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A new perspective on perceived overqualification: This article contains five variables, perceived overqualification,
innovative behavior, felt trust, ability face pressure and length of service. Perceived overqualifications refer to the
level of knowledge, skills, experience, and ability that an individual possesses that exceeds the requirements of the
current job, which is a situation of underemployment. Employee innovative behavior refers to the new ideas, new
products, new services, or new methods that employees generate in their work that are meaningful to the
enterprise. Felt trust refers to the perception of one party’s willingness to take risks for the actions of another party.
Ability face pressure, also known as “perceived face threat based on ability,” is a result of the perceived possibility
and potential risk of losing face due to the individual's desire for others to recognize their own abilities,
achievements, and status. Length of service is the length of time an employee has worked since entering an
organization, where the length of service can have an important impact on employees’ perceptions, self-
evaluations, attitudes, and even behaviors. In studying the relationship between perceived overqualification and
innovation behavior, this entry introduces new perspectives and variables, felt trust, ability face pressure, and

length of service to conduct research, and has made some findings, as detailed in the entry.

perceived overqualification innovation behavior felt trust ability face pressure

length of service

| 1. Introduction

Perceived overqualification has been a hot topic in the field of organizational behavior in recent years and has
become very common with the spread of education. In addition, in the current era of open innovation, the demand
for innovative behaviors by enterprises is increasing day by day. Therefore, this study intended to link the two to
explore the relationship between them. Based on self-evaluation theory and face theory, taking enterprise
employees as the research object, this paper discusses the impact of perceived overqualifications on employees’
innovative behavior and the internal mechanism and examines the first-order and high-order moderating effects of
ability—face pressure and length of service in turn. The results showed that perceived overqualifications had a
positive impact on employees’ innovation behavior, and felt trust had a mediating role in the relationship. Ability
face pressure played a negative moderating role in the impact of felt trust on innovative behavior and played a
negative moderating role in the impact of perceived overqualifications on innovative behavior. With the increase in
the length of service, the negative moderating effect of ability face pressure on the relationship between perceived

overqualifications and employees’ innovative behavior weakened.

https://encyclopedia.pub/entry/21151 1/10



A New Perspective on Perceived Overqualification | Encyclopedia.pub

The theoretical contributions of this study are as follows: first, to verify the positive influential relationship between
perceived overqualification and innovative behavior, and to obtain the mediating mechanism of felt trust between
perceived overqualification and employee innovative behavior based on self-evaluation theory, enrich the research
on the positive effect of perceived overqualification, identify the mediating mechanism between perceived
overqualification and innovative behavior, and help companies recognize the inner mechanism of perceived
overqualification. This study provided theoretical support for the maximization of talent utilization. Second, we
discovered the boundary effects between perceived overqualification and innovative behavior and between felt
trust and innovative behavior, and extended the literature on perceived overqualification by exploring the ability
face pressure of employees at work based on face theory, and studied the ability face pressure of employees as a
moderating variable, which was verified to clarify the boundary effects of overqualification of employees in the
process of their ultimate effect on innovation behavior, and provides a new perspective for exploring the factors
influencing employees’ innovative behavior. Third, in the research process, the factor of employees’ length of
service was added, and it was argued that employees’ ability face pressure may be influenced by the length of
service. Therefore, a higher-order adjustment model was constructed, and length of service was used as a higher-
order adjustment variable to explore the ultimate effect on overqualification and innovative behavior, which
enriched the literature on perceived overqualification and length of service, where the length of service no longer

appeared as only a statistical variable.

In the current business market with many talented people, there is a phenomenon that occurs where the supply of
talents exceeds the demand for jobs, and coupled with the outbreak of SARS-CoV-2, the enterprise economy is
seriously threatened and there are a large number of layoffs, which undoubtedly aggravates the imbalance
between supply and demand in the talent market, resulting in a large number of talented people being unable to
find suitable jobs, and the overqualification of employees becomes a very common phenomenon Q. Therefore,
combined with the quantity and quality of talents and the status quo of enterprises recruiting employees, the study
of overqualification is not only beneficial to the physical and mental development and career development of
employees but is also beneficial to enterprises’ reasonable development of talents to obtain sustainable

development.

Overqualification means that employees think that their ability and knowledge exceed the needs of their positions.
At present, there are differences in the research views on perceived overqualifications. Most of them focus on the
negative impact of perceived overqualifications. Some scholars believe that the sense of overqualification will
reduce employees’ work engagement, self-efficacy, job satisfaction, work performance, team performance, and
organizational citizenship behavior, and lead to anti-productive behavior due to unfairness, feeling deprived, or

feeling that the mismatch between the employee and job will lead to negative employee output [ZIEI4IE],

However, the previous positive research on perceived overqualifications is relatively lacking. Some studies start
from the theory of relative deprivation and believe that employees with a sense of perceived overqualifications will
work harder and achieve high task performance in order to get rid of relative deprivation, while other studies are
based on psychological contract theory I8 However, this is not sufficient, especially in the context of open

innovation, where the market is complex and changing and competition is fierce since employees’ innovative
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behavior is the basis and key for companies to gain a competitive advantage and achieve sustainable development
B For enterprises, innovation is the first productive force that can help them gain a sustainable competitive
advantage and achieve sustainable business development. Therefore, it is crucial to explore the relationship
between the influence of overqualification and innovation behavior and the inner mechanism and to rationalize the
use of talents and stimulate the innovation behavior of employees. In view of this, this study was based on a new
perspective, namely, self-evaluation theory, to explore the positive relationship between perceived overqualification
and employees’ innovative behavior, the mediating mechanism, and the boundary conditions based on face theory.
This study also aimed to expand the research perspective of the intermediary mechanism between the perceived
overqualifications and employees’ innovative behavior and enrich the research on the boundary conditions of the

perceived overqualifications and employees’ innovative behavior.

In an organization, trust between leaders and employees also affects employees’ innovative behavior 22, Although
trust is mutual, i.e., employees trust in leaders and leaders trust in employees, most of the current research
focuses on employees’ trust in leaders and relatively little attention is paid to leaders’ trust in employees, that is, felt
trust 112 Therefore, it is necessary to explore the influence of employees’ felt trust on their behavior from the
trusted side 13, The theory of self-evaluation points out that individuals will be influenced by the social environment
and social information, and constantly conduct self-recognition and evaluation, which ultimately affects their
attitudes and behaviors 24! especially when the information comes from important people in the organization (such
as leaders) and is positive information, leading to the effect of self-evaluation being more obvious 2!, In particular,
for employees with perceived overqualifications, under the premise of mismatches between an employee and their
job, the trust of superiors may have an important impact on self-perceptions and evaluations, which, in turn, affect
their attitudes and behaviors [18l. Therefore, based on self-evaluation theory, this study explored the influence
mechanism of felt trust on perceived overqualifications and innovative behavior and further verified the explanation

logic based on self-evaluation theory.

In the workplace, employee behavior can also be affected by stress 17, According to face theory, employees will
be affected by the ability face pressure at work and will be disturbed by the thinking of “don’t lose face” at work (18],
In terms of the theory, although some scholars have discussed perceived overqualification and employee
innovation behavior, it is not enough. Based on face theory, there are few studies that analyze the moderating
effect of ability face pressure between the perceived overqualifications and employees’ innovative behavior, and

the relationship between felt trust and employees’ innovative behavior.

In addition, the literature studying employee behavior in the field of organizational behavior has more often used
the length of service as a control variable, but the length of service also has an impact on employees’ work
experience, interpersonal relationships, and skills 12, As moderating variables in this study, the size of the ability
face pressure is closely related to the employee’s work experience, interpersonal relationships, and other factors
(18] Therefore, this study included length of service to explore its higher-order moderating effect. By establishing a
three-dimensional interaction model, this study not only explored the influence of perceived overqualifications on
employees’ innovative behavior and felt trust on employees’ innovative behavior but also explored the moderating

effect of ability face pressure on it, as well as the synergistic moderating effect of length of service.
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Since the research variable of this study was employees’ perceived overqualification and innovative behavior, it
needed to be analyzed from employees’ data; therefore, this study used a questionnaire to carry out the research
and the obtained findings were processed using SPSS 25.0 and AMOS 24.0 to test the hypotheses of this study

through the data structure via analysis and finally draw conclusions.

| 2. Perceived Overqualification and Innovative Behavior

Perceived overqualifications refer to the level of knowledge, skills, experience, and ability that an individual
possesses that exceeds the requirements of the current job, which is a situation of underemployment 2. Perceived
overqualifications can be divided into two types: subjective perception and objective perception. Among them,
subjective perceived overqualification is an individual's self-perceived belief that the level of knowledge and ability
they possess is higher than that required for the job 29 |n the existing organizational behavior research,
subjective perceived overqualification is more often studied. Because this study mainly investigated the influence of
excess qualification on employees’ innovative behavior, the concept of perceived overqualification was chosen.
Employee innovative behavior refers to the new ideas, new products, new services, or new methods that
employees generate in their work that are meaningful to the enterprise 21, and it is also a key topic of current
organizational management research. In the face of the complex and changeable external business environment,
the continuous emergence of employees’ innovative behavior is an important guarantee for the company to

maintain its competitive advantage and obtain sustainable development &I,

Many articles on perceived overqualification show that the sense of perceived overqualification is a negative
feeling, but it also indicates that employees have knowledge and abilities above the job requirements 22123, The
high work ability of employees can stimulate some positive behaviors, such as improving innovation ability and
improving task performance 24231 First, perceived overqualified employees are capable of divergent thinking,
drilling, and reflection, thus promoting the innovation process [28: second, perceived overqualified employees can
complete the tasks assigned by the organization in a shorter time, and thus have free time to think and explore,
discover existing deficiencies, generate new ideas, and then enhance innovative behavior. Third, perceived
overqualified employees are easily dissatisfied with their existing jobs, which sometimes motivates them to engage

in more interesting and challenging jobs, such as innovative behaviors, to enhance their sense of accomplishment
[21),

3. Mediating Effect on Perceived Overqualification and
Innovative Behavior

Felt Trust

Felt trust refers to the perception of one party’s willingness to take risks for the actions of another party 28. When
employees perceive that their superiors have assigned them an important task that is directly related to the

development of the enterprise, they will feel trusted by their superiors. Since only the superiors know whether they
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truly trust the subordinates or not, any information regarding being trusted by the superiors from the perspective of
the subordinates is regarded as “felt trust” 23],

Compared with employees with perceived underqualification, employees with perceived overqualification are more
likely to be valued by their superiors because of their higher level of ability and knowledge and are more likely to be
entrusted with important responsibilities by their superiors, thus increasing the level of felt trust. On the other hand,
employees with perceived overqualification can complete the tasks assigned by the organization in a short time,
thus having some leisure time, further promoting the entrustment of heavy responsibilities by the superiors, and

improving the felt trust level of employees.

On the other hand, self-evaluation theory points out that the formation of an individual's self-evaluation will be
affected by the social environment and social information in which they live 141, When social information is positive
and originates from important members of the organization (such as superior leaders), the influence of individuals
will be further increased 2. According to trust-related research, leaders are an important source of social
information for employees at work, and trust itself is a positive message. Therefore, when employees feel that they
are trusted by their superiors, they are more likely to use this information for self-evaluation, which further affects
their attitudes and behaviors 24, Most studies showed that felt trust can significantly stimulate employees’
organizational citizenship behavior, innovative behavior, and individual performance 13128291 Dye to positive

feedback information, employees will show more behaviors expected by their superiors, such as innovative
behavior [217],

In summary, employees with a sense of perceived overqualification have a relatively high level of knowledge and
ability to complete their work and they are able to complete the tasks assigned by the organization more quickly,
have spare time to do other tasks, increase the possibility of their superiors assigning important tasks, and promote
the perception of being trusted. On the other hand, employees who feel the trust of their superiors as positive
feedback will stimulate more innovative behavior.

| 4. The Moderating Effect of Ability Face Pressure

Ability Face Pressure

“Face” is a social psychological construct rooted in a culture that is the internal self-esteem and self-image of the
individual, as well as social respect and identity that the individual constantly seeks 18, In a social culture that
values face, individuals will attach great importance to their social status in the interpersonal network; therefore,
they are very sensitive to the recognition and evaluation from others 29, and thus, face pressure is generated. Zhu
believed that face pressure refers to the psychological process of negative self-perceptions perceived by
individuals after receiving certain social feedback BL. Therefore, this study explored the moderating influence of
face pressure and regards face pressure as a continuous psychological process. Face pressure is divided into
three types: ability face pressure, autonomous face pressure, and communicative face pressure. Among them,

ability face pressure is feedback on personal ability 18], Ability face pressure, also known as “perceived face threat
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based on ability,” is a result of the perceived possibility and potential risk of losing face due to the individual's

desire for others to recognize their own abilities, achievements, and status (31],

Ability face pressure itself, as a pressure source, is the negative self-competence awareness of employees based
on the social feedback they perceive in the organization 22, which has an obvious impact on work. According to
face theory, individuals are threatened with “losing face” at work. When employees face social evaluations, such as

their overqualifications and felt organizational trust, their final behavior must be affected by the ability face pressure
s3],

For employees with high ability face pressure, they will pay special attention to social respect and recognition, and
generate negative self-ability awareness through self-perception 2. When employees are trusted by their
superiors to a greater extent, they are more inclined to take care of themselves not to “lose face,” while innovative
behavior itself is risky and the generation of new ideas may not necessarily be valued and recognized by the
company 245 thus reducing the generation of innovative behaviors. Similarly, when employees have the
perception of overqualifications, they tend to “not lose face,” which reduces risk-taking behavior and reduces

innovation.

In contrast, when employees’ ability face pressure is low, they pay less attention to the “face” of their abilities.
When they perceive positive external support, such as trust from superiors, they will make better use of their own
resources to exert their value, and then stimulate innovative behaviors L3E6l37: \when employees perceive they
are overqualified, they will use resources and their talents to explore and discover at work to bring out their greater

value and promote innovative behaviors 27,

5. Synergistic Moderating Effect of Length of Service on
Ability Face Pressure

Length of Service

Length of service is the length of time an employee has worked since entering an organization, where the length of
service can have an important impact on employees’ perceptions, self-evaluations, attitudes, and even behaviors
(38l |n most previous studies, length of service existed only as a control variable, but some scholars showed that
the length of service is not only an important control variable but may also play an important role in the causal
influence relationship between empirical studies 2. Ability face pressure weakens the positive effect of felt trust,
perceived overqualifications, and employees’ innovative behavior; however, this effect also depends on the length
of time the employee has been with the organization (4%, Because new employees who have been working for a
shorter time are less familiar with the work environment and less experienced in their work, they may not be able to

achieve immediate innovative behavior 4.

Older employees who have been in the organization for a longer time tend to have a higher level of work

experience, as well as better interpersonal relationships, a higher level of organizational belonging, and
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organizational commitment 2. Combined with the analysis of face theory, with the increase in the length of
service, the interpersonal relationship of employees in the organization is strengthened, the proficiency and
experience of the work are improved, and the negative feedback received is reduced. This also inadvertently slows
down the perception of employee ability face pressure, which naturally weakens the moderating effect of ability
face pressure. In addition, this study argued that as employees work for longer and longer, employees with a sense
of overqualification do not treat their work negatively and reduce their work commitment and innovation. In
contrast, due to the longer length of service, they become more familiar with their work, they receive more
resources and support, they can finish their work and still have spare time for exploration and discovery, and their

commitment to innovation will be higher, which, in turn, stimulates innovative behavior 431,

For employees who work for a shorter time, interpersonal relationships are weaker because they are not familiar
enough with the work environment and their work, and their surrounding colleagues are also more unfamiliar. In
this uncertain environment, employees may have a lower degree of job completion and pay special attention to the
evaluation and feedback of those around them. According to face theory, employees will attach great importance to
their social status in the interpersonal network and are sensitive to the recognition and evaluation of others,
especially in an uncertain environment, which undoubtedly affects the ability face pressure, thus ultimately

reducing the occurrence of innovative behavior.
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