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When seeking information about the influence of generations,
policy makers are often faced with more questions than answers. One reason for this is the nearly ubiquitous nature of
generations. Generations have been used to explain everything from shifts in broadly defined social phenomena (e.g.,
antiwar movements; Dunham, 1998) to the demise of marmalade (Gough, 2018). Likewise, owing to the fact that the
modern workplace offers increasing opportunities for interactions among (relatively) older and younger coworkers,
generations and especially generational differences have been
used to describe a number of work-related phenomena, processes, and policies (for reviews, see Costanza, Badger, Fraser,
Severt, & Gade, 2012; Costanza & Finkelstein, 2015).
Despite these attributions, most generations research is
suspect and many supposed generational effects are likely
not generational at all. Collectively, our author team has
been studying the idea of generations for over 25 years.
Over time, we have been asked numerous questions about
what impact generations and generational differences have,
especially in the workplace and for work-related policies
adopted by organizations. In the present manuscript, we
have collected the most common, policy-relevant questions
regarding generations and generational differences, and attempted to answer them. Our goal in doing so is to “clear
the air” about generations and generational differences in a
way that informs better policy making regarding complex
processes associated with age(ing) at work.

We start here by asking and answering a broad question:
“what are generational differences?” Then, to help parse
truth from fiction, we offer answers to 10 common questions about generations and generational differences, with
a specific focus on how these assumed differences manifest
in the workplace and affect work-related policies. These
10 questions are classified as addressing two overarching
questions: (1) what issues surround research and methodology for understanding generational differences at work;
and (2) what are the policy and practice issues concerning
generational differences in the workplace and beyond?

What are Generations and Generational
Differences?
Although our focus is on how assumed differences between
generations manifest in the contemporary workplace, the
tradition of studying generations can be traced much further back. To give context to our arguments, understanding
the history of generations and the processes assumed to
be at play here bears some consideration first. The notion
of generations is credited to sociologist Karl Mannheim
(1927/1952), whose essay “the problem of generations”
posited generations as a mechanism for social change. The
sociological notion of a generation typically references a
group of people born during the same time period who
have shared similar life experiences during their formative
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distinguish it from others (Rauvola, Rudolph, & Zacher,
2019). Thus, although seemingly well-intended and benign on the surface, attempts to manage generational differences may ultimately result in more harm than good
(i.e., generationalism is a form of ageism; see Costanza &
Finkelstein, 2015; Rudolph & Zacher, 2020a).
With a clearer sense of these broader issues, we next turn
our attention to answering 10 common questions about
generations and generational differences, with a specific
focus on how assumptions made about these phenomena
manifest in the workplace and affect work-related policies.

What Issues Surround Research and
Methodology for Understanding
Generational Differences at Work?
What Does Research Say About the Influence of
Generational Differences on Work Processes and
Outcomes?
In short, not much. Accumulated evidence suggests that
there are no appreciable generational differences in workrelated attitudes and values, such as job satisfaction, organizational commitment, turnover intentions, or work ethic
(Costanza et al., 2012; Zabel, Biermeier-Hanson, Baltes,
Early, & Shepard, 2017). There is also no empirical support for the popular notion that supervisors should adapt
their leadership style to different generations (Costanza,
Finkelstein, Imose, & Ravid, 2020; Rudolph et al., 2018).
Importantly, any small differences that appear to exist are
more likely attributable to something other than generations and are completely confounded with other sources
of variance: namely, age or period effects.
A review of the literature on generational differences
in the workplace concluded that “evidence to date is fractured, contradictory and fraught with methodological inconsistencies that make generalizations difficult” (Lyons
& Kuron, 2014, p. S139). Indeed, due to several theoretical (e.g., unclear boundaries) and methodological problems (e.g., conflation of age, period, and cohort effects; see
below) associated with the empirical study of generational
differences in work processes and outcomes, researchers
have called for a moratorium to be placed on such research
(Rudolph et al., 2018). Accordingly, it is important to emphasize that economic, labor, and organizational policies
should not be based upon the untenable claims about generational differences that are found in the literature.

... it is important to emphasize that
economic, labor, and organizational
policies should not be based upon
the untenable claims about generational differences that are found in
the literature.
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years. Generational differences refer to (assumed) variability between members of different generations that stem
from how experiencing unique, formative life events differentially shapes the attitudes, values, and behaviors of one
generation versus another. Importantly, generational differences are not the same as age differences. To understand
why, we need to unpack the difference between “cohorts”
and “generations” as they are variously defined by “age,”
“period,” and “cohort” effects.
On the one hand, a cohort can be variously defined.
For example, any given year can be construed in terms
of its associated birth cohort (e.g., those born in 2015).
Thus, common conceptualizations of chronological age
(e.g., five-year-olds) inherently reflect birth cohorts. Any
given birth cohort grows up in a specific time and place
(i.e., during a given period). A period effect thus defines
how contemporaneous influences (e.g., one’s social environment) affect the development of attitudes, values, or
behaviors. Importantly, for generational differences to be
attributed to period effects, their influence would have to
affect all members of a given birth cohort in a similarly
homogeneous way while simultaneously impacting members of other birth cohorts in different ways, both of which
are very unlikely conditions.
On the other hand, generations are socially constructed
when we (often under the pretext of theory) artificially
lump together members of multiple birth cohorts under
the assumption that there are discrete differences between members of successive birth cohorts (e.g., owing to
period effects; see Rudolph and Zacher, 2017). Whereas
age differences are understood as the result of complex
biopsychosocial developmental processes, generations and
generational differences exist as social constructions. As
evidence for this, consider that year ranges for variously
labeling generations are inconsistent, often transposed or
overlapping depending on their source (see Costanza et al.,
2012; Rudolph, Rauvola, & Zacher, 2018). Moreover,
most studies of generations are conducted in Western,
English-speaking countries and classify the current workforce into three to five groups with “fuzzy” boundaries (see
Campbell, Twenge, & Campbell, 2017). Notably, different
generational labels are used across countries and cultures.
For instance, the term “Millennials” is meaningless to cultures that use Chinese, Islamic, or Hebrew calendars (Deal,
Altman, & Rogelberg, 2010).
Given their socially constructed nature, there is a
common misconception that generational differences represent actual differences between individuals. The implication of this misconception is that something has to be done
to manage these differences, with bearing on broader social
(e.g., education; Twenge, 2009) and organizational (e.g.,
“generational differences in leadership,” see Rudolph et al.,
2018) policies. A consequence of the anticipated need to
manage generations is the rise of “generationalism”: the
belief that members of a given generation possess characteristics specific to that generation, especially those that
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What Does Research Say About Intergenerational
Conflict and Potential in the Workplace?

If I Compare People Born Between 19XX and
19YY With People Born Between 20XX and
20YY, Aren’t I Comparing People From Different
Generations?
No, this is a common misconception in research on generational differences. Indeed, there are numerous factors that could impact whether people born at different
points in history are different from (or similar to) each
other. Comparing people of different ages may uncover
differences attributable to work experiences, education,
or any number of other factors that change as people develop over time. Research shows that age is a much more
likely explanation for such differences than generational
effects. For example, older workers tend to be more satisfied with their jobs and more committed to their organizations and careers than younger workers (Kacmar
& Ferris, 1989; Katz, Rudolph & Zacher, 2019; Ng &
Feldman, 2008). This may be because older people are
more likely to have left jobs they did not like in favor
of ones they do or because they have longer tenure with
their current organization, likewise increasing their
commitment.

To this point more broadly, data collection methods matter
for the study of generational differences: cross-sectional data
cannot support tests of generational differences, because age
and cohort are confounded when holding the period constant
(see Rudolph, 2015). Moreover, although longitudinal research holds a cohort constant, it does not eliminate the
effect of time period, nor does it say anything about differences between cohorts. Finally, some researchers have used
cross-temporal methods to study generational differences
(e.g., Twenge, Konrath, Foster, Campbell, & Bushman, 2008).
Unfortunately, cross-temporal methods cannot identify generational effects, because they inherently confound cohort and
period effects with one another (Rudolph, Costanza, Wright,
& Zacher, 2019). The conclusion to be drawn here is that
arbitrarily grouping birth years into generations tells policy
makers nothing about the characteristics of individuals.

Is There Any Way to Study Generational
Differences?
No, there is not. As long as generations are defined in terms
of birth cohorts, the separation of age, period, and cohort
effects is statistically intractable (Glenn, 1976). No analytic
technique can separate these effects and, thus, there is no
way to ever really tell whether cohort (i.e., generational)
effects really exist. No amount of statistical, methodological, or empirical manipulation of one’s data can solve
this. Beyond methodological issues, there are theoretical
problems (e.g., why should the experience of contemporaneous events give rise to similarities among and differences
between age-based cohorts?) that raise doubts about the
fundamental existence of generations. Hence, the extant
research on generational differences should not be used to
make policy recommendations or decisions.

What are the Policy and Practice Issues
Concerning Generational Differences in the
Workplace (and Beyond)?
Should Organizations Base Human Resources
Policies and Practice (e.g., Benefits, Recruitment)
on Generational Differences?
Unless organizations want to engage in potentially discriminatory practices, the answer to this question is no. Although
organizations may choose to offer a variety of benefits
that appeal to a wide range of ages (e.g., employee assistance plans that offer child care referral services to younger
workers and elder care assistance to older workers), offering
customized benefits to specific age groups would run afoul
of federal and state labor laws. For example, in the United
States, the Age Discrimination in Employment Act (1967; see
also Zacher & Steinvik, 2016) provides employment protections to those age 40 and over, making age-specific benefit
provisions of questionable legality. Furthermore, there is no
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There are numerous possible answers to this question.
Research shows that workplace interactions between
people from different age groups can lead to either negative
(e.g., conflict, discrimination) or positive (e.g., learning,
helping) outcomes. For instance, younger and older employees might compete over limited resources available
in the workplace (North & Fiske, 2012), although at the
macro level there is no reason to believe that such competition would be different than competition for resources
among individuals of similar ages. Individuals may also
discriminate based on negative stereotypes (e.g., unfounded
assumptions that older workers are unable to learn or that
younger workers are not dependable) about age and generational groups (Rudolph & Zacher, 2015). At the same
time, research shows that personal contact between members of different age groups can reduce age-based prejudice
and even facilitate the fulfillment of age-related needs for
development and generativity (i.e., supporting younger employees; Henry, Zacher, & Desmette, 2015). In addition,
intergenerational contact and diversity allow for mutual
learning and personal growth when younger and older employees share their knowledge and experience with each
other (Gerpott, Lehmann-Willenbrock, & Voelpel, 2016).
Considering this evidence, organizational policy makers
would be wise to rely on the extensive literature on the
benefits of interactions and communication among members of age-diverse workgroups when making decisions
about workplace arrangements, rather than unsupported
claims about generations.
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Should Organizations Market Themselves
Differently to Members of Different Generations?
No. Instead, organizations should consider the multitude of
other influences that make them attractive (or unattractive)
to potential employees. Do they have an inclusive company
culture and supportive leadership, and how is this reflected in
their public reputation? Do their benefits and other offerings
compare favorably to other organizations in their industry?
Is their online presence (e.g., website, job application portal)
designed in a way that is age-neutral, user-friendly, and accessible? Rather than focusing on generations, organizations should make their positioning decisions based on more
universal questions like these (see discussions in Dillahunt,
Bose, Diwan, & Chen-Phang, 2016; Jonsen, Point, & Kelan,
2016). Otherwise, organizations risk excluding individuals
from their talent pool rather than including them in a “generationally personalized” way. As with broader HR policies
and practices, there is no reasonable policy case to be made
that organizations should market themselves differently
on the basis of assumptions made about generations (see
Rudolph et al., 2017).

How Can I Encourage Positive Intergenerational
Exchanges in My Organization?
Despite the dim view of generations painted here, there
are numerous opportunities for positive intergenerational

(i.e., inter-age) exchanges at work. Research suggests that
there are a number of ways to reap the potential benefits of age-diverse organizations, teams, and dyads (e.g.,
leader–follower and mentor–protégé relationships). At
the organizational level, age-inclusive HR policies impact
a firm’s performance (Kunze, Böhm, & Bruch, 2013). At
the team level, age-diverse teams could benefit when their
members share goals and when their leaders help them
focus on a common vision instead of demographic differences (Kearney & Gebert, 2009; Schneid, Isidor, Steinmetz,
& Kabst, 2016). Finally, at the individual level, research
shows that mutual respect and high-quality communication are key to successful intergenerational collaborations
(Finkelstein, Allen, Ritchie, Lynch, & Montei, 2012).
Moreover, age-inclusive HR policies positively impact employee health (Rudolph & Zacher, 2020b). From a policy
perspective, these findings could be used by organizations
who seek to (re)design work teams, task forces, training,
or mentoring programs to take advantage of the numerous
benefits of the age-diverse workforce.

What Does the Notion of Generational
Differences Mean for Organizational Policy?
At the organizational level, using generations as a framework to customize HR policies is based upon the misguided
notion that generations exist and need to be managed.
Organizational policy makers would be better served focusing on actual, identifiable, and relevant differences
among individuals and structuring work to accommodate
such differences, as well as developing policies to address
trends that are likely to apply to nearly all members the
workforce (i.e., key features of job design valued by nearly
everyone, e.g., job control or autonomy, which are among
the strongest predictors of employee well-being over time;
Rauvola, 2020). For example, organizational policy makers
should strive for task and work environment designs that
proactively and adaptively accommodate both age-related
(e.g., reduced physical mobility; Zacher, Hacker, & Frese,
2016) and universal challenges (e.g., balancing nonwork
and work expectations; see discussions in Czaja & Sharit,
2009; Kossek, Lewis, & Hammer, 2010).

What Does the Notion of Generational
Differences Mean for Economic and Labor
Policies?
At the macro level, legal, economic, and labor policies
should also be based on actual, demonstrable demographic
shifts and changes in the workforce and the nature of work
itself. As noted above, there are strong legal and business cases to be made for not relying on generations and
generational differences when considering, making, and
implementing organizational policy. Abstracting this, there
are concomitant reasons not to use them when formulating
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reasonable policy case to be made that recruitment strategies
should be tailored differently on the basis of generations (see
Rudolph, Toomey, & Baltes, 2017).
Instead, organizations seeking to support the agediverse workforce should adopt a more nuanced, lifespan
development–informed perspective on aging at work.
Organizations should promote human resources (HR)
policies and practices that are sensitive to these developmental influences (e.g., Truxillo, Cadiz, & Rineer, 2014),
accommodate workers across the lifespan, and support a
positive age diversity climate that provides an inclusive environment for employees of all ages (e.g., Böhm, Kunze,
& Bruch, 2014; Rauvola & Rudolph, 2019; Rudolph &
Zacher, 2020b). For example, accessibility and transparency should be prioritized in both the technical and interpersonal aspects of the recruitment process, rather than
skewed to favor assumptions about generational groups
and their stereotypical preferences (e.g., the assumption
that only Millennials care about work–life balance, autonomy, or flexible working hours, which are aspects of
work attractive to almost all employees). As Costanza et al.
(2020) note, beyond the legal implications, offering generationally customized HR policies would be an inefficient
use of organizational resources, particularly if offering certain benefits to employees who not want them simultaneously serves to limit their availability to others who do.
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My Managers and Employees Tell Me They See
Differences Between Generations. What Should
I Tell Them?
It is important to understand that these ideas are fueled by
the ubiquity of the various misguided notions about generations that we have discussed here. Seeing generational
differences represents a form of sanctioned ageism that is
by-and-large socially acceptable. However, it is important
to make clear that like other “-isms” (i.e., racism, sexism),
generationalism has pernicious effects in the workplace. Thus, there are real dangers associated with generational thinking at work (Rudolph & Zacher, 2020a). It
is important to reeducate organizational leaders about the
limits of and problems associated with thinking in terms of
generations, and particularly the idea that making claims
about generational differences is a rather thinly veiled form
of age-based discrimination. One way to do this would be
to provide examples of the relative stability of generational
stereotypes throughout recorded history (e.g., that members of younger generations are reckless and self-absorbed;
Kitch, 2003; Protzko & Schooler, 2019; Rauvola et al.,
2019), and ask them if today’s claims seem all that different from these long-held assumptions. Overall, our hope
is that the answers to the previous nine questions will help
disabuse managers and employees of the notion that what
they are seeing has anything to do with generational membership, and likewise convince them that policies should
not be based upon these misguided assumptions.

Conclusion
Our goal with this work was to present answers to 10
common questions about generations and generational differences as they are assumed to operate in the workplace.
Mannheim’s (1927/1952) original conceptualization of
“the problem of generations” deals with questions about
the mechanisms of social change. Given the answers to the
preceding 10 questions, we would argue that there is a need
to recast the problem of generations into more modern

terms. The contemporary problem with generations lies
in their ubiquity as an explanation for social phenomena.
There is no credible evidence to suggest that generations
exist, or that they manifest to influence behavior in any systematic way. Further, there is no value whatsoever in formulating organizational, economic, or labor policies based
on these unsupported social constructions.

There is no credible evidence to suggest that generations exist, nor that
they manifest to influence behavior in
any systematic way.
Instead, we recommend reframing the contemporary
problem of generations in terms of the question, “what
accounts for the ubiquity of generations and generational
differences in the face of so much evidence to the contrary?” We think there is an answer to this question, and
that it lies in (re)educating people about the types of myths
regarding generations and generational differences that we
have raised here. To be clear, not only is there no credible
scientific evidence to support the demarcation of individuals into generational groups, but even if there were, there
would be no way to empirically identify differences among
said groups.
What are we left with then? One practical solution, the
lifespan development perspective, is a viable alternative to
generational thinking in the work context (Rudolph, 2016;
Rudolph & Zacher, 2017; Zacher, 2015). This theoretical
framework assumes that human development is a continuous, lifelong, multidimensional and multidirectional
process that is embedded in and influenced by historical
and sociocultural contexts (Baltes, 1987). The lifespan development perspective goes beyond simplified comparisons
between groups of employees born within different time
spans as it attempts to understand why individuals experience growth, decline, or maintenance in different psychological characteristics and functions over time. Importantly,
the lifespan development perspective does not focus on the
macro-level effects of historical or sociocultural contexts
on heterogeneous groups of people that happen to be born
within a more or less arbitrarily defined range of years.
Rather, it focuses on the multitude of factors that influence
differences between and changes within employees as they
age and develop over time (Rudolph & Zacher, 2017). The
lifespan development perspective is better aligned with contemporary best practices for the design and implementation
of organizational policies for individualized work design
and age-conscious HR management than recommendations
based on generations research (e.g., Zacher et al., 2016).
We conclude here with practical advice from Costanza
and Finkelstein (2015, p. 321), who suggest that “we …
[remind] researchers and practitioners that there are much
more appropriate, effective, and validated ways for organizations to deal with the very real and important trends
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economic and labor policy. For example, a generational approach to formulating economic and labor policy might
recommend that young adults (e.g., Millennials) who are
laid off by their employers should not receive unemployment benefits because they still live at home with their
parents and hence do not need additional financial support
(e.g., Harper, 2019). Although this is an absurd idea, such
a policy would logically follow from commonly understood generational stereotypes. Albeit absurd, we often see
similar (inter)generational arguments used to support related policy issues (e.g., Davidson, 2019). Simply put, economic and labor policy should be focused on maximizing
benefits for those in the most pressing need, not assumptions made about generational membership.
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and changes in the modern workforce [than generations].”
We echo these sentiments here and hope that the answers
to these questions spark new inquiries and debate and
help organizational policy makers and others working
on age-related policies at various levels to argue for (re)
developing systems that are not based on the misguided
notions of generational differences.

None declared.

Conflict of Interest
None declared.

References
Age Discrimination in Employment Act. (1967). 29 U.S.C. §§
621–634.D
Baltes, P. B. (1987). Theoretical propositions of life-span developmental psychology: On the dynamics between growth
and decline. Developmental Psychology, 23, 611–626.
doi:10.1037/0012-1649.23.5.611
Böhm, S. A., Kunze, F., & Bruch, H. (2014). Spotlight on age‐diversity climate: The impact of age‐inclusive HR practices on
firm‐level outcomes. Personnel Psychology, 67, 667–704.
doi:10.1111/peps.12047
Campbell, S. M., Twenge, J. M., & Campbell, W. K. (2017). Fuzzy
but useful constructs: Making sense of the differences between generations. Work, Aging and Retirement, 3, 130–139.
doi:10.1093/workar/wax001
Costanza, D. P., Badger, J. M., Fraser, R. L., Severt, J. B., &
Gade, P. A. (2012). Generational differences in work-related attitudes: A meta-analysis. Journal of Business and Psychology,
27, 375–394. doi:10.1007/s10869-012-9259-4
Costanza, D. P., & Finkelstein, L. M. (2015). Generationally-based
differences in the workplace: Is there a there there? Industrial
and Organizational Psychology: Perspectives on Sciences and
Practice, 8, 308–323. doi:10.1017/iop.2015.15.
Costanza, D. P., Finkelstein, L. M., Imose, R. A., & Ravid, D. M.
(2020). Inappropriate inferences from generational research. In
B. Hoffman, M. Shoss, & L. Wegman (Eds.), The Cambridge
handbook of the changing nature of work. Cambridge, UK:
Cambridge University Press.
Czaja, S. J., & Sharit, J. E. (2009). Aging and work: issues and implications in a changing landscape. Baltimore, MD: Johns Hopkins
University Press.
Davidson, O. (2019, November 7). Millennials, Gen Xers to Baby
Boomers: can you retire so I can get a job promotion? USA
Today. Retrieved from: https://www.usatoday.com/story/
money/2019/11/07/jobs-baby-boomers-older-workers-mayblock-millennials-careers/4170836002/
Deal, J. J., Altman, D. G., & Rogelberg, S. G. (2010). Millennials
at work: What we know and what we need to do (if anything).
Journal of Business and Psychology, 25, 191–199. doi:10.1007/s
10869-0 10-9 177-2

Dillahunt, T. R., Bose, N., Diwan, S., & Chen-Phang, A. (2016).
Designing for disadvantaged job seekers: Insights from
early investigations. In: Proceedings of the 2016 ACM
Conference on Designing Interactive Systems (pp. 905–910)
New York, NY: Association for Computing Machinery.
doi:10.1145/2901790.2901865
Dunham, C. C. (1998). Generation units and the life course: A
sociological perspective on youth and the anti-war movement.
Journal of Political and Military Sociology, 26, 137–155.
Finkelstein, L. M., Allen, T. D., Ritchie, T. D., Lynch, J. E., & Montei, M. S.
(2012). A dyadic examination of the role of relationship characteristics and age on relationship satisfaction in a formal mentoring programme. European Journal of Work and Organizational Psychology,
21, 803–827. doi:10.1080/1359432X.2011.594574
Gerpott, F. H., Lehmann-Willenbrock, N., & Voelpel, S. C. (2016).
Intergenerational learning in organizations: A framework and
discussion of opportunities. In A. S. Antoniou, R. J. Burke,
& C. L. Cooper (Eds.), The aging workforce handbook: individual, organizational, and societal challenges (pp. 241–267).
Bingley, UK: Emerald.
Glenn, N. D. (1976). Cohort analysts’ futile quest: statistical attempts to separate age, period and cohort effects. American
Sociological Review, 41(5), 900–904. doi:10.2307/2094738
Gough, C. (2018, October 4). No one eats marmalade anymore.
Huffington Post. Retrieved from: https://www.huffpost.com/
entry/marmalade-paddington-bear_n_5bc8ba2ee4b055bc947e
6fa9
Harper, C.(2019,June 28).Gee,thanks Mom and Dad: 35% of millennials
still live at home. Washington Times. Retrieved from: https://
www.washingtontimes.com /news/2019/jun/28/35-of-millennialsstill-live-at-home-survey-finds/
Henry, H., Zacher, H., & Desmette, D. (2015). Reducing age bias
and turnover intentions by enhancing intergenerational contact quality in the workplace: The role of opportunities for
generativity and development. Work, Aging and Retirement, 1,
243–253. doi:10.1093/workar/wav005
Jonsen, K., Point, S., & Kelan, E. K. (2016). Diversity branding:
A five-country comparison of corporate websites. In Academy
of Management Proceedings (p. 11605). Briarcliff Manor,
NY: Academy of Management. doi:10.5465/ambpp.2016.
11605abstract
Kacmar, K. M., & Ferris, G. R. (1989). Theoretical and methodological considerations in the age–job satisfaction relationship. Journal of Applied Psychology, 74, 201–207.
doi:10.1037/0021-9010.74.2.201
Katz, I. M., Rudolph, C. W., & Zacher, H. (2019). Age and career
commitment: Meta-analytic tests of competing linear versus
curvilinear relationships. Journal of Vocational Behavior, 112,
396–416. doi:10.1016/j.jvb.2019.03.001
Kearney, E., & Gebert, D. (2009). Managing diversity and enhancing
team outcomes: The promise of transformational leadership.
The Journal of Applied Psychology, 94, 77–89. doi:10.1037/
a0013077
Kitch, C. (2003). Generational identity and memory in American
newsmagazines. Journalism, 4, 185–202. doi:10.1177/1464
88490342003
Kossek, E. E., Lewis, S., & Hammer, L. B. (2010). Work–life initiatives and organizational change: Overcoming mixed messages

Downloaded from https://academic.oup.com/ppar/article/30/3/82/5860853 by GSA Society Access, jennifer.ellis@witc.edu on 11 November 2020

Funding

87

88

(Eds.), Handbook of age diversity and work (pp. 607–638).
London, UK: Palgrave-Macmillan.
Rudolph, C. W., & Zacher, H. (2015). Intergenerational perceptions
and conflicts in multi-age and multigenerational work environments. In L. M. Finkelstein, D. M. Truxillo, F. Fraccaroli, &
R. Kanfer (Eds.), SIOP organizational frontiers series on age in
the workplace (pp. 253–282). New York, NY: Routledge.
Rudolph, C. W., & Zacher, H. (2017). Considering generations
from a lifespan developmental perspective. Work, Aging and
Retirement, 3, 113–129. doi:10.1093/workar/waw019
Rudolph, C. W., & Zacher, H. (2020a). “The COVID-19
Generation”: A cautionary note. Work, Aging and Retirement.
Advance online publication. doi:10.1093/workar/waaa009
Rudolph, C. W., & Zacher, H. (2020b). Age inclusive human resource
practices, age diversity climate, and work ability: Exploring between- and within-person indirect effects. Work, Aging and
Retirement. Advance online publication. doi:10.1093/workar/
waaa008
Schneid, M., Isidor, R., Steinmetz, H., & Kabst, R. (2016).
Age diversity and team outcomes: A quantitative review.
Journal of Managerial Psychology, 31, 2–17. doi:10.1108/
JMP-07-2012-0228
Truxillo, D. M., Cadiz, D. M., & Rineer, J. R. (2014). The aging
workforce: Implications for human resource management research and practice. In M. A. Hitt, S. E. Jackson, S. Carmona,
L. Bierman, C. E. Shalley, & D. M. Wright (Eds.), The Oxford
Handbook of Strategy Implementation. Oxford Handbooks
Online. doi:10.1093/oxfordhb/9780190650230.013.004
Twenge, J. M. (2009). Generational changes and their impact in the
classroom: Teaching Generation Me. Medical Education, 43,
398–405. doi:10.1111/j.1365-2923.2009.03310.x
Twenge, J. M., Konrath, S., Foster, J. D., Campbell, W. K.,
& Bushman, B. J. (2008). Egos inflating over time:
A cross-temporal meta-analysis of the Narcissistic
Personality Inventory. Journal of Personality, 76, 875–902.
doi:10.1111/j.1467-6494.2008.00507.x
Zabel, K. L., Biermeier-Hanson, B. B. J., Baltes, B. B., Early, B. J., &
Shepard, A. (2017). Generational differences in work ethic: Fact
or fiction? Journal of Business and Psychology, 32, 301–315.
doi:10.1007/s10869-016-9466-5
Zacher, H. (2015). Using lifespan developmental theory and methods
as a viable alternative to the study of generational differences at
work. Industrial and Organizational Psychology: Perspectives
on Science and Practice, 8, 342–346. doi:10.1017/iop.2015.47
Zacher, H., Hacker, W., & Frese, M. (2016). Action regulation
across the adult lifespan (ARAL): A metatheory of work and
aging. Work, Aging and Retirement, 2, 286–306. doi:10.1093/
workar/waw015
Zacher, H. & Steinvik, H. R. (2016). Workplace age discrimination.
In S. K. Whitbourne (Ed.), The encyclopedia of adulthood and
aging (Vol. 3, pp. 1467–1471). Chichester, UK: Wiley.

Downloaded from https://academic.oup.com/ppar/article/30/3/82/5860853 by GSA Society Access, jennifer.ellis@witc.edu on 11 November 2020

to move from the margin to the mainstream. Human Relations,
63, 3–19. doi:10.1177/0018726709352385
Kunze, F., Böhm, S. A., & Bruch, H. (2013). Organizational performance
consequences of age diversity: Inspecting the role of diversity-friendly
HR policies and top managers’ negative age stereotypes. Journal of
Management Studies, 50, 413–442. doi:10.1111/joms.12016
Lyons, S., & Kuron, L. (2014). Generational differences in the
workplace: a review of the evidence and directions for future
research. Journal of Organizational Behavior, 35, S139–S157.
doi:10.1002/job.1913
Mannheim, K. (1952). The problem of generations. In P. Kecskemeti
(Ed.), Essays in the sociology of knowledge (pp. 276–322).
Boston, MA: Routledge & Kegan Paul. (Original work published 1927.)
Ng, T. W., & Feldman, D. C. (2008). The relationship of age to
ten dimensions of job performance. The Journal of Applied
Psychology, 93, 392–423. doi:10.1037/0021-9010.93.2.392
North, M. S., & Fiske, S. T. (2012). An inconvenienced youth?
Ageism and its potential intergenerational roots. Psychological
Bulletin, 138, 982–997. doi:10.1037/a0027843
Protzko, J., & Schooler, J. W. (2019). Kids these days: Why the youth
of today seem lacking. Science Advances, 5(10), eaav5916.
doi:10.1126/sciadv.aav5916
Rauvola, R. S. (2020). Aging, control, & well-being: a longitudinal investigation of actual, perceived, and enacted control
across contexts (unpublished doctoral dissertation). Saint Louis
University, Saint Louis, MO.
Rauvola, R., & Rudolph, C. (2019). Multigenerational workforce. In D. Gu & M. E. Dupre (Eds.), Encyclopedia of gerontology and population aging. Cham, Switzerland: Springer.
doi:10.1007/978-3-319-69892-2_905-1
Rauvola, R. S., Rudolph, C. W., & Zacher, H. (2019).
Generationalism: Problems and implications. Organizational
Dynamics, 48. doi:10.1016/j.orgdyn.2018.05.006
Rudolph, C. W. (2015). A note of the folly of cross-sectional
operationalizations
of
generations.
Industrial
and
Organizational Psychology: Perspectives on Research and
Practice, 8, 362–366. doi:10.1017/iop.2015.50
Rudolph, C. W. (2016). Lifespan developmental perspectives on
working: A literature review of motivational theories. Work,
Aging and Retirement, 2, 130–158. doi:10.1093/workar/waw012
Rudolph, C. W., Costanza, D. P., Wright, C., & Zacher, H. (2019).
Cross-temporal meta analysis: A conceptual and empirical critique. Journal of Business and Psychology. Advance online publication. doi:10.1007/s10869-019-09659-2
Rudolph, C. W., Rauvola, R. S., & Zacher, H. (2018). Leadership
and generations at work: A critical review. The Leadership
Quarterly, 29, 44–57. doi:10.1016/j.leaqua.2017.09.004
Rudolph, C.W., Toomey, E., & Baltes, B.B. (2017). Considering
age diversity in recruitment and selection: An expanded work
lifespan view of age management. In J. McCarthy & E. Parry

Rudolph et al.

