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Bal, P. Matthijs, Annet H. De Lange, Paul G.W. Jansen, and Mandy E.G. Van Der Velde. “Psychological Contract Breach and Job Attitudes: A Meta-Analysis of Age as a Moderator.” Journal of Vocational Behavior 72 (2008): 143-158.
Bal and company looked at the influence of age on the relation between psychological contract breach and the development of job attitudes. Reviewing some 60 mostly U.S. and European studies, they found that age did moderate the effect of psychological contract breach on job commitment among workers of all ages, but on job satisfaction mainly on younger workers; psychological contract breach has less effect on older workers’ job satisfaction, probably for reasons having to do with stage of life and employment prospects. 

Bryson, Alex, Rafael Gomez, Morley Gunderson, and Noah Meltz. “Youth-Adult Differences in the Demand for Unionization: Are American, British, and Canadian Workers All That Different?” Journal of Labor Research 26:1 (2005): 155-167.
Most of the variation in union membership between young and adult workers reflects union density rather than attitudes towards collective representation. Attitudes do not differ by age or nationality. Secondary research based on British, Canadian, U.S. data 1983-2001.  

Davis, James B., Suzanne D. Pawlowski, and Andrea Houston. “Work Commitment of Baby Boomers and Gen-Xers in the IT Profession: Generational Differences or Myth?” Journal of Computer Information Systems 46.3 (2006): 43-49.

Davis, Pawlowski and Houston surveyed information technology professionals to look for differences in work  values between Baby Boomers and Generation X workers. The data showed that IT professionals were more alike than not across the generations, and that most differences could be attributed to job tenure.  
Galinsky, Ellen, Kerstin Aumann, and James T. Bond. Times Are Changing: Gender and Generation at Work and at Home. The 2008 National Study of the Changing Workforce. New York: Families and Work Institute, 2009.

Comparing data from 2008 with data from 1992, Galinsky and company find that among Millennials women are as likely as men to want jobs with more responsibility. This reflects demographic trends such as higher rates of participation in the labor force by women (especially by mothers), and higher levels of educational attainment by women; economic trends such as a narrowing gender gap in earnings and an increase in dual-earner couples; and cultural trends such as changes in attitudes about women’s and men’s work and family roles. 
Glass, Amy. “Understanding Generational Differences for Competitive Success.” Industrial and Commercial Training 39.2 (2007): 98-103.

Glass reviews the literature to define issues for the examination of differences among three generations – Baby Boomers, Generation X, and Generation Y, or Millennials -- in the workplace. She finds potential workplace strife rising out of differing generational expectations, work ethics, attitudes, perspectives, and motivators. Secondary research, acknowledging limited information about Millennials and about workers in developing countries. 

Johnson, Monica Kirkpatrick. “Family Roles and Work Values: Processes of Selection and Change.” Journal of Marriage and Family 67 (2005): 352-369.

Johnson looked at whether marriage and parenthood influenced extrinsic and intrinsic work values among young adults. She found that wives but not husbands came to attach less importance to extrinsic rewards, and husbands and wives attached less important to intrinsic rewards compared to single men and women. Fathers came to place more importance on extrinsic rewards than childless men, while the effect of motherhood on the valuation of extrinsic rewards varied by marital status – single mothers saw more value in extrinsic rewards.

Kanfer, Ruth, and Phillip L. Ackerman. “Aging, Adult Development, and Work Motivation.” Academy of Management Review 29.3 (2004): 440-458.

Kanfer and Ackerman survey the literature on life span changes in cognitive ability, personality, affect, vocational interests, values, and self-concept to identify four trajectories of individual change, with implications for motivational strategies for midlife and older workers. 

Kooij, Dorien T.A.M., Paul G.W. Jansen, Josje E. Dikkers, and Annet H. De Lange. “The Influence of Age on the Associations between HR Practices and Both Affective Commitment and Job Satisfaction: A Meta-Analysis.” Journal of Organizational Behavior (2009) <http://dx.doi.org/10.1002/job.666>.
Review of research 1977-2009 on differences attitudes towards work and job satisfaction based on age and tenure/experience in responses to management personnel practices which stress staff development (such as training, promotion, job enrichment) and which stress staff maintenance (such as job security, benefits, flexible schedules). Staff development policies improve work-related attitudes and job satisfaction across the board, while staff maintenance policies are more important to older workers.  
Landy, Frank J., and Jeffrey M. Conte. “Cross-Cultural Issues in Motivation.” Work in the 21st Century: An Introduction to Industrial and Organizational Psychology, 3d ed. Ed. Frank J. Landy and Jeffrey M. Conte. Hoboken, NJ: John Wiley and Sons, 2010. 394-396.

Landy, Frank J., and Jeffrey M. Conte. “Generational Differences and Work Motivation.” Work in the 21st Century: An Introduction to Industrial and Organizational Psychology, 3d ed. Ed. Frank J. Landy and Jeffrey M. Conte. Hoboken, NJ: John Wiley and Sons, 2010. 398-398.

Work in the 21st Century is a standard textbook in the field, and Landy and Conte lay out current issues in gender (“cultural”) and generational attitudes towards work.

Lips, Hilary, and Katie Lawson. “Work Values, Gender, and Expectations About Work Commitment and pay: Laying the Groundwork for the ‘Motherhood Penalty’?” Sex Roles 61 (2009): 667-676.

Lips and Lawson examined expectations about anticipated work commitment and peak pay among college students in terms of their valuation of power and family. Men valued power more than women; women valued family more than men. Generally valuing power meant anticipating higher peak pay; valuing family lower peak pay. However men who valued family still anticipated higher peak pay. 

Lyons, Sean, Linda Duxbury, and Christopher Higgins. “Are Gender Differences in Basic Human Values a Generational Phenomenon?” Sex Roles 53.9/10 (2005): 763-778.

Lyons, Duxbury and Higgins administered the Schwartz Values Survey to Canadian “knowledge workers.” Their data showed significant differences in four SVS value types (power, tradition, universalism, and achievement) when generation and gender were considered together, suggesting that generation cannot be considered alone when looking at values.  Data collected circa 2000.

Macky, Keith, Dianne Gardner, and Stewart Forsyth. “Guest Editorial: Generational Differences at Work: Introduction and Overview.” Journal of Managerial Psychology 23.8 (2008): 857-861.

Macky, Gardner and Forsyth review current literature on generational differences and suggest that while there is some evidence for changes in personality profiles from one generation to another, there is little evidence for differences in work values or motivation. Age and maturity, and stage of life and career, are likely to be more important factors.  

McMullin, Julie Ann, Tammy Duerden Comeau, and Emily Jovic. “Generational Affinities and Discourses of Difference: A Case Study of Highly Skilled Information Technology Workers.” British Journal of Sociology 58.2 (2007): 297-316.

McMullin, Comeau and Jovic looked at information technology workers around the world in terms of technological generations – cohorts defined by the common technological interface with computers in their formative years (pre-Atari, Atari, Console, Windows, Internet). These generations seem to be more important in determining affinities and inequalities within and between generations than class, gender, nation, race and ethnicity. 
Ng, Thomas W. H., and Daniel C. Feldman. “Age, Work Experience, and the Psychological Contract.” Journal of Organizational Behavior 30 (2009): 1053-1075.

The psychological contract represents what the workers expects from the employer and the job. Attitudes towards perceived breaches of this contract depend on the worker’s sense of contract malleability (how much deviance from expectation can be tolerated) and contract replicability (how easily can an equivalent or better contract be found elsewhere).  Both malleability and replicability increase with age and work experience. Secondary research focused on U.S. studies 1976-2007

Pearson, Quinn M. “Role Overload, Job Satisfaction, Leisure Satisfaction, and Psychological Health Among Employed Women.” Journal of Counseling and Development 86 (2008): 57-63.

Pearson measured these traits among 155 women who were employed full-time. Role overload was the strongest predictor of psychological health, while job satisfaction and leisure satisfaction strengthened the prediction. U.S. data collected circa 2000. 

Roehling, Patricia, Lorna Hernandez Jarvis, and Heather E. Swope. “Variations in Negative Work-Family Spillover among White, Black, and Hispanic American Men and Women: Does Ethnicity Matter?” Journal of Family Issues 26 (2005): 840-865.

Roehling, Hernandez Jarvis and Swope investigate “negative work-family spillover” (conflicts between work and family roles and obligations) in terms of ethnicity and gender. While there are gender differences between Hispanic workers on the one hand and white and Black workers on the other, parental status turns out to be a more important variable. U.S. Data collected in 1977. 
Smola, Karen Wey, and Charlotte D. Sutton. “Generational Differences: Revisiting Generational Work Values for the New Millennium.” Journal of Organizational Behavior 23 (2002): 363-382.

Smola and Sutton compared data from surveys taken in 1974 and 1999, and found that generational work values do differ, that work values may change as workers grow older, and that some differences between the earlier and the later surveys perhaps reflect changes in the work environment. The major finding was an increasing desire to balance work and personal goals.  

Sullivan, Sherry E., Monica L. Forret, Shawn M. Carraher, and Lisa A. Mainiero. “Using the Kaleidoscope Career Model to Examine Generational Differences in Work Attitudes.” Career Development International 14.3 (2009): 284-302.

The “Kaleidoscope Career Model” tests need for authenticity, balance, and challenge in work life. Survey results suggest that Generation X professionals have a greater need for authenticity and balance than do Baby Boomer professionals. Boomers and GenX professionals did not differ in their need for challenge. U.S. data collected circa 2007. 
Twenge, Jean M., and Stacy M. Campbell. “Generational Differences in Psychological; Traits and their Impact on the Workplace.” Journal of Managerial Psychology 23.8 (2008): 862-877.

Twenge and Campbell examined data from personality tests and inventories going back to the 1930s to determine whether Generation Y individuals or Millennials differed from previous cohorts. Their findings suggested that Millennials have higher self-esteem, narcissism, anxiety, and depression, and lower need for social approval, and are more likely to see change as coming from external events than from internal developments; and that Millennial women have more agentic traits such as assertiveness.  

Vere, James P. “’Having It All’ No Longer: Fertility, Female Labor Supply, and the New Life Choices of Generation X.” Demography 44.4 (2007): 821-828.

Based on review of current population data, Vere finds that college-educated Generation X women are having more children earlier, therefore supply less market labor, than their peers in the later Baby Boom generation. U.S. data from circa 2005. 

Westerman, James W., and Jeanne H. Yamamura. “Generational Preferences for Work Environment Fit: Effects on Employee Outcomes.” Career Development International 12.2 (2007): 150-161.

Westerman and Yamamura surveyed U.S. accountants to look for generational and gender differences in work environment preferences, measured by job satisfaction and intent to remain in current employment. For GenXY workers, how well the work fit the worker’s career and life goals was important for both job satisfaction and for intent to remain; for Boomer workers, social relationships based on work were more important for job satisfaction, though not important for intent to remain.  Data collected circa 2006.
Warr, Peter. “Work Values: Some Demographic and Cultural Correlates.” Journal of Occupational and Organizational Psychology 81 (2008): 751-775.

Warr examined data on employment-related values collected internationally in four waves (1981-4, 1990-3, 1995-7 and 1999-2000).  He found significant associations with sex, age, employment status, and education level, and also with “cultural heritage” – Catholic, communist, or Protestant communities. 
Winslow, Sarah. “Work-Family Conflict, Gender, and Parenthood, 1977-1997.” Journal of Family issues 26 (2005): 727-755.

Winslow compares data from 1977 and 1997 surveys to document an increase in work-family conflicts, with marital, parental, and spousal employment status having important predictive value.


