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SUMMARY  

 

This study investigates the impact of generational diversity on the innovative culture of 

companies, exploring how the interactions between different generations - Baby Boomers, 

Generation X, Millennials, and Generation Z - influence the capacity for organizational 

innovation. The article analyzes each generation's contributions and challenges to the 

workplace through a bibliographical survey. The results highlight that combining 

experience and new perspectives can significantly enrich organizational dynamics and 

promote an environment conducive to innovation. The study also identifies effective 

practices for integrating this diversity, including mentoring programs and intergenerational 

professional development. In addition, the importance of inclusive policies that value the 

contribution of all generations is discussed. Companies that recognize and implement 

strategies to harmonize this diversity are better placed to adapt and thrive in a constantly 

evolving market. 
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ABSTRACT 

This study investigates the impact of generational diversity on the innovative culture of 

companies, exploring how interactions between different generations- Baby Boomers, 

Generation X, Millennials, and Generation Z- Influence organizational innovation capacity. 

The article examines each generation's contributions and challenges to the workplace 

through a bibliographic review. The findings highlight that combining experience and new 

perspectives can significantly enrich organizational dynamics and foster an environment 

conducive to innovation. The study also identifies effective practices for integrating this 

diversity, including intergenerational mentoring and professional development programs. 

Furthermore, it discusses the importance of inclusive policies that value the contributions 

of all generations. Companies recognizing and implementing strategies to harmonize this 

diversity are better positioned to adapt and thrive in an ever-evolving market. 
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INTRODUCTION 

 

In today's world, companies face increasingly complex and competitive challenges. 

Rapid changes in the market environment, technological progress, and globalization 

directly affect how businesses are managed. In this scenario, innovation has emerged as 

a fundamental component not only for the survival but also for the growth of companies. 

According to Drucker (2012), innovation is crucial to company success. It 

represents the essential tool of entrepreneurship, which is how change is capitalized on 

as a chance for a differentiated business or service. Innovation plays a significant role in 

affecting the motivation and engagement of employees, as well as the performance and 

efficiency of the company as a whole. 

It is important to note that organizational culture can be a source of competitive 

advantage for companies. It is complex to replicate and can establish a robust foundation 

for strategy. Therefore, companies need to adopt a systematic and planned approach to 

innovation to foster and maintain an innovative culture. 

According to Bittar, Di Serio, and Vasconcellos (2018), innovation is a key element 

for the competitiveness and continuity of companies, regardless of their size. However, 

access to financial and technological resources for innovation is often more limited for 

micro and small enterprises (MSEs), which can restrict their ability to innovate. FIESP 

(2021) emphasizes how essential innovation and productivity are in managing MSEs, 

pointing out that companies' innovation ability can be restricted despite financial support 

and tax incentives since many resources are earmarked for acquiring machinery and 

equipment. They stress the need for more significant investment in research and new 

technologies. 

It is vital to note that, according to SEBRAE (2022), a company cannot thrive 

without a culture of innovation. For them, the influence of an innovative culture is highly 

significant for an enterprise. For this reason, entrepreneurs must be aware of new trends 

and updates and look for opportunities to incorporate technologies into different company 

activities. 
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To cultivate an innovative culture, creating an environment that fosters the 

exchange of ideas between team members, invests in training and development 

programs, promotes diversity, and participates in events is essential. 

Implementing a culture of innovation is a complex and multifaceted process that 

involves various aspects, such as the mindset, skills, and experiences of the individuals 

involved. Orofino (2023) points out that certain generations may be more inclined to adopt 

a culture of innovation than others. In this way, each generation is influenced by historical 

and social events that shape their mentalities, values, and behaviors, with generations 

born in crises and social transformation tend to be more adaptable and open to change 

than previous generations (Caetano, 2021). 

However, as Leal and Figueiredo (2021) argue, the propensity to innovate is not 

only determined by age or generation but also by personality and individual experiences. 

They also point out that innovation is a matter of having the right skills, learning, and 

adapting over time. 

This study investigates how interactions between different generations in the 

workplace influence the innovative culture within organizations. Specifically, it seeks to 

understand how the unique characteristics of each generation - from the Baby Boomers 

to Generation Z - contribute to creating and sustaining an environment that favors 

innovation and adaptation to the rapid technological and cultural changes that 

characterize the contemporary market. 

This study also aims to identify the practices that organizations can adopt to 

maximize the contributions of a diverse workforce, exploring strategies that facilitate 

effective inclusion and take advantage of the different perspectives and skills that each 

generation brings to the workplace. Through a detailed bibliographical survey, the study 

will analyze the existing literature on the interaction of generations in the corporate context 

and their role in fostering innovative environments, considering both the challenges and 

opportunities that this diversity presents. 
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2 THEORETICAL FRAMEWORK 

 

2.1 Culture 

 

The understanding of the term culture varies widely and has always been subject 

to different interpretations. When individuals, in general, talk about culture, they often refer 

to the more academic conception, which encompasses the most valued forms of cultural 

expression in a society, such as theater, cinema, and dance. It can also include important 

geographical and historical aspects of society, as described by the German term 

Landeskunde, which encompasses both subjective and objective dimensions of culture 

(facts, data) (Coelho, 2016). 

Culture is a broad concept that includes a community's beliefs, values, traditions, 

languages, and artistic manifestations. According to Marchiori (2018), culture is a dynamic 

phenomenon formed and reformulated through social interactions, affecting how 

individuals interpret the world. Thus, culture is essential in the formation of a people's 

identity. 

The historical trajectory of culture studies the changes, continuities, and 

interactions that have shaped societies. It reflects the complexity of human experiences, 

which include beliefs, values, traditions, languages, and forms of artistic expression 

(Godoy, 2014). 

The term culture has evolved semantically since the 18th century, originating in 

French and later adopted by German and English. Initially, it was used in combination with 

terms such as "culture of the arts," "culture of letters," and "culture of the sciences" to 

specify what was being developed. Gradually, it came to mean "formation" and 

"education" of the spirit until finally, it denoted the state of mind cultivated through 

instruction (Cuche, 2002). 

According to Cuche (2002), in the 18th century, the word "culture" was often used 

in the singular, reflecting the universalism and humanism of the philosophers of that time. 

It was considered an inherent characteristic of human beings that transcended differences 

between peoples or classes. This view was in line with the ideology of the Enlightenment, 

associating "culture" with concepts such as progress, evolution, education, and reason, 

which were essential in the thinking of that period. 
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At the beginning of the 19th century, "culture" was commonly contrasted with 

"civilization." In France and England, "civilization" was used to describe a progressive 

human advance towards refinement, as opposed to barbarism. In Germany, "culture" and 

"civilization" were seen with class connotations, with the bourgeoisie associated with 

culture and the nobility with civilization. 

The narrative of cultural evolution has continued to develop over the centuries, with 

countries like Germany and France fostering their cultural identities in different ways. 

Globalization at the end of the 20th century ushered in an era of unprecedented cultural 

interconnectedness, challenging the preservation of cultural diversity (Godoy, 2014). 

Therefore, the historical trajectory of culture is an intricate narrative intertwined with 

each era's events and social dynamics, representing human beings' constant search for 

meaning, expression, and identity in a constantly changing world. 

Culture, with its diversity and complexity, plays a crucial role in forming and 

functioning social groups and organizations. To understand the richness and nuances of 

this complex phenomenon, it is crucial to explore the various levels that makeup culture. 

The three main cultural levels proposed by Schein (2010) are artifacts, values, and basic 

assumptions, offering a deeper perspective on how culture manifests itself and influences 

social and organizational dynamics. These cultural levels seek not only to decipher the 

visible surface but also to penetrate the more profound, unconscious layers that shape 

the identity and operations of human groups. 

Artifacts constitute the most visible and conscious level of culture, including all the 

observable, tangible, and audible phenomena that manifest as expressions of the deeper 

layers, such as values and basic assumptions. They encompass visible elements such as 

the built environment, architecture, office layout, technology, products, logos, 

communication materials, behaviors, styles (such as dress), myths and stories that form 

part of the organizational tradition, public documents (such as lists of values, mission, 

vision, and other documents), written and spoken language, ceremonies and rituals, 

customs, rewards, and punishments, as well as organizational processes evident in 

routines (Schein, 2010). 
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This layer is perceived as "easy to see, but difficult to interpret" (Schein, 2010), and 

members of the same culture may find it challenging to understand the "why" of their 

artifacts, which a researcher from another culture more easily perceives. 

According to Schein (2010), values are the intermediate level of culture between 

the conscious and the unconscious. They are principles that define artifacts and serve as 

the basis for ethical and moral judgments. They influence the group's choices and are 

manifested as "expressed values," making it possible to predict people's discourse but not 

necessarily their actions. The discrepancy between discourse and action is clarified by 

presuppositions, the culture's most profound and unconscious level. 

According to Schein (2010), assumptions represent the most unconscious and 

invisible level of culture, shaping the group's perception, thinking, and feelings. They are 

successful responses to crucial survival issues, becoming values and shaping artifacts. 

This level is the primary source of values and actions, forming an interrelated cultural 

paradigm. The dynamics of cultural levels reveal the underlying complexity that shapes 

the identity and functioning of a group or organization. 

This cultural foundation is essential for fostering environments that stimulate 

innovation. The following subchapter will explore innovation as a vital element for human 

development and organizational competitiveness, highlighting how innovation takes root 

and thrives in solidly structured organizational cultures. 

Moving on, we will discuss Organizational Culture, examining the shared beliefs, 

practices, and values that constitute the essence of organizations. We will analyze how 

cultural dynamics affect behavior, performance, and innovation within these 

environments, reflecting on how leadership can configure these cultures to align with the 

organization's values and objectives. 

According to Schein (2010), organizational culture is "a set of basic assumptions 

that a group has acquired when solving problems of external adaptation and internal 

integration." Thus, an innovative culture is seen as how an organization approaches 

innovation and creativity. 

According to Chiavenato (2021), organizational culture is comparable to the 

"personality" of the organization, affecting the actions and decisions of its members and 

potentially determining its success or failure.  
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Organizations with a robust culture tend to be more successful, while dysfunctional 

cultures can compromise performance and lead to decline. In addition, culture shapes the 

work environment and daily interactions, reflecting the values, beliefs, and practices that 

define the organization's identity. 

The Organizational Culture Diagnosis methodology proposed by Cameron and 

Quinn (2006) uses a questionnaire that covers eight crucial dimensions. The data 

collected is analyzed and organized into four quadrants, each representing a predominant 

cultural profile in the organization. These quadrants elucidate characteristics, values, and 

practices that define the internal culture, offering a broad view of organizational dynamics. 

This approach is essential for managers, helping them understand the various cultures 

and develop strategies that align with the company's cultural reality. The main cultural 

profiles identified are Clan, Hierarchical, Market, and Innovative. 

Each profile has distinct characteristics that profoundly influence organizational 

dynamics, internal relations, and the strategies adopted: 

Clan (or tribal) culture: This profile stands out for its emphasis on unity and caring 

for people in the workplace. Decisions are usually made collectively, valuing trust, 

collaboration, and loyalty among team members. Leaders adopt a facilitating stance, 

fostering interaction and a collaborative environment, although this can sometimes result 

in excluding other groups. 

Hierarchical Culture: Marked by stability and respect for rules and hierarchies, this 

culture emphasizes authority derived from formal positions. Employees respect authority 

and follow established norms. Leaders traditionally base decisions on regulations and 

depend on support from higher levels. 

• Market Culture: Oriented towards the market and clients, this profile 

emphasizes competitiveness and the quest to achieve established goals. 

Leaders are results-oriented and competitive and demand high team 

performance to achieve goals effectively. 

• Innovative Culture: Characterized by openness to change and flexibility, this 

culture values growth, creativity, and experimentation in the workplace. 

Leaders are entrepreneurial, prone to taking risks, and focused on 

introducing continuous innovation into the company. 
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An in-depth understanding of these cultural profiles and their interactions provides 

a detailed view of how organizational culture shapes behaviors and practices within 

companies, making it easier to understand internal dynamics and develop more effective 

strategies in line with the organization's culture. 

 

2.2 Innovation 

 

Originating from the Latin term innovare, which means to do something new, 

innovation is an intrinsic part of human nature throughout historical development. 

According to Drucker (2012), innovation is a fundamental tool for entrepreneurs, who use 

changes as opportunities to develop innovative businesses or services. It is a discipline 

that can be learned and requires a conscious search for sources of innovation and change 

that present possibilities for success. Effective innovation involves understanding and 

applying specific principles, such as developing products or services that satisfy needs 

often ignored by established companies and appropriately managing risks and 

uncertainties. 

Considered an essential element for business competitiveness, innovation is vital 

for the sustainability of any company, regardless of its size or sector. Porter (2015) points 

out constant innovation is one of the most critical challenges in today's global economy 

and is fundamental to introducing new products, services, or processes. 

Tidd and Bessant (2015) categorize innovative companies into different types. 

Radical innovators develop new technologies or products that transform markets, such as 

Tesla and its innovations in the electric vehicle sector. Incremental innovators, like Apple, 

focus on gradually improving their products or services, constantly updating their devices 

with new features. Disruptive innovators, like Uber, introduce business models that 

challenge and change existing paradigms. 

According to Alves and Carvalho (2020), Brazil's demand for innovative companies 

has grown due to technological changes and increased global competitiveness. To stand 

out, these companies need to foster a culture of innovation that involves all employees 

searching for new solutions and ideas, investing in research and development, and 

maintaining strategic partnerships with startups and academic institutions. 
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Cunha (2005) discusses the importance of management practices in companies' 

ability to innovate, drawing on the Oslo Manual to identify small and medium-sized 

companies as innovative. Innovation is complex and influenced by various management 

practices, including training programs, employee development, and promoting an active 

knowledge exchange. 

According to Bendassolli et al. (2009), creative companies originate from individual 

creativity and are fundamental to generating wealth by exploiting intellectual property. 

Howkins (2005) defines creative industries as those where intellectual work is dominant 

and the result is intellectual property. 

Small and medium-sized companies have unique characteristics, such as flexibility 

and a multifunctional workforce, which can bring advantages and challenges, such as a 

more significant workload and the need to professionalize processes as they grow (Zanini, 

2016; Cunha, 2020). 

In short, innovation not only involves the creation of new products or services but 

also the effective implementation of these innovations to generate competitive advantage. 

In the following subchapter, we will explore how the distinct characteristics of generations, 

from the Baby Boomers to Generation Z, contribute to shaping the innovative culture 

within organizations, influencing internal dynamics and the capacity for innovation. 

 

2.3 Generations  

 

Generations X, Y, Z, and the Baby Boomers represent distinct segments of the 

population, each with unique experiences and characteristics. According to Santos et al. 

(2011), the Baby Boomers, born between 1945 and 1964, experienced a significant 

increase in births after the Second World War. This generation spent their youth during 

the 1960s and 1970s, marked by profound transformations, especially political ones. 

Baby Boomers were raised by parents who experienced the horrors of war, 

resulting in a stricter and more disciplined upbringing at a time of reconstruction and the 

search for stability. They tend to be determined, focused, and between 65 and 75 years 

old. 
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Generation X, defined by Martins et al. (2018) as those born from the early 1960s 

to the late 1970s is known for its defiant attitude to traditional family values, boldly 

embracing controversial issues. The term "Generation X" gained popularity after a study 

by Jane Deverson in 1964 inspired the book "Generation X" by Charles Hamblett. 

Generation Y, or Millennials, was born between the 1980s and the mid-1990s. They 

grew up amid constant technological and cultural changes, adopting different attitudes 

from previous generations. Raines (1991) points out that they value constant feedback 

and participation in decisions and are motivated by challenges and personal and 

professional development. In the workplace, they seek flexibility, collaboration, and 

advanced technologies. 

According to Tapscott and Williams (2006), Generation Y is highly connected, 

skilled with digital technologies, and values work-life balance. They are also looking for 

jobs that offer purpose and are aligned with their values. 

Generation Z, born into a highly digital and consumerist world, are predominantly 

instant communication users and prefer virtual interactions to verbal ones. They show 

great confidence in technology for education and work, but this can lead to impatience 

and a demand for instant gratification. Reis (2017) points out that many come from 

"recomposed families" and face challenges in face-to-face communication, which can 

exacerbate intergenerational gaps and challenges in the workplace. 

Understanding these unique characteristics is key to developing effective people 

management strategies and promoting an innovative and inclusive work environment. In 

the following subchapter, we will explore how the interaction between these generations 

can enrich the creative culture of organizations, taking advantage of the distinct strengths 

of each age group to foster creativity and innovation. 

 

3 METHODOLOGY 

Methodological procedures are the backbone of any scientific investigation, 

outlining the path from data collection to analysis. The methodological choice transcends 

formality, reflecting a commitment to the reliability and validity of the results achieved.  



11 
 

This component structures and directs the entire research, adapting according to 

the phenomenon's particularities. Awareness of the decisive influence of the method on 

the validity and relevance of the findings is fundamental. 

According to Richardson (2017), research can take various forms, including 

exploratory, descriptive, and explanatory. For this work, we opted for exploratory research, 

which guides the entire study. According to Koche (2016) and Richardson (2017), this 

choice is a conscious decision to investigate a phenomenon that has not been studied in 

depth. 

The methodology adopted in this study is bibliographical research, which uses a 

qualitative approach to examine preexisting literature and interpret relevant ideas and 

concepts. Bibliographic research allows a deep immersion in secondary data, providing a 

comprehensive understanding of the theories and contributions already made. 

The content analysis technique Bardin (2016) suggested it will be used for data 

collection. This approach is ideal for identifying patterns, themes, and meanings in 

academic texts and documents, enabling a rigorous and systematic interpretation of the 

materials. Content analysis is chosen for its proven effectiveness in extracting substantive 

insights from complex texts, facilitating understanding of trends and perspectives in 

previous studies. 

The bibliographic research strategy, focused on studying scientific publications, 

books, journal articles, and other relevant academic materials, is based on building a solid 

theoretical framework. This approach allows for a broad understanding of the various 

dimensions and debates in the literature on generations and innovative culture, 

emphasizing the importance of building a theoretical basis to support future analyses and 

discussions. 

This research method does not involve collecting primary data such as interviews 

or questionnaires, as it focuses exclusively on analyzing theoretical contributions and 

previous studies related to the topic. Therefore, unlike methods that require interaction 

with subjects or field studies, bibliographic research offers an effective way of synthesizing 

existing knowledge and formulating insights that can contribute to the academic and 

practical understanding of the phenomenon under investigation. 
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4 RESULTS AND DISCUSSION 

 

The analysis of the interaction of the various generations in the workplace 

highlights the significant role of generational diversity in promoting an innovative culture 

within organizations. It is clear that each age group, from Baby Boomers to Generation Z, 

contributes unique and valuable perspectives that, when integrated, enrich the corporate 

environment. Baby Boomers bring a wealth of experience and a traditional perspective, 

which, combined with the energy and openness to new technologies of younger 

generations, creates fertile ground for innovation and the exchange of ideas. 

This mix of experiences is fundamental to developing a culture that values acquired 

wisdom and the ability to adapt quickly to change, which are the hallmarks of the younger 

generations. Generation Z and Millennials, in particular, show a remarkable affinity with 

technology, which not only shapes their expectations of the workplace but also influences 

how they interact and contribute to organizational goals. They value work environments 

that offer flexibility, work-life balance, and access to advanced technologies, which 

motivates them to seek constant innovation and develop new solutions. 

Furthermore, organizations that recognize and integrate these expectations into 

their operational and cultural structures tend to be seen as more attractive to talent of all 

ages, reinforcing their commitment to an inclusive and progressive environment. The 

ability of each generation to positively influence innovative culture is clear, with Baby 

Boomers offering their structured, stability-focused perspective. In contrast, younger 

generations introduce a dynamic of innovation and flexibility crucial in today's market. 

However, dialogue between these generations in the workplace can present 

challenges, mainly related to communication and mutual understanding of the different 

approaches to work. The literature search showed that to maximize the benefits of this 

generational diversity; organizations must promote inclusion, training, and mentoring 

policies that facilitate integration and mutual respect between the generations. Programs 

that foster intergenerational collaboration and the development of shared competencies 

can help minimize conflict and maximize innovation. 
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Therefore, this study's results reiterate the importance of a work environment that 

recognizes and celebrates generational differences, integrating them into a cohesive 

strategy that promotes continuous innovation. An organization's ability to adapt and 

respond to the needs of a diverse workforce is now a key indicator of its ability to innovate 

and thrive in a competitive environment. 

 

FINAL CONSIDERATIONS 

 

 

The research carried out in this study highlighted the significant importance of 

intergenerational interactions in the workplace and their substantial impact on the 

innovative culture within organizations. Through detailed literature research, it was 

possible to identify that each generation, from Baby Boomers to Generation Z, contributes 

unique perspectives and skills which, when integrated effectively, enrich organizational 

dynamics and promote an environment conducive to innovation. 

The Baby Boomers, with their vast experience and more traditional approach, 

provide a sense of stability and continuity, while the younger generations, especially the 

Millennials and Generation Z, bring a predisposition to adopting technology and flexible 

working methods. This combination of tradition and innovation creates a synergy that 

organizations can exploit to foster a more dynamic and innovative working environment. 

In addition, the study identified that organizations that recognize and value this 

generational diversity tend to be more competitive and successful. Implementing policies 

that promote inclusion and mutual respect between the generations is critical to 

maximizing the potential of all team members. Mentoring and professional development 

programs that cross generational boundaries can help minimize conflict and maximize 

collaboration. 

However, it has also been observed that the effective integration of these different 

generations presents challenges, especially in communication and the alignment of 

expectations. Organizations must be prepared to face these challenges through 

continuous training and adjustments to management practices to ensure that the work 

environment is inclusive and stimulating for all employees, regardless of age. 
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Finally, this study reiterates the need for a strategic and conscious approach to 

managing generational diversity in organizations. With the workplace constantly evolving, 

companies that adapt and learn to extract value from the wealth of experiences and 

perspectives that different generations bring will be better placed to innovate and thrive. 

Innovative culture, therefore, results from organizational policies and practices and 

reflects the organization's commitment to creating a workspace where all generations can 

effectively contribute to its success. 

These final considerations summarize the findings of this research and offer 

guidelines for future research and organizational practices. They highlight the importance 

of human resource management, which is as diverse as the workforce it aims to manage. 
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