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Abstract

Purpose – The usage of social media at the workplace has become an undeniable reality, yet the role of social
media use (SMU) in job-related outcomes is still unclear. This study uncovers a chain process through which
SMU may strengthen job security perception of employees through social media disorder (SMD) and
networking behavior.
Design/methodology/approach – This quantitative study used ratings of 197 Emirati students enrolled in
a higher education institution located in United Arab Emirates (UAE). The respondents were professionals
serving in different public and private organizations in UAE.
Findings – The statistical results supported a significant serial mediation of SMD and networking behavior
between SMU and job security perceptions of employees.
Practical implications – This study offers implications for employees and their supervisors about the usage
of social media for strengthening their perceptions of job security.
Originality/value – This study contributed to the existing stream of research on SMU to explain a chain
process throughwhich employeesmay benefit from socialmedia to strengthen their perceptions of job security.
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1. Introduction
Social media has become an essential reality of personal and professional life today. The recent
statistics (www.statista.com) demonstrate that the volume of social media users has reached 4.8
billion (almost 60% of the world population). Such amassive increase in social media use (SMU)
prompted organizational members to allow the use of social media in the workplace rather than
restricting it Porter et al. (2016). The recent pandemic of coronavirus disease turned social media
into an essential workplace for businesses across the globe. Nevertheless, the existing stream of
reviews (Sun and Zhang, 2021; Duradoni et al., 2020; D’Arienzo et al., 2019) conducted on social
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media addiction (SMA) or social media disorder (SMD) literature indicated that the majority of
studies emphasize the individual-level psychological outcomes (well-being, life satisfaction,
attachment). However, recent research has paid limited attention to the role of SMD in different
individual-level workplace outcomes (Hanna et al., 2017). Further, the available literature also
offers conflicting results about the role of SMD in different job-related variables related to
employee perceptions, attitudes and behaviors at the workplace. There is a dichotomy in the
research findings related to positive and negative outcomes of SMD. For instance, some of the
commonly reported positive employee outcomes of SMD include career success, positive
attitudes toward workplace politics, well-being, creativity and networking (Forret and
Dougherty, 2001; Thompson, 2005; Wolff and Moser, 2009; Gibson et al., 2014; Zhou et al.,
2009; Wolff and Moser, 2009; Oueslati et al., 2020; Yang et al., 2023). On the other hand, the
research on social media usage has also shown various detrimental effects such as SMD (Van
Den Eijnden, Lemmens and Valkenburg, 2016; Oueslati et al., 2020), unhealthy relations
(Davison et al., 2014), decrease in productivity (Koch et al., 2012), life satisfaction (Sun andZhang,
2021) and well-being (Duradoni et al., 2020).

The critics argue that versatility in social media usage by employee may ensue such
inconsistent findings (Chen et al., 2022). Based on inconsistencies in the outcomes of SMD, the
socialmedia researchers criticize that the advantages of socialmedia for different organizational
members are still unclear and require further research attention (Karahanna et al., 2018; Chen
and Wei, 2020). Given the research inconsistencies, new contributions for understanding how
SMUmay contribute to the employees’ perceptions of job securitymay offer significant insights
into the role of social media in job-related employee outcomes.

This study addressed this gap in existing research on SMD concerning employees’
perceptions of job security. Some researchers also insisted that the association between SMU
and NB needs further research attention to explore positive outcomes (Osatuyi, 2015). This
study also addressed this research gap by examining a mediation mechanism through which
SMD influences networking behavior that further affects employees’ perceptions of job
security. Chen et al. (2022) highlighted that mainstream research on social media ignored the
different impacts of SMU even though employees use social media at work for both personal
and professional activities bringing different outcomes. This study also extends the existing
stream of research on SMU to the social networking domain and its impact on job security
perceptions. This study also tested a serial mediationmechanism to explain how social media
usage strengthens job security perceptions of social media users through a chain mediation
mechanism. Figure 1 demonstrates the hypothetical framework tested in this study.

2. Theory and hypotheses
2.1 Social media use and social media disorder
SMD is evident from the excessive use of social media platforms (from 96min in 2012 to 135min
in 2018) and mobile internet (from 32 min in 2011 to 155 min in 2021; Statista, 2019). There is
consensus among the researchers investigating “dark side” of social media that unregulated use
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of socialmedia platforms has negative psychological consequences including the fear ofmissing
out (Tandon et al., 2021), anxiety (Vannucci et al., 2017), stress, dispositional anxiety and
negative self-evaluations while making social comparisons (Nesi and Prinstein, 2015), ego
(Andreassen et al., 2017) and compulsive online behaviors (van den Eijnden et al., 2016), low
psychosocial well-being (Ryan et al., 2014) and low job satisfaction (Hanna et al., 2017). The
detrimental psychological outcomes indicate a disorder resulting from excessive usage of social
media. The individuals failing to control their social media usage become the victim of SMD
(Ryan et al., 2014) because of unregulated mood swings, withdrawal behaviors, intolerance and
conflict, and anxiety and depression (Griffiths, 2005; B�anyai et al., 2017; Primack et al., 2017).
Based on these harmful outcomes of social media usage, this study also hypothesized a positive
association between social media usage and SMD.

H1. The use of social media is positively related to SMD.

2.2 Social media disorder and networking behavior
This study aims to scrutinize the effect of SMD on employees` networking behavior. SMA
and SMD are interchangeable constructs (Van den Eijnden et al., 2016). Although it is
challenging to establish a theoretical ground for a positive linkage between SMD and
networking behavior, we found empirical support from existing studies exploring the
association between SMA and social connectedness. The construct of social connectedness,
which refers to an individuals’ ability to develop meaningful relationships in social life (Yoon
and Lee, 2010), is very similar to the construct of networking behavior. In a recent
investigation, Savcı and Aysan (2017) found a positive and significant relationship between
SMA and social connectedness. Therefore, we also hypothesized a positive association
between SMD and employees’ networking behavior. Bian and Leung (2015) also found that
excessive use of social media has a positive and significant association with sociability,
perceived bonding, communication and social capital (Bian and Leung, 2015; Yang et al.,
2023). Since excessive use of social media represents SMA, the positive association of SMD
with perceived social bonding is equally possible. The excessive usage of social media leads
to disorder, yet individuals use social media for maintaining communication with existing
network and developing social capital (Treem et al., 2016; Yang et al., 2023). Despite the
possibility of SMD, social media users obtain approval and feedback from their friends on
social media sites and continue checking their posts and comments to seek positive feedbacks
(Monacis et al., 2017). Thus, one may argue that SMD positively relates with networking
behavior. Therefore, we theorize the following hypothesis:

H2. SMD is positively related to networking behavior.

2.3 Networking behavior and job security
The existing research views social networking as a source of competitive advantage for
employees over their coworkers (Wu, 2013) as the employees (e.g. bankers: Burt, 2004;
research and development professionals: Reagans and Zuckerman, 2001) with better
networking skills are more likely to obtain more favorable performance ratings from their
supervisors and to receive better compensation (Burt, 1992, 2005; Podolny and Baron, 1997;
Moren-Cross and Lin, 2006; Cross and Cummings, 2004). Thus, the employees with better
networking behavior are more likely to secure their jobs when compared to the employees
having weak networking behavior. We also agree with Castellacci and Vi~nas-Bardolet (2019),
who contend that the employees with more social connections inside the organizations feel
harder to leave (Allen, 2006; Mitchell et al., 2001; Zimmerman et al., 2012) as they feel more
satisfied with their jobs. Moreover, the researchers view networking (both internal as well as
external) as a more valuable career competency that leads to promotion, higher salaries and
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re-employment (Gould and Penley, 1984; Michael and Yukl, 1993; Cingano and Rosolia, 2012).
Hence, the employees pursuing networking objectives prove enthusiastic and stay with the
organizations (Hom et al., 2012).

Further, the organizational perspective of networking explains that the organizations
influence employees’ networking for boundary spanning (Spekman, 1979) and enhancing and
promoting innovative behavior (Wang et al., 2015) to gain competitive advantage (Perry-
Smith and Shalley, 2003). Thus, organizations are highly likely to retain employees with
better professional networking. On the other hand, networking-conscious individuals are also
less likely to quit their organizations immediately (Castellacci and Vi~nas-Bardolet, 2019).
Thus, this study proposed that networking behavior is positively associatedwith job security
perceptions of employees.

H3. Networking behavior is positively related to employees’ perceptions of job security.

2.4 Sequential mediation
The sequence of hypotheses discussed earlier, this study hypothesized a sequentialmediation of
SMD and networking behavior between social media usage and employees’ perceptions of job
security. Sequential mediation is a specific type of mediationmechanism inwhich themediating
variables link to the independent anddependent variables in a chain (Preacher et al., 2010; Hayes,
2013). There is consensus among the researchers that all forms of technological addictions,
including SMA, are behavioral addictions (Kuss and Griffiths, 2011; Savcı and Aysan, 2017).
Hence, SMA is also a behavioral addiction because of its detrimental psychological outcomes
(e.g. mood swings, withdrawal, intolerance and conflict and anxiety and depression) (Griffiths,
2005; Primack et al., 2017; B�anyai et al., 2017) of excessive use of social media truly represent the
symptoms of psychological disorder. However, this SMD is further associated with their
networking behavior because it leads individuals to create new connections andmaintain these
relationships by checking different posts and comments shared by their social media friends
(Treem et al., 2016; Monacis et al., 2017). Based on this tendency, individuals are more likely to
create new connections with their colleagues within and outside the organizations; thus, their
social media networkmay develop. Further, the employeeswith increased networking aremore
likely to perceive more job security due to various positive outcomes of networking for the
employees and the organizations (e.g. the organizations manipulate the networking of their
employees (Spekman, 1979), as discussed in hypothesis 3. Based on this sequence of the
relationship among the variables under investigation, we hypothesized that:

H4. SMD and networking behavior sequentially mediate the relationship between SMU
and employees’ perceptions of job security.

3. Methodology
3.1 Design, procedure and sample
This cross-sectional study is quantitative. This study collected data from the students (final
semester) enrolled in a private higher education institution (HEI) in Abu Dhabi, United Arab
Emirates (UAE). The researchers used a purposive sampling method for the selection of
research participants. The key participants of the study were college students with a minimum
of one year of employment experience. The students were employed either in public or private
organizations in the UAE. The respondents provided ratings on a paper–pencil questionnaire
during class hours. The students were requested to fill out the survey questionnaire by
considering their networking conduct in the previous month. We obtained data from the
participants at two different time frames. Initially, we distributed 300 questionnaires among the
students and received 170 filled questionnaires. The time frame of data collection was extended
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from January to May 2018. We removed 36 incomplete questionnaires and proceeded with 134
complete responses. Then, we distributed 150 more questionnaires among another cohort of
students enrolled in the same college from September to January (the fall semester) in 2019.
Seventy-two students returned the filled questionnaires. Nine students did not respond to the
measure of job security. The remaining useable questionnaires in the second cohort were 63.
Overall, the researchers obtained 197 useable questionnaires. The response ratio was 43.7%.

The authors determined the sample size using the recommendations of different
researchers. The researchers (Hair et al., 2010; Hair et al., 2011) recommend a minimum of 100
observations for obtaining minimum acceptable statistical power for structural equation
modeling. Some researchers also suggest the sample size based on the number of predictors
(minimum 15 observations per predictor; Stevens, 2012). Tabachnick and Fidell (2007)
introduced a mathematical formula (N > 50 þ 8 m where ‘m’ stands for the number of
predictors) for sample size estimation. The third criterion for sample size estimation is the
SEM rule of thumb based on the ratio of observations and the number of items (1:10) included
in the questionnaire (Hair et al., 2012).We also usedG-power software to determine the sample
size. Table 1 demonstrates that the sample size used in the current study exceeds the
minimum sample size based on recommendations discussed previously.

3.2 Measures
3.2.1 Social media use (predictor). We used a 10-item scale developed by Jenkins-Guarnieri
et al. (2013) to measure the SMU. The sample item included: “I feel disconnected from friends
when I have not used social media.” The respondents provided ratings on a six-point Likert-
type rating scale ranging from 1(strongly disagree) to 6 (strongly agree). The reliability of the
scale (Cronbach alpha) was 0.90.

3.2.2 Mediating variables. 3.2.2.1 Social media disorder. We measured SMD using a
9-item scale established by Van den Eijnden et al. (2016). The sample item includes, “During
the last month, have you often felt bad when you could not use social media?” The reliability
of the scale (Cronbach alpha) was 0.86. The participants used a six-point Likert-type rating
scale ranging from 1(never) to 6 (very often almost every day) to respond the survey items.

3.2.2.2 Networking behavior. Themeasure of social networking behavior consisted of a 38-
items scale developed Forret and Dougherty (1997). Social networking behavior is a
multidimensional scale consisting of 5-different sub-dimensions. The first dimension is
“maintaining contacts” containing 5-items. The sample item includes: “Within the last month,
how often have you given business contacts a phone call to keep in touch?’ The second
dimension was “socializing” that consists of 7-items. The sample item was “attending social
functions of your organization.” The third dimension of networking behavior was “engaging
in professional activities” containing 8 items, and the sample item included: “accepting
speaking engagements and attending conferences/trade shows.” The fourth dimension was
“participating in community activities” that contained 4 items. The sample item included:
“attending meetings of civic and social groups and clubs.” The fifth subdimension of

No. Sample method Minimum sample

1 G-power (2-tail; medium effect size (0.3); 95%
confidence interval; error 0.05)

134 Sample size used in the
current study 5 197

2 SEM Rule of thumb (#items*5) 32*5 5 160
3 General rule of thumb (Pallant, 2020) Small (<100); medium

(100–200); large (>200)
4 Tabachnick and Fidell (N > 50 þ 8 m) 50 þ 8(1) 5 58

Source(s): Authors’ own work
Table 1.

Sample size calculation
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networking behavior was “increasing internal visibility.” This dimension consists of 4 items,
and the sample item included: “accepting new, highly visible work assignments.”We asked
the respondents to provide ratings on a 6-point Likert-type rating scale. The overall reliability
of this scale (Cronbach alpha) was 0.92.

3.2.3 Dependent variable: job security.We measured job security employing a single-item
scale proposed by De Spiegelaere et al. (2014). The sample items included: “Thinking about
the next 12months, how likely do you think that youwill lose your job or be laid-off.”Weused
the reversed scores of respondents to measure the job security perceptions of employees. The
participants provided ratings response on a 6-point rating scale ranging from 1(not at all
likely) to 6 (very likely).

3.2.4 Control variables. In our analysis, we control for the likely impact of business
networking on the networking behavior of the employees. We employ 6-item scale
established by Lau and Bruton (2011) and Yiu et al. (2007), in order to measure business
networking. We obtained responses from the respondents on how closely they are connected
with varied groups of individuals (e.g. government officials). For this purpose, we employed a
5-point Likert scale ranging from “not at all” to “extremely familiar,”with the scale reliability
of 0.88. The complete survey instrument is provided in “Appendix” at the end of the
manuscript.

4. Findings
4.1 Preliminary analysis
After testing basic assumptions of data analysis (e.g. screening, normality, multicollinearity,
reliability), we performed confirmatory factor analysis (CFA) using AMOS. We performed
CFA to determine the convergent and discriminant validity of the constructs. The adequacy
of the CFA model was determined using the fit indices recommended by Kline (2011). These
fit indices include chi-square minimum difference (CMIN/DF), comparative fit indices (CFI)
and root-mean square error of approximation (RMSEA). According to the model fit criteria,
the value of CMIN/Df should be less than 3; the value of CFI should be greater than 0.90, and
the value of RMSEAmust be less than 0.06. The initial CFAmodel did not fit adequately, yet
after some modifications (removing four items of the SMD scale, four items of SMU and eight
items of networking behavior) due to lower factor loadings (less than 0.40), the final CFA
model demonstrated adequate fit (CMIN/Df5 1.593; CFI5 0.88; RMSEA5 0.066). Then, we
used standardized factor loading and correlation estimates of the variables to estimate
convergent and discriminant validity estimates (Table 1). The criteria for determining
convergent and discriminant validity consisted of the values obtained for critical ratio (CR),
average variance explained (AVE), MSV and correlations (Fornell and Larker (1981). As
shown in Table 1, the values of CR exceed 0.7, and the values of AVE exceed 0.5. These
estimates satisfy the condition of convergent validity. The values ofMSVare smaller than the
values ofAVE inTable 2 demonstrating the evidence of discriminant validity of themeasures
used in the current study.

CR AVE MSV MaxR(H) SMU NBM SDM BN

SMU 0.859 0.504 0.286 0.861 0.710
NBM 0.873 0.635 0.558 0.894 0.073 0.797
SDM 0.792 0.664 0.286 0.919 0.535 0.357 0.815
BN 0.882 0.601 0.558 0.888 0.071 0.747 0.226 0.775

Source(s): Authors’ own work

Table 2.
Discriminant and
convergent validity of
the scales
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4.2 Hypothesis testing
Weused ProcessMacro (Version 3.2), introduced byHayes and Preacher (2010), for hypotheses
testing. We tested run model 6 of process macro for testing the statistical results related to the
entire hypothesized relationships, including the serial mediation hypothesis (H4). Process
Macro facilitates mediation testing using a bootstrapping technique (Cheung and Lau, 2008;
MacKinnon et al., 2012). The results demonstrated that the effect of SMU on SMD (β 5 0.63;
p5 0.0000) was positive and significant. This statistical result supported our first hypothesis
(H1). Further, the relationship between SMD and networking behavior was positive and
significant (β 5 0.517; p 5 0.0000). These results supported the second hypothesis (H2).
Similarly, the effect of Networking Behavior (NB) on Job Security (JS) was also positive and
significant (β 5 0.502; p 5 0.0000). These results also demonstrated statistical support for
hypothesis 3 of the study. This study also found that the direct relationship between SMU and
job security was insignificant (Table 3).

The results (Table 3) of Process Macro (Model 6) also provided statistics related to three
different mediation relationships. First, we found that the indirect effect of SMU on JS through
SMDwas insignificant (β5�0.01; upperbound confidence interval5 0.2617; and lowerbound
confidence interval5 0.0005). Similarly, the indirect relationship of SMU on JS throughNBwas
also insignificant (β 5 �0.0259; upperbound confidence interval 5 0.0684; and lowerbound
confidence interval5 �0.1269). However, the results demonstrated statistical support for the
serial indirect effect of SMU on JS through SMD and NB as the sequential mediation was
significant (β 5 0.1638) as the upperbound confidence interval (0.2607) and lowerbound
confidence interval (0.0824) did not include zero. Thus, hypothesis H4 was supported.

5. Discussion and implications
5.1 General discussion
The research has reported positive as well as negative job-related outcomes of social media
for employees. Based on contradictory findings about the benefits of social media, this study
tested the mechanism through which SMU may positively contribute to the employee
perceptions of job security. The existing research has not integrated SMD in the domain of
social media research as a possible intervening factor that strengthens social network of
employees and their perceptions of job security. This study integrated SMD in a theoretical
framework and tested how excessive use of social media strengthens the job security
perceptions of employees despite developing SMD depending upon social networking
behavior of employees. In this regards, we conducted a study on the use of social media in
students of HEI. This study found that social media usage is positively associated with SMD;
SMD is positively associated with social networking behavior of employees; and social
networking behavior is positively associated with job security perceptions of employees.
This study also found that SMD and networking behavior serially mediate the effect of social
media usage on job security perceptions of employees.

5.2 Theoretical implications
This study also offers different theoretical implications. The positive association between
SMD and social networking behavior implies the positive influence of social media positively
to the networking behavior of employees. This finding also conforms to the existing social
media research advocating the positive outcomes of social media usage in the workplace
(Çetinkaya and Rashid, 2018) despite the significant association of excessive social media
usage with SMD. Second, this study found a positive relationship between SMU and SMD.
This statistical result stresses the existing literature defining SMD as an excessive and
impulsive use of social media or overindulgence in online social networks (Rajhi-Oueslati
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et al., 2019). This study did not find the issue of multicollinearity between SMU and SMD
(r5 0.53). Further, the conditions of convergent and discriminant validity were also satisfied.
This study implies that SMU and SMD are theoretically distinct constructs.

Third, this study demonstrated a positive relationship between SMD and networking
behavior. This finding complies with the literature advocating that the sense of
connectedness and belongingness created by the excessive use of technology is imperative
for high sociability (Savcı and Aysan, 2017; Bian and Leung, 2015). Contrary to the existing
research reporting the detrimental individual outcomes of SMD, this study found empirical
support for the positive association of SMD with social networking behavior. The positive
association between SMD and networking behavior implies that although reported as a
negative construct in literature, SMD may also enhance the networking behavior of
employees.

The existing literature reportedmore positive outcomes of social networking behavior like
creativity, job satisfaction and career success (Burt, 2004; Wolff and Moser, 2009) and
harmful effects of SMD (increased stress and reduced well-being (B�anyai et al., 2017).
However, this study found that despite its association with SMD, usage of social media may
enhance the social networking behavior of employees to perceive more job security. This
study also found that the direct relationship between SMU and job security was insignificant.
However, the indirect serial effect of SMU through the chain effect of SMD and networking
behavior was significant. These findings imply despite the positive of SMD, usage of social
media contributes to the job security perceptions of employees positively when it is also
positively associated with the social networking behavior of employees.

5.3 Practical implications
This study also offers some practical implications for different organizationalmembers. First,
the employees need to understand that excessive use of social media is the source of SMD and
truly fits its operational definition. Second, the employees also need to recognize that despite
its role in causing SMD, excessive use of social media positively influences their perceptions
of job security if they use social media for social networking within and outside the
organization. The employees also need to understand that the more they demonstrate
networking behavior, themore theymay feel job security. Hence, employees should use social
media for networking within and outside the organizations. Social media usage is a valuable
exercise of individual freedom and the recognition that employees should enjoy human rights
at work without employer interference (Mantouvalou, 2019). When SMU positively relates to
the networking behavior of employees and their perceptions of job security, organizational
managers should encourage them to use social media for social networking instead of
banning it at the worksites. For instance, theymay filter and restrict the use of social media to
those social media avenues (such as LinkedIn), which help employees to develop social
networks.

6. Limitations and future research directions
Some potential limitations of this study need consideration for future research. First, the
findings of this study are generalizable to the population of UAE nationals (locals). Our
sample represents the population of UAEnationals working in public and private sectors and
does not include expatriates. However, the UAE is home to over 200 nationalities. The
Emiratis hardly constitute 20% of the population (Suchitra Bajpai Chaudhary, 2019).
Therefore, our sample cannot represent the whole population of social media users in the
UAE. Future studies may collect data from the expatriates working in the UAE to address
this limitation of our study. Future research may also replicate the findings of this study by
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collecting data from a large sample for generalizing results to the large population and
different cultural contexts. Hence, future research should extend this study to various
cultural contexts. Second, the researchers may replicate the theoretical framework of this
study to integrate variables such as personality traits and thus examine the impact of
different personality attributes on the employees’ perception of job securitywhen using social
media. These attributes could help predict the SMA of employees (Tang et al., 2016; Gil de
Z�u~niga et al., 2017). Our findings also imply that the job security perceptions fostered by
social media usage through SMD and networking behavior for employee retention and talent
management (Mohammed, 2016; Bolander et al., 2017). As discussed earlier, this study did not
find any multicollinearity between SMU and SMD, and the minimum thresholds of
discriminant and convergent validity were also satisfied. Future research may investigate
their SMU and SMD.

7. Conclusion
To sum up, our work advances existing research by integrating SMD and networking
behavior in an overall model to examine the influence of SMU on job security perception
among employees. Based on the theory of networks, this study underlined the conditions
which guarantee the benefits of social media for employees and their managers.
Simultaneously, these results suggest that despite its potential detrimental effects,
excessive use of social media enhances employees` perception of job security by helping
them maintain and develop their social networking.

References

Allen, J.B. (2006), “The perceived belonging in sport scale: examining validity”, Psychology of Sport
and Exercise, Vol. 7 No. 4, pp. 387-405.

Andreassen, C.S., Pallesen, S. and Griffiths, M.D. (2017), “The relationship between addictive use of
social media, narcissism, and self-esteem: findings from a large national survey”, Addictive
Behaviors, Vol. 64, pp. 287-293.

B�anyai, F., Zsila, �A., Kir�aly, O., Maraz, A., Elekes, Z., Griffiths, M. D., Andreassen, C. S. and
Demetrovics, Z. (2017), “Problematic social media use: results from a large-scale nationally
representative adolescent sample”, PLoS One, Vol. 12 No. 1, e0169839.

Bian, M. and Leung, L. (2015), “Linking loneliness, shyness, smartphone addiction symptoms, and
patterns of smartphone use to social capital”, Social Science Computer Review, Vol. 33 No. 1,
pp. 61-79.

Bolander, P., Werr, A. and Asplund, K. (2017), “The practice of talent management: a framework and
typology”, Personnel Review, Vol. 46 No. 8, pp. 1523-1551.

Burt, R.S. (1992), Structural Holes, Harvard Univ. Press, Cambridge, MA.

Burt, R.S. (2004), “Structural holes and good ideas”, American Journal of Sociology, Vol. 110 No. 2,
pp. 349-399.

Burt, R.S. (2005), Brokerage and Closure: An Introduction to Social Capital, Oxford University Press,
New York, NY.

Castellacci, F. and Vi~nas-Bardolet, C. (2019), “Internet use and job satisfaction”, Computers in Human
Behavior, Vol. 90, pp. 141-152.
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Social Networking Behavior
Within the last month, how often have you . . . . .
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…given business contacts a phone call to keep in touch?
علاقاتك المھنیة للبقاء على اتصال؟...اجریت مكالمة ھاتفیة مع 

…sent thank you notes or gifts to others who have helped 
you in your work or career?

... أرسلت ملاحظات شكر أو ھدایا للآخرین الذین ساعدوك في عملك أو في 
مسارك المھني؟

…given out business cards?
العمل؟...أعطیت بطاقات 

…sent cards, newspaper clippings, faxes, or e-mail to keep 
in touch?
...أرسلت بطاقات، قصاصات الصحف، فاكسات، أو برید إلكتروني للبقاء 

على اتصال؟
…gone to lunch with your colleagues outside the 
company?

خارج الشركة؟...ذھبت لتناول الغداء مع زملاءك 
…participated in company-sponsored bowling leagues, 
basketball leagues, and so forth?
...شاركت في بطولات البولینج التي ترعاھا الشركة، بطولات الدوري لكرة 

السلة، او اشباء من ھذا القبیل؟
…participated in social gatherings with people from work 
(besides going out for drinks)?

...شاركت في الملتقیات الاجتماعیة مع زملاء العمل (اظافة إلى الخروج 
لتناول المشروبات)؟

…gone out for drinks with others after work?
...ذھبت لتناول المشروبات مع الآخرین بعد العمل؟

…played golf, tennis, and so forth with coworkers?
...لعبت الغولف اوالتنس، او ریاضة اخري مع زملاء العمل؟

…talked about sports at work?
...ھل تحدثت عن الریاضة في العمل؟

…attended social functions of your organization?
...حضرت انشطة اجتماعیة لمؤسستك؟

…attended meetings of business-related organizations?
...حضرت اجتماعات المنظمات ذات الصلة بنشاط مؤسستك؟

…attended meetings of civic and social groups, clubs, and 
so forth?
...حضرت اجتماعات المجموعات المدنیة والاجتماعیة، والنوادي، وما إلى 

ذلك؟
…gone to lunch with your current supervisor?

...ذھبت لتناول الغداء مع رءیسك الحالي؟
…stopped by others’ offices to say hello?

...توقفت بمكاتب الآخرین لأقول مرحبا؟
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Within the last month, how often have you . . . . .
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…given professional seminars or workshops?
...أعطیت ندوات مھنیة أو ورش عمل؟

…accepted speaking engagements?
...قبلت الالتزام بمحادثات؟

…acted as a commentator for a newspaper, magazine, or talk 
show?

...عملت كمعلق لصحیفة أو مجلة أو برنامج حواري؟
…taught a course?

...قدمت درسا؟
…published articles in the company’s newsletter, professional 
journals, or trade publications?
...نشرت مقالات في النشرة الإخباریة للشركة، او المجلات المھنیة، أو المنشورات 

التجاریة؟
…attended professional seminars or workshops?

...حضرت الندوات المھنیة أو ورش العمل؟
…attended conferences or trade shows?

...حضرت مؤتمرات أو معارض تجاریة؟
…participated in mosque work projects?

شاركت في مشاریع عمل المساجد؟…
…participated in mosque social functions?

...شاركت في وظائف اجتماعیة للمسجد؟
…participated in community projects?

مجتمعیة؟...شاركت في مشاریع 
…accepted new, highly visible work assignments?

...قبلت مھام عمل جدیدة مرئیة للغایة؟
…been on highly visible task forces or committees at work?

...كنت على فرق عمل أو لجان عمل مرئیة للغایة؟
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Please indicate how much you agree or disagree with each of the following statements:
یرجى الإشارة إلى مدى موافقتك أو عدم موافقتك على كل عبارة من العبارات التالیة:
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I can obtain information about my industry from my network 
of contacts faster than competitors can obtain the same 
information.
یمكنني الحصول على معلومات حول مجال تخصصي من شبكة  العلاقات الخاصة 

بي بشكل أسرع من المنافسین الذین یمكنھم الحصول على نفس المعلومات

I have a professional relationship with someone influential in 
my industry.

لدي علاقة مھنیة مع شخص مؤثر في مجال عملي
I have engaged with someone influential in my industry in 
informal social activity (e.g., playing tennis).

غیر رسمي (على سبیل لقد شاركت مع شخص مؤثر في صناعي في نشاط اجتماعي 
المثال ، لعب التنس).

Job Security
“Thinking about the next 12 months, how likely do you think that you 

will lose your job or be laid off.”

1(not at all likely) to 6 

(very likely)
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