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Abstract 

This study explores the role of mentorship and reverse mentorship in facilitating intergenerational 

knowledge exchange between Millennials (born 1981-1996) and Generation Z (born 1997-2012), with 

a focus on Human Resource Management (HRM) as a strategic enabler. Given the growing 

generational diversity within modern workplaces, this research addresses the knowledge-sharing gap by 

analyzing how HR can bridge intergenerational divides through structured mentorship initiatives.  

Employing a qualitative, secondary data-based approach, the study undertakes a thematic analysis of 

existing literature, organizational reports, and case studies. Three core themes emerged: communication 

and collaboration styles across generations, the impact of mentorship on skills development, and the 

outcomes of HR-led interventions.  

Findings suggest that both mentorship and reverse mentorship enhance reciprocal learning, promote 

engagement, and support organizational growth. The study concludes with practical implications for 

HR policy and practice, highlighting the need for further primary research to evaluate cultural and 

contextual factors in the effectiveness of intergenerational mentoring. 
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Introduction 

Background 

The current organizations are facing an unmatched merging of the various generations in the 

workforce, mainly the Millennials (born 1981-1996) and Generation Z (born 1997-2012). 

These generational groups vary in their debut experiences, values, work preferences, and 

communication styles, which all influence how they procure, distribute, and utilize 

proficiency in the workplace environment [1]. Whereas Millennials came into the job market 

at a time when the digital age was taking hold, and management style was commonly defined 

by teamwork, adaptability, and working on a mission, Gen Z is born digital natives who have 

been reared in the fast-transforming world of every-day technology where priority is given to 

intimacy, diversity, and innovation.  

As this demographic scenario continues to evolve, organizations are becoming increasingly 

aware of the strategic necessity of intergenerational knowledge exchange. Tacit and explicit 

knowledge are competitive organizational resources that must be shared effectively across 

generations to maintain innovation, performance, and competitiveness [2]. However, the 

conventional linear transmission of knowledge model, based on older workers teaching 

younger ones, may not be adequate. A new model of learning has emerged, featuring reverse 

mentorship, where younger staff members train older staff on topics such as digital literacy, 

embracing diversity, and cultural trends. In this case, Human Resource Management (HRM) 

functions as a catalyst for planned learning spaces and intergenerational mentoring programs 
[3]. HR practitioners can execute, plan, and assess mentorship and reverse mentorship 

programs that support organizational aspirations and are responsive to the specific needs and 

competencies of both Millennials and Gen Z. 

 

Problem Statement 

The advantages of having a diverse generation may be abundant, but most organizations are 

failing to capitalize on them.  
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 This may result in miscommunication, stereotyping, and a 

refusal to cooperate, thereby hindering the flow of 

knowledge. The lack of compatibility in values, 

expectations, and learning styles may impede the 

development of trust and mutual understanding, which are 

prerequisites for knowledge exchange [4]. HR departments 

have, in many cases, had no strategic means to achieve 

meaningful intergenerational interaction beyond superficial 

diversity programs. This disparity necessitates further 

research on how organized mentoring and reverse mentoring 

can serve as a means of reducing the generational divide and 

enhancing organizational learning. 

 

Purpose of the study 

The primary purpose of this research is to investigate the 

role of HR in utilizing mentorship and reverse mentorship as 

tools for facilitating intergenerational knowledge exchange 

between Millennials and Gen Z. The research will conduct a 

thematic analysis of secondary sources to identify how 

organizations can more actively expose their HR strategies 

to encourage mutual learning and mitigate intergenerational 

conflict. 

 

Aim of the study 

To explore how mentorship and reverse mentorship 

facilitate knowledge exchange between Millennials and Gen 

Z and examine the role of HR in enabling these practices. 

 

Objectives 

 To understand generational differences in knowledge 

preferences. 

 To analyze how HR promotes mentorship and reverse 

mentorship. 

 To evaluate benefits and challenges of intergenerational 

knowledge exchange. 

 

Research Questions 

 What is the key knowledge-sharing traits of Millennials 

and Gen Z? 

 How does HR support mentorship/reverse mentorship 

initiatives? 

 What challenges and best practices are associated with 

intergenerational mentorship? 

 

Significance of the study 

This research contributes to both the scholarly literature and 

HR practice, underscoring the potential value of mentorship 

and reverse mentorship in bridging generational gaps, as 

well as the effectiveness of learning within an organization. 

It highlights the strategic purpose of HR in supporting 

inclusive, adaptive, and futuristic practices of knowledge 

exchanges [5]. The results will inform HR practices, 

leadership training models, and intergenerational 

engagement programs that can foster a more collaborative 

and innovative workforce. 

 

Literature Review 

The highly critical literature review in this paper examines 

the scholarly arguments about generational effects, both in 

the workplace and in the context of knowledge exchange 

and Human Resource Management (HRM) practices. The 

particular focus is on how mentorship and reverse 

mentorship ensure intergenerational learning among 

Millennials and Generation Z. The section also discusses a 

theoretical premise based on the Social Learning Theory and 

the Knowledge Management Theory, which are also good 

resources to consider in tendering a good perspective of HR 

strategy concerning knowledge transfer across the 

generational barriers. 

 

A. Theoretical Framework 

Social Learning Theory (SLT): According to the Social 

Learning Theory, humans learn through the acquisition of 

knowledge, behaviors, and skills by observing others in a 

social context. The concept of modeling is central to SLT, as 

learners mimic the behaviors of role models, including those 

perceived as competent or credible. This theory is 

particularly relevant in mentorship and reverse mentorship 

settings, where interpersonal interaction generates 

knowledge in both directions [6]. Traditional mentorship can 

involve Millennials as the mentors of Gen Z employees 

through modeling professional behavior, organizational 

culture, and tacit knowledge concerning institutional XP.  

 

 
Source: 7 

 

Fig 1: Social Learning Theory 
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 On the other hand, in situations where there is reverse 

mentorship, Gen Z employees can serve as role models in 

areas where they may possess a comparative advantage, 

such as digital fluency, technological adaptability, and 

inclusive thinking. Observational learning extends the 

internalization of new skills and attitudes, which leverages a 

more flexible and intergenerationally coherent workforce [7]. 

To the HR, SLT highlights the significance of curated 

mentorship combinations, psychological safety, and 

organizational role-modeling. Such leadership endorsement, 

reward systems in mentorship engagement, and inclusive 

training settings are part of HR interventions that can 

operationalize SLT principles in a world of continuous and 

socially embedded learning. 

Knowledge Management Theory (KMT) 

The Knowledge Management Theory (KMT) is used to 

inform the creation, dissemination, and internalization of 

knowledge within organizations. Key to this is the SECI 

model that describes four knowledge conversion processes: 

socialization, externalization, combination, and 

internalization. This model uses mentorship and reverse 

mentorship as primary tools [8]. Experience is a key 

component of informal mentoring, enabling the sharing of 

tacit knowledge through socialization. Externalization 

involves verbalizing expertise with the help of a mentor and 

mentee. Combination combines precise knowledge, whereas 

internalization is part of learning by doing, augmented with 

instructions. 

 

 
Source: 9 

 

Fig 2: Knowledge Management Theory (KMT) 
 

In the present research, the accumulated experience of 

Millennials generally leads to externalization and 

combination, while Gen Z impacts socialization and 

internalization, primarily through digital fluency. HR 

exercises strategic positions, helping arrange such 

exchanges with digital tools, mentorship models, and 

knowledge-sharing functions [9]. Therefore, KMT 

emphasizes the role that HR plays in preserving knowledge, 

fostering learning agility, and facilitating the 

intergenerational flow of knowledge to meet changing 

organizational requirements. KMT describes how reverse 

mentorship can help HR maintain institutional memory and 

ensure future-proofed skills and communities of practice by 

improving informal and more formal knowledge transfer 

channels. 

 

B. Review of Key Literature 

Generational learning styles and expectations 

According to Widen et al., (2020), Millennials and 

Generation Z exhibit different knowledge-sharing behaviors 

depending on their access to technology, learning 

conditions, and work expectations [10]. They claim that Gen 

Z, as digital natives, is more oriented towards informal, fast-

paced, and tech-enabled learning environments. In contrast, 

Millennials are more oriented towards collaborative, 

experiential, and feedback-based. This view aligns with the 

notion that customized learning interventions are essential to 

optimize knowledge transfer across generations. 

Conversely, the limitations of arguing against the 

essentialist approach to generational category labelling are 

fundamental, as Rudolph et al., (2021) posit that the 

presumed generational differences have been 

overemphasized and lack of sound empirical support [11]. 

Individual, contextual, and organizational-level variables, 

argue these researchers, are more predictive of learning 

preferences than generational labels alone. This raises 

doubts about the usefulness of generic generational ideas in 

HR practice and cautions against simplification in program 

design. 

According to a study by Khattak et al., (2021), which 

confirms concerns about reverse mentorship, young staff 

tend to be more competent and flexible when it comes to 

digitalization. Nonetheless, they did indicate that there is 

diversity within generation cohorts, and successful 

mentorship programs should consider this diversity within 

age groups [12]. The literature as a whole demonstrates a 

contested landscape, underscoring the necessity for HR to 

develop flexible, evidence-based approaches to designing 
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 intergenerational learning systems. Stereotyping generations 

threatens to perpetuate discrimination in inclusive learning 

cultures. They indicate that organizations should evaluate 

learning needs based on diagnostic tools and not on age 

assumptions. This perspective underscores the need for a 

personalized learning environment tailored to individual 

skills rather than generational characteristics. The HR, 

therefore, must shift the focus of sorting by age to enable 

learner-friendly modular setups that take into account 

individual learning profiles. 

 

Mentorship and reverse mentorship models 

According to Garg, Murphy, and Singh (2021), reverse 

mentoring can be effective in enhancing employee work 

outcomes through increased engagement in their work when 

combined with job crafting strategies. They also stress that 

younger workers, as teachers, can inject novelty and digital 

literacy that may reinvigorate the functions of older ones [13]. 

According to their results, reverse mentoring is not only a 

mechanism of knowledge transfer but also a means of 

further growth in motivation and productivity. Conversely, 

according to the research of Madhavanprabhakaran et al., 

(2022), although reverse mentoring can encourage 

intergenerational learning, it may not be as effective in 

highly hierarchical or conservative careers and occupations, 

such as nursing [14]. They advise that age stereotyping and 

hierarchy might not make open communication easier, 

thereby reducing the effectiveness of the model unless a 

strong organizational culture and leadership support backs 

it. Meanwhile, as Valle, Lorduy-Arellano, and Porras-

Gonzalez (2022) promote, reverse mentoring can be a 

revolutionary pedagogy. Their analysis of in-service 

teachers shows the impact younger mentors had in changing 

a decades-old belief in language teaching. Nevertheless, 

they agree that preserving credibility and respect between 

intergenerational mentors and mentees is challenging [15]. 

Overall, the literature indicates that reverse mentoring is a 

promising yet sensitive model. The ability of HR to interact 

with the norms of different generations, work with 

perceptions, and establish psychologically safe teaching 

conditions determines its success.  

Reverse mentorship is mutually beneficial as long as the 

relational dynamics and the learning objectives are built into 

it. They focus on the significance of trust building and 

explicit expectations in reducing the tension related to 

hierarchy. This also advances the belief that effective 

mentorship requires more than the allocation of roles; it also 

necessitates a shift in organizational culture that embraces 

mutual learning and dedication to development, particularly 

in cross-generational relations. 

 

HR’s role in knowledge management 

According to Matějka and Koř Stan (2024), Human 

Resource professionals play a key role in intergenerational 

knowledge transfer through the design of learning activities 

that create a learning environment conducive to 

collaborative learning experiences. According to them, HR 

can serve as a facilitator between cohorts of multiple 

generations by crafting developmental models that combine 

formal training and informal learning [16]. Their paper 

emphasizes the importance of experience-sharing programs 

that bridge the generation of learning preferences in 

facilitated settings. Conversely, HR might play an overrated 

role in the absence of a serious pedagogical design (Boluk 

and Miller, 2021). They claim that unless HR creates 

mentorship within the broader strategic contextual 

framework, in terms of tying it to institutional learning 

objectives and pedagogic inclusivity, mentoring programs 

will be performative [17]. They emphasize that effective 

intergenerational knowledge transfer requires participatory 

models in which the younger and older workers remain 

equally powerful. 

In line with this debate, which Madhavanprabhakaran et al., 

(2022) further argue, HR should not only facilitate the 

logistical aspects of reverse mentoring but also help 

overcome the deep-seated generation biases that hinder trust 

and knowledge transfer. They call for HR interventions that 

promote psychological safety, build mutual respect, and 

incentivize open communication. Taken together, the 

literature reflects consensus on HR’s critical role yet 

diverges on how deeply HR must embed intergenerational 

learning into the organization’s core knowledge 

management strategy [18]. The knowledge management 

efforts often fail when HR overlooks informal knowledge 

networks, such as peer communities and social learning 

groups. They recommend that HR should actively map and 

support these organic systems to supplement formal 

programs. Integrating mentorship into these networks can 

ensure knowledge flows more authentically, especially 

across generational lines, and enhances retention and 

innovation by embedding learning in daily organizational 

routines. 

 

Literature Gap 
Despite growing interest in intergenerational knowledge 

exchange, limited research critically examines how HR 

operationalizes mentorship and reverse mentorship, 

specifically between Millennials and Gen Z. Existing studies 

often generalize generational dynamics or focus on single-

directional models, underscoring the need for a deeper 

exploration of HR’s strategic role in reciprocal mentoring 

frameworks. 

 

Research Methodology  
This study adopts a Qualitative, Exploratory Research 

Design, employing Secondary Data sources to investigate 

the role of mentorship and reverse mentorship in facilitating 

knowledge exchange between Millennials and Generation Z, 

with a particular focus on the role of Human Resource 

Management (HRM). Qualitative Research is well-suited to 

exploring complex social phenomena such as 

intergenerational dynamics and organizational behavior, 

allowing for a nuanced understanding of the underlying 

processes [19]. The exploratory nature of the study is 

indicative of the evolving discussions about generational 

learning styles, mentoring, and the role of HR in bridging 

the generation gap. 

A Secondary Research approach is employed, drawing on 

available literature, practitioner reports, and case studies 

from peer-reviewed journals, conference proceedings, and 

organizational white papers. There was no primary data in 

this study. This approach was selected to refer to a diversity 

of academic and practical sources and maintain academic 

and ethical integrity [20]. Secondary sources will enable a 

streamlined synthesis of current knowledge, which is 

especially true given the newness of reverse mentorship and 

the apparent lack of empirical data on this particular 

generational issue. 
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 Thematic Analysis was employed as the primary method of 

data interpretation. Based on the framework by Braun and 

Clarke (2006), the coding of relevant literature was 

conducted to identify common trends and themes regarding 

knowledge-sharing behavior, mentorship outcomes, and HR 

interventions. The induction generated themes grounded in 

the data while also being informed by the theoretical focus 

of Social Learning Theory and Knowledge Management 

Theory [21]. This will allow the finding of conceptual 

connections between attributes of various generations, 

approaches to mentorship, and HRM. The reason behind 

selecting thematic analysis is its flexibility and suitability 

for synthesizing diverse qualitative information.  

It particularly works well in identifying convergence and 

divergence in views of the literature, thus meeting the 

study’s objective of learning about the models of mentorship 

as well as those of HR facilitating it. Overall, this 

methodology enables a robust and theoretically informed 

exploration of the interplay between generational dynamics 

and HR-led knowledge exchange strategies. 

 

Data Analysis 

Communication and collaboration styles across 

generations 

Statista (2025) reveals that 40% of Gen Z and 38% of 

Millennials use Social Media for customer service, 

indicating a preference for digital-first communication 

among both cohorts [22]. This data illustrates how younger 

employees favor instant, flexible channels. Millennials 

balance email and social media, whereas Gen Z prioritizes 

chatbots, instant messaging, and visual short-form videos 

(e.g., 70% of Gen Z prefer short‑form videos). Analyzing 

this through the lens of Objective 1, these preferences reflect 

inherent differences in knowledge acquisition and 

interaction styles. Millennials’ hybrid approach aligns with 

their learning expectations of structure and feedback, while 

Gen Z’s preference for immediacy and brevity suggests 

adaptability to rapid, context-rich exchanges. These findings 

affirm the Literature Review’s assertions concerning 

divergent generational styles but add quantitative nuance 
[23]. They also underscore organizational implications: HR 

must design communication frameworks that accommodate 

multi‑channel engagement, ensuring knowledge flows 

through both synchronous (e.g., face‑to‑face) and 

asynchronous (e.g., messaging, video) methods.  

Reddit contributors note that Millennials favor a formal tone 

via email and structured platforms, whereas Gen Z prefers a 

casual, concise tone via instant messaging and social media. 

This qualitative evidence reinforces the quantitative data, 

confirming generational differences exist but are 

context‑sensitive [24]. The theme aligns strongly with 

Objective 1 by clarifying the generational differences in 

knowledge-sharing traits: structured versus instant, formal 

versus informal. It also links to earlier literature but adds 

new empirical clarity where the literature argues for 

generational distinction, and the analysis specifies exact 

communication modalities and usage rates. Therefore, the 

strategic role of HR is to create multi-modal communication 

spaces that fill the communication gap between generations, 

facilitating effective mentorship and knowledge transfer. 

In addition to the platform differences, cross-generational 

communication also reveals differences in expectations for 

feedback, tone, and hierarchical relationships. Structured 

corporate culture tends to shape Millennials’ appreciation 

for positive feedback cycles and clarity in workflow [25]. In 

contrast, Gen Z, which has evolved into a decentralized, 

agile digital culture, demands promptness, the informality of 

feedback, and bottom-up, rather than top-down, 

communication. This change signals a broader shift in 

organizational culture, where HR must not only adapt to but 

also serve as a moderator of these new expectations. The 

success of knowledge sharing is thus dependent on the HR’s 

skills to establish psychologically safe environments where 

both generations can be treated with respect and facilitated 

to be listened to, thereby limiting miscommunication and 

promoting inclusive, inter-generational communication that 

maintains mentorship interactions. 

 

Mentorship impact on skills development  

According to Statista data, the implemented formal 

mentoring programs yielded a significant productivity 

improvement of 72%, and protégés who participated 

experienced a 19% higher statistical chance of advancing 

their role in the profession than non-participants [26]. 

Moreover, employees who participate in a formal 

mentorship program report more pronounced career 

development strategies and role effectiveness, and 75 

percent of them say that mentoring has allowed them to 

grow as professionals. These quantitative findings align with 

Objective 2 by demonstrating the concrete benefits of 

mentorship on skill enhancement. The 72% productivity 

gain demonstrates how knowledge transfer through 

mentoring not only elevates individual performance but also 

enhances organizational efficiency [27].  

Similarly, the increased clarity around career progression 

highlights the importance of longitudinal development, 

which HR can strategically foster. Analyzing this theme 

alongside our earlier literature review reveals strong 

consistency yet adds measurable value. The literature has 

defined the positive impact of mentorship on career 

outcomes; here, the data substantiates these claims with 

precise gains. The study posited that reverse mentoring 

enhances work engagement, and skills data confirms this, as 

mentorship yields both productivity and promotional 

benefits. 

However, the variance in adoption rates, from 56% to 71% 

of organizations offering to mentor, suggests uneven 

implementation, reflecting caution that insufficient 

pedagogical integration may undercut program efficacy [28]. 

In educational settings, reverse mentoring has been shown 

to support professional learning, which aligns with these 

organizational metrics. Nevertheless, the data also expose a 

potential disjunction: while structured mentoring boosts 

skills, nearly half of employees, including Millennials and 

Gen Z, still lack access to such programs, as 56% report 

having no mentor. This lack presents both a challenge and 

an opportunity for HR to close the gap through inclusive 

mentorship policies. 

These findings align with the assertions in the literature 

about the benefits of mentorship, providing empirical 

specificity that is often lacking in qualitative accounts. 

While prior studies have emphasized engagement and 

motivation, the data offer quantifiable confirmation, 

particularly in the link between formal programs and 

promotion, which enhances understanding of how 

mentorship achieves objective two by measurably 

improving skills development.  
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 In addition to career advancement, mentorship influences 

critical soft skills, such as adaptability, resilience, and 

emotional intelligence essential competencies in volatile and 

hybrid work environments [29]. These dimensions, although 

less tangible, underpin long-term professional success and 

reinforce intergenerational learning as mutually beneficial. 

Mentors refine leadership and coaching capabilities, while 

mentees enhance critical thinking and networking 

proficiencies. HR must, therefore, position mentorship not 

as a transactional or compliance-driven activity but as a 

developmental strategy embedded within the organizational 

learning culture. Embedding reflective practices, feedback 

loops, and recognition mechanisms can deepen skills 

transfer, ensuring the continuity and relevance of expertise 

across generational cohorts and enhancing succession 

readiness. 

 

HR Interventions and Outcomes 

Organizations with formal mentoring programs are 67% 

more likely to be financially solvent, and such initiatives can 

boost employee engagement by up to 82% while increasing 

retention by around 22% [30]. These statistics underscore the 

significant impact HR can have through the strategic 

deployment of intergenerational mentoring frameworks. 

Financial stability and employee engagement are both 

critical HR outcomes directly influenced by knowledge 

exchange initiatives. 

Statista data further reveal that 72% of Diversity Inc’s top 

50 companies have implemented reverse mentoring, 

resulting in a notable 33% increase in profitability for those 

with culturally diverse leadership teams [31]. This suggests 

that HR’s facilitation of reverse mentorship is not only an 

equality measure but a measurable driver of organizational 

performance, performance underpinned by enhanced cross-

generational understanding and shared competencies. 

Additionally, Fortune firms run mentorship programs that 

feature mentored leaders who report revenue growth and 

profit increases. This highlights the importance of scale and 

of implementing structured, outcomes-driven mentoring 

practices as advocated by HR. These quantitative findings 

align well with our third objective of evaluating HR-driven 

outcomes [32]. While the literature review captures HR’s role 

conceptually, these data provide clear links between HR 

interventions and concrete outcomes. For instance, a study 

warning that mentorship can remain performative unless 

fully integrated into strategic HR processes is borne out 

here: highly successful programs correlate with measurable 

returns. 

In comparison with prior qualitative findings, this data 

offers new clarity but also some divergence. Where previous 

research had focused on the intrinsic value of mentoring—

greater levels of diversity, inclusiveness, and engagement—

the quantitative data can verify that such dividends pay off 

in bottom lines and retention indicators on the ground. 

Theoretically, this theme relates to Objective 1, concerning 

the benefits of the HR-designed mentoring framework, as it 

is not only instrumental in sharing knowledge but also leads 

to quantifiably improved organizational performance, 

engagement, and stability. It aligns generational 

communication preferences with institutional necessities, 

strengthening the strategic nature of HR [33].  

Accordingly, HR interventions are not just facilitative, but 

they are also critical business-oriented organizational levers 

that connect mentoring initiatives to bottom-line business 

results. The figures support the literature review’s 

conceptual claims about HR’s central presence in shaping 

the results of mentorship while also providing empirical 

validation, specifically measurable increases in 

involvement, loyalty, and profitability, which could not be 

established in prior qualitative debates. 

The stewardship of HR also involves fostering a culture of 

continuous learning beyond formal mentorship systems. 

Long-term relevance and buy-in depend on the strategic 

alignment of mentoring with organizational values and key 

performance indicators [34]. By documenting and evaluating 

performance appraisals, leadership pipelines, and diversity 

indicators about mentorship results, HR can institutionalize 

learning as a strategic asset rather than a discretionary 

program. 

Moreover, effective interventions typically depend on HR’s 

ability to assess and refine mentoring models based on 

evidence-based learning. This iterative improvement cycle 

does more than enhance program impact; it also helps place 

HR as a proactive force of change, utilizing adaptive 

knowledge strategies in multigenerational workforces. 

 

Discussion  

The results of the three themes provide detailed insights into 

the Research Questions. According to Theme 1, 

Communication and Collaboration Styles, Millennials tend 

to direct and use digital communication, whereas Gen Z is 

more oriented to visual, rapid, and socially responsible 

interaction. This directly addresses the first Research 

Question by highlighting the generational differences in 

knowledge-sharing traits and interaction styles. Theme 2 

Mentorship’s Impact on Skills Development confirms that 

both generations benefit from knowledge exchange: 

Millennials from digital agility and Gen Z from contextual 

understanding and soft skills. This addresses the second 

Research Question by illustrating how HR-enabled 

mentorship fosters mutual learning and upskilling.  

Theme 3, HR Interventions and Outcomes, provides 

quantifiable evidence linking HR-driven mentoring 

strategies to positive organizational outcomes, including 

increased engagement, retention, and financial growth. This 

contributes to the third Research Question by identifying 

successful HR practices, challenges, and organizational 

benefits associated with intergenerational mentorship. 

Collectively, the themes confirm that strategic mentorship 

and reverse mentorship facilitate bidirectional learning and 

intergenerational cohesion, with HR playing a central role in 

operationalizing and sustaining these frameworks. 

In comparison with the literature review, the thematic 

findings demonstrate both alignment and divergence with 

the existing literature, offering a nuanced understanding of 

intergenerational mentorship. Firstly, the findings regarding 

communication styles support Widen et al., (2020), who 

suggested that Millennials prefer structured, collaborative 

platforms while Gen Z favors instantaneous and visual 

communication tools [10]. Statista’s data expands this view 

by quantifying preferred platforms, such as Gen Z’s 

dominant use of TikTok and visual communication apps, 

aligning with the qualitative assumptions but adding 

specificity.  

However, Rudolph et al., (2021) argued against 

overgeneralizing generational traits, cautioning that 

preferences are often shaped more by context than by birth 

cohort [11]. This caution remains relevant but is somewhat 
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 challenged by the empirical consistency in the 

communication preferences identified in the data.  

Secondly, in the area of mentorship models, as emphasized 

by Madhavanprabhakaran et al., (2022), reverse mentorship 

is a means by which older generations can adopt digital 

skills. The findings support this, confirming that reverse 

mentorship enhances the adaptability of Gen X and 

Millennials to technological tools [14]. The data analysis also 

reveals reverse benefits for Gen Z, who acquire emotional 

intelligence, organizational knowledge, and leadership 

exposure elements underexplored in the existing literature.  

As noted by Valle et al., (2022) in their focus on reverse 

mentoring as a tool for changing pedagogical beliefs, our 

study extends this impact to skill development in broader 

corporate settings [15]. In terms of HR’s role in facilitating 

knowledge management, as argued by Matějka and Kořán 

(2024), HR is pivotal in fostering structured 

intergenerational learning through the development of 

tailored policies. This is substantiated by our findings, 

which demonstrate a positive correlation between HR-led 

mentorship programs and increased retention, diversity, and 

financial outcomes [16].  

However, as warned by Boluk and Miller (2021), such 

initiatives risk becoming tokenistic unless integrated into a 

broader organizational strategy. This concern is reflected in 

our theme findings, particularly where reverse mentorship is 

implemented ad hoc or inconsistently. Quantitative data 

from Statista strengthen the literature’s conceptual claims 
[17]. For example, the finding that 97.5% of Fortune 500 

firms use mentorship programs supports the broad assertions 

made in earlier research. Yet, it also introduces a new 

dimension, one largely absent from the qualitative literature, 

by linking these practices to measurable outcomes, such as 

profitability and retention. This reveals a limitation in 

existing literature: a tendency to focus on theoretical 

benefits without empirical validation. The themes largely 

confirm but also extend and challenge the reviewed 

literature. The key advancement offered by this study lies in 

its empirical linkage of mentoring practices with strategic 

HR outcomes, bridging a notable gap between theoretical 

advocacy and organizational evidence. 

 Implications: This study highlights the strategic value 

of mentorship and reverses the traditional role of 

mentorship as a tool for HR to bridge generational 

divides and enhance knowledge sharing. For HR 

practitioners, the findings underscore the need to 

integrate these frameworks into organizational learning 

and development strategies [35]. Structured mentoring 

not only enhances communication and skill transfer 

between Millennials and Gen Z but also contributes to 

employee engagement, innovation, and long-term 

organizational performance. The evidence suggests that 

HR should prioritize the design of mentorship programs 

that are reciprocal, inclusive, and aligned with 

organizational goals to maximize the benefits of 

intergenerational knowledge exchange. 

 Limitations: This research is limited by its exclusive 

reliance on Secondary Data, which may not fully 

capture the lived experiences or contextual nuances of 

mentorship practices within individual organizations. 

The rich Thematic Analysis is limited by the extent and 

quality of already available literature and data [36]. 

Furthermore, the research focuses solely on Anglo-

American settings, which may overlook any cultural 

factors that contribute to generational differences and 

HR practices. Such findings are valid and should be 

extended in future studies by using primary data 

collected through interviews or surveys in other cultures 

and organizational contexts. 

 

Conclusion and future research directions  

The proposed study aims to investigate how mentorship and 

reverse mentorship can be utilized to facilitate 

intergenerational knowledge transfer between Millennials 

and Generation Z, as well as the role of Human Resource 

Management (HRM) in enabling this process. The study 

reviewed generational communication styles, the effects of 

mentoring on skill acquisition, and the organizational 

outcomes of HR interventions, employing a Qualitative, 

Secondary-data-based Thematic Analysis. The findings 

indicate that, although Millennials and Gen Z share specific 

common values, they differ significantly in their approaches 

to communication and learning preferences. Gen Z prefers 

quick, digital, and socially aware communication, while 

Millennials prefer organized communication and 

professional development. Such variations highlight the 

need to resort to customized mentorship strategies, enabling 

effective knowledge transfer. 

The study also revealed that reverse mentorship offers 

mutual benefits. Gen Z members bring digital fluency and 

innovation, while Millennials bring contextual, emotional, 

and organizational knowledge. This teamwork also 

promotes personal expertise and group bonding. HR plays a 

central role in enabling these dynamics, and formal 

mentorship programs are associated with greater retention, 

diversity, engagement, and overall organizational 

performance. Despite these insights, some areas for further 

exploration remain. First, the use of secondary data narrows 

the capacity to collect qualitative and subjective experiences 

of mentors. Future research should also utilize primary data 

sources, such as interviews, focus groups, or longitudinal 

case studies, to gain deeper insights into the personal and 

organizational effects of mentorship.  

Secondly, this research study was largely Western-centric in 

its cultural aspects, primarily using Anglo-American cases. 

Future studies should consider intergenerational mentoring 

in non-Western or multicultural organizational contexts, 

where generational values and expectations in the workplace 

can vary significantly. Additionally, future researchers may 

investigate the long-term effects of reverse mentoring on 

leadership, innovation, and employee satisfaction. Knowing 

how these interventions evolve would help present a more 

comprehensive picture of their strategic value. Generally, 

this study supports the viability of mentorship and reverse 

mentorship as pivotal aspects of HRM, which can bridge 

generational gaps and establish a sustainable organizational 

learning culture. 
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