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ABSTRACT

Motivated by the growing literature on organizational socialization (OS), this study aims to
provide a review of the domain of organizational socialization in the workplace, highlighting the
applicability of OS, the most used measures, the mechanisms of OS, commonly used theories, and
future directions. Using a systematic literature review, the search was conducted using Web of
Science and covering the years 1991 to 2021. After removing qualitative and unrelated studies, we
reached 24 articles published in the Financial Times research rank.

Keyword: Organizational Socialization, Systematic Literature Review, Socialization Tactics,
Socialization Content.

1. INTRODUCTION

Organizational socialization is concerned with the process by which an employee will be
able to adjust to the organization to fulfill a predetermined role. This adjustment is not only
associated with the required tasks but also with personal behaviors and values (Taormina, 2004).
Therefore, OS aims to achieve fit and congruence between employees and their organizations.
Organizational socialization (OS) has been defined as the process by which employees gain
important skills to perform speicfic organizational functions and the ability of the employees to
act in a suitable manner to that organization (Taormina, 2004). Furthermore, it is about the
effectiveness of employees due to sharing the same norms and values (Yanik & Yildiz, 2019).

OS is an important strategy that organizations have used to face different situations such
as organizational changes, new recruitment, and job promotions. Most of the literature on OS
strictly focuses on the socialization, specifically on newcomers using specific antecedents,
outcomes, mediations, and moderations (Bauer et al., 2007), limiting their work in a short period
of time (Saks, & Ashforth, 1997), and using specific perspectives or theory underlying their review
(Griffin et al., 2000), which limits the gathered information. Therefore, future advancement of the
OS domain needs a review of previous empirical studies, highlighting the applicability of OS, the
most used measures of OS, the associated variables, and the philosophical lens that can extend the
OS researches directions.

To fill these gaps, this paper aims to systematically review the literature on OS and
addresses the following questions:

- To whom can OS strategies be applied?

- What are the most used measures of OS?
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- What antecedents, mediators, moderators, and outcomes determine OS?

- What theories have been linked to OS?

- What directions can extend future research in OS?

By answering the previous questions, this paper will have two main contributions. First,
we collected a wide range of empirical studies in one paper that will offer a deep understanding of
the OS domain. Second, we highlighted the direction of future research based on the review of an
extended period of previous work that includes different perspectives and theories.

This paper is organized as follows. The first section discusses the applicability of OS, the
second section discusses the most used measures of OS, the third section introduces the associated
variables with OS, and finally, the fourth section discusses the philosophical lens that extends the
OS research direction.

The Applicability of OS
Organization Socialization as a Continuous Process

Researchers have been focusing on OS, specifically on newcomers and their outcomes of
this process, which are work-related adjustments. In reviewing the OS literature, we can recognize
that OS has been applied as a process specifically to newcomers in many earlier studies (e.g.,
Bigliardi et al., 2005). Some current studies also apply it to newcomers (e.g., Awan & Fatima,
2018; Reissner et al., 2019). The reason behind applying organizational socialization specifically
to newcomers is that many scholars believe that when a newcomer takes a position in an
organization, even though they have some prior knowledge regarding the required tasks, this prior
knowledge will change after they go through the socialization process (Van Maanen & Schein,
1977).

Taormina (1997) illustrated that organizational socialization is a long-term process. When
an employee moves from one position to another, they need to learn more about the position’s
tasks. Furthermore, Taormina (2009) highlighted that each employee has different personal needs.
The organizational culture may not match some of these needs, affecting their satisfaction.
Therefore, organizational socialization can be used not only for newcomers but also for other
employees with different job tenures as long as they are employed in the same organization
(Taormina, 2004). Moreover, Spagnoli (2020) examined job tenure, the difference between
newcomers and career growth, and found no significant differences. Thus, organizational
socialization is expected to have an effect on employees with their different job tenures by using
other outcomes. Likewise, Cranmer et al. (2019) mentioned that future research should investigate
the impact of socialization not only on newcomers but also on other workers with longer
experience in the organization.

To whom Can OS Strategies be Applied?

As mentioned previously, newcomers were the main focus of the research in OS. In the
field of organizational management, OS can be applied to different individuals with their different
work phases; for example, executives (Nishanthi & Kailasapathy, 2018), experts (Spagnoli, 2020),
expatriates (Fu et al., 2017), and volunteers (Hidalgo, & Moreno, 2009).

Nishanthi and Kailasapathy (2018) emphasized that talented employees such as executives
and experts are a crucial source of competitive advantage for their organizations, which illustrates
the importance of socializing them to increase commitment and their intention to stay. Likewise,
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Fu et al. (2017) highlighted that expatriates are usually talented employees hired to fill a critical
need in organizations in host countries. Fu et al. also mentioned that those expatriates usually
experience high levels of uncertainty that prevent them from being socially integrated.
Furthermore, Hidalgo and Moreno (2009) illustrated that the nature of relationships inside the
organization, the provided support, and the supported co-workers can affect the volunteers’ desire
to stay in the organization. Additionally, Hayashi (2013) conducted a study on senior staff,
assistant managers, and managers. Their sample had ten years of average experience, and the
researcher found that OS and self-esteem are higher for employees with longer work experiences
than for employees with short work experiences (Hayashi, 2013).

All in all, OS can be applied to all employees as long as they go through either career-
related changes or personal-related changes, or both (Chao et al., 1994). Ongoing socialization will
result in facilitating the fit between employees and their organizations, which will contribute to
the desired outcomes for both the organization and the employees.

Measurements of OS

Previous literature has classified OS as stages and processes. Different stages have been
illustrated in detail by Wanous et al. (1984). Most of the current research focuses on OS as a
continuous process that mostly focuses on the content of employees’ socialization. (e.g.,
Alessandri et al., 2020; Cepale et al., 2021; Spagnoli, 2020).

On the other hand, the measurement of OS has been focused on tactics and content. OS
content refers to the aspect an employee must learn or knowledge that should be gained in order
to function effectively within the organization (Ashforth et al., 2007). OS tactics refers to “the
ways in which the experiences of an individual in transition from one role to another are structured
for him by others in the organization™ (Van Maanen, 1978). Table 1 highlights OS measurers and
their classification and dimensions.

Those measures of OS were either developed from the conceptual works such as the
measure developed by Jones (1986) or developed based on the previous measures, such as the
measure developed by Ogawa (2006), which was based on the work of Jones (1986) and Chao et
al. (1994) (Ishii et al., 2021); or based on provided critiques of other scholars such as the measure
developed by Haueter et al. (2003), which was developed as results of the limitations of Chao et
al. (1994) measure that was noticed by Bauer et al. (1998); or based on the recognition of unnoticed
aspects such as the measure developed by Taormina (1994), which highlights an important
subscale, future prospect, that has never been a focus of the OS measurements; or finally, based
on integrating items form different measures such as Cooper-Thomas et al. (2020) measure.
Likewise, some studies have shortened some of the already developed measures (e.g., Cable &
Parsons, 2001; Fu et al., 2017; Nasr et al., 2019).

Table 1. Organizational Socialization Measures

Authors OS as Dimensions

Collective vs. Individual
Formal vs. Informal
Tactics  Sequential vs. Random
Fixed vs. Variable
Investiture vs. Divestiture

Jones (1986)
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Serial vs. Disjunctive

Ostroff and Kozlowski Content Task, Role, Group, and Organization

(1992)

Chao et al. (1994) Content History, Language, Politics, Peopl_e,_OrgamzatlonaI Goals
and Values, and Performance Proficiency

Taormina (1994) Content Training, Understanding, Co-worker Support, and Future

Prospects

Thomas and Anderson
(1998)

Sparks and Hunt (1998) Content Organization and Professional

Content Social, Role, Interpersonal Support, and Organization

Haueter et al. (2003) Content Organization, Group, and Task

Knowledge of Duties and Roles, Knowledge of Politics

Ogawa (2006) Content and Human Relationships, and Organization-Wide
Knowledge

Livi et al. (2018) Content Identification, Competence, and Acceptance by Co-
workers

Cooper-Thomas et al.

(2020) Content Role, Relationships, Organization

It is at the same level of importance to point out the other measures that are related to OS.
Several measures measure different aspects of socialization from different points of view. Table 2
highlights these measures.

Those measures are usually used independently of the OS process. By independently, we
mean that these measures are not measures of the tactics or content of socialization or the
socialization outcomes. They are mostly used as mechanisms of the OS process. For example,
proactive socialization has been used as a mediator in the socialization process (Beenen & Pichler,
2014; Kammeyer-Mueller et al., 2013). Likewise, Dufour et al. (2021) have used the measure of
divestiture socialization as a mediator in the socialization process.

Table 2. Measures of socialization

Author(s) Measure

Buchanan (1974) Socialization experience

Gordon et al. (1980) Socialization influences

Morton (1993) Socialization-related learning experience
Ashford and Black (1996) Proactive socialization
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Ashforth and Saks (1996) Divestiture socialization

Sparks and Hunt (1998) Professional socialization
Becerra-Fernandez and Sabherwal Socialization in knowledge management
(2001) processes

LaPreze (2003) Intended socialization behavior

Rosen and Kelly (2020) Socialization in the laboratory

OS Antecedents, Mediators, Moderators, and Outcomes

Methodology

This section highlights the approach by which we conducted the systematic literature
review (SLR). In order to establish a rigorous study, we follow the recommendations of Tranfield
et al. (2003) to avoid any bias and make our study applicable for replication by independent
scholars. Tranfield et al.’s (2003) recommendations are widely used in conducting systematic
literature reviews (e.g., Baker et al., 2020; Mio et al., 2020; Nadkarni & Priigl, 2021).

The Review Process

After pointing to the need to conduct this study, we follow the second stage of Tranfield et
al.’s (2003) recommendations, specifically the third and fourth phases, which is illustrated in detail
in Figure 1.

In this stage, we conduct the initial search using only two keywords, regardless of the
dimensions of OS. We did not focus on the dimensions because other unrelated articles would
appear if we did. By unrelated, we mean, for example, if we search using “training,” which is a
dimension of Taormina’s scale, other measures of training that are not actually related to the
domain of OS will appear. Those two keywords are organizational socialization and organization
socialization.
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Figure 1. Details of systematic Review Steps
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The search includes searching journals’ titles, abstracts, and keywords. We insist on being
accurate in our search criteria in order to achieve the benefit of doing SLR rather than a narrative
review, which will lead us to avoid bias and reach a comprehensive search (Tranfield et al., 2003).

Regarding the inclusion and exclusion criteria, we first limit our search in the Web of
Science (WOS) database. The focus on WOS is because we also focus on the Financial Times top
50 journals (FT50) which include the most influential business journals in business and
management schools around the world (Vidgen et al., 2019). Zhang (2021) conducted his study
focusing on the FT50 journals, and he used Clarivate to reiterate the required journals. Therefore,
we use the WOS database to locate the FT50 journals. Likewise, we limit our search for journals
because they are widely used to report empirical research details and findings (Podsakoff et al.,
2005). Furthermore, we specified the date to locate journal articles published between 1991 and
2021. After removing unrelated articles—by unrelated articles, we mean the conceptual and
qualitative articles or the articles that discuss OS but were not related to the focus of the study—
we reached 109 articles. The last step was with the aim of achieving precision; we removed any
article that did not include any measure of OS. As a result, we reached 24 articles applicable to our
study
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The Quality Assessment and Data Extraction

By conducting the study based on FT50, we based our quality assessment on the rating of
the quality of these journals. This limitation is also highlighted by Tranfield et al. (2003) due to
the hardness of quality assessment in management research.

For the data extraction process, we deductively documented in a worksheet that includes
the article title, authors’ names, journal names, year of publication, the number of citations in
Google Scholar (GS) and WOS, sample information, the used measure of OS, the theory the study
based on, mechanisms, and references.

The articles included in this study have at least one measure of OS. Also, citations on GS
and WOS might change from the time this article was written. Figure 2 highlights the publications
in the domain of OS between 1991 and 2021. The data extraction stage was made by one reviewer
and revised by another reviewer.

Figure 2: Number of Articles Published in OS Per Year
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Data Synthesis

Following the bibliometric methods of review, we specifically employ citation analysis.
According to Zupic and Cater (2015), citation analysis is a review conducted on studies based on
their influence. As mentioned previously, we selected the FT50 journals because they are the most
influential business journals in the field. Furthermore, the synthesis of the extracted data leads us
to reach four themes on OS mechanisms, and some of these themes have two categories.

The main themes are antecedents, mediators, moderators, and outcomes. These four themes
are consistent with our research question and previous frameworks (e.g., Shahbaz & Parker, 2021).
Indeed, Shahbaz and Parker (2021) did not specify a period of time in their selection criteria, while
our study contributes by providing a comprehensive and accurate review by specifying the period
of time and only conducting the review based on articles that are directly related to OS domain,
using at least one measure of OS. Table 3 indicates the FT50 journals that are included in our
review.
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Table 3. Number of OS Publications in FT50 Journals and Their Citations

Number Number  Number
Journal Label of OS Of. . Of. ) Tptal_
Articles Citations Citations Citations
on GS on WOS
Journal of Applied Psychology JAP 6 3927 1149 5076
Academy of Management Journal AMJ 5 6157 2237 8394
Human Relations HR 3 573 137 710
Human Resource Management HRM 3 503 175 678
Journal of Business Ethics JBE 2 207 75 282
Organizational Behavior and Human
Decision Processes OBHDP 2 380 193 573
Journal of Management JM 1 953 263 1216
Journal of Management Information IMIS 1
Systems 117 49 166
Organization Science 0OS 1 1 0 0

As it can be clearly seen from Table 3 that while JAP has the highest number of OS articles
publications, the AMJ has the highest number of citations in both Google Scholar (GS) and WOS.
It is expected to have article repetition in total citations from both GS and WQOS; as a result, we
encourage researchers to focus on each database independently.

In the following three sections, we will discuss the findings of our review, answering the
study questions.

The Most Used Measures of OS

While we provided a detailed introduction to the OS measures, after conducting the SLR,
we found that the most used measure of OS is the one developed by Jones (1986), followed by
Chao et al. (1994). Figure 3 highlights the used measures of OS with the percentage of using them
in the studies under this review.
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Figure 3. Number of Articles Using Specified Measures of OS
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Most interestingly, the studies using Chao et al.’s (1994) measure have used the measure
to measure other constructs rather than OS. Examples of these constructs are task mastery (Ellis et
al., 2017; Jiang et al., 2021), social integration (Kammeyer-Mueller et al., 2013; Jiang et al., 2021),
and social adjustment (Ellis et al., 2017; Nifadkar et al., 2012). This is also emphasized by Bauer
et al. (2007), that even though Chao et al.’s (1994) measure has been utilized frequently, it is
seldom utilized as a whole to measure OS.

The Applicability of OS Measures

As we previously mentioned, based on our review, we conclude that OS is applicable to all
employees in the organization regardless of their status in the organization. Figure 4 highlights the
employment status of the samples in the reviewed articles.

Figure 4 clearly shows that even though 67% of the reviewed articles were conducted based
on newcomers as samples, there is a significant portion of studies (21%) based on all employees
in the organization. Also, other studies were conducted based on interns, professionals, and a mix
of all other types of employees.

http://ijbmer.org/ Page 227



http://ijbmer.org/

International Journal of Business Management and Economic Review
Vol. 5, No. 04; 2022
ISSN: 2581-4664

Figure 4. Employment Status of the Sample in Reviewed Articles
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The Mechanisms of OS

In this section, we introduce the results of our SLR that relate to the third research question:
What antecedents, mediators, moderators, and outcomes determine OS?. Figure 5 highlights our
comprehensive answer to this question. The antecedent theme refers to the action that leads to the
outcome behaviors. The mediator theme refers to the conditions that might occur before the
outcome or might not. The moderator theme refers to the factors that may lead to strengthen or
weaken the relationship between the antecedents and the outcomes or it might reverse the
relationship. The outcome theme refers to the resulted behaviors or attitudes because of the
preceded antecedents. We also have two categories under those themes: (1) organizational factors
that include any variables related to the organization and the job and (2) individual factors related
to individuals’ self-perceptions.

Antecedents of OS

The discussion here will focus on factors that provoke OS. Our SLR led us to find two
categories under the antecedents of OS. Those two categories are organizational and individual
factors. According to Nicholson (1984), not only organizational factors can affect the OS
outcomes, but also the job and individual factors can play the same role. That is exactly what we
found in our review. A variety of factors were used as antecedents, and they are a mix of
organizational and individual factors.

Of the organizational factors, most are related to the supervisors’ and co-workers’
behaviors, besides the work nature and the characteristics and requirements of the job. On the other
hand, the individual factors are related to the employee’s perception of self, work, colleagues, and
organization. It also includes the employee’s personality, behaviors, and attitudes.

Mediators of OS

As seen in Figure 5, the mediators also have organizational and individual factors, but it
is also clear that several individual factors are used as mediators compared with the organizational
factors. That might lead us to conclude that the individual factors may facilitate the OS more than
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the organizational factors. One reason for this focus of facilitating OS through the mediation of
individual factors is that the organizational factors are associated with costs that have already
occurred due to the socialization activities. Therefore, encouraging individual initiatives is better
for organizations, leading to decreased costs in this stage. According to Campbell (2000), personal
initiatives are a consequence of highly involved and committed employees, resulting in expanding
the employee role and increasing their feeling of being responsible. That is part of the goals of OS,
which organizations aim to achieve with their employees. Furthermore, most of the mediating
variables are called proximal outcomes of socialization, which means they are the immediate
consequences of socialization, such as role clarity (Kammeyer-Mueller & Wanberg, 2003).

Moderators of OS

Again, the number of individual factors used as moderators is more than the organizational
factors. The organizational factor was the bureaucratic orientation, which is characteristic of the
organization’s culture, and the extent to which the employees accept this culture. The individual
factors are related to personal attitudes and behaviors.

Outcomes of OS

Outcomes have been tested fundamentally in terms of either increasing employees’
desirable attitudes and behaviors such as organizational commitment or decreasing their
undesirable attitudes and behaviors such as work withdrawal.

Previous research called those attitudes and behaviors distal socialization outcomes
(Kammeyer-Mueller & Wanberg, 2003) or socialization outcomes adjustments (Ashforth et al.,
1998). By distal outcomes, researchers mean the long-term consequences such as job satisfaction
(e.g., Wesson & Gogus, 2005) and turnover (e.g., Kammeyer-Mueller & Wanberg, 2003).
Likewise, by the adjustment outcomes, researchers mean the acquired knowledge regarding task
and being socially accepted (Fisher, 1986).
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Figure 5. Mechanisms of OS

Theories On Which OS are Based

Our review found that OS has been associated with different theories, such as uncertainty management theory (Berger, 1979; Miller &
Jablin, 1991), social network perspective (Ibarra, 1993; Lincoln & Miller, 1979), belongingness theory (Baumeister & Leary, 1995), the
theory of planned behaviors (Ajzen, 1991), socialization theory (Van Maanen & Schein, 1977), affective events theory (Weiss &
Cropanzano, 1996), broaden-and-build theory (Fredrickson, 2001), self-determination theory (Gagné & Deci, 2005; Ryan & Deci, 2000),
creativity theory (Amabile et al., 1994), regulatory focus theory (Higgins, 1998), emotion as feedback system theory (Baumeister et al.,
2007), approach-avoidance paradigm (Davidson, 1998; Maxwell & Davidson, 2007), social exchange theory (Blau, 1964; Gouldner,
1960), leader-member exchange (Graen & Uhl-Bien, 1995), Social identity theory (Hogg & Terry, 2000), conservation of resources
theory (Hobfoll, 1989), job demands-resources model (Demerouti et al., 2001), field theory (Lewin, 1951), turnover theory (Mitchell et
al., 2001), symbolic interactionism (Blumer, 1969), expectancy theory (Vroom, 1964), and the theory of work role transitions
(Nicholson, 1984).

Future Directions

Reviewing a significant number of articles to reach an evidence-informed conclusion is the aim of our study. In this section, we discuss
the future directions of OS research concerning the used methods, the research contexts, and the used variables.

In terms of the used methods, most OS research is quantitative in nature. That does not mean that the domain of OS has no studies that
use qualitative nature. However, it means that the qualitative research is limited, increasing the need for more qualitative research or
even mixed-methods research. In addition, many quantitative studies use the longitudinal approach in studying OS (e.g., Adkins, 1995;
Fu et al., 2017), which gives the study more accurate and robust results. On the other hand, we recommend using this approach
qualitatively, which will contribute to the richness and development of the OS domain. Another important part of research in OS is to
consider measures development. As organizations operate in highly-changed environments, they must respond to these changes by
implementing the most appropriate methods that can lead them to be successful. One of these methods, without doubt, is the OS.
Therefore, the OS requirements will be changed due to other internal or external environment changes, which will increase the need for
new and convenient measures of OS. Finally, and most importantly, in order to achieve knowledge accumulation, every study should
connect their findings with previous studies, providing the basis for future research to build their studies on and fill any recognized gaps.
Furthermore, there is a constant need to conduct systematic reviews and meta-analysis studies in the OS domain, which will contribute
to enhancing the quality of future studies.
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In terms of the research contexts, there is a need to conduct studies that highlight the difference
between organizational characteristics, for example, industry type, size, and used technologies,
and the appropriate OS strategies based on the specific organization. This will not only benefit
future research in terms of building and connecting their studies based on these studies but will
also benefit practitioners in facilitating their planned OS and lowering the associated costs.
Moreover, it is noteworthy to conduct studies that focus on comparisons between organizations
with their different characteristics and their strategies of OS. Another important stream of research
worth conducting is comparing countries regarding their OS strategies and the outcomes of these
strategies, highlighting the cultural differences that consider a critical issue in the current nature
of the international workplace.

In terms of the used variables, most of the previous research focused on individual, organizational
or job-related factors that might impact OS, while little attention has been paid to the managerial
level variables. As shown in Figure 5, some antecedents are related to supervisors, but most of
them are the explicit impact of supervisors in OS. At the same time, more attention needs to be
paid to the implicit impact of supervisors on OS. According to Greenwald et al. (2009), implicit
attitudes proved to influence different behaviors and judgments. Therefore, studying OS should
include those implicit variables because the nature of organizations and employees’ interactions is
highly sensitive, making the impact of implicit variables higher than the explicit variables
(Greenwald et al., 2009).

Additionally, most of the variables are either individual or organizational variables; future studies
should consider the external variables such as the Covid-19 pandemic, technology, and family
support. Likewise, considering pandemics such as Covid-19 will shift the researcher’s attention to
important subjects that need to be discussed. For example, the socialization of employees within
this pandemic and the socialization of the virtual employees who remotely work. Research on these
subjects is currently limited, and they are either conceptional (e.g., Saks & Gruman, 2021) or
qualitative (e.g., Yarberry & Sims, 2021; Woodrow & Guest, 2020). Therefore, more research
needs to be conducted using different research methods. Furthermore, it is also important to
uncover the dark side of OS and highlight the influence of OS not only on the desired outcomes
but also the undesirable outcomes such as workplace ostracism and workplace deviance. Another
benefit to research is the richness of OS measures by comparing them with each other (e.g.,
Taormina, 2004). That will provide future researchers with a great insight into these measures and
the appropriateness of their usage because the selection of the appropriate measure to conduct a
study is a critical situation that needs careful consideration for different aspects because the
dimensions of these measures, even though their general similarity, have a great difference in their
purposes.

Appendix A: The Articles Included in the Literature Review
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Dufour et al. (2021) (How) Will I Socialize You? The Impact of Supervisor Initial Evaluations and
Subsequent Support on the Socialization of Temporary Newcomers

Peltokorpi et al. (2021) The interactive effects of socialization tactics and work locus of control on
newcomer work adjustment, job embeddedness, and voluntary turnover

Yuan et al. (2020) Making the right friends: A social network perspective on newcomer socialization
in teams
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Newcomer Proactive Behavior During Organizational Socialization

Nifadkar and Bauer (2016) Breach of Belongingness: Newcomer Relationship Conflict, Information, and
Task-Related Outcomes During Organizational Socialization

Beenen and Pichler (2014) Do | Really Want To Work Here? Testing A Model Of Job Pursuit For Mba

Interns
Kammeyer-Mueller et al. Support, Undermining, And Newcomer Socialization: Fitting In During The First
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Ke et al. (2012) Inducing Intrinsic Motivation to Explore the Enterprise System: The Supremacy
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Nifadkar et al. (2012) The Way You Make Me Feel And Behave: Supervisor-Triggered Newcomer

Affect And Approach-Avoidance Behavior
Sluss and Thompson (2012)  Socializing the newcomer: The mediating role of leader-member exchange

McClaren et al. (2010) Investigating Socialization, Work-Related Norms, and the Ethical Perceptions of
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Thomas and Lankau (2009)  Preventing Burnout: The Effects Of Lmx And Mentoring On Socialization, Role
Stress, And Burnout

Vitell and Singhapakdi The role of ethics institutionalization in influencing organizational commitment,

(2008) job satisfaction, and esprit de corps

Allen (2006) Do organizational socialization tactics influence newcomer embeddedness and
turnover?

Jansen et al. (2005) Managing potential and realized absorptive capacity: How do organizational

antecedents matter?

Wesson and Gogus (2005) Shaking hands with a computer: An examination of two methods of
organizational newcomer orientation

Kim et al. (2005) Socialization tactics, employee proactivity, and person-organization fit

Kammeyer-Mueller and Unwrapping the organizational entry process: Disentangling multiple antecedents

Wanberg (2003) and their pathways to adjustment

Morrison (2002) Newcomers' relationships: The role of social network ties during socialization

Lance et al. (2000) Latent growth models of individual change: The case of newcomer adjustment

Ashforth et al. (1998) Socialization and newcomer adjustment: The role of organizational context

Ashforth and Saks (1996) Socialization tactics: Longitudinal effects on newcomer adjustment

Black and Ashford (1995) Fitting In Or Making Jobs Fit - Factors Affecting Mode Of Adjustment For New

Hires

Chao et al. (1994) Organizational Socialization - Its Content And Consequences

REFERENCES

Adkins, C. L. (1995). Previous work experience and organizational socialization: A longitudinal
examination. Academy of Management Journal, 38(3), 839-862. https://doi.org/10.5465/256748
Ajzen, 1. (1991). The theory of planned behavior. Organizational Behavior and Human Decision
Processes, 50(2), 179-211. https://doi.org/10.1016/0749-5978(91)90020-T

Alessandri, G., Perinelli, E., Robins, R. W., Vecchione, M., & Filosa, L. (2020). Personality trait
change at work: Associations with organizational socialization and identification. Journal of
Personality, 88(6), 1217-1234. https://doi.org/10.1111/jopy.12567

http://ijbmer.org/ Page 232



http://ijbmer.org/

International Journal of Business Management and Economic Review
Vol. 5, No. 04; 2022
ISSN: 2581-4664

Allen, D. G. (2006). Do organizational socialization tactics influence newcomer embeddedness
and turnover? Journal of Management, 32(2), 237-256.
https://doi.org/10.1177/0149206305280103

Amabile, T. M., Hill, K. G., Hennessey, B. A., & Tighe, E. M. (1994). The work preference
inventory—Assessing intrinsic and extrinsic motivational orientations. Journal of Personality and
Social Psychology, 66(5), 950-967. https://doi.org/10.1037/0022-3514.66.5.950

Ashford, S. J., & Black, J. S. (1996). Proactivity during organizational entry: The role of desire for
control. Journal of Applied Psychology, 81(2), 199-214. https://doi.org/10.1037/0021-
9010.81.2.199

Ashforth, B. K., & Saks, A. M. (1996). Socialization tactics: Longitudinal effects on newcomer
adjustment. Academy of Management Journal, 39(1), 149-178. https://doi.org/10.5465/256634
Ashforth, B. E., Saks, A. M., & Lee, R. T. (1998). Socialization and newcomer adjustment: The
role of organizational context. Human Relations, 51(7), 897-926.
https://doi.org/10.1177/001872679805100703

Ashforth, B. E., Sluss, D. M., & Saks, A. M. (2007). Socialization tactics, proactive behavior, and
newcomer learning: Integrating socialization models. Journal of VVocational Behavior, 70(3), 447—
462. https://doi.org/10.1016/j.jvb.2007.02.001

Awan, N. A, & Fatima, T. (2018). Organizational socialization and supervisor rated job
performance: The moderating role of value congruence. Pakistan Journal of Commerce & Social
Sciences, 12(2), 651-669.

Becerra-Fernandez, 1., & Sabherwal, R (2001). Organizational knowledge management: A
contingency perspective. Journal of Management Information Systems, 18(1), 23-55.
https://doi.org/10.1080/07421222.2001.11045676

Baker, H. K., Pandey, N., Kumar, S., & Haldar, A. (2020). A bibliometric analysis of board
diversity: Current status, development, and future research directions. Journal of Business
Research, 108, 232—-246. https://doi.org/10.1016/j.jbusres.2019.11.025

Bauer, T. N., Bodner, T., Erdogan, B., Truxillo, D. M., & Tucker, J. S. (2007). Newcomer
adjustment during organizational socialization: A meta-analytic review of antecedents, outcomes,
and methods. Journal of Applied Psychology, 92(3), 707-721. https://doi.org/10.1037/0021-
9010.92.3.707

Baumeister, R. F., Vohs, K. D., DeWall, C. N., & Zhang, L. (2007). How emotion shapes behavior:
Feedback, anticipation, and reflection, rather than direct causation. Personality and Social
Psychology Review, 11, 167-203. https://doi.org/10.1177/1088868307301033

Beenen, G., & Pichler, S. (2014). Do I really want to work here? Testing a model of job pursuit
for MBA interns. Human Resource Management, 53(5), 661-682.
https://doi.org/10.1002/hrm.21584

Berger, C. R., & Calabrese, R. J. (1975). Some explorations in initial interaction and beyond:
Toward a developmental theory of interpersonal communication. Human Communication
Research, 1, 99 —112. https://doi.org/10.1111/].1468-2958.1975.tb00258.x

Black, J. S., & Ashford, S. J. (1995). Fitting in or making jobs fit: Factors affecting mode of
adjustment for new hires. Human Relations, 48(4), 421-437.
https://doi.org/10.1177/001872679504800407

Blau, P. M. (1964). Exchange and power in social life. New York, NY: John Wiley & Sons.
Blumer, H.(1969). Symbolic interactionism. Englewood Cliffs, NJ: Prentice-Hall.

http://ijbmer.org/ Page 233



http://ijbmer.org/

International Journal of Business Management and Economic Review
Vol. 5, No. 04; 2022
ISSN: 2581-4664

Buchanan 11, B. (1974). Building organizational commitment: The socialization of managers in
work organizations. Administrative Science Quarterly, 19(4), 533-546.
https://doi.org/10.2307/2391809

Bigliardi, B., Petroni, A., & Ivo Dormio, A. (2005). Organizational socialization, career aspirations
and turnover intentions among design engineers. Leadership & Organization Development
Journal, 26(6), 424—-441. https://doi.org/10.1108/0143773051061764

Cable, D. M., & Parsons, C. K. (2001). Socialization tactics and person-organization fit. Personnel
Psychology, 54(1), 1-23. https://doi.org/10.1111/j.1744-6570.2001.tb00083.x

Campbell, D. J. (2000). The proactive employee: Managing workplace initiative. Academy of
Management Perspectives, 14(3), 52—66. https://doi.org/10.5465/ame.2000.4468066

Cepale, G., Alessandri, G., Borgogni, L., Perinelli, E., Avanzi, L., Livi, S., & Coscarelli, A. (2021).
Emotional efficacy beliefs at work and turnover intentions: The mediational role of organizational
socialization and identification. Journal of Career Assessment, 29(3), 442-462.
https://doi.org/10.1177/1069072720983209

Cranmer, G. A., Goldman, Z. W. & Houghton, J. D. (2019). I’ll do it myself: Self-leadership,
proactivity, and socialization. Leadership and Organization Development Journal, 40(6), 684—698.
https://doi.org/10.1108/LODJ-11-2018-0389

Chao, G. T., O’Leary-Kelly, A. M., Wolf, S., Klein, H. J., & Gardner, P. D. (1994). Organizational
socialization: Its content and consequences. Journal of Applied Psychology, 79(5), 730—743.
https://doi.org/10.1037/0021-9010.79.5.730

Cooper-Thomas, H. D., Stadler, M., Park, J. H., Chen, J., Au, A. K. C., Tan, K. W. T., Paterson,
N. J., & Tansley, S. (2020). The Newcomer Understanding and Integration Scale: Psychometric
evidence across six samples. Journal of Business & Psychology, 35(4), 435-454.
https://doi.org/10.1007/s10869-019-09636-9

Davidson, R. J. 1998. Anterior electrophysiological asymmetries, emotion, and depression:
Conceptual and  methodological conundrums.  Psychophysiology, 35: 607-614.
https://doi.org/10.1017/S0048577298000134

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands-
resources model of burnout. Journal of Applied Psychology, 86(3), 499-512.
https://doi.org/10.1037/0021-9010.86.3.499

Dufour, L., Escribano, P. I., & Maoret, M. (2021). (How) will I socialize you? The impact of
supervisor initial evaluations and subsequent support on the socialization of temporary
newcomers. Organization Science, 32(3), 527-908. https://doi.org/10.1287/orsc.2021.1468.

Ellis, A. M., Nifadkar, S. S., Bauer, T. N., & Erdogan, B. (2017). Newcomer adjustment:
Examining the role of managers’ perception of newcomer proactive behavior during organizational
socialization. Journal of Applied Psychology, 102(6), 993-1001.
https://doi.org/10.1037/apl0000201

Fisher, C. D. (1986). Organizational socialization: An integrative review. In K. M. Rowland & G.
R. Ferris (Eds.), Research in personnel and human resources management (\Vol. 4, pp. 101-145).
Greenwich, CT: JAI Press

Fredrickson, B. L. (2001). The role of positive emotions in positive psychology: The broaden-and-
build theory of positive emotions. American Psychologist, 56(3): 218-226.
https://doi.org/10.1037/0003-066X.56.3.218

Fu, C., Hsu, Y.-S., A. Shaffer, M. and Ren, H. (2017). A longitudinal investigation of self-initiated

http://ijbmer.org/ Page 234



http://ijbmer.org/

International Journal of Business Management and Economic Review
Vol. 5, No. 04; 2022
ISSN: 2581-4664

expatriate organizational socialization. Personnel Review, 46(2), 82-204.
https://doi.org/10.1108/PR-05-2015-0149

Gagné, M., & Deci, E.L. (2005). Self-determination theory and work motivation. Journal of
Organizational Behavior, 26(4), 331-362. https://doi.org/10.1002/job.322

Gordon, M. E., Philpot, J. W., Burt, R. E., Thompson, C. A., & Spiller, W. E. (1980). Commitment
to the union: Development of a measure and an examination of its correlates. Journal of Applied
Psychology, 65(4), 479-499. https://doi.org/10.1037/0021-9010.65.4.479

Gouldner, A. W. (1960). The norm of reciprocity. American Sociological Review, 25(2), 165—
167. https://doi.org/10.2307/2092623

Graen, G. B., & Uhl-Bien, M. (1995). Development of leader—member exchange (LMX) theory of
leadership over 25 years: Applying a multi-level multi-domain perspective. Leadership Quarterly,
6(2), 219-247. https://doi.org/10.1016/1048-9843(95)90036-5

Greenwald, A. G., Poehlman, T. A., Uhlmann, E., & Banaji, M. R. (2009). Understanding and
using the Implicit Association Test:l11l. Meta-analysis of predictive validity. Journal of Personality
and Social Psychology, 97(1), 17-41. https://doi.org/10.1037/a0015575

Griffin, A. E., Colella, A., & Goparaju, S. (2000). Newcomer and organizational socialization
tactics: An interactionist perspective. Human Resource Management Review, 10(4), 453-474.
https://doi.org/10.1016/S1053-4822(00)00036-X

Haueter, J. A., Macan, T. H., & Winter, J. (2003). Measurement of newcomer socialization:
Construct validation of a multidimensional scale. Journal of VVocational Behavior, 63(1), 20-39.
https://doi.org/10.1016/S0001-8791(02)00017-9

Hayashi, S. (2013). Organizational socialization and collective self-esteem as drivers of
organizational identification.  International  Business Research, 6(12), 156-167.
https://doi.org/10.5539/ibr.v6n12p156

Hidalgo, M. C., & Moreno, P. (2009). Organizational socialization of volunteers: The effect on
their intention to remain. Journal of Community Psychology, 37(5), 594-601.
https://doi.org/10.1002/jcop.20317

Higgins, E. T. (1998). Promotion and prevention: Regulatory focus as a motivational principle. In
M. P. Zanna (Ed.), Advances in experimental social psychology, vol. 30. San Diego: Academic
Press, pp. 1-46.

Hobfoll, S. E. (1989). Conservation of resources: a new attempt at conceptualizing stress.
American Psychologist, 44(3), 513-524. https://doi.org/10.1037/0003-066X.44.3.513

Hogg, M. A., & Terry, D. J. (2000). Social identity and self-categorization processes in
organizational ~ contexts. Academy of Management Review, 25(1), 121-140.
https://doi.org/10.2307/259266

Ibarra, H. (1993). Network centrality, power, and innovation involvement: Determinants of
technical and administrative roles. Academy of Management Journal, 36(3), 471-501.
https://doi.org/10.5465/256589

Ishii, K., Takemura, Y., Ichikawa, N., Kunie, K., & Kida, R. (2021). The relationship between
nursing groups’ organizational socialization and nurses’ perception of organizational learning
subprocesses: A cross-sectional study in hospital wards. Team Performance Management, 27(5/6),
466-485. https://doi.org/10.1108/TPM-01-2021-0002

Jiang, W., An, Y., Wang, L., & Zheng, C. (2021). Newcomers' reaction to the abusive supervision
toward peers during organizational socialization. Journal of Vocational Behavior, 128, 103586.

http://ijbmer.org/ Page 235



http://ijbmer.org/

International Journal of Business Management and Economic Review
Vol. 5, No. 04; 2022
ISSN: 2581-4664

https://doi.org/10.1016/j.jvb.2021.103586

Jansen, J. J. P., Van Den Bosch, F. A. J., & Volberda, H. W. (2005). Managing potential and
realized absorptive capacity: How do organizational antecedents matter? Academy of
Management Journal, 48(6), 999-1015. https://doi.org/10.5465/AMJ.2005.19573106

Jones, G. R. (1986). Socialization tactics, self-efficacy, and newcomers' adjustments to
organizations. Academy of Management Journal, 29(2), 262-279. https://doi.org/10.5465/256188
Ke, W., Tan, C.-H., Sia, C.-L., & Wei, K.-K. (2012). Inducing intrinsic motivation to explore the
enterprise system: The supremacy of organizational levers. Journal of Management Information
Systems, 29(3), 257-290. https://doi.org/10.2753/M1S0742-1222290308

Kammeyer-Mueller, J. D., & Wanberg, C. R. (2003). Unwrapping the organizational entry
process: disentangling multiple antecedents and their pathways to adjustment. Journal of Applied
Psychology, 88(5), 779-794. https://doi.org/10.1037/0021-9010.88.5.779

Kammeyer-Mueller, J., Wanberg, C., Rubenstein, A., & Song, Z. (2013). Support, undermining,
and newcomer socialization: Fitting in during the first 90 days. Academy of Management Journal,
56(4), 1104-1124. https://doi.org/10.5465/am;j.2010.0791

Kim, T.-Y., Cable, D. M., & Kim, S.-P. (2005). Socialization tactics, employee proactivity, and
person-organization  fit.  Journal of  Applied Psychology, 90(2), 232-241.
https://doi.org/10.1037/0021-9010.90.2.232

LaPreze, M. W. (2003). Supervisors' behavior during new employees' socialization: Scale
development. Psychological Reports, 93(2), 379-392. https://doi.org/10.2466/pr0.2003.93.2.379

Lance, C. E., Vandenberg, R. J., & Self, R. M. (2000). Latent Growth Models of Individual
Change: The Case of Newcomer Adjustment. Organizational Behavior and Human Decision
Processes, 83(1), 107-140. https://doi.org/10.1006/0bhd.2000.2904

Lewin, K. (1951). Field theory in social science. New York: Harper & Row.

Lincoln, J. R., & Miller, J. (1979). Work and friendship ties in organizations: A comparative
analysis of relational networks. Administrative Science Quarterly, 24(2), 181-199.
https://doi.org/10.2307/2392493

Livi, S., Theodorou, A., Rullo, M., Cinque, L., & Alessandri, G. (2018). The rocky road to
prosocial behavior at work. PLoS One, 13(3), 1-14. https://doi.org/10.1371/journal.pone.0193508
Maxwell, J. S., & Davidson, R. J. (2007). Emotion as motion: Asymmetries in approach and
avoidant actions. Psychological Science, 18(12), 1113-1119. https://doi.org/10.1111/j.1467-
9280.2007.02033.x

Miller, V.D., & Jablin, F.M. (1991). Information seeking during organizational entry: Influences,
tactics, and a model of the process. Academy of Management Review, 16(1), 92-120.
https://doi.org/10.5465/amr.1991.4278997

Mio, C., Panfilo, S., & Blundo, B. (2020). Sustainable development goals and the strategic role of
business: A systematic literature review. Business Strategy and the Environment, 29(8), 3220-
3245. https://doi.org/10.1002/bse.2568

Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, C. J., & Erez, M. (2001). Why people stay:
Using job embeddedness to predict voluntary turnover. Academy of Management Journal, 44(6),
1102-1121. https://doi.org/10.5465/3069391

Morton, S. T. (1993). Socialization-related learning, job satisfaction, and commitment for new
employees in a federal agency. Virginia Polytechnic Institute and State University.

Morrison, E. W. (2002). Newcomers’ relationships: The role of social network ties during

http://ijbmer.org/ Page 236



http://ijbmer.org/

International Journal of Business Management and Economic Review
Vol. 5, No. 04; 2022
ISSN: 2581-4664

socialization. Academy of Management Journal, 45(6), 1149-1160.
https://doi.org/10.5465/3069430

Nadkarni, S., & Prigl, R. (2021). Digital transformation: a review, synthesis and opportunities for
future research. Management Review Quarterly, 71(2), 233-341. https://doi.org/10.1007/s11301-
020-00185-7

Nasr, M. L., El Akremi, A., & Coyle-Shapiro, J. A. M. (2019). Synergy or substitution? The
interactive effects of insiders' fairness and support and organizational socialization tactics on
newcomer role clarity and social integration. Journal of Organizational Behavior, 40(6), 758—778.
https://doi.org/10.1002/job.2369

Nicholson, N. (1984). A theory of work role transitions. Administrative Science Quarterly, 29(2),
172-191. https://doi.org/10.2307/2393172

Nifadkar, S., Tsui, A. S., & Ashforth, B. E. (2012). The way you make me feel and behave:
Supervisor-triggered newcomer affect and approach-avoidance behavior. Academy of
Management Journal, 55(5), 1146-1168. https://doi.org/10.5465/am;.2010.0133

Nishanthi, H. M., & Kailasapathy, P. (2018). Employee commitment: the role of organizational
socialization and protean career orientation. South Asian Journal of Human Resources
Management, 5(1), 1-27. https://doi.org/10.1177/2322093717739729

Ogawa, N. (2006). Soshiki ni okeru syakaika katei to kojinka koudou ni kansuru rironteki
jissyouteki kenkyuu [theoretical empirical study on socialization process and individualization
behavior in organization]. (Doctoral dissertation) Graduate School of Business Administration,
Kobe University.

Ostroff, C., & Kozlowski, S. W. (1992). Organizational socialization as a learning process: The
role  of information  acquisition. Personnel  Psychology, 45(4), 849-874.
https://doi.org/10.1111/j.1744-6570.1992.tb00971.x

Peltokorpi, V., Feng, J., Pustovit, S., Allen, D. G., & Rubenstein, A. L. (2021). The interactive
effects of socialization tactics and work locus of control on newcomer work adjustment, job
embeddedness, and voluntary turnover. Human  Relations, 75(1), 177-202.
https://doi.org/10.1177/0018726720986843

Podsakoff, P. M., MacKenzie, S. B., Bachrach, D. G., & Podsakoff, N. P. (2005). The influence
of management journals in the 1980 and 1990. Strategic Management Journal, 26(5), 473-488.
https://doi.org/10.1002/smj.454

Reissner, T. A., Guenter, H., & De Jong, S. B. (2019). When newcomer voice is (not) heard: The
role of newcomer socialization. Academy of Management Annual Meeting Proceedings, 2019(1),
1175-1180. https://doi.org/10.5465/AMBPP.2019.209

Rosen, D. J., & Kelly, A. M. (2020). Epistemology, socialization, help seeking, and gender-based
views in in-person and online, hands-on undergraduate physics laboratories. Physical Review
Physics Education Research, 16(2), 020116-1-020116-14.
https://doi.org/10.1103/PhysRevPhysEducRes.16.020116

Ryan, R.M., & Deci, E.L. (2000). Intrinsic and extrinsic motivations: Classic definitions and new
directions. Contemporary Educational Psychology, 25(12), 54-67.
https://doi.org/10.1006/ceps.1999.1020

Saks, A. M., & Ashforth, B. E. (1997). Organizational socialization: Making sense of the past and
present as a prologue for the future. Journal of Vocational Behavior, 51(2), 234-279.
https://doi.org/10.1006/jvbe.1997.1614

http://ijbmer.org/ Page 237



http://ijbmer.org/

International Journal of Business Management and Economic Review
Vol. 5, No. 04; 2022
ISSN: 2581-4664

Saks, A. M., & Gruman, J. A. (2021). How do you socialize newcomers during a pandemic?
Industrial and Organizational Psychology, 14(1-2), 217-220. https://doi.org/10.1017/iop.2021.44
Shahbaz, W., & Parker, J. (2021). Workplace mindfulness: An integrative review of antecedents,
mediators, and moderators. Human Resource Management Review, 100849.
https://doi.org/10.1016/j.hrmr.2021.100849

Spagnoli, P. (2020). Organizational socialization learning, organizational career growth, and work
outcomes: A moderated mediation model. Journal of Career Development, 47(3), 249-265.
https://doi.org/10.1177/0894845317700728

Sparks, J. R., & Hunt, S. D. (1998). Marketing researcher ethical sensitivity: Conceptualization,
measurement, and exploratory investigation. Journal of Marketing, 62(2), 92-109.
https://doi.org/10.1177/002224299806200207

Sluss, D. M., & Thompson, B. S. (2012). Socializing the newcomer: The mediating role of leader—
member exchange. Organizational Behavior and Human Decision Processes, 119(1), 114-125.
https://doi.org/10.1016/j.0bhdp.2012.05.005

Taormina, R. J. (1994), The organizational socialization inventory. International Journal of
Selection and Assessment, 2(3), 133-145. https://doi.org/10.1111/].1468-2389.1994.tb00134.x
Taormina, R. J. (1997), Organizational socialization: A multidomain, continuous process model.
International Journal of Selection and Assessment, 5(1), 29-47. https://doi.org/10.1111/1468-
2389.00043

Taormina, R. J. (2004). Convergent validation of two measures of organizational socialization.
International  Journal of Human Resource Management, 15(1), 76-94.
https://doi.org/10.1080/0958519032000157357

Taormina, R. J. (2009). Organizational socialization: The missing link between employee needs
and organizational culture. Journal of Managerial Psychology, 24(7), 650-676.
https://doi.org/10.1108/02683940910989039

Thomas, H. D., & Anderson, N. (1998). Changes in newcomers' psychological contracts during
organizational socialization: A study of recruits entering the British Army. Journal of
Organizational Behavior: The International Journal of Industrial, Occupational and Organizational
Psychology and  Behavior, 19(S1), 745-767. https://doi.org/10.1002/(SICI)1099-
1379(1998)19:1+<745::AID-JOB967>3.0.CO;2-1

Thomas, C. H., & Lankau, M. J. (2009). Preventing burnout: the effects of LMX and mentoring
on socialization, role stress, and burnout. Human Resource Management, 48(3), 417-432.
https://doi.org/10.1002/hrm.20288

Tranfield, D., Denyer, D., & Smart, P. (2003). Towards a methodology for developing evidence-
informed management knowledge by means of systematic review. British Journal of Management,
14(3), 207-222. https://doi.org/10.1111/1467-8551.00375

Van Maanen, J. (1978). People processing: Strategies of organizational socialization.
Organizational Dynamics, 7(1), 19-36. https://doi.org/10.1016/0090-2616(78)90032-3

Van Maanen, J. E., & Schein, E. H. (1977). Toward a theory of organizational socialization.
Massachusetts Institute of Technology.

Vidgen, R., Mortenson, M., & Powell, P. (2019). Invited viewpoint: How well does the
information systems discipline fare in the fnancial times’ top 50 journal list? The Journal of
Strategic Information Systems, 28(4), 101577. https://doi.org/10.1016/}.jsis.2019.101577.

Vitell, S. J., & Singhapakdi, A. (2008). The role of ethics institutionalization in influencing

http://ijbmer.org/ Page 238



http://ijbmer.org/

International Journal of Business Management and Economic Review
Vol. 5, No. 04; 2022
ISSN: 2581-4664

organizational commitment, job satisfaction, and esprit de corps. Journal of Business Ethics, 81(2),
343-353. https://doi.org/10.1007/s10551-007-9498-x

Vroom, V. H. (1964). Work and motivation. New York, NY: Wiley & Sons.

Wanous, J. P., Reichers, A. E., & Malik, S. D. (1984). Organizational socialization and group
development: Toward an integrative perspective. Academy of Management Review, 9(4), 670—
683. https://doi.org/10.5465/amr.1984.4277394

Weiss, H. M., & Cropanzano, R. 1996. Affective events theory: A theoretical discussion of the
structure, causes and consequences of affective experiences at work. In B. M. Staw, & L. L.
Cummings (Eds.), Research in Organizational Behavior, vol. 18: 1-74. Greenwich., CT: JAI.
Wesson, M. J., & Gogus, C. I. (2005). Shaking hands with a computer: an examination of two
methods of organizational newcomer orientation. Journal of Applied Psychology, 90(5), 1018—
1026. https://doi.org/10.1037/0021-9010.90.5.1018

Woodrow, C., & Guest, D. E. (2020). Pathways through organizational socialization: A
longitudinal qualitative study based on the psychological contract. Journal of Occupational &
Organizational Psychology, 93(1), 110-133. https://doi.org/10.1111/joop.12285

Yanik, A., & Yildiz, C. (2019). The organizational socialization perceptions of the healthcare
managers and the effect of demographic—career variables. International Journal of Caring
Sciences, 12(3), 1439-1447.

Yarberry, S., & Sims, C. (2021). The impact of COVID-19-prompted virtual/remote work
environments on employees’ career development: social learning theory, belongingness, and self-
empowerment.  Advances in  Developing Human Resources, 23(3), 237-252.
https://doi.org/10.1177/15234223211017850

Yuan, Z., Li, N., Mai, Y., Ye, Z., & Yu, J. (2020). Making the right friends: A social network
perspective on newcomer socialization in teams. Human Resource Management, 59(6), 585-597.
https://doi.org/10.1002/hrm.22020

Zhang, T. (2021). Will the increase in publication volumes “dilute” prestigious journals’ impact
factors? A trend analysis of the FT50 journals. Scientometrics, 126(1), 863-869.
https://doi.org/10.1007/s11192-020-03736-7

Zupic, 1., & Cater, T. (2015). Bibliometric methods in management and organization.
Organizational Research Methods, 18(3), 429-472. https://doi.org/10.1177/1094428114562629

http://ijbmer.org/ Page 239



http://ijbmer.org/

	The Applicability of OS
	Organization Socialization as a Continuous Process
	To whom Can OS Strategies be Applied?

	Measurements of OS
	OS Antecedents, Mediators, Moderators, and Outcomes
	Methodology
	The Review Process
	The Quality Assessment and Data Extraction
	Data Synthesis
	The Most Used Measures of OS

	The Applicability of OS Measures
	The Mechanisms of OS
	Antecedents of OS
	Mediators of OS
	Moderators of OS
	Outcomes of OS


