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This study addresses today's insecure career context, which entails significant stress for many employees. While career insecurity's negative effects on well-being have been extensively documented, existing research often overlooks a critical daily concern: employees' fear of missing out on career-relevant resources at work. To explore this gap, we introduce the concept of Fear of Missing Out at Work (FoMO at work) to the career literature, conceptualizing it through a Conservation of Resources Theory lens. We specifically posit that career insecurity triggers the fear of missing out on informational and relational resources at work, thereby undermining psychological well-being. Furthermore, we propose that employees' affiliation at work can mitigate these detrimental effects. Results from OLS regressions on data from 206 employees across two time points three weeks apart revealed that changes in career insecurity predicts increased fear of informational and relational exclusion. In turn, the fear of relational exclusion promotes irritation and overall stress. Additionally, we found evidence that affiliation at work buffers the effects of career insecurity on the fear of informational exclusion. These findings improve our empirical understanding of FoMO at work as a resource-based fear and provide practical recommendations for mitigating its negative effects within today's insecure career context.
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Introduction

Fear of Missing Out at Work has recently gained significant attention as an emerging phenomenon of contemporary work environments (Budnick et al., 2020). It represents the fear of missing out on informational and relational resources at work, specifically, the fear and apprehension of missing out on critical job-related information and opportunities to build and strengthen professional networks. However, modern work environments have changed how individuals access these resources compared to only a decade ago. For example, in a hybrid work situation—where time is spent both in the office and working remotely—it may be more difficult to expand one's social capital because informal conversations and meetings do not occur as frequently as they would in an on-site setting. Additionally, the digitalization of professional communication via email, messaging apps, and networking platforms such as LinkedIn makes informational resources more accessible. However, the amount of information has increased tremendously, making it more difficult to keep up with new information and identify relevant data. These circumstances lead to the emergence of Fear of Missing Out at Work reflecting employees' concerns about lacking access to or missing out on task- and career-relevant informational or relational resources at work.

Informational and relational resources are essential for successfully navigating the complexities of contemporary careers. Access to information about the labor market, industry trends, and organizational dynamics enables individuals to make informed career decisions. And relational resources, such as social networks and supportive colleagues, provide guidance and growth opportunities. While Fear of Missing Out at Work (FoMO at work) gained traction as a phenomenon born of our technologized, media-rich work environments, we posit that it also reflects underlying career insecurity that makes access to informational and relational resources feel indispensable. Given the current career context—characterized by the rise of remote work, recent economic downturns, and employees' growing concerns of being replaced by AI and automated systems—the latter assumption seems particularly plausible. This assumption implies that an insecure career naturally triggers FoMO at work, and that affiliation at work counteracts respective impairments: Individuals who are well-connected and socially included at work may feel less anxious about missing out on information and opportunities to strengthen and build professional contacts, suggesting affiliation at work as a resource that prevents insecure career environments from translating into day-to-day impairments.

In line with these premises, our study has two objectives. First, we introduce FoMO at work to the career literature. Specifically, we aim to demonstrate that career insecurity, a stressor on the macro-level, not only relates to impairments of psychological well-being but also manifests as fear of missing out on informational and relational resources at work. Second, we explore the assumption that these effects are mitigated when people feel well-connected in their work environment (cf. Figure 1). With these goals in mind, the study contributes to a better empirical understanding of FoMO at work and provides practical recommendations for mitigating the negative effects of insecure careers on employees' well-being.
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FIGURE 1
 Theoretical model and hypotheses on the relationships between career insecurity, affiliation at work, informational and relational fear of missing out at work, and well-being impairments. The direct effects of career insecurity on well-being impairments (H1a, H1b, and H1c) are not depicted; solid lines indicate significant effects; dashed lines indicate non-significant effects.




Theoretical framework

Theories that focus on explaining how individuals acquire, protect and use resources provide an ideal framework for understanding the antecedents and outcomes of FoMO at work in the current insecure career context. One such framework is the Conservation of Resources (COR) theory (e.g., Hobfoll, 1989), which conceptualizes stress as a response to the loss or threat of loss of valued resources. COR theory (e.g., Hobfoll, 1989; Hobfoll et al., 2018) has been widely applied to the domains of work (Bakker and Demerouti, 2017; Nielsen et al., 2017) and careers (De Cuyper et al., 2012; Sullivan and Al Ariss, 2022) and has proven relevant for understanding stress in professional environments (Westman et al., 2004; Hobfoll, 2011).

According to COR theory, individuals are motivated to obtain, retain, and protect valuable resources. Resources can be objects, personal characteristics, conditions, or energies that are either inherently valuable or necessary to achieve other valued goals. When resource loss occurs or is anticipated, individuals are likely to experience psychological stress. The theory further emphasizes that losing resources has a greater impact than gaining them. It also highlights that individuals must invest their resources in order to acquire new ones and prevent further loss (Hobfoll, 1989, 2001, 2011; Halbesleben et al., 2014). Furthermore, the importance of acquiring resources increases under conditions of actual or threatened of loss of resources, as described by the Gain Paradox Principle of COR. Hobfoll (1989) also acknowledged the relevance of broader environmental conditions in shaping resource dynamics. For instance, economic instability can jeopardize an individual's access to essential resources. This ecological perspective has gained traction in more recent COR literature, where the concept of resource passageways has emerged. These passageways can be understood as conditional factors, such as the labor market as a macro-level context, that influence the availability, accessibility, and subjective value of resources (Hobfoll, 2011; Hobfoll et al., 2018). By facilitating or hindering resource acquisition, these passageways play a pivotal role in determining individuals' capacity to maintain psychological well-being. In this regard, the modern career environment can be conceptualized as a critical resource passageway (Hobfoll, 2012; Hobfoll et al., 2018; Holmgreen et al., 2017). It provides, limits, or threatens access to a variety of valued resources such as job security, financial security, professional identity, and development opportunities. However, the current labor market is often characterized by volatility, precarious employment, and organizational changes, all of which contribute to the perception of career insecurity. Thus, career insecurity poses a constant threat to valued resources according to COR theory and signifies today's career context as resource passageway that threatens access to resources, and thus, impairs psychological well-being.


Career insecurity and psychological impairment

The contemporary career context is consistently labeled as insecure (Jiang et al., 2025; Spurk et al., 2022), and many employees worldwide experience the accompanying uncertainty and unpredictability (e.g., employees in scientific careers; Alisic and Wiese, 2020; actors in the gig economy; e.g., Callanan et al., 2017; in precarious employment; e.g., Llosa et al., 2018). At the heart of career insecurity is the individual's experience of a “sense of powerlessness to maintain desired employability” (Colakoglu, 2011, p. 48), which has been shown to negatively impact both physical and mental health (Spurk et al., 2022). For instance, it has been associated with emotional exhaustion, anxiety, low life satisfaction, and depression (Llosa et al., 2018). And even the perceived threat of losing valued job features (i.e., qualitative job insecurity) is significantly related to mental health complaints (Iliescu et al., 2017).

Since there are many approaches to assessing well-being impairments, it is crucial to acknowledge and depict potential psychological impairments caused by career insecurity (e.g., worries, exhaustion, depression) as thoroughly as possible and, ideally, stratified across perceptual levels, generalizability across life domains, and intensity gradients, representing sequential stages of stress progression. First, at the perceptual level, the triple-match principle (de Jonge and Dormann, 2006) distinguishes cognitive, emotional, and physical strain. Second, generalizability differentiates work-specific stress (e.g., work-related irritation; Mohr et al., 2006) from generalized stress (e.g., perceived stress; Cohen et al., 1983), and reflects whether career threats may permeate broader life domains. Third, intensity gradients reveal a progression from mild precursors (e.g., difficulty detaching from work; Sonnentag and Bayer, 2005) to intermediate markers of dysfunction (e.g., irritation as a depression precursor; Mohr et al., 2006), culminating in clinically severe impairment (e.g., perceived stress; Schneider et al., 2020).

To capture this stratification comprehensively, we consider three outcome measures as crucial: impaired detachment, emotional irritation, and perceived stress. Impaired detachment—defined as the inability to disengage from work-related thoughts during non-work time—operates at the cognitive perceptual level and represents the mildest intensity of impairment (Cropley and Zijlstra, 2011; Sonnentag et al., 2017; Sonnentag and Fritz, 2015). It constitutes the initial stage where career threats penetrate personal life, serving as the earliest detectable sign of work-related strain. Emotional irritation—characterized as work-induced negative affective reactivity after work such as frustrated or volatile mood—functions at the emotional perceptual level and indicates moderate impairment intensity. It emerges when detachment failure triggers affective spillover (Mohr et al., 2006), acting as a temporally intermediate stress marker. This state embodies emotional exhaustion stemming from unresolved career threats and predicts clinical outcomes like depression, reflecting its transitional severity (Dormann and Zapf, 2002). Perceived stress—manifesting as a sense of global psychological overload—operates at the systemic perceptual level and denotes the most severe non-clinical intensity of well-being impairment. It materializes when career strain generalizes beyond the work domain (Cohen et al., 1983). Perceived stress signifies cross-domain resource depletion and demonstrates robust correlations with mental health impairments (Schneider et al., 2020), positioning it as a critical precursor of clinical strain symptoms. Collectively, these measures allow to map a cascading pathway depicting well-being impairments of career insecurity as fueling cognitive intrusion (detachment failure), triggering emotional spillover (emotional irritation), and ultimately causing systemic overload (perceived stress), and are thus examined in an initial replication hypothesis, which also serves as a basis for the development of consequent hypotheses.

Hypothesis 1. Career insecurity is positively associated with impaired detachment (H1a), emotional irritation (H1b), and perceived stress (H1c).



Career insecurity and Fear of Missing Out at Work

Thus far, the resource-based perspective has been used to illustrate that career insecurity—as a resource passageway threatening valued resources—leads to stress. However, a resource-based perspective can also explain why employees who perceive career insecurity may develop an increased fear of missing out on informational and relational resources: According to COR theory, in a career context where the threat and loss of resources is characteristic, the importance of career-related resources increases, and the loss of career-related resources becomes more salient—the Fear of Missing Out at work emerges.


FoMO at work as resource threat experience

The concept of Fear of Missing Out (FoMO) was originally introduced in the context of (social) media use and referred to as the fear of being excluded from social interactions and events (Przybylski et al., 2013). Budnick et al. (2020) transferred the concept to the workplace, coining the term FoMO at work. FoMO at work (also workplace FoMO) describes the worry about missing important work-related updates, valuable work- and career-related information, and opportunities to build and strengthen professional relationships. According to Budnick et al. (2020), workplace FoMO encompasses two primary facets—relational exclusion and informational exclusion. Informational FoMO at work is characterized by anxiety about missing critical work-related updates and insights. It centers on the possibility of not receiving essential, timely information that could promote daily task fulfillment or overall career advancement (Budnick et al., 2020; Ebner et al., 2025a). Relational FoMO at work emphasizes concerns about not capitalizing on networking opportunities or interpersonal interactions that could strengthen one's social capital within the workplace. It thus refers to the apprehension surrounding missed opportunities to nurture and maintain meaningful work relationships and professional networks, which are essential to career development (Budnick et al., 2020; Ebner et al., 2025a).

We suggest that the fear of being excluded from the flow of information and access to professional connections at work can be interpreted as missing out on important career-promoting resources sensu COR theory. Fundamentally, COR theory defines resources as objects, personal characteristics, conditions, or energies that are either valued for themselves or because they facilitate the acquisition or protection of other resources (Hobfoll, 1989, 2001). According to Hobfoll's taxonomy of resources Hobfoll (1989, 2001), informational FoMO would entail both, the fear of missing out on condition resources (e.g., up to date labor market insights, industry trends, or organizational updates) and energy resources (e.g., saved cognitive effort to stay updated, positive time-and attention-budget to get information), and relational FoMO would entail the fear of missing out on social resources (e.g., professional network, peer support) and personal resources (e.g., self-esteem, group identity). Thus, while career insecurity—driven by external factors such as economic instability, technological advancements, and changing labor market demands—negatively affects workers' well-being as a threat of resources on a macro-level, FoMO at work is regarded as a natural micro-level consequence of navigating an insecure career context, in which individuals naturally become more vigilant and concerned about missing out on career-relevant opportunities and resources.

In summary, we argue that the fear of lacking access to informational or relational resources at work is a psychological response to career insecurity and an everyday manifestation of individuals' concerns about employability and career setbacks. We therefore hypothesize that individuals with greater career insecurity are more likely to experience heightened informational and relational FoMO at work.

Hypothesis 2. Career insecurity is positively associated with informational Fear of Missing Out at Work (H2a) and relational Fear of Missing Out at Work (H2b).



FoMO at work and psychological impairment

Based on the theoretical proposition that career insecurity exacerbates FoMO at work, it is evident that these day-to-day worries may be a potent predictor of impairments in psychological well-being. From the perspective of COR theory, FoMO at work begins as an aversive emotional reaction to the threat of losing resources. This anxiety leads to compensatory behaviors aimed at preserving or regaining these resources, such as investing energy, time, and attention (Hobfoll, 2001; Halbesleben et al., 2014), exemplarily as constant connectivity, compulsive checking of work communication, and heightened vigilance toward social and informational cues. However, when the perceived benefits (e.g., staying updated) fail to offset the emotional and cognitive costs of sustained engagement (Ten Brummelhuis and Bakker, 2012), chronic resource investment without adequate gain results in resource depletion, which is a well-established precursor to emotional exhaustion, burnout, and strain (Bakker and Demerouti, 2017). For example, FoMO at work drives maladaptive coping strategies in response to resource threats, fueling problematic media use behaviors such as compulsive connectivity, which has been shown to result in poorer social relationships, affective impairments, depression, and anxiety (Milyavskaya et al., 2018; Blackwell et al., 2017; Elhai et al., 2017; Kross et al., 2013). Similarly, FoMO, experienced as the constant need to stay informed and connected, directly correlates with difficulties mentally detaching from work, increased emotional irritation, and daily stress (Ebner et al., 2025b). Furthermore, excessive attempts to maintain informational and relational resources may further erode personal resources (e.g., self-efficacy and autonomy), thereby accelerating resource loss spirals (Hobfoll et al., 2018). In this way, FoMO at work functions as a psychological demand that consumes resources and additionally drains access to other valued resources needed for recovery and psychological well-being, thus predicting short-term stress and more intense strain.

Hypothesis 3. Informational Fear of Missing Out at Work is positively associated with impaired detachment (H3a), emotional irritation (H3b), and perceived stress (H3c).

Hypothesis 4. Relational Fear of Missing Out at Work is positively associated with impaired detachment (H4a), emotional irritation (H4b), and perceived stress (H4c).




Affiliation at work as a buffer

Given that individuals who perceive their careers as insecure are prone to suffer from FoMO at work, studies further point to the role of basic human needs in this relationship (e.g., Beyens et al., 2016). According to self-determination theory (SDT), basic human needs—the need for competence, the need for autonomy and the need for relatedness—are “innate, organismic needs” that are essential for psychological growth and well-being, motivation, and behavior (Deci and Ryan, 2000, p. 229). Satisfied basic human needs at work are known to positively correlate with job satisfaction, work engagement, job and organizational commitment, performance, life satisfaction, and general health (e.g., Baard et al., 2004; Deci et al., 2008; Van den Broeck et al., 2008), as well as subjective career success, perceived person-vocation fit, and career commitment (Ng and Feldman, 2014; Dahling and Lauricella, 2017; Dose et al., 2019). Conversely, unsatisfied psychological needs while pursuing career goals are associated with greater psychological distress and hinder career goal progress (Holding et al., 2020).

As noted above, according to COR theory, career insecurity reflects a threat to resources. Thus, it motivates behaviors to resolve or overcome the threat, that is, behaviors that lead to the satisfaction of (unsatisfied) needs (Sheldon and Gunz, 2009). This assumption is based on psychological needs theories, which posit that unsatisfied needs lead to motive activation and the motivation to engage in behaviors that overcome or counteract the perceived threat (e.g., Schaller et al., 2017; Sheldon, 2011). In the context of career insecurity, one basic human need seems to be particularly relevant: the need for connectedness. This basic human need has been referred to as the affiliative motive, the psychological need to belong, or the need for relatedness. It drives behaviors to establish, maintain, or repair friendly relations with others (McClelland and Jemmott III, 1980). When this need is satisfied in the workplace, individuals experience themselves as part of a group (e.g., a work team), share group goals and resources, care for and help others, and engage in meaningful social interactions (Kenrick et al., 2010).

According to COR theory, satisfied social motives such as the affiliation motive, result in external resources that individuals can use to acquire or preserve other resources (Hobfoll and Ford, 2007). Affiliation should thus mitigate the negative effects of career insecurity as demonstrated by, for example, Naswall et al. (2005), who showed that social support mitigates negative effects of job insecurity on strain. Specifically, since social integration at work provides individuals with important informational resources (e.g., sharing relevant career information or market knowledge) and relational resources (e.g., a professional network to rely on), we argue that both types of resources—informational and relational—depend on the satisfaction of affiliative needs at work. A solid affiliation at work—manifested as an individual's sense of belonging to a professional group and being able to rely on others—thus serves as conditional factor that modifies the strength with which career insecurity promotes FoMO at work. In that way, affiliation at work mitigates the effects of career insecurity on informational and relational FoMO at work. This theoretical reasoning leads to a hypothesis that complements our assumptions about the interplay between career insecurity, affiliation at work and FoMO at work.

Hypothesis 5. Affiliation at work mitigates the positive association between career insecurity and informational Fear of Missing Out at Work (H5a) and relational Fear of Missing Out at Work (H5b). When affiliation at work is high, the association will be weaker.




Methods


Recruiting and sample

Participants were invited via email from a major commercial data collection service provider to take part in a two-wave study. Participants were pre-selected based on the following eligibility criteria: Only individuals who were of legal age who were employed part-time or full-time were invited. Specifically, they were invited to participate in two data collection sessions, 3 weeks apart. Participants were fully informed of the study's purpose and procedures, as well as the applicable privacy regulations. They gave informed consent and received a € 2.00 financial incentive for participating. At the first measurement time, we collected data on all constructs and control variables, including affiliation at work. At the second measurement time after 3 weeks, we collected data on career insecurity, FoMO at work, and stress measures (detachment, emotional irritation, and perceived stress).

A total of 354 individuals responded to the study invitation at Time 1. After excluding 148 individuals who did not fully meet the eligibility criteria or who did not provide data at Time 2, the final sample consisted of 206 participants (50.0% male), aged 22 to 68 years (M = 44.80 years; SD = 11.77), who lived in Germany during the study period. A dropout analysis revealed no significant differences between those who remained and those who dropped out regarding any of the constructs assessed at Time 1. All study participants were employed in dependent part-time or full-time jobs, working an average of 35.15 h per week by contract (SD = 8.50) and 37.63 h per week effectively (SD = 10.64). On average, participants worked remotely 39.60% of the time (SD = 40.66%; minimum: 0%; maximum: 100%). The mean proportion of working time spent using a computer or laptop was 72.55% (SD = 34.10%).



Measures
 
Career insecurity

Career insecurity was assessed using the Career Insecurity Scale (Höge et al., 2012). The scale is a widely used German measure (e.g., Spurk et al., 2016) with four items to be answered on a six-point Likert scale from 1 (does not apply at all) to 6 (applies completely). An example item is “I am uncertain that I will achieve my career goals” (English translation by the authors). All items express insecurity about whether self-set career goals are achievable or whether one's career future appears unpredictable (Höge et al., 2012). Cronbach's alpha was α = 0.81 (Time 1) and α = 0.81 (Time 2), respectively.



Fear of Missing Out at Work

The workplace FoMO scale by Budnick et al. (2020), translated into German (Ebner et al., 2025a), was used to measure respondents' fear of missing out at work during the past week. The measure represents an employee's pervasive concern about missing out on valuable information or career opportunities and consists of two five-item subscales to be responded on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). Example items are “I worry that I will miss out on important information that is relevant to my job” (informational exclusion) and “I worry that I will miss out on networking opportunities that my coworkers will have” (relational exclusion). Cronbach's alpha for the informational exclusion subscale was α = 0.96 (Time 1) and α = 0.95 (Time 2), respectively; Cronbach's alpha for the relational exclusion subscale was α = 0.95 (Time 1) and α = 0.95 (Time 2).



Affiliation at work

To assess affiliation at work, we used the German version of the Fundamental Social Motives Inventory adapted to the work context (Neel et al., 2016; German version: Steiner et al., 2025). Participants were instructed to indicate the extent to which their current work life fulfills their need for belonging and inclusion as reflected in the experience of affiliation. Specifically, respondents indicated the degree of fulfillment of the instruments' six-item affiliation motive-subscales “group” and “exclusion concern,” which refer to the positive aspects of group affiliation and social inclusion at work from 1 (not at all fulfilled) to 7 (fully fulfilled). Example items are “In my working life, I am part of a group” and “In my working life, people do things without me” (reverse coded; translation by the authors). Items of the exclusion concern subscale were reverse coded so that high scores on both subscales indicated high levels of affiliation at work. Cronbach's alpha was α = 0.83 (Time 1).



Impaired detachment

Impaired detachment was measured using the psychological detachment subscale of the Recovery Experience Questionnaire (Sonnentag and Fritz, 2007). The four items of this subscale represent an individual's ability to mentally disengage from work at the end of the day. Respondents were asked to indicate their ability to recover in the evenings and the absence of work-related ruminative intrusions during their free-time in the past week from 1 (strongly disagree) to 5 (strongly agree). An example item is “I didn't think about work at all” (Sonnentag and Fritz, 2007). All items were reverse scored. Cronbach's alpha was α = 0.94 (Time 1) and α = 0.93 (Time 2).



Emotional irritation

The irritation scale by Mohr et al. (2005) was used to measure emotional irritation. The emotional irritation subscale intends to capture psychological strain stemming from an imbalance of work-related demands and resources that manifests beyond the work context as agitated irritability (Mohr et al., 2005). Respondents indicated retrospectively the extent to which they reacted with anger, grumpiness, or emotional tension after work during the last week on a seven-point Likert-type scale ranging from 1 (strongly disagree) to 7 (strongly agree). An example of the five-item subscale reads: “I got grumpy when others approached me after work” (Mohr et al., 2006). Cronbach's alpha was α = 0.93 (Time 1) and α = 0.95 (Time 2).



Perceived stress

The abbreviated German version of the Perceived Stress Scale (PSS-10; Klein et al., 2016) by Cohen et al. (1983) was used to measure participants' psychological stress. The scale uses 10 items to capture the extent to which participants perceived their lives as unpredictable, uncontrollable, and overwhelming in the past week (Cohen et al., 1983). Respondents are asked to answer the scale items on a five-point Likert scale ranging from 1 (never) to 5 (very often) with regard to the previous week. An example item reads, “In the last week. how often have you felt confident about your ability to handle your personal problems?” (item derived from Cohen et al., 1983). Cronbach's alpha was α = 0.79 (Time 1) and α = 0.81 (Time 2).



Control variables

We controlled for age and gender as controls because of their associations with social motives, career threats, perceptions of career insecurity, stress, and coping strategies (Giunchi et al., 2016; Menéndez-Espina et al., 2019; Neel et al., 2016). We also controlled for regular weekly work hours by dividing the sample into two groups: full-time workers (more than 35 h per week) and part-time workers (<35 h per week). The resulting variable “working part-time” was dummy coded as 0 (working full-time) and 1 (working part-time). Additionally, we controlled for the percentage of respondents' average weekly work hours spent in the home office. This variable is referred to as working remotely in the analyses. These two measures will probably affect how likely people are to have access to the necessary information and relationships at work.




Statistical analyses

Statistical analyses were performed using R 4.2.2 (R Core Team, 2022). We performed linear regression analyses and assessed model adequacy in accordance with the recommendations of Shatz (2023) using the R-package performance (Lüdecke et al., 2021). Overall, the assumptions were met in all models (linearity, homogeneity of variance, collinearity, influential observations, and normality of residuals).

Since for the behavioral sciences, Cohen et al. (2003) recommend relying on regressed changes rather than change scores for two-time-point data, we predicted the outcome variable at Time 2 while statistically controlling for the corresponding variable at Time 1. This approach controls for between-subject effects and predicts the change in each outcome variable. We accordingly entered the predictor variables into the regression separately for both measurement times. Thereby, the effect of Time 2 indicates the influence of the change in the predictor on the change in the outcome variable. For example, when testing the hypotheses, the effect of career insecurity at Time 2 is particularly important because this predictor represents a within-subject effect, which allows initial conclusions to be drawn about causality (Cohen et al., 2003).




Results

Table 1 shows the means, standard deviations, and correlations of the study variables. Central to our hypotheses, career insecurity at T1 and at T2 correlated positively with both FoMO facets at T1 and T2. Both facets of FoMO correlated significantly with all outcomes indicating well-being impairments in the hypothesized directions. Affiliation correlated negatively with career insecurity, FoMO at work, and the well-being outcomes, suggesting buffering potential.

TABLE 1 Descriptive statistics and correlations for study variables at Time 1 (T1) and Time 2 (T2).


	No.
	Variable
	M
	SD
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12





	1
	Career insecurity (T1)
	2.97
	1.11
	
	
	
	
	
	
	
	
	
	
	
	

 
	2
	FoMO-IE (T1)
	2.17
	1.13
	0.43***
	
	
	
	
	
	
	
	
	
	
	

 
	3
	FoMO-RE (T1)
	1.93
	1.01
	0.41***
	0.79***
	
	
	
	
	
	
	
	
	
	

 
	4
	Impaired detachment (T1)
	2.46
	1.12
	0.22**
	0.18*
	0.21**
	
	
	
	
	
	
	
	
	

 
	5
	Emotional irritation (T1)
	2.60
	1.55
	0.45***
	0.42***
	0.46***
	0.46***
	
	
	
	
	
	
	
	

 
	6
	Perceived stress (T1)
	2.50
	0.64
	0.55***
	0.31***
	0.33***
	0.41***
	0.64***
	
	
	
	
	
	
	

 
	7
	Career insecurity (T2)
	2.82
	1.19
	0.76***
	0.40***
	0.36***
	0.29***
	0.46***
	0.51***
	
	
	
	
	
	

 
	8
	FoMO-IE (T2)
	2.10
	1.09
	0.37***
	0.58***
	0.60***
	0.20**
	0.32***
	0.25***
	0.46***
	
	
	
	
	

 
	9
	FoMO-RE (T2)
	1.91
	1.05
	0.33***
	0.56***
	0.62***
	0.20**
	0.34***
	0.21**
	0.40***
	0.89***
	
	
	
	

 
	10
	Impaired detachment (T2)
	2.59
	1.10
	0.32***
	0.24***
	0.25***
	0.67***
	0.40***
	0.38***
	0.36***
	0.18**
	0.21**
	
	
	

 
	11
	Emotional irritation (T2)
	2.62
	1.52
	0.47***
	0.42***
	0.47***
	0.44***
	0.65***
	0.56***
	0.63***
	0.54***
	0.56***
	0.51***
	
	

 
	12
	Perceived stress (T2)
	2.56
	0.65
	0.50***
	0.31***
	0.35***
	0.41***
	0.57***
	0.68***
	0.57***
	0.38***
	0.39***
	0.45***
	0.68***
	

 
	13
	Affiliation at work (T1)
	5.05
	0.91
	−0.41***
	−0.31***
	−0.33***
	−0.14*
	−0.35***
	−0.40***
	−0.33***
	−0.21**
	−0.27***
	−0.21**
	−0.35***
	−0.41***





N = 206; Coefficients are unstandardized; FoMO-IE, Fear of Missing Out—informational exclusion; FoMO-RE, Fear of Missing Out—relational exclusion; *p < 0.05; **p < 0.01; ***p < 0.001.




Tables 2, 3 present hierarchical regression models that predict the outcome variables at Time 2. In all models, we first included the control variables of gender, age, working part-time, working remotely, and affiliation at work. We also included the Time 1 measure of the respective outcome variable; while controlling for T1, the regression models predict change in the respective criterion variable.

TABLE 2 Hierarchical regression analyses for career insecurity and FoMO at Work predicting detachment, irritation, and stress.


	Effect
	Impaired detachment
	Emotional irritation
	Perceived stress





	
	Model 1a
	Model 1b
	Model 1c
	Model 2a
	Model 2b
	Model 2c
	Model 3a
	Model 3b
	Model 3c

 
	(Intercept)
	1.83***
	0.91
	0.76
	2.69***
	1.17
	0.36
	1.89***
	1.66***
	1.34***

 
	Gendera
	0.01
	−0.02
	−0.01
	0.19
	0.07
	−0.04
	−0.06
	−0.10
	−0.12

 
	Age
	−0.00
	0.00
	0.00
	−0.01
	−0.00
	0.00
	−0.00
	−0.00
	−0.00

 
	Working part timeb
	0.20
	0.16
	0.17
	−0.01
	−0.06
	0.00
	0.11
	0.11
	0.13

 
	Working remotelyc
	0.00
	−0.00
	−0.00
	−0.00
	−0.00
	−0.00
	−0.00
	−0.00
	−0.00

 
	Affiliation at work
	−0.15*
	−0.07
	−0.04
	−0.25*
	−0.15
	−0.10
	−0.13***
	−0.11**
	−0.09*

 
	Dependent variable (Time 1)
	0.63***
	0.59***
	0.59***
	0.58***
	0.44***
	0.39***
	0.60***
	0.49***
	0.51***

 
	Career insecurity (Time 1)
	
	0.08
	0.07
	
	−0.23*
	−0.22*
	
	−0.07
	−0.06

 
	Career insecurity (Time 2)
	
	0.10
	0.12
	
	0.68***
	0.58***
	
	0.19***
	0.17***

 
	FoMO-IE (Time 1)
	
	
	0.05
	
	
	−0.12
	
	
	−0.08

 
	FoMO-IE (Time 2)
	
	
	−0.20
	
	
	−0.02
	
	
	−0.04

 
	FoMO-RE (Time 1)
	
	
	0.03
	
	
	0.08
	
	
	0.05

 
	FoMO-RE (Time 2)
	
	
	0.16
	
	
	0.45**
	
	
	0.17*

 
	R2
	0.46***
	0.48***
	0.49***
	0.44***
	0.58***
	0.65***
	0.51***
	0.57***
	0.60***

 
	ΔR2
	
	0.02*
	0.01
	
	0.14***
	0.07***
	
	0.06***
	0.04**





N = 206; Coefficients are unstandardized; aGender is dummy-coded as 0 (female) and 1 (male); bWorking part-time is dummy coded as 0 (working full-time) and 1 (working part-time); cWorking remotely represents the percentage of respondents' average weekly work hours spent in the home office; FoMO-IE, Fear of Missing Out—informational exclusion; FoMO-RE, Fear of Missing Out—relational exclusion; *p < 0.05; **p < 0.01; ***p < 0.001.




TABLE 3 Hierarchical regression analyses for career insecurity predicting FoMO at Work moderated by affiliation at work.


	Effect
	Informational exclusion
	Relational exclusion





	
	Model 4a
	Model 4b
	Model 4c
	Model 5a
	Model 5b
	Model 5c

 
	(Intercept)
	1.82***
	0.91
	0.36
	1.49**
	0.98
	−0.71

 
	Gendera
	0.26
	0.23
	0.24
	0.06
	0.03
	0.02

 
	Age
	−0.02**
	−0.01*
	−0.01*
	−0.01
	−0.00
	−0.01

 
	Working part timeb
	−0.04
	−0.07
	−0.05
	−0.01
	−0.03
	−0.05

 
	Working remotelyc
	−0.00
	−0.00*
	−0.00*
	−0.00
	−0.00
	−0.00

 
	Affiliation at work
	−0.04
	0.03
	0.15
	−0.08
	−0.05
	0.28

 
	FoMO-IE/-RE (Time 1)
	0.53***
	0.45***
	0.46***
	0.60***
	0.57***
	0.56***

 
	Career insecurity (Time 1)
	
	−0.07
	−0.66
	
	−0.14
	0.23

 
	Career insecurity (Time 2)
	
	0.29***
	1.13**
	
	0.26***
	0.50

 
	Affiliation x Career insecurity (Time 1)
	
	
	0.11
	
	
	−0.07

 
	Affiliation x Career insecurity (Time 2)
	
	
	−0.17*
	
	
	−0.05

 
	R2
	0.38***
	0.44***
	0.45***
	0.40***
	0.44***
	0.45***

 
	ΔR2
	
	0.06***
	0.01
	
	0.04**
	0.01





N = 206; Coefficients are unstandardized; aGender is dummy-coded as 0 (female) and 1 (male); bWorking part-time is dummy coded as 0 (working full-time) and 1 (working part-time); cWorking remotely represents the percentage of respondents' average weekly work hours spent in the home office; FoMO-IE, Fear of Missing Out—informational exclusion; FoMO-RE, Fear of Missing Out—relational exclusion; *p < 0.05; **p < 0.01; ***p < 0.001.





Career insecurity and psychological impairment

To validate previous research, we tested a replication hypothesis positing that career insecurity should be positively associated with impaired detachment (H1a), emotional irritation (H1b), and perceived stress (H1c). To test Hypothesis H1a, we conducted a hierarchical regression analysis predicting impaired detachment at Time 2 (cf. Table 2). In Model 1a, we included the control variables and impaired detachment at Time 1 to predict changes in impaired detachment at Time 2. In Model 1b, we included career insecurity at Time 1 and Time 2. However, neither the initial level of career insecurity at Time 1, b = 0.08, p = 0.333, nor career insecurity at Time 2, b = 0.10, p = 0.191, affected detachment impairments from work at Time 2. Thus, Hypothesis H1a was not supported. Hypothesis H1b predicted that an increase in career insecurity would be positively associated with emotional irritation (cf. Table 2). Model 2b, which included career insecurity at Time 1 and Time 2, revealed a positive relationship between career insecurity at Time 2 and emotional irritation at Time 2, b = 0.68, p = 0.007. This result supports Hypothesis H1b, indicating that an increase in career insecurity is associated with an increase in emotional irritation. Hypothesis H1c proposed that an increase in career insecurity is positively associated with an increase in perceived stress (cf. Table 2). The results of Model 3b supported this hypothesis, indicating that career insecurity at Time 2 was positively related to perceived stress at Time 2, b = 0.19, p < 0.001. Thus, an increase in career insecurity was found to be associated with an increase in perceived stress.

In summary, although career insecurity was not significantly associated with impaired detachment (H1a), an increase in career insecurity was positively associated with greater emotional irritation (H1b) and perceived stress (Hypothesis H1c), demonstrating the negative relationship between career insecurity and psychological well-being.



Career insecurity and FoMO at Work

Hypothesis 2 proposes that an individual's career insecurity predicts would be positively associated with FoMO at work. We conducted two hierarchical regression analyses to predict the two dimensions of FoMO at work, informational and relational exclusion (cf. Table 3). Regarding informational exclusion, career insecurity at Time 2 was positively associated with an increase in informational exclusion at Time 2, b = 0.29, p < 0.001 (Model 4b), confirming Hypothesis H2a. Regarding relational exclusion, career insecurity at Time 2 was associated with an increase in relational exclusion at Time 2, b = 0.26, p < 0.001 (Model 5b), supporting Hypothesis H2b. Overall, an increase in career insecurity was positively associated with an increase in both informational and relational FoMO at work.



FoMO at Work and psychological impairment

Hypotheses 3 and 4 further posit that an increase in FoMO at work is positively associated to impaired detachment, emotional irritation, and perceived stress. To test these hypotheses, we included the subdimensions of FoMO for Time 2 while statistically controlling for Time 1 (cf. Table 2, Models 1c, 2c, and 3c). However, informational FoMO at Time 2 was not associated with impaired detachment at Time 2, b = −0.20, p = 0.105, emotional irritation at Time 2, b = −0.02, p = 0.905, or perceived stress at Time 2, b = −0.04, p = 0.571. Hypotheses H3a through H3c were accordingly not supported. Regarding relational exclusion at Time 2, there was no relationship with impaired detachment at Time 2, b = 0.16, p = 0.222, rejecting Hypothesis 4a. However, relational exclusion at Time 2 predicted emotional irritation at Time 2, b = 0.45, p = 0.003, and perceived stress at Time 2, b = 0.17, p = 0.028 (cf. Table 2). Therefore, hypotheses H4b and H4c were supported, indicating that individuals experience increased emotional irritation and stress when they become more concerned about being excluded from relational resources at work.



FoMO at Work as mediator

Combining Hypothesis 2 with hypotheses 3 and 4 suggests that career insecurity is indirectly associated with changes in our measures of psychological well-being through FoMO at work. Therefore, we tested for indirect effects by including all control variables and examining the effects of the predictor, mediator, and outcome variables at Time 2, while statistically controlling for Time 1. After combining the effects predicted by hypotheses H2b with H4b and H4c, we found significant positive indirect effects of career insecurity on emotional irritation and perceived stress via relational FoMO. The indirect effect on emotional irritation was b = 0.12, 95% CI [0.018, 0.275], and the indirect effect on perceived stress was b = 0.05, 95% CI [0.007, 0.091].



Affiliation at work as moderator

Finally, Hypothesis 5 posits that the affiliation at work mitigates the association between career insecurity and FoMO at work. We tested this hypothesis for the two dimensions of FoMO at work as shown in Table 3. Regarding informational exclusion, the results revealed a negative interaction between affiliation at work and career insecurity at Time 2, b = −0.17, p = 0.036 (cf. Model 4c). Thus, the effect of career insecurity on informational FoMO at Time 2 is weaker when the affiliation at work is stronger, confirming Hypothesis H5a (cf. Figure 2). Regarding relational exclusion, the interaction between affiliation at work and career insecurity at Time 2 was not significant, b = −0.05, p = 0.493 (cf. Model 5c), contradicting Hypothesis H5b. In summary, affiliation at work moderated the relationship between career insecurity and informational exclusion. These results indicate that individuals with higher levels of affiliation at work experience less FoMO on informational resources at work compared to those with lower levels.


[image: Line graph showing the relationship between career insecurity (x-axis) and informational fear of missing out (y-axis) at time 2, with lines representing high (solid line) and low workplace affiliation (dotted line). The graph demonstrates an interaction effect from the moderator analysis by diverging lines. While both groups show increased informational exclusion fear as career insecurity rises, low affiliation shows a steeper increase in information exclusion fear compared to high affiliation.]
FIGURE 2
 Interaction effect of career insecurity and affiliation at work on informational exclusion.





Discussion

The study aimed to introduce the concept of FoMO at work as a quasi-natural experience for individuals with career insecurity and to investigate whether affiliation at work prevents its emergence. In line with previous findings on the well-being impairing effects of career insecurity, we found that career insecurity is positively associated with increased emotional irritation and perceived stress. Furthermore, the results revealed that an increase in career insecurity predicts an increase in Fear of Missing Out (FoMO) at work, which in turn was related to impairments in psychological well-being. More specifically, an increase in career insecurity was indirectly associated with short term irritability and perceived stress via worries about not having access to relational resources (relational FoMO). These results suggest that the fear of missing out on important social and professional interactions may exacerbate stress in contexts of career insecurity. Turning to protective factors, a stronger sense of belonging and experiences of inclusion—in other words: a solid affiliation at work—were found to protect against concerns about missing career-relevant updates, news, and information.

The findings demonstrate that adopting a resource-based perspective improves our understanding of how career insecurity affects psychological well-being while incorporating FoMO at work into the career context: According to the theory, career insecurity is perceived as a threat to resources, which prompts individuals to behave in ways that maintain resources or protect against resource loss. Since career insecurity is a macro-level threat beyond the control of individuals (Halbesleben et al., 2014), the focus shifts to micro-level resources that are more easily influenced, acquired, and protected. These resources are of informational and relational nature. Therefore, conceptualizing FoMO at work as a fear response to the perceived threat of resource loss stemming from career insecurity is a valuable addition to the existing literature.

Furthermore, affiliation at work was shown to reduce informational FoMO (fear of missing out on career-relevant news and updates) triggered by career insecurity. This confirms the observation that, in modern work environments such as those of the knowledge workers in this study, the perception of connectedness as expressed through the satisfaction of employees' wish for affiliation at work is a significant pathway through which individuals perceive access to career resources. This underscores the practical benefits of maintaining strong interpersonal relationships in the face of career insecurity. In practice, individuals seem to perceive their informational career resources as contingent on their integration into their workgroups and organizational networks. Consequently, they may experience heightened psychological stress when feeling socially isolated, as social integration enables informal knowledge sharing, access to insider information, and other career opportunities, that are mainly shared informally during day-to-day social interactions.


Theoretical implications

The primary objective of the study was to incorporate FoMO at work into the career literature. A noteworthy innovation was the investigation of FoMO at work as opposed to the prevailing emphasis on considering (and measuring) media-related FoMO. This perspective aligns with previous research on the importance of informational and relational resources gained through social connections in the workplace (Seibert et al., 2001) and draws on COR theory.

According to COR theory, an insecure career context impairs psychological well-being by threatening important resources (Hobfoll et al., 2018): Career insecurity reflects economic threats, threats to one's career goals, or even threats of not having a fulfilling live, and thus transforms the current career environment into one “in which there is the threat of a net loss of resources” (Hobfoll, 1989, p. 516). However, the absence of a significant relationship between career insecurity and impaired detachment may initially seem to contradict the proposed sequential stages of stress development in this regard. Nevertheless, this null finding actually sharpens our understanding of how career insecurity affects psychological functioning. Specifically, it suggests that detachment is not the earliest or most sensitive indicator of stress in the context of career threats. One possibility is that employees facing career insecurity may attempt to overcompensate by mentally disengaging from work in their off-hours. Alternatively, individuals may appraise the threat of career insecurity as abstract or long-term, not triggering the type of immediate task-focused rumination that impairs detachment. In this sense, emotional and general stress reactions such as irritation and perceived stress appear to accumulate beneath the surface when career insecurity is present.

Further aligning with COR theory, which states that especially in the context of resource loss the importance of acquiring resources increases, an insecure career context was posited to increase the subjective importance of resources explaining why FoMO at work emerges. Specifically, individuals with career insecurity fear missing out on know-whom competencies and know-how competencies. The former provide access to information, influence, guidance, and support, while the latter provide job-related knowledge (DeFillippi and Arthur, 1994). Both competencies are relevant career resources as means for achieving better career security (Spurk et al., 2016). However, the findings reveal an important distinction between informational and relational FoMO. First, the non-significant effects of informational FoMO on psychological distress suggest that the fear of missing work- and task-related information does not represent potential threats to resources. Rather, the fear of not having access to, or missing out on opportunities to build and expand one's extra-organizational networks leads to emotional strain and perceived stress, signifying those resources as more valued in light of career insecurity. This finding aligns with COR theory's principle that scarce, difficult-to-replace resources generate greater psychological distress when threatened (Hobfoll, 1989). Extra-organizational networks represent particularly valuable yet unpredictable career resources, with networking opportunities that are often irreplaceable once missed. Information resources that are anchored in a structured organizational context, on the other hand, seem to be experienced as a matter of individuals' agency in informational needs and thus more controllable and predictable, reducing threat to resources.

The differentiated psychological consequences of relational vs. informational FoMO become particularly salient when interpreted through the proposed three-stage stress development: impaired detachment, emotional irritation, and perceived stress. First, the lack of significant findings for impaired detachment—both in direct response to career insecurity and via either form of FoMO—suggests that the initial phase of psychological strain characterized by work-related thoughts intruding into personal time, is not the most sensitive indicator of FoMO-induced stress. The data further show that relational FoMO significantly predicts emotional irritation, while informational FoMO does not. This suggests that relational FoMO may bypass the cognitive intrusion phase and exert its influence more directly on emotional states which supports the idea that it is not just the presence of resource-related fears that matters, but what type of resource is at stake. Relational FoMO, grounded in fears of exclusion from status-bearing, opportunity-rich networks, appears to trigger a strong affective reaction. In line with our interpretive framework, this indicates that relational FoMO activates the affective spillover that occurs when career threats penetrate emotional boundaries, leading to irritability and dysregulated mood. Likewise, perceived stress—the generalization of work-related strain into broader psychological stress—is also uniquely predicted by relational FoMO. This final stage of the stress trajectory reflects a loss of resource security that extends beyond the workplace. FoMO appears to translate career-related fear into a more global state of stress. Again, informational FoMO fails to exert this influence, further emphasizing its limited psychological impact in this trajectory, which has implications for future research. For example, the absence of an effect on detachment raises the possibility that relational FoMO operates outside traditional cognitive stress markers and demands greater focus on affective and existential dimensions of strain. Longitudinal research could explore, for example, whether persistent relational FoMO erodes affective resilience over time.

Finally, and consistent with previous findings regarding social integration at work as a career resource, affiliation was found to mitigate the effect of career insecurity on informational FoMO at work but surprisingly not on relational FoMO. Thus, a strong sense of belonging within one's immediate work group protects against the fear of missing out on task-relevant information, but fails to mitigate anxiety over missed networking opportunities. From a Conservation of Resources perspective, group inclusion thus operates as a conditional resource that facilitates the flow of task-relevant knowledge and updates. In contrast, cultivating new or broader professional networks requires actively investing time, effort, and social capital beyond one's immediate work group. Even in an environment of high group inclusion, employees must invest beyond their established group to cultivate a broader professional network. Therefore, affiliation with one's work group and proximal inner-organizational networks does not seem to open the necessary passageway for acquiring new relational resources, and consequently does not buffer the relationship between career insecurity and relational Fear of Missing Out. Future research should thus consider expanding the current theoretical and empirical understanding of FoMO at work in a more nuanced way. This research should also align with career resources frameworks (e.g., Hirschi et al., 2018) in order to adapt this newly labeled phenomenon to individuals' work realities in today's career contexts.



Limitations

Although this study had some strengths, its limitations should be considered. First, the study relied on voluntary participation, where individuals who are more motivated or opinioned are more likely to respond. Furthermore, the participants were pre-selected based on eligibility criteria such as a computer- or laptop-based job, which could limit the generalizability of the findings. Nevertheless, the findings are assumed to be valid for employees in knowledge occupations, which is noteworthy given that they comprise over 36% of the total employed population both in the EU and the USA (Research and Innovation Observatory, 2017).

From a methodological standpoint, the study relied on self-report measures at two time points, which may have introduced social desirability bias and common method bias. The two-wave design with a 3-week interval captures short-term dynamics, which limits the understanding of longer-term changes. Nevertheless, this design yields immediate associations and potential causal insights, thereby contributing to the literature on career insecurity, FoMO at work, and psychological well-being. However, future research could benefit from incorporating longer follow-up periods to capture interactions over time.

Finally, to achieve a more comprehensive understanding of how career insecurity affects psychological well-being while stimulating the fear of missing out on career-resources, future studies might explore additional influential factors. Specifically, the characteristics of individuals' professional networks (e.g., size, composition, and heterogeneity) and their networking behaviors could provide valuable insights into how and when affiliation at work interacts with career insecurity and relates to FoMO at work.



Practical implications

Practical implications are derived from the elaboration of three questions. The first question is how to reduce career insecurity and thus reduce its negative impact on psychological well-being. Interestingly, working part-time or remotely did not significantly impact individuals' self-reported fear of missing out on career-related opportunities. This suggests that these working conditions do not exacerbate concerns arising from career insecurity. However, the study found that the two facets of FoMO at work were strongly related, indicating that career insecurity creates a general fear of missing out on career opportunities. Organizations can address this issue by providing clear career development paths and measures that promote employees' (perception of) internal and external marketability (Spurk et al., 2016).

The second question to consider is how to counteract relational fear of missing out on professional relationships, since relational FoMO was found to be a significant predictor of psychological stress. One effective measure is to incorporate employee career development into management tasks, particularly focusing on strengthening employees' career-relevant networks. Mentoring programs seem valuable in this regard, benefiting both employees and the organization (Singh et al., 2009).

A third question that arises is how to satisfy workers' affiliation motives at work. Since connectedness is a subjective need, providing a range of opportunities for employees to interact with others helps meeting individual preferences. Given the increasing prevalence of remote work, it is essential to facilitate interaction, communication, and relationship-building among employees, even when they are physically distant (e.g., Barker Scott and Manning, 2024). Examples include maintaining and encouraging engagement on social interaction platforms, holding virtual team activities, forming employee resource groups, conducting regular one-on-one check-ins with managers, and assigning collaborative tasks between different sub-teams. This way, organizations can help to ensure that each employee can find a way to satisfy their social needs in a way that works for them.
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