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ABSTRACT 

The organizational assimilation literature suggests 
that newcomers need several types of information    
from a variety of sources during the process of 
organizational entry.  It seems reasonable to assert that 
this claim is as true of newcomers in Asian-based 
organizations as it is of newcomers within organizations 
in the United States; however, assimilation research to 
date is dominated by an almost exclusively Western 
view.  The research reported in this paper seeks to 
bridge that gap by exploring assimilation within a 
company founded and located in Thailand.  Two 
hundred forty-seven newcomers from Bangkok Bank 
were surveyed to assess the perceived usefulness of 
seven types of information and four information  
sources which newcomers routinely utilize during 
organizational assimilation.  In general, the social 
information was seen as the most useful information, 
and both supervisors and co-workers are preferred in 
comparison to other sources, e.g., the media.  The 
results of this research are compared and contrasted 
with research conducted in Western organizations, 
providing new insight into the types and sources of 
information that newcomers obtain during organiza- 
tional assimilation. 
 

INTRODUCTION 
Every day, thousands of people begin new jobs or 

assume new organizational roles.  Spearheaded by the 
work of Frederick Jablin (see, for example, 1979a, 
1979b, 1981, 1987), the past twenty years have 
witnessed a growing interest in how these newcomers 
obtain the information needed to facilitate their 
assimilation into their new organizations and roles.  
Scholars argue that information acquisition is related 
to assimilation outcomes such as job satisfaction, 
commitment, and retention (Morrison, 1993a; Ostroff 
& Kozlowski, 1992).  Thus, the efforts of newcomers 
to reduce their uncertainty about their work 
environments are of obvious importance to their 
successful transition from outsider to organizational 
member. 

As a primary objective, this research sought to 
examine the types of information sought and sources 
of information employed by newcomers to a Thai 
organization and to compare those findings with 

patterns emerging from extent research conducted in 
Western (primarily U.S.) organizations.  Two guide 
posts were identified for the research.  First, the  
research sought to determine the extent to which 
newcomers within a Thai organization find each of     
the several categories of organizationally-relevant 
information to be useful.  And second, the research 
sought to identify the information sources that new- 
comers within a Thai organization perceive as providing 
different categories of information.   
 

Organizational Assimilation 
In brief, organizational assimilation consists of 

attempts by organizational agents to teach new 
employees, as well as the attempts of those employees   
to learn about the organization and their roles in that 
organization, thus becoming integrated into the 
organization (Jablin, 1982).  This process is typically 
viewed as taking place during the first weeks and 
months of a newcomer’s organizational experience.  
The process of assimilation occurs as employees 
become part of, or are absorbed into, the culture of      
an organization and is, perhaps, best known as 
organizational “role making” (Graen, 1976), or 
“learning the ropes” (Schein, 1986). 

Researchers have identified several types of 
information that employees both actively and 
passively obtain during the months following their 
entry into a new organization.  Technical information 
about how to execute required tasks (Comer, 1991; 
Morrison, 1993a, 1993b; Ostroff & Kozlowski, 
1992); referent information about what is required/ 
expected within one’s job role (Miller and Jablin, 
1991; Morrison, 1993a, 1993b; Ostroff & Kozlowski, 
1992); social information about other people and 
one’s relationships with those people (Comer, 1991; 
Miller and Jablin, 1991; Ostroff & Kozlowski, 1992); 
appraisal information about how others are evaluating 
one’s performance and behavior (Miller and Jablin, 
1991; Morrison, 1993a, 1993b); normative infor- 
mation about the organization’s culture (Chao, 
O’leary-Kelly, Wolf, Klein, and Gardner, 1994; 
Morrison, 1993a, 1993b); organizational information 
about the firm’s structure, procedures, products/ 
services, and performance, and political information 



focusing on the distribution of power within the 
organization (Chao, et al., 1994; Ostroff & Kozlowski, 
1992).  While newcomers might need or want infor- 
mation falling into each of these categories, that is not 
to claim that they are all valued equally.  Driving the 
information seeking process are expectations con- 
cerning how useful the information will be for actually 
reducing not only uncertainty but, also, anxiety 
(Berger, 1979).  Thus to fully understand newcomer 
information seeking, it is important to understand 
newcomer perceptions of the usefulness of various 
types of information. 
 

INFORMATION SOURCES 
The specific interest with this research is new- 

comer information seeking, which implies an act of 
inquiry on the part of the newcomer.  In fact, the hypo- 
theses that will be offered reference “approaching” 
others for information.  However, the discussion of 
sources of information needs to begin with an 
acknowledgement of the fact that newcomers not only 
receive information as the product of the questions 
they pose but through observation and “passive” 
receipt of information volunteered by others. 

Potential sources of information for newcomers 
include (1) official, downward, media-related mes- 
sages from management; (2) members of the new- 
comers’ role set (e.g. immediate supervisor, co-
workers, and subordinates); (3) other organizational 
members (e.g. secretaries, acquaintances in different 
department); (4) extra-organizational sources (e.g. 
clients, family members); and (5) impersonal sources 
such as manuals, reports, and memos (Greller & 
Herold, 1975; Herold & Parsons, 1985; Jablin, 1982, 
Tebol, 1992). The following hypotheses are offered: 

 
H1: Newcomers in a Thai organization will dis- 

tinguish among the various forms of information re- 
ceived in terms of the usefulness of that information.  
Specifically: 
 H1a: Job-focused information (Technical, 
referent, and appraisal) will be assessed as more 
useful than social, normative, organizational, and/or 
political information. 
 H1b: Social information will be assessed as 
more useful than normative, organizational, and 
political information. 
 

H2: Newcomers will distinguish among the indi- 
viduals they approach for information.  Specifically: 
 H2a: Newcomers will approach supervisors 
with respect to technical, referent, and appraisal 
information 

H2b: Newcomers will approach co-workers 
with respect to social and political information. 
 

METHODOLOGY 
The particular project, with its focus on 

employee perceptions of the process of assimilation, 

required access to a moderately large number of new 
or relatively new employees.  One option was to 
survey new employees across a wide range of 
organizations.  That option would clearly provide for 
a diversity in employee experiences and perspective.  
The second option that of using a case study 
approach by focusing data collection on employee 
experiences within a single organization was deemed 
preferable. 

After considering a variety of options, The 
Bangkok Bank (hereafter referred to as the Bank) 
was selected.  The Bank is the largest commercial 
bank not only in Thailand but in Southeast Asia also.  
The Bank has more than 450 domestic branches and 
more than 25,000 employees.  Of particular relevance 
to the purposes of this project is that the Bank 
conducts relatively standardized training programs 
with its employees twice a year.   

The researchers obtained a list of new employees 
from the Personnel Department of the Bank and 
identified 300 employees who had worked no more 
than 18 months in each department, a time period 
defined by the Bank as identifying “new” employees.  
The respondents for this research are all Thai nationals 
and were all considered permanent employees of the 
Bank.  The instrument contained 137 items plus a 
series of questions covering demographic information.  
The scales focused on information-seeking behavior, 
including types of information sought and sources of 
information, and an information adequacy scale. 
 
ANALYSIS 

A total of 247 useable questionnaires were 
returned for a response rate 82.5%. Most of the 
respondents are female (54.7%). A majority of the 
respondents were between 26 and 39 years of age 
(68.4%), had a monthly salary ranging from 10,001   
to 15,000 baht (95.1%).  Their modal education was    
a bachelor’s degree (95.1%).  Only 11 of the res- 
pondents had a master’s degree.  In terms of work 
experience, most of the respondents (61.1%) reported 
that they had worked for the Bank for 16 to 18 months. 

The scale data was analyzed using SPSS/ 
WINDOW 7.5.  In accordance with the nature of the 
hypotheses posed, a repeated measures analysis was 
conducted to examine hypotheses one and two; a 
single t-test was employed with hypotheses three.  
The acceptable significance level was set up at alpha 
= .05. 

Hypothesis One was partially supported.  Re- 
peated measures analyses revealed that newcomers 
do make significant distinctions with respect to the 
perceived usefulness of the various types of 
information that served as a focus for this study 
(F(4,243)= 24.127, p < .001) (see table 1).  The mean 
values of each variable indicated that social 
information was assessed as the most useful type of 
information (X = 4.2065), followed by job infor- 
mation (X = 4.1614), political information (X = 
4.0587), normative information (X = 3.8976), and 



organizational information (X = 3.8806).  Essentially 
social, job, and political information were evaluated 
by newcomers as highly useful, while normative and 
organizational information were rated as moderately 
useful (see table 2).   

Even though the mean suggested that newcomers 
find all type of information useful, repeated contrasts 
revealed that newcomers did find some forms of 
information to be significantly more useful than other 
forms of information.  Job (technical, referent, ap- 
praisal) information was evaluated as significantly 
more useful for newcomers than political information 
(F(1,246)= 7.114, p < .05).  Political information was 

evaluated as significantly more useful for newcomers 
than normative information (F(1,246)= 17.933, p < 
.001). Social and job information were equally useful 
(F(1,246)= 1.924, p > .05), while normative and 
organizational information were also found to be 
equally useful (F(1,246)= .340, p > .05).  Repeated 
contrasts found newcomers to assess social infor- 
mation as more useful than political information 
(F(1,246)= 11.803, p < .05),  and job information was 
also evaluated as significantly more useful for new- 
comers than normative information (F(1,246)= 63.961, 
p < .001) (see table 3). 

 
 
 
Table 1: Multivariate Tests for Types of Information  

Effect F Hypothesis df Error 
df 

Sig. Observed 
Power 

INFOT 
Pillai’s 
Trace 
Wilk’s 
Lamba 
Hoteeloing’s 
Trace 

 
 

24.127 
 

24.127 
 

24.127 

 
 

4.000 
 

4.000 
 

4.000 

 
 

243.000 
 

243.000 
 

243.000 

 
 

.000 
 

.000 
 

.000 

 
 

1.000 
 

1.000 
 

1.000 
Note: INFOT = Type of Information 
 
 
Table 2: Means for Types of Information 

Types of Information Mean Standard 
Deviation (SD) 

N 

Social 
Job 
Political 
Normative 
Organization 

4.2065 
4.1614 
4.0587 
3.8976 
3.8806 

.6780 

.5104 

.6170 

.6203 

.5180 

247 
247 
247 
247 
247 

 
 
Table 3: Tests of Within-Subjects Repeated Contrasts for Types of Information 

Source Transformed 
Variable 

df F Sig. Observed 
Power 

INFOT INFOT1 
INFOT2 
INFOT3 
INFOT4 
INFOT5 
INFOT6 

1 
1 
1 
1 
1 
1 

1.924 
7.114 

17.933 
.340 

11.803 
63.961 

.167 

.008 

.000 

.560 

.001 

.000 

.282 

.757 

.988 

.089 

.928 
       1.000 

Error 
(INFOT) 

INFOT1 
INFOT2 
INFOT3 
INFOT4 
INFOT5 
INFOT6 

246 
246 
246 
246 
246 
246 

   

Note: Transformed Variable Mean Differences of Usefulness between Two Types of Information 
INFOT1=Mean Difference of Usefulness between Social and Job Information 
INFOT2=Mean Difference of Usefulness between Job and Political Information 
INFOT3=Mean Difference of Usefulness between Political and Normative Information 
INFOT4=Mean Difference of Usefulness between Normative and Organizational Information 
INFOT5=Mean Difference of Usefulness between Social and Political Information 
INFOT6=Mean Difference of Usefulness between Job and Normative Information 



Hypothesis two was partially supported.  With 
respect to each of the types of information examined 
(technical, referent, appraisal, normative, social, 
organizational, and political), superiors and co-
workers were rated as being the most significant 
sources of information with outsiders perceived as 
more significant than the media. 

The multivariate analysis revealed that, with 
respect to technical information, newcomers draw 
significant distinctions among information sources 

(F(3,244)= 264.788, p < .001).  (see table 4) The 
repeated contrasts confirmed that superiors and      
co-workers were evaluated as playing an equal role 
in providing technical information to newcomers 
(F(1,246)= .738, p < .05).  Co-workers were approached 
more frequently than outsiders (F(1,246)= 408.558, p < 
.001).  Technical information was sought after less 
frequently from the media than from outsiders 
(F(1,246)= 18.222, p < .001) (see table 5) 

 
 
Table 4: Multivariate Tests for all Sources of Information  

Information 
Sources 

Effect F Hypoth. 
df 

Error 
df 

Sig. Observed Power 

INFOT 
INFOBAT 
INFOREF 
INFOAPP 
INFOSOC 
INFOORG 
INFOPOL 

Wilk’s Lambda 
Wilk’s Lambda 
Wilk’s Lambda 
Wilk’s Lambda 
Wilk’s Lambda 
Wilk’s Lambda 
Wilk’s Lambda 

264.788 
244.679 
307.249 
274.007 
232.129 
149.456 
151.710 

3.000 
3.000 
3.000 
3.000 
3.000 
3.000 
3.000 

244.000 
244.000 
244.000 
244.000 
244.000 
244.000 
244.000 

.000 

.000 

.000 

.000 

.000 

.000 

.000 

1.000 
1.000 
1.000 
1.000 
1.000 
1.000 
1.000 

 
 
Table 5: Tests of Within-Subjects Repeated Contrasts for Sources of Technical Information 

Source Transformed 
Variable 

df F Sig. Observed 
Power 

INFOWT *INFOWT1 
*INFOWT2 
*INFOWT3 

1 
1 
1 

.738 
      408.558 

18.222 
 

.391 

.008 

.000 
 

.137 
1.000 
.989 

Error 
(INFOWT) 

INFOWT1 
INFOWT2 
INFOWT3 

246 
246 
246 

   

Note: Transformed Variable Mean Difference of Approached Frequency from Two Information Sources 
(variable defined under table 11) 
 

 
With respect to the normative information, multi- 

variate repeated measures analysis revealed that 
newcomers reported significant differences in their 
information seeking behaviors (F(3,244)= 244.679, p < 
.001). (see table 4) The repeated contrasts indicated   
that superiors and co-workers were reported as playing  

 

 
 

somewhat equivalent roles as sources of normative 
information (F(1,246)= 3.535, p < .05).  With respect to 
other comparisons, superiors were reported as being 
approached more frequently than outsiders (F(1,246)= 
177.357, p < .001), as was the media (F(1,246)= 52.568, p 
< .001). (see table 6)  
 

 
Table 6: Tests of Within-Subjects Repeated Contrasts for Sources of Normative Information 

Source Transformed 
Variable 

df F Sig. Observed 
Power 

INFOBAT INFOBAT1 
INFOBAT2 
INFOBAT3 

1 
1 
1 
 

3.535 
177.357 
52.567 

 

.061 

.000 

.000 
 

.465 
1.000 
1.000 

Error 
(INFOBAT) 

INFOBAT1 
INFOBAT2 
INFOBAT3 

246 
246 
246 

   

Note: Transformed Variable Mean Difference of Approached Frequency from Two Information Sources 
(variable defined under table 11) 



In the case of referent information, again the 
multivariate repeated measures analysis revealed 
significant differences (F(3,244)= 307.249, p < .001).  
The repeated contrasts confirmed that co-workers are 
approached more frequently than superiors (F(1,246)= 

15.385, p < .001); superiors are reported as being 
approached more frequently than outsiders (F(1,246)= 
135.398, p < .001), while the media are thought to   
be approached less frequently than are outsiders 
(F(1,246)= 54.732, p < .001).  (see table 7) 

 
Table 7: Tests of Within-Subjects Repeated Contrasts for Sources of Referent Information 

Source Transformed 
Variable 

df F Sig. Observed 
Power 

INFOREF INFOREF1 
INFOREF2 
INFOREF3 

1 
1 
1 

15.385 
135.398 
54.732 

.000 

.000 

.000 

.974 
1.000 
1.000 

Error 
(INFOREF) 

INFOREF1 
INFOREF2 
INFOREF3 

246 
246 
246 

   

Note: Transformed Variable Mean Difference of Approached Frequency from Two Information Sources 
(variable defined under table 11) 

 

Moving to appraisal information, multivariate 
measures analysis revealed that newcomers reported 
significant differences in the extent to which they 
approached co-workers, superiors, outsiders, and the 
media for appraisal information (F(3,244)= 274.007,     
p < .001).  The repeated contrasts confirmed that 
newcomers perceived themselves as approaching co-

workers more often than superiors (F(1,246)= 17.963, p 
< .001); and, superiors are perceived as being 
approached more frequently than outsider (F(1,246)= 
141.405, p < .001).  Appraisal information from media 
is thought to be sought after less frequently than is 
information from outsiders (F(1,246)= 62.425, p < .001). 
(see table 8) 

 
Table 8: Tests of Within-Subjects Repeated Contrasts for Sources of Appraisal Information 

Source Transformed 
Variable 

df F Sig. Observed 
Power 

INFOAPP INFOAPP1 
INFOAPP2 
INFOAPP3 

1 
1 
1 

17.963 
141.405 
62.425 

.000 

.000 

.000 

.988 
1.000 
1.000 

Error 
(INFOAPP) 

INFOAPP1 
INFOAPP2 
INFOAPP3 

246 
246 
246 

   

Note: Transformed Variable Mean Difference of Approached Frequency from Two Information Sources 
(variable defined under table 11) 
 

As for social information, multivariate repeated 
measures analysis revealed that newcomers dis- 
tinguished in significant ways among their possible 
sources of social information (F(3,244)= 232.129, p < 
.001).  The repeated contrasts indicated that superiors 
and co-workers are perceived as playing an unequal 
role in providing social information to newcomers 

(F(1,246)= 49.919, p < .001).  Similarly, superiors are 
reported as being approached more frequently than 
outsiders (F(1,246)= 25.350, p < .001).  Social infor- 
mation from the media is thought to be sought after 
less frequently than is information from outsiders 
(F(1,246)= 242.893, p < .001). (see table 9) 

 
Table 9: Tests of Within-Subjects Repeated Contrasts for Sources of Social Information 

Source Transformed 
Variable 

df F Sig. Observed 
Power 

INFOSOC INFOSOC1 
INFOSOC2 
INFOSOC3 

1 
1 
1 

49.919 
25.350 

242.893 

.000 

.000 

.000 

1.000 
.999 
1.000 

Error 
(INFOSOC) 

INFOSOC1 
INFOSOC2 
INFOSOC3 

246 
246 
246 

   

Note: Transformed Variable Mean Difference of Approached Frequency from Two Information Sources 
(variable defined under table 11) 



Turning attention to organization information, 
multivariate repeated measures analysis revealed that 
newcomers reported significant differences in the 
extent to which they approach different sources of 
information (F(3,244)= 149.456, p < .001).  The repeated 
contrasts confirmed that co-workers are approached 
significantly more often than are superiors (F(1,246)= 

11.727, p < .001). Organizational information is 
reported as being sought less frequently from the 
media than from outsiders (F(1,246)= 39.802, p < .001).  
Organization information is reported as being sought 
after less frequently from the media than from 
outsiders (F(1,246)= 101.048, p < .001). (see table 10) 

 
 
Table 10: Tests of Within-Subjects Repeated Contrasts for Sources of Organizational Information 

Source Transformed 
Variable 

df F Sig. Observed 
Power 

INFOORG INFOORG1 
INFOORG2 
INFOORG3 

1 
1 
1 

11.727 
39.802 

101.048 

.001 

.000 

.000 

.927 
1.000 
1.000 

Error 
(INFOORG) 

INFOORG1 
INFOORG2 
INFOORG3 

246 
246 
246 

   

Note: Transformed Variable Mean Difference of Approached Frequency from Two Information Sources 
(variable defined under table 11) 

 
Finally, multivariate repeated measures analysis 

revealed that newcomers reported significant 
differences in the frequency with which they 
approach various sources for political information 
(F(3,244)= 151.710, p < .001).  The repeated contrasts 
confirmed that superiors and co-workers are 
perceived as playing an equal role in providing 

political information to newcomers (F(1,246)= 1.163, p 
< .05).  Superiors are reported as being approached 
more frequently than are outsiders (F(1,246)= 133.682, 
p < .001).  Political information from the media is 
reported as being sought after less frequently than is 
political information from outsiders (F(1,246)= 16.200, 
p < .001). (see table 11) 

 
 
Table 11: Tests of Within-Subjects Repeated Contrasts for Sources of Political Information 

Source Transformed 
Variable 

df F Sig. Observed 
Power 

INFOPOL INFOPOL1 
INFOPOL2 
INFOPOL3 

1 
1 
1 
 

1.163 
133.682 
16.220 

 

.282 

.000 

.000 
 

.189 
1.000 
.980 

Error 
(INFOPOL) 

INFOPOL1 
INFOPOL2 
INFOPOL3 

246 
246 
246 

   

Note: Transformed Variable Mean Difference of Approached Frequency from Two Information Sources 
   INFOT1, INFOBAT1, INFOREF1, INFOAPP1, INFOSOC1, INFOORG1, INFOPOL1 = Mean Difference of 

Approached Frequency between Co-workers and Superior 
   INFOT2, INFOBAT2, INFOREF2, INFOAPP2, INFOSOC2, INFOORG2, INFOPOL2 = Mean Difference of 

Approached Frequency between Superiors and Outsiders 
   INFOT3, INFOBAT3, INFOREF3, INFOAPP3, INFOSOC3, INFOORG3, INFOPOL3 = Mean Difference of 

Approached Frequency between Outsiders and Media 
 
CONCLUSION

This study focused on organizational newcomer 
information seeking in a Thai financial institution.  
The participants in this research consisted of 24 
employees from the Bangkok Bank, with data 
collection accomplished through the use of a written 
questionnaire.  This research attempted to examine the 
ways that newcomers respond to and use various types 
of information and information sources during the 
process of organizational assimilation. The research 
also attempted to examine newcomer assessments of 

the adequacy of the information made available to 
them via various sources. 

At this point, the first hypothesis predicted that 
newcomers would distinguish among the various 
forms of information received in terms of the 
usefulness of that information.  A corollary to this 
hypothesis predicted that job-focused information 
(technical, referent, and appraisal) would be assessed 
as more useful than social, normative, organizational, 
and political information. 



Hypothesis one was partially supported.  New- 
comers indicated finding all types of information 
useful but did, as predicted, vary in the extent to which 
they found each type of information useful.  Contrary 
to what was predicted, though, social information, 
rather than job information, received the most positive 
assessments.  This finding would seem to be in line 
with the collectivistic nature of Thai society and the 
significance of one’s social network within an 
organization. 

Interestingly, political knowledge has not been 
generally recognized in the assimilation literature.  
Yet the results of this research suggest that an 
important priority for Thai organizational newcomers 
is to learn about organizational politics.  Morrison 
(1993a, 1993b) argued that political information is 
the unexpected information that newcomers need to 
receive.  The results of this research indicate that 
newcomers with the Bank recognize the value of that 
unexpected information. 

Hypothesis two predicted that newcomers would 
distinguish among the individuals they approach for 
information.  A corollary to this hypothesis predicted 
that newcomers would prefer superiors when 
searching for job information.  A secondary corollary 
predicted that newcomers will prefer co-worker when 
in need of social and political information. 

Hypothesis two was partially supported.  Both 
superiors and co-workers were preferred in com- 
parison to outsiders and media sources for all types    
of information.  As predicted, newcomers expressed a 
preference for communicating with co-workers when 
seeking social information.  Co-workers were also 
preferred when the questions concerned referent, 
appraisal, and organizational information.  However, 
with respect to political information an equal pre- 
ference was expressed for communication with either 
co-workers or superiors. 

In the case of this research, the fact that 
newcomers nominated co-workers so frequently as 
sources of information might be attributable, at least  
in part, to the orientation program for newcomers 
conducted by the Bank.  During this program, 
newcomers have a chance to meet and talk with co-
workers as well as with superiors, thus establishing 
lines of communication with both groups.  Those lines 
of communication might have enabled the newcomers 
to establish a network of co-worker contacts early 
within the assimilation process.  The seniority system 
and acceptance/recognition of power distance in the 
Thai culture might also constrain newcomers from 
approaching their superior for information.  Add to 
that the arguments already voiced concerning the 
emphasis in co-worker networks that exist within 
collectivistic societies as well as the fact that co-
workers might be seen as more accessible than 
superiors, than even when questions are job related, 
co-workers emerge as a primary source for infor- 
mation. 

 

Even though newcomers have the option to 
access information through printed material and 
Internet, the newcomers participating in this research 
indicated that they tend not to rely on those sources. 
It is possible that written materials and mediated 
information sources, while, providing organizationally-
relevant information, are not devoted to the type of 
information referenced in the questionnaire used to 
gather data for this project.  A second possibility is 
that newcomers prefer personal sources of infor- 
mation to mediated sources when they find them- 
selves with questions in these areas.  A third 
possibility is that mediated sources are consulted   
just as frequently as are colleagues and superiors; 
however, as a mundane activity, the process if 
obtaining information from mediated sources is much 
less memorable than conversations with significant 
others and, thus, suffers from under-reporting. 

Clearly, future research could be focused on 
further refining our understanding of the organiza- 
tional assimilation process as that process unfolds in 
different organizational environments.  Future research 
might be addressed at identifying the nature and 
quality of the information that newcomers actually 
obtain from their information seeking efforts.  
Additionally, the perceptions of co-workers and 
superiors, as sources of information, could provide 
interesting points of comparison.  Specifically, co-
workers’/superiors’ perceptions of and motivations for 
serving as information sources for newcomers could 
be explored.  Among the questions that could be 
addressed are: What kinds of information do co-
workers/superiors try to impart? Are co-workers/ 
superiors aware of their impact on newcomers?  And, 
most importantly, what role does the information 
shared with newcomers by co-workers versus 
superiors play in the success of the newcomer? 
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