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ABSTRACT

Values are of people and they teach us what is wrong or what is right from
moral and cultural perspectives and they strongly influence our attitudes and
behaviors both in our work lives and in private lives. They shed light on how
individuals exhibit right behavior through attitudes under different circumstances.
This is related to so-called cognitive hierarchy, which refers to influence of basic
personal and work values on behavior. The basic value hierarchy differs during an
individual life cycle, while some values are very important at one stage of the life
cycle, they may become less important in another stage. During this individual life
cycle, individuals may gain new behaviors that are more coherent with their values
and life quality. This change in value hierarchy does not only show the social
experiences of the individuals, but it also adds new roles and responsibilities to

individuals while contributing to the decisions of their needs and priorities.

Political, economic and technological developments, notably in the field of
communication, have led to emergence of a novel concept called “social networking”.
It has already started to influence the ways in which both employees and
organizations are being experienced to determine the quality of their work life.
Further, it has also become a highly effective and significant apparatus in
understanding the means of not just individual values but also work values. The
purpose of this study is to examine the certain individual and work values that

determine employee-networking behavior in selected heavy industry sectors in the

Turkish business world; namely, iron & steel and petroleum sectors.

Individual values are known with their capacity to directly affect work values.

There is a positive relationship between values and quality of work life. However, a



careful review of the existing literature reveals that much uncertainty still exists about
the existence of arelationship between values, quality of work life and networking
behavior. Thus, this research aims to close this gap through a comprehensive inquiry
into the following questions: what is the relationship between social networking
behavior and values? Furthermore, three major work values which are such as
intrinsic or self-actualization values, extrinsic or security or material values, (3) social

or relational values were examined thoroughly.

The outcomes of the study indicated first, that Schwartz’s values of
stimulation, benevolence and universalism are of importance for the members of
Turkish organizations. Second, there is a strong relationship between individual
values, work values and quality of work life. Third, social networking which not only
contributes to the efficiency, and effectiveness of the organization, but also
satisfaction and achievement of the employees of the organization. Fourth, health and
safety, self-esteem and social needs determine the quality of work life. Finally, a
significant relationship exists between employee networking behavior and the
dimensions of social needs, esteem needs and actualization needs of the variable of

quality of work life (QWL).

Key Words: Networking, Work Values, Individual Values, Quality of Work Life, High

Order Dimensions, PVQ, TRA.



OZET

Degerler insanlara 6zgudur ve bize neyin yanlis oldugunu ya da neyin ahlaki
ve kiiltiirel agidan dogru oldugunu 6gretir. Ayrica degerler hem c¢aligma hayatimizda
hem de 6zel yasamimizda tutum ve davranislarimizi giiclii bir sekilde etkiler.
Degerler,bireylerin farkli kosullar altindaki tutumlariyla nasil dogru davranis
sergileyebildiklerine de 151k tutarlar. Bu, ayn1 zamanda temel kisisel degerlerin ve is
degerlerinin davranis lizerindeki etkisini ifade eden biligsel hiyerarsi ile ilgilidir.
Temel deger hiyerarsisi bireysel yasam dongiisii boyunca farklilik gosterirken, bazi
degerler yasam dongiisiiniin bir asamasinda ¢ok 6nemlidir, bagka bir asamada ise daha
az 6nemli hale gelebilir. Bu bireysel yasam donglisii boyunca, bireyler degerleri ve
yasam kaliteleri ile daha uyumlu yeni davranislar kazanabilirler. Deger
hiyerarsisindeki bu degisim sadece bireylerin sosyal deneyimlerini gdstermekle
kalmaz, ayn1 zamanda ihtiyag¢ ve 6nceliklerinin kararina katkida bulunurken bireylere

yeni roller ve sorumluluklar da ekler.

Ozellikle iletisim alanindaki politik, ekonomik ve teknolojik gelismeler “sosyal
ag” (Networking) olarak adlandirilan yeni bir kavramin ortaya ¢ikmasina neden
olmustur. Calisma yasamlarinin kalitesini belirlemek i¢in hem ¢alisanlarin hem de
kuruluslarin deneyimlenme surecini etkilemeye baglamistir. Ayrica, sadece bireysel
degerlerin degil, ayn1 zamanda is degerlerinin anlasilmasinda da oldukga etkili ve
onemli bir ara¢ haline gelmistir. Bu ¢aligmanin amaci, Tiirk agir sanayi sektorlerinde
,0zellikle demir-celik ve petrol sektorlerinde galisan bireylerin iletisim agi kurma

davranigini etkileyen belirli bireysel ve is degerlerini incelemektir.
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Bireysel degerler, is degerlerini dogrudan etkileyebilirler. Bunun yani sira,
degerlerle is yasam kalitesi arasinda pozitif bir iligki vardir. Ayrica, mevcut literatir
dikkatlice incelendiginde, degerler, is yasam kalitesi ve iletisim aglari olusturma
davranisi arasindaki iligkinin varligina dair hala belirsizligin oldugu anlasimaktadir.
Dolayisiyla, bu arastirma literatlirde saptanan bu a¢ig1 asagidaki sorulara kapsamli
cevaplar arayarak kapatmay1 hedeflemektedir: sosyal iletisim aglari olusturma ile
degerler arasindaki iligski nedir? Ayrica, bu baglamda 6necikanii¢ ana is degeri ile
olan iliskinin varligi, bunlar sirasiyla: i¢sel ya da kendini gergeklestirme ile alakal:

degerler, digsal ya da gilivenlik ya da maddi degerler, sosyal ya da iliskisel degerler.

Bu noktadan hareketle bu ¢aligmanin amaci, bireysel degerler ve is degerleri
ile is yagami kalitesinin ve ¢alisanlarin iletisim aglari kurma davranislar1 arasindaki
iliskiy1 aragtirmaktir. Calismanin diger bir amaci da, isletme ¢alisanlarinin sosyal ag
kurma davraniglari ile bireysel degerler ve is degerleriyle ¢alisma ortami kalitesi
arasindaki bagintiyla ilgili olarak ¢alisanlarin ag kurma davraniglarinin roliinii

ogrenmektir.

Tiirkiye’de agir sanayi sektoriinde faaliyet gosteren sirketlerde ¢alisanlardan
elde edilen veri analiz edilmis ve sonuglar Uyarim (Stimulation), Yardimseverlik
(Benevolence) ve Evrenselligin (Universalism) en ¢ok one ¢ikan degerler oldugu
saptanmustir. Bulgular bu alandaki farkli calismalarla da desteklenmis ve statii sahibi
olma, bireysel basar1 gibi degerlerin dnemsendigi bunun da kiiltiirle desteklendigi
goriilmiistiir. Bir bagka bulgu da hipotezlerde de 6ngoriildiigii gibi is degerleri ile
Schwartz’1n “iist diizey boyutlar” (high order dimensions) kavram ile arasinda bir

iliski oldugu gdzlemlenmistir. igsel is degerlerinin (intrinsic work values)Schwartz’n



vii

degisime acgiklik boyutuyla iligkisi gozlenirken, dissal is degerlerinin (extrinsic
values) kendi kendini gelistirme boyutu ile arasinda iligki oldugu goriilmiistiir.
Calismanin dikkate deger bir diger bulgusu da sosyal ve profesyonel iletisim aglari
olusturmanin bireysel ve is degerleri ile is yagsaminin kalitesi arasindaki iliskiye belirli

bir dlglide etkisinin saptanmasi olmustur.

Anahtar kelimeler: Orgiitsel davranis, bireysel degerler, is degerleri, calisma

ortami kalitesi, tist diizey boyutlar, PVQ, TRA.
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1. INTRODUCTION

1.1. Introduction and Importance of the Subject

In today's complex business world, prioritization between work life and
individual life can be one of the greatest challenges of a person’s life. This challenge
may affect the quality of individuals’ both private life and work life. This effect can
be explained by examining the certain relation between good work, quality of work
place, satisfied employees and how well an individual will pursue his/her life. Values
that are held by individuals shape their lives and designate their choices. An
individual depending on his/her values formalizes the level of challenges he/she will
face both in his/her personal and work life. In addition to individual values, other
factors signify the levels of challenges such as work values. Individuals’ perception of
their work values also affects their life preferences, challenges and satisfaction from
their work lives. Having the same origin, both individual and work values are linked
to each other and share a lot in common. Based on the literature, there is already an
agreement that work values are also individual values but they are more related to the
individual’s work lives more than their personal lives. Therefore, the growing need
for understanding the relation between individual values and work values deserves
attention in order to explain human attitudes and behaviors in work settings from a
networking behavior perspective, which lately also become one of the most popular

topics of management field.

Values carry a strategic importance in individuals’ life. A value determines
what is important for an individual for his/her personal and work life. Values, while
differentiating individuals from each other, can also support individuals to meet at a

common point by sharing same ideas or finding similar things important. Likewise



work values can shape and designate an individual’s work life through his/her
choices. Although individuals differ in terms of their needs and expectations from
work, there are needs on which employees agree upon and expect to receive from
their employers. Some examples for these kinds of needs can be listed as pay benefits,
health insurance, hygienic work environment, etc. Moreover, employees by holding
certain individual and work values, formalize their expectation for the quality of their
work life. This is directly related to the satisfaction of the employees’ expectation
from their work and their sentiment on their work life. Employees need such positive
facts as knowledge, prestige, actualization and social shape, the level of pleasure and
quality of the job. The aim of the present study is to understand the significance of the
relationship between individual values, work values, quality of work life and
networking behavior. At this point the association between work values and quality of
work life has been accepted as a determinant of the individual’s behavior at work.
This behavior is a reflection of human side of the work which is not related to the

individuals themselves, but with their social environment at work.

The study will concentrate on the associations between values and quality of
work life by taking into account employees’ social networking behavior at work, after
explaining the relation between values and quality of work life. Today people use and
are involved in networking very actively because of various reasons. While some
people need to express themselves to others, some people prefer to talk about their
beliefs impersonally. Some people like to meet new people, while others prefer to
create an influential number of close friends and some like to approach majority of
people through networking. As Aristotle states in his famous book Politics “Man is by
nature a social animal; an individual who is unsocial naturally and not accidentally is

either beneath our notice or more than human. Society is something that precedes the



individual. Anyone who either cannot lead the common life or is so self-sufficient as
not to need to, and therefore does not partake of society, is either a beast or a god. ”
(Barnes, 1984).Humans seek communication and company of others because of their
nature. Their need and desire for socialization laid the groundwork work for
networking. And social networking has already become an inevitable element of our
individual and work lives. It has become very useful and an unavoidable component
of our lives to achieve our desire for socialization. Today individuals started to control
and organize their life by fitting their world into small devices through internet
connections. It is now possible to apply even for a job and have an interview through

social networking websites with that company’s human resources department.

Networking is one of the trending topics of recent researches from various
fields. In addition to what is mentioned above, one of the purposes of this research is
to determine the possible contribution of employee networking behavior that has not
been investigated through a wide range of studies. This study aims to extend the
previous findings by investigating the associations between individual values, work
values, quality of work life and social networking behavior. These concepts are not
only popular topics of sociology and psychology, but they are also prevailing among
the field of management, especially in the field of organizational behavior. Each
construct is defined differently and has gained importance from an organizational
perspective, and as such, they are not limited to employees but also including
organizations. Therefore, although the constructs of the study are frequently studied at
an individual level, within the scope of this research they will also be tested at
organizational level by mainly concentrating on the heavy industry companies of the

Turkish Business World.



Being one of the very popular and intriguing topics of not only sociology, but
also the management field, there are various definitions of values posited by different
scholars. While Kluckhohn (1951) defined value as “posited to be defined and
accepted by the members of the societies and serve as guidance for the members”,
Schwartz defined them as “desirable, trans-situational goals that vary in importance as
guiding principles in the life of a person or other social entity” (Schwartz, 1994, p.21).
Accordingly they are also referred to as “important and lasting beliefs or ideals shared
by the members of a culture, that has an effect on individuals to decide or evaluate a
subject for being good or bad, desirable or undesirable. In sum, values have major
impact on a person's behavior and attitude and serve as broad guidelines in all
situations due to their direct effects on individual’s judgment”.

(www.businessdictionary.com)

Values, in one hand, are defined by many scholars as an instrument to explore
the ways that individuals value their priorities related to their behavior, attitude and
social life. On the other hand, recent researches show that the term is not limited to
basic individual values, but it can be defined from work perspective as well. There are
various studies on values aiming to demonstrate the work values as expressions of
basic values in the work environment. From the same scholars’ perspective, like basic
individual values, work values are also stated as beliefs related to desirable outcomes,
but distinctly they are more work related; such as pay, behavior, career, fringe
benefits etc. In their very broad definition, a work value could be defined as
“evaluative standards relating to work or the work environment by which individuals

discern what is right or assess the importance of preferences” (Dose, 1997, pg.71).

One of the major determinants affecting and shaping both individual and work

values is work place. Depending on their work place, people’s individual and work
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values can differ. This dependence on environmental conditions can be explained by
the great relationship of work place with psychological well-being, pleasure,
happiness and satisfaction of an individual at work. Individual’s satisfaction, well-
being or pleasure affects not only their personal life, but also their work life. Being
satisfied and happy is found to be strongly related to individual’s perspective on
quality of their family life and work life together. According to May (1999), quality of
work life can be defined as the favorable conditions and environments of a work place
that support and promote employee satisfaction by providing workers with rewards,
job security and growth opportunities. Individual values and work values can be
accepted as the key determinants of the level of quality of work life. As the
protagonists of their own life scenarios, individuals are aware of their life quality, but
they are not as much aware of the level of their satisfaction from the status of this
quality. This study will explain whether there is a positive or direct relation with these
concepts and how this relation is affected by the employees’ (individuals’) social

networking behavior.

Society witnesses a change through the conversion from an agrarian society to
an industrial society and then gradually to knowledge society (Crede, 1998). In
accordance at an organizational level, new formations such as ‘network societies’
became a current issue, where technology is very dominant compared to previous
societies. Stein Braten introduced the term ‘network society’ in 1981 and later Jan
Van Dijk studied the concept in detail in 1991 and 2012. According to Van Dijk
network society is defined as “a form of society increasingly organizing its
relationships in media networks gradually replacing or complementing the social
networks of face-to-face communication. Personal communication is replaced by

digital technology. This means that social and media networks are shaping the prime



mode of organization and most important structures of modern society (Van Dijk, J.,

2012).

In this network society, telephone calls, letters and even face to face talks have
become the primary sources of communication/networking between people. Living in
this technology dominant network society, individuals prefer and even become
addicted to use of emails, smart phones, internet and social networking web sites.
Recently this technology dependence splattered from daily life to work life, and
individual’s addiction to smart phones reached to its peak. Nowadays, through the
applications available on the smart phones such as “what’s up”, “Skype”, individuals
are able to fulfill their job requirements. Accordingly, their jobs by means of their

technology usage became their base for social networking.

Networking behavior is generally defined as an ‘individuals’ attempts to
develop and maintain relationships with others who have the potential to assist them
in their work or career’ (Forret & Dougherty, 2001, p. 284). This networking behavior
is no more limited to individual’s life, but already spread to individual’s work life. In
the 215 century, networking is not limited to individuals anymore; it has now many
applications that are frequently used by and within the organizations. For today’s
business life, general applications of networking that are utilized by many
organizations include transmitting and receiving messages or documents
electronically, data communications, providing an infrastructure for holding virtual
meetings with participants who are geographically distant. Organizations and
individuals now efficiently use and willingly involve this tool to ease both their
personal and work lives. As an outcome of this situation, individuals connect
themselves to their organizations and works from anywhere at any time. Through

their networking behavior, they bring their work with them anywhere by adopting a
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new structure that will enable organizations to benefit from these employees’

networking behavior for the good sake of the organization.

Values, quality of work life and social networking are essentials of both
organizational behavior and management fields. In today’s world which is being
globalized day by day, these concepts gained importance not only for academicians
but also for managers. Managers are the special group of people who should pay
attention to these concepts and examine whether they are on the right path to improve
the organization’s performance. In this study, the major aim is to find out the relations
between these four concepts (individual values, work values, quality of work life and
social networking) in Turkish heavy industry manufacturing companies. Above
mentioned concepts are not only popular subjects of previous researches, but they are
also very popular topics of current and future researches. For instance, social
networking as discussed above is highly renowned subject in terms of individuals’
daily and organizational lives. It is related to many topics due to its speed of spread
from one level of life to another. At the present time, there is a tendency in business
life to have an approach based on melding individual’s work and daily life.
Accordingly this study aims to explain how individual values, work values and

quality of work life are related with employees’ social networking behavior.

The present study will focus on the associations between employee social
networking behavior, work values, individual values and quality of work life in high
manufacturing organizations in Turkey. It is observed that there are a limited number
of studies in this field in Turkey and there is even less studies completed in Turkish
heavy manufacturing organizations. One of the goals of this research is to determine

the possible contribution of the variables on work engagement that have not been



studied much. All four constructs are studied a lot in various fields, even the relations
between constructs like individual values — work values, values- quality of work life
are proved through theories. However, there is a gap in the literature to measure the
relationship between these concepts from employee social networking behavior
perspective. Therefore, this study aims to be a first attempt looking at these four
concepts in Turkish heavy manufacturing organizations from employee networking
behavior perspective. It is possible to foresee that the values which are affecting
individuals’ daily and work lives will contribute to their networking behavior at work.
The expected contribution of this study will be a better understanding of the nature of
associations between the concepts of individual values and work values and quality of
work life along with a popular subject of social networking behavior. It will
contribute to the literature for further researches associated with social networking

behavior from management and organization perspectives.
This study sought to explore the following primary research questions:

Main Research Problem 1

What is the nature of the relationship between social networking behavior, individual

values and work values?

Main Research Problem 2

Is there a relationship between social networking and quality of work life?

Secondary Research Problem 1

Is social networking outweighing more with particular individual and work values?

Secondary Research Problem 2




Do values and quality of work life have direct relation with employees’ social

networking behavior?

Secondary Research Problem 3

Does employee networking behavior moderate the relation between values and the

quality of work life?

Secondary Research Problem 4

Whether or not there is a relationship between Schwartz’s high order values and work

values.

1.2. Scope of the Study

Values carry a strategic importance in individuals’ life, since they determine
what is important to them in terms of their daily lives and their work lives. Values
while differentiating individuals from each other also help individuals to meet at a

midpoint. Therefore, they have a great impact on individual’s life view.

The present study covers the examination of the significance of the
relationship between individual values, work values and quality of work life. The
study concentrates also on the associations between values, quality of work life by
taking into account of employees’ social networking behavior. The study is limited by
understanding the outcomes of the associations between individual values, work
values, quality of work life and social networking. These concepts are not only
popular topics of sociology and psychology; they are also prevailing among the fields
of management, especially the field of organizational behavior. For this purpose, each

construct is defined differently and has gained importance from organizational
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perspective. The constructs in question are not limited to employees but include the
organizations as well. In particular, statistical research has been conducted on the
possible links between networking behavior, values and quality of work life. This
research through an explanatory study of employee networking behavior aims to fill a
gap and built upon existing research to acquire a detailed understanding of the

associations between values, quality of work life and employee networking behavior.
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2. LITERATURE REVIEW

2.1. Basic Individual Values

Values have been one of the central concepts in sociology and they play an
important role in psychology, anthropology, social sciences and other related
disciplines. Over the last two decades, the values concept gained importance, but
according to the researchers there was not an agreement upon the definition of basic
individual values. As a consequence, many scholars defined values from different
perspectives. At the same time some scholars found values very difficult to define,
while they also found values crucial for explaining social and personal organization
and change. In the literature, since their inception, values had a tradition in
management and organization studies. Indeed, over the last two decades the concept
gained an increasingly central role to elucidate attitudes, intentions and behaviors at
individual level. According to scholars like Rokeach (1973) and Schwartz (1992) that
values shape our personal, social and professional lives. The term ‘value’ has been a
very popular subject of management and especially in the field of organizational
behavior. It has an explanatory power on concepts like attitudes, behaviors and norms
by focusing on roles, decision-making choices and life experiences. Later values also
become an “important explanatory variable to expound attitudes, behaviors and norms

at different levels like group, organization, and societal level.”(Olsen, 2015).

Many social science scholars like Durkheim and Weber found values very
difficult to define and to limit. McGuire (2006) explained the reason of this difficulty
as their potential to overlap with attitudes, preferences, norms or views. Furthermore,
values acknowledged as crucial for explaining social, personal and organizational

change (Halewood, 2014) as a result in the literature values have been defined multi-
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dimensionally from different perspectives. Being one of the very widely researched
and defined concept, the simplest way to define a value is as an individual way to
decide how, why and which behavior is good, right and spiritual and which is not.
Accordingly, a value is strong enough to guide our behavior and attitude by effecting

our actions, judgment, aims and intentions. (Ajzen & Fishbein, 1977)

Values have been defined by Zarecki for the first time in 1918 and many
others like Rokeach, Schwartz and Ros followed him with their definitions from
different perspectives. After Zarecki, although Shalolom Schwartz appears to be the
most well-known scholar in values literature, Rokeach (1973)defined values earlier as
“enduring goals that serve as guiding principle and as the single belief of a very
specific kind or basic cognitions in people's lives” (pg.76). Later Schwartz
emphasized that values provide individuals the basis “to make judgments and choose
among alternative options or courses of action” (Schwartz, 1987). According to Ros
(1999) a value is defined in terms of the utility attached to an object or outcome, and
thereafter Schwartz limited the definition as “desirable, trans-situational goals that

vary in importance as guiding principles in people’s lives” (Ros 1999, p.51).
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Table 1 Explanations and Definitions of Value (1973-2012)

Scholar Date Definition

"Values are abstract psychological constructs that underlie more concrete constructs such
Rokeach 1973|2S attitudes, interests, and preferences. "

"Values are specific situations and that are applied more generally to guide behaviors and
Schwartz and Bilsky 1987|decision making."

“ Values are enduring goals that serve as guiding principle and as the single belief of a
very specific kind or basic cognitions in people's fives”

Rokeach 1973

"Values serve as the authorities in the name of which choices are made and action

) taken."

Morrill
Shaver and Strong 1982 "Avalue refersto astandard or principle for judging woth."

“ Values are the basis to make judgments and choose among alternative options or
Schwartz 1987|courses of action”
Ros 1999 Values are the utility attached to an object or an outcome.

"Values are principles that are organized around two sets of higher order (bipolar)
Ros 1999|dimensions. "

“Values are desirable, trans-situational goals, varying in importance that serve as
Scwartz and Sagie 2000|guiding principles in people’s lives”
Scwartz 2012|“Values are what we think of is important to us in our lives and each of us.”

As the main scholars of literature on values Rokeach, Schwarz and Ros
contributed to the literature with their further studies. Rokeach with his Value Survey
(RVS) constructed a survey that helped researchers to predict the differences in
people’s behavior. In addition, through this survey people can obtain information

about individuals’ basic values.

The Rokeach Value Survey was one of the attempts to discover the relative
importance of values within and among individuals (Gibbins & Walker,
1993).However, since the beginning of the survey’s appearance there are doubts about

the validity and reliability of the survey.

Individual values are first researched and studied by Shalom Schwartz in their
respective definition for the scope of this study. According to his broad definition;

basic individual values are defined as the motivation that differs from one individual
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to another. Schwartz followed Rokeach and he built the value theory by concentrating
on the idea that “a particular value may be very important to one person but
unimportant to another” (Schwartz, 1992). According to Schwartz what distinguishes
one value from another is the type of goal or motivation that it expresses and that is
also the reason what makes a value unique for an individual. He postulates that “there
are three basic issues in every society for which a solution must be found: (a) to what
extent a person is embedded into a group (b) how to preserve the social fabric and (c)
how to relate to the natural and social world “(Vauclair et.al, 2011). Since Basic
Individual Values Theory was used to predict and explain how completely value
systems are related to various attitudes and behaviors, we employ this theory as an
approach for clarifying the nature of work values. Specifying the types of quality of
work life people are likely to distinguish and postulate the structure of relationships

that can predict the employees’ social networking behavior.

Over the years, different value dimensions have been exercised by different
scholars as an addition to Schwartz, finally Ros et al. (1999) organized values around
two sets of higher order (bipolar) dimensions. The first set, openness to change versus
conservation, contrasted values that stress independence and change with values that
stress self-preservation and stability. The second set organized as—self transcendence
versus self-enhancement which helped to differentiate between values that focused
one quality and acceptance of others (universalism and benevolence) and values

which emphasize concern for self (power and achievement).

A value is one of the general concepts that contains and brings about other
definitions to be derived from it. Values could be divided into two groups such as
individual values and work values. There can be other groups that are derived from

values, but the scope of this study will limit values into two concepts individual
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values and work values. For this study due to its formation and ability to establish
direct link with work values Schwartz’s Basic Individual Values Theory will be
researched. Since this approach yields a relatively large set of values across different

life domains the linkage with work values will be more appropriate to explain.

Schwartz and his colleagues like Bilsky and Sagive built their theory on
Rokeach’s theoretical foundation, by developing a comprehensive model of the
structure and content of human values. Schwartz’s model considers the value domain
as a whole showing the overall pattern of conflicts and complementarities among
value types, rather than simply categorizing various types of values. His value model
has been tested in hundreds of samples from over 50 countries (Ros, Schwartz, &
Surkiss, 1999) and results have consistently supported the structural model of values
described above. The structure of the model was verified by Schwartz and Boehnke
(2004) using confirmatory factor analysis from nearly 11 000 respondents in 27
countries. Their findings strongly supported the model over nine other possible
structural models. The consistency of these results suggests that Schwartz has devised

a robust universal measure of human values.

Schwartz's basic aim is to determine the functional significance of values in
human life (Yahyagil, 2011). These values are likely to be universal because they are
grounded in one or more of three universal requirements; the needs of individuals as
“biological organisms, requisites of coordinated social interaction, survival and
welfare” needs of groups (Schwartz, 2012). Individuals cannot cope successfully with
the requirements of human existence on their own, because they must articulate
appropriate goals to cope with them, and they need to communicate with others about
them. People, because of their existence, possess the desire to share the knowledge or

info they gained. Values are socially desirable concepts used to represent these goals
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and information mentally and the vocabulary used to express them in social

interaction.

In his theory, Schwartz, in order to define above mentioned three universal
requirements, exemplifies two core components for basic individual values. First, he
specifies 10 motivationally distinct types of values that are postulated to be
recognized by members of most societies and to encompass the different types of
values that guide them. Secondly, the theory specifies how these 10 types of values
relate dynamically to one another. (Husain et al., 2012).The Basic Individual Value
theory has attracted the attention among the academic scholars due to the fact that his
theoretical framework covers the following ten broad values that are linked to the
motivational level of individuals across the nations (Ros et. al, 1999).As the topper
layer, Schwartz groups values under four high order dimensions: “openness to
change, self enhancement, conservation and self- transcendence.” Schwartz grouped
his ten values under this four main group and he tried to explain these ten values and
the relation among these values in his famous values circle. With this circle he
arranged the values in an order that the values that are coherent with each other are
sequenced abreast and the values that are contradicting to each other are sequenced
opposite to each other. In addition to this, Plutchik and Conte(1997) likened each
value as points and they exposed that the distance between these points increase and

decrease according to the level of the relation of these points between each other.
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Schwartz 10 Values (Schwartz, 1989)
A) OPENNESS TO CHANGE

1. Self-Direction: The conceptual definition of self-direction suggests two potential

subtypes, autonomy of thought and of action.

2. Stimulation: The conceptual definition of stimulation suggests three potential

subtypes, excitement, novelty, and challenge in life.

3. Hedonism: The conceptual definition of stimulation suggests three potential
subtypes, excitement, novelty, and challenge. It refers to pleasure and sensuous

gratification for oneself.*
B) SELF ENHANCEMENT

4. Achievement: The conceptual definition of achievement refers to what the
achievement literature calls performance motivation—pursuit of normative

competence (Elliot & McGregor, 2001).

5. Power: Power refers to the social status and dominance over other people and

resources.
C) CONSERVATION

6. Security: The conceptual definition suggests two subtypes, personal security and

societal security. It refers to safety, harmony, and stability of society.

7. Conformity: The conceptual definition suggests two potential conformity subtypes,

interpersonal (avoiding upsetting others) and compliance (complying with

!Hedonism is the only element which is shared by two higher order dimension
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expectations). It refers to the restraint of actions, and violation of social expectations

or norms.

8. Tradition: The conceptual definition suggests a single value, maintaining cultural
and religious traditions. It basically refers to respect, commitment, and acceptance of

the traditional customs

D) SELF TRANSCEDENCE

9. Benevolence: The conceptual definition of benevolence suggests a single value,
caring for the welfare of in group members. Preservation and enhancement of the

welfare of people with whom one has close personal interaction.

10. Universalism: Unity with nature, protecting the environment. The conceptual
definition of universalism suggests three potential subtypes, tolerance, societal
concern, and protecting nature (Schwartz, 1992).These values are also summarized in

the table below:
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Table 2: Motivational Goals — Value Types

Motivational Values
Type (Schwartz,
1992)

Value types Motivational Goal
Understanding, appreciation, tolerance and protection for the
Universalism welfare of all people and nature

Benevolence

Preservation and enhancement of the welfare of people with
whom one is in frequent and personal contact

Respect, commitment and acceptance the customs and ideas

Tradition that traditional culture or religion provide

Restraints of actions, inclinations and impulses likely to upset
Conformity or harms others and violate social expectations or norms

Safety, harmony and stability of society, of relationships and of
Security self

Social status and prestige, control or dominance over people
Power and resources

Achievement

Personal success through demonstrating competence according
to social standards

Hedonism Pleasure and sense of gratification for oneself
Stimulation Excitement, novelty, and challenge in life

Independent thought and action — choosing, creating,
Self-direction exploring.

In addition to identifying ten basic values, as defined earlier and explained

above in detail, in his theory Schwartz explicates the structure of relations among ten

values and defines this new structure under 4 new groups so called *“ Higher Order

dimensions”. One basis of the value structure is the fact that actions in pursuit of any

value have consequences that conflict with some values but are congruent with others

(Schwartz, 2012).The circular structure in Figure 2 portrays the total pattern of

relations of conflict and congruity among ten values by grouping them under four

higher order dimensions such as Openness to Change, Self- Transcendence,

Conservation and Self-Enhancement. Each dimension expresses different values that

are related to each other and explain the relations among these values.
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CHANGE Self-direction . . TRANSCENDENCE
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(Schwartz, 1992)

Figure 1: Schwartz Value Circle

Not only will this study focus on a universally used theory of Schwartz’s basic
individual value theory, it will also focus on one of the main theories. Schwartz is
accepted as being one of the pioneering scholars in literature on values. He is followed
by other scholars who were also dedicated to this subject. Ronald Inglehart and
Christian Welzel are two other scholars who contributed to the literature on values.
With their study “The World Values Survey (WVS)”, they aimed to analyze how people
think, believe, and act in regards to a certain topic such as culture, religion and etc.
According to the outcome of their survey in different regions and cultures, they draw a
“cultural maps of the world”. These maps indicate that a large number of basic values
are closely correlated, and each map creates a pattern as in endmost for further
reinterpretation in forthcoming scholarly efforts. Compared to Schwartz’s basic
individual values, the world values surveys were designed to provide a more

comprehensive measurement of all major areas of human concern from religion to
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politics to economic and social life. The main contribution of the WVS cultural map of
the world is that it enables researchers to find evidence and observe the shift across
values in societies. For example, in 2000, Inglehart and Baker found evidence that
orientations have shifted from traditional toward secular rational values in almost all
industrial societies. In addition, in a more recent study (2000), they found evidence that

there is a shift from survival values to self-expression values (Inlehart & Baker, 2000).

Later, Inglehart further contributed to value literature through his materialism-
post-materialism index which helped to explain value change within countries. In1977,
Inglehart proposed a new set of values —a bipolar Materialism- Post-materialism (M-
PM) index to explain political and societal change within nations (Dobewall & Rudnev,
2000). Inglehart’s materialism- post-materialism index became very famous to explain
value change within countries. Both Ingleharts’ and Schwartz’ studies have unique
components but they share the idea that values emphasize that people take opportunities
and obligations to make and to justify autonomous choices and express a climate of
tolerance (Strack, 2014). Later, Inglehart and his colleagues expanded the model to the
two cultural dimensions of Traditional vs. Secular- Rational values and Survival versus
Self — Expression (Baker, 2000; Inglehart& Welzel, 2005). However, although their
survey is valid and helps to keep up with trends in nations through longitudinal analysis,
it is more culture oriented. This explains why their study is out of the scope of this

research, but it is very important to mention in terms of values literature evolution.

After discussing Schwartz’s and Inglehart’s theories, Triandis’ interpersonal
behavior model also covers issues that are currently discussed in value research in a
controversial manner. He recognized the key role played by both social factors and
emotions in forming intentions. He also highlighted the importance of the past

behavior’s reflection on the present / future behavior. The major reason why Triandis
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should be referred in this study and in values literature is because he included norms,
roles and self-concept in his model. According to Triandis, self-concept refers to the
idea that “a person has of his /herself and person’s emotional responses to a decision or
to a decision situation” (Triandis, 1986, pg.12).These responses can be both negative
and positive. They have an impact or unconscious input on individual decision making
which is directly related to that person’s values. The theory of interpersonal behavior
is related to both of the two main constructs of this study; values and social networking.
From the values perspective, the theory proposes that the level of consciousness
decreases as the level of habit in performing the behavior increases. According to
Triandis, habits occur without self —instruction and the individual is usually not
conscious of these habits situation behavior sequences. Triandis (1994) identified three
factors that affect social behavior which is directly related to values; subjective culture,
past experience and the behavioral situation. Given that this study focus on the
comparison of values and their relations with other constructs like quality of work life
and social networking, Schwartz’s model is found more appropriate for this study. It
has obscured important differences among some values and this model is better
accounted for macro social variables. Triandis’ Theory of International Behavior Model
will also be further discussed in literature review section of this study in section 2.4,
due to its consideration of being one of the models that explains individual social
networking behavior. Interpersonal behavior theory also owed to its additional

explanatory value over the main model of this study proposed by Ajzen and Fishbein.

Under the light of literature review on major academic papers, the recent articles
mainly concentrated on human development while measuring basic individual values.
Another topic studied by leading scholars is about the relationship between basic

individual values and culture. However, there are not many articles evaluating the
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linkages between work values, quality of work life and social networking behavior.
Various studies measured and examined the relationship between basic individual
values and work values or work values and quality of work life. There is a gap of studies
in the literature in terms of studying all four constructs this dissertation researched and
examined in a correlational manner. This study will attempt to explain the possible
relations and correlations between values / work values, quality of work life and

networking behavior.
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2.2. Work Values

Since the existence of human population, individuals went through different
stages of life with different inventions. When the Lydians used the gold and silver coin,
humanity arose to a new stage of life by becoming acquainted to money. From that time
on, people started to strive to earn money to sustain their lives in better conditions.
Today, our most possible and legitimate way to receive money is by working. Work
could be defined from various perspectives but a simply defined; it is an effort to
accomplish a task. This task can be to construct a building, it can be sitting in an office
setting on a computer or it can be staying at home and getting connected to the business
life with WIFI connection from your laptop. In this era, work is accepted as one of the

obligations for individuals to sustain their lives in better and more preferable conditions.

A ‘value’ has already been defined in section 2.1.from different perspectives.
Furthermore, for the scope of this study, a value in its very basic sense is defined as a
concept that individuals’ lives are centered on and shaped by. Values are defined by
Rokeach (1973) as basic standards to evaluate decisions and actions. They represent the
guiding principles of an individual’s behavior which gives life to a general value system
and social objects (relationships) (Avallone, Farnese, 2010). Values contribute to
delineating the job with respect to potential or favorable aims to pursue what is right to
do and sustains action by defining priorities. Work values function as guides during
diverse phases of a worker’s journey, from job hunting, choosing a job, to initial work-
related socialization experience, to the management of professional activities and the

evaluation of outcomes (satisfaction /dissatisfaction) (Avallone, Farnese, 2010).
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Looking at the scientific level of analysis made in work values literature, it has
been understood that most of the research done in this field are dedicated to the
motivation of the employees. In addition, much attention has been given to the social
welfare of workers, health or satisfaction. Within the dynamic process of adaptation
between individuals and new technological era, values support and contribute to
evaluating the work values from a new more technological friendly perspective. There
is also a consensus on value literature that there is an indisputable relationship between
individual values and work values. Work values are inspired and shaped by basic
individual values. Since work values arose as a type of individual values but more work
related, the main debate about work values is to find an answer to the question of what
factors are most important in shaping an individual’s work values in the light of
individual values. According to literature there is definitely a relationship between
individual values and work values (since work values are defined as values that are

related to work) and this relation will be also one of the research questions of this study.

While defining work values the main debate was about how to conceptualize
the relationship between individual values and values in the domain of work (work
values). A work value captures “the end states that individuals desire and expect
through working” (Bu and Mc Keen, 2004, pg.17). The term work values have been
used interchangeably with concepts such as “work goals” (Ros et al. 1999); and desired
“job characteristics” (Burke 1966). Work values are seen as important in shaping not
only individual’s expectations from work, individual expectations of work and their
response to specific work situations, but also their performance within a specific work

role (Vecchio 1980; Trompenaars 1993; Black 1994; Huff and Kelley 2004)

Work values have been one of the most popular subjects of organizational

behavior and it has been studied by various scholars from different perspectives. As a
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matter of fact, they have been categorized numerously and they have been explained
empirically through exploratory approaches. The concept has been studied and
developed by many important scholars of different fields like sociology, psychology,
human resources, organizational behavior and management. In this study,
developments of work values studies will be examined from the perspective of
management and the studies related to other fields will not be included. Although work
values have been one of the very popular subjects of management field, as a result of
research and to my knowledge | did not find a study which evaluated the relation
between work values and employees’ social networking behavior. There are many
studies in the literature that measured and studied the relation between individual values
and work values or work values and quality of work life, but there is a lack of study

aiming to dissect the relation between work values and social networking behavior.
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Table 3: Definitions of Work Value (1996-2004)

Scholar

Date

Definition

Rounds

1996

"Work values are goals or end states one hopes to attain in their
work environment that have been linked to a wide variety of
work-related constructs, including motivation, job satisfaction,
organizational commitment , decision making and even the
degree of satisfaction that they find when they fit in a given
work environment."

Dose

1997

"Work values are evaluative standards relating to work or work|
environment by which individuals discern what is right or assess
the importance of preferences."

Ros

1999

"Work values are cognitive expressions of the various needs or
goals that are addressed through one’s work and working."

Roe

1999

"Work values are more specificl human valuesthat are more
abstract than both vocational interests and attitudes toward
specific work-related objects."

Bu & Mc Keen

2004

"A work value captures the end states that individuals desire and
expect through working."

Sagie

1996

" Values are the terms that are applied in various “domains of
human existence, such as religion, politics, sports, and leisure” .

Dose

1997

"Those values that are pertinent to one’s working life are referred
to as work values."

Ros

1999

“Work values are generalized beliefs about the relative
desirability of various aspects of work (e.g., pay, autonomy,
working conditions), and work related outcomes (e.g.,
accomplishment, fulfillment, prestige)”

One of the major studies in work values literature is pioneered by Elizur, who

later theorized his studies on work values. According to Elizur, there are a wide variety

of work values typologies have been presented in the literature and there appears to be

relative consensus on at least two fundamental types of work values: Intrinsic work

values and extrinsic values. While according to Elizur (1984) intrinsic (or cognitive)

work values, are related to the inherent psychological satisfactions of working, such as

interesting work, challenge, variety, and intellectual stimulation; extrinsic (or

instrumental) work values, are more related to material aspects of work, such as pay,

benefits, and job security. Both extrinsic and intrinsic work values have been found to

be important and relevant to individual’s daily life and work life.
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Later Dyer and Parker (1975) emphasized that there is great discrepancy in the
ways that the labels ‘‘intrinsic’’ and ‘‘extrinsic’’ are applied; sometimes they referred
to the relationship of the work aspect to the job itself and sometimes to its relationship
to the individual. Accordingly, they concluded that these labels should be reworked.
Later Elizur keep working on these concepts and he described and used these concepts
with different names such as “cognitive” and “instrumental”, and which is later agreed,

used and enlarged by other scholars as well.

Most researchers have viewed values attached to each life domain
independently of other domains. However, according to very recent studies, which will
also be considered in this thesis, it is analyzed that there is a relation between values
from different domains. While Ros (1999) described values having typically been
construed as separate from values in other life domains, Sagie (2005) has sought to
specify a more explicit link between values at work and in other life domains. In this
global world, work has already become an integral part of individual’s daily life,
therefore what people value today (both themselves and for their work) has a great

impact on what they can expect from the future.

There has been growing interest in recent years in the analysis of value systems
in general and work values. There is two questions that carry critical importance for the
study of work values: what types of work values exist, and how are these types of values
related to one another (Rounds and Armstrong, 2005). As discussed above various
definitions of work values have been developed. Although a wide variety of work value
typologies have been presented among the literature, there appears to be relative
consensus on two fundamentally types of work values intrinsic or cognitive as
mentioned before. While there is no consensus on other types of work values developed

by different scholars, researchers suggest that following work values are also defined
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and researched by different scholars. Social work values (Elizur, 1984; Pryor, 1979;
Ros et al, 1999; Schwartz, 1999) altruistic (Darwis & Lofquist, 1984; Finagon,2000)
and prestige (Darwis & Lofquist,1984; Finagon,2000; Ros et al, 1999; Schwartz,1999;

Super,1970).

To my understanding a very important development in work values literature
occurred when the facet theory was developed by Elizur. With Facet theory he
redefined work values through a different perspective. In this perspective work value
types were not limited only as intrinsic and cognitive. With the new definition new
types and the relation between work types also studied. Elizur’s facet theory is
accepted as the touch stone of work values literature and it differs from the previous
studies completed in work values field. His formal approach of facet analysis was to
find basic conceptual structure of work values. In detail theory assumes that “any
variables selected to present a theoretical construct are closely related to a whole
network of other similar variables from the same broader domain of investigation”
(Lyons, Higgins, 2010, pg.99). Formal approach of facet theory in order to analyze the
work values domain, first attempted to define its essential facets. Theory rested on the
assumption that the work values consist of two fundamental facets such as: “Modality
of outcome” and “system performance contingency”. The first facet “ Modality of
outcome” has three elements: (1) instrumental work values like benefits, security and
pay (material); (2) cognitive work values which represent psychological outcomes of
work such as interest, achievement, responsibility; and (3) affective work values such
as co-workers, supervisory relations (social outcomes) (Pryce,2014). In its very basic
explanation, the first facet includes three elements of material, psychological and social

outcomes. Additionally, second classification of work values (second facet), which are
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named as “system-performance contingency”, IS more concerned with resources and

rewards.

Facet A : Modality of Outcome

Facet B: System Performance

Contingency

Al. Instrumental Work outcomes B1.Resources
provided as
A2.Cognitive Work Values {very high B2.Rewards
to
very low}

A3. Affective Work Values

Figure 2: Mapping definition of work values

The extentto which subject (x) assesses the importance of having outcomes
provided as {very high to very low} importance to an individual for a sense of

well-being at work. (Elizur, 1994)

Elizur further theorized his two facets by combining them into one structure

called a radex.

Resources

Instrumental Affective
Rewards

Cognitive
(Elizur 1984)

Figure 3: Elizur’s structure of work outcome
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In this radix structure, each work aspect variable belongs to both a sector
corresponding to either instrumental, cognitive or affective modes of outcome and to
a concentric ring corresponding to either rewards or resources. After Elizur’s facet
analysis, he together with Sagie (1999) worked on facets of personal values which
consider a structural analysis of life and work values. They suggested a multifaceted
definition against the limited traditional approaches to the study of work values. And
although their study of general life values ignored the developments in the field of
work values, work values gained relevance and importance for various life areas as
much as non-work values. It is also a fact in today’s life that both work and non-work

values have an importance on personal well-being.

Later Elizur together with Sagie developed his two facet theory further and
identified new facets, such as value modality, focus and life area. They considered
material natured values (material), affective and cognitive as three elements of
modality facet (Facet A). The second facet concerned the level of focus and they
define some values being clear (money, work performance) and some other values
being more diffuse (contribution to society). Elizur (1984) proposed a clear distinction
between work outcomes as “performance contingent” (more focused) and “system
contingent” (more diffuse). The third facet which distinguishes between work and life
values is called the “life area”. Based on these three facets, Shye and Elizur (1994)

drafted a new “mapping sentence “of personal values including work values.
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A. Modality B.Focus
(al) material (b1) focused states, objects, goals
(a2) affective and
(a3) cognitive (b2) diffuse behaviours pertaining to
C. Life area Range
(c1) life high

is of : importance in a sense
(c2) work low of well-being.

Figure 4: New Mapping Sentence of Personal and Work Values.

Through their study Elizur and Sagie proved that there is a relation between
work and life values and this relation between work and life values make more sense
when studied together. Later Lyons and Schweitzer (2008) extended Elizur’s
structural model by re-examining his work value structure. In addition, they identified
and add prestige, freedom and altruism value types by increasing the number Facet A
items to six from three. Lyons and Schweitzer’s (2008) results suggest a modification
of Elizur’s system performance contingency facet as well and they suggest below
mapping sentence for the work domain which is formidable within the context of

individual’s life.

Facet A: Modality Facet B: Growth Orientation Range
(a1) instrumental (b1) growth oriented highly unlikely
in nature and s to be atop priorityin
selecting or stayingina
(a2) cognitive (b2) context-oriented to job
(a3) social highly likely
(a4) prestige-enhancing
(a5) altrustic
(ab) freedom-related

Figure 5: New Mapping Sentence for the Work Domain.

In this section of the study various definitions and theories for work

values literature is studied. As there are different perspectives exist for work values
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definition, there are also many different scales to measure the work values. In general
life, values and work values have been investigated independently; however, this
study aims to evaluate these concepts together, while also researching the relation
among them. A major limitation of this structural approach of studying these concepts
independently is because scholars studying general life values ignored the
developments in the field of work values. However, especially in today’s business life
work values are subdomains of personal life values, and these life values are relevant
to various life areas. Therefore, after investigating the work value literature in detail
in above paragraphs, in the following paragraphs the framework of the work value
literature will depend on the narrower life area (work values) which together with

individual values helps to clarify their importance to individual well-being.

As work values studied by various researchers, they defined them with
different labels. However, majority of the work values researchers appeared to
identify same three types of work values such as (1) intrinsic or self-actualization
values, (2) extrinsic or security or material values, (3) social or relational values (e.g.
Alderfer, 1972; Borg, 1990; Crites, 1961; Mottaz, 1985; Pryor, 1987; Rosenberg,
1957). Elizur (1984) arrived at a similar three type classification of work values
according to the outcomes of three work values. He identified three outcomes as
follows: first intrinsic (cognitive) outcomes of work values such as work conditions
and benefits; second instrumental (extrinsic) outcomes of work values such as interest
and achievement; and finally the social (affective) outcomes of work values like the

relations with colleagues.

This classification later defined and labeled as extrinsic, intrinsic, and social.
These three types of work values can be viewed as conceptually parallel to three of

the higher-order dimensions defined and labeled by Schwartz. Based on the high
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order dimension defined by Schwartz named “openness to change” that includes
individual values such as self-dimension, hedonism and stimulation. Intrinsic work
values directly express openness to change values which is defined as the pursuit of
autonomy, interest, growth, and creativity in work. Extrinsic work values express
conservation values which are defined by Schwartz as the security, tradition and
conformity. It is also identified as job security and income provide workers with the
requirements needed for general security and maintenance of order in their lives from
a work values outlook. Social or interpersonal work values express the pursuit of self-
transcendence values that are universalism and benevolence. Under the light of social
work values, work is seen as a vehicle for positive, social relations and a contribution

to society (Ucanok, B. 2009).

In addition to Elizur, Sagie and Lyons, the very recent and successful study of
scholars of work values literature Inglehart and Welzel’s World Values Survey
deserves attention. The world values survey already explained and defined in the
section 2.1 of this study because of its relevance to individual values. However due to
its strong explanatory power over work values, WVS deserves attention in this section
of the study. Survey (WVS) has been defined as a global research project and the
most important aim of the survey is defined as to explore people’s values and beliefs,
and how they change over time (Welzel, 2015).In WVS, as Inglehart also defines
representative national samples of each society’s public sector are interviewed. These
interviews by using a standardized questionnaire measured changing values. These
values are specified as religion, gender roles, work motivations, democracy, good
governance, social capital, political participation, tolerance of other groups,

environmental protection and subjective well-being” (Inglehart, 2005). World values


http://en.wikipedia.org/wiki/Value_(personal_and_cultural)
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survey being the most recent and valid survey to measure work values could be also

used in this study to measure work values.

Portrait Values Questionnaire is chosen as the measurement tool for assessing
both individual values and work values. Following a brief revive on work values
literature PVQ gives life to recent and valid survey to measure work values; therefore,
it is a measurement tool and will be also used as a measurement tool in this study. It is
unique and applicable to the aim of the study’s research, since it studies the changing
values and their impact on various fields. And it helps to managers and many others to
understand and observe the changes in the beliefs, values and motivations of people
(desire for life quality) throughout the world. PVQ applies Schwartz ten values to
organizational context and it draws a potential map of work values which guides

individuals to define objectives and make choices regarding their work environment.

In the first section of this study, theory of basic individual values presented
and applied in studying work values due to the conceptual relevance of three types of
work values with the three high order dimensions covering 8 values from Schwartz
well known individual values. Starting from the beginning the pure relation between
basic individual values and work values has been tried to be explained and supported.
Based on the literature Ros, Schwartz and Surkiss (1999) also caught attention to this
relation and they define work values as “expressions of basic values in the work
setting”. And they also supported the idea that high order dimensions are conceptually
parallel with three well known types of work values- intrinsic, extrinsic and social
which has been explained in detail and researched in Section 2.2 of this study. It has
been already researched and the clear correlation between individual values and work
values has been supported through PVQ during the studies of Ros, Surkiss and

Schwartz. This study will use PVQ for the research on basic individual values, work
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values and also to explore the relation between work values and individual values.
Although as mentioned above there are various recent surveys in work literature PVQ
has been chosen. It is predicted as a unique, applicable and proved questionnaire to
research the values and their inter-correlations, and also to investigate the associations
of work treated as a value with the different basic individual values. PVQ is expected
to help managers to understand and observe the changes in the beliefs, values and
motivations of employees (desire for life quality which will be explained in detail in
next section as Quality of Work Life) throughout various organizations. In addition, it
will also support this study’s research aim to measure how work values change among

different individuals.

2.3. Quality of Work Life

As the time passes, people’s taste of life changes and accordingly their future
expectations change as well. When an individual’s expectations from life change,
his/her expectation (as employees) from their work and work life changes in parallel.
They expect to have at least the similar opportunities at their work life when
compared to other employees working either in the same organization or in another
organization and at generic positions. They desire to enjoy the benefits of
opportunities fairly that are affordable by their organization such as technology, high
salary, and fringe benefits. They expect their organization to change in order to keep
up with the time in terms of the opportunities it can offer to its employees with the
change of the technology and global standards. Employees desire to feel safe and
supported and equally treated by their organizations. They aspire to work in a high
quality work environment. It is evident from the literature that satisfied and happy

employees, work more motivated and they are more profitable for their organizations.
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Moreover, as the time changes, employees’ expectations from their
organizations change and develop in parallel to the developments in their work and
management area. Employees evaluating the amount of energy they spend at their
work and workspace, start valuing their comfort and satisfaction in their work lives by
comparing and contrasting their condition with the others in their peer groups and
workgroups. It gets extremely important for employees to feel happy, comfortable and
satisfied at their individual and work life. As a matter of fact, for current life styles
work occupies a very important and busy place in employees’ lives and they prefer
enjoying this time while benefiting from it at the same time. Employees’ lives and
condition at their work life affect their individual life which has direct effect on
individuals’ physical, psychological and even spiritual well-being. There is a relation
between organizational life and the employee motivation. Happy and satisfied
employees appeared to be more beneficial employees for organizations. Therefore,
now employees became the most precious assets for their organizations and their
well-being has direct influence on organization’s success and profit. According to
Caudron, the only thing that will maintain today’s source of competitive advantage is
high quality personnel instead of merely capital, technology or long-lived products

(Caudron, 1994).

It has been discussed through the sections related to individual values and
work values of this study that there has been growing interest in recent years for the
analysis of value systems in general. Some authors such as Etzioni observed a decline
in traditional work values and an increased concern with quality of work life comfort
in organizations and with the solutions that are avoiding risks in organizations that
creates organizational slack. The concept of quality of work life first emerged as a

necessity within the industrialized nations, as people accepted and confessed
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themselves that they spend most of their time at work. And it is realized by employees
that this time passed at work constituted the major part of employees’ lives. In
accordance, the way they spend their time at work contributes directly to their life
quality or decrease the quality of their daily lives. Society has entered to a new era in
the relationship between organizations and their employees. In this new era, people
are the primary source for a company’s competitive advantage and the survival of an
organization apparently depends on how organization treats its employees. Today, this
relation between the employee and his/her organization became one of the mostly
researched and concentrated topics of management. This unique relation and the
dimensions of this relation determines the quality of life for the employee, which is
directly related to the organizational life quality considering what organization offers

to its employees and how much it is appreciated by employees.

Organizations are highly volunteered and they should be even more
volunteered in the future to create a unique and neat workplace for their employees.
These increased qualified work places may support to build a special quality of work
life which is essential for gaining and maintaining sustainable competitive advantage.
Quality of work life as a term was first declared in an international labor relations
conference in 1972 at Arden House Columbia University, New York. (Davis,
1975).The first definition of quality of work life is designated by Boisvert in 1977 as
“a set of beneficial consequences of working life for the individual, the organization
and society” (Boisvert, 1977).After Boisvert’s definition the concept also defined by
various scholars in various names (Carlson 1980, Nadler and Lawler 1983 etc;) as the
“humanization of work”, “ improvement of working conditions”, *“ workers

rotection work environment improvement” , and ¢ democratization of the
b 9

workplace”. In most recent definition QWL includes all these terms together and it is
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more strong and comprehensive than before. For the purpose of this study, quality of
work life can be defined as the favorable conditions and environments of a work place
that support and promote employee happiness by providing worker with rewards, job

security and growth opportunities (May et. al, 1996).

The main subjects discussed in the scope of quality of work life literature are
job security, reward systems, payment system, and career development opportunities
and so on. As it is obvious the term includes and holds what management values for
organizations today. Finally, Sirgy et al. (2001) defined the quality of work life as
“Employee satisfaction with a variety of needs through resources activities, and
outcomes stemming from participation in the workplace”. He also published a
validation of a quality of work life questionnaire based on above definition which will
be used in this study in order to measure the level of the quality of work life in high
tech organizations in Turkish business life as well as to test if there is a relation

between values and the observation of quality of work life within the organizations.

Quality of work life has not been a very old topic for management and
organization behavior. However, there are various studies and research completed on
quality of work subject and basically they are concentrated on how the term defined
from different perspectives and how these definitions are transformed in to new
models that are more suitable and comprehensive enough to provide the needs of
today’s organizational life. From the starting point of the quality of work research, the
term has been associated with work; however, later as an individual’s place in
organizational life gained more importance, individuals became the top important
subject for quality of work life scholars as well. Later, although most scholars differ

how they define and evaluate the term, they agreed on the argument that individual
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values and work values together define and affect the presence of work life quality in

an organization.

In the literature review, it has been observed that scholars proposed various
models and components to explain quality of work life construct. Hackman and
Oldham (1976) were the first scholars who drew attention to QWL from a
psychological perspective by building their arguments on their well-known Job
Characteristics Model. The model focuses on following five core dimensions such as
skill variety, task identity, task significance, autonomy and feedback. The model was
developed to specify how job characteristics and individual differences interact to
affect the satisfaction, motivation and productivity of individuals at work. Since the
model valued and studied the interaction of individuals and the concepts of
satisfaction and motivation therefore it is accepted as one of the first contributions to
the literature of QWL. Overall in their model Hackman and Oldham even suggested
that in order to help employees to experience high quality of work life, specific needs
as mentioned above the core dimensions should exist in the organizations employees
work for. Later, contrarily Taylor identified the essentials of quality of work life as
extrinsic and intrinsic job factors. He listed these factors as wages, hours, working
conditions and as the nature of work itself. Taylor later added individual power,
employee participation in the management, fairness and equity as the other aspects of

quality of work life.

Quality of work life in its very broad definition refers to overall satisfaction
with working life and the satisfaction with the balance between work life and
individual life. Being very concentrated with life and work balance QWL also values
the sense of belonging to a working group, and a sense of being worthy and

respectable. It is “a multi-dimensional construct that refers to overall satisfaction with
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work life along with a cumulative sense of belonging to a working group, becoming
oneself, and being worthy and respectable (Morin and Morin 2004). According to
Nadler and Lawler III (1983), quality of work life refers to an individual’s perception
of, and attitudes towards, his or her work and the total working environment.
Although there is no universally accepted definition of the term quality of work life,
there is consensus in the research literature that quality of work life can also be
defined in more simple words such as the employees’ reactions to, satisfaction with,
overall working environment and the well-being of employees. In summary, scholars
differ in their views on the core constituents of quality of work life, however they
agree on that quality of work life is conceptually similar to well-being of employees
but differs from job satisfaction which solely represents the work place domain
(Lawler, 1982). Quality of work life is of course related with life satisfaction and

individual well-being (Dana & Griffin, 1999).

There are few recognized measures of quality of work life that are tested and
approved with reliability and validity analysis. The following satisfaction based tests
have been used to test the quality of work life from different perspectives;

(http://www.liquisearch.com/quality_of working_life/measurement)

e The Brief Index of Affective Job Satisfaction (BIAFJS) which aims to
measure overall affective job satisfaction that reflects quality of work life.

e The Job & Career Satisfaction (JCS) scale of the Work-Related Quality of Life
scale (WRQoL) is said to reflect an employee’s feelings about, or evaluation
of, their satisfaction or contentment with their job and career and the training
they receive to do it. Within the WRQoL measure, JCS is reflected by

questions asking how satisfied people feel about their work.
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The General well-being (GWB) scale of the Work-Related Quality of Life
scale (WRQoL), aims to assess the extent to which an individual feels good or
content in themselves, in a way which may be independent of their work
situation. It is suggested that general well-being both influences, and is
influenced by work. Mental health problems, predominantly depression and
anxiety disorders, are common, and may have a major impact on the general
well-being of the population.

The WRQoL Stress at Work sub-scale (SAW) reflects the extent to which an
individual perceives they have excessive pressures, and feel stressed at work.
The WRQoL SAW factor is assessed through items dealing with demand and
perception of stress and actual demand overload.

The Control at Work (CAW) subscale of the WRQoL scale addresses how
much employees feel they can control their work through the freedom to
express their opinions and being involved in decisions at work. Perceived
control at work as measured by the Work-Related Quality of Life scale
(WRQoL)[16] is recognized as a central concept in the understanding of
relationships between stressful experiences, behavior and health. Control at
work, within the theoretical model underpinning the WRQoL, is influenced by
issues of communication at work, decision making and decision control.

The WRQoL Home-Work Interface scale (HWI) measures the extent to which
an employer is perceived to support the family and home life of employees.
This factor explores the interrelationship between home and work life
domains. Issues that appear to influence employee HWI1 include adequate

facilities at work, flexible working hours and the understanding of managers.
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e The Working Conditions scale of the WRQoL assesses the extent to which the
employee is satisfied with the fundamental resources, working conditions and
security necessary to do their job effectively. Physical working conditions
influence employee health and safety and thus employee Quality of working
life. This scale also taps into satisfaction with the resources provided to help

people perform their jobs.

The main research for quality of work life construct is mainly concluded by Sirgy
and Cornwell. As a start they redefined the concept, later they build their highly
accepted model for QWL by defining quality of wok life as the, “Employee
satisfaction with a variety of needs through resources, activities, and outcomes
stemming from participation in the workplace,”( Sirgy et al. 2001).Although Sirgy is
accepted to evaluate the most used and valid questionnaire for the purpose of this
study, there were other scholars who also contributed to quality of work life
researches by different questionnaires. In 2009 Bearfield used sixteen questioned
questionnaire to examine quality of working life and distinguished between causes of
dissatisfaction in professionals, intermediate clerical sales and service workers,
indicating that different concerns might have to be addressed for different groups.
Later in 2013 Nanjundeswaraswamy and Swamy (2013) used 9 components to
measure quality of work life of employees in private technical institutions: Work
environment, Organization culture and climate, Relation and co-operation, Training
and development, Compensation and Rewards, Facilities, Job satisfaction and Job
security, Autonomy of work, Adequacy of resources. However, Sirgy’s questionnaire
is chosen for this study since they defined the employees’ needs from a more

organization based point of view. They agreed upon that employee needs are basically
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satisfied from four organizational sources: work environment, job requirements,

supervisory behavior, and ancillary programs which are more work oriented.

The most popular and highly accepted model for quality of work life which is
proposed by Sirgy et al is based upon two dominant theoretical perspectives in overall
QWL literature. These two theoretical perspectives are: (i) need-satisfaction theory
and (ii) spillover theory. The need-satisfaction approach to QWL is based on need
satisfaction models developed by Maslow (1943), McClelland (1961), Herzberg
(1966), and Alderfer (1972).Need-satisfaction approach argues that people have basic
needs and they seek to fulfill these basic needs through various ways. This satisfaction
supports and effects individual way of leaving and as an outcome individuals feel
more comfortable with their lives. Work has a direct effect on individual success,
happiness, motivation, satisfaction and the individual’s level of affordability of their
needs. Extending this viewpoint, Sirgy stated that employees derive satisfaction from
their jobs to the extent that their jobs meet these needs (Rathi, 2009), their level of
satisfaction with life is directly related to their level of satisfaction at work. Being
satisfied at work creates an opportunity to individuals to move to a new stage on their

needs and eventually to reach further needs rather than health and safety.

Porter (1961) developed Need Satisfaction Questionnaire. In this questionnaire seven
needs described by Sirgy were originally used and divided into four different
dimensions such as; survival needs, social needs and ego needs and self-actualization
needs. Furthermore, Sirgy et al. (2001) conceptualize QWL in terms of satisfaction of
seven needs of employees through their participation in work and the workplace.
Their findings suggested that aesthetic need was not a strong predictor of various

dependent variables. The seven needs that constitute the quality of work life are:
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1. Health and Safety Needs: satisfaction of health and safety needs involves three
need dimensions; protection from ill health and injury at work, ill health and injury

outside of work, and enhancement of good health.

2. Economic and Family Needs: satisfaction of economic and family needs also
involves three need dimensions; pay, job security, and other family needs, such as

having enough time from work to attend family needs.

3. Social Needs: satisfaction of social needs involves two need dimensions;

collegiality at work and leisure time off work.

4. Esteem Needs: satisfaction of esteem needs also involves two need dimensions;
recognition and appreciation of one’s work within the organization and recognition

and appreciation of one’s work outside the organization.

5. Actualization Needs: satisfaction of actualization needs involves two need
dimensions; realization of one’s potential within the organization and one’s potential

as a professional.

6. Knowledge Needs: satisfaction of knowledge needs involves two need dimensions;

learning to enhance job skills and professional skills.

7. Aesthetics Needs: satisfaction of aesthetics needs also involves two need
dimensions; creativity at work- it refers that employees perceive opportunities to be
creative in solving job related problems and personal creativity and general aesthetics-
it means employees perceive opportunities at work to allow personal development of

one’s sense of aesthetics and creative expression.

The second theoretical approach to study quality of work life could be

considered as the spillover theory. According to spill over theory there are different
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domains and these domains are in relation with others. This theory in terms of quality
of work life suggests that satisfaction in one life domain may well influence
satisfaction in another. According to theory when an employee is happy or satisfied
with his/her job this will have a direct relation and reflection to other life domains

such as family, leisure or social life.

According to spillover theory there are horizontal and vertical spillover that
can be applied to operate both in both work and non-work domains. Horizontal spill
over can be defined as the effect of one life domain on a connecting domain. On the
other hand, vertical spillover is compared to horizontal spillover more concerned with
the hierarchy of domains. It can be better to illustrate with an example, while some
people’s lives are more connected and the domains are more permeable, other people
maintain rather segmented lives in the sense that their particular domains are not well
connected and thus there may be little spillover from one domain to another

(Wilensky, 1960).

Sirgy etal. developed a new measure of quality of work life based on both
need satisfaction and spillover theories. The new measure builds on Porter’s (1961)
need satisfaction questionnaire, but it also includes employees’ perceptions of
organizational sources of need satisfaction stemming from the work environment.
This present work will concentrate on the need satisfaction theory as defined by Sirgy
and depending on their Need satisfaction questionnaire the seven needs will be tested
to explain the relationship between individual values, work values and quality of work
life (Sirgy, 2001). Being the most recent measure this present work will concentrate

on the new quality of work life questionnaire described above.
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There are researches that are still active in quality of work life literature. For
instance, a recent publication of the National Institute of Clinical Excellence (NICE)
emphasizes the core role of assessment and understanding of the way of working
environments poses risks for employees or not. As the life gets challenging the work
life follows the same pattern with life and becomes more and more challenging. The
rigor individuals are facing affects their life and work life together. These challenges
are leading individuals to find new ways to survive and equate their lives in
different social stages such as individual life and work life. In this context a
new concept called work life balance became one of the very recent and popular

topics for quality of work life studies.
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2.4. Employee Networking Behavior

In this rapidly changing environment, management, being one of the very
popular topics of the 21 century, follows and keeps up with many changes.
Management is no longer defined as a one-sided, controlling activity, but it has
become a field of interaction. During the industrial-age, organizations were formal
hierarchies that assigned specific roles to specific employees by focusing on roles.
Later on, this mechanic built organizations left their places to organic organizations.
In these organic organizations, tasks are not limited and easily defined. Employees are
not strictly assigned to single or unigue jobs, but they are motivated towards career
paths. Nowadays, organizations moved to a newer type of structure called “network
organizations” which is less hierarchical and centralized but more flexible than other
structures. One of the main features of network organization is open communication,
through which the definition of management moved beyond industrial-age definitions

and social networks established as the underlying concept of this structure.

According to today’s modern management understanding, constructs like self-
managing teams, knowledge workers and communication gained importance.
According to Foss and Rodgers (2011) today’s organizations are challenged with the
task of creating effective means of communication that enable fast and credible
information flow especially between leaders and employees. As working in different
time zones and locations becomes popular, virtual communication is playing an
increasingly important role in organizations (Harvey et al, 2013). In this very modern
era we have witnessed the rapid proliferation of a new class of information
technologies for interpersonal communication, commonly known as “social

networking”. They are accepted as the easiest and cheapest way of communication
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and they are used by hundreds of millions of people. According to the research
although social networks are very popular among individuals, their application for
organizational purposes has only just begun. Although only 18 percent of managers
believe that social media is important for their business today, more than 63 percent
assert that it will be important for business within three years (Kiron et al. 2012).
McKinsey estimates that the economic impact of social media on business could
exceed $1 trillion, most of which is gained from more efficient communication and

collaboration within and across organizations (Chui et al. 2012).

Social network is a new concept for organizations and it already became one
of the key concepts of management. According to the research, organizations by using
social network can benefit from the networking activity and they can skim the
advantage of communication and technology not only within but also outside the
organization. There are many studies that represent how and at which level the social
networks are important for organizations for instance; power (Krackhardt, 1990;
Brass & Burkhardt, 1992), individual performance ( Burt, 1992; Brass & Labianca,
1999), organizational performance (Hansen, 1999; Greve & Salaff, 2001),

cooperation (Lindenberg, 2000), and job satisfaction (Kilduff & Krackhardt, 1994).

From a management perspective, the study of social networks is based on the
basic assumption that individuals working in organizations keep being social beings.
Any member of an organization has both personal needs such as identity, self-esteem
and professional needs such as need to know. In this sense the members of the
organizations, in order to achieve their social needs, are increasing their use of
professional networking platforms which has been gaining importance not only in
their social lives, but especially in their work lives. The very popular topic of social

network could be defined as a “virtual community where people from different
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geographies can meet online to interact with each other for a variety of purposes,
namely, building relationships, sharing interests, discussing various topics or even just
getting to know new people, etc” (Koh et. al., 2007, pg.27). Boyd and Ellison (2007)
defined networking sites as “online services that allow members to create personal
profiles, establish connections, and browse their friend’s profiles” (pg.16). In the
beginning, social networking was defined by many scholars like Ellison at the
individual level. However, social networking already extended the boundaries of
individual level and reached to organizational level. From an organization perspective
social networking is already beyond its earlier definitions. Today’s business life uses
and benefits the advantages of social networking behavior both at individual and
organizational levels. Therefore, the aim of this study is to find out if there is a

relation between values, quality of work life and employees’ networking behavior.

There are vast number of definitions for social networks, some of them are
listed at the below on Table 4. This study will only focus on social networking from
management perspective and through this perspective this study’s main concentration
will be on professional networking platforms used by the members of organizations.
In this sense, the definition of social networking can be limited to a linking instrument
between people and departments within a particular organization or across corporate
organizations, enabling them to share information and personal and work experiences.
In this respect, other definitions concentrated on only human interaction, socialization

or friendship building are not in the scope of this study.
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Table 4: Social Networking Definitions

Scholar

Date

Definition

Boyd

2007

that are open networks which offer an open platform for
individuals to interact with one another and to manage

13

interpersonal relationships, are also defined as “.....web
based services that allowed individuals to (1) construct a
public or semi-public profile within a bounded system, (2)
articulate a list of other users with whom they share a
connection, and (3) view and traverse their list of
connections and those made by others within the system. The
nature and nomenclature of these connections may vary from

site to site.”

Livingstone

2008

Using social networking websites has become a
fundamental way to manage one’s identity, lifestyle and

social relations.

Putnam

2004

Using social networking websites enable building trust and
reciprocity among people, which in turn helps in engaging

in collective activities.

Ellison

2007

Ellison’s definition was restricted to (1) construct a public or
semi-public profile within a bounded system, (2) articulate a
list of other users with whom they share a connection, and
(3) view and traverse their list of connections and those made

by others within the system.

According to the perspective of management, establishment of social

networking concept roots back to Moreno’s sociometry and Mayo’s Hawthorne

studies. These studies are accepted as the major works that contribute to the field of

social networking. The reason why sociometry could be accepted as an introduction

point for social networking literature is because interpersonal relations are located at

the center of sociometry methodology. Moreno (1938) defines sociometry as a new
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methodology that diagnoses the society’s fundamental structure, interpersonal
relations and the relations between people and objects. According to Moreno (1938),
there is a link between psychological mechanisms of a person and with the properties
of that person’s social network. Moreno argued that society moved to a new level and
he tried to convince social scientists to reconsider their views of society and the place
of the individual in this society. Moreno presents the following definition: “The
discovery that human society has an actual, dynamic, central structure underlying and
determining all its peripheral and formal groupings may one day be considered as the
cornerstone of all social science” (Moreno, 1938, p.15). According to Emirbayer and
Goodwin (1994), sociometric procedures try to lay the fundamental structures within
a society by disclosing the affinities, attractions and repulsions, operation between
people. Moreno’s methodology was used later for social networking analysis and as
Wasserman and Faust (1994) stated social network analysis has been heavily
influenced by mathematics and statistics. Later the “sociometric test” was developed
with respect to interpersonal relations to measure the behaviors and actions of
individuals of the group (Sanderson, 1943).Therefore, since Moreno supported the
idea of social structure and person’s individual place in this structure, his work of
sociometry can be considered one of the touch stones of the concept social network’s

establishment.

Like Moreno, Mayo is also one of the main contributors of the field of social
networking. According to Mayo “...the workers have — whether aware of it or not —
formed themselves into a group with appropriate customs, duties, routines, even
rituals” (Mayo, 1971, pg.289). He stated that the industrial world at the beginning of
the twentieth century was more technologically advanced than ever before while

being more socially incompetent compared to before (Bendix & Fisher, 1949). In his
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studies of factory work and interactions between workers, Mayo pioneered the use of
sociograms to depict interpersonal relations and group structure. After Moreno’s
contribution to individual’s interaction with society, Mayo points out to the unique
interaction between workers and their work place. This interaction could also be
accepted as a development for the establishment of the construct social networking.
Mayo was one of the first scholars who reflected the importance of cooperation in an
organization formed by workers. Moreover, Mayo noticed that “managers who had
some level of understanding of the social processes such as group solidarity among
workers had a greater ability to control and influence worker behavior “(Scott, J.,
2000 pg.17). Finally, Mayo linked socio-emotional issues with productivity through
cooperation and job satisfaction. This created the point of departure for not only the
Human Relations School but also of the study of the informal structures. The focus
slipped on relations as the unit of analysis, which is the most central issue of the field

of social networking.

Social networking being a new phenomenon of this era could be applied in
many fields, like management, our daily lives and organizations. However, the scope
of this study limits social networking to employee level since the major aim of this
study’s research is the employee’s social networking behavior. After Moreno and
Mayo, many other scholars studied vast number of theories about social networking.
They either evaluated the subject from a different perspective or they build up new or
more comprehensive theories by developing each other’s work. In this section of the
study some of these theories will be mentioned by name and various theories will be
touched upon in more detail. There are thirteen theories that explain what effects
employees’ social networking behavior and why employees decide networking. These

13 theories can be named as follows; Theory of Reasoned Action (TRA), Theory of
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Planned Behavior (TPB), Decomposed Theory of Planned Behavior (DTPB), Theory
of Interpersonal Behavior (TIB), Technology Acceptance Model (TAM), Theory of
Consumption Values (TCV), Expectation Confirmation Theory (ECT), Social
Exchange Theory (SET), Social Capital Theory (SCT), Flow Theory (FT),
Expectancy Value Theory (EVT), Social Network Theory (SNT) and Self
Presentation Theory (SPT). There are of course other theories or even models that
explain social networking from different perspectives or as the subject of different
fields than management. However, these 13 theories that are listed above are the most

studied and tested theories of social networking from the management perspective.

Theory of Consumption Value aims to explain how consumers judge and use a
specific product or service (Steht, 1991). This theory synthesis existing findings in
economics, sociology, psychology, marketing and consumer behavior and its
applicable to individual choices involving a full range of products and services, both
tangible and intangible (Sushil, 2013). TCV posits that(1) consumer choice decision
making is influenced by multiple consumption values, (2) the consumption values
make differential contributions in any given choice situation, and (3) the consumption
values are independent (Steht, 1991). Theory identifies five major consumption values
which influence consumer choice, attitude and behavior. These values are functional

value, social value, emotional value, epistemic value and conditional value.

Another theory that contributes to social networking literature is Self -
Presentation Theory. This theory explicates the reason why people present a desired
image for themselves to the others (Goffman, 1959). Goffman explained the concept
of self-presentation by comparing it to a theatrical play. Ina theatrical play, actors

present their role on front stage, however they relax and prepare for the next episode
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on the backstage (Chouhan, 2014).Therefore, according to Goffman for carrying out

effective social interaction, people need to create and present their identities.

In this context, it is beneficial to touch upon Social Networking Theory (SNT)
which is one of the most important and frequently studied theories of social
networking field. The SNT basically explains the interpersonal mechanisms and
social structures that exist among interacting units (Hatala & Fleming 2007).Theory
explains the interpersonal mechanisms and social structures that exist among
interacting units (i.e., small groups, large groups, departments, units, within
organizations, between organizations) (Wasserman & Faust, 1994). More specifically,
it is the study of how the relationships of a person, group, or organization affect
beliefs or behaviors of each other. The theory relates to a number of different levels of
analysis that can be used to determine the interaction between individuals and their

environment.

In addition to TCV, self —presentation theory and social networking theory,
Scott and Davis brought a new aspect to networking literature with a recent concept of
network organization. According to Scott and Davis (2007) the term network became
the most dominant issue of our time and it is no longer limited to people but networks
are in everywhere now. They introduced a new term “network organization” and
defined it as a new organizational structure which is distinct from the functional,
divisional or matrix organizations (Scott& Davis, 2007). In this new system they also
emphasized the existence of hybrid ties that exists among organizational units. Later,
network theorists introduced new ways of thinking the subject network and as a result
they developed network analysis which later became a tool for majoring

organizational context.
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In addition to the theories mentioned above, there are three other theories and
a model that also explains social networking behavior and they are also the mostly
cited theories of networking behavior literature; Technology of Reasoned
Action(TRA), Theory of Planned Behavior (TPB), Decomposed Theory of Planned
Behavior (DTPB) and Technology Acceptance Model(TAM). Ajzen and Fishbein
(1975) introduced the Theory of Reasoned Action which is based on the idea that
behavior can be determined by the behavioral intention. They accepted this intention
as a function of subjective norms and attitude toward the behavior. Theory included
and defined four factors: attitude, subjective norm, intention, and behavior. First they
defined attitude toward behavior as the general positive feeling for that behavior.
According to this definition they formulated behavior as a function of one’s belief
“B” and they concluded that the behavior will lead to certain outcomes multiplied by
the evaluation of the outcomes “E”. Second they defined subjective norm as the
perception that one has about whether the referent others think that the act should be
performed or not. Accordingly they formulized this as the product of one’s normative
belief “NB” and the motivation to comply “MC” ( Ajzen and Fishbein, 1980) (see

Figure 6).
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Figure 6: Theory of Reasoned Action.

According to this theory, both attitude toward social networking and
“subjective norm” are positively associated with social networking behavior.
According to Ajzen (1980), subjective norm is defined as how behavior is viewed by
our social circle or by those who influence our decisions and intention influences
social networking behavior. Attitude is defined as how we feel about the behavior and
is generally measured as a favorable or unfavorable mind-set. Intention is defined as
the propensity or intention to engage in the behavior and behavior is defined as the

actual behavior itself.

Later, by building on Ajzen and Fishbein’s theory, in 1987 Davis developed
Technology Acceptance Model which explains employee behavioral intention to use
social networking. TAM was developed as a method to measure and predict the
adoption and usage of technology (Alan Peslak, 2012). TAM is the adaptation of the
TRA to the field of IS. TAM aims to determine an individual’s intention to use a
system by concentrating on its usefulness and perceived ease of use. Researchers have
simplified TAM by removing the attitude construct found in TRA from the current
specification (Venkatesh et.al, 2003).The original TAM model is based on four
decisions to use an aspect of information technology (see Figure 7). The first stage
involves the user considering external variables to evaluate the perceived usefulness
(PU) and the perceived ease of usefulness (PEOU) of a particular aspect of IT, in the
second stage model finds PEOU and PU affecting attitude of user towards usage. The
third stage involves the attitude combined the PU to determine IT usage intention.
And the fourth and the last stage is the user intention to use or not use the IT involved

(Wolk, 2007).
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Figure 7. Technology Acceptance Model.

Since its introduction, Theory of Planned Behavior by Ajzen and Fishbein
(1985) became one of the most frequently cited theories of human behavior. It
proposed a model that measure how human actions are guided and it aimed to explain
the human behavior which is driven by behavioral intentions. Theory of planned
behavior was introduced to literature as an extension of theory of reasoned action.
Later, a decomposed theory of planned behavior was developed by Taylor and Todd
(1995) as an expansion of the theory of planned behavior (TPB) (Ajzen, 1985). All of
these three theories use measurements of attitudinal and personality variables. They
predict a behavior based on intention to perform that behavior. Intention is the central

factor in each theory.

According to Ajzen (1991) when there is strong intention to engage in
behavior, conducting that behavior is more likely. The developmental sequence of the
three theories begins with TRA followed by that of TPB which is further expanded by
the DTPB. In the TRA, the antecedents to intention are (1) attitude towards the
behavior and (2) subjective norms. The TPB adds one additional variable that of

perceived behavioral control which was found as an important antecedent to intention
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and behavior. It is appropriate to state that the theory of reasoned action (TRA) is a
special case of the theory of planned behavior (TPB) (see Figure 6). The only
difference between the two theories is that the TPB includes perceived behavioral
control as an additional determinant of intentions and behavior. In the development of
the TRA it was assumed that people have volitional control over the behavior of
interest. In addition the DTPB contains all of the variables of both the TRA and TPB
and incorporates additional antecedent variables that may provide more complete
explanatory power in terms of intention and usage that the TRA and TPB may not
fully take into account. Taylor and Todd comparing their model with TPB remarked
that “In comparing the two versions of TPB, we believe that there is value added as a
result of the decomposition, in terms of increased explanatory power and a better,
more precise, understanding of the antecedents of behavior. Thus in our view, the
decomposed TPB is preferable to the pure form of the model” (Taylor & Todd,
1995,p. 169). Comparing with TAM, they commented that, “if the sole goal is the
prediction of usage, then TAM might be preferable. However, the decomposed TPB
provides fuller understanding of usage behavior and intention and may provide more
effective guidance to IT managers and researchers interested in the study of system

implementation” (Taylor & Todd, 1995p. 170).



60

Attitudes
(Behavioral beliefs
& outcome

Subjective norms

(Normative beliefs Behavioral .

& Motivation to Intentions Behavior
_

comply) _—

Percieved Behavioral
control

(Control beliefs &
influence of control
beliefs)

(Ajzen,1991)

Figure 8: Theory of Planned Behavior.

As a result of extended literature review and as already mentioned above,
there are vast number of theories in terms of measuring human behavior, and most
frequently used ones as explained are Theory of Reasoned Action (TRA), Theory of
Planned Behavior (TPB), Decomposed Theory of Planned Behavior (DTPB) and
Technology Acceptance Model (TAM). Since the aim of this study is to complete a
research on the employees’ social networking behavior, theory of reasoned act and the
model proposed by Fishbein and Ajzen will be used as one of the main research
models. Although there are some other new theories such as the Decomposed Theory
of Planned Behavior (Taylor & Todd, 1995), Innovation Diffusion Theory (e.g.,

Agarwal & Prasad, 1997; Rogers, 1995), Integrated Technology Adoption and



61

Diffusion Model (Sherry, 1998), and recently the Moguls Model of Computing
(Ndubisi et al., 2004) that are developed after TRA, TRA has been evaluated a better
predictor of behavior than other models mentioned above. In summary, TRA is based
on the assumption that human beings are usually quite rational and make systematic
use of the information available to them (Ajzen and Fishbein 1980), and these rational
thoughts of an individual will reflect on their behaviors and actions. Accordingly,
people consider the implications of their actions before they decide to engage or not
engage in a given behavior (Ajzen 1985). According to this assumption, the
employees will engage in networking behavior if they believe that they will benefit
from the existent information in the networking field. Therefore, for its strength in
predicting human behavior, this study will be based on TRA. It has been used and
applied in many different fields such as sociology, psychology, health, medical
science and IT. So far, according to my research there are not many applications of
this theory in the field of management. Therefore, this study will contribute to
management field by trying to measure employee social networking behavior in

association with values and quality of work life.
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3. METHODOLOGY

3.1 Sampling Procedure

This study used convenience sampling procedure for collecting data. The
members of one or more iron and steel or oil manufacturing companies were selected
as the sample group and this selection was done depending on their organization

scale.

A manufacturing company can be described as a commercial business that
converts raw materials or semi-finished materials into finished products. These
products are intended to meet the expectations and demands of customers.
Manufacturing companies should be open to technological innovations. However,
they can slowly adapt to change and the costs arising from these changes sometimes
could be very high for top management to be convinced. In this study, manufacturing
companies will be chosen from Iron &Steel and Petroleum sectors from Turkish

Business World.

The respondents who will fill out the questionnaires were middle and upper

level managers; there was no other special criterion for selecting participants.

3.2. Research Design

Quantitative research method was used for this study. The design of the study
is hypothesis testing and (analytical) in nature, it is a correlational research to examine
the conceptual relationship between values, QWL and networking behavior. This

research is also a field study and a cross-sectional one. This design was used for a
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better understanding of the nature of existing relationships between research concepts
in question. Although this research was guided by social network theory, the main

theory applied will be the theory of reasoned action as explained in Section 2.4.

3.3 Measurement Instruments

Three different measurement instruments were used for data collection purposes.

These instruments are as follows:

3.3.1. Portrait Values Questionnaire (PVQ)

It is a 21-item scale questionnaire developed by Schwarz, which is used for
measuring individual values and work values. The scale is based on ten constructs—
Self-Direction, Stimulation, Hedonism, Achievement, Power, Security, Conformity,
Tradition, Benevolence, Universalism. Responses have been sought on a six-point
scale ranging from ‘very much like me’, to ‘not like me at all’. The original Portrait
Values Questionnaire includes 40 items however the questionnaire is applicable on
different and shorter versionssuchas21- itemscaleand10-itemscale. The major aim of
this study is to do research on the relation between individual values, work values,
QWL and social networking behavior. By virtue of the fact that PVQ applies
Schwartz’s ten values to organizational context and it draws a potential map of work
values which guides individuals to define objectives and make choices regarding their
work environment. In accordance the 21-itemPVQ has been found as the most

suitable instrument to test individual and work values for this study.

Portrait Values Questionnaire is chosen as the measurement tool for assessing
both individual values and work values. Following a brief revive on work values

literature PVQ gives life to recent and valid survey to measure work values. It is
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unique and applicable to the aim of the study’s research, since it studies the changing
values and their impact on various fields. And it helps to managers and many others to
understand and observe the changes in the beliefs, values and motivations of people

(desire for life quality) throughout the world.

PVQ applies Schwartz ten values to organizational context and it draws a
potential map of work values which guides individuals to define objectives and make
choices regarding their work environment. In the first section of this study, theory of
basic individual values presented and applied in studying work values due to the
conceptual relevance of three types of work values with the three high order
dimensions covering 8 values from Schwartz well known individual values. Starting
from the beginning the pure relation between basic individual values and work values
has been tried to be explained and supported. Based on the literature Ros, Schwartz
and Surkiss (1999) also caught attention to this relation and they define work values
as “expressions of basic values in the work setting”. And they also supported the idea
that high order dimensions are conceptually parallel with three well known types of
work values- intrinsic, extrinsic and social which has been explained in detail and

researched in Section 2.2 of this study.

It has been already researched and the clear correlation between individual
values and work values has been supported through PVQ during the studies of Ros,
Surkiss and Schwartz. This study will use PVQ for the research on basic individual
values, work values and also to explore the relation between work values and
individual values. Although as mentioned above there are various recent surveys in
work literature PVVQ has been chosen. It is predicted as a unique, applicable and
proved questionnaire to research the values and their inter-correlations, and also to

investigate the associations of work treated as a value with the different basic
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individual values. PVQ is expected to help managers to understand and observe the
changes in the beliefs, values and motivations of employees (desire for life quality
which will be explained in detail in next section as Quality of Work Life) throughout
various organizations. In addition, it will also support this study’s research aim to

measure how work values change among different individuals.

The reliability of PVQ scale was calculated as an alpha coefficient value of
(.605), and ranged from (.532 to .613). The low reliability coefficients are not
surprising because of the reduced number of items (Biber et al, 2008) and the

reliabilities varied a lot as Sagiv and Shwartz (2000) indicated.

3.3.2. Quality of Work Life Scale

A 16- item scale Quality of Work Life questionnaire, developed by Sirgyet.al
issued for measuring quality of work life construct. This scale measures which of the
seven needs of employees are satisfied through resources, activities, and outcomes
from their involvement in the workplace. This satisfaction will form the employee’s
quality of work life. The seven types of needs are: (i) health and safety needs, (ii)
economic and family needs, (iii) social needs, (iv) esteem needs, (v) actualization
needs, (vi) knowledge needs, and (vii) aesthetics needs. Quality of work life
questionnaire consists of total 16 items. It is a seven point scale ranging from 1 for
‘“Very Untrue’ to 7 for ‘Very True’. QWL scale produced a reliability coefficient of
0.78. QWL measure was found to have construct validity of the scale which was also

supported by the work of Loscocco and Roschelle (1991).
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3.3.3. Social Networking Behavior Questionnaire Based on Theory of Reasoned
Action (TRA)

Theory of reasoned action (TRA) is proposed by Fishbein and Ajzen in 1977
to explicate the process through which human behavior is developed or performed
(Haque, 2014). It posits that behavior of a person is dependent upon the attitudes,
beliefs and intentions. It assumes that intention is the most important determinant of
the behavior. This intention is formed after considering attitude of self and others
regarding the behavior. The literature is replete with research in which the theory of
reasoned action has been used to empirically evaluate decision behavior of individuals

(Southey, 2011).

This theory explores the relationship between volitional behaviors, attitudes
and subjective norms through the creation of behavior, which are all related to
measure the main aim of this research; employees’ networking behavior. In TRA
attitude is defined as person’s overall evaluation about the subject behavior. The
model suggests that attitude is composed of two factors. These factors are salient
beliefs about the behavior (BI) and positive or negative evaluation of the outcome of
behavior (El) (Fisbein and Ajzen, 1975). This outcome of the behavior which is
also directly related to the beliefs and the evaluations of the beliefs also

contributes to measure the overall attitude of the person towards that behavior/ belief.

As it is also stated by Ajzen, who is not only the main contributor of this field,
but also the owner of TRA theory, there is no standard TRA questionnaire (Ajzen
(n.d.)). In most published research papers, there is a detailed explanation about how to
prepare a questionnaire for TRA. There is also a very detailed definition and a sample

questionnaire used by the investigator. There are sample questionnaires prepared for
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different studies that are available online as well. However, the items employed in
previous researches and the items shown in the sample questionnaire were not
appropriate for this research since the aim of the study is to measure the on employee
networking behavior. Therefore, it is required to construct a new questionnaire
suitable to measure employee networking behavior in the light of the original theory

(TRA) itself.

In this study, the development of measurement items will be done in
accordance with the research model. Thus, there will be sample questionnaire where a
sample of respondents was asked to assess the items based on seven point Likert
scale. Items pertaining to “Desire for online self-presentation” were taken from Kim
et al (2012), while the items for the rest of the constructs were adopted from the TRA
studies (Sun &Wu, 2011; Venkatesh, 2000). As stated above there is no one specific
questionnaire of TRA that perfectly matches to measure employees’ networking
behavior, this requires validity and reliability tests for the questionnaire used for this
study. Therefore, in order to examine reliability and validity of the questionnaire, pilot
test by collecting data from 30-40 subjects was applied and the results will be
evaluated by SPSS prior to the final questionnaire. The TRA questionnaire was also

applied as a seven point scale ranging from 1 for ‘I do not agree’ to 7 for ‘I agree’.

3.4. Research Hypothesis

In the light of literature review, the following hypotheses are formulated:
Hypothesis la:
There is a strong relationship between individual values, work values and quality of

work life.
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Hypothesis 1b:

Major work value types influence employees’ networking behavior.

Schwarz classified and defined values such as self -esteem, openness to change, self -
transcendence and conservative as higher order values, while Rokeach grouped work
values again under similar four groups as social, extrinsic, prestige and intrinsic

values. Based on the literature these values are in relation with each other.

Hypothesis 2: There is positive relationship between three major work value types
and Schwartz’s four-high order value dimensions:

H2.1) social work values and Self-Transcendence dimension

H2.2) Extrinsic work values and Conservation dimension

H2.3) Intrinsic work values and openness-to-change dimension

Hypothesis 3: The high-order dimensions of ‘self-transcendence’ and ‘openness-to-
change’ will explain the majority of the variance in the dependent variable of quality

of work life.

Quality of work life is defined and researched according to seven needs such as health
and safety needs, Economic and family needs, Social needs, Esteem needs,

Actualization needs, Knowledge needs and Aesthetic needs.

Hypothesis 4: There is a significant relationship between employee networking
behavior and the dimensions of social needs, esteem needs and actualization needs of

the variable of quality of work life (QWL).
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Hypothesis 5: Networking moderates the relationship between individual values,

work values and the quality of work life.

Quality of work life is defined in literature review as a set of beneficial consequences
of working life for the individual, the organization and society. Through the
establishment of intranets, employees became more involved in organizations and this
situation helped spread both knowledge and information between employees, which
helped employees to discuss and compare their work lives. Therefore, as employees
became connected to each other through this connection, they caught the chance to
evaluate their work lives. These comparisons allowed them to improve their working
conditions.

Hypothesis 6:

The higher the level of quality of work life, the higher will be the level of

involvement in social networking.

As it is known employees define and measure their level of quality of work life
through their individual values. Three basic values (achievement, self-direction and
security) as defined by Schwarz have a great impact on employees to evaluate and

measure their level of quality of their work life.
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4.2. Research Model
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5. DATA ANALYSIS

5.1. Pilot Study 1

The present study contributes to the existing literature by examining the
relations between employee networking behavior, work values, individual values and
quality of work life in heavy industry companies in Turkey. Consequently, this study
is based on primary data collected with the help of well structured, pre-tested 3
questionnaires (PVQ, QWL questionnaire and TRA questionnaire) specified for social
networking. The questionnaires are applied to managers and mid-managers in an age

group of 24-54 years old, during the period of January 2016 to March 2016.

Pilot study questionnaires were distributed personally to 54 people with the
permission of the human resources and the administrative departments of 3 different
organizations from iron and steel manufacturing, human relations (active in the
manufacturing sector) and oil production. 40 questionnaires have been evaluated for
the pilot study, 14questionnaires were omitted because of the excessive number of

missing values. Majority of the sample group was comprised of males (51.3 per cent).

A 21-item scale PVQ questionnaire developed by Schwarz is used for
measuring the individual values and work values. The scale is based on ten
constructs—Self-Direction, Stimulation, Hedonism, Achievement, Power, Security,
Conformity, Tradition, Benevolence, Universalism (refer to Table 1). Responses have
been sought on a six-point scale ranging from ‘very much like me’, to, ‘not like me at
all’. Data have been analyzed using descriptive statistics (means and standard

deviations), through SPSS 18.0.
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A 16- item scale Quality of Work Life questionnairedevelopedbySirgyet.al
isused for measuring the construct of quality of work life. The scale is based
on6constructs--- Health and Safety needs, Economic and Family Needs, Social Needs,

Esteem Needs, Actualization Needs, Knowledge Needs and Aesthetics Needs.

And 10-item Theory of Reasoned Action scale isused to measure employee
networking behavior. As mentioned in measurement instruments, there is no one
clearly applied questionnaire of TRA which is perfect to test employee networking
behavior, therefore, the questionnaire revised and predisposed for the application of
networking behavior. The major aim of this pilot study was to measure the reliability

and validity of all the questionnaires but especially the TRA questionnaire.

When there liability test was ran for the PVQ questionnaire, it was found to
be71% reliable. Their liability test is also applied to each question and none of the
questions had a big impact on the reliability percentage when they were deleted.

Therefore, all the questions are kept as they are in the original questionnaire.

Later Cronbach’s Alpha is measured as 0,802 for Quality of Work Life
questionnaire which means the test is 80% reliable. This is a relatively high reliability
score for these kinds of studies. Again none of the questions had a big impact on the
reliability percentage when they were deleted so there is no need to remove a certain

question from the original questionnaire.
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Finally, there liability test was also run for the employee networking behavior
questionnaire, which was applied for the first time in this study and the test measured
to be 83 % reliable. As shown in the results detailed below, all 3 measures are found
as highly satisfactory in terms of reliability and validity. These results have a great
importance for this study because the questionnaire’s items for employee networking
behavior, have been developed by us according to the template suggested by Ajzen

and Fishbein and tried for the first time for this study through this pilot study.

In this limited study, as a first impression individual values such as
benevolence, universalism and self -direction are found out to be the most important
values for the respondents. In quality of work life the mean was calculated as 44,
which indicated that respondents think that quality of work life in their organizations
was considerably low. Most importantly, reliability tests for all 3 questionnaires were
above the accepted level, they were measured as highly satisfactory, therefore these

three questionnaires found satisfying to be applied for further analyses in this study.

5.2. Pilot Study 2

From January to May 2016, the first pilot study was completed and the results
were satisfying enough to begin the final study. However, it was decided to complete
a second pilot study in order to increase the quality level of the data and the results
through a larger sample. This study presents the pretest methods and statistics before
starting the final study to determine if the items are yielding the information that is

required for this paper.
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In order to have the advance warning regarding the weakness of proposed
study, if any, the number of respondents was increased. This pilot study was again
carried out on members of the relevant population very similar to the first pilot study.
Participants of the first and the second pilot studies will not be a part of the final
study. While number of respondents increased, some questions were revised and as
advised by Devous (1993) some questions were eliminated since it was found that
some respondents had difficulty while answering those questions. The new pilot study
also invited comments from the respondents to have further development of the

questionnaire questions.

The second pilot study was also based on the same well-structured and
pretested 3questionnaires; PVQ, QWL and the TRA questionnaire prepared
specifically for employee networking behavior. The questionnaires are applied to
managers and mid managers in age group of 28-56years during the period of January-

April 2017.

The pilot study questionnaires were distributed through an internet survey on
web site (Survey Monkey) to 58 personally known people who still work in the iron
and steel sector, manufacturing sector and oil producing sector. 58 questionnaires
were received and12 questionnaires were omitted due to missing answers to various
questions. 46 responses out 0f58 were found satisfactory to perform a pilot study. In
the literature it is clearly agreed that in pilot studies the number of respondents shall
be limited. It also takes part in literature that the number of respondents may vary
depending on the sensitivity and purpose of the researcher. Usually the number of

respondents for pilot studies is stipulated as 5-10 and 50-100 (Reynolds vd. 1993).
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The more common application is to limit the number of respondents to 15-30.

Therefore, 46 respondents provided satisfactory findings as a result of pilot study.

In this study, the data is analyzed by descriptive statistics (means, medians,
standard deviation, etc.) through SPSS 18.0. Reliability and validity tests were applied
to the data collected from the questionnaire participants. The reliability and validity of
the questionnaires were already tested in the first pilot study and the results showed
that all three questionnaires were reliable and valid. In this study, the validity and
reliability analysis were retested. For reliability analysis Cronbach Alpha values for
each questionnaire was run through SPSS and evaluated. Statistically Cronbach Alpha
was expected to be higher than 0,7 to have internal consistency (reliability). For each
questionnaire Cronbach Alpha values found higher than 0,7. (For PVQ: 0,714, for
QWL.: 0,861 and for TRA: 0,727)

Factor analysis was used to test construct validity. First KMO and Bartlett’s
Test is evaluated which is one of the first conditions for factor analysis to be
meaningful. To have a satisfactory analysis, KMO is expected to be greater than 0,6
and Bartlett sigma is expected to be below 0,05. For this study, Kaiser- Meyer- Olkin
measure was calculated above 0,6 (0,635), while Bartlett sigma was found below 0,05
(0,000). Generally all the factor analyses were satisfactory for this pilot study. All
factor loadings were high. Based on the factor analysis, three components extracted

and factor loadings were above 0,3 for all components.
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6. RESEARCH FINDINGS
This section of the study covers the results of the research including the general
profile of the respondents, reliability tests, factor analysis and mean values of research

concepts by using the statistical package of SPSS version 18.0.

6.1. Respondents’ Profile

The data collected from the participants were analyzed through descriptive
statistics to identify the respondent’s profile based on the results of the descriptive
statistics presented in table 5.1. The results indicated that 51, 90 % of the respondents
were male while 48, 10% were female. The majority of the respondents (26, 40%)
were between the ages of 31-35 and 24, 10 % of them were between 36-40 years old.
The majority of the respondents (41. 2%) had a master’s degree. Based on the total
job experience, it can be stated that more than half of the participants (62.0%) have

been working for more than10 years.

Table 5: Descriptive statistics of socio- demographic variables (n=216)

GENDER NUMBER OF RESPONDENTS %
Female 104 48,1
Male 112 51,9

TOTAL 216 100.0
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AGE NUMBER OF RESPONDENTS %
25-30 48 22,2
31-35 57 26,4
36-40 52 24,1
41-45 25 11,6

46 — 50 12 5,6

51 -55 11 5,1

56 + 11 5,1
TOTAL 216 100.0

EDUCATION NUMBER OF RESPONDENTS %

High School 21 9,7

Academy 14 6,5
University 64 29,6
Master Degree 89 41,2
Ph.D.Degree 28 13,0
TOTAL 216 100.0

TOTAL JOB

S EERIENEE NUMBER OF RESPONDENTS %

1-3 years 5 2,3

3-5 years 20 9,3
5-10 years 57 26,4
10 + years 134 62,0
TOTAL 216 100.0
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6.2. Reliability of Measurement Instruments

As a general rule, in order to assess the internal consistency of the variables,
Cronbach’s Alpha was evaluated and thereliability analyses of each and every
measurement instruments used in this study were satisfactory. Reliability analyses for
each scaleare shown in Table 6 .

Table 6.Reliability Analyses of Measurement Instruments

Measurement Scales Cronbach’s Alpha
21-1tem PVQ Scale :

Quality of Work Life Scale .
Employee Social Networking :

6.3. Factor Analysis

Factor analysis can be defined as a useful statistical tool that enables
researchers to identify the structure of a correlation matrix. It is also a convenient
apparatus to investigate variable relationships for complex concepts. According to
Hair (2006) factor analysis makes the grouping of the variables possible through
reducing these variables within certain factors and also by defining the sets of

variables that are highly interrelated (Hair et al. 2006)

Two different exploratory factor analyses (EFA) using principal component
extraction were run in the present study, which was concerning 21-Item PVQ scale

and 16 item Quality of Work Life Scale. Statistics that are related with factor analysis
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are Kaiser — Meyer- Olkin and Bartlett’s test of sphericity. KMO shows that the data
used is homogenous collection of variables and therefore correlations between
variables. “The minimum level of acceptability for KMO is defined to be 0.50 in the
literature” (Hair et al., 2006 pg.115). Bartlett’s test of sphericity showed that there
was significant correlation among at least some variables. The outcomes of the factor

analysis were presented in following tables.
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6.3.1 Factor Analysis for Values (21 ITEM- PVQ)

Table 7presents the factor analysis results of values. In total 21 items were
included in the analysis and the results were satisfactory with KMO being 59,7% and
highly significant Bartlett’s test result of 0.000. The test results were grouped under 2

factors:

Table 7.Factor analysis results of values

Name ItemStatements ItemLoading VarianceExp.
*stimulation 764
Factor 1 (1%high | *benevolence 755 22890
orderdimensionofScwartz) | *universalism 754
*power 804
Factor 2 (2" high | *achievement 767 17524
orderdimensionofScwartz) | *hedonism 491

Kaise- Meyer Olkin

measure
ofSamplingAdequacy 597
Bartlett's test ofsphericity

Approx. Chi Square 449.393
Df 45

Sig. .000
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Initially, the factorability of the 10 items was examined. Several well-
recognized criteria for the factorability of a correlation were used. Firstly, the Kaiser-
Meyer-Olkin measure of sampling adequacy was .597, very close to the commonly
recommended value of .6. Analysis indicated the degree of common variance as
mediocre factor analysis. Secondly, the Bartlett’s test of Sphericity was significant
since p< .05 (.000), which indicated high level of statistical significance that there are

significant correlations between the variables.

Principle component analysis was used because the primary purpose was to
identify and compute composite scores for the factors. Initial Eigen values indicated
that the first 2 components explained % 40 of the variance. Overall these analyses
indicated that middle and top managers in heavy manufacturing industries values
“self-transcendence” the most, which is one of the high-order dimensions that covers;
benevolence and universalism along with stimulation. Second factor fully represents
the high order dimension of “self-enhancement” (hedonism, achievement and
power).It was also evident that conservatism had a place in factor analysis as well.
The results of the groupings of the factor analysis were parallel with the high order

dimensions’ definitions studied in the literature.

6.3.2 Factor Analysis for 16 Item Quality of Work Life Scale

Sixteen questions relating to quality of work life were factor analyzed by using
principal component analysis with varimax rotation. The analysis yielded two factors
explaining a total of 63,046 %. Factor 1 was labeled as actualization, esteem, aesthetic
and knowledge needs. The second factor derived was labeled as basic needs of
individuals. This factor was labeled as such due to the high loadings by following

factors: health and safety needs, economic needs and social needs.
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The KMO test indicated that the set of variables were adequately related for
factor analysis. Since the KMO result was .767, the factor analysis defined as
middling and the examination of the measure suggested that the sample was highly
factorable. Results indicated almost the exact theoretical construct. The first Factorl
items were the items that were related to each other that were more self-satisfaction
oriented and they were ranked as important at the second stage when the first stage
“basic individual survival needs” were satisfied. And these needs were ranked as

important after the basic individual needs that were labeled in the second factor.

Table 8.Factor Analysis Quality of Work Life

Name ItemStatements ItemLoading  VarianceExp.
Factor 1 *Aesthetic Needs 862
(Actualization, Esteem, | *Self-Actualization Needs 862 38067
Aesthetic, Knowledge) | *Self-Esteem Needs 862

*Knowledge 585

*Health & Safety Needs 784
Factor 2 (Basic Needs | *Economic Needs 702 24979
of Individuals) *Social Needs 529

Kaise- Meyer  Olkin

measure
ofSamplingAdequacy 767
Bartlett's test ofsphericity

Approx. Chi Square 600.475
Df 21

Sig. .000
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6.4. Mean Values

Mean values of each concept were evaluated in order to determine which values, high
order dimension and work value were perceived and preferred by Turkish high
manufacturing companies’ employees. Based on the mean value analysis on Schwartz’s
Basic Individual Values, for middle managers and top managers working in heavy
manufacturing industries self-direction, universalism and benevolence came into

prominence. Related table is exhibited in Table 9 Mean Values of Values

Table 9.Mean Values of Values

I

As previously discussed in Section2 of this study, PVQ was used to test both
individual values and work values as it is also supported by Schwartz in the literature.
As the theory of basic individual values suggests, there should be a three type of work

values intrinsic, extrinsic and social work values. Analyzing the 10 basic individual
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values intrinsic work values were supported by the values of stimulation and self-
direction, while extrinsic work values were represented by the values such as security,
power, achievement and conformity. In addition social work values were found to be
represented by the values such as benevolence and universalism. As a result, again in
line with the literature based on the factor analysis, social work values contribute a
factor by itself. And again in parallel with literature, mean values of intrinsic work

values and social work values appeared to be very high.

The mean values for the study concept of high order dimensions of individual
values are exhibited in the table 10. In accordance with the table, Turkish high
manufacturing business managers perceive the high order dimension of self-
transcendence (universalism and benevolence) as at the top level, which is also

consistent with the output of relevant factor analysis. (see Table 10)

Table 10.Mean Values of High-Order Dimensions

Self-Transcendence
Openness to change

Self Enhancement

When the data of quality of work life scale was evaluated, the mean value of
health and safety needs was calculated as the highest among others, which is also in
line with various theories including Sirgy’s quality of work life dimensions and even
with Maslow’s Hierarchy of needs theory. Maslow (1943, 1954) stated that people are
motivated to achieve certain needs and that some needs take precedence over others.
Our most basic need is for our life is our physical survival, and this will be the first

thing that motivates our behavior and our intention to exist.
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Table 11.Mean Values of Quality of Work Life

6.5. Correlation Analysis

Correlation analysis is related with relationships among variables. The
correlation coefficient is a measure of linear association between two variables and
quantifies the direction and the strength of the association between variables. In the
following section correlation analysis will be tested and the results of the analysis will

be evaluated.



87

Tablel2.Correlations between Work Values, Individual Values and Quality of Work

Life

Work Values | Individual
Total Values

Work

Values

Individual

Values

**_Correlation is significant at the 0.01 level (2- talled).

To run the correlation analysis between variables such as individual values,
work values and quality of work life, correlation coefficient Pearson Correlation was
applied. Based on the results, correlation between variables such as work values and
individual value were defined as a strong positive relation (.892), while there was still
a positive relation between work values and quality of work life; it was suggested as a

relatively weaker association (.328)
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Table 13.Correlations between Intrinsic Work Values, Extrinsic Work Values, Social

Work Values and Employee Networking Behavior

Intrinsic Extrinsic | Social

Work Work Work | Networking

Values Values Values

1797 | .326™ 4017
216 216 214
Pearson Correlation m“
Sig. (2-tailed) .008 :lm
216 216 216 214
Pearson Correlation m 126 126
Sig. (2-tailed) 064 Cl .065
216 216 214
214 214 214

**_ Correlation is significant at the 0.01 level (2-tailed).

Intrinsic
Work Values

Extrinsic
Work Values

Social
Work Values

*. Correlation is significant at the 0.05 level (2-tailed).

Correlation analysis was run to test the relationship between work values and
social networking. Pearson’s correlation analysis was performed and the test results
were exhibited in Table 13. Pearson correlation analysis results showed that there was
a significant, positive and moderately strong relation between work values and

employee networking behavior.
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6.6. Hypothesis Testing

Hypothesis la:

There is a strong relationship between individual values, work values and quality of
work life.

Table 14.Correlations between Work Values, Individual Values and Quality of Work
Life

Work Individual

Values Values

Individual
Values

R— R

**_Correlation is significant at the 0.01 level (2-tailed).

To test the relationship between individual values, work values and quality of
work life Pearson’s correlation analysis was performed. The test results are exhibited
in Table 14Pearson analysis results show that there is a significant, positive and
moderate relation (Sipahi et al, 2006) between individual values and quality of work
life (r=0.252, p= 0.00). Furthermore, they explain 25% of variance in each other. There
is also a significant, positive and moderate relation between work values and quality of
work life (r=0.328, p= 0.00) and they explain 33% of variance in each other.

Furthermore, there is also a significant, positive and strong relation between individual
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values and work values (r=0.892, p=0.00) and they explain 89,2 % of variance in each

other. Therefore, it can be said that Hypothesis 1a is supported.

Hypothesis 1b:

Major work value types influences employees’ networking behavior.

Table 15.Correlations between Work Values Types and Employee networking behavior

Intrinsic | Extrinsic Social
Work Work Work | Networking

Values Values Values

Work Values
Extrinsic W 179** L

_
P e o L

**_Correlation is significant at the 0.01 level (2-tailed).

| e ]
-
Work Values

*. Correlation is significant at the 0.05 level (2-tailed).

Pearson’s correlation analysis was performed to test the relationship between work
value types such as intrinsic work values, extrinsic work values and social work values

and employee networking behavior. The test results are exhibited in Table 15 Pearson
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analysis results show that there is a significant, positive and strong relation between
intrinsic work values and employee networking behavior (r=0.401, p= 0.00).They
explain the 40% of variance in each other. There is also a significant, positive and
moderate relation between extrinsic work values and employee networking behavior
(r=0.147, p= 0.31) and they explain 15 % of variance in each other. However, there is
an insignificant and positive relation between social work values and employee
networking behavior (r=0.126, p= 0.65). The result of the correlation analysis is
compatible with Elizur’s theory of work values where he grouped the work values under
two fundamental types as intrinsic and extrinsic values, and social work values were
covered under intrinsic work values. Therefore, it can be said that Hypothesis 1b is
partially supported.

Hypothesis 2: There is positive relationship between three major work value types and
Schwartz’s four-high order value dimensions:

In order to test Hypothesis 2 correlation analysis were performed for each high order
dimension and major three work values.

H2.1) social work values and Self Transcendence dimension

Table 16.Correlations between Social Work Values and Self Transcendence

Social Work Values|Self

Transcendence

Social Work Values|Sig. (2 tailed) |:|-
Self-Transcendence [Sig. (2 tailed) _l:l

**_ Correlation is signlflcant at the 0.01 Ievel (2-tailed).
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Bivariate Pearson’s correlation analysis was performed to test the relationship between
social work values and high order dimension of Self Transcendence. The test results
are exhibited in Table 16 Pearson analysis results showed that there is a significant and
positive relation between social work values and higher order dimension of Self
Transcendence (r=0.979, p= 0.00).They explain the 98 % of variance in each other.

Accordingly, Hypothesis 2.1 is supported.

H2.2) Extrinsic work values and Conservation dimension

Table 17. Correlations between Extrinsic Work Values and Conservation

Conservation

ExtrinsicWorkValues

Conservation - -
i) I

**_Correlation is significant at the 0.01 level (2-tailed).

Bivariate Pearson’s correlation analysis was performed to test the relationship between
extrinsic work values and high order dimension of conservation. The test results are
exhibited in Table 17 Pearson analysis results show that there is a significant and
positive relation between extrinsic work values and high order dimension of
conservation (r=0.651, p= 0.00).They explain the 65 % of variance in each other.

Hypothesis 2.2 is supported.
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H2.3) Intrinsic work values and openness-to-change dimension

Table 18.Correlations between Intrinsic Work Values and Openness to Change

Intrinsic Work Values |[Openness to

Intrinsic Work
Values

Openness

To change

**_ Correlation is S|gn|f|cant at the 0.01 level (2 tailed).

Bivariate Pearson’s correlation analysis was performed to test the relationship between
intrinsic work values and high order dimension of openness to change. The test results
are exhibited in Table 18 Pearson analysis results show that there is a significant, strong
and positive relation between intrinsic work values and openness-to-change (r=0.803,

p=0.00).They explain the 80% of variance in each other. Hypothesis 2.3 is supported.

Hypothesis 3: The high-order dimensions of ‘self-transcendence’ and ‘openness-to-
change’ will explain the majority of the variance in the dependent variable of quality of
work life.

A linear regression analysis conducted to test Hypothesis 3. The output indicated that
only high order dimension of “self-transcendence” explained the small amount of (8%)
of variance in the dependent variable of quality of work life. Thus the research data did

not support the hypothesis, therefore Hypothesis 3 is not supported.
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Hypothesis 4: There is a significant relationship between employee networking
behavior and the dimensions of social needs, esteem needs and actualization needs of

the variable of quality of work life (QWL).

Table 19.Correlations between social needs, self-esteem needs, Self-actualization needs

and networking behavior.

Social
Needs Needs Needs

Pearson ** ** **
Correlation
Social Needs

SR I o e

Pearson 384" 1 6807 1457
Self-esteem | Correlation

Self-

Pearson .334™ .680™ 1 256"
Correlation
actualization

Pearson 223" 145" 256" 1
Correlation
N 214 214 214
N e | oae | e | o |

**_Correlation is significant at the 0.01 level (2-tailed).

esteem |actualization| Networking

Networking

*. Correlation is significant at the 0.05 level (2-tailed).

A Bivariate Pearson’s correlation analysis was run to test the relationship

between employee social networking behavior and the dimensions of social needs,
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esteem needs and actualization needs of the variable of quality of work life. The test
results are exhibited in Table 19 Pearson analysis results show that there is a significant
and positive relation between social networking behavior and the dimensions of social
needs, esteem needs and actualization needs of quality of work life, however a
significant and relatively low level of relationship was found between the variables.

Hypothesis 4 is supported.

Hypothesis 5: Networking moderates the relationship between individual values, work

values and the quality of work life.

In order to test hypothesis whether networking moderates or mediates the
relationship between individual values, work values and quality of work life, two
different regression analyses were used. Initially the relevant variables such as
individual values, work values and employee networking behavior were centered and
regression tests run. Accordingly, both regression analyses indicated that networking

did not moderate the said relationship between the research variables.

Secondly, two different mediating analyses were performed. In order to
complete the mediating analysis, a regression analysis was performed to understand
whether networking mediates the relationship between individual values, work values

and quality of work life or not.

According to the rules of mediation analysis stated by Baron and Kenny, the
first step is that the researcher must be shown that the initial variable is being correlated
with the outcome variable. The second step involved the researcher must be shown that

the initial variable is being correlated with the mediator. The third step involved an
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establishment of the correlation between the mediator variable and the outcome

variable. In this step of Baron& Kenny’s procedures, there exists correlation between

the mediator and the outcome variable because they both are caused due to the initial

variable. Correspondingly, all the values are centered and three regression tests were

performed. The first regression was run between independent variable of individual

values and mediator networking behavior. As shown in the Table 20, the beta value of

independent variable was found .242, t test value (3,625) with a high level of

significance.

Table 20. Regression Analysis Individual Values (centered)-Networking

Unstandardized

Standardized

Model

Constant)

Individual

196
values centered

.054

Coefficients Coefficients
Std.
B Error Beta

Sig.

.000

Correlations

Zero-

order

Partial

Part

a. Dependent Variable: Networking centered

Second regression analysis was run between independent variable of individual

values and the dependent variable of Quality of work values. The independent variable

had a beta value of .252, t test 3.800 at a high significance level as shown in the Table

21.
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Table 21. Regression Analysis Individual Values-QWL total

Unstandardized | Standardized Correlations
Coefficients Coefficients

Model Std. t Sig. | Zero-
B Error Beta order |Partial| Part
T I I G I
Individual
A74 125 252 3.800 |.000| .252 | .252 |.252
Values centered

a. Dependent Variable: QWLTOT

At the final stage a regression analysis was run by using two independent
variables of individual values and networking behavior and the dependent variable of
quality of work life. The result was satisfactory as shown in the table 22 as beta value
of individual values dropped from the value of 0,252 to the value of 0,190 with a
significance level of 0,005. This clearly indicated that there is a partial mediation,
which also means that the independent variable of individual values has a stronger
effect on the variable quality of work life through the mediator variable of

networking.

Table 22.Regression Analysis between individual values and networking behavior

Unstandardized ||Standardized
Model t | Sig. |[ zero-
Std. Beta order |Partialf Part
.!. III
7 1
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a. Dependent Variable: QWLTOT

In order to complete the mediating analysis, a regression analysis performed to
understand whether networking mediates the relationship between individual values,
work values and quality of work life. Again Baron and Kenny’s procedure followed
and correspondingly, all the values are centered and three regression on tests were

performed.

The first regression was run between independent variable of work values and
mediator networking behavior. As shown in the table 23, the beta value of independent

variable was found .312, t test value (4,775) with a high level of significance.

Table 23.Regression analysis between independent variable of work values and

mediator networking behavior.

Unstandardized |Standardized

Coefficients Coefficients Correlations
Model t Sig. | Zero-

B [Std. Error Beta order [Partial| Part

s

a. Dependent Varlable. Networkmg

Second regression analysis was run between independent variable of work
values and the dependent variable of Quality of work values. The independent variable
had a beta value of .328, t test 5.068 at a high significance level as shown in the table

24,
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Table 24 Regression Analysis Work Values- Qwl

Unstandardized | Standardized

Coefficients Coefficients Correlations
Model t |[Sig.| Zero-

B [Std. Error Beta order (Partial| Part

Crom [ Jon | Jo o] ] ]|
328 5.068 .328 328

a. Dependent Variable: QWL centered

At the final stage a regression analysis was run by using two independent

variables of work values and networking behavior and the dependent variable of quality
of work life. The result was satisfactory as shown in the Table 25 as beta value of
individual values dropped from the value of 0,312 to the value of 0,258 with a
significance level of 0,000. This clearly indicated that there is a partial mediation, which
also means that the independent variable of work values has a stronger impact on the

variable quality of work life through the mediator variable of networking.

Table 25. Regression analysis - two independent variables of work values and

networking behavior and the dependent variable of quality of work life

IModel Unstandardized [Standardized

Coefficients Coefficients Correlations

B Std. Beta t Sig. | Zero-

Error order |Partial| Part

(Constant) 134 999 134 (894
WorkValues

.846 [.219 .258 3.861 |.000 [.328 [257 |.245
(centered)
NetWorking

516 |154 224 3.347 [001 [304 [225 |[213
(centered)

a. Dependent Variable: QWLcentered
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The next step in Baron& Kenny’s procedures involves the establishment of the
complete mediation across the variables. This establishment in the last step of Baron &
Kenny’s procedures can only be achieved if the effect of the initial variable over the
outcome variable while controlling for mediator variable is zero which is not the case
for this study according to the literature, “If, only the first three steps of Baron &
Kenny’s procedures are satisfied, then partial mediation is observed in the data” (Baron

and Kenny, 2006).

Later a Sobel test run to analyze whether a mediator variable significantly
carries the influence of an independent variable to a dependent variable; i.e., whether
the indirect effect of the independent variable on the dependent variable through the
mediator variable is significant. Details can be found in Baron and Kenny (1986), Sobel
(1982), Goodman (1960), and MacKinnon, Warsi, and Dwyer (1995). By manually
inserting the unknown values of a, b, sa, and sb into the cells, the critical ratio as a test
of whether the indirect effect of the independent variable on the dependent variable via
the mediator is significantly different from zero is calculated. It was shown on tables
26 and 27. The outcome indicated that networking mediated the relationship between
the variables of individual values, work values and dependent variables of quality of

work life.



Table 26 Sobel Test Networking Mediation Effect 1

(Sobel test = 2.6576p = 0.000)
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INPUT TEST STATISTICS STD ERROR P VALUE
0.196|SOBEL TEST 2.6576011 0.44402918|  0.0078699
0.597|ARORIAN TEST 2.61201202 0.04479765| 0.00900111
0.054|GOODMAN TEST 2.70566373 0.04324706 0.0068168
0.153

Table 27 Sobel Test Networking Mediation Effect 2

(Sobel test = 2.7405P = 0.006)

INPUT TEST STATISTICS STD ERROR P VALUE
0.443|SOBEL TEST 2.74056202 0.8340917 0.00613342
0.516{ARORIAN TEST 2.70103324 0.08462984 0.00691244
sa 0.093|GOODMAN TEST 2.78187867 0.08217037 0.00540452
sh 0.154

The result of the statistics carried above showed that employee networking behavior
did not moderate the relation between values and quality of work life. However
employee networking behavior partially mediated the relation between variables.

Therefore, Hypothesis 5 is rejected.

Hypothesis 6:

The higher the level of quality of work life, the higher will be the level of involvement
in social networking.

A Pearson’s correlation analysis was performed to test the relationship between quality
of work life and employee networking behavior. As predicted in Hypothesis6, there
was a strong and positive relationship found between quality of work life and employee
networking behavior (r=0.379, p= 0.00). The test results are exhibited in Table 28 They

explain the 38% of variance in each other. Hypothesis 6 is supported.
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Table 28 Correlation analysis between quality of work life and employee networking

behavior

Quality of Work| Employee Networking
Life Total Behavior

Pearson Correlation

Sig. (2-tailed)

N
Employee Pearson Correlation 379 1
Networking Sig. (2-tailed) .000
Behavior N 213 214

**_Correlation is significant at the 0.01 level (2-tailed).

The relationship between demographic variables such as age, gender, marital
status, work experience and educational background and the concepts of the study were
analyzed by applying t and F (ANOVA) tests. For the gender variable which was
composed of two groups (males and females), a t test is run to find the statistical
significance of the difference between two sample means of the dependent variables.
For the rest of variables that are composed of more than two groups, the ANOVA tests

are applied and the majority of the relations were found to be insignificant.

First of all the t tests showed that there is a significant correlation between the
value hierarchies of the male and female employees as the independent t tests were run
for gender comparisons. Gender differences were observed for three value types. Male

employees were found to have higher scores than female employees in the following
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value types: Achievement and Power domains, whereas female employees had higher

scores than male employees in universalism domain.

One demographic variable of which relationship with quality of work life is
found significant was gender. A set of t tests were applied in order to understand the
respondent’s perception on quality of work life by genders. It was found that there is a
highly meaningful difference between the mean values of male and female employees.
As it can be understood from the SPSS results, 110 male employees who took part in
this study had a mean value of 82.7207, while this value is found as 72.6058 for female
employees. The alpha value result showed how meaningful this mean difference was
and since the sigma value is below 0.05 (0.000), the difference between genders was

found as statistically highly meaningful.

Independent t tests were run for the purpose of testing whether there is any
difference between male and female employees in terms of employee social networking
behavior. Based on the statistical results between the mean values of the male
employees (58.9818) and female employees (59.5673), a statistically meaningful
difference was not found. In accordance with that situation, the p value was found
marginally significant (0.094).1t is proved with the statistics that the employee social
networking behavior did not show meaningful difference between male and female

employees.
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Table 29 T test results between Quality of Work Life and Gender

Gender N Mean Std. Dev.  tvalue p value

Quality of Male 111  82.7207 13.59691

Work Life o ole 104 726058 1614041 190 043

Gender N Mean Std. Dev. tvalue pvalue
Social Male 110 58.9818  6.35925
Networking  rorole 104 595673  7.28579 2829 094
Behavior

The results of the analysis of variance (ANOVA) test indicated that employee
social networking behavior vary in a very interesting manner. This is to say that the
new starters use social networking more actively then experienced employees and that
when the work experience increases employees become less associated for employee
social networking behavior. This is a common spirit of the collectivist cultures such as
Turkey where people become less inquisitive as they grow old and gain more
experience. This might be also related to high power distance in Turkish culture where
more superior workers would prefer to stay distanced with the less experienced
workers. As it has been also studied by some scholars whom applied Hofstede’s cultural
dimension to Turkish culture, concluded that power distance ranked at the very top of

the list based on the outcomes.

More surprisingly the ANOVA results indicated that employees with PHD
degrees are less keen on networking, when the variance between social networking
behavior and educational background was tested. Interestingly employees with master
degrees are highly willing to benefit from social networking. The result might be related
to the age of master degree owner employees, who are either newly promoted or very
close to getting a promotion. Accordingly, at their new position, they benefit from

networking to get to know their new responsibilities and work environment. It could
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also be the case that since the PHD holders are older than the other employees, they
might prefer the traditional usage of social networking which is making personal friends

rather than its professional usage.

The results of the analysis of variance (ANOVA) test indicated that employees
perceive work values differently depending on their work experience. Based on the
statistical results while employees with satisfactory work experience have higher
perception on work values, employees with more satisfactory work experience lose
their comprehension for work values. The same pattern was an interesting outcome of
the study; employees lose their interest for their organizations after ten years of
working. These results and patterns might also be a natural effect of sampling
distribution since then number of employees took part in this study with work
experience limited to5 to10 years were more than the number of employees with work

experience more than 10 years.

A set of t tests were applied in order to understand the respondent’s perception
on quality of work life by genders. It was found that there is a highly meaningful
difference between the mean values of male and female employees. As it can be
understood from the SPSS results 110 male employees who took part in this study had
the mean value 82.7207, while this value is found as 72.6058. The alpha value result
showed how meaningful this mean difference and since the sigma value is below 0.05
(0.000), the difference between genders was found as statistically highly meaningful.
As a summary male employees give more importance to the quality of work life in their

work environment compared to female employees.
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/. THE REVISED MODEL

Depending on the results of the statistical analysis, the previously proposed
research model is accepted as it was originally formed, with only modification social
networking behavior being as the mediator instead of the moderator. It is revised in

Figure 11.

MNETWORKING
BEHAVIOUR

VALUES Q.UALI'I"[I EEF WORK

INDIVIDUAL
VALUES VALLIES *Health And Safety Meeds

)i *Economic And Family Meeds
Universalism

. *Intrinsic *Social Needs
*Eeniwlel[hce *Extrinsic *Esteermn Needs

. ortormity *Social *frtualisation Neads
Tradition *

*security Knowledge Neads

. *nesthetics Meeds
Power

*Achievement

*Hedanism

*Stimulation

*self-Direction

Figure 11. The Revised Model
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outcome
There is a strong relationship between individual values,
Hla _ ) Accepted
work values and quality of work life.
Major work value types influences employees’ )
H1lb _ _ Partially Accepted
employee networking behavior.
There is positive relationship between three major work
H2 | value types and Schwartz’s four-high order value Accepted
dimensions
H2.1 | social work values and Self Transcendence dimension Accepted
H2.2 [ Extrinsic work values and Conservation dimension Accepted
Intrinsic  work values and openness-to-change
H2.3 | ) Accepted
dimension
The high-order dimensions of ‘self-transcendence’ and
‘openness-to-change’ will explain the majority of the
H3 p. ) s p_ J_ Y Rejected
variance in the dependent variable of quality of work
life.
There is a significant relationship between employee
networking behavior and the dimensions of social needs,
H4 o _ Accepted
esteem needs and actualization needs of the variable of
quality of work life (QWL).
Networking moderates the relationship between
H5 [ individual values, work values and the quality of work Rejected
life.
The higher the level of quality of work life, the higher
] ) ) ) Accepted
H6 [ will be the level of involvement in employee social

networking behavior.
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8. DISCUSSION

Within the scope of this study, it is clearly understood that there is a strong
and positive association that exists between individual values, work values and quality

of work life.

The following summarizes the outcomes of the six research hypotheses:

Hypothesis 1a:
There is a strong relationship between individual values, work values and quality of

work life.

Hypothesis 1b:

Major work value types influences employees’ employee networking behavior.

Hypothesis 2: There is positive relationship between three major work value types
and Schwartz’s four-high order value dimensions:

H2.1) social work values and self-transcendence dimension

H2.2) Extrinsic work values and conservation dimension

H2.3) Intrinsic work values and openness-to-change dimension

Hypothesis 3: The high-order dimensions of ‘self-transcendence’ and ‘openness-to-
change’ will explain the majority of the variance in the dependent variable of quality

of work life.
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Hypothesis 4: There is a significant relationship between employee networking
behavior and the dimensions of social needs, esteem needs and actualization needs of

the variable of quality of work life (QWL).

Hypothesis 5: Networking moderates the relationship between individual values,

work values and the quality of work life.

Hypothesis 6:
The higher the level of quality of work life, the higher will be the level of
involvement in social networking.

After testing the hypothesis, based on the factor analysis results, it is possible
to state that the dimensions of individual values, work values and quality of work life
concepts perceived by Turkish high manufacturing business employees did not show

much deviance from the dimensions defined in the literature.

As explained in detail in the Literature Review, Schwartz groups 10 individual
values under four high dimensions: openness to change, self-transcendence, self-
enhancement and conservation. The results of the factor analysis of values were found
as parallel with the literature. Analysis demonstrated two factors. First factor included
stimulation, benevolence and universalism. These two values benevolence and
universalism form one dimension “self-transcendence” which is in line with the
literature and together defined as enhancing the “welfare of those with whom one is in
frequent personal contact” and “understanding, appreciation, tolerance, and protection

for the welfare of all people and for nature.” (Schwartz, 2012, p.17) In the factor
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analysis stimulation value also found as theFactorl, which is defined by Schwartz as

excitement, novelty and challenge in life.

Second factor included such values as power, achievement and hedonism.
Again the results of the factor analysis of individual values were in parallel with the
existing literature. As Schwartz and Sagiv (2000) categorized ten individual values to
4 higher order dimensions, in the second factor of individual values factor analysis,
we observe the high order dimension of self-enhancement which is composed of
individual values of power, achievement and hedonism. Cronbach’s alpha values of
these two factors were highly significant and proved the internal consistency and

interrelations of the items.

The outcomes of the factor analyses also indicated the importance of two
opposing high-order value dimensions namely, self-enhancement and self-
transcendence which showed the similar pattern with the study conducted in Turkey
(YYahyagil, 2015). The appearance of the high factor loadings of values such as
stimulation together with benevolence and universalism is very meaningful. In
general the value of achievement has the highest value which is also in line with the
outcomes of similar studies conveyed in Turkey (Yahyagil, 2015; Ozdemir and
Koruklu, 2011). In this study, stimulation has the highest value. However, the average
value of self-direction is still higher than stimulation and this finding could be related
to the fact that more than 90% of the participants have a graduate degree and 88% of

them have a satisfactory work experience.

Furthermore, the mean values for individual values allow us to have the
insight about how the values perceived in Turkish heavy manufacturing companies.

The main values of self-direction, universalism, benevolence and security have the
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highest value out of ten values listed by Schwartz. This might be an indication of the
characteristics of employees working for the heavy manufacturing companies in
Turkey dealing with rapid technological changes and also very dynamic political and
economic environment. Employees in these organizations not only value their security
but they also value the societal harmony and welfare of the group members. It is also
observed that self-direction had the highest mean value. These findings also match
with the findings of Dirilen and Buyuksahin (2012)’ who had a study in Turkey on128
students whose ages vary between 17 and 28 and according to the results self-
direction, universalism, benevolence and security found to be the most important

values.

These results which were mostly in line with the findings of previous studies
cited in this paper also indicated that Turkish heavy manufacturing sector employees
with a high-level educational background and satisfactory work experience have
given priorities for personal success, personal independence along with compassion,
universalism and the desire for having status and power. The outcomes of the other
recent studies (Firat and Acikgoz, 2012; Yahyagil and Otken, 2011) conducted for
values indicated that the average Turkish people value power, achievement and

hedonism, and they are not keen for risk taking.

In this study there is also a significant correlation between the value
hierarchies of the male and female employees which is also in line with the previous
research (Schwartz & Rubel, 2005). Independent t tests were run for gender
comparisons. Gender differences were observed for three value types. Male
employees were found to have higher scores than female employees for the following

value types: Achievement and Power domains, whereas female employees had higher
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scores than male employees in universalism domain. These results are in line with the
findings in the literature. In the study concluded by Schwartz and Rubel (2005) in 70
countries with127 participants, they found male participants were dominant in the
values such as Power, Stimulation, Achievement, Hedonism, and Self Direction while
female participants were found to be more dominant in values such as Universalism

and Benevolence.

Most of the work values researchers agree upon to identify three work values:
(1) intrinsic or self-actualization values, (2) extrinsic or security or material values,
(3) social or relational values (e.g. Alderfer, 1972; Borg, 1990; Crites, 1961; Mottaz,
1985; Pryor, 1987; Rosenberg, 1957).These three types of work values can be viewed
as conceptually parallel to three of the higher-order basic human values: intrinsic
work values directly express openness to change values; extrinsic work values express
conservation values and social or interpersonal work values express the pursuit of
self-transcendence values (Ros, Schwartz, Surkis,1999). In this study, based on the
results of the correlation analysis, this is also proved and the social work values
appeared to be the most valued work values and intrinsic values also appeared to be

important for the employees of Turkish heavy manufacturing companies.

The results of the factor analysis of quality of work life demonstrated two
factors, whereas it was measured by 7 dimensions in the original QWL scale: health
and safety needs’, economic and family needs, social needs, esteem needs,
actualization needs, knowledge needs and aesthetic needs. In actuality, factor analysis
result is parallel with the literature since main QWL model proposed by Sirgy is based
upon two dominant theoretical perspectives as need satisfaction theory and spill over

theory. In the first factor the basic human needs took place such as health and safety



113

needs, economic and family needs and social needs. These needs are related mostly
with the satisfaction of individual’s basic needs as defined in the need satisfaction
theory. Other four needs of second factor groups are esteem needs, actualization
needs, knowledge needs and aesthetic needs. As the theory suggests; being satisfied at
basic need level, this satisfaction creates an opportunity to individuals to move to a
new stage above their basic needs. Therefore, it can be said that the results match with

the perspectives in the literature.

When the mean values of the quality of work life dimensions are examined, it
is possible to observe that the employees of the Turkish heavy manufacturing industry
companies perceive the needs such as health and safety, self- esteem and social the
most. As a result it shows that while employees care about their good health inside
and outside the work environment the most, after they satisfy their health related
needs, collegiality and leisure time at work becomes very important for them. They
also value very much the appreciation of them within and outside their organization

which appears to be very much related to Turkish culture.

A set of t tests were applied to understand the respondent’s perception on
quality of work life by genders. It was found that there is a highly meaningful
difference between the mean values of male and female employees. As it can be
understood from the SPSS results 110 male employees who took part in this study had
the mean value 82.7207, while this value is found as 72.6058. The alpha value result
showed how meaningful this mean difference and since the sigma value is below 0.05
(0.000), the difference between genders was found as statistically highly meaningful.
As a summary male employees give more importance to the quality of work life in

their work environment compared to female employees.
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In order to determine whether there is a statistically meaningful difference
between the educational backgrounds in terms of the way they perceive quality of
work life in their work environment, ANOVA test was run. Analysis of variance
indicated that employee’s perception for the quality of work life in their work
environment showed difference significantly as a function of the employees’
education level. Employees with PHDs had the highest awareness for the quality of
work life in their companies. The statistical results interestingly show that employees
with the high school diplomas have higher perception for the quality of work life
compared to the employees with college and master degrees. Analysis of variance test
also indicated that employees’ perception for the quality of work life varied
significantly as a function of work experience. While employees with shorter work
experience have a lower perception on the quality of their work life, their perception
increased in parallel when their work experience reached to more satisfactory level.
However, when the level of experience reached to its peak (10 years and above)
statistical results showed a decrease on the level of employee awareness for the

quality of their work lives.

To test if there is any difference between male and female employees in terms
of employee social networking behavior, t tests were run. Based on the statistical
results between the mean values of the male employees (58.9818) and female
employees (59.5673) a statistically meaningful difference was not found. In
accordance, the p value was found marginally significant (0.094).1t is proved with the
statistics that the social networking behavior did not differ meaningfully between

male and female employees.
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The results of the analysis of variance (ANOVA) test indicated that employee
social networking behavior vary in a very interesting manner. This is to say that the
new starters use social networking more actively than experienced employees and that
when the work experience increases employees become less associated for social
networking. This is a common spirit of the collectivist cultures such as Turkey where
people become less inquisitive as they grow old and gain more experience. This might
be also related to high power distance in Turkish culture where more superior workers
would prefer to stay distanced with the less experienced workers. As it has been also
studied in other studies where Hofstede’s cultural dimension applied to Turkish
culture and some results were indicated that power distance ranked at the very top of

the list based on the outcomes.

More surprisingly the ANOVA results, when tested variance between
employee social networking behavior and educational background, indicated that
employees with PHD degrees are less keen on networking. Interestingly employees
with master degrees are highly willing to benefit from social networking. The result
might be related to the age of master degree owner employees, who are either newly
promoted or very close to getting a promotion. Accordingly at their new position they
use networking to get to know their new responsibilities and work environment. It
could also be the case that since the PHD holders are older than the other employees,
they might prefer the traditional usage of social networking which is making personal

friends rather than its professional usage.

The results of the analysis of variance (ANOVA) test indicated that employees
perceive work values differently depending on their work experience. Based on the

statistical results while employees with satisfactory work experience have higher



116

perception on work values, employees with more satisfactory work experience lose
their comprehension for work values. The same pattern was an interesting outcome of
the study; employees lose their interest for their organizations after ten years of
working. These results and patterns might also be a natural effect of sampling
distribution since the number of employees took part in this study with work
experience limited to 5 to 10 years were more than the number of employees with

work experience more than 10 years.

One of the main research questions of this study was to explore whether
networking moderates the relationship between individual values, work values and the
quality of work life. Statistical analysis indicated that employee networking behavior
did not moderate but partially mediates the relationship between individual values,
work values and the quality of work life. Employee networking behavior was found to
have a partial mediator role in the relationship between individual values, work values
and quality of work life. According to the hierarchical regression results, there was a
significant decrease in the effect of individual and work values on quality of work life
when employee social networking behavior was added to the analysis. Later sobel test
was run to support the outcome of the regression tests. Sobel tests also supported the

mediate on relation with statistically high p value. (Sobel test = 2.6576p = 0.000)

It is an evidence which is obtained from Table 7.41 to understand that
networking behavior (employee social networking behavior) has a high level of
association with self-actualization nearly26% that implies networking influences self-
actualization more than one quarter. Similarly the link between networking and social
needs again almost equal more than 22%. In contrast, the association between self-

esteem and networking is found at a negligible level (0.15).
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It is also the outcome of the correlation analysis which is also shown
inTable7.40 that quality of work life has a very high level of association with work
values nearly one third (% 32.8). Very similarly the link between quality of work life
and basic individual values again are highly associated and equal to higher than one

quarter (%25.2).

It is also one of the very important outcomes of this study that there is positive
relationship between three major work value types and Schwartz’s four-high order
value dimensions. While the level of association between social work values and self-
transcendence is very high and nearly equal t0% 26.2, the link between extrinsic work
values and conservation is very high and even more than half (% 57.8). As an addition
there is also very high relation between the intrinsic work values and openness to

change which is almost closetol (%80,3).

In conclusion, the outstanding results of the present study are three fold. The
first one is about universal values. In terms of the distribution of mean values,
stimulation becomes the most important individual value following benevolence and
universalism. Since stimulation implies independent thought and creativity this is an
important issue. However, the high rating of self-transcendence and self enhancement
(power, achievement, hedonism) are in line with the outcomes of previous studies
conducted in Turkey. This simply is the reflection of reality which is about “Turkish
citizens with a high-level educational background have given priorities for personal
success, gaining independency along with the desire for having status and power in

community by supporting traditional values”(Yahyagil, 2015, p.228).



118

The second finding is related with extrinsic and social work values, which
obviously play an important role in both professional and social lives of employees.
While the intrinsic work values strongly and positively linked to Schwartz’s high-
order dimension of openness to change, extrinsic work values are closely tied to high
order dimension of conservation. This may be interpreted as an indicator of misfit
concerning employees’ behaviors and attitudes. This simply means a discrepancy

between self-satisfaction, desire for change and having stuck to traditional values.

The third issue is the fact that employees’ perception of a high level
satisfaction concerning their work life and the primary factor which has the strongest
influence is ‘health and (job) safety’ together with ‘self-esteem’ and ‘social’

dimensions of the concept of quality of work life.
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9. MANAGERIAL IMPLICATIONS

The results of the present study are likely to be useful and interesting for the
managers of organizations. Firstly, employee social networking is one of the most
important concepts for today’s organizations, which not only contributes to the
efficiency, and effectiveness of the organization, but also satisfaction and
achievement of the employees of the organization. The dynamic work environment,
which is challenged by rapid technological developments and globalization, also
brings attention to social networking. Social networking became a phenomenon,
which later evolved into a necessity in organizations to cope with the essentials of the

new era.

The managers of organizations should support and encourage the members of
organizations to follow up the developments in economic sectors and to learn the
needs and expectations of their customers. Employees should catch-up the daily
trends and they should use social networking for the activities such as market
intelligence, market research, business development etc. for the benefit of the
company. As explained in the data analysis section of the study, there is a clear
relationship exist between networking behavior and self-actualization as well as self-
esteem. Therefore, through the supported employee networking behavior, employee

satisfaction and fertility will increase and this will be beneficial for the organization.

There are many motivators for the employees for higher employee loyalty to

the organization. Salary, definite work hours, fringe benefits all of which can be some
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examples of these motivators. One of the best motivators for an employee is the
quality of his/her work life. As the research findings showed that, employees with
better work standards will be happier and more motivated for their work under higher
standards and this will be beneficial for the organizations in the end. Happy and
motivated employees will complain less and compare their conditions and working
standards with their peer groups and associates. Therefore, it would be necessary to
recommend senior managers to create an organizational climate where employees can
have better conditions in terms of reasonable wage, security, job safety, leisure life

and participation in decision-making.

The outcomes of the study results show that the most important individual
values perceived are stimulation, benevolence and universalism by the Turkish
employees who are working for high manufacturing companies. First of all these
three values are directly related with high order dimensions of self-
transcendence and openness to change. First the findings indicate that members of
organizations seek for new ideas, involving in challenging work opportunities;
second, developing their personal careers having a desire for better individual and
work environment; third taking care of their colleagues and family members.
Managers should pay attention to these issues while they are implementing business

decisions and strategies.

Another finding was related with extrinsic and social work values which
obviously play an important role in both professional and social lives of employees.
Career development has shown that work values play a key motivational role in job

selection and career development (Sortheix, 2015).While the intrinsic work values



121

strongly and positively linked to Schwartz’s high-order dimension of openness to
change, extrinsic work values are closely tied to high order dimension of
conservation. This result may be interpreted as an indicator of some sort of misfit
concerning employees’ behaviors and attitudes. This simply means a discrepancy
between self-satisfaction, desire for change and having stuck to traditional values.
Managers should try to motivate their employees to give them autonomy and
empowerment to do their best and they should support employees to develop career

paths for themselves.

In terms of the dimensions of the quality of work life what can be said is
‘health and (job) safety’ together with ‘self-esteem’ and ‘social’ dimensions are the
most important issues for the members of the organizations. For better functioning of
organizations, managers who have to use their skills such as communication,
leadership and collaboration, should direct or assign their employees to involve in
projects where they geta chance for networking and also showing themselves and

their talents on the job.

Change became so popular that it is inevitable to escape from change.
Network organizations became already so popular and the organizational definition of
change is already beyond networking now. The process of social change has become
inevitable not only in individual level but also in organizational level a result of
globalization. Many scholars such as Frederic Laloux (Laloux, 2014) are already
willing to reinvent the organizations. He thinks the way we try to deal with

organizations’ should change by suggesting to change the traditional methods with



122

radically better ways. Managers should cope with the new necessary conditions to

create a new model in their organizations.

More relatedly in this change oriented era the concept of motivation is still a
very important and consequently keeping employees motivated has become even
more important for today’s organizations. In this context, three new factors are
defined in the literature by many authors including Daniel Pink (Pink, 2010), such as;
autonomy, mastery and purpose which is expected to lead to better performance.
Many employers are now aware of the idea that the employees should be paid enough
to not to concentrate on earning more but they should feel comfortable enough to
forget about their salaries and to concentrate on their work. Managers should involve
in the decision process of employee salaries to support the top management with a

relevant feedback for the pay levels to create economic comfort in employees’ lives.
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10. SUGGESTIONS FOR FUTURE RESEARCHES

The results of this study bring out some suggestions for future research as
follows:
This study is the very first one in Turkey that empirically explores the role of
employee social networking behavior as a mediator between individual values, work
values and quality of work life. There is empirical evidence that social networking
have partial mediation effect on the relationship between individual values, work
values and quality of work values. The future research may look into those
relationships from different perspectives. On this front, moderating effect of social
networking behavior might generate considerable insights for better understanding the

issue.

It should be noted that Schwartz and his colleagues (2012) recently added new
values as part of his studies. These new values could be further researched and

compared where necessary, to reveal if results have changed over the course of time.

In this study, it was the very first use of networking questionnaire (TRA) in
Turkey for the first time, whose sole objective was to measure the relationship
between individual values, work values and quality of work life. Different TRA
questionnaires could be prepared and applied to capture any changes on the relations
between networking with values and quality of work life. Wider research on social

networking could also pave the way for a deeper comprehension.
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This study was conducted for heavy manufacturing sector employees. Certain
other person-environment interactions might be explored, including service related
business or virtual teams. Future research might elaborate on whether the findings of
this study were specific to the target population examined, as well as to the specific

cultural and national setting.

This study predicated on individual level of analysis, so future research may
concentrate on multilevel investigation. Another interesting avenue for future research
may be around the relationship between group values. Also, an inquiry into what
combination of individual factors would be best for groups to improve networking

behavior might be of great interest to future efforts.

This research is concluded on the management and top management level
where the income level is slightly higher and these people are less concerned
with the satisfaction of their basic needs such as health and safety. Future
research can concentrate on the factory people such as foreman / factory people
who has less income and still has comparably higher concern for the
satisfaction of the health and safety needs. The results can be meaningfully

different than the results of this study.
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11. LIMITATIONS

This study has several limitations. First, it is dependent on a snapshot- in- time
survey design. However, individual values can be considered as stable (Meglino &
Revlin, 1998) dimensions that are not easily influenced by situational changes, so it is
hard to assume that measuring them in more than one time frame would yield

different findings.

Second, the sample group of our research incorporated the employees in heavy
manufacturing sector from three big cities (Istanbul, Adana, and 1zmir) only, so one

should be cautious about generalizing the results to other sectors.

Third, the study was performed in one culture, in Turkey and its findings may
be bound to only this particular culture. It is also to be noted that the data were
collected short time after the 15 July attempted coup, which might have considerably
affected the thoughts of the respondents on security issues or the way they rank bit

more negatively the well-being of themselves and their families.

Fourth, a larger volume of participants could have allowed us to get more data,
which might enable to see whether if there were any major changes as the number of

attendees varied.
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Appendix A: Sample List of Symbols / Abbreviations

PVQ-- Portrait Value Questionnaire
QWL—Quality of Work Values

BIAFJS-- The Brief Index of Affective Job Satisfaction
WRQoL--Work-Related Quality of Life scale

JCS--The Job & Career Satisfaction scale of the Work-Related Quality of Life scale
GWB--The General well-being scale of the Work-Related Quality of Life scale
SAW--The WRQoL Stress at Work sub-scale

CAW-- The Control at Work

HWI--Home-Work Interface scale

WRQoL--The Working Conditions scale

TRA--Theory of Reasoned Action

TPB--Theory of Planned Behavior

DTPB--Decomposed Theory of Planned Behavior

TIB--Theory of Interpersonal Behavior

TAM--Technology Acceptance Model

TCV--Theory of Consumption Values

ECT--Expectation Confirmation Theory



SET--Social Exchange Theory

SCT--Social Capital Theory

FT--Flow Theory

EVT--Expectancy Value Theory

SNT--Social Network Theory

SPT--Self Presentation Theory

B--Belief

E-- The evaluation of the outcomes

NB--Normative belief

MC--Motivation to comply

144



Appendix B: Demographic Questions of the Questionnaire

Litfen 6nce asapgidaki genel sorulari yanitlayiniz

Genel Bilgiler

Cinsiyetiniz

Yasiniz

Medeni durumunuz

Ogrenim

durumunuz

is deneyiminiz

Kadin

Bekar

Lise

0-1 yil

Erkek

Evli

Onlisans

1-3 yil

Diger

Lisans

3-5 il

Yiksek
Lisans

5-10 yil
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Doktora

10 yil ve Uzeri




Appendix C: Portrait Values Questionnaire (Adopted to Turkish)

PVQ (Portrait values Questionnaire) 21-ITEM TR corresponding VALUES

146

Asagida, hayali bir kisinin
yasaminda one  ¢ikan,
kendisine yon veren en
onemli deger ve ilkeler

verilmistir. Bunlarin
sizinkendi
yasamimizdakideger ve
ilkelere ne olclde
benzedigini latfen
belirtiniz.

Bana hig
benzemiyor

Bana
benzemiyor

Bana

cok az
benziyor

Biraz
bana
benziyor

Bana
benziyor

Bana
cok
benziyor

1. Yeni fikirler bulmak ve
yaratici olmak onun igin
onemlidir. isleri, kendine
0zglu sekilde yapmaktan
hoslanir.

2. Onun igin zengin olmak
onemlidir. Cok parasi ve
pahali esyalari olsun ister.

3. Diunyada herkesin esit
muamelegérmesinin
onemli oldugunu
dislintr.Hayatta herkesin
esit firsatlara sahipolmasi
gerektigine inanir.

4. Onun igin yeteneklerini
gostermek cok onemlidir.
insanlarin onun
yaptiklarinahayran
olmasini ister.

5. Onun igin glvenli bir
cevrede
yasamakonemlidir.
Guvenligini
tehlikeyesokabilecek her
seyden kaginir.

6. Hayatta pek ¢ok farkli
seyler  yapmanin 6nemli
oldugunu disindr.  Her
zaman deneyecek, yapacak
yeniseyler arar.
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7. insanlarin  kendilerine
sdylenenleriyapmalari

gerektigine inanir. insanlarin
her zaman, hatta baskalar
gormese dahi, kurallara
uymalari gerektigine inanir.

8. Kendisinden farkl olan
insanlaridinlemek onun igin
onemlidir.  Onlarla  ayni
fikirde olmasa bile, onlari
anlamak ister.

9. Kanaatkar ve mitevazi
olmanin o6nemli oldugunu
diistiniir. insanlarin dikkatini
sahip olduklariyla Gzerine
cekmemeye calisir.

10. Eglenmek icin her firsat
kollar. Zevk

veren seyleri  yapmak,
kendisini simartmak onun
icinonemlidir.

11. Yaptig isler hakkinda
kendi basina karar vermek
onun igin  onemlidir.
Yapacaklarini  planlarken
0zglir olmaktan hoslanir.

12. Cevresindeki insanlara
yardim etmek onun igin
¢cok 6nemlidir.
Onlarin iyiligi icin
ugrasmak ister.

13. Cok basarili olmak

onun igin

Onemlidir. insanlar
Uzerinde iyi bir

izlenim birakmaktan
hoslanir.

14. Ulkesinin giivende
olmasi onun igin ¢ok
onemlidir. Devletin

icten ve distan gelebilecek
tehditlere karsi uyanik
olmasi gerektigini
duslindr.

15.Risk almaktan hoslanir.
Her  zaman macera,
heyecan pesinde kosar.
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16. Her zaman uygun
sekilde davranmak onun
icin ®nemlidir. insanlarin
yanlis diyecegi seyleri

yapmaktan kaginmak
ister.

17. isin basinda olmak ve
baskalarina ne

yapacaklarini  séylemek
onun igin  onemlidir.
insanlarin onun
soylediklerini yapmalarini
ister.

18. Arkadaslarina sadik
olmak onun i¢in 6nemlidir.
Kendisini, ona yakin olan
insanlara adamak ister.

19. insanlarin  dogayi
korumalarigerektigine
gontlden inanir.

Cevresini korumayi,
glzellestirmeyi ister.

20. Gelenekler ve degerler
onun igin  onemlidir.
Bunlari  korumak igin
dinden ve/veya ailesinden
ogrendigi sekilde c¢aba
harcar.

21. Hos vakit gegirmek igin
her firsati kollar. Kendisine
zevk veren seyleri yapmak
onun icin cok onemlidir.




Appendix D: Quality of Work Life Questionnaire

(Adopted to Turkish)
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1. Kendimi isyerimde fiziksel olarak
glvende hissederim.

2. Isim bana saglk giivencesi saglar.

3. Saghkli ve zinde kalmak icin
elimden geleni yaparim.

4. Yaptigim isin karsihginda aldigim
Ucretten memnunum.

5. Bu isyerindeki isimin yasam
boyunca garanti altinda oldugunu
dislinlyorum.

6. isim ailem icin iyi olanaklar sunar.

7. isyerimde iyi arkadaslarim var.

8. isim disinda yasamdaki diger
seylere ayiracak yeterli zamani
bulabiliyorum.

9. Bu is yerindeki isimde takdir
edildigimi dtstnidyorum.

10.Bu isyerindeki insanlar ve/veya
meslektaslarim beni alaninda
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profesyonel ve uzman biri olarak
algilayip saygi gosterirler.

11. isimin bitlin potansiyelimi
gerceklestirmeme olanak sagladigini
disindram.

12. Kendi is kolumda bir uzman
olarak potansiyelimi
gerceklestirmekte oldugumu
duslinlyorum.

13. Stirekli olarak isimi daha iyi
yapmama yardimci olacak yeni
seyler 6grendigimi distinGyorum.

14. isim mesleki becerilerimi
gliclendirmeme olanak saglar.

15. isimin yaraticilik iceren birgok
yonu var.

16. isim, is diginda da yaraticiligimi
gelistirmeme yardimci olur.
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Appendix E: TRA Questionnaire (Turkish)

Bu bolimde kurulan ciimleye ne derecede katilip katilmadiginizi géstermek icin kutucuklardan
size uygun olanina x isareti koyunuz.

1.iletisim aglarini (ofis sosyal alanlari, sosyal medya) giinde en az bir kere kullanirim.

Katiliyorum ‘ 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 ‘ 7 | Katilmiyorum

2.isimi iyi yapabilmek icin meslektaslarim ile iletisim kurarim.

Katiliyorum 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 ‘ 7 | Katilmiyorum

3.isimi iyi yapabilmek icin cok sik internet kullanirim.

Katiliyorum 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 | 7 | Katilmiyorum

4.isimi iyi yapabilmek igin baskalari ile iletisim kurmak yararlidir.

Katilyorum ‘ 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 | 7 | Katilmiyorum

5.Fikirlerimi /dUslincelerimi meslektaslarim ile tartisirim.

Katiliyorum ‘ 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 | 7 | Katilmiyorum

6.Meslektaslarimla sik sik sirketim hakkinda konusur veya dedikodu yaparim.

Katilyorum 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 ’ 7 | Katilmiyorum

7.Diger ¢alisma gruplarindan insanlarla sik sik konusurum.

Katiliyorum 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 ‘ 7 | Katilmiyorum

8.Internet kullanimim bana isimi yapmamda yardimci olur.

Katiliyorum 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 ‘ 7 | Katilmiyorum

9.Meslektaslarimla iletisim kurmam isimi yapmamda yardimci olur.

Katiliyorum 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 ‘ 7 | Katilmiyorum

10.Glnumizde iletisim kurmak is yapmak icin cok dnemlidir.

Katiliyorum 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 ‘ 7 | Katilmiyorum




Appendix F: Portrait Values Questionnaire (Adopted to Turkish)

PVQ (Portrait values Questionnaire) 21-ITEM TR corresponding VALUES
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Asagida, hayali bir kisinin
vasaminda one ¢ikan, kendisine
yon veren en énemli deger ve
ilkeler verilmistir. Bunlarin
sizinkendi yasamimizdakideger

ve ilkelere ne 6l¢ude benzedigini
latfen belirtiniz.

Not
like
me at
all

Not
Like
me

Not
much
like me

Somewhat
like me

Like
me

Very
much
like
me

1. It is important to him to make
his own decisions about what he
does. Helikes to be free to plan
and to choose his activities for
himself.

2.1t is important to himto be
rich. He likes to have too much
money and expensive things.

3. He thinks it is important that
every person in

the world should be treated
equally. He believes

everyone should have equal
opportunities in life.

4. Being successful is important
to him.
He likes to impress other people.

5.1t is important to him to live in
secure

surroundings. He avoids anything
that might

endanger his safety.

6. He thinks it is important to do lots
ofdifferent things in life. He always
looksfor new things to try..




7. He believes that people should do
what they’re told. He thinks people
should follow rules at all times, even
when no-one is watching.
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8. Itis important to him to listen to
people who are different from her.
Even when he disagrees with them,
he still wants to understand them

9. It is important to him to be
humble and modest. He tries not to
draw attention to himself.

10. Having a good time is important
to him. He likes to “spoil” himself

11. It is important to him to make
her own decisions about what he
does. He likes to be free and not
depend on others.

12. It’s very important to him to
help the people around him. He
wants to care for their well-
being.

13. Being very successful is
important to him. He hopes
people will recognize his
achievements

14. It is important to him that the
government insures his safety
against all threats. He wants the
state to be strong so it can
defend its citizens.

15.He looks for adventures and
likes to take risks. He wants to
have an exciting life

16. It is important to him always
to behave properly. He wants to
avoid doing anything people
would say is wrong.

17.lt is important to him to get
respect from others. He wants
people to do what he says.




18. Itis important to him to be
loyal to his friends. He wants to
devote herself to people close to
him.
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19. He strongly believes that
people should care for nature.
Looking after the environment is
important to him.

20. Tradition is important to him.
He tries to follow the customs
handed down by his religion or
his family.

21. He seeks every chance he can
to have fun. It is important to
him to do things that give him
pleasure.




Appendix G: Quality of Work Life Questionnaire
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Definitely Not True

Not True

Partially Not True

Undecided

Partially True

TRUE

Definitely True

1. | feel physically safe at
work.

2. My job provides good
health benefits.

3.1 do my best to stay
healthy and fit.

4.1 am satisfied with what
I’'m getting paid for
my work.

5. | feel that my job at
(name of the organization)
is secure for life.

6. My job does well for my
family.

7. | have good friends at
work.

8. I have enough time
away from work to enjoy
other things in life.

9.1 feel appreciated at
work at (name of the
organization)

10.People at (name of the
organization) and/or
within my profession
respect measa
professional and an expert
in my field of work.

11. | feel that my job
allows me to realize my
full potential.




12. | feel that | am realizing

my potential as an expert
in my line of work.
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13. | feel that I’'m always
learning new things that
help do my job better.

14. This job allows me to
sharpen my professional
skills.

15. There is a lot of
creativity involved in my
job.

16. My job helps me
develop my creativity
outside of work.




Appendix H: TRA Questionnaire

1. | use networking areas (office social areas, social media)at least once per day.
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Agree | 1| 2| 3‘ 4|

5 | 6 | 7 | Disagree
2. To do my job well, | communicate with my colleagues.
Agree 1 ‘ 2 ‘ 3 ‘ 4 ‘ 5 ‘ 6 ‘ 7 | Disagree
3.To do my job well, | very often use internet.
Agree 1 ‘ 2 ‘ 3 ‘ 4 ‘ 5 ‘ 6 ‘ 7 | Disagree
4. To do my job it is useful to interact with others.
Agree ‘ 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 ‘ 7 | Disagree
5. I discuss my ideas/ thoughts with my colleagues.
Agree ‘ 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 | 7 | Disagree
6. | often talk or gossip about my company with my colleagues.
Agree 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 | 7 | Disagree
7. | often talk with people from other work groups.
Agree 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 ‘ 7 | Disagree
8. My internet usage helps me to conduct my job.
Agree 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 ‘ 7 | Disagree
9. Networking with my colleagues is effective in helping me to perform my job.
Agree 1 ‘ 2 ‘ 3 ‘ 4‘ 5 ‘ 6 ‘ 7 | Disagree
10. Networking is very important for doing my business at present.

5 ‘ 6 ‘ 7 | Disagree

Agree 1‘ 2‘ 3‘ 4‘
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