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The research aims to discuss the impact of organizational socialization on the 

turnover intention. In leading the analysis, the concise cross-sectional survey 

template was accepting. The data for this study was gathered from public and 

private businesses that deal with giving clients goods and services. Thus, 400 

respondents were selected and give them questionnaires which include the 

close-ended questions, 378 questionnaires were selected for further analysis. 

The sampling technique used was purposive sampling. Study of regression 

was used in evaluating the relationship between independent and dependent 

variables. Findings suggest that organizational socialization has a favorable 

and negative effect on turnover intentions. The creativity of this exploration is 

that it tries to explain turnover of the representative based on the conceptual 

structure that incorporates job prospects and socialization, and then seeks to 

bridge a void in established works. The study offered the suggestions to the 

policy makers and future researchers to revisit their policies regarding issues 

under considerations.  
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INTRODUCTION   

The turnover goal is one's conduct expectation to stop. For many organizations, main and 

critical issue is Employee turnover, and the focal point of a lot of scholastic intrigue (Lam, 

Lo & Chan, 2002). Employee turnover is important subject for organizational performance 

analysts and scholars, particularly though years of work and ten published reports (Memon, 

Sallaeh, Sallaeh, Baharom, Baharom & Ting, 2017). Various corporate leaders, the academic 

researchers, and human resources experts are trying to figure out what causes workplace 

alter. Additionally, the change is continuously reducing prices. Allen, Bryant and Vardaman 

(2010) reported that turnover costs (spare costs) range from 90 percent to 200 percent of 

www.jsrd.org.pk 

editor@jsrd.org.pk 

mailto:%20dilnawaz0346@gmail.com
mailto:abidhussainabid35@gmail.com
https://doi.org/10.53664/JSRD/03-01-2022-01-1-8


Hussain, Jamshed & Ali … Do Organizational Socialization    

Journal of Social Research Development, Volume 3, Issue 1, JUNE, 2022                2 

current workers' salaries. It also spoils the fabric of society of the business. Especially in the 

knowledge-intensive market, this becomes precarious. In all organizations, especially in the 

KIS, human assets and preemptive advantage are measured utmost vital between properties. 

KIS appears as a major factor in countries' gross domestic product (Perrot, Bauer, Campoy, 

Erdogan & Liden, 2014).  
 

Organizational socialization may be portrayed as how a corporation tends to the interests 

of its representatives and way that was reflected in its greatest advantage. Organizational 

socialization helps both organization and its workers to satisfy their prerequisites (Awan, 

Bhatti & Jamil, 2020). The deliberate salary implies substantial direct costs; major upgrade, 

staffing and selection, impermanent workers, management time and hidden costs; spirit, 

stress on the outstanding personnel, grant costs, quality of the merchandise, memory of the 

organization and also loss of the societal assets (Dess & Shaw, 2001). The social learning of 

the people in organizations are the mechanism by which individuals learn and identify and 

integrate beliefs, actually work-related goals and important social information in order to 

achieve a successful job (Allen, Bryant & Vardaman, 2010). Turnover and change intentions 

were freely estimated, yet attrition was perceived when and perhaps the most significant 

psychological factor with a prompt correlational relationship on turnover (Ahmed, Hidayat 

& Rehman). This examination points to demonstrate the consequence of the organizational 

socialization on turnover goals.  
 

LITERATURE REVIEW 

The existing research on the issues under considerations have been presented in this study 

in order to examine research variables and their interrelationship in general and in specific 

context. A literature review is a comprehensive summary of previous research on the topic. 

The literature surveys scholarly articles, books, and other sources relevant to the particular 

research area. The review should describe, enumerate, summarize, objectively evaluate and 

validate the previous research.  
 

Organizational Socialization 

Organizational socialization is the mechanism whereby the new company adjusts outsiders 

to integrated and powerful insider. It occurs at whatever point worker crosses organizational 

limit, regardless of whether it is outside (e.g. between organization) or inside (for example 

purposeful) (Maanen & Schein, 1979). The organizational socialization may embrace shifts 

in or else the advancement of specific talents, information, capacities, morals, qualities and 

connections and enhancement of proper structures for creation sense. The social learning 

of people in organizations are the mechanism by which individuals learn and identify and 

integrate beliefs, actually work-related goals and important social information in order to 

achieve a successful job. Organizational socialization can always be characterized by a few 

aspects that were strongly and substantially correlated with work fulfillment (Chao, Kelly, 

Wolf, Klein & Gardner, 1994). The most influential form of socialization in organization was 
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built up by Maanen and Schein (1979), their phenomenology containing the six depressive 

as well as miserable strategies.  
 

The strategy of mutual (versus individual) socialization is related to how entrants will go 

through basic social interactions, structured to create coordinated situational reactions or 

unusual interactions that include a range of the reactions. Formal (as opposed to informal) 

socialization concerns whether outsiders are distinct from other companies while drilling 

themselves with their jobs, or if they are part of social community immediately after taking 

on new roles and learning at work (Perrot, Bauer, Abonneau, Campoy, Erdogan, & Liden, 

2014). Sequential (versus conjunctive) socialization refers to how experienced members of 

the group serve as good models for entrants, whether new arrivals are expected without 

someone else to make sense of their experiences. The social learning and social behavior of 

people in organizations are mechanism by which individuals learn, identify and integrate 

beliefs, actually work-related goals and vital social information so as to achieve successful 

job (Awan Bhatti & Jamil, 2020). At last, investiture (versus divestiture) means supporting 

and enhancing self-identity of outsiders and providing adequate assistance or replacing 

them by adverse contact and re-establishing them in the organizational structure they want 

(Gruman, Saks & Zweig, 2006).  

 

The results of socialization procedure can be characterized into proximal results, referred to 

as newcomer adjustment including job clearness, task authority, social acknowledgment, 

political information, social acknowledgment, person job fit and distal results including job 

satisfaction, organizational commitment, work withdrawal, voluntary turnover, job direction 

and job performance. Perrot, Bauer, Campoy, Erdogan and Liden (2014) says that Scientists 

explore socialization and its subprograms as essential components in serving to make new 

workers successful for evidence, Birnholtz, Cohen and Hoch (2007) indicates that enlisting 

workers is a process in administration's leisure and recollection framework. Organizational 

socialization helps both organization and workers to satisfy their prerequisites (Awan, Bhatti 

& Jamil, 2020). In cooperation, traditional and modern socializations of workers are critical 

facets of administrative success, since they turn new personnel into practical individuals 

within them. Tuttle (2002) argued workplace social interaction applies to the entire course 

of action performed by organizations during process of transition in different situations by 

the workers in process of adjustment, rehabilitation, and development in order to ensure 

the successful outcome.  
 

Turnover Intentions 

Inclination to exit alludes to the perceived possibility of individuals remaining or quitting 

the manager company. In prior studies, various factors were hypothesized and recognized 

as linked to turnover, fulfillment, duty and desire to withdraw were widely recognized as 

important precedent for turnover (Lam, Lo & Chan, 2002). Turnover and change intentions 

were individually estimated, yet attrition was perceived when and perhaps most significant 
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psychological factor with prompt correlational relationship on the turnover. Real turnover 

is relying on goal upsurges (Mobley, Homer & Hollingsworth, 1978) and profession variables 

are not linked to change, while the alter target remains relentless. Nevertheless, we don't 

have foggiest idea what decide such intentions. For all of that, we don't have the foggiest 

notion of what those actions entail (Ahmed, Hidayat & Rehman, 2015). The scientists have 

tried to fill this void by studying history of workers, precursor to leave, but failed for a few 

reasons (absence of accuracy in their measurement, population sample heterogeneity, and 

limited practical use). These findings add to the value of turnover intentions in exploring a 

person's turnover behavior. 

 

RESEARCH METHODOLOGY 

The author uses explanatory approach in this research paper and use population of private 

and government organizations. The method was chosen because it included concise and 

systematic research methods and data about variables could be collected only in a given 

time span. The number of people in this examination is all the representatives of various 

associations whether they have a place with any class or any situation in the association. 

Sampling techniques used was purposive sampling. This populace was approached to fill 

questionnaires. Respondents who were considered with respect to collected information 

were thus randomly chosen. There were 378 respondents in the sample. An instrument of 

questionnaire was used to examine the employees from various associations and collect the 

data. The information was gathered via a closed-ended questionnaire. In this regard, the 

employees received 400 questionnaires. 378 complete questionnaires were obtained and 

used for the analysis.    
 

DATA ANALYSIS 

The present research provides both the descriptive and inferential approaches to analyze 

the data and find possible answers to reach conclusion. In this connection, demographic 

results of analysis are show below in tables.  In gender table, the male responses (61.60%) 

are relatively greater than females (38.40%) who participated in this study. Then according 

to education group are following: like Metric (0.5%), intermediate (4.8%), under graduate 

(48.4%), graduate (38.4%), MPhil (9.3%). In our research, the largest age group was 36-45 

(47.4%) and remaining are 1825 (5.6%), 26-35 (33.1%), 46-55 (14.5), while research sample 

shows that gender is approximate the same ratio but diverse according to age as well as 

educations in study, 
 

 Table 1 Gender-Based Frequencies  

 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Male 233 61.6 61.6 61.6 

Female 145 38.4 38.4 100.0 

 Total 378 100.0 100.0  
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Table 2 Education-Based Frequencies  

 Frequency Percent Valid Percent Cumulative Percent 

Valid Matric 1 .3 .3 .3 

Inter 16 4.2 4.2 4.5 

Under Graduate 179 47.4 47.4 51.9 

Graduate 146 38.6 38.6 90.5 

M.Phil. 35 9.3 9.3 99.7 

 Total 378 100.0 100.0  
 

Table 3 Age-Based Frequencies  

 Frequency Percent Valid Percent Cumulative Percent 

Valid 18-25 21 5.6 5.6 5.6 

26-35 125 33.1 33.1 38.6 

36-45 179 47.4 47.4 86.0 

46-55 53 14.0 14.0 100.0 

 Total 378 100.0 100.0  
 

Table 4 Reliability Analysis 

Cronbach's Alpha No. of Items 

.702 16 
 

The above table demonstrate that the data is reliable for further testing as the value of CA 

is higher than threshold that confirmed the internal consistencies among the variables of 

research. Consequently, results from reliability statistics confirmed the internal consistency 

among the research variables that further clues towards the application of other tools for 

examining the relationship.     

 

Table 5 Regression Analysis (Model Summary) 

Model R R2 Adjusted R2 SEE Durbin-Watson 

1 .450a .202 .200 .59065 1.514 

a. Predictors: (Constant), Organizational Socialization 

b. Dependent Variable: turnover intention 
 

Table 6 Regression Analysis (ANOVA) 

Model SS DF MS F Sig. 

1 Regression 33.237 1 33.237 95.270 .000b 

Residual 131.176 376 .349   

Total 164.413 377    

a. Dependent Variable: Turnover Intention 

b. Predictors: (Constant), Organizational Socialization 
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The results of regression revealed important information through model summary as well 

as ANOVA tables wherein adjusted R square value described that dependent variable is 20% 

effected by independent value while the preceding table showed the significant along with 

coefficient of determination.  
 

Table 7 Regression Analysis (Coefficients) 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

 B Std. Error Beta   

1 (Constant) 1.157 .103  11.242 .000 

Organizational 

Socialization 

-.448 .046 .450 9.761 .000 

a. Dependent Variable: Turnover Intention 
  

The coefficient table results indicated that organizational socialization has significant and 

negative impact on turnover intentions of employees. The results revealed the insignificant 

impact of organizational socialization on the employees’ turnover intentions wherein Beta 

= -.448 and coefficient of regression = .000, and thus provide significant predicting role of 

the organizational socialization in determining the turnover intentions of employees in the 

context under study and thus the study significantly chased the desired research objective 

in systematic manner.  
 

DISCUSSION 

In our research study we proved that the Organizational Socialization negative impact on 

employees’ turnover intentions is an impressive factor for policymaker and manager in the 

work environment. It is suggested, managers with consolidating of employee’s organization 

socialization measurements avoid turnover, reemployment costs, training costs and mental 

pressures on representatives. The two other assessed factors on resistance of researchers’ 

desire impact affect the turnover goal (Ahmed, Hidayat & Rehman, 2015). Specialists accept 

that its result of macro-environmental condition of nation and note that lately concerning 

global pressure, approvals, and few inadequacies in overseeing economical projects that 

lead to loose openings for the work, conclusion of little and private business, increment 

joblessness rate and the vagueness of securing appropriate position, the greater part of the 

representatives want to keep their present place of employment (Awan, Bhatti & Jamil, 2020). 

If the managers established the training programs to their employees for the betterment 

for their skills and ability, that leads to reduction in the turnover rate. So organizational 

socialization plays very important role affecting turnover intentions, it is therefore crucial 

for private and government organizations in Pakistan. The findings of current research are 

consistent with the previous research (Ahmed, Hidayat, & Rehman, 2015; Awan, Bhatti, & 

Jamil, 2020). 
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CONCLUSION  

The present study provides significant information about predicting role of organizational 

socialization in determining the turnover intentions in particular context. The results showed 

significant impact of organizational socialization on turnover intentions. Consequently, this 

investigation and their outcomes have a few limitations and furthermore show instructions 

for additional study. The sample size itself is moderately little. Expanding the sample size 

and as well as members for other topographical territories can support the study. With an 

expanded sample size, a progressively itemized empirical analysis among the independent 

variable and variable that have various classes can be performed. Possible future studies 

will be designed to examine common recruitment rates of workers of specific professional 

growth programs within companies with or without fixed formalized career advancement 

framework. Also, the present study did not examine personal factors, like intellectual abilities 

of employees. Further research should concentrate on forerunners and long-haul results of 

organizational socialization. 
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