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Abstract

This study aimed to analyze intergenerational collaboration in organizations and develop a three-
dimensional model of interactions among Generations X, Y, and Z across individual, group, and
organizational levels of behavior. This developmental-applied study employed a qualitative meta-synthesis
design. A systematic search of studies published from 2000 to 2025 was conducted in Web of Science,
Scopus, ScienceDirect, Emerald Insight, SpringerLink, Wiley Online Library, Google Scholar, SID,
Magiran, Noormags, and Civilica. The initial search identified 684 records, of which 196 duplicates were
removed, leaving 488 studies for title and abstract screening. Following relevance assessment and full-
text evaluation, 38 eligible studies were included in the final meta-synthesis. Data were extracted using a
researcher-developed form and analyzed through open coding, constant comparison, integration of
conceptually similar codes, development of descriptive themes, and generation of higher-order analytical
themes. Analysis of the 38 included studies yielded 612 initial meaning units, which were reduced through
removal of duplication and conceptual integration to 186 initial codes, 45 sub-concepts, and 15 major
components. At the individual level, five components emerged: work values and attitudes, motivation and
reward, attitudes toward technology, learning and development, and communication preferences. At the
group level, intergenerational trust, group communication, knowledge transfer and sharing, teamwork and
role complementarity, and intergenerational conflict management were identified. At the organizational
level, the components comprised inclusive and adaptive leadership, flexible human resource policies, a
culture of collaboration and generational inclusion, intergenerational knowledge management, and digital
infrastructure and work design. The most frequently identified components were a culture of collaboration
and generational inclusion in 36 studies, intergenerational knowledge transfer and management in 35
studies, and trust and inclusive leadership in 34 studies. Intergenerational collaboration is a multilevel and
interactive organizational phenomenon whose outcomes depend not merely on generational membership
but on the interaction among individual characteristics, group processes, and organizational mechanisms;
therefore, strengthening trust, reciprocal learning, knowledge exchange, inclusive leadership, and flexible
organizational policies can transform generational diversity from a potential source of conflict into a
strategic resource for innovation, knowledge continuity, and organizational development.
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Extended Abstract
Introduction
Contemporary organizations increasingly operate with multigenerational workforces in which
employees from Generation X, Generation Y, and Generation Z work simultaneously within shared
organizational structures, teams, and projects. These generations have been shaped by different
social, economic, technological, and cultural experiences, and consequently may differ in their work
values, communication preferences, attitudes toward authority, expectations for career
development, approaches to learning, use of technology, and perceptions of organizational
commitment. Such differences can create both opportunities and challenges. On the one hand,
generational diversity can enrich organizational knowledge, enhance creativity, support innovation,
and facilitate complementary learning. On the other hand, when poorly managed, it can contribute
to misunderstanding, stereotyping, interpersonal conflict, reduced trust, and weakened
organizational cohesion (Rupci¢, 2018; Starks, 2013).
Intergenerational collaboration therefore extends beyond the mere coexistence of employees of
different ages. It refers to the quality of interaction, mutual learning, knowledge exchange, trust,
coordination, and joint contribution among employees who represent different generational
experiences. One important challenge concerns differences in motivational priorities. A single
motivational system may not be equally effective for all generations because employees may differ
in their expectations regarding feedback, recognition, job security, flexibility, professional growth,
and work-life balance (Eglé, 2023). Intergenerational differences can also become sources of
organizational conflict when employees interpret different communication styles, approaches to
technology, or attitudes toward hierarchy as evidence of incompetence, disloyalty, or resistance to
change. Studies of intergenerational conflict in Iranian organizations have similarly emphasized the
importance of value differences, communication patterns, managerial approaches, and
organizational mechanisms in shaping conflict among generations (Adibzadeh et al., 2024; Eskandari
et al., 2023).
Knowledge transfer is another critical dimension of intergenerational collaboration. Experienced
employees often possess substantial tacit knowledge, organizational memory, contextual
understanding, and practical problem-solving expertise, whereas younger employees may contribute
advanced digital skills, familiarity with emerging technologies, rapid information-search strategies,
and greater adaptability to new communication environments. Effective intergenerational
collaboration can therefore protect organizations from knowledge loss while simultaneously
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strengthening innovation. Intergenerational learning and knowledge transfer are particularly
important when experienced employees approach retirement and younger generations assume
more organizational responsibilities (Starks, 2013). Contemporary perspectives increasingly reject a
one-directional model in which older employees teach and younger employees only receive
knowledge. Instead, knowledge exchange is understood as reciprocal and multidirectional, with
traditional mentoring complemented by reverse mentoring and peer-based learning (Kuyken &
Costanza, 2025; Lotharp, 2025).

Workplace intergenerational learning can also support professional development, social integration,
and organizational adaptability. Employees learn not only through formal training programs but also
through everyday collaboration, observation, joint problem-solving, mentoring relationships, and
informal interactions. Such learning can strengthen both individual competencies and collective
capabilities (Garcia-Martin et al., 2025). Evidence from intergenerational wisdom-sharing initiatives
also suggests that structured exchanges between generations can improve perceived value, social
connectedness, and mutual learning (Pillemer et al., 2022). More broadly, intergenerational programs
have demonstrated positive social and psychological outcomes in other contexts, indicating that
meaningful interaction between age groups can produce benefits that extend beyond simple
information exchange (Ebrahimi et al., 2020).

Organizational culture plays a decisive role in determining whether generational differences become
sources of synergy or division. An inclusive intergenerational culture can promote respect,
psychological safety, knowledge sharing, and openness to different perspectives. Evidence
suggests that organizational intergenerational culture can enhance innovation through the mediating
mechanism of knowledge sharing (Talebi Kalishami et al., 2025). Intergenerational collaboration is
also closely related to succession planning, because the replacement of experienced personnel
requires not only appointing new employees but also transferring knowledge, professional judgment,
and institutional experience. Effective succession management therefore depends on competency
development, managerial support, and systematic transfer of experience (Janahmadigol et al., 2023).
Technological transformation further intensifies generational differences because younger cohorts
have developed within digital communication environments that influence their patterns of
interaction, learning, and information processing (Haghparast et al.,, 2024). At the same time,
intergenerational relations are shaped by broader relational and systemic processes, and evidence
from family and social research demonstrates that patterns of interaction, experience, and even
unresolved psychological processes can operate across generations (Erbil & Duyan, 2024; Iyengar
et al., 2014). Intergenerational approaches have additionally been connected with inclusive
governance, sustainability, resilience, and long-term responsibility (Dillman et al., 2023; Valenzuela
et al., 2022). Intergenerational influence may also contribute to the transmission of attitudes and
forms of loyalty across generations (White et al., 2022). Taken together, this body of evidence
suggests that intergenerational collaboration is a multidimensional phenomenon that should be
analyzed simultaneously at the individual, group, and organizational levels. Accordingly, the present
study aimed to synthesize previous research and develop a three-dimensional model of
intergenerational collaboration among Generations X, Y, and Z across individual, group, and
organizational levels of behavior using a meta-synthesis approach.

Methods and Materials

The study was developmental-applied in purpose and qualitative in design, using a meta-synthesis
approach to integrate and reinterpret findings from previous studies on intergenerational
collaboration in organizations. The search covered publications from 2000 through the end of 2025.
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International databases included Web of Science, Scopus, ScienceDirect, Emerald Insight,
SpringerLink, Wiley Online Library, and Google Scholar, while Persian-language databases included
SID, Magiran, Noormags, and Civilica. Search terms included combinations of “intergenerational
collaboration,” “intergenerational cooperation,” “generational diversity,” “generations in the
workplace,” “multigenerational workforce,” “generational differences,” “intergenerational conflict,”
“‘intergenerational knowledge transfer,” “Generation X,” “Generation Y,” “Millennials,” and
“Generation Z,” together with corresponding Persian terms.

The initial search identified 684 records. After removing 196 duplicates, 488 records remained for
title and abstract screening. At this stage, 352 studies were excluded because they were unrelated
to organizational intergenerational collaboration, focused only on age differences, examined non-
organizational contexts without relevant transferable findings, or lacked data on interaction and
collaboration. Full texts of 136 studies were then assessed, and 98 were excluded because of
insufficient conceptual data, exclusive attention to demographic characteristics, unclear generational
classification, inadequate methodological quality, or lack of relevance to the behavioral levels
considered in the study. Finally, 38 studies were included in the meta-synthesis.

Data were collected using a researcher-developed extraction form covering bibliographic
information, study context, research design, generations examined, behavioral level, major
concepts, facilitators and barriers to collaboration, communication patterns, knowledge-transfer
mechanisms, motivational factors, learning preferences, technology use, leadership, human
resource practices, and reported outcomes. Analysis involved repeated reading, extraction of
meaning units, open coding, constant comparison, merging of conceptually similar codes,
development of descriptive themes, and generation of higher-order analytical themes. Codes were
classified simultaneously according to generation—X, Y, and Z—and behavioral level—individual,
group, and organizational.

Findings

Analysis of the 38 included studies produced 612 initial meaning units. After removing duplication,
combining conceptually overlapping expressions, and conducting repeated review, 186 distinct initial
codes remained. These codes were subsequently organized into 45 sub-concepts and finally
synthesized into 15 major components distributed across three behavioral levels.

At the individual level, five major components were identified: work values and attitudes, motivation
and reward, attitudes toward technology, learning and development, and communication
preferences. Communication preferences were reported in 33 studies, work values and attitudes in
31 studies, learning and development in 30 studies, attitudes toward technology in 29 studies, and
motivation and reward in 27 studies. Generation X was generally associated with responsibility,
professional independence, stability, experience, and task commitment. Generation Y was more
strongly associated with participation, continuous feedback, professional growth, flexibility, and
work-life balance. Generation Z was characterized by stronger digital orientation, rapid access to
information, preference for flexibility, experiential diversity, and faster communication. These
differences were not interpreted as fixed traits, but as dominant patterns that could either create
friction or complementarity depending on organizational conditions.

At the group level, five dimensions emerged: intergenerational trust, group communication,
knowledge transfer and sharing, teamwork and role complementarity, and intergenerational conflict
management. Knowledge transfer and sharing was the most frequently identified component,
appearing in 35 studies. Intergenerational trust appeared in 34 studies, group communication in 33,
conflict management in 32, and teamwork in 31. Traditional mentoring, reverse mentoring, peer
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learning, joint problem-solving, and reciprocal knowledge exchange were repeatedly identified as
mechanisms through which generational diversity could become productive. Trust and mutual
recognition of competence were central conditions for successful exchange, whereas generational
stereotypes, knowledge hoarding, rigid hierarchy, and preference for working only with same-
generation colleagues were major barriers.

At the organizational level, five components were identified: inclusive and adaptive leadership,
flexible human resource policies, a culture of collaboration and generational inclusion,
intergenerational knowledge management, and digital infrastructure and work design. A culture of
collaboration and generational inclusion was identified in 36 studies, intergenerational knowledge
management in 35, inclusive leadership in 34, flexible human resource policies in 30, and digital
infrastructure and work design in 28 studies. The synthesis showed that organizational systems
determine whether generational differences become sources of innovation and learning or conflict
and fragmentation. Inclusive cultures, flexible leadership, competence-based role allocation,
structured knowledge-transfer mechanisms, diverse communication channels, and digital support
systems strengthened intergenerational collaboration.

The final model demonstrated that intergenerational collaboration is created through interaction
among the three levels rather than through isolated generational characteristics. At the individual
level, generations bring different resources, expectations, and competencies; at the group level,
these are converted into trust, conflict, learning, or knowledge exchange; and at the organizational
level, culture, leadership, human resource systems, and work design determine whether such
differences become synergistic or divisive.

Discussion and Conclusion

The findings demonstrate that intergenerational collaboration is fundamentally a multilevel
organizational phenomenon. Differences among Generations X, Y, and Z are important, but their
consequences are not predetermined. The same difference that produces conflict in one context
may become a source of complementarity in another. Experienced employees can contribute
institutional memory, tacit knowledge, professional judgment, and contextual expertise, while
younger employees can contribute digital fluency, rapid learning, technological adaptability, and
familiarity with emerging work practices. The strategic challenge is therefore not to eliminate
generational differences, but to construct organizational conditions in which these differences can
be combined productively.

The strongest group-level finding concerned reciprocal knowledge exchange, indicating that
intergenerational collaboration is closely connected with organizational learning. Mentoring should
therefore no longer be treated solely as downward knowledge transfer from senior to junior
employees. Reverse mentoring and collaborative learning can enable younger employees to transfer
technological and emerging professional knowledge while receiving experience-based knowledge
from more senior colleagues. This reciprocal structure can also reduce stereotypes because
employees become exposed to the actual competencies of other generations rather than relying on
assumptions.

Trust emerged as another central mechanism. Without trust, employees may undervalue the
knowledge of other generations, withhold information, or create generational subgroups. Trust is
strengthened when roles are allocated according to competence, when employees work on common
goals, and when organizational systems discourage age-based assumptions. Communication
systems should also accommodate different preferences rather than privileging either traditional
face-to-face communication or digital interaction exclusively.
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At the organizational level, culture and leadership appeared to function as overarching conditions
that shape individual and group processes. Inclusive leadership requires maintaining fairness while
allowing flexibility in communication, development, feedback, and work arrangements. Human
resource systems should similarly provide options rather than assuming that one reward system,
career path, training method, or communication mechanism will satisfy all employees. Importantly,
flexibility should be based on actual employee needs and competencies rather than rigid
generational stereotypes.

The final three-dimensional model suggests that Generation X can contribute strongly to
organizational memory and experience, Generation Y can function as an important bridge between
established and emerging work practices, and Generation Z can contribute substantially to digital
transformation and experimentation with new work patterns. These roles should be interpreted as
analytical tendencies rather than fixed identities. The main contribution of the model is therefore its
emphasis on complementarity and interaction rather than categorization.

Overall, intergenerational collaboration should be considered a strategic organizational capability.
When organizations simultaneously develop individual openness to learning, group-level trust and
knowledge exchange, and organizational systems that support inclusion and flexibility, generational
diversity can become a source of innovation, continuity, resilience, and organizational learning.
Conversely, when these mechanisms are absent, generational diversity may intensify stereotyping,
conflict, knowledge loss, and fragmentation. The proposed model therefore provides an integrated
framework for understanding how Generations X, Y, and Z can collaborate across individual, group,
and organizational levels and how organizations can transform generational diversity from a potential
challenge into a sustainable source of organizational advantage.
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