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PREFACE 

 

ALL I REALLY NEED TO KNOW about how to live and what to do and how to be I learned in kindergarten. 
Wisdom was not at the top of the graduate-school mountain, but there in the sandpile at Sunday School. These 
are the things I learned: 
 
Share everything. 
Play fair. 
Don’t hit people. 
Put things back where you found them. 
Clean up your own mess. 
Don’t take things that aren’t yours. 
Say you’re sorry when you hurt somebody. 
Wash your hands before you eat. 
Flush. 
Warm cookies and cold milk are good for you. 
Live a balanced life – learn some and think some and draw and paint and sing and dance and play and work 
every day some. 
 

Robert Fulghum 
 
 

Social networks are everywhere around us and this book investigates just a few of their 

consequences. I would like to take this opportunity to thank the ones around me who have 

contributed to this project in their own way and made the interesting work an exciting journey 

for me.  

 

First of all, I would like to thank my supervisors for the freedom to explore different areas of 

research they offerred me at the start of the project and their thoughtful guidance in later 

stages. Several other members of the promotion committee have taken the time to comment 

on the project during its different stages (research proposal, questionnaire design, data 

collection, analysis). These comments have been invaluable and motivating to continue and 

improve the work.  

 

I would also like to acknowledge the financial support from the Tinbergen Institute and the 

Information Systems section that made the field research reported here possible and provided 

me with an opportunity to attend Dutch and international workshops and conferences.  

 

I am also grateful to the respondents for participating in this study and for making my stays at 

the research site as comfortable and interesting as possible by making me involved in the 

work process and occasionally explaining medical terminology or diagnostics.  
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Surrounded by the many colleagues and fellow doctoral students, the time of working on this 

dissertation was not only intellectually challenging but also fun. I would like to thank Vera, 

Selmar, Erik, Jeroen, Xander, Tibert, Eelke, Henri, Martijn, Anna, Allard, and Willem. The 

last stage of writing and correcting took place while I was working at the department of 

Accounting and the department of Public Administration and Organization Science. I am 

grateful to my colleagues from both departments for welcoming me and for helping create 

room for finishing the project.   

My family and friends from youth, although from a distance, have been very supportive and 

encouraging of my work efforts. I would like to thank my mom, dad, brother, and aunt as well 

as my friends Karin, Evka, Zuzka, and Miroslav and wish to continue the tradition of the 

many happy reunions. 

 

Shortly after starting the work on this project I joined a sports club – the Multi triathlon team. 

Training for endurance proved useful for a longitudinal study. But we also had a nice time 

during trainings and club competitions. It’s been a great place to meet people who have 

gradually become friends and I hope this will continue throughout the rest of my academic 

career.  

 

Last but not least I would like to thank my partner Erwin and his family for being there for me 

when I needed it most. For being tolerant and supportive of long hours at work. But especially 

for enjoying mountain climbs as well as beach holidays together. I hope we will have a lot 

more fun time together in the future.  
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INTRODUCTION 

 

This dissertation investigates the dynamics of the social context during a large-scale 

information system implementation. It consists of three empirical chapters that can be seen as 

three separate studies. In this introduction I will first describe a conceptual framework that 

places the individual empirical chapters into perspective, then outline the research design and 

context of the research, and subsequently introduce the structure of the dissertation.  

The overarching research issue of this dissertation concerns the way social relations 

create opportunities and constraints for individual behavior. The first chapter focuses on how 

relations influence work behaviors, more specifically individual performance, during a large-

scale information system implementation, while the second and the third chapters aim to 

explicate the mechanisms of social influence in attitude formation towards the new 

information system. All three chapters focus on actor attributes and their effects in these 

processes. The first and the third chapters attempt to answer what the influence of self-

monitoring (a personality trait related to the adaptability of one’s behavior to different social 

contexts) is in these processes. The second chapter illuminates the role of ambivalence (a 

simultaneous experience of positive and negative evaluation) in the social influence process.  

Both self-monitoring and ambivalence are actor attributes that relate to how 

individuals react to their social environment. High self-monitors, being more adaptable, may 

focus on forming different types of relations than low self-monitors. Mehra, Kilduff, & Brass 

(2001) showed that high self monitors are skilled in attaining advantageous positions in the 

affect-intensive relations positive relations such as friendship. The first chapter replicates this 

work and sets out to also investigate the difference in the second type of affect-intensive 

relations – the negative ones (troubled or difficult). Do high vs. low self-monitors react 

differently to negativity in social relations? Ambivalence, on the other hand, can be seen as a 
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result of the process of social influence on an issue -  leading to reported convergence or 

divergence of opinions (Priester & Petty, 2001), but may also strengthen the process of social 

influence as ambivalence induces response amplification in the direction of the priming (Bell 

& Esses, 2002). The second and the third chapters thus explore the underlying mechanisms of 

attitude convergence (or divergence). What are the mechanisms of social influence during an 

implementation of an information system? How does ambivalence relate to social influence? 

How does self-monitoring orientation magnify or weaken the effect of social influence on 

attitude formation?  

An important distinguishing characteristic of this dissertation lies in its consideration 

of two aspects: time and negative ties in the workplace. Time has been of considerable 

interest to many disciplines including physicists, biologists, and anthropologists. However, 

both psychologists and organizational theorists have been less likely to include temporal 

aspects in their theory and research (McGrath & Kelly, 1986). Consequently, not many 

studies have investigated the hypothesized relations in a longitudinal way (cf. Burkhardt, 

1994; Burkhardt & Brass, 1991 for notable exceptions). Similarly, despite the known 

asymmetry of the impact of negative events versus positive events – a relatively stronger 

impact of negative events and interactions on cognition and behavior of individuals (cf. 

Cacioppo, Gardner, & Berntson, 1997; Rozin & Royzman, 2001; Taylor, 1991) – not many 

studies have included negative relations in their research design (cf. Baldwin, Bedell, & 

Johnson, 1997; Labianca, Brass, & Gray, 1998; Sparrowe, Liden, Wayne, & Kraimer, 2001 

for notable exceptions).       
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General Theoretical Framework 
 

Social dynamics during a large-scale implementation of an information system can be 

summarized as two processes connecting actor attributes (such as attitudes and behavior) and 

the social network structure (relations between the actors). Leenders (1995) formulated and 

formalized this general theoretical framework. The two processes, contagion and selection, 

are depicted in Figure 0.1. Contagion refers to the social interaction affecting actor attributes 

and selection refers to the fact that communication partners (including advisors, friends and 

adversaries) are not ‘given’, but can be selected. For instance, in this scheme friends in 

cliques who communicate frequently can develop similar attitudes towards the new system 

(contagion) but at the same time individuals with similar opinions or individuals with more 

elaborate computer skills can be chosen as friends (selection) shaping the structure of the 

social network.  

 

Social network structure 

Actor attributes 

Contagion Selection 

 

Figure 0.1. Relationship between network structure and actor attributes 

  Note: From Leenders (1995). 
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The three empirical chapters investigate different parts of the framework. Chapter 1 

encompasses both processes of selection and contagion. Illuminating one aspect of selection, 

the focus is, as argued in this chapter, on the effects of a personality trait, self-monitoring, on 

the occupation of structural positions in the networks of affect-intensive (positive and 

negative) social relations at work. Investigating contagion, the effects of the structural 

positions in affect-intensive networks on individual work performance are examined. Chapter 

2 and Chapter 3 both concentrate on contagion. In these two chapters I argue for three specific 

network mechanisms of attitudinal contagion (formation of attitudes towards the new system): 

The first mechanism suggests similarity in attitudes based on similarity in advisory roles. 

According to the second mechanism, similarity in attitudes is based on co-membership in 

friendship cliques. The third mechanism puts forward dissimilarity in attitudes based on direct 

negative ties. While Chapter 2 highlights the moderating effects of ambivalence in advice 

roles and friendship cliques, Chapter 3 focuses on the moderating effects of self-monitoring in 

advice roles and negative ties.  

 

Description of the Context 

 

The empirical research reported in this dissertation was situated at a radiology department of a 

large hospital in the south of the Netherlands. The hospital in its current form is a result of a 

merger that took place over the last two decades between three hospitals. The radiology 

department as well as many other departments was therefore operating at three locations. The 

hospital employed over 3,000 employees on the full-time equivalent basis and operated with 

1230 clinical beds. In 2004 there were 29,000 inpatient cases treated in the hospital and 

431,000 outpatient care visits. Over the course of this research the radiology department 

consisted of 170 individuals fulfilling functions of radiologists, technologists, and 
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administrative personnel. The department offered a range of examinations from traditional X-

rays to ultrasound, angiography, mammography, MRI, and CT, executing approximately 400 

examinations per day.  

The department was in the process of implementing a large-scale information system 

consisting of a new radiology information system (RIS), picture archiving and communication 

system (PACS), and a speech recognition system. The systems were partly assembled from 

existing technological components by a company specialized in information technology and 

further custom-developed by the company for the studied organization. The RIS part of the 

systems was used to schedule appointments and record patient information as a patient moved 

through the primary work process of the department. It included such information as a 

diagnostic question, time and date of appointment, type of examination, and a final report. 

The PACS linked to modalities (technology for examinations) allowed for digital recording, 

editing, archiving, and access to images. The speech recognition system formed a basis for 

digital recording of findings of an examination in a final report. The implementation had an 

impact on the work processes of the department that is further described in the last three 

paragraphs of this section. 

I employed a repeated survey design with three rounds of data collection (see Figure 

0.2 for an overview of the rounds and constructs included in the dissertation). The first round 

(T1) took place approximately three months before the new systems ‘went live’ (i.e., the 

actual use of the systems in a work situation). The second round (T1.5) took place shortly 

after the ‘go live’ date and the final round (T2) took place six months after the systems ‘went 

live’. Individual performance was assessed twice, at T1 and at T2.  
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T1 

(February - March 2003) 
 

Potential ambivalence 

Experienced ambivalence 

Attitude  

Self-monitoring 

Social network measures 

Individual performance 

T1.5 

(June – September 2003) 
 

Potential ambivalence 

Experienced ambivalence 

T2 

(January – February 2004) 
 

Potential ambivalence 

Experienced ambivalence 

Attitude 

Social network measures 

Individual performance 

Figure 0.2. Overview of the data collection rounds and constructs included in the 

dissertation  

 

The social network measures collected for this dissertation included three types of sociometric 

questions. I collected information on advisory relations, friendship relations and negative ties. 

The correlations between these three networks are summarized in Table 0.1 on the next page. 

The data on the diagonal include densities for each network (the proportions of all reported 

relations to all possible relations). Friendship ties were relatively stable over time; advice and 

negative ties showed a moderate correlation over time. There were small positive correlations 

between friendship and advice networks whereas correlations between these two networks 

and negative ties were slightly negative and close to zero. 
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Table 0.1 

Correlations between types of social networks 

 
 
Variable     N               1    2    3    4    5    6 
 

 
 
1. Advice ties T1 142          ( .16)   

 
2. Friendship ties T1 142           .15**  (.12)  

 
3. Negative ties T1 142           -.01 -.04** (.03) 

 
4. Advice ties T2 139           .39**  .06**  .08** (.14) 
 
5. Friendship ties T2 139           .14**  .52** -.02+  .02+ (.12) 

 
6. Negative ties T2 139            .03+ -.01*  .29** -.14 -.04** (.02) 
 
 
 
+ p< .10; * p < .05; ** p < .01; significance one-tailed; missing data excluded pairwise; entries are Pearson 
correlation coefficients calculated through QAP; density reported on the diagonal. 
 
 

For the purposes of this dissertation I used the data from the first (T1) and the last (T2) rounds 

of data collection. All hypothesized relations in the Chapters 1 through 3 are tested cross-

sectionally (separately for T1 and T2) as well as tested for lagged effects over time (with 

independent variables at T1 and the dependent at T2). The choice for analyzing the data from 

the first and the last rounds was made for three reasons:  

First, when studying contagion, clear differences in the boundary conditions could be 

identified between the situation during the first and the last measurement. For instance, 

minimal experience with the systems at T1 led to increased ambiguity with respect to the 

systems and attitude formation. In contrast, everyday use of the systems at T2 led to lower 

ambiguity.  The second round could be placed somewhere in between with no clear 

description of the boundary conditions. At T1.5 the new systems have not become part of 

everyday practice yet but the users have had an opportunity to form their opinions on the basis 

of the first impression of the systems. In addition, the full functionality has not been available 

from the start (e.g., speech recognition has been added after the second round of data 

collection was completed).  
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Second, several constructs used in this dissertation are expected to change slowly over time 

(e.g., centrality in the friendship network and individual performance). In order to capture the 

variation in these constructs I found it more suitable to choose a longer time interval between 

the measurements. However, I used data from the round that took place between T1 and T2 

(T1.5) for validation purposes of the ambivalence scale (see Chapter 2). Because of a specific 

characteristic (during the T1.5 round overall negative evaluation of the systems was stronger 

than the positive evaluation) the data were particularly useful for validation of the adjusted 

measure of potential ambivalence included in the Appendix of Chapter 2.  

The third reason is related to a difference in the method of inquiry and related issues 

of reliability. In comparison to the first and the last rounds of data collection, the T1.5 

measurement was conducted retrospectively. The purpose was to capture respondents’ 

reactions shortly after the systems ‘went live’. However, the period shortly after the systems 

became functional in a real life situation was very stressful and demanding for the 

respondents, therefore the data collection started one month later. The respondents were asked 

in this round to recall the period shortly after the ‘go live’ date, i.e., one to four months in 

retrospect. Retrospective data suffers from problems related to inaccurate recall. Inaccuracy of 

recall was possibly amplified by the fact that I inquired about past opinions rather than simple 

facts or concrete events (Glick, Huber, Miller, Doty, & Suttcliffe, 1990; Golden, 1992). This 

posed an ambiguous and complex judgment task on the respondents and the answers were 

therefore possibly subject to cognitive biases and impression management (Miller, Cardinal, 

& Glick, 1997). Accuracy of recall is also influenced by an emotional load attached to the 

assessed information (Blane, 1996). Interviews with respondents and additional data collected 

in questionnaires (not reported in this dissertation) suggested that the first interactions with 

the new systems were emotionally laden events characterized by tension, anger, and 

frustration. 
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Large-scale information system implementations can be seen as an occasion for structuring in 

an organization as new systems often require different tasks and cause changes in a work 

process (cf. Barley, 1986). Changes in the nonrelational elements of work roles may, in turn, 

influence the relational elements and the social structure (Barley, 1990). Before summarizing 

the changes in the work process due to the implementation of the systems, I will briefly 

introduce the organizational chart and describe the main functional groups and their work 

roles in the radiology department.  

The organizational chart is displayed in Figure 0.3 below.  

 

 

 

 

 

 

Management 
team 

Radiologists Technologists 
Administrative 

personnel 

Figure 0.3. Organizational chart of the department of radiology. 

 

The management team consisted of a representative of administrative workforce, a 

representative of technologists and the chairperson of radiologists. I included the full range of 

functions as respondents in the survey: radiologists, technologists, and administrative 

personnel. Typically, administrative personnel are responsible for making appointments with 

patients, managing an archive of patient records, and typing diagnostic findings. 

Technologists execute examinations (e.g., make an X-ray). Radiologists interpret results of 

examinations and determine a diagnosis. They also execute several types of advanced or 

interactive examinations (e.g., ultrasound and angiography).  
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The implementation of the systems had an impact for each function. Radiologists started 

using digital diagnostic viewing workstations and the PACS system instead of conventional 

screens, speech recognition substituted traditional tape-recording of their findings, and (past) 

reports and images became available online. On the other hand, technologists had to 

implement different radiation rules as the surface of the cassettes on which X-rays are 

digitally recorded changed from the traditional plates. They also got acquainted with a 

different form of patient data entry, and advanced options for computerized editing and 

storage of images became available providing more flexibility in the processing of images. 

The changes were perhaps most profound for the work of administrative personnel. First, they 

started using a different system for scheduling appointments. Second, physical sorting, 

archiving and moving of the conventional images became redundant and other tasks such as 

development of conventional images or digital copies for other hospitals were added. Third, 

full transcribing of reports was reduced to the corrections of the transcript provided by the 

speech recognition system. Because of these changes part of the administrative work force 

gradually became redundant.  

In general, the implementation had several important advantages and disadvantages. 

The major positive aspect was shortening of the turnaround time (the time elapsed between 

starting an examination and sending out a report with results) from one to two weeks to, on 

average, one to two days. The main advantages of the new systems further included savings 

on the film costs and ubiquitous availability of the examination results and patient records 

within the hospital. The main disadvantage was a greater dependence on technology. 

Technical instability could cause major disruptions in the work processes of the radiology 

department but also of other departments of the hospital that make use of the diagnostic 

findings. For a detailed review of the changes in the work processes during an RIS/PACS 

implementation see Dryer, Mehta, & Thrall (2002) and Hruby (2001).  
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Structure of the Dissertation 

 

The main part of this dissertation consists of three empirical chapters. Different versions of 

the studies reported in Chapter 1 and Chapter 2 were accepted for presentation at the annual 

meeting of the Academy of Management, Atlanta, Georgia, August 2006. The study reported 

in Chapter 3 was presented at the annual meeting of the Academy of Management, Honolulu, 

Hawaii, August 2005. Each chapter is therefore structured as a separate research report 

starting with an abstract, introduction, theory section, description of methodology and 

empirical results, and ending with a discussion of the findings and a conclusion. For the sake 

of clarity, I decided to adhere to the outlined structure although there is an overlap in the 

analytical methods used in Chapter 2 and Chapter 3 and parts of the text are therefore similar. 

The dissertation ends with a summary of the findings provided in the general conclusion. The 

measurement instrument employed in this research and used in these studies can be found in 

the Appendix. 
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Chapter 1 

TO DISLIKE AND TO BE LIKED: 

SELF-MONITORING, AFFECT-INTENSIVE RELATIONS AND WORK 

PERFORMANCE1

 

1.1 ABSTRACT 

 
I used data collected at a radiology department to examine the effects of a personality trait - 

self-monitoring - on the occupation of structural positions in the networks of affect-intensive 

positive and negative social relations at work and in turn the effects of these positions on 

individuals’ workplace performance. Results revealed that high self-monitors, being more 

adaptive, were more likely to occupy prominent positions in the friendship network, but at the 

same time reported having more negative relations with others. Moreover, these structural 

positions in the social networks of affect-intensive relations were systematically related to 

individual work performance; prominence in the network of friendship ties was associated 

with higher workplace performance, whereas a larger number of negative relations had a 

negative effect on performance. As a result, self-monitoring seemed as a double-edged sword 

for ratings of performance: High self-monitors received both benefits and detriments of the 

structural positions they occupied. The implications and limitations of the present study are 

discussed.  

 

 

                                                           
1 The study reported in Chapter 1 was accepted for presentation at the annual meeting of the 
Academy of Management, Atlanta, Georgia, August 2006, where it was accepted for 
publication in the Best Paper Proceedings.  

 13



 

1.2 INTRODUCTION 

 

Albert Einstein was in his youth expelled from high school for his unorthodoxy and was later 

described by his colleagues as a “creator and rebel” (Pyenson, 1985: 160). He was infamous 

for his negative attitude towards formal mathematics (“I do not believe in mathematics” (ibid: 

21)). The success of Einstein’s career as a physicist in the field dominated by mathematical 

formalism heavily depended on the support from a friend and a respected colleague. Max 

Planck, at that time editor of the prestigious physics journal Annalen der Physik, accepted 

Einstein’s work for publication with the argument that “the measure of the worth of a new 

physical hypothesis lies not in its vivid expression but in its ability to perform well” (ibid: 

195). Other biographers noted that this relation was of importance also in a later stage of 

Einstein’s career. After publication of the special theory of relativity, Einstein was unhappy 

about his position at the Berlin University. “The antagonism of the anti-Semites and the 

attacks of various groups opposed to his theories and his very Jewishness were weighing 

heavily on him. … It was largely due to the pleas of his friend and colleague Max Planck, 

who abhorred the abuse hurled at Einstein, that he stayed.” (White & Gribbin, 1993: 155).  

As this example showed, interpersonal affect in the workplace can have important 

consequences for an individual. We spend a large proportion of our lives at work and work is 

the place where we try to realize personal achievements as well as affiliate with others. 

Positive social relations at work may help us in our personal development by emphasizing our 

strengths or help us compensate for our weaknesses by providing complementary skills. On 

the other hand, negative social relations may distract or upset us by emphasizing our mistakes, 

spreading negative gossip, or refusing to provide needed assistance.  

Consequences of individuals’ embeddedness in the social network of an organization 

have received a considerable amount of attention in previous research. Researchers have 
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related social network structure to a variety of phenomena, including influence of others on an 

individual’s attitude formation (e.g., Burkhardt, 1994; Ibarra & Andrews, 1993; Kilduff, 

1992; Rice & Aydin, 1991), perceptions of power and influence (e.g., Brass, 1985; Burkhardt 

& Brass, 1990), achieving career success (e.g., Brass, 1984; Boxman, De Graaf, & Flap, 

1991; Kilduff & Krackhardt, 1994; Podolny & Baron, 1997; Seibert, Kraimer, & Liden, 

2001), and job satisfaction and turnover intentions (e.g., Krackhardt & Porter, 1985; 

Krackhardt & Porter, 1986). Reviews of these and many other studies in the field of social 

networks within and between organizations are provided in Borgatti and Foster (2003) and 

Brass, Galaskiewicz, Greve, and Tsai (2004). 

Relatively few studies considered consequences of embeddedness in social networks 

for work performance (e.g. Baldwin, Bedell, & Johnson, 1997; Mehra, Kilduff, & Brass, 

2001; Sparrowe, Liden, Wayne, & Kraimer, 2001; Völker & Flap, 2004). The first of these 

studies investigated performance of MBA students, the other three studies focused on work 

performance in general. Whereas the first three studies analyzed social networks within 

organizations, the last study was based on a survey of a Dutch labor population at large and 

instead of positional measures within a social network of one setting (or several settings) 

investigated ego-networks (direct ties) of otherwise unrelated individuals.  

Baldwin et al. (1997) found that closeness centrality in communication networks 

positively affected MBA student grades, whereas closeness in adversarial networks was not 

significantly associated with student grades. Surprisingly, Baldwin et al. (1997) found that the 

presence of adversarial ties in student teams was significantly predictive of better team 

performance. Studying social networks and work performance of employees of a high 

technology firm, Mehra et al. (2001) found that friendship betweenness centrality (people 

with friendship relations to otherwise disconnected others) was positively associated with 

work performance, whereas the number of outgoing workflow ties (workflow outdegree or 
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size of one’s workflow network) was negatively associated with performance. Sparrowe et al. 

(2001) found that indegree centrality in advice networks (the number of incoming advice 

relations, being approached for advice) was positively related to individual work 

performance, whereas indegree centrality in hindrance networks (being object of relationships 

with coworkers who thwart task behaviors) was negatively related to individual work 

performance. Völker and Flap (2004) investigated the impact of social capital on the (self-

reported) quality of job performance. They found that knowing one’s boss for a longer period 

of time improved quality of work. Interestingly, having more intensive ties with one’s 

colleagues was detrimental for performance quality and the density of one’s advice network 

(the extent to which ego’s advisors know one another) was positively related to the 

performance quality for individuals in tenured positions, but negatively for non-tenured 

respondents. These studies, although few in numbers and presenting mixed findings, 

demonstrate the importance of embeddedness in social network for work performance. 

It is widely recognized that individuals might be differentially predisposed by nature 

of their personality to attain and occupy a certain position within social networks (e.g., Mehra 

et al., 2001; Klein, Lim, Saltz, & Mayer, 2004). Self-monitoring, a personality trait reflecting 

an individual’s capacity for monitoring and control of expressive behavior and self-

presentation (Snyder, 1974), was found to be particularly useful in explaining differences in 

the formation of social ties. It appears that individuals high in self-monitoring tend to seek 

positions connoting high social status whereas individuals low in self-monitoring tend to seek 

homogenous close and stable social relationships (Day & Kilduff, 2003; Gangestad & Snyder, 

2000). These differences may, in turn, influence work-related outcomes: In the study of 

Mehra et al. (2001) self-monitoring and centrality in the social network predicted work 

performance independently from each other. In addition, high self-monitors tended to occupy 
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strategically advantageous positions in the friendship networks at work and have larger 

workflow networks than low self-monitors.  

The present study aims to contribute to this area of research by theoretically and 

empirically exploring the links between self-monitoring orientation, affect-intensive work 

relations (friendship as well as negative ties), and individual work performance. Recent work 

explored these links in the context of positive work relations (see Mehra et al., 2001). Despite 

of the known negativity bias and differential impact of positive and negative affect, such that 

negative events and interactions tend to have a stronger effect on individual cognition and 

behavior (cf. Cacioppo, Gardner, & Berntson, 1997; Rozin & Royzman, 2001; Taylor, 1991), 

Day and Kilduff (2003) concluded that “there is little in the published literature on negative 

ties” (p. 216). In addition, several researchers argued that negative relations at work might 

have a greater explanatory power for work-related outcomes than positive relations (Brass & 

Labianca, 1999; Labianca, Brass, & Gray, 1998; Labianca & Brass, in press). Indeed, there is 

some empirical evidence of the detrimental effects of negative relations on an individual’s 

performance - e.g., Sparrowe et al. (2001) found that being object of hindrance ties was 

associated with lower performance. However, the question of how self-monitoring relates to 

the formation of negative relations and in turn impacts on individual performance has 

remained largely unexplored. In the present study I will explicate and test how self-

monitoring relates to the positions in both positive and negative affect-intensive networks and 

how these positions, in turn, relate to work performance. Studying embeddedness in the social 

network of affect-intensive positive and negative relations I will focus on two specific 

characteristics that I expect will be related with self-monitoring orientation: the number of 

incoming friendship ties (being object of friendship relations) and the number of outgoing 

negative ties (reporting existence of negative relations with others). In other words, according 

to the self-monitoring theory what typifies high self-monitors is their ability to be perceived 
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positively by others, to be seen as a friend. However, their activity in the political arena of 

organizations tends to result in confrontation with negativity in social relations - disliking 

others.  

 

1.3 THEORY 

Self-Monitoring and Social Relations 

 

Self-monitoring is a personality trait referring to an individual’s tendency to observe and 

control his or her expressive behavior according to interpersonal cues for situational 

appropriateness (Snyder, 1974). Gangestad and Snyder (2000) describe the differences in 

cross-situational consistency of behavior between high and low self-monitors in the following 

way: High self-monitors, seeking to promote a desired public image, are sensitive to 

situational and interpersonal cues and regulate their expressive self-presentation. Low self-

monitors lack either the motivation or the ability to regulate their expressive behavior in this 

way and express behavior that is consistent with their inner attitudes and beliefs. Thus a high 

self-monitor in any social situation would ask: “Who does this situation want me to be and 

how can I be that person?” Whereas a low self-monitor would ask: “Who am I and how can I 

be me in this situation?” (Snyder, 1987: 32).   

In addition to differences in monitoring expressive behavior and self-presentation, 

high and low self-monitors differ in their approach to creating and managing their 

interpersonal relations. High self-monitors possibly use their social relations as a means for 

impression management (Gangestad & Snyder, 2000). They tend to be more pragmatic and 

utilitarian, investing less emotional commitment in their relations (Snyder & Simpson, 1984). 

On the contrary, low self-monitors tend to be driven by self-validation motives (Gangestad & 

Snyder, 2000). They choose relations based on shared values, tend to develop strong affective 
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bonds and maintain them for a long time (Snyder, Simpson, & Gangestad, 1986). Moreover, 

high self-monitors tend to choose specific partners for different activities based on their 

partner’s skill in particular areas, whereas low self-monitors choose their partners on the basis 

of general likability and tend to retain the same partners for many, sometimes for most, of 

their activities (Snyder, Gangestad, & Simpson, 1983).  

The differences in interpersonal orientations of high and low self-monitors can 

influence their embeddedness in social relations at work. A typical characteristic of high self-

monitors is their ability to impress and entertain and to play on others’ expectations in order 

to get along and be liked (Snyder, 1974). High self-monitors as compared to low self-

monitors are more skilled at decoding and reading others (Mill, 1984) and they seem inclined 

to rely on overt, clear, and typified interpersonal cues to what sort of expressive behavior is 

called for in a given situation (Schwalbe, 1991). The external orientation of high self-

monitors seems to be effective in the sense of pleasing others and winning their favor. For 

instance, Flynn, Chatman, and Spataro (2001) found that self-monitoring moderated 

negativity of impressions formed of demographically different coworkers in such a way, that 

demographically different coworkers who were high self-monitors engendered more positive 

impressions than their low self-monitoring counterparts. In a similar vein, Turnley and Bolino 

(2001) found that high self-monitors could use impression-management tactics more 

effectively than low self-monitors. In particular, high self-monitors appeared to be more adept 

at using ingratiation, self-promotions, and exemplification to achieve favorable images among 

their colleagues. Both the external orientation and the effective use of impression 

management techniques may result in a greater popularity of high as compared to low self-

monitors. I therefore predict: 

 

Hypothesis 1: Higher self-monitoring is associated with more incoming friendship 

relations. 
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The other side of the coin includes the possible negative consequences arising from the 

interpersonal orientation of high self-monitors. First, high self-monitors are able and willing 

to change their opinions and disguise their feelings in order to please someone or win their 

favor (Snyder, 1974). Creating a “facade of conformity” (Hewlin, 2003) may eventually lead 

to inconsistency in felt and expressed attitudes and thus to experiencing psychological and 

emotional distress (Grandey, 2003; Morris & Feldman, 1996; Morris & Feldman, 1997; 

Tunnell, 1984). The experienced distress could then induce a development of a negative 

interpersonal schema. Second, high self-monitors, seeking the social spotlight, tend to cross 

social divides and establish relations with heterogeneous others (Day & Kilduff, 2003; 

Gangestad & Snyder, 2000). For example, one recent study of networks in academia 

demonstrated that high self-monitors tended to have a greater number of high status friends 

and mentors (Mehra, Leonard, & Katerberg, 2003). In general, being connected to a larger 

number of different individuals at work and spanning social boundaries may include being 

confronted with possibly heterogeneous expectations of these others. In a meta-analysis of the 

correlates of role conflict and ambiguity Fisher and Gitelson (1983) identified occupancy of 

boundary spanning positions as a significant predictor of role conflict. In this way negative 

interpersonal schemas can follow from the tendency of high self-monitors to span boundaries. 

Third, Toegel, Anand, and Kilduff (2005) found that high self-monitoring managers as 

opposed to their low self-monitoring counterparts tended to be called upon to help others deal 

with their negative emotions. As a result, high self-monitors may be more likely to develop 

negative interpersonal orientations. These lines of reasoning all point in the same direction 

leading to the following hypothesis: 

 

Hypothesis 2: Higher self-monitoring is associated with more outgoing negative social 

relations. 
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Social Relations and Individual Performance 

 

Positive social relations at the workplace provide an individual with access to instrumental 

and expressive resources needed for high performance. Lin (2001) offers four ways in which 

social networks enhance instrumental outcomes of individuals’ actions: (1) Social ties can 

facilitate flow of information, (2) they may exert influence on others who are critical in 

decisions involving the individual, (3) they are considered to be the individual’s social 

credentials, and (4) they are expected to reinforce the individual’s identity and recognition 

(Lin, 2001). At the same time, social ties are valuable sources for affective outcomes (such as 

life satisfaction and mental and physical health) as they represent sources of social support. In 

line with this argument, friendship groups were found to perform significantly better than 

acquaintance groups on both decision-making and motor tasks (Jehn & Shah, 1997). 

 The access to resources embedded in social networks of organizations is not equally 

distributed among all individuals. Centrally located individuals with more incoming 

friendship ties are better positioned to monitor the flow of information and to gain social 

support in times of need which is likely to improve their performance, as predicted in the 

following hypothesis: 

 

Hypothesis 3: More incoming friendship ties are associated with a higher individual 

performance. 

 

Conversely, negative social relations at the workplace may prevent an individual from 

accessing instrumental and expressive resources. Negative social ties are characterized by 

avoidance, interference, and threat (Labianca & Brass, in press; Sparrowe et al., 2001). 

Because threat and anxiety produced by negative relations have the capacity to distract from 
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the current tasks and to inhibit people’s cognitive functioning in processing complex 

information (Staw, Sandelands, and Dutton, 1981), individuals involved in negative relations 

may work less effectively and/or produce suboptimal products. Interpersonal dislike is also 

often accompanied with uncomfortable feelings like annoyance, anxiety, and anger (Jehn, 

1995), which may diminish any expressive resources gained from the interactions. Thus, 

interpersonal dislike in the form of “enduring, recurring set of negative judgments, feelings 

and behavioral intentions toward another person” (Labianca & Brass, in press: 5) affects both 

instrumental and expressive outcomes leading to lower workplace performance.  

 In contrast to positive relations that provide social support, having more negative 

social relations means being more likely to be distracted or frustrated by negative interactions, 

experiencing tensions, or in case the negativity is reciprocated (Andersson & Pearson, 1999) 

also potentially becoming targets of purposeful harmful actions by others. This is likely to 

affect performance. Thus, I hypothesize:  

 

Hypothesis 4: More outgoing negative ties are associated with a lower individual 

performance. 

 

So far I hypothesized separately the influence of self-monitoring on the positions in the 

networks of affect-intensive social relations and the influence of these positions on individual 

performance. If incoming positive network relations lead to higher ratings of performance, 

and outgoing negative network relations lead to lower ratings of performance, and self-

monitoring is associated with both, high self-monitors are likely to receive both benefits and 

detriments of these network positions in terms of individual performance. Because self-

monitoring is unlikely to be directly related to the proficiency with which individuals perform 

their tasks, I hypothesize: 
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Hypothesis 5: The effects of self-monitoring on individual performance are mediated 

by the positions in the networks of affect-intensive social relations: High self-monitors 

tend to have more incoming friendship ties, which positively influences performance, 

but at the same time they report having more outgoing negative ties, which has a 

detrimental effect on performance.  

 

Figure 1.1 graphically summarizes the conceptual model and proposed hypotheses. 

Hypothesis 5 suggests the mediation of the relation of self-monitoring with individual 

performance by structural positions in affect-intensive social ties.  
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Figure 1.1. Overview of the conceptual model   
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1.4 METHODS 

Sample 

 

A questionnaire survey was conducted at a radiology department of a Dutch hospital located 

in the south of the Netherlands. Data was collected as part of a larger data collection effort. 

The full effort consisted of three rounds of data collection and included self-reported scales 

for a number of additional variables. The paper-and-pencil questionnaires used for this study 

were administered in two rounds: At T1 to all 163 employees (48 men and 115 women), and 

at T2 to all 162 employees (47 men and 115 women) of the department, including the full 

range of functions from radiologists, technologists, to administrative staff. T1 took place 

approximately three months before a large-scale information technology implementation 

(several months after the announcement of the change and several weeks after the formal 

training) and T2 approximately 6 months after the implementation. Over the period of nine 

months between T1 and T2 eight respondents left and seven respondents joined the 

department. The questionnaires included a self-reported measure of self-monitoring and two 

sociometric questions addressing an individual’s friendship and adversarial relations with 

others at the workplace. The data on gender, function, position, and tenure came from 

departmental reports. In the absence of objective measures of individual performance that 

would be comparable across different functions, I used supervisory ratings administered in a 

separate questionnaire. I received 163 responses including the self-monitoring measure. At 

T1, 142 individuals responded to the sociometric questions (87.7%) and I received 

performance evaluations for 162 individuals. At T2, 139 individuals responded to the 

sociometric questions (85.8%) and I received performance evaluations for 162 individuals. 

Resulting in the dataset of 163 usable responses for the analyses predicting structural 

positions and 155 usable responses for the analyses predicting work performance. The 
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analyses including the measure of outgoing negative ties as a dependent variable included 142 

and 139 responses for T1 and T2, respectively. The analyses where outgoing negative ties are 

a mediating variable between self-monitoring and individual performance included 141 and 

137 responses for T1 and T2, respectively. Non-respondents did not significantly differ from 

respondents with respect to their age, gender, function, rank, and tenure.  

 

Measures 

 

Self-monitoring. I measured self-monitoring using a Dutch language version of the 18-

item revised Self-Monitoring Scale (Gangestad & Snyder, 1985; Snyder & Gangestad, 1986; 

translation validated by Vinkenburg, 1997). Snyder and Gangestad (1986) argued that the 

revised scale was more reliable and factorially pure than the originally proposed 25-item scale 

described in Snyder (1974). Items include “I would probably make a good actor,” and “I have 

trouble changing my behavior to suit different people and different situations” (reverse 

keyed). I used a response format based on a 5-point Likert scale as a recent meta-analysis on 

self-monitoring (Day, Schleicher, Unckless, & Hiller, 2002) suggested a higher scale 

reliability for the continuous scoring than the originally proposed true-false scoring (p. 393). 

The reliability of the scale used in the present research, assessed by Cronbach’s alpha, was 

.77. I used the mean score over the 18 items as a continuous self-monitoring score. 

The construct validity of the Self-Monitoring Scale has been actively discussed (cf. 

Briggs & Cheek, 1988; Gangestad & Snyder, 2000; John, Cheek, & Klohnen, 1996; Nowack 

& Kammer, 1987; Snyder & Gangestad, 1986). Factor analysis conducted on the self-

monitoring scores collected for the current study revealed a similar pattern of factor loadings 

found in these studies. A recent comprehensive review of the self-monitoring literature 

provided evidence of self-monitoring as a unitary phenomenon: A wide range of external 
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criteria tapped a dimension directly measured by the Self-Monitoring Scale and approximated 

by the first unrotated factor (Gangestad & Snyder, 2000).  

The self-monitoring orientation was assessed once, at the first measurement for each 

respondent. Previous research on self-monitoring supports stability of self-monitoring as a 

personality trait. Studies of monozygotic and dizygotic twins indicated that self-monitoring is 

likely to have a biological basis (reviewed in Gangestad & Snyder, 1985; Snyder & 

Gangestad, 1986). Support for temporal stability of the construct comes from test-retest 

studies conducted over periods of one month to 3.5 months with test-retest reliability 

estimates ranging from .83 to .77, respectively (reviewed in Snyder, 1987:17). Finally, 

Jenkins (1993) argued that, considering accumulated evidence, self-monitoring could be seen 

as “a stable personality trait throughout one’s lifespan” (p. 84).  

Social network measures. The sociometric part of the questionnaire assessed two types 

of relations: friendship, and adversarial. Assessing the friendship network I asked respondents 

to look down an alphabetical list of all employees and check the names of the people “whom 

you consider a personal friend, e.g., a person you like to spend breaks with, or with whom you 

like to take part in different social activities”. This question was found to reliably distinguish 

a ‘friendly relationship’ from a ‘friend’ in a validation study, conducted at a dialysis and 

nursing department of a Dutch hospital (van de Bunt, 1999:97). Moreover, the question 

assessing the friendship network in the study of Mehra et al. (2001) was formulated in a 

similar vein. Following Baldwin et al. (1997) and van de Bunt (1999) I assessed the negative 

relations asking respondents to check names of the people “with whom you have a difficult 

relation, e.g., you cannot get along with this person”. Both questions were translated (and 

back-translated) from English to the Dutch language by three independent translators and pre-

tested for face validity and acceptability at a different radiology department.  
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I used the roster method instead of a free recall to collect social network data (cf. Wasserman 

and Faust, 1994: 46). That is, I included an alphabetical list of all employees of the 

department and asked respondents to answer the two questions described above by placing 

checks next to the names of individuals they considered their friends and adversaries. In order 

to limit the measurement error, respondents were not restricted to a fixed number of 

nominations (Holland & Leinhardt, 1973).  

The data for each relation was arranged in a separate 142x142 binary adjacency matrix 

at T1 and 139x139 binary adjacency matrix at T2 in the following way: In each matrix a value 

of 1 in the cell xij corresponded to i nominating j as a friend or adversary. A value of 0 

indicated no relation from i to j. Each matrix thus contained 20,022 observations on all 

possible pairs of people at T1 and 19,182 observations on all possible pairs of people at T2. 

To calculate the network indexes and centrality measures I used the network software 

program UCINET VI version 6.87 (Borgatti, Everett, & Freeman, 2002). The density of the 

friendship network was .12 at both T1 and T2, and the density of the adversarial network was 

.03 at T1 and .02 at T2.  

To assess centrality of each individual in the friendship network I computed indegree 

centrality scores (Freeman, 1979). Indegree is a form of degree centrality that counts only the 

relations with a focal individual reported by other respondents. Conceptually, the indegree 

centrality (also referred to as popularity, prestige or prominence) of an actor increases as the 

focal person becomes the object of more ties but not when the person him/herself initiates the 

ties. It can thus be interpreted as the extent to which the focal person controls events or 

resources that are of interest to others in the network (see also Freeman, 1979; Wasserman & 

Faust, 1994:174-183).  

In addition to the conceptual reasons outlined above, using indegree centrality scores 

has two methodological advantages over other measures of centrality. First, compared to the 
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outdegree centrality, indegree centrality does not suffer from limitations of self-reports. 

Second, compared to several other more elaborate measures of centrality that take into 

account both direct and indirect ties, indegree centrality does not require symmetrization of 

the adjacency matrix. Examples of the more elaborate measures of centrality that require 

symmetrization include eigenvector centrality, a measure based on summed connections to 

others weighed by the centrality of others (Bonacich, 1972), and betweenness centrality that 

measures the extent to which the focal individual connects otherwise unconnected others 

(Freeman, 1979). Preserving the distinction between outgoing and incoming relations is 

crucial, because affect-intensive relations such as friendship or adversarial ties may be 

asymmetrical, as conceptions of closeness and dislike may vary across individuals (Ibarra & 

Andrews, 1993; Krackhardt, 1990). Reciprocation rates for the friendship and adversarial 

relations in the present research were at T1 .28 and .11 and at T2 .26 and .05, respectively.  

To assess outgoing negative ties of each individual I computed outdegree centrality 

scores (Freeman, 1979). Outdegree is a form of degree centrality that counts all the reported 

relations of a focal individual to other respondents. Conceptually, the outdegree centrality of 

an actor increases as the focal person initiates more ties but not when the person him/herself 

becomes object of the ties. It can thus be interpreted as a measure of the focal person’s 

activity or involvement with others in the network (see also Freeman, 1979; Wasserman & 

Faust, 1994:174-183). Outdegree scores may suffer from a possible self-report bias, but do 

not require symmetrization. Given the relatively low reciprocation rates for both friendship 

and adversarial relations, I would deem symmetrization as problematic.  

Performance. I used supervisory ratings to assess performance. A review of 

performance evaluations in work settings concluded that subjectivity in supervisory ratings 

does not lead to rater error or bias and that there are reasons for increased optimism regarding 

supervisory ratings as “valid reflections of true performance” (Arvey & Murphy, 1998: 163). 
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To limit the rater bias I informed the ten direct supervisors, who were evaluating 8 to 25 

others, that the ratings would remain confidential and would be solely used for research 

purposes (Harris, Smith, & Champagne, 1995). I used 4 items to assess performance. 

Supervisors were asked to indicate on a 5-point Likert scale (ranging from “strongly disagree” 

to “strongly agree”) the extent to which they agreed that (1) “employee’s quantity of work is 

higher than average,” (2) “the quality of work is much higher than average,” (3) “the 

employee’s efficiency is much higher than average,” (4) “the overall job performance of the 

employee is higher than average.” The first three items were adapted from Tsui, Pearce, 

Porter, and Tripoli (1997); the fourth item was adapted from Mehra et al. (2001). The 

questions were translated (and back-translated) from English to the Dutch language by three 

independent translators and pre-tested for face validity and acceptability with supervisors of 

each function at the radiology department. The Cronbach’s alpha for the 4-items scale was .93 

at T1 and .92 at T2.  

 

Control Variables 

  

I controlled for several variables that may influence the independent and/or dependent 

variables:  

Gender. I coded gender as 0 = male, 1 = female. I included gender in the analyses as it 

may have an impact on network configuration. For example, women tend to be less well 

integrated into the men’s networks that often form an organization’s dominant coalition 

(Brass, 1985; Ibarra, 1992). Moreover, gender can bias performance evaluation (Flynn, 

Chatman, & Spataro, 2001). 

Function. I coded function as 1 = radiologist, 2 = radiology assistant, 3 = technologist, 

4 = technology assistant, and 5 = administrative staff. Individuals fulfilling the same function 
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within an organization have similar job responsibilities and educational background, often 

occupying separate social worlds (Aydin & Rice, 1991) and forming separate social networks.  

Rank. There were four levels in the organization. I coded rank as 1 = non-supervisory, 

2 = supervisory, 3 = unit leader, 4 = manager. Individuals on different levels in the hierarchy 

have different job responsibilities and decision-making authority. By virtue of their formal 

rank they may be better predisposed to occupy more central positions in social networks 

(Ibarra, 1992).  

Tenure. I coded tenure as the length of time, in years, that the respondents had been 

employed at the department. Individuals who have been working longer in the department 

have had more opportunity for interaction with others within the department (van de Bunt, 

1999) and may also occupy more central positions in the social networks. 

 

1.5 RESULTS 

Descriptive Statistics 

 

Table 1.1 presents means, standard deviations, and zero-order correlations among the 

variables. Men made up 28 percent of the sample during both measurements and were 

unequally represented in the five different functions and in the four levels of rank in the 

department: Most of the radiologists were men, whereas most of the technologists and 

administrative staff were women. Similarly, men occupied more high-ranking positions in the 

department. On average, respondents had been with the department for just over twelve years 

and longer employment was significantly associated with occupation of high-ranking 

positions.  

The pattern of correlations reveals a number of interesting relations between variables 

in these univariate tests. First, men, employees fulfilling ‘higher order’ functions and 
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individuals with shorter employment at the department had a higher self-monitoring score. 

Second, individuals fulfilling ‘lower order’ functions at T1 and higher self-monitors had a 

higher score on friendship indegree. Self-monitoring score was also significantly correlated 

with the number of outgoing negative ties. In addition, females, individuals performing ‘lower 

order’ functions, and prominent friends, tended to receive higher performance ratings, 

whereas the performance of individuals who reported more outgoing negative ties was rated 

lower. Finally, all three variables measured at both time points (friendship indegree, negative 

ties outdegree and individual performance) showed reasonable temporal stability with 

correlations ranging between .60 and .76 over the period of nine months.  
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Table 1.1 
Means, Standard Deviations, and Correlations 

 
 
Variable   N          Mean        S.D.     1    2    3    4    5    6    7    8    9    10 
 

 
1. Gendera  170        1.71         .46    

 
2. Functionb  170        3.41       1.11   .24**  
 
3. Rankc  170        1.18         .51  -.13*  .04  

 
4. Tenured  170       12.29       9.20   .08 -.10* .19** 
 
5. Self-monitoring 163        2.32         .50  -.38*** -.14* -.01 -.26*** 
 
6. Friendship  170       16.94      7.36   .06  .14*  .04  .09  .16* 

indegree T1 
 
7. Negative ties  142        4.46       7.89  -.13 -.07  .16*  .09  .20**  .06 

outdegree T1 
 
8. Performance T1 162        3.52         .80   .15*  .30*** -.03 -.02 -.07  .26*** -.03 
 
9. Friendship  170       16.15       7.88   .16  .06  .01 -.04  .17*  .73***  .04  .20** 

indegree T2 
 
10. Negative ties  139        2.81        6.75  -.14  .07  .03  .25**  .13+  .06  .60*** -.20*  .01 

outdegree T2 
   
11. Performance T2 162        3.63          .81   .17*  .18*  .06  .03 -.09  .29***  .02 .76***  .35*** -.21** 
 
 
a  coded as 1 = male, 2 = female 
b  coded as 1 = radiologist, 2 = radiology assistant, 3 = technologist, 4 = technology assistant, and 5 = administrative staff  
c  coded as 1 = non-supervisory, 2 = supervisory, 3 = unit leader, 4 = manager 
d  coded as the length of time, in years, that the respondents had been employed at the department 
 
+ p< .10; * p < .05; ** p < .01; *** p < .001; one-tailed 

 



Testing the involvement of higher self-monitors in negative social relations 

(Hypothesis 2), I analyzed two other regression models. As expected, controlling for gender, 

function, rank, and tenure, higher self-monitors tended to report having more negative ties at 

work, thus obtaining a higher score on negative ties outdegree at T1 (β = .23, p < .01) and at 

T2 (β = .16, p < .10). To summarize, higher self-monitors were by more people seen as 

friends and they reported being involved in a larger number of negative social relations.  

Table 1.2 presents results of the regression analyses examining the effects of self-

monitoring on occupying structural positions in the social relations at work. The results reveal 

that (controlling for gender, function, rank, and tenure) self-monitoring was positively 

associated with prominent positions in the friendship network at both time points (at T1 β = 

.25, p < .01; at T2 β = .25, p < .001). Thus I found support for Hypothesis 1 stating that higher 

self-monitoring is associated with more incoming friendship ties.  

I used hierarchical regression analyses based on OLS (ordinary least squares) to examine the 

effects of self-monitoring on structural positions in the social relations (Hypotheses 1 and 2). 

Gender, function, rank, and tenure were included as control variables in all regression 

analyses at the first step. I included dummy variables to differentiate between functions and 

levels of rank. At the second step, I entered the self-monitoring score.  

 

Self-Monitoring and Social Relations 
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Table 1.2 
Results of Regression Analyses Predicting Structural Positions in the Social Network (N=163)1

 
                           Dependent variable 
                 
          Friendship       Negative ties         Friendship    Negative ties   

Variable          indegree 1          outdegree 1         indegree 2       outdegree 2   

   Tenure    .11     .17*   .04     .10   .03     .08   .29**     .32** 

   Model F  6.89***    7.69*** 2.23*    2.70**  6.54***     7.33*** 1.93*    2.08* 

   F change     10.82**     6.11**      10.73**     3.11+

             
   Gender  -.22**    -.12  -.22*    -.14  -.03     .05  -.25*    -.19+

   Function = 1  -.33***    -.33*** -.09    -.08  -.20*    -.21**  -.18+    -.18+

   Self-monitoring       .25**       .23**       .25***      .16+

   Function = 2  -.18*    -.02**  -.01    -.01  -.02    -.04  -.07    -.08 

   Function = 3   .27**     .25**   .22*     .23*   .37***     .35*** -.08    -.07 

   Function = 4   .29***     .28***  .12     .13   .42***     .40***  .01    -.01 

   Rank = 1   .20     .16   .12     .06   .09     .05   .27     .23 

   Rank = 2   .30     .26   .23     .20   .15     .11   .25     .22 

   R2   .29      .34  .13     .17  .28      .33  .12     .14 

   Adj. R2  .25      .29  .07     .11  .24      .28  .06     .07 

   R2 change        .05       .04        .05       .02 

   Rank = 3   .05     .02   .22+     .19   .05     .02   .09     .07 

+ p < .10; * p < .05; ** p < .01; *** p < .001; entries represent standardized regression coefficients.  
1 Except for the analyses with negative ties outdegree: at T1 N=142, at T2 N=139. Missing values deleted pairwise.     

 

 

 



 

Social Relations and Individual Performance 

 

I used hierarchical regressions to examine the effects of centrality in the affect-intensive 

social relations at work on individuals’ workplace performance (Hypotheses 3 and 4). I 

entered self-monitoring in the hierarchical regressions to test Hypothesis 5 concerning the 

mediating effect of self-monitoring on individual performance via the effects on structural 

positions. Structural positions were included on the next step. Mediation would be supported 

if a direct effect of self-monitoring on performance would be reduced or become insignificant 

after including the variables for structural positions (Baron & Kenny, 1986). The control 

variables gender, function, and rank are nominal. I therefore created dummy variables to 

differentiate between functions and levels of rank. I entered control variables (gender, 

function, rank, and tenure) on the first step, self-monitoring on the second step, and centrality 

in the two types of social relations (friendship and negative ties) on the third step.  

Table 1.3 presents results of the hierarchical regressions with individual workplace 

performance as a dependent variable. Models 1 through 4 included the independent and 

dependent variables at T1, models 5 through 8 included the independent and dependent 

variables at T2, and models 9 through 12 included the independent variable at T1 and the 

dependent variable at T2.  

Supporting Hypothesis 3, controlling for gender, function, rank, tenure, and self-

monitoring, prominence in the friendship network was associated with higher performance 

ratings at both points in time (β = .21, p < .05 at T1; and β = .29, p < .01 at T2). I found 

mixed support for Hypothesis 4: At T1 the number of outgoing negative ties was unrelated to 

work performance (β = -.03, n.s.). However, as predicted, at T2 the outdegree in the network 

of negative ties was significantly associated with lower work performance (β = -.26, p < .01). 

The results of analyses of lagged effects (independent variables at T1 on the dependent 
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Concerning Hypothesis 5, results of models 2, 6, and 10 reveal that controlling for 

gender, function, rank, and tenure the direct effect of self-monitoring on individual 

performance was close to zero and not statistically significant (at T1 β = -.02, n.s.; at T2 β = -

.01, n.s.; from T1 to T2 β = -.01, n.s.). Consequently, the overall model fit did not improve by 

entering self-monitoring score. The effect of self-monitoring remained insignificant after 

including variables with structural positions in the social networks. Although I did not find a 

direct effect of self-monitoring on performance, partial support for a mediation model was 

found: I demonstrated in separate analyses an effect of self-monitoring on structural positions 

and of structural positions on performance. Self-monitoring thus seems to affect occupation of 

structural positions at work and these, in turn, affect performance. More specifically, self-

monitoring appears to be a double-edged sword for the ratings of performance. High self-

monitors tend to be more prominent friends, which positively influences workplace 

performance, but at the same time they report having more outgoing negative ties, which has 

a detrimental effect on performance (at T2).  

variable at T2) are similar to the cross-sectional results at T1. Prominence in the friendship 

network had in addition to concurrent effects on performance at both T1 and T2 also a lagged 

effect (β = .19, p < .05), whereas the outgoing negative ties did not show a significant lagged 

effect. Finally, with the exception of negative ties outdegree at T1 and from T1 to T2, the 

overall model fit significantly improved by entering variables for structural positions in the 

social networks. To summarize, being a prominent friend was positively associated with 

workplace performance, whereas having more outgoing negative ties was at T2 negatively 

associated with performance.  
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Negative ties outdegree 2                       -.26**  

Table 1.3 
Results of Regression Analyses Predicting Individual Performance (N=155)1  

T1              T2 
 

Independent Variable  Model 1   Model 2   Model 3    Model 4         Model 5 Model 6      Model 7    Model 8 
 

Gender   -.04      -.04         -.02           -.04             .01      .01            .01          -.05 
Function = 1   -.39***      -.39***     -.32**      -.38***           -.29**     -.29**          -.21*        -.35*** 
Function = 2   -.11      -.10         -.06           -.10            -.05     -.05           -.03          -.09 
Function = 3   -.10      -.10           -.16          -.11             .09        .09            .01           .07 
Function = 4    .01       .01         -.05          -.02             .10      .10           -.05           .09 
Rank = 1    .09       .09          .09            .12            -.19     -.19           -.20          -.10 
Rank = 2    .18       .19          .16            .18            -.04     -.04           -.07           .05 
Rank = 3   -.04      -.03         -.03           -.02            -.16     -.16           -.16          -.14 
Tenure    .04       .03          .02            .02             .09      .09            .05           .13 

Self-monitoring         -.02         -.07           -.08                   -.01           -.07          -.02 

Friendship indegree 1             .21*    

Negative ties outdegree 1              -.03  

Friendship indegree 2                      .29**           

 

Model F   2.67**      2.39*         2.68**         1.92*             2.87**          2.57**        3.35***      3.26** 

F change          .05      4.91*           .08 (1)                              .02          9.61**       9.32** (2) 

R2     .14       .14       .17           .14              .15                .15           .21              .22 

R2 change          .00       .03           .00 (1)                               .00           .06              .07 (2) 

Adj. R2    .09       .08       .11           .08              .10                .09           .14              .16 
 

* p < .05; ** p < .01; *** p < .001; entries represent standardized regression coefficients, (1) compared to Model 2, (2) compared to Model 6. 
1 Except for the analyses with negative ties outdegree: at T1 N=141, at T2 N=137. Missing values deleted pairwise. 



 

Table 1.3 (cont.) 
Results of Regression Analyses Predicting Individual Performance (N=155)1  

            T1->T2           
 

Independent Variable           Model 9 Model 10   Model 11  Model 12   
 

Gender    .01       .01          .03           -.06 
Function = 1   -.29**      -.29**       -.23*        -.32** 
Function = 2   -.05      -.05         -.01           -.06 
Function = 3    .10       .10            .05            .09 
Function = 4    .10       .10          .05            .06  
Rank = 1   -.19      -.19         -.19           -.11 
Rank = 2   -.04      -.04         -.06           -.01 
Rank = 3   -.16      -.16         -.15           -.16 
Tenure    .09       .08          .05            .08 

Self-monitoring         -.01         -.05           -.07 

Friendship indegree 1             .19*  

Negative ties outdegree 1              -.01  

 
 

Model F   2.87**      2.57**       2.75**         1.89*    

F change          .02      4.01*           .01 (1)           

R2     .15       .15       .17           .14    

R2 change          .00       .02           .00 (1)            

Adj. R2    .10       .09       .11           .07    
 

* p < .05; ** p < .01; entries represent standardized regression coefficients,  
(1) compared to Model 10. 1 Except for the analyses with negative ties outdegree: N=136. Missing 
values deleted pairwise. 

 
 
 

1.6 DISCUSSION 

 

The goal of the present research was to examine the effects of a personality trait self-

monitoring on the occupation of structural positions in the networks of affect-intensive 

positive and negative social relations at work and to examine the effects of affect-intensive 

social relations at work on individuals’ workplace performance. I found that the more 

adaptive high self-monitors were more likely to occupy prominent positions in the friendship 

network (i.e., they were nominated by more people as friends). Also, high self-monitors had a 

higher outdegree in negative ties network (i.e., they reported having more negative relations 

 38



 

with others). Further, prominence in the network of friendship ties was associated with higher 

workplace performance, whereas a larger number of outgoing negative ties was associated 

with lower workplace performance. I controlled for gender, function, rank, and tenure in all 

analyses.  

In line with the findings of the study by Mehra et al. (2001), self-monitoring 

orientation significantly predicted prominence in the friendship network. Interestingly, self-

monitoring was also predictive of outdegree in the network of negative ties. This suggests that 

in addition to previously emphasized advantages, there may be a downside to being a high 

self-monitor in terms of higher probability of initiation of relationships that eventually 

develop into negative interpersonal schemas.  

Prominence in the friendship network and outdegree in the negative ties network 

significantly predicted workplace performance over and above the effects of control variables. 

The effects of friendship prominence persisted over both measurements T1 and T2 and I 

found a significant lagged effect of friendship prominence at T1 on performance at T2. These 

findings further extend previous research. Being a friend to others at work was found to be 

important if there were status differences - and perceptions of these status differences - 

involved (cf. Kilduff and Krackhardt, 1994). More recent findings of research on the level of 

groups (e.g., Flache & Macy, 1996; Oh, Chung, & Labianca, 2004) suggest that the effects of 

cohesion (binding strong positive ties) on group performance may be non-linear. In other 

words, group effectiveness is best stimulated by moderate levels of cohesion and closure. 

Perhaps there are parallels to the mechanisms that function on the individual level. For 

instance, Brass and his colleagues (2004) theorized that there may be an inverted U-shaped 

relationship between centrality and job satisfaction on the individual level. In this study I 

included the disadvantages of high levels of prominence (e.g., contradictory expectations and 

a higher possibility of interactions with unpleasant others) in a separate hypothesis on the 
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likelihood of forming negative ties. Future research could combine these two types of 

affective networks evaluating social status in a more comprehensive way (e.g., Bonacich & 

Lloyd, 2004) or focus on theorizing the non-linearity of effects of positive ties on the 

performance of individuals. 

As for the finding in the context of negative ties, previous research has shown that 

prominence in the network of negative ties is negatively associated with work performance 

(cf. Sparrowe et al., 2001). However, I hypothesized that the number of outgoing negative 

relations is also predictive of lower performance. Although the results at T1 do not lend 

support for this hypothesis and the effect seems to be concurrent rather than lagged, the effect 

found at T2 was more convincing. The first measurement took place during a preparation for 

a large-scale information technology implementation that was accompanied by a redesign of 

many of the work tasks. During the second measurement, six months after the 

implementation, the situation was more stable. It is conceivable that during the upheaval at 

the start of the implementation both the structural positions as well as individual performance 

were about to undergo considerable changes and perhaps these (expected) changes could 

account for the difference in the results for outgoing negative ties. If this interpretation is 

correct, the results suggest that the number of outgoing negative ties has a significant negative 

effect on performance in a stable work situation. The lack of significant findings for the 

lagged effect can be explained by the same argument mentioned for T1. The effects of 

outgoing negative ties could be suppressed in the wake of a large-scale organizational change. 

However, it is also possible that outgoing negative ties have a short(er)-term effect on 

performance that does not persist over a period of nine months. On the basis of the current 

study it is not clear whether the effects of negative ties on performance are short(er)-term or 

temporarily suppressed by the organizational change. Future research could shed light on 

these questions. 
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Contrary to some of the previous work on self-monitoring and performance, my findings do 

not support existence of a direct relation between self-monitoring and work performance. One 

possible explanation is offered by the results of this study. I showed that self-monitoring is 

associated with prominence in friendship network, but also with more outgoing negative ties, 

one of which has a positive and the other a detrimental effect on performance. If the effects of 

self-monitoring as argued here were mediated by structural positions and these effects were of 

comparable strength, the overall effect of self-monitoring on performance would be expected 

to be negligible. However, the effects of outgoing negative ties on work performance at T1 

were not significant and this argument does not offer an explanation for why some of the 

previous studies did find an effect of self-monitoring on job performance. Several studies in 

this area concluded that self-monitoring enhanced performance of specific groups of 

employees. In particular, it enhanced performance of men in traditionally female occupations 

and women in traditionally male occupations. (cf. Anderson, 1987). Interestingly, Mehra et al. 

(2001) found a main effect of self-monitoring on work performance in the context of a high 

technology firm. One possible explanation remains that self-monitoring is an important work-

related predisposition in a certain type of context in which social skills are an essential part of 

work performance. An informal organizational culture and high interdependence among work 

tasks could be one of them. Mehra et al. (2001) described their research context, a high-

technology firm, as a small, cohesive organization (p. 141) characterized by entrepreneurial 

culture and an emphasis on innovation and creativity (pp. 128-129). The research context of 

the present study, a radiology department, was in contrast characterized by functional division 

and traditionally hierarchical relations between functions (cf. Barley, 1986: 87-88). 

Dependence between individuals and their work tasks in this context was sequential rather 

than pooled and the organizational culture emphasized high quality in performing relatively 

well-defined routine tasks. The characteristics of the context could offer an explanation for 
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why I did not find a direct effect of self-monitoring on workplace performance in the present 

study. Future research could specifically address the contextual factors under which self-

monitoring is expected to predict individual performance. 

 

Limitations 

 

The first important limitation of this study is related to the problem of causal ordering. For 

example, in addition to social network positions influencing individuals’ workplace 

performance, it is conceivable that individuals partly shape their social networks according to 

the work performance of others - good performers could emerge as prominent advisors on 

work-related matters, whereas bad performers could be disliked. A plausible avenue for future 

research would be to investigate the structuring as a process over time rather than viewing 

social structures as given (cf. Barley, 1986). This could be achieved by employing repeated 

measurement designs and models that explicitly focus on network evolution such as proposed 

by Snijders (2001, 2005) or a recent extension of these models that allows for simultaneous 

estimation of the effects of network evolution and behavioral dynamics (Steglich, Snijders, & 

Pearson, 2004).  

The second potential limitation stems from the fact that the data was collected in one 

organization, which opens up a question of generalizability to other settings. The 

characterizing features of the context were clear hierarchical relations and well-defined 

differences in knowledge and personal responsibility between different functions. These 

features might have affected the delineation of social worlds and in turn the emergence of 

affect-intensive positive and negative relations between individuals, such that individuals 

fulfilling different functions occupied separate social worlds and formed separate networks 

(see also Aydin and Rice, 1991; Barley, 1986). The differences between the boundary-
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spanning high self-monitors and their low self-monitoring counterparts, who tend to occupy 

homogenous social worlds, might therefore be more pronounced in this study than in other 

settings. Future research could benefit from investigating these phenomena in different 

settings. 

Third, in this chapter I provided theoretical arguments for why high self-monitors are 

more likely to be involved in outgoing negative relations. However, I have not specifically 

tested these (mediation) mechanisms. Future research may fruitfully target the causal 

mechanisms driving formation of negative ties to shed light on this matter. Similarly, specific 

mechanisms underlying the effects of friendship indegree and negative ties outdegree on 

workplace performance of individuals can form an interesting avenue for future research. 

Finally, although the dimensions and operationalization of friendship are well 

described and understood (cf. van de Bunt, 1999), the dimensions of negative ties were 

conceptually outlined, but have not been empirically explored so far (cf. Labianca & Brass, in 

press). Consequently, in an effort to overcome social desirability bias of respondents, 

researchers have used different definitions and operationalizations of negativity, varying from 

avoidance (e.g., Labianca et al., 1998), hindrance (e.g., Sparrowe et al., 2001), to an 

adversarial or difficult relation (e.g., Baldwin et al., 1997, van de Bunt, 1999). The 

operationalization of negative ties employed in the present study closely follows the work of 

Baldwin et al. (1997) and van de Bunt (1999) and is congruent with the recommendations 

formulated by Labianca & Brass (in press). Future research could address the differences in 

operationalizations of negative ties and their implications. 

 

1.7 CONCLUSION 

 

In summary, this study clarifies the role of self-monitoring personality in the formation of 

positive and negative relations and highlights the importance of both positive and negative 
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social ties for work performance. Including the negative side of the “social ledger” (Brass & 

Labianca, 1999) in the study allowed us to make a significant contribution to the extant 

literature on self-monitoring and social networks. I argued that being a high self-monitor is a 

double-edged sword for ratings of performance. Being a social chameleon allows one to be a 

friend to many and this may get the high self-monitor an advantage in terms of performance 

ratings. The cost, however, is that the boundary-spanning social chameleon is more likely to 

develop outgoing negative ties that are, in turn, detrimental for work performance.  

General practical recommendations of network studies related to work performance 

and career success focus on diversity of ties and taking advantage of structural holes (e.g., 

Mehra et al., 2001; Seibert et al., 2001). I have shown that there is a potential downside to this 

approach of building relations: I argued that boundary-spanning is one of the explanations for 

high self-monitors to develop outgoing negative relations and I have shown that in a stable 

work situation such relations hinder workplace performance. Hence, including diversity and 

building relations to otherwise disconnected others may be a fruitful strategy but it should be 

employed with caution as it may lead to the development of negative relations. In case the 

dislike would be reciprocated (Andersson & Pearson, 1999) the negative relations may be 

even more disadvantageous (Sparrowe et al., 2001). 
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Chapter 2 

TORN BETWEEN LIKE AND DISLIKE: 

MODERATING EFFECTS OF AMBIVALENCE IN SOCIAL INFLUENCE2

 

2.1 ABSTRACT 

 

The purpose of this study is twofold. First, I use self-categorization theory and social network 

theory to explore two mechanisms of social influence on attitudes towards new technology – 

similarity in the advice roles and co-membership of friendship cliques and test the 

hypothesized relations in a longitudinal field study. Second, on the basis of these two 

mechanisms I further investigate the moderating effects of ambivalence. Consistent with the 

predictions, I found evidence of both mechanisms – individuals in a similar role in the advice 

network as well as individuals who were co-members in friendship cliques reported more 

similar attitudes. However, the first mechanism was stronger approximately three months 

before the start of the actual implementation of the technology (T1), whereas the second 

mechanism prevailed approximately six months after the implementation (T2). I also 

demonstrated that ambivalence had a moderating effect on social influence, such that at T1 

higher ambivalence strengthened attitude similarity among role equivalents in the advice 

network and at T2 higher ambivalence strengthened attitude similarity among co-members of 

friendship cliques.  

                                                           
2 The study reported in Chapter 2 was accepted for presentation at the annual meeting of the 
Academy of Management, Atlanta, Georgia, August 2006.  
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2.2 INTRODUCTION 

 

Studies in the field of information systems informed by theories from cognitive psychology 

have shown that individual attitudes towards technology are related to behavioral intentions 

and subsequent user behavior (e.g. Taylor and Todd, 1995; Venkatesh and Davis, 2000). User 

attitudes, intentions, and subsequent behavior determine the success of implementation of a 

new technology. Although technology implementation can be mandatory, dissatisfied users 

may find ways to work around the technology and in general may not be motivated to master 

and support effective usage. Studies of formal, instrumental and friendship networks within 

organizations informed by social psychology and sociology suggest that employees who 

interact intensively, are grouped in dense groups, or who occupy similar positions in the 

network develop similar attitudes (Rice and Aydin, 1991; Meyer, 1994; Burkhardt, 1994). In 

addition, attitudinal ambivalence (a state that reflects the co-existence of positive and negative 

dispositions toward an attitude object) may have important consequences in this process as it 

leads to a greater motivation to accurately process information about an object and to higher 

attitude pliability (cf. Jonas, Diehl, & Broemer, 1997; Armitage and Conner, 2000).  

However, it has not been investigated yet how ambivalence may relate to social 

influence. This study sets out to introduce the concept of attitudinal ambivalence in a 

longitudinal field investigation of social influence in attitude formation towards new 

information technology. More specifically, the focus is on the moderating effects of 

ambivalence and intricacies of the social influence process through two mechanisms - role 

similarity in the advice network and co-membership of friendship cliques. Both having 

similar role in the advice network and being a co-member of friendship cliques are expected 

to lead to greater attitude similarity compared to other advisory role equivalents and friends in 

cliques.  
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The longitudinal character of this field study offers a new perspective on the social influence 

matters that are more often studied in laboratory settings (compare e.g., Zalesny & Ford, 

1990). The setting of the current study allows for an exploration of boundary conditions of 

social influence processes, such as ambiguity of the stimulus during different stages of 

attitude formation depending on the stages of technology implementation. Ambiguity, for 

instance concerning consequences for work process and the organization, is higher before 

actual implementation, which leaves space for interpretation and social influence. However, at 

a more mature stage of attitude formation opinions may be easier to communicate and others 

may have had more opportunity to become acquainted with the opinions of all individuals 

with whom they communicate perhaps less frequently or only indirectly.  

The purpose of the current study is twofold. First, to investigate two mechanisms of 

social influence operationalized through network structures - similarity of roles in an advice 

network and co-membership of friendship cliques. Second, the focus is on investigating a 

moderating effect of a structural characteristic of attitudes, attitudinal ambivalence, in these 

two mechanisms of social influence. I put forth a theory on how these two network structures 

create demands and norms on individuals and thereby influence attitude formation about new 

technology implemented within an organization and hypothesize the role of ambivalence in 

this process.  

 

2.3 THEORY 

Attitudinal Ambivalence 

 

Attitudinal ambivalence is defined as the simultaneous existence of positive and negative 

evaluations (including beliefs and emotions) with regard to the same object in an individual's 

attitudinal basis (Kaplan, 1972). This concept has recently received increasing amount of 
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attention in the fields of psychology, sociology, and organization studies alike. Thompson, 

Zanna, & Griffin (1995) and Jonas, Broemer, & Diehl (2000) summarized the historical 

development and recent revival of the concept in the field of psychology. Smelser (1998) 

introduced the concept of ambivalence as an alternative to the rational-choice model of 

behavior in the field of sociology. Finally, Piderit (2000) reviewed studies of resistance to 

organizational change arguing for a reconceptualization that would recognize ambivalence 

and multidimensionality of individual responses toward change instead of simply using the 

term resistance. In the research context of the current study attitudinal ambivalence became 

most apparent among the administrative workforce. The new technology meant reduction of 

the physically demanding repetitive tasks of managing the archive with X-ray images and 

other documentation. On the other hand, part of the administrative workforce became 

redundant, which meant losing friends and colleagues at work. Respondents described their 

attitudes towards the new technology in terms of such tensions, thereby supporting the 

motivation to include ambivalence as an important construct in the implementation process. 

Sources of ambivalence may vary from contradicting information and experiences 

related to the attitude object (as outlined in the example above), to personality based factors 

and involvement. For example, Thompson and Zanna (1995) found that individuals scoring 

high on need for cognition (a general tendency to enjoy and engage in effortful cognitive 

activities) experienced less ambivalence, especially under involvement with the investigated 

issues, whereas individuals with a high personal fear of invalidity (a heightened concern with 

error) who were highly involved with the investigated issues experienced more ambivalence. 

Consequences of attitudinal ambivalence include a moderating effect on attitude-

behavior consistency, influence on attitude persistence and pliability, and impact on 

information processing. Armitage and Conner (2000) demonstrated that higher levels of 

ambivalence were associated with attitudes that were less predictive of behavior, less stable 
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over time, and more pliable in the face of persuasive communication. However, the finding 

related to attitude-behavior consistency may be limited to attitudes toward familiar objects or 

issues. In contrast, Jonas, Diehl, & Broemer (1997) found that in the case of unfamiliar 

objects, ambivalent attitudes were associated with more systematic information processing 

which, in turn, led to more consistency between attitudes and behavioral intentions.  

 

Social Influence 

 

Leenders (2002) defined social influence as a process in which an individual adapts his/her 

behavior, attitude, or belief (both intentionally and unintentionally) to the behaviors, attitudes, 

or beliefs of other individuals in the social network of an organization. The social information 

processing theory (Salancik and Pfeffer, 1978) proved to be a useful theoretical basis for 

many studies of social influence. In summary, social information influences what aspects of a 

job are attended to and how to weigh the importance of these aspects. This information is 

interpreted and labeled (perception/judgment process) to influence job attitudes/needs. 

However, there is also social information that provides a direct job attitude or belief to 

espouse. Information from expressed attitudes is further evaluated and selected to direct 

behavior. Self-observation of the behavior through assigning causality and meaning 

(attribution process) provides information from which attitudes and needs are formed. Social 

reality (and in turn social information) is constructed through one’s own behavior (enactment) 

and through informational social influence, e.g. social comparisons. Thus, individuals use 

information from others to identify salient aspects of their job and work environment, to 

interpret events, and to learn how to react to cues. An extensive review of the social 

information processing literature, with a focus on experimental research, is provided by 
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Thomas and Griffin (1983), Zalesny and Ford (1990), and Meyer (1994). See also Wood 

(2000) for a recent review of studies of persuasion and social influence.  

Researchers employed different network operationalizations of the mechanisms of 

social information processing in studying attitude formation towards information technology. 

Two studies are of particular interest here: Rice & Aydin (1991) and Burkhardt (1994). Rice 

and Aydin (1991) investigated to what extent employees’ attitudes towards an integrated 

information system were influenced by relational, positional (both structural equivalence and 

formal organizational structure) and spatially proximate others within the organization. The 

two primary sources of social information processing were found to be one’s supervisor and 

employees with whom one communicated frequently. Burkhardt (1994) investigated the 

relational model vs. structural equivalence model as alternative sources of social influence. 

She found that direct interaction had an influence on beliefs of self-efficacy - individual’s 

belief regarding his or her ability to use the studied computer technology, but attitudes and 

behaviors were affected primarily through the mechanism of structural equivalence. In other 

words, being in a similar way related to the same others was found to be the primary predictor 

of computer attitudes and hours of use of the new technology, whereas direct contact 

influenced self-efficacy beliefs.  

In summary, whereas Rice & Aydin (1991) found that frequent direct contact was 

important for forming one’s attitude towards new technology, Burkhardt (1994) found that 

structural equivalence (communicating to the same others instead of direct relations) 

influenced one’s technology-related attitude. The investigated social relations in both studies 

were communication ties and the type or content of these ties was not further specified. In 

contrast, the present research formulates and tests two distinctive mechanisms that are based 

on different types of social relations – advice role similarity and friendship cliques – as 

operationalizations of social influence. 
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The Current Study 

 
The first mechanism of social influence is a role-based mechanism of social comparison (cf. 

Leenders, 1995), which is particularly applicable to advice relations connoting social status. 

The theoretical origins of this mechanism come from social identity theory and self-

categorization theory (Tajfel, 1972; Turner, Hogg, Oakes, Reicher, & Wetherell, 1987, see 

also Ellemers, de Gilder, & Haslam, 2004 for a review). In the social identity view, social 

category and group membership are described as becoming part of the self-concept. The self-

categorization theory extends this view and specifies the cognitive process by which social 

identity effects are generated. Thus individuals who see themselves as a member of a social 

category observe the other members of this category as a reference for social comparison and 

adopt the prototypic attitudes and beliefs as their own (Hogg & Terry, 2000). This mechanism 

does not require direct interaction or direct relations; it is based on assuming a role that one 

plays in the social structure. The categorization that individuals make can be based on 

similarity of roles in the advice network. Advice networks do not merely transfer information, 

they tend to be associated with social status and power (Krackhardt, 1990) and therefore form 

a relevant basis for comparisons. In this way, an individual ascribes to himself those attitudes 

or beliefs that others fulfilling a similar advisory role would ascribe to him if they would have 

the same information at their disposal. An individual compares himself with others, whom he 

considers similar in the advisory network, asking what would “a person-like-me, a person-in-

a-position-like-me” (Leenders, 1995: 19) do in this situation?’ The result of this process is 

reflected in similar attitudes held by individuals who occupy similar roles. The following 

hypothesis formulates this association. 

 

Hypothesis 1: Higher role similarity in the advice network is associated with higher 

attitude similarity. 
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In contrast, the second mechanism is based on direct contact in dyadic friendship relations 

that are embedded in a triad. Direct interaction allows for more accurate perception of the 

others’ beliefs and opinions and creates an opportunity for direct persuasion (Rice & Aydin, 

1991). In addition to a simple reciprocated dyadic tie between two individuals, the embedded 

dyad (also referred to as a Simmelian tie) needs to satisfy another condition: “Two people are 

Simmelian tied to one another if they are reciprocally and strongly tied to each other and if 

they are each reciprocally and strongly tied to at least one third party in common” 

(Krackhardt, 1998: 24). The underlying network structure can be described as densely knit 

friendship cliques. Density, as in the dyadic interaction described above, implies multiple 

redundant channels of communication that increase accuracy of perceptions. In addition to the 

processes taking place within dyads, clique members create confirmatory pressures for 

consensus through the process of persuasion and rejection. Homogenous dense cliques are 

more recognizable by outsiders as units and therefore become more attractive to members, 

which in turn enhances pressure toward unanimity within the clique (Erickson, 1988). Also, 

disagreements within the clique are more likely to be mediated by a third party friendly to two 

antagonists in a three person clique than in a dyad (Krackhardt & Kilduff, 2002). All these 

mechanisms operating through friendship cliques lead to greater attitude similarity. This leads 

to the following hypothesis. 

 

Hypothesis 2: Co-membership of friendship cliques is associated with higher attitude 

similarity. 

 

The second purpose of this study is to investigate the moderating effects of ambivalence on 

social influence. Attitudes held with ambivalence were found to be more pliable (Armitage & 
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Conner, 2000). This characteristic is based on several consequences of attitudinal 

ambivalence. Attitudes toward unfamiliar phenomena that are held with ambivalence lead to 

more systematic processing of information about the new salient issue (Jonas, Diehl, & 

Broemer, 1997). In addition, ambivalence induces response amplification - expression of 

attitudes in the direction of the priming. Response amplification is likely to occur because of a 

motivation to reduce ambivalence (Bell & Esses, 2002). As a consequence, attitudes held with 

ambivalence may be more pliable and less stable over time, thus also more susceptible to 

social influence through the two network mechanisms described above. In line with this 

postulate, Hodson, Maio, & Esses (2001) hypothesized attitudinal ambivalence to moderate 

the effects of consensus information on final attitudes expressed, such that individuals who 

initially held ambivalent attitudes toward an issue reported postconsensus attitudes that were 

consistent with those of their supposed peers. Therefore I predict: 

 

Hypothesis 3: Ambivalence will have a moderating effect on social influence, such that 

individuals with a higher ambivalence score will be more susceptible to social influence 

through the two network mechanisms.  

 

2.4 METHOD 

Sample 

 
As described in Chapter 1, a questionnaire survey was conducted at a radiology department of 

a Dutch hospital located in the south of the Netherlands. Data used in this study was collected 

as part of this larger investigation. The full data collection effort consisted of three rounds and 

included self-reported and supervisor-reported scales of a number of additional variables. The 

paper-and-pencil questionnaires used for this study were administered in two rounds. The two 
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survey points took place approximately three months before (T1) and six months after the 

implementation of a new information technology (T2). At T1 the questionnaires were 

administered to all 163 employees (48 men and 115 women), and at T2 to all 162 employees 

(47 men and 115 women) of the department, including the full range of functions from 

radiologists, technologists, to administrative staff. Eight respondents left and seven 

respondents joined the department between T1 and T2, resulting in 155 respondents available 

at both time points. At T1 I received 151 responses including the attitude and ambivalence 

measures (92.6%), 142 individuals responded to the sociometric questions (87.1%), resulting 

in 142 usable responses for the analyses. At T2 I received 146 responses including the attitude 

measure (90.1%), 143 individuals responded to the ambivalence measure (88.3%), and 139 

individuals responded to the sociometric questions (85.8%), resulting in 136 usable responses 

for the analyses. I removed missing data listwise, so there were 123 usable responses for all 

analyses included in this chapter (79.4% overall response rate). Non-respondents did not 

significantly differ from respondents with respect to their age, gender, function, rank, and 

tenure. The questionnaire was administered in the Dutch language. It was translated (and 

back-translated) from English to the Dutch language by three independent translators and pre-

tested for face validity and acceptability at another radiology department similar in 

composition and geographic location to the research site.  

 

 

Measures 

 
Control variables. I included age, gender, tenure, and function of the respondents as 

control variables in all analyses. Individuals of similar function and tenure are expected to 

have similar interaction with the new technology and may, in turn, form similar opinions due 
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to implementation policies. In general, younger individuals tend to have more experience with 

personal computing, which may influence their evaluation of the implemented technology. 

Also, individuals of similar gender, tenure, function, and rank tend to interact more and may 

thus have more opportunity to influence each other’s attitude. For instance, Zenger & 

Lawrence (1989) found that age similarity and tenure similarity positively influenced the 

frequency of technical communication. Control variables were created as matrices of absolute 

differences between individuals with respect to age and tenure. Function, rank and gender 

were used in the form of a dichotomous dyadic variable – i.e., if i and j performed the same 

function, xij = 1, if they performed different functions, xij = 0. Similarly for gender (and rank), 

if i and j were of the same gender (rank), xij = 1, otherwise xij = 0.  

Attitudes. I used a four-item self-reported measure of global attitudes adapted from 

Crites, Fabrigar, & Petty (1994) to assess attitudes. Crites et al. (1994) validated scales for 

global, affective and cognitive attitudes using a number of different scaling formats and a 

range of attitude objects. The semantic differential scales showed superior psychometric 

properties and this response format was therefore selected for the current study. Respondents 

were asked to indicate the position that best described their global evaluation of the new 

information technology on a 5-point semantic differential scale. The bipolar items were 

negative/positive, dislike/like, bad/good, and undesirable/desirable. Cronbach’s alpha for the 

current sample is .86 and .89 at T1 and T2, respectively. To obtain the score for attitude 

similarity I calculated absolute differences between averaged individual responses on the 4-

item scale. Thus an entry in the attitude similarity matrix xij represented an absolute difference 

between i’s and j’s average response on the global attitude scale (cf. Pastor, Meindl, and 

Mayo (2002) and Umphress, Labianca, Brass, Kass, and Scholten (2003) for a similar 

approach on the construction of the dependent variables). 
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Ambivalence. The ambivalence score was calculated from responses on the split 

semantic differential scale (Kaplan, 1972). Using a 4-point scale ranging from ‘not at all 

positive’ to ‘very positive’, respondents were asked: “Consider only the positive aspects of 

the new information technology, and ignore the negative ones, indicate how positive you are.” 

The negative responses were elicited in an analogous way on a 4-point scale ranging from 

‘not at all negative’ to ‘very negative’: “Consider only the negative aspects of the new 

information technology, and ignore the positive ones, indicate how negative you are.” 

Thompson et al. (1995), Priester & Petty (1996) and Jonas et al. (2000) reviewed 

available measures for calculating the potential ambivalence score, concluding that the 

following similarity-intensity formula (also referred to as Griffin formula – see Thompson et 

al., 1995) was both theoretically sound and empirically supported: 

)(
2

CDDCAmb −−
+

=

 

Where Amb denotes potential ambivalence score, C denotes the conflicting evaluation 

and D the dominant evaluation as estimated with the questions proposed by Kaplan (1972). In 

the original formula, the dominant reaction is the one that is experienced more strongly. 

Despite of the fact that the negative evaluation was in some cases stronger than the positive 

one, I consider here the positive reaction as dominant and the negative reaction as conflicting. 

See the Appendix in the section 2.8 at the end of this chapter for a theoretical explanation and 

empirical validation of the adjusted measure of ambivalence.  

In general, the formula both in its original form as well as after the adjustment 

(wherein negative reactions are considered as conflicting) reflects two conceptual points about 

ambivalence (Thompson et al., 1995: 369): First, ambivalence involves attitude components, 

which are of at least moderate intensity. In other words, with similarity held constant, 

ambivalence directly increases with the average intensity with which the dominant and 
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conflicting reactions are experienced. Second, the level of attitudinal ambivalence is 

negatively related to the difference in magnitude of the two components. However, in the 

original form this meant that ambivalence would decrease with increased polarization in 

either direction. Whereas in the adjusted form ambivalence increases with lower positive 

evaluation paired with increased negative evaluation.  

In order to obtain variables for further use in the analyses I copied the column vector 

with the adjusted potential ambivalence scores 123 times for each T1 and T2 to obtain square 

matrices of the same size as other variables. Thus each cell of the ambivalence matrix 

contained i’s adjusted potential ambivalence score. See also Kilduff & Krackhardt (1994) for 

a similar approach and a section on data analysis for a justification of the use of this approach 

in this study.  

Social network measures. Social network measures were calculated based on the 

responses from the sociometric part of the questionnaire. For the purpose of this study I used 

two types of relations: advice and friendship. Following Krackhardt (1990) and Ibarra and 

Andrews (1993) I assessed the advice network asking respondents to look down an 

alphabetical list of all employees and check the names of the people in their organization 

“who you regularly approach if you have a work-related problem or when you want advice on 

a decision you have to make”. Following Mehra, Kilduff, & Brass (2001) I assessed the 

friendship network asking respondents to check the names of the people “who you consider a 

personal friend, e.g., a person you like to spend breaks with, or with whom you like to take 

part in different social activities”. This question was found to reliably distinguish a ‘friendly 

relationship’ from a ‘friend’ in a validation study, conducted at a dialysis and nursing 

departments of a Dutch hospital (van de Bunt, 1999:97).  

I used the roster method instead of a free recall to collect social network data (cf. 

Wasserman and Faust, 1994: 46). That is, I included an alphabetical list of all employees of 
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the department and asked respondents to answer the two questions described above by placing 

checks next to the names of individuals they considered their advisors and friends. In order to 

limit the measurement error, respondents were not restricted to a fixed number of nominations 

(Holland & Leinhardt, 1973).  

The data for the two relations was arranged in separate 123x123 binary adjacency 

matrices in the following way: In each matrix a value of 1 in the cell xij corresponded to i 

nominating j as an advisor or friend. A value of 0 indicated no relation from i to j. Each 

matrix thus contained 15,006 observations on all possible pairs of people because the diagonal 

of the matrix was not valid. The size of the matrix was determined by a listwise deletion of 

missing data due to nonresponse on at least one of the variables included in this study at either 

of the two time points, as mentioned in the section on determining the sample size and 

response rate.  

To assess role similarity in the advice network I used the concept of regular 

equivalence. The role of an actor is circularly defined through his relationships with actors 

who play their respective roles (Nadel, 1957). For instance, a radiologist can only be a 

radiologist because of his connections with other actors who play their respective roles of 

medical specialists, technologists, and administrators. Two actors are regularly equivalent if 

they are identically connected to regularly equivalent actors (Sailer, 1978). In contrast, 

structural equivalence (see Burkhardt, 1994 for an application) requires actors to be tied to 

exactly the same other actors (Lorrain & White, 1971). The difference between structural and 

regular equivalence becomes clear in the following example: Two medical specialists would 

be regularly equivalent if they had patients but they would be structurally equivalent if they 

had exactly the same patients. See also Borgatti and Everett (1989) for a comparison between 

different versions of regular equivalence measures. To compute the regular equivalence 

scores I used the CATREGE algorithm (Borgatti & Everett, 1993) implemented in UCINET 
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VI version 6.87 (Borgatti, Everett, & Freeman, 2002). The output of this algorithm is an actor 

by actor similarity matrix. A k in row i column j means that actors i and j were separated at 

level k. The larger the value k, the more similar the two actors were. If k was equal to the 

value on the diagonal then i and j would be exactly regularly equivalent. 

To assess the underlying network structure related to dyads embedded in a friendship 

triad I used the concept of cliques (Luce & Perry, 1949). To explain the concept of a clique I 

will use basic terminology from graph theory. Nodes in a social network graph represent 

individuals and lines between the nodes represent relations. A clique in a network graph is a 

maximally complete subgraph of three or more nodes. In other words, a clique consists of 

nodes, all of which are connected with each other and there are no other nodes that are also 

connected to all of the members of the clique. The raw adjacency matrix for friendship was 

first symmetrized on the minimum – i.e., if i reported having a friendship tie with j and j 

reported having a friendship tie with i, xij = 1, otherwise xij = 0. The symmetrization procedure 

ensured that the social structure, on which the cliques were identified, consisted only of 

confirmed reciprocated ties. The symmetrized matrix was submitted to the clique 

identification procedure implemented in UCINET VI version 6.87 (Borgatti, Everett, & 

Freeman, 2002). To comply with the definition of Simmelian ties (cf. Krackhardt, 1998), the 

minimum size of the cliques was set to three. Finally, the actor by actor co-membership 

matrix was dichotomized, to obtain a matrix in which a value of 1 in row i and column j 

meant that i and j were together a member of at least one clique.  

 

Data Analysis 

 

Before proceeding with the interpretation of the results, it is necessary to consider several 

issues related to the type of data used in these analyses. Social network data, as well as data 
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on attitude similarity and other dyadic variables, is organized in matrices, and although there 

are 15,006 observations for each T1 and T2, these observations are not independent. For 

example, responses of person i on his relations with person j may be dependent on his 

relations with a third person k, depending on person’s i, j, and k preferences but also simply 

on the fact that an individual has a limited amount of time available to socialize with others. 

This problem is referred to as the problem of autocorrelation. Quadratic assignment 

procedures (QAP; Hubert & Schultz, 1976) have been developed to deal with this type of data 

– dyadic observations that are systematically interdependent. The primary motivation is to 

reduce the potential bias in estimation of the significance of correlation and regression 

coefficients. Common characteristic of these methods is that the referent distribution of 

coefficients used to test their significance is created by simultaneously permuting rows and 

columns of the studied matrix in the way that the structure of the network remains unchanged, 

but the order of the respondents in the matrices is randomly changed. For instance, if i’s 

responses were reported in the 1st row/column of the original matrix and j’s in the 5th 

row/column, after permutation i’s responses may be on the 5th row/column and j’s in the 1st. 

Thus, the social structure remains intact while the matrices are permuted. The result of this 

procedure is a referent distribution on the basis of which the statistical significance of 

correlation and regression coefficients is determined.  

I used multiple regression quadratic assignment procedure (MRQAP) to test 

hypotheses 1 through 3. Krackhardt (1988) demonstrated the robustness of ordinary least 

squares analysis combined with QAP estimation of significance of individual regression 

coefficients under conditions of structural autocorrelation. Recently, Dekker, Krackhardt, & 

Snijders (2005) proposed a new variation of the partialing procedure, which they refer to as 

X-conditional semi-partialing, and recommended the use of this method for its better 

performance (more robustness) under simultaneous conditions of multicollinearity and 
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structural autocorrelation. Therefore, I used this variation of MRQAP implemented in 

UCINET VI version 6.87 (Borgatti, Everett, & Freeman, 2002). 

To test hypothesis 3 concerning the moderating effect of ambivalence, I included 

interaction terms of ambivalence with the two network structures in the regression equations. 

Following the suggestion by Aiken & West (1991) and Cohen, Cohen, West, & Aiken (2003) 

I centered the predictor variables that were entered into an interaction term (subtracted the 

mean from all individual scores). The centered scores were then used to compute the 

interaction term.  

Centering the scores has two main advantages; it allows for a meaningful 

interpretation of unstandardized regression coefficients of the predictors entering the 

interaction term, and it reduces nonessential multicollinearity (Cohen et al., 2003). First, when 

predictors are centered, each first-order coefficient in a regression equation containing 

interactions is the regression of the criterion on the predictor at the sample mean of the other 

predictor variable entering the interaction term. With uncentered predictors it would be the 

regression of the criterion on the predictor at the other predictor equal to zero. The value of 

the higher order regression coefficient and the value of other predictors not included in the 

interaction term are not affected by centering. After centering, the first-order coefficient can 

be interpreted as an average regression of the criterion on a predictor across the range of the 

other predictors in the equation (ibid: 261-262). Second, when the two predictors are each 

completely symmetrical, the correlation between each predictor and the interaction term 

becomes zero after centering, thus reducing nonessential multicollinearity (ibid: 264). 

Note that the predictor variables (control variables and independent variables) and the 

dependent variables are operationalized at the dyadic level, while the moderator variable 

(ambivalence) is operationalized at the individual level. This is congruent with the theoretical 

prediction that a person’s level of ambivalence will moderate (strengthen) the relation 
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between his or her role similarity with the others and his or her attitude similarity with the 

others. In an analogy, this argument applies to the relation of clique co-membership and 

attitude similarity. Thus the choice for the two levels of data analysis is guided by the theory. 

In addition, Luft and Shields (2003), extending the argument of Klein, Dansereau, & Hall 

(1994), suggested the use of an interaction with at least one interacting variable (an 

independent variable or a moderator) at the level of the dependent variable to assess cross-

level effects. 

 

2.5 RESULTS 

Descriptive Statistics 

 
Table 2.1 presents means, standard deviations and Pearson correlation coefficients calculated 

through the QAP procedure in UCINET VI version 6.87 (Borgatti, Everett, & Freeman, 

2002). Note that for ease of interpretation, the sign of all variables reflects greater similarity. 

On the basis of these univariate tests we can conclude that clique co-membership and 

ambivalence have remained relatively stable over time and similarity of advice role and 

attitude similarity showed a lower but statistically significant correlation between T1 and T2. 

Further, friendship clique co-membership was at both time points positively associated with 

age, gender, tenure, and function similarity, whereas advice role similarity at T1 tended to 

occur between individuals with dissimilar age and gender. Advice role similarity was at T1 

also associated with lower levels of ambivalence. 

The dependent variable, attitude similarity, positively correlated with the same gender 

and function, but negatively with age similarity. At T1 advice role equivalents reported 

similar attitudes, whereas at T2 members of the same friendship cliques tended to report more 

similar attitudes. At T2 attitude similarity was negatively associated with ambivalence. 
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However, this negative correlation may be spurious. In addition to Pearson correlation I 

computed a nonparametric measure of association for the two variables – Goodman-Kruskal’s 

Gamma (cf. Kilduff, 1992). This coefficient is non-significant (γ=.005, n.s.) suggesting that 

there may be no correlation between an individual’s level of ambivalence and the similarity of 

his or her attitudes to the attitudes of all others. 
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13. Attitude similarity 2    .75  .63  -.02  .08*  .02  .05 -.07+ -.16***  .05 -.01  .11** -.17***  .05 .04* 

 
 
 
+ p < .10; * p < .05; ** p < .01; *** p < .001; one-tailed; N = 123, entries are Pearson correlation coefficients calculated through QAP, sign reflects greater similarity 

 
Table 2.1 

Means, Standard Deviations, and Correlations 

 
 
Variable   Mean  S.D.     1       2       3       4       5       6       7       8        9       10       11          12 

12. Friendship cliques 2    .05  .22   .12***  .08*** . 08***  .16***  .01  .02  .02  .52***  .02+   .03* .08** 

11. Advice role similarity 2  1.88  .56  -.01  .05  .05 -.01 -.02 -.07+   .12*  .06**  .14**  .04 

10. Ambivalence 2    1.01 1.19   .05+  .01  .01  .05+  -.04  .32*** -.07+   .01 -.02 

9. Attitude similarity 1    .69  .54  -.06*  .05+  -.02  .08*  .05  .07+   .11*  .02 

8. Friendship cliques 1    .06  .24   .12***  .07***  .05**  .19*** -.01  .01  .02 

7. Advice role similarity 1  2.01  .53  -.07* -.07* -.05+  -.01 -.04 -.10* 

6. Ambivalence 1     .69 1.01   .03  .05+   .01 -.03 -.01 

5. Same rank     .78  .42  -.09*   .09*  .04 -.03 

4. Same function     .37  .48   .25***  .13**  .05+  

3. Tenure similarity 10.23 7.65   .31*** -.05* 

2. Same gender     .40  .49   .03 

1. Age similarity  11.76 8.40 

 
 



 

Regression Analyses 

 

Standardized MRQAP coefficients testing hypotheses 1 and 2 (the main effects of advice role 

similarity and friendship cliques on attitude similarity) are reported in Table 2.23. Overall, I 

found support for both hypotheses in the concurrent models. Controlling for the effects of age, 

gender, tenure, function, and rank similarity, both greater similarity in the role in the advice 

network and co-membership of friendship cliques led to greater attitude similarity.  

 
Table 2.2 

Results of MRQAP Analyses Predicting Attitude Similarity  (N = 123) 
  
 
 

     T1           T2              T1->T2 
Independent Variable 
    
 

Age       -7.84**          -4.23  -3.86        

Gender        4.43+          7.83*   8.16*  

Tenure         .31          3.89   4.44  

Function        9.58**          2.49       2.89   

Rank        4.53         -8.31+  -8.17+   

 

Advice role similarity 1     11.33**              4.09 

Friendship cliques 1        .39            0.16 

 

Advice role similarity 2              4.35  

Friendship cliques 2              3.61*   

 

+ p < .10; * p < .05; ** p < .01; entries represent standardized regression coefficients. 
For ease of presentation all entries are multiplied by 100 and the positive sign reflects greater attitude similarity. 
Missing values removed listwise. 

 

                                                           
3 The R2 is not reported. Krackhardt (1996, 2003) argued that the R2 model is not appropriate as a representation 
of this type of network analysis problem. The upper bound of this measure can be as low as .05 even if the data 
perfectly conform to the theory, i.e., the independent variables perfectly and without error predict every value of 
the dependent variable.  
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The effects of role similarity were statistically significant at T1 (β = 11.33, p < .01), but were 

not significant at T2 (β = 4.35, n.s.). On the other hand, the effects of co-membership in 

friendship cliques were not statistically significant at T1 (β = 0.39, n.s.) and more pronounced 

at T2 (β = 3.61, p < .05). Both advice role similarity (β = 4.09, n.s.) and co-membership in 

friendship cliques (β = 0.16, n.s.) were not statistically significant as a lagged effect from T1 

to T2.   

Table 2.3 summarizes results of analyses of moderating effects. For each concurrent 

model and for the model of lagged effects from T1 to T2 results include partial models (e.g., 

model 1 and 2 separately testing moderating effects of ambivalence in advice role similarity 

and friendship cliques at T1) as well as full models (e.g., model 3 that includes both effects at 

T1). Because of including centered variables and their product terms in the analyses, 

unstandardized regression coefficients are reported in Table 2.3. 

Models 1 and 4 show the results for advice role similarity at T1 and T2, respectively 

and models 2 and 5 show the results for co-membership of friendship cliques at T1 and T2, 

respectively. Models 7 and 8 show the results for lagged effects of both variables, advice role 

similarity at T1 on attitude similarity at T2 (model 7) and co-membership of friendship 

cliques at T1 on attitude similarity at T2 (model 8). In addition to these analyses, I have 

conducted analyses in which both mechanisms were tested simultaneously (models 1 and 2 

combined, models 4 and 5 combined, and models 7 and 8 combined). The results are reported 

in models 3, 6, and 9. The direction of the effects and the level of significance of the 

unstandardized MRQAP coefficients remained consistent with the results reported in partial 

models.  
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Table 2.3 
Results of MRQAP Analyses Predicting Attitude Similarity  (N = 123) 

 
 
 

                      T1                  T2                  T1->T2 
 
Independent Variable  Model 1    Model 2    Model 3 Model 4     Model 5    Model 6       Model 7   Model 8    Model 9 
 
Age      -.49**       -.53**        -.49**   -.27      -.32            -.29    -.28         -.30          -.29 

Gender      5.33+        4.35           5.31+  11.57*     11.08*        11.18*  13.12**   12.96**     13.11* 

Tenure        .02          .01            .01     .37       .37              .35     .42       .41              .42 

Function    10.31**      10.46**     10.18*   5.65      4.68             4.88   3.49           3.33           3.49 

Rank     5.81        5.18           5.81 15.17*     15.78*          15.28*  14.70         14.87*       14.73* 

 

Ambivalence 1 (AMB 1)   -2.22       -3.49+            - 2.23       -11.70**   -11.36**   -11.76** 

Advice role similarity 1 (ADV 1)   9.88*             9.85*           4.34             4.36 

AMB 1 x ADV 1     9.43**             9.44**          -7.78**          - 7.83** 

Friendship cliques 1           1.83           1.46                     -1.04          .36 

AMB 1 x cliques 1            .43              .07                     3.32+             3.87+

 

Ambivalence 2 (AMB 2)      -10.48**     -10.41**      -10.57** 

Advice role similarity 2 (ADV 2)        6.91                       6.53 

AMB 2 x ADV 2        -7.92**              -8.15** 

Friendship cliques 2            13.66*          11.69* 

AMB 2 x cliques 2              4.21+                   6.37* 
 

+ p < .10; * p < .05; ** p < .01; entries represent unstandardized regression coefficients. Missing values removed listwise. 
. For ease of presentation all entries are multiplied by 100 and the positive sign reflects greater attitude similarity



 

In general, I found mixed results for hypothesis 3 regarding the moderating effect of 

ambivalence. Figures 2.1 through 2.5 illustrate the direction of the moderating effect. 

Statistically significant interactions were graphically summarized using the guidelines 

proposed by Aiken and West (1991). As predicted, ambivalence moderated the relation 

between advice role similarity and attitude similarity at T1, such that higher ambivalence led 

to a stronger effect of advice role similarity on attitude similarity (b = 9.43, p < .01) as shown 

in Figure 2.1.  

 

 

Figure 2.1. Relationship between advice role similarity and attitude similarity for high and 

low ambivalence at T1. 

 

The interaction term between ambivalence and co-membership of friendship cliques at T1 

was not statistically significant (b = .43, n.s.). However, both at T2 (b = 4.21, p < .10) and as a 

lagged effect from T1 to T2 (b = 3.32, p < .10) there was a statistically significant moderating 

effect of ambivalence and co-membership of friendship cliques in the predicted direction: 

Higher ambivalence compared to lower ambivalence strengthened the relation between clique 

co-membership and attitude similarity (see Figures 2.2 and 2.3).  
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Figure 2.2.  Relationship between friendship cliques co-membership and attitude similarity 

for high and low ambivalence at T2. 

 

 

 

Figure 2.3.  Relationship between friendship cliques co-membership at T1 and attitude 

similarity at T2 for high and low ambivalence. 
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Contrary to the predictions, both at T2 (b = -7.92, p < .01) and as a lagged effect from T1 to 

T2 (b = -7.78, p < .01) higher ambivalence amplified dissimilarity in attitudes with increasing 

advice role similarity. In other words, higher ambivalence weakened the relation between 

advice role similarity and attitude similarity: Highly ambivalent individuals tended to differ 

more in reported attitudes from their role equivalents than individuals with lower 

ambivalence. Figures 2.4 and 2.5 on the next page illustrate the direction of this unexpected 

moderating effect. Note, that in these models the main effect for advice role similarity was not 

statistically significant (models 4 and 7).  

Finally, both at T2 and from T1 to T2 the level of attitude similarity is for highly 

ambivalent individuals generally lower than for individuals with low ambivalence (Figures 

2.2 through 2.5). This unexpected finding is related to the statistically significant negative 

main effect of ambivalence both at T2 and from T1 to T2 (see Table 2.3). An interpretation of 

this main effect in models 4 and 7 is that across the levels of advice role similarity, on 

average, higher levels of ambivalence were associated with greater attitude dissimilarity. 

Similarly, an interpretation of the regression coefficient for ambivalence in models 5 and 8 is 

that there was an average negative effect of ambivalence on attitude similarity across the 

levels of co-membership of friendship cliques. However, these associations may not 

necessarily imply cause and effect relations. As further elaborated in the next section, it is 

conceivable that the causation may have been of the opposite direction, i.e., attitude 

dissimilarity led to higher levels of ambivalence. In addition, because of crossing levels of 

analysis (ambivalence on the individual level and other variables on a dyadic level), the main 

effect of ambivalence needs to be interpreted with caution.  
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Figure 2.4.  Relationship between advice role similarity and attitude similarity for high and 

low ambivalence at T2. 

 

 

 

Figure 2.5.  Relationship between advice role similarity at T1 and attitude similarity at T2 

for high and low ambivalence. 
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2.6 DISCUSSION 

 

The effects of advice role similarity were stronger at T1. This finding may be related to the 

boundary conditions described in the introduction. Generally, social influence effects are 

expected to operate when the stimulus is ambiguous (Festinger, 1954; Meyer, 1994; Zalesny 

and Ford, 1990). Ambiguity, for instance concerning consequences of the technology 

implementation for the work of individuals and the organization, is expected to be higher in 

the beginning of the implementation. However, Moscovici (1976) concluded that even when 

not uncertain about a phenomenon, individuals might still be influenced by sources on the 

basis of affiliation, resources, or authority, or by individuals who are mediators to sources of 

information. Supporting this view, I found stronger effects of social influence operating 

through the mechanism of advice role similarity at T1 and weaker effects through this 

mechanism at T2.  

On the other hand, the effects of co-membership in friendship cliques were stronger at 

T2. At a more mature stage of attitude formation opinions may be easier to communicate and 

respondents may have had more opportunity to become acquainted with the opinions of others 

outside of their direct social circle with whom they communicate perhaps on a less regular 

basis. Once the full range of opinions of others has been considered, members of each triad 

have the opportunity to ‘negotiate’ to attain uniformity and perhaps also distinctiveness from 

other groups on a new salient issue. Thus I found evidence of the social influence operating 

through the mechanism of friendship cliques at T2. 

Gibbons (2004) offers an alternative explanation for the differential impact of advice 

and friendship networks on attitude formation before and after an organizational change. She 

argues that advice relations tend to transmit and maintain the existing perceptions in an 

organization, whereas new insights are more likely to travel through a friendship network. 
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Therefore the advice network may be more predictive than the friendship network before an 

organizational change actually occurs and friendship network explains similarity in values 

after the change has been completed.  

At T2 and in the analysis of lagged effects from T1 to T2 the moderating effect of 

ambivalence weakened the relation between advice role similarity and attitude similarity and 

thus moderated in the opposite direction to what was hypothesized – highly ambivalent 

individuals tended to differ in reported attitudes more from their role equivalents than 

individuals with lower ambivalence. It is conceivable that as the main effect of friendship 

cliques is stronger at T2, highly ambivalent individuals are more susceptible to social 

influence through this mechanism rather than through similarity in the advice role and the 

negative moderating effect we observe is an artifact of this process. In this vein, from T1 to 

T2 I found a moderating effect of ambivalence on the relation between friendship clique co-

membership and attitude similarity in the predicted direction.  

The hypotheses presented in this study have not specified predictions regarding the 

main effects of ambivalence. In fact, a moderating effect assumes no direct relation between 

the moderator and the dependent variable. However, results of the regression analyses show 

that ambivalence had a negative main effect on attitude similarity which was marginally 

significant at T1 (model 2), and reached higher levels of significance at T2 and from T1 to 

T2. An explanation may lie in the conceptualization of ambivalence. Psychologists have 

traditionally viewed ambivalence as arising from intrapersonal conflict, i.e., conflict between 

divided aspects of the self or dissonant cognitions and affective reactions. In this 

conceptualization, ambivalence is seen as an exogenous variable determined outside of the 

influence of the variables included in this study. However, attitudinal ambivalence can be 

closely related to social influence in a different way than hypothesized in this work. Priester 

and Petty (2001) found that, because of balance processes, interpersonal relationships could 
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influence feelings of subjective ambivalence. Specifically, attitudinal discrepancy with one's 

parents was associated with greater feelings of ambivalence and interpersonal attitudinal 

discrepancy with a disliked other was associated with less ambivalence. Thus ambivalence 

can arise at the level of social structure, for instance when an individual in a particular social 

relation or network structure experiences contradictory demands or norms that cannot be 

simultaneously expressed in behavior (Weingardt, 2000). This stream of thought may offer an 

explanation for the negative main effect of ambivalence. This conceptual view of ambivalence 

suggests that the effects of social influence may have contributed to changes in ambivalence, 

such that attitudinal dissimilarity to relevant others led to greater levels of ambivalence.  

An alternative way to test the hypothesized effects would be to employ network 

autocorrelation models (Leenders, 2002) instead of the MRQAP procedures. Although these 

models directly operationalize structural autocorrelation and may therefore be a more suitable 

test for hypotheses 1 and 2, they have not been extended to test for a moderating effect such 

as hypothesized in this paper. Also, it is conceivable that individuals change their interaction 

patterns following implementation of technology. For instance, Gibbons (2004) presented 

evidence of alterations in advisory relations due to shifts in individuals’ professional values. 

The current tests of hypotheses did not account for this possibility. Future research could 

therefore employ models of network evolution such as proposed by Snijders (2001, 2005), 

particularly recent extensions that allow for simultaneous testing of social influence and 

network evolution over time (Steglich, Snijders, & Pearson, 2004). 

 

2.7 CONCLUSION 

 

The purpose of the current study was twofold. First, to investigate two mechanisms of social 

influence operationalized through network structures - similarity of roles in an advice network 
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and co-membership of friendship cliques. Second, the focus was on investigating a 

moderating effect of a structural characteristic of attitudes, attitudinal ambivalence, in these 

two mechanisms of social influence. I put forth a theory on how these two network structures 

create demands and norms on individuals and thereby influence attitude formation about new 

technology implemented within an organization and hypothesized the role of ambivalence in 

this process.  

Consistent with the predictions, I found evidence of both mechanisms – individuals in 

a similar role in the advice network as well as individuals who were co-members in friendship 

cliques reported more similar attitudes. The first mechanism was stronger approximately three 

months before the start of the actual implementation of the technology, whereas the second 

mechanism prevailed during the second measurement, approximately six months after the 

implementation. I also demonstrated that ambivalence had a moderating effect on social 

influence, such that at T1 higher ambivalence strengthened the relation between advice role 

similarity and attitude similarity and at T2 higher ambivalence strengthened the relation 

between friendship clique(s) co-membership and attitude similarity in the predicted direction. 

However, the moderating effect of ambivalence was possibly confounded by the relation 

between social influence and ambivalence. It is conceivable that differences in attitudes led to 

increased levels of ambivalence, which was reflected in the negative main effect of 

ambivalence in the regression equations.  

The main theoretical contribution of the current study is its use and application of both 

psychological as well as sociological theories. Its strength is in blending both streams of work 

and synthesizing psychological and sociological theories of social interaction. This study 

recognized structural sociological phenomena (structural mechanisms of social influence) as 

well as micro-level psychological phenomena (attitudinal ambivalence) in a coherent way. 

Although both phenomena may have previously been addressed in separation, the strength of 
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this study is to address them in an integral fashion and submit them to empirical testing in a 

longitudinal field study. 

Although social information processing may play only a small role in the complex and 

changing arena of organizational activities during implementation of technology, the results 

of this study in general support the view that social interaction significantly affects attitude 

formation. Because other research shows that attitudes towards technology, in turn, may be 

related to subsequent user behavior (e.g., Taylor and Todd, 1995; Venkatesh and Davis, 

2000), the outlined mechanisms of social influence should not be neglected by designers and 

implementers of new technology. More specifically, prior to the implementation of new 

technology role equivalents in an advisory network can be targeted as an important 

influencing mechanism and susceptibility to influence increases with higher levels of 

ambivalence. Ambivalence may, for instance, be induced at the pre- implementation stage by 

presenting both positive and negative implications of technology for the concerned group. In a 

post-implementation stage social influence may be more complex to manipulate from outside, 

as the prevailing mechanism is friendship clique co-membership.  
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2.8 APPENDIX 

Validation of the Adjusted Measure of Potential Ambivalence 

 
In the original form of the similarity-intensity formula for potential ambivalence, the stronger 

evaluation, regardless of whether it is of positive or negative valence, is considered as 

dominant and the weaker evaluation as conflicting. However, it is possible that valence 

matters in determining which reaction is dominant and which conflicting. Researchers 

working on negative asymmetry of events and interactions (cf. Labianca & Brass, in press; 

Rozin & Royzman, 2001; Skowronski & Carlston, 1989; Taylor, 1991) argued for a 

differential impact of negative as compared to positive events. Skowronski & Carlston (1989) 

summarized three theoretical streams justifying the asymmetry. In short, negative information 

is predominantly unexpected, it appears more rarely than positive information, and it is 

perceived as less ambiguous and may therefore have an asymmetric effect on impression 

formation. Applied to the work on attitudinal ambivalence, I argue that negative reactions 

towards the new technology should be considered as conflicting.  

A validation study analogous to the work of Priester & Petty (1996) supports the 

argument for adjusting the potential ambivalence formula. I used an alternative measure of 

ambivalence, a 3-item measure of subjectively experienced ambivalence (Priester & Petty, 

1996) for validation purposes. Respondents were asked to indicate on a 5 point semantic 

differential scale the extent to which their reactions toward the new information technology 

were conflicted, mixed, and indecisive. Cronbach’s alphas were .71 at T1 and .72 at T2. In 

addition to data on ambivalence from T1 and T2, I included data from another round of data 

collection that took place between T1 and T2, shortly after the start of the implementation 

(T1.5). The Cronbach’s alpha for the experienced ambivalence measure at T1.5 was .65. 

Interestingly, at T1.5 the mean reported negative reaction was larger than the mean reported 

positive reaction, i.e., negative reactions were on average stronger in magnitude. Precisely in 
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situations in which a negative reaction is stronger than a positive reaction, the original 

similarity-intensity formula and the adjusted measure of potential ambivalence differ in their 

predictions. Namely, in cases when the magnitude (absolute value) of a negative reaction is 

larger than the magnitude of a positive reaction, the original formula predicts that the level of 

ambivalence decreases with further increasing magnitude of negative reaction, whereas the 

adjusted formula predicts an increase in the level of ambivalence under the same conditions. 

Therefore the data from T1.5 is particularly suitable for empirical validation of the adjustment 

in the similarity-intensity formula. Table 2.3 reports correlations between the subjectively 

experienced ambivalence, the original potential ambivalence score and the adjusted potential 

ambivalence score during all three measurements.  

 
Table 2.4 

Correlations of Subjective Ambivalence with Potential Ambivalence  
and with the Adjusted Potential Ambivalence Score (N=136) 

 
 
 

            
Subjective ambivalence at   T1                T1.5   T2 

 
            
 

Potential ambivalence T1   .43**   .17*               .15+

Potential ambivalence T1.5  .01   .02              -.01 

Potential ambivalence T2   .16+   .15+               .26** 

 
 

 

Adjusted potential ambivalence T1  .45**   .23**               .20* 

Adjusted potential ambivalence T1.5 .21*   .36**               .30** 

Adjusted potential ambivalence T2  .16+   .16+               .48** 

 
 

+ p < .10; * p < .05; ** p < .01; significance two-tailed 
 

As expected, the magnitude of the correlations between adjusted potential ambivalence score 

and the subjectively experienced ambivalence (lower half of Table 2.3) is higher than between 

original potential ambivalence score and the subjectively experienced ambivalence (upper 
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half of Table 2.3). Note that the original potential ambivalence score at T1.5 did not 

significantly correlate with the subjectively experienced ambivalence at T1.5, whereas after 

adjustment the correlation was .36 (p < .01). Similarly, before adjustment the correlation at T2 

was .26 (p < .01) and after adjustment it increased to .48 (p < .01). Overall, the correlations 

are moderate and the magnitudes are similar to previous work (e.g., Priester & Petty (1996) 

reported correlations in the range of .42 and .52). There may be other factors that influence 

the strength of the relation between potential and subjectively experienced ambivalence. For 

example, the relation between potential and felt ambivalence may be moderated by 

simultaneous accessibility (i.e., how quickly and equally quickly conflicting evaluations come 

to mind) and this pattern was found to be more pronounced for respondents who scored high 

on preference for consistency (Newby-Clark, McGregor, & Zanna, 2002). 
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Chapter 3 

SOCIAL CHAMELEONS BALANCING AND DISTANCING: 

MODERATING EFFECTS OF SELF-MONITORING IN SOCIAL INFLUENCE4

 

3.1 ABSTRACT 

 

The purpose of this study is twofold. First, I propose the use of balance theory and self-

categorization theory to hypothesize two mechanisms of social influence in attitude formation 

towards new technology – balancing and distancing. Balancing refers to attitude similarity 

based on role similarity in the advice network and distancing is based on the existing direct 

negative relations.  Second, I explore theoretically and empirically how these two processes 

relate to self-monitoring personality. I used data from a longitudinal field study of technology 

implementation to test the hypothesized relationships. Consistent with the predictions, I found 

evidence of both balancing and distancing processes – individuals performing a similar role in 

the advice network reported more similar attitudes, and individuals directly connected with an 

adversarial (negative) relation reported more dissimilar attitudes. In addition, I set out to 

theoretically and empirically explore how the two processes relate to self-monitoring 

personality. I demonstrated that high self-monitors were more inclined to use balancing and 

low self-monitors, over time, were more likely to adopt the distancing strategy.  

 
 
 
 
 

                                                           
4 The study reported in Chapter 3 was presented at the annual meeting of the Academy of 
Management, Honolulu, Hawaii, August 2005. 
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3.2 INTRODUCTION 

 

The purpose of this study is to explore two processes of social influence – balancing and 

distancing – assimilating the opinions of others on the basis of role similarity and taking an 

opposing view from the views of disliked others. In addition to explication and testing of 

these two processes, I draw attention to how they relate to self-monitoring personality (an 

individual’s tendency to monitor and control expressive behavior for situational 

appropriateness). Besides monitoring and controlling expressive behaviors, self-monitoring is 

also related to attitude-behavior consistency: High self-monitors probably driven by status 

enhancement motives are more likely to display expected attitudes and behaviors, whereas 

low self-monitors driven by self-validation motives tend to express privately held attitudes 

(Gangestad & Snyder, 2000) and are hypothesized in this study to be more susceptible to 

distancing. Thus, I will examine the two processes of social influence as well as a moderating 

role of self-monitoring in these processes.  

Attention to change management and communication are accepted as important 

factors leading to a success of technology implementation (Brown and Vessey, 1999; Sarker 

and Lee, 2000). Successful organizational adaptation is thus increasingly reliant on generating 

employee support and enthusiasm for proposed changes, rather than merely overcoming 

resistance (Piderit, 2000). It is therefore important to pay attention to the intricacies of social 

influence processes, two possible mechanisms of which – balancing and distancing - are the 

focus of this paper.  

The social information processing model (Salancik & Pfeffer, 1978) has stimulated a 

stream of network-based studies on social influence (cf. Burkhardt, 1994; Ibarra & Andrews, 

1993; Meyer, 1994; Rice & Aydin, 1991; Shah, 1998). This model explicates a number of 

complex linkages between social information, perceptions, attitudes, and behaviors of 

 82



 

individuals and describes how individuals use information from others to identify salient 

aspects of their job and work environment, to interpret events, and to learn how to react to 

cues. Subsequently, studies of social influence explicitly or implicitly applied the social 

information processing model to empirically assess its validity. Reviews of primarily 

experimental work based on the social information processing perspective are provided in 

Meyer (1994), Thomas and Griffin (1983), and Zalesny and Ford (1990). 

Several authors have criticized the work of Salancik and Pfeffer (1978) as 

incompletely formulated. For example Krackhardt and Brass (1994) argued that “no two 

groups within an organization are totally isolated from one another ... the entropic process 

described by the simple version of the social information processing model must lead to an 

equilibrium wherein everyone eventually agrees on the characteristics of the job” (p. 219). 

However, such unanimity of judgments is not present in the real world. Krackhardt and Brass 

(1994) suggested extending the model with the “principle of reflected exclusivity” (p. 219), 

which stated that the degree of influence person j has on person i was inversely proportional 

to the amount of time person i spent with all others. Alternatively, attributes of individuals 

received attention as a complement to the model of social information processing (e.g. Ibarra 

& Andrews, 1993; Maarsden & Friedkin, 1994). Leenders (2002) referred to this addition as 

“intrinsic opinion”. In general, intrinsic opinion considers individual attributes outside of 

influence of social information (e.g. education, income, age, and gender) that could be 

important in forming opinions. Thus the model of social information processing has been 

extended by considering the proportion of available amount of time individuals use to interact 

and the process of opinion formation that is intrinsic to an individual and takes place in 

separation from the social context. 

However, it could also be the case that opinions are formed depending on the type of 

network relation (e.g. positive vs. negative): Positive relations may engender similarity of 
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attitudes as individuals adapt to the roles they play in the advice network. On the other hand, 

negative relations may engender attitude dissimilarity as negatively related individuals may 

function as negative role models from whom we try to differentiate our opinions. Moreover, 

susceptibility to social influence could be at least partially determined by individuals’ 

personality traits such as self-monitoring tendency. In general, I build on the principles of 

balance theory (Heider, 1946) and self-categorization theory (Turner, Hogg, Oakes, Reicher, 

& Wetherell, 1987) to explore the balancing and distancing strategies. The next section 

provides a brief introduction of these theories together with the self-monitoring theory.  

 

3.3 THEORY 

Balance Theory 
 

Heider (1946) developed the basic components of balance theory as a framework for studying 

structural arrangements between three elements. If the structural arrangements are not in 

balance a general social process by which social actors reduce imbalance starts to operate. 

Figure 3.1 shows two examples of imbalanced triads in the top row and two examples of 

balanced triads in the bottom row. The triads include two actors, p and o, and an object x. 

Balanced triads are assumed to be stable, whereas imbalanced triads generate tension for the 

involved actors. For example, suppose that p’s attitude towards o is positive, but p develops a 

negative attitude towards x, which o likes (upper left corner of Figure 3.1). This is thought to 

create a tension for p, the options are to start disliking o or decide to like x (bottom row of 

Figure 3.1). Similarly, tension is produced in the case where p dislikes o, but both p and o like 

x (upper right corner of Figure 3.1).  Balance would be restored if p would decide to start 

liking o or would form a dissimilar opinion from o about x (bottom row of Figure 3.1).  
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The balance theory received considerable amount of research attention concluding that 

imbalanced triads lead to negative affect, physiological arousal, and changes in the 

relationships among elements of the triad (see Davis & Rusbult, 2001 for a review). However, 

most of these studies investigated the situation in which there is a positive relation between p 

and o. Despite of the fact that negative relations at work might have a greater explanatory 

power for work-related outcomes than positive relations (Labianca & Brass, in press), very 

few studies focused on the possibility of the negative relation between p and o (for notable 

exceptions see: Carver & Humphries, 1981; Pool, Wood, & Leck, 1998; Doreian & 

Krackhardt, 2001).  

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  positive evaluation                                  negative evaluation 
 
 
Figure 3.1.  Overview of balance theory 

Note: Adapted from Heider (1946). Two examples of imbalanced triads are 
shown in the top row, two balanced triads in the bottom row. 
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Self-Categorization Theory 
 

Self-categorization theory is an extension of the social identity theory. The social identity 

approach (Tajfel & Turner, 1979) embodies the assumption that social category and group 

memberships can become a part of the self-concept and specifies how beliefs about the nature 

of relations between groups (e.g. status, permeability, and legitimacy) influence the way that 

individuals or groups pursue positive social identity. The self-categorization theory (Turner et 

al., 1987) specifies the cognitive processes by which social identity effects are generated. If 

people categorize themselves as an ingroup member, the ingroup will serve as a reference for 

social comparison and people will adopt the prototypic ingroup attitudes and beliefs as their 

own. Thus self-categorization enhances self-esteem and reduces uncertainty by transforming 

self-conception and cognitively assimilating self to the ingroup prototype that describes and 

prescribes perceptions, attitudes, feelings, and behavior (Hogg & Terry, 2000). Conversely, 

groups to which individuals do not want to belong represent negative referent groups, which 

establish pressure to hold attitudes divergent from the group position (Newcomb, Turner, & 

Converse, 1965).  

Wood (2000) summarized empirical evidence regarding social influence in attitude 

change from the viewpoint of social identity theory and self-categorization theory concluding 

that there is both evidence for a heuristic-like direct adoption of attitudes of groups as well as 

more systematic processing of group-related messages. Self-categorization theory together 

with the balance theory summarizes the principles on the basis of which I further argue for 

two processes of social influence – balancing and distancing (i.e., assimilating to one’s role in 

the advice network and taking opposing views from the views of disliked others). In other 

words, I argue that the relevant category or the reference group can be identified on the basis 

 86



 

of regular equivalence in the advice network and that direct negative ties serve as negative 

points of reference.  

 

Self-Monitoring Theory 
 

Self-monitoring theory suggests that individuals can be classified into two types according to 

the extent to which they can and do engage in expressive control of their self-presentation 

(Snyder, 1974). High self-monitors are highly responsive to social and interpersonal cues for 

situationally appropriate performance and their behavior tends to be a reflection of 

expectations of relevant others. On the other hand, low self-monitors may not deliberately 

regulate their self-presentation, rather their behavior tends to be an expression of their 

privately held attitudes (Snyder & Gangestad, 1986). In addition, Gangestad and Snyder 

(2000) speculate about the motives that account for these differences in the public behavior. 

High self-monitors are suggested to be driven by status-oriented impression management 

motives as they cultivate public appearances with the goal of achieving higher status. In 

contrast, low self-monitors are suggested to be more concerned with self-validation motives 

as they attempt to build a reputation of being genuine and sincere people who act on their 

beliefs.  

These individual differences may be related to susceptibility to social influence, such 

that higher self-monitoring score was found to be related with greater similarity in the 

opinions and choices made by socially proximate others (Burkhardt, 1994; Kilduff, 1992). An 

overview of other empirical findings related to self-monitoring theory is provided elsewhere 

(Day, Schleicher, Unckles, & Hiller, 2002; Gangestad & Snyder, 2000). Focusing on the 

moderating effect of self-monitoring in the two processes of balancing and distancing I will 

partly replicate extant literature on self-monitoring by demonstrating the malleable (more 
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adaptable) character of high self-monitors. In addition, I suggest and empirically demonstrate 

that low self-monitors may be susceptible to social influence as well, as they are more likely 

than high self-monitors to apply the distancing strategy in the process of attitude formation. 

 

The Current Study 
 

In this study I propose two processes of social influence and a moderating effect of self-

monitoring in these two processes. A moderating effect cannot be discussed and tested 

without discussing and analyzing its relation to the main effects (cf. Baron & Kenny, 1986). 

The first process proposed in this chapter, balancing, is based on similarity in the advice roles, 

which is similar to the first mechanism of social influence hypothesized and tested in Chapter 

2. However, in order to retain clarity and consistency in the analyses of the moderating effect 

of self-monitoring, I will summarize the conceptual arguments underlying this mechanism 

and further hypothesize and test it in relation to the moderating variable.  

The first process of social influence, to which I will refer in this chapter as balancing, is 

applicable to advice relations. The process of balancing is related to a particular type of social 

comparison (Festinger, 1954), a role-based comparison. The underlying theory combines self-

categorization arguments with individual motives to strive for a balance in relation to other 

actors and an attitudinal object (new information technology). The self-categorization in the 

process of balancing is based on the similarity of role an individual plays in the social 

structure of advice relations. An individual ascribes to himself those prototypical attitudes 

toward the new technology that others in the same advisory role would ascribe to him if they 

would have the same information at their disposal. An individual compares himself with 

others who play a similar role asking ‘what would “a person-like-me, a person-in-a-position-

like-me” (Leenders, 1995: 19) do in this situation?’. Attitude similarity, that fulfills one’s own 

 88



 

and others’ expectations, generates positive feelings of self-esteem and approval and avoids 

negative feelings of anxiety, guilt, and alienation (Pool et al., 1998). Thus, I hypothesize: 

 

Hypothesis 1a: Higher role similarity in the advice network is associated with higher 

attitude similarity.  

 

Advice relations connote social status: The measure of advice indegree centrality, the number 

of incoming advisory relations - relations in which the focal individual is approached for 

advice, has been previously used to estimate prominence of an actor in an organization (e.g., 

Kilduff & Krackhardt, 1994) and was shown to highly correlate with formal status (Ibarra, 

1992; Krackhardt, 1990). There are two distinguishing characteristics of high self-monitors 

that make them more susceptible to balancing than low self-monitors. First, high self-

monitors are generally more preoccupied with the external sources of identity (Miller & 

Thayer, 1988). Second, high self-monitors are sensitive to differences in social status and are 

motivated to create public appearances based on status-oriented impressions (Gangestad & 

Snyder, 2000).  I therefore hypothesize that self-monitoring moderates the relation between 

role similarity and attitude similarity.  

 

Hypothesis 1b: Higher self-monitoring compared to lower self-monitoring leads to a 

stronger effect of advice role similarity on attitude similarity. 

 

Distancing, the second process of social influence, is based on individual differentiation of 

opinions from negatively valued others. This process of social influence follows directly from 

the balance theory, and specifically refers to the subset of imbalanced and balanced triads in 

which there is a negative relation between the two individuals. The negative relation is 
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assumed to lead to an imbalance or tension in a triad unless the two individuals would 

evaluate the attitudinal object (new information technology) differently. Distancing here is 

based on interpersonal dislike defined as “enduring, recurring set of negative judgments, 

feelings and behavioral intentions toward another person” (Labianca & Brass, in press: 5). An 

individual ascribes to himself those attitudes or characteristics that are typically different from 

the attitudes or characteristics of a disliked other. In comparison to the role-based mechanism 

of balancing, distancing is thus based on direct relations with disliked others. An individual 

compares himself with others who he dislikes asking himself ‘how can I differentiate myself 

from this person?’. In line with this argument, not differentiating from disliked others may 

lead to experiencing reduced self-esteem (Pool et al., 1998).  

 

Hypothesis 2a: A direct relation with a disliked other is associated with lower attitude 

similarity. 

 

On the basis of earlier studies researchers concluded that high self-monitors were more 

susceptible to social influence than low self-monitors (Burkhardt, 1994; Kilduff, 1992). In 

contrast, Miller and Thayer (1988) found that low self-monitors compared to high self-

monitors did not score higher on personal identity concerns. In other words, they were not 

more internally oriented in deriving their source of identity and adjustment than high self-

monitors. More importantly, Gangestad and Snyder (2000) suggested that low self-monitors 

may well be concerned with their public appearance as being genuine and sincere people 

acting on their beliefs. Since individuals in general tend to use their opposition to the negative 

reference groups for self-presentational rather than self-definitional purposes (Carver and 

Humphries, 1981), I suggest one way how low self-monitors could achieve their goal for 

public appearance – they may be more prone than high self-monitors to apply distancing in 
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order to present a clear contrasting view of their beliefs to the public. Therefore I hypothesize 

that self-monitoring moderates the relation between the presence of direct negative ties and 

attitude similarity. 

 

Hypothesis 2b: Lower self-monitoring compared to higher self-monitoring leads to a 

stronger effect of direct negative relations on attitude similarity.  

 

Studying the processes of social influence on perceptions of specific phenomena assumes that 

the stimuli (the focal phenomenon or the object of attitudes) are relevant to the respondents. 

Respondents should find the studied phenomenon meaningful and salient given their view of 

the organization (Zalesny and Ford, 1990; Meyer, 1994). The studied organization was in the 

process of implementing new information technology. The implementation was accompanied 

by changes in the tasks of the respondents and has been a topic of numerous presentations and 

discussions. Moreover, all respondents had undergone practical training sessions with the new 

technology shortly before the first measurement (T1). The new information technology was 

therefore selected as the object of attitudes that is both meaningful and salient for the 

respondents.  

 

3.4 METHOD 

Sample 
 

The dataset used to test the hypothesized relations in this study was collected as part of a 

larger questionnaire survey. As reported in Chapter 1 and Chapter 2, the survey was 

conducted at a radiology department of a Dutch hospital located in the south of the 

Netherlands. The full data collection consisted of three rounds of paper-and-pencil 
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questionnaires and included self-reported and supervisor-reported scales of a number of 

additional variables. The survey involved all functions of the radiology department as 

respondents (radiologists, technologists, and administrative staff). The questionnaire rounds 

used in this study took place approximately three months before (T1) and six months after the 

implementation of a new information technology (T2). There were 163 employees (48 men 

and 115 women) at T1 and 162 employees (47 men and 115 women) at T2. Between T1 and 

T2 eight respondents left and seven respondents joined the department, resulting in 155 

respondents available at both time points. Overall response rate for this study was 80.64% - 

125 usable responses for all analyses at both T1 and T2 from 155 respondents available at 

both time points. The usable responses were determined by listwise deletion based on the 

following responses: I received 163 responses including the self-monitoring measure. At T1 

151 individuals responded to the attitude questions and 142 to the sociometric questions. At 

T2 I received 146 responses including the attitude measure and 136 individuals responded to 

the sociometric questions. Prior to the actual data collection the questionnaire was translated 

and back-translated from English to the Dutch language by three independent translators and 

pre-tested for face validity and acceptability at the research site by individuals at a similar 

radiology department who did not take part in the final research. 

 

Measures 
 

Control variables. I included four control variables in all analyses: age, gender, tenure, 

and function of the respondents. Similar opinions may be formed as a result of similar 

interaction with the information technology due to performing the same function and having 

similar tenure. In general, younger respondents had more experience with personal 

computing, which may have influenced their evaluation of the information technology. Also, 
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similarity of gender, age, tenure, function, and rank facilitates social and work-related 

interaction and may thus create additional opportunity for social influence. For example, 

Zenger & Lawrence (1989) found a positive relationship between age and tenure similarity 

and the frequency of technical communication. Two of the five control variables were created 

as matrices of absolute differences between individual respondents with respect to their age 

and tenure. Variables function, gender, and rank were used in the form of a dichotomous 

dyadic variable – i.e., if i and j performed the same function, xij = 1, if they performed 

different functions, xij = 0. Variables gender and rank were coded in a similar way. 

 

Attitudes. I assessed attitudes towards the new technology with a four-item self-

reported measure of global attitudes adapted from Crites, Fabrigar, & Petty (1994). Crites et 

al. validated measurement scales for global, affective and cognitive attitudes toward a wide 

range of objects using several scaling formats. Most of the investigated formats demonstrated 

high levels of convergent and discriminant validity across different attitude objects. Among 

these the semantic differential scales exhibited the highest levels of internal consistency 

(ibid:. 626-627). A semantic differential scale was selected for this study because of its 

superior psychometric properties. Respondents were asked to indicate the position that best 

described their global evaluation of the new information technology on a 5-point semantic 

differential scale. Four pairs of general evaluative terms were used: negative/positive, 

dislike/like, bad/good, and undesirable/desirable. Cronbach’s alpha for the current sample was 

.86 and .89 at T1 and T2, respectively. To obtain a measure of attitude similarity I calculated 

absolute differences between averaged individual responses on the 4-item attitudinal scale. 

Thus an entry in the attitude similarity matrix xij represented an absolute difference between 

i’s and j’s average responses on the global attitude scale. See also Burkhardt (1994), Pastor, 
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Meindl, and Mayo (2002), and Umphress, Labianca, Brass, Kass, and Scholten (2003) for a 

similar approach on the construction of the dependent variables. 

 

Self-monitoring. I measured self-monitoring using a Dutch translation of the 18-item 

revised Self-Monitoring Scale (Gangestad & Snyder, 1985; Snyder & Gangestad, 1986; 

translation validated by Vinkenburg, 1997). Compared to the originally proposed 25-item 

scale (Snyder, 1974), the revised scale is more reliable and factorially pure (Snyder and 

Gangestad, 1986). Exemplary items include “I would probably make a good actor,” and “I 

would not change my opinions (or the way I do things) in order to please someone or win 

their favor” (reverse keyed). Evidence of construct validity and temporal stability of the Self-

Monitoring Scale is discussed in more detail in Chapter 1. Respondents were asked to rate 

statements on a 5-point Likert scale as opposed to the original true-false scoring as a recent 

meta-analysis on self-monitoring found higher scale reliability for this scoring format (Day et 

al., 2002: 393). The internal consistency measure, Cronbach’s alpha, of the scale in the 

present research was .77. I used the mean score over the 18 items as a continuous variable in 

the analyses. The mean score formed a column vector 125 cells long and it was repeated 125 

times to create a matrix of the same size as other variables. Consequently, each cell of the 

self-monitoring matrix contained i’s mean self-monitoring score, i.e., the score associated 

with the ‘sender’ of a relation in terms of an adjacency matrix described below (e.g., a person 

reporting an outgoing negative relation to j). Kilduff & Krackhardt (1994) used a similar 

approach to combine variables on an individual and dyadic level in a single regression 

analysis. Last paragraph of the section on data analysis describes this approach in terms of the 

levels of analysis.  
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Social network measures. Social network variables were assessed based on the 

responses from the sociometric part of the questionnaire. There are several options regarding 

the data collection approach. I used the roster method instead of a free recall (cf. Wasserman 

and Faust, 1994: 46). This method entails including an alphabetical list of all respondents and 

asking them to answer the sociometric questions by placing checks next to the names of 

relevant individuals. The number of nominations was not prescribed in order to limit the 

measurement error (Holland & Leinhardt, 1973).  

For the purpose of this study I used two types of relations: advice and negative 

relations. The advice network was operationalized following Krackhardt (1990) and Ibarra 

and Andrews (1993). The respondents were asked to look down an alphabetical list of all 

employees and check the names of the people in the department “who you regularly approach 

if you have a work-related problem or when you want advice on a decision you have to 

make”. The negative relations were assessed following Baldwin, Bedell, & Johnson (1997) 

and van de Bunt (1999) by asking respondents to check names of the people “with whom you 

have a difficult relation, e.g., you cannot get along with this person”. The sociometric data for 

the two relations was arranged in separate 125x125 binary adjacency matrices in the 

following way: In each matrix a value of 1 in the cell xij corresponded to i nominating j as an 

advisor or adversary, depending on the type of the matrix. A value of 0 indicated no specified 

relation from i to j. Each matrix thus contained 15,500 observations on all possible pairs of 

people (the diagonal of the matrix is not valid).  

To test the hypotheses related to balancing I used the concept of regular equivalence 

introduced in Chapter 2. Role similarity of two actors in the advice network is assessed by the 

similarity of their relationships with other actors who play their respective roles (Nadel, 

1957). In contrast to structural equivalence, that requires actors to be tied to the same other 

actors (Lorrain & White, 1971), regular equivalence requires identical connections to 
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regularly equivalent actors (Sailer, 1978). For example, two technologists would be 

structurally equivalent if they interacted with exactly the same radiologists but they would be 

regularly equivalent if they interacted with radiologists in the same roles, which is a broader 

and more appropriate role definition considering the fact that radiologists and technologists 

can have different specializations or can work at different locations. I used the CATREGE 

algorithm (Borgatti & Everett, 1993) implemented in UCINET VI version 6.87 (Borgatti, 

Everett, & Freeman, 2002) to compute the regular equivalence scores. The output of this 

algorithm is an actor by actor similarity matrix. A k in row i column j means that actors i and j 

were separated at level k. The larger the value k, the more similar the roles of the two actors 

are.  

I used the raw adjacency matrix of adversarial relations as an indicator of direct 

negative ties to test the hypotheses related to distancing. In this binary matrix a value of 1 in 

the row i column j corresponded to i nominating j as an adversary. A value of 0 indicated no 

adversarial relation from i to j.  

 

Data Analysis 
 

Before proceeding with the interpretation of the results, it is necessary to consider several 

issues related to the type of data used for the analysis. Similarly to Chapter 2, the social 

network data as well as the data on similarity of attitudes and other variables in this study is 

organized in 125 x 125 matrices, and although there are 15,500 observations, these 

observations are not independent. For example, the responses in each row of a matrix 

containing data on negative ties are given by the same person i and the responses in each 

column j of this matrix include the reported relations of others about the same individual j. 

The data thus consists of observations on a dyadic level that are systematically interdependent 
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and violate assumptions of standard statistical procedures due to the problem of structural 

autocorrelation. Quadratic assignment procedures (QAP; Hubert & Schultz, 1976) have been 

developed to reduce the potential bias in estimation of the significance of correlation and 

regression coefficients. Common characteristic of the QAP methods is that the referent 

distribution of coefficients used to test their significance is created by simultaneously 

permuting rows and columns of the studied matrix in the way that the structure of the network 

remains intact, but the order of the respondents in the matrices is randomly changed. The 

statistical significance of correlation and regression coefficients is then determined by 

comparing the originally observed association coefficient with its referent distribution. 

I used a recent version of multiple regression quadratic assignment procedure 

(MRQAP) to test the proposed hypotheses. Krackhardt (1988) demonstrated the robustness of 

ordinary least squares analysis combined with partialing and QAP estimation of significance 

of individual regression coefficients under conditions of structural autocorrelation. Recently, 

Dekker, Krackhardt, & Snijders (2005) proposed a new variation of the partialing procedure, 

referred to as X-conditional semi-partialing and recommended its use under simultaneous 

conditions of multicollinearity and structural autocorrelation. This semi-partialing procedure 

is implemented in recent versions of UCINET VI (Borgatti, Everett, & Freeman, 2002), more 

specifically, the version 6.87 was used in the current study.  

To test hypotheses 1b and 2b concerning the moderating effects of self-monitoring, I 

included interaction terms of self-monitoring with the two network variables in the 

regressions (Baron & Kenny, 1986). Following the suggestion by Aiken & West (1991) and 

Cohen, Cohen, West, & Aiken (2003) I centered the predictor variables that entered into the 

interaction term (i.e., subtracted the mean from all individual scores) and used the centered 

scores when computing the interaction term. As described in more detail in Chapter 2, 

centering has two main advantages, it allows for a meaningful interpretation of 
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unstandardized regression coefficients of the predictors entering the interaction term and it 

reduces nonessential multicollinearity (Cohen et al., 2003: 262; 264).  

Last issue that needs to be considered is related to the levels of operationalization of 

the variables included in the regression analyses. The control variables, independent variables, 

and the dependent variables are operationalized at the dyadic level, while self-monitoring, the 

moderator variable, is operationalized at the individual level. The levels are congruent with 

the theoretical prediction that a person’s self-monitoring orientation will moderate the relation 

between his or her negative evaluations of the others and his or her similarity of attitude with 

the attitudes of others. This argument applies to balancing in an analogy to distancing. In 

addition to these theoretical considerations, Luft and Shields (2003), extending the argument 

of Klein, Dansereau, & Hall (1994), recommended the use of an interaction with at least one 

interacting variable (an independent variable or a moderator) at the level of the dependent 

variable to assess cross-level effects within one regression model. 

 

3.5 RESULTS 

Descriptive Statistics 

 

Table 3.1 presents means, standard deviations and Pearson correlation coefficients calculated 

through the QAP procedure in UCINET VI version 6.87 (Borgatti, Everett, & Freeman, 

2002). Note that for ease of presentation, all variables were reinterpreted in the direction of 

greater similarity. On the basis of these univariate tests we can conclude that individuals of 

the same gender and same function tended to have slightly different self-monitoring scores, 

whereas individuals with the same number of years in the organization tended to have more 

similar self-monitoring scores. Further, role equivalents at T1 tended to be of dissimilar age 

and dissimilar gender. Whereas the network of negative ties seemed to be relatively stable 
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over time, the role similarity and attitude similarity showed weaker temporal correlations over 

the period of 9 months between T1 and T2. Finally, attitude similarity was weakly associated 

at T1 with age similarity, gender similarity, function similarity, and role similarity. At T2 

attitude similarity showed a similar pattern of correlation but with different levels of statistical 

significance.  

 99

 



12. Attitude similarity 2    .74  .63  -.02 .07* -.02  .05 -.07 -.02  .06 -.03  .11*  .04 -.03+ 

 
 
 
+ p < .10; * p < .05; ** p < .01; *** p < .001; one-tailed; N = 125, missing values removed listwise; entries are Pearson correlation coefficients, a positive sign 
reflects greater similarity 

Table 3.1 
Means, Standard Deviations, and Correlations 

 
 
Variable   Mean  S.D.    1   2   3    4     5     6     7     8      9     10    11 
 

 

11. Negative ties 2     .02  .12  -.01 -.02 -.01  .01 -.05*  .05*  .01  .29***  -.01  .02 

10. Role similarity 2   1.87  .57  -.02 -.03  .04  .03 -.02  .06  .11*  .04*  .15** 

9. Attitude similarity 1    .69  .54   .07*  .05 -.02  .08*  .05  .01  .10*  .01 

8. Negative ties 1     .03  .16  -.01  .03* -.02  .03 -.07*  .06**  .02 

7. Role similarity 1   2.01  .54  -.06* -.07** -.05 -.02 -.04  .06 

6. Self-monitoring   2.38  .49  -.01 -.14***  .08** -.09*  .06 

5. Same rank     .78  .41  -.08*  .08*  .05  .03 

4. Same function     .36  .48   .25***  .14**  .05* 

3. Tenure similarity 10.21 7.64   .32*** -.05* 

2. Same gender     .41  .49   .03  

1. Age similarity  11.72 8.36 



 

Regression Analyses 
 

Standardized MRQAP coefficients are reported in Table 3.25. Overall, I found support for 

hypotheses 1a and 2a concerning the effects of balancing and distancing. Controlling for the 

effects of age, gender, tenure, function and rank similarity, similarity in the role in the advice 

network was positively associated with attitude similarity and proximity in the adversarial 

network was negatively associated with attitude similarity. The effects of balancing were 

more pronounced at T1 (β = 10.67, p < .05). Also, the role similarity from T1 had a weak 

lagged effect on attitude similarity at T2 (β = 5.87, p < .10). On the other hand, the effects of 

distancing were more pronounced at T2 (β = -2.75, p < .05). In addition, I found a marginally 

significant lagged effect when regressing attitude similarity at T2 on independent variables at 

T1, suggesting that the presence of negative ties at T1 had a lagged effect on attitude 

similarity at T2 (β = -3.03, p < .10).  

Unstandardized MRQAP coefficients are reported in Table 3.3. Models 1, 4 and 7 

show the results for balancing and models 2, 5 and 8 show the results for distancing. In 

addition, I have conducted analyses in which both mechanisms were tested simultaneously 

(i.e., models 1 and 2 combined in model 3, models 4 and 5 combined in model 6, and models 

7 and 8 combined in model 9). The sign and the level of significance of the unstandardized 

MRQAP coefficients remained consistent with the reported results in the partial models. Thus 

models 1, 2 and 3 test the hypotheses at the first time point, models 4, 5 and 6 at T2, and 

models 7, 8 and 9 include lagged effects, independent variables at T1 and the dependent at 

T2.  

 

                                                           
5 The measure of goodness of fit, R2, is not reported. Krackhardt (1996, 2003) argued that the R2 model is not 

appropriate as a representation of this type of network analysis problem. The upper bound of this measure can be 
as low as .05 even if the data perfectly conform to the theory, i.e., the independent variables perfectly and 
without error predict every value of the dependent variable. 
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Table 3.2 

Results of MRQAP Analyses Predicting Attitude Similarity (N = 125) 
 
 

  
 
 

                  
 T1     T2         T1->T2 

 
 

Independent variable  

Age             -8.07**   -4.11   -4.16 

Gender              4.51+   6.98*    7.50* 

Tenure               .12   3.51    3.96 

Function            10.07**    4.56    3.55  

Rank             4.29   7.68+    7.66+

 

Role similarity 1           10.67*       5.87+

Negative ties 1             -0.71     -3.03+

 

Role similarity 2       4.11 

Negative ties 2      -2.75* 
 

 

 

+ p < .10; * p < .05; ** p < .01; entries represent standardized regression coefficients. Missing values removed 
listwise. For ease of presentation all entries are multiplied by 100 and the positive sign reflects greater attitude 
similarity 
 
 

 

In general, I found mixed support for the hypotheses 1b and 2b regarding the moderating 

effects of self-monitoring. Self-monitoring shows a significant moderating effect in the 

process of balancing (at T2 b = 7.82, p < .10; from T1 to T2 b = 10.18, p < .05), and in the 

process of distancing (at T2 b = 13.03, p < .10; from T1 to T2 b = -9.27, p < .10), but neither 

of the interaction effects at the first time point T1 was statistically significant.  

 

 

 



SM x role similarity 1          .43             .43           10.18*         10.21* 

Table 3.3 

Results of MRQAP Analyses Predicting Attitude Similarity (N = 125) 
 

 
 
                      Model 
 
           T1             T2           T1->T2 
 
Independent variable       Model 1 Model 2      Model 3 Model 4       Model 5     Model 6        Model 7       Model 8      Model 9 

Negative ties 1    -2.31         -2.94       -10.61+       -10.98+

SM x negative ties 1     .20            .61         -9.27+         -8.96+

Rank            5.49  4.87         5.41 -11.83+        -12.29+ -12.09+      -11.79+ -12.34+        12.12+

Gender           5.21+  4.42+         5.18+     9.44*          9.30*  9.36*        10.09*   9.68*      10.04* 

Role similarity 1        10.63*        10.65*            7.38+          7.42+

Self-monitoring (SM)         1.95  2.67         2.02    3.59          4.35    3.76        3.82    4.53         4.21 

Function          11.42** 11.58**        11.46**    6.33          6.41   6.39         4.90   5.07         5.11 

Tenure             .01   .03           .01      .27            .28    .27          .31     .28          .31 

            
 
Age           -.52**  -.56**         -.51*    -.33          -.32  -.32         -.30     -.33       -.31 

 

 

Role similarity 2           4.85     4.89 

SM x role similarity 2          7.82+     7.81+

Negative ties 2               -18.32* 18.62* 

SM x negative ties 2               13.03+ 11.85+

 

 

+ p < .10; * p < .05; ** p < .01; entries represent unstandardized regression coefficients. Missing values removed listwise. 
. For ease of presentation all entries are multiplied by 100 and the positive sign reflects greater attitude similarity



 

In order to examine the interactions more closely, I plotted them using the procedures 

proposed by Aiken & West (1991). The moderator is plotted one standard deviation above the 

mean for high self-monitoring individuals and one standard deviation below the mean for low 

self-monitors. Figures 3.2 through 3.5 graphically illustrate the form and nature of the 

moderating effects. Note that all statistically significant interactions were graphically 

summarized.  

The moderating effect of self-monitoring in the process of balancing is graphically 

summarized in Figures 3.2 and 3.3. For both high and low self-monitors, higher advice role 

similarity is associated with higher attitude similarity, but for high self-monitors the relation 

between advice role similarity and attitude similarity is stronger. In other words, self-

monitoring moderates (enhances/strengthens) the relation between advice role similarity and 

attitude similarity.  

Figures 3.4 and 3.5 illustrate the moderating effect of self-monitoring in the process of 

distancing. Figure 3.4 shows that at T2 for high self-monitors presence of a negative tie is 

associated with an attitude similar to the attitude of the adversary (a process opposite to 

distancing). However, for low self-monitors attitude similarity does not increase with the 

presence of negative ties. Figure 3.5 summarizes the lagged moderating effect from T1 to T2: 

At T2 both high and low self-monitors report increasingly dissimilar attitudes to the attitudes 

of the ones they disliked at T1 (thus both high and low self-monitors apply distancing). The 

moderating effect suggests a stronger relation between the presence of negative ties and 

attitude dissimilarity for higher self-monitors. However, the difference between the slopes of 

the simple regression lines is very small and the level of distancing (i.e., attitude dissimilarity) 

is slightly higher for low than for high self-monitors.  
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Figure 3.2.  Relationship between advice role similarity and attitude similarity for high and 

low self-monitors at T2. 
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Figure 3.3.  Relationship between advice role similarity at T1 and attitude similarity at T2 

for high and low self-monitors. 
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Figure 3.4.  Relationship between presence of negative ties and attitude similarity for high 

and low self-monitors at T2. 

 

 

Low High

Negative Ties T1

A
tti

tu
de

 S
im

ila
rit

y 
T2

High Self-
Monitoring
Low Self-
Monitoring

 

Figure 3.5.  Relationship between presence of negative ties at T1 and attitude similarity at 

T2 for high and low self-monitors. 

 

 

 106



 

3.6 DISCUSSION 

 

The results of this study suggest that there may be temporal differences between the effects of 

the two investigated processes of social influence (balancing and distancing). The effects of 

balancing were stronger at T1. There are two possible explanations for this finding. First, 

Gibbons (2004) argued that advice relations tend to reflect existing power and control 

structures within an organization and therefore tend to reinforce the status quo by transmitting 

existing perceptions and values, rather than being supportive of alterations in perceptions 

during and after a process of organizational change. The stabilization effect is reflected in the 

persistence of the influence of balancing from T1 on attitude similarity at T2. During the 

implementation process the advisory relations may have changed as a result of changing 

perceptions (Gibbons, 2004). However, the self-categorization process according to the 

changed advisory roles may not have become effective by T2.  

The second explanation is related to the contextual factors of a social influence 

process. Social influence effects are expected to operate in order to reduce uncertainty in 

judgment when physical evidence is unavailable, and the reliance on social information is 

greater when the aspects of the attitudinal object are ambiguous (Festinger, 1954). In general, 

change in organizational technology increases uncertainty as individuals and organizations 

attempt to learn how to use the new available tools (Tushman & Anderson, 1986). 

Uncertainty and ambiguity concerning the impact of the technology on the work tasks of an 

individual and on the organization as a whole is in this research context believed to be higher 

at T1 than at T2, allowing for social information to fill in where there is no objective 

information available.  

On the other hand, the effects of distancing were stronger at T2. This finding may 

again be related to the contextual factors. At a more mature stage of attitude formation 
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opinions may be easier to communicate and others may have had more opportunity to become 

acquainted also with opinions of the ones who they dislike and therefore perhaps prefer to 

avoid. Assuming that the attitudes of disliked others were more readily available at T2, this 

argument may explain the lagged effect of negative ties at T1 on attitude similarity at T2. In 

contrast, previous research has demonstrated that individuals are more likely to align their 

attitudes toward persuasive communicators whom they like as opposed to dislike, especially if 

the medium of transmission of the persuasive message is richer in interpersonal cues (Chaiken 

& Eagly, 1983). The findings of the current study put this result into a different perspective: 

Disliked communicators may also be an important source of influence. However, they tend to 

engender opposition instead of alignment. In addition, it is possible that the effects of 

distancing may, by their nature, appear over time. Because most of the studies of social 

influence have been set in an experimental environment in which lagged effects are typically 

not recorded, the present research setting is unique in offering an opportunity to observe such 

effects.  

There was no evidence of a moderating effect of self-monitoring at T1. The new 

technology may have already become an important topic before the actual implementation, 

but a topic on which reputational implications of taking a particular position have not yet 

sufficiently crystallized. I hypothesized that high self-monitors are motivated to adjust their 

opinions for the sake of creating status-connoting public appearances. If the reputational 

implications of taking a position on the issue of new technology were not clear, the difference 

in susceptibility to social influence between high and low self-monitors would not become 

apparent.  

As predicted, both from T1 to T2 and at T2 higher self-monitoring strengthened the 

effects of balancing on attitude similarity. This finding corroborates previous research on self-

monitoring and susceptibility to social influence (Burkhardt, 1994; Kilduff, 1992). In 
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addition, there were marked differences between high and low self-monitors with respect to 

distancing. At T2 despite of the average effect of distancing across all levels of self-

monitoring (the main effect), the graphical illustration of the moderating effect of self-

monitoring highlights the differences: High self-monitors tended to align their attitudes with 

the attitudes of disliked others (a process opposite to distancing), whereas low self-monitors 

did not. This finding suggests that high self-monitors are able to compartmentalize the 

instrumental aspects of work relationships from the emotional aspects of those same 

relationships in a way that low self-monitors cannot or are not willing to do. In the analysis of 

the lagged effect from T1 to T2 both high and low self-monitors tended to apply distancing. 

Although higher self-monitoring seemed to slightly enhance the effects of distancing, the 

level of attitude dissimilarity from the attitudes of disliked others (distancing) was higher for 

low self-monitors.  

There are at least three potential limitations to this study. The first limitation is related 

to the possible idiosyncrasy of the research context. The studied organization, radiology 

department, was characterized by well-defined differences in the work tasks, responsibilities 

and knowledge between different functions and a clear hierarchical structure. These 

characteristics might have affected the emergence of status-connoting advice relations and 

affect-intensive negative relations between individuals, as individuals fulfilling different 

functions tended to occupy separate social worlds and form separate networks (see also Aydin 

& Rice, 1991; Barley, 1986). In such a context the effects of the two studied processes of 

social influence in attitude formation towards new technology – balancing and distancing - 

would be more pronounced. However, the influence of the outlined contextual characteristics 

was extenuated by including co-membership of functional groups as a control variable in all 

analyses. Moreover, the contextual characteristics are less likely to affect the moderating 
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effects of self-monitoring. Nevertheless, future research could investigate the two processes in 

other settings, e.g., in a context of a more informal organization.  

The second limitation is related to the operationalization of negative ties. Investigating 

negativity in perceptions is complicated by a social desirability bias. Researchers have 

employed different definitions and operationalizations of negativity, varying from a difficult 

relation (e.g., Baldwin et al., 1997; van de Bunt, 1999), hindrance (e.g., Sparrowe, Liden, 

Wayne, & Kraimer, 2001), to avoidance (e.g., Labianca, Brass, & Gray, 1998). The first 

mentioned operationalization was used in this study. The different operationalizations may 

have implications for the distancing process that could be fruitfully addressed in future 

research.  

Finally, according to the balance theory, changing one’s evaluation of an attitudinal 

object is one way to reduce tension arising from imbalanced evaluations of individuals and 

objects. Another possibility is to reconsider evaluation of one’s relations to other individuals. 

Although structural positions such as one’s role in the advice network are co-determined by 

other actors, the choice to seek advice or form a negative opinion of others are perhaps limited 

by work requirements but are mostly left to a personal discretion. For example, Burkhardt 

(1994) concludes that individuals with similar attitudes began to interact with one another 

during a technology implementation. Similarly, Gibbons (2004) presents evidence of 

alteration in advice relations as a result of changing individual values. Impact of these 

possibilities has not been considered in the current study. Employing models that would allow 

for simultaneous estimation of the effects of network evolution and attitudinal change, such as 

proposed by Steglich, Snijders, and Pearson (2004) is therefore an interesting avenue for 

future research.  
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3.7 CONCLUSION 

 

The purpose of the current study was to explore two processes of social influence – balancing 

and distancing – that have their theoretical underpinnings in the balance theory and self-

categorization theory, and to theoretically and empirically explore how the two processes 

relate to self-monitoring personality. Consistent with the predictions, I found evidence of both 

balancing and distancing processes – individuals performing a similar role in the advice 

network reported more similar attitudes, and individuals directly connected with an 

adversarial relation reported more dissimilar attitudes. I also demonstrated that high self-

monitors were more inclined to use balancing and low self-monitors, over time, were more 

likely to adopt the distancing strategy.  

The findings concerning the moderating effect of self-monitoring in the distancing 

process form a significant contribution to the extant work. I have shown that the malleable 

character of high self-monitors may, at a later stage of attitude formation, lead them to 

adjusting their attitudes even towards disliked others. At the same time I have shown that low 

self-monitors, notoriously believed as not being susceptible to social influence, may, over 

time, be inclined to adapt the distancing strategy – taking an opposing view from the views of 

the disliked others - and thus may be susceptible to social influence.  

I suggest and demonstrate that there are two processes through which opinions, in this 

case about a new technology, spread within an organization. These two processes need to be 

taken into consideration when designing interventions to generate support for proposed 

changes. Implicitly, the findings of this study suggest that some individuals (high self-

monitors) may be more susceptible to persuasive messages aimed at their advisory roles 

whereas others tend to, especially over time, take a distance from disliked communicators. 

Particularly, the presence of the lagged effect of distancing could be interpreted as a warning 
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for those who design interventions. It is crucial to choose project team members carefully at 

the early stage of the implementation. Although the effects of distancing may not appear 

concurrently, they may appear at a later stage as a lagged effect. 
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SUMMARY AND CONCLUSION 

 

This dissertation focuses on the dynamics of the social context during a large-scale 

information system implementation. It consists of three empirical chapters. Chapter 1 

investigated the effects of a personality trait, self-monitoring, on the occupation of structural 

positions in the networks of affect-intensive positive and negative social relations at work and 

further examined the effects of these structural positions on individual work performance. 

Chapter 2 and Chapter 3 both investigated network mechanisms of social influence in attitude 

formation towards the new information system. Chapter 2 highlighted the moderating effects 

of ambivalence in two network mechanisms (similarity in the advice roles and co-membership 

of friendship cliques) and Chapter 3 focused on the moderating effects of self-monitoring in 

two network mechanisms of social influence (balancing and distancing – based on the 

similarity in advice roles and direct negative ties). The next sections briefly describe the 

research context and methodology, summarize the findings of each chapter, discuss the two 

most important strengths and the two most important limitations of this dissertation, and 

provide implications for theory and practice. 

The empirical research reported in this dissertation – a longitudinal field study – took 

place at a radiology department of a large hospital situated in the south of the Netherlands. 

The methodology employed was a repeated survey design. The analyses reported in Chapters 

1 through 3 include responses from two rounds of data collection: T1 was timed 

approximately three months before a large-scale information system implementation started at 

the department and T2 took place six months after the system became fully functional. Over 

the course of the research there were 170 respondents employed at the department including 

the full range of functions from radiologists, technologists, to administrative personnel. The 
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questionnaire items that were part of the measurement instrument used in the data collections 

can be found in the Appendix. 

Chapter 1 clarifies the role of self-monitoring personality in the formation of positive 

and negative relations and highlights the importance of both positive and negative social ties 

for work performance. I argued that being a high self-monitor is a double-edged sword for 

ratings of performance. Being a social chameleon (a high self-monitor) allows one to be a 

friend to many and this may be an advantage in terms of performance ratings. The cost, 

however, is that the boundary-spanning social chameleon is at the same time more likely to 

develop outgoing negative ties, which are, in turn, associated with lower performance. The 

data empirically supports the theoretical predictions with a qualification that outgoing 

negative ties may not be associated with lower performance in an unstable work situation, 

such as in expectation of a large-scale organization change.  

The purpose of Chapter 2 is twofold. First, to investigate two mechanisms of social 

influence operationalized through network structures - similarity of roles in an advice network 

and co-membership of friendship cliques. Second, to investigate a moderating effect of a 

structural characteristic of attitudes, attitudinal ambivalence, in these two mechanisms of 

social influence. Consistent with the predictions, I found evidence of both mechanisms – 

individuals in a similar role in the advice network as well as individuals who were co-

members in friendship cliques reported more similar attitudes. The first mechanism was 

stronger at T1, whereas the second mechanism prevailed at T2. I also demonstrated that 

ambivalence had a moderating effect on social influence, such that at T1 higher ambivalence 

strengthened the relation between advice role similarity and attitude similarity and at T2 

higher ambivalence strengthened the relation between friendship cliques co-membership and 

attitude similarity. However, the moderating effect of ambivalence was possibly confounded 

by the relation between social influence and ambivalence. As ambivalence may arise at the 
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level of social structure, it is conceivable that discrepancies between expressed attitudes and 

attitudes of relevant others led to increased levels of ambivalence, which offers an explanation 

for the negative main effect of ambivalence in the regression equations.  

The purpose of Chapter 3 is twofold. First, I explore two network mechanisms of 

social influence (balancing and distancing). Second, I explore theoretically and empirically 

how these two mechanisms relate to self-monitoring personality. I propose the use of balance 

theory and self-categorization theory to hypothesize two mechanisms of social influence – 

balancing and distancing. Balancing refers to forming opinions on the basis of role similarity 

in the advice network and distancing is based on the existing direct negative relations and 

refers to taking an opposing view from the views of disliked others. Consistent with the 

predictions, I found evidence of both balancing and distancing processes – individuals 

performing a similar role in the advice network reported more similar attitudes, and 

individuals directly connected with an adversarial relation reported more dissimilar attitudes. 

Similarly to the findings reported in Chapter 2, the effects of balancing were stronger at T1. 

However, the effects of distancing prevailed at T2. Thus, it seems that role similarity matters 

at the beginning of the implementation, whereas an affective network (friendship in Chapter 2 

and negative ties in Chapter 3) becomes significant at T2. In addition, I set out to theoretically 

and empirically explore how the two processes relate to self-monitoring personality. I 

demonstrated that high self-monitors were more inclined to use balancing and low self-

monitors, over time, were more likely to adopt the distancing strategy.  

The major strength of this dissertation lies in its application of psychological and 

sociological theories in an organizational setting. The three studies recognized micro-level 

psychological phenomena (self-monitoring personality and attitudinal ambivalence) as well as 

more structural sociological phenomena (structural positions in the social network) and 

combined them in a coherent way. Although some of the phenomena have been previously 
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studied in separation, the strength of this dissertation is in addressing them in an integral 

fashion and submitting them to empirical testing in a longitudinal field study.  

In addition, the repeated measurement design offers an interesting perspective on 

social influence processes studied in Chapters 2 and 3. The differences in findings between 

T1 and T2 are probably related to the differences in boundary conditions such as ambiguity 

with respect to the attitudinal object. At T1 other network mechanisms were found to operate 

(balancing – similarity in advice roles) than at T2 (co-membership in friendship cliques and 

distancing). This suggests that the importance of network structures in social influence may 

vary with changing boundary conditions and these differences could only be illuminated 

because of the repeated measurement design. Although previous research investigated 

differential effects of network mechanisms in attitude formation towards different (types of) 

phenomena (Ibarra & Andrews, 1993; Shah, 1998), this dissertation offers a new perspective 

by considering the same attitudinal object under different situational conditions. Future 

research could specifically target differences in boundary conditions in relation to social 

influence.  

The first potential limitation of this dissertation is related to the problem of causal 

ordering. An alternative explanation for the findings presented in Chapter 1 is that individuals 

partly shape their social networks according to work performance such that good performers 

emerge as prominent advisors and bad performers are disliked. This may, in turn, have an 

influence on the independent variables included in this study – incoming friendship ties and 

outgoing negative ties. Similarly a competing explanation driving the findings in Chapters 2 

and 3 could be that individuals were selecting their communication partners on the basis of 

attitudes towards technology thereby shaping the network structures that formed the 

independent variables of these studies. Future research could explicitly model the network 

evolution to comprehensively test the hypothesized as well as competing explanations by 
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employing models such as proposed by Snijders (2001, 2005), particularly recent extensions 

that allow for simultaneous testing of the evolution of individual attitude (or behavior) and the 

social network (Steglich, Snijders, & Pearson, 2004). 

The second potential limitation is related to the possible idiosyncrasy of the research 

findings. The research design was based on one organization, which raises questions 

regarding generalizability of the findings to other settings. Some of the findings may have 

been more pronounced because of the specific characteristics of the research context – clear 

hierarchical relations and delineation of the social worlds between individuals fulfilling 

different functions. However, the broad findings, including structural positions influencing 

work performance and moderating effects of ambivalence and self-monitoring in the social 

influence process, are likely to have wider applicability. Nevertheless, future research might 

benefit from investigating these phenomena in different settings.  

Taken together the findings presented in the three chapters form a significant 

contribution to the self-monitoring theory and the theory on ambivalence and social influence. 

First, most previous research on self-monitoring and work relations focused on the positive 

ties. I demonstrated that high self-monitors are more likely to occupy prominent positions in 

the friendship network, but also that they are more likely to get involved in negative relations. 

Both structural positions, in turn, had an impact on individual performance. Second, current 

theory on self-monitoring focuses on the malleable character of high self-monitors. In this 

vein, I demonstrated that high self-monitors are more likely to use balancing – adjust their 

opinions to the opinions of their role equivalents in the advice network. However, I also 

demonstrated that low self-monitors may be susceptible to social influence as well, as they are 

more likely to adopt (over time) the distancing strategy – taking an opposing view from the 

views of disliked others. Third, the work on ambivalence has disregarded the valence of 

separate positive and negative reactions in determining the ambivalence score. I proposed and 
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validated an adjusted measure of ambivalence that considers negative reactions towards the 

new information system as conflicting instead of using an absolute difference between the 

positive and negative reactions. Also, I explicated and explored the links between 

ambivalence and social influence demonstrating the moderating effect of ambivalence in 

social influence and the possible main effect of attitude dissimilarity on ambivalence.  

The results presented in this dissertation in general support the view that social 

interaction significantly affects attitude formation. Since other research shows that attitudes 

towards technology, in turn, may be related to subsequent user behavior (e.g., Taylor and 

Todd, 1995; Venkatesh and Davis, 2000), the outlined mechanisms of social influence should 

not be neglected by designers and implementers of new technology. For instance, the findings 

suggest that some individuals (high self-monitors) may be more susceptible to social 

influence aimed at their advisory roles whereas others (low self-monitors) tend to, especially 

over time, take a distance from disliked communicators. Last but not least, general 

recommendations of network studies of work performance and career success focus on 

diversity of ties and taking advantage of structural holes (e.g., Mehra et al., 2001; Seibert et 

al., 2001). I have shown that there is a potential downside to this approach of building 

relations: I argued that boundary-spanning is one of the explanations for high self-monitors to 

develop outgoing negative relations, which hindered work performance. Hence, including 

diversity and building relations to otherwise disconnected others may be a fruitful strategy but 

it should be employed with caution.   
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SUMMARY IN DUTCH 

 

In dit proefschrift beschrijf ik een onderzoek naar de dynamiek van de sociale context tijdens 

een implementatie van een grootschalig informatie systeem. Het proefschrift bestaat uit drie 

empirische hoofdstukken. Hoofdstuk 1 onderzoekt het effect van een 

persoonlijkheidskenmerk, self-monitoring, op het innemen van structurele posities binnen het 

netwerk van affectieve sociale relaties op het werk. Verder beschrijft dit hoofdstuk het effect 

van deze posities op de individuele werkprestatie. Hoofdstuk 2 en hoofdstuk 3 belichten 

mechanismen van sociale beïnvloeding tijdens de attitude vorming ten aanzien van het nieuwe 

informatie systeem. Hoofdstuk 2 legt daarbij nadruk op het modererende effect van 

ambivalentie binnen twee netwerk mechanismen gericht op beïnvloeding, namelijk (1) 

similariteit in advies rollen en (2) lidmaatschap van dezelfde vriendschapscliques. Hoofdstuk 

3 richt zich voornamelijk op het modererende effect van self-monitoring binnen twee andere 

netwerk mechanismen gericht op sociale beïnvloeding; balanceren en distantiëren. Deze zijn 

gebaseerd op similariteit in advies rollen en directe negatieve relaties. De volgende alinea’s 

bevatten een korte beschrijving van de context van het onderzoek en onderzoeksmethode, en 

een samenvatting van de bevindingen van elk hoofdstuk. Tevens komen de twee belangrijkste 

sterke punten en de twee belangrijkste beperkingen van dit proefschrift aan bod, alsook de 

implicaties voor onderzoek en de praktijk. 

Het empirische onderzoek gerapporteerd in dit proefschrift – een longitudinale 

veldstudie – heeft plaatsgevonden op een radiologie afdeling van een groot ziekenhuis in het 

zuiden van Nederland. De gebruikte methodologie is een herhaalde meting met behulp van 

vragenlijsten. De analyses gerapporteerd in de hoofdstukken 1 t/m 3 maken gebruik van de 

gegevens zoals verzameld in twee dataverzamelingsronden: T1 vond plaats ongeveer drie 

maanden voordat een grootschalige informatie systeem implementatie op de afdeling van start 

is gegaan en T2 vond plaats zes maanden nadat het systeem in gebruik werd genomen. In de 
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loop van het onderzoek waren er 170 respondenten werkzaam op de afdeling. Zij 

vertegenwoordigden functies variërend van radioloog, laborant, tot administratief 

medewerker. De vragen die onderdeel uitmaakten van het meetinstrument dat gebruikt werd 

voor de dataverzameling zijn opgenomen in de Appendix.  

Hoofdstuk 1 belicht de rol van self-monitoring in de formatie van positieve en 

negatieve relaties met anderen op het werk en benadrukt verder het effect van positieve en 

negatieve sociale relaties op de werkprestatie. Ik geef aan dat het effect van hoge self-

monitoring de werkprestatie zowel in positieve als negatieve zin beïnvloedt. Een hoge self-

monitor (ook wel de sociale kameleon genoemd) wordt gezien als vriend door veel andere 

medewerkers en dit kan tot een voordeel bij de beoordeling van prestaties leiden. De kosten, 

aan de andere kant, zijn dat de boundary-spanning sociale kameleon tegelijkertijd meer risico 

loopt om uitgaande negatieve relaties met anderen te vormen, die dan juist de prestatie 

negatief kunnen beïnvloeden. De empirische resultaten ondersteunen de theoretische 

voorspellingen met dit voorbehoud dat uitgaande negatieve relaties mogelijk niet gerelateerd 

zijn aan lagere prestatie beoordelingen in een onstabiele werksituatie, bijvoorbeeld wanneer 

men (zoals in dit onderzoek op T1) in afwachting is van een grootschalige 

organisatieverandering.  

Het doel van hoofdstuk 2 is tweeledig. Het eerste doel is om twee mechanismen van 

sociale beïnvloeding, geoperationaliseerd door middel van netwerk structuren, te 

onderzoeken: similariteit van de rol in het adviesnetwerk en gedeeld lidmaatschap van een of 

meerdere vriendschapscliques. Het tweede doel is om het modererende effect van een 

structurele eigenschap van attitude – ambivalentie - in deze twee mechanismen van sociale 

beïnvloeding te bestuderen. Zoals verwacht, heb ik ondersteuning gevonden voor beide 

netwerkmechanismen – de attituden van personen die een gelijkwaardige rol in het 

adviesnetwerk vervulden alsook van personen die leden waren van dezelfde 
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vriendschapscliques leken significant op elkaar. Het eerste mechanisme was sterker op T1, 

terwijl het tweede mechanisme op T2 overheerste. Ik toon aan dat ambivalentie een 

modererend effect heeft op sociale beïnvloeding. Op T1 leidde hogere ambivalentie tot een 

sterkere relatie tussen similariteit van de rol in het adviesnetwerk en attitude similariteit en op 

T2 leidde hogere ambivalentie tot een sterkere relatie tussen gedeeld lidmaatschap in 

vriendschapscliques en attitude similariteit. Echter, het modererende effect van ambivalentie 

op T2 was mogelijk vertroebeld door de relatie tussen sociale beïnvloeding en ambivalentie. 

Het is denkbaar dat ambivalentie als gevolg van sociale beïnvloeding ontstaat. Zo zouden de 

verschillen in attitude tot hogere niveaus van ambivalentie kunnen leiden, zoals af te leiden 

was uit het negatieve hoofdeffect van ambivalentie in de regressie vergelijkingen.  

Het doel van hoofdstuk 3 is tweeledig. Ten eerste bestudeer ik twee 

netwerkmechanismen van sociale beïnvloeding (balanceren en distantiëren). Ten tweede 

verken ik theoretisch en empirisch de relatie tussen deze twee mechanismen en de self-

monitoring persoonlijkheid. Ik gebruik de balans theorie en de self-categorisatie theorie om 

hypothesen op te stellen over twee mechanismen van sociale beïnvloeding – balanceren en 

distantiëren. Balanceren heeft betrekking op het vormen van een attitude op basis van het 

vervullen van soortgelijke rollen in het advies netwerk. Distantiëren is gebaseerd op de 

bestaande directe negatieve relaties en heeft betrekking op het nemen van afstand van 

meningen van deze anderen. Zoals verwacht, heb ik ondersteuning gevonden voor beide 

processen van balanceren en distantiëren – attituden van personen die soortgelijke rollen 

vervulden in het advies netwerk leken meer op elkaar, en personen met onderlinge negatieve 

relaties hebben juist verschillende attituden gerapporteerd. Zoals vermeld in hoofdstuk 2, was 

het effect van balanceren sterker op T1. Echter, het effect van distantiëren heerste op T2. 

Bovendien, heb ik het modererende effect van de self-monitoring persoonlijkheid theoretisch 

en empirisch verkend. Ik laat zien dat de hoge self-monitors meer de neiging hebben om het 
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balanceren te gebruiken en dat de lage self-monitors, over de tijd heen, meer geneigd zijn om 

zich te distantiëren van de mening van anderen met wie ze een stroeve relatie hebben.  

Het belangrijkste sterke punt van dit proefschrift ligt in de toepassing van de 

psychologische en sociologische theorieën in een organisatie setting. De drie studies 

herkenden psychologische fenomenen (self-monitoring persoonlijkheid en ambivalentie) op 

microniveau alsook meer sociologische fenomenen (structurele posities in het sociale 

netwerk) en hebben deze op een coherente wijze gecombineerd. Hoewel deze fenomenen al 

eerder afzonderlijk waren bestudeerd, ligt de bijdrage van dit proefschrift in het integraal 

bestuderen en het onderwerpen van deze fenomenen aan empirische toetsing in een 

longitudinale veldstudie.  

Bovendien biedt de onderzoeksopzet met herhaalde metingen een interessant 

perspectief op de processen van sociale beïnvloeding die in de hoofdstukken 2 en 3 worden 

bestudeerd. De verschillen in de bevindingen op T1 en T2 zijn waarschijnlijk gerelateerd aan 

de verschillen in de omstandigheden, zoals ambiguïteit ten aanzien van het nieuwe 

informatiesysteem. Op T1 waren andere mechanismen van sociale beïnvloeding van kracht 

(balanceren – similariteit in de adviesrollen) dan op T2 (vriendschapscliques en distantiëren). 

Dit wijst er op dat de impact van netwerkstructuren op het proces van sociale beïnvloeding 

mede afhankelijk is van de omstandigheden waaronder het proces van sociale beïnvloeding 

plaatsvindt. Deze verschillen kunnen alleen met behulp van een opzet met herhaalde metingen 

belicht worden. Terwijl voorgaande onderzoeken zich hebben gericht op de verschillende 

effecten van netwerkmechanismen op attitude vorming waarbij het ging om een attitude over 

verschillende onderwerpen binnen een organisatie (b.v., Ibarra & Andrews, 1993; Shah, 

1998), biedt dit proefschrift een nieuw perspectief door het bestuderen van hetzelfde attitude 

object onder verschillende omstandigheden. Vervolgonderzoek zou zich meer specifiek 
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kunnen richten op het effect van veranderende omstandigheden op het proces van sociale 

beïnvloeding.  

De eerste potentiële beperking van dit proefschrift is gerelateerd aan het probleem van 

causale volgorde. Een alternatieve verklaring voor de bevindingen gepresenteerd in het 

hoofdstuk 1 is dat personen deels hun sociale netwerk kunnen aanpassen aan de 

werkprestaties van anderen zodat goed presterende medewerkers vaker om advies worden 

gevraagd en slecht presterende medewerkers vaker worden gemeden. Dit kan vervolgens 

uitwerken op de onafhankelijke variabelen gebruikt in de studie – binnenkomende 

vriendschapsrelaties en uitgaande negatieve relaties. Een alternatieve verklaring voor de 

bevindingen in hoofdstukken 2 en 3 kan gelegen zijn in een proces waarin personen hun 

collega’s kiezen op basis van attitude ten opzichte van de technologie en dat daardoor de 

netwerkstructuren vorm krijgen die juist als onafhankelijke variabelen in deze studies zijn 

gebruikt. Toekomstig onderzoek zou de evolutie van het sociale netwerk expliciet kunnen 

modelleren om zowel de effecten die in het huidige proefschrift zijn gevonden, alsook de 

bovengenoemde alternatieve verklaringen te toetsen. Modellen zoals voorgesteld door 

Snijders (2001, 2005), en vooral de meest recente uitbreiding voor het simultaan toetsen van 

de evolutie van individuele attitude (of gedrag) en de evolutie van het sociale netwerk 

(Steglich, Snijders, & Pearson, 2004), bieden hiervoor mogelijkheden.  

De tweede potentiële beperking van dit proefschrift is gerelateerd aan het probleem 

van generaliseerbaarheid van de bevindingen. De onderzoeksopzet was gebaseerd op één 

organisatie (een afdeling). Dit roept vragen op met betrekking tot de generaliseerbaarheid van 

de bevindingen naar andere organisaties. Sommige bevindingen zijn wellicht meer tot uiting 

gekomen door de specifieke karakteristieken van de onderzoekscontext; duidelijke 

hiërarchische relaties en duidelijke scheiding tussen de sociale werelden onder personen die 

verschillende functies uitvoeren. De bevindingen in brede zin, zoals de invloed van structurele 
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posities in het sociale netwerk op de werkprestatie en het modererende effect van 

ambivalentie en self-monitoring in sociale beïnvloedingsprocessen, zijn echter breed 

toepasbaar. Toekomstig onderzoek zou er van kunnen profiteren om de hier gestelde 

theoretische voorspellingen in andere settings empirisch te toetsen.  

Samengevat leveren de bevindingen gepresenteerd in de drie hoofdstukken een 

significante bijdrage aan de theorievorming rond self-monitoring en de theorie van 

ambivalentie en sociale beïnvloeding. Ten eerste heeft eerder onderzoek naar self-monitoring 

en relaties op het werk zich gericht op het onderzoeken van positieve relaties. Ik heb laten 

zien dat hoge self-monitors vaker prominente posities in het vriendschapsnetwerk op het werk 

aannemen, maar ook dat ze meer negatieve uitgaande relaties hebben. Beide netwerk posities, 

hadden vervolgens invloed op de individuele werkprestatie. Ten tweede richten bestaande 

theorieën over self-monitoring zich op het onderzoeken van het aanpassingsvermogen van 

hoge self-monitors. Dienaangaande heb ik laten zien dat hoge self-monitors meer 

beïnvloedbaar zijn en het balanceren vaker toe passen – ze passen hun attitude op de attitude 

van de rol equivalenten in het advies netwerk aan. Ik heb echter ook aangetoond dat de lage 

self-monitors beïnvloedbaar zijn door een ander mechanisme, ze distantiëren zich (over de tijd 

heen) van anderen met wie ze stroeve relaties hebben – ze vormen een andere mening dan de 

mening van deze mensen. Ten derde is in eerder onderzoek naar ambivalentie geen aandacht 

besteed aan de valentie van de afzonderlijk gemeten positieve en negatieve reacties bij het 

vaststellen van de ambivalentiescore. Ik heb een aangepaste maat voor ambivalentie opgesteld 

en gevalideerd waarin de negatieve reacties tegenover het nieuwe informatie systeem als 

conflicterend worden gezien in plaats van de absolute waarde van het verschil tussen de 

positieve en negatieve reacties te gebruiken. Ook heb ik de links tussen ambivalentie en 

sociale beïnvloeding theoretisch bepaald en empirisch verkend, waarbij ik het modererende 
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effect van ambivalentie in sociale beïnvloeding heb aangetoond alsook het mogelijke 

hoofdeffect van attitude verschillen op ambivalentie. 

In het algemeen ondersteunen de resultaten gepresenteerd in dit proefschrift de 

opvatting dat sociale interactie een significant effect heeft op attitude vorming. Omdat eerder 

onderzoek heeft aangetoond dat attitude tegenover technologie vervolgens gerelateerd is aan 

gebruikersgedrag (b.v., Taylor and Todd, 1995; Venkatesh and Davis, 2000), lijken de 

aangetoonde netwerkmechanismen van sociale beïnvloeding bruikbaar voor ontwikkelaars en 

uitvoerders van implementaties. De bevindingen suggereren bijvoorbeeld dat sommige 

personen (hoge self-monitors) meer gevoelig zijn voor overtuigende opinies die gericht zijn 

op hun rol in het advies netwerk terwijl anderen (lage self-monitors), vooral over de tijd 

gezien, afstand nemen van de opinies van anderen met wie ze een stroeve relatie hebben. 

Tenslotte richten de algemene aanbevelingen van eerder netwerk onderzoek, zoals naar de 

verbetering van werkprestatie en carrièreontwikkeling, zich op de diversiteit van relaties en 

het benutten van voordelen van de zogenaamde structurele gaten (posities waarin een individu 

andere personen of groepen verbindt, die anders niet met elkaar verbonden waren; zie b.v., 

Mehra et al., 2001; Seibert et al., 2001). Ik heb daarnaast aangetoond dat er een potentieel 

nadeel aan deze strategie van aangaan van sociale relaties verbonden is: ik heb geredeneerd 

dat boundary-spanning een van de verklaringen is waarom hoge self-monitors vaker 

geconfronteerd waren met negatieve relaties die de werkprestaties belemmerden. De conclusie 

is dan ook dat het zich richten op de diversiteit en het aangaan van relaties met anderen die 

niet onderling verbonden zijn kan een vruchtbare strategie zijn, maar zal met voorzichtigheid 

moeten worden toegepast.  
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APPENDIX 

Measurement Scales 

 
Ambivalence: 

 

Potential ambivalence: Kaplan (1972) 

 

Think only of the positive aspects of the object and disregard the negative aspects. If you 

consider only the positive aspects and disregard the negative aspects, how positive are you 

about the object?  

0  not at all positive 

1  slightly positive 

2  quite positive 

3  extremely positive 

 

Think only of the negative aspects of the object and disregard the positive aspects. If you 

consider only the negative aspects and disregard the positive aspects, how negative are you 

about the object?  

 0  not at all negative 

-1  slightly negative 

-2  quite negative 

-3  extremely negative 
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Experienced ambivalence: Priester and Petty (1996) 

 

A 5-point anchored scale with the following anchors. 

  

Indicate the degree to which your reaction toward the attitude object is conflicted 

1 I feel no conflict at all – 5 I feel maximum conflict 

 

Indicate the degree to which your reaction toward the attitude object is mixed 

1 completely one-sided reactions – 5 completely mixed reactions 

 

Indicate the degree to which your reaction toward the attitude object is indecisive 

1 I feel no indecision at all – 5 I feel maximum indecision 

 

 

Attitude: 

 

Crites, Fabrigar, and Petty (1994)  

 

A 5-point semantic differential scale with the following anchors. 

 

Indicate the position that best describes the global evaluation of the object 

Negative ... Positive 

Dislike ... Like 

Bad ... Good 

Undesirable ... Desirable 
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Self-monitoring: 

 

Snyder and Gangestad (1986) 

 

A 5-point Likert scale ranging from ‘completely false’ to ‘completely true’.  

Note: Items marked with an * are reverse coded. 

*I find it hard to imitate the behavior of other people. 

*At parties and social gatherings, I do not attempt to do or say things that others will like. 

*I can only argue for ideas which I already believe. 

I can make impromptu speeches even on topics about which I have almost no information. 

I guess I put on a show to impress or entertain others. 

I would probably make a good actor. 

*In a group of people I am rarely the center of attention. 

In different situations and with different people, I often act like very different persons. 

*I am not particularly good at making other people like me. 

I’m not always the person I appear to be. 

*I would not change my opinions (or the way I do things) in order to please someone or win 

their favor. 

I have considered being an entertainer. 

*I have never been good at games like charades or improvisational acting. 

*I have trouble changing my behavior to suit different people and different situations. 

*At a party I let others keep the jokes and stories going. 

*I feel a bit awkward in public and do not show up quite as well as I should. 

I can look anyone in the eye and tell a lie with a straight face (if for a right end). 

I may deceive people by being friendly when I really dislike them. 
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Performance: 

 

A 5-point Likert scale ranging from ‘strongly disagree’ to ‘strongly agree’. 

 

Tsui, Pearce, Porter, and Tripoli (1997) 

 

Employee’s quantity of work is higher than average. 

The quality of work of this employee is much higher than average. 

The employee’s efficiency is much higher than average. 

 

Mehra, Kilduff, and Brass (2001) 

 

The overall job performance of the employee is higher than average.  

 

 

Social network measures: 

 

Look down an alphabetical list of employees and place checks next to the names of people 

you consider friends or work partners as described in the following questions:  

 

Krackhardt (1990), Ibarra and Andrews (1993) 

Who are important sources of professional advice, whom you approach at least several times 

a week if you have a work-related problem or when you want advice on a decision you have 

to make?  
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Mehra, Kilduff, and Brass (2001) 

Who do you consider to be a friend, a person with whom you like to spend breaks or with 

whom you like to take part in different social activities? 

 

Baldwin, Bedell, and Johnson (1997), van de Bunt (1999) 

With whom do you have a difficult relation, you cannot get along very well with this person? 

 

 

Demographics 

 

Age 

Gender 

Function 

Position 

Tenure 
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