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ABSTRACT 

 

 

 This research explored the generational differences in communication styles and 

work values that exist among teachers in a South Texas school district.  The study used 

responses from a survey that asked teachers their preferred and rarely used 

communication methods in general as well as for specific work-related situations.  The 

teachers were also asked to rank the importance of work values frequently found to be 

different among generations. 

 Current literature on generational differences is a combination of research and 

“popular culture” beliefs that attempt to define generations such as the Traditionalist, 

Baby Boomers, Generation X, and Millennials.  Each generation has its own 

characteristics, which have influence on the way those in the generation believe, think, 

and act.  This study focuses on the teachers from generations currently working in EC-12 

education to explore potential differences, and the conflicts the differences may cause, to 

help school leaders manage these diverse groups teaching in their schools. 

 The findings suggest that differences do exist, but not for all situations. For 

situations where school administrators must address the teachers directly, most prefer 

this interaction to be face-to-face.  For communications directly with parents, most 

generations prefer email or phone. The findings on the work values are consistent with 

the expectations of generations at large. 
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CHAPTER I 

INTRODUCTION 

Overview 

In the introduction of Espinoza, Ukleja, and Rusch’s  2010 book, Managing the 

Millennials, the statement is made, “Raise your hand if you have ever had an encounter 

at work with a younger employee that left you completely puzzled. Relax, you are not 

alone!” (p. xiii).  Members of organizations from every generation may frequently feel 

this confusion while interacting with those from different generations.  There are many 

reasons why older workers may feel puzzled or frustrated.  One explanation is that the 

experiences of each generation often result in the differing values, expectations, and 

preferred methods of communication (Glass, 2007).  This study will explore these 

generational differences in work values and communications as they apply to teachers in 

a single school district in Texas.  

At the turn of the 21st century, books and articles were written about the changing 

nature of the workplace caused by the entrance of the millennial generation into the 

workforce (Smola & Sutton, 2002).  Much of the information in this literature was 

written to help managers lead in a generationally diverse environment. A manager might 

hear a variety of conflicting voices in the workplace that are the result of differing 

values, ambitions, and points of view from various generations in their organizations 

(Zemke, Raines, & Filipczak, 2013). Generational differences are highlighted in the 

popular press and business literature but are frequently based upon experiences and 
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opinion.  There have been some empirical studies based upon more rigorous peer-

reviewed research (Myers & Sadaghiani, 2010).  

The members of each generation in an organization have their own points of 

view based upon their family influence, educational attainment, morality, peer influence, 

religious and spiritual affiliation, as well as the culture in which they were reared 

(Espinoza et al., 2010).  These varying points of view impact the ways generations 

interact with each other. Generations in an organization may be defined by the age of the 

individuals or when a person entered into an organization, both of which influence how 

they were socialized into the organization.  One explanation of differences within the 

organization may be described by the modern cohort concept of a generation, which 

helps each individual understand their relationship in the organization as well as to the 

society as a whole (Joshi, Dencker, & Frantz, 2011). The rising and falling of 

generations along with historical and social events drive changes in culture and social 

norms (Kowske, Rasch, & Wiley, 2010).  

It has been suggested that four primary generations (Traditionalist, Baby 

Boomers, Gen Xers, Millennials) are currently participating in the workforce (Zemke et 

al., 2013).  Each generation has its own persona, which is influenced and can be 

identified by perceived membership in the generation, common beliefs and common 

points of time based upon birth dates (Howe & Strauss, 2000). The common values, 

preferences, and attitudes are the filters each generation uses to interpret experiences as 

they progress through life (Kupperschmidt, 2000). Different authors have labeled the 

oldest generation with members currently alive differently.  For example, Silent (Howe 
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& Strauss, 2000), Traditionalist (Zemke et al., 2013), Veteran (Lovely & Buffman, 

2007), or Builders (Espinoza et al., 2010). Although many have passed away,   

approximately 75 million individuals are identified as part of this generation (Lancaster 

& Stillman, 2002) and they were greatly influenced by the Great Depression and World 

War II. The generation that followed the Silents or Traditionalist, has been consistently 

called Baby Boomers or Boomers (Espinoza et al., 2010; Howe & Strauss, 2000; Zemke 

et al., 2013).  This generation is the largest generation in this study with 80 million 

members (Lancaster & Stillman, 2002; Smola & Sutton, 2002). This generation resulted 

from the increase in birth rates that occurred when the soldiers returned from World War 

II.  

The next generation is called some form of “X” such as Generation X (Espinoza 

et al., 2010; Lancaster & Stillman, 2002), or Gen Xers (Zemke et al., 2013) or just X, as 

they are identified by Howe and Strauss (2000).  As children of the Baby Boomers, 

members of this generation were born and raised through the turbulent late 60s, 70s and 

early 80s and is the smallest of the generations with only 45 million members (Lancaster 

& Stillman, 2002). The last group has been identified as Generation Y since they 

followed Generation X (Tulgan, 2009). Other names include the Echo Boom (Alsop, 

2008) or Baby Busters (Donnison, 2007). However, the most common name is 

Millennials (Howe & Strauss, 2000; Espinoza et al., 2010; Zemke et al., 2013). This is 

the last cohort of the 20th century and is almost as large as the Baby Boomer generation 

with a membership of 76 million (Lancaster & Stillman, 2002). Even though there are 

different names associated with each generation, the point many writers are making is 
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that differences do exist between the various age groups or generations in the workforce.  

An understanding of these differences can help managers and marketers to apply 

strategies to meet the unique needs of each generation. 

It could be argued that the differences between younger generations and the older 

ones have always existed.  The values and attitudes of rising generations are often 

thought to be a result of age (Espinoza et al., 2010).  Younger employees often behave in 

ways that are perceived as wrong or immature by managers and older co-workers.  These 

differences may create conflict between the older and younger generations, especially in 

the workplace. Every new generation may have a tendency to irritate or annoy the 

existing generations when they enter the workforce and bring new ideas and 

technologies.  However, those in the existing generation who are comfortable with the 

way things are, often fail to appreciate that the world does not stay the same and change 

is inevitable (Tulgan, 2009). The younger generation grew up in a world different from 

the previous generation and the experiences they had may be the cause of the 

differences.  

Maturity does not fully explain the differences in subsequent generations. As 

new generations enter an organization, they bring their own wants and needs with them. 

Rules about dress codes, work schedules, and communication often create conflict 

because of generational preferences that violate the existing norms (Lancaster & 

Stillman, 2002). Norms for simple ideas such as appropriate dress and the expectation 

for communication or etiquette are often challenged when new generations enter the 

organizations and the result is the rules are forever changed (Tulgan, 2009). Karl 
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Mannheim first tried to explain the impact of generations when he wrote “young 

generations are imperfectly socialized because of a gap between the ideals they have 

learned from older generations and the realities they experience” (as cited in Codrington, 

2008, p. 3). 

The challenge in the workplace is to recognize the different value systems and 

demands of each generation (Kupperschmidt, 2000) and how to manage these preferred 

different work values and styles (Zemke et  al., 2013). Successful managers are those 

who understand and find ways to meet the needs of each individual as well as each 

generation within the organization. Misunderstandings that result from generational 

differences can be disastrous at a personal level as well as within an organization 

(Lancaster & Stillman, 2002).   

The youngest Traditionalists are now in their early seventies. There are only a 

few of them remaining in the workforce. Therefore, the dominant generations in the 

workforce today are Baby Boomers, Gen Xers, and Millennials. Since Baby Boomers 

are retiring at a rapid pace and Gen Xers are fully in the workforce, management 

literature has focused on the need for these two generations to understand and learn how 

to work with the Millennials who will soon be fully in the workforce and begin rising 

through the ranks of companies (Herbison & Boseman, 2009). Baby Boomers are now 

reaching or nearing retirement, so another generational consideration is succession 

planning because there is the discrepancy in size between the Baby Boomers and Gen 

Xers and the Millennials.  Since the Gen Xer generation is significantly smaller than the 

Baby Boomers, there may not be enough of them to replace the retiring Boomers. This 
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means that over the next few years, Millennials will need to quickly assume leadership 

positions within many organizations. 

Some specific challenges for leaders addressed in the literature are work ethic, 

communication methods, and loyalty to the organization (Herbison & Boseman, 2009; 

Kowske et al., 2010). The differences in work values and the use of different 

communication technologies are frequently cited as causes of conflict within the 

organization, which impact the effectiveness of the organization as a whole (Hillman, 

2014). Schulze et al. (2017) write “[c]ommunication effectively has been shown to 

predict important organizational outcomes including leadership, individual and team 

performance” (p. 283).  In the school setting, one of the important outcomes is student 

success, which is often influenced by strong communication about pedagogy as well as 

organizational structures among the teachers and administration (Arlestig, 2008).  

School leaders must understand and design structures to create positive communication 

about instruction for the school to be successful.  This includes understanding 

generational characteristics and the value teachers place on collaboration and their use of 

various communication methods.  

An example of these differing characteristics is that Millennials have a greater 

desire to work collaboratively in contrast to Gen Xers, who tend to want to work more 

independently (Howe & Strauss, 2000). Millennials desire to frequently communicate 

with peers but prefer using social media and texting instead of face-to-face or phone 

interactions (Herbison & Boseman, 2009). This comfort with technology helps them to 

access information quickly and opens a world to them that has no boundaries (Hershatter 
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& Epstein, 2010). But older generations and leaders fear that their over reliance on 

technology may hinder the interpersonal skills needed to work within an organization.  

Problem Statement 

Understanding the different characteristics between the generations may be a key 

tool to a productive and innovative organization (Kupperschmidt, 2000). Hillman (2014) 

quotes Carver and Candela (2008) when he writes “[m]anagment failure to address 

generational work-values differences has been shown to result in low organizational 

morale, increased turnover, and reduce profits” (p. 241).  A number of researchers report 

poor communication and other organizational issues that can lead to conflict between 

generationally-diverse employees (Arsenault, 2004). Because of generational 

personalities, two areas where conflict may arise are intergenerational communication 

(Hummert, 2008) and work values (Smola & Sutton, 2002; Wong, Gardiner, Lang, & 

Coulon, 2008).  An objective of this study is to consider differences in communication 

and work values between generations so school administrators can better assist when 

conflict arises.  

Defining communication is difficult.  Littlejohn and Foss (2010) state, “Scholars 

have made many attempts to define communication, but establishing a single definition 

has proved impossible and may not be very fruitful” (p. 3). One textbook definition calls 

communication a process where an individual expresses, interprets, and manages spoken 

words, nonverbal queues, pictures, or texts with others (Verderber et al., 2014).  For this 

study, communication will be defined as the formal or informal process where one 

attempts to convey one’s thoughts or ideals to another person or persons. This 
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communication may be written, verbal, or nonverbal and may occur in person or via any 

electronic media available.  The items selected for study are communication situations 

teachers frequently have when working in a school setting. 

Communication experts use the term “intergenerational communication” to 

describe interactions between individuals from different generations (Hummert, 2008).  

Because Millennials’ preferred communication tools are the use of technology through 

social media and text, an immediate response is often expected (Espinoza, 2012). In the 

work setting, some researchers believe younger employees use technologies with greater 

ease and proficiency in addition to utilizing a variety of media to complete work 

(Woodward & Vongswasdi, 2017). The use of technology may be a source of conflict 

between generations in the workplace. The conflict may occur because the Millennials’ 

use of electronic methods, like texting, as their primary method of communicating, lacks 

the interpersonal connection and relationships needed to resolve conflict or deliver bad 

news (Glass, 2007). Hummert (2008) says this Computer Mediated Communication 

(CMC) interaction has great potential for miscommunication to occur or for the 

participants to be dissatisfied with these interactions, especially in the workplace. 

Although some argue that the use of CMC may broaden the social and geographic 

boundaries that often exist in organizations, the use of indirect methods of 

communication reduces the social and non-verbal cues required to avoid distortion in the 

communication (Myers & Sadaghiani, 2010). Because of the differences in values and 

attitudes, the inappropriate use of CMC likely will increase the conflicts between 

generations (Glass, 2007; Smola & Sutton, 2002). Additionally, Baby Boomers as a 
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generation prefer to communicate face-to-face (Zemke et al., 2013) and this alone may 

be a source of conflict and frustration. 

Work values reflect the standards in a work environment that define what is right 

or important (Smola & Sutton, 2002; Wong, Gardiner, Lang & Coulon, 2008).  Each 

person in the workplace brings their own set of values, which are then influenced by the 

socialization that occurs while they work in the organization. These values directly 

impact an employee’s perception, behavior, and attitude while at work as well as 

influence decision-making and problem solving on the job (Twenge et al., 2010). 

Because values impact workers’ behaviors, competing values create the “opportunity for 

confusion and discord” (Espinoza, 2012, p. 32). Diversity and competition for jobs and 

customers has those in human resource departments realizing that there are 

misunderstandings and even resentment between the older generations and the 

Millennials (Chen & Choi, 2008). Older generations may have a perception of what is 

the right way to work and discord may result when the younger workers violate those 

norms. 

Because the workers in schools are influenced by the greater society, school 

leaders who want to provide a quality education to all students must understand and lead 

the conversation about the differences in communication styles and work values between 

the generations who are teaching and working in the school house.  This conversation 

should reduce the conflict these differences may create between the generations in the 

school setting (Edge, 2014).  With the Baby Boomer administrators moving closer to 

retirement, this knowledge will impact their final years of work as they prepare the rising 
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Gen X leaders to better manage and work to retain teachers from all generations 

especially Millennials (Lovely & Buffman, 2007). Additionally, Lovely and Buffman 

(2007) point out, not only are the employees getting younger, but there is a greater 

divide between the parents and administrators. An understanding of generational 

differences is essential to bridge this gap. Therefore, school administrators have the 

unique challenge of understanding generational differences with their employees as well 

as their primary customers, the parents. 

Purpose of the Study 

Generational affiliations result from “shared experiences, hardships, social norms 

and turning points” (Lovely & Buffman, 2007, p. 3). These differences may be 

magnified in the close working environments of schools where communication is key. 

Differing work values between younger, mid-career, and late career teachers are 

impacted not only by differing individual personalities but also by the different 

experiences each generation brings to the organization. The purpose of this research 

study is to explore the differences in the communication styles and work values between 

these generations working in schools. Utilizing Strauss and Howe’s (1991) birth years, 

there are currently three primary generations working in Early Childhood through 12th 

grade education (EC-12): Baby Boomers are defined as those who were born between 

1946 and 1964, Gen Xers are people who were born between 1965 and 1985, and 

Millennials as those born between 1985 and 2000 (Howe & Strauss 2000; Strauss & 

Howe, 1991). 
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Communication is key in any organization and dialogue between different 

generations does not come naturally (Lovely & Buffman, 2007).  Glass (2007) writes 

that Baby Boomers and Gen Xers use the most effective method of communication 

available and will travel to another office or location to have a face-to-face conversation 

with a colleague.  In contrast, Millennials are more comfortable using electronic 

methods of communication such as text, instant messaging, or email (Glass, 2007; 

Zemke et al., 2013). The media richness model proposed by Daft, Lengel, and Trevino 

(1987) suggests that the selection of a method is frequently based upon the “fit or match 

between the medium capacity (richness…) and the nature of the task” (as cited by Kim 

et al., 2007, p. 1185) and the selection of the specific method is influenced by the 

communication type as well as the participants.  Media richness is manifest along a 

continuum where face-to-face has a high level of richness since body language and facial 

expressions provide context clues for effective communication (Schulze et al., 2017). 

Text-based communication is on the other end of the spectrum because it often lacks 

immediacy and the nonverbal clues, which aid in communication. As previously 

mentioned, the over or inappropriate use of email and other Computer-Mediated 

Communication (CMC) can be a source of generational conflict (Glass, 2007; Smola & 

Sutton, 2007). While trying to manage the generations in schools, administrators 

frequently fail to recognize these differences in preferred communication methods 

because education is a communication business and these generational communication 

breakdowns frequently lead to conflict that limits understanding and progress (Lovely & 

Buffman, 2007). 
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The educational literature writ large tends to address communication in the 

context of impactful instructional strategies not on managerial communication (Hallinger 

& Heck, 2010; Robinson, Lloyd, & Rowe, 2008). Effective leaders in schools 

communicate frequently about pedagogy and instructional matters; however, most 

communication from the principal simply transmits information (Arlestig, 2007).  In this 

study, the focus was on non-instructional communications. The literature on values and 

achievement in schools focuses on an alignment of the individual goals with the school 

goals (Ross & Gray, 2007). These individual goals relate to the teachers’ philosophy of 

education and the goals the teachers have for instruction. For this study, the goals found 

on the survey were individual goals relating to a teacher’s personal wants and needs, not 

these educational values. 

There is frequently conflict between the Baby Boomer administrators and the 

Millennial teachers because of generational differences in work values (Edge, 2014). 

These differences may be described as a generation gap.  The term generation gap is 

sometimes used to describe differences that exist between the values and the behaviors 

of those who are young and those who are older in an organization (Taylor & 

Thompson, 1976). Baby Boomers believe younger generations are not working as hard 

as they should since they are not working ten-hour days in the office. (Glass, 2007). Gen 

Xers seek to have a balance between work and family by working flexible hours or by 

choosing to work from remote locations (Chen & Choi, 2008; Glass, 2007; Hershatter & 

Epstein, 2010; Tolbize, 2008).  They focus on the outcomes rather than time on task 

(Glass, 2007).  This is different from Millennials who focus on results and may not care 
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about how the results were achieved (Glass, 2007). Past research shows that differences 

in work values between generations cause conflict in the work place so managers need to 

understand and be able to manage these conflicts (Hillman, 2014). Another area where 

the conflict between generations frequently creates conflict is in the method of 

communication. Communication is important in any organization.  Researchers believe 

that the effective flow of communication from various members of the organization 

(administrators to teachers, teachers to teachers, teachers to parents) is vitally important 

(Lavoie-Tremblay et al., 2010 as cited in Hillman, 2014). 

The study investigated the question “Are there differences in communication styles 

and work values between the members of the generations currently working in EC-12 

education?” and “Are those generational differences the same among ethnic/ racial 

groups or between genders of the different generations?”  

Theoretical Perspective 

 This study explored Generational Theory proposed by Mannheim (1952) and 

expanded by Strauss and Howe (1991) as it relates to teachers currently working in EC-

12 schools. It will use the theory to explore the generational differences in 

communication and work values. In generational research and in popular culture there 

are many books and articles that address the differences between the generations. Some 

offer suggestions on how to manage the different generations in the workplace 

(Lancaster & Stillman, 2002; Zemke et al., 2013). The dominant communication 

methods found in research are: face-to- face; phone; texting/instant messaging; and 

email.  These methods are often the subject of generational research (Graham, 2015; 
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Lengel & Daft, 1989).  Additionally, this study considered the different work values that 

may exist between generations currently working in EC-12 education.   

Research Questions 

The research questions for this study were: 

1. To what extent do teachers from different generations differ in their communication 

methods and work values? 

2.  To what extent does the context of communication impact how teachers from 

different generations select their preferred method of communication?  

3. To what extent does gender of the teacher explain generational differences in 

communication methods or work values? 

4. To what extent does racial/ethnic affiliation of the teacher explain generational 

differences in communication methods or work values? 

Significance of the Study 

Generational Theory proposes that generational cohorts can be identified and 

they have a distinct personality based upon events that occur during their formative 

years. Sherman (2006) has researched generational differences in communication and in 

work values in the field of nursing. Other research on generational differences in work 

values has been conducted with hospitality workers (Chen & Choi, 2007; Kapoor & 

Solomon, 2011) and in broader settings (Cennamo & Gardner, 2007; Meriac, Woehr, & 

Banister, 2010; Schullery, 2013; Shaw & Fairhurst, 2008; Twenge, 2010; Twenge & 

Campbell, 2007; Twenge et al., 2010) but little research has been conducted in the 

education workplace.  
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In popular culture literature, there has been a great deal written about Millennials 

(Myers & Sadaghiani, 2010).  Technology has changed the way people communicate, 

especially in the workplace. Tapscott (2008) highlights that as the Gen Xers and 

Millennials get older, a return to text based communication like social media, email, and 

text/instant messaging has occurred and there has been a move away from the visual and 

oral focus of the TV age. Millennials are seen as the “Look at Me” generation and some 

in management are concerned about the impact of this disposition on the workforce, 

especially as it relates to their communication skills (Myers & Sadaghiani, 2010). The 

self-focus of Millennials may make multigenerational work groups ineffective and may 

even be disruptive to the organization. Differing work values that result from a self-

centered employee may also be a source of tension. Although there has been much 

written about generations in the workforce, it has been based largely upon qualitative 

sources such as interviews and even anecdotal accounts and with little empirical 

evidence of the generational differences (Twenge et al., 2010).  Writing about 

Mannheim’s original Generational Theory, Pilcher (1994) writes there have not been 

significant empirical studies to support the theory. The same can be said about 

generational differences in prior educational literature, which are based upon anecdotal 

data (Lovely, 2010).  Edge (2014) writes “[t]he empirical generational evidence has not 

been collectively reviewed in recent years and it has, more specifically not been 

considered within the education community to inform theory and practice related to 

school leadership and school improvement” (p. 137). Therefore, the researcher hopes the 

findings in this study will add an empirical research perspective to the literature. 
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 Summary of Chapter I 

Chapter I introduced the problem of generational differences in preferred 

communication methods and work values in the EC-12 educational setting.  The purpose 

of the study, the theoretical framework, and the research questions were presented. In the 

final section, the significance of the study was discussed. Chapter II provides a review of 

the literature on generations including Generational Theory, communication styles, and 

work values. Chapter III reviews the research methods used in the study, and Chapter IV 

reviews the data and the statistical analysis of the study.  Finally, Chapter V discusses 

the findings of the study and review potential next research steps that can be taken. 
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CHAPTER II 

LITERATURE REVIEW  

Introduction 

 Theorists, managers, and marketers are curious about the differences between 

older generations and younger generations.  Scholarly researchers and popular literature 

writers have many ideas about the differences between generations and their impact, 

which they share as “insight” and opinions with their readers. This chapter reviews the 

literature found on the current generations in the workforce.  After an explanation of 

these generations and the differences that exist between them, a review of 

communication methods and work values will be explored as they relate to current 

generations. Later in the chapter, the theoretical background of the study will be 

discussed to explore possible explanations for the differences and conflicts that are 

caused. 

The definition of a generation differs from writer to writer and from situation to 

situation.  A generational cohort is a group that has its own set of beliefs and values that 

form the collective personality (Brunetto, Farr-Wharton, & Shacklock, 2012; Strauss & 

Howe, 1991; Taylor & Keeter, 2010). The beliefs and values result from a generation’s 

experience and reaction to common historical events (Donnison, 2007). This generation 

should not be confused with the familial generation, which includes child, parent, 

grandparent, and so on. (Kowske, Rasch & Wiley, 2010). 

Despite some disagreements about names and birth years, most writers agree 

there are five generations currently living: the Silents, sometimes called Traditionalist; 
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Baby Boomers (Boomers); Generation X (Gen Xers); Millennials, sometimes called 

Generation Y; and Generation Z (not formally named) (Alsop, 2008; Chen & Choi, 

2008; Lancaster & Stillman, 2002; Lovely & Buffman, 2007; Schullery, 2013; Strauss & 

Howe, 1991; Tulgan, 2009; Twenge et al., 2010; Zemke et al., 2013).  For this study, the 

focus is on the current workforce in EC–12 education which includes the Baby Boomers, 

Generation X, and Millennials. 

Generations 

Baby Boomers (Boomers) 

Although there may be a few Silents (those born prior to 1946) still working in 

EC–12 education, the oldest generation with any significant numbers are the Baby 

Boomers who were between fifty-two and seventy years old in 2016.  Baby Boomers are 

the children of the population “boom” right after WWII (1946-1964) (Alsop, 2008; Chen 

& Choi, 2008; Schullery, 2013; Strauss & Howe, 1991). Because they grew up in a time 

of prosperity, it was common for Baby Boomers’ fathers to work and their moms to stay 

at home with the kids (Zemke et al., 2013).  The result of this time of plenty is a 

generation that is optimistic and idealistic (Chen & Choi, 2008; Lancaster & Stillman, 

2002). With the surge in population, Boomers learned how to collaborate in school out 

of necessity since they often had to share textbooks and even seats (Zemke et al., 2013). 

They were the first generation to get a grade in cooperation and sharing (Lovely & 

Buffum, 2007; Zemke et al., 2013). This translated into their value of friendly 

relationships with coworkers (Jurkiewicz, 2000).  Another byproduct of the size of the 
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generation is a competitive nature since they had to fight to be noticed within the group 

(Lancaster & Stillman, 2002; Lovely & Buffum, 2007). 

Baby Boomers believe that work is a central aspect of their lives (Twenge et al., 

2010) and they want meaningful and purposeful work (Chen & Choi, 2008). They are 

more interested in retirement benefits such as 401(k)s than are Gen Xers (Jurkiewicz, 

2000). The pursuit of their own gratification through work and money came at a high 

price that often resulted in divorce and situations where these Boomers placed 

themselves in unethical or potentially illegal situations (Zemke et al., 2013).  Television 

was invented and became widely used during their lives (Lancaster & Stillman, 2002). 

For this reason, they would be considered technology immigrants since technologies 

such as microwaves, VCRs, and microcomputers became prolific during their adult 

years.  Because many technologies were developed after they reached adulthood, some 

in this generation may have been slow to adopt these new tools and this may cause them 

to be less productive than their younger counterparts (Zemke et al., 2013). In a recent 

Pew survey, 17% of Baby Boomers identified work ethic as a factor that makes their 

generation unique (Taylor & Keeter, 2010). Alsop (2008) sums up this potential conflict 

in work ethic this way: “[o]lder workers who grew up in a face-time culture believe 

young people have no work ethic if they leave at five o’clock” (p. 45).  

Generation X (Gen Xers) 

Generation X, also known as Gen X or Gen Xers, is the generation that followed 

the Baby Boomers. The name Generation X is attributed to a Douglas Coupland novel 

by the same name about a generation that would come of age at the end of the twentieth 
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century (Tolbize, 2008). Their approximate birth years are 1965 to somewhere between 

1979 and 1981 (Alsop, 2008; Chen & Choi, 2008; Schullery, 2013; Strauss & Howe, 

1991). Those Gen X educators working in EC-12 in 2016 were between the ages of 35 

and 51. This generation was considerably smaller than the Baby Boomers and struggled 

to come out of the shadow of the Boomers to establish its own identity (Zemke et al., 

2013). Known as the first “latchkey kids,” many of them spent some of their childhood 

alone and unsupervised while waiting for their caregiver to come home (Edge, 2014; 

Jurkiewicz, 2000; Schullery, 2013).  After spending long hours at home during their 

childhood, while their parents worked, Gen Xers desire more leisure time than prior 

generations (Twenge et al., 2010). This time alone also created a level of 

resourcefulness, which helped them solve difficult problems with novel ideas 

(Jurkiewicz, 2000). Gen Xers are less likely than Baby Boomers to expect work to be a 

central part of their lives (Twenge et al., 2010).  Even as they get older, they will want to 

remain “free agents” in their work and will insist on making their own deals as they 

move from employer to employer (Howe & Strauss, 2007; Soto & Lugo, 2013). They 

frequently view their work as “just a job” (Chen & Choi, 2008, p. 602) and have less 

loyalty than their Baby Boomer parents since they witnessed corporate layoffs during 

their childhood.  They seek to have a balance between work and life; they work so they 

can live (Zemke et al., 2013). Because many were raised in divorced or single parent 

homes and grew up with music videos and home computers, they are frequently seen as 

independent (Edge, 2014). However, they still want to work with a team to have a sense 

of belonging (Jurkiewicz, 2000).  Gen Xers learned early to be resourceful and counted a 
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great deal on their peers since they did not feel they could count on the institutions to 

save them (Lancaster & Stillman, 2002). When Gen Xers entered the workforce, the 

economic times made it difficult for them to find jobs for which they were trained, and 

this contributed to their distrust of corporations (Zemke et al., 2013). Having to fend for 

themselves and surviving divorce through their formative years, this generation 

developed a survivor mentality (Lovely & Buffum, 2007). They are frequently 

entrepreneurial and autonomous while seeking security, feedback, and frequent rewards 

(Chen & Choi, 2008; Jurkiewicz, 2000). To help with the life-work balance, Gen Xers 

are focused on getting the work done so they can spend less time at work. Though often 

called coddled, they have a “can do” attitude and believe “they can do work well and do 

good simultaneously” (Soto & Lugo, 2013, p. 66). They are less focused on clocking 

time at the office and seek opportunities to have a flexible work schedule or 

telecommute to work (Zemke et al., 2013) because they believe that their life beyond 

work is more important than anything on the job (Edge, 2014). 

For Gen Xers, technology use is a distinctive quality that makes them unique 

(Taylor & Keeter, 2010). Unlike Boomers who identify TV as the single greatest 

invention, Gen Xers could identify any number of technologies, which changed their 

lives including the VCRs, microwaves, video games (Zemke et al., 2013), cable TV, 

satellite TV, PDAs, and cell phones (Lancaster & Stillman, 2002). However, the 

invention with the most life changing and profound impact is the personal computer 

(Lancaster & Stillman, 2002). Because of TV and other media, they saw many of their 

“heroes” exposed as frauds or untrustworthy, which added to their skepticism (Lovely & 
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Buffum, 2007). One contrast that technology facilitates is the ability to have a virtual 

workgroup. Unlike Boomers who collaborate by sharing space, Gen Xers desire to work 

in a different office with its own four walls instead of a cubicle open to anyone in the 

area and prefer using email with its asynchronous nature to accomplish the collaboration 

(Zemke et al., 2013). Communication has changed with Gen Xers because they grew up 

in a time when the use of email became more widespread.  It also was beneficial because 

they wanted to have the life-work balance and email gave them access remotely to work 

(Zemke et al. 2013). 

Millennials 

The next generation after Gen X has been called Generation Y but has more 

recently been labeled Millennials because they are the last generation of the twentieth 

millennium.  They have also been called “the next Greatest Generation” who will face a 

variety of environmental, political, and economic issues (Hershatter & Epstein, 2010, p. 

211). The first Millennials were born between 1977 and 1980, while those born at the 

end of the generation were born between 2000 and 2001 (Alsop, 2008; Chen & Choi, 

2008).  Because this techno-savvy generation grew up in a time of economic prosperity 

and an explosion of technologies, it has gotten the attention of marketers, educators, and 

employers who are trying to figure out how to capitalize on their strengths (Chen & 

Choi, 2008; Lancaster & Stillman, 2002). Like the Baby Boomers, they are optimistic 

and idealistic (Chen & Choi, 2008; Tolbize, 2008).  Millennials are frequently called 

confident, entitled, arrogant, or narcissistic (Zemke et al., 2013). However, they are 

impatient and want immediate success or feedback (Chen & Choi, 2008; Tapscott, 
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2008). They have a confidence that is often thought to be self-centeredness by those 

from other generations (Howe & Strauss, 2007). In the workplace, they frequently will 

quit a job and look for another because advancement was not coming fast enough 

(Tulgan, 2009).   

Millennials are often called digital natives (Schullery, 2013; Tapscott, 2008; 

Zemke et al., 2013).  They have never known a world without the Internet and as a result 

have a different orientation for time and space (Zemke et al., 2013). Millennials expect 

non-stop connectivity (Howe & Strauss, 2007). Not only do they know how to use 

technology to connect with others and conduct research quickly, they have adopted 

technology that has rapidly moved from a desktop, to a laptop to a pocket size device 

(Lancaster & Stillman, 2002). This constant interconnectivity has caused the world 

around them to shrink and that has greatly influenced this generation (Tulgan, 2009). 

These increasingly smaller and more powerful technologies have supported the 

immediacy Millennials crave and also have allowed them to be very creative and flexible 

(Chen & Choi, 2008).  Millennials want to be collaborative using access to technology 

and social media to enhance their teamwork (Zemke et al., 2013). Because the constant 

connectivity has existed all their lives, they have an increased want or need for frequent 

contact with their managers, but are okay with that feedback coming through the use of 

email or text messaging (Kapoor & Solomon, 2011). However, just because a Millennial 

is a digital native, it is not a guarantee they are proficient with some of the basic 

productivity software for word processing or presentations used in many offices (Zemke 

et al., 2013). 
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Millennials have grown up in a diverse world that exposes them to many 

different cultures (Codrington, 2008).  The widespread use of social media and the 

interconnectivity of Millennials has made diversity an “expectation” or a need which 

matches the world of their childhood (Lancaster & Stillman, 2002). They have been 

called the most open-minded generation because they embrace biracial friendships and 

often date as a group (Lovely & Buffum, 2007). They also want to be challenged by 

their work and don’t care for routine, mundane work; especially work they have 

previously been assigned and completed (Kapoor & Solomon, 2011; Tulgan, 2009). 

Major events that have influenced their lives include the Columbine school 

shootings, 9/11, gang violence in major cities, and several child kidnappings, which have 

caused their parents to be overly protective (Schullery, 2013). The influence of these 

events has been heightened by that interconnectivity the technologies bring and makes 

personal safety one of their main concerns at school and at work (Lancaster & Stillman, 

2002). While Gen Xers were left alone to fend for themselves much of their childhood, 

Millennials have been over supervised (Tulgan, 2009). Unlike previous generations, 

Millennials did not ride their bikes to the corner lot or to the playground but were driven 

by their parent to places like Chuck E. Cheese to play (Zemke et al., 2013). 

In addition to being over-supervised, Millennials had busy and over-planned 

childhoods (Lovely & Buffum, 2007). Their lives have been filled with lessons and 

sports activities where everyone wins a trophy (Alsop, 2008). Because of these planned 

lives and diversity, some studies of Millennials point toward a desire for corporate 

philanthropic activities as well as social awareness (Glass, 2007). However, Twenge et 
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al. (2010) found that Millennials did not report valuing work that helps others or society 

any higher than Boomers or Gen Xers.  

Communication and work values may be linked because Millennials are 

frequently criticized for not working long hours, but the critics often fail to understand 

that Millennials get online and work late into the evening from home (Alsop, 2008).  The 

preferred method of communication found in literature for Millennials is to use text 

message or some form of synchronous method found in social media (Alsop, 2008) as 

one part of their multitasking life styles (Espinoza et al., 2010). One reason cited for the 

preference to this synchronous electronic communication is their desire for instant access 

and feedback that the technology allows (Espinoza, 2012).  They have also been able to 

overcome some of the interpersonal cues found in face-to-face communication with the 

advent of Cyber Smilies (Tapscott, 2008) and emoticons. 

 The personality of each generation is influenced by the defining moments of the 

generation.  These defining moments impact the work values and the communication 

methods preferred by the generation.  Table 2-1 compiles the personality, defining 

moments, work values, and the communication methods the generations used during 

their formative years identified by several of the leading authors. 

Not every member of the generation exhibits all characteristics of the generation.  

Individual characteristics may outshine the generational preferences.  There is often 

some overlap between generations.  Generational cohorts are most distinctive in the 

center of the generation and become blurry on the beginning and the ending edges 

(Pilcher, 1994). Cahill and Sedrak (2012) use the term “cuspers” to describe those 
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members near the generational breaks who have characteristics of both generations. 

Kupperschmidt (2000) divides each generation into first wave, core, and last wave 

groups, with the first wave identifying with some characteristics of the previous 

generation and the last wave sharing some characteristics with the subsequent 

generation. The core is where the characteristics are most pronounced. 

The differences created by the experiences and birth ranges of each generation 

have an impact on the preferred method of communication, needs for technology, and 

workplace expectations (Haeberle et al., 2009). For example, the Silent generation 

received information using straightforward methods such as direct mail and similar 

written forms of communication, while Baby Boomers are embracing technology such 

as email and even blogging later in life (Dahlroth, 2008). Generation X prefer methods 

of communication that use multimedia messaging to reach its targeted audience while 

Millennials prefer online messaging associated with social networking (Dahlroth, 2008). 

There are also potential differences in technology use between races and ethnicities.  

Although, the numbers are increasing today, a 2010 Pew survey found that African 

American and Hispanic adults (87%) are more likely than Whites (80%) to own a cell 

phone and typically send more texts than the average White user (Lenhart, 2010). The 

types of calls differ between African Americans and Hispanics and their White 

counterparts for all types of calls outside the work environment, but no difference was 

noted when making calls about work (Lenhart, 2010). 
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Table 2-1 

Characteristics of Named Generations Including Work Values and Communication Methods 
 

Generation Veterans/ 

Traditionalist 
Baby Boomers Generation Xers (Gen 

Xers) 
Millennials 

Personality Loyal 

Decisive 

 

Self-centered 

Equal rights and 

opportunities 

Personal growth and 

gratification 

Question everything 

Loyal to their children 

“Me Generation”  

Diverse 

Global thinking 

Self reliance  

Tech savvy  

Informality  
Corporate nomad 

Individualistic 

Altruistic 

Digital Natives  

Diverse 

Confident 

Defining 

Moments 
World War II Civil Rights Movement 

Vietnam War  

Cold War  

Assassinations of JFK and 

MLK Jr. 

Woodstock 

The Beatles 

Economic uncertainty 

Corporate downsizing, 

AIDS Epidemic 

 Watergate,  

Reagan era  

Fall of the Soviet Union  

Microwave Oven,  

MTV 

Internet  

Shrinking world 

Columbine, 

End of the Cold War  
 
War on Terror 
including 9/11 

Work Values/ 

Ethics 
Hard working, 

Driven by values 

Respect 

Authority 

Discipline 

Teamwork 

Transformational  

Live to work  

Strong work ethic  

Work ethic equals worth 

ethic 

Focus on getting the job 

done-no matter “how”  
Autonomous 
Quickly processes 

information 
 Independent 
Work to live 

Work to live 

Want challenge in 

work  

Collaboration 

Sociable 

Diverse 

Over-planned lives 
Communication 

during Formative 

Years 

Mail 

Face to Face 

Telephone Telephone/ email Email/ text/ social 

media 

• Compiled from Twenge et al., 2010, Howe & Strauss, 2000, Zemke et al., 2013 
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It is suggested that differences in communication methods most frequently used, 

and work values including work expectations, work styles, level of comfort with 

technology, and life-work balance often causes misunderstandings and tension that 

require intervention from management (Soto & Lugo, 2013). Organizations with 

traditional hierarchies frequently face the most challenges (Kapoor & Solomon, 2011). 

One example of potential conflicts that result from generational differences is the use of 

technology in a way that violates the chain of command, which older generations hold as 

important to the culture of the organization (Alsop, 2008). Because electronic methods 

of communication are easy to use, Millennials may feel comfortable sending 

communications to someone who is two or three rungs above their immediate supervisor 

in the chain of command.  In the traditional organizational structure, employees were 

expected to communicate only with their immediate supervisor who will take that 

information to their immediate supervisor. 

Work values are another source of conflict because Baby Boomers may consider 

the younger generations slackers because they are not committed to being over worked 

in the office (Jenkins, 2007; Kapoor & Solomon, 2011). Roy (2008) writes that Gen 

Xers seek opportunities to work outside of the office and Millennials have taken this 

further to changing the time as well as the location where they work to better meet their 

lifestyles desires. In addition to flexible schedules, other differences frequently cited in 

the literature are in the want for life-work balance, job security, and a desire for their 

work to be meaningful (Twenge, 2010). 

 



 

 29 

Communication Methods 

 Communication is an important part of life.  During all human interactions, 

information is sent, received, and interpreted (Emanoil et al., 2013). Communication 

takes place in many formal and informal settings through verbal and non-verbal means.   

Using the correct form of communication often determines the effectiveness of the 

interaction. Many in the corporate world believe that knowing a customer’s or an 

employee’s generation will help those in the field to identify the correct form (face to 

face, phone, or some written form) of interaction (Codrington, 2008). Organizational 

communication identifies the formal and informal methods and structures within the 

organization where these interactions occur as key to the success of the organization 

(Emanoil et al. 2013). Within all organizations there are formal communication 

structures related to a hierarchical chain of command.  An entry-level employee is 

expected to communicate through the established chain of command rather than sending 

communications straight to the executive level.  In addition to these structural 

boundaries, various communication methods exist throughout the organization.  

Additionally, there are generational differences as well.  Myers and Sadaghiani (2010) 

note that Millennials have a high need for positive communication from their 

supervisors. 

 With the growth of technology, there are more modes or methods of 

communication available for individuals within the organization to use (Lo & Lie, 

2008).  Lengel and Daft (1989) write about an increase in the channels of 

communication when they said, “(in) addition to the traditional letters, telephone calls 
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and face-to-face discussion, new media are available such as electronic mail, satellite 

teleconferencing and picture telephones” (p. 225). Today, many of the technologies 

listed are outdated or minimally used while there is a proliferation of new modes such as 

email, Instant Message (IM), text, and even Internet based teleconferencing. Many of 

these are now available on mobile devices.  These modes can be synchronous (face-to-

face, phone, and IM) or asynchronous (email or text) (Van den Berg, Arentze & 

Timmermans, 2012). In their study of personal communication modes, Van den Berg et 

al. (2012) suggest the modes of communication may be determined by factors such as 

distance, time, relationship, and levels of trust between the sender and receiver of the 

communication as well as the cost associated with various technologies. Relationship 

between the participants is key in selecting the communication method. Kim et al. 

(2007) suggest that those in employment relationships often use email, while college 

students are more likely to use an Instant Message system and younger students use 

mobile devises and social messaging.   

Synchronous communication requires a commitment of time and attention away 

from other important activities (McGrath, 1991).  Asynchronous communication modes 

may increase the commitment to the task because the participant selects a time when 

they can fully commit resources to the communication (Walther, 1996). Other factors 

that may affect the mode of communication are: comfort or experience with a given 

mode, communication needs, and how context or mode impacts expected use in the 

future (Chen, Yen & Huang, 2004). Visual anonymity has an impact on the 

communication through the possibility for higher levels of self-disclosure (Jiang, 
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Bazarova & Hancock, 2013) but may also increase potential of outright lying (Van Swol, 

Braun & Kolb, 2013).  A person’s generational affiliation may also impact the preferred 

method of communication. Older generations including Baby Boomers, prefer 

communicating face-to-face or over the phone while the younger generations (Gen Xers 

and Millennials) prefer electronic methods such as email and messaging through texting 

or IM (Glass, 2007; Zemke et al., 2013).  Pew reports higher cell phone ownership 

among younger generations and some differences about when it is appropriate to use to 

the device (as cited in Taylor et al., 2010).   

Face-to-face (FtoF) was once seen as the style of choice in settings where the 

exchange of information was more important than the exchange of energy (Zahn, 1991). 

Many individuals who are skeptical of electronic communication believe the FtoF 

communication provides a personal connection between the participants (Walther, 

1996). FtoF exchanges provide emotional clues that may be missed through other modes 

such as phone or electronic media (Katz & Kahn, 1978; Lengel & Daft, 1989; Walther, 

1996). As cited in Zahn (1991), a study by Monge and Kirste (1980), found a significant 

relationship between FtoF communication and the satisfaction found in those 

interactions. Burgoon and Walther (1990) write that FtoF conversations require a higher 

level of sensory, emotional, and cognitive awareness to identify context cues and fully 

understand what is being said. FtoF interactions also provide an opportunity for quick 

feedback and problem solving (Lengel & Daft, 1989). 

The size of an organization also determines the amount of FtoF interactions an 

employee has especially with superiors (Katz & Kahn, 1978).  This is partially due to the 
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distance between the workspaces of the employee and management as well as distance 

created by status and chain of command (Zahn, 1991). Many older managers utilize the 

“management by walking around” technique made popular by Tom Peters and Robert 

Waterman in the 1980s because managers feel they need to know their employees as 

well as understand their work (Serrat, 2009). Serrat (2009) proposes that direct human 

interaction is the most effective style of communication because people have the desire 

to be involved in something important and FtoF opportunities opens the organization to 

stronger performance through team development. 

Distance is another factor that impacts modes of communication, but it is less 

influential than it was in the past. In the early 1800s, the telegraph was the only way to 

communicate with others over long distances (McMaster, 2002). The telephone was 

invented in 1876 and changed every aspect of society. When it was first introduced, the 

telephone was seen as a novelty for the rich, but evolved into a necessity found in every 

home and business (McMaster, 2002). The landline phone changed the way individuals 

conducted business and kept in touch with friends and family (Goggin, 2012; Katz, 

1999).  Wireless technology, the next generation of technologies to change 

communication, was developed out of the voice communication systems used by the 

signal corps during WWII (McMaster, 2002). In the mid-1980s Motorola and ATT 

developed an advanced mobile phone system, which quickly could not handle the two 

million subscribers (Kumar & Zahn, 2003).  Today, there are many individuals, families, 

and even some business that work exclusively on mobile phones. 
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When only landlines were available, the users were tethered to a specific location 

while waiting for the phone to ring (Geser, 2006).  The invention of the cordless phones 

and cell phones increased mobility and minimized the uncertainty and inefficiency of 

being tied to one location (Kumar & Zahn, 2003).  Cell phones allow the user the 

flexibility and freedom to live more efficiently and conduct business from anywhere 

including creating more flexibility to change or finalize plans while away from the 

landline phone (Katz, 1999; Kumar & Zahn, 2003). Katz (1999) believes this mobility 

allows the user to utilize small amounts of time efficiently, while making the user more 

accessible and providing opportunities for immediate interaction which was previously 

limited to times when the user was near a landline.  

Phone calls, whether on a landline or cell phone, are synchronous forms of 

communication. Like FtoF interactions, phone calls provide immediate feedback, but 

lack the personal touch of being in the same location (Lengel & Daft, 1989).  Several 

benefits of phone call over FtoF are the convenience and the time phone calls save 

participants in traveling to the same location to talk, even if it is only from one office to 

another (Katz, 1999). 

Electronic mail (email) came into existence during the 1960s with systems that 

allowed users to leave messages for other users on the same system (Partridge, 2008). 

Throughout the 1970s, standardization occurred and the evolving systems of email met 

the needs of more and more users (Partridge, 2008).  Email, much like the phone, 

fundamentally changed many aspects of society. Email has changed the way 

communication occurs because those who receive email are not just passive receivers, 
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but must actively create meaning of the messages (Wiesenfeld, Raghuram, & Garud, 

1999).  Email is beneficial when large volumes or multiple pieces of information must 

be learned and synthesized (Braun et al., 2015). It also creates a record of 

correspondences, if needed, for documentation or legal purposes (Windermere, 2015). 

Other benefits of email highlighted by Braun et al. (2015) are ease and convenience of 

use; data files can be attached; less time consuming than meeting face-to-face in the 

same location; and it allows senders to think through and edit their responses. 

Drawbacks of the asynchronous nature of email interactions are the amount of time it 

takes to read and sort through low and high priority email (Windermere, 2015) and then 

respond. 

It can be argued that email and other forms of computer-mediated 

communication (CMC) may be more efficient because the focus of the communication is 

on the content and not other interpersonal factors, which increases the time on task 

(Walther, 1996). As previously noted, another benefit is the ability to edit messages 

before they are sent (Tong & Walther, 2015; Walther, 1996).  This helps control the 

message through verbal cues instead of the nonverbal ones (Ekman & Friesen, 1969). 

Email may reduce attempts to deceive because email creates a permanent record (Van 

Swol et al., 2013).   

IM and texting are the newest modes of communication. These two modes have 

the text-based features of email with the synchronicity of phone calls (Ramirez, 

Dimmick, Feaster & Lin, 2008).  IM and texting are relatively new to the average users 

and the more an individual uses this mode of communication, the more they see the 
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benefit (Braun et al., 2015). IM and texting provide the immediate feedback of other 

synchronous modes such as FtoF, but some early research found that the electronic 

modes lacked the social and non-verbal cues (Walther, 1996).  IM is growing in 

popularity in social settings as well as in work settings through platforms from 

companies like Microsoft (Garrett & Danziger, 2007). One feature of IM that 

distinguishes it from texting is that many systems allow others to know if the recipient is 

available prior to sending the message (Garrett & Danziger, 2007). Another phenomenon 

is the receiver in electronic messaging often has inflated perceptions about their partner 

(Walther, 1996). Without non-verbal cues, the receiver may believe a relationship is 

stronger than the sender believes or intends. As more people use these systems, some 

researchers believe that the users have adapted their word choices to increase the 

interpersonal levels of these modes (see Hitlz, Johnson & Agle, 1978; Rice & Love, 

1987). The relationship between the sender and the receiver may be a contributing factor 

to the effectiveness of electronic modes of communication.  In the education setting, the 

relationship a teacher has with a parent prior to a communication improves the 

effectiveness of that interaction.  Shared past history and other social bonds help 

overcome the lack of non-verbal cues which are lacking in electronic media (Nardi & 

Whittaker, 2002). 

Men and women are frequently thought to have different preferred 

communication methods. Women frequently use styles that are expressive in nature 

while men focus on the tasks (Wood & Rhodes, 1992). When using technology, the 

research is mixed on whether women more frequently use the Internet for 
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communication (Helsper 2010; Ilie, van Styke, Green, & Lou, 2005). For men, they will 

use technology for tasks such as downloading information or completing economic tasks 

(Ilie et al., 2005), and for entertainment (Helsper, 2010). In the early days of the Internet 

and CMC, men used the technologies more frequently because they were more 

comfortable with technology in general (Ilie et al., 2005). Research on gender 

differences in the use of technology found females based adoption of technology on the 

ease of use and men were more influenced by the perceived usefulness of the 

technologies (Ilie et al., 2005; Venkatesh & Morris, 2000). In the mid 1990s the number 

of women on the Internet increased dramatically because the Internet made technology 

more interesting and women started using these electronic methods of communication to 

build relationships (Tapscott, 2008). 

Preference of communication methods may depend upon the message being 

communicated (Lengel & Daft, 1989). Some writers suggest the choice of 

communication may be based upon age. An electronic mode is preferred by Millennials 

(Glass, 2007; Graham, 2011). Baby Boomers place a much higher value on FtoF 

conversations and will frequently take the time required to go to another part of the 

building to meet with someone in person (Glass, 2007).  Efficiency determines the 

method of choice for Gen Xers (Glass, 2007).  

In the organizational setting, multiple modes of sharing the same message may 

be the most effective way of communication since Baby Boomers prefer verbal 

communication about policy and procedures while Gen Xers and Millennials prefer 

corporate broadcasts, email, or Instant Messages (Jenkins, 2007). In 2017, Woodward 
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and Vongswasdi found that face-to-face communication was the most effective method 

across all generations in situations where performance feedback, setting of personal 

goals, and career advice were central. Most generations believe cell phone use is 

inappropriate in business meetings or lectures, but Millennials and Gen Xers believe 

there are certain circumstances where it would be acceptable during those meetings 

(Taylor et al., 2010). Managers, who are effective, will utilize the best method for the 

specific employees since the preferred method may change overtime. Email, for 

example, is no longer the preferred method of communication for Millennials because 

they prefer text or IM (Zemke et al., 2013). 

Lengel and Daft (1989) wrote FtoF communication is more effective when non-

routine problem solving is required. Email or some other electronic forms are effective 

in easy routine situations. IM has a synchronous attribute but allows the receiver some 

control over the amount of interruption the interaction creates since the receiver can take 

control of the response time (Garrett & Danziger, 2007).  As the technology evolves and 

more users adopt it, the expectation may be that it is more synchronous than once 

believed. In 2007, Garrett and Danziger wrote that IM might be a better tool than a 

phone call because a phone must be answered when it rings and the interaction interrupts 

the work at that specific time.  With IM, the receiver can find a natural stopping point 

before responding thus minimizing the impact of the interruption. As more organizations 

adopt this technology, immediacy of response may become the expectation and thus the 

interruption may take place. Because IM is simply a substitution for other types of 

communication, there is no increase in overall communication (Garrett & Danziger, 
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2007; Lo & Lie, 2008).  Another consideration in the use of electronic communication is 

the belief of some researchers that Millennials have limited interpersonal skills because 

they have grown up communicating through technology (Zemke et al., 2013). This lack 

of the interpersonal aspects may make electronic communications less effective where 

there is conflict in the work place or in developing relationships with coworkers and 

clients (Glass, 2007).  Alsop (2008) writes that the Millennials “preference for text 

messages rather than face-to-face communication are driving some older colleagues and 

managers nuts” (p. 4). 

Work Values 

 Values play an important role in a person’s life.  Throughout the literature, values 

have been defined in many ways including one’s beliefs, needs, goals, attitudes, or 

preferences (Dose, 1997; Ros, Schwartz & Surkiss, 1999). These values define what is 

right or wrong (Judge & Bretz, 1991; Smola & Sutton, 2002). They are often defined in 

terms of ideal wants instead of the actual wants of the individual or group, and this 

guides choices that are made (Riecken & Homans, 1956 as cited in Coughlan, 1969). 

Personal values are learned during formative years and are “enduring but not 

immutable” (Parry & Urwin, 2011, p 84). However, work values tend to solidify by 

young adulthood and are used throughout the individual’s life as an anchor for 

interpreting future experiences (Twenge, Campbell, Hoffman & Lance, 2010). For an 

individual, values provide an important frame of reference for decision-making 

(Penning, 1970 as cited in Elizur et al. 1991). These values could be considered as 

morality-based standards, which are developed through the individual’s past experiences 
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or the influences of past relationships and help to form the personality and cognitive 

abilities that influence current attitudes and choices (Dose, 1997). These values help 

individuals and societies to deal with biological needs, guide social interactions, and 

provide guidance for a functioning group or society (Ros et al, 1999). Values might be a 

matter of preference or a desire for a certain outcome (Judge & Bretz, 1991). Warr 

(2008) agrees and writes that values, and the judgments based upon those values, are 

personal preferences more than an expression of one’s morality.  

Miller, Woehr, and Hudspeth (2002) define work ethic as a learned “set of beliefs 

and attitudes reflecting the fundamental value of work” (p. 316).  This is reflected in the 

workers’ behavior.  Work values may be defined as the standards a person uses to 

discern “right” or to determine preferences specifically within the work setting (Dose, 

1997; Smola & Sutton, 2002).  This definition is guided by morality to determine what is 

“right or wrong” and accounts for the social norms when determining work preferences 

(Dose, 1997).  Some describe work values in terms of expectations. Workers have 

certain expectations and the steps they should take to reach those expectations (Ros et 

al., 1999; Smola & Sutton, 2002). Elizur et al. (1991) define value within a specific 

group as “any entity (object, behavior, situation) on which that group places a high 

worth or importance” (p. 22).  Work values are these entities within the work setting 

(Elizur et al., 1991). They represent the formalization of interaction requirements 

between individuals and groups (Ros et al. 1999). 

Work values are primarily learned through the social context of the worker, but 

may be influenced by genetic predispositions or personality traits (Dose, 1997; White 
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2006).  In the organizational setting, work values must be part of the socialization or 

indoctrination process so the new members understand the norms and expectations of the 

organization (Schein, 1985). Work values have enormous influence on the attitude, 

satisfaction, and commitment of an employee (Parry & Urwin, 2011; Real et al.,2010).  

Some theorist believe that work values are static and therefore unchangeable and 

new members leave when there is not alignment of personal work values with the work 

values of the greater organization (Pryor as cited in Dose, 1997; Vroom 1966 as cited in 

Judge & Bretz, 1991).  The result of this misalignment is often mistrust, lower 

productivity, or conflict (Myers & Sadaghiani, 2010). This employee-organization misfit 

may be the result of the founding or older generation’s values differing from those of the 

newer, younger employees (Twenge et al., 2010). The type of organization may also 

impact the reported work values.  A 2010 study on workers in the building trades found 

no significant differences between the older generations and Millennials (Real et al., 

2010).  Since only educators were surveyed for this study, certain values, like 

motivation, may be the result of the type of person who choses to work with students in 

EC-12 education (Judge & Bretz, 1991; Warr, 2008). 

There are many dimensions of work values including the centrality of work for 

the worker; self reliance or independence in their work, belief that hard work is a virtue, 

attitudes about leisure or non-work hours, morality or ethics, delay of gratification, and 

what constitutes wasted time (Miller et al. 2002).   

Chen and Choi (2008) found four dimensions in their research on work values: 

comfort and security, professional growth, personal growth, and work environment. 
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Comfort and security considers how life is impacted by the work, relationships with 

supervisors, economic factors including salary and benefits and job security (Chen & 

Choi, 2008).  The professional growth dimension of work values considers interactions 

with management, prestige, independence and the variety of work (Chen & Choi, 2008). 

The next dimension of work values described by Chen and Choi (2008) is personal 

growth, which considers the intellectual stimulation, use of creativity, and achievement 

the worker experiences in the work place. And the final dimension is the work 

environment, which focuses on the aesthetics, surrounding, and the work associates in 

the organization (Chen & Choi, 2008). Understanding these dimensions prior to adding 

new members is much easier than trying to change their values after adding them to the 

organization as a member (Dose, 1997). 

The Protestant Ethic is the foundation of some prior research on work values.  

Wollack, Goodale, Wijting and Smith (1971) believed that “[w]ork is to be valued 

because it represents the best use of a man’s time, not merely because it is instrumental 

to the attainment of external rewards” (p. 332).  The internal or self-actualization aspects 

of this ethic are pride in work, job involvement, and activity preference (Ros et al., 1999; 

Wollack et al., 1971).  External and material aspects or security include attitudes towards 

earnings, and social status of the job (Chen & Choi, 2008; Ros et al, 1999; Wollack et al. 

1971). Opportunities for social interactions are described through available activities or 

relational aspects for the employee (Ros et al., 1999).  These aspects of the interaction 

facet align with Chen and Choi’s (2008) personal growth dimension. Upward striving, 

and the responsibility to work, are values that overlap the internal and external aspect 



 

 42 

(Wollack et al. 1971). Another aspect found in the literature is the need for power and 

prestige (Ros et al., 1999). This aspect demonstrates the needs workers have for 

achievement, recognition, opportunities for advancement, and influence within the 

company (Elizur et al, 1991 as cited in Ros et al., 1999). In 2017 Zabel et al. found 

conflicting empirical data in literature as evidence that generational differences existed 

in the Protestant Work Ethic (PWE).  Their study supports Constanza and Finkelstien 

(2015) who noted sparse empirical evidence of differences in PWE based upon 

generational influences. 

Taylor and Thompson (1976) studied the effects of work values on generations 

and focused on the following factors: challenge and autonomy, ecosystem distrust, pride 

in work, and intrinsic and external rewards.   Some other factors that are classified as 

ambiguous include: a steady job, workers being treated fairly, and the kind of work.  

These factors were more important to workers than who the boss is.  Their results found 

no difference or a “generation gap” for ecosystem distrust or pride in work (Taylor & 

Thomas, 1976).  Another result of the Taylor and Thomas study was the initial strength 

of challenge and autonomy factors such as self-expression and opportunity to grow, 

which seem to decline over time. 

Work values may be similar across the generations; however differences have 

been found in attributes such as income, opportunities for promotion, and desire for skill 

acquisition, which may be rated as a lower priority among older workers (Warr, 2008). 

Baby Boomers expect that their work will be an essential part of their life and who they 

are (Twenge et al., 2010).  The work values most important to Baby Boomers are those 
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classified as intrinsic, altruistic, and social while the least important are values related to 

leisure and those considered extrinsic (Schullery, 2013). Baby Boomers typically want to 

have strong relationships in work and want to be valued while they feel they are 

contributing to the organization (Zemke et al. 2013).  

The work values held by Gen Xers are focused on personal satisfaction and 

opportunities for work skills development (Miller & Yu, 2003). Gen Xers value life-

work balance, which may cause conflict within the work place.  For this reason, many of 

them want to work from home or remotely (Zemke et al. 2013). Extrinsic work values 

are ranked high among Gen Xers (Schullery, 2013). Sherman (2006) highlighted this 

difference in a study when a younger generation nurse would not accept extra shifts to 

accommodate the needs of the older generations.  

Like Gen Xers, Millennials also value a life-work balance.  They rank values 

related to leisure as high (Schullery, 2013). Technology is another potential area of 

conflict because technology changed rapidly while Gen Xers were growing up (Tapscott, 

2008) and Millennials have grown up with technology all around them (Zemke et al., 

2013).  Because it has always been a part of their lives, they are more comfortable with 

technology in the workplace. The use of technology from an early age allows Gen Xers 

and Millennials to be able to adapt to changes in technology quickly and makes them 

comfortable with the massive amounts of information available to them (Miller & Yu, 

2003). Because they can quickly access resources using this technology, Millennials 

have developed the ability to multitask (Zemke et al., 2013). Skepticism of technology, 

may cause older generations to view the use of social networking sites on the job as 
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“wasting” time, while the younger generation may be using the sites as a tool to make 

contact with a potential customer or colleague (Thompson & Gregory, 2012). These two 

generations value more flexibility in the work and the desire to have more influence and 

control over their work. 

Deal, Altman, and Rogelberg (2010) believe that differences in work attitude 

probably exist, but research does not provide enough support that work environments are 

changed as a result of these differences. For example, the value of income or promotion 

may be less important for older workers who have achieved their goals and have other 

higher priorities such as job security (Taylor & Thompson, 1976; Warr, 2008). Another 

example is the idea that Millennials feel entitled.  Joshi, Dencker, and Franz (2011) 

question whether this is simply a product of a good economy and entering the job market 

during a time when jobs were plentiful.  Kowske, Rasch and Wiley (2010) believe work 

values between the generations are more similar than different, and some research 

findings contradict the expected personality stereotypes of the generations. Differences 

between genders may also exist.  For example, men tend to value pay more highly than 

women while women may value interpersonal interactions more than men (Warr, 2008).   

Consideration must also be given to the idea that an employee’s work values may 

be strongly connected to the specific job or situation (Dose, 1997). Several empirical 

studies have found conflicting results. Educational attainment may also impact their 

work values (Taylor & Thompson, 1976). White (2006) suggests that work values are 

correlated with cultural orientation. Parry and Urwin (2011) found little evidence of 

differences based upon generation in their studies of work values but found differences 
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between young and old are often attributed to life cycle. This is in contrast to Smola and 

Sutton (2002) who wrote that there are differences between generations and that the 

change in values within each generation are more a result of the situation within the 

society and less as a result of life stage progression. Twenge et al. (2010) used a same 

age comparison method and found that generational differences do exist. These values 

may be heavily influenced by socio-economic, education, and marital/parental status of 

the employee (Johnson, 2005). 

A 2009 Pew survey found that six-in-ten respondents identified one of the 

biggest differences between younger and older generations is in work ethic (Taylor & 

Keeter, 2010).  Millennials often have different work values than other generations with 

whom they work and this leads to stereotypes that Millennials lack loyalty, are high 

maintenance, feel entitled, and want to act and dress more casually than other 

generations (Thompson & Gregory, 2012). Millennials are also seeking a balance 

between work and life, good pay or benefits early in their careers, opportunities for 

advancement, meaningful work experience, and a nurturing work environment (Ng et al., 

2010). Successful assimilation of younger employees is frequently based upon whether 

these employees agree with the work values of the organization (Dose, 1997). 

Edge (2014) found contradictions in the characteristics of each generation in the 

literature and noted the difficulty in applying any research findings across various 

employment sectors.  Because of the nature of public sector jobs like those found in EC-

12 education, teachers may exhibit different attitudes or characteristics than those who 

work in the private sector or other public-sector jobs (Edge, 2014). Baby Boomers are 
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thought to have a stronger work ethic and greater loyalty to the corporations than 

younger generations have.  However, Tolbize (2008) cites research that suggests that 

older workers’ work ethic declined with age and younger workers are willing to work 

harder.  As previously stated, this may be due to the lack of quality research and is 

highly influenced by education, marital status, and whether the worker is part time or 

full time (Tolbize, 2008).  

For this study, the Work Values Questionnaire (WVQ) (Elizur et al., 1989) was 

used to collect data on the teachers’ work values. In the survey, questions are 

categorized based upon their outcomes. Some items are considered instrumental because 

they have external, tangible, and specific outcomes such as pay, benefits, job security, 

convenient hours, and work conditions (Elizur et al., 1989). Many authors have labeled 

these extrinsic values (Gahan & Abeysekera, 2009; Johnson, 2005; Krahn & Galambos, 

2014; Martin & Tuch, 1993; Real et al., 2010; Wray-Lake et al., 2011). Another group of 

outcomes is classified as affective because they deal with interpersonal ideas such as 

recognition for doing a good job, esteem concerns like employees feeling valued, 

opportunities to meet and interact with others, and to work for a fair and considerate 

boss (Elizur et al., 1989).  Writers have labeled this group of values as intrinsic values 

(Cennamo & Gardner, 2008; Gahan & Abeysekera, 2009; Johnson, 2005; Krahn & 

Galambos, 2014; Martin & Tuch, 1993; Real et al., 2010; Twenge et al., 2010; Wray-

Lake et al., 2011).  Though Intrinsic and Extrinsic seem to be on the opposite end of the 

continuum of values, they are two groups of work values, which have shown to have 

positive correlations in previous studies (Johnson, 2005).  The final group of values is 
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neither instrumental (material) nor affective (interpersonal) and are classified as 

cognitive. These items deal with aspects of work relating the employee to the company 

(Elizur et al., 1991) and have been labeled as Growth and Advancement for this study. 

A longitudinal study found that Millennials placed more value on the extrinsic 

work valued but no difference in the intrinsic work values (Krahn & Galambos, 2014). A 

study of data collected from high school seniors from the late 1970s through the 2000s 

found an increase in all extrinsic values during 70s and 80s (Generation X) and then the 

importance of these values leveled off during the 90s and 2000s (Millennials) (Wray-

Lake et al., 2011).  The same study indicated that intrinsic values were relatively stable 

during the 70s and 80s during the formative years of Gen Xers and declined through the 

90s and 2000s, the formative years of the Millennials.   

Research on the effect of gender on work values found similarities in the intrinsic 

and extrinsic categories of work values (Marini et al., 1996).  Even with the similarities, 

females were more likely to emphasize the intrinsic and social values than males.  The 

extrinsic rewards such as power and autonomy were more valued for males than women.  

Research in the late 20th century found no differences between genders for the value of 

job security as well as an equal increase in the value of advancement, prestige, and 

income for both sexes (Marini et al., 1996).  Marini et al. (1996) found convergence 

between the genders in the extrinsic values due a change in the way women are 

socialized for more gender equality but no such convergence between the genders on the 

intrinsic values. This may also be the result of marital status, which was found to reduce 

the importance of intrinsic values (feeling good about work and interesting work) for 



 

 48 

both genders and also reduced the importance of extrinsic values (pay, advancement, and 

status) for women (Krahn & Galambos, 2014). Krahn and Galambos, (2014) found no 

significant difference between the genders for extrinsic or intrinsic values. Males in the 

Wray-Lake et al. (2011) study were higher on most extrinsic values than females except 

for the desire for a job that provides respect where women were higher. Females had 

higher intrinsic values than males. 

There is limited specific data on generational differences among races. Ethnic 

minorities were found to have higher extrinsic values with all groups in the Wray-Lake 

et al., (2011) study. They also found that White students from higher socio-economic 

families highly valued interesting jobs that used their skills while they valued work with 

growth opportunities less. Several studies cited by Martin and Tuch (1993) found that 

African American workers placed more importance on material rewards which they 

labeled as extrinsic values while White workers focused more on the intrinsic values 

such as a job that interests them or one that provides them a sense of accomplishment. 

Generational Theory 

As the literature has shown, there are differences between young and older 

generations in preferred communication methods and work values. Differences between 

the ages may be attributed to several effects: age, period, or cohort (Rhodes, 1983). The 

age effect, sometimes called life stage, divides people based upon various and changing 

life stages they progress through over time such as childhood, student, worker, 

homemaker, retiree (Super, 1980).  The differences are based upon biological and 

physiological changes as the individual gets older which impacts how they behave and 
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their attitudes towards work.  The period effect focuses on environmental factors which 

impact the way the individual interacts with work and how individuals interact with each 

other (Rhodes, 1983).  The cohort effect considers how attitudes and behaviors of those 

born during a specific time period are influenced by similar events in the world.  The 

cohort concept is at the foundation of one potential theory used to explain these 

differences called Generational Theory.  

The seminal work on Generational Theory is Mannheim’s (1923) “The Problem 

with Generations.”  Seventy years later, Pilcher (1994) writes that this essay is still the 

seminal work on generations. Generation Theory, as proposed by Mannheim (1952), 

divides generations based not upon genealogical factors but on social bonds created by a 

shared experience with historical, political, and sociological events. This theory as 

proposed by Mannheim has three tenets: location, actuality, and unit.  Pendergast (2009) 

writes these tenets and thus the theory “remain relevant even today” (p. 506).  In their 

book Generations, Strauss and Howe (1991) expounded on this theory using the story of 

the Americas to demonstrate that generations follow a four-cycle pattern that has existed 

through out history. “Generational theory provides a framework that can assess 

influences, generalities and qualities or attributes of different generations at a cumulative 

rather than an individual level across generational groups” (Pendergast, 2010 as cited in 

Taylor & Dipietro , 2017, p. 5).  Generational theories, as described by Mannheim and 

Strauss and Howe, have remained unchanged in later works.  These works are frequently 

cited in articles written about generational differences in a variety of settings (Donnison, 
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2007; Krahn & Galambos, 2014; Kupperschmidt, 2000; Twenge et al., 2010; Wolf et al., 

2005). 

Some sociologists identify generations as a group of people “moving through 

time [who develop a] distinctive sense of self” (Strauss & Howe, 1991, p. 32). The 

theory proposes that a generation is “a meaningful psychological variable as it captures 

the culture of one’s upbringing during a specific time period” (Twenge & Campbell, 

2008, p. 863).  

Mannheim’s (1952) first tenet “location” correlates with Strauss and Howe’s 

(1997) location in history that describes a common birth range for each identified 

generation.  This location provides the generation with common “great events” as 

described by Mannheim, or “crystallizing moments” (Strauss & Howe, 1997, p. 58) 

which influence the individuals differently depending upon their life stage during that 

event.  For example, an event that creates fear among children may cause adults to 

spring into heroic actions. Without these events, Strauss and Howe (1997) believe the 

progression would not be diagonal but would move through the linear life cycles. 

“Generational location” is a key aspect of an individual’s knowledge, which is 

demonstrated in “behavior, feeling and thought” (Mannheim, 1952, p. 291).   

Mannheim’s (1952) second tenet is actuality, which identifies experiences of the 

generation that influence values and beliefs.  Strauss and Howe (1997) call these 

“common beliefs and behaviors” (p. 66). Historians and demographers use these shifts in 

beliefs and behaviors to create the separation between one generation and another.  An 

individual’s generational identity can be defined as that person’s “knowledge that he or 
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she belongs to a generational group/role, together with some emotional and value 

significance to him or her of this group/role membership” (Joshi, Dencker, Franz, & 

Martocchio, 2010, p. 393).  

The final tenet of generational theory is “unit” which Strauss and Howe (2000) 

call perceived membership. Generational theory places groups into “cohorts” which are 

influenced by events that occur during critical times of their lives (Strauss & Howe, 

1991; Twenge & Campbell, 2008).  These events often cause the earliest members of the 

cohort to shed the norms and identity of the previous generation (Strauss & Howe, 

2000).  

The strongest influencing events are thought to be those that occur during the 

cohort’s childhood or adolescence (Twenge et al., 2010 as cited in Schullery, 2013). As 

a cohort grows older, all their experiences are filtered through these major life events to 

gain meaning (Pilcher, 1994). The impact of these events and experiences on each 

generation may cause the differences in expectations and desires about work (Twenge et 

al., 2010). In addition to generational cohorts being influenced by society, these 

generations are often a driving force in social change (Pilcher, 1994).  For example, the 

radical nature of the Baby Boomers supported the Civil Rights Movement. 

Strauss and Howe (1991) define a generation as a group born during a specific 

time period that develops a unique “peer personality” (p. 61).  This persona influences 

attitudes about family, gender roles, political views, religion, lifestyle, and culture norms 

(Strauss & Howe, 2000). Because these attitudes differ between generations, they are of 

particular interest with demographers, marketers, and managers (Pendergast, 2009). 
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Each generation hold a common set of beliefs while identifying themselves as distinct 

from other generations. Logic may tell us that generational differences result from the 

aging process as people move through life. All individuals within each generation pass 

through simple life phases: youth (ages 0-21), rising adulthood (ages 22-43), midlife 

(ages 44-65), and elderhood (ages 66-87) (Strauss & Howe, 1991).  Because individuals 

in these life phases have similar attributes and responsibilities, some theorists argue 

against generational explanations and believe the differences in attitudes and beliefs are 

the result of the stages of life progression (Meriac, Woehr, & Banister, 2010; Wong et 

al., 2008).   

Strauss and Howe (1991) reject this linear model since changes in attitude and 

characteristics for successive generations do not progress through the same pattern as 

they grow from one life cycle stage to the next. Generations have distinct beginnings and 

endings depending on the generation and the researcher. Each generation lasts between 

14 and 22 years and are influenced by some historical event that causes a different 

attitude and often changes the way the rising cohort rears their children (Alsop, 2008; 

Edge, 2014; Strauss & Howe, 1991; Twenge et al., 2010).  

Strauss and Howe (1991) propose four types of generations based upon 

American history: Idealist, Reactive, Civic, and Adaptive.  These types of generations 

rotate from Idealistic down to Adaptive and then it repeats with an idealistic generation 

following an adaptive one. Certain thoughts and behaviors are dramatically influenced 

by the age of the individual when major world events occur. For example, an individual 

who was born in 1920 is considered “civic” that went through youth “protected” by their 
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parents from the effects of the great depression and the residual effects of the Great War 

(World War I) (Strauss & Howe, 1991).  When this cohort progressed into rising 

adulthood, they were characterized as “heroic” because they fought World War II as 

young adults.  When they moved into midlife, they were powerful and were busy during 

their years of retirement (elderhood) (Strauss & Howe, 1991).  This is in contrast to the 

next generation who are labeled “adaptive” and who were “suffocated” during their 

youth, which led to them being “conformist” as rising adults and “indecisive” during 

midlife (Strauss & Howe, 1991). These influences in one phase impact the way 

individuals act during future life phases.  Similar to Mannheim’s (1952) “crystalizing” 

historic events, Zemke et al. (2013) use the term “defining moments” that seize the 

collective attention and create strong emotional responses within the generation, 

especially when the event occurred during the vulnerable, formative years. The value or 

impact of these experiences “evolve over time and their symbolic significance is 

constantly revised as the generation ages” (Edge, 2014, p. 138). These events influenced 

the way a “youth” was raised, and impacts the way they raise their own children.  These 

differences in the way children are raised makes the progression for subsequent cohorts 

move along a predictable diagonal track instead of a linear one (Strauss &  Howe, 1991).   

In their book, The Fourth Turning, Strauss and Howe (1997) identify four 

generational types, which they have named as “prophet,” “nomad,” “hero,” and “artist.” 

The current “prophet” archetypes are the Baby Boomers.  Gen Xers are the “nomads” 

while the Millennials are the “heroes.” They propose that every 20 years, society “turns” 

with a change in the characteristics of the social order and people feel differently about 
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themselves. The first turning is a “high” when the old prophets begin to die and the 

nomads enter elderhood.  The second turning is an “awakening” when the nomads 

disappear and the heroes enter elder adult hood and so forth. During this time, there is a 

dramatic shedding of the old norms, which allows new spiritual and social ideals to 

emerge. The third turning is an “unraveling” where a liberating spirit is embraced and 

personal satisfaction is high.  One factor of this cycle is that “gender differences attain 

their narrowest point, families stabilize and new protections are provided for the kids” 

(Strauss & Howe, 1997, p. 103). The fourth turning is a “crisis” where the artists 

disappear, and the heroes are entering young adulthood in response to a sudden threat, 

which threatens the survival of society.  

Studying the history of generations in America, Howe and Strauss (2007) 

developed a pattern based on a cohort mindset. According to their model, there are four 

mindset characteristics found in youths: “protected,” “suffocated,” “indulged,” and 

“abandoned” (Howe & Strauss, 2007, p. 46). These characteristics align with “civic,” 

“adaptive,” “idealistic,” and “reactive,” respectively. As a cohort moves to “young 

adulthood,” those who were protected in youth, have a “heroic” mindset. These 

characteristics are different than those of the cohorts who were suffocated in their youth, 

who were found to be “sensitive” in young adulthood.  According to Howe and Strauss 

the following diagonal characteristics are found in the current generations: 

Traditionalists were suffocated youth who became sensitive young adults who were 

indecisive in midlife and empathetic in elderhood; Baby Boomers were indulged youth 

who became visionary young adults who were moralistic in midlife and wise in 
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elderhood; Generation X were abandoned youth who became alienated young adults 

who are pragmatic in midlife and should be tough in elderhood; and Millennials were 

protected youth who should be heroic young adults and who should be powerful in 

midlife and civic during elderhood (Howe & Strauss, 2007). 

These generational breakdowns are aligned with Stewarts and Healy’s (1989) 

links between individual development and social events.  Their model connects the age 

when a major event occurred impacting the individual’s mindset or circumstances during 

the event (Stewarts & Healy, 1989).  For example, if the event occurred during 

childhood or early adolescence, the impact on the child’s life would be reflected in their 

fundamental values and expectations.  If the event happened in later adulthood (e.g., 

Howe and Straus’ elderhood), the impact would be focused on new opportunities and a 

revision of their identity (Stewart & Healy, 1989). 

Another aspect of the theory is the alternating of dominant and recessive 

generations. The “Idealistic” and “Civic” generation types are dominant generations 

while the generation types in between them “Reactive” and “Adaptive” are recessive 

(Strauss & Howe, 1991). The characteristics of dominant generations are actualized 

whereas the characteristics of the recessive generations will be non-actualized and those 

generations often adopt some of the characteristics of the prior generation (Lyons & 

Kuron, 2014).  

A recent addition to generational theory is that the characteristics of the 

generation are most pronounced in the center of the generation (Pilcher, 1994). Writers 

have used terms such as “tweeners” (Arsenault, 2003) or “cuspers” (Cahill & Sedrak, 
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2012) to describe those on the ends of the generations and who often have characteristics 

of both generations.  Other theorists use the terms first wave, core, and last wave with 

the core representing the group who most identify with the generation (Kupperschmidt, 

2000). Like the description of the cuspers, those in the first and last wave have 

characteristics of the generation before them or after them. 

There are challenges to generational theory found in the current literature.  Cross 

sectional studies find it difficult to separate generational impact from the age or period 

effects (Rudolph & Zacher, 2015).  This type of methodology makes it difficult to 

determine if changes in characteristics are the result of age factors, life stage, or even 

career stage (Cennamo & Gardner, 2008). Joshi, Dencker, Franz (2011) identified three 

ways to consider generational identity, which have been found in organizational 

research: cohort, age, and incumbency. The cohort identity is based upon the 

characteristics associated with a specific event, such as when the individual or group 

entered the organization or reorganization event that resulted from a merger or 

downsizing.  Age-based identity is determined by the age of a person and the experience 

and wisdom that age gives them in a given situation.  The incumbency identity model 

prepares the organization for succession by providing those with certain knowledge and 

skill the opportunity to share this information with others in the organization in order to 

maintain the appropriate level of understanding of all functions in the event someone 

leaves (Joshi, Dencker, & Franz, 2011). Zemke et al. (2013) warn that generational 

models are only the outline or generalization of the generations and may not describe 
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every individual.  However, generational understanding does provide a basic 

“framework” for working with those from the various generations (Zemke et al., 2013). 

 Generational theory proposes that members of generations have shared 

experiences that create similar attitudes and thoughts. There are three identified 

generations currently working in EC-12 schools: Baby Boomers, Generation Xers, and 

Millennials.  Popular culture and some theorists believe each of the generations has 

different attitudes about technology, communication, work values, ethics, loyalties, and 

expectations from work.  These generational differences may be the source of conflict 

caused by violations of expectations since one generation does not act or react in a 

manner consistent with the norms and ideals of other generations.   

 For much of the 20th century, communication within the workplace was primarily 

asynchronous by mail, and synchronous either face-to-face or by telephone.  When 

considering the two synchronous methods of communication in the literature, face-to-

face interactions were often cited as the preferred method because it allowed for clearer 

communication to occur through the verbal and the nonverbal cues.  More recently, 

technology has added email and texting/instant messaging to the list of methods for 

communicating. It is a popular belief that later generations prefer these electronic 

methods. They may prefer these methods of communication because the technologies 

have been developed and become prolific during their formative years and because of 

the ease of use. These types of communication allow for the immediacy and multitasking 

desired by the Millennials. These electronic methods of communication give the sender 

the ability to edit responses prior to being sent.  Also, since the receivers determines the 
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time they read the message, they can select a time when they can focus on what is being 

said and can consider how to respond.  In the workplace, these methods also create a 

record of the communication, which is beneficial when there are large amounts of 

information being shared or there is a legal need to capture the specifics of the 

communication.  Conflict also can arise when someone from one generation selects an 

inappropriate communication method and a violation of expectations occurs. 

 Another source of conflict in the workplace is the difference in work values from 

generation to generation.  These differences are often the result of varying childhood 

experiences of each generation.  Baby Boomers grew up in a time where work was 

central to life and created a source of identity.  Gen Xers watched their parents get laid 

off from companies after years of employment so they have no loyalty and have a “grab 

what you can while you can” attitude (Zemke et al., 2013).  Millennials have had their 

lives planned for them, grew up in a time of prosperity, and feel that everyone should get 

the trophy (Alsop, 2008).  Therefore, work values revolve around having needs met and 

being praised frequently.  If those needs are not being met, Millennials will go some 

place else to work where they believe the needs will be met. 

The purpose of this study was to explore generational differences in preferred or 

least preferred communication methods.  It explored if those preferences change given 

situations found in the education system.  In addition, consideration was given to 

potential gender and racial differences among the generations.  Generational differences 

in work values were explored. 
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Research Questions and Null Hypotheses 

To explore research question number one, which was “To what extent do 

teachers from different generations differ in communication methods and work values?” 

the following null hypotheses was tested: 

H1- There is no generational difference in the preferred or never used communication 

methods and work values. 

To explore research question number two, which was “To what extent does the 

context of communication impact how teachers from different generations select their 

preferred method of communication?” the following null hypotheses was tested: 

H2- The context of the communication does not influence the preferred method of 

communication of the different generations. 

  To explore research question number three which was “To what extent does 

gender of the teacher explain generational differences in communication methods or 

work values?” the following null hypotheses was tested: 

H3- There is no generational difference between genders in preferred communication 

methods and work values. 

To explore research question number four which was “To what extent does 

racial/ethnicity affiliation of the teacher explain generational differences in 

communication methods or work values?” the following null hypotheses was tested: 

H4- There is no generational difference between racial/ethnic groups in their preferred 

communication methods or work values. 
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Summary of Chapter II 

Research literature on the generational differences in communications and work 

values shows mixed results.  Some researchers find it difficult to separate the age related 

impact on the use of communication and work values from the generational effect 

(Kupperschmidt, 2000; Rhodes, 1983; Rudolf & Zacher, 2015; Twenge et al., 2010). 

Others wonder if the generational differences are the result of “self-fulfilling prophecy” 

of media hype (Hershatter & Epstein, 2010, p. 211).  The advent of technology and the 

mobility it provides has impacted the way generations communicate and the work values 

they hold.  This chapter has highlighted the literature relating to the current generations 

and their peer characteristics including their preferred methods of communication and 

the work values of each generation. The chapter discussed the development and uses of 

the most prevalent communication methods as well as discussed work values and how 

they impact the work environment. Generational theory was discussed as the underlying 

structure and importance of the research. Chapter III was the methodology used to 

explore the impact of generations, gender, and race/ethnicity on the communication 

styles and work values of the EC-12 teachers surveyed. 
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CHAPTER III 

METHODOLOGY 

Introduction 

 Since before the start of the 21st century, generational differences have been 

become popular topics in the media, in books, and in business literature with much of the 

focus being on the rise of the Millennial generation.  Using Strauss and Howe’s (1991) 

generational timelines, there are three generations, Baby Boomers, Gen Xers and 

Millennials, currently working in EC–12 education. Sometimes conflicts between these 

generations who live and work together are created by differences, which some refer to 

as a Generation Gap (Gursoy et al, 2008).  This conflict is often the result of violations 

of expectations that occur when one generation does not behave or say things that are 

consistent with the norms of the organization or the norms of the other generation within 

the organization (Burgoon, 1993; Miller, 2004). Two major areas where this occurs in 

the work place are with communication methods and work values (Glass, 2007). As the 

Millennial generation has risen into the workforce, there is concern of how their 

preferred communication methods and work values will impact the work culture and 

relationships with coworkers from the Baby Boomer and Gen X generations (Myers & 

Sadaghiani, 2010). The study focused on whether there are differences in preferred 

communication methods and work values between the members of the generations 

currently working in EC-12 education. An analysis of generational differences between 

genders or among ethnic/racial groups of the different generations was conducted. 
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 This chapter will review the methods used to conduct this study.  The first 

section reviews the research questions. After that review, the research design is 

presented including the type of study and the selection process used to determine study 

participants.  The instrument and data collection procedures is then discussed. This is 

followed by the statistical analysis.  The final section discusses limitation, bias, and 

validity issues. 

Research Questions 

To explore the differences in preferred communication methods and work values, 

the research questions for this study are: 

1. To what extent do teachers from different generations differ in communication 

methods and work values? 

2.  To what extent does the context of communication impact how teachers from 

different generations select their preferred method of communication?  

3. To what extent does gender of the teacher explain generational differences in 

communication methods or work values? 

4. To what extent does racial/ethnicity affiliation of the teacher explain generational 

differences in communication methods or work values? 

Methodology and Research Design 

Surveys provide quantitative data that describe trends, attitudes, and opinions 

(Cresswell, 2009). For this study, a cross-sectional survey of educators was used to test 

the hypotheses that suggest differences between the generations exist in their preferred 

communication methods and work values during a specific time period of the study 
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(Breslow & Day, 1990).  This study explored differences that may exist between 

teachers from different generations working in a South Texas EC-12 school district.  The 

nature of a cross-sectional survey is a snapshot or a single point of data collection (Busk, 

2005) of staff members from different ages or stages of development. The results may 

help administrators and faculty members alike to see the attitudinal trends and 

differences between younger and older staff members. Having greater information on 

preferred or less preferred communication methods and differences in work values with 

respect to common employee matters might reduce conflicts that potentially arise from 

these differences.  

A survey was sent to teachers at selected campuses in a large urban/suburban 

school district in a South Texas city.  Use of a survey provides a description of “trends, 

attitudes or opinions of a population by studying a sample of the population” (Cresswell, 

2009, p. 145). The survey requested various types of information including demographic 

information about the teachers’ generation, gender, and racial/ethnic identification, and 

number of years of experience.  To explore communication styles, the respondents were 

asked to identify the preferred or least preferred method of communication (face-to-face, 

email, phone, or text/Instant Message) while at work and also to indicate preferences in 

communication in seven specific work related situations (receiving a reprimand about 

arriving late, receiving a notice of job change, receiving advice from a colleague, 

receiving information about a parent complaint from administration, sending advice to a 

colleague, receiving a complaint directly from a parent and making parent contact).  

Multinomial Logistic Regression was used to analyze the data on the preferred method 



 

 64 

of communication and the least preferred communication methods using SPSS version 

24. To explore potential differences in work values, the respondents were asked to 

identify levels of importance for eleven identified values (opportunity for advancement, 

benefits, pride in work place, opportunity to influence in the organization, job security, 

opportunity for growth, opportunity to collaborate, recognition for work responsibility, 

use of ability and knowledge, and an ethical work place). 

 The levels of importance ranged from “very important to unimportant.” The 

work values data was analyzed using a Multiple Linear Regression test also using SPSS 

version 24. 

Sample 

A large city school district (NCES, 2017) in South Texas was selected because of 

its diverse composition of students and teachers. The district has sixty-eight campuses 

with 5,490 professional staff members (Texas Academic Performance Reports (TAPR), 

2015). The demographics of the district (Table 3-1) are similar to those of the state.   

White students in the district represent 28.1% of students while Hispanics 

represent 57.6% of the student population.  This is compared to the state averages, 

28.9% for White students and 52% for Hispanics (TAPR, 2015). The district has 4,313 

teachers according to the 2014-15 TAPR (2015).  The district has students from a wide 

range of socio-economic (SES) backgrounds. Forty-five percent of the students are 

considered economically disadvantaged.  Eighteen of the 42 elementary campuses and 

six of the 14 middle school campuses are identified as Title I campuses as defined by the 

U.S. Department of Education.  None of the high schools have been identified as Title I. 
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Table 3-1 
 
Comparison of Data Between the District and the State* 

 District (%) State (%) 
Students   
White 19,018 (28.1) 1,509,555(28.9) 
Hispanics 39,005 (57.6) 2,714,266 (52) 
African American 
 
Economically Disadvantaged 

4,925 (7.3) 
 

30,596 (45.2) 

659,074 (12.6) 
 

3,068,820 (58.8) 
   
Teachers   
Percent of staff who are teachers 4213.6 (50.6) 342,191.8 (50.8) 
Percent of teachers who are 

minority 
1,591.9 (36.9)  132,147 (38.6) 

Percent of teachers who are 
female 

3343.6 (77.5) 262,243.9 (76.6) 

Percent of potential Millennials 2268.9 (52.5) 195671.7 (57.2) 
*TAPR, 2015 

 
 

For the instructional staff, 50.6% of the total staff members are teachers and this 

is similar to 50.8% of the state’s staff who are teachers. The percentage of teachers from 

racial/ethnic minority groups is slightly lower at 36.9% than the state percentage of 

38.6%.  Another similarity is the percentage of teachers who are female which is 77.5% 

compared to the state which has 76.6% of teachers who are female, which suggests a 

higher number of the survey respondents should be female. Finally, data on the specific 

age of faculty members is not listed on TAPR, so the number of Millennials was 

estimated by using the percentage of teachers with less than 10 years of experience.  

Teachers who were born in the first year of the Strauss and Howe’s (2000) Millennial 

generation and started teaching when they were 22 years of age would have had 11 years 

of experience.  According to the TAPR (2015), the percentage of teachers in the district 



 

 66 

with 10 years of experience or less is 52.5%, which is less than the state which has 

57.2% of teachers with a similar number of years of experience.  

The sample for the study were teachers from 24 elementary and seven middle 

schools, approximately 52% and 50% of the district’s campuses at those levels 

respectively, and all seven of the high schools in the district.  In order to increase the 

likelihood of a good cross selection of teachers from each generation and racial/ethnic 

minority groups, an instrument was devised by the researcher using a selection process 

for the elementary and middle school campuses based upon the percentage of teachers 

from racial/ethnic minority groups, the percentage of potential Millennial teachers, and 

the years of experience.  Each campus was ranked on each of the data points and the sum 

of all the rankings provided each campus with a ranking score.  These school rankings 

were then placed into quartiles and the top, middle, and bottom-scoring schools from 

each quartile were selected. In an attempt to increase the number of male teachers who 

completed the survey for analysis, all the high schools were included because almost 

40% of the high school faculties are male as opposed to female teachers who compose 

91.18% of the faculties of the elementary schools and 70.90% of the middle school 

faculties within the district (TAPR, 2015). 

The study looked at communication methods of the teachers.  A review of the 

district’s communication policy found that teachers are required to communicate directly 

with parents when students have behavioral or academic issues.  The method is not 

specified in the regulation, although a personal conference is preferred.  If a parent 

conference is not feasible, a telephone call or an email is acceptable.  Anecdotally, many 
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principals require teachers to respond within 24 hours, but the policy says the teacher 

should be given at least 48 hours prior notice for a parent conference. 

The district provides technology resources that allow employees to complete the 

requirements of their jobs.  According to the District’s Acceptable Use Policy (AUP), 

phones, emails, teacher websites, and so on are provided and the administrative 

regulations state these resources are for instructional and administrative purposes. The 

policy allows limited personal use of these communication resources, as long as it does 

not interfere with the completion of the staff member’s work.  All questions on the 

survey considered work related use of technology. 

Data Sources 

The survey of the teachers in the district was conducted from September 12, 2016- 

October 20, 2016.  The participants were asked to identify: their generational range, their 

gender, their racial/ethnic identity, their total years of experience as an educator, and the 

level they teach (elementary, middle, or high school).  The participants were then asked 

to respond to questions about preferred communication methods and work values. 

After obtaining permission to conduct the research from the district and the 

Texas A&M University Institutional Review Board (IRB), a letter stating the district’s 

permission to participate and a link to the survey was emailed to all the identified 

teaching staff members. The employees completed the survey through Qualtrics.  

Data Collection 

The survey collected demographic information including generational affiliation, 

race/ethnicity, years of experience as an educator, and campus level from each 
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participant to help categorize the responses for analysis. An instrument (Appendix A) 

was developed using a combination of the Framework of Message Sensitivity (FMS) 

(Craft, 2011) and a modified version of the Works Values Questionnaire (WVQ) 

(Murphy, 2011 adapted from Elizar et al., 1991).  

The FMS asked the participants to identify their preferred method of 

communication and then select the communication method they rarely or never use from 

the list of face-to-face, text/instant message, phone, or email (Craft, 2011). The literature 

identifies that methods of communication often violate expectations across the various 

generations. Therefore, the next set of questions sought to explore situations within the 

EC-12 workplace for generational differences in communications.  The respondents 

were asked to identify their preferred or the rarely or never used methods of 

communication in educational specific job-related situations listed in Table 3-2.  

 
 
Table 3-2 

Specific Job-Related Situations 

Professional Communication-Internal Source 
     A.  Receiving a reprimand about arriving late 
     B.  Receiving notice of a job change 
     C.  Receiving advice from a colleague 
     D. Receiving information about a parent complaint from administration 
     E.  Sending advice/guidance to a colleague 
Professional Communication-External Source 
     F.  Receiving a complaint directly from a parent  
     G.  Making parental contact  
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Participants were asked to consider the situation and determine which method of 

communication they would prefer to use in that situation. The participants then 

considered which form of communication they would never use or which was the least 

preferred method in the same situation. 

The WVQ measures differences in the levels of importance of various work 

value concepts such as independence in work, length of hours, contribution to society, 

and so on (Elizur et al., 1991).  The items listed on the work values instrument 

“represent the valence of outcomes in terms of expectancy theory” (Vroom, 1964 as 

cited in Elizur et al., 1991, p. 26) and are drawn from theories of motivation such as 

needs, achievement, relatedness, affiliation, motivation, and hygiene (Elizur et al., 

1991).  The values selected for the study (Table 3-3) were frequently listed in the 

literature as different across the generations. The participants used a Likert-like Scale to 

rank various work value concepts as: Very Important, Important, Somewhat Important, 

Somewhat Unimportant, or Unimportant.  The Likert Scale was developed by Rensis 

Likert as a way to assess attitudes (Gliem & Gliem, 2003).  The respondents selected the 

degree of agreement or disagreement or in this case, importance or unimportance 

(McIver & Carmines, 1981 as cited by Gliem & Gliem, 2003).  An “undecided” or 

neutral response was intentionally left out of the choices. Without the neutral response of 

undecided, respondents were required to choose between important and unimportant and 

then determine the degree of their choice.  

An additional consideration for Research Question #1 is the question of 

generational differences in work values. After a review of the work values found in the 
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generational literature, the items were reduced to the above list since some of the items 

listed such as “convenient work hours,” “contribution to society,” and even “the amount 

of money the employee receives” may not be as applicable in the school setting as other 

factors.  Other items such as “influence in the organization and influence in work” were 

combined into one item since teachers often have autonomy inside their classrooms and 

the influence in the organization may be limited by factors such as state laws and district 

policies.  Teachers often have different levels of influence based upon the particular 

school, district, and state.  The questions selected have been cited by generational 

literature as characteristics of one or more of the generations working within EC-12 

education. The questions were selected from the list of work value items (Elizur et al., 

1991).   

 
 
Table 3-3  

Work Values 

Q13_1-Advancement, chances for promotion (ADVANCEMENT) 
Q13_2-Benefits, vacation, sick leave, pension, insurance etc. (BENEFITS) 
Q13_3-Company (school district) to be employed by a company for which you are 

proud to work (PRIDE) 
Q13_4-Influence in work and influence in the organization (combined into one question 

for the survey) (INFLUENCE) 
Q13_5-Job security, permanent job (SECURITY) 
Q13_6-Opportunity for personal growth (GROWTH) 
Q13_7-Opportunity to work collaboratively with others (modified from Elizur’s 

opportunity to meet people and interact with them and co-workers who are 
pleasant and agreeable to reflect Millennials desire to work with groups)  
(COLLABORATION) 

Q13_8-Recognition for doing a good job; responsibility (RECOGNITION) 
Q13_9–Responsibility (RESPONSIBILITY) 
Q13_10-Use of ability and knowledge in your work (USE SKILLS) 
Q13_11-Ethic and integrity (added in response to Millennials desire for those with 

whom they work to have integrity) (ETHICAL) 
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The survey was sent out via email to the identified teachers from the district and 

remained open for approximately six weeks.  Four-reminder emails were sent out to 

increase the return rates. The Qualtrics system allowed respondents to complete the 

survey on a computer or on a mobile device. Even though the campus principals were 

not being surveyed, they were enlisted to encourage their faculty members to participate. 

Description of Variables 

Variables and their attributes for a study should be defined to demonstrate how 

the research question would be answered and how the hypothesis would be tested by the 

data (Calabrese, 2006). The variables in the study are the generation, race/ethnicity, and 

gender of each respondent, situation of the communication, method of communication, 

and importance of work values. Survey questions 6 (Q11 in the data analysis) and 7 

(Q14 in the data analysis) explored research questions 1, 3 and 4 by comparing the 

preferred or never used method of communication by generation, gender, and ethnicity.  

Variables that “cause, influence or affect outcomes” are the independent variables 

(Creswell, 2009, p. 50).  The variables that result or are influenced by the independent 

variables are the dependent variables (Creswell, 2009). For these questions, the 

generation, race/ ethnicity, and gender of the respondent are the independent variables 

and the method of communication is the dependent variable. The next set of questions 

which are survey question 8 (data analysis questions Q12_1 through Q12_5 and Q16_1 

and Q16_2) and question 9 (Q17_1 through Q17_5 and Q15_1 and Q15_2 in the 

analysis data) consider research question 2, and explore the preferred or the rarely or 
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never used method of communication for each generation in specific situations.  For this 

analysis, the independent variables are the respondents’ generation and the situations, 

while the dependent variables are the type of communication. Question 10 (Q13_1 

through Q13_11 in the analysis data) was used to analyze work values to explore 

differences by generation, gender, and race/ethnicity as they relate to research questions 

1, 3, and 4. The generation and the characteristics are the independent variables while 

the ratings for each value are the dependent variable. 

Data Analysis 

The demographic data are found in questions 1- 5 (data analysis questions Q1 

through Q5).  For each of the questions, the number of respondents and the percentage of 

the total are listed. This data identified the number of respondents from each generation 

(Q1) as well as the gender (Q2) and racial/ethnic identity (Q3) of those who responded 

to the survey. Because the participants are from all campus levels within one district, 

question 4 (Q4) further identified the characteristics of the sample group by collecting 

data on the years of experience.  These data are presented as the average years of 

experience of those who completed the survey.  The data from question 5 (Q5) provide 

the number and the percentage of responses received from each level, elementary, 

middle, and high schools.  

Survey Validity and Reliability Tests  

Reliability and Trustworthiness 

For an instrument to be valid, it must provide information that will address the 

intended purpose of the study (Cohen & Serdlik, 2005). Since the instruments for this 
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study have been previously used, no pilot study was conducted. However, not all 

questions from the original studies were used. To test for validity of the reduced 

instrument, three different Cronbach Alpha tests were run.  Cronbach’s Alpha 

(Cronbach’s a) is a way to measure internal consistency of the instrument (Ferketich, 

1991). The first test analyzed the “preferred method” of communication questions for 

this consistency. The second Cronbach’s a considered the internal consistency of the 

“least preferred method” of communication questions, while the third test analyzed the 

work values questions for consistency. Reliability of an instrument is important to the 

validity of the instrument in order to understand inferences that can be drawn 

(Gardemann, Guhn, & Zumbo, 2012). When considering reliability of an instrument, one 

should strive for minimal length with the “best set of items” from the set of all possible 

items (Ferketich, 1991, p. 165). However, the longer the test, the more reliable the 

Cronbach’s a will be (Tavakol & Dennick, 2011). Cronbach’s a normally ranges from 0 

to 1 with an a closer to 1 indicating more internal consistency (Gliem & Gliem, 2003). 

Lance et al. (2006) write that a Cronbach’s a above .70 is considered acceptable, which 

is based upon the writings of Nunnally (1978).  Other researchers provide further 

breakdown of the a values:  above .90 is excellent, above .80 is good, above .70 is 

acceptable, above .60 is questionable, above .50 is poor, and below .50 is unacceptable 

(George & Mallery, 2003). The use of the summary statistic such as a single value on a 

correlation matrix may not tell the full story because it does not identify when individual 

items are redundant or how individual items relate to other items (Ferketich, 1991).  In 

most cases, items are considered correlated when the Inter-Item Correlation value, which 
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is used to test for inconsistent or repeated items, is between .30 and .70 (Ferkertich, 

1991). Cronbach (2004) states the assumptions of the test are that items must be 

independent, which means a response on one item does not impact a response on another 

item. This criterion was met. 

The survey considered generational, gender, and ethnicity/racial differences in 

preferred communication method by asking the respondent to identify they preferred 

method of communicating (Q6) as well as the rarely or never used communication 

methods (Q7) in the work setting and then to consider if their preferred methods differ 

given different situations of the communication (Qs 8-9). The final question (Q10) 

identified the differences in work values between the generations, genders, and 

racial/ethnic groups using Elizur’s work values as well as explored violations of 

expectation found in differences in work values between the generations.  

Statistical Analysis 

Since the communication questions are categorical in nature, a Multinomial 

Logistic Regression analysis was conducted using the independent factor of generation 

against the types of communication (Sharma, 1995).  Multinomial Logistic Regression 

can be used to see how categorical variables relate to a set of explanatory variables (Bull 

& Donner, 1987).  This test uses “maximum likelihood estimations based on the 

conditional probability of being in a particular population given the explanatory 

variables” (Bull & Donner, 1987, p. 1118).  This is accomplished by setting 

“identification constraints on the parameters” to zero (Anderson, Verkuilen & Payton, 

2010, p. 426).  An analysis of the three independent variables, generational affiliation of 
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the respondent, their gender, and their race/ethnicity, against the most preferred (Q6), the 

least preferred (Q7) and (Q8) was conducted using Multinomial Logistic Regression. For 

the situations where significant differences were identified, Likelihood Ratio Tests were 

conducted to determine which variable caused the significance.  The Parameter Estimate 

statistic was then used to identify the magnitude of the significance that existed for a 

given variable. 

For the work values items (Q10), a Factor Analysis was conducted using SPSS to 

determine if there were any factors (components) that could be identified.  Factor 

Analysis is used to reduce the number of factors by identifying which factors are highly 

correlated (Coolidge, 2006). Three factors (components) were identified.  The factors in 

component 1 are those values, which come from within the respondent and are labeled 

“Internal Intrinsic Values.”  The values that fell into component 2 identify a 

respondent’s desire for opportunities for growth or advancement and are labeled 

“Opportunities for Growth.”  The final component (component 3) represents values that 

originate outside the control of the respondent and are labeled “External Locus of 

Control.”  Once the factors were determined and the items were reduced to three factors, 

a Multiple Linear Regression test was conducted.  A regression test considers how the 

response variable (dependent variable) responds to changes in the predictor variable 

(independent variable) (Coolidge, 2006).  A Multiple Linear Regression was utilized 

because there are more than one independent and dependent variables. Each work value 

factor (the dependent variable) was paired with the generations (independent variable) to 

determine if any significant differences existed between them (Coolidge, 2006). An 
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additional regression analysis was conducted to examine the interaction between each 

pair of independent variables (generation and gender first and then generation and 

race/ethnicity) on each of the items. 

Study Limitations 

 This study was conducted in a single district in South Texas so the findings will 

be limited to that context.  This means the findings may not be reflective of all faculty 

members working in EC-12 education.  The cross-sectional design does not identify 

whether the differences between generations is the result of stage of life or career 

differences or of cohort differences (Cennamo & Gardner, 2008; Twenge et al., 2010). 

For the situation questions, the respondent is forced to chose one method over the other 

with limited information.  The situations are broad enough that context within that 

situation may change the preferred or the never use response. The study provides no 

process to compare teachers to the population at large.  Finally, because this is a cross 

sectional survey, this study does not add to Generational Theory but only to the 

discussion of current attitude and preferences of those working within the district. 

Summary of Chapter III 

 Conflict can reduce the effectiveness in an organization especially if it is caused 

by differences in communication styles and in work values. Often these conflicts can 

arise from differences in generational norms. The understanding of generational 

preferences can help those working together to minimize the impact of these differences. 

The purpose of this study was to identify differences that may exist between the 

generations working in an educational setting.  This chapter discussed the methods used 
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to conduct the study.  First, the research questions where reviewed.  The second section 

discussed the methodology including the construction of the survey and the sampling 

techniques.  This was followed by a description of the research instrument and data 

collection techniques used. The next several sections discussed the data analysis, which 

included a discussion of the variable, test for validity/ reliability as well as the specific 

statistical test used to analyze the data.  The final section considered the limitation of the 

study. The findings of the analysis are discussed in the following chapter and the 

implications of the findings are presented in the final chapter.  
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CHAPTER IV 

ANALYSIS 

Introduction 

Chapter IV presents the findings of this study, which was conducted in a district 

in South Texas to explore generational differences in preferred communication methods 

and work values.  The analysis is presented in five sections. The first section presents the 

demographic data about the participants.  Validation and reliability are the topics of the 

second section and includes data from the Cronbach’s a tests.  The study considers the 

preferred communication methods and the rarely or never used communication methods 

in the work setting to explore all four of the research questions.  The data that addresses 

the communication methods in general and in specific job-related situations is reviewed 

in section three. This section also includes the analysis of gender and race data as it 

relates to generations. The fourth section discusses the data on work values to explore 

Research Questions 1, 3 and 4. The final section discusses the research questions and 

implications of the findings on the null hypothesis and then summarizes the chapter. 

The data were collected during September and October 2016 using the Qualtrics 

Survey Software and were analyzed using SPSS Statistical Software v 24.  Multinomial 

Linear Regression was used to analyze the communication methods questions on the 

survey and Multiple Linear Regression was used to analyze the work values questions. 

Survey Respondents 

The survey was sent to 2,662 of the 4,247 teachers from the same school district 

in South Texas.  This represents approximately 62% of the district’s teaching staff. 
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There were 613 surveys started which represents a return rate of 22.9%, but some 

respondents chose not to answer all questions. The first question (Q1) asked the teacher 

to identify their generation by selecting from one of three choices to identify their birth 

range: prior to 1965 (which identifies them as Baby Boomer); between 1965 to 1981 

(which identifies them as Gen Xers); and after 1981 (which identifies them as 

Millennials).  Only 610 teachers responded to this question.  The “Percent” column in 

Table 4-1 represents the percent of all respondents while the “Valid Percent” column 

represents the percentage of those who responded to the question. Based upon the years 

of service of the teachers in the district from the TAPR (2015), approximately 26% of 

the respondents should be Baby Boomers, while 44% should be Generation X and 28% 

should be Millennials. There were more Gen Xers (55.6%) who responded to the survey 

than was predicted based upon the years of experience. 

 
 
Table 4-1 

Number and Percentage of Respondents by Generation (Q1) 
 

 
Frequency Percent 

Valid 
Percent 

Cumulative 
Percent 

Prior to 1965 (Baby Boomers) 146 23.8 23.9 23.9 
1965 to 1981 (Gen Xers) 339 55.3 55.6 79.5 
After 1981 (Millennials) 125 20.4 20.5 100.0 
Total 610 99.5 100.0  
Missing 3 .5   
Total 613 100.0   
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 The second question (Q2) asked the respondents to identify their gender.  Table 

4-2 shows that most of the respondents (79.8%) were female.  This was to be expected 

since 77.5% of the teachers in the district are female.  

 
 
Table 4-2 

Number and Percentage of Respondents by Gender (Q2) 
 

 Frequency Percent Valid Percent Cumulative Percent 
Female 487 79.4 79.8 79.8 
Male 123 20.1 20.2 100.0 
Total 610 99.5 100.0  
Missing System 3 .5   
Total 613 100.0   

 
 
 
 The next question (Q3) collected data on the ethnicity/race of the responding 

faculty members. There were six respondents who chose not to answer this question. 

Table 4-3 shows the ethnicity/racial identity selected by the respondents. According to 

the TAPR (2015), African American teachers represent 3.2% of the district’s faculty 

members, 31.3% of the teachers are Hispanic, and 63.1% are White.  

For the analysis in this study, only four ethnicity/racial identities (African 

American, Hispanic, White, and Two or more Races) were considered since the small 

number in of American Indian, Native Hawaiian, or Pacific Islanders and Asians did not 

represent at least 2% of the respondents in every generation. The researcher felt these 

data were outliers and had potential to skew the analysis. 
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Table 4-3 

Number and Percentage of the Race / Ethnicity (Q3) of Respondents 
 
 Frequency Percent Valid Percent Cumulative Percent 
African American 16 2.6 2.6 2.6 
American Indian 3 .5 .5 3.1 
Asian 7 1.1 1.2 4.3 
Hispanic 152 24.8 25.0 29.3 
Native Hawaiian or 
Pacific Islander 

1 .2 .2 29.5 

White 398 64.9 65.6 95.1 
Two or More Races 30 4.9 4.9 100.0 
Total 607 99.0 100.0  
Missing System 6 1.0   
Total 613 100.0   

 
 
 

The fourth question (Q4), asked the respondents to list the number of years of 

experience they had teaching. The average number of years of experience for the 

respondents was 14.5 years. This was slightly higher than the district average according 

to the TAPR (2105), which listed 11.7 years as the average years of experience for 

teachers. The median years of experience for the respondents were 13.  The initial 

assumption for the study was that teachers with less than 10 years of experience would 

provide a rough estimate of the teachers who are Millennials. According to the TARC 

(2015), the district had 53% of the teachers with less than 10 years of experience.  For 

this study, 37% of the respondents had less than 10 years of experience.  However, only 

20% of the respondents stated they were Millennials. This means the initial 

“assumption” that teachers with less than 10 years of experience represent the 

Millennials was not accurate since it appears from these data that 17% of those who 

responded to the survey entered the teaching profession later than their early twenties. 
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Table 4-4 

Number and Percentage of Respondents from Each Level of EC-12 Education 

Campus Level Frequency Percent Valid Percent Cumulative Percent 
Elementary School 204 33.9 34.1 34.1 
Middle School 159 26.4 26.5 60.6 
High School 236 39.2 39.4 100.0 
Total 599 99.5 100.0  
Missing System 3 .5   
Total 602 100.0   

 
 
 

The next question (Q6) was used to further describe the characteristics of the 

respondents. Table 4-4 shows the number of respondents from the three levels found in 

EC-12 education: elementary, middle school, and high school. Almost 40% of the 

respondents were high school teachers.  This was similar to the total percentage of the 

teachers who were high school teachers. Approximately one-third of the respondents 

were elementary teachers.  Forty percent of the surveys sent out were sent to elementary 

teachers.  Finally, the response rate from middle school was higher at 26% than the 20% 

of the teachers who received surveys. 

Validity and Reliability 

Cronbach’s Alpha Test for Reliability 

 To test for internal reliability in the instrument, the Cronbach’s a test was 

utilized because it can measure internal consistency with only one test instead of a test/ 

retest measure (Tavakol & Dennick, 2011).  An acceptable Cronbach’s a is any value 

above .70 (Gliem & Gliem, 2003; Lance et al., 2006; Tavakol & Dennick, 2011).  
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Cronbach’s a tests were conducted on three sets of questions: preferred communication 

method, rarely or never used communication method, and work values. 

 
 
Table 4-5 

Item-Total Statistics for Preferred Communication Methods 
 

 

Scale 
Mean if 

Item 
Deleted 

Scale 
Variance if 

Item 
Deleted 

Corrected 
Item-Total 
Correlation 

Squared 
Multiple 

Correlation 

Cronbach's 
Alpha if 

Item 
Deleted 

Q11 - Preferred 14.56 18.443 .247 .080 .551 
Q12_1 - Preferred A. Receiving 

a reprimand about 
arriving late 

14.83 19.363 .139 .057 .592 

Q12_2 - Preferred B. Receiving 
notice of a job change 

15.61 20.392 .250 .078 .549 

Q12_3 - Preferred C. Receiving 
advice from a colleague 

15.55 19.974 .280 .254 .541 

Q12_4 - Preferred D. Receiving 
information about a 
parent complaint from 
administration 

15.03 17.367 .348 .140 .514 

Q12_5 - Preferred E. Sending 
advice/ guidance to 
colleague 

15.14 18.142 .313 .275 .527 

Q16_1 - Preferred F. Receiving 
a complaint directly 
from a parent 

13.89 17.308 .392 .312 .498 

Q16_2 - Preferred G. Making 
parental contact 

13.74 19.340 .313 .274 .531 

 
 
 

The analysis of the eight items exploring the preferred communication methods, 

which were Q11, Q12_1 through Q12_5,  & Q16_1 through Q16_2, found a Cronbach’s 

a = .572.  This would indicate a poor internal consistency of these questions since the a 

is between .50 and .60.  To consider the reliability of specific items, the Item-Total 

Statistic (see Table 4-5) is analyzed to determine if eliminating any specific questions 
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would increase the reliability to a more acceptable level.  A review of this column 

labeled “Cronbach’s Alpha if Item Deleted” does not provide a significant enough 

change to consider deleting any of the items. 

 The test on the rarely or never used communication methods (Q14, Q15_1 

through Q15_5 & Q17_1 through Q17_2) produced Cronbach’s a = .719. Since the 

Cronbach’s a is above .70, this would indicate that the internal consistency of these 

questions is in the acceptable range.  The review of the Item-Total Statistics chart (see 

Table 4-6) for this test indicates no difference if any of the items was deleted.  

 
 
Table 4-6 

Item-Total Statistics for Rarely or Never Used Communication Methods 
 

 

Scale Mean 
if Item 
Deleted 

Scale 
Variance if 

Item Deleted 

Corrected 
Item-Total 
Correlation 

Squared 
Multiple 

Correlation 

Cronbach's 
Alpha if 

Item Deleted 
Q14 - Rarely or Never used 16.41 9.801 .154 .028 .737 
Q17_1 - Rarely or Never A. 
Receiving a reprimand about 
arriving late 

16.78 8.134 .518 .345 .667 

Q17_2 - Rarely or Never B. 
Receiving notice of a job 
change 

16.85 8.572 .450 .328 .683 

Q17_3 - Rarely or Never C. 
Receiving advice from a 
colleague 

16.56 8.031 .473 .420 .677 

Q17_4 - Rarely or Never D. 
Receiving information about a 
parent complaint from 
administration 

16.81 8.262 .543 .350 .664 

Q17_5 - Rarely or Never E. 
Sending advice/ guidance to 
colleague 

16.58 8.185 .478 .429 .676 

Q15_1 - Rarely or Never F. 
Receiving a complaint directly 
from a parent 

16.99 8.909 .364 .290 .700 

Q15_2 - Rarely or Never G. 
Making parental contact 

16.96 8.861 .306 .246 .714 

 



 

 85 

 The final Cronbach’s a test evaluated the work value questions (Q13_1 through 

Q13_11). The test found Cronbach’s a = .80, which shows the instrument to be in a 

“good” range for this group of questions.  A review of the Item-Total Statistics Table 

(Table 4-7) indicates that eliminating any of the questions decreased the Cronbach 

Alpha, so no questions were eliminated before analysis. 

 

Table 4-7 

Cronbach’s Alpha Item-Total Statistic for Work Values 
 

 
Scale Mean 

if Item 
Deleted 

Scale Variance 
if Item Deleted 

Corrected Item-
Total Correlation 

Squared 
Multiple 

Correlation 

Cronbach's 
Alpha if Item 

Deleted 
Q13_1 - Work Values A. 
Opportunities for leadership, 
advancement, chances for 
promotion 

14.87 15.703 .427 .276 .796 

Q13_2 - Work Values B. 
Benefits, vacation, sick leave, 
pension, insurance, etc. 

15.40 17.546 .343 .240 .797 
Q13_3 - Work Values C. To 
be employed by a school 
district for which you are 
proud to work 

15.54 17.421 .463 .256 .785 

Q13_4 - Work Values D. 
Influence in work/ 
organization 

15.15 16.280 .540 .306 .776 
Q13_5 - Work Values E.  Job 
security, permanent job 15.57 17.796 .409 .260 .790 
Q13_6 - Work Values F.  
Opportunity for personal 
growth 

15.41 16.662 .562 .360 .775 
Q13_7 - Work Values G. 
Opportunity to work 
collaboratively with others 

15.24 16.171 .523 .336 .778 
Q13_8 - Work Values H. 
Recognition for doing a good 
job 

15.12 16.596 .442 .229 .787 
Q13_9 - Work Values I. 
Responsibility 15.29 16.464 .595 .459 .771 
Q13_10 - Work Values J. Use 
of ability and knowledge in 
your work 

15.55 17.784 .486 .355 .785 
Q13_11 - Work Values K. 
Ethics and integrity 15.76 18.661 .404 .244 .793 
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The Cronbach’s a tests show the outcomes of the Preferred Communications 

need to be considered with caution because it falls in the poor range. The other two tests 

provided enough reliability to proceed. 

Analysis of Research Data 

The analysis of the data responds to the four research questions that were 

considered by either accepting or rejecting the null hypotheses for each question.   

Research Question #1: To what extent do teachers from different generations differ in 

communication methods and work values? 

H1: There will be no significant difference between teachers from each generation in 

their communications methods or their work values. 

Research Question #2: To what extent does the context of communication impact how 

teachers from different generations select their preferred method of 

communication?  

H2: There will be no significant difference between teachers from each generation in 

their communications methods based upon the context of the communication. 

Research Question #3: To what extent does the gender of the teacher explain 

generational differences in communication methods or work values? 

H3: There will be no significant difference between teachers from each generation in 

their communications methods or work values based upon their gender. 

Research Question #4: To what extent does racial/ethnic affiliation of the teacher explain 

generational differences in communication methods or work values? 
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H4: There will be no significant difference between teachers from each generation in 

their communications methods or work values based upon their race/ ethnicity. 

Analysis of Communication Methods by Generation 

The preferred method of communication for those who responded to this survey 

in the non-specified work setting (Q11) was face-to-face, which was selected by 42.2% 

of the respondents. However, Baby Boomers (Prior to 1965) preferred face-to-face over 

50% of the time, which was higher than the other two generations. After face-to-face,  

 
 
Table 4-8 
 
Preferred Communication Method (Q11) of Each Generation (Q1) by Percentage 
 

Birth Range N (Percentage) Of Each Communication Styles 

 
Face-to-

Face 
Text or Instant 

Message 
Phone 
Call Email 

Prior to 1965 (Baby Boomers) 73 (50.7) 25 (17.4) 4 (2.8) 42 (29.2) 
1965 to 1981 (Gen Xers) 127 (38.1) 64 (19.2) 7 (2.1) 135 (40.5) 
After 1981 (Millennials) 53 (43.4) 23 (18.9) 0 (0.0) 46 (37.7) 
Total 253 (42.2) 112 (18.7) 11 (1.8) 223 (37.2) 

 
 
 
email was the second most preferred communication method across all the generations at 

37.2%.  In the specific generations, Gen Xers (1965-1981) preferred email (40.5%) 

compared to Baby Boomers and Millennials (After 1981).  The percentage for each of 

the preferred communication method for Millennials was close to the average 

(represented by the total on Table 4-8) between the Baby Boomers and Gen Xers for 

each of the methods of communication. The preference of Baby Boomers for face-to-
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face and Gen Xers for email is consistent with the literature on their generations 

preferred method of communication (Glass, 2007).  

The table 4-8 highlights that phone calls represent an extremely small percentage 

of responses for the general situations, which may skew some of the analysis.  To 

minimize this impact, the four communication methods were recoded into face-to-face, 

email, and other communication. The “other communication” category consists of text or 

instant message, and phone call and can be described as non-face-to-face synchronous 

electronic communication.  The percentages of each generation selecting these new 

categories are listed in Table 4-9. These recoded data were used for all the analysis of 

the preferred communication methods.   

 
 
Table 4-9 
 
Recoded Preferred Communication Method (Q11) of Each Generation (Q1) by  
Percentage 
 

Birth Range N (Percentage) of Each Communication Style 
 Face-to-Face Email Other 

Communication  
Prior to 1965 (Baby Boomers) 73(50.7) 42(29.2) 29 (20.2) 
1965 to 1981 (Gen Xers) 127 (38.1) 135 (40.5) 71 (21.3) 
After 1981 (Millennials) 53 (43.4) 46 (37.7) 23 (18.9) 
Total 253 (42.2) 223 (37.2) 123 (20.5) 

 
 
  

Using these three categories of communication methods, a Multinomial Logistic 

Regression was conducted.  This test for the general question of preferred method of 

communication (Q11) in the work setting was conducted using Millennials as the 
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reference variable and it indicated there was no significance found between the 

generations (c2 = 7.664, df = 4, p =.105). 

 
 

 

Figure 4-1. Preferred communication method (Q11) by generation (Q1) 

 
 
 Although the data on preferred communication method was not statistically 

significant, Figure 4-1 highlights some characteristics previously identified in the 

literature.  For Baby Boomers, face-to-face is the most widely selected preferred method 

of communication, which is consistent with findings in the literature (Zemke et al., 

2013).  For Gen Xers, email was the selected most often as the preferred method of 

communication as noted by many writers (Glass, 2007; Rodriguez et al., 2003; Zemke et 

al., 2013). Surprisingly, Millennials did not select the “Other” category most often as the 

literature would suggest.  This category included, phone and more importantly text/ 

Instant Message.  One possible explanation is that Millennials use these types of 
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electronic media for connecting socially, which occurs less often in a job-related 

situation.  They also tend to be more relational which could explain the high selection of 

face-to-face. 

The next question (Q14) considered which method the teachers rarely or never 

used.  Table 4-10 shows the percentage of the rarely or never used method of 

communication by generation.  

 
 
Table 4-10 

Rarely or Never Used Communication Method (Q14) of Each Generation (Q1) by 
Percentage 
 

Birth Range N (Percentage) of Each Communication Style 
 Face-to-

Face 
Text or Instant 

Message 
Phone Call Email 

Prior to 1965 (Baby Boomers) 10 (7.0) 30 (21.1) 95 (66.9) 7 (4.9) 
1965 to 1981 (Gen Xers) 23 (7.0) 51 (15.1) 246 (75.5) 8 (2.4) 
After 1981 (Millennials) 8 (6.6) 23 (18.9) 90 (73.8) 1 (.8) 
Total 41 (6.9) 104 (17.6) 431 (72.8) 16 (2.7) 

 

Similar to the preferred questions and to prevent skewed output because of low 

numbers of responses in certain cells, the rarely or never used methods were recoded 

into three categories: Face-to-Face, Email, and Other Communication. As before, the 

analysis of this question used recoded data into to three categories by combining the 

Text or Instant Message and Phone Calls into one category called Other Communication 

(see Table 4-11). 
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Table 4-11 
 
Recoded Rarely or Never Used Communication Method (Q14) of Each Generation (Q1) 
by Percentage 
 

Birth Range N (Percentage) of Each Communication Style 
 Face-to-Face Email Other Communication 
Prior to 1965 (Baby 
Boomers) 

10 (7)  7 (4.9)  125 (88) 

1965 to 1981 (Gen Xers) 23 (7)  8 (2.4)  297 (90.5) 
After 1981 (Millennials) 8 (6.6)  1 (.8)  113 (92.6) 
Total 41 (6.9)  16 (2.7)  535 (90.4) 

* Percentage of Other Category resulting from Phone 

 
 

When they completed the survey, teachers selected either, Text/Instant Message 

or Phone a majority of the time for the communication method they would rarely or 

never use. Phone call represents a majority of the percentage for each generation. A 

reason phone may be a “never or rarely used” method of communication could that 

teachers have limited access to landlines at most campuses in the district and using a 

phone for work related business requires teachers to leave the classroom to make a call.  

Figure 4-2 shows the overwhelming selection of the Other Communication category.  
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Figure 4-2. Rarely used communication method (Q14) by generation (Q1) 

 
 

Similar to the preferred methods of communication previously discussed, the 

Multinomial Logistic Regression analysis for Q14 found no significant difference (c2 = 

4.572, df = 4, p = .334) between the generations for the rarely or never used 

communication methods. Millennials were used as the reference category for this test as 

well.  

Analysis of Communication Methods by Generation and Gender 

To explore the influence of gender and generational differences on the preferred 

method of communication, a Multinomial Logistical Regression test was conducted.  For 

this test, the SPSS reference category from the dependent variables was email.  The first 

test was conducted using Generation (Q1) and Gender (Q2) as the independent variables 
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and the preferred method (Q11). No significance was found in this analysis (c2 = 7.878, 

df = 6, p = .247).   

 
 

 

Figure 4-3. Preferred communication method (Q11) by generation (Q1) and gender (Q2) 

 
 

Figure 4-3 highlights that female respondents were similar to the generation 

questions, which would be expected given that most of the respondents were female.  

However, for male respondents, Baby Boomers had equal numbers of respondents who 

selected face-to-face and email.  Also surprisingly, male Gen Xers selected face-to-face 

more often than email.  There were low numbers for the Millennial males so that data 

may not reveal much about their attitudes. 

A review of the data for the general question on the rarely or never used method 

of communication (Q14) found that female Baby Boomers and Millennials selected face-
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to-face most frequently. Female Gen Xers identified email as their most preferred 

communication method. For the male respondents, Baby Boomers equally preferred 

face-to-face and email. Gen Xers preferred face-to-face while Millennials preferred 

email when no specific situation was considered.  

 
 

 

Figure 4-4. Rarely used communication method (Q14) by generation (Q1) and  
gender (Q2) 
 
 
 

The majority of the respondents from all generations and genders selected the 

Other Communication categories overwhelmingly as their rarely or never used method 

of communication. The regression analysis found no significance for the general 

question of which communication method the teacher would rarely or never use while at 

work (Q14) (c2 = 11.192, df = 9, p = .263). Figure 4-4 shows similar results to the rarely 
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used communication method for Generation only.  Most of the teachers across the 

survey selected Other Communication.  Interestingly, all 20 (100%) of the Millennial 

males selected the Other Communication.  

Analysis of Communication Methods by Generation and Race 

A review of the data used to explore the interactions between generations and 

race for the communication questions including the preferred method (Q11), the never or 

rarely used method of communication (Q14), and all of the situation questions found that 

the number of African American respondents was so low that “unexpected singularities” 

error message occurred on six of the fourteen questions when the Multinomial Logistic 

Regression was performed. To minimize this barrier, African American and Two or 

More Races were recoded into a category called Other Race to provide sufficient 

numbers of respondents to conduct the analysis.  The new ethnicity/race variables of 

Hispanic, White, and the Other Race category were used throughout the analysis. These 

independent variables were analyzed with the previously recoded dependent variables 

for communication methods: face-to-face, email, and Other Communication Method.  

With the new recoded data, the questions exploring the interaction between 

generation and race on communication methods were analyzed.  The first analysis was 

conducted on the preferred method of communication and no significance existed for the 

unspecified situation by race (c2 = 8.210, df = 8, p = .413). Figure 4-5 shows the 

responses for each preferred communication method by generation and race.  The data 

shows that most of the Other Communication Method were text/ IM not the phone 

responses. 
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Figure 4-5. Preferred communication method (Q11) by generation (Q1) and race (Q3) 

 
 

For all three races, Baby Boomers selected face-to-face as their preferred 

communication style. For Hispanic Baby Boomers, face-to-face was selected almost 

60% of the time, while White and Other Race Baby Boomers selected highest among the 

methods but selected them less that 50% of the time. The Whites and Other Races who 

are Gen Xers identified email as their preferred method of communication but Hispanic 

Gen Xers narrowly identified face-to-face as their preferred method. The Millennials 

who were Hispanic or Other Race identified email as their non-specific preferred method 

of communicating while the White respondents identified face-to-face as their preferred 

method of communication. 
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Figure 4-6. Rarely used communication method (Q14) by generation (Q1) and race (Q3) 

 
 

The next analysis reviewed the data on the rarely or never used communication 

methods by generation and race. Multinomial Logistic Regression showed no significant 

difference existed for the unspecific question on rarely or never used method of 

communication by generation and race (c2 = 10.564, df = 8, p = .228). Figure 4-6 shows 

responses for the never or rarely used communication method for each race by 

generation for the non-situational question (Q14). For this question, the Other 

Communication Method category overwhelmingly was identified as the rarely used 

method with the use of phone selected the majority of the time. 
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Analysis of Communication Methods in Specific Work-Related Situations 

The situational questions on communications were divided into two parts:  

Professional Communication from an Internal Source (within the organization) and 

Professional Communication from an External Source, which were parental 

communication in this survey.  The respondents were asked to consider the situations 

listed in Table 4-12 and identify their preferred method of communication (face-to-face, 

text/IM, phone, or email) for each situation. 

 
 

Table 4-12 
 
Situations of Preferred Professional Communication from Internal or External Source 
 

Internal Source 
Q12_1 - Preferred A. Receiving a reprimand about arriving late (Preferred 

REPRIMAND)* 
Q12_2 - Preferred B. Receiving notice of a job change (Preferred JOB CHANGE)* 
Q12_3 - Preferred C. Receiving advice from a colleague (Preferred RECEIVE ADVICE)* 
Q12_4 - Preferred D. Receiving information about a parent complaint from administration 

(Preferred PARENT COMPLAINT)* 
Q12_5 - Preferred E. Sending advice/guidance to colleague (Preferred SEND ADVICE)* 

External Source 
Q16_1 - Preferred F. Receiving a complaint directly from a parent (Preferred DIRECT 

PARENT COMPLAINT)* 
Q16_2 - Preferred G. Making parental contact (Preferred PARENT CONTACT)* 

*Indicates label for that situation  

 
 

Each set of situations was analyzed separately:  preferred communication in the 

given situation, and the rarely or never used communication methods. Table 4-13 

analyzes the Birth Range (independent variables) against each of the preferred 

communication situations (dependent variable) using Multinomial Logistic Regression. 

Four questions have significant differences between the generations: Preferred 
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REPRIMAND, Preferred PARENT COMPLAINT, Preferred DIRECT PARENT 

COMPLAINT, and Preferred PARENT CONTACT. 

 
 
Table 4-13 

Chi-Square Output from Multinomial Logistical Regression of Preferred 
Communication Method in Situations for Generation (Q1)  
 

Question Number and Situation c2 df p 
Q12-1-Preferred REPRIMAND 18.597 4 .001* 
Q12-2 Preferred JOB CHANGE .488 4 .075 
Q12-3 Preferred RECEIVE ADVICE 3.586 4 .465 
Q12-4 Preferred PARENT COMPLAINT 9.543 4 .049* 
Q12-5 Preferred SEND ADVICE 2.328 4 .676 
Q16-1 Preferred DIRECT PARENT 

COMPLAINT 
11.877 4 .018* 

Q16-2 Preferred PARENT CONTACT 11.425 4 .022* 

*Significant at .05 level 
 
 
 

To determine the cause of the significant differences by generation, further 

analysis was conducted on the four questions with significance to assess the cause of the 

significance in the preferred method of communication. The first situation with 

significance between the generations is Preferred REPRIMAND (Q12_1). Baby 

Boomers (b = 1.080, SE = .276, df = 1, p < .001, Exp(b) = 2.944) were  2.9 times more 

likely to select face-to-face over email than Millennials.  Figure 4-7 shows that Baby 

Boomers selected face-to-face 22% more than Millennials while Millennials selected 

email 23% more often than Baby Boomers to receive this reprimand. For this question, 

Gen Xers were within a few percentage points of the average between the other two 

generations. 
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All generations selected face-to-face over 50% of the time. Baby Boomers 

selected face-to-face almost 50% more than email. The gap between face-to-face and 

email for Millennials was much smaller than for the other two generations. No group 

picked Other Communication more than 3% of the time. 

 
 

 

Figure 4-7. Preferred REPRIMAND (Q12_1) by generation (Q1) 

 
 

For receiving information about a parent complaint from administration, 

Preferred PARENT COMPLAINT (Q12_4) significance was between the generations. 

Gen Xers (b = .446, SE = .225, df = 1, p = .047, Exp(b) = 1.563) are 1.6 times more 

likely than Millennials to select face-to-face over email.  
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For this question, Figure 4-8 shows the Millennials preferred to receive 

information of a parent complaint face-to-face less than the other two generations but 

still preferred face-to-face over the other methods. Face-to-face was selected with the 

same frequency for the older two generations. There was a difference of 8.4% between 

Millennials and Baby Boomers and 8.8% difference between the Millennials and Gen 

Xers. The other communication was almost never selected and was not selected at all by 

Millennials.  

 
 

 

Figure 4-8. Preferred PARENT COMPLAINT (Q12_4) by generation (Q1) 
 
 
 

For the question exploring how each generation would like to receive a 

complaint directly from a parent, the analysis of the Preferred DIRECT PARENT 
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COMPLAINT (Q16_1) data shows the third question with significance between the 

generations.  Baby Boomers (b = .693, SE = .298, df = 1, p = .020, Exp(b) = 1.999) are 

almost two times more likely than Millennials to select face-to-face over email and they 

are 2.7 times more likely than Millennials to select the Other Communication category 

(b = 1.008, SE = .351, df = 1, p = .004, Exp(b) = 2.740) over email. Baby Boomers 

selected email to receive the complaint more than the Other Communication or face-to-

face but less than 50% of the time (see Figure 4-9). For Gen Xers, email was preferred 

more than 50% of the time. Millennials who preferred email two-thirds of the time, 

selected email almost 20% more than the Baby Boomers and about 9% more than Gen 

Xers. For all three generations, email was selected most frequently, and face-to-face 

selected second most often. For direct parent complaint, a possible explanation for the 

higher selection of email may be the ease of use of that method.  

 

Figure 4-9. Preferred DIRECT PARENT COMPLAINT (Q16_1) by generation (Q1) 
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The last question found to have a statistically significant difference was preferred 

PARENT CONTACT. Baby Boomers (b = .901, SE = .274 df = 1, p =.001, Exp(b) = 

2.463) were 2.4 times more likely than Millennials to select the Other Communication 

category than email.  It also shows that Gen Xers (b = .500, SE = .238, df = 1, p =.036, 

Exp(b) =1.648) were 1.6 times more likely than Millennials to select the Other 

Communication category than email.  

There are a number of differences between the generations in their preference for 

making parental contact. Baby Boomers preferred Other Communication to email or 

face-to-face for this question. Because phone calls accounted for most of the selections 

in the Other Communication category, the data shows that Baby Boomers preferred to 

make parent contact by phone.  The Other Communication was the second highest 

selected method for both of these groups, 28.7% and 39.4% respectively.  
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Figure 4-10. Preferred PARENT CONTACT (16_2) by generation (Q1) 

 
 

 Figure 4-10 shows that face-to-face was the least selected communication 

method for all generation. For making parent contact, face-to-face was selected less than 

15% of the time, which may reflect more about the circumstances and less about the 

preferred method of communication. Gen Xers and Millennials selected email most 

often. Millennials prefer email over 50% of the time and Gen Xers preferred email 

slightly less than 50% of the time compared to the other two methods.   

The next set of tests explored the effect of generations and gender on the 

preferred communication method in a set of given situations (see Table 4-14). The same 

four situations found significant in the analysis of just generations, were found to have 

significance for generation and gender. 
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Table 4-14 

Chi-Square Output from Multinomial Logistical Regression of Preferred 
Communication Method in Situations for Generation (Q1) and Gender (Q2) 
 

Question Number and Situation c2 df p 
Q12-1-Preferred REPRIMAND 28.060 6 <.001* 
Q12-2 Preferred JOB CHANGE 4.382 6 .625 
Q12-3 Preferred RECEIVE ADVICE 5.141 6 .526 
Q12-4 Preferred PARENT COMPLAINT 15.915 6 .014* 
Q12-5 Preferred SEND ADVICE 6.693 6 .350 
Q16-1 Preferred DIRECT PARENT 
COMPLAINT 

20.689 6 .002* 

Q16-2 Preferred PARENT CONTACT 21.200 6 .002* 
* Significance < .05 
 

 
 

The first question with significance between generations and gender was the 

Preferred REPRIMAND (Q12_1).  The data for this question indicated the majority of 

female and male respondents from each generation selected face-to-face as their 

preferred communication method to receive the reprimand (Preferred REPRIMAND).  

The statistical analysis for the preferred method to receive a reprimand (Preferred 

REPRIMAND) indicated both Generation (c2 = 18.058, df = 4, p = .001) and Gender (c2 

= 9.463, df = 2, p = .009) contributed to the significant differences. For this 

communication, Baby Boomers were almost three times more likely than the Millennials 

to select face-to-face over email (b = 1.061, SE = .278, df = 1, p < .001, Exp(b) = 2.890) 

when gender is held constant. Additionally, female respondents were slightly less likely 

than the male respondents to select face-to-face over email (b = -.635, SE = .237, df = 1, 

p = .007, Exp(b)= .530).  Baby Boomer males selected face-to-face 22% more than Baby 
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Boomer females, while male Gen Xers selected face-to-face 14.8% more than Gen Xers 

females. For Millennials, there were minimal differences between males and females.  

Considering the email data, Baby Boomers and Gen Xers switch preferences by similar 

percentages. Female Baby Boomers selected email 18.3% more than male Baby 

Boomers, while the female Gen Xers selecting email 15.2% more than Gen Xers male. 

 
 

 

Figure 4-11. Preferred REPRIMAND (Q12_1) by generation (Q1) and gender (Q2) 
 
 
 

Face-to-face was the highest for all generations and genders (see Figure 4-11).  

The Other Communication was the method that was selected least in all situations, 

which was less than 4% of the time in any category. These results are similar to the 

Generation only findings.  The graphs show differences between males and females 
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across all generations. Baby Boomers from both genders selected face-to-face more 

often than other generations, which suggests a generational influence.  Millennials are 

also similar for both genders further suggesting that generation plays a big role in the 

preference of method of communication. 

The preferred method to receive a parent complaint from administration 

(Preferred PARENT COMPLAINT) (Q12_4) was found to be statistically significant 

when considering generation and gender.  For this situation, the majority of the 

respondents selected face-to-face as the preferred method to receive a parent complaint 

from administration (Preferred PARENT COMPLAINT).  Significance was found 

between the generations (c2 = 9.598, df = 4, p = .048) as well as for gender (c2 = 6.371, 

df = 2, p = .041). When gender was held constant, Gen Xers (b = .466, SE = .226, df = 1, 

p =.039, Exp(b) = 1.593) are 1.6 times more likely than Millennials to select face-to-face 

over email.  For gender in this situation, there were too few responses for SPSS to 

provide viable output for Baby Boomers and Gen Xers for an email to Other 

Communication comparison. 

There are similar trends for Baby Boomers and Millennials for both genders as 

reflected in Figure 4-12.  However, female Gen Xers selected face-to-face more than 

Baby Boomer females, which may support gender differences. Because the complaint is 

coming from administration, the data strongly suggests that all generations and genders 

desire to have direct contact when these complaints are delivered. 
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Figure 4-12. Preferred PARENT COMPLAINT (Q12_4) by generation (Q1) and   
gender (Q2) 
 
 
 

When analyzing the responses for the preference for receiving a complaint 

directly from the parents Preferred DIRECT PARENT COMPLAINT (Q16_1), 

significance was found. Figure 4-13 indicates that most teachers would prefer to receive 

a parent complaint directly from a parent via email. Face-to-face was the second most 

selected method for all three generations. The data however indicates a high number of 

respondents who selected Other Communication.  Most of the respondents in the Other 

Communication category selected phone as their preferred communication method to 

receive this complaint from the parent. 
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Figure 4-13. Preferred DIRECT PARENT COMPLAINT (16_1) by generation (Q1) and 
gender (Q2) 
 
 
 
 Significance for this situation was resulted from both generation (c2 = 12.515, df 

= 4, p = .014) and gender (c2 = 8.812, df = 2, p = .012). Baby Boomers were 2.1 times 

more likely than Millennials to select face-to-face than email (b = .738, SE = .301, df = 

1, p = .014, Exp(b) = 2.090) when gender is held constant.  Baby Boomers were also 

almost three times more likely than Gen Xers to select Other Communication rather than 

email (b = 1.022, SE = .352, df = 1, p = .004, Exp(b) = 2.780). Gender also showed 

significance when holding generation constant. Females (b = .773, SE = .273, df = 1, p = 

.005, Exp(b) = 2.166) were 2.2 times more likely than males to select face-to-face over 
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email. However, even with the statistical significance, email was selected most often as 

the preferred method to receive a complaint from the parent (Preferred DIRECT 

PARENT COMPLAINT) by both genders in all generations.  Female Baby Boomers 

selected email 18.8% less than male Baby Boomers. Male Gen Xers selected email 

11.9% more than female Gen Xers. 

Figure 4-13 also shows all generations and genders selected email most often.  

Millennials had the highest percentage for both genders.  The number of respondents 

who selected email increases as the generations get younger, which supports the 

statistical findings of generational differences.  Female Baby Boomers selected face-to-

face more than males, which supports the gender differences.  

The final situation where significance was found was the preferred method for 

making parental contact (Preferred PARENT CONTACT) (Q16_2).  The responses to 

the question asking how the teachers prefer to make parent contact found a shift from 

face-to-face to email and a significant increase in phone.  

The analysis indicated significance for both generation (c2 = 11.459, df = 4, p = 

.022) and gender (c2 = 9.775, df = 2, p = .008). Baby Boomers were 2.5 times more 

likely than Millennials to select phone calls over email (b = .904, SE = .275, df = 1, p = 

.001, Exp(b) = 2.529) and Gen Xers were 1.5 times more likely than Millennials to 

select Other Communication over email (b = .501, SE = .238, df = 1, p = .035, Exp(b) = 

1.651) to receive a complaint directly from a parent. Finally, females (b = 1.205, SE= 

.449, df = 1, p = .007, Exp(b) = 3.336) were three times more likely than males to select 

face-to-face over email to receive this complaint.  The outcomes for preferred parental 
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contact shown in Figure 4-14 highlight similar patterns across generations and genders, 

which supports the finding that generation and gender contribute to the differences. Over 

all, females selected face-to-face at a much higher rate than males. Baby Boomers 

shifted from preferring face-to-face to preferring phone for both female and males.  

Email still remained the preferred method for Gen Xers and Millennials but phone was 

much higher than it had been for other situations.  

 
 

 

Figure 4-14. Preferred PARENT CONTACT (16_2) by generation (Q1) and gender 
(Q2) 
 
 
 

The preferred communication method for specific situations between generation 

and race were the next data considered.  The Multinomial Logistic Regression found the 

results in Table 4-15 when testing the independent variables Generation and Race 
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against the dependent variable for each of the seven situations. There are three situations 

found to have significance between generations and race.   

 
 

Table 4-15 

Chi-Square Output from Multinomial Logistical Regression of Preferred 
Communication Method in Situations for Generation (Q1) and Race (Q3) 
 

 
Question Number and Situation c2 df p 
Q12-1-Preferred REPRIMAND 18.766 8 .016* 
Q12-2 Preferred JOB CHANGE 6.572 8 .583 
Q12-3 Preferred RECEIVE ADVICE 6.904 8 .547 
Q12-4 Preferred PARENT COMPLAINT 12.175 8 .144 
Q12-5 Preferred SEND ADVICE 6.604 8 .580 
Q16-1 Preferred DIRECT PARENT 
COMPLAINT 

27.088 8 .001* 

Q16-2 Preferred PARENT CONTACT 35.840 8 <.001* 
*Significant at .05 level 
 
 
 
 For the question asking for the preferred method to receive a reprimand for being 

late (Preferred REPRIMAND), the significance comes from generation (c2 = 18.110, df 

= 4, p = .001) and not from race (Q_3) (c2 = .636, df = 4, p = .959). As is shown Figure 

4-15, for all races/ethnicities, face-to-face had the highest percentage for each generation 

with the exception of Hispanic Millennials, which selected email 59.4% of the time. 

Baby Boomers (b = 1.080, SE = .278, df = 1, p < .001, Exp(b) = 2.945) were 

almost three times more likely than Millennials to select face-to-face as the preferred 

method to receive a reprimand holding race constant. Baby Boomers for all three races 

selected face-to-face almost three-fourths of the time with email representing most of the 
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remaining selections (Figure 4-15). Hispanics Gen Xers and Gen Xers from Other Race, 

selected face-to-face two thirds of the time, while one-third of the time, they selected 

email.  White Gen Xers selected face-to-face about 60% of the time with most of the 

remaining 40% choosing email. Millennials varied greatly among the races. Hispanic 

Millennials selecting face-to-face only 40% and email 60%.  This is in contrast to White 

and Other Race Millennials who selected face-to-face 60% of the time and email 40% of 

the time. 

 

Figure 4-15. Preferred REPRIMAND (Q12_1) by generation (Q1) and race (Q3) 
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 The differences in receiving a complaint directly from a parent were found to be 

significant (c2 = 27.088, df = 8, p = .001).  Figure 4-16 shows the percentage of 

responses for receiving a complaint directly from a parent (Preferred DIRECT PARENT 

COMPLAINT).  All the races/ethnicities from each generation selected email more than 

the Other Communication methods except for Hispanic Baby Boomers who selected 

face-to-face at 44.4%, and Other Race had equal numbers who selected face-to-face and 

email. 

Both Generation (c2 = 12.245, df = 4, p = .016) and Race (c2 = 15.646, df = 4, p 

= .004) contributed to the significance in this situation. Baby Boomers (b = .789, SE = 

.307, df = 1, p = .010, Exp(b) = 2.202) are 2.2 times more likely than Millennials to 

select face-to-face as the preferred method to receive parent complaint directly from the 

parent (Preferred DIRECT PARENT COMPLAINT) holding race constant.  

Additionally, Baby Boomers (b = .983, SE = .353, df = 1, p = .005, Exp(b) = 2.673) are 

2.7 times more likely to choose Other Communication (phone call or text/instant 

message) over email than Millennials. For race, Hispanics (b = .847, SE = .219, df = 1, p 

< .001, Exp(b) = 2.332) were 2.3 times more likely to select face-to-face than Whites. 
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Figure 4-16. Preferred DIRECT PARENT COMPLAINT (16_1) by generation (Q1) and 
race (Q3) 
 
 
 
 Whites chose email most frequently in all generations. Millennials from all races 

selected email much more often than any other method.  The Other Race category 

selected face-to-face and email equally as their top selection. 

 The final situation where the analysis for generation and race found significance 

was for Preferred PARENT CONTACT.  For this question, Hispanics selected phone 

more frequently than email for Baby Boomers and Gen Xers while Hispanic Millennials 

selected email most often (Figure 4-17). For Whites, email was the most preferred 

method for making parent contact in all generations.  In the Other Race category, email 

was selected over 50% of the time for Gen Xers and Millennials, but the Other 

Communication category was the most selected for Baby Boomers. Phone call 

represented all responses in this category selected by the Hispanic and the Other Race 
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Baby Boomers. The statistical significance for this situation comes from both generation 

(c2 = 12.535, df = 4, p = .014) and from race (c2 = 24.969, df = 4, p < .001).  Baby 

Boomers (b = .951, SE = .279, df = 1, p =.001, Exp(b) = 2.588) were 2.6 times more 

likely than the Millennials to choose Other Communication rather than email as their 

preferred method of communication, holding race constant.  Gen Xers (b =.500, SE = 

.241, df = 1, p = .038, Exp(b) = 1.648) are 1.6 times more likely than Millennials to 

select Other Communication over email.  Additionally Hispanics (b = 1.118, SE = .287, 

df = 1, p < .001, Exp(b) = 3.059) were three times more likely than Whites to select face-

to-face rather than email, holding generation constant and Hispanics (b = .771, SE = 

.216, df = 1, p < .001, Exp(b) = 2.161) were 2.1 times more likely than whites to select 

face to face over email. 

 

Figure 4-17. Preferred PARENT CONTACT (16_2) by generation (Q1) and race (Q3) 
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After the analysis of preferred communication methods previously discussed, the 

next analysis considered the same communication methods from Table 4-11, but the 

respondents identified the methods they would rarely or never use in their professional 

communication (Table 4-16). 

 
 
Table 4-16 

Situations of Rarely or Never Used Professional Communication from Internal or 
External Source 
 

Q17_1 - Rarely or Never A. Receiving a reprimand about arriving late (Rarely 
REPRIMAND)* 

Q17_2 - Rarely or Never B. Receiving notice of a job change (Rarely JOB 
CHANGE)* 

Q17_3 - Rarely or Never C. Receiving advice from a colleague (Rarely RECEIVE 
ADVICE)* 

Q17_4 - Rarely or Never D. Receiving information about a parent complaint from 
administration (Rarely PARENT COMPLAINT)* 

Q17_5 - Rarely or Never E. Sending advice/ guidance to colleague (Rarely SEND 
ADVICE)* 

External Source 
Q15_1 - Rarely or Never F. Receiving a complaint directly from a parent (Rarely 

RECEIVE COMPLAINT)* 
Q15_2 - Rarely or Never G. Making parental contact (Rarely PARENT 

CONTACT)* 
*Indicates label for that situation  

 
 
The results of the Multinomial Logistic Regression analysis with Generation only as the 

independent variable and the dependent variables as the situations are found on Table 4-

17. There were no situations where a statistical significance was found. 
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Table 4-17 
 
Chi-Square Output from Multinomial Logistical Regression of Rarely or Never Used 
Communication Method in Situations for Generation (Q1)  
 

Question Number and Situation c2 df p 
Q17_1 - Rarely REPRIMAND 7.669 4 .104 
Q17_2 - Rarely JOB CHANGE 3.735 4 .443 
Q17_3 - Rarely RECEIVE ADVICE 2.253 4 .689 
Q17_4 - Rarely PARENT COMPLAINT 1.849 4 .764 
Q17_5 - Rarely Preferred SEND ADVICE 3.98 4 .408 
Q15_1 - Rarely DIRECT PARENT COMPLAINT 8.020 4 .091 
Q15_2 - Rarely PARENT CONTACT 5.085 4 .279 

*Significant at .05 level 
 
 
 

To explore the effect of generation and gender on the rarely or never used 

methods of communication, a Multinomial Logistic Regression was conducted on the 

responses to those questions where the teachers were asked to select the rarely or never 

used method.  This analysis was conducted using generation (Q1) and gender (Q2) as the 

independent variables and the rarely or never used method of communication as the 

dependent variable.  The general question of which method of communication the 

teacher rarely or never used (Q14) found no significant difference overall (c2 = 11.192, 

df = 9, p = .263).  To explore if the situation of the communication would make a 

difference in the communication method the respondent would rarely or never use, a 

Multinomial Logistic Regression test was run for each of the situations (see Table 4-18). 

The analysis for the rarely or never used communication methods that considered 

interactions between generation and gender, no significance was found for any of the 

situation. 
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Table 4-18 

Chi-Square Output from Multinomial Logistical Regression of Rarely or Never Used 
Communication Methods in Situations for Generation (Q1) and Gender (Q2) 
 

SITUATION c2 df p 
Q17_1 - Rarely REPRIMAND 9.150 6 .165 
Q17_2 - Rarely JOB CHANGE 4.027 6 .649 
Q17_3 - Rarely RECEIVE ADVICE 7.190 6 .304 
Q17_4 - Rarely PARENT COMPLAINT 2.082 6 .912 
Q17_5 - Rarely SEND ADVICE 4.793 6 .571 
Q15_1 - Rarely DIRECT PARENT COMPLAINT 9.251 6 .160 
Q15_2 - Rarely PARENT CONTACT 7.685 6 .262 

*Significant at .05 level 
 
 
 
 The final analysis considered which communication methods each generation 

and race would rarely or never use in the school setting.  The general question of the 

rarely or never used method of communication in the school setting (Q14) indicated no 

significant difference existed between generation and race for this question (c2 = 18.688, 

df = 15, p = .228).  To look for statistical differences between the generations and race in 

work related situations, the output found on Table 4-19 shows the analysis for the rarely 

or never used communication method for the specific situations. The only situation 

where the rarely or never used communication method was found to be significant was 

the method to receive a direct complaint from a parent (Rarely DIRECT PARENT 

COMPLAINT) (c2 = 15.714, df = 8, p = .047).  The respondents overwhelmingly 

selected the Other Communication category as the rarely or never used communication 

method (see Figure 4-18).  Most of the respondents selected text as the method they 
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would never use. Some of the cells had very small numbers of respondents such as 

Hispanic Millennials.  

 
 
Table 4-19 
 
Chi-Square Output from Multinomial Logistical Regression of Rarely or Never Used 
Communication Method in Situations for Generation (Q1) and Race (Q3) 
 

Question Number and Situation c2 df p 
Q17_1 - Rarely REPRIMAND 12.582 8 .127 
Q17_2 - Rarely JOB CHANGE 7.343 8 .500 
Q17_3 - Rarely RECEIVE ADVICE 8.529 8 .384 
Q17_4 - Rarely PARENT COMPLAINT 4.909 8 .767 
Q17_5 - Rarely SEND ADVICE 13.935 8 .083 
Q15_1 - Rarely DIRECT PARENT 
COMPLAINT 

15.714 8 .047* 

Q15_2 - Rarely PARENT CONTACT 14.026 8 .081 
*Significant at .05 level 
  
 
 

The Likelihood Ratio Tests indicate that neither the generation nor race produced a 

significant difference: generation (c2 = 9.173, df = 4, p = .057); race (c2 = 7.294, df = 4, 

p = .121).  This was possibly due to the low number of respondents in some cells. 
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Figure 4-18. Rarely used DIRECT PARENT COMPLAINT (15_1) by generation (Q1) 
and race (Q3) 
 
 
 
Analysis of Work Values 

To explore the generational differences for work values, the questions found in 

Table 4-20 were selected from previously studied work value items (Elizur et al., 1991).  
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Table 4-20 

Work Values and Labels Used in the Survey 
 

Q13_1-Advancement, chances for promotion (ADVANCEMENT)* 
Q13_2-Benefits, vacation, sick leave, pension, insurance etc. (BENEFITS)* 
Q13_3-Company (school district) for which you are proud to work for (PRIDE)* 
Q13_4-Influence in work and in the organization (INFLUENCE)* 
Q13_5-Job security, permanent job (SECURITY)* 
Q13_6-Opportunity for personal growth (GROWTH)* 
Q13_7-Opportunity to work collaboratively with others (COLLABORATION)* 
Q13_8-Recognition for doing a good job; responsibility (RECOGNITION)* 
Q13_9-Responsibility (RESPONSIBILITY)* 
Q13_10-Use of ability and knowledge in your work (USE SKILLS)* 
Q13_11-Ethic and integrity (ETHICAL)* 

*Labels used for the work values 
 
 
 

The first step to explore if generational differences exist for work values (Q13_1 

through Q13_11) was to conduct a factor analysis in order to identify underlying ideas or 

factors from the group of questions (Coolidge, 2006). The factors used were the 

components with Eigenvalues greater than one. Three components met this criterion. 

Table 4-21 lists those factor-scores greater than .40, which places those scores in a 

moderate range (Stevens, 1992). 

Many researchers divide work values into two groups: intrinsic values, which 

occur through the process of work; and extrinsic, which are the result of or consequences 

of work (Cennamo & Gardner, 2008; Gahan & Abeysekera, 2009; Johnson, 2005; Krahn 

& Galambos, 2014; Martin & Tuch, 1993; Twenge et al.,2010; Wray-Lake et al., 2011). 

These prior studies categorized several of the components slightly differently than the 

components found in this study.  For example, intrinsic values may include items such as 
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interest in the work, opportunities to be creative, and learning potential, which fell into 

Component 2 of the study.  

 
 
Table 4-21 

Factor Loading for Exploratory Factor Analysis with Promax Rotation and Kaiser 
Normalization. 
 

Work Values 
Intrinsic 
Value 

Opportunity 
for Growth 

External Locus of 
Control 

Q13_1 - ADVANCEMENT  .789  
Q13_2 – BENEFITS   .829 
Q13_3 - PRIDE .575  .430 
Q13_4 - INFLUENCE .481 .628  
Q13_5 - SECURITY   .803 
Q13_6 - GROWTH .475 .689  
Q13_7 - COLLABORATION .613 .565  
Q13_8 - RECOGNITION  .589  
Q13_9 - RESPONSIBILITY .727 .590  
Q13_10 – USE SKILLS .719 .410  
Q13_11 - ETHICAL .747   

Note:  Only factor loading >.40 are listed.  Highlighted/ Underlined Factor Loading Value represents the 
factor to which the item is assigned. 
 
 

 
The extrinsic values may include desire for advancement, which fell into a 

separate category (Component 2) in the analysis (Twenge et al., 2010).  Two 

components align with these groupings. Component 1 has items that fall into the internal 

intrinsic value category. These items are: collaboration (Q13_7), responsibility (Q13_9), 

use of skills (Q13_10), and ethics (Q13_11). Component 3 has been identified as items 

that have an extrinsic /external locus of control. These items are: benefits (Q13_2), pride 

(Q13_3), and security (Q13_5). A third component was identified by SPSS, and was 

identified as Component 2. It has been labeled “opportunity for growth” because these 
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values show the teachers’ desire for an opportunity to be recognized, advance in the 

organization, and to grow.  These items are: advancement (Q13_1), influence (Q13_4), 

growth (Q13_6), and recognition (Q13_8).  

Using a summed value for each of the components as the dependent value, a 

Multiple Linear Regression test was conducted with all the Generation, Gender, and 

Race data as the predictors (independent variables) using SPSS.  SPSS automatically 

excluded Gen Xers and female to use them as the reference variables.  The test on 

Component 1 (Internal Intrinsic Value) found only 4% of the variability in Compound 1 

could be explained by the independent variables (R2= .044). The Analysis of Variance  

(ANOVA) (F = 4.893, p < .001) was found to be significant.   

 
 
Table 4-22  
 
Multiple Linear Regression Coefficients for Component 1(Internal Intrinsic Values) 
 

 
Unstandardized 

Coefficients 
Standardized 
Coefficients   Collinearity Statistics 

Model B Std. Error Beta t Sig. Tolerance VIF 
(Constant) 4.652 1.017  4.575 .000   
PriorTo1965 .199 .175 .048 1.134 .257 .906 1.104 
After1981 .648 .185 .146 3.495 .001b .915 1.092 
male .615 .179 .138 3.435 .001b .989 1.011 
African American -.090 1.100 -.008 -.082 .935 .161 6.208 
Hispanic .655 1.021 .160 .642 .521 .026 38.725 
White .781 1.014 .207 .770 .441 .022 45.018 
Two Or More 
Races 1.488 1.059 .183 1.404 .161 .095 10.533 

a. Dependent Variable: Component_1 
b. Significant p<.05 
 
 
 

The second consideration for Research Question 1 is whether generational 

differences in work values exist in the educational setting. The Multiple Linear 
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Regression Coefficients analysis of the Component 1 values are found in Table 4-22 and 

shows all the independent variables except the two reference variables, between 1965 

and 1981 (Gen Xers) for generation and Female for gender. 

Considering the generational differences only (see Table 4-22), no significance 

between Baby Boomers (prior to 1965) and Gen Xers (between 1965 and 1981) (t = 

1.134, p = .257) was found.  However, the analysis did find significance for Component 

1 between Gen Xers (between 1965 and 1981) and Millennials (after 1981) (t = 3.495, p 

= .001). This output indicates that for every one hundred Gen Xers who identified the 

values in Component 1 as very important, 64 Millennials identified with those same 

values as very important.  

To explore the potential difference in work values between genders based upon 

generations, Research question 3, output on gender was pulled from the Multiple Linear 

Regression test. For Component 1, the internal intrinsic values, a significant difference 

was found between female and male respondents (t = 3.435, p =. 001). The analysis for 

gender indicates that for every 10 females who identify the values in Component 1 as 

very important, six males will identify those same values as very important. There was 

no significance found for any of the races for Component 1, which explores Research 

Question 4. 

For Component 2 (Opportunity for Growth), only 5% of the variance in can be 

explained using the independent variables (R2 = .054).  The ANOVA table shows a 

significant difference exists between the independent variables and the values in 

Component 2 (F = 5.850, p < .001). The coefficients shown in Table 4-23, indicate a 
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significance between Baby Boomers (prior to 1965) and Gen Xers (between 1965 and 

1981) (t = 2.614, p = .009) and between genders (t = 4.398, p < .001).  The regression 

output for generations indicates that for every six Baby Boomers who selected very 

important on the values found in Component 2, ten Gen Xers selected those same values. 

However, no significance was found between Gen Xers (between 1965 and 1981) and 

Millennials (after 1981) (t = .223, p = .824). For gender, a significant difference was 

found between female and male on this component (Opportunity for Growth) (t = 4.398, 

p < .001).  For these components, females selected very important only slightly more 

than the males who selected very important. For race, there are no significant differences 

found on Component 2 (Opportunity for Growth). 

 
 
Table 4-23 

Multiple Linear Regression Coefficients for Component 2 (Opportunities for Growth and 
Advancement)a 

 

 
Unstandardized 

Coefficients 
Standardized 
Coefficients   Collinearity Statistics 

Model B Std. Error Beta t Sig. Tolerance VIF 
(Constant) 5.925 1.301  4.556 .000   
PriorTo1965 .586 .224 .109 2.614 .009b .905 1.105 
After1981 .053 .236 .009 .223 .824 .915 1.093 
male 1.007 .229 .176 4.398 .000b .988 1.012 
African American -.495 1.407 -.035 -.352 .725 .161 6.208 
Hispanic .300 1.306 .057 .230 .818 .026 38.908 
White .924 1.297 .191 .712 .477 .022 45.167 
Two Or More Races .586 1.355 .056 .432 .666 .095 10.534 

a. Dependent Variable: Component_2 
  b. Significant p<.05 
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The final test, a Multiple Linear Regression, was conducted using Component 3 

as the dependent variable. The data indicate that only 4% of the variance for Component 

3 (External Locus of Control) can be explained by the independent variables.   

 
 
Table 4-24 
 
Multiple Linear Regression Coefficients for Component 3 (External Locus of Control/ 
Extrinsic Values)a 

 

 
Unstandardized 

Coefficients 
Standardized 
Coefficients   

Collinearity 
Statistics 

Model B Std. Error Beta t Sig. Tolerance VIF 
(Constant) 4.504 .818  5.506 .000   
PriorTo1965 .139 .141 .042 .986 .324 .905 1.105 
After1981 .211 .149 .060 1.418 .157 .915 1.093 
Male .529 .144 .148 3.675 .000b .988 1.012 
African American -1.252 .885 -.142 -1.415 .158 .161 6.208 
Hispanic -.789 .821 -.241 -.960 .337 .026 38.908 
White -.435 .816 -.144 -.533 .594 .022 45.167 
Two Or More 
Races -.164 .852 -.025 -.192 .848 .095 10.534 

a. Dependent Variable: Component_3 
       b. Significant p<.05 
 
 
 

The analysis of this Component 3 data shows significance exists (F = 4.294, p < 

.001). However, as Table 4-24 shows, none of the significance found for Component 3 is 

attributed to generational differences for: Baby Boomers (prior to 1965) and Gen Xers 

(between 1965 and 1981), (t = .986, p = .324), and Gen Xers (between 1965 and 1981) 

and Millennials (after 1981) (t = 1.418, p = .157). There was a significant difference 

between the genders (t = 3.675, p < .001), but not one for generations.  The data indicate 

that for every ten females who selected the Component 3 variables as very important, 
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five males would also select very important.  No significant difference among the races 

was found on Component 3.  

Findings of the Research and Analysis of the Null Hypotheses 

The first research question considered the extent to which teachers from different 

generations differ in communication methods and work values.  Although no 

significance was found in the general, unspecified preferred, or unspecified rarely or 

never used communication methods among the generations, the null hypothesis (H1) is 

rejected because significant differences were found in the work values between teachers 

from different generations. For Component 1, statistical differences were found between 

Gen Xers and Millennials (p = .001).  For Component 2, statistical differences were 

found between Baby Boomers and Gen Xers (p = .009). 

The second research question asked to what extent does the context of 

communication impact how teachers from different generations select their preferred 

method of communication.  The null hypothesis (H2) for Research Question 2 was also 

rejected because there were significant differences found in the analysis of the situation 

questions.  There were four situations for the preferred communication method where 

significant statistical differences were found: receiving a reprimand for being late 

(Preferred REPRIMAND) (p = .001), receiving a parent complaint from the 

administrator (Preferred PARENT COMPLAINT) (p = .049), receiving a complaint 

directly from a parent (Preferred DIRECT PARENT COMPLAINT) (p = .018), and 

making parent contact (Preferred PARENT CONTACT) (p = .022).  There were no 
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situations where a statistical difference for the rarely or never used communication 

methods was found.  

The third research question explored to what extent does gender explains the 

generational differences in communication methods and work values.  The null 

hypothesis (H3) for this question was rejected, because significant differences were 

found in the preferred method of communication, in the rarely or never used 

communication method, and in work values when considering generation and gender.  

The preferred communication method in general was not significantly different (p = 

.145), however, four situations had significant differences: receiving a reprimand for 

being late (Preferred REPRIMAND) (p < .001), receiving a parent complaint from 

administration (Preferred PARENT COMPLAINT) (p = .022), receiving a parent 

complaint directly from parent (Preferred DIRECT PARENT COMPLAINT) (p = .006), 

and making parent contact (Preferred PARENT CONTACT) (p = .001).  In the rarely or 

never used communication methods, there was no significance for the general question 

(p = .413) considering generation and gender.  The work values analysis also had several 

significant differences between generation and gender.  All three components had 

significant differences between male and female respondents: Component 1 (p = .001), 

Component 2 (p < .001), and Component 3 (p < .001). 

 The final research question considered to what extent racial/ethnicity affiliation 

of the teacher explained generational differences in communication methods or work 

values.  The null hypothesis (H4) for this question was rejected because there were 

significant differences found in the preferred communication methods, and rarely or 



 

 130 

never used communication methods for three of the situations.  In the preferred 

communications, significance was found for these situations: to receive a reprimand for 

being late (Preferred REPRIMAND) (p = .016), receive a complaint directly from a 

parent (Preferred DIRECT PARENT COMPLAINT) (p = .001), and making parent 

contact (Preferred PARENT CONTACT) (p < .001). However, no significance was 

found in the general question or in the work values.   

Summary of Chapter IV 

 The analysis of the data found no significant difference among the generations 

for the general unspecified questions exploring the preferred, or the rarely or never used 

communication methods.  The questions on communication methods based on situations 

did reveal some differences between generations, race, and gender especially with 

questions that related to communication from the administration and the external sources 

of communication dealing with parental communication.  Several tests also found a 

difference in the preferred communication styles for receiving a reprimand.  For the 

rarely or never used methods of communication, there were few differences found in the 

communication situations. 

For the work values, differences were found in the items that related to internal 

or intrinsic values of the teachers.  There were also differences found in the values 

associated with desire for advancement or growth.  Rarely were differences found in the 

questions related to the extrinsic values or values with an external locus of control. 
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CHAPTER V 

SUMMARY AND DISCUSSION OF FINDINGS 

Introduction 

 The purpose of this study was to explore potential generational differences of 

communication methods and work values among teachers working in a single South 

Texas school district.  In addition to the generational differences, the study explored 

whether the communication methods or work values were influenced by gender or 

race/ethnicity within each generation.  A final purpose of the study was to explore if 

there were differences in communication methods for specific work-related situations 

based upon generation, the interaction between generation and gender, or the interaction 

between generation and race/ ethnicity. 

Previous studies on communication methods were conducted in the university 

setting (Craft, 2011).  Studies on work values had been conducted in broad based 

settings (Kowske et al., 2010; Smola & Sutton, 2002; Wong et al., 2008).  No studies 

were found that focused on the preferred communication styles or work values of 

teachers. Therefore, this study focused on educators using data that was collected from a 

survey of teachers at some of a single district’s elementary campuses, some of the 

district’s middle school campuses and all of the district’s high school campuses. The 

return rate of the survey was very low. Of the 2,662 survey requests sent out, only 613 

teachers started the survey, but less than 610 completed all questions on the survey.  One 

reason for this low return rate may have been the reluctance of teachers to complete the 

survey because of the strict district policy for conducting research studies within the 
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schools.  One teacher emailed me to explain he only completes research surveys if he is 

compensated for his participation.  

The survey combined elements from the Framework of Message Sensitivity 

(Craft, 2011) and Works Values Questionnaire (Elizur et al., 1991) to determine the 

preferred communication methods and the work values of the three generations currently 

teaching in the district.  The data exposed that some of the preferred communication 

methods were consistent with the literature on generations. For example, Baby Boomers 

in the study preferred face-to-face communication in the general work setting, as well as 

in certain situations (Glass, 2007). However, the data also show some contradictions 

with the literature.  For example, the literature identified the preferred method of 

communication for Millennials as text or IM (Zemke et al., 2013), but the data for 

several of the situations in the study indicated that similar to Gen Xers, Millennials 

frequently preferred email over face-to-face.  

Work values create the filter that motivates people in their work to reach specific 

goals (Twenge et al., 2010).  Job satisfaction and commitment are often used as the 

measure of these values (Parry & Urwin, 2011).  The data on work values of the teachers 

exposed that some of the generational preferences were consistent with the literature 

while other values were not found to be consistent.  For example, although Gen Xers 

will work collaboratively, they prefer to work independently (Chen & Choi, 2008), and 

Millennials feel they need to work collaboratively (Zemke et al., 2013), and the data 

indicates this to be true. The location of the communication impacts the preferred 

method.  Most of the generational characteristics highlighted by the media are found in 
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generic settings, and are probably heavily influenced by the social settings. A study by 

Baym et al. (2004) found that the telephone was used less often in the work setting and 

face-to-face and internet based interactions were found to be the media of choice 

equally. Based upon the literature, it is likely that differences in the communication 

styles and work values exist. 

 The remainder of the chapter summarizes the findings for each of the four 

research questions and the conclusions from those findings.  Finally, implications and 

suggestions for future research are presented. 

Summary of Results and Research Questions 

Research Question 1 considered the generational differences between preferred 

communication methods and work values. Communication methods used by the 

different generations have been heavily influenced by the changing technology.  Baby 

Boomers grew up in a time when telephones were not always available. When they 

entered the workforce, the norm for work was to conduct business communication in 

person, which allows the participants to use emotional and nonverbal cues to make 

personal connections during the interaction (Katz & Kahn, 1978; Lengel & Daft, 1989; 

Walther, 1996). Gen Xers had telephones throughout their lifetimes, but also saw the 

usefulness of emerging technologies such as email (Zemke et al., 2013). As digital 

natives (Tapscott, 2008), Millennials have always had multiple electronic 

communication methods available to them. To consider if the generational preferences 

for communication existed in the specific work setting of a school setting, the instrument 
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for the study asked the respondents to choose between face-to-face, text/ IM, phone, or 

email, which represented dependent variables in the study.  

Work values have changed dramatically as the three generations who are 

working in the school district have moved through the ranks. Views of work have 

changed from a “live to work” mentality of the Baby Boomers to a “work to live” 

mentality of the later two generations (Chen & Choi, 2008). Generations often have 

different views on collaboration, job security, loyalty, work ethic, and opportunities for 

advancement. Baby Boomers want to build an outstanding career; Gen Xers want to 

build a career where they can move from location to location; Millennials want to have it 

“all” so they desire “parallel” careers where their work and their play builds skills that 

will help them find the next job (Lancaster & Stillman, 2002).  The work values 

associated with these mindsets often create conflict among the generations, so this study 

explored where these differences existed in the school setting. 

Findings for Research Question 1 

The first part of Research Question 1 considered the preferred or never used 

communication methods among the generations. Differences were found in the preferred 

or never used communication methods of the generations, but they were not found to be 

statistically significant. During the analysis of the data, the numbers of respondents who 

selected text/instant message and phone for certain cells were too small to conduct the 

test, so those two categories were combined into one category designated as Other 

Communication. Although not found to be statistically significant, the data showed that 

Baby Boomers selected face-to-face more often than email or Other Communication for 
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the general communication method. Baby Boomers selected the preferred 

communication method of face-to-face 50.7% of the time (see Table 4-1). This is 

consistent with the literature that Baby Boomers would prefer face-to-face over other 

forms of communication (Glass, 2007; Zemke et al., 2013).  This was more frequent 

than Baby Boomers who selected email (29.2%) or who selected Other Communication 

(20.2%). The preferred method of communication for Gen Xers was email (40.5%) 

slightly more than face-to-face (38.1%).  They selected email more frequently than the 

other two generations. Several writers noted that Gen Xers prefer email over other forms 

of communication (Glass 2007; Rodriguez, Green, & Ree, 2003; Zemke et al,. 2013).  

Although Millennials selected face-to-face more often than email, the percentage 

of this youngest generation selecting face-to-face and email were near the average 

between the Baby Boomers and the Gen Xers. Millennials were also near the average for 

the Other Communication method as well.  This highlights that Millennials have similar 

characteristics of both of the other generations in the study.  As was pointed out in 

Chapter II, they are digital natives so the use of email comes naturally.  However, they 

are also very relational so face-to-face may also be appealing to them. Even with these 

differences, no statistically significant difference was found for the general question on 

the preferred communication method.  

 For the rarely or never used methods of communication in the workplace, no 

significance was found.  All generations selected the Other Communication method 

most frequently. This method was a combination of phone and text or IM with most of 

the responses in the phone category. Baby Boomers selected Other Communication 
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slightly less than 90% when identifying the communication method they would rarely or 

never use. Access to a phone is limited during the school day, which may contribute to 

the high number of teachers who may rarely or never use the phone as their primary 

method of communication at school. To make a phone call, the teacher must find a 

phone in a workroom outside of the classroom.  Geser (2006) described a draw back to 

use of phone as being tethered to a specific location when using a landline phone.  Even 

with the availability of cell phones, the “tether” of this method is that both parties must 

be available at a given time for this method to be effective.  Phone calls on personal cell 

devices provides parents with the teacher’s number, which may create more access for 

the parent than the teacher is willing to give. This makes consistent use of the phone 

difficult for general use. Text or instant message was also identified frequently as a 

rarely or never used communication method in the survey.  Text message or IM requires 

both the sender and the receiver to have a device capable of sending and receiving these 

messages.  Even when a parent has texting available, teachers may be reluctant to send a 

text for the same reason they do not want to make calls on personal cell phones. Use of 

personal cell phones for texting provides the parents with the teacher’s personal cell 

number, which increases the potential for unwanted texts outside the school day. 

Availability of phones and hesitancy of teachers to use their private cell phones 

contribute to the previously stated fact that the phone is less frequently used in the work 

environment than face-to-face and emails (Baym et al., 2004). 

 Research Question 1 also considered generational differences in work values.  

The work values were separated into three components: Intrinsic Internal Values 
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(Component 1), Opportunities for Growth and Advancement (Component 2), and 

Extrinsic/ External Locus of Control (Component 3). Components 1 and 3 align with 

two categories of work values previously identified as Intrinsic Values and Extrinsic 

Values, respectively (Cennamo & Gardner, 2008; Gahan & Abeysekera, 2009; Johnson, 

2005; Krahn & Galambos, 2014; Martin & Tuch, 1993; Twenge et al., 2010; Wray-Lake 

et al., 2011).  

For Component 1, the only significant difference was found between Gen Xers and 

Millennials.  This component considered intrinsic values such as opportunity for 

collaborations, responsibility, use of skills, and working in an ethical environment. 

Similar to this study, prior literature found no significant difference on Intrinsic Values 

between Baby Boomers and Gen Xers, but differences do exist between the two older 

generations and the Millennials (Twenge et al., 2010). The literature on these types of 

values indicates that Gen Xers as a generation prefer to work independently while 

Millennials want to work collaboratively (Zemke et al., 2013). Millennials also desire to 

be given responsibility soon after they start a new job. Baby Boomers like teamwork, 

however, they are still competitive so the expectation is that each person carries their 

own weight.  

For Component 2, a significant difference was found between the Baby Boomers 

and Gen Xers. Gen Xers and Millennials are almost statistically identical (t=.223, p = 

.824).  These findings support the literature since both of these generations desire 

recognition and advancement (Ng et al., 2010). However, prior research noted that 

promotion and skill acquisition is lower for older workers (Warr, 2008). This desire for 
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advancement and recognition are probably for different reasons.  Millennials have a 

desire to be recognized and praised for their skills because they feel entitled to 

promotions and recognition, as well as in compensation. Chen and Choi (2008) highlight 

that personal growth is identified as more important among Baby Boomers than in the 

other two generations. One of the values in Component 2 is the desire for advancement. 

Gen Xers have a desire to advance in their careers.  However, with the downturn in the 

economy, Baby Boomers have been working longer before they retire (Deal, Altman, & 

Rogelberg, 2010). Gen Xers have had to wait in line longer for the Baby Boomers to 

vacate their positions so they can assume the prime management positions.  As a result, 

Gen Xers who wish to advance in their careers may have to change employers to do so. 

The final component (Component 3) found no significant difference between any 

of the generations.  The extrinsic values for this component include benefits, pride in 

their place of employment, and job security.  The data would suggest that young and old 

teachers in this district appear to feel compensated well enough for their work.  It could 

also suggest that the teachers from all generations are proud to work in the district or at 

their campus and feel they have job security.  Based upon the statistical analysis, the null 

hypothesis for Research Question 1 was rejected because there are some differences 

between the generations for both the communication styles and the work values. 

Findings for Research Question 2 

Research Question 2 considered the impact of generational differences on the 

preferred communication method selected for specific job-related situations. The 

findings support the idea that the preferred or never used communication methods differ 
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according to the specific situations. Some of this difference may be based upon the 

changes in communication technology over the past three generations. The comfort level 

of the individual with new technologies often influences the pace of adoption of new 

methods. Younger generations may have adopted email and text faster because the 

technology was available to them during the formative years and prior to entering the 

work force. Factors such as distance, time, and relationship may determine the type of 

communication used (Van den Berg et al., 2012).  For example, face-to-face may not be 

possible if the parties are not at the same location or if the information being shared is 

time sensitive and there is no time to travel to the same location for a face-to-face 

interaction. In a school setting, the communication method may not only be influenced 

by the comfort level of the teacher, it may also be influenced by the ease of use of a 

particular method; the amount of time the teacher has to interact with others in the 

organization; and the availability of the other party when the teacher is available. Since 

not all parents have email or phones available at all times due to work expectations or 

economic reasons, the method of communication selected by the teacher may be 

determined by the method available to the parent. Although there was no significant 

differences found between the generations in the data for both the unspecified preferred 

communication method and the never used or least preferred communication method, 

significant differences were found when considering the preferred or never used 

communication method in the given specific situations.   

Baby Boomers believe that face-to-face interactions with a boss are not optional 

if one is seeking to advance in a job (Lancaster & Stillman, 2002). Meeting with a boss 
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face-to-face is a means to promotion and career advancement. The data from this study 

indicates that Baby Boomers are more likely than Millennials to want to communicate 

face-to-face rather than by email for the two difficult communication situations 

involving administration. The benefit of this method for these situations is that they 

provide an opportunity for immediate feedback and the opportunity for problem solving 

with the administrator (Lengel & Daft, 1989). A preference for face-to-face may result 

from the lack of electronic communications available during the formative years of the 

Baby Boomers or the fact that face-to-face was the way Baby Boomer employees 

interacted with their Traditionalist bosses when they first entered the workforce 

(Lancaster & Stillman, 2002).  Two questions where significant differences existed were 

communication method to receive a reprimand from administration (Preferred 

REPRIMAND), and method to receive parent complaint from administration (Preferred 

COMPLAINT). Baby Boomers preferred to receive the reprimand face-to-face 76.4% of 

the time in the survey, which is significantly more often than Millennials who preferred 

face-to-face only 54.1% of the time.  The data from this study support recent findings 

that face-to-face is the most effective method of communication when leaders are 

providing feedback to the employee (Woodward & Vongswasdi, 2017). The use of email 

exploded in the mid-to-late 1990s, during the formative years for the Millennials 

(Tapscott, 2008).  In this study, Millennials selected email 36.9% of the time compared 

to Baby Boomers (25.7%) and Gen Xers (26.9%). The Baby Boomers who selected 

email shows that email is also acceptable to some of their generation when receiving 

feedback from their superiors (Woodward & Vongswasdi, 2017). Statistically, Baby 
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Boomers were almost three times as likely to prefer face-to-face over email. The 

preferred method to receive a parental complaint from an administrator (Preferred 

PARENT COMPLAINT) had similar findings.  Gen Xers selected face-to-face 71.9% of 

the time while Baby Boomers selected face-to-face 71.5% of the time. Millennials 

however, selected face-to-face 63.1% of the time.  They did select email about one-third 

of the time compared to the other generations who each selected email close to one-

fourth of the time. For this situation, Gen Xers looked more like the Baby Boomers than 

they looked like the Millennials.  Considering the statistical analysis, Baby Boomers 

were almost twice as likely as Millennials to select face-to-face over email. These 

findings support the literature which highlights that Baby Boomers prefer to 

communicate face-to-face over an electronic method in general but definitely when the 

conversation has the potential for conflict (Glass, 2007). 

The last two situations where the preferred communication methods were 

significantly different are the two questions of communication from external sources: 

receiving a complaint from the parent directly (Preferred DIRECT PARENT 

COMPLAINT) and making parental contact (Preferred PARENT CONTACT).  The 

selection of the best communication method from these two external sources is 

influenced by the mindset of each generation about relationships, especially those 

established through electronic media. All three generations selected email most often as 

the method they would prefer when receiving a complaint directly from a parent.  

However, there was approximately a twenty-percentage point difference between 

Millennials (66.4%) and Baby Boomers (46.5%) who selected email. Gen Xers were 
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near the average between the other two generations (57.3%). Millennials have grown up 

with technology so their preference of communication is probably because they are most 

comfortable with that mode of communication (Glass, 2007; Zemke et al., 2013).  Baby 

Boomers selected a method other than email as their mode of communication over 50% 

of the time (29.9% face-to-face and 20.1% phone call). Baby Boomer and Gen X 

teachers may have selected email because that is the method many parents use to 

communicate with them.  They may also have selected email because email allows them 

to efficiently communicate with many people in a short period of time (Zemke et al., 

2013). 

For the question on receiving a complaint directly from a parent, Baby Boomers 

were statistically two times more likely to prefer face-to-face over email than 

Millennials.  For this analysis, the Other Communication category was selected more 

often than for any of the previous tests, which was largely due to the selection of phone 

more frequently for this question. The statistical analysis showed that Baby Boomers 

were 2.7 times more likely than Millennials to select the Other Communication methods, 

which included phone.  For this question, face-to-face communication may be less 

practical due to logistical constraints such as finding a time when the teacher and the 

parents are available to meet face-to-face.  The selection of the Other Communication 

methods by Baby Boomers indicates the use of phone is a more efficient method of 

communication especially to address concerns or conflicts the parents may have with the 

teacher (Glass, 2007). 
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The preferred category for making parent contact was Other Communication 

(47.3%) over email for Baby Boomers. Phone is the majority of the percentage in the 

Other Communication category for Baby Boomers (43.1%). A phone call is a 

synchronous form of communication.  Some would argue that phone calls are more 

efficient than email because they allow for quick communication and resolution of 

issues.  Others would say that the benefit of email is more time on task and the focus on 

the content (Walther, 1996) but it is an asynchronous method of communication. This 

may not be the most efficient method to resolve a parent’s concerns because of the time 

it takes for the interaction to occur.  The literature highlighted that older workers (Baby 

Boomers and Gen Xers) will use the most efficient methods possible even if it requires 

them to leave their workspace to make the phone call (Glass, 2007). In this study, Gen 

Xers and Millennials selected email as their preferred method of making parental 

contact.  Millennials preferred this method most of the time (58.2%) and Gen Xers 

preferred it almost half the time at 48.5%.  Email has been traditionally the preferred 

method of communication for Gen Xers (Rodriguez, Green, & Ree, 2003; Zemke et al., 

2013).  For Millennials, they frequently prefer the electronic method of communication 

rather than the other methods because they have always been connected and may see 

electronic methods such as email as the way they interact with everyone in their lives 

(Zemke et al., 2013). In addition to the ease of use and comfort level with the 

technology, another potential reason for the selection of email to respond to parents is 

the desire to create an electronic record of the communication. For situations in which 

questions are asked and answers are given such as the interaction between teachers and 
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parents, this study is slightly different than some results found in recent literature which 

suggests that all three generations preferred telephone for this situation while the 

preference for face-to-face were almost equal email (Woodward & Vongswasdi, 2017).  

In this study, telephone was only the most selected for Baby Boomers where email was 

the most selected for the other two generations.  As previously mentioned, the 

explanation may be as simple as limited access to phones in the schools. 

The next group of tests considered the rarely or never used communication 

methods.  No significant differences were found in the non-specific or the specific 

situations when considering generations only. The Other Communication method was 

selected most often by all generations, which included phone and text.   

Findings for Research Question 3 

Research Question 3 considered the same questions from Research Question 1 

and 2 but explored the interaction of gender and generation.  Previous research on 

gender and the selection of communication by Rodriguez et al., (2003) found that female 

Baby Boomers’ preferred method of communication was the use of the telephone. 

Similar to Research Question 1, there was no significance found on the general question 

of the preferred or the rarely or never used communication method. However, there were 

four situations where a significant difference was found when considering generation 

and gender: receiving a reprimand for being late (Preferred REPRIMAND), receiving a 

complaint from a parent from administration (Preferred COMPLAINT), receiving a 

complaint directly from the parent (Preferred DIRECT COMPLAINT), and making 

parent contact (Preferred PARENT CONTACT).  
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Similar to the question for generation only, Baby Boomers preferred face-to-face 

over email more than Millennials to receive a reprimand for being late (Preferred 

REPRIMAND). Female respondents from all generations selected face-to-face 60% of 

the time overall with Baby Boomers selecting face-to-face more frequently (71.7%) than 

the other two generations. These percentages are similar to the responses each generation 

gave for this situation.  However, researchers point out that females are more relational 

than males (Baym et al., 2004), which makes the responses for males on this question 

surprising. For males, all generations selected face-to-face, 74.8%, overall with the 

frequency of Baby Boomers at 93.3% of the time. One reason for this outcome may be 

the small sample size for each generation of males, which potentially skewed the results. 

The analysis showed this difference was a result of the generational differences and not 

gender differences.  This data suggests that generation has a stronger influence on 

responses than gender.   

The data on the preferred method to receive a parental complaint from 

administration is similar to the data for the generation only responses. The only 

exception is Gen X males who were almost eighteen percentage points below the 

females who selected face-to-face as their preferred method to receive this complaint.  

For the generation only analysis, Gen Xers selected face-to-face 71% of the time while 

the female respondents selected face-to-face 75.6% of the time.  For this question, the 

small number of male respondents from Gen X had minimal influence on the over all 

percentage.  
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When asked how the respondents would like to receive a complaint directly from 

parents, both generation and gender had influence.  All three generations selected email 

as the preferred method.  The percentage of females from each generation who selected 

email was four percentage points or less than the combined responses for this question. 

However, the data from male respondents who selected email was higher for every 

generation.  Male Baby Boomers selected email for this question 14.8% more often than 

the combined responses while male Gen Xers selected email 9.4% more often than the 

combined responses.  Male Millennials were only slightly higher than the combined 

data. Statistically, for Baby Boomers and Gen Xers, face-to-face was still preferred over 

email more often than it was for Millennials.  Over all, female respondents were more 

likely to select face-to-face over email than were males. A reason face-to-face or 

telephone may be selected more often is because, as previously stated, females are more 

relational and these two methods produce a higher quality interaction than electronic 

method (Baym et al., 2004). The low number of male respondents in each generation for 

specific methods may make this data difficult to interpret. 

The final question with significant differences based upon generation and gender 

identified the preferred communication method to make parental contact.  Phone was 

selected as the preferred method by female and male Baby Boomers. Within four 

percentage points of phone, email was the second most selected method for the Baby 

Boomers. Both genders of Gen Xers and Millennials selected email more than any of the 

other method. These data are consistent with the data that includes all respondents. 

Research on the preferred methods of communications focuses on access and interest in 
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various methods (Helsper, 2010). Due to the district’s technology plans and systems 

used by all employees, all employees in the district have equal access to all 

communication methods. The analysis supports the findings that both generation and 

gender influence the responses for this question.  Female and male Baby Boomers 

appear to be more comfortable with the synchronous communication provided by the 

telephone, while Gen Xers and Millennials from both genders prefer the electronic 

method of email. 

For the rarely or never used method of communication based upon generation 

and gender, no significant differences were found. The Other Communication method 

was the most selected method, but it did not provide any statistical differences for 

generation or gender.   

The data for the interactions between the generation and gender on the work 

values in this study indicate significant differences between the genders for all three 

components. Although early studies conducted on extrinsic values found males placed 

higher emphasis on extrinsic values such as status and security than females, a 1996 

study found both genders value them equally (Marini et al., 1996).  The same study also 

found that intrinsic values for females are higher than males and these differences had 

not declined over the period of the study (Marini et al., 1996). However, Helsper (2010) 

wrote that as older generations retire or pass away, these differences in values should 

disappear. Based upon the statistical analysis, the null hypothesis for Research Question 

3 was rejected because there are some differences between the generations and gender in 

their preferred communication methods and work values. 
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Findings for Research Question 4 

Research Question 4 considered generation and race as they relate to the 

responses to the communication questions and work values questions. For the 

unspecified preferred communication style, no significance was found. Limited studies 

have been conducted on preferred communication methods and race.  One study by 

Rodriguez et al., (2003) reported that their data indicated Hispanic Boomers preferred 

the telephone when considering technology use in the workplace.  However, they did not 

consider face-to-face as a communication method in their study.  This could mean the 

Hispanic Boomers prefer the synchronous form of communication to the asynchronous 

email. Overall, three of the four previously significant communication situations were 

also found to be significant when considering generation and race.   

Table 5-1 shows that all but one race/generation selected face-to-face as the 

preferred method to receive a reprimand from administration (Preferred REPRIMAND).  

Hispanic Millennials was the group that was different by selecting email as the preferred 

method.  For receiving a parental complaint from administration, Hispanic Baby 

Boomers was the only group that preferred a method other than email.  All other 

generations/ethnic groups selected email with the exception of Baby Boomers from the 

Other Race category that selected face-to-face and email equally. The final situation 

where statistical significance existed was the preferred method to make parent contact 

(Preferred PARENT CONTACT).  All groups preferred either phone or email.  All 

generations from the White category selected email.  The face-to-face preference was 

consistent with the data for teachers of all generations. 
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Table 5-1 
 
Preferred Communication Method and the Percentages of Responses Selected for the 
Three Questions with a Significant Difference for Generation (Q1) and Race (Q3) 
 

Ethnicity/Race Generation Preferred 
REPRIMAND 

Preferred 
COMPLAINT 

Preferred 
CONTACT 
PARENT 

Hispanic Baby Boomer Face to Face 
85% 

Face to Face 
44% 

Phone 
55% 

 Gen X Face to Face 
64% 

Email 
45% 

Phone 
38% 

 Millennial Email 
60% 

Email 
63% 

Email 
43% 

White Baby Boomer Face to Face 
73% 

Email 
52% 

Email 
44% 

 Gen X Face to Face 
58% 

Email 
62% 

Email 
55% 

 Millennial Face to Face 
57% 

Email 
66% 

Email 
65% 

Other Race Baby Boomer Face to Face 
79% 

Face to Face+ Email 
= 36% 

Phone 
57% 

 Gen X Face to Face 
65% 

Email 
56% 

Email 
52% 

 Millennial Face to Face 
56% 

Email 
89% 

Email 
55% 

  

 
 

The first situation considered how the races by generation preferred to receive a 

reprimand. For the preferred method of receiving a reprimand (Preferred 

REPRIMAND), the generation factor was the reason for the significance. Hispanic Baby 

Boomers selected face-to-face 85.2% of the time compared to Hispanic Gen Xers who 

selected face-to-face at 64.5% of the time and Hispanic Millennials who made the same 

selection at 40.6% of the time. The gap between White Baby Boomers who selected 

face-to-face (73.3%) and the other White generations (57.9% for Gen Xers and 58.8% 

for Millennials) was present, but to a lesser percentage.  This was also true for the Other 

Race category where Baby Boomers selected to receive the reprimand face-to-face 
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78.6% of the time while Gen Xers and Millennial from the Other Race category were 

65.2% and 55.6%, respectively.  The statistical significance was the result of the 

generational differences and not the difference between the races. 

To receive a complaint directly from a parent (Preferred DIRECT PARENT 

COMPLAINT), the preferred method of communication of Hispanic Baby Boomers was 

face-to-face.  However, Hispanic Gen Xers and Millennials both preferred to receive this 

complaint through email.  For Hispanics, the data suggests that generational influences 

determine the response since these data mirror those found in the combined responses. 

All three generations of White respondents preferred email. In the Other Race category, 

Baby Boomers had the same percentage that preferred face-to-face and email.  The 

remaining generations in the Other Race category preferred email to the other 

communication methods. Millennials from all three of the race categories preferred 

email, which is consistent with the overall preference of the Millennials and their desire 

to use electronic media to communicate with others. Statistically, Baby Boomers 

preferred face-to-face to email when race was held constant.  The significance came 

from both generation and race. The output from the Multinomial Logistic Regression 

shows that Baby Boomers were more likely than Millennials to select face-to-face over 

email.  Additionally, it indicates that Baby Boomers were also more likely to select one 

of the categories combined to make “Other Communication” than Millennials and Gen 

Xers.  Most of the responses in this category were phone. Based upon race, email is the 

preferred method to receive this complaint directly from a parent (Preferred PARENT 

COMPLAINT).  This may be the result of availability of this technology to the parents.  
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It is easier for parents to send an email to the teacher than to try to communicate using 

one of the other methods.  This preference to receive a complaint may be independent of 

generation and race. 

The final situation where a significant difference was found in the preferred 

method of communication was from the question about making parental contact 

(Preferred PARENT CONTACT).  The data shows that Baby Boomers who were 

Hispanic and from the Other Race category selected phone as the preferred method. This 

is in contrast to the White Baby Boomers who selected email most often.  Whites from 

every generation selected email more than every one of the other race/generational 

counter parts.  For the two younger generations, email was the most selected preferred 

method to make this parent contact. There is little support in literature to explain the 

influence of race for these results. As previously mentioned, email is frequently the 

method parents use to contact the teachers.  Speculation would lead one to hypothesize 

that email is used most often because these parents are from the Gen X or the 

Millennials generation who prefer that method of communication.  

The next consideration for Research Question 4 is whether significant differences 

exist among generations based upon their race for the rarely or never used 

communication style.  No significant difference was found in the general question about 

the rarely or never used communication styles based upon generation and race. The only 

situation where a statistical test found significance for generation and race was the 

Rarely DIRECT PARENT COMPLAINT.  The data shows all generations and all race 

categories overwhelmingly selected the Other Communication method as the rarely or 
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never used method to receive a complaint from a parent (Rarely DIRECT PARENT 

COMPLAINT). Text/instant message made up the majority of the percentage for this 

category. For Hispanics, 82.6% overall selected the Other Communication category.  

Text/instant message accounted for approximately 74% of the overall percentage.  The 

percentage of respondents who selected Other Communication as their rarely or never 

used method was consistent for Baby Boomers and Gen Xers of all races.  Other 

Communication is predominantly text, which the literature says is most used by 

Millennials. For Millennials in the Other Race category, they selected Other 

Communication only 66.7% of the time as the least preferred method to receive this 

complaint, which was a lower percentage than Hispanic or White Millennials. All of the 

remaining Millennial respondents in the Other Race category selected face-to-face. 

However, there were only nine Millennials respondents for this question, which 

potentially skewed the percentages.  Another interesting percentage for this question is 

that Millennials selected face-to-face as the rarely or never used communication method 

at a higher rate for than Baby Boomers or Gen Xers for all three-race groups.  The 

Likelihood Tables from this analysis did not provide information on the root cause of the 

significance for this question.  The small numbers in some of the cells probably 

contributed to this statistical anomaly. 

For the work values, there was no significance found between any of the races. 

Despite the lack of significance between the races, Mariani et al. (1996) hypothesized 

that African Americans would place greater value on the extrinsic values to guard 

against the effects of discrimination.  The data from this study does not provide enough 
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information to test that hypothesis. It would appear that generation contributes to these 

responses more than race. Based upon the statistical analysis, the null hypothesis for 

Research Question 4 was rejected because there were some differences between the 

generations and race/ethnicity in their preferred communication methods and work 

values. 

Discussion of Findings 

Generational differences in the work place have always existed. With the 

changes in communication technologies, generational differences in communication 

methods frequently manifested themselves in the work setting in the form of conflicts 

created when the “wrong” method is used for a particular situation. Differences in work 

values are also found within the various generations working in an organization and the 

strife it creates may reduce productivity (Hillman, 2014). These generational differences 

have often been based upon anecdotal perception and past research studies that have 

found mixed results.  Some findings support characteristics determined by birth range 

cohorts and other studies have found the perceived differences result from other factors 

such as stage of life or diversity in the work place (Parry & Urwin, 2011). Changes in 

gender roles in modern society may also have an influence on these work values 

(Johnson, 2005). 

The data from the communication questions in this study found no significant 

differences in the non-specific question about preferred communication methods. 

Considering the percentage for responses to the preferred communication method, the 

data suggest that Baby Boomers prefer face-to-face communication more than the other 
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two generations.  Gen Xers selected email two percentage points higher than they 

selected face-to-face, which could lead some to say they prefer email.  These data from 

the study are consistent the preferences suggested in the literature (Glass, 2007; Zemke 

et al. 2013).  However, the percentages for the non-specific method of communication in 

the work place show the Millennial teachers in the study selected face-to-face more than 

the other communication methods. The percentage of Millennials who selected email 

was only 6% points less than face-to-face.  Since the analysis was not found to be 

statistically significant, the correlation to the literature may be due to chance or other 

factors with this sample of teachers.  

 The analysis of the preferred communication styles for the seven situations did 

find significant differences when considering the interactions between the combinations 

of independent variables: generations alone, between generation and gender, and lastly 

between generation and race. Since the differences were found but contradict the 

findings of the non-specific preferred method question, it may be suggested that the 

communication method selected in the workplace result from the specific 

communication and the specific situation (Lengel & Daft, 1989; Wiesenfeld et al., 

1999). Significance was found in four of these seven situations for one or more of the 

variable combinations.  Two of these four situations involved communication between 

the teacher and administrator while the other two situations involved parental contact. 

Table 5-2 identifies the variables and situations where statistical significance was found. 
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Table 5-2 

Communication Preference in Specific Situations 

Situation Generation 
only 

Generation and Gender Generation and Race 

Preferred REPRIMAND 
(Q12_1) 

Significant  
 

Significant 
Generation and Gender  

Significant 
Generation not Race 

Preferred PARENT 
COMPLAINT (Q12_4) 

Significant 
 

Significant 
Generation but not Gender 

Not Significant 
 

Preferred DIRECT 
PARENT COMPLAINT 
(Q16_1) 

Significant 
 

Significant 
Generation and Gender 

Significant 
Generation and Race 

Preferred PARENT 
CONTACT (Q16_2) 

Significant 
 

Significant 
Generation and Gender 

Significant 
Generation and Race 

 
 
 
The first situation was the preferred method teachers selected to receive a 

reprimand from the administrator (Preferred REPRIMAND). Significance was found in 

the tests with each combination of the independent variables. Baby Boomers were three 

times more likely than Millennials to select face-to-face over email in each test. Females 

were also slightly more likely to select face-to-face than their male counterparts.  

However, no significance existed among the analysis of races. For the second situation, 

the analysis of data for the preferred method to receive a parent complaint from an 

administrator (Preferred PARENT COMPLAINT) revealed that there was significance 

found between generations as well as between generation and gender but no significance 

at all was found between generation and race. Gen Xers were statistically more likely 

than Millennials to select face-to-face over email for this situation.  The analysis that 

found no differences among the races may have resulted from the small number of 

responses in certain cells, which made the results invalid. For all three generations, face-
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to-face was selected most often for both situations when the interaction involved the 

administration. 

Face-to-face interactions are the strongest way for management to develop 

relationships and guarantee proper information transfer (Nardi & Whittaker, 2002). Even 

in a world with rich electronic communication methods, teachers desire this personal 

bond and time with their boss. Desired communication channels are frequently 

determined by what theorists call “information richness” which is based upon four 

factors: “multiple cues,… immediacy of feedback,… language variety,… and 

personalization” (Lo & Lie, 2008, p. 147). Proximity and convenience may also be a 

factor.  Because both administrator and teacher are on the same campus, the ability for 

both participants in the communication to be in the same location at the same time 

makes this communication method a better option since feedback and nonverbal cues 

enrich the communication. This face-to-face communication may also provide social 

context clues that develop and solidify organizational culture within the campus because 

the synchronous nature provides immediate feedback and clarification of expectations 

(Wiesenfeld et al., 1999).  

In the two situations where the teacher was communicating with administration, 

the significance found was between Baby Boomers and Millennials. Baby Boomers 

grew up and started their work careers during a time when face time was important to 

effectively read the non-verbal cues and develop the relational and career opportunities 

available when communication occurred within the same room. In contrast, Millennials 

selected email more often than the other two generations.  They selected email close to 
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20% more often than Baby Boomers. It could be argued that Millennials prefer this 

electronic method of communication because it is an efficient use of time and they can 

select the time to respond when it is most convenient for them (Walther, 1996).  Others 

would argue that Millennials lack the interpersonal skills needed for effective face-to-

face communication because of the over use of electronic communications throughout 

their lives (Glass, 2007; Lengel & Daft, 1989; Walther, 1996). In this context, the data 

support these differences found in research that face-to-face is often preferred by Baby 

Boomers and that Millennials have a greater preference for electronic media. However, 

even though the Millennials selected email more often than Baby Boomers, the 

Millennials working in this educational work setting, selected face-to-face more than 

50% of the time when receiving communication from their administrator. This fact may 

imply that the interpersonal connection and the need for frequent feedback (Zemke et al., 

2013) between administration and Millennial teachers has more influence than 

convenience or ease of use in the choice of method. 

Another limiting factor in this situation is the lack of convenient access to phones 

in the district. The percentage of teachers who selected phone was less than three percent 

for all three generations on both questions. Since teachers have to leave their classroom 

to get to a phone anyway, it is easier for them to go to the office for a meeting than to 

find a phone with the hopes that the administrator is near a phone at that time.  

Statistically for the Preferred PARENT COMPLAINT, Gen Xers were more likely than 

Millennials to select face-to-face over email on the generation only and the generation 

and gender tests.  This seems to contradict the research which found that Gen Xers and 



 

 158 

Millennials preferred the electronic methods over face-to-face. Although not statistically 

significant, the analysis for generation and race had higher percentages of respondents 

who selected face-to-face over the other methods that may highlight the need for 

relationships and synchronous dialogue in these situations. The data from these 

questions may be influenced more by the situation than by generation, or by the 

generation and gender interactions. 

 The other communication questions with significance are the two questions about 

preferred methods with sources outside the organization, which in this case were parents.  

Parental communication is an integral part of the duties of teachers. The two questions 

were the preferred method to receive a complaint directly from a parent (Preferred 

DIRECT PARENT COMPLAINT) and the preferred method for the teacher to make 

contact with the parent (Preferred PARENT CONTACT). The analysis of these 

questions found significance on both questions for all three variable combinations: 

generation, generation and gender, and generation and race. Baby Boomers continue to 

be twice or more likely than Millennials to select face-to-face over email for both of 

these questions and for all combination of the independent variables. For the generation 

only test, email was selected as the preferred method of communication by all three 

generations.  However, Millennials and Gen Xers selected email more than 50% of the 

time while face-to-face and Other Communication combined for 50% of the Baby 

Boomers’ preferred method. Face-to-face and phone represent the synchronous method 

of communication Baby Boomers grew up using.  Gen Xers selected email 57% of the 
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time while Millennials selected email 66% of the time, which reflects the preference for 

electronic media for these younger two generations.  

For making parent contact (Preferred PARENT CONTACT), the preferences of 

communication methods shifted from face-to-face and email as the top two selections to 

the top two preferred methods of Other Communication and email in the data. Phone, 

which makes up most of the Other Communication category, was the most preferred 

method of Baby Boomers for this situation. Gen Xers and Millennials selected email 

49% and 58% of the time respectively as their preferred method to make parent contact. 

Similar to the previous situation, the preference of email as the most preferred method 

by these two generations remained true to the literature (Rodriguez et al., 2003; Zemke 

et al., 2013).  However, Gen Xers selected Other Communication almost one-third of the 

time, which is more than Millennials who only selected Other Communication one-

fourth of the time.  This may reflect the similarity highlighted in the literature that some 

of the Gen Xers have characteristics of the preceding generation (Smola & Sutton, 

2002). The selection of phone in this situation is contrary to the general question for 

preferred communication method in Q11, which found less than 3% of the teachers from 

any generation selected phone as their preferred method of communication. For this 

question, the teachers selected text about 6% of the time, compared to the general 

preferred communication question where text was selected almost 19% of the time.   

Although texting is their “go to” method in social situations, the data supports an 

idea that Millennials seek the other electronic method of email in the work setting 

especially when communicating with parents. Because Millennials grew up using 
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electronic media as a primary method of communicating, they are comfortable using 

email to communicate with parents directly.  Another factor may be ease of use and 

accessibility. Many parents will use email to contact teachers simply because they can 

send the email at a time that is convenient for them. To communicate back to the 

parents, Millennial teachers may chose simply to respond to the email rather than try to 

find a phone during the limited time they have during day “in the hopes” the parent is 

also available at that time. This fact highlights that broad generalizations often found in 

generational literature may not be reflective of individuals’ preferences or in specific 

situations. 

 The analysis of communication preferences by generation and gender show that 

significance was found for both generation and gender for three of the four situations of 

communication found in the generation only test: Preferred REPRIMAND, Preferred 

DIRECT PARENT COMPLAINT, and Preferred PARENT CONTACT.  The fourth 

situation, which is the preference to receive a complaint from administration, Preferred 

PARENT COMPLAINT, only had significance for generation but not gender.  The data 

on the female teachers indicate similar results to the generation only finding for each of 

the four situations.  Eighty percent of the respondents were female so this result is to be 

expected. The significance for these situations comes from differences found in the male 

teacher data.  For example, male Baby Boomers selected face-to-face 17% more than all 

the Baby Boomers and 22% more than female Baby Boomers to receive a reprimand. 

Male Gen Xers were 15% above female Gen Xers and 12% above all Gen Xers.  

Millennials males were similar to both female Millennials and all Millennials.  These 
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data could reflect the generational impact is the same for Millennial male and female 

teachers and that gender is a bigger influence for this question. 

Similar to the generation only analysis of the parent communication situations, a 

significant difference was found for both questions by generation and gender.  However, 

there was a difference in the preferred method for each question. The data from the 

question on receiving a complaint directly from the parent (Preferred DIRECT PARENT 

COMPLAINT) showed the statistical significance comes from the difference in the 

selection of face-to-face over email between all three generations and between the 

genders. However, email was the most preferred method for female and male teachers 

from all generations.  Millennials of both genders selected email at a higher percentage 

than the other generations. Males from all three generations selected face-to-face 20% of 

the time or less. As previously mentioned, female teachers make up a large number of 

the respondents, so these findings are not surprising.  

For generation and gender, the selection of phone increased dramatically just as it 

did for the generation only analysis. Female and male Baby Boomers both shifted from a 

face-to-face preference they had for the other questions to the Other Communication 

method.  Phone makes up most of this category. For the other generations, email 

remained the most selected method but the next most selected method shifted from face-

to-face to phone.  The difference noted for genders is a difference of all generations from 

around 15% of female respondents who selected face-to-face to around 5% of males who 

selected face-to-face. There was also a 14% difference between Millennial males and 

Millennial females who selected email. 
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 For generation and race, there were statistical differences found between 

Hispanics and Whites for these questions. Hispanics were two to three times more likely 

than Whites to select face-to-face over email.  They were also twice as likely than 

Whites to select Other Communication methods, which was primarily phone.  This was 

found in the Hispanic Baby Boomers who selected face-to-face in the Preferred DIRECT 

PARENT COMPLAINT and Other Communication for the Preferred PARENT 

CONTACT more than the other generations and races. 

 The teachers were asked to reflect on methods of communication they would 

rarely or never use in their work.  Only one situation had significant differences between 

the independent variables.  Significance was found in the analysis of the Rarely DIRECT 

PARENT COMPLAINT data for the interaction between generation and race. For all 

generations and races, the method chosen most often was the Other Communication.  

Text was the overwhelming majority of the percentage found in this category for each 

generation and each race.  The statistical analysis indicated that neither generation nor 

race contributed to this difference.  As in previous situations, the small number of 

responses for some of the categories contributed to this statistical anomaly. Millennials 

from various races chose not to use text for parent communication even though it is 

frequently identified as a characteristic of Millennials in the literature (Zemke et al., 

2013).  This may suggest there is less generational or race influence on the selection of 

method and more influence from other factors such as privacy, saving data, or access. 

Work values define how people work and what motivates them in the work 

environment.  For this study, three components were identified: intrinsic values, 
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opportunities for growth, and extrinsic or external values.  Table 5-3 shows the outcome 

of the statistical analysis for these components compared to generation, gender, and race. 

 
 
Table 5-3 

Summary of the findings of the three Work Values Components 
 

Component Generation  Generation and 
Gender 

Generation and 
Race 

#1- Intrinsic 
Values 

Significance between 
Gen Xers and 
Millennials 
 

Significance between 
Female and Males 

No Significance 
found 

#2 
Opportunity 
for Growth 

Significance between 
Baby Boomers and 
Gen Xers 
 

Significance between 
Female and Male 

No Significance 
found 

#3- 
Extrinsic 
Values 

No Significance 
Found between 
Generations 

Significance between 
Female and Male 

No Significance 
Found 

 
 
 

The data on the work values Component 1 indicate that Millennials are more 

concerned about the intrinsic variables than the Gen Xers.  These work values include: 

the opportunity to collaborate, increased responsibility, the feeling that their skills are 

being utilized, and the desire to work in an ethical environment. Millennials often 

identify these values as important to them (Zemke et al., 2013). A characteristic of 

Millennials is the desire for quick advancement and will leave a job if they feel their 

skills are not being utilized sufficiently. The data in this study indicate there is no 

difference between the Baby Boomers and Gen Xers as it relates to these intrinsic work 

values, which is consistent with findings in previous studies in literature (Twenge et al., 
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2010). This may be influenced heavily by the career stage of these generations (Twenge 

et al. 2010; Wong et al., 2008).  

Previous studies on generation, gender, and work values found that females 

placed higher occupational priority on intrinsic values, which are values that come from 

within the individual (Krahn & Galambos, 2014; Mariani et al., 1996). The data in this 

study show a significant difference between female and male teachers was found in 

some of the factors found in Component 1. Female respondents were more likely to 

select the highest positive response for the intrinsic values than the male teachers.  Prior 

research on these differences is mixed and does not provide consistent support for 

differences between the genders. The opportunity to collaborate may come from some 

need female employees have for strong personal relationships at work (Neil & Snizek, 

1987).  The change in cultural norms and the generational influence of the Gen Xers and 

Millennials may provide some explanation on the desire female teachers have for more 

responsibility as well as the need to have their skills utilized. 

 For values that emphasize the desire for growth and advancement as reflected in 

Component 2, the analysis indicates the Gen Xers are more interested in these values 

than Baby Boomers, with no significant difference indicated between the Gen Xers and 

Millennials.  These values include: opportunities for advancement, influence in the 

decisions being made, opportunities for growth, and recognition for their work.  These 

findings are in contrast to some authors who say that Millennials want to be recognized 

early in their career as valuable to the organization (Gursoy et al., 2008). Harris and 

Earle (1986) hypothesized that selection of some values such as the opportunity to learn 
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may be influenced more by life or career stage rather than by generational preferences. 

These generational preferences do not mean these values are not important to the other 

generations, but that other values may be more important.  

 The data analysis of gender as it relates to Component 2 found significance 

existed. Female teachers selected very important for these items slightly more frequently 

than their male colleagues. Gender norms have changed over time and in different 

circumstances, which may influence these results (Elizur, 1994). For example, the 

culture of growth and advancement established by leaders in a school may influence the 

priority teachers put on these values.  

The analysis of extrinsic work values with an external locus of control in 

Component 3, found no significance between the generations only.  These values include 

benefits, pride in the work, and job security. These findings were consistent with the 

analysis of previous research, which found no significance emerged between the needs 

of older workers and younger workers for these values (Rhodes, 1978; Twenge et al., 

2010). This may indicate these values are not seen as important because the teachers feel 

well compensated, and their jobs are secure. 

The Component 3 analysis showed significance between genders. Traditionally, 

these extrinsic values have been more important to male employees than to female 

employees (Elizur, 1994; Marini et al, 1996). Some studies have found no difference in 

the preferences (Neil & Snizek, 1987). Some of the same researchers have highlighted a 

shift in the importance younger women placed on extrinsic values in later surveys 

because of heavy influence by cultural changes in gender definition and that women in 
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general attach a greater importance on a variety of job related values (Marini et al., 

1996).  Job security and benefits may be more important to women who are the primary 

sources of income for their families or who have attained a high level of education 

(Harris & Earle, 1986). In this school district, the data show that females are more 

concerned about benefits, having influence within the organization, and security than the 

men.  Because there are considerably more female teachers in the district, this difference 

in the data may be difficult to interpret.  

There was no significance found in any of the three components for race.  More 

than 60% of the respondents were White. Additionally, 90% of the respondents were 

either White or Hispanic. Since no significance was found for any of the components, no 

conclusions can be drawn about the influence of race on the work values held by the 

teachers in the district. 

 Differences were found in the preferred communication styles and work values.  

For interactions with the administration, all three generations, both genders, and all races 

preferred face-to-face.  Education is a relational occupation and this desire to have direct 

interactions with the administration in a school is evident in the data. Baby Boomers 

selected face-to-face more often than the other two generations, which is a generational 

characteristic found in the literature (Zemke et al., 2013). For gender, female Gen Xers 

and Millennials were consistently the same as their generation in general.  However, 

male Gen Xers showed difference with a greater selection of face-to-face for the 

Preferred REPRIMAND and a greater percentage of email for the Preferred PARENT 



 

 167 

COMPLAINT.  For race, Hispanic female Baby Boomers aligned more with the 

literature in their desire for face-to-face interactions for these questions.   

 For parent interactions, the focus shifted away from face-to-face for more 

practical interactions such as email or phone.  Often parents start conversations with an 

email, so the higher use of email maybe greatly influenced by the “Reply” button on the 

email system used by the school than by personal preference.  Baby Boomers lean 

towards the phone in several of the situations, which reflect their desire for synchronous 

methods using a method they have used since the beginning of their careers.  The higher 

use of email by Gen Xers and Millennials reflect their comfort with technology that has 

been developed and available during their youth.  For males, in all generations, email is 

the preferred method, which may be a generational preference but could also be 

influenced by the fact that males in education are often coaches, which reduces the time 

they have for making parent contact.  Email is an efficient method for making these 

contacts since the asynchronous nature of email allows both parties to respond when it is 

convenient for them. For race, Hispanic Baby Boomers and Gen Xers were different 

than Whites and Other Races for these two parent communication questions. For 

example, Whites from all three generations selected email more than 50% of the time 

where Hispanics were only over 50% with Millennials.  There were also differences 

between Hispanics and Whites in the Preferred PARENT CONTACT question.  This 

may support that differences in culture play a bigger role than the generational influence 

for the selection of the methods used in each situation. 
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Implications for School Administrators 

 The implications for school administrators are that generational differences exist 

among the teachers on their campuses. Administrators need to understand these 

generational differences, especially as they relate to communication methods such as 

reprimand and direct parental contact.  All the generations prefer face-to-face 

interactions with administration to address issues such as being late or a parental 

complaint.  A personal touch may be more important because of the relational nature of 

education. Baby Boomers grew up during a period when spending time with people was 

important to the development of all kinds of relationships. However, for the reprimand, 

Millennials are much more comfortable with an email because they grew up developing 

relationships online. The face-to-face desire by Millennials may also reflect their desire 

for feedback. 

The data from this study on direct communication with parents indicates that 

email and phone calls are the methods most preferred.  However, Millennials selected 

email more frequently.  Teachers from all groups preferred to receive a complaint 

directly from a parent through email.  There may be a practical reason for the use of 

email.  With parents and teachers, email provides the opportunity for the communication 

to occur any time day or night and is not dependent upon finding a time when both the 

parties are available at the same time.  Baby Boomers selected email less than 50% of 

the time when communicating with parents directly, which may in part be a desire for 

synchronous communication not available through email. Millennials preferred email 

approximately 60% of the time in the two situations where direct communication with 
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parents is occurring. This could be related to ease of use or it could be the over 

dependence on electronic media for communication (Glass, 2007). Administrators need 

to understand that different skills are required for effective communication in different 

methods. Face-to-face is the most natural form of communication, which requires skills 

in observing body language and tone, while computer-mediated communication requires 

skills in interpreting non-verbal text based clues such as punctuation including 

exclamation marks or capitalization (Schulze, 2017).  Additional discussion about these 

skills may be required for older teachers. With this awareness, administrators may need 

to discuss when email is appropriate and when the synchronous methods such as a phone 

call or even face-to-face would be more appropriate especially with younger teachers. 

Another consideration for administrators is that past or frequent communications with 

the parents will help teachers improve the effectiveness of these electronic 

communications (Nardi & Whittaker, 2002). This means that teachers who will use 

email for these types of communication should attempt to establish positive histories 

with their parents early in the year. 

 Administrators need to be aware of differences in work values.  For the intrinsic 

values, the data from this study indicate that Millennials place more value on 

opportunities to collaborate and using their skills rather than being relegated to low level 

work.  They also want to be given responsibility quickly in their career and to be 

working in an ethical environment.  Because advancement in education is influenced by 

seniority as much as by skills, administrators will need to find a balance between these 
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needs or expectations of younger teachers and the expectations of the older teachers who 

feel their time has come for promotion and the best assignments. 

 The implications of the finding on the component related to growth and 

advancement are that differences exist between Baby Boomers and Gen Xers.  For this 

component, Baby Boomer teachers may be more concerned about advancement, 

influence, and growth.  One consideration is that Millennials received training with new 

pedagogy while completing their degrees in college and they have comfort with the 

technology that is expected in 21st century schools.  Baby Boomers may also feel they 

have “paid their dues” and it is their turn to set the agenda in the school. So 

administrators need to find ways to utilize their experience and meets their needs. 

Conflicts in the work place may frequently be attributed to visible differences such as 

generation, gender, and race.  Administrators need to know their staffs well enough to be 

able to accurately assess the situation since the real cause of the conflict may be the 

result of differences of individual preference, experience, or some other bias by the 

members of the organization. Therefore, caution should be used in assuming that every 

member of a particular generation, gender, or race has the characteristics identified in 

literature and popular culture. 

 Administrators and policy writers need to have an awareness of these differences 

as they adopt policies on communication.  The use of inappropriate communication 

methods may need to be addressed by those considering formalizing a local or district 

policy.  For example, a policy that requires parental communication may need to address 

the appropriateness or the inappropriateness of relying on an electronic method since 
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email and text may not effectively communicate the issues that need to be addressed.  

The two situations for interactions between the teachers and their administrator may 

have human resource implications if those situations will be used as documentation for 

sanctions or removal of the teacher.  Clear policies about what is appropriate and fair to 

the employee needs to be clearly outlined in policy. 

 For the work values data, administrators and policy makers need to understand 

how the intrinsic values and the opportunities for growth impact the culture within the 

school and the district.  If a school has low moral or high turn over, administrators 

should look into how the school and district can meet the needs of the teachers by 

honoring these work values of the generations.  Finding ways to provide opportunities 

for growth among the Gen Xers may help increase their moral and keep them from 

leaving the school.  

Suggestions for Future Research 

Additional qualitative research could be conducted to find reasons why the 

differences exist or assess the impact of potential conflicts caused by generational 

differences. Follow up questions could be added to determine why teachers selected a 

particular method in a given situation.  Literature may suggest that factors such as 

comfort level with technology (Hershatter & Epstein, 2010; Zemke et al., 2013) or 

simply availability of an effective or specific method contributed to their selection 

(Glass, 2007). Since these technology methods are new and constantly evolving, more 

research needs to be conducted to determine what conflicts or problems these differences 

may cause (Myers & Sadaghiani, 2010). More research could be done to analyze why 
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there is no difference in the work values in Component 3, which relates to benefits, 

security, and pride in the workplace. 

Quantitative or qualitative research could determine if these findings come from 

the nature of people who work in education or in the specific district.  Also, prior 

research on gender, race/ethnicity, and generational influence is not available.  

Additional research could be conducted to explore these influences.  A limitation of this 

research study was the small number of situations, in addition to the low number of 

respondents who identified as African American or those who identify with two or more 

races.  A larger sample that includes more African American or mixed-race respondents 

may provide some additional opportunities for analysis. 

Study Conclusion 

Generational differences do exist in preferred communication methods and work 

values. These differences may be more pronounced in a school setting because high 

stakes testing requires teachers to work more collaboratively to meet the needs of all 

students in the school. The data suggest that communication methods in the work place 

are highly situational (Lengel & Daft, 1989). Teachers today are required to effectively 

communicate with all stakeholders at various times throughout the day and the year. 

Types of communication methods often serve different purposes such as immediate 

response for synchronous communication such as face-to-face or phone, while email is 

frequently used when large detailed information must be shared and does not need an 

immediate response (Kim et al, 2007). It is important for school administrators to know 

that for certain personnel issues such as to receive a reprimand; their employees still 
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want face-to-face contact. For other types of communication from administration, 

generational preferences exist.  For example, Baby Boomers still want face time with 

their administrators, but the other two generations are comfortable with electronic 

communication.  The data highlight the comfort with the use of electronic methods when 

the administrator is sharing a parental concern. For communication with parents, email 

was the preferred method for all generations.  This preference is likely the result of 

efficiency and ease of use since many parents communicate first with the teacher via 

email and may not be available during the teachers’ planning period for a phone call or 

face-to-face interactions.  However, Baby Boomers prefer to make a phone call since it 

may be the most efficient synchronous form of communication and was a primary 

method available during the early years of their careers. Administrators need to caution 

teachers against the over use of email because Millennials selected email higher than the 

other two methods for both types of parental contact.  At some point, the relational 

aspect of face-to-face or phone call may need to be used if the situation is not being 

resolved quickly.  The data show that even though Gen Xers preferred email, they align 

with Baby Boomers for certain situations and with Millennials for others. For gender and 

race, the stronger influence for the types of communication appears to be generational 

more than differences between the genders or the races. 

The pressure for schools and teachers to provide quality education to a diverse 

population of students is increasing with each new legislative mandate for more 

accountability.  The pressure often shines a spotlight on the different values held by 

those in the school setting when conflict arises from different expectations among the 
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faculties. The analysis of work values data suggests that Millennials place a higher 

interest in the intrinsic values than the other two generations.  These intrinsic values 

focus on collaboration, desire for more responsibility, the use of the skills they possess, 

and the desire to work in an ethical environment.  All of these values are consistent with 

Millennials outside of the school environment.  The data also suggest that Baby 

Boomers place more emphasis on opportunities for growth than the other two 

generations. These values include opportunities for advancement and influence in the 

school, as well as growth and recognition.  For administrators, they need to be aware that 

Baby Boomers may feel that after putting many years into the system, it is time for them 

to move into the prime assignments and have influence in the school.  They may also 

feel the need for growth since their younger colleagues are comfortable with many of the 

newest pedagogies and technologies being written into the curriculum resources.  The 

final component found no generational differences for the extrinsic values such as 

benefits, pride in the school, and security.  The data suggest that all employees feel the 

same about these values primarily because they all work in the same district and have the 

same experiences with the factors that influence the values. Especially for this 

component, the work values are likely linked to the work situation (Dose, 1997). The 

data suggest that when concerns arise in these areas of extrinsic values, that generational 

characteristics are less of an influence and they can address the concerns the same way 

for all groups. 

The communication with the stakeholders such as parents and administrators at 

each campus is vital to the academic success of the students. School administrators need 
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to be aware that generational differences do exist in some areas of communication, 

especially when relating to teachers’ communication with the administrators and with 

the parents.  The reason behind the selection of communication methods may be 

different based upon generational preference. Knowledge of these differences will help 

administrators address conflicts that may arise from the preferences. 

Competing interest within the school often hinders progress with all students. 

Understanding the differences in work values is important so administrators know how 

to motivate and manage teachers from different generations towards the common goal of 

student success. Millennials want more collaboration and to feel their skills are being 

utilized.  They often possess skills with new pedagogy and technology that would 

benefit their older colleagues.  However, if Millennials do not feel these skills and their 

values are respected, and they are not getting the best schedules, they are likely to seek 

employment where their values are going to be respected.  This is in contrast to the Baby 

Boomers who feel they have put their time into the system and may believe their loyalty 

to the organization should be rewarded by the highly sought-after positions in the school. 

Finally, administrators need to remember that generational characteristics are broad and 

each individual still need to be managed based upon those needs more than the 

generational characteristics. 
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Appendix A 

Study Survey 

Dissertation Survey for 
Exploring Generational Differences  

In Communication Styles and Work Values 
Among Teachers in South Texas 

by  
Stephen Watson 

 
Purpose of the study 
 
In all work environments, there is conflict.  This conflict is frequently caused by 
generational differences found among the workers.  Because of unique generational 
personalities, two areas where conflict may arise are intergenerational communication 
(Hummert, 2008) and work values (Smola & Sutton, 2002, Wong, Gardiner, Lang & 
Coulon, 2008). This study will explore generational differences in these two areas. 
 (Demographic section) 
 
Question #1 
Select the birth year range that describes you: 
 

Prior to 1965 1965 to 1981 After 1981 
m m m 

 
Question #2 
Gender 

Male Female 
m m 

 
Question #3 with 
With which Race/ Ethnicity do you mostly identify? 

African 
American 

American  
Indian 

Asian Hispanic Native Hawaiian 
or Pacific Islander 

White Two or More 
Races 

m m m m m m m 
 
Question #4  
Total years of experience as an educator 
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Question #5 Select the level of your primary campus assignment. 
 

Elementary Middle High 
m m m 

Communication 
  
Communication is an important part of life and can be conducted by using many 
methods such as talking face-to-face, phone calls or using an electronic media such as 
texting/ instant messaging or email. For this study, we will focus on communication that 
occurs between teachers within the school setting. 
 
Question #6 
 
Thinking about the variety of situations when you communicate during your school 
workday, select your single most selected / preferred method of communication? 
  
 

Face to Face Text/ Instant Message Phone Call Email 
m m m m 

 
Question #7 
 
Thinking about the variety of situations when you communicate during your school 
workday, select the method of communication you never or rarely use?  
 

Face to Face Text/ Instant Message Phone Call Email 
m m m m 
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Question #8  
 
For each of the specific work situations listed below, identify the single method of 
communication you would most prefer or most frequently use: 
 

 Face to Face Text/ Instant  
Message 

Phone Call Email 

Professional Communication- 
Internal Source 

    

A.  Receiving a reprimand about 
arriving late 

m m m m 

B.  Receiving notice of a job change m m m m 
C.  Receiving advice from a colleague m m m m 
D. Receiving information about a 
parent complaint from administration 

m m m m 

E.  Sending advice/ guidance to 
colleague 

m m m m 

Professional Communication- 
External Source 

    

F.  Receiving a complaint directly from 
a parent  

m m m m 

G.  Making parental contact  m m m m 

 
 
Question #9  
 
For each of the specific work situations listed below, identify the single method of 
communication you are least likely to use or would never use: 
 

 Face to 
Face 

Text/ Instant  
Message 

Phone Call Email 

Professional Communication- 
Internal Source 

    

A.  Receiving a reprimand about 
arriving late 

m m m m 

B.  Receiving notice of a job change m m m m 
C.  Receiving advice from a colleague m m m m 
D. Receiving information about a 
parent complaint from administration 

m m m m 

E.  Sending advice/ guidance to 
colleague 

m m m m 

Professional Communication- 
External Source 

    

F.  Receiving a complaint directly from 
a parent  

m m m m 

G.  Making parental contact  m m m m 
    Adapted from Craft (2011). 
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Work Values   
 
Work values reflect the standards in a work environment that define what is “right” or 
“important” (Smola and Sutton, 2002; Wong, Gardiner, Lang & Coulon, 2008).  
 
Question #10 
 
For the work values listed below (items A-F), rate the level of importance you would 
assign to that value from Very Important  (5) to Unimportant (1). 
 

Adapted from Murphy (2011)* 
*Original measure can be found: Elizur, D., Borg, I., Hunt, R., & Beck, I. M. (1991).  
 
 

 Very 
Important 

(5) 

Important 
 

(4) 

Somewhat 
Important 

(3) 

Somewhat 
Unimportant 

(2) 

Unimportant 
 

(1) 
A. Opportunities for 

leadership, 
advancement, chances 
for promotion  

m m m m m 

B. Benefits, vacation, sick 
leave, pension, 
insurance, etc. 

m m m m m 

C. To be employed by a 
school district for 
which you are proud to 
work 

m m m m m 

D. Influence in work/ 
organization 

m m m m m 

E. Job security, permanent 
job 

m m m m m 

F. Opportunity for 
personal growth 

m m m m m 

G. Opportunity to work 
collaboratively with 
others  

m m m m m 

H. Recognition for doing a 
good job 

m m m m m 

I. Responsibility m m m m m 
J. Use of ability and 

knowledge in your 
work 

m m m m m 

K. Ethics and integrity  m m m m m 


