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Abstract
This study investigated the possible relationships between parental generation, parenting style,
gender, and the work ethic of the Millennial generation. Millennial participants’ work ethic was
determined using the Multidimensional Work Ethic Profile (MWEP), with the Parental Authority
Questionnaire (PAQ) being utilized to determine the parenting style experienced by the 385
participants that comprised the study sample. First, the study investigated the possible difference
between parental generation and the work ethic of the Millennial. Second, the study explored the
possible difference between parenting style experienced and the work ethic of the Millennial.
Finally, the study examined the possible difference between gender of the Millennial participant
and their work ethic. No significant results were found concerning parental generation and the
work ethic of the Millennial. A statistically significant difference was reported between
Millennials who experienced an authoritative style of parenting and those that had experienced a
permissive style of parenting. Millennials experiencing an authoritative style of parenting
reported higher work ethic scores than those experiencing authoritarian or permissive parenting
styles. A significant difference was also discovered between the gender of the Millennial and
their work ethic scores. This study found female Millennials to report higher work ethic scores
than male Millennials. The findings of this study lend to exploration and further investigation
into the Millennial generation, parenting style, and the influence that family has concerning the
multidimensional nature of the work ethic construct.
Keywords: parental generation, parenting style, work ethic, gender, generation, Baby
Boomer, Generation X, Millennial
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Chapter I: Introduction
The concept of work ethic has existed since the early 1900’s and is extremely relevant in
society today. It is deep-rooted in popular culture and is acknowledged as a significant
determinant of work-related behavior (Miller et al., 2002). While the definition and concept have
evolved significantly from their inception, a strong work ethic is still a vital attribute in a
valuable employee today (Hill & Petty, 1995; Miller et al., 2002). In fact, employee attitude is
frequently viewed as more important than aptitude by employers (Flynn, 1994), as work ethic
encompasses the beliefs and attitudes that an individual possesses concerning work, defining
their commitment to hard work (Miller et al., 2002). Regardless of the industry or business,
employees that possess and display a strong work ethic are valuable as they enable increased
productivity (Huang & Capelli, 2007).
Millennials are the largest generation comprising the workforce of today (Fry, 2018).
With 35% of labor force participants belonging to the Millennial generation in 2016 (Fry, 2018)
they command much attention from human resources and others charged with the task of hiring
these individuals. The Millennial generation refers to those born between 1980 and 2000 (Zabel
et al., 2017). As with all other generations, the beliefs and attitudes of the Millennial cohort have
been influenced by many significant events. These events include the second Iraq war and the
election of the first African American president of the United States (Zabel et al., 2017).
Research has shown that Millennials possess distinct characteristics concerning their values,
expectations, and behaviors (Costanza et al., 2012). Kupperschmidt (2000) indicated that while
there are individual variations within generations, members of each generation often possess
similar attitudes concerning work-related values and have similar personality traits.
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There are observable differences concerning generations and their views on work and
work-related values (Costanza et al., 2012). Basic values related to work ethic are learned and
adopted early in life and are shaped by family influences (Chasovschi, 2016). ter Bogt et al.
(2005) yielded findings that indicated work ethic held at an early age was indicative of work
ethic held later in life. Their study also identified work ethic as a stable attitude that an individual
held throughout life, which was influenced by the parent(s), and was maintained to a similar
degree throughout the course of an individual’s life.
Parent’s influence on the life of their child is vast (Bozhenko, 2011). As the child
matures, they adapt to their family and grow attached. Every family embodies a system that is
unique to them and as the child ages they adapt and become a member of the system (Bozhenko,
2011). This relationship with one’s parents varies greatly from the relationships held with other
individuals in one’ s life. The relationship between an individual and their parents is one that is
strongly rooted in and connected to the logic of their families. This relationship is relevant and
often dictates how parents and children treat one another (Bozhenko, 2011).
A look at parental characteristics that influence work ethic is warranted, as work ethic
and work values are influenced by family (Chasovschi, 2016). Child parent relationships play a
central role in a child’s development (Bozhenko, 2011); and with little known concerning the
transmission of work ethic from parents to children (ter Bogt et al., 2005) parental factors such as
generation and parenting style could be relevant concerning the work ethic of the Millennial
generation. As such, increased understanding of the characteristics and work-related values of
the largest generation to populate the work force today may benefit employees and employers
alike (Van Ness et al., 2010). Additionally, organizations that are well staffed improve the
economic prosperity for the entire community (Hofstede, 1984). Identifying factors that
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influence work ethic in Millennials holds potential benefit for many more in the community than
simply the employer.
Statement of the Problem
Employers continue to search for potential employees who possess and display a strong
work ethic (Hill & Fouts, 2005). Employees who possess a strong work ethic lend to increased
profitability and higher levels of productivity (Huang & Capelli, 2007). With today’s labor force
comprised primarily of Millennials and that number forecasted to grow (Fry, 2018), clues that
indicate a strong work ethic and good work values within this generation hold much value for
both employers and employees. Making a bad hire that lacks dependability, commitment to
work, and initiative costs the organization both time and money (Hill & Fouts, 2005). Hiring the
correct employee is vital to the success of any business as employees are a company’s greatest
asset (Gregory & Clark, 2019).
As Millennials comprise a large percentage of the workforce (Fry, 2018) and 60% of
Millennials are open to different job opportunities with only one in two planning to stay with
their company for more than a year, replacing employees becomes a very difficult and costly
endeavor (Gregory & Clark, 2019). Work ethic is a multi-dimensional construct reflecting a
collection of attitudes and beliefs concerning work (Miller et al., 2002) and family influence has
been found to guide and shape basic values and beliefs related to work ethic (Chasovschi, 2016).
With the cost of employee turnover high (Gregory & Clark, 2019) and work ethic weakening in
the Millennial generation (Kwong, 2016), scholarly attention is warranted concerning the
relationship between work ethic and the Millennial generation.
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Rationale for Study
Understanding generational shifts is becoming increasingly important as Baby Boomers
exit the workforce. Millennials have replaced many Baby Boomers and are slated to fill many of
the foreseeable voids in the labor pool (Twenge, 2010). With Millennials comprising much of the
workforce today (Fry, 2018), managers face the challenge of hiring, retaining, and motivating
these employees (Twenge, 2010). Millennials value leisure and a work life balance (Twenge,
2010; Zabel et al., 2017). They possess a weaker work ethic (Kwong, 2016) and they value work
less than the generations prior (Twenge, 2010). Placing high value on the work life balance
stems from Millennials personal observations and a societal shift that places a greater focus on
families (Hershatter & Epstein, 2010). Many Millennials spent long hours in after school child
care programs as their Baby Boomer parents put in the required face-time at work (Hershatter &
Epstein, 2010). This has led Millennials to be more family oriented with respect to their own
parents than previous generations (Hershatter & Epstein, 2010).
Parents have a great influence on the lives of their children (Bozhenko, 2011). These
influences carry over into every aspect of development and the development of work values is no
different. Children’s attitudes toward work are influenced by those of their parents (Leenders et
al., 2017). Work ethic is a stable type of attitude with work ethic at a younger age being a strong
predictor of work ethic held at a later age (ter Bogt et al., 2005). As parents serve as a great
influence (Bozhenko, 2011) and Millennials are more family oriented with respect to their own
parents than previous generations (Twenge, 2010) perceived parenting style, as well as parental
generation could serve as predictors of the work ethic of Millennials.
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Purpose of the Study
The purpose of this study is to compare the work ethic of Millennials by parental
generation, perceived parenting style, and gender. The Multidimensional Work Ethic Profile
(MWEP) (see Appendix A) will be used to assess the work ethic of participants. The Parental
Authority Questionnaire (PAQ) (see Appendix B) will be utilized to determine the participants’
perceived style in which they were parented. Overall, this study will explore work ethic among
generations while assessing how Millennial work ethic is impacted by parental generation and
perceived parenting style.
Theoretical Framework
The theoretical framework for this study is drawn from Blustein’s (2011) work
introducing the relational theory of working. He provided a framework to help understand how
work is embedded in family situations (Leenders et al., 2014). His work encompassed many
diverse influences to derive a theory that conceptualized working as an inherently relational act.
Work-based decisions are not simply the expression of an individual but are rooted in
interactions with many external influences. Schultheiss’ (2003) argument aligns with other
contextualized views (Blustein et al., 2004; Flum, 2001; Schultheiss, 2007) and highlights the
role of families, peers, social networks, and cultural factors in the work lives of individuals.
Work ethic is the work-related construct to be explored by this study. Miller et al. (2002)
filled a void in the literature by acknowledging work ethic as an important determinant of work
behavior and researching the work ethic construct in an effort to increase the literature on work
ethic. They strived in their study to measure the construct of work ethic in its entirety.
Additionally, Miller et al. (2002) attempted to define work ethic and identified the following
characteristics of the construct: (a) it is multidimensional, (b) it pertains to work and work-
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related activity in general, not specific to any particular job, (c) it is learned, (d) it refers to
attitudes and beliefs (not necessarily behavior), (e) it is a motivational construct reflected in
behavior, and (f) it is secular, and not bound to any one set of religious beliefs. Furthermore, the
multidimensional nature of work ethic led Miller et al. (2002) to identify seven dimensions of the
work ethic construct: self-reliance, morality/ethics, leisure, hard work, centrality of work, wasted
time, and delay of gratification.
As Blustein’s (2011) theory identified external factors such as the influence of family on
work related behavior, parenting style will also be a focus of this study. Baumrind’s (1971)
authoritative, authoritarian, and permissive parental authority styles will be the styles assessed.
Baumrind (1966, 1971) is commonly referred to as a pioneer of research into parenting styles
(Kuppens & Ceulemans, 2018). Baumrind extensively studied the association between parenting
styles and child development (Kuppens & Ceulemans, 2018). Children in two-parent households
are influenced by the combined practices of both parents (Marten et al., 2007). While mothers
and fathers can differ in their parenting style, the clustering effects of both parents parenting
together often allows for the more effective parenting style to buffer the less effective style. If
parents align and parent with the same style the effects of the parenting style on the child have an
additive effect (Simons & Conger, 2007)
Because Blustein’s (2011) relational theory of working embeds work into the family
context, this study will examine the influence of parenting style experienced and parental
generation of the participants. Use of the Multidimensional Work Ethic Profile (MWEP) will
yield the work ethic score for participants and the Parental Authority Questionnaire (PAQ) will
be utilized to yield the perceived parenting style experienced by participants. Statistical
comparisons will be made between work ethic, parental generation, perceived parenting style,
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and gender allowing for the identification of possible statistically significant relationships
between variables.
Research Questions and Hypotheses
Questions that will guide the research:
Research Question 1: Does the work ethic of Millennials, as measured by the MWEP,
differ by parental generation?
H0. There will not be a statistically significant difference between the work ethic of
Millennials parented by Baby Boomers and the work ethic of Millennials parented by Generation
X parents.
Research Question 2: Is there a difference between parenting style experienced by
Millennials, as measured by the PAQ, and the work ethic of Millennials, as measured by the
MWEP?
H0. There will not be a statistically significant difference between the work ethic of
Millennials and parenting style experienced.
Research Question 3: Does the work ethic of Millennials, as measured by the MWEP,
differ by gender?
H0. There will not be a statistically significant difference between the work ethic of
female Millennials and the work ethic of male Millennials.
Significance of the Study
Organizations have become increasingly interested in identifying employees who are
committed to and possess strong work values such as work ethic (Meriac et al., 2009). The
assessment of work ethic is vital as it allows organizational decision makers to build, sustain, and
maintain a diligent and well-motivated labor force (Meriac et al., 2009). A study of American
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managers yielded that 60% of managers place work ethic as a top-rated factor when hiring
administrative employees (Flynn, 1994). Employees are an invaluable asset and the cost of
replacing an employee can be up to 200% of salary depending on position (Gregory & Clark,
2019). As Millennials comprised nearly 35% of the labor pool in 2016 making them the largest
generation in the workforce and with this number forecasted to climb (Fry, 2018), adding to the
knowledge and understanding of the factors that influence and identify the work ethic of
Millennials will enable organizational leaders to be better informed and equipped to make good
hiring choices, reduce turnover, and reduce labor costs.
As Millennials comprise a significant portion of the labor pool today (Fry, 2018), what
motivates, influences, and drives these individuals is relevant. By understanding what influences
and predicts work related values, attitudes, and beliefs this study will potentially increase the
literature concerning the Millennial generation. This information could also serve as a guide for
educators who are charged with teaching the youth of today, many of whom are the children of
Millennials. These youth will soon serve as the next wave of workers to comprise the labor pool.
Understanding previous generations and the attitudes, values, and ideas they hold can only offer
opportunity and understanding for those that are charged with educating, guiding, and hiring the
work force of today and the workforce yet to come.
Definitions
Authoritarian Parenting: parents are highly directive with their children and value unquestioning
obedience in the exercise of authority over their children (Buri, 1991).
Authoritative Parenting: parents provide clear and firm direction, while disciplinary clarity is
moderated by warmth, reason, flexibility, and verbal give and take (Buri, 1991).
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Baby Boomer: a generational cohort referring to those born between 1946-1964 (Zabel et al.,
2017).
Generation: a cohort of similarly aged people who experience common historical events and
share similar social life expectations (Costanza et al., 2012).
Generation X: a generational cohort referring to those born between 1965-1979 (Zabel et al.,
2017).
Millennial: a generational cohort referring to those born between 1980-2000 (Zabel et al., 2017).
Multidimensional Work Ethic Profile (MWEP): the Multidimensional Work Ethic Profile
(MWEP) is a 65-item inventory that measures seven conceptually and empirically distinct facets
of the work ethic construct (Miller et al., 2002).
Parental Authority Questionnaire (PAQ): the Parental Authority Questionnaire (PAQ) is a 30item instrument developed by John R. Buri (1991) for the purpose of measuring Baumrind’s
(1971) authoritarian, authoritative, and permissive parenting types. The instrument yields scores
based on the phenomenological appraisals of the parent’s authority by their son or daughter
(Buri, 1991).
Parental Generation: the generation to which the parent of the Millennial participant belongs.
Permissive Parenting Type: characterized by non-controlling behavior where few demands are
made of the children while parents tend to utilize a minimum amount of punishment with their
children (Buri, 1991).
Work ethic: a constellation of attitudes and beliefs pertaining to work behavior (Miller et al.,
2002).
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Summary
Work roles and behaviors are ever changing, no longer are they associated with a specific
set of tasks (Meriac et al., 2009). Organizations are more interested in hiring individuals with a
strong work ethic and who value work in general (Meriac et al., 2009). With Millennials
comprising a significant portion of the current work force (Fry, 2018) their work ethic and the
factors that shape their work ethic are vital information for organizational leaders looking to
onboard, retain, and motivate new talent. Millennials have been encouraged to maintain close
relationships with parents, teachers, and mentors (Hershatter & Epstein, 2010). As parents play a
vital role and serve as a great influence in their children’s lives (Bozhenko, 2011) a look at
parenting style and other parental characteristics that could serve as indicators concerning work
values, attitudes, and beliefs. Millennial’s perceptions of their parents’ parenting style and its’
impact on their work ethic is relevant. Currently, there is minimal research concerning
Millennial’s work ethic and the generation of parent who raised them. There is also little research
concerning perceived parenting style of Millennials and its relationship to their work ethic.
With the development of work-related values and attitudes beginning early in life, and
with children’s attitudes about work influenced by their parents (Leenders et al., 2017), the PAQ
will offer insight into the perceived parenting styles participants experienced. This data coupled
with the data yielded from the MWEP and parental generation will offer the possibility of
statistically significant relationships being discovered. This information will aid not only
organizational mangers and those in human resources, it will offer insight for educators alike. By
better understanding the Millennial generation and what has influenced and shaped them, much
insight will be gained. Millennials not only comprise a large percentage of the current workforce,
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many are the parents of today’s youth. And as parents, their influence and impact on the work
values, beliefs, and attitudes on the up-and-coming workforce is great.
This study could offer much awareness and direction. Better understanding and
increased knowledge concerning parental generation and its’ impact on future generations helps
to guide educators, managers, and leaders alike. As employers continue to seek employees who
possess strong attributes related to work ethic (Hill & Fouts, 2005), workforce preparation
programs looking to include a comprehensive component on work ethic could turn to the
literature to better structure the programs offered. Increasing the literature is in the efforts of
aiding in the understanding and knowledge needed by organizational leaders today to make good
hiring decisions and onboard the adequate talent and labor force they need to run a successful
business and serve those in their communities. While also offering perspective for current
educators who constantly strive to appeal to, enlighten, and motivate their students creating the
best possible workforce of tomorrow.
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Chapter II: Literature Review
A strong work ethic is an attribute of employees that many employers view as valuable
(Hill & Petty, 1995). Employees possessing a strong work ethic often have higher productivity
lending to increased profitability (Park & Hill, 2016). Time and time again, employees with a
strong work ethic and good work values are demanded by employers (Hill & Petty, 1995; Miller
et al., 2002). The fundamental values and beliefs that one holds concerning work are indicative
of an individual’s work ethic (Hill & Petty, 1995). As employers strive to identify employees
that possess a valid work ethic and display strong values concerning work (Park & Hill, 2016),
researchers endeavor to find characteristics that indicate these attributes.
According to Park and Hill (2016), employers struggle to identify characteristics that are
indicative of a valid work ethic and strong work values because there is much to be considered.
Work ethic is an important work-related construct that defines an individual’s attitudes, beliefs,
and values concerning work (Meriac et al., 2010; Miller et al., 2002). Values and beliefs are
often transformed and influenced by life experiences (Meriac et al., 2010). In an effort to isolate
factors contributing to the development of a strong work ethic, parenting and parent child
relationships have been explored and evaluated (Leenders et al., 2017). One aspect of parental
influence that has been neglected in the literature is the transmission of work ethic from parents
to children (ter Bogt et al., 2005). While family influences concerning work ethic are noted to
occur (Chasovschi, 2016), there is still much to be understood concerning the relationships with
one’s parents and its influence of work-related values held later in life (Leenders et al., 2017).
Studies show that family relationships and interactions influence work values and work
ethic possessed by individuals later in life (Blustein, 2011; Chasovschi, 2016; Leenders et al.,
2017). Blustein (2011) detailed how the very nature of work and relationships influencing one
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another are complex and he explored the possible connections between the two. He also outlined
the ability of work to impact relationships and vice versa. With these connections between work
and relationships validated in the literature, it is feasible that a look be given to the
characteristics of the parent and the role such characteristics play concerning work ethic and
work values possessed later in life by the children of those parents.
Family interactions and relationships guide and shape work ethic and work values later
in life (Blustein, 2011; Chasovschi, 2016; Leenders, et al., 2017). With family and relationships
influencing work values, the various generations that compose families need be explored.
Individuals from different generations behave differently (Deal et al., 2010). A generational
cohort develops personality traits that influence each individual’s attitudes toward what they
desire from work and their plans concerning how to satisfy those desires (Kupperschmidt, 2000).
These behaviors are dictated by the beliefs and attitudes held by the individuals that comprise
each generational cohort. The Baby Boomer generation places work central to their lives and
often have a difficult time separating it from other life priorities. They view work as an
extremely meaningful part of their lives that leads to self-fulfillment (Zabel et al., 2017).
Generation X members place an emphasis on balancing work life and social life (Kupperschmidt,
2000). They also strive to work autonomously and to maintain a balance between their work life
and family life (Twenge et al., 2010).
As individuals from each generation age, and move through time, their interpretation and
their meaning of social phenomenon such as marriage, childhood, maturity, and family
responsibilities change. These meanings not only change and evolve for the current generation
experiencing them, but for succeeding generations as well. Although each generation’s values
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and attitudes vary, they are influenced and are often reflective of the values and attitudes held by
previous generations (Kupperschmidt, 2000).
The succeeding generation that comprises a majority of the work force today is the
Millennial. Millennials have been encouraged to have and vigilantly maintain close relationships
with parents (Hershatter & Epstein, 2010). This encouragement does not end with family, it is
extended to teachers, mentors, and advisors (Hershatter & Epstein, 2010). This encouragement to
maintain close relationships in their lives also extends to Millennials’ expectations of their
workplace. Millennials possess strong convictions concerning what their relationship with their
employer should entail. They seek guidance and direction from their workplace and envision
symbiotic relationships with their employer. Millennials who feel valued and appreciated in their
organizations are often loyal to those organizations (Hershatter & Epstein, 2010).
Millennials have been touted to possess a decreased work ethic than that held by previous
generations (Zabel et al., 2017). Meriac et al. (2010) utilized the Multidimensional Work Ethic
Profile to examine the differences in work ethic across three generational cohorts. The three
generations studied were Millennials, Generation X, and Baby Boomers. The study found that
Baby Boomers reported higher levels of work ethic on all dimensions while Generation X and
Millennials reported similar levels of work ethic. In general, Millennials possess a weaker work
ethic, place great value on leisure, and highly value a balance between work and life (Twenge,
2010). Millennials, however, are more satisfied with their organizations and their positions in
them than previous generations when they feel valued and provided with opportunities (Kwong,
2016). As Millennials increasingly occupy and hold their place in today’s workforce, it is
imperative that measures be taken to identify characteristics among Millennials that indicate a
strong work ethic.
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Work values have been found to be developed in an individual between the ages of 6 and
16. Experiences and expectations held by the individual during this time period greatly
influences the development of work ethic. These experiences and expectations were found to be
shaped by the home environment (Cherrington, 1977). As parents impact an individual’s
development (Twenge & Campbell, 2008), it is plausible that parental characteristics could play
a role in the development of work ethic in their children.
This gap in the understanding of the characteristics of one’s parents and influence
concerning work ethic beliefs and values held in adulthood leaves much to be discovered. As a
strong work ethic is undeniably a valuable trait for prospective employees to hold (Park & Hill,
2016), it is imperative a further look be given to parent characteristics such as generational
cohort and the impact these characteristics can have concerning the development of an
individual’s work ethic later in life. Van Ness et al. (2010) called for further research focusing on
individual dimensions to enhance the understanding of work ethic. The characteristics of parents
and their relationships with their children that influence work ethic later in life is a gap that is
present in the literature and dictates further exploration into the definition of work ethic, the
history of work ethic, the current state of work ethic, parental influences, values that build work
ethic, generations present in the work force today, and work ethic with respect to Millennials.
Work Ethic
A strong work ethic is at the heart of the interaction that has occurred between capitalism
and democracy in the United States. This interaction has proved successful concerning the
economic progress made in the United States (Porter, 2010). An essential aspect of this
interaction, a strong work ethic, has often been viewed as the path to both immediate and future
rewards (Porter, 2010). The concept of work ethic has evolved greatly since its inception by Max
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Weber (1904-1905/1958). Extensive economic accomplishment in the past centuries in the
United States have influenced the idea that a strong work ethic will reveal great reward (Porter,
2010). However, work ethic’s evolution has experienced great change. Possessing many
definitions, the work ethic construct has been determined to ultimately reflect a constellation of
attitudes and beliefs pertaining to work behavior (Miller et al., 2002).
Work ethic is a term used to define a set of values, beliefs, and attitudes that an individual
possesses concerning the essential value of work (Meriac et al., 2010; Miller et al., 2002). Often
work ethic is seen as a single construct, but it is far from it (Miller et al., 2002). Work ethic is
multidimensional in nature, pertains generally to work and work-related actions, is learned,
refers to beliefs and attitudes, is a motivational construct, and is not necessarily linked to any one
set of religious values (Meriac et al., 2010; Miller et al., 2002). The dimensionality of the work
ethic construct created issues in the efforts to give an operational definition to the term “work
ethic” (Miller et al., 2002). The concept of work ethic is ingrained in popular culture and is
acknowledged as an important determinant of work-related behavior (Miller et al., 2002). Work
ethic is a stable type of attitude with work ethic at a younger age serving as a strong predictor of
work ethic held at a later age (ter Bogt et al., 2005).
History of Work Ethic
While in the past, the combination of work ethic, capitalism, and democracy proved a
successful combination (Porter, 2010), the concept of work ethic is still alive (ter Bogt et al.,
2005) and is just as vital for members of the work force to possess as it was years ago. However,
many employers voice that it is hard to find (Hill & Petty, 1995). While relevant and concerning
for many employers today (Hill & Petty, 1995; Miller et al., 2002), the concept of work ethic has
evolved and changed greatly over time (Van Ness et al., 2010). The writings of the 20 th century
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intellectual, Max Weber (1904-1905/1958) serves as the basis for the concept of work ethic. The
Protestant Work Ethic developed by Weber highlights the value of commitment to work and
brought to light the question of why some individuals place a greater importance on work than
others. Weber also raised the question of why some individuals are more conscientious than
others (Van Ness et al., 2010). A hint of middle-class American life experienced during a visit to
the United States influenced and guided Weber’s writings (Rodgers, 2014). The construct of the
Protestant Work Ethic was based in religious faith and duty (Kwong, 2016). Weber related the
Protestant Work Ethic to middle-class values. These values placed an emphasis on wealth and
power (Chasovschi, 2016; Hill & Petty, 1995). Through this relation, the concept of work ethic
was intertwined and embedded in conservative economic principles and was thought to sift down
to the those of lower socioeconomic status. This concept of work ethic was based on the idea that
hard work, frugality, minimal consumption, and an inhibited lifestyle were key elements to a
decent life (Chasovschi, 2016; ter Bogt et al., 2005). Weber’s Protestant Work Ethic is often
viewed as an explanation for the overwhelming success of capitalism in Western culture (Hill &
Petty, 1995).
The complexity of the concept of work ethic has evolved much since Weber’s
contributions (Chasovschi, 2016). During the late 20 th century, psychological measures were
utilized to establish the connection between work ethic and conservative values and attitudes
(Furnham, 1984). This led to significant correlations between the two being discovered.
However, it is unclear which attributes of conservative ideas and work ethic are responsible for
the correlation (ter Bogt et al., 2005). While this connection between work ethic and
conservatism was made, it is unclear if work ethic is tied to economic or cultural conservatism. A
strong work ethic was also held in high esteem and ever present during the labor movement (ter
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Bogt et al., 2005). While work ethic may be incorporated into culturally conservative ideology
stemming from a traditional world view, young people today are aware of the value of work and
its’ ability to provide meaning to existence (ter Bogt et al., 2005).
Work Ethic in the Present
The origins of the term work ethic may have roots that tie back to the Protestant faith
(Kwong, 2016), but it has evolved and no longer is bound to any single culture or religion
(Geren, 2011). The basis for work ethic today is under new challenges. Deep engagement with
work still persists, communities of skill are ever present, habits of labor and self-discipline are
still taught in schools and in churches, however, there are many challengers. These challengers
are present in the form of media and a society saturated with consumer goods which serve as
compensatory sources of self-esteem and a sense of self. Americans report on surveys, at a
greater rate than others in the world, that hard work pays off. But many also report that they
expect greater pleasure from leisure and family activities than they do from work (Rodgers,
2014). This anxious reckoning with the moral values of work that once marked the American
past have not completely gone away but are voiced much less often than in prior decades
(Rodgers, 2014). No longer do we hear Presidents issue calls for a “strenuous life” as President
Theodore Roosevelt once did from the White House (Rodgers, 2014).
American work ethic has seen a decrease for the past two decades (Shepard, 2006;
Twenge, 2010). This decline is often contributed to the shift in attitudes concerning work.
America valued and respected hard work in the 1980’s. This is largely contributed to the values
held by the Baby Boomer generation. A high respect for work and good work values were soon
followed by the turmoil in the 1990’s. This turmoil and break from traditional values was led by
Generation X (Shepard, 2006). Today, the labor force is composed of 35% Millennials making
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them the largest generation in the labor force of the United States (Fry, 2018). Millennials
possess a weaker work ethic (Kwong, 2016) than previous generations. Younger generations are
increasingly entitled and lazy. As Generation X valued work less than Baby Boomers, and
Millennials place less value on work than Generation X, a half century of decline has been
experienced in the United States concerning the importance of work in people’s lives (Twenge,
2010).
Work Ethic and Values
Work is vital in peoples’ lives and is important because it occupies a significant amount
of life and also serves as a factor concerning quality of life. An individual’s work often dictates
income, health, social relationships, and status (Thomas et al., 2007). Work serves as an
important and meaningful area where choices concerning behavior are very relevant (Laghi et
al., 2012). Values related to work are indicative of general life values. Work values are viewed as
stable behavioral characteristics and values pertaining to work are viewed as both influential and
basic (Sinisalo, 2004). In the labor market, an individual’s positive work values are an indicator
of employability and also of organizational effectiveness and efficiency. Many employers place
more weight on dependability, work related values, and initiative than on ability (Leenders et al.,
2017). Employers search for indicators of a strong work ethic during the hiring process. A strong
work ethic leads to increased productivity among employees and is also closely related to
increased profitability (Huang & Capelli, 2007). A robust work ethic is often viewed as the most
important trait by the employer in a prospective administrative employee (Flynn, 1994).
Work ethic is a work associated value that is important for gainful employment in the
labor market (Hill & Petty, 1995). Values contribute toward meaningful work experiences
(Steenkamp, 2013). As work ethic pertains to values and is defined by an individual’s values and
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beliefs (Meriac et al., 2010; Miller et al., 2002) a look at values and their origins is in line.
Values have been recognized as an important determinant of an individual’s behavior
(Steenkamp, 2013). A link between work values and personal values has been established in the
literature (Steenkamp, 2013). A person’s identity or sense of purpose in the world is structured
around their values. Certain values have been linked to work ethic and are essential for people to
hold in order to possess a strong work ethic (Van Ness et al., 2010).
Work Ethic and The Parent Child Relationship
The concept of work ethic encompasses not only peoples’ feelings concerning work but
also their views concerning their responsibilities (Leenders et al., 2017). The growth and
development of work values and attitudes begins early in life. Children’s attitudes and feelings
concerning work are influenced by those of their parents (Whiston & Keller, 2004).
Relationships between parents and children develop throughout time. These pertinent
relationships are influenced by both the characteristics of the child and the parent. They grow
and develop within the context of how the family operates (Leenders et al., 2017). Basic values,
such as work ethic, are learned through family education (Chasovschi, 2016). These values,
personal characteristics, and work ethic are indicators of an individual’s ability to serve an
organization in a highly efficient and effective manner (Chasovschi, 2016).
Parents play an indispensable role in aiding a child in the development of their sense of
purpose in life. Parents serve as a vital source from which children obtain their values (Mascolo,
2015). The role of parents in promoting a moral sense of purpose is great. They serve as the most
important and influential source concerning their child’s moral development. The process of
developing a moral sense of purpose is long and occurs over many years. The process begins at a
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young age and does not culminate till young adulthood. Many interactions with parents over
many years lends to this development of a sense of purpose (Mascolo, 2015).
Leenders et al. (2017) conducted a study to increase the literature concerning the quality
of the relationship with an individual’s parents and that individuals’ work ethic and work
orientation. The study aided in understanding the meaning of the relationship with an
individual’s parents early in life and the values they hold concerning work. The study concluded
that work related values held later in life were related to the quality of relationship an individual
held with their parents. A more positive relationship with the father yielded a more positive work
orientation than a positive relationship with the mother. Individuals who possessed a more
positive relationship with both parents had a stronger work ethic than individuals who had a less
positive relationship with both parents. The study showed that overall, parents influence work
values differently and that the relationship with the father is more central to the development of
the child’s work values than their relationship with their mother. These results validated that a
positive childhood relationship with either parent shapes and dictates the values an individual
holds regarding work, indicating that family influences work values (Leenders et al., 2017).
Knowledge of the relationship between parents and children and their connection to work
values such as work ethic, aids managers in understanding the behavior of employees allowing
them to better respond to their needs (Leenders et al., 2017). As organizations strive to hire,
train, and motivate the Millennial workforce, further exploration of family influence on work
values, could offer insight concerning the complex social situation of the workplace. Millennials
are now the children that populate the work force and Leenders et al.’s (2017) study supported a
look at this generational cohort and the parenting style experienced to possibly serve as a
predictor of work ethic. Leenders et al. (2017) called for future research concerning the
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interconnectedness of early family relationships and work and this study hopes to answer this
call by providing further insight concerning these vital relationships.
Work Ethic and Culture
Hofstede (1984) defined culture as the collective programming of the mind which
distinguishes the members of one human group from another. Every individual’s mental
programming is to some degree unique and to some degree similar to others. Hofstede (1984)
defines three levels of uniqueness concerning these mental programs: universal, collective, and
individual. The universal level is the least unique level and is shared by almost all of mankind.
This includes expressive behaviors such as crying, laughing, and aggression. The collective level
of mental programming is shared with some but not all other people. It is specific to people
belonging to a group or category. Examples of actions categorized in the collective level include
language, reverence shown to elders, distance maintained from others, and perceptions
concerning other behaviors such as eating. The individual level of mental programming is the
ultimately unique level. No two individuals are programmed alike. This level includes individual
personality and it allows for various alternative behaviors within the same collective culture.
These mental programs can be inherited, transferred in our genes, or can be learned
following birth. The learning of these mental programs occurs across a life time, but as most of
the programs deal with the fundamental elements of life, individuals tend to learn them early on
(Hofstede, 1984). The collective level is where almost all of the learned mental programming
occurs. This is evident in the fact that individuals share similarities with other individuals that are
not genetically related. Societies, organizations, and groups passionately maintain and pass on
mental programs with great determination from one generation to the next (Hofstede, 1984).
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The essential core of culture includes traditional ideas and associated values (Kluckhohn,
1951). This lends to values serving as building blocks of culture (Hofstede, 1984). Basic values
related to work ethic are learned during the early years from family education. These years shape
and transform beliefs (Chasovschi, 2016). Cultural and family influence are determining factors
considering the values an individual possesses. There are many values that are linked to work
ethic. These include responsibility, discipline, integrity, and adherence to excellence (Van Ness
et al., 2010). Values however, that are not exempt from this list are work ethic and those
associated with work commitment (Chasovschi, 2016).
An article by Chasovschi (2016) served as an analysis of multiple studies that were
concluded with the effort of emphasizing the connection between cultural values, ethnicity, and
work ethic. Chasovschi (2016) drew from Hofstede’s (1984) work concerning culture.
Chasovschi’s (2016) article detailed how cultural background influences an individual’s values
concerning work and their work ethic. Ethical values practiced within the family are indirectly
shaped by the cultural background of the family. The article concluded that work ethic later in
life is a solid construct that is already built and that is shown through work behaviors. This
construction contains a solid base that is rooted through education and the values obtained early
in life. These values are often developed through the support and influence of the family,
schooling, and experiences had early in life. Chasovschi, (2016) also found that work ethic has
two vital components that attribute to work performance of employees: general work ethic and
job specific work ethic requirements.
As Chasovschi (2016) outlined, work values are indirectly influenced by cultural aspects
in an individual’s upbringing. These findings complimented a study by ter Bogt et al. (2005) that
explored the social transmission and development of work ethic during youth and young
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adulthood. This study examined the development and social transmission of work ethic from
parent to child and to what extent the transfer of political attitudes took place from parent to
child and the degree in which these attitudes influenced the work values the child held. The study
yielded that work ethic is transmitted from parent to child and that it is an ongoing process
during adolescence. Likewise, parents pass on their class and educational background to their
children. Also noted in the study was that a strong work ethic was more prevalent where both
parents were of lower socioeconomic status and had reached lower levels of educational
attainment. The study revealed that work ethic held early in life served as a strong predictor of
the work ethic held later in life. ter Bogt et al. (2005) discussed how work ethic will continue to
remain a vital factor for a large sector of the population. This is certainly true today, as
employers search for indicators of this valuable asset among the most prevalent generation to
comprise the workforce, the Millennial.
Work Ethic Across Genders
The division between male and female is perhaps one of the most dramatic and apparent
within the human species (Weisgram et al., 2010). For males and females, personal values are
fulfilled differently through work (Weisgram et al., 2010). Various studies have reported women
possessing a greater work ethic than men and vice versa (Hill, 1997). Many studies have utilized
samples of convenience where data was collected from college classes, a single organization,
business, or industry (Hill, 1997) and many studies have failed to take into account the
multidimensional nature of the work ethic construct (Meriac et al., 2009). The majority of studies
conducted concerning gender and work ethic have reported women yielding higher work ethic
scores than men across all occupations. Hill (1997) completed a study looking at gender as a
predictor of work ethic. The Occupational Work Inventory (OWI) was the instrument utilized in
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this study of 1,133 participants composed of 573 males and 560 females with ages ranging from
20 years to 55 years. Hill (1997) found that women have a greater propensity to endorse work
ethic than men do.
Meriac et al. (2009) performed a study to examine the measurement equivalence of the
Multidimensional Work Ethic Profile (MWEP) across genders. The study gathered responses
from 1,122 men and 828 women. Respondents average age was 27 years old for males and 23
years old for females. Gender subgroups were similar in terms of demographic characteristics.
This study concluded that the MWEP did not function differently for genders at either the item or
the test level. Meriac et al. (2009) concluded that women do not have a stronger work ethic than
men.
Harðardóttir et al. (2019) explored the differences in work ethic in relation to gender. The
MWEP was the instrument utilized to determine work ethic in the 238 college students from the
same university in Iceland. This convenience sample was comprised of 132 women and 106
men. Participant’s age ranged from 20 to 55 years old with an average age of 26. Harðardóttir et
al. (2019) study revealed women to have a higher work ethic than men.
Meriac et al. (2009) called for future research to look at subgroups, such as generation or
race, and to utilize the MWEP to determine the possible socially constructed meanings of work
ethic based on other group differences. The study did reveal small subscale differences between
the work ethic of women and men. Meriac et al. (2009) also called for a look at these small
differences as they may contribute to the gender differences concerning work ethic and our
understanding of the influences that shape and guide work ethic for both men and women. With
previous studies yielding variations in data concerning work ethic across genders, this study
concerning gender and the work ethic of the Millennial generation is warranted. A study such as

26

this will narrow the age gap of participants and utilize the MWEP and its ability to capture the
multidimensional nature of the work ethic construct in an effort to pay scholarly attention to the
possible differences in work ethic across genders of the Millennial generation.
Relations to Work
Extrinsic and Intrinsic Work Values
Extrinsic work values pertain to valuing the extrinsic rewards of work such as pay,
material possessions, and respect (Twenge et al., 2010). These rewards play an important role in
the employment process. The variety of life experiences encountered by different generational
cohorts impacts that generation’s degree of value placed on extrinsic rewards (Twenge et al.,
2010). Intrinsic work values include finding meaning and interest in work (Twenge et al., 2010).
Work that is interesting, provides variety and responsibility, is challenging, and makes a
significant impact on others is characterized as intrinsically motivating (Deci & Ryan, 2000).
Putti et al. (1989) explored the association between work values and organizational
commitment. The authors looked at both the intrinsic and extrinsic values associated with work.
The employee’s degree of identification and involvement within the organization were used to
define organizational commitment. The interest in organizational commitment for Putti et al.
(1989) was to link work behavior to commitment. The work behaviors of employees that were of
interest were absenteeism, retention, and overall performance. The objectives of Putti et al.
(1989) were to examine the impact work values had on commitment, examine the importance of
work values and individual variables on commitment, and to determine whether the values
related to commitment in western industrialized societies held true for Asian societies. The
analyses found that work values have a moderately strong correlation with organizational
commitment with intrinsic values impacting commitment greater than extrinsic values. These
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findings were supported by previously published literature. Putti et al. (1989) goes on to detail
how the findings of the analysis indicate Asian organizations that wish to increase the
organizational commitment of their employees should align organizational rewards with the
work values of their employees just as organizations in western industrial societies have done.
Twenge et al. (2010) collected generational data across time. The study examined work
values across three generational cohorts, Baby Boomers, Generation X, and Millennials. Leisure
scores across the three generations increased with Millennials valuing leisure the most. Extrinsic
rewards were also highly valued by the Millennial generation with intrinsic values declining
through the generations. The study yielded that younger generations, such as Millennials, are less
interested in the meaning of work. As intrinsic work values decline, the predictors of work
values become vital. This study will give scholarly attention to parental generation and parenting
style to possibly yield insight concerning the work ethic of the Millennial generation.
Organizational Commitment
Organizational commitment has received attention in the literature (Reyes, 1990), but
little has been published lately. Organizational commitment is a determining factor in
understanding the work behavior of employees within organizations (Reyes, 1990). An
employee’s willingness to put forth extra effort for the organization and make a quality
investment in their workplace serves as the definition of organizational commitment (Leenders et
al., 2017; Putti et al., 1989; Reyes, 1990;). Commitment to one’s work is also viewed as the
willingness of the employee to remain with an organization leading the employ to invest their
contributions into the organization (Reyes, 1990). There are two classes of variables that
influence organizational commitment. These two classes of variables are referred to as individual
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and organizational variables and serve as precursors concerning organizational commitment
(Reyes, 1990).
Organizational commitment is related to variables within the organization, leading to
various degrees of commitment found within a company (Reyes, 1990). The variables that are
found within the organization and commonly influence commitment are characteristics of tasks,
pay, supervision, and advancement opportunity (Putti et al., 1989). The individual variables that
commonly shape and guide organizational commitment are age, sex, tenure, income, education,
and marital status (Putti et al., 1989). Both classes of variables lead employees to create a
psychological contract with employers based on the rewards they receive for their efforts and the
value they place on the rewards. Both classes are strong predictors concerning organizational
commitment (Putti et al., 1989; Reyes, 1990). Taking behavioral and psychological perspectives
into account, organizational commitment can be conceptualized by three characteristics. The first
characteristic is that the employee possesses a strong belief in the goals of the organization. The
second is that the employee invests in the organization through their efforts, and the third
characteristic is that the employee desires to maintain a position with the organization (Putti et
al., 1989; Reyes, 1990).
A study by D’Amato and Herzfeldt (2008) looked at the differences concerning
organizational commitment between early and late Baby Boomers and early and late Generation
Xers. They concluded that Baby Boomers possessed significantly higher levels of organizational
commitment than did Generation Xer’s. Later, Costanza et al. (2012) conducted a study with the
goal of quantitatively assessing the research on generational differences concerning work related
attitudes. Costanza et al. (2012) conducted a meta-analysis of generational differences
concerning work related criteria including organizational commitment. The analysis reviewed 20
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studies allowing for 18 generational pairwise comparisons across four generations. The
generations studied were the Traditional, Baby Boomer, Generation X, and Millennial
generational cohorts involving 19,961 subjects. This review of the literature yielded a pattern of
results that indicated that the relationship between generational membership and work-related
outcomes to be small. As organizational commitment involves an individual’s desire to maintain
a position within an organization (Putti et al., 1989; Reyes, 1990) and Millennials are more
satisfied with their positions in their organizations than previous generations (Kwong, 2016),
scholarly attention should be given to work ethic of Millennials. As they are more satisfied than
previous generations once employed and offered opportunity, making a good hire is more
valuable than ever before.
Work Orientation
Work influences many aspects of an individual’s life. These complex influences are
experienced in areas that predict quality of life such as income, health, and relationships
(Thomas et al., 2007). As work influences many aspects of life for individuals, their values and
beliefs they hold often in turn influence their work. Values are guided and shaped by family and
cultural impacts (Leenders et al., 2017). Work-related values are indicative of other more general
life values (Sinisalo, 2004), increasing the significance of behavioral choices related to work
(Laghi et al., 2012). As values determine goals, motivation is the energy that keeps an individual
headed towards accomplishment of their goals (Shell, 2013). Success concerning work is often
fueled by various motivations and views concerning work. There are three distinct views offering
insight into how individuals define and perceive their work. These views are referred to as work
orientations (Lan et al., 2013).
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The three work orientations or views are labeled as jobs, careers, or callings. Those who
view their work as jobs are motivated to work by the material rewards they receive
(Wrzesniewski et al., 1997). These individuals labor with the intentions of supporting their lives
away from work. They possess very little loyalty toward their employer and show very little
interest in the work they do (Shell, 2013). Those who view their work as careers possess a deeper
personal investment in their work. They are motivated by the material and monetary gain
acquired by their efforts, but also possess a desire to increase their social standing and often are
in pursuit of a promotion within their fields (Bellah et al., 1985). These individuals consider
themselves to be working in a defined area or profession. Their work is the progression toward
greater responsibility, increased pay, and higher status (Shell, 2013). The third view individuals
possess concerning work is the calling. Individuals who possess this view of their work often
display behaviors indicative of thankfulness. They view their work as a reflection of a certain
trait or characteristic of themselves that is important. Their work gives them the opportunity to
express a personal value (Shell, 2013). These individuals view their work as inseparable from
their life, and often believe that their work makes the world a better place (Lan et al., 2013).
All three views of work are found in each and every occupation. There may be a higher
percentage of a certain view found within a certain occupation, but there will still be all three
views present in every occupation (Wrzesniewski et al., 1997). How an individual views their
work can often depend on the nature of the work and the individual characteristics of their
disposition. Another factor influencing work views is also whether or not the individual has
encountered a positive or negative work experience. A positive or negative evaluation of an
individual’s work experiences can influence their view concerning work (Lan et al., 2013).
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Wrzesniewski et al. (1997) increased the literature concerning the usefulness of the job,
career, calling distinctions, and what features of each dimension were the most significant. The
study also defined correlates of viewing one’s work in accordance with what the dimensions
might be, as well as determining the psychological features of occupations or persons that are
related to each dimension. There were 196 respondents who reported working 35 or more hours
per week and all were employed by one of two universities. Respondents held a range of
different occupations with 79% being female with a mean age of 42 years old. Results of the
study revealed that the differentiation of the three orientations was clearer and easier to discern
that anticipated. The results also revealed that it was clear that all three dimensions were present
in all the occupations represented by the respondents. The most interesting information produced
from the study was that respondents in lower-level occupations were more likely to identify
themselves as having either a job or a career. This identification of career in lower-level
occupations may simply be a function of age, as many respondents who identified their
employment as a career tended to be younger respondents. This lends to possible interpretations
predicting younger employees being willing to work harder than their older counterparts in the
efforts of advancing within their organizations. Likewise, this link between youth and the career
view could simply be the expectation of younger employees that they will advance through the
ranks of their employing organization. Overall, the study determined that there was value in
viewing one’s work as either a job, career, or a calling. However, the study left many questions
unanswered and called for future exploration of the links between extrinsic and intrinsic work
values and the job, career, calling distinctions of work. As this study proposes to examine the
relationship between parental generation and parenting style experienced by the Millennial
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generation there is opportunity for light to be shed concerning the role that the parent child
relationship plays concerning the work values held by this generation.
Parenting
Research has been conducted by various disciplines concerning parenting. This research
has shown time and time again, that parenting plays a vital role concerning child development.
This knowledge has attributed to parenting and its influences on child development being studied
for the past 75 years (Kuppens & Ceulemans, 2018). Researchers have taken various approaches
to studying parenting. Parenting practices, parenting dimensions, and parenting styles have been
the parenting aspects most commonly studied (Kuppens & Ceulemans, 2018). Not only are
parents influential in their child’s development they serve a central role. Children need guidance,
direction, and support from active parents. Children must be held to high standards of moral
conduct, academic motivation, and social responsiveness. Failing to offer clear, concise, parental
guidance produces children who lack social skills, morals, values, and academic skills (Mascolo,
2015).
Parental support is important because it serves as a predictor of a strong sense of selfworth and security, greater psychological well-being, and other positive outcomes (Coplan et al.,
2002). With this evidence that parental support during childhood predicts psychological wellbeing, self-worth, and personal control in young adults (Wickrama et al., 1997), parenting style
as an influencer of work values held later in life warrants scholarly attention. Adults reporting
positive interaction with parents during childhood are more likely to be involved in supportive
social relationships that foster well-being contributing to better overall health and decreased
depression (Shaw et al., 2004). With parental support and parenting style influencing outcomes
and attributes of individuals held later in life and as parenting plays a vital role concerning child
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development (Mascolo, 2015), parenting style must be considered as a possible influence
concerning work ethic held later in life.
Rothrauff et al. (2009) increased the literature concerning the association between
remembered parenting style and psychological well-being, depressive symptoms, and substance
abuse in mid and later life adults. Differences in outcomes by race, sex, and childhood
socioeconomic status was also explored by Rothrauff et al. (2009). Conclusions from the study
yielded support for remembered parenting styles continuing to relate to functioning across the
lifespan of the individual. As Rothrauff et al. (2009) revealed, perceived parenting style
influenced individuals well into adulthood. Exploring perceived parenting style experienced by
Millennials offers opportunity for further discovery of the impacts of parenting style concerning
work ethic.
Parenting Styles
Four parenting styles have been identified in the literature (Kuppens & Ceulemans,
2018). Diana Baumrind (1966, 1971) is considered a pioneer of parenting styles research.
Originally, Baumrind’s studies served to differentiate further the patterns of parental authority.
From her work Baumrind identified three parental authority types based on normal parenting
behaviors. They were originally referred to as prototypes and are as follows:


authoritative: parents provide clear and firm direction for their children, but discipline
measures are moderated by warmth, reason, flexibility, and verbal give-and-take.



authoritarian: parents are highly directive with their children and value obedience in
their exercise of authority over their children and are often detached and less warm than
other parents.
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permissive: parents are noncontrolling and utilize a minimum amount of punishment
with their children (Buri, 1991).

Later Maccoby and Martin (1983) bridged Baumrind’s parenting dimensions and created a
fourth parenting style. The fourth parenting style was created by dividing the permissive
parenting type into two subgroups: permissive / indulgent and neglectful. Maccoby and Martin
identified that Baumrind’s permissive parents fell into separate categories with some permissive
parents being more indulgent with their children and others simply neglecting their children and
being uninvolved in their parenting responsibilities. Maccoby and Martin however, viewed
parenting style through the combination of two dimensions, demandingness, and responsiveness.
Responsiveness referred to the extent to which parents foster individuality and self-assertion by
being supportive and attuned to their children’s requests (Baumrind, 2005). Demandingness
referred to the pressure parents made on their children to become integrated into society by
behavior regulation, confrontation, and demands concerning maturity (Baumrind, 2005).
Baumrind (1991) later also recognized this fourth style of parenting and four parenting styles
emerged. The four parenting styles and their defining characteristics of the parent are as follows:


authoritative: high demandingness and high responsiveness.



authoritarian: high demandingness and low responsiveness (Kuppens & Ceulemans,
2018).



permissive / indulgent: low demandingness and high responsiveness (Maccoby &
Martin, 1983).



neglectful: low demandingness and low responsiveness (Kuppens & Ceulemans, 2018).

Baumrind’s work (1966, 1971, 1991) extensively studied the association between parenting
styles and child development. Baumrind’s studies and other researchers found similar
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associations between parenting styles and child development (Kuppens & Ceulemans, 2018).
Maccoby and Martin’s work focused primarily on the configuration of the parenting styles and
less on their influence concerning child development. Baumrind’s work however, has been
replicated by other researchers and the following has been reported (Kuppens & Ceulemans,
2018). Children whose parents parented with an authoritative style expressed the most favorable
developmental results. Authoritarian and indulgent parenting produced negative developmental
results, with neglectful parenting yielding the poorest developments (Kuppens & Ceulemans,
2018).
Simons and Conger (2007) completed a study to increase the literature concerning how
mothers and fathers differ concerning parenting styles and to examine the manner in which
mother and father parenting styles combined to form family parenting styles and how these
parenting styles impacted adolescent outcomes. This study yielded that having at least one
authoritative parent fostered better outcomes than families that do not include an authoritative
parent. However, having two authoritative parents simply amplified the effects of authoritative
parenting. Authoritative parenting was associated with the lowest levels of depression and the
highest levels of academic commitment during adolescence.
Correlations have been identified in the literature between parenting style and many major
life experiences. Parenting style has been shown to influence academic achievement of college
freshman (Hickman et al., 2000), and also to influence college freshman’s adjustment to
university life (Wintre & Yaffe, 2000). Berzonsky (2004) yielded correlations between parental
authority and identity commitment in late adolescents. As these studies yield a connection
between parenting, life experiences, and characteristics possessed later in life, this study looks to
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explore parenting style as a possible influence concerning the work ethic in the Millennial
generation.
Parent Child Relationship
The parent child relationship evolves throughout the life of both the parent and the child
(Bozhenko, 2011). The relationship begins as the parents’ lives and the child’s life inevitably
merge together as a child’s parents are the first people they meet placing the parents in a position
of great influence (Bozhenko, 2011). During infancy there are physical and emotional bonds that
occur. Infancy is the period in which these physical and emotional bonds are the strongest. These
relationships are characterized by high levels of dependence leading to increased levels of
bonding (Bozhenko, 2011). Every family is unique and operates according to their own traditions
and rules. Children born to a family become part of the family and adapt to the system by which
the family operates (Bozhenko, 2011). These relationships formed between parent and child vary
greatly from any other relationships experienced throughout life (Troll & Fingerman, 1996). The
parent child relationship is one in which every person is personally involved because each and
every individual has a relationship with their parents (Bozhenko, 2011).
Parental guidance is essential from preschool through young adulthood. Children who
experience support, assistance, and feedback when trying to complete a difficult task will emerge
empowered and confident increasing their self-esteem (Mascolo, 2015). Relationships with
others are essential for an individual’s well-being. Intimate relationships offer interpersonal
support (Schultheiss, 2003). As caring supportive adults are vital to children concerning their
social growth and development into adulthood (Mascolo, 2015), a positive relationship with
these adults lends also to the development of attitudes and roles concerning work (Leenders et
al., 2017).
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Work values and attitudes are developed and cultivated early in life. Parents influence
their children’s attitudes and feelings concerning work (Whiston & Keller, 2004). As parent
child relationships develop over time, these relationships are guided and influenced by the
characteristics of both the parent and the child (Leenders et al., 2017). Parents are essential
concerning the development of children into adults. Children require sensitive and caring adults
to challenge them and show them how to be successful (Mascolo, 2015). These adults are vital in
that they provide guidance concerning the managing of emotions, completing a task correctly,
and offering insight on how to persevere and continue until the goal is reached or the task is
completed (Mascolo, 2015). Blustein’s (2011) relational theory of working aligns with these
ideas. He detailed how work-based decisions are often not merely just the expressions of a single
individual, but the expression of an array of external influences. Blustein (2011) talks of
Schultheiss’s (2003) career work. He goes on to tell how her work has led to the creation of a
compelling argument that working and its many constructs are rooted in relationships and
culture. As detailed in Blustein’s (2011) article, many scholars have advanced creative ideas
about the relational context of working. Many of these views emphasize the role of families and
shine a light on the relational matrix in which working exists.
Parent child relationships are vital concerning the development of values and a sense of
purpose in life (Mascolo, 2015). For many individuals, family relationships serve as the most
significant relationships in their lives (Whiston & Keller, 2004). A review and analysis by
Whiston and Keller (2004) made a contribution to the literature and served as a comprehensive
review of research published since 1980 pertaining to the influence family of origin has
concerning an individual’s career development. As individuals are highly likely to draw from
family members and seek their advice concerning career decisions, the family is of great
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relevance. Whiston and Keller (2004) go on to elaborate how, across a lifespan, family structure
and family processes were found to guide and influence a host of career constructs. The review
explained further that family influence and processes are complex and impacted by numerous
factors. While impacted by many factors, the parents hold the greatest ability to guide and direct
their child’s attitude toward work and their career development choices. Whiston and Keller
(2004) found that parents have the most influence during the early elementary years with
influence declining in the late elementary years. During childhood the foundation is laid
concerning attitudes, directions, and choices regarding career and work. Whiston and Keller
(2004) called for more research concerning family influence pertaining to career development.
Roeters et al. (2010) investigated whether the amount and nature of parent child time
mediated the association between parental work characteristics and parent child relationship
quality. The amount of time spent together was studied, as was the nature of the time and
activities completed together. They proposed that activities that were focused on the child and
less interrupted by other activities led to a more positive relationship between parent and child.
The study looked at 1,008 Dutch fathers and 929 Dutch mothers. In 583 cases, both partners of
the same household were in the data set. The study yielded that parents who worked longer hours
and were engaged in work, spent less time with their children lending to a poorer quality of
relationship. The results also implied that the amount of time was not the only factor influencing
relationship quality but how the time was spent and the activities engaged in during the parent
child time together. The study also revealed that mothers and fathers were more similar than
different concerning the impacts of paid work on their relationships with their children. As this
study will look at the perceived parenting style, it stands to further increase the knowledge
concerning the influence of parenting on the work ethic of Millennials held later in life.
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Parent Child Relationship and The Transmission of Values. The central role of the
parent child relationship in a person’s development has been the focus of studies for many years.
The significance of the parent child relationship has received much attention in the literature
concerning the relationship’s connection to early childhood and adolescence (Bozhenko, 2011).
Parent child relationships remain significant concerning child development, as parents serve as
shapers and fine tuners of the ideas of their children (ter Bogt et al., 2005). A child’s ideas
concerning work are guided by those of their parents and by early adolescence, individuals
already possess a notion of the significance of hard work (ter Bogt et al., 2005).
A positive emotional bond with parents allows children to learn about the values their
parents possess (Stephens, 2009). Children are able to test their limits in a secure environment,
and in turn this allows children to experience behaviors and actions that their parents view as
acceptable. These actions and behaviors that parents value and deem appropriate are then
transferred to their children (Stephens, 2009). This leads to a child’s development of their own
moral beliefs and attitudes as a result of this interaction with their parents (Leenders et al., 2017).
Leenders et al. (2017) performed a study that brings to light the importance of a good
relationship with parents at a young age concerning work related attitudes held later in life.
Leenders et al. (2017) found that a positive relationship with either parent influences the values
people hold concerning work. As parental relationships influence and guide the moral
development of the child, parenting style experienced by those children as a predictor of work
ethic is a logical link to explore for future research and serves as the basis for the research
questions proposed by this study.
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Generations
Several definitions have been assigned to the term generation within the literature
concerning generational differences. All definitions are similar and have been expanded through
time (Costanza et al., 2012). Some consensus on the definition has come to determine that a
generation is a cohort of similarly aged people who experience common historical events and
share similar social life expectations (Costanza et al, 2012; Kupperschmidt, 2000; Smola &
Sutton, 2002; Zabel et al., 2017).
Generations are commonly categorized by crises, wars, revolutions, shifts in production,
social relations transitions, and market fluctuations (Harris, 2017). Many of these shared
experiences occurred at the same age for many individuals. Common experiences shared by
individuals of relatively the same age creates similarities within those individuals. These
similarities include attitudes, political orientations, and dispositions in general (Costanza et al.,
2012; Meriac et al., 2010). These shared attitudes, political views, and dispositions lead
generations to display unique personalities and sets of values in relation to their experiences as a
generational cohort (Zabel et al., 2017). As generational cohorts experience a variety of events
during the formation of their beliefs and attitudes, they began to exhibit differences that occur
across cohorts (Meriac et al., 2010). The views and beliefs formed serve as filters that individuals
interpret and comprehend their daily life through (Kupperschmidt, 2000). The differences found
between generations is attributed to the common influence of the shared experiences and not
solely attributable to the age of the individual (Costanza et al., 2012).
Substantive meaningful differences between generations exist. These differences are
found among individuals in today’s workplaces (Costanza et al., 2012). They are summarized in
terms of descriptions and characteristics common to each generation and these characteristics
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delineate one generation from other generations (Costanza et al., 2012). While there are
individual variations and differences within generational cohorts, there is relative agreement
across cohorts concerning the areas of work values (Kupperschmidt, 2000).
Generational Cohorts
Common shared events that were experienced at relatively the same age guide and define
the attitudes, beliefs, and characteristics that comprise a generation (Costanza et al, 2012;
Kupperschmidt, 2000; Smola & Sutton, 2002; Zabel et al., 2017). Some common influential
experiences and happenings, that individuals lived through and that are commonly referenced are
the Depression, World War II, the Civil Rights movement, and the September 11 th terrorist
attacks (Costanza et al., 2012). Claims stand those generational differences impact a variety of
settings. The most cited of these impacts concerning generational differences are those
concerning work related outcomes. The outcomes often explored are commitment, satisfaction,
risk-taking, motivation, and leadership style (Costanza et al., 2012). Generational cohorts possess
various perceptions of each other, leading to a situation that can easily breed misunderstandings
in the workplace (Meriac et al., 2010). When managers and subordinates fail to understand and
heed each other’s generational differences, tensions increase while productivity and job
satisfaction plummets. Maintaining a generational perspective and being sensitive and aware of
generational differences, allows managers to use employee’s various attributes as sources of
creativity, productivity, and learning (Kupperschmidt, 2000).
While each generations’ attitudes and beliefs vary, they are influenced and guided by the
previous generation. As each generation ages and matures, they guide future generations’
meanings of social concepts such as childhood and maturity (Kupperschmidt, 2000). Currently,
employees from multiple generations compose the labor market today (Costanza et al., 2012).
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There are three generations composing the majority of the labor force (Fry, 2018). They are
Baby Boomers (born between 1946 and 1964), Generation X (born between 1965 and 1979), and
Millennials (born between 1980 and 2000) (Zabel et al., 2017). As of 2017, more than one in
three individuals in the American labor force is a Millennial. This is equal to 35 % of the work
force making them the largest generation in the workforce as of the year 2016 (Fry, 2018). This
is 56 million Millennials looking for work or working and 53 million Generation X working or
searching for work, leaving 41 million Baby Boomers to represent a quarter of the total. Baby
Boomers contributions are decreasing steadily as many retire (Fry, 2018). As Baby Boomers
shrink, Millennials continue to grow. The Millennial work force population is expected to peak
at 75 million (Fry, 2018).
Baby Boomers. Economic growth and educational expansion highlighted the experiences
of the Baby Boomer generation. They were among the first to hold beliefs of entitlement and
expected the best that life had to offer (Kupperschmidt, 2000; Zabel et al., 2017). This
generational cohort had their beliefs shaped and defined by the Vietnam War, many either
participated in or protested the war effort (Kupperschmidt, 2000). Baby Boomers witnessed the
assassinations of Dr. Martin Luther King Jr., Senator Robert Kennedy, and President Kennedy.
They felt the unrest of the civil rights movements and witnessed the faults and shortcomings of
many political, business, and religious leaders (Smola & Sutton, 2002).
This witnessing of leaders falling short and failing to uphold society’s moral standards
resulted in Baby Boomer’s waning respect and loyalty toward authority and institutions
(Kupperschmidt, 2000). Baby Boomers are strong willed employees concerned with work
content and material work rewards. Lending to habits of saving as opposed to spending. They
value promotions, titles, and the corner office. Baby Boomers bring many attributes to their
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employers, as they build harmony, initiate change, and mentor others effectively
(Kupperschmidt, 2000). Often loyal to their employer they place work central in their lives
(Zabel et. al., 2017). There are some differences between the first wave of Baby Boomers and the
last wave. While the first wave were deeply involved in their work, there were some last wave
individuals that possessed strong ties to their work, but were also described to want increased
simplicity in their life and commonly re-evaluated the definitions of both work and success
(Kupperschimdt, 2000).
Generation X. The Generation X cohort grew up with financial, societal, and family
insecurities (Smola & Sutton, 2002). These individuals experienced societal turmoil but were
also involved in rapid change, an era of increased diversity, and an era marked by a lack of
tradition and stability (Smola & Sutton, 2002). This lack of tradition and social ties increased a
sense of individualism among this cohort. Many childhoods were spent in households where
their parents worked, so many relied on friends for support and comradery (Karp et. al., 1999).
Generation X regards technology as a fact of life and strives to balance work and social life
(Kupperschmidt, 2000; O’Bannon, 2001).
Generation X expects work to be somewhat fun with a modern work environment
maintained. They tend to respond better to managers who coach and mentor as opposed to those
who are commanding and micromanage (Kupperschmidt, 2000). While possessing flaws,
Generation X individuals still offer much to the workplace and to their co-workers. Their focus is
on the present, they are technically savvy and are comfortable with diversity, change, and
multitasking. They are adapted and comfortable with competition and offer practical problemsolving skills and approaches (Kupperschmidt, 2000). Many relate to organizations whose values
align with their values and their abilities. They have increased organizational commitment to
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organizations that reward productivity and that create and offer a sense of community
(Kupperschmidt, 2000).
Millennials. The attitudes and beliefs of the Millennial generation were influenced by the
terrorist attacks of September 11th, the second Iraq war, and the election of the first African
American president of the United States (Zabel et al., 2017). The positive attributes of
Millennials have been noted as optimistic, confident, street smart, and sociable (Zemke et al.,
2000). More than any previous generation, this cohort values a balance between work life and
social life with demands for greater freedom (Kwong, 2016; Zabel et al., 2017). Technology
enables this cohort to work from anywhere lending to this appetite for freedom (Zabel et al.,
2017). Millennials are more adapted to technology than previous cohorts due to increased
exposure at an earlier age (Deal et al., 2010). Temperance concerning certain behaviors is
lacking in Millennials and is evident by the amount of time wasted on electronic devices (Deal et
al., 2010).
Millennials value job security less (Hart, 2006) with 60% of Millennials reporting being
open to different job opportunities and only one in two report planning to be with their employer
for more than a year (Gregory & Clark, 2019). Stereotyped by Baby Boomers to be lazy and
entitled (Deal et al., 2010; Harris, 2017), Millennials are the most educated generation (Harris,
2017). Many have invested much effort and money in preparation for the workforce yet are
poorer, and more precariously employed than the generations prior (Harris, 2017). In general,
Millennials possess a weaker work ethic than previous generations and do not value work as a
central element in their lives (Kwong, 2016).
Millennials possess their weaknesses, but not without offering some attributes to their
workplaces. This generation can be loyal to employers who offer individualized attention, a
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supportive environment, supportive culture, and a system that is equitable in offering
acknowledgement and rewards for efforts (Hershatter & Epstein, 2010). Hershatter and Epstein
(2010) provided a contextual overview to highlight some of the defining characteristics of the
Millennial generational cohort. This study explored college educated Millennials and their
approach to the world of work. The authors concluded that Millennials care about authenticity
and institutional values due to the fact they are looking to work within institutions that drive
change. Millennials have a great comfort with technology allowing them access to various
resources and information readily. They are very organization and people oriented and easily
engage and collaborate with others. The study also revealed that Millennials believe that issues
such as environmental sustainability, ethnic persecution, and poverty can be solved one can,
bottle, petition, or dollar at a time. Hershatter and Epstein’s (2010) review of the literature
provided a framework for organizations to utilize when combatting issues concerning
incorporation of Millennials into their workforce. Hershatter and Epstein’s (2010) framework
yielded that organizations should cater to Millennials desires to be strongly affiliated with an
organization. Organizations should understand that Millennials value relationships with
management and require clear structure within the organization and thrive in a supportive
organizational environment that offers both reward and opportunity.
As organizations today cater to the demands of the Millennial workforce who require
support, affiliation, and strong relationships with management, it is imperative that they hire the
correct individuals to invest their efforts in. Determining predictors of a strong work ethic is
essential to reduce the costs, time, and efforts required to hire, train, motivate, and retain the
right employees. Making a great hire has benefits for the long run, as employees are an
organization’s greatest asset (Gregory & Clark, 2019).
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Conclusion
As business and industry look to hire valuable employees, factors that serve as indicators
of a strong work ethic become increasingly valuable. Remaining mindful of the values that
employees hold behooves companies immensely (Van Ness et al., 2010). Organizations that hire
and retain top employees that are efficient with a strong work ethic and good work values offers
gainful employment for those hired while creating a positive impact within the community (Van
Ness et al., 2010). Probing deeper into family influence concerning work values would aid
human resource managers, business managers, and counselors. This information would help
them in understanding the complex social aspect of work situations and what leads certain
individuals to exhibit certain behaviors (Leenders et al., 2017).
The workplace today is far from simple. Many employees multitask and problem-solve,
while making a plethora of vital decisions on a daily basis (Smola & Sutton, 2002). Many
managers express concerns about the fading commitment to the importance and value of work
(Miller et al., 2002). Greater understanding of the work-related values of the most prevalent
generation in the work force today, Millennials, offers positive consequences for both the
employee and employer. Understanding the values of employees is essential for any company
looking for new talent (Van Ness et al., 2010). Many employers voice the need for employees
with exceptional work ethic, but many further explain how it is rare (Hill & Petty, 1995). As
human resource specialists and managers are called to better understand prospective employees’
various needs and values (Chasovschi, 2016), work ethic is vital concerning the determination of
such values. Work ethic is dependent on the employee’s personal characteristics and values and
should be well investigated concerning the selection of new employees (Chasovschi, 2016).
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Managers face many hurdles in the future, but one of the utmost importance will be the
hiring, retaining, and motivating of young employees (Twenge, 2010). While poised to be a
productive workforce, Millennials are proving to be one of the highest maintenance workforces
in history (Tulgan, 2009). As employers spend vital dollars to onboard and retain employees, it is
imperative that all efforts be made to identify employees that offer the most for the organization
and how best to retain them once hired. As little is known concerning the transmission of work
ethic from parent to child (ter Bogt et al., 2005) there is much here to be discovered since
children’s work attitudes and values are influenced by those of their parents (Leenders et al.,
2017). Exploration of parental generation and the parent child relationship concerning their
ability to serve as predictors of work ethic in the Millennial generation is warranted and is the
purpose for this study.
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Chapter III: Methodology
This chapter defines the research design and methodology used to complete the study.
Following quantitative study design, this study collected work ethic scores, perceived parenting
style data, and demographic data from Millennial participants. These scores and data were
analyzed to determine if statistically significant differences exist between work ethic, parental
generation, perceived parenting style, and gender.
Purpose of the Study
The purpose of this quantitative study was to compare Millennial parental generation,
Millennial perceived parenting style, and Millennial work ethic, along with demographic data of
the Millennial. The study explored factors that influence Millennial work ethic. The
Multidimensional Work Ethic Profile (MWEP) was used to identify the work ethic of Millennial
participants. Perceived parenting style experienced by Millennial participants was determined
utilizing the Parental Authority Questionnaire (PAQ). Demographic data such as age, gender,
generation of parent(s), gender of parent(s), number of parent(s), and race were collected.
Statistical analysis was performed to compare parental generation and work ethic, as well as
perceived parenting style and work ethic. The gender of Millennials was also explored in relation
to their work ethic scores.
Research Questions and Hypotheses
Questions that guided the research:
Research Question 1: Does the work ethic of Millennials, as measured by the MWEP,
differ by parental generation?
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H0 There will not be a statistically significant difference between the work ethic of
Millennials parented by Baby Boomers and the work ethic of Millennials parented by Generation
X parents.
Research Question 2: Is there a difference between parenting style experienced by
Millennials, as measured by the PAQ, and the work ethic of Millennials, as measured by the
MWEP?
H0 There will not be a statistically significant difference between the work ethic of
Millennials and parenting style experienced.
Research Question 3: Does the work ethic of Millennials, as measured by the MWEP,
differ by gender?
H0 There will not be a statistically significant difference between the work ethic of
female Millennials and the work ethic of male Millennials.
Population
The first focus of this study was on the work ethic of Millennials who were raised by
parents belonging to the Baby Boomer generational cohort and the Generation X generational
cohort. The second focus of this study involved the perceived parenting style experienced by
these participants in relation to their work ethic. The third focus of the study was to examine
work ethic in relation to the gender of Millennial participants. Participants were classified as
Millennials and had birthyears that fell on or between the years of 1980 and 2000. They were all
born and raised in the United States. During the time of participation participants were residing
in the United States. Participants were either parented by a parent or parents who were actively
involved in their upbringing through the age of 16. Parents of the participant were not required to
have been married.
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Participants’ parents were to have been involved in the upbringing of their children
through the age of 16. The age of 16 was chosen since Cherrington (1977) found that work
values are developed in an individual between the ages of 6 and 16. Cherrington (1977) in an
effort to identify predictors of work values, surmised that experiences and expectations that
individuals had during this time period influenced the development of their work ethic.
Cherrington (1980) states that the values of adults are significantly shaped by childhood
experiences.
The experiences that shape generations depend on the culture in which the individual is
raised. Generations vary not only by country but also vary concerning the number of generations
that exist (Zabel et al., 2017). With no standard definition for, or birth years that correspond to
generations across the globe, only individuals born and raised in the United States were selected
for this study.
Sample Size
The sample size for this study was determined to be 384 participants. The nonprobability
sampling technique of purposive sampling was utilized to select the sample for this study. As
with probability sampling types, there is no single unifying framework that covers all types of
nonprobability sampling at this time (Dillman et al., 2014). The sample size for this study was
calculated using Dillman et al.’s (2014) method for determining representative sample sizes from
various populations for research applications utilizing probability sampling types. The sample
size was calculated accepting a 95% confidence level, a margin of error of +/- 5%, and a target
population of 83 million Millennials living in the United States as reported by the United States
Census Bureau (2015).
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Sampling Procedures
The nonprobability sampling technique of purposive sampling was utilized to select the
sample for this study. An opt-in research panel of prospective participants was provided by the
third-party market research firm OvationMR. The pool of qualified individuals had passed a
multistep verification process through OvationMR which began with an individual voluntarily
opting-in to become a panel member. The individual followed an email click path to verify
identity where the registration process began. The prospective panel members then entered their
basic information so that confirmation could begin. Once this information was obtained the
remaining validation and verification process included confirming the prospective participant’s
IP geographical location, name, address, basic demographics, and principal language.
Prospective panel members that passed OvationMR’s multistep verification process became
OvationMR panel members.
Panel members invited to participate in this study received the Murray State University
Institutional Review Board approved invitation via email and through an application downloaded
on an electronic device (see Appendix C). Panel members were sent the invitation to participate
based on their current residency in the United States. Panel members who accessed the survey
were first prompted to answer qualifying screening questions concerning age, parental
generation, parental involvement in upbringing, country of birth, country of residency, and
country where they were raised. Following completion of the qualifying screening questions,
demographic data was collected from eligible participants, with ineligible participants being
terminated. Demographic data gathered included age, race, gender, number of parent(s), and
gender of parent(s) (see Appendix D).
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Participants
There were 385 completed surveys that comprised the data set. Of these 385 completed
surveys, there were 59 participants that did not have a clearly identifiable parenting style. These
participants’ data was removed and the sample for this study was comprised of 326 participants.
The gender distribution of the 326 study participants was 55% identifying as female and 45%
identifying as male. The mean age of study participants was 34-years-old. The mean age of
female study participants was 32-years-old with the mean age of male study participants being
35. The race of study participants was 78.22% White, 11.66% Black or African American,
4.29% Hispanic, 3.99% Asian, 1.53% American Indian or Alaskan Native, and 0.31% White and
African American. Study participants raised in a two-parent household accounted for 76% of the
study sample, with 24% indicating they were raised in a single parent household. Study
participants raised by Baby Boomer parent(s) accounted for 66.87% of the study sample with
33.13% raised by Generation X parent(s). The gender distribution of the parent(s) of the
participants was 73.3% male/female, 2.5% female/female, 0.6% male/male, 14.7% female, and
8.9% male.
Confidentiality and Anonymity
Anonymity of participants was maintained throughout the entire study. The surveys were
completed electronically online via the market research firm OvationMR with no personal
identifying information being made available to the researcher. Data provided to the researcher
was transferred to a USB device and remained in a locked safe at the researcher’s place of
residence. The researcher was the only individual with access to the safe.
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Instrumentation
Upon approval from Murray State University’s Institutional Review Board this study
utilized two instruments to collect data, the Multidimensional Work Ethic Profile (MWEP) and
the Parental Authority Questionnaire (PAQ).
Multidimensional Work Ethic Profile
The MWEP is a 65-item inventory that measures seven conceptually and empirically
distinct facets of the work ethic construct. The instrument was developed by Michael J. Miller,
David J. Woehr, and Natasha Hudspeth in 2002. Development of the MWEP answered
Furnham’s (1990) call for future research to develop a psychometrically sound multidimensional
measure of work ethic that captures the entirety of the work ethic construct. Miller et al.’s (2002)
primary objective when developing the MWEP was to: (a) develop a measure that reliably
assessed each of the components / dimensions of work ethic that were reported in the literature,
(b) assess the extent to which measures of these dimensions demonstrate convergent and
discriminant validity with measures of other constructs such as cognitive ability, personality,
apparent needs, and other organizationally relevant attitudinal variables such as job satisfaction,
organizational commitment, and job involvement, and (c) assess the relations between various
components of work ethic.
Miller et al. (2002) identified seven components or dimensions that compose the
construct of work ethic (Meriac et al., 2010). These seven dimensions of work ethic are: (a)
centrality of work, (b) self-reliance, (c) hard work, (d) leisure, (e) morality / ethics, (f) delay of
gratification, and (g) wasted time. These dimensions were identified and used to construct the
MWEP. During this effort, definitions were applied to the seven dimensions and are as follows:


centrality of work: belief in work for work’s sake and the importance of work;
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self-reliance: striving for independence in one’s daily work;



hard work: belief in the virtues of hard work;



leisure: pro-leisure attitudes and beliefs in the importance of nonwork activities;



morality/ethics: believing in a just and moral existence;



delay of gratification: orientation toward the future; the postponement of rewards; and



wasted time: attitudes and beliefs reflecting active and productive use of time (Miller et
al., 2002).
Miller et al. (2002) completed six studies to determine the validity and reliability of the

MWEP instrument. The first study replicated previous research aiding in the demonstration of
the multidimensional nature of the work ethic construct. The second study described the
construction and initial psychometric evaluation of the MWEP. The third study examined
relations between the MWEP subscales and validity with measures of general cognitive ability,
personality, and apparent needs. The fourth study explored the generalizability of the MWEP.
The fifth study provided evidence about the generalizability of the MWEP to an organizational
sample by examining the relations of the MWEP subscales to relevant organizational attitudes
such as job satisfaction, organizational commitment, and job involvement. The sixth and final
study examined the criterion-related validity of the scales of the MWEP (Miller et al., 2002). The
results of these six studies provide significant support for the MWEP’s ability to provide
psychometrically sound measurements of the multiple dimensions that comprise the work ethic
construct (Miller et al., 2002).
The MWEP was later examined by Meriac et al. (2009). Meriac et al. (2009) examined
the measurement invariance by exploring the differential item and test functioning of the MWEP
for male and female participants. This study indicated that the MWEP functioned equally for
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both male and female participants. The work ethic score yielded by the MWEP does not carry
different socially created meanings for men as opposed to women.
The MWEP is an inventory comprised of 65-items. All responses to each item are made
on a five-point Likert scale ranging from strongly agree to strongly disagree. Each of the items
is related to one of the seven dimensions that comprise work ethic. The items relating to each
specific dimension are summed and the mean of the scores identified. Dimensions are scored as
the mean item response multiplied by 10. The dimensions of wasted time and delay of
gratification are placed on the same scale as the other dimensions when the mean item response
is multiplied by 10. Dimension scores can be used separately or the dimension scores can be
summed to provide a composite work ethic score. When combining the dimensions to form a
composite score, the leisure dimension must be reverse scored in order to combine it with the
other dimensions. For this study, only the composite score was utilized.
Parental Authority Questionnaire
The PAQ is a 30-item instrument developed by John R. Buri in 1991. The instrument was
developed to measure Baumrind’s (1971) authoritarian, authoritative, and permissive parental
authority prototypes. The instrument was originally designed to be completed twice by the
participant. One instrument for the father and one for the mother. When utilized using one
instrument for mother and one instrument for the father the PAQ yields six scores per participant.
This study only required that one instrument be completed by each participant. The
instrument used referenced parent(s) together to capture the overall impression of parenting
experienced by the participant. The PAQ has previously been utilized in this manner (Berzonsky,
2004; Yarzdani & Daryei, 2016) and despite the modification the reliability coefficients are
comparable to those reported in studies using the original scales. Utilized in this manner, the
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PAQ yielded three scores. One score for authoritarian, authoritative, and permissive parental
authority types. Responses to each item were made on a five-point Likert scale ranging from
strongly disagree (1) to strongly agree (5). Scores for each of these parenting types can range
from 10 to 50. The higher the score, the greater the appraised level of the parental authority type
measured. The scores are based on the phenomenological appraisals of the parent’s authority by
their child.
The PAQ is designed to measure the three parental authority prototypes as defined by
Baumrind’s (1971) study. Since Baumrind’s (1971) study, Maccoby and Martin (1983) separated
the permissive parenting style as defined by Baumrind (1971) into two groups. The name
permissive /indulgent remains with one of the groups and the other group received the name of
neglectful. The neglectful group created a fourth parenting style that Baumrind later recognized
in 1991. Because the fourth parenting style is derived from Baumrind’s original study definition
and there has been no valid updated instrument created to use in lieu of the PAQ, the PAQ was
utilized for this study with the three parenting styles of authoritative, authoritarian, and
permissive being studied.
The results of several studies have supported the PAQ as a psychometrically sound and
valid measurement tool of Baumrind’s (1971) parental authority prototypes (Buri, 1991). The
instrument is appropriate for men, women, older adolescents, and young adults (Buri, 1991).
Two studies were performed to test the reliability of the PAQ. The first study looked at test-retest
reliability and the second looked at internal consistency. The test-retest study yielded reliability
coefficients ranging from 0.77 for father’s permissiveness to 0.92 for father’s authoritativeness.
The internal consistency study yielded Cronbach’s alpha scores ranging from 0.74 for father’s
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permissiveness to 0.85 for father’s authoritativeness. There are only 10 items per scale lending to
the increased reliability of the PAQ (Buri, 1991).
Three studies were also performed to test the validity of the PAQ. The first study looked
at discriminant-related validity, the second at criterion-related validity, and the third at
correlations with Marlowe-Crowne social desirability scale. All three studies yielded respectable
results supporting the validity of the PAQ (Buri, 1991).
Data Collection
A survey strategy was adopted for this study to collect the necessary data. The survey
consisted of screening questions, demographic questions, a consent form, the Multidimensional
Work Ethic Profile (MWEP) and the Parental Authority Questionnaire (PAQ). The market
research firm OvationMR was utilized. An opt-in research panel that had been assembled and
multistep verified by OvationMR served as the pool from which participants were drawn. Panel
members residing in the United States that could potentially serve as participants were sent an
invite to participate via email and through a downloaded application on an electronic device.
Upon accessing the survey, prospective participants were prompted with screening questions.
Following completion of the qualifying screening questions, demographic data was collected
from eligible participants, with ineligible participants being terminated.
Eligible participants then consented to voluntarily participate in the study via clicking
“Yes I consent” on the Murray State University Institutional Review Board’s approved consent
form (see Appendix E). Following consent to participate participants were then prompted to
complete the Multidimensional Work Ethic Profile (MWEP) and the Parental Authority
Questionnaire (PAQ). Participants received points through OvationMR for their participation.

58

These points could be redeemed for prizes and other rewards. Points were only awarded if
participant completed the survey in its entirety.
Data was collected from February 10, 2021 through February 15, 2021. There were 2,673
invites sent to prospective participants by OvationMR. Of the 2,673 invited, 1,758 prospective
participants accessed the survey. Of the 1,758 prospective participants that accessed the survey,
1,171 were terminated at either the screening questions, the consent form, were deemed to have
invalid access to the survey, or accessed the survey after sample had been obtained. There were
202 participants that failed to complete the survey once providing consent to participate and
beginning to complete the data collection instruments. Following inactivation of the survey by
OvationMR, 385 completed surveys were made available to the researcher and comprised the
data set. Once data collection closed the information provided in the completed surveys
comprised all the data needed.
The researcher received an identifier associated with the participant’s survey data. Per
OvationMR’s policy, data was protected according to general data protection regulation
protocols (GDPR). OvationMR is also a member of the Insights Association which requires strict
adherence to security, data collection, and data management protocols
(https://www.insightsassociation.org/).
Data Analysis
Data collected from participants included demographic data, parental generation data,
work ethic scores, and perceived parenting style. Data analysis began once all data had been
collected. The data set consisted of 385 completed surveys. Of these 385 completed surveys,
there were 59 that did not have a clearly identifiable parenting style. These 59 participant’s data
was discarded, leaving the remaining 326 participants to comprise the study sample.
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The software IBM Statistical Package for the Social Sciences (SPSS) was utilized to
analyze the sample data. The first test completed was an independent-samples t-test. An
independent-samples t- test is used when the means of two groups are being compared
independent of one another (Ravid, 2015). This test was utilized due the causal comparative
nature of research question one. The work ethic of Millennials, as scored by the MWEP, served
as the dependent variable across two groups. The two groups were Millennials parented by Baby
Boomer parent(s) and Millennials parented by Generation X parent(s).
Research question two looked to determine if statistically significant difference existed
between the work ethic of Millennials and the parenting style they experienced. Because the
PAQ yielded one of three possible parenting styles for each participant, a one-way analysis of
variance (ANOVA) was utilized. Analysis of variance is a statistical technique for comparing the
means of samples (Hess & Hess, 2018). The one-way ANOVA can be used to analyze survey
data measured on an interval or ratio scale, when gathered from two or more independent groups
(Ravid, 2015). The work ethic of Millennials served as the data measured and the independent
groups were the three groups of Millennial participants that experienced authoritative,
authoritarian, and permissive parenting styles.
An independent-samples t-test was also performed to determine if there is a statistically
significant difference in work ethic across genders as guided by research question three. The
work ethic of Millennial participants served as the dependent variable and the two groups
analyzed were male and female Millennials.
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Chapter IV: Results
This chapter presents the results of the study. Following quantitative study design this
study collected work ethic scores, perceived parenting style data, and demographic data from
Millennial participants. This data was analyzed to determine if statistically significant
relationships exist between work ethic and parental generation, work ethic and parenting style
experienced, as well as work ethic and gender. Each research question proposed by the study
will be presented and accompanied by the corresponding hypothesis, statistical test utilized to
evaluate, and the results of each statistical test.
Descriptive Analysis of Data
Data collected for this study was comprised of demographic data, work ethic scores, and
perceived parenting styles. After providing their demographic data and consenting to participate,
participants responded to both the Multidimensional Work Ethic Profile (MWEP) and the
Parental Authority Questionnaire (PAQ). These instruments together required participants to
respond to a total of 95 items.
The MWEP is an inventory comprised of 65-items yielding the work ethic score for each
participant. The MWEP is comprised of individually answered items that relate to the seven
dimensions of the work ethic construct. The instrument combines all seven dimensions
associated with work ethic to yield a composite score. Responses to each item are made on a
five-point Likert scale ranging from strongly agree (5) to strongly disagree (1). Each item on the
MWEP was recorded by the number associated with the answer. For example, if the participant
responded strongly agree to an item, the answer was recorded as a 5. The composite work ethic
score yielded by the MWEP can range from 70 to 350. The higher the score the greater the work
ethic. The third-party research firm OvationMR captured the survey data which was made
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available to the researcher in Microsoft Excel. These scores were then imported into Microsoft
Access where a function was utilized to calculate the composite work ethic score for each
participant. There were 326 completed surveys that comprised the sample utilized for data
analysis. The mean work ethic score for the 326 participants was 254.84. The median and mode
work ethic scores were 259 and 256 respectively.
The PAQ is a 30-item instrument developed to measure Baumrind’s (1971) authoritarian,
authoritative, and permissive parental authority prototypes. For this study, one instrument
referencing parent(s) together was utilized to capture the overall impression of parenting
experienced by each participant. Utilized in this manner, the PAQ yielded three scores. One
score for each parental authority type. There were 10 items per parental authority type that
comprised the 30-item instrument. The score for each parental authority type can range from 10
to 50. The higher the score, the greater the appraised level of the parental authority type
measured. Responses to each item were made on a five-point Likert scale ranging from strongly
agree (5) to strongly disagree (1). For example, if the participant responded strongly disagree to
an item the answer was recorded as a 1. The third-party research firm OvationMR captured the
survey data which was made available to the researcher in Microsoft Excel. These scores were
then imported into Microsoft Access where a function was utilized to calculate the parental
authority scores for each participant. Each participant received one score for each parental
authority type yielding three scores per participant. Participants’ highest score determined the
parental authority type experienced.
There were 385 participants to complete the entire survey. During the descriptive data
analysis of participants’ PAQ scores, there were 59 participants whose PAQ scores did not yield
a readily identifiable parental authority type. For example, a participant’s three PAQ scores were
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50 for authoritative, 50 for authoritarian, and 50 for permissive. These responses were indicative
of “straight lining” behavior from the participant (Baker et al., 2013). These scores indicate that
the participant simply responded strongly agree (5) to all 30 items on the PAQ. There were 24
participants PAQ data that yielded the same score on all three parental authority types. These
participants’ data was removed from the sample. The PAQ data for 35 participants yielded the
same score on two of the three parental authority types. Further review of the data concluded
many of these participants gave inconsistent or nonsensical responses, again corresponding to a
lack of engagement from the participant (Baker et al., 2013). These 35 participants entire survey
data was also removed from the sample. After discarding the data from 59 participants, the
sample was comprised of the remaining 326. Data indicated 141 participants had experienced an
authoritarian parenting style, 144 had experienced an authoritative parenting style, and 41 had
experienced a permissive parenting style.
Statistical Analysis of Data
The hypothesized relationships between work ethic, parental generation, parenting style,
and gender dictated that independent-samples t-tests and a one-way analysis of variance
(ANOVA) be utilized to analyze the data. The software IBM Statistical Package for the Social
Sciences (SPSS) was used to analyze the data from 326 participants.
Research Question 1: Does the work ethic of Millennials, as measured by the MWEP,
differ by parental generation?
To complete the analysis necessary to address the topic in research question one, work
ethic scores and parental generation were needed.
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H0. There will not be a statistically significant difference between the work ethic of
Millennials parented by Baby Boomers and the work ethic of Millennials parented by Generation
X parents.
An independent-samples t-test was used to determine whether the mean work ethic score
of participants raised by Baby Boomers differed significantly from the mean work ethic score of
the participants raised by Generation X parents. The dependent variable of interest was the
participant’s work ethic score, with the independent variable of interest being the generation of
parent that the participant was raised by. For the purposes of analysis in SPSS, Baby Boomers
(n=218) were coded as “1” and Generation X (n=108) were coded as “2.” There was not a
statistically significant difference found in the work ethic scores of participants raised by Baby
Boomer parents (M = 254.63, SD = 38.88) and those raised by Generation X parents (M =
255.27, SD = 40.70), t(324) = -0.137, p > .05, d = -0.02. As there was not a statistically
significant difference between the means (p > .05), the study failed to reject the null hypothesis.
A summary of the data analysis results for H0 can be found in Table 1.

Table 1
Results of Independent-Samples t-test for Work Ethic in Relation to Parental Generation

Parental Generation

n

M

SD

Work Ethic Baby Boomer

218

254.63

38.88

Generation X

108

255.27

40.7

t(324)

p

95% CI of
the Mean
Difference

-0.137

0.89

[-9.78, 8.51]

The assumptions associated with an independent-samples t-test (Yockey, 2018) were met.
Study design allowed for participants to complete surveys entirely independent of one another.
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The work ethic scores, which served as the dependent variable, were normally distributed for
each group. The distribution of work ethic scores can be found in Appendix F.
The third assumption of equal variances was addressed using Levene’s test of equal variances.
Levene’s test of equal variances yielded a p > .05, dictating that the variances be assumed as
equal.
Research Question 2: Is there a difference between parenting style experienced by
Millennials, as measured by the PAQ, and the work ethic of Millennials, as measured by the
MWEP?
To complete the analysis necessary to address the topic in research question two the work
ethic scores of participants and the parenting style they experienced was needed.
H0. There will not be a statistically significant difference between the work ethic of
Millennials and parenting style experienced.
A one-way between subjects analysis of variance (ANOVA) was utilized to determine if
there was a statistically significant difference between the mean work ethic scores of the three
groups of Millennials experiencing different parenting styles. The dependent variable of interest
was the participant’s work ethic score, with the independent variable of interest being the
parenting style experienced. For the purposes of analysis in SPSS, participants parented by an
authoritarian parenting style (n=141) were coded as “1,” those parented by an authoritative
parenting style (n=144) were coded as “2,” and those parented by a permissive parenting style
(n=41) were coded as “3.” The work ethic scores varied according to parenting style
experienced, F(2, 323) = 6.71, p < .01, 𝜼2 = .04, Tukey’s post hoc procedure indicated that
Millennials who experienced an authoritative parenting style (M = 262.25, SD = 35.58) and
those that experienced an authoritarian parenting style (M = 252.08, SD = 40.21) had a higher
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work ethic than those who experienced a permissive style of parenting (M = 238.34, SD =
44.04). There was a statistically significant difference between Millennials who experienced the
parenting styles of authoritative and permissive (p < .01). Those who experienced a permissive
style of parenting had a lower mean work ethic score than those that had experienced an
authoritative style of parenting. There was not a significant difference between the work ethic
scores of those who experienced an authoritative and authoritarian parenting style or those who
experienced an authoritarian and permissive parenting style. With a statistically significant
difference (p < .01), between the authoritative and permissive parenting styles, the null
hypothesis must be rejected. A summary of the data analysis results for H0 can be found in Table
2.
Table 2
Means, Standard Deviations, and One-Way Analysis of Variance for Work Ethic by Parenting
Style

Work Ethic

Parenting Style
Authoritarian

M
252.08

SD
40.21

Authoritative

262.25

35.58

Permissive

238.34

44.04

F(2,323)

𝜼2

6.71*

.04

*p < .01
The assumptions associated with an ANOVA were met (Yockey, 2018). Study design
allowed for participants to complete surveys entirely independent of one another. The work ethic
scores, which served as the dependent variable, were normally distributed for each group. The
distribution of work ethic scores can be found in Appendix G. The variances for each of the
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groups were equal in the population. This was determined using Levene’s test of homogeneity of
variances where p > .05 for the test of equal variances.
Research Question 3: Does the work ethic of Millennials, as measured by the MWEP,
differ by gender?
To complete the analysis necessary to address the topic in research question three the
work ethic scores and gender were needed.
H0. There will not be a statistically significant difference between the work ethic of
female Millennials and the work ethic of male Millennials.
An independent-samples t-test was utilized to determine whether the mean work ethic
score of female Millennials differed significantly from the mean work ethic score of male
Millennials. The dependent variable of interest was the participant’s work ethic score with the
independent variable of interest being the gender in which the participant identified. For the
purpose of analysis in SPSS, male participants (n=147) were coded as “1” and female
participants (n=179) were coded as “2.” The mean work ethic score of male participants (M =
247.77, SD = 42.16) was significantly lower than the mean work ethic score of female
participants (M = 260.65, SD = 36.12), t(288.96) = -2.93, p < .01, d = -0.33. As there was a
statistically significant difference between the means of male and female Millennials’ work ethic
(p < .01), the null hypothesis must be rejected. A summary of the data analysis results for H0 can
be found in Table 3.
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Table 3
Results of Independent-Samples t-test for Work Ethic in Relation to Gender

Work Ethic

Gender

n

M

SD

Male

147 247.77

42.16

Female

179 260.65

36.12

t(288.96)

p

-2.927

0.004

95% CI of the
Mean
Difference

[-21.55, -4.22]

The assumptions associated with an independent-samples t-test (Yockey, 2018) were met.
Study design allowed for participants to complete surveys entirely independent of one another.
The work ethic scores, which served as the dependent variable, were normally distributed for
each group. The distribution of work ethic scores can be found in Appendix H.
The third assumption of equal variances was addressed using Levene’s test of equal variances.
Levene’s test of equal variances yielded a p < .05, so equal variances were not assumed.
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Chapter V: Conclusions and Discussion
The purpose of this study was to investigate parental generation, perceived parenting
style, and gender as predictors of work ethic in the Millennial generation. Upon approval from
Murray State University’s Institutional Review Board (see Appendix I) the Multidimensional
Work Ethic Profile (MWEP) was used to assess the work ethic of Millennial participants while
the Parental Authority Questionnaire (PAQ) was utilized to determine the perceived style in
which they were parented. The study followed quantitative study design. Data was collected
from individuals who voluntarily opted in to become members of a research panel assembled by
the third-party research firm OvationMR and met qualifying criteria to participate. Participants
completed the consent document and surveys electronically, with the data being provided to the
researcher. There were 385 completed surveys, with 59 participants data being discarded due to a
parenting style being unidentifiable. Following the discarding of this data, the sample was
comprised of 326 participants.
Summary of Findings
Research question one explored the possibility of a statistically significant difference
between parental generation and the work ethic of Millennial participants. The null hypothesis
(H0) states there will not be a statistically significant difference between the work ethic of
Millennials parented by Baby Boomers and the work ethic of Millennials parented by Generation
X parents. The statistical analysis performed supported H0 and the study failed to reject H0. A
difference between parental generation and work ethic of Millennial participants was not found
in this study.
Research question two explored the possibility of a statistically significant difference
between parenting style experienced by Millennials and the work ethic of Millennials. The null
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hypothesis related to research question two, states there will not be a statistically significant
difference between the work ethic of Millennials and parenting style experienced. The statistical
analysis performed with respect to research question two found a statistically significant
relationship between the parenting styles of permissive and authoritative. There was not a
statistically significant relationship found between the work ethic of Millennials who
experienced permissive and authoritarian or authoritative and authoritarian styles of parenting.
The results of the statistical analysis support the rejection of H0. This study did reveal a
statistically significant relationship between the parenting styles of authoritative and permissive
in relation to the work ethic scores of Millennial participants.
Research question three explores the possibility of a statistically significant difference
between the work ethic of Millennial participants according to their gender. The null hypothesis
states there will not be a statistically significant difference between the work ethic of female and
male Millennials. The statistical analysis results support the rejection of H0. This study did reveal
a statistically significant difference between the gender of Millennial participants and their work
ethic scores.
Inferences
Research question one looked at the possible difference between parental generation and
the work ethic of Millennial participants. This study revealed there was not a statistically
significant difference between the work ethic of participants parented by Baby Boomer parents
and those parented by Generation X parents. While studies concerning parental generation are
sparce, these findings leave much to be considered. The values and behaviors deemed
appropriate by parents are often transferred to their children (Stephens, 2009). This parental
influence leads to the development of a child’s own moral beliefs and attitudes (Leenders et al.,
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2017). The values and attitudes each generational cohort possesses concerning work vary
(Meriac et al., 2010). As the Baby Boomer and the Generation X generational cohorts possess
and display different value systems and respond to common life events differently
(Kupperschmidt, 2000), it is plausible that these values and attitudes would be transferred to the
children of each generation accordingly.
As this study found there to be no statistically significant difference between parental
generation and work ethic of Millennial participants, other explanations must be considered. The
independent variable of parental generation could have been influenced by the relationship
between the parent(s) and the participant. Parent child relationships are significant concerning
child development as parents shape, guide, and fine tune the ideas and attitudes of their children
(ter Bogt et al., 2005), with the nature of the relationship between parent and child growing up
possibly yielding significant findings. It may have been valuable to have considered the
relationship between the parent or parents and the participant when considering the influence of
parental generation. Leenders et al. (2017) found that a positive relationship with either parent
influences the values that individuals hold concerning work. While the values and attitudes
concerning work may differ by generation, these attitudes and beliefs may only be transferred to
children that have a positive emotional bond with their parent(s).
As generational cohorts experience various events in the formation of their attitudes and
beliefs, they develop and hold distinct differences across cohorts (Meriac et al., 2010). These
differences are evident in their values, political beliefs, and dispositions (Costanza et al., 2012),
but may also influence the time they spend with their children and value they place on the
relationship they hold with their children. Studies show Baby Boomers place work central to
their lives and often have difficulty separating it from other life priorities (Zabel et al., 2017),
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potentially leading to less time spent with children and fewer of these values concerning work
being transferred. Generation X is known to work autonomously and value a work-family
balance (Twenge et al., 2010) while also placing great emphasis on balancing one’s social and
work life (Kupperschmidt, 2000). These varying views concerning work and family life that
Baby Boomers and Generation X generational cohorts possess may influence, not only the time
spent with family but in turn, the quality of the relationship they have with their children. Roeters
et al. (2010) found parents who worked longer hours and were increasingly engaged in work,
spent less time with their children lending to a decrease in the quality of the relationship between
parent and child. This perspective aids in the explanation concerning the transmission of values
not aligning with the divisions between generational cohorts or the values held by each cohort.
Research question two looked to determine if there was a statistically significant
difference between the work ethic of Millennial participants and the style of parenting they
experienced. This study revealed a statistically significant difference between the work ethic of
participants who experienced an authoritative style of parenting and those who experienced a
permissive style of parenting. The mean work ethic score of those experiencing an authoritative
style of parenting (M=262.25) was much greater than those experiencing a permissive style of
parenting (M=238.34) with the mean work ethic score for those experiencing an authoritarian
style of parenting falling in between (M=252.08). These findings align with much of the
literature concerning parenting style and the positive impacts concerning child development that
authoritative parenting has been found to have (Kuppens & Ceulemans, 2018; Maccoby &
Martin, 1983). These positive developmental impacts are related to academic achievement as
well as, psychological competencies such as maturation, optimism, self-reliance, and self-esteem
(Baumrind, 1991; Kuppens & Ceulemans, 2018). A dimension of the work ethic construct is
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self-reliance (Miller et al., 2002). In alignment with the literature, it would be expected that
participants raised by authoritative parent(s) would yield the highest work ethic scores.
Also aligning with the literature would be the work ethic scores of participants
experiencing a permissive style of parenting. The study found these participants had the lowest
mean work ethic scores. Permissive parenting often yields inconsistent results. This parenting
style is associated with poorer development concerning social skills, self-confidence, selfunderstanding, and active problem coping (Williams et al., 2009). As permissive parenting
yielded the poorest mean work ethic score and authoritative parenting yielded the highest mean
work ethic score, the difference between these two scores was statistically significant. As these
two styles of parenting fall on either end of the parenting style spectrum concerning
developmental outcomes in children, it is plausible a statistically significant difference between
the work ethic scores of participants experiencing these parenting styles be found.
Research question three explored the work ethic of Millennial participants with respect to
their gender. This study revealed a statistically significant difference between gender and work
ethic with female participants reporting higher work ethic scores than male participants. These
findings align with the findings of the majority of studies concerning gender in relation to work
ethic (Harðardóttir et al., 2019; Hill, 1997; Meriac et al., 2009). While the findings of this study
shed light on work ethic in relation to gender of the Millennial generation, they also follow suite
with the literature in that males and females have varied greatly concerning the reporting of their
levels of work ethic as Meriac et al.’s (2009) study reported that women did not have a greater
work ethic than men. Meriac et al.’s (2009) and Harðardóttir et al.’s (2019) studies utilized the
MWEP just as this study. Harðardóttir et al.’s (2019) study mirrored this study finding women to
have a greater work ethic than men.
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The division between genders is possibly one of the most evident in the human species
(Weisgram et al., 2010). Values are fulfilled and expressed differently through work for each
gender (Weisgram et al., 2010). As the results of studies have reported both men and women
reporting a greater work ethic than the other (Hill, 1997), this study found that women possess a
greater work ethic than men. Theoretical rationales for why gender differences concerning work
ethic have been reported in previous studies is scarce (Meriac et al., 2009). Hill (1997) suggests
that gender-role stereotypes could account for the variations concerning the endorsement of work
ethic by men and women. Media often portrays men at work where work is depicted as a
necessary evil and is something to be avoided. Women, in the formative years of life, are often
socialized to display many of the behaviors attributed to work ethic (Hill, 1997). This perspective
lends to men and women responding to work ethic related prompts in relation to their genderroles. Men may view work as something to be avoided while women may view work as
something to be endorsed in order to align their behavior with the social expectations that
women are to behave in appropriate and positive ways (Meriac et al., 2009).
While men and women interpret the meaning of work ethic in a similar way, many
women often face a work environment with barriers that cause them to place a high value on
work ethic in order for them to succeed or advance in their workplace (Meriac et al., 2009). The
wide spread perception of the “glass ceiling” impeding the advancement of women in the
workplace lends to many women embracing the belief that if they work hard and persist their
efforts will be fruitful (Meriac et al., 2009). These environmental barriers and perceptions create
an environment for women to embrace work ethic and the positive behaviors often associated
with the construct. This perspective offers support as to why women and men provide varied
responses concerning work ethic and the many attitudes and beliefs that compose the construct.
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Practical Significance
As the goal of this study was to explore the relationship between parental generation,
parenting style, and gender in relation to the work ethic of the Millennial generation much was
discovered. As work values are greatly influenced by generational experiences, the value of work
and the variations between the work values held by each generational cohort is important in
today’s organizational environment. Managers respond to the changing values of their
employees, ultimately leaving the values of the organization impacted (Smola & Sutton, 2002).
As Millennials transition in to top leadership positions, organizations will be influenced by the
values held by this generation. The values possessed and displayed by the Millennial generation
have the ability to greatly impact the success or failure of human resource initiatives and many
other organizational efforts (Smola & Sutton, 2002), as they are the largest generation in the
United States labor force today (Fry, 2018). The first research question proposed by this study
looked at parental generation and the work ethic of the Millennial. While no statistical
significance was found concerning parental generation and the work ethic of the Millennial, this
information is still valuable in that it highlights the complex nature of the parent child
relationship and the many faucets of childhood and parenting that influence, guide, and shape
each individual.
The literature concerning the parent-child relationship and its’ influence on child
development is great (Mascolo, 2015). Relationships with family members are some of the most
influential and significant relational experiences in the lives of many individuals (Whiston &
Keller, 2004). The time parents spend and the activities they engage in with their children plays a
central role in the quality of relationship they have with them (Roeters et al., 2010). A strong
work ethic among all employees is essential of organizations to function efficiently and survive
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in today’s market. Knowledge of the relationship or lack thereof, between parents and children
and their connection to work values can offer insight for managers and organizational leaders
alike to better understand and respond effectively to the behaviors of their employees (Leenders
et. al., 2017).
The second focus of this study was concerning parenting style experienced in relation to
the work ethic of the Millennial. A significant difference was discovered between the work ethic
of Millennials who experienced authoritative and permissive styles of parenting. A significant
difference being discovered between the authoritative and permissive parenting styles in relation
to work ethic aids in a better understanding of the great influence of parenting style and its’
impacts throughout an individual’s life. Millennial participants having experienced an
authoritative parenting style reported a significantly higher work ethic than those who
experienced a permissive style of parenting. This leads human resource managers and other
organizational leaders to consider this information. A strong work ethic is an essential
characteristic for prospective employees to possess as it lends to a more effective and efficient
workforce (Leenders et al., 2017) and has been found to be among the most important factors
when hiring an administrative employee (Flynn, 1994). The results of this study add another
dimension for human resources managers and other organizational leaders to take into
consideration when hiring members of the Millennial workforce.
Hiring an individual for any position is a complex task and involves looking at the many
characteristics that comprise an individual. As Millennials have been encouraged to maintain
relationships with parents, mentors, teachers, and advisors and are more family oriented with
respect to their own parents than previous generations (Hershatter & Epstein, 2010), it is
imperative organizations consider the influence of parenting style concerning the work ethic of
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their prospective employees. The addition of Millennials to the workforce may create interesting
changes in values and behaviors, as they bring distinct characteristics to the workforce
(Hershatter & Epstein, 2010). As organizations today cater to the demands of the Millennial
workforce and strive to reduce costs by making a good hire, parenting style experienced serves
as a characteristic of a potential employee that could prove valuable.
The third and final focus of this study concerned the gender of Millennials with respect to
their work ethic. A significant difference was discovered between Millennial participants
identifying as male and participants identifying as female and their respective work ethic scores.
Female participants reported a higher mean work ethic score than male participants. While much
of the current literature supports these findings there is little theoretical rationale for why gender
differences concerning work ethic have been evident in many studies (Meriac et al., 2009).
Meriac et al. (2009) conducted a study to test the measurement equivalence of the MWEP and
reported that when work ethic had the same substantive meaning across genders, women do not
have a higher work ethic than men. The findings of the present study reported women to have a
higher work ethic than men. The perspective of men and women reporting various work ethic
scores in response to their gender-roles is supported by this study as men and women possibly
answer prompts concerning work ethic based on social context.
Another perspective is the perception of the “glass ceiling” held by many women. They
respond to work ethic prompts with the intentions of working hard and striving for excellence
because these behaviors are required for advancement and opportunity in the workplace (Meriac
et al., 2009). This perspective allows men and women to interpret work ethic in the same way,
but respond differently due to the experiences women have possibly encountered in the
workplace. These perspectives should be heeded by those in organizations that stand to hire
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female Millennials. Managers, human resources personnel, and other leaders should remain
cognizant of the hurdles women possibly face in the workplace and do all in their power to create
equal opportunities for all employees.
When hiring, managers and organizational leaders should consider the work ethic of
prospective employees and use it as one piece of the multi-piece puzzle. However, it must be
kept in mind that work ethic is a constellation of attitudes and beliefs pertaining to work behavior
(Miller et al., 2002). While there are small subscale differences between the work ethic of men
and women, the extent to which these differences should contribute to gender differences in
hiring decisions is something that must be addressed by future research (Meriac et al., 2009).
P-20 Implications
The findings reported in this study not only aid organizational mangers and those in
human resources, but offers insight for educators as well. The findings of this study help to better
understand and respond to the influences that have guided and shaped the attitudes and values of
the Millennial generation. As the youngest of the Millennial generation and those of Generation
Z graduate from higher education, there is much for educators to consider. The findings of this
study yielded a significant difference between two parenting styles and the work ethic of the
Millennial generation. Many members of Generation Z are the children of Millennials and of
Generation X. Seemiller and Grace (2016) found Generation Z students to be greatly motivated
by relationships. As their Millennial parents work ethic was influenced by parenting style,
Generation Z only stands to follow in their parents’ footsteps. Seemiller and Grace (2016)
predict that as Generation Z ages they will have a good work ethic, be responsible and resilient
like their Generation X parents, and also be more technology savvy than Millennials. With a
significant relationship discovered between parenting style and the work ethic of the Millennial
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generation, educators must remain cognizant of the influence of the parent on the work ethic and
development of their students. As students enter higher education and are in the charge of college
faculty and advisors, it is imperative they bear in mind the different upbringings and the vast
experiences that have been encountered by their students.
As Millennials and Generation Z place great emphasis on relationships (Hershatter &
Epstein, 2010; Seemiller & Grace, 2016), their relationships with college faculty and advisors
have the potential to influence the many choices they may face along their educational path.
College administrators, faculty, and advisors should bear these findings in mind when interacting
with the students in their charge. By offering supportive direction and guidance they have vast
potential to positively influence, promote a good work ethic, and keep many students traveling
along their educational paths.
While Millennials are the parents of the future workforce, they are the majority of the
workforce of today. Gained awareness concerning the extent that parental generation, parenting
style, and gender play in influencing the work ethic of the Millennial generation provides
guidance for those making hiring decisions. While this study found a significant relationship
between parenting style and work ethic, other studies have produced similar results concerning
authoritative parenting and positive developmental results in individuals. Research suggests that
family relationship factors such as parental attitudes and expectations, identification with
parents, communication, parental involvement, and parenting style have a great influence
concerning vocational identity, vocational interests, career maturity, career decision making, and
work values (Whiston & Keller, 2004).
This study was completed with the efforts of increasing the understanding and knowledge
needed by organizational leaders today to make good hiring decisions and onboard the adequate
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talent they so desperately need. The study also shed light on the challenges faced by educators
today as they strive to prepare our youth for the workforce. Better understanding of parental
influences concerning work behavior aids those charged with developing programs to take into
account the family influences their students have felt and are often guided and persuaded by.
Increased knowledge of how these factors influence and shape the career choices of our
workforce can only improve the content of the programs and services created for those along
their educational paths today and in the future. As the family is critical concerning vocational
development, it is imperative educators, program creators, and coordinators in workforce
development be aware of the influence of family concerning vocational development and its’
impact concerning not only career choices, but the work values that individuals possess.
Limitations of the Study
Although the present study has several merits, it falls short concerning the sampling
method used to locate participants for the study. The nonprobability sampling technique of
purposive sampling was utilized to select the sample for this study. Nonprobability samples have
been found to be less accurate than probability samples (Baker et al., 2010). While online
research has been adopted on a broad scale, it is not a mature methodology. Participants were
chosen from an online research panel of qualified participants assembled and verified by the
market research firm OvationMR. The prospective participants for this study could have been
recruited from a panel that recruits their members using traditional probability-based methods.
Determining the adequate sample size for this study posed another challenge. Utilizing
the nonprobability sampling technique of purposive sampling left the researcher unable to
accurately identify the needed sample size as there is no unifying framework covering all types
of nonprobability sampling at this time (Dillman et al., 2014). The sample size for the study was
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calculated using Dillman et al.’s (2014) calculation for research applications utilizing probability
sampling techniques. Using this calculation, sample size was determined to be 384 participants.
Despite these limitations, this study adds to the literature concerning parental generation,
parenting styles, and gender in relation to the work ethic of Millennials. This study validates that
authoritative parenting leads to an increased work ethic aligning with other studies that have
yielded authoritative parenting predicting more positive outcomes for children. These positive
outcomes were also found in adults who reported experiencing authoritative parenting as a child.
They reported greater psychological well-being, fewer depressive symptoms, and less substance
abuse than those reporting other parenting styles (Rothrauff et al., 2009).
Recommendations for Future Research
The results of this study encourage further examination of the relationships with parents
and the impacts of the parent child relationship and the transmission of work values. An
interesting avenue for future research would be a look at the quality of relationship that
Millennials had with their parents regardless of parental generation. As Baby Boomers have
reported higher levels of work ethic than members of Generation X (Meriac et al., 2010), it is
plausible that each generations’ work ethic would be passed on to their Millennial children. This
study failed to identify the quality of relationship that participants had with their parent(s).
Another question to be addressed by future research is the work ethic of younger
Millennials. The participants for this study had an average age of 34. With participants’ ages
bound to 40 years of age, the sample for this study was comprised of mainly older participants
from the first wave of the Millennial generation. This perspective yields further scholarly
attention as work ethic has been linked to an individual’s career stage (Pogson et al., 2003). The
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older the participant the greater the chance they were more advanced in their careers lending to
this influencing their work ethic scores.
An additional interesting avenue for future research involves a qualitative study exploring
Millennials’ perceptions concerning parenting style, work ethic, and the family influences that
impact work ethic. A study that, in lieu of the PAQ, asked participants to choose the parenting
style they had experienced based on the definition of each parenting style could yield interesting
results. The quality of parental relationship could also be explored in the qualitative study, by
probing into parental generation and the experiences many Millennials have had concerning their
friends and family who were raised by parents from varying generations and parenting styles.
Conclusion
The multidimensional nature of the work ethic construct coupled with the collection of
attitudes and beliefs that compose it, lend to the many aspects and influencers of work-related
behavior receiving literary attention. This study took a novel approach and delved into the
possible relationships that exist between work ethic, parental generation, parenting style, and
gender in the Millennial generation. While significant relationships were discovered, the
complexity of the parent child relationship and the multidimensional nature of the work ethic
construct was made evident. As work values encompass many areas of an individual’s life
(Smola & Sutton, 2002), and hold varying degrees of value for different generations (Twenge,
2010), further research is warranted.
Time does not stand still. Differences exist among generations (Smola & Sutton, 20002).
Millennials vast presence in the workforce may create some changes. The values each generation
holds change over time as a result of societal pressures and the maturation process of individuals
(Smola & Sutton, 2002). Continual inquiry concerning the influencers of work ethic in the
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Millennial generation and the ability of family to guide and shape the work lives of individuals
throughout their entire careers is needed. This continued research is warranted to guide
organizations, educators, program coordinators, and many others charged with training, hiring,
and motivating the workforce of today, and also the workforce yet to come.
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Appendix A

Multidimensional

Work Ethic Profile
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Instructions
This booklet lists a series of work-related statements. Please circle the alternative
that best represents your opinion to the right of each item. For example, if you
strongly agree with item number one in the booklet you would circle SA to the left
of the item. This booklet contains 65 statements. Please read each statement
carefully. For each statement circle the response that best represents your belief or
opinion.
Circle SA if you strongly agree with the statement.
Circle A if you agree with the statement.
Circle N if you neither agree nor disagree with the statement.
Circle D if you disagree with the statement.
Circle SD if you strongly disagree with the statement.
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1 It is important to stay busy at work and not waste time.

SD

D

N

A

SA

2 I feel uneasy when there is little work for me to do.

SD

D

N

A

SA

3 If I want to buy something, I always wait until I can afford it.

SD

D

N

A

SA

4 I feel content when I have spent the day working.

SD

D

N

A

SA

5 Life would be more meaningful if we had more leisure time.

SD

D

N

A

SA

6 To be truly successful, a person should be self-reliant.

SD

D

N

A

SA

7 One should always take responsibility for one’s actions.

SD

D

N

A

SA

8 I would prefer a job that allowed me to have more leisure time.

SD

D

N

A

SA

9 Time should not be wasted, it should be used efficiently.

SD

D

N

A

SA

10 Even if I were financially able, I would not stop working.

SD

D

N

A

SA

11 I get more fulfillment from items I had to wait for.

SD

D

N

A

SA

12 I schedule my day in advance to avoid wasting time.

SD

D

N

A

SA

13 A hard day’s work is very fulfilling.

SD

D

N

A

SA

14 The more time I can spend in a leisure activity, the better I feel.

SD

D

N

A

SA

15 One should always do what is right and just.

SD

D

N

A

SA

16 I would take items from work if I felt I was not getting paid enough.

SD

D

N

A

SA

17 Nothing is impossible if you work hard enough.

SD

D

N

A

SA

18 The less time one spends working and the more leisure time one has, the better.

SD

D

N

A

SA

19 Things that you have to wait for are the most worthwhile.

SD

D

N

A

SA

20 Working hard is the key to being successful.

SD

D

N

A

SA

21 Self-reliance is the key to being successful.

SD

D

N

A

SA

22 If one works hard enough, one is likely to make a good life for oneself.

SD

D

N

A

SA

23 I constantly look for ways to productively use my time.

SD

D

N

A

SA

24 Hard work makes one a better person.

SD

D

N

A

SA

25 One should not pass judgment until one has heard all of the facts.

SD

D

N

A

SA

26 People would be better off if they depended on themselves.

SD

D

N

A

SA

27 Work takes too much of our time, leaving little time to relax.

SD

D

N

A

SA

28 One should live one’s own life independent of others as much as possible.

SD

D

N

A

SA

29 A distant reward is usually more satisfying than an immediate one.

SD

D

N

A

SA

30 It is very important for me to always be able to work.

SD

D

N

A

SA

31 More leisure time is good for people.

SD

D

N

A

SA

32 One must avoid dependence on other persons whenever possible.

SD

D

N

A

SA

33 Even if I inherited a great deal of money, I would continue to work somewhere.

SD

D

N

A

SA

34 I do not like having to depend on other people.

SD

D

N

A

SA
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35 By working hard, a person can overcome every obstacle that life presents.

SD

D

N

A

SA

36 I try to plan out my workday so as not to waste time.

SD

D

N

A

SA

37 You should never tell lies about other people.

SD

D

N

A

SA

38 Any problem can be overcome with hard work.

SD

D

N

A

SA

39 How a person spends their time is as important as how they spend their money.

SD

D

N

A

SA

40 Even if it were possible for me to retire, I would still continue to work.

SD

D

N

A

SA

41 Life without work would be very boring.

SD

D

N

A

SA

42 I prefer to save until I can afford something and not buy it on credit.

SD

D

N

A

SA

43 The world would be a better place if people spent more time relaxing.

SD

D

N

A

SA

44 I strive to be self-reliant.

SD

D

N

A

SA

45 If you work hard you will succeed.

SD

D

N

A

SA

46 The best things in life are those you have to wait for.

SD

D

N

A

SA

47 Anyone who is able and willing to work hard has a good chance of succeeding.

SD

D

N

A

SA

48 Stealing is all right as long as you don’t get caught.

SD

D

N

A

SA

49 The job that provides the most leisure time is the job for me.

SD

D

N

A

SA

50 Having a great deal of independence from others is very important to me.

SD

D

N

A

SA

51 It is important to treat others as you would like to be treated.

SD

D

N

A

SA

52 I experience a sense of fulfillment from working.

SD

D

N

A

SA

53 A person should always do the best job possible.

SD

D

N

A

SA

54 It is never appropriate to take something that does not belong to you.

SD

D

N

A

SA

55 Only those who depend on themselves get ahead in life.

SD

D

N

A

SA

56 Wasting time is as bad as wasting money.

SD

D

N

A

SA

57 There are times when stealing is justified.

SD

D

N

A

SA

58 People should have more leisure time to spend in relaxation.

SD

D

N

A

SA

59 It is important to control one’s destiny by not being dependent on others.

SD

D

N

A

SA

60 By simply working hard enough, one can achieve one’s goals.

SD

D

N

A

SA

61 People should be fair in their dealings with others.

SD

D

N

A

SA

62 The only way to get anything worthwhile is to save for it.

SD

D

N

A

SA

63 Leisure time activities are more interesting than work.

SD

D

N

A

SA

64 A hard day’s work provides a sense of accomplishment.

SD

D

N

A

SA

65 A distaste for hard work usually reflects a weakness of character.

SD

D

N

A

SA

Copyright 1997, Michael J. Miller and David J. Woehr
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Multidimensional Work Ethic Profile Scoring:
Dimension Items:
Self -Reliance 6, 21, 26, 28, 32, 34, 44, 50, 55, 59
Morality/Ethics 7, 16, 15, 25, 37, 48, 51, 54, 57, 61
Leisure 5, 8, 14, 18, 27, 31, 43, 49, 58, 63
Hard Work 17, 20, 22, 24, 35, 38, 45, 47, 53, 60
Centrality of Work 2, 4, 10, 13, 30, 33, 40, 41, 52, 64
Wasted Time 1, 9, 12, 23, 36, 39, 56, 65
Delay of Gratification 3, 11, 19, 29, 42, 46, 62
Dimensions are scored as the mean item response x 10. Underlined items are reverse scored.
Individual dimensions may be used separately or summed to form a composite score. However,
as scored, leisure is negatively correlated with the other dimensions. It may be reversed scored in
order to combine it with other dimensions.
1 = Strongly disagree
2 = Disagree
3 = Neither agree nor disagree
4 = Agree
5 = Strongly Agree
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Appendix B
Parental Authority Questionnaire
Instructions: For each of the following statements, circle the number of the 5-point scale (1 =
strongly disagree, 5 = strongly agree) that best describes how that statement applies to you and
your parent or parents depending on your situation. Try to read and think about each statement as
it applies to you and your parent or parents during your years of growing up at home. There are
no right or wrong answers, so don’t spend a lot of time on any one item. We are looking for your
overall impression regarding each statement. Be sure not to omit any items.
1= Strongly disagree
2= Disagree
3= Neither agree nor disagree
4= Agree
5= Strongly Agree
1.

While I was growing up my parents felt that in a well-run home the
children should have their way in the family as often as the parents do.

1 2 3 4 5

2.

Even if their children didn’t agree with them, my parents felt that it was
for our own good if we were forced to conform to what they thought
was right.
Whenever my parents told me to do something as I was growing up,
they expected me to do it immediately without asking any questions.

1 2 3 4 5

As I was growing up, once family policy had been established, my
parents discussed the reasoning behind the policy with the children in
the family.
My parents have always encouraged verbal give-and-take whenever I
have felt that family rules and restrictions were unreasonable.

1 2 3 4 5

My parents have always felt that what their children need is to be free
to make up their own minds and to do what they want to do, even if
this does not agree with what their parents might want.
As I was growing up my parents did not allow me to question any
decision they had made.
As I was growing up my parents directed the activities and decisions of
the children in the family through reasoning and discipline.

1 2 3 4 5

9.

My parents have always felt that more force should be used by parents
in order to get their children to behave the way they are supposed to.

1 2 3 4 5

10.

As I was growing up my parents did not feel that I needed to obey rules
and regulations of behavior simply because someone in authority had
established them.

1 2 3 4 5

3.

4.

5.

6.

7.
8.

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5
1 2 3 4 5
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11.

12.
13.
14.
15.

16.
17.

18.

19.
20.

21.
22.

23.

24.

25.

26.

As I was growing up I knew what my parents expected of me in my
family, but I also felt free to discuss those expectations with my parents
when I felt that they were unreasonable.
My parents felt that wise parents should teach their children early just
who is boss in the family.
As I was growing up, my parents seldom gave me expectations and
guidelines for my behavior.
Most of the time as I was growing up my parents did what the children
in the family wanted when making family decisions.
As the children in my family were growing up, my parents consistently
gave us direction and guidance in rational and objective ways.

1 2 3 4 5

As I was growing up my parents would get very upset if I tried to
disagree with them.
My parents feel that most problems in society would be solved if
parents would not restrict their children’s activities, decisions, and
desires as they are growing up.
As I was growing up my parents let me know what behavior they
expected of me, and if I didn’t meet those expectations, they punished
me.
As I was growing up my parents allowed me to decide most things for
myself without a lot of direction from them.
As I was growing up my parents took the children’s opinions into
consideration when making family decisions, but they would not
decide on something simply because the children wanted it.
My parents did not view themselves as responsible for directing and
guiding my behavior as I was growing up.
My parents had clear standards of behavior for the children in our
home as I was growing up, but they were willing to adjust those
standards to the needs of each of the individual children in the family.

1 2 3 4 5

My parents gave me direction for my behavior and activities as I was
growing up and they expected me to follow their direction, but they
were always willing to listen to my concerns and to discuss that
direction with me.
As I was growing up my parents allowed me to form my own point of
view on family matters and they generally allowed me to decide for
myself what I was going to do.
My parents have always felt that most problems in society would be
solved if we could get parents to strictly and forcibly deal with their
children when they don’t do what they are supposed to as they are
growing up.
As I was growing up my parents often told me exactly what they
wanted me to do and how they expected me to do it.

1 2 3 4 5

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5
1 2 3 4 5

1 2 3 4 5
1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5
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27.

28.
29.

30.

As I was growing up my parents gave me clear direction for my
behaviors and activities, but they were also understanding when I
disagreed with them.
As I was growing up my parents did not direct the behaviors, activities,
and desires of the children in the family.
As I was growing up I knew what my parents expected of me in the
family and they insisted that I conform to those expectations simply out
of respect for their authority.
As I was growing up, if my parents made a decision in the family that
hurt me, they were willing to discuss that decision with me and to
admit it if they had made a mistake.

1 2 3 4 5

1 2 3 4 5
1 2 3 4 5

1 2 3 4 5

Description:
The PAQ is designed to measure parental authority, or disciplinary practices, from the
point of view of the child (of any age). The PAQ has three subscales: permissive (P: items 1, 6,
10, 13, 14, 17, 19, 21, 24 and 28), authoritarian (A: items 2, 3, 7, 9, 12, 16, 18, 25, 26 and 29),
and authoritative/flexible (F: items 4, 5, 8, 11, 15, 20, 22, 23, 27, and 30). Mother and father
forms of the assessment are identical except for references to gender.

Scoring: The PAQ is scored easily by summing the individual items to comprise the subscale
scores. Scores on each subscale range from 10 to 50.
Author: Dr. John R. Buri, Department of Psychology, University of St. Thomas, 2115 Summit
Avenue, St. Paul, MN 55105.
Source: Buri, J.R. (1991). Parental Authority Questionnaire, Journal of Personality and Social
Assessment, 57, 110-119.
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Appendix C
Invitation to Participate
Subject: Your feedback is needed…
Hi “respondent name”,
You are invited to participate in a research study, hosted by OvationMR. We are asking for your
feedback for the 2021 outlook on topics such as Parental Authority and Work Ethic, etc. Your
opinion is important – please help us.
Note that all responses are confidential and will be reported anonymously in aggregate form
only. Individual responses will not be released nor shared in any way.
Click here to start the survey.
Questions? Email us (support@ovationmr.com)
Thank you!
You are receiving this email because you have opted in to receiving communications from
OvationMR and/or its partners. To opt out of receiving survey invitations, please click here.
OvationMR is an international marketing research firm headquartered in New York. We are
members of ESOMAR (link) and abide by the association code of conduct.
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Appendix D
Screening and Demographic Questions

S1) Were you born and raised in the United States? (Single select)
a) Yes
b) No (terminate)
S2) Do you currently reside in the United States?
a) Yes
b) No (terminate)
S3) Have you lived in the United States your entire life?
a) Yes
b) No (terminate)
S4) What type of household did you grow up in? (Single select)
a) Single parent (skip to S7)
b) Two-parent
c) Legal Guardian (terminate)
d) Other, please specify (terminate)
S5) Please select the generation that each of your parents belongs to (single select)
Parent 1
a) Silent Generation (1928-1945) (terminate)
b) Baby Boomer (1946-1964)
c) Generation X (1965-1979)
d) Millennial (1980-2000) (terminate)
Parent 2
a) Silent Generation (1928-1945) (terminate)
b) Baby Boomer (1946-1964)
c) Generation X (1965-1979)
d) Millennial (1980-2000) (terminate)
Only continue if both b and b are selected, OR c and c are both selected.
S6) What gender(s) were your parents?
a) Male/Female
b) Female/ Female
c) Male/Male
d) Other, please specify
Skip to S9.
S7) Please select the generation of your parent (single select)
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a)
b)
c)
d)

Silent Generation (1928-1945) (terminate)
Baby Boomer (1946-1964)
Generation X (1965-1979)
Millennial (1980-2000) (terminate)

S8) What gender was the parent that raised you? (single select)
a) Female
b) Male
c) Other, please specify
S9) What year were you born?
Drop down menu that offers "1979 or prior” then gives option for each year 1980 through 2000.
Then offers option “2001 or later”
To continue they must choose a year between and including 1980 and 2000
S10) Were your parent or parents actively involved in your upbringing through the age of 16?
a) Yes
b) No (terminate)
Demographic Data
D1) What is your race? (single select)
a) White
b) Black or African American
c) Hispanic
d) American Indian or Alaskan Native
e) Asian
f) Native Hawaiian
g) Other, please specify

D2) What is your gender? (single select)
a) Male
b) Female
c) Other, please specify
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Appendix E
Consent Form
Study: The Role of Parental Generation and Parenting Style with Respect to Work Ethic in the
Millennial Generation.
Researcher: Ember T. Campbell
Faculty Supervisor: Dr. Samir Patel – Interim Department Chair and Associate Professor Dept.
of Educational Studies, Leadership, and Counseling
You are invited to participate in a research study conducted through Murray State University.
The following information is to aid you in your decision to participate. You must have been born
on or between the years of 1980 to 2000. Please read the form carefully. You should print a copy
of this document for your records.
Nature and Purpose of the Study: The purpose of this study is to identify possible relationships
between the work ethic of Millennials and the generation of parent they were raised by. The
possible relationships that exist between the work ethic of Millennials and the style of parenting
they experienced and also the possible difference between the work ethic of Millennials
according to their gender. This research is being completed by a Murray State University student
as a requirement for their dissertation.
Explanation of Procedure: Your participation is completely voluntary and you are free to
withdraw from or cease participation at any time. Agreeing to this consent document and
completing the following survey is all that is required for participation. This survey takes
approximately 30 minutes to complete. You simply EXIT this page or CLOSE your browser to
cease participation.
Discomforts and Risks: This research is to be conducted via online survey. We are unable to
guarantee the security of the computer you utilize to complete the survey. Any websites you
visit, data entered, or other information can be tracked, corrupted, captured, lost and /or misused.
Participant Compensation: You will receive points through the survey host OvationMR. These
points can later be redeemed for prizes and other rewards. You must complete the entire survey
to receive points.
Confidentiality: Your participation in this study is anonymous. The researcher(s) will not know if
you participated in this study or how you responded. All data will be stored by the survey host
OvationMR and will also be accessible by the researcher. The researcher will store data on a
USB housed in a safe and be the only individual to know the code required for entry.
Refusal/Withdrawal: Your participation is completely voluntary and you are free to stop or
withdraw from participation at any time with no penalty. While study participation is strictly
voluntary, all questions must be answered in order for your responses to be included in the
results of this study.
Contact Information: Any questions about the procedures or conduct of this research should be
brought to the attention of the researcher at etapp@murraystate.edu
By clicking “Yes I consent” below you indicate that this study has been explained to you, that
your questions have been answered, and that you agree to take part in this study.
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This project has been reviewed and approved by the Murray State University Institutional
Review Board (IRB) for the Protection of Human Subjects. If you have any questions about
your rights as a research participant, you should contact the MSU IRB Coordinator at
msu.irb@murraystate.edu.
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Appendix F
Figure F1
Distribution of Work Ethic Scores of the Baby Boomer group - Research Question 1

Figure F2
Distribution of Work Ethic Scores for the Generation X group - Research Question 1
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Appendix G
Figure G1
Distribution of Work Ethic Scores of the Authoritarian Group – Research Question 2

Figure G2
Distribution of Work Ethic Scores of the Authoritative Group – Research Question 2
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Figure G3
Distribution of Work Ethic Scores of Permissive Group – Research Question 2
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Appendix H
Figure H1
Distribution of Work Ethic Scores for Males – Research Question 3

Figure H2
Distribution of Work Ethic Scores for Females – Research Question 3
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