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ABSTRACT

The recent studies found that newcomers’ self-initiated activates are the significant
predictor of newcomers' adjustment and organizational socialization. Also,
organizational socialization scholars propose that newcomers'self-initiated activates
may be more critical than the traditional approach to organizational socialization.
Therefore, there is a need to identify whether the traditional approach (support
practices) or newcomers' self-initiated activates (proactive behaviour) play a
significant role in the socialization process. Therefore this study aims to identify the
relative importance of support practices and newcomers' proactive behaviour during
the socialization. This study also investigates the role of support practices in
newcomers' engagement in proactive behaviour and the influence of proactive
behaviour on the relationship between support practices and newcomers'
socialization. The study was conducted with 104 newcomers from diverse business
organizations. PLS-SEM was employed to assess the proposed model. The results
indicated that the higher the level of organizational support and co-worker support
higher the level of newcomers' engagement in proactive behaviour and the higher the
level of proactive engagement and co-worker support the higher the level of
newcomers' socialization. Further, this study found that newcomers' engagement in
proactive behaviour mediates the relationship between newcomers' perceived support
practices and socialization. The findings of this study deepen the understanding of the
socialization process and help the management and the newcomers recognize their
role in the successful socialization process.

Keywords: ¢o-worker; support orgonizotional support; proactive behaviour,
socialization; resources; role tromsition
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1. Introduction

The tronsition from one job to onother job or one role to onother 1s fundoamentally
¢hallenging ond stressful (James, 2020; Soks & Grumon, 2012; Von Moonen &
S¢hein, 1979). Employees over¢ome such stress ond ¢hallenges through suécéessful
so¢ialisation. While suécéessful socialisation meets both the newcomers' ond
orgonisotions' expectations, unsuc¢cessful socialisation hinders both newéomers' ond
orgonisations' expectotions. Therefore, deepening the understonding of the
sociolisation proc¢ess 1s very much importont.

Newcomer's experiences high job demonds upon their entry. A¢¢ording to job demond
resource (JD-R) theory (Bokker & Demerouti, 2007, 2014), high job demonds wear
out employees' physi¢al ond mental resourées ond lead to loss of strength ond heolth
1ssues. To meet the job demonds, the employee needs to put in continued
psy¢hologic¢al ond physical effort. On the other hond, job resources focilitate the
employees to manoge the job demond they foce. Also, job resoures encouroge
personal learning ond development ond produée ¢heerful soéiolization endings.
Employees ¢on get resources from two sources: orgonizotion ond interpersonal ond
group relations (Bokker & Demerouti, 2007), ond they ¢on inérease their personol
resources through their self-mitioted activities (Soks & Grumon, 2012). Therefore,
resources enoble individuals to overéome their tromsition stress ond ¢hallenges.

Supportive relationships ore resources thot ¢on facilitate employees to deol with
stressful events and minimizes the adverse psy¢hological effects of ongoing life stroun
ond stressful events (Soks & Grumon, 2012; Viswesvaron et ol., 1999).Peréeived
support ¢honge problemoti¢ demonds, or help ¢ontrol the feelings of onxiety or
depression ¢reated by the demonds (Thoits, 1986). From the beginning, the
orgonization focused on providing support through vorious soéiolization progroms to
focilitate newcomers’ succéessful sociolizotion. However, loter, this traditionaol
approoch hos been blomed for two reasons: ) traditional opprooach peréeive
newcomers ore subservient during the so¢ialization process (Morrison, 1993; Soks &
Grumaon, 2012), ond b) the traditional approoch had o limitotion 1n 1dentifying ond
providing individualized resources thot everyone needed to monoge their tronsition
(Soks & Ashforth, 1997; Jomes & Azungoh, 2020; Wonberg & Kommeyer-Muller,
2000). Consequently, orgonizationol so¢ialization reseorch s¢holars endlessly ¢all for
research on new¢omers’ active role i their own-so¢ialization (Cronmer et ol., 2019;
Sake & Ashforth, 1996).
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For the last few decades, self-so¢ialization of newcomers has gouned more ottention
omong orgonizotional sociolizotion research s¢holars. Self-socialization nvolves
newcomers’ so¢ialization through self-leadership ond their engogement 1n prooctive
behaviour (Cronmer et al., 2019). Proactive behaviour in¢ludes self-initioted, future-
oriented, ond ¢honge-oriented (Cooper-Thomos & Burke, 2012; Parker & Collins,
2010). During the role tronsition, newcomers engoge 1n prooctive behaviours to
sucéessfully socialize their tronsition (Ashforth et ol., 2007; Von Moonen & S¢hein,
1979).

Orgonizotional soc¢ialization s¢holars orgue thot newcomers’ proactive behaviours
moay be more ¢ritical thon the traditional opproach to orgomizational soc¢iolization
(Ashforth et al., 2007; Cranmer et ol., 2019). The recent studies empiri¢ally found thot
proactive behaviours are the significont predictor of newcomers’ adjustment ond
organizotional so¢ialization (James, 2020; Kowsikka & James 2020). These findings
provoke the resear¢her to onswer the following two questions:

a) If the support proctices or newcomers’ self-initioted activates (prooctive
behaviour) play asignifi¢ont role in the so¢ialization process ond

b) If supports practiCes play ony role in encouroging newcomers to engoge in
prooctive behavior.

Recently, Jomes (2019) attempted to 1dentify the role of organization ond ¢o-worker
support ond individuol engogement in proactive behavior in the process of adjustment
during the employees’ tronsition from the host Country to the home country
orgonizotion. He found thot individuals’ engogement 1n prooctive behavior had more
1mpoct in predic¢ting adjustment thon orgonizational ond ¢o-worker support. However,
there 1s lack of su¢h resear¢h omong newcéomers.

Therefore, this study cums to 1dentify the relative importonée of support proctices ond
newcomers' engogement 1n prooctive behaviour on the soéiolization. Further, this
study investigates the role of support proactiCes in newcomers' engogement in
prooctive behaviour ond the mfluenée of prooctive behaviour on the relotionship
between support proactices ond newcomers' soCialization. This study provides o
significont ¢ontribution to both theory ond proctice by identifying the relative
mmportonce of proactive behaviors ond support practices on sociolization. This study
also deepens the understonding of the socialization process ond ¢on help the
monogement ond the newcomers re¢ognize their role n the su¢éessful so¢ializotion
process.
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2. Literature Review and Hypotheses Development
2.1 Organizational socialization

Job or role transition 1s fundomentally ¢hallenging ond stressful, ond soc¢ializotion
facilitates employees to over¢ome them (Gruma & Soke 2013). Orgonizationol
so¢ialization 1s the process that facilitates individuols who ¢ross the frontier to fit into
the new orgonizational setting (Bouer et al., 2007; Cooper-Thomas & Anderson, 2006;
Von Moonen & Schen, 1979). Though mony theories expluun newcomers’
so¢ialization process the theory of orgonizational sociolizotion (Von Maonen &
S¢hein, 1979) ond socialization resource theory are significont in explouning the
orgonizotionol so¢ialization process (Gruma & Soke 2013). A¢¢ording to Von Maonen
ond S¢hein (1979), "individuols undergoing ony orgonizationol tronsition ore in
ononxiety-produéing situotion. In the moun, they are more or less motivated to reduce
this onxiety by leorning the functional ond so¢iol requirements of their newly assumed
role os quickly os possible" (p. 214).

Orgonizational soc¢iolization 1nvolves learning, feelings, ond performonée of
newc¢omers, ond reloted to proximol ond distol outéomes (Soks & Ashforth, 1997).
Successful socialization enobles newcomers to understond the orgonizotion, ond 1t
positively influenées the expectation of both the orgonization ond newcéomers. Also,
orgonizationol sociolization tronsmits orgonizationol Culture to newcomers ond
influences employees’ attitudes ond behaviours (Ashforth et ol., 2007; Soks &
Gurumon, 2010). UnsuéCessful socialization leads to low performonée ond high
turnover, ond hinder the expectotions of both the orgomization ond newcomers
(Cooper-Thomas & Anderson, 2006)

Bosed on the theory of orgonizationol so¢ialization, uncertounty reduction theory, and
¢ognitive ond sense-moking theory, Soks ond Ashforth (1997) developed amulti-level
process model of orgonizational so¢ialization. A¢¢ording to this model, a voriety of
¢ontextual variobles su¢h os extra-orgonizotional (national culture, low),
orgonizotionol (strategy ond struéture), group (size and diversity), and job/role (job
design) variobles mfluence the soc¢ialization foctor, which inéludes three levels of
varioble: orgonizationol level, group level, ond individual level. These variobles affect
the acquisition of informotion thot reduces uncertounty ond focilitates leorning ond
adoptation to the new environment. Better learning leads to proximal outéomes suc¢h
os role ¢larity, person-job fit, person-orgonizotion fit, so¢ial 1dentifi¢ation, personal
¢honge, role orientotion, social integrotion ond skill a¢quisition. These proximal
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outéomes lead to distal outéomes ot the three levels. Orgonizotional level and group
level outéomes are strong ¢ultures, higher morale, more stable membership, greoter
effe¢tiveness, ond reputation. Individuol-level out¢omes inélude job satisfaction,
¢ommitment, ¢itizenship behoviours ond performance, low absenteeism, turnover,
ond stress. This model highlights thot there are three levels of so¢ialization toctics that
fa¢ilitate unéertounty reduction (so¢iolizotion).

2.2 Perceived support

Soc¢ial support involves the avoulobility of helping relationships ond su¢h relationships
are resources thot assist employees to deol with stressful events (Bokker & Demerouti,
2007; Soks & Grumon, 2012). Social support mmimizes the adverse psy¢hological
effects of ongoing life stroun and stressful events (Cohen & Wills, 1985; Viswesvoron
et ol., 1999).In orgonizational setting support practices ¢on work like ¢oping by
helping the individual to ¢honge the situation, to chonge the meoning of the situation,
to ¢hange his/her emotional reaction to the situation, or to ¢honge oll three. Therefore,
so¢1al support ¢on remove or alter complex demands, or Control the feelings of onxiety
or depression ¢onnected with these demonds (Thoits, 1986). Soc¢ial support Con arise
from diverse directions; however, employees may receive support from therr
orgonization ond ¢o-worker 1n the work environment.

2.2.1Per¢erved orgonizational support

The ¢oncept of percerved orgonizational support has been defined by various s¢holors
in different views (Dawley et ol., 2010; Eder & Eisenberger, 2008). However, the
generol focus of all definitions 1s that the orgonizotion should value on employee's
Contribution ond toke Core of employees' satisfoction. Employees' percerved
orgonizationol support leads to employees positive work behavior ond ottitudes.
Previous studies have reported that peré¢erved orgonizational support osso¢iated with
job satisfaction (Shelton et ol., 2010) orgonizational commitment ond employee
turnover (Rhoades & Eisenberger, 2002; Shono¢k & Eisenberger, 2006), job
performonée (Rhoades & Eisenberger, 2002; Shono¢k & Eisenberger, 2006) ond job
mvolvement, ond stroun (Rhoades & Eisenberger, 2002).

2.2.2Per¢erved Co-worker support

Co-workers are avitol port of the orgonization, ond they define the so¢ial environment
ot work (Chioburu & Harrison, 2008). Co-workers ¢on be ¢onc¢erned about the well-
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being of an employee as well os help 1n solving job-reloted problems (Duchorme,
2000). Co-workers provide support such os tosk dire¢ting (Coplon et al., 1975),
mentoring (Ensher et al., 2001), ond a friendly environment (Morgeson & Humphrey,
2006). Maunly, when employees experience uncertounty ond ¢onfusion, co-workers
¢on be on essentiol resource (Chioburu & Harrison, 2008); they ¢on provide necessory
imformotion obout how to overéome the uncéertounty ond moke sense of the
environment. Co-worker support eases the so¢ialization process. Notobly, 1t facilitotes
learning about the ¢urrent environment (learning the ropes) ond performonce-reloted
norms (Allen et al., 1999; Louis, 1983). On the other hond, coworkers ¢on be looking
for trouble (S¢hneider, 1987; Chioburu & Horrison, 2008). Their behaviour towards
on employee ¢on be unéivilized (Andersson & Pearson, 1999), ond they con
undermine (Dufty et al., 2002) or mistreat on employee (Bruk- Lee & Spector, 2006).
Therefore, co-workers support ¢on faéilitates newéomers to over¢ome their tronsition
stress ond ¢hallenges.

2.3 Proactive behaviour

Proactive behaviours enoble individuals to hondle the complex situotion by oltering

the situationol demonds or ¢honging themselves to meet su¢h demonds. Employees

are enc¢ouroged to be proactive to be su¢cessful in today’s unéertoun, unprediétoble ond

dynomi¢ work environment. Prooctive behaviours are positively ¢onnected to both the

orgomization ond individuoal level favouroble outéomes (Ashforth et al., 2007; Cront,

2000, Jomes, 2020; Seibert et ol., 1999; Parker et ol., 2006). Orgonizotional

so¢iolization s¢holars have widely dis¢ussed the signifiCanée of proactive behaviour

on newcomer soCialization. Ashford Blac¢k (1996) 1dentified seven Categories of

practice behaviours newcomers engoge 1n during their so¢ialization. These proactive

behaviours were:

1. information-seeking - searé¢hing out informotion to understond the situotion;

2. feedback-seeking - attempting to seek feedback around work performonce;

3. general so¢ializing - developing hoarmonious relationships with others n the
workploce;

4. bulding relationship with the boss - estoblishing o valuoble relotionship with the
boss;

5. positive framing - seeing the positive side of the situation;

6. networking - developing ties with others in different ports of the organizotion; ond

7. negotioting - ottempting to change the job or job demands.
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The importoncée ond influence of proactive behaviour on employee adjustment ond
so¢ialization to oo new environment have been widely dis¢ussed 1n the soéiolization
literoture. Career tronsition ond orgomizationol soc¢iolization reseorch suggest thot
individuals engage 1n proactive behaviours to adjust to their tronsition better when
they move from one role to onother role within on orgonization, or from one
orgonizotion to onother orgonization (Ashford & Black, 1996; Feldmon & Brett, 1983;
Feldmon & Thomas, 1993; Louis, 1980). Employees who are involved 1n tronsition
engoge 1 prooctive behaviour to reduce uncertounty ond moke sense of the
environment to better adjust to their tronsition (Black et ol., 1992; James 2019, 2020;
Kowsikka & Jomes 2019; Soks et ol., 2007; Stroh et ol., 2000; Von Maonen & Sc¢hein,
1979).

Prooc¢tive behaviour facilitates newcomers to understond ond leorn their tosk, to leorn
orgomizationol norms ond values, relationship with others, acéeptoble behaviour of
orgonizotionol members ond sense-moking. Thus newéomers ¢on eose their tronsition
stress ond challenges (Soks & Grumon, 2012). As such, 1t 1s onti¢ipated thot
newcomers' engogement 1 prooctive behaviour focilitates them to adjust their
tronsition su¢Cessfully.

Newcomers experience stress ond uncertounty during their role tromsition. In other
words, when they enter into the orgomization, they experien¢e high job demond.
Accéording to Job Demand-Resourc¢e Model (JD-R Model) (Bokker & Demerouti,
2007), high job demonds weor out employees' physical ond mental resources ond lead
to loss of strength and health 1ssues. Job resourées, on the other hond, facilitote the
employees to monoge their job demonds. Also, job resourées encouroge personal
learning ond development ond produce ¢heerful so¢ialization endings.

According to Socialization resourée theory (SRT) (Grumon & Soks, 2013), resources
facilitate newcomers' sucCessful adjustment to their work, work for group, ond
orgonizotion. STR propose that job/role tronsition 1s fundoamentolly ¢hallenging ond
stressful. Offering new¢omers the resources to cope with these ¢hallenges 1s the best
way to focilitate their adjustment ond suc¢cessful socialization.SRT ¢ombines the
individuol-, group- ond orgonization-level effects in the adjustment process. SRT
highlights thot the orgonization ond ¢o-workers need to provide necessory resourées
ond 1individuals need to attempt to a¢éumulate resources to goun energy to get rid of
tromsition stress ond odjust to their tronsitions better. Therefore, orgonizationol
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support, coworker support ond prooctive behaviour os aresourcefocilitate newéomers
to suc¢esstul soc¢ialization. James ond Azunga, (2020) ond Jomes (2019) highlighted
the role of organizational support, coworker support ond employees' engagement 1n
prooctive behaviour in the so¢ialization (adjustment) proéess of repatriates.

Therefore based on the given empiri¢al evidence, JD-R model ond soéiolization
resource theory researcher proposed the following hypotheses.

H,: Organizational support positively influence socialization

H,: Co-worker support positively influence socialization

H,: Proactive behaviour positively influence socialization

Though prooctive behavior 1s abehavioral self-monogement system, individuals ¢on
get more expected proactive behavior out ¢omes 1f the orgonization ond ¢o-workers
support them. Therefore this study further proposes thot:

H,: organizational support positively influences newcomers' engagement in proactive
behaviour.

H,: Coworker support positively influence newcomers’ engagement in proactive
behavior.

H,: Newcomers’engagement in proactive behavior mediates the relationship between
organizational support and socialization.

H,: Newcomers’engagement in proactive behavior mediates the relationship between

co-worker support and socialization.

3. Methodology
3.1 Participants and procedures

The resear¢her used logical arguments that build on existing theoreti¢ol ond empirical
foundations to develop hypotheses, onswer the research questions ond meet reseorch
objectives. Therefore the reseorcher used a quontitative approach to ¢onduct this
study. Such o deduétive approoch requires o quontitotive method (Brymon, 2011;
Creswell, 2014; Edmondson & M¢Manus, 2007).

Porti¢ipont of this study were orgonizotional newcomers with less thon two-yeor work
experience. Parti¢iponts were invited from fourteen orgonization 1n different sectors
m Sr1 Lonko. This resear¢h hos adopted ¢onvenient sompling. PartiCiponts were
mvited to the survey with their Consent. Also, parti¢iponts were provided with a
porti¢ipont information sheet (PIS) whi¢ch gives more detouls obout the study's
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purpose, the process of the study, ond how the respondent’s ononymity ond
¢onfidentiolity will be mountouned.

In total, 250 questionnoures were distributed, ond the ultimote response rote wos
hundred ond twenty-four (50% respondents). Twenty responses were removed
because of two reasons: o) missing doto. on o questionnoure were more thon 15% (12
¢oses) ond b) respondents had more two years of work experience (8 ¢ases). Hence,
this study wos ¢arried out with the response of 104. The mojority of the parti¢iponts
were mole (68%) ond unmoarried (82%). The parti¢iponts were from the mixture of
industries: gorment seétor 62%; bonking sector 28%; and other seétors (30%). The
porti¢iponts were full-time employees who have less thon two yeors of experience
(M=9.1Months SD 4.2 Months). Respondents oge were between 20 ond 38 (M=27.4,
SD5.2).

The ¢urrent study 1s boased on ¢ross-sectional and self-reported dotathot ¢on be subjeét
to common method varionée (CMV). To minimize ond dete¢t CMYV, the researcher hos
token the necessary steps 1n both the questionnoure design stoge ond the doto onolysis
stoge. Particulorly in the onalysis stoge, Hormon's one-foctor analysis was performed,
ond no one ¢ommon factor wos found with the majority of the ¢ovarionée among the
meosures. [t showed that CMV was not asignifiCont 1ssue 1n the Current study.

3.2 Measures
3.2.1Proactive behaviour

The researcher employed the Prooctive Socialization Tactics Scole (PSTS) thot
meosures newcomers’ prooctivity (Ashford & Bloack, 1996). This 24-item scole
refleéts respondents’ self-mitioted oftempts to ottoun resources ond develop
relationships with others. This 24 1item sCale represent seven ¢ategories of prooctive
behaviour (e.g.feedback seeking, informotion seeking, positive froming ond
networking). In this study, newcomers’ proactive behaviour wos ossessed with the
latent vorioble s€ore of each Category of prooctive behaviours. Respondents were
advised to response on a seven-point Likert-type s€ale ronging from 1= strongly
disogree to 7= strongly agree. Previous studies (Ashford & Block, 1996; Ashforth et
al., 2007; Cronmer et al., 2019) ond the ¢urrent study found a good Cronbach’s a
reliobility ¢oefficient.
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3.2.2Newc¢omer soc¢iolization

The researé¢her adopted the Newcomer Socialization Questionnoure (NSQ) (Houeter et
al., 2003). The originol scale Consists of 35-items thot reflects respondents’
understonding of their tosks, workgroups, ond orgonization. Nine items from NSQ (3
items for each cComponents) have been employed 1n this study. Sample 1item in¢luded
for each category were: “I understond how to perform the tosks thot moke up my job”
(task), “T understond how to behave 1in o monner ¢onsistent with my work group’s
volues ond 1deals” (workgroup) and “I understond this orgonizations objectives ond
gools” (orgonization). Respondents were advised to onswered the questions on o
seven-point Likert type s¢ale ronging from 1= strongly disogree to 7= strongly ogree.
Previous studies (Houeter et al., 2003; Cronmer et al., 2019) ond the ¢urrent study
found on acceptoble Cronboch’s a reliability ¢oeffi¢ient for the sale.

3.2.3 Perc¢erved orgonizotional support

The nine 1items of the POS s€ale that loaded highest in Eisenberger et al.'s (1986) factor
onolysis, wos employed with slight ¢honges. Somple items in¢luded were: “My
orgonizotion ¢ares obout my general satisfaction ot work”, “My orgonization 1s willing
to extend itself in order to help me perform my job to the best of my obility.
Respondents were advised to onswer the questions on a seven-point Likert type s¢ale
ronging from 1=strongly disagree to 7= strongly ogree.

3.2.4Perc¢erved Co-worker support

Ten social support (Co-worker support) items developed by Duc¢horme ond Martin
(2000) were employed. Previous studies (Duc¢hoarme & Martin, 2000; Jomes, 2019)
ond the ¢urrent study found good reliobility ¢oeffi¢ient. The wording of the originol
items wos modified without ¢honging the stotements’ meoning to moke the
respondents 1dentify personally with the question. Somple items in¢luded were: I “feel
appreciated by my co-workers” ond “My Co-workers ossist with unusual work
problems”. The original items were on¢hored with 3-point Likert-type s¢oles ond to
mointoan ¢onsistency with other scales; the s¢ales were extended to 7-point Likert-
type s¢ole. Respondents were advised to onswered the questions on o seven-point
Likert type s€ale ronging from 1= strongly disogree to 7= strongly ogree.
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4. DataAnalysis
4.1 Measurement model: reliability and validity

The ¢onstruéts used 1n this study ore all refle¢tive. The reliobility of the refle¢tive
¢onstructs were assessed through widely ac¢cepted Criteria: factor loading, Cronbach’s
alpha (CrA) and ¢omposite reliobility (CR) (Hour et al., 2011; Hour et al., 2017). The
loading of each 1tem was greater thon the threshold volue of 0.70 exéept for four items.
The resear¢her de¢ided to keep these four items os the loadings were above 0.4 ond the
averoge varionce extracted (AVE) of the related ¢onstructs were above the threshold
volue of 0.50 (Har1 et ol., 2011). Toble 1 provides the reliobility statisti¢: CrA and CR.
CrA ond CR were lorger thon the threshold value of 0.70. The satisfoctory item-
loading ond reliobility ¢oeffi¢ient ensure the existence of reliobility of the indicators
ond the ¢onstructs. The ¢onvergent validity wos assessed with AVE, and the AVEs of
all ¢onstructs were greater thon 0.50 (Toble 1) that exploun adequate ¢onvergent
validity (Hour et ol., 2017).

Table 1: Construct Reliability and Validity Measures

Constructs CrA CR (AVE)
Co-work. Support (CS) 0.885 0.913 0.635
Org. Support (OS) 0.867 0.897 0.593
Pro A¢t. Behoviour (PAB)  0.875 0.906 0.616
Socialization (SO) 0.913 0.929 0.622

Following the guidelines suggested by (Hour et ol., 2011, 2017), the researcher

assessed the dis¢riminont volidity of the Constructs using three Criterio.

1. The squore root of AVE of each Construét should be greater thon the most
signifi¢ant ¢orrelation of ony other ¢onstructs (Fornell-Lorcker ¢riterion),

2. Heterotroat-Monotrout Ratio(HTMT) values for all poar of ¢onstruéts should be
less thon the threshold volue of 0.90, ond the ¢onfidenée intervol of the HTMT
statisti¢ should not in¢lude the volue 1 for all combinations of ¢onstruéts (Hensler
etal.,2015),

3.  Anindi¢ator’s loading with 1ts related construct should be higher thon 1ts ¢ross-
loading.
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Table 2: Fornell-Larcker Criterion

Constructs cS OS PAB SO
Co-work. Support (CS) 0.797

Org. Support (OS)

Pro A¢t. Behaviour (PAB)

So¢ialization (SO) 0.789

Note: shaded region is the inter construct correlations, bold diagonal figures (bold)
are the square root of AVE

As shown 1 Toble 2, the square root of AVE of each ¢onstruét wos more significont
thon the biggest Correlation of ony other ¢onstructs (see Table 2). Also, he HTMT
values for oll pour of Constructs were less thon the threshold volue of 0.90 (see Table 3),
ond the ¢onfidence mterval of the HTMT statisti¢ for oll combinations of ¢onstructs
did not in¢lude the value 1. Also, on indi¢ator’s loading with 1ts related ¢onstruct wos
higher thon 1ts ¢ross-loading. Therefore, 1t ¢on ¢on¢lude that the measurement model
1s representing on adequote dis¢riminont volidity (Hour et ol., 2011,2017).

Table 3: Heterotrait-Monotrait Ratio (HTMT)

Constructs CS OS PAB
Org. Support 0.380

Prooctive Behaviors 0.591 0.389
Socialization 0.574 0.183 0.680

4.2 Structural model

The researc¢her ossessed the structural model quolity with widely oééepted Criteria
(Haur et ol. 2011, 2017). These ¢riteria in¢lude Multi¢olimiarity, varionée explouned
(R2), predictive relevonce (Q2) ond the effect size (f2). The determinont of the
coefficient (R2) of prooctive behoaviour (0.31) ond socialization (0.45) wos
satisfoctory.
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The predictive relevoncée of the model was ¢ol¢ulated using Stone-Geisser’s Q2
statisti¢s. The ¢ross-validated redundoncy of proaétive behaviour and socialization
wos more significont thon the threshold volue of zero (Q2= 0.24) that represents the
predi¢tive relevoncée of the model. Moreover, ¢ollinearity stotistics (VIF) were less
thon the threshold value of 5 (see Toble 4), 1t shows that multiCollineority wos not o
threat to this strué¢tural model. The effect size of ¢o-workers support on prooctive
behaviour (0.261) and proactive behaviour on socialization (0.314) was large (Toble
4).

Table 4: VIF Values and The Effect Size

Constructs F Square Inner VIF Values
PAB SO PAB SO
Co-worker Support 0.261 0.118 1.145 1.444
Org. Support 0.052 0.028 1.145 1.204
Proo¢tive Behaviour 0.314 1.453

The proposed relotionship ond 1ts significonée wos ossessed via o bootstropping
te¢chnique (Heaur et al., 2011; Tenenhaws et ol., 2005). The Bootstropping proc¢edure
produces reasonoble stondord error estimotes (Tenenhous et al., 2005; Preacher &
Hayes, 2008) to assess the significonce of the path ¢oeffi¢ients. In PLS-SEM setting,
the no sign ¢honges option, 0.05 significonée levels, ond 5,000 somples 1n the
bootstrapping setting were used to generate stondord error ond t-statistics. The results
are shown in Figure 1 and Toble 5.
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Note: Figure in bracket is the p value at 0.05 significance level

Figure 1: Path Coefficient and Its Significance

Table 5: Path Coefficient and Its Significance

Constructs PAB SO

Path ¢o-eff. Sig  Path Co-eff.  Sig
CS 0.45 0.00 0.31 0.00
OS 0.20 .000 -0.13 0.06
PAB 0.50 0.00

The significance of the proposed relationship shows that oll the relationships were
signifi¢ant ond with expected dire¢tion exéept one relationship: orgonizotion support
to so¢ialization. Orgonizational support (f = 0.20) and ¢oworker supports (f = 0.45)
positively influence the proactive behavior. Also the co-worker support (3=0.31) and
proa¢tive behavior (B = 0.50) positively mfluence sociolization. All these
relotionships were significanée at 0.05 significont levels. Unexpectedly, the expected
positive relotionship between orgonizotionol support ond sociolizotion wos not
supported by this study. Orgonizational support ond ¢o-worker support exploun 31%
(R2 =0.31) vartonée 1 prooctive behaviour, ond prooctive behaviour ond ¢o-worker
support together exploun 45% (R2=0.45) varionée i socializotion.
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4.3 Theindirect effect of the predictors

In addition to the proposed relationship researcher examined the indirect effect of the
two predictor variobles. The total indirect effect of ¢o-worker support to so¢ialization
through prooctive behavior (B = 0.23, p = 0.00) ond orgonizational support to
so¢ialization through prooctive behavior (B = 0.10, p = 0.05) was positive ond
significont.

Table 6: Indirect Effect and Its Significant

Path Socialization

Poth ¢o-eff. Sig
CS to PAB to SO 0.23 0.000
OS to PAB to SO 0.10 0.005

4.4 Mediator assessment

Following Baron ond Kenny (1986) ond Hour et ol.’s (2013) guidelines the two
hypotheses (H5 ond H6) that fo¢us on mediator effects have been examined one by
one. First, the dire¢t relotionship between orgonizotion support ond so¢ializotion wos
estimated without the mediator vorioble, whi¢h was positive (f = 0.22) ond signific¢ont
(p = .00). After in¢luding the mediator varioble (prooctive behaviour), the dire¢t ond
indirect effe¢t wos ¢ol¢ulated 1n the next step.

The path Coeffi¢ients for orgonization support to proactive behaviour (0.20) ond
prooctive behaviour to sociolizotion (0.50) were both signifi¢ont. Thus, the indirect
effe¢t of orgomization support to so¢ialization through proactive behaviour was 0.10
(0.20 x 0.50), ond 1t wos significont (p= 0.005). Therefore 1t ¢on be ¢oncluded thot
newcomer’s engogement 1 proactive behaviour mediates the relotionship between
orgonizotionol support ond soc¢iolization. It 1s o full mediation bec¢omse the indireét
effect 1s significont, but the direct effect 1s not significont (Hour et ol. 2017). Thot 1s,
prooctive behaviour ¢onstrouned the relationship between orgonizational support ond
soc¢ialization, thereby supporting Hypothesis 5.

Similarly, the se¢ond mediotor hypothesis (H6) hos been assessed. The direct
relationship between co-worker support ond so¢iolization wos positive (B=0.525) ond
significont (p = .00) without the mediotor varioble (proactive behaviour). After
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mc¢luding the mediator varioble, the path Coeffi¢ients for ¢o-worker support to
proactive behaviour (0.454) ond proactive behaviour to so¢ialization (0.502) were
both significont. Thus, the indire¢t effe¢t of orgonization support to soéialization
through prooctive behaviour was 0.228, ond 1t wos significont (p=0.00). Therefore 1t
¢on be ¢oncluded that newéomer’s engagement 1n proactive behaviour mediates the
relationship between ¢o-worker support ond soc¢ialization. It 1s o portiol mediotion
becouse both the direct ond indirecét effects aresignificont (Hour et al., 2017). Thot 1,
prooctive behaviour partiolly ¢onstrouned the relationship between co-worker support
ond so¢iolization, thereby supporting Hypothesis 6.

5. Discussion and Conclusion

The ¢urrent study wos ¢onducted to identify the influence ond the relative importonée
of orgonizationol support, ¢o-worker support, ond newcomers’ engogement 1n
proac¢tive behaviour on the sociolization. This study also exoamined the role of
proactive behaviour on the relationship between orgonizational support ond
so¢ialization, ond ¢o-worker support ond so¢ialization. The results indicate thot the
higher the level of orgonizational support ond ¢o-worker support higher the level of
their engogement 1 prooctive behoviour ond the higher the level of prooctive
engogement ond ¢o-worker support the higher level of new¢omers’ so¢ializotion.
Unexpectedly, the proposed influence of orgonizationol support on so¢ialization wos
not supported.

Role tronsition 1s stressful ond ¢hallenging to newcomers, ond they experience high
job- demands upon their entry to the new orgonizotion (James, 2020; Von Moonen &
S¢hein, 1979). Acécording to job demond resourée (JD-R) theory (Bokker &
Demerouti, 2007, 2014), high job demonds wear out employees’ physical ond mental
resources, ond job-resources help the employees monoge the job demond they foce.
Socialization resource theory (Gruma & Soke 2013) highlights that newéomers need
resources to overé¢ome the tromsition stress ond ¢hallenges. Newcomers' role tronsition
produces psyc¢hologi¢al discomfort ond ¢reates uncertounty ond high stress levels
(Grumo & Soke 2013; Von Maonen & S¢hein, 1979). Peréeived support ¢honge
problemati¢ demonds, or help to ¢ontrol the feelings of anxiety or depression ¢reated
by the demonds (Thoits, 1986). Prooactive behoviour inéreases newcomers’
personalresources (Gruma & Soke 2013). Therefore, peréeived support from the
orgonizotion ond ¢o-workers ond newcomers’ engogement 1n prooctivebehavior os
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resources (Gruma & Soke 2013, James, 2019) focilitate newcomers to over¢ome their
stress ond ¢hallenges ond suééessful so¢ialization.

It 1s interesting to note that newcomer’s engagement 1n prooctive behavior had more
influenée thon the orgonizationol support ond ¢o-worker support mn predicting
newcomers’ soCialization. This finding 1s significont becouse 1t shows the relative
importonée of orgonization, ¢o-worker, ond imndividuols 1n the so¢ialization process.
The recent studies ¢onsistently stress the importanée of newcomers’ self-so¢iolization
(e.g. prooctive behavior, self-leadership) (Cronmer et ol., 2019; James, 2020).
However, the findings of current study indicated thot ¢o-worker support ond
orgonizotional support facilitates newcomer’s engogement 1n prooctive behaviour.
Therefore, this study suggests the need of the ¢olle¢tive role of the orgonization, ¢o-
workers ond newc¢omers 1n the process of orgomizational so¢iolizotion

This study found that newc¢omers percerved orgomizationol ond ¢o-workers support
ond their engogement in prooctive behaviour help their suééessful socialization.
Though 1t was proposed thot peré¢erved orgonizational support focilitates newéomers’
so¢iolization, the results mdicated no signifiCont influence on sociolization. The
unexpected result 1s due to the mediation effect of proactive behaviour on the
relationship between orgonizotional support ond sociolization. Before entering the
proactive behoviour in the model, the direct relotionship between orgonizationol
support ond soc¢iolization wos positive ond signifi¢ont. Nevertheless, after introdu¢ing
proac¢tive behaviour os o mediotor, this relotionship becomes nsignificont. The
mediator onalysis showed that proactive behaviour os o full mediotor suppressed the
dire¢t influence of orgonizationol support on so¢ialization. Also, the findings indicate
that prooctive behaviour partiolly absorbs the fluencée of ¢o-worker support on
soc¢ialization.

This study found thot ¢o-worker support ond orgonizationol support positively
influené¢e newcomer’s engogement 1n prooctive behaviour. Newéomers’ engogement
m prooctive behaviours 1s on individual-level effort, but the supervisors ond ¢o-
workers’attitudes ond behoaviours ¢on nfluenée the proactive behaviours’outéomes
(Jomes, 2019). For exomple, 1f the orgonization or/ond c¢o-workers were not
supportive of newcomers’ engogement in proactive behaviour su¢h as information
seeking or networking, newcomers’ prooctive engogement in su¢h behaviours might
not leod to desired out¢omes. Therefore, this study signifies that though prooctive
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behaviour had more effe¢t on sociolization, we connot ignore the role of
orgomizationol support ond ¢o-worker support. Notobly, in the Sr1 Lonkon ¢ontext,
where high power distonée ond paternalisti¢ workplace communication 1s prevailing,
we ¢onnot 1gnore the role of orgonizational support ond ¢o-worker support in the
process of suc¢Cessful so¢ialization. In other words, fo¢using on only the prooctive
behaviour will not yield desired out¢omes that help sué¢éessful so¢ialization.

6. The contribution, Implication for Research and Practice

The finding of the study ¢ontributes to both research and practice. The study's findings
mdicate that newcomer’s engogement 1n prooctive behaviour hod more effe¢t thon
orgomizationol ond ¢o-worker support in predic¢ting newcomers’ so¢ializotion ond thus
signifies the ¢ritical role of the mndividual 1n the so¢ialization process (Cronmer et ol.,
2019). Though the past studies 1dentified the importonce of proactive behaviour in the
so¢ialization process (Ashforth et ol., 2007. Cronmer et al., 2019; James, 2020;
2020a), this 1s the first study that found the influenée and relotive importonée of
mdividual group ond orgonizationol level variobles on newcomers socializotion,
thereby extending the sociolizotion literature. The role of ¢o-worker support,
orgonizotion support ond proactive behavior on the so¢ialization process has been
alreody disCussed. Nevertheless, this 1s the first study that found that both support
practices focilitate newcomers to engoge 1 proactive behavior and, thus, deepen the
understonding of prooctive behaviour 1 the socialization process. This study
proposed amodel that refleéts the individual, group ond orgonizotional level variobles
that have on influenée on so¢ialization, ond empiriCally validoted this model among
newc¢omers 1n the Sr1 Lonkon ¢ontext, thereby providing amodel for further empiricol
mvestigotion. Testing this model among newcomers 1n different countries and ¢ultural
¢ontexts would ensure the model’s externol volidity.

In terms of prac¢tiCal impli¢ations; this study helps both newéomers and orgonizotions
for their suééess. It helps the orgonmization understond their role mm newcomers'
so¢ialization process ond 1dentify ond provide the necessory resources to enable
newcomers for their su¢Cessful socialization. Orgonization needs to develop ond
provide appropriote support practices to help newéomers over¢ome their tronsition
¢hollenge ond stress, ond encouroge existing employees to be more positive
¢oncerning newcomers’ behoavior. Further, the orgonization need to Creote on
appropriote ¢ulture thot enouroges newcomers to engoge 1n proactive behaviors. For
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exomple, orgonization ¢on introduce rewards for the new¢omers who highly engoge 1in
proactive behavior

To suéCessfully monage their tronsition, newc¢omers need to engoge 1n prooctive
behaviour su¢h os feedback-seeking, informotion-seeking, networking, ond positive
froming. To be su¢éessful in the feedback-seeking proc¢ess newcomers need to develop
a good rapport with their ¢o-workers and supervisors. Besides, newcomers should
¢ognitively map their tronsition ¢hollenges os opportunities rather thon os ohozord or
limitations. Newcomers use positive Cognitive mopping practices inéreoses their
resources ond helps them over¢ome tronsition ¢hallenges ond su¢¢essful so¢ialization
(Kowsikka & Jomes, 2019). Further, the outCome of prooctive behaviours ¢on be
mnfluencéed by the orgomizotional Culture. Thus, they need to do environmental
s¢onning to understond the situotion ond goun support from their ¢o-workers ond
orgonizotion to get better out¢omes for their proactive behaviour.

7. Limitation of the Study

While this study offers on mitiol empirical exomination ebout the relotive importoncée
of organizationol support, co-worker support, ond proactive behavior on newcomers’
so¢ialization 1t 1s subject to some limitations. This study relied on self-reported dota
that might be suitable when the study focuses on perceived experiences, ond 1t con be
more oppropriote 1n the process of newcomers’ socialization. However, ¢ross-
sectional and self-reported dota may have ¢ommon method bios. The reseor¢her hos
token the necessary steps 1n the design stoge ond onalysis stoge; however, these steps
are not enough to significontly mmimize CMV. One-¢ountry somple ond small
sample s1ze also constroun of this study. As datawere ¢ollected from only Sr1 Lonka, 1t
limits the generalizability of the findings. To enhanée the quality of the findings by
over¢oming the limitations of the smoll somple size (104), the researéher employed
PLS-SEM, amore appropriate method for model enolysis with fewer samples.
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