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Abstract 

At the moment worldwide some organizations are losing valuable knowledge due to a potential increase in retirement 

rates. Others are though underutilizing the capacity of older employees and the potential of younger generations. 

Both situations have very high costs. An intergenerational intelligent approach may help aging organizations find 

solutions for an optimizing learning as a bridge between generations, helping societies deal with this societal 

challenge. The aim of this paper is to discuss the potential of intergenerational conversations on professions to help 

organizations become intergenerational intelligent. We will base our discussion in a short pilot experience we 

conducted in Portugal by creating two ten minutes videos, each of them with two professionals with a difference of 

30/40 years of professional experience.   

Keywords: intergenerational conversations, professions, organizations, intergenerational intelligence, generations, 

societal challenge 

 

Resumo 

Neste momento, em todo o mundo, algumas organizações estão a perder conhecimento valioso devido ao aumento 

potencial das taxas de aposentadoria. Por outro lado, outros sub-rentabilizam a capacidade dos funcionários mais 

velhos e o potencial das gerações mais jovens. Ambas as situações têm custos muito elevados. Uma abordagem 

inteligente intergeracional pode ajudar o envelhecimento das organizações e a encontrar soluções para otimizar a 

aprendizagem como uma ponte entre as gerações, ajudando as sociedades a lidar com esse desafio societal. O 

objetivo deste artigo é discutir o potencial das conversas intergeracionais em profissões para ajudar as organizações 

a se tornar inteligentes intergeracionalmente. Basearemos nossa discussão em uma curta experiência piloto que 

realizamos em Portugal, criando dois vídeos de dez minutos, cada um com dois profissionais com uma diferença de 

30/40 anos de experiência profissional. 
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Introduction 

The aging of the population and the significant 

increase of retired people relative to the number 

of people of working age are making pressures 

on social programs as pension plans and public 

health system (Schetagne, 2001). Policy makers 

have responded to this with initiatives to increase 

participation in the labor market among older 

adults, reducing early exits from the labor market 

and increasing the statutory retirement age (Loo, 

Lettmayr & Launikari, 2011). The creation of 

intergenerational spaces and practices enabling 

the development of questioning and critical 

thinking skills to help find joint solutions to the 

serious current problems is of extreme 

importance. Intergenerational spaces are sites, 

settings, facilities shared by different generations 

who interact and exchange formally or informally 

(Kuehne & Kaplan, 2001). Intergenerational 

practices are learning and working programs, 

activities in which different generations interact 

and exchange formally or informally (Kuehne & 

Kaplan, 2001). These spaces and practices 

promote sustainability and increase human and 

social capital. It is an effective way to address a 

number of issues, many of them key government 

priorities, such as building active communities, 

promoting citizenship, regenerating 

neighborhoods and addressing inequality and 

ageism. Working in multigenerational settings 

drawing out the different values and attitudes of 

different age cohorts is still a challenge. 

Intergenerational intelligence is the knowledge 

and ability of organizations to understand the 

implications of working in multigenerational 

settings drawing out the different values and 

attitudes of different age cohorts to create optimal 

and cohesive settings based on Kuehne & Kaplan 

(2001) concept of intergenerational quotient, a 

measure of quality and quantity of 

intergenerational interaction. The idea is the 

same as the one related to the Goleman 

emotional intelligence quotient. 

The aim of this paper is to discuss the potential of 

intergenerational conversations on professions to 

help organizations become intergenerational 

intelligent. Intergenerational conversations on the 

same profession can be an effective way to 

create intergenerational dialogue, learning and 

transmission. 

An intergenerational work force 

The senior workers are an important part of the 

work force in modern societies and their number 

tends to increase in the coming decades 

(Ilmarinen, 2012). Legas and Sims (2011) listed 

three generations coexisting today in the labor 
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three generations coexisting today in the 

labor market: "Baby-boomers" born 

between 1946 to 1964, "Xers" born between 

1965-1980 and "Millennials" born between 

1980-200. The authors emphasized 

generational diversity training and 

mentoring as two strategies that can help in 

the education and retention of corporate 

knowledge of the generations that come in 

and out of the organization. According to 

Tolbize (2008), to promote retention of 

professionals, best practices are the 

intergenerational work with members of 

different generations. Organizations that 

recognize the experience of older workers 

and respect the talents and contributions of 

younger. Hutchings and McGuire (2006) 

presented an ecological model that 

identifies four stages of the interaction 

between generational groups and the 

challenges that organizations face in 

adapting to a multigenerational workforce: 

Initial Contact, Conflict, Co-operation and 

Assimilation. According to Spanning (2008) 

organizations do better if they integrate 

intergenerational task forces and 

workshops. Individuals with different life 

experiences that work together on a day-to-

day basis can enrich their experiences and 

perspectives and be able to build a 

communicative, dynamic and cohesive 

environment (Reifschneider-Smith, 2011). 

Ropes (2011) refers that intergenerational 

learning in organizations will help to 

contribute to the understanding of how 

workers can be an asset for organizational 

development as well as in matters of 

learning and innovation. Intergenerational 

learning is the way people of all ages can 

learn together and from each other. 

According to Ropes (2011) this justifies the 

development of programs to encourage 

intergenerational learning, that have to deal 

with three different levels within the 

organization: (1) awareness programs 

focused on eliminating negative stereotypes 

of older workers with younger, (2) the 

employee individually may need guidance 

and counseling to understand the 

importance of lifelong learning within an 

organization, (3) and at group level, where 

interventions aim to stimulate 

intergenerational learning promotion and 

where teams could be constitute to increase 

the social capital, the breakdown of 

generational barriers and generally to 

improve the innovative capacity. There is 

though a need to change the traditional view 

of one way intergenerational programs and 

practices based on the learning of the young 

through the old, to a view based on 

reciprocal relations between different 

generations (Öberg, 2007). Ropes (2013) 

presented the concept of intergenerational 

learning as a way for organizations to deal 

with an ageing worker population in a 

positive and constructive way. In the 

literature there is still a lack of knowledge on 

how multi-generational workforces seem to 

function and if there are country or continent 

specific differences. 
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Intergenerational conversations on 

professions  

We will base our discussion in a short pilot 

experience we conducted in Portugal in 2014 by 

creating two ten minutes videos, each of them 

with two professionals with a difference of 30/40 

years of professional experience: two female 

clinical psychologists with 2 and 42 years of 

professional experience respectively and two 

medical doctors with 6 and 30 years of 

professional experience, the younger female and 

the older male. All four participants were invited 

to participate in the project and signed informant 

consent. The videos were realized and directed 

by the first author with the technical help of two 

volunteers with experience in cinema. The first 

author was the facilitator for these conversations 

and participants answered to her questions 

alternately – if in the first question the younger 

participant was asked to answer first the question, 

in the second question was asked to answer after 

the older participant. The interview guide used by 

the first author was composed by eight questions 

as 1. Who am I?; 2. How did I choose my 

profession?; 3. How do I evaluate my 

profession?; 4. How do I describe my professional 

relationships?;  5. How do I experience my 

profession in society?; 6. How do I regard my 

profession nowadays?; 7. In three words, how do 

I describe my profession?; and 8. How do I see 

myself in the future? Each of the two videos was 

done separate. Both participants sat next to each 

other in front of the interviewer and none of them 

had contact to the interview guide before. The 

video results from their spontaneous answers to 

the questions, there was no "practice" before 

going live. We filmed an average of 45 minutes, 

which were then reduced to 10 minutes after 

approval of all intervenient parts - participants, 

first author and technical team. The decisions in 

reducing the 45 minutes filming to the 10 minutes 

final film were made by reducing the content to 

the answer of each question and by deleting parts 

that the participants did not want to appear as for 

example personal details concerning parents’ 

professions. The content of the videos can be 

resumed in nine categories: present personal 

identity, future personal identity, profession 

selection process, profession’s positive aspects, 

profession’s negative aspects, professional 

relationships, profession’s role in society, 

professional identity, and attitude towards life 

long learning. The videos are for public view with 

specific authorization of the participants on 

Youtube.  
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Discussion  

Although we can base our discussion only in a 

short pilot experience we conducted in a single 

country and single time point with four 

participants, the two intergenerational 

conversations on professions helped us 

understand the dynamic presented in the 

intergenerational space of communication 

created. With this pilot experience we observed in 

the two pairs two concepts: the new 

intergenerational learning paradigm (Kuehne & 

Melville, 2014) and intergenerativity (George et 

al., 2011). On the one hand we observed that 

each generation member learned from and taught 

the other generation member through reciprocal 

relations between the two different generations. 

On the other hand we noticed the two different 

generations drawing an ability to create, 

generate, and produce new content together.  

This can be done easily by organisations from 

different sectors. The difference between this and 

mentoring is that here both generations are at the 

same power position in the conversation. This 

type of strategy may help organizations become 

intergenerational intelligent through 

intergenerational dialogue, learning and 

transmission, having professionals from different 

generations sharing present and future personal 

identity, the process involved in selecting the 

profession, profession’s positive and negative 

aspects, professional relationships, profession’s 

role in society and professional identity. 

The overall of this paper was to begin the 

discussion how worldwide organizations are 

doing in terms of intergenerational intelligence. 

Research and practice implications may be to 

explore the existing state of intergenerational 

learning and relations worldwide and to adapt and 

test intergenerational learning programs in 

different sectors as health, education, social and 

industry. To explore the existing state of 

intergenerational learning worldwide we may 

adopt a multi-informant approach answering 

questions as the meaning of intergenerational 

learning promotion inside and outside 

organizations; individual, social and 

organizational factors influencing 

intergenerational learning promotion; individual 

and organization gains and costs of 

intergenerational learning promotion; actual and 

future societal and organization promotion of 

intergenerational learning; organizational 

implementation extent of intergenerational 

learning promotion; professionals effective and 

desired contact during training with 

intergenerational learning promotion concept; 
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     professionals weekly contact with different 
age groups within and outside organization; 
existing intergenerational learning promotion 
activities in organizations. 
 

Conclusion 

Losing valuable knowledge or underutilizing 

capacity have very high costs for organizations. 

These issues may anticipate the expected 

number of seniors for 2050 (European 

Commission, 2011), helping societies deal with 

this societal challenge. An intergenerational 

intelligent approach may help aging organizations 

find solutions for an optimizing learning as a 

bridge between generations. For those 

organizations already aware of these issues, an 

intergenerational intelligent approach may help 

further maximizing the benefits of knowledge 

exchange between workers as to prevent the loss 

of critical knowledge and skills, improve older 

worker mobility, increase older and younger 

worker competence and stimulate innovation. We 

have been witnessing worldwide two 

simultaneous calls: one for child-friendly 

countries and another for older adults-friendly 

countries. The piece of the puzzle that seems to 

be missing is the call for all ages-friendly 

countries (Gonçalves et al. 2016a). There is a 

need of an intergenerational approach in the 

design of public policies. An agenda of 

intersectional public policies in sectors such as 

education, social services, child, youth, family, 

health and welfare, employment, economy, 

environment and culture. A continued political 

leadership to maintain collaboration and 

coordination. A partnership between 

Government, ministries, local and national 

government, non-governmental organizations, 

employers and trade unions, research institutes 

and centers, media, civil society, learning centers 

and promoters of intergenerational practice 

experts. The more efficient use of human, 

physical and financial resources will impact public 

policies in terms of economy and employment, 

society, life-long learning and health & social 

services. After the gerontocracy and the 

youthcracy paradigms, we have at the moment 

worldwide an opportunity for an intergenerational 

learning paradigm, where reciprocal relationships 

with benefit for all generations are privileged and 

intergenerativity is possible. This 

intergenerational learning paradigm calls for an 

intervention public policy for all ages sustained in 

time that stimulates cohesion, favors the 

sustainability of communities, and promotes birth 

and active aging, supporting families (Gonçalves 

et al., 2016b). The creation of a new figure or 
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department in organisations of intergenerational 

practice experts who are proficient in human 

development knowledge, effective 

communication, compromise partnership, 

interdisciplinary knowledge integration, adequate 

assessment tools, and reflection with care of 

bringing generations together for mutual benefit 

could also help to research and intervene in the 

area of organizational intergenerational 

intelligence. 
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