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Purpose: Based on the Social Information Processing Theory, a cross-level model was conducted to analyze the influence of new
employees’ organizational socialization on team innovation performance via the mediating effect of employee voice behavior and the
moderating effect of servant leadership.
Methods: Survey data were collected from 352 new employees and 88 leaders at two stages in major Chinese innovation companies.
Samples were involved technology and development, production and operation, marketing and sales, and functional management
departments. The software Mplus 7.0 and AMOS 22.0 were used to test the hypotheses.
Results: The cross-level results indicated that organizational socialization directly enhances new employee voice behavior and,
accordingly, promotes team innovation performance. Additionally, servant leadership plays a moderating role between organizational
socialization and prohibitive voice behavior but has no moderating effect on the relationship between organizational socialization and
promotive voice behavior.
Conclusion: The results enrich the research on the influencing mechanism of organizational socialization on team innovation
performance and provide a theoretical basis and practical guidance for innovation enterprise leaders on how to promote team
innovation performance.
Keywords: new employees, organizational socialization, employee voice behavior, servant leadership, team innovation performance,
cross-level model

Introduction
With rising labor mobility, the psychology, attitudes, and behaviors of new employees, as important human capital, have
drawn much attention in organizational development.1 Undoubtedly, new employees, including both fresh graduates and
those who experience career changes, might face problems such as uncertainty in the organizational environment, team
adaptability, or expectation deviations.2 At this stage, organizational socialization tactics such as organizational norm
learning, organizational culture exposure, or job skill training are essential for new employees to adapt to new jobs, and
learn to take on new roles in the organization.3,4 Organizational socialization is a vital process for facilitating individuals
to enhance their understandings of organizational goals, behavioral norms, and responsibilities as well as to become
insiders of the organization through providing new employees with learning opportunities.5 It has attracted extensive
attention from scholars as a key source of the competitive advantages of organization.6

Current studies related to organizational socialization focus more on the levels of individual and organization-individual
interaction.7 At the individual level, studies show that organizational socialization has positive effects on individuals’
attitudes, cognition and behaviors.8–10 When individuals perceive various strategies implemented by the organization, they
can generate greater organizational identification,11 thus improving their job involvement and satisfaction.12,13 These will
further promote positive behaviors of employees, such as organizational citizenship behavior, knowledge sharing behavior,
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and information search behavior.14,15 Moreover, scholars have also found that organizational socialization has a significant
negative relationship with individual turnover intention,16 which motivates employees’ work initiative17 and contributes to the
improvement of individual and organizational performance.18–20 Regarding the level of organization-individual interaction,
Kim et al and Xu et al proposed that organizational socialization could enhance the person-organization fit of new
employees.21,22 Yang et al revealed that employees who constantly adapt to organizational roles, the environment and culture
in the socialization process would significantly enhance the trust between organizational members, increasing an individual’s
knowledge sharing behavior and innovation performance.23 Evidently, most scholars focus on the influence of new employ-
ees’ socialization on individual or organizational innovations.24 However, the impact of socialization tactics on team behavior
has rarely been studied. With the advent of a new round of technological and industrial revolution, enterprises have engaged in
innovative activities with the team as a basic organizational form.25 As a result, the study of team innovation has become
a major focus in the industrial and academic fields. Scholars such as Deng (2019) have studied the mechanism of various
antecedent variables and team innovation from the perspectives of the external environment, team culture, and leadership style
in accordance with the Social Exchange Theory.26–28 In that case, will team innovation performance be improved by
strengthening new employees’ innovative behaviors in the organizational socialization process?

To answer this question, this study investigated the relationship between organizational socialization and team
innovation performance based on the Social Information Processing Theory first proposed by Maanen and Schein.29

They posited that the work attitudes and motivations of an employee are the results of the influence of the social
environment and previous choices rather than a process of rational decision-making.30 Individuals adjust their work
attitudes and behaviors based on self-perception and motivation formed by information that is acquired from the work
environment. New employees can identify attitudes and behaviors that are accepted by the organization through
various continuously processing tactics.31 Moreover, after interpreting and analyzing the socialization tactics, new
employees will focus on specific tactics and amplify the significance of this socialized information to their current
state and future career development. Hence, they will pay more attention to those behaviors corresponding to the
specific socialized information. Previous studies have shown that organizational socialization tactics can help new
employees attain more organizational resources, such as normative organizational learning, organizational culture
adaptation, and job skill training.6 New employees can assimilate into the organization quickly by processing those
organizational resources, acquiring a sense of recognition and establishing extensive social connections with team
members. All of these contribute to creating an environment for team innovation.32 In addition, the influence of
organizational socialization on employee voice behavior is exactly the prerequisite and guarantee for employee
innovation, which also has a direct impact on team innovation performance. Therefore, this study argues that new
employees who interpret and process organizational socialization tactics and establish a strong social network with
the team can enhance their voice behavior, thus improve team innovation performance. In addition, the Social
Information Processing Theory is also one of the important theoretical bases of leadership behavior research.28

Leadership is a process in which the leader aims to influence subordinates through a series of personalized behaviors
using the leadership activity process as a carrier, the pursuit of leadership effectiveness as an objective, and
leadership behavior as the main form.33,34 Therefore, as the principal receiver of voice behavior, servant leadership
can directly affect the employee’s assessment of risks and profits of voice behavior.35

In sum, this study attempts to make three major contributions. First, this study examines the relationship between
organizational socialization tactics and team innovation performance based on Social Information Processing Theory,
which enriches the research on organizational socialization and team innovation performance. Second, this study
estimates the cross-level mediating effect between organizational socialization and team innovation performance,
which helps people better understand the relationship between these factors. Third, the study uses servant leadership
as the moderating variable between organizational socialization and employee voice behavior, which expands the
application scope of servant leadership in innovative enterprises. Therefore, this study provides further guidance on
new employees’ organizational socialization and team innovation performance.
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Theory and Hypotheses
Organizational Socialization and Team Innovation Performance
Organizational socialization, which was proposed by Maanen and Schein, mainly refers to the process of new employees
becoming insiders from outsiders of the organization.29 It is a process in which individuals acquire attitudes, behaviors, and
knowledge before becoming members of an organization, and a process of developing roles and their social identities.
Studies have confirmed the leading role of organizational socialization, suggesting that it is conducive to promoting new
employees to continuously become familiar with organizational culture, recognize organizational values, adapt to organi-
zational goals, and comply with the behavioral norms of the organization.36,37 According to Jones, organizational
socialization is a range of management systems that facilitate new employees’ integration into the organization, which is
divided into situational tactics, content tactics, and social tactics.38 They are associated with the background of strategy
implementation, the information provided, and the content of interpersonal communication in the socialization process.
Moreover, organizational socialization emphasizes the interaction between new employees and the organization. In other
words, new employees shall proactively integrate themselves into the organization by learning the enterprise system and
adapting to the team role.39

Innovation performance is the main indicator for evaluating the implementation effect of organizational socialization,
which has drawn wide attention from scholars in the contextual study of socialization, and a consistent conclusion has
been reached.40 This study proposes that team innovation performance can be effectively enhanced by organizational
socialization. In fact, team innovation performance is not a simple summary of team members’ innovation performance,
but is gradually manifested by team members in the process of interaction between the environment, individual and
society. According to the Social Information Processing Theory, individuals will input, encode and store organizational
information. Then, they adjust their behaviors according to the organizational context, and continuously interact in
a specific external environment and cultural background before taking corresponding actions.41,42 While receiving
socialization strategies and positive interaction, new employees can establish benign interpersonal interactions with
team members and gradually become team members by weakening interpersonal communication barriers.30 This means
that the higher the organizational socialization of new employees, the greater the employees’ awareness of the identity of
a team member. Other individuals on the team are observers of employee behavior performance. When others are
present, they aim to arouse employees’ competitive instincts.43 In addition, new employees expect to acquire positive
feedback from team members.44 Therefore, they will enhance internal motivation, stimulate their innovative abilities, and
contribute to improving team innovation performance. According to previous research findings, when new employees
join a team, those with high organizational socialization will develop strong social network relationships and provide
favorable conditions for fusing innovative ideas and knowledge between members.45 This kind of interactive commu-
nication allows team members to address problems using extensive perspectives, skills, and information, and to propose
better solutions for enhancing team innovation performance.46,47 Besides, situational tactics and content tactics are
suitable for new employees to adapt to the dynamic organizational environment, which can help them recognize the
organizational values. At the same time, new employees will have a higher level of identification with the organization.39

The matching and identification of employees with organizational values are significant factors affecting individuals’
innovation behaviors.7,48 Since the team is a symbol of the organization’s identity, new employees’ belonging and
identification of the organization are associated with the belonging and identification of the team. New employees’
innovative behaviors will ultimately improve team innovation performance. Thus, we propose the following hypothesis:

H1. Organizational socialization of new employees is positively related to team innovation performance.

Mediating Effect of Employee Voice Behavior
Voice behavior is an employee’s conduct of promoting organizational innovation and adapting to a dynamic organizational
environment by expressing constructive opinions, concerns or ideas.49 Liang et al divided voice behavior into promotive
voice behavior and prohibitive voice behavior according to the voice content.50 Promotive voice behavior refers to the
behavior of proposing innovative ideas and solutions for teams or organizations. Prohibitive voice behavior refers to
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employees’ concerns about potential disadvantages of the organization. Although voice behavior is obviously beneficial to
the development of organization, it is a deliberate process for employees who consider both positive and negative
consequences.51 Employees’ choice of withholding or sharing ideas is affected by various factors, such as concerns about
negative performance evaluation or their own reputation. Thus, employees need to evaluate whether the organizational
environment contributes to improving the effectiveness of voice behaviors before making behavioral decisions. This means
that the organizational environment has a significant impact on the frequency of employees’ voice behaviors.52

Organizational socialization, consisting of organizational culture, organizational climate, and work team norms, is an
interactive process between new employees and the organization. It has a significant impact on new employees’ voice
behavior because it is a stage for them to adjust and adapt to the new workplace and form a preliminary understanding of
the organization.53 Based on Social Information Processing Theory, new employees will gradually identify and inter-
nalize organizational norms and culture after processing various organizational socialization tactics and accomplishing
role transitions from outsiders to insiders. Employees with a high level of organizational socialization tend to keep their
personal interests in line with organizational interests.54 When organizational interests are damaged, those who identify
with the organization are inclined to protect organizational interests. When the organization encounters problems, those
who identify with the organization are more willing to offer constructive ideas.55 Organizational socialization contributes
to raising the organizational identity perceived by new employees and lowering their risk assessments of voice
behavior.56 This can also increase the possibility of new employees solving problems, thereby promoting their voice
behaviors. Meanwhile, effective organizational socialization can also enable new employees to readjust their expectations
to balance themselves with reality and promote job satisfaction. Those who are more satisfied with the organization or
team are more interested in offering constructive suggestions to promote organizational development.57,58 Moreover,
activities related to the enhancement of employees’ innovation ability in the process of organizational socialization can
help employees to improve their innovation capability and increase their innovation willingness, which plays a positive
role in promotive voice behavior.59 Thus, we propose that,

H2. Organizational socialization of new employees is related to employee voice behavior.

H2a. Organizational socialization of new employees is positively related to promotive voice behavior.

H2b. Organizational socialization of new employees is positively related to prohibitive voice behavior.

In today’s complicated and volatile work environments, team innovation requires more contributions not only from
team leaders but also from employees involved in daily operations. Voice behavior is one of the critical paths for
employees to promote team innovation.60 According to the different definitions of promotive and prohibitive voice
behavior, this study investigates how these two different voice behaviors affect team innovation performance.

Promotive voice behavior focuses on the ideal state of the team in the future by proposing innovative solutions and
suggestions, which can positively affect team learning and creativity and improve team innovation performance.61–63

This influence mechanism includes three aspects. First, promotive voice behavior, in general, puts forward innovative
approaches for perfecting the work process and enhancing the team climate. This not only improves teamwork efficiency
but also promotes the creation of an innovative atmosphere and increases the possibility of team innovative behavior.64

Next, the knowledge, perspectives and experiences shared by employees, as well as new ideas generated in the process of
their work, expose other team members to a diverse information environment. This will promote the possibility of team
learning and cross-border behavior, which will have a positive impact on team innovation performance.65,66 Third,
leaders will give more support to employees who develop innovative and forward-looking ideas. By doing so, positive
interaction can be formed between employees and leaders, not only enhancing employee self-efficacy and team trust but
also promoting employee innovation and resource sharing, and ultimately, increasing team innovation performance.67,68

The relationship between prohibitive voice behavior and team innovation performance includes the following four
aspects. First, various new problems will emerge from the traditional context in the innovation process.69 In this case,
prohibitive voice behavior is a good way for the team to identify harmful internal factors, promote the solution of
problems and reduce the risk of failure, to enhance team innovation performance.70,71 Second, the key to prohibitive
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voice behavior lies in uncovering negative situations. Namely, prohibitive voice behavior is a channel available for
employees to release their complaints, facilitating employees in maintaining a positive working state.72 Such a state is
more beneficial to producing innovative ideas and behaviors, and better elevating team innovation performance. Third,
Liang et al believe that employees propose the prohibitive voice behavior is based on psychological factors such as safety
and discretion. Employees tend to adopt prudent strategies in their work and consciously avoid factors that may cause
losses and failures.50 Moreover, employee performance and team performance can be improved since adopting a prudent
strategy can increase work accuracy and lower the possibility of making mistakes. Finally, team leaders can make
a correct decision in the face of possible problems in team innovation based on the information they obtained from the
employees. Even in some cases, prohibitive voice behavior is more effective than promotive voice behavior, since the
prohibitive voice can easily point out problems in the organization. Obviously, prohibitive voice behavior is more “cost-
effective” from the cost-benefit perspective. Thus, we propose that,

H3. Employee voice behavior mediates the relationship between organizational socialization and team innovation
performance.

H3a. Promotive voice behavior mediates the relationship between organizational socialization and team innovation
performance.

H3b. Prohibitive voice behavior mediates the relationship between organizational socialization and team innovation
performance.

Moderating Effect of Servant Leadership
Servant leadership is a leadership style that priorities subordinates’ future development and personal needs and that
always puts the interests of the organization and employees first.73 Those leaders communicate and interact with
employees in a timely manner, trust and respect employees, and focus on individual initiative; they also engage in
teamwork in an attempt to achieve organizational goals in a friendly and harmonious working environment. Servant
leadership provides organizational supports to subordinates by means of serving others, positive dedication and reason-
able authorization, so that they can positively interact with employees. Furthermore, they have a positive impact on
employee performance by motivating employees to engage in positive behaviors such as innovative behaviors, voice
behaviors, and organizational citizenship behavior.

Referring to the Social Information Processing Theory, Lu et al found that servant leadership influences the superficial
and deep behaviors of subordinates.74 Leaders in the workplace are role models imbued with complex information and
social cues, who are crucial for guiding employees to perceive the environment according to their ways of doing things
and leadership styles.75 Servant leadership is typically characterized by modesty, sincerity, interpersonal acceptance, and
authorization.73 Leaders with these characteristics can easily generate high-quality relationships with employees, create
a relaxed and pleasing working atmosphere in the organization, and convey an inclusive leadership model to employees.
In addition, individuals are provided with greater autonomy and tend to work hard to identify and address problems as
well as contribute ideas to the team.76 Meanwhile, servant leaders who are approachable and open-minded are more
likely to create an environment filled with trust as well as a variety of formal and informal voice environments. In this
way, employees are immersed in a secured work environment under the synergy of organizational socialization, allowing
them to hold a positive attitude towards the efficiency and safety of voice behavior.77 Furthermore, servant leadership can
provide effective listening with considerations in new employees of various backgrounds, strengths, and interests, which
can lead to a harmonious interpersonal atmosphere, thereby effectively improving employee satisfaction with the team.
Those with high satisfaction are more willing and more likely to propose constructive suggestions for team
development.78 The study found that new employees will be willing to take risks, and to be sensitive to the positive
characteristics of the environment under a high level of servant leadership with an active and open attitude. Employees
will initiatively respond to leadership with a sincere attitude and achieve their ideal goals and conditions by adopting
proactive strategies and increasing voice behavior in a harmonious and friendly working atmosphere. Thus, we propose
that,
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H4. Servant leadership moderates the relationship between organizational socialization and employee voice behavior.

H4a. Servant leadership moderates the relationship between organizational socialization and promotive voice behavior.

H4b. Servant leadership moderates the relationship between organizational socialization and prohibitive voice behavior.

The theoretical model is shown in Figure 1.

Methods
Data Collection and Sample Description
The samples were collected from 8 innovation enterprises in China, involved in new energy, new materials, information
technology and other innovation enterprises. Before conducting the survey, we obtained formal approval from the Ethics
Committee for Research at the School of Economics and Management, Beijing Information Science and Technology
University. In this study, no vulnerable populations were involved. In addition, our researchers and the HR directors of
the enterprise introduced the survey and informed the participants of the study’s aim, duration, and how to obtain
information on the results. Those who agreed to participate in this study signed an informed consent form. Responses
were kept completely confidential, to the extent permitted by law. This study was performed in accordance with the
principles stated in the Declaration of Helsinki.

Through the above series of statements, 94 innovation teams and new employees with an average tenure of fewer than
6 months were invited to participate in the data collection process. To avoid Common Methods Bias, the sample data
were collected from new employees and their leaders in two periods.79 At Time T1, 442 questionnaires were sent to new
employees to measure their demographic information and the perception of organizational socialization. Then, 413
questionnaires (93.4%) consisting of 94 teams were returned. Three months later (Time T2), the 413 new employees
reported their voice behavior, and 94 team leaders reported their servant leadership and team innovation performance.
A total of 378 employee questionnaires and 91 leader questionnaires were collected. After invalid questionnaires with
a deletion rate over 10% and a repetition rate over 90% were eliminated, 352 questionnaires (consisting of 88 teams)
were returned, with recovery rates of 85.2% and 93.6%, respectively.

Among the 88 team samples, in terms of team leaders, 73.6% were male and 26.4% were female. In addition, 24.2%
had college degrees, 54.9% had bachelor’s degrees and 20.9% had master’s degrees or above. In terms of new
employees, 60.2% were male, 39.8% were female, 17.3% had junior college degrees, 47.7% had bachelor’s degrees,
and 35.0% had master’s degree or above.

Measures
All variables in this study were measured from mature scales published in top journals. To ensure the reliability and
validity of the scale, the back-translation method was adopted by researchers and Ph. D. students. All variables were
measured using a Likert 5-point scale.

Figure 1 Theoretical model.
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Organizational Socialization
At time T1, we assessed organizational socialization using Jones’ scale (1983) with three dimensions.38 The scale
includes situational tactics (4 items), content tactics (4 items) and social tactics (4 items), which are reported by new
employees. Sample items of situational tactics items such as “Some experienced colleagues will try their best to help me
adapt to the new working environment”. The Cronbach’s α for situational tactics, content tactics and social tactics were
0.845, 0.892, and 0.896, respectively.

Employee Voice Behavior
At time T2, voice behavior was assessed with a two-dimensional scale developed by Liang et al, which is suitable for the
Chinese context. The scale includes promotive voice behaviors (5 items) and prohibitive voice behaviors (5 items), which
are reported by new employees.50 Sample items of promotive voice behaviors items such as “I actively propose new
projects that will benefit our organization”, and prohibitive voice behaviors items such as “I dare to voice out opinions
that might affect efficiency in the organization, even if that would embarrass others”. The Cronbach’s α for promotive
voice and prohibitive voice were 0.899 and 0.875, respectively.

Servant Leadership
At time T2, this scale was developed by Liden’s 7-items scale, which is reported by the team leader.80 For example, “I
give my subordinates freedom to deal with difficult problems in the best way they think”. The Cronbach’s α for this scale
was 0.701.

Team Innovation Performance
At time T2, this scale was measured with Janssen’s 9-items scale (2000).81 Team innovation performance is evaluated by
the team leader. A sample item is “The team solves problems from a new perspective”. In this study, team innovation
performance also showed good reliability with a Cronbach’s α of 0.897.

Controlling Variables
Due to the similar entry time and position of new employees, only employee gender and education were selected as control
variables. In addition, the gender and education level of the leader were also taken as control variables at the team level.

Data Analysis
In this study, we used Mplus 7.0 and AMOS 22.0 for data analysis and hypothesis testing. First, a descriptive statistical
method was used to analyze the basic demographic characteristics of the sample, and the Pearson correlation coefficient
was used to examine the relationship between all variables. Second, two sets of Confirmatory Factor Analysis were
performed to verify the validity of our measurement model at the individual level and team level. Then, we aggregate
individual perceived situational tactics, content tactics and social tactics to the team level, and verify the convergent
validity of organizational socialization. Finally, to test the hypothesized cross-level model, the Hayes multiple mediation
method (bootstrap analysis=5000 times) was constructed.82 In addition, a Simple Slope test proposed by Aiken et al was
conducted to analyze the effect of moderating variables at different levels (Mean±Standard deviations).83 All the data
were analyzed with a significant level of p<0.05.

Results Analysis
Descriptive Analysis and Reliability Analysis
The means, standard deviations (SDs), correlation coefficients and reliability test values of all variables in this study are
shown in Table 1. The results show that all the Cronbach’s α values (on the diagonal) are above 0.7, indicating that each
variable has good internal consistency. In the correlation analysis, situational tactics, content tactics and social tactics are
significantly positively correlated with promotive voice behavior (r=0.560, 0579, 0.630; p<0.01) and prohibitive voice
behavior (r=0.542, 0.540, 0.603; p<0.01), respectively. They are also significantly positively correlated with team
innovation performance (r=0.190, 0.247, 0.235; p<0.01). These results provide preliminary evidence to support our
hypotheses in this study.
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Measurement Model
Two sets of Confirmatory Factor Analyses (CFA) with AMOS 22.0 were conducted to test the validity of the individual-
level scales and the team-level scales. At the individual level, we first estimated the proposed model with all latent
variables (organizational socialization, promotive voice behavior, prohibitive voice behavior) into a model. The three-
factor model had a good fit (X2/df =2.03, p<0.001, GFI=0.95, CFI=0.98, NFI=0.97, RMSEA=0.06). All the factor
loadings were above the suggested threshold of 0.50 and were significant at the p <0.001 level. This result suggested that
the scales had acceptable internal validity. Next, a two-factor model (combining promotive voice behavior and
prohibitive voice behavior) was created to assess the distinctiveness of organizational socialization (X2/df =3.45,
p<0.001, GFI=0.89, CFI=0.92, NFI=0.93, RMSEA=0.10). And one-factor model was also tested to estimate the
discriminant validity (X2/df =5.51, p<0.001, GFI=0.86, CFI=0.91, NFI=0.90, RMSEA=0.13). At the team level, the
CFA results indicated that the proposed model with two latent variables (servant leadership, team innovation perfor-
mance) had a better fit (X2/df =2.53, p<0.001, GFI=0.89, CFI=0.92, NFI=0.86, RMSEA=0.07) than the one-factor model
(X2/df =5.92, p<0.001, GFI=0.71, CFI=0.72, NFI=0.77, RMSEA=0.14). The results demonstrated that the model fit of the
alternative models was poorer than that of the proposed factor model.

Convergent Validity
Since the organizational socialization variable was collected at the individual level, we need to aggregate situational
tactics, content tactics and social tactics to the team level. The reliability of the ICC(1), ICC(2) and Rwg were calculated
to test group variability and homogeneity. As seen from Table 2, the values of ICC(1), ICC(2) and Rwg of situational
tactics, content tactics and social tactics were all greater than 0.7, 0.12 and 0.5, respectively. Therefore, situational tactics,
content tactics and social tactics meet the aggregation criteria and can be analyzed at the team level.

Tests of Hypotheses
In this study, cross-level structural equation models were developed using Mplus 7.0 to calculate the within-group effects
and between-group effects. The Hayes multiple mediation method (bootstrap analysis=5000 times) was used to test the
hypothesis.82 The results are shown in Table 3. In Model 1, after controlling for gender and education level of employees

Table 1 Results of Descriptive Analysis and Reliability Analysis

Variables Mean SDs 1 2 3 4 5 6 7

1.Situational tactics 3.97 0.8 0.845

2.Content tactics 3.90 0.84 0.785** 0.892

3.Social tactics 4.02 0.69 0.916** 0.935** 0.896

4.Promotive voice 3.91 0.68 0.560** 0.579** 0.630** 0.899

5.Prohibitive voice 4.10 0.63 0.542** 0.540** 0.603** 0.762** 0.875

6.Servant leadership 4.31 0.41 0.133* 0.175** 0.149** 0.143** 0.100 0.701

7.TIP 4.05 0.48 0.190** 0.247** 0.235** −0.09 0.219** 0.335** 0.897

Notes: *p<0.05, **p<0.01; data on the diagonal are Cronbach’s α values of each variable.
Abbreviation: TIP, team innovation performance.

Table 2 Results of Aggregation Test

Index Situational Tactics Content Tactics Social Tactics

ICC(1) 0.45 0.40 0.45

ICC(2) 0.85 0.83 0.85

Rwg 0.85 0.87 0.89
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and their leaders, there was a positive relationship between organizational socialization and team innovation performance
(β=0.376, p<0.01). Thus, H1 was supported. In Model 2, the coefficient between organizational socialization and
promotive voice behavior was significant (β=0.594, p<0.001). In Model 3, the coefficient between organizational
socialization and prohibitive voice behavior was also significant (β = 0.562, p<0.001). Thus, H2a and H2b were
supported. Namely, H2 was supported. In Model 4, after entering the demographic variables and organizational
socialization, the relationship between promotive voice behavior and team innovation performance was significant
(β=0.417, p<0.001), as was the relationship between prohibitive voice behavior and team innovation performance
(β=0.459, p<0.001). The results show that the path coefficients of organizational socialization and employee voice
behavior, as well as voice behavior and team innovation performance were significant.

Furthermore, bootstrap analyses were also used to examine the indirect effect of organizational socialization on team
innovation performance via employee voice behavior. A bootstrap sample (=5000 times) and a bias-corrected 95%
confidence interval (CI) were examined. The results indicated that promotive voice behavior has a significant mediating
effect between organizational socialization and team innovation performance (β=0.30, p<0.05, CI= [0.016, 0.585],
excluding 0). Prohibitive voice behavior has a significant mediating effect between organizational socialization and
team innovation performance (β=0.28, p<0.05, CI= [0.014, 0.546], excluding 0). Thus, H3a and H3b were supported,
confirming that employee voice behavior mediated the effect of organizational socialization and team innovation
performance.

H4 proposed that servant leadership moderates the relationship between organizational socialization and employee
voice behavior. We conducted Model 5 and Model 6 to test these proposals. As presented in Table 3, the interaction of
organizational socialization and servant leadership was significantly related to prohibitive voice behavior (β=0.116,
p<0.05); thus, H4b was supported. However, this interaction was insignificantly associated with promotive voice
behavior (β=0.038, p>0.05). Thus, H4a was rejected. Moreover, to analyze the moderating effect of servant leadership
at different levels (Mean ± 1SD), a Simple Slope test which proposed by Aiken et al was conducted.83 As shown in
Figure 2, organizational socialization has a stronger positive effect on prohibitive voice behavior when servant leadership
is at a higher level (Simple slope β = 0.687, p< 0.001). Meanwhile, organizational socialization has a weaker positive
effect when servant leadership is at a lower level (Simple slope β = 0.455, p< 0.01).

Discussion
The primary purpose of this study was to estimate the relationship between the organizational socialization of new
employees and team innovation performance. The mediating role of employee voice behavior and the moderating role of
servant leadership are also investigated. This study develops a cross-level structural equation model based on Social

Table 3 Results of Cross-Level Structural Equation Model

Variables Model 1 Model 2 Model 3 Model 4 Model 5 Model 6

TIP Promotive Voice Prohibitive Voice TIP Promotive Voice Prohibitive Voice

Employee gender 0.048 −0.075 0.037 0.076 −0.099 0.069

Employee education 0.057 0.069 −0.046 0.086 0.073 −0.045
Leader gender 0.061 0.083 −0.05 0.259* 0.114 −0.057
Leader education 0.053 0.001 −0.049 0.112 −0.014 −0.041
OS 0.376** 0.594*** 0.562*** 0.166 0.597*** 0.571***

Promotive voice 0.417***

Prohibitive voice 0.459***
SL −0.091 −0.023
OS × SL 0.038 0.116*

Notes: *p<0.05, **p<0.01, ***p<0.001.
Abbreviations: OS, organizational socialization; SL, servant leadership; TIP, team innovation performance; OS x SL, the interaction between organizational socialization and
servant leadership.
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Information Processing Theory to test the above relationships. Through 2-stage matching data analysis, the following
three findings are obtained in this paper.

First, our findings provide experimental evidence that the organizational socialization of new employees has
a significant positive effect on team innovation performance. One logical explanation may be that organizations create
a favorable climate for innovation by providing more organizational socialization tactics.5,84 This will contribute to the
improvement of individual positive behaviors and further enhance team innovation performance.27,53 This finding is
consistent with previous studies.48,66 Moreover, organizational socialization can help team members quickly establish
formal and informal interpersonal networks32 so that new employees can obtain more organizational support. In turn,
they will show a positive attitude and behavior towards the team and improve team innovation performance.25,26

Then, this study sheds light on the mediating role of employee voice behavior in the relationship between organiza-
tional socialization and team innovation performance. That is, organizational socialization is positively related to
employee voice behavior, and employee voice behavior is positively related to team innovation performance. These
findings are in line with previous studies, in which employees who perceived a higher level of organizational socializa-
tion showed more employee voice.53,85,86 A possible explanation for these results might be that when new employees
perceive all kinds of organizational socialization tactics, they will gradually put forward proposals to the organization and
share a large amount of their knowledge, opinions and experience.18 Accordingly, this effective advice obtained by team
leaders from subordinates can help them build a good climate for team voice behavior to make the right decision, so as to
improve team innovation performance.63,71

Finally, servant leadership has a significant moderating effect on the relationship between organizational socialization
and prohibitive voice behavior. Previous studies have shown that servant leadership, as a moderating variable, can
strengthen the positive relationship between organizational tactics and individual behaviors.51,74 Our findings are
consistent with these studies. This means that servant leadership is helpful in forming a high-quality relationship and
creating an inclusive environment.35,87 When new employees become members of the organization, highly socialized
employees have stronger social network relationships, which provides favorable conditions for the voice behaviors
among members.51,77,78 However, servant leadership has no significant moderating effect on the relationship between
organizational socialization and promotive voice behavior. A possible explanation for this result might be that promotive
voice behavior is different from prohibitive voice behavior. Compared with proposing innovative ideas and thoughts, it is
obviously easier to call out current problems. That is, promotive voice behavior places higher demands on teams and
employees. The relationship between organizational socialization and promotive voice behavior will not be affected
regardless of the level of servant leadership.

Theoretical Implication
First, previous studies have shown that organizational socialization has a positive effect on individual behavior and
organizational performance, such as job satisfaction, organizational identification, organizational commitment, but there

Figure 2 The interactive effect of organizational socialization and servant leadership on prohibitive voice behavior.
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has been little empirical research on the positive predictive relationship between organizational socialization and team-
level outcomes.88,89 This study examines the impact of the organizational socialization of new employees on team
innovation performance, which further enriches the empirical research on the organizational socialization. In addition, the
current research on team innovation behavior is mainly based on Resource Exchange Theory, Social Learning Theory
and Resource Conservation Theory, which has some limitations.90,91 This study has adopted the perspective of Social
Information Processing Theory, which enriched the relevant theoretical achievements. Theoretically, socialization
strategies such as normative learning, organizational acculturation and job skill training help new employees promote
their adaptability to the organization, enhance organizational identity and establish a wide range of social connections
with team members, which create an environment for innovative behaviors and improve team innovation performance.
Therefore, this study not only expands the empirical research on the impact of organizational socialization on team-level
outcomes but also enriches the understanding of the antecedents of team innovation performance.

Second, this study revealed that employee voice behavior played a cross-level mediating role between organizational
socialization and team innovation performance. Based on the Social Information Processing Theory, new employees
process all kinds of organizational socialization strategies, and gradually comply with organizational norms, cultural
identity and internalization, thus realizing role transformation from an outsider to an insider of the organization.39

Employees with a high degree of organizational socialization tend to align their personal interests with the interests of the
organization. When the organization encounters problems, they are more willing to put forward proposals to the
organization and share a large amount of their personal knowledge, opinions and experiences. Therefore, these findings
not only reveal the cross-level mechanism linking organizational socialization and team innovation performance but also
provide a new theoretical perspective.

Third, some researchers have proposed that servant leadership is positively related to employee voice behavior.92 We
use Social Information Processing Theory to extend this line of research. This study investigated the cross-level
moderating effect of servant leadership on the relationship between organizational socialization and employee voice
behavior, which further deepens the understanding of the organizational socialization. Our results revealed that organiza-
tional socialization has a stronger positive effect on prohibitive voice behavior when servant leadership is at a higher
level. It means that servant leadership with humility, sincerity, and authorization is helpful to forming high-quality
relationships and creating an inclusive environment, which enhances employees’ internal motivation and promotes
positive behaviors. This finding not only provides a new theoretical perspective for exploring the boundary conditions
of organizational socialization affecting employee voice behavior, but also enriches the theoretical research on servant
leadership from the perspective of Social Information Processing.

Practical Implication
Research has shown that the strategies implemented by the organization significantly affect new employees’ attitudes,
cognition and behavior, which are important antecedents of team outcomes. Therefore, this study offered several practical
implications for newcomer management.

First, the results revealed that organizational socialization of new employees has a positive impact on team innovation
performance. Enterprises need to pay more attention to constructing systematic organizational socialization strategies and
carry out the implementation step by step according to the different stages when new employees join the team. For
example, for new employees, the organization should strengthen the tactics of organizational regulations, organizational
culture or job-related skills, while for new employees who have settled into their normal working life, the organization
should focus more on the tactics of interpersonal relationships and job promotion.

Second, the cross-level results show that higher employee voice behavior can improve team innovation performance.
Therefore, team leaders need to take measures to increase new employee voice behavior. In addition to the content
tactics, situational tactics and social tactics, a fair and just organizational system should be established, and reasonable
incentives should be adopted. Moreover, the organization needs to facilitate effective communication and cultivate
friendly interpersonal relationship so that employees can feel the organizational support and identification.93 In such an
organizational system, employees will have more voice behavior, and the possibility of improving team innovation
performance is also higher.53
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Third, team leaders should provide a series of support services to new employees, such as paying attention to their
career development and strengthening communication and interaction. For example, in the team decision-making
process, leaders should trust and respect new employees and give them full authority. At work, leaders should provide
them with emotional support to satisfy their affiliation needs. These services would help to create a voice behavior
friendly environment and further improve team innovation performance.

Limitations
Although the mechanism of the organizational socialization and team innovation performance was confirmed by the
cross-level model, there are also several limitations to this study. First, based on the Social Information Processing
Theory, the positive influence of organizational socialization on team innovation performance was demonstrated. In the
future, other theories, such as Social Interaction Theory and Social Contagion Theory may be used to examine the
relationship.94,95 Second, the employee voice behavior was selected as a mediating variable. To investigate the potential
mediating effect, future research should examine other variables, such as organizational commitment, tacit knowledge
sharing and other individual-level or team-level factors.96,97 Third, the moderating effect of servant leadership should be
compared with other leadership styles, such as transformational leadership and platform leadership, to motivate
individual voice behavior and increase team innovation performance. Last but not least, the sample size in this study
was quite small. 352 employee questionnaires and 88 leader questionnaires were collected from innovative enterprises in
China. Future research should examine whether such conclusions can be extended to other countries and cultures.

Conclusion
Drawing on Social Information Processing Theory, we proposed a cross-level model clarifying the mechanism and
boundary of new employees’ organizational socialization influencing team innovation performance. We tested our
research model with data from 352 new employees and 88 leaders using Mplus 7.0 and AMOS 22.0. Our results showed
that the organizational socialization of new employees has a significant positive effect on team innovation performance.
Both promotive and prohibitive voice behaviors play significant mediating roles between organizational socialization and
team innovation performance. Additionally, servant leadership significantly moderates the relationship between organi-
zational socialization and prohibitive voice behavior, but does not moderate the relationship between organizational
socialization and promotive voice behavior.
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