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Abstract 
The presence of employees belonging to many generations in the same 
workplace has led to the increasing importance of the concept of generations. 
This concept has caught the attention of academics, practitioners, and media 
and there is an abundance of literature relating to generations and the differ-
ences between generations. While these literary contributions have made sig-
nificant contributions to both theory and practice, there are also a few chal-
lenges which have been highlighted by many scholars. One of the challenges 
relates to the differences in the conceptualisation of generations and this ar-
ticle highlights the different conceptualisations of generations in literature. 
This article builds on the contributions of previous scholars and suggests the 
need for looking at each conceptualisation as an opportunity for further re-
search. 
 

Keywords 
Generations, Diversity, Genealogy, Lifespan Development,  
Collective Consciousness, Cohorts 

 

1. Introduction 

The concept of generations has become a critical factor as the workplace con-
tinues to become more diverse than before (Arsenault, 2004; Inegbedion et al., 
2020), with many generations of employees working together (Hurtienne et al., 
2022; Moore & Krause, 2021) in the same organisations. Generations represent 
diversity in organisations as they reflect both the readily detectable and under-
lying attributes of diversity. While the age attribute, which is germane to diver-
sity (Inegbedion et al., 2020), is readily detectable (Jackson et al., 1995; Martins & 
Sohn, 2022), the attitudinal, thinking, behavioural and belief aspects of the gen-
erations refer to attributes which are underlying in nature (Jackson et al., 1995; 
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Martins & Sohn, 2022). Therefore, the study of generations is vital to understand 
not only the different aspects of diversity in organisations, but also because gen-
erations are at the root of many organisational phenomena (Joshi et al., 2011). 

Generations as a concept are popular with managers, media, consultants, and 
academics (Lyons & Schweitzer, 2017; Lyons et al., 2015). This popularity has led 
to several publications of books by practitioners, reports by consultants, articles 
in magazines, posts in blogs, and workshops on the differences between genera-
tions (Lyons & Schweitzer, 2017; Lyons et al., 2015). While the corporate world 
and popular media have increasingly focused on multiple generations as a 
workplace phenomenon, the academic literature on generations in the workplace 
has started only since the mid-2000s (Lyons & Schweitzer, 2017). As generation-
al research grows spurred by its popularity and importance, there are many 
challenges like generational research continuing to be descriptive, the use of 
non-theoretical approaches by researchers, the need for more empirical testing 
of the theoretical contributions (Lyons & Schweitzer, 2017), the use of USA- 
centric generational categories and categories based only on the year of birth 
(Parry & Urwin, 2021) and the lack of agreement on the conceptualisation and 
measurement of generational differences (Lyons & LeBlanc, 2019).  

While there are many challenges, this article focuses on one of the challenges 
relating to the different conceptualisations of generations in literature. The dif-
ferences in the conceptualisation and operationalization of the concept of gener-
ations are a challenge as it makes it difficult to compare and collate research in-
sights (Lyons et al., 2015). The objective of this article is to build on the previous 
literature (Alwin & McCammon, 2007; Urick et al., 2017) relating to the differ-
ent conceptualisation of generations in literature on this topic and highlight the 
different conceptualisation of generations in literature. This article begins with a 
highlight of practical challenges in the practitioner and academic contexts and 
will use the input from literature to create more understanding of the different 
generations. This understanding may help practitioners and academics to be 
more purposeful in their generational research and be clear about which con-
ceptualisation of generation is being used in their research. 

2. Meaning of Generations 

Generations is an important concept used by people to describe the relationship 
between the individual and the society (Alwin & McCammon, 2007). Even though 
the researchers use a common terminology of Generations, and the focus is on 
the individual in the society, the meanings attributed to the notion of genera-
tions can appear to be confused as the word Generation has several meanings 
(Alwin & McCammon, 2007). The popular and scientific conceptions relating to 
generations may not coincide as the non-specialists rely on the same terms 
without conceptual rigour (Alwin & McCammon, 2007). 

The word Generation can have different meanings to different people, even 
though everyone behaves as if they know the meaning of generations and these 
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differences in the meaning of generations can have an impact on both research-
ers and practitioners in many ways (Urick et al., 2017). First, the researchers 
who are examining generations could be studying different phenomena and 
could be making inaccurate interpretations leading to problematic results (Urick 
et al., 2017). Second, there could be differences between the practitioners in their 
understanding of the concept of generations and could be speaking about dif-
ferent aspects of generations while discussing with or training others about the 
differences in generations (Urick et al., 2017). Third, the press uses the word of 
generation as if it is understood by everyone similarly (Urick et al., 2017). This 
article highlights nine different conceptualisation of generations showing that 
the concept of generations has different meanings for the researchers, respon-
dents and users of the research studies.  

3. Social Forces Perspective of Generations 

The first conceptualisation of generation is based on Mannheim’s theory of 
Generations (Eyerman & Turner, 1998; Pilcher, 1994; Urick et al., 2017) as a so-
cial location in the historical-social process (Alwin & McCammon, 2007; Urick 
et al., 2017). Mannheim (1952) defined generations as people born in similar 
cultural and historical context and having the same foundational experiences 
leading to common characteristics among them (Lyons & Kuron, 2014). This is 
also called the social forces perspective (Jones et al., 2018; Lyons & Kuron, 2014: 
MacKenzie Jr. & Scherer, 2019) which views generations as groups of people 
shaped by the influences of historical events and the cultural context (Lyons & 
Kuron, 2014). Generations are considered as a social force in an organisation in-
stead of just a demographic variable in this perspective (Lyons & Kuron, 2014). 
The definition of generations by Mannheim consists of two components that of 
“common location in a historic time period and a distinct consciousness that is 
the result of important events of that time” (Joshi et al., 2011: p. 180). According 
to Mannheim (1952), Generations is “a particular kind of identity of location, 
embracing related ‘age groups’ embedded in a historical-social process” (Mann-
heim, 1952: p. 292).  

The members of a generation should be “similarly located” and should have 
experienced the same aspects of the societal processes and should have expe-
rienced the same historical events and societal experiences (Mannheim, 1952: p. 
297). A generation is not like a community, which needs its members to have 
concrete knowledge of each other and when physical proximity of the members 
is lost, it ceases to exist as a unit and a generation is not like an association 
formed for a specific purpose as an association has features focused on holding 
the group together (Mannheim, 1952). The mental data which makes up the con-
sciousness of its members is important, and it helps the members to form one 
group (Mannheim, 1952). The important factor about the mental data is the 
formative forces which shape, give character and direction to the data and the 
formative and interpretative principles which link the spatially separated indi-

https://doi.org/10.4236/jss.2023.117008


R. T. Gamaliel 
 

 

DOI: 10.4236/jss.2023.117008 109 Open Journal of Social Sciences 
 

viduals who may never meet (Mannheim, 1952). It is difficult to find when a 
generation begins, as birth and death are continuously happening, and an inter-
val exists only in families when there is a gap before the children reach their ma-
rital life (Mannheim, 1952).  

The period of a generation could be from 15 years to 30 years based on the 
understanding that people are still learning in the first 30 years of their life, and 
they live up to 60 years (Mannheim, 1952). Karl Mannheim has been identified 
as “the father of modern generational theory” (Lyons et al., 2015: p. 349) with 
many of the modern empirical generational studies based on the theoretical 
contributions of Mannheim (Spitzer, 1973) and ‘The Problem of Generations’ by 
Mannheim (1952) is considered as a systematic treatment of the concept of gen-
erations from a sociological perspective (Pilcher, 1994). The discussion on the 
differences between generations can be traced to the works of Mannheim (1952) 
and the work of Mannheim created a legacy which is enduring even today on the 
understanding of generations (Joshi et al., 2011). 

4. Generations Based on Genealogy 

The second conceptualisation of generations is that of generations as a genealog-
ical definition related to lineage or position in family lineages (Alwin & McCam-
mon, 2007; Urick et al., 2017). Genealogy refers to the retrieval and ordering of 
family data into relationship patterns and the family data consists of data like 
familial data and contextual data based on which socio-historical narrations are 
built (Durie, 2017). Genealogy is vertical by defining people in terms of their 
ancestors and is focused on family descent, connections between the kins and on 
succession (Lovell, 2008). On the other hand, Generation is focused on creating 
horizontal communities, on emphasizing simultaneity and on groups of people 
who are born around the same time (Lovell, 2008). Generations based on the 
genealogical definition reflects the view based on kinships which gives impor-
tance to defining the ancestry based on relationships through blood and mar-
riage (Joshi et al., 2011).  

The perspectives on generations based on genealogy help to gain insights on 
the transmission of values from generation to generation (Joshi et al., 2011). In 
an organisational context, genealogy can also refer to the succession by genera-
tions in specific organisational roles (Urick & Hollensbe, 2014). The literature 
relating to generations based on the genealogical theme in generations focus on 
tenure in a particular position in an organisation which help individuals to gain 
a set of experiences, values and skills that can be transferred to their successors 
(Joshi et al., 2011). The focus is also on individuals who occupy the roles in or-
ganisations gaining tenure in their positions and the separation of generations is 
based on the location of an individual which in a sequential order is linked through 
organisational values and routines (Joshi et al., 2011). The commonality between 
genealogy and generations is that both use the biological relationships as way to 
reflect on the social relationships (Lovell, 2008).  
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5. Generations as Rites of Passage 

The third conceptualisation is that of generations as shared or common rites of 
passage (Urick et al., 2017). The rites of passage was proposed by Van Gennep 
(1961) to indicate the transition and advancement of a person from one social 
status to another during the life stages of birth, puberty, marriage and parent-
hood (Wiseman, 2019). According to Van Gennep (1961) these rites consist of 
the three stages of 1) Separation in which a person gets separated from the cur-
rent social status, 2) Transition in which the person moves from the previous 
social status to a new social status and 3) Reincorporation in which the person 
gets integrated into the new social status (Wiseman, 2019). The Rites of passage 
consist of rituals and ceremonies which are performed to indicate a shift in sta-
tus from childhood to adulthood (Ginsberg et al., 2014) and consist of public in 
which an individual or a group of people transition from one stage to another 
(Eriksen, 2015). The most important rites of passage mark the transition of an 
individual from being a child to an adolescent and to an adult (Eriksen, 2015). 
These rites of passage are also signified by trials or suffering which are tempo-
rary in nature and can also have visible signs like circumcision or tattoos (Erik-
sen, 2015).  

The rites of passage function as endurance tests requiring the persons to show 
that they are willing to take up the responsibilities of becoming an adult and gain 
important knowledge during the transition which will help them transition into 
a new person (Eriksen, 2015). Some of the rites of passage in modern societies are 
confirmation, first communion, marriage, and retirement (Eriksen, 2015). The 
intergenerational rites of passage stress a sense of continuity, sense of belonging 
and sense of integration on the community members (Van der Walt & Bowman, 
2007). There are three kinds of rituals within the rites of passage relating to the 
1) Cycle of life like the rites related to birth and death, 2) Crisis rituals in which 
the community members feel that they are in danger or life-threatening situa-
tions like the soldiers who are about to enter battle and 3) Calendrical rituals re-
lating to the meaning of the passage of time like the New Year celebrations (Van 
der Walt & Bowman, 2007). There is an interplay between nature and culture in 
the rites of passage because while intergenerational rites of passage address bio-
logical aspects like birth and death, the way in which the meanings are ascribed 
to these biological events is an aspect of culture (Van der Walt & Bowman, 
2007). 

6. Generations as Socially Constructed Identity 

The fourth conceptualisation is that of the generation as a socially constructed 
identity based on perceived differences leading to in-group and out-group for-
mation, which is sustained over a period of time (Urick et al., 2017: p. 274). Ge-
nerational Identity is “a form of social identity”, which involves the knowledge 
that they belong to a generational group, an emotional investment in identifying 
themselves as its member and recognition of the perceived value involved in be-
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longing to a particular generational group (Lyons & LeBlanc, 2019). In an orga-
nisational context, generational identity refers to an “individual’s knowledge that 
he or she belongs to a generational group/role” and includes the “emotional and 
value significance” of the membership to that individual (Joshi et al., 2010: p. 
394). Three generational identities of cohort-based identity, age-based identity, 
and incumbency-based identity have been proposed within organisations (Joshi 
et al., 2010). The cohort-based identity is formed based on the entry into an or-
ganisation successively and the successive entry into an organisation leads to the 
development of unique skill sets, resources and unique experience for each co-
hort based on their placement in the chronological order (Joshi et al., 2010). 

Cohorts are groups of individuals who join an organisation together and are 
open to cohort effects which are the normal patterns of responses of the cohort 
members to the same aspects (Joshi et al., 2010). The cohort-based identity has a 
collective identity based on their shared organisational experiences and out-
comes (Joshi et al., 2010). The cohort-based identity is due to the event of orga-
nisational entry which creates experiences and outcomes that are common for 
individuals as they go through the same experiences (Joshi et al., 2010). The co-
hort-based identity approach is a coming together of the sociological views, de-
mography based on tenure in organisations and social identity theory to develop 
a cohort-based generations formed based of entry into an organisation succes-
sively (Joshi et al., 2010). The age-based generational identity is defined as “mem-
bership in an age group that shares collective memories developed during the 
formative years of life” (Joshi et al., 2010: p. 398). Based on Mannheim’s (1952) 
work, the two important elements of generations are “common location in a 
historic time period and a distinct consciousness that is the result of important 
events of that time” (Joshi et al., 2010: p. 210).  

The beliefs developed through the experiences which are formative in nature 
influence the attitudes and behaviours of the individuals and the distinct identity 
and outlook of a generation has relevance in organisational contexts (Joshi et al., 
2010). The age-based generations represent a “unique and collective set of atti-
tudes and values that emerge as a result of the successive ‘coming of age’ of birth 
year cohorts” and these attitudes and values are unique to each generation shaping 
the work related attributes in an organisational context (Joshi et al., 2010: p. 
397). The incumbency in a role or job will specify the third type of generational 
identity in organisations and this is related to a set of knowledge, skill and expe-
riences gained based on the occupation of a role for a period of time in an orga-
nisation (Joshi et al., 2010). Incumbency-based generational identity is defined 
as “occupancy in an organisational role that must be understood to be finite, has 
been occupied by a successor, and will be occupied by a predecessor” (Joshi et 
al., 2010: p. 399). Incumbency based approaches are applicable in kinship situa-
tions also in which generations is conceptualised in terms of tenure in specific 
roles as grandparent, parent, or child and with younger generations replacing 
older generations (Joshi et al., 2010). 
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Using an incumbency approach, generation is defined as tenure in “a role that 
may be an office, status, or set of responsibilities” (Wade-Benzoni, 2002: p. 1012). 
This helps to understand the intergenerational relationships between those who 
represent different incumbency-based generations (Joshi et al., 2010). According 
to kinship descent research, generations are conceptualised in terms of incum-
bency in a specific role like a parent, child or grandparent and the key focus area 
is that older generations are replaced by younger generations and these genera-
tions coexist in family units (Joshi et al., 2010). Joshi et al. (2010) have conceptu-
alised the incumbency based generation in organisations as the occupation of 
roles which are interdependent in a successive manner by individuals. Incum-
bency-based generations are evidenced in how vacancies are filled in organisa-
tions when a person departs a role and the role is filled by another person and in 
succession planning and in these incumbency based dynamics the current in-
cumbent acquires a set of knowledge and skills which are passed on to the next 
incumbent and these incumbents may also work together or compete with each 
other (Joshi et al., 2010). According to Joshi et al. (2010), these three types of 
identities may co-exist in the same organisation and primacy of any identity 
from among these three will depend on the organisational context (Joshi et al., 
2010). 

7. Lifespan Development Perspective of Generations 

The fifth conceptualisation of generations is based on the lifespan development 
perspective. The lifespan development perspective has been proposed as an al-
ternate and complementary framework for generations as it helps to understand 
age and development in terms of generations (Rudolph et al., 2021). The lifespan 
development perspective positions human development as a process that is life-
long in nature affected by the different influences (Rudolph et al., 2021). The li-
fespan developmental perspective defines intra-individual change and inter- 
individual differences but does not differentiate people based on their birth years 
or shared experience (Rudolph & Zacher, 2017). The lifespan model of genera-
tions proposes that the influence of the historical and social context happens at 
the individual level of analysis and not as a shared phenomenon, that the time- 
based generational operationalisation should not be used and that the focus 
should be at inter-individual differences (Rudolph & Zacher, 2017). The lifespan 
developmental model of generations proposes that the historical events and ex-
periences can affect the developmental outcomes of individuals and can support 
future research on generational explanations at an individual level (Rudolph & 
Zacher, 2017). 

8. Collective Consciousness Perspective of Generations 

The sixth conceptualisation of generations is based on the collective conscious-
ness perspective as collective consciousness was one of the dimensions used by 
the participants of a research study to define generations (Urick et al., 2017). 
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Collective consciousness is related to Mannheim’s theory that the events en-
countered by the generations shape their consciousness and to the concept of 
Durkheim (Joshi et al., 2011). Collective consciousness is also explained by some 
scholars through the use of identity theories and identification of generations 
with peers (Boyle, 2023). Collective consciousness was proposed by (Durkheim, 
1893; Walker, 2018) and refers to the collective common beliefs of people which 
form the basis for social coherence and applies to all societies regardless of size 
(Malczewski, 2019). Collective consciousness forms the basis for defining a so-
cial entity and can take many forms like religion and family and their subtypes 
like Catholics and nuclear families (Malczewski, 2019).  

When people share similar experiences or environment, they tend to develop 
a collective consciousness leading to identification with that particular group of 
people or community (Walker, 2018). Collective Consciousness refers to the whole 
behaviour of the group and not individual identifies of the members of the 
group and this leads to the development of a new identity based on the expe-
riences of all the members of the group (Walker, 2018). The participation of mem-
bers in a collective consciousness happens based on their membership in a par-
ticular religion, as family members, as part of an organisation and as part of a 
community (Walker, 2018). Within collective consciousness, Durkheim proposed 
mechanical and organic solidarity in which mechanical solidarity was characte-
rized by similarity and shared nature and organic solidarity was characterized by 
differentiation and (Walker, 2018).  

9. Generations Based on Contributions of People 

The seventh conceptualisation of generations is based on the perspective of con-
tributions by people and this was one of the dimensions used by the participants 
of a research study to define generations (Urick et al., 2017). The participants in 
the research study identified generations based on the outstanding or significant 
contributions made by groups of people (Urick et al., 2017). The impact of the 
accomplishment helped to define a generation and an example are the veterans 
who made significant contributions to their country by servicing during the war 
(Urick et al., 2017). The older participants of the study were the ones to articu-
late the concept of generations based on significant contributions as the younger 
participants had not made any significant contributions yet (Urick et al., 2017). 
In line with this generational conceptualisation based on contributions, the re-
search by Martinez Jimenez (2009) on women involvement in business showed 
two generations of contributions and while the first generation of research con-
tribution was focused on the obstacles faced by women while joining the family 
business, the second generation of research contributions was focused on the 
opportunities offered by family business to women (Gupta & Levenburg, 2013). 

10. Generations as Sub-Cultures 

The eighth conceptualisation of generations is that of generations as Sub-Cultures. 

https://doi.org/10.4236/jss.2023.117008


R. T. Gamaliel 
 

 

DOI: 10.4236/jss.2023.117008 114 Open Journal of Social Sciences 
 

In this conceptualisation generations are considered as national sub-cultures 
which reflect the values that are considered important during a particular period 
of a country’s history (Cox et al., 2014; Egri & Ralston, 2004). According to the 
Generational sub-culture theory “the significant macro level social, political and 
economic events that occurred during a birth cohort’s impressionable pre-adult 
years result in a generational identity comprised of a distinctive set of values, be-
liefs, expectations, and behaviours that remain relatively stable throughout a 
generation’s lifetime” (Egri & Ralston, 2004: p. 210). The generational subcul-
tures help to understand the evolutionary process of cultural change and the ge-
nerational cohorts reflect the values which are emphasized during a particular 
period encapsulating the nature of cultural change that has taken place in that 
country (Egri & Ralston, 2004). The generational sub-cultures help to under-
stand the evolutionary process of change within a culture, and they capture the 
kind of change that has happened in a particular location (Egri & Ralston, 2004).  

The generational sub-culture theory is of specific interest to researchers fo-
cused on cross cultural research due to the complexity of cultures and subcul-
tures around the world triggered by varying combinations of cultural conver-
gence and divergence and migration patterns (Robertson et al., 2012). According 
to the generational subculture theory the values acquired by individuals during 
their childhood and adolescence is exhibited in the adulthood stages and these 
values tend to be stable throughout the lifetime of an individual (Ralston et al., 
2015; Robertson et al., 2012). Generational subcultures influence the national 
cultural orientations because the individuals who belong to different generation-
al cohorts have experienced events differently which have influenced their pre-adult 
years (Ghosh & Chaudhuri, 2009). The generational subcultures are formed 
within organisations due to the differences in the perceptions of the generational 
cohorts (Moss & Martins, 2014) and the members of a generational subculture 
depend on shared aspects like values, beliefs and attitudes which operate as frame-
works to enable these members to think, act and lead (Balda & Mora, 2011). The 
generational subculture approach to examining generations is a significant op-
portunity for further research (Cox et al., 2014; Lee et al., 2022). 

11. Generations as Birth Cohorts 

The ninth conceptualisation is that of generations as birth cohorts based on their 
birth year or biological age, and this conceptualisation prioritises age compared 
to other factors for defining a generation (Urick et al., 2017). This is called the 
cohort’s perspective and views generations as groups of people who are born in a 
particular period (Lyons & Kuron, 2014). This conceptualisation has received 
significant amount of attention, and the popular generational groups like baby 
boomers, generation X, and generation Y are based on this approach, and these 
generational categories are based on the year of birth (Urick et al., 2017). Major-
ity of generational research has focused on defining the samples based on the 
generational cohorts (Urick et al., 2017) and proximity to events and other dif-
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ferential aspects based on chronology are used to differentiate the cohorts (Parry & 
Urwin, 2011). The cohort perspective emerged from the work of Ryder (1965) 
and is one of the distinct approaches within generational approach and the other 
being the social forces perspective which is based on Mannheim’s (1952) theory 
(Lyons & Kuron, 2014).  

12. Discussion 

The implication of the nine different conceptualisations of generations in litera-
ture is that a common approach to defining generations does not exist and this is 
supported by Mannheim (1952) also. Generations are an elusive construct and 
even though there are challenges with studying generations, this is an important 
area as generation is at the heart of many organisational challenges (Joshi et al., 
2010). The reality of multiple generations at work cannot be denied by anyone as 
generational differences are becoming a critical factor in the workplace because 
four generations co-exist in the organisations and the fifth generation is entering 
the workforce (Burton et al., 2019). Furthermore, many organisational challenges 
are related to generational phenomena and its impact are seen on outcomes like 
hiring, employee retention, planning successors, communication, transfer of 
skills and sharing knowledge (Joshi et al., 2011). Generations are as real as race 
and ethnicity and have been very useful to understand the differences between 
people (Campbell et al., 2015).  

The limitation of this article is that it is focused only on the different concep-
tualisations of generations in literature and more research is required to examine 
whether there are other conceptualisations in literature in addition to what has 
been highlighted in this article. The different conceptualisations of generations 
highlight several important considerations for practitioners and academics re-
lating to generational research. The first is that the researcher should ensure that 
they are clear about the choice of their conceptualisation before they begin their 
research as this will help to have a coherent approach in their research. Second, 
the researcher should clearly state their choice of conceptualisation and the rele-
vant definition so that the respondents are able to provide a relevant response 
and the receivers of the research study are also able to decide on the relevance of 
the research study to their needs. Third, the researcher should ensure an align-
ment of the conceptualisation with the research design and data collection me-
thods for ensuring credible research. Fourth, the researcher should be able to 
reference the relevant scholars related to a particular generational conceptualisa-
tion so that their research adds to that specific body of knowledge.  

13. Conclusion 

This article has highlighted the nine different conceptualisations of generations 
in literature and considerations for generational research. There is a need for 
nuanced approaches to the research and application of generations (Parry & 
Urwin, 2021) and these different conceptualisations offer different approaches to 
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examine the concept of generations. The various conceptualisations of genera-
tions show the growing diversity of the concept of generations and each con-
ceptualisation presents a unique opportunity for researchers to make original 
contributions. It is not about which conceptualisation is better than the other, 
but the focus should be the research gap and the interest of the researcher. Each 
conceptualisation of generations has the potential to contribute to both theory 
and practice as it enables researchers to examine generations and generational 
differences from different perspectives. 

Statements and Declarations 

The author did not receive any funding or financial support for this article. 

Conflicts of Interest 

The author declares no conflicts of interest regarding the publication of this pa-
per. 

References 
Alwin, D. F., & McCammon, R. J. (2007). Rethinking Generations. Research in Human 

Development, 4, 219-237. https://doi.org/10.1080/15427600701663072 

Arsenault, P. M. (2004). Validating Generational Differences: A Legitimate Diversity and 
Leadership Issue. Leadership & Organization Development Journal, 25, 124-141.  
https://doi.org/10.1108/01437730410521813 

Balda, J. B., & Mora, F. (2011). Adapting Leadership Theory and Practice for the Net-
worked, Millennial Generation. Journal of Leadership Studies, 5, 13-24.  
https://doi.org/10.1002/jls.20229 

Boyle, K. A. (2023). Millennial Career-Identities: Reevaluating Social Identification and 
Intergenerational Relations. Journal of Intergenerational Relationships, 21, 89-109.  
https://doi.org/10.1080/15350770.2021.1945989 

Burton, C. M., Mayhall, C., Cross, J., & Patterson, P. (2019). Critical Elements for Multi-
generational Teams: A Systematic Review. Team Performance Management, 25, 369-401.  
https://doi.org/10.1108/TPM-12-2018-0075 

Campbell, W. K., Campbell, S. M., Siedor, L. E., & Twenge, J. M. (2015). Generational 
Differences Are Real and Useful. Industrial and Organizational Psychology, 8, 324-331.  
https://doi.org/10.1017/iop.2015.43 

Cox, A., Hannif, Z., & Rowley, C. (2014). Leadership Styles and Generational Effects: 
Examples of US Companies in Vietnam. International Journal of Human Resource Man-
agement, 25, 1-22. https://doi.org/10.1080/09585192.2013.778311 

Durie, B. (2017). What Is Genealogy? Philosophy, Education, Motivations and Future 
Prospects. Genealogy, 1, Article No. 4. https://doi.org/10.3390/genealogy1010004 

Durkheim, E. (1893/1997). The Division of Labor in Society. Simon and Schuster.  

Egri, C. P., & Ralston, D. A. (2004). Generation Cohorts and Personal Values: A Com-
parison of China and the United States. Organization Science, 15, 210-220.  
https://doi.org/10.1287/orsc.1030.0048 

Eriksen, T. H. (2015). Small Places, Large Issues: An Introduction to Social and Cultural 
Anthropology. Pluto Press. https://doi.org/10.2307/j.ctt183p184 

https://doi.org/10.4236/jss.2023.117008
https://doi.org/10.1080/15427600701663072
https://doi.org/10.1108/01437730410521813
https://doi.org/10.1002/jls.20229
https://doi.org/10.1080/15350770.2021.1945989
https://doi.org/10.1108/TPM-12-2018-0075
https://doi.org/10.1017/iop.2015.43
https://doi.org/10.1080/09585192.2013.778311
https://doi.org/10.3390/genealogy1010004
https://doi.org/10.1287/orsc.1030.0048
https://doi.org/10.2307/j.ctt183p184


R. T. Gamaliel 
 

 

DOI: 10.4236/jss.2023.117008 117 Open Journal of Social Sciences 
 

Eyerman, R., & Turner, B. S. (1998). Outline of a Theory of Generations. European Jour-
nal of Social Theory, 1, 91-106. https://doi.org/10.1177/136843198001001007 

Ghosh, R., & Chaudhuri, S. (2009). Inter-Generational Differences in Individualism/ 
Collectivism Orientations: Implications for Outlook towards HRD/HRM Practices in 
India and the United States. New Horizons in Adult Education and Human Resource 
Development, 23, 5-21. https://doi.org/10.1002/nha3.10356 

Ginsberg, P. E., Kariuki, P. W., & Kimamo, C. (2014). The Changing Concept of Adoles-
cence in Kenya: Three Generations Speak. Psychological Thought, 7, 55-65.  

Gupta, V., & Levenburg, N. M. (2013). Women in Family Business: Three Generations of 
Research. In K. X. Smyrnios, P. Z. Poutziouris, & S. Goel (Eds.), Handbook of Research 
on Family Business (2nd ed., pp. 346-367). Edward Elgar Publishing.  
https://doi.org/10.4337/9781781009383.00027 

Hurtienne, M. W., Hurtienne, L. E., & Kempen, M. (2022). Employee Engagement: 
Emerging Insight of the Millennial Manufacturing Workforce. Human Resource Devel-
opment Quarterly, 33, 137-156. https://doi.org/10.1002/hrdq.21453 

Inegbedion, H., Sunday, E., Asaleye, A., Lawal, A., & Adebanji, A. (2020). Managing Di-
versity for Organizational Efficiency. Sage Open, 10.  
https://doi.org/10.1177/2158244019900173 

Jackson, S. E., May, K. E., Whitney, K., Guzzo, R. A., & Salas, E. (1995). Understanding 
the Dynamics of Diversity in Decision-Making Teams. In R. Guzzo, & E. Salas (Eds.), 
Team Effectiveness and Decision Making in Organizations (pp. 204-261). Jossey-Bass. 

Jones, J. S., Murray, S. R., & Tapp, S. R. (2018). Generational Differences in the Work-
place. The Journal of Business Diversity, 18, 88-97.  
https://doi.org/10.33423/jbd.v18i2.528 

Joshi, A., Dencker, J. C., & Franz, G. (2011). Generations in Organizations. Research in 
Organizational Behavior, 31, 177-205. https://doi.org/10.1016/j.riob.2011.10.002 

Joshi, A., Dencker, J. C., Franz, G., & Martocchio, J. J. (2010). Unpacking Generational 
Identities in Organizations. Academy of Management Review, 35, 392-414.  
https://doi.org/10.5465/amr.35.3.zok392 

Lee, J. M., Paik, Y., Vance, C., Li, D., & Groves, K. (2022). The Evolution of Business Eth-
ics in China and the United States: Convergence, Divergence, or Crossvergence? Man-
agement and Organization Review, 18, 658-685. https://doi.org/10.1017/mor.2021.68 

Lovell, S. (2008). From Genealogy to Generation: The Birth of Cohort Thinking in Russia. 
Kritika: Explorations in Russian and Eurasian History, 9, 567-594.  
https://doi.org/10.1353/kri.0.0016 

Lyons, S. T., & LeBlanc, J. E. (2019). Generational Identity in the Workplace: Toward 
Understanding and Empathy. In R. K. Burke, & A. M. Richardsen (Eds.), Creating 
Psychologically Healthy Workplaces (pp. 270-291). Edward Elgar Publishing.  
https://doi.org/10.4337/9781788113427.00022  

Lyons, S., & Kuron, L. (2014). Generational Differences in the Workplace: A Review of 
the Evidence and Directions for Future Research: Generational Differences in the 
Workplace. Journal of Organizational Behavior, 35, S139-S157.  
https://doi.org/10.1002/job.1913 

Lyons, S., & Schweitzer, L. (2017). A Qualitative Exploration of Generational Identity: 
Making Sense of Young and Old in the Context of Today’s Workplace. Work, Aging 
and Retirement, 3, 209-224. https://doi.org/10.1093/workar/waw024 

Lyons, S., Urick, M., Kuron, L., & Schweitzer, L. (2015). Generational Differences in the 
Workplace: There Is Complexity beyond the Stereotypes. Industrial and Organizational 

https://doi.org/10.4236/jss.2023.117008
https://doi.org/10.1177/136843198001001007
https://doi.org/10.1002/nha3.10356
https://doi.org/10.4337/9781781009383.00027
https://doi.org/10.1002/hrdq.21453
https://doi.org/10.1177/2158244019900173
https://doi.org/10.33423/jbd.v18i2.528
https://doi.org/10.1016/j.riob.2011.10.002
https://doi.org/10.5465/amr.35.3.zok392
https://doi.org/10.1017/mor.2021.68
https://doi.org/10.1353/kri.0.0016
https://doi.org/10.4337/9781788113427.00022
https://doi.org/10.1002/job.1913
https://doi.org/10.1093/workar/waw024


R. T. Gamaliel 
 

 

DOI: 10.4236/jss.2023.117008 118 Open Journal of Social Sciences 
 

Psychology, 8, 346-356. https://doi.org/10.1017/iop.2015.48 

MacKenzie Jr., W. I., & Scherer, R. F. (2019). Millennial Research on Fleek: Suggestions 
for Improving Generational Research Design. The Journal of Social Psychology, 159, 
119-124. https://doi.org/10.1080/00224545.2019.1572967 

Malczewski, E. (2019). Durkheim and the Nation. İstanbul University Journal of Sociol-
ogy, 39, 41-64. https://doi.org/10.26650/SJ.2019.39.1.0013 

Mannheim, K. (1952). The Problem of Generations. In P. Kecskemeti (Ed.), Essays on the 
Sociology of Knowledge (pp. 276-322). Routledge & Kegan Paul.  

Martinez Jimenez, R. (2009). Research on Women in Family Firms: Current Status and 
Future Directions. Family Business Review, 22, 53-64.  
https://doi.org/10.1177/0894486508328813 

Martins, L. L., & Sohn, W. (2022). How Does Diversity Affect Team Cognitive Processes? 
Understanding the Cognitive Pathways Underlying the Diversity Dividend in Teams. 
The Academy of Management Annals, 16, 134-178.  
https://doi.org/10.5465/annals.2019.0109 

Moore, S., & Krause, A. (2021). Working with Generationally Similar or Different Col-
leagues: Impacts on Perceptions of Generational Stereotypes and Work-Related Atti-
tudes. The Psychologist Manager Journal, 24, 115-139.  
https://doi.org/10.1037/mgr0000113 

Moss, M., & Martins, N. (2014). Generational Sub-Cultures: Generation Y a Sub-Culture? 
Mediterranean Journal of Social Sciences, 5, 147-160.  
https://doi.org/10.5901/mjss.2014.v5n21p147 

Parry, E., & Urwin, P. (2011). Generational Differences in Work Values: A Review of 
Theory and Evidence: Generational Differences in Work Values. International Journal 
of Management Reviews, 13, 79-96. https://doi.org/10.1111/j.1468-2370.2010.00285.x 

Parry, E., & Urwin, P. (2021). Generational Categories: A Broken Basis for Human Re-
source Management Research and Practice. Human Resource Management Journal, 31, 
857-869. https://doi.org/10.1111/1748-8583.12353 

Pilcher, J. (1994). Mannheim’s Sociology of Generations: An Undervalued Legacy. British 
Journal of Sociology, 45, 481-495. https://doi.org/10.2307/591659 

Ralston, D. A., Egri, C. P., Karam, C. M., Naoumova, I., Srinivasan, N., Casado, T., Li, Y., 
& Alas, R. (2015). The Triple-Bottom-Line of Corporate Responsibility: Assessing the 
Attitudes of Present and Future Business Professionals across the BRICs. Asia Pacific 
Journal of Management, 32, 145-179. https://doi.org/10.1007/s10490-014-9376-x 

Robertson, C. J., Ralston, D. A., & Crittenden, W. F. (2012). The Relationship between 
Cultural Values and Moral Philosophy: A Generational Subculture Theory Approach. 
AMS Review, 2, 99-107. https://doi.org/10.1007/s13162-012-0029-2 

Rudolph, C. W., & Zacher, H. (2017). Considering Generations from a Lifespan Devel-
opmental Perspective. Work, Aging and Retirement, 3, 113-129.  

Rudolph, C. W., Katz, I. M., Ruppel, R., & Zacher, H. (2021). A Systematic and Critical 
Review of Research on Respect in Leadership. The Leadership Quarterly, 32, Article ID: 
101492. https://doi.org/10.1016/j.leaqua.2020.101492 

Ryder, N. B. (1965). The Cohort as a Concept in the Study of Social Change. American So-
ciological Review, 30, 843-861. https://doi.org/10.2307/2090964 

Spitzer, A. B. (1973). The Historical Problem of Generations. The American Historical Re-
view, 78, 1353-1385. https://doi.org/10.2307/1854096 

Urick, M. J., & Hollensbe, E. C. (2014). Toward an Identity-Based Perspective of Genera-

https://doi.org/10.4236/jss.2023.117008
https://doi.org/10.1017/iop.2015.48
https://doi.org/10.1080/00224545.2019.1572967
https://doi.org/10.26650/SJ.2019.39.1.0013
https://doi.org/10.1177/0894486508328813
https://doi.org/10.5465/annals.2019.0109
https://doi.org/10.1037/mgr0000113
https://doi.org/10.5901/mjss.2014.v5n21p147
https://doi.org/10.1111/j.1468-2370.2010.00285.x
https://doi.org/10.1111/1748-8583.12353
https://doi.org/10.2307/591659
https://doi.org/10.1007/s10490-014-9376-x
https://doi.org/10.1007/s13162-012-0029-2
https://doi.org/10.1016/j.leaqua.2020.101492
https://doi.org/10.2307/2090964
https://doi.org/10.2307/1854096


R. T. Gamaliel 
 

 

DOI: 10.4236/jss.2023.117008 119 Open Journal of Social Sciences 
 

tions. In E Parry (Ed.), Generational Diversity at Work: New Research Perspectives 
(pp. 114-128). Routledge.   

Urick, M. J., Hollensbe, E. C., & Fairhurst, G. T. (2017). Differences in Understanding 
Generation in the Workforce. Journal of Intergenerational Relationships, 15, 221-240.  
https://doi.org/10.1080/15350770.2017.1329583 

Van der Walt, C., & Bowman, B. (2007). Intergenerational Rites of Passage. In N. Dun-
can, B. Bowman, A. Naidoo, J. Pillay, & V. Roos (Eds.), Community Psychology: Analy-
sis, Context and Action (pp. 137-149). UCT Press.   

Van Gennep, A. (1961). The Rites of Passage (Translated by M. B. Vizedom, & G. L. Caf-
fee). University of Chicago Press.  
https://doi.org/10.7208/chicago/9780226027180.001.0001 

Wade-Benzoni, K. A. (2002). A Golden Rule over Time: Reciprocity in Intergenerational 
Allocation Decisions. Academy of Management Journal, 45, 1011-1028.  

Walker, A. (2018). Collective Consciousness and Gender. Springer.  
https://doi.org/10.1057/978-1-137-54414-8 

Wiseman, R. (2019). Getting beyond Rites of Passage in Archaeology: Conceptual Meta-
phors of Journeys and Growth. Current Anthropology, 60, 449-474.  
https://doi.org/10.1086/704696 

https://doi.org/10.4236/jss.2023.117008
https://doi.org/10.1080/15350770.2017.1329583
https://doi.org/10.7208/chicago/9780226027180.001.0001
https://doi.org/10.1057/978-1-137-54414-8
https://doi.org/10.1086/704696

	The Different Conceptualisations of Generations in Literature
	Abstract
	Keywords
	1. Introduction
	2. Meaning of Generations
	3. Social Forces Perspective of Generations
	4. Generations Based on Genealogy
	5. Generations as Rites of Passage
	6. Generations as Socially Constructed Identity
	7. Lifespan Development Perspective of Generations
	8. Collective Consciousness Perspective of Generations
	9. Generations Based on Contributions of People
	10. Generations as Sub-Cultures
	11. Generations as Birth Cohorts
	12. Discussion
	13. Conclusion
	Statements and Declarations
	Conflicts of Interest
	References

