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Аннотация. Успех организации во многом определяется ценностными ориентирами сотрудников, формирующими их 
поведение. Осведомленность об этих ориентирах дает компании дополнительные преимущества и способна повысить 
эффективность ее деятельности. Статья посвящена изучению взаимосвязи между профессиональными ценностями ра-
ботников и организационной идентификацией, а также роли модели LMX, ориентированной на обмен ресурсами между 
руководителем и подчиненными, в организационном взаимодействии. Методологический каркас исследования соста-
вили теория социального обмена, основанная на диадических отношениях, а также теория социальной идентичности, 
позволяющая индивиду ответить на вопрос «Кто я?» и примененная авторами в контексте организационных отношений. 
Информационной базой работы стали данные онлайн-опроса 288 сотрудников компаний, осуществляющих деятельность 
на территориях Турции и Германии. Использовались методы описательной статистики, подтверждающего факторного 
анализа и структурного моделирования. Выявлена положительная взаимосвязь между профессиональными ценностями 
работников и организационной идентификацией и установлено, что модель LMX играет в данном взаимодействии по-
средническую роль. Результаты исследования подтверждают гипотезу о возможности повышения эффективности дея-
тельности организации за счет грамотного использования профессиональных ценностей работников, а также пополняют 
массив научной литературы об этих ценностях в разрезе межкультурного взаимодействия.
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INTRODUCTION
Over the past 30 years, the world has witnessed radical 
changes in the political, economic, and social fields as a re-
sult of globalization and increasingly rapid technological 
developments. Nowadays, particularly with the pandemic, 
people still visit the websites, follow different TV and digital 
platforms, and get very comfortable access to thousands 
of books. Those examples that in connection with globali-
zation have also strengthened the belief that individuals 
also have values that converge1. On the other hand, even 
though it is the reality that individual values are close to 
each other today, values do not change rapidly. Differences 
in value between individuals and countries have been the 
subject to many studies (see, for example, [Hofstede, 1980; 
Elizur et al., 1991]). In those studies, individual and work-
related values emerge as separate and independent fields 
from each other. The perspectives of researchers, who ex-
plore work values, differ from general value researchers in 
terms of both the methodology and the content. For this 
reason, although the research on values draws a general 
framework for the issue of work values, it cannot address 
the entire subject [Lyons, 2003]. Furthermore, work values 
have been the central issue of many studies nowadays. In 
the extant literature, the studies related to work values 
examine the relationships between work values and gen-
eral values [Lyons, 2003; Almeida, Pinto, 2005], job satis-
faction [O’Brien, Humphrys, 1982; Hegney, Plank, Parker, 
2006], intention to quit [Eşitti, 2018], personality and de-
mographic factors [Kubat, Kuruüzüm, 2010; Bayar, 2016], 
and generational differences [Twenge et al., 2010; Gursoy, 
Chi, Karadag, 2013; Erden-Ayhün, 2013; Öztürk, 2019]. The 
studies have mostly concluded that work values percep-
tion varies among generations, especially in the sample of 
students [Taş, Demirdöğmez, Küçükoğlu, 2017; Özer et al., 
2013; Cennamo, Gardner, 2008]. Organizational identifica-
tion has been increasingly emphasized in recent years, and 
studying the drivers of this concept seems to be beneficial. 
According to Lin, Shen and Hsu [2015], work values are vi-
tal to boost and direct employees’ attitudes and behaviors. 
The link between employee and organization generates 
employees’ identification through its values, mission, and 
vision [Hui et al., 2020].

In the light of the literature above, this study empha-
sizes the need for research investigating whether work 
values may positively influence employees’ organization-
al identification. Moreover, we conceptualized the rela-
tionship between work values and organizational identi-
fication using the construct of leader-member exchange 
(LMX). It is a dyadic approach rooted in social exchange 
theory [Blau, 1964]. LMX theory includes reciprocal rela-
tionships between subordinates and their leader. The dy-
adic relationships expressed in this theoretical view vary 
from low-quality to high-quality exchange [Sparrowe, 

1  World Values Survey. (2020). Work values survey wave 7: Find-
ings & insights. https://www.worldvaluessurvey.org/WVSContents.
jsp.

Liden, 2005]. Drawing on and extending this emerging 
LMX research, we propose that LMX moderates work val-
ues’ effect on organizational identification. By studying 
LMX as a moderator of the relationship between work val-
ues and employees’ identification with the organization, 
we intend to make three contributions:

•  while recent studies with work values have been fo-
cused on the perceptions of generations’ work values, this 
study investigates how work values are perceived in two 
different cultures, Turkish and German. Thus, our primary 
goal is to contribute to the literature on employees’ work 
values from different cultures;

•  we will contribute to the literature by examining the 
relationship between work values and organizational 
identification;

•  we discuss how LMX may play a role as a moderating 
variable in the relationship between work values and or-
ganizational identification within the context of two dif-
ferent cultures, Turkish and German. So we will contribute 
to the LMX literature by conducting a comparative cultur-
al study on this subject.

We first explain recent research on work values and or-
ganizational identification. We then review research that 
has examined the moderator effect of LMX in the relation-
ship between work values and organizational identifica-
tion. Then, the methodology part is presented, which is 
followed by a conclusion.

LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT
Work Values. Values defined as general standards, formu-
lating attitudes, behaviors, and beliefs underpin the basis 
of human behavior. For this reason, values influence the 
choices of individuals, the people they are in contact with, 
and their short- and long-term goals [Rokeach, 1973, p. 5; 
Posner, Randolph, Schmidt, 1987; Schwartz, Bilsky, 1987; 
Brown, 1995]. Schwartz [1999] defined values as the de-
sired goals that guide human life and that change due to 
the conditions. Elizur et al. [1991] demonstrated the value 
as a significance level that society attributes to subject, be-
havior, and concern belonging to this society. In that vein, 
Hofstede [1980] conducted a cross-cultural research on 
values and defined the value as a great tendency towards 
preferring certain situations over others. In the light of 
those definitions, two important points related to values 
have been drawn to attention. First, all of the given de-
scriptions focus on meaning, consequence, function, and 
goal. The other issue is that the values are considered as 
preference or precedence. Values may not always comply 
and may differ in societies and individuals. Therefore, val-
ues are a part of individualism and collectivism, and they 
provide rationality for socially unacceptable behaviors.

Work values as a specific type of values should be ex-
amined with a broader perspective [Lyons, 2003]. Many 
definitions are underlying the concept of work values as 
personal expectations regarding the individuals’ expec-
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identities and selves are shaped in a social group for the 
members. Individuals create in-group relationships since 
they feel that they are part of the group. Other groups, 
the person does not identify with, are also out-group. 
Thus, the person thinks as “us” for in-group and “them” for 
out-group. In organizational contexts, Van Dick [2001] 
reflected cognitive, affective, and evaluation dimensions 
to organizations. Furthermore, Ashforth and Mael [1989] 
provided an evidence-based social identity theory for 
organizational identification concept. The concept tries 
to find a remedy of the question “Who are we?” or “Who 
am I?” to attach with an organization, a group, or person 
[Albert, Ashforth, Dutton, 2000]. As a result, Foote [1951] 
stated that the individual classifies herself/himself as a 
member of the organization. This personal classification 
motivates her/him to act on behalf of the organization.

Employees create their self-images through their im-
age and values when they experience organizational 
identification [Cheney, 1983; Akbaş et al., 2020]. Accord-
ingly, organizational identification is reflected on decision 
making when the employees evaluate the preferred alter-
native for the sake of the organization [Cheney, Tompkins, 
1987]. Identification differs from the assimilation since 
the individual internalizes organizations’ values and goals 
within the identification. Indeed, the process of identifica-
tion should be under the control of employees and more 
neutral [Polat, Meydan, 2010]. Pratt [1998] defined organi-
zational identification as a convergence process of indi-
viduals with organizational values. As a result, employees 
can substitute their activities on behalf of the organiza-
tion as their own. The organization’s goals become the 
employee’s goals, and the strongly identified employee 
is motivated to work effectively to achieve such goals [Ed-
wards, 2005]. 

Work values are an antecedent and enhancer of em-
ployees’ attitudes and behaviors [Lin, Shen, Hsu, 2015]. At 
the same time, values are considered to be the essential 
factors, representing beliefs that explain employees’ be-
havior and their assessment of the task [Al-Zoubi, 2016]. 
Therefore, a long-term relationship between employees 
and organizations reveals employees’ identification with 
an organization due to their reasonableness of values, 
mission, and vision [Hui et al., 2020]. Based on the afore-
mentioned literature, we expect employees’ work values 
to be related to their identification with the organization. 
Accordingly, our first hypothesis is the following:

H1: Work values have positive effects on organizational 
identification.

Leader-Member Exchange (LMX). LMX theory pre-
sents a mutual relationship between a leader, providing 
resources related to work, and a subordinate, who gets 
into task demand and proves worthiness to create trust. 
The leader develops various relationships or exchanges 
resources with each member [Graen, Scandura, 1987]. The 
researchers have defined two different types of LMX in 
terms of leader-subordinate relationships, similar to the 

tations about the work or the career. According to some 
theoreticians work values are related to behaviors at work 
rather than personal emotions. They are a part of the in-
dividual’s values system [Wollack et al., 1971; Lee, 1994]. 
On the other hand, work values have been examined 
through a horizon separately rather than a subset of indi-
vidual values at work. Few studies involve the work values 
and how their relationship with work is [Ros, Schwartz, 
Surkiss, 1999]. Klenke [2005] states that work values have 
specific meaning compared to general values since work 
is vital in modern life.

Moreover, work values are crucial in understanding 
and predicting individuals’ professional behaviors and job 
performance. For more than fifty years, researchers in in-
dustrial psychology, management, and organizational be-
havior have put great emphasis on work values and value 
systems. According to Hofstede [1980], values are building 
blocks of every culture, and thus the management style 
adopted in all cultures varies from society to society. By 
examining the values, the reasons underlying the behav-
iors can be identified, grouped, and analyzed. When the 
approaches related to work values in the literature are dis-
cussed, we cannot find a wide-held structure. Lyons [2003] 
has stated that most of the measurement tools regarding 
work values contain separate facilities apart from general 
values. However, still, work values are related to general 
values. He defined work values as reflecting individual val-
ues on business life. According to him, values transferred 
to business life make the workplace favorable. Lyons, Hig-
gins and Duxbury [2010] proposed that work values refer 
to a higher-order construct which means a more general 
level of beliefs related to work. They preferred to use the 
term work aspects, which imply the modern work con-
texts such as working conditions, individual attributes 
of jobs, and work outcomes. In other words, work values 
define employees’ preferences for such work aspects. The 
work aspects were categorized under four dimensions in 
Lyons et al. [2010]’s study: instrumental, cognitive, social/
altruistic, and prestige. Unlike the context-oriented work 
values, growth-oriented work values, expressed with per-
sonal increment, are seen in this four-dimensional model. 
Therefore, the model has allowed us to classify employees’ 
personality and vocational interests, and work value pro-
files in a holistic manner.

Organizational Identification. Social identity theory 
provides the basis for organizational identification. Ac-
cording to Tajfel [1978, p. 63], individuals are members 
of social groups and they obtain knowledge from that 
membership through their affective commitment and 
values. Three dimensions are underlined in this definition:  
(1) cognitive – knowledge of membership; (2) practical-
emotional attachment; and (3) evaluation – value impli-
cation. According to Tajfel and Turner [1979], a part of a 
person’s self-concept originates from the groups they be-
long to, such as their family, country, sports team, neigh-
borhood, or other groups. In other words, a wide range of 
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in-group and out-group dichotomy. Dienesch and Liden 
[1986] have stated that in-group subordinates expand re-
sponsibilities, respect, liking, reciprocal influence, loyalty, 
and contributory behavior. In contrast, the low-quality 
relationship between superior and subordinate affect the 
subordinates’ outcomes less. As a result, compared to other 
leadership theories, LMX has a unique context since it ex-
amines leader-subordinate relationships with a dyadic per-
spective [Markham et al., 2010]. Accordingly, this concept 
is explained by social exchange theory [Blau, 1964], and it 
provides a foundation for LMX [Sparrowe, Liden, 2005]. Ac-
cording to social exchange theory, people, who are treated 
favorably by others, will respond in the same manner. Thus, 
it can be inferred that employees, having a high-quality 
relation with the leader, get more resources and support 
from the leader and, in exchange, they return positive 
responses. It explains why previous studies revealed de-
sirable positive organizational outcomes with LMX [Cha, 
Borchgrevink, 2018; Kim, Koo, 2017; Wang, 2016].

Extending the literature, sharing crucial work values is 
one of the main factors explaining the high-quality rela-
tionship between subordinates and their superiors [Dien-
esch, Liden, 1986; Graen, Uhl-Bien, 1995]. The agreement 
of shared values and more profound beliefs are neces-
sary for dyads, as well as for larger organizational struc-
tures. The agreement appears when parties’ expectations 
match each other [Graen, Scandura, 1987]. Some studies 
have presented valuable contributions to work values 
and their relationship with LMX. For example, Dose [1999] 
has stated that there is an association between work val-
ue congruence and LMX positively.

Moreover, Erdogan, Kraimer, and Liden [2004] have re-
vealed the moderator effect of LMX in the link between 
career satisfaction and work values similarity. On the 
other hand, under the LMX theory, employees who have 
high-quality relationships with their leaders feel obliged 
to give positive responses or treatments because they get 
more support and resources. Thus, employees develop 
more job-related attitudes and behaviors [Graen, Uhl-Bi-
en, 1995]. Many prior studies have shown that LMX is an 
essential factor to explain commitment, organizational 
identification, and less intention to leave [Kim, Poulston, 
Sankaran, 2017; Wang, Kim, Milne, 2017]. Strong empirical 
evidence was also provided to support the relationships 
between LMX and identification towards the organiza-
tion, LMX, and customer orientation [Farrell, Oczkowski, 
2012]. Positive dyadic relationships with the leader help 
to generate more valued employees and feel in the group. 
Those employees have a propensity to identify with their 
organizations [Tangirala, Green, Ramanujam, 2007].

As discussed earlier, the social exchange theory serves 
as a proper theoretical background to explain why work 
values might affect organizational identification through 
LMX. Employees’ identification with the organization in-
creases when they create a good relationship with the 
leader. Thus, we expect LMX to affect the nature of the 

relationship between the work values and organizational 
identification. Thus, our second hypothesis is as follows:

H2: LMX moderates the relationship between work val-
ues and organizational identification.

RESEARCH METHODOLOGY
Research model. After an extensive literature review, the 
research model has been presented below (see Figure). 
The dependent variable is organizational identification, 
the independent variable is work values, and the modera-
tor variable is a leader-member exchange in the model.

Conceptual model
Концептуальная модель исследования

Sample. The research universe consists of all em-
ployees from the private sector, public sector, and non-
governmental organizations in Turkey and Germany. To 
reach the sample, a total of 400 survey links were sent to 
employees in both countries. Considering the time limita-
tion, online surveys were sent several times over a period 
of time to increase the participation. After the question-
naires dropped due to the missing data and outliers, our 
final sample is composed of 288 participants; 179 employ-
ees from Turkey and 109 employees from Germany. The 
average age of all respondents was 31.88 years. 63.2  % 
(N = 182) of all participants were female, and 36.8 %  
(N = 106) were male. The majority of respondents have 
university degrees with 56.6 % (N = 163) and worked in 
the private sector (74.7 %), followed by the public sector 
with 19.4 % and non-governmental organizations with 
5.9 %. The supervisor of majority of the employees was 
male (69.8 %). Moreover, 30.6 % of the respondents have 
been working for their current organization between two 
to five years. Finally, 33.7 % of them have been working 
with their current manager for six months to two years 
(33.7 %). The data was collected as cross-sectional by 
using a convenience sampling technique in the study. 
The English version of the online survey was sent to em-
ployees working in Germany, and the Turkish version of 
the online questionnaires was distributed to employees 
working in Turkey. Respondents were assured in terms of 
confidentiality of the responses.

Scales. Employees from Germany answered the items 
from original English scales, while people who work in 
Turkey participated in Turkish adaptation forms of the 
initial questionnaires. All scales used within the study 
were measured with a six-point Likert scale ranging from 
1 = strongly disagree to 6 = strongly agree. Previously de-
veloped scales were used, and the survey questionnaire 
consisted of 43 items under various scales to measure the 
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research model’s variables. All measures of the study are 
explained briefly as follows.

Work values scale. The scale to measure work values 
was adopted from the Lyons Work Values Survey (LWVS). 
It has 25 items explained under four factors: instrumental, 
cognitive, social/altruistic, and prestige [Lyons, Higgins, 
Duxbury, 2010]. The scale was translated into Turkish with 
the original 31 items, and Cronbach’s alpha for internal 
consistency was found as 0.97 [Özkan, 2010]. Cronbach’s 
alpha for this scale was found to be 0.95 in our study.

Organizational identification scale. Employees’ identi-
fication with the organization was measured with Mael 
and Ashforth’s [1992] six-item scale. The Cronbach’s al-
pha of the questionnaire was found as 0.87 for its internal 
consistency. Tak and Aydemir [2004] adopted the scale 
into Turkish, and it was used in some Turkish contextual 
studies [Taştan, 2012; Kanbur, 2016] with higher internal 
consistency (α = 0.91; α = 0.84) to prove its reliability and 
validity. Cronbach’s alpha for this scale was found to be 
0.86 in our study.

Leader-member exchange scale. A multidimensional 
measure of LMX-MDM developed by Liden and Maslyn 
[1998] was used to assess leader-member exchange. The 
original scale has consisted of 12 items under four dimen-
sions, such as effect, loyalty, contribution, and profession-
al respect, with coefficient alphas of 0.90, 0.74, 0.77, and 
0.89, respectively, in the employee samples. Üçler [2018]’s 
study obtained an adapted Turkish version of the scale. 
This study has revealed two dimensions as professional 
respect, affect, & contribution (α = 0.95) and loyalty & con-
cern (α = 0.71). The total coefficient alpha was 0.93. Cron-
bach’s alpha for this scale was found to be 0.94 in our study.

Control variables. Gender, age, education, sector, the 
gender of the department manager, professional time 
in the current organization, and professional time with 
the current manager were the control variables in this 
research. Additionally, the questions “Your family is origi-
nally from:” and “Where did you spend most of your life?” 
were asked to participants to understand how long they 

have been experiencing the organizational culture they 
are in and its work values.

Data analysis. The data were analyzed with Statistical 
Package for the Social Sciences (SPSS) version 18.0 and 
Analysis of Moments Structure (AMOS) version 23.0. Two 
analyses were performed through AMOS; confirmatory 
factor analysis (CFA) allowed us to test validation of meas-
urement model and path analysis fitting and modification 
of the structural model. At that point, structural equation 
modeling (SEM) assesses the hypothesized model’s rel-
evance fit to the dataset. Furthermore, after testing the 
scales’ construct validity with factor analysis, each scale’s 
internal consistency analysis was performed.

RESEARCH FINDINGS
Measurement model. First, descriptive statistics consist-
ing of mean, standard deviation, and correlations between 
study variables are shown in Table 1. Second, to assess the 
measures’ reliability and validity, CFA was performed on 
the study’s scales. After making necessary modifications, 
CFA results indicated good fit for the scales as can be seen 
in Table 2 (χ2(288) = 1402.47, χ2/df = 2.19, P = 0.00, GFI = 
0.80, CFI = 0.90, TLI = 0.89, RMSEA = 0.06). According to the 
analysis results, item numbers 1, 3, 9, 10, and 16 from the 
work values scale were eliminated because of lower stand-
ardized regression weights since these scores should be 
level of 0.50 or above [Hayes, 2018]. Therefore, all the re-
maining items loaded significantly on their latent variables.

Convergent and discriminant validities are estimated 
with composite reliability (CR) and average variance ex-
tracted (AVE) values. For the convergent validity of the 
scale, all CR values are expected to be higher than AVE 
values. At the same time, the AVE value must be higher 
than 0.5 [Hair et al., 2009]. For discriminant validity, the 
AVE values’ square root calculated for each factor is 
greater than the correlations between the construct and 
other constructs in the model [Fornell, Larcker, 1981]. This 
evidence for convergent and discriminant validities and 
Cronbach’s alphas are presented in Table 3.

Table 1 – Means, standard deviations, and correlations
Таблица 1 – Дескриптивная статистика 

Variables Mean SD 1 2 3

(1) Work values 4.15 0.99 1

(2) Organizational identification 3.97 1.11 0.37** 1

(3) LMX 3.98 1.13 0.64** 0.39** 1

Note: N = 288; ** p < 0.01.

Table 2 – Goodness-of-fit indices of the research model
Таблица 2 – Оценка адекватности модели исследования

Compliance criteria χ2 χ2/df P GFI CFI TLI RMSEA Item deleted Reason for deletion

Fit indices 1402.47 2.19 0.00 0.80 0.90 0.89 0.06 Work values 1,3,9,10,16 Lower SRW

Note: SRW = Standardized Regression Weights; p < 0.001.
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Test of hypotheses. After testing convergent and dis-
criminant validities, the hypothesized conceptual model 
was evaluated. Firstly, to test the effect of work values on 
organizational identification, AMOS 23 was used for struc-
tural equation modeling. The result is displayed in Table 4.

Table 4 – Impact of work values on organizational identification
Таблица 4 – Влияние профессиональных ценностей на 

организационную идентификацию

Hypothesized path Direction Beta estimate Decision

WV > OID + 0.38*** Supported

Note: *** p < 0.001.

When the Hypothesis 1 presenting the effect of work 
values on organizational identification is examined, work 
values have positive effect on organizational identifica-
tion (β = 0.38; p < 0.001). Thus, Hypothesis 1 is supported.

The second objective of the present study is to reveal 
the role of LMX as a moderator between work values and 
organizational identification. Considering the possibility 
of multicollinearity problem, the variables’ means were 
calculated as suggested by Aiken, West, and Reno [1991]. 
Furthermore, tolerance and variance inflation factor (VIF) 
was calculated to evaluate the level of multicollinearity, 
and it was seen that there is no multicollinearity problem 
as for VIFs < 3 [Kline, 2015]. As examined in Table 5, LMX 
moderates the relationship between work values and or-
ganizational identification, and thus Hypothesis 2 is also 
confirmed.

Table 5 – LMX as a moderator between work values  
and organizational identification

Таблица 5 – Анализ модели LMX как посредника  
между профессиональными ценностями  

и организационной идентификацией

Variables
Organizational identification

Model 1 Model 2

(1) Work values 0.21*** 0.24***

(2) LMX 0.26*** 0.28***

(1) x (2) - 0.11***

R2 0.18 0.19

ΔR2 0.18 0.18

F 31.69 22.56

Note: *** p < 0.001.

RECOMMENDATIONS AND CONCLUSION
Understanding employee values and interpreting their 
behaviors are vital for organizational success [Vurgun, 
Öztop, 2011]. Work values, as important facets of the cul-
ture, shape the employee behaviors and direct employee 
activities [Schwartz, Bilsky, 1987; Brown, 1995]. Intangible 
work values can only be understood through attitudes 
and behaviors, and verbally expressed. According to Öz-
kan and Gümüş [2013], values in business life vary from 
culture to culture, from person to person, in the sector 
people work, as to demographic characteristics, and time. 
Accordingly, work value systems are changing in devel-
oped and developing societies as well. Therefore, it is im-
portant to understand the consequences of work values 
in terms of different cultures.

Based on the previous empirical findings, the current 
study is aimed to reveal the direct relationship between 
work values and organizational identification and the 
moderator role of LMX on the relationship between those 
two constructs. While the previous research focused 
mostly on generational differences particularly in the 
sample of students [Taş, Demirdöğmez, Küçükoğlu, 2017; 
Özer et al., 2013; Cennamo, Gardner, 2008], job satisfac-
tion [Hegney, Plank, Parker, 2006], intention to quit [Eşitti, 
2018], personality and demographic factors [Bayar, 2016], 
the current paper contributed to the work values litera-
ture by focusing on employees’ identification with the or-
ganizations in Turkey and Germany, through LMX theory. 
Specifically, we argued that employees’ organizational 
identification increases when they experience different 
work values such as instrumental, cognitive, social/altru-
istic, and prestige. Those elements allow us to develop a 
broader understanding regarding the employees’ person-
ality and professional interests, and their work value pro-
files. We also argued that employees give more positive 
work-related behavior, based on LMX theory due to the 
quality of their relationships with their supervisors [Graen, 
Uhl-Bien, 1995]. Thus, LMX moderates the relationship 
between employees’ values at work and their identifica-
tion with the organization. The discussion section based 
is presented in upcoming sections.

First, the purpose of the study is to explore the ef-
fect of work values on organizational identification. 
Results revealed a positive impact of work values on 
organizational identification as hypothesized in H1. 

Table 3 – Correlations among latent variables, and the values of CR, AVE, and Cronbach’s alphas
Таблица 3 – Показатели корреляции между латентными переменными и значениями композитной надежности (CR), 

извлеченной средней дисперсии (AVE) и коэффициента альфа Кронбаха

Variables Cronbach’s Alpha (α) CR AVE 1 2 3

(1) Work values 0.95 0.67 0.51 (0.71)

(2) Organizational identification 0.86 0.85 0.50 0.21*** (0.71)

(3) LMX 0.94 0.94 0.56 0.64*** 0.26*** (0.75)

Note: Diagonal elements in the parentheses are the square root of the AVE. *** p < 0.001.
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This result matches with the previous studies (see, for 
example, [Hui et al., 2020; Al-Zoubi, 2016; Lin, Shen, 
Hsu, 2015]). The positive association among those 
two is that work values positively boost employees’ at-
titudes, behavior, and job evaluations. When people 
reflect their individual values on business life, employ-
ees’ work values are generated, and the organization 
is getting favorable. Then, employees identify them-
selves with organizational values and goals, as a result 
they work effectively and efficiently on behalf of the 
organization [Edwards, 2005]. Hence, it can be inferred 
that work values and positive experiences like job sat-
isfaction are expected to result in a positive organiza-
tional outcome like organizational identification. Sec-
ond, the moderator role of LMX within the relationship 
between work values and organizational identification 
was proposed in H2. According to the findings, LMX 
moderates this relationship since LMX has associations 
with work values [Dose, 1999; Graen, Scandura, 1987; 
Dienesch, Liden, 1986] as well as organizational iden-
tification [Kim, Poulston, Sankaran, 2017; Wang, Kim, 
Milne, 2017; Farrell, Oczkowski, 2012]. From a social 
exchange perspective [Blau, 1964], in-group subor-
dinates; presenting respect, reciprocal influence, and 
loyalty; create a high-quality relationship with their 
leaders. In contrast, a low-quality relationship causes 
less subordinate outcomes.

Furthermore, current Hofstede Insights1 have pre-
sented country comparison with the cultural values 
for the six dimensions. Compared to Turkey, Germany 
displays less power distance, uncertainty avoidance, 
indulgence, and more individualism, masculinity, and 

1  Hofstede Insights. (2020). Country comparison: Germany and 
Turkey. https://www.hofstede-insights.com/country-comparison/
germany,turkey/.

long-term orientation. Accordingly, employees from 
Turkey, as a collectivist society, belong to the in-group 
in exchange for loyalty. A high-quality relationship 
between leader and subordinates is more common 
in the Turkish business environment than in Germany. 
This point explains why the impact of work values on 
organizational identification is higher for the Turkish 
employees after LMX was involved. Therefore, we con-
clude that Turkish employees create higher-quality re-
lationships, whereas people who work in German cul-
ture tend to be in low-quality relationships with their 
superiors.

Majority of the recent studies study work values 
through the value concept of Schwartz [1999], Elizur et 
al. [1991], and Rokeach [1973]. However, in this study, 
following Hofstede [1980], Lyon [2003], and Schein 
[2010], work values are considered as a unique concept 
under the umbrella of organizational culture. Lyon 
[2003] states that work values should be evaluated in-
dependent from general values. We contribute to work 
values literature with this perspective. Since very few 
studies reveal the relationship between work values 
and organizational identification, we intended to con-
tribute to this field. A cultural perspective is presented 
by selecting developed and developing countries as 
a sample. We wanted to contribute to the literature, 
especially by revealing the moderator role of LMX on 
two different cultures. Even there are some valuable 
contributions of this study, it includes some limitations 
as well. The sample size is the main limitation of the 
study to generalize the results. In particular, we could 
not separate the sample into two sample groups. Thus, 
much greater sample size can be chosen from differ-
ent sectors or countries to compare the results with a 
broad horizon for future studies. 

Appendix
Приложение

Organizational Identification Scale
Шкала оценки организационной идентификации

No. Question Score

1 When someone criticizes this organization, it feels like a personal insult 1 2 3 4 5 6

2 I am very interested in what others think about this organization 1 2 3 4 5 6

3 When I talk about this organization, I usually say “we” rather than “they” 1 2 3 4 5 6

4 This organization’s successes are my successes 1 2 3 4 5 6

5 When someone praises this organization, it feels like a personal compliment 1 2 3 4 5 6

6 If a story in the media/public opinion criticized this organization, I would feel embarrassed 1 2 3 4 5 6

Source: [Mael, Ashforth, 1992].
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Leader-Member Exchange Scale
Шкала оценки модели LMX 

No. Question Score

1 I like my manager/supervisor very much as a person 1 2 3 4 5 6

2 My manager/supervisor is the kind of person one would like to have as a friend 1 2 3 4 5 6

3 My manager/supervisor is a lot of fun to work with 1 2 3 4 5 6

4 My manager/supervisor defends my work actions to a superior, even without complete knowledge 
 of the issue in question 1 2 3 4 5 6

5 My manager/supervisor would come to my defense if I were “attacked” by others 1 2 3 4 5 6

6 My manager/supervisor would defend me to others in the organization if I made an honest mistake 1 2 3 4 5 6

7 I do work for my manager/supervisor that goes beyond what is specified in my job description 1 2 3 4 5 6

8 I am willing to apply extra efforts, beyond those normally required, to meet my manager’s/
supervisor’s work goals 1 2 3 4 5 6

9 I do not mind working my hardest for my manager/supervisor 1 2 3 4 5 6

10 I am impressed with my manager’s/supervisor’s knowledge of his/her job 1 2 3 4 5 6

11 I respect my manager’s/supervisor’s knowledge of and competence on the job 1 2 3 4 5 6

12 I admire my manager’s/supervisor’s professional skills 1 2 3 4 5 6

Source: [Liden, Maslyn, 1998].

Work Values Scale
Шкала оценки профессиональных ценностей

No. Question Score

1 Having benefits (e.g. vacation pay, health/dental insurance, pension plan, etc.) that meet your 
personal needs 1 2 3 4 5 6

2 Doing work that makes a significant impact on the organization 1 2 3 4 5 6

3 Having the authority to organize and direct the work of others 1 2 3 4 5 6

4 Working on tasks and projects that challenge your abilities 1 2 3 4 5 6

5 Having management that provides timely and constructive feedback about your performance 1 2 3 4 5 6

6 Working with agreeable and friendly co-workers with whom you could form friendships 1 2 3 4 5 6

7 Working in an environment that is lively and fun 1 2 3 4 5 6

8 Having the opportunity to continuously learn and develop new knowledge 1 2 3 4 5 6

9 Having the assurance of job security 1 2 3 4 5 6

10 Having hours of work that are convenient to your life 1 2 3 4 5 6

11 Doing work that you find interesting, exciting and engaging 1 2 3 4 5 6

12 Having the freedom to make decisions about how you do your work and spend your time 1 2 3 4 5 6

13 Working in an environment that allows you to balance your work life with your private life and family 
responsibilities 1 2 3 4 5 6

14 Having access to the information you need to do your job 1 2 3 4 5 6

15 Doing work that is prestigious and regarded highly by others 1 2 3 4 5 6

16 Doing work that affords you a good salary 1 2 3 4 5 6

17 Doing work that provides change and variety in work activities 1 2 3 4 5 6

18 Working where recognition is given for a job well done 1 2 3 4 5 6

19 Doing work that allows you to use the abilities you have developed through your education and 
experience 1 2 3 4 5 6

20 Having the opportunity for advancement in your career 1 2 3 4 5 6

21 Doing work that provides you with a personal sense of achievement in your accomplishments 1 2 3 4 5 6

22 Doing work that allows for a lot of social interaction 1 2 3 4 5 6

23 Having the ability to influence organizational outcomes (e.g. performance, productivity etc.) 1 2 3 4 5 6

24 Working for a manager/supervisor who is considerate and supportive 1 2 3 4 5 6

25 Doing work that allows you to help people 1 2 3 4 5 6

Source: [Lyons, Higgins, Duxbury, 2010].
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