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Abstract

This study aims to elucidate the relationship between of job embeddedness and salesperson performance and organizational citizenship
behavior (OCB). Grounded in theories of person-environment fit and conservation of resources theory, we propose that job embedded-
ness positively influences employee performance and OCB by alleviating perceived overqualification while verifying the moderating
role of psychological empowerment. Utilizing questionnaire data from 419 matched salesperson-supervisor dyads, we employed struc-
tural equation modeling to examine variable relationships, performed mediation analysis through the Bootstrap approach, and assessed
moderating effects via hierarchical regression analysis. Results demonstrate that job embeddedness significantly and positively pre-
dicts OCB and sales performance but negatively correlates with perceived overqualification. Mediation analysis reveals that perceived
overqualification partially mediates the impact of job embeddedness on OCB but fully mediates its effect on sales performance. Psycho-
logical empowerment significantly moderates the negative impact of perceived overqualification on outcome variables, with its adverse
effects mitigated under high empowerment levels. The research confirms that job embeddedness enhances performance by reducing
perceived overqualification, while psychological empowerment buffers against its negative consequences. These findings provide the-
oretical foundations for constructing supportive work environments and optimizing sales team incentive mechanisms. Organizations
should strengthen employee-position embeddedness to optimize person-environment fit and implement psychological empowerment
interventions to enhance work adaptation perceptions among highly qualified personnel.
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powerment
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1. Introduction
Under the converging development of the digital econ-

omy and the knowledge economy, the reconstruction of
organization-individual relationships has emerged as a crit-
ical proposition in management studies. As a frontier con-
cept in organizational behavior, job embeddedness demon-
strates unique explanatory dimensions within the specific
context of sales positions. Contemporary Chinese so-
ciety is undergoing three structural transformations: the
talent mismatch stemming from higher education expan-
sion, occupational capability reconstruction driven by digi-
tal transformation, and organizational resilience demands in
volatile, uncertain, complex, and ambiguous (VUCA) envi-
ronments. The interplay of these transformations positions
sales roles as an exemplary field for observing the modern
workplace ecology.

From a human capital allocation perspective, the
widening chasm between entry criteria for sales positions
(as typical experience-oriented occupations) and practi-
tioners’ educational backgrounds has given rise to per-
vasive perceived overqualification. When sales profes-

sionals’ knowledge reserves and cognitive levels create a
qualification-position inversion relative to actual job re-
quirements, traditional competency models face explana-
tory crises. Compounding this issue, the deep application of
AI technologies in customer profiling and demand predic-
tion accelerates the devaluation of fundamental sales skills,
transforming practitioners’ competence anxiety from “skill
deficiency” to “skill redundancy” thereby creating cogni-
tive fog in career development trajectories. At the organi-
zational management level, the double-edged sword effect
of job embeddedness manifests distinctly in sales teams.
While highly embedded employees may enhance short-
term performance through social network capital, excessive
organizational ties risk evolving into a “golden handcuffs”
effect. When individuals perceive that their qualifications
substantially exceed position requirements, strong organi-
zational embedding fails to stimulate innovative behav-
iors but instead inhibits organizational citizenship behav-
ior (OCB) through psychological contract violation mech-
anisms.
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This paradox reflects a fundamental conflict between
efficiency logic and humanistic logic in modern organiza-
tional management: an irreconcilable theoretical fissure ex-
ists between quantifiable performance pursued by standard-
ized evaluation systems and self-actualization values inher-
ently sought by knowledge workers. The digital transfor-
mation wave intensifies this contradiction. While techno-
logical tools like intelligent customer service systems and
big-data precision marketing enhance sales efficiency, they
simultaneously deconstruct the core value of traditional
sales positions. As interpersonal communication skills and
emotional labor (“soft competencies”) become algorithmi-
cally quantifiable substitutes, structural imbalances emerge
in sales professionals’ competence cognition frameworks.
This technological unemployment anxiety resonates with
perceived overqualification, transforming OCB from spon-
taneous altruism to a calculative contribution—employees
may strategically adjust OCB manifestations as bargaining
chips for occupational security.

In the modern business environment, the performance
of sales personnel not only directly impacts the economic
benefits of enterprises but also plays a crucial role in shap-
ing the overall culture and atmosphere of the organization.
As a bridge between the enterprise and its customers, the
quality of performance is directly related to customer satis-
faction, brand loyalty, and the enhancement of market com-
petitiveness. The rise of higher education has led many
highly educated individuals to enter sales roles, where some
may inevitably feel overqualified. Perceived overquali-
fication, defined as employees believing that their edu-
cation and skills exceed job requirements (Zhang et al,
2021), has garnered significant attention in recent research.
Green and McIntosh (2007) found that perceived overqual-
ification is most prevalent among salespeople. Employ-
ees’ professional cognition significantly affects their atti-
tudes and behaviors. Extensive research suggests that per-
ceived overqualification is a detrimental factor (Erdogan
and Bauer, 2009). As a result, empirical research has ex-
plored antecedents of perceived overqualification, such as
leadership factors (e.g., transformational leadership), indi-
vidual factors (e.g., age, narcissism) (Liu and Wang, 2012;
Maynard et al, 2015), and situational factors (e.g., job char-
acteristics, career adaptability) (Lobene et al, 2015; Yang
et al, 2015). However, there has been little research on
the impact of job embeddedness on perceived overquali-
fication through the lens of Person-Organization Fit (P-O
fit). We propose that job embeddedness, which encom-
passes P-O fit, reflects the strength of employees’ attach-
ment to their work and organization, potentially mitigating
perceived overqualification and positively influencing sales
performance and work behavior.

Job embeddedness refers to an individual’s inclina-
tion to remain in an organization due to social ties, exit
costs, and compatibility with the organizational environ-
ment, encompassing three dimensions: interpersonal net-

works, organizational fit, and opportunity loss. Organi-
zational citizenship behavior (OCB) denotes employees’
voluntary, extra-role altruistic actions that surpass formal
job requirements, including non-contractual contributions
such as helping behaviors, conscientiousness, and civic
virtue. Perceived overqualification is defined as a cognitive
discrepancy wherein individuals subjectively assess their
knowledge, skills, or experience as substantially exceed-
ing job demands, frequently accompanied by work alien-
ation and career stagnation. The phenomenon of person-
position mismatch induced by perceived overqualification
has significant negative effects on employee attitudes and
behaviors (Harari et al, 2017; Wu and Chi, 2020). Within
the person-environment (P-E) fit theoretical framework,
person-organization (P-O) fit and person-job (P-J) fit con-
stitute distinct dimensions. Kristof-Brown et al (2005)
demonstrate interactive effects between P-O fit and P-J fit
in jointly influencing employee performance. Resick et al
(2007) reveal that high P-O fit enhances organizational at-
tachment and proactive behaviors. Erdogan et al (2020)
identify significant suppression of employee voice behav-
ior by perceived overqualification under conditions of low
P-O fit. Wang (2020) further indicates that concurrent high
P-O fit and high perceived overqualification significantly
elevate work autonomy and positive affect. These find-
ings collectively suggest the moderating role of P-O fit
in perceived overqualification effects. In intensified mar-
ket competition contexts, enhancing sales personnel per-
formance has emerged as a strategic priority (Tabak and
Hendy, 2016; Yu et al, 2020). The prevalent phenomenon
of perceived overqualification among sales professionals,
characterized by subjective assessments of personal capa-
bilities exceeding job requirements, not only reduces job
satisfaction and organizational commitment but also ad-
versely affects performance outcomes and organizational
citizenship behaviors (Afsar et al, 2018; Kapil and Rastogi,
2018). Frustration stemming from overqualification dimin-
ishes work engagement, creating a performance deteriora-
tion cycle (Fine and Nevo, 2008; Kalleberg, 2008). While
existing research has primarily examined individual charac-
teristics, environmental support, and incentive mechanisms
affecting sales performance, it has insufficiently addressed
the mechanisms of perceived overqualification, particu-
larly neglecting investigation intomediating pathways of its
negative impacts (Jansen and Kristof-Brown, 2006; Kraus
et al, 2015; Mitchell et al, 2001). Job embeddedness,
as a multidimensional construct encompassing relational
networks, fit levels, and sacrifice considerations, influ-
ences both retention decisions and performance outcomes.
High job embeddedness mitigates perceived overqualifi-
cation through strengthened organizational belongingness,
thereby enhancing sales performance and citizenship be-
haviors. From the conservation of resources (COR) the-
ory perspective, job embeddedness bolsters resource acqui-
sition capabilities, effectively buffering resource depletion
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effects caused by overqualification (Li et al, 2019; Simon
et al, 2019; Yoo, 2017).

This study contributes theoretically in three as-
pects: First, it clarifies the mediating role of perceived
overqualification, extending the pathway through which
job embeddedness influences sales performance and en-
riching theoretical linkages connecting organizational em-
beddedness with work outcomes. Second, it innova-
tively introduces psychological empowerment as a mod-
erator, constructing an integrated “job embeddedness-
psychological empowerment-perceived overqualification”
model that deepens understanding of boundary condition
mechanisms. Third, by integrating P-E fit theory with COR
theory, it establishes a dual-theoretical explanatory frame-
work, providing a more systematic analytical perspective
for sales performance research. Practically, the findings
offer novel approaches for optimizing sales team manage-
ment, recommending enhanced job embeddedness devel-
opment to reduce perceived overqualification, thus achiev-
ing synergistic improvement in performance and organi-
zational citizenship behaviors. The paper adopts a five-
section structure: Section I systematically reviews theo-
retical foundations and clarifies conceptual relationships
among job embeddedness, perceived overqualification, and
sales performance. Section II constructs the theoretical
model through literature synthesis, proposing hypotheses
encompassing main effects, mediation, and moderation ef-
fects. Section III details empirical methodologies, includ-
ing sample selection criteria, scale validation, and data anal-
ysis procedures. Section IV presents hierarchical regression
results, verifying statistical relationships among variables.
Section V discusses theoretical innovations, managerial im-
plications, limitations related to sample scope and the ab-
sence of longitudinal research and proposes suggestions for
future research directions. This research design systemati-
cally deconstructs the transmission mechanism of job em-
beddedness on sales personnel behavioral outcomes, con-
tributing new insights to organizational behavior research.

2. Theoretical Background and Hypothesis
Development
2.1 Job Embeddedness, Sales Performance and
Organizational Citizenship Behavior

Job embeddedness refers to employees’ retention
propensity stemming frommultidimensional organizational
connections, comprising three dimensions: links, fit, and
sacrifice (Lee et al, 2004). Links represent the so-
cial networks established between employees and col-
leagues/organizations, reinforcing their sense of belonging;
fit denotes the compatibility between employees’ values
and organizational culture, directly influencing job satis-
faction; sacrifice reflects perceived material and emotional
losses from potential job separation, prompting increased
organizational commitment (Greene et al, 2018). High
job embeddedness enhances employees’ work motivation

through strengthened organizational identification, thereby
improving performance levels and organizational citizen-
ship behaviors, which are strategically significant for op-
timizing human resource management in competitive mar-
kets. Sales performance represents salespersons’ compre-
hensive output in achieving sales targets and performance
metrics, typically measured through quantitative indicators
such as sales volume, market share, and customer satis-
faction (Zhang et al, 2019). As a core driver of corpo-
rate profitability and market competitiveness, sales perfor-
mance is influenced by multiple factors, including indi-
vidual characteristics, work environment, incentive mech-
anisms, and attitude. Research demonstrates that job em-
beddedness significantly enhances sales personnel’s work
engagement and initiative through enhanced organizational
identification and responsibility, ultimately driving sales
performance growth. The mechanism operates through
three pathways: amplification of resource acquisition ca-
pabilities through organizational connections; optimization
of role adaptation processes through cultural compatibility;
and transformation of the perceived costs of job separation
into behavioral incentives for sustained effort.

Organizational Citizenship Behavior (OCB) refers to
voluntary behaviors exhibited by employees that transcend
formal job responsibilities. These behaviors are not di-
rectly incentivized by an organization’s formal reward sys-
tem, yet they significantly enhance overall organizational
efficiency and climate. OCB typically encompasses var-
ious forms, including assisting colleagues, actively par-
ticipating in team activities, safeguarding organizational
reputation, and demonstrating support for organizational
goals. Such behaviors not only foster team collaboration
and improve workplace harmony but also cultivate mu-
tual trust and support among employees, thereby elevat-
ing organizational performance (Borman and Motowidlo,
1993). The driving mechanism of job embeddedness on
OCB can be deconstructed through the lenses of Conser-
vation of Resources Theory and Social Exchange Theory.
Dense social networks (Links) heighten employees’ depen-
dence on the organizational ecosystem, compelling them
to sustain relational capital and mitigate social exclusion
risks through OCB; individual-organizational value con-
gruence (Fit) strengthens role-breadth self-efficacy, moti-
vating employees to enact citizenship behaviors beyond in-
strumental rationality; resource sacrifices (Sacrifice) aris-
ing from potential turnover amplify perceived opportunity
costs, prompting employees to accumulate organizational
commitment via OCB to consolidate their current status
(Kiazad et al, 2015). The manifestation of OCB also re-
flects employees’ organizational identification and loyalty,
further reinforcing organizational cohesion and centripetal
force. In highly competitive market environments, encour-
aging and nurturing employee OCB has become a pivotal
strategy for organizations to enhance competitive advan-
tages. Therefore, we propose:
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H1a. Salesperson job embeddedness is positively as-
sociated with organizational citizenship behavior.

H1b. Salesperson job embeddedness is positively as-
sociated with sales performance.

2.2 Job Embeddedness and Perceived Overqualification

According to Person-Environment (P-E) fit theory,
Person-Organization (P-O) fit consists of two forms: con-
sistency fit, which refers to the alignment between organi-
zational culture, values, and goals with those of employ-
ees; and complementary fit, which occurs when the orga-
nization provides the rewards and opportunities employees
need or when employees meet the organization’s require-
ments in skills, knowledge, and effort (Mostafa et al, 2023).
The “fit” dimension in job embeddedness primarily refers
to consistency fit, indicating that employees with high job
embeddedness closely align with the organization’s values
and goals (Ampofo and Karatepe, 2024). There are vari-
ous ways to achieve fit in the work environment, but em-
ployees may struggle to attain all types of fit. For instance,
perceived overqualification represents a mismatch between
employees and their work. This raises the question: can P-
O fit mitigate employees’ perceived overqualification due
to personal job mismatch?

Oh et al (2014) reported a correlation coefficient of
0.54 between P-O fit and P-J fit in their meta-analysis, in-
dicating a strong relationship. Previous research has also
demonstrated an interaction between P-O fit and Pearson-
Jones (P-J) fit. Kristof-Brown et al (2002) found that high
organizational-level fit can compensate for low job-level
fit through increased job satisfaction. Jansen and Kristof-
Brown (2006) suggested that achieving fit across different
levels within the environment canmitigate the cognitive im-
balance caused by a mismatch at one level. Supporting this
view, Resick et al (2007) found that P-O fit alleviated the
negative effects of job mismatch on interns’ job satisfac-
tion and job choice intentions. Erdogan et al (2020) also
found that high P-O fit alleviates perceived overqualifica-
tion, enhancing employees’ motivation to voice their opin-
ions. Given these findings, we propose that job embed-
dedness, which includes a high degree of P-O fit, should
mitigate employees’ perceived overqualification due to per-
sonal job mismatch.

High job embeddedness enables sales personnel to es-
tablish extensive social networks, thereby acquiring greater
resource support to enhance performance and organiza-
tional citizenship behavior. Perceived overqualification re-
flects a psychological imbalance where individuals per-
ceive that their competencies exceed job requirements,
potentially triggering professional frustration and motiva-
tional decline. Job embeddedness significantly mitigates
this phenomenon by reinforcing organizational value con-
gruence: when sales professionals perceive high alignment
between their career objectives and organizational strate-
gies, their self-efficacy and professional fulfillment are en-

hanced, thereby alleviating negative emotions arising from
competency-position mismatches (Kraus et al, 2015). Fur-
thermore, strong job embeddedness motivates sales person-
nel to actively engage in organizational socialization pro-
cesses and expand career development resource channels,
systematically reducing the adverse effects of overquali-
fication perceptions (Mitchell et al, 2001). This virtuous
cycle manifests as synergistic effects between organiza-
tional support acquisition and effective utilization of profes-
sional competencies, ultimately fostering performance op-
timization and increased altruistic behaviors. In contrast,
low job embeddedness weakens organizational commit-
ment and exacerbates the destructive impact of overqualifi-
cation perceptions—sales personnel risk falling into profes-
sional isolation, struggling to activate latent capabilities, re-
sulting in performance decline and deficient organizational
citizenship behavior. Therefore, enhancing job embedded-
ness not only consolidates sales personnel’s organizational
loyalty but also effectively suppresses the probability of
overqualification perceptions through value identification
mechanisms and social support systems, forming a contin-
uously improving virtuous professional ecosystem. Based
on these observations, this study proposes:

H2. Salesperson job embeddedness is negatively as-
sociated with perceived overqualification.

2.3 Perceived Overqualification, Sales Performance and
Organizational Citizenship Behavior

From the perspective of sales performance metrics,
perceived overqualification has a direct negative impact
on sales personnel’s work engagement and self-efficacy.
When individuals persistently operate under the cognitive
state of underutilized competencies, the discrepancy be-
tween career development expectations and actual job re-
quirements triggers chronic psychological frustration (Si-
mon et al, 2019). This negative emotional state not only
diminishes sales professionals’ recognition of occupational
value but also reduces their proactive pursuit of knowl-
edge acquisition. In dynamic market environments, de-
layed knowledge updating directly compromises client de-
mand responsiveness, consequently impairing sales tar-
get achievement rates. Specific manifestations include:
the perception of overqualification lowers employees’ con-
centration on standardized sales processes, resulting in a
marginal diminishing trend in energy investment in core op-
erational aspects such as client development and demand
analysis.

Through the lens of organizational citizenship behav-
ior, perceived overqualification significantly inhibits the
expression of extra-role behaviors. Sales personnel’s asym-
metrical cognition regarding their capabilities and job re-
quirements fosters organizational alienation, which directly
affects their willingness to participate in team collabora-
tion (Zhang et al, 2016). Specifically, individuals with
perceived overqualification tend to adopt “psychological
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withdrawal” strategies, demonstrating marked passivity in
non-compulsory work domains such as knowledge sharing
and cross-departmental cooperation. This selective partic-
ipation pattern not only weakens team knowledge trans-
fer efficiency but may have negative exemplar effects, ul-
timately undermining organizational operational effective-
ness. The mechanism exhibits unique transmission path-
ways in sales positions: sales professions require contin-
uous high-intensity interpersonal interactions, while cog-
nitive dissonance induced by perceived overqualification
substantially reduces emotional investment levels. During
client service processes, this psychological state may man-
ifest as formulaic communication patterns, leading to de-
terioration in client relationships. Concurrently, in inter-
nal collaboration scenarios, excessive competence percep-
tions may provoke professional arrogance, hindering effec-
tive coordination within cross-functional teams. Therefore,
this study proposes:

H3a. Salesperson perceived overqualification is neg-
atively associated with organizational citizenship behavior.

H3b. Salesperson perceived overqualification is neg-
atively associated with sales performance.

2.4 The Mediating Role of Perceived Overqualification

Under the mechanism of job embeddedness, the pro-
found congruence between sales personnel and organiza-
tions across value systems, interpersonal networks, and
job structure dimensions significantly inhibits the negative
emotional mechanisms associated with perceived overqual-
ification. This organizational embeddedness characteris-
tic enhances employees’ role identity, enabling the trans-
formation of excess competence surplus into strategic re-
source reserves rather than psychological burdens. Specif-
ically, when sales professionals establish robust career an-
chors, their cognitive discrepancies regarding job require-
ments undergo recalibration through organizational support
systems, thereby sustaining positive self-efficacy evalua-
tions. The mediating effect of perceived overqualification
manifests through dual transmission pathways: At the per-
formance level, high job-embeddedness environments pro-
vide channels for the transformation of competence over-
flow, where sales personnel achieve organizational inter-
nalization of tacit value through informal knowledge shar-
ing and cross-functional collaboration. This compensatory
mechanism effectively circumvents competence deprecia-
tion phenomena inherent in traditional performance evalu-
ation systems.

High levels of job embeddedness not only enhance
sales personnel’s work engagement but also elevate perfor-
mance outcomes and proactive behaviors through height-
ened self-efficacy and organizational belongingness. When
sales professionals perceive a competency-job demandmis-
match, strong job embeddedness enables them to miti-
gate deficiencies arising from perceived overqualification

by cultivating robust social networks and securing essen-
tial support. Under such conditions, sales personnel can
optimize the utilization of their knowledge and skills, ul-
timately augmenting sales performance. In the dimen-
sion of organizational citizenship behavior, reciprocal obli-
gations engendered by embedded networks motivate em-
ployees to transform surplus qualifications into altruis-
tic actions, maintaining psychological contract equilibrium
through the voluntary assumption of extra-role responsibil-
ities. Organizational culture internalization resolves cogni-
tive conflicts resulting from competency misalignment by
integrating personal development objectives with organi-
zational strategies; the enhanced density of relational net-
works provides multiple outlets for competency conver-
sion, reducing frustration from resource underutilization;
and flexible job structure design enables work role reshap-
ing, transforming overqualification into innovation trig-
gers. This multidimensional embeddedness collectively fa-
cilitates psychological-cognitive reconstruction, ultimately
establishing dual improvement pathways for performance
enhancement and organizational citizenship behavior rein-
forcement. Therefore, this study proposes:

H4a. Job embeddedness positively affects organiza-
tional citizenship behavior through perceived overqualifi-
cation, with perceived overqualification serving as a medi-
ator between job embeddedness and organizational citizen-
ship behavior.

H4b. Job embeddedness positively affects sales per-
formance through perceived overqualification, with per-
ceived overqualification serving as a mediator between job
embeddedness and sales performance.

2.5 The Moderating Role of Psychological Empowerment

In sales work, salespeople frequently make judgment-
based decisions, leading organizations to grant them a high
level of autonomy. Psychological empowerment, as em-
ployees’ perceptions of organizational empowerment, is
closely linked to their motivation, enthusiasm, and initiative
(Yoo, 2017). Therefore, this study posits that psycholog-
ical empowerment can supplement employees’ emotional
resources, mitigating the emotional resource deficit caused
by perceived overqualification and enabling them to regu-
late their emotions, exhibit positive behavior, and achieve
high performance.

Psychological empowerment comprises four aspects:
Meaning, which refers to an individual’s perception of work
value aligned with personal values; Self-determination,
which reflects the individual’s control over their work be-
havior; Self-efficacy, which reflects confidence in their
ability to complete tasks; and Impact, which indicates the
extent to which an individual influences organizational op-
erations and goals (Spreitzer, 1995). Previous research
on psychological empowerment has shown its positive ef-
fects on employees’ attitudes and behaviors. For instance,
it enhances emotional commitment (Heron and Bruk-Lee,
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2020), improves job satisfaction (Jordan et al, 2017), and
promotes innovative behavior (Zia et al, 2024).

For salespeople, perceived overqualification leads to
negative perceptions, attitudes, and a lack of emotional re-
sources. Consequently, they may struggle to maintain a
positive outlook and work behavior, hindering their per-
formance. Organizational support can reduce the neg-
ative work attitudes and behaviors caused by perceived
overqualification. Psychological empowerment, as a form
of perceived organizational support, can help alleviate em-
ployees’ lack of emotional resources, enabling them to
work with positive emotions and achieve high performance.
Therefore, this study proposes:

H5a. Psychological empowerment negatively mod-
erates the relationship between perceived overqualification
and organizational citizenship behavior.

H5b. Psychological empowerment negatively mod-
erates the relationship between perceived overqualification
and sales performance.

Based on the above analysis, salesperson job em-
beddedness alleviates perceived overqualification and en-
hances job performance and organizational citizenship be-
havior. High levels of psychological empowerment can fur-
ther mitigate the negative impact of perceived overqualifi-
cation on job performance and organizational citizenship
behavior. Thus, this study proposes that psychological em-
powerment may also moderate the mediating effect of per-
ceived overqualification between job embeddedness and
sales performance, as well as organizational citizenship be-
havior.

Specifically, salespeople with high job embeddedness
have a strong P-O fit, allowing them to leverage sales
opportunities from an expanded job network, fully utiliz-
ing their talents and alleviating perceived overqualification.
Furthermore, if the organization provides a high level of
psychological empowerment, the salesperson will be more
likely to adjust their negative work attitudes, take initiative,
exhibit expected behaviors, and achieve high performance.
Therefore, this study proposes:

H6a. Psychological empowerment moderates the me-
diating role of perceived overqualification between job em-
beddedness and organizational citizenship behavior.

H6b. Psychological empowerment moderates the me-
diating role of perceived overqualification between job em-
beddedness and sales performance.

The conceptual model of this study is shown in Fig. 1.

3. Methodology
3.1 Sample

To obtain effective data, this study utilized a
salesperson-manager matching questionnaire, comprising
separate questionnaires for salespeople and managers.
Salespeople rated their job embeddedness, perceived
overqualification, psychological empowerment, and con-
trol variables, while managers rated the salespeople’s per-

formance, organizational citizenship behavior, and con-
trol variables. Survey samples were drawn primarily from
Jiangsu, Guangdong, Anhui, and other regions in China.
A total of 100 sales manager questionnaires and 500 sales-
person questionnaires were distributed, with each manager
evaluating approximately five salespeople. The survey col-
lected 443 paired responses, including 419 valid pairs, re-
sulting in a total response rate of 94.58%.

The participants’ demographic information is as fol-
lows: 57% of the respondents were male, and 43% were
female. In terms of education, 35.8% had qualifications be-
low junior college, 42.5% were at the junior college level,
and 21.7% held a bachelor’s degree or higher. For work
experience, 8.1% had one year or less, 33.4% had one to
three years, 21% had three to five years, 22.9% had five to
ten years, and 14.6% had over ten years. In terms of mari-
tal status, 56.1% were married, and 43.9% were unmarried.
Regarding age, 10% were under 24 years old, 46.8% were
24–30 years old, 35.8% were 30–45 years old, and 7.4%
were over 45 years old. The demographic profile of the
sample is shown in Table 1.

3.2 Measures

The structure of the questionnaire employed in this
study consists of two distinct sections. The first section
pertains to the demographic characteristics of the partic-
ipants, encompassing information such as gender, educa-
tional background, work experience, marital status, and
age. The second section focuses on the measurement
of key variables, including job embeddedness, perceived
overqualification, and psychological empowerment. The
design of the questions in the first section is based on es-
tablished scales from existing literature, thereby ensuring
the validity and reliability of the measurement instruments.
Participants rated their responses using a five-point Lik-
ert scale, ranging from 1 (strongly disagree) to 5 (strongly
agree), facilitating the quantification of their level of agree-
ment with each statement. The survey was conducted in
China, and all questions underwent professional translation
to ensure both the accuracy of content and cultural appropri-
ateness. To further enhance the applicability and effective-
ness of the questionnaire, two experienced sales profession-
als were invited to revise certain phrasing and expressions,
ensuring that the questionnaire adequately reflects the re-
alities of the sales environment, ultimately resulting in the
final version of the questionnaire.

Job embeddedness was measured using the scale de-
veloped by Ben-Meir et al (2024), which includes three di-
mensions: connection, matching, and sacrifice, with a total
of 13 items (e.g., “Resignation will have a great effect on
my current life”). Cronbach’s alpha for the scale was 0.925.
Perceived overqualification was measured using the classic
scale by Fine and Nevo (2008), comprising 9 items (e.g.,
“My education is higher than what is needed for my job”).
Cronbach’s alpha for the scale was 0.931. Psychological
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Fig. 1. Theoretical model.

empowerment was measured using the classical scale by
Spreitzer (1995), consisting of 11 items (e.g., “My work is
significant to me”). Cronbach’s alpha for these items was
0.902. Sales performance was measured using the seven-
item scale developed by Sujan et al (1994) (e.g., “Can sell
the company’s new products”). The scale’s Cronbach’s al-
pha was 0.959. Organizational citizenship behavior was
measured using the scale developed byVan Scotter andMo-
towidlo (1996), comprising 15 items (e.g., “Give support or
encouragement to colleagues when they encounter personal
difficulties”). The scale’s Cronbach’s alpha was 0.976.

Furthermore, considering that individual characteris-
tics such as gender, marital status, educational background,
and work experience may significantly impact the perfor-
mance of sales personnel and their organizational citizen-
ship behavior, controlling for these variables helps to elim-
inate external interference. This practice ensures the valid-
ity and reliability of the research findings, thereby allowing
for a more accurate understanding of the relationship be-
tween job embeddedness and both sales performance and
organizational citizenship behavior.

3.3 Data Analysis Methods

Descriptive statistics were employed to calculate fun-
damental statistical indicators, including mean, standard
deviation, minimum, and maximum values, which summa-
rize the basic characteristics of the sample. For categor-
ical variables, frequency and percentage were utilized to
provide a visual analysis of the demographic characteris-
tics of the sample. In conducting the correlation analysis,
the Pearson correlation coefficient was applied to assess the
linear relationships among the variables. The specific cal-
culation method involved standardizing each pair of vari-

ables, subsequently calculating their covariance, and divid-
ing by the product of their respective standard deviations
to obtain the correlation coefficient. Confirmatory factor
analysis (CFA) was employed to examine the discriminant
validity among the variables. This was achieved by com-
paring the goodness-of-fit between the single-factor model
and the multi-factor model to evaluate the independence
and validity of the variables. The fundamental principle
of this step was to determine the optimal factor structure
by comparing the fit indices of different models (such as
χ2/df, Comparative Fit Index (CFI), Root Mean Square Er-
ror of Approximation (RMSEA), etc.). Multiple regression
analysis was conducted to investigate the direct impact of
work embeddedness on organizational citizenship behav-
ior and sales performance. In the regression model, per-
ceived overqualification was introduced using a stepwise
method to examine its mediating role between job embed-
dedness and organizational citizenship behavior, as well as
sales performance. This step aimed to quantify the rela-
tionships among the variables and validate the hypotheses.
By introducing interaction terms, the moderating effect of
psychological empowerment on the relationship between
perceived overqualification and organizational citizenship
behavior, as well as sales performance, was tested. The
purpose of this step was to explore how psychological em-
powerment influences the impact of perceived overqualifi-
cation on sales personnel’s behavior. The PROCESSmacro
(V4.1, Armonk, IBM, NY, USA) was utilized to analyze
conditional indirect effects, further investigating the me-
diating role of psychological empowerment between job
embeddedness and organizational citizenship behavior, as
well as sales performance. This analysis aimed to reveal
how work embeddedness influences sales personnel’s be-
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Table 1. Sample profile.
Value Numbers Percentage (%)

Gender
Male 239 57.0
Female 180 43.0

Education
Below junior college 150 35.8
Junior college 178 42.5
Bachelor degree or above 91 21.7

Tenure

1 year and below 34 8.1
1 to 3 years 140 33.4
3 to 5 years 88 21.0
5 to 10 years 96 22.9
10 years and above 61 14.6

Marriage
Married 235 56.1
Unmarried 184 43.9

Age

Under 24 42 10.0
24–30 years old 196 46.8
30–45 years old 150 35.8
Over 45 31 7.4

Table 2. Discriminant validity (Fornell-Larcker criterion).
Mean SD 1 2 3 4 5 6 7 8 9

Gender 1.430 0.496
Marriage 1.440 0.497 –0.039
Education 2.830 0.893 –0.054 0.090*
Tenure 3.020 1.214 0.134** –0.466** –0.120**
JE 3.731 0.707 0.018 –0.117** –0.173** 0.105* 0.792
POQ 2.731 0.843 0.008 –0.042 0.188** 0.026 –0.353** 0.797
PE 3.658 0.698 –0.014 –0.046 –0.061 0.051 0.587** –0.244** 0.795
OCB 3.595 0.707 0.005 –0.033 –0.100* 0.083* 0.446** –0.290** 0.229** 0.809
SP 3.592 0.682 0.032 –0.004 –0.023 0.020 0.458** –0.266** 0.229** 0.514** 0.814
Note. * p < 0.05, ** p < 0.01; JE, Job Embeddedness; POQ, Perceived Overqualification; PE, Psychological Empowerment; OCB,
Organizational Citizenship Behavior; SP, Sales Performance; SD, Standard Deviation.

havior through perceived overqualification at varying lev-
els of psychological empowerment.

3.4 Common Method Bias
Following the suggestion of Podsakoff et al (2003),

this study employs Harman’s single-factor test to assess
common method bias. A factor analysis was conducted on
all itemsmeasuring job embeddedness, perceived overqual-
ification, psychological empowerment, organizational citi-
zenship behavior, and sales performance. The results show
that the highest variance explained by a single factor was
32.042%, which is below the 50% threshold. Thus, com-
monmethod bias in this study is within an acceptable range.

4. Results
4.1 Descriptive Statistics and Correlations

Table 2 presents the descriptive statistics and correla-
tions of the study variables. Job embeddedness was neg-
atively correlated with perceived overqualification (r = –
0.353, p < 0.01) and positively correlated with organiza-

tional citizenship behavior (r = 0.446, p < 0.01) and sales
performance (r = 0.458, p < 0.01). Perceived overquali-
fication was significantly negatively correlated with orga-
nizational citizenship behavior (r = –0.290, p < 0.01) and
sales performance (r = –0.266, p < 0.01), providing empir-
ical support for subsequent hypothesis testing.

4.2 Confirmatory Factor Analysis
To facilitate the development of the research, this

study adopts abbreviations for the indicators, where JE,
POQ, PE, OCB, and SP respectively represent Job Em-
beddedness, Perceived Overqualification, Psychological
Empowerment, Organizational Citizenship Behavior, and
Sales Performance. To test the discriminant validity among
job embeddedness, perceived overqualification, psycho-
logical empowerment, organizational citizenship behavior,
and sales performance, a series of confirmatory factor anal-
yses were conducted. The results, shown in Table 3, indi-
cate that compared to the single-factor, two-factor, three-
factor, and four-factor models, the five-factor model (job
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Table 3. Results of confirmatory factor analysis.
χ2/DF CFI SRMR TLI RMSEA

Five-factor model 2.248 0.918 0.0425 0.913 0.055
Four-factor modela 4.198 0.789 0.1153 0.776 0.087
Three-factor modelb 6.224 0.654 0.1421 0.634 0.112
Two-factor modelc 7.786 0.549 0.1516 0.525 0.127
Single-factor model 9.312 0.447 0.1468 0.418 0.141
aPsychological Empowerment and Perceived Overqualification were
combined into one factor.
bPsychological Empowerment, Perceived Overqualification and Sales
Performance were combined into one factor.
cPsychological Empowerment, Perceived Overqualification, Organiza-
tional Citizenship Behavior and Sales Performance were combined into
one factor.
DF, Degrees of Freedom; CFI, Comparative Fit Index; SRMR, Standard-
ized Root Mean Square Residual; TLI, Tucker-Lewis Index; RMSER,
Root Mean Square Error of Approximation.

Table 4. Regression analysis results.
OCB SP POQ

M 1 M 2 M 3 M 4 M 5 M 6 M 7 M 8 M 9 M 10 M 11 M 12 M 13 M 14

Gender –0.010 –0.010 –0.007 –0.008 –0.003 –0.010 0.029 0.029 0.033 0.031 0.036 0.030 0.013 0.013
Marriage 0.012 0.047 –0.001 0.036 0.005 0.034 0.007 0.044 –0.006 0.035 0.001 0.024 –0.047 –0.074
Education –0.092 –0.021 –0.036 0.001 –0.035 –0.036 –0.020 0.056 0.034 0.074** 0.035 0.034 0.196*** 0.141**
Tenure 0.079 0.057 0.086 0.064 0.080 0.082 0.017 –0.006 0.024 –0.001 0.017 0.019 0.026 0.043
JE 0.442*** 0.390*** 0.472*** 0.429*** –0.342***
POQ –0.286*** –0.153*** –0.246*** –0.299*** –0.274*** –0.128** –0.231*** –0.274***
PE 0.163*** 0.142** 0.174*** 0.158**
POQ × PE 0.262*** 0.212***
R2 0.015 0.203 0.094 0.223 0.119 0.183 0.002 0.216 0.074 0.229 0.102 0.144 0.040 0.151
Adj. R2 0.015 0.187 0.079 0.020 0.025 0.065 0.002 0.214 0.072 0.014 0.028 0.042 0.040 0.112
F 1.607 21.004*** 8.551*** 19.661*** 9.238*** 13.192*** 0.176 22.691*** 6.566*** 20.43*** 7.802*** 9.908*** 4.265** 14.742***
Note. ** p < 0.01, *** p < 0.001. M, Model.
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Table 5. Bootstrap analysis of moderated mediation.
OCB SP

Effect SE LLCL ULCL Effect SE LLCL ULCL

Low PE (–1 SD) 0.1183 0.0353 0.0531 0.1899 0.0845 0.0294 0.0267 0.1415
High PE (+1 SD) 0.0233 0.0204 –0.0168 0.0649 0.0241 0.0201 –0.0137 0.0662
Difference between two groups –0.0950 0.0313 –0.1587 –0.0360 –0.0604 0.0299 –0.1156 0.0018
SE, Standard Error; LLCL, Lower Control Limit ; ULCL, Upper Control Limit.

Fig. 2. Simple slope analysis. SQ, Square.

Fig. 3. Simple slope analysis.

embeddedness, perceived overqualification, psychologi-
cal empowerment, organizational citizenship behavior, and
sales performance) exhibited the best data fit (χ2/df =
2.248, Comparative Fit Index (CFI) = 0.918, Standardized
Root Mean Square Residual (SRMR) = 0.0425, Tucker-
Lewis Index (TLI) = 0.913, Root Mean Square Error of Ap-
proximation (RMSEA) = 0.055), indicating that themodel’s
discriminant validity meets acceptable standards.

4.3 Hypotheses Testing

This study employs multiple regression analysis to ex-
amine the effect of job embeddedness on organizational cit-
izenship behavior and sales performance. The results are
shown in Table 4. Regarding the direct effects, model 2

and model 8 show that job embeddedness had a significant
positive impact on organizational citizenship behavior (β
= 0.442, p < 0.001) and sales performance (β = 0.472, p
< 0.001), supporting H1a and H1b. In model 14, job em-
beddedness had a significant negative effect on perceived
overqualification (β = –0.342, p < 0.001), supporting H2.
Similarly, in model 3 and model 9, perceived overqualifi-
cation had a significant negative impact on organizational
citizenship behavior (β = –0.286, p< 0.001) and sales per-
formance (β = –0.274, p< 0.001), supportingH3a andH3b.

Regarding the mediation effect, model 4 shows that
when both job embeddedness and perceived overqualifi-
cation were entered into the model, the regression coeffi-
cient of job embeddedness decreased compared to model 2
(β = 0.390, p < 0.001). In contrast, the regression coef-
ficient of perceived overqualification remained significant
(β = –0.153, p < 0.001). Therefore, perceived overqualifi-
cation partially mediates the relationship between job em-
beddedness and organizational citizenship behavior, sup-
porting H4a. Similarly, model 10 indicates that when job
embeddedness and perceived overqualification entered the
model, the regression coefficient of job embeddedness de-
creased compared to model 8 (β = 0.429, p < 0.001). In
contrast, the regression coefficient of perceived overquali-
fication remained significant (β = –0.128, p< 0.01). Thus,
perceived overqualification fully mediates the relationship
between job embeddedness and sales performance, support-
ing H4b.

Regarding the moderating effect, model 6 shows that
the regression coefficient of the interaction between per-
ceived overqualification and psychological empowerment
on organizational citizenship behavior was significant (β
= 0.262, p < 0.001). Similarly, in model 12, the interac-
tion between perceived overqualification and psychologi-
cal empowerment on sales performance was significant (β
= 0.212, p < 0.001). To illustrate the moderating effect of
psychological empowerment more clearly, a simple slope
analysis was conducted, as shown in Figs. 2,3. Therefore,
H5a and H5b were supported.

Regarding the moderated-mediation effect, the study
used the PROCESSmacro to test H6a and H6b. Here, a low
level indicates psychological empowerment at one standard
deviation below its mean, while a high level refers to one
standard deviation above its mean, with control variables
included as covariates. As shown in Table 5, when psy-
chological empowerment was low, the indirect effect of

10

https://www.imrpress.com


job embeddedness on organizational citizenship behavior
(Effect = 0.1183, 95% Confidence Interval (CI) = [0.0531,
0.1899]) and sales performance (Effect = 0.0845, 95% CI =
[0.0267, 0.1415]) through perceived overqualification was
significant and positive. Conversely, when psychological
empowerment was high, the indirect effect of job embed-
dedness on organizational citizenship behavior (Effect =
0.0233, 95%CI = [–0.0168, 0.0649]) and sales performance
(Effect = 0.0241, 95% CI = [–0.0137, 0.0662]) through per-
ceived overqualification was insignificant and weaker. As
psychological empowerment increased, the conditional in-
direct effect of perceived overqualification gradually weak-
ened. Thus, H6a and H6b were supported.

5. Discussion
Based on the Person-Environment Fit Theory and

Conservation of Resources Theory, this study constructs a
theoretical model to examine the mechanism through which
job embeddedness influences organizational citizenship be-
havior and sales performance via perceived overqualifi-
cation, with psychological empowerment introduced as a
boundary condition. Analysis of paired data from 419 sales
personnel and their supervisors revealed that job embedded-
ness effectively mitigates the negative effects of perceived
overqualification, thereby positively influencing organiza-
tional citizenship behavior and sales performance. No-
tably, psychological empowerment demonstrates a negative
moderating effect on the relationship between perceived
overqualification and outcome variables, while simultane-
ously strengthening the indirect effect of job embedded-
ness on organizational citizenship behavior and sales per-
formance. This finding theoretically aligns with Liu et al
(2023), whose research confirmed that employees’ cogni-
tive biases regarding their capabilities significantly impact
organizational contribution levels, with job embeddedness
potentially functioning by reshaping such self-assessment
mechanisms.

The current findings receive multidimensional theo-
retical support within the sales personnel context. Chen and
Yang’s (2024) research on the mediating effect of proactive
personality elucidates the crucial role of individual traits in
work performance, providing essential references for inter-
preting this study’s mediation mechanisms. Wang’s (2024)
proposed chain mediation model of job autonomy and or-
ganizational identification corroborates the intrinsicmecha-
nism of job embeddedness from an organizational environ-
ment perspective. Regarding moderating mechanisms, Xu
and Cheng’s (2022) research on psychological capital alle-
viatingwork stress offers empirical support for themoderat-
ing effects of psychological empowerment in this study. Si-
multaneously, Hu et al.’s (2022) empirical findings on lead-
ership humor suggest that organizational contextual factors
may moderate job embeddedness pathways by influencing
employees’ psychological states, showing inherent consis-
tency with the moderating direction of psychological em-

powerment in this research. These cross-validations indi-
cate that the sales performance enhancement mechanism
results primarily from the interplay of individual traits, or-
ganizational environments, and psychological cognition.

The theoretical applicability of the research conclu-
sions within China’s social context is rooted in the pro-
found interaction between multiple cultural genes and in-
stitutional circumstances. The high-power distance culture
intensifies the mediating pathway through which job em-
beddedness affects performance via perceived overqualifi-
cation. In authority-oriented organizational structures, indi-
viduals demonstrate significantly higher cognitive sensitiv-
ity to position qualification thresholds compared to West-
ern individualistic cultural contexts. The coupling effect
of collectivist norms and relationship-based thinking cre-
ates a unique moderating mechanism that inhibits organi-
zational citizenship behavior through perceived overquali-
fication. The universal phenomenon of academic credential
inflation caused bymass higher education forms a pervasive
background, where structural mismatches between organi-
zational position standards and human capital accumulation
rates establish perceived overqualification as a crucial me-
diating variable explaining workplace performance fluctu-
ations in China, with its explanatory efficacy showing sig-
nificant variations between state-owned and private-sector
organizations.

The urban-rural dual segmentation characteristics of
China’s labor market add an additional explanatory dimen-
sion to the research model. Deviation in human capital
pricing, constrained by the household registration system,
may alter the formation mechanism of perceived overqual-
ification. Imbalances between educational qualifications
and position requirements among non-local sales personnel
are more likely to trigger psychological contract breaches,
thereby strengthening the negative predictive effect of
job embeddedness on organizational citizenship behavior.
The tension between Confucian traditions’ symbolic wor-
ship of academic credentials and performance-oriented ser-
vice economy values may transform sales personnel’s per-
ceived overqualification into a mediator for declining pro-
fessional dignity and organizational identification. This dy-
namic demonstrates particular theoretical value in explain-
ing turnover intentions among new-generation employees.

The role ambiguity effect induced by digital trans-
formation constitutes a crucial moderating variable. The
generational gap between traditional sales position compe-
tency requirements and digital skill reserves could amplify
the mediating effect of perceived overqualification, while
the compression of sales autonomy by e-commerce plat-
form algorithm management may alter the directional rela-
tionship between job embeddedness and qualification cog-
nition. Under the new economic normal, the normaliza-
tion of organizational redundancy and talent overconsump-
tion upgrades perceived overqualification from an individ-
ual psychological variable to a structural indicator of or-
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ganizational efficacy, carrying methodological significance
for expanding the ecological validity of work embedded-
ness theory.

The research model demonstrates unique theoretical
potential in interpreting intergenerational shifts in occu-
pational values. Generation Z’s sensitivity to qualifica-
tion matching might reconstruct the correlation pattern be-
tween job embeddedness and performance, while intergen-
erational differences in authority cognition’s buffering ef-
fect on perceived overqualification provide new dimensions
for cross-cultural comparative studies. The qualification
devaluation effect in urban-rural human capital flow further
verifies the boundary-expanding value of perceived over-
load in organizational behavior studies, offering theoreti-
cal foresight for explaining workplace psychological con-
tract imbalances during asymmetric urbanization processes.
Under dual transformation contexts of industrial servitiza-
tion and manufacturing intellectualization, the theoretical
explanatory power of perceived overqualification as a me-
diating variable might dynamically evolve with organiza-
tional change speed, presenting paradigm innovation sig-
nificance for constructing dynamic organizational behavior
theory models in Chinese contexts.

5.1 Theoretical Contributions

This study achieves three key theoretical break-
throughs, pioneering new academic pathways in the inves-
tigation of the influence mechanisms of job embeddedness.
Through a systematic investigation of the underlying mech-
anisms driving salesperson performance and organizational
citizenship behavior, the research advances existing theo-
retical frameworks in the following ways:

(1) Constructs an innovative dual-path theoretical
model of job embeddedness’ impact on performance.
Adopting a dynamic interaction perspective from person-
environment fit theory, the study reveals the mediating
role of perceived overqualification between job embedded-
ness and sales performance. The empirical findings show
that job embeddedness effectively mitigates the negative
effects of overqualification perceptions on extra-role be-
haviors through enhanced organizational identification and
affective commitment. This finding moves beyond the
traditional understanding of job embeddedness’ unidimen-
sional effects, providing theoretical support for analyzing
the combined impacts of its “links-fit-sacrifice” tridimen-
sional structure in organizational behavior research. The
findings not only broaden the application boundaries of job
embeddedness theory in sales contexts but also offer new
insights for explaining the formation mechanisms of em-
ployees’ organizational citizenship behaviors.

(2) Defines the moderating boundaries of psychologi-
cal empowerment within influence mechanisms. By intro-
ducing the conservation of resources theory, the research
clarifies the contingent role of psychological empower-
ment in job embeddedness’ effect chains, revealing hetero-

geneous characteristics of moderating pathways. Specifi-
cally, higher levels of psychological empowerment signifi-
cantly strengthen the emotional buffering effect of job em-
beddedness on overqualification perceptions by enhancing
self-efficacy and work control perceptions. This moderat-
ing mechanism provides theoretical justification for inter-
preting the interplay between individual psychological re-
sources and organizational embeddedness resources. These
findings not only extend the explanatory dimensions of
job embeddedness theory but also improve the application
framework of psychological empowerment theory in em-
ployee behavior management research.

(3) Integrates the theoretical positioning of overqual-
ification perceptions. By constructing an integrative
“organizational embeddedness-psychological cognition-
behavioral output” framework, the study establishes
overqualification perceptions as a crucial mediating vari-
able connecting structural factors with behavioral out-
comes. The theoretical model illustrates dual-path trans-
mission chains throughwhich overqualification perceptions
influence job satisfaction and organizational commitment.
This innovative integration addresses theoretical disconti-
nuities in overqualification research within organizational
behavior studies and provides new explanatory logic for ap-
plying job embeddedness theory in employee development
domains. The model offers critical research paradigms for
subsequent investigations of organization-individual inter-
action effects and offers precise intervention nodes for en-
terprises to optimize employee embeddedness strategies.

5.2 Practical Contributions
In salesmanagement practice, enhancing sales person-

nel performance and strengthening organizational citizen-
ship behavior (OCB) constitute crucial pathways for enter-
prises to achieve strategic objectives. This study reveals
the mechanism of job embeddedness in sales force man-
agement, particularly its mediating effect in contexts of per-
ceived overqualification circumstances, and provides three
operationally significant implications for sales team man-
agement:

(1) Construct a multidimensional embeddedness sys-
tem to strengthen organizational cohesion. Enterprises
should systematically enhance sales personnel’s job em-
beddedness by reinforcing three dimensions: organiza-
tional affiliation networks, value consensus systems, and
exit cost structures, thereby improving organizational iden-
tification. Specific measures include establishing cross-
functional collaboration platforms, implementing regular
team knowledge-sharing mechanisms, and creating con-
structive exit barriers through career path planning. Such
efforts to develop organizational embeddedness not only ef-
fectively buffer the negative impacts of perceived overqual-
ification but also serve as sustainable drivers for enhancing
sales performance and improving OCB.
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(2) Establish dynamic alignment mechanisms to
achieve person-position fit. To address the causes of per-
ceived overqualification, enterprises need to construct dy-
namic position-competency matching models. Recom-
mended practices include conducting periodic job compe-
tency diagnostics, applying talent inventory techniques to
identify high-potential personnel, and designing progres-
sive task sequences. Simultaneously, enterprises should de-
velop position-specific training systems through skill gap
analysis to create tiered development programs. This pre-
cisionmatching strategy not only addresses cognitive disso-
nance caused by competency redundancy but also facilitates
the conversion of talent value through career path design,
thereby enhancing both job satisfaction and organizational
commitment.

(3) Implement psychological empowerment engineer-
ing to activate intrinsic motivation. Enterprises should es-
tablish intrinsic motivation mechanisms centered on psy-
chological empowerment. By implementing a tripartite em-
powerment framework comprising jobmeaning reconstruc-
tion, decision-making authorization mechanisms, and per-
formance impact feedback, organizations can strengthen
sales personnel’s self-efficacy. Complementary psycholog-
ical capital support systems should be developed, utiliz-
ing stress management workshops and cognitive restruc-
turing training to cultivate positive professional mindsets.
This empowerment management model not counteracts the
negative effects of perceived overqualification but also cat-
alyzes the spontaneous manifestation of OCB, ultimately
forming a virtuous cycle of performance enhancement.

5.3 Limitations and Future Research

This study has several limitations that suggest di-
rections for future research. Firstly, although this study
employs the salesperson-manager pairing method to col-
lect data, it does not gather data at different time points,
which may introduce common method bias. Future re-
search should employ methods such as experimental de-
signs to improve the accuracy of causal inferences between
variables.

Secondly, this study focuses on salespeople. Although
this group closely aligns with the research context, it re-
mains unclear whether the findings are applicable to other
groups. Future research could extend the sample to employ-
ees in different industries or at various organizational levels
to enhance the applicability of the findings.

Lastly, future research should explore the various di-
mensions of job embeddedness and analyze their distinct
effects on perceived overqualification in greater detail to
offer more precise guidance for practical application.
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