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Abstract

Research aims: This study aims to discuss the impact of socialization about
organizational goals and career development on intention to change jobs with
coaching and career development as a moderating role.
Design/Methodology/Approach: This research data were obtained from public
companies involved in providing products and services to their customers. There
were 400 respondents selected to be given a questionnaire that included closed
questions, and 378 questionnaires were selected for further analysis. The
sampling technique used was purposive sampling. Both differentiation and
regression studies were employed in evaluating the relationship between the
independent and dependent variables by SPSS software.

Research findings: The results of this study revealed that there was a positive
relationship between organizational socialization and career development.
Besides, it was also found that there was a negative relationship between the
purpose of structural socialization and the intention of changing jobs.
Theoretical contribution/Originality: The moderating role of coaching and
employee progress strengthens the relationship between organizational
socialization and career development. This study uncovered that the
organizational socialization component was closely related and consistently
increased employee loyalty.

Practitioner/Policy implication: The results of this study are good news for
managers because the board of directors has a very significant role in socializing
the organization.

Research limitation/Implication: The scope of this research itself is relative and
insignificant due to the limited number of samples. Thus, expanding the sample
size and adding a wider area will be able to strengthen the results of this study.
New research should be designed to investigate various career development
programs that can increase employee loyalty so that it is not easy to change jobs.
Organizational managers are also encouraged to innovate in creating and
supporting employee career development, especially for novice employees, by
providing various experiences to facilitate their career development.

Keywords: Organizational Socialization; Career Development; Intention to
Change Work
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Introduction

The purpose of changing jobs is to become a behavior for someone to stop working at a
company. For many business firms, the main and critical issue is employee turnover, and
it is also the focal point of much scholastic intrigue. Employee turnover is an important
subject for both analysts and scholars in the organizational performance field (Memon et
al., 2017).

Various company leaders, academic researchers, and human resources experts are also
trying to find out what causes workplace changes (Lin et al., 2017). In addition, changes
continue to reduce prices as Allen et al. (2010) explain that turnover costs (i.e., reserve
costs) range from 90 percent to 200 percent of workers' current salaries. Moreover,
several activities such as organizational outreach activities, career development
programs, and training have contributed to improving company performance. Employers
consistently strive to increase potential employees to increase high engagement in the
organization.

Starting a new career is a cycle that requires transitioning, understanding, and overcoming
confusion in carrying out roles in the company. Here, organizational socialization is a
mechanism for novice employees to switch to understand their new position to be more
active and successful in improving company performance (Gruman et al., 2006; Bauer et
al., 2007). Based on the research, 23-25% of employees left their first year. Employees
who participated in social interaction services in a company were more than 50%, and
they would get a work contract extension of up to three years. However, only 34% of
employees had good productivity, and their productivity was only in the first 8 to 12
months. Therefore, it is important to be analyzed so that companies can recognize the
potential in promoting employees; therefore, it can optimize their productivity through
good selection activities and planned training processes. This organizational socialization
process can also be a concern to increase employee loyalty to reduce job change
intentions.

The biggest role of socialization is to provide workers with unified information about a
deep understanding of the organization. Song & Chathoth (2010) stated that social
independence has a major impact on job satisfaction and employees’ desire to return to
their careers in new companies. Other opinions argued that effective socialization about
organizational goals helps increase self-efficacy to feel more comfortable with their work.
Effective socialization can have a long-lasting beneficial effect on workers in improving
their performance according to their abilities. Socialization can also provide benefits by
reducing workers' vulnerability to change jobs. The more established organizations are
the key to their prosperity and promoting good employer-employee relations as a
profitable activity. In addition, organizational socialization can be described as the
company's efforts to make the employees understand the goals that must be achieved
and the company's goals in the future. Based on the research of Niguse & Getachew
(2019), salary is part of the reward system given to employees who play an important role
in increasing employee creativity. Employee creativity for achieving organizational goals
is vital for management to utilize extrinsic and intrinsic reward systems for their
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employees effectively. Salary is also a fixed payment that will be received periodically, in
this case, once a month. The salary received by employees is closely related to the skills
possessed by workers and their contribution to company profits. The more important the
skills possessed by employees and their contributions to the company, the larger salary
will be got. If the salary received by the employee is not satisfactory, the employee will
tend to choose to change jobs. Therefore, the company must be able to set a good
employee salary so that employees can survive in the company.

Moreover, every company wants its employees to stay in the company and devote
themselves to its progress. Employees who want to grow with the company will always
feel motivated and enthusiastic in carrying out their work. In addition, these employees
will also always think of strategies so that the company can continue growing. The
company must have a mechanism to encourage and regulate workers' career
development to feel at home for a career in the company. In this case, organizational
socialization is an essential action aimed at workers and company leaders so that
employees can understand the company's goals and take the right position in providing
benefits to the company. Otherwise, a lack of socialization about the goals and rules
within the company will tend to have large negative consequences so that employee
motivation to work becomes less optimal. The company's ability to place employees in
the right positions will also increase employee loyalty to work in the company optimally.
Employee loyalty will then influence management in providing salaries and rewards
(Niguse & Getachew, 2019). Based on the results of Aliyati et al. (2020) regarding the
existence of supervision, motivation and commitment for each employee would affect
their performance. Hence, if an employee commits to working but cannot adjust to the
tasks that must be completed, it shows that the employee perceives the task as a pressure
that threatens him, and it can cause stress for the employee concerned so that he feels
uncomfortable to work.

Therefore, this study aims to determine how organizational socialization affects job
change intentions with a mediating role of the function in career development and the
function of coaching and developing workers. The second purpose is to envelop a
conceptual framework and hypotheses in developing human resources to improve
company performance. The third is to select the best method, in which the method used
will be tested and analyzed comprehensively to obtain conclusions. Here, career
development and coaching employee are important keys to ensure organizational
socialization sustainability.

Literature Review and Hypotheses Development

Commitment to job satisfaction and job performance aims to broaden knowledge about
the scope of introduction of a different organization. Meanwhile, organizational
socialization is essential for both employees and employers to grasp to help the employee
transfer process go more smoothly (Ozdemir & Ergun, 2015) and generates dedicated
employees congruent to the company's values (Coldwell et al., 2019). The process of
organizational socialization has recently been the topic of substantial research because of
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its effect on employee satisfaction, performance, and turnover (Jannesari & Sullivan,
2021). The results of Akhtar et al. (2015) research illustrated a significant relationship
between organizational commitment, job satisfaction, and job performance. It is
concluded that organizational commitment positively impacts job satisfaction and
employee performance. In the socialization process, the leader will provide knowledge
that employees can use in developing themselves and helping themselves in doing their
work. Employees who get socialization will have more knowledge about their organization
than employees who get less socialization. It is because in conducting socialization,
leaders will provide structured information, which can help them overcome anxiety,
confusion, and concerns about their role in the organization, thus encouraging the
affective level of employees. The research found that the better the organization
socializes, the more employees believe they have an important, meaningful, and valuable
role. Thus, by making employees feel valued by the organization, employee commitment
to the organization will appear. In the socialization process, employees learn about norms,
values, language, politics, goals, and various things.

One way that an organization or government agency can care for and maintain its human
resources is to look at the career development given to employees. A study has shown
that employee involvement in the decision-making process in effective career
development can help in building trust between both parties to achieve the desired
organizational results (Khan et al., 2015). Career development design is also quite
important to stimulate employees, increasingly performing and ultimately improving
employee performance. Besides, the career development process has a positive and
significant impact on employee performance (Gyansah & Guantai, 2018). Career
development here is the activity of employees in planning their future careers in the
organization to develop themselves to the maximum. Through career development,
employees will be assisted in setting realistic goals and abilities required for a position.
Moreover, a person's career is very personal and very important in life. Thus, the basic
attitude of the organization must allow everyone to make decisions in developing the
desired career. In this case, the role of the personnel manager is to assist in this decision-
making process by providing as much information as possible about the desired career
opportunities in the future.

In every organization, employees are a very valuable asset and are often a key factor in
the organization's success. Thus, every organization should invest adequate time and
resources to improve their quality and performance through employee coaching and
development (Gyansah & Guantai, 2018). Career guidance and development is the
responsibility of the leadership and top-level management. It is because, according to
Febrianti et al. (2020), there is an influence of career development and motivation on
employee performance. In addition, organizations and employees must not allow the
process of coaching and career development to be coincidental to survive in the world of
work. Both parties must do what is required to ensure a successful work climate that will
result in maximum productivity (Gyansah & Guantai, 2018). In this regard, coaching is
important to improve performance. Through coaching, there will be two-way
communication between managers and employees so that managers can identify what
needs to be improved and how to improve. In line with that, it is stated that coaching talks

Jurnal Manajemen Bisnis, 2022 | 111



Purnomo, Utami, & Gill
The Impact of Organizational Socialization and Career Development ...

about a person's beliefs and behaviors that hinder performance. Through this coaching,
managers can see a person's level of confidence in work and what behaviors can hinder
performance so that they can provide a way out.

Turnover is the cessation of an employee from work voluntarily or moving from work to
another workplace (Dessler, 2016). Turnover is how employees leave the organization and
must be replaced. The research results (Abdurrahim et al., 2017) showed a significant
relationship between job satisfaction and organizational commitment, which significantly
correlated with turnover intentions. The tendency of turnover intention is the desire to
move, not yet at the realization stage, namely moving from one workplace to another.
Also, Lum et al. (1998) defined turnover intention as the desire of individuals to leave the
organization based on dissatisfaction by finding other jobs outside the company. Aspects
that affect the intention to switch jobs start with job dissatisfaction felt by employees,
and then employees start thinking about leaving their current workplace. The employee
intends to leave to have a better job and will end with the employee's decision to stay or
leave his job.

In a socialization process, leadership directly transfers knowledge that employees can use
to develop themselves and assist themselves in doing their work. As a result of
organizational socialization, employees will increasingly believe that they have an
important, meaningful, and valuable role in the organization or company. Career
development design is also important enough to stimulate employees to perform and
improve employee performance increasingly. The career development process has a
positive and significant impact on employee performance (Gyansah & Guantai, 2018).
Thus, the career development process will also follow when socializing the organization
well. Successful organizational socialization can be aided by proactively guiding employee
career development (Jiang et al., 2021).

Hi: There is a relationship between organizational socialization and the development
career.

Through career development, employees are assisted in determining logical and realistic
goals and in accordance with the abilities needed for a position. Employee involvement in
the effective career development process helps build trust between both parties to
achieve the desired organizational outcomes (Khan et al., 2015). Meanwhile, turnover is
how employees leave the organization and must be replaced. When the company
supports employee career development, turnover will be reduced. According to a high-
commitment human resource strategy, one technique to reduce voluntary turnover is to
develop employee careers (Kasdorf & Kayaalp, 2021). Thus, there is a negative
relationship between career development and turnover intention. In other words, good
organizational socialization negatively affects employee turnover intentions. There will be
no tendency for employees to stop working in a company if the socialization of the
organization has been implemented properly. Formal organizational socialization
programs may be one strategy to support career progression and lower newcomer
turnover intentions (He et al., 2020).
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H.,: There is a relationship between career development and turnover intention.

Hs: There is a relationship between organizational socialization and turnover intention.

Coaching and career development become the responsibility of the leadership and the
top management. It is because, according to the study results by Febrianti et al. (2020),
there is an influence of career development and motivation on employee performance.
Here, coaching is important for improving performance. Coaching is also critical to
developing employee capabilities and the long-term utilization of those competencies in
the service of businesses in any organizational socialization (Al Hilali et al., 2020).
Moreover, employee training and development is routinely an effective organizational
socialization activity. Organizational socialization and career development relationships
are strengthened by employee training and development. Thus, the employee's intention
to switch jobs will be reduced because turnover intentions begin with job dissatisfaction
felt by employees.

Hi,: Employee coaching and development strengthens the relationship between

socialization organization and career development.

The following conceptual model was created to be evaluated based on the literature
review:

Organization Career

Development

Socialization

Coaching &
Employee Development

Figure 1 Conceptual Model

Research Methods

The population of this study was obtained from employees who worked for public
companies in Pakistan, especially companies providing products and services to
customers as many as 400 people. The sampling technique used was purposive sampling.
Purposive sampling, according to Sugiyono, is a technique of determining samples with
certain considerations (Sugiyono, 2012). The criteria used in the study were based on
gender (male and female), education level, and productive age criteria (between 18 and
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55 years). A total of 400 respondents were selected for questionnaires. The validity and
reliability test results obtained 378 questionnaires for further analysis. Concerning this, it
is critical to ensure the reliability and validity of questionnaires to ensure that any
observed changes are not due to measurement difficulties. Excellent internal consistency
indicates that the items assess a single property they aim to measure (Ewing et al., 2017).
Then, differentiation and regression were used to analyze the relationship between
independent and dependent variables by SPSS software. Our findings demonstrate that
the coefficient of determination (R squared) is a common metric for evaluating regression
analyses in every scientific domain (Chicco et al., 2021). Moderation analysis applied
Structural Equation Modeling (SEM) to each group independently, and the path
coefficients were compared using the t-test to see if there was a significant difference
between them (Natarajan et al., 2018).

Results and Discussion

The demographic analysis results are shown in the table. In the gender table, the response
of men (61.6%) was relatively greater than that of women (38.4%). Then, by education
group, the results are as follows: Metric (0.5%), intermediate (4.8%), below graduate
(48.4%), graduate (38.4%), MPhil (9.3%). In our study, the largest age group was 36-45
(47.4%), and the rest were 18-25 (5.6%), 26-35 (33.1%), 46-55 (14.5%). The study sample
showed that gender was the same ratio but varied according to age and education

Bartlett's Test of Sphericity Approx. Chi-Square 1892.753
Df 120
Sig. .000

Structure Matrix

TI2 .820

TI4 797

TI3 .784

TI1 .768 401
CD1 .820

CD3 .799

CD6 .702

CD5 .670

ECd11 731

ECd7 722

ECd4 .681

ECd2 .624

Org.Soc. .846
Org.Soc. .845
Org.Soc. .782
Org.Soc. .757
Extraction Method: Principal Component Analysis.

Rotation Method: Oblimin with Kaiser Normalization.
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Three tables illustrate that the sample size was the opposite because the KMO value was
more than 0.7, which is the standard Kaiser-Meyer-Olkin (KMO) value, and in our analysis,
the KMO value was 0.779. Besides, the significance value should be less than 0.5, and in
our analysis, the significance value was 0.000. The Th Pattern Matrix illustrates that the
following questions were reliable, and these questions were successfully perceived by our
respondents, shown in Table no 2, and the questions that our respondents did not
perceive were removed from the date. The reason was to make the analysis results
appropriate.

Reliability Analysis
The results of the reliability test calculation are as follows:

Reliability Statistics

.702 16

The standard or reliable value of Cronbach's alpha is 0.7 or higher, and if the calculated
alpha value is superior to 0.7, it clearly indicates credit questions, high questionnaires are
reliable, and the results are completely satisfactory.

Regression Analysis

The results of the regression analysis are as follows:

Model Summary®

1 .450° .202 .200 .59065 1.514
a. Predictors: (Constant), Orgsocialisam
b. Dependent Variable: turnover intention

The adjusted R squared value illustrates that the dependent variable was 20% influenced
by the independent value.

ANOVA?®
1 Regression 33.237 1 33.237 95.270 .000°
Residual 131.176 376 .349
Total 164.413 377

a. Dependent Variable: turnover intention
b. Predictors: (Constant), Orgsocialisam
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Coefficients?®

B Std. Beta Tolerance VIF
Error
1 (Constant) 1.157 .103 11.242 .000
Orgsocialisam 448 .046 450 9.761 .000 1.000 1.000

a. Dependent variable: turnover intention

Moderation Analysis
The results of the moderation analysis are as follows:

Model Summary

1 .089° .008 .005 47572
2 .090° .008 .003 47628
3 .174¢ .030 .022 47159

a. Predictors: (Constant), Orgsocialisam
b. Predictors: (Constant), Orgsocialisam, employee coaching and dvlop
c. Predictors: (Constant), Orgsocialisam, Employee coaching and dvlop, Interaction term

Coefficients?®

B Std. Error Beta

1 (Constant) 1.788 .083 21.574 .000
Orgsocialisam .064 .037 .089 1.725 .085

2 (Constant) 1.836 .163 11.245 .000
Orgsocialisam .059 .039 .083 1.520 .129
Employee coaching -.022 .066 -.018 -.336 737
and dvlop

3 (Constant) 1.712 .167 10.248 .000
Orgsocialisam .046 .039 .064 1.176 .240
Employee coaching -.019 .065 -.015 -.286 .775
and dvlop
Interaction term .066 .023 .150 2914 .004

a. Dependent Variable: career development

The hypothesis testing revealed that the relationship p-value was 0.00, slightly less than
0.05. It means that growth in one unit of relationship-term results increases the career
development production of the dependent variable by 0.150 points. The beta coefficient
of organizational socialization was 0.089, significant at 0.00 points. It indicates that in one
factor of organizational socialization, the independent variable corresponds to an increase
of 0.089 in the dependent variable. Because there is an increase in the beta coefficient
from 0.089 before moderation and 0.066 after moderation, we can confidently state that
moderating role of employee coaching and development strengthened the positive
relationship between organizational socialization and career development. In addition,
the R-square value increased from 0.089 to 0.174, indicating that since employee
coaching and development were implemented, there was an increase in the model's
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explanatory capacity. Also, we can conclude that coaching and development for workers
enhanced the relationship between organizational socialization and career development.
The relationship between the independent and dependent variables is shown in Figure 2.

negative

positive

Organization
Socialization

Career
Development

positive

Coaching &
Employee Development

Figure 2 The results of the relationship between the independent and dependent
variables

The findings suggest that the socialization component of organizations was strongly linked
and consistent in increasing worker loyalty. It is a positive finding for managers that
leaders play a role in socializing the organization. Thus, the training program will be
strategically designed to include the expertise required by the manager. The finding also
has implications for organizational socialization activities, career development, employee
training and development, increasing the company's turnover, reducing the cost of
updating, and avoiding turnover intentions so that employees have a level of
organizational responsibility. In addition, organizational managers are encouraged to
innovate in creating and supporting employee career development, especially for budding
employees, by providing various experiences to facilitate their career development.

Research Limitations and Recommendation for Future Research

The scope of the study itself was relatively insignificant due to the limited sample number
of 378 respondents, taken with purposive sampling techniques. Extending the sample size
and adding a wider area will be able to strengthen the results of this study. New research
should investigate career development programs that can increase worker loyalty, so it is
not easy to switch jobs. Besides, company managers are always encouraged to innovate
in creating and supporting employee career development, especially for budding
employees, through the provision of various experiences to facilitate their career
development.

Conclusion
This study analyzes the impact of organizational socialization and career development on

employee turnover intentions with the moderating role of employee coaching and
development. The research sample was 378 employees at public companies providing
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products and services. Employees completed questionnaires to improve employee
performance. This study clearly examines the hypothesis, stating organizational
socialization and career development on intention to change jobs moderated by
employee coaching and employee development. The empirical findings showed a
negative relationship between organizational socialization goals and turnover intentions.
Meanwhile, there was a positive relationship between organizational socialization and
career development. Moreover, the moderate role of employee coaching and
development strengthened the relationship between organizational socialization and
career development.

Another conclusion from this study is that most employees want to stay at the workplace
when given clear organizational socialization and career development. As a result,
employees with low levels of organizational responsibility or low levels of career
development expectations will choose not to leave the organization. If managers establish
employee training and development programs to improve their skills and abilities, it can
reduce turnover. Thus, organizational socialization plays a very important role in
influencing turnover intention. Therefore, organizational outreach is essential for private
and governmental organizations in Pakistan. Also, human resources in the company play
a proactive role in developing and enforcing strategies and procedures to reduce
redundancy expectations and promote professional growth and training and career
development programs.

References

Abdurrahim, A., Anisah, H. U., & Dewi, M. S. (2017). Pengaruh Kepuasan Kerja Dan
Komitmen Organisasi Terhadap Turnover Intention Karyawan Studi Pada PT. Bank
Perkreditan Rakyat Mitratama Arthabuana. Az Tadbir: Jurnal llmiah Manajemen. At-
Tadbir: Jurnal Iimiah Manajemen, 1(2), 1-11. Retrieved from https://ojs.uniska-
bjm.ac.id/index.php/jurnalattadbir/article/view/910

Akhtar, A., Durrani, A. B., & Hassan, W-U. (2015). The Impact of Organizational
Commitment on Job Satisfaction and Job Performance: An Empirical Study from
Pakistan. IOSR Journal of Business and Management, 17(6), 75-80. Retrieved from
http://www.iostjournals.org/iosr-jbm/papers/Voll7-issue6/Version-
2/1.017627580.pdf

Al Hilali, K. S., Al Mughairi, B. M., Kian, M. W., & Karim, A. M. (2020). Coaching and
Mentoring. Concepts and Practices in Development of Competencies: A Theoretical
Perspective. International Journal of Academic Research in Accounting, Finance and Management
Sczences, 10(1), 41-54. https://doi.org/10.6007 /ijarafms/v10-i1 /6991

Aliyati, A., Supriyati, Y., & Akbar, M. (2020). The Effect of Supervision, Motivation
Andwork Commitment with Employee Performance at Directorate General of Islamic
Community Guidance Ministry of Religion of The Republic Of Indonesia. International
Journal of Human Capital Management, 4(2), 78-95.
https://doi.org/10.21009 /ijhcm.04.02.08

Allen, D. G., Bryant, P. C., & Vardaman, J. M. (2010). Retaining Talent: Replacing
Misconceptions With Evidence-Based Strategies. Acadensy of Management Perspectives,
24(2), 48—64. https://doi.org/10.5465/AMP.2010.51827775

Bauer, T. N., Bodner, T., Erdogan, B., Truxillo, D. M., & Tucker, J. S. (2007). Newcomer

Jurnal Manajemen Bisnis, 2022 | 118


https://ojs.uniska-bjm.ac.id/index.php/jurnalattadbir/article/view/910
https://ojs.uniska-bjm.ac.id/index.php/jurnalattadbir/article/view/910
http://www.iosrjournals.org/iosr-jbm/papers/Vol17-issue6/Version-2/L017627580.pdf
http://www.iosrjournals.org/iosr-jbm/papers/Vol17-issue6/Version-2/L017627580.pdf
https://doi.org/10.6007/ijarafms/v10-i1/6991
https://doi.org/10.21009/ijhcm.04.02.08
https://doi.org/10.5465/AMP.2010.51827775

Purnomo, Utami, & Gill
The Impact of Organizational Socialization and Career Development ...

adjustment during organizational socialization: A meta-analytic review of antecedents,
outcomes, and methods. Journal of Applied Psychology, 92(3), 707-721.
https://doi.org/10.1037/0021-9010.92.3.707

Chicco, D., Warrens, M. J., & Jurman, G. (2021). The coefficient of determination R-squared
is more informative than SMAPE, MAE, MAPE, MSE and RMSE in regression
analysis evaluation. Peer] Computer Science, 7, €623. https://doi.org/10.7717 /peerj-cs.623

Coldwell, D. A. L., Williamson, M., & Talbot, D. (2019). Organizational socialization and
ethical fit: a conceptual development by serendipity. Personnel Review, 48(2), 511-527.
https://doi.org/10.1108/PR-11-2017-0347

Dessler, G. (2016). Human Resources Management 15" Ed. Pearson.

Ewing, D. L., Monsen, J. J., & Kielblock, S. (2017). Teachers’ attitudes towards inclusive
education: a critical review of published questionnaires. Educational Psychology in Practice,
34(2), 150-165. https://doi.org/10.1080/02667363.2017.1417822

Febrianti, N. T., Suharto, S., & Wachyudi, W. (2020). The Effect of Career Development and
Motivation on Employee Performance Through Job Satisfaction in PT Jabar Jaya
Perkasa. International Journal of Business and Social Science Research, 1(2), 25-35.
https://doi.org/10.47742 /ijbssr.vin2p3

Gruman, J. A,, Saks, A. M., & Zweig, D. 1. (2006). Organizational socialization tactics and
newcomer proactive behaviors: An integrative study. Journal of 1 ocational Behavior, 69(1),
90-104. https://doi.org/10.1016/1.jvb.2006.03.001

Gyansah, S., & Guantai, K. H. (2018). Career Development in Organizations : Placing the
Organization and Employee on the same pedestal to enhance maximum productivity.
European Journal of Business and Management, 10(14), 40-45. Retrieved from
https://www.iiste.org/Journals/index.php/E]BM/article /view /42642

He, H., Gao, J., & Yan, L. (2020). Understanding career advancement of newcomers from
perspective of organizational socialization. Chinese Management Studies, 14(3), 789—809.
https://doi.org/10.1108 /CMS-03-2019-0116

Jannesari, M. T., & Sullivan, S. E. (2021). How relationship quality, autonomous work
motivation and socialization experience influence the adjustment of self-initiated
expatriates in China. Cross Cultural & Strategic Management, 28(2), 309-331.
https://doi.org/10.1108 /CCSM-02-2020-0056

Jiang, W., An, Y., Wang, L., & Zheng, C. (2021). Newcomers’ reaction to the abusive
supervision toward peers during organizational socialization. Journal of 1 ocational
Behavior, 128, 103586. https://doi.org/10.1016/4.jvb.2021.103586

Kasdorf, R. L., & Kayaalp, A. (2021). Employee career development and turnover: a
moderated mediation model. International Journal of Organizational Analysis, 30(2), 324—
339. https://doi.org/10.1108 /IJOA-09-2020-2416

Khan, S. A., Rajasekar, J., & Al-Asfour, A. (2015). Organizational Career Development
Practices: Learning from an Omani Company. International Journal of Business and
Management, 10(9), 88-98. https://doi.org/10.5539/ijbm.v10n9p88

Lin, C.-P., Tsai, Y.-H., & Mahatma, F. (2017). Understanding turnover intention in cross-
country business management. Personnel Review, 46(8), 1717-1737.
https://doi.org/10.1108 /PR-07-2016-0176

Lum, L., Kervin, J., Clark, K., Reid, F., & Sirola, W. (1998). Explaining nursing turnover
intent: Job satisfaction, pay satisfaction, or organizational commitment? Journal of
Organizational Behavior, 19(3), 305-320. https://doi.org/10.1002/(SICI)1099-
1379(199805)19:3<305::A1ID-]OB843>3.0.CO:2-N

Memon, M. A., Sallach, R., Baharom, M. N. R., Md Notrdin, S., & Ting, H. (2017). The
relationship between training satisfaction, organisational citizenship behaviour, and
turnover intention. Journal of Organizational Efffectiveness: People and Performance, 4(3), 267—

Jurnal Manajemen Bisnis, 2022 | 119


https://doi.org/10.1037/0021-9010.92.3.707
https://doi.org/10.7717/peerj-cs.623
https://doi.org/10.1108/PR-11-2017-0347
https://doi.org/10.1080/02667363.2017.1417822
https://doi.org/10.47742/ijbssr.v1n2p3
https://doi.org/10.1016/j.jvb.2006.03.001
https://www.iiste.org/Journals/index.php/EJBM/article/view/42642
https://doi.org/10.1108/CMS-03-2019-0116
https://doi.org/10.1108/CCSM-02-2020-0056
https://doi.org/10.1016/j.jvb.2021.103586
https://doi.org/10.1108/IJOA-09-2020-2416
https://doi.org/10.5539/ijbm.v10n9p88
https://doi.org/10.1108/PR-07-2016-0176
https://doi.org/10.1002/(SICI)1099-1379(199805)19:3%3c305::AID-JOB843%3e3.0.CO;2-N
https://doi.org/10.1002/(SICI)1099-1379(199805)19:3%3c305::AID-JOB843%3e3.0.CO;2-N

Purnomo, Utami, & Gill
The Impact of Organizational Socialization and Career Development ...

290. https://doi.org/10.1108 /joepp-03-2017-0025

Natarajan, T., Balasubramanian, S. A., & Kasilingam, D. L. (2018). The moderating role of
device type and age of users on the intention to use mobile shopping applications.
Technology in Society, 53(2), 79-90. https://doi.org/10.1016/j.techsoc.2018.01.003

Niguse, G. T., & Getachew, H. (2019). The Effect of Reward System on Employee
Creativity in Oromia Credit and Saving Share Company (OCSSCO) Case of Bale Zone
Branch. Journal of Higher Education Service Science and Management, 2(1), 1-20.

Ozdemir, Y., & Ergun, S. (2015). The Relationship between Organizational Socialization and
Organizational Citizenship Behavior: The Mediating Role of Person-Environment Fit.
Procedia - Social and Bebavioral Sciences, 207, 432—443.
https://doi.org/10.1016/5.sbspro.2015.10.113

Song, Z., & Chathoth, P. K. (2010). An Interactional Approach to Organizations’ Success in
Socializing Their Intern Newcomers: The Role of General Self-Efficacy and
Organizational Socialization Inventory. Journal of Hospitality and Tourism Research, 34(3),
364-387. https://doi.org/10.1177/1096348009350648

Sugiyono, S. (2012). Memahami Penelitian Kunalitatif. Bandung: Alfabeta.

Jurnal Manajemen Bisnis, 2022 | 120


https://doi.org/10.1108/joepp-03-2017-0025
https://doi.org/10.1016/j.techsoc.2018.01.003
https://doi.org/10.1016/j.sbspro.2015.10.113
https://doi.org/10.1177/1096348009350648

