

[image: image1]
Future Time Perspective in the Work Context: A Systematic Review of Quantitative Studies









	 
	REVIEW
published: 28 March 2017
doi: 10.3389/fpsyg.2017.00413





[image: image]

Future Time Perspective in the Work Context: A Systematic Review of Quantitative Studies

Hélène Henry1*, Hannes Zacher2,3 and Donatienne Desmette1

1Psychological Sciences Research Institute, Université Catholique de Louvain, Louvain-la-Neuve, Belgium

2Institute of Psychology, University of Leipzig, Leipzig, Germany

3School of Management, Queensland University of Technology, Brisbane, QLD, Australia

Edited by:
Richard Eleftherios Boyatzis, Case Western Reserve University, USA

Reviewed by:
Marco Giannini, University of Florence, Italy
Gabriela Topa, Universidad Nacional de Educaciónn a Distancia (UNED), Spain

*Correspondence: Hélène Henry, helene.henry@uclouvain.be

Specialty section: This article was submitted to Organizational Psychology, a section of the journal Frontiers in Psychology

Received: 09 January 2017
Accepted: 06 March 2017
Published: 28 March 2017

Citation: Henry H, Zacher H and Desmette D (2017) Future Time Perspective in the Work Context: A Systematic Review of Quantitative Studies. Front. Psychol. 8:413. doi: 10.3389/fpsyg.2017.00413

A core construct in the lifespan theory of socioemotional selectivity, future time perspective (FTP) refers to individuals’ perceptions of their remaining time in life. Its adaptation to the work context, occupational future time perspective (OFTP), entails workers’ perceptions of remaining time and opportunities in their careers. Over the past decade, several quantitative studies have investigated antecedents and consequences of general FTP and OFTP in the work context (i.e., FTP at work). We systematically review and critically discuss this literature on general FTP (k = 17 studies) and OFTP (k = 16 studies) and highlight implications for future research and practice. Results of our systematic review show that, in addition to its strong negative relationship with age, FTP at work is also associated with other individual (e.g., personality traits) and contextual variables (e.g., job characteristics). Moreover, FTP at work has been shown to mediate and moderate relationships of individual and contextual antecedents with occupational well-being, as well as motivational and behavioral outcomes. As a whole, findings suggest that FTP at work is an important variable in the field of work and aging, and that future research should improve the ways in which FTP at work is measured and results on FTP at work are reported.
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INTRODUCTION

For several decades, researchers have been investigating phenomena associated with temporal experience (Lewin, 1939; Wallace, 1956; Kastenbaum, 1961). For example, already Lewin (1939) suggested that people of all ages are influenced by their perceptions of the future. Since chronological age is strongly associated with the passage of time, Carstensen (1991) proposed that scholars should take perceptions of time into account when studying human development. Assuming that with age people become increasingly aware that their time is “running out,” Carstensen et al. (1999) define general future time perspective (FTP) as individuals’ perception of their remaining time in life. According to Carstensen’s socioemotional selectivity theory (e.g., Carstensen, 1991, 2006; Carstensen et al., 1999), the perception of time plays a fundamental role in the selection and pursuit of goals, in particular goals related to knowledge acquisition, social contact, and emotional experience. For example, the theory proposes that when time is perceived as limited, people emphasize positive emotional states and relationships with close social partners.

Over recent years, several studies have examined general FTP to improve understanding of associations between age and work outcomes (Rudolph, 2016). Seijts (1998) was the first to suggest investigating FTP in the work context. He argued that the future time span workers consider when making decisions will predict what type of goals they pursue and, consequently, their motivation and performance at work. Moreover, since the end of an individual’s career (i.e., retirement) is an important endpoint in life, older workers likely perceive their occupational future time as more limited than their younger colleagues (Stamov-Roßnagel, 2015). However, until 2009, no research had empirically examined antecedents and consequences of FTP in the work context. To address this gap in the literature, Zacher and Frese (2009) adapted FTP to the work context. They defined occupational future time perspective (OFTP) as workers’ perceptions of remaining time and opportunities in their careers.

Both general FTP and OFTP are examined in the work and organizational psychology literature. In this review article, we use the term “FTP at work” to refer to both general FTP and OFTP investigated in the work and employment context. So far, despite potential theoretical and empirical differences between general FTP (which refers to perceptions of remaining time and opportunities in life in general) and OFTP (which refers to perceptions of remaining time and opportunities in one’s career) no systematic review on these constructs exists. In addition, since 2009, several studies conducted in the work context have examined antecedents and/or consequences of either general FTP or OFTP. However, the differences between these constructs may limit comparisons of study results. Moreover, due to a lack of conceptual integration, there is currently no clear agenda for future research on FTP at work, and it is not possible to derive useful practical implications for managers and organizations. Given current changes in employment trends, such as the extension of the remaining time to work due to delayed retirement entry, we believe that it is timely and important to review and integrate the state of the knowledge on FTP at work.

We posit that this systematic review will contribute to the literature in several ways. First, we will distinguish studies that have measured general FTP in the work context and studies that have measured OFTP. Second, we will systematically review quantitative studies that have examined antecedents and/or consequences of FTP at work, and studies that have investigated its role as a mediator or as a moderator. Third, we will identify important conceptual and methodological issues that need to be addressed in future research, and we will outline practical recommendations.

THEORETICAL FRAMEWORK AND OPERATIONALIZATION OF FTP AT WORK

To clarify the two conceptualizations of FTP at work (i.e., general FTP and OFTP), this section aims to define both concepts in further detail before we present the methods and results of our systematic review.

General Future Time Perspective

Early definitions of FTP characterized the construct as “a relatively general tendency to be concerned with future events” (Kastenbaum, 1961, p. 217) or as “the length of the future time span which is conceptualized” (Wallace, 1956, p. 240). Kastenbaum’s (1961) definition is closely related to the concept of future orientation, which refers to the relatively stable tendency of individuals to adopt a future temporal frame of mind when making decisions (Zimbardo and Boyd, 1999). Individuals with a strong future orientation tend to engage in future-oriented behaviors, such as planning and delaying gratification (Strathman et al., 1994; Qian et al., 2015). Future orientation has often been studied in relation to health and environmental behaviors (e.g., Strathman et al., 1994).

In contrast, Wallace’s (1956) definition is related to FTP as defined by Carstensen et al. (1999) in their socioemotional selectivity theory, that is, as individuals’ perceptions of their remaining time in life (see also Lang and Carstensen, 2002). According to socioemotional selectivity theory, goals change with age, such that older people prioritize emotionally meaningful goals and relationships with close social partners. By contrast, young people tend to prioritize instrumental goals, such as acquiring knowledge and extending their social networks. Socioemotional selectivity theory proposes that FTP explains these age-related changes in life goals. Empirical research has generally supported this assumption (e.g., Fung et al., 1999; Lang and Carstensen, 2002; Fung and Carstensen, 2004; Carstensen, 2006). FTP as defined by Carstensen et al. (1999) differs from temporal orientation constructs such as Zimbardo and Boyd’s (1999) future orientation (see also Shipp et al., 2009). While future orientation refers to rather stable modes of thought and behavior, FTP is a flexible and age-related construct that changes over time and across the lifespan (Cate and John, 2007). The reason for the malleability of FTP is that people become more and more aware that their time in life is running out when they grow older (Carstensen et al., 1999). Example items of Carstensen and Lang’s (1996) widely used general FTP scale are “Many opportunities await me in the future” or “Most of my life lies ahead of me” (see Table 1).

TABLE 1. General FTP and OFTP items.

[image: image]

Experimental studies have also shown that FTP is a malleable construct. For instance, Carstensen and Fredrickson (1998) found that young individuals of approximately the same age, but different in their health status (i.e., HIV negative, HIV positive without symptoms, and HIV positive with symptoms), preferred to spend time with close social partners when their chances of dying soon were higher (i.e., limited FTP). Moreover, FTP can be manipulated. For instance, Fung et al. (1999) induced a limited FTP among young and older participants by asking them to imagine that they will immigrate to another country in a few weeks; they also induced an open-ended FTP by asking participants to imagine that a new medial advance will allow them to live 20 more years than expected. They found that in the limited FTP condition, both young and older individuals preferred familiar social partners. In the open-ended FTP condition, older people’s preference for close social partners disappeared. Thus, age differences in the preference for close social partners may disappear when FTP is manipulated. Taken together, these findings suggest that not only individual factors, such as age, but also life circumstances may influence FTP.

According to Carstensen et al. (1999), FTP is a unidimensional and bipolar concept ranging from expansive to limited perceived time left. Challenging this notion, Cate and John (2007) argued that an aging person may perceive time as increasingly limited but not necessarily as less full of opportunities. Therefore, they suggested that FTP may be conceived in terms of a focus on opportunities (i.e., perceiving new goals and possibilities in one’s remaining lifetime) and as a focus on limitations (i.e., perceiving limitations and constraints in one’s remaining lifetime). In a series of cross-sectional and longitudinal studies, Cate and John (2007) provided evidence for this two-dimensional model of FTP. Other authors replicated this two-dimensional structure of FTP, and distinguished between limited (i.e., focus on limitations) and open-ended (i.e., focus on opportunities) FTP (Cozzolino et al., 2009; Rabinovich et al., 2010; Kooij and Van De Voorde, 2011; Kooij et al., 2013). Nevertheless, most studies on general FTP in the work context conceptualized FTP as a unidimensional construct (e.g., Bal et al., 2010; Baltes et al., 2014).

Occupational Future Time Perspective

To adapt FTP to the work context, Zacher and Frese (2009) added the word “occupational” to each item of Carstensen and Lang’s (1996) general FTP scale (see Table 1). Example items are “Most of my occupational life lies ahead of me” (i.e., perceived remaining time at work) and “Many opportunities await me in my occupational future” (i.e., focus on opportunities at work). Therefore, OFTP refers to workers’ perceptions of remaining time and opportunities in their careers. Like general FTP, OFTP has been shown to change with age and over time. For instance, Weikamp and Göritz (2015) found in a six-wave study that OFTP decreases over time such that individuals perceived losses of remaining time and opportunities at work over 4 years. In particular, age appears to be more strongly negatively related to perceptions of remaining time at work, probably because most people retire within a defined age range (Zacher and Frese, 2009; Weikamp and Göritz, 2015). Age is less strongly associated with remaining opportunities at work, which suggest that this dimension of OFTP can be influenced by variables other than age, such as job characteristics (Zacher and Frese, 2009; Zacher et al., 2010).

Similar to Cate and John’s (2007) two-dimensional model of general FTP, Zacher and Frese (2009) distinguished two dimensions of OFTP: perceived remaining time at work (i.e., similar to the temporal dimension of general FTP, as defined by Carstensen et al., 1999) and focus on opportunities at work (i.e., similar to general focus on opportunities as defined by Cate and John, 2007). Several researchers have adopted this conceptualization in their studies (e.g., Weikamp and Göritz, 2015). However, similar to studies that investigated general FTP in the work context, studies that measured OFTP differ regarding the way they operationalize OFTP. For instance, some researchers choose to investigate only one dimension of OFTP, such as only focus on opportunities at work (e.g., Zacher et al., 2010; Schmitt et al., 2013b) or only remaining time at work (Kooij and Zacher, 2016); while others examined the two dimensions together (i.e., remaining time and focus on opportunities at work; e.g., Zacher and Frese, 2009; Weikamp and Göritz, 2015). Besides, in a later study, Zacher (2013) used a version of Carstensen and Lang’s (1996) FTP scale that was adapted to the work context and provided evidence for three distinct dimensions of OFTP: perceived remaining time, focus on opportunities, and focus on limitations.

METHOD

Inclusion/Exclusion Criteria

We set five inclusion/exclusion criteria before conducting our systematic review. First, since no research had empirically investigated FTP at work until Zacher and Frese (2009), we included only articles that were published between 2009, and December 2016. Second, we included only quantitative-empirical studies on antecedents and consequences of FTP at work and excluded review articles and articles using a qualitative approach. Third, we included only articles written in English language. Fourth, to distinguish studies on FTP at work from studies that investigated trait-like constructs, such as Shipp et al.’s (2009) future orientation, we selected only studies that measured FTP either with the original items from Carstensen and Lang (1996), or with the adapted items from Zacher and Frese (2009) or similar versions of their scale. Finally, we selected only studies on FTP in the work and employment context; articles that investigated general FTP outside the work domain were excluded. Therefore, we included only studies with samples of workers or job seekers (e.g., Zacher, 2013). Studies that sampled adolescents or students were not included.

Literature Search

We searched the electronic databases Scopus, PsycINFO, Science direct, and JSTOR, using the keyword “FTP.” We did not use keywords such as “focus on opportunities,” “focus on limitations,” or “remaining time” because these keywords identified studies that were not about FTP (for instance, when we used the keywords “remaining time” or “focus on limitations,” we found studies that included in their abstracts expressions such as “effects persisted over the remaining time” or “the discussion focuses on limitations”). We found more studies about FTP in the databases Scopus (k = 263) and PsycINFO (k = 303) than in the databases Sciencedirect (k = 59) and JSTOR (k = 3). This initial search resulted in 370 articles about FTP, after the removal of duplicates (see Figure 1).
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FIGURE 1. Flow chart literature search process.



In a second step, to select studies about FTP at work, we selected only articles published between 2009 and 2016. The number of studies identified in this step was 159. We then analyzed abstracts to select only quantitative-empirical studies on FTP that have been conducted in the work context, and that used the FTP scale by Carstensen and Lang (1996) or the items adapted by Zacher and Frese (2009). We excluded studies that used the Zimbardo Time Perspective Inventory (Zimbardo and Boyd, 1999; e.g., Anagnostopoulos and Griva, 2012) or the Consideration of Future Consequences Scale (e.g., Arnocky et al., 2014); studies that were conducted with student samples (e.g., Peetsma and van der Veen, 2011), children or adolescents (e.g., Duangpatra et al., 2009), very old adults outside of the work context (e.g., Kozik et al., 2015), and studies that used a qualitative methodology (e.g., Brown et al., 2012). We also excluded conceptual papers (e.g., Froehlich et al., 2016). This procedure resulted in 19 articles.

To ensure that we included all studies on FTP at work, we conducted additional searches in Scopus and Psycinfo with the keywords “FTP” and “focus on opportunities.” We found five additional studies that investigated only focus on opportunities at work (Zacher and Frese, 2009; Gielnik et al., 2012; Schmitt et al., 2013a,b; Zacher and Yang, 2016), which resulted in a total of 24 articles. Finally, to ensure that we did not omit the most recent articles on FTP at work (e.g., advance online publications) or articles published in journals that are not yet available in some databases (e.g., Work, Aging, and Retirement), we also searched for recent studies on FTP at work in scientific online platforms, such as ResearchGate and Academia.edu. This led us to find nine additional recent studies about FTP at work (e.g., Korff et al., 2016). In total, we found 33 articles that investigated general FTP (k = 17) or OFTP (k = 16) in the work context (see Table 2). Whenever longitudinal analyses were reported, we included relationships based from Time 1 to Time 2 data only. When the study included more than three measurement points, we calculated the average correlation coefficient (e.g., Weikamp and Göritz, 2015).

TABLE 2. Empirical studies on future time perspective (FTP) at work published over the past decade.
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RESULTS

Since 2009, 33 published studies (see Table 2) have investigated the antecedents and consequences of general FTP (see Figure 2) and OFTP (see Figure 3) in the work context.
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FIGURE 2. Antecedents and consequences of general future time perspective in the work context.
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FIGURE 3. Antecedents and consequences of occupational future time perspective.



Antecedents of Future Time Perspective at Work

General Future Time Perspective

Regarding individual antecedents of general FTP, age, subjective general health, and promotion focus were related to FTP, such that young, healthy workers, and those with a promotion focus had higher levels of general FTP than older and less healthy workers, and those with a prevention focus. In particular, age was negatively related to general FTP (r = -0.53, Bal et al., 2013), remaining time (r = -0.59, Kooij et al., 2014), open-ended FTP (r = -0.58 for sample 1 and r = -0.67 for sample 2; Kooij et al., 2013), and focus on opportunities (r = -0.44, Zacher and de Lange, 2011), and positively to limited FTP (r = 0.31/0.35, Kooij et al., 2013).

Subjective general health was positively related to open-ended FTP (r = 0.16, Kooij and Van De Voorde, 2011; r = 0.13/r = 0.17, Kooij et al., 2013) and negatively to limited FTP (r = -0.16; Kooij and Van De Voorde, 2011; r = -0.12/r = -0.18, Kooij et al., 2013). Moreover, Zacher and de Lange (2011) showed that a promotion focus had a positive effect on focus on opportunities (r = 0.47), while a prevention focus had a positive effect on focus on limitations (r = 0.41). Finally, for the sake of completeness, we note that sociodemographic variables, such as education and gender, have often been studied as control variables (e.g., Bal et al., 2013; Kooij et al., 2013; Yeung et al., 2013), but researchers did generally not hypothesize specific effects.

Regarding contextual antecedents of general FTP, Korff et al. (2016) reported that human resource management (HRM) systems were positively associated with general FTP (r = 0.24). In particular, they found relationships with motivation enhancing HRM practices (i.e., incentive compensation, internal promotion, and performance appraisal; r = 0.26), but not for knowledge, skills, and abilities practices neither for opportunity enhancing practices. Oostrom et al. (2016) showed that idiosyncratic deals for tasks and work responsibilities (i.e., voluntary and personalized arrangements between individual employees and their employers regarding education, tasks, or promotions) were positively related to general FTP (r = 0.30).

Occupational Future Time Perspective

As far as OFTP is concerned, younger age appears to contribute to the perception of more remaining time and opportunities left at work, and good mental health and selection, optimization, and compensation (SOC) strategies (i.e., a set of adaptive self-regulation strategies; Baltes and Baltes, 1990) are positively related to focus on opportunities. More specifically, age was strongly negatively related to remaining time at work (r = -0.68, Froehlich et al., 2016; r = -0.64, Kooij and Zacher, 2016; average r = -0.71, Weikamp and Göritz, 2015; r = -0.82, Zacher and Frese, 2009) and positively to constrained perceived remaining time (r = 0.81, Kochoian et al., 2016). To a lesser extent, age was negatively related to focus on opportunities at work (r = -0.50, Froehlich et al., 2016; r = -0.41, Gielnik et al., 2012; r = -0.48, Gielnik et al., 2016; r = -0.43, Kochoian et al., 2016; average r = -0.44, Weikamp and Göritz, 2015; r = -0.60, Zacher and Frese, 2009; r = -0.72; Zacher and Frese, 2011; r = -0.50, Zacher et al., 2010). Moreover, mental health (r = 0.20, Gielnik et al., 2012), optimism (r = 0.40, Schmitt et al., 2013a), and using SOC strategies (r = 0.09, Zacher and Frese, 2011) were positively associated with focus on opportunities.

Regarding personality, Zacher and Frese (2009) included Big Five personality traits as control variables, and found that extraversion and conscientiousness were, respectively, positively and negatively related to both focus on opportunities (r = 0.24, r = -0.28) and remaining time (r = 0.15, r = -0.22). Moreover, Zacher (2013) found positive correlations between proactive personality and focus on opportunities (r = 0.35) and remaining time (r = 0.25). Again, gender and education have often been studied as control variables (e.g., Zacher and Frese, 2009; Weikamp and Göritz, 2015). For instance, Weikamp and Göritz (2015) found effects of both gender and education, such that women and people with higher educational degrees perceived themselves as having more remaining opportunities at work. However, other studies did not find significant effects of gender (e.g., Ho and Yeung, 2016; Weikamp and Göritz, 2016).

Occupational future time perspective has also been shown to be related to contextual variables. Zacher and Frese (2009) and Zacher et al. (2010) showed that job complexity was positively associated with focus on opportunities (r = 0.17, r = 0.20). More recently, the influence of the organizational climate has also been shown. Bal et al. (2015) reported that the more older workers perceived that they were negatively stereotyped by their younger colleagues, the more their OFTP was reduced (r = -0.26). Conversely, Zacher and Yang (2016) found that an organizational climate for successful aging, defined as shared perceptions about organizational practices to facilitate successful aging at work, was positively associated with focus on opportunities (r = 0.38).

Consequences of Future Time Perspective at Work

General Future Time Perspective

Regarding occupational well-being outcomes, general FTP was positively associated with job satisfaction (r = 0.17, Korff et al., 2016), affective organizational commitment (r = 0.17, Korff et al., 2016), career (r = 0.38) and organizational commitment (r = 0.34, Park and Jung, 2015), as well as physical (r = 0.22), emotional (r = 0.48), and cognitive (r = 0.31) engagement (Sia et al., 2015).

Regarding motivational consequences, workers with an open-ended FTP were more motivated to develop themselves at work (r = 0.27, Kooij and Van De Voorde, 2011; r = 0.32/0.22, Kooij et al., 2013) and to feel recognition, status, power, and prestige (i.e., esteem motivations) (r = 0.25/0.14, Kooij et al., 2013). In contrast, workers with a limited FTP were more motivated by generativity goals (r = 0.12, Kooij and Van De Voorde, 2011). However, regarding generativity motives, Kooij et al. (2013) did not find a significant relationship. Finally, Akkermans et al. (2016) found that both focus on opportunities and remaining time in life were positively related to intrinsic work motivations (both r = 0.40), extrinsic work motivations (r = 0.31 for focus on opportunities and r = 0.30 for remaining time), and motivation to continue to work (r = 0.27 for focus on opportunities and r = 0.36 for remaining time). However, when they tested their structural model, Akkermans et al. (2016) found that only focus on opportunities was related to intrinsic motivation (β = 0.32), while only remaining time was related to extrinsic motivation (β = 0.30) and motivation to continue working (β = 0.35).

For attitudinal and behavioral consequences, Bal et al. (2010) found that general FTP is positively associated with employer developmental fulfillment (i.e., workers’ perceptions that their employer has fulfilled his/her obligations regarding development, such as providing them career support and mentoring; r = 0.28). They did not find a significant bivariate relationship with employee obligations (i.e., resources they owe to their employer). However, when they tested a structural model, they found significant negative relationships of general FTP with both in-role obligations (e.g., quality of work and cooperation with colleagues; γ = -0.16) and citizenship obligations (e.g., being flexible about the work and working hours; γ = -0.25), but not with high performance obligations. Moreover, general FTP is positively associated with career commitment (r = 0.38, Park and Jung, 2015) and career-related networking (r = 0.22, Treadway et al., 2010). In addition, workers with high general FTP have a stronger promotion focus (r = 0.38, Baltes et al., 2014; r = 0.36, Kooij et al., 2014), higher occupational self-efficacy (r = 0.45, Park and Jung, 2015), and feel more employable (r = 0.22 for occupational expertise; r = 0.37 for anticipation and optimization; r = 0.42 for personal flexibility; r = 34 for corporate sense, and r = 0.33 for balance, Oostrom et al., 2016). Finally, Kooij et al. (2016) found that open-ended (but not limited) FTP was positively associated with job crafting behaviors (i.e., behaviors that employees engage in to improve the fit between their job and their personal needs), such as increased job resources and challenging job demands (r = 0.20) and decreased hindering job demands (r = 0.12).

General FTP has also been shown to have indirect effects through individual variables or work-related variables. For instance, general FTP has a positive indirect effect on the use of SOC strategies, through increased promotion focus (indirect effect = 0.06, Baltes et al., 2014); a negative indirect effect on turnover intention via career commitment (indirect effect = -0.25) and organizational commitment (indirect effect = -0.26; Park and Jung, 2015); and indirect positive effects on work engagement (indirect effect = 0.09) and job performance (indirect effect = 0.09) through job crafting (Kooij et al., 2016).

Occupational Future Time Perspective

Regarding associations of OFTP with well-being, Ho and Yeung (2016) reported a negative relationship between OFTP and psychological distress (r = -0.28), but a non-significant relationship with job stress. Moreover, our systematic review showed that only focus on opportunities has been investigated in relationship with well-being outcomes. Focus on opportunities was positively related to job satisfaction (r = 0.23, Weikamp and Göritz, 2016; r = 0.33, Zacher and Yang, 2016), work engagement (r = 0.27, Schmitt et al., 2013a; r = 0.31, Schmitt et al., 2013b), and organizational commitment (r = 0.33, Zacher and Yang, 2016).

Regarding motivational outcomes, Zacher and Yang (2016) showed that focus on opportunities was positively related to motivation to continue working after official retirement age (r = 0.09). Investigating perceived remaining time only, Kooij and Zacher (2016) reported positive relationships with growth motives (r = 0.34 for learning goal orientation; r = 0.45 for attitude toward learning and development).

Regarding attitudinal and behavioral outcomes, Bal et al. (2015) found that overall OFTP was associated with lower intentions to retire (r = -0.19). Moreover, Kochoian et al. (2016) investigated and distinguished perceived remaining time and focus opportunities. They showed that both were positively related to learning self-efficacy (r = 0.52 for focus on opportunities, r = -0.37 for constrained perceived remaining time) and learning value (r = 0.28 for focus on opportunities, r = -0.19 for constrained perceived remaining time). However, when they tested their hypotheses, they found that focus on opportunities had positive effects on both learning self-efficacy (β = 0.45) and learning value (β = 0.25), while constrained perceived remaining time had a negative effect on learning self-efficacy (β = -0.14) only. In the same way, Weikamp and Göritz (2016) as well as Froehlich et al. (2016) investigated both dimensions of OFTP and found that only focus on opportunities (and not remaining time) was positively associated with organizational citizenship behavior directed toward the organization (OCB-O; r = 0.29, Weikamp and Göritz, 2016) and employability (r = 0.30 for anticipation and optimization, r = 0.34 for personal flexibility, Froehlich et al., 2016). Finally, studies that investigated only the dimension focus on opportunities found positive relationships with work performance (r = 0.19, Zacher et al., 2010) and venture growth (i.e., changes in sales, profit, transaction volume, income, and number of employees; r = 0.33, Gielnik et al., 2012).

Future Time Perspective at Work as a Mediator

General Future Time Perspective

Most studies have investigated general FTP as a mediator in relationships between age and work motives. For instance, Kooij et al. (2013) found that the negative relationships of age with both growth and esteem motives were mediated by an open-ended FTP, suggesting that these types of motives decrease with age because of an age-related decrease in open-ended FTP. However, they did not find that a limited FTP mediated the positive relationship between age and generativity motives. Thus, generativity motives increased with age but not with limited FTP. In a subsequent study, Kooij et al. (2014) found that perceived remaining time mediated the negative relationship between age and promotion focus.

Moreover, a few studies showed that general FTP mediated relationships between job characteristics and work-related outcomes. Oostrom et al. (2016) found that FTP mediated the positive relationships between idiosyncratic deals for tasks and work responsibilities, and employability in a sample of older workers. Korff et al. (2016) found that motivation enhancing HRM practices within the organization foster employees’ FTP, which in turn heightens affective organizational commitment.

Occupational Future Time Perspective

Occupational future time perspective has also been shown to act as a mediator in relationships between age and work outcomes. Studies that distinguished between perceived remaining time and focus on opportunities found that only focus on opportunities mediated the negative relationship between age and employability (Froehlich et al., 2016), and between age and learning value (Kochoian et al., 2016). In other words, older workers perceive less remaining opportunities at work and, consequently, they perceive themselves as less employable and they consider learning and development activities at work as less valuable. In addition, Kochoian et al. (2016) found that both remaining time and focus on opportunities mediated the negative relationship between age and learning-self efficacy. Investigating only perceived remaining time, Kooij and Zacher (2016) found that it mediated the negative effects of age on learning goal orientation and on attitude toward learning and development. Zacher et al. (2010) and Gielnik et al. (2012, 2016) investigated only focus on opportunities. Gielnik et al. (2012) found that it mediated the negative relationship between business owners age and venture growth. Using growth modeling analyses, Gielnik et al. (2016) found that focus on opportunities mediated the moderating effect of small business managers’ age on the relationship between time and business performance. Finally, Zacher et al. (2010) found that focus on opportunities mediated the negative relationships between age and work performance.

Similar to research on general FTP, OFTP also has been shown to mediate relationships between job characteristics and work outcomes. Zacher et al. (2010) found that focus on opportunities mediated the positive relationship between job complexity and work performance, such that employees in high-complexity jobs performed better because they had a higher focus on opportunities at work. Moreover, Bal et al. (2015) found that overall OFTP mediated the positive relationship between negative age meta-stereotypes and intention to retire, such that workers who had internalized negative age stereotypes had a lower OFTP and consequently, stronger intentions to retire.

Future Time Perspective at Work as a Moderator

General Future Time Perspective

Future time perspective has been shown to moderate the employer-employee relationship. For instance, Bal et al. (2010) and De Lange et al. (2011) found that FTP moderated the relations between psychological contract fulfillment and employee obligations. In particular, Bal et al. (2010) found that the relations of economic and socio-emotional fulfillment (i.e., when employees believed that their employers has fulfilled their obligations regarding economic and socioemotional needs) with employee obligations (i.e., in-role obligations, citizenship obligations, and high performance obligations) were stronger among post-retired workers with high FTP than among post-retired workers with low FTP (Bal et al., 2010). In other words, workers with an open-ended FTP reacted more strongly to psychological contract fulfillment in relation to employee obligations, which suggest that the level of felt obligations among low FTP workers is less dependent on how they perceive employer obligations to be fulfilled (Bal et al., 2010). Similarly, De Lange et al. (2011) showed that the negative relationship between relational contract breach and work motivation was stronger among workers with a high FTP, suggesting that workers with a high FTP are more strongly affected by the way that employers behave toward them. However, a high FTP may also be a buffering resource that prevents high FTP workers against the negative impact of job stressors, such as perceived gender discrimination. In particular, Sia et al. (2015) found in a sample of female middle-aged employees that the negative relationships between perceived gender discrimination and emotional and cognitive work engagement become weaker when FTP was high.

Other studies suggest that the moderating effect of FTP depends on the independent and dependent variables under investigation. More precisely, it seems that workers tend to behave according to the needs that are most important for them, that is, socioemotional needs when FTP is low, and instrumental needs when FTP is high. For instance, Treadway et al. (2010) found that politically skilled individuals (i.e., individuals who are effective in the development, maintenance and recognition of social network) with a high FTP engaged more in career-related networking behaviors (e.g., to give business contacts a phone call to stay in touch) than politically skilled individuals with a low FTP. Moreover, Treadway et al. (2011) found that when work interfered with family, workers with a low FTP experienced lower continuance commitment, while those with a high FTP reacted to family interference with work by decreasing their level of affective commitment. Bal et al. (2013) found that socioemotional fulfillment contributes to higher continuance commitment only for low FTP workers, while high FTP workers had higher normative commitment when they received socioemotional fulfillment. Finally, Yeung et al. (2013) investigated effects of social work-related values (values related to affiliation and collaboration with coworkers) on job performance through job satisfaction, and found that the effects of these values were stronger positive among employees with low FTP. As a whole, these results are congruent with assumptions of socioemotional selectivity theory.

Occupational Future Time Perspective

Results of our systematic review showed that workers’ behaviors are associated with their OFTP and the congruent most important needs. Investigating coping behaviors, Ho and Yeung (2016) found that relative to those with limited OFTP, who preferred passive coping strategies, those with an open-ended OFTP preferred problem-focused and proactive coping strategies. Moreover, they found that OFTP moderated the effect of problem-focused strategies on psychological distress, such that problem-focused strategies reduced psychological distress only among workers with an open-ended OFTP. When they investigated effects of “organizational FTP” (i.e., perceived remaining time and opportunities left in the current organization), Treadway et al. (2010) found that politically skilled individuals with a limited organizational FTP were more involved in community-based networking (e.g., to attend meetings of civic and social groups, clubs and so forth) than their counterparts with an open-ended organizational FTP.

Similar to FTP, some studies indicated that OFTP may be a personal resource for workers. For instance, Schmitt et al. (2013b) found that job control, as an external resource of the work environment, is positively related to work engagement among employees with a low focus on opportunities, and not among employees with a high focus on opportunities. Similar to results from Sia et al. (2015), these results support the notion of OFTP as a compensatory resource, since a high level of focus on opportunities compensates for low levels of job control in predicting work engagement. As far as remaining time is concerned, Zacher (2013) showed that proactive personality predicts greater job search intensity when perceived remaining time is low compared to when it is high.

Finally, personal, work, and organizational resources may buffer the negative direct effect of age on focus on opportunities and on remaining time, as well as the negative indirect effects on work outcomes. For instance, Zacher et al. (2010) found that job complexity buffers the negative relationship between age and focus on opportunities, and weakens the negative indirect effect of age on work performance. In other words, when the work context offers high levels of job complexity, older workers are better able to maintain high level of focus on opportunities, and indirectly, they perform better at work. In the same way, Zacher and Yang (2016) found that older employees in organizations with a positive organizational climate for successful aging had a higher focus on opportunities than older employees who did not work in an organization with such climate. Finally, Kooij and Zacher (2016) showed that high work centrality buffered the negative relationship between age and remaining time, as well as the negative indirect effects of age on learning goal orientation and on attitudes toward learning and development.

DISCUSSION

In this article, we presented a comprehensive systematic review of the quantitative-empirical literature on FTP at work. Our review highlights that FTP at work has been measured and reported in various ways: some authors measured general FTP, and others measured OFTP. Authors further operationalized FTP at work as either unidimensional or bidimensional. Various individual and contextual variables are related to both general FTP and OFTP which, in turn, are related to occupational well-being, as well as motivational, attitudinal, and behavioral outcomes. Some studies investigated FTP and OFTP as mediators in relationships between age and work outcomes, and in relationships between job characteristics and work outcomes. Other studies investigated FTP and OFTP as moderators of relationships between person/contextual characteristics and work outcomes. In the following section, we will first summarize and integrate our findings.

Summary of Findings

Results of the systematic review showed that findings are quite similar regarding antecedents and consequences of both general FTP and OFTP. As a whole, more research has investigated the work-related outcomes associated with general FTP and with the dimension focus on opportunities of OFTP. In the following sections, we will summarize results about FTP at work, and we will outline when differences were observed between general FTP and OFTP.

Antecedents of FTP at Work

With regard to individual antecedents, studies showed that FTP at work is associated with age, subjective health, optimism, and regulatory focus. Among contextual antecedents, our systematic review showed that both organizational characteristics, such as HRM systems and organizational climate for successful aging, as well as work characteristics, such as job control and job complexity, are related to FTP at work. Although age had the strongest negative relationship with FTP at work, several studies found that the relationship became weaker when workers have high personal (e.g., work centrality, Kooij and Zacher, 2016) or contextual resources (e.g., job control, Zacher and Frese, 2009).

Consequences of FTP at Work

Our systematic review showed that FTP at work, especially the dimension focus on opportunities, is positively associated with general and occupational well-being (e.g., work engagement). Consistently with socioemotional selectivity theory (Carstensen et al., 1999), FTP at work is in general positively related to growth and esteem motives, and negatively to generativity motives. With some differences depending on the type of measure, FTP at work is also positively related to work-related motives and motivation to continue working. Finally, FTP at work is positively related to a wide range of positive worker attitudes and behaviors, such as job crafting (Kooij et al., 2016) and lower intention to retire (Bal et al., 2015).

FTP at Work as a Mediator and as a Moderator

Studies that investigated FTP at work as a mediator found that it mediated the negative relationships between age and development-oriented attitudes, such as growth motives, promotion focus, and employability. These results suggest that development-oriented attitudes decline with age because of an age-related decrease in open-ended FTP. Moreover, FTP at work explained relationships between job characteristics and work outcomes, such as positive effects of idiosyncratic deals on employability, positive effects of HRM systems on affective organizational commitment, or positive effects of job complexity on work performance.

Findings from studies on FTP at work as a moderator showed that it moderated the relationships between psychological contract fulfillment and employee obligations; political skill and networking behaviors; work-family conflict and commitment; and stressful work situations and coping strategies. Consistent with socioemotional selectivity theory, workers with an open-ended FTP seem to be more concerned with instrumental goals, such as psychological contract fulfillment, career-related networking behaviors, continuance commitment, problem-focused and proactive coping strategies, while workers with a limited FTP emphasize more socio-emotional goals, such as community based-networking, affective commitment, social work-related values, and passive coping strategies.

Theoretical Implications

Our review of the literature showed that over the past decade, several studies were conducted to understand the role of FTP in the work context. However, some important issues remain to be solved in future research. Our suggestions for future research are summarized in Table 3.

TABLE 3. Summary of future research suggestions regarding future time perspective at work.
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Socioemotional Selectivity Theory

Future time perspective is a core construct in socioemotional selectivity theory (Carstensen et al., 1999). Socioemotional selectivity theory states that age-related changes in motives are due to changes in FTP, such that younger individuals focus more on instrumental and growth motives while older individuals focus more on socioemotional motives and relationships with close social partners. Results of our systematic review showed that FTP at work is indeed related to increased growth motives (e.g., Kooij and Van De Voorde, 2011; Kooij et al., 2013). Regarding socioemotional motives, conceptualized through the concept of generativity, results were less consistent. Results on the role of FTP at work as a mediator or as a moderator also confirmed that instrumental motives and attitudes decline with age because of an age-related decrease in open-ended FTP. Moreover, workers with an open-ended FTP seem to be more concerned with instrumental goals, while workers with a limited FTP emphasize more socio-emotional goals.

According to socioemotional selectivity theory, FTP is a flexible, cognitive-motivational, and age-related construct that changes over time (Zacher and Frese, 2009). Findings from experimental studies (e.g., Fung et al., 1999) showed that not only individual factors, but also contextual variables (e.g., life circumstances), may influence FTP. Our systematic review confirmed that other factors than age may influence FTP at work. However, these studies have mainly focused on subjective health and self-regulation strategies as individual antecedents. Regarding contextual antecedents, some work and organizational characteristics have been investigated. In the following section, we will summarize suggestions for future research on antecedents and consequences of FTP at work.

Antecedents of FTP at Work

Our systematic review showed that both general FTP and OFTP are influenced by similar individual and contextual antecedents. Therefore, we do not distinguish between future research suggestions for general FTP and OFTP.

Individual antecedents

We suggest that further studies investigate the effects of personal resources other than subjective health, optimism, and regulatory focus. In particular, personality variables such as extraversion, conscientiousness, and proactive personality might contribute to an extended FTP at work. For instance, when Zacher (2013) investigated the mediating effect of OFTP to explain the moderating role of age on the relationship between proactive personality and job search intensity, he found positive correlations between proactive personality and focus on opportunities and with remaining time at work. Moreover, controlling for Big Five personality traits, Zacher and Frese (2009) found that only conscientiousness was negatively related to focus on opportunities at work, while Cate and John (2007) found positive relationship between conscientiousness and general focus on opportunities. While Zacher and Frese (2009) explained these results by the fact that conscientious employees may focus more strongly on their present tasks and duties, Cate and John (2007) argue that conscientiousness help individuals to plan and take advantage of future opportunities. These contradictory findings highlight that future studies should take into account potential context effects to better understand the associations between personality and FTP.

The role of gender for FTP at work also requires further investigation. While some studies found gender differences in OFTP (e.g., Zacher and Frese, 2009; Treadway et al., 2010; Bal et al., 2015; Weikamp and Göritz, 2015), such that women seem to have a stronger focus on opportunities and to perceive more remaining time at work, other studies did not find significant effects (e.g., Ho and Yeung, 2016; Weikamp and Göritz, 2016). The fact that women seem to perceive themselves as having more remaining time and opportunities at work is somewhat surprising. According to Weikamp and Göritz (2015), due to the glass ceiling effect, women should perceive fewer opportunities at work than men. Moreover, the fact that they have to disrupt their work schedule because of parental leave could also lead them to perceive less remaining time at work (Weikamp and Göritz, 2015). Weikamp and Göritz (2015) suggested that this unexpected pattern may be due to their sample being composed of more educated women than the general population, which might have resulted in greater focus on opportunities. Future studies should therefore control for education when investigating gender differences in FTP at work.

Contextual antecedents

Work characteristics that are perceived as situational resources have been shown to extend employees’ FTP at work (e.g., Zacher et al., 2010). Future studies should investigate effects of other job resources that are particularly important for older workers. For instance, Zaniboni et al. (2013) found that increased task variety had stronger negative effects on burnout and turnover intentions among younger workers compared to older workers, while increased skill variety led to lower turnover intentions among older workers than younger workers. These results were consistent with predictions of socioemotional selectivity theory. On the one hand, task variety is likely to increase work-related knowledge that is important for future career development, which is more important for younger workers. On the other hand, skill variety will allow increasing work-related emotional-regulation goals, and increasing gratifying experiences in the present, which is most important for older workers (Zaniboni et al., 2013). On this basis, future studies could examine if positive associations of task variety and skill variety with burnout and turnover intentions are moderated by FTP at work, and if FTP explains the moderating role of age on these associations.

Moreover, it would also be interesting to analyze variables that are likely to reduce FTP at work, such as ageism. As reported by Bal et al. (2015), negative age meta-stereotypes were associated with fewer perceived opportunities until retirement. Unexpectedly, the relations were stronger among workers with a low self-categorization as an older person. These results suggest that negative stereotypes constitute a threat to workers’ self-image, especially among those who strive to maintain a positive self-image. In turn, workers might adapt by perceiving their occupational future as more limited (Bal et al., 2015). As suggested by Bal et al. (2015), more research is needed to further validate these ideas, and to investigate if the affective (i.e., prejudice) and the behavioral consequences (i.e., discrimination) of stereotypes have similar effects on FTP at work.

Finally, contextual antecedents of FTP at work related to the work-family interface have not been studied so far. However, the work-family interface may influence perceptions of remaining time at work. For instance, Raymo and Sweeney (2006) found that work-family conflict was positively related to preferences for retirement. Moreover, changes in motives depicted by socioemotional selectivity theory suggest that individuals are likely to place more importance on family relative to work when they grow older (Thrasher et al., 2015). In a study on the moderating role of general FTP in the relationship between work-family conflict and organizational commitment, Treadway et al. (2011) found negative correlations between general FTP and both work-family conflict and family work conflict. Therefore, we recommend that future studies investigate whether work-family conflict may affect perceptions of remaining time and focus on opportunities at work. Moreover, future research could investigate if the positive side of the work-family interface, such as work-family enrichment, is positively related to FTP at work. To the extent that work-family enrichment generates resources which help workers to manage work and family life (Mauno et al., 2015; McNall et al., 2015), and lead them to remain within the company (Balmforth and Gardner, 2006; Wayne et al., 2006; McNall et al., 2015), high levels of work-family enrichment might be associated with increased FTP at work.

Consequences of Future Time Perspective at Work

Our systematic review showed that both general FTP and OFTP have positive consequences on occupational well-being, motivation, and behavior at work. Regarding OFTP, more research investigated the consequences associated with focus on opportunities. In the following sections, we will outline our suggestions for future research on the consequences of the specific dimensions of FTP at work.

Occupational well-being outcomes

With the exception of a study by Ho and Yeung (2016) that reported a negative relationship between OFTP and psychological distress as measured with the General Health Questionnaire (Goldberg, 1972), we did not find studies that investigated consequences of FTP at work for general health. Instead, research on general FTP and OFTP has focused on consequences for workers’ attitudes and occupational well-being, such as affective commitment or work engagement. However, it would be interesting to investigate whether both dimensions of FTP at work are related to psychological health, since both dimensions of general FTP seem to have unique associations with health outcomes. For instance, Kozik et al. (2015) found that a high focus on opportunities was associated with less depressive symptoms and higher morale, while a low focus on limitations was associated with fewer hair cortisol. Future research should further explore if focus on opportunities and remaining time are differently related to psychological health. In particular, the expanded job demands-resources (JD-R) model by Xanthopoulou et al. (2007), which takes into account the role played by personal resources may be a suitable theoretical framework. From this perspective, it might be interesting to investigate whether focus on opportunities is a personal resource that is positively related to a positive psychological state of mind, such as work engagement, while constrained perceived remaining time (i.e., focus on limitations) is a demand that is negatively related to health, such as increased burnout.

Motivational outcomes

Consistent with socioemotional selectivity theory, FTP at work is related to increased growth motives, and mediated the negative effect of age on growth motives (e.g., Kooij and Van De Voorde, 2011; Kooij et al., 2013). Kooij and Van De Voorde (2011) and Kooij et al. (2013) conceptualized socioemotional motives as generativity, which refers to the concern of adults to nurture and guide younger generations (Erikson, 1963; McAdams and de St. Aubin, 1992). In the workplace, the generativity motive is defined as the preference for job features that pertain to teaching, training, and sharing skills with younger generations (Kooij et al., 2013). Results on the relationship between FTP at work and generativity motives were less consistent. While Kooij and Van De Voorde (2011) found positive relationships between limited FTP and generativity motives, Kooij et al. (2013) did not find significant relationships. It might be that generativity motives are not the best way to conceptualize socioemotional motives, especially in the work context. Future studies should use other measures of socioemotional motives, such as Yeung et al. (2013) who measured social work-related values that assess the perceived importance for social interactions and harmonious relationships with colleagues in the workplace. As shown by these authors, the positive effects of social work-related values on job performance were moderated by FTP at work, such that effects were stronger positive among employees with limited general FTP. Future studies could go further and investigate if a limited FTP at work predicts increased socioemotional motives.

Moreover, as older workers seem to experience increased level of emotional well-being (Scheibe et al., 2016), it would be interesting to test if a limited FTP explains increased well-being at the end of people’s careers. However, this proposition may raise some conceptual concerns, since research has previously shown that increased OFTP is positively associated with well-being outcomes, such as less psychological distress (Ho and Yeung, 2016) or increased job satisfaction (Weikamp and Göritz, 2015). In other words, an open-ended FTP at work is positively associated with positive well-being outcomes. Therefore, assuming that a limited FTP at work is positively associated with well-being outcomes would contradict previous findings. However, while Ho and Yeung (2016) treated OFTP as one-dimension scale and investigated general well-being, Weikamp and Göritz (2015) distinguished between both dimensions and investigated effects on work-related well-being. They found that only focus on opportunities was related to job satisfaction. On this basis, we suggest that future studies distinguish between remaining time and focus on opportunities, and investigate effects on general well-being too. In particular, limited remaining time could be positively related to general well-being rather than to work-related well-being, such as job satisfaction. As an example, couples who live in a satisfactory marriage are more prone to retire early than couples in conflict-laden marriages (Kubicek et al., 2010). In other words, high quality of relationships with family might lead people to perceive remaining time at work as limited. This perception, in turn, may be related to workers’ positive general well-being.

Behavioral and attitudinal outcomes

Our systematic review showed that fewer studies have investigated the behavioral consequences associated specifically with remaining time at work. Despite the fact that focus on opportunities seem to be more strongly associated with work-related variables than remaining time at work (Froehlich et al., 2016), it may be that extended perceptions of remaining time at work are related to variables such as intention to remain within the organization or intention to retire. For instance, Bal et al. (2015) found that higher global OFTP was related to lower intention to retire. Moreover, Akkermans et al. (2016) recently found that remaining time in life (but not focus on opportunities) was positively related to motivation to continue working. The fact that Bal et al. (2015) found significant effects for the global measure of OFTP while Akkermans et al. (2016) found significant effects for general remaining time only may be explained by what was measured when they referred to time. While Bal et al. (2015) measured OFTP until retirement, Akkermans et al. (2016) measured remaining opportunities and remaining time in life in general. These results suggest that intention to remain within the organization would be influenced only by the dimension remaining time. Since Bal et al. (2015) treated OFTP as a unidimensional variable, it should be interesting to replicate their study by distinguishing the two dimensions of OFTP, and to explore if, similarly, intention to retire is more strongly predicted by perceived remaining time. In a similar vein, future studies could investigate whether focus on opportunities has an indirect effect on intention to remain through improved attitudes at work (such as job satisfaction), while remaining time might have direct effect on attitudes. To date, there are not enough studies to draw definite conclusions regarding this question.

Future Time Perspective at Work as a Mediator and Moderator

So far, the lion’s share of studies has investigated FTP at work as a moderator or as a mediator in the relationships between age, job characteristics, and work outcomes. On the one hand, some studies found that FTP at work buffers negative associations of job demands or of a lack of job resources with work engagement. Indeed, FTP at work has been shown to be a compensatory resource that can be useful when workers face high job demands (e.g., gender discrimination, Sia et al., 2015) or a lack of job resources (e.g., job control, Schmitt et al., 2013b). On the other hand, FTP at work has been shown to mediate associations between positive job characteristics and work outcomes. For instance, Korff et al. (2016) showed that FTP at work mediated the positive relationship between motivation-enhancing HRM practices and affective organizational commitment.

Results from these studies suggest that FTP at work constitutes a personal resource that can either moderate or mediate positive relationships between job characteristics and work outcomes. However, the simultaneous presence of both moderation and mediation hypotheses and associated empirical findings in the literature may raise the question whether FTP at work plays a systematic role in the relationships between job characteristics and work outcomes. Moreover, there appears to be a lack of a theory to argue why FTP at work acts either as a mediator or as a moderator in these relationships.

In our view, this issue may be related to the various roles of personal resources in the JD-R model (Xanthopoulou et al., 2007). As highlighted by Schaufeli and Taris (2014), personal resources (i.e., the psychological characteristics that are generally associated with resiliency and that refer to the ability to control and impact one’s environment successfully) may play at least five different roles in the JD-R model. For instance, some studies found that personal resources moderate the relationships between job characteristics and well-being outcomes (e.g., Van den Broeck et al., 2011), while others found that personal resources mediate this relationship (e.g., Xanthopoulou et al., 2007).

To clarify the role played by FTP at work, future studies should systematically test and compare different conceptualizations of the relationships between job characteristics, FTP at work, and work outcomes. Moreover, studies that investigated FTP at work either as a mediator or as a moderator should refer to a strong theoretical background to support their hypotheses. To this end, the expanded Job Demands-Resources model by Xanthopoulou et al. (2007), which takes the role of personal resources (i.e., self-efficacy, organizational-based self-esteem, and optimism) into account, as well as conservation of resources theory (Hobfoll, 1989), which suggests that employees working in a resourceful environment will become more confident and optimistic about their future at work, may be informative.

Future research could also integrate OFTP with general theories of work and aging, such as the action regulation across the adult lifespan (ARAL) framework (Zacher et al., 2016). Based on action regulation theory, the ARAL framework suggests that workers regulate their actions by developing and selecting goals, orienting themselves in the environment, planning, monitoring the execution of behavior, and processing feedback. Zacher et al. (2016) argued that aging and age-related changes in person and contextual factors impact on this action regulation process. Change in OFTP might be an important mediating mechanism in this regard. For instance, OFTP might influence whether young, middle-aged, and older workers set short- or long-term goals (Seijts, 1998), and what kind of information workers prioritize when processing external feedback (Wang et al., 2015). Integrating OFTP with the ARAL framework appears to be an important step toward an improved, theory-based understanding of how work behavior changes across the working life span.

Research Design

Regarding the research designs of articles included in our review, we note that the majority of studies were cross-sectional. Future studies should make use of longitudinal designs more often to test the causal direction of relationships, and to assess the dynamics of FTP at work. Results from a longitudinal study with six measurement waves over 4 years showed that OFTP decreased over time, and that the rate of decrease in OFTP was associated with age (Weikamp and Göritz, 2015). In particular, the study found that workers perceived fewer remaining time and opportunities over time, and younger workers felt that their remaining time decreased faster than older workers did. Thus, the relationship between age and FTP at work might not be linear and future studies should investigate further how FTP at work decreases over time and depending on age. Furthermore, as suggested by Weikamp and Göritz (2015), future studies could investigate whether FTP as conceptualized by Cate and John (2007), which distinguishes between focus on opportunities and focus on limitations, decreases also depending on age. Finally, a longitudinal design would also be useful to assess whether effects of both dimensions of FTP at work on work outcomes are always linear and positive, or whether they might also be curvilinear under certain circumstances. For instance, future research could investigate whether perceiving a lot of remaining time at work has positive effects when workers are not satisfied at work.

In addition, future studies could induce a limited vs. an open-ended OFTP in experiments or through situational vignettes. Such designs have already been used in studies assessing effects of open-ended vs. limited general FTP on preferences for social partners (e.g., Fung et al., 1999; Fung and Carstensen, 2004). To apply this to the work context, future studies could, for instance, manipulate the official age for retirement through a vignette, and see if this affects workers’ perceived remaining time and focus on opportunities at work.

Measurement of Future Time Perspective at Work

A major issue regarding current research on FTP at work concerns the use of different measurement instruments. Some researchers have either measured general FTP, which involves remaining time and opportunities in life in general, while others measured OFTP, which entails remaining time and opportunities at work. Perceptions of remaining time in life (i.e., general FTP) make salient the subjective life expectancy, whereas perceptions of remaining time to work (i.e., OFTP) make salient the expected age for retirement. Moreover, the items of the OFTP scale focus on the work sphere, whereas general FTP has a more global focus. For instance, general FTP may refer to time left and opportunities in the work sphere but also in the private sphere. Furthermore, using a measure of general FTP or OFTP may lead to different results. For instance, Treadway et al. (2010) measured general FTP (i.e., perceptions of time left in life in general) and OFTP (i.e., perceptions of time left in a specific organization). Results showed that FTP, but not OFTP, was related to career and community networking behaviors, such as giving business contacts a phone call to stay in touch or attending meetings of civic and social groups.

Finally, our systematic review showed that most studies conducted in the workplace did not clearly specify whether they measured general FTP or OFTP. To be less ambiguous, we suggest that future studies conducted in the work context use the OFTP scale, because it has been specifically adapted to the work context. If researchers are interested in investigating effects of general FTP in worker samples, we recommend that they explain why they measure general FTP instead of OFTP, and describe the difference between the two constructs (e.g., see Akkermans et al., 2016).

Dimensions of Future Time Perspective at Work

Another issue concerns the structure of FTP at work. The original scale developed by Carstensen and Lang (1996) was initially conceived as unidimensional, but contains items assessing both remaining time and focus on opportunities. While several researchers (e.g., Cate and John, 2007; Zacher and Frese, 2009) found that FTP at work is best described by two dimensions, most studies on FTP at work implicitly assume that the FTP scale is unidimensional, but they do not test this assumption. However, some authors who assessed the structure of general FTP found that a two-factor model, with remaining time and focus on opportunities, fitted the data better than a one-factor model (e.g., Kooij et al., 2014). On this basis, we recommend that researchers systematically test whether a two-factor model of FTP at work fits the data better than a one-factor model.

Moreover, future studies should systematically test whether focus on opportunities and remaining time have different antecedents and consequences. Some studies suggest that both dimensions may differ with regard to the relationships they have with individual and organizational variables. Regarding its antecedents, focus on opportunities seems to be more strongly related to working conditions than remaining time. For instance, Zacher and Frese (2009) found that focus on opportunities (but not remaining time) was associated with work characteristics (i.e., job control and job complexity). As mentioned by Weikamp and Göritz (2015), people who change their job or team, or get a new supervisor, will probably perceive themselves as having more or less opportunities after the change. On the one hand, these kinds of work-related changes seem less likely to influence perceptions of remaining time at work. On the other hand, perceptions of remaining time at work are more strongly related to age than focus on opportunities, probably because most people retire within a narrowly defined age range.

Regarding the consequences, Weikamp and Göritz (2016) found that focus on opportunities (but not remaining time) has positive relationships with job satisfaction and organizational citizenship behavior. Moreover, Froehlich et al. (2016) as well as Kochoian et al. (2016) found that only focus on opportunities (but not remaining time) was positively associated with employability and learning value. These results suggest that focus on opportunities is more directly related to work outcomes than remaining time. This may explain why we found more studies that investigated only the concept focus on opportunities and its relationships with work outcomes. Today, there are not enough studies to develop differentiated hypotheses for focus on opportunities and remaining time. We thus recommend that researchers include both dimensions in their studies and investigate whether they have the same relationships with individual and contextual antecedents.

Interestingly, some results of mediation analyses suggest that remaining time may be an antecedent of focus on opportunities. For instance, Kooij et al. (2014) reported that perceived remaining time mediated the negative relationship between age and promotion focus, which is related to focus on opportunities (Zacher and de Lange, 2011). Future studies could investigate the lagged relationships between both dimensions, and test whether remaining time is an antecedent of focus on opportunities, and whether they interact to predict work outcomes.

Practical Implications

Our review showed that an increased FTP at work is associated with positive consequences for individuals (e.g., less psychological distress, increased employability) and organizations (e.g., lower intention to retire, increased work performance). Since perceptions of remaining time and focus on opportunities are positively associated with contextual variables, such as positive work characteristics, organizations should aim to improve these job characteristics. For instance, managers could be trained to redesign jobs to allow for more autonomy (i.e., job control) and more challenging tasks (i.e., job complexity). To enhance FTP at work among older workers, practitioners could change job characteristics that are particularly important for this group of workers. For instance, managers could increase skill variety to allow older workers to make full use of their experience-based knowledge (Truxillo et al., 2012).

Organizational climate may also influence perceptions of remaining time and focus on opportunities at work. To decrease negative age stereotypes, training on how to manage age-diversity could be provided to managers. As an example, Ries et al. (2013) designed and implemented such training for managers. Results showed that the training had a positive impact 4 months later, by increasing appreciation of age diversity, and by reducing age stereotypes of supervisors (Ries et al., 2013). In addition, other interventions could be implemented to create an organizational climate that supports all age groups, and to reduce negative age stereotypes. For instance, intergenerational contact has been shown to be negatively related to ageism and turnover intentions (Iweins et al., 2013; Henry et al., 2015). Moreover, applying age-inclusive HR practices (e.g., age-neutral recruiting activities, equal access to training for all age groups) can positively influence perceptions of an organization-wide age diversity climate (Böhm et al., 2014).

Finally, the use of SOC strategies has been shown to be positively related to focus on opportunities (Zacher and Frese, 2011; Baltes et al., 2014). Therefore, SOC training could be provided to employees to teach them how to better select their work goals, optimize goal pursuit, and compensate for the loss in relevant resources (Moghimi et al., 2016). To this end, the SOC training developed by Müller et al. (2015) may be an important tool for organizations. During the training, each participant choses a specific goal, develops an action plan to achieve this goal in an optimal way, and considers alternative strategies to face the possible hindrances during goal pursuit. The goals have to be either to cope more effectively with an important job demand, or to activate a valued job resource. Applying this training among nurses working in a community hospital, Müller et al. (2015) observed a trend that the proposed SOC training increased mental well-being, especially among nurses who were strongly committed to the intervention. Since the use of SOC strategies is particularly beneficial for maintaining older workers’ focus on opportunities (Zacher and Frese, 2011), especially when they have a low-complex job, organizations should provide them with training on the use of SOC strategies.

KEY CONTRIBUTIONS AND CONCLUSION

In our systematic review, we summarized quantitative-empirical studies on FTP at work. Despite a growing number of studies conducted on this topic, there are still many opportunities for future research. With regard to conceptual issues, for example, researchers could investigate additional antecedents (e.g., gender, personality, work-family interface) and further consequences of FTP at work (e.g., psychological health, socioemotional motives, retirement outcomes). Moreover, we identified several methodological issues and areas for future research (e.g., dimensionality of scales, longitudinal and experimental designs).

More specifically, our systematic review contributes to the literature by identifying four important areas for future research. First, more research is needed regarding the role of FTP at work for explaining age differences in emotional functioning and well-being. As highlighted in the review, results regarding relationships of FTP at work with socioemotional motives (e.g., generativity) were not consistent. Moreover, the use of FTP as an explanatory variable for observed age differences in emotional functioning has recently been questioned (Grühn et al., 2016). Future research could investigate whether a limited FTP at work, consistent with predictions of socioemotional selectivity theory, is positively associated with subjective well-being among older workers, and whether FTP at work acts as an explanatory mechanism.

Second, the role of FTP at work for relationships between work characteristics and work outcomes should be clarified. Our review identified many studies that investigated FTP at work as either a mediator or as a moderator in these relationships. Future research should test and compare different conceptualizations of the relations among job characteristics, FTP at work, and work outcomes. A strong theoretical background is also needed to determine how FTP at work should be integrated in such models.

Third, our review identified a lack of consistency regarding the way FTP at work is measured and analyzed. There is a need for systematic research that simultaneously tests and compares relationships of general FTP and OFTP with antecedents and outcomes. The results could be informative as to whether the general items by Carstensen and Lang (1996) or the adapted items by Zacher and Frese (2009) lead to the same conclusions. Moreover, further research is needed regarding the consequences of conceptualizing FTP at work as having one, two, or even three dimensions (i.e., including a focus on limitations; Zacher, 2013).

Fourth and finally, the majority of studies we reviewed were based on self-reports at a single point in time and non-experimental designs, and thus do not allow drawing conclusions about causality. Since FTP at work has been shown to decrease over time (Weikamp and Göritz, 2015), it is crucial that the research design of future studies takes into account the role of time. Another potential study opportunity is to examine whether, similarly to general FTP in non-work specific samples, FTP at work can be manipulated in samples of workers.

In summary, the results of our systematic review showed that both general FTP and OFTP are associated with various individual and contextual antecedents, and that extended perceptions of remaining time and focus on opportunities are, in general, associated with positive individual and work-related outcomes. Thus, our findings suggest that individual workers and organizations may benefit from extended perceptions of remaining time and focus on opportunities at work.

AUTHOR CONTRIBUTIONS

HH: substantial contributions to the conception or design of the work; drafting the work; final approval of the version to be published; agreement to be accountable for all aspects of the work in ensuring that questions related to the accuracy or integrity of any part of the work are appropriately investigated and resolved. HZ, DD: substantial contributions to the conception or design of the work; revising it critically for important intellectual content; final approval of the version to be published; agreement to be accountable for all aspects of the work in ensuring that questions related to the accuracy or integrity of any part of the work are appropriately investigated and resolved.

REFERENCES

Akkermans, J., de Lange, A. H., van der Heijde, B. I. J. M., Kooij, D. T. A. M., Jansen, P. G. W., and Dikkers, J. S. E. (2016). What about time? Examining chronological and subjective age and their relation to work motivation. Career Dev. Int. 21, 419–439. doi: 10.1108/CDI-04-2016-0063

Anagnostopoulos, F., and Griva, F. (2012). Exploring time perspective in Greek young adults: validation of the Zimbardo time perspective inventory and relationships with mental health indicators. Soc. Indic. Res. 106, 41–59. doi: 10.1007/s11205-011-9792-y

Arnocky, S., Milfont, T. L., and Nicol, J. R. (2014). Time perspective and sustainable behavior: evidence for the distinction between consideration of immediate and future consequences. Environ. Behav. 46, 556–582. doi: 10.1177/0013916512474987

Bal, P. M., de Lange, A. H., Van der Heijden, B. I. J. M., Zacher, H., Oderkerk, F. A., and Otten, S. (2015). Young at heart, old at work? Relations between age, (meta-)stereotypes, self-categorization, and retirement attitudes. J. Vocat. Behav. 91, 35–45. doi: 10.1016/j.jvb.2015.09.002

Bal, P. M., de Lange, A. H., Zacher, H., and Van der Heijden, B. I. J. M. (2013). A lifespan perspective on psychological contracts and their relations with organizational commitment. Eur. J. Work Organ. Psychol. 22, 279–292. doi: 10.1080/1359432X.2012.741595

Bal, P. M., Jansen, P. G. W., van der Velde, M. E. G., de Lange, A. H., and Rousseau, D. M. (2010). The role of future time perspective in psychological contracts: a study among older workers. J. Vocat. Behav. 76, 474–486. doi: 10.1016/j.jvb.2010.01.002

Balmforth, K., and Gardner, D. (2006). Conflict and facilitation between work and family: realizing the outcomes for organizations. N. Z. J. Psychol. 35, 69–76.

Baltes, B. B., Wynne, K., Sirabian, M., Krenn, D., and de Lange, A. (2014). Future time perspective, regulatory focus, and selection, optimization, and compensation: testing a longitudinal model. J. Organ. Behav. 35, 1120–1133. doi: 10.1002/job.1970

Baltes, P. B., and Baltes, M. M. (1990). “Psychological perspectives on successful aging: the model of selective optimization with compensation,” in Successful Aging: Perspectives from the Behavioral Sciences, eds P. B. Baltes and M. M. Baltes (Cambridge, MA: Cambridge University Press), 1–34. doi: 10.1017/CBO9780511665684.003

Böhm, S. A., Kunze, F., and Bruch, H. (2014). Spotlight on age-diversity climate: the impact of age-inclusive HR practices on firm-level outcomes. Pers. Psychol. 67, 667–707. doi: 10.1111/peps.12047

Brown, A., Westenskow, A., and Moyer-Packenham, P. (2012). Teaching anxieties revealed: pre-service elementary teachers’ reflections on their mathematics teaching experiences. Teach. Educ. 23, 365–385. doi: 10.1080/10476210.2012.727794

Carstensen, L. L. (1991). “Selectivity theory: social activity in life-span context,” in Annual Review of Gerontology and Geriatrics, ed. K. W. Schaie (New York, NY: Springer), 195–217.

Carstensen, L. L. (2006). The influence of a sense of time on human development. Science 312, 1913–1915. doi: 10.1126/science.1127488

Carstensen, L. L., and Fredrickson, B. L. (1998). Influence of HIV status and age on cognitive representations of others. Health Psychol. 17, 494–503. doi: 10.1037/0278-6133.17.6.494

Carstensen, L. L., and Lang, F. R. (1996). Future Time Perspective Scale. Available at: https://lifespan.stanford.edu/projects/future-time-perspective-ftp-scale

Carstensen, L. L., Isaacowitz, D. M., and Charles, S. T. (1999). Taking time seriously: a theory of socioemotional selectivity. Am. Psychol. 54, 165–181. doi: 10.1037/0003-066X.54.3.165

Cate, R. A., and John, O. P. (2007). Testing models of the structure and development of future time perspective: maintaining a focus on opportunities in middle age. Psychol. Aging 22, 186–201. doi: 10.1037/0882-7974.22.1.186

Cozzolino, P. J., Sheldon, K. M., Schachtman, T. R., and Meyers, L. S. (2009). Limited time perspective, values, and greed: imagining a limited future reduces avarice in extrinsic people. J. Res. Pers. 43, 399–408. doi: 10.1016/j.jrp.2009.01.008

De Lange, A. H., Bal, P. M., and Van Der Heijden, B. I. J. M. (2011). When I’m 64: psychological contract breach, work motivation and the moderating roles of future time perspective and regulatory focus. Work Stress 25, 338–355. doi: 10.1080/02678373.2011.632610

Duangpatra, K. N. K., Bradley, G. L., and Glendon, A. I. (2009). Variables affecting emerging adults’ self-reported risk and reckless behaviors. J. Appl. Dev. Psychol. 30, 298–309. doi: 10.1016/j.appdev.2008.12.011

Erikson, E. H. (1963). Childhood and Society. New York, NY: Norton.

Froehlich, D. E., Beausaert, S., and Segers, M. (2016). Aging and the motivation to stay employable. J. Manag. Psychol. 31, 756–770. doi: 10.1108/JMP-08-2014-0224

Fung, H. H., and Carstensen, L. L. (2004). Motivational changes in response to blocked goals and foreshortened time: testing alternatives to socioemotional selectivity theory. Psychol. Aging 19, 68–78. doi: 10.1037/0882-7974.19.1.68

Fung, H. H., Carstensen, L. L., and Lutz, A. M. (1999). Influence of time on social preferences: implications for life-span development. Psychol. Aging 14, 595–604. doi: 10.1037/0882-7974.14.4.595

Gielnik, M. M., Zacher, H., and Frese, M. (2012). Focus on opportunities as a mediator of the relationship between business owners’ age and venture growth. J. Bus. Venturing 27, 127–142. doi: 10.1016/j.jbusvent.2010.05.002

Gielnik, M. M., Zacher, H., and Schmitt, A. (2016). How small business managers’ age and focus on opportunities affect business growth: a mediated moderation growth model. J. Small Bus. Manag. doi: 10.1111/jsbm.12253

Goldberg, D. P. (1972). The Detection of Psychiatric Illness by Questionnaire. London: Oxford University Press.

Grühn, D., Sharifian, N., and Chu, Q. (2016). The limits of a limited future time perspective in explaining age differences in emotional functioning. Psychol. Aging 31, 583–593. doi: 10.1037/pag0000060

Henry, H., Zacher, H., and Desmette, D. (2015). Reducing age bias and turnover intentions by enhancing intergenerational contact quality in the workplace: the role of opportunities for generativity and development. Work Aging Retirement 1, 243–253. doi: 10.1093/workar/wav005

Ho, H. C. Y., and Yeung, D. Y. (2016). Effects of occupational future time perspective on managing stressful work situations. Int. J. Psychol. 51, 243–322. doi: 10.1002/ijop.12144

Hobfoll, S. E. (1989). Conservation of resources: a new attempt at conceptualizing stress. Am. Psychol. 44, 513–524. doi: 10.1037/0003-066X.44.3.513

Iweins, C., Desmette, D., Yzerbyt, V., and Stinglhamber, F. (2013). Ageism at work: the impact of intergenerational contact and organizational multi-age perspective. Eur. J. Work Organ. Psychol. 22, 331–346. doi: 10.1080/1359432X.2012.748656

Kastenbaum, R. (1961). The dimensions of future time perspective, an experimental analysis. J. Gen. Psychol. 65, 203–218. doi: 10.1080/00221309.1961.9920473

Kochoian, N., Raemdonck, I., Frenay, M., and Zacher, H. (2016). The role of age and occupational future time perspective in workers’ motivation to learn. Vocat. Learn. doi: 10.1007/s12186-016-9160-9

Kooij, D., de Lange, A. H., Jansen, P. G. W., and Dikkers, J. S. E. (2013). Beyond chronological age: examining perceived future time and subjective health as age-related mediators in relation to work-related motivations and well-being. Work Stress 27, 88–105. doi: 10.1080/02678373.2013.769328

Kooij, D., and Van De Voorde, K. (2011). How changes in subjective general health predict future time perspective, and development and generativity motives over the lifespan. J. Occup. Organ. Psychol. 84, 228–247. doi: 10.1111/j.2044-8325.2010.02012.x

Kooij, D. T. A. M., Bal, P. M., and Kanfer, R. (2014). Future time perspective and promotion focus as determinants of intraindividual change in work motivation. Psychol. Aging 29, 319–328. doi: 10.1037/a0036768

Kooij, D. T. A. M., Tims, M., and Akkermans, J. (2016). The influence of future time perspective on work engagement and job performance: the role of job crafting. Eur. J. Work Organ. Psychol. 26, 4–15. doi: 10.1080/1359432X.2016.1209489

Kooij, D. T. A. M., and Zacher, H. (2016). Why and when do learning goal orientation and attitude decrease with aging? The role of perceived remaining time and work centrality. J. Soc. Issues 72, 146–168. doi: 10.1111/josi.12160

Korff, J., Biemann, T., and Voelpel, S. C. (2016). Human resource management systems and work attitudes: the mediating role of future time perspective. J. Organ. Behav. 38, 45–67. doi: 10.1002/job

Kozik, P., Hoppmann, C. A., and Gerstorf, D. (2015). Future time perspective: opportunities and limitations are differentially associated with subjective well-being and hair cortisol concentration. Gerontology 61, 166–174. doi: 10.1159/000368716

Kubicek, B., Korunka, C., Hoonakker, P., and Raymo, J. M. (2010). Work and family characteristics as predictors of early retirement in married men and women. Res. Aging 32, 467–498. doi: 10.1177/0164027510364120

Lang, F. R., and Carstensen, L. L. (2002). Time counts: future time perspective, goals, and social relationships. Psychol. Aging 17, 125–139. doi: 10.1037//0882-7974.17.1.125

Lewin, K. (1939). Field theory and experiment in social psychology: concepts and methods. Am. J. Sociol. 44, 868–896. doi: 10.1086/218177

Mauno, S., De Cuyper, N., Kinnunen, U., Ruokolainen, M., Rantanen, J., and Mäkikangas, A. (2015). The prospective effects of work–family conflict and enrichment on job exhaustion and turnover intentions: comparing long-term temporary vs. permanent workers across three waves. Work Stress 29, 75–94. doi: 10.1080/02678373.2014.1003997

McAdams, D. P., and de St. Aubin, E. (1992). A theory of generativity and its assessment through self-report, behavioral acts, and narrative themes in autobiography. J. Pers. Soc. Psychol 62, 1003–1015. doi: 10.1037/0022-3514.62.6.1003

McNall, L. A., Scott, L. D., and Nicklin, J. M. (2015). Do positive affectivity and boundary preferences matter for work-family enrichment? A study of human service workers. J. Occup. Health Psychol. 20, 93–104. doi: 10.1037/a0038165

Moghimi, D., Zacher, H., Scheibe, S., and Yperen, N. W. V. A. N. (2016). The selection, optimization, and compensation model in the work context: a systematic review and meta-analysis of two decades of research. J. Organ. Behav. 38, 247–275. doi: 10.1002/job

Müller, A., Heiden, B., Herbig, B., Poppe, F., and Angerer, P. (2015). Improving well-being at work: a randomized controlled intervention based on selection, optimization, and compensation. J. Occup. Health Psychol. 21, 169–181. doi: 10.1037/a0039676

Oostrom, J. K., Pennings, M., and Bal, P. M. (2016). How do idiosyncratic deals contribute to the employability of older workers? Career Dev. Int. 21, 176–192. doi: 10.1108/CDI-08-2015-0112

Park, I.-J., and Jung, H. (2015). Relationships among future time perspective, career and organizational commitment, occupational self-efficacy, and turnover intention. Soc. Behav. Pers. Int. J. 43, 1547–1561. doi: 10.2224/sbp.2015.43.9.1547

Peetsma, T., and van der Veen, I. (2011). Relations between the development of future time perspective in three life domains, investment in learning, and academic achievement. Learn. Instr. 21, 481–494. doi: 10.1016/j.learninstruc.2010.08.001

Qian, J., Lin, X., Han, Z. R., Tian, B., Chen, G. Z., and Wang, H. (2015). The impact of future time orientation on employees’ feedback-seeking behavior from supervisors and co-workers: the mediating role of psychological ownership. J. Manag. Organ. 21, 336–349. doi: 10.1017/jmo.2014.78

Rabinovich, A., Morton, T., and Postmes, T. (2010). Time perspective and attitude-behaviour consistency in future-oriented behaviours. Br. J. Soc. Psychol. 49, 69–89. doi: 10.1348/014466608X401875

Raymo, J. M., and Sweeney, M. M. (2006). Work-family conflict and retirement preferences. J. Gerontol. B Psychol. Sci. Soc. Sci. 61, 161–169. doi: 10.1093/geronb/61.3.S161

Ries, B. C., Diestel, S., Shemla, M., Liebermann, S. C., Jungmann, F., Wegge, J., et al. (2013). “Age diversity and team effectiveness,” in Age-Differentiated Work Systems, eds C. M. Schlick, E. Frieling, and J. Wegge (Berlin: Springer), 89–118.

Rudolph, C. W. (2016). Lifespan developmental perspectives on working: a literature review of motivational theories. Work Aging Retirement 2, 130–158. doi: 10.1093/workar/waw012

Schaufeli, W. B., and Taris, T. W. (2014). “A critical review of the job demands-resources model: implications for improving work and health,” in Bridging Occupational, Organizational and Public Health: A Transdisciplinary Approach, eds G. Bauer and O. Hämmig (Amsterdam: Springer), 43–68.

Scheibe, S., Spieler, I., and Kuba, K. (2016). An older-age advantage? Emotion regulation and emotional experience after a day of work. Work Aging Retirement 2, 307–320. doi: 10.1093/workar/waw010

Schmitt, A., Gielnik, M. M., Zacher, H., and Klemann, D. K. (2013a). The motivational benefits of specific versus general optimism. J. Posit. Psychol. 8, 425–434. doi: 10.1080/17439760.2013.820338

Schmitt, A., Zacher, H., and De Lange, A. H. (2013b). Focus on opportunities as a boundary condition of the relationship between job control and work engagement: a multi-sample, multi-method study. Eur. J. Work Organ. Psychol. 22, 505–519. doi: 10.1080/1359432X.2012.698055

Seijts, G. H. (1998). The importance of future time perspective in theories of work motivation. J. Psychol. 132, 154–168. doi: 10.1080/00223989809599156

Shipp, A. J., Edwards, J. R., and Lambert, L. S. (2009). Conceptualization and measurement of temporal focus: the subjective experience of the past, present, and future. Organ. Behav. Hum. Decis. Process. 110, 1–22. doi: 10.1016/j.obhdp.2009.05.001

Sia, S. K., Sahoo, B. C., and Duari, P. (2015). Gender discrimination and work engagement: moderating role of future time perspective. South Asian J. Hum. Resour. Manag. 2, 58–84. doi: 10.1177/2322093715577443

Stamov-Roßnagel, C. (2015). “Work motivation and aging,” in Encyclopedia of Geropsychology, ed. N. A. Pachana (Singapore: Springer), 2498–2503.

Strathman, A., Gleicher, F., Boninger, D. S., and Edwards, C. S. (1994). The consideration of future consequences: weighing immediate and distant outcomes of behavior. J. Pers. Soc. Psychol. 66, 742–752. doi: 10.1037/0022-3514.66.4.742

Thrasher, G. R., Zabel, K., Wynne, K., and Baltes, B. B. (2015). The importance of workplace motives in understanding work-family issues for older workers. Work Aging Retirement 2, 1–11. doi: 10.1093/workar/wav021

Treadway, D. C., Breland, J. W., Adams, G. L., Duke, A. B., and Williams, L. A. (2010). The interactive effects of political skill and future time perspective on career and community networking behavior. Soc. Netw. 32, 138–147. doi: 10.1016/j.socnet.2009.09.004

Treadway, D. C., Duke, A. B., Perrewe, P. L., Breland, J. W., and Goodman, J. M. (2011). Time may change me: the impact of future time perspective on the relationship between work-family demands and employee commitment. J. Appl. Soc. Psychol. 41, 1659–1679. doi: 10.1111/j.1559-1816.2011.00777.x/full

Truxillo, D. M., Cadiz, D. M., Rineer, J. R., Zaniboni, S., and Fraccaroli, F. (2012). A lifespan perspective on job design: fitting the job and the worker to promote job satisfaction, engagement, and performance. Organ. Psychol. Rev. 2, 340–360. doi: 10.1177/2041386612454043

Van den Broeck, A., Van Ruysseveldt, J., Smulders, P., and De Witte, H. (2011). Does intrinsic value orientation strengthen the impact of job resources? A perspective from the job demands- resources model. Eur. J. Work Organ. Psychol. 20, 581–609. doi: 10.1080/13594321003669053

Wallace, M. (1956). Future time perspective in schizophrenia. J. Abnorm. Soc. Psychol. 52, 240–245. doi: 10.1037/h0039899

Wang, M., Burlacu, G., Truxillo, D., James, K., and Yao, X. (2015). Age differences in feedback reactions: the roles of employee feedback orientation on social awareness and utility. J. Appl. Psychol. 100, 1296–1308. doi: 10.1037/a0038334

Wayne, J. H., Randel, A. E., and Stevens, J. (2006). The role of identity and work–family support in work–family enrichment and its work-related consequences. J. Vocat. Behav. 69, 445–461. doi: 10.1016/j.jvb.2006.07.002

Weikamp, J. G., and Göritz, A. S. (2015). How stable is occupational future time perspective over time? A six-wave study across 4 years. Work Aging Retirement 1, 369–381. doi: 10.1093/workar/wav002

Weikamp, J. G., and Göritz, A. S. (2016). Organizational citizenship behaviour and job satisfaction: the impact of occupational future time perspective. Hum. Relat. 69, 2091–2115. doi: 10.1177/0018726716633512

Xanthopoulou, D., Bakker, A. B., Demerouti, E., and Schaufeli, W. B. (2007). The role of personal resources in the job demands-resources model. Int. J. Stress Manag. 14, 121–141. doi: 10.1037/1072-5245.14.2.121

Yeung, D. Y., Fung, H. H., and Chan, D. K.-S. (2013). Positive effect of social work-related values on work outcomes: the moderating role of age and work situation. J. Gerontol. B Psychol. Sci. Soc. Sci. 70, 235–246. doi: 10.1093/geronb/gbt094

Zacher, H. (2013). Older job seekers’ job search intensity: the interplay of proactive personality, age and occupational future time perspective. Ageing Soc. 33, 1139–1166. doi: 10.1017/S0144686X12000451

Zacher, H., and de Lange, A. H. (2011). Relations between chronic regulatory focus and future time perspective: results of a cross-lagged structural equation model. Pers. Individ. Dif. 50, 1255–1260. doi: 10.1016/j.paid.2011.02.020

Zacher, H., and Frese, M. (2009). Remaining time and opportunities at work: relationships between age, work characteristics, and occupational future time perspective. Psychol. Aging 24, 487–493. doi: 10.1037/a0015425

Zacher, H., and Frese, M. (2011). Maintaining a focus on opportunities at work: the interplay between age, job complexity, and the use of selection, optimization, and compensation strategies. J. Organ. Behav. 32, 291–318. doi: 10.1002/job

Zacher, H., Hacker, W., and Frese, M. (2016). Action regulation across the adult lifespan (ARAL): a meta-theory of work and aging. Work Aging Retirement 2, 286–306. doi: 10.1093/workar/waw015

Zacher, H., Heusner, S., Schmitz, M., Zwierzanska, M. M., and Frese, M. (2010). Focus on opportunities as a mediator of the relationships between age, job complexity, and work performance. J. Vocat. Behav. 76, 374–386. doi: 10.1016/j.jvb.2009.09.001

Zacher, H., and Yang, J. (2016). Organizational climate for successful aging. Front. Psychol. 7:1007. doi: 10.3389/fpsyg.2016.01007

Zaniboni, S., Truxillo, D. M., and Fraccaroli, F. (2013). Differential effects of task variety and skill variety on burnout and turnover intentions for older and younger workers. Eur. J. Work Organ. Psychol. 22, 306–317. doi: 10.1080/1359432X.2013.782288

Zimbardo, P. G., and Boyd, J. N. (1999). Putting time in perspective: a valid, reliable individual-differences metric. J. Pers. Soc. Psychol. 77, 1271–1288. doi: 10.1037//0022-3514.77.6.1271

Conflict of Interest Statement: The authors declare that the research was conducted in the absence of any commercial or financial relationships that could be construed as a potential conflict of interest.

Copyright © 2017 Henry, Zacher and Desmette. This is an open-access article distributed under the terms of the Creative Commons Attribution License (CC BY). The use, distribution or reproduction in other forums is permitted, provided the original author(s) or licensor are credited and that the original publication in this journal is cited, in accordance with accepted academic practice. No use, distribution or reproduction is permitted which does not comply with these terms.

OPS/images/fpsyg-08-00413-g001.jpg
Studies retrieved from databases (k = 566):
- PsycINFO (k = 303)

- Scopus (k = 263)

- Science direct (k = 59)
-JSTOR (k = 3)

Studies after
removing (k

Full text stud

Studies published between
2009 and 2016 (k = 159)

duplicates
=370)

ies assessed

for eligibility (k = 19)

Studies final

y selected

after additional search (k =

33)

Studies excluded on basis of abstract (k = 135)

Did not use FTP scale from Carstensen and Lang
(1996) or did not use adapted items from Zacher
and Frese (2009)

Not conducted in the work context

Not quantitative methodology

Conceptual papers

S

Studies included after additional search (k = 14)

Based on additional keywords ("FTP" or "focus
on opportunities")
Scientific online platforms (recent studies)






OPS/images/fpsyg-08-00413-g002.jpg
Individual Antecedents

- Age
« Subjective general health
« Promotion orientation
« Prevention orientation

General Future Time
Perspective

Contextual Antecedents

+  HRM systems

+ Motivation enhancing-HRM
practices

+ Ideals for tasks and work
responsibilities

Note. FO = Focus on opportunities: RT = Remaining Time

Occupational Well-Being
Outcomes

+ Job satisfaction
+ Affective commitment
- Work engagement

Motivational outcomes

« Growth motives

+  Esteem motives

* Generativity motives

« Intrinsic work motivation

[FO & RT]

+ Extrinsic work mofivation
[RT]

* Motivation to continue

working [RT]

Behavioral and Attitudinal
Outcomes

+ Developmental fulfillment

« Citizenships obligations

« In-role obligations

+ Career commitment
(continuance and normative)

« Carcer-related networking

+ Promotion focus

« Occupational self-efficacy

« Jobcrafing

Employability






OPS/images/fpsyg-08-00413-g003.jpg
Individual Antecedents

. Age[FO&RT]

* Mental health [FO]

* General optimism [FO]

+ Use of SOC strategies
[Fo]

Contextual Antecedents

+ Negative age-
metastereotypes [OFTP]

+ Job complexity [FO]

« Job control [FO]

+ Organizational Climate for
Successful Aging [FO]

ceupational Future Time
Perspective

Remaining time

Occupational Well-Being
Outcomes

« Psychological distress
[OFTP]

« Tob satisfaction [FO]

* Work engagement [FO]

+ Organizational commitment
[Fo]

Focus on opportuities

P! SRR

Note. FO = Focus on opportunities: RT = Remaining Time

Motivational outcomes

+ Motivation to continue
working after official
retirement age [FO]

* Leaming goal orientation
[RT)

+ Atitude toward leaming and
development [RT]

Behavioral and Attitudinal
Outcomes

« Intention to retire [OFTP]

* Leaming self-efficacy [RT &
FO]

+ OCBO [FO]

* Leaming value [FO]

« Employability [FO]

+ Venture growth [FO]

+ Work performance [FO]






OPS/images/cross.jpg
3,

i





OPS/images/cover.jpg
, frontiers
in Psychology

Future Time Perspective in the
Work Context: A Systematic
Review of Quantitative Studies





OPS/images/fpsyg-08-00413-t001.jpg
Research focus

General FTP (Carstensen
and Lang, 1996)

OFTP (Zacher and Frese,
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Items

(1) Many opportunities await me in the future

(2) | expect that | will set many new goals in the
future

(3) My future is filled with possibilities

(4) Most of my life lies ahead of me

(5) My future seems infinite to me

(6) | could do anything | want in the future

(7) There is plenty of time left in my life to make new
plans
(8) I have the sense time is running out (reverse
coded)

(9) There are only limited possibilities in my future
(reverse coded)

(10) As | get older, | begin to experience time as
limited (reverse coded)

(1) Many opportunities await me in my occupational
future*

(2) I expect that | will set many new goals in my
occupational future*

(8) My occupational future is filled with possibilities*
(4) | could do anything | want in my occupational
future

(5) There are only limited possibilities in my
occupational future (reverse coded)

(6) There is plenty of time left in my occupational life
to make new plans

(7) Most of my occupational life lies ahead of me*
(8) My occupational future seems infinite to me*

(9) I have the sense that my occupational time is
running out (reverse coded)

(10) As | get older, | begin to experience time in my
occupational future as limited (reverse coded)*

*ltems that were included in the original OFTP scale by Zacher and Frese (2009).
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Research directions for studies in the work
context

e Additional individual antecedents (e.g., personality,
gender)

e Additional contextual antecedents (e.g., task and
skill variety, ageism, work-family interface)

e Additional consequences (e.g., psychological
health, socio-emotional motives, general
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and remaining time)

e Status of FTP (e.g., personal resource?)

e Role of FTP in the JD-R model (e.g., moderator
and/or mediator?)

Longitudinal designs

e Experimental designs (e.g., vignette)
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Emphasize the difference between the two
concepts
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and remaining time)

Test the factorial structure of FTP at work

e Investigate specific antecedents and
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