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Chapter 1: INTRODUCTION

“Those young workers have no sense of professionalism.” “Older vgorke¥ so
inflexible.” There are many stereotypes about different geéiosis in the workplace. The
guestion is, is there any truth to them? Have experienced wavkertave been on the job for
upwards of 30 years always thought that the new young crop of emplasgesedisrespectful,
and has the newest generation of workers always thought that senior worketsongatein their
ways? Are there indeed differences between workers of differentagensf?

The American workforce is made up of individuals of various ages.mhny
organizations 25 year olds are working alongside 65 year olds, or even servingraaniagers.
Employees belong to several different generations, including thtereereto as Veterans or
Matures, Baby Boomers, Generation X, and now Generation Y or Millsnif@aamosi, 2006).
The daily interactions of these groups can influence organizafiomaioning, so understanding
these groups and how they may differ is very important. Failingaizeethat others may be
different from ourselves can lead to tensions that will negatiyelyact the organization
(Kupperschmidt, 2000).

There are two main schools of thought about why there are aliffes between
individuals of various ages. One school believes that individuals chasmgbey age, and
differences between young adults and older adults are due tarthas@ational changes (Helson
& Srivastava, 2001; Nurmi, 1992; Roberts & Mroczek, 2008). The other schabboght
attributes these differences to generational differencesnf,yBuxbury, & Higgins, 2007;

McMullin, Comeau, & Jovic, 2007; O’'Bannon, 2001).



Background on Generational Cohort Theory

Differences between groups of various ages were first shown tattbbutable to
generational differences as compared to age differences oveaddago (Mannheim, 1952). It
was argued that because members of a generation are exposedstmtheevents in their
formative years, they tend to be more like others in the samerai®n than they are to
members of a different generation. This theory was more fgcaded to with the idea that
children’s developing schemas are influenced by the eventsettpgrience while young, and
similar schemas come to characterize their generation (Pilcher, 1994).

In more modern literature, Mannheim’s (1952) idea has been convettedvihat is
known as generational cohort theory. Generation is defined at@ gf people or cohorts
who share birth years and experiences as they move through tintleetbd&upperschmidt,
2000, p. 66). The factors that shape the generational cohort causermefrthe generation to
share certain personality characteristics. These chasticke are generalizations about the
generation, and individual differences are to be expected, but indiddteakences should not
detract from the legitimacy of generational influences (Kupperschmid@)20

There are currently four main generations on which research dé&s donducted;
Matures, Baby Boomers, Generation X, and Generation Y. Maturésterans are the oldest
members of the current workforce. This generation includes indigidoain before 1945
(Lyons et al.,, 2007). Matures are currently the generation thattiredr or approaching
retirement age. The values of their parents, who had lived throughrélaé @epression, had an
impact on this generation as they were growing up, and thus sreegr@up are considered hard
workers. They are very comfortable with the idea of delayrafifgcation, and putting their

loved ones’ needs before their own (Smith & Clurman, 1997).



“Baby Boom generation” generally refers to individuals born betn945 and 1964 and
refers to the boom in birth rate that followed WWII (Lyons et 2007). Baby Boomers have
been a large group, from the time they entered school, to enterifgptihearket, and thus are
accustomed to competing for attention. They have been descsbadhesevement-oriented
(Lancaster & Stillman, 2002) or even workaholics (Kupperschmidt, 200&)adBxically, they
have also been described as indulgent and pleasure seeking (Zeatke2G£10). They are also
described as having a strong distrust for authority due to eventhdékéietnam War, yet they
remain extremely optimistic. This optimism is what différates them from Generation X and
Generation Y (Lyons et al., 2007).

Generation X generally refers to individuals born between 1965 and 1979 (&tyahs
2007). This generation was defined by growing up in a time of econameeertainty in the
1980s, along with increasing divorce rates (Bennis & Thomas, 2002). Indsvidtidhis
generation were among the first to include large numbers dikiey kids and to have two
parents working outside the home. These conditions lead to a gemehati is now described
as cynical, skeptical, independent, and comfortable with change/e(Hb Strauss, 1993;
Kupperschmidt, 2000). Common stereotypes of this generation includdethdehat they are
lazy slackers who expect to be coddled (Lyons et al., 2007). Howeveayalessuggests that
Generation Xers are willing to work; they simply have differexpectations about work than
previous generations (Kupperschmidt, 2000).

Generation Y or millennials are those individuals born after 1980n4,yet al., 2007).
This generation is affected by a period of globalization and isicrgdechnology in which they
grew up. This generation grew up knowing the booming economy of the 12@@dso saw acts

of large-scale terrorism such the Oklahoma City bombings apter@ber 11 (Bennis &



Thomas, 2002; Sessa et al., 2007). Although relatively little infoomdtas been gathered on
this generation, they are described as innovative, comfortable wpid change, highly
achievement oriented, and untrusting of institutions (Zemke, et al., 208€a 8t al., 2007).
Many studies lump Generation X and Generation Y together (e.g. B&nflhomas, 2002), but
some studies suggest that they are distinct groups that shouldrbeéed separately (Lyons et
al., 2007).

Although there are both positive and negative stereotypes assoevdtedeach
generation, Generation X has many more negative stereotymesatess with it than the other
generations discussed in this paper. This may be due to the fact that it is thiegeseeation to
enter the job market (Jurkiewicz & Brown, 1998; Deal et al., 2010). goaé in the present
study is to determine if this negative image of Generatiors Xem@ccurate, or if it is just a
popular idea that is not based on fact.

Support for Generational Cohort Theory

Most research on generational differences among employees Somusdifferences in
values. Research in this are has found that the generationpkgare very similar in values, yet
at times they can enact these values differently (Zem&k 2008). Understanding the values of
each generation is very important when attempting to undertardifferent behaviors of these
groups and when assessing generational differences in prefefensgsecific types of work
experiences.

One study on values of both Generation X and Baby Boomers investigated whetbier or
these two groups differed in self-reported authenticity, balancehaltenge of work. The
authors of this study found that Generation Xers reported higher heedsithenticity and

balance in their lives than Baby Boomers. However, no significifferences were found



between the groups in relation to challenge. It was expected thatdaBen Xers would have
higher scores on all three variables due to common stereotypes @értbetion as “work to
live” rather than “live to work” and seeking more time spentyavirom work than Baby
Boomers. Though there were no significant differences found in vafudsllenge, the results
of this study do support the stereotypes of these generations (Sullivan et al., 2008).

Second only to research on generational differences in values, péangmtage of the
research on generations has looked at differences in organizatiomaltownt. It is generally
accepted that members of Generation Y are less committeditootganizations than older
workers (Carver & Candels, 2008). One particular article atasbthtis difference between the
generations to value differences in work and suggests that tgogprs influencing
organizational commitment to the values of each generation witl beganizations grow
committed employees (Carver & Candels, 2008).

Research on the different generations has also shown that theli§erences among the
generations in willingness to sacrifice for the greateodgat work. Of Baby boomers,
Generation X, and Generation Y, individuals in Generation Y were faupddsess the greatest
willingness to sacrifice for the greater good, followed byyBBbomers and then Generation X
(Carver & Candela, 2008). The authors of this study interpret tfieyafice in terms of its
implications for managing employees. They suggest that BabyBrs should be shown that
they are valued with tangible rewards, Generation X should be gndapendence in the
projects that they work on, and Generation Y should be given menteartoftom and frequent
feedback. If these guidelines are followed, the authors predicortpanizational commitment
will increase among workers because the specific needs of ggadp will be taken into

consideration.



Other research on generational differences is varied in togac dPrevious research has
shown that generation membership can predict differences amorigrs/an reactions to
technology. One study found differences in Baby Boomers and GemeXars in their ability
to adapt to new technology. The differences between these two groups weugedtto the fact
that Generation Xers came of age in a world with greater temffical advances like personal
computers (McMullin, Comeau, & Jovic, 2007). This finding supports geoeah cohort
theory, as it shows that factors present in childhood environments irdlukacbehavior of
generation groups later in life.

Further specific differences between generations are explained byatg@menembership
(Kupperschmidt, 2000). Generation X workers expect a greater equatitye spent at work
and with family than do Baby Boomers or Generation Y. Generatios &so expect work to
be fun and prefer managers who act as a mentor and coach, rathenathagers who will
command them. Further, Generations Xers are “turned off’ by eagiogr talks from
supervisors as opposed to Baby Boomers who find them motivating. Binie fite a leader to
act as a coach, yet refrain from cliché can make Geaeraters difficult to please in the
workplace, and is most likely due to the resentment that Geneb&tienfeel for being talked
down to coupled with their cynicism.

These differences between generations led to differencespiortemt aspects of work.
For instance, motivation to work has been examined across generdtickiswicz & Brown,
1998). In one study, the authors asked working adults of various agasktanotivational
factors from most to least important. The motivational factoctuded options such as high
salary, working as part of a team, and a stable and secure.futeneration groups ranked four

of the fifteen motivational factors used in the study as sigmftlg different. Generation X was



found to rank the factors significantly different from both Baby Bemrand Matures (the only
three groups used in this study). These factors included a significantgyr hagiking of “chance

to learn new things” by Generation Xers than both Baby Boomers ataréd. Baby Boomers
had a significantly higher rating of “freedom from supervision’htkeneration Xers. Matures
have a significantly higher rating of both “opportunity for advanceéinand “use of special

abilities” than Generation Xers.

The authors interpret the results of their study to support slighations between
generational cohort groups, but do not conclude that these are négeisatp the generation
of the participants (Jurkiewicz & Brown, 1998). The authors note ttheduagh the generational
groups differ, the differences may be due to what individuals looknfar job when they are
entering the workforce for the first time, versus when they are motdisis&l in their careers.

Another “generations in the workplace” study compared the diifesebetween a group
consisting of Generations X and Y to a second group consisting of Batiyers and Matures
(Lyons et al.,, 2007). The authors hypothesized that the younger gemeratould value
openness to change and self-enhancement more than the olderigesiesaid that the older
generations would value self-transcendence and conservation more thaartgerygenerations.

A main effect of generation on values was found in this study. Addily, greater
differences between Generation X and Generation Y were obsemaedtiie authors had
hypothesized. This research shows that generations do differ in ways siei slsared values.
Additionally, this study highlights the fact that Generation X amtéBation Y are distinct and
should be addressed independently. Although there was no attempt madesiandiito rule out
a maturation effect, they authors point out that the variables tleey measuring are stable

across the lifespan.



In addition to research supporting differences between GeneratiandXY, specific
differences between Baby Boomer and Generation X were exanmree study looking at the
relationship between burnout and generation membership. In this studyse$ nGeneration
Xers reported experiencing more symptoms of burnout than Baby Bddumsss. Additionally,
the authors found that controlling for tenure did not account for therelifces observed. This
study demonstrates that 1) generational differences existdre®aby Boomers and Generation
Xers in workplace experiences, and 2) differences betweerragenal groups continues to
exist when tenure is controlled for (Leiter et al., 2009).

Difficulties in Sudying Generational Cohort Theory

It has been documented that in their youth, Baby Boomers werelaesorimany of the
same terms as current members of Generation Y. Both groups iwliieir 20s were and are
described as being difficult to communicate with, as webbeirg difficult, and feeling entitled
(Deal et al, 2010). Further, there may be evidence to suggesh¢hatme stereotype of the
newest generation in the workforce has existed for the past 40 years.

The above finding suggests that some of the differences oftéyutstl to generational
differences may actually be maturational differences. Thite main challenge to studying
generational differences. It is very difficult if not impiés to correctly attribute the observed
differences between age cohorts in a cross sectional study.

Another challenge to studying generational differences in th&phawre is the influence
of career stage on employees. Much of the research on genaraifferences focuses on the
topics of work values and organizational commitment. These are dyutis that are closely
related to an individual's career stage. As an individual besonwge advanced in her career,

her work values and organizational commitment will likely changetdueer changing role in



the organization. Because of the fact that no longitudinal sthdes been conducted in this

area it is not yet possible to determine what causes the othsbffezences between individuals

of different ages. When generational cohorts tend to belong taitie career stage as others in
their generation it is very difficult to differentiate between these two gisice

Research supporting differences in employees due to both natataind career stage
influences are described in the following sections.

Maturational Differences

Differences between individuals of different ages were fatstibuted to aging by
psychologists such as Allport and Erickson (Helson & Srivastava, 200H8se psychologists
believed that individuals changed with age and that there weyessitadividuals go through in
adulthood. Current research focuses less on specific stages amdmaehat some call a “life
course approach”, which takes the position that individuals change rat¢hat which they feel
they age (Nurmi, 1992).

Changes in personality have been linked to aging. One study folsuhakty to change
throughout adulthood (Roberts and Mroczek, 2008). Specifically, they foundahfdence,
self-control, and conscientiousness change as individuals age. Uatelyuthe authors do not
attempt to explain why these personality characteristichitnuigange; they simply report their
findings.

Changes in motivation have also been linked to aging. One study labkael goals and
concerns of a cross-section of participants aged 19-64 (Nurmi, 1992). silitig found
differences in reported life goals between young adults, midélé-adults, and older adults.
This shows that there are differences between adults of varges &ough it does not

necessarily show that these differences are due to agingudgettas study is cross-sectional, it
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is not possible to know if the participants would have given differesppanses at different
points in their lives. The differences between the groups otcyemits may have been due to
generational differences.

Another study attempted to tackle the generation versus maturgtiestion by
comparing data obtained from a cross-section of workers in 199@rtusssection of workers
and students in 1974 (Smola & Sutton, 2002). Fewer differences wee between the young
participants in 1974 and the young participants in 1999, than betweeauhg participants in
1974 and the middle-aged participants in 1999. This suggests that roatafatvorkers with
age has more influence on individuals than the context in which they grew up.

The results of this study are certainly counter to the theorgeokrational cohort
influences, though there may be another way to explain the resthis study (Smola & Sutton,
2002). First of all, the comparison between the 1974 data and the 1999 wiaita icomparison
of like with like. This study was not longitudinal, so comparisons éehithe subjects actually
measured two different populations. Further, the 1999 sample was appsdxiore tenth the
size of the 1974 sample. Additionally, different survey questions uszd in 1999 and 1974.
All of these factors could have influenced the results of this study.

Career Sage

Another issue to consider in this type of research is an individual’'s caager stounger
workers tend to be in the beginning of their careers and older woakergenerally more
established; yet there are exceptions. For example, it isbfodisat a forty year old may only
be beginning her career if it is a second career, and she Inaghtmore similar expectations of
work when compared to a twenty year old than another forty yehr &l career stage is

responsible for the differences observed between workers of diffages, then predicting



11

outcomes with this variable would be more effective than using ager@ration membership
alone. Research has only just begun to attempt to parse out ¢bts eff career stage on
differences observed among workers of different ages, thoughishevedence to suggest that
career stage can predict some differences in employeesasutifferences in expectations of
work, beyond generation membership (Pitt-Catsouphes et al., 2009).

Most models of career stage divide individuals into either earlgdlmi or late career
stage. Individuals in the early career stage are gendoallyged on learning and exploration.
Human resource practices directed at this group should focus oimgrand development
activities. Mid career individuals are focused more on the gjabild growth of their careers.
Human resource practices directed at these individuals should éocestablishing career
development and job security. Late career individuals struggle tdamainterest in their jobs,
thus human resource practices should be aimed at expanding the wodadoldentifying
opportunities for involvement (Conway, 2004).

Other models of career stages include four stages: Exploraticgabligsment,
maintenance, and disengagement (Savickas, 2002). In the exploraenistividuals clarify
their career interests, in the establishment stage individoakolidate their career choices, and
in the maintenance stage, individuals work to keep what they havdyakstablished. Finally,
in the disengagement stage, individuals have a decline in their energy and imtee.

A difficulty with the research on career stage is that measent of career stage is rarely
addressed (Hess & Jepsen, 2009). Career stage tends to be shpjettdebased on an
individual's job status, position in the organization, tenure, age, and edu@toway, 2004).

Evidence is lacking that this grouping of variables leads to a meaningfol &instruct.
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Previous research that focused solely on the impact of caeggr kas found that the
stage of a person’s career is related to one’s feelingardowvork settings, stress, job
satisfaction, psychological burnout, and amount of work-family condigierienced (Burke,
1989). Specifically, it has been demonstrated in a study of paficers that constables who
were classified as mid-career reported more negativen@seibout work, more stress, less job
satisfaction, and more psychological burnout than individuals clabsiieeither early or late
career (Burke, 1989).

Additionally, career stage has been linked to organizational commitrdentumber of
studies have documented the fact that age and career stage iéxvelypaorrelated with
organizational commitment. Specifically, one study found that indistuzdreer stage
moderated the relationship between human resource practicezgardzational commitment
(Conway, 2004).

Career stage and motivation were examined in a study conducedalatipeople. The
authors of this study attempted to understand the best way to n@&nplyees based on their
career stage. Using the four-stage model of career developheatjthors surveyed 600 sales
managers on career stage and work motivation. They found significan¢désrin all types of
motivation measured across individuals in the four career stagesificylg, individuals in the
establishment stage had higher levels of challenge seekingatmmti and task enjoyment
motivation than individuals in the other 3 stages. Further, individnalse exploration stage
reported the highest levels of extrinsic motivation of any of the groups (Midq, 20@0).

The authors of this study write that this research only partsaipports the four-stage

model of career development and further research is needed to umilefstarelationship
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between the constructs studied. Generation membership may beom thedtt serves as a
mediator or moderator of the relationship between these variables.

Career stage and generation membership have both been examineldtion rto
psychological contracts. One study found that Baby Boomers haflcaigtly higher levels of
relational obligations than Generation Xers, and that Baby Booeyeosted significantly higher
levels of transactional obligations than Generation Xers. alii@ors of this study attribute this
finding to the cynicism of Generation X (Hess &Jepsen, 2009). Addityoeth career stage
and generation membership were significant predictors of psychologicalatentra
The Present Study

The present study is designed to clarify the question réage&mola and Sutton (2002),
as well as carry the idea introduced by Lyons et al. (200f)efur It is clear from the Lyons et
al. study that there are differences among the shared \a@uoesonly held among members of
different generations. The question still remains as to whae th&lue differences mean, what
causes them, and how they can predict behaviors in the workplace.cali be shown that
generations differ in their general work motivation (JurkiewicB&wn, 1998), then it should
follow that generations will differ in task motivation. Centanotivational tools may work on
one generation of employees better than on other generations. Undagsthndi best to
motivate each generation of employees is important for an organization&ssucc

Although it is possible that differences between the generaticolabrts may be
attributed to the aging process, in the proposed study this theorpevilested against the
generational theory. To test the generational theory, groupsirtiffer age by 10 years, which
are part of the same generation, will be compared. A 10 ydearedite is the largest age

separation possible for two individuals in the smallest generaBengration X). According to
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Mannheim (1952), these individuals should not differ as much as individualsadagart who
are members of different generations. The basis for this assumiptihe known differences in
the climate of this country and the world that has an effedt@péople who grew up during the
previously mentioned time periods (O’'Bannon, 2001).

It is proposed that those environmental conditions will produce singkarit individuals
of a particular generation. Due to these corresponding diffesebetween generations, Baby-
boomers tend to share certain characteristics that make thiememliffrom typical Generation
Xers. Additionally, the shared characteristics of each geaerate assumed to hold over time,
and are thus different from age differences. For examplgea®?@ a Baby-boomer should have
certain characteristics due to the societal climate inlwhewas raised, and should have these
characteristics continue at age 60 as well. These chas#icierivhich are constant over time,
will allow for the attribution of differences between Baby-bomnand Generation X to
generational differences, rather than age differences.

H1: Members of the same generation react more similafigadback than members of

different generations.

More specifically, it has been shown in previous researchhbagenerations differ in a
range of workplace outcomes and more specifically, what motithes. Since different
generations have been shown to differ in expectations about wakikeely that they will also
differ in what they expect from feedback (Kupperschmidt, 2000). Tfiexeice in expectation
about feedback should directly lead to differences in how each generation respoadbdoke

H2: Members of Generation X respond differently to negative fexdkdib@n members of

Generation Y and Baby Boomers.
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Further, as Generation X is described as the most cynical angemdint generation,
they should view feedback on their work as being less necessaryoamd fless trustworthy
source than the other generations due to the tendency of cynicsu® docthe negative.
Additionally, Generation X has been criticized for being too seesiind unable to take
criticism (Lyons et al., 2007). It has also been documentednthaiduals high in cynicism are
tend to score high on measures of self-worth by social compansom@asures of self-criticism
(Fontana et al.,, 1989). This means that cynics are more likehy dtieers to take critical
feedback very personally, and be particularly sensitive to feedbatkdes social comparisons.
This research along with common stereotypes of the generatidnolee to assume that this
generation will rate criticism more negatively than other generations.

H2a: Members of Generation X interpret negative feedback more ivedgathan

members of Generation Y or Baby Boomers.

Getting critical feedback that is likely to be viewed as veegative should cause
Generation Xers to see their performance as poor and causddhewve lower levels of self-
efficacy and motivation compared to the other generations. Previoussshalie shown that
negative feedback reduces self-efficacy (Nease et al., 1999), danldwhself-efficacy in turn
reduces motivation (Locke, 1991).

In the present study, low levels of motivation in Generation Xeapected to follow
from low levels of self-efficacy. The perceived negayiat feedback will be studied, as well as
the effect of criticism on self-efficacy and motivation. Sxffeacy is defined as the confidence
an individual has in his ability to successfully execute a beh&viachieve a particular outcome
(Bandura, 1977). In this study it will be directed at an individuability to deal with a problem

subordinate. Low self-efficacy can lead individuals to avoid situatidrese they believe they
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might fail. In this study participants who interpret feedback tngg should have lower self-
efficacy and thus lower task motivation (Bandura, 1977).

H2b: Members of Generation X show greater loss of self-efficafter receiving

criticism than Baby Boomers and members of Generation Y.

H2c: Members of Generation X show greater loss of motivati@n efteiving criticism

than Baby Boomers and members of Generation Y.

Baby boomers are expected to have a different reaction tasrti As Baby Boomers
are described to be optimistic and achievement oriented, they dret@deto show an increase
in motivation after receiving criticism. This fits Locke’3991) model because Baby Boomers
should have strong goals for their improvement in writing due to tbhhiexyement orientation
and optimism (Kupperschmidt, 2000). They should also have values, suchiegement,
which would motivate them more than other generations.

H2d: Baby Boomers show an increase in motivation after receiving griticis

Although differentiating the generations as explained above is ienprit is also
important to investigate the differences between Generation X5andration Y specifically, as
these two generations have previously been lumped together. Tleatpsasdy intends to
examine these two groups separately and identify differencegedret Generation X and
Generation Y that influence workplace behaviors. Although theremateres that currently
work, the present study will only examine Baby boomers, GeneratiancKGeneration Y. This
is because these three generations make up the majority of rteatowork force, and will
continue to do so.

This research is important because it can have a profound ingpaetorkplace

interactions. If differences are found, understanding how best to neo&aah generation will
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allow leaders to tailor their motivational methods to the needs pmatkrences of each
generation. It is important to understand why a certain actightrmotivate one generation, yet
decrease motivation in another. When work teams consist of memioens different

generations, understanding the differences among members care lohfféihence between

success and failure.



18

Chapter 22 METHOD
Participants

A power analysis using G Power showed that 387 participantsngeded for this study
assuming a moderate effect size and an alpha of 0.05 (Sessa2603@] Jurkiewicz & Brown,
1998). A total of 385 participants were used in this study (253 wom#i28 men ranging in
age from 18-65 years, mean = 41.55). The sample was stratiteduce that there were equal
numbers of participants throughout each generation. Each generation was tooke into
ranges of 5 to 7 year groupings. Baby Boomers were broken ddwrhiose born between
1945-1950 (n=52), 1951-1957 (n=56), and 1958-1964 (n=54), Generation X groups were 1965-
1971 (n=57) and 1972-1979 (n=56), and Generation Y groups were 1980-1985 (n=54) and 1986-
1991 (n=56).

To test the hypotheses, a sample of working adults was used. Mipke s@as recruited
online through e-mails sent out to Wayne State employees anteéA&tate students, and
through the use of a snowball sample, see Table 1. HIC approvabiained for each sample
separately. Only individuals who reported having supervisory exyperieiere included in the
study. Individuals raised outside the US were excluded from the.studyexchange for
participating in the study, participants were given the opportunitgesignate a charity to
receive a $2 donation in exchange for their participation.

Procedure

Participants were first asked to take a task self-efficacvey adapted from the self-
efficacy for teamwork scale by Eby and Dobbins (1997) (alpha=0.7&3$dess their baseline
self-efficacy. This survey is included in Appendix A. These goestwere mixed in with other

demographic questions and distracter questions that have no use in yhetlséudhan to draw
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the attention of the participants away from the focus of thoseigogsand limit priming
influences.

The participants were then asked to perform a task in whislagtnot clear how well
they performed. In this study they were asked to observe a videetteigrf a scenario where a
leader was speaking to a subordinate about a problem. After vi¢gnengdeo vignette the
participants were told about a new type of computer programwidsitdeveloped by a business
school professor. The participants were then told that they peetieipating in a final test run
of the program before it was released to the public. They visve@d that the program was
developed to assess individuals’ ability to deal with various task&iased with leadership, and
that the program works by scanning text and delivering tailorggbrses. It was then made
clear that the responses were previously written by a profssoithe business school. Screen
shots of this procedure can be seen in Appendix B.

After reading about the computer program the participants aged to read the profile
of the fictitious professor, who was described as an expert iard@eof supervisor-subordinate
relations. The profile of the professor did not include any datesvitnatl give the professor an
age and introduce a confound based on members of one generation icemtidym with the
professor than did members of other generations. After readinghiparticipants were asked
to watch a vignette of a leader talking to a problem subordindte.participant was then asked
to write what they would do if they were the supervisor in #iigation, and upload their
response to Remark, where they believed it would be scanned by the computer.program

Once the participants finished reading the bio and clicked next, the parscipeeived a
short paragraph of feedback telling them that they did not come h@wibod solution and that

they are not ready to handle this type of situation. The feedtisa@kold them what to focus on



20

in the future. This feedback was previously prepared, and did not vamdiegp®n the written
answer submitted by the participants. It was important tigafetedback inform the participants
that they did not perform well, but it was also important that ¢éleelfack offer opportunity for
improvement. This feedback can be seen in Appendix B.

After reading this feedback the participants were givenntieasure of self-efficacy
again, as well as an opportunity to rate the negativity of tidb&sk. The participants were then
asked to resubmit their answer with the feedback incorporatedhaydhtd the option of
viewing the video clip again. The degree to which the participants ineteglothe feedback into
the paragraphs was a measure of motivation. The final wsittemission was then assessed by
SMEs for the degree to which the second paragraph incorporateddbadiee This was used as
a measure of motivation, where the degree to which the participampanated the feedback
was measured on a scale of 1 to 5. One indicated no paragraph waisesi|l? indicated that
the initial paragraph was resubmitted with no changes, 3 indida¢d¢hanges were made but
the changes did not improve the paragraph based on the feedback itipapéstreceived, 4
indicated that one reference to the feedback was included in tbadsearagraph, and 5
indicated two references to the feedback. The SMEs rated 18toge¢her and resolved any
disagreements through discussion. Once the raters had rategk5ncagow the same way, the
remaining cases were divided amongst the raters to rate indeggnd&n additional 5 cases
were rated by both raters to check the similarity of thegatgiven. The interrater reliability
was 0.80 for these cases.

After the participants submitted their final feedback theyewshown an electronic
debriefing letter. The debriefing letter informed the partats that they had been deceived and

that the feedback they received was phony. It made clear th&etieack they received was
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automatic and had nothing to do with the original paragraph they semihe true nature of
the experiment was then explained and they were thanked for their padicipat
Analyses

A repeated measures ANOVA was run to determine if Baby Byr@eneration X, and
Generation Y differ in their changes of self-efficacy, and anatheeated measures ANOVA
was run to test the differences in motivation after partiopaitn the study. Another ANOVA
was run to compare how negatively the groups rated the feedback. Paststdowere used to
assess the direction of the differences between groups. Thiadaliléss hypothesis 2 and all
sub- hypotheses of hypothesis 2. Each of the ANOVAs was run bdthemiire as a covariate
and without controlling for tenure. This was done because it is ®dlsat tenure may
contribute meaningful variance.

To test hypothesis 1, a movinggrwas calculated to test the agreement of groups of
individuals born within ten-year time spans. Thgwas calculated with individuals born 1945-
1955, 1946-1956, 1947-1957, etc. The highest levels of agreement were expetttedyfoups
that are completely within the span of one generation. When the ten-year sparsincnaeers
of more than one generation the agreement level is expecteddwdre A ten-year span was
used in this test because in the narrowest generation in terbnthofears, a ten-year span is
completely within the generation. The narrowest generation tmd&eneration Y, which
includes individuals born after 1980. Though this generation has not yetbeeff at any year,
the minimum age necessary to participate in the presentwagl§8. This means individuals in
this study in Generation Y were born between 1980 and 1992. Using an ggestiatly
smaller than this twelve year window should account for discremaimctbe cutoff years of this

generation
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Although there are a number of alternatives to using a longiludesgn to assess
cohort differences, there is no method that is clearly superiormofe traditional way of
examining possible cohort differences would be to use WABA. mbitiod was not chosen for
this study because thggrshould allow for a more accurate estimate of the group meagsati
By using a movingug, comparisons of agreement among multiple groups can be compared. In
this study ten-year ranges were used. This allowed for tessmment of consensus in each of
the many possible groups. While a WABA would also measure M#giabithin and between
groups, the moving,y allowed for identification of the ten-year age range withhilgbest rates

of agreement.
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Chapter 3: RESULTS

The first test conducted was an ANOVA comparing the three groupsrtitipants:
employees, students, and participants recruited through snowbalirspm@ince there were no
significant differences between these groups in initial leveselbfefficacy F(2,379) =1.42p>
0.05, or in the change of self-efficacy F(2, 378) =0.7g¥,0.05, the three groups were
combined and treated as one large group of participants for the fajl@amalyses. The numbers
of participants in each of these groups is shown in Table 1 and Table 2.

To test hypothesis 1, two movingyttests were run to test the agreement of groups of
individuals born within ten-year time spans. In the first testsom@ag consistency in change of
self-efficacy, there was very little variability in legebf agreement among the groups tested.
This small amount of variability does not support the first hypothasi suggests that there are
no observed differences between these generational groups. Indivelugisars apart in the
same generations did not show higher oveyglvalues than individuals in the ten-year span in
two different generations. Even if these differences betwgemare larger, some, values for
the range within one generation were lower than {lgevalues for the range spanning two
generations. This was directly contradictory to the hypothesisthe second test measuring
consistency in motivation, similar results were found. These restbe seen in Table 3. The
lack of any increase iy values for groups completely within one generation was used as
evidence that this test did not support the hypothesis. As theretéstnof significance forg
values, it is not possible to test to determine if the valuesignificantly different. Rather, the
overall pattern of the,f values was assessed and used as evidence to support, or aseHisilc

to find support, for the hypotheses.
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Hypothesis 2 was partially supported. The results of the ANOMAparing the change
in self-efficacy scores of Baby Boomers, Generation Xers,Generation Y was not significant
F (2, 274) =0.094p> 0.05). The results of the ANOVA comparing the motivation scores of
Baby Boomers, Generation Xers, and Generation Y was not sanific (2, 377) =0.204>
0.05). As these non-significant results do not allow for follow up aeslykere is no support
for hypothesis 2b, hypothesis 2c, and hypothesis 2d. This indicategtieahigonal cohorts did
not differ significantly in their change of self-efficacyoses after receiving negative feedback
and does not allow for rejection of the null hypothesis. Descriptatestscs for these variables
are shown in Table 4.

A third ANOVA was run on the three generational groups to askiesnces between
the groups in their ratings of the negativity of the feedback. Thétges this test showed that
there were significant differences between the groups, F (3, 37884;p < 0.05, B=0.020. To
understand the specific differences between the generatiamgbsyrpost hoc tests were run.
Means and standard deviations are listed in Table 4. The reswatJukey test showed that
Generation Y and Baby Boomers differed significantly with Boomatsg the feedback
significantly lower than Generation Y. While these results dosaopport hypothesis 2a, they
may provide tentative support for the more general hypothesis thgetierations will react
differently to the feedback (hypothesis 2).

Each of these ANOVAs was run a second time with tenure includaccasgariate. The
results of the repeated measures ANCOVA measuring satkeffishowed that tenure was not a
significant covariate F(1, 373) = 0.93670.05, R= 0.500. The results of the ANCOVA
measuring rating of the feedback also showed that tenure wasifecant covariate F(3, 379) =

413.285p<0.05, R=0.026, and results of the ANCOVA measuring motivation showed that
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tenure was a significant covariate F(3, 377) = 149.840,05, R=0.006. Although tenure was
a significant covariate of these variables, the models ofgehanself-efficacy and motivation
still did not predict a significant amount of the variance in matwat Correlations among the

variables are listed in Table 5.
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Chapter 4: DISCUSSION

The results of this study provide tentative support for GeneratiGolabrt Theory.
Although hypothesis 1 and the sub-hypotheses of hypothesis 2 were nottedipfieare was
some support for the overarching second hypothesis.

The sub-hypotheses of hypothesis 2 were written based on steseotygsech generation
and limited research findings. The lack of support for these hymstinesy indicate that there is
not enough known about each generation to predict their specific behaviattsis point in the
research on generations, it may be too early to attempt to ptiedispecific behaviors of the
generations.

While the specific sub hypotheses were not supported, there wed papport for the
overall second hypothesis. There were significant differeraze®lfin the reaction of members
of the generations to receiving the negative feedback. Post feedbak,were significant
differences between Baby Boomers and Generation Y in the pedcaiegativity of the
feedback. While generational differences were predicted imtagpretation of the feedback, it
was expected that Generation X would rate the feedback morevedg#tan Baby Boomers or
members of Generation Y, however it was observed that Baby Booatedsthe feedback more
negatively than members of Generation Y.

This finding can be interpreted in two ways. First the diffegencan be taken as an
indicator of age or tenure issues. The covariate of tenura siggsificant predictor of the rating
of negativity of the feedback. Although this finding is likely duete fact that generation
membership and tenure are highly correlated, it is possible tattagen indication that age or
tenure are actually driving the relationship between generationaéind of the feedback. This

is a possibility because the significant differences were foa@tdeen Generation Y and Baby
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Boomers, the two generations most different in age, and therdéwreh® most different in
tenure. There were no significant differences observed bet@eeaeration X and the other
generations.

The finding that Baby Boomers rated the feedback as more negative than Geneuati
Generation Y is surprising because it runs counter to marhedtéreotypes of the generations.
Baby Boomers are generally described as hard working, whddéSéneration X and Generation
Y that are described as fragile, overly sensitive, or as havimydugh self-esteem. However,
as mentioned in the introduction, the descriptions of the generati@msptivide contradictory
images of the groups. It is possible that while some of the@eations or stereotypes of the
generations are correct, others are not. The surprising resuliss study provide a base for
future research to use in determining the accuracy of the descriptions of theissiges.

Additionally, the results of this study are counter to previous relsem Generation X
and Generation Y. In the past, these two groups have been lumpednagetheated as one
group, yet more recent research has documented differences betweayrdhes and used these
findings to argue for their individual consideration (Lyons et al., 200Ag present study failed
to find any significant differences between Generation X and @eoerY. While this finding
suggests that lumping these two generations together maydadie, the author of this study
cautions against this in the future. With increasing numbers ofr&ereY in the workforce,
more differences may emerge between these two generations.

In making sense of the results of this study, attributing theniinthat Baby Boomers
rated the feedback more negatively than the other generationsytgesrdration membership,
age, or career stage limits one’s understanding of the actus¢ ©f the observed differences.

When these three interconnected factors are considered togethergheolifferences make
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more sense. For example, Baby Boomers, on average, have hejoréseint jobs longer than
members of Generation X, who, on average, in turn have held there godseidnger than
members of Generation Y. Receiving feedback which informs an individatshe is not very
good at being a supervisor will seem more negative if that shaivihas 20 years of experience,
compared to younger a worker who only has 5 or less years ofienqeer Generation
membership, age, and career stage factors that are not only diffictdase apart, they are
factors that should not be isolated because of their naturally linked relationships

Another possible explanation for these results is related tortbimdi that narcissism is
on the rise. A cross-temporal study conducted over the courseyefB¥found that narcissism
rates have increased significantly over time, to the point Wathirds of all college students
score above the previously measured mean (Twenge et al., 2008). Thaugbashnot a
longitudinal study that followed the initial population over timesinot clear what caused the
results of this study.

The results of the present study may be further evidence tligdsiam is more prevalent
among younger individuals than older individuals. One characterigtigsgarcissism is a
tendency to disregard or downplay negative feedback in effort tergeesne’s highly positive
self-perceptions (Horvath & Morf, 2009). If Generation Y, the youngast therefore most
narcissistic generation, disregarded or devalued the feedbackabagiven, then this might be
an explanation for why Baby Boomers, the oldest and thereforenl@sssistic generation rated
the feedback as more negative than members of Generation Y.

Future research is needed to examine this possible relationgdwpebenarcissism,
generation membership, and feedback interpretation as well asatioot. Narcissism may be

an important mediator or moderator of the relationship between these variables
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There were unavoidable limitations in the design of the present. silite best way to
study the differences between generations is in a longitududy.stFuture research in this area
conducted in a longitudinal manner with multiple measurements of dudild taken over an
extended period of time, perhaps up to 50 years, would be the best way to test hypothesis 1.

Additionally, using &4 values to assess differences between groups was an expdrimenta
means for testing between generation differences. In thig serg little variance was found.
Future studies should continue to strive to find effective ways tasuome the differences
between generational groups in a way other than through a longitudidgl SVABA may be
an effective way of measuring generational differences in fustudies, however with the
extremely small amount of variance observed between each atweeg, value in the present
study, it is not likely that this statistical method would produce differenttses

Another difficulty to this study, and all studies of this natwehie fact that even if a
longitudinal design were used, it might still be hard to isolat@atwdifferences are due to
generation, and what differences are due to age. More tamplgy it is likely that the
differences in behavior between a 30 year old and a 50 year old er® @ interaction of
generational differences, age differences, and career stagertdiffere

With persuasive evidence supporting the generational, career saged,r and
developmental explanation for differences observed between groups ofisvages, more
research is needed to understand these constructs. In the absemdengitudinal study
addressing these issues, future studies should be designed withathe determine what is
causing the differences between age groups.

Despite the limitations of this study, it remains the filata-based study to examine the

relationship between differences in motivation and self-efficacytalgenerational differences.
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This is an important concept to understand because of the inflleadetéraction can have on
daily actions in the workplace. The areas of talent managesw@tession planning, training,
and delivery and framing of performance evaluation are alkaled not only can benefit from
knowledge of generational differences, but they are also areasutinantly have a demand for
this type of knowledge (Stomski et al, 2010). For example, sianergtional differences in
interpretation of feedback were observed in this study, wise osedemg would consider

delivering feedback differently to individuals based on the needs afgheeration. Further,

training may be utilized to help workers of various generations uadershe preferred

feedback style and method of each generation. If each generatiens pieedback to be
delivered differently, this type of training may prevent confliddditionally this training should

be incorporated into talent management programs to be sure thatuager workers are
promoted to positions where they work more frequently with older wqrkeis even provide

older workers with feedback, that they have the skills necessapprhmunicate negative
feedback in a manner that will be well received.

One of the major goals of this study was to understand if these meaningful
generational differences that deserve future attention, theiidea of generational differences
distracts researchers and practitioners from the true diffesein individuals due to aging. Itis
the position of the author that the results of this study, though mixed, provide enouglcetaden
support future research on generational differences. Furthappeéars that generation
membership, age, and tenure are interrelated variables thaewildied most effectively in the

future as part of a larger construct.
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Appendix A
Task Self-Efficacy Scale
Please rate the following statements on a scale of 1 to 5 where 1= Sttisagjyee and 5=

Strongly Agree.

| can work very effectively with subordinates

| can contribute valuable insight to a situation where | must deal with subordinates

| can easily facilitate communication to subordinates

| am not effective at delegating responsibility for tasks

| can effectively coordinate tasks and activities of subordinates

| am able to resolve conflicts with subordinates effectively

| do not feel | can take on a leadership role in a group and be effective

Integrating information and suggestions from subordinates into a plan is sometmimpi @ery

good at
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Appendix B

Do you have any supervisory experience?

Please Select Gne "

Were you raised in the Unites States?
v

Reset Submit

Thank you for agreeing to pa pate in this study. Please fill out the following questions. We need this information to be sure that all different perspectives are included in our
research. For example, it is important that both men and women's perspectives be included, as well as those of people of different ages.

Age?

54 v

Gender?

How long have you held your current job?

v

Reset Submit
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Please fill out the following short survey. After you have finished the survey you will be given further instructions.

Neither
S.trongly Disagree Agree Agree Strongly
Disagree nor Agree
Disagree

1 can work very effectively with subordinates. O
1 make a mess of things. O
1 sympathize with the feelings of others. (@)
1 am relaxed most of the time. O
1 seldom feel blue. (@)
1 can contribute valuable insight to a situation where I must deal with subordinates. O
1 am the life of the party. (@)
1 have frequent mood swings. O
1 can easily facilitate communication to subordinates. (@]
1 have a vivid imagination. (@]
1 am not interested in abstract ideas. (@]
1 like order. O
1 can effectively coordinate tasks and activities of subordinates. O
1 have difficulty understanding abstract ideas. O
I don't talk a lot. O
1 am able to resolve conflicts effectively. O
1 do not have a good imagination. (@)
1 get upset easily. O
1 get chores done right away. (@)
I am not interested in other people’s problems. O
1 do not feel I can take on a leadership role in a group and be effective. )
I am not really interested in others. O
1 often forget to put things back in their proper place. (@)
1 feel others’ emotions. O
1 am not effective at delegating responsibility for tasks. (@)
1 keep in the background. O

Integrating information and suggestions from subordinates into a plan is something I am not very good
at.

1 talk to a lot of different people at parties. O

Reset Submit

Thank you for filling out the survey. You will be asked to fill out another short survey later in this study. Next you will watch a video clip of two MBA
students. The students are acting out a situation where a supervisor is speaking to a subordinate about a problem that has come up. Later, we will ask
you for your opinion on how the supervisor handled the situation, so be sure to pay close attention to this conversation.

Next
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MAKE SURE YOUR SPEAKERS ARE TURNED ON AND THE VOLUME ON YOUR COMPUTER IS TURNED UP.

Now click on the link below and watch the short video clip.

http://sona.clas.wayne .edu/areiss thesis.mov

If you are unable to see the video you may need to:
¢ disable your computer's pop-up blocker for this page
® make sure that your computer's browser is accepting cookies

® accept the active-x command at the top of the screen

After viewing the video return to this window. Do not close this page or hit back as this may prevent you from completing the survey.

Next
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Please take a few minutes to write a short paragraph about what you would do in the situation you just watched if you were the supervisor.

Submit
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Your paragraph is now being assessed by a new computer program developed by a professor from the Business School here at Wayne State. The study is
part of a final test run of the program before it is released to the public. The program quickly scans text and generates comments based on information
which was programmed into it. For this study the program was set up to judge the sophistication of your response based on the way you display your
supervisory abilities. Please read the bio for the creator of the program on the next screen while your text is scanned.

Next

Bio of the Computer Program Creator

Academic Degrees
® MBA, Harvard Graduate School of Business Administration
® MA, University of Michigan
* BA, Michigan State University
Teaching Interest
* Strategic Management
® Organizational Behavior

* Human Resource Management

Research Interests
# Cognitive and motivational factors influencing performance evaluation

& Factors affecting individual loyalty and commitment to groups

Click here to see the comments about your paragraph

Thank you for your submission. Unfortunately the suggestions you provided were not correct for this situation. Most people have provided submissions that were better than yours. After reading your
submission I do not think that you are currently able to find the best solution to this type of situation, but T also think that you have the ability to improve. You will have another opportunity to submit
a response, and I would suggest that you...

1. Pay closer attention to the language of the supervisor.

2. Think of how you would want to be treated in this situation if you were the subordinate.

Next
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You are almost done. Please fill out this short survey.

Strongly Neither Strongly
Disagree Disagree Agree or Agree Agree

Disagree
I can work very effectively with subordinates. (@) ) (@) (@) (@)
I am not effective at delegating responsibility for tasks. O O O O O
I am able to resolve conflicts effectively. (@) ) (@) (@) (@)
I can easily facilitate communication to subordinates. O
I can contribute valuable insight to a situation where I must deal with subordinates. (@)
I can effectively coordinate tasks and activities of subordinates. O O (@) O O
I do not feel I can take on a leadership role in a group and be effective. (@) (@) (@) (@] (@)
Integrating information and suggestions from subordinates into a plan is something T am not very good at. O

For the next question please use the following scale of 1 to 5 where 1 is Very Negative and 5 is Very Positive.

How negative was the feedback you just received? 2

Next
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Opportunity to Re-Write Your Response

What would you like to do?

Please rewrite your paragraph with any suggestions from the professor included and submit it by clicking on the submit button. If the professor did not
give you any suggestions, please resubmit your original paragraph.

Submit
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Now please answer this last question

What generation do you consider yourself?
O Baby Boomer- Major life events include: Vietnam War, King and Kennedy assassinations and Woodstock

() Generation x- Major life events include: The AIDS outbreak,The fall of communism and MTV
O Generation Y- Major life events include: 9/11, Oklahoma City Bombing and widepread use of cell phones

Thank you for participating in this study. In exchange for your participation $2 will
be donated to a charity. Please select a charity from the list below where you
would like to have your $2 donated

Submit
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Appendix C
Table 1.

Number of Participants in Each Sample Type

Sample Number of Participants
Wayne State University Employees 273
Wayne State Undergrads 58

Snowball Sample 54
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Table 2.

Number of Participants in Each Generation

Generation Number of Participants
Generation Y 110
Generation X 113

Baby Boomers 162
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Table 3.

Percentage of Participants in Each Generation From Each Sample

Sample Type Generation Y Generation X Baby Boomers
University Employees 64.2 85.0 65.0
Undergrads 18.3 12.4 15.0

20.0

Snowball Sample 17.4 2.7
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Table 4.

r'wg Values for Ten Year Age Spans

Birth Years Self-Efficacyug Motivation kg
*1992-1982 0.97 0.77
*1991-1981 0.97 0.78
*1990-1980 0.98 0.86
1989-1979 0.98 0.86
1988-1978 0.98 0.87
1987-1977 0.98 0.88
1986-1976 0.97 0.91
1985-1975 0.97 0.92
1984-1974 0.97 0.93
1983-1973 0.97 0.92
1982-1972 0.98 0.93
1981-1971 0.98 0.95
1980-1970 0.98 0.93
*1979-1969 0.97 0.84
*1978-1968 0.97 0.73
*1977-1967 0.97 0.75
*1976-1966 0.97 0.81

*1975-1965 0.97 0.78
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*1974-1964 0.98 0.78
1973-1963 0.97 0.70
1972-1962 0.98 0.53
1971-1961 0.98 0.74
1970-1960 0.97 0.80
1969-1959 0.97 0.81
1968-1958 0.96 0.82
1967-1957 0.96 0.88
1966-1956 0.96 0.86
1965-1955 0.96 0.86
*¥1964-1954 0.95 0.84
*1963-1953 0.95 0.86
*¥1962-1952 0.95 0.87
*1961-1951 0.94 0.91
*1960-1950 0.93 0.88
*¥1959-1949 0.95 0.89
*¥1958-1948 0.95 0.92
*¥1957-1947 0.96 0.90
*1956-1946 0.96 0.90
*1955-1945 0.96 0.90

Note: * Denotes a ten year span that is entirely within one generation



45

Table 5.

Mean Values of Self-Efficacy, Motivation, and Feedback Rating for Each Generation

Variable Generation Y Generation X Baby Boomers Overall
Self-efficacy -7.01(3.21) -6.35(3.73) -6.49(3.97) -6.58(3.72)
Motivation 2.03(1.24) 1.93(1.19) 1.96(1.19) 1.97(1.20)
Feedback 2.10(.80) 1.90(.67) 1.68(.74) 1.93(0.75)

Note: Standard Deviations are in parentheses.
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Table 6.

Correlations Between Covariates, Independent, and Dependent Variables

1 2 3 4 5 6

1.Age

2.Generation .94**

3.Tenure .60** S54x*

4.Self-Efficacy .05 .05 .04

5.Motivation -.03 .02 .05 .00

6.Feeback - 14%* - 13** .00 .05 .08

Note: N=385 *p<0.05 ** p<0.01. The following variables were categorical: Generation
(1=Generation Y; 2=Generation X; 3= Baby Boomers) Tenure (1= Lassotie year; 2= 1-5
years; 3= 6-10 years; 4=11-15 years; 5=16-30 years; 6= More than 20 years).
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Generational differences in the workplace have received a dgahof attention in the
past few years. The present study examined the reactionengfr&ion Y, Generation X, and
Baby Boomers after receiving negative feedback. The sample bfvbmking adults and
undergraduate students were asked to watch a video of an actoyipgraaupervisor dealing
with a problem. The participants were asked what they would do isitiraion and then
received negative feedback about their answers. After regeilien feedback the participants
showed no difference in motivation levels or self-efficacy, howelieret were significant
differences between Generation Y and Baby Boomers in theppiercef the negativity of the

feedback that the participants received.
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