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Abstract
The aim of this study was to analyze whether the impact of socialization on new employees’
reputation is positive or negative. To aware the potential employees about factors that can
help in bringing out constructive rapport in the professional life, it was important to explore
the importance of socialization and forming association in the organization. Variables studied
were socialization, grouping, relationship with other employees, and new employees’
reputation. A sample size of 250 respondents was taken for data screening to carry out this
research through simple random sampling technique. This was correlative research and
multiple linear regression analysis was used to check the impact of independent variables on
employee’s reputation. It was a quantitative as well as qualitative research and data was
collected by distributing questionnaires. The result suggested that socialization and
association with your colleagues play a vital role in creating good reputation while grouping
will not be that helpful. The employees can be social and perform team building attitude
rather than forming a group. The study tells about the importance and the level of overall
socialization an employee must pursue to get promotion. The balanced socialization can help
employee in building up rapport when he is a new entrant in any organization.
Keywords: socialization, employee reputation, employee relationship
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1. Introduction
We often encounter situations where organizations recruit employees that makes some new
entrants feel competent, whereas others helpless. They make some perceive themselves as
effective as helpful organization members and make others feel rejected or detached? Also
catering to making some employees feel like actively contributing towards the organization
while making others passive observers?
Different employees bring number of different differences to work. It is because they all have
variety of attitudes, personalities, and values. They have different ways of perceiving
situations, react differently under pressure, and have different problem-solving methods.
When these individuals enter into their respective organizations, their stable characteristics
and traits affect their behavior and performance. Furthermore, the companies as well, hire
people with expectations that those individuals possess certain abilities, knowledge, values,
skills, and personalities which would cater to the organization and prove beneficial for both
the work environment and the work itself (Carpenter, Bauer, & Erdogan, 2012).
1.1 Problem Statement
The purpose of this study is to find out whether new entrants of an organization have positive
effects on their reputation while forming groups and socializing with colleagues since
orientation. (Beugré& Psychology, 2010).
The term “Socialization” refers to a process through which individuals gain the information,
language, knowledge, values, and social skills to conform to the roles and norms set and
required for merging into a community. Within an organizational setting, the process of new
employees becoming familiar and sensitive to the informal and the formal power structure
and rules of behavior is known to be as socialization. This research paper helps in
determining the positive or negative effects of socialization on new employees’ reputation
within organizations and the process of them being influenced and forming groups (Wang,
Kammeyer-Mueller, Liu, & Li, 2015).
Workers inside association frame bunches through conveying formally and casually. The
general population who are more social inside an association tends to positively affect their
reputation when they know the strategies of conveying peer connections productively. As
abnormal state of socialization may paint a picture of being more social and less mindful
towards your work (Tyran, Gibson, & Management, 2008).
1.2 Research Question
This research examines the relationship among the three independent variables and one
dependent variable. The question in this research is the extent of the impact that employee
reputation can have due to more or less socialization of an employee in an organization or
forming alliances or positive relationship with existing employees.
1.3 Purpose of Study
This study sets to focus on the organizational practices of socialization and communication
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levels available and being utilized to new employees. It caters to the extent to which these
widespread, or as we know, practices are looked at by newcomers as being helpful in
becoming effective organizational members. This study also talks about new employees’
perception towards socializing and grouping amongst themselves or with colleagues. It will
also cater to the developed thought of socializing within organization affecting employees’
reputation in a positive manner.
1.4 Significance of Study
This study will help in exploring the newcomers’ role of proactive socialization and
individual differences strategies in developing an employee’s status in the organization. The
research will investigate whether being more social in the corporation is highly effective in
bringing out positive image of employee. The hoped findings are the direct relationship
among the variables.
1.5 Definitions
1.5.1 Deontic Concept
Relating to or expressing moral duty or obligation.
1.5.2 Deontic Concept
Relating to or expressing moral duty or obligation.
1.5.3 Heterogeneity Characteristics
The quality or state of being diverse in character or content.
1.5.4 Esprit De Corps
An emotion of self-esteem and loyalty in between the fellows of group.
1.5.5 LMX
Leader Member Exchange
1.5.6 OCB
Organizational Citizen Behavior
1.5.7 Somatic Complaints
It means having a great emphasis on symptoms of the body, for example fatigue or aches, that
too to a point where it might or does cause anxiety, depression and other distresses and
creates problems while functioning.
2. Literature Review
2.1 Empirical Review
2.1.1 Social Network
The research aimed to study the various aspects like influence of employee socialization on
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organization commitment. The researcher discussed about the critical phase of a new
employee is when the entrant must manage relationship with employees and the organization
itself. The researcher examined the case of the company in Jordan, the hurdles new
employees face and how the organization facilitate the hurdles (Judeh, 2011).
Wang et al. (2015) examined the Newcomers' Relationships of how social network helps in
forming ties and socializing. Variables used in this research article were the newcomers’
strength in relation to role clarity, organizational knowledge and task mastery. It also focused
on the newcomers’ social network within the organization in relation to their organizational
commitment and social integration. It also determined that there will be a positive
relationship between commitment and status and range of an individual's friendship network.
Commitment towards the organization increased when newcomers’ friendship networks had
different individuals from different levels and subunits, and when newcomers had larger
networks, their social integration was stronger. It was further recommended in the research
that such researches will not only enhance understanding of how newcomers grasp the
behavior, attitudes, and knowledge that they need to function successfully in their respective
organizations but will also make us comprehend the role of social networks within
organizations.
The reason that a new representative can confront a problem when join the association, the
association focus on the best way to decrease the vulnerability. To achieve fruitful
authoritative socialization, passionate connections toward the association is required. Further,
social cooperation from different representatives are vital in the procedure of authoritative
socialization. The effective association tries to change new workers, through productive
socialization program, into set up hierarchical representatives (Saks & Gruman, 2011).
Dawley, Andrews, Bucklew, and Journal (2008) researched on supervisor support, mentoring,
and perceived organizational support. They used the variables mentoring, perceived
organizational support, supervisor support, job search behavior, and organizational
commitment. The sample size selected was 346 employees as respondents and method for
data collection was done through surveys amongst those respondents. Regression model was
applied to the data that was collected and it was found out that the strongest factor for high
organizational commitment was perceived organizational support. It was greater than
mentoring or supervisor’s support, which in comparison failed to develop commitment
towards the organization. It was not, however, fully negated that supervisor support of
mentoring do not contribute towards development of an organization’s workforce and
leadership, but the fact that perceived organizational support prevails in this matter could not
be denied either. The only drawback of this study that was conducted is that the data was
taken from a single manufacturing firm in the US and hence cannot be generalized. The
results from this research also suggested that leaders in an organization should fully address
programs of organizational‐support including rewards, job conditions, and fair operating
procedures.
2.1.2 Relationship Between Employees
Tyran et al. (2008) examined relationship amongst deep and surface level heterogeneity
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characteristics, Team Reputation, and Group Efficacy. They used the variables collectivism
cultural values and tenure, gender and ethnicity and their influence on team outcome, team
efficacy, and team reputation. The data was collected from a sample size of 57 teams and
groups belonging to the banking industry sector. The research results showed the contrary of
hypothesis made. The result showed a positive relationship between group efficacy and
collectivism heterogeneity, and a negative relationship between team reputation and ethnic
heterogeneity. The research also talked about the implications for theories of international
management, group development, and social cognition.
Vitell and Singhapakdi (2008) researched on the role of ethics institutionalization in affecting
esprit de corps, organizational commitment, and job satisfaction. They used both explicit as
well as implicit forms of institutionalization of ethics commitment towards organization,
esprit de corps, job satisfaction, organizational socialization, age relative, and ethical
relativism. The investigation was done on marketing professionals and data was collected
from them respectively. The results of the research indicated that at least ethics’ one of the
forms of institutionalization is a prevalent factor of all the three organizational climate
constructs. Although, where socialization in the organization is a significant factor of all three
variables of organizational climate, the only determinant significant in finding and measuring
of the commitment in a negative direction towards organization is relativism. In determining
job satisfaction, only age is significant.
Kim, O’Neill, and Cho (2010) examined as of when does an employee of an organization not
help his/her coworkers? This study helped in determining the effect of leader–member
exchange on employee envy and organizational citizenship behavior which basically meant
organizational socialization and its impact on employee behavior and reputation. In their
research, they used the variables envy, leader-member exchange, and organizational citizen
behavior. The sample size was 233 respondents who belonged to the domain of hotels and
worked as front line hotel employees. Path analysis was used on the collected data through
which the results were complied. The results showed that workers who have a bad working
relationship and bad communication with their respective supervisor, which means low
leader-member exchange, tend to show greater levels of envy in comparison to the employees
who have somewhat closer working relationships with the same respective supervisor, which
means high leader-member exchange. Finally, a decrease in voluntary behavior of helping
was found towards coworkers because of higher levels of envy.
Venkataramani, Green, and Schleicher (2010) researched upon the effects on member’s work
attitudes because of leaders' social network ties. The researchers used variables that were
social ties, leader-member exchange, turnover intentions, and employees’ job satisfaction.
The sample size from which data was collected was 184 and they were bank employees that
worked within 42 branch managers at the respective banks. It was found that those leaders
with greater and stronger quality relationships with their bosses, also those who were more in
connection with their peer networks were thought of and looked up as by their subordinates
as having a higher status in their respective organization and, ultimately, were able to
establish a higher quality connection and relationship with them. Moreover, the impacts of
the leaders' perceived status on Leader Manager Exchange were powerful when subordinates
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were not so central in their own peer network. Eventually, Leader Manager Exchange
moderated the effect of perceived status of leaders in their organization on job satisfaction of
the subordinates and turnover intentions.
Song, Chon, Ding, and Gu (2015) evaluated job satisfaction and work engagement with the
variables core self-evaluation and organization socialization tactics. The researcher study
about the CSE and how it helped in job satisfaction and work engagement. The study found
that core self-evaluation can help new employee to adjust in a new environment. The data
was collected from hotels in China.
2.1.3 Ethical Values and Attitudes
Beugré and Psychology (2010) researched on resistance to socialization into the
organizational corruption, which basically targeted the employee’s harmful attitude of
corruption and reputation in accordance with socialization. In this research, variables used
were deontic justice model and reduction in engagement of corrupt practices. The data was
collected and compiled using the deontic conceptual framework. Result showed that deontic
model’s fundamental premise of corruption within an organization is that the new entrants
with powerful deontic values are more likely to control their getting socialized into
corruption, also consider taking the actions necessary in reducing the corrupt attitudes lying
in organization in comparison to those who have weak deontic principles. The research model
also proposed that the newcomers who have powerful and strong deontic values are presumed
to resign or quit the corrupt organizations more in comparison to those with weak deontic
principles. It was suggested that a deonance scale could be built to measure the effect of
deontic values towards resistance to socially corrupt nature and it can be used to train people
in future regarding moral rights and fairness.
2.2 Research Framework

Dependent variables

Independent variable

Socialization
New employees’
reputation

Grouping
Relationship with
existing employees

Figure 2.2.1.
The research framework explains the relationship between new employees’ reputation with
socialization, grouping and relationship with existing employees. In this research the impact
of the three-independent variable on dependent variable will be tested.
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2.3 Hypotheses
H1: Socialization has a positive impact on new employee’s reputation.
H2: Grouping has a positive impact on new employee’s reputation.
H3: Relationship with existing employees has a positive impact on employee’s
reputation.
3. Research Methodology
3.1 Research Approach
The research is based on getting an idea regarding the relationship between three independent
and one dependent variable. The exploratory research helps in finding how and why the
independent variable impact dependent variable. To know the impact of socialization,
grouping and relation with existing employees on employee’s reputation, the exploratory
research is being carried out. Socialization, an independent variable and the questions taken
for this variable were from a paper that revolves around networking with people. Similarly
questions for the independent variable grouping were taken from the same paper that
discusses about communication and developing connections at organization (Zinko et al.,
2012).
The relationship with existing employees and dealing with people has been explained in the
research paper and the questions were taken from the paper (Ferris et al., 2005).
The questions for dependent variable were taken from the research paper regarding employee
reputation and how people and the employee think about the certain situations (Cavazza,
Guidetti, & Pagliaro, 2015).
3.2 Research Design
The research problem is to find the impact of socialization, grouping and relationship with
colleagues on the rapport of employee. Correlational research design is used to discover the
relation among all the variables.
3.3 Sampling Design
Simple random sampling as the research sampling design was used in this study to obtain a
result that is scientific so that it could be used to portray the entire population and it was also
chosen for a nonbiased result.
3.3.1 Target Population
The sample size in this research was taken from different organizations and institutions.
Respondents were mainly the new comers and managers, regardless of age or gender, that
were randomly selected.
3.3.2 Sample Size
The respondents that were randomly selected, asked for consent, and were given
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questionnaires to fill until the desired number of 250 respondents was reached.
3.3.3 Sampling Technique
Probability sampling is used as a technique of sampling for the conducted research. The
respondents were selected randomly from different institutions and organizations, as done in
simple random sampling.
3.4 Instrument of Data Collection
The data for this research was collected through the developed structured questionnaire,
depending upon the respondent’s availability, time, and resources. The data for this research
has been collected from different sources such as research papers, articles, journals, books
and internet. For primary data, questionnaires were used mostly with new employees and
managers in a reputable organization. As per the secondary data, majority of it was collected
from academic sources such as articles, internet, and journals. Articles and research papers
were mainly taken from Jstor, Springer, Emerald Insight which were easily available.
3.4.1 Reliability and/or Validity of Instrument
Pilot testing was done through giving questionnaires to a sample size of 30 respondents to
check the questionnaire’s reliability.
3.5 Procedure of Data Collection
Questionnaires were given out to the respondents of random organizations and universities to
collect data for statistical representation in the study from employees and students who are
newly employed.
Quantitative research data collection method was done for this topic to get better insights
regarding the phenomena of employees’ behavior within organization. The “how” and “why”
of dependency of employees’ reputation because of grouping and socialization within an
organization was found out. Besides the quantitative research data collection method was also
used to find out about the phenomenon through numerical representations and statistical
representation.
3.6 Statistical Technique
It comprised of three independent variables that are socialization, grouping, and relationship
with existing employees; and one dependent variable that is new employee’s reputation.
Reliability in all the variables was found. Furthermore, the questionnaire was then dispersed
into larger sample size for gathering of data and for calculating of the results.
Multiple Linear Regression technique has been used for the data analysis and interpretation.
4. Result
The research of this study helped in finding the relationship of socialization and other
independent variables with new employee reputation. Results suggest that grouping does not
impact the new employee’s reputation. The employee is free to decide whether he wants to
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form groups in the organization or be a productive team player. The decision will not
influence the worker’s status in the organization. The worker can stay friendly with or
without forming groups to build a positive image. The independent variable grouping is not
affecting new employee’s reputation as shown in the results.
Bauer, Bodner, Erdogan, Truxillo, and Tucker (2007) discuss the problems and behaviors
faced by the new entrant in an organization. This research tells about the problems new
employees face while adjusting to the culture and people. The three important variables in
this research are role clarity, self-efficacy, and social acceptance. The variable social
acceptance is linked with the results of this research finding. The relationship with existing
employees and socialization among employees help the new entrant to get adjusted.
Table 4.1.

The significance level of grouping is above 5% which clearly shows that there is no
significant impact of the independent variable grouping on the dependent variable employee
reputation.
On the contrary other two independent variables socialization and relationship with existing
employees; have significant impact on the dependent variable. The new worker must
socialize and mingle with people to paint a positive picture of himself. The idea of connecting
with colleagues productively can result in a constructive visual of the employee’s rapport.
4.1 Descriptive Profile of the Data
Table 4.2.

The T-value needs to be greater than 1.96 for the variable to be accepted. Here the T value of
socialization and relationship with existing employees is greater than 1.96, indicating the
strong relationship with the dependent variable. Grouping has a T-value less than 1.96
indicating that it does not have any significant impact.
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4.2 Validation of Model
Table 4.3.

The data collected passed the reliability test. The data collected initially by 30 respondents
was done pilot testing to check the validity/reliability of the model. The test run was
Cronbach’s Alpha and the result was 8.2% that means the data collected was reliable.
4.3 Hypotheses Testing
H1: Socialization has a positive impact on new employee’s reputation.
H2: Grouping has a positive impact on new employee’s reputation.
H3: Relationship with existing employees has a positive impact on employee’s reputation.
The hypotheses taken were tested and checked for reliability through reliability analysis
initially and then through multiple regression analysis. The results of reliability analysis
proved that the hypotheses are valid.
4.4 Hypotheses Assessment Summary
Table 4.4.
S.No

Hypothesis

Sig Value

Conclusion

H1

Socialization has a positive impact on new
employee’s reputation.

0.020

Accepted

H2

Grouping has a positive impact on new
employee’s reputation.

0.836

Rejected

H3

Relationship with existing employees has a
positive impact on employee’s reputation.

0.000

Accepted

The H1 has a sig value of 0.020 i.e 2% and it is less than 5% so the H1 is accepted and the
sig value signals that there is impact of level of socialization and employee does in a
corporation on the employee’s reputation.
The H2 has sig value higher than 5%, it is 8.3% so it tells that there is no significant impact
of grouping on the status of the worker in the organization.
The H3 result tells that there is an impact on relationship with existing employees on their
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reputation of the employee because the sig value is lower than 5%.
5. Conclusion
Mujtaba, Sims, and Psychology (2006) examined the socializing of retail employees and the
effectiveness of formal versus informal methods of socialization. The research related to this
article because it showed impact of socialization on employees. They used the variables:
informal socialization process, formal socialization process, employee attitude, unethical
behavior. The sample size was 203 full time employees using informal process for
socialization and 274 managers using formal process for socialization. The results indicated
that full time employees who used the process of informal socialization and communication
were more towards accepting unethical behavior and were tolerant of such attitude. However,
managers who used a formal process of communication and socialization were not readily
agreed towards unethical behavior or any of such attitudes. This led us to a conclusion that to
implement and to work on eradicating unethical behavior and practices in any given
organization, formal socialization is a much better way in comparison to informal
socialization process.
The purpose of this research was to find out if the socialization really helps in building a
constructive image of a worker. By getting the sig value for socialization less than 5% tell
that it really impacts the image of the employee.
The research tells about how an employee has issues in socialization because of new
environment and culture. The researcher van der Werff and Buckley (2017) examined how
the new employees react to a certain situation and trust existing employee. To trust a new
person is hard and the entrant has no clue whom to trust. Initially the new employee develops
positive relationships but by the time pass an employee can find it hard to take the decision of
who to trust.
So the findings of this research tells about the balance a new employee can maintain while
socializing in a new firm.
5.1 Discussion
The sig value for two independent variables is less than 5% which indicates the importance of
variables for the employee to bring out the positive image. The independent variable
grouping has shown no relation with the dependent variable that means it does not matter if
the employee has grouping as habit to build up his image. In this research, results suggested
that being social in the organization can help the employee for his career growth but the
The results demonstrated that social responsibility and reconciliation is adversely identified
with the system size of companionship in any case, emphatically identified with the quality of
fellowship in the corporation. It likewise verified that there will be a positive connection
amongst responsibility and status and possibility of a person's fellowship position (Wang et
al., 2015)
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5.2 Implications
This research is helpful for the new employees who join the organization but do not know the
technique to figure out the key to success and outstanding image in front of colleagues or
supervisors. The basic purpose of this research was to know the level of socialization an
employee can do for producing effective results. So, this research can help employees to
know the point where socialization can start and stop.
5.3 Limitations
The limitations in this research are difference in the gender while socialization. In this
research findings, males and females have different perceptions in an organization related to
socialization in the organization. Males might be considered as friendlier while they are
social, but the case is not same with females. People think differently for both the genders as
well as both genders think differently too.
5.4 Recommendations
To create awareness regarding the topic, it is necessary to research further on the topic so
more people can come to know about the importance of being social in an organization. Also,
the research findings will help to know the extent of friendliness an employee can pursue to
have a good image in office.
As discussed by the researchers Saks and Gruman (2011) the new employee face difficulties
in getting to know the organization, culture and people; it would be helpful to motivate
employees and new entrants to research regarding the level of socialization, and how to build
relationship with existing employees to make sure that people know a new employee has
joined the organization.
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