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ABSTRACT 

 

Intergenerational learning is a part of sustainable workforce 

development, fostering the exchange of expertise and innovative 

practices among diverse age groups. This study explores three 

essential notions for enhancing intergenerational learning in 

organizations. First, it advocates for establishing structured 

mentorship programs that encourage reciprocal exchanges rather 

than one-way knowledge transfers. Second, it emphasizes the 

importance of implementing flexible and inclusive learning 

strategies designed to address the varying needs of different 

generations. Third, it highlights the necessity of aligning learning 

initiatives with organizational objectives and individual 

employee aspirations to promote balanced growth. Through an 

extensive literature review, the study underscores the 

significance of adult education and the benefits of adopting a 

multidimensional approach to intergenerational learning. The 

findings offer actionable insights for organizations aiming to 

build dynamic, knowledge-rich environments supporting 

individual and collective advancement.  

 

Keywords: Intergenerational Learning, Lifelong Learning, 

Mentorship, Social Constructivism 

 

 

1.  INTRODUCTION 

 

Intergenerational learning (IGL) is a concept that promotes the 

exchange of knowledge and skill development between 

individuals from various age groups. It follows three conceptual 

approaches: (1) generations learn from each other, (2) 

generations learn with each other, and (3) generations learn about 

each other [1]. The importance of IGL has received substantial 

focus in academic and professional discussions as societies 

experience swift demographic and technological changes [2].  

 

The concept is grounded in theories of lifelong learning and 

social constructivism, highlighting the active construction of 

knowledge through social interactions and shared experiences. 

Unlike traditional unidirectional learning models, which position 

knowledge transfer as a hierarchical process from senior to junior 

individuals, intergenerational learning promotes a bidirectional 

approach that recognizes the varied contributions of all age 

groups [3]. This collaborative method enhances individual skills 

while reinforcing social cohesion [4] and personal development 

[5]. 

 

A significant number of research has investigated the 

mechanisms, outcomes, and implications of intergenerational 

learning in diverse contexts. Research has investigated IGL 

within educational contexts [6], community programs [7], and 

professional settings [8], [9], emphasizing its capacity to enhance 

cognitive, social, and emotional well-being among individuals 

involved. Also, research demonstrates that IGL fosters cross-

generational empathy, improves mutual respect, and aids in 

transmitting traditional and contemporary knowledge [5]. 

Intergenerational programs reduce age-related stereotypes and 

biases, fostering a more inclusive society [10]. Other empirical 

studies indicate that organizations that actively adopt IGL 

strategies demonstrate enhanced awareness of ageist behavior 

and increase workers’ satisfaction [11]. Research highlights the 

significance of digital technology in facilitating intergenerational 

knowledge exchange, especially in workplace environments 

where digital literacy differs markedly among age groups [12]. 

The transformation of labor markets due to globalization and 

automation necessitates the incorporation of intergenerational 

competency within professional development frameworks [13]. 

 

Moreover, the workplace functions as a significant context for 

intergenerational learning, reflecting the increasing age diversity 

present in contemporary organizations. In light of increased life 

expectancy and evolving retirement trends, multi-generational 

workforces have emerged as a prominent feature of modern 

workplaces. Organizations currently consist of Baby Boomers, 

Generation X, Millennials, and Generation Z employees, each 

contributing unique skills, values, and perspectives [14], [15], 

[16]. In this case, intergenerational learning in the workplace 

occurs via formal mentorship programs, informal knowledge-

sharing interactions, collaborative projects, and gamification [2]. 

 

A notable aspect of IGL in professional settings is the 

dissemination of institutional knowledge. Senior employees 

typically have significant industry experience, historical insights, 

and strategic expertise [17], whereas younger workers contribute 

technological proficiency, adaptability, and innovative problem-

solving skills [18]. The incorporation of these competencies 

enhances organizational agility and ensures knowledge 

continuity. Cross-generational mentorship enhances leadership 

development, allowing younger employees to gain insights from 

seasoned mentors while offering innovative perspectives and 

modern skills [19]. Organizations that promote intergenerational 

learning develop a culture of ongoing enhancement, enabling 

employees to adapt to changing industry requirements. 

 

Despite its many benefits, intergenerational learning in the 

workplace presents several challenges. Generational stereotypes 

and biases constitute a significant obstacle [20]. Variations in 

work ethics, communication methods, and technological 

proficiency may occasionally lead to tensions among employees 

from diverse age cohorts [21]. Older employees may regard 
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younger colleagues as lacking experience or excessively 

dependent on technology, whereas younger workers may see 

senior employees as reluctant to adapt to change [22]. Addressing 

these biases necessitates deliberate actions to cultivate an 

inclusive and respectful workplace culture. 

 

The complexity of implementing effective intergenerational 

learning programs presents a significant challenge. 

Organizations should develop structured initiatives that promote 

meaningful interactions and address diverse learning 

preferences. Traditional hierarchical structures can impede the 

effective exchange of intergenerational knowledge, highlighting 

the need for more flexible and participatory learning models [3].  

 

Furthermore, it is crucial to guarantee equitable access to 

educational opportunities, given that employees may possess 

differing degrees of comfort and proficiency with the emerging 

technologies utilized in IGL programs [23]. Further, 

technological disparities complicate intergenerational learning in 

the workplace. Organizations should allocate resources to 

customized training programs and digital literacy initiatives to 

effectively address these gaps. Younger employees should be 

encouraged to recognize the significance of experiential 

knowledge and industry expertise senior colleagues contribute in 

the workplace [24]. 

 

 

2.  FRAMEWORK 

 

Lifelong learning 
Lifelong learning theory asserts that learning is an ongoing, 

voluntary, and self-directed endeavor for knowledge that spans 

an individual's entire life, encompassing personal and 

professional development beyond formal education [25]. 

Lifelong learning, grounded in constructivist and humanistic 

educational philosophies, highlights the learner's role in 

acquiring, applying, and adapting knowledge across various 

contexts to fulfill their development needs and skill growth [26]. 

This theory holds significant relevance in the 21st century, not 

only in Europe and the USA but also in Asia, characterized by 

rapid technological advancements and evolving societal demands 

that require continuous skill development and adaptability [27]. 

The conceptual foundations of lifelong learning include 

cognitive, social, and experiential dimensions, acknowledging 

that learning occurs in diverse contexts such as formal 

institutions, workplaces, communities, and digital environments 

[28]. 

 

International organizations, including UNESCO and the 

European Commission, promote lifelong learning as essential for 

fostering social cohesion, stimulating economic growth, and 

enhancing democratic participation [29], [30]. Global 

educational systems progressively prioritize lifelong learning 

competencies, incorporating them into curricula, workplace 

training, and community education programs. Disparities in 

access to learning opportunities continue to exist, frequently 

intensified by socioeconomic factors, digital divides, and 

systemic inequalities [31]. To address these challenges, it is 

essential to implement inclusive and equitable learning policies 

that accommodate diverse learners throughout their lifespan. 

 

The intergenerational element of lifelong learning is a significant 

yet frequently overlooked dimension. Intergenerational learning 

denotes the reciprocal transfer of knowledge, skills, and values 

among individuals from diverse age groups, promoting mutual 

enrichment and social cohesion [1]. This learning approach 

aligns with lifelong learning principles by acknowledging that 

knowledge is co-constructed through social interaction and 

shared experiences, also mediated by technology [32]. 

Intergenerational learning environments, including mentorship 

programs, family literacy initiatives, and community-based 

projects, offer significant opportunities for younger and older 

participants to engage in meaningful educational experiences. In 

demographic changes characterized by aging populations and 

prolonged working lives, intergenerational learning presents a 

viable framework for knowledge transfer and social integration. 

The combination of lifelong and intergenerational learning 

enables societies to cultivate inclusive, dynamic, and resilient 

learning cultures that bridge generational divides and prepare 

individuals for an evolving global challenge. 

 

Social constructivism 
Social constructivism is a learning theory positing that 

knowledge is actively constructed through social interaction, 

cultural context, and shared experiences rather than being 

passively received [33]. This perspective challenges traditional 

cognitivist and behaviorist views that characterize learning as an 

individual, internalized process. Social constructivism 

emphasizes the importance of social contexts, discourse, and 

collaboration in shaping cognitive development and knowledge 

acquisition [34]. The theory suggests that optimal learning occurs 

when individuals engage in meaningful, dialogic interactions 

with more knowledgeable peers or mentors, facilitating the 

internalization of new concepts and the development of higher-

order thinking skills [35].  

 

Social constructivism is a fundamental framework in 

contemporary education, shaping pedagogical approaches that 

prioritize interaction, dialogue, and practical application. Project-

based learning, inquiry-based instruction, and cooperative 

learning models are based on social constructivist principles, 

promoting dynamic, student-centered learning experiences [36]. 

Digital technologies improve social constructivist learning by 

enabling collaborative knowledge-building via online 

discussions, virtual simulations, and global learning communities 

[37]. Despite advancements, educational equity remains a critical 

issue, with access to interactive learning environments varying 

based on socioeconomic, geographic, and technological factors 

[38]. 

 

Social constructivism finds significant application in 

intergenerational learning, characterized by the mutual 

knowledge exchange among individuals from diverse age 

groups. Intergenerational learning exemplifies social 

constructivism by encouraging collaborative meaning-making 

between younger and older generations across diverse contexts, 

such as families, workplaces, and community programs [39]. 

Integrating social constructivist methodologies into 

intergenerational learning initiatives facilitates the development 

of inclusive educational ecosystems that promote mutual 

learning, intergenerational solidarity, and lifelong intellectual 

engagement in a connected world. 

 

 

3.  INTERNEGERATIONAL LEARNING NOTIONS 

 

So, how should intergenerational learning be implemented to 

facilitate older and younger workers’ needs? 
To face future challenges, organizations must implement 

strategies that promote knowledge transfer and skill development 
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among different generations. As the workforce diversifies, 

promoting intergenerational learning is crucial to leverage the 

distinct strengths of younger and older employees. Without 

intentional learning structures, organizations may experience 

knowledge gaps and reduced productivity. Structured 

intergenerational learning programs can enhance collaboration, 

bridge generational divides, and foster a more dynamic and 

innovative workforce. 

 

IGL is a promising strategy for promoting older worker 

development and organizational competitiveness in an aging 

workforce [8]. It involves learning between generations, 

potentially leading to lifelong learning, innovation, and 

organizational growth [40]. However, the effectiveness of IGL 

strategies needs further empirical testing [41]. Organizations 

should consider creating conditions that efficiently match the 

potential of their aging workforce, using IGL as a tool for 

knowledge retention and transfer between generations. 

 

Notion 1: Establishing Structured Mentorship 

Programs for Reciprocal Learning, Rather Than 

Unidirectional. A structured mentorship program that 

emphasizes reciprocal learning rather than a one-way transfer of 

knowledge is essential for maximizing the strengths of both 

junior and senior employees. Traditional mentorship models 

often position senior employees as knowledge providers, 

whereas younger workers are viewed as passive recipients. This 

hierarchical methodology fails to adequately acknowledge 

workplace knowledge's dynamic and evolving nature, 

particularly in an era characterized by rapid technological 

advancements and changing industry trends [42]. A mentorship 

framework that facilitates bidirectional learning ensures the 

sharing of knowledge, skills, and experiences across generational 

gaps, thus fostering a more inclusive and adaptable environment 

[43]. 

 

Organizations must define clear objectives, create detailed 

guidelines, and offer strong support mechanisms to effectively 

implement a structured mentorship program. Aligning older and 

younger employees based on their complementary skills and 

knowledge gaps ensures reciprocal benefits from the exchange. 

Additionally, providing formal training on best practices in 

mentorship, including effective communication, active listening, 

and constructive feedback, can enhance the quality and 

effectiveness of the learning experience [44]. Organizations 

should create physical and digital platforms facilitating 

continuous engagement, including mentorship sessions, 

collaborative initiatives, and knowledge-sharing forums [24], 

[45]. 

 

Despite the benefits linked to reciprocal mentorship, several 

challenges may arise during its execution. Resistance to change, 

generational biases, and preconceived notions about learning and 

expertise can hinder the effectiveness of mentorship programs. 

Organizations must cultivate a workplace culture emphasizing 

continuous learning and encouraging intergenerational 

collaboration to overcome these challenges [46]. Leadership is 

crucial in fostering an inclusive environment where employees 

can engage in mentorship relationships without fear of judgment 

or resistance [47]. Also, organizations should implement 

feedback mechanisms to assess the effectiveness of mentorship 

programs, enabling continuous improvement and enhancement 

[45]. 

 

Notion 2: Implementing Flexible and Inclusive 

Learning Approaches, Rather Than Being Exclusive. 

Traditional educational frameworks often fail to address a 

multigenerational workforce's varied needs, preferences, and 

technological skills. Organizations can ensure that their learning 

and development plans effectively support senior and junior 

employees by adopting a more inclusive and flexible approach, 

thus promoting collaboration, productivity, and innovation. 

 

A key element of flexible and inclusive education is the provision 

of diverse learning formats that accommodate different 

preferences and learning styles [48]. Senior employees benefit 

from structured, face-to-face training sessions facilitating 

experiential learning and interpersonal interaction. Younger 

employees may prefer digital learning platforms that provide 

immediate access to information as needed. Blended learning 

models integrate in-person instruction with online training 

modules, creating a balanced approach that caters to the strengths 

and preferences of all employees [49]. Organizations that 

emphasize diverse learning modalities foster an inclusive 

environment that encourages employees to engage in continuous 

professional development. 

 

Moreover, inclusive learning methods should prioritize 

accessibility and adaptability. This involves creating training 

programs designed for various levels of technological 

proficiency and ensuring that learning materials are accessible to 

employees with differing abilities. Organizations should 

implement user-friendly digital tools and provide extensive 

support and training for employees with limited technological 

proficiency. Additionally, fostering a culture of peer learning, in 

which employees from various generational backgrounds share 

knowledge and experiences, markedly improves engagement and 

encourages a collaborative learning environment [11]. 

 

Notion 3: Aligning Learning Initiatives with 

Organizational Goals and Employee Needs, Not Only Focus 

on One Side. Regular assessments and employee engagement in 

learning enable organizations to identify skill gaps, industry 

trends, and workforce development needs. This guarantees that 

training programs stay pertinent and flexible in response to global 

challenges. Tailored learning plans, which show flexibility and 

are aligned with employees' career aspirations, can improve 

motivation and engagement [50]. Regarding those benefits, 

organizations should invest in continuous feedback mechanisms 

to assess the effectiveness of training initiatives and implement 

necessary improvements [51]. 

 

Organizations that concentrate exclusively on business outcomes 

may experience disengagement and low retention. Conversely, 

those prioritizing employee needs while neglecting broader 

objectives may face inefficiencies and misalignment. An 

effective learning strategy aligns leadership priorities with 

workforce development using data-driven insights to create 

relevant, scalable, personalized programs [52]. Incorporating 

continuous feedback loops enables organizations to refine 

training programs, ensuring responsiveness to evolving industry 

demands and workforce expectations. Furthermore, promoting a 

culture of lifelong learning empowers employees to assume 

responsibility for their professional growth, thereby enhancing 

organizational agility and fostering innovation [53]. 

 

In addition to aligning training programs with business objectives 

and individual development needs, organizations must leverage 

technology and digital learning platforms to optimize 
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accessibility and effectiveness [10]. Integrating artificial 

intelligence and adaptive learning systems can facilitate 

personalized learning experiences tailored to employees’ 

proficiency levels and career trajectories [54]. Organizations can 

cultivate a resilient and future-ready workforce by fostering a 

holistic learning ecosystem that includes formal training, 

experiential learning, and social learning opportunities. A well-

structured and responsive learning strategy ultimately contributes 

to organizational competitiveness while fostering an engaged and 

high-performing workforce. 

 

 

4.  CONCLUSIONS 

 

Intergenerational learning in the workplace is a significant 

method for knowledge exchange, skill enhancement, and 

organizational sustainability. Organizations can leverage the 

strengths of a multi-generational workforce by fostering 

reciprocal learning experiences, thereby promoting innovation, 

collaboration, and inclusivity. Despite challenges, including 

generational biases, logistical constraints, and technological 

disparities, strategic interventions can effectively address these 

barriers and enhance the advantages of intergenerational 

learning.  

 

In addition, fostering a dynamic and reciprocal learning 

environment necessitates a structured mentorship framework that 

facilitates bidirectional knowledge exchange. Effective 

mentorship programs should cultivate a culture of shared 

learning where both parties contribute and benefit rather than a 

unidirectional flow of expertise from senior to junior employees. 

This approach enhances individual professional growth and 

strengthens organizational adaptability by leveraging diverse 

perspectives. Also, learning strategies must prioritize flexibility 

and inclusivity to accommodate a diverse workforce, ensuring 

equitable access to development opportunities. Exclusive or rigid 

training programs risk marginalizing certain employee groups, 

limiting the overall impact of workforce development initiatives.  

 

Furthermore, aligning learning initiatives with organizational 

objectives and employee aspirations is critical to fostering a 

sustainable and impactful workforce development strategy. An 

overemphasis on either corporate priorities or individual career 

growth in isolation can lead to misalignment and diminished 

engagement. Instead, organizations should implement data-

driven approaches to tailor learning programs that address 

strategic business goals and employee needs, ensuring a mutually 

beneficial outcome. By adopting a holistic and balanced 

approach to learning, businesses can drive innovation, enhance 

workforce agility, and sustain long-term competitive advantage.  

 

Future research should investigate scalable and adaptable 

intergenerational learning models corresponding to various 

organizational structures and industry needs. Longitudinal 

studies examining the enduring effects of IGL on workplace 

dynamics, productivity, and employee satisfaction would yield 

significant insights for organizations aiming to enhance their 

workforce development strategies. Policymakers and business 

leaders should work together to create policies that promote and 

establish intergenerational learning in professional settings. 

 

5.  ACKNOWLEDGEMENT 

 

We gratefully acknowledge the steadfast support of our publisher 

and the dedicated volunteers associated with the 16th 

International Multi-Conference on Complexity, Informatics, and 

Cybernetics (IMCIC 2025). Their unwavering commitment—

especially in securing the funding that made our complimentary 

presentation and publication possible—has provided an essential 

foundation for our work's success and high quality. This 

invaluable support has enabled us to share our findings with a 

broader audience and elevated our research's overall impact. 

 

In addition, we sincerely thank Omar M. Keita, a Ph.D. candidate 

at National Chung Cheng University, whose diligent and 

meticulous peer editing has been instrumental in refining our 

manuscript. His careful attention to detail and thoughtful 

suggestions have significantly enhanced the clarity and 

coherence of our presentation, ensuring that our work is 

communicated effectively and with precision. The combined 

contributions of our publisher, the committed volunteers, and Mr. 

Keita have played a pivotal role in advancing the excellence of 

our research. 

 

 

6.  REFERENCES 

 
[1] J. Franz and A. Scheunpflug, “A Systematic Perspective on 

Intergenerational Learning: Theoretical and Empirical 

Findings,” Studia paedagogica, vol. 21, no. 2, Art. no. 2, 2016. 
[2] R.-D. Leon, “Human resources practices for intergenerational 

learning: a systematic literature review,” Knowledge 

Management Research & Practice, vol. 21, no. 4, pp. 749–764, 
Jul. 2023, doi: 10.1080/14778238.2022.2035278. 

[3] F. H. Gerpott, N. Lehmann-Willenbrock, and S. C. Voelpel, “A 

Phase Model of Intergenerational Learning in Organizations,” 
AMLE, vol. 16, no. 2, pp. 193–216, Jun. 2017, doi: 

10.5465/amle.2015.0185. 

[4] M. Webster, K. Norwood, J. Waterworth, and G. Leavey, 
“Effectiveness of Intergenerational Exchange Programs 

Between Adolescents and Older Adults: A Systematic Review,” 

Journal of Intergenerational Relationships, pp. 1–42, Nov. 
2023, doi: 10.1080/15350770.2023.2267532. 

[5] S. Polat, G. G. Alabay, and Y. Yılmaz, “Leading 

Intergenerational Learning in Organizations: An Example from 
Turkey,” European Journal for Research on the Education and 

Learning of Adults, vol. 13, no. 1, Art. no. 1, Feb. 2022, doi: 

10.3384/rela.2000-7426.3473. 
[6] M. Sánchez and M. Kaplan, “Intergenerational Learning in 

Higher Education: Making the Case for Multigenerational 

Classrooms,” Educational Gerontology, vol. 40, no. 7, pp. 473–
485, Jul. 2014, doi: 10.1080/03601277.2013.844039. 

[7] Sholih, I. Rosmilawati, and D. Darmawan, “Intergenerational 

Learning: Valuable Learning Experiences for Baduy Youth,” 
presented at the International Conference on Science and 

Education and Technology (ISET 2019), Atlantis Press, Jun. 

2020, pp. 501–504. doi: 10.2991/assehr.k.200620.099. 
[8] D. Ropes, “Intergenerational learning in organizations,” 

European Journal of Training and Development, vol. 37, no. 8, 

pp. 713–727, Nov. 2013, doi: 10.1108/EJTD-11-2012-0081. 
[9] F. H. Gerpott, N. Lehmann-Willenbrock, and S. C. Voelpel, 

“Intergenerational Learning in Organizations: A Framework and 

Discussion of Opportunities,” in The Aging Workforce 

Handbook, A.-S. Antoniou, R. J. Burke, and S. C. L. Cooper, 

Eds., Emerald Group Publishing Limited, 2016, pp. 241–267. 

doi: 10.1108/978-1-78635-448-820161010. 
[10] J. Fassi and E. H. Rickenbach, “The Effectiveness of a Virtual 

Intergenerational Activity for Reducing Younger and Older 

Adults’ Ageism,” Journal of Intergenerational Relationships, 
vol. 0, no. 0, pp. 1–18, Sep. 2022, doi: 

10.1080/15350770.2022.2113585. 

[11] N. Firzly, L. Van De Beeck, and M. Lagacé, “Let’s Work 
Together: Assessing the Impact of Intergenerational Dynamics 

on Young Workers’ Ageism Awareness and Job Satisfaction,” 

Can. J. Aging, vol. 40, no. 3, pp. 489–499, Sep. 2021, doi: 
10.1017/S0714980820000173. 

ISSN: 1690-4524                              SYSTEMICS, CYBERNETICS AND INFORMATICS        VOLUME 23 - NUMBER 1 - YEAR 2025                             13  



[12] J. Leek and M. Rojek, “ICT tools in breaking down social 

polarization and supporting intergenerational learning: cases of 
youth and senior citizens,” Interactive Learning Environments, 

vol. 31, no. 6, pp. 3682–3697, 2021, doi: 

10.1080/10494820.2021.1940214. 
[13] I. Nurhas, S. Geisler, and J. Pawlowski, “An intergenerational 

competency framework: Competencies for knowledge 

sustainability and start-up development in the digital age,” 
Sustainable Development, vol. 30, no. 6, pp. 1733–1748, 2022, 

doi: 10.1002/sd.2338. 

[14] M. D. Benítez-Márquez, E. M. Sánchez-Teba, G. Bermúdez-
González, and E. S. Núñez-Rydman, “Generation Z Within the 

Workforce and in the Workplace: A Bibliometric Analysis,” 

Front Psychol, vol. 12, p. 736820, Feb. 2022, doi: 
10.3389/fpsyg.2021.736820. 

[15] B. A. Meisner, “Are You OK, Boomer? Intensification of 

Ageism and Intergenerational Tensions on Social Media Amid 
COVID-19,” Leisure Sciences, vol. 43, no. 1–2, pp. 56–61, Mar. 

2021, doi: 10.1080/01490400.2020.1773983. 

[16] E. Venter, “Bridging the communication gap between 
Generation Y and the Baby Boomer generation,” International 

Journal of Adolescence and Youth, vol. 22, no. 4, pp. 497–507, 

Oct. 2017, doi: 10.1080/02673843.2016.1267022. 

[17] K. Harris, S. Krygsman, J. Waschenko, and D. Laliberte 

Rudman, “Ageism and the Older Worker: A Scoping Review,” 

The Gerontologist, vol. 58, no. 2, pp. e1–e14, Mar. 2018, doi: 
10.1093/geront/gnw194. 

[18] K. Gabrielova and A. A. Buchko, “Here comes Generation Z: 

Millennials as managers,” Business Horizons, vol. 64, no. 4, pp. 
489–499, Jul. 2021, doi: 10.1016/j.bushor.2021.02.013. 

[19] T. Schlimbach, “Intergenerational mentoring in Germany: older 

people support young people’s transitions from school to work,” 
Working with Older People, vol. 14, no. 4, pp. 4–15, Dec. 2010, 

doi: 10.5042/wwop.2010.0678. 

[20] G. A. Petery and J. W. Grosch, “Broadening the View of 
Workplace Ageism,” Work, Aging and Retirement, vol. 8, no. 4, 

pp. 379–382, Oct. 2022, doi: 10.1093/workar/waac015. 

[21] M. S. North and S. T. Fiske, “Intergenerational resource 
tensions in the workplace and beyond: Individual, interpersonal, 

institutional, international,” Research in Organizational 

Behavior, vol. 35, pp. 159–179, Jan. 2015, doi: 
10.1016/j.riob.2015.10.003. 

[22] A. Lytle and M. Apriceno, “Understanding Intergenerational 

Tension during the COVID-19 Pandemic: The Role of 
Ambivalent Ageism,” Journal of Intergenerational 

Relationships, vol. 21, no. 4, pp. 461–476, Aug. 2022, doi: 

10.1080/15350770.2022.2113586. 
[23] M. Urick, “Generational Differences and COVID-19: Positive 

Interactions in Virtual Workplaces,” Journal of 

Intergenerational Relationships, vol. 18, no. 4, pp. 379–398, 
Oct. 2020, doi: 10.1080/15350770.2020.1818662. 

[24] T. A. Sprinkle and M. J. Urick, “Three generational issues in 
organizational learning: Knowledge management, perspectives 

on training and ‘low-stakes’ development,” TLO, vol. 25, no. 2, 

pp. 102–112, Feb. 2018, doi: 10.1108/TLO-02-2017-0021. 
[25] A. Carr, K. Balasubramanian, R. Atieno, and J. Onyango, 

“Lifelong learning to empowerment: beyond formal education,” 

Distance Education, vol. 39, no. 1, pp. 69–86, 2018, doi: 
10.1080/01587919.2017.1419819. 

[26] S. Abou Said and W. Abdallah, “Enhancing lifelong learning 

and professional growth: Exploring the role of self-directed 
learning for university educators,” Journal of Adult and 

Continuing Education, vol. 30, no. 2, pp. 439–462, Nov. 2024, 

doi: 10.1177/14779714241236282. 
[27] Z. Chen and Y. Liu, “The different style of lifelong learning in 

China and the USA based on influencing motivations and 

factors,” International Journal of Educational Research, vol. 
95, pp. 13–25, 2019, doi: 10.1016/j.ijer.2019.03.005. 

[28] N. Volles, “Lifelong learning in the EU: changing 

conceptualizations, actors, and policies,” Studies in Higher 
Education, vol. 41, no. 2, pp. 343–363, Feb. 2016, doi: 

10.1080/03075079.2014.927852. 

[29] M. Elfert, “UNESCO, the Faure Report, the Delors Report, and 
the Political Utopia of Lifelong Learning,” European Journal of 

Education, vol. 50, no. 1, pp. 88–100, Mar. 2015, doi: 

10.1111/ejed.12104. 
[30] “Lifelong learning: the contribution of education systems in the 

member states of the European Union: results of the 

EURYDICE survey,” The European Commission, Brussels, 2, 
2000. 

[31] J. Walker, “The inclusion and construction of the worthy citizen 

through lifelong learning: a focus on the OECD,” Journal of 
Education Policy, vol. 24, no. 3, pp. 335–351, 2009, doi: 

10.1080/02680930802669276. 

[32] O. Poquet and M. de Laat, “Developing capabilities: Lifelong 
learning in the age of AI,” British Journal of Educational 

Technology, vol. 52, no. 4, pp. 1695–1708, 2021, doi: 

10.1111/bjet.13123. 
[33] K. H. Au, “Social Constructivism and the School Literacy 

Learning of Students of Diverse Backgrounds,” Journal of 

Literacy Research, vol. 30, no. 2, pp. 297–319, Jun. 1998, doi: 
10.1080/10862969809548000. 

[34] H. Jung, “The Evolution of Social Constructivism in Political 

Science: Past to Present,” Sage Open, vol. 9, no. 1, p. 
2158244019832703, Jan. 2019, doi: 

10.1177/2158244019832703. 

[35] V. I. Akpan, U. A. Igwe, I. Blessing, I. Mpamah, and C. O. 

Okoro, “Social Constructivism: Implications on teaching and 

learning,” British Journal of Education, vol. 8, no. 8, pp. 49–56, 

2020. 
[36] P. Adams, “Exploring social constructivism: Theories and 

practicalities,” Education 3-13, vol. 34, no. 3, pp. 243–257, 

2006, doi: 10.1080/03004270600898893. 
[37] S. Richter, M. Giroux, I. Piven, H. Sima, and P. Dodd, “A 

Constructivist Approach to Integrating AI in Marketing 

Education: Bridging Theory and Practice,” Journal of 
Marketing Education, p. 02734753241288876, Oct. 2024, doi: 

10.1177/02734753241288876. 

[38] M. M. Atwater, “Social constructivism: Infusion into the 
multicultural science education research agenda,” Journal of 

Research in Science Teaching, vol. 33, no. 8, pp. 821–837, 

1996, doi: 10.1002/(SICI)1098-2736(199610)33:8<821::AID-
TEA1>3.0.CO;2-Y. 

[39] H. Nygren, K. Nissinen, R. Hämäläinen, and B. De Wever, 

“Lifelong learning: Formal, non-formal and informal learning in 
the context of the use of problem-solving skills in technology-

rich environments,” British Journal of Educational Technology, 

vol. 50, no. 4, pp. 1759–1770, Jul. 2019, doi: 
10.1111/bjet.12807. 

[40] D. Ropes and A. Ypsilanti, “A Conceptual Framework for 

Managing Intergenerational Relations in the Workplace,” in The 
Aging Workforce Handbook, A.-S. Antoniou, R. J. Burke, and 

S. C. L. Cooper, Eds., Emerald Group Publishing Limited, 

2016, pp. 299–322. doi: 10.1108/978-1-78635-448-820161012. 
[41] D. Ropes, “Addressing the challenges of an aging workforce: an 

intergenerational learning toolkit,” Development and Learning 
in Organizations: An International Journal, vol. 29, no. 4, pp. 

14–18, Jun. 2015, doi: 10.1108/DLO-10-2014-0078. 

[42] S. H. Appelbaum, A. Bhardwaj, M. Goodyear, T. Gong, A. B. 
Sudha, and P. Wei, “A Study of Generational Conflicts in the 

Workplace,” European Journal of Business and Management 

Research, vol. 7, no. 2, Art. no. 2, Mar. 2022, doi: 
10.24018/ejbmr.2022.7.2.1311. 

[43] C. Bratianu and R. D. Leon, “Strategies to enhance 

intergenerational learning and reducing knowledge loss: An 
empirical study of universities,” VINE, vol. 45, no. 4, pp. 551–

567, Jan. 2015, doi: 10.1108/VINE-01-2015-0007. 

[44] T. Duarte and D. Culver, “Becoming a Coach in Developmental 
Adaptive Sailing: A Lifelong Learning Perspective,” Journal of 

Applied Sport Psychology, vol. 26, no. 4, pp. 441–456, Oct. 

2014, doi: 10.1080/10413200.2014.920935. 
[45] F. Wei and G. Chen, “Collaborative mentor support in a 

learning context using a ubiquitous discussion forum to 

facilitate knowledge sharing for lifelong learning,” British 
Journal of Educational Technology, vol. 37, no. 6, pp. 917–935, 

Nov. 2006, doi: 10.1111/j.1467-8535.2006.00674.x. 

[46] J. Bennett, M. Pitt, and S. Price, “Understanding the impact of 
generational issues in the workplace,” Facilities, vol. 30, no. 

14                              SYSTEMICS, CYBERNETICS AND INFORMATICS        VOLUME 23 - NUMBER 1 - YEAR 2025                             ISSN: 1690-4524  



7/8, pp. 278–288, May 2012, doi: 

10.1108/02632771211220086. 
[47] D. L. Haeger and T. Lingham, “Intergenerational Collisions and 

Leadership in the 21st Century,” Journal of Intergenerational 

Relationships, vol. 11, no. 3, pp. 286–303, Jul. 2013, doi: 
10.1080/15350770.2013.810525. 

[48] U. Fasbender and F. H. Gerpott, “Knowledge Transfer Between 

Younger and Older Employees: A Temporal Social Comparison 
Model,” Work, Aging and Retirement, vol. 8, no. 2, pp. 146–

162, Apr. 2022, doi: 10.1093/workar/waab017. 

[49] G. A. Nurani and Y. H. Lee, “Transformation of Workplace 
Learning After the Pandemic in Indonesia: Middle-aged 

Employees’ Experiences,” IJMLO, vol. 1, no. 1, p. 1, 2024, doi: 

10.1504/IJMLO.2024.10055719. 
[50] S. H. Lee, C. W. Chong, and A. O. Ojo, “Influence of 

workplace flexibility on employee engagement among the 

young generation,” Cogent Business & Management, vol. 11, 
no. 1, p. 2309705, Dec. 2024, doi: 

10.1080/23311975.2024.2309705. 

[51] P. Kuna, A. Hašková, and P. Hodál, “Tailor-Made Training for 
Industrial Sector Employees,” Sustainability, vol. 14, no. 4, Art. 

no. 4, Feb. 2022, doi: 10.3390/su14042104. 

[52] A. G. Qazi and N. Pachler, “Conceptualising a data analytics 

framework to support targeted teacher professional 

development,” Professional Development in Education, vol. 0, 

no. 0, pp. 1–24, doi: 10.1080/19415257.2024.2422066. 
[53] R. Lupou, A. Dorobanţu, and F. Fiore, “A new lifelong learning 

model based on intergenerational exchange: Premises and 

foreseen benefits,” Procedia - Social and Behavioral Sciences, 
vol. 2, no. 2, pp. 2761–2765, Jan. 2010, doi: 

10.1016/j.sbspro.2010.03.411. 

[54] E. Soja and P. Soja, “Fostering ICT use by older workers: 
Lessons from perceptions of barriers to enterprise system 

adoption,” Journal of Enterprise Information Management, vol. 

33, no. 2, pp. 407–434, Jan. 2020, doi: 10.1108/JEIM-12-2018-
0282. 

 

ISSN: 1690-4524                              SYSTEMICS, CYBERNETICS AND INFORMATICS        VOLUME 23 - NUMBER 1 - YEAR 2025                             15  


	EB404TR25

