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ABSTRACT

Fear of missing out (FOMO) has become a phenomenon studied in different disciplines,
with increasing numbers of studies in recent years. Although this phenomenon is often
paired with social media and internet use, current studies show that it is not only related
to these concepts. With recent research, FOMO studies in business life have begun to
appear in the literature, and since FOMO is a new concept, there are various conceptual
gaps. We define workplace FOMO (wFOMO) as the fear of missing out on valuable work
opportunities, developments, and relationships in the workplace context. Using the
decision tree methodology, we measured its relationship with various related
dispositional and situational concepts. We also included job search behavior in our study
to demonstrate the effect of WFOMO. As a result of the analysis, the wFOMO level was
also high in cases where people’s social comparison orientation was high, and the
perception of uncertainty conditions in the workplace was high. By finding that if
WFOMO is high, job search behavior is also high, we underline that wWFOMO is an

essential concept for individuals and organizations.

Keywords: Fear of missing out, workplace FOMO, dispositional variables, situational

variables, job search behavior



OZET

Gelismeleri Kagirma Korkusu (FOMO) son yillarda artan sayida c¢alismalarla farkli
disiplinlerde c¢alisilan bir olgu haline gelmistir. Bu olgu siklikla sosyal medya ve internet
kullanimiyla iligkilendirilse de mevcut arastirmalar bunun sadece bu kavramlarla ilgili
olmadigini gosteriyor. Son donemde yapilan arastirmalarla birlikte is hayatindaki FOMO
caligmalar literatiirde yer almaya baslamis olup, FOMO yeni bir kavram oldugundan
cesitli kavramsal bosluklar bulunmaktadir. Is yeri FOMO'sunu isyeri baglamindaki
degerli is firsatlarini, gelismeleri ve iliskileri kacirma korkusu olarak tanimliyoruz. Karar
agac1 metodolojisini kullanarak bunun ¢esitli ilgili egilimsel ve durumsal kavramlarla
iliskisini olgtiik. Is yeri FOMO’sunun etkisini gostermek igin ¢alismamiza is arama
davranisint da dahil ettik. Analiz sonucunda kisilerin sosyal karsilagtirma yoneliminin
yuksek oldugu ve isyerindeki belirsizlik kosullar1 algisinin yiiksek oldugu durumlarda is
yerinde yasanan FOMO diizeyinin de yiiksek oldugu goriilmiistiir. Is yerinde yasanan
FOMO yiiksekse is arama davranisinin da yiiksek oldugunu tespit ederek is yerinde

FOMO’nun bireyler ve kuruluslar i¢in 6nemli bir kavram oldugunun altin1 ¢iziyoruz.

Anahtar Kelimeler: Gelismeleri kagirma korkusu, is yeri FOMO’su, egilimsel

degiskenler, durumsal degiskenler, is arama davranisi
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1. INTRODUCTION

The notion of Fear of Missing Out (FOMO) refers to "the uneasy and sometimes
all-consuming feeling that you are missing out, that your peers are doing something, are
in the know about, or possession of more or something better than you (JWT Intelligence
Marketing Communication, 2012). It is an apprehension, or a kind of anxiety based on
the idea that others might be having more rewarding experiences (Budnick et al.,2020;
Przybylski et al., 2013). The concept of FOMO has received great popularity in a variety
of disciplines and the media, but further research is still needed, especially about FOMO
in the workplace. The goal of this thesis is to contribute to the literature in this direction.

We define workplace FOMO (wFOMO) as the fear of missing out on valuable
work opportunities, developments, and relationships in the workplace context. Given the
relative novelty of the concept in the workplace context, we tried to identify dispositional
correlates of WFOMO based on extant research on FOMO observed in other domains. In
the present study, we expanded on existing evidence by examining the relationships
between dispositional variables and FOMO within the workplace context. Obviously,
wFOMO should not arise solely from dispositional variables. Situational factors such as
the nature of the job, aspects of the work environment, and perceived support can also
contribute to its emergence. These situational variables have yet to be thoroughly
identified in the literature. Thus, one of the goals of the present research was to include
these situational variables when delineating the nomological network around wFOMO.
The primary goal of this research was to identify both the dispositional and situational
correlates of WFOMO. Given the novelty of the construct, however, it was necessary to
generate preliminary evidence demonstrating the relevance of the construct for important

work outcomes and processes. Thus, we chose job search behavior as an outcome of



interest that we believe WFOMO can affect. Specifically, we will test the hypothesis that
there will be a positive correlation between FOMO at work and job search behaviors. We
expect employees experiencing higher levels of FOMO to indicate higher engagement in

activities related to finding a job.

1.1 Conceptual Background of FOMO

Despite the popularity of the concept, no single, dominant framework has emerged
yet. Researchers from multiple disciplines, however, drew from especially two
frameworks in their efforts to understand FOMO.

Need to Belong Theory: FOMO is an inherently interpersonal phenomenon; it is
about relationships in essence. Hence, researchers found inspiration in broad theorizing
about the need to belong (Baumeister & Leary, 1995). The need to belong is often
described as the driving force behind developing and maintaining relationships. A variety
of good feelings and general well-being are linked to the satisfaction of one's need to
belong (Arslan, 2018). In contrast, unmet belonging needs and the failure to sustain social
interactions can result in numerous negative psychological, physical, and pathological
consequences (Parr et al., 2020). People who have a greater need to belong to a particular
group are likely to engage in more social surveillance and navigate their environment to
seek out opportunities for socialization (Pickett et al., 2004). Thus, a sense of uncertain
social belonging, and unfulfilled need to belong can bring about FOMO or magnify it. In
other words, people who have a high need to belong may be more prone to FOMO
(Alabri, 2022; Beyens et al., 2016; Gupta & Sharma, 2021; Lai et al., 2016; Przybylski et
al., 2013; Xie et al., 2018).

Social Comparison Theory: Engaging in social comparison with others appears to

be another catalyst for FOMO. Evidence suggests that actively comparing oneself to



others, particularly those who are perceived as more successful, can trigger FOMO (Malik
et al., 2020; Reer et al., 2019). Individual differences exist in the tendency to engage in
social comparison (Gibbons & Buunk, 1999); some people do it more than others.
Regardless of individual differences, however, comparison information is often
unavoidable in organizations. For example, it is often impossible to avoid learning that
some colleagues will be promoted and awarded accolades, resources, or high-stake
positions and responsibilities. Such encounters with comparison information may have
implications for the self and trigger FOMO. In short, a comprehensive account of FOMO

should consider variables related to social comparison.

1.2 Past Research on FOMO

The FOMO concept has attracted the attention of researchers not only in
psychology but also in fields such as marketing and communication. These researchers
pursued FOMO-related research questions in various contexts, such as social media use,
consumption, and well-being. Most of this research was not conducted in the context of

work and organizations; but it has implications for the present study.

1.2.1 Social Media Use

Individuals constantly want to stay updated on their developments, news,
activities, and what others are doing. Various studies have shown the consequences of
high-level FOMO, including problematic internet use, problematic smartphone use, and
the need to manage multiple social media accounts (Alt & Boniel-Nissim, 2018; Barry &
Wong, 2020; Sarica et al., 2021; Servidio, 2021). For instance, Hosgor et al. (2021)

observed that students with high FOMO often carried chargers in their bags and checked



their phones and social media accounts at least 50 times a day. Thus, FOMO is clearly

linked to staying connected and acquiring information.

1.2.2 Consumption Behavior

In the consumption domain, fear is not only associated with the deprivation of
high-quality, convenient products or services but also with being deprived of taking
advantage of the opportunities that others have (Hayran et al., 2016). Certain strategies
that companies use, such as the strategy of giving consumers the impression that items
and services may not be available soon, may also trigger FOMO and foster consumption
and spending (Ercis et al., 2020; Hodkinson, 2019). The bulk of evidence on FOMO in
the consumption domain suggests that people are sensitive to norms and trends; hence
what others are doing, having, and experiencing—consistent with the social comparison

mechanism partially underlying FOMO.

1.2.3 Well-Being

FOMO has been the subject of various studies concerning well-being and mental
health. For instance, Yuan et al. (2021) observed that participants who experienced
FOMO reported worse physical symptoms, such as headache, shortness of breath, and
chest pain. Additionally, higher levels of FOMO were associated with increased
depressive symptoms, stress, and anxiety (Baker et al., 2016; Gong et al., 2022), but
decreased levels of life satisfaction, focus, and productivity (Milyavskaya et al., 2018).
Another study found that FOMO could contribute to feelings of loneliness, negative self-
perceptions, and strains in relationships (Gupta & Sharma, 2021).

These findings primarily address the potential consequences of FOMO, but they

are informative about the kinds of variables that a comprehensive account of FOMO



should include, such as the need to belong, the quality of relationships at work, and self-

related individual differences in social comparison orientation and self-concept clarity.

1.2.4 Dispositional Correlates of FOMO

This extant research just reviewed revealed several dispositional correlates of
FOMO. Therefore, before proceeding with our survey of limited research conducted in
work settings, we conducted an extensive literature survey using three databases (Web of
Science, PsycINFO, and Scopus) with the keywords "fear of missing out" and "FOMO”.
Given that the concept of FOMO gained prominence after Przybylski et al.’s (2013)
article, we included studies published after 2013 that used the scale created by Przybylski
et al. (2013), resulting in a total of 40 studies. These studies provided effect sizes,
typically in the form of correlations between FOMO and dispositional attributes. Table
1.1 presents a summary of this preliminary literature survey. The table displays the
number of studies that measured each construct of interest along with FOMO (k) and the
average correlation between each construct and FOMO.

As can be seen from the table, social comparison orientation, need to belong, self-
concept clarity, and neuroticism emerged as strong correlates of FOMO. Thus,
individuals who frequently compare themselves to others, those who have a high need to
belong, and those who are high in neuroticism appear more likely to experience FOMO.
People with higher levels of self-concept clarity, on the other hand, seem less likely to
experience FOMO.

Since no study specifically measured the relationship between core self-evaluation
and FOMO, we included studies related to core self-evaluation dimensions. We found
similar effect sizes for self-esteem and locus of control (r+ = —0.35, r+ = —0.34,

respectively). While emotional stability did not correlate significantly with FOMO, self-



efficacy was negatively correlated with FOMO (r+ = —0.28). Thus, individuals who are
confident in their abilities and have a high locus of control seemed to experience less

FOMO. Materialism was also positively related to FOMO (r+ = 0.18).

Table 1.1 Dispositional Correlates of FOMO

Number 95%
of studies Sample Ayerage Confidence v2(k-1)
‘ total n weighted r interval
Conscientiousness 11 7998 —0.06 —0.187 t0 0.074 226.887***
Extraversion 11 7791 0.02 —0.082t0 0.118 141.148***
Agreeableness 11 7584 -0.18 —0.542 t0 0.184 1312.95**
Openness to experience 10 7584 —-0.04 —0.306 to 0.224 671.67***
Neuroticism 9 6438 0.37 0.276 to 0.461 71.52%**
Need to Belong 5 3020 0.55 0.353t0 0.742 122.07***
Social Comparison 6 4689 0.63 0.517 10 0.748 45,13***
Self-Concept Clarity 3 2179 —-0.36 —0.487 to —0.239  10.85*
Core Self-Evaluation
Self Esteem 8 2743 -0.35 —0.448 t0 —0.247  44.87***
Self-Efficacy 3 1261 -0.28 —0.476 to —0.084  21.97***
Locus of control 4 4261 -0.34 —0.425t0—0.252  14.78*
Emotional Stability 5 2280 —-0.06 —0.267 t0 0.153 85.27***
Materialism 3 1315 0.18 0.011to 0.354 16.02***

*p < 0.05, ** p < 0.01, *** p < 0.001.

1.3 Fear of Missing Out at Work

In a pioneering study on FOMO at work, Budnick et al. (2020) defined workplace
FOMO as "a pervasive apprehension that, relative to other employees, one might miss
valuable career opportunities when away or disconnected from work." FOMO should
manifest as the fear of missing opportunities for rewarding experiences like building
professional relationships, gaining valuable information, and contributing to critical
organizational decisions and projects at the workplace. They suggested that employees

experience FOMO due to relational exclusion (defined as the fear of damage to



professional relationships due to missed working opportunities), informational exclusion
(defined as employees' fear of not being aware of social or job information while in their
group), and work output exclusion (defined as their fears that they will not be able to
provide concrete input in their career processes).

Besides extending the FOMO concept into work life, Budnick et al. (2020)
developed a scale to assess workplace FOMO and identified several of its correlates. They
found positive correlations with job outcomes and processes such as involvement,
burnout, and commitment, as well as with personality attributes such as social-
comparison orientation, public self-consciousness, and social anxiety.

A study by Hosgor et al. (2021) involving 178 nurses found a positive relationship
between FOMO and perceived workload variables. As expected, the inability to access
information, the loss of connectedness, and the inability to communicate were
significantly related to FOMO, especially among newcomers in the profession. In another
study from Turkey, Alat and Filiz6z (2021) found that employees with high levels of
FOMO had increased turnover intentions (r? = .097, N = 354).

Another study addressed the question of why employees feared missing out on
work during periods of organizational change (Wynen et al., 2021). The results showed
that employees working in uncertain conditions, such as during times of change, were
more likely to go to work even when they were sick.

Bodbhi et al. (2022) found positive correlations between wFOMO and work-related
social media use, innovative work performance, and psychological well-being.
Interestingly, while FOMO is generally negatively related to well-being, work-related
FOMO shows a positive relationship. This may be because employees with high wFOMO

engage in communication to avoid missing positive experiences at work and strive to



improve themselves to seize career opportunities. Additionally, the positive relationship
with innovative work performance suggests that employees with high wFOMO may
generate more creative ideas through increased research. However, there is also evidence
high levels of WFOMO can lead to burnout at times (Budnick et al., 2020; Fridchay &
Reizer, 2022).

Hayran et al. (2020) conducted an experiment to test the hypothesis that working
overtime in the office could create FOMO. To induce FOMO, participants working
overtime were informed about after-work events happening simultaneously in the city.
The results showed that participants in the FOMO condition were less willing to work
overtime again the following week and reported lower levels of job satisfaction.

In conclusion, evidence shows that people can experience FOMO in the
workplace, leading them to exhibit different behaviors, such as fearing the loss of specific
career opportunities, believing they might have better job options, and worrying about

losing valuable relationships.

1.4 Purpose of the Study

As mentioned above, FOMO can significantly impact employees' work
performance, productivity, and overall well-being. These results highlight the importance
of understanding and addressing FOMO in the workplace for creating an environment
where employees can thrive and contribute to the organization.

Individual characteristics significantly affect the experiences of FOMO, and
measuring these characteristics is essential to create the conceptual framework for
FOMO. As summarized in Table 1.1, many studies have examined the relationship
between personality attributes and FOMO in everyday life. We reviewed this literature

and identified additional variables that might be relevant to workplace FOMO, such as



materialism, core self-evaluation, and both desired and actual belonging characteristics.
Thus, one of the goals of the present study was to enhance our understanding of the
nomological network of FOMO in the workplace.

We reasoned that workplace FOMO could not arise solely from personality
attributes; aspects of the work environment, relationships, organizational culture, and
even the industry could influence it. Therefore, another goal of the present research was
to examine potential situational correlates of WFOMO, many of which have not been
previously explored. These work-specific situational moderators include perceptions
related to the organization’s novelty, complexity in daily functioning, and relationships
with supervisors, and peers. As these situational factors have rarely been studied, we
developed measures for these constructs whenever needed.

Given that research in work settings is relatively new, there remains a need to
provide compelling evidence on the significance of FOMO in workplace environments.
Therefore, we decided to assess the relationship between workplace FOMO and a
significant organizational variable: job search behavior. To our knowledge, this
relationship has not been studied before.

In pursuing these relationships, we recognized that traditional correlational or
OLS-based regression approaches might be insufficient. We approached the problem as
a complex profiling question, where variables could interact or exhibit nonlinear
relationships in predicting workplace FOMO. In the absence of past evidence, it is not
possible a priori to know exactly how much uncertainty or how much materialism would
foster WFOMO. Algorithms designed for complex profiling problems, such as decision
trees, are better suited to handle these complexities. In addition to using this analytical

approach for the first time, we aim to contribute by collecting data from a diverse sample



of employees across various occupational groups and sectors in Turkey. Previous research
on FOMO has predominantly involved student samples, who are often young and

educated but lack extensive work experience.
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2. THE PRESENT STUDY

This study aims to reveal the relationships between the concept of FOMO and
various dispositional characteristics and situational variables about the job or workplace.
The following sections separately summarize the dispositional and situational correlates
of workplace FOMO (wFOMO). We then describe our rationale for why organizational
researchers and practitioners should be concerned about wFOMO by showing its

relevance to an important job outcome: job search behavior.

2.1 Dispositional Correlates of FOMO at Work
Based on an extensive survey of the relevant literature, we decided to measure the

following dispositional variables in the present study.

2.1.1 Social Comparison Orientation

FOMO and social comparison orientation often co-occur, as individuals
experiencing FOMO may be more inclined to compare themselves with others (Burnell
et al., 2019; Saritepeci & Kurnaz, 2024; Steinberger & Kim, 2023). This comparison can
exacerbate feelings of inadequacy and intensify the fear of missing out on rewarding
experiences. FOMO and social comparison orientation can create a vicious cycle, with
individuals constantly comparing themselves to others and feeling pressured to keep up
with their peers' perceived successes and achievements. These situations can lead to
increased anxiety and a constant need for validation and approval, further fueling FOMO.
The positive relationship between social comparison orientation and FOMO in the
workplace reliably emerged in several studies (Albers, 2020; Budnick et al., 2021; Reer
etal., 2019). Based on these findings, we expect to observe a strong relationship between

social comparison orientation and wFOMO.
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2.1.2 Need to Belong

In the workplace, individuals may experience FOMO as anxiety about missing out
on career opportunities and professional events or being excluded from important
meetings and projects. This fear can stem from a deep-seated need to belong and be
valued within the organization. Indeed, evidence suggests that the need to belong may be
a significant driver of FOMO (Alabri, 2022; Beyens et al., 2016; Gupta & Sharma, 2021;
Sapmaz, 2023). These feelings can drive individuals to constantly seek validation and
approval from others, contributing to a heightened sense of anxiety and insecurity.
Consequently, we decided to measure the need to belong to test the hypothesis that

individuals with a strong need to belong will be more likely to experience FOMO.

2.1.3 Self-Concept Clarity

Self-concept clarity refers to the degree of precision and clarity with which
individuals understand their self-concept and its internal consistency (Campbell et
al.,1996). As shown in Table 1.1, there is a strong negative relationship between self-
concept clarity and FOMO. People who have a clear-cut self-concept tend to report lower
levels of FOMO. Additionally, they feel less of a need to compare themselves with others
and exhibit higher job satisfaction and motivation (Fahim et al., 2022; Oh & Roh, 2019).

Given these findings, we measured self-concept clarity as needed.

2.1.4 Big Five Traits

As shown in Table 1.1, neuroticism was the only Big Five trait strongly associated
with FOMO. Agreeableness and conscientiousness were also identified as correlates, such
that agreeable and conscientious people were less likely to experience FOMO (e.g.,

Ozcan & Kog, 2023; Rozgonjuk et al., 2021). While workplace FOMO was shown to
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have a positive relationship with neuroticism (Budnick et al., 2020), no other meaningful
relationships were found with the other traits (also see, Lombardo, 2022). In sum,
evidence shows that neuroticism is reliably associated with FOMO. We expect to observe

this finding extend to the workplace.

2.1.5 Core Self-Evaluation

The construct of core self-evaluation (CSE) is about how people assess their own
self-worth, competence, and capabilities, combining four fundamental traits: general self-
efficacy, self-esteem, locus of control, and emotional stability (Judge et al., 2003; Chang
et al., 2012). Individuals high in CSE are well adjusted, positive, self-confident, and
believe in their agency (Judge et al., 2003). Studies show that individuals with high CSE
tend to have a positive outlook, greater job satisfaction, and are better equipped to handle
workplace challenges (Judge, 1997).

Considering that high CSE individuals are more self-confident and satisfied, they
should be less likely to experience FOMO. While few studies have directly examined the
relationship between CSE and FOMO, separate observations have been made regarding
CSE dimensions. For example, studies examining the relationship between self-esteem
and FOMO showed that people with high self-esteem are less likely to experience FOMO
(Gori et al., 2023; Servidio, 2021). Similarly, negative correlations exist between (a) self-
efficacy and FOMO (Erdogan & Sanli, 2021), (b) emotional stability and FOMO (Chi et
al., 2022; Moore & Craciun, 2021), and (c) locus of control and FOMO (Gugushvili et
al., 2022; Sun et al., 2022).

In summary, research indicates that individuals with high self-esteem, self-

efficacy, emotional stability, and internal locus of control are less likely to experience
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FOMO. By exploring this relationship in a workplace context, the present study will

provide valuable insights about CSE's potential role in mitigating FOMO.

2.1.6 Materialism

Materialism, emphasizing the importance of possessions over intangibles, is
widely studied in consumption psychology (Richins & Dawson, 1992; Richins, 2011). It
relates to excessive buying, credit use (Richins, 2011), and has implications for mental
health. Materialistic individuals often experience low life satisfaction, happiness, and are
more prone to depression and anxiety (Mufiiz-Velazquez et al., 2017).

Individuals with high levels of materialism may be inclined to experience FOMO,
driven by the belief that others have better possessions and experiences. This can create
a cycle of seeking more to keep up, leading to increased anxiety and dissatisfaction.
However, evidence on the relationship between materialism and FOMO is limited and
mixed (Dinh et al., 2023; Li et al., 2021; Long et al., 2019). Given the mixed evidence
and the dearth of studies in the workplace context, we measured materialism in this study
and tested the hypothesis that higher levels of materialism would be associated with

higher levels of FOMO at work.

2.2 Situational Correlates of FOMO at Work

In the previous sections, we tried to delineate a network of individual difference
variables related to FOMO. These stable attributes should explain substantial variance in
FOMO. However, the interpersonal nature of the construct, and the social, cognitive, and
motivational dynamics in the workplace require considering situational factors as
additional determinants. Research on the situational moderators of workplace FOMO is

scarce. In the following sections, we discuss conditions that may influence the emergence
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of FOMO. Some of these conditions pertain to aspects of the job (e.g., job complexity,
role ambiguity, procedural uncertainty), while others are about interpersonal dynamics at

work (e.g., supervisor or peer support).

2.2.1 Uncertainty Conditions

Individuals experiencing FOMO struggle with uncertain situations where relevant
information is lacking. In support of this premise, Alfasi (2022) reported a positive
correlation between FOMO and uncertainty intolerance. In the consumption domain,
Solomon (2018) found that consumers experience more FOMO in situations with
uncertainty and scarcity implications (e.g., limited time offers). Thus, uncertainty seems
to foster the need for more information, contact, and clarity.

We reasoned that uncertainty in the workplace could arise from multiple sources,
such as role ambiguity, procedural uncertainty, pressures for novelty and innovation, and
job complexity. These factors can increase FOMO among employees. In the present
study, we used or developed measures of perceptions related to these uncertainty markers

and examined their relationship to FOMO at work.

2.2.1.1 Role Ambiguity

FOMO may arise when employees are uncertain about their roles and
expectations. A lack of clarity regarding roles, performance standards, and evaluation
criteria can negatively affect employee performance and well-being (Fisher & Gitelson,
1983; Rogalsky et al., 2016). This uncertainty can increase the likelihood of observing
FOMO among employees. The present study will be the first to examine this relationship

between role ambiguity and wFOMO.
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2.2.1.2 Procedural Uncertainty

Lack of information or clarity about how to navigate and accomplish workplace
tasks can cause uncertainty for employees (Peres et al., 2016). Without clear guidelines
or procedures, employees may become confused and stressed, and FOMO may arise. No
studies have directly linked perceptions of procedural uncertainty to FOMO at work thus

far; the present study will be the first one to explore this possibility.

2.2.1.3 Novelty and Complexity

Organizational tasks impose different information processing demands, with
varying levels of uncertainty, influencing how information is handled within the
organization (Tatikonda & Rosenthal, 2000). Employees may need clarity and additional
information to complete tasks in organizations that routinely deal with novelty,
adaptation, and complex projects (Daft & Lengel, 1986).

Employees may experience FOMO when faced with complex or novel
circumstances, particularly if they try to keep up with the latest developments,
technologies, or strategies relevant to their work. This feeling can drive employees to
constantly seek additional information to avoid feeling left out or lagged. The present
study will be the first to examine the relationship between novelty demands, job

complexity, and FOMO at work.

2.2.2 Relational Conditions
As mentioned at the onset, FOMO is an interpersonal phenomenon. Therefore, we
reasoned that relational atmosphere in the workplace could influence the emergence of

FOMO. We expected that working in a supportive environment and having good
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relationships with supervisors, coworkers, and the HR department could reduce the
likelihood of experiencing FOMO at work.

Relational uncertainty in the workplace, especially uncertainty resulting from
interactions with supervisors can be a distinct stressor (Eberly et al., 2011). Employees
often form overall opinions about how much their supervisors appreciate their efforts and
prioritize their welfare (Eisenberger et al., 2002; Kottke & Sharafinski, 1988).

Budnick et al. (2021) found that employees in family-supportive organizations
experienced less FOMO than those in less supportive organizations. Even though this
study did not focus on supervisor support per se, it showed that perceptions of support
matter. Therefore, in the present study, we developed measures to assess perceived
supervisor support and examined how these perceptions were related to FOMO at work.

Given that employees often work as part of teams and that peers can be a valuable
source of support and information (Bishop et al., 2000; Xie et al., 2018), we also
developed questions to assess perceived team support in the present study. Finally,
effective communication and well-being initiatives implemented by an HR department
may also reduce the likelihood of FOMO among employees. As this relationship has not
been examined directly before, we developed questions assessing perceptions of HR

support as another potential situational correlate of WFOMO.

2.3 Job Search Behavior as an Important Outcome of FOMO at Work

As mentioned, the primary goal of this research was to unravel the nomological
network of workplace FOMO further by identifying newer dispositional and situational
links. Another goal was to examine the relationship between wFOMO and an important

job outcome for the first time: job search.
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Besides the unemployed, employed individuals can also engage in job search
activities when their expectations are not met, and they are dissatisfied with their jobs.
Extraordinary circumstances such as organizational crises, restructuring, managerial
changes, mergers, or downsizing can also trigger job search behaviors among employees
(Cote et al., 2006). Feelings of job insecurity, personal financial difficulties, even
personality attributes can play a role in this process (Blau, 1994; Kanfer et al., 2001;
Leana & Feldman, 1995; Sverke et al., 2002).

Considering job search behavior's relationship with uncertainty and support
factors, FOMO is likely to be an important factor affecting job search behavior. The fear
of missing out on job opportunities may lead employees to engage in more frequent and
intense job search activities. People experiencing FOMO might apply for numerous
positions, even unsuitable ones, to learn more about the job market and compare their
current situation with potential opportunities. Furthermore, individuals experiencing
FOMO may compare themselves to their peers and their respective jobs, further fueling
their job search behavior. By examining the relationship between FOMO at work and job
search behavior for the first time, we aim to contribute to the literature on job search
behavior and provide preliminary data on why extending FOMO into the workplace could

be beneficial for organizational researchers.
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3. METHOD

3.1 Participants

Individuals with work experience aged 18 and above were invited to participate
in the study via social media platforms (WhatsApp, LinkedIn, Instagram, and Twitter).
Out of 543 visitors to the web-based survey, 368 participants fully completed the survey
(195 females, 154 males, and 19 who did not indicate their gender). The participants’ age
ranged between 18 and 61 years (M = 30.70, SD = 6.35).

Regarding education levels, 17.1% had a graduate degree, 47.8% had a bachelor’s
degree, 11.7% had an associate degree, 11.7% had a high school degree, and 2.7% had a
primary education degree. Among the participants, 77% were actively working, while
13% were not currently employed but had previous work experience. Participants were
employed in various sectors: 12% in finance, 11.4% in energy, 10.6% in information
technology, 6.5% in education, 6.3% in healthcare, and 6% in the food sector. The
remaining 47.2% worked in sectors such as tourism, construction, consultancy, and
pharmaceuticals. In terms of work experience, 35.5% had 3-5 years of experience, 22.8%
had over 10 years, 21.5% had 0-2 years, and 18.8% had 6-10 years of experience.
Regarding working models, 63% were in permanent office roles, 26.9% had a hybrid
model, and 7.6% were permanently remote. Participants’ estimated daily social media use
varied: 56% used social media for 2-4 hours, 23.9% for 0-1 hours, 12.5% for 5-7 hours,

3.5% for 8-10 hours, 1.6% for more than 10 hours.

3.2 Procedure
Ozyegin University Ethics Committee approved the procedures and materials of

web-based survey study (Approval Number: 2024/11/01), which was administered
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through the Qualtrics platform. The invitation to the study, along with the informed
consent form, was shared on social media platforms (WhatsApp, LinkedIn, Twitter,
Instagram).The invitation provided information about the study’s purpose, the
approximate duration, and the voluntary nature of participation. Participants were assured
that no personal information or workplace-identifying information would be collected.
Nonetheless, an encrypted file was created to securely store the collected data on the

computer.

3.3 Measures

This study aimed to measure situational and dispositional factors related to
workplace FOMO and examine its relationship with an important organizational
outcome, job search behavior. See Table 3.1 for summary information. The following

measures were used.

3.3.1 Social Comparison Orientation

To capture participants' general tendency to compare themselves with others, we
used the lowa-Netherlands Comparison Orientation Measure (INCOM; Gibbons &
Buunk, 1999). We used the Turkish version of this scale adapted by Tekdzel (2000) with

a reliability of o = .84.

3.3.2 Core Self-Evaluation

The Core Self-Evaluation measure (Judge et al., 2003) includes12 items capturing
four dimensions of self-evaluation: general self-efficacy, self-esteem, internal locus of
control, and emotional stability. We used the Turkish version of this scale adapted by

Kisbu (2006) with a reliability of a = .83.
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3.3.3 Self-Concept Clarity

The Self-Concept Clarity Scale, developed by Campbell et al. (1996), measures
the extent to which people’s beliefs about their self-concept are based on clear and precise
information and how consistent and stable they are over time. We used the Turkish
version of this scale containing 12 items (Nasir, 2013) with a reliability of o= .87. Higher

scores indicated greater clarity of the self-concept.

Table 3.1 Summary Information for Measurement Tools

Scale Number of Items Cronbach Alpha value
Social Comparison Orientation 11 o=.84
Core Self-Evaluation 12 a=.83
Self-Concept Clarity 12 o=.87
Need to Belong 10 a=.78
Actual Belongingness 8 o=.82
Desired Belongingness 8 a=.94
Materialism 17 a=.86
Neuroticism 10 a=.86
Agreeableness 10 o=.66
Conscientiousness 9 a=.73
Extraversion 9 a=.82
Openness to Experience 9 o=.81
Role Ambiguity 7 a=.85
Novelty 5 o=.89
Complexity 4 o=.62
Procedural Uncertainty 4 a=.72
Supervisor Support 7 a=.96
Team Support 4 o=.91
HR Support 4 o=.94
Job Search Behavior 9 a=.95

o = Cronbach Alpha value.

3.3.4 Need to Belong
We used Baumeister & Leary's (1995) scale to assess the need to belong. Items

such as “I need to feel that there are people I can turn to in times of need.” and “I want
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other people to accept me” are rated along a 5-point rating scale (1 = strongly disagree,
5 = strongly agree). The internal consistency of the adapted version of the scale used in
this study was satisfactory (o = .78).

This scale does not distinguish between the desired and actual level of belonging.
Therefore, we used additional items developed by Nasir (2013) to capture this distinction.
The desired level of belonging was assessed with seven items, including "I wish I could
belong to more groups,™ "I wish people around me accepted me more.” The actual level
of belonging was similarly assessed with seven items, including "I have a sufficient
number of groups that | belong to™ and "I think other people around me mostly accept
me." The internal consistency coefficients were satisfactory (o= .82 and o =.94, for actual

and desired levels of belonging, respectively.)

3.3.5 Materialism

We assessed materialism using an 18-item measure developed by Richin and
Dawson (1992). Sample items included “I admire people who own expensive homes,
cars, and clothes” and “I like a lot of luxury in my life.” We adapted this measure into

Turkish for the present study with satisfactory reliability (o = .86).

3.3.6 Big Five

The big five dimensions of personality were assessed with a scale developed by
Benet-Martinez and John (1998). We used the form previously adapted into Turkish and
used by Demir & Kumkale (2013). The number of items used to measure each dimension
and the associated reliability coefficients in the present study were as follows:

Conscientiousness (9 items; o = .73), openness to experience (9 items; a = .81),
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neuroticism (10 items; o = .86), agreeableness (10 items; a. = .66), and extraversion (9

items; o = .82).

3.3.7 Role Ambiguity

The Role Conflict and Role Ambiguity Scale developed by Rizzo et al. (1970)
consists of 14 questions intended to measure role conflict and ambiguity. In this study,
items capturing perceptions of role ambiguity were adapted into Turkish with satisfactory

reliability (7 items: o = .85).

3.3.8 Novelty & Complexity

Timuroglu (2015) developed a 48-item multidimensional scale capturing
perceptions about various attributes of organizations; one of these dimensions pertained
to organizational innovation, and contained items related to perceptions of both novelty
in the workplace and complexity. We derived five items from this measure to assess
perceptions of novelty in the workplace (o = .89), and three items to measure complexity

(o =.62).

3.3.9 Procedural Uncertainty

We used four items to measure perceptions regarding whether the procedures
implemented in the participants' workplace were clear, certain, and systematic. We asked
participants to express their agreement with statements such as "The procedures
implemented at my workplace are clear" along 5-point rating scales (o =.72). These items
were extracted from an earlier measure developed by Colquitt (2001), which was adapted

into Turkish by Bagc1 (2013).
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3.3.10 Supervisor, Team, and Human Resources Support

To measure perceived supervisor and coworker support in the organization, we
used items from an earlier measure developed by Giray and Sahin (2012): seven items to
measure supervisor support and four items to measure coworker support (o =.96 and .91,
respectively). In addition, we developed four items to assess perceptions of HR support
for the present study (o =.94). Items such as "The human resources department provides
information about business issues and developments™ were completed by participants

only if their workplace had an HR department.

3.3.11 Job Search Behavior

To measure the participants' preparatory and active job-search behaviors, we
extracted nine items from a 12-item measure developed by Blau (1993), which was
adapted into Turkish by Basbug (2008). Participants indicated how frequently they
engaged in each type of behavior (e.g., reading job ads, submitting a job application)
within the last four months, along 5-point scales (ranging from 1 = Never to 5 = Very

often). The internal consistency of the scale was satisfactory (a = .95).

3.3.12 Workplace FOMO

To measure workplace FOMO, we used an 11-item measure developed by
Budnick et al. (2020). The measure includes items intended to capture fears due to both
relational exclusion and informational exclusion. We used the Turkish version of the
measure developed by (Ozdemir, 2021). Just as in the validation study, the internal

consistency of the measure in the present study was satisfactory (o = .94).
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3.3.13 Demographics and Others

Finally, participants completed a demographics form where they responded to
questions about their age, gender, education level, social media usage, employment status,
position, working sector, working model (hybrid, remote, onsite), tenure, total work
experience, and satisfaction with the opportunities and benefits provided by their

workplace.
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4. RESULTS

4.1 Analytical Strategy

The primary purpose of this study was to identify both the dispositional and
situational correlates of FOMO in the workplace. Additionally, to highlight the
significance of workplace FOMO, we examined its relationship with a critical work-life
outcome: job search behavior. These relationships were likely to be complex: The
predictors of workplace FOMO were plenty in number, and they were likely to interact
with each other—some of which could not be a priori known, or they could be related to
FOMO in a nonlinear way. There could be thresholds where a variable begins to impact
FOMO, subsequently bringing other variables into play. To address these complexities,
we utilized decision trees in analyzing the data. Decision trees offer several advantages
over traditional correlational methods and are widely used for solving complex profiling
problems like ours. Specifically, we employed the CART algorithm (Classification and
Regression Trees) developed by Breiman et al. (1984). This nonparametric partitioning
approach is particularly well-suited for uncovering complex interactions and nonlinear
relationships. Another advantage of CART is its ease of interpretation.

The CART approach resembles cluster analysis but differs from that by way of
having a specific outcome—in this case, workplace FOMO. The algorithm’s goal is to
cluster individuals into homogenous groups based on their FOMO levels, using the full
range of dispositional and situational attributes. The algorithm automatically selects the
grouping variables to minimize within-group variance and maximize between-group
variance, akin to the stepwise regression approach. The final output resembles a tree with
branches and nodes representing different groups. Each layer of the tree undergoes a

recursive split. The algorithm uses least squares to determine the optimum binary cut-offs
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that result in the lowest within groups variance. This process continues until further splits
are statistically insignificant. The resulting structure is an inverted tree, with terminal

nodes at the lowest level indicating groups where no further splits are possible.

4.2 Preliminary Analyses

Table 4.1 presents a summary of the dispositional correlates of workplace FOMO
(WFOMO). As expected, social comparison orientation, self-concept clarity, and core
self-evaluation emerged as notable correlates of wFOMO, r = 48, —.35, and —.24,
respectively. Among the Big Five traits, neuroticism was the strongest correlate of
WFOMO as expected (r = .29, p <.001), while the other traits showed weaker correlations.
All other dispositional correlates are displayed in Table 4.1.

Regarding the situational correlates of WFOMO (Table 4.2), the results showed
that role ambiguity was not significantly related to wFOMO (r = .10, p >.05). However,
work complexity was positively correlated with wFOMO (r = .26, p < .001). Variables
intended to capture perceived support (i.e., supervisor support, team support, and HR

support) were not significantly correlated with wFOMO (See Table 4.2).

4.3 Decision Trees

Next, we used decision trees to uncover potential interactions and nonlinear
relationships among the dispositional and situational predictors of WFOMO. The first set
of decision trees focused on clustering individuals experiencing FOMO at work based on
dispositional variables, including social comparison orientation, self-concept clarity, and
other relevant personality attributes. Another set examined the role of situational variables
in determining FOMO at work. Finally, we developed an integrative decision tree

combining both dispositional and situational predictors of FOMO at work.
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Table 4.1 Dispositional Correlates of FOMO at Work

Variables 1 2 3 4 5 6 7 8 9 10 11 12 13
1.Workplace FOMO -

2.Social Comparison A48** =

3.Core Self-Evaluation —24** = 32** -

4.Self-Concept Clarity —.35**  —37** 58** -

5.Need to Belong 28** AB** —7**  —0%* -

6.Actual Belongingness —.18** -.07 30** 31** 05 -

7.Desired Belongingness 40** A45** = 32%%  —A7**  45**  —G]** -

8.Materialism 34** A8** =35 —40*%*  39**  —11** A2** -

9.Neuroticism 29** 35**  —B1**  —56**  32** - 16** .30** A2%* -

10.Conscientiousness —11* -.09 .36** .35** .00 25** 2%k —32%*  —36%* -

11.Agreeableness —.14** -.07 23** .38** .09 30** =22%% = 27*% - 33%*  A1** -

12.Extraversion —.19** —.19** 33%* 27%* =09 33%* =.24*%*  —09 —.32%*  34** 25%* -
13.0penness to Exp. -.01 .03 .35%* 21*%*  —.05 29%* -.09 -.07 —28**  35%%  AQ**  46** -
Mean 3.08 3.22 3.43 3.53 3.16 3.86 2.52 2.89 3.03 3.91 3.81 3.70 4.14
Standard Deviation 1.00 0.68 0.60 0.75 0.66 0.62 0.96 0.63 0.86 0.64 0.54 0.75 0.61
Alpha .94 .84 .83 .87 .78 .82 .94 .86 .86 .73 .66 .82 .81

**Correlation is significant at the 0.01 level (2-tailed).
*Correlation is significant at the 0.05 level (2-tailed).



Table 4.2 Situational Correlates of FOMO at Work

Variables 1 2 3 4 5 6 7 8
1.Workplace FOMO -

2.Procedural Uncertainty .08 -

3. Novelty 16%*  —49%* -

4. Complexity 26%*  46**  40** -

5. Role Ambiguity .10 A4F* ABFE P9k -

6. Supervisor Support 07 —48%*  B7**  —24%*%  60** -

7. Team Support -01 —25%%  42%*  —11*  34**  53** -

8. HR Support 06 —34%*  35** [k 34*FF 33F* 15** -
Mean 3.08 2.85 2.71 3.43 3.23 3.56 3.50 2.08
Standard Deviation 1.00 1.05 0.85 0.87 1.01 1.06 0.99 0.74
Alpha .94 72 .89 .62 .85 .96 91 .94

**Correlation is significant at the 0.01 level (2-tailed).
*Correlation is significant at the 0.05 level (2-tailed).

4.3.1 Tree 1: Predicting FOMO at Work from Dispositional Variables

In the first tree, we designated workplace FOMO as the dependent variable and
the dispositional variables listed in Table 1.1 as predictors. The decision tree analysis
generated a tree with six terminal nodes or clusters of people, with wFOMO scores
ranging from 1.91 to 3.92 on a 5-point scale and explained about 31% of the variance in
wWFOMO. The analysis identified three dispositional variables as the most important
predictors of wFOMO: social comparison orientation, desired belongingness, and self-
concept clarity (see Figure 4.1). As can be seen from the top of the tree, individuals with
high social comparison orientation (SCO > 3.32) reported higher levels of WFOMO (M =
3.55, SD = 0.96; see Node 2).

Conversely, those with lower social comparison orientation (SCO <2.41) reported
the lowest levels of WFOMO, especially when their self-concept clarity was high (SCC >
3,71), resulting in a mean wFOMO score of 1.91, (SD = 0.82; see Node 7). On the other

hand, individuals with high social comparison orientation and high desired belongingness
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Figure 4.1 Predicting wFOMO based on Dispositional Variables
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(more than 3.19) were found to experience the highest levels of WFOMO (M = 3.92, SD
= 0.98; see Node 6).

These findings suggest that employees who frequently compare themselves with
others are more likely to experience FOMO at work, especially if they have a strong need
to belong. In contrast, those with low social comparison orientation and high self-concept

clarity seem less likely to experience FOMO at work.

4.3.2 Tree 2: Predicting FOMO at Work from a Limited Set of Dispositional Variables

In the first tree, social comparison orientation emerged as the primary predictor of
WFOMO. To further explore how the other dispositional variables would relate to
wFOMO in the absence of this powerful influence, we built a second tree without taking
social comparison into account (see Figure 4.2).

The second tree also revealed six terminal nodes, with wFOMO scores ranging
from 2.15 to 3.75. The key dispositional predictors identified were desired belongingness,
neuroticism, core self-evaluation, materialism, and self-concept clarity. In the absence of
social comparison orientation, desired belongingness emerged as the most significant
predictor of WFOMO. High levels of desired belongingness (DB > 3.19) were associated
with the highest wFOMO scores (M = 3.75, SD = 0.97; see Node 2). When desired
belongingness was lower, other dispositional variables became more influential. For
instance, when desired belongingness and neuroticism were both low (NEU < 1.85), the
lowest levels of WFOMO were observed (M = 2.15, SD = 1.19; see Node 3). At higher
levels of neuroticism, core self-evaluation played a significant role (see Node 5 & 6).
Thus, when employees with low desired belongingness and high neuroticism also had
low core self-evaluation, that is, low self-confidence in themselves and their abilities,

their probability of experiencing FOMO appeared higher.
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Figure 4.2 Predicting wFOMO based on a Limited Set of Dispositional Variable
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Materialism was another variable that made a difference. When the core self-
evaluation was high and materialism was also high (> 2.85), employees had a higher
probability of experiencing wFOMO (M = 3.01, SD = 0.84; see Node 8). This cluster
exhibited low desired belongingness, high neuroticism, high core self-evaluation, and
high materialism. Self-concept clarity appeared as another variable when materialism
scores were low. Employees with low self-concept clarity (SCC < 3.88) reported slightly
more wWFOMO (M = 2.90, SD = 0.66; see Node 9), although this was less pronounced

compared to other clusters.

4.3.3 Tree 3: Predicting FOMO at Work from Situational Variables Related to
Uncertainty

Next, we developed a tree predicting wFOMO from four situational variables
related to uncertainty perceptions at work: role ambiguity, procedural uncertainty,
novelty, and complexity. The CART analysis revealed a tree with six terminal nodes,
where WFOMO means ranged from 2.50 to 4.19 (See Figure 4.3).

The first branches of the tree emerged from differences in perceptions of
procedural uncertainty: When employees perceived the procedures to be clear (PU <
2.38), they were less likely to experience WFOMO (M = 2.84, SD = 1.00; see Node 1).
This likelihood further decreased (M = 2.66, SD = 1.06; see Node 3), when employees
had a clear understanding of their roles (role ambiguity < 1.64).

To the right of the tree, perceptions regarding procedural uncertainty were
stronger (> 2.38). The highest levels of wFOMO were observed in this part of the tree
(see Node 10; M = 4.19, SD = 0.68). Specifically, these individuals thought that the

procedures at the workplace were not that clear.
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Figure 4.3 Uncertainty Conditions Tree Constructed with wFOMO

N= 368, PU: Procedural Uncertainty, RA: Role Ambiguity, NOV: Novelty, COM: Complexity.

NOV =170

NOV = 1.70
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Furthermore, they thought their company was an innovative one, where pressures
for novelty could be felt. Finally, they thought that their workplace dynamics were so
complex that it could get chaotic at times.

However, procedural uncertainty alone did not necessarily enhance wFOMO.
When employees did not perceive their organization as innovative (novelty < 1.70),
WFOMO levels were the lowest (M = 2.50, SD = 1.23; see Node 7). Thus, procedural
uncertainty could lead to wFOMO or not depending on other job-related factors,
highlighting the complex relationships that traditional analyses might miss.

The previous decision tree indicated that aspects of the work environment causing
confusion and uncertainty among employees may be linked to higher levels of WFOMO.
Role ambiguity, procedural uncertainty, complexity, and novelty-related perceptions
explained 19% of the variance in wFOMO. Notably, procedural uncertainty, which
showed no significant zero-order correlation with wFOMO (r = 0.08, see Table 4.2),
emerged as influential in the tree analysis (see Nodes 1 and 2, d = 0.34).

Next, we built a new tree by adding three predictors related to the relational
atmosphere at the workplace: supervisor support, team support, and human resources
support. Although zero-order correlations involving these predictors were not significant,
unlike procedural uncertainty, they did not impact the tree structure beyond predictors

related to uncertainty. For simplicity, we do not present this tree.

4.3.4 Tree 4: Integrative Tree

The previous section's trees examined the relevance of dispositional and
situational variables to wWFOMO separately for simplicity. While we could develop trees
using the entire set of predictors, including demographic and industry-specific variables,

the sample size was not large enough for such analyses. Nonetheless, we developed trees
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using the entire set of dispositional and situational predictors used in the previous decision
trees.

Figure 4.4 shows the output of one such integrative tree, which explains 34% of
the variance in wFOMO. As can be seen, the partitioning started with dispositional
variables on top and proceeded with the situational variables later in the model. As in the
previous trees, social comparison orientation, self-concept clarity, and desired
belongingness accounted for substantial variance in wFOMO; having complex workplace
dynamics and procedural uncertainties similarly made a difference as expected. In this
simple tree involving just six terminal nodes, workplace FOMO means ranged between

1.56 to 4.25 on a 5-point scale.

4.3.5 Tree 5: Predicting Job Search Behavior from wFOMO

The analyses presented thus far aimed to clarify the nomological network of
workplace FOMO, which was one of the primary goals of the present study. Another goal
was to demonstrate the relationship of this construct to job search behavior and, hopefully,
to provide preliminary data on why extending FOMO into the workplace could be
beneficial for organizational researchers.

As expected, workplace FOMO was significantly related to job search behavior
(r = .28, p <.001). To contextualize this relationship, we compared this correlation to
other potential correlates of job search behavior, such as perceived support at work,
satisfaction with benefits and opportunities at work, and materialism. Employees who do
not feel adequately supported by their peers and supervisors, or those dissatisfied with
their workplace benefits and opportunities, can be expected to seek new job opportunities.
As shown in Table 4.3, the correlation between wFOMO and job search behavior was

greater than all these relationships.
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Figure 4.4 Integrative Tree

wFOMO
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Table 4.3 Correlates of Job Search Behavior

Variables 1 2 3 4 5 6
1. Job Search Behavior -

2. Workplace FOMO 28** -

3. Perceived Support —17** .06 -

4. Satisfaction with Benefits —.12** .08 H52** -

and Opportunities

5. Materialism A7** 34%* - 09 -.10 -

6. Social Comparison A5** 48** —-03 -.04 48** -
Mean 3.35 3.08 338 298 2.89 3.23
Standard Deviation 1.15 1.00 087 1.00 0.63 0.68
Alpha .95 .94 91 .93 .85 .84

**Correlation is significant at the 0.01 level (2-tailed).
*Correlation is significant at the 0.05 level (2-tailed).

Next, to identify empirical cut-off points automatically, we developed a decision

tree with job search behavior as the outcome and wFOMO as the only predictor (see

Figure 4.5). The analysis revealed that job search activities were more likely at higher

levels of WFOMO. The analysis revealed that job search activities were more likely at

higher levels of WFOMO as expected.
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Figure 4.5 Job Search Behavior Predicting from wFOMO
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N= 368, wFOMO: workplace FOMO.
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5. DISCUSSION

This research's primary goal was to further delineate the nomological network
around workplace FOMO by integrating several additional dispositional and situational
links to the network. Research on FOMO in workplace settings is relatively new, and
there is still much to uncover about the construct, including its antecedents and
consequences. As a potential consequence of FOMO, we found a solid connection to job
search behaviors. People who experienced FOMO at work appeared inclined to search
for new job opportunities. Furthermore, we identified several strong relationships
involving dispositional attributes and workplace-specific situational variables. Given the
study's correlational nature, it is impossible to draw causal inferences regarding these
interesting relationships.

There were so many potential correlates of workplace FOMO. Interactions and
complex relationships among these variables were likely. These interactions, nonlinear
relationships, and critical cut-off points could not be known a priori. Additionally, the
distributional properties of the predictors could make it difficult to detect relationships,
especially given the small sample size. We used decision trees instead of traditional OLS
approaches in analyzing data to deal with these complexities. The benefits of choosing
this strategy surfaced in several places. For instance, some variables that appeared
unrelated to wFOMO in examining zero-order correlations made a difference in decision
trees and increased our understanding of the relationships on the nomological network
(e.g., perceptions related to clarity of procedures).

Another feature of the present study is that it examined FOMO in a diverse sample
of employees spanning various age groups, occupations, sectors, and levels of work

experience—unlike most studies that typically involved student samples.
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The findings of the study were generally consistent with our expectations. Among
the dispositional predictors of wFOMO, social comparison orientation showed the
strongest relationship with FOMO at work, (r =.48, p <.001). People who have a tendency
to compare themselves with others seem to feel more FOMO at work. People who
frequently compare themselves with peers, teammates, or others in different companies
fear missing out on various opportunities, important information, and news.
Consequently, those with a high tendency for social comparison experience greater
FOMO compared to those less inclined to compare themselves with others. This finding
is consistent with previous studies (Albers., 2020; Reer et al., 2019; Tandon et al., 2021).
As seen in the decision tree analyses (Tree 1 & Tree 4), high social comparison orientation
stands out as the most important variable in the integrative tree, alongside other
dispositional and situational variables.

Our expectations regarding the role of the need to belong were also supported.
Workplace FOMO was positively related to the need to belong (r = .28, p <.001) and
desired belongingness (r = .40, p <.001). The results show that people with a high need
to belong experience more FOMO at work, suggesting that people who feel the need to
belong to a group place greater importance on relationships and developments, so they
want to be informed about these developments at work. The desired level of
belongingness reflects individuals’ current state of belonging and shows how satisfied
people are with their relationships. A high level indicates dissatisfaction with the current
environment and relationships, leading to a perception of insufficiency. People who need
to belong to more groups and have a larger circle of friends experience more FOMO at
work. As seen in the first and second trees, desired belongingness plays a significant role

in experiencing FOMO. We found a high level of WFOMO, when both social comparison
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tendencies and desired belongingness are high (see Tree 1, Node 2). Thus, people who
compare themselves with others and have a greater need for social connections are more
afraid of missing out on events and opportunities and are more engaged in accessing
information and relationships, especially at work. No previous study has examined the
relationship between desired belongingness and FOMO at work. We believe it is an
important finding worth pursuing in the future.

As for the Big-Five traits, workplace FOMO was most strongly associated with
neuroticism as expected (r = .29, p <.001). The relationships involving the other traits
were weaker in magnitude. Employees high in neuroticism were more likely to
experience FOMO. However, this relationship did not surface strongly on the decision
trees when there were other dispositional predictors in the model. We developed several
decision trees; neuroticism never emerged among the top five predictors. The other big
five traits, similarly, never found a place in the trees. Compared to the influences of social
comparison orientation, self-concept clarity, desired belongingness, and materialism, the
influence of the big five traits was negligible.

Core-self evaluations, self-concept clarity, and materialism emerged as significant
correlates of WFOMO, as expected. Individuals are less likely to experience FOMO when
they are confident in themselves and their abilities and have clear views about themselves.
It can be said that those who are self-confident and have a stable sense of self experience
less FOMO. There were no studies examining the relationship between core-self
evaluation and FOMO at work, and hence it can be regarded as a contribution to the
literature. Materialism was another significant correlate of wFOMO. As expected,

materialistic individuals were more likely to experience WFOMO (r = .34, p <.001).
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All in all, the dispositional predictors examined in the present study accounted for
approximately 31% of the variance in workplace FOMO, which is impressive. Several of
the aforementioned links were explored in previous studies, but typically in non-work-
related contexts and in isolation from each other. Here, we examined them all at once,
which allowed us to assess their relative contributions and identify their interactions in
predicting wFOMO, which is a unique contribution.

Another contribution of the present study was the identification of four new
predictors of wFOMO. Past research has almost exclusively focused on dispositional
attributes as predictors of WFOMO. In contrast, this study examined perceptions of work
and workplace aspects as situational correlates of WFOMO. Although only two of these
predictors appeared as significant correlates of wFOMO, decision tree analyses
confirmed the crucial roles of the other two. As shown in the third tree, aspects of the
work that can cause confusion and uncertainty among employees can increase WFOMO.
Additionally, various trees we developed demonstrated that ambiguous roles, complex
work dynamics, procedural uncertainties, and pressures for innovation and adaptation can
all contribute to the emergence of wFOMO. Mirroring the correlational analyses,
however, all four of these situational predictors were less impactful in determining
wFOMO than the dispositional variables. Nonetheless, it was important to show that

WFOMO does not depend on individual difference attributes alone.

5.1 Limitations and Applied Implications

Revisiting the relationship between wFOMO and job search behavior, the strength
of this relationship alone attests to the significance of the construct FOMO. Given today’s
high turnover rates and the efforts companies make to retain employees, perhaps FOMO

can become a critical metric to monitor in the future. This research suggests that
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companies may reduce turnover rates by creating a work environment where there is open
and reliable information sharing, and little or no uncertainty regarding job roles and
operating procedures.

One of the limitations of this study is that the sample size was not large enough
(N = 368). Recruiting employees from diverse backgrounds, sectors, and occupations was
a strength, but a larger sample size could allow us to verify the robustness of the
relationships observed in the trees. Furthermore, additional trees involving demographic
variables could be developed. The length of the survey might have discouraged some
participants from completing the rather lengthy survey. In the future, developing a more
efficient questionnaire form could be helpful in reaching a larger sample.

Finally, future research could explore the relevance of workplace FOMO to
additional job outcomes and processes beyond job search behavior. While our study
focused on potential antecedents of workplace FOMO, it is equally important to examine
the outcomes of workplace FOMO. Understanding both sides of the equation can provide
a more comprehensive view of its impact in the workplace, and hopefully inspire
strategies for companies and individuals to cultivate a healthier and more supportive

working environment.
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APPENDIX A. SOCIAL COMPARISON ORIENTATION

Asagidaki sorular1 kendinizi diisiinerek cevaplayiniz. Yanlis ya da dogru cevap yoktur,
sizden istenilen size en yakin secenegi isaretlemenizdir.
(Sample Items)

1. Yaptigim seylerin diger insanlarin yaptiklariyla karsilastirildiginda nasil olduguna her
zaman cok dikkat ederim.

Hig¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

3. Bir seyi ne kadar iyi yaptigimi bilmek istedigimde, yaptigim seyi diger insanlarin
yaptiklariyla karsilagtiririm.

Hig¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

5. Hayatta ne durumda oldugumu asla bagkalarinin durumlarma gore degerlendirmem.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

8. Kendini sik sik bagkalariyla karsilastiran birisi degilimdir.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

10. Hayatta ne kadar basarili oldugum konusunda ¢ogu zaman kendimi baska insanlarla
karsilastiririm.

Hig¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
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APPENDIX B. CORE SELF EVALUATION SCALE

Asagidaki sorular1 kendinizi diisiinerek cevaplayiniz. Yanlis ya da dogru cevap yoktur,

sizden istenilen size en yakin secenegi isaretlemenizdir.

(Sample Items)

1. Hayatta hak ettigim basar1y1 yakaladigima eminim.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
4. Bazen basarisiz oldugumda kendimi degersiz hissederim.
Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
5. Isleri basariyla tamamlarim.
Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
8. Yeteneklerimle ilgili siiphe duyuyorum.
Hig¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
11. Sorunlarimin ¢oguyla basa ¢ikabilirim.
Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
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APPENDIX C. SELF-CONCEPT CLARITY SCALE

Asagidaki sorular1 kendinizi diisiinerek cevaplayiniz. Yanlis ya da dogru cevap yoktur,
sizden istenilen size en yakin secenegi isaretlemenizdir.

(Sample Items)

1. Kendime iliskin inanglarim siklikla birbirleriyle ¢atigir.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

2. Kendim hakkinda bir giin bir goriis, baska bir giin ise farkl bir goriisiim olabilir.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

4. Kendim hakkindaki goriislerim ¢ok sik degisiyor gibi.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
6. Bazen, gercekten goriindiiglim gibi birisi olmadigimi hissediyorum.
Hig¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

11. Genelde, kim ve nasil bir kisi oldugum konusundaki goriiglerim aciktir.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

12. Benim ig¢in, bir konu hakkinda karara varmak oldukg¢a gii¢, ¢iinkii ne istedigimi
gercekten bilmiyorum.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5
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APPENDIX D. NEED TO BELONG SCALE

Asagidaki sorular1 kendinizi diisiinerek cevaplayiniz. Yanlis ya da dogru cevap yoktur,
sizden istenilen size en yakin secenegi isaretlemenizdir.
(Sample Items)

2. Reddedilip dislanmama yol acabilecek seyleri yapmamak i¢in 6zen gosteririm.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

4. Thtiyacim oldugunda s18mabilecegim, destegini alabilecegim insanlar olsun isterim.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

5. Baska insanlar tarafindan onaylanmak, kabul edilmek isterim.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

8. Bir gruba mensup olma hissim oldukga giiglidiir.

Hig¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

10. Digerleri tarafindan dislandigimi hissettigimde duygularim ¢abucak alt iist olur; yara
almug gibi hissederim.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiltyorum Kesinlikle Katiliyorum
1 2 3 4 5
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APPENDIX E. ACTUAL LEVEL OF BELONGINGNESS SCALE

Asagidaki sorular1 kendinizi diisiinerek cevaplayiniz. Yanlis ya da dogru cevap yoktur,
sizden istenilen size en yakin secenegi isaretlemenizdir.

(Sample Items)

1. Etrafimdaki insanlar tarafindan genellikle kabul gérdiigiimi diisiniilyorum.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
2. Arkadaslarim benimle yeterince ilgileniyor.
Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

3. Bos zamanlarimi

birlikte gecirebi

Idigim arkadaslarim var.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

6. Sahip oldugum arkadas sayisin1 yeterli buluyorum.

Hig¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

8. Etrafimda kendimi yakin hissettigim insanlarin yeterli oldugunu diisiinityorum.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5
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APPENDIX F. DESIRED LEVEL OF BELONGINGNESS SCALE

Asagidaki sorular1 kendinizi diisiinerek cevaplayiniz. Yanlis ya da dogru cevap yoktur,

sizden istenilen size en yakin secenegi isaretlemenizdir.

(Sample Items)

1. Etrafimdaki insanlar tarafindan biraz daha fazla kabul edilmek isterdim.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

3. Bog zamanlarimi birlikte gegirebilecegim daha fazla arkadasim olsun isterdim.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

5. Kendimi ait hissedebilecegim daha fazla grup

olsun isterdim.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
7. Su an iletisim halinde oldugum insanlar1 yeterli buluyorum.
Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
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APPENDIX G. MATERIALISM SCALE

Asagidaki sorular1 kendinizi diisiinerek cevaplayiniz. Yanlis ya da dogru cevap yoktur,
sizden istenilen size en yakin secenegi isaretlemenizdir.
(Sample Items)

2. Hayattaki en 6nemli bagarilardan bazilart maddi miilk edinmeyi igerir.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

3. Basar1 gostergesi olarak insanlarin sahip oldugu maddi nesnelerin miktarina fazla 6nem
vermiyorum.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

4. Sahip oldugum seyler hayatta ne kadar iyi oldugum hakkinda ¢ok sey soyliiyor.

Hig¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

6. Diger insanlarin sahip oldugu maddi nesnelere pek dikkat etmem.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiltyorum
1 2 3 4 5

11. Hayatimda liiksii cok severim.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

17. Bazen istedigim her seyi almaya giiciimiin yetmemesi beni oldukg¢a rahatsiz ediyor.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiltyorum
1 2 3 4 5
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Liitfen asagidaki ifadelerin sizi ne kadar tanimladigin1 belirtiniz.

(Sample Items)

7. Farkli seyler denemeyi severim.

APPENDIX H. BIG FIVE SCALE

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiltyorum
1 2 3 4 5
11. Stresle kolay basa ¢ikabilirim.
Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
24. Genel itibariyle sessiz, sakin bir yapim vardir.
Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiltyorum
1 2 3 4 5
27. Sosyalimdir.
Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
31. Uzerime aldigim isi bitiririm.
Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiltyorum
1 2 3 4 5
46. Insanlarla catismamaya ¢alisirim.
Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
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APPENDIX I. ROLE AMBIGUITY SCALE

Bu bolumdeki sorulari yapmis oldugunuz isi ve cahstifimz sirketi diisiinerek
cevaplaymiz. Verilen ifadelerin sizi ve sirketinizi ne kadar yansittigin1 derecelendiriniz.

Su anda ¢alismiyorsaniz eger en son ¢alistiginiz sirketi diisiinerek cevaplayimiz.

(Sample Items)

1. Isimde ne kadar yetkiye sahip oldugumu biliyorum.

Hig¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

4. Isimde sorumluluklarimin neler oldugunu biliyorum.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

5. Isimde benden tam olarak ne beklendigini biliyorum.

Hig¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5
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APPENDIX J. ORGANIZATIONAL INNOVATION SCALE

Bu bolimdeki sorular1 cahstiginiz sirketi diisiinerek cevaplayiniz. Verilen ifadelerin
sirketinizi ne kadar yansittigin1 derecelendiriniz. Su anda ¢alismiyorsaniz eger en son
calistiginiz sirketi diisiinerek cevaplayiniz.

(Sample Items)

3. Calistigim sirkette en son teknolojiler kullanilmaktadir.

Hig¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

5. Calistigim sirkette klasik yontemlerle ¢oziilemeyen problemler icin ¢alisanlar yeni
yontemler gelistirebilir.

Hig¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
6. Calistigim sirkette siirekli glincellemeler ve degisimler s6z konusudur.
Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

8. Calistigim sirkette degisimlere hizlica uyum saglamam gerekir.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

68




APPENDIX K. WORKPLACE FOMO SCALE

Asagidaki sorular1 kendinizi diisiinerek cevaplayiniz. Yanlis ya da dogru cevap yoktur,
sizden istenilen size en yakin secenegi isaretlemenizdir.

Su anda ¢alismiyorsaniz eger en son ¢alistiginiz sirketi diisiinerek cevaplayimiz.
(Sample Items)

1. Isimle ilgili 6nemli gelismeleri kagirabilecegimden endise ederim.

Hig¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

2. Isimle ilgili degerli bilgileri kagirabilecegim i¢in endise ederim.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

6. Onemli is baglantilar1 kurma firsatin1 kagiracagim konusunda endise ederim.

Hig¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

10. Is arkadaslarimin benim kuramayacagim is baglantilar1 kurabileceginden korkarim.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiltyorum
1 2 3 4 5

11. Diger kisilerin elde ettigi kariyer firsatlar1 hakkinda stirekli diistintiriim.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
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APPENDIX L. PROCEDURAL UNCERTAINTY SCALE

Bu boliimdeki sorular1 ¢alistiginiz kurumu diisiinerek cevaplayiniz. Sorular cahstigimz
kurumdaki kullanilan prosediirler hakkinda olup, en uygun oldugunu diisiindiigiiniiz
secenegi isaretleyiniz. Su anda caligmiyorsaniz eger en son ¢alistiginiz sirketi diislinerek
cevaplayiniz.

(Sample Items)

2. Uygulanan prosediirler belirli bir sistem igerisinde uygulanir.

Hi¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5

3. Uygulanan prosediirler eksik ve belirsizdir.

Hig¢ Katilmiyorum Katilmiyorum Kararsizim Katiliyorum Kesinlikle Katiliyorum
1 2 3 4 5
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APPENDIX M. PERCEIVED ORGANIZATIONAL SUPPORT SCALE

Bu bolumdeki sorulari cahstidimiz kurumdaki yonetici/voneticilerinizi,

arkadaslarimz ve insan Kaynaklar1 departmanim diisiinerek cevaplayiniz.
Su anda ¢alismiyorsaniz eger en son ¢alistiginiz sirketi diisiinerek cevaplayimiz.

(Sample Items)

2. Yoneticim isler ¢cikmaza girdiginde giivenebilecegim biridir.

Hig¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

6. Yoneticim saglik, mutluluk gibi genel durumumla ilgilenir.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

7. Y oneticim performansimi nasil gelistirebilecegim konusunda bana yol gosterir.

Hig¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

9. Calisma arkadaslarim isimi yapmamda yardimci olurlar.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

10. Calisma arkadaslarim konusmaya ihtiya¢ duydugumda beni dinlerler.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5

13. insan Kaynaklar1 departmant is konular1 ve gelismeler hakkinda bilgilendirme saglar.

Hi¢ Katilmiyorum

Katilmiyorum

Kararsizim

Katiliyorum

Kesinlikle Katiliyorum

1

2

3

4

5
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APPENDIX N. JOB SEARCH BEHAVIOR SCALE

Litfen gectigimiz dOrt ay icinde asagida yer alan is arama faaliyetlerinin her birini
yapma sikliginizi derecelendiriniz.
(Sample Items)

2. Cesitli is bulma platformlarinda (Kariyer.net, LinkedIn vb.) paylasilan is ilanlarina
bagvurdum.

Hi¢ Yapmadim Nadiren Ara Sira Siklikla Cok Sik
1 2 3 4 5

4. Potansiyel igverenlere/sirkete veya yardimci olabilecek kisilere 0zgegmisimi
gonderdim.

Hi¢ Yapmadim Nadiren Ara Sira Siklikla Cok Sik
1 2 3 4 5

7. Bazi ig arama kuruluslariyla (is ve is¢i bulma kurumu, danismanlik sirketi gibi) baglanti
kurdum.

Hi¢c Yapmadim Nadiren Ara Sira Siklikla Cok Sik
1 2 3 4 5

8. Ilgimi ¢eken sirketlerin internet sitelerini, sosyal medya hesaplarini inceledim.

Hi¢ Yapmadim Nadiren Ara Sira Siklikla Cok Sik
1 2 3 4 5
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APPENDIX O. OPPORTUNITIES SCALE

Bu bolimde sirketinizin size saglamis oldugu firsatlari diisiinerek asagida verilen sorulari
derecelendiriniz. Su anda calismiyorsaniz eger en son c¢alistiginiz sirketi diisiinerek
cevaplayiniz.

(Sample Items)

1. Kisisel gelisim firsatlar1 (Egitim, seminer vb.)

Hi¢ memnun degilim | Memnun degilim Kararsizim Memnunum Cok memnunum
1 2 3 4 5
2. Ucret
Hi¢c memnun degilim | Memnun degilim Kararsizim Memnunum Cok memnunum
1 2 3 4 5

6. Kariyer firsatlar1 (terfi vb.)

Hi¢ memnun degilim | Memnun degilim Kararsizim Memnunum Cok memnunum
1 2 3 4 5

8. Yan haklar (saglik sigortasi, yol-yemek lcreti vb.)

Hi¢ memnun degilim | Memnun degilim Kararsizim Memnunum Cok memnunum
1 2 3 4 5

9. Genel olarak sirketimin bana sagladigi firsatlardan memnunum.

Hi¢ memnun degilim | Memnun degilim Kararsizim Memnunum Cok memnunum
1 2 3 4 5
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APPENDIX P. DEMOGRAPHIC QUESTIONS

Bu boliimde demografik bilgiler yer almaktadir. Verdiginiz cevaplar kisisel olarak
degerlendirilmeyecek, herhangi bir kurumla paylasilmayacaktir.

Cinsiyetiniz
Kadin
Erkek
Belirtmek istemiyorum

Dogum yiliniz

Egitim durumunuz
[kdgretim
Lise
On Lisans
Universite
Yuksek Lisans
Doktora
Su anda aktif olarak calistyor musunuz?
Evet
Hayir
Is hayatinda toplam cahisma siireniz
0-2 yil
3-5yil
6-10 y1l

10 y1l tizeri
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Cahstiginiz sirketin bulundugu sektor
Enerji
[lag/Kimya
Bilisim
Egitim
Gida
Finans
Lojistik
Turizm
Saglik
Insaat
Danigmanlik

Diger

Calisma modeliniz
Surekli ofiste
Hibrit
Sirekli uzakta
Genel olarak sosyal medya platformlarinda giinde ne kadar zaman harciyorsunuz?
0-1 saat
2-4 saat
5-7 saat
8-10 saat

10 saat Uzeri

Calismaya katilim sagladiginiz igin tesekkiir ederiz.
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