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ABSTRACT

Human resources are one of the most important and va-
luable assets of an organization, they cannot achieve suc-
cess without efficient and quality personnel. Today, the ho-
rizontal structures of organizations and the fluid process
of working life make it less possible for people to benefit
from their full potential, creating a context for the subjects’
professional plateau, therefore, an obstacle to the advan-
cement of the organizations. The study investigated the
effect of social intelligence in reducing the professional
plateau with the mediating role of psychological capital.
The method applied was descriptive-correlational. The
results showed that social intelligence and psychological
capital had a significant and inverse relationship with the
professional plateau. Social intelligence has a direct and
positive impact on the psychological capital of emplo-
yees. In other words, increasing the level of social intelli-
gence and psychological capital among employees can
reduce the professional plateau

Keywords:

Social Intelligence, career plateau, psychological capital,
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RESUMEN

Los recursos humanos son de los activos mas importan-
tes y valiosos de una organizacion, estas no pueden lo-
grar el éxito sin un personal eficiente y de calidad. Hoy,
las estructuras horizontales de las organizaciones y el
proceso fluido de la vida laboral hacen que sea menos
posible que las personas se beneficien de todo su poten-
cial, creandose un contexto para la meseta profesional
de las sujetos por tanto, un obstaculo para el avance de
las organizaciones. El estudio, se investigo el efecto de
la inteligencia social en la reduccion de la meseta pro-
fesional con el papel mediador del capital psicolégico.
El método aplicado fue descriptivo-correlacional. Los re-
sultados mostraron que la inteligencia social y el capital
psicolégico tenian una relacion significativa e inversa con
la meseta profesional. La inteligencia social tiene un im-
pacto directo y positivo en el capital psicolégico de los
empleados. En otras palabras, aumentar el nivel de inte-
ligencia social y capital psicolégico entre los empleados
puede reducir la meseta profesional

Palabras clave:

Inteligencia social, meseta de la carrera, capital psicolo-
gico, compafiia de gas.
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INTRODUCTION

As organizational structures become horizontal, job deve-
lopment has become more competitive and challenging in
terms of vertical progress. As such, most employees often
reach a career plateau before reaching their career goals.
The career plateau is not a new phenomenon. However, a
matter of concern is the growth process that is prevalent
in many organizations. Many researchers on organizatio-
nal jobs believe that career plateau is rapidly becoming
an essential managerial and organizational issue that ne-
eds to managed to avoid employee dissatisfaction. Due to
changes in the business environment, restructuring, small
size, and equity in employment, career plateau is likely
to become one of the most important occupations of the
next decade (Salami, 2010). Rahim, et al. (2017), defines
social intelligence as the ability to be aware of social con-
ditions and is defined as a set of practical barriers to un-
derstanding attitudes, feelings, creating, and maintaining
positive relationships in social settings. Thorndike states
that social intelligence is the ability to understand one’s
situation, others, others’ motivations and behaviours, and
to function optimally through this information (Thorndike,
1920). Psychological capital offers a framework for unders-
tanding human capital that can activate human potential.
Research shows that psychological capital provides ways
to help individuals not only deal with anomalies but also to
progress effectively during and immediately after anoma-
lies. Psychological capital appears as an effective way to
understand and encourage optimal human performance
in the workplace (Goertzen & Whitaker, 2015). New orga-
nizational structures are changing rapidly, and conditions
for human development are becoming more complex,
and the human resources of the organization have been
affected by various factors and threats, including career
plateau. Horizontal organizational structures and uniform
trends in people’s work-life make it less possible for indi-
viduals to take advantage of their full potential and create
the context for a career plateau.

On the other hand, social interactions that play an essen-
tial role in organizations are skills that need to strengthen
the organization’s staff. One of the things that impro-
ve interaction with colleagues in the workplace is social
intelligence, which helps people to adapt and adapt to
different situations. Social intelligence can help people
make the right decisions in complex and challenging
situations. Psychological capital also provides ways to
help individuals not only deal with anomalies but also to
progress effectively during and immediately after anoma-
lies. Psychological capital continues the effort to change
stressful situations and prepares one for uncertain and
difficult situations. It can say that career plateau had
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become an important issue for managers and organiza-
tions today since it affects the morale and motivation of
employees and affects their performance. From a psycho-
logical point of view, it is an inevitable necessity.

Thorndike (1920), was one of the leading scholars who
put forward the idea of social vision and referred to three
types of intelligence (abstract, mechanical, and social).
He defined social intelligence as the ability to commu-
nicate effectively with others. It also includes the ability
to understand and treat others in the social environment.
Goleman (2006), has argued that a full understanding of
social intelligence requires non-cognitive skills and defi-
nes social intelligence as social awareness, which inclu-
des empathy, adaptation, and social cognition, and social
relations (communication management).

Self-presentation is interaction, influence, and concern for
others. Also, Albrecht (2006), defines social intelligence
as the ability of the individual to, perceive, and act wisely
in interacting with individuals in social situations; as a re-
sult, this leads to social acceptance and personal suc-
cess. Social and professional life. According to Goleman,
we can measure social intelligence in individuals becau-
se social intelligence is knowledge acquired that impro-
ved through education in individuals and not inherited
(Goleman & Boyatzis, 2008). Martinussen (2001), consi-
ders social intelligence to have three distinct components:
social information processing, social awareness, and so-
cial skills. The first two factors are related to the cogniti-
ve aspects of understanding and interpreting ambiguous
social information. However, social skills are very different
and relate to positive beliefs about one’s social functio-
ning abilities (Friborg, et al., 2005).

The term “career plateau” refers to the feeling of hope-
lessness and psychological deficiency of employees
who exposed to temporary or permanent stagnation in
their professional development. Chang (2003), identifies
three types of career plateaus. Structural, Content, and
Life Plateau. The structural plateau marks the end of pro-
gress in an organization and is a point where the potential
for additional hierarchical staff development is meagre. A
content plateau occurs when a person has learned a good
job but is not motivated by their daily activities because it
is no longer exciting. The plateau of life occurs when com-
mitted individuals feel unsuccessful in their work, and this
feeling of failure extends to one’s life (Burke & Mikkelsen,
2006). Employees may use three types of strategies to
tackle career plateau: defence, reevaluation, and transi-
tion. In the first strategy (defence), one tries to reduce the
intensity of stress. The focus of a defensive strategy is to
eliminate or modify stress levels (trying to minimize dis-
comfort) through rationality. That is, one focuses more on
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denial or optimism than on one’s activities. The second
strategy (reevaluation) focuses on reducing hopelessness
through cognitive responses such as changing needs and
values, ignoring a level of the career plateau, or adapting
to current conditions. The third strategy (transition), rather
than reassessment, acts as a behavioural confrontation,
focusing on changing job roles to eliminate/overcome the
career plateau. The actions of this strategy include mo-
ving to a new role in the company or leaving and moving
to a new profession or job (Foster, et al., 2004). Rotondo &
Perrewé (2000), argue that these two strategies can have
positive or negative effects on the job performance of in-
dividuals and organizations. For example, reassessment
can be more effective because of the staff's efforts to
change or adapt to their environment. It can also make
them more effective when moving between different roles.
However, if employees leave, the company may lose va-
luable human capital (Rotondo & Perrewé, 2000).

Psychological capital is one aspect or derivative of po-
sitive organizational behaviour. Luthans, et al. (2007),
have done the conceptualization of psychological capital.
Today, psychological capital defined as the positive state
of individual development that is characterized by the fo-
llowing characteristics. Having the faith, belief, and confi-
dence to do the work and strive to succeed in challenging
tasks (self-efficacy); creating positive traits about present
and future success(optimism); Stability in set goals and
if needed redirect to achievement (Hope); And to have
perseverance in the face of adversity and difficulties to
achieve success(flexibility). Psychological capital offers a
framework for understanding human capital that can ac-
tivate human potential. Research shows that psychologi-
cal capital provides ways to help individuals not only deal
with anomalies but also to progress effectively during and
immediately after anomalies. Psychological capital ap-
pears as an effective way to understand and encourage
optimal human performance in the workplace (Goertzen &
Whitaker, 2015). Psychological capital is neither psycho-
logical “states” (e.g., emotions) that change in momen-
tary situations, nor “traits” (e.g., personality traits, intelli-
gence) that are constant and unchangeable, but that they
have distinct capacities and are therefore flexible. Initial
research supports the flexibility of psychological capital,
and its useful components (self-efficacy, hope, optimism,
and flexibility) can enhance through human resource in-
terventions (Luthans, et al., 2007). Psychological capital
enhances employees’ efforts to achieve organizational
goals and maximize their benefits, as well as cohesion,
collaboration, and positive change in the organizational
culture (Liu, 2010).
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Malik & Fatimah (2016), in a study of psychological capital
and career plateau with a sample of 220 people, conclu-
ded that there is a negative relationship between psycho-
logical capital and career plateau (content).

Rehman, et al. (2016), in a study examining the relations-
hip between psychological capital and job burnout among
faculty members of technical and vocational education
institutions, found that job burnout was significantly rela-
ted to the performance of technical institute colleges and
capital. Psychological capital moderates this relationship.
The findings of this study showed that psychological ca-
pital characteristics are an essential factor in job burnout
and performance among faculty members. Psychological
capital reduces the negative effect of burnout on per-
formance outcomes. Positive personality traits such as
psychological capital can help individuals to perform new
tasks in a changing environment.

Fayyazi & Ziaei (2014), In research entitled, Influence of
job plateau on burnout and tendency to leave librarians’
service, showed that job burnout rate (structural and
content plateau), job burnout, and tendency to quit libra-
rians were above average. K Also, gender did not make
a significant difference in perception of plateauing, while
perceived career plateau was higher in employees with
more work experience and less education. Also, regres-
sion analyses revealed that perceived career plateau had
a significant effect on job desirability and job burnout; in
other words, librarians who perceived plateauing Job bur-
nout and a tendency to quit work have also reported.

Khajepour, et al. (2015), in a study on the causal relation-
ship between psychological capital with job intention, job
burnout, and job performance with mediating role of job
stress, concluded that psychological capital on job in-
tention, job burnout and job performance. It has a direct
effect, and psychological capital has an indirect effect
on job intention and job burnout through job stress. Also,
the results showed that psychological capital through job
stress had no significant effect on job performance.

Norouzi, et al. (2016), in a study entitled Factors Affecting
career plateau in the Faculty of Physical Education
Faculties with the statistical sample of 189 people, conclu-
ded that, In Iran’s public universities, unfavourable social
relationships with colleagues, intelligence, and personali-
ty traits are Affect in career plateau.

Research hypotheses
The main hypothesis:

Social intelligence, with the mediating role of psychologi-
cal capital, has a decreasing effect on the career plateau.
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Subsidiary Hypotheses

1) Social intelligence has a decreasing impact on career
plateau.

2) Social intelligence has an impact on psychological
capital.

3) Psychological capital has a decreasing impact on ca-
reer plateau.

Accordingly, according to the theoretical foundations ex-
pressed and by the research hypotheses, the conceptual
framework is presented in Figure 1:

career plateau

¥ Structural

e Content
//
Social Intelligence
Social information processing
Social skills
Social awareness —
S Psychological
| Capital

self-efficacy
Resiliency
Optimism
Hope

Figure 1. Conceptual Model of Research.

Research method:

The research method applied in terms of purpose, and
in terms of method and nature of the survey, it is a des-
criptive survey type. The statistical population of the study
consisted of Golestan Province Gas Company, consisting
of staff and managers of the central headquarters, with
a total of 109 employees. Using a simple random sam-
pling method, comprising a sample of 85 employees and
managers. Library and field studies have used for data
collection. The essential tool of this research is a ques-
tionnaire in which all questions have standard validity and
reliability. For analysis, SPSS software 25 and Smart PLS
version 3 used.

Research findings

Descriptive statistics of demographic variables

Table 1. Descriptive statistics of demographic variables.

Abundance | Abundance percentage(%)
Gender | Man 61 71.8
Woman 24 28.2
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Age Less than 1 12
25 years
25t035 28 32.9
years
36t0 45 44 51.8
years
46 t0 55 9 10.6
years
More than 3 35
55
Educa- | Diploma 3 35
tion .
Associate 5 59
(degree) Degree
Bachelor 40 471
MA 34 40
PhD 3 35
Work Less than 4 4.7
expe- | five years
rence 1510 26 306
years
11to 15 35 41.2
years
1610 20 12 141
years
More than 8 9.4
20
marital | Single 10 11.8
Stalus [y tarried 75 88.2

As shown in Table 1, Descriptive statistics analysis
showed that 71.8% of the respondents were male, and
28.2% were female. Among respondents aged 36-45
years with 51.8% (n = 44), bachelor’s degree with 47.1%
(n = 40) and master’s degree with 40.0% (n = 34) and
work experience between 11-15 years 41.2% (35 people)
had the highest Abundance. 75% of the respondents
were married.

Before examining the path coefficients and concluding
the research hypotheses, it is necessary to examine the
quality of the model fit.

As shown in Table (2), the AVE index (Average variance
extracted) for all variables is higher than 0.5. The CR in-
dex (composite validity coefficient or Dillon-Goldstein co-
efficient) was higher than 0.7 for all variables indicating
the utility of the measurement model. The Cronbach’s
alpha coefficient, which indicates the reliability of each
construct, was reported above 0.7, indicating the relia-
bility of the measuring structures. Thus the quality of the
measurement model was confirmed.
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Table 2.Criteria for measuring measurement model.

. Cronbach’s
Variable AVE CR alpha
Psychological
capital 0.598 0.714 0.941
Career plateau | 0.576 0.703 0.766
Social
intelligence 0.506 0.749 0.801

Whenever one or more features are measured, the correla-
tion between these measurements provides two important
validity indicators. If the correlation between factor loa-
dings is high, the questionnaire has convergent validity.

In general, convergent validity is acceptable when:
CR> 0/7

AVE> 0/5

CR> AVE

As we have seen in Table (2), the above three relations-
hips existed in all constructs, and thus convergent validity
is established for the research model.

Divergent validity is another measure of the quality of the
measurement model that uses the Fornell-Larcker (1981)
criteria. According to this criterion, the acceptable diver-
gent validity of a model implies that one structure in the
model has more interaction with its indices than the other
structures.

Table 3. Research Correlation Matrix for Investigating
Fornell-Larcker Criteria.

Variables correlation matrix 1 2 3
1- Psychological capital 0.773
2- career plateau 0.250 0.759
3- social intelligence 0.772 0.314 0.712

As shown in Table 3, the elements on the main diameter of
the correlation matrix are all greater than their correspon-
ding row and column values except one. Given the validity
of other tests of the measurement model and the small
amount of discrepancy in the matrix, it can be ignored and
attributed to the data scatter. As a result, the model is in
good condition, and thus divergent validity is confirmed.

Table 4. Investigation of Stone & Geisser(1975)(Q?) coeffi-
cient and determination coefficients (R?).

Variable R2 Q2
Psychological capital 0.830 0.133
career plateau 0.106 0.219

social intelligence — —
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As shown in table 4, the values of Q? are positive, indica-
ting a desirable validity of the measurement model. Also,
the model coefficient of determination (R?) indicates that
a few percents of the dependent variable changes are
affected by the independent variable, and the rest of the
dependent variable changes is related to other factors. As
a result, 83% of the changes in psychological capital, as
well as 10% of the variations of the occupational plateau
variable, were explained by the independent model va-
riable, which is a desirable value indicating good model
validity.

In this section, we consider the effect size (F?). Effect size
addresses the question of whether an independent latent
variable has a significant effect on a dependent variable
or not.

Table 5. Effect size criterion (F?).

Variable F2
Psychological capital = career plateau 0.197
social intelligence = Psychological capital 0.872
social intelligence -  career plateau 0.480

The effect size (Table 5) greater than 0.15 obtained and
indicating the reasonable validity of the model.

Now that the optimal fit of the model has confirmed, we
examine the output of the theoretical research model.
Figures (2) and (3) show the output of the theoretical re-
search model in standard coefficients and significant co-
efficients, respectively.

Psca psc.2 psc3 PSC.4

0574

Psychological capital

0911 -0.210

career plateau

social intelligence

Figure 2. Theoretical Model of Research in Standard Coefficients.

In figure 2, the standard path coefficients are numerical
between -1 and 1, in which the positive sign above in-
dicates a positive relationship, and a negative number
indicates a negative relationship between the research
variables. To statistically evaluate these coefficients, we
use the t-value statistic corresponding to each coefficient,
which is visible in Figure 3.
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psca

PsC.4

2.569

Psychological
capital

22034 -3.320

*—zs61

SE2  4—5.560 —}
431665

career plateau

social intelligence

Figure 3. Theoretical Model of Research in Significance
Coefficients (t-value).

As shown in figure 3, all t-statistics are higher than 1.96
(or smaller than -1.96), which means all path coefficients
at a 95% confidence level are significant. To decide on the
assumptions, we must decide on the same values.

Before deciding on research hypotheses, let us examine
the Goodness of fit model indices that added to new ver-
sions of SmartPLS software. Table 6 shows the desired
values and observed values of these indices.

Table 6. Goodness of fit models.

Result | The value obtained Acceptable range Index
' Less than 0.08
Proper fit 0.071 JHu & Bentler, 1999( SRMR
' Less than 0.95
Proper fit 0.594 (Henseler et al., 2015) d_ULS
) Less than 0.95
Proper fit 0.691 (Henseler et al., 2015) d.G
) Less than 3
Proper fit 2.331 (Kenny et al., 2014) X2/df
More than 0.9
Proper fit 0.945 )Bentler & Bonett, NFI
1980(

As shown in table 6, all the fit indices of the main model
of the research show that the model fits well, and we can
continue to investigate the results and analyze the path
coefficients. Thus, the results of the research hypothesis
test shown in Table 7.

Table 7. Results of research hypotheses.

Hypothesis Structural path Pitignio(g)ﬁ- n;‘er_a\l/rjgi|nugefEJ | rgiztlt

H carerpiay | 0505 | 486 | ccep

Ho social intelligence > 0.911 22034 | Accept
Psychological capital

3 S G ptem | 0210 | 339~ | pccep

480 |

In the following, we report the direct, indirect, and total
effects in Table 8.

Table 8. Results of direct and indirect model effects.

direct )

Structural path impact Indirect effect | Total effect
social intelligence - career 0.191 -
plateau 0805- | (0911 +0.210-) | B9/
social intelljgence 9 0.911 0.911
Psychological capital
Psychological capital > 0.210 - 0.210 -
career plateau

As shown in Table 8, social intelligence has an adverse
effect on the career plateau of -0.505, and an indirect
effect in this respect obtained from the product of the
other two path coefficients is -0.191; And, the total effect
is -0.669. Therefore, considering psychological capital as
a mediating variable and paying attention to it will increa-
se the reverse effect of social intelligence on the career
plateau.

Investigation of the main hypothesis (mediator role signi-
ficance test):

To investigate the role of the mediator variable, three tests
used: Sobel, et al., the results of which presented in Table
9.

Table 9. Significant test results for mediating effects.

Significance level) P-Value(
Hypothesis | Structural path Result
Sobel | Aroian | Goodman
test test test
social intelligence
. - Psychological
main capital> career 0.011 | 0.023 | 0.001 Accept
plateau

The significance level of all three tests for the media-
tor role of psychological capital was less than 0.05; this
means that psychological capital plays a mediating role
in the relationship between social intelligence and career
plateau, and so the main hypothesis of the research can
also be confirmed.

Conclusions

Increasing the social intelligence of the employees of
Golestan Gas Company can reduce career plateau and
increase their psychological capital. Social intelligen-
ce helps individuals be able to communicate effectively
and expand their social relationships and have a more
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productive interaction with others in the workplace, and
finally, they can reduce the harmful effects of the career
plateau. As the results showed, social intelligence had a
good effect on other variables; And it was a good predic-
tor for other variables. Therefore, training and enhancing
social intelligence, as one of the essential aspects of in-
telligence, is one of the critical things that organizations
can have long-term planning. Planning and organization
require spending, but it is a kind of investment for the fu-
ture of the organization. As organizations create a more
dynamic environment and encourage people to work in
groups and enhance social interactions within the organi-
zation, it can enhance the social intelligence of employees
and ultimately lead to organizational growth.

On the other hand, with the increase in psychological ca-
pital caused by increased social intelligence, Employees
have a greater sense of self-efficacy and confidence and
hope, and optimism for the future of employees will in-
creasdl. And this increases employees’ motivation to work
in the workplace. However, psychological capital, des-
pite its effectiveness in reducing the career plateau, did
not adequately predict its changes. Given the essential
dimensions of psychological capital, the researcher’s im-
pression was that this variable had good predictability
for the career plateau. However, the results showed that
more variables were needed to predict factors affecting
career plateau. It is due to the complexity and importance
of career plateau. Here the increasing importance of plan-
ning and the earnest efforts of organizations to prevent
this phenomenon are highlighted. This result highlights
the increasing importance of planning and serious mea-
sures taken by organizations to prevent this phenomenon.
Therefore, in order to investigate the factors affecting ca-
reer plateau, it is necessary to evaluate the impact of se-
veral factors simultaneously in order to identify the best
practical factors.
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