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ABSTRACT (Head Titles)

The current study aims to reveal the effect of employees' overqualification perceptions on turnover intention. The
study also examines the serial mediation of boreout in the workplace and work alienation in the relationship
between these two variables. The model of the research is the relational screening, which is one of the quantitative
research types. The sample of the study consists of university administrative staff. Within this scope, 210
participants who work at Suleyman Demirel University have been reached, including 99 women and 111 men. The
average age of the participants is 38 years, and the average seniority is 11 years. Within the scope of the research,
data has been collected using the convenience sampling method and survey technique. This study's data has
been obtained using the Perceived Overqualification Scale, the Turnover Intention Scale, the Boreout Scale, the
Work Alienation Scale, and the personal information form prepared by the researchers. In the analysis of the data,
first of all, the collected data is subjected to confirmatory factor analysis. Then, descriptive statistics for all
variables have been calculated, and the relationships between variables are determined using Pearson Correlation
analysis. Mediation analyses have been performed using the Process macro in line with the recommmendations of
Preacher and Hayes. Process Model 6 has been used to demonstrate serial mediation.
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Algilanan asir nitelikliligin isten ayrilma niyetine etkisi: is yeri
bezginligi ve ise yabancilagmanin araci rolii

OZET

Bu arastirmanin amaci, calisanlarin asiri niteliklilik algilarinin isten ayrilma niyetlerine olan etkisini ortaya
koymaktir. Calismada ayrica, bu iki degisken arasindaki iliskide is yeri bezginligi ve ise yabancilagsmanin seri
araciliginin incelenmesi de amaclanmistir. Arastirmanin modeli, nicel arastirma cesitlerinden olan iliskisel
taramadir. Arastirmanin orneklem grubu Universite idari personellerinden olusmaktadir. Bu kapsamda Suleyman
Demirel Universitesinde gérev yapan 99'u kadin ve 111'i erkek olmak Ulzere toplam 210 katilimciya ulagilmistir.
Katilimcilarin yas ortalamasi 38, kidem ortalamasi ise 11 yildir. Arastirma kapsaminda kolayda ornekleme
yontemiyle, anket teknigi kullanilarak veriler toplanmistir. Bu galismanin verileri: Asiri Niteliklilik Algisi Olgegi, isten
Ayrilma Niyeti Olgegi, is Yeri Bezginligi Olcegi, ise Yabancilagsma Olgegi ve arastirmacilar tarafindan hazirlanan
Kisisel Bilgi Formu kullanilarak toplanmustir. Verilerin analizinde dncelikle toplanan veri dogrulayici faktor analizine
tabi tutulmustur. Ardindan tim dediskenlere iliskin betimsel istatistikler hesaplanmis, degiskenler arasi iliskiler
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Pearson Korelasyon analizi kullanilarak tespit edilmistir. Aracilik analizleri Preacher ve Hayes'in onerileri
dogrultusunda Process makrosu kullanilarak yapilmistir. Seri araciliyi ortaya koyabilmek igin Process Model 6
kullanilmistir. Analiz sonuglarina gore, asiri niteliklilik algisinin galisanlarin isten ayrilma niyetlerini pozitif ve anlamli
bir sekilde etkiledigi sonucuna ulasgiimistir. Seri aracilik analiz sonuglarina gore ise, asir niteliklilik algisi ve isten
ayrilma niyeti arasindaki iliskide, ise yabancilagsma ve is yeri bezginliginin araci rolinin anlaml oldugu
gortlmustir. Bu kapsamda galismada gelistirilen tim hipotezler desteklenmistir. Model, asir niteliklilik algisi
ylksek olan galisanlarin isten ayrilma niyetlerinin de ylksek olacagini, bunun yani sira ise yabancilagma ve is yeri
bezginligi yasayan calisanlarda bu olumsuz etkinin daha da fazla olacadini gostermektedir. Son olarak
arastirmanin kisitlari ifade edilmis ve elde edilen bulgular alan yazini isiginda tartigiimistir.

ANAHTAR KELIMELER

Asiri niteliklilik algis, isten ayrilma niyeti, ise yabancilagsma, is yeri bezginligi, seri aracilik

Introduction

Growing labor markets and evolving job structures/conditions according to the requirements of
the time create differences in meaning for employees. The differences in meaning may vary
according to the qualifications of the employees and the job structure. Employee quality, which
is only one of the organizational success factors, has a direct share in the organization.
Therefore, the competencies, psychological states, and person-job fit of employees should be
addressed by organizations. Additionally, the discovery of deepening behavioral differences
among employees with the entry of new generations into the labor market, more research on it,
and partially examining it using different effect analyses with newly conceptualized variables
may produce more reliable/generalizable results.

In today's world, universities play a crucial role as centers of education and scientific research,
significantly contributing to societal development. Therefore, the effectiveness and success of
universities depend on the presence of qualified and motivated administrative staff. Apart from
academic personnel, administrative staff plays an indispensable role in ensuring universities'
smooth functioning and productivity. The working conditions, job satisfaction, and overall well-
being of administrative personnel are of great importance to universities' institutional
performance and efficiency. This study aims to examine the impact of perceived
overqualification on turnover intention, with a specific focus on university administrative staff,
and to understand the mediating role of boreout and work alienation in this relationship. In this
study, in which employee behaviors are examined through serial mediation effect analysis, the
model is constructed from theoretical foundations and past national/international literature.
The first concept in the study is the individual's perception of overqualification. Overqualification
can be defined as the perception that the job's requirements are below the individual's capacity
or the perception of seeing oneself as superior to other employees (Kir & Akcakanat, 2021).
Another concept is boreout in the workplace. Boreout is a condition in which workplace
demotivation, low work performance, and individual stress lead to psychological and physical
complaints (Stock, 2015). Boreout syndrome can pose a concealed danger to individuals and
organizations, as it leads to a lack of motivation and a crisis of growth and meaning at work,
resulting in high levels of boredom (Stock, 2015). Another concept, work alienation, is defined
as the actions and behaviors of the employee that cause powerlessness, meaninglessness,
normlessness, and self-alienation against work (Mottaz, 1981). Finally, the concept of turnover
intention refers to the employee's turning to different opportunities because the job does not
meet the employee's expectations (Polat & Meydan, 2010).

When the literature is analyzed, this study provides originality in terms of the sample group and
the discovery of indirect effects between the dependent and independent variables.
Simultaneously, it is expected to offer an alternative contribution to explaining personnel
turnover in business sectors and be beneficial in human resources planning and determining
organizational strategies. On the other hand, there is no similar study in the literature on the
concept of boreout regarding the selected research model and method. Additionally, when the
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literature was examined, the suggestion to investigate boreout in the workplace with different
methods, samples, and concepts was considered (Abubakar et al., 2022). In this context, the
role of boreout is explored by the serial mediation modeling method, contributing to previous
studies and the field. At the same time, this study contributes to the existing literature on
overqualification by focusing on administrative staff in the university context. While previous
research has explored the consequences of overqualification mainly in general workplace
settings, this study provides valuable insights into how perceived overqualification affects
turnover intention among university administrative staff. Understanding the unique dynamics of
overqualification within the specific context of universities can enrich theoretical models and
provide a more comprehensive understanding of the phenomenon.

The study's investigation of the mediating role of boreout and work alienation between
perceived overqualification and turnover intention adds to the understanding of underlying
mechanisms that drive the relationship. Examining these mediating factors offers a more
nuanced perspective on how overqualification perceptions might lead to turnover intention. This
contribution can help researchers and practitioners identify potential intervention points to
address the negative consequences of perceived overqualification and mitigate its impact on
turnover.

Overall, this research provides valuable theoretical contributions to the dynamics of perceived
overqualification, turnover intention, and the role of boreout and work alienation within the
context of university administrative staff. These contributions have been considered to enhance
the understanding of workplace dynamics and improve the development of more effective
strategies for managing and retaining talent in academic institutions.

Conceptual Framework

Boreout

Boreout is a psychological phenomenon that has gained attention recently due to its negative
impact on work motivation and performance. According to the Turkish Language Association
Dictionary (2023), boreout is defined as "the state of being weary, weariness, and fatigue." It is
conceptualized by Stock (2015) as a condition that results in various physical and psychological
complaints related to individual stress at work. Boreout is defined as low arousal, meaning crisis
and work boredom, whereas burnout is emotional, physical, and mental exhaustion due to
prolonged exposure to monotonous stimuli. Although boreout and burnout share some
similarities, they have different causes. Burnout results from work stress, while boreout results
from low work demands and routine tasks.

According to the Conservation of Resource Theory, individuals are motivated to acquire, retain,
or increase resources they value, and the loss or inadequacy of these resources can have
profound psychological consequences for employees (Abubakar et al., 2022). Boreout and
burnout are negative concepts that have similar consequences, such as exhaustion, loss of
motivation, low self-esteem, anxiety, sadness, depression, work inefficiency, and conflicts
between work and life demands. Still, they arise from different causes (Stock, 2015). Boreout
syndrome is attributed to current social and economic crises, which lead to inadequate work
and workload that is not in line with an individual's character. Employees with boreout may find
it challenging to find an alternative job, fear social exclusion, and desire career success, making
it challenging to leave their current position.

Workplace fatigue, whether from boreout or burnout, can have negative or favorable
relationships with various work-related concepts, such as job performance and commitment,
career adaptability and work-family enrichment, emotion, and self-esteem (Akdeniz, 2018;
Karadal et al., 2018; Moris & Nedosugova, 2019). Employers should pay attention to boreout as
a potentially damaging phenomenon that can affect both the employee and the organization.
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Work Alienation

Hegel's work, "The Science of the Appearance of Tinin," addressed the alienation of human life
from nature and its essence. According to him, alienation will always exist as long as nature,
man, and society exist. Today, alienation is defined as the loss of values and norms that
determine human behavior and expectations (Simsek et al., 2006, p. 572). On the other hand,
the concept of work alienation is associated with the rise of capitalism and has been addressed
subjectively over time (Kanungo, 1981, p. 9). Generally, work alienation can be defined not only
as the deterioration of relationships in the workplace but also as the deterioration of all human
relationships, leading to an individual's living in a way that is incompatible with oneself, one's
essence, and self.

Academic studies have addressed the concept of work alienation in various ways. Nair and
Vohra (2010) consider work alienation as a single construct that can manifest as powerlessness
or loss of control over work. Seeman (1971) proposes that specific dimensions of work
alienation, such as powerlessness, meaninglessness, normlessness, isolation, and self-
estrangement, may be underreported by individuals due to societal pressures. On the other
hand, Mottaz (1981, p. 516) examines work alienation in terms of powerlessness,
meaninglessness, and self-estrangement, stating that employees who have no control over their
work experience these negative emotions. Additionally, according to Nair and Vohra (2010, p.
602), the key aspect of work alienation is the lack of comprehension regarding job
responsibilities and uncertainty regarding the availability, accessibility, and utilization of
resources required to perform the job. Factors such as management style, past events and
experiences, organizational size, knowledge flow, division of labor, working conditions,
economic factors, and societal/cultural conditions also contribute to work alienation (Simsek et
al., 2006, pp. 576-577).

The Emotional Events Theory and Self-Determination Theory can also explain the concept of
work alienation (Lee & Ashforth, 1996; Deci & Ryan, 1985; Turgut & Kalafatoglu, 2016). The
Emotional Events Theory suggests that negative emotions experienced by employees in the
workplace may cause work alienation. At the same time, the Self-Determination Theory argues
that work alienation may arise from a reduction or loss of autonomy in the workplace. For
instance, taking decision-making authority away from employees or making their job tasks
routine or boring may cause them to lose their sense of autonomy, leading to detachment and
alienation from their jobs.

Studies show that work alienation negatively affects the work environment and social and
psychological well-being. Work alienation increases burnout (Usman et al., 2020) and turnover
intention (Unsar & Karahan, 2011; Muharrem & Yesiltas, 2014), negatively affects attitudes such
as organizational justice (Turgut & Kalafatoglu, 2016; Durrah, 2020) and organizational
commitment, and is influenced by factors such as organizational trust (Ozbek, 2011),
psychological resilience (Wang et al,, 2019), leadership (Dash & Vohra, 2018), and work-life
quality (Huseyin, 2018). Hence, it is essential to address work alienation to ensure the well-being
of employees and the organizations they work for.

Turnover Intention

Turnover intention refers to the conscious decision made by dissatisfied employees to leave
their organization due to unfulfilled job expectations, decreased commitment to the
organization, and declining productivity (Bartlett, 1999). Workplace stress, burnout, and
excessive workload are some of the factors that contribute to turnover intention (Polat &
Meydan, 2010). To prevent turnover intention, effective organizational goals, commitments, and
employee identification with the organization are crucial (Polat &and Meydan, 2010; Lee et al,
2012). Employees who identify strongly with their organization tend to have high job
satisfaction, productivity, and organizational commitment, making it challenging to leave their
jobs (Huang et al., 2007). Organizational Equilibrium Theory and Expectation Fulfillment Theory
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are two theoretical frameworks that explain turnover intention. According to Organizational
Equilibrium Theory, employees strive to balance job satisfaction and organizational
commitment. If the balance is disrupted, employees may develop turnover intentions
(BlylUkbese and Gokaslan, 2018). The Expectation Fulfilment Theory posits that when
employees' job expectations are unmet, they experience job dissatisfaction, leading to turnover
intention (Eisenberger et al., 2007; Porter and Steers, 1973).

Psychological empowerment (Bhatnagar, 2012), intrinsic motivation (Kim, 2015), organizational
identification (Polat & Meydan, 2010), organizational commitment (Sabuncuoglu, 2007; Lee et
al, 2012), high leader-member interaction (Sahin, 2011), organizational climate (Cekmecelioglu,
2005), human resource management practices (Barlett, 2002), job satisfaction and
organizational culture (Egan et al., 2004), and quality of work life (Huang et al., 2007) are among
the factors shown to affect employee turnover intention in the literature.

Perception of Overqualification

The term "perceived overqualification" refers to an individual's belief that they possess
education, skills, or experience greater than what is necessary for their job (Erdogan et al., 2011).
This perception may arise due to a mismatch between an individual's expectations and the
actual job requirements or due to a lack of opportunities for advancement within the
organization (Johnson & Johnson, 2000). Perceived overqualification can result in negative
attitudes and behaviors towards work, and it can be attributed to poor working conditions, lack
of autonomy, and personality traits such as neuroticism and narcissism (Lui & Wang, 2012;
Ozkanan, 2018). Perceived overqualification refers to individuals' perceptions that they have
excess skills, knowledge, abilities, education, experience, and qualifications that are not required
or used in the job. It can lead to negative attitudes and behaviors toward work, disruption of the
perception of equality in the workplace, and lower performance at the workplace.

The concept of perceived overqualification can be explained by the following three theories:
Relative Deprivation Theory, Person-Job Fit Theory, and Equity Theory (Kirand Akgakanat, 2021).
Relative Deprivation Theory suggests that individuals' level of satisfaction is influenced by social
comparison, and emphasizing personal characteristics during the recruitment process can
result in a perceived sense of deprivation and reduced job performance (Kristof-Brown et al,
2005; Festinger, 1954). Person-Job Fit Theory emphasizes the compatibility of a job applicant's
competencies, personality traits, and other qualities with the job requirements. When individuals
feel overqualified for their jobs, they may experience confidence in adapting to the job (Kristof-
Brown et al, 2005). Equity Theory posits that individuals' social and economic status is
determined by their perception of fairness, and perceived overqualification may affect this
perception. When individuals perceive themselves as more qualified than their colleagues and
managers, it can create a sense of inequality and cause others to view themselves as less
qualified. This can disrupt the workplace's balance of perception and lead to various issues
(Greenberg, 1990; Colquitt et al.,, 20071).

Perceived overqualification has been related to many concepts in different studies, such as job
satisfaction, turnover intention, performance, psychological well-being, deprivation, and
recruitment (Johnson & Johnson, 2000; Erdogan & Bauer, 2009; Green & Zhu, 2010; Karacaoglu
& Arslan, 2019; Maynard et al., 2006; Ye et al., 2017; Li et al.,, 2020; Deng et al., 2018; Luksyte &
Spitzmueller, 2016; Wu et al., 2015; Erdogan et al., 2018; Maynard & Parfyonova, 2013; Triana et
al., 2017, Fine & Nevo, 2008; Shen & Kuhn, 2013; Martinez et al.,, 2014).

Method

This section of the study includes the purpose of the study, research model, sample, data
collection tools, and findings.
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Purpose and Model of the Study

This study aimed to examine the serial mediation effect of boreout and work alienation in the
relationship between overqualification perception and turnover intention in the sample of
administrative staff working at Stleyman Demirel University. In this context, the research model
was created on the axis of past studies and theories, and the hypotheses developed below are
presented with their justifications.

Boreout d—>» Work Alienation

al b2

/ 2 b1 \
Perceived i \ Turnover Intention

Overqualification

Figure 1 Research model

Perceived overqualification occurs when an employee possesses knowledge, skills, and abilities
that exceed the qualifications required (Luksyte & Spitzmueller, 2016, p. 637). This can create a
sense of deprivation if the job does not meet the employee's expectations, leading to decreased
job satisfaction, lower organizational commitment, and an increased desire to leave the
organization (Maltarich et al,, 2011). This deprivation is caused by a discrepancy between
objective working conditions and the employee's subjective expectations, particularly about
their perceived excess qualifications (Yu et al, 2021, p. 6069). Relative Deprivation Theory
suggests that this feeling arises when an employee cannot meet their expectations and position,
which can be seen as an unfair imposition of performance expectations. To attract candidates
with higher education and experience levels, organizations may exaggerate a position's
complexity, difficulty, and autonomy during the hiring process. However, unfulfilled promises
about job opportunities, challenges, and responsibilities may result in unfair decisions (Liu &
Wang, 2012, p. 4). Perceived overqualification can lead to work alienation, which occurs when
the job fails to meet employees' needs and expectations (Efraty et al, 1991) and may cause
them to leave their jobs (Maynard et al., 2006, p. 511). Organizations should carefully manage
employees' expectations during the hiring process to prevent such situations. In this context,
the first hypothesis of the study is formulated as follows:

Hypothesis 1: Work alienation has a mediating role in the effect of perceived overqualification
on turnover intention.

Boreout is a negative psychological state that can occur when employees experience low work-
related arousal, a crisis of meaning, and a problem of growth (Stock, 2015). The Conservation
of Resource Theory suggests that the loss of resources is the primary driver in the stress
process, and as resources are depleted, individuals become more vulnerable to negative
stressors (Hobfoll, 2001; Arshadi & Damiri, 2013). Employees who feel overqualified for their
jobs may experience stress when their abilities, goals, and values do not align with their work
situation, leading to increased turnover intention (Stock, 2015). This can negatively impact
employees' motivation, health, and performance (Abubakar et al., 2022). Additionally, employees
who lack growth opportunities may become less motivated and less engaged in their work,
leading to a decline in organizational performance (Abubakar et al., 2022). To address boreout,
organizations must provide employees with appropriate challenges and growth opportunities.
Based on this, the second hypothesis of the study was formed as follows:

Hypothesis 2: Boreout mediates the effect of perceived overqualification on turnover intention.
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Overqualification refers to an employee perceiving a mismatch between their abilities and the
demands of their job. Job demands that contribute to employee learning, personal development,
and growth can positively impact their behavior and performance. In contrast, job demands are
seen as obstacles that can lead to negative behaviors and poor performance. Job resources,
such as social, physical, and psychological aspects, facilitate employee development and
contribute to achieving organizational goals (Khan et al,, 2019, p. 934). The perception of
overqualification arises from the discrepancy between job demands and job resources, and this
perceived mismatch is likely to lead to negative work attitudes and withdrawal behaviors,
including turnover intention (Maynard et al., 2006, p. 437). This state of exhaustion then leads
to a major crisis of meaning (Stock, 2015). According to the Relative Deprivation Theory, it is
stated that because of not meeting the employee's expectations with his/her position, they will
fall into a crisis of meaning and a feeling of deprivation (Efraty et al., 1991). As a result, it is
thought to create/increase the intention of alienation against work. It is assumed that this
psychological situation experienced at work will significantly affect turnover intention. In this
direction, the third and final hypothesis of the study was formed as follows:

Hypothesis 3: Work alienation and boreout have a serial mediating role in the effect of perceived
overqualification on turnover intention.

Sample

Due to the observation of the perceptions of administrative staff that they deserve better jobs
than those they are doing and the striking results found in a previous study conducted on the
administrative staff (Karadal et al,, 2018), The sample of the research was composed of
administrative staff working at Isparta Suleyman Demirel University. Within the scope of the
study, data were collected using the convenience sampling method of surveying. According to
the Suleyman Demirel University 20271 Administrative Activity Report, there are 2,862
administrative employees in the institution. 210 people (24 online and 186 face-to-face printed)
participated in the survey conducted between April 2022 and May 2022. Additionally, the ethics
committee permission was obtained from the Suleyman Demirel University Social and Human
Sciences Ethics Committee with the decision numbered 120/17 to conduct the research. It was
determined that it would be sufficient to have data 5 times the number of statements in the
scale (Child, 2006). Simultaneously, based on the view that the number of samples between 200
and 300 in survey-type research methods would be appropriate for analysis (Glrbiz & Sahin,
2014, p. 126), The number of participants reached was sufficient. Demographic characteristics
and descriptive statistics of the sample were analyzed:

e Of the participants, 99 (47.1%) were female and 111 (52.9%) were male,

e 131 (62.4%) were married, and 79 (37.6%) were single,

e 4(1.9%) graduated from secondary school, 33 (15.7%) from high school, 43 (20.5%) from
vocational high school, 88 (41.9%) from undergraduate school, and 42 (20.0%) from
graduate schooal,

e The average age was 38 years (standard deviation: 9.01), and the average seniority was
11 years (standard deviation: 8.20).

Measures

In the study, 5-point Likert-type scales were used. In the study, the original scales' original
structures were used directly for all scales: "1: Strongly disagree, 2: Disagree, 3: Undecided, 4:
Agree, 5: Strongly Agree" for all scales. There are no reverse-coded items in the scales.

Perceived overqualification: Maynard et al. (2006) developed a 9-item, single-dimension scale to
measure perceived overqualification. Yildiz et al. (2017) adapted the scale to Turkish but applied
it with 2 dimensions. In a related study, the scale was used as a single dimension to maintain
its original structure and had a reliability value of 0.82. The scale includes sample statements
such as "My job requires less education than | have" and "I have more ability than | need to do
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my job." The increase in the mean scores obtained from the perceived overqualification scale
indicates that the perception of qualification of the relevant sample has increased.

Work alienation: Hirschfeld and Feild's (2000) 10-item, one-dimensional scale was used, and
Ozbek's (2017) Turkish translation was used for the study. The reliability value of the scale (q)
was 0.72. The scale includes sample statements such as "l wonder why | work at all." and "No
matter how hard | work, you never really seem to reach your goals." Additionally, the increase in
the mean scores obtained from the alienation from work scale indicates an increase in
alienation from work in the relevant sample.

Boreout: Stock's (2015) 11-item, 3-dimensional scale (boredom, meaning crisis, growth crisis)
was used, with a Turkish adaptation by Karadal et al.'s (2018). The scale demonstrated good
reliability with a values of 0.78 for boredom, 0.82 for meaning crisis, and 0.76 for growth crisis.
The scale includes sample statements such as "In my job, | cannot concentrate.” and "My work
seems meaningless." Additionally, the increase in the mean scores obtained from the workplace
frustration scale indicated an increase in workplace frustration in the relevant sample.

Turnover intention: Tepper et al.'s (2009) 3-item turnover intention scale was used, with a
Turkish adaptation by Oriict et al.'s (2020). The scale demonstrated high reliability with an a
value of 0.95 in the related study. The scale includes sample statements such as "l plan on
leaving this organization very soon." and "l expect to change jobs in the next few months."
Additionally, the increase in the mean scores obtained from the turnover intention scale
indicates an increase in turnover intention in the sample.

Data Analytics

AMOS, SPSS, and SPSS Process macro plugins were used for statistical data analysis. Since the
scales used in the study had previously been subjected to Turkish validity and reliability studies,
only confirmatory factor analysis was applied for construct validity in this study. After the factor
analysis, descriptive statistics were analyzed, normality of distribution was tested, reliability
analyses were performed, path analysis, correlation, and regression-based mediator variable
(Process, Model 6) analyses were applied.

Factor Analysis

Confirmatory factor analysis (CFA) was applied to determine the construct validity of the scales
used in the study. To ensure that the CFA applied using the AMOS 23.0 program, in which each
scale is evaluated separately, yields strong results (Capik, 2014, p. 97). Reliability tests and
normality distribution were also examined before the CFA application. The results of the CFA
conducted with the data of 210 participants are presented in Table 1. First-order factor analysis
was applied to the overqualification and work alienation scales since they consisted of a single
dimension, and second-order factor analysis was used to treat the workplace boreout scale as
a single dimension. Since the turnover intention scale consists of three items, the AMOS
program did not apply factor analysis.

Table 1 Goodness of fit values for the scales

RMSEA GFI AGFI NFI CFl x2/df
Work Alienation ,052 967 ,937 ,946 ,979 1,561
Overqualification ,080 ,946 ,890 ,926 ,955 2,365
Boreout(Second-order) 074 ,931 ,886 ,946 970 2,142
GoodFit 0<RMSEA<,05; ,90<GFI<1;.90<AGFI<1;97<NFI<1;97<CFI<1;0<x2/df<3

AcceptableFit ,05sRMSEA<,08;,85<GFI<,90;,85<AGFI<,90;,95<NFI<,97;95<CFI<,97;3<x2/df<5

As a result of the confirmatory factor analysis, 1T modification was applied to the Workplace
Boreout Scale, 4 modifications were applied to the Perceived Overqualification Scale, 1
modification was used to the Workplace Alienation Scale, and 2 items (items 9 and 10) were
removed due to low factor loading. Thus, when the goodness-of-fit values in Table 1T were
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analyzed, it was seen that all indices were within acceptable limits (Kline, 2019, p. 219; Glrbiiz
& Sahin, 2014, p. 345).

Findings

Before proceeding to the testing phase of the research model, the correlation coefficients
between the variables considered in the research and the significance of the relationships were
determined. Within the analysis, the internal consistency coefficient, scale averages, and
standard deviation values were determined to be consistent between the items of the scales, as
shown in Table 2.

Table 2. Reliability coefficients, averages, and relationships between variables

Variables Average S.D. Skewness Kurtosis 1 2 3 4

1. Overqualification 3,19 085 ,141 -359 (0,83)

2. Boreout 2,49 086 ,623 ,092 499** (0,90)

3. Work Alienation 2,36 0,88 ,129 -635 409™* 526 (0,83)

4. Turnover Intention 2,04 1,16 977 ,358 208" 397**  409g8** (0,92)

** denotes a significant relationship at p<.01 level.

Table 2 shows that all correlations between variables were positive and significant at the level
of p<.01. The strongest relationship was between work alienation and boreout (r=,526). In
contrast, the weakest correlation was between perceived overqualification and turnover
intention (r=,298). Skewness and kurtosis tests were performed to evaluate the normality
distribution of the data, and the results indicated a normal distribution. The mean score for the
perceived overqualification was 3.19, indicating that the participants' perception was also above
the medium level. On the other hand, the mean score for boreout was 2.49, which was below
the medium/moderate level. Similarly, the mean score for work alienation was 2.36, which was
also below the medium level, and the mean score for turnover intention was 2.04, indicating that
participants had low turnover intention.

To investigate the serial mediating role of boreout and work alienation in the relationship
between employees' perceived overqualification and turnover intention, the researchers applied
Process Model 6 with the 5000 bootstrap resampling method. Path analysis was conducted
within the model, and the results are presented in Figure 2. The path coefficients and
significance values are shown in Table 3.

Boreout 44— Work Alienation

50 51

/ 20* 22+ \
Perceived 08+ \ Turnover Intention

Overqualification

Figure 2 Path analysis results

Table 3 Path analysis significance findings

Variables DirectEffect S.D. LLCI ULCI
Overqualification > Boreout ,50 ,06 ,382 ,619
Overqualification > Work Alienation 20 ,06 ,065 ,335
Boreout —> Work Alienation 43 ,06 ,302 571
Boreout --> Turnover Intention 22 10 ,023 A22

Work Alienation -—--> Turnover Intention 51 ,09 327 ,698
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Overqualification ~ —> Turnover Intention ,07 ,09 110 ,263

When the findings in Table 3 were analyzed, it was found that all path coefficients had
statistically significant effects within the framework of the model. The direct effects of all the
paths on each other were significant. In the second stage, 3 different indirect effects (Int1, Int2,
Int3) were tested in the model with two mediating variables for serial mediator analysis, and the
findings were given in Table 4.

Table 4. Mediating variable findings

Variables B S.D. LLCI ULCI
Overqualification -> Work Alienation -> Turnover Intention ,102 ,04 114 ,341
Overqualification ->Boreout-> Turnover Intention 11 ,04 ,188 487
Overqualification -> Boreout -> Work Alienation ->Turnover 112 ,03 ,033 ,208
Intention

Model Summary TotalEffect (,403) DirectEffect (.076) TotallndirectEffect (,327)

The hypothesis “H1: Work alienation has a mediating role in the effect of perceived
overqualification on turnover intention.” was supported based on the beta coefficient (B=,102),
LLCI-ULCI not including zero and statistical significance value (p<,001). When the findings of the
other hypothesis, “H2: Boreout mediates the effect of perceived overqualification on turnover
intention.” were examined, it was supported by considering the beta coefficient (3=,111), LLCI-
ULCI not including zero and statistical significance value (p<,007). Finally, the hypothesis "H3:
Work alienation and boreout have a serial mediating role in the effect of perceived
overqualification on turnover intention." was supported by considering the beta coefficient
(B=,111), LLCI-ULCI not including zero and statistical significance value (p<,01). In this context,
all hypotheses for the study were supported.

In summary, the serial mediation effect of boreout and work alienation, which were considered
together within the framework of the established model, had a higher effect value than the other
mediation effects. Considering the total effect, the independent variable affects the dependent
variable at the level of B=,403. There is only a direct effect within this total effect at the level of
B=,076. The remaining effect at the level of 3=.327 was the indirect effect arising from the
mediating variables.

Conclusions and Discussion

This research investigated how the perception of being overqualified influences the turnover
intention among administrative staff at Stleyman Demirel University. Additionally, the study
explored the role of boreout and work alienation as mediators in this relationship. The
participants in the survey were administrative staff members at Stleyman Demirel University,
with an average age of 38 and an average length of service of 11 years.

The results revealed that perceived overqualification was positively associated with turnover
intention, which aligns with the Job Demands and Resources Theory. The study also drew on
previous research to shed light on the underlying causes of this perception. These findings can
offer organizations valuable insights into addressing employees' perceived overqualification
and reducing their likelihood of leaving their jobs.

The study considers perceived overqualification as an independent variable, and it was found
that an individual's perceived overqualification creates a stressful working environment that
negatively affects performance and motivation (Karacaoglu and Arslan, 2019). To manage the
perceived overqualification at an individual level, establishing open communication channels
with the work environment and setting realistic targets are suggested (Dogan, 2002; Cemal &
Catikkas, 2012). This approach also reduces employee stress levels and creates a happier
working environment. On the other hand, to manage the perceived overqualification by the
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organization, it is recommended that employees be helped to set practical and measurable
goals to balance their perception of being overqualified (Glner & Bozkurt, 2017). This approach
can prevent employees from feeling overqualified and create a more realistic perception. In
addition, providing employees with feedback on their performance can reduce the stress factor
of perceived overqualification (Mert, 2020), and it is expected to help them evaluate their work
more objectively. Encouraging employees to work in teams is also crucial for creating an
awareness of their work (Orgev & Giinalan, 2011).

According to a recent study, boreout and work alienation mediate the effect of perceived
overqualification on turnover intention, with both concepts having serial mediation roles. The
Conservation of Resource Theory explains that when employees lose resources, stress can
affect their meaning and motivation, ultimately leading to pressure on the individual and
potentially affecting turnover intention (Hobfoll, 2001). In addition, the Relative Deprivation
Theory suggests that employees who feel deprived due to unmet expectations may experience
a crisis of meaning and become alienated from work, ultimately affecting their turnover intention
(Efraty et al,, 1991). More research is needed on boreout in different sample groups to better
understand its impact on employee turnover intention (Abubakar et al., 2022).

On the other hand, there are many studies on work alienation. Studies in which work alienation
was used as an independent variable in the past studies [burnout (Usman et al.,, 2020) and
turnover intention (Unsar & Karahan, 2011; Muharrem & Yesiltas, 2014), organizational justice
(Turgut & Kalafatoglu, 2016; Durrah, 2020) and organizational commitment (Hobfoll, 2007, p.
338)], as well as studies in which it is considered dependent variable [psychological resilience
(Wang et al,, 2019), leadership (Dash & Vohra, 2018) and quality of work life (Huseyin, 2018) ]
exists. However, when the previous studies were examined, no study was found in which both
boreout and work alienation were considered together, and any serial mediation effect analysis
measured the concepts.

To prevent boreout, which negatively affects employees' work performance and general health,
it may be recommended that employers make changes in workflow and design methods (Uysal
et al,, 2018). Lack of communication is also one of the leading causes of boreout (Stock, 2015,
p. 581); employers must communicate regularly with employees and create an environment of
open and transparent communication (Tinaztepe, 2012). Additionally, it is thought that the
employer's adoption of an approach to the needs of employees and the provision of flexible
working conditions can reduce the effects of boreout (Atalik & Erogluer, 2022).

The lack of emotions and motivation because of work alienation negatively affects the
performance of employees (Keles & Cemaloglu, 2022, p. 58). In this context, to reduce the
adverse effects of work alienation, organizations can be recommended to organize various
community activities to increase workplace friendships and work/organization loyalty. (Taslian
et al,, 2022). Additionally, establishing an effective leadership program can enable employees to
feel important and valued at work. (Dash & Vohra, 2018). Finally, training needs analyses are
applied in developing a workplace culture (Senol, 2022; Acaray, 2014), and training and
development programs are presented to employees and implemented (Cebi & Bayraktar, 2022).
It is useful in alleviating the adverse effects of work alienation.

Many influences on turnover intention are thought to be the most important issue of discussion
in this study and future studies. On the other hand, the employees' job commitment should be
improved, and open communication channels should be established to prevent turnover.
(Tinaztepe, 2012), workplace friendship (Taslian et al., 2022), career development plans (Huang
etal.,, 2007), and the creation of counseling and coaching services can be recommended (Arisoy,
2017).

Unlike previous studies, this study emphasizes that two or more variables may simultaneously
affect turnover intention. In other words, it is stated that turnover intention may lead to
emotional distancing of the individual from their job due to the incompatibility between the
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qualifications of the individual and the position and character of the job. When the theories
explaining the concepts were examined, it was predicted that similar results would occur in line
with the research findings. Still, this study offers new ideas and perspectives in serial mediation
modeling and understanding the effect of boreout on turnover intention, which is considered a
new concept in the literature.

According to these results, some suggestions can be made for practitioners. Organizations can
focus on continuing education and development opportunities to reduce the negative impact of
perceived overqualification on turnover intention. By investing in employee development and
skill enhancement, organizations can more effectively align employee skills and job duties,
thereby reducing the likelihood of causing boredom and job alienation. Also, practitioners can
encourage employees to allow job descriptions to match their skills and interests better. This
autonomy can increase employee satisfaction and reduce the risk of boreout and job alienation.
Offering flexibility in job roles can help employees find more meaningful and challenging tasks
within their current positions. Regular communication and feedback mechanisms can play a
critical role in understanding employee perceptions and concerns about their roles and
qualifications. Promoting an open dialogue between employees and their managers can create
an environment where employees are appreciated and valued for their skills and contributions.
Additionally, it may be beneficial to implement employee well-being programs to cope with
burnout and stress, which are closely related to employee fatigue and stress. Initiatives such as
mindfulness sessions, stress management workshops, or promoting work-life balance can
positively affect employees' overall job satisfaction and reduce their turnover intention.
Therefore, businesses need to pay closer attention to job suitability and employee qualifications
during hiring. Ensuring job descriptions match candidates' skills and qualifications can help
prevent potential problems with perceived overqualification. By considering these
recommendations, organizations can create a more impressive and satisfying work
environment and thus increase employee productivity; however, if it is accepted that each
organization has its context, it is necessary to have a customized approach in the
implementation of these recommendations in the context of the business.

This study has several limitations, including the negative structures of the concepts being
researched, potential employee mistrust during data collection, and concerns that the
organization's reactions may cause prejudice. Additionally, the research only collected data
through surveys, limiting the number of participants and generalizability. Qualitative and cross-
sectional data collection methods were not used due to time constraints. Despite these
limitations, the study contributes to the literature by demonstrating that overqualification,
alienation, boredom caused by person-job fit, loss of resources, and relative deprivation are
affected by meaning and stress factors, ultimately affecting turnover intentions. The subject
should be applied to smaller population/sample groups using different research methods to
improve future studies. The study's results may also differ based on institutional structures, size,
and legal status, with non-corporate enterprises potentially being more negatively impacted.
Therefore, it is recommended to examine the research model's differences based on the size
and legal status of the enterprise.

Author Contributions

Author 1: 25%, Author 2: 25%, Author 3: 25%, Author 4: 25% contributed to the study.
Conflict of Interest Statement
There is no financial conflict of interest with any institution, organization, or person related to

our article named “The Effect of Perceived Overqualification on Turnover Intention: The
Mediating Role of Boreout and Work Alienation.”



41 ODUSOBIAD

References

Abubakar, A. M. (2019). Using hybrid SEM—Artificial intelligence: Approach to examine the nexus between
boreout, generation, career, life and job satisfaction. Personnel Review, 49(1), 67-89.
https://doi/10.1108/PR-06-2017-0180/full/htm!

Abubakar, A. M., Rezapouraghdam, H., Behravesh, E., & Megeirhi, H. A. (2022). Burnout or boreout: A meta-
analytic review and synthesis of burnout and boreout literature in hospitality and tourism. Journal
of Hospitality Marketing & Management, 31(4), 458-503.
https://doi.org/10.1080/19368623.2022.1996304

Acaray, A. (2014). Examination of the relationships between organizational culture, organizational silence
and intention to quit [Unpublished doctoral dissertation]. Kocaeli  University.
http://dspace.kocaeli.edu.tr:8080/xmlui/bitstream/handle/11493/11390/368542 pdf?sequence=
1

Akdeniz, T. (2018). Impact of boreout on job performance: The mediating role of work engagement anda
moderating role  of gender [Unpublished master's thesis]. Aksaray  University.
https://hdl.handle.net/20.500.12451/5164

Arisoy, B. (2017). Coaching in performance management. Research of Financial Economic and Social
Studies, 2(2), 132-136. https://dergipark.org.tr/en/pub/fesa/issue/30912/339205

Arshadi, N., & Damiri, H. (2013). The relationship of job stress with turnover intention and job performance:
Moderating role of OBSE. Procedia-Social and Behavioral — Sciences,84, 706-710.
https://doi.org/10.1016/j.sbspro.2013.06.631

Atalik, B., & Erogluer, K. (2022). Organizational justice in the effect of employees’ attitudes towards flexible
workarrangements on their engagement to work. The Journal of Defense Sciences,42,57-88.
https://doi.org/10.17134/khosbd. 1022273

Bartlett, K. R. (1999). The relationship between training and organizational commitment in the health care
field. [Unpublished doctoral dissertation], University of lllinois at Urbana-Champaign. Bezginlik TDK
Sozlik Anlami. (2023). Tlrk Dil Kurumu Sozlukleri. Erisim adresi:
https://sozluk.gov.tr/?kelime=bezginlik

Blyikbese, T., & Gokaslan, M. 0. (2018). The relationship between job embeddedness, job engagement,
and intention to quit: A Field study. Mukaddime, 9(2), 135-154.
https://doi.org/10.19059/mukaddime.376745

Cemal, I, & Gatikkas, O. (2012). An overview of internal control system in companies. Journal of Turkish
Court of Accounts, 85,95-121.

Child, D. (2006). The essentials of factor analysis. A&C Black.

Cropanzano, R, & Folger, R. (1991). Procedural justice and worker motivation. In W. Porter, G. Bigley, & R.
M. Steers (Eds.), Motivation and Work Behavior (pp. 131-138). New York: McGraw-Hill.

Colquitt, J. A, Conlon, D. E.,, Wesson, M. J., Porter, C. 0., & Ng, K. Y. (2007). Justice at the millennium: A
meta-analytic review of 25 years of organizational justice research. Journal of Applied Psychology,
86(3), 425-445. https://doi.org/10.1037/0021-9010.86.3.425

Caplik, C. (2014). Use of confirmatory factor analysis in validity and reliability studies. Journal of Anatolia
Nursing and Health Sciences, 17(3), 196-205.
https://dergipark.org.tr/en/pub/ataunihem/issue/2666/34715

Cebi, E. H., & Bayraktar, 0. (2022). The effect of perception of career development on retention and
resignation behaviors: The mediating role of the psychological contract. Journal of Business
Research, 14(3), 2390-2405. https://www.ceeol.com/search/article-detail?id=1087373

Dash, S. S., & Vohra, N. (2018). The leadership of the school principal: Impact on teachers’ job crafting,
alienation and  commitment.  Management  Research  Review, 42(3), 352-360.
https://www.emerald.com/insight/content/doi/10.1108/MRR-11-2017-0384/full/html

Deci, E. L., & Ryan, R. M. (1985). Intrinsic motivation and self-determination in human behavior. New York:
Plenum.

Deng, H., Guan, Y., Wu, C.-H., Erdogan, B., Bauer, T., & Yao, X. (2018). A relational model of perceived
overqualification: The moderating role of interpersonal influence on social acceptance. Journal of
Management, 44(8), 3288-3310. https://doi/10.1177/0149206316668237



ODUSOBIAD 442

Dogan, H. (2002). Isgorenlerin adalet algilamalarinda 6rgt ici iletisim ve proseddrel bilgilendirmenin rolt.
Ege Academic Review, 2(2), 71-78. https://dergipark.org.tr/en/pub/eab/issue/39833/472258

Durrah, O. (2020). Injustice perception and work alienation: Exploring the mediating role of employee’s
cynicism in healthcare sector. The Journal of Asian Finance, Economics, and Business, 7(9), 811-
824. https://koreascience.kr/article/JAKO202026061031484.page

Efraty, D., Sirgy, M. J., & Claiborne, C. B. (1991). The effects of personal alienation on organizational
identification: A quality-of-work-life model. Journal of Business and Psychology, 6(1), 57-78.
https://link.springer.com/article/10.1007/BF01013685

Egan, T. M, Yang, B., & Bartlett, K. R. (2004). The effects of organizational learning culture and job
satisfaction on motivation to transfer learning and turnover intention. Human Resource
Development Quarterly, 15(3), 279-301. https://doi.org/10.1002/hrdq.1104

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. L., & Rhoades, L. (2001). Perceived
supervisor support: Contributions to perceived organizational support and employee retention.
Journal of Applied Psychology, 86(5), 825-836. https://doi.org/10.1037/0021-9010.87.3.565

Erdogan, B., & Bauer, T. N. (2009). Perceived overqualification and its outcomes: The moderating role of
empowerment. Journal of Applied Psychology, 94(2), 557-565. https://doi.org/10.1037/a0013528

Erdogan, B., Bauer, T. N, Peiro, J. M., & Truxillo, D. M. (2011). Overqualified employees: Making the best
of a potentially bad situation for individuals and organizations. Industrial and Organizational
Psychology, 4(2), 215-232. https://doi.org/10.1111/j.1754-9434.2011.01330.x

Erdogan, B, Tomas, I, Valls, V., & Gracia, F. J. (2018). Perceived overqualification, relative deprivation, and
person-centric outcomes: The moderating role of career centrality. Journal of Vocational Behavior,
107, 233-245. https://doi.org/10.1016/j.jvb.2018.05.003

Festinger, L. (1954). A theory of social comparison processes. Human Relations, 7(2), 117-140.
https://doi.org/10.1177/001872675400700202

Fine, S., & Nevo, B. (2008). Too smart for their own good? A study of perceived cognitive overqualification
in the workforce. The International Journal of Human Resource Management, 19(2), 346-355.
https://doi.org/10.1080/09585190701799937

George, D., & Mallery, P. (2021). IBM SPSS statistics 27 step by step: A simple guide and reference. New
York: Routledge.

Green, F., & Zhu, Y. (2010). Overqualification, job dissatisfaction, and increasing dispersion in the returns
to graduate education. Oxford Economic Papers, 62(4), 740-763.
https://doi.org/10.1093/0ep/gpq002

Greenberg, J. (1990). Organizational justice: Yesterday, today, and tomorrow. Journal of Management,
16(2), 399-432.

Guner, F., & Bozkurt, O. C. (2017). A Research on exploration the reasons of bank employees happiness
and unhappiness in the workplace. Journal of Organizational Behavior Research, 2(2), 85-105.
https://dergipark.org.tr/en/pub/odad/issue/31268/340556

Gurblz, S., & Sahin, F. (2014). Sosyal bilimlerde arastirma yontemleri. Ankara: Segkin Yayincilik.

Hirschfeld, R. R., & Feild, H. S. (2000). Work centrality and work alienation: Distinct aspects of a general
commitment to work. Journal of Organizational Behavior: The International Journal of Industrial,
Occupational ~ and  Organizational ~ Psychology =~ and  Behavior,  21(7),  789-800.
https://doi.org/10.1002/1099-1379(200011)21:7<789::AID-JOB59>3.0.CO;2-W

Hobfoll, S. E. (2001). The influence of culture, community, and the nested-self in the stress process:
Advancing conservation of resources theory. Applied Psychology, 50(3), 337-421.
https://doi.org/10.1111/1464-0597.00062

Huang, T.-C., Lawler, J., & Lei, C.-Y. (2007). The effects of quality of work life on commitment and turnover
intention. Social Behavior and Personality: An International Journal, 35(6), 735-750.
https://doi.org/10.2224/sbp.2007.35.6.735

Huseyin, A. (2018). The relationships between quality of work life, school alienation, burnout, affective
commitment and organizational citizenship: A study on teachers. European Journal of Educational
Research, 7(2), 169-180. https://doi.org/10.12973/eu-jer.7.2.169

Johnson, G. J., & Johnson, W. R. (1996). Perceived overqualification and psychological well-being. The
Journal of Social Psychology, 136(4), 435-445. https://doi.org/10.1080/00224545.1996.9714025



4435 ODUSOBIAD

Johnson, G. J,, & Johnson, W. R. (2000). Perceived overqualification and dimensions of job satisfaction:
A longitudinal analysis. The Journal ~ of  Psychology, 134(5), 537-555.
https://doi.org/10.1080/00223980009598235

Kanungo, R. N. (1981). Work alienation and involvement: Problems and prospects. International Review of
Applied Psychology, 30(1), 1-15. https://doi.org/10.1111/j.1464-0597.1981.tb00976.x

Karacaoglu, K., & Arslan, M. (2019). The mediator role of optimism on the relationship between perceived
overqualification and job satisfaction: A Research on resigned or early-retired army officers. Ataturk
University  Journal ~ of  Economics and  Administrative  Sciences,  33(1), 107-136.
https://dergipark.org.tr/en/pub/atauniiibd/issue/43125/425536

Karadal, H., Abubakar, A. M., & Erdem, A. T. (2018). The interactin between boreout, career adaptability
and family-work enrichment: A Case study of Selcuk University. The Journal of Social Economic
Research, 18(35), 41-63. https://doi.org/10.30976/susead.366393

Keles, N. O., & Cemaloglu, N. (2022). Perceptions of alienation of employees in the pandemic process.
Gazi University Journal of Gazi Education Faculty, 42(1), 53-83.
https://dergipark.org.tr/en/pub/gefad/article/981448

Khan, M. A. S,, Du Jianguo, A. M., Saleem, S., Boamah, K. B., Javed, U., & Usman, M. (2019). Rejuvenating
the concept of work alienation through job demands-resources model and examining its
relationship with emotional exhaustion and explorative and exploitative learning. Psychology
Research and Behavior Management, 12, 931-941.
https://www.tandfonline.com/doi/full/10.2147/PRBM.S204193

Kir, A., & Akgakanat, T. (2021). Perceived overqualification: A Conceptual evaluation. Stleyman Demirel
University Visionary Journal, 12(37), 1002-1015. https://doi.org/10.21076/vizyoner.833581

Kristof-Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005). Consequences of individuals' fit at work:
A meta-analysis of person—job, person—organization, person—group, and person—supervisor fit.
Personnel Psychology, 58(2), 281-342. https://doi.org/10.1111/j.1744-6570.2005.00672 x

Kline, R. B. (2015). Principles and practice of structural equation modeling. New York: Guilford publications.

Lee, C.-C,, Huang, S-H., & Zhao, C.-Y. (2012). A study on factors affecting turnover intention of hotel
empolyees. Asian Economic and Financial Review, 2(7), 866-875.
https://archive.aessweb.com/index.php/5002/article/view/937

Lee, R. T, & Ashforth, B. E. (1996). A meta-analytic examination of the correlates of the three dimensions
of job burnout. Journal of Applied Psychology, 81(2), 123-133. https://doi.org/ 10.1037/0021-
9010.81.2.123

Li, W., Xu, A, Lu, M., Lin, G, Wo, T., & Xi, X. (2020). Influence of primary health care physicians’ perceived
overqualification on turnover intention in China. Quality Management in Healthcare, 29(3), 158-163.
https://doi.org/10.1097/QMH.0000000000259

Liu, S., & Wang, M. (2012). Perceived overqualification: A review and recommendations for research and
practice. The Role of the Economic Crisis on Occupational Stress and Well Being, 10, 1-42.
https://www.emerald.com/insight/content/doi/10.1108/S1479-
3555(2012)0000010005/full/html

Luksyte, A, & Spitzmueller, C. (2016). When are overqualified employees creative? It depends on
contextual factors. Journal of Organizational Behavior, 37(5), 635-653.
https://doi.org/10.1002/job.2054

Maltarich, M. A, Reilly, G., & Nyberg, A. J. (2011). Objective and subjective overqualification: Distinctions,
relationships, and a place for each in the literature. Industrial and Organizational Psychology, 4(2),
236-2309. https://www.cambridge.org/core/journals/industrial-and-organizational-
psychology/article/abs/objective-and-subjective-overqualification-distinctions-relationships-and-
a-place-for-each-in-the-literature/F8388F4E4F34460ABDIFA2226D00490F

Martinez, P. G., Lengnick-Hall, M. L., & Kulkarni, M. (2014). Overqualified? A conceptual model of
managers’ perceptions of overqualification in selection decisions. Personnel Review, 43(6), 957-
974. https://doi.org/10.1108/PR-06-2013-0104

Maslach, C., & Leiter, M. P. (2017). Understanding burnout: New models. The Handbook of Stress and
Health: A Guide to Research and Practice, 36-56. https://doi.org/10.1002/9781118993811.ch3



ODUSOBIAD 444

Maynard, D. C., Joseph, T. A,, & Maynard, A. M. (2006). Underemployment, job attitudes, and turnover
intentions. Journal of Organizational Behavior: The International Journal of Industrial, Occupational
and Organizational Psychology and Behavior, 27(4), 509-536. https://doi.org/10.1002/job.389

Maynard, D. C., & Parfyonova, N. M. (2013). Perceived overqualification and withdrawal behaviours:
Examining the roles of job attitudes and work values. Journal of Occupational and Organizational
Psychology, 86(3), 435-455. https://doi.org/10.1111/joop.12006

Mert, i. S. (2020). An exploratory research on performance feedback. Pamukkale University Journal of
Social Sciences Institute, 38, 133-148. https://doi.org/10.30794/pausbed.530344

Moris, H., & Nedosugova, A. B. (2019). Coaching as instrument to identity and remedy for boreout
syndrome with employees. Advances in Social Science, Education and Humanities Research, 298,
138-141. https://doi.org/10.2991/essd-19.2019.30

Mottaz, C. J. (1981). Some determinants of work alienation. Sociological Quarterly, 22(4), 515-529.
https://doi.org/10.1111/}.1533-8525.1981.tb00678.x

Muharrem, T., & Yesiltas, M. (2014). The effect of ethical climate, work alienation and organizational
identification on turnover intention: A Research on hotel establishments. Anatolia: Journal of
Tourism Studies, 25(1), 105-117. https://doi.org/10.17123/atad.vol25iss110650

Nair, N., & Vohra, N. (2010). An exploration of factors predicting work alienation of knowledge workers.
Management Decision, 48(4), 600-615.
https://www.emerald.com/insight/content/doi/10.1108/00251741011041373/full/html

O’hanlon, J. F. (1981). Boredom: Practical consequences and a theory. Acta Psychologica, 49(1), 53-82.
https://doi.org/10.1016/0001-6918(81)90033-0

Orgev, M, & Gunalan, M. (20117). A Critical assesment on workplace spirituality. Kahramanmarag Stitgu
Imam University Faculty of Economics and Administrative Sciences Journal, 1(2), 51-64.
http://iibfdergisi.ksu.edu.tr/tr/pub/issue/10263/125873

Orlct, E., Gizlier, 0., & Tuna, M. (2020). The effect of self-efficacy perception on the turnover intention: A
research on employees in the food-beverage services industry in bandirma. Bandirma Onyedi Eylul
University Social Sciences Research Journal, 3(2), 178-200.
https://doi.org/10.38120/banusad.816592

Ozbek, M. F. (2011). Mediating role of organizational adaptability in the relationship trust in organization
and work alienation. Sileyman Demirel University the Journal of Faculty of Economics and
Administrative Sciences, 16(1), 231-248.
https://dergipark.org.tr/en/pub/sduiibfd/issue/20825/222973

Ozkanan, A. (2018). Two way perspective on perceived overqualification: Employee-manager review.
Research of  Financial Economic and Social Studies, 3(4), 664-672.
https://doi.org/10.29106/fesa.457613

Polat, M., & Meydan, C. H. (2010a). An empirical study on the relationship of organizational identification
with cynicism and intention to leave. The Journal of Defense Sciences, 9(1), 145-172.
https://dergipark.org.tr/en/pub/khosbd/issue/19228/204329

Porter, L. W.,, & Steers, R. M. (1973). Organizational, work, and personal factors in employee turnover and
absenteeism. Psychological Bulletin, 80(2), 151-176. https://doi.org/10.1037/h0034829

Preacher, K. J., & Hayes, A. F. (2004). SPSS and SAS procedures for estimating indirect effects in simple
mediation models. Behavior Research Methods, Instruments, & Computers, 36(4), 717-731.
https://link.springer.com/article/10.3758/BF03206553

Rothlin, P., & Werder, P. R. (2008). Boreout!: Overcoming workplace demotivation. Kogan page.

Seeman, M. (1971). The urban alienations: Some dubious theses from Marx to Marcuse. Journal of
Personality and Social Psychology, 19(2), 135-143. https://doi.org/10.1037/h0031270

Ryan, A. M., & Ployhart, R. E. (2014). A century of selection. Annual Review of Psychology, 65, 693-717.

Shen, K., & Kuhn, P. (2013). Do Chinese employers avoid hiring overqualified workers? Evidence from an
internet job board. In Labor Market Issues in China. Emerald Group Publishing Limited, 37, 1-30.
https://doi/10.1108/S0147-9121(2013)0000037005/full/html

Stock, R. M. (2015). Is boreout a threat to frontline employees’ innovative work behavior?.Journal of
Product Innovation Management, 32(4), 574-592. https://doi.org/10.1111/jpim.12239



445 ODUSOBIAD

Senol, L. (2022). A research on the telationship of organization culture, employee behavior and innovative
work behavior. JOEEP: Journal of Emerging Economies and Policy, 7(1), 149-159.
https://dergipark.org.tr/en/pub/joeep/issue/66260/1028859

Simsek, M. S., Celik, A, Akgemci, T., & Fettahlioglu, T. (2006). Orglitlerde yabancilasmanin yonetimi
arastirmasi.  Selcuk  Universitesi  Sosyal  Bilimler — Enstitisi  Dergisi, 15,  569-587.
https://dergipark.org.tr/en/pub/susbed/issue/61781/923680

Tasliyan, M., Ozyasar, K., & Gokyar, A. (2022). During the pandemic (Covid-19) period; interaction of the
variables of career satisfaction, career plato, organizational commitment and alienation: A field
research on academics. Journal of Economics Business and Political Researches, 7(17), 141-158.
https://doi.org/10.25204/iktisad. 1028111

Tepper, B. J., Carr, J. C,, Breaux, D. M., Geider, S, Hu, C., & Hua, W. (2009). Abusive supervision, intentions
to quit,and employees’ workplace deviance: A power/dependence analysis. Organizational Behavior
and Human Decision Processes, 109(2), 156-167. https://doi.org/10.1016/j.0bhdp.2009.03.004

Tinaztepe, C. (2012). The effect of internal organizational communication on organizational cynicism.
Organizasyon ve Yénetim Bilimleri Dergisi, 4(1), 53-63.
https://dergipark.org.tr/en/pub/oybd/issue/16339/171083

Triana, M. C., Trzebiatowski, T., & Byun, S. (2017). Lowering the threshold for feeling mistreated: Perceived
overqualification moderates the effects of perceived age discrimination on job withdrawal and
somatic symptoms. Human Resource Management, 56(6), 979-994.
https://doi.org/10.1002/hrm.21812

Turgut, T., & Kalafatoglu, A. G. Y. (2016). Work alienation and organizational justice. ISGUC The Journal of
Industrial Relations and Human Resources, 18(1), 23-46.
https://dergipark.org.tr/en/pub/isguc/issue/25443/268473

Usman, M., Ali, M., Yousaf, Z., Anwar, F., Waqgas, M., & Khan, M. A. S. (2020). The relationship between
laissez-faire leadership and burnout: Mediation through work alienation and the moderating role of
political skill. Canadian Journal of Administrative Sciences/Revue Canadienne des Sciences de
I'Administration, 37(4), 423-434. https://doi.org/10.1002/cjas. 1568

Uysal, B., Ozgelik, G., & Uyargil, C. B. (2018). The individual outcomes of job crafting: An evaluation of the
effects of psychological capital and work engagement on job crafting. Journal of Administrative
Sciences, 16(32), 651-666. https://dergipark.org.tr/en/pub/comuybd/issue/40668/442543

Unsar, A. S, & Karahan, D. (2011). Yabancilasmanin isten ayrilma egilimine etkisini belirlemeye yonelik bir
alan arastirmasli. The Journal of Social Economic  Research, 17(21), 361-378.
https://dergipark.org.tr/en/pub/susead/issue/28414/3023897?publisher=selcuk

Wang, Z., Lu, H, & Wang, X. (2019). Psychological resilience and work alienation affect perceived
overqualification and job crafting. Social Behavior and Personality: An International Journal, 47(2), 1-
10. https://doi.org/10.2224/sbp.7552

Wu, C-H., Luksyte, A, & Parker, S. K. (2015). Overqualification and subjective well-being at work: The
moderating role of job autonomy and culture. Social Indicators Research, 121(3), 917-937.
https://link.springer.com/article/10.1007/s11205-014-0662-2

Ye, X, Li, L., & Tan, X. (2017). Organizational support: Mechanisms to affect perceived overqualification
on turnover intentions: A study of Chinese repatriates in multinational enterprises. Employee
Relations, 39(7), 918-934. https://doi/10.1108/ER-11-2016-0213/full/html

Yildiz, B., Ozdemir, F., Habib, E., & Caki, N. (2017). The moderating effect of collective gratitude on the
overqualification-turnover intention relationship. Journal of Organizational Behavior Research, 2(2),
40-61. https://dergipark.org.tr/en/pub/odad/issue/31268/342399

Yu, H., Yang, F.,, Wang, T., Sun, J., & Hu, W. (2021). How perceived overqualification relates to work
alienation and emotional exhaustion: The moderating role of LMX. Current Psychology, 40(12),
6067-6075. https://link.springer.com/article/10.1007/s12144-019-00538-w

Genigletilmis Ozet

Bu arastirmada calisanlarin asiri niteliklilik algilarinin isten ayrilma niyetine etkisi incelenmis, olusan etkide is yeri
bezginligi ve ise yabancilagmanin seri aracilik roll test edilmistir. Kavramlardan ilki olan asiri niteliklilik algisi, bireylerin
isleri icin gerekenden daha yiiksek egitim, deneyim veya becerilere sahip oldugu algisini ifade etmektedir. Ayni
zamanda asin nitelik algisi, gergekgi olmayan beklentilere yol agmakta ve bu beklentiler karsilanmadiginda ise karsi
olumsuz tutum ve davraniglara sebep olmaktadir. Asiri nitelikliligin algisinin kaynagi, isin gereklilikleri/kisi-is uyumu
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baglamindan dogmakta ve Goreceli Yoksunluk Teorisi, Kisi-is Uyumu Teorisi ve Esitlik Teorisi baglaminda
aciklanabilmektedir. Bir diger kavram olan isten ayrilma niyeti, calisanin rgutten ayrilma konusunda verdigi bilingli ve
ihtiyatll bir karar olarak ifade edilmektedir. Calisanlarin islerinden beklentileri yetersiz oldugunda, orgite olan
bagliliklari azalir ve verimlilikleri de diser, bu da galisanlar érgit disindaki firsatlara yonlendirir. isten ayrilma niyeti,
orgiit arastirmalarinda siklikla incelenmekte, Orgiitsel Denge Teorisi ve Beklenti Teorisi ile aciklanabilmektedir. Bir
diger kavram olan is yeri bezginlidi, is motivasyonunu etkileyerek psikolojik ve fiziksel sorunlara neden olan bir
durumdur. Kaynaklarin Korunmasi Teorisi'ne dayandirilan is yeri bezginligi, yogun can sikintisi, anlam ve biytime krizi
olarak ifade edilmektedir. Ote yandan tiikenmislik sendromu ile cok fazla karistirilan is yeri bezginligi, farkli ¢ikis
noktalarina sahiptir. Son kavram olan ise yabancilasma ise, bireyin hem isine hem de toplama karsi davranis ve
beklentilerini belirleyen deder ve normlarinin yitiriimesini ifade etmektedir. Bir dider ifadeyle, galisanin ise karsi
gugsuzlik, anlamsizlik, normsuzluk ve kendine yabancilasmaya neden olan eylem ve davraniglar bittnd olarak
tanimlanmaktadir. Ayrica ise yabancilasma, Duygusal Olaylar Teorisi ve Kendini Yonetme Ozerkligi Teorisi ile
aciklanabilmektedir.

Is piyasalar ve is yapilarinin zaman icinde degisime udramasi, calisanlar zerinde gerceklesen degisimler anlam
farkliliklarini olusturmakta ve orgditlerin galigan istihdaminda, psikolojik durum ve kisi-is uyumuna dikkat etmesini
onemli kilmaktadir. Ayrica yeni nesillerin is piyasasina girmesiyle birlikte, mevcut calisan gevresindeki olusan
farkliliklarda 6nem arz etmektedir. Bu nedenle, 6rgit davraniglarindaki degisikliklerinin anlanmasi igin arastirmalarin
yapllmasi ve farkli veri yontemlerin kullanilmasinin gerekli oldugu dusindlmektedir.

Bu sebeple galismanin amaci belirlenmis, kavramlarin ele alindigi gegmis galismalar ve teoriler goz ontine alinarak
model ve hipotezler olusturulmustur. Bu kapsamda Siileyman Demirel Universitesinde gorev yapan 99'u kadin ve
117 erkek olmak Gzere toplam 210 katiimciya ulasilmis ve asiri niteliklilik algisi, isten ayrilma niyeti, is yeri bezginligi
ve ise yabancilagsma olcekleri kullanilarak veriler toplanmistir. Veri toplama asamasinda karsilasilan en onemli kisit,
calisanlar tarafindan giiven sorunlarinin yasanmasi, verilerin ne ise yarayacaginin bilinmemesi, orgitin galisan
tzerinde on yargl doguracak tepki ve sorunlar olusturacagi distincesidir. Bu kisit nedeniyle veriler yogunlukta olarak
yliz ylze ve gerekli agiklamalar yapilarak toplanmistir. Verilerin analizinde sirasiyla dogrulayici faktor analizi, normallik
dagilimi, givenilirlik analizi, korelasyon, regresyon ve seri araci modelleme analizleri uygulanmistir.  Arastirma
sonucuna gore algilanan asiri niteliklilik isten ayrilma niyetini etkilemektedir. Bu etkide hem is yeri bezginligi ve ise
yabancilasmanin araci etkisi hem de her iki kavramin seri araci etkisinin bulundugu saptanmistir. Bulgular, alan yazini
ve teoriler 1siginda tartisiimis, mevcut bulgulara sebep aranmis ve ¢oztm yollari i¢in onerilerde bulunulmustur. Yine
alan yazini incelendiginde bu galisma, mevcut degiskenler arasindaki dolayli etkilerin kesfi ve galismanin uygulandig
orneklem grubu agisindan 6zglnlik saglamaktadir. Ayni zamanda is piyasasina ve gelecek arastirmalara fayda
saglamasi beklenmektedir.
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