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Job search is an important activity that people engage in during various phases across the life span (e.g.,
school-to-work transition, job loss, job change, career transition). Based on our definition of job search
as a goal-directed, motivational, and self-regulatory process, we present a framework to organize the
multitude of variables examined in the literature on job seeking and employment success. We conducted
a quantitative synthesis of the literature to test relationships between job-search self-regulation, job-
search behavior, and employment success outcomes. We also quantitatively review key antecedents (i.e.,
personality, attitudinal factors, and contextual variables) of job-search self-regulation, job-search behav-
ior, and employment success. We included studies that examined relationships with job-search or
employment success variables among job seekers (e.g., new labor market entrants, unemployed individ-
uals, employed individuals), resulting in 378 independent samples (N � 165,933). Most samples (74.3%,
k � 281) came from articles published in 2001 or later. Findings from our meta-analyses support the role
of job-search intensity in predicting quantitative employment success outcomes (i.e., rc � .23 for number
of interviews, rc � .14 for number of job offers, and rc � .19 for employment status). Overall job-search
intensity failed to predict employment quality. Our findings identify job-search self-regulation and
job-search quality as promising constructs for future research, as these predicted both quantitative
employment success outcomes and employment quality. Based on the results of the theoretical and
quantitative synthesis, we map out an agenda for future research.
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Google the term job search, and you will get more than 5 billion
hits. Amazon lists more than 7,000 books devoted to job search.
The popular book What Color is Your Parachute? (Bolles, 2016)
has sold more than 10 million copies in 26 countries (Safani,
2010). The strong interest in job search stems from the fact that
most adults search for employment at some point: when they
graduate, lose their job, or desire a job change. Finding suitable

employment is of utmost importance not only for financial reasons
(i.e., the manifest function of employment), but also because
employment has additional latent functions such as providing
meaning, structure, social involvement, status, identity, personal
development, and career growth (e.g., Jahoda, 1982). Neverthe-
less, job search and finding employment can be difficult and
nonintuitive. In-depth understanding of the factors that play a role
in a successful job search is therefore warranted.

Formally defined, job search is a goal-directed, self-regulatory
process in which cognition, affect, and behavior are devoted to
preparing for, identifying, and pursuing job opportunities. In 2001,
Kanfer, Wanberg, and Kantrowitz provided a quantitative review
of the job-search literature. They found that job-search intensity
significantly predicts finding employment, and that personality and
motivational variables relate to engagement in job search. Al-
though Kanfer, Wanberg, and Kantrowitz (2001) suggested the
importance of conceptualizing job search as a self-regulatory pro-
cess, the dearth of studies assessing trait self-regulation and self-
regulatory job-search constructs precluded a synthesis of the self-
regulatory perspective.

Because of the pervasiveness of job search throughout the life
span and the relevance of work to individual well-being, job search
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has generated continued research attention. Since 2000, the job-
search literature has burgeoned with developments in theory, con-
ceptualization, and measurement. These advances suggest four
reasons for a reconsideration and extension of prior meta-analytic
findings. First, although Kanfer et al.’s (2001) conceptualization
spurred several narrative reviews (e.g., Boswell, Zimmerman, &
Swider, 2012; Klehe & Van Hooft, 2018; Van Hooft, Wanberg, &
Van Hoye, 2013; Wanberg, 2012) and numerous empirical studies
investigating job search from a self-regulation perspective, this
work has occurred in disparate research streams that do not readily
permit a clear understanding of how to classify and position
diverse self-regulatory concepts within the broader nomological
net of job search–employment success constructs. Such a frame-
work is necessary to fully evaluate recent findings and develop
new research directions. Second, empirical studies have not always
found support for job-search intensity in predicting employment
success, leading scholars to call for a more nuanced understanding
of the job-search construct space (e.g., Koen, Klehe, Van Vianen,
Zikic, & Nauta, 2010; Šverko, Galić, Seršić, & Galešić, 2008).
Van Hooft et al. (2013) suggested a theoretical distinction between
job-search intensity and job-search quality, and a growing number
of studies distinguish between different aspects of job search (i.e.,
preparatory vs. active; formal vs. informal). However, quantitative
integration of findings using such more fine-grained conceptual-
izations of job search is lacking. Third, research has focused
increasing attention on the criterion space, broadening the concep-
tualization of employment success. Specifically, one important

new criterion in a changing employment landscape is employment
quality. However, primary research has not clarified if and how
employment quality is predicted by job-search constructs (Boswell
et al., 2012; Virick & McKee-Ryan, 2018), indicating a need for
quantitative synthesis. Evidence on the job search—employment
quality relationships has not only theoretical but also practical
value, given the importance of employment quality for well-being
and sustained career development. Fourth, the nature of job search
has changed immensely since 2000. Technological advances now
provide most job seekers with a wide variety of job information
sources (e.g., online job boards, organizational websites, social
media), and have changed recruitment and selection practices in
many industries (Ployhart, Schmitt, & Tippins, 2017). What re-
mains unclear, however, is whether these developments have al-
tered the underlying psychological processes associated with job
search and employment success as compared with the pre-Internet
era.

This study leverages recent advances to build and meta-
analytically evaluate a comprehensive organizing framework
grounded in motivation and self-regulation theory (see Figure 1)
relating diverse antecedents, job-search processes, and employ-
ment success outcomes, and to guide future research aimed at
improving employment success in career transitions. In concert
with the progress over the last 2 decades, more than 60% of the
variables in our synthesis are new or were insufficiently studied to
be included in Kanfer et al.’s (2001) study. The current wealth of
data also allows us to conduct meta-analytic path analyses delin-

Personality
• Big 5 personality traits (Neuro�cism, 

Extraversion, Openness to 
experience, Agreeableness, 
Conscien�ousness)

• Core self-evalua�ons
• Trait self-regula�on*

A�tudinal factors
• Unemployment nega�vity*
• Employment commitment
• Job-search a�tudes*
• Job-search self-efficacy
• Job-search anxiety*

Contextual variables
• Labor market demand percep�ons*
• Financial need
• Social pressure to search*
• Social support and assistance
• Job-search dura�on*
• Barriers and constraints*
• Physical health*
• Mental health*

Job-search self-regula�on
• Job-search self-regula�on (overall)*

- Goal explora�on*
- Goal clarity*
- Job-search inten�ons*
- Self-regulatory acts*

Job-search behavior
• Job-search intensity (overall)

- Preparatory search*
- Ac�ve search*
- Informal job search*
- Formal job search*

• Job-search quality*

Employment success outcomes
• Number of job interviews*
• Number of job offers
• Employment status
• Employment quality*

Table  4

Tables  5 & 6

Table  3

Table  2

Table  3

Tables  7 & 8

Moderators
• Job-seeker type
• Survey �me lag* 
• Publica�on year*
• Sample region*

Table  9 & 10

Antecedents OutcomesJob-search process

Figure 1. Summary figure of meta-analytic relationships examined in this study. Constructs not included in
Kanfer et al. (2001) are indicated with an asterisk. Job-search self-regulation (overall) is a composite of goal
exploration, goal clarity, job-search intentions, and self-regulatory acts. Job-search intensity (overall) includes
broad intensity and effort measures as well as specific preparatory, active, informal, and formal job-search
measures.
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eating key employment success pathways, and to conduct moder-
ator analyses addressing the role of type of job seeker, research
design, publication year, and sample region.

Our study makes three major contributions. First, we advance
theory by providing a classification and quantitative synthesis of
the extensive array of antecedents of job search and employment
success, quantifying the importance of the self-regulatory perspec-
tive, and examining the robustness of the self-regulation—job
search—employment success relations through moderator analy-
ses. Second, our analyses permit identification of specific research
gaps, and promising future research directions. Third, our results
have practical implications for career counselors (Saks, 2005,
2018), the design of effective job-search interventions (Liu,
Huang, & Wang, 2014), and the development of profiling models
and inventories to identify individuals who need help finding a job
(e.g., Englert, Doczi, & Jackson, 2013; Wanberg, Zhang, & Diehn,
2010).

Job Search as a Motivational Self-Regulatory Process:
An Organizing Framework of Constructs and

Relationships

Kanfer et al. (2001) conceptualized job search as a volitional
pattern of action that reflects a self-regulatory process. Because job
search is largely self-managed and often lengthy and competitive
in nature, job seekers must engage in self-regulation. For example,
job seekers must make decisions about their employment goals and
strategy, and plan, organize, and execute search behaviors that are
consistent with these goals and strategy. At the same time, because
job search is characterized by uncertainty, financial strain, and
multiple setbacks, it is stressful for many individuals (Song, Uy,
Zhang, & Shi, 2009; Wanberg, Zhu, & Van Hooft, 2010). Self-
regulation is essential for sustaining motivation and effort, espe-
cially as obstacles occur and as the search continues over time. The
application of self-regulation theories (e.g., Bandura, 1991; Carver
& Scheier, 1982; Kanfer & Heggestad, 1997) and process-oriented
perspectives stimulated a new level of theoretical sophistication in
the study of job search. We extend previous personality, motiva-
tion, and behavior-oriented depictions of the job-search process
(e.g., Kanfer et al., 2001; Saks, 2005; Wanberg, Hough, & Song,
2002) by developing a framework that integrates these theoretical
and conceptual advancements with extant job-search models (see
Figure 1; for definitions, see Table 1).

Two features of our framework warrant attention. First, we
distinguish between distal antecedents and proximal process vari-
ables in modeling the job-search process. Antecedents can be
stable or malleable, and include personality, attitudinal, and con-
textual factors. These antecedents may instigate a job-search epi-
sode, shape the job-search process, and may relate to employment
success directly to the extent that they affect hireability. Process
variables include job-search self-regulation and job-search behav-
iors, which may change during the job-search process. Drawing
upon self-regulation theories and advances in the job-search liter-
ature we delineate the components of job-search self-regulation
and job-search behavior. Second, our model includes self-
regulation both as a distal antecedent, reflecting individual differ-
ences in self-regulatory ability (i.e., trait self-regulation), and as a
process variable (i.e., job-search self-regulation) functioning as
proximal antecedent of job-search behavior and employment suc-

cess. Because of the self-managed, lengthy, and stressful nature of
job search requiring handling obstacles and setbacks, we pose that
these self-regulation constructs explain why some people are more
successful than others in initiating and maintaining job-search
behavior. In the next sections, we specify the theoretical rationales
for the proposed relationships in Figure 1.

Job-Search Behavior ¡ Employment Success

The salient role of job-search behavior in securing employment
is well-engrained in extant theory on job seeking (e.g., Kanfer et
al., 2001; Schwab, Rynes, & Aldag, 1987) and in job-seeking
research in specific contexts, such as schoolwork transitions (Saks,
2005, 2018), coping with job loss (Leana & Feldman, 1988;
Wanberg et al., 2002), and employee turnover (Boswell & Gard-
ner, 2018; Mobley, 1977). Job-search behavior can be evaluated
along two major dimensions. Job-search intensity refers to the
effort and time that people devote to job-search activities as well
as the scope of these activities. Sample activities include talking to
others (e.g., friends, ex-colleagues) to seek input about jobs and
search strategies, examining online job postings, visiting employ-
ment agencies, and submitting applications. Job-search quality
concerns the thoroughness with which job-search activities are
performed. It indicates the extent to which the job search is
conducted in a systematic and well-prepared manner, with behav-
iors (e.g., networking, interview behavior) and products (e.g.,
resumes, application letters) that meet or exceed potential employ-
ers’ expectations (Van Hooft et al., 2013).

Although early studies conceptualized employment success pri-
marily as securing a job (i.e., employment status), recent work
more broadly assessed employment success along multiple dimen-
sions, including number of interviews, number of job offers, and
employment quality. The assumption behind the traditionally stud-
ied job-search intensity—employment success relation is that the
more time individuals put into their job search and the greater the
scope of their efforts, the more information and options they
generate, resulting in more interviews and job offers, and a higher
likelihood of obtaining a (new) job. Early evidence mostly sup-
ported this assumption, with meta-analytic correlations of .28 (k �
11) for job offers and .21 (k � 21) for employment status (Kanfer
et al., 2001). Accordingly, we expect that job-search intensity is
positively associated with the number of interviews, job offers, and
employment status. For the job-search intensity–employment
quality relation extant theory provides contrasting perspectives.
Higher job-search intensity implies using more sources, providing
more job leads and more accurate and complete information about
these job leads, which leads to more job offers, allowing people to
choose the best-fitting offer (Saks & Ashforth, 1997; Schwab et
al., 1987). However, an intense job search may also negatively
affect employment quality, such as when people take one of the
first jobs offered without looking for better alternatives (e.g.,
Schwab et al., 1987). These contrasting theoretical perspectives
and the lack of meta-analytic evidence make the role of job-search
intensity on employment quality unclear.

Job-search theories have identified distinct aspects of job-search
intensity. Stage theories suggest that job search occurs in sequen-
tial phases: a preparatory phase in which individuals screen for
potential jobs, and an active phase in which individuals commu-
nicate their availability (e.g., Barber, Daly, Giannantonio, & Phil-
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lips, 1994; Soelberg, 1967). Based on this distinction, Blau (1993,
1994) developed a two-dimensional job-search intensity measure,
with preparatory job search, involving preapplication activities to
gather potential job options and acquire information about job
options through various sources, and active job search, involving
the actual pursuit of generated and selected job opportunities.
Another distinction concerns the type of sources (Schwab et al.,
1987). Formal job search involves the use of public sources such
as Internet, newspapers, campus recruitment, and employment
agencies, whereas informal job search involves the use of private
sources such as friends, relatives, and business contacts. Although
these four components of job-search intensity are all expected to
show positive relations with number of interviews, job offers, and
employment status, stage theories suggest stronger relations for
active job search as compared with preparatory job search. Fur-
thermore, the recruitment literature (e.g., Barber, 1998; Zottoli &
Wanous, 2000) and descriptive reports that many people find jobs
through their networks (e.g., Franzen & Hangartner, 2006) imply
stronger relations for informal job search as compared with formal
job search.

In addition to job-search intensity, scholars have emphasized the
importance of job-search quality in predicting employment suc-
cess. For example, Wanberg et al. (2002) emphasized the impor-
tance of carefully constructed resumes and job applications, and
Koen et al. (2010) concluded that searching smart (rather than
hard) is important for employment success. Van Hooft et al. (2013)
theorized that a high-quality job search involves adjusting behav-
iors and products (e.g., resume, cover letter, interview behavior) to
potential employers. Based on this reasoning, we expect that
job-search quality will positively relate to interviews and job offers
and result in higher likelihood of obtaining employment. Further,
because high-quality job search involves learning what employers
want, it increases people’s knowledge and information about jobs
and organizations in one’s field, resulting in better identification of
suitable job leads and increased chances of landing a higher quality
job.

Job-Search Self-Regulation ¡ Job-Search Behavior
and Employment Success

Based on generic self-regulation definitions (Karoly, 1993; Zim-
merman, 2000), we define job-search self-regulation as involving
(1) self-generated cognitions and actions directed toward estab-
lishing and clarifying job-search goals; (2) translating goals into
plans; and (3) initiating, maintaining, and adapting job search to
attain employment goals. Linked to this definition and self-
regulation phase models (Austin & Vancouver, 1996; Kanfer &
Bufton, 2018; Karoly, 1993; Van Hooft et al., 2013; Zimmerman,
2000), we identify four major job-search self-regulation variable
classes: goal exploration and goal clarity (referring to the goal
establishment process), job-search intentions (referring to the
translation of goals into plans), and self-regulatory acts or goal-
striving activities that facilitate initiation, monitoring, and main-
tenance of job-search behaviors.

Goal exploration and goal clarity. Establishing goals is a
key mechanism in a self-regulatory process such as job seeking.
Job-search studies have operationalized goal establishment in
terms of goal exploration or goal clarity. Goal exploration involves
environmental exploration, introspection, and self-assessment pro-

cesses to gather career-relevant information, which improves goal
development and decision making during the job-search process
(Stumpf, Colarelli, & Hartman, 1983; Werbel, 2000; Zikic & Saks,
2009). Because goal exploration focusses on gathering broader
career-relevant information regarding one’s self and one’s envi-
ronment, it provides important input for subsequent job-search
behavior. Goal clarity represents the precision of job-search ob-
jectives for the type of career, work, or job desired (Côté, Saks, &
Zikic, 2006; Wanberg et al., 2002).

Self-regulation theories (Bandura, 1991; Carver & Scheier,
1982; Kanfer & Kanfer, 1991) describe goals as the basis for
discrepancy detection and subsequent motivation to reduce dis-
crepancies, and as self-motivating mechanism to improve perfor-
mance. For proper self-regulation to occur, people should develop
goals that are specific and clear rather than abstract and vague.
Specific, clear job-search goals result in more effort and persis-
tence, and a higher probability of performing well (Latham,
Mawritz, & Locke, 2018), because they assist in the initiation and
maintenance of intended behaviors by focusing attention, helping
to prioritize, facilitating progress monitoring and detecting dis-
crepancies between the present and desired state, and providing
direction to behavioral adjustments (Inzlicht, Legault, & Teper,
2014; Locke & Latham, 2002; Van Hooft, 2018b). Goal explora-
tion and clarity are therefore expected to instigate more intense and
higher quality job search, to positively affect the generation of
interviews and offers by inducing targeted and prepared applica-
tions and increase employment quality by improving self-
awareness and decision making.

Job-search intentions. Job-search intentions refer to the
planning phase in the self-regulatory process, indicating the effort
people plan to exert in job search and the willingness to try hard to
perform job-search behaviors (e.g., Van Hooft, Born, Taris, Van
der Flier, & Blonk, 2004). The cognitive process of intention
formation facilitates the translation of attitudes and goals into
actual job-search behaviors. Although the role of intentions in
predicting behavior has a strong theoretical base (Ajzen, 1991),
and received wide empirical support (Sheeran, 2002), critics have
noted that automatic/unconscious processes (i.e., habits and rou-
tines, implicit goals and needs) exert greater influence on behavior
than conscious intentions (Bargh & Chartrand, 1999; Triandis,
1980). However, research indicated that automatic/unconscious
processes are most relevant for routine and frequent behaviors,
while in complex, difficult, or novel contexts, behavior is guided
more by conscious processes (Ouellette & Wood, 1998). Because
job search involves novel and complex behaviors that occur in
ambiguous and changing environments, conscious processes such
as intention formation are important mechanisms in explaining
behavior and outcomes. Therefore, we expect that stronger job-
search intentions relate to more intense and higher quality job
search, and increased employment success.

Self-regulatory acts. Obstacles and setbacks can cause job
seekers to get distracted, lose motivation, and experience disrup-
tive anxiety (Kreemers, Van Hooft, & Van Vianen, 2018; Song et
al., 2009; Wanberg, Basbug, et al., 2012). Self-regulatory acts are
techniques that job seekers can use during goal striving to focus
attention, sustain motivation, manage moods and emotions, and
enact and maintain intended job-search behaviors. When job seek-
ers implement such techniques to initiate intended job-search
behaviors and shield their goal striving from disruptions, they
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more likely engage in job-search activities and with higher quality
(Van Hooft et al., 2013). Job-search studies examined various
constructs that refer to self-regulatory acts. For example, motiva-
tion and emotion control (Wanberg, Bunce, & Gavin, 1999; Wan-
berg, Zhu, et al., 2012) help to deal with setbacks and cognitive
and emotional distractions in order to avoid self-defeating cogni-
tion and maintain attention and motivation directed to job search.
Identifying possible setbacks in advance and planning how to deal
with these allows job seekers to sustain their mood and motivation
(Vuori & Vinokur, 2005). Implementation intentions entail spe-
cific plans for when, where, and how job-search intentions will be
enacted (Van Hooft, Born, Taris, Van der Flier, & Blonk, 2005),
and are thus a self-regulatory act that facilitates the initiation and
maintenance of job-search behaviors. It makes such behaviors
more automatic, requiring less conscious control to perform and
maintain. Metacognitive activities in job search (Turban, Stevens,
& Lee, 2009) encompass multiple self-regulatory acts, including
monitoring progress, analyzing performance, and reflecting for
improvement. Metacognitive activities can facilitate the job-search
process and improve search outcomes by stimulating learning
during the job search, such that job seekers discover which behav-
iors are effective and what employers are seeking. Altogether,
self-regulatory acts are expected to positively relate to job-search
intensity and quality, and to employment success outcomes.

Antecedents of the Job-Search Process

Prior theory and research has identified many individual differ-
ences that relate to job-search self-regulation, job-search behavior,
and employment success. We classified the wide array of anteced-
ents into personality, attitudinal, and contextual variable catego-
ries. As noted with an asterisk in Figure 1, many new antecedents
are available for analysis since Kanfer et al.’s (2001) review.
Based on motivation and self-regulation theories, extant job-search
models, and empirical findings, we develop general expectations
regarding how these antecedents relate to involvement in the
job-search process and its outcomes.

Personality. Job-seeker personality likely shapes the job-
search process and its outcomes because job search is a goal-
directed process occurring in ambiguous contexts with many
difficulties which require adaptation and self-management. Re-
garding the Big Five, we expect more engagement and success in
the job-search process for people who are lower on neuroticism
(because they are less anxious, self-conscious, and hostile in novel
situations and after setbacks), and higher on extraversion (because
they are socially interactive and energetic), openness to experience
(because they are adaptive and open to try new methods and
strategies), and conscientiousness (because they are organized,
planful, achievement-striving, and persistent; Caldwell & Burger,
1998; Kanfer et al., 2001; Wanberg, Kanfer, & Banas, 2000). Job
search theorizing has failed to identify a clear and consistent role
for agreeableness, but we can expect small positive relations with
job search and employment success based on Kanfer and col-
leagues’ (2001) findings. More recently, the job-search literature
has identified other relevant personality aspects such as core
self-evaluations and motivational/self-regulatory traits (e.g.,
Lopez-Kidwell, Grosser, Dineen, & Borgatti, 2013; Van Hooft et
al., 2005; Wanberg, Glomb, Song, & Sorenson, 2005). Core self-
evaluations (CSE) indicate self-perceptions of worth and control

and confidence in the ability to cope, which relate to higher
motivation, better coping with stress and setbacks, and more
constructive responding to feedback (Judge, 2009). Therefore,
CSE should positively relate to the job-search process and its
outcomes. Trait self-regulation refers to the ability to guide goal-
directed actions over time, across difficult and changing circum-
stances (cf. Karoly, 1993), as indicated by dispositions such as trait
self-control, action (vs. state) orientation, and low trait procrasti-
nation. Based on our theorizing, self-regulatory traits should pos-
itively relate to the job-search process and its outcomes.

Attitudinal factors. Attitudinal factors refer to evaluative and
affective beliefs, cognitions, and judgments regarding unemploy-
ment, employment, and job search. Based on theoretical accounts
(Kanfer et al., 2001; Saks, 2005; Van Hooft, 2018a) we focus on
the attitudinal factors unemployment negativity, employment com-
mitment, job-search attitudes, job-search self-efficacy, and job-
search anxiety (see Table 1 for definitions). Attitudes toward one’s
current situation, the job-search process, and its outcomes are
relevant to the engagement in and quality of job search. This is
because job seeking demands effort and resources over time until
employment is found (Kanfer et al., 2001; Van Hooft et al., 2013).
Based on motivation and self-regulation theories (Ajzen, 1991;
Bandura, 1986, 1991; Carver & Scheier, 1982; Feather, 1992)
higher negativity about one’s current state, stronger commitment
to employment, and positive evaluations of (and less anxiety
about) job search should positively predict involvement in the
job-search process and its outcomes. Motivation and self-
regulation theories further pose that motivational and self-
regulatory systems importantly depend on people’s self-efficacy.
Meta-analyses have supported the positive role of job-search self-
efficacy in predicting job-search intensity and employment out-
comes (Kanfer et al., 2001; Liu et al., 2014). Therefore, job-search
self-efficacy is expected to positively relate to the job-search
process and its outcomes.

Contextual variables. Job seekers are embedded in a broader
socioeconomic context that brings both opportunities and con-
straints that might affect their job search. The job-search literature
has been criticized for its lack of examination of contextual factors
(e.g., Saks, 2005). However, researchers have increasingly exam-
ined antecedents that portray the situation of individuals beyond
their personality, attitudes, or demographics. Although Kanfer and
colleagues’ (2001) framework included two such antecedents (i.e.,
financial need, social support), more recent theoretical accounts
and reviews have expanded the number of potentially relevant
contextual factors (e.g., Boswell et al., 2012; Van Hooft, 2018a;
Wanberg et al., 2002). We integrated extant theory and models to
classify these contextual factors into eight antecedents (see Figure
1).

First, as an indicator of the availability of suitable jobs at the
labor market, primary research measured job seekers’ labor market
demand perceptions under a variety of construct labels (see Table
1). Motivational and behavioral coping theories (e.g., Feather,
1992; Leana & Feldman, 1988; Wanberg, 1997) suggest that job
seekers are more motivated to mobilize energy and engage in job
search when they have positive labor market demand perceptions.
However, control theory (Klein, 1989) and economic rational
choice theory (McFadyen & Thomas, 1997) suggest a compensa-
tory mechanism, such that people who hold positive labor market
demand perceptions invest less in job seeking because they per-
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ceive less effort is needed to obtain success. Given these contrast-
ing motivational effects, labor market demand perceptions may
have no overall relationships with the job-search process and its
outcomes.

Financial need or economic hardship is mostly posed to
heighten the felt urgency to find a job, thereby increasing motiva-
tional engagement in the job-search process and speed of acquiring
employment (e.g., Kanfer et al., 2001; Schwab et al., 1987; Wan-
berg et al., 2002). However, financial need may also heighten
stress and push people into job search without enough forethought
and reflection (Van Hooft et al., 2013), leading them to accept a
job with less consideration to its quality. Thus, we expect financial
need to relate positively to job-search intensity and employment
status, but negatively to employment quality.

Motivational theories such as the theory of planned behavior
(Ajzen, 1991; Van Hooft, 2018a) suggest that involvement in the
job-search process is positively influenced by not only people’s
personal attitudes, but also their perceived social pressure to
search. However, self-determination theory (Ryan & Deci, 2000)
suggests that perceived social pressure to search inhibits persis-
tence and quality-related aspects of the job search, reducing the
likelihood of securing high-quality employment (Van Hooft et al.,
2013; Vansteenkiste & Van den Broeck, 2018). Similar to finan-
cial need, we therefore expect social pressure to positively relate to
job-search intensity and employment status, but negatively to
employment quality.

Social support and assistance include factors such as general
social support, job-seeking support, and assistance with the job-
search process (e.g., receiving counseling or training). Coping
theories (e.g., Latack, Kinicki, & Prussia, 1995; Leana & Feldman,
1988) suggest that social support is an important coping resource
that can stimulate engagement in the job-search process by pro-
viding encouragement, emotional support after setbacks, informa-
tion, advice, and feedback (Kanfer et al., 2001; Van Hooft et al.,
2013). Previous meta-analytic findings suggest that social support
is an important component of effective training interventions, and
positively relates to job-search intensity and employment status
and (Kanfer et al., 2001; Liu et al., 2014). Therefore, we expect
social support and assistance to positively relate to involvement in
the job-search process and its outcomes.

Job-search duration refers to how long people have been
searching for a job at the start of a study. Because job search is a
dynamic process changing over time (e.g., Barber et al., 1994;
Saks & Ashforth, 2000; Wanberg, Zhu, et al., 2012), variations in
job-search duration may have implications for subsequent job
seeking. For example, longer job-search processes deplete moti-
vation (e.g., due to repeated rejections; Wanberg, Basbug, et al.,
2012), resulting in reduced involvement in job search and lower
employment success.

Barriers and constraints involve situational factors or environ-
mental demands that constrain job seekers’ possibilities to perform
job-search activities or limit their employment options (Wanberg
et al., 1999, 2002), such as lack of transportation or monetary
resources, care responsibilities, or relocation difficulties. Because
these factors undermine motivation, we expect negative relations
with involvement in the job-search process and its outcomes.

Physical and mental health should positively relate to involve-
ment in the job-search process and its outcomes. Physical and
mental ill-health results in lower energy levels and reduced avail-

ability, leading to lowered motivation and capacity to actively
shape and influence one’s environment and engage in an active job
search (Taris, 2002; Van Hooft, 2014). Also, employers are less
likely to hire applicants who have health problems, resulting in
reduced employment success probabilities (Van Hooft, 2014).

Moderators

We present moderator analyses exploring the effects of job-
seeker type, survey time lag, publication year, and sample region
on the relationships between job-search self-regulation, job-search
intensity, and employment success. This examination is theoreti-
cally positioned to address the debate on the importance of job-
search intensity to employment outcomes. On one hand, the rele-
vance of job search for employment success is well-engrained in
extant theory, and previous meta-analyses support the idea that p
who put more time into their search more likely find work (e.g.,
rc � .21 between job-search intensity and employment status;
Kanfer et al., 2001). On the other hand, null findings in primary
studies have led scholars to question the importance of job-search
intensity for employment success, such as Šverko et al. (2008) who
argued that the relation between job-search intensity and employ-
ment outcomes is weak, and called for further research to examine
why “job searching does not pay more” (p. 415).

First, the extent to which job-search self-regulation and intensity
relate to employment success may vary by job-seeker type. Pre-
vious research mostly focused on three types: new entrants, un-
employed, and employed job seekers (Boswell et al., 2012). These
groups may differ in their reasons for job search, the context
surrounding their job search, their time for job seeking, the chal-
lenges they face, and the consequences of finding employment.
However, studies examining various groups simultaneously found
functional similarities in motivational and self-regulatory pro-
cesses across groups (Kanfer et al., 2001; Van Hooft et al., 2004;
Wanberg, Basbug, et al., 2012). Regarding the importance of
job-search intensity for employment success between job-seeker
types, conflicting ideas have been raised. Lee and Mitchell’s
(1994) unfolding model suggested that turnover is not always
preceded by a job search, suggesting weaker job-search intensity–
employment success relations among employed job seekers. How-
ever, empirical research indicated that turnover preceded by a job
search was more common (Lee, Mitchell, Wise, & Fireman, 1996,
2008). Moreover, although there were few studies to examine,
Kanfer et al. (2001) found that job-search intensity related more
strongly to employment outcomes for employed than for unem-
ployed job seekers and new entrants.

Second, the study design characteristic survey time lag (i.e.,
time between measurement of predictor and outcome) may affect
the strength of the relationships. Testing for differences between
cross-sectional and time-lagged designs is important because the
timing between measuring job-search intensity and employment
success in primary studies may limit the possibility to find strong
relationships. That is, when assessing employment success shortly
after job-search intensity, people’s search efforts are unlikely to
have resulted in job offers or job attainment yet. When assessing
employment success too long after job-search intensity, search
efforts may have changed and therefore no longer predict employ-
ment outcomes.
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Last, we explore whether publication year and sample region
moderate relationships between job-search self-regulation, job-
search intensity, and employment success. We examine whether
results in pre-2000 studies differ from those in studies from 2000
onward. This cut-off was opted to examine whether findings differ
between the period covered by Kanfer et al. (2001) and the period
thereafter. Further, technological factors such as the Internet and
social media have dramatically changed recruitment practices
since the start of the millennium. Job-search activities such as
visiting online job boards and organizational websites, using social
networking websites, and submitting online applications have be-
come important components of present-day job search (e.g., Lin,
2010; Nikolaou, 2014; Stevenson, 2009). This has led to adapta-
tions of job-search measures by including job-search activities
using digital media (e.g., Saks, 2006; Van Hooft et al., 2004; Van
Hoye, Van Hooft, & Lievens, 2009; Wanberg et al., 2002). An
important question, however, is whether underlying psychological
processes have altered since the widespread use of Internet in job
search. Our publication year moderator analyses allow for an
empirical examination of this question. Regarding sample region,
we compare studies from North America (i.e., the United States
and Canada) with studies from Europe and the rest of the world.
This will provide some indication on the extent to which our
findings are generalizable to non-North American cultures.

Method

Literature Search

We conducted an extensive literature search to identify pub-
lished scholarly work in English peer-reviewed journals up to
April 2019. We searched abstracts in ABI/INFORM Global, Psy-
cINFO, ProQuest, ERIC, and Google Scholar using the keywords
job search, job seeking, job hunting, job seeker, reemployment,
reemployed, lay-off, laid-off, and job loss. We also manually
searched peer-reviewed journals in psychology and management
(i.e., Journal of Applied Psychology, Personnel Psychology, Jour-
nal of Vocational Behavior, Journal of Occupational and Orga-
nizational Psychology, Academy of Management Journal, Journal
of Management, Organizational Behavior and Human Decision
Processes). We consulted reference lists of prior review articles on
job search and searched for articles that cited Kanfer et al. (2001)
or a job-search behavior measure study (i.e., Becker, 1980; Blau,
1993, 1994; Kinicki & Latack, 1990; Kopelman, Rovenpor, &
Millsap, 1992). To get unpublished work, we searched for disser-
tations in ProQuest using the same keywords, and we searched the
conference programs of the last 5 years of the Academy of Man-
agement, Society of Industrial and Organizational Psychology, and
European Association of Work and Organizational Psychology
and e-mailed authors of relevant conference submissions. Last, we
e-mailed all authors whose name appeared at least two times in our
database to ask for unpublished work.

Inclusion and Exclusion Criteria

Articles had to meet five criteria for inclusion. First, articles had
to report on an empirical investigation. Second, articles had to
report on a sample of actual or potential job seekers (e.g., unem-
ployed or employed individuals, graduating students, retirees, re-

entrants, temporary workers) or previous job seekers (i.e., studies
on reemployment quality among new job incumbents). Third,
samples had to be independent. We screened for duplicate effects
(cf. Wood, 2008). When a (sub)sample was used in two or more
articles, we coded effects only once using the largest sample (cf.
Jiang, Liu, McKay, Lee, & Mitchell, 2012). Fourth, articles had to
report a univariate statistic on a relationship of a predictor or
outcome and at least one of our job-search variable categories
(job-search self-regulation, job-search behavior, employment suc-
cess) at the individual level. We excluded relationships with em-
ployment status as outcome when these referred to a cross-
sectional comparison between employed and unemployed people,
because then our outcome variable (i.e., employment status) al-
ready occurred before the measurement of our predictor variables
(e.g., self-efficacy) and as such may have influenced the predictor
variables. We thus excluded studies that were qualitative, reported
only multivariate statistics, reported only group-level statistics, or
were recruitment studies that examined attraction or pursuit inten-
tions toward one specific real or fictitious organization/vacancy
rather than job search more generally. Fifth, articles had to report
sample size information. When the exact sample size for a corre-
lation was not provided, we made a reasonable estimate (e.g.,
when a correlation table reports sample sizes varying between x
and y, we used the average of x and y).

Our search using these inclusion criteria resulted in a final
sample of 341 eligible articles, unpublished papers, and disserta-
tions, with 378 independent samples (N � 165,933). Included
studies were conducted between 1978 and 2019, with most sam-
ples (i.e., 74.3%, k � 281, N � 140,953) coming from studies after
2000. Designs were either cross-sectional (36.5%) or using two or
more waves (63.2%). Samples originated from a broad range of
countries, with 58.6% from North America (i.e., 52.4% United
States and 6.2% Canada), 22.2% from Europe (e.g., 7.6% Neth-
erlands, 3.5% Belgium), 10.0% from Asia (e.g., 4.6% China),
5.9% from Australia, 0.8% from Africa, and the remaining sam-
ples coming from either international samples or unconfirmed
samples. Of the included samples, 27.7% studied school-leavers/
graduating students, 41.1% unemployed job seekers, 24.2% em-
ployed job seekers, and 7.0% a mixture of job-seeker types.

Coding Procedure

An initial code book was developed, and a selection of articles
was coded by the first and fifth author to establish the validity of
the coding book. Coding decisions were discussed among the
authors, discrepancies were resolved, and the coding book was
further specified. Using the adapted coding book all articles were
coded by the first, second, or fifth author. We coded each inde-
pendent sample for job-seeker type, publication year, sample re-
gion, and categorized independent and dependent variables based
on variable definitions specified in the coding book. For each
relationship, we coded reliability estimates, sample size, time lag
between the measurement of independent and dependent variable,
and correlation coefficient (or another univariate statistic if the
correlation was not reported). For some correlations, reverse cod-
ing was necessary to preserve construct meaning.

Based on our framework (see Figure 1), we coded the following
relationships: (1) antecedents with job-search self-regulation vari-
ables, with job-search behavior variables, and with employment
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success outcomes, (2) job-search self-regulation with job-search
behavior variables, and with employment success outcomes, and
(3) job-search behavior variables with employment success out-
comes. We aggregated related measures into construct categories
based on theoretical grounds. In two cases it made theoretical
sense to examine both aggregated categories and narrower facets.
First, we examined self-regulation as an overall category and at a
more specific facet level (goal exploration, goal clarity, job-search
intentions, and self-regulatory acts). Second, we specified the
overall aggregated job-search intensity category into preparatory
and active job search (cf. Blau, 1994) and informal and formal job
search (cf. Saks, 2006). Our overall category for job-search inten-
sity includes the same measures included in the facet categories
and some overall measures that could not be broken into facets.
When authors studied multiple facets of job-search intensity, we
used the average of correlations from one study when computing
overall job-search intensity. When similar constructs were measured
with different scales, we coded the correlations separately, but used
the same variable code. When a sample had multiple measures in the
same variable category, we used the average correlation across the
multiple measures to ensure statistical independence (e.g., Nye, Su,
Rounds, & Drasgow, 2012; Schmidt & Hunter, 2014). Similarly,
when a sample had multiple measures across occasions, we took the
average across occasions. Study-level coded information is available
in the online supplemental material.

A random selection of 20% of the articles were coded indepen-
dently by two of the authors. The intercoder agreement for the
variable coding was � � .89 (2,582 cases; p � .001). As an
additional data quality check, two authors who were not involved
in the coding process reviewed all raw effect sizes in the final
analyses. They examined the primary studies in question to re-
check effect sizes that looked like outliers or possibly incorrect.

Meta-Analytic Procedures

We estimated sample-weighted average effect sizes and vari-
ability of effects based on the random-effects psychometric meta-
analytic procedures (Schmidt & Hunter, 2014). The corrected
correlations and variability estimates that we report address sam-
pling error and internal consistency reliability. When studies did
not report internal consistency reliability, we used the mean of
reliability estimates of other primary studies (see Table 1). No
corrections were applied to address variable base rates for employ-
ment status, because this is a truly dichotomous variable (e.g.,
Williams & Peters, 1998). Based on previous research (Frazier,
Fainshmidt, Klinger, Pezeshkan, & Vracheva, 2017; Oh et al.,
2014), we set the cutoff for the minimum number of primary
studies to warrant interpretation of the meta-analytic correlations
at three in the main analyses and two in the moderator analyses.
We report 80% credibility intervals around reliability corrected
correlations (Whitener, 1990). The width of credibility intervals rep-
resents the extent to which relationships vary across studies; wider
credibility intervals suggest that moderators of the relationship at the
sample level may exist. Our path models were fit based on procedures
developed by Viswesvaran and Ones (1995). The inputs for the path
models were based on the correlation matrix among job-search self-
regulation, job-search intensity, job-search quality, and the employ-
ment outcomes, using the corrected correlations shown in Tables 2
and 3. Sample size was based on the harmonic mean of the sample

sizes for each meta-analytic correlation. We allowed all variables to
freely covary in a partial mediation model.

To evaluate the possibility of publication bias, we used two
techniques (Duval & Tweedie, 2000; Ferguson & Brannick, 2012).
First, we tested whether publication status moderates effect sizes
by meta-regressing (i.e., inverse standard error weighted regres-
sion) observed effect sizes on an indicator of whether it was from
a published or unpublished paper. Second, we used the trim-and-
fill technique (Burnette, O’Boyle, VanEpps, Pollack, & Finkel,
2013) in Stata 16.0 (StataCorp, 2019), which evaluates whether the
distribution of effect sizes is symmetric. Neither test definitively
proves publication bias, but both serve as evidence that future
studies should be conducted to evaluate the possibility. Because of
the large number of meta-analytic results and the limitations of
interpreting results with small ks, we focus the publication bias
tests on aggregated categories (i.e., job-search intensity and job-
search self-regulation). All analyses and reported results are in
terms of the observed (uncorrected) correlations.

Results

Tables 2 through 8 present the meta-analytic results of the
relationships depicted in Figure 1. Tables report number of sam-
ples (k), number of individuals (N), uncorrected mean sample-
weighted correlations (r), reliability-corrected mean sample-
weighted correlations (rc), residual standard deviation of the rcs
(SDrc) after correcting for sampling error and reliability variance
and 80% credibility intervals. We added Kanfer et al.’s (2001)
findings for comparison.

Relationships of Job-Search Behavior With
Employment Success Outcomes

Table 2 presents the meta-analytic results for the relationships of
job-search intensity and job-search quality with the employment
success outcomes. Overall job-search intensity was positively re-
lated to number of interviews (rc � .23), number of job offers
(rc � .14), and employment status (rc � .19). None of the credi-
bility intervals included zero, meaning that these relationships
were consistently positive across studies. In contrast, the results for
overall job-search intensity with employment quality showed a
relationship close to zero (rc � .06).1

We further analyzed four components of job-search intensity:
active, preparatory, informal, and formal job search. Of these four
components active job search had the strongest and most consis-
tent positive relationships with the outcomes (see Table 2). Spe-
cifically, active job search was associated with securing more
interviews (rc � .44) and job offers (rc � .22), and positively
related to employment status (rc � .24), and employment quality

1 For Table 2, our meta-regressions did not show significant effects for
published versus unpublished results in predicting number of interviews,
number of job offers, or employment status. There was a significant
difference between published and unpublished studies for employment
quality (b � –.08; z � �2.62, p � .01): Published studies (k � 34) had
smaller effect sizes than unpublished studies (k � 6). The trim-and-fill
procedure found no evidence for asymmetry in predicting number of job
offers or employment status. The results for number of interviews did
suggest some asymmetry (robserved � .21; rimputed � .17) as did the results
for employment quality (robserved � .05; rimputed � .04).
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(rc � .16). Preparatory job search was related to more interviews
(rc � .19) and to more job offers (rc � .15) only. Informal and
formal job search both were related to more interviews (rc � .18
for both). Formal job search was also related to more job offers
(rc � .17) but had a small negative relationship with employment
status (rc � �.08). Thus, whereas all four components related
positively to job interviews and/or job offers, only active job
search had consistent positive relations with all outcomes includ-
ing employment status and employment quality.

Job-search quality was expected to have positive relationships with
all four employment success outcomes. As Table 2 shows, relatively
few studies were available to examine these relationships (ks vary
from between 3 and 10). Nevertheless, the available data indicate
consistent positive relationships of job-search quality with number of
interviews (rc � .22), number of job offers (rc � .16), employment
status (rc � .18), and employment quality (rc � .19).

Relationships of Job-Search Self-Regulation With Job-
Search Behavior and Employment Success Outcomes

Table 3 reports findings for the relationships of job-search
self-regulation with job-search behavior and employment success

outcomes. Overall job-search self-regulation was positively related
to overall job-search intensity (rc � .40) and job-search quality
(rc � .30). Overall job-search self-regulation further showed small
positive relations with job offers (rc � .10), employment status
(rc � .16), and employment quality (rc � .11).2

We separately analyzed the four self-regulation components:
Goal exploration, goal clarity, job-search intentions, and self-
regulatory acts. Both goal exploration and goal clarity were
consistently positively associated with overall job-search inten-

2 For Table 3, our meta-regressions did not show significant effects for
published versus unpublished results in predicting job-search intensity,
job-search quality, number of interviews, employment status, or employ-
ment quality. There was a significant difference between published and
unpublished studies for number of job offers (b � –.17; z � –2.75, p �
.01): Published studies (k � 13) had significantly smaller effect sizes
relative to unpublished studies (k � 2). The trim-and fill procedure found
no evidence for asymmetry in predicting employment quality. Small
amounts of asymmetry were found for job-search quality (robserved � .23;
rimputed � .24) and employment status (robserved � .14; rimputed � .13). The
effects of potential asymmetry for job-search intensity (robserved � .34;
rimputed � .25), number of interviews (robserved � .14; rimputed � .06), and
number of job offers (robserved � .09; rimputed � .04) were larger.

Table 2
Relationships of Job-Search Behavior With Employment Success Outcomes

Kanfer et al. (2001)

Job-search behavior k rc k N r rc SDrc 80% credibility interval

Overall job-search intensitya with
Number of interviews 26 17,380 0.21 0.23 0.08 [0.13, 0.33]
Number of job offers 11 0.28 29 7,995 0.13 0.14 0.11 [0.01, 0.28]
Employment statusb 21 0.21 87 41,114 0.17 0.19 0.11 [0.05, 0.32]
Employment quality 40 11,090 0.05 0.06 0.08 [�0.03, 0.16]
Active job search with

Number of interviews 7 1,044 0.39 0.44 0.13 [0.27, 0.62]
Number of job offers 12 2,295 0.19 0.22 0.10 [0.09, 0.35]
Employment statusb 19 3,985 0.21 0.24 0.17 [0.03, 0.45]
Employment quality 8 2,695 0.13 0.16 0.06 [0.08, 0.24]

Preparatory job search with
Number of interviews 6 892 0.17 0.19 0.00 [0.19, 0.19]
Number of job offers 7 2,206 0.13 0.15 0.09 [0.03, 0.27]
Employment statusb 23 6,805 0.07 0.08 0.11 [�0.06, 0.22]
Employment quality 15 4,632 0.04 0.05 0.11 [�0.10, 0.19]

Informal job search with
Number of interviews 4 620 0.16 0.18 0.00 [0.18, 0.18]
Number of job offers 6 2,081 0.11 0.13 0.13 [�0.04, 0.29]
Employment statusb 15 4,354 0.02 0.02 0.08 [�0.07, 0.12]
Employment quality 11 4,187 0.01 0.01 0.10 [�0.12, 0.14]

Formal job search with
Number of interviews 4 560 0.14 0.18 0.12 [0.03, 0.33]
Number of job offers 5 1,851 0.15 0.17 0.13 [0.01, 0.33]
Employment statusb 4 1,589 �0.08 �0.08 0.05 [�0.15, �0.02]
Employment quality 5 3,243 �0.01 �0.01 0.02 [�0.04, 0.02]

Job-search quality with
Number of interviews 8 1,227 0.18 0.22 0.09 [0.10, 0.33]
Number of job offers 10 1,700 0.13 0.16 0.12 [0.00, 0.32]
Employment statusb 8 1,581 0.15 0.18 0.08 [0.07, 0.28]
Employment quality 3 801 0.14 0.19 0.00 [0.19, 0.19]

Note. For reasons of comparison, we provide mean-corrected sample-weighted correlations (rc) that were reported by Kanfer et al. (2001); blank cells
indicate that the researchers did not report an rc for that relationship. The rc between overall job-search intensity and job-search quality was 0.36 (k � 12,
N � 2,498, r � .27, SDrc � .26, 80% credibility interval [0.02, 0.69]), indicating that job-search intensity and job-search quality are positively related but
are sufficiently distinct empirically.
a This overall category includes preparatory and active job-search measures, informal and formal job-search measures, and generic job-search intensity
measures. b 0 � did not find a new job; 1 � found a new job.
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sity (rc � .38 and rc � .26, respectively) and job-search quality
(rc � .49 and rc � .26, respectively). Goal exploration was also
positively related to number of job offers (rc � .23), employ-
ment status (rc � .14), and employment quality (rc � .14). Goal
clarity only showed consistent positive relationships with em-
ployment status and employment quality (rcs � .17 and .12,
respectively).

Job-search intentions was strongly positively related to overall
job-search intensity (rc � .51). Regarding job-search quality, num-
ber of interviews, and number of job offers, fewer than three
studies were available. Further, job-search intentions were posi-
tively related to employment status (rc � .18) but not meaningfully
to employment quality (rc � .01).

For self-regulatory acts, we found positive associations with
overall job-search intensity (rc � .45) and job-search quality (rc �
.29). Regarding employment success outcomes, the studies avail-
able show a positive association with number of interviews (rc �
.30), and small positive associations with number of job offers
(rc � .11) and employment status (rc � .08).

Pathways to Employment Success Outcomes

Given the centrality of self-regulation in job-search theorizing,
we tested the role of job-search intensity and job-search quality as
key mechanisms through which job-search self-regulation predicts
the four employment success outcomes. Figure 2 presents the
meta-analytic path models and the indirect effects generated from
structural equation models with bias-corrected bootstrapped con-
fidence intervals based on 5,000 iterations for each outcome.

In predicting number of interviews, number of job offers, and
employment status we found nonzero total indirect effects, with
specific indirect effects through job-search intensity and job-
search quality. Combined with the direct effects (see direct paths
from job-search self-regulation to employment success outcomes
in Figure 2), these findings suggest that job-search intensity and
job-search quality partially explain the positive relationships of
job-search self-regulation with number of interviews and employ-
ment status, and fully explain the positive relationship of job-
search self-regulation with number of job offers. In predicting

Table 3
Relationships of Job-Search Self-Regulation With Job-Search Behavior and Employment Success Outcomes

Job-search self-regulation k N r rc SDrc 80% credibility interval

Overall job-search self-regulationa with
Job-search intensityb 69 23,180 0.33 0.40 0.18 [0.17, 0.63]
Job-search quality 10 2,106 0.23 0.30 0.02 [0.27, 0.32]
Number of interviews 15 2,862 0.14 0.15 0.13 [�0.01, 0.32]
Number of job offers 15 2,795 0.09 0.10 0.07 [0.01, 0.19]
Employment statusc 40 13,384 0.14 0.16 0.06 [0.07, 0.24]
Employment quality 18 3,584 0.09 0.11 0.08 [0.01, 0.21]
Goal exploration with

Job-search intensityb 14 6,061 0.33 0.38 0.13 [0.22, 0.55]
Job-search quality 6 1,147 0.39 0.49 0.12 [0.34, 0.64]
Number of interviews 2 202 0.21 0.23
Number of job offers 3 315 0.21 0.23 0.00 [0.23, 0.23]
Employment statusc 8 2,338 0.13 0.14 0.00 [0.14, 0.14]
Employment quality 5 658 0.12 0.14 0.00 [0.14, 0.14]

Goal clarity with
Job-search intensityb 18 8,478 0.21 0.26 0.13 [0.10, 0.42]
Job-search quality 3 754 0.20 0.26 0.04 [0.21, 0.30]
Number of interviews 6 1,566 0.05 0.06 0.05 [�0.01, 0.12]
Number of job offers 7 1,322 0.07 0.08 0.08 [�0.03, 0.18]
Employment statusc 11 3,297 0.15 0.17 0.06 [0.10, 0.24]
Employment quality 8 2,145 0.10 0.12 0.05 [0.05, 0.19]

Job-search intentions with
Job-search intensityb 35 9,573 0.43 0.51 0.13 [0.34, 0.67]
Job-search quality 2 404 0.21 0.28
Number of interviews 2 227 0.13 0.15
Number of job offers 1 104 0.08 0.09
Employment statusc 20 6,407 0.17 0.18 0.07 [0.10, 0.27]
Employment quality 5 368 0.01 0.01 0.00 [0.01, 0.01]

Self-regulatory acts with
Job-search intensityb 16 5,119 0.36 0.45 0.19 [0.20, 0.69]
Job-search quality 4 870 0.22 0.29 0.00 [0.29, 0.29]
Number of interviews 6 1,000 0.27 0.30 0.11 [0.16, 0.45]
Number of job offers 6 1,300 0.10 0.11 0.05 [0.04, 0.18]
Employment statusc 12 5,378 0.06 0.08 0.00 [0.08, 0.08]
Employment quality 3 755 0.10 0.12 0.13 [�0.05, 0.28]

Note. None of the relationships reported in this table were included in Kanfer et al. (2001).
a This overall category includes goal exploration, goal clarity, job-search intentions, and self-regulatory acts measures. b This is an overall category that
includes preparatory and active job-search measures, informal and formal job-search measures, and generic job-search intensity measures. c 0 � did not
find a new job; 1 � found a new job.
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employment quality, we found a nonzero total indirect effect, with
specific indirect effects through job-search quality, but not job-
search intensity. Combined with the significant direct effect (see
Figure 2), these findings suggest that job-search quality partially
explains the positive relationship of job-search self-regulation with
employment quality.

Antecedent Variables

Next, we analyzed the relationships of the antecedent
variables––personality, attitudes, and context––with the job-
search and employment success variables (see Tables 4 through
8). In the following text, we summarize the main findings,
focusing on substantively larger relationships (with 80% cred-
ibility intervals not including zero and k � 3). Analyses regard-
ing demographic antecedents are available in the online sup-
plemental material.

Antecedent variables with job-search self-regulation.
Table 4 shows the relationships of personality, attitudinal, and
contextual variables with overall job-search self-regulation. Re-
garding personality factors, especially trait self-regulation (rc �
.30), conscientiousness (rc � .29), and extraversion (rc � .21) had
notable relationships with job-search self-regulation. Regarding
attitudinal variables, the largest relationships were found for job-
search attitudes (rc � .46), employment commitment (rc � .32),

and job search self-efficacy (rc � .30). Contextual variables tended
toward inconsistent relationships with job-search self-regulation,
except for social pressure to search (rc � .47) and labor market
demand perceptions (rc � .20).

Antecedent variables with job-search intensity and job-
search quality. Table 5 displays results for the relationships of
personality, attitudinal, and contextual variables with overall job-
search intensity. Among personality factors, trait self-regulation
(rc � .22) and openness (rc � .12) were the only substantive
correlates of job-search intensity. For attitudinal variables, job-
search attitudes (rc � .33), job search self-efficacy (rc � .30), and
employment commitment (rc � .28) were consistent positive pre-
dictors of job-search intensity, similar to the results for job-search
self-regulation. Contextual variables tended toward inconsistent
relationships, except for social pressure to search (rc � .27) and
financial need (rc � .13).

Table 6 presents the results for the relationships of person-
ality, attitudinal, and contextual variables with job-search qual-
ity. The number of studies for these relationships is mostly
small (ranging from zero to 13), indicating an important area for
future research. Tentative findings suggest core self-evaluations
(rc � .26), extraversion (rc � .23), trait self-regulation (rc �
.22), conscientiousness (rc � .18), job-search self-efficacy
(rc � .34), low job-search anxiety (rc � �.24), employment
commitment (rc � .19), and positive labor market demand

Job-search self-regula�on 
(overall)

Job-search quality

Employment success outcomes
1. Number of interviews
2. Number of job offers
3. Employment status
4. Employment quality

OutcomesJob-search process

Job-search intensity 
(overall)

1. Coeff = 0.04, t(2803) = 2.04*
2. Coeff = 0.03, t(3018) = 1.51
3. Coeff = 0.08, t(3637) = 4.41**
4. Coeff = 0.07, t(2366) = 3.08**

1. Coeff = 0.16, t(2803) = 7.74**
2. Coeff = 0.08, t(3018) = 4.17**
3. Coeff = 0.12, t(3637) = 6.42**
4. Coeff = -0.03, t(2366) = -1.43

1. Coeff = 0.15, t(2803) = 7.59**
2. Coeff = 0.12, t(3018) = 6.18**
3. Coeff = 0.11, t(3637) = 6.49**
4. Coeff = 0.18, t(2366) = 8.25**

Coeff = 0.40, t(2803) = 23.11**

Coeff = 0.30, t(2803) = 16.65**

Total and specific indirect effects with 95% bootstrap confidence intervals: 
1. Total indirect effect = 0.11, 95% C.I. [0.09, 0.13]; through job-search intensity = 0.06, 95% C.I. [0.05, 0.08] and through job-search quality = 0.05, 95% C.I. [0.03, 0.06].
2. Total indirect effect = 0.07, 95% C.I. [0.05, 0.09]; through job-search intensity = 0.03, 95% C.I. [0.02, 0.05] and through job-search quality = 0.04, 95% C.I. [0.02, 0.05].
3. Total indirect effect = 0.08, 95% C.I. [0.07, 0.10]; through job-search intensity = 0.05, 95% C.I. [0.03, 0.06] and through job-search quality = 0.03, 95% C.I. [0.02, 0.05].
4. Total indirect effect = 0.04, 95% C.I. [0.02, 0.06]; through job-search intensity = -0.01, 95% C.I. [-0.03, 0.00] and through job-search quality = 0.05, 95% C.I. [0.02, 0.06].

Figure 2. Results of the meta-analytic path analyses and indirect effects analyses estimating the relationships
between job-search self-regulation, job-search behavior, and employment success outcomes. Coefficients of
job-search self-regulation, job-search intensity, and job-search quality were estimated with each of the four
employment success outcomes in four separate path models and four separate indirect effects analyses (labeled
1 to 4). � p � .05. �� p � .01.

T
hi

s
do

cu
m

en
t

is
co

py
ri

gh
te

d
by

th
e

A
m

er
ic

an
Ps

yc
ho

lo
gi

ca
l

A
ss

oc
ia

tio
n

or
on

e
of

its
al

lie
d

pu
bl

is
he

rs
.

T
hi

s
ar

tic
le

is
in

te
nd

ed
so

le
ly

fo
r

th
e

pe
rs

on
al

us
e

of
th

e
in

di
vi

du
al

us
er

an
d

is
no

t
to

be
di

ss
em

in
at

ed
br

oa
dl

y.

VAN HOOFT ET AL.690

http://dx.doi.org/10.1037/apl0000675.supp
http://dx.doi.org/10.1037/apl0000675.supp


perceptions (rc � .26) as most promising antecedents of job-
search quality.

Antecedent variables with employment status and employ-
ment quality. Tables 7 and 8 show results for the relationships
of personality, attitudinal, and contextual variables with employ-
ment status and quality. For employment status all corrected cor-
relations were �.20. The personality factors trait self-regulation
(rc � .08), extraversion (rc � .06), and openness (rc � .05)
showed small, but consistent positive relationships. Main attitudi-
nal correlates were unemployment negativity (rc � .15), job-
search attitudes (rc � .12), and employment commitment (rc �
.10). The contextual variables physical health (rc � .18), barriers
and constraints (rc � �.14), and social pressure to search (rc �
.13) showed consistent correlations � |.10|. For employment qual-
ity, the personality factors showed somewhat stronger relations.
Specifically, neuroticism (rc � �.19), trait self-regulation (rc �
.19), core self-evaluations (rc � .18), and agreeableness (rc � .16)
were consistently related to employment quality. The attitudinal
factors job-search anxiety (rc � �.34), job-search self-efficacy
(rc � .17), and unemployment negativity (rc � �.13) showed
consistent correlations �.10. The contextual variables mental
health (rc � .15), financial need (rc � �.14), labor market demand
perceptions (rc � .11), and barriers and constraints (rc � �.11)
showed consistent correlations �.10.

Moderator Analyses

We examined job-seeker type, survey lag, publication year, and
region as moderators in the relationships of job-search self-
regulation with job-search intensity and employment success (see
Table 9), and of job-search intensity with employment success (see
Table 10).

Job-seeker type. Job-search self-regulation was substantially
related to job-search intensity across all three job-seeker types (rc

varies between .34 and .45; see Table 9). However, while job-
search self-regulation positively related to all four employment
success outcomes for new entrants (rcs between .13 and .24),
correlations were less consistent for unemployed individuals (rcs
between �.01 and .13), with only the correlation with employment
status being consistently positive. For employed individuals, job-
search self-regulation related positively to employment status
(rc � .20), but not meaningfully to employment quality (rc � .03).
Table 10 shows that whereas job-search intensity was more sub-
stantively related to interviews for unemployed individuals (rc �
.31) relative to new entrants (rc � .21), it was more substantively
related to job offers for new entrants (rc � .19) relative to unem-
ployed individuals (rc � .10). Correlations of job-search intensity
with employment status and quality were strongest for employed
individuals (rc � .21 and rc � .18), followed by new entrants (rc �
.16 and rc � .14), and weakest for unemployed individuals (rc �
.14 and rc � .03).

Survey time lag. We differentiated designs in which job-
search self-regulation or job-search intensity were measured at the
same time as the outcome, versus designs in which they were
measured before the outcome. Moderator analyses (see Tables 9
and 10) show that timing of measures had a small but consistent
effect, such that relationships were slightly stronger in time-lagged
rather than cross-sectional designs.

Publication year. As displayed in Tables 9 and 10, the cor-
relations among job-search self-regulation, job-search intensity,
and the employment success outcomes for the pre-2000 and
2000� period are roughly similar, except for the relationships with
job offers. In recent studies, job-search self-regulation and job-

Table 4
Relationships of Antecedent Variables With Overall Job-Search Self-Regulation

Variable k N r rc SDrc 80% credibility interval

Personality correlates of job-search self-regulationa

Neuroticism 7 2,354 0.07 0.08 0.22 [�0.21, 0.37]
Extraversion 8 2,798 0.17 0.21 0.12 [0.06, 0.37]
Openness to experience 5 1,478 0.08 0.11 0.04 [0.05, 0.16]
Agreeableness 3 1,002 0.11 0.14 0.13 [�0.02, 0.31]
Conscientiousness 17 6,372 0.23 0.29 0.10 [0.15, 0.42]
Core self-evaluations 31 12,392 0.05 0.07 0.29 [�0.30, 0.44]
Trait self-regulation 16 3,792 0.23 0.30 0.21 [0.04, 0.57]

Attitudinal correlates of job-search self-regulationa

Unemployment negativity 8 1,911 0.12 0.14 0.20 [�0.11, 0.40]
Employment commitment 21 8,001 0.26 0.32 0.12 [0.17, 0.47]
Job-search attitudes 24 8,416 0.38 0.46 0.16 [0.25, 0.66]
Job-search self-efficacy 46 17,990 0.26 0.30 0.21 [0.03, 0.57]
Job-search anxiety 2 311 0.08 0.09

Contextual correlates of job-search self-regulationa

Labor market demand perceptions 23 9,373 0.15 0.20 0.10 [0.06, 0.33]
Financial need 21 11,619 0.09 0.11 0.15 [�0.09, 0.31]
Social pressure to search 20 7,924 0.39 0.47 0.23 [0.17, 0.77]
Social support and assistance 16 5,319 0.15 0.18 0.20 [�0.07, 0.44]
Job-search duration 19 8,404 �0.08 �0.09 0.10 [�0.22, 0.04]
Barriers and constraints 22 12,187 �0.15 �0.20 0.20 [�0.46, 0.06]
Physical health 1 651 �0.04 �0.05
Mental health 11 5,946 0.13 0.16 0.15 [�0.03, 0.35]

Note. None of the relationships reported in this table were included in Kanfer et al. (2001).
a This overall category includes goal exploration, goal clarity, job-search intentions, and self-regulatory acts measures.
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search intensity seem to relate less strongly to job offers (rc � .09
and .13, respectively) compared with pre-2000 studies (rc � .22
and .26, respectively), although the pre-2000 estimates were based
on only two to three studies.

Sample region. Distinguishing between North American, Euro-
pean, and other studies, Table 9 and 10 show similar patterns, suggesting
comparable relationships among job-search self-regulation, job-search
intensity, and employment success outcomes across regions.

Table 5
Relationships of Antecedent Variables With Overall Job-Search Intensity

Kanfer et al. (2001)

Variable k rc k N r rc SDrc 80% credibility interval

Personality correlates of job-search intensitya

Neuroticism 14 �0.07 31 12,625 �0.05 �0.06 0.11 [�0.20, 0.08]
Extraversion 7 0.46 29 17,604 0.06 0.08 0.12 [�0.07, 0.23]
Openness to experience 4 0.27 21 14,100 0.10 0.12 0.06 [0.04, 0.20]
Agreeableness 4 0.15 14 6,835 0.05 0.07 0.05 [0.01, 0.14]
Conscientiousness 11 0.38 32 21,201 0.04 0.05 0.11 [�0.09, 0.19]
Core self-evaluations 112 37,771 0.06 0.07 0.14 [�0.11, 0.25]
Trait self-regulation 37 10,096 0.18 0.22 0.15 [0.03, 0.41]

Attitudinal correlates of job-search intensitya

Unemployment negativity 24 6,243 0.14 0.17 0.21 [�0.09, 0.44]
Employment commitment 16 0.29 49 19,622 0.22 0.28 0.12 [0.13, 0.43]
Job-search attitudes 27 8,333 0.26 0.33 0.16 [0.12, 0.53]
Job-search self-efficacy 28 0.27 87 24,712 0.25 0.30 0.15 [0.11, 0.50]
Job-search anxiety 9 1,367 0.14 0.16 0.17 [�0.06, 0.38]

Contextual correlates of job-search intensitya

Labor market demand perceptions 84 41,793 0.07 0.09 0.18 [�0.15, 0.32]
Financial need 14 0.21 53 21,503 0.11 0.13 0.11 [0.00, 0.27]
Social pressure to search 30 10,293 0.22 0.27 0.14 [0.09, 0.46]
Social support and assistance 15 0.24 37 10,167 0.13 0.15 0.13 [�0.02, 0.32]
Job-search duration 54 22,934 �0.04 �0.04 0.11 [�0.19, 0.10]
Barriers and constraints 38 26,863 �0.11 �0.14 0.12 [�0.29, 0.02]
Physical health 7 1,928 0.06 0.07 0.20 [�0.19, 0.33]
Mental health 43 13,638 �0.05 �0.05 0.13 [�0.21, 0.11]

Note. For reasons of comparison, we provide mean-corrected sample-weighted correlations (rc) that were reported by Kanfer et al. (2001); blank cells
indicate that the researchers did not report an rc for that relationship.
a This overall category includes preparatory and active job-search measures, informal and formal job-search measures, and generic job-search intensity measures.

Table 6
Relationships of Antecedent Variables With Overall Job-Search Quality

Variable k N r rc SDrc 80% credibility interval

Personality correlates of job-search quality
Neuroticism 3 432 �0.09 �0.12 0.09 [�0.24, �0.01]
Extraversion 4 537 0.17 0.23 0.14 [0.04, 0.41]
Openness to experience 2 206 0.06 0.09
Agreeableness 2 206 0.00 0.00
Conscientiousness 3 311 0.14 0.18 0.00 [0.18, 0.18]
Core self-evaluations 7 1,246 0.20 0.26 0.14 [0.08, 0.44]
Trait self-regulation 7 1,812 0.16 0.22 0.02 [0.19, 0.24]

Attitudinal correlates of job-search quality
Unemployment negativity 4 636 �0.07 �0.11 0.23 [�0.40, 0.18]
Employment commitment 4 1,018 0.15 0.19 0.00 [0.19, 0.19]
Job-search attitudes 0
Job-search self-efficacy 13 1,873 0.26 0.34 0.11 [0.20, 0.48]
Job-search anxiety 4 621 �0.19 �0.24 0.06 [�0.32, �0.16]

Contextual correlates of job-search quality
Labor market demand perceptions 4 785 0.17 0.26 0.21 [0.00, 0.52]
Financial need 5 1,455 �0.10 �0.12 0.11 [�0.27, 0.02]
Social pressure to search 0
Social support and assistance 2 437 0.06 0.08
Job-search duration 5 1,039 0.00 0.00 0.11 [�0.14, 0.13]
Barriers and constraints 1 217 �0.26 �0.36
Physical health 0
Mental health 5 910 0.01 0.02 0.13 [�0.15, 0.18]

Note. None of the relationships reported in this table were included in Kanfer et al. (2001).
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Discussion
The ubiquity of job search and its potentially powerful conse-

quences for personal and societal well-being has stimulated an
immense amount of research in the last 2 decades, as illustrated by

the 281 samples and 140,953 participants included in studies since
2001. Our quantitative review integrates this and previous research
to examine the relationships between personality, attitudinal, and
contextual antecedents, job-search process variables, and employ-

Table 7
Relationships of Antecedent Variables With Employment Status

Kanfer et al. (2001)

Variable k rc k N r rc SDrc 80% credibility interval

Personality correlates of employment status
Neuroticism 9 �0.09 10 3,928 �0.03 �0.03 0.06 [�0.11, 0.05]
Extraversion 1 7 7,486 0.05 0.06 0.02 [0.03, 0.09]
Openness to experience 1 3 4,963 0.04 0.05 0.01 [0.03, 0.06]
Agreeableness 1 2 817 �0.02 �0.02
Conscientiousness 5 0.13 9 7,396 0.01 0.01 0.04 [�0.05, 0.06]
Core self-evaluations 53 20,695 0.04 0.05 0.07 [�0.04, 0.13]
Trait self-regulation 15 3,446 0.07 0.08 0.06 [0.01, 0.15]

Attitudinal correlates of employment status
Unemployment negativity 4 573 0.13 0.15 0.00 [0.15, 0.15]
Employment commitment 2 0.19 19 7,002 0.09 0.10 0.02 [0.08, 0.12]
Job-search attitudes 9 3,765 0.10 0.12 0.00 [0.12, 0.12]
Job-search self-efficacy 11 0.09 36 12,083 0.09 0.10 0.09 [�0.02, 0.21]
Job-search anxiety 2 512 �0.17 �0.20

Contextual correlates of employment status
Labor market demand perceptions 37 21,018 0.08 0.09 0.08 [�0.01, 0.20]
Financial need 7 �0.11 27 14,265 0.00 0.00 0.05 [�0.06, 0.06]
Social pressure to search 10 4,402 0.12 0.13 0.10 [0.00, 0.26]
Social support and assistance 3 0.30 19 6882 0.06 0.06 0.00 [0.06, 0.06]
Job-search duration 25 11,102 �0.10 �0.10 0.11 [�0.24, 0.05]
Barriers and constraints 21 24,915 �0.13 �0.14 0.05 [�0.21, �0.08]
Physical health 8 3,264 0.17 0.18 0.05 [0.11, 0.25]
Mental health 27 13,352 0.06 0.06 0.06 [�0.01, 0.13]

Note. For reasons of comparison, we provide mean-corrected sample-weighted correlations (rc) that were reported by Kanfer et al. (2001); blank cells
indicate that the researchers did not report an rc for that relationship.

Table 8
Relationships of Antecedent Variables With Employment Quality

Variable k N r rc SDrc 80% credibility interval

Personality correlates of employment quality
Neuroticism 4 524 �0.16 �0.19 0.00 [�0.19, �0.19]
Extraversion 6 1,429 0.08 0.08 0.09 [�0.03, 0.20]
Openness to experience 4 443 0.06 0.08 0.00 [0.08, 0.08]
Agreeableness 3 376 0.13 0.16 0.08 [0.07, 0.26]
Conscientiousness 7 2,098 0.05 0.06 0.00 [0.06, 0.06]
Core self-evaluations 24 4,054 0.15 0.18 0.09 [0.06, 0.30]
Trait self-regulation 10 2,154 0.15 0.19 0.07 [0.09, 0.28]

Attitudinal correlates of employment quality
Unemployment negativity 3 737 �0.10 �0.13 0.07 [�0.22, �0.04]
Employment commitment 4 1,500 0.05 0.06 0.00 [0.06, 0.06]
Job-search attitudes 7 1,235 0.10 0.13 0.12 [�0.03, 0.28]
Job-search self-efficacy 22 4,767 0.15 0.17 0.06 [0.10, 0.25]
Job-search anxiety 4 812 �0.27 �0.34 0.15 [�0.53, �0.15]

Contextual correlates of employment quality
Labor market demand perceptions 8 1,905 0.09 0.11 0.04 [0.06, 0.17]
Financial need 15 5,358 �0.12 �0.14 0.11 [�0.28, 0.00]
Social pressure to search 5 368 �0.06 �0.07 0.00 [�0.07, �0.07]
Social support and assistance 10 2,715 0.08 0.10 0.10 [�0.03, 0.23]
Job-search duration 11 3,786 �0.01 �0.01 0.08 [�0.12, 0.09]
Barriers and constraints 3 1,300 �0.09 �0.11 0.07 [�0.20, �0.03]
Physical health 0
Mental health 9 3,054 0.13 0.15 0.02 [0.12, 0.18]

Note. None of the relationships reported in this table were included in Kanfer et al. (2001).
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Table 9
Moderators of the Job-Search Self-Regulation With Job-Search Intensity and Employment Success Relationships

Job-search self-regulation k N r rc SDrc 80% credibility interval

Job-seeker type as moderatora

New labor market entrants
Job-search intensity 19 4,309 0.29 0.34 0.16 [0.13, 0.56]
Number of interviews 9 1,323 0.22 0.24 0.13 [0.08, 0.41]
Number of job offers 10 1,774 0.12 0.13 0.00 [0.13, 0.13]
Employment statusb 7 1,890 0.15 0.16 0.03 [0.12, 0.20]
Employment quality 6 1,093 0.15 0.17 0.07 [0.08, 0.26]

Unemployed individuals
Job-search intensity 30 11,001 0.32 0.39 0.19 [0.15, 0.64]
Number of interviews 5 1,432 0.06 0.06 0.06 [�0.01, 0.14]
Number of job offers 3 801 �0.01 �0.01 0.00 [�0.01, �0.01]
Employment statusb 21 7,205 0.11 0.13 0.07 [0.04, 0.22]
Employment quality 8 2,254 0.07 0.08 0.08 [�0.02, 0.19]

Employed individuals
Job-search intensity 11 5,770 0.39 0.45 0.16 [0.25, 0.66]
Number of interviews 0
Number of job offers 0
Employment statusb 11 4,163 0.19 0.20 0.02 [0.17, 0.23]
Employment quality 4 237 0.03 0.03 0.00 [0.03, 0.03]

Survey time lag as moderatora

Simultaneous measures
Job-search intensity 44 16,423 0.32 0.39 0.19 [0.15, 0.63]
Number of interviews 4 1,377 0.10 0.11 0.14 [�0.06, 0.28]
Number of job offers 4 1,006 0.04 0.05 0.10 [�0.08, 0.18]
Employment statusb 4 928 0.09 0.10 0.11 [�0.04, 0.24]
Employment quality 0

Outcome measured after predictor
Job-search intensity 26 7,310 0.36 0.44 0.15 [0.25, 0.63]
Number of interviews 11 1,485 0.17 0.19 0.11 [0.05, 0.34]
Number of job offers 11 1,789 0.12 0.13 0.00 [0.13, 0.13]
Employment statusb 38 12,905 0.14 0.16 0.06 [0.08, 0.24]
Employment quality 18 3,584 0.09 0.11 0.08 [0.01, 0.21]

Publication year as moderatora

Pre-2000
Job-search intensity 8 1,387 0.35 0.43 0.12 [0.28, 0.59]
Number of interviews 3 325 0.16 0.18 0.00 [0.18, 0.18]
Number of job offers 2 202 0.20 0.22 0.00 [0.22, 0.22]
Employment statusb 9 1,387 0.18 0.20 0.15 [0.02, 0.39]
Employment quality 2 274 0.08 0.10 0.00 [0.10, 0.10]

2000 and later
Job-search intensity 61 21,793 0.33 0.40 0.18 [0.17, 0.63]
Number of interviews 12 2,537 0.14 0.15 0.14 [�0.03, 0.33]
Number of job offers 13 2,593 0.08 0.09 0.07 [0.00, 0.18]
Employment statusb 31 11,998 0.13 0.15 0.04 [0.10, 0.21]
Employment quality 16 3,310 0.09 0.11 0.09 [0.00, 0.22]

Sample region as moderatora

North America
Job-search intensity 36 11,336 0.30 0.36 0.20 [0.10, 0.62]
Number of interviews 10 2,270 0.14 0.15 0.13 [�0.01, 0.32]
Number of job offers 9 2,091 0.09 0.10 0.09 [�0.02, 0.22]
Employment statusb 20 6,094 0.16 0.18 0.08 [0.07, 0.28]
Employment quality 12 3,023 0.10 0.11 0.09 [0.00, 0.22]

Europe
Job-search intensity 16 6,395 0.35 0.42 0.15 [0.23, 0.61]
Number of interviews 1 79 �0.10 �0.12 0.00 [�0.12, �0.12]
Number of job offers 2 192 0.15 0.17 0.00 [0.17, 0.17]
Employment statusb 15 5,384 0.13 0.15 0.03 [0.11, 0.19]
Employment quality 4 237 0.03 0.03 0.00 [0.03, 0.03]

Other
Job-search intensity 12 3,512 0.32 0.39 0.07 [0.30, 0.48]
Number of interviews 4 513 0.17 0.19 0.12 [0.04, 0.34]
Number of job offers 4 512 0.07 0.07 0.00 [0.07, 0.07]
Employment statusb 4 1,783 0.10 0.11 0.04 [0.06, 0.16]
Employment quality 2 324 0.10 0.13 0.11 [�0.01, 0.27]

Note. None of the relationships reported in this table were included in Kanfer et al. (2001).
a Relationships are displayed for overall job-search self-regulation with overall job-search intensity and the four employment success outcomes. b 0 � did
not find a new job; 1 � found a new job.
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Table 10
Moderators of the Overall Job-Search Intensity With Employment Success Relationships

Kanfer et al. (2001)

Job-search intensity k rc k N r rc SDrc 80% credibility interval

Job-seeker type as moderatora

New labor market entrants
Number of interviews 16 13,126 0.19 0.21 16 [0.13, 0.29]
Number of job offers 19 3,390 0.18 0.19 19 [0.04, 0.34]
Employment statusb 5 0.24 13 2,155 0.14 0.16 13 [0.04, 0.28]
Employment quality 14 1,539 0.11 0.14 14 [0.08, 0.19]

Unemployed individuals
Number of interviews 9 4,053 0.27 0.31 9 [0.21, 0.40]
Number of job offers 8 4,297 0.09 0.10 8 [0.01, 0.20]
Employment statusb 14 0.20 41 15,200 0.13 0.14 41 [�0.01, 0.29]
Employment quality 20 5,764 0.03 0.03 20 [�0.08, 0.14]

Employed individuals
Number of interviews 0 0
Number of job offers 0 0
Employment statusb 2 0.38 29 22,243 0.19 0.21 29 [0.10, 0.33]
Employment quality 2 243 0.16 0.18 2 [0.18, 0.18]

Survey time lag as moderatora

Simultaneous measures
Number of interviews 20 16,311 0.20 0.23 0.08 [0.12, 0.33]
Number of job offers 20 5,934 0.12 0.13 0.09 [0.01, 0.25]
Employment statusb 22 9,863 0.15 0.17 0.11 [0.03, 0.30]
Employment quality 17 5,678 0.05 0.06 0.08 [�0.05, 0.16]

Outcome measured after predictor
Number of interviews 11 1,585 0.27 0.30 0.04 [0.25, 0.35]
Number of job offers 12 2,411 0.16 0.18 0.12 [0.03, 0.33]
Employment statusb 69 31,659 0.17 0.19 0.10 [0.06, 0.32]
Employment quality 25 5,768 0.06 0.07 0.07 [�0.01, 0.16]

Publication year as moderatora

Pre-2000
Number of interviews 1 123 0.14 0.16 [0.01, 0.51]
Number of job offers 11c 0.28 3c 495 0.23 0.26 0.19 [0.09, 0.29]
Employment statusb 21 0.21 25 5,920 0.17 0.19 0.08 [0.05, 0.05]
Employment quality 6 1,375 0.04 0.05 0.00

2000 and later [0.13, 0.33]
Number of interviews 25 17,257 0.21 0.23 0.08 [0.02, 0.25]
Number of job offers 26 7,500 0.12 0.13 0.09 [0.04, 0.32]
Employment statusb 62 35,195 0.17 0.18 0.11 [�0.04, 0.17]
Employment quality 34 9,715 0.05 0.06 0.08 [0.01, 0.51]

Sample region as moderatora

North America
Number of interviews 17 13,852 0.19 0.21 0.06 [0.13, 0.29]
Number of job offers 18 3,397 0.16 0.17 0.08 [0.07, 0.28]
Employment statusb 52 15,022 0.21 0.24 0.13 [0.07, 0.40]
Employment quality 24 8,139 0.06 0.07 0.07 [�0.02, 0.17]

Europe
Number of interviews 4 2,831 0.28 0.31 0.08 [0.21, 0.42]
Number of job offers 6 3,927 0.11 0.12 0.12 [�0.04, 0.28]
Employment statusb 24 9,377 0.12 0.14 0.10 [0.00, 0.27]
Employment quality 7 1,576 �0.01 �0.01 0.06 [�0.08, 0.06]

Other
Number of interviews 4 575 0.30 0.32 0.00 [0.32, 0.32]
Number of job offers 3 391 0.10 0.11 0.00 [0.11, 0.11]
Employment statusb 8 15,402 0.15 0.17 0.05 [0.11, 0.23]
Employment quality 7 709 0.11 0.14 0.07 [0.05, 0.22]

Note. For reasons of comparison we provide mean-corrected sample-weighted correlations (rc) that were reported by Kanfer et al. (2001); blank cells
indicate that the researchers did not report an rc for that relationship.
a Relationships are displayed for overall job-search intensity with the four employment success outcomes. b 0 � did not find a new job, 1 � found a new
job. c The difference in ks is due to Kanfer et al. (2001) using a broader coding of job-search intensity, including measures such as environmental
exploration (which we coded as goal exploration), interview preparation (which we coded as job-search quality), and number of job interviews (which we
coded as a separate outcome).
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ment success outcomes. The findings provide empirical support for
the role of self-regulation in job search, showing that it positively
relates to job-search intensity and quality, and employment suc-
cess. Enhancing our understanding of the job-search and employ-
ment success construct space, our findings show that both job-
search intensity and quality positively relate to quantitative
employment success outcomes (i.e., interviews, job offers, em-
ployment status), with active job search showing stronger relations
than preparatory job search. Employment quality was only pre-
dicted by specific job-search variables, such as goal exploration,
goal clarity, active job search, and job-search quality. The relations
between job-search self-regulation, job-search intensity, and em-
ployment success were relatively similar in pre-2000 and post-
2000 studies and across sample region. These findings may sug-
gest that although Internet has substantially changed the type of
search activities that job seekers engage in, the psychological
processes underlying job search are not significantly different
across time and socioeconomic systems. Taken together, the find-
ings firmly document the theoretical importance of psychological
factors in the successful pursuit of employment, and inform prac-
tice about the relevant factors for counseling, interventions, and
profiling.

Theoretical and Practical Implications

Our quantitative review documents the broadening of the no-
mological network of job search since Kanfer and colleagues’
(2001) meta-analysis (with over 60% of the Figure 1 variables
being not examined by Kanfer et al., 2001) and deepens and
extends our knowledge in four areas of theoretical and practical
importance: (1) the role of self-regulation in job search; (2) the
relationship between job-search behavior and employment suc-
cess; (3) the roles of personality, attitudinal, and contextual fac-
tors; and (4) the moderating role of job-seeker type.

Self-regulation and job search. Our findings extend Kanfer
et al. (2001) by delineating the concept of self-regulation in job
search (distinguishing between trait self-regulation and job-search
self-regulation), and examining its relations with job-search inten-
sity and quality, and employment success. Trait self-regulation
was the only personality factor that consistently predicted job-
search behavior and employment success. In contrast, Big Five
traits were only weakly or not related to job-search intensity and
employment status. These findings corroborate conceptualizing
job search as a motivational/self-regulatory process, suggesting
that trait self-regulation (in contrast to Big Five traits) captures
individual differences in motivational tendencies of proximal im-
portance to job-search behavior.

Overall job-search self-regulation as well as its specific compo-
nents were moderately to strongly positively related to job-search
intensity and quality. Consistent with motivation theories arguing
that self-regulation most strongly affects actions rather than out-
comes (e.g., Kanfer, 1990), our findings show that job-search
self-regulation relates to employment success partially through its
association with search intensity and quality. In addition, job-
search self-regulation also directly predicted several outcomes,
suggesting that the process of establishing and clarifying goals and
controlling attention, affect, and behavior is also directly beneficial
for attaining (high-quality) jobs, regardless people’s job-search
behaviors.

Job search and employment success. Some authors have
questioned the importance of job-search intensity and called for
research on specific types of effort (e.g., Koen et al., 2010; Šverko
et al., 2008). First, providing resolution in this debate, our findings
consistently indicate small to moderate positive relationships be-
tween job-search intensity and quantitative employment success
outcomes, across job-seeker types, survey timing, publication year,
and sample regions. Thus, people who engage in more job-search
activities, more likely have job interviews, receive job offers, and
obtain employment. Using a substantially larger and more diverse
study database, our findings extend prior meta-analytic evidence
(Kanfer et al., 2001) by showing a robust positive relationship
across various quantitative outcome measures and moderators. We
would like to emphasize that large effect sizes are not to be
expected for distal and complex outcomes such as employment
status because these depend on numerous factors, many of which
are beyond job seekers’ control (e.g., the labor market, discrimi-
nation, recruiter idiosyncrasies; Van Hooft et al., 2013; Wanberg et
al., 2002). Also, the dichotomous nature of employment status
limits the possibility to find large correlations (cf. Sutton, 1998).

Second, the present study extends our understanding by includ-
ing specific job-search measures. Supporting stage theories (Bar-
ber et al., 1994; Blau, 1994; Soelberg, 1967), active rather than
preparatory job search more strongly relates to employment suc-
cess. Practically, these findings suggest the critical need to spend
enough time in active behavioral pursuit of job opportunities.
Unlike previous suggestions (e.g., Barber, 1998; Franzen & Han-
gartner, 2006; Zottoli & Wanous, 2000) we did not find stronger
relations for informal as compared with formal job search. Rather,
our results show small to moderate positive relations of both with
interviews, and of formal job search with job offers. Although
formal job search had a small negative relation with employment
status, we think it is premature to suggest that job seekers should
not use formal methods. The formal methods in the four studies
contributing to this relation included searching via Internet, print
and radio/TV ads, and employment services. Print advertising and
employment services substantially contributed to the negative re-
lation (Van Hoye et al., 2009). Print advertising is now less used,
and employment services may be useful for specific jobs. Rather
than discouraging formal methods, our overall findings on job-
search intensity suggest that job seekers should use a broad range
of job-search activities. They should spend some time on preap-
plication activities, plus make sure they devote their attention to
actively contacting employers and submitting applications.

Our examination of job-search quality extends previous meta-
analytical findings. Job-search quality was positively related to
number of interviews, job offers, and employment status. In addi-
tion, unlike job-search intensity, it positively predicted employ-
ment quality. Although far fewer studies have used job-search
quality than intensity, the pattern of results is promising, offering
initial support for job-search quality theory (Van Hooft et al.,
2013). These findings also align with intervention research, which
suggested that interventions are more effective if they include
job-search skills training (Liu et al., 2014). Because organizations
use a broad variety of recruitment channels, present-day job search
has become complex and opaque. Consequently, the quality of
search in terms of self-regulation, learning, and adjustment to
recruiter idiosyncrasies is essential. From a practical perspective,
job-search quality measures may inform individualized job-search

T
hi

s
do

cu
m

en
t

is
co

py
ri

gh
te

d
by

th
e

A
m

er
ic

an
Ps

yc
ho

lo
gi

ca
l

A
ss

oc
ia

tio
n

or
on

e
of

its
al

lie
d

pu
bl

is
he

rs
.

T
hi

s
ar

tic
le

is
in

te
nd

ed
so

le
ly

fo
r

th
e

pe
rs

on
al

us
e

of
th

e
in

di
vi

du
al

us
er

an
d

is
no

t
to

be
di

ss
em

in
at

ed
br

oa
dl

y.

VAN HOOFT ET AL.696



interventions by providing job seekers with specific feedback on
self-regulatory effectiveness in their job-search progress and en-
couraging job seekers to search “smarter” but with consistent
effort.

Our study further extends Kanfer et al. (2001) by including
employment quality. Providing resolution to the mixed findings of
primary studies, our results show that overall job-search intensity
is basically unrelated to employment quality, as is job-search
intention. Instead, goal exploration, goal clarity, active job search,
and job-search quality had consistent positive relations with em-
ployment quality, varying between .12 and .19. These findings
support theorizing on the importance of goal-establishment pro-
cesses in job search, which likely stimulate an active, goal-
directed, and high-quality job search, resulting in well-prepared
and targeted applications (Kanfer & Bufton, 2018; Van Hooft et
al., 2013; Wanberg et al., 2002). Our findings provide practical
directions how to increase the chances to obtain high-quality
employment, which is especially important in tight labor markets
where finding jobs is relatively easy, but obtaining high-quality
employment is more challenging.

Personality, attitudinal, and contextual antecedents.
Although Kanfer et al. (2001) reported substantial effects for the
Big Five traits (based on ks between 1 and 14), we found only
weak relations with job-search intensity and employment status
(rc � .12). The larger ks suggests more confidence in the present
findings. Similar to prior theorizing and research, the findings
suggest that broad, cross-situational traits impact behavior and
outcomes mostly through their influence on motivational processes
(Barrick, Stewart, & Piotrowski, 2002).

Theorizing and studies over the past two decades have greatly
expanded the domain of attitudinal and contextual variables pro-
posed to relate to job search and employment success. We found
a uniform pattern of moderately strong positive relations of select
attitudinal and contextual factors with overall job-search self-
regulation and intensity, but smaller and less consistent relations
with employment success. The findings corroborate but also go
beyond previous meta-analytic results. Similar to Kanfer et al.
(2001), employment commitment and job-search self-efficacy re-
lated moderately positively to job-search intensity. Extending Kan-
fer et al. (2001), our results illustrate the relevance of job-search
attitudes and contextual factors such as social pressure to search
and financial need for job-search intensity. These findings provide
support for the three predictors proposed by the theory of planned
job-search behavior (i.e., attitudes, social pressure, and self-effi-
cacy; Ajzen, 1991; Van Hooft, 2018a), but also suggest the im-
portance of additional factors such as intrinsic commitment to
employment and external financial need to find employment. Ex-
cept for financial need, the same attitudinal and contextual factors
stood out as correlates of job-search self-regulation.

Our study further advances the literature by examining how
personality, attitudinal, and contextual variables relate to employ-
ment quality, an outcome not examined by Kanfer et al. (2001). In
contrast to employment status, employment quality was predicted
by several personality traits (i.e., neuroticism, trait self-regulation,
core self-evaluations, agreeableness). A possible explanation for
this difference may be that in contrast to measures of employment
status, employment quality measures represent a postsearch sub-
jective judgment of the new job. Previous research on the relations
of neuroticism, core self-evaluations, and agreeableness with job

satisfaction (Judge, Heller, & Mount, 2002, 2005) suggests that
personality may affect judgments of employment quality indepen-
dent of prior search. Related, for individuals with these traits,
employment quality judgments might reflect a restorative process
(e.g., those low in neuroticism may be better able to put aside
tribulations and disappointments associated with their job search).
Future research should investigate this explanation using measures
that disassociate prior search difficulty and new job expectations
from new job satisfaction and distinguish between pre-entry and
post-entry assessments of employment quality.

Last, an interesting pattern of results arose for financial need.
On the one hand this contextual factor has a motivating role in the
job-search process as indicated by its positive relationships with
job-search intensity. On the other hand, financial need was not
related to employment status, and negatively to employment qual-
ity. Theoretically, this may be explained by the negative effects
financial hardship has on cognitive functioning and mental health,
as well as on people’s job-search quality. Practically, these find-
ings are of interest to policymakers regarding the provision of
unemployment benefits, affecting job seekers’ financial need
(Wanberg, van Hooft, Dossinger, van Vianen, & Klehe, 2020).

Job search among different job-seeker types. We empiri-
cally evaluated moderating effects of three job-seeker types: new
labor market entrants, unemployed individuals, and employed in-
dividuals, and found some differential patterns across samples.
The relations of job-search intensity with job offers, employment
status and quality were consistently higher among new entrants
(rcs between .14 and .19) and employed individuals (rcs between
.18 and .21) than among unemployed individuals (rcs between .03
and .14). The weaker relations for unemployed persons may reflect
the higher barriers that they likely face in gaining (re)entry into the
workforce (e.g., stereotypes; Trzebiatowski, Wanberg, & Dos-
singer, 2019). Further, these findings may reflect differences be-
tween job-seeker types in the clarity of their job-search goals. For
example, unemployed individuals may cast a wider net such that if
a more intense job search leads to reemployment, it does not result
in high-quality employment because of poorer fit or barriers that
unemployed job seekers face. Future research should investigate
the clarity of job-search goals for each group and the unique
barriers to workforce entry to test these explanations and inform
programs to better assist unemployed job seekers.

Limitations

A first limitation relates to the judgments we had to make about
aggregating variables into categories. Some were well-defined and
measured using validated instruments (e.g., conscientiousness),
but for others it was necessary to aggregate across diverse mea-
sures (e.g., self-regulatory acts, employment quality). Theoreti-
cally, it would be of interest to split such broader categories into
their component parts. For example, self-regulatory acts could be
divided into attentional control, emotion regulation, and motiva-
tion control to analyze their relations separately. Employment
quality could be divided into intrinsic versus extrinsic job factors,
or whether the measurement occurred preentry versus postentry
(Saks & Ashforth, 2002). However, more primary research is
needed for such analyses.

Second, some findings should be interpreted with caution as the
variables involved may have some construct overlap. Specifically,

T
hi

s
do

cu
m

en
t

is
co

py
ri

gh
te

d
by

th
e

A
m

er
ic

an
Ps

yc
ho

lo
gi

ca
l

A
ss

oc
ia

tio
n

or
on

e
of

its
al

lie
d

pu
bl

is
he

rs
.

T
hi

s
ar

tic
le

is
in

te
nd

ed
so

le
ly

fo
r

th
e

pe
rs

on
al

us
e

of
th

e
in

di
vi

du
al

us
er

an
d

is
no

t
to

be
di

ss
em

in
at

ed
br

oa
dl

y.

JOB SEARCH AND EMPLOYMENT SUCCESS 697



some goal exploration elements resemble job-search elements.
However, goal exploration is more generic and oriented toward
gathering information and exploring career goals, whereas job
search focuses specifically on looking for job opportunities. Also,
some concept overlap may exist between active job search and the
outcome number of interviews, because Blau’s (1994) active job-
search scale includes an item on job interviews. This could be one
explanation for the relatively strong correlation between active job
search and number of interviews. We suggest future researchers to
exclude the interview item in job-search measures when studying
the relation with number of interviews.

Third, our tests for publication bias suggest that there may be
factors that increase the likelihood that studies with larger effect
sizes are more likely to be reported. The relatively minor differ-
ences in observed versus imputed effect sizes suggest that although
caution should be used in interpreting results, publication bias will
not strongly affect our conclusions.

Fourth, our model and analyses focused on constructs available
in the empirical literature. Consequently, some potentially relevant
constructs are missing. Job-seeker skills is an example, although
other antecedents may be interpreted as proxies (e.g., educational
level for cognitive ability, work experience for work-related
skills). These have only small-sized relations with job search and
employment success, both in previous meta-analyses (Kanfer et
al., 2001) and our findings (see online supplemental material). As
another example, we did not include (re)employment speed as
outcome in our analyses because of the paucity of primary re-
search. However, employment status can be considered as a proxy
for employment speed. Nevertheless, future research should in-
clude skills and speed measures.

Fifth, studies have used dynamic approaches in modeling the
job-search process (e.g., Da Motta Veiga & Turban, 2014; Lopez-
Kidwell et al., 2013; Wanberg et al., 2005, 2010, 2012), but these
are still too few in number and too different to warrant metaana-
lytical synthesis. Also, lack of primary research prevented testing
cyclical processes as outlined in dynamic theoretical models (e.g.,
Barber et al., 1994; Van Hooft et al., 2013; Wanberg et al., 2010).
Future research should identify key drivers of dynamic job-search
processes across a job-search episode, and examine if and how
self-regulatory mechanisms, such as reflection, change job-search
goals and strategies or cause withdrawal from the search process.

Last, whereas meta-analysis provides insight into potential mod-
erators, study-level moderator analyses have low statistical power
(Hedges & Pigott, 2004). For example, our analyses on publication
year and sample region have low ks in some cases, which may
limit the conclusions on these comparisons. However, relation-
ships with large ks such as between job-search intensity and
employment status, show high similarity over time (i.e., rc of .19
and .18), suggesting that this relationship is not significantly
different between pre- and post-2000 studies. Further, moderator
analyses can miss important within-study relationships (Cooper &
Patall, 2009). Using individual participant data in a multilevel
format (e.g., to test effects of region; Wanberg et al., 2020) can
enhance the precision of moderator analyses, which is especially
important for relationships with high variability across studies.
Some relationships showed substantial variability across studies.
While considering broad credibility intervals as a signal that there
may be study-level moderators, it should be noted that when ks are
small, spuriously small credibility intervals can also be obtained.

Research shows that estimates of between-sample variability
(SDrc) are only as valid as the breadth and quantity of samples
from which the data are obtained (Steel, Kammeyer-Mueller, &
Paterson, 2015).

Recommendations for Future Research

Our literature review and meta-analytic findings offer several
suggestions for future research, which can be broadly grouped into
(1) recommendations to broaden the use and improve the measure-
ment of process variables and employment outcomes, (2) sugges-
tions for moving beyond well-established relations, and (3) sug-
gestions for new directions.

In the first category, the paucity of research using validated
measures of dimensions of job-search behavior other than job-
search intensity (e.g., job-search quality, job-search self-regulatory
activities) and measures of employment quality required us to
aggregate across a variety of measures. Attention should be given
to developing and using standard measures of these constructs.
There is also a need for a validated update of Blau’s (1994)
job-search intensity scale, examining which search activities are
outdated and which modern activities should be included (e.g.,
online job boards, social media).

In the second category, many studies have examined the link
between distal antecedents and employment status, generally
showing negligible relations. Also, many studies examined the
job-search intensity—employment status link, consistently indi-
cating that higher levels of job-search intensity positively (albeit
not strongly) relate to success in finding employment. Future
research should broaden the employment success criterion, by
examining quantity and quality outcomes during the job-search
process (e.g., number of interviews, quality of jobs interviewed
for), and after the job-search process has terminated (e.g., employ-
ment speed, pre- and post-entry employment quality). For exam-
ple, few studies examined antecedents of employment speed, even
though speedy reemployment has important implications for well-
being and mental health (McKee-Ryan, Song, Wanberg, & Kin-
icki, 2005). In addition, more attention should be given to the
mechanisms and moderators explaining how specific aspects of
job-search behavior (e.g., job-search activities and quality) relate
to employment success outcomes.

Furthermore, our moderator analyses demonstrating relatively
small but consistently larger effects when outcomes were mea-
sured after the predictors pointed toward the importance of timing
in the study design. Researchers should carefully time and justify
measurements of job-search behavior and employment success
outcomes guided by the dynamics of the job-search process. When
assessing employment success too soon after measuring job
search, the job-search activities may not have had the chance to
result in interviews or job offers. When assessing employment
success too long after measuring job search, the job-search mea-
sure may not accurately capture all job-search efforts. Moreover,
longitudinal within-participants designs with repeated measures
are usually needed to capture the dynamics of malleable anteced-
ents, job-search self-regulation, and job-search behavior. Research
questions should inform the spacing of the measures (e.g., daily,
weekly, monthly), based on theoretical accounts regarding fluctu-
ations in the constructs of interest.
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Finally, we propose new research directions to further elucidate
the self-regulatory mechanisms and processes that appear integral
to job-search motivation. First, we found few studies assessing the
relation of self-regulatory process with outcomes beyond employ-
ment status. Also, relatively few studies investigated antecedents
of and relations between aspects of job-search self-regulation,
particularly goal content, exploration, and clarity. We expect that
digitalization, greater participation in alternative work arrange-
ments, and an increasingly age-diverse workforce will increase the
importance of goal exploration and clarity. The way individuals
structure their job search can introduce different job-search inten-
tions (e.g., part-time vs. full-time work) with different job-search
strategies. It will be particularly valuable for studies examining
self-regulatory mechanisms to use repeated measures designs, to
allow dynamic and reciprocal assessments of these processes over
time.

Second, although research suggested the importance of reflec-
tion and learning during the job-search process (e.g., Da Motta
Veiga & Turban, 2014; Van Hooft & Noordzij, 2009; Van Hooft
et al., 2013; Wanberg, Basbug, et al., 2012), little is known about
antecedents of reflection and about how reflection changes attitu-
dinal variables, goals, and strategies. Self-regulation theories pose
that evaluation and interpretation of search experiences impor-
tantly affect motivated action. Although job seekers rarely receive
feedback, reflection represents the process by which they make
sense of their job-search experiences and intermediate search out-
comes, such as (not) receiving an interview invitation. Proper
reflection may instigate a learning process, leading to improved
job-search activities (Van Hooft et al., 2013; Wanberg, Basbug, et
al., 2012). Studies on the development of valid measures of re-
flection, and their relation to the modulation of job-search goals
over time are sorely needed.

Conclusion

Our study contributes to theory, research, and practice in three
ways. First, our synthesis of the large array of job-search anteced-
ents, mechanisms, and outcomes showed the crucial role of self-
regulatory processes and their links to a range of employment
success outcomes. Second, our review highlights important gaps
and provides directions for future research. Third, our study pro-
vides new knowledge about job search, which is a common expe-
rience of critical and growing importance to individuals, organi-
zations, and societies. Our findings have important practical
implications to assist job seekers. For example, findings suggest
low trait self-regulation, employment commitment, job-search
self-efficacy, and job-search attitudes as important factors to focus
on in profiling inventories and counseling as to identify job seekers
in need of help. Job-search interventions should be designed to
improve malleable antecedents such as employment commitment,
job-search self-efficacy, and job-search attitudes, and teach job
seekers how to improve their job-search self-regulation, active job
search, and job-search quality. We hope our results will stimulate
new research efforts that can help in the early identification of
individuals who may need extra assistance and in developing
interventions that maximize the likelihood of finding desired new
employment.
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�Galić, Z., & Šverko, B. (2008). Effects of prolonged unemployment and
reemployment on psychological and physical health. Review of Psychol-
ogy, 15, 3–10. Retrieved from https://hrcak.srce.hr/40654

�García, M. F., Triana, M. D. C., Peters, A. N., & Sánchez, M. (2009).
Self-enhancement in a job search context. International Journal of
Selection and Assessment, 17, 290 –299. http://dx.doi.org/10.1111/j
.1468-2389.2009.00471.x

�Gee, D. (2004). Stress, appraisal and coping in job search (Unpublished
doctoral dissertation). University of Missouri–Columbia, Columbia,
MO.

�Georgiou, K., & Nikolaou, I. (2018). The influence and development of
psychological capital in the job search context. International Journal for
Educational and Vocational Guidance, 19, 391–409. http://dx.doi.org/
10.1007/s10775-018-9385-2

�Georgiou, K., Nikolaou, I., Tomprou, M., & Rafailidou, M. (2012). The
role of job seekers’ individual characteristics on job seeking behavior
and psychological well-being. International Journal of Selection and
Assessment, 20, 414–422. http://dx.doi.org/10.1111/ijsa.12004

�Ginexi, E. M., Howe, G. W., & Caplan, R. D. (2000). Depression and
control beliefs in relation to reemployment: What are the directions of
effect? Journal of Occupational Health Psychology, 5, 323–336. http://
dx.doi.org/10.1037/1076-8998.5.3.323

Goldberg, D. P. (1972). The detection of psychiatric illness by question-
naire. New York, NY: Oxford University Press.

Gould, S. (1979). Characteristics of career planners in upwardly mobile
occupations. Academy of Management Journal, 22, 539–550. http://dx
.doi.org/10.2307/255743

�Gowan, M. A. (2012). Employability, well-being and job satisfaction
following a job loss. Journal of Managerial Psychology, 27, 780–798.
http://dx.doi.org/10.1108/02683941211280157

�Gowan, M. A., Craft, S. L. S., & Zimmermann, R. A. (2000). Response
to work transitions by United States Army personnel: Effects of self-
esteem, self-efficacy, and career resilience. Psychological Reports, 86,
911–921. http://dx.doi.org/10.2466/pr0.2000.86.3.911

�Gowan, M. A., & Nassar-McMillan, S. C. (2001). Examination of indi-
vidual differences in participation in outplacement program activities
after a job loss. Journal of Employment Counseling, 38, 185–196.
http://dx.doi.org/10.1002/j.2161-1920.2001.tb00500.x

�Gowan, M. A., Riordan, C. M., & Gatewood, R. D. (1999). Test of a
model of coping with involuntary job loss following a company closing.
Journal of Applied Psychology, 84, 75–86. http://dx.doi.org/10.1037/
0021-9010.84.1.75

�Graham, D. M. (2007). The impact of networking skills training on job
search behaviors and attitudes of graduate students relative to person-
ality (Unpublished doctoral dissertation). College of Education, Univer-
sity of Denver, Denver, CO.

�Grant, A. M., Nurmohamed, S., Ashford, S. J., & Dekas, K. (2011). The
performance implications of ambivalent initiative: The interplay of

autonomous and controlled motivations. Organizational Behavior and
Human Decision Processes, 116, 241–251. http://dx.doi.org/10.1016/j
.obhdp.2011.03.004

�Greenfield, B. M. (2009). The relationship of general self-efficacy and job
search self-efficacy with job search behaviors and employment for
individuals with substance use disorders (Unpublished doctoral disser-
tation). Department in Applied Psychology, New York University, New
York, NY.

�Griffeth, R. W., Steel, R. P., Allen, D. G., & Bryan, N. (2005). The
development of a multidimensional measure of job market cognitions:
The Employment Opportunity Index (EOI). Journal of Applied Psychol-
ogy, 90, 335–349. http://dx.doi.org/10.1037/0021-9010.90.2.335

�Guan, Y., Deng, H., Sun, J., Wang, Y., Cai, Z., Ye, L., . . . Li, Y. (2013).
Career adaptability, job search self-efficacy and outcomes: A three-wave
investigation among Chinese university graduates. Journal of Voca-
tional Behavior, 83, 561–570. http://dx.doi.org/10.1016/j.jvb.2013.09
.003

�Guan, Y., Guo, Y., Bond, M. H., Cai, Z., Zhou, X., Xu, J., & Wang, Y.
(2014). New job market entrants’ future work self, career adaptability
and job search outcomes: Examining mediating and moderating models.
Journal of Vocational Behavior, 85, 136–145. http://dx.doi.org/10.1016/
j.jvb.2014.05.003

�Guerrero, L., & Hatala, J. P. (2015). Antecedents of perceived overquali-
fication: A three-wave study. Career Development International, 20,
409–423. http://dx.doi.org/10.1108/CDI-11-2014-0152

�Guerrero, L., & Rothstein, M. G. (2012). Antecedents of underemploy-
ment: Job search of skilled immigrants in Canada. Applied Psychology,
61, 323–346. http://dx.doi.org/10.1111/j.1464-0597.2011.00470.x

�Haase, C. M., Heckhausen, J., & Köller, O. (2008). Goal engagement
during the school-work transition: Beneficial for all, particularly for
girls. Journal of Research on Adolescence, 18, 671–698. http://dx.doi
.org/10.1111/j.1532-7795.2008.00576.x

�Haase, C. M., Poulin, M. J., & Heckhausen, J. (2012). Happiness as a
motivator: Positive affect predicts primary control striving for career and
educational goals. Personality and Social Psychology Bulletin, 38,
1093–1104. http://dx.doi.org/10.1177/0146167212444906

�Haggard, D. L., Da Motta Veiga, S. P., & LaPreze, M. W. (2017). Should
we talk? Co-rumination and conversation avoidance in job search. Ca-
reer Development International, 22, 742–753. http://dx.doi.org/10.1108/
CDI-02-2017-0040

�Halvari, H., Vansteenkiste, M., Brørby, S., & Karlsen, H. P. (2013).
Examining antecedents and outcomes of part-time working nurses’
motives to search and not to search for a full-time position. Journal of
Applied Social Psychology, 43, 1608–1623. http://dx.doi.org/10.1111/
jasp.12112

Hararia, M. B., Manapragadab, A., & Viswesvaran, C. (2017). Who thinks
they’re a big fish in a small pond and why does it matter? A meta-
analysis of perceived overqualification. Journal of Vocational Behavior,
102, 28–47. http://dx.doi.org/10.1016/j.jvb.2017.06.002

�Harman, W. S., Blum, M., Stefani, J., & Taho, A. (2009). Albanian
turnover: Is the job embeddedness construct predictive in an Albanian
context? Journal of Behavioral and Applied Management, 10, 192–205.

�Heaven, P. C. (1995). Job-search strategies among teenagers: Attributions,
work beliefs, and gender. Journal of Adolescence, 18, 217–228. http://
dx.doi.org/10.1006/jado.1995.1015

Hedges, L. V., & Pigott, T. D. (2004). The power of statistical tests for
moderators in meta-analysis. Psychological Methods, 9, 426 – 445.
http://dx.doi.org/10.1037/1082-989X.9.4.426

�Heilmann, S. G. (2005). The impact of community embeddedness on
turnover: An investigation of the moderating effects of career plateau-
ing, occupational portability, and occupational commutability (Unpub-
lished doctoral dissertation). Kelley School of Business, Indiana Uni-
versity, Bloomington, IN.

T
hi

s
do

cu
m

en
t

is
co

py
ri

gh
te

d
by

th
e

A
m

er
ic

an
Ps

yc
ho

lo
gi

ca
l

A
ss

oc
ia

tio
n

or
on

e
of

its
al

lie
d

pu
bl

is
he

rs
.

T
hi

s
ar

tic
le

is
in

te
nd

ed
so

le
ly

fo
r

th
e

pe
rs

on
al

us
e

of
th

e
in

di
vi

du
al

us
er

an
d

is
no

t
to

be
di

ss
em

in
at

ed
br

oa
dl

y.

JOB SEARCH AND EMPLOYMENT SUCCESS 703

http://dx.doi.org/10.1093/esr/jcl001
http://dx.doi.org/10.1111/peps.12183
http://dx.doi.org/10.1111/peps.12183
http://dx.doi.org/10.1207/s15324834basp0801&2_11
http://dx.doi.org/10.3935/rsp.v1i1.898
https://hrcak.srce.hr/40654
http://dx.doi.org/10.1111/j.1468-2389.2009.00471.x
http://dx.doi.org/10.1111/j.1468-2389.2009.00471.x
http://dx.doi.org/10.1007/s10775-018-9385-2
http://dx.doi.org/10.1007/s10775-018-9385-2
http://dx.doi.org/10.1111/ijsa.12004
http://dx.doi.org/10.1037/1076-8998.5.3.323
http://dx.doi.org/10.1037/1076-8998.5.3.323
http://dx.doi.org/10.2307/255743
http://dx.doi.org/10.2307/255743
http://dx.doi.org/10.1108/02683941211280157
http://dx.doi.org/10.2466/pr0.2000.86.3.911
http://dx.doi.org/10.1002/j.2161-1920.2001.tb00500.x
http://dx.doi.org/10.1037/0021-9010.84.1.75
http://dx.doi.org/10.1037/0021-9010.84.1.75
http://dx.doi.org/10.1016/j.obhdp.2011.03.004
http://dx.doi.org/10.1016/j.obhdp.2011.03.004
http://dx.doi.org/10.1037/0021-9010.90.2.335
http://dx.doi.org/10.1016/j.jvb.2013.09.003
http://dx.doi.org/10.1016/j.jvb.2013.09.003
http://dx.doi.org/10.1016/j.jvb.2014.05.003
http://dx.doi.org/10.1016/j.jvb.2014.05.003
http://dx.doi.org/10.1108/CDI-11-2014-0152
http://dx.doi.org/10.1111/j.1464-0597.2011.00470.x
http://dx.doi.org/10.1111/j.1532-7795.2008.00576.x
http://dx.doi.org/10.1111/j.1532-7795.2008.00576.x
http://dx.doi.org/10.1177/0146167212444906
http://dx.doi.org/10.1108/CDI-02-2017-0040
http://dx.doi.org/10.1108/CDI-02-2017-0040
http://dx.doi.org/10.1111/jasp.12112
http://dx.doi.org/10.1111/jasp.12112
http://dx.doi.org/10.1016/j.jvb.2017.06.002
http://dx.doi.org/10.1006/jado.1995.1015
http://dx.doi.org/10.1006/jado.1995.1015
http://dx.doi.org/10.1037/1082-989X.9.4.426


�Higgins, M. C. (2001). Changing careers: The effects of social context.
Journal of Organizational Behavior, 22, 595–618. http://dx.doi.org/10
.1002/job.104

�Hipp, N. R. (2012). An examination of a hybrid model of turnover
intentions in Indian outsourcing operations (Unpublished doctoral dis-
sertation). California School of Professional Psychology, Alliant Inter-
national University, Alhambra, CA.

�Hirschi, A., Lee, B., Porfeli, E. J., & Vondracek, F. W. (2013). Proactive
motivation and engagement in career behaviors: Investigating direct,
mediated, and moderated effects. Journal of Vocational Behavior, 83,
31–40. http://dx.doi.org/10.1016/j.jvb.2013.02.003

�Hodzic, S., Ripoll, P., Lira, E., & Zenasni, F. (2015). Can intervention in
emotional competences increase employability prospects of unemployed
adults? Journal of Vocational Behavior, 88, 28–37. http://dx.doi.org/10
.1016/j.jvb.2015.02.007

�Holtom, B. C., Burton, J. P., & Crossley, C. D. (2012). How negative
affectivity moderates the relationship between shocks, embeddedness
and worker behaviors. Journal of Vocational Behavior, 80, 434–443.
http://dx.doi.org/10.1016/j.jvb.2011.12.006

�Holtom, B. C., & O’Neill, B. S. (2004). Job embeddedness: A theoretical
foundation for developing a comprehensive nurse retention plan. The
Journal of Nursing Administration, 34, 216–227. http://dx.doi.org/10
.1097/00005110-200405000-00005

�Horvath, M., Celin, N. A., Murcko, R., Bate, B. P., & Davis, C. A. (2015,
April). Perceptions of job-seeking strategies: Dimensionality, measure-
ment, and outcomes. Paper presented at the 30th Annual Meeting of the
Society of Industrial and Organizational Psychology, Philadelphia, PA.

�Huffman, M. L., & Torres, L. (2001). Job search methods: Consequences
for gender-based earnings inequality. Journal of Vocational Behavior,
58, 127–141. http://dx.doi.org/10.1006/jvbe.2000.1770

�Hulshof, I. L., Demerouti, E., & Le Blanc, P. M. (2020). A job search
demands-resources intervention among the unemployed: Effects on
well-being, job search behavior and reemployment chances. Journal of
Occupational Health Psychology, 25, 17–31. http://dx.doi.org/10.1037/
ocp0000167

�Hulshof, I. L., Demerouti, E., & Le Blanc, P. M. (2020). Reemployment
crafting: Proactively shaping one’s job search. Journal of Applied Psy-
chology, 105, 58–79. http://dx.doi.org/10.1037/apl0000419

Inzlicht, M., Legault, L., & Teper, R. (2014). Exploring the mechanisms of
self-control improvement. Current Directions in Psychological Science,
23, 302–307. http://dx.doi.org/10.1177/0963721414534256

�Ito, J. K., & Brotherridge, C. M. (2007). Exploring the predictors and
consequences of job insecurity’s components. Journal of Managerial
Psychology, 22, 40–64. http://dx.doi.org/10.1108/02683940710721938

Jahoda, M. (1982). Employment and unemployment: A social-
psychological analysis. New York, NY: Cambridge University Press.

Jiang, K., Liu, D., McKay, P. F., Lee, T. W., & Mitchell, T. R. (2012).
When and how is job embeddedness predictive of turnover? a meta-
analytic investigation. Journal of Applied Psychology, 97, 1077–1096.
http://dx.doi.org/10.1037/a0028610

�Jokisaari, M., & Nurmi, J. E. (2005). Company matters: Goal-related
social capital in the transition to working life. Journal of Vocational
Behavior, 67, 413–428. http://dx.doi.org/10.1016/j.jvb.2004.09.002

�Jones, L. P. (1991). Unemployment: The effect on social networks,
depression, and reemployment. Journal of Social Service Research, 15,
1–22. http://dx.doi.org/10.1300/J079v15n01_01

Judge, T. A. (2009). Core self-evaluations and work success. Current
Directions in Psychological Science, 18, 58–62. http://dx.doi.org/10
.1111/j.1467-8721.2009.01606.x

Judge, T. A., Bono, J. E., Erez, A., & Locke, E. A. (2005). Core self-
evaluations and job and life satisfaction: The role of self-concordance
and goal attainment. Journal of Applied Psychology, 90, 257–268.
http://dx.doi.org/10.1037/0021-9010.90.2.257

Judge, T. A., Erez, A., Bono, J. E., & Thoresen, C. J. (2003). The core
self-evaluations scale: Development of a measure. Personnel Psychol-
ogy, 56, 303–331. http://dx.doi.org/10.1111/j.1744-6570.2003
.tb00152.x

Judge, T. A., Heller, D., & Mount, M. K. (2002). Five-factor model of
personality and job satisfaction: A meta-analysis. Journal of Applied
Psychology, 87, 530 –541. http://dx.doi.org/10.1037/0021-9010.87.3
.530

�Jung, Y., Takeuchi, N., & Takeuchi, T. (2016). Understanding psycho-
logical processes of applicants’ job search. Evidence-based HRM, 4,
190–213. http://dx.doi.org/10.1108/EBHRM-07-2015-0032

�Kakoudakis, K. (2014). Effects of social tourism on unemployed individ-
uals’ self-efficacy and job-search behaviour (Unpublished doctoral dis-
sertation). University of Nottingham, Nottingham, UK.

�Kammeyer-Mueller, J. D., Wanberg, C. R., Glomb, T. M., & Ahlburg, D.
(2005). The role of temporal shifts in turnover processes: It’s about time.
Journal of Applied Psychology, 90, 644–658. http://dx.doi.org/10.1037/
0021-9010.90.4.644

Kanfer, R. (1990). Motivation theory and industrial/organizational psy-
chology. In M. D. Dunnette & L. Hough (Eds.), Handbook of industrial
and organizational psychology. Vol. 1. Theory in industrial and orga-
nizational psychology (pp. 75–170). Berkeley, CA: Consulting Psychol-
ogists Press.

Kanfer, R., & Bufton, G. (2018). Job loss and job search: A social-
cognitive/self-regulation perspective. In U.-C. Klehe & E. A. J. van
Hooft (Eds.), The Oxford handbook of job loss and job search (pp.
143–158). New York, NY: Oxford University Press. http://dx.doi.org/
10.1093/oxfordhb/9780199764921.013.002

Kanfer, R., & Heggestad, E. (1997). Motivational traits and skills: A
person-centered approach to work motivation. Research in Organiza-
tional Behavior, 18, 1–57.

�Kanfer, R., & Hulin, C. L. (1985). Individual differences in successful job
searches following lay-off. Personnel Psychology, 38, 835–847. http://
dx.doi.org/10.1111/j.1744-6570.1985.tb00569.x

Kanfer, R., & Kanfer, F. H. (1991). Goals and self-regulation: Applications
of theory to work settings. In M. L. Maehr & P. R. Pintrich (Eds.),
Advances in motivation and achievement (Vol. 7, pp. 287–326). Stam-
ford, CT: JAI Press.

Kanfer, R., Wanberg, C. R., & Kantrowitz, T. M. (2001). Job search and
employment: A personality-motivational analysis and meta-analytic re-
view. Journal of Applied Psychology, 86, 837–855. http://dx.doi.org/10
.1037/0021-9010.86.5.837

Karoly, P. (1993). Mechanisms of self-regulation: A systems view. Annual
Review of Psychology, 44, 23–52. http://dx.doi.org/10.1146/annurev.ps
.44.020193.000323

�Keenan, A., & Scott, R. S. (1985). Employment success of graduates:
Relationships to biographical factors and job-seeking behaviours. Jour-
nal of Occupational Behaviour, 6, 305–311. http://dx.doi.org/10.1002/
job.4030060408

�Kendall, M. (2010). Who cares about fitting in? An examination of the
personality moderators of the P-O fit to workplace outcomes relation-
ship (Unpublished doctoral dissertation). Department of Psychology,
University of Calgary, Alberta, Calgary, Canada.

Kessler, R. C., Price, R. H., & Wortman, C. B. (1985). Social factors in
psychopathology: Stress, social support, and coping processes. Annual
Review of Psychology, 36, 531–572. http://dx.doi.org/10.1146/annurev
.ps.36.020185.002531

�Kim, S.-W. (1999). Behavioral commitment among the automobile work-
ers in South Korea. Human Resource Management Review, 9, 419–451.
http://dx.doi.org/10.1016/S1053-4822(99)00028-5

�Kim, S.-W., Price, J. L., Mueller, C. W., & Watson, T. W. (1996). The
determinants of career intent among physicians at a U.S. air force
hospital. Human Relations, 49, 947–976. http://dx.doi.org/10.1177/
001872679604900704

T
hi

s
do

cu
m

en
t

is
co

py
ri

gh
te

d
by

th
e

A
m

er
ic

an
Ps

yc
ho

lo
gi

ca
l

A
ss

oc
ia

tio
n

or
on

e
of

its
al

lie
d

pu
bl

is
he

rs
.

T
hi

s
ar

tic
le

is
in

te
nd

ed
so

le
ly

fo
r

th
e

pe
rs

on
al

us
e

of
th

e
in

di
vi

du
al

us
er

an
d

is
no

t
to

be
di

ss
em

in
at

ed
br

oa
dl

y.

VAN HOOFT ET AL.704

http://dx.doi.org/10.1002/job.104
http://dx.doi.org/10.1002/job.104
http://dx.doi.org/10.1016/j.jvb.2013.02.003
http://dx.doi.org/10.1016/j.jvb.2015.02.007
http://dx.doi.org/10.1016/j.jvb.2015.02.007
http://dx.doi.org/10.1016/j.jvb.2011.12.006
http://dx.doi.org/10.1097/00005110-200405000-00005
http://dx.doi.org/10.1097/00005110-200405000-00005
http://dx.doi.org/10.1006/jvbe.2000.1770
http://dx.doi.org/10.1037/ocp0000167
http://dx.doi.org/10.1037/ocp0000167
http://dx.doi.org/10.1037/apl0000419
http://dx.doi.org/10.1177/0963721414534256
http://dx.doi.org/10.1108/02683940710721938
http://dx.doi.org/10.1037/a0028610
http://dx.doi.org/10.1016/j.jvb.2004.09.002
http://dx.doi.org/10.1300/J079v15n01_01
http://dx.doi.org/10.1111/j.1467-8721.2009.01606.x
http://dx.doi.org/10.1111/j.1467-8721.2009.01606.x
http://dx.doi.org/10.1037/0021-9010.90.2.257
http://dx.doi.org/10.1111/j.1744-6570.2003.tb00152.x
http://dx.doi.org/10.1111/j.1744-6570.2003.tb00152.x
http://dx.doi.org/10.1037/0021-9010.87.3.530
http://dx.doi.org/10.1037/0021-9010.87.3.530
http://dx.doi.org/10.1108/EBHRM-07-2015-0032
http://dx.doi.org/10.1037/0021-9010.90.4.644
http://dx.doi.org/10.1037/0021-9010.90.4.644
http://dx.doi.org/10.1093/oxfordhb/9780199764921.013.002
http://dx.doi.org/10.1093/oxfordhb/9780199764921.013.002
http://dx.doi.org/10.1111/j.1744-6570.1985.tb00569.x
http://dx.doi.org/10.1111/j.1744-6570.1985.tb00569.x
http://dx.doi.org/10.1037/0021-9010.86.5.837
http://dx.doi.org/10.1037/0021-9010.86.5.837
http://dx.doi.org/10.1146/annurev.ps.44.020193.000323
http://dx.doi.org/10.1146/annurev.ps.44.020193.000323
http://dx.doi.org/10.1002/job.4030060408
http://dx.doi.org/10.1002/job.4030060408
http://dx.doi.org/10.1146/annurev.ps.36.020185.002531
http://dx.doi.org/10.1146/annurev.ps.36.020185.002531
http://dx.doi.org/10.1016/S1053-4822%2899%2900028-5
http://dx.doi.org/10.1177/001872679604900704
http://dx.doi.org/10.1177/001872679604900704


�Kinicki, A. J. (1989). Predicting occupational role choices after involun-
tary job loss. Journal of Vocational Behavior, 35, 204–218. http://dx
.doi.org/10.1016/0001-8791(89)90041-9

�Kinicki, A. J., & Latack, J. C. (1990). Explication of the construct of
coping with involuntary job loss. Journal of Vocational Behavior, 36,
339–360. http://dx.doi.org/10.1016/0001-8791(90)90036-2

�Kinicki, A. J., Prussia, G. E., & McKee-Ryan, F. M. (2000). A panel study
of coping with involuntary job loss. Academy of Management Journal,
43, 90–100. http://dx.doi.org/10.2307/1556388

�Kirschenbaum, A., & Weisberg, J. (1994). Job search, intentions, and
turnover: The mismatched trilogy. Journal of Vocational Behavior, 44,
17–31. http://dx.doi.org/10.1006/jvbe.1994.1002

�Kitutu, J. M. M. (2003). School-to-work transition among youth: An
analysis of experiences after completing high school in the United States
of American and Germany (Unpublished doctoral dissertation). School
of Education, University of Pittsburgh, Pittsburgh, PA.

Klehe, U.-C., & Van Hooft, E. A. J. (Eds.). (2018). The Oxford handbook
of job loss and job search. New York, NY: Oxford University Press.
http://dx.doi.org/10.1093/oxfordhb/9780199764921.001.0001

�Klehe, U.-C., Zikic, J., Van Vianen, A. E. M., & De Pater, I. E. (2011).
Career adaptability, turnover and loyalty during organizational down-
sizing. Journal of Vocational Behavior, 79, 217–229. http://dx.doi.org/
10.1016/j.jvb.2011.01.004

Klein, H. J. (1989). An integrated control theory model of work motivation.
Academy of Management Review, 14, 150–172. http://dx.doi.org/10
.5465/amr.1989.4282072

�Koen, J., Klehe, U.-C., & Van Vianen, A. E. M. (2013). Employability
among the long-term unemployed: A futile quest or worth the effort?
Journal of Vocational Behavior, 82, 37–48. http://dx.doi.org/10.1016/j
.jvb.2012.11.001

�Koen, J., Klehe, U.-C., Van Vianen, A. E. M., Zikic, J., & Nauta, A.
(2010). Job-search strategies and reemployment quality: The impact of
career adaptability. Journal of Vocational Behavior, 77, 126–139. http://
dx.doi.org/10.1016/j.jvb.2010.02.004

�Koen, J., Van Vianen, A. E. M., Van Hooft, E. A. J., & Klehe, U.-C.
(2016). How experienced autonomy can improve job seekers’ motiva-
tion, job search, and chance of finding reemployment. Journal of Vo-
cational Behavior, 95, 31–44. http://dx.doi.org/10.1016/j.jvb.2016.07
.003

�Kopelman, R. E., Rovenpor, J. L., & Millsap, R. E. (1992). Rationale and
construct validity evidence for the job search behavior index: Because
intentions (and New Year’s resolutions) often come to naught. Journal
of Vocational Behavior, 40, 269–287. http://dx.doi.org/10.1016/0001-
8791(92)90051-Z

�Kreemers, L. M., Van Hooft, E. A. J., & Van Vianen, A. E. M. (2018).
Dealing with negative job search experiences: The beneficial role of
self-compassion for job seekers’ affective responses. Journal of Voca-
tional Behavior, 106, 165–179. http://dx.doi.org/10.1016/j.jvb.2018.02
.001

Kristof-Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005).
Consequences of individuals’ fit at work: A meta-analysis of person-job,
person-organization, person-group, and person-supervisor fit. Personnel
Psychology, 58, 281–342. http://dx.doi.org/10.1111/j.1744-6570.2005
.00672.x

Kuhl, J. (1994). Action versus state orientation: Psychometric properties of
the Action Control Scale (ACS-90). In J. Kuhl & J. Beckmann (Eds.),
Volition and personality: Action versus state orientation (pp. 47–59).
Boston, MA: Hogrefe.

Kunin, T. (1955). The construction of a new type of attitude measure.
Personnel Psychology, 8, 65–78. http://dx.doi.org/10.1111/j.1744-6570
.1955.tb01189.x

�Ladner-Graham, J. M. (2014). Work, stress, meaning, and values: A study
of intellectual disability support staff (Unpublished doctoral disserta-

tion). Department of Psychology, University of Mississippi, Oxford,
MS.

�LaHuis, D. M. (2002). The job-search model as a framework for explain-
ing individual differences in applicant reactions (Unpublished doctoral
dissertation). The University of Connecticut, Storrs, CT.

�Lai, J. C., & Chan, R. K. (2002). The effects of job-search motives and
coping on psychological health and re-employment: A study of
unemployed Hong Kong Chinese. International Journal of Human
Resource Management, 13, 465– 483. http://dx.doi.org/10.1080/
09585190110111486

�Lai, J. C. L., & Wong, W. S. (1998). Optimism and coping with unem-
ployment among Hong Kong Chinese women. Journal of Research in
Personality, 32, 454–479. http://dx.doi.org/10.1006/jrpe.1998.2232

�Lambert, T. A., Eby, L. T., & Reeves, M. P. (2006). Predictors of
networking intensity and network quality among white-collar job seek-
ers. Journal of Career Development, 32, 351–365. http://dx.doi.org/10
.1177/0894845305282767

�Lang, J., & Zapf, D. (2015). Quotas for women can improve recruitment
procedures: Gender as a predictor of the frequency of use of passive job
search behavior and the mediating roles of management aspirations,
proactivity, and career level. Journal of Personnel Psychology, 14,
131–141. http://dx.doi.org/10.1027/1866-5888/a000124

Latack, J. C., Kinicki, A. J., & Prussia, G. E. (1995). An integrative process
model of coping with job loss. Academy of Management Review, 20,
311–342. http://dx.doi.org/10.5465/amr.1995.9507312921

�Latham, G., & Budworth, M.-H. (2006). The effect of training in verbal
self-guidance on self-efficacy and performance of Native North Amer-
icans in the selection interview. Journal of Vocational Behavior, 68,
516–523. http://dx.doi.org/10.1016/j.jvb.2005.11.005

Latham, G. P., Mawritz, M. B., & Locke, E. A. (2018). Goal setting and
control theory: Implications for job search. In U.-C. Klehe & E. A. J. van
Hooft (Eds.), The Oxford handbook of job loss and job search (pp.
129–142). New York, NY: Oxford University Press. http://dx.doi.org/
10.1093/oxfordhb/9780199764921.013.003

Lay, C. H. (1986). At last, my research article on procrastination. Journal
of Research in Personality, 20, 474–495. http://dx.doi.org/10.1016/
0092-6566(86)90127-3

�Lay, C. H., & Brokenshire, R. (1997). Conscientiousness, procrastination,
and person-task characteristics in job searching by unemployed adults.
Current Psychology, 16, 83–96. http://dx.doi.org/10.1007/s12144-997-
1017-9

�Leana, C. R., & Feldman, D. C. (1990). Individual responses to job loss:
Empirical findings from two field studies. Human Relations, 43, 1155–
1181. http://dx.doi.org/10.1177/001872679004301107

�Leana, C. R., & Feldman, D. C. (1991). Gender differences in responses
to unemployment. Journal of Vocational Behavior, 38, 65–77. http://dx
.doi.org/10.1016/0001-8791(91)90018-H

�Leana, C. R., & Feldman, D. C. (1995). Finding new jobs after a plant
closing: Antecedents and outcomes of the occurrence and quality of
reemployment. Human Relations, 48, 1381–1401. http://dx.doi.org/10
.1177/001872679504801201

�Leana, C. R., Feldman, D. C., & Tan, G. Y. (1998). Predictors of coping
behavior after a layoff. Journal of Organizational Behavior, 19, 85–97.
http://dx.doi.org/10.1002/(SICI)1099-1379(199801)19:1�85::AID-
JOB838�3.0.CO;2-Y

Leana, C. R., & Feldman, D. C. (1988). Individual responses to job loss:
Perceptions, reaction, and coping behaviors. Journal of Management,
14, 375–389. http://dx.doi.org/10.1177/014920638801400302

�Lee, S. J., & Vinokur, A. D. (2007). Work barriers in the context of
pathways to the employment of welfare-to-work clients. American Jour-
nal of Community Psychology, 40, 301–312. http://dx.doi.org/10.1007/
s10464-007-9144-x

Lee, T. H., Gerhart, B., Weller, I., & Trevor, C. O. (2008). Understanding
voluntary turnover: Path-specific job satisfaction effects and the impor-

T
hi

s
do

cu
m

en
t

is
co

py
ri

gh
te

d
by

th
e

A
m

er
ic

an
Ps

yc
ho

lo
gi

ca
l

A
ss

oc
ia

tio
n

or
on

e
of

its
al

lie
d

pu
bl

is
he

rs
.

T
hi

s
ar

tic
le

is
in

te
nd

ed
so

le
ly

fo
r

th
e

pe
rs

on
al

us
e

of
th

e
in

di
vi

du
al

us
er

an
d

is
no

t
to

be
di

ss
em

in
at

ed
br

oa
dl

y.

JOB SEARCH AND EMPLOYMENT SUCCESS 705

http://dx.doi.org/10.1016/0001-8791%2889%2990041-9
http://dx.doi.org/10.1016/0001-8791%2889%2990041-9
http://dx.doi.org/10.1016/0001-8791%2890%2990036-2
http://dx.doi.org/10.2307/1556388
http://dx.doi.org/10.1006/jvbe.1994.1002
http://dx.doi.org/10.1093/oxfordhb/9780199764921.001.0001
http://dx.doi.org/10.1016/j.jvb.2011.01.004
http://dx.doi.org/10.1016/j.jvb.2011.01.004
http://dx.doi.org/10.5465/amr.1989.4282072
http://dx.doi.org/10.5465/amr.1989.4282072
http://dx.doi.org/10.1016/j.jvb.2012.11.001
http://dx.doi.org/10.1016/j.jvb.2012.11.001
http://dx.doi.org/10.1016/j.jvb.2010.02.004
http://dx.doi.org/10.1016/j.jvb.2010.02.004
http://dx.doi.org/10.1016/j.jvb.2016.07.003
http://dx.doi.org/10.1016/j.jvb.2016.07.003
http://dx.doi.org/10.1016/0001-8791%2892%2990051-Z
http://dx.doi.org/10.1016/0001-8791%2892%2990051-Z
http://dx.doi.org/10.1016/j.jvb.2018.02.001
http://dx.doi.org/10.1016/j.jvb.2018.02.001
http://dx.doi.org/10.1111/j.1744-6570.2005.00672.x
http://dx.doi.org/10.1111/j.1744-6570.2005.00672.x
http://dx.doi.org/10.1111/j.1744-6570.1955.tb01189.x
http://dx.doi.org/10.1111/j.1744-6570.1955.tb01189.x
http://dx.doi.org/10.1080/09585190110111486
http://dx.doi.org/10.1080/09585190110111486
http://dx.doi.org/10.1006/jrpe.1998.2232
http://dx.doi.org/10.1177/0894845305282767
http://dx.doi.org/10.1177/0894845305282767
http://dx.doi.org/10.1027/1866-5888/a000124
http://dx.doi.org/10.5465/amr.1995.9507312921
http://dx.doi.org/10.1016/j.jvb.2005.11.005
http://dx.doi.org/10.1093/oxfordhb/9780199764921.013.003
http://dx.doi.org/10.1093/oxfordhb/9780199764921.013.003
http://dx.doi.org/10.1016/0092-6566%2886%2990127-3
http://dx.doi.org/10.1016/0092-6566%2886%2990127-3
http://dx.doi.org/10.1007/s12144-997-1017-9
http://dx.doi.org/10.1007/s12144-997-1017-9
http://dx.doi.org/10.1177/001872679004301107
http://dx.doi.org/10.1016/0001-8791%2891%2990018-H
http://dx.doi.org/10.1016/0001-8791%2891%2990018-H
http://dx.doi.org/10.1177/001872679504801201
http://dx.doi.org/10.1177/001872679504801201
http://dx.doi.org/10.1002/%28SICI%291099-1379%28199801%2919:1%3C85::AID-JOB838%3E3.0.CO;2-Y
http://dx.doi.org/10.1002/%28SICI%291099-1379%28199801%2919:1%3C85::AID-JOB838%3E3.0.CO;2-Y
http://dx.doi.org/10.1177/014920638801400302
http://dx.doi.org/10.1007/s10464-007-9144-x
http://dx.doi.org/10.1007/s10464-007-9144-x


tance of unsolicited job offers. Academy of Management Journal, 51,
651–671. http://dx.doi.org/10.5465/amr.2008.33665124

Lee, T. W., & Mitchell, T. R. (1994). An alternative approach: The
unfolding model of voluntary employee turnover. Academy of Manage-
ment Review, 19, 51– 89. http://dx.doi.org/10.5465/amr.1994
.9410122008

Lee, T. W., Mitchell, T. R., Wise, L., & Fireman, S. (1996). An unfolding
model of voluntary employee turnover. Academy of Management Jour-
nal, 39, 5–36. http://dx.doi.org/10.2307/256629

�Leenders, M. V., Buunk, A. P., & Henkens, K. (2018). Attachment
avoidance and attachment anxiety as individual characteristics affecting
job search behavior. Journal of Career Development, 46, 487–501.
http://dx.doi.org/10.1177/0894845318772091

�Lentz, C. M. (1981). Psychological and economic determinants of job
search behavior: A longitudinal study of adaptation to job loss (Unpub-
lished doctoral dissertation). Organizational Behavior, Northwestern
University, Evanston, IL.

�Leonard, R. (2002). Predictors of job-seeking behavior among persons
with visual impairments. Journal of Visual Impairment & Blindness, 96,
635–644. http://dx.doi.org/10.1177/0145482X0209600904

�Lim, D. H., Oh, E., Ju, B., & Kim, H. N. (2019). Mediating role of career
coaching on job-search behavior of older generations. International
Journal of Aging & Human Development, 88, 82–104. http://dx.doi.org/
10.1177/0091415017743009

�Lim, R. H., Lent, R. W., & Penn, L. T. (2016). Prediction of job search
intentions and behaviors: Testing the social cognitive model of career
self-management. Journal of Counseling Psychology, 63, 594–603.
http://dx.doi.org/10.1037/cou0000154

�Lim, V. K. (1996). Job insecurity and its outcomes: Moderating effects of
work-based and nonwork-based social support. Human Relations, 49,
171–194. http://dx.doi.org/10.1177/001872679604900203

�Lim, V. K., Chen, D., Aw, S. S., & Tan, M. (2016). Unemployed and
exhausted? Job-search fatigue and reemployment quality. Journal of
Vocational Behavior, 92, 68–78. http://dx.doi.org/10.1016/j.jvb.2015.11
.003

�Lin, H.-F. (2010). Applicability of the extended theory of planned behav-
ior in predicting job seeker intentions to use job-search websites. Inter-
national Journal of Selection and Assessment, 18, 64–74. http://dx.doi
.org/10.1111/j.1468-2389.2010.00489.x

�Lin, X., & Leung, K. (2010). Differing effects of coping strategies on
mental health during prolonged unemployment: A longitudinal analysis.
Human Relations, 63, 637– 665. http://dx.doi.org/10.1177/
0018726709342930

�Lin, Y.-J., & Flores, L. Y. (2013). Job search self-efficacy of East Asian
international graduate students. Journal of Career Development, 40,
186–202. http://dx.doi.org/10.1177/0894845311418655

Liu, S., Huang, J. L., & Wang, M. (2014). Effectiveness of job search
interventions: A meta-analytic review. Psychological Bulletin, 140,
1009–1041. http://dx.doi.org/10.1037/a0035923

�Liu, S., Wang, M., Liao, H., & Shi, J. (2014). Self-regulation during job
search: The opposing effects of employment self-efficacy and job search
behavior self-efficacy. Journal of Applied Psychology, 99, 1159–1172.
http://dx.doi.org/10.1037/a0036692

�Liu, Y. L. (2016). Recruitment information source, content and organi-
sational attractiveness: The role of jobseekers’ decision-making style
(Unpublished doctoral dissertation). Alliance Manchester Business
School, The University of Manchester, Manchester, UK.

Locke, E. A., & Latham, G. P. (2002). Building a practically useful theory
of goal setting and task motivation. A 35-year odyssey. American
Psychologist, 57, 705–717. http://dx.doi.org/10.1037/0003-066X.57.9
.705

�Lopez-Kidwell, V., Grosser, T. J., Dineen, B. R., & Borgatti, S. P. (2013).
What matters when: A multistage model and empirical examination of

job search effort. Academy of Management Journal, 56, 1655–1678.
http://dx.doi.org/10.5465/amj.2011.0546

Luthans, F., Avolio, B. J., Avey, J. B., & Norman, S. M. (2007). Positive
psychological capital: Measurement and relationship with performance
and satisfaction. Personnel Psychology, 60, 541–4572. http://dx.doi.org/
10.1111/j.1744-6570.2007.00083.x

�Lyons, B. D., & Marler, J. H. (2011). Got image? Examining organiza-
tional image in web recruitment. Journal of Managerial Psychology, 26,
58–76. http://dx.doi.org/10.1108/02683941111099628

�Mace, K. A., Atkins, S., Fletcher, R., & Carr, S. C. (2005). Immigrant job
hunting, labour market experiences, and feelings about occupational
satisfaction in New Zealand: An exploratory study. New Zealand Jour-
nal of Psychology, 34, 97–109.

�Mallinckrodt, B. (1990). Satisfaction with a new job after unemployment:
Consequences of job loss for older professionals. Journal of Counseling
Psychology, 37, 149 –152. http://dx.doi.org/10.1037/0022-0167.37.2
.149

�Mallinckrodt, B., & Fretz, B. R. (1988). Social support and the impact of
job loss on older professionals. Journal of Counseling Psychology, 35,
281–286. http://dx.doi.org/10.1037/0022-0167.35.3.281

�Martin, H. J., & Lekan, D. F. (2008). Individual differences in outplace-
ment success. Career Development International, 13, 425–439. http://
dx.doi.org/10.1108/13620430810891455

�Marzucco, L., & Hansez, I. (2016). Outplacement adequacy and benefits:
The mediating role of overall justice. Journal of Employment Counsel-
ing, 53, 130–143. http://dx.doi.org/10.1002/joec.12034

�Mau, W.-C., & Kopischke, A. (2001). Job search methods, job search
outcomes, and job satisfaction of college graduates: A comparison of
race and sex. Journal of Employment Counseling, 38, 141–149. http://
dx.doi.org/10.1002/j.2161-1920.2001.tb00496.x

�Maurer, A. H. (2015). High quality resumes as a reflection of a high-
quality job search process: The role of self-regulation (Unpublished
doctoral dissertation). St. Louis University, St. Louis, MO.

Maynard, D. C., Joseph, T. A., & Maynard, A. M. (2006). Underemploy-
ment, job attitudes, and turnover intentions. Journal of Organizational
Behavior, 27, 509–536. http://dx.doi.org/10.1002/job.389

�McAbee, S. T. (2014). Personality, interpersonal skills, and students’ job
search behaviors (Unpublished doctoral dissertation). Department of
Psychology, Rice University, Houston, TX.

�McArdle, S., Waters, L., Briscoe, J. P., & Hall, D. T. (2007). Employ-
ability during unemployment: Adaptability, career identity and human
and social capital. Journal of Vocational Behavior, 71, 247–264. http://
dx.doi.org/10.1016/j.jvb.2007.06.003

�McCarthy, J., & Goffin, R. (2004). Measuring job interview anxiety:
Beyond weak knees and sweaty palms. Personnel Psychology, 57,
607–637. http://dx.doi.org/10.1111/j.1744-6570.2004.00002.x

McCrae, R. R., & Costa, P. T., Jr. (1987). Validation of the five-factor
model of personality across instruments and observers. Journal of Per-
sonality and Social Psychology, 52, 81–90. http://dx.doi.org/10.1037/
0022-3514.52.1.81

McFadyen, R. G., & Thomas, J. P. (1997). Economic and psychological
models of job search behavior of the unemployed. Human Relations, 50,
1461–1484. http://dx.doi.org/10.1177/001872679705001201

�McInroe, J. A. (2013). Job insecurity, organizational citizenship behav-
iors, and job search activities: How work locus of control and control-
oriented coping moderate these relationships (Unpublished doctoral
dissertation). Psychology/Industrial-Organizational, Bowling Green
State University, Bowling Green, OH.

McKee-Ryan, F., Song, Z., Wanberg, C. R., & Kinicki, A. J. (2005).
Psychological and physical well-being during unemployment: A meta-
analytic study. Journal of Applied Psychology, 90, 53–76. http://dx.doi
.org/10.1037/0021-9010.90.1.53

�McKee-Ryan, F. M., Virick, M., Prussia, G. E., Harvey, J., & Lilly, J. D.
(2009). Life after the layoff: Getting a job worth keeping. Journal of

T
hi

s
do

cu
m

en
t

is
co

py
ri

gh
te

d
by

th
e

A
m

er
ic

an
Ps

yc
ho

lo
gi

ca
l

A
ss

oc
ia

tio
n

or
on

e
of

its
al

lie
d

pu
bl

is
he

rs
.

T
hi

s
ar

tic
le

is
in

te
nd

ed
so

le
ly

fo
r

th
e

pe
rs

on
al

us
e

of
th

e
in

di
vi

du
al

us
er

an
d

is
no

t
to

be
di

ss
em

in
at

ed
br

oa
dl

y.

VAN HOOFT ET AL.706

http://dx.doi.org/10.5465/amr.2008.33665124
http://dx.doi.org/10.5465/amr.1994.9410122008
http://dx.doi.org/10.5465/amr.1994.9410122008
http://dx.doi.org/10.2307/256629
http://dx.doi.org/10.1177/0894845318772091
http://dx.doi.org/10.1177/0145482X0209600904
http://dx.doi.org/10.1177/0091415017743009
http://dx.doi.org/10.1177/0091415017743009
http://dx.doi.org/10.1037/cou0000154
http://dx.doi.org/10.1177/001872679604900203
http://dx.doi.org/10.1016/j.jvb.2015.11.003
http://dx.doi.org/10.1016/j.jvb.2015.11.003
http://dx.doi.org/10.1111/j.1468-2389.2010.00489.x
http://dx.doi.org/10.1111/j.1468-2389.2010.00489.x
http://dx.doi.org/10.1177/0018726709342930
http://dx.doi.org/10.1177/0018726709342930
http://dx.doi.org/10.1177/0894845311418655
http://dx.doi.org/10.1037/a0035923
http://dx.doi.org/10.1037/a0036692
http://dx.doi.org/10.1037/0003-066X.57.9.705
http://dx.doi.org/10.1037/0003-066X.57.9.705
http://dx.doi.org/10.5465/amj.2011.0546
http://dx.doi.org/10.1111/j.1744-6570.2007.00083.x
http://dx.doi.org/10.1111/j.1744-6570.2007.00083.x
http://dx.doi.org/10.1108/02683941111099628
http://dx.doi.org/10.1037/0022-0167.37.2.149
http://dx.doi.org/10.1037/0022-0167.37.2.149
http://dx.doi.org/10.1037/0022-0167.35.3.281
http://dx.doi.org/10.1108/13620430810891455
http://dx.doi.org/10.1108/13620430810891455
http://dx.doi.org/10.1002/joec.12034
http://dx.doi.org/10.1002/j.2161-1920.2001.tb00496.x
http://dx.doi.org/10.1002/j.2161-1920.2001.tb00496.x
http://dx.doi.org/10.1002/job.389
http://dx.doi.org/10.1016/j.jvb.2007.06.003
http://dx.doi.org/10.1016/j.jvb.2007.06.003
http://dx.doi.org/10.1111/j.1744-6570.2004.00002.x
http://dx.doi.org/10.1037/0022-3514.52.1.81
http://dx.doi.org/10.1037/0022-3514.52.1.81
http://dx.doi.org/10.1177/001872679705001201
http://dx.doi.org/10.1037/0021-9010.90.1.53
http://dx.doi.org/10.1037/0021-9010.90.1.53


Organizational Behavior, 30, 561–580. http://dx.doi.org/10.1002/job
.566

�Medley-Proctor, K. N. (2005). Racial discrimination in the job search:
Psychological implications for African Americans (Unpublished doc-
toral dissertation). Columbian College of Arts and Sciences, The George
Washington University, Washington, DC.

�Melloy, R. C., Liu, S., Grandey, A. A., & Shi, J. (2018). Overcoming
emotional and attentional obstacles: A dynamic multi-level model of
goal maintenance for job seekers. Journal of Vocational Behavior, 108,
92–107. http://dx.doi.org/10.1016/j.jvb.2018.06.009

�Menzies, D. T., & Horvath, M. (2018, April). Job-seeking through net-
working: Tie strength, age, and personalization perceptions. Paper pre-
sented at the 33rd Annual Meeting of the Society of Industrial and
Organizational Psychology, Chicago, IL.

Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002).
Affective, continuance, and normative commitment to the organization:
A meta-analysis of antecedents, correlates, and consequences. Journal of
Vocational Behavior, 61, 20–52. http://dx.doi.org/10.1006/jvbe.2001
.1842

�Miller, H. E., Katerberg, R., & Hulin, C. (1979). Evaluation of the
Mobley, Horner, and Hollingsworth model of employee turnover. Jour-
nal of Applied Psychology, 64, 509–517. http://dx.doi.org/10.1037/
0021-9010.64.5.509

Mirels, H. L., & Garrett, J. B. (1971). The Protestant ethic as a personality
variable. Journal of Consulting and Clinical Psychology, 36, 40–44.
http://dx.doi.org/10.1037/h0030477

�Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, C. J., & Erez, M.
(2001). Why people stay: Using job embeddedness to predict voluntary
turnover. Academy of Management Journal, 44, 1102–1121. http://dx
.doi.org/10.5465/3069391

Mobley. (1977). Intermediate linkages in the relationship between job
satisfaction and employee turnover. Journal of Applied Psychology, 62,
237–240. http://dx.doi.org/10.1037/0021-9010.62.2.237

�Mobley, W. H., Horner, S. O., & Hollingsworth, A. T. (1978). An
evaluation of precursors of hospital employee turnover. Journal of
Applied Psychology, 63, 408–414. http://dx.doi.org/10.1037/0021-9010
.63.4.408

�Monfort, S. S., Howe, G. W., Nettles, C. D., & Weihs, K. L. (2015). A
longitudinal examination of re-employment quality on internalizing
symptoms and job-search intentions. Journal of Occupational Health
Psychology, 20, 50–61. http://dx.doi.org/10.1037/a0037753

�Moorhouse, A., & Caltabiano, M. L. (2007). Resilience and unemploy-
ment: Exploring risk and protective influences for the outcome variables
of depression and assertive job searching. Journal of Employment Coun-
seling, 44, 115–125. http://dx.doi.org/10.1002/j.2161-1920.2007
.tb00030.x

�Moynihan, L. M., Roehling, M. V., LePine, M. A., & Boswell, W. R.
(2003). A longitudinal study of the relationships among job search
self-efficacy, job interviews, and employment outcomes. Journal of
Business and Psychology, 18, 207–233. http://dx.doi.org/10.1023/A:
1027349115277

�Mueller, L. N. (2007). Self-help in vocational rehabilitation: Impact of a
job search workbook on employment, job search behavior, skill, and
self-efficacy (Unpublished doctoral dissertation). Psychology Depart-
ment, Fordham University, New York, NY.

�Murphy, C. C. (2008). Antecedents of job search success for NAFTA-
eligible dislocated workers (Unpublished doctoral dissertation). Busi-
ness Administration, St. Ambrose University, Davenport, IA.

�Murphy, W. M., Burton, J. P., Henagan, S. C., & Briscoe, J. P. (2013).
Employee reactions to job insecurity in a declining economy: A longi-
tudinal study of the mediating role of job embeddedness. Group &
Organization Management, 38, 512–537. http://dx.doi.org/10.1177/
1059601113495313

�Nakai, Y., Hill, S. C., Snell, A. F., & Ferrell, J. Z. (2018). A job club for
older job seekers: Change in attitude and perceived utility during train-
ing. Journal of Career Development, 45, 551–565. http://dx.doi.org/10
.1177/0894845317724550

�Newsome, S. D. (1996). A longitudinal investigation of the reemployment
process (Unpublished doctoral dissertation). Department of Psychology,
University of Guelph, Guelph, Ontario, Canada.

�Nieto-Flores, M. P., Berrios, M. P., & Extremera, N. (2019). Job search
self-efficacy as a mediator between emotional intelligence and the active
job search process [Autoeficacia de búsqueda como mediadora de la
inteligencia emocional y la búsqueda activa de empleo. Revista de
Psicología Social, 34, 86 –109. http://dx.doi.org/10.1080/02134748
.2018.1537652

Nikolaou, I. (2014). Social networking web sites in job search and em-
ployee recruitment. International Journal of Selection and Assessment,
22, 179–189. http://dx.doi.org/10.1111/ijsa.12067

�Noe, R. A., & Steffy, B. D. (1987). The influence of individual charac-
teristics and assessment center evaluation on career exploration behavior
and job involvement. Journal of Vocational Behavior, 30, 187–202.
http://dx.doi.org/10.1016/0001-8791(87)90018-2

�Noordzij, G., Van Hooft, E. A. J., Van Mierlo, H., Van Dam, A., & Born,
M. P. (2013). The effects of a learning-goal orientation training on
self-regulation: A field experiment among unemployed job seekers.
Personnel Psychology, 66, 723–755. http://dx.doi.org/10.1111/peps
.12011

Nye, C. D., Su, R., Rounds, J., & Drasgow, F. (2012). Vocational interests
and performance: A quantitative summary of over 60 years research.
Perspectives on Psychological Science, 7, 384–403. http://dx.doi.org/
10.1177/1745691612449021

�Oglensky, M. I. (2013). A quantitative study of the correlational impact of
psychological capital on job search intensity as measured by job search
behaviors (Unpublished doctoral dissertation). School of Business and
Technology, Capella University, Minneapolis, MN.

Oh, I.-S., Guay, R. P., Kim, K., Harold, C. M., Lee, J.-H., Heo, C.-G., &
Shin, K.-H. (2014). Fit happens globally: A meta-analytic comparison of
the relationships of person-environment fit dimensions with work atti-
tudes and performance across East Asia, Europe, and North America.
Personnel Psychology, 67, 99 –152. http://dx.doi.org/10.1111/peps
.12026

�Oh, S. K., & Jun, J. (2018). Structural relationships between career
barriers, social support levels, ego-resilience, job search efficacy, and
career preparation behavior of middle-aged unemployed men. KEDI
Journal of Educational Policy, 15, 21–42.

�Onyishi, I. E., Enwereuzor, I. K., Ituma, A. N., & Omenma, J. T. (2015).
The mediating role of perceived employability in the relationship be-
tween core self-evaluations and job search behaviour. Career Develop-
ment International, 20, 604–626. http://dx.doi.org/10.1108/CDI-09-
2014-0130

Ouellette, J. A., & Wood, W. (1998). Habit and intention in everyday life:
The multiple processes by which past behavior predicts future behavior.
Psychological Bulletin, 124, 54 –74. http://dx.doi.org/10.1037/0033-
2909.124.1.54

�Pan, J., Guan, Y., Wu, J., Han, L., Zhu, F., Fu, X., & Yu, J. (2018). The
interplay of proactive personality and internship quality in Chinese
university graduates’ job search success: The role of career adaptability.
Journal of Vocational Behavior, 109, 14–26. http://dx.doi.org/10.1016/
j.jvb.2018.09.003

�Peters, L. H., Jackofsky, E. F., & Salter, J. R. (1981). Predicting turnover:
A comparison of part-time and full-time employees. Journal of Orga-
nizational Behavior, 2, 89 –98. http://dx.doi.org/10.1002/job
.4030020204

�Piasentin, K. A. (2003). Fitting in and standing out: An empirical test of
supplementary and complementary person-organization fit (Unpub-

T
hi

s
do

cu
m

en
t

is
co

py
ri

gh
te

d
by

th
e

A
m

er
ic

an
Ps

yc
ho

lo
gi

ca
l

A
ss

oc
ia

tio
n

or
on

e
of

its
al

lie
d

pu
bl

is
he

rs
.

T
hi

s
ar

tic
le

is
in

te
nd

ed
so

le
ly

fo
r

th
e

pe
rs

on
al

us
e

of
th

e
in

di
vi

du
al

us
er

an
d

is
no

t
to

be
di

ss
em

in
at

ed
br

oa
dl

y.

JOB SEARCH AND EMPLOYMENT SUCCESS 707

http://dx.doi.org/10.1002/job.566
http://dx.doi.org/10.1002/job.566
http://dx.doi.org/10.1016/j.jvb.2018.06.009
http://dx.doi.org/10.1006/jvbe.2001.1842
http://dx.doi.org/10.1006/jvbe.2001.1842
http://dx.doi.org/10.1037/0021-9010.64.5.509
http://dx.doi.org/10.1037/0021-9010.64.5.509
http://dx.doi.org/10.1037/h0030477
http://dx.doi.org/10.5465/3069391
http://dx.doi.org/10.5465/3069391
http://dx.doi.org/10.1037/0021-9010.62.2.237
http://dx.doi.org/10.1037/0021-9010.63.4.408
http://dx.doi.org/10.1037/0021-9010.63.4.408
http://dx.doi.org/10.1037/a0037753
http://dx.doi.org/10.1002/j.2161-1920.2007.tb00030.x
http://dx.doi.org/10.1002/j.2161-1920.2007.tb00030.x
http://dx.doi.org/10.1023/A:1027349115277
http://dx.doi.org/10.1023/A:1027349115277
http://dx.doi.org/10.1177/1059601113495313
http://dx.doi.org/10.1177/1059601113495313
http://dx.doi.org/10.1177/0894845317724550
http://dx.doi.org/10.1177/0894845317724550
http://dx.doi.org/10.1080/02134748.2018.1537652
http://dx.doi.org/10.1080/02134748.2018.1537652
http://dx.doi.org/10.1111/ijsa.12067
http://dx.doi.org/10.1016/0001-8791%2887%2990018-2
http://dx.doi.org/10.1111/peps.12011
http://dx.doi.org/10.1111/peps.12011
http://dx.doi.org/10.1177/1745691612449021
http://dx.doi.org/10.1177/1745691612449021
http://dx.doi.org/10.1111/peps.12026
http://dx.doi.org/10.1111/peps.12026
http://dx.doi.org/10.1108/CDI-09-2014-0130
http://dx.doi.org/10.1108/CDI-09-2014-0130
http://dx.doi.org/10.1037/0033-2909.124.1.54
http://dx.doi.org/10.1037/0033-2909.124.1.54
http://dx.doi.org/10.1016/j.jvb.2018.09.003
http://dx.doi.org/10.1016/j.jvb.2018.09.003
http://dx.doi.org/10.1002/job.4030020204
http://dx.doi.org/10.1002/job.4030020204


lished doctoral dissertation). Department of Psychology, University of
Calgary, Calgary, Alberta, Canada.

�Pinquart, M., Juang, L. P., & Silbereisen, R. K. (2003). Self-efficacy and
successful school-to-work transition: A longitudinal study. Journal of
Vocational Behavior, 63, 329–346. http://dx.doi.org/10.1016/S0001-
8791(02)00031-3

Ployhart, R. E., Schmitt, N., & Tippins, N. T. (2017). Solving the supreme
problem: 100 years of selection and recruitment at the Journal of
Applied Psychology. Journal of Applied Psychology, 102, 291–304.
http://dx.doi.org/10.1037/apl0000081

�Porter, C. M., Posthuma, R. A., Maertz, C. P., Jr., Joplin, J. R. W., Rigby,
J., Gordon, M., & Graves, K. (2019). On-the-job and off-the-job em-
beddedness differentially influence relationships between informal job
search and turnover. Journal of Applied Psychology, 104, 678–689.
http://dx.doi.org/10.1037/apl0000375

�Preenen, P. T. Y., De Pater, I. E., Van Vianen, A. E. M., & Keijzer, L.
(2011). Managing voluntary turnover through challenging assignments.
Group & Organization Management, 36, 308–344. http://dx.doi.org/10
.1177/1059601111402067

�Price, J. L., & Mueller, C. W. (1981). A causal model for turnover for
nurses. Academy of Management Journal, 24, 543–565. http://dx.doi
.org/10.5465/255574

�Price, R. H., Choi, J. N., & Vinokur, A. D. (2002). Links in the chain of
adversity following job loss: How financial strain and loss of personal
control lead to depression, impaired functioning, and poor health. Jour-
nal of Occupational Health Psychology, 7, 302–312. http://dx.doi.org/
10.1037/1076-8998.7.4.302

�Prussia, G. E., Fugate, M., & Kinicki, A. J. (2001). Explication of the
coping goal construct: Implications for coping and reemployment. Jour-
nal of Applied Psychology, 86, 1179–1190. http://dx.doi.org/10.1037/
0021-9010.86.6.1179

�Prussia, G. E., Kinicki, A. J., & Bracker, J. S. (1993). Psychological and
behavioral consequences of job loss: A covariance structure analysis
using Weiner’s (1985). attribution model. Journal of Applied Psychol-
ogy, 78, 382–394. http://dx.doi.org/10.1037/0021-9010.78.3.382

�Quint, E. D., & Kopelman, R. E. (1995). The effects of job search
behavior and vocational self-concept crystallization on job acquisition:
Is there an interaction? Journal of Employment Counseling, 32, 88–96.
http://dx.doi.org/10.1002/j.2161-1920.1995.tb00428.x

�Ragins, B. R., Gonzalez, J. A., Erhardt, K., & Singh, R. (2012). Crossing
the threshold: The spillover of community racial diversity and diversity
climate to the workplace. Personnel Psychology, 65, 755–787. http://dx
.doi.org/10.1111/peps.12001

�Ramesh, A., & Gelfand, M. J. (2010). Will they stay or will they go? The
role of job embeddedness in predicting turnover in individualistic and
collectivistic cultures. Journal of Applied Psychology, 95, 807–823.
http://dx.doi.org/10.1037/a0019464

�Raver, J. L. (2004). Behavioral outcomes of interpersonal aggression at
work: A mediated and moderated model (Unpublished doctoral disser-
tation). Department of Psychology, University of Maryland, College
Park, MD.

�Renn, R. W., Steinbauer, R., Taylor, R., & Detwiler, D. (2014). School-
to-work transition: Mentor career support and student career planning,
job search intentions, and self-defeating job search behavior. Journal of
Vocational Behavior, 85, 422–432. http://dx.doi.org/10.1016/j.jvb.2014
.09.004

�Repetto, S. E. (2003). The role of self-efficacy, self-esteem and depression
in job search efforts in welfare to work programs (Unpublished doctoral
dissertation). Institute of Advanced Psychological Studies, Adelphi Uni-
versity, Garden City, NY.

�Rife, J. C. (1995). Older unemployed women and job search activity: The
role of social support. Journal of Women & Aging, 7, 55–68. http://dx
.doi.org/10.1300/J074v07n03_05

�Robertson, S. L. (2003). Make it happen: Enhancing job search skills
through Internet-based training (Unpublished doctoral dissertation). De-
partment of Counselor Education, Counseling Psychology, and Rehabil-
itation Services, The Pennsylvania State University, State College, PA.

Rosenberg, M. (1965). Society and the adolescent self-image. Princeton,
NJ: Princeton University Press. http://dx.doi.org/10.1515/9781
400876136

Rotter, J. B. (1966). Generalized expectancies for internal versus external
control of reinforcement. Psychological Monographs, 80, 1–28. http://
dx.doi.org/10.1037/h0092976

Rowley, K. M., & Feather, N. T. (1987). The impact of unemployment in
relation to age and length of unemployment. Journal of Occupational
Psychology, 60, 323–332. http://dx.doi.org/10.1111/j.2044-8325.1987
.tb00264.x

�Royal, M. (2001). Methods of job search: How university students search
for part-time jobs (Unpublished master’s thesis). Department of Psy-
chology, Saint Mary’s University, Halifax, Nova Scotia, Canada.

�Ruschoff, B., Salmela-Aro, K., Kowalewski, T., Dijkstra, J. K., & Veen-
stra, R. (2018). Peer networks in the school-to-work transition. Career
Development International, 23, 466 – 477. http://dx.doi.org/10.1108/
CDI-02-2018-0052

Ryan, R. M., & Deci, E. L. (2000). Self-determination theory and the
facilitation of intrinsic motivation, social development, and well-being.
American Psychologist, 55, 68 –78. http://dx.doi.org/10.1037/0003-
066X.55.1.68

Safani, B. (2010, September 28). “What color is your parachute?”: Inter-
view with Career Guru Richard Bolles. Retrieved from http://www.aol
.com/article/2010/09/28/what-color-is-your-parachute-interview-with-
career-guru-richard/19587968/

Saks, A. M. (2005). Job search success: A review and integration of the
predictors, behaviors, and outcomes. In S. D. Brown, & R. W. Lent
(Eds.), Career development and counseling: Putting theory and research
to work (pp. 155–179). New York, NY: Wiley.

�Saks, A. M. (2006). Multiple predictors and criteria of job search success.
Journal of Vocational Behavior, 68, 400 – 415. http://dx.doi.org/10
.1016/j.jvb.2005.10.001

Saks, A. M. (2018). Job search and the school-to-work transition. In U.-C.
Klehe & E. A. J. van Hooft (Eds.), The Oxford handbook of job loss and
job search (pp. 379–400). New York, NY: Oxford University Press.
http://dx.doi.org/10.1093/oxfordhb/9780199764921.013.008

�Saks, A. M., & Ashforth, B. E. (1997). A longitudinal investigation of the
relationships between job information sources, applicant perceptions of
fit, and work outcomes. Personnel Psychology, 50, 395–426. http://dx
.doi.org/10.1111/j.1744-6570.1997.tb00913.x

�Saks, A. M., & Ashforth, B. E. (1999). Effects of individual differences
and job search behaviors on the employment status of recent university
graduates. Journal of Vocational Behavior, 54, 335–349. http://dx.doi
.org/10.1006/jvbe.1998.1665

�Saks, A. M., & Ashforth, B. E. (2000). Change in job search behaviors and
employment outcomes. Journal of Vocational Behavior, 56, 277–287.
http://dx.doi.org/10.1006/jvbe.1999.1714

�Saks, A. M., & Ashforth, B. E. (2002). Is job search related to employ-
ment quality? It all depends on the fit. Journal of Applied Psychology,
87, 646–654. http://dx.doi.org/10.1037/0021-9010.87.4.646

�Saks, A. M., Zikic, J., & Koen, J. (2015). Job search self-efficacy:
Reconceptualizing the construct and its measurement. Journal of Voca-
tional Behavior, 86, 104–114. http://dx.doi.org/10.1016/j.jvb.2014.11
.007

Savickas, M. K., & Porfeli, E. J. (2012). Career adapt-abilities scale:
Construction, reliability, and measurement equivalence across 13 coun-
tries. Journal of Vocational Behavior, 80, 661–673. http://dx.doi.org/10
.1016/j.jvb.2012.01.011

�Sawyer, J. E. (1992). Goal and process clarity: Specification of multiple
constructs of role ambiguity and a structural equation model of their

T
hi

s
do

cu
m

en
t

is
co

py
ri

gh
te

d
by

th
e

A
m

er
ic

an
Ps

yc
ho

lo
gi

ca
l

A
ss

oc
ia

tio
n

or
on

e
of

its
al

lie
d

pu
bl

is
he

rs
.

T
hi

s
ar

tic
le

is
in

te
nd

ed
so

le
ly

fo
r

th
e

pe
rs

on
al

us
e

of
th

e
in

di
vi

du
al

us
er

an
d

is
no

t
to

be
di

ss
em

in
at

ed
br

oa
dl

y.

VAN HOOFT ET AL.708

http://dx.doi.org/10.1016/S0001-8791%2802%2900031-3
http://dx.doi.org/10.1016/S0001-8791%2802%2900031-3
http://dx.doi.org/10.1037/apl0000081
http://dx.doi.org/10.1037/apl0000375
http://dx.doi.org/10.1177/1059601111402067
http://dx.doi.org/10.1177/1059601111402067
http://dx.doi.org/10.5465/255574
http://dx.doi.org/10.5465/255574
http://dx.doi.org/10.1037/1076-8998.7.4.302
http://dx.doi.org/10.1037/1076-8998.7.4.302
http://dx.doi.org/10.1037/0021-9010.86.6.1179
http://dx.doi.org/10.1037/0021-9010.86.6.1179
http://dx.doi.org/10.1037/0021-9010.78.3.382
http://dx.doi.org/10.1002/j.2161-1920.1995.tb00428.x
http://dx.doi.org/10.1111/peps.12001
http://dx.doi.org/10.1111/peps.12001
http://dx.doi.org/10.1037/a0019464
http://dx.doi.org/10.1016/j.jvb.2014.09.004
http://dx.doi.org/10.1016/j.jvb.2014.09.004
http://dx.doi.org/10.1300/J074v07n03_05
http://dx.doi.org/10.1300/J074v07n03_05
http://dx.doi.org/10.1515/9781400876136
http://dx.doi.org/10.1515/9781400876136
http://dx.doi.org/10.1037/h0092976
http://dx.doi.org/10.1037/h0092976
http://dx.doi.org/10.1111/j.2044-8325.1987.tb00264.x
http://dx.doi.org/10.1111/j.2044-8325.1987.tb00264.x
http://dx.doi.org/10.1108/CDI-02-2018-0052
http://dx.doi.org/10.1108/CDI-02-2018-0052
http://dx.doi.org/10.1037/0003-066X.55.1.68
http://dx.doi.org/10.1037/0003-066X.55.1.68
http://www.aol.com/article/2010/09/28/what-color-is-your-parachute-interview-with-career-guru-richard/19587968/
http://www.aol.com/article/2010/09/28/what-color-is-your-parachute-interview-with-career-guru-richard/19587968/
http://www.aol.com/article/2010/09/28/what-color-is-your-parachute-interview-with-career-guru-richard/19587968/
http://dx.doi.org/10.1016/j.jvb.2005.10.001
http://dx.doi.org/10.1016/j.jvb.2005.10.001
http://dx.doi.org/10.1093/oxfordhb/9780199764921.013.008
http://dx.doi.org/10.1111/j.1744-6570.1997.tb00913.x
http://dx.doi.org/10.1111/j.1744-6570.1997.tb00913.x
http://dx.doi.org/10.1006/jvbe.1998.1665
http://dx.doi.org/10.1006/jvbe.1998.1665
http://dx.doi.org/10.1006/jvbe.1999.1714
http://dx.doi.org/10.1037/0021-9010.87.4.646
http://dx.doi.org/10.1016/j.jvb.2014.11.007
http://dx.doi.org/10.1016/j.jvb.2014.11.007
http://dx.doi.org/10.1016/j.jvb.2012.01.011
http://dx.doi.org/10.1016/j.jvb.2012.01.011


antecedents and consequences. Journal of Applied Psychology, 77, 130–
142. http://dx.doi.org/10.1037/0021-9010.77.2.130

�Schaffer, M., & Taylor, M. A. (2012). Job search behaviors among
African-Americans. Journal of Managerial Psychology, 27, 814–828.
http://dx.doi.org/10.1108/02683941211280175

Schaufeli, W. B., & Van Yperen, N. W. (1993). Success and failure in the
labour market. Journal of Organizational Behavior, 14, 559–572. http://
dx.doi.org/10.1002/job.4030140605

Scheier, M. F., & Carver, C. S. (1985). Optimism, coping, and health:
Assessment and implications of generalized outcome expectancies.
Health Psychology, 4, 219–247. http://dx.doi.org/10.1037/0278-6133.4
.3.219

Schmidt, F. L., & Hunter, J. E. (2014). Methods of meta-analysis: Cor-
recting error and bias in research findings. Thousand Oaks, CA: SAGE.
http://dx.doi.org/10.4135/9781483398105

�Schmit, M. J., Amel, E. L., & Ryan, A. (1993). Self-reported assertive
job-seeking behaviors of minimally educated job hunters. Personnel
Psychology, 46, 105–124. http://dx.doi.org/10.1111/j.1744-6570.1993
.tb00869.x

Schwab, D. P., Rynes, S. L., & Aldag, R. J. (1987). Theories and research
on job search and choice. In K. M. Rowland & G. R. Ferris (Eds.),
Research in personnel and human resources management (Vol. 5, pp.
129–166). Stamford, CA: JAI Press.

�Schwarzer, R., & Hahn, A. (1995). Reemployment after migration from
East to West Germany: A longitudinal study on psychosocial factors.
Applied Psychology, 44, 77–93. http://dx.doi.org/10.1111/j.1464-0597
.1995.tb01388.x

�Shafique, M., Qadeer, F., Ahmad, M., & Rehman, R. (2011). Impact of
job embeddedness on leave intention: An understanding from higher
education (HE) system. African Journal of Business Management, 5,
11794–11801. http://dx.doi.org/10.5897/ajbm10.466

�Shaw, J., & Gupta, N. (2001). Pay fairness and employee outcomes:
Exacerbation and attenuation effects of financial need. Journal of Oc-
cupational and Organizational Psychology, 74, 299–320. http://dx.doi
.org/10.1348/096317901167370

Sheeran, P. (2002). Intention-behavior relations: A conceptual and empir-
ical review. In W. Stroebe & M. Hewstone (Eds.), European Review of
Social Psychology (Vol. 12, pp. 1–36). New York, NY: Wiley. http://
dx.doi.org/10.1080/14792772143000003

�Shirai, T., Shimomura, H., Kawasaki, T., Adachi, T., & Wakamatsu, Y.
(2013). Job search motivation of part-time or unemployed Japanese
college graduates. International Journal for Educational and Vocational
Guidance, 13, 95–114. http://dx.doi.org/10.1007/s10775-013-9241-3

�Shirom, A., Vinokur, A., & Price, R. (2008). Self-efficacy as a moderator
of the effects of job-search workshops on re-employment: A field
experiment. Journal of Applied Social Psychology, 38, 1778–1804.
http://dx.doi.org/10.1111/j.1559-1816.2008.00369.x

�Shoss, M. K., Brummel, B. J., Probst, T. M., & Jiang, L. (2019). The joint
importance of secure and satisfying work: Insights from three studies.
Journal of Business and Psychology. Advance online publication. http://
dx.doi.org/10.1007/s10869-019-09627-w

�Simpson, M. R. (2007). The relationship between registered nurses’
turnover cognitions, job satisfaction, job search behavior, selected nurse
characteristics and work engagement (Unpublished doctoral disserta-
tion). Nursing, University of Wisconsin–Milwaukee, Milwaukee, WI.

�Slebarska, K., Moser, K., & Gunnesch-Luca, G. (2009). Unemployment,
social support, individual resources, and job search behavior. Journal of
Employment Counseling, 46, 159–170. http://dx.doi.org/10.1002/j.2161-
1920.2009.tb00079.x

Soelberg, P. O. (1967). Unprogrammed decision making. Industrial Man-
agement Review, 8, 19–29.

�Solove, E., Fisher, G. G., & Kraiger, K. (2015). Coping with job loss and
reemployment: A two-wave study. Journal of Business and Psychology,
30, 529–541. http://dx.doi.org/10.1007/s10869-014-9380-7

�Somers, M. J. (1996). Modelling employee withdrawal behavior over
time: A study of turnover using survival analysis. Journal of Occupa-
tional and Organizational Psychology, 69, 315–326. http://dx.doi.org/
10.1111/j.2044-8325.1996.tb00618.x

�Song, L., Shi, J., Luo, P., Wei, W., Fang, Y., & Wang, Y. (2019). More
time spent, more job search success? The moderating roles of metacog-
nitive activities and perceived job search progress. Journal of Career
Assessment. Advance online publication. http://dx.doi.org/10.1177/
1069072719841575

�Song, L. J., & Werbel, J. D. (2007). Guanxi as impetus? Career explora-
tion in China and the United States. Career Development International,
12, 51–67. http://dx.doi.org/10.1108/13620430710724820

�Song, Z., Uy, M. A., Zhang, S., & Shi, K. (2009). Daily job search and
psychological distress: Evidence from China. Human Relations, 62,
1171–1197. http://dx.doi.org/10.1177/0018726709334883

�Song, Z., Wanberg, C., Niu, X., & Xie, Y. (2006). Action–state orienta-
tion and the theory of planned behavior: A study of job search in China.
Journal of Vocational Behavior, 68, 490–503. http://dx.doi.org/10.1016/
j.jvb.2005.11.001

StataCorp. (2019). Stata statistical software: Release 16. College Station,
TX: StataCorp LLC.

�Stavrova, O., Schlösser, T., & Baumert, A. (2014). Life satisfaction and
job-seeking behavior of the unemployed: The effect of individual dif-
ferences in justice sensitivity. Applied Psychology, 63, 643–670. http://
dx.doi.org/10.1111/apps.12009

Steel, P. D. G., Kammeyer-Mueller, J. D., & Paterson, T. (2015). Improv-
ing the meta-analytic assessment of effect size variance with an in-
formed Bayesian prior. Journal of Management, 41, 718–743. http://dx
.doi.org/10.1177/0149206314551964

�Steffy, B. D., Shaw, K. N., & Noe, A. W. (1989). Antecedents and
consequences of job search behaviors. Journal of Vocational Behavior,
35, 254–269. http://dx.doi.org/10.1016/0001-8791(89)90029-8

Stevenson, B. (2009). The internet and job search. In D. H. Autor (Ed.),
Studies of labor market intermediation (pp. 67–86). Chicago, IL: Uni-
versity of Chicago Press. http://dx.doi.org/10.7208/chicago/
9780226032900.003.0003

�Stevenson, B. J. (2016). Factors related to job-search success: Examining
the role of employment flexibility (Unpublished doctoral dissertation).
Counseling, Clinical, and School Psychology, University of California,
Santa Barbara, Santa Barbara, CA.

�Stumpf, S. A., Austin, E. J., & Hartman, K. (1984). The impact of career
exploration and interview readiness on interview performance and out-
comes. Journal of Vocational Behavior, 24, 221–235. http://dx.doi.org/
10.1016/0001-8791(84)90008-3

�Stumpf, S. A., Brief, A. P., & Hartman, K. (1987). Self-efficacy expec-
tations and coping with career-related events. Journal of Vocational
Behavior, 31, 91–108. http://dx.doi.org/10.1016/0001-8791(87)90037-6

�Stumpf, S. A., Colarelli, S. M., & Hartman, K. (1983). Development of
the career exploration survey (CES). Journal of Vocational Behavior,
22, 191–226. http://dx.doi.org/10.1016/0001-8791(83)90028-3

�Stumpf, S. A., & Lockhart, M. C. (1987). Career exploration: Work-role
salience, work preferences, beliefs, and behavior. Journal of Vocational
Behavior, 30, 258 –269. http://dx.doi.org/10.1016/0001-8791(87)900
04-2

�Sun, S., Song, Z., & Lim, V. K. G. (2013). Dynamics of the job search
process: Developing and testing a mediated moderation model. Journal
of Applied Psychology, 98, 771–784. http://dx.doi.org/10.1037/
a0033606

Sutton, S. (1998). Predicting and explaining intentions and behavior: How
well are we doing? Journal of Applied Social Psychology, 28, 1317–
1338. http://dx.doi.org/10.1111/j.1559-1816.1998.tb01679.x
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