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capital related to work on perceived career satisfaction and
its prospects: The case of Poland”
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Abstract

Social networks are an important variable which explain career issues such as career satisfac-
tion, success, development and employment. However, research is often conducted separately
from different theoretical perspective, i.e. social capital, social network analysis or network-
ing, such that the comparison of findings across studies is difficult. The major question posed
by our research concerns how employees' networking behaviours (behavioural perspective)
and the individual social capital related to work (resource-based) influence the quality of ca-
reers.

The discussion draws upon a survey carried out among employees (N=373) with a usage of
American and Dutch research tools adapted to Polish conditions. Explanatory factor analysis
followed to appoint adequate networking behaviours. Descriptive statistical and correlation
analyses were then performed between variables in order to test the formulated hypotheses.
The results of the study show that networking behaviour is a good predictor of career satisfac-
tion and prospects, while individual social capital related to work is only related to career
prospects. The influence of individual social capital related to work on career prospects is
weaker than the influence of networking behaviours on career prospects. Thus, the be-
havioural perspective provides more explanations of career issues than the resources perspec-
tive.

This paper contributes to the prior literature on individual social capital, networking be-
haviours and career issues by explaining how two different perspectives of social network in-
fluence career satisfaction and prospects. The value of the research is the usage of indepen-
dent variables representing two different theoretical perspectives to test their impact on de-
pendent variables i.e. career satisfaction and career prospects. The paper concludes with im-
plications for further research and provides some hints for employees and organisations fo-
cused on successful work and career.
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Introduction

Networking is a phenomenon that is known in sociology (Nahapiet/Ghoshal
1998; Lin 1999) and social psychology (Milligram 1967; Granovetter 1983) and
often described using the graph theory (Moreno 1941). From a sociological
point of view, those who participate in social networks have access to resources
of others network participants, which is called individual social capital. Never-
theless, the quality of resources depends on not only the network’s characteris-
tics (resources perspective) but also on individual behaviours as networking (be-
haviours perspective).

Employees can be seen as creators of organisations operating in network envi-
ronments (Czakon 2011) of their own networks of relationships. They may base
this network on the relational structure of the organisation for which they work
or build it outside their place of work and add new contacts to it. Employees
who have a network of contacts both inside and outside organisations are able to
increase their individual social capital, especially the part related to work. Net-
working becomes indispensable for work execution, achieving professional sat-
isfaction and managing the future of the job (Michael/Yukl 1993; Forret/
Dougherty 2001, 2004; Wolff/Moser 2009, 2010; Macintosh/Krush 2017).

The development of networking and access to network resources are compound-
ing the process of changes in the career model. The traditional career model with
the life-long development of the individual in their profession, from the stage of
education all the way to retirement (Super 1976), is being replaced by alterna-
tive career models called “new career” (Pocztowski 2003). The models of a pro-
tean career (Hall 2002) and boundaryless career (Arthur/Rousseau 1996) assume
the proactivity of employees; the changeability of professions, forms of work
and the simultaneity of professional activities.

This leads to the major question of how the networking behaviours of employees
and their individual social capital related to work influences the quality of ca-
reers.

The concepts of individual social capital related to work and networking be-
haviours represent two different theoretical perspective; the first is rooted in so-
ciology and provides resource-based concepts and the second is rooted in organ-
isational behaviour and provides a behavioural perspective. Therefore, there is a
lack of focus in the existing literature on the elaboration and testing of the inter-
relations between individual social capital related to work and networking be-
haviours.

This question is all the more important when related to a country in Central and
Easter Europe, where the concepts presented in management are borrowed from
the Western world and the variables have not been operationalised in the re-
search carried out so far. Further on, this article presents the results of analyses
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of concepts and researches on individual social capital related to work, network-
ing behaviours, career satisfaction and career prospects conducted across the
world. Then, the results emerging from the hypotheses testing are presented,
with particular emphasis on the process of adapting and verifying the American
and Dutch tools used in this research.

Networking Behaviours

Using the terminology of Brass and Halgin (2012), employees are "actors" in the
relation network. The network is maintained by the information and resource
flows between actors. Thus, social capital is produced. Employees, when they
undertake networking, develop their own networks of relationships and conse-
quently acquire resources, information and assets which translate into work re-
sults (Burt 1992, 2005; Sparrowe/Liden/Wayne/Kraimer 2001), career develop-
ment, promotions (Luthans/Rosenkrantz/Hennessey 1985; Michael/Yukl 1993;
Wolft/Mosser 2009; Fernando/Amaratunga/Haigh 2014) and pay rises (Seidel/
Polzer/Stewart 2000). The question arises regarding the shape of the networks
and resources accessible by employees.

After accounting for previous achievements in defining and conceptualising em-
ployee networking, Gibson et al. (2014) identify its key elements. Networking is
a form of goal-directed behaviour focused on creating, cultivating and utilising
interpersonal relationships. It occurs both inside and outside of an organisation.
We assume that networking represents the behavioural perspective in manage-
ment which corresponds to concepts of dynamic capabilities (Teece/Pisano/
Shuen 1997) and core competences (Prahalad/Hamel 1990).

The quality of networking is positively influenced by an employee's level of ex-
traversion (Wolff/Kim 2012; Forret/Dougherty 2001), job positions they hold: as
manager (Ibarra/Hunter 2007; Luthans/Rosenkrantz/Hennessey 1985), in sales
(Macintosh/Krush 2017), and in marketing (Michael/Yukl 1993). On the other
hand, networking determines career advancement (Luthans/Rosenkrantz/
Hennessey 1985, Michael/Yukl 1993, Forret/Dougherty 2004), also in the future
(Wolff/Moser 2010), increases work performance (Brass/Halgin 2012), produc-
tivity of scientists (Mitrega 2016) and quality of managerial decisions (Ibarra/
Deshpande 2007). Networking allows employees to achieve results that are
valuable for both employees and the organisations. This article deals mainly
with the result of networking, i.e. career satisfaction and career prospects.

Networking is presented here as networking behaviours defined and opera-
tionalised by Forret and Dougherty (2001). According to these authors, network-
ing behaviours are "attempts to develop and maintain relationships with others
who have the potential to assist them in their work or career". This definition is
formulated by reference to the goal: networking behaviours support career, so
research was undertaken to verify it. Networking behaviours consists of: main-
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taining contacts, socialising, engaging in professional activities, engaging in a
religious and local community and increasing internal visibility. The authors as-
sume that networking behaviours stated by Forret and Dougherty (2001) in the
US are comparable to contemporary Polish conditions. The operationalisation of
networking behaviours shows that remote contact represents only usage of e-
mail contact (one statement of 28), which seems insufficient in information soci-
ety (Castells 1996) and network organisations (Hakansson/Snehota 1995; Gulati/
Gargiulo 1999; Ritter/Gemunden 2003). Church participation in the US used to
provide their members with many socialising opportunities. They have a bigger
responsibility for parish life, are involved in more tasks and services and have
the opportunity to take part in additional workshops, schools and evening class-
es. The situation is quite different in Poland, where church is more formally and
upwardly-organised. In Poland, churchgoers have less opportunities to establish
a “social life” at church.

Thus, our first Hypothesis is formulated as follows:

Hypothesis 1. Networking behaviours differ in Poland and in the US.

Individual social capital related to work

Social capital theory refers to resources available among groups which can be
extracted as benefits and common goods. According to one of the traditional
schools of sociology, social capital is “the aggregate of the actual or potential
resources which are linked to possession of a durable network of more or less
institutionalized relationships of mutual acquaintance and recognition” (Bour-
dieu 1985:51). Also, Nahapiet and Ghoshal (1998) associate social capital with
embedded resources in networks, but available for not only social units but also
individuals. Moreover, Lin (1999) states that social capital are resources ac-
cessed or mobilised for a person through his or her relations. Every individual
has access to resources produced by education, employment and delivered by
family of origin. In fact, individuals by social relations are able to mobilise other
resources and use them for any purpose. Analysing social capital at the individu-
al level as individual social capital thus brings important insights to the field.

The resources available to individuals differ by quantity, quality and strength of
relationships. In this case, it is necessary to state two major forms of social capi-
tal: bridging and bonding (Adler/Kwon 2002). Bonding social capital is pro-
duced among people linked by trust and high reciprocity and relates to “strong
ties” as stated by Granoveter (1973, 1983). An example of structure correspond-
ing with bonding social capital is developmental networks (Higgins/Kram
2001). Bridging social capital creates those who have a brokerage position be-
tween other dense and close sub-networks (Burt 1992). They acquire resources
primarily as individual social capital which they can transfer to sub-networks or
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use for their own purposes. Emerging relationships can also be characterised as
“weak ties” (Granoveter 1973, 1983), i.e. rare contacts and exchanges, without
emotional involvement.

Other dimensions of social capital are quality and quantity of contacts in the net-
work. The social capital is higher when the network consists of people with di-
versified fields of specialisation, occupations and competences. It brings any in-
dividual of the network access to a broad scope of resources. Importantly, not
only amount plays a role. Better contacts are those who have higher status, pow-
er and authority (Lin 1999).

Van Der Gaag and Snijders (2005: 2) state that among researchers’ individual
social capital (ISC) is agreed as "the collection of resources owned by the mem-
bers of an individual’s personal social network”. Thus, ISC relates to the re-
source approach to social capital in their concept (Bourdieu 1985) as well as in-
dividual perspective. Like Lin (1999, 2001), they accept the need to differentiate
the access to, from the use of, social capital. In their concept, they use the access
perspective to social capital, i.e. the individual's ability to source social re-
sources. They do not look for these resources in groups or social institutions, but
in other people (alters) who are within their network (Flap 1999), close enough
(Dunbar 2008) to make the resource easily accessible. Individual social capital is
the potential of obtaining resources from others without accounting for the
readiness to share one's own resources or use one's own financial and human
capital in relationships with others (Burt 2005).

The individual social capital can be evaluated by a method of resource generator
(Van Der Gaag/Snijders 2005, Lin 1999). The ICS is measured by the extent of
knowing others who have different kinds of resources, abilities, provide some
services or support. According to findings that individual social capital depends
on contacts’ status (Lin 1999) and strength of the ties, resource generator differ-
entiates providers of the resources by role category as acquaintance, friend or
family member. Originally, Van Der Gaag and Snijders’ (2005:12) questionnaire
consisted of 33 questions, with two regarding social capital related to work, i.e.
“Can give a good reference when you are applying for a job” and “Is sometimes
in the opportunity to hire”. In the Polish version, the resource generator shows
only one question which evaluates individual social capital related to work by
questioning how well a person is known who is able to provide support during a
job search. That person can provide support to employees in gathering essential
resources necessary for employment and career. Individual social capital related
to work is defined as resources available to a person by his or her network in
order to develop a career, in our opinion, represents the resources perspective of
theoretical investigations.
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Adhering to the goal of the paper, which is to measure variables by valid and
reliable tools, the present authors use the resources generator measurement scale
validated in Poland by Styta (2009).

Career satisfaction and career prospects

The topic of career is principally studied in two ways, i.e. as part of the organi-
sational system in which the employee operates (organisational career) and the
area of activity of an active labour market participant (individual career). In
management theory, research has mainly focused on the organisational career,
i.e. transfers, promotion conditions and organisational career paths. Nowadays,
we see a major impact of labour psychology, such that the individual employee's
competences, their potential, knowledge and aspirations represent a significant
problem in career development (Mi$§ 2007). Studies of social capital are usually
conducted from the individual perspective as well as networking researches
which are generally undertaken from the egocentric perspective in which the
employee is the creator of their own relationship network for work and career
needs. As such, career satisfaction and prospects have consistently been studied
from the same perspective (Greenhaus/Parasuraman, /Wormley 1990).

The fundamental models which emphasise the employee as the creator of their
career are as follows: the boundaryless career (Arthur/Rousseau 1996) and pro-
tean career (Hall 2002). According to a theory of boundaryless career, it is the
individual who modifies the course of their career, decides to change the condi-
tions of their work, while simultaneously carrying out other professional and
non-professional activities which make them experience various changes and
shifts in physical and psychological dimensions (Sullivan/Arthur 2006). The em-
ployees' taking charge of directing the course of their career forms the corner-
stone of protean careers. As a result, employees developing their protean career
are open to frequent job changes, proceeding as such to maintain balance be-
tween their professional work and personal life and experience significant career
advancement (Hall 2002). Both career concepts make the employee the central
subject creating the career.

Career success can be diagnosed using both objective and subjective measures.
Objective measures include, among others: income from work, income growth
rate, position in the hierarchy or the number of promotions received. Subjective
measures, in turn, are assessments of satisfaction with one's career and include
opinions about the past and present work (Lau/Shaffer 1999), which is a core
concept for this research. The well-known concept of career satisfaction was
proposed by Greenhaus, J.H./Parasuraman, S./Wormley, W.M. (1990) and is
based on employees’ self-referent (Heslin 2005) and subjective opinion (Seib-
ert/Crant/Kraimer 1999) about career advancement (or lack thereof). The core
measurement statement of career satisfaction states, “I am satisfied with the suc-
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cess | have achieved in my career” and is detailed by evaluation of career satis-
faction in cases of fulfilling career goals of work-related income, advancement
and development of new competences. We assume that career satisfaction is
based on subjective opinions of quality of career and works similarly to per-
ceived career success as proposed by Forret and Dougherty (2004).

Career outcomes are associated with the position the individual occupies in the
social relationship network. The position in the relationship network is the result
of the quantity and quality of relationships they have with others. According to
Burt (2004), the position called the bridge — i.e. the network node which is the
only link between compact and tight networks — provides access to various in-
formation and resources, which, among others, contribute to a faster rate of ca-
reer achievement. However, the results of Podolny and Baron's (1997) research
are somewhat different. Specifically, they confirm that people who hold bridge
positions in the network have greater access to information, but this does not
translate into a development of their careers. Career achievement is easier for in-
dividuals who participate in a network that is not excessively large, rather
closed, with intensive relationships, strong ties and groups people who imple-
ment projects jointly. For women, networking is particularly helpful in achieving
professional success (Fernando et al. 2014). It accelerates the promotion of man-
agers — both women and men — who engage in networking with people from out-
side the organisation (place of work) and socialise with others (Luthans/
Rosenkrantz/Hennessey 1985). Also, Michael and Yukl (1993) indicate that ca-
reer advancement is determined by the rate of promotion within the organisation
or the ability to change the job to a more attractive one. In this approach, career
advancement is described as a characteristic of the individual who develops their
career inside the organisation or at the labour market. Wolff and Moser (2009)
confirm that promotion at the current place of work depends more on the quality
of internal networking than external networking. Using networking behaviours
which do not differentiate between internal and external networking, we assume
that networking behaviours are predictors of career satisfaction. With this in
mind, our second Hypothesis is as follows:

Hypothesis 2. The greater the frequency of networking behaviours, the greater
the career satisfaction.

At the modern market place, career satisfaction is not the only measurement of
career success. Employees who take responsibility for their careers not only take
care of career satisfaction today but also manage their careers for future employ-
ment challenges (Clarke 2008). Thus, the importance of employability as “the
ability to keep the job one has or to get the job one desires” (Rothwell/Arnold
2007:25) is increasing. Employability also reflects on self—perceived career
prospects, i.e. subjective opinion of potential career courses in the future. Up un-
til now, studies showing interrelations between networking and employability or
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career prospects have only just started to emerge. Wolff and Moser's (2009)
study shows that changing the place of work, or in other words, labour market
mobility, depends equally on internal and external networking. We assume that
networking behaviours have a positive impact on self-perceived career
prospects. As such, our third Hypothesis is as follows:

Hypothesis 3. The greater the frequency of networking behaviours, the better
the opinion about career prospects.

Career satisfaction and career prospects can also be determined by parts of indi-
vidual social capital related to work. According to Higgins and Kram's (2001)
findings, employees involved in strong relations achieve more in case of career
development and advancement. Thus, bonding social capital, especially the part
related to work, would increase both career satisfaction and prospects. Employ-
ees who build their social capital in bridging relations achieve better results at
work and receive more bonuses (Burt 1992, 2005). Those two outcomes — per-
formance and earnings — are components of career satisfaction (Greenhaus, J.H./
Parasuraman, S./Wormley, W.M. 1990). So, bridging social capital seems to be a
predictor of career success. Based on Granovetter's (1973, 1985) findings, we
know that knowing others supports job searching. The most valuable relations
are weak relations which are characterised as instrumental, occasional and with-
out emotional involvement. Varekamp et al. (2015) investigate the influence of
individual social capital and confirm that people with greater individual social
capital are more active in job searching. An important influence is exerted by the
individuals who could strengthen the social status of the respondents (had higher
secondary education — Netherland VWO, employed staff, were careerists or
started their own business) and give job search advice on how to prepare for in-
terviews with a welfare agency and for a job, providing good references and
helping in writing a good job application letter. Thus, they also confirm Lin's
(1992) findings that well-placed and high-status contacts increase career ad-
vancement and status. Weak ties accelerate job searches (Granovetter 1973,
1985) which influence career satisfaction and prospects of finding jobs in the fu-
ture. We can also surmise that more satisfied employees regarding career track
have more optimistic views of their career prospects. Conclusions made by
Smith (2006) suggest that social capital, bonding and bringing influences the de-
velopment of careers and competences of employees, but to a different extent.

Generally, having many contacts does not lead to the expected benefits on the
labour market. More benefits related to work are attained by those employees
who have access by network to well-placed, in positions of authority and suc-
cessful others, who provide information and influence (Lin 1999, 2001). That
kind of social capital is called linking social capital (Szreter/Woolcock, 2004).
Those who have a larger amount of linking social capital, even as weak ties,
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significantly reduce social risks (Hoang et al. 2016). As such, quality, as well as
quantity, of ego-network contacts plays an important role in career advancement.

Social ties with people with similar characteristics and status bring much fewer
benefits than social ties that are built consciously and intentionally (Mouw
2003). Thus, broadening and diversifying contacts above those coming from so-
cial embedding increases the chances of finding a job and leads to better career
self-management. If bonding and bridging social capital play significant but dif-
ferent roles in career and employment changes (Smith 2006), it is important to
cultivate and maintain both strong and weak ties.

The part of individual social capital which measures access to the labour market
through different kinds of contacts, i.e. acquaintances, friends or family mem-
bers, may represent one of the factors which determine career satisfaction and
the perception of future prospects. This is what the present study seeks to empir-
ically verify. With this in mind, the fourth and fifth hypotheses are as follows:

Hypothesis 4. The greater the social capital related to work, the better the
opinion about career satisfaction.

Hypothesis 5. The greater the social capital related to work, the better the
opinion about career prospects.

Based on this review of the existing literature and our resulting hypotheses, our
research model is illustrated in Figure 1 below.

Figure 1. Conceptual model of the research

BEHAVIOURAL PERSPECTIVE RESOURCES PERSPECTIVE
Career Career
Bv satisfaction Individual E satisfaction
Networking social capital
behaviours related to Career
\ Crf: e;cts work \ prospects
H3 | Prosp HS

Hypothesis 1 consider differences between networking behaviours in Poland and
in the US, where the concept and scale were made up. We also wonder whether
networking behaviours or individual social capital related to work has a bigger
impact on career satisfaction and its prospects.

Research tools

The questionnaire was created on the basis of research tools of networking be-
haviours (Forret/Douhgerty 2001) and of individual social capital (Styta 2009)
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and items diagnosing career satisfaction, career prospects and the socio—employ-
ment status of respondents.

The methodical goal of the study was to conduct the research using tools and
scales which are reliable and accurate in the context. Thus, we employed ques-
tionnaires originally used in the US and Netherlands but adopted to Polish con-
ditions.

A major part of the research tools was the Networking Behaviour Questionnaire
proposed by Forret and Dougherty (2001) originally developed in the US. In or-
der to prepare this research tool in Polish, the authors translated it and made im-
provements in order to gain better comprehension of individual statements based
on sample respondents’ comments on it. In the Polish language, the Forret and
Dougerty (2001) questionnaire was almost identical to the original and em-
ployed the same 6-point scale. The Networking Behaviour Questionnaire vali-
dated what is shown in the Analysis section and tested hypotheses Hypothesis 1,
Hypothesis 2 and Hypothesis 3.

Another research tool used in this study was the Individual Social Capital Mea-
surement Questionnaires (pol. Kwestionariusz do Pomiaru Indywidualnego
Kapitatu Spolecznego (KPIKS)) developed in Poland by Styta (2009) and based
on a 4-point measurement scale of the resource generator by Van der Daag and
Snijders (2005). It consisted of 20 items which the respondents used to assess
the degree to which they knew individuals who could be helpful in various do-
mains of life. The Individual Social Capital Measurement Questionnaire (IS-
CMQ) was validated and achieved an average result for accuracy (in the self-
report method) and a high result for Spearman—Brown reliability (r=0.83). It as-
sured that we used a reliable and accurate measurement scale. In order to anal-
yse the impact of individual social networks related to work, we used the part of
ISCMQ which measures access to work-related resources possessed by others of
ego network. The question: Do you know anybody who could help you search
for a job? tested hypotheses Hypothesis 4 and Hypothesis 5.

Respondents also assessed their satisfaction with their career using the state-
ment: [ am satisfied with the course of my professional career and its prospects,
based on the following statement: / have many professional opportunities in
store. Respondents were asked to rate this on a 4-point scale, ranging from defi-
nitely yes to definitely not.

Additionally, the respondents filled out a form containing questions about their
gender, age, education, work experience, professional status, the size of the or-
ganisation in which they worked, the sector and the level of the job they held.
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Research process and respondents

The empirical research was carried out in 2015 in Warsaw (the capital of
Poland) and its vicinity. This research is based on the paper version of a ques-
tionnaire distributed to people active in the labour market. The questionnaire
was distributed among individuals involved in additional training and through
acquaintances working at different sectors using a snow-ball method. They were
personally asked whether they wanted to take part in the study. Respondents rep-
resented various professional communities and expressed their intention to par-
ticipate in the study. Finally, 373 individuals participated in the study, but the
sample was not random and was not controlled by any socio-economic vari-
ables.

The majority were women (66%) and aged between 26 and 35 (45%). Over half
of the respondents had a master’s degree and one in three (73.5%) declared that
they were employed under an employment contract. The respondents had pro-
fessional experience of various durations, the largest group were individuals
with between one and five years of work experience. Almost half (49%) of the
respondents were employees of large companies and one in ten worked for a mi-
cro- or small business. One in three worked in the private sector (36.2%) and
almost the same number (36.5%) in the public sector. Over a quarter of respon-
dents (26%) did not specify the sector they worked in. More than half (54.7%)
were individuals in non-managerial positions and 18% held managerial jobs.

Analysis

Due to verification of Hypothesis 1, the empirical material collected was used to
check whether networking behaviours with five factors corresponded to the pop-
ulation studied in Poland. A factor analysis with a free number of factors was
carried out. It produced factors different from those of Forret and Dougherty
(2001). The variance analysis showed that the entire questionnaire explained
60.512% of result variability, and that individual subscales explained from
12.605% to 6.055% of the variability, which allowed us to maintain seven fac-
tors. The legitimacy of the factor analysis carried out is confirmed by the Kaiser-
Mayer-Olkin sample adequacy test (.873) and the Bartlett sphericity test x2=
3893,143, df(378), p=0.01. For more details, refer to Table 1 below.

The principles of qualifying items to factors, adopted by Forret and Dougherty
(2001), have been observed. In one case, a statement was retained even though
its result was 0.392, almost at the 0.4 limit. As a result, all 28 statements were
used. Every one of the seven factors distinguished was treated as separate net-
working behaviours and described, in order, as: image and prestige, professional
activity, maintaining contacts personally, maintaining professional contacts,
maintaining contacts out of work, religious activity and community activity.
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Table 1. Variance analysis of networking behaviours scales in Poland

Totals of load squares after rotation
FACTORS (SUBSCALES) mean Total % of variance | % cumulative
Image and prestige 210 3.529 12.605 12.605
Professional activity 222 2.524 9.015 21.619
Maintaining contacts personally 3.31 2.412 8.615 30.234
Maintaining professional contacts 3.20 2.386 8.523 38.757
Maintaining contacts out of work 2.07 2369 8.461 47218
Religious activity 139 2.027 7239 54.457
Community activity 1.91 1.695 6.055 60.512

None of the subscales contained the same items as in Forret and Dougherty's
(2001) work. For instance, the subscale of "Maintain contact personally", con-
tained statements concerning maintaining contacts, increasing internal visibility
and socialising, while the subscale of "maintaining contacts out of work" com-
prised four of the seven items from the "Socialising" subscale. On the other
hand, two subscales — religious activity and community activity — collectively
made up "participating in church and community". The subscales distinguished
in the research in Poland clearly differentiated between professional and work-
related activities making up the following subscales: image and prestige, main-
taining professional contacts and professional activity from activities of a social
and community nature, best illustrated by the subscale maintain contacts person-
ally and partially in the subscales of religious activity and community activity.

The o Cronbach reliability analysis of every factor (subscales of networking be-
haviours) yielded satisfactory results in excess of 0.6. It was assumed that the
statements selected may load factors to a different extent, so the o Cronbach was
assessed after the item was removed. Potentially, four statements could have
been removed from the questionnaire (i.e. gone to lunch with your current super-
visor; acted as a commentator for a newspaper, magazine or talk show; sent
thank you notes or gifts to others who have helped you in your work or career;
talked about sports at work). It was decided to keep them because their impact
on the a Cronbach was very low — their elimination increased the reliability of
subscales by no more than 0.03.

Finally, we proposed seven reliable factors — subscales of networking be-
haviours, as follows: image and prestige 0=0.84, professional activity a=0.77,
maintaining contacts personally o=0.68, maintaining professional contacts
a=0.74, maintaining contacts out of work 0=0.66, religious activity a=0.90 and
community activity o= 0.66, which confirmed Hypothesis 1.
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Based on established networking behaviours in Poland, hypotheses Hypothesis 2
and Hypothesis 3 were detailed for every networking behaviour factor and for-
mulated as below:

Hypothesis 2. The greater the frequency of networking behaviours concerning
a/ image and prestige, b/ professional activity, ¢/ maintaining
contacts personally, d/ maintaining professional contacts, e/
maintaining contacts out of work, f/ religious activity and g/
community activity, the greater the career satisfaction.

Hypothesis 3. The greater the frequency of networking behaviours concerning
a/ image and prestige b/ professional activity, ¢/ maintaining
contacts personally, d/ maintaining professional contacts, e/
maintaining contacts out of work, f/ religious activity and g/
community activity, the better the opinion about carrier
prospects.

Individual networking behaviours among those studied were at a relatively low
level and ranged from 1.42 to 3.3 on a 6-point scale. Those working in Poland
most frequently maintained contacts personally (M=3.3, SD=.993). Somewhat
less frequently, they maintained contacts out of work (M=2.08, SD=.848), built
an image of prestige (M=2.11, SD=.999), engaged in professional activity
(M=2.22, SD=1.031) and maintained professional contacts (M=2.64,
SD=1.143). They clearly exhibited the lowest intensity of: religious activity
(M=1.396, SD=1.057) and community activity (M=1.909, SD=1.057).

Respondents assessed the level of satisfaction with their career and its prospects
as moderate. Networking behaviours were significantly associated with career
(the relationship was tested using Spearman Rho in the SPSS software). A sig-
nificant dependency existed between networking behaviours and career satisfac-
tion (rs=0.370, p=0.01), which confirmed Hypothesis 2. An analysis of individu-
al working behaviours produced interesting results. Carrier satisfaction was the
most strongly associated with building an image of prestige (r,=0.388, p=0.01)
(according to Hypothesis 2 a), which was made up of the following behaviours:
attended meetings of business—related organisations; gone to lunch with your
current supervisor; given professional seminars or workshops; taught a course;
accepted speaking engagements; been on highly visible task forces or commit-
tees at work; accepted new, highly visible work assignments and professional
activity (r;=0.370, p=0.01) (according to Hypothesis 2 b) with the following be-
haviours: given out business cards; attended conferences or trade shows; attend-
ed professional seminars or workshops; acted as a commentator for a newspaper,
magazine or talk show; published articles in the company’s newsletter, profes-
sional journals or trade publications.
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Also, maintaining professional contacts emerged as a significant predictor of ca-
reer satisfaction (r,=0.261, p=0.01), which allowed for the verification of Hypo-
thesis 2 d. Career satisfaction was significantly but less influenced by maintain-
ing contacts personally (r;=0.133, p=0.01) and maintaining contacts out of work
(rs=0.182, p=0.01), which allowed for the conditional verification of Hypothesis
2 ¢ and Hypothesis 2 e.

Table 2. Results of verifying research hypotheses according to Polish factors

Career satisfaction Career prospects

Networking behaviours (total) 370" 306"
a/ Image of prestige 388" 217"
b/ Professional activity 3707 246"
¢/ Maintaining contacts personally 1337 324"
d/ Maintaining professional contacts 261" 246"
e/ Maintaining contacts out of work 182" 1517
f/ Religious activity -.008 -.053
g/ Community activity .095 .084
Sypporting othe.rs during job searches (indi- 083 15"
vidual social capital related to work)

** The correlation is significant at the level of 0.01 (in both directions).
*The correlation is significant at the level of 0.05 (in both directions).

There were, however, such low dependencies between career satisfaction and re-
ligious activity (r,=-0.008 p=0.001) and community activity (r;=.095, p=0.001),
which allowed for the rejection of Hypothesis 2 f and Hypothesis 2 g. Interest-
ingly, religious activity remained in a significant and moderately strong relation-
ship only with community activity (r;=0.310, p=0.001). The dependencies were
much more frequently visible between other networking behaviours. Career sat-
isfaction was significantly related to demographic variables such as work experi-
ence (1,=0.123, p =0.05) but there was no relations with gender, age, education
or status of employment.

Career prospects were significantly yet moderately linked to total networking
behaviours (r,=0.306, p=0.001), which allowed Hypothesis 3 to be positively
verified. Maintaining contacts personally had the strongest interrelation with ca-
reer prospects (r,=0.324, p=0.001) (convergent with Hypothesis 3 a), and was
composed of: gone out for drinks with others after work; participated in social
gatherings with people from work (besides going out for drinks); gone to lunch
with persons outside the company; stopped by others’ offices to say hello; and
contacted your friends from college.

Career prospects were also significantly influenced by the behaviours related to
the image of prestige (1,=0.277, p=0.001), professional activity (r,=0.246,
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p=0.001), maintaining professional contacts (r;=0.246, p=0.001) and maintain-
ing contacts out of work (r;=0.151, p=0.001) as well. Those results allowed for
the positive verification of Hypothesis 3 b,c,d and e.

Perceiving career prospects was significantly moderated by age (r;=-0.342,
p=0.001) and work experience (r;=-0.246, p=0.001). Put differently, those re-
spondents who were older and had more work experience were more pessimistic
concerning their career prospects. Also, career prospects had no correlation to
community activity (r;=0.084, p>0.05) or religious activity (r;=-0.053, p>0.05).

The respondents self-assessed their individual social capital related to work
quite high (M=3.17), but compared to other kinds of ISC, this score is relatively
low. Also, the standard deviation (SD=1.029) showed vivid differences between
respondents on the 4-point scale.

The dependency between individual social capital related to work and total net-
working behaviours was very weak but significant (r;=0.132, p=0.05). We illus-
trate that this score is inconclusive as it was not our intention to establish and
test the relationship between those variables. As we stated, individual social cap-
ital related to work and networking behaviours are different theoretical ap-
proaches which explore determinants of career satisfaction and its prospects.
The individual social capital related to work determined career prospects. The
impact was significant (r;=0.215, p=0.001) and accepted, which allowed us to
confirm Hypothesis 5. Hypothesis 4 was easily disproven because individual so-
cial capital related to work had no association with career satisfaction (r,=0.083,
p>0.05). Individual social capital in the work-related domain was not a factor
which determined career satisfaction. However, it is clear that knowing other
people provides resources supportive of finding a job in the future.

It appears that lesser-educated employees receive more support during job
searches than their well-educated counterparts. The older an employee, the low-
er the individual social capital related to work is (r;=-0.262, p=0.05). In the case
of the young sample, it means that even middle-aged employees lose resources
possessed by the social network. Also, individual social capital was significantly
(p=0.05) weakened by education attainment (r,=-0.121) and work experience
(rs=-0.172). This may be an effect of the recruitment process, which generally
relies on referrals for not-so-valued job positions offered to lower-educated can-
didates. We suspect that during the course of experience, employees develop im-
portant relationships with those supporting them during potential job searches.
Refer to Table 3 below.
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Discussion and Conclusions

The aim of the study has been achieved and the hypotheses postulated have been
verified.

Conducting research using research tools developed in a country other than the
location of the research requires deep reflection. Using the networking be-
haviours questionnaire developed by Forret and Dougherty (2001) in Polish con-
ditions has yielded interesting results. Networking behaviour factors were differ-
ent than in the US. Factors formed that characterised professional activities (im-
age of prestige, professional activity, maintaining professional contacts) and so-
cial activities (maintaining contacts personally, maintaining contacts out of
work, community activity, religious activity). Our finding should convince re-
searches to more carefully use research tools and scales from different countries.

Networking behaviours are significant variables influencing career satisfaction
and career prospects. Our findings support results presented by Forret and
Dougherty (2004), Michael and Yukl (1993) and Wolff and Mosser (2009). In
the Polish environment, building a professional image and executing important
professional tasks have the greatest influence on a positive opinion about career
satisfaction as maintaining contacts personally has the greatest influence on a
positive opinion about career prospects. Thus, employees interested in a success-
ful career should focus on executing challenging tasks in organisations and also
build their personal brand outside the organisation. Those interested in develop-
ing future work and employment possibilities should develop relations personal-
ly, in face-to-face contact and rather in matters not related to work.

Individual social capital related to work doesn’t influence career satisfaction.
Acquaintances, friends and relatives should provide necessary resources for
finding a job which fulfils aspirations and provides opportunities to reach career
satisfaction. According to our research, ISC related to work is bigger when the
contact persons are known better, which is close to bonding social capital. Find-
ings presented by Burt (1992, 2005), Lin (1999, 2001) and Smith (2006) show
that bridging social capital as well as high positions of contacts providing re-
sources and crucial information are equally important.

On the other hand, knowing others well who are supportive during job searching
builds opinion about positive career prospects. The ability to potentially use re-
sources of other people makes one optimistic about developing a career. This
finding is in contrast with Granovetter's (1973, 1983) conclusion about the
strength of weak ties. Getting to know others more and more produces bigger
and bigger ISC according to Styla's (2009) scale of ISC. Thus, we are able to
state that the stronger the ties, the better the career prospects. This finding sup-
ports the widely spread opinion in Poland that support during job searching is
often provided by close friends and family members.
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Moreover, the older the individual, the fewer opportunities for a future career
they see and the fewer people they can rely on when looking for a job. This re-
sult is all the more surprising as the group researched was relatively young, and
the word "older" in our research implies middle aged. It shows that the lack of
prospects may apply even for middle-aged people, who have professional expe-
rience and contacts, and this could be a good indicator of the further develop-
ment of their career and maintaining employability.

Networking behaviours were assessed using a scale describing the frequency of
their occurrence during the previous twelve months. The assessment of career
satisfaction and networking behaviours concerned the past situation. A depen-
dency is visible between them. On the other hand, the links between networking
behaviours and future career prospects are slightly weaker. Although networking
behaviours intensify future professional opportunities, it is difficult to be certain
of the future. This is why it is possible for the correlation to be weakened by
0.064 relative to career satisfaction.

Networking behaviours (total) has a stronger impact on career satisfaction and
its prospects compared to individual social capital related to work, which only
has a significant impact on career prospects. Behavioural perspective of net-
working provides better explanations for career issues, which support findings
presented by Wolff and Mosser (2009) and Forret and Dougherty (2004). Addi-
tionally, conscious and purposeful networking would reshape the ego network
(structural exemplification) where relations are bridging and bonding, overcom-
ing homophily (Ibarra 1993) and allowing people to reach necessary resources.
The behavioural perspective, also, is more promising for future investigations in
the field of management. Networking behaviours nested in core competences of
organisations (Prahalad/Hamel 1990) would be manageable dimensions of con-
temporary and network organisations. Also, networking in the behavioural per-
spective provides specific behaviours as: creating image and prestige, involved
in professional activity inside and outside organisations and follow up personal-
ly with contacts for employees who want to develop and advance careers. Also,
organisations wanting a satisfied and optimistic workforce should provide condi-
tions for social life during work time, encourage employees to take responsibili-
ty for challenging tasks and reward key players who also have a brand outside
organisations.

This research was limited in certain regards. The researched population was not
representative. It included mainly individuals who were young, highly-educated
and living in Warsaw or its vicinity. Neither was the main research tool free of
shortcomings. The networking behaviour questionnaire was developed 16 years
previously to study American employees. Only one item in the questionnaire di-
agnosing networking behaviour concerned maintaining contacts using ICT tools,
namely email and internet resources. Moreover, our EFA carried out on data of

IP 216.73.216.48, am 22.04.2026, 17:01:33. © Urheberrechtiich geschlitzter Inhat k.
Inhatts ir it, fiir oder ir

Erlaubnis ist j


https://doi.org/10.5771%2F0949-6181-2019-2-324

342 Marzena Fryczyriska, Alena Ivanova

Polish employees shows another factor loading than those done by Forret and
Dougherty (2001) in the US, which is another reason to start working on a Pol-
ish questionnaire on networking. Because of the large number of tools and ICT
solutions — nearly 50 percent of the world's population uses the internet, of
which 66 percent uses mobile devices. Nearly every third individual uses some
form of social media via their mobile device (Global Digital Report, 2017) —
which makes it possible for people to contact one another, e.g. social media,
chats, topical forums and messaging applications — the tool diagnosing network-
ing behaviours is not free of gaps. Consequently, there is a need to develop a
diagnostic tool for assessing employees with regard to their networking traits,
behaviours or competences, which is a goal of the authors.

The satisfaction with one's career, its prospects and the access to social capital
significant for work was also assessed using a limited toolbox. It consisted of
only a self-assessment based on the respondents' opinions, without verifying ca-
reer outcomes using objective measures such as the rate of promotions, the size
of pay rises or the change of position in the hierarchy.

The resource generator — the measurement of individual social capital presented
by Styta (2009) — is based on the assumption that the closer the acquaintance,
the higher individual social capital. In contrast, ISC can be boosted by weak ties
(Granovetter 1973, 1983) which, according to the resource generator used,
shows a low level of ISC. Also, the measurement tool doesn’t provide the possi-
bility of identifying the number of others who are able to offer the same kind of
resources. Those who have many sources of the same resource would gain even
more than one strong source of resources. Thus, further resources of ISC mea-
sured by the resource generator should improve the concept and its operationali-
sation.

The other limitation is related to variables such as: career satisfaction, career
prospects and individual social capital and their measurement scales. The au-
thors only used one reflective indicator to evaluate each variable which could be
considered too little to measure latent variables (Podsakoff et al. 2003). The ma-
jor focus of the research was placed on networking behaviours, and the authors
made some efforts to control reliability and validity of the scale. This limitation
convinced the authors to research networking as well as career issues such as ca-
reer success (Judge/Cable/Boudreau/Bretz 1995; Seibert et al. 1999) and em-
ployability (Rothwell/Arnold 2007; Marzec 2015) next time, as these are more
complex concepts than career satisfaction and career prospects.

Regardless of those limitations, the research presented here is the first study of
networking behaviours carried out in Poland and possibly one of the first in
Central and Eastern Europe. The results obtained show the strength of the rela-
tionship between networking behaviours and satisfaction as well as career
prospects and the influence other people's support during job searches has on ca-
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reer prospects. These results justify further research on controlled research sam-
ples that would allow comparisons to be made internationally, between profes-
sions or generations in the labour market.
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