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The curvilinear relationship between career plateauing and organizational citizenship
behavior
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Abstract

According to social exchange theory, the motivation for organizational citizenship behavior can be
understood with the help of the frameworks of obligation to reciprocate and expected reciprocity. This
study predicts that the true motivation for organizational citizenship behavior could be differentiated
conditional on the career plateau. These relationships predict the existence of a U-shaped nonlinear
relationship between the career plateau and organizational citizenship behavior. In addition to
exploring this relationship, the study attempted to discover the effect of organizational commitment
and job involvement on the relationship. As a result, a U-shaped curvilinear relationship is applied
between career plateau and four dimensions of organizational citizenship behavior except civic virtue.
Commitment and involvement show unexpected moderating effects on those curved relationships.
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INTRODUCTION

ow does the career plateau influence the behavioral variables of employees? Behavior is generally

affected by not only attitude, but also many other variables. Therefore, one cannot be certain that
the career plateau will have a consistent negative relationship with behavioral variables even if such a
relationship exists with atttudinal variables (Milliman, 1992; Allen, Russel, Poteet, & Dobbins, 1999;
Tremblay & Roger, 2004). A few researchers (Ference, Stoner, & Warren, 1977; Elsass & Ralston, 1989;
Rotondo & Perrewé, 2000; Hurst, Kungu, & Flott, 2012) have already made such claims; they argued
that employee response to the career plateau can be negative or positive. Moreover, Badiane (2016) argued
that there is no significant correlation between career plateau and citizenship behavior.

Even so, previous studies have considered this question with limited interest. Thus, it is necessary to
identify this dualistic response of employees. This study focused on organizational citizenship behavior
(OCB) to address this question, both theoretically and empirically. OCB, as explained later, is a
behavior that appears in various contexts over a diverse set of objectives. Therefore, it can help us
observe the dualistic response of employees to the career plateau.

This study had three specific goals. First, a curvilinear model of the relationship between the
career plateau and OCB was established, and the same was verified both theoretically and empirically.
Many researchers (e.g., Korsgaard, Meglino, Jeong, & Lester, 2010; Astakhova, 2015; Rapp, Bachrach,
Rapp, & Mullins, 2014; Lam, Ashford, Liang, & Lee, 2015) studied nonlinear relationships to gain
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new insights that can be missed by traditional linear models, and in a similar spirit, the present study
applied the nonlinear model to understand the relationship between the career plateau and OCB.

Second, the subdimensions of the career plateau and OCB were thoroughly inspected. Both are constructs
with several subdimensions. In such cases, it could not be assumed that all subdimensions of the career
plateau and OCB share similar relationships among each other; it was necessary to inspect the relationships
between each subdimension separately. As noted earlier, OCB is a comprehensive concept encompassing
different behaviors that positively affect an organizaton, and its various subdimensions differ considerably
from one another in terms of content, motivation, and effects. This study inspected two subdimensions of
the career plateau and five subdimensions of OCB to assess the relationship between them.

Third, the moderating variables that affect the relationship between the career plateau and OCB
were explored. Previous studies have already considered the influence of many moderating variables on
this relationship, but because this study assumed a nonlinear relationship, a re-examination appeared
worthwhile. To do so, both organizational commitment and job involvement were considered while
trying to confirm the existence of a moderating effect on the relationship between the career plateau
and OCB. The present study believed that these factors may affect the two subdimensions of the career
plateau differently: the structural plateau may be more closely related to organizational commitment,
and the content plateau, to job involvement.

THEORETICAL BACKGROUND AND HYPOTHESES DEVELOPMENT

Career plateau and employee response

Career plateau is a concept that represents the state where there is no more upward mobility regarding
job or position (Milliman, 1992). Many scholars (Milliman, 1992; Allen et al., 1999) have showed the
negative effect of the career plateau on employee attitude. Milliman (1992) who conducted a com-
prehensive exploration of the above-mentioned factors and resulting effects of the career plateau, found
that job satisfaction and organizational commitment were negatively affected by it.

Although the negative effect of the career plateau on employee attitude has been consistently
confirmed, studies on the relationship between behavior and the career plateau show mixed results. For
example, Ference, Stoner, and Warren (1977) classified employees experiencing the career plateau into
two types. The first is the solid citizen state, where the employee maintains high productivity despite
the career plateau, and the second is the deadwood state, characterized by low productivity. Elsass and
Ralston (1989) explored the coping responses of employees experiencing career plateaus. The first
response is transition, where the employee actively changes his role to overcome the career plateau. The
second response is reappraisal, where the employee tries to overcome the cognitive dissonance by
consciously changing his desire or values. The third response is defense, where one tries to overcome
the discomfort arising from the stress caused by the career plateau. As Table 1 shows, positive and
negative reactions coexist in all these responses. Employee response to the career plateau is diverse, and
there are positive and negative reactions from the viewpoint of organizations as well.

Interestingly, the study confirmed that the positive reactions listed in Table 1 are very similar to
OCB in terms of their content and characteristics. These actions come about owing to the discretion of
employees, and they positively affect organizational efficiency, which closely conforms to the definition
of OCB. This led to the conjecture that OCB can result from a positive reaction to the career plateau.

OCB as a response to the career plateau

OCB is an ‘individual behavior that is discretionary, not directly or explicitly recognized by the formal reward
system, and that in the aggregate promotes the effective functioning of the organization’ (Organ, 1988).
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TABLE 1. DUALISTIC EMPLOYEE RESPONSE TO THE CAREER PLATEAU IN EARLY STUDIES

Positive responses Negative responses
Elsass and Ralston (1989) Learning new job skill, participation in task force, Turnover, blaming the plateau
acting as mentor to younger employees, finding on the organization,
reward in conducting successful tasks rather than absenteeism, poor work
personal advancement performance
Ference, Stoner, and Solid citizen Deadwood

Warren (1977)

Employees can display negative behaviors such as slowdown and expressing dissatisfaction to
overcome the career plateau, but they can also display positive behaviors that help the organization. For
example, employees can work harder to create a good impression with their superiors, who can help
them overcome the career plateau. Employees can also learn new work-related skills to get promotions
or changes in their responsibilities. They can modify their values to overcome cognitive dissonance and
refocus their emphasis from individual success to organizational success. If one uses OCB to under-
stand these positive reactions, one can think of OCB as being the result of the career plateau. It would
then be necessary to identify the conditions resulting in positive behaviors such as OCB, as well as the
theoretical foundation for the occurrence of such behaviors. Social exchange theory, the most general
explanation of the motivation for OCB, can help answer these questions.

Instrumental motive of OCB: expected reciprocity

The key theories that explain the motivation for OCB can be classified into social exchange models and
non-exchange models. As the name suggests, social exchange models are based on the social exchange
theory, first discussed by Homans (1961) and then by Blau (1964), who assert that OCB stems from
the norms of reciprocity, where one repays as much as they have been paid. Non-exchange models try
to explain the manifestations of OCB that cannot be explained by social exchange models. They assert
that OCB depends on factors such as values, personalities, mood, and presiding norms.

It is unclear which of these approaches is better. However, previous studies consistently noted the
significant effect of cognitive factors such as job satisfaction, organizational commitment, awareness of
fairness, and perception of organizational support (Coyle-Shapiro, 2002; Restubog, Bordia, & Tang,
2007; Zhao, Wayne, Glibkowski, & Bravo, 2007; Akan, Allen, & White, 2009), and social exchange
theory seems to have some grounds for truth. As such, researchers consider social exchange theory as a
general framework for explaining OCB.

While the core logic of social exchange theory rests on the norms of reciprocity, this does not mean
that one just repays what has been received previously. Norms of reciprocity can be divided into
obligation to reciprocate and expected reciprocity (Coyle-Shapiro, 2002; Cropanzano & Mitchell,
2005; Korsgaard et al., 2010). Obligation to reciprocate is a reactive action that repays benefits received
from the organization via behaviors such as OCB. Expected reciprocity is a forward-looking behavior in
that future benefit is expected from positive actions toward the organization.

Even though the OCBs stemming from these differing motivations look similar at first glance, they
have very different motives, and the executive environment and preceding factors differ as well.
Obligation to reciprocate comes into play when an employee of the organization has already earned
satisfaction. Expected reciprocity, on the other hand, is likely to occur when an employee member is
unsatisfied because forward-looking actions are often goal-oriented, and it often involves improving the
current state of affairs or overcoming barriers. Korsgaard et al. (2010) empirically show the difference
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between obligation to reciprocate and expected reciprocity. Employees with different orientations
manifest OCB through the obligation to reciprocate, but employees who exhibit OCB through
expected reciprocity are more focused on individual reward. Using this logic, the present study can
explain how employees experiencing the career plateau can show positive reactions such as OCB,
namely, by expected reciprocity. Elsass and Ralston (1989) showed that positive reactions of employees
could come about as a way to overcome their personal career plateaus. The present study noted that
such positive responses are similar to OCB and that OCB can be manifested as a result of expected
reciprocity. This implies the existence of an ambivalent relationship between the career plateau

and OCB.

Curvilinear relationship between the career plateau and OCB

Although the career plateau can trigger a positive reaction like OCB, it is still difficult to determine
whether an employee’s level of OCB increases depending on the level of his/her career plateau. Elsass
and Ralston (1989) mentioned some positive behaviors are reactions to the career plateau, but they did
not deny that the career plateau also results in various negative behaviors. Many recent studies observed
that employee satisfaction, commitment, and other attitudes become negative owing to the career
plateau. Job satisfaction and organizational commitment have been recognized as attitude variables
having significant effects on OCB. Based on the above results, it is intuitively posited that the career
plateau has a direct and positive, rather than a negative, effect on attitude variables related to OCB. If
so, it can be surmised that the relationship between these two variables is curvilinear, which is difficult
to explain with a linear model. Recently, many researchers attempted to identify a curvilinear
relationship between variables in the field of organization behavior. These studies are similar in that
they considered the relationship between target variables to be quadratic. These studies referred to
either a U-shaped or an inverted U-shaped relationship with regard to the shape of the function’s
graph. The inverted U-shaped relationship usually appears in a research model wherein the nature of
the relationship (i.e., positive or negative) between the independent and dependent variables changes
depending on the level of the independent variable (i.e., whether it is low or high). This inverted
U-shaped relationship is sometimes known as #he law of diminishing return. Rapp, Bachrach, and Rapp
(2013) showed the existence of an inverted U-shaped relationship between helping behavior and task
performance. They found that helping behavior has a positive effect on task performance under normal
conditions, but when employees have poor time management skills, there is observe an inverted
U-shape between helping behavior and task performance. These researchers later identified the same
inverted U-shape in the relationship between team efficacy and team performance. They attributed this
curvilinear relationship to immoderate confidence and vanity (Rapp et al., 2014). Astakhova (2015)
investigated the relationship between employee passion and OCB, and found that harmonious passion
follows an inverted U-shape against OCB, while obsessive passion has a curvilinear relationship under
high levels of collectivism. This result implies that an employee’s passion is not always beneficial for
his/her organization, and very high levels of passion could be harmful to his/her nontask behaviors.
Unlike the inverted U-shaped relationship, studies about the U-shaped relationship are relatively few.
Lam et al. (2015) used the U-shaped curve to explain the dubitable relationship between job insecurity
and OCB. They argued that there are two motivations for expressing OCB, one being the obligation to
reciprocate, and the other, expected reciprocity. Under low levels of job insecurity, OCB is triggered by
the motivation of obligation to reciprocate, and employees are willing to pay the organization back
with their positive behavior to the extent of the positive effects they have experienced from their
organization. Accordingly, OCB is negatively related to job insecurity. However, when job insecurity is
high, employees exhibit citizenship behavior motivated by expected reciprocity. This type of motivation
leads people to exhibit positive behavior for profit, rather than favor, to be received in the future.
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TABLE 2. TWO TYPES OF QUADRATIC CURVILINEAR STUDIES

Independent Dependent
Research variable variable Moderator
Inverted Rapp et al. (2014) Team efficacy Team performance Team goal management
U shape Carter, Dalal, Boyce, O'Connell, Conscientiousness OCB, task -
Kung, and Delgado (2014) performance
Astakhova (2015) Work passion OCB Collectivistic values
Lam, Spreitzer, and Fritz (2014) Positive effect Proactive -
behaviors
Rapp, Bachrach, and Rapp (2013) Helping Task performance Time management skills
Munyon, Hochwarter, Perrewé, OCB Job satisfaction Optimism
and Ferris (2010)
Baer and Oldham (2006) Experienced Creativity Support for creativity
creativity time
pressure
Janssen (2001) Job requirement  Job performance, Justification perception
work satisfaction
U shape Lam et al. (2015) Job insecurity OcCB Guanxi, psychological
capital
Carter et al. (2014) Conscientiousness CWB -
Harris, Kacmar, and Witt (2005) LMX Turnover -
Sturman, Shao, and Katz (2012) Job performance  Voluntary turnover Collectivism, power
distance,

uncertainty avoidance,
performance orientation

Note. OCB = organizational citizenship behavior.

When employees perceive high levels of job insecurity, they search for ways to resolve this unstable
situation. In this case, the employees are likely to use nontask behaviors, such as OCB, as the
solution. In this type of motivation, OCB is ‘political’ rather than ‘reciprocative.” Aside from the
above-mentioned research, several studies have analyzed the quadratic curvilinear relationship between
the target variables (summarized in Table 2).

The curvilinear model has some advantages over the linear model. First, it is possible to locate
hidden relationships that cannot be identified via a linear model. This point is readily applicable to
hierarchical regression analysis. For example, Astakhova (2015) found that the relationship between
harmonious passion and OCB is expressed via a quadratic curve, but the same analysis also showed that
a linear model that excludes the quadratic term presents a negative linear relationship only. If the
researcher does not assume such a (curved) relationship and conducts the analysis using a linear
regression model only, the existence of the positive relationship between the two variables would
remain hidden. Notably, Lam et al. (2015) presented a more dramatic ending, which identified the
hidden relationship between the independent and dependent variables. Before their paper was
published, scholars in this field could not attain consistent results about the relationship between job
insecurity and OCB. Some researchers argued that the relationship between the variables is positive,
whereas others presented the contrary or even showed that the relationship is irrelevant. Lam et al.
(2015) successfully identified the reason for the inconsistent results of past studies by assuming a
curvilinear relationship between job insecurity and OCB. As past efforts had focused only on the linear
model, it was natural that the results would be inconsistent. Hierarchical regression is composed of
several stages, each of which uses the results of the linear regression analysis to arrive at the final model.
Most studies on the curvilinear relationship showed significant results when assuming a linear
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relationship between the research variables. Of course, it is advantageous for researchers to apply a
single-dimension model from a macroscopic viewpoint. However, the curvilinear model is more useful
to identify complex relationships between research variables. The second merit is that a curvilinear
model allows a higher coefficient of determination. Since this model contains a term with a high order
in the regression function, it is more successful at addressing the variance of samples compared with the
linear model. Moreover, the curvilinear model provides opportunities to explore a research framework
different from the linear model. This shifts the researcher’s view from the problem of ‘positive or
negative’ to that of ‘what is the best level,” which implies that the relationship between the variables is
not unconditionally fixed as either good or bad. Accordingly, researchers have argued that a career
plateau could cause both positive and negative responses; this study focused on this ambivalent issue by
assuming a curvilinear relationship between the career plateau and OCB. In the study, the positive and
negative relationships alternate according to the level of the career plateau. It is difficult to perceive that
a weak career plateau can be a significant obstacle that should be eliminated. Employees may perform
positive nontask behaviors with the motivation of obligation to reciprocate; thus, employees oblige their
colleagues or organizations to the extent of the benefits received from them. Therefore, in this section,
career plateau and OCB have a negative relationship. On the contrary, when an employee has already
reached his/her career plateau, he/she considers this as a situation that should be resolved. Thus, he/she
searches for ways to exit the situation, and the OCB is more likely to depend on the motivation of
expected reciprocity. For example, such employees could help their colleagues and boss for political
purposes, the aim being to attain favorable evaluations. Under this situation, OCB may increase
proportionately with the career plateau. These relationships appear on the regression graph as U-shaped
curves and can be applied to all five subdimensions of OCB.

Hypothesis 1: The structural career plateau and OCB have a U-shaped curvilinear relationship.
Hypothesis 1-1: The structural career plateau has a U-shaped curvilinear relationship with altruism.

Hypothesis 1-2: The structural career plateau has a U-shaped curvilinear relationship with
conscientiousness.

Hypothesis 1-3: The structural career plateau has a U-shaped curvilinear relationship with courtesy.
Hypothesis 1-4: The structural career plateau has a U-shaped curvilinear relationship with civic virtue.
Hypothesis 1-5: The structural career plateau has a U-shaped curvilinear relationship with sportsmanship.
Hypothesis 2: The content career plateau and OCB have a U-shaped curvilinear relationship.

Hypothesis 2-1: The content career plateau has a U-shaped curvilinear relationship with altruism.

Hypothesis 2-2: The content career plateau has a U-shaped curvilinear relationship with
conscientiousness.

Hypothesis 2-3: The content career plateau has a U-shaped curvilinear relationship with courtesy.
Hypothesis 2-4: The content career plateau has a U-shaped curvilinear relationship with civic virtue.

Hypothesis 2-5: The content career plateau has a U-shaped curvilinear relationship with sportsmanship.

Moderating effects of organizational commitment and job involvement

To identify the curvilinear relationship between the career plateau and OCB in detail, the moderating
effects of organizational commitment and job involvement were investigated. Organizational
commitment has long been studied with regard to OCB in companies and employee job satisfaction
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(Williams & Anderson, 1991). As per the old definition of Mowday, Porter, and Steers (1982),
organizational commitment is a concept regarding the level of an individual’s identification and
absorption with one’s organization. Because of conceptual closeness, organizational commitment has
been the target of many studies focusing on antecedents, mediators, and moderators. In reality, these
studies reported a positive relationship between organizational commitment and OCB (Moorman,
Nichoff, & Organ, 1993; Organ, Podsakoff, & MacKenzie, 2006). Based on the positive effect of
organizational commitment on OCB, it was expected that employees’ organizational commitment
would lend a steeper curve to the curvilinear relationship between the career plateau and OCB. When
employees are strongly committed to their organizations, they tend to keep a positive relationship with
their organizations. Thus, when this tendency faces a career plateau higher than a particular level, these
employees are likely to perform various proactive behaviors, such as OCB, to resolve this situation.

In this study, job involvement was used as a moderator with organizational commitment. This is
because the career plateau has two dimensions; organizational commitment could exert a moderating
effect on the relationship between both dimensions of the career plateau and OCB. Of the two
dimensions of the career plateau, the structural one is relevant to the organizational system or
promotion, and therefore, it is likely to be influenced by organizational commitment, not by the job.
On the contrary, the content career plateau may focus on the employee’s individual job or task, and
thus, it is difficult to say that the relationship between the content career plateau and OCB is
moderated by organizational commitment. Consequently, job involvement was added as another
moderating factor. Job involvement relates to an employee’s specific belief about his or her current job
(Kanungo, 1982), and it was expected that employees having a high job involvement level would show
a more deeply curved relationship between the content career plateau and OCB.

Hypothesis 3: When organizational commitment is high, the structural career plateau and OCB
have a more deeply curved U-shaped relationship, and when organizational commitment is low, the
structural career plateau and OCB have a smoother U-shaped curved relationship.

Hypothesis 4: When job involvement is high, the content career plateau and OCB have a more
deeply curved U-shaped relationship, and when job involvement is low, the content career plateau
and OCB have a smoother U-shaped curve relationship.

METHOD

Participants

The population of this study is employees in Korean enterprises. Thus, researchers used convenience
sampling method via mail and selected nine enterprises as all corporates are in different regions for
diminishing the regional bias. In total, 300 questionnaires were equally distributed (33-34 ques-
tionnaires per one corporate) to the Korean enterprises, but only 242 were returned. For accurate
analysis, 28 questionnaires were eliminated after examining the responses for the reverse questions and
missing values, and thus, the final analyses were conducted using the data of 214 questionnaires. The
sample had respondents of both genders, and various ages, positions, and tenures. There were slightly
more male subjects (116 or 54.2%) than female (98 or 45.8%), with the majority of the respondents
belonging to their 30s (116 or 54.2%), followed by those in their 20s (79 or 36.9%). The number of
respondents in their 40s (16 or 7.5%) and 50s (3 or 1.4%) were far fewer in number. Similarly, the
positions held by the respondents clearly followed the pyramid structure observed in many organi-
zations. In terms of position, the respondents comprised 127 general employees (59.3%), 50 assistant
managers (23.4%), 22 section heads (10.3%), and 15 department heads (7.0%). The sample had
relatively equal tenure distribution involving 49 respondents having under 2 years (22.9%) of
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experience, 70 with 35 years (32.7%) of experience, 66 from 6 to 10 years (30.8%) of experience, and
29 (13.6%) with over 11 years of experience in the same organization.

Operationalization and measurements

Independent variables

When an employee reaches his/her career plateau, a promotion or being assigned a role with increasing
responsibility are no longer possible, and he/she stagnates at his/her job (Tremblay, Roger, &
Toulouse, 1995). The career plateau involves two subdimensions according to its target of perception.
The first is the structural career plateau, which means that employees perceive that they cannot rise to a
higher rank or position in their job and organization. The second is the content career plateau wherein
employees no longer feel a sense of accomplishment, challenge, and possibility of growth in their jobs,
so much so that they feel no motivation to do their job although they may be in line for a promotion.
Milliman’s measurement (1992, p. 91) composed of 12 items was employed to analyze both the
structural and the content career plateaus.

Dependent variables

OCB is the sum of employee behaviors performed in a discretionary manner, and they are not directly
and explicitly recognized by the formal reward system. Moreover, these behaviors also promote the
organization’s aggregate effectiveness (Organ, 1988). To measure this concept, the 24 measures
developed by Podsakoff, MacKenzie, Moorman, and Fetter (1990) were used, which were redesigned
after considering the observations of Schwab (1980) and Churchill (1979). These items include the five
following dimensions of Organ’s (1988) classification: altruism, conscientiousness, courtesy, civic
virtue, and sportsmanship.

Moderators

This study employed two variables, organizational commitment and job involvement, as the moder-
ating variables to test the moderation effects in the relationship between the career plateau and OCB.
Using the definition of Mowday, Steers, and Porter (1979), organizational commitment is described as
the employee’s willingness to contribute to the organization’s well-being. This commitment was
measured using 15 items of the Organizational Commitment Questionnaire (OCQ) introduced by
Mowday, Steers, and Porter (1979). The other moderating variable, job involvement, refers to the
employee’s belief about his/her relationship with his/her present job (Kanungo, 1982). This concept
was measured by the Job Involvement Questionnaire (JIQ) developed by Kanungo (1982).

Control variables

One of the most important points regarding causal inference between target variables concerns which
external factors are controlled. In this analysis, employee tenure and position were considered.
When an employee earns more tenure and a higher position, he/she becomes more familiar with the
organization and perceives a higher level of responsibility. These feelings could be transformed into
positive attitudes and performance like OCB. In addition, tenure could have a significant relationship
with the content career plateau because older employees are likely to feel bored with their jobs as they
are skilled at them. Employees with long tenure could also face the structural career plateau. A study on
the relationship between antecedents related to career and the outcomes of job rotation showed a
negative correlation between tenure and promotion rate, job rotation rate, and personal development
(Campion, Cheraskin, & Stevens, 1994). The variable employee position was also controlled for the
same reason. Apart from tenure and position, some demographic factors, such as gender, age, and
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education were employed as control variables. Thus, the research model had five control factors, and
these factors were inserted into the regression equations.

RESULTS

To test the research hypotheses, the analysis was composed of two steps. The curvilinear relationships
between the two dimensions of the career plateau and the five subdimensions of OCB were examined
in the first step, and the moderating effects of organizational commitment and job involvement were
identified in the second step. The reliability and validity of the variables were tested in each of the
steps, and the factor structures formed in the first step of the analysis were used in its second phase.

Step 1: Analysis of the curvilinear relationship between the career plateau and OCB

Confirmatory factor analysis, and reliability and validity of the research variables

Confirmatory factor analysis was performed to examine the convergent validity, discriminant validicy,
and fit index of this measurement model via AMOS 21.0. First, items with standardized regression
coefficients under 0.50 were eliminated. In doing so, the standardized regression coefficients ranged
from 0.650 to 0.867. The model fit index was also adequate (x*/df=1.756, root mean residual =
0.046, comparative fit index=0.938, Tucker—Lewis index=0.920, root mean square error of
approximation = 0.060 [upper limit of a 90% confidence interval for the population value of root
mean square error of approximation (HI90)=0.071]). Using standardized regression coefficients
derived from the confirmatory factor analysis, the Average variance extracted (AVE) and concept
reliability were calculated and used to test the convergent and discriminant validity of the measures.
Table 3 shows the AVE and reliability values of the study variables. AVE values ranged from 0.511 to
0.649, and reliability values from 0.742 to 0.846, all of which indicated the adequacy of the research
analyses.

Next, the discriminant validity of those latent variables was examined by comparing the AVE values
with its correlation coefficients. Although all the variables could be distinguished as independent of one
another, it is necessary that this distinguishability be proved by way of mathematical statistics. To
prove discriminant validity in a measurement model containing latent variables, the square root of the
AVE for each latent variable must exceed any of the bivariate correlations involving the latent variables.
Table 4 shows that the correlation coefficients of all the measures, including the control variables, and
the square root values of the AVE are shown within parentheses. The smallest AVE value is 0.715, and
the highest correlation coefficient is 0.532. Thus, discriminant validity is satisfied.

Hierarchical regression analyses and hypotheses testing

Based on the pretest results, the research hypotheses were examined through hierarchical regression
analyses. Before inserting the explanatory variables into the regression equations, those variables were
modified via mean centering to avoid possible multicollinearity issues wherein the independent

TABLE 3. AVERAGE VARIANCE EXTRACTED (AVE) VALUES AND CONCEPT RELIABILITIES OF THE VARIABLES

Structural career Content career Civic
plateau plateau Altruism Conscientiousness Courtesy — virtue — Sportsmanship
AVE 0.609 0.511 0.649 0.591 0.589 0.624 0.538
Reliability 0.861 0.806 0.846 0.742 0.811 0.767 0.776
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TABLE 4. DISCRIMINANT VALIDITY TEST WITH AVERAGE VARIANCE EXTRACTED (AVE) AND CORRELATION COEFFICIENTS

Structural ~ Content
career career Civic
Gender Age  Education Tenure Position  plateau plateau  Altruism Conscientiousness Courtesy virtue Sportsmanship
Gender -
Age —0.543** -
Education —0.458**  0.340** -
Tenure -0.166*  0.510**  0.031 -
Position —0.453** 0.710**  0.280**  0.524** -
Structural career 0.275** -0.186** -0.218** 0.011  -0.209**  (0.780)
plateau
Content career 0.206** -0.284** -0.152* -0.109 -0.226**  0.515**  (0.715)
plateau
Altruism 0.089 0.023 0.186** -0.032 0.070 -0.269**  -0.371** (0.806)
Conscientiousness  0.073 0.144* 0.009 0.103 0.075 -0.073 —-0.233**  0.226** (0.769)
Courtesy 0.026 0.098 0.130 0.047 0.109 -0.315** -0.372** 0.532** 0.345** (0.767)
Civic virtue -0.148*  0.263**  0.154* 0.124 0.198** -0.220** -0.445** 0.395** 0.231** 0.379** (0.790)
Sportsmanship -0.137*  0.158*  0.217**  0.047 0.148*  -0.402** -0.282** 0.231** 0.245** 0.342** 0.235** (0.733)

Note. Values in the parentheses are the square root of each AVE value.

*p<.05; **p<.01.
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variables are highly correlated with each other. In this study’s model, the squared term and the
interaction term were used, both of which are likely to trigger the multicollinearity problem, and thus,
the above-mentioned treatment was necessary. In the first step, the hierarchical regression analysis was
composed of three models. For the first model, the control variables were inserted as explanatory
factors into the regression equation. This first model was to serve as a baseline for comparison, to
identify the increase in the coefficient of determination and the significance of the F value. A single
term for the career plateau was inserted additionally in model 2. The regression coefficient of this single
term provides important information; the one-dimensional relational sign between the independent
and dependent variables was based on the assumption that the relationship is not two-dimensional. It
also functioned as a comparison for the final step. Given below is this study’s hierarchical regression
model. This model was analyzed 10 times because there are five independent variables and two
dependent variables.

Model 1:  OCB=py+p,-C+e
Model3: OCB=pfy+p; - C+p,- CP+p;- CP*+e

where CP = career plateau, OCB = organizational citizenship behavior, C= control variables.

Before checking the results of the regression analyses, the values of the variance inflation factor (VIF)
and the Durbin—Watson statistic were verified. As the variance inflation factors of these regression
models ranges from 1.071 to 1.119, the multicollinearity issue could be ruled out. The Durbin—
Watson statistic for testing autocorrelation ranges from 1.708 to 1.955. Table 5 provides the results of
the regression analyses, wherein all the #tests are conducted using a one-tailed test because this study
intended to identify the directions of the curved relationship between the career plateau and citizenship
behavior.

A closer look at the results of the regression analyses, particularly the control variables, shows that
gender has a significant effect on altruism, courtesy, and conscientiousness, and age affects con-
scientiousness and civic virtue. Education is also related to three subdimensions of OCB, but tenure
and position have no significant effect on any of its subdimensions.

The results of the regression analyses indicate that values are paired according to the two dimensions
of the career plateau. In the case of altruism (see analyses 1 and 6), the two dimensions of the career
plateau show significant regression coefficients for the independent variable for both the normal and
the squared terms (B of structural plateau®=0.219, B of content plateau’=0.181, p <.01), and the
adjusted R and variation in R* are adequate. In the case of the other three independent variables, the
results of the regression analyses are the same as those in the case of altruism, and all the models display
acceptable values for the adjusted R? and variation in R%. However, interestingly, civic virtue alone does
not have a significant coefficient for the squared terms of both career plateau dimensions (B of
structural> = —0.011, B of content” = —0.049, p>.05), although it does report a significant coefficient
with the single terms (B of structural = —0.179, B of content= —0.410, p <.01). In short, the two
dimensions of the career plateau show significant positive coefficients with regard to all subdimensions
of OCB except civic virtue. The positive coefficients of the squared terms mean that the relationship
between the independent and dependent variables is curved and U-shaped. Civic virtue alone has a
significant negative coefficient with a single term, and thus, the career plateau has a negative linear
relationship with this dimension. Therefore, hypotheses 1-4 and 2-4 are not supported, but all the
other hypotheses of step 1 are supported (Table 6).

To compare the relationship between civic virtue and the structural career plateau with the other
relationships between the four subdimensions of OCB and the structural plateau, two graphs
(Figure 1) were drawn that show the difference between the curvilinear relationship of altruism and the
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TABLE 5. RESULTS OF THE HIERARCHICAL REGRESSION ANALYSIS

Model 1 Model 2 Model 3
Analysis 1: structural career plateau — altruism
Constant 2.591** 2.546** 2.527**
Gender 0.275** 0.324** 0.287**
Age 0.015 0.012 0.046
Education 0.267** 0.242** 0.227**
Tenure -0.082 -0.044 -0.056
Position 0.152 0.105 0.076
Structural plateau —0.280** —0.309**
Structural plateau? 0.219**
Adjusted R? 0.066 0.134 0.176
AR - 0.070** 0.045**
Analysis 2: structural career plateau — conscientiousness
Constant 2.319** 2.301** 2.276**
Gender 0.218** 0.235** 0.192*
Age 0.268** 0.267** 0.307**
Education 0.027 0.018 0.001
Tenure 0.020 0.033 0.019
Position —-0.035 —-0.051 —-0.084
Structural plateau —-0.095 —-0.128*
Structural plateau? 0.253**
Adjusted R? 0.032 0.035 0.092
AR? - 0.008 0.060**
Analysis 3: structural career plateau — courtesy
Constant 3.064** 3.015* 2.997**
Gender 0.188* 0.245** 0.209**
Age 0.087 0.083 0.117
Education 0.159* 0.129* 0.114
Tenure -0.023 0.022 0.010
Position 0.100 0.044 0.017
Structural plateau —-0.330** —0.358**
Structural plateau® 0.216**
Adjusted R? 0.021 0.116 0.157
AR - 0.097** 0.043**
Analysis 4: structural career plateau — civic virtue
Constant 2.655** 2.619** 2.620**
Gender 0.027 0.058 0.060
Age 0.239* 0.237* 0.235*
Education 0.079 0.062 0.063
Tenure -0.007 0.017 0.018
Position 0.022 —-0.008 —-0.007
Structural plateau —0.180** —0.179**
Structural plateau?® -0.011
Adjusted R? 0.052 0.078 0.073
AR? - 0.029** 0.000
Analysis 5: structural career plateau — sportsmanship
Constant 3.153** 3.088** 3.074**
Gender 0.007 0.073 0.047
Age 0.066 0.061 0.086
Education 0.179* 0.145* 0.134*
Tenure -0.026 0.025 0.017
Position 0.068 0.005 -0.015
Structural plateau —-0.378** —-0.398**
Structural plateau® 0.155**
Adjusted R? 0.034 0.161 0.180
AR - 0.128** 0.022**
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TaBLE 5. (Continued)

Model 1 Model 2 Model 3
Analysis 6: content career plateau — altruism
Constant 2.591** 2.741** 2.830**
Gender 0.275** 0.293** 0.240**
Age 0.015 -0.075 -0.106
Education 0.267** 0.252** 0.244**
Tenure -0.082 0.064 —-0.058
Position 0.152 0.130 0.130
Content plateau —0.392** —0.421**
Content plateau? 0.181**
Adjusted R? 0.066 0.206 0.233
AR? - 0.140* 0.030*
Analysis 7: content career plateau — conscientiousness
Constant 2.319** 2.419** 2.525**
Gender 0.218** 0.229** 0.174*
Age 0.268** 0.217* 0.185*
Education 0.027 0.018 0.010
Tenure 0.020 0.030 0.037
Position -0.035 —-0.048 —-0.047
Content plateau —0.224** —0.253**
Content plateau? 0.184**
Adjusted R? 0.032 0.074 0.102
AR? - 0.046* 0.031*
Analysis 8: content career plateau — courtesy
Constant 3.064** 3.198** 3.326**
Gender 0.188* 0.205** 0.122
Age 0.087 0.001 —-0.048
Education 0.159* 0.144* 0.132*
Tenure -0.023 —-0.006 0.004
Position 0.100 0.079 -0.079
Content plateau —0.375** —0.420**
Content plateau? 0.280**
Adjusted R? 0.021 0.148 0.219
AR? - 0.128** 0.072**
Analysis 9: content career plateau — civic virtue
Constant 2.655** 2.619** 2.620**
Gender 0.027 0.046 0.031
Age 0.239* 0.147 0.138
Education 0.079 0.064 0.061
Tenure -0.007 0.011 0.013
Position 0.022 0.000 0.000
Content plateau —0.402** —-0.410**
Content plateau? —-0.049
Adjusted R? 0.052 0.0199 0.198
AR? - 0.147* 0.002
Analysis 10: content career plateau — sportsmanship
Constant 3.153** 3.088** 3.074**
Gender 0.007 0.019 -0.036
Age 0.066 0.009 -0.023
Education 0.179* 0.170* 0.161*
Tenure -0.026 -0.015 —-0.008
Position 0.068 0.054 0.055
Content plateau —0.247** —0.276**
Content plateau? 0.185**
Adjusted R? 0.034 0.087 0.115
AR? - 0.056** 0.031**
Note. N=214, *p < .05; *p<.01.
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TaABLE 6. RESULTS OF THE HIERARCHICAL REGRESSION ANALYSIS — STEP 1

Altruism Conscientiousness Courtesy Sportsmanship Civic virtue

Structural career plateau U-shaped curvilinear relationship Negative linear relationship only
Content career plateau

Supported hypotheses 1-1, 1-2, 1-3, 1-5, 2-1, 2-2, 2-3, 2-5

Unsupported hypotheses 1-4, 2-4

Altruism
Civic virtue

Structural career plateau Structural career plateau

FIGURE 1. THE TWO RELATIONSHIPS OF THE STRUCTURAL PLATEAU WITH ALTRUISM AND CIVIC VIRTUE

linear relationship of civic virtue. One should not focus on the absolute values of the graphs in
Figure 1; rather, their shapes are important. These phenomena are discussed in the concluding section,
namely, why the four subdimensions of OCB are curved while that of civic virtue is not. However, the
moderator effects of two kinds of engagement on the four curved relationships were investigated before
discussing the results of step 1.

Step 2: Examining the moderator effects of organizational commitment and job involvement
on the four curvilinear relationships

Confirmatory factor analysis, and reliability and validity of the research variables

Pretests were performed in the same manner as in step 1, and the same factor structure of the previous
analysis was used for minimizing the statistical difference between the two analyses. However, as the
second step examines the moderator effects on the curvilinear relationships, civic virtue, a dependent
variable in the previous analysis was excluded. To test convergence validity, the standardized factor
weights of all research variables involving organizational commitment and job involvement were
reviewed. The results show that the factor weights range from 0.621 to 0.887, which are suitable for
conducting the analysis, and the model fit indices are also adequate (x*/df=1.617, root mean resi-
dual =0.052, comparative fit index =0.936, Tucker—Lewis index =0.924, root mean square error of
approximation =0.054 [HI90=0.063]). Because the factor structure of the previous analysis was
retained, the established variables have the same factor weights as the results from step 1. Thus, those
variables show similar outcomes in the current test of conceptual reliability and validity. Therefore,
only the outcome values of the newly inserted variables, organizational commitment and job invol-
vement, were checked. Table 7 presents the values for conceptual reliability and validity of the two
variables. As displayed in the table, AVE and conceptual reliability are both appropriate for the analysis,
and the AVE;s satisfy the criterion of discrimination validity (over 0.408 at least).
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TABLE 7. AVERAGE VARIANCE EXTRACTED (AVE) AND RELIABILITY OF THE NEWLY
INSERTED VARIABLES

Variable AVE Conceptual reliability
Organization commitment 0.629 0.894
Job involvement 0.573 0.789

Hierarchical regression analyses and hypotheses tests

Cohen, Cohen, West, and Aiken (2003), who identified the significance of the moderator by hier-
archically inserting the moderator and interaction terms into the regression equations and comparing
them, were followed to examine the moderator effects of organizational commitment and job invol-
vement on the four relationships.

Model 3: OCB=p,+p, - C+p,- CP+p;5- CP*+e
Model 4:  OCB=py+p, - C+p,- CP+p5- CP*+f,- OC+fs - J[+¢
Model 5:  OCB=p,+p, - C+p, - CP+p5- CP*+ ;- OC+ps - JI
+Ps- CP-OC+py - CP-JI+fg - CP*- OC+fy - CP* - J+¢

where CP = career plateau, OCB = organizational citizenship behavior, C = control variables, OC=
organizational commitment, JI =job involvement.

Before examining the results of the regression analyses, the values of variance inflation factor and the
Durbin—Watson statistic for multicollinearity and autocorrelation were checked. it was found that the
variance inflation factors range from 1.071 to 2.636, and the values of the Durbin—Watson statistic
range from 1.726 to 2.022. Both ranges indicate stable values. According to the results of the regression
analyses, organizational commitment and job involvement have only two moderating effects on the
four cases. One of the variables has no effect on the degree of the curve and influences the linear
portion, as indicated by the significant coefficient of the normal interactive term (see analysis 5 in
Table 8). Although, the moderating effect on the degree of the curve is shown in analysis 2, the
direction of the effect is not consistent with our expectation and the hypothesis. None of the cases
except the above-mentioned two have any moderating effect on the curved relationships between the
career plateau and OCB. Therefore, hypotheses 3 and 4 are not supported. Table 8 shows the results of
the hierarchical regression analyses. Although the control variables were inserted into those analyses,
the results do not appear in this paper owing to space limitations.

In sum, the result of analysis 2, which shows a significant coefficient of the squared interaction term,
indicates that organizational commitment has a moderating effect on the relationship between the
structural career plateau and conscientiousness. Moreover, this effect is negative (B of commit-
ment x structural plateau2= —0.2006, p <.05), which implies that when the organizational commit-
ment is low, the relationship between the structural career plateau and conscientiousness is U-shaped,
but when the commitment is high, the relationship changes into an inverted U-shape. Figure 2 displays
these changes in the relationship.

On the other hand, analysis 5 results in a significant coefficient of the normal interaction term of the
content career plateau and job involvement, but the coefficient of the squared interaction term
(squared content career plateau x job involvement) is not significant. A review of the effect of the
moderator in the quadratic function shows that the moderator’s significant coefficient on the quadratic
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TABLE 8. RESULTS OF THE HIERARCHICAL REGRESSION ANALYSIS

Model 3 Model 4 Model 5
Analysis 1: structural career plateau — altruism
Structural plateau —0.309** —0.196** —0.156*
Structural plateau® 0.219** 0.220** 0.305**
ocC 0.268** 0.046*
Ji 0.007 0.019
OC x structural 0.062
JI x structural 0.080
OC x structural® 0.173
JI x structural® -0.034
Adjusted R? 0.176 0.222 0.229
AR? - 0.052** 0.022
Analysis 2: structural career plateau — conscientiousness
Structural plateau —-0.128** —-0.065 -0.121
Structural plateau® 0.253** 0.252** 0.305*
ocC 0.051 0.046
Ji 0.181** 0.019*
OC x structural —0.264**
JI x structural 0.116
OC x structural® —-0.206*
JI x structural? 0.036
Adjusted R? 0.092 0.121 0.167
AR? - 0.036** 0.060%*
Analysis 3: structural career plateau — courtesy
Structural plateau —0.358** —0.282** —-0.286*
Structural plateau? 0.216** 0.215** 0.256**
ocC 0.098 0.076
Ji 0.151* 0.204*
OC x structural 0.082
JI x structural 0.012
OC x structural® 0.051
JI x structural? -0.085
Adjusted R? 0.157 0.186 0.177
AR? - 0.036** 0.007
Analysis 4: structural career plateau — sportsmanship
Structural plateau —0.398** —0.336** —-0.370**
Structural plateau® 0.155** 0.155** 0.112
ocC 0.178* 0.243*
N -0.063 -0.067
OC x structural -0.050
JI x structural 0.020
OC x structural? -0.129
JI x structural® 0.013
Adjusted R? 0.180 0.193 0.184
AR? - 0.020* 0.007
Analysis 5: content career plateau — altruism
Content plateau -0.421** —-0.359** —-0.340**
Content plateau? 0.181** 0.153** 0.236**
ocC 0.188** 0.185*
N -0.071 -0.072
OC x content —0.066
JI x content 0.200**
OC x content? 0.023
JI x content? -0.018
Adjusted R? 0.233 0.248 0.257
AR? - 0.022* 0.022
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TaBLE 8. (Continued)

Model 3 Model 4 Model 5
Analysis 6: content career plateau — conscientiousness
Content plateau —0.253** —0.194** —-0.162*
Content plateau? 0.184** 0.205** 0.233**
ocC -0.033 0.015
Ji 0.173* 0.133
OC x content -0.100
JI x content 0.106
OC x content? -0.053
JIx content® 0.067
Adjusted R? 0.102 0.113 0.111
AR? - 0.020* 0.014
Analysis 7: Content career plateau — courtesy
Content plateau —0.420** —0.345** —0.396**
Content plateau? 0.280** 0.288** 0.404**
ocC 0.039 0.072
Ji 0.127* 0.125
OC x content 0.095
JI x content 0.113
OC x content? -0.097
JIx content? -0.011
Adjusted R? 0.219 0.226 0.226
AR? - 0.015%* 0.014
Analysis 8: content career plateau — sportsmanship
Content plateau —-0.276** —-0.203** —0.249*
Content plateau? 0.185** 0.154* 0.230*
ocC 0.214** 0.303**
JI -0.073 -0.093
OC x content 0.018
JI'x content 0.109
OC x content? -0.177
JI x content? 0.019
Adjusted R? 0.115 0.136 0.136
AR - 0.028* 0.017

Note. OC = organizational commitment, JlI =job involvement.
N=214, *p<.05; *p<.01.

term is related to the degree of the curve. However, a moderator’s coefficient on the linear term has no
bearing on the degree of the curve, although it does have a relationship with the position on the graph
of the regression function. The coefficient of content career plateau x job involvement is significant and
positive (B of involvement x content plateau=0.200, p <.01), which means that if job involvement
increases, the position of the relationship between the content career plateau and altruism on the
regression graph moves to the upper left. Moreover, the movement implies that total level of altruism
increases, and the timing of the altruism rebound moves left (Figure 3).

The analysis in step 2 focused on whether the two variables of organizational commitment and job
involvement cause the curve in the relationship between the career plateau and OCB to become more
well defined. However, no such effect was observed; rather, organizational commitment has the
opposite effect, as it causes the relationship between the structural career plateau and conscientiousness
to change into an inverted U-shape. In sum, the results of the analyses display unexpected outcomes,
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Low organizational commitment

Conscien-tiousness

High organizational commitment

Structural career plateau

FIGURE 2. THE MODERATING EFFECT OF ORGANIZATIONAL COMMITMENT ON THE RELATIONSHIP BETWEEN STRUCTURAL CAREER
PLATEAU AND CONSCIENTIOUSNESS

Low job involvement

Altruism

-~

High job involvement

Content career plateau

FIGURE 3. THE MODERATING EFFECT OF JOB INVOLVEMENT ON THE RELATIONSHIP BETWEEN CONTENT CAREER PLATEAU
AND ALTRUISM

wherein only two of the total of eight analyses show significant regression coefficients. Thus, the results
do not indicate that organizational commitment and job involvement have moderating effects on the
curvilinear relationships between the career plateau and OCB.

Summary and discussion of the results

From step 1, it was found that altruism, conscientiousness, courtesy, and sportsmanship are related to
two career plateaus via a U-shaped nonlinear relationship. This implies that OCB decreases when an
employee is experiencing a low level of career plateau. However, when experiencing a higher level of
career plateau, four OCB subdimensions, except civic virtue, increase. In addition, it was found that
these actions are goal oriented and based on the expectation of reward. This result begs the question as
to the traditional linear relationship between OCB and other variables, such as perception of fairness,
job satisfaction, psychological contract, personality variables, and value variables, considered by
previous studies. While the revealed nonlinear relationship cannot be extended to all related variables,
it is important to note that some relationships may have been overlooked by traditional linear models.
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The second significant result concerns the relationship between the career plateau and civic virtue.
Civic virtue has a negative relationship with the structural and content plateaus. Unlike the other four
subdimensions of OCB, civic virtue has a negative relationship with the career plateau. When one
interprets the nonlinear relationship of OCB as resulting from goal-oriented actions, this implies that
civic virtue is perceived as an inappropriate sentiment to overcome the career plateau. Civic virtue is a
representation of one’s macroscopic interest and engagement towards the organization. Civic virtue can
take diverse forms such as paying attention to changes in the organization, participating in meetings,
and actively protecting the organization from outside threats. Because of this diversity, civic virtue has
assumed different names. Organ (1988) used ‘civic virtue,” Graham (1994) referred to ‘organizational
participation,” and George and Brief (1992) used ‘protecting the organization’ (Organ, Podsakoff, &
MacKenzie, 2006). Civic virtue differs from the other four subdimensions in that it is focused on the
organization. If an employee exhibits OCB to overcome the career plateau, the goal is to approach
someone who can help the employee overcome the career plateau, for example, a manager who has the
power to decide jobs and positions. However, because civic virtue focuses on the best interests of the
organization, this action is the least effective for conveying one’s competence to others. One can see
that civic virtue is caused more often by the obligation to reciprocate rather than expected reciprocity.

Step 2 showed that our predictions were wrong, which may be a more fruitful result. First, there was
no moderating effect of organizational commitment and job involvement on all nonlinear relationships
between the career plateau and OCB. Higher engagement was expected to increase the slope of the
U-shaped curve, but the result was to the contrary. Engagement did not have a moderating effect on
most relationships, except conscientiousness for the structural plateau and altruism for the content
plateau. Furthermore, the moderating effect on the content plateau—altruism relationship was found to
be of the first order, which is not related to nonlinearity. These results show that an element other than
engagement is the core reason for the rebounding of OCB owing to the career plateau. As shown by
Lam et al. (2015), psychological capital, personality, experience, and culture are other variables that
may have a moderating effect.

Another interesting result from step 2 is that of the peculiar moderating effect found on the
relationships between the structural plateau and conscientiousness, and the content plateau and
altruism. First, regarding the relationship between the structural plateau and conscientiousness, as
organizational commitment increases, the U-shaped curve flattens. When organizational commitment
reaches a certain level, the relationship becomes negative, and when it attains the highest Likert scale,
conscientiousness increases as the level of the structural plateau becomes higher. This result can be
interpreted as follows. Organizational commitment, in simple terms, denotes the love of an employee
for his/her organization. When employee is attached to the organization, he/she expresses love for it via
conscientiousness and does not depend on others to recognize this sentiment, which is not based on
expected reciprocity. Therefore, even if the level of the structural plateau increases, conscientiousness
does not come into play as an instrument to overcome the career plateau; higher organizational
commitment only brings more despair, which further reduces conscientiousness. On the other hand,
those with low organizational commitment do not expect much from the organization, and it is
unlikely that their actions are based on the obligation to reciprocate. These employees have more
psychological capacity and a greater ability to use conscientiousness to overcome the structural plateau.
Organizational commitment had moderating effect on the relationship between the structural plateau
and conscientiousness only, while job involvement had a moderating effect on the content plateau—
altruism relationship only. However, this moderating effect did not apply to the nonlinear part of the
relationship, but to the overall relationship. The first-order term in the quadratic equation specifies
the location of the curve. In the content plateau—altruism relationship, as job involvement increased,
the whole curve moved to the northeast direction of the graph. This means that employees with high
job involvement have high altruism, and their altruism levels rebound more quickly. Conversely, those
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with low job involvement show a rebound of altruism when the level of the content plateau gets much
higher and that of altruism is low overall. The content plateau refers to one’s identity in his/her job.
Stress from the job plateau is likely to be overcome through advice from co-workers. Such interactions
with co-workers may stem from the instrumental realization of altruism; those who are more attached
to their current jobs may make such efforts much earlier than others.

CONCLUSION

Theoretical implications

The results lead to the following theoretical implications. First, empirical evidence on the nonlinear
relationships pertaining to OCB was provided. The estimation of the nonlinear relationship using
multiple regression helped us understand complicated human behavior. However, research on non-
linear relationships regarding OCB and organizational behavior as a whole is scarce. Notably, no study
has explored the nonlinear relationships with regard to OCB in the Korean context. Although a past
study has identified nonlinear relationships among the variables of interest in the field of organizational
behavior, this study is more specific as it pinpointed the nonlinear relationship between the career
plateau and OCB. Such nonlinear identifications help improve the understanding of the complex
interaction between different variables of organizational behavior.

Second, on the motivation for OCB, it was noted that the obligation to reciprocate and expected
reciprocity can dominate each other. Causal analysis using linear models only identified fragmental effects
over the sample. However, the quadratic curve estimation used in the present study can better identify how
OCB is modified by the changes in the level of the career plateau. It was noted that the manifestation of
OCB is not consistent and is affected by the environment. The possibility of changing OCB over time was
also explored, as well as the manner in which OCB can help employees in the political sense. Future studies
may focus on how OCB resulting from the obligation to reciprocate differs from goal-oriented OCB.

Third, each subdimension of OCB was analyzed. Most researchers agree that these subdimensions
are not similar in any sense. This study used all five subdimensions of OCB suggested by Organ
(1988), and found that only civic virtue did not have a nonlinear relationship with the career plateau.
The results confirmed the differences between the various subdimensions of OCB.

Practical implications

With the exception of civic virtue, four OCB behaviors were reinforced when the career plateau was above a
certain level. This shows how employees try to overcome obstacles, and implies that reaching a certain level
of the career plateau can be helpful in drawing out active participation of employees. If one cannot escape
from the career plateau because of the pyramid structure, it may be prudent to use the plateau to promote
participation. However, one should be aware of the fact that civic virtue did not show a rebound. Managers
should thus be reminded that civic virtue is always reduced with higher levels of the career plateau.

The study found that organizational commitment and job involvement of the employee did not have
any effect on the rebounding of OCB. Other variables, such as organizational culture or personal traits,
may affect the rebound. Therefore, managers should cultivate an active and challenging culture to help
employees overcome obstacles. Although it is known which personality trait causes the rebound, managers
should be careful to select employees who can merge into the prevailing culture of the organization.

Limitations and future research

The first limitation of this study is that a good moderating variable could not be identified.
Engagement was not a satisfactory enough moderating variable. Other variables may have provided
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better results. Second, the study did not take account of time. The study agenda concerned the change in
OCB reaction. If time series data were used, more information could have been obtained to base the
conclusions upon. These limitations lead to suggestions for future studies, including horizontal and
vertical expansions of the nonlinear relationship. The horizontal expansion would apply nonlinearity to
other diverse concepts and logic. A vertical expansion would entail employing a higher order of non-
linearity or using mediational or multilevel analysis. For example, Harris, Kacmar, and Witt (2005)
explored the possibility of using a cubic function in regression analysis. Regression using multinomial
functions may have better explanatory power than linear regression, and this advantage needs to be
exploited. Second, future studies could focus on the difference between the various subdimensions of
OCB. Although OCB is a heavily researched topic, most previous studies considered OCB as a whole. It
was found that the subdimensions of OCB may differ significantly, and this fact deserves more attention.
Future studies should address this concern and try to consider the characteristics of each subdimension.
Finally, the importance of identifying moderating variables was underscored. The study could not exactly
detect moderating variables for the nonlinear relationship between the career plateau and OCB.
However, the candidate variables include personality, organizational culture, and job characteristics.
Future studies may employ these variables to find a moderating variable, and to further clarify the
nonlinear relationship of OCB with the obstacles faced by employees within their organizations.
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