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What Does Your Logo Really Tell Consumers?

Gap, Inc. learned recently just how powerful logos
are when the public panned the redesign of its iconic
symbol. Small design elements make a difference.
Niels van Quaquebeke and Steffen Giessner of the
Rotterdam School of Management showed logos of 100
Global 500 companies to two groups of participants.
One group rated them on attractiveness and symmetry;
the other judged whether the logo suggested that the
company behaved ethically. The finding: Rationally or
not, people associate symmetrical logos with more
ethical, socially responsible behavior.

Symmetrical = perceived as Ethical

Asymmetrical = perceived as Unethical

hiring by Andrew O’Connell
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Two recent studies—one analyzing data on
more than 5,000 Americans, the other examining 244 employees of a Turkish apparel
chain—show that overqualified employees
outperform their colleagues. In the former
study, Greg Reilly of the University of Connecticut, Anthony Nyberg of the University
of South Carolina, and Mark Maltarich of
St. Ambrose University looked at employees with above-average intelligence working in jobs such as car washing and garbage
collecting. In addition to achieving higher
performance, these cognitively overqualified employees were less likely than others
to quit. The researchers point out that many
overqualified workers stay put for lifestyle
reasons, such as the hours or the company’s
values.
The Turkish study provides an additional insight: It shows how companies can
manage around the “I’m too good for this
job” problem. Berrin Erdogan and Talya N.
Bauer of Portland State University in Oregon
found that overqualified workers’ feelings
of dissatisfaction can be dissipated by giving them autonomy in decision making. At
stores where employees didn’t feel empowered, “overeducated” workers expressed
greater dissatisfaction than their colleagues
did and were more likely to state an intention to quit. But that difference vanished
where self-reported autonomy was high.
“There are distinct advantages to hiring
employees who perceive that they are overqualified,” Erdogan and Bauer write. As hiring managers scan résumés, it’s an insight
worth considering. 
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