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Abstract 
 

 
“People resemble their times more than they resemble their parents.” 

 
How true is this arab proverb! Behind this proverb is hidden a universal concept: the concept 
of generation. This concept based on age implies some characteristics specific to each 
group.Those characteristics have long been subject to studies aiming at providing a better 
understanding of the intergenerational relations. Yet, few studies focus on the perceptions of 
the generations as a relational factor.  In this thesis research, we want to focus on those 
perceptions and misperceptions that one generation can have of the others. Are there many 
differences between generations? Do they perceive the others the way they are? We will 
attempt to answer to those questions. 

We also want to give in this research an overview of the stakes represented by the 
combination between intergenerational relationships and the knowledge transfer in 
organizations. Indeed, we realize that within a decade, the mass departure of Baby boomers 
from the workplace will have significant consequences on the knowledge management field. 
Yet, what we see today is that only few companies worry about this huge human capital loss. 
It is time for leaders to react now if they do not want to lose their competitive advantage: 
knowledge transfer is a continuous process. And we hope that this work will provide some 
insights on the questions of intergenerational knowledge transfer to our readers. 
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1. INTRODUCTION 
1.1 The research context 

Today, societies and organizations are perpetually changing. As time goes by, one can see 
shifts in the way of being, seeing or doing things. Some new trends can be spotted in this new 
environment. One of them is the increasing importance of the human capital in organizations. 
Indeed, one used to see the material factors as the most important ones. Today, organizations 
start to see the human being potential and the competitive asset it can provide them. This 
notion of “human capital” is now more and more used but still in the singular form as if this 
capital was homogeneous. Yet, what we observe in today’s environment is the heterogeneity 
of this capital: people are all different.  Therefore, one of today’s greatest challenges for 
organizations and leaders is to cope with the diversity of their coworkers in this new climate. 
This diversity can lie in many aspects such as the gender, the race, the nationality or culture 
and so on.  

In this thesis work, we want to focus on another aspect of diversity: the age. Is this criterion 
relevant enough to be discussed also in the business sphere? We live in a society in which we 
have been “conditioned” by our age from our youngest years in different ways according to 
cultures. In some cultures, one no longer asks for people’s age lest the interlocutor gets mad 
and the action to ask can even be interpreted as a lack of respect. In addition, we can notice 
that one of the first things one tries to learn to say either in one’s native language or later in a 
foreign language? My name is … and I am … years old. Our age almost as well as our name is 
part of our identity or better said, we partly define ourselves by our age. According to Weiss 
and Lang (2012, p.5), “the categorization of self and others is often based on chronological 
age”. They came up with two different categories: the age group and the generation. The main 
difference between those two is that an individual will always be part of the same generation 
whereas while growing up, this person will move from an age group to another. As the age 
group is always changing, we find the generation concept first introduced by Mannheim 
(1952) more relevant to match this concept of age to our society and organizations. 

This concept of generation is today at the heart of our societies and our minds. How many 
times have one ever thought or heard old people saying “In the days I was young, adults were 
much more…”, or how many times have one ever thought or heard “pfft, the youth of today 
…”? These categorizations exist because individuals give unconsciously the same 
characteristics to people from the same age. Generations are not an invention of the western 
countries. This concept is universal. Indeed, even though in developing countries the 
multigenerational issues are different, they still exist: in China for instance, the Cultural 
Revolution limited the access to education to an entire generation of workers from 1966-1978. 
Those people would be in age to be senior leaders but they did not get the same education as 
the global members of the same generation. (Sabatini, Hartmann & McNally, n.d.). 

The presence of different generations can have a real impact on the organizations and 
companies start to acknowledge it. In response to it, some big companies are trying to 
implement workshops to understand the implications of this presence on the organization. 
Some years ago, Ernst & Young started to organize several multi-generational workshops 
aiming at fostering understanding and teamwork within its teams (Sabatini, Hartmann & 
McNally, n.d.). In late June 2013, they also released a survey to more than 1200 US cross-
company professionals. They found out that 75% of the respondents - identified as managers - 
agreed on saying that the multi-generational aspect of management represents a challenge and 
20% reported being in the situation in which they have to manage a mix of employees from 
three different generations. It is what Seitel (2005) calls the “generational competence” that is 
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the competence for an organization to cope with the different generations within an 
organization by meeting the needs of each one.  

Our current context makes the age management topic even more important as within a decade 
most of the older people, the baby boomers, will leave the workplace and retire. This 
demographical phenomenon implies many consequences. One of them is the leak of all the 
knowledge they acquired within the organizations. Indeed, they will take with them all their 
knowledge, part of the organizational memory of companies. Unless organizations planned it, 
the knowledge transmission from this generation to the younger ones will not happen 
naturally. 

 

1.2 The justification of the project 

As mentioned in part 1.1 of this introduction, studying generations is not something new: 
generations have always existed. Many articles have been written on both subjects: 
knowledge management and intergenerational relations. Therefore, one of the first questions, 
we had to ask ourselves was: to what extent will our thesis be different from the previously 
written articles about this topic?  

Once we had a good overview of the literature about generations and after on knowledge 
management, we realized four main trends: 

� Diversity has mainly only been approached with criteria such as gender, culture, 
nationality and age. An empirical study led by Lépine et al. (2004) showed that the 
most studied aspects of diversity were first the gender with 74% of the articles dealing 
with this variable. The ethnic origin comes second with 39% and finally the age with 
9%. Those figures may have changed in the last ten years but the trend seems to be 
basically the same. 

� The literature mainly focuses on defining the different traits of each generation and 
then on comparing them with one another to study the relations between generations. 

� The relation between generations is usually seen as divisive by most of the authors. 
They refer to it with expressions such as “generational gap” of “ conflict of 
generations”.  

� Knowledge management and intergenerational relations are usually seen as two 
different subjects and are treated separately. 

 

So what do we do differently? 

First, regarding the subject of generations, we decided to lead our own study on the current 
situation to gain better perspectives. We consider this subject as dynamic, and perpetually 
evolving in time. Indeed, as we saw in the context part, demographical changes are about to 
happen and what could be true ten or five years ago might no longer be. We also observed 
that most of the studies already done were led by older people. 

What is also significantly different in this work is that we brought a more psychosocial 
dimension to the study. As we said, many authors usually describe the different traits of 
generations. In this thesis work, we attempted to focus on the perceptions that generations can 
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have of each other. Inspired by Levit and Licina’s work on generations (2011), the study of 
the perceptions between generations is an essential condition to better understand the relations 
between generations. For instance, according to them, the most important factor that indicates 
career success for Millennials – people roughly aged between 17-35 years old - is a 
meaningful work, whereas managers think that what Millennials most want is to be well paid. 
In line with Levit and Licina, we focus on those perceptions and misperceptions. 

Still regarding the generational topic, we are trying to avoid the negative connotation of 
intergenerational relations provided by the literature.  Indeed, the relations between the 
generations are too often presented like clashes, pointing out their misunderstanding (Belkin, 
2005; Lancaster & Stillman, 2002; Martin & Tulgan, 2002;  Zemke et  al., 2002; Zemke, 
Raines & Filipczak, 2000). Yet, we want to discover by ourselves if the reality is truly as 
negative as they say. That is why we attempted to put aside our prejudgments about the topic 
in order not to be influenced in our research. And maybe we realize that the intergenerational 
relations are not as problematic as people may have in mind. 

Last but not least, we decided to combine two different topics knowledge management and 
intergenerational relations because according to us, those two topics are the two faces of a 
same coin: they are extremely linked to each other. As we previously explained, some 
demographical phenomena can influence business practices. That makes this connection 
pertinent. Yet, few studies aimed at discovering the link or the impact of one on the other one. 
In this thesis work, we precisely try to provide some tracks to better understand this 
connection. 

 

1.3  The research issue 

From this context previously described, we came up with different questions that we wanted 
to develop as part of our thesis. 

• First, what is the generational situation in organizations? What does one mean with the 
concept of generation? Is it relevant to talk about generations in the organizational field? 
If yes, are there real differences between them. What are those differences? How does 
one perceive the others and perceive oneself? Is there a match?  

• Second, how the knowledge transfer is seen by companies and how is it implemented? 
What is the relation between knowledge transfer and the presence of different 
generations in organizations? What are the implications of this intergenerational 
coexistence on the knowledge transmission?  

• Third, what sort of tracks could be useful for today’s and tomorrow’s leaders to develop 
the knowledge transfer in intergenerational organizations? 

 

From those different research sub-questions, we decided to make our research issue the 
following one:  

To what extent does a leader have to take into account the intergenerational context to 
facilitate and optimize the knowledge transfer in organizations? 

The structure of this thesis work respects the different sub-questions we explained above. 
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1.4  The objective 

Through this thesis work, our objective is to make people aware of the shifting organizations 
as well as the shifting society and that, on a rather global scale. “There are plenty of opinions 
on the topic [i.e. generations in the workforce], but not a lot of understanding” (Smith, 2008, 
p.3). Our first objective here is to give more understanding to people – regardless of their age 
- of what the demographic situation really is.  

We see this thesis as a magnifying glass; in such a way that we do not aim at explaining how 
to do or how to see things. We just want to provide a tool enabling our readers to better 
understand one part of their environment. Before acting by making decisions, one has to know 
one’s context. When one wants to drive a car, one has to acknowledge one’s environment 
thanks to the Highway Code. It works the same way for organizations and what we attempted 
to do in this work is to provide a sort of highway code to our readers - leaders, managers or 
others. This point is important to be underlined as we do not intend to teach or explain people 
how to drive a car or lead a company but more likely how to acknowledge their environment 
through road signs. 

The last section of this work providing some practical tools follows this logic: in this section, 
we intend to show our readers some applicable tools to facilitate knowledge transfer in 
organizations. Those tools are useless in the hand of people who do not know how to use 
them: everybody cannot use a Phillips screwdriver to fix a car.  Moreover, using those tools 
does not make someone a better leader; the same way that using a paintbrush does not make 
someone a painter. 

 

1.5  The limitation of our research 

We are of course aware that our topic has some limits. The main one is the classification of 
people which leads to put them in categories. Then, the problem is that every single person of 
a generation does not necessarily correspond to all the characteristics of this group.Yet, like 
authors who wrote about the other elements of the diversity, like gender or race, we need to 
regroup people in a certain number of categories otherwise the results would be confused 
because of a big amount of categories. This classification helps us to understand some general 
trends/habits that can apply to a member of each generation. If not, this can be explained by 
many other sociological factors such as the culture, class and so forth. 
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2. METHODOLOGY 
 
In this chapter, we will explain the methodological approach we used all along this research 
work. We will first explain why we chose the systems view and show how our system evolved 
through time. Then, we will discuss the relevance of a Mixed-method research in our case. 
Finally, we will come back on the objectives, the conception and collection of our primary 
data – our questionnaire and our interviews.  
 

2.1 Methodological view  

In their book Methodology for Creating Business Knowledge, Arbnor and Bjerke (2008, 
pp.245-309) come up with three methodological views: the analytical view, the systems view 
and the actors view. Determining a methodological view was for us a big challenge as our 
approach of our topic has perpetually been changing through the last months, but we finally 
decided to adopt the systems view. 

• Systems view 

The methodological view we chose in this thesis is the Systems view. The figure hereunder 
shows our system and its evolution through time.  
 

Figure 1: The construction of our system through time 
 
First phase 

 
 

Second phase 

                   
 

Final phase 

                     

X 

BB Y 

X 

BB Y 

X 

BB Y 

KT 

KT 
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In the first phase, we approached our topic seeing reality as a system composed of subsystems 
which interact with each other. In our case, by studying the age diversity through the concept 
of generation, we decided to adopt this view. Indeed, the generation classification can be seen 
as a system, to the extent that each generation is a subgroup or subsystem interacting with 
each other. Behind the concept of generations, we can see a big amount of different 
individuals regrouped in birth cohorts and who can be seen as behaving and thinking roughly 
in the same direction. In such a system, the components of a system cannot be “summed up” 
since each one is interdependent (Arbnor & Bjerke 2009, p.72).  

In this view, the researcher is interested in finding out the behaviors, interactions and relations 
between the people belonging to those subsystems (Arbnor & Bjerke 2009, p.50). The 
researcher also wants to explain by a system model the reality composed of both objective and 
subjective facts. Our research question was first to represent through a simplified model the 
intergenerational reality based on a study of perceptions.  In our case, the analytical view 
would not have fitted as we are not trying to figure out the truth on how those generations 
really are but rather how they are socially perceived. The actor view would not have fitted 
either as we try to come up with some common trends that a group might have. 

Yet, we realized that this system could only be a subsystem as we had to relate it to 
Leadership and Management. 

That is why, in the second phase, we intended to understand the impact of the subsystem 
previously described – our producer - and an aspect of Management, that is Knowledge 
Management (KM), and more specifically Knowledge Transfer (KF) – our product. After 
browsing the literature, what we realized though is that KT could also be seen as a producer 
and the intergenerational relations as a product. Hence, our final phase was represented by a 
double-way arrow linking those two components. In the development of this work, we study 
this arrow. 

 

2.2 Mixed Research method 

Once the methodological view was chosen, we had to think about the approach we would use 
to explore our topic and bring some answers to our research issues. Quantitative and 
qualitative approaches are usually considered as the main approaches in the field of research. 
In this thesis work we decided to combine both by using a mixed research approach. 

Mixed Research method has long been and still is a hot topic in the methodological field. 
Indeed many researchers argue on the pertinence of associating those two different 
approaches. Some of these researchers like Guba think that it does not make any sense to use 
such a method research. According to him, "accommodation between paradigms is impossible 
... we are led to vastly diverse, disparate, and totally antithetical ends" (1990, p.81). Others 
see or hope to see in the mixed Research method a new era in which quantitative purists and 
qualitative purists will stop arguing on which research is the most important and the most 
useful one (Johnson & Onwuegbuzie, 2009, p.14). 

Among those researchers, Creswell and Clark defend this method by explaining the mixed 
methods research in the following quote: 

“Mixed methods research is a research design with philosophical assumptions as well as methods 
of inquiry. As a methodology, it involves philosophical assumptions that guide the direction of 
the collection and analysis of data and the mixture of qualitative and quantitative data in a single 
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study or series of studies. Its central premise is that the use of quantitative and qualitative 
approaches in combination provides a better understanding of research problems that either 
approach alone.” (Creswell and Clark, 2007, p.5) 

Mixed methods research is more than the mere combination of two approaches: it is one 
approach by itself. It enables the researcher who uses it to have a more complete 
understanding of the subject. 

We decided to resort to this approach as Creswell and Clark defined it, as it seems to us that 
the combination of both quantitative and qualitative approach would be in line with the way 
we wanted to explain the intergenerational system.  

To understand this choice, we have to come back on our different research questions: 

1- What is the intergenerational reality? 

2- Which implications of this reality on the knowledge transfer? 

3- How to take the best of it?  

We took some time to choose a proper method research for the first issue.  

Indeed, to be able to see how the generations were interacting and how they were seeing each 
other, we thought that a quantitative approach would enable us to find out a model with some 
common trends for each generation and to make it a system. However, we realized that the 
results that we would get from it would lack of subjectivity from the participants mainly 
because, as an example, most of the questions of our questionnaire were closed-ended 
questions. In that case, combining a qualitative approach was a good way to have a more 
complete overview of the system we were trying to describe.  

For the second and third research questions, we decided to use a more qualitative approach. 
By doing so, we wanted to see the topic from our participants’ eyes and get into their world 
(Corbin & Strauss, 2008, p.16). It was for us a way to have a better and more practical 
overview of how relationships and knowledge transfer work in companies. We will come 
back to this in the interview part 

 
2.3 Generating empirical knowledge  

One of our first questions was which kind of data do we use. In their book, Arbnor and Bjerke 
(2009, p.176) present two sorts of data: primary and secondary information. The 
intergenerational topic has been explored by many authors in many different ways. Therefore, 
there is already a huge amount of secondary data. However, although many data and 
observations were already present in the academic field, we decided to lead some empirical 
research for several reasons. First, many research projects were implemented a decade ago. In 
ten years, things and people change. So do generations. The risk of taking somebody else’s 
results was that they were not up to date. Another risk and also the second reason that made us 
make this decision was that people who usually conduct those surveys or study this topic are 
often older than we are and can have a different paradigm - way of seeing the world - than 
ours. 

By collecting primary data, we aim at getting a “mirror reflection” of the actual reality (ibid, 
p.191).  



 

8 

 

2.3.1 Questionnaire 

• Objectives/Why a questionnaire? 

One of our question issues is to get a better understanding on the demographical changes in 
the workplace. What kind of changes? Which implications in the workplace? Doing a survey 
was for us the best way to get data illustrating the diversity reality of this question. We do not 
aim at finding how each generation really is but more how they think they are (X(X)) and how 
they see the others (X(Y)). One of the goals of this study is to identify some common trends 
and traits the generation can have. Hence, in order to have a perception closer to trends, we 
need to have a big amount of answers from several individuals in each generation. Thus, the 
survey was the best way to collect this big amount of answer. 

This survey was addressed for the French-speakers between 17 and 69 years old. We started 
to work on the software Sphynx but as we wanted to launch the survey online, we were 
limited by the evaluation version we had of it. That is the reason why we decided to use a 
French online application called Eval&Go (http://www.evalandgo.fr) rather than a software. 
Not being real experts in the way of doing survey, the conception of the survey, the data 
collection and the data analysis were facilitated by this really intuitive tool. 

In order to build this survey, we took inspiration from the tutorial made by Benoit Le Maux, 
lecturer at the University Rennes 1.  
(http://perso.univ-rennes1.fr/benoit.le-maux/Questionnaire.pdf). 

 

• The survey design  

We built this survey in such way that each question appears depending on the generation the 
respondents belongs to. As we wanted to gain more insight on the self-perception, how one 
can see oneself (X(X)) and the other-perception, how one can see others (X(Y)), the core part 
was divided into two parts: a comparative part and a more absolute one as we can see on 
figure 2.2. 

The comparative part aims at understanding the generational trends within the society. This 
part deals more with the other-perception but it also takes into account the context of self-
perception: are the others more individualist than me?. Questions about the open-mindedness, 
punctuality, contestation degree… are asked in that part. An example of it could be:  

 

Compared to your generation, the people aged between 54-69 are more change-
reluctant: 

 

To this scale question (asked to the other two generations), one can answer by the degree of 
agreement. 

The more absolute part of the questionnaire aims at understanding the generational trends in 
the workplace. It is divided into two parts: the self-perception and the other-perception. If the 
respondent belongs to Gen X, the following questions would appear: 
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Part 1 
Self-perception 

What would be your definition of “the ideal colleagues”? For each 
statement, indicate the degree of agreement. 

Part 2 
Other-

perception 

According to you, what would be the definition of “the ideal 
colleague” for the people aged between 17-33 y.o.? For each 
statement, indicate the degree of agreement. 

According to you, what would be the definition of “the ideal 
colleague” for the people aged between 54-69 y.o.? For each 
statement, indicate the degree of agreement. 

 

In most of the cases, we decided to use scale questions to get more qualitative answers. The 
scale used most of the time was a 6-point scale (Totally disagree, disagree, rather disagree, 
rather agree, agree, and totally agree). We decided to use this 6-point scale following 
Maxmikael Björling’s advice. Indeed as he mentioned during the first feedback session, it is 
better to use a pair scale, this way everyone has to answer the question and nobody –referring 
to the Swedes - can be neutral on the answer. We intended to reduce what we call the “lagom 
effect” (neither too much nor too little in Swedish). 

Among the four measurement scales (Nominal, Ordinal, Interval and Ratio), we mainly used 
the nominal scale for basic information such as age-group… The rest of the time, we used 
ordinal scales in which only the order of the values matters. 

In the case of the motivation measurement, we decided to use the hierarchical questions since 
it allows us to have, in addition to the most important motivation factors for each generation, 
the order of those factors.  

As, our questionnaire was rather closed-ended, we decided to add an open-ended question at 
the end for all those who had an anecdote, observation or comment to share with us. 
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Figure 2: Survey design 

Figure 2.2: The questionnaire design 
Source: made by the authors 

 

• Diffusion  

To diffuse our online questionnaire, we first used our direct networks (family, friends, 
colleagues) by Facebook, email and LinkedIn. Then we added the questionnaire to several 
discussion groups. We sent emails to our respective universities but there were many 
requirements we had to comply with before sending the questionnaire to everyone in their 
network and we also had to present a project to the university responsible in that matter. 

One week after, we decided to ask individually our closest friends to spread the questionnaire 
to their relatives due to a lack of responses for the baby boomers. 

 

• Limits of the survey 

One of the limits of our online survey is the fact that this survey was precisely online. Indeed, 
we aim at gaining insight in the diversity and the diversity in perception that generations can 
have between themselves. Some of the generations are much less present on the internet than 
others. Hence, we have a limited amount of answers coming from the Baby boomers and 
much more from the Gen Y. A solution could have been using both types of survey: the 

 

General Questions 
(Gender, Age, Nationality, Children, Occupation)  

Global questions on the intergenerational topic 

Comparative questions about the two other 

Generations in the society (redirected in 

function of age) 

Questions on preferences of the respondent 

in organizations (regarding communication, 

motivation, relation with others…) 

Questions on preferences of the other two 

generations according to the respondent 

In organizations/ Redirected in function of age  

Comments and observations on the topic 

Organization 
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online and the paper one. We thought about it but had to leave it aside given the fact that it 
would have required us to go back to France or Belgium and spend time on the street helping 
Baby boomers completing the survey. In a study they based on seniors (> 50 people), De 
Bernardo and Curtis (2013, pp.220-240) found out that the best way to increase efficiency 
through a survey is to resort to a “mixed-mode approach” combining both paper and online 
survey. 

Why did we choose France and Belgium as countries of reference in our survey? First, France 
and Belgium are both taken as samples of the western countries: the results we got can 
therefore be generalized to the western countries. We also wanted to get a big amount of 
answers in all generations. By using English to spread the survey to other countries, we would 
have added another barrier and limit to our study: the Baby boomers might have never had the 
chance to learn English at school, whereas it is now common for Gen Y to have attended 
English classes for some years. A solution could have been translating the survey in other 
languages and send them in other countries where we have connections but the efforts and the 
time we would have put in it would not have been profitable to our research project.  

Concerning the language, we had to adapt the questionnaire to our double target (Belgian and 
French). Even though, Belgian and French people speak the same language – that is French- 
the classification in International Standard Classification of Occupations (ISCO) called PCS 
in France equivalent, is hardly used or understood in Belgium. Therefore, we had to be 
especially careful while formulating the questions. 

 

2.3.2 Interviews 

• Objectives 

We chose to complete this quantitative survey by more qualitative interviews because we 
believe that the combination of the concept of generations and knowledge management can be 
better explained by human being rather than figures. We even got some comments from 
people who answered to our online questionnaire; they said that the little spaces where they 
could express their opinions were not really appropriate because it was difficult to summarize 
shortly and clearly their nuanced ideas. Even if the survey and the interviews do not cover 
exactly the same topic, we still ask questions about the survey’s topic to compete our 
quantitative data. The spaces in the questionnaire are completely different from interviews, in 
the sense in which the interviewees’ answers are much more personal and exhaustive than 
short written answers. McNamara (n.d., para 2) illustrates perfectly our opinion by saying  

“Interviews are particularly useful for getting the story behind a participant’s experiences. The 
interviewer can pursue in-depth information around the topic. Interviews may be useful as follow-
up to certain respondents to questionnaires,e.g., to further investigate their responses.” 

Using interviews is a good approach regarding the subjectivity that our respondents can resort 
to concerning the subject. We want to give them the opportunity to feel free to develop their 
ideas in a personal way, about the form but also the content. That is to say, they are not forced 
to respect a standard format like they should do for a structural questionnaire. They can start, 
for instance, their explanations by an anecdote if they find that it will be easier for us to 
understand. There is also a certain freedom from the interviewer side, he or she can explain 
the interview’s purpose before starting the questions or at the end, he or she can adopt a 
roundabout approach with indirect questions (Kvale, 1996, p.127). About the content, we 
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think that interviewees can be more open and feel more comfortable in an oral interview than 
answering to written questions. We really want the respondents not to be afraid to tell us 
details about their experiences and emotions because it is precisely those details that we 
cannot find in theories. As students, it is also very interesting for us to compare these two 
sides of leadership.Even if the respondents explain something slightly off the principal topic, 
the interviewer can ask follow-up questions to find the link with the original question. To 
control the quality of the interview’s result is a real advantage of interviews comparing with 
written questions. Indeed, “the quality of the original interview is decisive for the quality of 
the later analysis, verifications and reporting of the interview” (ibid., p.144). 
 
That is why we interviewed the respondents late. We changed a lot the thesis’s final 
objectives and we did not want to interview people without being sure of the quality and the 
utility of those answers. We always wanted to adapt our questions the best we can to our new 
ideas.  
 
In quantitative interviews, the approach is structured to maximize the reliability and validity 
of research questions or hypotheses’ measurements. Exactly the same questions are asked to 
each individual of the population sample (Rubin and Rubin 2005). According to Devetak, 
Glazar and Vogrinc, “the main aim of quantitative research is to obtain reliable, exact, 
precise, measurable, objective and valid results” (2010, p.82). In our case, it is quite the 
opposite. Indeed our interviews’ questions are different and personal according to the 
interviewee; to his or her position in the organization and of course to his or her age. As said 
just above, it seems logical for us to ask appropriate questions to get interesting answers back 
from them so we preferred to have unique and individual answers; our purpose is not to 
analyze the result in a statistical point of view, our interviews’ objective is rather to 
investigate specific cases making general outlines. This decision corresponds totally to 
qualitative interviews. Indeed, according to Devetak, Glazar and Vogrinc (2010, p.78) 
qualitative research approach aims more at examining individual situations than collective 
ones. The study is mostly conducted as a study of one case only or a smaller number of cases, 
therefore the techniques of data collection are adjusted to a small scale analysis, enabling the 
researcher to get to know the social environment. The qualitative interview seeks to describe 
the central themes in the world of the subjects and seeks to cover both a factual and a meaning 
level (Kvale 1996).  
 
Following Kvale (2010, pp.124-130), there are different sort of qualitative interviews.  

• The first one is the “interview conversation”. It is described as a human interaction in 
which the two parts exchange ideas in a polite and safe atmosphere about a theme 
judged as a mutual interest. There is an asymmetry of power between the two actors; 
the interviewer defines the situation, introduces the topics and directs the interview’s 
course.  

• The second type is “framing the interview”. Here some directions are suggested to 
encourage the interviewees to develop their point of view. The interview’s context and 
purpose are introduced by a briefing. The interviewer has to be sure that the 
respondent has a clear and good understanding of the subject before letting him or her 
answer freely. There is also a debriefing at the end of the interview about new insights 
or about the interviewee’s emotions during the interview. The interviews in general 
are always recorded but this last debriefing is like an after conversation with the tape 
recorder turned off.   

• The next type of interview is the “interview guide”. The interview includes the topics 
and their sequences. This structured guide predetermines all the questions.  
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• The last category is the “interview question”.  This conversation is characterized by a 
specific structure and a systematic form of questioning. The questions are brief and 
simple. Here the ability to listen actively is more important than the questioning 
techniques.  

 
Our interviews correspond more to the “framing” model. In order to give to our interviewees 
an overview of our topic, we introduced it when we asked them if they would agree to 
participate in our project. We also recalled the context of our thesis and the objective of the 
interview before starting questioning. Then, the respondents were totally free to answer what 
they want the way they want. Concerning the debriefing, it was not really about their 
emotions but rather about their opinion concerning our questions. We asked for example “do 
you think we forget an interesting question about the topic?” or “do you think we emphasized 
on the right theme’s aspects?” 
 
Because of the distance, we interviewed the respondents by Skype to have at least a visual 
contact. We recorded the conversation in order to stay active in the interview instead of taking 
notes. Then we rewrote all the answers word by word in order not to change their meaning 
and to also use exact quotes from the interviewees.  
 

• Who ? 

1. Ludovic Gattuso is a team manager in National Pensions Office in Belgium, an 
organization which is in charge of all the pensions of salaried workers. 27-year-old aged, 
he is the youngest person in his service. His case is quite interesting for us because he has 
a team of 23 people of which a large majority is more than 50 years old. So he is a young 
manager but in addition a new one; indeed he has been in this company for only 3 months.  

2. Jean Baudoux is working in ORES, a private company which distributes gas and 
electricity in the public sector in the whole Wallonia. He has been chief of the service 
purchasing goods and services for 6 years. He is 65; he considers himself as the “service’s 
grandpa” because he is the oldest person in it. He is in charge of a group of 25 people of 
which 19 people are between 22 and 35 years old.   

When we introduce quotes from their interview we use their first name. Of course we asked if 
they agreed before, and they did. All along our thesis, we put their comments in boxes; purple 
boxes for Ludovic and green ones for Jean. By this way, we would like to transform these 
formal interventions in something less strict, as if they were close to the reader bringing their 
experience.  

We chose these two persons because they represent two specific and very interesting cases. 
Those two interviewees belong to two extreme generations (Ludovic belongs to the 
generation Y and Jean is a Baby Boomer); we get information from two different points of 
view about the same topic. Coming from Belgium, the interviewees stay coherent with the 
survey’s results. That does not mean that their answers are the same but rather that all 
respondents and interviewees talk about the same situation, living in the same society and 
same kind of companies. Following a logical line through the whole data collection was 
important with our will to confront interviewees’ opinion and some results from the 
questionnaire.  We also chose these interviewees because it was quite easy to contact them 
thanks to their propinquity with our entourage. Unnecessary to say that of course talking in 
the same mother tongue from both parts made the interviews easier than if we interviewed in 
English. By this way we understood every single turn of phrase.  
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We are aware that we have to be careful about the terminology that we use to talk about these 
two interviewees. Our general topic concerns leaders in the workplace but we cannot consider 
any official team chef as a leader. Abraham Zaleznik (2004) who wrote an article only 
dedicated  to the difference between leaders and managers, states that managers are inclined 
to follow structure, in contrast leaders act according to their feelings. Managers are respected 
because of their official position, while leaders are followed thanks to their attitude. In our 
case, it is a bit delicate to treat our interviewees as leaders because nothing proves us in the 
interviews that they have the leader’ characteristics. For instance, some Ludovic’s answers 
could lead to think that he might be a leader in his team but in fact we do not have his 
followers’ point of view, so we cannot affirm that he really is a leader. To avoid confusion, 
we will consider them managers: a leader can have a managerial position but a manager is not 
necessarily a leader. That is why we avoid to use the term “leader” all along our thesis 
concerning our interviewees. 
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3 THEORITICAL FRAMEWORK 
 

In the first section of this chapter, we will come back on the definition of diversity. Then, we 
will see the different forms of age diversity – birth cohort, age group and generation. We will 
explain why we picked the concept of generation among those and define the terminology 
embedded in this concept. In the second section of this chapter, we will focus on the 
intergenerational perceptions and explain the two main theories we use to analyze data: 
Kenny’s Model and The Big Five. Finally, in the last section, we will explain the main 
concepts in the Knowledge Management field. 

 

3.1 What is diversity? 

We are all like snowflakes, all unique in our own special way. 
And just like two snowflakes no two people are the same. Unknown 

Originally, the term “diversity” comes from the old French word “diversité” coming from the 
latin “diversitas” and meaning “difference, diversity, unique feature, oddness”. Today, this 
word is part of our daily vocabulary and is used in many different fields. This frequent use is 
understandable since diversity is one of the traits that best define humanity. Indeed, as many 
already said, “we are all like snowflakes, all unique in our own special way”. Snowflakes can 
seem all the same, but when one has a closer look to them, one can see that they are actually 
all different. It works the same way for human beings.  

Williams & o’Reilly (1998) agree that diversity mainly refers to some elements such as the 
gender, the age or the “culture” in the sense of ethnic origin. This definition has helped to 
measure the diversity in the society and in organizations. Today, it is one of the most spread 
definitions published on the net. Yet, this definition has been criticized for being too 
operational. Indeed, it does not even mention what diversity really is; it just points out some 
elements in which diversity could lie in (Garner-Moyer, AFMD, 2012, p.38). Other authors 
like Gardenswartz and Rowe’s (1994) came up with extended models. They represented 
diversity through the four layers of diversity model hereunder. They compared diversity to an 
onion possessing layers that once taken away reveals the core. According to them, the four 
layers of the onion are organizational dimensions, external dimensions, internal dimensions 
and personality. First, the personality is the core layer of diversity. It encompasses all the 
aspects of the individual that may be classified as “personal style”. The internal dimensions 
constitute the main second layer of diversity. They are closer to the personality since they 
cannot be easily changed through time. On the contrary, external dimensions can be easily 
changed except for religion and worldview which can be regarded as internal dimensions due 
to the fact that sometimes they do not result from the individual’s freewill. Finally, 
organizational dimensions are defined by corporate and institutional affiliation.  

This representation helps us understand the extent of the concept and provides us with a better 
overview of what diversity is. Indeed, it is much more difficult to find two individuals that 
would present the same characteristics in each element of each layers than to find two 
individuals with the same gender, age and culture and ethnic origin as introduced by Williams 
and o’Reilly. 
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Figure 3.1: The four layers of diversity model 

Adapted from: Lee Gardenswartz and Anita Rowe, Diverse Teams at Work:  
Capitalizing on the Power of Diversity,Society for Human Resource Management 2003.  

http://www.gleichstellung.uni-freiburg.de/GDManagement-
en/gdmanagement?set_language=en 

 

What is also relevant in this model is to see the possible relations between the different layers: 
some internal dimensions can have an impact on external ones which could in turn have an 
influence on the organizational dimensions. The social class background can for instance 
influence the parental and marital status. It will not determine for sure the status because as 
seen in the model, there are many others elements of the diversity to consider. 

Every element of this model could be interesting to dig more into. Studying the diversity in 
personalities could be a key topic to really understand diversity but as personalities differ 
from an individual to another, it makes it really difficult to study it. As the internal 
dimensions are the most important elements after personality, it can be interesting to focus on 
one of them to understand the phenomenon of diversity in the society and in organizations. 

Lépine et al. (2004) dug into the empirical studies already done about the management of 
diversity in organizations from published articles. In the period 2000-2003, they observed that 
the most studied aspect of diversity was, first, the gender with 74% of the articles dealing with 
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this variable. Then comes the ethnic origin with 39% and finally the age with 9%. Although 
since that moment those figures may have changed, what we observe today is that the 
diversity in age has not been as studied as it should or could have been. 

 

3.2 Forms of Age Diversity 

In today’s society, age has become an indispensable variable to define one’s own identity. 
Indeed, when one has to book a flight for instance, one has to inform the airline and the 
customs the date of birth to give them the possibility to control one’s identity. Another 
example is that when one has to sign a contract such as an insurance policy contract, the 
birthdate in most cases appears. Hence, the birthdate makes somebody authentic. It can be 
seen as a piece of information completing first name(s) and last name(s). 

According to Oxford dictionary, the age can be defined as “the length of time that a person 
has lived or a thing has existed”. It can also refer to a “particular stage in someone’s life” or 
“the state of being old”. In the field of sociology, the last definition has been used more often 
to better understand geriatrics and the aging phenomenon than the age itself. 

The age per se is just a variable, a number used to know at which date somebody was born - 
that is the exact moment of birth - or to know how long this person has been living - that is the 
period of life. Alone it cannot really be the subject of a whole study. However, many aspects 
of our current traits come from our age. People born the same year and who experienced the 
same significant events in their early life can tend to have some traits that others born twenty 
years earlier would not have. The famous example of technology can illustrate that the people 
born in the last thirty years tend to be more technology savvy than the oldest ones since they 
grew up during the internet revolution. 

Weiss and Lang (2012, p.5) underline the different forms related to ageing: the birth cohort, 
the age group and the generation. They explain that individuals can identify themselves as 
being part of a group presenting common characteristics due to a relatively common past – the 
generation – or as being part of a group being currently the same age – the age group.Their 
model hereunder focused on later adulthood highlights the dual age identity possible for 
elderly people. 

 

 
Figure 3.2: Model of the dual age identity 

Adapted from Weiss and Lang, The two faces of age identity (2012, p.5) 

 

The most important point in this model is the dual identity possible related to the age and not 
only for elderly people. In the following part, we will attempt to explain those different forms 
of age diversity. 
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3.2.1 Birth cohort 

The term “birth cohort” aims at gathering the different people born the same year: everybody 
born in 1990 would be in the same birth cohort for instance. The problem of this term is that it 
does not imply any sociological or psychological effect on the individual: saying that 
somebody born in 1970 and somebody else born 2000 only differ in their birthdate is not 
really appropriate: there are direct/indirect or conscious/unconscious consequences resulting 
from the birthdate. That is the reason why this concept lacks of relevance to be used in our 
study. 

 

3.2.2 Age group 

An age group encompasses all the people who are currently the same age. Unlike the birth 
cohort, the age group refers to the actual age of people. Those people can identify themselves 
to this group since they are at the same stage of their life. As an example, people who are 
currently more than 65 can be seen as an age group because they can have the same current 
status that is ‘retired’, they can have more or less the same lifestyle, etc. The age group 
concept is more focused on the “Life cycle” than the other forms of age diversity. This notion 
is extremely linked to the concept of “passages of life” as illustrated by Hugo’s following 
quote:  

 “Forty is the old age of youth, fifty the youth of old age.” 
 
Those terms “youth” and “old age” are not recent: Aristotle in his rhetoric already described 
them. 
 

3.2.2.1 Aristotle’s Rhetoric 

In order to understand the different types of human character regarding the emotions (anger, 
desire…) and the moral qualities (vices and virtues), Aristotle in Rhetoric, Book II 
distinguishes three different ages:  youth, the prime age and old age. In chapters XII and XIII, 
he draws a portrait of the different characteristics of the youth and the old age. He underlines 
the opposition of those traits. In some way, he sees life as a succession of those three ages and 
pictures the evolution of Human being through their life. 

 

YOUTH OLD AGE 
• They have strong passions, and tend to 

gratify them indiscriminately 
• They show absence of self-control in 

their sexual desires. 
• Their impulses are keen but not deep-

rooted 
• They are hot-tempered, and quick-

tempered 
• They are eager for superiority over 

others, and victory is one form of this. 
They love both more than they love 
money 

• They "think," but they never "know"; and 
because of their hesitation they always add 
a "possibly" or a "perhaps,"  

• They are cynical; they tend to put the worse 
construction on everything 

• Their experience makes them distrustful and 
therefore suspicious of evil. 

• Consequently they neither love warmly nor 
hate bitterly 

• They are small-minded, because they have 
been humbled by life; They are too fond of 
themselves;  
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• They are sanguine; nature warms their 
blood as though with excess of wine. 

• Their lives are mainly spent not in 
memory but in expectation. 

• Their hopeful disposition makes them 
think themselves equal to great things 

• Their lives are regulated more by 
moral feeling than by reasoning 

• They are fonder of their friends, 
intimates, and companions they like 
spending their days in the company of 
others, and have not yet come to value 
either their friends or anything else by 
their usefulness to themselves 

• They are ready to pity others, because 
they think everyone an honest man. 

• They are fond of fun and therefore 
witty, wit being well-bred insolence. 

• If they wrong others, they mean to 
insult them, not to injure them. 

• They are not generous, because money is 
one of the things they must have, and at the 
same time their experience has taught them 
how hard it is to get and how easy to lose. 

• They are cowardly, and are always 
anticipating danger 

• They are not shy, but shameless rather 
• They lack confidence in the future; partly 

through experience 
• they are continually talking of the past, 

because they enjoy remembering it. 
• They are often supposed to have a self-

controlled character; the fact is that their 
passions have slackened, and they are slaves 
to the love of gain. 

• They guide their lives by reasoning more 
than by moral feeling 

• If they wrong others, they mean to injure 
them, not to insult them; 

 
Figure 3.3: Different characteristics of Youth and Old age 

Adapted from Lee Honeycutt (2014) adaptation of Aristotle’s Rhetoric 
(http://rhetoric.eserver.org/aristotle/rhet2-13.html)15/03/2014) 

 

Aristotle defines the Youth age as being hopeful, social, naïve, ambitious, impulsive. Young 
people are looking towards their future. In the opposite, the Elderly age is described as being 
distrustful, self-controlled, miserly, fond of oneself small-minded. Elderly people have 
experienced life; they have been humbled by it but they still like to look back and remember 
good memories. Those traits have been acquired through time. Hence, the main difference 
between both ages is that one has experienced life and the other has not. Their character 
depends on how long they have lived. Here, Aristotle describes life as a disillusion. 

The most interesting part in this distinction of ages by Aristotle is the context in which he 
explains them. Indeed, Aristotle with his Treatise on Rhetoric became the precursor of this 
new art that is Rhetoric. In his books, he gives some lessons on what Rhetoric is and how to 
become a good speaker. The distinction in ages is part of the second book of his work. In this 
book, he explains that to be a good speaker, one has to adapt to the character of the audience. 
According to him age, among others, was one of the elements that build the character of the 
audience. Therefore, a condition to be good at Rhetoric is to adapt one’s speech to one’s 
audience. If the audience is part of the youth, then it is better to speak with more expressions, 
feelings and passion. If the audience belongs to the Old age, it would be better to deliver a 
speech more based on proven facts, realities and reason. 

3.2.2.2 Concept of Seasons of man’s life by Levinson 

i. Concept 

In his book, Levinson develops a theory regarding the developmental aspect of man’s life. 
After a seven- year project, he came out with different stages in man’s life that would be part 
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of the process men experience in their life as adults. His book only refers to man’s life. 
However nineteen years later, he wrote a new book regarding the developmental stage, this 
time with the woman as main actor; a book he called “The seasons of a woman’s life” (1996). 

 
 

Figure 3.4: Developmental periods in early and middle adulthood 
Source: Levinson, D. J. (1978). The seasons of a man's life. (p.57) 

• Early adult transition (17-22) 

This step implies individuals to move out of the pre-adult world to check and modify their 
limits, modify or stop some relationships with important people or groups. It is also the step 
during which the individuals step up in the adult world to experience it and to start creating 
their own initial adult identity. 

 

• Entering the adult world (22-28) 

In this step, the individuals do no longer see themselves as children but as novice adults who 
found a house of their own and live for themselves. In this phase, the individuals make 
decisions and test them (both in the professional sphere with their job and in the personal 
sphere with among others love relationships). The individuals find themselves between the 
possibility to explore new things and avoid commitments but at the same time, at this moment 
the individuals start to set up a stable life structure - a contrast they have to manage. 
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• Changing the first structure life (28-33) 

During this step, the individuals discover the limits and the consequences of the decision they 
made in the previous step.Things become more serious. Due to these changes, some people 
even refer to this stage as the thirty crisis. 

Those three first stages are seen by Levinson as a “the preparatory, novice phase of early 
adulthood”. (ibid, p.59) 

 

• Settling down (33-40) 

In this stage, the individuals get involved in their environment (family, work, leisure…) and 
to start to achieve the goals and aspirations they previously had. They work to really enter in 
the society and to show their value. In this step, the individuals are climbing the ladder. 

 

• Moving from Early to Middle Adulthood(40-45) 

In this transition stage, the individuals re-question their previous choices. To do so they take 
stock of all they have previously achieved. Some people do not really bother with it but for 
most this transition comes with a struggle between oneself and the external world. It will take 
some time for them to find a new path. 

 

• Entering middle adulthood (45-50) 

During this step, the individuals already tested and verified their choices. They have to rebuild 
a new life structure with more certain choices. This period can be marked by a divorce, an 
illness, a major change in job. It can work the same at work: the job can be the same but the 
vision of work can be different as they can have had some deceptions and are looking towards 
the retirement age. 

 

• Age fifty transition (50-55) 

In this period, the transition works the same way in middle adulthood than the age thirty in the 
early transition. People re-question themselves and make significant changes. 

 

• Culmination of Middle adulthood (55-60) 

This step is quite stable. People re-settle themselves and set up a new life structure.  

 

• Late adult transition (60-65) 
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This phase implies the end of middle age and beginning of the late age. It represents a big 
turning point in the way people live as they move from a period in which they were working 
to another one in which they get free from it. 

 

In this theory, it is interesting to see that life is a succession of stages. Some of those stages, 
even though they are not translated into the exact same events, are quite similar: during the 
different transition periods, the individuals re-question their way of living. After that, they 
restart something new and try to find a life structure. 

Levinson gives quite an importance to the age: “we are ever ageless. As we gain a greater 
sense of our own biographies, however, we can begin to exist at multiple ages. In the process, 
we do not fragment ourselves; rather we become more integrated and whole”. (ibid, p.321). 

In this quote, Levinson explains that life is a constructive process. Moving from a stage to 
another does not mean giving up or getting rid of what happened before. Life is a construction 
not a fragmentation. 

 

ii.  Criticism 

Those stages in man’s life can be questioned in our current context. In his concept, Levinson 
makes his observations from the post-Great Depression context in which he lives. He does not 
really take into consideration the different possible contexts in which one goes through during 
those developmental stages. 

While trying to give a more precise definition of “Life cycle”, O’Roland and Krecker  pointed 
out that the structural composition of each birth cohort (size, sex ratio) and the historical 
events experienced by those cohorts have direct impacts on the life courses of individuals 
(1990, p.241). The example they give was quoted from the book Remarriage: a life-cycle 
perspective (1989), in which the author Uhlenberg argues that Remarriage is not a common 
stage for each birth cohort. One has to take into account the evolution of this concept and its 
practice over time. Indeed, it used to be not as accepted or practiced by the society as it can be 
today. That is why one cannot exclude the historical factor and the shifting demographic 
pressures that provide a context to the members of each birth cohort. 

It could also be interesting to update Levinson’s model to see what would be the life cycle of 
the present generations and the upcoming ones but this would be another thesis work that 
would require a more longitudinal approach. 

In some way, we could say that the generation has an influence on the different stages of the 
life cycle of its members. Hence, the life cycle as fixed by Levinson is perpetually evolving. 

Unlike the age group or the birth cohort, the concept of generation is rooted in the context its 
members grew up in. The identity of such a group can be conceptualized as a permanent 
group membership related to the birth cohort. That is why we find it more relevant than the 
other two types of classification. In the next subsection of this work, we define deeper this 
concept. 
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3.2.3 The concept of Generation 

3.2.3.1 Definition 

The term “generation” comes from the Latin word “generatio” that takes its source in the verb 
“generare” which means to generate or to beget (Larousse 2014). In biological sciences, 
“generation” is also identified as procreation or the act of producing offspring (Answer 
Corporation, 2014).  

First introduced by Mannheim (1952), the formation of generations is seen as extremely 
similar to the formation of social classes, as both are opposed to a “concrete group”. Indeed, 
unlike family for which links already exist between individuals or unlike association for 
which people agree to be/work together according to a common willingness, generation 
members do not need to know, share links or have a common willingness with the other 
members of the same generation. All Mannheim’s work about generation is based on a 
sociological approach of this term: people of the same generation experienced mainly the 
same historical and sociological event(s) during their early age. This definition insists on the 
common events people of the same generation experienced mainly during their early age. 
Later, Ryder (1965, p.845) defines this concept as “an aggregate of individuals who 
experienced the same event within the same time interval”. Kupperschmidt (2000; p.66) adds 
a developmental aspect to the definition. According to him, a generation can be looked as “a 
group of people or cohorts who share birth years and experiences as they move through time 
together’’. 

From a familial point of view, “generations” signifies the different degrees in a same family, 
that is to say children, parents, grandparents and sometimes great-grandparents. By 
metonymy, the term “generation” represents the laps of time which separate those different 
degrees from a same parentage. Each step is characterized by a specific stage in the life cycle 
(Answer Corporation, 2014).   

According to us, what is consistent across these definitions is that a generation is defined as a 
group of individuals, who are roughly the same age, and who experience and are influenced 
by the same set of significant historical events during key developmental periods in their lives, 
typically late childhood, adolescence, and early adulthood. Because of this common 
development, they share the same values and attitudes which are specific to their own 
generation. This last description represents to us a complete definition of what we have in 
mind when we talk about generations through this thesis.  

3.2.3.2 Intergenerational, multigenerational or transgenerational? 

While reading, we found those three terms which seem to have the same meaning. However, 
there are some differences between in term of meaning and use. 

Trans-generational means acting across multiple generations. Those generations might not 
have any direct present link like a child with a great great grandfather for instance. This term 
is not relevant in our case, since the generations have a direct connection to each other. 

When one talks about a multigenerational group, one supposes that there are different birth 
cohorts in a same place but it does not imply the abundance of interaction between those 
cohorts, whereas intergenerational refers to a set of different people from different age 
working together (Brownell & Resnick, 2005, p.69). Therefore, the term “intergenerational” 
better suits to our work. 
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3.2.3.3 The different generations 

Before entering into the heart of our subject, we have to define and explain its terminology 
and its limitations for instance the number of generations upon which we focus, and their 
boundaries. Concerning those aspects, many authors do not present the different generations 
in the same way. The most flagrant element is the generations’ number in the workplace 
which varies depending on the authors and the article’s location and date. Sometimes five 
generations are exposed in the literature. For instance, the Canadian organization called 
Desjardins presents the veterans, the baby boomers, the generation X, Y and Z (Saleh, 2011). 
Johnsons (2010) also points out five different generations working in the same workplace; the 
traditionals (born before 1945), the baby boomers (born between 1946 and 1964), the 
generation X (born between 1965 and 1980), the generation Y (born between 1981 and 1995) 
and finally the linksters (born after 1995). We think that authors who consider five 
generations in the workplace can do it because of their choice of age boundaries. It is logical 
to have fewer groups if their limits are larger. The authors who present the generations a bit 
larger (Jones and Shao, 2011; Schullery 2013) state the generation Y as the group of people 
born between more or less 1982 and 2000. In this way, those coherently take into account one 
generation less. In addition, considering people born before 1945 in the workplace, like they 
do, is a bit uncommon for us. Indeed in Europe the retirement age is around 62 (like Portugal 
or France) or 65 years old (like Spain, Belgium or Austria). But actually the Johnsons’ article 
has been written in the US where the retirement age is 67, or often 70 years old (National 
academy of social insurance), so it is possible for them to count a fifth older generation. The 
limit of 70 is also implemented in Japan or in Korea (OCDE, 2006). It is important to keep in 
mind this age retirement criterion through our thesis in order not to mix all the situations.  

The authors who consider five generations in the workplace are still pretty rare. Many authors 
distinguish four generations in the workplace. One of them is Aarp who presents: the World 
War II generation, the baby boom generation, the generation X and the millennial generation 
(2007). But about this last article, we have to take into account that it was written in 2007. 
This means that the situation is surely different nowadays seven years after its publication 
because we can think that people born before 1945 have since retired. This explanation can 
also be used for other articles which were written around 2006, like “managing multiple 
generations in the workplace” by Harbert and Dudley.  

Because of those different reflections about the number of generations in the workplace we 
want to fix it at three generations; the baby boomers generation, the generation X and the 
generation Y. A lot of recent literatures follow this decision, like Dixon, Mercado and 
Knowles, 2013; Ethics Resource Center, 2009; Young et al. 2013; Zopiatis, Krambia-
Kapardis and Varnavas 2012. As we previously explained, counting one more generation 
before the baby boomers would not correspond to our actual situation. And concerning the 
generation Z, we think it is a bit early to see its members in the workplace but it is still 
interesting to analyze them in our part about the future.  

Through the whole literature, there is a huge variety of boundaries to delimitate the different 
generations so it is a bit tricky to fix ours but it is essential to do it so that the reader can have 
a concrete idea of which people we are talking about. The generation of the baby boomers is 
set as the group gathering people born after the Second World War and until the fecundity 
rate slows down, that is to say between 1945 and 1964. The Generation X includes people 
born between 1965 and 1980. For those two first generations, authors tend to agree because 
there is not a big difference following the different articles regardless when and where they 
were published (Fingerman et al., 2012; Macunovich, 2000; Remouleau, 2012; Zopiatis, 
Krambia-Kapardis and Varnavas, 2012). For Generation Y, it is a bit delicate to fix its limits 
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because authors are more confused than for the other generations. For instance, Saleh (2011) 
establishes the generation Y as the group that contains people born between 1977 and 1991 
while Turpin (2013) says that the generation Y is represented by people born between 1980 
and 2000. Therefore, to fix rationally the boundary in our paper we are going to “split the 
difference”. That is to say that our generation Y concerns people born from 1980 to 1997. We 
chose 1997 because we think that the next generation (Z) appears a bit earlier than 2001. We 
have to keep in mind that the more we extend the boundaries, the more there is a risk that our 
information does not correspond to people who are in the group. 
 

3.3.3.4 Terminology in the literature 

As we can already see in those first paragraphs, there are several specific names to designate 
the generations. So it is time to have a nomenclature point before continuing deeper in the 
topic.  

For the oldest generation, every author agrees to call its members “baby boomers”. The baby 
boom represents the significant increase of births at the end of World War II, in contrast to the 
baby crash during the War. This peak reflects the hope and prosperity that people felt after 
experiencing the horrors of war (Olliver & Tanguy 2008). “Baby boomer” is the most 
common term to call this generation, however there are different names that appear in the 
literature like Vietnam generation, Me generation (Aarp, 2007); The Woodstock Generation 
(Johnson & Johnson, 2010). To keep it simple, we are going to call this first generation the 
“baby boomers” or the “BB”. 

The next generation called most of the time “Generation X” has also different names like for 
instance; Gen X, post boomers, thirteenth generation (Aarp, 2007) or the Latchkey Generation 
(Johnson & Johnson, 2010). Tolbize (2008, p.3) sets that this generation is also called “the 
baby bust generation” because of its small size relative to the Baby boom generation. The 
term “Generation X” is due to Douglas Coupland’s roman in which the author explains that 
this generation, sometimes called “twenty something”, is not lost like people think. 
Generation X was designated as part of America’s social hierarchy rather than a generation. 
Coupland found this expression in Paul Fussel’s book, where it was mentioned for the first 
time (Franken, 2009, p.1).  

The generation which has the most different names is the generation Y even if this term is the 
most famous. This designation by the letter Y comes from the simple fact that this group 
follows the generation X. It can also be interpreted like the pronunciation of  “why?” which 
expresses the questioning about constraints (Olliver and Tanguy, 2008). Remouleau (2012) 
points out several terms to designate the generation Y ; “Generation V” to express the 
members’ second virtual life in multi players games (like World of Warcraft for example); 
“Thumb Generation” which illustrates the facility of writing SMS with their thumb, “digital 
natives” because they have grown up with technologies, “net generation” referencing to 
internet, “e-generation” stands for the generation always connected, “millennials” because 
they are just born before the new millennium, “Facebookers” which expresses the everyday 
use of Facebook, “now generation” because its members are often impatient and finally 
“Whyners” referencing again to the fact that they always ask questions. Aarp (2007) mentions 
some other terms like Internet generation, echo boomers, boolet, nexters, Nintendo 
generation, sunshine generation. Through our thesis, we decided to call this third group the 
Generation Y or Gen Y.   
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As stated above, we decided to focus on those three generations because they are represented 
in every workplace around the world. While the generation before the Baby boomers, for 
instance, is not present in the European workplace anymore. Despite of this sort of fact, 
according to us it is still interesting to describe the denominations of all the generations 
because they all play a role in the current society. To better understand the three generations 
in the workplace we need their general context. A complete frame is required to appreciate 
properly the explanations about those specific people. From this point, we need to know how 
to call the two other generations who are not present in the workplace.  

The generation before the baby boomers is generally called “the veterans”. This one 
represents people born before 1945. They are also named the traditionalists (Buahene & 
Kovary, 2003; Lagace 2010; Tolbize 2008). The “silent generation” is sometimes used (Saleh, 
2011). This last name represents their cautious and withdrawn natures, even in their youth 
(Magid, 2014, p.3). Even if the generations are different from each other, there is a common 
thread between them. Each of them is a bit linked with their previous one. A quote from Carle 
Sagan summarizes perfectly this idea by saying “You have to know the past to understand the 
present”. Through this written work, we are going to use simply “the veterans” to designate 
this oldest generation.   

Of course if we approach the past, it is logical to expose also the future.  Concerning it, we are 
going to set a deep part about the forecasts of the future workplace, still from a generational 
point of view. But we have again to discuss a bit about the nomenclature. There are not so 
many different names to call this latest generation, it may be due to the fact that it is not really 
known yet. But most of authors who talk about those young people call this group the 
“generation Z” (Ferincz et al., 2010; Ivanova & Smrikarov, 2009; Saleh, 2011), as we are also 
doing along this thesis. There are very few different other names, like for example; « the 
pluralist generation » that the organization Magid Generational Strategies (2014) uses all 
along its written report; “linksters” or “the facebookcrowd” (Johnson & Johnson; 2010). Grail 
Research Analysis (2011) goes even deeper in the topic about young people by presenting the 
latest generation - that is people born after 2010 – and calling them “generation alpha” or 
“google kids”.  

 

3.3 Intergenerational Perception 

3.3.1 Importance of perceptions 

“Perception is the process by which organisms interpret and organize sensation to produce a 
meaningful experience of the world” (Lindsay & Norman 1977 cited in Pickens 2005, p.43). 
In other words, individuals once confronted to a situation or a stimulus will try to make sense 
of it thanks to their own frame of reference. These frames can be defined as generalized points 
of view that help people interpret their experience (Cantril, 1941) by linking it with past 
moments of socialization (Weick, 1995). Yet, the interpretation made by the individual may 
be considerably different from what reality really is. 

Regarding the human relations, the challenge with perceptions lies in the fact that one might 
not understand the others’ perception or assume this perception matches one’s own 
perception. An example of perception at work would be the following proposed by Laura 
Portolese Dias (2013, n.p.) 
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The following quote of Robbins sums up really well this point and our approach of the 
intergenerational relations. 

 

This quote underlines the power of perception of reality over reality itself: one behaves 
according to what one perceives of the world rather than how the world really is. What is 
meant here is not that reality does not exist at all, but more that people act in line with how 
they see this reality. 

In this thesis work, we based the study of the intergenerational relations by the perceptions 
people have of one another. In the next section, we will explain Kenny’s social relations 
model (1994) to understand what the different types of perceptions are and which questions 
are worth studying. 

 

3.3.2  Social relations model by Kenny 

In his book, Interpersonal perception: a social relations analysis (1994) Kenny refers 
to the Social Relations Model. This model treats person perception as a two-sided process. 
While talking about person perception – in opposition to object perception – Kenny usually 
prefers to use the term “interpersonal perception”. In this way, he can insist on the 
relationship between the two persons. In order to be operative, the Social Relations Model 
requires three elements: a perceiver, a target and a relationship between those two. First, the 
perceiver is the actor; the interest lies in ‘how this actor sees others?’. Second, the target is the 
object of the action. By object here – in opposition to subject - we mean the passive perceived 
person. The interest lies in ‘how a person is seen by others?’. Then, the relationships imply a 
variance in the way different perceivers will see the target: two different perceivers will see 
the target differently depending on the relationships they have with the target. 

According to Kenny, there are three different types of perceptions: the other-
perception, the self-perception and the meta-perception. The other-perception mainly refers to 
how a perceiver will see the others. The self-perception refers to how one can perceive 
oneself. The meta-perception refers to how I, as a perceiver, think that the others perceive me. 

In his book (p.6), Kenny comes up with a list of nine questions regarding those 
different types of interpersonal perceptions that one could ask. Because of the pertinence of 
Kenny’s model in our search study, we decided to adapt his model to a more generational 
scale than an individual one. Hereunder are the nine different questions one can ask.  
 

 
 
 

“People’s behavior is based on their perception of what reality is, 
not on reality itself” (Robbins S. P., 2005, p. 134) 

“For example, you may perceive your coworker to be lazy because he always arrives to 

work at 8:15 a.m. and the start time is 8 a.m. Suppose he has a child with a medical 

condition who needs special schooling, and the school doesn’t open until 8 a.m.? 

Perhaps he has made arrangements with your supervisor of which you are unaware.” 
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Figure 3.5: Intergenerational perceptions model inspired by Kenny 
Question Statement Symbol 
Assimilation Does Gen X see others alike? X(Y) = X(BB) 
Consensus Is X seen the same way by others? Y(X) = BB(X) 
Uniqueness Does X see Y differently? X(Y) ≠ X(BB) 

X(Y) ≠ BB(Y) 
Reciprocity Do X and Y see each other similarly X(Y) = Y(X) 
Target accuracy Is X’s view of Y correct? X(Y) = Y 
Assumed Reciprocity Does X think others see itself as X sees the 

others? 
X(Y(X)) = 
X(Y) 

Meta-accuracy Does X know how it is seen? X(Y(X)) = 
Y(X) 

Assumed similarity Does X see others as it sees itself? X(Y) = X(X) 
Self-other agreement Do the others see X as it sees itself? Y(X) = X(X) 
 
Adapted from Kenny’s book Interpersonal perception: a social relations analysis (p.6) 
Notations adapted from R.D. Laing 

Rules: 
� X represents Generation X, Y represents Generation Y, BB represents the Baby boomers 
� In X(Y), X is the perceiver, Y is the target. How does X perceive Y? This notation 

represents the other-perception. 
� In X(Y(X)), the question is how does X think that Y sees X. This notation represents the 

meta-perception. 
� In X(X), the question how does X see itself. This notation represents the self-perception  
� In Y, how Y stands/really is. 
� The equal sign is meant to symbolize some correspondence and not a total match. 

 
The nine questions drawn by Kenny show the different interests that can lie in the study of 
interpersonal perception and in our case of intergenerational perception. 

• Assimilation   

The question here is to see if one perceiver sees all the targets the same. While studying three 
different generations in the workforce, it can be interesting to see if one generation sees the 
other two the same way. For instance, do the Gen Y see the Gen X and the BB as ecofriendly 
people? [Y(X) = Y(BB)] 

Yet, if Gen Y and BB see the target exactly the same way, the question of assimilation is 
worthless. For example, in the case where Gen X sees Gen Y and BB as ecofriendly and Gen 
Y sees Gen X and BB the same way. [X(Y) = X(BB) = Y(X) = Y(BB)]. The interest here is to 
see if one generation sees the others as alike. If every generation sees the others alike, this is 
not covered by the Assimilation question. 

• Consensus  

The question here is to see if two different perceivers see the target the same way. Do Gen X 
and Gen Y see the BB as ecofriendly? [X(BB) = Y(BB)] The consensus question gives 
consistence to the perception: if both Gen X and Gen Y think that BB are ecofriendly, there is 
a strong probability that they are truly ecofriendly. Hence, this question is the one that can 
better represent the reality among all the others. The question of consensus is also quite 
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important to dig later into other questions such as meta-accuracy, target accuracy, self-other 
agreement. 

• Uniqueness  

This question requires two conditions. First, one perceiver has to differently see two targets. 
[X(BB) ≠ X(Y)]. Second, another perceiver cannot see the same previous targets the same way 
[X(BB) ≠ Y(BB)]. The Uniqueness question would cover a case in which for example, Gen X 
is the only one to see Gen Y as ecofriendly and would not consider the BB or any other 
generation as ecofriendly. 

• Reciprocity  

Reciprocity deals with the following question: do two perceivers see each other the same 
way? [X(Y) = Y(X)]. Gen X can see Gen Y eco-friendly but does Gen Y see Gen X eco-
friendly? 

• Assumed reciprocity 

Assumed reciprocity, in turn, deals with the question: if a perceiver sees the target a certain 
way, does the same perceiver think that the target think about the perceiver the same way? 
[X(Y) = X(Y(X)]. If Gen X sees Gen Y as ecofriendly, does Gen X think that Gen Y think that 
Gen X is ecofriendly? This question is based on the meta-perception. 

• Target accuracy  

This question refers to the correspondence between how a perceiver sees a target and how the 
target really is. [X(Y) = Y]. For instance, if Gen X thinks Gen Y is ecofriendly, is Gen Y really 
ecofriendly in reality? This question rises some problems in the way of measuring how people 
or generations really are. To the question “are you eco-friendly?” someone could for instance 
answer “Yes”, this does not mean that they really are. This means that they just think they are 
eco-friendly. That is the reason why in our thesis work, this question, even though important, 
will be handled cautiously. 

• Meta-accuracy  

First introduced by R. Laing, this question refers to the perception that a perceiver has of 
another person’s perception of someone. [X(Y(X)) = Y(X)] Beyond that, it reflects the 
awareness that people have of what others think of them. If Gen Y thinks that Gen X is 
ecofriendly, does Gen X know that Gen Y think Gen X is ecofriendly? 

• Assumed similarity  

This question refers to the similar perception that one can have of oneself and can have of 
others [X(Y) = X(X)]. For example, Gen X can see both Gen Y and itself ecofriendly. In our 
case, this question will also be addressed cautiously. In the questionnaire, the questions about 
the perception of oneself and about the perception of others are following each other. People 
might answer the same way for themselves as they would do for others maybe just thinking 
that they are similar or maybe because it is faster for them to do so. 

• Self-other agreement  
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This question refers to the correspondence between the self-perception and the other-
perception. [Y(X) = X(X)] If Gen Y thinks that Gen X is ecofriendly, does Gen X see itself as 
ecofriendly? This question, in our study, is more pertinent than the Target accuracy one. We 
do not know any general truth on the generation; we just know how one perceives the others, 
how one is perceived by them and how one perceives oneself. 

 
In the intergenerational topic, all those questions are relevant and are worth to be 

studied. Yet, we had to leave aside some of them, in particular those related to the meta-
perception. Indeed, meta-perception is quite too complex to be studied in our case. In our 
questionnaire we limited ourselves to the first two perceptions (self-perception, other-
perception). We thought it was already complex enough to ask people what they think that 
others think. The question “how do you think the others see you” is full of interest but not if 
our goal is to get a big amount of answers to our questions. Hence, those questions related to 
Meta-accuracy and Assumed reciprocity will be left aside. In another work, it could be 
nevertheless really interesting to develop those questions. 

In our thesis work, we will address the questions of Assimilation, Consensus, 
Uniqueness, Reciprocity, Assumed similarity, Self-other agreement. Depending on the 
element we want to measure, some of them will not be relevant whether because of the 
element itself or because of the way to measure it. 

 

3.3.3  The Big Five 

Labeled by Goldberg (1990), the 5-factor model of personality (also called Big Five) suggests 
that the personality trait of a person can be regrouped in five categories: openness, 
extroversion, conscientiousness, neuroticism, and agreeableness. This theory will be useful 
for us when analyzing the results of the questionnaire finding regarding the comparative 
study. 
 

• Openness to experience refers to an interest in art, adventure, unusual ideas: an 
open-mindedness. 

• Extroversion refers to the degree of sociability and dynamism of people. Extrovert 
people are social-oriented, enthusiastic and active.  

• Agreeableness refers to the degree to which people are cooperative and likeable. 
Agreeable people are cheerful, friendly, generous and gentle; they trust the others 
and care for them. 

• Conscientiousness refers to three different facets: achievement orientation, 
dependability, and orderliness. Conscientious people have a high level of self-
control, a need for achievement and a preference for order. 

• Neuroticism refers to a “lack of positive psychological adjustment and emotional 
stability” (Judge et al., 1999, p.625). Those people can easily experience anxiety, 
anger, or depression. The opposite is called Emotional stability. 
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3.4 Knowledge Transfer 

3.4.1 Knowledge 

When talking about knowledge, many people usually confuse knowledge, information and 
data. To deal with this confusion, many authors tried to come up with a distinction between 
them (Machlup, 1980; Vance, 1997).  

To better understand the distinction between those three terms, Wilson (1996, p.34) used an 
analogy with the train schedule. According to them, data would be the train timetable that the 
passenger can find on the screens in the station; information would be an announcement that 
would inform the passenger that the train leaves in five minutes; knowledge would be the 
passenger’s realization that the first train to leave is not necessarily the first one to arrive to 
destination. Indeed, after acknowledging the timetable, the passenger can know which train is 
the best to take in order to arrive the earliest. 

What one can see in this analogy is the strong link that data, information and knowledge have: 
data once assimilated by the passenger become knowledge. As for the link between 
knowledge and information, one can say that knowledge is “personalized” information. 
Personalized, here, does not necessarily means unique, new or genuine. For instance, in the 
train schedule case, if the passenger cannot remember at what time the train is and has to 
check every five minutes, the information is not assimilated. Therefore one cannot talk about 
knowledge in that case. On the contrary, if once the passenger checks the hour and remembers 
it, the information becomes knowledge. 

From this analogy, we will define knowledge as a “human faculty resulting from 
interpreted information; understanding that germinates from combination of data, 
information, experience, and individual interpretation” (Business Dictionary). 

3.4.1.1 Different types of knowledge 

Hayek (1945, cited in Couvreur 2012) defines two levels in which knowledge is present: the 
individual level and the collective societal one. In the collective societal level, he defines 
knowledge as being “scientific”. In the individual level, knowledge is defined as “personal” 
and thus “non-transferable”. 

Later on, Polanyi (1966) comes back on this distinction by redefining the terms. He, and 
many authors after him, use the terms of explicit knowledge and tacit knowledge.  

Explicit knowledge is conveyed to others through words and numbers, dialogues and 
demonstrations. This knowledge is rather easy to communicate and to convey through books, 
the web and other visual or oral ways. The way to transmit this knowledge is formal (Nonaka, 
1994). The formal way encompasses all the resources, services and activities that directly 
contribute to the organizational learning: the organization has designed them to facilitate the 
knowledge treatment among its members. 

Tacit knowledge is much more personal than the explicit knowledge. It represents an 
unrecordable intellectual property that is not located in physical supports like books but in the 
individuals and teams’ minds. It happens sometimes that people are not even aware that they 
possess this knowledge. Related to this point, Polanyi (1966, p.4) asserted that “we know 
more than what we can tell”. Hence, this knowledge is also much more difficult to identify, 
communicate and distribute to others.  
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Figure 3.7: The “Knowledge iceberg” 

Inside the category of tacit knowledge come two dimensions: the cognitive and the technical 
dimension.  

• The technical dimension refers to the “know-how”, that is a set of informal personal 
skills and crafts that enables someone to do things. 

• The cognitive dimension refers to the beliefs, values, ideals and mental models which 
are deeply rooted in the individuals. This dimension is also the one that makes one 
sees the world the way one does. 

To transfer this knowledge, one usually does it in an informal way. Argote et al. assert that the 
business relationships between colleagues and the friendships between the members will 
increase the probability of knowledge exchange (2003, cited in Taminiau, Smit & De Lange, 
2007, p.45). The informal way refers to all the resources, activities and services that do not 
directly aim at sharing knowledge. 
 

 
 

Figure 3.6: The continuum formal to informal knowledge sharing 
 

Source: Taminiau, Smit, De Lange, Innovation in management consulting firms through 
informal knowledge sharing (2009, p.46). 

 

The knowledge iceberg 

The Knowledge iceberg metaphor - 
represented on the right - underlines the 
visible and the invisible parts of knowledge. 
This metaphor also implies that the visible 
part – explicit knowledge- would represent a 
minor part of knowledge (5%), whereas the 
invisible part – tacit knowledge – would 
represent a major part (95%). That is the 
reason why in this thesis work, we will more 
focus on the tacit knowledge than the 
explicit one. 
 
 

3.4.1.2 The SECI Model 

Nonaka and Takeuchi (1988), explain through a model the knowledge creation process. 
According to them, the organizations’ goal is to stand out from their competitors to be the first 
on the market. To stand out, the organization has to manage a collective intelligence. They 
intend with their model to give a better understanding of this dynamic process and to help 
organizations manage it. They consider their model as “the engine of knowledge creation” 
(Nonaka & Takeuchi 1995, p.62) 



 

33 

 

 

Figure 3.8: The SECI Model by Nonaka & Takeuchi 
Source: http://mavillard.blogs.cultureplex.ca/ 

The authors point out four different conversion phases which play a successful role in the 
knowledge creation. Each phase reinforces the next one. 

• Socialization: (from tacit to tacit) In this phase, people share tacit knowledge in an 
informal way. New knowledge is created through interactions, observations, 
discussions or just by experiencing life together in the same environment. 
Socialization usually happens in apprenticeship rather than in books. It can also 
happen outside the workplace as informal communication can be more present. 

• Externalization: (from tacit to explicit) This phase happens when the firm explicitly 
sets some organizational objectives. In this phase, tacit knowledge becomes more 
understandable, so that it can be used by others. 

• Combination: (from explicit to explicit) In this phase, the explicit knowledge resulting 
from the externalization phase is assembled to the explicit knowledge already acquired 
in the organization. Combined, the knowledge becomes bigger. 

• Internalization: (from explicit to tacit) This phase implies that one internalizes the 
previously combined explicit knowledge to one’s tacit knowledge. This phase is 
strongly related to the “learning by doing” like training programs. (Easa & Finchman, 
2012, p.103) 

The main idea of this model is that the knowledge that people bring into organizations, 
interact with others’ knowledge to create new knowledge. The spiral represents an endless 
knowledge creation: the more the spiral grows, the more the knowledge is amplified. Indeed, 
once shared with others, the tacit knowledge accumulated by the individuals can enter into the 
spiral and follows the above explained phases. 

This model has nevertheless some limits. Indeed, the fact that it has been inspired by Japanese 
companies make this model not as relevant in the Western countries as it can be in Japan. The 
SECI model fits better the Japanese entrepreneurial culture with a more developed form of 
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teamwork and one “life-career within the same company” scheme. Yet, it is still interesting to 
consider it when evaluating the knowledge creation in western companies. 

3.4.2 Knowledge Management (KM) 

 
« Knowledge is the only treasure that increases on sharing » Socrates 

 
Knowledge management can be defined in several ways depending on which particular aspect 
one decides to focus. Benjamins (2001, cited in Uriarte, 2008, p.13) defined KM in three 
different ways regarding three different aspects: results, process or technology. 
 

Results-oriented 
definition 

“To have the right knowledge at the right place, at the right time in 
the right format” 

Process-oriented 
definition 

“The systematic management of process by which knowledge is 
identified, created, gathered, shared and applied” 

Technology-oriented 
definition 

“Business intelligence + collaboration + search + engines + 
intelligent agents.” 

Figure 3.9: What is KM? 

Adapted from Benjamins, V.R., “Knowledge Management in Knowledge-Intensive 
Organizations”, Intelligent Software Components (2001) 

 
Herschel and Jones (2005, p.45) define “Knowledge management” as “a systematic process of 
finding, selecting, organizing, distilling and presenting information in a way that improved an 
employee's comprehension in a specific area of interest”. As one can see, their definition is 
more process-oriented. It insists more on the different ongoing steps of knowledge –that are 
identification, creation, collection, transmission, application and retention - than on a fixed 
image –that is the right knowledge at the right place and time- as a result-oriented definition 
would suggest. 

In our thesis work, when we talk about KM, we will refer to the process-oriented definition 
and see KM as a real process more than as finality. We will focus more on the knowledge 
transmission than the other steps. Yet, we are fully aware that the other steps in KM are all 
connected. Therefore, we will not leave them aside either. 
 

3.4.3 Knowledge transfer (KT) 

Knowledge transfer is a subtopic in the knowledge management field. It corresponds to the 
step ‘transmission of knowledge’ – mentioned above in the KM field. 

Authors often use knowledge transfer (KT) and knowledge sharing (KS) in the same way. 
According to Paulin and Suneson (2012, p.82), those terms have been used interchangeably 
because there is no clear distinction between them. However, by reviewing the literature, 
those same authors spotted that KS is, in general, more used by the authors who deal with the 
subject at the level of the individual; whereas, KT is more used when authors study the 
subject at the organizational level (ibid., p.87). In this work, we want to address the subject at 
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the level of the organization. Hence, the term Knowledge transfer and Knowledge 
transmission suit more to our work than Knowledge sharing and will consequently be used in 
our work 

Davenport and Prusak (2000) stated that KT process involves two actions from two actors, the 
transmitter and the recipient:  

� Transmission of knowledge from the organization to a potential recipient 

� Absorption of this knowledge by that recipient. From this knowledge, the recipient can 
develop a new one. 

Argote & Ingram (2000, p.151) define the knowledge transfer as “a process in which one unit 
(e.g., group, department, division) is affected by the experience of another”. In their definition 
both transmitters and recipients are not seen as individuals but as units.  

In our case, following this definition, we will define the intergenerational knowledge transfer 
as a process in which one generation is affected by the experience of another. 

 

3.4.4 Organizational memory (OM) 

Also called corporate or institutional memory, the organizational memory is usually defined 
by the information and knowledge acquired by the organization. However, according to 
Anand, Manz and Glick (1998, p.796) another aspect of OM has to be taken into account: “the 
processes by which organizations acquire, store and retrieve this information and knowledge 
from its members”. 

This term is quite problematical in the Knowledge management field, as it implies that an 
organization could be compared to an individual. Both would have a specific memory with 
past events and experiences: individuals would have their own memory while the 
organizations would gather the memory of its members to make it one. Is that really true? In 
his paper, Dan Kärreman (2010, p.1409) points out the ambiguity of this term and the need for 
a more elaborated definition. 

In this thesis work, we will, nevertheless, use the term as we explained it following Arnand, 
Manz and Glick: organizational memory could be seen as the set of knowledge and 
information acquired by the organization since its creation and the processes that enable it to 
get, store and keep those intangible resources. 

In opposition to this term, Kransdorff (1998, p.194) refers to the corporate amnesia in his 
book of the same name. He, and many authors after him, uses this term to describe a loss of 
memory in the “how-to-do” things in the organization, thus, more in the technical dimension 
of tacit knowledge. 

 

3.4.5 Knowledge community (KC) 

A knowledge community is “a group of people within an enterprise who engage in 
knowledge-sharing activities in support of a common work interest (shared responsibility for 
a business process, a product or service, or a project)” (Dictionary Gartner). Those people are 
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not necessarily specialized in the same discipline. In such a community, everyone is both a 
transmitter and a recipient of knowledge, and knowledge is flowing freely. 
 

3.4.6 The concept of Generativity 

Introduced by Erikson (1963, p.267) in the psychological field, generativity “is primarily the 
concern in establishing and guiding the next generation” . Related to Knowledge transfer, it 
implies some willingness – and/or a need - from the elderly to convey to the members of the 
following generations the knowledge they have. This concept is interesting both for the 
transmitter (the elderly) and the recipients (the youth) as both gain from it: it is both a way for 
elderly people to gain in self-realization and feel useful for the society and for the youth 
people to acquire new knowledge. 
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4. Today’s intergenerational reality in organizations: a 
comparative study of self and other perceptions. 

4.1 Introduction 

In order to have a better understanding of the generational question in today’s context, the 
questionnaire and some part of the interviews we conducted aim at underlining some trends 
among generations. The results of this study cannot be seen as an absolute truth. We decide to 
divide the analysis of those results into three main parts: first, we will focus on the self-
perception of the different generations, in other words how each generation looks at oneself 
and how different or similar are those perceptions from one another. Then we will focus on 
the other-perception  that each generation has of the others and we will compare those other-
perceptions with the self-perception to check if for instance X(X)=Y(X)=BB(X)? In the final 
part of the analysis, by judging the other generations with relative statements, the respondents 
judged themselves using them as reference point (i.e. “Do you feel generation Y is more 
individualistic than your generation”.) Once those data were confronted for all the 
generations, we could see whether the generations agreed with others on the traits.  

 
4.2 Generalities 

 

In total, 195 respondents answered our questionnaire, 121 (62%) of the respondents were aged 
between 17 and 33 years old (Gen Y), 60 (31%) were aged between 34 and 53 (Gen X) and 
14 (7%) were aged between 54 and 69 years old (Baby-boomers). We received a low amount 
of answers from baby-boomers. Therefore we have to underline the fact that the figures and 
the observations made for the BB have to be carefully handled: we cannot make generalities 
out of 14 people. 

62%

(121)

31%

(60)

7%

(14)

Figure 4.1: Respondents' Generation

Gen Y

Gen X

BB

Just to recall the reading of the symbols, when we say X(Y), the one outside the parenthesis 

(here X) is the perceiver, and the one between the parenthesis (here  Y) is the target. 
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Among those people, 111 were female (57%) and 84 were male (43%). As the questionnaire 
was written in French, most of the respondents were either living in France (40%) or Belgium 
(56%). The remaining 4% represents the French speakers living abroad. 

 

Most of the people who answered our questionnaire were employed when they answered it 
(50% had a permanent job, 10% a temporary one). The students are second with 34%. The 
unemployed and retired respectively represent 6 and 0.5% 

Among the people who are employed, 95% assert that they are directly working with other 
generations (colleagues and supervisors). 

Before starting with questions on the self-perception and the other-perception, we asked the 
respondents global questions related to their vision of the intergenerational climate. 

 

 
To the question: 

“Do you think that the presence of several generations in the society can be sometimes 
seen as:     (move the slider to answer) 

  0              5 

For all generations combined, the average was 3,97 (min: 1; max 5). 94% of the respondents 
evaluated it between 3 and 5. This means that people have rather a good image of this 
intergenerational coexistence. Both our interviewees agree with this figure. 

43%
(84)

57%
(111)

Figure 4.2: Respondents' 

gender

a man

a woman

78

40%

110

56%

7

4%

Figure 4.3: Respondent's 

Residence

France

Beligium

Others
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According to him, age diversity is a real advantage as it can help solving some possible 
problems between people. 

Then, we asked if people from each generation had preferences to be with others? 

 

Figure 4.4: Who does one prefer to work with? 

Around you, do you prefer to be with … 195 100% 

People older than you 34 17.44% 

People younger than you 14 7.18% 

People of your age 51 26.15% 

No preference 96 49.23% 

 

Almost half of the respondents do not have any preference. A little more than one quarter 
would rather hang out with people of the same age. Then, people older than the respondents 
come with 17,44%. These figures show that although half of the respondents do not care who 
they are with, the other half does have a preference. 

 

4.3 A study of self-perceptions 

• Motivation 

In this question, we asked each generation to hierarchize the five most important factors that 
would make them stay in the same company for a long time. 

Figure 4.5: What motivates the different generations? 

JEAN adds that it is the age diversity that enables this knowledge transfer but also “the 
propensity to level eventual interpersonal conflict”.  

LUDOVIC’ s opinion on the topic: “ I would say that it brings more advantages because 
again it would be a mix of intellectual knowledge from young people that is to say theories 
and critical thinking and on the other hand the experience. I think the mix of both should 
create something more effective. In a team with only young people, I don’t even know how 
they would solve problems caused by divergent characters; I don’t see which young could 
take the floor to calm down the situation. However if it’s half and half, there will be always 
some old people to soften the younger. In addition, if people are mixed they can share their 
different ideas and generate all together new ideas more efficient. So for me yes, it represents 
more advantages than inconveniences.” 
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Rank Generation Y Generation X Baby Boomers 

1 Salary* Salary Interesting work* 

2 Interesting work* Interesting work Salary* 

3 Work relationships Work relationships Work relationships 

4 Career opportunities Proximity of residence Work appreciation 

5 Proximity of residence Degree of Responsibilities Degree of Responsibilities 

 
*For Generation Y and Baby Boomers, Salary and Interesting work were extremely close. In 
the Generation Y, ‘salary’ was the most ranked factor but ‘interesting work’ was the best 
ranked. 

The motivation factors seem roughly the same for all the generations. The factor ‘career 
opportunities’ (chosen by Y) and the factor ‘degree of responsibilities” (chosen by X and BB) 
are the only to be divergent in this ranking. 

 

• Communication 

In those two questions (one regarding the communication with colleagues, the other one with 
the supervisor), the respondent had to choose, for each common situation, which 
communication channel they would prefer to use. 

 

o Communication with colleagues 

In this question, the statements were: 
- Ask for holidays 
- Propose a coffee break to a colleague 
- Do a comment on somebody else’s work 
- Ask a complex question 
- Ask a simple and quick question 
- Inform that you are sick 
- Ask for a pay rise 
- Report a mistake to your superior 
- Ask your colleague how was their weekend. 

To collect the data from the answers of this question, we took the mean score per 
communication channel. Once we had the mean of each generation, we converted them into 
percentages to make the reading easier. 

Figure 4.6: Which communication channel is preferred by generations at work? 

Channel Generation Y Generation X Baby Boomers 
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Face to face 64% 60% 66% 

Phone 12% 13% 17% 

Mail 15% 18% 15% 

Instant messaging 7% 3% 1% 

No communication 2% 6% 1% 

 

The main trend we observe is that the preferences of communication channel are really 
similar for the three generations. Indeed, for the three generations, face to face is far the 
favorite way to communicate in the previously mentioned situations: six out of ten people 
prefer to use this channel to others.  

The phone is more preferred by the Baby Boomers than by the others; this can be explained 
by the fact that they grew up when the phone became more and more used.  

It is quite interesting to see that the generation that has the lowest “face to face” rate and the 
highest “email” rate is the Generation X and not the Generation Y. This can be explained by 
the fact that Generation Y tends to be seen as digital native. 

 

o Communication with superior 

In this question, we asked people which communication channel they would rather like their 
superiors to use to contact them to: 

- Ask them a simple and quick information 
- Criticize some part of their work 
- Do a feedback on their work 
- Congratulate them for their good work 
- Answer one of their question at work 

 
Figure 4.7: Which channel is preferred by generations when contacted by their superiors? 

Channel Generation Y Generation X Baby Boomers 

Face to face 68% 60% 67% 

Phone 8% 7% 1% 

Mail 22% 31% 16% 

Instant messaging 2% 2% 0% 

No communication 0% 0% 1% 

 

The results of this question show the same trend as before: the importance of the face to face 
for the three generations.  
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The second channel to be preferred when contacted by the superior is the email. Moreover, it 
is interesting to see that the phone previously preferred at 17% by the Baby boomers 
decreased to 1%. An interpretation could be that Baby boomers might prefer to be addressed 
more in an indirect way by their superior in some cases. 

 

• Work Relationships 

In this section, we asked two questions to the respondents regarding the expectations they 
have of their colleagues and of their superiors. To do so, we asked the respondents how would 
be the “ideal colleague” and the “ideal superior”. In the same way as for the “communication” 
questions, we listed some common statements at work. The respondent had to evaluate the 
degree of agreement for each. Hereunder is the scale used to evaluate the degree of 
agreement: 

Totally 
disagree 

Disagree 
Rather 

disagree 
Rather agree Agree Totally agree 

 

o The “ideal” colleague 

In this question we asked the respondents how they would see the “ideal colleague”. The 
propositions were: 

- Somebody who I could have small talks with. 
- Somebody who just would do one’s job 
- Somebody who would defend me in front of my superior 
- Somebody I would invite for important events in my life (e.g. wedding) 
- Somebody I would share my lunch at work every other time with 
- Somebody who would assist me when I have difficulties 
- Somebody I would see outside to have a coffee 
- Somebody who would not delay me in my work 

 
Figure 4.8: Who would be the ideal colleague according to generations? 

Rank Generation Y Generation X Baby Boomers 

1 
Somebody who would 
assist me when I have 
difficulties 

Somebody who would 
assist me when I have 
difficulties 

Somebody who would 
assist me when I have 
difficulties 

2 
Somebody who would 
defend me in front of my 
superior 

Somebody who would not 
delay me in my work 

Somebody who would 
defend me in front of my 
superior 

3 
Somebody who I could 
have small talks with 

Somebody who I could 
have small talks with 

Somebody who would not 
delay me in my work 

 

The three generations share the same first rank for the “ideal colleague” as somebody who 
would assist them when they have difficulties.  

For Gen Y and X, it is also important that they can exchange some conversations with their 
colleagues. They might consider more the social aspect of working with people than BB. 
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BB and Gen Y share, as second, the statement “somebody who would defend me in front of 
my superior”. Both generations seem to expect some kind of solidarity from their colleagues. 

BB and Gen X expect that their colleagues do not delay them in their work. For Gen Y this 
statement is ranked 4. Thus, we can say this is quite a similarity for the three. 

 

o The “ideal” superior 

The respondents had to choose their degree of agreement for each of the following situations 
regarding what they expect from a supervisor:  

- Someone who explains to me what I have to do 
- Someone who also explains to me how to do what I have to do 
- Someone who is aware of my personal expectations 
- Someone who is aware of my professional expectations 
- Someone who is slightly interested in my life 
- Someone who gives me a big margin of freedom 
- Someone who gives me feedback regularly 
- Someone who answers my questions as soon as possible 
- Someone who congratulates me for my good work 
- Someone who invites me to drink something if I am not feeling good 

 

Figure 4.9: Who would be the ideal superior according to generations? 

Rank Generation Y Generation X Baby Boomers 

1 
Someone who explains to 

me what I have to do 
Someone who explains to 

me what I have to do 
Someone who explains to 

me what I have to do 

2 
Someone who is aware of 

my professional 
expectations 

Someone who gives me a 
big margin of freedom 

Someone who gives me a 
big margin of freedom 

3 
Someone who answers my 

questions as soon as 
possible 

Someone who is aware of 
my professional 

expectations 

Someone who is aware of 
my professional 

expectations and gives me 
a regular feedback 

 

The three generations see their ideal superior as “someone who would explain to them what to 
do” first. They also expect him/her to have some awareness of their professional expectations. 

The diverging point between the Gen Y and the Gen X/BB is that Gen X and BB expect their 
superior to provide them with a big margin of freedom, whereas the Gen Y expects more 
someone who would answer their questions as soon as possible. A contrast here lies in the 
dependence and the independence/autonomy. While BB and Gen X might seek to gain in 
autonomy, Gen Y seems, according to those results, to be more assisted. 

 

• Vision of the workplace 
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In this question, we asked people how they see their workplace. They had to choose a degree 
of agreement for each following statement: 

- A place to make a living 
- An important place for my social life 
- An essential place for my personal development 
- A second home 
- A place full of constraints 

 
Figure 4.10: How does each generation see the workplace? 

Rank Generation Y Generation X Baby Boomers 

1 A place to make a living 

2 An important place for my social life 

3 An essential place for my personal development 

4 A second home A place full of constraints A place full of constraints 

5 A place full of constraints A second home A second home 

 

The three generations see their workplace first as a place to make a living, then to have a 
social life and to develop themselves personally. 

Even ranked in the two last statements, it is interesting to observe that Gen Y sees more the 
workplace as a second home than as a place full of constraints. On the opposite, Gen X and 
BB consider their workplace more as a place of constraints.  

 

These historical events might explain both cases why BB and Gen X have a more negative 
image of the workplace. 

 

• Vision of life 

To finish the questionnaire, we asked people to choose between four statements which vision 
of life suits the best theirs’: 

- I work to work 
- I live to work 

Jean explains it by saying that “they [BB] followed the post war Baby boom and lived in the 
emergence of companies after the post war reconstruction. The two oil crisis, causing 
restructuring, dismissals and a persistent unemployment, broke this vision and caused 
disillusion among them.”  
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- I work to live 
- I live to live 

Figure 4.11: What is each generation’s vision of life? 

Rank Generation Y Generation X Baby Boomers 

1 I live to live (51%) I work to live (56%) I work to live (50%) 

2 I work to live (37%) I live to live (28%) I live to live (43%) 

 

Generation X and Baby Boomers pick first the statement involving both work and life and 
seeing work as a mean to be able to live. Generation Y, on the other hand, picks the one not 
including the notion of work as if work and life were truly dissociated. 
 

 

 

• Conclusion on self-perceptions 

What we can observe in this section is that the differences between the self-perceptions of 
generations – that is the perception they have of themselves - are quite thin. Indeed, the three 
of them agreed on many points (motivation, communication, relations with others). 
Nevertheless, there are some differences worth to be mentioned such as the philosophy of life: 
Gen Y in comparison to Gen X and BB see their life without associating it to work; “life 
comes first and then there is work”.  Moreover, Gen Y seems in general to have a better 
image of the workplace than Gen X and BB. 

In the next section, we will analyze for each generation, the match (or not) between the self-
perception we have just seen and the other-perception of the other two generations. 
(X(X)=Y(X)=BB(X)?) 

 

4.4 A study of other-perceptions 

Now that we have compared the self-perception of each generation, we will address the 
question of other-perceptions. In other words, we will compare for each generation their own 
self-perception with the perceptions the other generations might have; for instance 
X(X)=Y(X)? 

The questions being the same in the questionnaire for self and other-perception, we will 
present the results for each generation and then comment them without coming back on the 
modalities of the question. 

 

• How is Generation Y perceived? (Y(Y)=X(Y)=BB(Y)?)  

Jean underlines this dissociation by saying that this generation [Gen Y] “prefers to enjoy 
their leisure/private life rather than their professional life”. 
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o Motivation 

Figure 4.12: How is Generation Y perceived regarding their motivation at work? 

Rank Gen Y(Y) Gen X(Y) BB(Y) 

1 Salary Salary Salary 

2 Interesting work Career opportunities Career opportunities 

3 Work relationships Work relationships Interesting work 

4 Career opportunities Proximity of residence Flexibility of work time 

5 Proximity of residence Flexibility of work time Proximity of residence 

 

Gen X does not rank the interest of the work among the first five factors for Gen Y whereas it 
is almost the first one for Gen Y. By contrast, BB have quite a good image of what can 
motivate young people except for the working relationships which are not present in  BB’s 
ranking. 

 

o Communication 

This question was formulated differently than for the self-perception. BB and Gen X had to 
choose a degree of agreement for each communication channel. The question was: “how 
much do you think the Gen Y would prefer the following communication channels at work” 
(without referring to any concrete situations). 0 being the lowest degree of agreement and 5 
the highest. The numbers in GenX and BB’s column represent the mean for each 
communication channel. 

 
Figure 4.13: Which communication channels are perceived as preferred by Gen Y? 

Channel 
Gen Y(Y) 

Gen X(Y) BB(Y) 
With others 

From 
superior 

Face to face 68% 60% 3,28 (3)* 3,14% (4) 

Phone 8% 7% 3,28 (3) 3,43 (3) 

Mail 22% 31% 3,89 (2) 3,79 (1) 

Instant 
messaging 

2% 2% 4,03 (1) 3,57 (2) 

* Ranking 

It is interesting to notice that the “face to face” channel preferred by the Gen Y is the last 
ranked by the other two generations. Indeed, BB and Gen X think that Gen Y prefer to use 
new technologies (email, instant messaging) before direct contact with colleagues and 
superiors. This might be explained by the fact that Gen Y is seen as digital natives, always 
eager to use their smartphones and computers even in the workplace. Yet, those figures show 
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that Gen Y would rather communicate face to face with the others than calling or mailing 
them. 

o Work relationships 

� The ideal colleague 

Figure 4.14: How is Gen Y’s ideal colleague perceived? 

Rank Gen Y(Y) Gen X(Y) BB(Y) 

1 
Somebody who would 
assist me when I have 
difficulties 

Somebody who would 
assist me when I have 
difficulties 

Somebody who would 
assist me when I have 
difficulties 

2 
Somebody who would 
defend me in front of my 
superior 

Somebody who I could 
have small talks with 

Somebody who would 
defend me in front of my 
superior 

3 
Somebody who I could 
have small talks with 

Somebody I would see 
outside to have a coffee 

Somebody I invite for 
important events 

 

The main definition is the same for the three generations. A colleague is someone who assists. 
It is also interesting to notice that Gen X, Gen BB see Gen Y’s colleagues as more sociable 
within but also outside the work environment. 

 
� The ideal superior 

Figure 4.15: How is Gen Y’s ideal superior perceived? 

Rank Gen Y(Y) Gen X(Y) BB(Y) 

1 
Someone who explains 
to me what I have to do 

Someone who explains to 
me what I have to do 

Someone who explains to 
me what I have to do 

2 
Someone who is aware of 

my professional 
expectations 

Someone who 
congratulates me for my 

good work 

Someone who explains to 
me also how to do 

3 
Someone who answers my 

questions as soon as 
possible 

Someone who is aware of 
my professional 

expectations 

Someone who is aware of 
my professional 

expectations 
 

For Gen X and BB, Gen Y like to be in contact with the superior to be congratulated (as Gen 
X think) or to be explained not only the “what to do” but also the “how to do”. Both 
statements go quite well with the one chosen by the Gen Y. It follows the need for assistance 
felt by Gen Y (someone who answers my questions as soon as possible). 

 
o Vision of the workplace 

The perception Gen X and BB have of Gen Y’s vision of the workplace matches Gen Y’s 
self-perception. (1) a place to make a living (2) an important place for the social life (3) an 
essential place for the personal development. 
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o Vision of life 

Figure 4.16: How is Gen Y’s vision life perceived? 

Rank Gen Y(Y) Gen X(Y) BB(Y) 

1 I live to live (51%) I work to live (56%) I work to live (57%) 

2 I work to live (37%) I live to live (30%) I live to live (21%) 

 

What can be noticed here once compared with the self-perceptions of Gen X and BB is the 
“self-other agreement” effect described by Kenny (1994) by which people tend to perceive 
others the way they are or the way they perceive themselves. Indeed Gen X and BB already 
picked this statement for their perceptions of themselves. According to them, people work to 
live. It is a common reality. 

 

• How is Generation X perceived? (X(X)=Y(X)=BB(X)?)  

o Motivation 

Figure 4.17 : How is Generation X perceived regarding their motivation at work? 

Rank Gen Y(X) Gen X(X) BB(X) 

1 Salary Salary Salary 

2 Proximity of residence Interesting work Interesting work 

3 Interesting work Work relationships Flexibility of work time 

4 Career opportunities Proximity of residence Proximity of residence 

5 
Degree of 
Responsibilities 

Degree of Responsibilities Career opportunities 

 

Regarding the motivation, what most differs between the Gen X’s self-perception and what 
BB and Gen Y think of Gen X is the social factor. Work relationships come third in Gen X’s 
own top 5 whereas it is missing in the other two. Gen X seems to care more about those 
relationships at work than what is perceived by the other two generations. 

 

o Communication 

Figure 4.18: Which communication channels are perceived as preferred by Gen X? 

Channel Gen Y(X) 
Gen X(X) 

BB(X) 
With others From superior 
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Face to face 4,41 (1) 60% 60% 4,21 (1) 

Phone 3,92 (2) 13% 7% 4,21 (1) 

Mail 3,51 (3) 18% 31% 3,43 (3) 

Instant 
messaging 

2,5 (4) 3% 2% 2,5 (4) 

 

When it comes to communicating at work, Gen Y and BB consider that Gen X prefers the 
face to face and the phone. However, Gen X prefers the email channel rather than the phone. 
Regarding the phone channel, one could say that the consensus question introduced by Kenny 
(1994) in his model is verified since both other generations agree on that BB prefer the phone 
channel to the email. 

 
o Relationships 

� The ideal colleague 

Figure 4.19: How is Gen X’s ideal colleague perceived? 

 

It is interesting to see that Gen Y has the impression that the best fit to ideal colleague for Gen 
X would be ‘someone who would not delay me in my work’ whereas it is ranked second by 
Gen X. According to Gen Y, members of Gen X do not want to be disturbed while they are 
working. 

 
� The ideal superior 

Figure 4.20: How is Gen X’s ideal superior perceived? 

Rank Gen Y(X) Gen X(X) BB(X) 

1 
Someone who is aware of 

my professional 
expectations 

Someone who explains to 
me what I have to do 

Someone who explains to 
me what I have to do 

2 
Someone who explains to 

me what I have to do 
Someone who gives me a 

big margin of freedom 

Someone who is aware of 
my professional 

expectations 

Rank Gen Y(X) Gen X(X) BB(X) 

1 
Somebody who would not 
delay me in my work 

Somebody who would 
assist me when I have 
difficulties 

Somebody who would 
assist me when I have 
difficulties 

2 
Somebody who I could 
have small talks with 

Somebody who would not 
delay me in my work 

Somebody who would not 
delay me in my work 

3 
Somebody who would 
assist me when I have 
difficulties 

Somebody who I could 
have small talks with 

Somebody who I could 
have small talks with 
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3 
Someone who gives me a 

big margin of freedom 

Someone who is aware of 
my professional 

expectations 

Someone who gives me a 
regular feedback 

 

Baby boomers think that one of the top 3 definitions for Gen X’s ideal superior would be 
someone who would give regular feedback before someone who would give freedom. Gen Y 
has quite a good vision of Gen X’s ideal superior. 

 

o Vision of the work place 

The ranking is the same for the three generations in that case: first a place to make a living, 
then an important place for the social life, and an essential place for the personal 
development. 

 
o Vision of life 

Figure 4.21: How is Gen X’s vision life perceived? 

Rank Gen Y(X) Gen X(X) BB(X) 

1 I live to live (66%) I work to live (56%) I work to live (57%) 

2 I work to live (15%) I live to live (28%) * 

* irrelevant due to the low number of answers in this case. 

It is interesting to notice that Gen Y thinks, as for themselves, that Gen X’s life vision fits 
more the ‘I live to live’ than the ‘I work to live’. Here Kenny’s question of self other 
agreement once again applies (1994). Indeed, Gen Y sees Gen X as people who enjoy life: 
work is dissociated of their philosophy of life. 

 

• How are the Baby Boomers perceived? (BB(BB)=X(BB)=Y(BB)?) 

o Motivation 

Figure 4.22: How are BB perceived regarding their motivation at work? 

Rank Gen Y(BB) Gen X(BB) BB(BB) 

1 Salary Salary Interesting work 

2 Work location Work location Salary 

3 Amount of work Work relationships Work relationships 

4 Flexibility of work time Flexibility of work time Work appreciation 

5 Degree of Responsibilities Work appreciation Degree of Responsibilities 
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Both Y and X ignore the “interesting work” factor. Indeed, while it appears first ranked for 
BB by BB, it is missing in the top5 factors for the other two. They might think that BB are no 
longer as interested as before to make it one of the best-ranked motivation factor. Gen Y also 
seems to have picked the motivation factors that are related to comfort (work location, amount 
of work, flexibility of time), whereas BB’s best ranked factors are more related to the work 
itself and the relationships with others (work relationships, work appreciation).  

 
o Communication 

Figure 4.23: Which communication channels are perceived as preferred by BB? 

Channel Gen Y(BB) Gen X(BB) 
BB(BB) 

With others From superior 

Face to face 4,56 (1) 4,54 (1) 66% 67% 

Phone 3,95 (2) 3,7 (2) 17% 1% 

Mail 2,55 (3) 2,64 (3) 15% 16% 

Instant 
messaging 

1,72 (4) 2,07 (4) 1% 0% 

 

Regarding the communication channels, the face to face is preferred by BB and perceived like 
this by the other generations. Like Gen X’s communication channels preference, the phone is 
ranked second far before the email channel, whereas there is no such a difference between 
those two channels for the BB who would even prefer to be contacted by email than by phone 
by their superior. 

 
o Relationships 

� The ideal colleague 

Figure 4.24: How is BB’s ideal colleague perceived? 

 

Gen X see BB as they see themselves regarding the definition of the ideal colleague (the self 
other agreement). It is also interesting to see that for Gen Y, BB expect first their colleague to 
do their job and then to not delay them. The perception Gen Y has of BB’s expectation shows 
that they think  BB are really individualistic at work and do not expect much interaction with 

Rank Gen Y(BB) Gen X(BB) BB(BB) 

1 
Someone who just does 
one’s job 

Somebody who would 
assist me when I have 
difficulties 

Somebody who would 
assist me when I have 
difficulties 

2 
Somebody who would not 
delay me in my work 

Somebody who would not 
delay me in my work 

Somebody who would 
defend me in front of my 
superior 

3 
Somebody who would 
assist me when I have 
difficulties 

Somebody who I could 
have small talks with 

Somebody who would not 
delay me in my work 
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the others. On the opposite, BB seeks to have some solidarity interactions (“assist me when I 
have difficulties, defend me in front my superior”). This perception was rather the same when 
Gen Y had to define Gen X’s ideal colleague. Indeed, the first ranked answer picked was 
‘someone who would not delay me’. 

The question that can be asked here from those results is: “Would a member of Gen Y dare to 
ask a BB or Gen X information, thinking that the BB or Gen X expect their colleagues not to 
disturb them?” 

 

� The ideal superior 

Figure 4.25: How is BB’s ideal superior perceived? 

Rank Gen Y(BB) Gen X(BB) BB(BB) 

1 
Someone who explains 
to me what I have to do 

Someone who explains to 
me what I have to do 

Someone who explains to me 
what I have to do 

2 
Someone who gives me 
a big margin of 
freedom 

Someone who 
congratulates me of my 
good work 

Someone who gives me a big 
margin of freedom 

3 
Someone who answers 
my questions as soon 
as possible 

Someone who is aware of 
my professional 
expectations 

Someone who is aware of my 
professional expectations and 
gives me a regular feedback 

 

According to Gen X, BB give some importance to the work appreciation- as we can also see 
in the motivation part. Gen X thinks that it is important for BB to be congratulated for their 
good work whereas for BB it might be more important to receive regular feedback and not 
necessarily congratulations. 

 

o Vision of the work place 

Figure 4.26: How is BB’s vision of the workplace perceived? 

Rank Gen Y(BB) Gen X(BB) BB(BB) 

1 A place to make a living A place to make a living A place to make a living 

2 
An important place for my 

social life 
An important place for my 

social life 
An important place for my 

social life 

3 A second home* A place full of constraints 
Essential for my personal 

development 

4 
A place full of 
constraints* 

A second home A place full of constraints 

5 
Essential for my personal 

development 
Essential for my personal 

development 
A second home 

* come at the same position 
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It is important to notice that according to Gen Y, BB see their workplace first as a place to 
make a living and then the next statements (the social life, the second home and the place full 
of constraints) come really close to one another. Gen Y and X both think that BB do not see 
the workplace as a place where to develop personally. They might think that BB are already 
fully self-developed due to their age. However, this aspect is ranked third by the BB.  

 

o Vision of life 

Figure 4.27: How is BB’s vision of life perceived? 

Rank Gen Y(BB) Gen X(BB) BB(BB) 

1 I work to live (66%) I work to live (54%) I work to live (50%) 

2 I live to work (15%) I live to live (21%) I live to live (43%) 

 

Both Gen Y and Gen X agree on saying that BB work to live: they see their work as a way to 
make a living. It is also interesting to see that the second ranked vision by the Gen Y is ‘I live 
to work’ as if according to BB work would be a finality to life. 

 

Conclusion on other-perception 

In this section, the findings show that other-perceptions compared to self-perceptions are quite 
different.  

Gen Y is perceived as real a digital native in the workplace in terms of communication 
channels, whereas they would rather speak in face to face with their colleagues and superiors.  

Gen Y also thinks that what makes an ideal colleague for Gen X and BB is the fact that these 
two generations do not feel disturbed in their work.  

Regarding the vision of the workplace, BB still give quite an importance to the self-
developmental dimension of work. It is not perceived that way by the other generations. BB 
give also an importance to the interest of their work. This motivation factor does not appear in 
the top five made by Gen Y and Gen X.  

According to those results and the one regarding self-perceptions, generations tend to perceive 
themselves more differently than they really are. 

 

 
4.5 A comparative study of self-perception through other-perceptions  

In this section, we asked the respondents to choose in the same agreement scale as before 
(Totally disagree => Totally agree) to evaluate some traits of other generations compared to 
theirs’. 

For instance, we asked Generation Y: 
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Compared to your generation, people aged between 34-53 years old are … 
- More individualistic 
- … 

 
Then we asked the same question but regarding people aged between 54-69 y.o. 

Afterwards, we confronted: 

� What BB answered for Gen Y � What Gen Y answered for BB 
� What BB answered for Gen X � What Gen X answered for BB 
� What Gen X answered for Gen Y � What Gen Y answered for Gen X 

We came up with 21 different traits that we regrouped in five categories (plus one for the 
unclassifiable traits) following the Big Five model. This model initially determines five broad 
domains of personality in the field of psychology (Goldberg, 1990). Hereunder are the Big 
five completed with the traits we evaluated in the questionnaire. The results are in the 
appendix 1. 

Figure 4.28: Our adaptation of the Big Five 
Openness to experience Conscientiousness Neuroticism 

Ambition Need of assistance Patience 
Tolerance towards others Punctuality Reluctance to change 

Culture Efficiency Risk taking 
Openness to the world Organization Reaction to failure 

Adaptation to environment Autonomy Loyal to company 
 

Extraversion Agreeableness Not classifiable 
Individualism Contestation ICT adeptness 

Sociability Authoritarianism  
Team player   

This classification can be argued as some traits could fit in two or more categories. 

 

• Openness to experience 

In this domain, the three generations agreed on their traits regarding the openness to the world 
and the adaptation to the environment. Gen Y are seen by the three generations as the most 
open and the ones who adapts themselves more easily to their environment. Then comes Gen 
X and after BB. It seems that the younger one is the most open to the world and the most 
easily adaptable to the environment. 

On the other traits, there are some different perceptions: 

� Regarding the ambition and the tolerance, Gen Y and Gen X both see themselves more 
ambitious and tolerant towards others than the others. 

� BB think that Gen X is more cultivated than them. Gen X thinks the opposite  

� BB think that Gen Y is less tolerant than them. Gen Y thinks the opposite. 
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• Consciousness 

In this domain, BB and Gen Y agree on most of the traits related to each other. Generation Y 
and Generation X argue on who is the most efficient: both think they are more efficient than 
the other one. 

The surprising observation on this domain is the total incoherence between Baby boomers and 
Gen X. Indeed, in the five traits (punctuality, efficiency, organization, autonomy, need of 
assistance), both think that they are less assisted, more punctual, more efficient, much more 
organized and much more autonomous than the other one. 

In the consciousness domain, the degree of misperceptions is really high between those two 
generations. 

 

• Neuroticism 

In the neuroticism domain (reluctance to change, risk taking, reaction to failure, patience), 
there was no unanimity on who is more/less patient,  more/less reluctant to change, more/less 
taking risk and who reacts better when facing failures. 

In the ‘reaction to failure’ trait, the three generations’ perceptions are really close. All of them 
see the others as reacting either slightly better - or not - to failure. 

BB see themselves as less patient than Gen X. Gen X think the opposite. 

BB think that Gen Y is as reluctant to change as they are, whereas Gen Y think that they are 
much less reluctant to it than BB. 

 

• Extroversion 

In this domain, the three generations disagree on who is more/less individualistic, team player 
and sociable. 

Everybody thinks that the others are more individualistic than themselves except for BB and 
Gen X between each other. According to them, Gen X is more individualistic than BB. 

Regarding the sociability of people, BB think that Gen Y is less sociable than them, whereas 
Gen Y thinks the opposite. In the same way, Gen X thinks that they are more sociable than 
BB, whereas BB think the opposite.  

Regarding the team player trait, nobody agrees: 

� Gen Y thinks they are more team players than Gen X. Gen X thinks the opposite. 
� Gen X thinks they are less team players than BB. BB think the opposite. 
� BB think they are more team players than Gen Y. Gen Y think the opposite. 

 

• Agreeableness 

Regarding this domain, two traits were evaluated: authoritarianism and contestation spirit. We 
found no common concordance for the three generations. 
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Gen Y think they are more protesters than BB, but BB think they are as protester as Gen Y.  

BB think that they are much less authoritarian than Gen X, whereas Gen X think the opposite. 

 

• Non classifiable  

Regarding the ICT’s adeptness, the three generations agree on saying that Gen Y is the most 
adept, Gen X comes second and then BB. It is not a big surprise as the members of Gen Y 
grew up in the information age. 

 

Conclusion on the comparative study 

To sum up, over 21 questions, all three generations agreed on only 3 traits (ITCs adeptness, 
adaptation to the environment, openness to the world). To be noted that those traits are part of 
the ‘Openness to experience’ domain. Otherwise, there is no unanimity on the other 18 traits. 
The domain in which the degree of misperception is the highest is the ‘extroversion’ domain 
(sociability, team playing and individualism). Those traits are usually the most important ones 
when it comes to building relationships with others. 

 

4.6 General conclusions 

What the results of this questionnaire and the interview show is that: first, differences between 
self-perceptions of each generation are not as visible as one can think. By contrast, 
generations tend to see each other more differently than they really are. In other words, they 
are more similar than they think. 

Combining the results of part 2 (other-perception study) and part 3 (comparative study), the 
domain in which there is the highest level of misperceptions is the one related to the 
relationships with others (also called extroversion in the Big Five).  

Our behaviors are the response of our perception of the world. Thus, misperceptions can lead 
to misbehaviors. In a more representative example, if you think that your colleague is really 
individualistic and does not want to be disturbed – whereas he/she might not be like that - 
would you dare to ask him/her a question? Two questions? Five questions a day? 

Our results do not prove how harmonious or divisive the relations between generations are. 
Yet, it shows that there is a high degree of misperceptions between generations: each 
generation tends to see the others as more different than they are. Those misperceptions show, 
in some way, a lack of awareness between generations that could eventually lead to some 
misbehavior. Those misbehaviors could in turn affect the relations. 
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5. Intergenerational cohabitation and Knowledge transmission: 
two faces of a same coin. 
 
In this chapter, we intend to explain the link between intergenerational relationships and 
Knowledge Management. In the first section, we have to see why Knowledge Management 
and specifically Knowledge Transfer are important in our current context. Then, we address 
the question regarding the relation between it and the relations between generations. We 
come up with a virtuous circle that we explain and the factors that make it slow down – the 
brakes – and the factors that make it roll – the fuel. 

 
5.1 Importance of KT in the intergenerational context 

5.1.1 Importance of KT in general 

One of the latest big changes in the modern business world is the mutation of companies’ 
interest in term of resources. For a long time, they only supported the material capital, despite 
of sometimes certain other important elements. But nowadays companies have to invest on 
the human capital because of the increasing uncertainty and instability in the professional 
environments. It is time to give more importance to intellectual resources, knowledge and 
information than material capital (Lagacé, 2010, pp.193-194).  

Ignoring the importance of the intellectual capital leads to ignore the knowledge transfer’s 
advantages as well. For some authors, not paying enough attention to the KT can totally be 
considered as a mistake in the sense that KT represents the company’s survival since a loss of 
knowledge is a loss of competitiveness. The competitive advantage lies in the company’s 
capacity to develop knowledge but also to keep and transfer it (Sargis, 2001, p.7).  

Based on a survey’s results, conducted by the Research Group about the transmission in the 
workplace, Cloutier (2006, p.110), demonstrates that most of companies are not really 
concerned by the transmission’s issues. They actually give very little attention to the factors 
of organizational demography in the workplace. That may lead to several negative 
consequences such as, for example, a loss of time and a loss of considerable efficiency 
because of the improvisation that new workers have to face, deprived of the organizational 
memory. But ignoring the KT compromises also the conditions which protect the health and 
the safety of the workers or sometimes even of the customers. (ibid.). With this survey, 
Cloutier warns the companies that the KT can also lead to negative consequences if they do 
nothing to set transfer up.The KT’s consequences are going to be explained in details later in 
the document.  

Despite some awareness from the organizations and the governments about the problematic of 
the workforce’ aging (D’Amours, 1999, p.17) very few organizational actions are established 
relating to the KT’s issues are taken. Fize (2002) points out the “just in time” production as a 
potential cause of the non-implementation of the KT in the workplace. Indeed in this sort of 
production, workers have no time to transmit their knowledge to their co-workers or to new 
recruits; they push the progress in an ongoing way instead of keeping and sharing what they 
have already developed. These companies’ strategy is to be efficient as much as possible but 
they take the risk that they might lose experimented people’s knowledge just after their 
departure if they do not take the time to transmit it.  
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For several years, the working tasks have evolved. Indeed today they require an increasing 
flexibility from workers, broadening skills and an almost instant ability to fit to the increasing 
variability of products, services and work conditions (Cloutier, 2002, p.109). Considering 
these facts, it seems clear that companies cannot ignore the KT if they want to follow the 
trends and above all keep a competitive advantage. 

“Knowledge and its efficient management constitute the key to success and survival for 
organizations in the highly dynamic and competitive world of today.” (Oye, Mazleena and 

Noorminshah, 2011, p.72) 

Indeed, this transmission process proves to be even more essential in the small and medium-
sized businesses in which just one departure may provoke disastrous consequences. This 
observation is due to two reasons. The first one is the codification system of knowledge which 
is not developed enough to help new recruits. Secondly it is because in this kind of companies 
every employee has many different functions (Sadik, 2006, pp.10-11). Therefore, the KT 
represents a real necessity for those small and medium sized businesses since they are more 
vulnerable to lose their organizational memory than the bigger ones. 

Regardless the companies’ size, another factor which also has an impact on the companies’ 
future that cannot be ignored is the business sector. Indeed even if a lot of enterprises 
progressively succeed in countering the crisis’ consequences, it is not the case for all of them. 
Some sectors are still more vulnerable than other as for instance the metalworking industry. 
Let us have a look to the situation in France. Following the conference’s report about the 
metallurgy done in 2011, the France has a pretty good position in the metalworking industry 
thanks to its participation in big industrials groups. However, several metallurgic companies 
suffered hostile takeover bids moving usually their decision-making center out of Europe. 
These operations always lead to restructuring; in 2011 that represented 1.800.000 direct or 
indirect workers dismissed (Quéré and Pineau, 2011, p.2). From these events, one can 
naturally wonder how leaders can face this change regarding the personnel. How do they 
maintain the organizational memory considering such sudden mass departures?  

With this example, developing and supporting the KT in the workplace appears again as 
essential for companies. We wanted to bring a concrete example to prove that the KT is not 
simply a theoretical concept that seems interesting, but conversely it has to be implemented in 
the enterprises’ real life because it is a question of survival. In fact, the benefits of KT are 
much more important than companies think. We believe that since many companies are still 
living in the “post crisis” period, giving more importance to the KM should be one of the 
main areas companies should explore. It is even more relevant for those having troubles with 
the size of their sector even though the effects of such a strategy cannot be easily or 
immediately measured.  

 

5.1.2 Why is KT even more important now, what is new? 

5.1.2.1 BB departure 

Today, when we talk about KT, we cannot dissociate it from the age diversity in our society. 
Indeed what we observe now is an unprecedented phenomenon: the BB’s mass retirement. 
How unique is this event? The number of departures has never been so high. The future 
departures of an important portion of workers, represented here by the Baby boomers, can 
present several problems, especially when it comes to knowledge transfer (Lefebvre, 2000, 
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p.9). It seems obvious that if the experimented workers leave the company without sharing 
their knowledge before, the new ones risk being without the organizational memory and 
having to learn their job by themselves. These consequences would lead to a loss of a time 
and productivity for the company (Audet, 2004, p.22). Now more than ever, companies 
should launch or reinforce their KT system before there is a real risk of corporate amnesia. 
For instance, Canadian figures plan that less than one individual will be available to replace 
two workers who will retire in Canada in 2016 (Statistique Canada, 2006). Those data push us 
to wonder how the Baby boomers will do to transmit their knowledge to new workers and 
how the relations between them will be.  

 

5.1.2.2 Link with generations 

The knowledge transfer has never been a very important point for companies as proved 
before, but more interestingly; it has been rarely studied in parallel with the generational 
concept. The first studies that mixed the generations and the KT did not link all the different 
generations; actually they focused either on the new young employees’ arrival in the company 
or on the oldest employees’ departure (Riffaud, 2007, p.17). However, to contribute in a 
useful way to the KT process, the age management should take into account the relations 
between the different generations and study them as a whole instead of separately like before. 
Indeed it is clearly the relational character that matters the most in the transmission process 
(Sadik 2006, p.10). For Cloutier (2002, p.110), not realizing the importance of the connection 
between the KT and the generations could be considered as a missed opportunity in the sense 
that the KT’s issues depend on how harmonious the relations between generations are. In 
other words, neglecting the intergenerational relations in the workplace will have negative 
consequences concerning the company’s future because the non-cooperation will lead to a 
loss of a strategic knowledge that will probably decrease its competitiveness (Riffaud, 2007, 
p.10). To summarize this point Riffaud (2007, p.65) declares in his conclusion;  

“Proper management of intergenerational relationships minimizes the risk of losing a 
significant portion of knowledge and thus makes weaker the organizational memory”. 

 

According to Ludovic, a simple conflict because of different points of view due to different 
educations can impact negatively the KT. 

 

 

 

 “If there are some troubles in the relation relating to the age because for example we were 
not educated in the same way, then a little conflict can stop the transmission process. And it’s 
going to be surely bad for the company. Let’s take the example of an old man who is going to 
retire, but just before leaving he was in dispute with the young person whom he is supposed 
to share knowledge with. If the man left the company without being motivated to transmit his 
knowledge, there would be some troubles in the management of the files; it would be 
problematic for the company in its entirety. There would be bad consequences on knowledge 
transfer if there was a problem in the generational relations.” 
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5.1.2.3 From a one way transfer to a double way transfer 

For many decades, older people have transmitted their knowledge to the younger ones. 
Regardless the workplace, this sharing between humans has existed forever. Prehistoric 
people already understood that transferring their knowledge to their tribe’s members was vital 
to maintain their level of acquaintance about for instance hunting, defending or cooking. 
Nowadays it is still natural to observe that old people transmit their experiences and 
comprehension to the youngest. The best obvious example may be within the family frame in 
which it is easy to imagine the parents giving advice and recommendations to their children or 
the grandparents telling their grandchildren some real stories to share their background in a 
subtle way. It is the natural and universal system of education. 

In the workplace this transmission from older people (who are supposed to be more 
experimented) to the new recruits (who are supposed to be younger) has also been observed 
for a long time. However, nowadays, this transfer tends to exist in both ways (Sadik, 2006, 
p.3) as illustrated on figure 5.1. Indeed, the new recruits have recently left a milieu where the 
level of knowledge was pretty high. Those young people represent then a new source of 
explicit and tacit knowledge for the company, which can serve of new basis for innovation 
(Sadik, 2006, p.3). Coming from universities or specific educations, young people get more 
recent knowledge that older people could have learned in their younger age. So older 
employees share their experiences and the younger ones share their new insights, and the 
relation goes in both ways. In this way, the companies preserve and refresh their knowledge 
by looking after all their employees (Sadik, 2006, p.11). 

 

From a one way transfer 
 

 

 
 

To a double-way transfer 

Figure 5.1: Transformation of the knowledge transfer dynamics 

Source: by authors 

 
Some authors insist even more about this KT’s disruption. For instance, Bednar (2013, pp.18-
19) exposes that this new sense of transmission can become a sort of reverse mentorship 
where the Millennials would teach their managers about ways to incorporate new technology 
in the workplace. Since the generation Y is more creative and innovative in their thinking than 
older cohorts, companies should take advantage of that as long as Millennials feel good about 
it (Bednar, 2013, p.19).  

Older 

Younger 

Older Younger 
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In Ludovic’s service, since they went from a method where they worked on papers to a new 
system where everything is encoded in the new software it seems logical that they have this 
two-way relation in the knowledge transmission. 

 

In addition, they have to change their software’s version every six months, which impacts 
even more the KT between young and old people. Concerning this change, Ludovic thinks 
that; “Older workers have clearly more difficulties to adapt themselves to those changes than 
someone like me for example who grow up with technologies”.  

The two-way transfer occurs here because on the one hand, the task in itself is still the same 
despite of the use of computers, so the older workers’ experience is still useful when facing a 
specific case. In the other hand, the young people can bring their technological knowledge 
thanks to their command of the new software.  

  

5.2 Intergenerational relations and KT: a virtuous circle 

5.2.1 The virtuous circle 

 

 

Figure 5.2: The virtuous circle between generational relationships and KT. 

 

As we can see on this diagram, the relations between generations can impact on the 
knowledge transfer. Indeed, if the relations are good, the knowledge transfer will be more 
easily done. By contrast, if the relations are bad between generations, the KT will be much 
more difficult to organize and optimize in the organizations. Through good or bad relations, 
we mean positive or negative/absent interactions: a relation between people working together 
but not interacting with each other could be seen as low level interaction. In this case, there is 

“The knowledge transfer can be from older to younger people because they know every 
single file whereas we are lost with certain specific ones. But about the technology and the 
software, the transfer is rather in the other way, from young to older people.”    
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no apparent conflict but there is no interaction either. Yet, interaction is necessary to share 
knowledge. 

It has been established that harmonious relations between generations encourage the 
knowledge transfer as explained before. Attias-Donfut (1991, p.126) went even deeper in this 
association by stating that the opposite was also true. This means that the knowledge 
transmission supports and develops the relation between people as well. This notion can be 
seen as a double way relation; the more people spend time together to share knowledge, the 
more they will get to know each other, feel good together and will develop trust, and 
conversely. According to Dolan (1993), any form of cooperation, which permits the 
transmission of knowledge and values between experimented and non-experimented people, 
stimulates the intergenerational solidarity.  

 

5.2.2 Important influential factors on the virtuous circle 

5.2.2.1 Misperceptions: a brake of the virtuous circle 

It is a bit paradoxical that good intergenerational relations are necessary to establish a proper 
knowledge transmission while the majority of the literature talks about conflicts, differences 
or gaps between generations. Managing these negatives ideas besides the KT is a real 
challenge for firms. But unfortunately there are very few studies which tackle this topic in this 
way. According to Lagacé (2010, p.195) the studies that put the generations’ perception in the 
workplace in parallel with the KT’s question are still at the “embryonic state”.  

Following Lagacé (2010, p.195), in order to reach the situation in which the relations would 
be strong enough to support the KT, it is essential that generations evolve in a harmonious 
atmosphere but moreover that they perceive each other in a positive way. That is to say that 
older workers accept the young ones as an added value to the organization and that the new 
arrivals judge the older workers’ experience as necessary for them.  

Based on data from her studies, Lagacé (2010, p.204) states that the young workers’ opinion 
concerning the older people influence definitely the way they perceive the importance of the 
KT. This association means that the more young people have a negative perception of old 
workers and the less they will find the knowledge transmission as fundamental for their 
apprenticeship.This way of thinking may be due to the fact that they overestimate themselves 
because of their ability to control technologies or to be multitasks. From this point, it is not a 
surprise to realize that young workers do not feel the need of beneficing the experience from 
older generations.  

According to Ludovic who belongs to the generation Y, it is a shame that many young people 
think that they do not have anything to learn from older people. But personally he does not 
share this point of view.  

 

Riffaud (2007, p.45) devotes a large and interesting part of his work to the perceptions of old 
people in the workplace. A surprising figure which shows how negatively they are perceived 

 “I don’t know if the majority of young people think like this, personally I do not. But I am 
convinced that a lot of people think like that and it is really pity.” 
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is that more than 40% of European employers think that old workers are incapable of adapting 
themselves to new technologies (Damasse and Doyon, 2000, p.31). Many employers justify 
the exclusion of old worker from the labor market by the vision people have of them as 
incapable to learn to understand the new ways of working. Because of this image they are 
never the object of trainings. Indeed it is judged as useless because first they will retire soon, 
second because they are supposedly incapable to refresh their own knowledge (Paumès & 
Marquié, 1995, p.31). Certain researches showed a decreasing productivity from the older 
workforce which would be explained by a diminution of motivation due to these stereotypes 
and this negative pressure (Guérin, 1991).  
 

Following Lagacé (2010,  p.204), beyond the actions and means implemented by the firms to 
create the KT, the study’s results show that the perceptual dynamics between cohorts 
determine the success or the failure of the KT. When those dynamics are constituted by 
negative perceptions or by ignorance, all the initiatives to launch the KT are almost doomed 
to failure. 

As we saw in the previous section, there is a high level of misperceptions between 
generations. Some of them were negative like the fact that Gen Y think BB are more 
individualistic and do not want to be disturbed at work. This sort of misperceptions can truly 
affect the knowledge transfer process. 
 

5.2.2.2 The main fuel of the circle 

• Trust 

Trust is the key the main fuel to take into consideration. Trust is the basis of every 
relationship. Without trust, there is no relationship and without relationship there is no 
sharing. Dirks and Ferrin (2001, p.455).adds that trust in relationships is even more essential 
than any other factors because if people do not trust each other, they will not share 
knowledge, no matter how much they are motivated. 

Regarding the intergenerational knowledge transfer question, Ludovic insists on the 
importance of the relations’ basis by saying that the first thing that he would do is establishing 
trust relationships. Hence, our sub question from this information is “So you think that 
managers have to work first on the relations?” His answer is quite clear and meaningful; 

 

• Similarities 

Keyes (2008, pp.11-14) explains that the knowledge transfer can be facilitated thanks to 
common characteristics between people - a common educational level, a common ethnicity or 
common values for instance - between the two parts involved in the transfer process. As we 
saw in the literature, many authors talking about the generational question are referring to it as 
a generational gap or conflict. However, from the small overview we have from the 

 “Yes exactly in order that both the young person and the old one trust the other part. From 
this point they will dare to come and ask question to each other, discussing and sharing their 
knowledge. It is really essential to develop this sort of relationships but I’m not convinced 
that there is this system everywhere.” 
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questionnaire, we saw that those differences are not as deep as people say. Thus, making 
people aware of the similitudes they can have between each other can really have a positive 
impact on the relations and on the knowledge transfer. It is always simpler to share something 
with someone one already shares something with. 
 

• Motivation 

According to Oye, Mazleena and Noorminshah (2011, p.71), people from each part of the 
process have to feel comfortable, involved and motivated in order to participate properly in 
the knowledge transfer.  

By analyzing the different phases of the KT, Oye, Mazleena and Noorminshah (2011, p.72) 
discovered that despite of the useful and elaborated systems implemented by managers, if 
workers are not motivated to share truly valuable knowledge with their colleagues, the 
transmission will not occur. Pollar (2005) is also going in this direction; his first suggestion 
about techniques to disseminate knowledge sharing practices is to not force people to adapt to 
the system because they must initially be self-motivated.   

“Articulating knowledge requires workers to share their knowledge. The intention to share is 
derived from the motivation or willingness to share. Workers will only share knowledge when 
they are compelling motivators to do so.” (Oye, Mazleena and Noorminshah 2011, p.72) 

Through his studies, Szulanski (1999) pushes this topic of motivation further by exposing that 
internal resistances are proper to the provider but can also come from the recipient. His works 
do not focus on how the provider feels but more about the recipient’s emotions. The recipient, 
as the provider, may sometimes present some trouble of enthusiasm although a lack of 
motivation could lead to a weakening of the KT. More concretely, lack of motivation from the 
recipient may result in foot dragging, passivity, feigned acceptance, hidden sabotage or 
outright in the implementation and use of new knowledge (Szulanski, 1999, p.8).  

Thanks to the fact that in the Ludovic’ s service the KT goes in both ways between young and 
older people, Ludovic has the opportunity to observe how a young recipient react to the KT 
and likewise with older workers. In other words, thanks to his experience we can compare the 
level of motivation of each generation, and discover which generation presents more 
resistance to the transmission.  

In Ludovic’s interview, he is quite positive about the older people in the knowledge transfer 
process.  

 

When we asked him if he had ever heard a remark from older workers who complain about 
the transfer which comes from the young people, he was adamant; he has never received any 
remark back from them, it is a bit the opposite actually. Indeed they dare to come and ask him 
questions or advices even about little thing that they cannot do. 

To come back on Ludovic’s observations about the BB willingness and positivity to share 
knowledge, we can give some thoughts on the reasons or consequences, the KT can have on 

 “I think that older people understand well that they have the duty of transferring their 
knowledge before being retired”. 
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BB. According to Riffaud (2007, p.17), the good intergenerational relations based on the KT 
play also a role in the Baby boomers’ wellbeing by reducing the discrimination that they 
sometimes suffer. 

Indeed they can be victim of some misperceptions or critics which would translate the 
negative social vision that people have about ageing (Henkens, 2005). But by transferring 
their knowledge they get recognition from their co-workers and by the company in general, 
thanks to the KT they still feel being part of a system. And again here is a two-way 
relationship; when old people transmit their knowledge, they will get reconnaissance back, 
and the more they will feel recognized, the more they will feel encouraged to transfer their 
knowledge. Cloutier (2006, p.110) summarizes perfectly our point by saying;  

"The recognition of the experience and skills of older workers as well as the important role they 
can play in the integrating process of young people into the organization helps to stimulate their 
desire of transmitting their knowledge to recruits and to counter the phenomenon of the 
organizational memory loss." 

 

 

As a Baby boomer, Jean thinks that although this situation is better than it used to be, the 
knowledge of older people still tends to be depreciated. 

 

Conclusion 

Intergenerational relations and knowledge transfer are extremely linked. They both have 
impact on each other: they represent a virtuous circle that needs to be carefully observed. As 
there are some factors that can disturb the proper functioning of the circle, there are also some 
factors, like trust and motivation that are required to make the circle roll .  

In the next section, we will attempt to provide more practical tracks to follow or tools to use 
for today’s and tomorrow’s leaders to help them foster this virtuous circle. 

 

 

 

 

 

 

 

 

When we ask Jean (Baby boomer) whether he thinks that companies have enough 
consideration for knowledge transfer, he answers by saying: “No, the cult of youth (jeunism) 
in the nineties led to a depreciation of the knowledge and the experience of old people. It 
seems that this trend tends to be reduced.” 
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6. Shifting from multigenerational organizations towards 
intergenerational “Knowledge communities”: some practical 
tools to help today’s leaders. 

Motivation and trust are essential to the knowledge transfer between generations but there 
are not enough. Indeed, it requires also certain environmental conditions which make the 
transmission easier. In this sense, the organization’s system and the time constraints are 
examples of other factors that influence the organization’s and people’s capacity to share the 
knowledge (Lefebvre et collab., 2003). In this last part of the thesis, we establish several 
different tools based on literature and our interviews that could help leaders and managers to 
launch and sustain the KT in their team. We want to warn our readers that the following 
section only aims at defining some practical tools. As somebody with a painting brush is not 
necessarily a painter; applying those tools does not make someone a leader.  

 

6.1 In-house training sessions 

Training sessions are one of the most concrete keys which are often used by companies. As 
exposed above, the Baby boomers are very often excluded from trainings because they are 
close to retiring. But actually giving trainings to older workers can reduce the negative 
consequences of the KT’s non-implementation; it can decrease the number of early 
retirements and voluntary redundancies because older people will feel as a part of the system 
again. Not accounting these workers in the trainings would accelerate the loss of 
organizational memory (Riffaud, 2007, p.60). Gaudart (2003) has also pointed out that the 
Baby boomers seem more comfortable with training courses than theoretical courses. 

A tip which could be as useful in the use of trainings as in any other instruments to develop 
the KT is to act fast. Indeed one of the keys that Emelo (2011, p.35) gives is doing things 
now. It is quite logical when one thinks that experimented Baby boomers are nearly retired 
and they risk taking away their accumulated wisdom and expertise with them. Another reason 
can be the fact that younger employees tend to want more to have mentoring opportunities to 
be able to enjoy new management career possibilities (Emelo, 2011, p.35).  

As we said above leaders should pay attention to the specific needs and wills of every 
generation to give the envy of participating in the transmission process. People have to feel 
good and motivated to share knowledge properly.  
 

6.2 Sponsorship 

Sponsorship is one of the most famous ways to introduce a new young employee at work, or 
to support him or her in the longer term. Sponsorship is a favored way to transmit the 
knowledge from experimented people to novices (Léonard, 2003). It can exist through 
different sorts of sub-sponsorship, but we chose the two majors of them:  

In his interview, Jean said that he was using the two following tools in his team. 

 



 

67 

 

6.2.1 Compagnonnage 

It is one of the first forms of sponsorship.The key terms to express its objective are: the 
mutual help, solidarity, professional development, education and culture. The training through 
compagnonnage aims to develop “know-how” skills but also behavior skills (De Castéra, 
1988). It is a method by which inexperienced people are trained on the job in order to learn 
what the job is and how to do it. Work’s humanization and the formation of a social 
environment are the compagnonnage’s main goals (Bernard, 1972). 

6.2.2 Mentoring  

It is also a method that targets the transfer of knowledge in order to boost integration, career 
development, and self-esteem development of the new recruits (Ragins and McFarlin, 1990). 
This form of sponsoring is different from compagnonnage because the young beginner and 
the experimented worker are in relation of exchange and reciprocity while compagnonnage 
focuses more on a one–way transfer (Cuerrier, 2001). In fact, mentoring would correspond 
better to an intergenerational context since it creates a bigger feeling of belonging to the 
organization both for young people and older workers.  

According to Piktialis and Greenes (2008, p.47), there are several different forms of 
mentoring but we chose three which seemed more relevant to our case.  

- Peer mentoring: two-way transfer between only two workers. 

- Group mentoring: group of mixed young and older workers sharing altogether 
knowledge about a specific learning goal.  

- Reverse mentoring: it is a new form of mentoring where the old worker is mentored 
by a young one. The mentee becomes the mentor and again the notion of reciprocity 
in the relation appears.  

We can consider that Ludovic’s service applies the mentoring by peer. When a new recruit 
arrives there is always a first more theoretical phase;  

 
 
But then, a coach takes over the apprenticeship during an adaptation period, but this coach 
will always be there for the recently hired person after this adaptation period if he or she has 
any questions; 

 

“Then was a coaching session, which takes place in any service of the company. Here in my 
case it concerned a person hierarchically just below me. […] So she was responsible to 
explain to me the five main domains where I have to be efficient, then I tried by myself. But 
even today, when I have a question I can ask her. She is a team coach.” 

 “First of all I was welcomed by my chief who gave me a sheet of paper that summarized the 
different tasks that my service accomplished to have some theoretical basis.” 
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Emelo (2011, p.35) advices the organizations to not be afraid of opening larger the mentoring 
programs to preexisting targeted ones. With this idea, he means for instance connecting more 
mentees to a same mentor. The transfer web would get larger and larger, reinforcing relations 
between people belonging to different generations. Emelo (2011, p.35) suggests also to let the 
transfer happens in a wide variety of formal and informal relationships.  

 
6.3 Communities of Practice 

In the beginning, employees perceived pessimistically the mentoring program because they 
believed that it was implemented to drain their experience before kicking them out. So the 
Communities of Practice (CoP) have been created to counter this feeling, and then the senior 
employees did not feel just as offloading knowledge anymore (Riffaud, 2007, p.36). The CoP 
technique usually appears in the literature. Concretely, these communities of practice are 
informal groups of young and older workers from all level and functions in the organization 
formed to share knowledge about a common work, mission or problem (Smith, 2001, p.318). 
Their meetings are regular either in person or through email networks (Wenger and Snyder, 
2000). These communities are useful to increase the relations’ quality between generations 
and the innovation’s level in the organization (Pascarella, 1997). Leaders have to think that if 
the group prefers the sharing through virtual ways in order to promote the KT, then they have 
to find someone who can help capture and publish this in a digital form on a CoP website.  

According to Keyes (2008, p.34), communities of practice like all other training programs 
could have greater effects if leaders planned debriefing sessions, so that employees could 
share new insights with peers Those sessions should reinforce communication between 
generations and build trust. 

 
6.4 ICT’s 

We introduced the idea of websites, but broadly the new information and communication 
technologies represent a real powerful way to share knowledge and conserve the 
organizational memory (CEFRIO, 2004). Now people, who have more difficulties to 
understand and learn, can take the time they need. This advantage is due to the visual support 
of the distance learning (Riffaud, 2007, p.38). By learning with technologies, one can take 
one’s time to learn things. 

Before listing the different technologic tools, we have to insist on an important point: 
technology enables members of communities to interact but it does not create any knowledge 
per se. 

6.4.1 Blogs 

The blogs are good tools when it comes to provide transparent virtual space for: creation, 
collection, connection, conversation and collaboration (Piktialis and Greenes, 2008, p.27). 
The coding requirements and costs of these web pages are almost inexistent. They can be 
easily understandable by every generation since they are written from a personal or individual 
viewpoint (Piktialis and Greenes, 2008, p27). The blogs seem to correspond better to the 
generation X and Y who are already used to checking internal blogs before looking to more 
formal channel of information (Piktialis and Greenes, 2008, p27). 
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6.4.2 Instant messaging 

Instant messaging is also used in the everyday life by the Xers and the Millennials but the 
Boomers may need a bit more time to be familiar before using this system a routine method of 
communication information (Piktialis and Greenes, 2008, p.33). Instant messages are very 
useful for instant question or problem. The just-in-time mentoring and coaching via instant 
messaging are already common in university and “high-tech” environments because young 
people have really no problem to fit with it (Piktialis and Greenes, 2008, p.34). 

6.4.3 Podcasts 

The podcasts are digital recordings of an audio program (Piktialis and Greenes, 2008, p.52) 
but they do not lose the advantage of learning without pressure because once downloaded, 
people can take the time they need to learn because even if they are not written, workers can 
listen to the podcasts as many times as they want.  

 
6.5 Story telling 

The last one that we propose here it is the story telling tool. Its principle is the explanation of 
complex information through narrative (Piktialis and Greenes, 2008, p.57). Even if it is not a 
recent instrument, it could be very useful in an intergenerational team to establish good 
relations. Telling personal stories can make closer the different generations and develop a 
trust relation between them.   

We numerated these different tools but that does not mean that there is an order of 
performance or preference and even less that this list is exhaustive. Leaders can even use 
some of them in the same time to maximize their effects. We think also that they should use 
these tools regularly in the long term rather than occasionally when there is a new recruit or 
some changes in the team. 

 

All those practical tools can be useful in the knowledge transfer process, Yet, one has to keep 
in mind the importance of the leader’s behaviors. Smith (2001, pp.320-321) gives some 
advice about the behavior leaders should adopt rather than tools that they should use. One of 
them is to help people to feel secure about admitting there is something they do not know. We 
saw that in reality (for example in Ludovic’s service), young people are quite closed to the 
KT. So the role of the leader in this case is getting them to ask questions and put them in a 
trust relation with others. A second tip is encouraging all generations to involve all of them in 
the process and to collaborate as equals (Smith, 2001, p.320). To sustain their commitment, a 
system of award supporting workers who actively transfer knowledge can take place. Of 
course leaders have to make sure that awards stand for equitable recognition otherwise there 
would be some troubles in the trust relation (Smith, 2001, p.320). The last advice is “letting 
knowledge workers take greater control over their work to enable them to get more 
uninterrupted private thinking time” (Smith, 2001, p.321). In other words, leaders cannot 
neglect a pleasant and stimulating workplace to generate new ideas, gather and share 
information and knowledge. 
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7. Conclusion 

In this chapter, we will explain the outcome of our research and provide some answers to our 
research issue: to what extent do leaders have to take into consideration the intergenerational 
relations to facilitate and optimize the knowledge transfer in organizations?  

 
7.1 Reflecting on our work 

In this thesis work, we tried to insist on the connection between intergenerational 
relationships and knowledge transfer. Contextually speaking, combining both of them has 
become a necessity for companies as, within a decade, the Baby boomers who represent a big 
part of the employed people will retire. As a consequence, their knowledge will leave the 
organizational memory except if a knowledge transfer strategy has been implemented by 
today’s leaders. Organizations cannot afford to lose more knowledge as knowledge 
constitutes now the key asset of competitive advantage. However, what we noticed is that this 
issue has not gotten much consideration from companies and many of them do not feel urged 
to implement a specific strategy related to knowledge transmission between generations. 

Before talking about the reciprocal implications of the presence of generations in the 
workforce and the knowledge transmission, we first had to get a better image of how the 
relations between those generations are within an organizational context today. To do so, we 
attempted to diagnose the interactions between generations through a more psychosocial 
aspect with a mixed-methods approach. By using Kenny’s social relations model (1994) and 
the Big Five (Goldberg, 1990), we could find out some common and distinctive personal traits 
between generations. What we aimed at was not necessary drawing a portrait of the different 
traits a generation might have, but rather finding out whether the perceptions they have of one 
another were similar or not. Our findings could be summed up by the fact that generations 
tend to perceive themselves more differently than they really are. When it comes to directly 
compare themselves to others, many misperceptions occurred –those misperceptions being 
positive or negative. The level of those misperceptions was the highest in the domain of 
sociability/extroversion.   

Those misperceptions can have an impact on the knowledge transfer. An example of it 
extracted from the questionnaire findings was that Gen Y think that BB see the perfect 
colleague more as “someone who would not delay them in their work and someone who 
would just do one’s job” whereas actually what was ranked first by the BB for themselves 
was “somebody who would assist me when I have difficulties”. The question rising from this 
observation is: how can the knowledge transfer be effective when people misperceive 
themselves? Misperceptions and above all negative misperceptions can radically affect the 
intergenerational relations and, in turn, affect the knowledge transfer process. 

Nevertheless, it has been seen in this work that it also works the other way around: both 
knowledge transfer and intergenerational relations can also positively impact each other. 
Indeed, they can constitute a powerful virtuous circle: the better intergenerational perceptions 
and relations are, the higher the degree of motivation and the willingness to transfer 
knowledge will be, and the higher and the better the knowledge transfer actions are, the better 
intergenerational relations and perceptions will be, as it implies collaboration from the 
different parts of the exchange. This exchange is also worth being observed since it has 
recently shifted from a one-way transmission (older to younger) to a double-way 
transmission. This shift can be explained by the soaring of ICTs, better mastered by 
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youngsters. It implies a brand new way of sharing knowledge within organizations and can 
also facilitate the creation of knowledge communities, in which knowledge flows freely and 
everyone is both a recipient and a provider of knowledge. 

Finally, based on our interviewee’s experience and on the literature, we attempted to come up 
with additional tools that might be useful to today’s and tomorrow’s leaders willing to 
implement a knowledge transfer strategy in their intergenerational organizations. 

 

7.2 Discussion 

All along this thesis work, we focused on the relationships between generations through the 
study of perceptions, taking (mis)perceptions as a basis to understand intergenerational 
relations. In the literature, many studies try to determine the different traits of generations and 
to compare those characteristics to explain a possible gap in generations. However, following 
Levit and Licina (2011), we think that the study of the generations’ perceptions towards one 
another is more relevant and could bring more value to the topic than a mere portrait of traits 
and a comparison of it. We attempted through the questionnaire and the interviews to gather 
some indications in the way generations perceive one another but there is still much to do in 
that sense. Therefore, we suggest future research to dig more into the psychosocial dimension 
of the intergenerational coexistence. Related to those perceptions, we also suggest future 
research in discovering the impact of positive misperceptions on relationships and knowledge 
transfer – not only for generations. Indeed, we usually think that negative misperceptions are 
harmful for relationships but what about positive one’s? 

We also discussed between us about the evolution of the intergenerational knowledge transfer 
issue in the future. Foreseeing the future has never been an easy task and we do not pretend to 
predict it, but it is interesting to give some thoughts to the evolution of the concept of 
generation due to the technological progress and its implication on the knowledge 
transmission both in organizations and societies. Technologies have become a key indicator 
when talking about generations. Indeed, recently we have been talking about net generation, 
e-generation, facebookers to designate Gen Y and facebookcrowd. Google kids or linksters to 
call the next generation Gen Z. This proves that those generations do more than just using 
technologies as tools, technologies are now part of their lifestyle. Yet, how long will it take 
for the new Bill Gates or Steve Jobs to invent the new revolutionary device? What will 
happen when Facebook’s successor emerges? Some authors are already trying to understand 
the repercussions that the ICTs might have, in the future, not only on the knowledge transfer 
but also in knowledge’s true nature. Indeed, today, people think that knowledge refers more to 
the way to access to information than the knowledge itself. What is what we have to know? Is 
it the knowledge itself or is it the channel or the way to get it? To answer this question, further 
research studies are required to better differentiate information and knowledge and to 
understand the mutation of the concept of knowledge. 
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Appendices 
Appendix 1: Questionnaire  

1) Gender:  
- A man  => 84 
- A woman => 111 

 
2) To which age group do you belong to? 

- 17-33 years old => 121  
- 34-53 years old => 60 
- 54-69 years old => 14 

 
3) You live in : 

- France => 78 
- Belgium => 111 
- Other : … => 7 

 
4) You are currently : 

- In permanent employment => 97 
- Precarious employment =>  20 
- Unemployed => 11 
- A student => 66 
- Retired => 1 

 
5) Are you directly working with different generation in your organization? This question was 

only asked if the respondents who answered “permanent employment” or “precarious 
employment” at the 4th question) 
- Yes => 114 
- No => 6 

 
6) Do you have children?  

- Yes => 74 
- No => 121 

 
7) How many children? (This question was only asked to the respondent who answered “yes” to 

the 6th question)  

 

From question 8) all the questions were redirected according to the respondent’s age (answered in 
question 2)). That is why the following results are divided according to the respondents generations. 

 

 

 

 

 

 



RESULTS FROM PEOPLE AGED BETWEEN 17-33 (Gen Y) 

 

# Question nb min mean. Max 

8 
Do you think that the presence of several generations in the 
society can be sometimes seen as more a complication or an 
opportunity?  

121 1 3.96 5 

 

# Question Détail nb(%) 

8 Do you think that the presence of several generations in the society can be 
sometimes seen as more a complication or an opportunity?  121 (100%) 

 
0 0 (0%) 

 
1 1 (0.83%) 

 
2 4 (3.31%) 

 
3 28 (23.14%) 

 
4 54 (44.63%) 

 
5 34 (28.1%) 

 

# Question nb nb (%) 
9 At work or in your surrounding, you prefer to stay with ... 121 100% 
  people older than you 31 25.62%  

  people younger than you 0 0%  

  people of your age 40 33.06%  

  no preference 50 41.32%  
 

# Question nb min mean. Max 

10 Which image do you have of people aged between ... (0 is 
negative; 5 is positive) 121 1 3.62 5 

  34-53 121 2 3.85 5 

  54-69 121 1 3.38 5 
 

    Totally 
disagree Disagree Rather 

Disagree Rather agree Agree Totally 
agree 

# Question nb nb 
(%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) 

14 
Compared to your 
generation, people aged 
between 34-53 years old ... 

49 1.93% 351 13.81% 781 30.74% 788 31.01% 475 18.69% 97 3.82% 

  ... are more individualistic 3 2.48% 23 19.01% 35 28.93% 47 38.84% 12 9.92% 1 0.83% 

  ... are more ambitious 2 1.65% 12 9.92% 51 42.15% 40 33.06% 16 13.22% 0 0% 

  ... are better team player 3 2.48% 14 11.57% 47 38.84% 39 32.23% 18 14.88% 0 0% 

  ... are more cultivated 0 0% 9 7.44% 25 20.66% 35 28.93% 42 34.71% 10 8.26% 

  ... are more autonomous 0 0% 2 1.65% 11 9.09% 43 35.54% 50 41.32% 15 12.4% 

  
... are more tolerant towards 
others 

1 0.83% 16 13.22% 45 37.19% 35 28.93% 22 18.18% 2 1.65% 

  ... are more patient 1 0.83% 15 12.4% 35 28.93% 37 30.58% 29 23.97% 4 3.31% 

  ... are more protest 0 0% 18 14.88% 36 29.75% 29 23.97% 30 24.79% 8 6.61% 

  ... are more open to the world 2 1.65% 26 21.49% 57 47.11% 25 20.66% 9 7.44% 2 1.65% 

  ... are more organized 0 0% 6 4.96% 16 13.22% 59 48.76% 34 28.1% 6 4.96% 

  ... are more authoritarian 0 0% 2 1.65% 22 18.18% 54 44.63% 37 30.58% 6 4.96% 

  ... are more change reluctant 1 0.83% 6 4.96% 10 8.26% 33 27.27% 55 45.45% 16 13.22% 

  
... are more new technologies 
adept 

11 9.09% 50 41.32% 41 33.88% 15 12.4% 3 2.48% 1 0.83% 

  ... are more loyal to companies 3 2.48% 8 6.61% 16 13.22% 60 49.59% 26 21.49% 8 6.61% 



  ... are more efficient 2 1.65% 5 4.13% 50 41.32% 45 37.19% 17 14.05% 2 1.65% 

  
... can adapt themselves more 
easily to their environment 

2 1.65% 26 21.49% 60 49.59% 28 23.14% 3 2.48% 2 1.65% 

  ... are more sociable 0 0% 14 11.57% 48 39.67% 45 37.19% 13 10.74% 1 0.83% 

  ... react better to failure 2 1.65% 23 19.01% 44 36.36% 34 28.1% 13 10.74% 5 4.13% 

  ... like more taking risks 10 8.26% 34 28.1% 56 46.28% 13 10.74% 7 5.79% 1 0.83% 

  ... are more assisted 6 4.96% 35 28.93% 52 42.98% 23 19.01% 4 3.31% 1 0.83% 

  ... are more punctual 0 0% 7 5.79% 24 19.83% 49 40.5% 35 28.93% 6 4.96% 
 

 

    Totally 
disagree 

Disagree Rather 
Disagree 

Rather agree Agree Totally 
agree 

# Question nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) 

15 
Compared to your 
generation, people aged 
between 54-69 years old ... 

169 6.65% 438 17.24% 665 26.17% 604 23.77% 487 19.17% 178 7.01% 

  ... are more individualistic 9 7.44% 20 16.53% 27 22.31% 25 20.66% 31 25.62% 9 7.44% 

  ... are more ambitious 15 12.4% 36 29.75% 53 43.8% 9 7.44% 6 4.96% 2 1.65% 

  ... are better team player 3 2.48% 30 24.79% 50 41.32% 22 18.18% 10 8.26% 6 4.96% 

  ... are more cultivated 0 0% 5 4.13% 17 14.05% 34 28.1% 39 32.23% 26 21.49% 

  ... are more autonomous 1 0.83% 11 9.09% 24 19.83% 46 38.02% 26 21.49% 13 10.74% 

  
... are more tolerant towards 
others 

5 4.13% 26 21.49% 38 31.4% 26 21.49% 17 14.05% 9 7.44% 

  ... are more patient 6 4.96% 19 15.7% 18 14.88% 40 33.06% 30 24.79% 8 6.61% 

  ... are more protest 6 4.96% 23 19.01% 31 25.62% 25 20.66% 25 20.66% 11 9.09% 

  ... are more open to the world 14 11.57% 35 28.93% 47 38.84% 17 14.05% 6 4.96% 2 1.65% 

  ... are more organized 0 0% 7 5.79% 19 15.7% 49 40.5% 38 31.4% 8 6.61% 

  ... are more authoritarian 2 1.65% 6 4.96% 19 15.7% 42 34.71% 46 38.02% 6 4.96% 

  ... are more change reluctant 6 4.96% 6 4.96% 6 4.96% 23 19.01% 48 39.67% 32 26.45% 

  
... are more new technologies 
adept 

48 39.67% 44 36.36% 24 19.83% 2 1.65% 1 0.83% 2 1.65% 

  
... are more loyal to 
companies 

1 0.83% 5 4.13% 13 10.74% 41 33.88% 42 34.71% 19 15.7% 

  ... are more efficient 5 4.13% 12 9.92% 52 42.98% 39 32.23% 12 9.92% 1 0.83% 

  
... can adapt themselves more 
easily to their environment 

15 12.4% 42 34.71% 45 37.19% 15 12.4% 4 3.31% 0 0% 

  ... are more sociable 1 0.83% 21 17.36% 47 38.84% 35 28.93% 14 11.57% 3 2.48% 

  ... react better to failure 3 2.48% 23 19.01% 39 32.23% 39 32.23% 14 11.57% 3 2.48% 

  ... like more taking risks 25 20.66% 44 36.36% 41 33.88% 5 4.13% 5 4.13% 1 0.83% 

  ... are more assisted 3 2.48% 21 17.36% 38 31.4% 28 23.14% 26 21.49% 5 4.13% 

  ... are more punctual 1 0.83% 2 1.65% 17 14.05% 42 34.71% 47 38.84% 12 9.92% 
 

 

# Question nb min mean. Max 

16 

16) Imagine that you already have a permanent 
position if it is not the case. Which would be the five 
factors that would motivate you to stay in the company? 
(1= the most important) 

121 1 3.04 5 

  Salary 103 1 2.5 5 

  Other advantages 9 1 4.11 5 

  Degree of responsabilities 31 1 3.19 5 

  Working relationships (between colleagues) 92 1 2.98 5 

  Relationships with superior 27 1 3.89 5 

  Flexibility of working time  45 1 3.38 5 

  Geographical location of workplace (close to home) 60 1 3.33 5 

  Possible career opportunities  61 1 3.2 5 

  Prestige of the company 13 1 3.69 5 



  Usefulness of the final product or service to consumers  13 1 3.31 5 

  Interest in the work 85 1 2.01 5 

  Recognition of the work done 61 1 3.62 5 

  Working load 19 1 4.05 5 
 

In this case, to come up with a global ranking, what we did is to reverse each mean; for example for  4,11; it would be 5-
4,11= 0,89 that we multiplied with the number of responses (*9) in the case “other advantages”. Then we sorted the factors 
according this result. 

 

# Question nb min mean. max 

18 

According to you, what would be, in the same situation as 
above, the top 5 motivation factors for people aged 
between 34-53 years old? Hierarchize by importance 
(1=the most important). 

121 1 3.04 5 

  Salary 105 1 1.86 5 

  Other advantages 20 1 3.9 5 

  Degree of responsabilities 51 1 3 5 

  Working relationships (between colleagues) 52 1 3.56 5 

  Relationships with superior 34 1 3.68 5 

  Flexibility of working time  53 1 3.09 5 

  Geographical location of workplace (close to home) 72 1 2.97 5 

  Possible career opportunities  58 1 3.02 5 

  Prestige of the company 20 1 3.65 5 

  Usefulness of the final product or service to consumers  6 4 4.83 5 

  Interest in the work 62 1 3.03 5 

  Recognition of the work done 42 1 3.6 5 

  Working load 41 1 3.41 5 
 

# Question nb min mean. max 

19 

According to you, what would be, in the same situation as 
above, the top 5 motivation factors for people aged 
between 54-69 years old? Hierarchize by importance 
(1=the most important). 

121 1 3.04 5 

  Salary 96 1 2.4 5 

  Other advantages 29 1 3.76 5 

  Degree of responsabilities 44 1 2.95 5 

  Working relationships (between colleagues) 59 1 3.58 5 

  Relationships with superior 39 1 3.21 5 

  Flexibility of working time  62 1 3.13 5 

  Geographical location of workplace (close to home) 84 1 2.79 5 

  Possible career opportunities  13 1 3.38 5 

  Prestige of the company 22 1 2.86 5 

  Usefulness of the final product or service to consumers  18 1 3.61 5 

  Interest in the work 44 1 3.14 5 

  Recognition of the work done 52 1 3.62 5 

  Working load 57 1 2.67 5 
 

    Face to face By phone By email By instant 
messaging 

I don’t 
communicate 

# Question nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) 

21 At work, which communication 
channel would you rather use to ... 699 64.19% 136 12.49% 159 14.6% 73 6.7% 22 2.02% 

  Ask a simple question, a doubt 53 43.8% 26 21.49% 28 23.14% 14 11.57% 0 0% 

  Ask a complicated question 97 80.17% 5 4.13% 18 14.88% 1 0.83% 0 0% 



  
Do a remark about someone else’s 
work 

92 76.03% 2 1.65% 13 10.74% 7 5.79% 7 5.79% 

  
Announce one of your mistakes to your 
superior 

95 78.51% 3 2.48% 19 15.7% 1 0.83% 3 2.48% 

  Ask for a wage increase 104 85.95% 0 0% 10 8.26% 0 0% 7 5.79% 

  Ask for holidays 78 64.46% 0 0% 41 33.88% 1 0.83% 1 0.83% 

  Inform that you are sick 6 4.96% 90 74.38% 22 18.18% 2 1.65% 1 0.83% 

  
Propose a coffee break to your 
colleague 

76 62.81% 5 4.13% 5 4.13% 34 28.1% 1 0.83% 

  
Ask your colleagues how was their 
weekend   

98 80.99% 5 4.13% 3 2.48% 13 10.74% 2 1.65% 
 

    Face to face By phone By email By instant 
messaging 

Qu'il ne 
communique pas 

# Question nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) 

22 Which channel do you prefer your 
superior to use to ... 

275 67.9% 32 7.9% 91 22.47% 7 1.73% - - 

  Ask you some simple information 32 39.51% 21 25.93% 24 29.63% 4 4.94% 0 0% 

  Criticize your work 74 91.36% 0 0% 6 7.41% 1 1.23% 0 0% 

  Give you feedback on your work 44 54.32% 4 4.94% 32 39.51% 1 1.23% 0 0% 

  Congralutate you for your work 77 95.06% 0 0% 4 4.94% 0 0% 0 0% 

  Answer one of your questions 48 59.26% 7 8.64% 25 30.86% 1 1.23% 0 0% 
 

# Question nb min mean. max 

24 
For each of the following communication channels, 
indicate the degree of appreciation by  people aged 
between 34-53 years old at work. 

121 1 3.21 5 

  Face to face 121 1 4.41 5 

  By email 121 1 3.51 5 

  By phone 121 2 3.92 5 

  By instant messaging 121 1 2.5 5 

  Avoid communication 121 1 1.7 5 
 

# Question nb min mean. Max 

25 
For each of the following communication channels, 
indicate the degree of appreciation by  people aged 
between 54-69 years old at work. 

121 1 2.97 5 

  Face to face 121 1 4.56 5 

  By email 121 1 2.55 5 

  By phone 121 1 3.95 5 

  By instant messaging 121 1 1.72 4 

  Avoid communication 121 1 2.05 5 
 

# Question nb min mean. max 

26 What would be your definition of "ideal colleague". 
Indicate for each statement your degree of appreciation. 121 0 3.54 5 

  Somebody who would not delay me in my work 121 1 3.78 5 

  Somebody who I could have small talks with everyday 121 1 3.86 5 

  Somebody who would defend me in front of my superior 121 0 3.87 5 

  
Somebody I would share my lunch at work every other time 
with 

121 0 3.45 5 

  Somebody who would assist me when I have difficulties 121 2 4.3 5 

  
Somebody I would invite for important events in my life (e.g. 
wedding) 

121 0 3.1 5 

  Somebody I would see outside to have a coffee 121 0 3.21 5 



  Somebody who would just do one’s job properly 121 0 2.79 5 
 

 

# Question nb nb (%) 

28 According to you, what would be the definition of "ideal colleague" that can have 
people aged between 34-53 years old. Multiple choices possible. 121 100% 

  Somebody who would not delay me in my work 67 55.37%  

  Somebody who I could have small talks with everyday 63 52.07%  

  Somebody who would defend me in front of my superior 46 38.02%  

  Somebody I would share my lunch at work every other time with 53 43.8%  

  Somebody who would assist me when I have difficulties 61 50.41%  

  Somebody I would invite for important events in my life (e.g. wedding) 41 33.88%  

  Somebody I would see outside to have a coffee 39 32.23%  

  Somebody who would just do one’s job properly 46 38.02%  

  Other   0 0%  

 

# Question nb nb (%) 

29 According to you, what would be the definition of "ideal colleague" that can have 
people aged between 54-69 years old. Multiple choices possible. 121 100% 

  Somebody who would not delay me in my work 72 59.5%  

  Somebody who I could have small talks with everyday 51 42.15%  

  Somebody who would defend me in front of my superior 31 25.62%  

  Somebody I would share my lunch at work every other time with 42 34.71%  

  Somebody who would assist me when I have difficulties 61 50.41%  

  Somebody I would invite for important events in my life (e.g. wedding) 22 18.18%  

  Somebody I would see outside to have a coffee 30 24.79%  

  Somebody who would just do one’s job properly 79 65.29%  

  Other   0 0%  

 

# Question nb min mean. max 
30 Your «ideal superior» would be ... 121 0 3.49 5 
  qui m'explique clairement ce que je dois faire 121 1 4.52 5 

  qui m'explique également comment faire ce que j'ai à faire 121 0 3.34 5 

  qui soit conscient de mes attentes personnelles 121 1 3.45 5 

  qui soit conscient de mes attentes professionnelles 121 1 4.04 5 

  qui s'intéresse un minimum à ma vie 121 0 2.5 5 

  qui me laisse une grande marge de liberté 121 0 3.69 5 

  qui me donne un feedback de manière régulière 121 1 3.91 5 

  qui répond le plus tôt possible à mes questions 121 1 3.95 5 

  qui me félicite quand je fais du bon travail 121 0 3.93 5 

  qui m'invite à boire un verre quand ça ne va pas 121 0 1.53 5 
 

 

# Question nb nb (%) 
32 According to you, the «ideal superior» of people aged between 34-53 years old would be ... 121 100% 

Someone who explains to me what I have to do 78 64.46% 

Someone who also explains to me how to do what I have to do 27 22.31% 



Someone who is aware of my personal expectations 44 36.36% 

Someone who is aware of my professional expectations 87 71.9%  

Someone who is slightly interested in my life 16 13.22% 

Someone who gives me a big margin of freedom 73 60.33% 

Someone who gives me feedback regularly 49 40.5%  

Someone who answers my questions as soon as possible 53 43.8%  

Someone who congratulates me for my good work 54 44.63% 

 Someone who invites me to drink something if I am not feeling good 5 4.13%  

  Other  0 0%  

 

# Question nb min mean. Max 
34 I see my workplace as ... 121 0 3.14 5 
  A second home 121 0 2.24 5 

  An essential place for my personal development 121 0 3.56 5 

  An important place for my social life 121 0 3.59 5 

  A place to make a living 121 2 4.28 5 

  A place full of constraints 121 0 2.04 5 
 

# Question nb nb (%) 

36 According to you, which statement is the closest to the perception people aged 
between 34-53 years old have of the workplace? One possible choice. 121 100% 

  A second home 6 4.96%  

  An essential place for my personal development 21 17.36%  

  An important place for my social life 20 16.53%  

  A place to make a living 71 58.68%  

  A place full of constraints 3 2.48%  
 

# Question nb nb (%) 

37 According to you, which statement is the closest to the perception people aged 
between 54-69 years old have of the workplace? One possible choice. 121 100% 

  A second home 24 19.83%  

  An essential place for my personal development 7 5.79%  

  An important place for my social life 27 22.31%  

  A place to make a living 39 32.23%  

  A place full of constraints 24 19.83%  
 

# Question nb nb (%) 

38 Among the following adages, which one is the closest to your life philosophy? Just 
one choice possible 121 100% 

  "I work to live" 45 37.19%  

  "I live to work" 5 4.13%  

  "I work to work" 9 7.44%  

  "I live to live" 62 51.24%  
 

# Question nb nb (%) 
40 According to you, which one of the following life philosophy would be the closest to 121 100% 



34-53 years old people’s one? 
  "I work to live" 80 66.12%  

  "I live to work" 18 14.88%  

  "I work to work" 16 13.22%  

  "I live to live" 7 5.79%  
 

# Question nb nb (%) 

41 According to you, which one of the following life philosophy would be the closest to 
54-69 years old people’s one? 121 100% 

  "I work to live" 58 47.93%  

  "I live to work" 10 8.26%  

  "I work to work" 28 23.14%  

  "I live to live" 25 20.66%  
 

# Question Text 

42 

Share with us any 
comment, 

observation, remark 
or anecdotes on the 
intergenerational 

question. 

  - J'apprécie travailler avec des personnes de tous horizons et de toutes les générations car cela 
permet un échange d'expériences tant professionnel que personnel. Un peu de difficulté à choisir 
parmis les propositions des questions 28 et 29. Je dirais Rather que dyears old ma tranche d'âge, I 
work pour (me) construire et qu'à la question 29, I work to live. 
  - Pas de remarques 

 

 
 
RESULTS FROM PEOPLE AGED BETWEEN 34-53 (Gen X) 

 

 
# Question nb min mean. max 

8 
Do you think that the presence of several generations in the 
society can be sometimes seen as more a complication or an 
opportunity?  

61 1 4.08 5 

 

 
# Question Détail nb(%) 

8 Do you think that the presence of several generations in the society can be 
sometimes seen as more a complication or an opportunity?  61 (100%) 

 
0 0 (0%) 

 
1 1 (1.64%) 

 
2 3 (4.92%) 

 
3 11 (18.03%) 

 
4 21 (34.43%) 

 
5 25 (40.98%) 

 

 
 
 
# Question nb nb (%) 
9 At work or in your surrounding, you prefer to stay with ... 61 100% 
  people older than you 3 4.92%  

  people younger than you 11 18.03%  

  people of your age 8 13.11%  

  no preference 39 63.93%  
 

 
 



# Question nb min mean. max 

11 
Which image do you have of people aged between ... (0 is 
negative; 5 is positive) 61 1 3.51 5 

  des 17-33 61 1 3.46 5 

  des 54-69 61 1 3.56 5 
 

 

 

    Totally 
disagree Disagree Rather 

Disagree Rather agree Agree Totally 
agree 

# Question nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) 

13 
Compared to your 
generation, people aged 
between 17-33 years old ... 

74 5.78% 245 19.13% 373 29.12% 316 24.67% 202 15.77% 71 5.54% 

  ... are more individualistic 1 1.64% 3 4.92% 9 14.75% 25 40.98% 18 29.51% 5 8.2% 

  ... are more ambitious 2 3.28% 9 14.75% 19 31.15% 14 22.95% 10 16.39% 7 11.48% 

  ... are better team player 4 6.56% 15 24.59% 23 37.7% 14 22.95% 5 8.2% 0 0% 

  ... are more cultivated 4 6.56% 18 29.51% 21 34.43% 11 18.03% 5 8.2% 2 3.28% 

  ... are more autonomous 4 6.56% 18 29.51% 22 36.07% 11 18.03% 5 8.2% 1 1.64% 

  
... are more tolerant towards 
others 

4 6.56% 13 21.31% 21 34.43% 11 18.03% 9 14.75% 3 4.92% 

  ... are more patient 8 13.11% 15 24.59% 25 40.98% 10 16.39% 2 3.28% 1 1.64% 

  ... are more protest 3 4.92% 11 18.03% 17 27.87% 16 26.23% 10 16.39% 4 6.56% 

  ... are more open to the world 0 0% 6 9.84% 4 6.56% 24 39.34% 24 39.34% 3 4.92% 

  ... are more organized 2 3.28% 18 29.51% 18 29.51% 18 29.51% 5 8.2% 0 0% 

  ... are more authoritarian 2 3.28% 13 21.31% 29 47.54% 9 14.75% 6 9.84% 2 3.28% 

  ... are more change reluctant 8 13.11% 19 31.15% 17 27.87% 9 14.75% 6 9.84% 2 3.28% 

  
... are more new technologies 
adept 

0 0% 1 1.64% 0 0% 7 11.48% 26 42.62% 27 44.26% 

  
... are more loyal to 
companies 

10 16.39% 18 29.51% 23 37.7% 8 13.11% 2 3.28% 0 0% 

  ... are more efficient 4 6.56% 15 24.59% 20 32.79% 19 31.15% 3 4.92% 0 0% 

  
... can adapt themselves more 
easily to their environment 

1 1.64% 5 8.2% 11 18.03% 25 40.98% 17 27.87% 2 3.28% 

  ... are more sociable 3 4.92% 10 16.39% 17 27.87% 21 34.43% 8 13.11% 2 3.28% 

  ... react better to failure 4 6.56% 14 22.95% 19 31.15% 17 27.87% 7 11.48% 0 0% 

  ... like more taking risks 1 1.64% 8 13.11% 16 26.23% 19 31.15% 17 27.87% 0 0% 

  ... are more assisted 1 1.64% 3 4.92% 15 24.59% 17 27.87% 15 24.59% 10 16.39% 

  ... are more punctual 8 13.11% 13 21.31% 27 44.26% 11 18.03% 2 3.28% 0 0% 
 

 

   Totally 
disagree Disagree Rather 

Disagree Rather agree Agree Totally 
agree 

# Question nb nb (%) Nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) 

15 
Compared to your 
generation, people aged 
between 54-69 years old ... 

32 2.5% 154 12.02% 325 25.37% 385 30.05% 290 22.64% 95 7.42% 

  ... are more individualistic 2 3.28% 6 9.84% 26 42.62% 16 26.23% 9 14.75% 2 3.28% 

  ... are more ambitious 1 1.64% 13 21.31% 23 37.7% 16 26.23% 7 11.48% 1 1.64% 

  ... are better team player 1 1.64% 4 6.56% 14 22.95% 27 44.26% 10 16.39% 5 8.2% 

  ... are more cultivated 0 0% 3 4.92% 14 22.95% 23 37.7% 17 27.87% 4 6.56% 

  ... are more autonomous 1 1.64% 3 4.92% 4 6.56% 21 34.43% 26 42.62% 6 9.84% 

  
... are more tolerant towards 
others 

1 1.64% 11 18.03% 20 32.79% 16 26.23% 10 16.39% 3 4.92% 

  ... are more patient 0 0% 7 11.48% 13 21.31% 19 31.15% 16 26.23% 6 9.84% 

  ... are more protest 1 1.64% 10 16.39% 8 13.11% 22 36.07% 14 22.95% 6 9.84% 

  ... are more open to the world 2 3.28% 9 14.75% 25 40.98% 15 24.59% 9 14.75% 1 1.64% 



  ... are more organized 0 0% 2 3.28% 7 11.48% 23 37.7% 22 36.07% 7 11.48% 

  ... are more authoritarian 1 1.64% 1 1.64% 9 14.75% 25 40.98% 19 31.15% 6 9.84% 

  ... are more change reluctant 0 0% 4 6.56% 4 6.56% 13 21.31% 29 47.54% 11 18.03% 

  
... are more new technologies 
adept 

9 14.75% 20 32.79% 26 42.62% 4 6.56% 2 3.28% 0 0% 

  
... are more loyal to 
companies 

1 1.64% 2 3.28% 4 6.56% 20 32.79% 23 37.7% 11 18.03% 

  ... are more efficient 0 0% 2 3.28% 12 19.67% 29 47.54% 14 22.95% 4 6.56% 

  
... can adapt themselves more 
easily to their environment 

3 4.92% 9 14.75% 27 44.26% 16 26.23% 5 8.2% 1 1.64% 

  ... are more sociable 0 0% 4 6.56% 16 26.23% 25 40.98% 12 19.67% 4 6.56% 

  ... react better to failure 0 0% 9 14.75% 17 27.87% 23 37.7% 9 14.75% 3 4.92% 

  ... like more taking risks 4 6.56% 17 27.87% 25 40.98% 11 18.03% 3 4.92% 1 1.64% 

  ... are more assisted 5 8.2% 16 26.23% 23 37.7% 9 14.75% 7 11.48% 1 1.64% 

  ... are more punctual 0 0% 2 3.28% 8 13.11% 12 19.67% 27 44.26% 12 19.67% 
 

 
 

# Question nb min mean. max 

16 

16) Imagine that you already have a permanent 
position if it is not the case. Which would be the five 
factors that would motivate you to stay in the company? 
(1= the most important) 

61 1 3.19 5 

  Salary 52 1 2.69 5 

  Other advantages 13 2 4.15 5 

  Degree of responsabilities 23 1 3.13 5 

  Working relationships (between colleagues) 41 1 2.9 5 

  Relationships with superior 24 1 3.58 5 

  Flexibility of working time  30 1 3.3 5 

  Geographical location of workplace (close to home) 29 1 3.17 5 

  Possible career opportunities  24 1 3.25 5 

  Prestige of the company 7 2 4.14 5 

  Usefulness of the final product or service to consumers  12 1 4.17 5 

  Interest in the work 41 1 2.2 5 

  Recognition of the work done 32 2 4.03 5 

  Working load 12 1 3.75 5 
 

 
 

# Question nb min mean. max 

17 

According to you, what would be, in the same situation as 
above, the top 5 motivation factors for people aged 
between 17-33 years old? Hierarchize by importance 
(1=the most important). 

61 1 3.14 5 

  Salary 58 1 1.5 5 

  Other advantages 21 1 3.86 5 

  Degree of responsabilities 17 1 3.24 5 

  Working relationships (between colleagues) 30 1 3.37 5 

  Relationships with superior 15 2 4.07 5 

  Flexibility of working time  23 1 3 5 

  Geographical location of workplace (close to home) 34 1 3.59 5 

  Possible career opportunities  42 1 3.12 5 

  Prestige of the company 28 2 3.75 5 

  Usefulness of the final product or service to consumers  5 1 3.6 5 

  Interest in the work 25 1 3.36 5 

  Recognition of the work done 15 2 4.13 5 

  Working load 17 2 3.53 5 
 



 
# Question nb min mean. max 

19 

According to you, what would be, in the same situation as 
above, the top 5 motivation factors for people aged 
between 54-69 years old? Hierarchize by importance 
(1=the most important). 

61 1 3.14 5 

  Salary 45 1 2.24 5 

  Other advantages 11 2 3.82 5 

  Degree of responsabilities 24 1 3.38 5 

  Working relationships (between colleagues) 35 1 3.23 5 

  Relationships with superior 18 2 3.44 5 

  Flexibility of working time  29 1 2.93 5 

  Geographical location of workplace (close to home) 38 1 2.34 5 

  Possible career opportunities  17 1 3.65 5 

  Prestige of the company 14 1 3.5 5 

  Usefulness of the final product or service to consumers  10 2 4.4 5 

  Interest in the work 28 1 3.71 5 

  Recognition of the work done 29 1 3.31 5 

  Working load 29 1 3.34 5 
 

 

    Face to face By phone By email By instant 
messaging 

I don’t 
communicate 

# Question nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) 

21 At work, which communication 
channel would you rather use to ... 332 60.47% 69 12.57% 100 18.21% 17 3.1% 31 5.65% 

  Ask a simple question, a doubt 27 44.26% 13 21.31% 16 26.23% 5 8.2% 0 0% 

  Ask a complicated question 47 77.05% 3 4.92% 10 16.39% 0 0% 1 1.64% 

  
Do a remark about someone else’s 
work 

44 72.13% 1 1.64% 7 11.48% 0 0% 9 14.75% 

  
Announce one of your mistakes to your 
superior 

45 73.77% 2 3.28% 11 18.03% 0 0% 3 4.92% 

  Ask for a wage increase 46 75.41% 1 1.64% 6 9.84% 0 0% 8 13.11% 

  Ask for holidays 30 49.18% 2 3.28% 25 40.98% 0 0% 4 6.56% 

  Inform that you are sick 4 6.56% 40 65.57% 17 27.87% 0 0% 0 0% 

  
Propose a coffee break to your 
colleague 

38 62.3% 4 6.56% 5 8.2% 8 13.11% 6 9.84% 

  
Ask your colleagues how was their 
weekend   

51 83.61% 3 4.92% 3 4.92% 4 6.56% 0 0% 
 

 

 

    Face to face By phone By email By instant 
messaging 

Qu'il ne 
communique pas 

# Question nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) 

22 Which channel do you prefer your 
superior to use to ... 165 60% 20 7.27% 84 30.55% 6 2.18% - - 

  Ask you some simple information 23 41.82% 10 18.18% 17 30.91% 5 9.09% 0 0% 

  Criticize your work 47 85.45% 2 3.64% 6 10.91% 0 0% 0 0% 

  Give you feedback on your work 28 50.91% 1 1.82% 26 47.27% 0 0% 0 0% 

  Congralutate you for your work 44 80% 1 1.82% 10 18.18% 0 0% 0 0% 

  Answer one of your questions 23 41.82% 6 10.91% 25 45.45% 1 1.82% 0 0% 
 

 
 

# Question nb min mean. max 
23 Indiquer le degré d'appréciation de chacun des moyens de 61 1 3.34 5 



communication ci-dessous pour people aged between 17-33 
years old at work. 

  Face to face 61 1 3.28 5 

  By email 61 1 3.89 5 

  By phone 61 1 3.28 5 

  By instant messaging 61 1 4.03 5 

  Avoid communication 61 1 2.25 5 
 

 

 
# Question nb min mean. max 

25 
For each of the following communication channels, 
indicate the degree of appreciation by  people aged 
between 54-69 years old at work. 

61 1 3 5 

  Face to face 61 1 4.54 5 

  By email 61 1 2.64 5 

  By phone 61 1 3.7 5 

  By instant messaging 61 1 2.07 5 

  Avoid communication 61 1 2.05 5 
 

 
 

# Question nb min mean. max 

26 What would be your definition of "ideal colleague". 
Indicate for each statement your degree of appreciation. 61 0 3.09 5 

  Somebody who would not delay me in my work 61 0 3.26 5 

  Somebody who I could have small talks with everyday 61 0 3.26 5 

  Somebody who would defend me in front of my superior 61 0 3.25 5 

  
Somebody I would share my lunch at work every other time 
with 

61 0 2.98 5 

  Somebody who would assist me when I have difficulties 61 0 4 5 

  
Somebody I would invite for important events in my life (e.g. 
wedding) 

61 0 2.41 5 

  Somebody I would see outside to have a coffee 61 0 2.66 5 

  Somebody who would just do one’s job properly 61 0 2.87 5 
 

 
 

# Question nb nb (%) 

27 According to you, what would be the definition of "ideal colleague" that can have 
people aged between 17-33 years old. Multiple choices possible. 61 100% 

  Somebody who would not delay me in my work 18 29.51%  

  Somebody who I could have small talks with everyday 30 49.18%  

  Somebody who would defend me in front of my superior 27 44.26%  

  Somebody I would share my lunch at work every other time with 24 39.34%  

  Somebody who would assist me when I have difficulties 44 72.13%  

  Somebody I would invite for important events in my life (e.g. wedding) 20 32.79%  

  Somebody I would see outside to have a coffee 29 47.54%  

  Somebody who would just do one’s job properly 11 18.03%  

  Other   0 0%  
 

 
# Question nb nb (%) 

29 According to you, what would be the definition of "ideal colleague" that can have 
people aged between 54-69 years old. Multiple choices possible. 

61 100% 

  Somebody who would not delay me in my work 32 52.46%  

  Somebody who I could have small talks with everyday 32 52.46%  



  Somebody who would defend me in front of my superior 27 44.26%  

  Somebody I would share my lunch at work every other time with 23 37.7%  

  Somebody who would assist me when I have difficulties 38 62.3%  

  Somebody I would invite for important events in my life (e.g. wedding) 19 31.15%  

  Somebody I would see outside to have a coffee 16 26.23%  

  Somebody who would just do one’s job properly 30 49.18%  

  Other   0 0%  
 

 
# Question nb min mean. Max 
30 Your «ideal superior» would be ... 61 0 3.43 5 
  Someone who explains to me what I have to do 61 1 4.41 5 

  
Someone who also explains to me how to do what I have to 
do 

61 0 3.23 5 

  Someone who is aware of my personal expectations 61 0 3.46 5 

  Someone who is aware of my professional expectations 61 0 4.1 5 

  Someone who is slightly interested in my life 61 0 2.13 5 

  Someone who gives me a big margin of freedom 61 1 4.15 5 

  Someone who gives me feedback regularly 61 0 3.82 5 

  Someone who answers my questions as soon as possible 61 1 3.98 5 

  Someone who congratulates me for my good work 61 0 3.57 5 

  
Someone who invites me to drink something if I am not 
feeling good 

61 0 1.48 5 
 

 
 

 
# Question nb nb (%) 

 31 According to you, the «ideal superior» of people aged between 17-33 years old would be ... 61 100% 

   Someone who explains to me what I have to do 49 80.33% 

   Someone who also explains to me how to do what I have to do 31 50.82% 

   Someone who is aware of my personal expectations 18 29.51% 

   Someone who is aware of my professional expectations 33 54.1%  

   Someone who is slightly interested in my life 12 19.67% 

   Someone who gives me a big margin of freedom 28 45.9%  

   Someone who gives me feedback regularly 24 39.34% 

   Someone who answers my questions as soon as possible 27 44.26% 

   Someone who congratulates me for my good work 40 65.57% 

   Someone who invites me to drink something if I am not feeling good 10 16.39% 

   Other   0 0%  

 
 



# Question nb nb (%) 

33 
According to you, the «ideal superior» of people aged between 54-69 years old 
would be ... 61 100% 

 Someone who explains to me what I have to do 36 59.02%  

 Someone who also explains to me how to do what I have to do 19 31.15%  

 Someone who is aware of my personal expectations 21 34.43%  

 Someone who is aware of my professional expectations 38 62.3%  

 Someone who is slightly interested in my life 15 24.59%  

 Someone who gives me a big margin of freedom 35 57.38%  

 Someone who gives me feedback regularly 28 45.9%  

 Someone who answers my questions as soon as possible 30 49.18%  

 Someone who congratulates me for my good work 30 49.18%  

 Someone who invites me to drink something if I am not feeling good 5 8.2%  

 Other   0 0%  
 

 
 

 
# Question nb min mean. Max 
34 I see my workplace as ... 61 0 2.82 5 
  a second home 61 0 1.77 5 

  An essential place for my personal development 61 0 2.9 5 

  An important place for my social life 61 0 3.08 5 

  A place to make a living 61 2 4.13 5 

  A place full of constraints 61 0 2.2 5 
 

 
 

# Question nb nb (%) 

35 According to you, which statement is the closest to the perception people aged 
between 17-33 years old have of the workplace? One possible choice. 61 100% 

  a second home 1 1.64%  

  An essential place for my personal development 10 16.39%  

  An important place for my social life 9 14.75%  

  A place to make a living 34 55.74%  

  A place full of constraints 7 11.48%  
 

 
# Question nb nb (%) 

37 According to you, which statement is the closest to the perception people aged 
between 54-69 years old have of the workplace? One possible choice. 61 100% 

  a second home 4 6.56%  

  An essential place for my personal development 5 8.2%  

  An important place for my social life 17 27.87%  

  A place to make a living 27 44.26%  

  A place full of constraints 8 13.11%  
 

 
# Question nb nb (%) 

38 Among the following adages, which one is the closest to your life philosophy? Just 
one choice possible 

61 100% 

  "I work to live" 34 55.74%  

  "I live to work" 5 8.2%  

  "I work to work" 5 8.2%  

  "I live to live" 17 27.87%  
 



 
# Question nb nb (%) 

39 
According to you, which one of the following life philosophy would be the closest to 
17-33 years old people’s one? 61 100% 

  "I work to live" 34 55.74%  

  "I live to work" 2 3.28%  

  "I work to work" 7 11.48%  

  "I live to live" 18 29.51%  
 

 
# Question nb nb (%) 

41 According to you, which one of the following life philosophy would be the closest to 
54-69 years old people’s one? 61 100% 

  "I work to live" 33 54.1%  

  "I live to work" 8 13.11%  

  "I work to work" 7 11.48%  

  "I live to live" 13 21.31%  
 

 
 

# Question Text 

42 

Share with us any 
comment, 

observation, remark 
or anecdotes on the 
intergenerational 

question. 

  - Je pense que les différences interpersonnelles are more fortes que les différences 
intergénérationnelles. L'âge n'est pas l'élément le plus fondamental 
  - rien sur le télétravail ? dommage ... 
  - Les relations intergénérationnelle sont normalement présentes naturellement et intrinsèques 
dyears old toutes les sociétés.Cependant dyears old nos sociétés occidentales il faut les créer ce 
qui à mon sens montre les lacunes de notre fonctionnement et enlève toute spontanéité aux 
échanges  
  - Il n'est pas toujours évident de se positionner face aux questions posées (une réponse 
neutre/syears old avis aurait été appréciée) 
  - les attentes professionnelles sont totalement différentes lorsque nous sommes âgés de 20 years 
old ou quand nous avons 50 years old. 
  - il faut vivre to work 
  - J'ai répondu honnêtement en ce qui me concerne, par contre pas évident d'imaginer ce que ceux 
des autres catégories d'âge pensent réellement...mes réponses ne sont syears old doute pas du tout 
le reflet de leur réalité 
  - je triyve ---- 
  - questionnaire interressant, demande de la réflexion pour certaines questions. 
  - démotivation des jeunes 
  - Difficultés d'adaptations aux techniques entre jeune et ancienne générations 
  - L'adapation aux nouvelles technos,la révolution des communications,m'embêtent.La qualité des 
diplômes octroyés sont des sujets qui m'interpellent,j'ai l'impression d'être dyears old l'école des 
fyears old,pas de jaloux,tout le monde est bon,ben non,c'est pas comme ça la vraie vie !Les 
premiers philosophes grecs remettaient déja en question la valeur des jeunes,au 
contraire,aujourd'hui,je trouve qu'il est plus difficile d'être jeune.La rareté d'un bon boulot,le prix 
des maisons,le virtuel qui fait croire que la vie est celle qui est proposée dyears old les médias,la 
qualité de l'enseignement,l'abandon du service militaire... 
  - LE MIXAGE DES AGES (comme le mixage de SEXE, de CULTURES) fait avancer une 
entreprise ; toutes les idées sont bonnes à prendre. 
  - Pour moi, les personnes plus jeunes ou plus âgées ont à peu près les mêmes attentes et les 
mêmes comportements at work. Comme moi, ils sont là pour effectuer un travail, ce qui justifie 
leur Salary. Je suis ouvrier, j'ai un Salary peu élevé et ce que j'ai dit concerne ce milieu 
(ouvrier)en particulier. 

 

 
 

RESULTS FROM PEOPLE AGED BETWEEN 54-60 YEARS OLD (BB) 

 
# Question nb min mean. max 



8 
Do you think that the presence of several generations in the 
society can be sometimes seen as more a complication or an 
opportunity?  

14 1 3.71 5 

 

 
# Question Détail nb(%) 

8 Do you think that the presence of several generations in the society can be 
sometimes seen as more a complication or an opportunity?  14 (100%) 

 
0 0 (0%) 

 
1 1 (7.14%) 

 
2 0 (0%) 

 
3 3 (21.43%) 

 
4 8 (57.14%) 

 
5 2 (14.29%) 

 

 
# Question nb nb (%) 
9 At work or in your surrounding, you prefer to stay with ... 14 100% 
  people older than you 0 0%  

  people younger than you 3 21.43%  

  people of your age 2 14.29%  

  no preference 9 64.29%  
 

 
# Question nb min mean. max 

12 Which image do you have of people aged between ... (0 is 
negative; 5 is positive) 14 2 3.68 5 

  des 17-33 14 2 3.57 5 

  des 34-53 14 3 3.79 5 
 

 

    Totally 
disagree Disagree Rather 

Disagree Rather agree Agree Totally 
agree 

# Question nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) 

13 
Compared to your 
generation, people aged 
between 17-33 years old ... 

15 5.1% 43 14.63% 95 32.31% 93 31.63% 33 11.22% 15 5.1% 

  ... are more individualistic 0 0% 2 14.29% 2 14.29% 5 35.71% 4 28.57% 1 7.14% 

  ... are more ambitious 0 0% 0 0% 4 28.57% 7 50% 2 14.29% 1 7.14% 

  ... are better team player 2 14.29% 2 14.29% 7 50% 3 21.43% 0 0% 0 0% 

  ... are more cultivated 1 7.14% 4 28.57% 5 35.71% 3 21.43% 1 7.14% 0 0% 

  ... are more autonomous 0 0% 1 7.14% 5 35.71% 7 50% 1 7.14% 0 0% 

  
... are more tolerant towards 
others 

1 7.14% 5 35.71% 4 28.57% 1 7.14% 3 21.43% 0 0% 

  ... are more patient 3 21.43% 2 14.29% 6 42.86% 3 21.43% 0 0% 0 0% 

  ... are more protest 1 7.14% 2 14.29% 1 7.14% 8 57.14% 1 7.14% 1 7.14% 

  ... are more open to the world 0 0% 0 0% 1 7.14% 7 50% 6 42.86% 0 0% 

  ... are more organized 0 0% 1 7.14% 8 57.14% 4 28.57% 1 7.14% 0 0% 

  ... are more authoritarian 0 0% 2 14.29% 8 57.14% 3 21.43% 0 0% 1 7.14% 

  ... are more change reluctant 2 14.29% 2 14.29% 4 28.57% 4 28.57% 0 0% 2 14.29% 

  
... are more new technologies 
adept 

0 0% 0 0% 0 0% 3 21.43% 5 35.71% 6 42.86% 

  ... are more loyal to companies 1 7.14% 7 50% 4 28.57% 2 14.29% 0 0% 0 0% 

  ... are more efficient 0 0% 2 14.29% 6 42.86% 6 42.86% 0 0% 0 0% 

  
... can adapt themselves more 
easily to their environment 

1 7.14% 0 0% 1 7.14% 7 50% 5 35.71% 0 0% 

  ... are more sociable 0 0% 2 14.29% 8 57.14% 3 21.43% 1 7.14% 0 0% 

  ... react better to failure 1 7.14% 2 14.29% 6 42.86% 5 35.71% 0 0% 0 0% 



  ... like more taking risks 0 0% 2 14.29% 3 21.43% 5 35.71% 3 21.43% 1 7.14% 

  ... are more assisted 0 0% 2 14.29% 5 35.71% 5 35.71% 0 0% 2 14.29% 

  ... are more punctual 2 14.29% 3 21.43% 7 50% 2 14.29% 0 0% 0 0% 
 

 

    
Totally 
disagree Disagree 

Rather 
Disagree Rather agree Agree 

Totally 
agree 

# Question nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) 

14 
Compared to your 
generation, people aged 
between 34-53 years old ... 

2 0.68% 16 5.44% 85 28.91% 95 32.31% 90 30.61% 6 2.04% 

  ... are more individualistic 0 0% 0 0% 4 28.57% 5 35.71% 5 35.71% 0 0% 

  ... are more ambitious 0 0% 1 7.14% 4 28.57% 7 50% 2 14.29% 0 0% 

  ... are better team player 0 0% 0 0% 1 7.14% 8 57.14% 5 35.71% 0 0% 

  ... are more cultivated 0 0% 0 0% 3 21.43% 3 21.43% 8 57.14% 0 0% 

  ... are more autonomous 0 0% 0 0% 2 14.29% 4 28.57% 8 57.14% 0 0% 

  
... are more tolerant towards 
others 

0 0% 0 0% 4 28.57% 4 28.57% 6 42.86% 0 0% 

  ... are more patient 0 0% 1 7.14% 3 21.43% 4 28.57% 6 42.86% 0 0% 

  ... are more protest 0 0% 2 14.29% 8 57.14% 2 14.29% 2 14.29% 0 0% 

  ... are more open to the world 0 0% 1 7.14% 3 21.43% 8 57.14% 2 14.29% 0 0% 

  ... are more organized 0 0% 0 0% 2 14.29% 5 35.71% 7 50% 0 0% 

  ... are more authoritarian 0 0% 2 14.29% 3 21.43% 3 21.43% 6 42.86% 0 0% 

  ... are more change reluctant 1 7.14% 1 7.14% 7 50% 1 7.14% 3 21.43% 1 7.14% 

  
... are more new technologies 
adept 

0 0% 1 7.14% 3 21.43% 5 35.71% 5 35.71% 0 0% 

  ... are more loyal to companies 0 0% 1 7.14% 4 28.57% 2 14.29% 6 42.86% 1 7.14% 

  ... are more efficient 0 0% 0 0% 3 21.43% 5 35.71% 5 35.71% 1 7.14% 

  
... can adapt themselves more 
easily to their environment 

0 0% 1 7.14% 3 21.43% 8 57.14% 2 14.29% 0 0% 

  ... are more sociable 0 0% 0 0% 3 21.43% 7 50% 3 21.43% 1 7.14% 

  ... react better to failure 0 0% 0 0% 6 42.86% 5 35.71% 3 21.43% 0 0% 

  ... like more taking risks 0 0% 2 14.29% 6 42.86% 5 35.71% 1 7.14% 0 0% 

  ... are more assisted 1 7.14% 3 21.43% 8 57.14% 2 14.29% 0 0% 0 0% 

  ... are more punctual 0 0% 0 0% 5 35.71% 2 14.29% 5 35.71% 2 14.29% 
 

 
# Question nb min mean. max 

16 

16) Imagine that you already have a permanent 
position if it is not the case. Which would be the five 
factors that would motivate you to stay in the company? 
(1= the most important) 

14 1 3.06 5 

  Salary 13 1 2.85 5 

  Other advantages 1 5 5 5 

  Degree of responsabilities 6 1 2.67 4 

  Working relationships (between colleagues) 10 1 2.8 5 

  Relationships with superior 3 2 3.67 5 

  Flexibility of working time  5 3 3.8 5 

  Geographical location of workplace (close to home) 5 1 2.8 5 

  Possible career opportunities  4 2 4 5 

  Prestige of the company 2 4 4.5 5 

  Usefulness of the final product or service to consumers  3 2 3.33 4 

  Interest in the work 11 1 2.36 5 

  Recognition of the work done 7 1 3 5 

  Working load 2 3 4 5 
 

 



# Question nb min mean. max 

17 

According to you, what would be, in the same situation as 
above, the top 5 motivation factors for people aged 
between 17-33 years old? Hierarchize by importance 
(1=the most important). 

14 1 3.04 5 

  Salary 14 1 1.36 2 

  Other advantages 3 2 4 5 

  Degree of responsabilities 6 2 3.83 5 

  Working relationships (between colleagues) 4 3 4.25 5 

  Relationships with superior 3 5 5 5 

  Flexibility of working time  10 3 4 5 

  Geographical location of workplace (close to home) 5 1 3.4 5 

  Possible career opportunities  11 1 2.55 4 

  Prestige of the company 3 4 4.33 5 

  Usefulness of the final product or service to consumers  0 - - - 

  Interest in the work 8 1 2.25 4 

  Recognition of the work done 3 4 4.67 5 

  Working load 2 2 2 2 
 

 
# Question nb min mean. max 

18 

According to you, what would be, in the same situation as 
above, the top 5 motivation factors for people aged 
between 34-53 years old? Hierarchize by importance 
(1=the most important). 

14 1 3.04 5 

  Salary 12 1 1.75 5 

  Other advantages 2 5 5 5 

  Degree of responsabilities 5 3 4.2 5 

  Working relationships (between colleagues) 7 2 3.57 5 

  Relationships with superior 4 3 4 5 

  Flexibility of working time  7 1 3 5 

  Geographical location of workplace (close to home) 7 2 3.14 5 

  Possible career opportunities  5 1 2.6 4 

  Prestige of the company 2 1 1.5 2 

  Usefulness of the final product or service to consumers  0 - - - 

  Interest in the work 6 1 2 3 

  Recognition of the work done 8 2 3.88 5 

  Working load 6 2 3.33 5 
 

 

    Face to face By phone By email By instant 
messaging 

I don’t 
communicate 

# Question nb nb (%) nb nb (%) nb nb (%) nb nb (%) nb nb (%) 

21 At work, which communication 
channel would you rather use to ... 83 65.87% 21 16.67% 19 15.08% 1 0.79% 2 1.59% 

  Ask a simple question, a doubt 7 50% 4 28.57% 3 21.43% 0 0% 0 0% 

  Ask a complicated question 11 78.57% 0 0% 3 21.43% 0 0% 0 0% 

  Do a remark about someone else’s work 13 92.86% 0 0% 0 0% 0 0% 1 7.14% 

  
Announce one of your mistakes to your 
superior 

12 85.71% 2 14.29% 0 0% 0 0% 0 0% 

  Ask for a wage increase 9 64.29% 0 0% 5 35.71% 0 0% 0 0% 

  Ask for holidays 7 50% 0 0% 7 50% 0 0% 0 0% 

  Inform that you are sick 1 7.14% 13 92.86% 0 0% 0 0% 0 0% 

  
Propose a coffee break to your 
colleague 

10 71.43% 2 14.29% 0 0% 1 7.14% 1 7.14% 

  
Ask your colleagues how was their 
weekend   

13 92.86% 0 0% 1 7.14% 0 0% 0 0% 
 



 

    Face to face By phone By email 
By instant 
messaging 

Qu'il ne 
communique pas 

# Question nb nb (%) nb nb 
(%) nb nb (%) nb nb (%) nb nb (%) 

22 Which channel do you prefer your 
superior to use to ... 47 72.31% 1 1.54% 16 24.62% - - 1 1.54% 

  Ask you some simple information 9 69.23% 0 0% 3 23.08% 0 0% 1 7.69% 

  Criticize your work 12 92.31% 0 0% 1 7.69% 0 0% 0 0% 

  Give you feedback on your work 7 53.85% 0 0% 6 46.15% 0 0% 0 0% 

  Congralutate you for your work 11 84.62% 0 0% 2 15.38% 0 0% 0 0% 

  Answer one of your questions 8 61.54% 1 7.69% 4 30.77% 0 0% 0 0% 
 

 
# Question nb min mean. max 

23 
Indiquer le degré d'appréciation de chacun des moyens de 
communication ci-dessous pour people aged between 17-33 
years old at work. 

14 1 3.21 5 

  Face to face 14 1 3.14 5 

  By email 14 1 3.79 5 

  By phone 14 1 3.43 5 

  By instant messaging 14 2 3.57 5 

  Avoid communication 14 1 2.14 5 
 

 
# Question nb min mean. max 

24 
For each of the following communication channels, 
indicate the degree of appreciation by  people aged 
between 34-53 years old at work. 

14 1 3.2 5 

  Face to face 14 3 4.21 5 

  By email 14 1 3.43 5 

  By phone 14 3 4.21 5 

  By instant messaging 14 1 2.5 5 

  Avoid communication 14 1 1.64 3 
 

 
# Question nb min mean. max 

26 What would be your definition of "ideal colleague". 
Indicate for each statement your degree of appreciation. 14 0 3.29 5 

  Somebody who would not delay me in my work 14 1 3.71 5 

  Somebody who I could have small talks with everyday 14 1 3.21 5 

  Somebody who would defend me in front of my superior 14 0 3.86 5 

  
Somebody I would share my lunch at work every other time 
with 

14 1 2.71 5 

  Somebody who would assist me when I have difficulties 14 4 4.57 5 

  
Somebody I would invite for important events in my life (e.g. 
wedding) 

14 0 2.79 5 

  Somebody I would see outside to have a coffee 14 0 2.79 5 

  Somebody who would just do one’s job properly 14 0 2.64 5 
 

 
# Question nb nb (%) 

27 According to you, what would be the definition of "ideal colleague" that can have 
people aged between 17-33 years old. Multiple choices possible. 14 100% 

  Somebody who would not delay me in my work 5 35.71%  

  Somebody who I could have small talks with everyday 5 35.71%  

  Somebody who would defend me in front of my superior 7 50%  

  Somebody I would share my lunch at work every other time with 4 28.57%  



  Somebody who would assist me when I have difficulties 10 71.43%  

  Somebody I would invite for important events in my life (e.g. wedding) 6 42.86%  

  Somebody I would see outside to have a coffee 6 42.86%  

  Somebody who would just do one’s job properly 4 28.57%  

  Other   0 0%  
 

 
# Question nb nb (%) 

28 According to you, what would be the definition of "ideal colleague" that can have 
people aged between 34-53 years old. Multiple choices possible. 

14 100% 

  Somebody who would not delay me in my work 8 57.14%  

  Somebody who I could have small talks with everyday 7 50%  

  Somebody who would defend me in front of my superior 7 50%  

  Somebody I would share my lunch at work every other time with 4 28.57%  

  Somebody who would assist me when I have difficulties 12 85.71%  

  Somebody I would invite for important events in my life (e.g. wedding) 3 21.43%  

  Somebody I would see outside to have a coffee 4 28.57%  

  Somebody who would just do one’s job properly 5 35.71%  

  Other   0 0%  
 

 
# Question nb min mean. max 
30 Your «ideal superior» would be ... 14 0 3.33 5 
  Someone who explains to me what I have to do 14 3 4.29 5 

  
Someone who also explains to me how to do what I have to 
do 

14 0 2.64 5 

  Someone who is aware of my personal expectations 14 0 2.57 4 

  Someone who is aware of my professional expectations 14 3 3.93 5 

  Someone who is slightly interested in my life 14 0 2.29 4 

  Someone who gives me a big margin of freedom 14 3 4.21 5 

  Someone who gives me feedback regularly 14 2 3.93 5 

  Someone who answers my questions as soon as possible 14 2 4 5 

  Someone who congratulates me for my good work 14 3 3.64 5 

  
Someone who invites me to drink something if I am not 
feeling good 

14 0 1.79 4 
 

 
# Question nb nb (%) 

31 According to you, the «ideal superior» of people aged between 17-33 years old would 
be ... 14 100% 

  Someone who explains to me what I have to do 11 78.57%  

  Someone who also explains to me how to do what I have to do 8 57.14%  

  Someone who is aware of my personal expectations 5 35.71%  

  Someone who is aware of my professional expectations 8 57.14%  

  Someone who is slightly interested in my life 2 14.29%  

  Someone who gives me a big margin of freedom 5 35.71%  

  Someone who gives me feedback regularly 7 50%  

  Someone who answers my questions as soon as possible 6 42.86%  

  Someone who congratulates me for my good work 7 50%  

  Someone who invites me to drink something if I am not feeling good 3 21.43%  

  Other   0 0%  
 

 
# Question nb nb (%) 

32 According to you, the «ideal superior» of people aged between 34-53 years old would 
be ... 14 100% 

  Someone who explains to me what I have to do 12 85.71%  



  Someone who also explains to me how to do what I have to do 1 7.14%  

  Someone who is aware of my personal expectations 5 35.71%  

  Someone who is aware of my professional expectations 10 71.43%  

  Someone who is slightly interested in my life 3 21.43%  

  Someone who gives me a big margin of freedom 9 64.29%  

  Someone who gives me feedback regularly 10 71.43%  

  Someone who answers my questions as soon as possible 8 57.14%  

  Someone who congratulates me for my good work 6 42.86%  

  Someone who invites me to drink something if I am not feeling good 3 21.43%  

  Other   0 0%  
 

 
# Question nb min mean. max 
34 I see my workplace as ... 14 0 2.9 5 
  A second home 14 0 1.43 4 

  An essential place for my personal development 14 0 3.43 5 

  An important place for my social life 14 0 3.5 5 

  A place to make a living 14 3 4.29 5 

  A place full of constraints 14 0 1.86 4 
 

 
# Question nb nb (%) 

35 According to you, which statement is the closest to the perception people aged 
between 17-33 years old have of the workplace? One possible choice. 

14 100% 

  A second home 0 0%  
  An essential place for my personal development 2 14.29%  

  An important place for my social life 0 0%  

  A place to make a living 11 78.57%  

  A place full of constraints 1 7.14%  
 

 
# Question nb nb (%) 

36 
According to you, which statement is the closest to the perception people aged 
between 34-53 years old have of the workplace? One possible choice. 14 100% 

  A second home 0 0%  

  An essential place for my personal development 2 14.29%  

  An important place for my social life 5 35.71%  

  A place to make a living 6 42.86%  

  A place full of constraints 1 7.14%  
 

 
# Question nb nb (%) 

38 Among the following adages, which one is the closest to your life philosophy? Just 
one choice possible 14 100% 

  "I work to live" 7 50%  

  "I live to work" 0 0%  

  "I work to work" 1 7.14%  

  "I live to live" 6 42.86%  
 

 
# Question nb nb (%) 

39 According to you, which one of the following life philosophy would be the closest to 
17-33 years old people’s one? 14 100% 

  "I work to live" 9 64.29%  

  "I live to work" 0 0%  

  "I work to work" 2 14.29%  

  "I live to live" 3 21.43%  
 



 
# Question nb nb (%) 

40 
According to you, which one of the following life philosophy would be the closest to 
34-53 years old people’s one? 14 100% 

  "I work to live" 8 57.14%  

  "I live to work" 2 14.29%  

  "I work to work" 3 21.43%  

  "I live to live" 1 7.14%  
 

 
# Question Text 

42 

Share with us any 
comment, 

observation, remark 
or anecdotes on the 
intergenerational 

question. 

  - Difficile de généraliser, l'âge n'est peut-être pas le facteur prépondérant; la personnalité et 
l'éducation reçue sont à mon sens déterminants. 
  - Avec un peu de bonne volonté et beaucoup de respect, il est possible de s'entendre et de bien 
travailler avec n'importe qui quelle que soit la génération. 
  - Nos différences ne sont pas nécessairement de nature générationnelle. J'ai eu plaisir à 
apprendre en début de carrière avec des collègues plus agés et avec des plus jeunes en fin de 
carrière. 
  - En général, bonne entente entre génération, discussion, échange d 'idées, convivialité sont mon 
quotidien sur mon lieu de travail. 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Appendix 2: Ludovic´s interview 

1) Can you describe me your company and its main activities?  

Yes sure, I work for the National Pensions Office in Belgium. We deal with all pensions of 
salaried workers, that means of course the payment of those salaried workers but also for self-
employed. So that is the main and general mission of the company in inverted commas even if 
it is “parastatal” which signifies above the state.  
 

2) What is your job’s function concretely in the company?  

I am in a service which is in the middle of the system. I am responsible for the payments back. 
So for example, when a person is dead but he or she received the pension while he or she could 
not for this month we have to demand this amount to the banks and then register it. By this way 
everything is in order. So in this service there is a chief above me, we are 24 people with him, 
and after just below there is me, as team chief, and another one who is at the same level than 
me. Because actually this service of 24 people is bilingual, I am responsible for Francophone-
speaking people and the other chief is responsible for the Dutch-speaking people. That 
represents 11 people below me, and 12 below the other person.  

- But can you intervene in his team or not ? 

Yes sure, most of time I deal with the Francophone speaker and him with the Dutch speaker for 
a question of language and of communication, they do exactly the same job so if one day the 
chief is absent for example I can of course deal with the whole group and conversely. And in 
general we take the decisions together it is a team work 

3) So when we talk about your team, are we counting the 23 people or just your 11 
employees?  

The same and whole service held the 23 people but people who depend only of me are the 11 
people. But the all 23 people depend of the chief above me but I am there for the 11 people to 
facilitate the communication between them.  
 

4) Does your team comprise a bit of every age or is there a clear majority of one 
generation?  

There is a very clear majority of people who are 50 years old and more. To give more or 
less a figure, on the 23 workers there are at least 16 who are more than 50.  
- What about the others?  

I am the youngest; I just came in the company. I am 27, there are 3 or 4 who are 35 and maybe 
2 who are 40. And the rest is aged more than 50 as I said.  

5) How would you describe the atmosphere inside the group? 

I would say that it’s a friendly atmosphere. There is no barrier in the hierarchy; As well 
between the employees and me as the chief and me.  When someone has a question, the 
person can come and ask directly, there is really no problem. We have a lot of work but the 
atmosphere is quite relaxed, everything is fine. The only problem, even if it’s not really a 
problem, but the only point is the fact our service is the only one that has not separation 
between Francophone and Dutch speakers while in the whole building there is a separation 
between them. Even if we are working all together there is still this barrier of language 
between us which is a bit pity. The service should be separated in two parts. In addition 
here we work in “open desks” that means that our desks are not separated by wall; you are 



just to someone, you don’t have private space so sometimes when we are all in the same 
room speaking different language, there is small cold but expect that, there is a really good 
atmosphere inside the group. 
 

Personnal 
6) To reach this position, did you climb the ladder or did you come directly to this 

position?  

No I came directly to this position. When I postulated, the advert already described the position 
as a team chief so when I came I had directly this grade although it’s a bit strange to come 
without knowing anything but anyway, it’s like this… 

7) How long have you occupied your position?  

A bit more than 3 months ago.  
8) When were you born? Are you the youngest in your team? 

He already answered above. 
 
Generations’ perception 

9) How did you feel when you became a superior for people who were older than 
you?  

We just talked about it with my chief two days ago. What is a bit complicated is to appear 
immediately legitimate because of course your team workers know their job for a long time 
and for them it is not easy to understand that a new young aged less than 30 years old is 
coming to be their chief while he knows nothing. And that’s true, I knew nothing. So yeah, this 
aspect was a bit complicated in the beginning but then I realized that I just needed to practice a 
bit to understand the system. Actually it’s quite fast to assimilate the job, now it’s even them 
who come and ask me questions, so that proves that for 3 months it is going better and that I 
merit my position’s legitimacy.  

 
10) So you remarked a period of adjustment for you feeling comfortable in your role, 

right? 

Yes exactly, in the beginning it is not evident at all; coming in a formed team with a 
majority of 50 years old people. But by showing that you are able to manage the subject 
and that you are comfortable in your role, things go naturally.  

 
11)  Do you think that you are perceived by your team as you really are? Concerning 

you personality, skills, values  

Yes I think, I mean I hope so! I am an open person who has an easy contact, I never 
hesitate ask questions, talk and so on. I think they perceive me like this because they don’t 
hesitate to come and talk to me even about topic non-professional. So yes, I am someone 
accessible and I think they perceive me like this because as I said we don’t feel the barriers 
between chief and employees. 

 
12) Do you think a misperception of others can be a source of conflict in a group? 

Yes of course. Because for example here, I say that there is no barrier between us and that they 
can come to me without any problem or fear. If my perception is; believing that everything is 
fine, people dare to say what they think and so on, I will continue to treat them in the same way 



than before. But if actually I am wrong, and that someone or some people don’t dare say what 
they think about my way of working and that they keep it for them without talking about it, it 
can be a source of future problems. In my case, I am just here for 3 months so I cross fingers 
for that the situation continues in this direction. I had never receive any echoes about that but 
it’s always delicate because it depends also of the character of each. 
 
Knowledge transfer  
 

13) When you arrived at your current position, was there someone responsible to 
explain you your tasks, how to achieve them and more the details about your role? 

First of all I was welcomed by my chief who gave me a sheet of paper that resumed the 
different tasks that my service accomplished to have some theoretical basis. And then was a 
coaching session, which takes place in any service of the company. Here in my case it 
concerned a person just below me. It’s particular because she is below me but she is still above 
my team in the hierarchy. So she was responsible to explain me the five mains domains where I 
have to be efficient, then I tried by myself. But even today, when I have a question I can ask to 
her. She is a team coach.  

- How old are your coach and your chief?  

My chief is 35 years old. He is only in the company for 3 years so he doesn’t so much more 
than me. My coach should be between 50 and 52, I would say. And she is there for more or less 
30 years.  

 
14) Have you ever heard the concept of “knowledge transfer”?  

Yes, during my studies and I had a friend who did his thesis about it. If I remember well it 
concerns the role that older people play in the transfer their knowledge thanks to their 
experience in the company. They have to share what they learned during their career in order to 
those knowledge perpetuate in the company.  
 

15) Does this notion seem important for you?  

In my case, I think it’s a bit less important. Actually, before in my service, every file was done 
on paper. Now, for 6 or 7 years, they have computer and since January there is a new software 
which manages all the files so we don’t have paper anymore. Everything is in this software 
called THESEOS, software for companies that manage everything even if we have to fix some 
few stuff in it. The problem is, as we are younger and more familiar with computer and IT we 
understand faster the THESEOS software than older workers. In addition we work already with 
the second version of the software and every 6 months there is new version of this one. Older 
workers have clearly more difficulties to adapt themselves to those changes than someone like 
me for example who grow up with technologies. In our service, the knowledge transfer can be 
from older to younger people because they know every single case of file while we are lost 
with certain specific cases. But about the technology and the software, the transfer is either in 
the other sense, from young to older people.   

- Are their transmissions more formal and organized or informal? 

A bit of both; there are some organized formations to understand better how to use Excel, 
Word and of course the software THESEOS. And next to it, there is THESEOS specialist in 
each service who can help people whenever they need. Those kind of coach work there like 
their colleagues but in addition, they have a double mission which is specialist of THESEOS. 



They can be considered as expert when someone else has a problem with the software.  
- So their interventions are more occasional than regular? 

Yes, people have questions when they discover a new version of the software so I would say 
that is more occasional. But after the adjustment period everything is quite fine.  

 
16) According to you, is this KT implemented among the members of your team? 

Yes of course. I think the relationship is even more important when the transfer goes in both 
senses. In our case for example, we help them about the technology but they teach us how to 
classify the special files. It is a relation which goes in both senses like a win-win relation. It’s 
even more interesting than a simple way of transfer I think. But if there are some troubles in 
the relation relating to the age because for example we were not educated in the same way, 
then a little conflict can stop the transmission process. And it’s going to be surely bad for the 
company. Let’s take the example of an old man who is going to be retired, but just before 
leaving he was in dispute with the young person whom he is supposed to share knowledge. If 
the man left the company without being motivated to transmit his knowledge, there would be 
some troubles in the managements of the files, it would be problematic for the company in its 
whole. It would be a huge problem for the knowledge transfer if there was a problem in the 
generational relations.  
 

17) In general, do you think that the concept of knowledge transfer is taken seriously 
enough in today's day? 

I don’t know, I think that older people understand well that they have the duty of transferring 
their knowledge before being retired. On the other hand, I think that it’s more difficult for 
young people to accept that 60 or 65 years old people teach them. I have this picture in mind 
because I know several people, who were with me at the university, who say that “I went to the 
university, following a master program, it’s not a 60 years old person who is going to teach me 
something while I learned a lot of theories just before.” I find that it’s pity to think like that but 
anyway. I don’t know if the majority of young people think like this, personally I do not. But I 
am convinced that a lot of people think like that and it is really pity.  

- And in the other sense, you have never heard some remarks from older workers who 
complain about the transfer which comes from the young people?  

No. It may be surprising, but not. It is quite the opposite; now they dare to ask me questions or 
advices because of something that I can do it while they cannot. However, I had some troubles 
with a man who is aged two years more than me and who is in the service for 3 years. One day, 
I heard him saying “I don’t understand why this person is directing my job while he is here just 
for 3 months ago”. It may be a special case before he is just 29 years old.  
 

18) In general, do you think that the age diversity (between colleagues or 
employees/superior) causes more advantages or more complications comparing to 
a group composed of persons from the same generation? 

I would say that it brings more advantages because again it would be a mix the intellectual 
knowledge from young people that is to say theories and critical thinking and in the other hand 
the experience. I think the mix of both should create something more effective. In a team with 
only young people, I even don’t know how they would solve problems caused by divergent 
characters; I don’t see which young could take the floor to calm down the situation. However if 
it’s half and half, there will be always some old people to soften the younger. In addition, if 



people are mixed they can share their different ideas and generate all together new ideas more 
efficient. So for me yes, it represents more advantages than inconvenient.  
 

19)  Which advices would you give to facilitate the knowledge transfer between 
different generations?  

One idea that would not be bad is to organize some kind of little reunions or conferences that 
give the opportunity to people to compare their ideas, talk together just to see simply what they 
have in common as leisure for instance in order to establish a trust atmosphere among them. I 
am certain that starting from an atmosphere of trust and respect everyone will be inclined to 
share knowledge without any problem.  
 

- So you think that managers have to work first on the relations?  
Yes exactly in order that as well the young person as the old one trust the other part. From this 
point they will dare to come and ask question to each other, discussing and sharing their 
knowledge. It is really essential to develop this sort of relationships but I’m not convinced that 
there is this system everywhere.   
 

20) By comparison with a team chief who is older than his or her employees, do you 
think that a young leader should have more special skills when his or her team 
does not belong to the same generation?  

I think that when you are young you have to be patient; I mean not to go higher in the hierarchy 
not at all but simply because when you explain something concerning technology or a file or 
whatever to someone who is aged 50 or more, it is not always evident for this person. So you 
really have to take your time to explain the same thing 2 or 3 times if the person does not 
understand. Another point is that you have to be diplomat because when you are new and 
young it’s not easy to impose decision like if you were old. It takes a long time to arrive at the 
point where older employees find that you are right; you have to measure the good from bad, 
explain your points of view and try to convince them. Apart from that, yes you have to listen to 
them but it is still link with the patience.  
 

21) In your own team, do you take into account the personality of each person to work 
with them in a personalize way or do you treat every member in the same way? 
Think maybe about the communication.  

I can answer directly it’s case by case. As I said earlier, there are completely different 
characters that you have to manage. I think it is almost impossible to react with the same way 
to everybody. It’s really case by case. For instance, the man who is more 2 years than me, I 
know that he does not like very much talking, he is more reserved and he prefers more staying 
alone so I won’t take hours next to him to explain him something. I know that it will be worst 
than I wouldn’t say anything. On the contrary, I know that it’s the opposite with another 
woman in the group; she likes asking a lot of questions and that I support her. There are some 
people that I can directly use the informal “you” while with some other it took time or it still 
depends of his or her humor. There is also the way to greet; you can kiss some persons after 
one month and for other you have to shake hands even after 3 months. In general it’s case by 
case; I couldn’t talk to everyone with the same way. Being friendly with everyone can shock 
some of them, being tough with all of them can also hurt people. The best way is treat people 
case by case, it is again linked with the diplomacy.  
 

22) How would you define a good leader ?  
 



A good leader is a person who succeed all characters without any conflict, and who reaches the 
situation where the work is completely done in time, that no one complain. So in other words; 
succeed to be efficient and to have a good and harmonious atmosphere in the group in the same 
time. I think they are the two main terms: productivity and harmony. Because it is nice to reach 
the objectives in term of productivity but if next to it there is no well being in the group, it is a 
total failure I think! The other sense is also true, if there is a good atmosphere in the group, 
people are relaxed without pressure but in the same time the team achieves the half of its 
objectives it’s also a failure for the leader because he or she is responsible to the hierarchy. I 
think the ideal situation for a leader is to be able to alloy both, because if he or she does it 
properly, his or her mission is totally accomplished. In this case the contract is completed I 
think.  
 

Debriefing 

23)  How did you find this interview in overall?   

Not bad at all! I found it really interesting. Furthermore I am completely concerned by those 
topics. I found it well structured, impeccable.  

24)  Do you think that we press correctly the important points from the different 
themes?  

Yes I think you recovered every important aspect of the topics. You have a great global view of 
each points and good relations between them.  

25)  Would you have added an extra question somewhere?  

No I don’t think so.  

 
 
Appendix 3: Jean’s interview 

Général 
 Could you describe me your company and its main activties ? 

It is a private company which provides services in the public sector. It is a supplier  of energy 
in Wallonia, in charge on the maintenance, the exploitation and the development of gas and 
electricity distribution system and the public lighting. 

 What is your function in the company? 
I am in charge of purchasing goods and services and of construction work in the in respect with 
the public markets in order to fulfill the missions I have just explained. 
 

 How is your service structured? How many people ? 
One manager (me), 7 purchaser and 18 file administrators,  
 
Do you consider your work a teamwork? How many people is your team composed of? Yes, 
every purchase file is led in pair of purchaser and file administrator. 
 

 Does your service encompass all the ages more or less ? Is there a majorit of a certain age 



group? 
We can see two different blocs: the 40-55 y.o (6 people) and 22-35 y.o. (19 people) 

 How would you describe the general atmosphere of the group? 
It is a convivial atmosphere but with an exigency of profesionalism. 

Personal 
 How long have you been working in that position? 

I have been working there for 6 years 
 

 When are you born? Do you consider yourself as one of the oldest people in your service? 
I was born in 1959, I am the Grandpa of the department 

 Between an postgraduate and an older person with experience, which one do you think has 
more legitimacy to have a position with responsabilities  
Being in charge necessarily implies to know the « what » and the « how » A postgraduate 
would not know that, even though during his studies, their heads have been stuffed by making 
them believe that they know everything. I see this trend more and more in young graduates 
(although there are some exceptions linked to the personality of the individuals.)  

Intergenerational perception 
 Thinking about the people you met during your career and in particular people from your 

department, which would be the five characteristics that would come to your mind when 
thinking about the people aged between 17-33 years old ? Is it a negative or positive image ?  
First they are less involved in the collective spirit of society. They understood that if the 
company does not treat them well, there is no reason why they should treat the company well. 
They also prefer to enjoy their leisure/private life to their professional one. They will have to 
find a balance between the demands of the working world always more alienating and their 
personal aspirations.My vision of them is neither positive or negative. 

 Same question concerning people aged between 34 and 53 years old ?  
The opposite than above, this generation is the one who followed the after war Baby boom and 
lived in the emergence of companies after the reconstruction. The two oil crisis, related to 
restructurations, dismissals and a persistent unemployment, broke this vision and caused 
disillusion. 
 
Generally, do you think that misperceptions of others can be a source of conflict? In you 
career, have you ever experienced it ?  
Not necessarily but that can happen. I have never experienced severe conflicts in the 
departments I run, I always tried to intervene in time. 
 What do you think about this quote "People’s behavior is based on their perception of what 
reality is, not on reality itself." by Robbins SP(2005) 
I totally agree. 
 
Transfer 
 When new people join your department, who is in charge of training them and how ?  

In two ways, we use compagnonnage (an old employee guides a new one) and trainings. 

 Do you consider the knowledge transfer important? (even essential or more secondary or 
useless ?) 



It is something essential, on the condition that the recipient accepts it. (see 9) 
 
 For you, is there a knowledge transfer between the members of your team?  

> Is it regular or does it only happen when somebody new joins the team ?  
It is more regular. 
> In which direction, does this transfer work ? Is the transfer between people of the same 

age or of different age  
Because of the age pyramid we have in the department, it is more a mixture of both. 
> Is the knowledge transferred more informally or formally ? Voir 15 
Informal, monitoring sessions, explicative software…)  
Formal, face to face, through technology  

 
Generally speaking, do you think bad relations between generations could affect the knowledge 
transfer ? It is obvious 
 
 Still generally speaking, do you think the knowledge transfer is taken with enough 
consideration today by the companies? 
No, the cult of youth (jeunisme) in the nineties led to a depreciation of the knowledge and the 
experience of old people. It seems that this trend tends to be reduced. 
   

Diversity in the workplace 
 Generally speaking, do you think that the age mixity causes more advantages or complications 
than a group that would be composed of people of the same generation. Could you describe an 
example? 
 
What are the advantages  and their consequences (group atmosphere, productivity …?) 
The mixity allows this knowledge transfer and propensity to level eventual interpersonal 
conflicts. 
  
> Which advice would you give to facilitate the management of a group composed of different 
generations?  
Listening and exchange 

Do you take into account the personality traits of each member of your team to work with them 
in a more personalized way or do you treat each one of them in the same way ? For instance do 
you always use the same communication channel with everyone.   

I always based my behaviour on the non differentiation of people. I treat everyone in the same 
way women and men (and since they are only 3 men in the department). However, we adapt the 
channel following the personality of each one. 

 
 
Debriefing 

1) How did you find the questionnaire ? Interesting 

2) Do you think we insisted enough on the different points of our different subjects. 

Not knowing exactly the final goal of the work I cannot say. 

 



 

 


