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Abstract 

The mall1 purpose of this study is to assess the impact of organizational 

socialization on employees' turnover in Development Bank of Ethiopia. 

Current professional and high level supervisory (PHLS) employees, Ex-PHLS 

employees and managers were included to gather necessary data pertaining 

to the socialization process in DBE. To elicit the impact of socialization on 

employees' turnover questionnaires were distributed to CLllTent DBE 

professional and sLipel'visory staff (130) , professional and supervIsory ex­

employees' who resigned voluntarily over the past five years (50) and 

managers assuming different managerial positions of DBE (5), respectively. 

All respondents were selected on personal judgement of the researcher. 

The results of the study indicate that majority of the current PHLS 

employees, Ex-PHLS employees and the management of the company believe 

that the organization has -failed to provide realistic job preview to the new 

employees in its pre -employment socialization process. This ultimately 

creates reality shock on employees joining the organization causing early 

resignation. It was also found that psychological contract, selection, 

organization's rules. procedures and policies, and tria 1 and error methods~ are 

used in the organization as a means to socialize employees but it is not 

adequate enough to socialize employees. In addition, the major problem to 

adopt appropriate socialization techniques that reduce turnover is the 

management drawback. Moreover, most of the current Ex-PHLS employees 

stl'ongly believe DBE's socialization process and techniques have notable 

impact on its employees' turnover. 

The aforementioned findings convince the researcher to recommend for 

improvement in socialization techniques and procedures of the Bank. 
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CHAPTER ONE 

INTRODUCTIN AND METHODOLOGY 

1.1. General Introduction 

Today, major changes are taking place in management philosophy and 

practice. Some managers refer to these changes as a new era, others as a 

revolution. Whatever the label, people in organizations are currently being 

challenged as never before to examine their basic assumptions about the 

nature and meaning of work as well as their day-to-day management styles 

and work habits and nowhere can these chall~nges and changes be 

appreciated more than in the field of organizational behavior. 

Organizational behavior is the study of human behavior in organizations. By 

organization, we mean all enterprise~-business firms, government agencies, 

schools, hospitals, and even families and the clubs to which people belong. As 

a matter of fact, the increased attention to OB in non-business areas is one of 

today's most exciting changes in organizational life.' 

Why organizational behavior is 'So important to understand the current 

management revolution? The answer lies in the nature of the changes 

occurring in modern organizations. During the past one hundred years, 

managers have emphasized every aspect of business from finding the most 

efficient means for producing goods and delivering services to manipulating 

paper profits in order to increase the attractiveness of the enterprise to 

stockholders or taxpayers. Only recently have mangers begun to understand 

and appreciate the extent to which an organization's success depends on the 

contributions of its human resources. Human resources, in fact , may be the 

ISteven L McShane and Mary An n Von Glinow. Organi zationa l Behavior, The McGraw-Hili Companies, 
Inc., Boston, USA, 2000, p. 531. 



most important resource available to modern managers.~ 

Socialization is a good example of an organizational concept that spans 

several areas of study.:1 Organizational socialization is the process of 

"learning the ropes," the process of being indoctrinated and trained, the 

process of being taught what is important in an organization or some subunit 

thereof. This process occurs in school. It occurs again, and perhaps most 

dramatically, when the graduate enters an organization on his/her first job. 

It occurs again when he/she switches within the organization from one 

department to another 01' from one rank level to another. It occurs all over 

again if he/she leaves one organization and enters another. And it occurs all 

over again if he/she leaves one organization and enters another. And it 

occurs again when he/she goes back to school, and again when he/she returns 

to the organization. I 

According to Staw the speed and effectiveness of socialization determines 

employee loyalty, commitment, productivity, and turnover. The basic 

stability and effectiveness of organizations therefore depends upon their 

ability to socialize new members. ii 

1.2. Statement of the Problem 

Obviously, socialization progr~ms facilitate the entry of new members into 

group or other organizational settings. Scholars like White, David and others 

suggest that formalized attempts to socialize new members lead to lower 

intentions to quit (reduce employees turnover). In addition, socialization of 

newcomers can positively affect existing group members by reaffirming the 

importance of their own membership. l\IIanagers are clearly in a position to 

"Raymond A. Noe. and etal, " I-Iulllan Reso urce Mangell1ent:Gaining a Competitive Advantae, 3'(\ ed, The 
McGraw-Hili Companies, Inc, USA. :WOO. p.ll. 
>Robert E, Ca llahan, C.Palrick Fleenor. and I-larry R. I(nudson; "Understanding Or~anizalional Behavior: 
A managerial Viewpoint": A Bell & Ho\o\ell Company: Columbus, USA. 1986, p.nl. 
4D.THall, "Can'ers in Organizations", Pacific Palisades. CA: Goodyear Publishing Company. 1976, 1'250. 
' Barry M Slaw, " Psychological Foundations of Organizational Behavior", Goodyear Publishing Company, 
Inc. Cali ~rnia , USA. , 1997, p. 211. 



facilitate the entry of new members into groups and thereby influence both 

individual and group performance.G 

Employees can be socialized in many different ways in today's organizations. 

Some organizations have made an exact science out of organizational 

socialization. Others leave things to chance in hopes that collective goals will 

somehow be achieved.' 

In Ethiopia, it is widely observed that skilled and experienced professionals 

go for private institutions, leaving aside the public owned organizations 

following the reorientation of the economy from command to market system. 

-~The factors that are worth mentioning for labor flow from public to private 

organizations are lack of motivation, poor working environment, poor 

management performance, poor socialization practice, etc. 

Development Bank of Ethiopia (DBE) the sole development financing 

institution in Ethiopia is under the threat of human labor outflow at large 

and the professional human power outflow in particular. This professional 

human power attrition problem is indicated on the 2001 annual performance 

report of the Bank as one of the critical problems of the bank.H 

Moreover , during the last five years, as indicated on the Annual Performance 

Reports of DBE, the trends of labor turnover rates in the Bank were 325%, 

58.7%, 98.11%; 80.7%, and 121.82<% in 1999, 2000, 2001, 2002, and 2003 

respectively. These substantial rates of labor over the five years time could be . . 

an indicator of human resource deterioration in the Bank .. 

Specially, this problem is aggravated on professional and high level 

supervisors of the Bank. As indicated on Annual Performance Reports of the 

Bank over the past five years , the lahor turnover rates of PHLS are 450%, 

('Donald D. While and David A . Bednar, "Organizational Behavior: understanding and managing people at 
work" 2"(\ ed, A Divi sion ofS illlon & Schusler, Inc.: Boston. LJSA, 199 1, p. 252. 
7 lbid . p.253 
xDeveloplllenl Bank of Ethiopia. "An nual Performance Report". Addis Ababa, Ethiop ia. 200 I, p.42 



76.32%, 200%, and, 60% in 1999, 2000, 2001, 2002, and 2003 respectively.9 

This fact attracts the attention of the researcher. 

All the above facts indicate high employee attrition rate in the Bank .. This 

might be caused by poor socialization process and techniques, which have 

been used in the organization. The 2000 Annual Performance Report 

strengthens this fact. According to this annual report, some major reasons for 

employees' termination were low promotion and training opportunity.'IO 

Moreover, in the SWOT analysis of the DBE over the last ten years, high 

staff turnover, specially, high attrition of PHLS employees was indicated as 

one major weakness of the Bank repeatedly. 1.1 

The study is therefore aimed at assessing the impact of socialization process 

and techniques on PHLS employees' turnover in Development Bank of 

Ethiopia and to give policy recommendation thereon. 

1.3. Hypothesis of the Study 

In line with the problem stated above, the researcher will try to test the 

following alternative hypothesis. 

"Socialization has signilicant impact on the employees' turnover inDBE."~ 

1.4. Objectives of the Study 

• General objective 

The general objective of the study IS to assess the impact of organizational 

socialization on employees' turnover in DBE. 

'JDeveloplllent Bank of Ethiopia. Annual Report. 1999-2003. 
IOlbid, 2000, p.28. 
II Development Bank of Eth iopia, A Condell';ed Statistical and History of O'edit Operations, Financial 
Performance and Other Activities of DEB \ 19890/90-2002/2003).2003, p.5. 
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• Specific objectives 

Specific objectives of this study include the following ones: 

To assess the extent to which the management of DBE IS 

practicing organizational socialization. 

To identify the organization socialization techniques used III 

DBE. 

To identify the outcomes of organizational socialization process 

in DBE. 

To identify the problems DBE faces in the socialization process, 

if any. 

To suggest suitable measures to overcome the problems, if any 

and to recommend for further improvement in the socialization 

process. 

1.5. Significance of the Study 

The significance of this study can be understood from the following. 

1. It provides information about the present socialization process and 

techniques of DBE and their impact on employeeti' turnover for all 

interested groups. 

2. It may contribute to further s tudies (as a springboard) that are to be 

conducted on a similar topic. 

3. The research will be used by the under studied organization and other 

simibr institutions to draw lesson. 

1.6. Scope of the Study 

Due to time and financial , constraints, the researcher has restricted this 

study to the impact of organizational socialization on PHLS employees' 

turnover in the D BE. -, 

5 



.. ~-------------=~~~----~~====--~-.---- -- --

1. 7. Methodology 

1. 7.1. Method and sources of data collection 

The methodology used to conduct the study was descriptive survey research 

method based on primary data. The primary data were collected through 

well-designed questionnaires. 

• Target population 

The target population of the study was composed of the following three 

classes. 

Managers who are re sponsible for the organization socialization 

process 

Current PHLS Employees of the organization 

Ex-PHLS employees of the organization 

1. 7.2. Sampling Technique 

The researcher used judgment-sampling technique, for the collection of the 

relevant data from DBE; for the purpose ensuring representation of the 

respondents \vol'king in different departments. 

1.S. Organization of the Study 

This study is comprised of four chapters. The first chapter deals with introduction and 

methodology. Within which, statcment or the problem, hypothesis or the study, objective 

of thc study, significance of the study. scope of the study, limitation of the study, 

methodology and definition of technical terms or the study have been discussed. The 

second chapter deals with the conceptual framework or the study. The third chapter deals 

with the background of the Bank and the presentation, analysis and interpretation of data 

collected from the current PI-ILS employees, managers, and Ex-PI-ILS employees of 

Development Bank of Ethiopia. The last chapter deal s with summary or the findings , 

conclusions and recommendations 0 ro

- the study. 
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1.9. Glossary 

1. Ol'ganizational Socialization: is the process by which new employees are 

transformed into effective members of the company.1 2 

2. Rate of Labol' Tumovel' = the number of leavers (during year) X 100 

I " the number of people employed duri ng the year J 

3. Realistic Job Previews: is giving a realistic picture of the job they are applying for, 

and the true nature of the groups they are about to join and the true features of 

organization's culture they are about to join. 14 

4. Professional & High Level Supervisol'Y Jobs: are jobs that require first & high 

level degree of education & a minimum of one year of relevant experience. 

Employees under thi s category mainly exercise in the evaluation of their routine 

jobs. This category includes job litles like Engineer Aids, Junior Officers, Civil 

Engineer, Attorney 1, Programmers, Officers and equivalent Sr. Engineer 's 

5. Semi-professional, Administrative & Clerical Jobs: This occupational category 

consists of semi-profess ional secretariaL clerical and mi sce llaneous administrative 

nature, which mainly exercises mental work. Jobs under this category required I i h 

grade complete up to college/university diploma. This stratum includes job titles 

such as Secretarial , Clerical & Miscellaneous Administrative in nature l6 

6. Technical & skilled jobs: technical & sk illedjobs that require both mental & 

manual efforts. This category includes drivers, Auto Mechanics, and electricians, 

etc l7 

7. Manual & custodian Jobs: are jobs that require manual labor. These jobs do not 

frequently entail mental judgment. Thus, cducational level required might not 

exceed 10lh grade. This category or employces include Messengers and Clcaners I i{ 

12Raymond A. Noe, and etal , Opcit. ,p.256 
I.1Trevor Botton," An Introduction to I-Iuman Resource Managelllent", Blackwell Publ ishes, UK. 200 I ,po 19 
14 Debra L .Nelson and Jailles Call1pbell Quick, "Organi za tional Behavior: Foundations, Realities, and 
Challenges", 2'1(1 ed., Eest Publishing Company; New York, USA, 1997, p.512. 
15 Development Bank of Ethiopia, " Manpower Planning and development Division Report", 2003, p.5. 
16 Ibid 
17 Ibid 
IX Ibid 
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CHAPTER TWO 

CONCEPTUALFRAMNVORK 

2.1. The Meaning of Organizational Socialization 

The term "socialization" has a fairly clear meaning in sociology, but it has 

been a difficult one to assimilate in the behavioral sciences and in 

management. 19 To many of writers it implies unnecessary Jargon. Yet the 

concept is most useful because it focuses clearly on the interaction between a 

stable social system and the new members who enter it. :w The term refers to 

the process by which a new member learns the value system, the norms, and 

the required behavior patterns of the organization, job, or group, which he is 

entering. :tl 

Though, no generally accepted definition exists, many theorists in a similar 

fashion define the term "Organizational Socialization". Among others, the 

following are some of them. 

According to Barry M Staw, Organizational Socialization is "the process of 

conveying the organization's goals, norms, and preferred ways of doing things 

to the new employee ."2:t As stated by Stephen P. Robbins, organizatiol).al 

socialization refers to "an adaptation process by which individuals learn the 

values, norms and expected behavior patterns for he job and the organization 

of which they will be a part."2:\ Richard M. Steers defined the term 

'organizational socialization' as "a concerted attempt by one's colleagues and 

the organization to exert subtle pressures-either overtly or covertly-designed 

19 D.Levinson, eta l, "Seasons or a Man's Life", New York, Ballantine, 1978, p.498. 
2U Henry L. Tosi, et.a !. "Managing Organizational Behavior, Pitman Publishing, Inc., USA, 1986, p.ln. 
2 1 Barry M Staw, Opc it, p.212. 
n lbid, p. 2 1 I 
n Stephen P. Robbins, Organization Theory: Structure, Design , and App lications. ],d ed . Prentice hall. 
Englewood Cliffs. New Jersey, USA. 1990, p. 97. 
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to shape one into the kind of employee desired."21 Vilhite and Bednar 

understand and define organization socialization as the process by which 

individuals "learn the ropes" and are incorporated into groups and larger 

organizations. It is the process of fitting in. 2G In view of Steven L McShane 

and Mary Ann Von Glinow "Organizational socialization is the process by 

which individuals learn the values, expected behaviors, and social knowledge 

necessary to assume their roles in the organization." To Steven L McShane 

and Mary Ann Von Glinow socialization IS the process through which 

members of organizations derive a sense of identity with others in the 

organization, and the organization achieves some predictability of action from 

participants. 2GMoreover, John Matteson Ivancevich defined the term "as the 

process by which organizations bring new employees into the culture .27 

" Similarly, Debra L. Nelson and James Campbell Quick defined 

Organizational socialization as the process by which newcomers are 

transformed from outsiders to participating, effective members of the 

organization2R 

To sum up , organizational socialization is the "people processing" by which a 

person learns the values, norms, and required behaviors, which permit him to 

participate as a member of the organization.2~J In genera, organizational 

socialization includes learning about workgroup , departmental~ and 

organizational values, rules, procedures, and norms, developing social and 

working relationships; and developing skills and knowledge needed to 

perform the job. In short, organizational socialization turns outsiders into 

fully functioning insiders. ;10 

24Richard M. Steers, 'I ntroduction to Organizational Behavior" . 4,1, ed., l-iarperCollins Publishers inc, New 
York USA, 199 1. p. 590 
25 Donald d. Wh ite and David A . Bednar. Opcil. p. 664 
26Stuart M . Klein and R. Richard Rini. "Understanding Organizational Behavior". 2'1(1 ,Wadsworth, Inc .. 
Cal ifornia, USA, p.150. 
n .lohn Matteson IVClncevich, "Organizat ional Behavior and Managemenl," 5'h ed., McGraw-Hili Book Co., 
Singapore, 1999, p.79. 
18Debra L. Nelson and James Campbell Quick, OPciL p.487. 
29Henry L. Tosi, el.al., Opcit, 1986, p.ln 
~o Ibid. p.I73. 
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2.2. Concepts of Organizational Socialization 

Different authors have different ideas concerning organizational 

socialization. 

Some theorists from different disciplines view organizational socialization as 

a learning process. The concept of organizational socialization according to 

Barry M Staw refers to the process by which a new member learns the value 

system, the norms, and the required behavior patterns of the society, 

organization, 01' group, which he is entering. It does not include all learning. 

It includes only the learning of those values, norms, and behavior patterns 

that , from the organization's point of view or group's point of view, it is 

necessary for any new member to learn. ;11 

In supporting the above idea, McShane and Glinow also said "organizational 

socialization is a process of both learning and change.";{:l It is a learning 

process because newcomers try to make sense of the company's physical 

workplace , social dynamics, and strategic/cultural environment.:'I ;~ 

Newcomers learn about what is expected of them, how they fit into the 

organization, and what they should expect to receive in return for their effort, 

loyalty, and job performance. Overall, organizational behavior research has 

identified six content dimensions of organizational soci.alization: performance 

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

history. ;1.1 

Others, on the other hand, believe that organizational socialization is not 

only a learning process but also a process of change.;\:) This implies that 

socialization is a continuous process. In supporting this, McShane and 

Glinow argue as follows: 

"Organizational socialization is ... 0 process 0/ change, bpcall,se individna.ls 
need /.0 adopt. to t.heir new u'or/r environlll ent. Th ey det'e/op neu ' lUorh roles, 

3 1 Barry M Staw, Opcit. p.21 I. 
32 Steven L McShane and Mary Ann Von Glinow. Opcir. p.531. 
33 Robert Kreitner and Angelo I<.inickl , OPCil, 1992, p.277. 
3,1 Steven L McShane and Mary Ann Von Gl inow. Opci[, pp.531-533. 
>5 Richard M. Steers, Opcit. 1991 , p. 589-90. 
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adopt. new team norms, and practice new behaviors. To carying degrees, 
newcomers also acquire the vallLes and asslUnptions 0/ the organization's 
dominant cLLltnre as well as the local SlLbCldtLLre. Sorne people quicldy 
I:nternalize th e company's cnltu,re; a /ew others rebel against these attelllpts to 
change their Inental 1II.0dels and vaJnes . Ideally, newcomers adopt a level 0/ 
creatl:ve individlwlism in wll.l:ch they accept. the essential elell wnts 0/ the 
organl:zalion 's cnltnre and team nonns, yet IIwintain a healthy individlwlisllL 
that challenges the potentially dys/nnctl:orwl elements 0/ organizational 
lite '~'J(j. 

There are also those who VIew it as cultural communication tool. Debra L. 

Nelson and James Campbell Quick state, "Socialization is a powerful cultural 

communication tool.":17 According to them, the pnmary purpose of 

socialization IS the transmission of core values to new organization 

members.:m 

2.3. Organizational Socialization Process: Review 

Socialization takes place from the moment of birth.::l9 It is conducted in the 

early years by parents and family, schools and colleges, religious institutions, 

sports and leisure clubs. By the time individual arrive in work they have 

therefore been subject to a great variety of pressures and influences: lo 

Socialization is especially relevant to organizational behavior because the 

process is not confined to early days of employment, rather takes .place 

through out one's life. II I Socialization molds the new employee to fit the 

organization. Through organizational socialization, the employee comes to 

appreciate the values, abilities , expected behaviors, and social knowledge 

essential for a ssuming an organizational role and participating as an 

organizational member. In essence , organizational socialization conveys the 

organization's culture. '12 How the new employee is socialized is often unique 

06 Steven L McShane and Mary Ann Von Glinow, Opcit, p. 533. 
07 Debra L. Nelson and James Campbell Quick. Opcil, p.489. 
08 1did 
09 D.E. Super, 'The Psychology of Career", New York, USA, 1957. P.465. 
·10 Richard Pettinger, " Introductions Lo Organizational Behavior" Macmillan Press Ltd. London , K, 1996, 
p.80-81 . 
. 1I0sipow, S. H. theories of Career development, 2"d edn. New York: Appleton-Century-Crofts, 1973, p.86 
42 A.Roe. "Early determinants of occupational choice", Journal ofCoubseling Psychology, 1957,P. 212-17 
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to particular organizations and strongly influenced by their cultures. 

Regardless of the difference in their approaches, many writers believe that 

organization socialization involves three major distinctive stages that are 

discussed below. /I:; 

2.3.1. Phases of the Organizational Socialization Process 

The actual process of organizational socialization happens in stages. Authors 

have proposed various descriptions of the stages of socialization, three stages 

sufficiently describe it: (1) anticipatory socialization, (2) encounter, and (3) 

change and acquisition. 'I'1 These stages parallel the individual's transition 

from outsider, to newcomer, and then to insider. Each stage involves specific 

activities that, if undertaken properly, increase the individual's chances of 

having an effective career. Moreover, these stages occur continuously and 

often simultaneously. I,) Thus, the organizational socialization process is 

generally described as having three stages. 46 

2.3.1.1. Anticipatory socialization 

This stage is sometimes called as preemployment, getting ll1, or prearrival 

socialization. <17 An anticipatory socialization, the first stage, encompasses all 

of the learning that takes place prior to the newcomer's first day on the job. ,18 

Robert E. Callahan, C.Patrick Fleenor, and Harry R. Knudson also agree that 

getting in occurs before the prospective employee enters the organization. It 

involves the prospective employee acquiring information of what life in the 

organization is really like. I~) It also involves all those activities the 

individual undertakes prior to entering the organization 01' to taking a 

different job in the same organization. The primary purpose of these 

~ :; Stephen P. Robbins. "Essential s ofOrganizalional Behavior" 3 rd ed. , A Simon & Schuster Company. 
New Jersey. USA. 1992, p.260. 
4~R()bcrl Kn.:ilncr and Ang.elo Kinickl. Opcil. p.277. 
45 John Matteson 1 vancevich, Opcil. p.78 . 
. 16 Debra L. Nelson and James Campbell Quick, Opcit, p.487. 
D Henry L. Tosi, et.al. ,Opcit, p.175-76 
4slbid, 1986, p.171. 
~9 Robert E. Callahan, OPCil , p. 221. 
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activities IS to acqUlre information about the new organization and/or new 

job.!)o Besides, it includes the newcomer's expectations about the nature of 

the organization and job. 5 l These preconceptions are formed as a result of 

previous education, work experiences, and contracts with organization 

members . ,)2 

The anticipatory socialization process consists of a n individual accepting the 

beliefs a nd values of the group he 01' she aspires to become a member of. In 

esse nce, the person socializes himself in the hope that it may facilitate 

membership and acceptance by the group 01' organization. '):1 

In connection with this phase of socialization, Robert E. Callahan, C.Patrick 

Fleenor, and Harry R. Knudson write as follows: 

An indiuidual's a((jnsllnent to a group begins be/ore he or she acUwlly 
becomes a IILember. In /act, the fi:rst step in the sociall:zation process is one 
in l"uhich "outsiders" anticipate what will be expected 0/ them after they 
jO/:n the group. In/orrlwlion /rom dl/ferent sonrces (observation, nUlwr, 
written docnrnenls, etc.) creates expectations abont group or 
organizational membership. In some cases, groups intentionally create 
particnlar beliefs and images in order to attract cel"lm:n types o/members. 
A t the organizational level, recrwjing broc/w,res or other in/omwtion 
released to the pnblic are nsed to strengthen and reinforce those images. 
Whateuer the SOltrces 0/ in/orJl/,ation, indiuidnals nse fhem fo create 
'jJerceived reahties" abont the group.·j4 

It is desirable, of course, that the information transmitted and recGived 

during the anticipatory stage accurately and clearly depicts the organization 

a nd the job . Yet if the fit between the individual and the organization is to be 

optimal, two conditions are necessary: 5:i The first condition is realism. The 

second condition is congruence.i'iG Generally, the two key concerns at this 

stage are realism and congruence. :)1 

50John Matteson I vancevich , Opcir, p.78. 
"Stephen P. Robbins, "Essential s of Organizational l3ehavior" 3 rd ed. ,A Simon & Schuster Company, 
New Jersey, USA, 1992, p.261. 
52 Steven L McShane and Mary Ann Von Glinow, Opcir, p. 53 4. 
51 R icharcl M. Steers, Ope it , p. 590 
54 Robert E. Ca llahan, C. Patrick Fleenor, and Harry R. Knudson. "Opcit, p. 22 1. 
55 John Matteson Ivancev ich, Opcit p. 79 . 
56 Ibid, p.81. 
57 Debra L. Ne lson ancl James Campbell Quick, Opcil. pA87. 
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2.3.1.2. Encounter. 

This stage is sometimes called as accommodation or breaking in. ;)~ The first 

day on the job typically marks the begging of the encounter stage of 

organizational socialization. During this stage, newcomers test their prior 

expectations with the perceived realities. :)~) The second stage of socialization, 

encounter, is when newcomers learn the tasks associated with the job, clarify 

their roles , and establish new relationships at work. 6"11 This stage commences 

on the first day at work and is thought to encompass the first six to nine 

months on the new job. In supporting this idea, John Matteson Ivancevich 

describes the nature of the second stage as follows: 

"The second slage o( socializa l-ion occurs alter the incli:uiclllal becomes a member 0/ 

the o rganiza'/ ion, a(ter he or she takes the job. Du,ring this stage, the l:nchul:clu,al 

sees the organization and the job /or what they actlwlly are. Throngh a uariety 0/ 

actiui/,ies, the incliviclu,al attempts to beco lILe an acliue participant in the 

organization ancl a co mpetent per/orllLer on the job. This brea'!-ting-in periocl is 

orchnardy stress/ill (or the incliuiclnal beco lLse 0/ anxiety crealed by the 

u,ncer/.OI:nties inherent in any new ancl cli((erent situ,ation. Apparently, l:ndiuiclu,als 

who experienced realis llL ancl congrnence cluring the anticipalol:Y stage have a less 

stress/iLl accol1l.1l/.oclation stage. Neuertheless, the clemancls on Ihe incliuidnal do 

l:ncleecl create siUw,lions that inclnee stress." 

Similarly. Robert Kreitner and Angelo Kinickl explain about the 

encounter stage as follows: 

"This second phase begin s when the employment contract has been signed. 
It is a time for surprise a nd making se nse as the newcomer enters 
unfa milia r territory. Behavioral scientists warn that reality shock can 
occur during the encounter phase. During the encounter phase , the 
individual is challenged to resolve any conflicts between the job and outside 
interests. If the hours prove too long, for example, family duties may 
require the individual to quit a nd find a more suitable work scheclule."G I 

According to Robert E. Callahan, C.Patrick Fleenor, and Harry R. Knudson 

5X Barry M Staw. Opcit. p.21 I. 
5~ Steven L McShane ancl Mary Ann Von Glinow. OpCiL p.535. 
6U Stephen P. Robbins. Gpcil. p.261. 
6 1 Robert Kreitner ancl Angelo KinicklOpcil. p.n2-2S3. 
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the organization can effectively influence this stage through a carefully 

designed orientation plan and structured training programs based on 

frequent performance evaluationsY~ 

Literatures indicate that newcomers usually expenence some degree of 

reality shock when they begin the employment relationshipG:I. Reality shock 

refers to the experience of sudden entry into a new work environment and 

perceived discrepancies between what the newcomer believes should occur 

and what actually occurs. G<1 Reality shock is also the discoveries of 

discrepancies between what newcomers anticipate and what they actually 

experience. Reality shock is a specific application of discrepancy theory in 

which the perceived reality falls significantly short of the newcomer's pre­

employment expectationsYi Reality shock might occur on the first day of 

work, or it may be more subtle , such as the newcomer's eventual realization 

that the company's emphasis on profits over safety are at odds with his or her 

own values.GG 

If all goes well in this stage, the individual feels a sense of acceptance by co-

workers and supervisors, and experiences competence in perfonning job 

tasks. The breaking-in period, if successful, also results in role definition and 

congruence of evaluation. (;7 

2.3.1.3. Change and acquisition 

This phase is sometimes called as role management, settling in or 

metamorphosis. Mastery of important tasks and resolution of role conflict 

signals the beginning of this final phase of the socialization process. Those 

who do not make the transition to phase 3 leave voluntarily or involuntarily 

(," Robert E. Callahan, C.Palrick Fleenor, and Harry R. Knudson. Opcit. p. 221. 
(,] Ibid 

64 John Matteson I vanccvich. Opcit, p.81. 
(,5 Debra L. Nel son and .James Campbell Quick. OpCil. pA88. 
(,() Steven L McShane and Mary Ann Von Glinow, OpCil. p. 535. 
(,7 John Matleson Ivancevich. OPCil , p.81 
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or become network isolates .G8 

Robert E. Callahan, C.Patrick Fleenor, and HalTY R. Knudson have described 

the nature and consequences of this stage as follows: 

"Change and acqliisition represent the final phose of the socialt:zation process. 
Here, indl:uidnals adapt to g roup expectations and war!;, throu,gh conflict s 
experienced dW'ing the encounJer phase. New be!wl!l:o rs are lea rned and nonns 
gouerning those behauiors are generally accepted. Indi uidnals who are /Lnable to 
adapt to the g rOlip 's "way 0/ hfe" are lihely to lcaue lJo lnntaray, be terflu:nated, 
or be l:nfortlwlly ashed to leo ue the grOlip . Persons who choose to remain in the 
grolip ou,t of desire or necessity, buJ who are unwilling to accept g roliP norms, 
are li!<ely to be isolated by I/l,ost i/ not all remaining groliP fll,embers. ''(i9 

According to Robert E. Callahan, C.Patrick Fleenor, and Harry R. Knudson, 

the final stage, settling in, concerns how the employee balances various 

conflicting demands-organizational life versus family life and work group 

expectations versus organizational expectations. 7o 

Moreover, 111 the third and final stage of socialization, change and 

acquisition, newcomers begin to master the demands of the job. They become 

proficiency at managing their tasks , clarifying and negotiating their roles, 

and engaging in relationships at work. In s upporting this idea, Steven L 

McShane and Mary Ann Von Glinow have described the role management stage as 

follows: 

Dliring the role nwnageflLent stage in the socialization process, employees settle in 
as they flwhe the transition from, neWCO flLers to insiders. They strengthen 
relationships with co-wor!?ers and sliperuisors, practice netu role behauiors, and 
adopt aUitu,des and ualu.es consistent LU/:th their new position and a rgarLl:zation. 
Role flwnogernenl also inuolues resoluing the conflicts between wor!< and nonworh 
actwLtwS. In particnlar, employees fI/.liSt redistn:bu.te their time and energy 
between wor/l, and /a.rndy, reschednle recreational actiuities, and deal with 
changing perceptions and uallws in the context 0/ other life roles . They nwst 
address any discrepancies between their existing uallws and those emphasized by 
the organizational eliltnre. New selridentities are fanned that ore more 
compatible with the wort! enuirorul1E'nt. 1I 

To sum up , 111 the change and acquisition stage, people develop new self-

6X Robert Kreitner and Angelo Kinickl , Opcit, p.283. 
69 Robert E. Callahan, C.Palrick Fleenor, and I-larry R. I(nudson, Opcit, p. 221. 
70 Ibid 
71 Steven L McShane and Mary Ann Von Gl inow, Opcit, p. 537. 
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Images more consistent with those of other members. They develop new 

social relationships, often with members of the same organization. Finally, 

they develop new values and new modes of behavior. At this point, the 

individual has been transformed from an outsider into a member. .72 

Finally, they know how they will be evaluated; that is what criteria will be 

used measure and appraise their work. They know what is expected of them 

and what constitutes a job well done. Successful metamorphosis should have 

a positive impact on the new employees' productivity and their commitment 

to the organization and reduce their propensity to leave the organization. 7:~ 

Of course , the completion of the socialization process varies widely, 

depending on the individual, the job, and the organization. Its end is 

signaled by newcomers being considered by themselves and others as 

organizational insiders. 71 

Generally, employees typically pass through three socialization stages. 

Preemployment socialization occurs before the first day and includes conflicts 

between the organization's and applicant's needed to collect information and 

attract the other party. Encounter begins on the first day and typically 

involves adjusting to reality shock. Role management involves res'olving 

work-nonwork conflicts and settling in the workplace. 7ii 

To sum up, the first stage encompasses all the learning that occurs before a 

new member joins the organization. In the second stage, the new employee 

sees what the organization is really like and confronts the likelihood that 

expectations and reality may diverge. In the third stage , the relatively long­

lasting changes take place. The new employee masters the skills required for 

his 01' her job, successfully performs his or new roles, and makes the 

n Richard M. Steers. Opcit , p.591 
r; Stephen P. Robbins, Opcit. p.262. 
74 Debra L. Nelson and .lames Campbell Quick, OpciL p.4l1S. 
75 John Matteson I vancevich. Opcit, p.82. 
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adjustments to his or her work group's values and norms. This three-stage 

process has an impact on the new employee's work productivity, commitment 

to the organization's objectives, and his 01' her decision to say with the 

organization. 7G 

Many authors have illustrated three-phase model with different wording to 

show how the different phases of organizational socialization are related to 

each other. Some of them are shown below. 

Figure 1. The organizational socialization Process: Stages and 

Outcomes illustrated by Debra L. Nelson and James Campbell Quick 

Stages of Socialization 

1. Anticipatory Socializati Realism Congruence 

Job demands 

• Task 
2. Encounter • Role 

• Interpersonal 

3. Change and acquisition 
Mastery 

• Performance 

• Satisfaction 
Outcomes of socialization • Mutual innuence 

• Low levels of 
distress 

• [ntent to remain 

Source: Debra L. Nelson and James Campbell Quick, Organizational Behavior: 
Pounda tions, Realities , and Challenges. 2"d ed. West Publishing Company; New York, USA. 
1997, p.487 

7(, Stephen P. Robbins, Opcil, p.261 . 
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McShane and Glinow have a lso presented the following model to illustrate 

the three stages of organizationa l socialization. 

Figure 2. A model of organizational socialization process depicted by 

Steven L McShane and Mary Ann Von G linow 

Preemployment Encounter· Role Socialization 
socialization (newcomer) Management Outcomes 

(outsider-) (insider·) 
• Test • Higher 

• Learn about expectations • Strengthen motivation 

the against work • Higher 
\ organ ization \ perceived 1\ relation ship loyalty 

andjob / workpl ace -----.I • Practice new / • Higher 
realities role sati sfaction 

• Form the behavior • Lower 
psychologica l • Reso lve stress 
contact conl-licts • Lower 

between turnover 

work and 

Ilonwork 

Source: Steven L McShane and Mary Ann Von Glinow; Organizational Behavior. The 
McGraw-Hill Compa nies, Inc.: Boston, USA, 2000. p. 534 
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Figure 3. A three-phase model of organizational socialization 

illustrated by Robert Kreitner and Angelo Kinickl 

Phases 

1. Anticipato.·y 
socialization 

'ning that occur prior to Leal 
JOIl1I ng the organization 

2. Encounter-

alues, skill s, a nd attitudes 
art to shi n as new recruit 

V 
st 
di 
01 

scovel'S what the 
'ganization is truly like 

3. Change and acquisition 

'uit masters skill s and Reci 
roles and adj usts to work 
grOl IP 'S values and norms 

~ 
Behavioral Outcome 

• Performs i'ole assignments 

• Rematns wtth organ izatton 

• Spontaneously innovates 

• And cooperates 

Outsider 

• 

• 

• 

• 

• 
• 
• 

• 

• 
• 

Perceptual and Social 

Process 

Anticipating realities ab out the 
wjob organi zation and the ne 

Anticipat ing organizati on 's needs 
ties for o ne's skills and abili 

Anticipating organizati on 's 
sens itivity to one's need sand 
values 

Managing lifesty le-ve rsu s-work 
conflicts 
Managing intergroup rol e conflicts 

ld clarity 
ask and 

Seeking role de finition at 
Becoming familiar with t 
group dynamics 

Competing role demand s are 
reso lved 
C ritical tasks are maste l 'ed 
G roup norms and value s are 
internali zed 

~ 
Affective Outcomes 

- Generally satisfied 

- Internally motivated to work 

High job involvement 

Source: Robe r t I( re itne r a nd Angelo [(inickL Organizational Be havior. 2 nd eel. Richard D. 

Irwin. 1 nc. , Sydney Austr a lia. 1992, P ~8. 
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According to Stephen P. Robbins, the socialization process is depicted in the 

following mode l. H e described the three phases and out comes of 

socialization. 

Figure 4. A socialization model depicted by Stephen P. Robbins. 

Outcomes 
J Productivity 
I 

Prearrival Encounter Metamorphosis J Co 111 111 itl11ent 
I 

I Turnover I 

Source: Stephe n P. Robbins. "Esse ntia ls of Orga niza tiona l Be ha vior" 3 ,(\ ed. , A Simon & 

Schuste r Compa ny, New J er sey, USA, 1992, p.261. 

According to Donald d. \,Thite and David A. Bednar the socialization process 

is summarize d in the following mode l. 

Figure 5. An Organization socialization process model demonstrated 

by Donald D. White and David A. Bednar 

Anticipatol'Y Encolintci' 
socialization Change Indiv 

and 

Individual 1\ Acqllisa-
perceives Individual Inrernal ~ 

tion Adap 
cllaracteri stic joills Realities co1l1l icts 
s of group group / d i ere r ti'o III / Individu- ~ 

expectations al 
resolves Perceived 

ts 

Characteristic COil n icts U s create 
expectations Learns 
about group Individual 

participation leaves norms 

Source: Donald d. White and David A. Bednar. Organizational Bell aviol': understanding and 

managing people a( work. 2nd eel. A Di.vi.s i.oll of' Sillton & Schuster. Inc ., Bo,.:; ["on. USA. 1991. p. 250. 
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2.4. Outcomes of Organization Socialization 

Newcomers who are successfully socialized should exhibit good performance, 

high job satisfaction, and the intention to stay with the organization. High 

levels of organizational commitment are also marks of successful 

socialization. This commitment is facilitated through the socialization 

process by the communication of values that newcomers can buy into. 77 In 

supporting this, BaiTY M Staw writes that organizational commitment is 

generated through the visibility of individuals as organizational members, 

through the explicitness and irreversibility of their choices and behaviors, 

and through the volition 01' personal responsibility they fell for their 

actions.7s 

Successful socialization is also signaled by mutual influence; that is, the 

newcomers have made adjustments in the job and organization to 

accommodate their knowledge and personalities. On the other hand, 

unsuccessful organizational socialization may result in low work motivatlon, 

less loyalty, job dissatisfaction, higher stress, and high tumover. 79 

2.5. Managing the Organizational Socialization Process 

Organizational socialization has a profound effect on the individual 

performance, organizational commitment, and turnover, so companies should 

consider various ways to guide this process. so Two important strategies are 

providing realistic job previews and effectively engaging socialization gents.SI 

2.5.1. Realistic Job Previews 
According to Debra L. Nelson and James Campbell Quick, giving potential 

employees a realistic picture of the job they are applying for is known as a 

realistic job preview. It means both positive and negative information given 

to potential employees about the job they are applying for, thereby giving 

77 Debra L. Nelson and J~lInes Campbell QuickOpcit, p.488. 
78 Barry M Staw. Opcit, p.483. 
79 1bid 
80 Richard M. Steers, Opcit, p. 588. 
XI Steven L McShane and Mary Ann Von Glinow, OpcitO, p. 537. 
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them a realistic picture of the job.8z 

A realistic job preview (RJP) involves glvmg those who are considering 

joining a group a realistic impression of the roles, conditions, and 

relationships that are likely to be found. 8:{ 

Realistic job preVIeWS not only permit those looking for specific 

organizational realities to accurately identify them and thus join the group 

with confidence , but will also provide realistic expectations for persons who 

decide to join the group despite their failure to find a "perfect fit." In the long 

run, RJPs enable new members to discover the true nature of the groups they 

are about to join and can help to minimize dissatisfactions brought about by 

unfulfilled expectations.H4 

As we mentioned above, a realistic job preVIeW (RJP) attempts to provide 

prospective employees with accueate job information. vVhen they have been 

given such information, employees have more realistic initial expectations 

and can make more informed and appropriate choices. Hi) A realistic job 

preVIeWS emphasizes specific facts about the job and presents both the 

positive and negative aspects. 8G On the basis of these facts , employees are 

more likely to identify a suitable match between their own needs and those of 

the organization. In contrast, the traditional approach typically attempts to 

sell the job and present it in its most favorable light~37. 

Thus, although realistic job previews should not be seen as a panacea for all 

organizational ills, they do appear to represent another factor contributing to 

the overall effectiveness of the organization and its management. tl8 

In summary, the needs and goals of individuals and organizations can clash 

R} Debra L. Ne lson and James Campbell Quick, Opcit, 13.512. 
R, Richard M. Steers, Opcit, 13.587. 
S·I Donald d. White and David A. Bednar, Opcit, p. 251 . 
S5 Sleven L McShane and Mary Ann Von GlilIOlI. OpCil, 13.538. 
86 Richard M. SteersOpcit, p. 538. 
R7 Debra L. Nelson and .lames Campbell Quick. Opcil, pA88. 
xx Richard M. Steers, OPCil, p. 589. 
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during entry into the organization. To avoid potential mismatches, 

individuals should conduct a careful self-analysis and provide accurate 

information about themselves to potential employees. Organizations should 

present realistic job previews to show candidates both the positive and 

negative aspects of the job, along with the potential career paths available to 

the employee. After entry into the organization, individuals embark on their 

careers. A person's work life can be traced through successive stages. f39 

2.5.2. Socialization agents 

Organizations also improve the socialization process by effectively involving 

supervisors, co-workers and other socialization agents. Newcomers tend to 

ask supervisors for technical information as well as performance feedback 

and information about job duties. Supervisors also improve the socialization 

process by giving newcomers .reasonably challenging first assignments, 

buffering them from excessive demands, and helping them from social ties 

with co-workers. DO 

Co-workers are important socialization agents because they are easily 

accessible , can answer questions when problems arise, and serve as role 

models for appropriate behavior. Consequently, some finns rely on a "buddy 

system" where by newcomers are assigned to a co-worker for sou~ces of 

information and social support. Briefly, new employees tend to receive this 

information and support when co-workers integrate them into the work team. 

Co-workers also aid the socialization process by being flexible and tolerant in 

their interactions with these new hires. Generally, to manage the 

socialization process, organizations should introduce realistic job previews 

and recognize the value of socialization agents in the process. RJPs give job 

applicants a realistic balance of positive and negative information about the 

job and work context. Socialization agents provide information and social 

S9 Robert Kreitner and Angelo I<inickl , Opcit2. p.286. 
9° l-lenry L. Tosi , et.aL OpC il. p.174. 
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support during the socialization processU ! 

2.6. Socialization Techni,ques 

According to Donald d. White and David A. Bednar, socialization is an 

individual experience. However, the nature and efficiency of that process can 

influence group performance. Managers and other leaders, therefore, can and 

should employ socialization techniques to facilitate the socialization 

process. 9 :l Regarding the importance of socialization techniques, Robert 

Kreitner and Angelo Kinickl state, "Socialization techniques are used to 

reinforce organizational roles and norms that support desirable 

organizational behavior."!':l A variety of socialization techniques have 

emerged over years and arc being applied in organizations of all types. Some 

frequently used techniques are: Psychological contracts, realistic job 

previews, welcoming packages, orientation training, dearly defined career 

paths and career ladders, behavior modeling, mentoring, training and 

counseling, sponsor or "buddy" systems. 

2.6.1. Psychological contracts 

Psychological contract is typically is the legal document specifying such 

things as compensation, hours, and conditions of employment. In addition, 

there is a psychological contract that encompasses and goes beyond the 

employment contract.9 ( AccOl'ding to a personnel research psychologist, as 

quoted by Robert Kreitner and Angelo Kinickl "The psychological contract is 

the sum total of all written and unwritten, spoken and unspoken, 

expectations of the employer and employee."9.) It is a mechanism to make 

written and unwritten contacts at entry point. 

') !Steven L McShane and Mary Ann Von Glinow, Opcit. p, 538, 

91 Donald d, White and David A. BednarOpcil, 1991, p. 251. 
93 Robert Kreitner and Angelo Kinickl, Opcit, p.:234 . 
9~ Ibid 
9) Idid 
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2.6.2. Selection 

An effective selection process will be designed to determine if job candidates 

"fit" into organization.9G Selection should therefore, be recognized as one of 

the most widely used techniques by which organizations con trol employee 

discretion. vVhether the hil"ing covers unskilled or professional employees, 

organizations use the selection process to screen in the right people and 

screen out those who think and act in ways that m a nagement considers 

undesirable.!l7 

From the organization's perspective, a good selection process can identify the 

"right kind" of people for the organization. In brief, it is a means to choose 

new employees that best fit the job a nd organization culture at entry point!JS 

2.6.3. Developing a welcome package 

The welcome package is a compilation of useful information that employees 

need to conduct their routine activities. It is a way of informing new 

employees about the organization culture . According to Barry M. Staw, at the 

very least s uch a package should include: Phone listings, Mailstop 

listings, Forms, Equipment and facilities listening, Schedules, Glossary, 

Organizational descriptions, Project descriptions, and Procedures.!)!) 

2.6.4. Orientation training 

New employees are often required to undergo a brief orientation program in 

which they are familiarized with the organization's objectives, history 

philosophy and rules as well as re levant personnel policies, such as hours of 

work, pay procedures, overtime requirements, and benefit programs. tOO 

While there are many kinds of training that focuses specifically on the 

96 Stephen P. Robbin s. OPCil , p. 98. 

97 Stephen P. Robbill sOpcit, p. 99. 
98 Barry M Slaw. OPCil, p.482. 
99 1bicl 
1(10 Stephen P. Robbin s, OPCil, p. 101. 
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newcomer is called orientation training. 101 Orientation training gets new 

employees "up to speed." On the other hand, poor orientation training can be 

financially damaging to an organization because it will reduce the 

productivity of new employees for at least the first few weeks on the job and 

can heighten their anxiety, leading to greater dissatisfaction and turnover. 

Briefly, orientation training is a mechanism to acquaint new employees with 

basic rules , values of the organization and their new job. 102 

2.6.5. Mentoring 

Debra L. Nelson and James Campbell Quickp define a mentor as "an 

individual who provides guidance, coaching, counseling, and friendship to a 

protege." IO;{ Thus , mentoring is defined as the process of forming and 

maintaining an intensive and lasting developmental relationship between a 

senior person (the mentor) and a junior person (the protege , if male; or 

protegee , if female).101 Briefly, a mentor is a senior person within the 

organization who assumes responsibility for the career development of a more 

junior person. 10;, 

Mentors are important to career success because they perform both career 

and psychosocial functions. Kathy Kram as quoted by Richard M. Steers has 

identified nine primary functions of mentoring. It should be noted that many 

of these purposes help the careers of both parties involved in the mentoring 

relationship. lOG These functions were grouped into the two general 

categories of career functions and psychological functions. Career functions 

emphasize providing developmental experiences on the job as the junior 

person learns more about keys to s uccess within the organization, whereas 

psychosocial functions clarify his 01' her self-identity and feelings of 

1(11 Barry M Slaw. Opc il. 13.4 79 . 
102 Richard rv\. Steers, OpCil . p. 588 . 
l in Debra L. Nelson and James Campbe ll Quick. Opc it. p.516. 
1(1,1 Robert Kre itner and Ange lo KinicklOpcit. 13.288. 
105 Richard M. Sleers. Opcit. p. 599. 
101> Roben Kreitner and Angelo I( inickl. OPC il, p.290. 
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competence. 107 The five career functions of mentoring include (1) 

sponsorship , (2) exposure and visibility, (3) coaching, (4) protection, (5) 

ensuring challenging job assignments. The foul' psychological functions 

include (1) role modeling, (2) acceptance and confirmation, (3) counseling, and 

(4) friendship . lOR 

Mentoring programs are also effective ways of addressing the challenge of 

workforce diver s ity. 109 

Generally, mentoring has proven to be an effective way in which to 

successfully integrate new and valued employees into organizational life. In 

short, mentoring is a mechanism to fit junior e mployees with their job, group 

and organization culture through an assignment of senior employees. I 10 

2.6.6. Training and counseling 

Many organizations provide training to employees. Once inside the 

organization, employees participate in a variety of training and development 

activities, both formal and informal. These expose them to a series of 

programs designed to instill certain beliefs and values that are designed by 

the organization. I I I 

These programs may take the form of ma nagement development workshops, 

departmental meetings, 01' on-the-job training variety where understudy 

assignments, coaching, and apprenticeship methods are used to teach 

e mployees preferred job skills, knowledge, and attitudes. It also includes off­

the-job training such as classroom lectures, films, a nd demonstrations, 

simulating exercises, and programmed institution. Again, the intent is to 

instill in employees prefel'l'ed work behaviors and attitudes.ll:t 

Counseling may help new group members adjnst their perceptions of group 

107 Debra L. Ne lson and Jailles Campbell Quick, Opcit. p.518. 
l OS Richard M. Ste<.:rs, Opcit, p.599. 
109 Barry M StawOpcit, p.4n. 
110 Robert Kreitner and Angelo KinickL Opcit., p.291. 
III Richard M . Steers, Opcit, p. 591. 
11 2 Stephen P. RobbinsOpciL p. 101. 



conditions and bring about certain changes in their behaviors. Counseling 

provides a means of verbally communicating group expectations in a manner 

acceptable to the new group members while answering questions and 

otherwi.se clarifying issues that may be producing anxieties. IL :{ 

2.6.7. Behavior modeling 

Behavior Modeling is also known as observational learning or vicarious 

learning. Behavior modeling is learning process by which one observes 

and imitates the behavior of relevant others 114 

Modeling is excellent techniques for helping individuals acqUlre new 

behaviors. Modeling is learning by imitation and is based on the premise 

that learning can occur by observing the behaviors and consequences of 

others as well as by direct personal experience. Modeling is valuable to 

managers for a number of reasons .. 11.") First, behaviors acquired through 

modeling do not have to be learned through a tedious process of trial and 

enol". Second, modeled behavior can be learned by many people at once 

because learning takes place vicariously, each individual does not have to 

experience the behavior through other means, the acquisition process can be 

shorted through modeling. 

In addition to facilitate the learning of new behavior, modeling can 

strengthen or weaken previously learned behaviors. Modeling may also 

prompt already-learned behaviors. LIG In short, behavior modeling is a means 

to show expected behavior of employees by assigning role models. 

2.6.8. Sponsor or "buddy system" 

It is a way of fitting new employees through their friends. I Ii 

2.6.9. Career paths and career ladders. 

11 3 Donald d. White and David A. Bednar, Opcit, p. 251. 
114 Robert Kreitner and Angelo Kinickl , Opcil , p.286. 
11 5 Donald d. White and David A. BednarOpcit, p. 251. 
11 6 Ibid 
11 7 I bid 
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A career ladder is a specific senes of jobs 01' experiences necessary to 

advance in the organization. The existence of career paths and career 

ladders plays a role in socializing the new employee. It is a means to develop 

employees experience and to create long-term relationship between the 

employee and the employer. In addition to providing information, career 

paths also playa more symbolic role. They let employees know that the 

organization is interested in a long-term l'elationship with them-that it is 

committed to them not just for now, but fOl" the future as well. In fact, one 

major reason for turnover in Ol"ganizations is the lack of clear opportunities 

for career advancemenLlls 

2.6.10. Debasement experiences 

A mOl"e dramatic socialization technique is the debasement experience. It is 
a mechanism; employee undergoes something that causes him to detach 
himself from earlier attitudes and to substitute a more humble- self­
perception, which allows for easier socialization attempts. As a result of the 
experience , the employee is mOl"e prone to look up to the supervisor for advice 
and knowledge.II~) 

2.6.11. Role requirements. 

It is a means to describe the role expectation of employees and is a method to 
regulate employee behavior. 120 

2.6.12. Rules, procedures and policies. 

Rules are explicit statements that tell an employee what he 01' she ought 01' 

ought not to do. Procedures are a series of intelTelated sequential steps that 

employees follow in the accomplishment of their job tasks. Policies are 

guidelines that set constraints on decisions that employees make. Each of 

these represents techniques that organizations use to regulate the behavior 

of members. lzi 

II X Barry M Slaw, Opcit. p.482. 
11 9Ricilard M. Steers. Opcit. p. 591. 
120Stephen P. Robbins, OPCil , p. 99-1 00. 
'21lbid 
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2.6.13. Rituals 

It is a means to prove that employees can be trusted and are loyal to the 

organization before they can be "knighted," the "proving process" being the 

ritual. I:!:! 

2.6.14. Trial and error 

It is method of acquitting employees with their job through nonprogrammer 

efforts may not be as systematic as other methods. I:!:; 

122Stephen P. Robbill sOpcit. p.1 0 I . 
12, Richard M. Steers. Opcit, p.592 
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CHAPTER THREE 

DATA PRESNTATION, ANALYSIS AND 

INTERPRETATION: A SURVEY APPROACH 

This chapter presents profile of Development Bank of Ethiopia, 

characteristics of the studied population, analysis and interpretation of the 

data collected. The analysis and interpretation of the data do not necessarily 

follow the pattern and order of items in the questionnaire. The analysis and 

the interpretation are given after each table and charts. 

3.1. Development Bank of Ethiopia: In Brief 

This section presents the history, m1SSlOns, objectives, manpower and 

financial performance of DBE. 

3.1.1. History 

Before obtaining its current name,DBE being a state owned financial 

institution has been operating under different names, purposes and socio­

economic and political environment. It originated as Agricultural Bank in 

1945 by Proclamation No. 715 of April ~9 for the purposes of granting of 

small agricultural loans. In 1949, Proclamation No. ] 10 of 30 September 

changed the name of the Ba nk to the Agricultural and Commercial Bank of 

Ethiopia. In 1951 it was consolidated and merged with a new bank known as 

the Development Bank of Ethiopia. Thus, the elder DBE was established on 

March 19, 1951 vvith the primary objective to accelerate the development of 

productive and other essential activities by providing medium and long-term 

loan. The authorized capital of the Bank was Birr 13 million. The motto of 

the Bank was "finance for development", development referring to industrial 

and economic growth. It was not only providing development finance but was 



also prepared to advice and assist enterprising businessmen, industrialists 

and fanners of different category, at all stages in the planning and execution 

of investment projects. By 1966, it already had branches at Jimma, Gore, 

Yirgalem, Asmara and Dessie. It also had a Mobile branch, which operated at 

intervals as required in the various towns of the country. 

The Bank had certain broad principles to which every proposed project had to 

be subjected to: The principles include: 

A. The project that is seeking the bank's financial assistance had to 

belong to sectors of the national economy, which had priority in the 

country's long term development plans. Then it was required to be 

economically and technically sound. 

B. The investment project was expected to promote the economic growth 

of Ethiopia. 

C. In ordel· to obtain DBE's financial help the investor ought to be ready 

and able to put-up his own resources into the enterprise and meet a 

substantial part of the total investment cost. The Bank prefened the 

entrepreneur not only to invest the project but also bring something 

behind the idea and have a genuine stake in it. 

The Agricultural and Industrial Development Bank (AIDB) of Ethiopia was 

established in 1970 by amalgamating the Development Bank of Ethiopia and 

the Ethiopian Investment Corporation. Imperial Decree No. 55 of 1970 

transfened the assets and liabilities of these hither to independently 

operating development finance institutions to the newly fonned AIDE. The 

new Bank was made to mobilize the financial and human resources that it 

inherited from the DBE. The main ob.iective of the Bank was to serve the 

interests of the relatively well to do members of the society who were engaged 

in import substitutions industrialization and commercial fanning. The Bank 

continued its capitalist Ol'iented operation till the 197<1 Ethiopian Revolution, 

which led to the nationalization of most of the enterprises in the productive & 



service sectors of the Ethiopian economy in 1975. AIDB had also amended its 

policies and procedures to serve the interests of the new socialist orientated 

Ethiopian Government. 

oJ. 
Accordingly, the Board of Directors of the Bank adopted a new policy in 

August 1976 to suit the needs of the new economic policy of the time. The 

policy statement of the Board outlined the guiding principles that govern the 

overall activities of the Bank in conformity with the national objective and 

under the directives to be given by the National Bank of Ethiopia. '21 

The policy had specific statements on generals credit policy, financial policy, 

agricultural credit policy and credits to small-scale industries, and credit to 

services sector projects. 
t 

Proclamation No . 158 of 1979 provided the legal bases for the 

reestablishment of the AIDE. The authorized capital of the Bank was set at 

Birr 100,000,000. The purposes for which the Bank was re -established were 

to extend loans to specialized agricultural and industrial sectors as well as to 

other sectors of the national economy in pursuit of the nation's economic and 

social objectives so as to accelerate the economic development of the country. 

Its main purpose was, thus, to serve the socialized sector of the econo.my, 

which included state enterprises and cooperatives, and to some extent to 

handicrafts and small-scale industries. 

-It 
The 1991 change in Government and economic policy of the country was led 

to changes in the objectives of the bank. It was in fact it weak position from 

organizational, financial as well as lack of clarity of objectives until the new 

DBE was established in 1994. DBE was established by Council of Minister's 

Regulation NO. 200 of 1994 to mobilize funds from sources within and 

124 Development Bank of Eth iop ia. A Condensed Statist ical and History of O 'edit Operations. Financial 
Performance and Other Activities of DBE, Addis Ababa. 200 I. pp 1-3 
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outside the country and provide medium and long-term investment credits 

besides providing short-term agricultural credits. 

Other allied banking serVlces, which are normally undertaken by 

development banks, were also included among the purpose of the Bank stated 

in the Regulation but most of them including domestic banking activities and 

equity participation have never been fully practiced. 

DBE was re-established by Council of Minister Regulation No. 83/2000. 

According to this Regulation the business mission of the Bank is to accelerate 

the country's development through the provision of development credits. One 

of the main purposes of the Bank is to provide investment credits including 

short-term loans to viable projects that will contribute to the country's 

economic development. 1:l:i 

Generally, the Bank's history has undergone substantial changes since 1945 

and the policy changes that have been influe ncing its credit orations and 

other activities have also been following the changes in the name of the Bank. 

The changes in the name of the bank may be summarized as follows with 

implied changes in its activities over the years under consideration: 

1945 - 948 - Agricultural Development Bank of Ethiopia 

1949 - 1950 - Agricultural and Commercial Bank of Ethiopia. 

1951 - 1969 - Development Bank of Ethiopia 

1970 - 1978 - Agricultural and Industrial Development Bank 

1979 - 1994 - (Re-established) Agricultural and Industrial Development 

Bank. 

1994 -to-date - Development Bank of Ethiopia 

115 Development Bank ofEliliopia. A Condensed Statistical and History orO'edit Operations, Financial 
Performance and Other Activilies ofD13E, Addis Ababa, :!003, pp 1-5, 
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CUl'l'ently, the DBE is working with 32 branch offices scattered all over the 

country targeting at the following missions and broad objectives. 1 :W 

Business Missions 

The DBE is a development finance institution established to playa catalytic 

role in the acceleration of the country's economic growth through the 

provision of medium and long-term investment credit with technical advice to 

viable projects with special emphasis to private sector investment. The Bank 

is, however, at the same time required to maintain its commercial viability 

and financial sustainability by generating a reasonable amount of profit. 127 

Broad objectives 

, To pro uide mecliwJI, and long-term loans and a pac/lOge of short-ten//' loans to 

uiable deueloplI/,ent projecl.s. 

r Mobihze /tmds within and oul.side the COW'Lt, :), 

, Adll/,inisl.er "Managed FWld" that could be auai/able /rom t'ariolls sOll,rces 

r To participate in syndica te /inancing and other deuelopment prollwting 

octiuities; and 

, To prouide banf.ting ser()1,ces to its borrou.Jers throngh accepting deposits, 

money tr(l.ns/er::;, opening L / C and other /acilities.1:!8 

116 Developmenl Bank of Eth iopia, A Aonciens(;d Slat istical and History of O'cclit Operations. Financial 
Performance and Olher Acti v ilies or DB E (197071-199900) . 2003. P. 16 
117 Development Bank of Ethiopia. Annual Report for 199912000 Fiscal Year. 2000. p.1 0 
118 Deve lopment Bank or Eth iopia. Plan and Budget lo r 20()0/200 I fi sca l year. 200 I , p.4 
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3.1.2. Manpower Position 

,.-______ -"'Chart 1. DBE's Manpower PQ!iition Eiy_Gende<'"rl-_________ ......, 

Source: DBE, A Condensed Statistics and History of Credit Operations, 

Financial Performance and Other Activities of DBE, 2003, p.40 

As shown in chart 1 above, the level of employment increased from 220 

employees in 1973174 to 799 employees in 2002/2003 with an average growth 

rate of 4.7% per annum. The number of male and female employees increased 

from 174 in 1973174 to 546 in 2002/2003 and from 46 in 1973174 to 253 III 

2002/2003 with annual average growth rates of 4.2% and 6.2, respectively. 
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3.1.2.1. Employee' Turnover 
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Chart 2. DSE's Employee Turnover by Category (1998-2003) 
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Source: DBE, Annual Progressed Report (1998-2003), Addis Ababa, 
Ethiopia, 2003, p.33 

As indicated in chart 2, during the period between 1998/99-2002/03 the Bank 

has recruited a total of 276 employees. On the other hand, in the years under 

review 310 employees had terminated their employment with the Bank, of 

whom 172 employees (56%) were Professionals and High-level Supervisors, 

77 employees (25%) were Semi-professionals, Administrative and Clerical, 33 

(11%) employees were technical, while the remaining 28 (8%) employees were 

manual and custodians. Moreover, the rates of labor turnover in the years 

under review (1998/99-2002103) were 325%, 59%, 98%, 81%, and 146%, 

respectively. 
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3.1.3. Financial Performance 

Chart 3. DBE's Financial Performance('OOObirr) 

350 ,000 ...-________________________________________ --, 

300 ,000 f---------------------------------------------1 

250,000 f---------------------------....,;L--+--------------:::;JII~---1 

200,000 f-------------------------,r-:>.,.--,-r-- --\-------_____,........,:=------''''''-J 

150,000 }---------------------------,::H."+,.,,,.~~~-_____,._==_~.c.;.~~~.___---I 

100,000 1----------;;;;::.::::IlI~~-_:_-~".'-"--------.~;:::::I.r------

50,000 l-----------~~-=---~~~~~----------=--=:..-

-100 ,000 t----------------------------
· 150 ,000 J.--.... ______________ --'-__________________________ --' 

Fisical Years 

1~lncome ~Expense Profit(Loss) before Tax and Provision 

Source: A Condensed Statistics and History of Credit Operations, financial Performance and 

Other Activities of DBE (1970/71-2002/2003), pp.30-34. 

As indicated in chart 3 above, the Bank has incurred losses except very few 

years in the years under review (1973/94-2002103). 

3.2. Characteristics of the Population 

Among the current professional and supervisory staff of the bank (314 employees), 

selected respondents were 130 (41%). Out of whom, 114 (88 percent) have responded 

and returned the questionnaires. 

The second group of respondents were managers of the bank assummg 

different managerial positions, numbering 5, out of these, 4 (80%) of 

managers filled and returned the questionnaires. 

The third group of respondents were professional and supervIsory ex­

employees of the Bank who voluntarily left the bank over the past five years. 

During the past five years 174 professional and supervisory employees 

)9 



voluntarily left the bank, out of whom, 50 (29 %) were sample respondents. 

Among the sample ex-employees 33 (66%) have responded and returned the 

questionnaires. 

All responde nts were selected by the researcher judge ment. 

3.3. Presentation, Analysis and Interpretation of Data 

This section is concerned with the presentation, a nalysis and interpretation 

of data obtained from management personnel, professiona l and supervisory 

ex-employees, and currently working professional a nd supervisory employees 

of the bank. 

3.3.1. Profile of the Respondents 

Table 1. Bio Data of Respondents 

I 

No. It em 
Current PHI,S 1'; x· I' I-ILS Current Mana~e l's 

No. (;(1 No. H:. No. "" 
Gender 

I j\I[ ,tie II~ !J8 :-;:1 100 ~ :30 

I·'ema le ~ ~ :2 ,jO 

T OLa l III tOO :L ~ 100 ·1 100 
I':ducal ional Statu s 

Fi I' s t degree 110 97 ~8 8:) ~ i'iO 

~ j\ll a s te l' ~ ·1 :\ r) I:; ~ :;0 

Ph I) . . 

ot/Wl'. pk,a,>l! sp('c ifv 

Tota l III 100 :n 100 I 100 

Se r v ice of l'm p l()\'('('s Lo the organi zation 

Below t\Yo mont hs 

:\ ~.!) month s 2 1 18 I I~ . 

~) ll1 () nth s·~ " C,\ I'S :;() : ~2 IG .j !! -

.\bovc ~-\ 'l! al's :)/ :)0 I " ' J :\!J I 100 
T oU\ 1 Il-L 100 ' 1'1 WO ,I IO() ,., 1 
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As shown in Item -1 of Table -I, 98 % & 2 % of the current PHLS respondents 

were males and females, respectively. 50 percent management respondents 

and all Ex-PHLS respondents were males and the remaining 50 percent of 

management respondents were females. This implies that most of the 

company's employees are males. Thus, females' representation III the 

company is by far less than males. However, females ' participation in the 

management of the organization is equal t.o males. Hence, females' seems 

equally represented in the management posts of the organization. 

As indicated in Item-2 of Table-I, 97, 85 and 50 percents of current PHLS, 

Ex-PHLS and manager respondents respectively were qualified at first 

degree. 3, 15, and 50 percents of current PHLS, Ex-PHLS and manager 

respondents respectively were qualified at master's level. This indicates that 

all of the employee respondents are graduates of colleges and universities. 

This might be due to the fact that the study covers only employees who are 

graduates of colleges and universities. 

With regard to Item-3 of the same table that summanzes serVices of the 

respondents, 18, 32, and 50 percents of the CHrrent PHLS respondents have 

served for 2-9 months, 9 months-2 years, and above 2-years, respectively. 12, 

49, and 39 percents of the Ex-PHLS were serving the organization for 2-9 

months, 9 months-2 years , and above 2-years, respectively. All of the 

management respondents have served more than two years. As it is seen 

from the figures, half of the current PHLS respondents and majority (61 

percent) of Ex-PHLS fall under the stages of encounter (breaking in) and 

change and acquisition (settling in) and the remaining half of the current 

PHLS and 39 percent of Ex-PHLS respondents are out of the three critical 

stages of the soci.alization process These figures indicate that the majority of 

the Ex-PHLS employee~ left the organization duri.ng encounter and change 

and acquisition stages of the socialization process, (i.e. during 9 months-2-

years employment period) and hence most of DBE employees left the 

organization during 9-months-2-years f::>ervices in the organization. 
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3.3.2. DBE's Organizational Socialization Practice and its 

Impact on En1.ployees' Turnover 

3.3.2.1. Preelnployment Socialization Proce s s and its Impact on 
Employees' Turnover 

a. Realistic Job Preview - Current PHLS 

Table 2. Realistic Job Preview - Current PHLS 

No. Ite ms C urre n t I) HLS Responde nts 
No. <Xl 

Di d vou pa ss t hrough f(ll"Illill se lect l<)n process ; 1 r t he t i me yo u 
I. joi ned in DI\I ';? 

Yes 111 100 
No 

Tota l 111 tOO 
If "Yes" to Ite m No.1 , \v<.~ rc yo u we ll infb l"lned a bo ut rhe 

2. posit ive a nd ne gat ive a spects of your job a nd cOln pa ny's 
cul t ure') 

Yes 24 2 1 
No 90 79 

Tota l J 11 JOO 
If "Yes" to i te m No.2, to w ha t e xte n t t he info rm at ion IS 

" acc urate a nd comple te? ". 
Co mp le te a nd accurate 
Com ple te a nd in accurat(: G 25 
,\ccurate hu t inco mplete 7 29 
InaccurHte and incomplete 11 4(; 

I Cil nnOI te ll 
Tota l 21 100 

If "!\cc lIrate a nd comp le te 
,. 

to Ite m No. :\. to what e xte n t d id 
'1. rhe inform atio n he lp YO ll c() scm' on t he job In the 

org·ani z<ltion? 
\le n ' hi o' h 
Hi gh 
,\ ve ra ge 
Low 
Ve l' \' low 

Tota l 0 0 
If "inaccurate a nd in comple te" to Ite m No. J, does t hi s 

:i . d isco urage vo u to s tm' on t he ' job' ill t he o rga ni n lt ion') 
Yes 8 n 
No ;{ '27 

Tota l 11 100 
G If "Yes" to Ite m No. !) , to " hat ex te nt '! 

\ 'e rv hi gh 1 :iO 
Hi oh 2 '2 ;) 

Av<..: rage 1 1" " 

I AI W 1 12 
\ 'e rv low 
I dOIl '( knO\\' 

Tot.a l K 100 
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In the table above an attempt is made to assess whether Realistic Job 

Preview is conducted in the selection process of employees of the organization 

and its impact on employees' turnover. 

In Item-1 of Table 2, all respondents (100%) responded that they have passed 

through formal selection process at the time they joined DBE. This indicates 

that DBE conducts formal selection process at the time it employs new staff. 

Therefore, DEB undertakes an activity, which facilitates preemployement 

socialization process. 

As it can be observed from Item-2 of Table 2 above, the respondents were 

asked whether the DBE provides information on both negative and positive 

aspects of the job and its culture for the nevv employees. :Majority of the 

PHLS employee respondents (79 percent) and few PHLS employee 

respondents (21 percent) replied "No" and "Yes" , respectively. This implies 

that the organization has failed to provide realistic job preview to t.he new 

employees and this ultimat.ely creat.e reality shock upon employees as soon as 

they join the company which in turn leads to resignation. 

Item-3 of the same table asks those who said "Yes" for Item No.2, whether 

the information is accurate and complete. As shown in the Table, 25 percent, 

29 percent and 46 percent of the respondents replied that the organization 

provides "complete but inaccurate", "accurate but incomplete" and 

"inaccurate and incomplete" information at entry point, respectively. From 

this we can safely say that the company even failed to provide complete and 

accurate information to new employees. Therefore , the company still follows 

the traditional job preview approach. This in turn increases the possibility of 

early turnover. Besides, recruits, with unrealistically high expectations are 

increased and may decide to join the organization. This in turn increases job 

dissatisfaction and turnover because or low match between individual and 

organization needs. 
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As Item-5 reveals that out of those who said" Incomplete and inaccurate in 

Item-3 of Table 2, the highest majority (73 %) replied inaccurate and 

incomplete information which has been provided by the organization has 

discouraged them to stay on their "job". This shows that unrealistic and 

partial information about jobs and organization's culture contributes to 

employee resignation. This might be caused by unrealistic expectations of the 

new employee about the job and the organization. 

As we can see from Item-6 of Table-2, 50% of those who said inaccurate and 

incomplete information discourages them to stay on their job, claimed that 

the extent of discouragement is "Very high". Another 25% of the respondents 

said the effect to be "high" . 13 percent and 12 percent of the respondents said 

"Average" and "Low" respectively. From these facts, we can infer that the 

largest majority (75%) of the respondents identified "Very high" 01' "High" 

concerning the extent of discouragement to continue on their job in the 

organization due to the provision of inaccurate and incomplete information by 

the organization about their job and organization's culture at the point of 

entry in the organization. This finding shows the strong impact of realistic 

job preview on the employees' turnover in DBE. 
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b. Realis tic Job Preview - Ex-PHLS 

Table 3. Realistic Job Preview - Ex-PHLS 
No. Ite m s 8x- I'H I ,S Responde n ts 

No . O;i') 

I. Have yo u gO lle t hro ug h fo rm a l se lec( io n proce ss at the t ime 
yo u jo in ed in 1)111 ':'1 

Yes :\:\ 100 
No 

To ta l : t ~ 100 
2. If ''Yes'' t.o i t c lll No. 1, \\"Cr('\ ~ ' () 1I \\'e ll info rmed a bo u t t he 

pos it ive a nd ne gat ive aspects o f yo ur jo b? 

Yes 9 "1,7 
No :l ,1 7:{ 

Tota l ;1:: 100 
:\ . If "Yes" to ite m No.2, Wil S ('he in(f)l 'n1<lt io n comple te ly matches 

\" it h \\' hat vo u ( lU nd a fte r jo inin g t he o l'ga nization 'l 
Yes :\ ; ~ :3 

No G (;7 

Tota l () 100 
I I f "No" to ite m No. :1. d id the diffe re nce di sco urage yo u to s tay 

o n t he 'jo b' in t he oq,a ni za tio n? 

Yes :) 83 
No l 17 

Tota l (j tOO 
:i I f "Yes" to ite m No . ' I , to w haL e xte nt the va riat ion co ntribute 

to lean.! t he o l'o'Hni zat io n 'l 
\ 'e I'Y hi g h ;{ GO 
Ili g h I :l0 
.\ \'(, I'age 

Low I 20 
Ve l' \' lo\\' 
I do n' t kno\\' 

To ta l :i 100 

In table-3 an attempt is made to assess the presence of Realis tic Job Preview 

in the employee selection process of the organization a t the entry point" that 

support organiza tiona l socializa tion process and if so, the extent to which it 

affects the frequency of employees' turnover in DBE. 

In Item-l of Ta ble 3, the whole responden ts (100 percent) said that they have 

passed through form al selection process. This implies that the orga niza tion 

employs its staff through formally established pro<..:e dures. Thus , this formal 

employment process opens the door for both the organization and new 

employees to learn a bout one a nother. Newcomers can learn wha t is required 

to perform the assigned work. . This includes learning role perceptions of the 

job as well as understanding, which competencies need to be mastered over 
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time. This also assists newcomers to understand the organization's espoused 

goals as well as its underling cultural values and beliefs. Besides, new 

employees can understand the unstated rules and rituals of the organization, 

along with the norms of immediate work group. On the other hand, the 

process also allows the employer to form a set of expectations about the job 

applicant, such as the unique skills and vitality that he or she will bring to 

the organization. The organization can also understand employee 

expectations and devotion for their future career in the organization. 

As indicated in Item-2 of Table-3, majority of the Ex-PHLS respondents (73 

percent) and very few Ex-PHLS employee respondents (27 percent) replied 

"No" and "Yes", respectively. These responses are similar to CUl'l'ent PHLS 

respondents. So, the information provided by Ex-PHLS strengths the 

responses of Current PHLS employees. Therefore, from this we can say that 

the organization has failed to provide realistic job preview to the new 

employees and this ultimately tends to produce a distorted psychological 

contact that eventually tends to lower trust and higher turnover. 

In Item 3 of the same table , those who selected "Yes" in Item-2 of Table 3, 

were asked whether the information they received before joining the 

organization matches with what they found after joining the organization. 

Like that of currently working PHLS employees, Ex-PHLS employees of 

DBE- 1Vlajority (67%) of them replied that what they have been informed by 

the organization before they joined the organization did not match with what 

they observed after they joined the organization. From this we can infer that 

the organization has released unrealistic information to new employees about 

the nature of their job" which in turn increase the likelihood of having 

inflated expectations on the side of new employees. This increases the 

possibility of early turnover. 

Item 4 of the same table asks those who identified mi s match between the 

information provided to them and the reality within the bank whether the 
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difference discourage them to stay on their "job" in the organization. 87 

percent of them said the discrepancy between what they have been informed 

before they joined the organization and what it was after they joined the 

organization has contributed for their resignation. This indicates that 

inaccurate information, which has been provided by the employer, has 

contributed for employees' turnover. Thus, the management of the 

organization has failed to expose newcomers to realistic job previews in a 

wide array of work organizations, which in turn, as many literatures show, 

reduces employees' turnover. 

As item-5 of Table-3 reveals, the impact of information discrepancy 

concernmg job and organizational culture for leaving the organization is 

identified to be "very high" by GO % and "high" by 20% of respondents who 

said "yes" for item-4 of the same table. From these table figures, we can infer 

that intensity of absence of Realistic Job Previews for resignation of 

employees from DBE is strong. Thus, absence of RJPs has greatly contributed 

for high employees' turnover. This, in other words, shows that the company is 

not aware of the use and impact of RJPs. Consequently, the company may 

lose competent employees' that would otherwise the case. 
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c. Realistic Job Preview - Managers 

Table 4. Realistic Job Preview - Managers 
No, I Le ms Managcr I{cspo ndc nts 

No, (Yo 

I , 1)0 ,vou have f()rmal se lect io n Jlr()(;('ss \\'hill' e l1lpl o~ ' ill V; IH! \Y 

s ta ff! 
Ycs I 100 
No 

Tota l 4 100 
2, I (' ''Yes'' to itc lll No, l. do yo u rcvt'al both Jlos it ivc and negative 

a s pects of the job a nd the or g"anizatinn c ul t ure fiJI' t he nc \\' 
c ntc ring e mplovcc during t il(' e mploy me n[ proccss') 

Ycs d toO 
No 

Total " 100 
, ) .. , If "Ycs" to i tc m No,2, to w hat c xte nt t hc inf(H'lTlat io n I S 

detail cd a nd co mprc he ns ivc? 
Detailed and compre he ns ivc :J 7 ~) 

Compress ivc but not de tailed I 2i'i 
Dc tailed but not comprc he ns ivc 
No t compre hc ns ivc a nd dcta iled 
I ca nnot te ll 

Total I tOO 
·1 If " deta il ed and comprc hc ns il'c" to it{' m No, :{, to Il'hat e xte nt 

did till' info rmatio n hclp a n c mpl o~'ee to s tay o n t he job in t.hc 
oro'anization ? 

\ 'C l'\ ' hi g h 2 G7 
Hi g h I q " 

'h ' 

.\ vc rage 
1..,(1 \\' 

\ 'C l'\ ' 10 \\' 

Total :1 100 

Concerning Item-l of Table-4 all management respondents like current a nd 

Ex-PHLS employees of the organization responded that new employees have 

passed through formal selection process to get employed in DBE. As indicated 

in Table 2 a nd 3 formal selection process has it's own contribution to conduct 

open discussion regarding the past experiences of newcomers and key 

decision ma king, a long with recent events in the organization before they 

joined. 

As Item-2 of Table-4indicate. all ma nage ment respondents said that they 

reveal both positive and negative aspects of the job and the organization 

culture for new entrants during the employment process. This contradicts 

with the responses provided by CUl'l'ent and Ex-PHLS employees. 
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As indicated in Ite m-3 of Table-4 the highest majority of management 

respondents (75 percent) replied that the information they provide for new 

employees a bout their respective job and the organiza tion's culture is detail 

and comprehe nsive . This one too contradicts with the responses of current 

a nd Ex-PHLS employees for similar issue. This implies that what the 

managemen t feels comprehensive and de ta iled is not up to the expectation of 

e mployees. Or, this indica tes that there a re some iss ues pertaining to job and 

orga nizationa l cultures tha t a re ou t of the ma nage ment's s ight or tha t might 

be considered trivia l for them but crucia l for employees for fit t ing with their 

job a nd to a dopt the organiza tion cultures quickly. 

Regarding the extent to which prOV1SlOn of comprehe nsive and detailed 

informa tion help an employee to stay on the job in the organiza tion, in Item-4 

of the same table indicates that majority, (67%) and significant (33%) of 

ma nage me n t responden ts claimed it to be "very high and "high", respectively . 

These responses a re similar to tha t of the curren t and Ex-PHLS respondents 

for the same question. Thus, the impact of RJPs on employees' turnover in 

DBE is pa ra mount. 

3.3.2.2. DBE's Orientation Program as part of its Socialization 
Practice and Its Impact on E1TIployees' Turnover 

a. DBE's Orientation Program - current PHLS 

Table 5. DBE's Orientation Program - current PHLS 

N o. 

I. 

I te m s 

I{ave \ 'ou partic ip>l ted in Hn ori c n("ation program t ha t p l'<lv ides 
inf-(lt"Ill ation perta ining to the j ob : o rgHni zHt i (J n ',~ culture, 
objec ti ves, benefi t s; and YO UI' \\ 'ork gl'oup at poin t o f en t r y ') 

C urren t 1'1-11 .8 Responden ts 
No. 

No __ 1~IO~R~ ________ ~~9~5 ________ ~ 
T o tal I I "l 100 

:1, . If "Ycs" to i tem No. 1, d id t Iw orien ta ' ion progr a m (' nahles vou 
to have co mpre he n s i \"(~ and dl'La ik-d inl<.rma tion ahout tlw 
organiz>lt io n','i culture, objec t ive' ''' iw ne fits a nd niles') 

Y<'s :1, 

No 
TOUII 

:1. If " Yes" lO i tenl N o. :1" to w hat extc il t t he inl () rllJ;, t ion he lps 
yo u to adop t t he o l'ga niza tion's cul t ur(' and to understa nd its 

49 

ij 

.,,, 
d e> 

77 
100 



objcc ti ves? 

"cJ'\' bLa h ~ 100 
Hi g h 
.' v(, J'a !-((' 
1..{lw 

' ·e l"\" low 
I don't know 

Total ~ LOO 
II. [f "Ye s·' to ite m No. l . did the o J'ie ntation pl"OgJ'am e nables yo u 

to ha vc s uffi c ie nt inf() J'mation ilbout YO Ul" job'l 
)"es l 17 
No :) S:, 

Total G 100 
;). J f ")"cs" to ite m No. 4. to what extc nt is the infOJ'matio n ass ists 

yo u to fit with YO UJ' job·1 

' ·C l"\' hi g h I 100 
Hig h 
Ave rage 
( .o\\, 

' ·c J' \' low 
I do n 't know 

Total l 100 
(j If ")"cs" to ite m No. I, did t.he o J'i e nta t ion pJ'og"J'am e nable s \"(IU 

to ha l'\: s uffi c ie nt inf()J'lIlatio n aiJout \,o ur lVoJ'lq,Hlup ·) 
Yes 
No (j 100 

Total (j 100 
7. If ·'Yes'· to irc ill No.G, to what c xte nt do yo u t.hink this has 

helped , ·o u to stay in the oJ'ganizat io n ') 

Vc r\' hig h 
Hi !-( h 
.\vc l'age 
I A) I\' 

Vc r \' 101\" 
I don ' t know 

Total 0 0 
8. ff "No" to [( e m No. I. does that <;L·cate an~· proble m In fitting 

wit.h \,o ur job, 1\"0J'k !-( J'o up and o J'ga ni7.atio n c ultuJ'c? 
Yes lOll !lG 
No ·1 I 

Total 108 100 
!l I f "Yes" to Itc m No. R. to what extc nt that pJ'oblc m di sco uJ'age.s 

you to co ntinuc· in the o rga ni zat io n'··) 
' ·cr\, hi g h R:,) 8 1 
Hi g" h 8 H 
.\vt' l'<t ge !J !J 
I AJIV I I 
Ve n · low I I 
I don ' t kn Ol\" 

To t id 10,1 100 

In the above table an attempt is n1.ade to assess the orientation program of 

DBE's as part of its socialization practice and its impact on employees' 

turnover. 

Item-l of Table-5 asks whether employees have participated in an orientation 

program that provides information pertaining to their job; organization's 

culture, objectives, benefits ; and their workgroup at point of entry in DBE. 
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The highest majority of current PHLS said that they have not participated in 

any orientation program that provides information on their job, 

organization's culture , objective, benefits and their workgroup at point of 

entry in DEE. This implies that, DEE has no well-organized orientation 

program that moulds its new employees into the organization's culture , and 

that help new employees to fit with their new job and to the new work group 

easily and quickly. In other words employees have started their new job and 

joined the new workgroup without sufficient knowledge of the organization's 

culture , rules, objectives, polices and regulations, and without having formal 

knowledge of the workgroup norm, and preliminary guidance of their job 

which in turn causes lack of confidence and more stress that ultimately leads 

them to look for alternative opportunity in early stage of their work life in the 

organization. 

Item-2 of Table-5 asks those who said "Yes" in Item-l of the same table, 

whether the orientation program enables them to have comprehensive and 

detailed information about the company's culture, objectives, benefits and 

rules. Majority of the respondents (77 percent) said that the orientation 

program of DEE does not provide comprehensive and detailed information on 

culture, objectives, benefits and rules of the organization. This implies. that 

even those who have been given orientation on culture , objectives and rules 

are not at a satisfactory level where by new employees develop confidence 

with lesser stress to do their day-to-day activities. Thus, reality shock could 

occur due to the experience of sudden entry of employees into a new work 

environment and perceived discrepancies between what the newcomer 

believes and what actually occurs. 

In Item-3 of the same table, Current-PHLS respondents were requested; to 

what extent the information they obtained during orientation program helps 

them to adopt the organization's culture and to understand its objectives. All 

respondents said "Very high". This indicates that comprehensive and detailed 
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orientation program ll1 the organization help employees to adopt the 

organization's culture and objectives, considerably. 

Item-4 of the same table asks respondents of current PHLS whether the 

orientation program enables them to have sufficient information about their 

job. The greatest majority of the respondents (83 %) said that the orientation 

program does not provide complete information about their job. This shows 

that even those who have participated in the orientation program of DBE do 

not receive sufficient information, which enables them to overcome conflicts 

between the job and their interest. In turn, this makes employees stressful 

because of anxiety created by the uncertainties inherent in new situation. 

As Item-6 of Table-5 indicated, all of those who responded "Yes" in Item-l of 

the same table replied that the orientation program does not enable them to 

have sufficient information about their workgroup . This finding tells us that 

even those who participated in the DBE's orientation program did not receive 

adequate and complete information that would help them to adopt new team 

norms, and practice new behaviors in a group. 

The response in Item-8 of Table-5 sums up the impact of the absence of well­

organized orientation program at entry point. Accordingly, the highest 

majority of respondents (96 percent) asserted that absence of adequate 

orientation program at entry point has created problem on employees in 

fitting with their job , work group and organization culture. From this, we can 

deduce that new employees due to lack of sufficient information about their 

job, work group and orgcmization's cultures have developed anxiety and 

stress while they are working in the organization which will lead them to 

leave the organization. 

Regarding the extent to which absence of orientation program ll1 DBE 

discourages employees to continue in the organization, out of those who said 

"Yes" to Item No 8. 83, 8 , and 9 percents replied "Very high", "High" and 
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"Average", respectively. These figures show that all of the respondents have 

recognized the strong impact of information gap about the workgroup , job 

a nd organization's cultures on employee turnover. As a result, employees are 

in the verge of leaving the organization due to failure to fit themselves with 

their job , work group and organizational cultures, which is caused by lack of 

pre-information about the nature of their job , workgroup and detailed and 

comprehensive knowledge of organization's culture, rules, objectives, and 

policies . All these facts indicate that orientation program which includes 

information about new e mployees jobs, working group and organizational 

cultures, missions, objectives, policies, rule s a nd regulation as a pa rt of 

socia lization practice plays a significant role on employees' turnover. 

b. DBE's Orientation Program - Ex- PHLS Employees 

Table 6. DBE's Orientation Program - Ex- PHLS Eluployees 

No. Ite m s 8:\:· PI-LLS Respondents 
No. % 

I . I-lave ~'o u participated in a n orie ntat ion program t hat provides 
info rmation pe rta inin g to the job; compa ny's culture. 
objec ti ves, be ne fit~; a nd vo ur workgroup at point o f e n t r,, '! 

Yes 7 zl 
No zG 7~) 

Toud : ~:.: 100 
z. I I' "Yes" to ite m No. 1. did Lll e () I'i e nlatio n progl'i lill e na bles yo u 

to ha\'e co mp re he ns ive a nd detailed inf(lrIn a Li on a bout t he 
co mpan \"s cul t ure. object ives, h() ne fit s and rules') 

Yes z z9 
No :') 71 

Tota l 7 100 . , If " Yes" to ite m No. 2 . to what ex te nt the in (lrInation ha d .). 

he lped you to adopt t he orga nization 's cul ture and to 
unde rs tand its ob jectives'! 

Ve ry hi gh 2 100 
Hi gh 
.\ ve rage 
I All-\' 

\'c r \, low 
1 don't know 

ToLa l z Ion 

'I. rf "Yes" to ite m No. I , did t he orie ntat ion program e nables you 
to have s ufficie nt inform ation about I'o ur job'! 
Ye~ 2 z9 
No r. I I 

Tota l 7 100 
:i . If' "Ye,.;" to ite m No. 1. to \V ha l cx (e nt W(lS the in(lrIllation 

ass isLs vo u to fit with yo ur job') 
\ 'e ry hi gh I :,0 
Hi gh I :,)0 

.\\'c rage 
I/l\\' 
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\ 'C I'\' loll' 
I don' t knoll' 

Towl :2 100 
G, If "Yes" to item No, I . did the ol'lentatio n pJ'Og-l'am (' nab lcs you 

lo ha ve sufficicnt inh)l'rn at ion aboul yo uI' lI'ol'kgroup') 
Yc s I I I 

No G 86 
Total 7 100 

7, If "Ycs" to item N o,G. lo what e"tent do you think t hi s had 
helped \ 'O U to stal' in t he ol'o'il ni Z<l lion? 

\ 'C I'Y high I 100 
I-iioh 

.\ ve rag-e 
1,011' 

Vcry loll' 
[ don 't know 

Total I 100 
8, If "No" to I tern No, I . did that cl'eatt' an,' " pl'oblem In filt ing 

lI'ith youI' job, wOl'k g l'oup and ol'ganization cul tu l'c? 
Yes I ~) 7;) 

No 7 27 
Tota l 2(; JOO 

9 If "Yes" to I tenl No, 8, to whal exte nt tbal pl'obl cm 
di sco ura ged VO lt co continllo in Lhe oro'Rni zHt ion",! 

Vel' \' hi gh :1 16 
I-ii uh I :j 7~J 

l \vel'agc I :) 

I AlII' 

\ 'C l'\' loll' 
I don't kno\\' 

Total I !J 100 

As shown in Item I of Table-6, Ex-Pl-ILS respondents were asked whether they have 

participated in an orientation program that provides information pertaining to the job; 

company's culture, objectives, benet-its; and their workgroup at point of entry, Similar to 

current PHLS employee respondents the highest majority of EX-PI-[LS respondents (79 

percent) said that they didn't participate in an orientation program, which enables 

employees knowledgeable about their new workgroup, job and organization's cultures. 

This sho\vs that 110 attention is given by both employees and the bank to formal and 

comprehensive socialization program. 

In Item-2 of Table-6, out of those who said "Yes" for Item-l of the same table , 

majority of the EX-PHLS employee respondents said that the orientation 

program did not enable them to have comprehensive and detailed 

information about the company's culture, objectives, benefits and rules. This 

indicates that eve n those who have participated DBE' orientation program 

are not informed to their expectation of the organization, Therefore, new 
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employees in DBE have started their new job with out adequate information 

about the nature of their new job, new work group and about organization' 

culture which would enable them adopt the environment under which they 

work. In other words, there is good ground for employees to leave the 

organization at a very short period of time given the unmatched expectation 

with what the organization provides them. 

In Item-3 those who said, "Yes" to item-2 of the same table, were asked to 

tell the extent the information had helped them to adopt the organization's 

culture and to understand its objectives. All of the Ex- PHLS employee 

respondents said "Very high". This implies that provision of comprehensive 

and detailed information about organization's cultures and obj,ectives has 

noteworthy helped them to the organization's culture and objectives, which in 

turn helped them to reduce conflict between their personal values and 

organizational values whi(;h ultimately lead them to work smoothly in the 

organization voluntarily. However, majority (71%) of those who said that 

they had taken part on a formal orientation program replied that the 

orientation program did not enable them to have sufficient information about 

their job Item-4). In view of this fact, we can infer that the orientation 

program is not comprehensive enough to enable new employees need . know 

about their new job in the organization. Thus, the organization should 

recognize the importance of undertaking a formal adequate and (;omplete 

orientation program as part of the socialization process. This is to mean that 

the organization should provide job related information to its new employees 

at satisfactory level. 

Out of those who took part 01'1 the orientation program, respondents replied 

comprehensive and detailed inform::tion had assisted them to fit with their 

job, significantly. This implies that the highest majority of respondents 

strongly value the importance of comprehensive and .detailed information to 

adjust themselves with their new job in the organization. 
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Item-6 indicates that majority (86%) of those who took part on the orientation 

program said the orientation program did not provide sufficient information 

about their workgroup. This fact shows that employees have joined their 

respective new workgroups without having adequate information that 

enables them to adjust themselves easily and quickly. This finding also shows 

that new employees did not identify and understand how they act and react 

at different situations while they were working with their new workgroup , 

which can be accounted to whatever information they obtained before joining 

their respective work groups. Therefore, the organization has failed to help 

new employees to socialize with their respective new workgroups through 

provision of information for each newcomer pertaining to his/her new 

workgroup in the organization. 

Out of those who took part in the orientation program, all respondents 

replied that the information has strongly helped them to stay in the 

organization. This indicates that early information about the work group has 

reduced the frequency of employees who left the organization. Therefore, the 

impact of having or not having information in relation to new work group of 

the new comer was remarkable. 

In Item-8 of the same table, EX-PHLS employee respondents were requested 

to tell whether lack of comprehensive and detailed information due to 

absence of orientation program in DBE did create any problem in fitting with 

their job, work group and organization culture. Majority (73 %) of 

respondents said that absence of orientation program, consisting of 

comprehensive and detailed information with regard to their respective new 

jobs, workgroups and organization's culture, has created problem to 

assimilate themselves with their respective new workgroups and 

organizational cultures and to adjust themselves with their respective new 

jobs in an organization. This indicates that orientation program as a pa rt of 
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socia liza tion process can play a decisive role in helping e mployees stay in the 

organization a nd has incredible impact upon employees' t urnover. 

c. DBE's Orientation Program - Managers 

Table 7. DBE's Orientation Program - Managers 

Manage r Responde n ts 
No. I tem s No. % 

I. H as t he o rga ni zat io n comlucted f(JI'ma l orien tation pl"Ogra m 
w i t h ne\\' en t ry em ployees t hat p rov ide inf("J rm ation per ta ining 
t heir job: co m pa ny's cullu r(' . ohjec t ivE's. benefi ts ; a nd t heir 
wo rk gro up at t he po in t of ent r y'l 

Ycs 2 :")0 

No 2 :)0 
Tota l ,I 100 

2. I f "Yes" to Il cm No. I , d id t he ori entat ion program enahles 
em ployc('s to hav(' com prehell si ve and deta iled inf(l1'Ill nt ion 
ahou t t he co m pa ny's cul t u['(' , ob jectin ' s, benefi t s, and rules'l 

Yes 2 100 
No 

Tot;1 1 2 100 
;\. I f " Yes" to I tem No. 2, to w hat exte nt t he inform ation help ,s 

e m p lo~rees to adop t t he (Ill~'a n iza Lio ll 's cul t ure and to 
unde r sta nd i t s ob ject i ves') 

Vc r \' h iO'h 2 100 
High 

:\ve r age 
Lo\\' 

Vc r \, low 
I don't kno\\' 

Tota l 2 100 
I. I f "Yes" 10 I te m No. I. d id t he orientat ion progTctl l1 enahles 

c mplO\'ces to havc suffic icn t inf() rnwtion about t heir job') 

Yes 2 ijO 
No 2 ,'jO 

Tow l ,I 100 
fl, If "Y(·s" III I te m No. I , to w ha t exte nt is t h(' inf()l'lll ation ass ists 

em p lO\'ees to ('i t w i t h thei r job') 

\ 'e r \' hi gh 2 100 
H igh 
Avc n-lg'c 
I ,ow 

\ 'e r y low 
I don't kno\\' 

Tota l 2 100 
(j If "Yes" to I tem No. t. d id t he oric ntation prog r <1 1n enables 

em ployees to have suffic ient infi)l'll1 at ion abou t t he il' 
1V0rk oToup? 

Yes I 2;') 

No ;{ 7 :) 

Tota l I tOO 
7. If "Yes" to it('m No.G, to w hat exte nt do ~'O ll t hink thi s h:IS 

he lped employees to stav in the or ga ni 7,at lon'l 

\ 'ur\' hi gh I 100 
High 
. \ ve ragt~ 

I AJW -
\ 'er y lo\\' 
I don' t k n(J\\' ----

Tma l I 100 -
H, 1{'''No " to I tc m No. I, di d that crea te ' "1 \ ' pl \)blem III fillin g 
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with thc i.r job , work group and orgill1izatiCc:..:Jnc..oc:.:::u.:..::l t.::.:ulc::;:·c.:-ry ___ --j-.,___-----+------___j 
\~s :2 100 

No 

~--_,~~~-.,___-~~' I~'o~t,~d -~---.,___-~~~~~-~~-----_1-I~O~O----___j 
9 If " Yes" LO I tc m No. 8, to what c >.;tent t hat probl c m ha s 

di scour' lged emploH'cs ro cO lltilluc in the (.c....J1..Q·g,""'ftl"--li --'z<.c.:.1tl'-=-·o_n '--'-·'I __ -t-______ +-_____ -----1 

\ 'c r y high 
High :2 [00 
,\ vc rage 
I A)\\' 

VC I'Y low 
I don 't know 

T ota l :2 100 

The above table tries to assess the orientation program of the DBE as part of 

socialization practice, and its impact on employees' turnover based on views 

of management respondents. 

In relation to Item 1 of Table-7, respondents of management members were 

asked whether the organization has conducted formal orientation program 

with new entrants that provides information pertaining their job; company's 

culture, objectives, benefits; and their workgroup at the point of ent.ry. Half of 

them replied "Yes" and the remaining 50 percent said "No". This shows that 

the organization conducts an onentation program for some selected new 

employees. Thus, DBE has no well-organized orientation program which 

targets to provide information for all new entrants of DBE pertaining to their 

new jobs, workgroup and organization's culture which in turn help them to 

adjust themselves with their respective new jobs, workgroup and the 

organization's cultures. 

Item 2 of the same table asks respondents of management members whether 

the orientation program enables employees to have comprehensive and 

detailed information about the company's culture, objectives, benefits, and 

rules , if their answer is "Yes" for item No.1 of the same table. All of them 

said "Yes". From this figure , we can infer that the management members 

believe that the existing orientation program covers all pertinent information 

regarding to organization's culture, objectives, benefits, and rules, which 

would help the new employees to adjust himself/herself with organizational 

cultures and to understand organization' objectives, benefits and rules easily 
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and quickly. However, current and Ex- PHLS employees responses are 

different from those responses obtained from management members 

regarding the provision of adequate information about organization' cultures 

at the orientation program of DBE. This shows that management of DBE 

failed to understand the expectation of new employees from orientation 

programs. Thus, DBE has no well-studied and planned orientation program, 

which would help new employees to socialize with the organization's cultures, 

objectives and rules. 

With regards to the extent which the orientation program helps employees to 

adopt the organization's culture and to understand its objectives. All 

management respondents claimed that it has highly helped new employees to 

fit with the organization's culture and to understand the organization 

objectives. This indirectly indicates that the orientation program as part of 

socialization practice has paramount influence on employees' continuity on 

their job in the organization through adapting to organizational cultures and 

understanding of organization's objectives. 

As shown in Item-4 of the same table, management respondents have said 

"yes" to Item-l were asked whether the orientation program enables 

employees to have sufficient information about their job. 50 percent of the ~ 

respondents said that the orientation program provides sufficient information 

for new employees in relation to their job. The remaining half of the 

respondents responded that the orientation program does not provide 

sufficient information for new employees pertaining to their assigned job in 

the organization. This implies that like that of employee respondents, the 

management members have confirmed incompleteness of job related 

information provided to new employees through orientation program. Thus, 

new employees started with incomplete information of their newly assigned 

job in the organization, which may induce them to loose confidence and 

develop anxiety on what they will perform in the organization. 
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Out of those who said, "Yes" to Item-4 of Table-7, all management 

respondents acknowledged the remarkable contribution of sufficient job 

related information released through the orientation program to help new 

employees fit with their new assigned job in the organization. Therefore, 

orientation program which provides sufficient information to new employees 

in connection with their respective assigned jobs in the organization has 

strong effect upon employees fitness with their new job in the organization 

and which in turn influence new employees to stay or not to stay on their jobs 

in the organization. 

Item-6 of the same table asks whether the orientation program enables 

employees to have sufficient information about their workgroup , if there 

answer is "Yes" to Item-l of Table-7. Accordingly, the highest majority of the 

respondents (75 percent) responded that the orientation program does not 

supply sufficient information pertaining to new work group of the new 

employee adequately. From this we can conclude that the current orientation 

program does not address the needs of new employees pertaining to 

information about their new workgroup and so failed to socialize new 

employees to their new work group in the organization, which in turn cause 

frustration on the part of employees to stay on their job and ultimately lead 

them to quit their empLoyment. 

Item-7 ofTabLe-7 indicates that out of those who responded "Yes" in Item-6 of 

the same table, the whole responded replied that the information provided 

with regard to new workgroup through the DBE's orientation program to new 

employees has strongly helped them to stay on their job in the organization. 

This implies that provision of sufficient information to new employees about 

the new workgroup helps them to stay in the organization for long period of 

time and in effect, has significant impact on employees' turnover. In other 

words, socializing or not socializing new employees with their new workgroup 

has paramount effect on employees' turnover. 

Out of those who said "No" to Item-l of the same table, all respondents 

stated that absence of formal orientation program at the point of entry create 

problem to empLoyees in fitting with their job , work group and organization 

culture. This, in other words, shows socialization role in the process of fitting 
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new employees with their workgroup, job and organization's culture , which 

eventually determine their decision to stRY or not to stay in the organization. 

This also tells us that poor socialization causes new employees not to be fit 

with their new work group, job, and organization's culture. And as a result of 

this, they will leave the organization instead of staying in the organization. 

Thus, the organization failed to retain its employees due to its poor 

socialization. 

Regarding the extent on employee turnover of the problem of unfitness 

caused by inadequate orientation program, all respondents to Item-9 said it 

to be "Very high". This response of the management strengths the responses 

of current and Ex-PHLS employees concerning similar subjects. So, from this 

finding we can safely say that employees' continuity on their jobs in the 

organization is very strongly influenced by the organization's socialization 

efforts. 
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3.3.2.3. DBE's Career Development Program as part of its 
socialization Practice and Its hupact on Enlployees' Turnover 

a. DBE's Career De velopment Program - Current PHLS 

Table 8. DBE's Career Deve lopme nt Pr'ogralu - Curre nt PHLS 

C urre n t P H I ,8 Responde n ts 
No, Ite m s No, % 

H ave yO ll eve r bee n give n l ra inin gs to f'ul ,thc l' deve lop on )'our 
I, cil ree r in t he o rgil ni zHtio n? 

Yes 16 LI 
No 98 86 

Tota l I L I 100 
If "Yes " to Ite m No, l , to w hil t e xte n t t hi s t ra inin g influe nce s 
yo u to s tay o n t he jo b in t he o rga ni z<lt io n') 

2, 
\ 'e ry hi g h 7 1<1 
I'-fi oh '1 25 
r\ vc l'ag'c I G 
Low 2 l a 
\ 'e ry low I 6 
I do n't kn ow I G 

Tota l I(i 100 
:~ If "No" [(l Ite m No, l , to ,"" hat e xte n t do \ 'O ll th ink t hat 

disco uraol's \ 'O ll to s tay o n \'o u r job in t il(' o rga ni za tion ') 
\ 'e ry hi o' h C ' ,,, G·1 
Hi g h 17 18 
:\ vc l'agp II II 
Lo w 

" 
;j 

\ 'e n ' low 2 2 
I do n't knO\\' 

To ta l ~) 8 LOO 
4 , Do :I'O U have c1e <l l'i .\' s t.<lted p ro mot io n ladde rs In t he 

o rga ni ziltio n? 

Yes LO ~J 

No I(H !J I 
Tota l 11 ·1 100 

:'i , If "Yes" to Ite m No , ,I. does it co n t ribu te to wo rk f(JI' iong 
period o f t.ime in t he orga ni zation? 

Ycs 10 100 
No 

Total 10 100 
G, If "Ye,s " to w hat e xte n t does t hi s influ c ncc ,VO LI to s ta, ' In t he 

ol'g'a ni za tioll '! 
\ 'c ry hi g h 7 70 
Hig h I 10 
:-\ve l'age 2 20 
L,( }\\' 

\ 'en ' low 
I do n't k llOw 

To t.a l 10 100 
7, If "No" to i te m No , 1. to w ha t cx te n t do you t hin k that 

d isco ura ges \ 'O U to s tal' ( 111 , 'o ur job in t he o rga ni zation ') 
\ 'cry hi o'h 7G 7:\ 
H ig h 12 II 
i\ ve ra g'e 8 8 
l ,ow :\ ;-~ 

Ve ry low ,> 

" :\ 

I do n't k llow 2 2 
Tota l LO 1 100 
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The above table assesses the training and employees promotional activities of 

the DBE as part of the socialization practice and their impact on employees' 

turnover. 

As stated 111 Item-l of Table-8, the majority of respondents said that they 

have not been given trainings to further develop their career in the 

organization. This is to mean that the organization has made little effort to 

update all its professional employees on their career, which would enable 

them to fit with their job. In other words, the organization missed the 

importance of training to employees as a tool of solving problems in their 

working area and educational experience as a form of occupational 

socialization. 

Occupational socialization occurs under more controlled conditions in 

seminaries, convents, and military academies. The person admitted to the 

academy, seminary, or convent is separated from other parts of a society. 

Immediately, he or she is submerged in the organization culture as well as 

leaning how to perform the tasks of the profession. Thus, employees are less 

exposed to a series of training programs, which enable them to fit with their 

jobs and to install certain beliefs and values of the organization which may 

lead them to mismatch with their job due to lack of job skills, and knowledge. 

Item-2 of Table-8 asks the extent training influences employees to stay on 

their job. Majority of the respondents asserted that the influence of training 

on their continuity on their job in the organization is notable. This informs us 

that the impact of training to maintain employees for a long period of time in 

an organization is very high. This, in other words, tells us that employees 

who lack training may be in the line of \-\Talking out of the organization. 

In Item-3 of Table-8, those ""ho selected "No" for Item-l of the same table, 

were asked to tell the extent lack of training exposure discourages them to 

stay on their job. Accordingly, 63, 17, and 11 percents of the respondents 
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replied "Very high". "High" and "Average", respectively. This shows that 

employees are highly discouraged because of lack of continuous training that 

helps them to update their knowledge and skills in their career, which 

ultimately pushes them to leave the organization. 

As Item-4 of Tabl-8 indicates, 91 percent of the respondents said that there is 

no clearly stated promotion ladders in the organization. From this response 

one can say that the organization has no clearly stated promotional ladders 

to its employees that enable them to make an upward movement with in the 

organization. This, in turn, damages employee's ego and reduces his 01' her 

moral to work. Therefore, employees are not satisfied with their job due to 

absence of clearly stated promotional ladders in the organization. As many 

literatures indicate those who fail to get job satisfaction become frustrated 

and disappointed and ultimately terminate their employment. 

Out of those who answered "Yes" to Item-4 of the same table, the whole 

respondents said that provision of training for improving their knowledge 

and skills on their career has encouraged them to work for long period of time 

in the organiza tion. Thi. · indirectly shows tha t training has contributed to 

socialize employees with their job , workgroup and ropes of the organization. 

As shown in Ite m-G of Table -8, majority of the respondents said that access of ~ 

training has significantly influenced them to stay in the organization. This is 

to mean that while employees are exposed for continuous training, the 

possibility of leaving the organization is very low. Thus, training has very 

significant influence on employees' turnover. 

As we can see from Item-7 of Table-8, majority of those who said that there is 

no clearly stated promotion ladders in the organization in Item-4 of the same 

table replied that absence of clearly stated promotional ladders in their 

organization has significantly disco uraged the m to stay in the organization. 
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This implies that absence of clearly stated promotional ladders 111 DBE has 

greatly encouraged employees to leave the organization. 

b. DBE's Career Development Progranl - Ex-PHLS 

Table 9. DBE's Career Development Program - Ex-PHLS 

I ~x- I'H I ,s I{.esponcients 
No. Items No. °A) 

Have yo u eve r been gi ve n trainings to further deve lop on , 'our 
1. caree r in t he o rga ni zation? 

Yes ,I 12 
No 29 88 

Tota l :{:I 100 
2. If "No " to Item No. 1, to w hat exte nt t he absence of training 

influences yo u to leave f ro l11 t.he orga ni zation'! 
Ve r y high 2:\ 79 
I-ligh .. 9 . , 
..-\\'c rao·<.! I " Lo\\' I I 

\ 'e r\ ' lu", I ,I 

I don' t k no,,· 
Total 2!) 100 

:l. \tVc rc yo u \\'e ll inform ed of the can'cr ladder s in the 
o r o "C1nization durin g YOUI' stay in the organization ? 

Yes 2 G 
No :\1 !) ,I 

Tota l :1;\ 100 
I. If "No" to I t.e m No. :~ , was it co n t ribu ted to leave fro 111 t he 

ol'g'a nization'i 
Yes 28 !)O 
No :j 10 

Total :) 1 LOO 
:i. If "Yes" to item No. l). to what extent thi s influences yo u to 

terminate VO Ul' co n t ract from t he or gani zation? 
\ 'e ry hi O'h 21 /:j 

High I 1-1 
Average 2 7 
l ,o\\, I I 
\ 'e l'\' 101\' 

I don' t kn o\\' 
Total 28 100 

As indicated in Item-1 of Table-9 , Ex-PHLS respondents were asked whether 

they have ever been given trainings to further develop their career in the 

organization. 125 and 88 % of them replied "Yes" and "No", respectively. This 

shows that majority of Ex-employees have not been given any training during 

their stay in the organization. Therefore , the organization has failed to 

update it.s employees with the latest knowledge and skills in their profession 

that help them to fit with their job which in turn reduces anxiety and 

frustration of employees to accomplish their day to day activities. 
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In Item-2 of Table-9, those who said "No" to Item-l of the same table were 

asked to tell the extent absence of training influences them to leave the 

organization. 79, 9, and 4 percents of the respondents claimed that the 

influence was "Very high", "high", and "Average", respectively. These facts 

indicate that e mployees' existence in the organization was substantially 

affected by the extent the e mployees were exposed to training. This means 

that most of the e mployees le ft the organizCltion due to lack of proper 

socialization with their job. 

As shown in Item-3 of Table-9, majority of Ex-PHLS employee respondents 

claimed that they were not well informed of the promotion ladder s in the 

organization during their stay in the organization. This indicates that the 

organization has given less attention for employees' career development 

(ladder) which may give employees series of experiences necessary to advance 

in the organization, if otherwise. In other words, employees did not know the 

organization's interest in a long-term relationship with them i.e. whether it is 

committed to them not just for now , but for the future as well. 

Majority (90%) or those who sa id , "No" for Item-3 of Table-9 said that lack of clear 

career path and ladders in the organization has influenced them to leave the organization. 

This indirectly shows that the existence of career paths and career ladders playa great 

role in socializing employees. 

Concerning the extent of contribution of unclear career paths and ladders in the 

organization upon employees to leave from the organization. as indicated in Item-5 of 

Table-9, majority (75%) of respondents identified it to be "Very high" . This implies 

absence of clear promotional or career paths and ladders in tbe organization has highly 

pushed employees to leave the organization. This fact again strengthens the strong impact 

of socialization on employees ' turnover. 
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c. DBE' s Career Development Program-Managers 

Table 10. DBE's Career Development Program-Managers 

l'vlan age r Re~po nde nts 
No. Ite ms No. 0/.) 

Ha s the o rga ni zatio n e~ posed e lllplo\ees to co ntinuous 
l. professional trainings to rurther de\'e lop on their ca ree r in the 

o rga ni zat ion? 
Yes ., , !) ., 
No I 2') 

Tota l " 100 
If "Yes " to Ite m No. 1, to what e~te nt do('s cons iste nt training 

2. p rocess he lp e mployees to s tay 0 11 their job ill the 
o rga niza t io n',' 

Vc r \' hi gh 
ICligh 
Ave rage :\ 100 
lA)w 

\ 'en ' low 
I do n't know 

Total :\ 100 
:1 Docs the ()q~a ni zat i on have clea d y outlined promotion laddel'" 

f()t· its c mplovecs in t he o rga ni zation') 
Ycs :\ 7,,) 

No I 25 
Total ,I 100 
,I. If "Yes" l O Ite m No. I , docs it co ntribute to \Vork (Jr long 

period orCJln e in t he organization ') 
Yes 2 ;')0 
No 2 :'}O 

Total ·1 100 
;i. I f "Yes" to what e~te nt i hi s in f1 uc nees e mployees to s ta~ ' in the 

o rga niwtion'! 
Ve ry h ~g:h 
I-li o' h 
Ave rage I 50 
Low I :)0 
\ 'c ry low 
I don ' t know 

Tota l 2 100 

Item-l of Table-10 above, asked management personnel of the Bank to 

indicate whether the organization has exposed its employees to continuous 

professional trainings to further develop their career in the organization. 

Majority of the respondents said "Yes" . This response is some how different 

from those responses obtained CUlTent and Ex-PHLS Employee respondents 

on the issue. In this case, management pel'sonnel of the bank seen defending 

their weaknesses or their responses are influenced by very few opportunities 

given for few employees. 
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Item- 2 of the same table asked respondents of management members to tell 

the extent consistent training process helps employees to stay on their job in 

the organization. 100 percent of the respondents said it to be "Average". 

From this figure , we can infer that managers of the organization have 

something in mind other than training that help employees to stay on their 

job in the organization or else, they have moderate value regarding the 

importance of training to maintain employees for long period of time in the 

organization. However, many literatures and employees of the DBE have 

indicated that training is forceful to sustain employees in an organization by 

socializing them with their job, organizational ropes and workgroup. Besides, 

it seems that management in DBE has not yet acknowledged the high value 

of training as a tool of organizational socialization. 

Management respondents were asked ll1 Item-3 of the same table to tell 

whether the organization has clearly outlined promotion ladders for its 

employees in the organization. Most of the respondents said "Yes". In this 

answer is different from the responses provided by former and current 

employees of the organization for similar question. This case too, managers 

seem to respond for their goodwill or else , the employee career ladders are 

undisclosed to employees which indicates management's f~lilure to 

communicate the information which may help employees to understand how 

they advance in the organization and ultimately to make decision as to stay 

in or leave the organization. 

In relation to Item 4 of the same table, half of the management member 

respondents stated that clearly outlined promotion ladders have influenced 

employees to work for long period of time in the organization. The remaining 

half of the respondents said ·'No". This shows that managers of DBE have no 

common understanding about the imparLance of clearly outlined career paths 

and ladders to hold employees for tong period of time in the organization. 
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Thus, socializing employees with their job and organization ropes by 

revealing job-progress routes along which employees advance through the 

organization is not consciously done in DBE. 

50% of those who said, "Yes" to Item -4 of the same table , contended that 

clearly stated career ladders in DBE have averagely influe nced employees to 

stay in the organization. The remaining half of the respondents said "low". 

From these facts we can infer that management of the organization has given 

less attention for employees career paths and ladders, which adversely affects 

employees long-lasting relationship with the organization. 
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3.3.3. DBE's Organizational Socialization Techniques and Their Impact on 

Employees'Turnover 

a. Socialization Techniques Used in DBE 
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As shown in chart 4 above, current PHLS employee respondents were asked 

to tell the type of socialization techniques or mechanisms used by their 

organization. The listed techniques in the questionnaire are psychological 

contract; selection; developing a welcome package; orientation training; 

mentoring; training and counselling; behaviour modelling; sponsor or "buddy 

system"; career paths and career ladders; debasement experience; role 

requirement; rules, procedures and polices; rituals; and trial and error. 

Majority of the current PHLS employee respondents said that Trial and error 
, 

(91 %), psychological contract (36%), selection (76%) and rules, procedures and 

policies (85%) methods are used as a means to socialize employees. Onl~ very 

few (12 percent) of the current PHLS employee respondents replie~ t4f'\t 

training and counselling are used as a mechanism to fit ~m:~J~Y~~~ w,.~ f~~~r 
jobs, work groups and company's culture. This impHe~ tfl~t ,mft~~~~F,W 

~c~uaint themselves with theif ~HR70W~fl} gr0tin, ~~q ' ~qffl~~ff~r~ ~}H~'f~r 

'\ : .,' 



through non-programmed effort. In other words, the company has failed to 

use widely known systematic methods of socialization in work settings like 

mentoring, training, behaviour modelling and other scientific methods in 

managmg the socialization process of the company. Similarly, Ex-PHLS 

employees responded that they have learned their job by trial and error 

method. Thus, Ex- PHLS employees too provided answer similar with current 

employees. The management's answers are also similar to that of the 

preceding bodies except that the organization has orientation program. All 

these facts indicate that the organization is not in a position to manage the 

socialization process properly. Therefore, the management of DBE is not 

aware of the use and/or gives less attention for socialization techniques. 

Consequently, the organization may lose better employees that would 

otherwise be the case. 
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b. Impact of Socialization Techniques on Employees' Tut"llovel' - CUITcnt PHLS 

Table 11. Impact of Socialization Techniques on Employees' 
Turnover -Current PHLS 

Cu rre n t 1'1-11 ,s Responde nt~ 
No. [te ms No. % 

In ~ 'o ur opinion , do t he above techniques he lp e mployees to fit 
I. wit h the ir job, ol'ga nization culture, and to wo rk with t he ir 

work group s moo th Iy? 
Yes IJJ 97 
No ., 

:~ ., 
Tota l 11 4 100 

I f "Yes" to I W ill No, I , do , 'O ll t hink t hese mi gh t have he lped to 
:2. reduce t he level o f e mployees' t lll'llOVe r? 

Yes lOG 9:') 
No 5 fj 

Total J Ii 100 
., If "Yes" to Ite m No, :2. to w ha t exte nt? 'J. 

\'e r \, hi gh ;,,): '. ,')0 
I-li g- h 1 i"i 1:2 

. \ ve r<q!:e (j (j 

I ,ow :2 :2 
\'el'\' lo\\' 
I don' t kno\\' 

Tota l lOG 100 
,I If "ve n ' high" o r "hi gh" UJ Item No,:~, do you t hink the prese nt 

sociali zatio n tech n iq ue(s) used In your orga ni zation is/a re) 
adeq uate e nou o' h to reduce e mployees' t urnove r') 

Yes 
No 98 100 
[don't know 

Total 98 100 
:i. If "No" to Ite m No. 1, what majo r proble m(s) affect adopti ng 

a ppropriate socia li zation tech niques that reduce e mployees' 
tu rnove r '} 
iVla nag"e llle lll ca l'e l e~s ncss 98 LOO 
S hor tao'C' of finance 
S hortage' of hum a n powe r 
Othe r , please "I)('c ify 

Tota l !J8 100 

The above table assesses the impact of socialization techniques on employees' 

turnover. 

Almost a ll (97 percent) current PHLS employee respondents identified that 

the techniques mentioned in chart 4 a bove have helped them to fit with their 

job, organization culture , and to work with their work group smoothly. These 

responses ensure us about the usefulness of these techniques to socialize 

employees with their job , workgroup and organizational cultures so as to 

maintain them for a long period of time in the organization. 
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95% of those who said "Yes" in Ttem-I of Table I L replied that the application of 

socialization techniques in DBE might have reduced the level of employees' turnover. 

This indicates that delay in applying those techniques in DBE caused the organization to 

loose employees that would not be other'vvise. It can also further be understood from the 

respondents that failure to implement such techniques as mentioned above have 

contributed to the high rate of employees' turnover. 

Item-3 of Table L I requests current PHLS employee respondents to identify the extent to 

which socialization techniques help DBE to reduce employees' turnover. Accordingly, 

50,42, and 6 percents of the respondents claimed the extent to be "Very high, "High" and 

"Average", respectively. This indicates that majority of the respondents testify the 

significant effect of socialization techniques on employee' turnover. Hence DBE will 

continue suffering f,'om high employees' turnover till measures are taken to adopt some 

appropriate techniques of' socialization in the organization. 

As Item-4 of Table-II indicated that the present socialization technique(s) 

used in the organization is/are not adequate enough to reduce employees' 

turnover. This implies that DBE management's is either not aware of the 

impact of socialization techniques on employees' turnover 01' it has not give 

the necessary attention for socialization techniques as tools of reducing 

employees turnover or both. Hence, DBE has lost employees because of. 

inadequate socialization techniques. Generally, the existing socialization 

techniques used in the organization are not enough by themselves to reduce 

turnover. 

Responses to item-5 of Table-ll indicate that management's carelessness is 

the main cause for the bank's failure to adopt appropriate socialization 

techniques. Therefore, DBE has lost employees because of the management 

carelessness 111 US111g appropriate socialization techniques that help 

employees to adopt organizational cultures and to adjust new employees with 

their new workgroups and new jobs in the organization. 
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c. Impact of Socialization Tcchniques on Employecs' Turnovc,' - Ex- PHLS 

Table 12. I mpact of Socialization Techniques on Employees' TU"nove,' - Ex- PHLS 

I;:x- I'H I ,S Respondents 
No. I le m ~ No. % 

I n ~'o ur op inion . do the above {"echniques hc lp emplo\'ees to fit 

l. w ith t hc ir j ob . oq!;a nizRt io n culture. and to wo rk w ith their 
wo rk group sm oothly '> 

Yes ; ~~ 97 
No I .> 

. J 

Tota l :{:; lOO 
If " Yes" to Itc m No. 1, do ~'O ll th ink thesc might ha ve he lpcd LO 

2. reduce t he leve l o f employees' IUI'l1O\'e r ? 

Yes :lR ~8 

No ,I l2 
T ota l :;2 lOO 

:1. If "1' cs" to [ tcm No. 2. to what e~ te nt'} 

\ 'e l,\, high 2:; 82 
High 2 7 
!\vc 1' (1 ("e :1 II 
Low 
\'el'\' low 

I don 't know 

T ota l 28 100 
I. In your opinion . do yo u think th e social izat ioll ("ee h n iq ue(s) 

lI sc,d in DI\I ·; was/we rc m lequa te c nough to reduce cmployecs' 
turllove r? 

Yes 

No :H 100 
I do n' t kno \\' 

T o tal ;\:; 100 
ii. If "No" to Item No. I , what \\ 'ils/\\'e rc the 1l1HJo r prohlelll (s) I'() 

ildopt ilPP I'op l'iaw soc ialization l ec h niques thill reduce 
employees' turnove r '} 

Due to 1l1all a(~·<..! rn e n t c(ll'cde ::;s ll ( -' sS :r{ JOO 
Shortage o f finance 

Shortage of hum a n po\\'e l' 

Other. plcas(, spec ify 

Tota l :1;1 100 

Of the total Ex-PHLS respondents close to 97% said that the above 

socialization techniques have helped employees to fit with their job, 

organization culture, and to work with their work group smoothly. 

Concerning this issue , CUlTl!nt PHLS employees have similar idea. Therefore , 

undoubtedly, techniques lis ted in chart-4 above are important to socialize 

employees with their job , workgroup and organization's cultures effectively in 

DBE. 

Similarly, 88% of Ex-PHLS employees of the Bank believed that socialization 

techniques might have helped to reduce the level of employees' turnover. 



Hence DBE's rate of employees' turnover may decrease by far if management 

adopts appropriate techniques in the organization. In other words, the 

organization has lost employees due to lack of appropriate socialization 

techniques that might retained otherwise. 

In Item-3 of Table 11, those who said socialization techniques could reduce 

employees' turnover in DBE were asked to tell the extent those techniques 

could reduce employees' turnover in the Bank. 82%, 7% and 11% of the 

respondents identified the extent to be "Very high, "High" and "Average", 

respectively. In view of these responses, we can say that socialization 

techniques have notable impact on employees' turnover of DBE. Thus, 

absence of appropriate socialization techniques was one of the most 

important factors for employees to leave the organization. 

Alike to current PHLS respondents, Ex-PHLS employee respondents replied 

that the socialization technique(s) used in DBE was/were inadequate enough 

to reduce employees' turnover. This implies that DBE's management has 

failed to adopt appropriate socialization techniques, which could facilitate the 

socialization process of the organization. In effect, the organization lost 

employees that would be maintained otherwise. 

Concerning the major problem(s) for adopting appropriate socialization 

techniques that reduce employees' turnover in DBE, Ex- PHLS employees 

have similar idea with current PHLS employees i.e. they believe that the 

major obstacle to adopt effective socialization techniques in the organization 

is management carelessness than anything else. This implies that the major 

obstacle to adopt effective socialization techniques in the organization is 

management drawbacks than anything else. It can also further be understood 

from the respondents that such inadequacy of the techniques mentioned 

above have contributed to the oucflo"v of employees from DBE. 
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d. lmpact of Socialization Techniques on Employees' TunlOver - Management 

Table 13. Itnpact of Socialization Techniques on Employees' 
Turnover Manao-elnent - c '6 

1'vla nag-e me nt Responde nts 
No. Ite ms No. <Xl 

In vour opinion, \vas t he a bove techniq ues have he lped 
l. e mployees to fi t wit h t he ir job. orga ni zation cul ture, a nd to 

\yo rk wit h the ir wo rk group s mooth Iv? 
les ·1 100 
No 

Tota l I 100 
I f "Yes" to Ite m No. 1. do ,\ 'O U t hink t hese mi ght ha ve he lped LO 

2, reduce the leve l of e mployees' tUl'Ilove r ') 
Ycs ,I 100 
No 

Tota l " 100 
:1- If "Ye s" to It e m No. 2, to \\'h a t extc nt'l 

\ 'CI'I' hi gh I 2:') 

Hi gh :\ 7:") 

,\ ve ragc 
Lo w 
\ 'e r \' low 
I don' t kno\\' 

To ta l 4 100 
,I. If " \ 'C l'l' hi gh" or "hi gh" to Ite m No.: t. do , 'ou t hink t he 

socia lization tcchni q ucs(s) used III yo ur orga ni za t ion is/a rc 
,, (( cqu ate e nough to reduce e mployces' t Ul'llove r') 

Yes 
No ,I 100 
I don't kno\V 

Tota l " 100 
:'). If "No" to It e m No. I. wha t is/a rc ,Il(' m" jor proble m(s) to 

a dopt a ppropriate soci;di za t ion tcchniques t hat reduce 
e m plovecs' t u rnover ') 
I,ack of 1l1 HIl agc Ill c n t ~l\va l'e n css a bout thc im por ta ncc of 
soc ia l izM ion t ('ch n iq ues 
Due to lack of Ill [t nag-e me nf s a tt e nt ion 
I{esource co ns t ra in t I 100 -
Othe L ple a se s pec it\' 

Totr] I ,I 100 

As indicated in Ta ble-13 a bove , the Ba nk's m a na gement be lieves that the 

existing socia liza tion techniques used in the compa ny have helped employees 

to fit with their job , organization culture , a nd to work with their work group 

smoothly but a re not a dequa te enough to reduce e mployees' t urnover, The 

major proble m for a dopting appropriate socia lization techniques up to now is 

ide ntified to be resource factor. From the preceding facts , we can safe ly say 

that the existing socia liza tion techniques used in the company a re not enough 

by the mselves to reduce e mployees' turnover. The m a in cause for fa iling to 

adop t appropri ate socia lization techniques in t he compa ny see ms to be 
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management's carelessness even if management me ntioned resource 

constraint as a factor to protect itself from criticism. 

3.3.4. Personal Opinions of the Respondents 

Responses obtained for open-ended questions indicate that most of the Ex-PHLS 

employees believe that the socialization practice of the organization was too weak and 

needs immediate corrective action by the management. Similarly, current PHLS 

employees indicate that the organization will face higher turnover due to employee 

dissatisfaction unless an immediate corrective measure is taken to adopt appropriate 

sociali zation mechanisms. Management respondents also explain that the organization 

has no well-established program to socialize new employees which coincides with 

employees responscs. This fact indicates that the management itse lf feel s inefficient in 

soc ializing its employees properly and is less concerned with the socialization process of 

the organization. 
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CHAPTER FOUR 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

This chapter deals with the summary of findings, conclusions, and 

recommendations. The first part deals with the summary of findings that 

have already been treated in the previous chapter followed by conclusions of 

the fundamental findings of the study. Finally, it forwards recommendations 

based on the findings and conclusions that would alleviate the problems 

identified. 

4.1. Summary 

Based on the analysis and interpretation made in the previous chapter, major 

findings are summarized as follows: 

a. Most of the current PHLS employee respondents were males and 

found at the stages of encounter (breaking in) and change and 

acquisition (settling in). 

b. Most of the DBE Ex-PHLS employees left the organization during 

encounter and change and acquisition stages of socialization process, 

(i.e. during 9 months to 2-years employment period). 

c. DBE conducts formal selection process at the time it hires new 

e mployees, which facilitates preemployement socialization process. 

However , majority of current PHLS employee respondents , Ex-PHLS 

employees and management of the organization to some extent believe 

that the organization has failed to provide realistic job preview to new 

employees in its preemployment socialization process which ultimately 

creates reality shock on employees joining the organization resulting 

in eady resignation. ]\/[oreover, the organization does not provide 
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complete information to new employees regarding their job , workgroup 

and organizations, culture , objectives, and benefits. 

d. 'Most current Ex-PHLS employees strongly believe that realistic job 

preview has an impact on the employees' turnover in DBE. 

e. The organization has no formal orientation program to all new 

employees that help them to fit into the organization's culture, their 

new job and to the new work group easily and quickly. On top of this 

DBE's orientation program, which is executed as part of the 

socialization process, and designed and seem to be offered for few 

selected new employees, does not provide comprehensive and detailed 

information about jobs, new work group , and organization's culture, 

objectives, benefits and rules. 

f. Most of the respondents agreed upon the incredible impact of 

orientation program as a part of organizational socialization on 

employees' turnover. 

g. Majority of employees are not exposed to continuous trainings that 

would help them to further develop their career in the organization 

which in turn help them to socialize themselves with their job, work 

group and the organization's cultures. This situation encouraged 

employees to leave the organization. 

h. Majority of current and Ex-PHLS employees and management 

respondents underlined the notable impact of inadequate training 

opportunities on employees' turnover. 

1. Employees of DBE are not well informed of the promotion ladders in 

the organization that would have helped them to stay in present job in 

anticipation of better position and benefits. This situation has 

contributed to employees' resignation from the organization. 

J. Both current and Ex-PHLS employees witness the strong influence of 

employees' insufficient awareness pertaining to career ladders on 

employees turnover. 
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k. Majority of current PHLS employee respondents, Ex-PHLS employees, 

and management said that psychological contract, selection, 

organization's rules , procedures and policies, and trial and error 

methods, are used in the organization as means to socialize employees 

but not in a strict sense of socialization. 

1. The major problem to adopt appropriate socialization techniques that 

reduce turnover is absence of due attention from management. 

4.2. Conclusions 

Based on the main findings above, the following conclusions are drawn. 

1. The organization does not provide adequate realistic job preview to 

new employees, which may create reality shock on employees as they 

join the organization that in turn cau.ses early employee resignation. 

2. Management of DBE is both less aware of the concept of organizational 

socialization and fails to socialize its employees at an acceptable level 

with their job, working group and company's culture . Socialization has 

paramount impact on employees' turnover. However, management of 

the Bank has given lesser attention to the importance and impact of 

organizational socialization on its employee retention. In effect, 

employees tend to look for better work environment to the extent of 

getting employment at a lesser salary and benefit. Thus, the 

organization has been poor in conducting effective socialization process 

and suffers in maintaining experienced professional employees. 

3. Among others, l"C.~ latively to the theoretical discussions made in many 

literatures, mentoring, behavior modeling, training and counseling 

were considered as major instruments in the socialization process. 

However, employees working in DBE acquaint themselves with their 

job, work group, and company's culture through non-programmed 

effort. Therefore , the company has failed to use widely known 

systematic methods of socialization in work settings such as those 
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mentioned earlier (i.e. mentoring, training, behavior modeling and 

other scientific methods) in managing the socialization process of the 

organization. 

4. The major reason for failing to adopt appropriate socialization 

techniques in the organization is mainly attributed to managerial 

drawbacks. 

Generally, the result of the study shows that the organization has no well­

established organizational program to socialize new employees. Accordingly, 

the practice of the organization's socialization process and techniques is very 

poor and has shown a strong impact upon employees' turnover. Therefore 

output of this study confirms the hypothesis of the study, "socialization has 

significant impact on employees' turnover in DBE". 

4.3. Recommendations 

On the basis of the findings derived and conclusions drawn there fl·om , with 

regard to the socialization process and techniques in DBE, the following 

recommendations are made with the hope implementation would alleviate or 

reduce the problems identified. 

First, the researcher suggests the managelnent of the organization to 

take the following actions to improve the present socialization practices m 

the organization: 

a. Management has to make a genuine effort to acknowledge and 

understand its own organizational socialization practices and its 

significant impact on employees' turnover. 

b. Management has to appreciate the delicate problems, which 

both the employee and immediate supervisor face in the early 

days of the career when socialization pressures are at the 

maXimum. 
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c. Realistic job previews (RJPs) start the relationship between the 

newcomer and the organization with integrity and honesty. 

RJPs, most significant contribution is to lower a recruit's 

unrealistically high expectations giving job applicants a realistic 

balance of positive and negative information about the job and 

work context. RJPs, thus appear to be particularly suited for 

hiring new employees with high career expectations. Moreover, 

RJPs increase job satisfaction and decrease turnover. Thus, to 

manage the socialization process, the organization should 

introduce RJPs and the researcher advises management to give 

genuine information about the positive and negative aspects of 

the job so as to curb unrealistic expectations and reduce costly 

turnover. Besides, management should recognize the value of 

other socialization techniques like mentoring, behavior 

modeling, training, clearly stated career ladders, and 

socialization agents in the process. All these techniques can be 

used to positively affect satisfaction and turnover during the 

socialization process. 

d. The encounter phase of socialization is particularly important. 

Literatures demonstrated that at this stage the new employee is 

concerned with gaining acceptance, developing competence in 

doing the job, and establishing clear requirements for the job 

and career performance. It is a time for surprise and making 

sense as the newcomer enters unfamiliar territory. So, the 

organization is advised to influence this stage through a 

carefully designed orientation plan and structured training 

programs based on frequent performance evaluation. Besides, 

during the encounter phase, management should provide early 

job assignments that present opportunities for the new recruit to 

succeed. Newcomers who experience success in training gain 



increased self-efficacy and adjust to the new job more effectively. 

Providing encouragement and feedback to the newcomer during 

this stage is also crucial. The immediate supervisor, peers, 

other newcomers and other staff are important sources of 

support during encounter. 

e. During the change and acquisition phase, rewards are 

important. Thus, management has to tie the newcomers' 

rewards as explicitly as possible to their performance. Feedback 

is also crucial. Thus, managers should provide feedback on 

continuous basis. This communicates that the organization is 

concerned about their progress and wants to help them learn the 

ropes along the way. 

f. Although there are different stages of socialization, they are not 

identical in order, length, or content for all people or job. Thus, 

management has to use a contingency approach toward 

organizational socialization. In other words, different techniques 

should be applied as appropriate. 

Second, the researcher suggests newconlers to take the following actions to 

improve the present socialization practices in the organization: 

a. Newcomers should ask both the negative and positive sides of 

their job. In particular, newcomers should ask about the 

stressful aspects of the job. 

b. Newcomers should present honest and accurate information 

about their own strengths and deficits. 

c. During the encounter phase, newcomers must prepare for 

reality shock realizing that slight depression is natural when 

adjusting to a new job. 
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d. Newcomers can also plan ways to cope with the job stress ahead 

of time. If, for example, long assignments away from home are 

typical, newcomers can plan for these trips in advance. Part of 

the plan for dealing with reality shock should include ways to 

seek SUppOl"t from others. 

e . In the change and acquisition stage of adjusting to a new 

organization, newcomers should set realistic goals and take 

credit fOl" the success that occurs as they master the job. 

Newcomers must also seek feedback on job performance from 

their supervisors and workers. 

More over, colleges and universities are also recommended to do several 

concrete things, which would help to Improve the socialization process in 

organiza tio ns. 

First, they can introduce into their curriculum more 

apprenticeship experience , which would bring the realities 

of organization life. 

Second, they are strongly advised to teach students to 

become change-agents, whatever their disciplinary 

specialty turns out to be. 

Third, they should also teach them how to influence their 

organizations from low positions of power without 

sacrificing their professional values in the process. 

Fourth, they must teach them how to remain creative 

individuals in the face of strong organizational socialization 

pressures . 

Generally speaking, being a newcomer 111 an organization it IS stressful to 

cope up with the environment. The process of becoming a functioning member 
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of the organization takes time , and the newcomer needs support in making 

the transition. A successful transition from outsider to insider can be ensured 

if both newcomer and the organization work together to smooth the way. 

Finally, we strongly advise the organization's management to avoid a 

haphazard, sink-or-swim approach to organizational socialization to reduce 

turnover of employees. 
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Addis Ababa University 

Faculty of Business and Economics 

MBA Program 

Survey Research 

on 

the Impact of Socialization on Employees' Turnover 
. 
In 

Development Bank of Ethiopia 

Survey Questionnaire to be filled by Employees 

Introduction 

Organizational socialization is the systematic process by which organizations 
bring new employees into their culture. Socialization also molds the new 
employee to fit the organization. Through organizational socialization, the 
employee comes to appreciate the values, abilities, expected behaviors, and 
social knowledge essential for assuming an organizational role and 
participating as an organizational member. In general, organizational 
socialization includes learning work-group, departmental and organizational 
values, rules , procedures, and norms; developing social and working 
relationships; and developing skills and knowledge needed to perform the new 
job. Effective socialization results in compliance and conformity with the values, 
beliefs, attitudes, rules and patterns of beha vior required and employees' fitness 
with their job and workgroup. 

Employees are socialized in many different ways in today's organizations. Some 
organizations have made an exact science out of organizational socialization. 
Others leave things to chance in hopes that collective goals will somehow be 
achieved. Generally, rapid socialization is advantageous. For the individual, it 
quickly reduces the uncertainty and anxiety surrounding the new job. 

This questionnaire is designed to collect data on employees view regarding 
socialization practices in organizational settings and their impact on employees' 
turnover. The researcher would like to assure you that the information you 



provide would be used for research purpose only and will be kept confidential 
and presented in aggregate . Therefore, the researcher appreciates your 
cooperation in filling out this questionnaire and your timely response. 

N.B. Some technical terms used in the questionnaire are defined briefly at the 
end to help you understand some of the questions. 

General Instructions: 

1. Please, circle or put a tick mark (.) for each of the following objective 
statements that best represents your feelings concerning socialization 
process and techniques in your organization. 

11. For open-ended questions, please write your comments and answers in 
the space provided immediately below the question or at the right side 
of the question. 

I. Personal Profile 

1. Please indicate your gender 

D Male D Female 
2. Please indicate your current educational status 

D Degree D Masters D PhD 

D Other, please specify 
3. How long have you served your employer? 

D Less than two months D 2-9 months D 9 months-2 years 

D Above 2 years 

II. Basic Information About The Socialization Process And 
Its Impact On En'lployees' Turnover 

1. Have you gone through formal selection pro<.:ess at the point of entry? 

D Yes D No 
2. If "yes" to Q. 1, were you well informed about the negative and positive 

aspects of your job and organization's culture? 

D Yes D No 
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3. If 'Yes' to Q. 2, to what extent the information is accurate and complete? 

D Complete and accurate D Accurate but incomplete 

D Complete but inaccurate D Inaccurate and incomplete 

D I cannot tell 

4. If "Accurate and complete' to Q. 3, to what extent did the information help 
you stay on the job? 

D Very high D High D Average D Low 
5. If "Inaccurate and incomplete" to Q. 3, does this discourage you to stay on the 

'job'? 

D Yes D No 
6. If"Yes" to Q. 5, to what extent? 

D Very high D l~righ D Average D Low D Very low 

D I don't know 

7. Have you participated in an orientation program that provides information 
pertaining to the job; company's culture, objectives, benefits; and your 
workgroup on your point of entry? 

DYes D No 
8. If 'Yes' to Q.7. did the orientation program enables you to have comprehensive and 

detailed information about the company's culture, objectives, benefits and rules? 

D Yes D No 
9. If "Yes" to Q.8, to what extent the information helps you to adopt the 

organization's culture, and to understand its objectives? 

D Very high D High D Average D Lovv D Very low 

D I don't know 
10. If 'Yes' to Q. 7, did the orientation program enables you to have sufficient information 

about your job? 

D Yes D No 
11. If "Yes" to Q. 10, to what extent is the information assists you to fit with 

your job? 

D Very high D Hioh v 

D L don't' know 

D Average 

..., 

.) 

D Low D Very low 



12 . [f 'Yes' to Q . 7, did tbe orientation program enables you to have sufficient information 
about your workgroup? 

o Yes o No 
13. rf " Yes" to Q.12, to what extent do you think this has helped you to stay in the 

organization? 

o Very high o High o Average o Low o Very low 

o [don' t' know 

[4. [f "No" to Q. 7, does that create any problem in fitting with YOLll'job, work group and 
organization culture? 

o Yes o No 
15. If 'yes' to Q.14, to what extent that problem discourage you to continue in 

the organization? 

o Very high o High o Average o Low o Very low 

o [don't now 

16. Have you ever been given trainings to further develop on your career in the 
organization? 

o Yes o No 
17. If "Yes" to Q.16, to what extent does this training influence you to stay on the job? 

o Very high o High o Average O low o Very low 

o [don't novv 

18. Do you have clearly stated promotion ladders in the organization? 

o Yes o No 
19. [f "Yes" to Q . LS , does it contribute to work for long period of lime in the organization? 

o Yes o No 
20. If "Yes" to Q.19, to what extent this inf"luences you to stay in the organization? 

o Very high o High o Average 0 Low 0 Very low 
21. If "No" to Q. 18, to what extent do you think that discourages you to stay on 

your job? 

o Very high o High D Average D Low 

o Very low now o [don ' t now 
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IH. Basic Information about Socialization Techniques and their impact on 
Employees' turnove.-. 

I. Please indicate by ticking the socialization techniques or mechanisms used in your 
organization if there exists to socia l ize employees to their job, organizational culture and 
workgroup. 

o Psychological contact (It is a mechanism to make written and 
unwritten contacts at entry point) 

o Selection (It is a means to choose new employees that best fit the job 
and organization culture at entry point) 

o Developing a welcome package (It is way of informing new 
employees about the organization culture) 

o Orientation training (It is a means to acquaint new employees with 
basic rules, values of the organization and their new job) 

o Mentoring (It is a means to fit junior employees with their job, group 
and organization culture through an assignment of senior employees. 

o Training and counseling (It is a mechanism to improve employees 
performance through professional training and counseling). 

o Behavior modeling (It is a means to show expected behavior of 
employees by assigning role models). 

o Sponsor or "buddy system" (It is way of fitting new employees 
through their friends). 

o Career paths and career ladders (It is a means to develop 
employees experience and to create long-term relationship between 
the employee and the employer) . 

o Debasem.ent experience (It is a mechanism, employee undel'goes 
someth ing that causes him to detach himself from eat'liel ' attitudes and to 
substitute a mOl'e modest-self-perception. 

o Role requirement (It is a means to describe the role expectation of 
employees). 

o Rules, Procedures and polices (they are explicit statements that 
tell an employee what he or she ought or ought no to do. 

o Rituals (It is a means to prove that employees can be trusted and are 
loyal to the organization before they can be "knighted," the "proving 
process" being the ritual) 
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o Trial and error (It is method of acquitting employees with their job 
through nonprogrammer efforts may not be as systematic as other 
methods) 

O None of the above 

o Other, please specify _____ _ 

2. In your opinion, was the above techniques have helped employees to fit with 
their job , organization culture, and to work with their workgroup smoothly? 

o Yes O No 
3. If "Yes" to Q. 2, do YOLI think these might have helped to reduce the frequency of leaving the 

organization? 

o Yes O No 

4. If "Yes" to Q. 3, to what extent? 

o Very high 0 High o Average 0 Low 0 Very low 

o I don't know 
5. If your answer (or question No. --4" is "very high" or "high", do you think the present 

socialization techniquc(s) used in your organization is/are adequate enough to reduce the 
employees' turnover? 

o Yes o No o I don't know 

6. If your answer for question No.5, is "No" what is fare the major problem(s) to 
adopt appropriate socialization techniques that reduce employees' turnover? 

(Make ( .) in the box provided, whichever is applicable). 

o Lack of management awareness about the importance of socialization 
techniques 

o Due to management carelessness 

o Shortage of finance 

o Other, please specify 

7. What is your opinion towards the socialization process and techniques in your 
organization? 
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Brief Explanations of Wonts or Ph.-ases of Socialization Techniques Used 
in Questionnaire. 

I) Psychological contact is an implicit agreement between the individual and the 
organization that specifies what each is expected to give and receive in the 
relationship. 

2) Mento,' is an individual who provides guidance, coaching, counseling, and 
friendship to a protege. It means mentor is a senior employee whose primary role is 
to instruct younger, less experienced protege. Thus, mentoring is the process of 
forming and maintaining an intensive and lasting developmental relationship 
between a senior person (the mentor) and ajunior person (the protege, ifmale; or 
protegee, if female). 

3) Behavior Modeling is the learning process by which one observes and imitates the 
behavior of relevant others. 

4) Sponsor or "buddy system" is a method that new group members are frequently 
teamed with a sponsor or ·'buddy" in order to learn the ropes of the organization. 

5) Debasement expedcncc is the socialization technique that the employee undergoes 
something that causes him to detach himself from earlier attitudes and to substitute a 
more humble-se lf- perception, which allows for easier socialization attempts. For 
example, periodically an old hand or a supervisor will setup a new employee in such 
a way that the employee fails on a task or is publicly embarrassed. As a result of the 
experience, the employee is more prone to look up to the supervisor for advice and 
knowledge. 
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Survey Questionnaire to be filled by Ex-employees 

Introduction 

Organizational socialization is the systematic process by which organizations 
bring new employees into their culture. Socialization also molds the new 
employee to fit the organization. Through organizational socialization, the 
employee comes to appreciate the values, abilities, expected behaviors, and 
social knowledge essential for assuming an organizational role and 
participating as an organizational member. In general, organizational 
socialization includes learning work-group, departmental and organizational 
values, rules, procedures, and norms; developing social and working 
relationships; and developing skills and knowledge needed to perform the 
new job. Effective socialization results in compliance and conformity with the 
values, beliefs, attitudes, rules and patterns of behavior required and 
employees' fitness with their job and workgroup. 

Employees are socialized in many different ways in today's organizations. 
Some organizations have made an exact science out of organizational 
socialization. Others leave things to chance in hopes that collective goals will 
somehow be achieved. Generally, rapid socialization is advantageous. For the 



II. Basic InforITlation About The Socialization Process And 
Its IITlpact On EITlployees' Turnover 

1. Have you gone through formal selection process at the time you joined 
Development Back of Ethiopia? 

D Yes D No 
2. If "yes" to Q. 1, were you well informed about the positive and negative 

aspects of your job? 

D Yes D No 
3. If "Yes" to Q. 2, was the information completely matches with what you 

found after joining the company? 

D Yes D No 
4. If "No" to Q. 3, did the difference discourage you to stay on the 'job'? 

D Yes D No 
5. If "Yes" to Q. 4, to what extent the variation contribute to leave the 

organization? 

D Very high D High D Average D Low D Very low 

D I don't know 
6. Have you participated in an orientation program that provides 

information pertaining to the job; company's culture, objectives, benefits; 
and your workgroup at point of entry? 

D Yes D No 
7. If "No" to Q.G, did that create any problem you in fitting with your job, 

work group and organization culture? 

D Yes D No 
8. If "Yes" to Q 7, to what extent that problem discourages you to continue in 

the 'organization'? 

D Very high D High D Average D Low D Very low 

D I don't know 
9. If "yes" to Q.6, did the orientation program enables you to have sufficient 

information about your job? 

D Yes D No 
10. U "Yes" to Q. 9, to what extent is the information assists you to fit with 

your job? 

D Very high D High D Average D Low 
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D Very low D I don't know 
11. If "yes" to Q.6, did the orientation program enables you to have sufficient 

information about your workgroup? 

D Yes D No 
12. If "Yes" to Q. 11, to what extent is the information assists you to fit with 

your workgroup? 

D Very high 

D Very low 

D High D Average 

D I don't know 

D Low 

13. If "yes" to Q.6, did the orientation program enables you to have 
comprehensive and detailed information about the organization's culture, 
objectives, benefits and rules? 

D Yes D No 
14. If "Yes" to Q. 13, to what extent the information assists you to adopt the 

organization's culture and to understand its objectives? 

D Very high 

D Very low 

D High D Average 

D I don't know 

D Low 

15. Have you ever been given trainings to further develop on your career in 
the organization? 

D Yes D No 
16. If "No" to Q.15 , to what extent the absence of training influences you to 

leave from the organization? 

D Very high D High D Average D low D Very low 

D I don't know 
17. Were you well informed of the promotion ladders in the organization 

during your stay in the orga nization? 

D Yes D No 
18. If "No" to Q.17 , was it contribute to leave from the organization? 

D Yes D No 
19. If "Yes" to Q.18, to what extent did this influence you to terminate your 

contract from the organization? 

D Very high D High D Average D Low D Very low 

D I don't know 
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12 . [f 'Yes' to Q . 7, did tbe orientation program enables you to have sufficient information 
about your workgroup? 

o Yes o No 
13. rf " Yes" to Q.12, to what extent do you think this has helped you to stay in the 

organization? 

o Very high o High o Average o Low o Very low 

o [don' t' know 

[4. [f "No" to Q. 7, does that create any problem in fitting with YOLll'job, work group and 
organization culture? 

o Yes o No 
15. If 'yes' to Q.14, to what extent that problem discourage you to continue in 

the organization? 

o Very high o High o Average o Low o Very low 

o [don't now 

16. Have you ever been given trainings to further develop on your career in the 
organization? 

o Yes o No 
17. If "Yes" to Q.16, to what extent does this training influence you to stay on the job? 

o Very high o High o Average O low o Very low 

o [don't novv 

18. Do you have clearly stated promotion ladders in the organization? 

o Yes o No 
19. [f "Yes" to Q . LS , does it contribute to work for long period of lime in the organization? 

o Yes o No 
20. If "Yes" to Q.19, to what extent this inf"luences you to stay in the organization? 

o Very high o High o Average 0 Low 0 Very low 
21. If "No" to Q. 18, to what extent do you think that discourages you to stay on 

your job? 

o Very high o High D Average D Low 

o Very low now o [don ' t now 
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IH. Basic Information about Socialization Techniques and their impact on 
Employees' turnove.-. 

I. Please indicate by ticking the socialization techniques or mechanisms used in your 
organization if there exists to socia l ize employees to their job, organizational culture and 
workgroup. 

o Psychological contact (It is a mechanism to make written and 
unwritten contacts at entry point) 

o Selection (It is a means to choose new employees that best fit the job 
and organization culture at entry point) 

o Developing a welcome package (It is way of informing new 
employees about the organization culture) 

o Orientation training (It is a means to acquaint new employees with 
basic rules, values of the organization and their new job) 

o Mentoring (It is a means to fit junior employees with their job, group 
and organization culture through an assignment of senior employees. 

o Training and counseling (It is a mechanism to improve employees 
performance through professional training and counseling). 

o Behavior modeling (It is a means to show expected behavior of 
employees by assigning role models). 

o Sponsor or "buddy system" (It is way of fitting new employees 
through their friends). 

o Career paths and career ladders (It is a means to develop 
employees experience and to create long-term relationship between 
the employee and the employer) . 

o Debasem.ent experience (It is a mechanism, employee undel'goes 
someth ing that causes him to detach himself from eat'liel ' attitudes and to 
substitute a mOl'e modest-self-perception. 

o Role requirement (It is a means to describe the role expectation of 
employees). 

o Rules, Procedures and polices (they are explicit statements that 
tell an employee what he or she ought or ought no to do. 

o Rituals (It is a means to prove that employees can be trusted and are 
loyal to the organization before they can be "knighted," the "proving 
process" being the ritual) 

5 



o Trial and error (It is method of acquitting employees with their job 
through nonprogrammer efforts may not be as systematic as other 
methods) 

O None of the above 

o Other, please specify _____ _ 

2. In your opinion, was the above techniques have helped employees to fit with 
their job , organization culture, and to work with their workgroup smoothly? 

o Yes O No 
3. If "Yes" to Q. 2, do YOLI think these might have helped to reduce the frequency of leaving the 

organization? 

o Yes O No 

4. If "Yes" to Q. 3, to what extent? 

o Very high 0 High o Average 0 Low 0 Very low 

o I don't know 
5. If your answer (or question No. --4" is "very high" or "high", do you think the present 

socialization techniquc(s) used in your organization is/are adequate enough to reduce the 
employees' turnover? 

o Yes o No o I don't know 

6. If your answer for question No.5, is "No" what is fare the major problem(s) to 
adopt appropriate socialization techniques that reduce employees' turnover? 

(Make ( .) in the box provided, whichever is applicable). 

o Lack of management awareness about the importance of socialization 
techniques 

o Due to management carelessness 

o Shortage of finance 

o Other, please specify 

7. What is your opinion towards the socialization process and techniques in your 
organization? 
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Brief Explanations of Wonts or Ph.-ases of Socialization Techniques Used 
in Questionnaire. 

I) Psychological contact is an implicit agreement between the individual and the 
organization that specifies what each is expected to give and receive in the 
relationship. 

2) Mento,' is an individual who provides guidance, coaching, counseling, and 
friendship to a protege. It means mentor is a senior employee whose primary role is 
to instruct younger, less experienced protege. Thus, mentoring is the process of 
forming and maintaining an intensive and lasting developmental relationship 
between a senior person (the mentor) and ajunior person (the protege, ifmale; or 
protegee, if female). 

3) Behavior Modeling is the learning process by which one observes and imitates the 
behavior of relevant others. 

4) Sponsor or "buddy system" is a method that new group members are frequently 
teamed with a sponsor or ·'buddy" in order to learn the ropes of the organization. 

5) Debasement expedcncc is the socialization technique that the employee undergoes 
something that causes him to detach himself from earlier attitudes and to substitute a 
more humble-se lf- perception, which allows for easier socialization attempts. For 
example, periodically an old hand or a supervisor will setup a new employee in such 
a way that the employee fails on a task or is publicly embarrassed. As a result of the 
experience, the employee is more prone to look up to the supervisor for advice and 
knowledge. 
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Survey Questionnaire to be filled by Ex-employees 

Introduction 

Organizational socialization is the systematic process by which organizations 
bring new employees into their culture. Socialization also molds the new 
employee to fit the organization. Through organizational socialization, the 
employee comes to appreciate the values, abilities, expected behaviors, and 
social knowledge essential for assuming an organizational role and 
participating as an organizational member. In general, organizational 
socialization includes learning work-group, departmental and organizational 
values, rules, procedures, and norms; developing social and working 
relationships; and developing skills and knowledge needed to perform the 
new job. Effective socialization results in compliance and conformity with the 
values, beliefs, attitudes, rules and patterns of behavior required and 
employees' fitness with their job and workgroup. 

Employees are socialized in many different ways in today's organizations. 
Some organizations have made an exact science out of organizational 
socialization. Others leave things to chance in hopes that collective goals will 
somehow be achieved. Generally, rapid socialization is advantageous. For the 



individual, it quickly reduces the uncertainty and anxiety surrounding the 
new job. 

This questionnaire is designed to collect data on ex-employees view regarding 
socialization practices in organizational settings and their impact on 
employees' turnover. The researcher would like to assure you that the 
information you provide would be used for research purpose only and will be 
kept confidential and presented in aggregate. Therefore, the researcher 
appreciates your cooperation in filling out this questionnaire and your timely 
response. 

N.B. Some technical terms used in the questionnaire are defined briefly at 
the end to help you understand some of the questions. 

General Instructions: 

1. Please, circle or put a tick mark (.) for each of the following 
objective statements that best represents your feelings concerning 
socialization process and techniques in your organization. 

ll. For open-ended questions, please write your comments and answers 
in the space provided immediately below the question or at the 
write side of the question. 

I. Personal Profile 

1. Please indicate your gender 

D Male D Female 

2. Please indicate your current educational status 

D l~t Degree D Masters 

D Other, please specify 

D PhD 

3. How long have you stayed in Development Bank of Ethiopia? 

D Less than tvvo months D 2-9 months D 9 months-2 years 

D Above 2 years 
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II. Basic InforITlation About The Socialization Process And 
Its IITlpact On EITlployees' Turnover 

1. Have you gone through formal selection process at the time you joined 
Development Back of Ethiopia? 

D Yes D No 
2. If "yes" to Q. 1, were you well informed about the positive and negative 

aspects of your job? 

D Yes D No 
3. If "Yes" to Q. 2, was the information completely matches with what you 

found after joining the company? 

D Yes D No 
4. If "No" to Q. 3, did the difference discourage you to stay on the 'job'? 

D Yes D No 
5. If "Yes" to Q. 4, to what extent the variation contribute to leave the 

organization? 

D Very high D High D Average D Low D Very low 

D I don't know 
6. Have you participated in an orientation program that provides 

information pertaining to the job; company's culture, objectives, benefits; 
and your workgroup at point of entry? 

D Yes D No 
7. If "No" to Q.G, did that create any problem you in fitting with your job, 

work group and organization culture? 

D Yes D No 
8. If "Yes" to Q 7, to what extent that problem discourages you to continue in 

the 'organization'? 

D Very high D High D Average D Low D Very low 

D I don't know 
9. If "yes" to Q.6, did the orientation program enables you to have sufficient 

information about your job? 

D Yes D No 
10. U "Yes" to Q. 9, to what extent is the information assists you to fit with 

your job? 

D Very high D High D Average D Low 
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D Very low D I don't know 
11. If "yes" to Q.6, did the orientation program enables you to have sufficient 

information about your workgroup? 

D Yes D No 
12. If "Yes" to Q. 11, to what extent is the information assists you to fit with 

your workgroup? 

D Very high 

D Very low 

D High D Average 

D I don't know 

D Low 

13. If "yes" to Q.6, did the orientation program enables you to have 
comprehensive and detailed information about the organization's culture, 
objectives, benefits and rules? 

D Yes D No 
14. If "Yes" to Q. 13, to what extent the information assists you to adopt the 

organization's culture and to understand its objectives? 

D Very high 

D Very low 

D High D Average 

D I don't know 

D Low 

15. Have you ever been given trainings to further develop on your career in 
the organization? 

D Yes D No 
16. If "No" to Q.15 , to what extent the absence of training influences you to 

leave from the organization? 

D Very high D High D Average D low D Very low 

D I don't know 
17. Were you well informed of the promotion ladders in the organization 

during your stay in the orga nization? 

D Yes D No 
18. If "No" to Q.17 , was it contribute to leave from the organization? 

D Yes D No 
19. If "Yes" to Q.18, to what extent did this influence you to terminate your 

contract from the organization? 

D Very high D High D Average D Low D Very low 

D I don't know 
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III. Basic Information about Socialization Techniques and 
their impact on Employees' turnover. 

1. Please indicate by ticking the socialization techniques or mechanisms 
that were used in the DBE to socialize employees to their job, 
organizational culture and workgroup , if any. 

D Psychological contact (It is a mechanism to make wl'itten and 
unwritten contacts at entl'Y point) 

D Selection (It is a means to choose new employees that best fit the 

job and organization culture at entry point) 

D Developing a welcome package (It is way of informing new 

employees about the organization culture) 

D Orientation training (It is a means to acquaint new employees 

with basic rules, values of the organization and their new job) 

D Mentoring (It is a means to fit junior employees with their job, 

group and organization culture through an assignment of senior 
employees. 

D Training and counseling (It is a mechanism to improve 

employees performance through professional training and 
counseling). 

D Behavior modeling (It is a means to show expected behavior of 

employees by assigning role models). 

D Sponsor or "buddy system" (It is way of fitting new employees 

through their friends). 

D Career paths and career ladders (It is a means to develop 

employees experience and to create long-term relationship between 
the employee and the employer). 

D Debasem.ent experience (It is a mechanism, employee undergoes 
something that causes him to detach himself from earlier attitudes and to 
substitute a more modest-self-perception. 

D Role requirement (It is a means to describe the role expectation of 

employees). 

D Rules, Procedures and polices (they are explicit statements that 

tell an employee what he or she ought or ought no to do. 
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D Rituals (It is a means to prove that employees can be trusted and 
are loyal to the organization before they can be "knighted," the 
"proving process" being the ritual) 

D Trial and error (It is method of acquitting employees with their 
job through nonprogrammer efforts may not be as systematic as 
other methods) 

D None 

D Other, please specify _____ _ 

2. In your opinion, was the above techniques have helped employees to fit 
with their job, organization culture, and to work with their workgroup 
smoothly? 

D Yes D No D I don't know 
3. If "Yes" to Q. 2, do you think these might have helped to reduce the level of 

employees' turnover? 

D Yes D No 
4. If "Yes" to Q. 3, to what extent? 

D Very high D High D Average D Low D Very low 
5. In your opinion, do you think the socialization techniques' used in DBE 

was/were adequate enough to reduce employees' turnover? 

D Yes D No 
6. If your answer for question No.5, is "No" what was /were the major 

problem(s) to adopt appropriate socialization techniques that reduce 
employees' turnover? (Make ( .) in the box provided, whichever is 
applicable) . 

D Due to management carelessness 

D Shortage of finance 

D Shortage of skilled manpower 

D Other, please specify 

7. What is your opinion towards the socialization process and techniques in 
your organization? 
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Brief Explanations of Words or Phrases of Socialization Techniques 
Used in Questionnaire. 

1) Psychological contact is an implicit agreement between the 
individual and the organization that specifies what each is expected to 
give and receive in the relationship. 

2) Mentor is an individual who provides guidance, coaching, counseling, 
and friendship to a protege. It means mentor is a senior employee 
whose primary role is to instruct younger, less experienced protege. 
Thus, mentoring is the process of forming and maintaining an 
intensive and lasting developmental relationship between a senior 
person (the mentor) and a junior person (the protege, if male; 01' 

protegee , if female). 
3) Behavior Modeling is the learning process by which one observes 

and imitates the behavior of relevant others. 
4) Sponsor or "buddy system" is a method that new group members 

are frequently teamed with a sponsor 01' "buddy" in order to learn the 
ropes of the organization. 

5) Debasement experience is the socialization technique that the 
employee undergoes something that causes him to detach himself from 
earlier attitudes and to substitute a more humble-self- perception, 
which allows for easier socialization attempts. For example, 
periodically an old hand 01' a supervisor will setup a new employee in 
such a way that the employee fails on a task 01' is publicly 
embarrassed. As a result of the experience, the employee is more prone 
to look up to the supervisor for advice and knowledge. 
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Introduction 

Organizational socialization is the systematic process by which organizations 
bring new employees into their culture. Socialization also molds the new 
employee to fit the organization. Through organizational socialization, the 
employee comes to appreciate the values, abilities , expected behaviors, and 
social knowledge essential for assuming an organizational role and 
participating as an organizational member. In general, organizational 
socialization includes learning work-group, departmental and organizational 
values, rules , procedures, and norms; developing social and working 
relationships; and developing skills and knowledge needed to perform the 
new job. Effective socialization results in compliance and conformity with the 
values, beliefs, attitudes, rules and patterns of behavior required and 
employees' fitness with their job and workgroup. 

Employees are socialized in many different ways in today's organizations. 
Some organizations have made an exact science out of organizational 
socialization. Others leave things to chance in hopes that collective goals will 
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somehow be achieved. Generally, rapid socialization is advantageous. For the 
individual, it quickly reduces the uncertainty and anxiety surrounding the 
new job. 

This questionnaire is designed to collect data on managers' view regarding 
socialization practices in organizational settings and their impact on 
employees' turnover. The researcher would like to assure you that the 
information you provide would be used for research purpose only and will be 
kept confidential and presented in aggregate. Therefore, the researcher 
appreciates your cooperation in filling out this questionnaire and your timely 
response. 

N.B. Some technical terms used in the questionnaire are defined briefly at 
the end to help you understand some of the questions. 

General Instructions: 

1. Please, circle or put a tick mark (.) for each of the following 
objective statements that best represents your feelings concerning 
socialization process and techniques in your organization. 

11. For open-ended questions, please write your comments and answers 
in the space provided immediately below the question or at the 
write side of the question. 

I. Personal Profile 

1. Please indicate your gender 

D Male D Female 
2. Please indicate your current educational status 

D Diploma D Masters 

D Other, please specify 
3. How long have you served your employer? 

D Less than two months D 2-9 months 

o Above 2 years 
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D PhD 

D 9 months-2 years 
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II. Basic Information About The Socialization Process And 
Its Impact On Employees' Turnover 

1. Do you have formal selection process while employing new staff? 

D Yes D No 
2. If "Yes" to Q . 1, do you reveal both positive and negative aspects of the job 

and the organization culture for the new entering employee during the 
employment process? 

D Yes D No 
3. If 'Yes' to Q. 2, to what extent the information IS detailed and 

comprehensive? 

D Detailed and Comprehensive D Detailed but Comprehensive 

D Comprehensive but Detailed 

D Not comprehensive and Detailed D I cannot tell 
4. If "Detailed and Comprehensive" to Q. 3, to what extent did the 

information help an employee to stay on the job in the organization? 

D Very high D High D Average D Low D Very low 

D I don't know 
5. Has the organization conducted formal orientation program with new 

entry employees that provides information pertaining thei.r job; company's 
culture, objectives, benefits: and their workgroup at the point of entry? 

D Yes D No 
6. If 'Yes' to Q.5, did the orientation program enable employees to have 

comprehensive and detailed information about the company's culture, 
objectives, benefits and rules? 

D Yes D No 
7. If "Yes" to Q.6, to what extent the information helps employees to adopt 

the organization's culture, and to understand its objectives? 

D Very high D High D Average D Low D Very low 

D I don't know 
8. If 'Yes' to Q. 5, did the orientation program enables employees to have 

comprehensive and detailed information about their job? 

D Yes D No 
9. If "Yes" to Q. 8, to what extent is the information assists employees to fit 

with their job? 
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D Very high D High D Average D Low D Very low 

D I don't know 
10. If 'Yes' to Q. 5, did the orientation program enables employees to have 

comprehensive and detailed information about their workgroup? 

D Yes D No 
l1.If "Yes" to Q.10, to what extent do you think this has helped employees to 

stay in the organization? 

D Very high D High D Average D Low D Very low 

D I don't know 
12.If 'yes' to Q. land/or Q.5, was what you were told at the beginning and 

what you found out about the employee once he/she started to work are 
the same? 

D Yes D No 
13.If "No" to Q.1 did that create any problem 111 fitting with their job, 

workgroup and organization culture? 

D Yes D No 
14. If "Yes" to Q. 13, to what extent that problem has discouraged employees 

to continue in the organization? 

D Very high D High D Average D Low D Very low 

D I don't know 
15.Has the organization exposed employees to continuous professional 

trainings to further develop on their career in the organization? 

D Yes D No 
16.If "Yes" to Q.15 , to what extent does consistent training process help 

employees to stay on their job in the organization? 

D Very high D High D Average D low D Very low 

D I don't know 
17.Does the organization have clearly outlined promotion ladders for its 

employees in the organization? 

D Yes D No 
18. If "Yes" to Q.17 , does it contribute to employees to work for long period of 

time in the organization? 

D Yes D No 
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19. If "Yes" to Q.18, to what extent this influences employees to stay in the 
organization ? 

D Very high D High D Average D Low D Very low 

D I don't know 

III. Basic Information about Socialization Techniques and 
their impact on Employees' turnover. 

1. Please indicate by ticking the socialization techniques 01' mechanisms 
used in your organization as appropriate to socialize employees to their 
job, organizational culture and workgroup, if any . 

D Psychological contact (It is a mechanism to make written and 
unwritten contacts at entry point) 

D Selection (It is a means to choose new employees that best fit the 
job and organization culture at entry point) 

D Developing a welcOlue package (It is way of informing new 

employees about the organization culture) 

D Orientation training (It is a means to acquaint new employees 

with basic rules, values of the organization and their new job) 

D Mentoring (It is a means to fit junior employees with their job, 

group and organization culture through an assignment of senior 
employees. 

D Training and counseling (It is a mechanism to improve 

employees performance through professional training and 
counseling). 

D Behavior modeling (It is a means to show expected behavior of 

employees by assigning role models). 

D Sponsor or "buddy system" (It is way of fitting new employees 

through their friends). 

D Career paths a nd career ladders (It is a means to develop 

employees experience and to create long-tcnn relationship between 
the employee and the employer). 

o Debasement expet'iellce (It is a mechanism, employee undergoes 
something that causes him to detach himself from earlier attitudes and to 
substitute a more modest-self-perception. 
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D Role requirelnent (It is a means to describe the role expectation of 
employees) . 

D Rules, Procedures and polices (they are explicit statements that 
tell an employee what he 01' she ought or ought no to do. 

D Rituals (It is a means to prove that employees can be trusted and 
are loyal to the organization before they can be "knighted," the 
"proving process" being the ritual) 

D Trial and error (It is method of acquitting employees with their 
job through nonprogrammer efforts may not be as systematic as 
other methods) 

D Other, please specify _____ _ 

D None 

2. In your opinion, was the above techniques have helped employees to fit 
with their job , organization culture, and to work with their work group 
smoothly? 

D Yes D No 
3. If "Yes" to Q. 2, do you think these might have helped to reduce the frequency of 

leaving the Ol·ganization? 

D Yes D No 
4. If "Yes" to Q. 3, to what extent? 

D Very high D High D Average D Low D Very low 

D I don't know 
5. If your answer for question No. <1 is "very high" 01' "high", do you think the 

present socialization technique(s) used in your organization is/are 
adequate enough to reduce the turnover? 

D Yes D No D I don't know 
6. If your answer for question No.5, is "No" What is fare the major problem(s) 

to adopt appropriate socialization techniques that reduce employees' 
turnover? (Make ( .) in the box provided, whichever is applicable). 

o Lack of management awareness about the importance of socialization 
techniques 

D Due to lack of management's attention 

D Finance constraint. 
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19. If "Yes" to Q.18, to what extent this influences employees to stay in the 
organization ? 

D Very high D High D Average D Low D Very low 

D I don't know 

III. Basic Information about Socialization Techniques and 
their impact on Employees' turnover. 

1. Please indicate by ticking the socialization techniques 01' mechanisms 
used in your organization as appropriate to socialize employees to their 
job, organizational culture and workgroup, if any . 

D Psychological contact (It is a mechanism to make written and 
unwritten contacts at entry point) 

D Selection (It is a means to choose new employees that best fit the 
job and organization culture at entry point) 

D Developing a welcOlue package (It is way of informing new 

employees about the organization culture) 

D Orientation training (It is a means to acquaint new employees 

with basic rules, values of the organization and their new job) 

D Mentoring (It is a means to fit junior employees with their job, 

group and organization culture through an assignment of senior 
employees. 

D Training and counseling (It is a mechanism to improve 

employees performance through professional training and 
counseling). 

D Behavior modeling (It is a means to show expected behavior of 

employees by assigning role models). 

D Sponsor or "buddy system" (It is way of fitting new employees 

through their friends). 

D Career paths a nd career ladders (It is a means to develop 

employees experience and to create long-tcnn relationship between 
the employee and the employer). 

o Debasement expet'iellce (It is a mechanism, employee undergoes 
something that causes him to detach himself from earlier attitudes and to 
substitute a more modest-self-perception. 
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D Role requirelnent (It is a means to describe the role expectation of 
employees) . 

D Rules, Procedures and polices (they are explicit statements that 
tell an employee what he 01' she ought or ought no to do. 

D Rituals (It is a means to prove that employees can be trusted and 
are loyal to the organization before they can be "knighted," the 
"proving process" being the ritual) 

D Trial and error (It is method of acquitting employees with their 
job through nonprogrammer efforts may not be as systematic as 
other methods) 

D Other, please specify _____ _ 

D None 

2. In your opinion, was the above techniques have helped employees to fit 
with their job , organization culture, and to work with their work group 
smoothly? 

D Yes D No 
3. If "Yes" to Q. 2, do you think these might have helped to reduce the frequency of 

leaving the Ol·ganization? 

D Yes D No 
4. If "Yes" to Q. 3, to what extent? 

D Very high D High D Average D Low D Very low 

D I don't know 
5. If your answer for question No. <1 is "very high" 01' "high", do you think the 

present socialization technique(s) used in your organization is/are 
adequate enough to reduce the turnover? 

D Yes D No D I don't know 
6. If your answer for question No.5, is "No" What is fare the major problem(s) 

to adopt appropriate socialization techniques that reduce employees' 
turnover? (Make ( .) in the box provided, whichever is applicable). 

o Lack of management awareness about the importance of socialization 
techniques 

D Due to lack of management's attention 

D Finance constraint. 
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D Shortage of human power 

D Other, please specify ___ _ 
7. What is your opinion towards the socialization process and techniques in 

your organization? 

Brief Explanations for Words or Phrases of Socialization Techniques 
Used in Questionnaire. 

1) Psychological contact is an implicit agreement between the 
individual and the organization that. specifies what each is expected to 
give and receive in the relationship. 

2) Mentor is an individual who provides guidance, coaching, counseling, 
and friendship to a protege. It means mentor is a senior employee 
whose primary role is to instruct younger, less experienced protege. 
Thus, mentoring is the process of forming and maintaining an 
intensive and lasting developmental relationship between a senior 
person (the mentor) and a junior person (the protege, if male; or 
protegee , if female). 

3) Behavior Modeling is the learning process by which one observes 
and imitates the behavior of relevant others. 

4) Sponsor or "buddy systeln" is a method that new gl'OUP members 
are frequently teamed with a sponsor or "buddy" in order to learn the 
ropes of the organization. 

5) Debasement experience is the socialization technique that the 
employee undergoes something that causes him to detach himself from 
earlier attitudes and to substitute a more humble-self- perception, 
which allows for easier socialization attempts. For example, 
periodically an old hand or a supervisor will setup a new employee in 
such a way that the employee fails on a task or is publicly 
embarrassed. As a result of the experience, the employee is more prone 
to look up to the supervisor for advice and knowledge . 
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