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Abstract This study analyzed the positive effect of perceived over-qualification on creative behavior, moving
away from the perspective of previous studies that mainly focus on the negative effects of perceived
over-qualification. A survey of 282 employees in the financial industry in China was conducted and the
structural equation model analysis was used. As a result of the analysis, perceived over-qualification has a
positive effect on employees' creative behavior, the fact that perceived over-qualification has a positive effect
on creative behavior has enriched research on the effect of perceived over-qualification th some extent. In
addition, theoretical and practical implications were provided by demonstrating the relationship between
creative behavior, emotional exhaustion, job crafting, and perceived organizational support. It was measured
in the terms of subjective over-qualification, Discussions on over-qualified recognition remain at the
individual level of employees, and future studies need to study the collective phenomenon of over-qualified
recognition at the team level or organization level.

Key Words : Creative behavior, Emotional exhaustion, Job crafting, Perceived organizational support,
Perceived over-qualification
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Table 1. The sample characteristic

Variable Items Frequency | Ratio(%)

Gender Male 110 39
Female 172 61

20-years old 107 37.9
30-9years old 67 23.8
Age 40-9years old 50 17.7
50-9years old 33 11.7
60years above 25 8.9
High school 18 6.4
Education | technical secondary school 66 23.4
background Bachelor 168 59.6
Master and Doctor 30 10.6
General staff 194 68.8
Job position J.unior manager 43 15.2
Middle manager 28 9.9
Senior manager 17 6.0
Less than 1 years(including 1) 33 1.7
Working 1-5 years 112 39.7
experience 5-10 years 78 27.7
10 years above 59 20.9

T2 441727, 61%), A thE 20tH(107, 37.9%),
e B 434 dish SHAH168%, 59.6%), A9
73 AH(1947, 68.8%), & A% T4 H2 19-54
u]ek(112%, 39.7%)°] Hl&o] 7§ =A Uebdtt.

941 53t lo]E S ol 83to] HAH QXML S
S5t 23} A7} Qs Ao Ueht 247ake ek}
PR REEECE REACEEEE E L
1% 29134 Z3H= Table 29} 2}, SPSS 23.02 ©]

Table 2. The reliabity, validity and average variance

extracted(AVE)
constructs fasctt-or SE| R |Ave|ccr |Cronbach’s
and items ) a
loading
POQT | 790 | - -
5 [P0Q2 | 778 |.071] 141347
POQ3 | .776 |.075| 14.075%*
8 POQ4 | 816 | 076 150017 | 020|909 909
POQ5 | 836 |.074| 15.482%
POQ6 | .746 |.074| 13.410"
EE1 | 6% | - -
EE2 | 741 |.113] 11.206%

EE EE3 741 1.107 ] 11.295 544 | 877 876

EE4 | 767 |.102] 11.668***
EES | .765 |.118| 11.626***
EE6 | .713 |.092| 10.904***
JC1 J70 | - -

JC2 | 686 |.080| 11.488***
JC3 | 738 |.091| 12.467***

e [ 765 (090 129710 |24 81T| 880

JC5 | 784 |.086| 13.336***
JC6 | 718 |.087| 12.086***
POST | .784 | - -
p POS2 | .808 |.070| 14.639***
POS3 | .809 |.071| 14.650***
(S) POS4 | 772 |.069| 13.747*** 620 907 907
POS5 | .808 |.069 | 14.540***
POS6 | .742 |.067| 13.105***
CB1 J57 | - -
CB2 | .719 |.078| 11.781**
CB3 | .727 |.084| 11.913**

CB 5619 | .866 .865

CB4 | .714 |.085| 11.687***
CB5 | .659 |.084 | 10.746***
CB6 | .744 |.086 | 12.210%*

Note: 1. 2°=526.953, (df=395,p=000), 2% /df=1.334, RMSEA=.034,
GFI=.890, AGFI=.870, NFI=.894, RMR=.046, IFI=.971,
TLI=.968, CFl=.971

2. POQ : Perceived Over—Qualification
EE : Emotional Exhaustion, JC : Job Crafting
POS : Perceived Organizational Support
CB : Creative Behavior

3. *p<0.05, **p<0.01, ***p<0.001
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Fig. 3. Correlation analysis (N=282)
M SD 1 2 3 4 5 6 7 8 9 10
1 1.610 | 489 -
2 2208 | 1.319 | -.161* -
3 2745 | 730 049 113 -
4 2043 | 1259 | .004 | .389%* | .213* -
5 2578 | 948 004 | 679% | 142¢ | .400% -
6 2849 | 1.011 | -051 | .004 098 012 .007 625°
7 2225 | 845 | -069 | .057 | .119* | 034 005 | 440 | ba4b
8 3770 | 782 | -119% | .095 067 082 | 125% | 418+ 079 544’
9 3675 | .86 | -.067 | .049 084 070 052 | -149* | -383* | 179% | 620°
10 3930 | 746 | -026 | -.083 | 113 | -009 | -088 | .361% | -234% | 374% | 182+ | 5AQ°

Notes: 1. 1: Gender, 2: Age, 3: Education background, 4: Job position, 5: Working experience, 6: Perceived Over-Qualification,
7: Emotional Exhaustion, 8: Job Crafting, 9: Perceived Organizational Support, 10: Creative Behavior

2. *p(0.05, **p(0.01, ***p<0.001
3. b=AVE

|oto] B3 Ailk= Pt B4 F2(AVE) #hel 5 ol
(391012, 7id AIZ|=(CCR) grol .7014340] Vbl
A% gL Adst Aos Yepdth g9 A=A
AZ35}7] 93l Cronbach’s « Zto] .80JAH41]0.& AlE]
82 7ML e A= YRt 7183l Amos 23.0%
ol-gsto] BAS Avb=s XA EFY SHRY
T A5 FEL 272526.953, (df=395, p=000)Z 574
Aoz Qolgt Zod VeRtor +%/df=1.334, RMSEA=
.034, GFI=.890, AGFI=.870, NFI=.894, RMR=.046,
IFI= .971, TLI= .968, CFI= .971& AtE BFrpr&el
2*/df 3018}, RMR .05 ©]3}, RMSEA .08 °|3}, GFI,
AGFL, NFI, IFI, CFI, .80}/}{42]9] 7|0 = 123 uf
e FEL W7o B 7HASS AAls
710l Btg/go] e Ao R WA=,

5.3 7|8 ¥ At

AATAE B435 237} Table 33 At} 4431
(r= .440, p< .01), & A ZY(r= 428, p( .01), ZAA|
HAA(r= -.149, p< .05), F9H F5(r= 361, p<.01)
2 A7 BIAA T FoF AT Qe AoE U
ERgTh TS, F8R1ES] AVER T AR AlF
FET 302 e S FEE A0 Wl

E AF9 7MEE ASol] Aol 2R TS
AA|5to] B4 ATH= Table 49} Table 52T} Tabl
40| AAH X ZHE BJAA (5= 588, p<.001)3 A4

[0)

Z(6=.488, p<. 00D & AR (3 = 454, p<.001)
2 5% FFE UAE AR Y 7R, 7H 2,
7Hd 32 A= Gint T g 4lo] Ao (s
= -584, p{. 00T 3 Fzgo] oA P& (3=
222, p<.001)° ot FFE vlA= Ao Z YERA
714 9 71 5= A= Qi

Fig. 4. Hypotheses testing (N=282)
Path
T B S.E. CR Result
POQ—'CB XK
() .b88 .068 6.991 Accept
POQ—'EE * KK
() .488 .052 6.972 Accept
POQ—'JC ¥k ¥
) 454 .053 6.559 Accept
EE—~CB _ 5 1Egex
(HA) .bg4 .089 7.159 Accept
JC—'CB %%
H5) 222 07 3.339 Accept
Path 95%
(Hypotheses) A S Lower | Upper s
Total Effect 403 .059 .285 516
Direct Effect .588 .093 410 776
POQ~EE=CB | g5 | 074 | -456 | -165 | Accept
(H6)
POQ(]J;”CB 101 | 041 | 035 | 196 | Accept

Notes: 1. *p¢0.05, **p¢0.01, ***p(0.001
2. £?=393.444, df=247, =*/df=1.594, RMR=.056, IFl= 959,
TLI=.953, CFI=.958
3. Bootstrap sample size: 5,000, S.E: Standard Error

TR M 6, 7HE 79 Wi B ASE SIS FEAE
g A, FEAENY 242 95%2] A=
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Fig. 5. Moderating effect of perceived organizational support analysis

Path Mode low T high Difference a® S p Result
(Hypotheses) 130 =150 (low-high) (df) Adf
POQ — CB o 5710 4950 146 2222222: gi 2o 122
S o | | e [ W | |
EE—CB Z ]5[ -634 -703 -.069 2Z§ﬂgg 2; %13)2 630
EE—CB Zj‘é . 210 218" ~.006 :8822322((23 (()%2 964

Notes: 1.*p¢0.05, **p(0.01, ***p<0.001
2. a=unconstrained model(XtRE ), b=constrained model(H|2f Z&)
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