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Abstract. Skill mismatch has been reported to be a pervasive problem in many countries, in which
increasing numbers of individuals are working in jobs that do not require the skills they have. In addition
to the potential waste and misallocation of valuable human capital, skill mismatch has been found to
lead to negative consequences for the overskilled individuals, their organisations, and the larger
economy. This paper examines the incidence and consequences of skill mismatch on job and career
attitudes among a sample of 438 higher education graduates in Saudi Arabia, where relatively little is
known about this phenomenon and its correlates. The results provide support for the assumption that
skill mismatch is prevalent in Saudi Arabia, whereby many graduates in the study reported being
overskilled for their jobs which do not require or fully utilise their acquired skills, abilities, and
experiences. Furthermore, consistent with expectations, the results of the hierarchical linear regressions
suggest that overskilling, as a state of person—job misfit, is negatively related to job satisfaction,
affective commitment, and career satisfaction; and positively related to turnover cognitions and
careerism, even after controlling for potential confounders. The paper concludes with a discussion of

the study implications for theory and practice.
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1. Introduction

Skill mismatch—the level of discrepancy
between an individual’s skills and capabilities
and those needed or required for their job (Allen
& De Weert, 2007; Badillo-Amador et al.,
2005)—has been reported to be a common
experience among employees in many
countries (Ferreira et al., 2017; Budria & Moro-
Egido, 2018; McGuinness et al., 2018). While
the exact figures of the incidence of skill
mismatch are still not known in many countries
as compared to those of educational mismatch,
skill mismatch is a similarly serious problem
for both developed and developing economies.
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Estimates of overskilling among graduates in
several European countries range from about
15% to 47%, with average incidence between
28% and 39% (Cedefop, 2018; McGuinness et
al., 2018). Such incidence rates may indicate
that a substantial proportion of employees are
not sufficiently integrated into the national
economy. Overskilling implies a waste of
valuable resources and suboptimal allocation
and utilisation of graduates in the labour market
(McGuinness, 2006).

Moreover, because overskilled employees
lack the opportunity to fully utilise their skills
on the job and realise their full potential, they
may feel that their ability to meet their job and
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career needs and aspirations is hindered
(Wassermann et al., 2017). Similar to other
labour market mismatches, skill mismatch, or
overskilling in  particular, has been
hypothesised by researchers to lead to various
negative consequences (Feldman, 1996;
McKee-Ryan et al., 2009). In fact, the findings
from several studies provide evidence on the
negative consequences of skill mismatch for the
employees themselves, the organisation in
which they work, and for the society (O’Brien,
1980; Burris, 1983; Bolino & Feldman, 2000a,
2000b; Feldman et al., 2002; Green & Zhu,
2010; McGuinness &  Sloane, 2011;
Mavromaras et al., 2015). Therefore, increasing
attention from labour economists, sociologists,
psychologists, and organisational management
researchers has recently been devoted to
studying the experience of these employees
who perceive their job as a poor fit and are
unable to put their full potential and skills into
use (Rohrbach-Schmidt & Tiemann, 2016;
Bickes et al., 2019).

However, to date, relatively little is known
about the prevalence and effects of skill
mismatch in non-developed countries. Because
of the scarcity of research, the current in-depth
understanding of this phenomenon and its
correlates in such a high-income developing
country as Saudi Arabia is still inadequate.
More importantly perhaps, given the high
unemployment rate among higher education
graduates in Saudi Arabia, as compared to
developed or even other developing nations,'
many Saudis might be vulnerable to
employment that does not match their education
or skills to avoid unemployment. For many
Saudi graduates, a university degree may not
always lead to employment in a comparable
job, but rather, if not unemployment, to
employment in jobs which do not require or

' According to the latest labour market statistics, the
Saudis unemployment rate was 11.8% in the first quarter
of 2020. Of the total of unemployed Saudis, 63% were

fully utilise the skill they obtained (Feldman &
Turnley, 1996; Alzubaidi, 2020). Additionally,
the findings of at least two studies provide signs
of high incidence of skill mismatch in Saudi
Arabia and justify further research of
mismatching. Al-Yahya (2010) and Alzubaidi
and O’Toole (2015) reported that large
proportions (35% to 46%) of Saudis holding
different job  positions generally felt
underutilised in some way by their jobs
compared with the skills they had. Given that a
sizable fraction of the Saudi workforce are
expected be overskilled, it is then crucial to
further understand the skill matching process in
the Saudi labour market.

This paper, then, aims to extend the
research on skill mismatch by examining its
incidence and potential consequences on job
and career attitudes among Saudi graduates.
The focus is on the incidence of overskilling
along with its impact on job satisfaction,
affective commitment, turnover cognitions,
career satisfaction, and careerism. Drawing on
person—job fit theory (P-J fit; Edwards, 1991)
and findings of previous research for producing
testable hypotheses, this study posits that skill
mismatch is prevent among Saudi graduates
and it has negative effects on graduates’
attitudes toward their jobs and careers. This
study contributes to the current literature by
focusing on the largely overlooked problem of
skill mismatch in the Saudi labour market and
by investigating the relative consequences of
being overskilled in terms of important, but
rarely examined, job and career outcomes. The
paper begins with an overview of the theoretical
and empirical literature, whereby the study’s
hypotheses about the prevalence and
consequences of skill mismatch among Saudi
graduates are developed. Then, the research
methodology and data used to conduct the study

between the age of 20 and 29 years, and 58% hold a
bachelor’s degree (General Authority for Statistics,
2020).



The Incidence and Consequences of Skill Mismatch Among Higher Education Graduates in ... 622

are described, followed by a presentation and
discussion of the study results. Finally, the
paper concludes by outlining the study
limitations, directions for future research, and
policy and practice implications for improving
employee skill match or utilisation.

2. Background and hypotheses

2.1. Conceptualisation and measurement of
skill mismatch

As compared to other types of job
mismatch, skill mismatch has received
relatively little focus in the scholarly literature.
Thus, the literature on skill mismatch, while
growing recently, is still quite limited (see
McGuinness & Sloane, 2011; Quintini, 2011;
Di Paolo & Maiié, 2016; McGuinness et al.,
2018).2 The employment situation in which
individuals’ skills, abilities, or experiences are
not required by or technically utilised on the job
has been defined and described in a number of
ways and with different terminology including
skill ~mismatch, skill  underutilisation,
overskilling, and skill surplus (O’Brien, 1980;
Burris, 1983; Kahn & Morrow, 1991; G.
Johnson & W. Johnson, 1994; Green et al.,
2002; Wilkins, 2007; Addy et al., 2012). For
instance, G. Johnson and W. Johnson (1994)
view skill underutilisation as both “perceptions
of minimum opportunity for skill use and
minimum use of skills in the present job” (p.
131). Additionally, McGuinness and colleagues
(e.g., McGuinness &  Sloane, 2011;
Mavromaras & McGuinness, 2012) have
defined overskilling, which they consider a
form of skill mismatch, as the situation wherein

2 Prior research has mainly focused on education
mismatch (i.e., overeducation; being qualified to a higher
education level than that which is strictly required by the
job; Green et al., 2002) or broadly on underemployment
(i.e., having a job that is somehow inferior or of lower
quality by some standard; see Feldman, 1966).

3 Although skill mismatch naturally includes both
upward skill mismatch (overskilling; having more skills

employees report that their skills and
knowledge are not fully utilised in their work.
According to O’Brien (1980), skill
underutilisation refers to the degree of
mismatch or incongruence between an
individual’s skills and the available opportunity
to use these skills in their work role. Some
studies (e.g., Green & MclIntosh, 2007; Roh et
al., 2014) have described skill mismatch as the
situation where an individual has superfluous
skills, knowledge, abilities, or experience
relative to what is required by their job. In
general, skill mismatch can refer to any type (or
the extent) of inadequate or insufficient use of
one’s skills, abilities, experiences, or other
relevant credentials in the job, and it arises
when their acquired skills exceed the skills
actually required or needed for the job (i.e., a
condition of surplus skills or overskilling;
Quintini, 2011; Flisi et al., 2017).3
Measurement of skill mismatch has proven
to be complex. Theoretically, skill mismatch
can be measured both objectively and
subjectively. Ideally, one would need to
measure the relevant bundle of skills actually
acquired by each individual as well as the extent
to which these skills are required or used in
their current job. By comparing the two, one
would obtain an objective or external measure
that would provide a reasonable view of skill
mismatch on a given job. This approach,
however, is very costly and rarely feasible
(Badillo-Amador et al., 2005). Therefore, skill
mismatch has been typically, and maybe
exclusively, measured subjectively through
workers’ self-assessment, whereby individuals
are asked, on a rating scale, to indicate the

than those required by the job) and downward skill
mismatch (underskilling; having less skills than those
required by the job), the latter is not common and outside
the scope of this study. Thus, the term skill mismatch in
this study, strictly refers to upward skill mismatch,
overskilling, or skill underutilisation.
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extent to which their job requires the use of all
or some of their skills and abilities. Individuals
can then be classified as skill mismatched
(overskilled or underutilised) or skill matched
(adequately utilised) based on their own
evaluations (Meroni & Vera-Toscano, 2017;
McGuinness et al., 2018). Nevertheless, the
questions asked to respondents have varied
widely across studies based on the particular
operationalisation of skill mismatch adopted.
The vast majority of studies have used
either a single or multiple—item rating scale to
measure the overall incidence of skill mismatch
or underutilisation (e.g., O’Brien, 1980;
Feldman & Turnley, 1995; G. Johnson & W.
Johnson, 1995; Allen & van der Velden, 2001;
Feldman et al., 2002; Green & Mclntosh, 2002;
Morrison et al., 2005; Mavromaras et al., 2010).
According to some scholars (e.g., Romero &
Salinas-Jiménez, 2017; McGuinness et al.,
2018), a common problem of this global
measurement method is which skills are being
considered when measuring skill mismatch. To
avoid potentially biased estimates resulting
from respondents considering the skills that are
not related to the work they do when responding
to the question,* some studies have alternatively
measured the extent to which a number of
specific work-related skills are being utilised or
required by one’s job (e.g., cognitive, technical,
and workplace skills; Bolino & Feldman,
2000a; Feldman & Bolino, 2000; McKee-Ryan
et al., 2009; OECD, 2013; Cedefop, 2015;
Romero & Salinas-Jiménez, 2017; Kim &
Choi, 2018). Such measurement of specific skill
mismatch might be a more accurate indicator of
the mismatch on the given job because it
accurately reflects the job’s skill content.
Besides, it often provides useful information on
which specific skills or clusters of skills are
most or least utilised (Mavromaras &

4 Such as non-cognitive and behavioural skills (e.g.,
personal skills and interests) that are irrelevant to their
jobs (Romero & Salinas-Jiménez, 2017).

McGuinness, 2012). However, this method
may only yield a partial picture of the overall
incidence of skill mismatch (Quintini, 2011),
and is rarely relevant or applicable beyond the
corresponding group of workers, making it of
limited use. Overall, despite its inherently
indisputable limitations and biases, subjective
measure is arguably the best available
measurement method of skill mismatch. The
following sections review the literature on the
prevalence and consequences of skill mismatch
to form the study hypotheses.

2.2. Incidence of skill mismatch

Previous research has primarily focused on
the impact of skill mismatch on individuals’
attitudes and behaviours, often without
providing additional information about its
prevalence among the studied samples. In
addition, some studies have confused skill
mismatch with education mismatch in terms of
both definition and underlying measurement
(Allen & van der Velden, 2001; Luksyte &
Spitzmueller, 2011). This has created
considerable ambiguity around the situations in
which skill mismatch occurs and made it
difficult to identify and investigate its incidence
in literature. Even when explicitly reported,
skill mismatch estimates are often difficult to
interpret and compare, because they are mostly
based on subjective measures that are scored on
an ordinal scale and that vary considerably
across data sources. It is not surprising,
therefore, that there is a lack of consensus
around the prevalence of skill mismatch, with
the rates of the incidence varying largely across
countries (Wilkins & Wooden, 2011).

In general, however, available evidence,
mostly for western economies, suggests that
skill mismatch is becoming pervasive in several
countries. An increasing proportion of
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individuals are working in jobs that demand
fewer skills than they have and do not make full
utilisation of their potential (Livingstone,
2019). Figure 1 shows the incidence of
overskilling in a number of selected European
and Arab countries based on various sources
and years. It shows that skill mismatch,
overskilling in particular, is widespread among
individuals in the labour markets, with
estimates in some countries reaching nearly
50% of the studied populations. For example,
according to Cedefop (2018), about 39% of
European employees are estimated to be
overskilled in their jobs. Additionally,
McGuinness et al. (2018), in their meta-analysis
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of 22 studies on skill mismatch across 30
developed countries, found that the average
incidence of overskilling, based on 55
subjective estimates, was 27.5%, with estimates
ranging from 4.3% in Norway to 47% in
Greece. Ferreira et al. (2017) examined skill
mismatch among a sample of working
individuals (37,285 full-time employees) at the
start of their jobs in 28 European countries and
found that 51% reported being initially skill
matched, 24% reported being initially
underskilled, and 25% reported being initially
overskilled (see also Budria and Moro-Egido,
2018).

Greece
Trelan (|
[taly ————
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Egypt
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Figure.l. Overskilling in selected European and Arab countries, various years. Data for Canada are based on the
average incidence of overskilling generated from the estimates reported by Krahn and Lowe (1998) and Livingstone
(2019); data for Spain are based on the estimates reported by Badillo-Amador et al. (2005); data for Egypt are based
on Morsy and Mukasa (2019); data for Oman and Saudi Arabia are based on the average estimates reported by Al-
Yahya (2010); data for other European countries are based on the estimates reported by McGuinness et al. (2018).

Looking at the country level data, Green
and MclIntosh (2007) examined skill mismatch
in Britain using the 2001 Skill Survey and
reported that 35% of UK workers were
overskilled. Moreover, the studies of
Mavromaras and McGuinness along with
several other colleagues, have provided

evidence of extensive overskilling among
employees in the Australian and UK labour
markets. For instance, using survey data
collected from two samples of Australia and
UK workers, Mavromaras et al. (2010)
observed that 14% and 30% of Australian
workers were severely and moderately
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overskilled, respectively. The respective
proportions for the UK sample were 21% and
33%. Focusing on UK graduates, McGuinness
and Sloane (2011) reported that 33% of
employed individuals felt that their skills were
not fully utilised in their initial job; the figure
fell to 14% for the current job. Mavromaras and
McGuinness (2012) also found that, of the total
of 42,255 Australian employees, 15% were
severely overskilled, 29% were moderately
overskilled, and 56% were well-matched (see
also Mavromaras et al., 2009; McGuinness et
al., 2015).

Similar results were reported in Spain by
Badillo-Amador et al. (2005) who found that
about 33% of Spanish workers were overly
competent for their jobs. Di Paolo and Mafié
(2016) reported quite similar results on PhD
graduates in Spain. They found that 28% of the
graduates (276 out of 1002) considered their
PhD-specific skills to be unnecessary for
performing their job, reflecting a considerable
level of overskilling. In Germany, Rohrbach-
Schmidt and Tiemann (2016) observed that
about 13% of the paid workers who responded
to the 2006 Employment Survey (2395 out of
18,333) were overskilled (i.e., felt that they
were underchallenged by the requirements of
the job relative to their skills and knowledge).
In the Netherlands, skill underutilisation was
also found to influence about 15% of tertiary
vocational graduates and 14% of university
graduates (Allen & van der Velden, 2001). In a
study of Canadian workers, Livingstone (2019)
indicated that 51% of the Canadian employed
labour force in 2014 and 44% in 2016 reported
having skills to do more demanding duties than
their current ones. Likewise, Cabral Vieira
(2005) observed a high incidence of skill
mismatch in Portugal by which 47% of
Portuguese employees felt that their skills were
underutilised in their current jobs. It is arguable,

5 In the same study skill underutilisation averaged 40%
in Oman (N = 150).

therefore, that skill mismatch has become a
matter of growing concern in the labour force
of many developed economies, and one that
affects a broad proportion of the labour force
and not only tertiary graduates.

Empirical evidence on skill mismatch for
non-developed countries is very sparse.
However, some researchers suggest that skill
mismatch is likely to be even higher in
developing countries as compared to the more
developed ones, due to the relatively lower
inefficiency of their job markets (McGuinness
et al.,, 2018; Alzubaidi & O’Toole, 2015).
Available review studies have suggested that
the average incidence of overskilling in
developing countries is around 29% (Groot &
van den Brink, 2000; McGuinness, 2006;
Cedefop, 2010). Morsy and Mukasa (2019)
provided evidence of prevalent skill mismatch
in a number of African countries. On average,
46% of the employed youth in the study
perceived their skills to be mismatched with the
requirements of the current job, of which
around 18% felt overskilled while 29%
experienced underskilling (skill deficits). The
highest incidence of overskilling was found in
Egypt (37%), while the smallest shares of
overskilled youth were found in Benin, Liberia,
and Uganda (10%).

In the case of Saudi Arabia, there is some
evidence that skill mismatch might be
significant among Saudi nationals (Al-Yahya,
2010; Alzubaidi & O’Toole, 2015; Alzubaidi,
2016). For example, Al-Yahya (2010) found
that skill underutilisation averaged 46% among
390 managers and civil servants from different
goverment agencies in Saudi Arabia’
Moreover, in a recent study of competence
utilisation among 566 Saudi foreign-educated
academics working in Saudi universities,
Alzubaidi and O’Toole (2015) found that 35%
of academics reported low utilisation, 44%
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reported medium utilisation, and only 21%
reported high competence utilisation. Although
the generalisation of these studies’ results to all
Saudi graduates in the labour market might be
limited due to the specificity of their samples,’
they provide suggestive evidence that a large
proportion of Saudi graduates are likely to be
overskilled and working in jobs in which their
skills, experiences, and abilities are not
adequately utilised. Based on this rationale, the
following hypothesis is proposed.

Hypothesis 1. Skill mismatch is prevalent
among Saudi graduates in the labour market.
That is, a large proportion of Saudi graduates
are likely to be overskilled for their jobs.

2.3. Consequences of skill mismatch

Over the past years, an increasing number
of studies have examined the potential
consequences of skill mismatch. As is the case
with other forms of job mismatch, researchers
(e.g., Feldman, 1996; G. Johnson & W. Johnson
1996; Bolino & Feldman, 2000a; Green & Zhu,
2010; McKee-Ryan & Harvey, 2011;
Mavromaras et al., 2015) have suggested
several negative consequences for those
individuals who have surplus skills, abilities, or
experiences that are not fully utilised or
required by the job. Person—job fit theory (P-J
fit; Edwards, 1991) is one theoretical
perspective often drawn on by researchers to
support the negative impacts of occupational
mismatch (education and skill mismatches) on
personal, job, and career attitudes (e.g. Feldman
et al., 2002; Erdogan & Bauer, 2011; McKee-
Ryan & Harvey, 2011). P-J fit refers to the
congruence between the characteristics of a
person and those of their job. It suggests that a
lesser degree of fit between a person and their
job leads to more negative work outcomes

¢ The incidence and importance of skill mismatch are
more likely to vary considerably among different groups
in the labour market (see Mavromaras et al., 2007).

(Edwards, 1991; Kristof-Brown et al., 2005).
Skill mismatch represents both a misfit between
a person’s abilities (e.g., knowledge, skills, and
experiences) and the job demands (e.g.,
requirements) and a misfit between a person’s
needs (e.g., goals, preferences, and aspirations)
and the supplies offered by the job (e.g.,
qualities, conditions, challenging tasks). It,
thus, should result in negative consequences in
terms of job and career outcomes (Edwards,
1991; Cable & Edwards, 2004; Maynard et al.,
2006; Luksyte & Spitzmueller, 2011; Tian et
al., 2018). This study focuses on the effects of
being underutilised or overskilled on job and
career attitudes as indicators of individual
consequences of skill mismatch.

2.3.1. Job attitudes

Skill mismatch has been suggested to lead
to several negative job attitudes. However, with
the exception of job satisfaction, the empirical
evidence for most of the predicted negative
ramifications is still lacking in the literature.
Overall though, the reported findings have
suggested that overskilled individuals are likely
to be less satisfied with their jobs, feel less
emotionally attached to their organisations, and
express intentions to leave their jobs (Feldman,
1996; Feldman et al., 2002; Mavromaras et al.,
2010; McKee-Ryan et al., 2011). For example,
in a series of studies by O’Brien and his
colleagues in Australia (e.g., O’Brien, 1980,
1982; Humphrys & O’Brien, 1986), skill
utilisation was frequently found to be the
strongest predictor of overall and facet job
satisfaction compared to other job attributes.
Several recent studies in Australia also reported
a negative relationship between perceived skill
utilisation and job satisfaction among different
working groups, including factory workers,
skilled migrants, and the general working-age
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population (e.g., Mavromaras et al., 2015;
Morrison et al., 2015; Tian et al., 2018).
Moreover, both Green and Zhu (2010) and
McGuinness and Sloane (2011) reported that
overskilling was associated with a lower
probability of being satisfied with the job
among UK graduates. In Spain, Badillo-
Amador, et al. (2012) and Romero and Salinas-
Jiménez, (2017) reported similar results
regarding the negative effect of skill mismatch
on job satisfaction. Vansteenkiste et al. (2015)
found skill underutilisation to lead to more
negative job attitudes in terms of higher
turnover intentions among re-employed
Flemish individuals.

Additionally, Burris (1983) found that
underemployment, assessed in terms of skill
underutilisation, was negatively related to job
satisfaction and intentions to leave among
American clerical workers. Furthermore, in
their study of American public utility workers,
G. Johnson and W. Johnson (1995) found a
significant negative relationship between skill
underutilisation and job satisfaction, even after
controlling for age, education, job tenure, and
income. Along similar lines, Feldman and
Bolino (2000) found that skill utilisation,
measured as the extent to which one uses eight
specific skills relevant to overseas assignments,
was positively associated with job satisfaction
and organisational commitment, even after
controlling for gender, age, cultural distance,
and previous overseas experience. In another
study of American expatriates using the same
measure of specific skill utilisation, Bolino and
Feldman (2000a) found that the use of
supervisory, administrative, communication,
and decision-making  skills were all
significantly  positively related to job
satisfaction, affective commitment, and
intention to finish overseas assignments.” In a

"Among the other eight specific skills, Bolino and
Feldman (2000a) found that the use of
technical/functional skills was significantly related to

study of re-employed laid-off executives in the
north-eastern United States, Feldman et al.
(2002) reported that perceptions of skill
underutilisation relative to previous jobs were
associated with lower levels of job satisfaction
and affective commitment and with active job
search. In a similar vein, McKee-Ryan et al.
(2009) found that underutilisation of 11 specific
skills (e.g., technical skills, finance and
budgeting skills, and problem-solving skills)
was significantly associated with lower
affective commitment and with higher
intentions to quit among re-employed laid-off
technical workers in the south-central United
States. Feldman and Turnley’s (1995) results
revealed that recent graduates in the United
States, who perceived themselves to be
underutilised, were more likely than their peers,
who felt well utilised, to actively search for
another job, or report intentions to search for a
job.

In addition to the above studies conducted
in western countries, a few other studies
conducted in Middle Eastern contexts provide
support for the adverse effects of skill mismatch
on job attitudes. For instance, Meir et al. (1990)
found that skill utilisation was significantly
positively correlated with job satisfaction
among Jewish primary school teachers in Israel.
Al-Yahya (2010) also found a significant
positive relationship between competence
utilisation and job satisfaction among managers
working in different Saudi and Omani public
organisations.  Likewise, Alzubaidi and
O’Toole (2015) found overall competence
underutilisation among foreign-trained faculty
members in Saudi Arabia to be negatively
related to job attitudes including lower job
satisfaction and organisational commitment
and higher turnover intentions, even after
controlling for several demographic variables.

affective commitment and intent to finish. Use of
knowledge of international business and negotiation skill
was also positively related to affective commitment.
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As previously mentioned, the negative
effects of skill mismatch on job attitudes can be
explained by the P-J fit theory, which
emphasises  the  importance  of  the
complementary fit between the characteristics
of the individuals and those of the job in
fulfilling the needs of that individual (Edwards,
1991; Kristof- Brown et al., 2005). Given that
most graduates come to the job with certain
expectations and needs in terms of the extrinsic
and intrinsic rewards from their jobs (e.g.,
salary, growth opportunities, and feeling of
accomplishment and meaning), they expect to
find a job in which they can fully utilise their
skills and abilities to satisfy such needs. When
overskilled individuals find themselves in jobs
that do not require their repertoire of skills or
jobs that do not fulfill their expectations and
needs, they feel unchallenged, frustrated, and
unsettled on the job; hence, they become
dissatisfied with their jobs, feel Iess
emotionally attached to their organisations, and
think more of quitting the job (O’Brien, 1982;
Khan & Morrow, 1991; Feldman, 1996; Lee,
2005). Thus, based on P-J fit theory and the
previous research described above, negative
relationships are posited between skill
mismatch and job attitudes among Saudi
graduates. This leads to the following
hypothesis.

Hypothesis 2: Skill mismatch among Saudi
graduates has negative effects on job attitudes.
That is, overskilling is negatively related to job
satisfaction (2a), negatively related to affective
commitment (2b), and positively related to
turnover cognitions (2c).

2.3.2. Career attitudes

The literature on skill mismatch as a
significant determinant of career attitudes is
very limited and less direct. Nonetheless, in
addition to the specific job attitudes, the
negative impact of skill mismatch may extend

to one’s wider career as well. Overskilled
employees may encounter a discrepancy
between their current situation and their desired
career as their job does not offer sufficient
opportunities for skill utilisation, challenging
work, or career advancement (Anderson &
Winefield, 2011). Feldman (1996) postulated
that underemployment dimensions, including
skill underutilisation, should lead to negative
attitudes toward one’s career. Particularly,
when an individual finds themselves in a job
which does not require or fully utilise their
skills, they become frustrated with their career,
lose interest in hard work, and rely on non-
performance-based behaviours (e.g.,
networking, self-presentation strategies, image
management, etc.) for getting ahead in
organisations, rather than objective
performance indicators (Feldman, 1996; Lee,
2005).

Moreover, a limited number of studies
have found associations between skill
mismatch and career attitudes, including career
satisfaction and careerism, highlighting the
career penalties for those overskilled. For
example, Feldman and Weitz (1991) found that
graduates, who perceived themselves to be in
jobs that do not utilise their skills, were likely
to have negative attitudes toward their careers
and to adopt careerist behaviours, as they
become sceptical about the link between hard
work and career advancement. Feldman and
Turnley (1995), in a study of recent business
graduates, found careerist attitudes to be more
prominent among graduates working in a job
that did not utilise their skills adequately.
Extending on this, Lee (2005) found skill
underutilisation to have a significant negative
influence on career satisfaction. Ren et al.
(2013)  reported that perceived  skill
underutilisation among former expatriates was
related to lower perceived career success.
Bolino and Feldman (2000b) also found skill
underutilisation to be significantly positively
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related to expatriates’ careerist attitudes (see
also Feldman et al., 2002).

Drawing on P-J fit theory, and following
the same logic as for the negative impacts of
skill mismatch on job attitudes, it is reasonable
to predict that the lack of skill utilisation in a
job would lead to poorer career attitudes toward
work. Given that career attitudes depend largely
on whether one’s career needs, goals, and
expectations for challenging work are met,
overskilled individuals, who experience
discrepancies between their current situation
and their optimal (or desired) one in terms of
job demands, challenges, or supplies relative to
their abilities or needs, are likely to feel less
satisfied with careers and to develop careerist
attitudes due to these discrepancies (Khan &
Morrow, 1991; Feldman et al., 2002; Erdogan
& Bauer, 2011). Saudi graduates are, then,
expected to have negative career attitudes when
they are not given the chance to fully utilise
their skills or experience and satisfy such
expectations and needs. Accordingly, the
following hypothesis is formed.

Hypothesis 3. Skill mismatch among Saudi
graduates has negative effects on career
attitudes. That is, overskilling is negatively
related to career satisfaction (3a) and
positively related to careerism (3b).

3. Methods

3.1. Participants

Saudi nationals (N =438) working in a full-
time paid job served as participants of the study.
The participants were 25.6% women and 74.4%
men. The age of the participants ranged from 20
to 77 years, with a mean age of 34.49 years (SD
= 8.85 years). The majority of the participants
were from Makkah province (56.8%), and the
remaining participants were from Riyadh

8 The survey was offered to participants in Arabic. Where
no validated Arabic version of the scale was available, a

(21.5%) or other provinces (21.7%). More than
half of the participants (53.6%) had a bachelor’s
degree, 21.5% had a higher diploma or master’s
degree, 16.4% had a doctorate or equivalent,
and 8.4% had a post-secondary diploma.
Participants’ fields of study included social
sciences (28.8%); science, mathematics, and
computing (17.6%); education (15.1%);
humanities and arts (13.5%); engineering,
manufacturing, and construction (11.9%);
health sciences (7.8%); and other fields (5.5%).
Nearly half of the participants had obtained
their highest education level in 2016 or later,
28.5% between 2011 and 2015, 12.8% between
2006 and 2010, and 12.6% in 2005 or earlier.
Half of the participants (50.7%) worked in the
private sector, 43.8% in the public sector, and
5.5% in other sectors, with most of them being
employed in a permanent job (61.4%). More
than half of the participants had less than 5
years of work experience at their current job
(55.7%) and a monthly salary of less than
SR 10,000 (56.6%).

3.2. Procedure

An online survey constructed by the author
was administrated to Saudi alumni of a public
university in the western region of Saudi Arabia
(Makkah Province). With the help of the
Alumni  Unit, which is responsible for
managing and regulating the data and affairs of
the university alumni, potential participants
were recruited from the university alumni
database. One thousand alumni were randomly
selected from the database and sent an e-mail
invitation containing the survey link and
requesting the voluntary participation of Saudi
graduates who are in full-time paid
employment. All required permissions to
reproduce the existing measures in the study
were obtained before the conduct of the study.?
The survey introductory page included

back-translation conducted by two independent bilingual
translators was used to produce the Arabic version.
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information about the study purpose, an
informed consent statement, and a mandatory
checkbox for participants to provide their
consent to participate in the study prior to
starting the survey. Of those graduates to whom
the survey was sent, 489 eligible Saudi
graduates responded and started the survey; of
those responses, 438 were usable and valid for
analysis.

3.3 Variables and measures
Skill mismatch

Skill mismatch or overskilling was
assessed using the 3-item Scale of Abilities and
Skills Underutilisation developed by Caplan et
al. (1975). The scale assesses the lack of
opportunity one has on the job to use the
knowledge, skills, and abilities from their
previous experience and training, and to do the
things they do best. A sample item is “How
often does your job let you use the skills and
knowledge you learned in school/education?”
Responses were recorded on a 5-point Likert-
type scale, ranging from 1 (always) to 5 (never),
to yield a summed score of skill mismatch, with
higher scores reflecting higher overskilling.
Cronbach’s alpha coefficient (o) was .86.

Job satisfaction

Job satisfaction was measured with the 3-
item Scale of Global Job Satisfaction developed
by Cammann et al. (1983). The scale taps the
extent to which one is generally satisfied with
their job. A sample item is “In general, I like
working here.” Responses were collected on a
5-point Likert-type scale, ranging from 1
(strongly disagree) to 5 (strongly agree), with
higher scores reflecting greater overall
satisfaction with the job. Cronbach’s alpha
coefficient (o) was .84.

Affective commitment

Affective commitment was assessed using
the revised 6-item Scale of Affective
Commitment (Meyer et al., 1993), which
measures one’s emotional attachment toward
the organisation for which they work. A sample
item is “I feel ‘emotionally attached to this
organisation.” For the purpose of this study, the
three negatively keyed items were reversed to
minimise potential confusion for participants.
Responses were collected on a 5-point Likert-
type scale, ranging from 1 (strongly disagree)
to 5 (strongly agree), with higher scores
indicating higher affective commitment.
Cronbach’s alpha coefficient (o) was .93.

Turnover cognitions

Turnover cognitions were assessed using a
3-item scale developed by Adams and Beehr
(1998). The scale assesses one’s withdrawal
cognitions (intention to quit their job). A
sample item is “I would like to quite this job and
find another in the near future.” All items were
rated on a 5-point Likert-type scale, ranging
from 1 (strongly disagree) to 5 (strongly agree),
with higher scores interpreted as higher
intentions to leave the job. Cronbach’s alpha
coefficient (o) was .97.

Career satisfaction

Career satisfaction was measured with the
5-item Scale of Career Satisfaction developed
by Greenhaus et al. (1990). A sample item is “I
am satisfied with the progress I have made
toward meeting my overall career goals.” Each
item was measured on a 5-point Likert-type
scale, ranging from 1 (strongly disagree) to 5
(strongly agree), with higher scores indicating
higher career satisfaction. Cronbach’s alpha
coefficient (o) was .90.
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Careerism

Careerist attitudes toward work were
measured with 4 items derived from the 7-item
Scale of Careerism by Feldman and Weitz
(1991). The scale measures the extent to which
one believes that their career advancement and
success in organisations is based on non-
performance-based factors (e.g., networking,
self-presentation  strategies, and image
management) rather than on objective job
performance indicators (e.g., competence,
merit, and loyalty; Bolino & Feldman, 2000b;
Feldman, et al., 2002). A sample item is “It is
hard to get ahead in an organisation on sheer
merit alone.” The items were rated on a 5-point
Likert-type scale, ranging from 1 (strongly
disagree) to 5 (strongly agree), with higher
scores indicating higher levels of careerist
attitudes. Cronbach’s alpha coefficient (o)) was
4.

Covariates

The study deliberately controlled for six
covariates that were expected to influence the
hypothesised relationships between  skill
mismatch and the outcomes variables in the
multiple regression analysis. These include age,
education level, sector, job contract, work
experience, and salary. These variables were
chosen as controls in the regression analysis
because they were found to be significant
correlates of skill mismatch or the outcome
variables. Besides, most of these variables have
been shown in previous research to be
important covariates of the relationship
between skill utilisation and several of the

%  Sensitivity  tests, using Receiver Operator

Characteristics (ROC) curve and an overskilling binary
variable as a state variable, confirmed that the median
cut-off point for skill mismatch was appropriate (i.e., the
optimum cut-off point on the scale). This state variable
was assessed using responses to the item “I have more
skills and abilities than I need to do my job,” which is

current outcome variables (Feldman & Bolino,
2000; Feldman et al., 2002; Alzubaidi &
O’Toole, 2015). Age was measured in years,
while education level, sector, and job contract
were recorded as dichotomous variables for the
regression analyses. Work experience and
salary were measured at ordinal levels—5
levels and 7 levels, respectively—and treated as
contentious variables in the regression
analyses.

3.3. Statistical analyses

Different statistical analyses were used to
test the hypotheses of the study. Descriptive
analysis was used to assess the prevalence of
skill mismatch among Saudi graduates. The
degree of skill mismatch was determined for
each subject by averaging the scale items,
generating an actual range from 1 to 5. For
comparison purposes and further interpretation
of the results, the skill mismatch scale was
collapsed into a corresponding two-category
variable using the median split approach (i.e.,
midway cut-off). That is, using the median
score as a cut-off point,” participants scoring a
mean score of 3 or more on the scale were
classified as “overskilled” (skill mismatched or
underutilised), and those scoring a mean score
of less than 3 were classified as “matched”
(skill matched or well-utilised). Furthermore, in
addition to correlational analysis, a series of
five hierarchical multiple regressions were used
to test the hypotheses regarding the impact of
skill mismatch on job and career attitudes,
while controlling for the six above-mentioned
covariates (see Table 1 for details on these
covariates).

derived from the 9-item Scale of Perceived
Overqualification (SPOQ; Maynard et al., 2006) and was
scored on a 2-point scale (yes = 1, no = 0). The use of the
precise cut-off point is consistent with existing research
(Mavromaras & McGuinness, 2012; Meroni & Vera-
Toscano, 2017).
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4. Results
4.1. Incidence of skill mismatch

Table 1 presents the descriptive statistics
and intercorrelations among the study
variables. The figures indicated that skill
mismatch is prevalent among the analysed
sample (M = 2.90, SD = 1.036). Additionally,
using the median cut-off point to dichotomize
skill mismatch, Figure 2 reports the incidence
of skill mismatch (mid-cut) for the analysed
sample. Of the 438 Saudi graduates, 52.5%
(230) were overskilled in their current job,

= OQverskilled
Matched

47.5%

while 47.5% (208) were well-matched. Thus,
the results showed that a large proportion of
Saudi graduates in the current study (more than
half) reported being skill mismatched,
revealing a significant deficit in skill utilisation,
or an incidence of severe overskilling, among
Saudis in the labour market. Hypothesis 1, then,
was supported; skill mismatch was prevalent
among Saudi graduates, such that many
graduates were working in jobs that did not
allow for full utilisation of their skills,
experiences, and abilities.

Figure 2. Incidence of skill mismatch (mid-cut), N = 439.

Moreover, looking at the relationships
between skill mismatch and the demographic
variables, some interesting findings emerged.
Skill mismatch was significantly negatively
related to age, educational level, work
experience, and salary, while significantly
positively related to sector and job contract (see
Table 1). In particular, younger participants,
participants with lower education levels (i.e.,
secondary school), less work experience (i.e.,
less than 5 years), or lower salaries (i.e., less
than SR 5,000) were more likely to be
mismatched. Participants who were in the
private sector or holding a temporary or

contract job were also more likely to have
higher levels of skill mismatch as compared to
those in the public sector or holding a
permanent job.

Overall, these results generally provide
additional support for the evidence reported by
Al-Yahya (2010) and Alzubaidi and O’Toole
(2015) that skill mismatch is widespread in
Saudi Arabia and that policymakers should be
more concerned with such an important
deficiency in the labour market. The results
expose a disturbing deficit in skill utilisation
among graduates, whereby many reported that
their skills, abilities, and previous experiences
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were not fully utilised. There are two possible
explanations for the high observed incidence of
overskilling among Saudi employees in the
workplace. The first explanation is that these
overskilled graduates might actually have been
overeducated for their jobs in the first place;
thus, they had surplus skills that are not
demanded or required in the actual performance
of the job tasks. This is consistent with the
recent results reported by Alzubaidi (2020) who
found that, out of 398 Saudi graduates in the
study, almost half (51% and 48%) were
overeducated for their job based on two
different measures. Although overskilling and
overeducation have been found by previous
studies to be conceptually and empirically
distinct phenomena (i.e., neither construct fully
captures the extent of the other; skill mismatch
versus education mismatch) and that the link
between the two is not significantly strong,
there is no reason not to believe that graduates
who are overeducated are more vulnerable to be
overskilled than those who are adequately
educated for their job. This line of logic,
however, does not mean that all overeducated
graduates should be overskilled (see Allen &
van der Velden, 2001; Green et al., 2002;
McGuinness, 2006; Green & Zhu, 2010;
Mavromaras et al., 2015; Di Paolo & Maiié,
2016).

The second possible explanation is that
skill mismatch, or overskilling, might be an
inherent problem in the Saudi labour market.
This argument is supported by Al-Yahya’s
(2010) conclusion that work organisations in
Saudi Arabia, especially public ones, invariably
fail to deploy and effectively utilise the skills,
knowledge, and experiences of their competent
employees, who are rarely empowered or have
the sufficient opportunities to apply their
acquired competence. It is argued that human
capital development policies and practices in
Saudi Arabia focus mainly on developing and

upgrading individuals’ skills and capacities,
while failing to fully harness these human
capital assets. In other words, there is an
apparent disconnect between skill
accumulation by graduates and skill utilisation
opportunities available to them (Al-Yahya,
2010; Alzubaidi, 2016). As such, the country,
organisations, and graduates themselves stand
to potentially lose the benefits of the
accumulated skills, abilities, and knowledge of
those underutilised or overskilled, not to
mention the private and social costs associated
with their education. These are just some of the
potential detriments that arise from skill
mismatch; the current results also suggest that
overskilling had further negative consequences
for graduates and probably for their
organisations.

4.2. Consequences of skill mismatch

Significant relationships were anticipated
between skill mismatch and the five outcome
variables:  job satisfaction, affective
commitment, turnover cognitions, career
satisfaction, and careerism. As shown by the
correlation results in Table 1, the predicted
relationships were all significant, p < .01,
giving initial support for both of the above
predictive hypotheses on the consequences of
skill mismatch (Hypotheses 2 and 3). The
hypotheses were further tested using a series of
five hierarchical multiple regressions. Six
variables were used as control variables in order
to eliminate their possible effects: age,
educational level, sector, job contract, work
experience, and salary. In each regression
equation, the control variables were entered
into the equation first (Model 1), and in the
second step of each equation, the skill mismatch
was entered (Model 2). The results of the
regression analyses are presented in Table 2.
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The regression results were consistent with
the correlational results reported above. The
full model, as a predictor of each of the five
outcome variables in each regression equation,
was statistically significant, p < .001. As
predicted by Hypothesis 2 (2a, 2b, and 2c¢), skill
mismatch was significantly negatively related
to graduates’ job satisfaction (B = —.481, p <
.0005) and affective commitment (B = —.406, p
<.0005), and significantly positively related to
their turnover cognitions (B =.340, p <.0005),
even after controlling for the potential effects of
the confounding covariates. Consistent with
Hypothesis 3 (3a and 3b), skill mismatch also
had a significant negative effect on graduates’
career satisfaction (f = —.389, p <.0005) and a
significant positive effect on their careerism (3
= 298, p < .0005), when the potential
confounders were controlled for. Therefore, all
hypotheses on the consequences of skill
mismatch were supported, and statistically
significant results were obtained regarding the
predictive impacts on job and career attitudes.

Indeed, skill mismatch was the strongest
predictor of each of the outcome variables (i.e.,
made the strongest unique contribution to the
prediction of each outcome variable), and
accounted for a statistically significant
proportion of additional unique variance in each
of the five variables. It uniquely explained an
added 19.2% of the variance in job satisfaction
(total variance = 42.6%), 25% of the variance
in affective commitment (total = 39.8%), 9.6%
of the variance in turnover cognitions (total =
39.8.3%), 12.6% of the variance in career
satisfaction (total = 23.7%), and 9.6% of the
variance in careerism (total = 8.6%). These
amounts of variance explained by skill
mismatch are fairly respectable, especially
when compared to those reported in the
literature (e.g., Humphreys & O’Brien, 1980;
G. Johnson & W. Johnson, 1995; Feldman &
Turnley, 1995; Bolino & Feldman, 2000b;
Feldman & Bolino, 2000; Feldman et al., 2000).

Thus, in line with the literature (e.g.,
Feldman & Weitz, 1991; Feldman & Turnley,
1995; Bolino & Feldman, 2000a, 2000b;
Feldman & Bolino, 2000; Allen & van der
Velden, 2001; Feldman et al., 2002; Lee, 2005;
Badillo-Amador et al., 2012; McKee-Ryan et
al., 2009; Green & Zhu, 2010; McGuinness &
Sloane, 2011; Alzubaidi & O’Toole, 2015; Tian
et al.,, 2018) and the study hypotheses, the
results demonstrate the importance of skill
mismatch in predicting job and career attitudes
among Saudi graduates. The more overskilled
the graduates were (i.e., the more their skills
were underutilised on their jobs), the less likely
they were to be satisfied with their jobs and
careers and affectively committed to their
organisations, and the more likely they were to
have turnover cognitions and careerist attitudes.
As previously articulated, these observed
impacts of skill mismatch were predicted by P—
J fit theory, which assumes that a lesser degree
of fit between the person’s characteristics and
their job attributes leads to more negative
outcomes for the employee and the
organisation, including lower job and career
attitudes and behaviours (Edwards, 1991;
Kristof-Brown et al., 2005).

5. Conclusion

This paper has explored the incidence and
consequences of skill mismatch among Saudi
graduates. The results provide strong support
for the assumption that skill mismatch might be
a pervasive problem in Saudi Arabia, where a
considerable proportion of graduates in the
study (53%) reported being overskilled for their
jobs. Moreover, the results also established
beyond a reasonable doubt the importance of
the skill mismatch as a predictor of individuals’
job and career attitudes. Consistent with
findings from earlier research and the
predictions of P-J fit theory, which was utilised
to provide a theoretical base for the study
hypotheses, skill mismatch was found to
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genuinely exert strong negative effects on job
and career attitudes, even after controlling for
several confounding variables. As having poor
fit between their abilities or needs on one hand
and the demands or supplies of the job on the
other, overskilled graduates were less likely to
be satisfied with their job, emotionally attached
to their organisation, and satisfied with their
career, while more likely to have turnover
cognitions and careerist attitudes. The effects of
skill mismatch were not equally strong for all
job and career outcomes; skill mismatch had the
strongest effect on job satisfaction, while the
weakest effect was on careerism.

These results may have important
implications for policy and practice, especially
in the similarly emerging labour markets.
Specifically, there are several ways in which
organisations in Saudi Arabia may respond to
the problem of skill mismatch and mitigate its
negative effects among graduates. However,
given that the dynamics and impacts of skill
mismatch are more likely to differ among
individuals based on the particular conditions
under which it is more or less likely to occur,
the aim here is to propose the responses that can
make a positive impact for graduates and their
organisations within the most relevant
organisational areas based on the findings of
this study and those of previous studies.”

First, human resources management and
practices are a vital area to make the most of the
employees’ skills in any given job. Appropriate
recruitment policies should be in place to
ensure that new employees are the right fit for
the job, and hence, are likely to bring
appropriate skills, attitudes into their roles.
Furthermore, there might be a need for a clearly
structured and well-articulated career path for
employees at the different organisational levels,

10 Skill mismatch is a complex issue that is related to a
host of circumstances and practices within the
organisation, in which structural, social, and
psychological factors often intervene. These include

with discrete and defined stages on a career
ladder, that can act as mediating mechanism for
matching the individual’s current and future
skills with the job demands (Alzubaidi, 2016).

Second, another overriding priority for
those organisations attempting to achieve a
better skill match is to enhance job flexibility
through job redesign, so overskilled individuals
can have more opportunities to make full use of
their existing and future skills and potentials.
This can be practically accomplished by
increasing variety and challenge in employees’
day-to-day work content, in concert with tasks,
responsibilities, or priorities that best utilise
their relevant skills, abilities, and knowledge
(Hackman & Oldham, 1980). Tied to this idea,
careful attention is needed to ensure that job
responsibilities and duties are closely related to
employees’ education and skills. Indeed, with
increased job control and autonomy,
individuals themselves may be able to make
some improvements or amendments in their job
situations  (roles,  responsibilities,  and
requirements) by appropriately adjusting how
they approach their work responsibilities in
order to better align the work with their
potentials, needs, and preferences.

Third, because it is not always possible to
change the nature or structure of work itself to
directly improve the objective skill mismatch
(e.g., person ability—job demand misfit), an
alternative approach may be to target
individuals’ perceptions of overskilling (e.g.,
person needs—job supplies misfit; Maynard,
2011). Preferably, these perceptions should be
of importance to organisations as they have
been found by previous research to lead to
similarly decreased job and career attitudes
(Burris, 1983; Watt & Hargis, 2010; Connelly
et al., 2011). Organisations should always seek

organisational policy, work culture, job design, practices
and attitudes of employees, their superiors, and their
peers, among others (see Alzubaidi, 2016).
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to highlight how employees feel about their
skill match relative to their expectations and
goals, and attempt to reduce the perception of
overskilling or skill underutilisation by
enhancing other important job characteristics
for individuals, which could help mitigate
feelings of overskilling or its negative impacts
(e.g., monetary and non-monetary reward;
Maynard, 2011).

Another, and perhaps more overarching,
priority for policymakers in Saudi Arabia is to
ensure that human capital development
planning and policies at the national and
organisational are oriented toward the emphasis
on, and promotion of not only skills
accumulation but also the utilisation of these
skills, which contributes to improved individual
and organisational performance. This would
require the collaborative effort of all major
stakeholders and government authorities to
address the current problem of haphazard and
isolated human capital investment and
constantly re-design policy interventions and
strategies to ensure effective skill utilisation.
Although these interventions targeted to
increase skill match may appear very
uncommon at the national and organisational
levels in Saudi Arabia, they would, if carefully
and seriously internalised, enhance utilisation
of existing skills, abilities, and talents to gain
maximum value for both the organisation and
the individuals.

As with any empirical research of this kind,
this study has several methodological
limitations. The sample of graduates in this
study was drawn from only one university in
Saudi Arabia. Although the university is one of
the largest in the country and produces the
largest number of graduates each year, which is
reflected by the fairly heterogeneous sample of
the study, the majority of the participants in the
study (57%) were from the same region where
the university is located — the western region.
It is acknowledged, therefore, that a broader

sampling selected from different universities
might have revealed different results and
allowed for comparisons between university
graduates. It would be preferred for future
studies to draw a sample from different
universities and regions in order to be more
confident in generalising the results to the
population of all Saudi graduates in the labour
market.

Additionally, because the study used a
single self-reporting instrument to collect data
on all variables at one point in time, the results
are highly vulnerable to common method bias,
and caution should be exercised when
interpreting the impacts of skill mismatch.
Although most of the variables in this study are
best assessed as perceived constructs through
self-assessment measures, future research may
aim to reduce common method bias by
collecting data on skill mismatch and outcome
variables using alternative sources or at
different points in time. Furthermore, where
possible, collecting longitudinal data would
permit firmer conclusions about the direction
and causality of the relationships between skill
mismatch and job or career attitudes. Due also
to the use of self-reported data, social
desirability is another potential source of
measurement error, resulting from respondents
trying to upgrade or inflate their personal (e.g.,
skills and credentials) or job status (e.g., job
demands, requirements, or supplies) or
generally giving the socially acceptable
answers in terms of their self-perceptions and
attitudes (Hartog, 2000). The findings and
conclusions of the study should always be
considered in conjunction with these
limitations, which have important implications
for future studies.

In addition, there are several other possible
avenues for future research on skill mismatch
based on the current gaps in the literature.
Future studies seeking to examine skill
mismatch in Saudi Arabia are encouraged to
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use alternative measures of skill mismatch (e.g.,
either overall or specific skill underutilisation)
in order to both validate the current results and
draw even more decisive conclusions about the
incidence and effects of skill mismatch.
Moreover, the negative job and career
consequences of overskilling reported in this
study call for further examination of the
potentially harmful impacts of skill mismatch
among other populations in the Saudi labour
market, especially on other important outcomes
for individual employees, organisations’
performance, and society. Another important
avenue for future research is investigating the
boundary conditions or determinants of skill
mismatch, which deserve greater attention from
researchers and decision-makers alike, and
would provide organisations with important
insights into managing overskilled employees.
This study concludes by emphasising that skill
mismatch has ironically received little attention
in the literature, especially in developing
countries. The study exhorts policy and
decision makers in public and private
organisations in Saudi Arabia to rethink their
human capital management policies and
practices to support the growing recognition of
the importance of effective skill utilisation in
the workplace for individual and organisational
performance.
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