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SUMMARY
The age distribution within an organization forms an implicit career timetable, and there i~
evidence that people ~ their perceptions of this timetable to determine whether their
careers are on or off schedule. Questionnaire data were collected from managers (N = ~~~,
47 per cent) within a large electric utility. The results indicate that managers who ~e
themselves as "behind time' in their careers have more negative attitudes towardf; work than
other managers, even when their perceptions of being 'behind time' are in~ccurate. How-
ever, although the~ manager~ continue to have the most negative attitude~. differences
between the on and off )Chedule managers are ~maller when their position on the actual
career timetable is controlled. Thus, work attitudes are influenced by both individual and
demographic factors. Finally, the longer managers remain in the same job, the more likely
they are to define themselves as 'behind time'. This supports other research suggesting that
lateral moves within organizations may be an important device for managing the normal
limitations of upward movement in managerial careers.

INTRODUCTION

Organizations often have elaborate mechanisms for appraising perfonnance. How-
ever, employees get the most vivid assessments of their work from what they see
everyday on the job. They observe others who are labelled as successful or unsuc-
cessful and ask, .How am I doing compared to them?' This process of comparison
involves many factors, but one of the most critical is age. The ages of employees in
different positions fonn an implicit career timetable, and there is evidence that
people use their perceptions of this timetable to determine whether their careers
are on or off schedule.

In a study of managers between the ages of thirty-five and thirty-nine in two
British companies, Sofer (1970, pp. 273-274) found an acute sensitivity to the
career timetable. Managers were clearly aware of where they should be in their
careers at given ages and showed considerable concern if they were behind
schedule. This sensitivity is also evident in Kidder.s (1981, p. 104) description of
young computer engineers in the Data General Corporation. Immediately after
beginning work, these engineers noticed that the careers of people .Iike me. ended
mysteriously at age thirty, suggesting an uncertain future in the organization.

These examples show that in addition to being well aware of age expectations in
their organizations, employees are concerned about how their progress fits with the
implicit career timetable. However, this psychological perspective is not the only
way in which age may affect employees. Some authors argue that the environment
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created by the actual age distribution of an organization is what influences people
(Pfeffer. 1981; Stewman and Konda. 1983). 1 believe that both occur: people are
influenced by their own perceptions as well as by the actual age distributjon. This
study begins by examining how perceptions of being on and off schedule with the
career timetable affect employees' attitudes towards work. and concludes bv con-sidering the joint effect of perceptions and reality on such attitudes. -

To provide the context for this study. a few comments on the importance of age
in social groups are in order. The unalterable character of chronological aging
makes it one of the most widely shared of human experiences. As a result. strong
expectations develop about age appropriate behaviour. Adults are assumed to be
wise and children are allowed to make mistakes. People are admonished to 'act
your age' when they behave in an unexpected manner for someone of their age.
Age is both an individual and social experience. and, as a result, it exerts a tre-
mendous influence on people's lives.

Empirical evidence supports the belief that age assumptions and expectations
underlie behaviour in all social groups (Eisenstadt. 1956; Neugarten and Datan,
1973; Riley, Johnson and Foner, 1972). There is consensus that (1) there are
behaviours that are acceptable at specific ages, and (2) there is an order in which
these behaviours are expected to occur in a person's lifetime. Age assumptions and
expectations form the clock against which people measure their lives. Are they
on time or off time with what is seen as normal progress in life?

Previous work suggests that being off time has a negative impact on people's
lives. Bernice Neugarten et aJ. (Neugarten, Moore and Lowe, 1968), who first
described the notion of being on time or off time, found that people who see
themselves as off time are more likely to experience crises in their lives than those
who are on time. This finding has found support in studies of young men and
middle-aged men and women. Hogan (1978, 1980) found that being off schedule
has a negative effect on the lives of young men. He observed demographic patterns
of age-specifJC life events, such as finishing school, beginning work, and getting
married. The results suggest that deviance from normal progress, as defined by
those demographic panerns, is related to higher rates of marital disruption and
lower total earnings. In an exploratory study of men and women making midlife
career changes, Lawrence (1980) found that subjects who are on schedule with
major family life events, such as marriage and the birth of children, are less likely to
experience career change as a crisis than those who are off schedule.

Although these studies suggest that being off schedule does have a negative
impact on people, there are tWo distinctly different ways of being off schedule.
People can be either ahead of schedule or behind schedule. Because being ahead of
schedule is generally perceived in a more positive light than being behind schedule,
these tWo ways of being off schedule are unlikely to have the same impact on
people. Thus, the definition of being on or off schedule with age expectations of
normal progress should include three, instead of tWo, categories: ahead of schedule,
on schedule, and behind schedule.

In work organizations, age-<iefined timetables are apparent in the expectations
that develop around career movement. These age expectations are implicit but
powerful beliefs to which members must respond. The focus in this study is on
age expectations of managerial careers. and the term career refers to the set of
hierarchical positions managers might expect to traverse during their tenure with a
given organization.
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The perception of age expectations that define normal progress through a career
within an organization requires tWo judgements. First, managers must observe the
age distribution of the different career levels within their organization, and second,
they must make a judgement as to what range of ages represents normal progress,
fast progress, and slow progress. Their perception of their own position on the
organizational timetable is based on the results of these judgements. Position on
the organizational timetable carries with it inherent positive and negative associa-
tions. Typically, it is assumed that managers who see themselves as younger than
normal will define themselves as 'fast-track', or 'water walkers'. Conversely. mana-
gers who see themselves as older than normal may see themselves as marooned on
a .slow track to nowhere'. Kanter (1977, pp. 133-136), for example, calls these tWo
groups of managers the .mobile' and the 'stuck'. Given the positive and negative
attitudes associated with being ahead of or behind time, the central hypothesis of
this study is that managers who see themselves as ahead of time have more positive
attitudes towards work than managers who see themselves as either on time or behind
time.

THE PROBLEM AND THE METHOD

The instrument

A questionnaire was designed to assess managers' age judgements of the career
timetable within their organization and to examine the relationship betWeen their
beliefs and work attitudes. The questionnaire was developed in several stages
through pre-testing with MBA students (tWenty-two to thirty years old), middle
managers in the Sloan Fellows Program (thirty-five to forty-five years old), and
executives in the Senior Executives Program (forty-five to sixty years old) at the
Sloan School of Management, MIT. An additional pre-test was conducted with a
small group of managers within the company eventually studied.

In order to obtain managers' perceptions of the career timetable, they were
asked to give, for each hierarchical level in their organization, their judgement of
(1) the typical age of individuals in that level, and (2) the age range of individuals in
that level. In the following example. the responses suggest that Supervisors are
betWeen the ages of twenty-five and sixty-eight and typically thirty-six years old.

Give the typical age and age range of managers holding the specified poSitions

1. In this company my perception is that Supervisors are:

I : I : : : : : : : : I :
20 30 40 50 60 70

In order to measure managers' perceptions of how far off schedule they are in
their organizational careers. managers' judgements of the typical age for their own
career level were subtracted from their own age. Thus. the individual age discre-
pancy of a forty-year-old. first level manager who judged the typical age for his or
her level to be thirty-two. would be eight. Although this measure identifies the
extent to which managers' ages are discrepant with their perceptions of what is
typical for their career level. it does not identity directly whether managers perceive
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themselves as ahead of, on, or behind time. However, the data show that people in the
organization that was studied believe the average time in every career level is three
to four years. Thus, it seems reasonable to expect that managers who are within two
years of what they believe is typical for their own career level identify themselves as
on time, and that managers who are seven or more years younger than what they
believe is typical. roughly two career levels, identify themselves as ahead of time. In
view of recent evidence that people continue to hope that things will get better even
after the average length of time for career advances has passed (Bailyn, 1982, work
in progress; Bailyn and Lynch, 1983), a somewhat larger age discrepancy of ten
years or more-almost three career levels-seems reasonable to identify managers
who see themselves as behind time. The population of managers was divided
therefore into three groups: (1) managers with an individual age discrepancy
between -2 and + 2 were classified as on time; (2) managers with an individual age
discrepancy less than -7 were classified as ahead of time; and (3) managers with an
individual age discrepancy greater thaI} + 10 were classified as behind time.
Managers in the two in between categories (- 3 to -6, + 3 to + 9) were eliminated
from the analysis. Given the shared belief that age differences between career
levels are around three to four years. the psychological meaning of age
discrepancies in these in between categories is more tenuous.

The data suggest that the three categories accurately identify managers who see
themselves as either on time, ahead of time. or behind time in their organizational
careers. However. two cautions should be noted. First, there is no direct measure to
confinn managers' actual feelings of being on or off time; therefore, it is possible
that some managers are not accurately classified. Second. the boundaries defining
the on and off time categories are based on data from the organization that was
studied and are not necessarily generalizable to other organizations.

The questionnaire includes nine questions on work attitudes. Two questions are
based on items from the Job Diagnostic Survey (Hackman and Oldham. 1980),
four questions come from the MIT Alumni Survey (Bailyn and Schein, 1980), and
three are new to this questionnaire. Two of the questions ask respondents about
their satisfaction with current career or occupation (Nos 1, 2). Two questions inquire
about subjects. feelings of success (Nos 3. ~) in their work and tWo questions
examine subjects. work motivation (Nos 5, 6). These questions used six-point
scales. with responses anchored to statements 01 how strongly subjects agree or
disagree. The final three questions elicit information about subjects. work orienta-
tion (Nos i-9) as measured by their stated probability of leaving the organization
for changes in various aspects of work. These questions use five-point scales. with
responses anchored to statements of how likely a given in<1ucement would be to
influence the subject to leave the company within five years. High scores on these
questions suggest that managers are sufficiently work oriented that they would
consider leaving the organization in order to meet their needs for a particular work
environment.

The sample

The study was conducted in a large electric utility in the northeastern Vnited States.
The Bennix Power Company (not its real name) is an old. established organization.
Traditionally. people come to work in the company after finishing ~hool and
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remain until retirement. This is reflected in the high correlation between age and
number of years tenure with the organization (r z 0.84). The average age of
exempt employees is forty-five (range = 22-66) and the average tenure is twenty
years (range = 0-45). Managerial careers in this company have eight levels: Level
1 is a first level supervisory position and Level 8 includes the Chief Executive
Officer and President. The time-honoured route in management is to 'move up the
ranks' from positions requiring engineering backgrounds, a slow process in an
organization such as this.

The questionnaire was distributed through company mail to all exempt emp-
loyees. A stamped envelope was enclosed with each questionnaire, to be returned
to MIT through U.S. mail. One follow-up memorandum was distributed. Company
concerns prohibited extensive follow-up procedures. Forty-seven per cent
(N = 488) of all exempt employees returned the questionnaire. Actual demog-
raphic data were obtained on the age, sex, functional area, number of years tenure
with the company, and hierarchical level of all employees. A comparison of these
values with values obtained from respondents to the questionnaire shows that the
sample has demographic characteristics similar to those of the population.

FINDINGS

The division of the original sample into three groups based on individual age
discrepancies produced a subsample of 245 managers. Twenty-eight per cent
(N = 68) of these managers perceive themselves to be ahead of schedule, 33 per
cent (N = 82) perceive themselves to be on schedule, and 39 per cent (N = 95)

perceive themselves to be behind schedule. All the managers within this organiza-
tion show relatively high levels of work satisfaction and work orientation, thus the
findings are based on a comparison of differences betWeen the groups. This means
that groups with more negative attitudes are not necessarily dissatisfied. It only
means they are less satisfied than other groups.

The following analysis examines the global pattern of responses to aspects of
work satisfaction and work orientation. Items presented here are not meant to
represent all possible components of these attitudes towards work. For each ques-
tion, the 'per cent who agree' represents the fraction of managers who responded in
the tWo highest categories for that question. The Kruskal- Wallis T reported for
each table tests whether the ranking oi the responses of the three groups is the same
across all nine questions. If differences for the three groups are significant, differ-
ences betWeen pairs of groups are also examined {Conover, 1980, pp. 229-239).

Table 1 shows the percentage of each group that agreed with each of the nine
questions. This table shows clear differences betWeen the three groups (p < 0.00 1).
In all cases except for one, people who see themselves as ahead of time are more
satisfied with and more oriented towards work than either those who see them-
selves as on time (p < 0.001) or those who see themselves as behind time
(p < 0.001). In addition, managers who are on time have more positive attitudes
than those who are behind time. These results clearly support the hypothesis that
managers who perceive themselves as ahead of time have more positive attitudes
towards work than those who see themselves as either on time or behind time.

However, by definition. a person's perception of age discrepancy is related to his
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Table I. Work attitudes by individual ale discrepancy

Per cent who agree

Ahead of time On time Behind time
N = 68 N = 82 N = 9-<

78 69 S8

79 69 S3

59 56 48

69 58 49

SI 55 30

Work satisfaction:
(I) Generally speaking, I am very satisfied

with my current career choice
(2) I wish I were in a completely different

occupation.
(3) Generally speaking, I am very satisfied

with my career progress
(4) I am considered a successful persOn in

this company
(5) I like to think about my work even

when off the job
(6) My only interest in my job is to get

the money to do the other things I
want to do. 82 74 57

ss 42 38

71 S9 37

Work orientation:
(7) A higher salary would influence me lO

leave this company within five years
(8) A more challenging job would

influence me to leave this company
within five years

(9) Greater opportunity for advancement
would influence me to leave this
company within five years 75 57 42

.Per cent who disagree.

Kruskal-Wallis T -12.46.
df = 2.
p < 0.001

Ahead of time and On time, p < 0.001
Ahead of time and Behind time, p < 0.001
On time and Behind time. p < 0.001

or her own age. It is difficult for a fifty-five-year-old manager to perceive him or
herself as ahead of time, simply because it is not possible in this organization to be
ahead of time at that age. Table 2 shows that. in fact. there is a strong relationship
betWeen the ages of managers and their individual age discrepancy (y = 0.788.
P < 0.001). As managers get older. they are more likely to perceive themselves as
behind time.

The literature suggests that job satisfaction is positively related to age and the
number of years a person has worked in an organization (Adrisani ei ai.. 1977;
Janson and Martin, 1981; Van Maanen and Katz, 1976). For this reason, the
relationship observed in Table 1, suggesting that managers who perceive them-
selves to be ahead of time are the most satisfied, is surprising because these mana-
gers are the youngest of the three groups. This unexpeCted relationship may be ex-
plained by a second age-related observation about work, which is that the central-
ity of work varies over the life span (Evans and Bartolome, 1981; Schein, 1978).
Young managers who are just beginning careers and families tend to be more
involved with their work than older managers who often become more family
oriented. As children grow older and major career goals have either been achieved
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Table 2. Age by perceptions of being on or off time

Ahead of time

070 (N)

On time Behind time

"0 (N)Age '10 (N)

< 35
35-50
> 50

53
47
0

(36)
(32)
(0)

11
57
32

(9)
(47)
(26)

S
28
67

(.5)
(26)
(64)

Total: 100 (68) 100 (82) 100 (95)

i = 108.9
df = 4.
P < 0.001.

y a 0.788.

p < 0.001.

or not achieved. the pattern of work-family accommodations changes (Bailyn.
1978). In order to see whether the centrality of work is a possible explanation for
the observed relationship betWeen perceived time categories and work attitudes. a
single age group. managers betWeen the ages of thirty-five and fifty, was examined.

Excluding the Chief Executive Officer and President in this company, the actual
average ages for all career levels fall betWeen 47 and 5-+. Thus. being on or off time
is probably most critical for managers betWeen the ages of thirty-five and fifty who
are facing knowledge of the probable outcome of their career with the company, In
addition to perceived organizational constraints, people at this age also face age
expectations outside their organizational lives. The expectation is that if people
wait any longer to make major job changes. they will be perceived as 'too old' and
will be unable to find other work (Lawrence, 1980). Even if they have no intention
of actually leaving, thirty-five to fifty-year-old managers in this company must face
the realization that future options are probably limited. For these reasons, the issue
of 'How I am doing in my career?' is likely to be highly salient to these individuals.
thus minimizing the expected differences betWeen the' three groups, It is possible
that dissatisfied employees in this age category have already left the company. in
which case. those who remain have already adapted to staying. However. the low
turnover in this organization suggests that this would have linle effect on this

sample.
Table 3 shows the work anitude scores of managers betWeen the ages of thirty-

five and fifty, Although the three groups are still significantly different tp < 0.01).
the differences have diminished, Those who see themselves as on time are now
similar to those who see themselves ahead of time (p = n.s.). On four of the nine

questions, on time managers are more satisfied with and more oriented towards
work than ahead of time managers. It is interesting to note. that" even though the
tWo groups are similar. people who see themselves as ahead of time are still (1)
more satisfied with their own career progress, and (2) more likely to feel they are
considered successful by others than those who are on time. However, despite the
fa<;t that on time and ahead of time groups are similar, the behind time group
remains more negative about work than either group on all nine questions
(p < 0.01; P < 0.01). Thus. it appears that although controlling for the probable
centrality of work using age reduces the differences betWeen the three groups,
people who see themselves as behind time are still less satisfied with and less
oriented towards work.
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Table 3. Work attitudes by individual age discrepancy
Subsample: Ages 35 -50

Per cent who agr~

Ahead of time On time Behind time
N = 32 N = 47 N = 26

69 70 35

84 63 39

66 45 31

68 57 56

50 58 31

Work satisfaction:
(1) Generally speaking, 1 am very satisfied

with my current career choice
(2) I wish I were in a completely different

occupation.
(3) Generally speaking, I am very satisfied

with my career progress
(4) I am considered a successful person in

this company
(5) I like to think about my work eveJI

when off the job
(6) My only interest in my job is to get

the money to do the other things I
want to do. 78 79 S6

50 49 44

63 68 46

Work orientation:
(7) A higher salary would influence me to

leave this company within five years
(8) A more challenging job would

influence me to leave this company
wi thin five years

(9) Greater opponunity for advancement
would influence me to leave this
company within five years 72 74 68

.Per cent who disagree.
Kruskal-wa11is T 8 10.51

df = 2.
p < 0.01.

Ahead of time and On time. p -n.s.
Ahead of time and Behind time. p < 0.01
Ahead of time and Behind time. p < 0.01

One possible explanation for these results is that behind time managers are really
behind schedule and thus have a legitimate reason for their feelings. The actual
career schedule of managers was measured using the actual age distribution for
each career level. Managers more than one standard deviation younger than aver-
age are considered actually a.head of schedule. managers within one standard devia-
tion of the average are considered actually on schedule. and managers more than
one standard deviation older than average are considered actually behind schedule.
Thus. being behind schedule means being older than the average age for one.s own
level. It does not mean being behind the normal pattern of mobility with age (e.g.
Rosenbaum, 1979a). Using this measure of the actual career schedule. none of
these thirty-five to fifty-year-old managers is actually behind schedule. The
youngest average age for any career level in the company is forty-seven with a
standard deviation of six, meaning that managers must be over fifty-three before
they are really behind schedule. Table ~ shows how many of the managers in each
perceived time category are actually ahead of schedule. actually on schedule. or
actually behind schedule.
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Table 4. Actual schedule by perceived schedule

Subsample: Ages 35 -SO

~
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Table 5. Work. attitudes by individual aae discrepancy
Subsample: Ages 35 -SO and actually on schedule

Per cent who agree

Ahead of time On time Behind time
N z 16 N = 37 N = 2.5-

69 70 32

81 64 40

S8 41 28

63 53 54

44 62 32

Work satisfaction:
(1) Generally speaking, I am very satisfied

with my current career choice
(2) I Wish I were in a completely different

occupation.
(3) Generally speaking, I am very satisfied

with my career progress
(4) I am considered a successful person in

this company
(.5) I like to think about my work even

when off the job
(6) My only interest in my job is to get

the money to do the other things I
want to do. 75 73 54

44 41 42

56 62 44

Work orientation:
(7) A higher salary would influence me to

leave this company within five years
(8) A more challenging job would

influence me to leave this company
within five years

(9) Greater opportunity for advancement
would influence me to leave this
company within five years 69 68 67

.Per cent who disagree.
Kruskal-Wallis T a 8.34.

df -2.
p < O.os.

Ahead of time and On time. p -D.S.
Ahead of time and Behind time. p < O.OS.
On time and Behind time, p < O.OS.

their careers, or they may have achieved their current position only recently after
slow movement throughout their organizational tenure. ~anagers who have not
changed jobs recently may compare themselves with others of similar ages and feel
beh~nd schedule and 'deprived' when they see managers in their comparison group
begin new jobs (Adams, 1965; Martin, 1981). These feelings of deprivation could
then result in more negative work attitudes.

The data in this study are cross-sectional, thus the entire career paths of these
individuals cannot be examined. However, the number of years subjects have been
in their current jobs provides an indication of recent career movement, Table 6
shows that, in fact, people who see themselves as behind schedule are much more
likely to have been in their current jobs longer than four years than those who see
themselves as ahead of or on time-even when those groups are controlled for age
and actual time category. Although these findings are suggestive. additional
research needs to be conducted to understand the process by which people makeand then interpret age judgements of managerial careers. .
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Table 6. Number of years in current job
Subsample: Ages 35-50 and actually on schedule

Perceived schedule
Ahead of and On time

". (N)
Number of years
in current job

Behind time
'10 (N)

0-4 Years
5 + Years

61
lQ

(30)
(19)

22
78

(5)
( 18)

Total: 100 (49) 100 (23)

SUMMARY AND DISCUSSION

These data support the original hypothesis that managers who see themselves as
ahead of time are more satisfied with and more oriented towards work than other
managers. In general, managers who feel they are ahead of time have more positive
work attitudes than managers who feel they are on time, and managers who feel
they are on time have more positive work attitudes than those who feel they are
behind time. However, the relationship between individual age discrepancies and
work satisfaction and work orientation is not linear. Although managers who see
themselves as behind time are always the most negative group, the ahead of time
and on time groups have similar attitudes when controlled for age and actual time
schedule. The comparatively negative attitudes of the behind time group may be
explained by the joint effect of perceptions and actual position on the organiza-
tional timetable.

Managers' judgements of whether they are on or off time frequently are inaccu-
rate. These judgements may be related to the recent career movement of the
manager. Managers are more likely to see themselves as ahead of time or on time if
they have staned new jobs within the last four years. This suggests that relative
deprivation is a possible explanation for the age judgements and comparative dis-
satisfaction of the behind time group.

There are two major implications of this study. First. although some researchers
suggest that age distributions, also referred to as age demography, are the single
critical factor in explaining some organizational outcomes (Pfeffer, 1981), these
distributions alone clearly are insufficient for understanding the relationship be-
tWeen age and work attitudes. Both individual perceptions and demographic in-
formation on age must be considered. Second, if it is true that managers define
themselves as behind schedule as a result of in frequent job moves, then organiza-
tions can alleviate some of the comparatively negative feelings experienced by this
group by providing alternative job opponunities. It is possible that movement in
itself rather than upward movement is what is critical in determining age judge-
ments. Lateral moves (Hall, 1976; Schein, 1978; Stoner et ai., 1980) may be just as
effective an intervention as venical moves. This has significant implications in a
time when an aging work force decreases the opponunity for upward mobility
within organizations.



34 B. S. Lawrence

ACKNOWLEDGEMENTS

I gratefully acknowledge the assistance of all those individuals in the Bennix Power
Company whose cooperation made this study possible. I would also like to thank
Tom Allen, Richard Bagozzi, Lotte Bailyn, and Edgar Schein of the Sloan School
of Management. MIT. for their helpful comments. This research was supported by
grants from the Administration on Aging No. 90 A TO 0 33/11 and the Office of
Naval Research, Contract NOOOI4-80-C0905; NR 170-911.

REFERENCES

Adams, S: J, (1965). .1nequlty in social exchange., In: Berkowitz, L. (Ed.) Advances in
Expenmental SocIal Psychology, Academic Pre~, New York., pp, 267-299,

Andnsanl, P. J" Appelbaum, E., Koppel, R. and Miljus, R. C, (1977). \.Vork Attitudes and
Labor ,\.farket Experience: Evidence from Nazionai LongItudinal Surveys, Center for
I:-abor and Human Resource Studies, Temple Universiry, Pennsylvania.

Ballyn, L. (1978). 'Accommodation of work to family., In: Rapaport, R. and Rapaport, R.
(Eds) Working couples, Harper & Row, New York, pp, 159-174.

Bailyn, L. (1979). .Taking off for the top: How much acceleration for career success'?'
Management Review, 68(1), 18-23,

Bailyn, L, (in collaboration with E. Schein). (1980). Living with Technology: Issues at
,t\.1id-career, MIT, Massachusetts.

BaiJyn, L. and Lynch, J. T. (1983). 'Engineering as a life-long career: Its meaning, its
satisfactions, its difficulties., Journal of Occupational Behaviour, 4, 263-283.

Conover, W. J. (1980). PraCtical Nonparametric Statistics (2nd edn), Wiley, New York.
Eisenstadt, S. N. (1956). From Generation to Generazion: Ag~ Groups and Social Structure,

Free Pre~ of Glencoe, London.
Evans, P. and Bartolome, F. (1981). Must Success Cost So Much? Basic Books, New York.
Hackman, J. R. and Oldham, G. R. (1980). Work Redesign, Addison-Wesley, Mas-

sachusetts.
Hall, D. T. (1976). Care~rs in Organizations, Goodyear, California.
Hogan, D. P. (1978), 'The variable order of events in the life course., American Sociological

Review, 43,573-586.
Hogan, D. P. (1980). 'The transition to adulthood as a career contingency., .4merican

Sociological Revi~w, 45, 261-2i6.
Janson, p, and Martin, J. K. (1981). 'Notes on the qualify of working life: Job satisfaction

and age., Pennsylvania State University (unpublished paper).
Kanter, R. M. (1977), ,\.fen and \.Vomen ofth~ Corporation. Basic Books. ~ew York.
Kidder, T, (1981). The Soul ofa .'Vew ,\.fachine, Little. Brown and Company. Boston.
Lawrence, B. S. (1980). 'The. myth ot the midlite crisis', Sloan ,\.fanagement Review, 21(4),

35-49.
Martin, J. (1981). 'Relative deprivation: A theory of distributive injustice tor an era of

shrinking resources', In: Cummings, L. L. and Staw, B. M. (Eds) Research in Organiza-
tional B~havior, Volume 3, JA1, Connecticut, pp. 53-107.

Neugarten, B. L. and Datan, N. (1973). 'Sociological perspectives on the life cycle', In:
Baltes, P. B. and Schaie, K. W. (Eds) Life-Span Developmental Psychology: Personality
and Socializazion, Academic Pre~, New York, pp. 53-il.

Neugarten, B, L., Moore, J. W. and Lowe, J. C. (1968). 'Age norms, age constraints, and
adult socialization'. In Neugarten, B. L. (Ed,), l\.fiddle Age and Aging: A Reader in Social
Psychology, Universiry of Chicago, lllinois, pp. 22-28.

Pfeffer. J. (1981). .Some consequences of organizational demography: Potential impacts of
an aging work force on formal organizations', In: ~arch, J. G. (Ed.) Aging and Social
Change, Academic Pre~, ~ew York, pp. 291-329.

Riley, M. W" Johnson. J. and Foner, A. (Eds). (1972). Aging and Society, Volume Ill: A
Sociology of Age Strazificalion, Russell Sage, New York.



Age Grading 3S

Rosenbaum, J. E. (1979a). 'Organizational career mobility: Promotion chances in a corpora-
tion during periods of growth and contraction', American Journal of SocIOlogy , 85.21-48.

Rosenbaum. J. E. (1979b). 'Tournament mobility: Career l'atterns in a corporation',
Administrative Science Quanerly, 24, 220-240.

Schein, E. H. (1978). Career Dynamics: Matching Individual and Organizational Needs.
Addison- Wesley, Massachusetts.

Sofer, C. (1970). Men in Mid-career: A Study of British Managers and Technical Specialists,
Cambridge University, Great Britain.

Stew man , S. and Konda. S. L. (1983). Careers and organizational labor markets: Demo-
graphic models of organizational behavior', American Journal of Sociology, 88, 637-685.

Stoner. J. A. F., Ference, T. P.. Warren, E. K. and Christensen. H. K. (1980). ,Wanagerial
Career Plateaus, Center for Research in Career Development, Columbia University, New
York.

Van Maanen, J. and Katz, R. (1976). 'Individuals and their careers: Some temporal consid-
erations for work satisfaction', Personnel Psychology: 29.601-616.


