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Abstract
The objective of this paper is to develop the conceptual framework model that measures the relationship between socialization practices, anxiety and turnover among the expatriates. According to the previous studies, there were numerous discussions related to the role of socialization among the employees in reducing their turnover and anxiety towards the organization. However, little concentrations done on the studies focusing on expatriates’ turnover and anxiety. This research paper focuses on the measurement of socialization practices, in terms of orientation programs, training programs and job characteristics and its relationship towards anxiety and turnover among the expatriates in Malaysia. 
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INTRODUCTION
In rapid growth of international business among Malaysia and other country, it also leads to the increasing number of multinational company (MNCs) located here. MNCs would definitely send their employees for some ‘international assignments’ to ensure their business development are entirely in smooth process. International assignment would assist to enhance employees’ personality, skills and abilities. Those employees who also known as expatriates, have been assigned to perform their duties in the host country are expected to adapt themselves according to the host country organization’s culture. According to Aycan and Kanungo (1997), expatriates are actually those employees who have to work in other country for the international assignment and will finally have planned to return back from the host country. It is rather challenging for the MNCs to manage them in terms of providing the conducive environment and proper supervision in the workplace. Realizing the significance of socialization, MNCs are always urged to practice the right socialization techniques to warrant the expatriates executing their job appropriately thus reduced their anxiety and turnover. Socialization practices that bundled in organization specifically are orientation programs, training programs and job characteristics that consider quite important in managing expatriates. 

Organization constantly incurs high cost in order to ensure employees are provided with proper training and career development program. As agreed by Messmer (2000) and a reviewed done by Bidisha and Mukulesh (2013), orientation and training programs is one of the key factors to retain the employees in the organization, where it has direct affect to employees turnover and boost up employee’s satisfaction levels.  As reviewed by Connie et al., (2007), training programs would not only improve economic growth of the business, but also it enables the organization to retain the worth of their human capital investment. As cited by Vaneet and Santosh (2014) and agreed by many scholars, training program is included as part of organization practices. Numerous evidences on the effect of training programs towards the organizational outcomes also has been highlighted, nevertheless research on the effect to anxiety and turnover rate still need further attention.
	
Orientation programs or induction programs are correspondingly essential in the organization. As agreed by Holton (2001), the needs of orientation/ induction programs in the organization are intensifying as some employees leave their workplace as early as 7 months. This will cause the organization to acquire more expenses on retaining expertise within the organization, hiring new comers and managing the turnover rate. Organization’s induction program will also assist to align the new expatriates as collectively understand the organization’s expectation towards the business’s growth. With these practices in hands, it will give impact concerning expatriates’ anxiety level and turnover intention.

While training and orientation programs discussed as part of socialization practices to retain expatriates in the organization, organization has another point to be concerned as well, namely job characteristics. Job characteristics are crucial when the organization is facing with the changes in its structure. Any changes in the organization would certainly require some changes to the expatriate’s job characteristics so that they feel the empowerment and encouragement to involve more in organization’s growth hence lower their intention to leave (Mishra and Spreitzer, 1998; Vakola and Nikolaou, 2005).   

Many literatures emphasized and associated socialization practices with job performance, commitment and satisfaction. However, the correlation among socialization practices with expatriates’ anxiety and turnover not been discussed thoroughly especially in Malaysia. This paper is concerned with socialization practices and its relationship towards anxiety and turnover among expatriates in Malaysia. We proposed a research model that focused on the inevitability of orientation and training programs among the expatriates that would enable them to deal with anxiety and ultimately possibly will reduce the turnover rate in the organization. 

This research paper is constructed as follows; first we discuss the literature of socialization practices then it leads to the discussions of the relationship among the three concepts. In the next section, propositions and conceptual model are developed. Finally, we complete this research with the implication towards managerial and theoretical and followed by conclusion.

LITERATURE REVIEW
Socialization Practices 

Socialization is a process of learning of how a newcomer comes in from outside and integrates with the organization as an insider. Socialization tactics are practices implemented by Human Resource management (HRM) to ensure that there is a smooth facilitation of newcomers into the organization by reducing uncertainty and anxiety associated with joining a new organization and acquiring the necessary knowledge for task performance (Bauer et al., 1998; Cable and Parson, 2001). Socialization process of newcomers of employees has been addressed by many scholars. There has to be a proper management of socialization which is important to ensure that employees are well blended into the culture and practices in the organization. The gist of understanding socialization is basically to ensure that employees are well aware of the values, principles and framework required for them to collaborate with their colleagues and interact with external environment. 

There are two different perspectives in socializing a new comer which is called as socialization tactics and the second method used by newcomers is to put the practice in role taking (Jones 1986; Griffin et al., 2000). Ponte and Rizzi (2010) stated that the current researches have not addressed socialization as a dynamic and ongoing process and not something which comes to a halt after a certain time. It is important to acknowledge that socialization is an ongoing process to ensure that human resources recognize the changes in the environment and to ensure that newcomers experience a continuous socialization in reducing turnover.  Employees are continuously socializing, it evolves and keeps changing and has an effect on turnover intentions of employees. It is important for organization to address this because organizations change rapidly and the process of socialization needs to be adapted or changed according to the changes experienced by the organization (Ponte and Rizzi, 2010).  

Orientation Programs/ Induction Programs
Orientation is a special kind of training whereby employees learn about their new tasks, getting to know their colleagues and settling in to the new work environment, communication is a given a great deal of emphasis during orientation (Mestre et al., 1997). It was further elaborated by Mestre et al., 1997 that employees’ orientation is a process whereby employees are getting familiarized and adaptation to new environment can be rather challenging because the first few months’ employees will not learn anything and yet to be a high performer. The study done by Mestre et al., (1997) on a comparison of orientation culture between Japanese and Western concluded that the in the western culture of orientations do not place emphasis on lasting relationships and it is more of providing or disseminating information. It was also noted that employees level of stress and frustration can be greatly reduced with orientation programs, job satisfaction will be increased and so does productivity and commitment. Orientation should be viewed as an investment by organization because when it is successful it reaps great benefits for the organization. It should not be merely a process where information is just disseminated but it should be a process where it creates an impact and builds a lasting relationship between the newcomer and the organization to further discourage them to seek employment elsewhere almost immediately after they have joined the organization. The later adaptation of the newcomers should be more of a learning process whereby newcomers do their own informal learning about the organization and they should be more proactive in taking charge of their own learning process. This should be addressed as a component of socialization and categorized as formal learning and most definitely should represent as workplace learning (Filstad, 2011). Learning is the key element provided by staff induction programs and this is partly a socialization process. Staff induction and socialization works together because they help reproduce an employee or a newcomer to function effectively in the organization (Anderson – Gough et al., 2000). Organization continuously need their employees for sustainability and employees or newcomers need to reduce their complexity in understanding the organization and accelerate the process of fitting in and to contribute effectively to the organization as an integrated member of the organization (Bauer et al.,1998). Staff induction is a process whereby the newcomer is stimulated to learn about the organization to familiarize them with the rules and regulations and norms of the organization and dealing with a totally unfamiliar situation. It also involves the process of assimilation of values, norms and behaviors that is necessary for the new member to learn (Schein, 1988). When a new employee enters the organization they engage themselves with a cultural configuration which already exists. The engagement is tacit but it draws important consequences not only for the organization but also for the newcomer (Trawler and Knight, 1998). It is important to understand this because most academics hired recruited might be retiring soon and new recruits are much needed in private universities but nevertheless a badly planned induction program might actually encourage the newcomers to seek greener pasture elsewhere if they find their current environment is inhospitable (Trawler and Knight, 1998).

Training Programs
Training is often defined as ‘a set of planned activities on the part of an organization to increase job knowledge and skills or to modify the attitudes and social behavior of its members in ways consistent with the goals of the organization and requirements of the job’ (Landy, 1985). It provides systematic guidelines on knowledge, skills and expertise required by the individual to ensure that they perform the job effectively (Patrick, 2000). Training provides specific skills required by an employee to perform the job effectively and also to increase productivity (Chen, 2005). It has been well established that the contents of the training and acquired information through training has a strong consequence on employees’ behavior (Colquitt et al., 2000). It has been suggested by Ali et al., (2016) that investing in training emphasizes the importance of people to the organization which increases the value of relationship between the organization and employees. As a result, suggested by Ali et al., (2016) when employees feel the sense of importance and being valued by the organization this will decrease the chance of them leaving the organization. The findings suggested by Ali et al., (2016) is consistent with Owens (2006) where it was noted that trained employees have less thoughts about leaving the organization as they are more satisfied with training opportunities provided by the organization. Findings by Ali et al., (2016) emphasized the importance and the value of training towards employees’ attitudes and behavior which will ultimately have an influence on their intention to leave the organization. The importance of Human Resource practices in creating the appropriate platform for employees for career development is fulfilled with a well-structured training program encompassing details and directions required to achieve the organizational goals (Hassan et al., 2013). When HR fails in planning a systematic structure in training employees this is one the main reason why high performing employees leave the organization (Hassan et al., 2013). When industries are gearing towards globalization information is constantly changing and this requires a consistent update in training towards assisting employees to perform effectively with the latest technology and information (Anis et al., 2010). The importance of training and employee retention has also been highlighted by Villegas (2006) because when organizations are spending time investing in employees by providing them training this creates an impression among employees that they are valuable which will deter them from leaving the organization.

Job Characteristics

The Job Characteristics Theory (JCT) developed by Hackman and Oldham (1976, 1980) describes the relationship between job characteristics for instance like skill variety, task identity, task significance, autonomy and feedback and individual responses to work like how they are motivated, job satisfaction and work effectiveness. The dimensions described in this prompt experienced meaningfulness, experienced responsibility and knowledge of results leading to personal and work outcomes. This suggests that the job description prescribed in the job has a great deal of influence towards work outcome and one of them is turnover (Saks, 2006; Elanain, 2009). 

When job characteristics have been fueled in it will influence their psychological state to perform even better and provides a reason for them not to leave the organization (Piyali et al., 2015). The literatures above suggest that how an employee identifies themselves to the job in terms of challenge and meaningfulness has a tremendous impact on connecting themselves with the job and if at all the satisfaction has been established in terms of connection it will enhance the psychological satisfaction. In building the stable internal psychological satisfaction may not prompt them to leave the organization thus reducing turnover (Piyali et al., 2015; Hackman and Oldman, 1976). Job characteristics are a tool for an employee to achieve the ultimate goal of job satisfaction and meeting their needs at the workplace (Bontis and Serenko, 2007). It is important for managers to address the mechanism contained in job characteristics as a stimulating factor in ensuring employees meet their goals at work and will deter them from leaving (Mughal, 2015).

Expatriate Adjustment: Anxiety
Anxiety is one of common reported psychological problems among expatriates that are a feeling of unease, fear, worry and perceived threats (Storti, 1990). Expatriates, especially those who are new to the host cultures may have lack of predictability on local people’s response and unable to understand the local worldview and their lifestyle (Koltko-Rivera, 2004). Moreover, these expatriates may find themselves new to the organization and they have to adjust with work routines, handling interactions, and predicting responses from colleagues (Cable & Parsons, 2001). During the adjustment, the expatriates may feel the anxiety as they need to make sense of their environment and pay close attention to understand the people. Expatriates may be able to manage their anxiety level by understanding the host’s behaviors and attitudes (Cable & Parsons, 2001). Sufficient and effective communication has been suggested as important skills in helping psychological well-being of the expatriates (Gudykunst, 1998).



Socialization Outcome: Expatriate’s Turnover

Expatriates are expected to work in an unfamiliar environment than their home countries with different political, cultural and economic condition. Moreover, expatriates need to deal with job-related and personal problems once they start working at the host countries. One of common adaptation problems is to adjust culturally and it has impact negatively toward the expatriates’ careers and may increase turnover intention (Lee, Veasna & Wu, 2013). All problems associated with adjustments usually turn to stress and dissatisfaction and when accumulated will trigger the expatriates to think about to return to their home countries (Hassan & Hashim, 2011). Research in international HRM has proven that turnover rate of expatriates is high and it has increased the cost to the organizations (Hu, Wang & Farn, 2011). Turnover is a major problem for many organizations especially to jobs that requires high education level and high intensive on-the-job training (Hassan & Hashim, 2011). In order to encounter this high turnover rate, leaders are suggested to empower the expatriates and giving a meaningful enhancement to organizations’ socialization efforts (Harris et al., 2013). 

The reasons for turnover are somehow similar among the expatriates though it may vary to the individuals (Hu et al., 2011). Expatriates may evaluate the opportunity cost and then decide whether it is better to stay or leave the organization. The opportunity cost that is considered before making a decision to turnover may be weighted based on their perception on workload, organizational justice, pay equity, and empowerment at work (Ahuja, 2007; Hassan & Hashim, 2011). In addition, turnover will become the expatriates’ decision if they feel their sacrifice and contribution at the organization are more than the compensation given (Hu et al., 2011). However, given the increased interactions with the experienced members, expatriates would feel the belongliness or “linkage-embeddedness” within the social network and this is believed could inhibit their turnover (Maertz Jr., Hassan & Magnusson, 2009). Organizations have to empower their supports from leaders to the expatriates in fasten their learning of new role and become attached with the organization (Harris et al., 2013). The successfulness of adjustments and socialization could lower the expatriates’ intention to leave, increase their commitment and job performance (Korte, 2009). 

Relationship of Socialization Practices and Anxiety

Expatriates, especially those who are newcomers needed to interact and learn from experienced members (Cable & Parson, 2001) and develop a good socialization practices with the people at workplace to get emotional support, advice and help (Baker & Dutton, 2007). In a cross-cultural adjustment, human relationships between the newcomers and experienced members are important as a support mechanism. Early interactions with supportive members would accelerate the adjustment process of the expatriates especially in helping the expatriates during their setbacks and difficult times, and advising on positive outlooks of uncertainties at new workplace (Saks & Gruman, 2011). By practicing socialization at workplace or at home, expatriates could overcome their anxiety and pressure. The feeling of anxiety, pressure and stress are derived from culture shock, where the expatriates entered a new environment that is unfamiliar in terms of behaviors and cultures (Eschbach, Parker & Stoeberl, 2001). Thus, it is helpful with the presence of socialization practices at workplace in order for the expatriates to develop a sense of community and supportive environments that able to reduce their anxiety (Cable & Parson, 2001). Moreover, expatriates should be provided role models of experienced members to provide them encouragement and positive feedback during their international transition, especially to perform at their new roles and jobs. By building strong social relations, the expatriates are expected to adjust themselves faster and would therefore increase their performance (Rosenbusch, Cerny II & Earnest, 2015). Therefore, this paper advances the following hypothesis:

H: Socialization Practices are negatively related to Anxiety

Relationship between Socialization Practices and Expatriate’s Turnover

The major role of socialization is to integrate the newcomers with organization/facilitation dominant perspectives (Crow, 2006). The first perspective in understanding socialization is a top down view whereby organizations try to understand methods utilized to “socialize” newcomers. To further elaborate this views even though organization may use different socialization tactics, these have been categorized in two main classes which is institutionalized versus individualized socialization. Institutionalized socialization reflects a more structured and formalized socialization process whereby individualized tend to reflect a more ongoing natural tactics to manage the process (Ashforth & Black, 1996). Another set of studies was identified a bottom up view which looks at organizational socialization. The bottom up view addressed the socialization process as a proactive behavior by newcomers as they work and interact, they makes sense of the information that they receive (Ashford and Black, 1996). It was suggested by Taormina (2008) that socialization is a process where employees adapt to the culture of the organization a match has to be established between the needs of the employees and whether this needs are met by the organization culture which brings another different perspective on how socialization occurs in an organization. We can safely conclude from the statement derived by Taormina (2008) that if the needs are not being met by the employees it may give them a reason not to stay in the organization.  

In the HRM literature organizational socialization is recognized as a tool in integrating the newcomer to the organization efficiently and effectively once they are recruited (Antonacopoulou and Guttel, 2010) and failure to do so perhaps may contribute to the reason why they leave the organization. It is important that enough attention and details are to be given to the socialization practices in terms of ensuring employees blend well with the organization because failure to do can cost the organization in losing a valuable employee. 

Globalization has allowed and encourages the flow of expatriates into the country because of the expertise that they have to offer and many are assigned also for international assignments. Socialization practices also refers to how an expatriate adjusts successfully to the new environment in the host country and what they perceived and actually encountered can be different (Cable and Parsons, 2001). When socialization is not presented well to new comers the negative consequences faced by the organization decreases productivity and turnover (Bauer et al., 1998). Individuals at work make huge investments in being successful at work and when it is not successful there is a huge detrimental waste towards time. In order to avoid this organization should look into socialization practices which are being implemented so that newcomers experience is fruitful towards themselves and the organization (Bauer et al., 1998). It was highlighted in socialization literature by Bauer et al., (1998) among the four reasons stated that turnover is the effect of an unsuccessful socialization practices (Antonacopoulou and Guttel, 2010)

The three socialization practices which will be discussed in this paper is orientation programs, training programs and job characteristics which will be related to turnover. 


Relationship between Anxiety and Expatriate’s Turnover
Expatriates are facing a lot of new situations that challenge their skills and ability to adjust successfully. As more situations are needed to be paid attention, expatriates may face depletion of emotional and mental energy in meeting new job demands that forms stress and anxiety. Expatriates that unable to face adjustments’ difficulties with the right attitude may be impacted negatively on their performance at work (Rosenbusch et al., 2015). Some organizations do not have policies and procedures to prepare expatriates to adjust themselves in new environment (Nery-Kjerfve, Mclean, 2008) and makes the expatriates to be more exhausted psychologically and physically. They will then lose their enthusiasm at work accompanied by the feeling of anxiety and depression (Hu, 2011). Workforce always demands a certain level or job performance (Ali & Musah, 2012) and if the expatriates failed to meet the target may lead them to leave their job. Therefore, this paper advances the following hypothesis:
H: Anxiety is positively related to expatriate’s Turnover.



CONCEPTUAL FRAMEWORK

Figure 1: Proposed Conceptual Framework
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OP = Orientation Programs
TP = Training Programs
JC = Job Characteristics
SP = Socialization Practices
AX = Anxiety
TO = Turnover

Based on the literature discussions above, we propose the following conceptual model which demonstrates the relationships between socialization practices, anxiety and turnover among expatriates, which explains proper socialization practices among expatriates help to reduce their anxiety and turnover in organization. The conceptual model is presented in Figure 1. 

THEORETICAL IMPLICATION

From a theoretical point of view, this research paper has emphasized on several elements of human resource practices, namely training and orientation. The review added up to the existing literature that mostly focused and associated socialization practices with organizational outcomes. Nevertheless, this study elaborating the connection of socialization practices with turnover rate and anxiety level where it concluded that, the most appropriate practices in the organization will lead to the understanding of the business success. Hence, future research should consider other factors of socialization practices to expand the literature.

Another essential contribution from this study is, it has highlighted on the theory developed by Hackman and Oldham’s- job characteristics theory. As supported by numerous studies done previously, it is important for the expatriates to feel secure in their working environment when they have clear view and guidelines about their job scope and responsibilities and this is also crucial as to fulfill the necessities of expatriates (Arnold and Boshoff, 2002). This will boost up their motivation level in the workplace and their intention to stay.

MANAGERIAL IMPLICATION
In order to maintain the expatriates’ intention to stay, the organization has to ensure that they have lower percentage of turnover rate. Well-structured and more formalized training programs could be adopted by the organization. This paper summonses human resources practitioners to conduct proper intensive induction course and orientation programs as to enhance the level of understanding of expatriates in the host countries, specifically to understand the organizational culture. It will also assist in reducing their level of anxiety and directly their intention to leave the organization. Another crucial point for the management to emphasize is expatriates should be provided with clear directions and information regarding their job descriptions. Accordingly, this practice will allow expatriates to have better understanding about their responsibilities towards the organization, where eventually will lead to high performance demonstrate by them. Lastly, the management of the organization should realize that it needs a bundle of socialization practices to deal with turnover and anxiety among the expatriates. This particular study supposed would be able to close the gap between the expatriate’s norm culture and the host country’s culture. 

CONCLUSION
In conclusion, this research paper helps further understanding on the influence of socialization practices towards the expatriate’s turnover and anxiety issue. Organization should provide systematic and well-organized training programs, induction programs and job characteristics to ensure the expatriate able to blend well with the organization’s culture. Expatriates should feel familiar with the support they received within their surroundings to warrant lower anxiety level. This will enhance their job effectiveness and satisfaction, which will support the number of them to remain stay in the organization. This paper also has emphasized on a model to suggest the connection between socialization practices, turnover and anxiety level among the expatriates whenever they perform their duty in the host country. We comprehend that, when organization able to implement a well-structured socialization practices, it will lead to lessen the anxiety level and turnover rate among expatriates in the organization.
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