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ABSTRACT

Over-qualification perception can be defined
briefly as laborers’ perception of being
overqualified according to requirements of current
job. While reasons like globalization,
technological developments, increasing population
and increasing competition in all markets are
causing high unemployment rates especially in
developed and developing countries, members of
new generations who want to avoid of being
unemployed incline on self-development and
higher education more and more. While this trend
is positively affecting the quality of labor markets
unfortunately quality and quantity of suitable jobs
are not affected as much. Consequently, many
laborer candidate who think that his/her
qualifications are more superior for the current
jobs are choosing to stay unemployed or
unwillingly accepting a job which is unsuitable for
his/her educational background or interests.
Laborers perception of over-qualification is
accepted as one of the antecedents of job
satisfaction and organizational commitment, which
are directly related with employee turnover,
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alienation to job and organization, higher job
stress, efficiency and behaviors of counter
production. The aim of this study is empirically
investigating effect of overqualified laborer
perception on job satisfaction and organizational
commitment of administrative workers on health
sector in Turkish context. Data are collected from
142 administrative laborers working at private
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hospitals in Ankara. According to results, having a
difference, duration of employment and income
appeared as significant variables affecting over-
qualification perception addition to education level
in health sector. Moreover, over-qualification
appeared as an important antecedent of both job
satisfaction and organizational commitment.

Introduction

Probably education would be at the top of the list
if people are asked for solutions for social problems
like high crime rates, corruption, inefficacy or
unemployment that our societies suffer these days.
Following this hypothetical prescription, governments
and people are increasing their investments on
education year by year. Efficacy of these investments is
not subject of this study but for sure, young generations
are having higher levels of education. However,
together with higher education levels, rates of
unemployed people with college degrees are also
increasing because numbers of high quality jobs are not
increasing as fast. The percentage of higher education
graduates inside unemployed population shows
significant increase both in the USA, Russia, China,
Brazil, Argentina and Finland in comparison with the
recent years [1]. Highly educated laborer candidates
who do not prefer the available jobs or who deem that
these jobs are not suitable for them have been gradually
forming an expanding group among the unemployed
category for whom employment opportunities do not
improve as fast.

In this framework, examining the unemployment
statistics according to education level in Turkey, it is
shown that higher education graduates constitute the
largest group of unemployment with 12,9% [2]. From a
different perspective, unemployment ratio among high
school, university and post university graduates was
43,6 % in 2008, whereas this rate increased to 51,6 %
in 2014 [2]. After a while these people with different
educational  degrees, different qualities and/or

knowledge who could not find a job suitable with

his/her expectations can no longer tolerate the
economic, social and psychological pressures of being
unemployed and feel forced to choose a job which they
do not think suitable for themselves. Khan and Morrow
[3], define this kind of people as overqualified laborers
(OQL).

Job satisfaction and organizational commitment of
OQLs are main topics of this study. Except the study of
Erdogan and Bauer [4] conducted with a retail
organization workers in Istanbul and study of [5]
conducted with workers from engineering, textile,
chemical equipments and food industries there is not
any study examining OQLs in Turkish context.

Studies examining OQLs mostly determine that
OQLs are more common at service sector than
manufacture sector [6], [7], [8]. Considering this fact,
administrative workers of private hospitals in Ankara
chosen as the sample of this study as representatives of

service workers.

The Overqualified Laborer (OQL) Perception

The concept of OQL functionalized in two
different ways. The first definition related with
perceptions claim that being OQL is only a perception
of laborers who deem that their qualifications are much
more than needed to conduct the current duties [4], [9].
The second definition is focusing to the facts like job
descriptions and official qualifications of laborers that
this point of view defines being OQL as having more
official qualifications than required in t, he current job
description [10]. In the literature examining behavioral
consequences of being OQL, the functionalizing

approach focusing on perceptions is more commonly



suggested [11]. In this study we also considered
perceptional approach as the main theoretical
framework.

Crosby’s [12] Relative Deprivation Theory is
considered as one the main theories to explain effect of
OQL perception on individual attitudes and behaviors
[13]. According to this theory, it is not enough to
consider only the context and situations for
understanding and estimating the behaviors of
individuals. Situations and conditions might be
perceived differently at different times and separately
for everybody. So it is perceptions that determine the
meanings loaded on context, situation and
contingencies [12]. In this framework relative
deprivation theory claims that when a person could not
reach an object which is highly deserved, this causes a
disappointment directly proportional with intense of
deserving thought [12]. In this theoretical framework
Erdogan and Bauer [14] claim that, laborers with high
objectives about working basis on their high level of
education, knowledge, experience, talent or only self-
esteem might feel deprivation or disappointment while
they are obliged to accept low quality jobs and this
kind of perceptions might trigger some negative
attitudes like low job satisfaction and intention to quit.

Another well-known theory explaining effect of
OQL perception on attitudes and behaviors is Hackman
and Oldham’s [15] person-job fit theory. According to
person-job fit concept if the laborer has the
qualifications defined as requirements for the job it is
more likely that laborer fit to his/her job and display a
better performance [16]. Nevertheless, not only having
deficient qualities but also having over qualities is
something undesired.

There are two approaches conceptualizing OQL
with one and two dimensions. First approach consider
OQL concept as a unique dimension as mentioned
above [4], [17]. Second approach defines two
dimensions of OQL as: mismatch dimension —
perceived lack of match between laborer qualifications

and job requirements, and no-grow dimension — a
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perceived stable job environment with lower
opportunities to learn new things or promote [13], [18].
In this study, we considered unique-dimension
approach.

Organizational behavior researches related with
OQL concept commonly reach the results that OQL
has negative relations with job satisfaction,
organizational commitment and positive relation with
intention to quit [13], [19], [20].

OQLs are considered to be inconvenient and
refused by employers especially for low skilled or
unchallenging works in general [21]. The researches on
employers for the reasons of refusal of overqualified
candidates reveal that employers frequently affirming
such candidates would demand for more remuneration
and early promotion, wouldn’t like to work with the
managers who have less experience and information,
wouldn’t adopt to their work easily, wouldn’t be
motivated effortlessly and would quit their jobs once
they receive a better job offer [20], [22]. For these
reasons, employers might display a tendency to choose
candidates who mostly suit to requirements of job, no
less and not more [13].

Although over-qualification is considered as a
negative characteristic for employees at HRM literature
[19], [20] some researchers suggest that this kind of
employees might turn into valuable assets for
organizations by some HRM applications like
employee empowerment, job enlargement, job
enrichment, target oriented job contracts [1], [13], [14].

OQL Perception and Job Satisfaction

By a simple definition, job satisfaction is the
degree of contentment of laborers from the job [23].
Low job satisfaction may result in high turnover rates,
absenteeism, intention to quit, low organizational
commitment, alienation, work stress, counter
production behaviors like damaging machines or
facilities, mental and physical health problems along
with inefficiency [24]. Job satisfaction is generally

discussed in terms of internal and external dimensions.



However, the recent studies reveal that some other
dimensions like social satisfaction and satisfaction
from supervisors might be added to job satisfaction
phenomenon [25]. The internal dimension of job
satisfaction is related to emotional satisfaction from the
work itself; the external dimension is related to the
situation of harmonization of the concrete outputs of
the work with the expectations of the laborer whereas
the social dimension is being contented with the
colleagues and supervisor satisfaction is related with
satisfaction from supervisors [26].

Job satisfaction is generally considered with single
dimension in the studies carried out as an output of
OQL perception with a negative relation [13], [14],
[26]. However, it is possible to reach different results if
job satisfaction taken into account with its sub-
dimensions like inner, external and social satisfaction.
Because, even though there is no inner and external
satisfaction employee may have compatible relations
with the colleagues tolerating other problems.
Considering the fact that employees of administrative
services in health sector like doctor assistants,
secretaries and information desk consultants are mostly
women they might have close and sincere relations
with each other and might have high social satisfaction
even they are not glad with internal and external
outputs of work. Satisfaction from supervisors might
be considered as another dimension of job satisfaction.
Although it is hard to estimate the effect of supervisors
in this pattern, it is envisioned that they would be in a
type of interaction similar to social satisfaction. The
hypotheses that have been produced in this framework

are listed below:

H-1: OQL perception has a meaningful but negatively
relation with inner satisfaction.

H-2: OQL perception has a meaningful but negatively
relation with external satisfaction.

H-3: OQL perception has a meaningful and positive

relation with social satisfaction.
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H-4: OQL perception has a meaningful and positive

relation with satisfaction from supervisor.

OQL Perception and Organizational Commitment

Salancik [27], defines organizational commitment
as an individual attitude that covers variables like
occupational commitment in the framework of
organization, loyalty to organization, beliefs about
organizational values. Organizational commitment is a
desired employee attitude that it is highly correlated
with  positive organizational characteristics and
attitudes like organizational identity, employee
satisfaction, belonging perception, security and trust
perceptions [17]. Organizational commitment has also
strong relations with person-job fit, fear of being
unemployed, normatively feelings about organization
and emotionally commitment to organization [17],
[28].

Organizational commitment mostly taken into
models with its three sub dimensions as affective,
normative and continuance commitment
conceptualized and functionalized by Allen and Mayer
[29]. In this framework: “affective commitment is
defined as denoting an emotional attachment to,
identification ~with, and involvement in the
organization, normative commitment reflects a
perceived obligation to remain in the organization and
continuance commitment means denoting the perceived
costs associated with leaving the organization” [30].

In the job characteristics model of Hackman and
Oldham [15], match between expectancies and job
characteristics are defined as prior antecedent of
employee efficiency. Considering person-job fit theory
and job characteristics model, personal expectancies
based on perceptions about personal characteristics can
be defined as an important antecedent of organizational
commitment. Supporting this hypothesis it is revealed
in the literature that OQL perception is negatively
correlated with organizational commitment [11], [28],
[31]. However comparing OQL perception with

organizational commitment’s sub dimensions, depart



from other two dimensions, continuance commitment
is positively correlating with OQL perception [31].
Considering definitions and theory, positioning
normative  commitment close to continuance
commitment seems more logical in this interaction
model. Consequently, we expect that administrative
laborers of private hospitals who perceive themselves
as overqualified for their positions might be not
affectively committed to their hospitals but their
continuance commitment and normative commitments
might be higher. Hypotheses formed in this framework
are listed below.

Research Model

Research model and hypotheses are displayed at Figure-1.
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H-5: OQL perception has a meaningful but negatively
relation with affective commitment.

H-6: OQL perception has a meaningful and positive
relation with normative commitment.

H-7: OQL perception has a meaningful and positive

relation with continuance commitment.

Internal Satisfaction )
External Satisfaction
> Job
. Satisfaction
Overqualified Satisfaction from Supervisor
Laborer (OQL)
Perception Social Satisfaction Y,
Affective Commitment
izational
Normative Commitment Organllzatlona
Commitment
Continuance Commitment
Figure-1: Research Model and Hypotheses
METHOD hospital in Ankara as a pilot research. The results have
The Sample showed that the ratio of OL perception is 65 percent,

The research purposes to perform in a sample that
includes individuals who operate in service industry,
with no specific technical education for work; but also
with different age, gender, educational background and
work experience. The discussions among the
researchers has resulted that the best group which
demonstrates those characteristics is the workers at
“executive branch” in hospitals. In order to test this
hypothesis, the OL perception scale has been

implemented to 32 administrative worker of a private

which is sufficient for our research. Therefore, we have
decided to perform the research in private hospitals.

In accordance with the data provided by The
Ministry of Health, there are 355 general hospitals
throughout Turkey, 21 of which are located in Ankara.
Around 1250 staff, including physician assistants as
well as consultants, are employed in these hospitals
[32]. Six of the private hospitals in Ankara accepted
our offer for research, in this way we reached 227

consultants and physician assistants. Accordingly, the



general universe of the research consists of managerial
staff of private hospitals in Turkey, while the research
universe is based on the managerial staff of 21 general
private hospitals in Ankara. On the other hand, the
sample involves the managerial staff of only six of
those hospitals.

Within the context of the research, the participants
are asked to answer questions in 227 survey sheets, out
of which 142 forms are worthy of the research to use,
with the validity rate of 62,55 %. 52% out of those
participants (74 people) are married, whereas 45% (64
people) are single and 3% (4 people) are divorced. The
average for age is 28.2, while the most of the
participants are within the range of 26 and 30. On the
education side of the research, it is founded that 28
participants have been graduated from secondary
schools, while 38 participants have high school degree.
Additionally, 44 participants have college degree,
whereas 22 of the participants have a degree of
undergraduate of graduate school. Only 10 people have
not indicated their degree of education. 38% out of the
sample have been working at their institution less than
a one-year period; on the other hand, the rate of the
staff working at the hospital for ten years of more is
around 8.25%. The average level of income ranges
between 1,000-1,500 TL.

Scales

The Overqualified Laborer Scale: In our
research, the four-sectioned scale, which developed by
Johnson and Johnson [9] and translated into Turkish by
Erdogan and Bauer [4], is applied (a=.72). The scale,
which is a 6-point Likert scale with only one
dimension, includes questions such as “my education
level exceeds my job”, “I cannot perfectly use my
capabilities in my current job”. In our study total
reliability of the scale determined as 0=,818.

Job Satisfaction Scale: The Minnesota Job
Satisfaction Scale, which developed by Weiss et.al [32]
and translated in Turkish by Baycan [33], is used in
order to determine the job satisfaction degree of the

employees. The scale has two dimensions and consists
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of 20 items (internal satisfaction and external
satisfaction). The scale, which is implemented as a 6-
point Likert scale, includes statements such as “I like to
work in this place”, “I like my job”. The items of
1,2,3,4,7,8,9,10,11,15,16 and 20 addresses the internal
satisfaction, while the items of 5,6,12,13,14,17,18 and
19 determines the external satisfaction. In this research,
the 5 items out of the external satisfaction form two
different dimensions. Two of these statements are
related to the satisfaction for the supervisors (items 5 &
6), whereas the other three items (number 17,18, 19)
are associated with the satisfaction of social relations in
workplace. Accordingly, the third dimension is called
“the satisfaction over the supervisor”, while the fourth
dimension is named as “social satisfaction”. In our
study total reliability of the scale determined as a=,844.
Reliability results of sub dimensions as internal
satisfaction, external satisfaction, satisfaction from
supervisor and social satisfaction are 0=.945, 0=.849,
a=.778 and a=.746 in order.

Organizational Commitment Scale: The
commitment of the employees is determined through
the 18-item scale developed by Meyer and Allen [30]
and translated into Turkish by Wasti [34]. The scale
consists of emotional, continuance and normative
commitment dimensions. Each dimension consists of 6
items. The total reliability degree of the research is
0=,872 and emotional, continuance and normative
commitment’s reliability results are a=,933 0=,844,

0=,901 in order.

ANALYSIS AND RESULTS

The data is analyzed through IBM-SPSS-21
program. The data, except the variable of gender,
significantly fits to normal distribution. Most of the
participants are female due to the job characteristics of
the sample group. Confirmatory factor analysis and
correlation analysis are implemented in order to
determine the dimensions of the scales and the
relationship between the variables. Beside, t-test and

one-way ANOVA analysis are implemented in order to



determine the OQL perception as well as the
differences among groups depending on demographic

data.

In accordance with the results of the research, the
64,78% of the participants (92 participants) evaluates
themselves as overqualified for their jobs. There is no

significant differentiation among the OL perception for
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the gender, the hospital, the marital status and the age;
whereas there are significant differentiations among the
OL perception for the education level, the working

period and the monthly income.

As seen on Table 4, when the education level

increases, the OL perception increases, as well.

Table-4: relationship between education level and OQL
F=3,370; p=0,021<0,05
Education level [oL perception-Average N Standard Deviation
Secondary school 3,0357 28 1,00396
High school 3,3026 38 1,22909
College 3,8409 44 1,42964
Undergraduate 3,9091 22 1,27836
Total 3,5265 132 1,30042

The same relationship can be recognized between the
working period and the OL perception, as well as
between the income and the OL perception. In this
context, the participants with less or more working
period as well as the participants with low or high
income identifies themselves as “less OL”. Table 5 and
Figure 1 demonstrates the change in the OL perception

against the income level, while Table 6 and Figure 2

shows the change in the OL perception against the

working period

Table-6: Relationship between working
Table-5: Relationship between monthly duration and OQL
i d OQL
income and OQ F=4,398; p=0,000<0,001
F=3,017; p=0,013<0,05 :
\Working OL N Standard
Monthly oL N [Standard [period (year)|perception- Deviation
income (TL) |perception- Deviation Average
Average
1-2 Years 3,258 62 1,29350
0-999 19375 |8 | 60872 3.5 Years |4,066 30 [1,18322
1000-1499 3,5227 66  |[1,44430 7-10 Years |4,035 14 68139
1500-1999  [3,8750 28 [1,23884 11-13 Years|3,100 10 64550
2000-2499  [3,4167 12 ]1,30268 16,00 25000 2 00000
3000 & over  [2,7500 4 1,44338 21.00 2 0000 0 ,00000
Total 34426 122 (139242 Total 35458  [120  [1,30649




Figure-1: 00L Throush Income

QQL PERCEPTION

INCOME

Relations between basic variables of study can be seen
in Table-7 Correlation Table. Accordingly a

meaningful negative relation between internal
satisfaction and LO perception was found (r(142)= -
,169, p<0.05); there is not any other meaningful
correlation between other job satisfaction factors and
LO perception. According to this, H1 was accepted,
H2, H3 and H4 were not accepted. When the relation
between affective commitment, other independent
variable in the model, and OL perception was analyzed,
a meaningful negative relation between affective

commitment and OL perception  (r(142)= -,233,
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Eigure-2: 0QL Through Work Duration

O0L PERCEPTION
/}

WORK DURATION

p<0.01), and a meaningful positive correlation between
continuance commitment and OL perception (r(142)=
,218, p<0.01) was found. But, a meaningful correlation
couldn’t be found between normative commitment and
OL perception. According to this, H5 nd H6 were
accepted, H7 was not accepted.

According to regression analysis of OL
perception and job satisfaction and organizational
commitment; it can be seen that, OL perception
predicts continuance commitment %3 positively, and

internal satisfaction %6 negatively (Table-8).

1 2 3 4 5 6 8 9 10 11 12 13

= X:3,54
oQL SS:1,10
Percep
t.
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*x
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SS:0,90
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From
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,039

-,017

,103

3737

ox

,490

X:2,97
SS:0,85

8.S0s.
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-,028
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*x

,336

,097

Ex3

272

,114

Work
Durat.

-,103

-,025

,078

,026
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-,003

-,224"

X 4,16
SS:4,43

10.
Edu.
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,456
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,018
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,047

,106

Y.Ok
ul
SS:1,
07

11.
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-,029
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-,058
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,336
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X:3,51
SS:0,68

13.Job
Satis.

-,109

,142

,086

*x

,542

ET3

871

,112

-,080

442

,072

,078

,197

Fx

449

X:3,82
SS:0,60

* p<0.05; ** p<0.01 level of meaningful correlation

Table-7:

Correlation table

68



69

Independent | Dependent Variable Sig. R’ F B S.E. B

Variable
OLP Affective Commitment ,003** ,062 9,273 -,254 ,095 -,233
OLP Continuance Commitment ,039* ,030 4,347 ,197 ,073 ,218
OoLP Normative Commitment ,848 ,000 ,037 ,017 ,086 ,017
OLP Internal Satisfaction ,034* ,032 4,609 -,189 ,079 -,169
OoLP External Satisfaction ,535 ,003 ,387 -,041 ,067 -,010
OoLpP Satisfaction from Supervisor ,389 ,005 ,748 ,055 ,063 ,039
OLP Social Satisfaction ,057 ,026 3,673 147 ,071 135

*p<0.05; ** p<0.01

Table-8: Regression Analysis

DISCUSSION AND CONCLUSION

Although there are hundred thousands of job
opportunities at labor markets, the reasons of increase
at unemployment rates can be explained by not
admiring the current jobs due to rising education level
Beside this,

qualifications more than required can become an

at young generations [13]. having
obstacle on the perspective of employer [22]. OQL
perception might occur not only at highly educated
unemployed laborer candidates but also at the
employees who gained extra qualifications during their
working periods and developed herself/himself over
time. If OQL perception does not balanced with other
factors over time can cause negative work attitudes like
low satisfaction, low commitment, counter productive
behaviors, high work stress, and high turn over rates
for organizations [4]. As the results of OQL studies
show that, OQL perception will gain more importance
in business life and human resources management for
the next years.

In this study, the OQL perception of the
administrative staff of health sector and its effects on
job satisfaction and organizational commitment
examined in the context of Turkey. Although, we do
not have a hypothesis about effect of demographic
variables on OQL perception, some important results
were found.

First, educational status is presented as one of

the most important cause of OQL perception in the

literature [13], [31]. Harmonious with these results we
also detected a strong relationship between education
level and the OQL perception (r=,456, p<0,01). As
shown in Table-4, grouping the participants according
to their education, the average level of the highest OQL
perception was found at the graduated participants,
followed by undergraduates, high school and junior
school graduates. However, education level should not
be regarded as the equivalent or the unique reason of
the OQL perception. According to results of this study
while the percentage of participants with OQL
perception who are graduated from universities is 54%,
this ratio is 61% for junior school graduates.

Although there is not a direct relationship
between the OQL perception and monthly income and
duration of employment, while participants are grouped
according to their income, duration of employment and
OQL perceptions, the graphics show a bell curve. Thus,
the ones who have low duration of employment and
income do not feel over qualified. While duration of
employment and income increases, the OQL perception
is also increasing. But when the income and duration of
employment is more increased, the OQL perception
restart decreasing (Figure-1 and 2). Although this bell
curve might be result of several causes, we determine
that primer reason is perceptions about challenges of
the job. Considering the fact that new starters would
not have enough experience about the challenges of
their work they are not able to make realistic

evaluations. As well the experienced employees who



realize the real competences of their job do not
evaluate themselves as overqualified. However, we are
aware that more evidence needs to support this
argument.  Other variables like self-efficacy,
psychological capital, cultural values etc. may also be
affective in this results.

Organizational commitment is one of the most
researched attitudes in OQL literature [13], [14]. It is
common to face with a negative correlation between
OQL perception and organizational commitment [11],
[35]. In this study, although the participants have
organizational commitment above the average (x=
3,51), no direct relationship found between OQL
perception and organizational commitment. However,
when the organizational commitment was taken with
its sub-dimensions, a significant negative correlation
detected between OQL perception and affective
commitment (r= -0,249, p<0,01), and a significant
positive correlation detected between OQL perception
and continuance commitment (r= 0,174, p<0,01). With
these results, we evaluate that, the employees who see
themselves as overqualified, stay in her/his current job
because of not having a better alternative. Therefore,
these employees do not develop an affective
commitment to their organizations.

Job satisfaction is another variable commonly
located at OQL research models [36], [37]. Commonly
a negative relation between job satisfaction and OQL
perception is detected in these researches. Although it
is possible to say that the participants are highly
satisfied from their current job in general (x= 3,82) and
highly feel themselves as over qualified (x= 3,54) we
could not detect any significant correlation between job
satisfaction and OQL perception. But, in this study, we
added job satisfaction to our model with its sub
dimensions. But examining the interaction of sub
dimensions with OQL perception we detected that
OQL perception is negatively related with internal job
satisfaction (r=-0,169, p<0,05) and positively related
with social satisfaction (r=0,179, p<0,05). Internal

satisfaction, is the sub dimension of job satisfaction
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focusing to work itself and the feelings of the employee
while doing the work, includes the matters like gaining
the outputs expected from organization, opportunity to
work independently, congruence between personal
values and organization’s ethical values, availability to
display creativity, and attract of job itself [38]. The low
level of internal satisfaction of the participants with
high OQL perception can be linked to the idea of
feeling useless in the current job although having
outstanding qualities and perception of lack of
harmony about social statute of current job and the job
that expected. Another important output of the research
is positive correlation between OQL perception and
social satisfaction, which is related with being glad
with colleagues [26]. Social satisfaction averages are
higher at the participants with higher OQL perceptions.
The reasons of this relation can be listed as the
gladness from the facilities of the workplace, good
relationship among the employees with similar
perspectives, developing a common identity as
colleagues and participating same feelings.

In this study, we tried to examine OQL
perception as a new concept developed at recent years
and rarely handled in Turkish context. We researched
effect of demographic variables to OQL perception and
its relation with job satisfaction and organizational
commitment both with their sub dimensions. In this
process, we witnessed the fact that, OQL perception of
employees might be related with many different
attitudes. In order to utilize the qualifications (at least
perceived qualifications) of these employees and
diminish negative effects of this perception questions
like; What kind of leadership approaches and human
resource management styles should be exhibited to
these employees?, How these employees can be
retained and their efficiency and performance can be
maintained? are some of the main questions which
should be answered in future researches.

There are some limitations should be considered
about the study. First, it is a cross-sectional research

and data is gathered from self-reports. Because of



these reasons, the results might be affected by common
method variance. In addition, the sample represents
only the private sector and hospitals in Ankara. Thus,
findings are limited to location, time and sample.
Although number of sample might be considered
enough for statistical analysis, it is more than being
assertive to generalize the results. For future
researches, it is recommended that, enlarging the
research with different occupations from different
regions. Also other behavioral variables like;

personality traits, kind of graduated schools, family
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income, human resources management applications of
organizations, leadership attitudes of supervisors,
organizational  culture,  organizational  climate,
entrepreneurship etc. can be added to models. Also
mediator, moderator and direct effects of OQL
perception on performance, organizational justice
perception, organizational citizenship behavior and
some other variables can be examined in future

researches.

REFERENCES

[1] O’Connell A. The myth of the overqualified
worker. Harvard business review. December 2010.

[2] TUIK (Tiirkiye statistics institution). September
2014 household labor surveys datas, employment
datas. 2014. Avaliable at: www.tuik.gov.tr [accessed
29.12.2014].

[3] Khan LJ, Morrow PC. Objective and subjective
underemployment relationships to job satisfaction.
Journal of business research. 1991; 22: 211-218.

[4] Erdogan B, Bauer TN. Overqualified employees:
too good to hire or too good to be true?. Academy of
management annual meeting proceedings. 2007; 1-7.
[5] Kogak O, Usta D. Measurement of expectation
from environment and workplace of qualified labors
during employment. Public-work journal. 2011; 11(4):
59-80.

[6] Sadava SW, O’Connor R, McCreary DR.
Employment status and health in young adults:
Economic and behavioral mediators. Journal of health
psychology. 2000; 5: 549-560

[7] Gorg H, Strobl E. The incidence of visible
underemployment: evidence for Trinidad and Tobago.
Journal of development studies. 2003; 39: 81-100.

[8] Biichel F, Mertens A.
undereducation and the theory of career mobility.
Applied economics. 2004; 36: 803-816.
[91 Johnson  GJ, Johnson  WR.
overqualification and psychological well-being. Journal
of social psychology. 1996; 136: 435-445.

[10] Green F, Mcintosh S. Is there a genuine under-

Overeducation,

Perceived

utilization of skills amongst the over-qualified?.
Applied economics. 2007; 39: 427-39.

[11] Maynard DC, Joseph TA, Maynard AM.
Underemployment, job attitudes, and turnover
intentions. Journal of organizational behavior. 2006;
27: 509-536.

[12] Crosby F. Relative deprivation in organizational
settings. In: Staw BM, Cummings Il, editors. Research
in organizational behavior. Greenwich: JAI Press;
1984, p. 51-93.

[13] Fine S, Nevo B. Too smart for their own good? a
study of perceived cognitive overqualification in the
workplace. The international journal of human
resources management. 2008; 19: 346-355.

[14] Erdogan B, Bauer TN. Perceived overqualification
and its outcomes: the moderating role of
empowerment. Journal of applied psychology. 2009;
94(2): 557-565.



[15] Hackman JR, Oldham GR. Motivation through the
design of work: test of a theory. Organizational
behaviour and human performance. 1976; 16: 250-279.
[16] Edwards JR. Person-Job fit: a conceptual
integration, literature review and methodological
critique. International review of industrial and
organizational psychology. 1991; 6: 283-357.
[17] Lobene E, Meade AW.

overqualification: an exploration of outcomes.

Perceived

Proceeding at 25th international society for industrial
and organizational psychology. Atlanta, Canada; 2010.
[18] Johnson GJ, Johnson WR. Perceived over-
qualification and dimensions of job satisfaction: a
longitudinal analysis. Journal of psychology. 2000;
134(5): 537-555.

[19] Bills DB. The mutability of educational
credentials as hiring criteria: how employers evaluate a
typically highly credentialed job candidates. Work and
occupations. 1992; 19: 179-195.

[20] Maynard DC, Hakel MD. Managerial perceptions
of overqualification in the selection process.
Proceeding at 14th international society for industrial
and organizational psychology. Atlanta, Canada; 1999.
[21] Erdogan B, Bauer TN, Peiro JM, Truxillo DM.
Overqualified employees: making the best of a
potentially bad situation for individuals and
organizations. Industrial and organizational
psychology: perspectives on science and practice.
2011; 4: 215-232.

[22] Green A. Why employers don't want to hire
overqualified candidates. 2013. Awvaliable at:
http://www.USNewsDigitalWeekly/Careersblog.com
[accessed 07.12.2014].

[23] Giil H, Karamanoglu OE, Gokce H. Relationships
between job satisfaction, stres, organizational
commitment, intention to quit, and performance: An
application on health sector. Ege academic review.
2008; 15: 1-11.

[24] Judge TA, Locke EA, Durham CC, Kluger AN.

Dispositional effects on job and life satisfaction: the

72

role of core evaluations. Journal of applied psychology.
1998; 83: 17-34.

[25] Peiro JM, Agut S, Grau R. The relationship
between overeducation and job satisfaction among
young Spanish workers: The role of salary, contract of
employment, and work experience. Journal of applied
social psychology. 2010; 40(3): 666—689.

[26] Okuyucu AA. Perceived underemployment among
the foreign-born: Its outcomes and the moderating role
of psychological empowerment and perceived
organizational support. Unpublished master’s thesis,
San Jose state university. California: 2014.

[27] Salancik GR. Commitment and the control of
organizational behavior and belief. In: Staw BM,
editor. Psychological dimensions of organizational
behavior. New Jersey: Upper saddle river press,
Prentice Hall; 2003, p. 287-293.

[28] Mutlu P. The effect of perceived external prestige
on the relationship between perceived overqualification
and both organizational commitment and turnover
intention. Unpublished master’s thesis, Marmara
University social sciences institute. Istanbul: 2013.

[29] Allen NJ, Meyer JP. The measurement and
antecedents of affective, continuance and normative
commitment to the organization. Journal of
occupational psychology. 1990; 63: 1-18.

[30] Meyer JP, Allen NJ. A three-component
conceptualization of organizational commitment.
Human resource management review. 1991; 1(1): 61—
89.

[31] Johnson WR, Morrow PC, Johnson GJ. An
evaluation of perceived overqualification scale across
settings. Journal of applied psychology. 2002; 136:
425-441.

[32] Weiss DJ, Dawis RV, England GW, Lofquist LH.
Manual for the minnesota satisfaction questionnaire.
Minnesota studies in vocational rehabilitation. 1967;
XXILI.

[33] Health  platform.  2014.

http://www.saglikplatformu.com/

Avaliable at:



haberler/Ayrinti.asp?HaberNo=3747
21.12.2014].

[34] Baycan A. An analysis of several aspects of job

[accessed

satisfaction between different occupational groups.
Unpublished master thesis, Bogazi¢i University.
Istanbul: 1985.

[35] Wasti A. Universal and cultural factors of
organizational commitment: A look at Turkish culture,
management in Turkey, leadership, and human
resources practices. In: Aycan Z, editor. Turkish
Psycologists association publication. 2000; 21: 201-
223.

[36] McKee-Ryan FM, Virick M, Prussia GE, Harvey
J, Lilly JD. Life after the layoff: getting a job worth

73

keeping. Journal of organizational behavior. 2009; 30:
561-580.
[37] Nabi, GR.

underemployment: Opportunity for skill use and career

Graduate  employment and

experiences amongst recent business graduates.
Education + training. 2003; 45: 371-382.

[38] Lee CH. A study of underemployment among
self-initiated expatriates. Journal of world business.
2005; 40: 172-187.

[39] Sengiil MC. Research of relations of personality,
job satisfaction, and organizational commitment of
organization labors. Unpublished phd thesis, Celal
Bayar university social sciences institute. Manisa:
2008.



