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Abstract

Background: Asiais ageing. There are now more older persons in the workforce, and there is a need to ensure that these older
workers can continue learning and upskilling effectively. We aim to integrate the current research on intergenerational learning
in the workplace to discern how older workers can continue practising lifelong learning.

Objective: Within the field of organisational age management, current research is predominantly focused on intergenerational
knowledge transfer, where older workers transfer their expertise to younger workers. Older adults are traditionally viewed as
knowledge senders while younger workers are viewed as knowledge receivers.

M ethods: We conducted a scoping review using the PRISMA methodology and selected ten articles from the recent five years
for review.

Results: The experience that older workers have is invaluable. However, the knowledge that younger workers can provide their
older colleagues should not be overlooked. It is equally important for older adults to continue learning and upskilling in the
workplace, and younger workers can play an instrumental part in that by sharing, in particular, their technology skills. This
bidirectional sharing of skill sets applies both within the same workplace and across different working sectors. Furthermore,
intergenerational training and development programs, which older and younger adults participate in together, allow them to learn
from and among each other. An additional benefit of these intergenerational interaction opportunities is the reduction of ageism
against older adults, which can further empower them.

Conclusions. Organisations should further explore mentorship/reverse mentorship programs that alow different generations to
learn from each other, as well as training and development programs where employees of different age groups learn together. In
addition, in order to inculcate lifelong learning as a lifestyle, organisations should encourage knowledge sharing to happen on an
everyday basis, in particular via strong intergenerational cooperation in age-diverse teams. This can be fostered by giving
workers greater job autonomy, cultivating a learning culture in the workplace, and building an environment of trust and
intergenerational solidarity between employees. Making active efforts towards intergenerational learning has also been shown to
alleviate the effects of age stereotypes and prejudices in the workplace, which can further promote intergenerational knowledge
sharing. Clinical Trial: Nil
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Abstract

Asia is ageing. There are now more older persons in the workforce, and there is a need to ensure that
these older workers can continue learning and upskilling effectively. We aim to integrate the current
research on intergenerational learning in the workplace to discern how older workers can continue
practising lifelong learning. We conducted a scoping review using the PRISMA methodology and
selected ten articles from the recent five years for review. Within the field of organisational age
management, current research is predominantly focused on intergenerational knowledge transfer,
where older workers transfer their expertise to younger workers. Older adults are traditionally
viewed as knowledge senders while younger workers are viewed as knowledge receivers. Indeed, the
experience that older workers have is invaluable. However, the knowledge that younger workers can
provide their older colleagues should not be overlooked. It is equally important for older adults to
continue learning and upskilling in the workplace, and younger workers can play an instrumental
part in that by sharing, in particular, their technology skills. This bidirectional sharing of skill sets
applies both within the same workplace and across different working sectors. Furthermore,
intergenerational training and development programs, which older and younger adults participate in
together, allow them to learn from and among each other. An additional benefit of these
intergenerational interaction opportunities is the reduction of ageism against older adults, which can
further empower them. We conclude with making recommendations for how organisations can
support intergenerational learning.

Keywords: lifelong learning, workplace, knowledge sharing, ageing workforce, intergenerational
interaction

Background
Ageing Workforce

Many organisations are now confronted with serious challenges due to demographic changes
(Schmidt & Muehlfeld, 2017), where workforces become increasingly age diverse (Rudolph &
Zacher, 2015). There is a growing number of older employees relative to younger ones. This is
especially true in Asia, which is ageing rapidly — it is estimated that one in four people in Asia and
the Pacific will be over 60 years old by 2050, tripling from 2010 to 2050 (Asian Development Bank,
2021). In Japan, which is one of the fastest-ageing societies in the world, 71.0% of older adults aged
60-64 years old were employed in 2020, up from 57.1% in 2010 (Cabinet Office, 2021). This trend
also holds true in Singapore, where the proportion of workers aged 55 and over rose from 16.5% in
2010 to 25.7% in 2020 (Ministry of Manpower, 2021). This could be a source of concern partly
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because ageing will impact how knowledge-productive an organisation is (Stam, 2009). At the same
time, the nature of work is becoming “more dynamic, interactive, and complex” (Gerpott &
Fasbender, 2020). There is hence an urgent need for older employees to continue to learn and acquire
new skills and for organisations to support them in doing so.

Intergenerational Lifelong Learning

Older workers should hence inculcate lifelong learning into their lives, and organisations should
promote it with well-designed training approaches, which can benefit older workers (Husic et al.,
2020). When older employees are given the chance to learn and further develop their career, their
motivation to continue working increases (Kooij et al., 2008). Educating older workers can also
improve competitiveness and economic growth (Bencsik & Trunkos, 2009).

In this vein, intergenerational learning — defined as “individuals’ joint construction of knowledge
through an exchange of information with one or more individuals from different age groups”
(Gerpott & Fasbender, 2020) — is an approach that can realise lifelong learning for older employees.
Intergenerational learning can be characterised as the collaboration between different generations so
as to “exchange information, knowledge, experiences, values, stories, and joint development of
practices”. This practice can increase mutual understanding and cohesiveness between people of
different ages (Licen, 2021). There is some evidence that intergenerational learning can benefit older
workers (Ropes, 2013), and can allow them to remain active for a longer period (Tang & Martins,
2021).

However, older employees are likely to have fewer opportunities to learn at work than their younger
counterparts (Beck, 2014), and companies tend to put in less investment in the training of older
employees (Verworn and Hipp, 2020).

Knowledge Transfer in the Workplace

The primary way in which intergenerational learning happens in the workplace is through
intergenerational knowledge transfer. Knowledge transfer can be defined as "the process through
which one unit (e. g. group, department, or division) is affected by the experience of another"
(Argote & Ingram, 2000). Other authors have characterised knowledge transfer as a process of
transferring information from one source to another (Wang & Noe, 2010). More recent research has
further broken this process down into two distinct actions: knowledge sharing and knowledge
seeking (Schmidt & Muehlfeld, 2017). Knowledge sharing involves providing information and
knowledge, such as by explicitly showing procedures to colleagues, whereas knowledge seeking
describes the obtaining of knowledge from others, such as by asking colleagues (Wilkesmann,
Wilkesmann, & Virgillito, 2009). Knowledge transfer is a dyadic and interactive process (Reinholt et
al., 2011) and can occur through different mediums, such as face-to-face or online (Wang & Noe,
2010).

Different types of knowledge are most commonly distinguished as explicit or tacit knowledge.
Explicit knowledge is “formal and standardised knowledge that can be codified and transferred more
easily”, while tacit knowledge is more difficult to codify and pass on as it is based on experience
(Schmidt & Muehlfeld, 2017). Because tacit knowledge is organisation-specific and difficult to
imitate (Ambrosini & Bowman, 2001), the threat of losing it when older workers leave the workforce
is particularly serious, and it must occur for the organisation to continue to function (Sprinkle &
Urick, 2018).
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Hence, knowledge transfer is seen as a possible solution to prevent the loss of tacit and explicit
knowledge (Argote & Ingram, 2000).

Obijective

In this study, we aim to integrate existing literature on intergenerational learning and knowledge
sharing in the workforce to examine how older workers can continue practising lifelong learning. We
then discuss how companies can support their older employees in this process. We define older
workers as individuals over the age of 50, following the precedent set in previous research (Gerpott
& Fasbender, 2020). We do not restrict the scope to Asia due to the limited research specific to the
region; however, the findings should nevertheless be applicable.

Methodology

We conducted a scoping review on intergenerational learning in the workplace using the PRISMA
methodology (Moher, 2009). In this section, we elaborate on the PRISMA methodology's four
protocols, which we used for this paper. The PRISMA diagram is presented in Figure 1.

Figure 1
PRISMA diagram for literature review on intergenerational learning in the workplace
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We searched three databases, Web of Science, Scopus, and PubMed, for relevant peer-reviewed
papers published from 2017 to 2022. This search was done in August 2022. The research keywords
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used included a combination of the terms “older persons”, “intergenerational learning”, “workforce”,
“workplace learning”, and other related terms.

Screening

Over 1,500 articles were obtained from the search, which was reduced to 1,319 articles after
removing duplicates. We then shortlisted articles based on a review of titles and abstracts, excluding
articles that were not in English, were published before 2017, or that did not align with this study’s
research objectives. A total of 35 articles were shortlisted.

Eligibility
In the eligibility stage, we assessed the full text of the shortlisted articles for their eligibility for
inclusion in this study. Some of the articles had promising abstracts that included relevant keywords,
but the full-text article had only limited mention of intergenerational learning in the workplace. Such

studies were not included in this scoping review. We also excluded studies that did not include older
persons above the age of 50 and articles where the full text was not available or not accessible.

Included

Finally, we included ten articles that matched our research topic of intergenerational learning in the
workplace. We consolidated a summary of the articles in Table 1, which outlines the contributing
authors, type of study, a brief overview, and the key findings of each study. Some articles covered a
broader scope than this review, and so contained findings that are not under our research scope. In
such cases, only the relevant findings were discussed.

Table 1
Summary of articles found in scoping review
Type of
Authors Study Overview Relevant Key Findings
Data was collected from
employees of various companies
to develop a multidimensional|Intergenerational synergy in
model of a healthy and|the  workplace  fosters
entrepreneurial work|intergenerational knowledge
environment for older(sharing and cooperation,
employees and determine its|which increases employee
RoZman et al. impact on their work|engagement and  work
(2022) Quantitative |engagement during COVID- 19. |outcomes.
Preschool teachers aged 24-65|Intergenerational learning in
Sindic et al. were  surveyed on  how|cooperation with colleagues
(2022) Quantitative |intergenerational learning|has positive outcomes on
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affected professional

cooperation  and  personal

growth; inclusion of the elderly
and

in  educational  work

humanities education; and

prejudices and stereotypes.

one's  professional  and
personal development, and
reduces prejudice against

older adults.

Lagacé et al.

(2022)

Quantitative

Canadian workers aged 18-68

were assessed on whether

intergenerational contact and
knowledge sharing contribute to

reducing ageism.

Quality and quantity of

intergenerational contact
and knowledge sharing
contribute  to  reducing

ageism, increasing worker
engagement, and increases
intention to remain in the

organisation.

Pit et al.|Mixed

(2021) methods

The authors presented case

studies of 15 different countries,
showing how each country was
responding to the effect of
COVID-19 on an ageing

workforce.

In Thailand, reciprocal

intergenerational  learning
took place, with young
people teaching older adults
digital literacy while the
latter transferred traditional
agricultural knowledge to

the latter.

Gerpott &
Fasbender

(2020)

Conceptual

The authors presented a

conceptual model detailing the
emotional

motivational and

consequences linking social

comparison processes in
meetings to intergenerational

learning outcomes.

Implicit age norms and

social could

hinder

comparison

bidirectional
intergenerational learning as
younger workers feel less
empowered to share their

knowledge.

Grah et al
(2019)

Qualitative

A case study of a high-end
luxury fashion designer, who
was interviewed on  age
management practices and how

to encourage older employees to

Older workers serve as
excellent mentors to young
people and their value as
should

experts not be

neglected.
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remain in the workforce.
Organisations should seek
The paper explores knowledge|to improve intergenerational
management issues and|interactions holistically, and
development initiatives related|development programs
Sprinkle & to intergenerational phenomena|should be flexible and
Urick (2018) |Conceptual [in the workplace. individualistic.
Older workers are perceived
as knowledge senders while
younger workers are
perceived as knowledge
Two studies were conducted torecipients. Trustworthiness
examine perceptions of age and|plays a major role in
Burmeister et their effect on intergenerational |improving bidirectional
al. (2018) Quantitative |knowledge transfer. knowledge transfer.
Organisational level
characteristics and network
characteristics have
different effects on
intergenerational knowledge
transfer compared to
intragenerational knowledge
transfer. The differences
A systematic review on the|between generations impact
literature around|positive ~ and  negative
Schmidt & intergenerational knowledge|antecedents of
Muehlfeld Systematic |transfer to formulate a set of|intergenerational knowledge
(2017) Review propositions for future research. |transfer.
Kaplan et al.[Conceptual |The authors discuss promising|Intergenerational learning
(2017) models of programs that|programs can include both
promote intergenerational|mentorship and reverse
learning in the workplace. mentorship, and incorporate
training to stimulate
learning among and
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| | |between the generations.

Findings and Discussion
Mentorship

The literature on intergenerational learning in the workplace is primarily focused on knowledge
transfer, with a heavy emphasis on how to effectively transfer tacit and explicit knowledge from
older workers to younger workers. This implicitly assumes that older workers do not have much to
learn or no longer need to learn. However, in this review, we proceed under the premise that older
workers can and should actively practise lifelong learning in the workforce, and that there is still
much that they can learn from and with their younger colleagues. That said, it would be remiss to
neglect the role that older workers play in passing on their knowledge and skills to younger workers,
so we briefly discuss it here.

Grah et al. (2019), by interviewing a highly successful fashion designer, emphasise the value that
older workers have due to their knowledge and experience; they are “appreciated experts”. They
serve as excellent mentors to younger workers and can guide the latter to make faster progress and
learn more quickly, both in their careers and in life. This has undisputed benefits for the business and
for society at large.

Bidirectional Knowledge Sharing

In contrast to unidirectional knowledge transfer, where older workers only occupy the role of
knowledge sharers and younger workers only occupy the role of knowledge seekers, we are more
concerned with bidirectional knowledge sharing, where older workers and younger workers learn
from each other. Unidirectional knowledge transfer can be very limiting: it overlooks the fact that
younger workers can also possess valuable knowledge that can be shared with their colleagues to
increase individual and organisational productivity (Burmeister et al, 2018). Furthermore, older
workers are not given the opportunity to learn and seek knowledge. As a result, organisations that
only encourage unidirectional knowledge transfer between older and younger workers may not
realise the full potential of their age-diverse workforces (Burmeister et al., 2018), where members of
different generations can help each other learn (Urick, 2020).

In an age-diverse workforce, employees of different age groups can share their varying and valuable
knowledge with their colleagues in the organisation (Burmeister et al., 2018). These varying age
groups usually have different but equally essential experiences and skills. For example, while older
workers can share institutional memory or social knowledge like how to resolve conflicts (Sindic et
al., 2022; Schmidt & Muehlfeld, 2017), younger workers can help to make use of the knowledge
base of older workers by probing them and having discussions with them and can guide older
workers on how to use new technologies (Burmeister et al., 2018).

This ability for younger workers to share their technological knowledge with their older colleagues
has been much discussed, and can be seen across various sectors. For example, Sindic et al. (2022)
demonstrated that older preschool teachers learn information and communications technologies
(ICT) from their younger colleagues. Schmidt & Muehlfeld (2017) go further to conceptualise
younger and older workers as ‘digital natives’ and ‘digital immigrants’ respectively, borrowing those
terms from Prensky (2001). Younger workers (‘digital natives’) would have grown up with
technology and can understand it intuitively, while older workers (‘digital immigrants’) face
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problems with learning new technology. In this sense, older employees could benefit greatly from the
knowledge of younger colleagues.

Furthermore, intergenerational learning, which can happen during professional cooperation between
generations (Sindic et al, 2022), strengthens intergenerational cooperation. Intergenerational
cooperation is crucial for creating good working conditions and an attractive working environment
(RoZman et al., 2022). Strong intergenerational cooperation can boost work engagement for both
younger and older employees (RoZman et al., 2022; Lagacé et al., 2022).

However, bidirectional knowledge sharing is a difficult process that require both parties to put in
time and effort, and it can be further hindered by effects from age norms (Burmeister et al., 2018),
which are ‘widely shared judgments of the standard or typical age of individuals holding a role or
status’ (Lawrence, 1988). In an empirical study of 450 employees aged 19-66 years old, Burmeister
et al. (2018) found that older people were more likely to be perceived as a knowledge sharer and less
likely to be perceived as a knowledge seeker. In line with this, they were more likely than younger
workers to be perceived as being motivated to share knowledge, but were also less likely than
younger workers to be perceived as being able to share knowledge. In other words, older workers
were perceived as wanting to share their knowledge but not actually being able to. The authors
attributed this to possible prejudiced stereotypes that older workers are less competent due to reduced
mental capabilities.

At the same time, older workers were also less likely than younger workers to be perceived as both
able and motivated to receive knowledge; in other words, younger workers were seen as eager and
capable knowledge seekers. This indicates the existence of age norms that portray younger workers
as inexperienced but open to learning, in contrast to older workers, who are seen as less willing and
able to learn (Burmeister et al., 2018).

Notably, Burmeister et al. also found that trustworthiness served as an important moderator in the
relationships between age and perceived ability and motivation to share knowledge. Older workers
with high trustworthiness were perceived as more able to share knowledge, potentially combating the
effect of the aforementioned negative age stereotypes. Likewise, younger workers with high
trustworthiness were perceived as more willing to share knowledge, which could be of benefit to
their older colleagues. These findings demonstrate the importance of trustworthiness in the
bidirectional knowledge sharing between older and younger workers.

Thus far, we have discussed bidirectional knowledge sharing within organisations. However, there is
also potential for knowledge sharing across different organisations or even different sectors, which
can be particularly useful for reenergizing sectors by upgrading the skillsets of workers in those
sectors. Pit et al. (2021) describes the case study of Thailand, where such cases of intergenerational
solidarity were seen during the COVID-19 pandemic. The pandemic forced younger workers in
heavily affected sectors, such as the tourism industry, to branch out into new career opportunities.
For example, they worked with older, less tech-savvy business owners and taught them about e-
commerce, which helped to keep these businesses afloat. There was also an increase in young people
moving from urban to rural areas to take up agriculture, learning from older farmers. These young
people could combine their digital skills with the traditional agricultural knowledge they gain from
older farmers. Further opportunities can be explored in this vein and concrete programs could be put
in place to encourage such cross-sector intergenerational learning and upskilling.
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Intergenerational Training and Development Programs

There is more limited, but no less important, literature on intergenerational training and development
programs, where older and younger workers participate together, in the process both learning with
and from each other. These programs and workshops would encourage the exchange of knowledge,
skills, and experience between older and younger workers in the process of learning, and can be held
both in-person and online (Lagacé et al., 2022). Kaplan et al. (2017) discusses several pre-existing
programs, and highlights how intergenerational training and workshops can “stimulate learning
among and between the generations”, and is a low-investment way of encouraging knowledge
generation and innovation. The creation and maintenance of intergenerational teams, where people of
different generations work together and learn on the job together, can serve a similar purpose
(Kaplan et al., 2017).

Reducing Ageism

Age stereotypes are still unfortunately common in the workplace. These myths and stereotypes can
create tension between generations (Kaplan et al., 2017). There is a significant amount of literature
on the explicit content of these stereotypes, primarily that older employees presumably have “lower
performance, slow actions, and resistance to change” (Schmidt & Muehlfeld, 2017). They are also
seen as unmotivated (RoZman et al., 2022). These views are commonly held by both younger
employees and supervisors (Schmidt & Muehlfeld, 2017).

These prejudiced stereotypes could have negative consequences for older workers, and could
develop into age discrimination (RoZman et al., 2022). For example, older employees experienced a
decrease in performance after being primed with negative stereotypes (Schmidt & Muehlfeld, 2017).

Many solutions have been proposed to combat ageism, most of which emphasise direct
intergenerational contact (Kaplan et al., 2017). A specific way to realise this could be through
intergenerational knowledge sharing. Knowledge sharing behaviours represent both quantity and
quality intergroup contact. Intergenerational knowledge sharing has been linked to reducing negative
ageist stereotypes in the workplace, possibly because the process of sharing knowledge allows
employees of different generations to get to know each other beyond their age stereotypes (Lagacé et
al.,, 2022). Even in unidirectional knowledge transfer, such as an established mentor/mentee
relationship between an older worker and a younger worker, participants are forced to look beyond
stereotypes. The younger mentee is likely to appreciate the insight and expertise gained from the
older mentor (Sprinkle & Urick, 2018).

Such intergenerational dialogue is associated with “different knowledge, experiences, worldviews,
and ways of thinking”, which can foster understanding between generations and reduce age-related
prejudices and stereotypes (Sindic et al., 2022). Indeed, in an empirical study conducted by Sindic et
al. (2022) on 105 preschool teachers aged 24-65, it was found that the teachers who practised
intergenerational learning were not prone to ageist stereotypes against older people, supporting the
idea that intergenerational dialogue can help to reduce discriminatory barriers between generations.

Supporting Intergenerational Learning

Organisations that can effectively manage and utilise their age-diverse employees have an advantage
over other organisations that do not encourage intergenerational collaboration among their
employees (Agrawal, 2012).
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Such intergenerational collaboration and learning can be fostered through the purposeful cultivation
of workplace cultures and qualities. In particular, organisations can offer its employees a higher level
of autonomy (Schmidt & Muehlfeld, 2017), which includes giving them more opportunities to
interact with colleagues and exchange knowledge (Nonaka, 1994). Furthermore, in organisations that
signal the importance of knowledge sharing and explicitly allow employees to share knowledge with
each other, they are likely to share knowledge that would otherwise not be shared (Mueller, 2014).
On the other hand, knowledge seeking would require less organisational support, because employees
would seek knowledge out of necessity for their job duties. Therefore, job autonomy would have a
larger effect on knowledge sharing than for knowledge seeking (Schmidt & Muehlfeld, 2017).

Organisations can also try to cultivate a learning culture, which denotes “an environment where most
organisational members value learning and strive for high performance through learning” (Schmidt
& Muehlfeld, 2017). A learning culture enables knowledge sharing in the organisation (Jo & Joo,
2011); an organisation that values the learning of its employees sees more exchange of knowledge,
and older employees, in particular, may perceive their expertise as valuable and may feel appreciated
(Schmidt & Muehlfeld, 2017). This would be especially applicable for intergenerational knowledge
transfer, as a learning culture could alleviate the negative effects of ageism against older employees.
It would encourage younger workers to engage in knowledge seeking, while at the same time
enriching the knowledge sharing of older workers. (Schmidt & Muehlfeld, 2017).

Additionally, organisations can cultivate a climate of trust among employees, which would increase
the intrinsic motivation employees have to participate in knowledge transfer (Collins & Smith,
2006). This was also demonstrated by Burmeister et al. (2018), who found that high trustworthiness
benefitted both older and younger workers in their perceived ability to share knowledge. In a similar
vein, Schmidt and Muehlfeld (2017) suggest that co-worker support is positively correlated with
intergenerational knowledge transfer, more so than for similar intragenerational processes, because
older employees express a desire for stronger co-worker support than younger employees.

A crucial factor that affects intergenerational knowledge transfer is perceived age discrimination and
age norms in the workplace. Paradoxically, while intergenerational learning can alleviate the effects
of ageism in the workplace, the latter also impedes the former. More specifically, intergenerational
knowledge transfer is negatively affected by the existence of stereotypes and generational norms. For
example, older workers might, consciously or subconsciously, internalise a negative image of
themselves and have a lower performance, reducing intergenerational knowledge transfer.

On the other hand, for younger workers, age norms such as the norm that they should listen to and
learn from their older and wiser colleagues (Tempest 2003) could be reflected in how younger
workers might be more hesitant to speak up in meetings. As a result, they share less knowledge
(Gerpott & Fasbender, 2020). At the same time, older workers, believing that younger workers would
not care about organisational customs and values, might withhold such information, reducing
intergenerational knowledge transfer (Sprinkle & Urick, 2018).

Schmidt and Muehlfeld (2017) also propose that age discrimination, which is the differential
treatment of employees due to their age (Kunze et al., 2011), has both direct and indirect effects on
intergenerational transfer. First, if older employees do not feel supported by the organisation, they
may reduce knowledge sharing. Additionally, younger employees who hold negative stereotypes
about their older colleagues may reduce their interactions with the latter (Schmidt & Muehlfeld,
2017), or they might perceive older people as unwilling to learn (Warhurst and Black, 2015), thereby
directly inhibiting knowledge transfer. Indirect effects include that an age discrimation climate
negatively impacts employee attitudes and resources — for example, lowering self-esteem and
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reducing job satisfaction — which in turn hampers intergenerational knowledge transfer.

In sum, the transfer of both tacit and experiential knowledge could be improved by reducing the
effect of perceptions of generational differences (Sprinkle & Urick, 2018). Organisations should
therefore devote more attention and resources to improving intergenerational synergy and solidarity
(RoZman et al., 2022).

Future Research

Future research can further explore bidirectional knowledge sharing in the workplace and examine
the dynamics of the younger person—older person dyad in a reverse mentorship. Additionally, more
research should be conducted in Asian societies, especially since there is some evidence that the
cultural differences between Asian and Western societies — and between different Asian societies — is
reflected in the workplace (Park et al., 2019).

Conclusion

In this paper, we have discussed the ways in which intergenerational learning can be realised in the
workplace. While most of the literature on the topic of intergenerational knowledge transfer
emphasises the expert role that older workers can play in mentoring younger workers, we focused
primarily on how older workers can continue to learn and upgrade their skills through
intergenerational learning. It is imperative that we reframe the role of older employees in the
workplace from solely wells of knowledge and experience to one half of the dyadic process of
bidirectional knowledge sharing.

Organisations should further explore mentorship/reverse mentorship programs that allow different
generations to learn from each other, as well as training and development programs where employees
of different age groups learn together. In addition, in order to inculcate lifelong learning as a lifestyle,
organisations should encourage knowledge sharing to happen on an everyday basis, in particular via
strong intergenerational cooperation in age-diverse teams. This can be fostered by giving workers
greater job autonomy, cultivating a learning culture in the workplace, and building an environment of
trust and intergenerational solidarity between employees. Making active efforts towards
intergenerational learning has also been shown to alleviate the effects of age stereotypes and
prejudices in the workplace, which can further promote intergenerational knowledge sharing.
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