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Abstract
[bookmark: OLE_LINK26][bookmark: OLE_LINK18]Purpose - In the evolving digital era, marked by the gig economy and remote work, the dynamics between individuals and jobs affect employees’ job embeddedness. This study aims to provide an up-to-date and comprehensive meta-analysis of the effectiveness of job embeddedness on work and non-work outcomes, providing strategic organizational insights into talent management during this new era of opportunities and challenges.
Design/methodology/approach - A comprehensive meta-analysis was conducted using a dataset of 272 effect sizes derived from 250 articles (N = 111,592) to estimate the relationship between job embeddedness and its outcomes. Meta-analytic structural equation modelling (MASEM) was employed to test the hypothesized mediating mechanisms.
Findings - The results reveal significant effects of job embeddedness on most work and non-work outcomes. Additionally, the study identifies key moderating factors that shape these relationships, highlighting variations based on cultural, demographic, and methodological differences. Mediation tests further show that job satisfaction and job stress serve as critical pathways through which on-the-job and off-the-job embeddedness influence employee outcomes.
Originality - This study advances job embeddedness research by systematically integrating existing findings and resolving inconsistencies through meta-analysis. By differentiating the effects of on-the-job, off-the-job, and occupational embeddedness and uncovering moderating and mediating processes, it offers novel insights into the mechanisms underlying job embeddedness and its impact in the contemporary work landscape.
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Introduction
Since Mitchell et al. (2001) introduced the construct of job embeddedness, scholarly attention to this topic has grown steadily. This surge in the number of academic studies may be largely attributed to its explanatory power in understanding the relationship between employees and their organizations. A substantial portion of this literature has focused on identifying the antecedents of job embeddedness, including leadership styles (Faraz et al., 2023; Nivedhitha and Vilma, 2025), organizational justice (Mehmood et al., 2023), and high-performance work practices (Kiazad et al., 2024). However, the consequences of job embeddedness should not be underestimated. A large body of literature on job embeddedness suggests that highly embedded employees in their organization or job tend to exhibit a range of favorable attitudinal and behavioral outcomes (Bai et al., 2024; Ampofo et al., 2022b). Particularly in the current digital era, the burgeoning gig economy and the prevalence of remote work have reshaped the dynamics between individuals and organizations, freeing individuals from traditional employment constraints (Duggan et al., 2023). As a result, job embeddedness now interacts with new employment models in more complex ways, potentially leading to novel research results (Lin et al., 2025). Given its broad impacts on employee outcomes, it is unsurprising that job embeddedness has become a hot topic in the fields of human resource management and organizational behavior.
Despite the significant development of research on job embeddedness, a comprehensive understanding of its associations with various outcomes remains unclear, as empirical findings reveal varying effect sizes and occasional conflicting results. For instance, while many studies report a significant positive relationship between job embeddedness and creative performance (e.g., Cheewaprapanan and Punyasiri, 2024), others have found no significant association (e.g., Eslamlou et al., 2021). Similarly, Ng and Feldman (2009) identified a positive relationship between occupational embeddedness and task performance, while recent research does not support this proposition (e.g., Kiazad et al., 2024). Conflicting findings also exist for the association between job embeddedness and human capital development, which is positive in some studies (e.g., Kiazad et al., 2020), but is negative in other studies (e.g., Lee and Huang, 2019). Thus, there is a pressing need for a meta-analysis of the nomological network of constructs related to job embeddedness to resolve these controversies and expand our knowledge.
To our knowledge, the existing meta-analyses have provided insights into the effects of job embeddedness (e.g., Jiang et al., 2012b; Oyler, 2014; Setthakorn et al., 2024; Vashisht et al., 2022; Wang et al., 2024), while their reviews exhibit several limitations in terms of theoretical scope and analytical techniques. First, previous meta-analyses have primarily focused on a limited number of work-related outcomes (e.g., turnover and performance), overlooking other important domains, such as work-family dynamics and employee well-being. Moreover, there is a need for a more granular examination of different types of embeddedness, particularly by differentiating between on-the-job, off-the-job, and occupational embeddedness, which have not been adequately investigated in existing research. Second, the number of studies included in existing meta-analyses has been relatively limited. For example, Jiang et al. (2012b) synthesized findings from 52 articles with 65 independent samples (N = 42,907). Recent meta-analysis by Wang et al. (2024) included only 47 studies (N = 15,742). Given that empirical work on job embeddedness has increased in the past several years, now is a timely opportunity to incorporate a broader and more up-to-date sample base to enhance the generalizability and statistical power of meta-analytic findings. Third, most existing meta-analyses have focused on bivariate relationships between job embeddedness and outcomes, without delving into the underlying mechanisms. Although Jiang et al. (2012b) offered some preliminary insights into possible mediators, no comprehensive meta-analytic study to date has systematically investigated the influential mechanisms through which job embeddedness impacts both work and non-work outcomes. 
[bookmark: OLE_LINK12][bookmark: OLE_LINK13][bookmark: _Hlk204935800]Furthermore, the variability in the influence of job embeddedness across studies suggests the presence of potential moderators, such as contextual factors or sample attributes. The rationale for selecting these moderators is multifaceted. First, as a significant contextual factor, national culture might explain the relationship between job embeddedness and its outcomes (Rafiq et al., 2022; Setthakorn et al., 2024; Zhang et al., 2012). Job embeddedness, as a construct rooted in individuals’ perceptions of links, fit, and sacrifice within a specific social and organizational context, is inherently sensitive to cultural interpretations and value systems. As Ramesh and Gelfand (2010) suggested, differences in cultural context shape individuals’ subjective perceptions of job embeddedness, thereby complicating its impact on outcomes. Supporting this perspective, Sender et al. (2018) found that the relationship between job embeddedness and turnover differed significantly between the China and Switzerland samples. Scholars have called for investigation of the effects of job embeddedness across diverse cultural backgrounds (Zhang et al., 2012); however, the influence of national culture has been discussed in only a few studies at the individual level and has primarily focused on its moderating role in the link between job embeddedness and turnover (e.g., Williamson and Holmes IV, 2015). As a result, our understanding of how cultural factors shape the relationship between job embeddedness and a wide range of outcomes remains limited. Second, demographic factors (e.g., age, gender, and tenure) have been shown to systematically influence employees’ perceptions, attitudes, and behaviors in organizational contexts (Dadaboyev et al., 2024; Shirom et al., 2008), and empirical evidence suggests that such characteristics may alter the effects of job embeddedness (Lev and Koslowsky, 2012). However, an integrated understanding of how these demographic factors moderate the impact of job embeddedness remains underexplored. Third, given the potential variations at the sample level across studies (Shen et al., 2025), it is urgent to investigate the moderating effect of methodological approach to better understand the temporal effect. 
Additionally, the mechanisms underlying the relationship between job embeddedness and its outcomes remain insufficiently understood. The dominant resource perspective offers a valuable lens for explaining why job embeddedness affects its related outcomes. The resource gain perspective argues that job embeddedness constitutes a valuable resource (Hobfoll, 2001), which enhances employees’ sense of belonging and stability, facilitates the accumulation of further psychological resources, thereby fostering the development of positive attitudes and ultimately improving their performance and behaviors (Singh et al., 2021). In job embeddedness research, job satisfaction is the most studied attitudinal variable, underlying that job embeddedness can accumulate more intrinsic psychological resources (e.g., Harris et al., 2011; Ampofo et al., 2022a). While the quantity of research is limited, existing research has supported the mediating role of job satisfaction between job embeddedness and job performance (Yu et al., 2020). In addition, the resource loss perspective emphasizes that loss of resources is an important element in the stress process (Hobfoll, 2001). Employees embedded in their organization and community accumulate contextual and relational resources that help buffer against resource depletion, thereby reducing job stress and improving employee well-being and work-family relationships. Empirical findings support the lens. For example, Cheng and Chang (2016) showed that job embeddedness is negatively associated with job stress. While two resource perspectives provide meaningful insights, limited empirical work has tested both explanations simultaneously, resulting in an incomplete understanding of the mediating mechanisms through which job embeddedness exerts its influence.
This study, grounded in Hobfoll’s (1989) conservation of resources (COR) theory, conducts a comprehensive literature review of job embeddedness. COR theory is appropriate for this study as it emphasizes how individuals strive to acquire, retain, and protect valuable resources, aligning with job embeddedness as a key resource influencing employee retention and performance. Previous job embeddedness research has successfully applied COR theory to explore how embeddedness impacts employee behavior and well-being (Singh et al., 2021). Moreover, the dual perspectives of resource gain and resource loss provide a valuable framework for understanding the mechanisms through which job embeddedness exerts its influence. Using meta-analytic techniques, we synthesize findings on the outcomes of job embeddedness. 
Following recent meta-analyses examining the impact on individuals and aligning with the existing job embeddedness literature (Guo et al., 2024), we categorized outcomes into work outcomes, family and well-being outcomes. These outcomes were discussed within a theoretical framework as essential components of the nomological network of job embeddedness. By doing so, we aim to elucidate the true effect size of the association between three types of embeddedness and outcome variables. Second, echoing the call for further exploration of potential moderators (Holtom et al., 2008), we investigated whether national culture, demographic characteristics, and research design moderate the relationship between job embeddedness and its outcomes. Our focus on individualism and long-term orientation, rather than other cultural dimensions, is based on the perspective that individualism affects the perception of the relationship between individuals and organizations, and an individual’s long-term commitment aligns with cultural long-term orientation. These two dimensions, individualism and long-term orientation, are unique compared to other dimensions, enabling a more effective explanation of cross-study variations in the impact of job embeddedness on outcomes. As Hofstede and Hofstede (2004) argued in their cultural research, China and the United States exhibit substantial cultural differences in both individualism and long-term orientation. Finally, based on the perspective of resource gain and loss of COR theory, we further investigate the mediating effect of on-the-job and off-the-job embeddedness on related outcomes via job satisfaction and job stress. Accordingly, this study addresses the following several crucial research questions: What impact do on-the-job, off-the-job, and occupational embeddedness have on related outcomes? How do culture, demographics, and research design moderate the different relationships? How do on-the-job and off-the-job embeddedness influence work and non-work outcomes via job satisfaction and job stress?
[bookmark: OLE_LINK24]Our research makes several significant contributions. First, our study develops a comprehensive and integrative theoretical framework that incorporates a broad range of employee outcomes associated with job embeddedness (see Figure 1). In contrast to prior meta-analyses that primarily focused on work outcomes (Jiang et al., 2012b; Setthakorn et al., 2024; Vashisht et al., 2022; Wang et al., 2024), our study on the job embeddedness-outcome relationship across different aspects – work, well-being, and family-related variables, offers a novel perspective that distinguishes our work from existing literature. As a comprehensive and inclusive meta-analysis, this study helps address inconsistencies or conflicting findings in the literature and clarify the nature and strength of the associations between job embeddedness and its various outcomes. Second, our meta-analysis distinguishes itself by considering multiple embeddedness categorizations. For example, Vashisht et al. (2022) only treated job embeddedness as a unidimensional construct to examine its effect on work performance. We present a more exhaustive categorization of embeddedness, which distinguishes between on-the-job and off-the-job embeddedness and incorporates the often-overlooked categorization of occupational embeddedness. This work offers a more nuanced understanding of the unique relationship between different forms of embeddedness and their associated outcomes. Third, addressing calls in the literature for greater attention to boundary conditions (Zhang et al., 2012), we investigate the moderating role of national culture, demographic characteristics, and research design on the relationships between job embeddedness and its associated outcomes, providing valuable insights as to how contextual factors affect reactions to job embeddedness. Finally, this meta-analytic work identifies mediating mechanisms, investigating the resource gain (i.e., job satisfaction) and resource loss (i.e., job stress) perspectives as explanations for the impacts of job embeddedness on its relevant outcomes. This study, therefore, not only extends the application of COR theory in job embeddedness literature but also provides a comprehensive theoretical understanding of how job embeddedness exerts its effects.
---INSERT FIGURE 1 HERE---
Theory and hypotheses
[bookmark: OLE_LINK10]The conceptualization of job embeddedness
[bookmark: OLE_LINK28][bookmark: OLE_LINK29][bookmark: OLE_LINK27]Job embeddedness is defined as “a net or a web in which an individual can become stuck” (Mitchell et al., 2001), which was classified into two sub-dimensions of organizational embeddedness and community embeddedness depending upon whether the impact occurs on-the-job or off-the-job. Further, each of these two dimensions is categorized into three components, namely fit, link, and sacrifice (Mitchell et al., 2001). As a pivotal construct that significantly influences decisions pertaining to employee retention, job embeddedness has been important in prognosticating various outcomes related to both work and non-work domains, such as satisfaction, performance, and work-family balance. Additionally, recent theoretical developments have highlighted the construct of occupational embeddedness to help understand occupational changes of individuals. Occupational embeddedness, proposed from Mitchell’s embeddedness perspective, refers to “the totality of forces that keep people in their current occupations” (Ng and Feldman, 2007), which demonstrated unique variance in explaining employees’ job behaviors. Thus, it is essential to explore the unique effects of occupational embeddedness, which should help enrich and supplement the job embeddedness model.
The COR theory
[bookmark: OLE_LINK30]The COR theory provides a robust theoretical foundation for understanding how job embeddedness influences employees’ outcomes. According to the COR theory, individuals possess a certain number of valued resources and strive to acquire, protect, and retain those resources that they value (Hobfoll, 1989). Resources refer to “anything perceived by the individual to help accomplish his/her goals or satisfy needs” (Halbesleben et al., 2014). The COR theory proposes that individuals aim to conserve their resources and acquire additional resources to meet demands (e.g., caring family), achieve goals (e.g., promotion), or protect against future losses (e.g., unemployment) (Hobfoll, 2001). As such, embedded employees may be inclined to stay and retain valuable resources, as resource loss can lead to a poor experience for employees. Further, job embeddedness is expected to promote positive work attitudes and behavioral outcomes because the valued resources (e.g., instrumental resources) can satisfy employees’ work demands and further acquire additional resources. 
[bookmark: OLE_LINK31]The COR theory argues that resources from one domain can compensate for resource loss in another domain (Kiazad et al., 2015). In a state of resource abundance, job embeddedness fosters strong social ties, which can be utilized to counterbalance the negative well-being outcomes such as emotional exhaustion and job stress. Additionally, the COR theory also highlights the role of context in influencing the resource fluctuation of individuals (Halbesleben et al., 2014). Halbesleben et al. (2014) posited that culture can send individual signals about how valuable resources are, therefore influencing individuals’ reactive change. In the following part, we discuss the effect of job embeddedness on multiple outcomes based on an overview of COR theory, and then elaborate on the potential moderating effects.
Job embeddedness and work outcomes
[bookmark: OLE_LINK3]Job attitudes. Substantial attention is paid to investigating job embeddedness within the realm of business and management literature, which explores the relationships between on-the-job and off-the-job embeddedness and employees’ job-related attitudes. The effectiveness of job embeddedness has been discussed from the COR perspective, which posits that abundant resources may serve as a catalyst for transformative shifts in employees’ attitudes (Zhang et al., 2019). Specifically, job embeddedness is considered a valuable work resource that may help employees meet work domain demands. According to COR theory, individuals with high levels of embeddedness in their current organization are inclined to invest more temporal and cognitive resources (Hobfoll et al., 2018), thereby reporting heightened job satisfaction, work engagement, organizational identification, and decreased turnover intention. Additionally, resources obtained from community embeddedness are likely to be reinvested in the work domain to benefit employees’ attitudes. 
[bookmark: OLE_LINK1]Moreover, the psychological attitudes of employees encompass “psychological bonds”, which are intricate connections that tether individuals to their present organization. As a manifestation of an individual’s assimilation into the organization, job embeddedness may foster positive attitudes of commitment and trust toward the organization. In support of such an assertion, Mitchell et al. (2001) posited that an employee's level of embedding within an organization reflects favorable affective stances toward their organization. Obeng et al. (2024) also confirmed that community embeddedness influences employees’ turnover intention. Building upon these foundations, we propose that both on-the-job and off-the-job embeddedness significantly impact several positive attitudinal variables, including job satisfaction, organizational commitment, organizational identification, work engagement, and trust in the workplace.
H1: (1) On-the-job and (2) off-the-job embeddedness are positively related to job satisfaction (H1a), organizational commitment (H1b), organizational identification (H1c), work engagement (H1d), workplace trust (H1e), and negatively related to turnover intention (H1f).
[bookmark: OLE_LINK5][bookmark: OLE_LINK22]Job behaviors. In addition to its influence on job-related attitudes, research on on-the-job and off-the-job embeddedness has paid attention to employees’ behavioral outcomes. We anticipate that these two types of embeddedness can strengthen positive work behaviors among employees. This inclination stems from the advantageous alignment of specialized knowledge, skills, and abilities possessed by embedded employees, which are tailored to meet specific job and organizational demands (Holtom et al., 2006). This alignment contributes to efficiently dealing with work-related problems. Moreover, scholars argue that highly embedded employees tend to concern that low level of performance may endanger their job status and employment prospects (Lee et al., 2004), which in turn will propels individuals to exhibit elevated job performance and creative performance and display prosocial organizational citizenship behaviors (OCB) and voice behavior to maintain their enduring embeddedness (Liao et al., 2023).
Further, building upon the COR theory, employees with abundant resources in non-work domains may invest those resources in work domains as needed (Hobfoll, 1989). As a result, employees with high levels of community embeddedness may express enhanced positive performance outcomes. For instance, employees embedded in their communities can build robust support networks (e.g., childcare support), allowing employees more time and energy to participate in work duties and promote performance outcomes. In support of these assertions, Wheeler et al. (2012) found that organizational and community embeddedness are positively related to employees’ job performance. Therefore, we propose the following hypotheses:
H2: (1) On-the-job and (2) off-the-job embeddedness are positively related to job performance (H2a), creative performance (H2b), OCB (H2c), and voice behavior (H2d).
Additionally, existing research has focused on the linkage between on-the-job embeddedness and social capital behavior and human capital behavior. Social capital behaviors involve activities aimed at building interpersonal relationships and social bonds with others that foster their career development (Coleman, 1990), encompassing internal and external social capital behavior. A heightened level of job embeddedness often signifies job security and stability in one’s employment. It enables deeply embedded employees within their organization to cultivate richer social network connections to achieve their career progression and aspirational objectives. In addition, human capital consists of the cumulative knowledge, skills, and experience that contribute to an individual’s work productivity and career success (Becker, 1964). We propose that on-the-job embeddedness may motivate employees to acquire more human capital, as these non-transferable technical abilities can help employees effectively surmount challenging job tasks. Furthermore, for employees expressing intentions of maintaining enduring affiliations with their organizations, the building of skills may become a safeguard to ensure their sustained employment. Research has indeed shown that organizational embeddedness is positively associated with human capital behavior (Kiazad et al., 2020). In light of these considerations, we posit the following hypotheses:
H3: On-the-job embeddedness is positively related to social capital behavior (H3a) and human capital behavior (H3b).
[bookmark: OLE_LINK4][bookmark: OLE_LINK15]Previous studies have examined the relationship between job embeddedness and adverse behavioral outcomes and found that on-the-job and off-the-job embeddedness are inversely linked to employees’ workplace deviant behaviors, job search behavior, and voluntary turnover (Darrat et al., 2017). Specifically, the meaningful social bonds between individuals and an organization or community can motivate advancing these associations, thereby potentially mitigating defensive job conduct. Consequently, highly embedded employees are more likely to perceive a heightened sense of social affinity, which contributes to diminished tendencies toward antisocial work behaviors and a reduced inclination for seeking alternative employment. In a similar vein, Holtom et al. (2012) found the negative effects of job embeddedness on job search behavior and counterproductive work behaviors from the perspective of social bonding. Moreover, based on the COR theory, employees highly embedded in an organization or community may possess more time and energy to engage in additional work-related training, further restraining employees’ negative job behaviors such as workplace deviant behaviors, job search behavior, work withdrawal behavior, and voluntary turnover. Thus, we hypothesize as follows:
H4: (1) On-the-job and (2) off-the-job embeddedness are negatively related to workplace deviant behaviors (H4a), job search behavior (H4b), work withdrawal behavior (H4c), and voluntary turnover (H4d).
Health-related and family outcomes of job embeddedness
Well-being and stress. Job embeddedness has increasingly been recognized as an important predictor of employees’ workplace well-being (Nunes and Rodrigues, 2024). We expect that on-the-job and off-the-job embeddedness can enhance employees’ life satisfaction and benefit their psychological and physical well-being. Based on the COR theory, heightened job embeddedness is postulated to enhance an employee’s capacity to acquire supplementary resources, mitigating resource depletion (Hobfoll et al., 2018). This potential resource gain is anticipated to directly benefit employees’ life satisfaction and psychological well-being. In addition, extensively embedded employees tend to manifest a stronger sense of identification through building robust social bonds with the organization and community, contributing to positive moods and satisfaction with life among employees. This assertion aligns with established research illustrating that the association and match between employees and their current organization can elicit feelings of pleasure in life (Ampofo et al., 2017). Regarding physical well-being, employees deeply embedded in their organization or community may perceive the work environment as supportive and secure. This constructive perception may be anticipated to contribute to better physical well-being, including improved sleep quality and other health-related indicators. In light of these discussions, we propose the following hypotheses:
[bookmark: OLE_LINK16]H5: (1) On-the-job and (2) off-the-job embeddedness are positively related to life satisfaction (H5a), psychological well-being (H5b), and physical well-being (H5c).
[bookmark: OLE_LINK33]In addition, job embeddedness is likely to diminish employees’ unfavorable well-being, including job stress and emotional exhaustion. Specifically, scholars have postulated that loss of resources stands as a pivotal predictor of intrinsic motivation, particularly in dealing with the effects of negative attitudes (Hobfoll, 2001). A higher degree of organizational or community embeddedness correlates with an enhanced capacity to accumulate resources for effectively managing potential work-related demands and stressful workplace environments. This accumulation of resources, in turn, augments stress alleviation and fosters emotional fortitude (Cheng and Chang, 2016). In addition, job embeddedness nurtures a sense of belonging and engenders positive emotions by facilitating robust connections and attachments to one’s community and the organization, acting as a counterbalance to the draining effects of exhaustion and stress. This sense of connectivity mitigates the likelihood of employees experiencing job stress and emotional exhaustion. Therefore, we proposed the following hypotheses:
H6: (1) On-the-job and (2) off-the-job embeddedness are negatively related to job stress (H6a) and emotional exhaustion (H6b).
[bookmark: OLE_LINK2]Work-family. In terms of influential outcomes within the family domain, extant research has primarily investigated work-family conflict and work-life balance. Drawing from the perspective of resource conservation, organizational embeddedness as a resource can satisfy work-related demands, potentially reducing the occupation of resources outside of work. This, in turn, contributes to the effective boundary management between work and family domains, resulting in diminished conflicts and improved balance between these roles (Ng and Feldman, 2012). Further, as individuals become more embedded in the organization and their job, their capabilities and perceptions may become more aligned with organizational demands and development objectives, which will facilitate role transitions between work and family spheres. As a result, employees experience reduced levels of work-family conflict, ultimately promoting a healthier balance between work and family roles. 
In addition, the COR theory suggests that increased community embeddedness may reduce work-family conflict and balance work-family relationships by lowering family demands. For instance, highly embedded employees in the community can access additional resources that enhance their effectiveness in family roles. Consequently, the reduction in family demands may help mitigate work-family conflict and promote a better work-life balance. Taken together, we propose the following hypotheses:
[bookmark: OLE_LINK17]H7: (1) On-the-job and (2) off-the-job embeddedness are negatively related to work-family conflict (H7a), whereas it is positively related to work-life balance (H7b).
Occupational embeddedness and job outcomes
Just as employees can become embedded in their jobs and organizations, they can become embedded in their current occupations to obtain better professional achievement and long-term career development.  Occupational embeddedness refers to the totality of forces that retain individuals in their present occupations, which comprises three facets: links, fit, and sacrifices (Feldman and Ng, 2007). Unlike job and organization embeddedness, occupational embeddedness is not restricted to a particular job and organizational context but reflects a broader connection to one's chosen occupation (Feldman and Ng, 2007). We expect that occupational embeddedness positively influences employees’ job satisfaction and job performance, while negatively predicting their turnover intention. Drawing on COR theory (Hobfoll, 1989), individuals who are highly embedded in their occupations may acquire and retain more valuable resources – such as professional networks and occupation-specific skills, which benefit their capacity to meet work demands and thus contribute to favorable attitudes and performance. As recent research on person-occupation fit suggests, individuals whose values and skills align with the requirements of an occupation may experience more sustainable careers (Kilic and Kitapci, 2024). Furthermore, from the perspective of social identity (Stryker and Burke, 2000), individuals highly embedded in their occupation are more likely to strengthen their identification with their occupational group to gain a sense of career belonging, thereby performing better at work. In addition, high occupational embeddedness may inhibit turnover intention, as leaving the current occupation may entail significant losses, such as diminished professional reputation and the underutilization of occupation-specific skills. This assertion aligns with empirical findings that occupational embeddedness was negatively associated with turnover intention (Yang et al., 2019). Therefore, we proposed the following hypotheses:
H8: Occupational embeddedness is positively related to job satisfaction (H8a) and job performance (H8b), whereas it is negatively related to turnover intention (H8c).
Moderating effects of national culture
[bookmark: OLE_LINK6]National culture symbolizes the value orientation inherent to a particular group, giving rise to the insights that individuals within distinct cultural contexts may exhibit different cognitive frameworks and behavioral responses regarding job embeddedness. Therefore, culture has emerged as a significant topic in current job embeddedness literature (Chen and Ayoun, 2022). Based on an extensive study of 117,000 IBM employees across 50 countries from 1967 to 1973, Hofstede (2001) classified national culture along five dimensions: power distance, individualism, uncertainty avoidance, masculinity, and long-term orientation. Indeed, existing meta-analytic research has discussed the influence of cultural factors on the relationship between job embeddedness and turnover outcomes (e.g., Jiang et al., 2012b). Among the dimensions of culture, our study focuses on the critical cultural dimensions of individualism and long-term orientation, aiming to determine whether the relationships between job embeddedness and its outcomes vary across national cultural contexts. Individualism pertains to the perception of the relationship between individuals and organizations, while an individual’s long-term commitment aligns with cultural long-term orientation (Hofstede, 2001).
[bookmark: OLE_LINK7]Individualism refers to a looser social framework in interpersonal relationships, where individuals prioritize their personal achievements and immediate family members. In contrast, collectivism emphasizes a tight social framework, with individuals focusing on collective interests (Hofstede, 1984). We expect that the effects of job embeddedness will be stronger in cultures characterized by lower levels of individualism. Compared to individualistic cultures, employees in collectivistic cultures may more easily perceive belongingness and the meaningfulness of embeddedness toward their organization and job. This heightened perception can, in turn, serve as a catalyst, motivating employees to nurture and develop closer social associations with others. As a result, in such cultures, employees are more inclined to exhibit positive outcomes and fewer negative outcomes.
Long-term orientation refers to the extent to which a culture attaches importance to the pursuit of long-term goals and future advancement (Hofstede, 1984). We predict that in cultures characterized by high levels of long-term orientation, the influence of job embeddedness on its outcomes will be stronger. Specifically, cultures with a high long-term orientation encourage individuals to focus on future development and long-term goals. In such cultural contexts, employees exhibit a high degree of acceptance of material demands and delayed emotional rewards, and thus tend to devote more time and energy to current work to pursue future career development. Moreover, employees in a long-term orientation culture may develop a sense of job security and embeddedness, nurturing the belief that with steady career advancement, challenges encountered in work and life can ultimately be effectively resolved. Therefore, employees tend to demonstrate positive attitudes, behaviors, and well-being outcomes. Therefore, we put forward the following hypothesis:
H9: National culture will moderate the relationship between job embeddedness and its consequences, such that the relationship between job embeddedness and its consequences will be stronger for employees in low levels of individualism or high levels of long-term orientation. 
Moderating effects of demographic characteristics and research design
[bookmark: OLE_LINK34]Demographics may play a crucial role in explaining the inconsistent findings regarding the influential effects of job embeddedness. Existing empirical studies provided evidence supporting the moderating effect of demographic variables (Stewart and Wiener, 2021). Given that employees’ age, tenure, and married status have received extensive attention in job embeddedness literature, we selected them as moderators in our meta-analysis.
Regarding age, it is noteworthy that employees at different ages may view job embeddedness differently. Employees in the early stages of their career may recognize the significance of job embeddedness by paying particular attention to future career development. As a result, younger employees may exhibit a more positive reaction to job embeddedness than older employees. In addition, longer tenure in an organization or in a particular position may lead to career stagnation or burnout, and thus less motivation to excel in their position. Thus, tenure may weaken the relationship between job embeddedness and its consequences (Wang et al., 2024). With respect to married status, compared to unmarried employees, married employees contend with greater family responsibilities, such as caregiving for family members and domestic duties (Ford et al., 2007). These additional obligations may necessitate a more substantial allocation of personal resources to meet family demands, which could consequently impact their current work status. Therefore, we argue that the relationship between job embeddedness and its consequences will be stronger for unmarried employees than for married employees. Therefore, we propose the following hypothesis:
H10: The demographic variables of age, tenure, and married status will moderate the relationship between job embeddedness and its consequences.
[bookmark: OLE_LINK35]The research design involving time lags is frequently discussed by methodological researchers (Podsakoff et al., 2012), which may moderate the relationship between job embeddedness and its associated outcomes. Specifically, considering the convenience of data collection, studies where all variables are measured simultaneously are more extensive in the job embeddedness literature. However, this research design carries the risk of common methods bias, leading to an inflation of correlation coefficients among variables, thereby compromising the accuracy and credibility of data results. In contrast, studies that adopt a design where job embeddedness and its outcomes were measured at different time points can establish temporal sequences and explore potential causal relationships. Thus, we propose the following hypothesis:
H11: The research design (time lags) will moderate the relationship between job embeddedness and its consequences.
Meditating effects of job satisfaction and job stress
Although investigating the bivariate relationships between job embeddedness and work and nonwork outcomes contributes to understanding the effects of job embeddedness, it does not clarify the underlying mechanism between variables. Therefore, we further investigate how on-the-job and off-the-job embeddedness influence employee outcomes from the dual perspective of resource gain and resource loss. Drawing on the approach of MASEM, we constructed a pooled correlation matrix of relevant variables to examine the mediation model.
Based on the perspective of the resource gain spiral of COR theory, job embeddedness can be viewed as a crucial resource reservoir (Hobfoll et al., 2018), which can enhance the sense of belonging and stability of employees by strengthening the fit and link between individuals and organizations or the community. The accumulation of such resources can trigger subsequent resource acquisition (Hobfoll, 2001) and foster employees' positive psychological attitudes and behavioral outcomes. Thus, we argue that job satisfaction mediates the effects of on-the-job and off-the-job embeddedness on job performance and OCB. In this study, we select job satisfaction as the mediator. First, positive work attitudes reflect individuals’ affective and cognitive responses to accumulated resources, which indicate resource sufficiency (Hobfoll et al., 2018). Job satisfaction, as a representative attitudinal construct (Zhang et al., 2022), captures the psychological benefits associated with resource-rich work environments. Second, within the field of management and organizational behavior, job satisfaction is one of the most extensively studied attitudinal constructs. Supporting this, Judge et al. (2017) found that job satisfaction is the most focused attitudinal construct by analyzing the percentage of entries in the PsycINFO database. Third, in job embeddedness literature, job satisfaction is also the most investigated positive attitudinal variable. As can be seen in the meta-analysis results, the total k of bivariate relationships between job embeddedness and job satisfaction (k = 79) exceeds that of any other positive attitudinal variables. Social exchange theory (SET) offers valuable insights to explain the mediating role of job satisfaction. According to SET, individuals develop reciprocal relationships with their organizations based on perceived support, fairness, and investment (Cropanzano and Mitchell, 2005). High levels of job embeddedness reflect a strong relational bond between employees and their organization or community. This fosters a sense of psychological attachment and enhances job satisfaction, which in turn motivates employees to reciprocate with higher performance and OCB (Yu et al., 2020). Thus, we propose the following hypotheses:
H12:  Job satisfaction mediates the effects of on-the-job (1) and off-the-job embeddedness (2) on job performance (H12a) and OCB (H12b).
Additionally, the perspective of the resource loss spiral provides another explanatory mechanism in job embeddedness research. According to COR theory, individuals who lack sufficient resources are more vulnerable to experiencing stress, which can trigger a downward spiral of further resource depletion (Hobfoll, 2001; Hobfoll et al., 2018). Such resource depletion is closely associated with stress-related symptoms, such as negative emotions and impaired health symptoms (Duffy et al., 2002).  Building on this perspective, we propose that job stress mediates the effects of on-the-job and off-the-job embeddedness on employees’ well-being and work-family conflict. Drawing on the Job Demands–Resources (JD-R) model (Bakker and Demerouti, 2007), high levels of embeddedness provide employees with relational and contextual resources (e.g., support and stability) through conducting strong connections to the organization and community, which can buffer the impact of work demands and prevent the further depletion of resources, thereby reducing perceived job stress (Cheng and Chang, 2016). Reduced job stress, in turn, may improve employees’ well-being through protecting personal resources (Maddock, 2024). Regarding work-family conflict, when employees experience less stress from job embeddedness, they can better conserve the time and energy for family responsibilities, thereby reducing work-family conflict (Abdou et al., 2024). Thus, we propose the following hypotheses:
H13:  Job stress mediates the effects of on-the-job (1) and off-the-job embeddedness (2) on well-being (H13a) and work-family conflict (H13b).
Method
Literature search strategy
[bookmark: OLE_LINK20]To obtain existing empirical studies on the effect of job embeddedness, we adopted the following steps to search the target literature. First, we searched the keywords “job embeddedness” or “organizational embeddedness” or “community embeddedness” or “family embeddedness” or “work embeddedness” or “on-the-job embeddedness” or “off-the-job embeddedness” or “career embeddedness” or “occupational embeddedness” in the prominent datasets, including Web of Science (SSCI), EBSCO, ABI/INFORM, ERIC, PsycINFO, Google Scholar, and Scopus. These databases have been widely recognized in previous meta-analysis reviews (Zhang et al., 2021). Second, to prevent the omission of pivotal literature, we manually checked the reference sections of qualitative and quantitative studies that deliberated on job embeddedness. Third, following the practice of the previous review (Cao et al., 2023), we conducted a manual exploration within top-tier journals such as Journal of Applied Psychology, Human Resource Management, Human Relations, Journal of Management, and Academy of Management Journal. 
To avoid potential publication bias, we searched for unpublished studies related to job embeddedness, such as conference papers, book chapters, and dissertations in ProQuest, Digital Dissertations, and Web of Science databases. In addition, we proactively disseminated information about our meta-analysis within scholarly circles to procure any pertinent working papers on job embeddedness.
Inclusion and exclusion criteria
Our study exclusively considered literature that fulfills the following four criteria. First, the research must encompass the key variables of job embeddedness, such as “organizational embeddedness”, “community embeddedness”, “family embeddedness”, “work embeddedness”, “on-the-job embeddedness”, “off-the-job embeddedness”, “career embeddedness”, and “occupational embeddedness”. Second, the assessment of job embeddedness in the research must be grounded in empirical methodologies. Third, the empirical study must incorporate at least one set of bivariate relationships between job embeddedness and outcome variables. Fourth, the studies must provide explicit reporting of sample sizes along with correlation coefficients pertaining to the relationship between job embeddedness and its outcomes. In addition, in cases where studies incorporate multiple samples, each independent sample has been included in our study. Adhering to these criteria, our meta-analysis encompasses 272 studies derived from 250 articles, amounting to a total sample size of N=111,592. The detailed selection process of included studies is shown in Figure 2.
---INSERT FIGURE 2 HERE---
Coding procedure
To ensure the rigor of the coded information, we conducted a specific coding scheme prior to commencing the actual coding process. For each study, all essential information was extracted in accordance with this coding scheme, including (a) foundational information of literature (i.e., authors, publication years and title), (b) simple size, (c) correlation coefficients between job embeddedness and its corresponding outcomes, (d) the coefficient alpha reliability of each variable, (e) the country of the sample and (f) demographic data. Upon the completion of the coding task, a random 30% of the samples were chosen for a validation check to ensure accuracy. In instances where information was not unequivocally coded, researchers engaged in collaborative discussions to reach a consensus on the final coding.
Regarding the job embeddedness measure, we utilized scales developed by Mitchell and Lee and their colleagues to code on-the-job and off-the-job embeddedness (Lee et al., 2004; Mitchell et al., 2001). Moving forward, recognizing different naming methods for the same construct, we standardized these variables and divided the outcome variables of job embeddedness into different categories in accordance with our research framework. For instance, the variable of turnover intention included terms such as “intention to quit”, “quit intention”, and “intent to turnover”, all of which were amalgamated under the single term “turnover intention”. In addition, for outcome variables with multiple dimensions, following the practice of the previous meta-analysis review (Zhang et al., 2018), we computed composite scores of correlation coefficients based on the method of Hunter and Schmidt (2004). For example, the variable of organizational commitment includes sub-dimensions such as affective commitment, continuance commitment, and normative commitment; the composite score of correlation between job embeddedness and organizational commitment was computed. To enhance the reliability of results, we also integrated different variables with similar meaning into a general variable to expand the overall sample size.
Analysis
[bookmark: OLE_LINK9]Following the recommendation of Hunter and Schmidt (2004), we employed the psychometric random-effects meta-analysis method to test the main effects of job embeddedness, addressing Hypotheses 1 to 8. The random-effect method, acknowledged for its capacity to mitigate the influence of potential artifacts such as measurement error, is widely used in empirical research within the psychometric domain. Further, we computed a composite for the subdimension reliability of each variable using the established formula of Hunter and Schmidt (2004). We reported several important indices, including the number of studies contributing to meta-analysis (k), sample size (N), mean observed correlation (r), observed standard deviation of r (SDr), and residual standard deviation of r (SDres). In addition, a 95% confidence interval (CI) was computed to provide evidence for the significance of hypothesis testing. Finally, our study also calculated the 80% credibility interval (CR) to assess the potential heterogeneity of effect size across various studies.
[bookmark: OLE_LINK32]In addition, we used random meta-regression to test the moderating effect of national culture and demographic characteristics (i.e., Hypotheses 9 to 10). Notably, considering that large effect sizes contribute significantly to more robust meta-analysis results, our study employed a conceptual broadening of the outcome variable to examine the moderating effect between overall job embeddedness and outcome variables (e.g., Jiang et al., 2012a). Regarding national culture, two dimensions of individualism and long-term orientation were measured based on the data from the World Values Survey conducted by Geert Hofstede (http://geert-hofstede.com/china.html). As for demographic characteristics, we incorporated the average age, mean tenure, and percentage of married employees as continuous variables for moderation analysis. Finally, for Hypothesis 11, we adopted the method of subgroup analysis to test the moderating effect of the research design (Borenstein et al., 2021).
Finally, we employed MASEM to examine the mediating effects of job satisfaction and job stress on the relationships between both on-the-job and off-the-job embeddedness and its associated outcomes (Viswesvaran and Ones, 1995). MASEM allows for the simultaneous testing of multiple mediators and outcomes within a unified framework and produces more precise and comprehensive estimates of indirect effects (Viswesvaran and Ones, 1995). To test Hypotheses 12 and 13, we first constructed a meta-analytic correlation matrix by coding each bivariate relationship from the existing meta-analysis literature. Subsequently, we used Mplus to examine the path coefficients and mediating effects of the proposed model.
Results
Main effects of job embeddedness
Based on Hypothesis 1, the relationships between job embeddedness and job-related attitudes were examined. As represented in Table 1, both on-the-job and off-the-job embeddedness were positively related to job satisfaction (ONJE, r = 0.56; OFFJE, r = 0.24), organizational commitment (ONJE, r = 0.49; OFFJE, r = 0.21), organizational identification (ONJE, r = 0.70; OFFJE, r = 0.36), work engagement (ONJE, r = 0.34),  workplace trust (ONJE, r = 0.38; OFFJE, r = 0.20), and negatively related to turnover intention (ONJE, r = -0.38; OFFJE, r = -0.22). All 95% confidence intervals excluded 0. Thus, Hypothesis 1 was supported.
Hypothesis 2 argued that job embeddedness was related to employees’ job-related behavioral outcomes. Results showed that on-the-job and off-the-job embeddedness were positively associated with job performance (ONJE, r = 0.23; OFFJE, r = 0.16), creative performance (ONJE, r = 0.33; OFFJE, r = 0.13), OCB (ONJE, r = 0.29; OFFJE, r = 0.15), and voice behavior (ONJE, r = 0.38). All 95% confidence intervals excluded 0. Therefore, Hypothesis 2 was supported.
Hypothesis 3 proposed that on-the-job embeddedness was positively related to human capital behavior and social capital behavior. As indicated in Table 1, the relationship between on-the-job embeddedness and social capital behavior was positive and significant (r = 0.25). However, the relationship between on-the-job embeddedness and human capital behavior was not significant (r = 0.10). Thus, Hypothesis 3 was partially supported.
Hypothesis 4 proposed that on-the-job and off-the-job embeddedness were related to negative job-related behavioral outcomes. As shown in Table 1, on-the-job and off-the-job embeddedness were negatively related to employees’ job search behavior (ONJE, r = -0.37; OFFJE, r = -0.16), voluntary turnover (ONJE, r = -0.20; OFFJE, r = -0.06), and work withdrawal behavior (JE, r = -0.37). All 95% confidence intervals excluded 0, except for that of workplace deviant behaviors (ONJE, 95%CI [-0.27; 0.11]; OFFJE, 95%CI [-0.35; 0.05]). Thus, Hypothesis 4 was partially supported.
Hypothesis 5 explored the relationships between job embeddedness and well-being consequences. Results indicated that on-the-job and off-the-job embeddedness were positively related to employees’ life satisfaction (ONJE, r = 0.35; OFFJE, r = 0.30). However, the effects of on-the-job and off-the-job embeddedness on physical well-being (ONJE, r = -0.01; OFFJE, r = 0.05), and psychological well-being (ONJE, r = 0.17; OFFJE, r = 0.15) were not significant. Therefore, Hypothesis 5 was partially supported.
Hypothesis 6 explored the relationship between job embeddedness and employees’ stress. As expected, on-the-job and off-the-job embeddedness were negatively associated with job stress (ONJE, r = -0.45; OFFJE, r = -0.08) and emotional exhaustion (ONJE, r = -0.20), which were explained by 95% confidence intervals that excluded 0. Thus, Hypothesis 6 was supported.
To test Hypothesis 7, the relationships between job embeddedness and family-related outcomes were examined. Results showed that the relationships between both on-the-job and off-the-job embeddedness and work-family conflict were not significant (ONJE, r = 0.03; OFFJE, r = 0.01). However, on-the-job embeddedness was positively related to work-life balance (r = 0.43), which was explained by 95% confidence intervals that excluded 0. Thus, Hypothesis 7 was partially supported.
Finally, in addition to the influential analysis of on-the-job and off-the-job embeddedness on outcomes, we also examine the effect of occupational embeddedness on employees’ outcomes. The results found that occupational embeddedness was positively related to job satisfaction (r = 0.33) and job performance (r = 0.15), and negatively related to turnover intention (r = -0.30). All 95% confidence intervals excluded 0. Thus, Hypothesis 8 was supported.
[bookmark: _Hlk156915003]---INSERT TABLE 1 HERE---
Moderating effect
Moderating effect of national culture. In Hypothesis 9, our study proposed that national culture, specifically individualism and long-term orientation, may influence the relationships between job embeddedness and its outcomes. In our study, we adopted the meta-regression method to examine the moderating effect of culture. 
As Table 2 showed, the results revealed significant moderation effects of individualism on the relationships between job embeddedness and most outcomes. For example, individualism negatively moderated the relationships between job embeddedness and organizational identification (B = -0.50; p < 0.001), work engagement (B = -0.32; p < 0.001), job performance (B = -0.40; p < 0.001), OCB (B = -0.34; p < 0.001), life satisfaction (B = -0.30; p < 0.001), and psychological well-being (B = -0.66; p < 0.001). In contrast, individualism positively moderated the relationships between job embeddedness and job stress (B = 0.25; p < 0.001), emotional exhaustion (B = 0.19; p < 0.01), voluntary turnover (B = 0.09; p < 0.001), and work-family conflict (B = 0.12; p < 0.05). These results imply that embedded employees will benefit more in a low level of individualism.
For long-term orientation, the results in Table 2 indicated that long-term orientation positively moderated the effects of job embeddedness on organizational commitment (B = 0.05; p < 0.05), work engagement (B = 0.43; p<0.001), job performance (B = 0.15; p < 0.001), life satisfaction (B = 0.40; p < 0.001) and psychological well-being (B = 0.44; p < 0.001). These results imply that the relationships between job embeddedness and most consequences will be stronger for employees at a high level of long-term orientation. Thus, Hypothesis 9 was partially supported.
---INSERT TABLE 2 HERE---
Moderating effects of demographic characteristics. Hypothesis 10 argued that the relationships between job embeddedness and its outcomes were moderated by sample demographic characteristics, including age, tenure, and married status. Similarly, we used the method of random meta-analysis to test these moderating effects. As shown in Table 3, the average age of the sample moderated significantly the relationships between job embeddedness and most outcomes. For example, the average age of sample negatively moderated the effects of job embeddedness on job satisfaction (B = -0.01; p < 0.001), organizational commitment (B = -0.01; p < 0.001), work engagement (B = -0.02; p < 0.001), and job performance (B = -0.01; p < 0.001), whereas it positively moderated the effect of job embeddedness on job search behavior (B = 0.01; p < 0.05). This indicated that the relationships between job embeddedness and most outcomes are stronger among samples with a lower average age.
For tenure, the results in Table 3 reveal that tenure significantly moderated the relationships between job embeddedness and most outcomes. For example, tenure negatively moderated the relationships between job embeddedness and job satisfaction (B = -0.02; p < 0.001), organizational commitment (B = -0.01; p < 0.001), and job performance (B = -0.01; p < 0.05). In contrast, tenure positively moderated the effect of job embeddedness on turnover intention (B = 0.01; p < 0.01). This indicated that the relationships between job embeddedness and most outcomes are stronger among samples with a lower level of tenure.
Finally, as indicated in Table 3, married status positively moderated the relationships between job embeddedness and turnover intention (B = 0.18; p < 0.001), voluntary turnover (B = 0.32; p < 0.05), whereas it negatively moderated the relationships between job embeddedness and organizational commitment (B = -0.63; p < 0.001) and job performance (B = -0.56; p < 0.01). This indicated that the relationships between job embeddedness and most outcomes are stronger among samples with unmarried employees. Thus, Hypothesis 10 was partially supported.
---INSERT TABLE 3 HERE---
Moderating effect of research design. Hypothesis 11 proposed that research design moderated the relationships between job embeddedness and its consequences. The sub-group analysis was adopted to test this moderating effect of cross-sectional versus time-lagged designs. As presented in Table 4, the results found that research design moderated the relationships between job embeddedness and job satisfaction and emotional exhaustion. Compared to the time-lagged designs, the relationships between job embeddedness and job satisfaction and emotional exhaustion become stronger for cross-sectional research. Thus, Hypothesis 11 was partially supported.
---INSERT TABLE 4 HERE---
Mediating effect
We used MASEM to examine the influential mechanism of both on-the-job and off-the-job embeddedness on its associated outcomes. The correlation matrix is shown in Table 5. Based on the resource gain spiral perspective, we propose that job satisfaction would mediate the effects of on-the-job and off-the-job embeddedness on job performance and OCB. The results in Table 6 show that on-the-job (B = 0.56; p < 0.001) and off-the-job embeddedness (B = 0.24; p < 0.001) were significantly and positively related to job satisfaction, and job satisfaction was significantly and positively related to job performance (B = 0.23; p < 0.001) and OCB (B = 0.22; p < 0.001). As for mediation analysis, the mediating effects of job satisfaction on the relationship between on-the-job embeddedness and both job performance (B = 0.13; p < 0.001) and OCB (B = 0.12; p < 0.001) were significant. In addition, the mediating effects of job satisfaction on the relationship between off-the-job embeddedness and both job performance (B = 0.06; p < 0.001) and OCB (B = 0.05; p < 0.001) were significant. Thus, Hypotheses 12a and 12b were supported.
Additionally, based on the resource loss spiral perspective, we argue that job stress would mediate the effects of on-the-job and off-the-job embeddedness on well-being and work-family conflict. The results show that on-the-job (B = -0.45; p < 0.001) and off-the-job embeddedness (B = -0.08; p < 0.001) were negatively related to job stress, and job stress was negatively related to well-being (B = -0.18; p < 0.001), but was positively related to work-family conflict (B = 0.26; p < 0.001). Regarding mediation analysis, the indirect effects of on-the-job embeddedness on well-being (B = 0.08; p < 0.001) and work-family conflict (B = -0.12; p < 0.001) via job stress were significant. In addition, the indirect effects of off-the-job embeddedness on well-being (B = 0.01; p < 0.001) and work-family conflict (B = -0.02; p < 0.001) via job stress were significant. Thus, Hypotheses 13a and 13b were supported.
---INSERT TABLE 5 - 6 HERE---
Discussion
[bookmark: OLE_LINK23][bookmark: OLE_LINK8]By synthesizing the existing empirical research on job embeddedness, the present meta-analysis review offers a comprehensive and systematic examination of the relationship between job embeddedness and a diverse array of consequences. In addition, this study introduces new insights into the boundary conditions influencing the relationship between job embeddedness and its outcomes, considering moderating variables such as national culture, demographic characteristics, and research design. Furthermore, our study examines the mechanisms through which job embeddedness affects work and non-work outcomes from the perspectives of resource gain and resource loss. These insights produce several valuable theoretical and practical implications, which we will expound upon in the following sections.
Theoretical implications
First, our study offers a comprehensive and inclusive meta-analytical review to expand our understanding of the consequences of job embeddedness. In response to emphasizing the growing role of job embeddedness, Jiang et al. (2012b) conducted the first meta-analysis to examine its impact on turnover. Building on this work, recent meta-analyses have further investigated the role of job embeddedness in predicting employee turnover and work performance (e.g., Setthakorn et al., 2024; Vashisht et al., 2022; Wang et al., 2024), confirming its predictive utility in these areas. However, in recent years, studies on job embeddedness have expanded considerably and examined the unique relationships between job embeddedness and various work and non-work domain outcomes, thereby going beyond the research scope of existing meta-analyses. From this perspective, this study is superior to previous work in that it encompasses a broader range of bivariate relationships and includes larger sample sizes. For example, in addition to a broader array of work outcomes, our study integrates personal well-being outcomes and family-related outcomes as novel additions to broaden the consequences of job embeddedness across different domains. Furthermore, by mapping a nuanced and inclusive nomological network of job embeddedness, our study effectively addresses the previous inconsistent findings in the literature (Cheewaprapanan and Punyasiri, 2024; Eslamlou et al., 2021), providing a unified view of its effects. This unification contributes to a more comprehensive understanding of the generally beneficial impacts of job embeddedness on attitudinal, behavioral, well-being, and family-related outcomes.
Second, the meta-analysis contributes to the embeddedness literature by differentiating the effects of multiple embeddedness categorizations on a broad range of employee outcomes. The detailed categorization of embeddedness offers a more nuanced understanding of their influence (Wang et al., 2024). However, prior research has often conceptualized job embeddedness as a unidimensional construct or focused narrowly on the dual dimensions of on-the-job and off-the-job embeddedness in relation to turnover (Setthakorn et al., 2024; Wang et al., 2024), without fully exploring their differential effects on a broader set of employee outcomes. Drawing on a comprehensive influence effect model of job embeddedness, our meta-analysis revealed significant variability in the strength of the relationship between job embeddedness dimensions and employees’ attitudinal and behavioral outcomes, with on-the-job embeddedness showing a stronger association than off-the-job embeddedness. This is consistent with previous research revealing that both organizational embeddedness and community embeddedness are negatively associated with turnover intention, but organizational embeddedness tends to be a stronger predictor (Setthakorn et al., 2024). As Ng and Feldman (2010b) argued, organizational embeddedness involves direct and instrumental ties to one's current work environment, which may more immediately influence work-related decisions compared to community embeddedness. However, the meta-analytic evidence did not uniformly support all of the hypotheses advanced in this study. For example, our study found that the relationship between job embeddedness and work-family conflict is non-significant, while prior research revealed a significant and positive relationship (Ng and Feldman, 2014). An explanation could be the existence of multiple competing mechanisms underlying the relationship between job embeddedness and work-family conflict. For example, while embeddedness may reduce conflict by accumulating valuable resources to cope with a stressful work environment, it might also heighten perceived expectations from supervisors, which could exacerbate strain in the family domain (Ng and Feldman, 2014). This complexity highlights the need for future theoretical models that incorporate additional mediating mechanisms. Our study also contributes to embeddedness research by incorporating and examining occupational embeddedness, a domain-specific construct reflecting an individual’s attachment to their profession rather than their current job. Despite its theoretical significance, occupational embeddedness has been largely overlooked in prior embeddedness research. In line with most previous studies (Ng and Feldman, 2009; Yang et al., 2019), our findings show that occupational embeddedness is significantly related to employees’ work outcomes (e.g., turnover intention and job performance), with effect sizes distinct from those observed for job embeddedness. As occupational embeddedness may foster intrinsic motivation and professional identity, offering a unique perspective for understanding employee attitudes and behaviors (Ng and Feldman, 2009). These findings reinforce the value of examining embeddedness as a multidimensional construct. Thus, our study not only enriches the existing embeddedness literature but also responds to calls for conducting occupational embeddedness research (Dechawatanapaisal, 2018; Ng and Feldman, 2010a). 
[bookmark: OLE_LINK11]Third, our study extends the job embeddedness literature by investigating the moderating effect of contextual factors at three levels (i.e., national culture, demographics, and research design). Our endeavor responds to prior calls for greater attention to cultural influences in understanding job embeddedness effects (Zhang et al., 2012), which have largely been overlooked in current research. The results revealed that employees will benefit more in cultures characterized by lower individualism (e.g., organizational identification and voluntary turnover) or higher long-term orientation (e.g., work engagement and job performance). This finding supplements and supports the view in Jiang et al. (2012b) meta-analysis—that the relationship between job embeddedness and turnover is stronger in collectivist cultures—a claim they were unable to statistically confirm. However, it should be noted that some of the results indicated are contrary to our hypotheses. For instance, our findings indicate a stronger association between job embeddedness and job satisfaction and organizational commitment in contexts characterized by higher individualism. One plausible explanation is that in highly collectivistic contexts, individuals are already socially embedded through cultural norms, thereby reducing the incremental impact of job embeddedness on commitment (Williamson and Holmes IV, 2015). Alternatively, such results may be affected by the level at which cultural values are measured. While we followed established meta-analytic practices by using Hofstede’s scores to assess individualism and long-term orientation—an approach widely adopted in prior research (e.g., Cao et al., 2023; Shen et al., 2025), it is possible that employees’ actual cultural orientations are shaped more directly by their organizational or team environments (Hon and Lu, 2016). Thus, national-level culture scores may not adequately reflect individual-level variation in cultural endorsement. Future empirical research is needed to investigate the effectiveness of job embeddedness across different cultural contexts. In addition, our study reveals that the associations between job embeddedness and some outcomes were moderated by demographic characteristics. That is, employees who are younger, have shorter tenure, or are unmarried tend to derive more benefits from high levels of job embeddedness. This finding aligns with recent research emphasizing the moderating role of work times in the relationship between job embeddedness and turnover intention (Wang et al., 2024), reflecting the significant role of job embeddedness in shaping the attitudes and behaviors of individuals in the early stages of their careers. Thus, our results highlight the importance of considering demographic factors when developing the theoretical model of job embeddedness. In terms of methodological factors, our meta-analysis reveals that cross-sectional data displayed larger effect sizes compared to time-lag data (e.g., from job satisfaction and emotional exhaustion). This finding serves as a reminder that researchers should be cautious when interpreting findings based on cross-sectional data, as they may overestimate the true relationships among variables. Further research should consider adopting a more rigorous method (e.g., time lag data) to better establish causal inferences.
Finally, inspired by COR theory (Hobfoll, 2001), our study advances the job embeddedness literature by investigating the resource gain (i.e., job satisfaction) and resource loss (i.e., job stress) perspectives as explanations for the impacts of job embeddedness on its relevant outcomes. By expanding previous work—which focused more on bivariate relationships (e.g., Vashisht et al., 2022; Wang et al., 2024)—our study clarifies why and how job embeddedness affects work and non-work outcomes. In addition, our work responds to calls from researchers to explore the relationship mechanisms between job embeddedness and more important work outcomes (Jiang et al., 2012b). Based on the resource gain perspective, our results show that job satisfaction mediates the effects of on-the-job and off-the-job embeddedness on job performance and OCB. This finding supports and extends prior empirical studies grounded in the resource caravan perspective, which suggests that organizational embeddedness is likely to enhance work effort and further influence job performance (Wheeler et al., 2012). Compared to the resource gain perspective, the resource loss perspective has received less scholarly attention in job embeddedness literature. However, our meta-analysis demonstrates that on-the-job and off-the-job embeddedness are negatively related to job stress, thereby predicting employee well-being and work-family conflict, highlighting that embeddedness can serve as a protective resource that helps buffer against initiation of resource loss spirals. This finding not only demonstrates the importance of this perspective but also provides support in clarifying the complexity of the relationship between job embeddedness and its outcomes (e.g., work-family conflict). Taken together, while our study does not establish causal relationships, it clearly supports the mediating roles of job satisfaction and job stress. These findings not only extend the application of COR theory in job embeddedness literature but also pave the way for the development and testing of more theory-driven models that link embeddedness with work and non-work outcomes via key psychological mechanisms.
Practical implications
Our meta-analysis integrates extensive job embeddedness literature, yielding several practical implications. First, through identifying the positive effect of job embeddedness, our research highlights the need for organizations to adopt an “embeddedness human resource strategy” that strengthens employees’ attachment to their organizations (Holtom and Inderrieden, 2006). We found that job embeddedness is strongly correlated with employee work attitudes (e.g., job satisfaction and organizational commitment) and performance outcomes (e.g., job performance and OCB). More importantly, it increases employee well-being (e.g., life satisfaction) and work-family balance. Hence, it would be beneficial for organizations to take multifaceted steps to foster employee job embeddedness within and beyond the workplace. Organizations can provide more opportunities for continuous learning and cross-functional collaboration to cultivate on-the-job and occupational embeddedness. Beyond the workplace, organization can extend their human resource efforts into the domains of community and family. For example, promoting employee participation in community activities enhances social ties and a sense of belonging, which supports off-the-job embeddedness. Additionally, organizations and employees would benefit by implementing family-friendly policies (e.g., flexible work arrangements) to help employees fulfill family responsibilities (Guo et al., 2024). 
Second, for organizations seeking to sustain a competitive advantage in human resources, a nuanced comprehension of cultural background is essential. Our findings suggest that embedded employees benefit more in cultures characterized by collectivism and long-term orientation. Thus, it may be imperative for organizations to respect and understand the diverse cultural needs of employees. Effective implementation of human resource strategies requires sensitivity to these cultural variations (Ng and Feldman, 2014). For example, in collectivist cultures, organizations may enhance embeddedness by fostering interpersonal relationships, such as forming interdependent teams or implementing peer-support programs. Moreover, managers have a responsibility to reinforce employees’ cultural beliefs and shared values, which is essential for building cohesive and adaptive organizations in diverse and dynamic work environments.
Third, as our findings reveal the significance of considering demographic factors (age, tenure, and married status) as potential moderators, organizations need to tailor human resource strategies to account for these differences. Since job embeddedness exerts stronger positive effects among younger, short-tenure, and unmarried employees, organizations should focus on early-stage support, providing targeted skill training and clear career development pathways to enhance newcomers’ sense of belonging and future within the organization. Additionally, offering flexible assignments, social integration activities, and recognition opportunities can help cultivate stronger ties among younger or unmarried employees. By aligning embeddedness-enhancing strategies with the specific needs of different employee groups, organizations can create more inclusive and motivating work environments.
Fourth, our findings on mediating effects imply that managers can adopt targeted strategies to promote the impacts of job embeddedness on employee work and non-work outcomes. Specifically, our results showed that job satisfaction accounts for the effects of on-the-job and off-the-job embeddedness on job performance and OCB. Similarly, job stress accounts for the effects of on-the-job and off-the-job embeddedness on well-being and work-family conflict. Given these findings, management could pay attention to the mediating process by enhancing job satisfaction and reducing job stress. For example, improving job satisfaction can be achieved by providing more resources such as social support from supervisors and colleagues, recognition and rewards, and autonomy in task execution. To alleviate job stress, organizations can implement stress management programs, promote a psychologically safe work environment, and select leaders with strong emotional regulation to support employees under pressure.
Limitations and future research
This study, while generating significant contributions to the understanding of job embeddedness effectiveness, does have some limitations that need to be further addressed in future studies. First, considering that our meta-analysis more comprehensively integrates the relevant empirical literature on job embeddedness to access sufficient sample sizes, the analysis results for most bivariate relationships are robust and reliable. However, it is essential to acknowledge that the number of studies for the relationships between job embeddedness and several other outcomes is limited, such as work withdrawal behavior (k = 3) and human capital behavior (k = 4). As elucidated by Hunter and Schmidt (2004), a lower k value can introduce second-order sampling error, potentially resulting in less stable and less reliable meta-analytic conclusions. Thus, readers should exercise caution when interpreting such meta-analytic results. Future research is encouraged not only to validate and extend our research findings but also to diversify the dataset when researchers can obtain more primary empirical studies. 
Second, our study treats on-the-job, off-the-job, and occupational embeddedness as holistic constructs, without further distinguishing their underlying dimensions—fit, links, and sacrifice. Most of the primary studies included in our meta-analysis did not report results separately for these sub-dimensions, which means that we had insufficient studies to conduct a more fine-grained analysis. Future primary research should consider such dimensions to provide a more nuanced picture of embeddedness.
Third, although our meta-analysis investigated the moderating roles of national culture, demographic characteristics, and methodological factors, other potentially meaningful moderators could be considered, such as adaptivity (Teng and Chen, 2025), career variety (Cai et al., 2023), and psychological ownership (Mehmood et al., 2023). However, the scarcity of primary studies that include these moderators limited our ability to test their effects. As more empirical studies emerge, we hope that future research will extend our work by exploring these moderators. In addition, in some variable relationships, moderation effects were reported based on a very small number of studies, which may affect the robustness of conclusions. Thus, we only retained moderation effects supported by a relatively large number of primary studies (k > 4). We encourage future research to build on this work by incorporating theory-driven moderators and collecting sufficient data to allow for rigorous testing of these boundary conditions.
Fourth, while we have identified job satisfaction and job stress as two major mechanisms explaining the consequences of job embeddedness, other potential mediating pathways remain underexplored. For example, Wheeler et al. (2012) utilized COR theory to examine work effort as a mediator of the effect of job embeddedness on job performance. As another example, self-efficacy has also been recognized as a critical psychological mechanism (Yu et al., 2020). The primary reason for not examining those mediators was the insufficient number of effect sizes (k), which made it unfeasible to conduct a bivariate meta-analysis MASEM. Future research could contribute to the literature by incorporating more interesting mediators using meta-analysis.
Finally, although our research synthesized the empirical evidence of job embeddedness, our primary focus centers predominantly on its influence effects. In fact, the scholarly discourse on this topic has gradually explored the antecedents of job embeddedness, such as leadership style, job characteristics, and various psychological factors pertaining to employees. To attain a complete picture of job embeddedness, we call for future studies to undertake a comprehensive and quantitative investigation of the potential antecedents from various organizational, individual, and contextual levels, which will contribute to understanding the intricate dynamics of job embeddedness within the contemporary workplace landscape.
Conclusion
Whilst over recent years the topic of job embeddedness has garnered increased attention from both researchers and practitioners, the influential effects of job embeddedness and potential boundary conditions remain ambiguous. Drawing on a comprehensive dataset of 272 primary empirical studies, our meta-analysis research substantiates the significant influence of on-the-job, off-the-job, and occupational embeddedness on a spectrum of employees’ outcomes, including job-related attitudinal and behavioral outcomes, family and well-being outcomes. These results support the general conclusion that job embeddedness yields substantial benefits for employees. In addition, we also found the moderating effects of national culture, sample demographic characteristics, and research design on the relationship between job embeddedness and its outcomes. Finally, we also found that job satisfaction and job stress mediate the effects of on-the-job and off-the-job embeddedness on work and non-work outcomes. Through conducting this systematic quantitative meta-analysis review, we hope to propel, enrich, and advance the extent of job embeddedness literature and also generate a more profound comprehension of COR theory. 
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