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I. Research framework and relevance 

For organizations of knowledge-intensive industries, knowledge owned by their employees is 

one of their most important resources. Their competitiveness depends on the efficient 

exploitation of acquired knowledge as well as the creation of new knowledge and innovation. 

In my doctoral dissertation, I explore organizational knowledge networks, with special regard 

to the relational conditions of advice-seeking and knowledge sharing, negative relationships 

affecting knowledge networks, and enterprise social media as a virtual space for knowledge 

transfer. In my thesis summary, I introduce my research approach and research questions 

before presenting the findings of my research papers. 

I compiled my doctoral dissertation using four of my previously published papers. Details of 

the articles are the following: 

• Baksa, M. & Drótos, Gy. (2018). Vállalati közösségi média – A személyközi hálózatok 

motorja. Vezetéstudomány / Budapest Management Review, 49(4), 2–11. 

https://doi.org/10.14267/veztud.2018.04.01  

• Baksa, M. (2019). Negatív kapcsolatok a szervezeti hálózatokban – meghatározások, 

módszerek és mércék. Vezetéstudomány / Budapest Management Review, 50(9), 14–

25. https://doi.org/10.14267/veztud.2019.09.03  

• Baksa, M. & Báder, N. (2020). A tudáskérés és tudásmegosztás feltételei – egy 

szervezeti tudáshálózat elemzése. Vezetéstudomány / Budapest Management Review, 

51(1), 32–45. https://doi.org/10.14267/veztud.2020.01.03  

• Baksa, M. & Branyiczki I. (2023). The invisible foundations of collaboration in the 

workplace: A multiplex network approach to advice-seeking and knowledge sharing. 

Central European Business Review. In press. https://doi.org/10.18267/j.cebr.322  

The first article explores the unique characteristics and patterns of enterprise social media and 

its role in organizational social networks and knowledge sharing. In the second article, I draw 

attention to the individual, social, and organizational effects of negative relationships that are 

often left out of the scope of organizational network analysis and remain in the blind spot for 

managers and consultants. In the third article, I analyze the internal knowledge sharing 

practices of a knowledge-intensive organization by mapping its organizational knowledge 

network as well as a supplementary interview research. Finally, in the fourth article, I intend 
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to convincingly investigate the research questions raised in the pilot research featured in the 

previous paper. The fourth article follows the line of thought and builds on the theoretical 

constructs introduced in the first three papers and tests research propositions on large 

organizational samples. 

The relevance of my research topic stems from today’s socio-economic and technological 

trends. (1) Over the past five years, there has been an explosion of interest in the fourth 

industrial revolution across the fields of technology management, strategic management, and 

organization studies. As an increasing share of low value-added, routine tasks are automated 

or robotized, knowledge creation and innovation fuel the competitiveness of numerous 

companies. (2) People and organizations in the globalized economy are now more closely 

connected than ever before. Blurring organizational boundaries and coopetition between actors 

draw attention to interorganizational learning and knowledge sharing and the dynamics of 

knowledge networks. (3) New generations entering the labor market are familiar with social 

media from an early age, use it naturally and often expect new communication systems to be 

implemented in the workplace. This need meets the aspiration of companies in knowledge-

intensive industries to create physical, virtual, and social spaces that support value-creating 

innovation and knowledge sharing. 

The research questions investigated in the empirical chapters of this doctoral dissertation are 

examined in knowledge-intensive organizations as (a) knowledge and knowledge sharing 

possess a higher strategic importance in these companies; (b) almost all employees have some 

knowledge that in itself or by combined with other knowledge elements can create value for 

the company; and thus (c) phenomena related to interpersonal knowledge sharing is more 

prevalent and easier to observe. 
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II. Research gaps and research questions 

II.1 Enterprise social media 

In the second half of the 2010s, after the overwhelming success of social media sites Facebook 

and Twitter, attempts aiming at implementing similar solutions in the workplace rapidly gained 

traction (Kane et al., 2014a). The features and internal mechanisms of enterprise social media 

tools are well documented and published by prominent authors of technology management 

(Kane et al., 2014b; Kane, 2015; Leonardi, 2015; Ellison & Boyd 2013) in leading journals of 

organizational IT. Management and IT consultants also argued extensively for the 

implementation and use of enterprise social media, presenting significant profit gains for 

knowledge-intensive companies (Bughin 2015, simplysucceed, 2015). These profit gains result 

from a more efficient system of interpersonal knowledge sharing as employees can more 

quickly find necessary information which also expedites task-based collaboration and 

knowledge creation. 

Even though previous research (Kane et al., 2014; Fulk & Yuan, 2013) established the effects 

of certain enterprise social media features on knowledge sharing and knowledge production, 

its interplay with real-life organizational social networks was still unclear. Moreover, while 

large-sample consultancy studies (Bughin, 2015) demonstrated an increase in profit margins 

due to the use of enterprise social media in knowledge-intensive organizations, its specific 

operation (such as common themes discussed, usage patterns, or co-workers’ reactions to 

others’ posts and comments) had yet to be documented. Thus, I formulated and investigated 

the following research questions: 

RQ1 How does the use of enterprise social media affect the real-life organizational social 

network in a Hungarian knowledge-intensive company? 

a) In what ways does it substitute for real-life interactions? 

b) In what ways does it complement or generate real-life relationships? 

RQ2 What are the specific advantages and disadvantages of enterprise social media use 

based on the sample case study? 

RQ3 How does enterprise social media influence knowledge sharing, advice-seeking and 

social learning in organizational settings? 
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II.2 Negative relationships in organizational social networks 

Conflict, strife, and discord are all very human. Wherever people interact, co-workers bond 

and friendships blossom, negative relationships appear, too. Workplaces are no exception, even 

if corporate culture makes open hostility taboo (Baksa, 2019). Negative relationships affect 

almost every feature of organizational life, from internal communication and knowledge 

sharing to employee retention, from decision-making to change management. Negative 

relationships often stay in the blind spot of managers and network researchers who analyze but 

positive dyadic phenomena (Halgin et al., 2020; Labianca, 2014). In the past few years, the 

inquiry on negative ties in organizational social networks developed into an individual stream 

that is lately called as “signed graph research” (Harrigan et al., 2020). Signed graphs refer to 

networks in which relationships have a valance that could pe positive, neutral, or negative.  

My dissertation addresses a research objective that stemmed from a theoretical and a practical 

knowledge gap, namely, to give an up-to-date overview of an unfolding new research stream 

that also has direct implications for management practitioners. Though the theoretical 

foundations of negative tie research had already been established (Labianca & Brass, 2006; 

Labianca, 2014), as of fall 2018, the submission date of my paper, there were no published 

literature reviews that would summarize empirical research findings in the field. My paper 

sought to give an overview on extant research results, arrange them in a theoretical framework 

of different levels of organizational social networks, and propose directions for future research. 

The timeliness of this endeavor is corroborated by the fact that similar works (cf. Yang et al., 

2019; Harrigan et al., 2020) were only published years later. In my dissertation, I investigated 

the following research question: 

RQ4 What are the individual, dyadic, group-level, and whole-network-level consequences 

of negative relationships based on extant empirical research? 
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II.3 Knowledge networks in organizations 

In the past decades, the revolutionary advancement of technology brought the attention of 

scholars and management practitioners to the challenge of improving the innovative 

capabilities of organizations (Csedő et al., 2019a). Companies in knowledge-intensive 

industries increasingly focus on their ability of self-renewal and adaptation (Csedő & Zavarkó, 

2019). Other knowledge-based organizations, such as higher education institutions, try to 

ameliorate their knowledge-producing capabilities. Concurrently, learning-related 

organizational processes that support the amassment, management, sharing, and deployment 

of knowledge have grown in importance (Bencsik et al., 2020; Bencsik & Juhász, 2020).  

The network perspective in the investigation of organizational knowledge sharing is beneficial 

because it offers a framework that combines the acquisition and creation of knowledge, along 

with the individual’s role as both a source and recipient of knowledge. A knowledge network 

is generally understood as “a set of nodes— individuals or higher-level collectives that serve 

as heterogeneously distributed repositories of knowledge and agents that search for, transmit, 

and create knowledge—interconnected by social relationships that enable and constrain nodes’ 

efforts to acquire, transfer, and create knowledge” (Phelps et al., 2012 p. 1117). 

Previous research in the field of knowledge networks has primarily focused on the impact of 

organizational factors on network dynamics (Mendoza-Silva, 2021) or applied established 

social network theories (such as social status theory and social capital theory) (Agneessens & 

Wittek, 2012), but the underlying relationships that drive advice-seeking and knowledge 

sharing behavior have not been extensively studied. Hortoványi and Szabó (2006) as well as 

Mattar et al. (2022) have found that for effective knowledge transfer to happen, there must be 

a combination of structural, cognitive, and social factors. These factors include the opportunity, 

ability, and willingness to share knowledge. However, compared to structural and cognitive 

factors, the interpersonal relationships that are required for knowledge transfer are less visible 

to managers and are often misunderstood (Marineau et al., 2018; Marineau & Labianca, 2021), 

and as a result, are less frequently considered when planning actions. Thus, I proposed and 

examined the research questions as follows: 

RQ5 What is the perceived impact of technological, strategic, and cultural factors 

influencing knowledge sharing in their organization according to the employees of a 

Budapest-based management consultancy? 
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RQ6 Are network actors who are key players in an organizational knowledge network also 

popular in other social dimensions (such as sympathy and trust)? 

RQ7 What is the impact of different relational layers on the formation of advice-seeking 

ties in an organizational knowledge network? 

Figure 1 illustrates the interconnections between the research questions formulated in the four 

papers incorporated in my dissertation. 

Figure 1 Interconnections between research questions 

 

Source: author 
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III. Methods 

To answer the research questions formulated above, I applied a mixed method approach and—

besides conducting literature reviews—used qualitative and quantitative methods in the papers 

incorporated in my dissertation. Figure 2 demonstrates the methodological approach of each 

paper (as Chapters II-V of the dissertation) and their conceptual connections. In this section, I 

summarize the research methods used in each research chapter of my dissertation. 

Figure 2 Methods and structure of the dissertation 

 

Source: author 

III.1 A paper on enterprise social media 

This empirical research aimed to get an exemplary overview of enterprise social media use at 

a knowledge-intensive Hungarian organization and its organizational effects after the 

collection and processing of relevant international literature. As individual opinions and 

experience were important in understanding the communication on the enterprise social media 

platform, a qualitative research method was chosen for the investigation. To learn about a 

virtual social space, the study was performed by using the netnography method (Dörnyei & 

Chapter I
Introduction

(Research questions, goals, framework, paradigmatic stance)

Qualitative research Quantitative research Literature review

Chapter IV
Relational conditions of advice-seeking

Budapest Management Review

Chapter II
Enterprise social media

Budapest Management Review

Chapter III
Negative tie networks

Budapest Management Review

Chapter V
Multiplex knowledge networks in 

large organizations
Central European Business Review

Chapter VI
Summary of research findings
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Mitev, 2010). Netnographic observations were supplemented with additional interviews to 

increase validity. 

This research primarily sought to learn how the use of a virtual social network affected real 

social relationships in the case of a Budapest-based company. To assess this, the 

communication in the groups of its enterprise social media platform, Yammer, was analyzed. 

The level of participation was that of the observer, as the researchers examined a community 

unknown to them, and did not participate in their social interactions. Available conversations 

were examined with the approval of the responsible managers and accessed through the 

account of an employee in the IT department. As the recorded conversations contained business 

critical and sensitive information, these are not cited, and the participants are not named in the 

dissertation: the emerging patterns are interpreted at a higher level of abstraction without 

individual data. 

Prior to the interviews, the user groups “active”, “reactive” and “passive” were identified 

among the approximately 100 users based on the content analysis of their communication in 

ESM groups. As the basis of classification, their activity, and attitudes towards the use of 

Yammer were considered. The circle of interviewees was defined in a way that allowed us to 

learn the characteristic opinions, habits, and experiences of each user group. Semi-structured 

interviews were conducted with eight members of the organization. Employees of several 

organizational units and representatives of as many hierarchical levels as possible were 

purposefully included: in addition to juniors who joined within two years, senior staff and 

managers of various business lines and competence centers were interviewed. 

III.2 A paper on negative ties in organizational social networks 

This paper is based on an exploratory literature research (Adams et al., 2007). At the time of 

its submission, the topic was relatively new and understudied in international literature, and 

thus the number of available research papers would not have permitted a systematic review. In 

the collection and processing of literature, a mixed method (Grant & Booth, 2009) was used: 

first, a keyword-based search, then in the second round, a targeted search based on select 

reference lists and the snowball method. In the keyword-based search, the literature was filtered 

for peer-reviewed journal articles in the EBSCO and Science Direct databases that were 

published after 2010 and that contained the words ‘negative tie’ or ‘negative relationship’ in 

their titles or abstracts. From the results, studies published in other scientific fields were 
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excluded, and further selections based on professional and content-based criteria were made. 

Articles that concerned different levels of analysis (individuals, dyads, triads, and whole 

networks) and multiple types of relationships were prioritized. As it became apparent that key 

authors in the field are professors at the University of Kentucky LINKS Center for Social 

Network Analysis, their works were reviewed with particular attention. 

III.3 A paper on the relational conditions of advice-seeking 

Empirical data collection in the sample organization (the Budapest office of a multinational 

management consultancy) consisted of two parts. First, with the help of a questionnaire, data 

related to the organization’s knowledge-sharing practices was collected, and the employees 

were surveyed on their opinion and satisfaction in this regard. Later, additional interviews were 

conducted with key actors of the emerging knowledge networks in order to get a more complex 

explanation and insight into network dynamics and the knowledge management processes of 

the company. 

The questionnaire was completed by 21 of the 23 people working in the consultancy, indicating 

a 91 percent turnout. The survey included questions on the respondent’s relationships with 

other employees, as well as six-point Likert-scale questions evaluating relationships and 

organizational knowledge management practices. Employee relationships were measured by 

(1) sympathy, (2) trust, (3) perceived expertise, and (4) self-reported actual advice-seeking. 

Respondents could nominate up to four people for each question in order to limit their choices 

to the most significant relationships. 

In connection with the question on advice-seeking, they were asked in which subjects they seek 

out a given actor and how satisfied they were with the information’s quality. The Likert scales 

were set to six points to avoid centering and because the diagnostic tools used by the 

consultancy also included such scales – making this a familiar solution for respondents. 

Respondents were also asked to whom they would turn more often for knowledge if they had 

the opportunity. Here again, the subject of the needed knowledge and the reason why the 

desired advice-seeking interaction had not realized were scrutinized. 

Data collected by the questionnaire were studied using the network analysis software called 

UCINET (Borgatti et al., 2002). With this program, centrality measures for the whole network 

and individual actors were calculated and various dimensions of the social network were 
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visualized. The correlations between the variables and different centrality measures were 

analyzed with the SPSS 25 statistical program. 

Based on the results of the questionnaire, semi-structured interviews were conducted with three 

key players of the network. These interviews served to provide insight into the knowledge 

management practices of the focal organization. In this process, the effects of technological, 

strategic, and cultural factors were examined. The interviews were intended to explore the 

strategic and technological factors that support or hinder effective knowledge sharing among 

employees. The interviewees were selected so that their individual points of view would help 

understand these issues. Two of the three interviewees were managing senior consultants 

whose selection was also justified by their central role in the knowledge network. The third 

interviewee had been working as a junior consultant for a shorter time in the organization: their 

insights were primarily used to complement the managerial perspective. 

III.4 A paper on multiplex approach to advice-seeking 

Network data of three knowledge-intensive organizations were analyzed to test the research 

propositions. Sample organizations included a business services center (390 employees), a 

higher education institution (583 employees), and an ICT company (1970 employees). The first 

two sample organizations are located in Hungary, while the ICT company operates in the 

United States. Data was collected by Maven Seven Network Research, Inc., a Budapest-based 

management consultancy specializing in organizational network analysis. Respondents filled 

in a self-administered survey questionnaire through a purposefully designed online platform 

entitled OrgMapper®, developed by Maven Seven. The questionnaire included 18 relational 

questions of which 8 items were used for this study. The use of public or private datasets issue 

from previous corporate data collections is in line with the general practice of organizational 

researchers in the network paradigm as pointed out by Borgatti and Halgin (2011) and Robins 

(2015). 

Datasets from the sample organizations included demographic data of the network actors (i.e., 

hierarchy level, departmental affiliation) and relational data reflecting the existence of ties 

between actors in different layers of interpersonal relationships. In line with Labianca’s (2014) 

tripartite model of social relations, some questions measured relationships as behavioral 

intents, while others focused on judgments, or affections. Survey questions analyzed in the 
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study were selected from all 18 questionnaire items based on previous research findings as 

presented in the theoretical framework.  

For the purpose of this study, dyads were chosen as units of the analysis. All possible (n*(n-

1)) directed dyads were investigated in the 9 selected dimensions. In this approach, an 

observation was an ij directed dyad, and variables indicated whether actor i chose actor j in a 

specific relational layer (dimension). As suggested by Robins (2015), respondents were limited 

to four answers per question to avoid the collection of potentially weak, less significant ties. 

Binary logistic regression was used to investigate the individual explanatory power of each 

relational dimension (i.e., layers measured by the independent variables) on the presence of 

advice-seeking behavior in these relationships.  

IV. Research results and contributions 

In my doctoral dissertation, I presented four papers in three research areas of organizational 

network theory that are popular in the scientific discourse and relate to the analysis of 

organizational knowledge networks.  

Þ I introduced the theoretical background of enterprise social media based on an extensive 

literature review. Then, by examining the actual use of enterprise social media in a case 

study, I presented the ways in which virtual social networks complement and substitute 

for real-life interpersonal relationships in an organization. 

Þ With my literature review on negative ties in social networks, I draw attention to a 

phenomenon that had previously remained in the blind spot of scholars and managers. 

I placed negative ties in extant models of social relationships and dyadic phenomena 

and proposed directions for future research.  

Þ Finally, I explored the dynamics of advice-seeking in knowledge networks and their 

relational preconditions. I demonstrated what layers and characteristics of interpersonal 

relationships increase the chance of seeking out help and knowledge from co-workers.  

In the following sections, I list and summarize the contributions of each paper included in my 

dissertation. Figure 3 illustrates the interconnections between different papers based on their 

findings and contributions to extant literature. 
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Figure 3 Interconnections between contributions and findings 

 

Source: author 

IV.1 A paper on enterprise social media 

The use of enterprise social media looks back on a history of just a few years, and its 

organizational effects had been relatively unexplored. In my paper entitled “Enterprise social 

media: The engine of organizational social networks,” I presented the unique characteristics 

of enterprise social media through a comparison of the mechanisms of social networks in an 

online and an offline context. 

1.1 The study found that enterprise social media helped to build trust relationships in the 

examined organization through three interrelated features: it helped (1) getting to know 

each other both professionally and personally, (2) making work visible; (3) and allowed 

orientation of new members of the organization. These findings align with the literature on 

trust building in social networks, which has shown that trust is particularly important and 

a relational condition to knowledge sharing (Hsu et al., 2007; Swift et al., 2013). 

Chapter II
Enterprise social media

Chapter III
Negative tie networks

Chapter IV
Relational conditions of 

advice-seeking

Chapter V
Multiplex knowledge 

networks in large 
organizations

The use of enterprise social 
media affects organizational 

social networks and 
knowledge sharing in three 

ways.

Building trust
Helps employees get to 

know each other better and 
thus makes it easier for them 

to seek out others; makes 
their work and expertise 

more visible for co-workers; 
helps the orientation and 
socialization of new hires.

Sharing information
Enterprise social media 

serves as a structural 
condition (opportunity) to 

knowledge sharing and as a 
place where advice-seeking 

can happen; information 
related to the coordination 
of work is also exchanged 

here.

Stimulation of weak ties
Enterprise social media 

substitutes for and 
institutionalizes weak ties 

and thus makes information 
more easily accessible for 

actors while also helps 
stimulate real-life ties.

Negative ties can have 
various detrimental effects 
on an organization. For one, 
they can lead to increased 

conflict and decreased 
collaboration among 

individuals and teams. This 
can in turn decrease 

productivity, increase 
turnover, and lower morale. 

Negative ties can also lead to 
information being withheld 

or distorted, which can make 
it more difficult for the 
organization to make 
informed decisions.

Organizational factors, 
technology and culture in 

particular do have an impact 
on knowledge sharing 

practices and the formation 
of the organizational 
knowledge network 

according to interviewees.

Network actors who are key 
players in the knowledge 

network are in many cases 
peripherical in other 

dimensions or layers of the 
multiplex social reality.

Different layers of 
interpersonal relationships 

have an impact on the 
formation of advice-seeking 

ties; trust is the most 
significant component and 
perceived expertise is also 
important, while personal 

sympathy has a lower 
explanatory power.

Different layers of 
interpersonal relationships 

have an impact on the 
formation of advice-seeking 

ties and explain 39-43 
percent of total variance 

across the three 
organizational samples; 

external factors (technology, 
strategy, and culture) make 

up the remaining part.

Informal communication, 
problem- solving capability 

and personal support turned 
out to be the most important 

factors while the impact of 
trustworthiness and 
horizontal or vertical 

boundaries varied across the 
three samples.
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1.2 Online behavior in enterprise social media is culturally and generationally embedded. 

Making one’s work and achievements more visible might induce negative feelings and 

even negative relationships (e.g., envy and gossip) from others as they may regard it as 

“self-promotion.” 

1.3 The study also found that enterprise social media helped with knowledge sharing in the 

organization. The platform’s archiving function and searchability made it possible to 

extract information over time and to find familiar or new content using the system’s 

internal search mechanisms. Interviews and netnographic observations confirmed that 

employees felt information gathering faster and more efficient using enterprise social 

media. This is in line with previous research that has found that enterprise social media 

can support knowledge sharing by providing access to information and by facilitating the 

discovery of new and unusual content (Fulk & Yuan, 2013; Gibbs et al., 2013). 

1.4 In addition, the study also found that enterprise social media supports the development of 

meta-knowledge, which is the knowledge of who knows what and who knows whom 

(Leonardi, 2015). This reifies previous research on enterprise social media and knowledge 

sharing, which has shown that the platform can support the development of meta-

knowledge (Kane, 2015; Leonardi et al., 2013). 

1.5 Metaknowledge and higher visibility boost the formation of weak ties in the organizational 

social network as enterprise social media works as a “social lubricant”. This finding is in 

line with Leonardi et al.’s (2013) study. Enterprise social media also partially substitute 

for weak ties of the social networks as it institutionalizes their function in information 

gathering. 

IV.2 A paper on negative relationships in organizational social networks 

Negative relationships affect almost every element of organizational life, from internal 

communication and knowledge sharing to employee retention, from decision-making to change 

management. Despite this, negative relationships often stay in the blind spot of managers and 

network researchers who generally analyze but positive interpersonal phenomena. In my paper 

entitled “Negative relationships in organizational social networks: Models, methods, and 

measures,” I presented the findings of previous empirical research based on an extensive 

literature review. 
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2.1 The first aspect of the literature review is a presentation and comparison of the definitions 

of negative ties that are commonly used in the literature. This includes an examination of 

the different types of negative ties and how they are defined by prominent authors in the 

field. This is an important step in understanding the scope of the literature and the different 

ways that negative ties are conceptualized. The paper complements Borgatti et al.’s (2009) 

model on dyadic phenomena with negative ties (as in proximities, relationships, 

interactions, and flows). 

2.2 The second aspect of the literature review is a discussion of the consequences of negative 

ties as drawn from previous research findings. This includes an examination of the effects 

of negative ties at different levels of analysis (individual, dyadic, triadic, and whole 

network). This can help to understand the ways in which negative ties can impact 

organizational outcomes and how they can be mitigated. 

2.3 The third aspect of the literature review is a discussion of the challenges in data collection 

and analysis in negative tie research. This includes an examination of the difficulties in 

measuring negative ties and the limitations of current data collection and analysis 

techniques. This can help to identify areas where future research could improve the 

understanding of negative ties in organizational networks. 

2.4 The fourth aspect of the literature review is a discussion of potential directions for future 

research. This includes an examination of the dynamic mechanisms that may be examined 

through longitudinal studies of negative ties, and enduring roles and personal tactics that 

appear along with negative ties. 

IV.3 A paper on the relational conditions of advice seeking 

Advice-seeking, that is, the request for professional knowledge and help from a colleague is 

the antecedent of knowledge sharing, and ultimately, innovation. In my doctoral dissertation, I 

explored the relational conditions of advice-seeking and knowledge sharing through personal 

interactions. I present the results of my paper “Prerequisites of advice-seeking and knowledge 

sharing: Analysis of an organizational knowledge network” as follows. 

3.1 The analysis of the knowledge network revealed that most of actors had at least one 

incoming connection, indicating that knowledge sharing was prevalent within the 

organization. However, the network structure also exhibited a clear separation between the 

core and periphery, with managers and senior consultants being more popular as knowledge 
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sources. Key players in the flow of knowledge were identified with centrality measures 

such as Beta-centrality and betweenness centrality. 

3.2 The results indicate that interpersonal trust was the most important explanatory factor in 

the formation of advice-seeking relationships. Previously existing trust relationships made 

it more than 25 times more likely that an actor would seek out another whom they deemed 

trustworthy. This corroborates previous research that emphasized the significance of trust 

in knowledge sharing (Swift & Hwang, 2013; Agneessens & Wittek, 2012). 

3.3 The study also highlighted the importance of perceived competence as a factor in 

employees’ decision-making when seeking out advice. This finding is consistent with 

previous research that has emphasized the role of perceived expertise in knowledge sharing 

(Hsu et al., 2007; Wang, 2016). 

3.4  Interestingly, personal sympathy among employees, as measured by a willingness to meet 

beyond working hours, reduced the likelihood of developing advice-seeking relationships 

in the examined organization. This may be because employees who are a pleasant company 

are not necessarily those who are regarded as competent and reliable sources of knowledge 

– and vice versa. Advice-seeking ties in the examined organization are largely directed at 

managers and senior consultants, who in turn are less popular in the sympathy network: 

perhaps they are less selected by junior employees because of differences in position and 

age. 

3.5 Additionally, the study found that the organizational culture in the consulting firm was 

supportive of knowledge sharing. This is in line with previous research that has identified 

a supportive culture as a key factor in encouraging knowledge sharing behavior (Park & 

Kim, 2018). 

IV.4 A paper on multiplex approach to advice-seeking 

This paper proposes that there is merit in conceptualizing advice-seeking behavior as a dyadic 

phenomenon embedded in an inherently complex social world that could only be 

comprehensively captured through a multiplex (multi-layered) approach. Multiplex analysis of 

organizational social networks is likely to shed light on the relational foundations of advice-

seeking and knowledge sharing, that is, the type of relationships that make these behaviors 

more likely to occur. In my paper entitled “The Invisible Foundations of Collaboration in the 

Workplace: A Multiplex Network Approach to Advice-Seeking and Knowledge Sharing” I 

made the following contributions. 
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4.1 This study aimed to better understand the factors that influence advice-seeking behavior in 

relationships. Building on previous research by Borgatti et al. (2014) and Labianca (2014), 

the study focused on the combination of feelings, judgments, and behavioral intents that 

make up relationships. A comprehensive model of relational dimensions most frequently 

associated with advice-seeking was created and found to explain a significant amount of 

the variance in the formation of advice-seeking ties. 

4.2 The analysis of three sample knowledge networks revealed that even though the odds ratios 

of specific variables (relational dimensions) may vary across datasets, there is a consistent 

pattern in their significance and relative explanatory power. Informal communication and 

perceived problem-solving ability were most substantial in all three samples. Differences 

in the odds ratios might be due to external organizational factors, such as culture, leadership 

style, or operational profile. 

4.3 Following Hortoványi and Szabó’s (2006) study, this paper also found that for knowledge 

transfer to occur, structural, cognitive, and relational conditions must be met. Regular 

formal and informal communication between actors were proven essential in all three 

sample datasets. 
4.4 Results of this study corroborate earlier findings such as Swift and Hwang (2013) and Cross 

et al. (2001) about the significance of interpersonal trust in workplace collaboration and 

learning. These results also provide support for Agneessens and Wittek’s (2012) and Mattar 

et al.’s (2022) theory that actors with a higher formal or informal status are more likely to 

be sought out for help or advice. 

4.5 Contrary to what has been reported by Cross et al. (2001), the perceived helpfulness of an 

actor was not a significant precursor of another’s willingness to seek them out. 
4.6 In addition to theoretical contributions, research findings in this paper also suggest for 

managers that by enhancing organizational communication, building interpersonal trust, 

and helping their employees to make their expertise more visible, they can effectively foster 

advice-seeking behaviour. Team building or merely creating opportunities for employees 

to bond over lunch or after work may strengthen their sense of trust. The use of enterprise 

social media or other tools that support metaknowledge or ambient awareness (a knowledge 

of who knows what and who knows whom) may also help employees to make their 

expertise more visible to others. Rotation programs and cross-functional project 

assignments, on the other hand, can help advice-seeking ties cross horizontal and vertical 

organizational boundaries. 
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V. Summary 

In my doctoral dissertation, I explored three research areas of organizational network theory 

that relate to the analysis of organizational knowledge networks. I applied a mixed method 

approach, including literature reviews and qualitative and quantitative methods, to answer my 

research questions. This paper-based dissertation includes four papers in total. 

The first paper, entitled “Enterprise social media: The engine of organizational social 

networks,” presents the unique characteristics of enterprise social media through a comparison 

of the mechanisms of social networks in an online and offline context. The study found that 

enterprise social media helped to build trust relationships in the organization through three 

interrelated features: getting to know each other both professionally and personally, making 

work visible, and allowing orientation of new members of the organization. The study also 

found that enterprise social media helped with knowledge sharing in the organization, as the 

platform's archiving function and searchability made it possible to extract information over 

time and to find familiar or new content. In addition, the study found that enterprise social 

media supports the development of meta-knowledge, which is the knowledge of who knows 

what and who knows whom. 

The second paper, a literature review on negative ties in social networks, draws attention to a 

phenomenon that had previously remained in the blind spot of scholars and managers. The 

author places negative ties in extant models of social relationships and dyadic phenomena and 

proposes directions for future research. 

The third paper, entitled “Prerequisites of advice-seeking and knowledge sharing: Analysis of 

an organizational knowledge network,” explores the dynamics of advice-seeking in knowledge 

networks and their relational preconditions. Through a case study based on a survey and 

interviews at a Budapest-based management consultancy, it is found that interpersonal trust 

and perceived competence were the most important factors in the formation of advice-seeking 

relationships. The study also found that personal sympathy (as measured by a willingness to 

meet informally after work) reduced the likelihood of developing advice-seeking relationships 

and that the organizational culture of the consultancy was supportive of knowledge sharing. 
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The fourth paper, entitled “The Invisible Foundations of Collaboration in the Workplace: A 

Multiplex Network Approach to Advice-Seeking and Knowledge Sharing,” aimed to understand 

the relational factors that influence advice-seeking behavior in relationships through a 

multiplex approach. The paper proposed that a comprehensive model of relational dimensions, 

including feelings, judgments, and behavioral intents, can explain a significant amount of the 

variance in the formation of advice-seeking ties. Through the analysis of three sample 

knowledge networks, the paper found that despite relative explanatory power of variables vary 

to some extent across samples, relational prerequisites are significant in the formation of 

advice-seeking relationships in all examined organizations. 

Overall, this doctoral dissertation contributes to organizational network theory by providing a 

deeper understanding of the unique characteristics of enterprise social media, the significance 

of negative ties in social networks, and the relational preconditions of advice-seeking and 

knowledge sharing. The multiplex approach to advice-seeking and knowledge sharing 

proposed in the fourth paper also offers a new perspective on the study of organizational 

networks. 
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