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ABSTRACT

In this paper, the relative deprivation theory is used as the basis to explore the mechanism and boundary
conditions of the effect of over-qualification on the job satisfaction of new graduates. An empirical study based
on 341 matching data in two stages found that: (1) Perceived over-qualification negatively affects job
satisfaction and positively affects relative deprivation; (2) Relative deprivation played a mediating role in the
relationship between over-qualification and job satisfaction; (3) Leadership empowerment behaviour moderated
the relationship between relative deprivation and job satisfaction. In the case of low-level leadership
authorization, the relative deprivation of new graduates has a stronger impact on job satisfaction; (4) Leadership
authorization further moderates the indirect effect of perceived over-qualification on job satisfaction through
perceived relative deprivation. In the case of high-level leadership authorization, the indirect effect of perceived
over-qualification on job satisfaction is weaker than that of perceived deprivation.

Keywords: Perceived over-qualification, Relative deprivation, Leadership authorization, Job
satisfaction.

qualification. Studies have pointed out that over-
qualification will lead to a series of negative

1. INTRODUCTION

In 2019, the gross enrolment rate of higher
education in China reached 51.6%, and the total
number of students in school exceeded 40 million [1].
This means that China's higher education has
achieved a rapid transition from elite to
popularization and even universalization in a short
period of time. But at the same time, eight or nine
million college graduates seek jobs every year,
leading to a surplus of talent in the labor market. The
pressure of difficult employment, coupled with the
impact of the international and domestic economic
situation in recent years, has forced more and more
college graduates to lower their career standards and
engage in jobs that are inconsistent with their
academic qualifications, skills, and abilities.
Researchers refer to this phenomenon of individuals
with qualifications, such as education, skills, and
experience, that exceed current job requirements as
"over-qualification" [2]. Furthermore, the subjective
perception that an individual realizes that his
academic qualifications, skills, and experience
exceed the job requirements is called perceived over-

consequences, such as depression, anger and other
negative emotions, and reduce individual self-
efficacy and organizational commitment [4] [5]. It
affects employees' work performance [6] [7], and
leads to counterproductive behaviour [8] and even
dimission behaviour [9].

So far, scholars inside and outside China has
made beneficial exploration on perceived over-
qualification and its consequences. However, the
literature review found that the current research on
the effect of over-qualification perception still has
some aspects to be improved. First of all, the existing
studies on the consequences of perceived over-
qualification mostly focus on the behaviours of
employees, such as organizational citizenship
behaviour and counterproductive behaviour [10],
while there is insufficient research on the overall
attitude reaction of employees to work when they
perceive over-qualification, such as job satisfaction.
The so-called job satisfaction refers to the positive
feeling of work generated by individuals based on the
evaluation of work characteristics [11], which reflects
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the degree of physical and mental satisfaction
obtained by employees from work [12]. As one of the
most important attitude variables, job satisfaction has
a strong predictive effect on employees' job
performance and turnover intention [13]. According
to the literature review, the current researches on the
antecedent variables of job satisfaction focus on:
labor remuneration, promotion opportunities, job
recognition, supervisors and colleagues [14]. Few
studies have examined the effect of perceived over-
qualification on job satisfaction. This study believes
that exploring the influencing factors of job
satisfaction from the perspective of perceived over-
qualification can not only enrich the research on the
antecedent variables of job satisfaction, but also help
the organization to improve employee satisfaction
more specifically and reduce the negative
consequences caused by perceived over-qualification
from the perspective of practice.

Secondly, the mechanism of the influence of
perceived over-qualification on job satisfaction
remains to be further explored. A few existing studies
have confirmed the negative impact of over-
qualification on job satisfaction [15] [16], but have
not explored the process of this effect. Studies have
shown that over-qualification indirectly affects
employees' attitudes and behaviours through
cognitive and affective mechanisms [3]. Among them,
variables involved in affective pathway include
depression, anger [4] [5] and boredom [3], etc., while
variables in cognitive pathway include organizational
self-esteem [5] [17] and psychological contract [8].
Relative deprivation, as a psychological variable
containing both cognitive and emotional components
[18], may be a bridge connecting perceived over-
qualification and job satisfaction. From the
perspective of the individual, the sense of relative
deprivation is manifested as the individual's
subjective perception of his/her unfavorable position
relative to the reference object, as well as the
resulting negative emotions such as anger and
dissatisfaction [20]. As a group of highly educated
people, college students have strong knowledge and
skills, and also have high expectations for their future
career. Therefore, when college graduates enter the
organization and find that the gap between their real
work and expectations is too large, they are likely to
have a strong sense of relative deprivation, which
will lead to negative attitude and behaviour reaction.
Therefore, this study predicted that relative
deprivation played a mediating role in the
relationship between perceived over-qualification and
job satisfaction.
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According to the theory of relative deprivation,
the sense of relative deprivation can trigger the
negative emotions of individuals and affect the
mental health of employees [21]. However, the
degree to which relative deprivation affects
employees' emotions and psychology depends on the
situation. For example, studies have found that when
individuals have a high sense of identity with their
group, the negative impact of relative deprivation on
mental health is relatively weak [22]. As for the
object of this study, compared with traditional
employees, the new generation of college students
mostly grew up in a superior family environment,
have a strong sense of self, like independence and
autonomy, and attach more importance to
development opportunities and career growth [23].
Due to these characteristics of new graduates, as well
as their high human capital stock, this study suggests
that if new graduates are trusted and empowered by
their leaders at work, the negative effect of relative
deprivation on job satisfaction may be weakened.
Leadership authorization is actually a set of
management behaviours that grant decision-making
rights [24]. It means that organizational leaders not
only convey to employees that they are valued and
respected in the work environment, but also provide
work autonomy and guide subordinates to solve
difficulties in work. Studies have found that
authorization usually helps to improve employees'
work attitudes, such as organizational commitment
and job satisfaction [25].

To sum up, this research plan takes the specific
group of new graduates as the research object. From
the perspective of relative deprivation theory, relative
deprivation was used as a mediating variable to
explore the mechanism of perceived over-
qualification affecting job satisfaction. At the same
time, leadership empowerment was used as a
moderating variable to reveal the effect of relative
deprivation on job satisfaction. Furthermore, a
moderated mediating effect model was constructed to
examine the moderating effect of leadership
authorization on the mechanism of over-qualification
affecting job satisfaction.

2. THEORETICAL BASIS AND
RESEARCH HYPOTHESIS

2.1 Perceived Over-qualification and Job
Satisfaction

According to the relative deprivation theory, the
difference between what individuals actually get and
what they expect and should get affects their
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perception and cognition of things [26]. For new
college students, under the influence of the national
family planning and education expansion policy, they
have received more family attention and education
investment, which makes the new generation of
employees generally have higher education level,
knowledge and ability. However, employees with
advanced education, skills or work experience tend to
expect the corresponding benefits and returns [27].
When such expectations are not met, they will lose
their enthusiasm for work and become bored with
work [10]. In essence, perceived over-qualification
reflects the mismatch between employees' knowledge,
skills and abilities and job requirements, which will
lead to a series of negative effects, such as low
organizational commitment [28], low happiness [29],
high turnover intention and counterproductive work
behaviour [30]. To sum up, the following hypotheses
are proposed:

H1: perceived over-qualification of
employees negatively affects job satisfaction.

new

2.2 The Mediating Role of Relative
Deprivation

As people pay more and more attention to the
employment environment and workplace fairness,
people pay more and more attention to whether they
are deprived in the workplace. According to the
theory of relative deprivation, an individual's sense of
relative deprivation can not only come from the
comparison between the individual and other
individuals, or the comparison between the
individual's current state and the past or future state,
but also from the comparison between the
individual's value expectation and value ability [10].
According to Gurr [31], value refers to the events,
objects and conditions that people expect. Value
expectations refer to the general value status that
people think they should attain, while value
competence is the general value position that people
think they can acquire or keep. Generally speaking,
employees who have received higher education have
stronger knowledge, skills and abilities (value ability),
and correspondingly have higher value expectations
in employment, including the desire to gain
autonomy in work [32]. As a result, when the new
generation of college students are in a position where
they feel they are overqualified, they feel the job is
"below them". Considering their education level,
knowledge and skills, they will think that the job is
not worth doing for them. Therefore, when there is
cognitive dissonance between what a person is
engaged in and what he thinks he should be engaged
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in, that is, when there is cognitive conflict between
value expectation and value ability, the feeling of
relative scarcity will be generated [33]. Accordingly,
it is proposed:

H2 Perceived over-qualification is positively
correlated with perception of relative deprivation.

The core psychological process of relative
deprivation is social comparison. Equity theory and
relative deprivation theory emphasize that the sense
of unfairness and exploitation formed by comparison
with reference objects will lead to individuals'
negative cognition and emotions [26] [34]. According
to Walker [35], when individuals find themselves in a
inferior position after comparing their own situation
or treatment with reference objects, they will feel
exploited and thus produce emotional reactions such
as anger and dissatisfaction [22]. Therefore, it can be
predicted that when the new generation of college
students find an obvious gap between their actual
working state and their expected working state, they
will think that they have been unfairly treated, which
will not only make a negative evaluation of their own
work [3], but also may produce dissatisfaction
towards the whole organization [25]. This leads to
deviant behaviour and avoidance behaviour. Based
on the above analysis, the following hypothesis is
proposed:

H3: Relative deprivation plays a mediating role
between perceived over-qualification and job
satisfaction.

2.3 The Moderating Effect of Leadership
Authorization

Boren [36] believes that authorization behaviour
refers to the behaviour that leaders adopt various
methods to improve the ability and potential of
subordinates on the basis of superior's trust in
subordinates, such as letting subordinates make
decisions  within  their  responsibilities  and
encouraging subordinates to participate in decision-
making. Although relative deprivation has a negative
effect on job satisfaction, leadership authorization
may weaken the negative effect of over-qualification
on relative deprivation. According to the relative
deprivation theory, employees who perceive being
deprived may wish to escape from the current
position by staying in the organization for a short
time and voluntarily leaving the organization [37].
However, if the organization empowers them and
makes them know that they are valued and trusted by
the organization, then the relative sense of
deprivation that results from job dissatisfaction is
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likely to be reduced. This is because leadership
empowerment gives employees greater autonomy in
their work and provides opportunities for
subordinates to display their talents. This means that
leadership authorization not only gives subordinates
the opportunity to experience the sense of meaning of
work and obtain self-satisfaction from work, but also
improves their psychological security and reduces
their perception of uncertainty in the future due to
skill enhancement and career growth [38]. Therefore,
when the leader has a high level of authorization
behaviour, subordinates will have a more positive
perception of their work attitude and work behaviour
[39]. Based on the above discussion, together with
the work characteristics and occupational demands of
the research object [23], the following hypothesis is
proposed:

H4. Relationship between relative deprivation and
job satisfaction mediated by leadership empowerment
behaviour is as follows: the higher the level of
leadership authorization, the weaker the influence of
relative deprivation on job satisfaction of new college
students.

2.4 Moderated Mediating Effect

For individuals who perceive over-qualification
and realize that their personal status has been
deprived, high-level authorization can meet the
development needs and autonomy needs of
employees and make them think that they have
enough resources to cope with environmental
changes, which in turn stimulate employees'
motivation and encourage them to stick to work. On
the other hand, employees with low-level
authorization believe that they do not have enough
resources to cope with environmental pressure, which
may lead to negative consequences [40]. Integrating
the analysis and deduction logic of the mediating
effect and moderating effect of this study, the relative
deprivation of new college students explains the
mediating mechanism of the influence of perceived
excess qualification on job satisfaction (H3). Under
high-level leadership authorization behaviour, the
influence of relative deprivation on job satisfaction is
weaker than that of relative deprivation under low
leadership authorization (H4). Therefore, this study
believes  that  under  high-level leadership
authorization, the mediating effect of perceived over-
qualification on job satisfaction is weaker than that of
perceived deprivation.

H5: Leadership authorization moderates the
indirect effect of over-qualification perception on job
satisfaction through relative deprivation perception.
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Specifically, compared with low-level leadership
authorization, the indirect effect of over-qualification
perception on job satisfaction through relative
deprivation perception under high-level leadership
authorization is weaker.

3. RESEARCH METHOD

3.1 Survey Subjects and Sample
Characteristics

E-questionnaires were distributed to new
graduates in two stages. In the first stage, a total of
480 questionnaires were sent out, of which 435 were
effective, and the effective recovery rate was 90.62%.
In the first stage, the demographic information of the
subjects was collected and the over-qualification was
measured. Sample matching was carried out in the
second stage of the survey. 428 questionnaires were
sent out and 341 were effectively received, with an
effective recovery rate of 79.67%. In this stage, data
on relative deprivation, job satisfaction and
leadership empowerment were collected. Statistics
show that women account for 52.8 percent and men
47.2 percent of the valid samples. In terms of
educational level, there are 86 students with junior
college degree, 251 students with bachelor's degree
and 4 students with master's degree, accounting for
25.2%, 73.2% and 1.2% respectively, indicating that
the subjects of the survey are graduates with
bachelor's degree. In terms of working years, 21.1%
have worked for less than half a year, 37.5% have
worked for more than half a year and less than 1 year,
27.0% have worked for 1-2 years, and 14.4% have
worked for more than 2 years.

3.2 Measuring Tool

The scales of the four variables were all divided
into very incongruous, non-congruous, uncertain,
congruous, and very congruous by 5-point scale. The
scores ranged from 1 to 5.

3.2.1 Scale of Perceived Over-qualification

Over-qualification perception was measured using
the 9-item Scale of perceived over-qualification
(SPOQ) developed by Maynard et al. [2]. The scale
used a 5-point score, and the higher the score, the
stronger the over-qualification perception. In this
study, the Cronbach's o coefficient of the scale was
0.808.
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3.2.2  Scale of Relative Deprivation

Scale of relative deprivation is mainly derived
from the scale of individual relative deprivation
created by Tropp and Wright [41], which consists of
3 items. Combined with the scale developed by Olson
et al. [42], a reverse question was added. The scale
adopts a 5-point score, and the higher the score, the
stronger the sense of relative deprivation. Cronbach's
a coefficient of the four items is 0.713.

3.2.3 Scale of Leadership Authorization

Scale of leadership authorization comes from the
scale made by Pearce and Sims [43], which is simple
and easy to understand, with a total of 6 items, which
are filled out by the subordinates. The scale adopts a
5-point score, and the higher the score, the stronger
the perceived leadership authorization. In this study,
Cronbach's o coefficient of leadership authorization
was 0.730.

3.2.4 Scale of Job Satisfaction

Job satisfaction was measured using the scale
developed by Shu Rui and Liang Jian [44], consisting
of three items. In this study, the Cronbach's a
coefficient of the scale was 0.900, indicating good
reliability.

3.2.5 Control Variable

In order to eliminate the confusion of independent
variables, demographic variables that might influence
the study results were included in the control
variables. The control variables selected in this study
included gender, age, working years, educational
level and monthly average income.

4. RESEARCH RESULTS

4.1 Common Method Deviation Control

In order to reduce the influence of common
method bias, the investigation process was controlled,
including two-stage matching, anonymity and
confidentiality commitment. Harman single factor
method was used to conduct statistical test for the
common method deviation. The results showed that
there were 4 factors with eigenvalues greater than 1,
and the explanation rate of variance of the largest
factor was 30.253%. At the same time, confirmatory
factor analysis results (see "Table 1) showed that the

single-factor model was poorly fitted (}52:2743.145,
DF =209, IFI=0.419, TLI=0.355, CFI=0.416,
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RMSEA=0.179). These results indicate that there are

no serious common methodological biases in the data.

4.2 Test of Discriminative Validity

Confirmatory factor analysis (AMOS21.0) was
used to test the discriminative validity of four
variables: perceived over-qualification, relative
deprivation, leadership authorization, and job
satisfaction. The results showed that compared with
the other four competing models, the assumed four-
factor model had the best data fitting degree

(X* =432.265, pF =164, IFI=0.918, TLI=0.904,
CFI=0.917, RMSEA=0.069). Therefore, the data
match well with the model, and hypothesis testing
can be carried out.

4.3 Descriptive Statistics of Variables

"Table 1" respectively reports the mean value,
standard deviation and correlation coefficient of the
four research variables. The results showed that job
satisfaction was negatively correlated with perceived
over-qualification and relative deprivation (r =-0.234,
P <0.01; R =-0.314, P <0.01), was significantly
positively correlated with leadership authorization (r=
0.222, P <0.01). There was a significant positive
correlation  between relative deprivation and
perceived over-qualification (r = 0.195, P <0.01), and
a significant negative correlation between leadership
authorization and perceived over-qualification (r = -
0.143, P <0.01), while there was no significant
correlation between leadership authorization and
perceived over-qualification. The above data
provided a preliminary basis for the demonstration of
research hypothesis.
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hypotheses (see "Table 2"). To test the main effect,
the control variables were first put into the regression
equation and found to have no significant relationship
with job satisfaction. The second step of regression

PRESS
Table 1. Correlation Analysis
variable M SD 1 2 3 4 5 6 7
1 gender 0.47 0.500
2 age 2.35 0.562 0.186™
3 education 1.76 0.455 -0.107"  -0.050"
4 working years 2.35 0.969 0.129 0.420"  -0.365"
5 Average monthly income  2.54 0.841 0.123" 0.183"  0.081 0.213"
6 perceived over-qualification 3.020 0.716 0.053 -0.039 0.149"  -0.129° -0.143"
7 Leadership authorization ~ 3.623  0.592 0.122° 0.085  -0.059  0.062 0.087 -0.035
-0.143
8 relative deprivation 2.587  0.681 0040 0.048  -0.037 -0.030 -0058  0.195"
222
9 job satisfaction 3519  0.824 0.041 0.029  -0.095 0.116" -0.014  -0.234" -0.314"
a *p<0.05 ; **p<0.01
4.4 Hypothesis Testing analysis found that, firstly, the perceived over-
qualification was negatively correlated with job
Hierarchical —regression was used to test  satisfaction (B=-0.231, P <0.001, M4). Hypothesis 1

passed the test. Secondly, there was a significant
positive correlation between perceived over-
qualification and relative deprivation ($=0.202, P
<0.001, M2). Hypothesis 2 was supported.

Table 2. Regression test results of mediating and moderating effects

relative deprivation

job satisfaction

M1 M2 M3 M4 M5 M6 M7
control variable

gender -0.055 -0.074 0.033 0.054 0.034 -0.002 -0.005
age 0.091 0.091 -0.017 -0.016 0.009 -0.001 -0.007
education -0.059 -0.090 -0.052 -0.017 -0.042 -0.059 -0.056
working years -0.064 -0.054 0.102 0.090 0.075 0.083 0.093
Average  monthly -0.060 -0.049
income 0.049 -0.017 -0.033 -0.069 -0.074

independent

variables

A sense of over- . .

qualification 0.202 -0.231 -0.174

Mediating variable

relative deprivation -0.280™ -0.291™ -0.284™
moderator variable

Leadership - .
authorization 0.177 0.175
Interactive item

relative deprivation

X Leadership 0.121*
authorization

R 0.022 0.061 0.022 0.072 0.146 0.147 0.162
AR? 0.039 0.050 0.074 0.129 0.015
F 1.255 3.067" 1.232 3.683" 7.070™ 8.214 8.028
AF 13.657" 18.012" 28.643" 24.841 5.749

Note: B is the standardized regression coefficient * P < 0.05;* * p <0.01;* * * P < 0.001
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To test the mediating effect, both perceived over-
qualification and relative deprivation were included
in the regression equation. M5 in "Table 3" showed
that relative deprivation had a significant negative
impact on job satisfaction after adding relative
deprivation into the regression equation (=-0.280,
P<0.001), while the regression coefficient of over-
qualification on job satisfaction decreased from -
0.231 (P<0.001) to -0.174 and remained significant

(P<0.001). This result indicates that relative
deprivation partially mediates the relationship
between perceived over-qualification and job

satisfaction, and Hypothesis 3 is supported.

Moderation effect test: In order to eliminate the
effect of multicollinearity, relative deprivation and
leadership authorization were centralized. On this
basis, the interaction item of the two is constructed.
M7 showed that the interaction term of relative
deprivation and leadership authorization had a
significant effect on job satisfaction (p=0.121, P
<0.01), and AR? =0.015 (P <0.05), indicating that
leadership authorization moderated the relationship
between relative deprivation and job satisfaction.
Hypothesis 4 was supported. The results of simple
slope test showed that the negative relationship
between relative deprivation and job satisfaction was
stronger under the condition of low-level leadership

Advances in Economics, Business and Management Research, volume 185

authorization (p=-0.344, Se =0.0718, t=-5.439,
P<0.001). Under the condition of high leadership
authorization, the effect of relative deprivation on job
satisfaction was not significant (f=-0.134, Se
=0.0720, t=-1.194, P>0.05). Again, hypothesis 4 is
supported.

Further, the moderated mediating effect model
proposed by Preacher et al. [45] and the Process
plugin were used to test the moderated mediating
effect. "Table 3" shows that under different levels of
leadership authorization, the mediating effect is
significantly different. Specifically, in the case of
low-level leadership authorization and medium-level
leadership authorization, the perceived over-
qualification has a significant impact on job
satisfaction through relative deprivation (ClI = [-
0.1037, -0.0105], excluding 0). However, under high-
level leadership authorization, over-qualification
perception has no significant influence on job
satisfaction through relative deprivation perception
(Cl = [-0.0638, 0.0046], including 0). This indicates
that the higher the level of leadership authorization
perceived by new graduates, the weaker the
mediating effect of relative deprivation on the
relationship between perceived over-qualification and
job satisfaction. Hypothesis 5 was tested.

Table 3. Adjustment Path Analysis

Sense of over-qualification -> relative deprivation -> job satisfaction

effect SE 95% confidence interval

Low-level leadership

o -0.0509 0.0241 -0.1037 -0.0105
authorization
Medium-level leadership

L -0.0431 0.0202 -0.0890 -0.0049
authorization
High-level leadership

o -0.0352 0.0216 -0.0638 0.0023
authorization

a Note: Low-level leadership authorization and high-level leadership authorization respectively refer to one standard deviation lower than and higher than the mean value of

leadership authorization. Medium-level leadership authorization refers to the mean value of leadership authorization.

5. RESEARCH SIGNIFICANCE

5.1 Theoretical Significance

First of all, compared with the traditional and
classic topic of job satisfaction, over-qualification is a
new hotspot in organizational behaviour research in
recent years. From the perspective of relative
deprivation theory, this study found that perceived
over-qualification was an important factor affecting
employees' job satisfaction, which enriched the
research on the antecedent variables of job
satisfaction and provided a new perspective for
exploring the work attitude and work behaviour of
new college students.

Secondly, the results reveal the mediating role of
relative deprivation in the relationship between
perceived over-qualification and job satisfaction.
Different from previous studies that explored the
influence of perceived over-qualification on
employees' attitudes and behaviours from cognitive
or affective paths, this study, based on the theory of
relative deprivation, introduced relative deprivation, a
psychological variable that contains both cognitive
and affective components. It is confirmed that the
influence of over-qualification on job satisfaction is
transmitted through relative deprivation, and the
process of the effect of over-qualification on job
satisfaction is more clearly presented. At the same
time, this study also well responded to the call of
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relevant scholars: to deepen the research on the effect
of over-qualification on the psychological response
[46].

Finally, this study further verified the moderating
effect of leadership authorization on the mechanism
of over-qualification affecting job satisfaction. It is
found that the indirect effect of perceived over-
qualification on job satisfaction through perceived
relative deprivation is not significant under the
condition of high leader authorization. So the
boundary conditions of the effect of perceived over-
qualification are defined. At the same time, this paper
deeply studies the relationship between relative
deprivation and leadership authorization, expands the
applicable scope of relative deprivation, and provides
empirical support for leadership authorization in the
research field of new employees.

5.2 Practical Significance

First, in the recruitment process, the concept of
talent selection should be changed to establish the
concept of "the right is the best". In the recruitment
process, the organization shall scientifically and
objectively determine the qualifications of personnel
based on the requirements of job performance, clarify
the recruitment standards, and seek the most suitable
talents for the corresponding posts. The selection of
talents is the most basic way to avoid the adverse
consequences of over-qualification.

Secondly, the effective management of
overqualified staff: First, managers should give
reasonable authorization and support to new
employees. When new employees enter the
workplace, they have very limited power. Their direct
leaders should delegate some power to nhew
employees according to the matching degree of
knowledge, skills and abilities of the employees with
the post, so as to satisfy the autonomy of new
employees in work and give them the opportunity to
display their talents. Secondly, for new employees
with excess qualifications, work expansion, job
enrichment and job rotation can also be adopted to
enrich and increase the work content of new
employees, so that those with excess qualifications
can assume more responsibilities and carry out a
greater degree of self-management.

6. CONCLUSION

Based on the matching data of the two-stage
survey, the hierarchical regression method and
Bootstrap method were used to verify the research
model, and the results show that: (1) Perceived over-
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qualification has a significant negative impact on job
satisfaction. (2) Relative deprivation played a partial
mediating role in the relationship between over-
qualification and job satisfaction. (3) Leadership
authorization plays a moderating role in the
relationship between relative deprivation and job
satisfaction. Under high-level leadership
authorization, relative deprivation has no significant
effect on job satisfaction. (4) Furthermore, leadership
authorization moderates the indirect effect of
perceived over-qualification on job satisfaction
through perceived relative deprivation. The higher
the level of leadership authorization, the weaker the
mediating effect of relative deprivation on the
relationship between over-qualification and job
satisfaction.
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