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Abstract

Corporate decision-making acts as the foundation of organizational effectiveness,
shaping long-term performance, innovation and strategic direction. In today’s
multigenerational workforce, understanding how generational cohorts impact
decision-making has become crucial for corporate executives, policymakers and
academics equally. The research problem in this study is the scattered and
inconclusive nature of the available literature on the correlation between
generational cohorts and corporate decision-making. Although several studies
have been conducted on generational differences in values and behaviours at
workplace, few studies have systematically reviewed evidence on their direct
impact on decision-making processes and organizational outcomes. Thus, this
study seeks to synthesis the existing empirical and theoretical evidence to analyse
how decision-making dynamics, leadership styles, ethical considerations and
strategic orientation are influenced by generational cohorts. The methodology
used in this paper is systematic literature review using a sample of 60 publications
published in the period of 2015 — 2025 in this context. The results indicate that
generational cohorts do have a role to play in the corporate decision-making
process, however this impact is dependent upon the culture within the
organization and industry environment. The Baby Boomers and Generation X
focus on stability and hierarchical structures, whereas Millennials and Gen Z are
more inclusive, agile, and ethically responsible. Furthermore, it is apparent that
generational diversity can foster innovation and creative problem-solving in
group decision-making but if not managed well, it may also raise the likelihood
of conflicts. The study concludes with providing insights for practitioners to
utilize multigenerational strengths, implement inclusive governance frameworks
and establish leadership tactics that reflect morale and social values of younger
generations, and also for academics to conduct future research by differentiating
between generational and age effects through longitudinal designs and focus on
executive-level decision-making.
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1. INTRODUCTION
Background of the Study

Corporate success relies heavily on decision-
making since the judgements of business
leaders and managers have a direct impact on
long-term  sustainability, organizational
performance and innovative capacity. Over
the last few decades, global organizations
have grown more diverse, not just with regard
to gender and ethnicity but also in terms of
generational segments (Chakravorty &
Journals, 2025). Further, contemporary
workforce and  leadership  structures
frequently include generational groups such
as, Baby Boomers, Generation X, Millennials
(Generation Y) and the emerging Generation
Z. And, each cohort has its own socio-
cultural, economical, and technological
contexts that determine their values, attitudes,
and problem-solving and decision-making
styles (Ali Alferjany & Alias, 2021).

The generational differences are not simply
demographical differences, they represent
different worldviews, work ethics and risk-
perceptions. For example, Millennials are
seen as more collaborative, tech-driven and
inclined to innovative decision-making while
Baby Boomers are frequently associated with
hierarchical thinking and enduring loyalty
(Krishna & Agrawal, 2025; C. Rudolph et al.,
2017). On the other hand, the Generation Z is
turning out to be a generation that respects
inclusivity, agility and sustainability in
corporate decisions (Kimonyo, 2025). This
diversity in opinions creates both a challenge
and an opportunity to the organizations that
aim at a successful and consistent decision-
making process. Thus, scholars and
practitioners have underlined the necessity to
understand how generational variations
impact corporate decision-making
effectiveness in light of the growing
significance in diversity management.

Research Problem and Gaps

Although the effectiveness of decision-
making has been extensively researched in
the domains of management science,
leadership and organizational behavior (Jinga
et al., 2024), the direct impact of generational
cohorts on decision-making is poorly
understood. The majority of the currently
available literature either examines the
diversity of the workforce in general or
isolates age, culture, or leadership style as
particular variables without synthetically
incorporating generational identities as the
key driving force (Judijanto et al., 2024; Turi
et al, 2022). Thus, evidence-based
techniques for managing generational
diversity are impeded by the lack of clarity
regarding the impact of these generational
groups on corporate decision-making, which
is an obstacle for firms that operate with
increasingly multigenerational teams in
leadership roles.

Moreover, this study seeks to identify and
address the gaps in the current knowledge in
this  context. Research  concerning
generational cohorts is scattered along the
lines of human resource management,
psychology, and leadership, and little
research directly references their influence on
the effectiveness of decision-making.
Additionally, while disparities in
generational preferences are recognized, their
actual effect on organizational outcomes like
innovation, risk management or strategic

growth remains unexplored.



Originality and Contribution to the
Knowledge

This systematic literature review aims to
provide a comprehensive synthesis of how
generational influences affect corporate
decision-making. In contrast to the existing
literature, which tends to either concentrate
specifically on general diversity, or offer
isolated case knowledge, this study
synthesizes empirical and theoretical findings
in a systematic manner, across fields of study.
Moreover, the review offers a thorough
framework that connects generational traits
with  decision-making processes and
outcomes by critically examining the
strategies utilized by Baby Boomers, Gen X,
Millennials, and Gen Z in organizational
decision-making (Lago et al., 2022).

Significance of Study

The significance of this study lies in both
academic and practical spheres. Firstly, it
offers practical information and guidelines to
business leaders, HR practitioners, and policy
makers on how they can leverage
generational diversity in making effective
decisions. Additionally, the recognition of
generational strengths and weaknesses in
leadership decisions can help organizations
establish more inclusive decision-making
structures,  collaborate  better  across
generations, and be more strategic. Secondly,
the study
comprehension and provides an integrated

advances theoretical
body of knowledge for future studies by
bridging the gap between generational
research and decision-making research.

Research Objectives

e To systematically examine how
different generational cohorts (Baby
Boomers, Sen X, Millennials and
Gen Z) influence corporate decision-
making approaches.

e To discuss the influence of
generational diversity on strategic
orientation, risk preferences and

ethical consideration in
organizational decision making.

e To assess the effect of generational
diversity in leadership and executive
teams on group decision-making
effectiveness, collaboration and
conflict.

e To determine gaps, contradictions
and future research directions in
current body of knowledge and offer
practical suggestions on how to
harness generational differences to
improve the effectiveness of
corporate decision-making.

2. LITERATURE REVIEW

Theoretical Foundations of
Generational Cohorts in Business
Studies

The examination of generational cohorts is
essential in business studies as it has
implications for understanding workforce
dynamics, consumer behavior and marketing
tactics. According to the generational cohort
theory by Mannheim (1952), people
belonging to a particular generation have
similar experiences that were influenced by
social, historical and economic shifts
throughout their formative years. This theory
draws largely from a framework developed
by Inglehart, which contends that several life
stages expose individuals to specific
influences that shape their values, attitudes
and behaviors (Thach et al, 2020). In
practice, this theoretical background
empowers business to segment consumers
into different age brackets to make
customized marketing base on their perceived
traits and desires of different age brackets in
very specific areas such as education, fashion
and technology sectors among others
(Thangavel et al., 2019).

Furthermore, social identity theory (Tajfel &
Turner, 1986), which argues that people
organize themselves and other people into in-
groups based on cohort identity, which can



affect group dynamics and collective decision
making (Trepte & Loy, 2017). This factor is
especially relevant in the workplace
environment, where generational identities
may be wused to guide collaboration,
management, and consumer-oriented
strategies. As an example, the variation in
leadership styles and preferences of Baby
Boomers, Generation X, Millennials, and
Generation Z indicate how generational
identity influences the motivation of
individual employees as well as the
organizational culture of organizations in
general (Molek et al., 2023). Moreover,
studies illustrate that decision makers must
constantly = modify  their  leadership
approaches to better meet the generational
distinctions, as evidenced by the obstacles
encountered while trying to balance the
diverse expectations of generational groups
(Srisathan et al., 2022).

However, critics argue that the application of
generational  theory  often  promotes
assumptions that might not apply to the
complexity of individual backgrounds and
oversimplifies individual differences (C. W.
Rudolph et al., 2021). As an example, the
generalization of Millennials as entitled or
resistant to work within the traditional work
structure may overlook the variety present
within this demographic, which relies on the
factors such as socioeconomic status and
education (Schewe et al., 2013). Moreover,
empirical evidence supporting generational
differences in corporate behavior is mixed
and sometimes contradictory, raising
concerns regarding stereotyping. For
instance, recent studies suggest that both
gender and family dynamics are likely to
influence significantly the generational
characteristics and family businesses have
unique internal dynamics due to different
generations present in the business (AlRebdi
& Ahmad, 2021; Riznika & Kaihatu, 2021).

As the evidence is persistently showing,
generalizing people solely on their
generational characteristics may overlook

more general socio-economic patterns that
play into different values and actions. Thus, a
combination  of  several theoretical
frameworks like life course theory, which
focuses on psychological and sociological
development over the lifespan, can offer a
more comprehensive picture of the
mechanisms involved.

Generational Cohorts and Leadership
Decision-Making Styles

The decision-making styles embraced by
organizational leaders largely differ amongst
the different generational cohorts as they are
influenced by the different contextual and
sociocultural factors that each generation
encounter. The Baby Boomer generation is
moving into retirement and Generation X is
taking up their leadership roles with
Millennials and Generation Z entering the
workplace hierarchy. All these generational
cohorts have specific decision-making styles
that are informed by their different collective
experiences, values, attitude towards work
and expectations towards their leaders.

As per the previous research, there are
notable differences between Baby Boomers,
Gen X, Millennials and Gen Z, particularly
with regards to their early life experiences
and the level of technology proficiency. For
example, Baby Boomers are more
accustomed to traditional top-down decision-
making processes and frequently prioritize
hierarchical systems (Hill et al., 2025). In
contrast, leaders from Gen X balance
authoritative and participatory decision-
making methods by valuing independence
and adaptability. Moreover, studies suggest
that they often embrace a more democratic
approach and seek to strategically incorporate
the opinions of the team members (Ramirez-
Herrero et al., 2024).

On the other hand, Millennials are the
generation that has been raised during the
digital age and usually is characterized by the
inclination towards collaborative and
inclusive  leadership styles. Research



indicates that their behaviours in decision
making processes illustrate their expectations
of openness and participation in processes
and most of the times they use technology to
communicate and capture the input of its
team members (Wolor et al., 2021).
Moreover, this generational cohort demands
flexibility in decision making because of their
propensity for innovation, often leads to agile
and collective problem-solving approaches
(Ahmad et al., 2020).

Nevertheless, Gen Z is still emerging in the
corporate leadership, early research suggests
that they are inclined to utilize cutting-edge
technology tools for teamwork, and their
leadership decisions frequently demonstrate a
high degree of social responsibility
(Narayanan, 2022). Moreover, studies
elaborate that this cohort pushes for adaptive
leadership that can flourish in rapidly
evolving circumstances and seeks to change
the corporate practices towards sustainability
and inclusivity (Katsaros, 2024; Revuru &
Bandaru, 2024).

Furthermore, complexity leadership
perspective posits that, leadership must go
beyond hierarchical structures in order to
manage the complexity of the contemporary
organizations, which frequently demands
flexibility and cooperation among diverse
teams (Jubault Krasnopevtseva et al., 2024).
According to the previous studies, younger
leaders, especially Millennials and Gen Z,
reflect this change as they create a culture in
which innovation is supported, and team
members are engaged in the decisions (Haase
& Karlsson, 2025; Seyfi et al., 2024).
Conversely, Baby Boomers might not adapt
well to collaborative workflow, where
hierarchies are less pronounced, and this
could cause generational tensions in an
organization between the members of two
different generations (Chiwisa & Mpundu,
2024). Critically, although these studies point
to generational differences in leadership
styles, most are based on a cross-sectional
survey which is prone to confounding the

generation effect by age/career stage effects.
As an illustration, young generations might
seem to be risk-takers not because they
belong to a particular generation but because
they are at an early stage of their careers
(Fuchs et al., 2024).

A critical analysis of leadership decision-
making in the context of Authentic
Leadership also provides significant insights.
According to the studies, transparency,
integrity, and trust are the main priorities of
authentic leaders who strive to work in the
environment of such principles in their
company and it has been found that these
leaders lead to increased performances and
employee engagements (Yuwono et al.,
2023). However, research argues that the
generational gap in  approaches to
authenticity  poses  challenges.  Older
generations may view vulnerability and
collaborative decision-making as marks of
weakness while younger generations may
demand a level of authenticity that may not
align with the values held by their older
generations (Othman et al., 2024). Further,
this misalignment can establish
misunderstandings and conflicts within
organizations, challenging leaders to develop
intergenerational competencies that bridge
these divides.

In essence, the examination of leadership
decision-making across different
generational cohorts reveals a complicated
interplay of factors that shape leadership
dynamics within organizations. Future
organizational perform ace will probably be
determined by the shift towards inclusive,
participatory and adaptable leadership styles
as leaders from diverse generational
backgrounds continue to work
collaboratively. Thus, organizations must
continue to be attentive in recognizing the
distinctive contributions of each cohort and
fostering environments that encourage cross-
generational cooperation in order to ensure
that leadership approaches are in line with the



evolving nature of work and employee
expectations.

Generational Influence on Strategic
Decision-Making

Strategic decision-making is a complex
process that influenced by many factors such
as organizational environment, personality
traits and generational disparities among
decision makers. According to the
generational cohort paradigm, individuals in
particular age groups have identical beliefs,
viewpoints and experiences which has a
significant impact on how they approach
strategic decision-making at the corporate
level. Studies illustrate that the effectiveness
of decision-making at the strategic level
depends on balancing risk, innovation and
long-term vision (Deep, 2023).

Risk-taking is a key component of strategic
decision-making, but one that differs greatly
across generational cohort. Baby boomers
tend to be risk-averse, as they grew up in an
era of economic downturns and corporate
downsizing. Research identifies that this
generation generally prefers to work in a
stable environment that provides
predictability and prefers the act of making
decisions based on data and that which will
limit uncertainty and future financial
consequences (Rehmat & Magada, 2025).
Conversely, Millennials and Gen Z show a
great tendency for taking risks due to their
exposure to rapidly changing market
conditions and evolving technologies.
Studies show that the younger generations
view risk as essential part of growth and
competitive advantage, and they often place a
higher value on innovation and quick
responses to market changes (Kiat et al.,
2024).

Ethical considerations are also an important
factor in strategic decision-making decisions,
and there are marked variations in the

generational cohorts. Studies suggest that
Baby Boomers and Gen X tend to place their
choices in accordance with the conventional
ethical models, which puts an emphasis on
loyalty and conformity to the social norms,
informed by the preceding decades of
stability (Mcfadden & Mcfadden, 2022).
Their decisions can be based on respect of the
existing social norms and corporate
governance principles, with the emphasis on
compliance and risk aversion. However,
Millennials and Gen Z who exhibit a
preference for more progressive and
transparent ethical standards, often drive
demand for corporate social responsibility
(CSR) and sustainability in business practices
(Thomas, 2022). Moreover, research has
shown that the younger generations like
Millennials are more likely to get involved
with and become loyal to a company whose
social responsibility programs they are
comfortable with and support, which makes
corporate social responsibility programs so
crucial (Chatzopoulou, 2020). Thus, this
generational trend of ethical alignment is
affecting strategic decisions, and in many
cases compelling organizations to integrate
sustainability and ethics into their
fundamental business strategies.

Another significant aspect of generational
diverse in strategic decision-making that
highlighted in previous literature is time
horizons. Research indicate that Baby
Boomers often have a long-term viewpoint
when making strategic decisions, matching
tactics with steady and predictable results.
They usually show preference to strategic
initiatives that yield consistent long-term
growth and stability over those that promise
quick short-term profits (Seifert et al., 2023).
In contrast, studies illustrate that Millennials
and Generation Z are more inclined to shorter
time horizons because of their experiences in



a high tempo digital world. These generations
are more prone to focus on short-term
deliverables and quick-paced methodologies,
which tend to drive strategic operations based
on swiftness and flexibility (Diz Maribel,
2021; Reavis et al.,, 2021). Furthermore,
research indicate that firms led by these
younger generations frequently prioritize
flexible and continual planning frameworks,
which promote quick reaction mechanisms to
environmental changes (Awais et al., 2023).

The analysis of the generational cohorts in the
context of the strategic decision-making
process demonstrates the crucial insights on
how risk, ethical-orientation, and time
horizons influence the organizational
strategies. The generational views keep
changing and the business needs to be
flexible to these changes and formulate
strategies that take into consideration a
refined understanding of the values and
expectations of different generations.

Generational Diversity in Teams and
group Decision-Making

The increasing awareness of generational
diversity in work teams has a major
transformative effect on group decision-
making. As organizations continue to be
comprised by individuals belonging to
different generational groups, it is crucial to
know what such differences mean to the
dynamics of decision-making. Generational
diversity is also critical in decision-making
processes since the difference in values,
beliefs, and experiences may result in
dissimilar ways of how teams develop their
strategies and reach the solutions.

Studies mention that generational diversity
lies in the range of viewpoints that different
cohorts bring to the table. When making
decisions, teams with members of different
generations may incorporate a variety of
perspectives, which foster creativity and
innovation (Gonzalez-Morales et al., 2023).

For instance, Baby Boomers might prefer a
decision-making  approach  based on
analytical rigor and historical data whereas
Millennials and Generation Z might raise a
decision-making process based on flexibility
and technology (Shaik et al., 2024).
Furthermore, a research by Sutarti et al.
presents that leadership teams that
incorporate age diversity tend to make more
balanced  strategic  decisions  while
minimizing extreme risks and uncertainties
(Sutarti et al., 2021).

However, previous studies also argue about
the communication barriers, which might
exist due to the existence of different
communication styles in each generation.
Baby Boomers can be more inclined to use
formal means of communication whereas
Millennials can be more inclined to informal
and digital means of communication (Zehrer
& LeiB, 2020). Such disparities can lead to
misunderstandings or incomplete information
sharing, hindering the team’s ability to reach
consensus effectively. Moreover, literature
presents that there is also a risk of conflict
arising as each generation has different
priorities and values. For example, Baby
Boomers may prioritize organizational
loyalty and long-term security whereas
Millennials and Gen Z may value work-life
balance and integrating their work and
personal values (Benitez-Marquez et al.,
2021; Taj, 2023). Such difference in priorities
may make the collaboration even more
difficult and lead to disagreements over
important decisions, especially related to
resource utilization or the schedule of the
work. And such tensions can be very severe
that they result to dysfunction in a team,
which ends up undermining the quality of
decisions reached.

In contrast, studies illustrate that each
generation uses different set of heuristics to
address problems according to their prior
experience and background. This multiplicity
allows teams to evaluate problems with
different perspectives, which increases the



possibility of uncovering creative solutions
that might go unnoticed in more
homogeneous groups (Ismail et al., 2024; Rai
& Kulkarni, 2024). In such a way,
generational  diversity can foster an

3. METHODOLOGY

The methodology of this study is systematic
literature review that uses a sample of 60
most pertinent publications published from
2015 - 2025 in the context of the impact of
generational diversity on the effectiveness of
corporate decision-making. The sample of
publications are critically appraised and
synthesized quantitative findings. The
systematic approach guarantees accurate
literature coverage meeting with rigorous
guidelines and reduction of bias (Shaheen et
al., 2023).

Database Search

Comprehensive and systematic searches have
been conducted using scholarly databases
such as Scopus, Web of Science, Google
Scholar, and Emarald Insight. Search phrases
are mixed with keywords and Boolean
operators such as, “generational cohorts” OR
“Baby Boomers” OR “Generation X” OR
“Millennials” OR “Generation Z” AND
“decision-making” OR “strategic decision-
making” OR “corporate decision-making”
OR “leadership decisions” AND
“organizations” OR  “business” OR
“corporate” OR “management”.

Inclusion Criteria

e Studies that explicitly examining the
relationship between generational
cohorts and decision-making in
business or organizational context.

e Empirical studies  (qualitative,
quantitative, or mixed methods) and
conceptual/theoretical papers that
provide insights into generational
influence.

environment where questions are
encouraged, and multiple strategies are
explored, ultimately promoting robust
discussions that lead to informed group

decisions.
Exclusion Criteria

e Studies outside of business or
decision (e.g.
consumer decision-making, political
decision making).

organizational

e Studies that focused exclusively on
general workforce diversity without
addressing decision-making.

Sampling Technique

With referring to best practices of narrative
reviews, a purposive sampling approach was
used in which papers were selected on the
basis of theoretical contribution,
methodological rigor, geographical focus and
relevance.

4. RESULTS AND DISCUSSION

This section presents the findings of the
systematic literature review along with a
critical analysis of thematic insights
discovered from selected studies. Based on
the insights, the study identifies four key
themes that explain the relationship of
generational  diversity and  corporate
decision-making.

Leadership Decision-Making among
Generations

According to the analysis leadership
decision-making approaches vary
significantly across generational cohorts,
reflecting the socio-cultural contexts that
shaped them. Baby Boomers generally
characterized as consensus-oriented,
hierarchical and value stability and long-term
planning when making decisions. In contrast
Gen X are typically adaptable and pragmatic,
striking a balance between autonomy and
responsibility (Jenei & Machova, 2024).
Moreover, Millennials focus on inclusivity,



teamwork, and innovation and tend to
embrace digital tools to aid in the decision-
making process. The studies of the emerging
Generation Z point to leanness, diversity, and
sustainability considerations in business
decisions (Kwartawaty et al., 2024).

These findings support the generational
theory perspective that socio-historical
experiences shape decision-making
orientations. Nevertheless, a critical review
of literature reveals that most studies risk
confusing generational differences and career
stage impacts because younger generations
are bound to have different responsibilities
and limitations compared to older generations
(Chi et al, 2013). Thus, although
generational differences may seem apparent,
the extent to which they affect leadership
decision-making performance in leadership
effectiveness is context specific.

Strategic  Orientation and Risk
Preference across Generations

Based on the findings from previous studies,
it is apparent that the ways that different
generations approach strategic decision
making varies, particularly when it comes to
balancing risk-taking with long-term vision.
Baby Boomers and Generation X tend to be
more risk averse, more focused on
organizational stability and financial security.
On the other hand, Millennials and
Generation Z are more risk-tolerant and
prefer innovations-driven strategies and
entrepreneurial initiatives (Yeoh & Hooy,
2022). Moreover, according to several
studies, younger generations are more likely
to include social and ethical factors into their
decisions, especially
sustainability ~ and

regarding to
corporate  social
responsibility (Luger et al., 2022).

However, the review identifies contrasting
ideas as, while some studies have indicated
distinct differences between cohorts, others
have pointed to the fact that the
organizational culture and the industry
environment tend to have more impact than

the generational identity (Luger et al., 2022).
These findings reveal that generational
differences in strategic orientation may not be
universal but rather mediated by the broader
corporate environment in which decisions are
made.

Generational Diversity in Team
Decision-Making

Generational diversity in executive and
leadership teams offers both benefits and
challenges on a collective level. According to
the previous studies, different generational
viewpoints can enhance decision-making by
combining different methods to problem-
solving, encouraging innovation and
minimizing groupthink (George et al., 2024).
Moreover, studies have elaborated that teams
that include a balanced representation of
different cohorts are more capable of
successfully predicting risk and innovating.
Conversely, the generational variations in
communication patterns, work ethics, and
decision-making pace tend to bring about
tension, misalignment, and conflict. As an
example, Baby Boomers can appreciate the
process of deliberation and structured
processes, whereas Millennials are quick and
like to make decisions by using technology
(Franz Rothschadl, 2025).

According to the reviewed literature,
organizational culture and leadership have a
significant impact on the results of
generationally diverse teams (Wang & Duan,
2025). Thus, while inadequate cultural
integration may actually make decision-
making less successful, effective facilitation
and inclusive governance systems can
transform generational diversity into a
competitive advantage.



Ethical Decision-Making and Values
Across Generations

Based on the findings, generational cohorts
also show differences in the values that they
use to make their corporate decisions. Baby
Boomers are commonly described as
steadfast and rule-driven, as they place the
importance on being obedient and being loyal
to the organization (Valickas & Jakstaite,
2017). Generation X is a product of economic
instability and corporate downsizing and is
more interested in pragmatism and
efficiency. In contrast, Millennials and Gen Z
are more focused on ethical transparency,
inclusivity, and social impact and tend to
make decisions based on sustainability and
corporate social responsibility objectives

(Prasanna & Priyanka, 2024).

Critically, it is apparent that while this
generational change towards
conscious decision-making is

socially
frequently
that
distinctions may be exaggerated because
ethical considerations are usually influenced

mentioned, critics contend these

by corporate incentives and external
stakeholder = demands, regardless of
generational identity (Hyatt & Gruenglas,
2023; Rui & Lu, 2020). However, research
points out that the gradual expansion of
morale values among younger generations,
which could reshape corporate governance
and the effectiveness of long-term decision-

making.

5. CONCLUSION AND
RECOMMENDATION

Conclusion

This systematic literature review aims at
investigating the impact of generational
cohorts on corporate decision-making
processes and effectiveness. The synthesis of
the existing studies proves that generational
identities, which are formed under the
influence of the common historical, cultural,
and socio-economic background, do have the
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influence on the leadership styles, strategic
orientations, and ethical priorities. Baby
Boomers and Generation X tend to value
stability, order, and long-term prospecting,
whereas Millennials and Generation Z are
more team-oriented, innovative and socially
responsible in their corporate decision-
making practices.

When effectively managed, generational
diversity can balance experience and
innovation, promote creativity, widen
viewpoints and enhance the level of decision-
making. On the other hand, unmanaged
differences in values,
preferences and decision-making styles can

lead to conflicts, impede unity and diminish

communication

organizational agility. Notably, this review
highlights the idea that generational influence
is absolute; it interacts with organizational
culture, organizational governance practices,
industry dynamics and cultural context.

In sum, generational cohorts do influence
corporate decision making, but in a complex,
conditional, and mediated way. Instead of
being an automatic driver generational
diversity turns out as a situational variable
that will either facilitate or impede decision

effectiveness depending on how it is
managed.
Recommendations

Based on the findings, this review seeks to
offer several recommendations for both
practitioners and scholars.

As this study suggests the value of
multigenerational ~ strengths in  teams,
organizations should actively promote

leadership teams that balance stability of
older generations with the innovative energy
of younger cohorts. Moreover, mentoring
initiatives and training programs can help
mitigate the conflict between generations and
instead enhance the ability of groups to make
decisions through knowledge sharing.

Furthermore, as younger generations tend to
prioritize corporate social responsibility and



sustainability, organizations should
incorporate these ideals into corporate
governance and strategy since younger
generations place a greater emphasis on
social responsibility. Additionally, decision-
making processes must be able to suit a
variety of styles - collaborative, evidence-
based, and responsive to produce a more
effective overall process.

In addition to that, the study provides
valuable insights for academics to conduct
future research. Future research should focus
on analysing generational dynamics at the

REFERENCES

Ahmad, J., Hamid, H., Kasman, N., &
Hanafi, M. (2020). Strategic Agility and
Millennials Generation: An Education Policy
Formulation. 2020.

Ali Alferjany, M., & Alias, R. (2021).
Generational Differences in values and
attitudes within workplace. Psychology
(Savannah, Ga.), 57, 1496—-1503.

AlRebdi, A., & Ahmad, K. (2021).
Unsustainable Family Business in Saudi
Arabia - The Roadmap Ahead. In
International Journal of Business and

Management Research.
https://doi.org/10.37391/ijbmr.090216.

Awais, M., Ali, A., Khattak, M. S., Arfeen,
M. 1., Chaudhary, M. A. 1., & Syed, A.
(2023). Strategic Flexibility and
Organizational Performance: Mediating Role
of Innovation. SAGE Open, 13(2),
21582440231181430.

https://doi.org/10.1177/21582440231181432

Benitez-Marquez, M. D., Sanchez-Teba, E.
M., Bermudez-Gonzilez, G., & Niuiez-
Rydman, E. S. (2021). Generation Z Within
the Workforce and in the Workplace: A
Bibliometric ~ Analysis.  Frontiers  in
Psychology, 12, 736820.

Chakravorty, S., & Journals, C. (2025).
Generational Diversity in the Workplace.
https://doi.org/10.13140/RG.2.2.24823.1296

11

boardroom and top leadership levels where
strategic business decisions are most
impactful. Moreover, researchers ought to go
beyond generational descriptions and explore
the ways in which these differences directly
translate to quantifiable measures of risk
management, innovation, strategic agility,
and firm performance. And finally, future

research should develop and evaluate
integrative models regarding corporate
culture, generational identity and external
environment interact to influence the
effectiveness of decision-making.

9.

Chatzopoulou, E. (2020). Millennials’

evaluation of corporate social responsibility:
The wants and needs of the largest and most
ethical generation. Journal of Consumer
Behaviour, 20.
https://doi.org/10.1002/cb.1882.

Chi, C., Maier, T., & Gursoy, D. (2013).
Employees’ perceptions of younger and older
managers by generation and job category.
International  Journal of  Hospitality
Management, 34, 42-50.
https://doi.org/10.1016/j.ijhm.2013.01.009.

Chiwisa, C., & Mpundu, M. (2024).
Multigenerational workforce and
organizational performance: A convergent
analysis. International Journal of Academe
and  Industry  Research, 5, 23-52.
https://doi.org/10.53378/ijair.353107.

Deep, G. (2023). Strategic decision-making:
A crucial skill for business managers. World
Journal of Advanced Research and Reviews,
20, 1639-1643.
https://doi.org/10.30574/wjarr.2023.20.3.246
3.

Diz Maribel. (2021). Gen Z Y Millenias.
Tesis Doctoral, 99.

Franz Rothschadl. (2025). Generational
differences in emotional intelligence in
global human resource management. World

Journal of Advanced Research and Reviews,
26(1), 3858-3868.



https://doi.org/10.30574/wjarr.2025.26.1.154
1.

Fuchs, O., Lorenz, E., & Fuchs, L. (2024).
Generational  Differences In  Attitudes
Towards Work and Career: A Systematic
Literature Review On The Preferences Of
Generations X, Y And Z. 11, 54-71.

George, A. S., Baskar, D., & Balaji Srikaanth,
P. (2024). Bridging the Generational Divide:
Fostering Intergenerational Collaboration
and Innovation in the Modern Workplace. 02,
198-217.
https://doi.org/10.5281/zenodo.12348084.

Gonzalez-Morales, M. G., Stinglhamber, F.,
Neves, P., & Becker, T. E. (2023).

Comment on Van Knippenberg and Lee
(2023): SOE Is Walking the Talk of the
Organization. In Journal of Management
Scientific Reports.
https://doi.org/10.1177/27550311231174563

Haase, T., & Karlsson, M. (2025).
Generation EMPOWER : How Millennials &
Gen Z Define Leadership That Supports
Mental Health. May.

Hill, C., Rice, J., & Bell, R. (2025). What Are
the Best Leadership Styles for Managing
Boomers, Generation X, Millennials, and
Generation Z Who Work Remotely? Journal
of Management Policy and Practice, 26, 101-
115.
https://doi.org/10.33423/jmpp.v26i1.7624.

Hyatt, J., & Gruenglas, J. (2023). Ethical
Considerations in Organizational Conflict.

https://doi.org/10.5772/intechopen.1002645.

Ismail, D., Nugroho, J., Akbar, M., &
Hanifah, D. (2024). Skill-Building Strategies
Complex Problem Solving For Generation Z.
Sinergi International Journal of Management
and Business, 2.

https://doi.org/10.61194/ijmb.v2i2.165.

Jenei, S., & Machova, R. (2024). Motivations
of generations: The importance of leadership
and communication styles at the workplace.

Journal of Infrastructure, Policy and
Development, 8(16), 9602.

12

https://doi.org/10.24294/jipd9602.

Jinga, A. A., Oumer Hussen, J., Gezahagn
Negash, H., & Bezabih Estifanos, A. (2024).
Leadership behavior and organizational
change management in selected public
universities of Ethiopia: Exploring the impact
of leadership influences and change
processes.  Heliyon,  10(19), e37149.
https://doi.org/https://doi.org/10.1016/j.heliy
on.2024.e37149.

Jubault Krasnopevtseva, N., Guntzburger, Y.,

Kaminska, R., & Thomas, C. (2024).
Building a conceptual framework of
organizationally embedded tensions to

enhance leadership for safety in high-risk and
highly regulated organizations: A complexity
leadership perspective. Safety Science, 177,
106572.
https://doi.org/https://doi.org/10.1016/].ssci.
2024.106572.

Judijanto, L., Winanto, A., & Setiyawan, A.
(2024). Bibliometric Study of Managing
Generational Diversity in the Workplace.
West Science Social and Humanities Studies,
2, 1981-1997.
https://doi.org/10.58812/wsshs.v2i12.1488.

Katsaros, K. K. (2024). Gen Z Employee
Adaptive Performance: The Role of Inclusive
Leadership and Workplace Happiness.
Administrative Sciences, 14(8).
https://doi.org/10.3390/admsci14080163.

Kiat, T., Lek, S., & Thai, A. (2024). Creative
Entrepreneurship Mindset: Comparative
Study between Millennial Generation and
Generation Z. Jouwrnal of  Social
Entrepreneurship and Creative Technology
Journal of Soc. Entrepreneurship and
Creative  Technology, 1(3), 141-151.
https://doi.org/10.70177/jseact.v1i3.1725

Kimonyo, T. (2025). Influence of Strategic
Leadership on Generation Z Employees: A
Strategic  Approach to  Organizational
Performance. European Journal of Business
and Strategic Management, 10, 72-85.
https://doi.org/10.47604/ejbsm.3250.

Krishna, S. M., & Agrawal, S. (2025).
Creative Performance of Millennials and
Generation Z: What Matters More, Intrinsic



or Extrinsic Rewards? Administrative
Sciences, 15(1).

https://doi.org/10.3390/admsci15010011.

Kwartawaty, N., Ismail, M., & Storada, N.
(2024). Most Effective Leadership Styles for
Generation Z: A Review. Formosa Journal of
Multidisciplinary Research, 3, 3321-3338.
https://doi.org/10.55927/fjmr.v3i9.11009.

Lago, A., dos Santos Amorim, G., Boscardin,
M., Zucatto, L. C., & Spanevello, R. M.
(2022). Analyzing decision-making factors in
the generational succession of rural youth.
Journal of Co-Operative Organization and
Management, 10(2), 100187.
https://doi.org/https://doi.org/10.1016/j.jcom
.2022.100187.

Luger, M., Hofer, K. M., & Floh, A. (2022).
Support for corporate social responsibility
among generation Y consumers in advanced
versus emerging markets. [International
Business Review, 31(2), 101903.
https://doi.org/https://doi.org/10.1016/j.ibusr
ev.2021.101903.

Mcfadden, S., & Mcfadden, S. (2022).
Strategies for Succession Planning of
Retiring Baby Boomers Walden University
This is to certify that the doctoral study by.

Molek, N., Marki¢, M., Janezi¢, D., Luzar,
M., & Brcar, F. (2023). Leadership Styles and
Generational Differences in Manufacturing
and Service Organizations. Organizacija, 56,
221-232. https://doi.org/10.2478/orga-2023-
0015.

Narayanan, S. (2022). Does Generation Z

value and reward corporate  social
responsibility  practices?  Journal  of
Marketing  Management, 38, 1-35.

https://doi.org/10.1080/0267257X.2022.207
0654.

Othman, A., Othman, N., Rashid, W,
Saihani, S., Abidin, Z., Abdul Rashid, M.,
Rahman, M., & Abdul Kadir, M. A. B.
(2024). The Mismatch between Individual
Values and Organizational Values among
Different Generations in the Workplace.
Information Management and Business
Review, 16, 211-218.
https://doi.org/10.22610/imbr.v1613(1)S.402

13

6.

Prasanna, M., & Priyanka, A. (2024).
Marketing to Gen Z: Understanding the

Preferences and Behaviors of Next
Generation.  International Journal For
Multidisciplinary Research, 6.

https://doi.org/10.36948/ijfmr.2024.v06104.2
6612.

Rai, N. & Kulkarni, V. (2024).
GENERATIONAL ~ DIFFERENCES  IN
ORGANIZATION CHALLENGES FACES
BYUCG -UGC. Volume-56, No.3 (IV) 2022,
33-43.

Ramirez-Herrero, V.,  Ortiz-de-Urbina-
Criado, M., & Medina-Merodio, J.-A. (2024).
Intergenerational Leadership: A Leadership
Style Proposal for Managing Diversity and
New  Technologies.  Systems, 12(2).
https://doi.org/10.3390/systems12020050.

Reavis, M., Singh, K., & Tucci, J. (2021).
Millennials’  Strategic Decision Making
Through the Lens of Corporate Social
Responsibility and Financial Management.
Journal of Business Strategies, 38, 125-146.
https://doi.org/10.54155/jbs.38.2.125-146.

Rehmat, A., & Magada, M. (2025).
Investment Knowledge, Risk Tolerance, and
Factors Influencing Investment Decisions
among Intergenerational Investors. Journal
of Interdisciplinary  Perspectives, 3.
https://doi.org/10.69569/jip.2025.278.

Revuruy, 1., & Bandaru, K. (2024). Leadership
Practices for Sustaining Work Engagement:
A Gen-Z Perspective. International Journal
of Organizational Leadership, 451-466.
https://doi.org/10.33844/ijol.2024.60424.

Riznika, 1., & Kaihatu, T. S. (2021).
Sustainability = of  Family  Business:
Millennials Intention to Stay in the Family
Business as the Result of Stewardship
Climate, Mediated by Successor’s Trust and
Socioemotional Wealth. In Jurnal Aplikasi
Manajemen.
https://doi.org/10.21776/ub.jam.2021.019.01
.08.

Rudolph, C., Rauvola, R., & Zacher, H.
(2017). Leadership and Generations at Work:



A Critical Review. The Leadership
Quarterly, 29.

https://doi.org/10.1016/j.leaqua.2017.09.004

Rudolph, C. W., Rauvola, R. S., Costanza, D.
P., & Zacher, H. (2021). Generations and
Generational Differences: Debunking Myths
in Organizational Science and Practice and
Paving New Paths Forward. Journal of
Business and Psychology, 36(6), 945-967.
https://doi.org/10.1007/s10869-020-09715-
2.

Rui, Z., & Lu, Y. (2020). Stakeholder
pressure, corporate environmental ethics and
green innovation. Asian Journal of
Technology Innovation, 29, 1-17.
https://doi.org/10.1080/19761597.2020.1783
563.

Schewe, C. D., Debevec, K., Madden, T. J.,
Diamond, W. D., Parment, A., & Murphy, A.
(2013). “If You’ve Seen One, You’ve Seen
Them All!” Are Young Millennials the Same
Worldwide? In Journal of International
Consumer Marketing.
https://doi.org/10.1080/08961530.2013.7517
91.

Seifert, C. F., Ness, R. K. Van, Eddy, E. R.,
& Buff, C. (2023). Generational Work Ethic
Differences: From Baby Boomers to Gen Z.
Journal of Managerial Issues, 35(4), 401—
422,

Seyfi, S., Vo-Thanh, T., & Zaman, M.
(2024). Hospitality in the Age of Gen Z: A
Critical Reflection on Evolving Customer
and Workforce Expectations. In International
Journal of Contemporary  Hospitality
Management. https://doi.org/10.1108/ijchm-
01-2024-0035.

Shaik, Y., Yadav, P., Rashid, A.,, &
Choudhary, R. (2024). Generational
Differences in Technology Behavior: A
Systematic Literature Review.

Srisathan, W. A., Ketkaew, C., Jitjak, W.,
Ngiwphrom, S., & Naruetharadhol, P. (2022).
Open Innovation as a Strategy for
Collaboration-Based =~ Business =~ Model
Innovation: The Moderating Effect Among
Multigenerational Entrepreneurs. In Plos

14

One.
https://doi.org/10.1371/journal.pone.026502
5.

Sutarti, S., Syakhroza, A., Diyanty, V., &
Dewo, S. (2021). Top management team
(TMT) age diversity and firm performance:
the moderating role of the effectiveness of
TMT  meetings. Team  Performance
Management: An International Journal,
ahead-of-print.

https://doi.org/10.1108/TPM-01-2021-0006.

Taj, M. Y. (2023). Generational shifts in
leadership wvalues and beliefs--Focusing
Generation Z. [jsdr.Org International
Journal of Scientific Development and
Research, 8(6), 1943.
https://www.ijsdr.org/papers/[JSDR2306266
.pdf.

Thach, L., Riewe, S., & Camillo, A. A.
(2020). Generational Cohort Theory and
Wine: Analyzing How Gen Z Differs From

Other  American  Wine  Consuming
Generations. In [International Journal of
Wine Business Research.

https://doi.org/10.1108/ijwbr-12-2019-0061.

Thangavel, P., Pathak, P., & Chandra, B.
(2019). Consumer Decision-making Style of
Gen Z: A Generational Cohort Analysis.
Global Business Review, 23,
097215091988012.
https://doi.org/10.1177/0972150919880128.

Thomas, G. (2022). Corporate Social
Responsibility as a Sustainable Business
Practice: A Study among Generation Z
Customers of Indian Luxury Hotels.
Sustainability, 14, 16813.
https://doi.org/10.3390/su142416813

Trepte, S., & Loy, L. (2017). Social Identity
Theory and Self-Categorization Theory.
https://doi.org/10.1002/9781118783764.wbi
eme0088

Turi, J. A., Khastoori, S., Sorooshian, S., &
Campbell, N. (2022). Diversity impact on
organizational performance: Moderating and
mediating role of diversity beliefs and
leadership expertise. PloS One, 17(7),
€0270813.

https://doi.org/10.1371/journal.pone.027081



3

Valickas, A., & Jakstaité, K. (2017).
Different generations’ attitudes towards work
and management in the  business
organisations. Human Resource Management
&  Ergonomics, 11(1991), 108-119.
https://www.researchgate.net/publication/32
3014394.

Wang, L., & Duan, X. (2025). Generational
diversity and team innovation: the roles of
conflict and shared leadership. Frontiers in
Psychology, 15.
https://doi.org/10.3389/fpsyg.2024.1501633.

Wolor, C. W., Nurkhin, A., & Citriadin, Y.
(2021). Leadership Style for Millennial
Generation, Five Leadership Theories,

Systematic Literature Review.
https://doi.org/10.47750/qas/22.184.13.

Yeoh, S.-B., & Hooy, C.-W. (2022).
Generation effects and managerial risk
taking. Journal of Business Research, 139,
918-934.
https://doi.org/https://doi.org/10.1016/j.jbusr
es.2021.09.063.

Yuwono, W., Danito, D., & Nainggolan, F.
(2023). effect of authentic leadership and
transparent organizational communication on
employee welfare with mediation variables of
employee trust in medium companies.
Revista de Métodos Cuantitativos Para La
Economia y La Empresa, 35,250-267.
https://doi.org/10.46661/revmetodoscuantec
onempresa.6439

Zehrer, A., & Leil, G. (2020).
Intergenerational Communication Barriers
and Pitfalls of Business Families in
Transition—a Qualitative Action Research
Approach. In Corporate Communications an
International Journal.

https://doi.org/10.1108/ccij-03-2020-0056.

15



