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ABSTRACT
The paper highlights the key factors that influence a person to feel plateaued. Career plateauing is experienced by an
employee during his or her career. When an employee experiences career plateau the motivation for progression in
career is low. A research is carried out in petroleum industry with respondents’ sample of 50 executives. A self
administered questionnaire with five point likert scale is used. The relation between demographic variables age, tenure
and gender with career plateau variables is tried to explore. Except for hierarchical plateau , the other plateaus showed
weak relation with the demographic variables .Content plateau is the most found plateau among the employees of age
group of 25-35 and 55-60 years. This research throws light on the root causes of plateauing and tries to suggest the
feasible solutions.

KEYWORDS: Career Plateauing, Professional plateauing, Personal Plateauing, Structural Plateauing. Petroleum
Industry.

INTRODUCTION
Career plateau is a phenomena that occurs when an employee experiences stagnation in his/her own career.
Career plateau can be viewed positively and negatively. As said above career plateau is seen positively when
an individual has satisfaction and proficiency in his or her work. Whereas a negative career plateau arises
when an employee finds his/her career stagnated due to structural set up of the organization, job nature and
personal factors. A positive career plateau motivates employees to be productive on the job whereas an
employee who is experiencing negative career plateau face difficulty in staying back with the organization.
Losing of such competitive employees will give a competitive edge to competitor firms to cash on. So its very
important to manage the career plateaus of employees at operational as well as decision making level. This
career plateauing is not restricted to any specific organisation .This is found in all most all the organisations.
And its severity is the same everywhere.

Yamamoto et.al(2006) found that negative sources of career plateau like accept error during recruitment,
training and performance appraisal devices that are ineffective lead to low satisfaction, high stress, poor
performance and other withdrawal symptoms. Job instability, lack of promotions due to flat organizational
structures are the factors that lead to career plateau

Bardwick (1988), states that there are 2 types of career plateau which are very common in many organisations
and these includes organisational and personal plateau. Organisational plateau arises when the person has the
required skills to perform jobs that are higher in level than the present jobs but are not given an opportunity to
perform the jobs. A person experiences personal plateau when he doesn’t desire for a higher level job in the
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organization. The employees may not possess professional and technical skills and might have been put aside
in the organization. This type of plateau is caused by the individual employee. Professional plateau is the point
at which employees find their jobs unchallenging and they provide few opportunities for professional
development and future employability (Lee, (2003)). In addition Professional plateau is not only concerned
about the job contents, but also whether the job enables employees to master new skills to enhance their
employability and marketability.

Burke and Mikkelsen (2006) distinguished 3 types of career plateauing; structural, content and life plateaus.
The structural plateauing arises when there are less promotions to offer due to pyramidal structure of the
organizations. while content plateauing results when individuals know their jobs too well and become bored
and life plateauing results, when committed individuals begin to feel unsuccessful in their work and this
spreads feeling of plateau and trapped in life.

The current study on career plateau is being taken to identify the relation among demographic variables like
age, gender, marital status , tenure of working and type of career plateau(based on Bruke and
Mikkelson(2006) classification). Burke et.al(2006) opines that career plateaus particularly during
reengineering have to be managed effectively , else it leads to loss of valuable human capital in large
numbers.

LITERATURE REVIEW
Researchers studied career plateaus in 1970s after the mass media outlets began in 1920.The mass media
outlets consist of the newspapers, television, radio and web

ShonMiles et.al (2013) studied that a significant positive correlation exists between job satisfaction and
internal as well as external career plateau. Whereas a less significant relation existed between job satisfaction
and overall career plateau.

Career advancement was a higher priority for those employees who have newly joined the organisation
compared to those employees who have worked for more than 16 years in the organisation. Employees of
medium and large scale organisations felt that career advancement is more important for job satisfaction than
those working in small organisations.

Omar, K. et.al (2014) attempted to find the relation between hierarchial plateauing and employees leaving the
organisation The result showed an insignificant relationship between hierarchical plateauing and the intention
to leave. The researchers opine that plateauing is no longer a major factor for the employee intention to leave.
However, Khatijah Omar stated that the issue of plateauing cannot be ignored. Revision of policies can reduce
the effects of plateauing

Appelbum and Finestone, (1994) claimed that career plateau is also caused by many antecedent conditions
including inappropriate abilities and skills, low need for career mobility and slow company growth.
Yamamoto et.al (2006) found that lack of job stability, reduced organisational hierarchies and reduction of
promotion opportunities are some sources which have led to career plateau in organisations.

Yamamoto(2006); Applebaum and Santiago, (1997),found that Career plateau has been caused by other
factors like baby- boomers who are holding positions of responsibility longer, mergers and takeovers causing
layoffs, resulting in fewer available positions but competitive . Career plateau is also caused by competition,
age and organisational needs. The individuals may be seen as valuable in his or her present position to be
spared for other albeit level works (Tremblay and Roger (2004); Ference et al., (1977)).

Ongori, H. and Joseph E. Agolla (2009) emphasized on the best strategy to minimize employee intention to
quit in the context of career plateauing. They suggested a redesign

of job analysis would make the employee interested about the work and keeps him/her updated. The
researchers suggested training is the best strategy. Overcoming the tough times of the business through
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outplacement. Mentoring the stressed out employees and designing collateral stress programs are the
strategies recommended to overcome the stress. The study also discussed that there is need for a paradigm
shift in managing career plateau in organisations effectively.

Sneel and Bohander, (2007) found that management can help employees cope up with plateau by providing
opportunities for lateral growth when opportunities for upward advancement do not exist. Ference et al.
(1977) postulated a model of managerial careers highlights principal careers of employees that are common in
organisation there are “learners”, “comers”, stars and solid citizens based on their performance. Therefore, it
is the prerogative for management to understand and assess employees critically at each stage of career and
develop appropriate interventions to avoid career plateau.

Fieldman,D. C., Weitz, B. A., (1988) suggested that a lot of factors related to individual, job and organization
influence career plateau. Causes of career plateau are identified and suitable interventions are developed. They
suggest that an employee need to be considered plateaued if she or he is not likely of receiving further
responsibilities. The dysfunctional side of career plateauing is individual not able to realise personal potential.
Individuals become static professionally and donot grow with environment and changing surroundings.

Bhavani, M. And MadhusudhanPrasad, V. (2013) took up an Empirical Study of Organizational Climate and
Career Plateau: Causes and Effects of Enterprises have carried out a study on impact of the Hierarchical
Plateau and Job Content Plateau. Job content plateau impacts the employee’s work attitudes in a dominant
way.

Continuous learning and development of new skills are the main steps in career management (Hall, 1996).
The study also suggested that the job tenure and career path were the most important factors affecting career
plateau in organizational climate. There are also studies were researchers tried to find out relation between
different cadres of employees and type of plateauing (Shecket, W. C. (1995)) carried on technical college
employees. Heilmann, S. G et. al.(2008) tried to find out the relation between turn over and career plateauing.
They found a positive relation between the two up to some extent. Very less research is carried out on career
plateauing in India.

Agyeman, C. M., et.al (2014) in their research Employee demographic characteristics and their effects on
turnover and retention in MSMEs. Retention factors are strongly associated with demographics like gender,
age, marital status, qualification, income and years of service. Providing employee with good career
development opportunities, recognition and reward minimise the turnover rate.

Orhan Akova et.al (2015) in their study ‘The relation between demographic factors and the Turnover intention
in pre-opening Hotel Business.’ found that male employees have more intentions for leaving the job than the
female employees and young employees have lower turnover intentions. Shahnaz Tabatabei et.al (2012) in
their study Relationship of job satisfaction and demographic variables in pars ceram factory employees in Iran
found a correlation between employee job satisfaction and demographic variables like gender, age and
education. According to the society for Human Resource Management (SHRM) latest employee job
satisfaction and engagement survey (2014) revealed that job satisfaction delivers depend on demographics.
The demographics being predominantly age and gender.

SIGNIFICANCE OF THE STUDY
The current study is undertaken to find the relation between demographics and type of career plateau
experienced by employees of oil extraction industry. There is very less research carried out in career
plateauing in Indian context. This study is going to reveal the impact of career plateau in Indian Scenario in
relation to demographics of the employees like age, gender, tenure and current position.
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RESEARCH GAP
Very less research is carried out in India on career plateauing. There is less research identifying the type of
plateau prominently experienced by the employees of executive cadre in petroleum industry. The current
research is aimed to find the relation between different demographics like age, gender , tenure of working and
type of career plateau employees are experiencing in petroleum industry.

RESEARCH METHODOLOGY
The results and findings are obtained from an empirical study. The data is obtained through distributing hard
copy of the structured questionnaires to the executives of the petroleum industry with one to one meeting. The
sample size is 50.With all of the employees being full time. The questionnaire was formulated after an
extensive literature survey. The questionnaire focused on key aspects like Opportunities to learn new Skills in
the job, Interpersonal relationships, Perceived future mobility, marketability, Satisfaction levels with the
appraisal system and Promotions.

The objectives behind undertaking current research are

● To study the most experienced career plateau in the organisation.

● To understand the relation between demographic variables like age, gender, status, tenure, current
position and type of career plateau.

● To identify the career plateau variable that has a significant impact on job satisfaction.

Age though is a continuous variable will be considered here as a non continuous variable for convenience
sake. The impact of extraneous variables is assumed to be minimum in the current study and hence will arrive
at a very minimum experimental error.

Hypothesis 1: There is a significant relation between demographic variables and the type of career plateau
experienced.

Hypothesis 2: Of all the variables identified it is the perceived marketability and mobility that leads to higher
job satisfaction.

This is a diagnostic research Probabilistic or randomized sampling is done. In which Convenience sampling is
used. This is a convenience sampling as the study is restricted to executive level. A Correlation analysis of the
quantitative study using five point. Likert-type scale for questionnaire is used. The response scale ranges from
1.Highly Satisfied 2.Satisfied 3.Neutral 4.Dissatisfied 5.Highly Dissatisfied. The source for primary data are
the Structured Questionnaires and the  secondary data is obtained from relevant websites to the topic,
Research publications, Books and News Papers.

RESULTS AND DISCUSSIONS
CONTENT PLATEAU:
It is observed that 16.6% of employees with age groups of 25-35 years and 28.5% of employees of 56-60
years with a tenure of three and four years feel that there are less opportunities to learn new skills in the
current job. However, they constitute only 10% of the total population sampled.

The Pearson correlation r is positive but there is a weak relation between the demographic variable age and
opportunities to learn new skills. However there is no significant association between age and opportunities to
learn new skills. 16.6% of the employees of age group 25-35 years and 28.5% of the employees of 56-60
years with three to four years tenure are not satisfied with the opportunities to learn new skills in the current
job. This can be seen inferred from Table 1
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TABLE 1:  A correlation analysis between opportunities to learn new skills and age.

Correlations
SATISFIED PROMOTIONS

LEARN NEW SKILLS

Pearson  Correlation

Sig. (2-tailed)

N

1

50

.184

.201
50

AGE

Pearson  Correlation

Sig. (2-tailed)

N

.184

.201
50

1

50

It is observed that in the above 2-tailed correlation test there is a significance at the 0.01 level.

Source: Authors own source

The opportunities to learn new skills are significantly dependent on the sufficient number of training programs
imparted by the organisation. This can be well inferred from the below graph (Figure 1).

FIGURE1: A Correlation analysis between the opportunities provided for employees to learn new skills and
the training programs imparted by the organisation

Source: Authors own source

● 6% of the Employees of age group 36-45 and 4% of 56-60 years with three to four years tenure in the
current position are dissatisfied with the significance of the role with respect to organizational growth. And
8% of the employees of 25-35 years, 6%

of the employees of 36-45 years and 46-55 years respectively feel their job is not professionally challenging.

● Employees are ready to take up responsibilities when the job is professionally challenging.

● Employees who are satisfied with the training programs that keep them updated to new technologies
are also satisfactory regarding their marketability.

● There is no significant relation between demographic variables and training programs updated to new
technologies. Content plateau is found in the employees of age groups 25-35 and 56-60 with an experience of
three and four years. There is no significant relation between demographic variables and content plateau.
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PERSONAL PLATEAU
16% of the employees feel that they are unable to give quality time to family as well as do justice to their job.
Of which 10% are from the age group of 25-35 years and 6% are from 36-45 years. This can be inferred from
the graph below ((Table 2))

TABLE 2: A cross tabulation between age and the number of employees in each age group and their
perception of the quality they give to their family

Source: Authors own source

➢ Readiness to take up responsibilities is associated with age.

Employees of age group 25-35 are more ready to take up responsibilities than any other age groups.6% of the
age group 25-35 years of employees are not satisfied with peer relations and support from superiors on job.
Notably these employees have the experience of one to two years in their current position. Personal plateau
(except readiness to take up responsibilities) is not related to demographic variables. Yet this is found mostly
in the age groups of 25-35 years.

HIERARCHICAL PLATEAU
Satisfaction towards promotions is associated with age. Younger employees are not so satisfactory towards
promotions.10% of the employees of the age group 25-35 years and 6% of the employees of 36-45 years feel
that they must be offered more promotions. This can be well inferred from the below graph (Figure 2)

FIGURE 2: A correlation analysis between the age of the employees and their perception of the promotions
in the organisation.

Source: Authors own source.
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There is also a significant relation between age and employees satisfaction towards working in the current
tenure allotted by the organisation.6% of employees of the age group 25-35 years with a tenure of three and
four years are highly dissatisfied with current tenure allotted to them.94% of the employees are satisfied
working in the current tenure for the job allotted by the organisation. There is also a significant positive
relation between current tenure for the job allotted by the organisation and promotions offered. Employees
expect promotions when their tenure is longer. There is a strong positive relation between satisfaction and
promotions offered. The Pearson’s r value is 0.709. There is a strong relation between promotions and
satisfaction.

This is clearly inferred from Table 3.

TABLE 3: A correlation analysis between employees satisfaction of their job to the promotions offered.

Correlations

SATISFIED PROMOTIONS

SATISFIED

Pearson  Correlation

Sig. (2-tailed)

N

1

49

.709

.000

49

PROMOTIONS

Pearson  Correlation

Sig. (2-tailed)

N

.709

.000

49

1

49

It is observed that in the above 2-tailed correlation test there is significance at the 0.01 level.

Source: Authors own source

TABLE 4: A correlation analysis between employees’ satisfaction with their appraisal system and satisfaction
with what the appraisal system is measuring.

Correlations
APPRAISAL SYSTEM APPRAISAL MEASURES

APPRAISAL SYSTEM

Pearson  Correlation

Sig. (2-tailed)

N

1

50

0.670

.000

APPRAISAL MEASURES

Pearson  Correlation

Sig. (2-tailed)

N

0.670

.000

1

50

It is observed that in the above 2-tailed correlation test there is significance at the 0.01 level.

Source: Authors own source

➢ Hierarchical plateau is found in very low levels. It is found in the age group of 25-35 and 36-45 years.

There is a significant relation between demographic variables and hierarchial plateau.
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From the above analysis we reject hypotheis1 that demographic variables have a significant relation with type
of plateau experienced.

We also reject hypothesis 2 that of all the career plateau variables taken it is perceived marketabilitity that
leads higher job satisfaction. It is the promotions that lead to higher job satisfaction

Of all the plateaus hierarchial plateau is the least experienced plateau and content plateau is the most
experienced followed by personal plateau.

Employees of age group 56-60 and 36-45 feel that their role is not significant for the growth of the
organization. This is because employees of this age group spend their rest tenure mentoring or counselling
their subordinates. Their appraisal system is also structured such a way that their contributions are mentioned
majorly in the psychological part rather than monetary value generated by them. This might be one of the
reasons why employees of the age group feel their role is insignificant for organizational growth. Employees
who feel their role is significant were unable to give quality time to family as well as do justice to their job.

● Employees who feel their job professionally challenging are ready to take-up responsibilities. This is
subjective with respect to organization the person is working with. The organisation must enable a flexible
work environment so that the employee is able to stretch his creativeness without disturbing his boundaries.
Younger employees could not give quality time to their family as they are very anxious about going up in their
career ladder and take up more assignments in their work to establish positive relations with their superiors.

● Employees who are satisfied with equity of rewards are satisfied with quality time they give to family
as well as do justice to job. They clearly know what actually the appraisal system measures and how they need
to perform .So, they have a work life balance. Employees of age group 25-35 and 56-60 years should be taken
up special seminars regarding importance of their job to organisational growth. So they would clearly
understand how their contributions would count for the growth of the organisation. This would boost them to
work with positive spirit.

● Employees who fall in the age bracket of 25-35 should be done role rotation provided the tenure of
working in the current position is more. This also makes them satisfactory towards the professionally
challengingness of the job. Collateral stress programs have to be taken up for employees so that they would
know how to manage their personal and professional life effectively.

● Senior and subordinate interactions have to be held periodically for the employees of age group 25-35
years. Orientation and training programs must be designed in such a way that employees foster friendly
relations with their peers.(Sensitivity training can help new joiners to know about their peers)

● Training programs should help employees get updated to new technologies.

● Younger employees should be imparted sufficient training programs to get absorbed into the job.

IMPLICATIONS AND FUTURE DIRECTION
Research in career plateau has to be improved a lot. The career plateau variables identified in this paper only
address the problems an individual experiences within the framework of the organisation. But there may be
other plateaus and corresponding variables. Mergers, hostile take overs and leverage buyouts also plateau an
employee independent of their performance (Daniel C Fieldman, Barton A.Weitz University of Florida).

LIMITATIONS OF THE STUDY
The limitations of the study is it has used simple correlations and cross tabs. Extensive empirical tools have to
be used for a more qualitative analysis. The current research is done on executives. But plateau can be
experienced by any employee. So the research has to be taken in a broader way so that it addresses the
problems of all cadres of employees
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