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Is Here IVIy Home? A Control Perspective for Ncwcomers' 

Organizational Socialization 

By JIANG, Van 

Department of Management 
«i 

The Chinese University of Hong Kong 

Abstract 

Anchored on the "uncertainty reduction by learning" perspective, most research on 

organizational socialization has emphasized the role of information acquisition in 

ncwcomers’ socialization, stressing thai the more information newcomcrs acquire, the 

more effective the socialization process will be. However, not all of the new 
I 

information is compatible with the newcomcrs，previous experience. The learning 
approach fails to explain and predict the whole story of organizational socialization 

« 

because the approach does not substantively address the different natures 

characterizing the information that newcomers receive in work settings: namely, the 

compatibility and the incompatibility with the newcomcrs’ previous experience. As 

a result, research on the mechanisms of organizational socialization has not 

sufficiently explained the aspect of newcomers' adaptation in socialization. 

To fill in this void, this dissertation has proposed and tested a model examining the 

consequences and antecedents of three parallel mechanisms of socialization processes 

from both the socialization-learning perspective and the control perspective. On lop 

of previous socialization-content mechanisms deriving from the socialization-learning 

approach, the control perspective explains how newcomers deal with incompatible 
c 

information during their early organizational experiences by introducing two coping 

mechanisms: primary control and secondary control. Moreover, this dissertation 

examines the different effects of learning，primary control, and secondary control on 

different adaptation outcomes, such as performance，person-organization fit, job stress, 

and turnover intention. To further investigate ccrtain organizational factors through 

which the three socialization mechanisms, especially primary and secondary control, 

. I 



are activated, I have introduced a new concept: organizational securc base. 1 have 

argued that an organization's secure base can help ncwcomers develop a securc 

attachment to their organization and can, in turn, lead lo different usages ot the 

primary and secondary control strategies. 

To tesl the hypothesized relationships in the model, 1 conducted two studies. In 

study one, I developed and validated two scales for primary control and secondary 

control in an organizational context. In study two，1 conducted a time-lag study with 

a sample of 150 ncwcomers from three organizations. Results of study two support 

my argument that there are several parallel socialization-process mechanisms, which 

function together to affect adaptation outcomes. Most of the hypotheses concerning 

the distinct consequcnccs of each of the three parallel mechanisms were supported. 

Organizational secure base was also found to be an important organizational factor for 

newcomers' adaptation. Implications for theory and managerial practices, 

limitations, and directions for I'uture research are discussed. 

Keywords: socialization, primary control, secondary control, P-O fit 
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何处可栖——新员I:饥织社会化的个人控制视/tj 

绘 m 

f i ^池屮文人竹理系 

^ 摘要 ， > 

过太•关T•新员丨:饥织社会化的文献大都采川“通过^^；^〉』减小不确记性”的视/Fj来解释新 

IA丨：的近应过科。该视/n强调新扱丨：杜会化过IV.中佶息获取的JR要性，提1丨丨新贝丨：获取的相 

关信息越多，社会化的结越好。然1�1丨，对T•新圾丨:•来说，并丨丨渐有的信息都处可以立刻与 

过大•的经历相融介的。山于没ifi能够解决新/^：丨：接受和处理的佶忽存在不问性质的题，过 

去的'、；^习视角没•介完全解释和预测新(4:丨：组织社会化过积的粮个机制。 

为了弥补文献巾的不足，木论文提出一个理论模 j丨彳解释新员L組织朴会个并行机 

制。这三个机制包括过文献中的“不确定性减小机制”和新提出的“个人控制机制”。在 

过太•己符机制的越础之外，本文扱出新i^yr:可能釆用“初级控制”和“次级控制”两种策略 

来处现接收到的不和將佶思，以完成在组织中的J:作初期的近应阶段。木研究川实iiH方法检 

验了习机制、初级控制、次级控制对丁•员丨：彳/•为态疫结来的不问影响。为了进-•步研究影 

响二种机制，尤其足后种控制机制的组织W桌，木研究引入了--个新的构念：組织的安全 
> 

旌础。作者认为员丨：感受到的組织安全站础可以招助员.丨.发展起与飢织的安全依附关系，这 

种安全依附乂•系进而影响新(；).1 ：在社会化过祝中采W怎样的控制策略。 

为了检验本研究提山的现论模.?̂ «彳能够在多大l̂ f丨度上解释现实巾的现象，作•片设计了两项 

研究研究-发展了测讨组织屮 ( / IT.初级控制和次级控制的M表，并检验了M:表的效研 

究二对150名新贝工的社会化过程进行的ill踪调研。研究结果支持本研究提出的观点，即， 





CHAPTER I 

匪 INTRODUCT_ON 

Over the past dccades, global economic changes have greatly increased competition 

and uncertainties among firms, resulting in greater pressure on the firms to strive for 

greater profits. Organizations arc pushed to be more flexible and markct-orienlcd in 

management. In particular, among other types of managements, newcomer 

management should be mindful of ncwcomers' potential for professional success and 

empower them with the knowledge, skills, and attitudes thai contribute to this success. 

To achieve success, organizations pay much attention to how they can eiTiciently 

“process，，their new workforce through growing investments in newcomer 

, orientations and training programs. These organizational practices are also 

supported by academic research. However, what happens in the actual world shows 

that these practices could not resolve all of newcomcrs' uncertainties，frustrations, 

confusion, or depression, which sometimes might burst out in an extreme way such as 

the suicide tragedies in Foxcoon in 2010. I assert that on top of organizational 

practices, a stronger understanding of the mechanism that helps govern newcomers' 

psychological responses and changes in organizations will help these organizations 

acquire effective and healthy new workforce. Yet researchers have paid insufficient 

attention to the psychological changes experienced by newcomers during their first 

several months. This dissertation rcfleets my attempt to fill this void by examining 

ncwcomers’ altitudinal and cognitive responses and changes that take place during 

organizational socialization. 

Organizational socialization is a process by which an individual acquires the attitudes, 

behaviors, and knowledge she or he needs to participate as an organizational member 

(Van Maancn & Schein, 1979). Organizational socialization has been an 

oft-explorcd topic because of the socialization's strong and lasting cflects on the 

behaviors and attitudes of employees who remain with an organization as well as 

because of the socialization's role in organizations' maintenance of their routines and 

culture (Bauer, Morrison, & Callister’ 1998). 

Basically, there are two main foci in socialization literature, emphasizing the roles of 

organizational practices and individuals' behaviors, respectively. The first focus is 
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organizational practices. A number of studies on organizational-socialization tactics 

support their usefulness in helping with newcomers' socialization. For example, 

researchers have found that highly institutionalized socialization tactics arc helpful in 

reducing the uncertainty inherent in early work experiences and result in a belter 

adjustment outcome (e.g., Jones, 1986; Ashforth & Saks, 1996; Kim et al.，2005). 

The second focus is newcomers’ proactive behaviors, which arc also called 

self-socialization. As one of the earliest researchers who brought forth this idea, 

Schein (1996) stated, "Socialization and training will fall much more on the 

individual and will be designed as learning exercises rather than teaching or training 

programs. Organizational culturc will be acquired by self-socialization, observation, 

mentoring, and coaching" (p. 83). The arguments have gained support from 

empirical findings. Specifically, newcomers' proactive behaviors can be direct 

antecedents of adaptation (e.g., Ashford & Black, 1996) or can moderate the 

relationship between organizational-socialization tactics and person-organization 111 

(e.g., Kim, Cable, & Kim, 2005). 

With the focus either on organizational practice or on individuals’ proactive behaviors, 

the previous studies on organizational socialization share a similar perspective in 

explaining socialization mechanisms. The core argument underlying the two foci 

emphasizes the importance of information acquisition in reducing newcomers’ sense 

of uncertainty. On the assumption that newcomers' major difficulties arc their 

uncertainties about the new environment, this perspective can be categorized as a 

socialization-learning perspective. In this vein, the major components of 

socialization are task-related learning, the people associated with the new job, and the 

context of the new job. 'ITiis perspective suggests that helping newcomers to acquire 

more information via various communication channels, such as formal training or 

social interactions with superiors and peers，will reducc the degree of newcomers' 

uncertainty and then strengthen adaptation outcomes (Saks & Ashforth，1997a). 

Despite contributing to our knowledge of organizational socialization, the 

socializalion-lcaming perspective fails to provide a big picture of the socialization 

process by neglecting newcomers' attitudinal and cognitive changes that occur during 
. . . ^ 

the socialization process. 

Given that newcomers enter an organization with their own experiences, cognition, 
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personalities, and expectations, there might be some conflicts between the kjiowledge, 

views, and values previously possessed by the newcomers and the fum-specific or the 

idiosyncratic knowledge, views, and values the newcomers will learn in the 

organization. I here fore, in addition to uncertainly reduction, newcomcrs need to 

deal with IVustrations, conflicts, and struggles in order to regain a sense of control. 

Still, the cfleets of behavioral and cognitive adaptation on socialization processes 

have not attracted sulTicient attention (Vom researchers in the field, lb shed light on 

some ol lhese effects, my first research question asks how newcomers deal with the 

individual-environment conflict during their socialization and what the consequences 

are. 

To answer this question, I employ the control perspective to explain newcomers' 

adaptation processes. From the control perspective, ncwcomers' adaptation could be 

considered a process of using behavioral strategy or cognitive strategy to deal with 

discrepancies between newcomers' own referent criteria and the environment. I 

describe these two strategies by proposing two constructs: newcomer primary control 

and newcomer secondary control. As these two strategies share the same goal of 

decreasing discrepancy between individuals and their respective organization, 1 

hypothesize that the two strategies will have effects on the newcomers' 

person-organization fit (l)-0 fit), which refers to the compatibility between 

individuals and their organization. Moreover, insofar as newcomers must face 

spccial environments, the efTccts of these two strategies on newcomers' adaptation 

outcomes would not be identical, manifesting themselves in their different effects on 

equally difFerent forms of P-O fit and other socialization outcomes. Therefore, to 

provide a broader picture of socialization processes, 1 propose and test a model 

involving socialization-contcnt mechanisms derived from the socialization-learning 

perspective and from two newly proposed coping strategics based on the control 

perspective. 

The second question is whether or not any organizational factors influence 

newcomers' choice of different strategies for adapting to a given work selling. I 

argue that organizational factors can influence the newcomers' adaptation strategics 

lor dealing with struggles. To be specific, I claim that organizational secure base 

may alTcct ncwcomcrs' adaptation strategies. The proposition derives Irom the 
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following consideration. Whereas most rcscarchcrs define "socialization" as a 

process in which newcomers learn to be an organizational member, I argue that 

organization is more than a source of information. Covering such early experiences 

as interpersonal interactions, newcomers' first several months are a critical period 

during which they assess the security of the environinenl and then develop certain 

relationships with the organization. If they consider the environment sccure, 

newcomers could feci thai they can safely and confidently reflect on their previous 

knowledge, explore their own problems and the new environment, and develop a 

reliable, positive, and hopeful relationship with the organization. Consequently, an 

individual's alertness to discrepancies between the self and the environment would 

lessen in intensity. Then, the individual might tend to use a less aggressive strategy 

to deal with ihc discrepancies. Nonetheless, individuals who consider an 

environment to be insecure are typically cautious about every change in the 

environment and take cffcctivc steps to prevent the environment from developing in 

an undesired direction. If the individuals fail, they may withdraw and avoid 

interactions with the environment, lb describe these characteristics of 

organizational environment and to illuminate the effects of organizational 

environment on ncwcomcrs' adaptation strategies, I introduce a new concept of sccure 

base, identified more specifically herein as organizational secure base; and to answer 

the two research questions mentioned above, 1 used a time-lag research design, 

obtaining data at two different time points from newcomers who differed from one 

another regarding their age, organization-based position, and the identity of their 

direct supervisors. 

In sum, this dissertation is devoted to expanding the current literature in five distinct 

ways. First, it proposes a new perspective to extend our understanding of 

newcomcrs' socialization processes. On top of the previously examined 

socialization-learning mechanism, the newly proposed control perspective offers an 

explanation of how ncwcomcrs deal with information that leads to incompatibilities 

between these newcomers and their new environment. Second, by examining the 

dilTcrcnlial cffecls of cach mcchanism on the four forms of P-O fit，this dissertation 

contributes to P-O fit literature by identifying the mechanisms leading to different 

forms of Fit perception in the newcomer context. Third, this dissertation not only 

introduces the new concept of secure base to explore organizational antecedents that 
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activate diffcrcnl coping strategics, but also presents preliminary evidence that 

organizational sccurc base possibly affects organiy,ational behaviors. Fourth, 1 have 

developed and validated measures for three new proposed constructs: primary control, 

secondary control, and organizational secure base, respectively. In so doing, the 

dissertation has laid a foundation for the future investigation on this direction. Fifth, 

the method used in the current study is worthy of note. An important concern in 

socialization studies is thai although they have used many different types of 

organizations to acquire research samples, newly graduated college students are still 

rar and away the most popular lypc of sample used (Bauer, Morrison & CalHstcr， 

1998). To dose the gap in this regard, the currcnl study has used individuals who 

dilTcr from one another regarding both the level at which they enter their respective 

organization and the position that they hold therein. In so doing, this study may 

offer a rigorous conclusion that is more general than conclusions offered by previous 

research. 

1 organize this dissertation in the following ways. Chapter 2 offers an overview of 

the main perspectives and studies in the field of newcomer socialization. Chapter 3, 

on the basis of the control perspective, develops a theoretical model to explain how 

newcomers adapt to their new environment and regain a sense of control. In Chapter 

4,1 present study one，whose function is to develop and validate two new constructs 

in my theoretical model. Chapter 5 discusscs a lime-lag field study that 1 conducted 

to examine the consequences and anlcccdcnts of three parallel mechanisms of 

socialization processes. Finally, Chapter 6 provides a general discussion of this 

research, including research findings，interpretations, theoretical contributions, 

limitations of the currcnl study, and avenues for future research. 
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CHAPTER 2 

LITERATURE REVIEW 

^Organizational socialization’ refers to a process ol learning the behaviors and 

attitudes neccssary for assuming a role in an organization (Fisher, 1986; Schein, 1968; 

Van Maancn, 1976; Van Maanen & Schein, 1979). It has been a topic covered by 

management researchers for decadcs because of its lasting effects on both employees 

and organi/^lions (Bauer, Morrison, & Callister, 1998). Specifically, first, research 

found that early organizational experiences take place in a period during which most 

employees undergo the most dynamic changes of their tenure in the organization: 

shortly after iheir entry into an organization, individuals experience kinds of changes 

that can violently shift "one from a state of certainty lo uncertainty; from knowing to 

not knowing; from the familiar to the unfamiliar" (Van Maanen, 1977, p. 16). 

Ncwcomers' working attitudes that form during the entry period are highly correlated 

with the newcomers, attitudes later on (e.g., Adkins, 1995; Morrison, 1993a). 

Second, from the organizational view, socialization is an important complement lo the 

selection function of human-resource management. Traditionally，the recruitmcnt 

and selection process has been considered the best way to find effective members and 

a viable substitute for socialization (Chatman, 1991). In the 

attraction-selection-attrition model (ASA model), Schneider (1987) maintained that 

organizations attract newcomers, and newcomers select organizations on the basis of 

perceived fit. After the entry, if newcomcrs and organizations realize thai they do 

not fit with cach other well, the unfit members will leave the organization. In this 

vein, the ASA model rests on the assumption that fit is a static concept. In practice, 

however, no matter how thorough the selection processes are, there is usually a need 

for at least some residual adjustment that newcomers need to make in order to 

experience good fit with their organization. Under these circumstances, socialization 

plays a significant role in related processes. 

In the following section，I will first briefly introduce the two main approaches in the 

prevailing socialization literature一the uncertainty-reduction approach and the 

cognitive-adaptation approach. Then, I will introduce how researchers of each 
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approach conceptuali/,c newcomers' experiences. I will also identify the different 

research questions and summarize the main arguments and studies under each 

approach. Finally, this chapter concludes with a discussion pertaining to outcome 

variables examined in previous literature on ncwcomcr socialization. 

2.1 Two main approaches 

Saks and Ash forth (1997a)'s review briefly summarizes four perspectives existing in 

the socialization literature: (1) Van Maanen and Schein (I979)'s model of 

socialization ladies, (2) uncertainty-reduction theory (IJRT), (3) social cognitive 

theory and sclf-efficacy theory, and (4) cognitive and sense-making theory. The 

summary offers an excellent guideline by which we can organize our current 

knowledge on organizational socialization; however, it leaves some limitations. First， 

our general understanding of a perspective or approach is a theoretical explanation of 

the mechanism leading to a phenomenon. Based on such a criterion, the four 

categories proposed by Saks and Ashforth (1979a) may not be all identified as 

independent perspectives. For example, the first perspective "socialization tactics" 

is more like an organizational factor rather than a perspective. Second, Saks and 

Ashforth (1979a) claim that there are four approaches to examining organizational 

socialization, but I argue that the underlying relationships among them arc not clear 

enough to distinguish them from each other. For example, the third perspective 

"self-elTicacy" uses an argument similar to the one used in uncertainty-reduction 

theory. Based on Saks and Ashforth (1997a)'s work, the present research 

rc-categorizes the prevailing perspectives on socialization into two main streams: the 

unccrtainty-reduction approach and the cognitive-adaptation approach. The major 

consideration underlying this categorization is that each approach should offer a 

unique angle from which we can analyze and explain the socialization mechanisms. 

2.2 U ncertainty-rcduction approach 

For many individuals, their first year of organizational life is a very frustrating 

experience, which is full of stress, anxiety, and disillusionment (Katz, 1985). Most 

researchers describe the entry process as a period of uncertainty (Feldman & Brett, 
1 

1983; Jones，1986; Miller & Jablin，1991). Uncertainty is thought to be a function of 
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(a) the number of possible responses to a stimulus that are available to an individual 

and (b) their equipotentiality (Berlyne, 1960). Specifically, during the entry period， 

a number of possible responses to the set of task demands, social demands, and 

cultural demands confronting newcomers place these individuals in a situation that 

engenders feelings of high uncertainty. Assuming that ncwcomers’ main problem 

is their lack of information and subsequent knowledge necessary for understanding 

the environment, researchers try to answer the questions of why and how newcomers 

could acquire sufficient information. URT offers rigorous answers to these 

questions. 

URT was originally developed in interpersonal-relationship research. It examines 

the process that strangers, upon meeting, go through to reduce their own uncertainty 

about each other and to form an idea of whether one likes or dislikes the other (Bergcr 

& Calabrese, 1975), Socialization researchers have applied URT to organizational 

settings because they have found that the relationship between ncwcomers and their 

organization can be similar to interpersonal and intercultural relationship 

developments in many ways (Falcione & Wilson, 1988; Gudykunst, 1983; Lester, 

1987). In an organization context, newcomers' uncertainty would not be relieved 

until they could understand the role demands, develop job-related abilities, understand 

task priorities and time allocation, and know whether they are liked and accepted by 

peers. Lester (1987) suggested that “the ability to generate confident inference, in 

terms of post hoc explanations and a priori predictions, bccomes central to the 

individuals' interaction with an organization for the first time’，（p. �06) . With the 

expectation thai the work environment will become more predictable and 

understandable, newcomers are eager to acquire as much information as possible and 

to reduce their uncertainly. When newcomers acquire nccessary abilities, skills，and 

knowledge about what the new organization expects from them, their uncertainty will 

decrease, and then they will become more adept at performing their tasks, more 

satisfied with their job, and more likely to remain in their organization (Morrison, 

1993a, b). This perspective in socialization literature is the aforementioned URT. 

This perspective一because it emphasizes the substance that an individual ieams (or 

should learn) during socialization——is also referred to as the socialization-content 

perspective or the learning perspective (e.g., Chao, O'Leary-Kelly, Wolf, Klein, & 

Gardner, 1994; Haueter cl al.，2003). Main research branches derived from this 
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perspective include socialization content, organizational socialization tactics, 

newcomers' networks, self-efficacy, and proactive personality. Among them, 

socialization content, organizational socialization tactics，and newcomers' networks 

focus on the effects of contextual factors on ncwcomers' socialization, and research 

on sclf-clTicacy and proactive personality stresses the important role of newcomers' 

own cflorts in increasing adjustment. Furthermore, in terms of the research 

questions to answer, the socialization-content branch serves to identify the kinds of 

information that newcomers need to acquire, but the other branches aim to investigate 

the antecedents to this process. In the following section, I will summarize these 

branches under the uncertainty-reduction approach and will point out the limits of this 

line of research. 

2.2.1 Socialization content 

Feldman (1981) proposed that newcomers' adjustment includes three important 

aspects. Resolution of role demands, which refers to understanding job tasks, task 

priorities, and time allocation, increases role clarity. Task mastery, which refers to 

learning to perform the tasks of the new job and gaining confidencc in the role, 

enhances self-efficacy. Adjustment to one 's group, which refers to newcomers， 

gradual recognition that they are liked and accepted by peers, improves social 

acceptance. Similarly, Fisher (1986) proposed that ncwcomcrs' adjustment consists 

of both task and social transitions. In support of the conceptual argument, Chao et al. 

(1994) conductcd three studies to assess the specific dimensions of learning content 

during socialization, and developed a measure with six dimensions: performance 

proficiency, people domain, politics, language domain, organizational goals and 

values, and organization history. In summary, the studies above highlight that a 

newcomer needs to acquire multiple aspects of information and knowledge. 

Offering ncwcomcrs more information would help them belter adapt to the new 

environment. 

2.2.2 Organizational socialization tactics 

Organizational socialization tactics are specified as important organizational 

antecedents to newcomers' socialization outcomes. Studies on organizational 

socialization tactics advance our knowledge of organizations' role in helping 
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newcomcrs acquire systematic and sufficient knowledge. Van Maancn (1978) 

originally proposed the phrase "tactics of organizational socialization," referring to 

the ways in which an individual's experiences in transition from one role to another 

arc structured for him by others in the organization. The socialization tactics could 

be “practiccs” or “non-practices” of the organization. Specifically, the management 

of an organization might consciously select these tactics, such as requiring all 

newcomers to attend a formal training session or orientation program before assuming 

the duties of a particular role. Or management may unconsciously select such tactics 

as merely following the convention to use the "sink or swim” method of socialization, 

through which individuals must learn how to perform the new role on their own. 

Van Maanen and Schein (1979) suggest that organizational practices during 

ncwcomcrs' entry can fall into six categories: collective-individual, formal-informal, 

sequential-random, fixed-variable, serial-disjunctive, and investiture-divestiture. 

With collective socialization tactics, newcomers experience common learning 

experiences as a group, whereas with individual tactics，each newcomer is exposed to 

learning experiences individually. Formal tactics segregate newcomcrs into clearly 

defined socialization activities such as training classes while the newcomcrs learn 

their roles, whereas informal tactics involve learning on the job during the activities 

that may not be dearly defined as socialization activities. Sequential tactics provide 

specific information to newcomers about the sequence of learning activities and 

experiences, whereas this sequence is unknown in a random process. Fixed tactics 

provide information to newcomers about the timing associated with completing each 

socialization stage or step，whereas this timing is unknown in a more variable proccss. 

Serial tactics provide experienced organizational members as role models or mentors, 

whereas disjunctive tactics do not provide experienced models. Investiture tactics 

provide newcomers positive social support from experienced organizational members, 

whereas divestiture tactics provide more negative social feedback until newcomers 

adapt. Van Maanen and Schein (1979) further suggest thai collective, formal, 

sequential, fixed, serial, and investiture tactics work better than the opposite ones. 

These tactics provide systematic and relevant information, as well as explicit 

information about the sequence and liming of activities that newcomers will go 

through. Empirical findings also support the assertion thai these tactics help to 

reduce the uncertainty inherent in early work experiences and result in newcomcrs' 
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better adjustment outcomes (e.g., Jones, 1986; Ash forth & Saks，1996; Kim et al., 

2005). 

2.2.3 Ncwcomers’ social network 

Studies on newcomers' social networks emphasize the role of experienced employees 

in newcomcrs，socialization. Newcomcrs are not socializing independently or 

separately. Researchers suggest that an important way in which socialization occurs 

is through the social interactions between newcomers and "insiders," or more 

experienced members in an organization (Feldman, 1981; Louis, 1990). Echoing 

this argument, Morrison (2002) conducted a study on the characteristics of 

ncwcomers' information networks (size, density, strength, range, and status) and their 

socialization outcomes. Informational network and friendship network are identified 

as the socialization mechanisms in the study. Yet the two mechanisms differ from 

each other regarding their respective functions during newcomers' socialization 

process. 

Informational network offers three types of information (i.e., organization, job, and 

role information), which facilitate ncwcomcrs' acquisition of knowledge about 

organization, task mastery, and role clarity. As a result, newcomers' acquisition of 

network-provided information will reduce newcomers' uncertainty. On the other 

hand，friendship networks provide newcomcrs social support, a sense of identity, and 

a sense of belonging (Brass，1995; Podolny & Baron，1997), which enhance the 

newcomers' commitment to the group and then accelerate their social integration into 

their work settings. Yet, given that Morrison (2002)’s objective was to examine the 

relationship between the structure of friendship networks and newcomers' perception 

of social integration, the theoretical argument (i.e., social support and a sense of 

identity and belonging provided by friendship networks) was not directly tested, 

leaving a void to be addressed in the future. 

2.2.4 Self-efficacy 

In socialization literature, self-efficacy theory is employed as a perspective to 

highlight the role that individuals' self-ability beliefs play in the socialization process. 

Self-efficacy, a key element in Bandura (1977, 1978)'s social-learning theory, refers 
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to a person's belief in his or her own ability lo perform a specific task. Researchers 

in the field of socialization propose a similar argument and advance the position that 

ncwcomers who have high self-efficacy could better master relative skills and 

knowledge，thereby resulting in better adaptation. Jones' (1986) study illustrates the 

effect of self-elTicacy on newcomers' adaption. Jones concludes that self-efficacy is 

a moderator in the relationship between organizational socialization tactics and 

newcomers' adjustments and so thai sclf-efficacy can set a boundary for previous 

findings. However, the complex role of self-efTicacy in socialization leaves some 

specific questions for further discussion. For example, it is possible to build up an 

argument that runs counter to Jones (1986),s—if a newcomer's self-efficacy is high, 

he or she may form a stronger belief in previous personal experiences，and this 

increased strength makes the newcomer more dilTicult to change. Furthermore, 

Jones' (1986) study proposes only the roles that newcomers' original self-efficacy 

plays in socialization: still a blank in the literature are both whether or not 

newcomers' self-efficacy can develop during socialization processes and what the 

consequcnccs of these changes are.. 

2.2.5 Proactivity as the dispositional factor 

‘Proactivity’ refers to a tendency to be more proactive, lo behave more confidently, to 

work actively to control one's environment, and to seek out information (Grant, 2000). 

Chan and Schmitt (2000)，s study, which incorporates proactive personality in 

socialization processes，finds that among new doctoral students, there is a positive 

relationship between proactivity and task mastery, role clarity, and social integration. 

Kammcryer-Mueller and Wanberg (2003)'s four-wave longitudinal study of 

newcomers in seven organizations finds that newcomers proactive personality is 

positively related to higher levels of positive adjustment outcomes, including 

increased task mastery, group integration, and political knowledge. 

In terms of the content of proactive behaviors, information seeking is one of the 

widely examined proactive behaviors. According to research, if newcomers find that 

they do not have sufficient information to properly behave as organization members, 

they may seek out information to resolve this discrepancy (Miller & Jablin, 1991). 

Moreover, researchers have demonstrated that newcomers can initiate some activities 
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through which the ncwcomers can successfully integrate themselves into a new 

organizational contcxl (e.g., Bauer & Green, 1994; Ash ford & Black, 1996; Ashforth 

& Saks，2000; Morrison, 1993a, 1993b; Wanberg & Kammeyer-Mueller，2000). 

Touching on topics outside information-seeking behavior, Ash ford and Black (1996) 

categorize proactive behaviors as seven dimensions: information seeking, feedback 

seeking, job-change negotiating (i.e., trying to modify one's tasks and others' 

expectations), positive framing (i.e., attempting to see things in an optimistic way), 

general socializing (i.e., participating in social events), building a relationship with 

one's boss, and networking. These proactive behaviors either play the role of a 

direct antecedent of adaptation (e.g.. Ash ford & Black, 1996) or moderate the 

relationship between organizational socialization tactics and person-organization fit 

(e.g., Kim, Cable, & Kim，2005). 

Some researchers consider proactive behaviors to be manifestations of a latent 

dispositional factor, “Proactivity.” Grouping these individual behaviors together and 

labeling the group "proactivity" may facilitate efforts to understand the phenomenon. 

However, researchers have not theoretically clarified the nature of the construct. 

Likewise, most research have not clearly defined whether the construct is a type of 

personality or a behavioral intention. Furthermore, conceptually，there is no 

consistent theory on the basis of which researchers have developed the 

multidimensional construct of proactivity. ' information seeking" and "feedback 

seeking" are about information acquisition. "Job-change negotiating" represents 

Bell and Staw (1989)'s behavior control, which refers to control over one's inputs in 

the work proccss. “Positive framing” is traced back to the sense-making perspective, 

and ‘‘building a relationship" is about developing networks (information networks or 

friendship networks). Empirically, the correlations among dimensions arc not clear, 

ranging from zero to moderate correlation (e.g.. Ash ford & Black，1996). The 

relationships between the dimensions and the outcome variables arc inconsistent. 

For example, Ashford and Black (1996),s empirical study found thai among types of 

newcomers' proactive activities, only "positive framing" affects satisfaction and 

performance. 

In sum, despite its limits, the study of proactive behaviors has been investigating 

individuals, factors in socialization effectiveness. The main arguments that serve to 
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explain the function of such personality characteristics rest on uncertainty reduction 

by learning and the sense-making perspective. Proactive ncwcomcrs more actively 

solve discrepancies between the information that organizations offer and the 

information sufficient to newcomers' needs; these ncwcomcrs also cope with stress by 

practicing self-management activities and by making sense of the reality of a shock. 

2.2.6 Summary of IJR T uncertainty-reduction theory 

Theoretically, URT has greatly advanced our understanding of the socialization. 

Practically, URT implies the importance of helping newcomers to acquire more 

information via various communication channels, such as formal training or social 

interactions that occur with superiors and peers and that can reduce the degree of 

uncertainty and can positively affect adaptation outcomes (Saks & Ashforth, 1997a). 

The theory also implies the importance of newcomers' proactive learning. However, 

socialization studies from the URT perspective suffer from two weaknesses. First, 

only a few such studies directly measure reduced uncertainty. For example，Saks 

and Ashforth (1997) found that information acquisition (operationalizcd by the 

frequency of newcomers' feedback and observation) mediates the relationship 

between socialization tactics and outcomes. Ostroff and Kozlowksi (1992) 

examined the function of six information sources in newcomers’ acquisition of 

information in four contcnt domains (task, role, group，and organization). Chao et al. 

(1994) developed six domains of necessary socialization areas and found that they 

were correlated to newcomers' career outcomes. 

Second, the prcvalcncc of URT in understanding socialization processes leaves 

another important part of socialization—adaptation processes—unexamined for a long 

lime. Anchored in the assumption that an expansion of information will definitely 

alleviate newcomers' feelings of uncertainty, URT emphasizes the importance of 

knowledge and information acquisition. However, socialization is a proccss that 

consists of individual change in behavior, cognition, value, and allitude. Having 

more information to make a prediction does not necessarily lead to better 

compatibility between individual characteristics and the environment. In passing, it 

is worth noting thai the cognitive-adaptation approach is another perspective that 

socialization literature employs to fill this void. 
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2.3 Cognitive-adaptation approach 

Different from uncertainly reduction by learning, which emphasizes objective 

increases in knowledge and information, the cognitive-adaptation approach focuses on 

the role of changes in ncwcomers' subjective cognition. 

Rcscarchers who adopt the cognitive approach hold that newcomcrs need to deal with 

change in all aspects at work, which take placc during the shift from old experiences 

to new experiences. A typical example was Louis (1980)，s summary of the key 

features of newcomcrs’ entry experience: change, contrast, and surprise. These 

three aspects characterize the main types of newcomers' early experience in 

organization. Louis (1980) defines change as the objective differences between a 

new setting and an old selling. The number of elements that are different in the new 

setting compared with the previous one determines the changes thai newcomers have 

to cope with. Changes are always publicly noted and observable. The second 

feature of the entry experience is contrast, which refers to new perceptions that run 

counter to one's background of previous experiences. Different from change, 

contrast is personal and subjective more than it is public and notable, and most of the 

time, it is not knowable in advance. Finally，surprise represents a difference 

between an individuaPs anticipations and subsequent experiences in the new setting. 

Louis (1980) suggests that in order to cope with these situations, newcomers will 

make certain attributions, take necessary behavioral responses, update their 

understanding of the new settings, and revise their predictions about future 

experiences and other anticipations. In contrast to the socialization-content approach, 

Louis (1980) draws our attention to newcomers' cognitive adaptation. This 

insightful idea raises a very important question: how would newcomers deal with the 

changes between an old experience and a new experience? Louis (1980) tried to use 

the sense-making process to answer this question. 

The sense-making process 

The sense-making process explains newcomers' socialization processes as a series of 

attempts to understand the surprises that the newcomers encounter during 

socialization (Louis, 1980). According to Louis (1980)，the sense-making coping 

strategy starts from the failure of newcomers' previous cognition map, which is called 
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“scripts.” Scripts provide the individual with predictions of event sequences and 

outcomes. However, when predicted outcomes do not occur, the individual's 

cognitive consistency is threatened (Fcslinger, 1957; Abelson et al., 1968). Louis 

(1980) suggests that the discrepancy between predicted and actual outcomes, or that 

between anticipations and experience, produces a state of tension. Such a tension 

drives the individual to return to equilibrium. Newcomers in an organization are a 

typical group of people who have to experience kinds of differences between their old 

cxpericnccs and those that arise in new settings. When newcomers，scripts do not 

work in the new situation, they tend to develop explanations for why the actual 

outcomes occur and why the predicted outcomes do not. The retrospective 

explanations help to relieve tension stales by restoring equilibrium in a new form. 

The particular thinking process through which retrospective explanations are 

produced is called "sense making," and the explanatory products of sense making are 

labeled ‘‘accounts’’ (Scott & Lyman，1968) or "attributions" (Ross, 1977). Accounts 

and attributions provide reasons for outcomes and discrepancies (Scott & Lyman, 

1968’ p. 46). Louis (1980) developed a model to conceptualize this process and to 

illustrate the main inputs that newcomers need to conduct sense making. 

When used to shed light on，the sense-making perspective implies that ncwcomcrs 

may develop many different accounts and attributions for their new experience in 

socialization, which may consequently lead to quite different responsive behaviors or 

altitudes. Despite the insights into socialization, empirically, almost no study 

operationalizes the concepts and empirically examines Louis (1980)’s conceptual 

model. Among the reccnt studies on this topic, the sense-making perspective is 

mentioned only as a dimension of proactive behavior (i.e.，positive framing) in 

newcomers' proactivily study (e.g., Ashford & Black, 1996; Chan & Schmilt, 2000; 

Kim, Cable, & Kim, 2005; Ashforth, Sluss, & Saks, 2 0 0 7 ) .八 possible reason is that 

the constructs in Louis' (1980) paper are still lacking a more sound theorization and 

opcrationalizalion. Even with these limitations, the sense-making perspective 

provides socialization literature another important research direction: understanding 

newcomers' internal changcs and adaptations during the process. As Saks and 

Ashforth (1997a) suggested, the approach of cognitive processes is obviously lacking 

in socialization research, and the potential of this perspective is vast. To echo Saks 

and Ashforth (1997a)，s call, 1 should note that this dissertation reflects my attempt to 
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extend the understanding of socialization in this direction. 

2.4 Outcomes of newcomer socialization ^ 

At the heart of organizational socialization is ncwcomers' adjustment，which includes 

knowledge, confidence, and motivation for performing a work role, and commitment 

to the organization and its goals (Ashford & Taylor, 1990; llulin, 1991; Nicholson, 

1984). In order to evaluate ihe quality of socialization processes, researchers have 

used a number ol outcomc variables as criterion variables in previous research. 

Researchers catcgorize these outcomc variables into proximal outcomes, which arc 

more proximal to the process of adjustment, and distal outcomes, which arc more 

global indicators of newcomer adjustment (e.g., Saks & Ashforth, 1997; Kammeyer-

Mueller & Wanbcrg，2003). In this scction, I will summarize the main outcomc 

variables that researchers in this field have used to evaluate the socialization process. 

2.4.1 Proximal adjustment outcomes 

Kammeryer-Mueller and Wanberg (2003) summarize four primary, salient proximal 

outcomes that have appeared in previous literature (e.g., Bauer & Green, 1998; Fisher, 

1986; Morrison, 1993b, 2002; OstrofT& Kozlowski，1992; Van Maanen & Schein， 

1979). They are task mastery, role clarity, group integration, and political 

knowledge. Task Mastery is learning how to perform a job, including acquiring the 

necessary knowledge and skills that ncwcomers need to complete expccted task 

behaviors. Role Clarification is the elucidation of newcomers' roles in the 

organization, which includes one's job purpose in the broader organization and the 

knowledge of performing appropriate behaviors to meet the job purposes. Group 

integration relates to newcomcrs' perception of approval from coworkers and of 

inclusion in a group, the two of which can be sources of social support and assistance. 

Political knowledge involves the intbirnal networks of power and interpersonal 

relationships in an organization. 

A review of these proximal outcomes shows that they are very similar to the 

dimensions of uncertainty content as well as to the socialization content discusscd at 

the beginning of this section’ (e.g., Chao, O'Leary-Kelly, Wolf, Klein, & Gardner, 

1994). In other words，researchers use the proximal outcomes to evaluate how well 
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a newconicr has acquired necessary information and knowledge. 

2.4.2 Distal adjustment outcomes 

The distal oulconics examined in previous rcscarch include atlitudinal outcomes (e.g., 

job satisfaction, organizational commitment)，performance outcomc (e.g., task 

performance), and behavioral reactions to the workplace (e.g., work withdrawal and 

turnover). These distal outcomes are believed to be affected by more proximal 

adjusting outcomes such as learning and social integration during socialization 

processes. Most ol these outcomes result from the mcchanism of uncertainly 

reduction by learning. If we would like to examine the adaptation pari of 

socialization processes, we may need to fiirthcr discuss whether these are the most 

relevant oulcomcs with which to reflect the mechanisms. 

2.5 Chapter summary and research gap in previous literature 

In the introductory chapter, 1 have proposed two general questions: What happens 

during ncwcomcrs' early experiences? And how do newcomers develop into effective 

organizational members? Previous literature on socialization shows that researchers 

use different ways to describe newcomers' early experiences, and these descriptions 

lead to dUTerent perspectives for examining various socialization processes. In this 

chaptcr, 1 have summarized two main perspectives (i.e., uncertainty reduction by 

learning and the cognitive-adaptation perspective) used as explanations of 

ncwcomers，socialization processes, as well as the widely studied constructs under 

these perspectives. Finally, I have reviewed the proximal and distal outcomes in 

socialization literature, and have proposed that many of us in this research field may 

need to address a greater number of outcomes having greater relevancy if we are to 

compare the roles of multiple mechanisms rigorously. 

The literature review in this chapter has identified some research gaps that merit 

attention. The gaps have resulted from the following limitations. First, uncertainty 

reduction by learning emphasizes acquisition of information; however, not all 

information is effectively assimilated into the newcomers' cognition framework. 

Previous researchers have asserted that once newcomcrs master task skills, role 

definitions, work-group norms’ and political knowledge, as well as access information 
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that sheds light on a given organization's history and culture, the uncertainty will 

undergo a reduction. Empirically, previous research supports the proposition that 

there are associations between newcomers' socialization-related learning and belter 

adaptation outcomes (Chao cl al., 1994b; Bauer el al., 1998). As a result, the Icamt 

socialization content winds up at the heart of most organizational socialization models. 

However, this description may not be the whole story lo explain the changes that 

individuals undergo during the process of early socialization. The main reason is 

that knowledge acquisition is not equal to acccptance and assimilation. Socialization 

is a proccss consisting of individual changcs in behavior, cognition, value, and 

attitude. I laving more information with which to make predictions docs not 

necessarily lead to better compatibility between individual characteristics and a given 

environment. 

Second, a related question is whether any new mechanism other than uncertainty 

reduction by learning could explain the adaptation processes of socialization 

outcomes. Is it the case that multiple socialization mechanisms might coexist during 

the newcomcr-adaptation period? What are the different roles of cach mechanism in 

predicting outcomes? Multiple mcchanisms may be manifested in multiple 

outcomes. Previous studies seldom distinguish their effects on different outcomes. 

Regarding the answers to the questions above, our knowledge is scarce. 

Kammeycr-Mueller and Wanberg (2003)'s study may be the only one thai explores a 

similar question, although what they compared has several aspects of socialization 

contcnt rather than several mcchanisms. 

To close the research gaps, in the next chapter, I develop a theoretical model, 

anchored in a new theoretical perspective distinct from but comparable with the 

previous perspective. 
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CHAPTKR3 

THEORY DF.VKLOPMENT AND HYPOTHESES 

In Chapter 2，I have discussed the limitations of currcnl literature on socialization in 

the work place. Prior studies placed a significant emphasis on learning but 

overlooked the role of adaptation, and paid little attention to the task of comparing 

different mechanisms simultaneously. To fill in these gaps, I will look at adaptation 

processes from an individual-control perspective. In this chapter, drawing on the 

control perspective, I propose a multiplc-mechanism model to explain the 

newcomer-adaptation aspcct of socialization processes. In addition, I explore the 

possible antecedents of cach mechanism. On the basis of a conceptual framework, I 

propose thirteen sets of hypotheses. In the following section, I will start with the 

basic assumptions of my theoretical arguments. 

3.1 Assumptions and limitations of existing perspectives 

When we look at newcomer phenomena through the existing perspectives in 

socialization literature, we may find that some questions such as adaptation processes 

have received no or only scant attention. Van Maanen and Schein (1979) define 

organizational socialization as the process by which an individual acquires the 

attitudes, behaviors, and knowledge she or he needs to participate as an organizational 

member. While knowledge acquisition has been widely discussed, behavioral 

acquisition and attitudinal acquisition remain two important topics scarcely touched 

on. An important reason for this omission is an old assumption held in previous 

uncertainty-reduction perspectives—more information will decrease uncertainty and 

lead to better adaptation outcomes, and knowledge acquisition will lead to attitudinal 

and behavioral acquisition. This assumption is vulnerable, bccause newcomers enter 

the organization with difierent experiences, cognition, personality, and expectations. 

It is obvious that some new information may create discrepancies when individuals 

comparc it against their previous cognitive reference systems. A direct result is that 

newcomers might not be able to assimilate effectively or efficiently all of the new 

information with which they would have to deal. The literature has referred to this 

phenomenon variously as reality shock (Hughes, 1958) or surprise (Louis, 1980). 
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In the current study, 1 assume thai information can fall into one of two categories 

according lo the information's compatibility with newcomers' previous cognitive 

framework. The first type is compatible information, which refers to information 

that is consistent with a newcomer's values, goals, beliefs, previous experiences, and 

expectations. The sccond type is incompatible information, which refers to 

information that contradicts a newcomcr's values, goals, beliefs, previous experiences, 

and topped expectations. According to dissonance theory (Festinger, 1957), 

individuals have a motivational drive to reduce incompatible information to the 

minimum level by means such as changing one's own attitudes, beliefs, and behaviors 

or justifying and rationalizing them. For the ncwcomers, they sometimes modify 

their behaviors, or perhaps give up some goals and preferred modes of actions. 

During this process, individuals leam the appropriate behaviors and form their attitude 

toward work and organization. Therefore, both increases in compatible information 

and decreases in incompatible information should be important for individuals' 

adaptation. Unfortunately, socialization literature that focuses on 

information-acquisition processes may tell only half the story of socialization 

processes. 

The second reason for the omission in the literature is the insufficient attention that 

researchers pay to the special needs and motivations of newcomers under a stressful 

circumstancc. Facing a new environment, newcomcrs have two basic needs that 

emerge into the forefront—a need for certainly and a need for control. A lack of 

certainty, control, or both is a signal that individuals' other basic needs might be at 

risk. While prior socialization theories emphasize uncertainty reduction, the 

literature's discussion regarding individuals' efforts to regain control is insufficient. 

Sense of certainty is an individuars perception that he or she possesses sufficient 

information to understand the environment. Sense of control is a psychological 

construct reflecting an individuars beliefs，at a given point in time, in his or her 

ability to effect a change on the environment toward a desired direction (Greenberger 

& Strasser, 1986). In order to effectively interact with the environment, individuals 

need to first understand the environment’ know the possible responses to kinds of 

situations, and have a channel for receiving consequential feedback from the 

environment. This process increases individuals' sense of certainty. But acquiring 

the above information is not the end of the story. Newcomers also need to make sure 
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that they can craft proper responses that later on garner the newcomers favorable 

feedback from the e n v i r o n m e n t a back-and-forth process through which incjividuals 

regain their individual sense of control. Bell and Staw (1989) have proposed thai 

achieving certainly gives individuals a degree of control (as compared with ‘ 

uncertainty) but that higher levels of control are attained only when individuals 

believe that they have gained control over the behaviors demanded of them and over 

their ciTorts and outcomes in their settings. Personal pcrccived control is important 

for individuals becausc it can satisfy a basic need to feel competent and masterful (cf. 

Perlmutcr & Monty, 1977; White, 1959). In contrast, lacking control is an unsettling 

and avcrsivc state, activating individuals, fear response (Whalcn, 1998). For 

newcomers，successfully dealing with incompatible information typically leads to a 

personal sense of control, because it means thai they have been able to take some 

action and to adapt successfully to the new environment. 

In brief, like all individuals who are in new situations, newcomers to an organization 

arc first motivated to undertake a variety of strategies aimed at regaining a sense of 

certainty and control, all in the scrvicc of promoting succcssful job performance and 

of creating a compatible situation that gives them more satisfaction (Greenberger & 

Strasser, 1986; Katz, 1985). During this process, newcomers need to acquire 

information and deal with incompatible information. In order to explain how 

ncwcomcrs adapt to a new environment through their efforts to deal with 

incompatible information and then to establish a sense of control, I will first briefly 

introduce the control perspective, as well as its applicability lo newcomer contexts. 

3.2 The control perspective 

3.2.1 Traditional control theory 

Cybernetic or control theory is a general approach to understanding self-regulating 

systems that died responses to environmental disturbances. Researchers have drawn 

on this approach in relation to many different situations, from describing the way an 

organization controls the behavior of its members (e.g., Lawlcr, 1976) to simulating 

the regulation of various physiological processes (e.g.. Van Sommers, 1974). 

Although its central ideas were propounded decades ago (see, for example. Cannon's 

1929，1932, discussion of homcostatic physiological mechanisms), its formal birth is 
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usually traced to the publication of Wiener's (1948) book. Cybernetics: Control and 

communication in the animal and the machine. The original core idea of control 

theory could be simply summarized as a “feedback loop.” The individual first 

pcrceives—~or，more specifically’ senses—the present conditions in a new 

environment. The individual then compares that perception against a 

point-of-rcfcrence value. If the individual perceives a discrepancy between the 

present state and the reference value, the individual will likely perform a behavior, the 

goal of which is to reduce the discrepancy. Rather than directly diminish the 

discrepancy, the behavior diminishes the discrepancy by affecting the environment. 

Such an effect creates a change in feedback from the given environment, leading to a 

difTerent perception, which in turn that newcomcr compares anew with the reference 

value. ITiis arrangement thus constitutes a closed loop of control, the overall 

purpose of which is to minimize deviations from the standard of comparison. 

Later, researchers extended control theory by proposing that individuals have different 

strategies to deal with discrepancies between environment-based information and the 

individual's internal referent standard (Powers, 1973; Campion & Lord, 1982). An 

individual who senses a discrepancy will, depending on the characteristics of the 

individual and the situation, make a decision as to whether he or she should try to 

modify the environment via performance of some behaviors, or whether the referent 

itself should change. Either way, the result is to maintain congruence between the 

environmental feedback and the desired referent standard. 

Because of its simple and compelling core ideas, control theory, has had a major 

impact on diverse areas such as engineering (e.g., Dransfield, 1968; Ogata, 1970), 

applied mathematics (e.g., Berkovitz, 1974; Davis, 19771), economics (e.g.’ 

Balakrishnan, 1973; Pindyck, 1973), medicine (e.g., Guylon, 1976), and work-based 

motivation (e.g.，Klein, 1989). However, this breadth of application has led to the 

charge that the theory is too ubiquitous, leading to a detrimental lack of precision and 

falsifiability. 

Thus，those more precise conceptual frameworks that describe a specific section of a 

much broader system would facilitate the rigorous application of control theory. 

Primary control and secondary control are two such examples of this narrowed focus. 

These complementary ideas were developed by psychologists and offer researchers a 
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useful framework for uncovering important implications concerning newcomers' 

adaptation phenomena. 

3.2.2 Primary control vs. secondary control 

As we mentioned above, when individuals sense a discrepancy between their own 

referent standards and the environmental information, they will decide whether to 

modify the environment via some behaviors or to change their own referent standards. 

About thirty years ago, three psychology researchers (Rothbaum, Weisz, & Snyder, 

1982) proposed two constructs—“primary control and secondary control”一to 

describe two strategies that individuals might employ in addressing such conflicts and 

discrepancies. The researchers' original definitions of these constructs are useful to 

consider. Primary control refers to traditional control, which the three psychology 

researchers defined as a strategy for ' changing the world so that it fits the se l f s need" 

(Rothbaum et al.’ 1982, p. 8)，or more specifically defined as a strategy where there is 

a “self as agent, the self's actions or behaviors as the means, and an effected change in 

the social or physical environment as the outcome" (Skinner, 1996，p. 558). The aim 

of primary control is to change or affect the external world so that it accommodates 

the seirs needs or interests. In contrast, secondary control is defined as “adapting to 

the world” (Rothbaum et al., 1982, p. 8). The secondary control efforts are directed 

inward to align the self with existing circumstances. 

Primary control has been widely discussed in the traditional literature on control. 

The purpose of primary control is to decrease the discrepancy (i.e., incompatible 

information) between individual referent standards and an environment through 

effects on the environment, hence changing the feedback information. An 

individuaPs possession of primary control increases the individual's sense of control 

through a "true" experience of control’ namely, through an experience that leaches an 

important lesson: the individual has influenced and can influence the environment. 

Individuals intentionally strive to transform their environment into one that is more 

compatible with the individuals' goals. Such experiences arc sometimes referred to 

as feelings of efficacy (White, 1959) or an experience of mastery (Hartcr, 1978). 

Most of the proactive behaviors discussed in socialization literature belong lo this 

category. 
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Secondary control is another type of response to the discrepancy between a slate 

desired by an individual and the environmental situation. Rothbaum el Al. (1982) 

analyzed the previous literature on control, and suggested that people do not always 

regain a sense of control through predicting, influencing, and controlling their social 

and physical environments (i.e., primary control); people sometimes flexibly adjust 

themselves to fit in with existing realities. In the control theories predating the 

1980s, almost all researchers in the field linked each adjustment behavior and 

submission behavior to uncontrollability (e.g., Abramson，Seligman, & Teasdale, 1978; 

Seligman, 1975). This link implies thai individuals who perceive themselves to be 

helpless in a given situation are more likely to manifest inward behaviors such as 

passivity, withdrawal, compliance, conformity, and depression than are individuals 

who perceive themselves to be moderately in control of the situation (for reviews, see 

Lefcourt, 1976, 1980; Phares, 1976; Rothbaum, Wolfer，& Visintainer, 1979). 

However, Rothbaum cl al. (1982) found that sometimes these behaviors might stem 

from individuals' positive efforts to sustain perceptions of control and compatibility. 

For example, individuals may adjust expectations to prevent disappointment, align 

with powerful others, and derive meaning from a frustrating situation. Rothbaum et 

al. (1982) propose the term “secondary control” to describe this kind of strategy. 

Since this construct first surfaced, many studies have been conducted on secondary 

control (e.g., Seginer, TrommsdorfF, & Essau, 1993; Wrosch ct al., 2000), and these 

studies have employed diverse samples, especially samples of people who face stress 

or frustrations, such as parents of high-risk infants (Afflect, l ennen, & Gershman, 

1985), older adults (Bailis Chipperfield, & Perry, 2005), people with Parkinson's 

disease (McQuillen el al., 2003), pregnant women (Morling et al., 2003), homesick 

children (Thurber & Weisz, 1997)，and middle-aged adults (Thompson et al., 1998). 

The results of these studies have consistently supported the positive function of 

secondary control strategy in stressful situations. 

Because newcomers in organizations also face a stressful circumstance of low control, 

the above strategies in control literature should strengthen our understanding of 

newcomers' socialization processes. 
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3.3 New constructs and their definitions 

3.3.1 Definitions 

In order to conceptualize newcomers' control strategies, I follow Rothbaum et al. 

(1982)'s original definitions and slightly adapt them so that they rc fleet, with 

sufTicient clarity, the core of control theory. In my study, I define newcomers ’ 

secondary control (NSC) as a strategy that newcomers try lo cognitively adjust their 

own referent criteria in order to decrease discrepancy between these criteria and the 

organizational environment. In contrast, I define newcomers 'primary control (NPC) 

as a strategy that newcomers actively engage their environment in order to elevate the 

levels of their received favorable feedback, an outcome that would appear to decrease 

discrepancy between the newcomers' referent criteria and the organization situation at 

hand. There are several points in these definitions 1 would like lo note. 

First, my definitions of NPC and NSC concern individuals' response strategies, both 

of which function to reduce discrepancy between the self and an environment. What 

differentiates them from each other is that primary control is behavioral strategy 

functioning to affect an environment whereas secondary control is cognitive strategy 

functioning to change a se l fs referent values. “To affect an environment" means 

making influence on the environment, which in turn offers the individual favorable 

feedback. The environment itself may or may not be changed during the process. 

“To change a self's referent values" means a shift of the personal referent value to a 

different level or nature. The differences between Rothbaum et al. (1982)’s original 

definitions and my new definitions are also noteworthy. The original definition of 

'primary control' emphasizes efforts to change environments, while I define 'primary 

control' in terms of efforts to affect environments for the purpose of changing the 

feedback information received by the agent in question. In my definition, the 

acquisition of greater levels of favorable feedback is the eventual purpose of primary 

control. Moreover, the original definition of ‘secondary control' mentions only that 

the individual will adjust the self: the definition does not specify what is to be 

adjusted. My definition of 'newcomers' secondary control' identifies that its purpose 

lies in adjustments to one's internal referent standards. 

Second, environment, referent criteria, and environmental feedback are three 
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important concepts thai 1 use to define NPC and NSC. Organizational environment 

consists of an aggregation of organizational elements with which employees need to 

interact at work. For example, this type of environment may include such elements 

as organizational vision，values, goals, practice, policies, job descriptions, supervisors, 

and other colleagues. Referent criteria are standards against which one can assess 

environmental feedback. For organizational members, these referent criteria are 

goals thai Ihcy are trying to achicve or maintain. A goal can derive from 

organizational members' background and can center on, for example, the salary or the 

emotional benefits that the organizational members are pursuing. In other cases，a 

goal can derive from an organization's demands, which organizational members 

encounter during their explorations there and which address, for example, the content 

and the quality of the members' task performance and contextual performance. 

Environment feedback is used as a general term here. It represents all forms of 

environment-based information that newcomers use to assess environmental situations, 

which the newcomers can also assess on the basis of personal referent criteria. 

3.3.2 Dimensionality of NPC and NSC 

Researchers have defined and used newcomcrs’ primary-control and 

secondary-control strategies as two latent constructs manifested by broad 

constellations of actions (e.g., Rothbaum et al.，1986; Wrosch, Heckhausen, & 

Lachman，2000; Hall，2008). In my study, I follow Rothbaum ct al. (1986),s 

four-dimensional measure to define the dimensions of NPC and NSC. Rothbaum et 

al. (1986)，s four dimensions—predictive control, illusory control, vicarious control, 

and interpretive control一well represent the manifestations of primary-control and 

sccondary-conlrol strategies under four different attributions. Below, I explain each 

of them in the conlcxt of newcomers. 

Predictive control. Newcomers sometimes attribute their frustration or an 

unpleasant situation to their own limited efforts or abilities. In this case, primary 

predictive control refers to situations where the newcomers use available resources 

not only to compensate for their perceived limited efforts or abilities but in turn to 

meet expected outcomes and to eliminate frustrations, as well. In the ease of 

secondary predictive control’ newcomers withhold expected active behaviors and 

29 



attempt to lower outcome-related expectations in order to promote a result consistent 

with the newcomers' limited abilities (as perceived by the newcomers themselves). 

For example, facing a new task during socialization, newcomers high in primary 

control may leam and practice as much as possible, consult experienced employees, 

and seek out other types of support until they are reasonably sure of succcss. In 

contrast, ncwcomers high in secondary control may avoid proactive efforts and may 

try to lower other individuals' expectations about outcomes according to the 

newcomers' currcnl abilities (as pcrccivcd by the newcomers themselves). 

Illusory control. Newcomers sometimes attribute frustration or an unpleasant 

situation to illusory factors such as chance. In this case, if newcomers attempt to 

influence apparently chance-delcrmincd outcomes through superstitious behaviors, 

they are practicing a primary illusory control strategy. Newcomers are practicing a 

secondary illusory control strategy if they attempt to adjust their cognition according 

to, for example, the proposition that people cannot influence chancc, the proposition 

that chance is a property of an individual or an organization, or the proposition that 

chancc is generally fair for everyone. Some points in case would involve 

newcomers who are assigned to perform a task that they dislike, to work with a 

supervisor whom they dislike, or to work at a job site that is far from home. 

Newcomers practicing a primary illusory control strategy may try to change the “bad 

luck" through some superstitious behaviors, whereas newcomers practicing a 

secondary illusory control strategy may just adjust their cognition and their 

expectation regarding their own luck. 

Vicarious control. Newcomers sometimes altribute the determinant of an event to 

powerful others. “Powerful，，here refers to other parties' ability to dominate 

resources and to influence others; indeed, the term can refer to any influential 

characteristics, such as vision, goal, value, and behavior. In this case, newcomcrs 

are practicing primary vicarious control if they, in seeking to share in powerful others' 

strengths or to affect related events, attempt to influence or to manipulate the 

powerful others, to initiate a relationship with them, or to imitate their power or ability. 

Secondary vicarious control refers to a type of situation where newcomcrs attempt to 

adjust their own opinions’ values, and goals to decrease the discrepancy between 

powerful others and the self, as well as where newcomers identify with the powerful 
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others, submerge the self in a sense of self, and psychologically share attractive goals, 

visions, achievements, and values with the powerful others. For example, a 

newcomer may not like the types of interaction that characterize his or her 

relationship with a supervisor, leading to an early sense of frustration on the part of 

the newcomcr .八 newcomer who adopts a pronouncedly primary control strategy 

may harness some “influence tactics" to change the type of interaction preferred by 

the supervisor. If he or she adopts a set of practices akin to secondary control 

strategy, the newcomer may adjust his or her cognition about the "should be” type of 

supervisor-subordinate interaction and may even find advantages in embracing that 

type of interaction. 

Interpretive control Sometimes, newcomers in an organization find that a new 

frustrating situation is too obscure both to be attributable to any known factors and to 

stand in comparison with any referent standard. In this regard, primary interpretive 

control concerns ncwcomcrs who allcmpt to uncover the environmental or situational 

reasons for these problems so that the newcomers would be able to solve or otherwise 

master the problems in the future. Newcomers allempting to derive a positive 

understanding of a problem from their internal cognition so as to comprehend the 

problem fully are involved in secondary interpretive control. 

In sum, two distinct global strategies—primary control and secondary control—are 

latent constructs, which arc respectively manifested in four specific dimensional 

strategies (i.e., predictive control, illusory control, vicarious control, and interpretive 

control). From the above four dimensions，we can more clearly see the similarities 

and the differences between primary control and secondary control. The common 

goal of these two strategies is to decrease the discrepancy between individual 

standards and environmental situations. However, primary control is a behavioral 

strategy whose focus is exerting influence on an environment in order to elicit 

superior feedback; secondary control is a cognitive strategy whose focus is on 

adjusting one's own internal referent standards. Primary control is outward 

adjustment, and secondary control is inward adjustment. In light of these different 

mechanisms and the special environments that ncwcomcrs face, the effects of primary 

and secondary control on socialization outcomes are obviously distinguishable. I 

will discuss their effects in detail in the next section. As both of the mechanisms are 
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latent factor constructs, my discussion will emphasize the construct level rather than 

extend into the dimensional level. 

3.4 Outcomes of control mcchanisms 

3.4.1 Outcomes included in the current study 

As reviewed in Chapter 2, the most widely used outcomes to evaluate socialization 

processes include proximal outcomes such as task mastery, role clarification, group 

integration, and political knowledge, as well as distal outcomes such as job 

satisfaction, organizational commitment, task performance, and turnover intention. 

And as 1 discussed, the proximal outcomes are very similar to the dimensions of 

socialization content (e.g., Chao, O'Leary-Kelly, Wolf, Klein, & Gardner, 1994). 

They are sometimes used as direct evaluations of how well newcomers have acquired 

information that they are supposed to leam. The distal outcomes arc those variables 

that may be influenced by complicated factors. 

In my study, four forms of person-organization fit (P-O fit) are used as proximal 

outcomes of control mechanisms. I will discuss the reasons for using P-O fit 

immediately following this section. Performance and turnover intention serve as 

distal criteria for assessing various socialization processes from the view of 

organizations' concern. Prior studies have widely used these criteria as outcome 

variables of the socialization-learning perspective; therefore, one possible line of 

research would be lo identify whether the new proposed mechanisms have additional 

power in explaining these two important outcomes. Finally, stress is also used as an 

outcome variable to evaluate socialization proccss. A new situation brings each 

newcomer a different degree of stress. A critical obstacle for newcomers' further 

socialization in an organization occurs when the newcomers experience adaptation 

stress resulting from the conflicts between individuals and the organization. 

Whether or not the adaptation stress would be relieved is an important criterion by 

which to evaluate newcomers' psychological health during socialization processes. 

Many people who feel that they have little hope of reducing uncertainty or reasserting 

control will experience a deterioration of their adaptation stress and are much more 

likely to develop feelings of helplessness and depression than are people who still 

have hope in this regard (Janis & Mann, 1977; Wortman & Dintzer, 1978). If their 
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job stress does not reach moderate levels, newcomers in a workplace would lack 

motivation (McGrath, 1976). So in addition to P-O fit, I includc performance, 

turnover intention, and job stress as distal outcome variables lo^asscss the 

conscqucnces of control mechanisms. 

3.4.2 P-() fit as a result of newcomers' dealing with incompatible information 

P-O fit refers to the compatibility between people and organizations (Bowcn, Ledford, 

& Nathan, 1991 ； Kristof, 1996; Schneider, 1987). Among the terms relevant to my 

study, 'pcrlccl-fit perception' means that incompatible information is either 

non-existent or squclchcd, insofar as people who have perfect-fit perception will 

process and diminish any incompatible information that appears in their sights. 

Although job applicants' and interviewers' decisions help inculcate P-O fit during 

organization entry, P-O fit is also able to evolve through socialization (Cable & 

Parsons, 2001). Transforming incompatible information into compatible information 

could improve P-O fit perception. Thus，P-O fit is obviously a good criterion for 

assessing the function of control mechanisms in socialization. 

Researchers find that P-O fit perception consists of several different aspects, all of 

which are transformable during socialization. Kristof (1996) conceptualizes P-O fit 

as two approaches: supplementary fit (measured by values congruencc and personality 

congrucnce) and need-supply fit (measured by work-environment congrucnce). 

Piascntin and Chapman (2006) identify four common definitions of P-O fit: (1) 

supplementary fit, where an individual possesses characteristics that are similar to 

existing organizational characteristics; (2) complementary fit, where an individual 

fills a void or adds something that is missing in the organization; (3) need-supply tit, 

where an organization fulfills an individuaFs needs; and (4) demands-abilities fit, 

where an individuaPs abilities meet the demands of the organization. Although 

these definitions should represent distinct ways of perceiving P-O fit theoretically, the 

dimensions have yet to be precisely defined or empirically tested. Piasentin and 

Chapman (2006) suggest that future research focus on clearly measuring diflcrcnt 

characteristics of fit (e.g., values，personality, goals) without confounding these 

characteristics in the same scale. In the current study, I define these four lorms of fit 

in a more specific way and explain them in detail, as follows. 
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Supplementary fit refers lo the similarities between an individual and other people in 

an organization regarding such characteristics as values, goals, and personalities. To 

fomi such a fit perception, an individual first searches for his or her own values and 

goals; in so doing, the individual ponders such issues as the purpose of work, the 

function of organizations, and the greatest good for organizations and for individuals. 

These personal values and goals arc developed from an individual's growth 

experience, and now serve as this person's referent value in the formation of 

supplemental-fit perception. The feedback information comprises the values and 

goals held by an organization. After all, organizations convey their values and goals 

in such different forums as the content of newcomcrs' orientations, organizational 

practices, leaders' speeches, and the relationships among colleagues. Moreover, the 

personalities and the values of long-standing figures in an organization help define the 

organizational expectations applicable to newcomcrs. When newcomers receive the 

above information through whatever venue, they compare it with their own referent 

criteria and assess the extent of any discrepancy. The result is supplemental-fit 

perception. 

Complementary fit refers to such characteristics of an individual as the knowledge, 

abilities, skills, views, and experiences that complement the characteristics of an 

organization. In other words, employees treat organizations as either being deficient 

or requiring a certain type of person in order to be effective. The weakness or need 

of the environment is offset by the strength ol the individuals via their in-rolc or 

extra-role behaviors. Newcomers' successful eflbrts to fill in these voids bring these 

individuals a feeling that they possess valuable uniqueness, which is manifested by 

high levels of complementary fit. To form this fit perception, members of an 

organization must first identify the deficiencies or Ihe needs of the organization, 

which serve as the referent criteria in a comparison of this type. These individuals 

also must acquire objective environment-based feedback comprising performance 

assessments and overall uscfulness-lo-organizalion assessments. Newcomcrs 

compares this information with the above referent criteria, and complementary-fit 

perception establishes itself. 

Need-supply fit refers to an organization's fulfillment of individual members' needs. 

Members may have various needs, but in a given situation or stage, only some needs 
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are identified as salient ones by each individual. To form perceptions of need-supply 

fit, individuals first need to make clear what they want from work. Comparing these 

needs with what the organizational environment could actually supply, the individuals 

assess any discrepancy between needs and supplies: the smaller this discrepancy is, 

ihe stronger one's need-supply fit perception would be. 

Demand-ahility fit is the fourth form of fit. It refers to situations where an 

individual's abilities and energy meet the demands of the organization. Abilities 

include individuals' skills, knowledge, and other competencies. Energy comprises 

chiefly time, physiological contributions, and psychological contributions that the 

person can draw upon to meet job demands. Some abilities, such as skills and 

knowledge, can grow with use and learning, whereas others, particularly mental and 

physical energy, decrease with use and must be replenished. Demands refer lo 

quantitative and qualitative requirements placed on the person and can be objective 

(e.g., assembly-line speed, length of work day) or socially constructed (e.g., group 

norms, role expectations). Researchers suggest that, in cither case, only demands 

that the person perceives can becomc a referent standard and elicit stress (French et al., 

1982; McGrath, 1976). Thus，the core mechanism underlying demand-ability fit is 

individuals' cognitive comparisons of known referent job-demand criteria to 

environmental fccdback about whether the individual's abilities can meet those 

demands. 

In sum, these lour forms of P-O fit describe four main aspects of compatibility 

between individuals and their respective organization. All of the forms take shape 

insofar as organizations' members conduct comparisons between individuals' internal 

referent criteria and environmental feedback. The differences among the forms lie in 

Ihe different internal referent criteria that range from ones' values and needs to a 

given organization's assigned task goals and task roles. We could also consider these 

referent criteria as different goal levels that individuals try to achieve through their 

interaction with an organization. Newcomers, in particular, compare these criteria 

with corresponding feedback from the environment and, in turn, assess difTerent 

forms of P-O fit. Given that different factors help shape perceptions of P-O fit 

perceptions, the antecedents of P-O fit may differ from case to case depending on 

what forms of fit are under discussion. However, tew prior studies have joint 
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examined these four forms of fit. In the following section, I will illustrate how 

socialization mechanisms influence different forms of fit perception and other 

outcome variables. 

3.5 Socialization content，newcomers' primary control (NPC), and newcomcrs， 

secondary control (NSC)~three parallel mechanisms in ncwcomer 

socialization 

As I have mentioned al the beginning ot this chapter, both increases in compatible 

information and transformations of incompatible information into compatible 

information contribute to newcomers' adaptations and P-O fit perception. In this 

sense, uncertainty reduction by learning plays the former role; that is, increase of 

compatible information through learning. Moreover, primary control and secondary 

control play the latter role; that is, decrease of incompatible information through 

coping strategies. Thus, the function of the three parallel mechanisms could be 

summarized as in Figure 3-5-1. 

Insert Figure 3-5-1 about here 

3.5.1 Uncertainty reduction by learning 

Uncertainty reduction by learning has been extensively discussed in previous 

literature (e.g.’ Lester, 1987; Morrison, 1993a; Kammeyer-MueUer & Wanberg, 2003; 

Chao, 0，Lcary-Kelly, Wolf, Klein, & Gardner，1994; Hauclcr el al., 2003; Morrison, 

1995). As 1 have reviewed in Chapter 2, the main argument concerning this 

mechanism is that reductions in newcomers，uncertainty and anxiety could take hold 

after newcomers acquire substantive information about their organization, their group 

within the organization, their own work role, their interpersonal relationships and 

abilities within the organization, and feedback about their performance. As 

uncertainly decreases, ncwcomers become more adept at performing their tasks, more 

satisfied with their job, and more likely to remain in their organization (Morrison, 

1993a). Such learning will case newcomers, anxiety about any insufficiency in their 
% 
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ability and knowledge so that they can accomplish their work in the absence of both 

uncertainly and its derivative, stress. So I present the following hypotheses: 

/ lypothesis la. Newcomers' learnt socialization content is positively related with 

task performance. 

Hypothesis lb. Newcomers ‘learnt socialization content is negatively related with 

newcomers perception of job stress. 

From a control perspective, socialization content offers clear information about 

organizational goals, history, and visions. These two factors—knowledge and 

information—have not only the above hypothesized function, but also the important 

control-mechanism role of making referent standards available to an organization's 

members. Except for the few eases in which an organization hires newcomers for 

high-level positions, most newcomers, especially fresh graduates, have limited work 

experience and even have no clear career plans. These newcomers are highly 

concerned with building a situational definition of themselves (Katz, 1980). For 

many years, writers in personality theory have noted the link between socialization 

and the self-concept, suggesting that the emergence of situational and self-definitions 

are intertwined (see Hogan, 1976). A developing sense of “who one is” stems from 

a sense of “where one is” and "what is expected." For those newcomers who 

previously lacked clear life plan, well-illustrated organizational values and goals offer 

a demarcated path forward and help to establish referent criteria of personal values 

and goals. Naturally, after undergoing such a socialization-learning process, most 

individuals would perceive little discrepancy between their "personal" values and 

organization's values. Therefore, newcomers arc more likely to perceive high 

supplemental P-O fit: 

Hypothesis Ic. When the original P-O fit is controlled, newcomers' learnt 

socialization content is positively related with improvements in newcomers ‘ 

perceptions of supplemental P-O fit. 

Socialization content also includes specific job demands, performance criteria, work 

methods, and other task-related information. This information helps newcomers to 

set clear and specific work goals as the referent standards. Moreover, individuals 
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possessing high levels of task-related information are more likely than those 

possessing low levels to master or develop the skills necessary for meeting their 

organization's demands; consequently, newcomers should be able to improve 

dcmai^s-abililies P-O fit through acquiring more information and knowledge. 

Finally,^ because socialization could improve P-O fit and dccrcase stress, it should in 

total reduce leaving intention owing to the positive relationships between P-O fit and 

turnover intention and between stress and turnover intention (e.g., Allen, 2006; 

Wheeler et Al., 2007). Thus, I propose the following hypotheses: 

Hypothesis Id. When the original P-O fit is controlled, newcomers ‘ learnt 

socialization content is positively related with improvements in newcomers ‘ 

perceptions of demands-ahiUdcs P-O fit. 

Hypothesis le. Newcomers ‘ learnt socialization content is negatively related with 

newcomers' turnover intention. 

3.5.2 Effects of primary & secondary control strategies on P-O fit 

3.5,2.1 Assumptions 

ITiere are several assumptions underlying my theoretical model. One important 

assumption is about the rigidity and changeability of factors leading to P-O fit. As 

organizational members, newcomcrs face their respective organization's 

environmental demands, most of which are rigid. These environmental demands 

include explicit demands such as requirements for individuals' competence and 

performance, as well as implicit demands such as compliance with established values 

and norms in the organization. Admittedly, environment and individual 

characteristics vary from one ease to another. For the sake of simplicity, I make the 

following assumptions about organizational environment according to the most 

common situations. 

First, I assume that organizational goals, values, cuLlurcs, institutions, and 

conventions are generally rigid for newcomers. Hxcept for a few cases in which 

newcomcrs rcceivc appointment to high-level positions in an organizational structure, 

organizational environment for ncwcomers is very stable, especially in terms of such 
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historically established factors as organizational goals, values, cultures, institutions, 

and conventions. Second, I assume that job contracts, being set and agreed upon 

before ncwcomcrs' entry, leave little space for newcomers to negotiate with the 

organization regarding job demands and benefits, at least in the short term. Third，a 

rigid organizational environment docs not mean that ncwcomcrs would be completely 

unable to shape their work environment. Ncwcomcrs could exert some influences 

on the immediate work environment by improving personal ability, by cooperating 

widely with others，by seeking information and help，and so on. According to 

Feldman and Brctl (1983), newcomers may make the work environment more 

supportive and predictable, acquire or regain confidcncc in their job performance, and 

affirm or reaffirm their sense of personal control through such strategies as putting in 

longer hours, developing relevant skills, strengthening work procedures, subtly 

refining the job's general contours, and getting others to provide task help. On the 

basis of the above assumptions, 1 will discuss the relationships between two control 

strategies and four forms of P -0 fit in the next section. 

Given the existence of different levels and aspects of goals, wc could expect that 

newcomers deal with discrepancies therein by using primary and secondary control 

simultaneously. For each discrepancy, a similar mechanism would enable 

newcomers lo perceive information from their environment, compare the information 

with a referent value, and adopt a strategy best suited for dealing with the discrepancy. 

To study the effects of primary and secondary control on P - 0 fit, I used the principle 

of ceteris paribus in developing my hypotheses. When I discuss the effects of one 

type of control mechanism, 1 would keep the effect of the other mechanism constant. 

For example, when discussing the effects of primary control on one outcome variable, 

I would assume that the newcomer would not change his or her values and needs (i.e., 

secondary control is constant); likewise, when studying the efleets of secondary 

control on an outcome variable, I would assume that the newcomcr would not exert 

extra efforts to change the environment. 

3.5.2.2 NPC/ NSC and Supplementary P - 0 Fit 

Supplementary P - 0 fit refers to similarities between an organization's individual 

member and other members of the organization regarding such characteristics as 
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values, goals, and personalities. Upon perceiving value-related differences between 

themselves and either their organization or other people in the organization, 

newcomers would likely exhibit low supplementary P-O fit. In this case, the referent 

criterion is newcomers，own values, and in this regard, environmental feedback offers 

the newcomers information about organizational values. Percciving a discrepancy, 

ncwcomers have to make a decision as to whether they would try to change their own 

values and goals or the organization's values and goals. 

Newcomers who dccide to use primary control would try their best to "correct" the 

values of other people in the organization. 1 lowever, as the characteristics of an 

organization are very difficult to changc, there is little room for changes to the values 

and goals of an organization, even in the case of a newcomer with high primary 

control. As a result, the current study docs not hypothesize any relationship between 

primary control and supplementary fit. 

Newcomers who decide to use secondary control to reducc discrepancies would try to 

accept the organization's values and goals and would reflect on and adjust their own 

values and goals. In a more general context, such changes have been described as a 

deep form of atlitudinal change called internalization (Kelman, 1958). 

‘Internalization，is defined as people's adoption of values, attitudes, or regulatory 

structures, so that the external regulation of a behavior evolves into an internal 

regulation and thus no longer requires the presence of an external contingency (Ryan, 

Connell, & Deci, 1985). Therefore, individuals will become more and more of an 

“insider，，relative to the organization, in effect decreasing original discrepancies 

between the individual and the organization and thus increasing supplemental P-O fit: 

Hypothesis 2. When original P-O fit is controlled, newcomers 'secondary control 

is positively related with improvements in newcomers ’ perception of their 

supplemental P-O fit. 

3.5.2.3 NPC/ NSC and Complementary P-O Fit 

Complementary P-O fit concerns the extent to which such characteristics of an 

individual as knowledge, abilities, skills, views, and experiences could complement 

the characteristics of an organization. If newcomers are frustrated by the feeling that 
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they arc ordinary and replaceable members (i.e., thai they are of no unique value in 

the organization), their complementary P-O fit would be low. In this case’ the 

referent criterion is organizational need, which is usually leamt during newcomers' 

socialization. Environmental feedback offers information about whether the 

organization treats newcomers as unique and competent when it comes to meeting 

organizational needs. For example, let us consider a company that plans to expand 

its market to several new countries in two years. Volunteer employees who can 

speak the primary languages in these countries and can understand their indigenous 

cultures would be highly valuable to the company. If a newcomer hopes to be such a 

highly valued member of the company but lacks related competencies, a discrepancy 

exists. Newcomers have to decide whether they will either acccpt as true the 

assertion I am not the one who should fill this organizational-needs gap or exert an 

efTort to improve their own knowledge, skills, and abilities in meeting these needs. 

In taking primary control, ncwcomers would use resources to improve their specially, 

create opportunities to play an important role in team work, present their special skills 

and knowledge, build up relationships with powerful others, and get recognition from 

them. These proactive efforts could improve the newcomers' effectiveness at work 

and their importance in the group. They would be more likely to receive positive 

feedback about their unique value from the environment, which in turn could improve 

their complementary P-O fit: 

Hypothesis 3. When the original P-O fit is controlled, newcomers 'primary 

control is positively related with improvements in the newcomers 'perception of 

their complementary P-O fit. 

If newcomers take secondary control, they would try to adjust their cognition about 

their roles in meeting organizational needs. Perhaps the chief adjustment of this kind 

would be for the newcomers to accept that they are not up lo the task of filling in the 

gap and that they should just fulfill their in-role requirements. An alternative 

adjustment would be for the ncwcomers to identify other organizational needs that 

could serve as the newcomers' new referent criteria. Both approaches would not 

improve complementary P-O fit in the short term. The former cognition change 

could help newcomers accept the existence of a discrepancy rather than help them try 

to reduce it. The latter one would encourage newcomers to find their own unique 
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role in another niche that addresses organizational needs. Although the newcomers 

could likely find such a nichc, those high in secondary control might encounter the 

same frustrations and withdraw from the scene. So I would not hypothesize any 

relationship between secondary control and complementary P-O fit. 

3.5.：2̂ .4 NPC/ NSC and Need-Supply P-O Fit 
V 

Need-supply P-O fit refers to the extent that an organization fulfills individuals' needs. 

If newcomers perceive that their organization's "supply" cannot satisfy their “need,” 

the resulting discrepancy would cause low need-supply P-O fit. For example, a 

young insurance agent needs a stable basic salary to ensure his basic living. 

However, after his entry into his new workplace, he finds that he needs to meet 

frequently with his customers and that he has to use at least half of his monthly 

income to pay for the subsequent dinners and transportation. In this case, this 

newcomer's internal referent criterion centers on his needs that he expects his 

organization to meet in full. The environmental feedback is what the organization 

actually supplies. To deal with the discrepancy between need and supply, this 

agent~and newcomers in general—would have to decide whether they would take 

some action to gel what they want or adjust their needs and expectations. 

If newcomers take primary control, they would try to take some actions to increase 

the organizational supply. These actions might include negotiating with the 

organization or voicing opinions on important matters. However, newcomers would 

face considerable frustrations in this process because most important issues would 

have been discussed and agreed upon contractually prior to the newcomers' entry into 

the organization. It would be difficult to negotiate for post-entry modifications. 

Moreover, most exchanges between an employee and an organization take place 

through long-term exchanges between a supervisor and the subordinate employee. 

During the socialization period, it would be difficult for a newcomer to change the 

supplies offered by the organization. So 1 do not hypothesize any relationship 

between primary control and need-supply P-O fit. 

In contrast, if newcomers adopt a secondary control strategy, they would accept their 

current situation as it is and go back to adjusting their own referent criteria of needs. 

Park and Folkman (1997) noted several types of secondary-control changes: for 
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instance，individuals could change their own perspective on adversity or could 

enhance their own understanding of events. If newcomers adopt a secondary control 

strategy during their socialization, they are more willing to try to understand currcnt 

limitations from the organization's point of view and to adjust their expectations and 

desires. With these adjustments in place，newcomers would perceive less 

discrepancy between their needs and the organization's supplies, hence strengthening 

the need-supply P-O fit: 

Hypothesis 4. When the original P-O fit is controlled, newcomers ‘ secondary 

control is positively related with improvement in the newcomers 'perception of their 

need-supply P-O fit their need-supply P-O fit. 

3.5.2.5 NPC/ NSC and Demand-Ability P-O Fit 

Demand-ability P-O fit concerns the extent to which an individual's abilities and 

energy meet the demands of an organization. Newcomers who perceive a 

discrepancy between a job demand and their own abilities would experience low 

demands-abilities P-O fit. In the formation of demand-ability P-O fit, the internal 

referent criteria are job demands and work goals that newcomcrs learn from a job 

description or from senior colleagues. The feedback usually comes from 

newcomers' supervisors and other colleagues, indicating how well the newcomers 

accomplish what they are required to do. If the feedback suggests that newcomers 

are incompetent in accomplishing a job requirement, a discrepancy appears. To deal 

with the discrepancy, newcomers could either improve their abilities in order to get 

better feedback or change their cognition about the job demand, essentially redefining 

or demarcating their role boundaries by themselves so that there is a downward shift 

in their cognition about the job demand. 

If newcomers take primary control, they would not change their referent 

criterion—the job demand set by the organization. To compensate for their own 

incompetence, they would make use of resources and work hard to develop the 

necessary abilities. With these efforts in play, the newcomers would be more likely 

to gradually meet the job demand in question and to eventually get better feedback, 

two outcomes that would, in turn, decrease the discrepancy been job demand and 

ability. Thus, I present the following hypothesis: 
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Hypothesis 5. When the original P-O fit is controlled, newcomers 'primary control 

is positively related with improvements in the newcomers 'perception of their 

demand-ability P-O fit. 

H ncwcomers take secondary control, they would accept their current limited ability 

and try to cognitively redefine their work requirement and role boundary so that they 

might reduce the discrepancy as it exists in the newcomers' cognitions. However, 

most organizations and supervisors therein try to convey the job demands clearly and 

to set specific work goal，so newcomers would find it diRicult to cognitively adjust 

these criteria. In the end, newcomers might be able only to accept rather than reduce 

the discrepancy. Therefore,�expect that secondary control is not helpful in 

improving newcomers' demand-ability P-O fit. 

3.5.3 Effects of NPC & NSC on performance and stress 

At this point, it is useful to consider the effects of NPC and NSC on performance and 

stress together in this section because performance and stress arc general indicators of 

adjustment and result from similar mechanisms in newcomer contexts. First, 

newcomers' performance improvement is an indicator of their relatively smooth 

adaptation to their novel work setting (Anderson & Thomas，s，1996). Second, 

ncwcomers' stress results mainly from their maladjustment to the new tasks (Nelson, 

1987), so the stress indicates a simmering problem in the adjustment phase. 

Although research has found an association between employees' stress and 

withdrawal behaviors, lower job performance, and occupational morbidity (cf.，Jamal, 

1984; Levi, 1990), there is almost no study empirically examining the effects of 

socialization on this important psychological health indicator. 

From a control perspective，primary or secondary control strategy comes into play 

when newcomers sense a discrepancy between their organization's 

performance-related expectations of the ncwcomers and actual performai^ce. This 
» 

discrepancy is also the main source of stress (Nelson, 1987). Successfully coping 

with the discrepancy may relieve newcomers' stress. To deal with the discrepancy in 

performance, newcomers could adopt a primary or a secondary control strategy，with 

the former constituting a behavioral response and the latter constituting a cognitive 

response. 
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If newcomers use primary control，they would lake actions lo improve their own 

abilities and would seek out resources necessary for enhancing any 

less-than-satisfactory performance. During this process, the newcomers would have 

very clear goals. Goal-oriented theory suggests thai behaviors with specific 

challenging goals help strengthen effective behaviors (Locke, 1968, 1970). 

Individuals with such specific goals are also better at managing their own behavior 

and controlling individual outcomes (Sorkin & Rook, 2004). With specific goals 

and well-planned actions, these individuals could get more information, feedback, 

support, and other resources than would otherwise be the case, thereby increasing the 

possibility that they might successfully accomplish tasks. Thus, these newcomers 

would be more likely to improve their task performance. 

However, using loo much high primary control can negatively affccl performance. 

First, as wc have discussed, newcomers are a group of employees who have low 

actual power in their organization. The ncwcomcrs with high primary control insist 

on their own goals, views, needs，aspirations, and expectations. Studies show that if 

those in low-control circumstances rely mainly on primary control，they would be 

very likely to become prime candidates for perceived uncontrollability and 

helplessness (Rothbaum et al.，1982, Chipperfield et al., 1999), which will in t u r n � 

hamper their performance. Furthermore, in interpersonal relationships, a partner 

who relies completely on primary control may be perceived by his/her partners as 

over-controlling, and conflict may be more likely to result (Shapiro & Shapiro, 1979). 

Problematic relationships not only lower contextual performance, but also weaken 

support from other colleagues. Thus, different from the simple linear relationship 

between primary control and ability-demand fit, where ability is only about personal 

ability and energy, the relationship between primary control and supervisor-rated 

performance is highly complicated becausc it involves cooperation with others. 1 

expect that, in situations where newcomers rely heavily on primary control strategy, 

their performance will first grow stronger and then grow weaker, and accordingly, job 

stress will first decrease and then increase. 

Hypothesis 6. The relationship behveen newcomers 'primary control and their 

task performance has an inverted U-shape. 

Hypothesis 7. The relationship between newcomers 'primary control and their job 

45 



stress is U-shaped. 

If newcomers take secondary control, they are adopting a cognitive response to 

performance discrepancy. This strategy may take the form of changes in goal 

commitment, changes in goal level, or changes in the goal itself (Campion & Lord， 

1982; Taylor cl al., 1984). Individuals who use secondary control reflect on previous 

expectations and attributions, thereby enhancing the likelihood that expectations will 

drop (Taylor et al., 1984). In the organizations that convey performance 

expectations clearly, it would be dilTicult for newcomers to cognitiveiy change these 

criteria. So the currcnt study does not hypothesize any relationship between 

secondary control and performance. However, newcomers, acceptance of 

discrepancy could help to relieve stress. Psychology studies consistently find that 

secondary control could relieve individuals' psychological tension and could help 

individuals face stressful situations with a positive attitude: these studies' samples 

cover such varied groupings of people as HIV+ patients (Thompson cl al., 1994), 

college students (Connor-Smith & Compas’ 2004), older adults (Heckhausen, 1997), 

and boys at summer camp (Thurber and Weisz, 1997a). Similarly, I propose the 

following hypothesis for newcomers, who are also under special pressure during 

socialization: 

Hypothesis 8. Newcomers 'secondary control is negatively related with their work 

stress. � 

3.5.4 EfTects of NPC & NSC on turnover intention 

As discussed above, primary control—before increasing to a certain level一could 

improve demand-ability P-O fit, complementary P-O fit, and task performance, in turn 

decreasing turnover intention (Kristof-Brown et al.，2005). However’ newcomers' 

overuse of primary control would likely cause complicated conscquenccs. Since 

users of primary control strategy 尹c aiming for mastery of their environment, overuse 

of this strategy would be aggressive and sometimes offensive to others. Studies on 

different groups of people have identified an association between primary control 

strategy and interpersonal-relationship problems, such as increased depression caused 

by relationships (Lackovic-Grgin, Grgin, Penczic, & Soric, 2001)，alienation and 

loneliness (Wcisz, Rothbaum, & Blackburn, 1984), anxiety (Shapiro & Shapiro，1979), 
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and sclf-blamc (Shapiro, Schwartz, & Astin, 1996). Previous studies on 

interpersonal relationships also offer evidence thai overuse of primary control is 

dysfunctional for mutually satisfying relationships and thai individuals using primary 

control would be more likely than alternative sample members to interrupt and direct 

a conversation with others (e.g., Burger, 1992; Thompson, Cheek，& Graham, 1998). 

The above interpersonal problems would prevent newcomcrs from integrating into a 

given community within the organization and, hence, could weaken the ncwcomers， 

embcdedness in the organization. Thus, I cxpcct that with increases in primary 

control’ turnover intention may first decrease because primary control increases 

demands-abilities P-O fit, complementary P-O fit and task performance. But upon 

exceeding the moderate level, primary control would be positively related to turnover 

intention because of the weakening newcomer-col league link, which results in low 

cm bedded ncss and high turnover intention (Mitchell et Al., 2001): 

Hypothesis 9. The relationship between newcomers 'primary control and turnover 

intention has a U-shape. * 

According to hypotheses 2, 4，and 8, secondary control strategy may increase both 

perceptions of supplementary P-O fit and perceptions of need-supply P-O fit while 

relieving work stress. Previous studies have shown that higher P-O fit decreases 

members' intention to leave an organization (Kristof-Brown cl al.，2005), and that 

stress is highly correlated to this same intention (e.g., Spector’ Dwyer, & Jcx, 1998). 

This evidence implies that secondary control should play a role in decreasing 

ncwcomers' intention lo leave. 

Hypothesis 10. Newcomers 'secondary control is negatively related with their 

turnover intention. 

Till now, the currcnl study has identified three mcchanisms that are theoretically 

independent from each other. A possible challenge to my proposed model is the 

issue of whether this model should treat learning content, primary control, and 

secondary control as parallel paths insofar as the three factors follow a temporal 

sequence. I argue that these three mechanisms could come into play simultaneously 

because newcomers would need to receive and process different information at the 

same time in the new cnvironmcnl. On the one hand, they would need lo learn and 
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acquire new information from the environment, and on the other hand, they would 

need to store the compatible information and deal with I he incompatible information. 

These three processes are simultaneous and distinguishable, and dircctly contribute lo 

the adaptation outcomes respectively. So we need to examine them as parallel 

mechanisms. In order lo further understand how these mechanisms are activated, 

let's consider the possible anlcccdcnts to these three mechanisms in the next section. 

3.6 Exploration of the three mechanisms’ antecedents 

3.6.1 Antecedents of Ihc socialization-conlcnt proccss 

Drawing on prior studies, I will first replicate the established findings ol the 

relationship between organizational-socialization tactics and newcomers' uncertainty 

reduction by learning. Researchers consider organizational socialization tactics to be 

the most important organizational antecedent for newcomcrs' adaptation outcomes. 

Van Maancn and Schein (1979) originally proposed six di(Tcrcnt socialization tactics 

to describe organizational socialization tactics, and these tactics later underwent a 

simplification resulting in Jones (1986)'s single dimension extent of 

institutionalization. High levels of institutionalization refer lo organizational 

practices that present themselves as a systematic set of activities. Firms that use 

highly institutionalized socialization tactics may help new employees rcduce 

ambiguity by olTering them a common set of learning experiences and oft-the-job 

training, rather than force new employees to “sink or swim" on the new job and 

expose cach of them lo unique experiences. This whole process helps newcomcrs 

better adapt to the new environment by offering them sufficient and systematic 

information. In my study，I will replicate Ashforth, Sluss, and Saks (2007)'s 

proposition to substantiate the underlying mcchanism—as argued by most researchers 

-of socialization tactics (i.e., uncertainty reduction by learning). Hypothesis 11 

serves to dircctly test the relationship between socialization tactics and socialization 

content. 

Hypothesis II. The extent to which organization-socialization tactics are 

institutionalized is positively related with newcomers ‘ learnt socialization content. 
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� ‘ ^ 3.6.2 Organizational factor as an activator of primary and secondary controls 

Another goal of the present study is to explore whether organizational factors may 

shape newcomers' coping strategy during socialization. As discussed above, the 

purpose ol primary and secondary controls is to reduce the discrepancies between 

individuals and their environment, because the discrepancies threaten one's sense of 

control in the new environment. Socialization is a process during which newcomers 

assess their enviromneni and their relationship with the given organization in order to 

decide how they should cope with the discrepancies between themselves and the 

environment. Bccausc few study on socialization discuss the early developmental 

period of employee-organization relationships, studies on interpersonal-relationship 

development may yield helpful implications. 

In psychology, there is a theory describing a period of interpersonal relationships 

similar to a period in which newcomers’ enter into a relationship with their rcspcctivc 

organization. Attachment theory (Bowlby, 1973, 1988) focuses on the earliest stage 

of interpersonal-relationship development. The theory was originally developed to 

describe relationships between infants and their mothers, and was later applied to 

relationships between adults. In attachment theory, attachment behavior refers lo 

individuals' efforts lo achieve physical or psychological contact with attachment 

figures. According to Bowlby {1969, 1980)，the natural goal of the attachment 

behavior is to increase a person's sense of security一a sense that the world is a safe 

place, that one can rely on others for protection and support, and that one can 

confidently explore the environment and engage in social and nonsocial tasks and 

activities without fear of damage. 

Some rcscarchers explain allachmenl behaviors from a control perspective. If 

individuals perceive that the environment is secure and on the right track, they need 

not either be terribly sensitive to changes in the environment or strive for a sense i)f 

personal control (Main, 1990; Kobak, Cole, Fcrcnz-Ciillics, & Fleming，1993). In 

this case，a sense of environmental security is a substitute for the individual's need for 

a sense of personal control. 

Bowlby (1973, 1988) found that, starting during infancy, repeated interactions 

between an infant and his or her carcgiver(s) give rise to expectations and beliefs 
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about the self and the attachment rigure(s). Individuals who experience attachment 

figures as available, sensitive, and appropriately responsive develop a positive view of 

others and the self. They expect others to be available and willing to provide support, 

and such expectations restore a sense of felt security during limes of emotional 

distress. Moreover, they perccivc thai the self is worthy of assistance, affection, and 

love (Bowlby, 1 %9, 1988). Positive views of the self and others reflect attachment 

security, and negative views of the self or others reflect insecurity. The attached 

figure who helps individuals to create a positive view about the world and the self 

serves as a secure base (Bowlby, 1973). 

According to Bowlby (1973), a secure base is very important because it shapes the 

attachment style and determines individuals' choice of particular coping strategies for 

dealing with stress. With a secure base, the security attachment is easy lo form, thus 

helping the individuals to successfully cope with life adversities. These individuals' 

typical coping strategies in dealing with distress are acknowledging it, cnacling 

instrumental constructive actions, and turning to others for emotional and 

instrumental support (Bowlby, 1988; Kobak & Scecry’ 1988; Shaver & Hazan, 1993). 

They arc more tolerant of stressful events and allow themselves to access unpleasant 

emotions without being overwhelmed by the resulting distress. Pistole (1989)'s 

study on individuals' behaviors in conflicts reveals that secure individuals use 

relatively constructive strategies that reflect a concern for all the parties' opinions and 

for maintaining a beleaguered relationship in a given conflict. These strategies arc 

very similar to what we label high "secondary control" and a moderate level of 

"primary control.，’ 

On the opposite end of the spectrum, individuals who cannot perceive a secure base 

tend to develop insccurc attachment styles. Some of these individuals tend to deal 

with stressful events by directing attention toward distress in a hypcrvigilant manner, 

by mentally ruminating on negative thoughts, memories, and afTcct, and by not 

trusting their attached figures (Kobak & Scecry, 1988; Mikulinccr & Orbach, 1995; 

Shaver & Hazan, 1993). Some others may deal with a stressful event by restricting 

Ihcir acknowledgement of distress and by adopting what Bowlby (1973) labels 

“compulsivc self-reliance，’ (Shaver & Hazan, 1993). For example. Pistole (1989) 

found that insecure individuals reported not only little use of compromise but indeed a 
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likelincss to oblige a partner during conflict. These strategies are very similar to 

what we label extremely high "primary control” and extremely low "primary control,” 

as well as low "secondary control." 

By an analogy, 1 cxpcct that the development of relationships between newcomers and 

their organization may go through processes similar to the ones described above, and 

that newcomers' attachment style is also shaped by organizational environment. In 

other words, whether or not an organization can serve as a sccurc base may determine 

the strategics thai newcomer will adopt in their socialization there. This scenario is 

easy to understand from a control perspective. Individuals must stay sensitive to any 

discrepancy between the self and their environment because they must stay secure 

while living and developing in the environment (Wiener's, 1948). However, if they 

know that the whole environment is secure, they will lower their sensitivity and adopt 

rellective rather than aggressive approaches to dealing with discrepancies that might 

arise. Studies on therapeutic interventions in cases of abnonftal attachment offer 

some implications for our analysis in this regard. The main idea is that therapists 

could function as a new secure base where the clients could feel safe to reflect on his 

or her previous views about interpersonal relationships, explore his or her own 

problems, and try to develop new views. Once a new attachment style is gradually 

formed, the clients' behaviors and coping strategies in periods of stress will change 

accordingly. Some empirical studies have supported the effectiveness of such 

processes (e.g.’ Levy et al” 2006; Travis, Bliwisc, Binder, & Homc-Moyer, 2001). 

The main characteristics of a securc base are four-fold (Bowlby, 2005): first, the client 

might observe encouraging therapy results and experience a good relationship with 

the therapist; second, the length of the therapy might be long enough to imply a 

lasting relationship; third, there are frequent interactions between therapists and their 

respective clients; and fourth, the client perceives full acceptance and emotional care 

from the therapist. Similarly, wc expcct thai an organization serving as a securc base 

for newcomers should have the following characteristics (reflecting my 

operationalization of the organizational secure base): first, the organization should 

offer ncwcomers a hopeful vision; second, newcomcrs should be able to expect a 

sufficiently long relationship with their organization-thai is, the expccted contract 

length; third, there should be frequent interactions between newcomers and their 
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leaders, new colleagues, and other experienced employees; and finally, newcomcrs 

should be able to perceivc that they have received both complete acceptance from the 

organization and emotional care by other organizational members. 

According to research on attachment behaviors, the sense of attachment security 

enhances well-being, promotes effective support-seeking in times of need, sustains 

positive views of the self and others, promotes curiosity, openness, and exploration, 

and fosters interaction goals organized around closeness and interdependence (e.g., 

Collins & Read，1994; Mikulincer & Florian, 2001 ； Shaver & Hazan, 1993). Thus, 

we expect a similar response from newcomers in an organizational setting. If they 

perceive an organization as possessing many characteristics typical of the securc base 

described above, the newcomers will be more likely to develop a secure attachment in 

their relationship with the organization. With a sccure attachment, ncwcomers 

would be glad to explore the new environment, leam new knowledge, develop 

necessary skills, and concentrate on their tasks. They also would tend to accept the 

currcnl self-organization situation, to deal constructively with the conflict, to trust the 

organization's decisions and visions, lo adjust the selPs aspirations for the sake ol� 

maintaining a good relationship with the organization, and lo rely on the organization 

and other employees there when facing frustrations. All of these strategies could be 

summarized as high secondary control and moderate primary control. In contrast, 

newcomers who perceive an organization to be an insecure base are more likely than 

their peers to develop an insecure attachment to the organization. With such an 

insecure attachment’ newcomers find it difficult to accept the organization's current 

situation, to concentrate on their work, and to explore the new environment. These 

newcomers tend to use aggressive strategies in dealing with conflicts with the 

organization or with other employees; and in general, they are either over-compliant 

or over-dominant in organization-based relationships. Finally, they are more likely 

to withdraw from organizational communities and to leave the organization entirely. 

Therefore, I propose the following hypotheses: 

// 12. The extent to which an organization serves as a security base positively 

influences newcomers ‘ adoption of secondary control strategies. 

III J. The relationship between a security base and primary control has a 

U-shaped curve with Us opening on the left. Specifically, the extent to which an 
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organization serves as a security base affects the extent to which newcomers ’ 

adoption of primary control strategies is high or low: the stronger the security-base 

role is, the more likely newcomers will he to adopt a primary control strate^ at a 

moderate level. 

3.7 Chapter summary and full theoretical model 

In this chapter，I identify the research gap in socialization literature by first 

challenging several important assumptions in previous studies. Whereas previous 

studies have rested on the assumption that "the more information newcomers have, 

the better oft� they will be," 1 categorize information into compatible information 

and incompatible information. Given that information has different functions in 

ncwcomers’ socialization, it is obvious that previous perspectives of "uncertainty 

reduction by learning" deal only with the aspect of compatible information. In 

order to explain how newcomers deal with incompatible information, I introduce the 

idea of control theory and use the control perspective lo examine ncwcomers' 

adaptation processes. In the current study, I have used primary control and 

secondary control to describe newcomers' two different strategies in dealing with 

the discrepancies between individuals and their organization. I propose that, 

regarding newcomers' socialization processes, primary control and secondary 

control are two independent mechanisms running parallel with the “uncertainty 

reduction by learning" mechanism. I compare the conceptual differences among 

socialization content learning, primary control and secondary control and argue that 

they manifest themselves in different socialization outcomes. On the basis of the 

theoretical argument from URT perspective and control perspective, 1 have 

proposed a series of hypotheses concerning the influences of these three 

mechanisms on P-0 fit perception, task performance, job-stress perception, and 

turnover intention. Finally, I explore the possible main antecedents of these three 

mechanisms and propose an organizational secure base that serves as an important 

organizational factor activating different coping strategics. Figure 3-7-1 

summarizes the 13 hypotheses in a full theoretical model. Appendix A summarizes 

all hypotheses proposed in this chapter. 
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Insert Figure 3-7-1 about here 
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CHAPTER 4 

STUDY ONE: SCALE DEVELOPMENT 

In Chapter 3,1 have drawn on secondary control theory to propose two new 

„^m^chanisms that run parallel with the previous “uncertainty reduction by learning" 

perspective, and the purpose of this proposal has been to explain the mechanisms 

underlying newcomers' socialization processes. Chaptcr 3 has proposed different 

antecedents and conscquenccs of the three mechanisms—uncertainty reduction by 

learning, primary control, and secondary control. To lest the newly developed 

theoretical framework and the hypotheses, it is necessary in the current chapter to 

develop valid measures for the new constructs in the theory. Thus，there are two 

primary purposes in study one. The first objective is to develop self-report scalcs 

that could easily measure primary control and secondary control at the workplace. 

The scales will serve to uncover systematic variability in these constructs among 

individuals in an organizational conlcxt. The second objective is to assess the 

reliability and validity of these scales by examining their internal consistency and 

their relationships with other theoretically related criteria variables. 

4.1 A partial nomological network of NPC and NSC 

Study one uses a partial nomological network of NPC and NSC (Figure 4-1-1) to 

examine the construct validity of the new measures. The network covers the main 

outcomes of NPC and NSC proposed in my theoretical model. 1 hypothesize thai 

NPC is positively associated with complementary P-O fit and demand-ability P-O fit. 

ITie relationship between primary control and stress is U-shaped. The relationship 

between primary control and turnover intention is U-shaped. I hypothesize that NSC 

is positively associated with supplementary P-O fit and need-supply P-O fit, and is 

negatively associated with stress. 

Insert Figure 4-1-1 about here 
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4.2 Development of items for NPC and NSC 

I went through 53 studies in various areas summarized in Morling and Evcrcd 

(2006)’s paper and reviewed how they operationalized secondary control in dilTcrcnt 

contexts. All of these studies paraphrase the original definition of secondary control 

in Rothbaum, Weisz, and Snyder (1982)'s paper, with slight changes according to the 

different research questions. Morling and Evered (2006) have suggested that 

secondary control should consist of two neccssary components: adjusting the self and 

accepting the environment. These two components are also included in my 

definition. I lowcver, most previous measures emphasize only one of the two � 

components. Only 13 of the 53 studies include both components in their measures. 

In most studies on a specific context, researchers use several specific questions to 
\ 

measure secondary control, but do not distinguish different dimensions. For 

example, in Grootenhuis et al. (1996)'s study on Dutch parents of children with cancer, 

the sample items arc “I consider the future of my child to be on the bright side，” “The 

best physicians you can have are working at the hospital，” and “If I strongly believe 

that the illness won't come back, it won't.” These measures are enlightening but 

inapplicable to the newcomers' context. 

Among the measures of secondary control in various areas, while most studies 

employ Rothbaum, Weisz, and Snyder (1982)'s definition, only Essau and 

TrommsdorfT (1996)'s Primary-Sccondary Control Questionnaire (PSCQ) was 

developed on the basis of Rothbaum, Weisz, and Snyder (1982),s original four 

dimensions. Thus, I used Essau and Trommsdorff (1996)'s scale as a basis on which 

to develop my measures. I employed both deductive and inductivc methods lo 

develop measures for primary and secondary control under an organizational context. 

ITie specific steps are as follow. 

/ 

First, I picked up the items that were applicable to the organizational context and 

directly adapted them to work-related expressions. For example, 1 changed the 

original item “My failure or hardship helps me learn more about life” into a new item: 

“My frustration or hardship in this organization helps me learn more and grow here” 

Eighteen items were selected in this way. 

Second, for those items that were not applicable, I replaced them with work-related 
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items that had an equivalent function. In order to collect the usable items, I went to 

a bank in Shenzhen and conducted in-depth interviews with seven newcomers who 

had been there within the preceding two months and who had been assigned to one of 

four different departments. At the beginning of cach interview, I asked the 

newcomer, "If you have found anything here different from what you would have 

expected before or what you learned in school, do you want to change these things or 

do you acccpt them and adjust yourself contentedly to these differences?" Three of 

the interviewees said that they would accept the unexpected situation and would 

adjust themselves; the other four said that they would try to change the situations but 

could accept them if no changc took place. According to my definitions, the first 

three newcomers' strategy falls chiefly into the “secondary control" strategy whereas 

the remaining four newcomers' strategy falls chiefly into the ‘‘primary control" 

strategy. Then I asked each of the interviewees in detail about how they would deal 

with the kinds of conflicts and frustrations that would surface in each of the four 

different situations (i.e., the four dimensions of primary control and of secondary 

control). I recorded and coded the content after each interview. Further, I placed 

the items shared by at least two newcomers into my item pool. The in-dcpth 

interview resulted in 29 items. A sample item of primary control is ''If some skills are 

required in an assignment, I will practice them many times in advance in order to enhance the 

possibility of success：' A sample item of secondary control is “/ trust in my 

supervisors, and it is reasonable to obey their decisions, which typically turn out to he 

reliable："丨 deleted nine replicated items thai had been included in step one, and thus 

got 20 new items. 

The above two steps generated 38 original items in total, including 21 items for 

secondary control and 17 items for primary control, with between 4 and 6 items for 

each dimension. ITiey are listed in Appendix 4-2-1. 

4.3 Participants and procedures 

Participants of study one were 81 final-year students at the "hospitality & tourism 

management" department in a university of Taiwan. As a nccessary part of their 

program, these students entered different hotels in February of 2009 for their 1-year 

internship. Wc conductcd this survey when they came back to their university for a 

meeting in the fourth month of internship (i.e., June 2009). Students ranged in age 
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from 20 to 26 years o ld(M=21.04, SD = 1.10), and 81 % were female. 

Questionnaires were administered to students before their meeting in the classroom. 

4.4 Construct measures 

To test the constructs in the partial nomological network of primary control and of 

secondary control, 1 included lour forms of P-O fit, work stress, and turnover 

intention in the survey. To test the theoretical differences among the established 

mcchanism "uncertainly reduction by learning" and the newly proposed mechanisms 

of primary control and of secondary control, 1 have also included the 

socialization-contcnt scale. 

1 measured supplementary P-O fit and complementary P-O Jit according to Piasentin 

and Chapman (2007)'s 9-ilem scale and 8-item scale. I measured demand-ahility 

P-O fit and need-supply P-O fit according to Cable and Derue (2002)'s 6-item scalc. 

I measured work stress according to House and Rizzo (1972)'s measure. Cammann, 

Fichman, Jenkins, and Klesh (1979)'s scale served to measure turnover intention. 

Finally, socialization content learning was measured according to Chao, 

0'Lcary-Kelly, Wolf, Klein, and Gardner (1994)’s 7-dimcnsion scalc. 1 invited two 

graduate students majoring in English to help translate and back-translate all the 

scales. 1 compared the translations with one another and conducted the final revision 

of the translations. 

4.5 Statistical procedures 

I conducted all analyses using SPSS, cxccpt for the confirmatory factor analysis, 

which rested on USREL. In all analyses, participants with missing data were 

excluded. 

Homogeneity of dimensions was determined according lo two parameters. First, 1 

investigated internal consistency by computing Cronbach's alpha coefficient of cach 

dimension. Owing to the relatively small number of items per dimension (i.e., five 

or six), an alpha coefficient of at least .70 was acceptable (Cortina, 1993). Second, 1 

tested the four-dimensional structure of each construct and the differences between 

NPC and NSC using confirmatory factor analysis (CFA). In my theoretical model, 
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both NPC and NSC consist of four first-order factors, and the measure of each 

first-order factor rests on four or five items. So that the factor structure remained 

conceptually clean，no cross-loadings were allowed. The fit indices were examined 

with the following criteria: x^I<-{f ratio (good fit 0 < x: jdf < 2; acceptable fit 

2 < z V ^ - 3 ), root-mean-squarc error of approximation (RMSEA; good fit 

0 < RMSEA < .05 ； acceptable fit .05 < RMSEA < . l ) (Steiger, 1990), comparative fit 

index (CFl; good fit .97 < CFl <1.00; acceplablc 111 .90 < CFl < .97)，and 

non-normcd fit index (NNFI; good fit .97 < CFl < 1.00; acceptable fit 

.90 < CFl < .97). 

4.6 Results 

4.6.1 I homogeneity of facets 

Both primary control and secondary control are defined here as latent 

multidimensional constructs with four dimensions. The eight facets for primary 

control and secondary control exhibited an acceptable-to-high level of homogeneity. 

As shown in Table 4-6-1, alpha coefficients ranged from .66 to .89, with a median 

of .81. The results of CFA were marginal. Specifically, x^丨df = \ ] indicated a 

good fit, but RMSEA 二.09, CFI=77, and NNFI=80 were all poor fits. 1 thought that 

two reasons might explain the unsatisfactory fit. The first reason is the small sample 

size (n=81), and the other reason concerns the f a d that the content of some items 

might be problematic and, consequently, might be in need of revision before further 

study could take place. 

Insert Table 4-6-1 about here 

Since the CFA results were not very good, 1 conducted an exploratory factor analysis 

on the same data to check which items might be problematic. The items and their 

factor loadings are reported in Table 4-6-2 and Table 4-6-3. In the Secondary 

Control Scale, most items were loaded on the proposed factors, except for the one 
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item loaded on a wrong dimension and the three items loaded on a separate factor. 

By double-checking through these items, 1 found that three of them referred to 

personal faith. Although faith is a source of secondary control, its varied meanings 

in Bast Asian culture would differ considerably from the no less varied meanings that 

faith takes on in the Western world. In order lo avoid misunderstanding, I used a 

more culture-free set of items for substitution in the main study. In the following 

analysis of the pilot study, I will exclude these three items (SC-v6, inl, in3) from the 

scale. As for the fourth item, which loaded on a wrong dimension, 1 temporarily 

kept it. (In further study, 1 will revise the content to make it more relevant to the 

dimensions.) In the Primary Control Scale, four items have cross loadings whose 

content require further confirmation. 

Insert Tabic 4-6-2 about hctc 

Insert Tabic 4-6-3 about here 
� 

4.6.2 Evidence of construct validity in the preliminary nomological network 

As the measurement models needed further refinement’ I used SPSS lo lest the 

general pattern of the nomological network. 1 tested hypotheses using internship 

students' self-reports on the scales of organizational sccure bases, socialization 

content，primary control, secondary control, P-O fit, job stress, and turnover intention. 

Table 4-6-4 presents all the correlations among variables. Tables 4 -6 -5a�c present 

the regression results for each of the dependant variables. As I hypothesized, 

socialization content，primary control, and secondary control differ from one another 

regarding their respective effects on outcomes (after age, sex, and job satisfaction are 

controlled for). Specifically，socialization content was positively related to all of 

”、、 
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tour tbrnis of P-O fit (.21 < < , p < .01). I'riniary control was positively related 

to complementary fil ( fi = .27 , p<.05), but had no ctTect on deniand-abilily P-O 

fit. Secondary control was positively related to both supplementary P-O fit ( /f = .61 , 

p<.()l) and needs-supplies P-O 111 ( [i = .28, p<.()l). As for job stress, results are also 

consistent with what 1 hypothesized: secondary control was negatively related to job 

stress ( // = - .25, p<.()5). However, the results are inconsistent with the 

hypothesized IJ-shaped relationships between primary control and stress and between 

primary control and turnover intcnlion. There is also one unexpected result in the 

supplementary P-O 111. The relationship between socialization contcnl and 

suppleojentary i)-() 111 disappeared when the secondary control was included in the 

model. 1 his curious result means that the covariance between socialization content 

and supplementary l)-0 fit overlapped with the covariance between secondary control 

and supplementary P-O fit. 1 will discuss the possible reason Ibr this overlapping in 

the discussion chaptcr. 

Insert Table 4-6-4 about here 

Insert Table 4-6-5 a � c about here 

4.7 Chaptcr summary and scale revision 

In Chapter 4,1 developed a preliminary scale to measure primary control and 

secondary conlrol. I developed the scale according to a mixed method featuring 

induclivc and conductive approaches. On the one hand, I developed the items on the 
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basis of Rothhaum, Wcis/., and Snyder (l9X2)'s original four-dimension 

opcrationalizalion lor primary control and secondary control, and used Hssau and 

I rommsdorlT (1996)\s general measure (Primary-Secondary C'ontrol Questionnaire, 

I^SCQ) as a main rcfcrcncc for writing up the items. On the other hand, 1 collected 

more orgaiiizalion-relevanl items by conducting in-depth interviews of seven new 

employees. 

A Tier gcncraling a 38-item prdimii 平 y scale, I conducted a pilot sUicly to validate the 

scalc by examining its internal consistency and its partial nomological network. 

While results of internal consistency and CI A were marginally acccptabic and implied 

I he need for further revision, I he nomological network is basically good. So one can 

reasonably suggest that when the reliability of the measures is enhanced, the 

relationship pattern in a nomological network should be even better. This 

relationship means that further revision and further validation arc worthy piirsiiils. 

Thus, by a carcful check of the items' content, I made ihe following changes on the 

preliminary scale tor further validation: 

SC-prcdictivc item 3: Bccausc I he old item did not dearly slate the content of 

sclf-adjuslmcnt, 1 used '7 prepare myself hy learning about possible difficulties, 

fuilures, and problems before conducting a tusk” to rcplacc the old item ''When 

uncertain about how to conduct my work, I would turn to others for clear 

explanations in order to avoid mistakes. “ SC-vicarious item 6: Because the old item 

is about personal tailh, whose various meanings di Her from those in I he West, By 

consulting the opinions of some interviewed Chinese employees, 1 determined thai the 

item about failh is not applicable to most people. So 1 use “ When encoimlerin^ 

(Jiffkulties, I would feel at case in sharing the trouble with my superiors and 

collcu^ucs^^ to replacc the old item “ When encountering Jifficulties, I would rely on 

my faith to share my experience with other people and wouUi fed at peacc."' 

SC'-inteipretive ilcm 1: 1 use “The scthacks or sufferings that I have experienced at 

work have made mc more ma lure and stronger' to replace the old item “Tlw scthacks 

or sufferiri}is that / have experienced at work have helped mc strengthen my life 

heliefs (or my faith) ^ The reason for this subslilution is the same as the one proposed 

fur SC'-vicarioiis ilcm 6. 
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SC'-inlcrprclivc ilem 3: I use “In ihc lon^ run for my job rcsponsihUities, the 

set hacks thai I cncoiuitcr at work arc helpful lo me'" to replace the old ilem “/ hclievc 

(hat the ft ustniiions I encounter are arranged by what I have faith in (e.^., (ioci, 

ButUfui, or h\i(c)r The reason for this substitution is the same as the reason lor the 

substitution in S(’-viearitms ilem 6. 



CHAPTER 5 

STUDY TWO: THEORY TESTING 

Cliven that socialization is a process, the current study's line of research has Ibcuscd 

on newcomer changcs through I he adaptation period. I'herelore,丨 conducted a 

longitudinal study wilh multiple data sources to test the hypotheses proposed in 

Chapter 3. The current chaptcr discusscs the sample, procedures, measures, 

statistical analysis, and the results. 

5.1 Sample 

Data was collected from three different data sourccs. The primary operational 

activities of these organi/alions comprised insurance and education. All of the 

newcomers entered their organizations within the period from August to October oC 

2009. The first sample comprised 42 newcomers of an insurance company in I long 

Kong. The second sample comprised 34 university students from mainland China 

who had graduated from col lege and had started their job in the fall of 2009. The 

third sample comprised 90 new stafTmembers from a university in Taiwan. I'hc 

contact persons in Ihc three data sources were: the head of the MR department of the 

I long Kong company, the director of the student carccr center al the university in 

mainland China, and the president of the IIR department at the university in Taiwan, 

respectively. With the assistance of these contact persons, 1 collcclcd data by 

inviting newcomcrs to answer questionnaires on the spot or via mailed (email) 

surveys. A complete scl of surveys comprised two rounds of self-reporting and one 

round of supervisor rating. To ensure that all the data obtained from dilTcrenl 

64 



sources were identified in relation to a particular participant, 1 used a coding schcme 

for the lime-lagged aspect and for clTcctivc matching of “focal pers()n"-supcrvisor 

data. A total of 280 ncwcomcrs participated in Time 1 survey, and the finally 

matched responses comprised 150 newcomers, or 52.9% of the initial sample. The 

final sample consisted of 40% male (men 二 90, women 二 60), the average age was 31 

years old (ranging from 18-60, SD = 9.5), and half of the sample were under 27. 

To examine whether the sample size was sufficient for the current study, I conductcd 

a power analysis. The power analysis revealed thai al the p < .05 level, ihe sample 

of 150 respondents exhibited a power level of 79% for detecting a moderate-sized 

correlation of .20, which is within the recommended acceptable range for power 

(Cohen, 1977). 

5.2 Procedure 

< 

Data were colleclcd at two different time points. I he first survey was distributed to 

the participants in their third post-entry month. As I started the data collection 

during November and December of 2009, the sclcction criterion of the appropriate 

respondents was that the newcomers' entry time should have been from August to 

October ot that year. Specifically, their responses to the first questionnaire should 

have taken place during their third post-entry month. Newcomers' self-reporling 

helped measure nine variables: organizational socialization tactics, organizational 

secure base, original P-O fit perception, proactive personality, need for achievement, 

need for affiliation, socialization content, primary control, and secondary control. 

The initial sample of the participants consisted of 280 new employees recently hired 

to one of three organizations. Of the 280 invited newcomcrs, 248 completed usable 

first-round surveys (response rate of 88.6%). 
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The second time point was the sixth post-entry month, which is to say, three months 

after Ihc llrsl survey. Self-reporting helped measure seven outcome variables, and 

ncwcomers' direct supervisors helped rate in-rolc performance. I invited the 

newcomers to answer the second survey. At the same time, I invited these 

newcomers' supervisors lo rate the ncwcomers regarding their recent task 
# 

performance. For newcomers whose supervisors were on leave, 1 would invite a 

senior colleague who would have been sulTicicntly familicir with the given 

ncwcomer's performance to rate it. Of the 248 respondents who had answered the 

first questionnaire, 166 returned the sccond survey. Of the 166 respondents, 150 

returned the supervisor rating, resulting in an overall response rate of 52.9%. The 

overall retention rate was acceptable in comparison with other longitudinal studies of 

socialization (e.g., 29% in Bauer et al., 1998). 1 performed structural equation 

modeling analyses on the material pertaining to the 150 individuals who had 

responded to all three surveys. But I examined hypotheses 11 � 1 3 in relation to the 

166 individuals who had completed their own two surveys. 

As mentioned in the former section, the sample data were collectcd from three 

organizations. The currcnt section of this chapter explains the detailed procedures 

for each of the samplings. For sample one, I acquired a list of ncwcomers and their 

supervisors from the HR department of an insurance company, and at a company 

meeting, I later distributed questionnaires along with envelopes addressed to the 

researcher's office. All respondents were to seal their own questionnaires in 

envelopes and were to return them directly to the rescarchcr by mail. All 

respondents were to complete their questionnaires anonymously, but the 

questionnaires were coded so that surveys of different limes and sources for one 

newcomcr could be matched to one another. For sample two, I acquired a list of 
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recently graduated students and a list of their emails in the summer of 2009 from the 

student carccr ccntcr al a university in China's Guangdong Province, and I then sent 

invitation emails to the students. In order to motivate as many participants as 

possible to participate, 1 promised to conduct a lucky draw as an incentive among the 

respondents who completed all of the three surveys. After receiving the replies 

expressing an interest in this survey, I sent questionnaires to the respondents by email 

and also asked them for their supervisor's contact information so that I might send the 

supervisor a questionnaire in the second-round survey. For sample three, through 

the help of the HR department at a university in Taiwan, we invited newcomers to 

join the survey and to answer the questionnaires on the spot. I sent all respondents a 

set of instructions stating that the survey was only for research purposes and that all 

personal information would be kept strictly confidential. 

Table 5-2-1 summarizes the details of a sample composition. 

Insert Table 5-2-1 about here 

To assess whether the current study suffered from the threat of non-response bias, 1 

compared the response group to the non-response group in terms ol their 

demographies, personalities, and original P-O fit perception. I used a multivariate 

general linear model (GLM) procedure to test the null hypothesis of no difference. 

Simultaneously comparing the two groups with respect to the variables in concern, 

this analysis indicated no difference in demographic and dispositional factors (Wilks's 

lambda 二 .98, p � . 1 0 ) . However, when I included original fit perception as one 

variable, the results showed a slight difference between the two groups (Wilks's 
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lambda = .94, p = .03). The means of the two groups' original P-O fit perception arc 

4.5 (response group) and 4.2 (non-response group) on a 6-poinl scale. Thus, 

although this study was generally representative of the whole sample in terms of 

individual characteristics, one cannot rule out all non-response bias. 1 think the main 

reason for the possible presence of such bias is that newcomers with very low original 

�It perception would be most likely lo leave their place of employment after six 

months and' would, hence, be relatively likely to drop out of my sample. 

5.3 Measures 

Eighteen variables were measured from new employees' self-reporting and one 

variable (i.e., supervisor-rated performance) were collected from the employees' 

supervisors. The response formal of all measures was a six-point Likert-type scalc 

(from strongly disagree lo strongly agree). The purpose of using an even number in 

scaling was lo help respondents express a positive or negative altitude rather than be 

neutral. Except for three new constructs, all the variables were measured with 

established scales. To make sure that our Chinese-version scales were equivalent to 

the original ones, 1 invited two graduate students majoring in English to help me 

translate and back-translate the material for all the constructs of the main study. I 

compared the translations and did the final revision of the translation. Table 5-5-1 

reports the values of Cronbach's alpha coefficients for all constructs. The appendix 

presents all items from the self-reporting scalc and the other-reporting scalc. 

Organizational socialization tactics. Organizational socialization tactics were 

measured according to the 30-item scales developed by Jones (1986). Although 

socialization tactics were operationalized as a six-dimension construct, in the present 

study, I followed Jones (1986)'s suggestion that the six dimensions be combined into 
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a single one, which was labeled extent of institutionalization and which represented 

Ihc extent to which organizational socialization tactics were well-planned and 

systematic. This unidimensional measure has been used in most sociali/alion 

rcscarch (e.g., Ashforth cl al., 1998; Bauer cl al., 1998; Lueke & Svyantck, 2000). I 

followed this tradition in the field by using extent of inst it uiional izat ion as the 

measure of organizational socialization tactics. A sample item was “I have been 

through a set of training experiences that are specifically designed to give newcomcrs 

a thorough knowledge of job-related skills." 

Organizational Secure Base. Organizational securc base was measured according to 

a 16-itcm scale developed for this study. I generated 16 items by means of a 
r 

deductive approach: namely, by writing up items based on the construct's theoretical 

structure. As there was no established theor>^ for an organizational secure base, 1 did 

not conduct a study to test its nomological nel>vork, but did examine its content 
I 
I 

validity and reliability. 1 contacted three employees from different firms and 

explained to them the meaning of organizational secure base. Then I asked them to 

tick each item that could reflect the organizational environment that I had described. 

At least two raters ticked each item, so all items remained in place lor a pretest that I 

used to test the reliability of the scalc. I conducted the pretest with a sample of 71 

Taiwan-based students who were in the midst of their one-year internship in one of 

several different hotels. I asked these students lo evaluate the organizational 

environment with these 16 items. The scalc has a reliability of .82 with the pretest 

sample. 

Socialization content learning. In order to cover a more comprehensive swath of 

socialization content, f followed Kammeryer-Mucl ler and Wan berg (2003)'s measure, 

which combines Chao, O'Leary-Kelly, Wolf, Klein, and Gardner (1994)'s 
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7-dimensional scalc with Rizzo, I louse, and Lirt/.maii (1970)'s role-clarity dimension. 

The reason for creating this one measure is the absence of any difference between 

Chao et al. (1994) and Rizzo cl al. (1970) regarding their perspectives of socialization 

content: they just focus on different areas of knowledge. Combining them would 

cover more comprehensive information that ncwcomers need to Icam during 

socialization. Moreover, Kammcryer-Mueller et al. (2003),s study empirically 

supports the validity of the combined scales. The instruction was "Please express 

the extent to which you have leamt the content of each item.” A sample item was ‘‘I 

understand the way to successfully perform my job in an elTicient manner." 

Newcomer primary control and Newcomer secondary control. Primary control and 

secondary control were measured according to the scale of NPC and NSC in the 

Workplace (NPCSC-W) developed in Chapter 4. There were 17 items for four 

dimensions of primary control and 21 items for four dimensions of secondary control: 

thus, there were 38 original itcrris in total, with between 4 and 6 items for cach 

dimension. A sample item for measuring primary control was "1 try to stay on the 

same page with the important people in this organization in order to maximize my 

influence on others.” A sample item for measuring secondary control was “I would 

like lo follow my current supervisors, as most of their decisions are reasonable and 

reliable." 

P-Ofit. Supplementary P-0 fit (Similarity) and Complementary P-O fit 

(complementarity) were measured in the current study according lo Piasentin and 

Chapman (2007)，s 9-item scalc and 8-item scalc, respectively. Two sample items 

were “The underlying philosophy of this organization rcOccts what I value in a 

company" (for supplemental P-O fit) and “1 feel that I am important to this company 

becausc I have skills and abilities that substantially differ from those of my 
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in employees' socialization, attitude forming, and role commitmcnl (Acker & Van 

Houten, 1974). 

Second, original P-O 111 perception WILS controlled in order to examine the change of 

P-O fit perception during socialization. I used Saks and Ashforth (1997),s 4-item 

scalc to measure the newcomers' general P-O fit perception at an early post-entry 

stage. 

Third，proactive personality, need for achievement, and need for belongingncss arc 

identified as main dispositional factors that respectively affect the three mcchanisms 

of socialization. To distinguish the organizational effects on socialization 

mcchanisms from one another, I controlled for these three personalities. Specifically, 

proactive personality functions as a stable behavioral tendency of individuals that 

might alTcct the process of uncertainty reduction by learning (Ashford & Black, 1996). 

Previous research has found that people with a strong proactive personality tend to 

seek information and feedback from a new environment, to Icam new things, and to 

try to deal with new problems, all of which help to resolve the insufficient 

information offered by an organization or formal channels therein (e.g.. Miller & 

Jablin, 1991; Ashford & Black, 19%). In addition, Morling and Hvered (2006) 

reviewed related studies and proposed that desire for control and for achievement or 

need for belongingncss or for positive relationships were two main personality 

features affecting preferred primary and secondary control strategics. Individuals 

high in desire for control and for achievement tend to use primary control in various 

settings, while those high in need for belongingncss and for positive relationships arc 

more likely to î sc secondary control. Thus, the three personalities were controlled 

in the currcnt research. 
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co-workers" (for complementary P-O fit). Demand-ability P-O fit and need-supply 

P-O fit were measured according to Cable and Dcruc (2002)，s 6-item scale. Two 

sample items were “There is a good fit between what my job offers mc and what I am 

looking for in a job ” (for need-supply P-O tit) and “My abilities and training arc a 

good fit with the requirements of my job” (for demand-ability P-O fit). « 

Supervisor-rated performance. I used a 6-item scalc to measure supervisor-rated 

performance. The performance scale was developed by Williams (1988), and the 

Chinese version was validated in Law, Wong, Wang, and Wang (2000). 1 he scale 

asked the responding supervisor to rate, from low to high on a 6-poinl scale, the focal 

person's performance in terms of work enthusiasm, quality, efficiency, concentration, 

and other aspects. A sample item for supervisor-rated performance was “She or he 

works fast with high eftlciency.” 

Job stress and turnover intention. Job stress was measured according to House and 

Ri/y.o (1972)'s 7-item scale. A sample item for job stress was “1 have felt fidgety or 

nervous as a result of my job." Turnover intention was measure using Cammann, 

^ Fichman, Jenkins, and Klesh (1979)，s 3-itcm scalc. A sample item for turnover 

intention was “Very probably, I may look for a new job in the coming year." 

Control variable. Control variables in the current study covered demographics, 

original P-O fit, and personalities (i.e., proactive personality, need for achievement, 

and need for belongingness). First, age and sex were included as control variables. 

As some newcomers in my sample were not fresh graduates, there was some variance 

in age. Controlling for age was also an indirect way lo control newcomers' work 

experience, which was found to be a confounding factor in newcomcrs' socialization 

(Adkins, 1995). Sex was included becausc gender difference has been found to exist 
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Proactive personality was measured according to Baleman and Grant ( 1 9 9 3 s c a l e . 

As the original 17-item scale was too long, I sclcctcd eight items that consistently 

showed high loadings (入� . 5 5 ) in all of ihc three samples reported in Bateman and 

Cram (1993)" s paper. Need for achievement and need for affiliation were measured 

according to scalcs (i.e., the Achievement Scale and the Affiliation Scale) from the 

Personality Research Form (PRI:; Jackson, 1967, 1984). The PRF was constructed 

丄s a measure of most of the traits laid out by Murray (1938). It is a comprehensive 

listing of human psychological needs with cxccllcnt psychomclric properties and has 

been widely used in basic and applied research. 

5.4 Analysis method 

In order to test the proposed model, 1 conducted analysis through the following steps. 

The quality of measures wits examined. Specifically, I initially investigated the 

internal consistency of all measures by using Cronbach's alpha coefficient. Alpha 

coefficients arc reported in Tabic 5-5-1. Then, I tested the hypothesized dimensional 

structure of each construct and the distinctiveness among constructs from the same 

sourcc and the same time point using confirmatory factor analysis (CFA). To keep 

the factor structure conceptually clean, I allowed for no cross-loadings. The fit 

indices were examined according to the following criteria: X^14f ratio (good fit 

i ) < f / c i f < 2 - acceptable fit 2 < / V # < 3 ) , root- mean-square error oi 

approximation (RMSHA; good fit () - RMShA < .05 • acceptable fil 

.05 < RMSEA < .1) (Stciger, 1990)，standardized root mean square residual (SRMR; 

good fit 0 < SRMR < .05 ； acceptable fit .05 < SRMR < .08 ), comparative lit index 

(CFF; good fil .97 < CFl < 1.00 ； acceptable fit .90 < CFI < .97 ), and non-normed fit 

index CNNFI; good fit .97 < NNFl < 1.00 ； acceptable fit .90 < NNhl < .97 ). 
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Second, SPSS and structural equation modeling (SHM) with I'lSREL served to 

examine the hypothesized model. I conductcd the confirmatory factor analysis by 

using LISREL, and tested the full model by using both hierarchical regression in 

SPSS and the structural equation model in LISREL. The advantage of hierarchical 

regression is to examine the incremental contribution of each independent variable in 

predicting ihc dependent variable. The advantage of SHM is that it offers a 

simultaneous test of an entire model wilh multiple independent variables and thus 

enables assessment of the extent lo which the model is consistent with the data (Byrne, 

1994). CJiven thai the research purpose had been to examine the parallel 

mcchanisms simultaneously, I tested ihc hypothesized model with SHM. In all 

analyses, participants with missing data were excluded. 

Among the constructs, only primary control and secondary control were defined as 

latent multidimensional constructs. Law, Wong, and Moblcy (1998) argued that a 

multidimensional construct is a latent model if it is a higher-level construct that 

underlies its dimensions. For latent multidimensional constructs, the dimensions arc 

simply different forms manifested by the constructs. Kor these two constructs, I 

averaged items into dimensions, and treated the dimensions as separate indicators of 

their corresponding construct in my SEM analyses. 

As for the structural model estimation, considering the ratio of necessary sample size 

over the number of variables in my model, 1 averaged the items into single indicators 

for all constructs except primary and secondary control. To adjust for measurement 

error when using a single indicator for a latent variable, 1 fixed the loading of the 

variable on its respective factor at one and fixed the variance of the measurement 

error al one minus the reliability. 
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I' inally, al'lcr Icsling ihc outcomes and antecedents of NPC and NSC, I dccidcd lo 

conduct a Ibllow-up analysis lo explore whclhcr NPC and NSC might mediate the 

relationship belvvccn the proposed antcccdcnls and OUICDIIICS . I !iis test was purely 

statistical exploration whose purpose was lo kicntity implications for I'urther study. 

1 he mediation relationship was tested according lo Maron and Kenny (l()8())'s 

thrcc-slcp method. 

5.5 Kesults 

There were ihrcc different data sources in my sample. Allhougli in cach data soiircc, 

respondents caine IVoin a di ITerent branch or dcparlFiienl, which had independent 

socialization practices and environments, llierc was still a possibility of 

non-indepcndencc (thai is, clfccts related lo ihc whole group or university rallier llian 

to an individuaKs perception oi Ihc branch or department). A one-way analysis of 

variance indicated no systematic dilTercnccs in either organizational socialization 

tactics or in the orgaiiiz-ational secure base that were allribillable lo differences among 

groups or universities rather than lo dilTcrences among individuals' perceptions. 

Thai is, bclwcen-groiip variance was not greater lhan witliin-group variance (for 

socialization ladies, 1-2.90, p-.()6;.ror securc base, K=1.39, p二.25): the numbers 

supported my conceptualization ofllic model at ihc individual level, and hence, 1 

proceeded to analy/.c my model by u.sing hierarchical regression analyses and SI(M. 

Table 5-5-1 presents means, standard deviations, reliability cDcrficicnls, and 

inlcrcorrelalions for all variables measured in this study. I hc observed variance on 

all measured variables was adequate. I.irst, my sample supported sonic relalionships 
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that prior sUiclics had supported and that includc the inlliienccs ol'proaclivc 

personality, oforgani/alional socialization tactics, and i>l'socialization conlciil on 

socialization oulcomcs. Sccond, primary control and secondary control, which were 

I ho locus of this study, were positively correlated with some socialization outcomes, 

indicating their poieiUial roles in socialization. Finally, the corrclalions between an 

orgaiii/alional sccurc base and alt oulconic variables olTcrcd strong preliminary 

support for the notion that it might be an imporlaiil contextual factor in inlliicncing 

i 
ncwcomcrs' sociali/ution. 

Sincc several constructs were coiKcplually related and could be cxpeeled lo be 

associated in a subslanlivc way, I conducted additional analyses lo confimi the 

dislinctivcness among the constructs. Results arc summarized in Tabic 5-5-2. l-'irst, 

1 pcrfornicd Cl'As tor the five main variables measured in the first lime point. These 

variables were organizational socialization tactics, the organizational sccurc base, 

sociali/alion coiilcnl, primary control, and secondary control. As all oflhcni were 

mulliclimcnsional constructs, I aggregated items into dimensions and treated the 

dimensions as the indicators of cach conslrucl. This five-factor model was 

compared with two four-lac lor models, and I combined socialization tactics with a 

sccurc base in (�1'’八 model la, and 1 combined primary control and secondary conlrol 

ill r i :A rvKHld 1 b. The results support the assertion that organizational socialization 

tactics and organi/.alional sccurc base were two distinct constructs, as well as the 

assertion lhat primary conlrol and secondary conlrol were two distinct conslriicts. 

Next, 1 conducted similar analyses for seven socialization oulcomc variables: 

supplemental P-O fit, complcmcniary P-O 111, demand-ability l)-() III, need-supply 

IM) fit, job stress, and luriiovcr intention. This six-faclor model was also compared 

with a thrcc-faclor model, which combined Ibur forms of P-O fit into one factor. 
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'I he results ol Ihcsc findings support Ihc assertion that the lour lorins ol P-O 111 

jXMCcplions arc distinctive. 

5.5.丨 Testing three parallel mechanisms 

To tcsl the hypotheses concerning ihrcc para IK.-1 mechanisms and the socialization 

outcomes, 1 concluded a series of hierarchical regression analyses. Tables 5-5-3 and 

5-5-4 report the results of regression analyses for I lypolhcscs l a � l e , 2 a � 2 f , and 

3a - 3c. Specifically, I'ablc 5-5-3 reports the results Ibr lour Ibrnis of P-O fit as 

oulcomc variables, and Table 5-3-4 reports the results for job stress, lurnover 

intcnlion, and supervisor-rated pcrlbmiancc as outcome variables. In the regression, 

variables were cnlcrccl in a hierarchical order, with dcniographic variables and 

original P-O 111 cnlcrcd first as controlling variables, Ihc established socialization 

conlcnt variable entered in the second step, and primary control, square of primary 

control, and secondary conlrol in Ihc final step. 1 included square of primary control 

in the equation lo test the liypothcsi/cd quadratic relationship between primary 

conlrol and stress and between primary conlrol and turnover inlention. 

Insert Table 5-5-3 aboul here 

Insert lablc 5-5-4 aboul here 

I lypolhcscs 1 a 1 c conccm ihc cfVects oC uncertainly reduction by learning (i.e., 

socialization contcnl). Results of model 2 aiid model 14 show thai sociali/aition 
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content was only positively related lo supplemental P-O fit (Hypothesis Ic, 

:」‘)，/,< .01 ) and negatively related to stress (Hypothesis lb, 

= .25, J} < .01 ) not lo oilier outcomes. Hypotheses lb and Ic were supported, 

while la. Id, and Ic were not supported. Hypotheses 2~10 involved ihc function of 

primary and secondary control. Results of model 6 and model 18 showed that 

primary control was positively related lo complementary IM) 111 (Hypothesis 3, 

/i - .27, p < .01 ). I he square of primary control was to unci to be positively related 

lo turnover intention in model 18 (Hypothesis (), [i - .21, p < .05 ) and negatively 

rclalcd lo supervisor-ralcd pertbrmuncc in model 21 (1 lypolhesis 6, 

p = -.20. p < .05 ). I hc significant quadratic term of primary control indicated a 

U-shaped CLIRVC relationship between primary conlrol and turnover intention and 

between primary control and supervisor-ralcd pcrrorniance. Models 12 and 15 

showed thai secondary control made a unique contribution to increasing newcomers' 

need-supply P-O ill (I lypothesis 4, /i = .30, p < .05 ) and to decreasing job stress 

(I lypothesis 8, fi = -.33, /? < .05 ). However, the influence of secondary conlrol on 

other outcome variables (Hypotheses 2 and 10) were not supported. 

5.5.2 Testing antecedents of the three mcchanisms 

I hc sccond purpose of this study has been to explore the antecedents of these parallel 

mcchanisms. In Hypotheses 11 through 13, I proposed that organizational 

socialization and an organizational sccure base might respectively activate three paths 

in the sociali/ation process. To lesl ihe proposed organizational predictors, 1 

condiiclcd multiple regressions with socialization content, primary control, and 

secondary control as outcome variables. Variables were entered in a hierarchical 

order, with demographic variables and three personality measures entered first as 
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control variables, and socialization tactics and secure base in the second step. In 

order to lest the U-shaped relationship with an opening to the left, 1 computed the 

square of primary control and treated the quadratic term as a dependent variable. 

Table 5-5-5 presents my tests on antcccdcnts of the three mechanisms. 

Inscrl'I able 5-5-5 about here 

Organizational socialization tactics had a stronger influence than what 1 had 

hypothesized. Supporting Hypothesis 11, model 26 (see Table 5-5-5) showed that 

socialization tactics had a strong influence on socialization contcnl ( / i = .41,/; < .01). 

I lowcver, in addition, sociali/nlion tactics were also positively associated with 

primary control (model 29, /i 二 .26，p < .05 ) and secondary control (model 35, 

/i = .45,/? < .01), which was an unexpected finding. 1 lypothesis 12 regarded the 

positive relationship between secure base and secondary control, which was also 

supported in model 36 { = . 17, /? < .05 ). Finally, in model 33 of Tabic 5-5-5, 

where I regressed organizational secure base on the square term of primary control, 

the negative coefficient ( p = -.29, p < .01) indicated that there was a left IJ-shapcd 

relationship between organizational sccure base and primary control. That is, 

increases in the degree of a secure base create a situation where primary control tends 

to gravitate toward a moderate level; likewise, dccreascs in the degree of a secure 

base create a situation where primary control lends to be either extremely high or 

extremely low. Hypothesis 13 is supported. 1 conducted a path analysis in SKM. 

As the outcome variables are highly correlated, I allowed for estimating paths among 

them. Path analysis generated a generally similar pattern of relationship. The 

79 



whole model exhibited a good til ( -53.1, p<.01, x ! Id f ratio - 53.1/26- 2.04; 

RMSEA .08; SRMR- .05; CFi=.97, NNH二.91). However, as reported in Mgurc 

5-5-1, the cslimation results were not completely consistent with those in the 

regression. A possible reason is thai regression and SRM use different estimation 

methods (i.e., OLS and ML), and a small sample size would create differences in two 

estimation results. 

Insert Figure 5-5-1 about here 

I 
I 
‘ 、 

5.5.3 Follow-up analyses lor mcdialions Z 

Since the current study's hypotheses have had some support from the above analysis, 

I conducted a follow-up study to test for possible mediation that exists between 

various factors; by undertaking this test. I might be able to offer some dues for future 

study. My hypothesized relationships suggest several possible mediation 

relationships: (1) Socialization content might mediate the linear relationships between 

organizational socialization tactics and (a) newcomcrs, supplemental P-O fit, (b) 

ncwcomers' demands-abilities P-O fit, (c) newcomers' in-role performance, (d) 

newcomers' job stress, and (c) newcomcrs' turnover intention. (2) Primary control 

might mediate the linear relationships between organizational sccurc base and (a) 

newcomcrs' complementary P-O fit and (b) newcomcrs' demands-abilities P-O lit. 

(3) The square of primary control might mediate the linear relationship between 

organi/iitional sccurc base and (a) newcomers' in-role performance and (b) 

ncwcomcrs' turnover intention. (4) Secondary control might mediate Ihe linear 

, 80 



relationships between securc base and (a) ncwcomers’ supplemenlal P-O fit, (b) 

ncwcomers’ needs-supplies P-O fit, (c) newcomers' job stress, (d) ncwcomers' 

turnover intention, and (e) newcomers' supervisor-rated performance. However, ihc 

premise of mediation effect is the existence of a relationship between the independent 

variable and the dependent variable. My results regarding correlations among 

variables (Tabic 5-5-1) show thai organizational secure base was correlated with 

supplemental P-O fit, need-supply P-O fit, job stress, turnover intention, and 

supervisor-rated performance, while organizational socialization tactics was 

correlated with supplemenlal I'-O fit and needs-supplies P-O fit. So the follow-up 

analyses were conduclcd on the basis of the above relationships. 

To test mediation, I used Baron and Kenny (1986)'s three-step approach. Table 

5-5-6 presents the corresponding results, and three main findings were as follow: first, 

primary control fully mediated the relationship between socialization tactics and 

supplemental P-O fit; second, secondary control partially mediated the relationship 

， between securc base and need-supply P-O fit, as well as the relationship between 

sccure base and job stress; third, the square of primary control partially mediated the 

relationship between sccure base and turnover intention. SobcPs (1982) test of 

indirect effects indicates further whether or not the estimate linking the independent 

variable to the dependent variable drops significantly once the mediating variable has 
4 

been introduced. However，the results in the current study were all very marginal 

(pc.lO)，thus indicating that the relationships between organizational factors and 

socialization outcomes might work through a variety of mechanisms. 

Insert Table 5-5-5 about here 
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5.6 Chapter summary 

In this chapter, 1 have reported the procedures and the results of a longitudinal study. 

Results show that, when original P-O 111 was controlled for, socialization content was 

positively associated with supplemental P-O fit improvement，and secondary control 

atTected improvements in need-supply P-O fit. Regarding stress, socialization 

conlcnt and secondary control could release job stress. The relationship between 

primary control and task performance exhibited an inverted IJ-shape; the relationship 

between primary control and turnover intention was U-shaped. 

、 
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CHAPTKR6 

CONCLUSION AND DISCUSSION 

This chapter summarizes the main results, dfscusses the supported and unexpected 

findings, and highlights the major contributions and implications of this study. It 

winds up with the limitations of the current study and suggestions for future research. 

6.1 Research purposes and findings 

To illuminate the socialization processes by which newcomcrs develop into effective 

organizational members, I employed a personal-control perspective from psychology 

literature and developed a theoretical model to explain adaptation mechanisms. The 

model emphasizes that on top of socialization content which is the dominant 

perspective i n socialization literature, we should explain newcomers' adaptation 

processes by considering the strategies thai individuals use lo attain a sense of control 

in conflict. I specified two strategies: primary control and secondary control. With 

primary control, a person tries to change the environment; with secondary control, a 

person tries to acccpl the environment and to change him- or herself. 

The application of the control perspective in this dissertation aims to till in the voids 

resulting from the prevailing socialization literature. These vanguard researchers in 

the field of socialization have found that organizational practices play important roles 

in orientation and training, and that newcomers' proactivily plays equally important 

roles in information acquisition and network development. The common 

explanation of these findings is thai newcomcrs could leam more about their new 

environment and decrease uncertainty. However, newcomcrs not only passively or 
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actively seek information, but also need to process the information and deal with 

conllicts between their previous cognition IVaniework and the new changes. Though 

researchers have proposed the roles of such cognitive and attitudinal adaptation (e.g., 

Louis, 1980), only a few socialization studies have cchocd the call for research to 

focus on newcomer's adaptation process. The call seems even more important if wc 

specially take into account the diffcrcnl natures of information with which newcomers 

must con tend. When information is categorized into compatible and incompatible 

information，it is obvious that newcomers' efforts lo deal with the incompatible 

information can contribute facilitate these newcomcrs' adaptation. Thus, the 

hypothesized model proposed in the current study reflects an attempt lo closc the 

aforementioned gap in the literature. 

Based on the new proposed mechanism, this dissertation's second goal is to explore 

organizational factors thai activate different paths. 1 proposed a new 

construct—securc base—-to describe a kind of organizational environment that 

newcomcrs perccive as secure. Organizational sccure base might be a potential 

organizational factor that helps newcomers to adopt an optimal scl of strategies, say, a 

combination of moderate primary control and high secondary control. 

To achicve the research purposes herein, I conductcd two studies. In study one, I 

developed and validated the measures of primary control and secondary control in the 

workplace. This process resulted in two new scales: A 17-itcm scalc to measure 

primary control and a 20-item scale to measure secondary control in the workplace. 

In study two, 1 tested the hypothesized relationships with a timc-laggcd research 

design. Results show thai primary control and secondary control were related to 

different socialization outcomes, and that securc base was an important organizational 

factor in newcomers' socialization. I'll discuss the main findings and some 
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uncxpcclcd findings in the following scclion. 

4 

6.1.1 Three parallel mechanisms in socialization processes 

Basically, the results of the two studies show a generally similar pattern wherein 

socialization content, primary control, and secondary control worked together during 

socialization processes and respectively affected different outcomes of socialization. 

The first group ofoulcomc variables is four fonns of P-O fit. As discussed in 

chapter three, wc Icncw very little about how socialization might help establish P-O fit. 

To nil this research void, I controlled for newcomers' demographic variables and 

their original P-O fit to test whether P-O fit might change during socialization. As 

expected，though original P-O fit was strongly correlated with later fit perception, 

socialization processes had some influence on the improvement of fit perception after 

a six-month time lag. Specifically, socialization content was positively associated 

with supplemental P-O fit. This finding supports the assertion that socialization 
f 

content helps newcomers not only to reduce uncertainly but also to develop a 

perception of the self as an organizational “insider.，，Such a sense of identity might 

develop while the ncwcomers feci that they are growing more and more in line with 

the organization's culture. 

However, an unexpected but consistent finding surfaced in the pilot study and the 

main study. The relationship between socialization content and supplemental P-O fit 

disappeared when secondary control camc under simultaneous examination. 

Although socialization content and secondary control arc two parallel mcchanisms in 

my model, the above results may be interpreted as suggestive of two possible 

underlying reasons. First, socialization content may be one reason for activating a 

secondary control strategy. The sccond possible reason is that secondary control 
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may be a nearer construct to outcomes than socialization content. 

As hypothesized, primary control was positively associated with improvement of 

complementary P-O fit. This result supports the assertion, which 1 made in the 

model, that primary control can have psychological consequences for fit perception. 

Individuals high in primary control generally take action to improve their knowledge, 

abilities, and skills—the longer-term goal being to exert effective influence on the 

environment and to meet the organi/ation's needs; if successful in this endeavor, the 

individuals would cxpccl lo receive positive fccdback and lo perceive improved 

complementary P-O fit. Another interesting finding in regards to the relationship 

between primary control and demand-ability P-O lit is that the data pointed lo a 

IJ-shaped relationship rather than the hypothesized linear relationship. A possible 

explanation for the U-shaped relationship may be that individuals with very high 

primary control—because of their over-aggressive b e h a v i o r s a r e more likely lhan 

other individuals lo receive some negative feedback from colleagues and supervisors. 

One possible explanation for this negative feedback is that such newcomers would be 

failing to meet the organization' demands. 

Third, as hypothesized, secondary control was positively associated with 

needs-supplies I)-() fit. This result supports my argument that secondary control 

helps to internalize an organization's view and goal. Newcomcrs are more likely to 

understand and sympathize with an organi/ation's situation when the orgaVi/.ation is 

in development. Thus, the ncwcomcrs' perception of a discrepancy between 

personal need and organizational offerings would diminish. 

This study used the second group of criteria variables to evaluate newcomcrs' job 

stress, supervisor-rated pcrfonnaiicc, and turnover intention. Results show that 
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secondary control played an important role in decreasing job stress. This finding is 

consistent with my hypothesis and indeed echoes previous psychology-literature 

findings about other groups of people facing high pressure. This overall consistency 

implies that secondary control is an effective way for newcomers to release the stress 

of facing a new environment. Regarding supervisor-rated performance, the currcnt 

study has shown that only primary control was an clTcctive predictor. The negative 

coefficient of lhc quadratic term of primary control indicates that a moderate level of 

primary control was meaningful for ncwcomers' performance, but that either 

extremely high or extremely low levels of primary control might do harm to 

performance. Regarding turnover intention, findings show that secondary control 

was negatively associated with turnover intention, while the relationship between 

primary control and turnover intention was an inverted U-shaped relationship. These 

findings indicate that newcomcrs with high secondary control and moderate primary 

control were most likely to remain in the organization after the socialization period. 

This evidence further supports my hypotheses. 

6.1.2 Organizational antecedents ot three parallel mcchanisms 

(iivcn that what I have sought to examine is organizations' influences on socialization 

processes, 1 controlled for newcomers' demographics, original P-O fit, and three main 

personalities that respectively^affcct three socialization mcchanisms. Results show 

� that socialization ladies constituted a strong predictor for all paths. Organizational 

secure base, as hypothesized, was positively related to secondary control and was 

negatively related to the square of primary control. These findings mean that when 

securc base is high, newcomcrs lend to seek strong levels of secondary control 

strategy and moderate levels of primary control strategy; when securc base is low, 

newcomcrs tend to de-cmphasizc secondary control strategy and to engage in cither 
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excessively high or excessively low uses of primary conlrol strategy. The latter case 

suggests that newcomcrs cither use aggressive means lo get what they want or~~when 

they find their goals impossible to achieve but do not want to l e a v e j u s t stay in their 

organization while exerting minimum effort and adopting an attitude of indilTcrcnce. 

6.1.3 Follow-up analysis on mediation effects of three parallel mechanisms 

This study's follow-up analysis on mediation effects of three parallel mechanisms 

offers some implications for future rcscarch and for organizations. Specifically,‘ 

socialization tactics increased supplemental P-O fit through primary control. It was 

a little bit surprising thai socialization content was not found to be a mediator between 

socialization tactics and socialization outcomes, which was the widely accepted 

argument in socialization literature. Findings partially supported my conjectures 

about the possible mediating role of primary and secondary control in the relationship 

between securc base and socialization outcomes. Specifically, secure base increased 

need-supply P-O fit partially through increases in secondary control. The negative 

relationship between secure base and job stress was also partially mediated by 

secondary control. Finally, sccure base decreased turnover intention in relation to 

the square of primary control. The left IJ-shapcd relationship between secure base 

and primary control means that when the level of securc base is high, primary control 

tends to be moderate. Moreover, the U-shapcd relationship between primary control ‘ 

and turnover intention indicates that when primary control tends to be mid-level, 

turnover intention will be at its lowest level. Another interesting finding is the 

strong cffcct that organizational sccure base had on socialization outcomes. Almost 

all of the important outcomc variables such as supplemental P-O fit, need-supply P-O 

fit, job stress, turnover intention, and supervisor-rated performance were affected by 

perceived sccure base early on in newcomcrs’ experiences in organization. These 
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results suggest thai this dissertation's new concept of secure base might be a 

meaningful variable for our understanding of how organizations could help with 

newcomers' adaptation. 

6.2 Theoretical contributions 

This dissertation contributes to literature in four regards thai I would like to discuss. 

First’ I have proposed a new pcrspcctivc—the control pcrspcctivc—to extend our 

understanding of newcomcrs' socialization processes. While it has been widely 

admitted that socialization includes two important parts (learning and adaptation), 

most of the previous research has focuscd only on learning. Behind this previous 

research is an assumption that more learning necessarily leads to better outcomes. 

However, this assumption is doubtful as long as we put the following fact into 

consideration. Ncwcomcrs do not enter an organization as blank slates. Instead, 

they bring wilh them their previous cognition, a history of experiences and a unique 

set of memories, expectations, and goals thai guide how they should behave at work 

and interact with others. Thus，most newcomers have to deal with huge amounts of 

new information that may not be compatible with the ncwcomers, themselves. I 

argue that during their socialization processes, newcomers must not only decrease 

uncertainly by learning, but also regain a sense of control by coping with the conflicts 

that arise between the self and the new environment. From this perspective, primary 

and secondary control are theorized to be newcomers' two coping strategies for 

dealing with compatible and incompatible information during socialization. The two 

coping strategies differ from each other regarding their respective underlying 

motivations and their respective socialization oulcomes. Empirically, the findings of 

Ihc dissertation complement the traditional perspective of socialization. Specifically, 

the control perspective sheds more light than ever on socialization processes by 
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highlighting the adaptation mechanisms, burthermore, while previous research has 

argued that higher levels of proactive behavior result in better outcomes of 

ncwcomers' socialization, I found that both proactive behaviors and adaptive 

behaviors are potential facilitators of socialization. The supportive effects of 

adaptive behaviors on socialization differ from the supportive clTccts of proactive 

behaviors on socialization. To be more specific, proactive personality is a stable 

individual trait, while primary and secondary control arc strategies determined by 

both personality and situational factors. 

Second, this study extends the consequences of socialization mechanisms to different 

• forms of P-O fit, a topic that has been a void in the socialization research. Since 

socialization is a comprehensive adjustment of a person, the dissertation stresses the 

necessity of multiple assessing criteria and proposes four scientifically validated 

forms of P-O fit: supplemental P-O fit, complementary P-O fit, need-supply P-O fit， 

and demand-ability P-O fit. The dissertation's rigorous clarification of socialization 

mechanisms' distinct effects on the four forms of P-O fit has helped confirm the 

existence of multiple mcchanisms of socialization process. " 一 

Third, this dissertation contributes to socialization research by exploring the possible 

antecedents of socialization mcchanisms. Addressing the steps that organizations 

could take to help with ncwcomers’ socialization, previous studies have emphasized 

the role of organizational socialization tactics. In this dissertation, anchored in the 

control perspective，I propose the concept of organizational securc base and 

characterize it as another important organizational environmental factor. Secure 

base serves to dcscribc an organizational environment that facilitates the development 

of a psychologically secure relationship between newcomers and the organization. 1 

argue that newcomcrs, early expcriencc of interaction with an organization may alTcct 
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whether they can form a secure attachment with the organization- an attachment that 

might, on the basis of newcomers' coping strategies, deeply affect newcomers' 

socialization. Drawing on hypothesized relationships, I conjectured that 

organizational sccurc base might alTccl socialization outcQffies through primary and 

secondary control. The empirical results, despite providing no stable support for 

these conjectures, olTcr strong cvidcncc that organizational secure base dircctly 

affected almost all of the sociali/alion outcomes. The empirical results support this 

dissertation's assertion that socialization processes arc not only a series of systematic 

practices, but also processes in the development of newcomcr-organization 

relationships. During these processes, the nature of Ihc organizational environmcnl 

would play an important role in shaping the relationship, and organizational sccurc 

base is a possible construct for characterizing such an environment. 

6.3 Limitations and future studies 

This dissertation has several weaknesses that should be noted. First, I coHeeled 

independent variables (socialization tactics and secure base) and process variables 

(socialization learning content, primary control, and secondary control) at the same 

time point. Doing so can cause common method variance. Yet, theoretically, any 

secure base that ncwcomers perceivc should be immediately reflected in their 

behaviors or coping strategies, so it is reasonable lo collect information at the same 

time point. Although it would not be a problem in testing a mediation relationship, 

common method variance might affect the results stemming from tests on the 

relationship between an independent variable and a process variable. If possible, a 

time-lag study design would be preferable to the approach taken here，chiefly as a 

way lo address this problem. 
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The second issue conccms newcomcrs who bccamc “dropouts” in this dissertation's 

sample, insofar ixs the response rate and possible sample bias combinc to pose another 

problem: restriction of range. Although this dissertation has investigated how 

newcomers adapt to a new environment, it would have been better to include the 

ncwcomcrs who had Icll our sample; in this way, the research would have avoided a 

rcslriclion of range. Kurthcrmorc, this dissertation would have been stronger had it 

collcclcd and codcd, if possible, infonnation on these absent newcomcrs' reasons for 

leaving. These reasons, when treated as a dependent variable, might have clarified 

how adaptive processes affect newcomers' early departure from an organization. 

This study treats organizational secure base as a psychological concept: namely, as 

ncwcomers' perception of their organizational environment. In future studies, 

researchers may explore specific practices or elements constituting such an 

environment in order to identify further practical implications that this concept can 

have for other researchers and for organizations. For example, newcomers' 

networks in an organization may constitute an important factor that helps to develop a 

secure base environment. For example, Morrison has found that newcomers’ 

networks affect the newcomers' adaptation outcomes (Morrison, 2002). 

Besides addressing the above problems, there arc several directions in which future 

studies may push their investigations. This dissertation has shown that, as two 

coping strategies, primary control and secondary control are meaningful in explaining 

newcomcrs’ adaptations. So it would be meaningful to identify and examine other 

possible factors that activate these coping strategies and to determine whether such 

coping strategies would remain a stable general strategy that ncwcomers may use in 

the future. 
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Second, there is a special group of newcomers: they are low in both primary control 

and secondary conlrol. Such a status is similar to what the literature has labeled 

'helplessness'. The currcnt study did not examine this group of newcomers 

separately, but several studies on helplessness in psychological literature have 

identified possible implications stemming from these newcomcrs. Future studies can 

zero in on the reasons for these newcomers' apparent helplessness. 

Some interesting findings of this study offer implications for future rcscarch. For 

example, secondary control was found to function much as a mediator would in the 

relationship between socialization content and some outcome variables such as stress. 

This issue is worthy of further examination, regarding in particular whether some 

aspects of socialization content may affect newcomers' adoption of certain coping 

strategics. 

6.4 Practical implications 

The exploratory part of this dissertation offers some potential practical implications. 

The results indicate that newcomers may adopt different strategies to deal with the 

frustrations and conflicts that arise during socialization processes. Organizations 

may affcct newcomers' preferences for available kinds of strategies. In this same 

vein, consider an organization that offers its newcomers an environment in which to 

develop a sccure attachment with the organization: this type of offering is associated 

with positive socialization outcomes several months into the ncwcomers，stay, 

specifically in terms of fit perception, task performance, and low job stress and 

turnover intention. On the basis of these findings, I suggest thai organizations pay 

attention to not just traditional socialization tactics such as training and orientation, 

but organizational efforts to build a supportive environment and a healthy relationship 
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with newcomers, as well. Such an environment would be characterized by many 

positive traits, of which four arc worthy of note here: first’ newcomers would likely be 

treated as members intending to remain in the organization for the long haul; second, 

they could have unparalleled opportunities to interact with their supervisors and 

senior colleagues frequently; third, they would be in a stronger position to perceive 

emotional care and full acceptance from other members in the organization; and last 

but not least, they would be shown a hopeful and attractive vision of the 

organization's future. An organization can develop such an environment in formal 

or informal ways, as circumstances and preferences dielate. 

6.5 Concluding thoughts 

A general outcome of the current study is that it brings to the fore two new insights 

pertinent lo socialization literature. One is about newcomers' coping strategies, and 

the other is about organizational environments supportive of newcomers' adaptation. 

I propose two strategies that newcomers may adopt to deal with the conflicts and 

frustrations thai arise during socialization and that, in turn, affect the newcomers' 

adaptation. I have demonstrated that the two strategies are reasonable and useful 

explanations of socialization process on top of socialization literature's traditional 

perspectives. First, for newcomers, a moderate level of primary control is best suited 

for their adaptation. A moderate level of primary control strategy can effectively 

help newcomers acquire highly useful resources. However, the strategy, when 

operating al excessively high or excessively low levels, can have negative effects that 

are all too obvious. Second, secondary control strategy helps newcomers both 

relieve stress during socialization and improve their perception of fit in the 

organization. Finally, organizational secure base was found to be an important 

organizational environment that can facilitate newcomers' adaptation. Further 
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research on these directions would be meaningful and interesting. 
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TABLE 4-6-1 Alpha Internal Consistency of 8 facets of the Primary-Sccondary 
Control in the internship students “ 

No. of items Alpha 

Primary Control (n=77) 
PC-Predictive 5 .86 
PC-川 usionary 4 .89 
PC-Vicarious 4 .11 

PC-Interpretive 4 .73 

Secondary Control (n=77) 
SC-Prcdictive 5 .66 
SC-lllusionary 5 -81 
SC-Vicarious 5 .85 
SC-Interpretive 3 .80 

A N = 7 7 

i 
f 
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TABLK 4-6-2 Exploratory Factor Analysis of Primary Control 钱 

Hem Factor 1 Factor 2 Factor 3 Factor 4 

PC_P1 .804 ‘ 

PC_F2 .784 

PC_P3 .831 

PC IM .703 .459 

l»C_P5 .684 -457 

PC J 1 .779 

PC 12 .833 

K � J 3 .874 

PC 14 .866 

V 丨 .698 

PC V2 .766 

PC_V3 .848 

PC V4 • .516 .437 

PCJNI * M6 .556 
l)CJN2 * .69H .489 

l )CJN3 807 

P C J N 4 

a N=77; 

Note: (1) Principle component analysis with varimax rotation 

(2) Items with • arc revised after pilot study 

(3) Factor loadings lower lhan .40 arc not reported in the table 
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T A B L E 4-6-3 Exploratory Factor Analysis of Secondary Control “ 

Item I'actor 1 Factor 2 Factor 3 Factor 4 Factor 5 _ 
SCJM .715 
SC_P2 .765 
SCJ>3 * 756 
SC_P4 .737 
SC_P5 .684 
S C J l .812 
SC,J2 .792 
SC_I3 .645 
S C J 4 .706 
S C J 5 .688 
SC V1 .820 
SC_V2 .832 
SC_V3 .792 
SC_V4 .587 
SC_V5 .632 . 擺 

SC'V6 * 侧 

SC—INI * -644 

SC_1N2 .826 
SC_IN3 • -柳 

SC—IN4 .659 
SCJN5 ^ .598 

“ N = 7 7 ; 

Note: (1) Principle component analysis with varimax rotation 

(2) Items with • are revised after pilot study 

(3) Factor loadings lower than .40 are not reported in the table 
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TABLE 4-6-5a Results of hierarchical regression to test the preliminary 
nomological network of Primary-Secondary control (1)“ 

Independent Supplementary P-O Fit Complementary P-O Fit 
variable (Similarity) (Complementarity) 

—陽••• _ - • • • —— —‘ - —. . I 

(\mtrol Variable 
Age .13 .13 .12 .17 .12 .13 .11 .14 

Cicndcr .06 .23 .11 .17 -.02 .07 -.03 .07 ‘ 

Job Satisfaction .52** M** 37** .38** .12 -.06 -.10 -.09 

Independent Variahles 
Sociali/iilion contcnt .33** .33** -.04 .42** .42** .24* 

Primary Control .06 .01 .15 21* 

Secondary Control .61** 30* 

lotal R^ .28 ^ .36 .36 .59 .03 .17 .19 .24 

Change in R^ .08** . 0 1 . 2 2 " . 1 4 * 本 . 0 2 . 0 6 本 

“ n 二 77, 
^ /； <. I. • r < .05, ** p- .01 

TABLE 4-6-5b Results of hierarchical regression to test the preliminary 
nomological network of Primary-Secondary control (2) " 

Independent Demand-Ability P-O Fit Need-Supply P-O Fit 

variable 
Control Variable 

Age .12 .12 .13 .13 .04 .04 .07 .10 

Gender .04 .15 .16 .16 -.14 -.07 -.02 .01 

Job Satisfaction .43** .18 .20 .20* . 7 0 " .55** .62** .63本孝 

Independent Variahles 
Socialization contcnt . 5 7 “ .57** . 5 9 " . 3 6 " . 3 7 " . 2 1 " 

l)rimary Control -.06 -.05 -.28本* - . 3 1 " 

Secondary Control - 03 .28** 

Total R^ .19 .44 .44 .44 .53 .63 .70 .75 
Change in R^ .25** .00 .01 � “ 07** .05" 

'n--77, 
t 厂（.1’ • p < .05."厂 <.01 
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TABLE 4-6-5c Results of hierarchical regression to test the preliminary 
nomological network of Primary-Secondary control (3> 

Independent Job Stress Turnover Intention 
variable 
(\)ntr()l Variable 

Age .05 .04 .01 .01 -.01 -.01 -.05 -.05 

(Jcndcr .00 .04 -.11 -.11 .06 .05 -.01 -.02 

Job Satisfaction -.35** -.27* -.38** -.39** -.74** -.12** -.78** -.83 

Independent Variables 
Socialization contcnt -.20 -.33* -.32* -.05 -.06 -.04 

Primary Control .45** .42** .28** .20本 

Secondary Conlrol -.25* -.25* -.01 .03 

Square of primary control -.06 -.15 

T o t a l . 1 2 . 1 5 . 3 7 . 3 8 . 5 6 . 5 6 . 6 3 6 4 

Changc in R^ .03 .22*^ .01 •()丨 。 产 . 0 1 

‘n-77, 
•厂< ‘I, *p<.05. **f><m 

TABLE 5-2-1 Sample composition 

— ximc 1 Time 2 Time 2 Matched 
Self-report Supervisor Sample 

Insurance Company in Hong Kong 83 42 30 30 
Graduates in Mainland China 43 34 30 30 
New staff at a University in Taiwan 97̂  90 88 ^ 
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APPENDIX A 

List of Hypotheses 

Socialization content (uncertainty reduction by learning) — outcomes 

Hypothesis la Newcomers ‘ learnt socialization content is positively related with task performance. 

Hypothesis I h Newcomers ‘ learnt socialization content is negatively related with newcomers 'perception of job stress. * 

Hypothesis Ic When the ofiginai P-O fU is controlled, newcomers ‘ learnt socialization content is positively related with 

improvements in newcomers 'perceptions of supplemental P-O fit. * 
Hypothesis Id When the original P-O fit is controlled, newcomers ‘ learnt socialization content is positively related with 

improvements in newcomers 'perceptions of demands-ahil ities P-O fit. 

Hypothesis le Newcomers ‘ learnt socialization content is negatively related with newcomers' turnover intention. 

Primary con t ro lou tcomes 

Hypothesis 3 When the original P-O fit is controlled, newcomers 'primary control is positively related with 

improvements in the newcomers 'perception of their complementary P-O fit. * 

Hypothesis 5 When the original P-O fit is controlled, newcomers 'primary control is positively related with 

improvements in the newcomers 'perception of their demand-ability P-O fit.. 

Hypothesis 6 The relationship between newcomers 'primary control and their task performance has an inverted 

U-shape.. * 

Hypothesis 7 The relationship between newcomers 'primary control and their job stress is U-shaped. 

Hypothesis 9 The relationship between newcomers 'primary control and turnover intention has a U-shape. * 

Secondary ontrol-> outcomes 

Hypothesis 2 When original F-O jil is controlled, newcomers 'secondary control is positively related with 

improvements in newcomers 'perception of their supplemental P-O fit.. 

Hypothesis 4 When the original P-O fit is controlled, newcomers 'secondary control is positively related with 

improvement in the newcomers 'perception of their need-supply P-O fit their need-supply P-O fit. * 

Hypothesis 8 Newcomers ‘ secondary control is negatively related with their work stress. * • 

Hypothesis 10 Newcomers 'secondary control is nef^atively related with their turnover intention. 
I 

Antecedents -> Socialization content Primary control, and secondary control 

Hypothesis 11 The extent to which organization socialization tactics have been institutionalized is positively related 

with newcomers'learnt socialization content. * 

Hypothesis 12 The extent to which an organization serves as a security base positively influences newcomers ‘ adoption 

of secondary control strate^^ies.. * 
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Hypothesis 13 The relationship between a security base and primary control has a U-shaped curve with Us opening on 

the left. Specifically, the extent to which an organization serves as a security base affects the extent to 

which newcomers ‘ adoption of primary control strategies is high or low: the stronger the security-base 

role is, ihe more likely newcomers will he lo adopt a primary control stratefiy at a moderate level. * 

(Note: hypotheses with arc supported in this study) 
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完
成

每
項

任
務

前
，

我
會

細
心

核
查

並
佈

置
各

項
環

境
條

件
’

以
爭

取
成

功
。

 

和
一

個
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事
合

作
前

，
我

希
望

可
以

深
入

瞭
解

他
’

以
確

保
與

他
合

作
是
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以

成
功

的
。
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果

一
項

工
作

需
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某
些

技
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，
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會
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式

做
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功
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。
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參
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功
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應

該
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解
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的
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，
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會
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曾

給
我
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來

幸
運

的
衣
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（

或
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子
、

領
帶
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品
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》
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時
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我
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歡
帶

著
“

平
安

符
”
 一

類
的

東
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。
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果
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。
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機
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。
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。
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在
這

個
組

織
裏

’
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了
獲

得
提

升
，

我
不
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悅

我
的

上
級

們
。
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努

力
和

組
織
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的

重
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人
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友
，
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樣
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態
度

也
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較

好
。
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困
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力
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後
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原

因
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度
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應
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果
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應
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如
果

在
該

組
織

做
一

項
自

己
失

敗
過

多
次

的
任

務
’

我
不

會
投

入
太

多
，

免
得

太
大

失
望
 

我
在
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裏

可
以

避
免

接
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我
不

大
可

能
成

功
的

任
務

，
免

得
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受
挫
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現

在
看

來
，

實
習

以
來

因
为

運
氣

問
題

遇
到

的
不

順
心

’
我

已
經

能
用

平
常

心
對

待
了
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不

需
要

擔
心

未
來

在
這

裏
的

工
作

’
因

爲
註

定
發
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事
情

總
會

發
生

的
 

在
該

組
織

的
工

作
會

有
什

麼
樣

的
成

績
的

確
有

一
部

分
是

運
氣

因
素
 

從
長

期
來

看
，

每
個

人
的

好
運

、
壞

運
應

該
是

大
致

相
當

的
 

我
在

工
作

中
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會
了

坦
然

接
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好
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和
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運
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交
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本

質
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的
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也
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希
望

的
 

我
願

意
服
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主
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’
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可

靠
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和
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友

，
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們
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友
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乐
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友
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價
値
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觀
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時
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工
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。
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A P P E N D I X C Quest ionnaires 

Questionnaire 1: Time One self-report 
(“ABC” is represent the name of the firm) 

2009�2010 ABC Ncwcomcr Adaptation Survey 

(屮文版） 

親愛的 ABC New Agent, 

您好！ 

非描感謝您的合作！初到一個新的I:作取境’记既興爾又充滿挑戰的。作爲來自存港中文大學的研究 

者，我們^/T/*^.能夠瞭解新agent如何hi以iti好的適應新的T.作项境’以及公…可以在哪些方向協助新agent 

史好的適應。我們希望你們能夠-起參與到迠项有意我的研究中，、丨fm願意完成糖個研究過。爲r股好的 

阶解新agent適應的過程，我們需要收染三輪資料。這足第-次调硏’ y的记瞭解您來到ABC妝與現舟：的 

llU•衝經理luij识開始乍的〒-期經驗和丨：作感受”之後的兩次將分別/十：您進入ABC後的第三個片和第六個)i » 

您提供的所有资訊• I调研組都將嵌格保密。在我們肉公nr�免報時’將只资—冇agent的回?？全翔5放 

作一起所做的統針分析姑来。如束您個人感脾趣’我們也榮意向您捉供調研姑果作爲參考。爲了激设後的結 

架冉W柯效’能夠辩助發現現存的問題’並提供改搏建现，希望您能夠奶鹤丨纟I己的真赏感受。如果您有ffM 

問題或顧慮，請隨時與我們聯繁，我們的郵箱地址Jt̂  iianavan@baf.cuhk.edu.hk 

Hi次感謝您的作！ 
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您的 e-mail Mk址 一 • (AMC email) 《个人1 

您的個人Agent編號 

您的栘勒俄fjA•號碼(或K:他聯繁式）—__ 

(郵柏地丨1丨.和Agent編號你…來接收以後的兩次淑fafî  ’並？彳一.次,调杏進行[；L_|«jd ‘ rii丨丨您艰訂M—個郵祐。 

mm ！ ) 

非 I 比 I 有 I 弁 I tb I非 
常 ti ft 點 較 常 

i h v m 據 您 對 公 I ， • 丨 � i i u 廝 經 丨 . 3 ！̂ 

& t t “ 

的炉！̂啤。 

一公司把我們願將會畏期?速工作的agent’並以這樣的態度安排新agent培訓 i 2
 3 4

 s 6 

據我盼解’這個公司辭退agent時沖’們與- “ ‘ � ^ ‘ ‘ “ 

一！";.公司希望我們可以把道裏當作一個長期的"家、 - 1 2 3 4 5 6 

如果沒打特殊情況’我和11前的I卩丨廝經理應該會Ĵ HPJ共4Î �
 1

 2
 3 4 S 

—sy公司未來發展方向對於我個人來說越來越有吸引力。 — 1 2 3 4 5 6 

—Ŝ 到^̂：^̂後号沙』的東内大大腳出广我的眼界" — 1 2 3 4 5 6 

我的商屬經理對團隊發展方向的計费很讓人振笛。 — 1 2 3 4 5 6 

到H前爲Ih,我ia得我的齒猫經埋絕人多數時候都能傲出iK確的決定“ —
1 2 3 4 5 6 

"so我有機會與我的直屬經理就工作上的事悄做頻繁的交流。 — 1 2 3 4 5 6 

"••>讲我播要時，�4以從我的直制經圳那鬼竭求到艰助。 — 1
 3 4

 5
 6 

~u我有機會與我的團隊成員就工作上的事情傲頻繁的交流� 1 2 3 4 S 6 

~s.2常我‘招要時，可以從我的_隊成M那褒導求到烦助� 1 2 3 4 5 6 

即使我的直屬經理批評我的錯誤，他/她•總是完全接受的。 1 2 3 4 5 6 

我的直制經现會時常關心我情感上的;翅’並給予j；：投� - 1 2 3 4 5 6 

— jlSî 況下’即使我不/JMl�冒犯鲜的圃隊同事I他們也不會排；^� 1 2 3 4 5 6 

~.S.6我的M隊M事會時坑關心我感上的辦嬰’收給予支援� — 1 2 3 4 5 6 

非 I 比 I 有 I 有 I 比 I 非 
常 較 tt ft 常 
不 不 不 同 同 同 

满根據您n Li的感受在各陳述右邊選揮您對該陳述M过的程度。 ！̂ $ $ & 

"OF.我目前的知識、技術和能力能滿足公司對我的工作要求� 1 2 3 4 S 6 

迫份丨：作"J以滿足我U的各方面的;jg要" — 1 2 3 4 5 6 

一OF3.這個公司能滿足我目前各方面的播要。 1 2 3 4 5 6 

OH边份職業使得我"I以傲我{？{歡的那額丄作 1 2 ：) 4 5 6 
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非I比I有I有I比I非 
常 較 ft tt ti 常 
不 不 不 同 同 同 

A & & 

-m無論|g身什麼場合，我都會主動促進環境變化。 — 1 2 3 4 5 6 

沒柯仆麼t̂ J以比右到把我的想法變成現树史•ill我押浓的书1'� ~ ’ ^ ‘ ‘ “ 
-PP3如梁看到我不喜歡的現象，我會改變它。 1 2 3 4 5 6 

PP4無論多闲難，只越我認定的•我一足tj?努力树現。 ~ 、 ‘ ‘ ‘ “ 

m我堅持捍衛我的親點•不惜反圾他人意見° 1 2 3 4 5 6 

PP>.我善於尋找把掘機‘ ^ ‘ ‘ ‘ ‘ “ 

m我一直在尋找解決問題的更佳方式° 一 1 2 3 4 5 6 

如果我滋定個想法’找將不斑仟何阻礙完成它。 4 1
 2 3 4 5 

NAC丨人們應當動卩認真地完成工作。 — 1 2 3 4 5 6 

NAC2我离歡承擔有難设的丨：作。 ~ ~ 1 2 3 4 5 6 

NAC3.在我的工作領域內’我直努力做到 好才滿足。 1 2 3 4 5 6 

NAr4不論足否關乎生計，我都會一樣努力地i：作。 1 2 3 4 S 6 

- N A C 5 . _目標至少比 k X•好一點。 1 2 3 4 5 6 

NAC6我經馆制定很難哲现的13標- ^ 、 ^ ‘ ‘ “ 

NAO. / j僻候花很長時間爭取自己想得到的東西。 — 1 2 3 4 5 6 

NAC«我並不介总別人玩樂時候我存：丄作。 一 1 2 3 4 5 6 

•naf丨.我選揮可以與人分享的活動作爲愛好。 1 2 3 4 S 6 

napt我會刻意去認識朋友’ 1 2 3 4 5 6 

NAF3.人們都覺得我非常隨和。 1 2 3 4 5 6 

NAM我十分享受社交生活。 、 ‘ ^ ^ “ 

NAF5.我花大量時間走親• » 1 2 3 4 S 6 

NA>-6我欣交朋友。 1 2 3 4 5 6 

NAF7.我完全信賴我的朋友》 一 1 2 3 4 5 6 

NAK»我虚我所能多和朋友們在…起- 1 2 3 4 5 6 

I 非 I 比 I 有 I 有 I lb I非 
常 較 點 tt 校 常 

不 不 不 同 同 同 

卜向問题描述广勒膽口 J能爲新 a g c i U — f i ^ l W )解助。满認閱 • I f l每一個問趙，然後同同同惠意意 

根 據 您 揮 您 對 該 陳 述 M 息 的 f t U 立 。 t & & 

_cu.入職以來’細其體agent共同參加了大a與工作蒋關的培訓活動。 1 2 3 4 5 6 

m在热悉L作要求的過程中’》以也新agent對我很有狱助。
 1 2 3 4 5 6 

公司安排所有的新agent經過了基本目同的學習過程。 1 2 3 4 5 6 

CM我所參加的大部分培訓都进和H他新agent分開進行的。 1 2 3 4 5 6 

所有的新agent有一M^在同一條船上”的慼受。 1 2 3 4 5 6 
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m 女排我參加r •系列拟助新agcm深人拟解工作ffl關技能的抬,训活则“ | 1 2 3 4 5 6 

m在培訓過程中，公司一般會把我們和其他资深的agents分開。 1 2 3 4 5 一 

m在深人瞭解部門流程和工作方法之前’公沒有要求我開始 iK式树行1:作職
1 2 3 4 5 6 

我的大部分工作知識是在自己不断地試錯摸索中獲得的。 1 2 3 4 5 6 

II，我清楚我個公司與已經摸到J^蔽門� 1 2 3 < 5 

-|D丨這褢讓我感覺我的技能對這個_很重要。 1 2 3 4 5 6 

丨如il大多數同都給予了我他們個人的女持。 — 1 2 3 4 5 6 

•D3我浦要改變我的態度和價値觀才能在這個公司中被他人接受。 —
1 2 3 4

 5
 6 

找的同Hi付出很多額外的努力來狱助我適應典。 1 2 3 4 5 

-丨D5我覺得這裏資_ agents和我保持離，直至我達到他們的期望。 — 1 2 3 4 5 6 

‘SR.在個公司琪’灼色與r^j色的銜接’以及工作與丄作的迎接都有清晰的模式。—
1 2 3

 4
 5 6 

SR2.培訓過程的每個階段是逐步開展的，與新agen t在工作進程中獲得新知識的進度^‘‘‘®^ 

匹配-

SH.在道個公司圾’两色之丨li]或職能之問的變動/丨•:牌歴記錄中是非常明確的“ 1 2 3 4 5 6 

_ SR4這個公司沒有安排新agent經過一個程式淸楚的學習過程。 1 2 3 4 5 6 

•SR>公Hj忠的皆升途M是淸晰明確的� — 1 2 3 4 5 6 

S D 丨這個公 f t j 衷资深的 a g e n t s 把指作爲自己工作職货的一部分。—^ 2 3 4 5 6 

sm iin過觀察那些資深的agenLs，我淸楚地瞭解到我丨—弓己的丄作要求。
 1 2 3 4 5 6 

SD3.我從資_ agents那奥得到的關於如何做好工作的指導非常少 1 2 3 4 5 6 

SIM除非我卜id上動•否則其他agcnto很少會问我接解。 — 1 2 3 4 5 6 

—sm我需要獨自摸索自己在道個公司中的工作要求。 1 2 3 4 5 6 

m通過觀察前人的經驗，我可以預測我在ia個公司未來的晋升途树� 1 3 4 5 S 

1 2 3 4 5 6 
FV2.我很清楚新agcm進入公司後的整個培訓過程將要經歴哪些不同步驟及其時間 

表。 

m我的丄作進程將按一個记的時間表進行，蔽掘經理都已經和我清楚溝通過f^ 1 2 3 4 5 6 

-附mi個公司中，我幾乎不知道什麼時候會被安排新的培訓• 1 2 3 4 5 6 

FV.關於我存：进個公司裏將來可能矜遇到什麼事悄的资訊大都來正式的小道們 1 2 3 4 S 6 

息，Ifll•不是公司中的猫规符道-

"“ 完丨基丨有I有I基丨完 
全 本 點 點 本 全 

不 不 不 晚 晚 除 

你對現Y丨Tf i：作的紺織瞭解多少呢？請根據卜面各题項’樹選你的Rise解积.盼盼晚解解解 

他 " 解 解 解 

1 •我所在的部門/工作幽隊的歴史。 1 2 3 4 5 6 

2.朝谶内部的習悄，風俗、俄式等。 1 2 3 4 5 6 

3.組織內長期保持的一些傳統》 1 2 3 4 5 6 

4.我所在的部門/T.作闻隊的货试 1 2 3 4 5 6 

5. _的發展歴史 1 2 3 4 5 6 
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6 . 我 所 掀 丨 丨 ： 的 T ： 作 巾 的 特 別 術 甜 和 辭 1 ” 2 3 “ 4 “ 5 r 

7. _屮大家都使用的一些陳猫和行話 1 2 3 4 5 r 

8.糾織舆；沾使用的一些酣稱和縮鹤 1 2 3 4 5 r 

9.我_己的業務中的特殊辭贫和行話 1 2 3 4 5 r 

10.找tJ己的業務中的簡稱和縮绍 1 2 3 4 5 r 

H. _中到底逛什麼規则在“离正運作" 1 2 3 4 5 r 

12.組诛屮哪些是碌打彩费力的人iil：誰 1 2 3 4 5 r 

13. _衷的權力分配 1 2 3 4 5 r 

14.我爾要做到哪些Hi才科有較好的丄作職務 1 2 3 4 5 6 

15.組娥琪其他人行爲背後的動機 1 2 3 4 5 r 

1 6 .糾織巾哪對於我完成 n作 / S屯 ®的人 i 2 3 4 5 r 

17.我的同車們是否能成爲我的好朋友 1 2 3 4 5 r 

IK. W 他的聚辩小科排桥我 1 2 3 4 5 r 

19.同事們是否把我視爲和他們“-夥兑"的 1 2 3 4 5 6 

20. K他同彬的非止式的聚科不辨排柄我 1 2 3 4 5 r 

21.我在組嵌中是否受歡迎 1 2 3 4 5 r 

22.同事是否咨歡我 r 2 3 4 5 6 

"23.找 i i j以成爲我們組織的代H人 1 2 3 4 5 6 

24. _的目標和我個人的 g標一致* 1 2 3 4 5 r 

" 2 5 . 我在惯愤觀丨很匹 B d * 1 2 3 4 5 6 

"26.我認同組織告訴我們的那些價値觀 1 2 3 4 5 6 

" 2 7 .我完清楚組餓的R標 1 2 3 4 5 6 

_28.如染要找出能夠代表組織價値觀的员工，我可以是其中之一• 1 2 3 4 5 6 

29.我赞同組織所;Tf的y德 1 2 3 4 5 6 

30.我明瞭我從事的這份工作所描的主要技巧 1 2 3 4 5 6 

'31.我明瞭有效地完成我目前的丄作的方法 1 2 3 4 5 6 

•32.我明瞭成功完成我工作中各項任務的方法 1 2 3 4 5 6 

‘33.我明瞭我la份工作所辦要的技巧和能力 1 2 3 4 5 6 

‘34.我明瞭我道份工作中具體職贲的知識 1 2 3 4 5 6 

35.我明瞭我有多少職補。 1 2 3 4 5 6 

36.我明瞭我工作中清晰的、有針劃的目標 1 2 3 4 5 6 

37.我明瞭我的丨:作職责 1 2 3 4 5 ~ 

38.我明瞭應如何分配我的工作時問 1 2 3 4 5 6 

39.我明瞭•和部門對我的期望 1 2 3 4 5 6 

40.我明瞭關於我毎天毋體應該完成的事哦 1 2 3 4 5 6 

139 



完丨& I有丨有丨&丨•完 

常你丨�丨丨對丄作屮••^‘小確足、雜以卯解、的資訊時’或足遇到作折和W難特，F t 本 • 本 全 

fe I ；̂ I ‘ I 
SCI.對於•項我非常沒把握的任務，我愈提前告知主符，或者屮請調換任務 1 2 3 4 5 6 

SC2.在瞭解衍楚其他部n的丄作規範和前，我不科匆忙閲始新的介作 1 2 3 4 5 r 

SC3.當不確定應該怎樣傲時，我可以向主管或有關人貝瞭解消楚再傲，以免失誤 1 2 5 r 

S C 4 . 如 果 做 項 失 敗 過 多 次 的 任 務 ， 我 不 矜 期 “ ^ 太 • 免 得 朽 太 人 失 1 2 3 4 ~ 5 r 

"scs.t^j能的話•我•ajg免接受不大nj能成功的任務，免得太受挫 1 2 3 4 5 6 

SC6. 1:作以來因爲述诚問题遇到的不順心’我G經能用平常心對待/ 1 2 3 4 5 r 

~SC7.我不描心未來在這琪的工作•因爲註矩發生的琳1诗總将發生的 1 2 3 4 5 6 

SC8.我相信我所在的丨胡隊是個幸迎的M隊•> 1 2 3 4 5 r 

SC9.從長期來看•毎個人的好迎、壞運應該是大致相常的 1 2 3 4 5 r 

SCMO.我也「.作中舉矜然接受好速和壞迎的交待來臨 1 2 ^ 5 r 

s e n .我相信無論該組在表現如何，它的本赏是好的，也娃有希望的 1 2 r ~ 4 ~ ~ 5 r 

SCI2.我願意服從我現在的主管•因爲ftii/她的決策通'丨丨？)合理和可旗的 1 2 3 4 5 r 

SCI3.我很願窓和這個組織奥的重要人物交朋友’能成爲他們的朋友是一件榮水 1 2 r ~ 4 5 r 

SC14.孩組織琪的迅要人物把我常作朋友時，我侍很向彳iJ • 並 银 得 丨 ‘ 丨 己 足 有 似 値 的 1 2 3 4 5 r 

SCI5.""“我相信當我調悠自己觀念與組織一致時，工作會更有意義。 1 2 r ~ 4 5 r 

SC16.遇到挫折時，我很願激與我的卜/尚和同>^分享我的⑷難和如慮 1 2 r ~ 4 5 r 

sen.工作以來所遇到的挫折和困雖解助我更堅定了我生命中的信念(或信ff l i) 1 2 R ~ 4 5 R 

SCI 8./十：工作》界位我所犯的船誤和失敗规助了我丫十：組織屮史成设 1 2 3 4 5 r 

SC19.從長期的職業發展來看•工作以來遇到的那些挫折對我很有幫助 1 2 r ~ 4 5 6 

SC20.我認爲我遇到的那些挫 ifr和不愉快的經歷辩助我史多認識己和瞭解他人 1 2 5 r 

SC21.當組俄安排我面對一些不確定的環勒時，我認爲是一次资樹的學習經驗 1 2 r ^ 5 r 

PCI.完成每項任務前，我會細丄、核进並佈_各項環境條件，以爭取成功 1 2 R ~ 4 5 R 

PC2.和新同合作前’我希望可以深人瞭解ftll/她’以確保與他/她合作是可以成功的 1 2 r ~ 4 5 r 

PC3.如果一項工作播要某些技能，我會在正式傲前多練習’以_成功的可能性 1 2 r ~ 4 5 r 

PC4.進f/—明合作前我會儘饿事先與彳^關部門或負贲人溝遍了細節’以保證fY作成功 1 2 3 4 5 6 

一 P C 5 . 當 我 不 確 定 應 該 怎 樣 做 時 ， 我 會 向 主 管 和 同 琪 瞭 解 清 楚 ’ 以 達 成 极 佳 結 果 1 2 3 4 5 6 

傲边要的.丨：作時，我矜穿上咎給我饿來幸運的衣服（或拙 F - 、領帶、飾品等) 1 2 R ~ 4 5 R 

-pC7.出差時，我專歡帶著"平安符"一類的柬西 1 2 3 4 5 6 

l’C8.如果D似選揮，在T：作巾我會常常使用我的伞:速敝位或幸诬H 1 2 3 4 5 r 

PC9.我藉歡用一些我的幸運物作飾品‘這樣有可能食增加我在工作屮成功的機會 1 2 R ~ 4 5 R 
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I'CIO. 我努力與糾織與的审.I攻:人物保持-致•迈樣能借他們的俺勢來彩哲�(；他>、/屯 1 2 3 4 5 6 

~PCll. Ytlil個組織忠，爲了獲得提升•我會儘揿収悅我的主管們 1 2 3 4 5 6 

P C ' i 2 .枕力和組織边的要人物交朋友 I i i樣他人對待我的態度也mt較好 1 2 3 4 5 ” T 

P C 1 3 . 遇 到 困 難 時 I 我 求 助 於 超 ！ ^ 丨 然 的 力 盘 ’ 道 會 抵 助 我 解 決 問 1 2 3 4 5 r 

PCM.一次失敗後我合^*|^消原闪•下次努力排除适些彩哲 1 2 3 4 5 r 

~PC15.盘有同事對我態度不好時’我一定合瞭解淸楚原因’以使知道如何回應彳til/她 1 2 3 4 5 6 

IV16.如果把受組織•阵不公平的對待•我辨卯淸妝闪•並以適常方式投訴 1 2 3 4 5 6 ~ 
PC17.我不能接受一牲不明原因的誤解和衝突 i 2 3 4 5 r 

倘人資訊 

(您捉供的以F资巩"T以辦助伐們敝解幣fw公的總體怕況’ mmim • mm) 

> 您的性別 I. -n 2. 0： 

> 您的年齡 

> 您畢業後第-I.作叫始的時叫 年_ )) 

> 您此次與A …簽約的時丨1(1 2009年 j ] 

…本……"……… 問卷姑束。pf次感謝您的合作! …………本…… 

、 
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Questionnaire 2: Time Two Self-report 

2009-2010 ABC Newcomer Adaptation Survey 

锐愛的 ABC New Agent, 

您好！ 

幣感謝您在第一次调研屮的「丨作！ 

iii份問苍爲第一份淑研’ ••！1；阶解您進入ABC丄作幾fWH後的適應悄況。您提供的所打资an ’,调研組都 

將嚴格保密。在找們公司免報特’將只货報所"f丨agents的问矜全部放在一起所傲的統計分析結来-如束您倘人感 

树趣•找們也樂换向您捉•供網研結聚作爲參考。1荡广饿极後的丨果i《併付效’能夠?助發fU現存的問題•收提供改搏 

mm，希淨.您能夠旗辩自己的贞.贺感受。如•您有任何丨⑴題或顧饱，捕隨時與我們聯贤，找們的郵祐地址i^t 

1ianqvan@baf.cuhk.edu .hk. 

丨
�
条次感謝您的合作！ 

您的 e-mail 地址 (ABC email) X個人） 

您的倘人Agent編號 

您的移_話號碼(成其他聯繁方式） , 

(郵箱地址和Agent編號俺用來對幽次調riti進行匹fid，！)8丨您塡)(^同-郵箱。謝謝！） 

非丨比丨有I打丨比丨非 
？ i t 較點點較 ’ ^ i t 

_根據您目前•^個屮的感受選揮您對該 丨 f i的碰。 小 不 不 M N 同 
l " J 同 同 意 意 意 

葸 意 氣 

丨.這個公司運營侍後的哲學正是我般狩重的一家公司應該其備的特黄。 1 2 3 4 5 6 

SFT2.我的個性和我周阅的同银相近》 "1 — 2 3 4 5 ~ 

Tm.我和道個公司裹的贫他同事有很多共同的地方。 " i 一 2 3 4 5 6 

81-1-4.我個人的價値觀讓我在這进®得比較類，因爲與公司強調的悄値親不MJ� 1 2 3 4 5 r 

Trrs.我個人的價値覲和我周困的同事不同。 1 2 3 4 5 6 

Trr6.我的個性特撤與逍個公司的特徴成“形象"很匹配- ~一一2 3 4 5 ~ r 

S F T 7 . 我的技個公司在员工屮尋找的那些技能 。 1 2 3 4 5 6 

S I T S.我個人的 f i g値觀讓我在這中啦別於其他 t t r.» 一1 一 2 3 4 5 6 
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SKr9.我的能力水與我的同事們相常。 1 2 3 4 5 6 

C1T1.我货得FliJ在公比較审.耍的.囚爲我打與我的M事小M的技能。 1 2 3 4 5 6 

"CFT2.同事符時需要依賴於我’因爲我有一些他們沒有的能力。 1 2 3 4 5 6 

cm.同"ji•^丨佛追要的決策時’有時會諮狗我，囚rs我若問趙的祝角色與他們不丨"1。 1 2 3 4 5 6 

找感覺己在這個組織中是比較突出的。 1 2 3 4 5 6 

C1T5.伐的知識、技能爲組織提供了 -feK•他H丨：不能制共的束1叫。 1 2 3 4 5 6 

"cFr6.我覺得我是讓這個組織正常運作的力觅屮不可取代的一部分。 1 2 3 4 5 6 

"CXI7.雖然我的倘性和其他丨"1堪不同•行起來我們能夠彼此/:/:爿I抑î .。 1 2 3 4 5 6 

CIT8.組織琪的其他员工大都能夠欣賞我和“主流筒工”不同的地方。 1 2 3 4 5 6 

IMFTI.找•前的知識、技術和能力能猫足公rrj對我的工作盟求“ 1 2 3 4 5 6 

"j^FH.我目前的工作經驗能滿足公1^】對我的工作要求。 1 2 3 4 5 6 

1)AFT3.我的人際交往能力足以與現在的^郎阳利台作。 1 2 3 4 5 6 

DAIT5. S前我的學習能力足以應付公两給我的新任務° 1 2 3 4 5 6 

"î s丨Tl.公司能滿足我R前各力•而的‘A丨艱。 1 2 3 4 5 6 

"wn.這份工作在很大程度上是我喜歡做的那種工作。 1 2 3 4 5 6 

NS1T3.在這個公nj逸丄作，我不丨紹•及
(
耗费過多招力考處丛本的牛活'箱盟° 1 2 3 4 5 6 

"NSFT4.在道個公trj琪從琪目前的工作可以激發我的熱ffl。 1 2 3 4 5 6 

JSTl我工作上的問題已經讓我晚±失眠。 — 1 2 .3 4 5 6 

JST2由於丄作h的原因’我已經感到煩躁和心神小安。 ~ 1 2 3 4 5 6 

JST3我在很大的腔力下工作。 T " 2 3 4 5 6 

JST4我的T.作直接影響了我的健谈。 1 2 3 4 5 6 

JST5如果做另一份工作’我的健康狀況可能會得到改善。 1 2 3 4 5 6 

JST6我常常“把r作W问家"’因爲我在做;rt他啦情時時猫會想到它" 1 2 3 4 5 r 

JST7我在參加工作上的會識之前常會覺得繁张。“ 1 2 3 4 5 6 

TI1我常想到辭職。 1 2 3 4 5 6 

我很tij能明年科尋找新的工作。 1 2 3 4 5 6 

~rr3如果能自由選擇，我仍然咨歡扭_個組織丁.作。 1 2 3 4 5 6 

Sat總？丨i•來說，我對我的T.作很滿意° . I 1 2 3 4 5 6 

*****問卷到此結束•丨ipWig謝您的支持！ 
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Questionnaire 3: Supervisor Rating 

2009-2010 ABC Newcomer Adaptation Survey 

雜的 ABC Manager, 

您好！ < 

补常感謝您的ft作！這份调研宵丫I•：阶解ABC的new agent工作幾個 j i後的適應惜況’爲公£/�提供相 

關-资訳以制助以後的新ascnt Iti好地適應。我們作爲獨、V：的研究機構與ABC f t 作 進 行 這 調 研 。 在 這 

份問存中’我們需效請您對這位新agent人職以來的农现進行許惯“您提供的所行資訊’調研糾都將嚴格 

保密，不伶作爲新agent在公Ffl的仟何錄“在我們丨(《】公司免報時’將只策•報予部新agent的資訳放/丨-: 

-起丨ff做的統HI分析給架。如朵您個人感興趣’我們也架盘向您提供調研結果作爲參考。爲了讓後的給 

果真赏有效’解助發現現存的問題，並提供改》辟姐識’希望您能夠哦IT;?；汽货的觀察和感受。如染您行仟何 

問題或 feTl嫩，講隨時與我們聯繁’我們的郵箱地址足 . i i anqYanpbaf .cuhk .edu .hk . 

次感謝您的合作！ 

您 _ 的 N e w A g e n t 編號 

您 _ 的 N e w A g e n t 姓名 

~ t S -
全 本 點 

點 本 全 
不 不 不 

‘ [m] 同 同 
M iMl M 

s s 

mPl.搬她有很大的工作興趣和熱沈 1 2 3 4 5 6 

1RP2.彳fe/她工作的持久力強，從不懈总 i 2 2 A 5 G 

IRP3. fife/她工作很専心•凡蘭全$以赴 1 2 3 4 5 6 

IRP4.搬她的工作品资很尚’銷誤很少 1 2 3 4 5 6一 

1RP5. f fe /她的工•率很高’ « 很 快 1 2 3 4 5 6 

IRP6. ftil/她的雅體的工作表現很好 . 1 2 3 4 5 6 

*****問卷到此姑來。丨Ij次感謝您的支持！ ***** 
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