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Abstract: The present study aimed to examine and compare organizational socialization techniques and 
organizational identification in governmental and private knowledge-based organizations. With regard to its 
objective, the present study was an applied research, and regarding its method, it was a comparative one. 
The statistical population included all employees working in governmental and private knowledge-based 
organizations of Kurdistan Province. A total number of 280 completed questionnaires were returned to the 
researcher. In order to collect the required data, the standard questionnaires of Organizational Socialization 
Techniques with 26 items in 6 components and Organizational Identification with 6 items in 3 components 
were employed. The validity of the questionnaires was checked through content validity, and their reliability 
was checked using Cronbach’s Alpha which was 0.831 and 0.817 for socialization techniques and organi-
zational identification, respectively. Data analysis was carried out at descriptive and analytical levels using 
appropriate software. The results indicated that there was no significant between governmental and private 
knowledge-based organizations in terms of organizational socialization techniques and organizational iden-
tification. With regard to the relationship between socialization and organizational identification, a significant 
relationship between the variables was seen, such that proven method in governmental knowledge-based 
organizations and authentication method in private knowledge-based organizations had the highest impact 
on the employees’ identification. In the end, some recommendations are presented for the managers of the 
organizations to employ newcomers.
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Introduction
With his famous statement “Knowledge is 
power” in his first book “I Praise of Knowledge”, 
Francis Bacon referred to knowledge as 
the criterion for identifying individuals 
(Rahmanseresht and Simar, 2009). Knowledge-
based companies play a key role in developing 
knowledge-based economy (Allahyary and 
Abbasi, 2010). Knowledge-based companies 
are governmental and private companies that 
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are established in order to enhance knowledge 
and wealth, develop knowledge-based 
economy, meet scientific and economic goals 
including developing, implementing invention 
and innovation and commercializing research 
results, and develop technology with high 
value added (Parliament, 2010).

Organizations require expert, resourceful, 
efficient, and committed personnel to control 
themselves. They often try to promote flexibility 
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and sense of belonging among their employees 
through individual-organization balance which 
refers to compatibility between individuals and 
organizations (Edwards and Peccei, 2010). 
Organizational socialization is essential for 
individual-organization balance, because 
the first aim of socialization is continuing 
main values and giving the employees a 
framework for responding to their workplace 
and coordinating with other employees 
(Jones, 1986). Getting used to or accepting 
and following organizational culture is called 
the employees’ socialization with organization 
(Robbins, 2005). Socialization is a process 
through which newcomers learn appropriate 
behaviors in order to be effective member in the 
organization (Michailova and Wilson, 2008). 
From another perspective, the individuals’ 
socialization in organizations is a process 
whereby they identify and learn organizational 
values, expectations related to job behaviors, 
and social knowledge necessary to accept role 
in the organization (Bigliardi et al, 2005). This 
process includes methods that organizations 
utilize to reduce the uncertainty and anxiety 
about doubt, the reality of the newcomers’ 
entrance to the new organization, and obtain 
necessary attitudes, behaviors, and knowledge 
(Allen, 2006). Despite of enormous debates on 
the importance of organizational socialization, 
Baker (2002) compared different fields of 
industrial and organizational psychology and 
showed that organizational socialization had 
somewhat neglected by then, and was only 
paid attention over a short period in the mid-
1990s. Therefore, more studies need to be 
carried out in order to obtain organizational 
socialization and figure out its advantages for 
the employees and employers (Baker, 1995; 
Bigliardi et al, 2005). In some views, justification 
education of employers through socialization 
process is considered equal only in order 
to adapt the new employees to the job and 
workplace; however, this point should be taken 
into account that individuals and with passage 
of time, occupations change, employees are 
promoted to new positions or transferred 
to another department or organization. As 

a result, in every change, employees are 
faced with the issue of adaption to the new 
occupation, workplace, and responsibilities. 
In a study, Benzinger (2016) examined 
organizational socialization techniques among 
new employers. Perrot et al (2014) studied 
six techniques of organizational socialization 
with learning organizations. In an experimental 
investigation, Ge et al (2010) studied 
organizational socialization, organizational 
identification, and organizational citizenship 
behavior in high-technology manufacturing 
companies in China, and concluded a 
positive relationship between organizational 
socialization and organizational identification. 
In a study, Lee (2013) proved that socialization 
had an effect on organizational identification 
among employees.

Identification happens through socialization 
process and has stem in “social identity” 
theory in which the individual becomes aware 
of the values, norms, and expectations of the 
organization and internalize them. Through 
identification, the employees absorb the 
important features of the organization as its 
good characteristics (Dina et al, 2014). Human 
resources management should take into 
account educating of new employees about 
individual integration in the organization (Lee, 
2013). On the other hand, a decrease in fear 
and uncertainty and the new employees’ trust 
is an educational issue in the organization. 
Proper education of organizational socialization 
can lead to an increase in the employees’ 
emotional commitment and identification in 
an organization (Kato, 2010). There is still 
little consensus on the meaning and definition 
of organizational identity (Albert et al, 2000).
The main assumption is that every entity has 
a goal which clarifies it definition and reality; 
therefore, organizational identity is defined as 
an element that reflects the main feature of an 
organization (Wei et al, 2007). Organizational 
identity includes a set of characteristics 
that the organization’s members feel as the 
main features of the organization. These 
characteristics describe the organization 
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uniquely and have relative stability over 
time. In other words, when the past, present, 
and future of the organization is considered, 
those characteristics that are considered 
pivotal, stable, and the most unique form the 
identity of the organization (Puusa, 2006). 
Organizational identity refers to attempts to 
answer this question, “Who are we as an 
organization?” (Puusa and Tulvanen, 2006). 
Moreover, organizational identity is referred to 
as a concept that is a mutual understanding 
among the organization’s members about the 
pivotal and relatively stable characteristics of 
the organization and forms an inter-subjective 
type of thinking among the employees 
(Whetten and Mackey, 2006). Researchers 
have recommended that organizational 
identity in organizations that take advantage 
of workforce diversity should be separately 
evaluated (Riketta, 2005). A large number of 
studies focused on the organizational effects 
of organizational identity (Riketta, 2005; 
Thakor and Joshi, 2005). The results of many 
studies proved that organizational identity 
could be affected by factors like the leader’s 
behavior (Wieseke et al, 2009; Tangirala et 
al, 2007), organizational justice (Olkkonen 
and Lipponen, 2006; Albert et al, 2006), trust 
(Edwards and Cable, 2009), organizational 
ethics (DeConinck, 2011), and organizational 
socialization (Kato, 2010; Lee, 2013).

Reissner (2010) carried out a study entitled, 
“Change, meaning, and identity in workplace” 
in three manufacturing organizations through 
interviewing, and concluded that organizational 
change influenced the individuals’ identities. In 
their study entitled, “A change in organizational 
identity in institutional changes”, He and Baruch 
(2009) showed that institutional changes and 
legal changes in procedures act as a motive for 
leadership prominence, organizational culture, 
and strategic practices.

Governmental and private organizations 
are made up of a number of components; 
whoever, they are generally given a humane 
look. Knowledge-based organizations are 

not an exceptional, either, and one of their 
characteristics is their identity. This identity is 
perceived through the individual’s appearance, 
behavior, and values, and the identity of any 
organization affects those who are inside it. 
Organizational identification is composed of 
three components (Hongwei and Andrew, 
2013) including membership, loyalty, and 
similarity. Membership indicates that the 
individuals has created a strong relationship 
with his/her organization, through which he/she 
feels proud of and satisfied with being present 
in that organization. Loyalty means support for 
and defense of the organization and its goals 
by the individual and other members. Similarity 
refers to the fact that an employee feels that 
he/she has common goals and interests with 
other members of the organization.

Van Maanen and Schein (1979) presented 
6 bipolar methods that organizations use to 
organize the newcomers’ socialization (Simosi, 
2010). This model is the most developed 
and common testable theoretical model of 
socialization, and theoretically explains how 
socialization methods affect a certain output. 
According to this theory, newcomers respond 
differently to role because the socialization 
methods used by organizations forms the 
newcomers’ input information (Benzinger, 
2016). Van Maanen and Schein model 
became a theoretical framework for other 
studies (Jones et al, 2006). In 1986, Jones put 
the 6 methods of socializations proposed by 
Van Maanen and Schein on a spectrum and 
divided into groups: institutional socialization 
and individual socialization (Perrot et al, 
2014). Institutional methods include collective, 
formal, fixed, sequential, continuous, and 
authentication methods, and using these 
methods, the newcomers are provided with 
information that reduces their mistrust and 
anxiety at the beginning of their work in the 
organization. Individual methods include 
informal, variable, random, discontinuous, and 
disruption, which encourage the newcomers to 
question the current position and development 
of the methods of conducting their roles (Jones 
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et al, 2006). According to Jones, institutional 
methods of socialization enhance job 
satisfaction and organizational commitment 
while reduces the possibility of turnover (Saks 
et al, 2007; Miller, 2006). In their study, Edwards 
and Peccei (2010) showed that organizational 
identity, work efficiency, and organizational 
commitment have a significant relationship 
with perceived organizational support. In a 
study entitled, “Do socialization methods affect 
turnover and absorption of individuals?” Allen 
(2006) selected a sample new employees of 
a service organization. The results of that 
study showed that organizational socialization 
methods enable new employees to be actively 
engaged in work. Authentication, fixed, and 
collective methods had a positive relationship 
with absorbing new employees.

Compared to traditional companies and 
industries, knowledge-based companies and 
strategic technology-bases industries have 
special characteristics including: They have 
more expert manpower in proportion to the 
total employees, universities play more role in 
managing and leading them, they experience 
more changes in technology than in traditional 
industries, more research and development 
occur in them, development of industry is more 
dependent on development in technology 
not on capital or hardware, their competitive 
advantage is innovation in technology, and 
they dominate new markets quickly (Azimi et 
al, 2010). In their study, Ahmadi et al (2008) 
focused on prioritizing policy supports for newly 
established technology-basedcompanies. 
According to the results of that study, financial 
supports, education of human resources, 
development of services and technical-
managerial information, and development 
of incubator services are among the most 
important supports provided by the government 
to these companies. Gorman and McCarthy 
(2006) also carried out an investigation into 
the development of innovation companies or 
high-technology companies. They proposed 
suggestion to support companies that are 
at primary stages of their development, 

including financing, helping the management, 
providing counseling services, and creating 
communication between companies. These 
findings have important outcomes for the 
governmental and private sectors that are 
interested in supporting local economic 
development by creating and developing 
knowledge-based companies (Akbarzade 
and Shafiezadeh. 2012). Despite of their 
economic and social importance and effect, 
knowledge-based companies are affected by 
organizational structure, in other words, in order 
to enhance the quality of knowledge-based 
organizations, organizational socialization 
techniques are used to teach appropriate 
behaviors to the employees so that they can be 
effective members in the organization. In the 
present study, knowledge-based companies 
are those that are known as knowledge-based 
companies by the country’s legal authorities, 
or those that spend 60% of their budget for 
research and development, or those with at 
least 3 innovations per year. In this regard, the 
main issue of the present study was to explain 
and compare organizational socialization 
techniques and organizational identification in 
governmental and private knowledge-based 
organizations in Kurdistan Province.

In the present study, the institutional methods 
of Jones model were used, and the study’s 
hypotheses were as follows:

First hypothesis: There is a difference 
between the employees of governmental and 
private knowledge-based organizations in 
terms of organizational socialization techniques 
and organizational identification.

Second hypothesis: There is a positive and 
significant relationship between organizational 
socialization techniques and organizational 
identification of the employees of governmental 
knowledge-based organizations.

2.1.There is a positive and significant 
relationship between collective method of 
organizational socialization and organizational 
identification of the employees of governmental 
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knowledge-based organizations.

2.2. There is a positive and significant 
relationship between fixed method of 
organizational socialization and organizational 
identification of the employees of governmental 
knowledge-based organizations.

2.3. There is a positive and significant 
relationship between formal method of 
organizational socialization and organizational 
identification of the employees of governmental 
knowledge-based organizations.

2.4. There is a positive and significant 
relationship between sequential method of 
organizational socialization and organizational 
identification of the employees of governmental 
knowledge-based organizations.

2.5. There is a positive and significant 
relationship between continuous method of 
organizational socialization and organizational 
identification of the employees of governmental 
knowledge-based organizations.

2.6. There is a positive and significant 
relationship between authentication method of 
organizational socialization and organizational 
identification of the employees of governmental 
knowledge-based organizations.

Third Hypothesis:There is a positive and 
significant relationship between organizational 
socialization techniques and organizational 
identification of the employees of private 
knowledge-based organizations.

3.1. There is a positive and significant 
relationship between collective method of 
organizational socialization and organizational 
identification of the employees of private 
knowledge-based organizations.

3.2. There is a positive and significant 
relationship between fixed method of 
organizational socialization and organizational 
identification of the employees of private 
knowledge-based organizations.

3.3. There is a positive and significant 
relationship between formal method of 

organizational socialization and organizational 
identification of the employees of private 
knowledge-based organizations.

3.4. There is a positive and significant 
relationship between sequential method of 
organizational socialization and organizational 
identification of the employees of private 
knowledge-based organizations.

3.5. There is a positive and significant 
relationship between continuous method of 
organizational socialization and organizational 
identification of the employees of private 
knowledge-based organizations.

3.6. There is a positive and significant 
relationship between authentication method of 
organizational socialization and organizational 
identification of the employees of private 
knowledge-based organizations.

Methodology
Since the present study aimed to examine 
and compare organizational socialization and 
organizational identification in knowledge-
based organizations, it was an applied research 
with regard to its objective, and a comparative 
one regarding its method. The statistical 
population included all employees working in 
governmental and private knowledge-based 
organizations of Kurdistan Province. Due to 
limited number of the statistical population, 
a purposive sampling method was used to 
select 140 employees according to the field 
of their knowledge activity and their ability 
to answer the study’s questions. The study’s 
questionnaires were sent to them to be 
completed. Since the main instrument of the 
study was questionnaire, the validity of the 
questionnaires were checked through content 
validity. In so doing, the questionnaires were 
examined by a number of experts with regard 
to socialization techniques and identification, 
and after appropriate modifications were 
carried out, the final questionnaire was 
compiled. In order to check its reliability, 
Cronbach’s Alpha coefficient was used. In 
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order to calculate Cronbach’s Alpha coefficient 
at the experimental stage, 30 members of 
the statistical population were randomly 
selected, then they were provided with the 
questionnaires, and after the questionnaires 
were collected, it was calculated using SPSS 
software. Cronbach’s Alpha coefficient and the 
dimensions and the number of the questions 
for the two variables are presented in Table 1.

In the present study, the independent 
or predictive variable was socialization 
techniques. The independent variable is a 
feature of the physical or social environment, 
which accepts some values after it is selected, 
interfered, and manipulated by the researcher 

so that its effect on another variable can be 
seen (Sarmad et al, 2007). The dependent 
variable was organizational identification.

Results
After the required data were collected, they were 
descriptively and inferentially analyzed using 
SPSS. In descriptive section, the collected 
data were examined regarding the participants’ 
sex, age, and education, the results of which 
are presented in Table 2.

The results of testing the first main 
hypothesis are provided in Table 3. As seen, 
the relationship between organizational 

Table 1. The Questionnaire’s Dimensions, Number of Items, and Cronbach’s Alpha

Concepts The used refer-
ence

Dimensions N. of Ques-
tions

Cronbach’s 
Alpha

Socialization 
techniques

Benzinger (2016) Fixed method 3 0.811
Formal method 3 0.823

Sequential method 5 0.785
Continuous method 5 0.871

Authentication method 5 0.791
Collective method 5 0.778

Organizational 
identification

Lee (2013) Sense of belonging 2 0.806
Loyalty 2 0.892

Similarity 2 0.835

Table 2. The Results of Descriptive Statistics

Index Frequency
Sex Female Male

Governmental 3.17 % 68.3%
Private 42.6% 57.4%

Age Under 25 years 25-35 years 36-45 years Over 45 
years

Governmental 10.1% 33.8% 39.8% 16.3%
Private 13.3% 39.4% 28.1% 19.3%

Education Diploma and A.A. Bachelor’s Master’s Doctorate’s
Governmental 5.9% 25.5% 49.7% 19.9%

Private - 23.8% 46.4% 29.8%
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Table 3. The Results of Checking the Main Hypothesis of the Study

Predictive 
variable

Indepen-
dent vari-

able

Knowl-
edge-based 
organiza-

tion

r Zr Z P

Organiza-
tional social-

ization

Organiza-
tional identi-

fication

Governmen-
tal

0.562** 1.738 -0.424 NS

Private 0.536** 1.738
n1=140, n2=140

Table 4. The Results of Checking the Secondary Hypothesis of the Study for Governmental 
Knowledge-Based Organizations

Model
B

Nonstandard coefficients Standard 
coefficients

T statistics Sig.

Standard 
error

Beta

Constant coef-
ficient

0.162 0.165 - 0.910 0.004

1 Collective method 0.111 0.091 0.148 0.225 0.022
Fixed method 0.037 0.053 0.261 0.399 0.025

Formal method 0.017 0.076 0.220 0.230 0.018
Sequential meth-

od
0.028 0.084 0.237 0.333 0.040

Continuous 
method

0.005 0.077 0.236 0.261 0.041

Authentication 
method

0.061 0.056 0.183 0.188 0.038

Table 5. The Results of Checking the Secondary Hypothesis of the Study for Private Knowl-
edge-Based Organizations

Model
B

Nonstandard coefficients Standard coef-
ficients

T statistics Sig.

Standard 
error

Beta

Constant coeffi-
cient

0.345 0.241 - 1.432 0.043

2 Collective method 0.215 0.056 0.217 3.867 0.000
Fixed method 0.088 0.061 0.102 1.437 0.032

Formal method 0.224 0.081 0.235 2.766 0.006
Sequential method 0.332 0.098 0.427 2329 0.038
Continuous method 0.184 0.072 0.162 2.545 0.012

Authentication 
method

0.704 0.088 0.519 7.970 0.000
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socialization and organizational identification 
in governmental and private companies is 
respectively 0.562 and 0.536, and since 
the level of significance is below 0.05, it can 
be concluded that there is a positive and 
significant relationship between organizational 
socialization techniques and organizational 
identification among the employees working 
in private and governmental knowledge-
based organizations. In order to examine 
the difference between research variables in 
governmental and private knowledge-based 
organizations, since statistics Z is a negative 
number and significance of P is not defined, 
it can be concluded that there is no significant 
difference between organizational socialization 
techniques and organizational identification 
of the employees working in private and 
governmental organizations.

In order to check the secondary hypotheses 
of the study, regression was utilized. This test 
is presented in two sections: governmental 
knowledge-based organizations (Table 4) 
and private knowledge-based organizations 
(Table 5). Since in both tables the significance 
level of all paths is below 0.05, all secondary 
hypotheses are proved.

Conclusion
An important process relevant to human 
resources is the newcomers’ organizational 
socialization process whereby they become 
familiar the organization’s values, norms, and 
behavioral patterns and adapt themselves to 
the culture of knowledge-based organizations, 
which shows that development of industry is 
more dependent on development of technology 
not on capital or hardware.

By focusing on knowledge-based organizations, 
the present study was aimed at comparing 
organizational socialization techniques with 
organizational identification among the 
employees of such organizations. According to 
the results presented in Table 3, there was no 
significant difference between the governmental 
and private knowledge-based organizations in 

terms of organizational socialization techniques 
and organizational identification. As opposed 
to private organizations, most governmental 
organizations are exclusive. Managers are 
given less freedom of action in governmental 
organizations which are less efficient than 
private organizations (Yao et al, 2007). Both 
types of organizations require better access to 
domestic and foreign information or knowledge, 
effective decision making, and innovation and 
adaptation ability (Rubenstein-Montano et 
al, 2001). It seems reasonable that there is 
difference between governmental and private 
knowledge-based governments in terms of 
their attitude toward socialization techniques. 
Murray (1975) believes that all organizations 
need to consider and put emphasis on this point 
that there are similarities and similar limitations 
for private and governmental organizations. 
Organizations in either private or governmental 
sectors have clear and certain goals, written 
laws and regulations, plan to reach their 
goals, systems to evaluate their performance, 
and organizing the position within the 
organization. An essential knowledge-based 
economic infrastructure and the prerequisite 
of actualization of the knowledge-based 
companies’ strategy is creative, innovative, and 
knowledgeable human resources. According 
to definitions, a knowledge-based company 
is the one in which 1 to 100% of the shares 
belong to a university or a research center, 
or 51-100% of them belong to the faculty 
members of universities or research centers. 
If the share of the university is less than 50%, 
the knowledge-based company is private, 
otherwise, it is governmental. Since only faculty 
members owned the organizations in both 
cases, there was not a significant difference 
between them regarding organizational 
socialization techniques and identification of 
their employees.

The results of examining the second main 
hypothesis regarding the relationship between 
organizational socialization techniques and 
organizational identification of the employees 
working in governmental knowledge-based 
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organizations and the results presented in Table 
3 showed a positive and significant relationship 
(r=0.562, sig=0.0). With regard to the extent 
of the effect of socialization techniques, fixed 
method of socialization with a coefficient of 
0.399 had the greatest effect on the employees’ 
organizational identification, which can happen 
in many governmental organizations of our 
country, because one of the principles in our 
organizations is that they prefer to employ 
individuals that carry out exactly what they 
organizations is that they prefer to employ 
individuals that carry out exactly what the 
organizations require them. As a result, due to 
uncertainty about labor market and to preserve 
their occupational status, individuals prefer to 
be provided with precise information so that 
they can perform exactly as the organization 
expect. In fixed method, the newcomers receive 
precise information about the timetable of each 
phase of socialization process (Gruman et al, 
2006). According to Van Maanen and Schein 
(1979), fixed method can lead to innovation 
because it enhances certainty and reduces 
concern about the future. However, Jones 
(1986) believes that the certainty related to 
fixed method reduces innovation, because if 
the individuals’ future occupational paths are 
completely obvious, they will have no tendency 
to risk by selecting innovative solutions.

The results of testing the third main hypothesis 
proved that there was a relationship between 
organizational socialization techniques and 
organizational identification of the employees 
working in the private knowledge-based 
organizations, and Table 3 proved a positive 
and significant relationship (r=0.536, sig=0.0). 
Regarding the effect of socialization techniques, 
authentication method with a coefficient 
of 0.519 had the greatest effect on the 
employees’ organizational identification, which 
can be attributed to the fact that newcomers 
are accepted as they are, and the organization 
does not try to change them, and considers 
their skills and values as an advantage and 
strengthens them. Authentication processes 
boost the newcomers’ beliefs about their 

qualifications and innovative behavior. In 
authentication socializations, the newcomers’ 
previous experiences and identity are given 
value, and they are encouraged to use their 
experiences in their new roles (Gruman et al, 
2006). According to Jones (1986), positive 
support pertinent to authentication processes 
reduces the possibility of innovation among the 
newcomers.

In general, given the positive relationship 
between organizational socialization and 
organizational identification, it can be concluded 
that correct education of organizational 
socialization can lead to an increase in the 
employees’ emotional commitment and 
identification in an organization, and a decrease 
in fear and uncertainty and the new employees’ 
trust is considered as an educational issue. 
Human resources management should take 
into account educating of new employees 
about individual integration in the organization 
(Lee, 2013). Identification occurs through 
socialization process and has its roots in “social 
identity” theory in which the individual becomes 
aware of the values, norms, and expectations 
of the organization and internalize them. 
Through identification, the employees absorb 
the important features of the organization as 
its good characteristics (Dina et al, 2014).In 
an experimental study, Ge et al (2010) studied 
organizational socialization, organizational 
identification, and organizational citizenship 
behavior in high-technology manufacturing 
companies in China, and concluded a 
positive relationship between organizational 
socialization and organizational identification. 
In a study, Lee (2013) proved that socialization 
had a positive and significant effect on 
organizational identification among employees.

As the results of the present study showed, 
there was a positive and significant relationship 
between socialization techniques and the 
employees’ organizational identification; 
therefore, all managers especially those of 
governmental and private knowledge-based 
organizations are recommended that:



Jamile Ahmadian, Fariba Kableh Soori, Nasim Ghaderi, Serveh Hejrat and Soran Mowlaie

127

Refrence
Akbarzadeh, N., and Shafiezadeh, E., (2013), “The Role 

of Government in Improving the Creation and De-
velopment of Knowledge-Based”, Growth Technol-
ogy, 9, 46-55 (in Persian).

Albert, S. Ashforth, B. E. and Dutton, J. E. (2000) “Orga-
nizational Identity and Identification, Charting New 
Waters and Building New Bridges”. Academy of 
Management Review, 25, Pp. 13-17.

Allahyari, N and Abbasi,  R., (2012), “Evaluation of Ap-
propriate Organizational Structure, Knowledge-
Based Companies”, Growth Technology, 8, 47-54 
(in Persian).

Allen, D. G. (2006). “Do Organizational Socialization 
Tactics Influence Newcomer Embeddedness and 
Turnover?”,Journal of Management. 32, 237- 256.

Azimei, N.A, and Barkhordarei, S., (2010), “Iden-
tify the Foundations of the Knowledge Economy 
Foundation”,Tehran: Science Policy Research 
Center, (in Persian).  

Baker, W. K. (1995). “A Reanalysis and Reinterpretation 
using Structural Equation Modeling”. Human Rela-
tions, 48,169-186.

Benzinger. Diana, (2016),”Organizational Socialization 
Tactics and Newcomer Information Seeking in the 
Contingent Workforce”, Personnel Review, 45, 
1-43.

Bigliardi, B. Petroni, A. and Dormio, A. I. (2005). “Orga-
nizational Socialization, Career Aspirations and 
Turnover Intentions among Design Engineers”. 
Journal of Leadership and Organization Develop-
ment. 26, 424-441.

DeConinckJ ,Stilwell D.(2004),”Incorporating Organiza-
tional Justice, Role States, Pay Satisfaction and 
Supervisor Satisfaction in a Model of Turnover In-
tentions”. Theory and Research; 57, 225-231.

Dina Guglielmi , Chiara Panari , Silvia Simbulaو Gre-
ta Mazzetti, (2014), “Is it Possible to Motivate 
Teachers? The Role of Organizational Identifica-
tion”, Procedia - Social and Behavioral Sciences, 
116,1842 – 1847.

Edwards J, Cable D. (2009), “ The Value of Value Con-
gruence”. JA ppl Psychol. 94, 654-77.

Edwards, Martin R. Peccei, Riccardo (2010). “Perceived 
Organizational Support, Organizational Identifica-
tion, and Employee Outcomes: Testing a Simul-
taneous Multifocal Model”. Journal of Personnel 
Psychology, 9,17-26.

Ge, Jianhua. Su, Xuemei and Zhou, Yan. (2010); “Orga-
nizational Socialization, Organizational Identifica-
tion and Organizational Citizenship Behavior: An 

- Pay more attention to the employees’ 
capacities and appreciate their skills so that 
they can utilize their skills to achieve the 
organization’s goals more than before.

- Provide the newcomers with explicit 
information about the sequence of occupational 
activities and phases in the organization through 
brochures and educational classes, because if 
the newcomers are aware of their occupational 
future, their mistrust drops and they come to 
know how to act in order to receive reward and 
job promotion.

- Use the findings of the present study in 
employing newcomers or transferring them 
within the organization, and utilize fixed and 
authentication methods, which are more 
effective, to achieve the organizational goals.

The present study had some limitations, 
because it was carried out only based on the 
data collected from the knowledge-based 
employees in Kurdistan Province, which led to 
have a small study sample. As a result, similar 
studies in other organizational, commercial, 
or industrial sectors need to be carried out in 
order to generalize the results. The newcomers 
to an organization are immediately faced with 
a socialization challenge. Decreasing fear and 
uncertainty and the new employees’ trust is an 
educational issue in the organization. Proper 
education of organizational socialization 
can lead to an increase in the employees’ 
emotional commitment and identification in 
any organization, and such an education 
needs to be carried out at the organization’s 
level regardless of the individuals’ primary 
background and personal conditions. 
Therefore, it should honestly be stated that 
the researcher in the present study have no 
reason to claim that the obtained results are 
unique to the country’s knowledge-based 
institutions. Although the study sample was 
small, the obtained results were all significant. 
However, further studies need to be conducted 
to compare the similarity of the coefficients and 
R2 values.



Comparing Organizational Socialization Techniques and Organizational Identification in Governmental and Private Knowledge-Based 
Organizations

128

Murray M. A. (1975), “Comparing Public and Private Man-
agement: An Exploratory Essay”. Public Adminis-
tration Review. 35, 364-371.

Olkkonen M, Lipponen J. (2006),” Relationships be-
tween Organizational Justice, Identification with 
Organization and Work Unit, and Group-Related 
Outcomes”. Org Beh Human Decision Proc. 100, 
202-215.

Perrot, S., Bauer, T.N., Abonneau, D., Campoy, E., Erdo-
gan, B., and Liden, R.C. (2014), “Organizational 
Socialization Tactics and Newcomer Adjustment: 
The Moderating Role Ofperceived Organization-
al Support”, Group and Organization Manage-
ment,39, 247-273.

Puusa A, Tulvanen U. (2006),”Organizational Identity and 
Trust”. Electronic Journal of Business Ethics and  
Organization Studies. 11, 24-111.

Rahmanseresht, H., and Symarasl , N., (2009), “ Ap-
proach Models of Knowledge Management and 
Knowledge Gaps in the Age of Technology”, 
Growth Technology, 5(20), 41-48 (in Persian).

RaziehDehghaniFirouzabadi, Leila Sekhavat, Maryam 
Javedani, (2010). The effect of ovarian cyst as-
piration on IVF treatment with GnRH, Arch Gy-
necolObstet (2010) 281:545–549. DOI 10.1007/
s00404-009-1195-9.

Reissner, S.C. (2010) “Change Meaning and Identity at 
the Workplace”. Journal of Organizational Change 
Management, 23, 287-299.

Riketta M. (2005), “Organizational Identification: A Met 
Analysis”. J VocatBehav, 66, 38-58.

Robbins, S. P. (2005). “Organizational behavior” .(Trans-
lator, Ali Parsaeian and MohamadEarabi). 10th 
Edition. Bureau of Cultural Research. (in Persian).

Rubenstein-Montano, B., Buchwalter J., Liebowitz J. 
(2001), “Knowledge Management: A U.S. Social 
Security Administration Case study”. Government 
Information Quarterly18, 223-253.

Saks, A. M. Uggerslev, K. L.andFassina, N. E. (2007). 
“Socialization Tactics and Newcomer Adjustment: 
A Meta-Analytic Review and Test of a Model”. 
Journal of Vocational Behavior. 70, 413-446.

Simosi, Maria. (2010). “The Role of Social Socialization 
Tactics in the Relationship between Socialization 
Content and Newcomers’ Affective Commitment”. 
Journal of Managerial Psychology. 2, 301-327.

Tangirala S, Green, SG, Ramanujam R. (200),”In the 
Shadow of the Boss’s Boss: Effects of Supervi-
sors’ Upward Exchange Relationships on Employ-
ees”. J Appl Psychol. 92, 309-320.

Thakor M, Joshi A. (2005), “Motivating Salesperson Cus-
tomer Orientation: Insights from the Job Charac-

Empirical Research of Chinese High-Tech Manu-
facturing Enterprises”, Nankai Business Review, 
International, 1, 166-179.

Gruman, J. A. Saks, A. M. and Zweig, D. I. (2006). “Or-
ganizational Socialization Tactics and Newcomer 
Proactive Behaviors: An Integrative Study”. Jour-
nal of Vocational Behavior. 69, 90-104.

Hee. H, and Baruch, Y. (2009) “Transforming Organiza-
tional Identity Under Institutional Change”. Journal 
of Organizational Change Management, 22, 575-
599.

Hongwei D. and Brown Andrew (2013). “Organizational 
Identity and Organizational Identification: A Re-
view of the Literature and Suggestions for Future”, 
Research Group and Organization Management, 
38, 3-35.

Jones, G. R. (1986). “Socialization Tactics, Self-Efficacy 
and Newcomers Adjustments to Organizatios”. 
Academy of Management Journal, 29, 262-279.

Kato, N. (2010), “Psychological Acculturation, Organiza-
tional Socialization and Organizational Commit-
ment: The Case of Japanese Brazilian Working in 
Japan”, PhD Dissertation, California State Univer-
sity.

Lee. Hung-Wen, (2013),”Locus of Control, Socialization, 
and Organizational Identification”, Management 
Decision, 51, 1047 - 1055.

Masood Yasemi, Mohammad Reza HafeziAhmadi, Hadi-
Peyman, Mohammad RasoolYasemi, JavaherKha-
javikhan, Karim Hemati. A 7-Years Retrospective 
Study of Gastrointestinal Cancers Incidence in the 
Western Iran. Journal of Clinical and Diagnostic 
Research. 2015 Jul, Vol-9(7): EC01-EC05. DOI: 
10.7860/JCDR/2015/12003.6144.

Michailova, S. and Wilson, H.I.M. (2008). “Small Firm In-
ternalization Through Experiential Learning: The 
Moderating Role of Socialization Tactics”. Journal 
of World Business. 43, 243-254.

MiladAzami, Mohammad HosseinYektaKooshali, Ramak-
Qavam, Mohammad Reza HafeziAhmadi, Samira-
misQavam. Heart Valves Prolapse in Population 
Referred to Heart Clinic in Ilam, West of Iran, Cres-
cent Journal of Medical and Biological Sciences, 
Vol. 4, No. 3, July 2017.

Miller, A. E. (2006). “Assessing His Relationship between 
Organizational Socialization Socialization Tactics 
and Culture in High Technology Organizations”. 
The University of Alabama in Huntsville.

MojganJavedani, HosseinAerab-Sheibani, YasamanMa-
dadi, (2015). Ladanyoonesi relationship between 
C-reactive protein and carotid artery intima media 
thickness in polycystic ovarian syndrome patients, 
ActaMedicaMediterranea, 2015, 31: 1393.



Comparing Organizational Socialization Techniques and Organizational Identification in Governmental and Private Knowledge-Based 
Organizations

129

teristics Model”, J Bus Res. 58, 5-37.
Van Maanen, J. and Schein, E. (1979). “Toward A Theory 

of Organizational Socialization”. In L.L.Cummings, 
& B. Staw (Eds). Research in Organizational Be-
havior1,. 209-264.

Wei H, M.T BJ., (2007), “Identity Studies: Multiple Per-
spectives and Implications for Corporate-Level 
Marketing”. European Journal of Marketing41, 
8-19.

Whetten DA, Mackey A., (2002), “A Social Actor Concep-

tion of Organizational Identity and its Implications 
for the Study of Organizational Reputation”. Busi-
ness and Society. 41, 393-414.

Wieseke J, Ahearne, M., Lam, SK, van Dick R., (2009), 
“The Role of Leaders in Internal Marketing”, Jour-
nal of Marketing, 73, 123-45.

Yao L.J., Kam. T.H.Y., Chan. S.H., (2007), “Knowledge 
Sharing in Asian Public Administration Sector: the 
Case of Hong Kong”. Journal of Enterprise Infor-
mation Management,20, 51-69.


