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ABSTRACT 

Career plateau has been an issue and challenge for most organizations in almost all sectors. 

Many researchers have connected career plateau with negative consequences such as lower 

degree of job satisfaction and organizational commitment which led to turnover intention. 

Therefore, this research explores the relationship between hierarchical plateau and the three 

components of organizational commitment, namely affective commitment, continuance 

commitment, and normative commitment. Data has been collected from 50 employees who 

worked more than five years in oil palm sectors. Questionnaire survey is applied to gather 

information and Pearson Correlation Coefficient is used to test the relationship between both 

variables. Result reveals that hierarchical plateau is significantly and negatively related to 

affective commitment and normative commitment, but positively related to continuance 

commitment. The research findings provided a new insight regarding career development as 

an influence factor which is able to influence employees‟ commitment. Plateau employees 

reported to have less emotional attachment and do not sense moral obligation towards 

organizations, but perceived employee benefits as a motivational factor to remain working. 

The implications, recommendations, and limitations of this study and direction for future 

research are also discussed based on the research findings. 

Keywords: career plateau, hierarchical plateau, career development, organizational 

commitment, affective commitment, continuance commitment, normative commitment. 
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ABSTRAK 

Kerjaya mendatar telah menjadi isu dan cabaran bagi kebanyakan organisasi di hampir semua 

sektor. Banyak penyelidik telah menghubungkan kerjaya mendatar dengan kesan negatif 

seperti berlaku penurunan terhadap tahap kepuasan kerja dan komitmen organisasi lalu 

mewujudkan keinginan untuk meninggalkan organisasi. Oleh itu, penyelidikan ini meneroka 

hubungan antara dataran hierarki dan tiga komponen komitmen organisasi, iaitu komitmen 

afektif, komitmen berterusan, dan komitmen normatif. Data telah dikumpulkan dari 50 orang 

pekerja yang telah bekerja lebih dari lima tahun di sektor kelapa sawit. Tinjauan soal selidik 

digunakan untuk mengumpulkan maklumat dan Pearson Correlation Coefficient digunakan 

untuk menguji hubungan antara kedua-dua pemboleh ubah. Keputusan menunjukkan bahawa 

dataran hierarki secara signifikan dan negatif berkaitan dengan komitmen afektif dan 

komitmen normatif, tetapi secara positif berhubung dengan komitmen berterusan. Penemuan 

penyelidikan memberikan pandangan baharu mengenai perkembangan kerjaya sebagai faktor 

yang dapat mempengaruhi komitmen pekerja. Pekerja dengan kerjaya mendatar dilaporkan 

memiliki keterikatan emosi yang kurang dan tidak merasakan kewajipan moral terhadap 

organisasi, tetapi menganggap alternatif pekerjaan sebagai faktor motivasi untuk terus 

bekerja. Implikasi, cadangan, dan batasan kajian ini dan arah untuk penyelidikan masa depan 

telah dibincangkan berdasarkan penemuan kajian. 

Kata kunci: dataran tinggi kerjaya, dataran tinggi hierarki, pengembangan kerjaya, komitmen 

organisasi, komitmen afektif, komitmen berterusan, komitmen normatif.



1 

 

CHAPTER ONE 

INTRODUCTION 

1.0 BACKGROUND OF STUDY 

 Agriculture industry is well known as the fundamental for the development of 

Malaysian‟s economy where a total of RM 4.417 billion has been allocated in Budget 2019 

(Bernama, 2018). The aim is (a) to develop the agriculture sector, (b) to increase the 

productivity and income of fishermen, farmers, agro-based industries, and (c) to improve 

research and development activities (R&D). In 2017, the Gross Domestic Product (GDP) of 

the agriculture industry is RM 96.0 billion (8.2%). Oil palm sector stated as the largest 

contributor with 46.6 percent and followed by other agriculture (18.6%), livestock (11.4%), 

fishing (10.5%), rubber (7.3%), and forestry and logging (5.6%). However, the value of gross 

fixed capital report declined to 1.0 percent due to adverse development in rubber and oil palm 

activities (Department of Statistics Malaysia, 2018). Once again, the oil palm grew 8.4 

percent slower in the third quarter of 2019 compared to the last quarter of 9.5 percent 

(Department of Statistics Malaysia, 2019b). This phenomenon may be related to the decrease 

in labor productivity per hour and labor productivity by employment in the second quarter of 

2019 (2.2% and 2.1%). 

 The poor performance of oil palm development can be attributed to the degree of 

employees‟ commitment. Owing to previous studies, organizational commitment often 

associated with positive behavior, such as having high level of job performance (Albdour & 

Altarawneh, 2014), job involvement, and job satisfaction (Abdallah, Obeidet, Aqqad, Al 

Janini, & Dahiyat, 2017) which directly contribute to increase organization performance. As 

mentioned by Kamaruddin, Abdullah, and Ayob (2018) job satisfaction found positively 

related to work outcomes, for instance increased work efficiency and productivity along with 

reduced absenteeism and turnover intentions. This shows commitment related to the needs of 
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satisfaction and achievement factors. According to Batau and Mohamed (2016) employees 

begin to perform below standard when job opportunities and benefits do not meet their 

expectations. The degree of organizational commitment has found significantly correlated 

with work opportunities such as promotion, development, and recognition opportunity 

(Cicekli & Kabasakal, 2017). 

 In view of worldwide, promotion opportunity is recognized as a crucial element to 

enhance an organization's reputation and success (Busari, Mughal, Khan, Rasool, & Kiyani, 

2017). Promotion is seen as an appreciation for hard work in achieving the needs of the 

organization by employees (Miles, Gordon, & Christine, 2013). However, careers plateau has 

become an essential issue in most organizations regardless of sector as organizational 

structure becomes more flatter (Hossain, 2018). In addition, the evolution of technology has 

made it worse by reducing the number of higher positions or professional teams (Kamlian, 

Mohammad Yaghoubi, Noori, Kaseb, & Jooyami, 2016). In accordance with the vacancies 

for skilled workers, namely managers, professionals, technicians, and associate professionals 

reported only 27.4 percent compared to semi-skilled (59.8%) and low-skilled (12.8%) 

employees (Department of Statistics Malaysia, 2019a). This proves most employees predicted 

to experience plateauing sooner or later. For all these reasons, employees will stay away from 

being attached to jobs and organizations which in turn increase turnover intentions and 

decrease organization productivity (Godshalk & Fender, 2015). 

 Additionally, female employees expected to experience plateau faster than male 

employees which is known as glass ceiling. According to Walsh, Fleming, and Enz (2016) 

most organizations lack on developing, retaining, and advancing female talent. Therefore, 

women often face obstacles to get equal opportunities because their main roles are more 

likely to fulfill family needs (Haimid, Rozana, & Abdul, 2016). Discrimination in 

employment opportunity directly decrease the number of women involvement in workforce 
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(Sakariyau & Ummu, 2017). This can be seen through the Malaysian labour force rate based 

on gender, the number of female workers is 6.11 million (39.1%) while the male worker with 

9.49 million (60.9%) for the second quarter of 2019 (Department of Statistics Malaysia, 

2019c). 

 To conclude, the oil palm sector plays important roles as the largest contributor in 

Malaysian‟s economy, but career plateau phenomena has affected the degree of productivity. 

This indicates plateauing may influence employees' commitment which in turn reduces the 

intention to remain motivated in meeting the organization goals. Thus, the current study will 

examine the relationship between career plateau and organizational commitment among 

employees in the oil palm sector. 

1.1 PROBLEM STATEMENT 

 Career plateau is a point where employees stagnate in the same positions without 

attaining any vertical or horizontal movement in their career life (Galhena & Liyanage, 

2013). In relation, plateau is acknowledged as a serious problem by any organization due to 

its potential adverse effects on individuals and organizations. According to Tharkude and 

Gankar (2018) career plateau has been used as antecedent to negative work outcomes namely, 

high stress rates, low satisfaction, withdrawal symptoms, poor performance, low 

organizational commitment, and increased turnover intention. As this issue is a vital concern 

to be addressed, thus the main purpose of present study is to understand the existing 

theoretical, methodological, empirical, and practical gaps in the context of career plateau in 

order to improve organizational commitment. 

 First and foremost, the labour productivity by hours for agriculture declined to 2.2 

percent from 3.0 percent in the second quarter of 2019. Labour productivity is driven by three 

main elements; physical capital, technology, and human capital development (Chappelow, 

2019). This reveals that human capital development is important to ensure employees 
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perform well in attaining organizational goals. The degree of employees‟ commitment will 

depend on how sufficient an organization manages the career development plan (Phipps, 

Prieto, & Ndinguri, 2013). This event is related to social exchange theory, where both 

employers and employees play major roles in achieving different interests (Cropanzano, 

Anthony, Daniels, & Hall, 2017). Social exchange theory refers to voluntary involvement of 

individuals which are motivated by the returns, and they are expected to perform another 

favor in exchange (Cook & Rice, 2006). However, plateaued employees remain committed to 

perform above standard despite the poor working opportunities. According to Omar, Anuar, 

Salleh, and Yaakop (2014) employees do not bother to be plateau as they have no choice but 

to experience it since plateau is an inevitable phenomenon. In relation to social exchange 

theory, an inadequate employment benefit is no longer a major contributor to reducing 

employees' commitment in fulfilling organizational goals. It shows the absence of promotion 

may no longer influence the degree of employees‟ commitment. Therefore, the present study 

aims to examine whether career plateau is significantly associated with organizational 

commitment. 

 Many existing empirical research found support for the correlation between career 

plateau and organizational commitment which in turn led to turnover intention (Hofstetter & 

Cohen, 2014; Xie, Xin, & Bai, 2016). There are certain studies found that career orientation 

practices change due to the plateau phenomena where employees rapidly move from one 

organization to another with aim to achieve career aspiration (Abdallah et al., 2017; 

Choudhary, Ramzan, & Riaz, 2013). An idea of inter-organization orientation becomes well-

known as employees refuse a lifetime career in a particular organization (Choudhary et al., 

2013). This is because employees who consider promotion as the primary indicator of career 

success will decide to quit if the organization is unable to provide promotion opportunities. 

For all these reasons, the issue of plateauing arises due to loss of a huge number of expertise 
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or manpower that has the greatest contribution towards the success of organization (Omar et 

al., 2014). 

 The plateauing becomes worse when it occurs among the leader in-group which may 

influence the team‟s productivity as a whole. According to Choudhary et al. (2013) managers 

known for their high job security also suffer plateau. Conner (2014) states that once 

influential plateau leaders are identified, the tendency for members‟ in-group to follow the 

same footsteps is high. These plateau leaders are not only performing below standard, but 

may exhibit negative undesirable work outcomes such as low satisfaction and high turnover 

intention. As a result, the attitudes and behaviors of in-group members will be driven by less 

responsible leaders. 

 More specifically, empirical studies have demonstrated that career plateau is 

significantly correlated to organizational commitment (Drucker-Godard, Fouque, Gollety, & 

Flanchec, 2015; Farooq & Tufail, 2017; Hossain, 2018). Nevertheless, there is an inconsistent 

result of predicting the impact of career plateau on employees‟ commitment (Omar et al., 

2014). After reviewing the literature, employees do not bother too much of being plateau as 

long as organization acknowledge their investment (Cicekli & Kabasakal, 2017) and pay their 

fairly (Omar et al., 2014). Therefore, this study attempts to link the direct relationship 

between career plateau and organizational commitment among employees in the oil palm 

sector. 

 Practically, Malaysian government is demanding to cut off low-skilled foreign 

workers in the oil palm sector. The country aims to reduce a huge number of foreign workers 

by around 130,000 employees in five years and at the same time hire more high-skilled local 

people (Bloomberg, 2019). Nageeb said local people still do not want to work in the 

plantation sector “even though the company provides housing, water supply, electricity, 

transportation and even cooking oil and rice” (Bernama, 2019). In fact, work opportunities 
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and additional benefits that have been offered by the firms are not attractive enough due to 

instability of income, no future and no entertainment (Mohammad Amizi, Abdullah, & Ali, 

2015). This clearly shows the perception of Malaysian that working in the oil palm sector has 

no future since there is a lack of career advancement intervention. The plantation company 

failed to meet the needs of local people and as a result, they refused to remain in such a 

sector. In short, the absence of a career development plan such as no clear policy on wages 

and career path can influence individual intention to work in one organization. Therefore, the 

current study attempts to indicate the relationship between career plateau and organizational 

commitment. 

 From a methodological perspective, most studies on career plateau have been 

conducted among managerial populations and there is a lack of research regarding solid 

citizens that represent a huge number of employees in organization (Badiane, 2016). There 

are a number of studies on career plateau that test the research hypotheses and draw 

conclusions based on a sample of top management or managers (e.g., Galhena & Liyanage, 

2013; Hossain, 2018). For that reason, these past findings may have a limited holistic view of 

career plateau in the workplace context among ordinary employees. Apart from that, 

Drucker-godard et al. (2015) argues that data collected from scholars may be significantly 

different from the data obtained from organizational personnel. For instance, studies of career 

plateau were found significant among scholars (Drucker-Godard et al., 2015), but plateaus 

were found to be not significant in the studies among nurses (Omar et al., 2014). Thus, a 

study of career plateau and organizational commitment among the oil palm employees is 

important because the results of previous studies are inconsistent due to different populations. 

 In addition, career plateau has received little observation and attention in the literature 

lately (ShakilaDevi & Basariya, 2019). Thus, a current study is needed to improve the body 

of knowledge for better work outcomes. Besides, the majority of previous studies explore the 
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concept of career plateau objectively which categories employees who remain in the same 

position for more than 5 years in a particular organization as plateau (Omar et al., 2014). The 

concern is the results of analysis may be invalid which leads to inaccurate findings. 

Therefore, the current research instrument has used two approaches namely objective and 

subjective career plateau to gather information from respondents. Overall, this study aims to 

investigate the link between career plateau and the three-component of organizational 

commitment. 

1.2 OBJECTIVE OF STUDY 

1.2.1 General objective 

The main objective of this study is to examine the relationship between career plateau and 

organizational commitment among employees in the oil palm sector. 

1.2.2 Specific objective 

The several specific objectives are identified in this study and are as follows: 

a) To identify the relationship between hierarchical plateau and affective commitment. 

b) To identify the relationship between hierarchical plateau and continuance 

commitment. 

c) To identify the relationship between hierarchical plateau and normative commitment. 

1.3 RESEARCH HYPOTHESIS 

The hypothesis for this study as stated below: 

Ha1: There is a significant relationship between hierarchical plateau and affective 

commitment. 

Ha2: There is a significant relationship between hierarchical plateau and continuance 

commitment. 

Ha3: There is a significant relationship between hierarchical plateau and normative 

commitment. 
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1.4 CONCEPTUAL FRAMEWORK 

Figure 1 presents the conceptual framework of this study which comprises the element of an 

independent variable and dependent variables. 

 

 

 

 

 

 

 

 

 

 

  

Figure 1. Conceptual framework of the connection between career plateau and organizational 

commitment. Adapted from "Effect of structural/ content career plateaus on job involvement: 

Do institutional/ occupational intentions matter?", by T. W, Su, J. H. Kuo, Y. H. Cheung, C. 

Z. Hung, S. H. Lu, and J. W. Cheng, 2017, Universal Journal of Management, 5(4), p.191. 

1.5 DEFINITION OF TERMS 

The definition of terms is divided into conceptual and operational definition: 

1.5.1 Career plateau 

a) Conceptual definition: According to Hossain (2018) career plateau is a point in one‟s 

career life where the chance of promotion is low. A plateau can be defined as a stage in 

one‟s career where one feels the likelihood of future promotion is low and does not feel 

challenged due to lack of new job duties (Tharkude & Gankar, 2018).  

b) Operational definition Career plateau refers to employees who remain working in the 

same position with similar job scope for five years and above. 
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1.5.2 Hierarchical plateau 

a) Conceptual definition: According to Conner (2014), hierarchical plateau is known as 

structural plateau which refers to the likelihood of vertical movement within an 

organization is limited due to few opening positions or criteria are difficult and complex 

to attain those positions.  

b) Operational definition: Hierarchical plateau is defined as the point in a person‟s career 

where an individual feels little opportunity for further vertical movement in a particular 

organization. 

1.5.3 Organizational commitment 

a) Conceptual definition: Organizational commitment is defined as strong belief in the 

goals and values of organizations and willingness to makes significant effort on behalf 

of organization (Drucker-Godard et al., 2015). 

b) Operational definition: Organizational commitment is defined as the degree of the 

engagement between employee and organization that influences the decision to 

continue or discontinues the organizational membership among the employees. 

1.5.4 Affective commitment 

a) Conceptual definition: Affective commitment refers to an individual‟s emotional 

attachment and feelings to connect with an organization (Voigt & Hirst, 2015). 

b) Operational definition: Affective commitment reflects an emotional attachment to 

continue as a member of an organization. 

1.5.5 Continuance commitment 

a) Conceptual definition: Continuance commitment reflects a willingness to continue 

working with the organization as it considers the costs of leaving (Phipps et al., 2013). 

b) Operational definition: Continuance commitment refers to a sense of losing the job 

benefits due to stop working in a particular organization. 
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1.5.6 Normative Commitment 

a) Conceptual definition:  Normative commitment is a reflection of moral obligation to 

remain as an organizational member (Ogunyemi, 2018). 

b) Operational definition: Normative commitment refers to the feelings of obligation to 

continue in an organization. 

1.6 SIGNIFICANCE OF STUDY 

This research has contributed to three main aspects namely the body of knowledge, 

organizations, and human resource practitioners. 

1.6.1 Significant to body of knowledge  

The significance of this research to the body of knowledge is to enrich the current 

information on career plateau and organizational commitment. Throughout this study, 

employers will understand the impact of career stagnation on organizational productivity. 

Organization becomes more sensitive about career aspiration by providing promotion in 

relation to improve employee job performance. Thus, this study can be a guideline for 

management to design strategic solutions to deal with the adverse effects of career plateau. 

On the other hand, this research can enhance employees understanding about career plateau 

phenomena in the workplace context. Employees can learn how to manage their career path 

before reaching plateau by participant in career development programs to continue learning 

new skills and knowledge. For that reasons, employees will remain committed to meet 

organizational goals as they personally develop even the chances to move vertically is low. 

Apart from that, the concept, theories, and models which has been used in this study 

can enhance the understanding of researchers and readers regarding career plateau. The 

conceptual discussion about variable will contributes to knowledge how plateauing can 

emerge due to structural and economy changes. Meanwhile, the theories and models will 

contribute to better insight on how career plateau is related to organizational commitment 
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which led to influence turnover intention. In short, this research will provide in-depth 

information on how career plateau associated with organizational commitment. 

1.6.2 Significance to organization 

 In addition, this present study can be a guideline to improve promotional policies and 

procedures. The policies should include particular criteria which will determine the employee 

is eligible for promotion and it must be written in the employer's handbook. For the 

procedure, the organization should present and communicate the steps on how to apply for a 

higher position as soon as job openings are available. Therefore, employees will know which 

areas need to be improved so that they entitled to higher positions. On the other hand, this 

research aims to warn employers to be fair in carrying out promotion policies where it cannot 

bias towards employees in certain age and gender. Hence, employees will remain committed 

as employers realize their needs for career achievement. 

 In short, the findings of this research can be used as basic knowledge to improve 

organizational policy which may help organization to sustain competitive advantages. By 

referring to policy, organization can create a strategic plan regarding career development 

program which aid to increase organizational commitment. As a result, the effective career 

plan may assists employees to maintain commitment as a way to repay organization effort on 

providing development opportunities. 
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1.6.3 Significance to Human Resource Practitioner 

 Lastly, this study is important for Human Resource Practitioner (HR practitioner) to 

understand the relationship between career plateau and organization commitment. This is 

because HR practitioners play an important role in managing career advancement among 

employees. Throughout this study, HR practitioners may be able to identify plateau workers 

earlier and assist them manage career path by conducting job enlargement and job rotation. In 

conclusion, HR practitioners will be able to demonstrate effective ways to improve career 

advancement interventions in order to help the employees capture their role in the workplace. 

1.7 CHAPTER SUMMARY 

 This chapter is essential to provide basic knowledge of the variables in the study. In 

general the objective of this research is to identify the relationship between career plateau and 

organizational commitment among employees in the oil palm sector. The result of this study 

will determine whether the research objective and research hypothesis is accepted or rejected. 

Next chapter will discuss the conceptual of variables and provide better insight on related 

theoretical and empirical evidence according to literature review.  
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 INTRODUCTION 

This chapter discovers the concepts of variables, the related past finding of variables, 

the models for each variable and chapter summary. The concepts of variables provide abstract 

ideas of career plateau and organizational commitment that reflect independent and 

dependent variables. The discussion of related previous studies shows the correlation of 

variables in past findings. Then, models are used as guidelines and chapter summary will 

wrap up the major principle of variables. To conclude, literature review is an important 

chapter that captures a clear picture of the research as a whole. 

2.1 DISCUSSION ON CONCEPTS OF VARIABLES 

2.1.1 Concept of career plateau 

A plateau means the point in a career life where the possibility of additional 

hierarchical promotion is low (Ference, Stoner, & Warren, 1977). This statement is supported 

by Hossain (2018) and Ongori and Agolla (2009) that define career plateau as the likelihood 

of further promotion is limited. Gerpott and Domsch (1987) describe career plateau as the 

point in one‟s career which represent discontinue of both lateral and upward movement 

between occupations. Besides, job plateau also refers to the position by which a person finds 

the work boring and has no opportunities to learn new skills (Lee, 1999). On the other hand, 

the length of service is used as measurement to predict plateaued employees (Choy & Savery, 

1998). The employees can be said to be plateaued after working in the same position for a 

long time. As mentioned by Omar et al. (2014) plateau employees remain in the same 

position and still perform a similar job scope for five years or more. To conclude, plateaued 

employees refers to someone who has low promotion opportunities in future within an 

organization. 
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Job plateaus are a natural consequence of the way an organization shaped their 

business strategy (Ference et al., 1977). The changes of the business environment such as 

downsizing and restructuring have affected huge numbers of employees to compete for fewer 

promotion opportunities, plus flat organizational structure has led to widespread career 

plateau in most organizations (Tharkude & Gankar, 2018). Yet, a slowdown in business 

activities and the increases of educated people with high career expectations has caused some 

serious issues to appear in career management (Gerpott & Domsch, 1987). This phenomenon 

would reduce the number of managerial levels and even only 1 percent of employees are 

expected to reach the top of the organization hierarchy and others would experience plateau 

(Bardwick, 1986). 

Nevertheless, career plateau not only occurs due to organizational plateauing where 

the management does not have any available position in higher levels of management. 

Plateauing also can occur when an employee‟ skills and abilities do not align with the job 

requirements and the employee chooses not to pursue career advancement (Stout, Slocum, & 

Cron, 1988). Therefore, Bardwick (1986) distinguishes three types of plateaus which are (a) 

structural or hierarchical plateau, (b) content plateau, and (c) life plateau, because each 

plateau may have different antecedents and outcomes. 

2.1.1.1 Structural or hierarchical plateau 

(Burke, 1989) defines structural plateau as the end of promotions in the organization 

hierarchy. It means the cessation of vertical career progress within an organization (Salami, 

2010). This situation occurs due to unstable economics, organization structure changing, 

higher education systems growth, and diversity that have caused the promotion competition 

to become more intense (Weiner, Remer, & Remer, 1992). Economics do not keep pace, thus 

it negatively affects organizational structure by which many corporate downsizing, 

restructuring, mergers, and reorganizations their business as a way of cutting costs to remain 
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survive (Choy & Savery, 1998). For that reason, the organization structure becomes flatter 

which may reduce the numbers of management levels. According to Conner (2014) even 

talented employees experience plateauing due to little upward movement as well the criteria 

to reach higher positions is strict and complex. Besides, the organization may feel the 

employees are too valuable to relinquish their current position due to difficulties to get 

replacement causes them to face plateauing (Maimunah, 2008).  The worst scenario occurs 

when the growth of higher education systems and diverse phenomena have drastically 

reduced the possibility of career advancement among employees (Weiner et al., 1992). In 

fact, hierarchical plateau is unavoidable phenomena because the organization structure is 

pyramidal meaning that the number for higher positions is small. To conclude, most of the 

employees would experience hierarchical plateau even if they are capable enough for the job, 

still the opportunity for vertical movement is low due to fewer number of higher positions. 

2.1.1.2 Content Plateau 

Bardwick (1986) defines content plateau as results when one knows their job too well 

and becomes bored to perform their current position. This statement supported by Godshalk 

and Fender (2015) content plateau is a situation where the employees perform their job 

proficiently, regardless of being trapped in a similar job routine. The employees appear to be 

no longer challenged by their work duties and responsibilities (Salami, 2010). Content 

plateau may occur due to structural plateau. The employees would experience job content 

plateau after remaining in the same position for a long time with no growth opportunities 

(McCleese & Eby, 2006). The decreased rate of promotions has forced employees to stay in 

the current position meaning that they obviously mastered all of their tasks but unable to 

move forward (Weiner et al., 1992). Yet, this type of plateau is controlled by employees 

rather than hierarchical plateau or organization‟s function. According to Maimunah (2008) 

content plateau may happen among employees who do not perceive current job as primary 
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source of income or may be the secondary occupation in the family. To summarize, content 

plateau means task stagnation where the employees have mastered bulk of job tasks. 

2.1.1.3 Life Plateau 

Bardwick (1986) describes life plateau as results when committed individuals begin to 

feel unsuccessful in their work and this spreads to feel trapped in life. In other words, 

personal plateau means a feeling of being stuck or trapped in overall life roles (Salami, 2010). 

Life plateauing can be categorized into two forms. First, the employees have no sense of 

direction, responsibilities, motivation and enthusiasm to do work chores (Maimunah, 2008). 

According to Samiei and Salavati (2015) life plateaued employees are often forced to fulfill 

assigned tasks. This means the employees have no interest in climbing the ladder and making 

themselves known to the organization. Second, the organization realizes the employee is 

incapable to perform higher level-position because of a lack of skills (Burke & Mikkelsen, 

2006). In conclusion, personal plateau occurs when organizations notice employees desire not 

to be promoted or due to some personal deficiency that shows their not fit towards the 

position. 

2.1.2 Concept of organizational commitment 

Mowday, Steers, and Porter (1979) defines organizational commitment as the 

resilience of an individual‟s identification and involvement within an organization. 

Organizational commitment has been characterized by three psychological factors; (a) 

determination to remain in the organization, (b) a willingness to do great work on its behalf, 

and (c) to trust and accept its goals and values (Mowday et al., 1979). In other words, the 

decision to involve one's interest to stay in the organization, while the decision to perform 

well reflects one‟s desire to work hard on behalf of organization and to believe organization 

vision and mission means to accept organization goals and values (Mayer & Schoorman, 

1992). According to Çoğaltay (2015) organizational commitment includes qualifications such 
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as the employee‟s willingness to remain in the organization, the standard of their relationship, 

and the absorption of their aims, loyalty, endeavors, and interest. To be more specific, 

organizational commitment is human behavior and attitude in particular organizations (Batau 

& Mohamed, 2016). However, from a societal standpoint, committed employees would 

contribute to productivity and economic growth, while from an individual view, to which 

extent committed workers are given better compensated or have better career opportunities 

(Marsden, Kalleberg, & Cook, 1993). Thus, Allen and Meyer (1990) extend the 

conceptualization of organizational commitment that comprises three components: (a) 

affective commitment, (b) continuance commitment, and (c) normative commitment. 

2.1.2.1 Affective commitment 

Affective commitment is an emotional attachment to the organization such as being 

strongly committed as an organization's member (Allen & Meyer, 1990). Affective 

commitment occurs when employees fully integrate the organization goals and values 

(Starnes & Truhon, 2006). As stated by Aydin, Sarier, and Uysal (2011) affective 

commitment is a belief in achieving the goals and values of the organization, a willingness to 

take action on helping an organization achieve its goals and an interest to remain 

organizational membership. All things considered employees desire to maintain a member of 

an organization owing to emotional attachment and involvement with a particular 

organization (Ghosh & Swamy, 2014). According to Voigt and Hirst (2015) the employees 

with a high degree of commitment are less likely to quit because they feel positively attached 

to the organization. In short, an individual with strong affective commitment is motivated to 

maintain performance due to a trust in and acknowledgement of organizational vision and 

mission and desire to work hard on behalf of organization (Mayer & Schoorman, 1992). 
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2.1.2.2 Continuance commitment 

Continuance commitment is view as the need to remain as an organization's member 

resulting from recognition of the costs that are associated with leaving (Mayer & Schoorman, 

1992). In general, continuance commitment related to cost, benefits, personal relationship and 

any other alternative that motivates them to remain in the organization (Badiane, 2016). 

These individuals would put maximum effort if the rewards such as salary and benefits match 

their expectations. As stated by Starnes and Truhon (2006) continuance commitment emerges 

when individuals foster their connection with the organization based on what they receive in 

return for their efforts and what they would lose if quit. They spend time and energy to 

master the job scope with the expectation that the organization would pay their investment 

(Allen & Meyer, 1990). The employees with high levels of continuance commitment feel the 

need to remain with the organization because they are aware of the costs of leaving the 

organization (Nasr, 2012). To summarize, continuance commitment is a consideration of 

costs and benefits that influence the employees‟ organizational membership (Meyer & Allen, 

1991). 

2.1.2.3 Normative commitment 

Meyer and Allen (1991) describe normative commitment as a sense of obligation to 

remain in a particular organization. Normative commitment occurs when desire to maintain 

organizational membership due to a feeling of responsibility, which comprises a sense of debt 

to a superior, colleagues, or company as a whole (Ghosh & Swamy, 2014). This is because 

normative commitment can be developed by organization through „rewards in advance‟ or 

involves significant costs in offering employment (Meyer & Allen, 1991). Thus, the 

normative employees would consider others' thoughts and reactions before making a decision 

to leave the organization (Badiane, 2016). These employees also value standards of social 

norms or behavior, namely formality, obedience, and cautiousness (Starnes & Truhon, 2006). 
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On the other words, normative commitment is driven by values such as loyalty and merit 

rather than rewards and punishment (Çoğaltay, 2015). To conclude, normative commitment is 

an individual ought or moral obligation that makes them remains in their current workplace 

(Aydin et al., 2011). 

2.2 DISCUSSION ON PAST RELATED FINDINGS 

2.2.1 The relationship between hierarchical plateau and affective commitment 

 A plateau is known to be associated with negative work-related reactions such as 

reduced work performance and work satisfaction (Gerpott & Domsch, 1987). For example, 

Nicholson (1993) found that plateau has potential to cause dissatisfaction among managers 

and dysfunctions in organizations. A study of career plateau among police officers has been 

conducted to examine the effects on job satisfaction, stress level, and turnover intention 

(Burke, 1989). The findings show that plateaued police officers are associated with negative 

working conditions such as greater work stress, job dissatisfaction, and greater turnover 

intention. It is clear that plateauing has correlation with negative work experiences and 

outcomes. By the time employees eventually experience a plateau, they begin to spend longer 

time in their current position which makes them frustrated by not growing in advance. Hence, 

plateaued employees will feel less job satisfaction and express less commitment towards their 

career. 

An empirical study of managers has been carried out to examine the effect of career 

plateau on the work attitudes (Tremblay, Roger, & Toulouse, 1995). The result shows work 

satisfaction highly correlated with career plateau, thus the attitudes and behavior become 

more negative over time as they perceive fewer opportunities for development. The 

employees less likely to consider their job offer autonomy, variety, or challenges once they 

attain job plateau. Therefore, an organization is encouraged to promote job enrichment to 

prevent the feelings of being plateaued among employees (Tremblay et al., 1995). An 
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employee who experienced a movement is more likely to have better work performance that 

links to career success. In other words, employees believe job enrichment can increase their 

chances to obtain variety skills for personal development which may lead to experience 

career success despite being plateaued. 

Furthermore, a study about the impact of career plateaus on performance, work 

satisfaction, and commitment has been conducted by Nachbagauer and Riedl (2002). The 

outcomes found plateau negatively connected with performance, satisfaction, and 

commitment if employees cannot further their career plan. In many cases, plateaued 

employees become aware of their condition when the organization is unable to fulfill career 

expectations. Career promises have led to disillusion and later poorly affect satisfaction and 

commitment. The worst situation occurs when employees need to remain in the same job and 

task for the rest of their career life. So, the organization must enact a flexible career system 

where not only enforce vertical development but also horizontal movement such as job 

rotation, task variety, and work in project (Nachbagauer & Riedl, 2002). This dual ladder is 

important to increase commitment because the horizontal hierarchy offers special ranks, 

tasks, rewards, power, and freedom at work. For all these reasons, employees may experience 

career progress by developing personal resources. 

Badiane (2016) had studied the relationship among career plateauing, organizational 

commitment and organizational citizenship behavior on expatriates in Taiwan. The results 

show hierarchical plateau and content plateau are significantly and negatively associated with 

affective commitment, but not continuous commitment. However, plateauing is found not 

significantly related to organizational citizenship behavior. It turns out career plateau causes 

uncertainty in the job role. Employees appear to experience ambiguities over what goals they 

should pursue in their career and they also seem to not understand the job scope. Role 

ambiguities occur due to unclear career management in helping employees to sustain 
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development and competitiveness. As a result, employees show lower commitment because 

their current position is lack of challenge and satisfaction. Thus, career development 

interventions such as job design, job enrichment, and job rotation should be applied as a way 

to prevent employees feeling trapped with the same job duties which may poorly affect 

commitment and performance (Badiane, 2016). 

A research about the correlation between Spector‟s nine job satisfaction facets 

(supervision, nature of work, communication, contingent reward, co-worker, fringe benefits, 

payment, promotion and procedures) and organizational commitment has been carried out in 

ICT-SME Malaysia (Valaei & Rezaei, 2016). The findings of this study reveal only 

promotion is positively associated with all aspects of organizational commitment (affective, 

continuance, and normative commitment). Employees will feel satisfied when organizations 

offer promotion based on their efforts by which it needs to align or greater than other 

organizations. For instance, stand a fair opportunity of promotions for those employees who 

perform well on the job. By this point, promotion would provide chances for individual‟s 

development to improve social position and increase responsibilities in an organization. 

Thereby, employees will produce good behavior such as high levels of motivation, 

satisfaction, and performance. In contrast, the absence of promotion opportunities may 

negatively affect employees' commitment. 

Other than that, Junaid and Muhammad Saqib (2016) had studied the relationship 

between affective commitment and subjective career success among academic in private 

sector. The results show there is a significant and positive correlation between affective 

commitment and subjective career success. This study indicates affective commitment has 

driven by career satisfaction. Commitment can be developed if the organization is able to 

provide needs that affect employees‟ satisfaction such as better salary, power, and promotion. 

Thus, the employees will evaluate the job benefits to measure career success. For all these 
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reasons, the positive relation between affective commitment and subjective career success 

will depend on satisfaction factors. In short, employees will remain committed to 

organization in order to achieve career success through rewards and benefits. 

Last but not least, insufficient rewards are known as the major reasons for employees‟ 

dissatisfaction and intention to quit their current organization. A study about the effect of 

recognition and promotion on employee‟s job satisfaction has been conducted by Nanle, 

Ozioma, and Kelechi (2018). The findings found recognition and promotion have a positive 

significant effect on job satisfaction. The working capacity and job satisfaction will increase 

when organizations recognize and acknowledge employees in regards to their identification. 

Recognition is an essential requirement that alters employees‟ motivation and satisfaction 

where compensation and benefits cannot be the sole motivator. In addition, employees will be 

highly satisfied with their promotion opportunities if rewards align with their investment and 

contribution. Promotion will give employees a chance for advancement and growth in their 

current workplace which consequently enhances job satisfaction. To summarize, employees 

will be fully motivated if their needs such as recognition and promotion are met. 

In conclusion, plateaued employees will not only show negative work attitudes and 

behaviors but also be poor in terms of work productivity. When employees experience 

plateau, they will lose direction due to unclear career advancement within an organization. 

Thus, they could not foster emotional attachment and begin to isolate themselves because the 

organization failed to manage workforce development. In the end, hierarchical plateau may 

negatively influence affective commitment if organizations do not take precautions in early 

stages of plateau. 
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2.2.2 The relationship between hierarchical plateau and continuance commitment 

 Stout et al., (1988) stated employees became less marketable and had lower 

promotional aspirations when they reached plateau. Additionally, plateauing may turn 

employees to be less concerned about career problems, having intention to leave the firm and 

lowering organizational commitment. Yet, employees will continuously work despite being 

plateaued because they feel it would be too costly for them to leave (Allen & Meyer, 1990). 

The reason is another organization may not be able to match the overall benefits that 

employees receive in the current organization. In short, employees would remain committed 

to the firm based on what they are receiving in return for their efforts such as wages, rewards, 

and benefits (Starnes & Truhon, 2006). 

 Mayer and Schoorman (1992) have tested a two-dimensional model of organizational 

commitment that comprises continuance commitment and value commitment. The findings 

found continuance commitment highly correlated to turnover than value commitment. The 

probability for employees to leave their job involves the costs and benefits as organizational 

membership. There are too many options to be considered before leaving an organization by 

which it may interfere with their personal life. Most employees decide to continue working 

because quitting the job will give a big impact towards cost of living. Therefore, employees 

do not even bother for being plateau as long as the organization has provided a fair return to 

their effort. 

 Nevertheless, plateaus are often associated with negative work attitudes. A study 

about hierarchical plateau as moderator between the relationship between job content plateau 

and work attitudes has been examined by McCleese and Eby (2006). Results show job 

content plateau employees have greater job satisfaction and organizational commitment 

towards organization if they are not experiencing hierarchical plateau. It appears those 

employees that experience role ambiguity and hierarchical plateau are more likely to display 
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negative work outcomes. Role ambiguity may increase role overload since employees are 

unclear about their job identification which leads to dissatisfaction. The worst situation when 

employees even also experience hierarchical plateaus by which they do not perceive any 

opportunity for upward advancement. For all these reasons, employees will feel a heavy 

workload and lack of challenges on the job due to unclear job identification and no 

advancement opportunity. In order words, employees will feel a sense of career satisfaction 

when work demands balance with career development. 

Besides, job involvement is known as the most effective instrument for improving 

employees‟ productivity by increasing employee participation and commitment (Tariq, 

Farooq, Aisha, Muhammad, & Syed, 2011). A research about job involvement as predictor of 

employee commitment highlights a significant and positive relation towards affective 

commitment, continuance commitment and normative commitment (Tariq et al., 2011). This 

proof that those organizations that practice job involvement culture may develop employees 

with greater commitment. This is because job involvement and organizational commitment 

both related with recognition of employees towards their job experience (Chughtai, 2008). 

This means a positive work behavior would appear if an organization keeps employees 

involved in their work and regularly acknowledges their efforts. For instance, organizations 

provide better benefits such as wages, promotion opportunities and advance rewards as a 

token of appreciation for employees' contribution. In short, employees may be highly 

committed if organizations do not neglect their efforts to keep participants in their jobs. 

Drucker-godard et al. (2015) had studied the impact of subjective career plateau on 

job satisfaction and commitment among academics in French Universities. First, findings 

found career plateau negatively affects job satisfaction by which the scholar feels lower 

satisfaction due to little or no opportunity for future development. Second, results reveal a 

significant and negative correlation between subjective plateau and two elements of 
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organizational commitment (affective commitment and normative commitment). The 

scholars feel less emotional attachment and do not sense job obligation in their university. On 

the hand, subjective plateau found positively influences continuance commitment. Those 

scholars who feel plateaued still prefer to keep their jobs despite poor wages and lack of 

advancement. The major reasons scholars decide to stay is they have job security and 

freedom in teaching. Yet, the scholars also do not see other attractive jobs because they are 

aware the current occupation provides better benefits compared to the private sector. For all 

these reasons, employees may remain committed despite being plateaued as long as the 

organization is able to provide better rewards and benefits than other organizations. 

A research about the opportunity model of organizational commitment found 

promotion had no correlation with organizational commitment, while development 

opportunity and recognition opportunity show position relation toward commitment (Cicekli 

& Kabasakal, 2017). Employees become aware that fewer promotion chances occur because 

of downsizing and delayering in organizations. Since plateau is unavoidable phenomena, 

employees used lack of hierarchical movement as an opportunity to re-orientate their career 

path by putting values on job variety and job involvement. In other words, employees may be 

substituting promotion for other resources such as opportunity for recognition and 

development. Therefore, organizations can create several opportunities for employees‟ 

development and recognition instead of struggling to offer promotion opportunities (Cicekli 

& Kabasakal, 2017). For instance, provide chances for employees to sustain with new 

developments related to job skills and talents. Then, acknowledge employees efforts by 

giving recognition opportunities such as visibility, personal attention, and feedback from top 

management. 

On the other hand, Farooq and Tufail (2017) have conducted a study to examine the 

effect of career plateau on organizational commitment and job performance. The results show 
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that career plateau is significantly and negatively linked to both organizational commitment 

and job performance. Yet, organizational commitment found mediates the relation between 

career plateau and job performance. It highlights that employees‟ performance and loyalty 

depend on promotion policy. The worst condition is employees acknowledge a career plan for 

promotion is due and promotion does not happen, then it noticeably affects the degree of 

organizational commitment and job performance. This reveals that less opportunity of 

promotion and uncertainty of future jobs will lead to decreased employee commitment. 

Therefore, organizations urge to redesign recruitment policy, evaluation and reward system, 

and training program as a way to enhance organizational commitment and job performance 

(Farooq & Tufail, 2017).  

A most recent study by Hossain (2018) indicates similar findings that show plateau 

negatively associated with job satisfaction and organizational commitment, while job stress 

and turnover intention positively connected to career plateau. This results state career plateau 

may trigger poor job satisfaction, low level of organizational commitment, and higher rate for 

both turnover intention and job stress. Again, it is also found that organizations without a 

proper policy for promotion obviously had poor performance and commitment. As a result, 

employees would not be satisfied with career progress which may lead to frustration and job 

stress. Then, employees decide to leave the organization in order to obtain greater job 

experience that engage with continuous learning, development and challenges. 

Last but not least, employees may be highly committed because leaving the 

organization will cost a lot. The plateaued employees will substitute promotion chances to 

other resources such as additional or special benefits as motivators to keep performing well. 

This type of employee more likely perceives the costs of leaving as losing an achievement 

because other firms do not provide greater benefits same as the current organization.  In 

short, hierarchical plateau may positively influence continuance commitment if employees 
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observe lack of upward movement as positive experience to improve their skills and talent, 

yet recognize other rewards as key to sustain competitiveness in organization. 

2.2.3 The relationship between hierarchical plateau and normative commitment 

In general, plateau is generated by the intention for advancement opportunities for 

upward mobility which predicted to be problematic issues for organizations (Nicholson, 

1993). A study by Mat Sani, Maimunah, Jegak, and Raduan (2006) show subjective career 

plateau significantly and positively correlate to turnover intention and negatively relate to job 

satisfaction, organizational commitment, job involvement and work outcomes. Additionally, 

job performance found moderate the relationship between career plateau and work outcomes. 

The result discovered that job performance may be an efficient strategy for employees who 

perceive vertical movement as a crucial milestone in their career. A relevant intervention to 

expand job performance is strategic training and retraining, job restructuring, job rotation and 

job enrichment (Mat Sani et al., 2006). In this stage, plateau employees could learn and equip 

themselves with new knowledge and skills for a better career path. Hence, a plateau can be a 

stable period to regain and digest new insight by which employees found less likely to 

experience frustration and dissatisfaction. 

Lentz and Allen (2009) have investigated the relationship between mentoring, 

perceptions of occupational plateau, and work-related attitudes. First, results reveal 

individuals with a high level of career plateau demonstrate less job satisfaction, less affective 

commitment, and higher intention to quit. Second, mentoring found moderate the negative 

effect of career plateau on work outcomes. It turns out mentor experience and psychological 

mentoring is linked to positive work attitudes and behaviors. This is because mentoring may 

serve as a coping response for negative outcomes that associate to the job plateau. To some 

extent, mentoring can provide positive support to protégés mitigates the negative effects 

connected to job content plateau and improve mentor occupation attitudes. In short, a 
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successful mentoring program not only produces positive attitudes and behavior among 

mentors, but also influences protégés performance. 

Besides, Nasr (2012) reports affective commitment is negatively linked to stress, 

while continuance commitment and normative commitment is positively associated with 

stress. The second result shows affective commitment and continuance commitment has no 

correlation with career path, and only normative commitment reveals a negative connection 

to career path. A negative relationship appears between normative commitment and career 

path due to a greater rate on loyalty. Employees are less likely to change career paths if they 

feel an obligation towards people in a particular organization. It demonstrates that normative 

commitment is fostered based on psychological agreement between employees and 

organizations which turn in to gain trust on both parties as their mutual obligations (Nasr, 

2012). For that reason, employees will remain committed to their current position as they 

thought it is their responsibility. 

A study about the relationship between hierarchical plateau and turnover intention 

among nurses in public hospitals in Peninsular Malaysia has been examined by (Omar et al., 

2014). In this study, employees who have worked over 5 years for the same position within 

an organization are classified as plateauing. The finding reveals hierarchical plateau is not 

significantly linked to intention to quit. New insight is found that employees realize 

plateauing phenomenon is unavoidable and have no choices but to accept job stagnation. 

Apart from that, finding another career in the job market is quite difficult whereas employees 

do not bother too much about being plateaued. In addition, employees prefer a fair 

compensation and benefits system as a satisfaction factor. Therefore, plateau employees 

decide to remain in certain professions as long as they are being treated equally in terms of 

paid and rewards. 
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Nevertheless, a research made by Xie et al. (2016) found hierarchical plateauing 

positively connected to the turnover intention at the career establishment stage. The results 

show that hierarchical plateau negatively affects job satisfaction, thus turning to increase the 

intention to leave among employees. Yet, hierarchical plateau can be effectively managed if 

the role of fit between individual and work environment (Xie et al., 2016). This is because 

person-job fit can overcome the adverse responses of plateau and turnover intention. In other 

words, employees are more likely to feel job satisfaction when the job naturally aligns with 

their personality and characteristics. So, employees will not be concerned about plateau 

because of their passion on continuing their career. 

Last but not least, Ogunyemi (2018) had conducted a study among Nigerian bank 

workers to determine the role of organizational justice and intention to quit in career plateau 

and work attitudes. The results showed career plateau significantly impacted on job 

satisfaction and organizational commitment whereas organizational justice and turnover 

intention reported moderate the relationship. Fairness in an organization may positively 

influence the connection between career plateau and work attitudes. Otherwise, unfair 

promotion policies will negatively affect the low degree of job satisfaction and organizational 

commitment, which in turn increase turnover intention. Thus, management should treat 

employees‟ equally in terms of opportunity as a way to increase positive work outcomes.  

To conclude, hierarchical plateau is found significantly related to normative 

commitment. Normative commitment usually grows based on the effort or investment that 

organization has provided towards employees. The advance benefits would develop the 

feeling of obligation because employees begin to ought that it is their responsibility to return 

back the organization‟s contribution. In short, plateau employees may remain committed if 

they retain a good relationship with an organization. 
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2.3 DISCUSSION ON RELATED THEORY 

2.3.1 A Model of Managerial Career 

Ference et al. (1977) had proposed “A Model of Managerial Careers” to categories 

managerial career status to be promoted in future. This will involve individual performance in 

their current position and how much management recognizes their efforts in fulfilling duties. 

Then, the individual will be classified according to the likelihood is “high” or “low” for 

upward mobility. As can be seen in table 1, this model comprises the four principal of career 

states, namely learners, stars, solid citizens, and deadwood. 

Table 1  

A Model of Managerial Careers 

Current 

Performance 

Likelihood Future Promotion 

Low High 

High 

Solid citizen 

Stars Organizationally 

plateaued 

Personally 

plateau 

Low 
Deadwood 

(Ineffective Plateaus) 

Learners 

(Comers) 

Note. Retrieved from "Managing the career plateau" by T. P. Ference, J. A. F. Stoner, and E. 

K. Warren. 1977, Academy of Management Review, 2(4), p.603.  

Firstly, learners or comers mean an individual that had high chances for advancement 

but performed below standard. This group of people is known as trainees or newcomers who 

still learn about present occupations and may not be attached with organization‟s norms. Yet, 

this principle applies to a longer service manager that has been promoted to a new position 

which they are not yet familiar with. In general, comers are required to learn new knowledge 

and skills in order to master job scope. 
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Secondly, stars can be defined as someone that performs outstanding work and has 

high possibility for vertical movement. They reported to have a clear career path and always 

on a fast track. These stars expected to receive a lot of attention from organization to 

participant in development program and managerial discussion. Stars are known as experts 

not only among management but other employees as well. In short, this type of employee 

probably will receive most of the rewards and still keep momentum to perform excellent jobs. 

Thirdly, deadwood is an individual that has low potential in career advancement and 

their performance falls into unsatisfactory levels. This group of people is having difficulties 

with several reasons whether due to motivation, ability, or personal problems. The deadwood 

was reported in small groups in most organizations but could jeopardize the overall quality of 

organization. As a result, management often provides special treatment to improve 

performance or consider dismissing them if there is no growth. 

Lastly, a solid citizen is probably the largest group of people that are able to perform a 

bulk of tasks within an organization. The solid citizen‟s current performance is rated as 

satisfactory to outstanding, but they are reported to have little chances for advancement. 

These people fall into two subgroups which are organizationally plateaued and personally 

plateaued. The definition of organizationally plateau is someone that is capable of performing 

well in a higher position but unable to do so because of a lack of job openings. Meanwhile, 

personally plateau is someone that is still seen lacking in ability to hold a higher level job by 

organization or has no desire to move upward. To some extent, management effort and 

research are not often focusing on them. 

To conclude, the solid citizens and the deadwood are plateau employees where the 

solid citizen is effective plateaus and deadwood is ineffective plateaus. Both of these 

principles informed experience less satisfaction in advancement and less marketability 

compared to other groups (Burke, 1989). Maimunah (2008) mentioned that organizations 
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should not neglect solid citizens to develop with challenging tasks because it may de-

motivate them to become ineffective. So, solid citizens could slip into the deadwood category 

which may lead to negative impact to organization. This is because plateaued employees 

reported to have poor attitudes and behavior which will ultimately decrease the level of 

organizational commitment as well as affect the organization‟s effectiveness and productivity 

(Choy & Savery, 1998). 

This study would examine the commitment among solid citizens since they are more 

likely to experience career plateau even though qualified for it. This is because once 

employees perceive low career aspiration, the tendency for them to disconnect with 

organization is high and may express low commitment in accomplishing the organization‟s 

goal. Therefore, this research would study the relationship between career plateau and 

organizational commitment among support staff. 

2.3.2 A Three-Component Model of Organizational Commitment 

Meyer and Allen (1991) had proposed a three-component model of organizational 

commitment which classified into three general themes; affective attachment, perceived costs 

and obligation. The term of affective attachment is used to describe an emotional orientation 

towards the organization. Then, perceived cost is known as continuation of an effort due to 

the cost of leaving the organization. The individual considers the costs and benefits to remain 

with organizational membership. Meanwhile, obligation is a sense of lifetime commitment 

towards organization which develops from personal norms. The model of organizational 

commitment will explain the (a) antecedent and (b) consequence of each three commitment. 

Figure 2 indicates a notable of the three-components of organizational commitment. 
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Figure 2. Antecedents and consequence of organizational commitment. Adopted from "A 

three-component conceptualization of organizational commitment", by J. P. Meyer and N. J. 

Allen, 1991, Human Resource Management Review, 1 (1), p.68.  
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The antecedents of affective commitment classified into personal characteristics, 

structural characteristics, job-related characteristics, and work experiences. First, personal 

characteristics involve demographic factors such as age, job tenure, gender, and education. It 

also covers personal dispositions where someone has a desire for achievement that aligns to 

interaction with the environment situation. This is because someone expected to express 

positive attitudes once work experiences are compatible to their personal dispositions. 

Second, organizational structure is associated with employee and supervisor relations and 

feels important to be part of an organization. Third, work experiences related to commitment 

through personal disposition where the individual needs and values are compatible. This 

commitment could develop by providing a comfortable workplace and enhance competencies 

throughout the service period within an organization. In addition, causal attribution is a 

potential moderator between work experiences and affective commitment. This is because if 

employees believe the other organization is able to provide similar work experience, they 

might have little impact on affective attachment. Lastly, behavioral commitment also plays a 

role of affective commitment‟s antecedent via continuous positive feedback which makes 

employees acknowledge the responsibility. 

Next, continuance commitment is usually related to recognition of costs for leaving an 

organization. There are two antecedents of continuance; side bets or investment and 

alternatives. First, side bets can be in the form of work and non-work (giving up seniority and 

having personal problems) where someone will lose benefits if the achievement were 

discontinued (Becker, 1960). For the investment and alternatives, job commitment reported 

increases according to the attractiveness availability. In short, the continuance commitment 

develops along with the function of employment opportunities. 

Last but not least, normative commitment is a feeling of obligation towards 

organization due to internalization of normative pressure imposed on individuals before 
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entering organization (Wiener, 1982). Besides, it also may develop when an organization 

offers the employees with “reward in advance” or other significant investments. As a result, 

the imbalance in employment relationships occur which makes employees feel obligated to 

reciprocate by desire to fulfill duties until the debt has been repaid. 

Meyer and Allen (1991) indicated that the three-component of organizational 

commitment related to on-the-job behavior. Employees who want to be part of an 

organization (affective commitment) and employees that sense obligation (normative 

commitment) are reported to have a high tendency to display positive effort and performance. 

However, continuance commitment is less likely to link positively to performance. To some 

extent, normative commitment and continuance commitment might have low intention to 

remain, but they choose to stay due to a sense of obligation and cost of leaving an 

organization. For affective commitment, employees feel emotional attachment with an 

organization that makes them remain in one organization. Hence, employees‟ willingness to 

contribute to an organization depends on the types of commitment whereas someone with 

affective commitment is more likely to remain efficient at the workplace. 

2.3.3 Social Exchange Theory 

 Blau (1964) perceives organizational commitment as an exchange resource. This 

theory shows that employees will be more committed when they feel their organization is 

committed to them (Fuller, Barnett, Hester, & Relyea, 2003). According to Ko and Hur 

(2013) employees feel obligated to respond by demonstrating positive behaviors towards 

organization when they are disclosed to a good work environment and desired benefits, yet, 

they also react negatively in response to insufficient treatment. In order words, employees 

tend to feel more accountable to the organization when they benefit from employment 

agreements. As a consequence, employees are disposed to exchange their commitment for an 

employer‟s support. In the context of this study, the social exchange theory is applied to 
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examine the relationship between career plateau and organizational commitment. With regard 

to the theory, employees are predicted to display a negative work attitude in response to 

unfavorable promotion opportunities. As stated by Cropanzano and Mitchell (2005) 

individuals are more likely to match benevolence and helpfulness with other parties if they 

benefit in return. Therefore, plateau employees may have low commitments as they do not 

perceive any benefits in return of their investment. This means low work alternatives can 

cause employees in a dejected situation since employers neglect their desire to achieve career 

advancement. In short, social exchange theory explains that employees' attitudes and 

behaviors are determined by the rewards or opportunities they expect to receive from the 

organization.  

2.4 CHAPTER SUMMARY 

 This chapter has briefly defined the concept of career plateaus that consist of 

hierarchical plateau, content plateau, and life plateau. On the other hand, it also provides an 

overview about the concept of organizational commitment which comprises affective 

commitment, continuance commitment, and normative commitment. Last but not least, the 

past related findings and theoretical framework is used to support the association between 

career plateau and organizational commitment. In short, this chapter contains detailed 

information about the topic and element that is used in the research. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0 INTRODUCTION 

This chapter covers the details about research methodology that has been used 

throughout this study. It comprises methodological approaches such as research design, 

population, sampling procedure, and instrument where the reliability and validity was tested 

through pilot study. The action for data collection procedure and data analysis procedure was 

explained to ensure the study conducted in appropriate sequence. At last, chapter summary 

will conclude the methodology that has been used to carry out this research. 

3.1 RESEARCH DESIGN 

Research was known as a systematic method that requires declaring a problem, 

developing hypotheses, compiling information, analyzing the facts and obtaining conclusions 

either in form of solution(s) or formulated theory (Kothari, 2004). According to Easterby-

Smith, Thorpe, and Lowe (2002) choosing an appropriate research design was crucial 

because it may provide the answer for research questions. This research used quantitative 

analysis which means the designs were specific, well-structured, the reliability and validity 

have been examined, and can be defined clearly (Kumar, 2011). Marczyk, DeMatteo, and 

Festinger (2005) stated quantitative study implies statistical analysis that was related to 

numbers and mathematical operations where the findings depend upon statistical summaries. 

Apart from that, quantitative analysis allows researchers to produce quantifiable and reliable 

data by generalizing large populations using statistical approach (Ahmad, Usop, Ismail, 

Bujang, & Mansor, 2014). 

In addition, the use of quantitative methodology was to validate the connection 

between variables. Thus, correlational study has been used as research design to explore the 

relationship between independent variables and dependent variables. Correlation was known 



38 

 

as a causal statement that examines the connection between the “cause and effect or 

outcomes” (Walliman, 2011) and used to test the association of two or more variables 

(Marczyk et al., 2005). According to Ahmad et al. (2014) the nature of correlation study was 

to determine whether the relationship is positive or negative and to indicate the strength of 

connection between variables. In this research, correlational study explained the link between 

independent variables as a key factor that affects dependent variables. To summarize, the 

research pattern for this study was a direct causal relationship between hierarchical plateau 

and organizational commitment among employees in oil palm sector. 

3.2 POPULATION, SAMPLE, AND SAMPLING PROCEDURE 

Population comprises all people or items with particular characteristics that 

researchers want to understand (Ahmad et al., 2014). According to Marczyk et al. (2005) a 

population can be classified as any individual that one intended to study and sample was used 

to represent the target groups. In the other words, population was a group of people who were 

known as the main subject, while the sample was a group of people who provided 

information for the study.  

In this study, the population was employees who worked in oil palm sectors, while the 

sample consists of supporting staff who still held the same job position for more than five 

years within an organization. The supporting staff can be classified as field supervisor, 

assistant managers, clerk, lab technician, and others job scope that is based on paperwork and 

involved in nursery, replanting, harvesting, and field maintenance. This study has been 

conducted in two oil palm branches under Tradewinds Plantation; (a) Binu Plantation Sdn. 

Bhd. and (b) Jelai Plantation Sdn. Bhd. The population for this study was 55 employees and 

according to the initial sample sizes by Krejcie and Morgan (1970), the minimum sample size 

that can be used was 48 respondents as shown in table 2. Hence, the sample size for actual 

research was 50 respondents to prevent any sampling errors and biases. 
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Table 2 

Table of Determining Sample Size from Given Population 

N S   N S   N S   N S 

10 

15 

20 

25 

10 

14 

19 

24 

  30 

35 

40 

45 

28 

32 

36 

40 

  

  

  

  

50 

55 

60 

65 

44 

48 

52 

56 

  70 

75 

80 

85 

59 

63 

66 

70 

Note. N is population, S is sample. Adapted from “Determining Sample Size for Research 

Activities”, by Krejcie, R., V., and Morgan. D., W., 1970, Educational and Psychological 

Measurement, 30, p. 608. 

Probability sampling was chosen as a sampling technique to identify respondents that 

provide each element in the population has equal and independent selection chances in the 

sample. Probability sampling means each element has an equal chance to be selected as long 

as it fulfills the population criteria (Walliman, 2011). In addition, simple random sampling 

was applied in research activities to minimize bias and simplify analysis of results. According 

to Ahmad et al. (2014), simple random sampling means all subsets of the frame were given 

equal opportunities or probability of being included. In short, probability simple random 

sampling allows researchers to draw general conclusions of the population and eliminate any 

possible biases (Ahmad et al., 2014). 

3.3 INSTRUMENTATIONS 

In this research, a questionnaire survey has been used as an instrument to capture data 

from respondents. A questionnaire was a list of questions that are designed to code the 

respondents‟ information (Kumar, 2011). Questionnaire was chosen as a data collection 

technique by which has been administered using in person method. According to Walliman 

(2011) the advantages of using questionnaire in research were to save cost, well-structured 



40 

 

format, easy to answer, and cover a large number of samples. Next, the type of questions that 

has been applied was close-ended questions where a set of responses was provided in the 

form of rate on a scale. The variables were measured on a horizontal five-point Likert scale 

as shown on Table 3.    

Table 3 

Five-point Likert Scale for Questionnaire’s Measurement 

1 2 3  4 5 

Strongly disagree Disagree Neutral Agree Strongly agree 

In addition, the questionnaire was written in two forms of language which was in 

English and Malay in order to ensure that respondents understand the questions. Thereafter, 

the questionnaire has been divided into five sections that contain 38 questions. 

The first section (Section A) was respondents' demographic background. There were 

five items such as age, gender, education background, length of service, and current position. 

This information was needed as a guideline to identify the right respondent. For instance, 

length of service and current position was used to indicate the sample by which the criterion 

of plateauing was employees who had worked in the same position over five years. 

The second section (Section B) was structural plateau. The questions adapted from 

Milliman (1992) have been used to measure the respondents view on hierarchical plateau 

within an organization. These questions consist of six items and answered by respondents 

based on agreement rate using a five-point Likert scale. 

The last section (Section C, D, and E) was organizational commitment. This section 

was divided into three parts; affective commitment, continuous commitment, and normative 

commitment. The questions were adapted from Allen and Meyer (1990) has been used to 

measure respondents' insight towards three different types of organizational commitment; (a) 

emotional attachment, (b) perception on cost of living, and (c) the sense of obligation within 
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an organization. Each element consists of eight items and the questions responded based on 

agreement level using a five-point Likert scale. The summary for each section in the 

questionnaire was shown on table 4. 

Table 4 

Summary of Questionnaire Elements, Items, and Sources 

Sections Elements Items Sources/notes 

A Demographic background 

of respondent 

5  Age, gender, education background, 

length of service, and current position. 

B Structural plateau 6 Adapted from Milliman (1992) 

C Affective commitment 8 Adapted from Allen and Meyer (1990) 

D Continuance commitment 8 Adapted from Allen and Meyer (1990) 

E Normative commitment 8 Adapted from Allen and Meyer (1990) 

3.4 VALIDITY AND RELIABILITY 

In terms of measurement procedures, Kumar (2011) defines validity as the ability of 

the instrument to measure what has been set to measure. Ahmad et al., (2014) describe 

validity as to what extent a research accurately reflects or assesses a specific concept that one 

is trying to measure. Validity was essential to determine which instruments to use and to 

ensure the questions measure the important issues of the study. This research has used face 

validity to measure the significance of instruments. Face validity means to what degree the 

respondents value the items of the instrument is appropriate to assess objectives (Nevo, 

1985). Therefore, the instrument has been reviewed by the supervisor before data collection 

procedure to ensure each item was adequate to answer research problems. Apart from that, 

pilot study was conducted to assess the respondents‟ understanding of the questions asked in 

the instrument. In short, validity was important to ensure instruments reflect the objectives. 
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On the other hand, reliability refers to the stability of a measurement and the 

consistency of score obtained from assessment over time and across conditions (Marczyk et 

al., 2005). The concept of reliability relates to the accuracy and consistency of the measuring 

device in relation to the research instrument (Ahmad et. al., 2014). According to Kumar 

(2011) the higher the degree of stability and consistency in an instrument, the higher its 

reliability. Hence, internal consistency reliability was chosen as a reliability measuring 

device. Internal consistency was the extent to which assessment or procedures evaluate the 

same characteristics, skills or qualities (Ahmad et. al., 2014).  

The internal consistency reliability has been measured using Cronbach‟s alpha (α) 

coefficient. An alpha coefficient measures how each item was correlated and consistent with 

the other items in the scale (Tharenou, Donohue, & Cooper, 2007). The alpha value ranges 

from 0 to 1. The reliability of instruments has been measured using DeVellis (1991), whereas 

the acceptable alpha value must be above 0.7 as shown on table 5. 

Table 5 

DeVellis Reliability Guidelines 

Cronbach’s Alpha Internal consistency 

Below .60 Unaccepted 

Below .06 and .65 Undesirable 

Between .65 and .70 Minimally accepted 

Between .70 and .80 Respectable 

Between .80 and .90 Very good 

Much above .90 Excellent (consider shortening the scale) 

Note. Reprinted from “Scale development: Theory and applications”, by DeVellis, R. F., 

1991, p. 85, Newbury Park, CA: Sage Publications. 
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3.5 PILOT STUDY 

Pilot study means a small study to examine research procedure, data collection 

instruments, samples, and other research techniques before conducting actual study (Abu 

Hassan, Schattner, & Mazza, 2006). As stated by Ahmad et al. (2014), pilot study was used to 

test the suitability and applicability of the items in the questionnaire. It is important to 

improve the quality and efficiency of the main study (In, 2017). The aim of pilot study was to 

verify the validity and reliability of the instrument.  

Therefore, pilot study was conducted to identify potential problems in research 

instruments and procedures before implementing the full research. The three main aspects 

that tested through pilot study were; (a) the level of respondents' understanding, (b) the 

sensitivity of the questions, and (c) the correlation of questions with the study. In this 

research, a pilot test was conducted online which involves 30 respondents. The online survey 

was created based on the items in instruments and the link was shared to potential 

respondents via email. This online survey was available for 2 weeks (23rd February 2020 

until 7th March 2020) and the system only allowed respondents to attempt once. The reason 

was to give the respondents space to respond to the online survey, while restriction was set to 

prevent them from answering questions more than one. Then, the data was analyzed using 

Statistical Package for Social Science (SPSS) version 20. 

The reliability of instruments was tested in SPSS to identify the value of Cronbach‟s 

Alpha value. In general, the alpha value in ranges of 1 to 0.7 was considered as reliable. The 

result of the pilot study shows the obtained alpha value for the research instrument was above 

0.7 which means the items in the questionnaire were reliable to be implemented in actual 

study. Table 6 shows Cronbach's alpha results for each variable in the instrument. 
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Table 6 

Pilot Study Result - Cronbach’s Alpha Value 

Variable Cronbach’s Alpha Value Reliability 

Hierarchical Plateau 0.716 Respectable 

Affective Commitment 0.756 Respectable 

Continuance Commitment 0.710 Respectable 

Normative Commitment 0.761 Respectable 

3.6 DATA COLLECTION PROCEDURE 

Data collection procedure for actual study has been administered in one way through 

in person technique. The advantage of in person method was to enhance a high response rate. 

First of all, acknowledge Binu Plantation Sdn. Bhd. and Jelai Plantation Sdn. Bhd. by calling 

them to ask for permission to conduct the research at their place. Then, request an official 

permission letter from the faculty and send it along with the questionnaire sample to the 

management of the company. On 23rd March 2020, a total of 55 questionnaires were sent to 

the company representatives after getting the permission to conduct the study. In respect of 

organization policy, researchers were not allowed to distribute the questionnaire directly to 

employees due to Malaysia's movement control order. Thus, the company representative 

helped to distribute the questionnaire to employees and the instruction has been explained to 

ensure the questionnaire was responded by the right target group. The respondents have been 

given three days to answer the questionnaire in their own space. On 25th March 2020, the 

representative collected the questionnaire and personally returned it to researchers. A total of 

50 respondents were involved in answering the questionnaire and all of the responses were 

used in this study. The summary of data collection procedure for in person method can be 

seen in figure 3. 
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Figure 3. The flow of data collection procedure for in person method. 

3.7 DATA ANALYSIS PROCEDURE 

Statistical analysis was known as the common technique in analyzing quantitative 

research. As stated by Ahmad et al. (2014) quantitative data analysis means the procedure of 

reporting and interpreting numerical data. The obtained data was analyzed by using SPSS 

where the data has been divided into two major areas; descriptive and inferential statistics. 

3.7.1 Descriptive statistics 

Descriptive statistics was used to define the basic characteristics of data in a research 

(Ahmad et. al., 2014) and to simulate the features of the sample (Marczyk et al., 2005). In 

this research, descriptive analysis contains clear overview about the sample and the measures 

along with basic graphics analysis. Therefore, univariate analysis was applied to examine 

across cases of one variable at a time which involve three major characteristics of a single 

variable; frequency distribution, central tendency, and dispersion (Ahmad et. al., 2014). 

The most common method in summarizing discrete variables is frequency 

distribution. Frequency distribution is nothing more than a list of all variable values and the 

Acknowledge the company by calling them in person. 

Apply permission official letter from faculty. 

Sent the consent letter along with the questionnaire sample 

to company. 

Hand on the questionnaire to the company representative. 

Collect the questionnaire from the representative and 

analyze the obtained data. 
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number of times each value occurred (Lutabingwa & Auriacombe, 2007). It even provides a 

clear picture of the data using graphs and pie charts to present the obtained data. Frequency 

distribution was used to analyze respondents‟ demographic background such as age, gender, 

education background, length of service, and current position. The results have been 

presented in various forms such as pie chart, bar chart, or table. 

Next, the central tendency refers to a number that depicts a feature or the most 

representative value in the distribution (Marczyk et al., 2005). There were three measures of 

central tendency that most widely used to describe the central of distribution; mode, median, 

and mean. The mode means the most frequent case, while median can be defined as a score 

that divides orderly divisions into two equal halves, and mean is probably the most 

commonly used measure of depict central tendency (Lutabingwa & Auriacombe, 2007).  

Last but not least, dispersion means the spread of the values around the central 

tendency (Ahmad et. al, 2014). Two measures of dispersion used in this research were range 

and standard deviation. Range is the distance between the highest and lowest value in a 

distribution (Marczyk et al., 2005), while standard deviation means the positive square root of 

the variance that used to measure dispersion for interval-level data (Lutabingwa & 

Auriacombe, 2007). All research variables in this study have been measured by the central 

tendency of distribution and dispersion using SPSS. To conclude, descriptive statistics can 

simplify large numbers of data in a sensible way by reducing lots of information to the most 

basic summary. 

3.7.2 Inferential statistics 

Inferential analysis relates to various tests that were significant to test hypotheses to 

determine whether validity data can be concluded and also concerned with the estimation of 

population values (Kothari, 2004). In order words, the conclusions from inferential statistics 

extend beyond the immediate sample and data (Marczyk et al., 2005). This study used 
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inferential statistics to draw conclusions from the sample data about what the population 

thinks (Ahmad et. al., 2014). The inferential analysis has been applied to test the relationship 

between career plateau and organizational commitment using Pearson‟s Correlation 

Coefficient „r‟. The summary of inferential statistics that used to test hypotheses in this study 

was shown in table 7. 

Table 7 

The Summary of Hypotheses Test 

Research Hypotheses Statistical Tests 

Ha1: There is significant relationship between structural 

plateau and affective commitment 

Pearson‟s Correlation 

Coefficient 

Ha2: There is significant relationship between structural 

plateau and continuance commitment 

Pearson‟s Correlation 

Coefficient 

Ha3: There is significant relationship between structural 

plateau and normative commitment 

Pearson‟s Correlation 

Coefficient 

Pearson‟s Correlation Coefficient „r‟ was used to investigate the relationship between 

two variables and to measure the strength of the correlation. The Pearson correlation was a 

parametric test that used to test the relationship between independent variables and dependent 

variables. The value of „r‟ was placed between ± 1. Positive values of r predict positive 

correlation between the two variables which means the both variables move in the same 

direction. Meanwhile, negative values of „r‟ demonstrate negative correlation where the 

variables move opposite directions. Other than that, a zero value of „r‟ states that there was no 

correlation or association between the two variables. In statistics, the correlation coefficient 

presents a perfect positive correlation by value +1.0, then, 0 depicts no correlation, and -1.0 

refers to a perfect negative correlation. The perfect correlation means the variations in 

independent variables explain 100% of the variations in the dependent variables. In addition, 
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if the value of „r‟ was near to +1 or –1, it indicates there was a greater degree of correlation 

between the two variables. Therefore, this study used the value of Pearson‟s Correlation 

Coefficient by Borg and Gall (1983) as a guideline to measure the association between 

variables as shown in table 8. 

Table 8 

The value of Pearson’s Correlation Coefficient ‘r’ 

Value of coefficient, r(+/-) Interpretation 

0.20 and less Weak relationship 

Between 0.21 to 0.40 Low relationship 

Between 0.41 to 0.70 Moderate relationship 

Between 0.71 to 0.90 Strong relationship 

0.91 and more Very strong relationship 

Note. Reprinted from “Educational Research: An Introduction”, by Borg, W., and Gall, M., 

1983, New York: Logman Publishers. 

3.8 ETHICS OF STUDY 

 Ahmad et al. (2014) define ethics as moral principles and values that influence the 

way of conducting research. In this research, ethics was maintained throughout this study 

especially during the data collection process. Before distributing the questionnaire, 

researchers acknowledge the organization by asking permission from the company. The 

overview of research objectives and consent letters from faculty was sent to inform them of 

the intention to conduct data collection at their place.  

 During the data collection process, the company representative took action to 

distribute the questionnaire to employees instead of researchers to show respect towards 

organization policies that align with Malaysia movement control order. Respondents have 
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been given the right to participate and to withdraw from this research and their identity 

remains anonymous. Apart from that, a reasonable timeframe was provided for respondents 

to complete the questions in their own space. The gifts were also given to the respondents as 

a token for their willingness to participate in this study.  

 After the data collection process, the obtained information was kept confidential for 

academic purposes only and the data will not be disclosed without the consent of the 

respondents. In short, the benefit of practicing ethics can prevent the respondents from 

feeling pressure or anxiety when answering a questionnaire which may harm the accuracy of 

this study. 

3.9 CHAPTER SUMMARY 

In conclusion, quantitative methodology was used throughout this research that 

emphasizes on the design of correlational research and cross-sectional study. The close-ended 

questionnaire was selected as a data collection method which has been administered using in-

person technique. Plus, pilot study was implemented to ensure the reliability and validity of 

the instrument before conducting actual study. At last, the obtained data were analyzed by 

using Pearson‟s Correlation Coefficient to test the hypothesis and the result would be 

explained in chapter four. 
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CHAPTER FOUR 

FINDINGS AND DISCUSSIONS 

4.0 INTRODUCTION 

 This chapter reported the research findings of data collection and data analysis. The 

findings will be presented based on the research objectives and research hypothesis in chapter 

one. There are two main parts of this chapter, which consist of descriptive data and inferential 

data. Descriptive data includes demographic background of respondents, hierarchical plateau, 

and three-components of organizational commitment. For inferential data, the results of 

correlation analysis will be presented in relation to research hypotheses. Lastly, this chapter 

ends with a brief summary. To conclude, this chapter is important to obtain overall findings 

about the research. 

4.1 DESCRIPTIVE ANALYSIS 

 Descriptive analysis is used to analyse the simple features of obtained data in a 

research. It includes overall summaries about the sample‟s characteristics. In this research, 

descriptive analysis divided into demographic analysis and central tendencies measurement 

of constructs. The distribution of demographic characteristics of respondents has been 

presented by referring to SPSS output which emphasize the percentage and frequency. 

Meanwhile, central tendencies measurement of constructs is summarized using frequency, 

percentage, mean, and standard deviation for each statement in variables. 

4.1.1 Demographic Characteristics of Respondents 

 The total number of respondents who had been involved in this research is 50 

employees. There are five items in demographic information which includes gender, age, 

highest academic qualification, length of service, and current position. This data will be 

presented in diagram such as graph and pic chart are used to display summary of statistics. 
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4.1.1.1 Gender 

 

Figure 4. Gender of respondents. 

 As shown in table 9 and figure 4, a total of 50 respondents have participated in this 

study (N=50). The total number for both male and female is 25 respondents equals to 50%. 

4.1.1.2 Age 

 

Figure 5. Age of respondents. 

 Figure 5 illustrate the distribution of the respondents according to their age categories. 

Majority of the respondents are aged from 31 to 40 years old with 22 respondents (44%). 

Then 15 respondents (30%) from the age group of 21 to 30 years old and 10 respondents 

(20%) from the age group of 41 to 50 years old. Lastly, respondents aged between 51 years 

old and above showed the lowest frequency which is 3 respondents (6%). 
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4.1.1.3 Highest academic qualification 

 

Figure 6. Highest academic qualification of respondents. 

 

 Figure 6 shows the highest level of respondents‟ academic qualification. Out of 50 

respondents, majority of respondents hold SPM with the largest frequency 30 respondents 

(60%). The next 12 respondents (24%) are holding STPM and followed by 3 respondents 

(6%) for both Diploma and Degree. The lowest frequency of education background is 2 

respondents (4%), which are others. 

4.1.1.4 Length of service 

 
Figure 7. Length of service of respondents. 

30 

12 
3 3 

2 

SPM STPM Diploma Degree Others

0

5

10

15

20

25

30

35

SPM

STPM

Diploma

Degree

Others

48% 

34% 

12% 

6% 

5-10 years

11-15 years

16-20 years

21 years and above



53 

 

 Figure 7 shows the length of respondents‟ working service. Majority of respondents 

have worked for 5 to 10 years, which is 24 respondents (48%) and followed by 17 

respondents (34%) who have offered work for 11 to 15 years. Then, there are 6 respondents 

(12%) with the length of service in the range of 16 to 20 years. Lastly, 3 respondents (6%) 

have worked for 21 years and above which belong to the minority. 

4.1.1.5 Current position 

 

Figure 8. Current position of respondents. 

 Figure 8 illustrate the current position of respondents in the organizations. Out of 50 

respondents, there are 19 respondents (38%) is a field supervisor which categories as 

majority. This followed by 17 respondents (34%) is clerk and 12 respondents (24%) are 

others. Last but not least, only 2 respondents (4%) are assistant managers, which is a 

minority. 
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Table 9 

 Overview of Respondent’s Demographic Characteristics 

Demographic Characteristics of Respondents Frequency Percentage (%) 

Gender Male 

Female 

25 

25 

50 

50 

Age 21-30 years old 

31-40 years old 

41-50 years old 

51 years old and above 

15 

22 

10 

3 

30 

44 

20 

6 

Highest education 

qualification 

SPM 

STPM 

Diploma 

Degree 

Others 

30 

12 

3 

3 

2 

60 

24 

6 

6 

4 

Length of service 5-10 years 

11-15 years 

16-20 years 

21 years and above 

24 

17 

6 

3 

48 

34 

12 

6 

Current position Assistant manager 

Field supervisor 

Clerk 

Others 

2 

19 

17 

12 

4 

38 

34 

24 
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4.1.2 Central Tendencies Measurement of Constructs 

 Central tendency measurement is used to identify the value of mean and standard 

deviation for constructs. There are 30 items of questionnaire that have been measured and 

presented in tables using SPSS analysis. All items responded using a five-point Likert scale 

which ranged from 1-5 (Strongly Disagree=1, Disagree=2, Neutral=3, Agree=4, and Strongly 

Agree=5). 

4.1.2.1 Hierarchical plateau 

 A total of 6 items regarding hierarchical plateau has been analyzed with its particular 

frequency, percentage, mean and standard deviation. The highest mean score is 3.88 for both 

statements, namely “My opportunities for upward movement are limited in my present 

organization” and “I am not expecting to be promoted frequently in my company in future”. 

Majority of respondents agreed on this statement which consists of 70% and 60%. There are 

only 6% and 4% of respondents who disagree which belong to the minority. 

 The second highest ranked statement is “The likelihood that I will get ahead in my 

organization is limited” with the mean score of 3.84. There are 68% of respondents who 

agree on this statement and followed by strongly agree with 14%. Then, 10% of respondents 

responded neutral and both strongly disagreed and disagreed reported 4%. 

 The third highest mean record is “I have reached a point where I do not expect to 

move much higher in my company” with a score of 3.78. Majority of respondents agree on 

such statements which comprised 60% and neutral record second place with 30%. Next, 

strongly agree with 14%, disagree with 6%, and strongly disagree with 2% only. 

 The fourth ranked statement is “I am not expecting to advance to a higher level in my 

company in the near future” with a mean score of 3.74. Most respondents agree on this 

statement with 66% and followed by neural with 18%. Meanwhile, strongly agree and 

disagree both shares the same value which is 8% and strongly disagree stated 0%. 
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 Lastly, “I am not likely to obtain a much higher job title in my organization” is record 

as the last ranking statement with a mean score of 3.70.  It shows 62% of respondents agree 

on the statement and after that 22% of respondents react neutral on such statement. While the 

remaining 8% of respondents stated disagree and strongly agree with it respectively.  

 For standard deviation, the statement “The likelihood that I will get ahead in my 

organization is limited” recorded as the highest value which is 0.86. The second rank of 

standard deviation value is “I have reached a point where I do not expect to move much 

higher in my company” with 0.84. The third highest standard deviation is 0.74 with the 

statement “I am not likely to obtain a much higher job title in my organization”. As shown on 

table 10, there are frequency, percentage, mean, and standard deviations for each item in the 

hierarchical plateau part.
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Table 10  

Central Tendencies Measurement of Constructs (Hierarchical Plateau) 

Items SD D N A SA Mean Std. 

Deviation n % n % n % n % n % 

I am not likely to obtain a much 

higher job title in my organization. 

0 0 4 8 11 22 31 62 4 8 3.70 0.74 

I am not expecting to advance to a 

higher level in my company in the 

near future. 

0 0 4 8 9 18 33 66 4 8 3.74 0.72 

My opportunities for upward 

movement are limited in my present 

organization. 

0 0 3 6 6 12 35 70 6 12 3.88 0.68 

I am not expecting to be promoted 

frequently in my company in future. 

0 0 2 4 10 20 30 60 8 16 3.88 0.71 

I have reached a point where I do 

not expect to move much higher in 

my company. 

1 2 3 6 9 18 30 60 7 14 3.78 0.84 

The likelihood that I will get ahead 

in my organization is limited. 

2 4 2 4 5 10 34 68 7 14 3.84 0.86 

Note. SD = strongly disagree, D = disagree, N = neutral, A = agree, SA = strongly agree, n = respondents, and % = percentage.
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4.1.2.2 Affective commitment 

 Table 11 consists of 8 statements regarding affective commitment including 

frequency, percentage, mean, and standard deviation. The highest mean score is 2.46 for two 

statements which are “I feel „emotionally attached‟ to this organization” and “This 

organization has a great deal of personal meaning for me”. Majority of respondents strongly 

disagree on such statements which consist of 52% and 54%. There are 0% and 2% for both 

statements in terms of strongly agreed and listed as minority. 

 The second highest statement is “I really feel as if this organization‟s problems are my 

own” with a mean score of 2.34. Majority of respondents disagree on this statement which is 

48%. The second highest response is neutral with 28%, followed by strongly disagree with 

14%, and then agree with 10%.  

 The third highest score of mean is 2.30 for two statements which are “I would be very 

happy to spend the rest of my career with this organization” and “I do not think that I could 

easily become as attached to another organization as I am to this one”. Most respondents 

disagree on these statements with 66% and 54%. Both of these statements record 0% on 

response for strongly agree. 

 The fourth ranked score of mean is 2.26 with the statement “I enjoy discussing my 

organization with people outside it”. It reveals that there are 54% of respondents who 

disagree on the statement, together with another 18% of respondents who answer neutral. 

Meanwhile, 16% of respondents strongly disagree with justification and the remaining 12% 

are having an agreed response. 

 The fifth ranked statement is “I feel like „part of family‟ at my organization”. This 

statement has a mean score of 2.18. Majority of respondents with a percentage 46% disagree 

on this statement and 24% of respondents strongly agree on it. Then, it is followed by neutral 

with 18% and the remaining 12% response agrees with this statement. 
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 The last ranked mean of score is 2.08 with the statement “I feel a strong sense of 

belonging to my organization”. 52% of respondents which are more than half answering 

disagree on the statement and then followed by strongly disagree with 24%. Then, there are 

16% of respondents who react neutral and the last 8% of respondents show agreement on this 

statement. 

 Regarding standard deviation, the highest value is 0.94 for the statement “I feel like 

„part of family‟ at my organization”. The second highest statement is “I do not think that I 

could easily become as attached to another organization as I am to this one” with a value of 

0.89. Last but not least, the third rank statement is “I enjoy discussing my organization with 

people outside it” with a value of 0.87. Table 11 reveals the frequency, percentage, mean, and 

standard deviation for each 8 items in the questionnaire.
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Table 11  

Central Tendencies Measurement of Constructs (Affective Commitment) 

Items SD D N A SA Mean Std. 

Deviation n % n % n % n % n % 

I would be very happy to spend the rest 

of my career with this organization. 

3 6 33 66 10 20 4 8 0 0 2.30 0.71 

I enjoy discussing my organization 

with people outside it. 

8 16 27 54 9 18 6 12 0 0 2.26 0.87 

I really feel as if this organization‟s 

problems are my own. 

7 14 24 48 14 28 5 10 0 0 2.34 0.84 

I do not think that I could easily 

become as attached to another 

organization as I am to this one. 

7 14 27 54 11 4 1 2 0 0 2.30 0.89 

I feel like „part of family‟ at my 

organization. 

12 24 23 46 9 18 6 12 0 0 2.18 0.94 

I feel „emotionally attached‟ to this 

organization. 

3 6 26 52 16 32 5 10 0 0 2.46 0.76 

This organization has great deal of 

personal meaning for me. 

3 6 27 54 15 30 4 8 1 2 2.46 0.81 

I feel a strong sense of belonging to 

my organization. 

12 24 26 52 8 16 4 8 0 0 2.08 0.85 

Note. SD = strongly disagree, D = disagree, N = neutral, A = agree, SA = strongly agree, n = respondents, and % = percentage.
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4.1.2.3 Continuance commitment 

 Table 12 consists of 8 items regarding continuance commitment with the result of 

data analysis such as frequency, percentage, mean, and standard deviation. According to table 

00, the statement with the highest mean score of 3.96 is “One of the few serious 

consequences of leaving this organization would be the scarcity of available alternatives”. 

Majority of respondents agree on this statement with 58%. Next, 29% response on neutral, 

22% answer strongly agrees, and 6% of respondents disagree on this statement.  

The second rank of the statement is “It would be too costly for me to leave my 

organization now” with a mean score of 3.94. For this statement, 48% of respondents stated 

agree. This is followed by 28% of respondents who strongly agree and next 20% of 

respondents are neutral with this statement. There are 4% of respondents who disagree and 

2% of respondents strongly disagree which belong to the minority. 

The third highest statement with a mean score of 3.86 is “I am afraid of what might 

happen if I quit my job without having another one lined up”. There are 52% of respondents 

who agree on this statement and followed by strongly agree with 22%. Then, respondents that 

stated neutral is 18%, disagree is 6%, and strongly disagree stated only 2%.  

The fourth ranked statement is “It would be very hard for me to leave my organization 

right now, even if I wanted to” with a mean score of 3.82. Half of respondents, 50%, agree 

with this statement. There are 22% and 20% of respondents who react neutral and strongly 

agree with this statement respectively. Lastly, the remaining 8% of respondents answer 

disagree. 

The fifth ranked mean score is 3.80 on the statement “Too much in my life would be 

disrupted if I decided I wanted to leave my organization now”. Majority of respondents with 

a percentage of 54% stated agree on the statement. Then, there are 18% of respondents who 
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strongly agree and response neutral. While the last 10% of respondents give a disagreement 

for this statement. 

The sixth ranked statement is “I feel that I have too many options to consider leaving 

this organization” with a mean score of 3.74. Most respondents state their agreement on this 

statement with portion 58% and followed by neutral with 28%. Next, strongly disagree, 

record 10% of the response and remaining 4% stated disagreement on this statement. 

The last ranked statement with a mean score 3.64 is “Right now, staying with my 

organization is a matter of necessity as much as desire”. More than half respondents strongly 

agree with portion 52% on the statement and followed by 36% of respondents react neutral 

towards it. Yet, 8% of respondents stated strongly agree and only 4% of respondents who 

answer disagree for this statement. 

Next, for the standard deviation, the statement “It would be too costly for me to leave 

my organization now” stated the highest value with 0.91. The second statement is “I am 

afraid of what might happen if I quit my job without having another one lined up” with a 

value of 0.90. The third highest value of standard deviation is 0.85 for “Too much in my life 

would be disrupted if I decided I wanted to leave my organization now”. Last but not least, 

the summary of frequency, percentage, mean, and standard deviation for all 8 items has been 

stated in table 12.
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Table 12  

Central Tendencies Measurement of Constructs (Continuance Commitment) 

Items SD D N A SA Mean Std. 

Deviation n % n % n % n % n % 

I am afraid of what might happen if I quit my 

job without having another one lined up. 

1 2 3 6 9 18 26 52 11 22 3.86 0.90 

It would be very hard for me to leave my 

organization right now, even if I wanted to. 

0 0 4 8 11 22 25 50 10 20 3.82 0.85 

Too much in my life would be disrupted if I 

decided I wanted to leave my organization now. 

0 0 5 10 9 18 27 54 9 18 3.80 0.86 

It would be too costly for me to leave my 

organization now. 

1 2 2 4 10 20 23 46 14 28 3.94 0.91 

Right now, staying with my organization is a 

matter of necessity as much as desire. 

0 0 2 4 18 36 26 52 4 8 3.64 0.69 

I feel that I have too many options to consider 

leaving this organization. 

0 0 2 4 14 28 29 58 5 10 3.74 0.69 

One of the few serious consequences of leaving 

this organization would be the scarcity of 

available alternatives. 

0 0 3 6 7 14 29 58 11 22 3.96 0.78 

One of the major reasons I continue to work for 

this organization is that leaving would require 

considerable personal sacrifice – another 

organization may not match the overall benefits 

I have here. 

0 0 4 8 10 20 28 56 8 16 3.80 0.81 

Note. SD = strongly disagree, D = disagree, N = neutral, A = agree, SA = strongly agree, n = respondents, and % = percentage.
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4.1.2.3 Normative commitment 

 Table 13 consists of 8 statements about normative commitment along with the 

frequency, percentage, mean, and standard deviation. The highest mean score is 2.40 on the 

statement “If I got another offer for a better job elsewhere I would not feel it was right to 

leave my organization”. Majority of respondents stated disagree on the statements with 44%. 

This followed by 30% response neutral, 14% answer strongly disagree, and 12% of 

respondents agree with this statement. There are 0% responses for strongly agree which 

belong to the minority. 

 For the second highest statement is “One of the major reasons I continue to work for 

this organization is that I believe that loyalty is important and therefore feel a sense of moral 

obligation to remain” with a mean of score 2.36. Most respondents disagree on this statement 

with 48% and followed by neutral with 32%. There are 12% and 8% for both strongly 

disagree and agree for such statements. Yet, 0% of respondents reported strongly agree. 

 The third highest statement is “I think that wanting to be a „company man‟ or 

„company woman‟ is sensible” with a mean score of 2.32. Majority of respondents disagree 

on this statement with 48%. While 20% of respondents answer neutral, 18% respond strongly 

disagree, 12% stated agree and the remaining 2% replies strongly agree with this statement. 

 The fourth ranked statement is shared by two statements which is “I think that people 

these days move from company to company too often” and “Things were better in the days 

when people stayed with one organization for most of their careers”. Both statements score a 

mean score of 2.30 whereby most respondents react disagreement with percentages such as 

66% and 56%. Then followed by neutral with a record of 20% and 22% for each statement. 

While 8% and 10% of respondents agree on such statements and the remaining 6% and 12% 

strongly disagree. 



65 

 

 The fifth ranked statement with a mean score of 2.28 is “I was taught to believe in the 

value of remaining loyal to one organization”. More than half of respondents answering 

disagree on the statement with a portion of 52%. Next, neutral record 20% and strongly 

disagree stated 16%. Yet, the last 12% of respondents agree on this item. 

 The sixth ranked mean score is 2.26 with the statement “Jumping from organization to 

organization seems unethical to me”. Majority of respondents with a percentage such as 48% 

disagree on the statement and 26% of respondents react neutral with it. Then, it is followed 

by 18% of respondents who strongly disagree and 6% of respondents stated agree on such 

statements. The remaining 2% of respondents strongly agree to this statement. 

 Last but not least, the statement “I believe that a person must always be loyal to his or 

her organization” only records 2.12 for a mean score. This statement stated 52% of 

respondents show disagreement and 22% of respondents strongly disagree. While 18% of 

respondents react neutral and the remaining 8% of respondents answer agree on this type of 

statement. 

For the standard deviation, the highest value is 1.00 for the statement “I think that 

wanting to be a „company man‟ or „company woman‟ is sensible”. The second rank is 

“Jumping from organization to organization seems unethical to me” with a value of 0.90. The 

third highest value of standard deviation is 0.88 that consists of two statements, namely “If I 

got another offer for a better job elsewhere I would not feel it was right to leave my 

organization” and “I was taught to believe in the value of remaining loyal to one 

organization”. The remaining result of standard deviation for each statement has been shown 

in table 13.
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Table 13  

Central Tendencies Measurement of Constructs (Normative Commitment) 

Items SD D N A SA Mean Std. 

Deviation n % n % n % n % n % 

I think that people these days move from 

company to company too often. 

3 6 33 66 10 20 4 8 0 0 2.30 0.71 

I believe that a person must always be loyal 

to his or her organization. 

11 22 26 52 9 18 4 8 0 0 2.12 0.85 

Jumping from organization to organization 

seems unethical to me. 

9 18 24 48 13 26 3 6 1 2 2.26 0.90 

One of the major reasons I continue to work 

for this organization is that I believe that 

loyalty is important and therefore feel a 

sense of moral obligation to remain. 

6 12 24 48 16 32 4 8 0 0 2.36 0.80 

If I got another offer for better job elsewhere 

I would not feel it was right to leave my 

organization. 

7 14 22 44 15 30 6 12 0 0 2.40 0.88 

I was taught to believe in the value of 

remaining loyal to one organization. 

8 16 26 52 10 20 6 12 0 0 2.28 0.88 

Things were better in the days when people 

stayed with one organization for most of 

their careers. 

6 12 28 56 11 22 5 10 0 0 2.30 0.81 

I think that wanting to be a „company man‟ 

or „company woman‟ is sensible. 

9 18 24 48 10 20 6 12 1 2 2.32 1.00 

Note. SD = strongly disagree, D = disagree, N = neutral, A = agree, SA = strongly agree, n = respondents, and % = percentage.
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4.2 INFERENTIAL ANALYSIS 

 Inferential analysis is used to draw conclusions from the sample data about what the 

population thinks (Ahmad et. al., 2014). This study has applied Pearson‟s Correlation 

Coefficient „r‟ to test the relationship between career plateau and organizational commitment 

using. The p-value is used to determine whether to accept or reject the hypothesis, while r-

value indicates the degree of correlation between independent variables and dependent 

variables. 

4.2.1 Relationship between hierarchical plateau and affective commitment 

Research hypothesis 1: There is a significant relationship between hierarchical plateau and 

affective commitment 

Table 14 

Correlation between Hierarchical Plateau and Affective Commitment 

Correlations 

  Hierarchical 

Plateau 

Affective 

Commitment 

Hierarchical Plateau Pearson Correlation 1 -.312* 

Sig. (2-tailed)  .028 

N 50 50 

Affective Commitment Pearson Correlation -.312* 1 

Sig. (2-tailed) .028  

N 50 50 

*. Correlation is significant at the 0.05 level (2-tailed). 

 Table 14 shows the result of the relationship between hierarchical plateau and 

affective commitment after. There is a correlation between two variables, r = -0.312, n = 50, 

p = 0.028. It shows a negative relationship between hierarchical plateau and affective 

commitment since the r-value is negative. The value of coefficient, r = -0.312 falls under 

range of ±0.21 to ±0.40, which means there is a low relationship between hierarchical plateau 

and affective commitment. Then, p = 0.028 is less than alpha value 0.05 by which the 

alternative hypothesis (Ha2) is accepted. As a result, there is a significant and negative 
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relationship between hierarchical plateau and affective commitment, but the correlation 

strength is low. 

 This result supported by past findings which indicate hierarchical plateau has 

negatively affected work outcomes, attitudes, and behavior (Gerpott & Domsch, 1987; 

Nicholson, 1993; Tremblay et al., 1995). The employees less likely to perceive their current 

job offer greater power, variety of task or challenging since plateau phenomena obstruct 

vertical movement. By the time, employees begin to get confused with their identity in the 

firm. According to Badiane (2016), plateau employees reported to experience role 

ambiguities over what goals they should pursue in their career. This means employees are not 

clear about their career path because plateau suppresses the upward mobility within an 

organization. The worst situation is organizations do not provide any career development 

plan which makes desire to be promoted become exaggerated among employees. And when 

employees' ambitions are not met, they will lose motivation and commitment to carry out 

their duties. 

 Subsequently, employees start to isolate themselves from involvement in any 

organization activities. This is related to the fact that plateaued employees do not believe the 

organization‟s value and goals contribute to their career aspiration. Owing to Aydin et al. 

(2011) employees with high affective commitment have interest to remain as organization 

members because they believe in the organization's objective which makes them willing to 

invest on it. The development of affective commitment associated to personal dispositions 

namely need for achievement, autonomy, and affiliation (Meyer & Allen, 1991). This 

assumes employees who have been provided with fulfillment of needs, expression of values, 

and utilization of abilities more likely to demonstrate positive work attitudes. For that reason, 

employees will become less attached towards organization when their need for career 

achievement is ruined due to hierarchical plateau. 
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 Other than that, employees‟ commitment found associated with job satisfaction facets. 

The past findings reveal promotion positively linked to all components of organizational 

commitment, noting that employees are satisfied with organizations that provide promotion in 

relation to their job performance (Valaei & Rezaei, 2016). Employees feel exhilarated when 

the firm promotes them as soon as possible after they have met the criteria for a higher 

position compared to other companies. Based on all these reasons, employees express their 

gratitude through work performance considering that promotion extends greater development 

and autonomy. In contrast, career plateau has negatively influenced affective commitment as 

employees cannot experience career satisfaction in the organization. Therefore, employees 

begin to distance themselves from the organization once the return of their investment is not 

compatible with career aspiration. 

 Apart from that, Nachbagauer and Riedl (2002) stated the major reasons for negative 

outcomes among employees are because of career promises that were made by the 

organization. From the first day of employment, organizations should not make any promises 

that guarantee employees absolutely experience limitless career progress. This situation will 

lead to career disillusion where the perception of being promoted is undoubted in the 

organization. In fact, job openings for higher positions are fewer due to pyramid 

organizational structure, yet only one percent of employees reported experiencing upper 

movement (Bardwick, 1986). Meanwhile, the other employees will face plateauing, but 

career promises have developed the mindset that they will achieve career success in 

organization which makes it difficult for them to adjust with plateau phenomena. As a result, 

the employees‟ attitudes and behavior become critical over time as they perceive lower 

development opportunities. 

 To summarize, affective commitment can be developed if employees experience 

career success (Junaid & Muhammad Saqib, 2016). Employees who measure promotion as 
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career success will feel unfortunate once they reach plateau. In the end, the employees do not 

feel emotional attachment because they believe organization denies their efforts and 

contribution by not offering promotion even though they exceeded organization expectation. 

Therefore, sufficient rewards should be given to acknowledge their contribution which may 

develop a strong sense of belonging among employees to the organization (Nanle et al., 

2018). 

4.2.2 Relationship between hierarchical plateau and continuance commitment 

Research hypothesis 2: There is a significant relationship between hierarchical plateau and 

continuance commitment 

Table 15 

Correlation between Hierarchical Plateau and Continuance Commitment 

Correlations 

  Hierarchical 

Plateau 

Continuance 

Commitment 

Hierarchical Plateau Pearson Correlation 1 .743** 

Sig. (2-tailed)  .000 

N 50 50 

Continuance 

Commitment 

Pearson Correlation .743** 1 

Sig. (2-tailed) .000  

N 50 50 

**. Correlation is significant at the 0.01 level (2-tailed). 

A result of Pearson‟s correlation coefficient regarding the relationship between 

hierarchical plateau and continuance commitment has been presented on table 15. There is a 

relationship between two variables, r = 0.743, n = 50, p = 0.000. This shows there is a 

significant correlation between hierarchical plateau and continuance commitment. The 

correlation value is less than 0.01 which is 0.000, thus it indicates a significant relation 

between variables. Next, r-value ranges between ±0.71 to ±0.90 which argues a strong 

relationship with r = 0.743. It shows there is a strong positive relation between hierarchical 

plateau and continuance commitment. Therefore, the alternative hypothesis (Ha2) fails to 
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reject. To conclude, there is a strongly significant and positive correlation between 

hierarchical plateau and continuance commitment. 

According to Stout et al. (1988) plateaued employees became less marketable as they 

show little concern towards career aspirations. However, employees still perform the task 

accordingly despite being plateaued because leaving the organization will be too costly 

(Allen & Meyer, 1990). In other words, continuance commitment is innate based on what 

employees receive in return for their contribution in the firm (Starnes & Truhon, 2006). The 

result of this study indicates plateau employees perceive continuance commitment as a 

motivation factor that caused them to remain working in the organization. This matter is 

related to salary and fringe benefits which are recognized as incentives that stimulate 

commitment to continue employed. 

Apart from that, this present findings have been supported by a two-dimensional 

model of organizational commitment. It reveals continuance commitment highly correlated to 

turnover intention which exposes the probability for employees to quit involves cost and 

benefits as organizational membership (Mayer & Schoorman, 1992). Hence, employees 

perceive cost as a driving factor to not bother for being plateau as long as organizations 

provide sufficient work alternatives and remuneration. According to (Drucker-Godard et al., 

2015) plateaued employees prefer to keep their current jobs due to job security and freedom 

in performing tasks. Yet, this type of employees does not find other jobs attractive enough in 

providing better fringe benefits. As a result, being plateaued would not affect employees' 

perception to remain contributing to the organization. 

Nevertheless, this research is supported by a model of managerial career (Ference et 

al., 1977) that point out solid citizens as plateaued employees who perform a bulk of tasks 

with outstanding productivity. This shows plateau employees still committed to carry out job 

duties and responsibilities. One of the reasons is staying in organization is a matter of 
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necessity as much as desire. It means the need to stay with organizations associated with 

wages and fringe benefits. Therefore, plateaued employees choose to highly continuance 

commitment in the expectation that organization will pay them based on job performance. 

Besides, some plateau employees found to substitute promotion desires with other 

resources such as salary, fringe benefits, rewards, recognition, and development opportunities 

(Cicekli & Kabasakal, 2017). In this case, employees view plateau as positive phenomena 

where they perform the same job with less challenges but still experience improvement in 

form of benefits and recognition. To sum, promotion has been substituted for other resources 

to motivate employees to stimulate positive work outcomes. In addition, the recent study 

provides new insight that employees accept hierarchical plateau because to find another job 

in today‟s job market is challenging and quite difficult (Omar et al., 2014). Yet, most 

employees who work in the oil palm sector hold SPM qualification which means they may 

lack of skills and knowledge to manage greater responsibilities in higher positions. This 

seems to support the findings that employees do not surprise about being plateaued as long as 

they are paid fairly and receive benefits that align to their needs. 

Last but not least, the connection between plateau and continuance commitment may 

be related to the economic environment. As the Coronavirus pandemic spread throughout the 

country, most organizations chose to reduce manpower in order to survive. Hence, employees 

feel better to experience plateau than being fired which will interrupt the cost of living. In 

other terms, employees perceive continuance commitment because they are not dissatisfied 

with their work and yet not willing to leave the organization. Plateau employees feel quitting 

the job would be too costly and they have too many options to consider before leaving the 

organization. Employees with continuance commitment indicate the serious consequence of 

quitting organization is to lose available benefits due to discontinue achievement. In short, 
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plateau employees remain committed because withdrawing will not guarantee improvement 

in other organizations. 

4.2.3 Relationship between hierarchical plateau and normative commitment 

Research hypothesis 3: There is a significant relationship between hierarchical plateau and 

normative commitment. 

Table 16 

Correlation between Hierarchical Plateau and Normative Commitment 

Correlations 

  Hierarchical 

Plateau 

Normative 

Commitment 

Hierarchical Plateau Pearson Correlation 1 -.352* 

Sig. (2-tailed)  .012 

N 50 50 

Normative Commitment Pearson Correlation -.352* 1 

Sig. (2-tailed) .012  

N 50 50 

*. Correlation is significant at the 0.05 level (2-tailed). 

Table 16 shows the results of study based on the hypothesis tested using Pearson‟s 

correlation coefficient. There is a relation between hierarchical plateau and normative 

commitment, r = -0.352, n =50, p = 0.012. It reveals a negative correlation between variables, 

yet the correlation is low since r = -0.352 which falls under the range of ±0.21 to ±0.40. The 

obtained p-value is less than 0.05, which indicates there is a significant relationship between 

an independent variable and dependent variable with p = 0.012. This determines the 

alternative hypothesis (Ha3) fails to reject. To summarize, there is a significant and negative 

correlation between hierarchical plateau and normative commitment, but the strength of 

relation is low. 

This current result is in accordance with Nicholson (1993) that predicts organizations 

having problems in managing plateaued employees. Subjective career plateau found 

significantly and negatively related to job satisfaction, organizational commitment, job 

involvement, and work outcomes (Mat Sani et al., 2006). This situation interconnected to 
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one‟s belief about their responsibility to the organization. As the plateau occurs, the degree of 

employees‟ involvement would decreases. In the view of organizational socialization, 

employees who believe in organization culture and practices will more likely have strong 

normative commitment (Allen & Meyer, 1990). Plateau employees may not consider 

organization policy and procedure align to their personal norms. Yet, normative commitment 

will be influenced by employees‟ experience before and after entering the organization 

(Wiener, 1982). 

Besides, a study regarding career path and normative commitment shows a significant 

and negative correlation (Nasr, 2012). This means employees are more likely to change 

career paths if they do not feel an obligation in a particular organization. In order to feel 

career success, plateau employees prefer to move from one organization to another until they 

meet the firm that aligns to their standards of behavior and social norms (Starnes & Truhon, 

2006). To some extent, employees will develop normative commitment if the organization 

provides rewards in advance or incurs significant costs in offering employment (Allen & 

Meyer, 1990). Hence, normative commitment will occur when organizations offer higher 

positions to employees who value promotion. In contrast, the absence of promotion will lead 

to negative normative commitment among employees. 

In addition, organizational justice also plays roles in relation to career plateau and job 

satisfaction (Ogunyemi, 2018). For instance, unfair promotion policies negatively affect 

commitment because employees are dissatisfied with the management of the organization. 

Therefore, organizations should assist employees equally in the form of career progress by 

providing opportunities to learn new skills and knowledge. For all those reasons, employees 

will value organization efforts and repay it by remaining loyal to one organization for most of 

their career life (Allen & Meyer, 1990).  
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This finding is also supported by social exchange theory where the degree of 

individual commitment depends on adequate of exchange resource (Blau, 1964). The 

connection between employees and employers will become stronger when both parties are 

agreeable to provide valuable resources to other. The extent to which employees will perceive 

their job responsibilities will be contingent on the firm cares about their career aspiration and 

well-being. Therefore, it is reliable for employees to feel less job obligations when plateau 

occurs because their work investments are not rewarded by the organization. 

A most recent study also shows there is negative correlation between career plateau 

and job satisfaction and organizational commitment (Hossain, 2018). This is because 

hierarchical plateau triggers employees' behavior for not believing in organizational practices 

as they begin to spend longer time in the same position without career progress. Thereby, the 

degree of turnover intention increases since employees do not feel obligation towards their 

current position. This result is also supported by (Drucker-Godard et al., 2015; Farooq & 

Tufail, 2017; Nachbagauer & Riedl, 2002) which stated career plateau negatively correlated 

to organizational commitment. In conclusion, normative commitment is developed based on 

psychological agreement between organizations and employees which evolve trust in both 

parties. But, employees will leave if they sense organization culture such as promotion policy 

does not match their values and standards. 
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Table 17  

Overview of Research Hypotheses Result 

Research Hypothesis Data analysis 

technique 

Result 

Ha1: There is a significant relationship between 

hierarchical plateau and affective 

commitment. 

Pearson‟s 

correlation 

coefficient 

Ha1 is accepted 

p = 0.028 

p < 0.05 

Ha2: There is a significant relationship between 

hierarchical plateau and continuance 

commitment. 

Pearson‟s 

correlation 

coefficient 

Ha2 is accepted 

p = 0.000 

p < 0.01 

Ha3: There is a significant relationship between 

hierarchical plateau and normative 

commitment. 

Pearson‟s 

correlation 

coefficient 

Ha3 is accepted 

p = 0.012 

p < 0.05 

 

4.3 CHAPTER SUMMARY 

 In conclusion, this chapter is important to provide overall findings and discussion of 

data collection. All of the obtained data has been interpreted and analyzed based on SPSS 

output. First, descriptive statistics has been divided into two categories, namely demographic 

background respondents and central tendencies measurement of constructs. Meanwhile, 

inferential statistics discuss the correlation of hierarchical plateau and organizational 

commitment. Last but not least, these findings will be used for the next chapter for 

discussion, conclusion, implication, and limitation of the study. 
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CHAPTER FIVE 

CONCLUSION AND RECOMMENDATION 

5.0 INTRODUCTION 

 This chapter comprises the summaries of the study from chapter one until chapter 

four. Besides, the recommendation and suggestion of the study has been provided in terms of 

policy, human resource practitioners, future researchers, and organization. On the other hand, 

the limitation of study also has been included for the future improvement. To summarize, this 

chapter is important to capture the overall result of present study. 

5.1 RESEARCH SUMMARY 

 Chapter one, identifies and discuss the problem statements regarding the correlation 

between career plateau and three-component organizational commitment. In general, career 

plateaus negatively affect employees‟ attitudes and behavior at the workplace. Thereby, the 

general objective of this study is to examine the relationship between career plateau and 

organizational commitment. The main focus is to indicate the impact of hierarchical plateau 

towards affective commitment, continuance commitment, and normative commitment. 

Therefore, there are three research hypotheses that emphasize the relationship between an 

independent variable and dependent variables. In this research, independent variable is 

hierarchical plateau, while dependent variables are affective commitment, continuance 

commitment, and normative commitment. On the other hand, operational definition is used to 

measure the variables of the present study. This chapter ended by the significance of study 

which consists of the contribution towards the body of knowledge, policy, organizations, and 

HR practitioner. 

 Next, chapter two is known as literature review which discovers about the concept of 

variables, the past related findings, and the relevant theories of research. The aim is to gain 

knowledge on the existing research regarding a particular area and use the information in the 
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nature of research. For instance, past related findings contribute implication to theoretical and 

the concepts of variables. It provides a depth insight about possible outcomes in relation to 

research hypotheses. To some extent, it enhances better understanding regarding the 

correlation between career plateau and organizational commitment. In short, this chapter is a 

guideline that includes the overview of previous studies in the related field of research. 

 Then, chapter three is about methodology that has been applied throughout the study. 

The purpose is to ensure the study carries out the appropriate methods and procedures in 

order to achieve research hypotheses. Quantitative research has been conducted which 

emphasizes cross-sectional study and the pattern is the direct relationship between 

hierarchical plateau and organizational commitment. In this study, a questionnaire survey has 

been chosen as a data collection method whereby the close-ended questions are adapted from 

past researchers. Therefore, a pilot test is conducted to test the validity and reliability of the 

questionnaire which involves 30 respondents. Croanbach‟s Alpha is used to determine the 

reliability of the questions. For the actual study, the questionnaire has been distributed to 

several organizations in a short period of time by which involves 50 respondents. Last but not 

least, the obtained data has been analyzed using SPSS to test the correlation between 

hierarchical plateau and organizational commitment through Pearson‟s Correlation 

Coefficient (r). 

 Finally, chapter four comprises findings and discussion regarding the descriptive 

analysis and inferential analysis. The obtained data has been analyzed and interpreted by 

referring to SPSS output. Descriptive analysis consists of respondents‟ demographic 

background information and central tendencies measurement of items. The data has been 

presented in the form of a graphical and table which includes the frequency, percentage, 

mean, and standard deviation for each item. Inferential analysis is used to discover the gap 

between research objective and actual result. The findings and discussions are based on 
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research hypotheses which focus on the correlation between two variables. The result reveals 

that all of the alternative hypotheses are accepted. Firstly, there is a significant and negative 

relation between hierarchical plateau and affective commitment. Secondly, there is a 

significant and positive correlation between hierarchical plateau and continuance 

commitment. Third, there is a significant and negative relationship between hierarchical 

plateau and normative commitment. To conclude, this chapter is important to be used for 

further discussion on implications and recommendations. 

5.2 CONCLUSION 

 A total of 50 respondents participated in this current study which focused on the oil 

palm sector. The main objective of this study is to identify the connection between career 

plateau and organizational commitment. In order to measure the interaction, hierarchical 

plateau is identified as a factor that is assumed to directly influence affective commitment, 

continuance commitment, and normative commitment. 

 The first findings stated there is a significant and negative relationship between 

hierarchical plateau and affective commitment. Employees reported to experience role 

ambiguities since plateau obstructed career aspiration. In this case, career plateau has caused 

employees to become unsure about their career direction in particular organization. Then, 

plateaued employees begin to show less concern and isolate themselves from involving with 

any organization activities. Additionally, excessive career promises that are offered by 

organizations have caused employees to become frustrated if the need of achievement is 

unreachable. The employees will assume the organization is deliberately neglecting their 

contribution by not promoting them for a better position. As a result, employees cannot 

develop emotional attachment towards organization. In short, the absence of promotion has 

negatively influenced employees' perception which leads to decreased affective commitment. 
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 The second findings reveals there is a significant and positive relationship between 

hierarchical plateau and continuance commitment. Employees perceive continuance 

commitment if the working condition is not favorable. The employees have substituted their 

promotion desire to other resources such as salary, fringe benefits, and additional rewards. 

This is because it would be too costly to leave an organization and they may not be able to 

receive the greater or similar alternatives in other organizations. Besides, employees do not 

bother for being plateaued as finding a new job today is difficult. Therefore, employees will 

remain committed as long as the organization pays them fairly based on their current position 

and performance. 

 The third findings show there is a significant and negative relationship between 

hierarchical plateau and normative commitment. The employees are more likely to become 

less committed towards their job duties if the organization‟s culture does not align to their 

standard. For instance, employees who perceive promotion as a crucial element will not 

match with an organization that hardly provides promotion. This is because normative 

commitment would be developed if an organization sets out rewards in advance or incurs 

significant costs in providing employment. Hence, the employees would remain loyal 

towards organization for the rest of their career life since organization shares the same value 

as them. 

 In conclusion, hierarchical plateau is found negatively associated with affective 

commitment and normative commitment, but positively related to continuance commitment. 

Plateau employees feel less emotional attachment and do not sense job obligation as an 

organization unable to provide promotion. On the other hand, employees perceive 

continuance commitment when their desire is unreachable and started to view other elements 

as motivational factors to remain working in a particular organization. 
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5.3 RESEARCH IMPLICATION 

 The findings of this study reveal that career plateau significantly connected to 

organizational commitment. There are several implications of study to organizations, HR 

practitioners, research methodology, and theories.  

5.3.1 Implication of the study to organizations 

 This study offers some practical implications for organization. First, hierarchical 

plateau not only decreases commitment but also lower job satisfaction and increases turnover 

intention of employees in the organization. For that reason, organizations should be aware of 

the plateau phenomena by assessing plateau employees using career plateau scale and job 

tenure. Once plateaued employees are identified, organizations should carry out alternatives 

to support them. For instance, implement a career flexible system that allows horizontal 

movement through job rotation and job enlargement. This type of career development plan 

would make employees remain committed as they proactively grow despite being in plateau 

stages. Additionally, revised and restructured career support and plan would reduce the brain 

drain and leavers, which result sustaining organization productivity and competitiveness. In 

short, a greater knowledge of career plateau would make organizations understand the 

feelings of career stagnation and proactively implement strategies before employees consider 

quitting from the organization.  

5.3.2 Implication of the study to HR practitioners 

 The obtained results of this study can be used as guidelines by HR practitioners to 

strengthen the design of career programs in organizations. By referring to the findings, HR 

practitioners can amend effective career development intervention as a way to cope with 

negative effects of career plateau. HR practitioners could learn how employees respond to 

plateau, which in turn improves their knowledge to assist plateau employees in developing 

career direction. Open communication between HR practitioners and employees would 
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increase employees' understanding about plateauing phenomena which positively led to 

acceptance of career strategies in helping them experience career success. In addition, the 

second finding reveals that plateau employees perceive continuance commitment. This means 

HR practitioners will be aware that plateau employees recognize salary and fringe benefits as 

motivational factors. Hence, HR practitioners will be able to revise compensation and 

rewards systems to sustain the commitment of plateau employees who perform exceeding 

organization expectations. As a result, plateau employees will remain committed since career 

development benefits them in various ways which cannot be found in other organizations. 

5.3.3 Implication of the study to research methodology 

 The questionnaire surveys that are used in this study have met the requirements of 

validity and reliability of items for each variable. Both pilot tests and actual study had used 

survey questionnaires to gather information which in turn exceeding acceptable standards of 

reliability. Thus, it would lead to increase the possibility of generating accurate and 

consistent research findings. This would contribute to the body of knowledge regarding 

career plateau and organizational commitment holistically. 

5.3.4 Implication of study to theoretical 

 For theoretical implication, this study had been supported by past related studies. The 

findings have improved the understanding of the connection between career plateau and 

organizational commitment by applying the theories in it. It means the present research used 

theories to explore the relationship between an independent variable and dependent variables. 

 This study has provided empirical evidence supporting the theory, when it shows that 

employees with high promotion possibilities would report a high degree of organizational 

commitment. The finding shows career plateauing has an impact on organizational 

commitment which aids turnover intentions. This result supported by a model of managerial 

career (Ference et al., 1977) where solid citizens who are known as outstanding employees 
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show less concern towards organization activities due to lack of promotion openings. 

However, solid citizens still perform above expectation because of other resources such as 

salary, fringe benefits, and recognition opportunities. It means plateaued employees may not 

feel emotional attachment and sense moral obligation towards organization, but their 

commitment remains the same as a result of employees‟ benefits package. 

 Besides, this study has contributed to career development literature by studying the 

relationship between hierarchical plateau and organizational commitment. The current study 

has explored plateaued employee commitment using the three measurements of 

organizational commitment by (Allen & Meyer, 1990). The findings reveal career plateau are 

negatively related to affective commitment and normative commitment, but positively related 

to continuance commitment. This shows the relevance of career plateauing on the employees‟ 

commitment. In order to develop employees' commitment, organizations should be aware 

about career advancement. When the need of career achievement is fulfilled, the employees 

will feel satisfied and tend to show commitment as a way to repay back to the organization. 

Hence, the outcomes of this research reveal the importance of career plateau and organization 

commitment on how it contributes to existing theories in literature review. 

 Last but not least, this research enhances knowledge regarding the connection of 

career plateau and organizational commitment to social exchange theory. This theory 

emphasize the strength of relationship depends on the rewards and punishment. Based on the 

findings, employees prefer organizations to treat them fairly in exchange for commitment. It 

means plateau employees consider wages and fringe benefits as motivational factors to 

remain committed in undesirable work environment. This indicates give and take situation, 

where employees invest their time and energy, while employers offer an adequate work 

benefits as rewards. As a result, employees will feel job obligation to perform greater levels 

of productivity to remunerate employers‟ effort on providing work opportunity. 
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5.4 RECOMMENDATION 

 The discussion of recommendation and suggestion is based on the findings and results 

of the research. This section is important for future improvement which involves several 

parties such as organizations, HR practitioners, and future researchers. It is essential for 

interested parties to have guidelines in order to gain better overview of the research and to 

expand the ideas about the related field of study. In short, recommendation is aimed to 

explore career plateau phenomena which can influence organizational commitment. 

5.4.1 Recommendation for the organizations 

 Promotion is known as a tool to measure career success from the insight of 

employees. By practicing promotion policy at the workplace, employees become motivated 

to demonstrate positive attitudes and behaviors. However, only 1% of employees will have 

the opportunity to experience promotion because of the fewer job openings for higher 

positions. This unavoidable situation will happen in most organizations due to flatter 

organizational structure. As a result, employees become frustrated and begin to react 

negatively to work responsibility and obligation. Therefore, organizations suggested 

identifying this group of people because they not only perform below standard but also may 

influence other employees as well. 

 First, organizations should practice fair promotion policies and procedures. This can 

prevent organizations from making any excessive promise such as employees will definitely 

be promoted if working for a certain time in the firm. Hence, an organization's handbook is 

important which covers the policy and procedure of when and how promotion could occur. 

By referring to the organization handbook, employees will acknowledge the requirement for 

promotion and somehow improve their insight on how organizations manage career 

development. To some extent, the transparent policy could prevent any discrimination and 

biases in term of promotion opportunities. In short, organizations need to communicate the 
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promotion policy and procedure to avoid any conflict or misunderstanding occurs among 

management and employees. 

 Second, organizations play an important role in explaining and communicating career 

development intervention. Most firms focus on providing activities that contribute to the 

organization's goal which indirectly neglect the employees‟ needs. Management needs to 

guide employees in developing career paths and ladder in order to motivate them to become 

more effective in performing jobs. Employees will feel attached if employers show concern 

about their career growth while fulfilling the company‟s vision. To conclude, implementing 

career advancement may directly impact the entire organization by increasing morale, career 

satisfaction, productivity, motivation and responsiveness in achieving organizational 

objectives. 

 Third, organizations enforce a flexible career system which not only concentrates on 

vertical movement but also horizontal movement. For instance, implement job rotation, task 

variety, and work in a project as a way to develop employees‟ personal skills. This flexible 

career system can prevent employees from getting bored and trapped in similar job duties. 

Yet, employees could crystallize skills and knowledge in certain work fields. In this case, 

employees will substitute promotion for other resources such as opportunity for recognition 

and development. Thus, employees can feel career progress for being recognized as a 

specialist at the workplace. To conclude, organizations are viewed as a key indicator on 

managing career development from the first day of employees being employed. 

5.4.2 Recommendation for HR practitioners 

 HR practitioners are known as talent management who specialize in assisting 

employees with any problems. In order to handle career plateau issues, HR practitioners need 

to conduct recognition events as a way to acknowledge employees‟ efforts. This is because 

employees will experience career plateau sooner or later due to organizational structure. 
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Therefore, recognition opportunities such as evaluation and feedback from top management 

regarding their job performance would encourage employees to work harder. Employees feel 

appreciated because employers do not neglect their contribution and investment in the 

organization. As a result, they will remain committed to fulfill job responsibilities in return of 

recognition from management. 

 Besides, the findings indicate compensation and benefits highly affect employees‟ 

commitment. HR practitioners and top management are encouraged to revise wages and 

benefits systems in order to retain talented employees. Since job openings for higher 

positions are low, HR practitioners could increment salary based on job performance or skills 

and knowledge. To some extent, giving rewards such as bonuses when employees 

successfully perform work projects may encourage them to keep committed despite being 

plateaued. This merit pay is a great way to motivate employees to fulfill company's goals as it 

links individual effort and ambition to a reward. For that reason, employees will make an 

effort to meet and exceed the organization's objective, which improves the overall 

performance of the company. In short, better compensation and benefits may enable a highly 

productive workforce with a high degree of employee retention despite plateau phenomena. 

 Furthermore, HR practitioners recommended improving career development 

intervention. This is because career progress should not be viewed as vertical movement only 

but horizontal movement as well, thus job design, job enlargement, and job rotation should be 

implemented as a way to prevent employees feeling trapped in the job plateau. For instance, 

job enlargement attempts to provide extra responsibility by expanding the range and 

complexity of tasks horizontally. As a result, employees will be able to capture their role at 

the workplace since they are involved in a major portion of the company project. This will 

reduce the level of boredom and increase job satisfaction as he/she can see their investment 

and contribution on the entire project. Yet, implementing job rotation will encourage 
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employees to utilize their skills and knowledge optimally on the challenging task but 

attainable. To conclude, career development intervention is important to ensure the talented 

employees can utilize their specialist in the firm. 

 Last but not least, HR practitioners are suggested to conduct mentoring programs to 

help both mentor and protégé. This is because the past findings found mentoring moderate 

the relationship between career plateau and work outcomes. The plateau employees are 

usually associated with senior employees who have low likelihood to be promoted in future. 

As a senior employee, HR practitioners can assign them as mentors who will supervise and 

guide other employees. This program may develop the value of commitment among mentors 

since they need to teach others to continue their legacy. From a protege perspective, they 

could learn on how to manage their career path before attaining career plateau. To conclude, 

mentoring programs encourage two-ways support in the form of developing strategies to 

manage career direction and personal issues. 

5.4.3 Recommendation for future research 

There are limitations on these present findings, thus future research recommended to 

address the limitations of this study. First of all, future researchers are suggested to construct 

the same research in a different context, settings, and location. This is because employees‟ 

who work in agriculture may have different perceptions about career plateau compared to 

other industries. The aim is to explore difference insight and opinions between employees 

from different types of industries. To some extent, the promotion procedure for the public 

sector and private sector is different which means employees may perceive different 

perceptions about career plateau and organizational commitment. In terms of data collection 

procedure, future research is encouraged to gather data from larger sample sizes to improve 

the accuracy and reliability of the findings. This current only involves 50 respondents which 
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may not be adequate to draw conclusions in holistic form. Therefore, by increasing the 

number of respondents will improve the accuracy and reliability of the obtained findings. 

Additionally, the data collection has been accomplished through a questionnaire 

survey which means the research design of this study is quantitative research. This type of 

method only comprises general perception of respondents because close-ended questions 

prevent respondents from explaining their opinions. Thus, future researchers are 

recommended to conduct the research using different methodology, namely qualitative 

research or mixed research design with aim to gather depth information regarding the 

research dimensions. Plus, these methods allow researchers to obtain more accurate data 

since it involves an interview session to gather information from informants. 

Last but not least, future research suggested studying the relationship between 

different types of career plateau and organizational commitment. The purpose is to generate 

broaden ideas on career plateau effect towards employees‟ behavior and attitudes at the 

workplace. This will contribute to better solutions and practice in order to handle plateaued 

employees and to improve organization performance. 

5.5 LIMITATION OF STUDY 

 In general, this research contributes to the body of knowledge regarding the 

relationship between career plateau and the three-component of organizational commitment. 

Nevertheless, there are several limitations in this present study. First, a total of respondents 

for this research only involves 50 employees and conducted at two private companies in 

Sarawak. This means the obtained data and results cannot be concluded in a holistic view 

because it only involves small samples of size. To some extent, the perception of employees 

from the private sector may be different from employees who work in the public sector. This 

is because the public sector focuses more in grades whereas the employees will get higher 

grades if they meet certain requirements. Apart from that, the population of this study is the 
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plantation (oil palm) sector which means the result may not be applicable to other sectors. For 

all those reasons, future study should be conducted among employees from different sectors 

to compare the obtained result. 

 Second is limitation in terms of research methodology. This study has used 

quantitative methods to collect and gather information. Questionnaire survey is chosen as a 

method to obtain data which emphasizes close-ended questions. This implies respondents 

unable to provide further information about their opinion or perception on the questions. Yet, 

the obtained data has been analyzed and interpreted based on SPSS output. Therefore, the 

findings are general information about the correlation between career plateau and 

organizational commitment. As a result, future study should use qualitative research to obtain 

a depth insight or practice both qualitative and quantitative methods to accumulate 

information. 

 Third, this study is focusing more on one type of career plateau which is hierarchical 

plateau. However, there are other types of career plateau that can influence the organizational 

commitment such as job content plateau and life plateau. Apart from that, career plateau is 

also linked to employees‟ attitude and behavior. Hence, the future research encourages 

including different factors or elements for better insight which is not tested in this current 

study. 

 Fourth is limitation in form of accuracy and reliability of the research results. This is 

because the honesty of respondents when answering the questionnaire may affect the research 

findings. For instance, some of the respondents may simply answer the question without fully 

understanding the questions. This attitude and behavior will directly influence the reliability 

and accuracy of the research. Hence, respondents' personality may affect the process of data 

collection which tends to impact the overall result of the study. Yet, there is limitation in 

terms of collecting information since the research needs to be done within a year.  
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 Last but not least, the data collection procedure has been conducted during MCO. 

This means the respondents‟ perception may be influenced by surrounding issues. Therefore, 

the current results of this study might not adapt to other conditions or environments. To some 

extent, there is limitation to access the respondents directly since the data collection process 

is through the company representative. In short, MCO has prevented interaction and 

explanation regarding the purpose of research towards the respondents. 

5.6 CHAPTER SUMMARY 

 In general, this study reveals that career plateau significantly associated with the 

three-components of organizational commitment. The findings show career plateau 

negatively correlated to affective commitment and normative commitment, but positively 

related to continuance commitment. This chapter comprises the implication of career plateau 

to organization, HR practitioner, research methodology, and theories. It also incorporates the 

limitation of study and recommendation on how to improve the impact of career plateau on 

organizational commitment which involves organization, HR practitioner, and future 

research. To conclude, this study contributes to knowledge about career plateau phenomena 

which aim to assist plateau employees to enhance performance in order to achieve 

organization goals. 
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APPENDIX B QUESTIONNAIRE 

 

 

FACULTY OF COGNITIVE SCIENCE AND HUMAN DEVELOPMENT 

Tajuk kajian: 

Hubungan Dataran Hirarki dan Komitmen Organisasi dalam Kalangan Pekerja Sektor 

Perladangan. 

 

Responden yang dihormati, 

Soal selidik yang dijalankan adalah bertujuan untuk mengkaji hubungan antara dataran 

hirarki dan komitmen organisasi. Soal selidik ini mempunyai 35 soalan dan dibahagikan 

kepada lima bahagian. Bahagian A berkaitan dengan latar belakang responden. Bahagian B 

pula mengkaji pendapat respondent terhadap dataran hierarki. Manakala, bahagian C, D, dan 

E diajukan untuk memperoleh pandangan responden terhadap tiga jenis komitment organisasi 

(komitmen afektif, berterusan dan normatif). Saya memohon kerjasama dan masa anda untuk 

mengambil bahagian dalam tinjauan ini. Maklumat yang diperoleh akan disimpan secara 

rahsia dan hanya digunakan untuk akademik sahaja. 

 

Dear Respondents, 

The survey questionnaire is conducted to examine the relationship between hierarchical 

plateau and organizational commitment. This questionnaire consists 35 items which are 

divided into five sections. Section A is related to respondents’ demographic background. 

Section B is designed to measure the perceptions of respondents towards hierarchical plateau 

phenomena. Section C, D and E are designed to obtain the respondents view on three-

component of organizational commitment (affective, continuance and normative). I sincerely 

appeal for your cooperation and time to participate in this survey. The obtained information 

will be keep confidential and solely for academic purpose only. 

 

Disediakan oleh: 

Jessica Unnai Anak Anggai 

014 – 593 2347 

jessicaawa97@gmail.com 

Ijazah Sarjana Muda Sains dengan Kepujian (Pembangunan Sumber Manusia)  

mailto:jessicaawa97@gmail.com


104 

 

BAHAGIAN A: LATAR BELAKANG RESPONDEN 

Sila tandakan ( √ ) pada jawapan yang sesuai. 

Please tick ( √ ) for the most appropriate answer. 

 

1. Jantina/ Gender:  

Lelaki/ Male  Perempuan/ Female  

 

2. Umur/ Age: 

21 – 30 tahun/ years  41 – 50 tahun/ years  

31 – 40 tahun/ years  51 tahun dan keatas   

  51 years and above  

 

3. Tahap pendidikan/ Highest level of education:  

Sijil Pelajaran Malaysia (SPM) 

Malaysian Certificate of Education 

 Ijazah Sarjana Muda 

Degree 

 

Sijil Tinggi Pelajaran Malaysia (STPM) 

Malaysian Higher Education Certificate 

 Lain-lain, senaraikan: 

Others, list: 

 

Diploma    

 

4. Tempoh berkhidmat dalam satu organisasi/ Years of working in current organization: 

5 – 10 tahun/ years   16 – 20 tahun/ years  

11 - 15 tahun/ years  20 tahun dan keatas 

20 years and above 

 

 

5. Current Position/ Jawatan:  

Penolong pengurus/ Assistant manager  Kerani/ Clerk   

Penyelia ladang/ Field supervisor  Lain-lain/Others  
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BAHAGIAN B: HIRARKI MENDATAR 

Sila baca setiap soalan dengan teliti dan bulat jawapan yang sesuai berdasarkan skala. 

Please read each question and circle appropriate responses according to the scale. 

 

1 2 3 4 5 

Sangat tidak setuju 

Strongly disagree 

Tidak setuju 

Disagree 

Neutral 

Neutral 

Setuju  

Agree 

Sangat setuju 

Strongly agree 

 

1 Saya mungkin tidak mendapat gelaran jawatan yang tinggi 

di dalam organisasi.  

I am not likely to obtain a much higher job title in my 

organization. 

1 2 3 4 5 

2 Saya tidak berkemungkinan untuk maju ke tahap yang 

lebih tinggi dalam syarikat saya dalam masa terdekat. 

I am not expecting to advance to higher level in my company 

in the near future. 

1 2 3 4 5 

3 Peluang saya untuk bergerak ke tahap yang lebih adalah 

terhad dalam organisasi saya sekarang.  

My opportunities for upward movement are limited in my 

present organization. 

1 2 3 4 5 

4 Saya tidak menjangkakan akan dinaikan pangkat dengan 

kerap di syarikat saya pada masa akan datang.  

I am not expecting to be promoted frequently in my company 

in future. 

1 2 3 4 5 

5 Saya telah mencapai tahap di mana saya tidak 

menjangkakan untuk bergerak lebih tinggi di syarikat. 

I have reached a point where I do not expect to move much 

higher in my company. 

1 2 3 4 5 

6 Kemungkinan untuk saya berkembang dalam organisasi 

adalah terhad. 

The likelihood that I will get ahead in my organization is 

limited.  

1 2 3 4 5 

Rujukan: Milliman (1992)  
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BAHAGIAN C: KOMITMEN AFEKTIF 

Sila baca setiap soalan dengan teliti dan bulat jawapan yang sesuai berdasarkan skala. 

Please read each question and circle appropriate responses according to following scale. 

 

1 2 3 4 5 

Sangat tidak setuju 

Strongly disagree 

Tidak setuju 

Disagree 

Neutral 

Neutral 

Setuju  

Agree 

Sangat setuju 

Strongly agree 

 

1 Saya sangat gembira menghabiskan seluruh kerjaya saya 

di dalam organisasi ini. 

I would be very happy to spend the rest of my career with this 

organization. 

1 2 3 4 5 

2 Saya suka berbincang mengenai organisasi saya dengan 

orang-orang di luar. 

I enjoy discussing my organization with people outside it. 
1 2 3 4 5 

3 Saya benar-benar berasa bahawa masalah organisasi 

adalah masalah saya sendiri. 

I really feel as if this organization’s problems are my own. 
1 2 3 4 5 

4 Saya tidak berasa bahawa saya dengan mudahnya menjadi 

seperti yang dikehendaki oleh organisasi lain seperti saya 

di organisasi saya sekarang. 

I do not think that I could easily become as attached to another 

organization as I am to this one. 

1 2 3 4 5 

5 Saya berasa seperti 'sebahagian daripada keluarga' di 

organisasi ini. 

I feel like ‘part of family’ at my organization. 
1 2 3 4 5 

6 Saya merasakan ‘tarikan emosi’ terhadap organisasi. 

I feel ‘emotionally attached’ to this organization. 
1 2 3 4 5 

7 Organisasi ini mempunyai makna personal bagi saya. 

This organization has great deal of personal meaning for me. 
1 2 3 4 5 

8 Saya merasakan semangat kekitaan yang kuat terhadap 

organisasi ini. 

I feel a strong sense of belonging to my organization. 
1 2 3 4 5 

Rujukan: Allen dan Meyer (1990) 
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BAHAGIAN D: KOMITMEN BERTERUSAN 

Sila baca setiap soalan dengan teliti dan bulat jawapan yang sesuai berdasarkan skala. 

Please read each question and circle appropriate responses according to following scale. 

 

1 2 3 4 5 

Sangat tidak setuju 

Strongly disagree 

Tidak setuju 

Disagree 

Neutral 

Neutral 

Setuju  

Agree 

Sangat setuju 

Strongly agree 

 

1 Saya takut terhadap perkara yang mungkin berlaku jika 

saya berhenti kerja tanpa tawaran lain. 

I am afraid of what might happen if I quit my job without 

having another one lined up.  

1 2 3 4 5 

2 Ia akan menjadi sangat sukar bagi saya untuk 

meninggalkan organisasi sekarang, walaupun saya mahu. 

It would be very hard for me to leave my organization right 

now, even if I wanted to. 

1 2 3 4 5 

3 Banyak perkara yang akan mengganggu hidup saya jika 

saya memutuskan untuk meninggalkan organisasi 

sekarang. 

Too much in my life would be disrupted if I decided I 

wanted to leave my organization now. 

1 2 3 4 5 

4 Kos akan terlalu tinggi untuk saya meninggalkan 

organisasi sekarang. 

It would be too costly for me to leave my organization now. 

1 2 3 4 5 

5 Tinggal dalam organisasi ini adalah keperluan dan 

keinginan saya sekarang. 

Right now, staying with my organization is matter of 

necessity as much as desire. 

1 2 3 4 5 

6 Saya rasa saya mempunyai banyak perkara untuk 

dipertimbangkan sebelum meninggalkan organisasi ini. 

I feel that I have too many options to consider leaving this 

organization. 

1 2 3 4 5 

7 Salah satu kesan yang serius apabila meninggalkan 

organisasi ini adalah kekurangan alternatif seperti yang 

sedia ada. (cth: gaji dan faedah) 

One of the few serious consequences of leaving this 

organization would be the scarcity of available alternatives. 

(exp.: salary and benefits). 

1 2 3 4 5 
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8 

 

Sebab utama saya terus bekerja untuk organisasi ini 

adalah kerana meninggalkannya memerlukan 

pengorbanan peribadi yang cukup besar - organisasi lain 

mungkin tidak sepadan dengan manfaat keseluruhan 

saya alami di sini. 

One of the major reasons I continue to work for this 

organization is that leaving would require considerable 

personal sacrifice – another organization may not match the 

overall benefits I have here. 

1 2 3 4 5 

Rujukan: Allen dan Meyer (1990) 

 

 

BAHAGIAN E: KOMITMEN NORMATIF 

Sila baca setiap soalan dengan teliti dan bulat jawapan yang sesuai berdasarkan skala. 

Please read each question and circle appropriate responses according to following scale. 

 

1 2 3 4 5 

Sangat tidak setuju 

Strongly disagree 

Tidak setuju 

Disagree 

Neutral 

Neutral 

Setuju  

Agree 

Sangat setuju 

Strongly agree 

 

1 Saya fikir masyarakat sekarang kerap bergerak dari satu 

syarikat ke syarikat lain. 

I think that people these days move from company to 

company too often. 

1 2 3 4 5 

2 Saya percaya bahawa seseorang mesti sentiasa setia 

kepada organisasinya. 

I believe that a person must always be loyal to his or her 

organization. 

1 2 3 4 5 

3 Bertukar dari organisasi ke organisasi lain tidak 

kelihatan tidak beretika bagi saya. 

Jumping from organization to organization do not seem 

unethical to me. 

1 2 3 4 5 

4 Salah satu sebab utama saya terus bekerja untuk 

organisasi ini ialah saya percaya bahawa kesetiaan 

adalah penting dan rasa bertanggungjawab itu kekal. 

One of the major reasons I continue to work for this 

organization is that I believe that loyalty is important and 

therefore feel a sense of moral obligation to remain. 

1 2 3 4 5 

5 Sekiranya saya mendapat tawaran pekerjaan yang lebih 

baik di tempat lain, saya berasa tidak selesa untuk 

meninggalkan organisasi ini. 

1 2 3 4 5 
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If I got another offer for better job elsewhere I would not feel 

it was right to leave my organization. 

6 Saya diajar untuk mempercayai nilai kesetiaan terhadap 

satu organisasi. 

I was taught to believe in the value of remaining loyal to one 

organization. 

1 2 3 4 5 

7 Kehidupan akan menjadi lebih baik sekiranya seseorang 

berkhidmat untuk satu organisasi sepanjang kerjaya 

mereka. 

Things were better in the days when people stayed with one 

organization for most of their careers. 

1 2 3 4 5 

8 Saya berfikir bahawa untuk menjadi ‘manusia syarikat’ 

atau ‘wanita syarikat’ adalah wajar. 

I think that wanting to be a ‘company man’ or ‘company 

woman’ is sensible. 

1 2 3 4 5 

Rujukan: Allen dan Meyer (1990) 

 

 

TERIMA KASIH ATAS SEGALA KERJASAMA, SOKONGAN, DAN KESUDIAN 

ANDA UNTUK MELUANGKAN MASA MENGISI SOAL SELIDIK INI 

 




