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Abstract 

The aim of the present study is to investigate the relationship between job plateauing and 

organizational indifference in Iranian sports organizations (Case Study: Ilam Province Sports and 

Youth Departments). The research method is descriptive and correlational. The statistical population 

consisted of all employees of Ilam Province Sports and Youth Departments, 146 people. Due to the 

limited statistical population, the statistical sample of this study was considered equal to the entire 

population. To collect information, Milliman’s (1992) job plateauing questionnaire and Danai Fard et 

al.’s (2010) organizational indifference questionnaire were used. Descriptive statistics (mean, 

standard deviation, graphs and tables) and inferential statistics (Kolmogrov-Smirnov test and 

Pearson correlation and stepwise regression) were used to analyze the data. The results showed that 

there is a positive and significant relationship between all dimensions of job plateauing and 

organizational indifference in Ilam Province Sports and Youth Departments. This means that with 

the increase in job plateau, organizational indifference increases. According to the results, it can be 

admitted that the lack of attention to the phenomenon of job plateau will increase various dimensions 

of organizational indifference in sports organizations. Therefore, it is suggested that managers of 

organizations should take action towards job enrichment, establishing a system for evaluating 

employee performance, and increasing their support and training. 

Keywords: job plateau; organizational indifference; employees; youth and sport offices; Ilam 

 

1. Introduction 

Our world is a world of organizations, and people are considered the main drivers of the cycle 

that give spirit to organizations and achieve goals. These are human resources. Without human 

resources, organizations have no meaning and management becomes a fictitious subject [1]. Human 

resources are considered the most important asset of organizations and a competitive advantage, and 

are considered one of the most valuable resources and assets of an organization [35]. There is a 

dynamic process in the development of organizations and employees, as well as all regions of the 

world. Changing organizational structures, employee expectations and pursuing new approaches to 

management are the main axes of this process [31]. For example, the prevalence of downsizing and 

organizational restructuring in today’s environment has led to a reduction in the levels of the 

organizational hierarchy and, as a result, fewer opportunities for promotion and career advancement. 

On the other hand, organizational structures have become more horizontal and this greater 

uniformity also means that people are likely to remain in their current position for a longer period of 
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time due to less vertical mobility. Therefore, there is increased competition among employees to 

achieve higher-level jobs in the organization (cited in [30]). When an individual faces hierarchical 

(promotion-related), task-oriented (job content) and professional constraints in an organization, they 

face an obstacle called career plateau, which creates a barrier to moving forward in their career [13]. 

Career plateau occurs when an individual feels that they are facing difficulties in their career path 

and cannot advance in the organizational hierarchy or their promotion is slow [26]. Choudhary and 

Ruiz (2013) defined career plateau as a feeling of frustration and psychological weakness that 

employees feel as a result of career stagnation (cited in [23]). Bardwick (1986) defined two types of 

career plateau: structural (hierarchical) plateau and content plateau (job content). Structural 

plateauing occurs when there is li�le chance for an individual to move up the organizational 

hierarchy, while content plateauing occurs when an individual does not feel a major challenge in 

their job but finds the job una�ractive [6]. Plateaued employees evaluate their supervisors negatively 

and are less supportive. Employees who experience a career plateau believe that their employers 

have abandoned them [26]. Job plateauing is a critical determinant that affects both the organization 

and the employees, leading to poor work outcomes such as reduced work engagement [23]. Shafiq 

and Jamil (2023) conducted a study on job plateauing. The findings of this study showed that job 

content plateauing has a positive and significant relationship with employee disengagement behavior 

due to loss of commitment. This suggests that companies can take constructive steps to manage 

plateauing individuals by modifying their beliefs and, consequently, their unfavorable a�itudes 

toward their jobs [27]. Organizations should reevaluate their reward systems in light of evidence 

suggesting that promotion desire drives the plateau-outcome link. Bai et al. (2023) found that job 

plateauing negatively impacts job commitment and positively impacts turnover intention, and job 

engagement negatively impacts turnover intention. Training negatively moderates job plateauing 

toward job engagement, and job rotation moderates job plateauing toward turnover intention. 

Accordingly, organizations should consider the impact on employees’ jobs when designing training 

and job rotation policies in response to the pandemic [5]. Darling and Cunningham (2023), in a study 

of 67 Canadian employees, found that the causes of career plateauing in the public service were ten 

main themes, grouped into three areas: lack of experience, skills and education, competitive skills, 

and perceptions of favoritism and discrimination. In addition to feeling embarrassed by their inability 

to demonstrate experience, education and knowledge, many employees reported instances of 

frustration due to lack of interview skills or evidence of bias and discrimination. Those who were at 

risk due to favoritism or discrimination expressed feelings of disgust and frustration and showed a 

tendency to be less involved in their work (9). Nazari and Golmohammadi (1402) found in their study 

that personality traits have a significant negative effect on organizational indifference [22]. Baghban 

et al. (2018) identified four factors affecting the job burnout of NAJA employees in their research. 

These factors generally included individual, job, organizational, and external environment [4]. 

Zardashtian et al. (2017) found in a study that job burnout directly affects the resignation of physical 

education teachers. Job burnout also indirectly affects the resignation of physical education teachers 

in Kermanshah province through the variable of job burnout [3]. 

Job burnout has the potential to cause dissatisfaction because continuous upward progress, 

learning and job challenge, and ultimately, specialization and access to a potential job market due to 

professional skills are important sources of motivation. Advancements usually include benefits such 

as increases in salary, power, and status. Therefore, many employees use advancement as a criterion 

to measure their success in the organizational environment. They develop a negative a�itude when 

they realize that their career advancement in the organization is no longer achievable. In general, 

research results have shown that increased absenteeism, psychological stress, desire to leave the 

service, increased levels of job burnout, decreased levels of job satisfaction and organizational 

commitment, role conflict, decreased sense of self-esteem, lack of ability to adapt to changes, low 

levels of job involvement and lack of initiative will be inevitable consequences of job burnout (cited 

in [30]). Other research indicates that job burnout in the long term causes employees to become 
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indifferent to the organization. Among them, we can mention the research of Karimianpour et al. 

(1402), Kazemi et al. (2018), Asgari (2017), Saleh Ardestan and Seyed Naqvi (2016) [3,18,19,26]. 

Indifference can perhaps be called a silent crisis, a quiet collapse, and continuous and silent 

destruction. One of the consequences of indifference to human resources is the creation of a 

phenomenon called indifference to the organization. A state in which the occurrence or non-

occurrence of peripheral phenomena, and specifically the realization or non-realization of 

organizational goals, does not make a difference to a member or group of members is called 

“organizational indifference” [3]. Employee indifference to the organization is manifested in five 

dimensions, which are: 1. Indifference to the manager, in this case, employees refrain from 

commenting on their abilities in order to accept more responsibility, do not inform the manager about 

the work process, and sometimes deliberately postpone the manager’s demands. 2. Employee 

indifference to the client, not prioritizing the client’s work, lack of responsiveness, postponing 

services to the client, and aggressive behavior with the client. 3. Employee indifference to the 

organization, trying to leave the workplace faster, personal use of the organization’s facilities. 4. 

Indifference to work, such as reducing accuracy and speed at work, not caring about the quality of 

work, pessimism about work. 5. Indifference to colleagues, reducing cooperation and not cooperating 

in group work, having cold and formal behavior with colleagues, creating pessimism [19]. 

Theoretically, it can be said that employees who are indifferent to the organization do not have the 

necessary motivation to do their work and have low job performance, and in these conditions they 

perform work at a minimal level [2]. Boroumand et al. (2018), in a study, found that organizational 

indifference is one of the main factors affecting the reduction of employee productivity and efficiency 

[7]. Zandi and Amani (2018), in their study, found that employees can help reduce organizational 

indifference by expressing opinions and statements, clarifying rules and regulations, supportive 

behaviors of managers, collaborative activities, and highlighting the organizational vision [32]. 

Therefore, it seems that organizational managers should prevent this before the employees of the 

organization reach the stage of career plateau. Sports organizations, like non-sports organizations, 

are exposed to these risks and are no exception to this rule. Therefore, given the importance of the 

issue and the fact that no study has been conducted on the relationship between job burnout and 

organizational indifference in sports organizations, researchers are trying to answer the question of 

what relationship exists between job burnout and organizational indifference in sports organizations 

in the country (case study: Sports and Youth Departments of Ilam Province)? 

2. Research Method 

The present study is a correlational study. The statistical population of the study consisted of all 

employees of the sports and youth departments of Ilam province (including the general department 

and the departments of the subordinate counties) in the number of 146 people. Due to the limited 

statistical population, the statistical sample of this study was considered equal to the entire 

population (N=n). Finally, the questionnaires were provided to the statistical sample in various ways 

such as sending emails, visiting in person, social networks, etc. Out of the 146 distributed 

questionnaires, 140 questionnaires were used for analysis in their entirety and without errors. To 

collect information, 3 questionnaires were used as follows : 

The demographic characteristics questionnaire was distributed among the research samples to 

collect data related to age, gender, marital status, service history, employment status, educational 

degree, and organizational position. Milliman’s job burnout questionnaire (1992) consists of 14 

questions that measure structural burnout, content burnout, and work life burnout. Danai Fard et 

al.’s organizational indifference questionnaire (2010) consists of 33 questions that measure the 

dimensions of indifference to the manager, indifference to the organization, indifference to the client, 

indifference to the colleague, and indifference to work. In order to determine the reliability of the 

aforementioned questionnaires, 30 questionnaires were distributed among the statistical community 

in a preliminary study, and the Cronbach’s alpha values for job burnout and organizational 

indifference were 0.89 and 0.91, respectively. Considering the Cronbach’s alpha results, it can be 
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admi�ed that the obtained alpha coefficients have an acceptable level and the measurement tools also 

have good internal consistency. In order to organize and summarize the data, descriptive statistics 

including: mean, standard deviation, tables and graphs were used, and in the inferential statistics 

section including: Kolmogorov-Smirnov test; to determine the normality of the data, Pearson 

correlation coefficient; to detect and determine the presence or absence of a relationship between the 

variables of job burnout and organizational indifference, and multivariate regression; to determine 

the contribution of each of the components of the predictor variable (job burnout) in predicting the 

criterion variable (organizational indifference). 

The face and content validity of the research questionnaires were confirmed by 5 management 

professors and 5 sports management professors. It should be noted that all calculations were 

performed using SPSS version 26 software at a significance level of 0.05. 

3. Research Findings 

Table 1 describes the descriptive statistics of the individual characteristics of the research 

sample . 

Table 1. Descriptive statistics of individual characteristics of the research sample. 

Demographic Characteristics Frequency Frequency Percentage 

Gender 
Female 28 20 

Male 112 80 

Age 

Less than 30 16 11/4 

31-40 55 40 

41-50 50 35/71 

More than 50 19 12/89 

Marital status 
Single 55 40 

Married 85 60 

Educational degree 

Diploma 12 8/57 

Associate’s degree 5 3/57 

Bachelor’s degree 90 64/28 

Master’s and PhD 33 23/57 

Service experience 

Under 5 years  21 15 

6-10 28 20 

11-15 21 15 

16-20 35 25 

21-25 14 10 

Organizational position  
Manager 14 10 

Expert and others 126 90 

In addition, before conducting statistical tests and due to a pre-condition for using or not using 

parametric tests, the Kolmogorov-Smirnov test was used (Table 2). Given the significance level 

obtained from this test, the normality of the data was determined and we conclude that parametric 

tests can be used to analyze the research data. 

Table 2. Kolmogorov-Smirnov test statistics for the normality of the data distribution. 

Variables N Z Sig Test result 

Job burnout 140 0.185 0.725 normal 

Organizational indifference 140 0.352 0.612 normal 
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Table 3. Results of Pearson correlation coefficient between job burnout and organizational indifference. 

Factor Indicators Organizational indifference 

Job burnout 

Correlation rate (r) 0.722 

Significance level (Sig) 0.001 

Number of samples (N) 140 

The results showed that there is a positive and significant relationship between job burnout and 

organizational indifference. This means that as the level of job burnout increases, organizational 

indifference will also increase. 

Next, in order to evaluate the explanatory power of the predictor variables (job plateau 

components) whose relationships have been previously tested, a stepwise multivariate linear analysis 

method was used . 

Before performing the regression analysis, the assumptions of this analysis are examined. These 

assumptions include : 

1. Normality of the variables, 2. Independence of errors, 3. Absence of multiple collinearity . 

The first assumption, which was previously examined and the results of the Kolmogorov-

Smirnov test was used. The results of the second and third assumptions are reported in Table 2. 

To predict organizational indifference based on job plateauing, the structural plateauing variable 

was entered into the equation in the first step, the content plateauing variable in the second step, and 

the work life plateauing variable in the third step, and their significance was maintained throughout 

these three steps. Table 4 reports the results of the regression analysis. 

Table 4. Results of the examination of the independence of errors and multiple collinearity in regression analysis. 

Step 
Multiple correlation 

coefficient 
Explained variance 

Adjusted explained 

variance 
Standard error of estimate of  R2 Changes 

First 0.565 0.08 0.06 8.29 0.02 

Second 0.433 0.09 0.08 7.35 0.03 

Third 0.579 0.08 0.07 7.71 0.02 

According to Table 5, the value of the Durbin-Watson statistic in the present study is 1.94. Values 

between 1.5 and 2.5 indicate the existence of independence of errors in the data. Therefore, it can be 

said that in the present study, there is independence of errors for performing multivariate regression. 

The variance inflation factor (VIF) statistic in the present study was 2.25, which indicates that a 

number less than 10 indicates the absence of multicollinearity. Therefore, it can be said that there is 

no multicollinearity between the independent variables in the present study. Considering these cases, 

multivariate regression analysis can be used. 

Table 5. Results of stepwise regression analysis of organizational indifference on the components of job plateau. 

Test  Obtained value Allowed value Result 

Durbin-Watson 1.94 Between 1.5 and 2.5 There is independence of errors 

VIF 2.25 Less than 10 There is no multiple collinearity 

Table 6. Results of the analysis of variance test to examine the ability of job plateau components to predict 

organizational indifference. 

Model 
Total 

squares 
Degree of freedom Mean of squares F Significance level 

Final 

model 

Regression 915.48 3 305.16 
 

5.87 

 

0.001 
Residuals 18707.45 137 51.96 

Total 19622.93 140  
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According to Table 6, the analysis of variance test of the organizational indifference prediction 

model based on job plateau components (F=5.87) is significant at the (0.001) level. This finding 

indicates that the predictor variables, namely structural, content plateau and work life, are 

significantly able to predict organizational indifference. Table 8 also reports the unstandardized and 

standardized regression coefficients and a significance test for these coefficients. 

Table 7. Regression coefficients and t-statistics of the model for predicting organizational indifference based on 

the components of job plateau. 

Variable 

Unstandardized 

regression coefficient 

(B)  

Standard error 

(S.E) 

Standardized 

regression 

coefficient 

(Beta) 

T-statistic  Significance level 

Constant number (a) 35.27 2.59 - 12.11 0.001  

Structural plateau 0.12 0.05 0.25 3.58 0.001  

Work life plateau 0.13 0.05 0.32 3.56 0.001  

Content plateau 0.17 0.09 0.28 0.2 0.001  

According to Table 7, the effect of structural plateau on organizational indifference (0.25) and at 

the level 0.001 is significant. The effect of content plateauing on organizational indifference (0.32) is 

significant at the 0.001 level, and the effect of work life plateauing on organizational indifference 

(0.28) is significant at the 0.001 level. This finding shows that content plateauing, among the 

dimensions of job plateauing, has the greatest effect on organizational indifference. 

4. Discussion and Conclusions 

In the current system, improving individual and organizational performance is considered one 

of the main goals of any living and active organization. The most important resource in any 

organization is human resources. The job a�itude of employees in an organization is very essential 

for management; because they have information, experience, organizational knowledge, and ideas 

related to their work [34]. If we consider human resources to be one of the most important pillars of 

improving the performance of an organization, it is clear that examining the variables affecting their 

performance can be a guide for managers in improving the performance of the organization. 

Minimizing physical and psychological stressors in the workplace is one of the most important goals 

that organizational managers must pay special a�ention to in order to achieve the organization’s 

goals, because paying a�ention to these factors and creating a healthy work environment leads to 

effectiveness, efficiency, job satisfaction, and individual efficiency, and ultimately to the realization 

of the organization’s goals and progress [36]. 

Almost all decisions that managers make in organizations directly and indirectly affect all people 

in the organization, especially since this issue is most true among human resource management 

processes. Indifference in common language is referred to as a state in which a person distances 

himself from the factor or factors that cause failure or a frustrating situation and, in exchange for an 

emotional response, apparently becomes indifferent to the obstacle or even his fate. Indifference 

occurs when a person, after a long period of failure, loses hope of achieving his goal or goals in a 

particular situation and wants to withdraw from the source of his failure. This phenomenon is often 

characteristic of people who are engaged in repetitive and boring jobs and who resign themselves to 

the fact that there is li�le hope for improvement and progress in their work environment [12]. In a 

state of indifference, the individual is indifferent to the occurrence or non-occurrence of peripheral 

phenomena and the achievement of organizational goals. He does not perform the assigned work 

accurately and quickly. He does not take action in presenting suggestions and ideas for improving 

working conditions in the organization and is reluctant to confront the manager and avoids accepting 

responsibility. If such an individual stays in the organization due to job security, he will not feel 

a�ached to it or (if possible) will leave the organization [21]. 
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The present study was conducted with the ultimate goal of investigating the relationship 

between job burnout and organizational apathy in the sports and youth departments of Ilam 

province. As expected, the overall result of the study indicated that there is a positive and significant 

relationship between job burnout and organizational apathy in these organizations. This means that 

the higher the job plateau, the higher the level of organizational indifference of employees. This result 

of the research is consistent with the results of the research of Karimianpour et al. (1402), Kazemi et 

al. (1397), Asgari (1396), Pourghasem and Agha-Ahmadi (1396), Saleh Ardestan and Mirnaqvi (1395), 

Sheibani et al. (1395), Jian and Chabra (2023), Onuri and Angela (2009), Yang and Tuck (2008) 

[3,15,17–19,24–26]. 

The research results are also inconsistent with the findings of the research of Hillman, Holt, and 

Rilovick (2015) [14]. In a study titled The Effect of Career Plateau on Exit, these researchers found that 

employees who are no longer progressing in the organization are more likely to leave their jobs and 

tend to develop their skills elsewhere. Therefore, disengaged employees will give up on their jobs 

and leave the organization after a while and will rarely experience a career plateau. 

A career plateau is a negative phenomenon that leads to reduced confidence and perceptions of 

career progression and work monotony. Jian and Chhabra (2023) found in their study that career 

plateaus cause adverse work behavior in employees. This study has important implications for 

supervisors who should consider if their behavior is perceived by employees as career-degrading. 

They should guide employees, especially those with higher career aspirations, and provide them with 

different career paths [15]. Sijabat (2023), in an extensive study, found that job plateauing can reduce 

employees’ job satisfaction and work commitment and increase their intention to quit. The results of 

this study also showed that job satisfaction and work commitment can reduce the desire to quit. 

Employees who face job plateauing face emotional exhaustion and intention to quit, which is not 

desirable for the organization and the employees themselves [29]. Individual, job, and organizational 

factors affect employees’ access to job plateauing. On the other hand, apathy is a characteristic of 

people who are engaged in boring and repetitive jobs and who surrender to the fact that there is li�le 

hope for improvement and progress in their workplace. Basically, this specific psycho-behavioral 

state is called individual apathy and is considered a result of individual deprivation and a sign of a 

problem in the workplace [3]. Employees who plateau have li�le chance of promotion in their career 

path and are more exposed to organizational apathy. Employees often begin their careers with high 

hopes and expectations of reaching the highest levels in the organization, and most of them value 

advancement, power, and the highest responsibilities and rewards. However, few opportunities for 

promotion, including rigid rules and regulations, exacerbate this feeling in individuals and cause 

them to have a negative view of their jobs [28]. Other results indicated that among the dimensions of 

job plateauing, content plateauing was most strongly correlated with organizational indifference. 

Content plateauing occurs when an individual has completely mastered the job and is no longer able 

to learn more. Although professionals are more susceptible to this phenomenon, Bardwick warns 

that anyone can experience such a phenomenon if their responsibilities and issues are repetitive. This 

could be a warning sign for managers of sports organizations. Because unfortunately, in most 

government organizations in the country, responsibilities become routine and repetitive after a while, 

which reduces the employee’s desire for change, learning, knowledge acquisition, etc. Bardwick also 

believes that employees who experience content plateaus are still competent and satisfied. 

Some remain stagnant, while others cope with this situation. In this way, they resist change in 

order to maintain a sense of security because they believe that change will lead to failure. Therefore, 

given the high correlation between content plateauing and dimensions of organizational indifference, 

it is suggested that senior managers and policymakers in these departments organize knowledge-

enhancing courses in the organization and consider job rotation, organizational learning, and 

knowledge management in the organization. Lee (2003) believes that career plateauing in 

organizations can be managed by seeking career guidance from consultants and experienced 

individuals from within or outside the organization. This can create job opportunities by learning the 

skills and knowledge needed for career change. In addition, it creates networking within and outside 
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the organization and provides useful information about career paths. Finally, an employee who 

develops job strategies appropriate to his or her job and organizational position is likely to increase 

his or her ability to provide positive evaluation from superiors and receive a larger share of the 

organization’s salary [24]. Other results showed that there is a positive and significant relationship 

between structural plateauing and dimensions of organizational indifference. Structural plateauing 

is caused by the limitations in the organizational structure hierarchy; because the higher the 

individual moves in the organization, the more limited the positions are, or the individual does not 

have all the skills and abilities necessary to move to the next level; in some cases, there is no higher 

position at all. In the organizations studied, the results indicated that the average of this dimension 

of plateauing was high. Given the inflexibility of organizational structures in Iranian government 

organizations, as well as recent social trends and the increase in the level of education of individuals, 

more people are experiencing plateauing at a younger age. While most people reach this stage in 

mid-life, at an age when the main issues of life are ongoing and acute. The results of the demographic 

characteristics of the research samples showed that more than 80 percent of the education of the 

employees of the aforementioned departments is bachelor’s degree or higher, which indicates the 

sensitivity of the issue. Because elitism can have both a positive and a negative effect. Extreme elitism 

in the organization also causes the organization’s a�ention to be focused on a number of individuals, 

and the rest of the employees will also follow indifference due to the organization’s lack of a�ention 

to them. Conditions must be created in the organization so that all employees are involved in 

organizational issues, not a specific group of individuals. In this way, individuals consider 

themselves important and cannot be indifferent to the problems and goals of the organization. By 

understanding and recognizing the phenomenon of career plateauing, which is affected by the 

fla�ening of organizations, individuals will be able to consider career path strategies to improve their 

career opportunities inside and outside the organization. Other results showed that the third 

dimension of job burnout (work-life burnout) has a strong and significant correlation with 

organizational indifference dimensions. Life burnout involves the feeling that satisfaction will not be 

achieved in any area of life. Work-life burnout involves the feeling of being forced to do things that 

an individual has commi�ed to in the past and now no longer feels a sense of belonging to. In other 

words, life burnout describes an individual feeling, such that individuals are stuck in a role outside 

of their work. These factors refer to the life and vitality of an individual, when an individual becomes 

routine and does not feel any interest or pleasure in their personal life (20). El-Sayed et al. (2023) 

suggested maintaining a supportive work environment for employees by providing all the necessary 

resources for their work and using job enrichment to increase their work engagement as ways to deal 

with job burnout [10]. 

The perception of job plateauing causes many harms to human resources, which are the most 

important pillars of today’s organizations. One of the reasons for this harm is the feeling of monotony 

for the workforce. Many employees complain about the monotony of work and lack of participation 

in decision-making processes. It seems that redesigning jobs and involving more employees of sports 

and youth departments in job responsibilities can provide be�er conditions for them. Another harm 

of job plateauing is the lack or difficulty of vertical movement of employees in the organizational 

structure. Therefore, if vertical movement is not possible, horizontal movement can prevent content 

plateauing. Most importantly, managers must understand the situation of their employees. 

Employees who are organizationally plateaued due to a lack of job positions will want to enrich their 

jobs. As a result, involving them in projects that are appropriate to their experiences can keep them 

productive and satisfied in their current position. As with all research on career plateaus, it is 

recommended that employees’ perceptions of plateauing be periodically assessed, that counseling 

sessions be held with expert psychologists for those who are plateaued, and that job placement 

services be provided for employees who decide to leave the company. It also seems that providing 

appropriate rewards to employees can prevent the occurrence of plateauing and ultimately reduce 

their indifference to the organization. Clark (2005) believes that rewards paid to motivate employees 

do not increase costs; rather, a balanced distribution based on fair indicators can prevent or control 
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the occurrence of plateauing in employees [8]. We should also know that the continuous occurrence 

of plateauing in employees 

It can affect the lifespan of human resources and their effectiveness and retention in the 

organization. Some organizations reduce the negative effects of plateauing by using rewards, work 

policies, opportunities, and specific functions . 

The above-mentioned cases are important because, according to the results of the present study, 

people who experience plateauing are prone to indifference to the organization, the individual, the 

manager, the client, etc. in the long term. This can cause irreparable damage to sports organizations, 

and managers and policymakers of these departments should pay close a�ention to this issue. 

Finally, according to the findings of the study, other suggestions are also presented: 

1. Job enrichment in sports organizations, especially the sports and youth departments studied . 

2. Increasing awareness, skills, and understanding of the current situation in sports 

organizations, especially sports and youth departments, by employees. 

3. Creating a useful system and design for fair payments and rewards in the organization to 

motivate employees . 

4. Increasing support and training for employees from sports and youth department managers 

on a continuous basis and following up and paying a�ention to its results. Because people who 

receive more support in the field of training and development from their supervisors are less likely 

to experience content plateauing . 

5. In sports organizations, the employee performance evaluation system should be strengthened 

and the strengths and weaknesses of the employees’ performance should be discussed and discussed, 

and measures should be taken for their weaknesses . 

6. Creating necessary measures for the poor performance of plateaued employees and 

preventing them from leaving the organization . 

7. Providing training programs to employees on job descriptions and a roadmap for career 

advancement . 

Acknowledgements: The research team considers it necessary to thank and appreciate all employees of the 
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References 

1. Abd-Elrhaman; Ebtesam Saeed Ahmed, Ebraheem; Shaimaa Mohamed Araby, and Helal; Waffaa El Sayed 

Hassan. “Career Plateau, Self-efficacy and Job Embeddedness as Perceivedby Staff Nurses’.” American 

Journal of Nursing Research, vol.8, no. 2, 2020; 170-181. doi: 10.12691/ajnr-8-2-6. 

2. Ahmad Mohammadi Hoseini, S., Aminbeidokhti, A., Kohyari Haghighat, A. The effect of organizational 

culture on job performance: The Mediating Effect of organizational silence and indifference. Quartely 

Journal of Logistics & Human Resources Management, 2016; 1395(40): 109-130. 

3. Asgari Jabarabadi, Ali. Investigating the relationship between job plateauing and organizational 

indifference in the municipality of District 5 of Mashhad. Master’s thesis in Geography and Urban Affairs 

Management, 2017; Dr. Ali Shariati Faculty of Literature and Humanities, Ferdowsi University of Mashhad 

4. Baghban, Mehdi; Hosseinian, Shahamat; Danaei, Abolfazl. Investigating factors affecting job plateauing of 

police officers. Quarterly Journal of Resource Management in the Police Force, 2018; (23), pp. 23-52. 

5. Bai, Y., Zhou, J., & He, W. How Employee Job Burnout, Work Engagement, and Turnover Intention Relate 

to Career Plateau during the Epidemic. Social Sciences, 2023; 12(7), 394. 

6. Bardwick, J. M. The plateauing trap: Career development in the plateaued organization. Career Development 

International, 1986; 11-20. 

7. Boromand, N. R., Reihany Yasavoli, A., & Almadzadeh, A. The Effect of Organizational Indifference on the 

Efficiency of Nurses in Public Hospitals of Mashhad. Iranian Journal of Nursing Research, 2018; 12(6), 19-24. 

8. Clark JW. Career plateaus in retail management. Advances in Marketing. 2005 Mar 1:77. 

9. Darling, S., & Cunningham, B. Perceived Causes of Career Plateau in the Public Service. Administrative 

Sciences, 2023; 13(3), 73. 

Preprints.org (www.preprints.org)  |  NOT PEER-REVIEWED  |  Posted: 28 February 2026 doi:10.20944/preprints202602.1945.v1

© 2025 by the author(s). Distributed under a Creative Commons CC BY license.

https://doi.org/10.20944/preprints202602.1945.v1
http://creativecommons.org/licenses/by/4.0/


 10 of 11 

 

10. Elsayed, M. S., Hasanin, A. G., & Abd-Elmonem, A. M. Nursing Staff Perception regarding Career Plateau 

and its Relation to their Work Engagement. Benha Journal of Applied Sciences, 2023; 8(4), 321-329. 

11. fayyazi, M., Ziaei, S. Explanation of the consequences of career plateau in organizations. Transformation 

Management Journal, 2015; 6(Spring & summer 2015): 73-91. doi: 10.22067/pmt.v6i11.32360 

12. Haghighi, M.A,. Ahmadi, I,. Raminmehr, H,. The Effect of organizational justice on employee’s 

performance. Organizational Culture Management. 2010;7(20):79-101. Available from: 

https://sid.ir/paper/196355/en. 

13. Heidari, A., Beheshty, S. S., Shahriyari, M., Navah, A. Sociological Analysis of Career Plateau among 

Faculty Members in Iranian Universities based on Grounded Theory Approach. Journal of Applied Sociology, 

2020; 31(2): 95-122. doi: 10.22108/jas.2019.109893.1328 

14. Heilmann S. Holt D. Rilovick T. Effects of Career Plateauing on Turnover: A Test of a Model. Journal of 

Leadership Organizational Studies, 2015; 15 (1), p:59-68. 

15. Jain V, Chhabra B. Career plateau and counterproductive work behaviour: a moderated moderation model 

of abusive supervision and job embeddedness. International Journal of Organizational Analysis. 2024 Apr 

5; 32(4):662-80. 

16. Jin, Y., Lu, N., Deng, Y., Lin, W., Zhan, X., Feng, B., & Li, G. Becoming reluctant to share? Roles of career 

age and career plateau in the relationship between ethical leadership and knowledge sharing. Current 

Psychology, 2023; 1-13. 

17. Jung, J., and Tak, J. The effects of perceived career plateau on  employee’s attitudes moderating effects of 

career motivation and  perceived supervisor support with Korean employees. Journal of career development, 

2008; 35 (2), 187-201. 

18. Karimianpour, G., Zahed babalan, A., Khaleghkhah, A., Rezaeisharif, A. Designing the Model of influential 

Factors on the career plateau (grounded theory). Journal of New Approaches in Educational Administration, 

2023; 14(4), doi:10.30495/jedu.2023.28849.5773. 

19. Kazemi, S., Yousefi, B., & Sadeghiborojerdi, S. (2019). The effect of quality of life components on Career 

plateau and organizational indifference of the staff of the National Olympic Committee of the Islamic 

Republic of Iran. Organizational Behavior Management in Sport Studies, 5(4), 79-92. doi: 

10.30473/fmss.2019.41911.1829 

20. Lentz, E. The link between the career plateau and mentoring  addressing the empirical gap. 2004; 

Unpublished thesis .University of South Florida. 

21. Mohseni Tabrizi, A., Sedaghati Fard, M. A Research in Social Apathy in IRAN (Case Research : Tehran). 

Journal of Applied Sociology, 2011; 22(3): 1-22. 

22. Nazari, S., Golmohammadi, E. The Relationship between Personality Traits and Organizational apathy 

with the Mediating Role of Organizational Silence (Case Study: Physical Education Teachers). 

Organizational Behavior Management in Sport Studies, 2023; 10(2): 57-70. doi: 10.30473/fmss.2023.63249.2411 

23. Olal OW. The role of leadership on employee career plateau in the telecommunications organizations in 

Kenya, 2020; (Doctoral dissertation, United States International University-Africa). 

24. Ongori, H. and Agolla, J.E. Paradigm shift in managing career plateau in organization: the best strategy to 

minimize employee intention to quit. African journal of business management, 2009; 3(6), 268-271. 

25. Pourghasem, Arash; Agha-Ahmadi, Ghorbanali. The relationship between job plateauing and 

organizational indifference (Case study: employees of Mellat Bank Gharb branches in Mazandaran 

province). The Second International Conference on Integration of Management and Economics in 

Development, 2017; August 2017, Tehran. 

26. Saleh Ardestani, A., Seyednaghavi, M. Career Plateau and it’s Relation on the Desire to Organizational 

Leave and Organizational Apathy. Public Management Researches, 2016; 9(31): 145-160. doi: 

10.22111/jmr.2016.2517 

27. Shafique, A., & Jamil, A. Does Plateau impact on Employee Withdrawal behavior at Workplace: A 

Moderated Mediation Model. NICE Research Journal, 2023; 16(1), 46-61. 

28. Sheibani, Hassan and Mousavi, Leila. Identifying and investigating factors affecting job plateauing among 

employees of Iran Insurance Company, Fourth National Conference and Second International Conference 

on Accounting and Management, 2015; Tehran. 

Preprints.org (www.preprints.org)  |  NOT PEER-REVIEWED  |  Posted: 28 February 2026 doi:10.20944/preprints202602.1945.v1

© 2025 by the author(s). Distributed under a Creative Commons CC BY license.

https://doi.org/10.20944/preprints202602.1945.v1
http://creativecommons.org/licenses/by/4.0/


 11 of 11 

 

29. Sijabat R. The Modeling of the Effect of Career Plateau on Work Attitude. Jurnal Bisnis dan Manajemen. 2023 

Jul 19; 24(1):20-32. 

30. Tabarsa, G. A., Rezaeian, A., Hadizadeh Moghaddam, A., Jamali Nazari, A. Design and Define Job Frostbite 

Management Model Plateau in Iranian Organizations (Case Study: Ministry of Industry, Mine and Trade). 

Public Organizations Management, 2014; 3(1): 90-103. 

31. Uysal H.T., Yilmaz F. Procrastination in the workplace: The role of hierarchical career plateau. Upravlenets 

–The Manager, 2020: vol. 11, no. 3, pp. 82–101. DOI: 10.29141/2218-5003-2020-11-3-7. 

32. Zandi, K., & Amani, S. The relationship between organizational socialization and organizational 

indifference in nurses. Quarterly Journal of Nursing Management, 2018; 6(3), 9-16. 

33. Zardoshtiyan, S., Hosseini, M., Karimi, J. The Effect of Career Plateau on Intention to Quit Job With 

Mediating Role of Burnout in the Physical Education Teachers Kermanshah Province. Organizational 

Behavior Management in Sport Studies, 2017; 4(3): 61-69. 

34. Shohani, M. H., Mohebbinejad, M., & Yektayar, M. (2017). The Role of Perception of Organizational Justice 

in the Organizational Silence of Employees of Sports Organizations. In Third National Conference on 

Management Research and Humanities in Iran, Tehran, Modbar Management Research Institute. 

35. Shohani, M. H., Mohammadi, S., & Noorbakhsh, P. (2016). Role of Organizational Culture and Knowledge 

Management in Organizational Intelligence of the Ministry of Sport and Youth Staff. Sport Management 

Studies, 8(39), 51-72. 

36. Shohani, Mohammad Hossein and Salehipour, Mojgan. (2018). The role of physical activity in burnout 

among law enforcement personnel (Case study: Ilam Province Law Enforcement Force). Ilam Specialized 

Quarterly Journal of Law Enforcement Knowledge, 2018(27), 83-102. 

Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those 

of the individual author(s) and contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) 

disclaim responsibility for any injury to people or property resulting from any ideas, methods, instructions or 

products referred to in the content. 

Preprints.org (www.preprints.org)  |  NOT PEER-REVIEWED  |  Posted: 28 February 2026 doi:10.20944/preprints202602.1945.v1

© 2025 by the author(s). Distributed under a Creative Commons CC BY license.

https://doi.org/10.20944/preprints202602.1945.v1
http://creativecommons.org/licenses/by/4.0/

