
























































57. Posthuma, R.A., & Campion, M.A. Age stereotypes in the workplace: Common stereotypes,
moderators, and future research directions. In press at Journal of Management.

We identify, analyze, and summarize prior research from 117 research articles and books that deal with
age stereotypes in the workplace. We discover and report the most prevalent and well supported findings
that have implications for human resource management. These findings are described in terms of
prevalent age stereotypes that occur in work settings, evidence refuting age stereotypes, and moderators
of age stereotypes. We provide recommendations for practice and future research.

58. Rau, B. L. & Adams, G. A. (2005). Attracting retirees to apply: desired organizational characteristics
of bridge employment. Journal of Organizational Behavior, 26, 649-660.

This research examined the impact of three organizational policies on applicant attraction of 120 older
workers with an interest in bridge employment (i.e., work after formal retirement). Using a mock
newspaper ad to manipulate policies, scheduling flexibility, and a targeted equal employment opportunity
(EEO) statement positively influenced older workers' attraction to the organization, while opportunities to
transfer knowledge had little impact. A significant and positive three-way interaction suggested that older
workers are sensitive to the strength of the overall message such that the effects of all three policies when
seen together were greater than the sum of their individual effects.

59. Saks, A. M., & Waldman, D. A. (1998). The relationship between age and job performance
evaluations for entry-level professionals. Journal of Organizational Behavior, 19, 409-420.

This study examined the relationship between age and job performance evaluations for newcomers
recently hired into entry-level positions in public accounting. We predicted and found a negative
relationship between age and job performance evaluations. This relationship was eliminated after
controlling for undergraduate grade average and prior work experience, operationalized as the number of
jobs that a newcomer had previously held. Results are discussed in terms of the possibility of negative age
effects in entry-level positions and the potential reasons for such findings.

60. Shore, L. M., Cleveland, J. N., & Goldberg, C. B. (2003). Work attitudes and decisions as a function
of manager age and employee age. Journal of Applied Psychology, 88, 529-537.

Research has shown the importance of employee age relative to coworker age in determining attitudes,
performance, and career-related opportunities. The authors used chronological and subjective measures of
employee and manager age to determine whether employee age relative to the manager has an impact on
these same outcome variables. One hundred eighty-five managers and 290 employees completed surveys.
The strongest and most consistent age effects were observed for interactions between employee and
manager chronological age. Both the magnitude and pattern of the employee-manager age interactions
varied by self- and manager-rated outcome measures of work attitudes, performance and promotability
assessments, and developmental experiences. Results are discussed in light of the relational demography
and career timetable literatures.

61. Shultz, K. S., & Wang, M. (2007). The influence of specific health conditions on retirement
decisions. International Journal of Aging and Human Development, 65, 149-161.

In the present study, data from the Americans’ Changing Lives data set was examined to determine which
specific health conditions are associated with aging workforce’s retirement and career choices. We found
that lung disease and cancer were most strongly related to retirement, while only lung disease was
predictive of job change at older ages. Arthritis and diabetes were the minor health conditions most
strongly related to both changing jobs and retiring over an eight-year period. The results are discussed in




‘terms of better understanding why specific health factors are associated with retirement and job changes
during one’s late career.

62. Shultz, K. S., & Wang, M. (in press). The changing nature of mid and late careers. In C. Wankel
(Ed.), 21st century management. A reference handbook. Thousand Oaks, CA: Sage Publications.

In this chapter the limited existing literature on mid and late careers is reviewed. First, the various career
theories relevant to mid and late careers are summarized. Next, the changing nature of work, workers, and
the workforce are discussed. The numerous influences on mid and late careers at the individual, job, and
organizational levels are also reviewed. Then, a brief discussion of the practical implications that the
changing nature of mid and late careers has for organizations and organizational based decision makers is
provided. Future directions for mid and late career theory and research are presented at the end.

63. Shultz, K. S., & Adams, G. A. Eds. (2007). Aging and work in the 21" century. Mahwah, NJ:
Lawrence Erlbaum.

This book reviews, summarizes, and integrates the extant literature on a wide variety of issues related to
aging and work. To begin, trends and implications related to the demography, income, and diversity of the
aging workforce are reviewed. Then, the issue of age bias in the workplace is examined. Next, the job
performance, work-related attitudes, and training, development and career issues of older workers are
addressed. Following these are the topics of age and occupational health, technology, work and family
issues, and retirement. We conclude with a chapter aimed at identifying and integrating the key themes
and ideas.

64. Siu, O., Spector, P. E., Cooper, C. L., & Donald, I. (2001). Age differences in coping and locus of
control: A study of managerial stress in Hong Kong. Psychology and Aging, 16, 707-710.

The present study involved data collection from 3 samples of Hong Kong managers to examine
mechanisms by which age would relate to work well-being. A total of 634 managers was drawn by
random sampling and purposive sampling methods. The results showed that age was positively related to
well-being (job satisfaction and mental well-being). Furthermore, older managers reported fewer sources
of stress, better coping, and a more internal locus of control. Multiple regression analyses suggested that
the relations of age with 2 well-being indicators can be attributed to various combinations of coping, work
locus of control, sources of stress, managerial level, and organizational tenure.

65. Sterns, H. L., & Huyck, M. H. (2001). The role of work in midlife. In M. E. Lachman (Ed.),
Handbook of midlife development (pp. 447-486). John Wiley & Sons, Inc., Hoboken, NJ.

Discusses how one negotiates through his or her work role in the middle years of adulthood and beyond.
The authors cover career development and consider variations by gender, cohort, culture, and race. The
progression of career trajectories including job mobility and reentry into the workforce in midlife are also
highlighted. Other topics addressed include (1) attitudinal changes and desire to work, (2) models of
career development from the 1940s-1990s, (3) themes in midlife development models, (4) negotiating
midlife as a worker, (5) self awareness and appraisal at midlife, (6) negotiating work, family, and friend
involvements, (7) employer's attitudes towards midlife workers.

66. Taylor, M.A., Goldberg, C., Shore, L. & Lipka, P. The effects of retirement expectations and social
support on post-retirement adjustment: A longitudinal analysis. In press at Journal of Managerial
Psychology.




In this study, we examined the shifting effects of retirement expectations and social support on adjustment
3 %2 and 10 months post-retirement. Retirement expectations and social support were used to predict life
satisfaction, retirement satisfaction, and social satisfaction post-retirement. Expectations consistently and
significantly predicted satisfaction early and later in retirement. Social support was only a significant
antecedent of retirement satisfaction at time 2, and had a non-significant relationship to social and life
satisfaction in retirement. These findings imply that interventions designed to create realistic expectations
of the retirement experience may have a positive impact on adjustment.

67. Taylor, M. A., Shultz, K., Spiegel, P., Morrison, B. & Greene, J. (2007). Predicting the retirement
adjustment of military retirees: The central role of expectations. Journal of Applied Social
Psychology, 37, 1697-1725

Attachment to one’s former occupation and met expectations regarding retirement were proposed as
predictors of the adjustment of Military retirees. While results suggested that occupational attachment had
a minimal impact, the extent to which expectations of civilian work, financial, and family aspects of life
were met emerged as significant predictors of satisfaction and adjustment after Military retirement. These
findings suggest that the characteristics of the post-retirement environment, and expectations regarding
this environment, outweigh the importance of occupational attachment in determining post-retirement
adjustment in this setting.

68. Taylor, M.A. & Geldhauser, H. (2007). Low income older workers. In K. Shultz & G. Adams (Eds.),
Aging and work in the 21" Century. Text is part of the Applied Psychology series, edited by E.
Fleishman and J. Cleveland

While the low income worker is often overlooked in research, it is important to understand their needs for
a number of reasons. First, changes in the Social Security system and shifts in demographics will increase
the need for funding for older workers post-retirement; low income workers are particularly dependent on
this system for financial support post retirement. Furthermore, there are psychologically motivated
reasons for studying low-income older workers, given the relationship between income and well-being.
Clearly, retirement planning, particularly financial planning, may enhance adjustment. This chapter
explores these topic areas and ends with a discussion of ways to encourage retirement planning and
subsequent adjustment in this population of employees.

69. Taylor, M. A., Shultz, K., & Doverspike, D. (2005). Academic perspectives on recruiting and
retaining talented older workers. In P.T. Beatty & R.M. Visser (Eds.). Thriving on an aging
workforce. Strategies for organizational and systemic change. Melbourne, FL: Krieger Publishing
Co.

Compelling demographic data clearly point to the need for companies to recruit and retain older
employees. In 2010, baby boomers will begin to retire in large numbers. This change in cohorts among
those of retirement age will have significant, wide-ranging effects. As a result, both private sector and
public sector employers will have to develop proactive strategies for recruiting new employees from the
older adult population. The purpose of this chapter is to review the findings of applied and academically
oriented research in order to develop suggestions for effectively recruiting and retaining older employees.

70. Taylor, M. A. & Doverspike, D. (2004). Retirement planning and preparation. In T. Beehr & G.
Adams (Eds.) Retirement: Reasons, processes and results. New York: Springer Publishing.

The importance of retirement planning on postretirement adjustment cannot be overstated. Planning and
feeling prepared for the changes accompanying retirement are related to a host of affective and behavioral
adjustment indices. The goal of this chapter was to review the role of planning in adjustment, treating the
relationship as a multilevel process.




71. Tepas, D. I. & Barnes-Farrell, J. L. (2002). Is worker age a simple demographic variable?
Experimental Aging Research, 28, 1-5.

Birth-date-based chronological age is often used as a measure of worker ability. In the near future,
employers will be required to improve their ability to assess the impact of aging on workers. The
literature suggests a number of ways one might do this. Personal perceived age and work ability
assessment are two promising alternative ways to assess worker age changes. In support of these
alternatives and as a preface to the other papers presented in this journal, this paper suggests that personal
perceived age reports differ from chronological age, are reliable, and appear to be worthy of further
consideration.

72. Treadway, D.C., Ferris, G. R., & Hochwarter, W. (2005). The role of age in the perceptions of
politics - job performance relationship: A three-study constructive replication. Journal of Applied
Psychology, 90, 872-881.

This research examined the interaction of organizational politics perceptions and employee age on job
performance in 3 studies. On the basis of conservation of resources theory, the authors predicted that
perceptions of politics would demonstrate their most detrimental effects on job performance for older
workers. Results across the 3 studies provided strong support for the hypothesis that increases in politics
perceptions are associated with decreases in job performance for older employees and that perceptions of
politics do not affect younger employees' performance. Implications of these results, strengths and
limitations, and directions for future research are discussed.

73. Vecchio, R. P. (1993). Impact of differences in subordinate and supervisor age on attitudes and
performance. Psychology and Aging, 8, 112-119.

In a study of the influence of differences in employee age and the age of the employee's immediate
supervisor, an age-difference variable was created and used to test 4 competing sets of predictions for
performance and attitudinal outcomes within a sample of 292 high school teachers. Analyses revealed that
employees who were older than their supervisors (1) reported better working relations with their
supervisors, (2) evaluated their supervisors more favorably, and (3) received ratings from their
supervisors that were not less favorable than other employees. The results suggest that bias does not
necessarily operate against employees who are older than their supervisors and that a relational approach
that is based on attribute similarity-dissimilarity offers an additional source of systematic variance that
can aid in explaining individual responses.

74. Waldman, D. A., & Avolio, B. J. (1986). A meta-analysis of age differences in job performance.
Journal of Applied Psychology, 71, 33-38.

In a meta-analysis, 40 samples were classified into 3 categories according to the types of performance
measures used: (a) supervisory ratings, (b) peer ratings, and (c) individual productivity. Results show a
pattern of increases in performance, as measured by productivity indices, at higher ages. Conversely,
supervisory ratings showed a slight tendency to be lower for older employees. Performance ratings
showed more positive relations with age for professionals than for nonprofessionals. Implications
concerning personnel policies regarding older employees are discussed.

75. Wang, M. (2007). Profiling retirees in the retirement transition and adjustment process: Examining
the longitudinal change patterns of retirees’ psychological well-being. Journal of Applied Psychology,
92, 455-474.

In this study hypotheses were formed regarding the different retirement transition and adjustment
patterns. Using the longitudinal data from the Health and Retirement Survey, three latent change patterns




of retirees’ psychological well-being were identified as coexisting in the population. Retiree subgroups
directly linked to different change patterns were profiled with individual and contextual variables. By
recognizing the existence of different retiree psychological well-being change patterns, this study
suggests that retirees do not follow a uniform adjustment pattern during the retirement process. The
practical implications of the profiles generated in the current study are discussed at both individual and
policy level.

76. Warr, P. B. (2001). Age and work behaviour: Physical attributes, cognitive abilities, knowledge,
personality traits and motives. In C. L. Cooper and I. T. Robertson (eds.), International Review of
Industrial and Organizational Psychology. Chichester: Wiley.

Presents a framework of age-related differences based on the five features in the paper’s title. Argues for
a greater emphasis on non-cognitive processes, and explores combinations of the features (e.g.,
knowledge in conjunction with personality traits). Makes practical recommendations about staff selection
and placement, job design, and learning and development.

77. Warr, P. B. (2007). Work, Happiness, and Unhappiness. Mahwah, NJ: Erlbaum.

Provides a systematic review of international research into the environmental and personal bases of
happiness or unhappiness, with particular reference to job settings. Presents 12 environmental features
and 10 types of cognitive process that influence well-being. Individual characteristics related to happiness
or unhappiness are examined, including differences in age within the working population. Age-related
patterns of exposure to environmental features and age differences in judgmental processes are considered
within a broad framework applicable also to other sources of between-person variation.

78. Warr, P. B. Work values: Some demographic and cultural correlates. In press at Journal of
Occupational and Organizational Psychology.

Analyzes results from the World Values Survey about two kinds of occupational value: work-role
centrality and the perceived importance of particular job characteristics. These values are examined in
relation to workers’ age, as well as their sex, employment status and education level. Older workers are
shown less often than younger ones to value social interaction, promotion opportunities, generous
holidays, and high pay; however, older workers more emphasize a job’s potential to contribute to society.

79. Warr, P. B., Butcher, V. & Robertson, I. T. (2004). Activity and psychological well-being in older
people. Aging and Mental Health, 8, 172-183.

Examines associations between subjective well-being and a variety of activities in men and women
between 50 and 74 who were either employed, unemployed or retired. A stronger association was found
between well-being and overall activity level for non-employed people.

80. Warr, P. B., Butcher, V., Robertson, I. T. & Callinan, M. (2004). Older people’s well-being as a
function of employment, retirement, environmental characteristics and role preference. British
Journal of Psychology, 95, 297-324.

Examines several aspects of subjective well-being among older individuals in jobs or retirement. Early-
retired and late-employed people had higher well-being than others, but role-preference was a significant
moderator, such that people were happier when in the role they preferred. The relationship between well-
being and role occupancy (employed, unemployed, or retired) was mediated by perceived environmental
characteristics in a current role.




81. Warr, P. B. & Fay, D. (2001). Age and personal initiative at work. European Journal of Work and
Organizational Psychology, 10, 343-353,

Presents findings from a German study of employees’ personal initiative assessed through interview and
questionnaire. Age was unrelated to self-reported initiative or to male workers’ job-related initiative.
However, education-related initiative was lower among workers who were older.

82. Warr, P. B, Miles, A. & Platts, C. (2001). Age and personality in the British population between 16
and 64 years. Journal of Occupational and Organizational Psychology, 74, 165-199.

Reports analyses of data from large-scale investigations of adult personality as a function of age, finding
significant age differences for about half the scales examined. For instance, older people were more
conscientious, traditional and careful, and less sociable and outgoing. However, no differences were
found for social confidence, assertiveness, independence and other characteristics.

83. Weiss, E. M., & Maurer, T. J. (2003). Age discrimination in personnel decisions: A reexamination.
Journal of Applied Social Psychology, 34, 1551-1562.

Rosen and Jerdee's (1976a) classic study on age discrimination, conducted over 25 years ago, was
replicated in the present study. In the original study, participants rated older targets as being less desirable
and suitable in a variety of work-related scenarios. In contrast, participants in the current study rated older
and younger targets as similarly qualified and suitable for promotion, training, and hiring. The
discontinuity between the results of the 2 studies is discussed, and explanations involving both social
change and methodological factors are suggested.
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