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Abstract

Drawing on the deprivation theory, the study investigated the impact of overqualification on employee
silence and burnout via moderating role of perceived organizational politics (POP) and mediating role of
injustice perception of employees. Time-lag data from 271 employees of Pakistani service sector
organizations was gathered at three measurement points. The minimum qualification of the selected
respondents was graduation. The results were statistically analyzed through SPSS by using PROCESS
macro. The moderated mediation model used in the study confirmed that influence of overqualification on
employee burnout and silence with mediating effect of injustice perception and moderated effect of
perceived organizational politics. This study observed important concerns relating to some important
factors in organizational settings such as overqualification and their positive effect on burnout and
employee silence. The policy makers and human resource specialists may get more insight regarding how
this problem is affecting the performance of qualified individuals.

Keywords: overqualification, perceived organizational politics, perceived injustice, silence,
burnout, deprivation theory

Introduction

The achievement of workable development goal is only possible by ways of encouraging
continuous and comprehensive economic growth with productive employment and good work for
educated people (Akhtar, 2019). In Pakistan, fewer opportunities are available for the educated
citizens. International Monetary fund (IMF) highlighted in the survey of (2019) in the
theglobaleconomy.com that the policy issues for Pakistan economies is youth unemployment and
underemployment (a lesser degree of employment in relation to a standard job). Pakistan is
confronting serious problems of unemployment and underemployment. The government of
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Pakistan’s main goals are price stability, maintaining a certain level of balance of payments
equilibrium, and increasing output and per capita income. However, these goals fall short of
adequately considering desirable social goals, like raising the minimum living standard and
offering all job seekers opportunities to work in productive environments.

Express Tribune published by News Desk (2016) claimed that there is a significant amount
of excess capacity in Pakistan’s different sectors. It is desirable to utilize capacity more fully and
productively because doing so will increase output and make better use of the limited resources
available. More importantly, though, is that more employment can only be created through serious
policy-making. It needs capable individuals to lead the industries that will drive its future
expansion, to manage its federal, provincial, and local governments, and to expand its educational
system.

Bracke et al. (2013) highlighted that underemployment or in other words, In order to
differentiate themselves from their peers for a limited number of jobs, people are obtaining higher
qualifications, which is a topic that is crucial to study and comprehend. In the modern economy,
where people are acquiring more and more qualifications in an effort to differentiate themselves
from their peers for a limited number of jobs, over qualification is an important topic to study and
comprehend. In an effort to keep a job, people may have decided to accept positions for which
they are overqualified as the global economy recovered from the Great Recession of 2008-2009.
Because more qualified people are more likely to hold onto inflated expectations about what they
can expect from their jobs, over qualification has become a more serious problem for organizations
to deal with. The study of over qualification as a cognitive state that people possess independent
of their real qualifications can benefit greatly from the insights provided by input-output
psychology.

According to Erdogan et al. (2011), industrial organizational psychologists’ input/ output
(equity) understands a narrow range of possible results affected by over qualification, but its
adverse outcomes effects are still unaddressed. This unaddressed problem may cause the high brain
to drain which has high cost for economy in the form of loss of well qualified individuals.

This study details the existing research on over qualification in relative deprivation theory and
provides theoretical framework that will improve our understanding of over qualification and its
range of outcomes. The dilemma of over qualification/underemployment is critical to examine
and understand, as qualified individuals are a dire need for the prosperity of economy as well as
are fuel for running the organizations effectively.

The study aims to reveal those factors which are the main causes for negative repercussion despite
of having good qualification. The employees with higher qualification e.g., graduation or above
graduation and performing administrative tasks at various levels of organizations, facing person
job misfit dilemma were targeted in the study. Such issue needs to be addressed by the policy
makers and human resource specialists. In Pakistan that may become the cause of high level of
brain drain in country. For getting more quality data, longitudinal study design was followed, and
the same group of individuals were observed over an extended period to find out how certain things
may change at different points of time.

Literature Review

A Birds Eye view of Overqualification

In literature the terms 'overeducation' and “overqualification” are used interchangeably. Different
researchers have shown deep interest in the investigation of perceived overqualification
(Erdogan et al., 2020) and its outcomes as a prevailing phenomenon. Taken as a unique and
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inadequate form of employment, overqualification is defined as “the surplus qualifications of
employee’s comparative to their job requirements” (Hu et al., 2015; Yang et al., 2015; Zhang et
al., 2016). Overqualification refers to “a situation where the individual has surplus skills,
knowledge, abilities, education, experience, and other qualifications that are not required by or
utilized on the job” (Erdogan et al., 2011). When a person is overqualified, it means they have
more experience, education or skills than what the position demands. Potential employees might
not have as much negotiating power or freedom to choose their jobs in such a situation.

Most of the studies on overqualification incline to take one of two possible approaches:
capability approach or motivation approaches (Wu et al., 2017). As related to deprivation,
perception of overqualification can affect behaviors negatively, whereas because of positive
effects on self-efficacy and self-assessment, it may have positive effects on performance.

Previous research is fueled and predominated by the various theories that focus on
explaining overqualification leads to negative consequences. One of the dominating theories is
Relative deprivation theory (Crosby, 1984). This theory is considered as most common theoretical
lens, asserts that people experience dissatisfaction when they perceive a discrepancy concerning
their expectations (what they deserve) and reality (what they receive). This felt discrepancy can be
based on their comparison with others and comparing their own potential and past also (Smith et
al., 2012). It is human psychology that individuals believe to achieve a job where they can best
utilize skills, abilities and knowledge based on their work experience, and formal education .
Vaisey (2006) also found that formal education systems create higher expectations about jobs, pay,
benefits, social status, and interpersonal relationships. Therefore, overqualified individuals may
feel that the job does not match their qualification. So, in case of overqualification, relative
deprivation and frustration levels have direct correlation which can lead to a variety of negative
job attitudes (Erdogan et al., 2011). This viewpoint suggests that overqualification, which creates
a feeling of being denied a job one deserves, is linked to less favourable organisational attitudes
(Yeetal.,2017) and resulting an increased withdrawal behaviors (Maynard & Parfyonova, 2013),
resignation and turnover intentions (Erdogan & Bauer, 2009; McKee-Ryan & Harvey, 2011),
counterproductive work behaviors (Liu et al., 2015; Luksyte & Spitzmueller, 2016), while
decrease in job satisfaction and commitment (Johnson & Johnson, 2000; Khan & Morrow, 1991)
and well-being (Erdogan et al., 2018; Mehmood et al., 2021).

Relative deprivation theory involves procedural injustice and indicates comparisons
between what is versus what could be (Smith et al., 2012). This theory is grounded on the same
idea that overqualification negatively affects an employee's behavioral and organizational
outcomes.

So, it is significant to investigate the potential value that overqualified employees can bring
to their companies(Erdogan et al., 2011; Liu et al., 2015), as well as how to retain these talented
workers to gain a competitive edge (Griffin et al., 2007; Shahid & Sajid, 2020). The contrasting
perspective of overqualification describes that overqualification may have positive effects.
Overqualified employees may deploy advance skills, capabilities and knowledge to excel their
performance to cope with their job demands. Overqualification increases self-efficacy (Mehmood
et al., 2024; Zhang et al., 2016) task performance (Erdogan & Bauer, 2009; Hu et al., 2015;
Mehmood et al., 2024), proactive behaviors (Zhang et al., 2016), creativity (Luksyte &
Spitzmueller, 2016), and social recognition by one’s peers (Deng et al., 2018).
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The Effect of Overqualification on Employee’s Perception of Injustice

Drawing on deprivation theory, as overqualified employees are higher in their knowledge, skill
and capabilities might have justice sensitivity and are more disturbed by and react to
overqualification strongly (Erdogan et al., 2011). Despite the recent burgeoning research on
overqualification (Deng et al., 2018; Hu et al., 2015; Lin et al., 2017), examinations of alleged
overqualification assumed that workers themselves would be the main victims of perceived
overqualification.

The work on equity theory by Adams (1965) is the origin of the field of social psychology of
justice. Adam claimed that justice is an individual’s valuation of outcomes. Individuals with the
perception of overqualification make comparisons and believe that they deserve more benefits
what they are getting. As a result, they experience more deprivation, which causes them to
experience negative emotions like burnout and employee silence(Yu et al., 2023). As a result, we
speculate that:

HI. Overqualification will be positively related to employee’s perception of injustice.

The Moderating Role of Perception of Organizational Politics

Perception of organizational politics (POP) refers to how workers view the self-serving actions of
influential members of the organization that manipulate rules and policies in order to benefit some
people at the expense of others (Khan & Chaudhary, 2023; Khan et al., 2015).

Perception of organizational politics (POP) is not same as political behavior (Blickle et al.,
2013; Ferris et al., 2005). Perception of organizational politics also tends to exhibit negative effects
on employee outcomes, despite the positive effects of political behaviour on employee
performance and behaviors found in various empirical studies (Blickle et al., 2013; Ferris et al.,
2005).

In line with the current POP research stream, this study looks at how employees perceive
organizational politics and how that, when combined with over qualification, can worsen
outcomes. Employees' perception of politics shapes their interpretations about work behaviors and
work climate (Ferris et al., 2002). In cultures with uncertainty avoidance and high power distance
Hofstede (1991), such as Pakistan; mostly decisions are not done based on merit. Employees
perceive inequity and injustice in such organizations and the perception of politics further creates
uncertainty regarding outcomes, confusion about work and strong unions(Drory & Vigoda-Gadot,
2010; e Cunha & Da Cunha, 2001; Naseer et al., 2021; Romm & Drory, 1988). So, POP are more
likely to be heavily involved in the processes that lead to over qualification and the perception of
injustice, as well as their creation, legitimation, and stimulation.

According to the researchers, employees’ perceptions of overqualification may lead to
negative reciprocity norms that manifest as burnout and silence. So, researchers believe that the
political environment of organizations might expedite and even legitimize the unethical behaviors
in organization (Ferris et al., 2015; Kacmar & Ferris, 1991), resultantly create insecurity, fear and
hesitation among employees and they may be unable to positively contribute toward their jobs and
organizations. Employees who work in politically charged environment, perceive their
organizational system unjust and respond strongly to such environment showing a decrease in
creativity and performance (Abbas et al., 2014; Rahim et al., 2021). So given the negative effects,
the researcher believe that perceived politics may exacerbate the negative impact of the perception
of overqualification on employee outcomes. Because of this, it’s possible that overqualified
employees may react even more strongly in highly perceived political environments, taking the
form of burnout and silence. This is because employees may feel too threatened and anxious to
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perform their jobs effectively in the face of politics and injustice. Consistent with the given line of
inquiry, researchers believe that employees may consider organizational politics as a hindrance for
their goals achievement and their assessment may diminish their motivation, increase job stress
resulting burnout and silence in them. Thus, we hypothesize that:

H2: Perceived organizational politics will moderate the positive relationship between
overqualification and perception of injustice, such that the positive relationship will be stronger
when perceptions of politics are high.

Injustice Perception as a Mediator in the Relationship Between Overqualification and
Employees Behavioral Outcomes: Silence and Burnout

The effects of perceived overqualification have been extensively studied in the past, but there
hasn’t been much research done on how it affects employee burnout and employee silence. The
perception of an employee that he/she has been treated unfairly and in unjust manner in his/her
organization is referred as perception of organizational injustice (POIJ). Mostly employees
respond to injustice perception in several ways with varying degree of impact on organization.
The intensity of employees’ response towards injustice perception depends upon the extent of
injustice perception, their ability to oppose the situation, their intention to react and their
personal capacity to respond (Coetzee et al., 2005). When employees perceive injustice in
organizations they show increased negative behaviors like organizational disobedience (Vardi &
Wiener, 1996), aggression at workplace (Baron & Richardson, 1994), disrespect and anger
(Miller, 2001), counterproductive work behavior (CPWB) (Fatima et al., 2012; Spector & Fox,
2002), intention to protest and commit crime (Skitka & Bravo, 2005), stealing (Greenberg,
1990),withdrawal behavior (Hulin, 1991), absence due to sickness (Mika et al., 2007) psychiatric
disorder and bad health (Ylipaavalniemi et al., 2005).

Drawing on the cognitive appraisal model of stress (Greenberg, 2004; Lazarus & Folkman,
1984), affirms that distributive injustice triggers individuals to evaluate the impact of injustice on
them. It is found that perception of organizational injustice (POIJ) is related to exhaustion and is
documented as a central dimension of burnout syndrome (Enzmann et al., 1998; Maslach et al.,
2001)that 1s a persistent dysfunctional state resulting from sustained experience to chronic stress.
Importantly injustice perception instills negative outcomes such as burnout and silence.

There is growing evidence that overqualification creates injustice perception as a sense of
deprivation and inequity which resulting in employee’s silence. Perceived injustice may trigger
employees to react with deviance, neglect and exit behaviors towards injustice in organization.
Employees may intentionally withhold any ideas, information, suggestions, problems, or
complaints due to any private and interactive motives from people who have decisive powers in
the organizations(Brinsfield, 2013; Kish-Gephart et al., 2009; Milliken et al., 2003; TANGIRALA
& RAMANUJAM, 2008).

Therefore, we hypothesize that:
H3a: Perception of injustice will mediate the relationship between employee overqualification and
employee silence.

Burnout is a discrete distress practice that effects how the employees assesses others and
himself/herself, and is contextualized in the communal relations (Maslach, 1998). Burnout is a
syndrome of emotional exhaustion and is conceptualized as involving feelings of being extended
beyond one’s resources. As a distinctive job attitude, burnout is the expansion of negative and
reduction of positive feelings and attitudes regarding one’s job (Rafferty et al., 1986) having
adverse effects on employees work performance as well as on organizations (Bakker et al., 2004).
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Organizational injustice has been taken as organizational sabotage (Ambrose et al., 2002). While
perceiving injustice because of overqualification, individuals experience deprivation due to the
futility of their efforts of positive actions and behaviors. This process drains out employee’s valued
emotional energy and deplete their cognitive and emotional resources (Howard & Cordes, 2010).
Therefore, we argued that injustice perception creates perception of deprivation and inequity in
employees while leaving employees emotionally exhausted and drain their resources. This sense
of deprivation dramatically create burnout in them. Therefore, we hypothesize that:

H3b: Perception of injustice will mediate the relationship between employee overqualification and
burnout.

The current study aims to explore the mediating role of injustice perception between over
qualification and employee behavioral outcomes: silence and burnout. This will help to understand
the inconclusiveness of previous studies and to understand effect of over qualification. The impact
of perceived over qualification has been examined using the well-established theoretical
foundation of relative deprivation theory (Erdogan et al., 2018; Harari et al., 2017).To put it
simply, because overqualified workers take up excess job capacity and often have a bad opinion
of their jobs, which manifests as burnout and employee silence. Our prediction is that the impact
of over qualification on the perception of injustice will be mitigated by perceptions of
organizational politics.

Research Model

Perceived Organizational
Politics

/ Burnout
Over N Injustice
Qualification Perception
\ Employees
Silence

Figure

Methodology

The study is an investigation of over qualification of employees and its effect on injustice
perception, employee burnout and employee silence with moderating role of perceived
organizational politics. The study employed a one-year longitudinal study in Pakistan. The
longitudinal study design helped researchers to ensure the directionality of over qualification’s
effects on outcome variables. The study contains Time 1 and Time 2, and Time 3 data as it was
based on longitudinal design. To control and study the possible impact of over qualification,
differences in study variables were tested for those respondents who complete the first
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questionnaire (Time one study) and the second questionnaire (Time Two study). The longitudinal
study helped to extend the existing knowledge about the implications of changes on over
qualification over time. Data was collected through personal and professional contact s of the
researchers. Respondents were free regarding their response and were confirmed about the
confidentiality of their response.

Research Instrument:

Data collection was done through questionnaire based on adopted measures used in different
countries cultural and work settings to reduce instrumentation error (Luthans & Youssef, 2007).
The questionnaire was tested in a pilot study first. The questionnaire was distributed manually
after visiting to the organizations of public sector.

Burnout (MBI-GS). (Leiter & Schaufeli, 1996)16 items scale was used. They discovered that the
Cronbach alpha coefficients for fatigue, cynicism, and professional efficacy ranged from.74
t0.84,.90 t0.90, and.70 t0.78, respectively.

Organization Politics. 12 items scale by Kacmar and Ferris (1991) was used. The internal
reliability estimate for that scale was .87.

Over qualification. Using the eight-item subjective underemployment index developed by Khan
and Morrow (1991), the Perceived Overqualification (POQ) Scale was established. The measure
ranged was from 1.00 to 5.00. Cronbach alpha of .81 for that said scale.

Organizational Justice.

Distributive justice. (Van Yperen, 1996; VanYperen, 1998) five-item scale was used. A five-point
scale from (1) never to (5) very often followed each item. Cronbach’s Alpha was 0.87.
Procedural justice. Niehoff and Moorman (1993) six items scale was used. The categories of
responses are totally disagree(1) to totally agree(5). Established Cronbach’s Alpha was .84.
Interactional justice. Niehoff and Moorman (1993) four items scale was used Cronbach’s Alpha
was 0.87 for this scale. The categories of responses are (1) totally disagree to (5) totally agree.
Organizational silence. 15 items scale was used (Ang et al., 2003)

Results

The AMOS 24.0 and SPSS 23.0 statistical tools were used to evaluate the data acquired from the
survey. The results contain descriptive analysis of background information of respondents, validity
and reliability analysis and PROCESS Macro in SPSS was used to perform moderated mediation

analysis.
Table 1
Demographic Variables
Category Frequency Percent
1 Gender
Female 100 37
Male 171 63
2 Age
Less than 18 0 0
18-30 164 60
31-40 76 28
Above 40 years 31 12
3 Education
Intermediate 19 7.0
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Bachelor’s 60 22.1
Masters 75 27.7
MS 66 24 .4
PhD 34 12.5
Other 17 6.3

4 | Job Experience
0-5 Years 146 539
6-10 years 71 26.2
11-15 Years 26 9.6
Above 16 Years 28 10.3

5 Income
Less than 20,000 54 19.9
21,000 — 40,000 100 36.9
41,000 to 60,000 55 20.3
Above 60,000 62 22.9

The descriptive analysis of the background information of respondents is presented in table 1. The
statistical values show that 63% of the respondents were male, while 37 % were females. Majority
of the respondents (60 %) were young between the age of 18-30, while 28 % were between the
age of 31-40, and only 12 % were above 40 years. Similarly, the category of education level shows
that majority (27.7%) of them were having Master’s degree, while 24.4% were MS graduates, 12.5
were PhD, 22.1% were having Bachelor’s degree and only 7% were having intermediate degree.
Majority of respondents (53.9%) reported that they were having up to 5 years’ experience. On the
other hand, 26.2% were having 6- years of experience, 9.6% had 11-15 years and 10.3% had the
experience of above 16 years. The income level of respondents shows that majority (36.9%) of the
respondents showed income between 21,000 — 40,000, whereas 22.9% showed it above 60000,
20.3% showed between 41000 to 60000. Only, 19.9 % were having less than 20,000

Table 2

Correlation, Mean and Standard Deviation

1 2 3 4 5 M S.D

1 | Overqualification (T1) 1 3.92 0.61
2 | Perceived Injustice (T2) |.524" |1 3.53 1.05
3 | Perceived Organizational | .6217° | 580" |1

Politics (T1) 3.81 1070
4 | Burnout (T3) 4477 | 5817 | 680" 1 3.76  |0.76
5 | Silence (T3) 499" | 5317 | 6117 805 |1 348 | 1.03
**_ Correlation is significant at the 0.01 level (2-tailed).
T1 =time 1; T2 = time 2; T3 = time 3

Table 2 shows the values of Pearson’s correlation and mean and standard deviation values for the
variables. The values show that highest correlation value was between employee silence and
Burnout (=.805**) and the lowest correlation was between burnout and overqualification
(r=.447**). The measurement model validity test was subjected to a confirmatory factor analysis
(CFA) approach before the hypotheses were evaluated. International consistency was determined
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through Cronbach's alpha of all variables, as illustrated in Table 3. The construct validity of the
study's variables was investigated using CFA. The values of factor loadings in table 3 are above
0.5 confirming the validity of scale items. Items with loadings below 0.5 were deleted from the
measurement model. The values of AVE and CR are also above 0.5, as the values of AVE required
to be greater than 0.5 (Brandolim Becker et al., 2018). Along with it, Cronbach’s alpha are also
above the cut-off value of 0.70 (Table 3), depicting high constructs reliability (Nunnally, 1978).

Table 3
Validity and Reliability Analysis
\Variables Items Factor Loading CR AVE a
Perceived Organizational
Politics (POP) g 0.876 0.543 0.871
POP1 0.625
POP2 0.544
POP3 0.729
POP4 0.701
POP5 0.692
POP6 0.627
POP7 0.745
POP8 0.733
POP9 0.562
Over Qualification (0Q) 0.848 0.688 0.839
0Ql1 0.563
0Q2 0.622
0Q3 0.603
0Q4 0.711
0Q5 0.632
0Q6 0.691
0Q7 0.659
0Q8 0.716
Injustice Perception (IJP) 0.975 0.724 0.972
1JP1 0.916
1JP2 0.934
JP 3 0.917
1JP 4 0.933
1JP 5 0.862
JP 6 0.821
1JP 7 0.912
1JP 8 0.659
JP9 0.956
JP 10 0.837
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1JP 11 0.793

1JP 12 0.886

1JP 13 0.873

1JP 14 0.863

Employees Silence (ES) 0.947 0.693 0.946
ES1 0.785

ES2 0.859

Es3 0.791

ES4 0.830

ES5 0.874

ES6 0.842

ES7 0.849

ESS8 0.827

Burnout 0.926 0.505 0.923
Burnl 0.757

Burn2 0.763

Burn3 0.856

Burn4 0.837

Burn5 0.643

Burn6 0.861

Burn7 0.693

Burn8 0.842

Burn9 0.889

Burn10 0.629

Burnll 0.612

Burnl2 0.606

Burnl3 0.813

CFA Model goodness of fit indices
CFA model indices results 32 = 3984.355, df = 1529, CMIN/y2 = 2.60, p = 0.000, NFI = 0.738,
CFI = 0.820, GFI = 0. .820, RMSEA = 0.07

Moderated-Mediation Model Results
Before conducting further analyses, the variance inflation factor values of the regression
coefficients were calculated. The values were below 10, confirming the absence of
multicollinearity (Aiken, 1991; West et al., 1991). For testing the hypotheses, a moderated
mediation model analysis was conducted using PROCESS macro, model 7. Perceived
Organization Politics was put as a moderator between over qualification and injustice perception,
while injustice perception was put as a mediator of the relationship between overqualification-
Burnout and overqualification-employee silence. The results in table 7 show that over qualification
has a positive effect on injustice perception (5=.477, p=0.000, H1) and perceived organization
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politics also had a significant positive effect on injustice perception (f=.647, p=0.000). As
advanced in hypothesis H2, perceived organization politics significantly and positively moderated
the effect of over qualification on perception of injustice such that the positive relationship will be
stronger when perceptions of politics are high. This is also supported statistically, where it was
seen that over qualification and perception of injustice relationship was stronger when individuals
perceive high organization politics (Effect nigh = 0.083 vs. Effect jow = 0.264). Hence, H1 and H 2
were accepted. Finally, in a mediation analysis part (Model 2), a significant direct effect appeared
for overqualification on burnout (5=.348, p=0.000). The significant direct effect shows the
presence of partial mediation. Thus, H3b is supported that injustice perception mediates the
relationship between employee overqualification and burnout. The index of mediated moderation
for burnout (Table 4) is significant in a sense that it did not show any zero (LLCI=.033, ULCI=
.192). This confirms the significant moderated mediation in this model.

Table 4
Moderated Mediation Analysis of Job Burnout
Model 1 p se t p LLCI | ULCI
1 | Overqualification--Injustice 477 | .104 4.580 .000 272 | .682
Perception
2 | Perceived Organization Politics | .647 | .090 7.158 .000 469 | .825
(POP) -- Injustice Perception
3 | Overqualification* POP 334 1.100 3.323 .001 136 | .533

R’ =405, R’ Change=.025, F=60.535, LLCI = lower limit confidence interval; ULCI = upper
limit confidence interval.

Model 2 (Burnout as DV) /] se t P LLCI | ULCI
1 | Overqualification--Burnout 247 1.072 3.433 .001 105 | .388
2 | Injustice Perception--Burnout 348 .042 8.363 .000 266 | .430
R’ =365, F=77.057, LLCI = lower limit confidence interval; ULCI = upper limit confidence
interval.
Index of moderated mediation (Burnout as Dependent Variable)

Index SE LLCI | ULCI

Perceived Organization Politics (POP) 116 .041 .033 192

Model 3 (Silence as DV) /] se t p LLCI | ULCI
1 | Overqualification--Silence S14 - 1.097 5.257 .000 322 1.707
2 | Injustice Perception--Silence 364 |.056 6.421 .000 252 | 475

R’ =, F=, LLCI = lower limit confidence interval; ULCI = upper limit confidence interval.
Index of moderated mediation (Silence as Dependent Variable)
Index SE LLCI | ULCI
Perceived Organization Politics (POP) 121 .045 .033 210

The research model also contained the dependent variable employee silence, for which moderated
mediation was also run. By using model 7 in PROCESS macro, employee silence was entered as
dependent variable. The moderation results were same, as discussed before. However, the
mediation part yielded different results. As shown in Table 4, overqualification for employee
silence also provided direct significant effect (f=.514, p=.000), confirming the partial mediation.
The index of mediated moderation for burnout (Table 4) is also significant in a sense that it did
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not show any zero (LLCI=.033, ULCI=.210). This confirms the significant moderated mediation
in this model. H3a is also supported that injustice perception plays role of mediator between the
relationship of employee overqualification and employee silence. The moderation plot is shown in
figure 2.
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Figure 2: Moderation Plot

Discussion

The purpose of this study was to investigate the concept of overqualification, which has garnered
a lot of attention lately, and how it affects a major organizational outcome—that is, the silence and
burnout of employees. It made use of the transactional model to explain the relationship between
overqualification, employee burnout, and employees’ silence through two key moderating
mediating mechanisms.

Research has shown a positive correlation between employee burnout and higher levels of
education, abilities, knowledge, experience, skills and capabilities in relation to job requirements
(Luksyte et al., 2011). Research has demonstrated that overqualification poses a risk to workers’
health since it is positively correlated with burnout (Fisher et al., 2014). Our research provided
evidence in favour of the idea that perceptions of injustice play a part in explaining the connection
between overqualification and employee burnout and silence. This study highlighted that the
presence of overqualification, workers feel a decrease in the justice perception which may affect
work well-being.

Our research signifies that overqualified employee are threatened in presence of perceived
organization politics supervisor and perceived injustice is ignited in such environment. It
diminishes workers’ sense of personal mastery, or the degree to which individuals think they have
control over their surroundings. We think that there are direct and indirect effects on overqualified
workers. Our first hypothesis supports the direct path and shows that employees’ perceptions of
injustice put their confidence in jeopardy by directing their attention towards dangers and threats.
They experience excessive stress and physical and emotional exhaustion as a result. Previous
research (Erdogan et al.,, 2018) also proves that employees’ self-resources such as their
qualification provoke their feelings of injustice and other negative outcomes.

The second hypothesis, which is being examined, holds that perceived overqualification and
perceived injustice will be moderated by perceived organizational politics. We can conclude that
perceived organizational politics can occasionally put limits on people’s confidence in their own
abilities (Chang et al., 2009). Although it is possible to view organizational politics as the opposite
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of justice, (FERRIS, 1995) argued that their relationship is far more nuanced. According to this
study, politics have a greater influence on organizational decision-making than formal rules and
regulations, and employees will perceive their workplace as unfair and unjust. Accordingly, the
earlier studies supported the hypothesis that opinions of politics and just justice should be viewed
negatively (Andrews & Kacmar, 2001).In this way, our second hypothesis which concerns
qualified workers who experience unfairness in decision-making due to organizational politics is
validated.

The research findings suggest that all facets of perceived injustice can be significant contributors
to employee burnout. This study shows an actual correlation between competent workers’ reports
of workplace injustice and their higher risk of burnout and silence. This scenario is similar to
Hobfoll (1988) theory of the conservation of resources, which states that negative consequences
could arise from making employees more aware of their knowledge and skills due to perceived
distributive injustice. Howard and Cordes (2010) state that any form of injustice that stems from
the long-term issues outlined in unfair management policies may be the cause of an employee’s
distress. Such facts are supporting to the hypotheses 3(a) and 3(b).

Practical Implications

The current research has significant practical ramifications. First off, hiring overqualified
personnel by an organisation can have unfavourable effects. However, by addressing perceived
organisational politics and making equitable decisions for overqualified employees, organisations
can achieve positive outcomes. Furthermore, our findings suggest that managers should consider
their organization’s political environment when trying to address employee responses to perceived
injustice, since negative work behaviour is influenced by perceptions of the intentions and actions
of organisational representatives. Consequently, our findings lend credence to the idea that
companies that create a positive internal atmosphere are better positioned to draw in and hold on
to skilled workers as assets because such environments are more likely to counterbalance
organizational actions which are perceived as violations for employee’s justice.

Establishing an organisational culture that prioritises advanced training, giving overqualified
employees more difficult and meaningful work, and inspiring them with rewards and promotions
based on a just and equitable system are all important ways for organisations to motivate their
workforce. Employee attachment and responsibility may rise as a result of such action.
Limitation and Future Study

This research has certain restrictions. First, in order to check moderation between the perceived
overqualification-perceived injustice relationship, we only looked at one boundary condition:
perceived organisational politics. The association between perceived injustice and
overqualification may be strengthened by additional moderator variables. Identification of such
type of factors helps to identify the causes of frustration among overqualified employees. The
elimination of such factors can generate a positive impact for organizations. In order to lessen the
detrimental effects of overqualification, future research can examine additional organisational
factors.

Second, there is more to be said about this topic than our conceptualization of the
overqualification-injustice perception link in the presence of POS moderation. Rather, it would be
more accurate to describe our study as combining a few different facets into one. Many significant
concepts in management studies have their theoretical roots in relative deprivation theory;
however, there is currently no overarching framework that unifies these concepts in a way that is
more clearly defined. By emphasising the function and potential of contingent factors, hopefully
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this study advances future research in this area. Through the use of Relative Deprivation Theory

to highlight the significance and potential of relevant factors and attributions, hopefully this study

will advance future research in this area.

CONCLUSION

The present study raises a few questions for the future and provides some new insights. One finding

from our study that stands out is the significance of (1) overqualified workers are more likely to

be impacted by organizational decisions, and (2) creating an environment at work where

organisational politics are prevalent increases workers’ perceptions of injustice. In particular, we

demonstrate that the perception of overqualification is caused by an employee’s job-qualification

mismatch (Lobene & Meade, 2013). When overqualified workers experience unfavourable

working conditions and high levels of politics, their job efficiencies are reduced (Wassermann et

al., 2017). Additionally, when things go wrong, these overqualified workers are more likely to

believe that their employer does not value them, which will negatively affect their performance.
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