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Figure 1. Hypothesis 1

- 302 -



- REIE / KIZHE MURAO] 01A2|= 0 0[R]= &

(1965)= A2+

& 0% g olE aas

oft
:OIL_l‘
i
=
jus) 01—_]
ol

]

Adams(1965)= F% ©]
e Adsiath 7R
At B2 RS
stARE ojw g 7]

pu

rsﬂ

i

N
2

4+ A1 do
Ir
N

0 7
o 1L
g

s

M
e

ol #elA] 7H
3P711 =,

fo
o
flo

o o
=
ot
>~
>
ﬁ
=2

X

i)

My
)
ri}‘
it
it
rlr
i
i

ol -

D

ﬂ?‘J
to o >
o of
ol
ol

&2 off
=)
ofl of
ol

i
B
o
N
AN
N

e,
o
&
i)
D)
M
f
o
o
o
(o

g 1
>
fxr&ﬂ r2
D)

ol

Ol

£
iCodl o

tlo
Of
ok

9
r
i)
=
I
>,
fol
X
rlr
-
ox
rj(g
o

U rlo

3RS 37| Hal o dAs] ¢
Al e

Roberts, Coulson¥} Chonko(1999)2} Kim(2001)
Hij g go] oA E 3t AL
o =3 %3 Aol A Fut
o] 2l o] =9 -2 U)X THHan, Lee, &
2018). °olHH wHlZAAC] oAz
m]2]7] vz ?Jr"cJZPE!OlE}i A Z}-s}
lﬂ} o}ﬂﬂ‘rc

=3 2%

[e=ks

N HE rlo
ol

e 4
3} 3

Lee,

ot
mlo

:rL

ox

Jo % i rr of
-
o
2 off M o
N ool ﬂ.l[ﬂ

= 2
fr ==

Sk

TR SHERY 3 FEAY Mol NENES BMo2
Aol Aol Adsks FALele)
s Aol Wolok & A EHORY
B vhgs v dnka w4 u 344 g
7 223 Aotk Wb Azt Aol
oAz A= FFE BuFHYe] 2

@ Aolga st

AT AYAHOIAD AIE YU
zd24 4ol Hel oleld WAV} 2
F Ak @A e AN

XN T4

o H
B X

o

A

o[l

1

X

3

o B

B = o
o
™

N
°
&

o ol
lo o o :VE
H oog X
O%E Ogrl‘ f’ ofr
4 tilo - =
ro ! X
d

rO

=

o

>
=2
rg,
i
ol
o
X

o &2
rmﬁéﬂ

ol X g
2,
o

o
N
N,

&

o

ox
[\

l

lo

-

oX,

e

rlo

e

o
®oox > M
o =)

ol

N
N
o
Jom I
(=N
tlo =~

N

foo ooy Ay o AR & N orhom o EHON
F
¢
of
o
rg

7H 3. 7429 olFelzel gof
YA, B, 4]

R R e

ZHAZA Al
Aotk TAH O,
A7k BYAAo| o|He| o] 1
THlEE Al o Eojes H
Ao FAYLET o2y A
A B 24 yebd Aot

o] o
A=

A=

%
A}
€

3ko]

<]

- 303 -



SEARIBIER: M W X

distributive justice

regulatory focus

tendency

overqualification

turnover intention

Figure 2. Hypothesis 2
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Table 1. Mean, standard deviation, and correlations of variables
1 2 3 4 5 6 7 8 9 10
1. Gender -
2. Age -353" -
3. Education -312" 110 -
4. Job field -.009 -.050 -114 -
5. Job position S3477 0 597 344™ -136° -
6. Overqualification -.033 032 061 -130"  -.144" (802
7. Turnover intention S032  -207" -007 021 205" 444 (777)
8. Perceived .025 .098 058 S072 2407 -446™ -41077 (914)
organizational support
9. Distributive justice 013 057 023 018 155" 447 -4 3T (932)
10. Regulatory focus -.078 103 135° 1777 190" -183™ 007 3337 1737
tendency i
Mean - 4288 3.89 - 3.28 3.00 3.34 2.94 277 15
Standard deviation - 8.56 .70 - 1.36 .52 .68 .65 79 .58

Note 1. N=250, *p < .05, *p < .01, ¥*p < 001

Note 2. Numerical values in parentheses indicate the internal reliability coefficients.

Note 3. Gender was coded 1 male, 2 female; Education was coded 1 less than high school graduation, 2 more than high school

graduation, 3 technical college graduation, 4 college graduation, 5 more than graduate school graduation; Job field was coded 1

research/development, 2 administrative/support, 3 sales, 4 production/technology, 5 service, 6 etc.; Job position was coded 1 staff, 2

administrative manager, 3 section chief, 4 chief, 5 higher than manager.
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Table 2. Regression analysis for interaction effect

SE

Coefficient(B r p
Intercept (Constant) 4567 356 12.836™ .000
Overqualification(X) 396 082 4.824™ .000
Perceived organizational support(M) -275 .064 4.278™ .000
Regulatory focus tendency(W) 247 071 3.472" .001
X * M -194 107 -1.824 069
X * W 288 143 2.006 046
M * W -254 111 -2.286 023
X *M*W 400 136 2.934" 004
p < .01, p < 001
t=2.934, p=.004). ©] AFHE M) s & HAsHATh sHAT 2AALS WA A8t
A # A (pick-a-point approach: Aiken &  © AFollE FYAEAESE AALFE o=
West, 19900l el B 7|FoE 1 FFH  7F Fopth olgld Ade Ailo] HYAA
b E Hh+18D), 1 FEHA @ . ojga AAste AW d A FAde
(1D o= Tt 2ExH Aol wE A 2AAYS BA AGD uf o]F Tt yo}
7 RYAA T 2AAA]A 3o w@e o]
A2 axs AH Rt
olof gt AAE Figure 33 Figure 40l A 49 ROSLow)
ATk AIAAL Azse Tl P T T
#24 A%e AUT e W AZD AR
Azt oo 7t BANA 2HA A< v
ZABTH} ATHB=.038, p=.767). Figure 3= T
dvinw, gay A THYS 244 ) &
A& = AAFAY Al Qs At B : /
Alglo]l HYAAE #A AAETE o] ow P
7} B5 i vl HAAL Azeie :
TR iz S AY U we E —— POQ (High)
AZE BYAAH oA ® 3+ BAA =
2 % 93 YERt Figure 3. Interaction effect of perceived

(B=-427, p=.002). Figure 42 AR W 3z}
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Figure 4. Interaction effect of perceived
overqualification(POQ) and perceived
organizational support(POS) on turnover

intention when regulatory focus tendency is
prevention
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23t A Table 10 AT Gdd 4
A7}t A2 A eh webd ZzhE 3
AR ol erel HARI HHo] & Aol
= 7H 10 oA @ W AR EHUATE Ae

& St

B ATl 7143 M 38 AFE) 9
A7 HYAATL olH % 2b BA A
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, T EAA, 2EEY 3 A deAE
ARt SAHCE  FYSAThB=.383, =
3.250, p=.001). °] AHRE 3|Ast7] Haf &

2

)

N = oA

Table 3. Regression analysis for interaction effect

Coefficient(B SE t p

Intercept (Constant) 4.636 .345 13.453"" .000
Overqualification(X) 371 .080 4.621™ .000
Distributive justice(M) -.247 049 -5.018™ .000
Regulatory focus tendency(W) 226 .067 33557 .001
X * M -177 083 2.131° 034

X * W 196 131 1.493 137

M * W -.266 .083 -3.200" 002
X*M*W 383 118 3.250" .001

p < .05, "p < .01, p < 001
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The Effect of Perceived Overqualification on Turnover Intention:
Interaction Effect of Perceived Organizational Support,

Distributive Justice, and Regulatory Focus

Mi So Kim Tae-Yong Yoo

Kwangwoon University

The purpose of this study was to examine the effect of perceived overqualification on turnover intention
and the interaction effect of perceived organizational support, distributive justice, and regulatory focus
tendency(promotion/prevention) on the relationship between perceived overqualification and turnover
intention. For the study, the survey was conducted on 250 employees working at various companies in
Korea. Results indicated that perceived overqualification was positively related to turnover intention. The
three-way interaction effect of perceived overqualification, perceived organizational support, and regulatory
focus tendency was significant on turnover intention. Also the three-way interaction effect of perceived
overqualification, distributive justice, and regulatory focus tendency was significant on turnover intention.
This study provided important implications for practitioners as it verified the effect of perceived
overqualification on turnover intention and the moderation effects of perceived organizational support,

distributive justice, and regulatory focus tendency.

Key words : perceived overqualification, perceived organizational support, distributive justice, regulatory focus tendency,

turnover intention, three-way interaction effect
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