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Keywords: This study aims to analyze the challenges faced by human resource
Human Resource Management, (HRM) management in managing a multi-generational workforce in the
Multi-Generational, Digital Era, digital age and identify strategic solutions that organizations can
Challenges, Solutions implement. The diversity of generations, consisting of Baby Boomers,

Generation X, Generation Y (Millennials), and Generation Z, creates
differences in work values, communication styles, technology use, and
expectations regarding the work environment. The research method
used was a qualitative approach, with a literature review of various
journals, books, and recent research reports related to HRM
management and multi-generational workforce dynamics. The results of
this study indicate that managing a multi-generational workforce in the
digital age is inseparable from a number of complex challenges.
Intergenerational communication gaps, negative stereotypes,
differences in work values, and limited digital skills are key obstacles
frequently encountered in organizational environments. Furthermore,
changes in the increasingly flexible work environment and diverse
employee expectations add to the complexity faced by HRM
management. However, the study also found that solutions such as open
and empathetic communication, the use of multiple communication
channels, ongoing training, the development of non-technical skills, and
the implementation of HRIS technology can reduce gaps and increase
work effectiveness. Efforts to build an inclusive work culture have been
proven to strengthen cross-generational collaboration and create a more
harmonious, productive, and adaptable work environment.
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INTRODUCTION

The rapid development of digital technology has brought significant changes to the world of
work. The digital era demands not only transformation in company operational systems but
also in human resource (HR) management (Kirana et al., 2023). Organizations face new
challenges in adapting management strategies to address increasingly complex workforce
dynamics. One key issue that has emerged is the presence of a workforce from various
generations with different characteristics, values, and expectations (Iswandi & Kuswinarno,
2025).

The multi-generational workforce, consisting of Baby Boomers, Generation X,
Generation Y (Millennials), and Generation Z, presents diversity in work styles, motivations,
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and ways of adapting to technology (Ong & Mahazan, 2020). Baby Boomers tend to value
stability and loyalty, Generation X emphasizes professionalism, Generation Y prioritizes
flexibility and work-life balance, while Generation Z is more digitally savvy and innovative.
These differences can be a strength, but they also have the potential to create conflict if not
managed effectively (Lestari et al., 2020).

The value of a multigenerational workforce lies in its diverse perspectives. Older
generations may bring institutional memory and strategic foresight, while younger employees
offer fresh thinking and technological fluency (Kaifi et al., 2012). However, managing this
diversity requires a deliberate strategy to bridge the generational gap, avoid stereotypes, and
ensure everyone feels cared for and heard (Wijaya, 2024).

Human resource management is required to integrate the strengths of each generation
to create positive synergy (Sutrasna, 2023). However, the reality on the ground demonstrates
challenges such as communication gaps, differing mindsets, and resistance to technology
adoption. For example, the older generation often struggles to keep up with digital technology
developments, while the younger generation adapts more quickly (Putra, 2024). This situation
requires management to find the right approach to bridging these differences.

The rapid development of digital technology has brought significant changes to the
world of work. The digital era demands not only transformation in company operational
systems but also in human resource (HR) management (Kirana et al., 2023). Organizations
face new challenges in adapting management strategies to address increasingly complex
workforce dynamics. One key issue that has emerged is the presence of a workforce from
various generations with different characteristics, values, and expectations (Iswandi &
Kuswinarno, 2025).

The multi-generational workforce, consisting of Baby Boomers, Generation X,
Generation Y (Millennials), and Generation Z, presents diversity in work styles, motivations,
and ways of adapting to technology (Ong & Mahazan, 2020). Baby Boomers tend to value
stability and loyalty, Generation X emphasizes professionalism, Generation Y prioritizes
flexibility and work-life balance, while Generation Z is more digitally savvy and innovative.
These differences can be a strength, but they also have the potential to create conflict if not
managed effectively (Lestari et al., 2020).

The value of a multigenerational workforce lies in its diverse perspectives. Older
generations may bring institutional memory and strategic foresight, while younger employees
offer fresh thinking and technological fluency (Kaifi et al., 2012). However, managing this
diversity requires a deliberate strategy to bridge the generational gap, avoid stereotypes, and
ensure everyone feels cared for and heard (Wijaya, 2024).

Human resource management is required to integrate the strengths of each generation
to create positive synergy (Sutrasna, 2023). However, the reality on the ground demonstrates
challenges such as communication gaps, differing mindsets, and resistance to technology
adoption. For example, the older generation often struggles to keep up with digital technology
developments, while the younger generation adapts more quickly (Putra, 2024). This situation
requires management to find the right approach to bridging these differences.
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METHOD

This research employed a qualitative method with a descriptive approach. This method was
chosen based on the research objective, which focuses on deeply understanding the
challenges and solutions faced by HR management in managing a multi-generational
workforce in the digital age. Data were obtained through literature review, reviewing various
academic sources such as international and national journals, books, research reports, and
publications related to HR management and digital transformation (Sugiyono, 2019). Data
analysis was conducted using content analysis, identifying, categorizing, and analyzing key
themes from relevant literature to identify patterns of challenges and management strategies
that organizations can implement.

To maintain data validity, the researcher used source triangulation by comparing
findings from several different literatures and paying attention to research recency.
Furthermore, data was critically analyzed by comparing perspectives from various
researchers to obtain a comprehensive picture of multi-generational workforce issues in the
digital age. This method is expected to yield in-depth insights and provide strategic
recommendations that can be applied in modern HR management practices.

RESULT AND DISCUSSION
Challenges
1. Communication Gap

Communication gaps are one of the main challenges in a multi-generational workforce.
Each generation has different communication methods and styles, often leading to
misunderstandings. Baby Boomers generally prefer formal face-to-face communication,
Generation X is accustomed to communicating via phone and email, while Generation Y
(Millennials) prefers practical digital platforms. Meanwhile, Generation Z, born in the digital
age, is more comfortable communicating via instant messaging and social media. These
differences in patterns mean that daily interactions in the workplace do not always run
smoothly.

This gap often creates barriers to collaboration. For example, while one generation may
perceive a brief communication via instant messaging as clear enough, another generation
may perceive the information as incomplete or impolite. This can impact teamwork, as each
member does not always interpret messages the same way. This situation can lead to
frustration, feelings of disrespect, and even tension between employees from different
generations.

Furthermore, communication gaps also impact work effectiveness and interpersonal
relationships. Differences in communication media choices can lead to messages being
missed, misunderstood, or even misinterpreted. As a result, work coordination is disrupted
and the desired results are not achieved. Generational differences, which should be a
strength, can actually become a barrier if the communication gap widens.

2. Negative Stereotypes

Negative intergenerational stereotypes are one of the challenges that often arise in

managing a diverse workforce. As with other forms of diversity, age differences often give

Human Resources Management Challenges and Solutions in Managing a Multi-Generational

Workforce in the Digital Era—Galuh Boga Kuswara et.al
1348 |Page


https://ejournal.seaninstitute.or.id/index.php/esaprom

Jurnal limiah Multidisiplin Indonesia (JIM-ID)

Volume 4, Number 10, 2025, DOI 10.58471/esaprom.v4il0
ESSN 2828-9463 (Online)
https://ejournal.seaninstitute.or.id/index.php/esaprom

rise to prejudices and assumptions that are not necessarily true. Older generations often view
younger generations as spoiled, entitlement-oriented, and overly sensitive to criticism.
Conversely, younger generations often perceive more senior colleagues as rigid, inflexible, and
slow to adapt to technological developments.

These stereotypes can create psychological distance between employees, even those
working in the same organization. Instead of viewing generational differences as a strength,
employees tend to judge each other based on prejudice. This impacts the work environment,
as interactions based on stereotypes are more likely to lead to conflict and hinder teamwork.
Under certain circumstances, negative stereotypes can make intergenerational
communication unhealthy and filled with suspicion.

In addition to affecting interpersonal relationships, negative stereotypes also impact
organizational dynamics. Employees who feel consistently perceived unfairly are likely to lose
motivation, reduce active participation, and even experience decreased job satisfaction.
Meanwhile, groups that label others with stereotypes also risk shutting themselves off from
potential contributions that could actually benefit the organization. Thus, intergenerational
stereotypes are not just about individual perceptions, but also affect the overall workplace
climate.

3. Digital Skills Gap

The digital skills gap is one of the most prominent challenges in managing a multi-
generational workforce in the digital age. Rapid technological change demands that every
employee possess new skills, ranging from the use of work software and the utilization of
data analytics to a basic understanding of artificial intelligence. However, not all generations
are equally prepared. Younger generations generally adapt more quickly to technology, while
older generations tend to struggle to master the latest digital skills.

This difference in skills creates a significant gap in the workplace. Employees who lack
technological savvy are often perceived as less productive or behind the times, while those
who are proficient in using digital tools are seen as superior. This situation can lead to feelings
of insecurity among some employees and create imbalances in team collaboration. As a result,
workflows become less efficient because not all members are able to contribute equally to the
use of technology.

Beyond impacting individual productivity, the digital skills gap also impacts the
sustainability of the organization as a whole. Companies with a large number of employees
with low digital skills risk struggling to face increasingly technology-driven global
competition. This impacts not only short-term performance but also long-term strategies,
particularly in innovation and digital transformation. Therefore, the digital skills gap is a
significant challenge that cannot be ignored in managing a multi-generational workforce.

4, Differences in Work Preferences and Values

Differences in work preferences and values pose a complex challenge in managing a
multi-generational workforce. Each generation brings different social, cultural, and
experiential backgrounds, shaping its own perspective on the world of work. Baby Boomers,
for example, place a greater emphasis on long-term loyalty and dedication to the organization.
Generation X tends to focus on professionalism and stability, while Generation Y (Millennials)

Human Resources Management Challenges and Solutions in Managing a Multi-Generational

Workforce in the Digital Era—Galuh Boga Kuswara et.al
1349 |Page


https://ejournal.seaninstitute.or.id/index.php/esaprom

Jurnal limiah Multidisiplin Indonesia (JIM-ID)

Volume 4, Number 10, 2025, DOI 10.58471/esaprom.v4il0
ESSN 2828-9463 (Online)
https://ejournal.seaninstitute.or.id/index.php/esaprom

prioritizes flexibility and work-life balance. Meanwhile, Generation Z places a high emphasis
on innovation, creativity, and meaningful work.

These differences in orientation often create friction in the workplace. For example,
older generations may perceive younger generations as less committed because they
prioritize flexibility, while younger generations may feel that the traditional work patterns
upheld by previous generations are no longer relevant to current developments. This often
leads to misperceptions between generations and even impacts daily work relationships.

Furthermore, differences in values also impact how employees perceive job satisfaction
and career success. For some senior employees, success is measured by job stability and
long-term loyalty to the company. Conversely, younger generations value success more in
opportunities for personal development, new experiences, and the space to experiment. If
these differences are not managed effectively, organizations risk low engagement and
increased potential for intergenerational conflict.

5. Changes in the Work Environment

Changes in the work environment due to digital transformation have had a significant
impact on the way organizations operate. Traditional work models that require physical
presence in the office are now shifting toward non-standard work patterns such as remote
working, hybrid working, and flexible work systems. These changes present unique
challenges for the multi-generational workforce, as not all individuals are equally prepared
and comfortable with these new work patterns.

For younger generations, flexibility is often seen as an advantage because it provides
freedom to manage time and improves work-life balance. However, for some older
generations, this change in the work environment can pose challenges, particularly in terms
of adapting to technology, time management, and productivity control. These differing
perceptions have the potential to create disharmony within teams, ultimately impacting work
effectiveness.

Furthermore, changes in the work environment also require organizations to restructure
coordination and communication systems. Working remotely, for example, requires adequate
digital skills, technology-based project management, and the ability to build collaboration
without physical presence. If not all team members can adapt, productivity imbalances will
emerge, which in turn impacts the achievement of organizational goals. Thus, changes in the
work environment pose a challenge that demands rapid adaptation from the entire workforce
across generations.

6. Diverse Employee Expectations

Diverse employee expectations pose another challenge in managing a multi-
generational workforce in the digital age. Each generation has different perspectives and
expectations regarding their work. For example, older employees tend to expect stability,
certainty of career paths, and formal, structured performance evaluations. In contrast,
younger generations prioritize flexibility, continuous learning opportunities, and rapid,
interactive feedback. These differences can create gaps in understanding between
management and employees, and even among coworkers.
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Differences in expectations are also evident in how tasks are completed. Older
generations often prioritize precision, clear procedures, and completing work according to
applicable regulations. Meanwhile, younger generations tend to be more creative, adaptive,
and willing to try new approaches, even if they involve risks. In the context of training, older
generations may be more comfortable with structured, face-to-face methods, while younger
generations prefer digital-based, self-paced, and interactive learning.

These variations in expectations have a direct impact on job satisfaction and
productivity. If employee expectations are not met, it can lead to frustration, decreased
motivation, and even lower engagement with the organization. Conversely, misaligned
expectations between generations can also lead to conflict within teams, as each group
believes its own approach is more appropriate. Therefore, diverse employee expectations
need to be understood as a real challenge in managing an increasingly complex multi-
generational workforce in the digital age.

Solution
1. Open and Empathetic Communication

Open and empathetic communication is a crucial solution for managing a multi-
generational workforce in the digital age. Transparent communication helps prevent
misunderstandings that often arise from differences in style, media, and preferences between
generations. With openness, every employee can understand the intentions, goals, and
expectations conveyed, thereby minimizing the potential for conflict. Furthermore, empathy
in  communication allows management and coworkers to understand each other's
perspectives, rather than simply conveying one-sided messages. This strengthens mutual
respect among team members of varying age backgrounds.

Furthermore, practicing active listening communication helps employees feel heard and
valued. Each generation can express their needs, expectations, and challenges, while the
other responds attentively and non-judgmentally. This empathetic attitude builds trust and
creates a more harmonious work environment. Thus, open and empathetic communication is
not only a tool for conveying information, but also a strategy for building healthy relationships,
increasing employee engagement, and strengthening cross-generational collaboration.

2. Multi-Channel Communication

Multi-channel communication is a crucial solution for managing differences in
communication preferences between generations in the workplace. Each generation has
different preferences in communication media, ranging from face-to-face meetings,
telephone calls, email, and digital collaborative platforms. By utilizing various communication
channels in a balanced manner, organizations can accommodate the needs of each age group,
ensuring that messages remain effective and easily understood. This approach also helps
prevent the exclusion of employees who are less familiar with new technologies or those who
are more comfortable using traditional communication methods.

Furthermore, multi-channel communication strengthens collaboration and engagement
between generations. Face-to-face meetings, for example, can build emotional closeness and
trust, while email and digital platforms facilitate documentation and rapid access to
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information. Thus, the use of various communication media not only adapts to generational
preferences but also supports effective teamwork. This strategy enables a more inclusive
work environment, where every employee feels their communication needs are met and their
contributions are valued.

3. Ongoing Training

Ongoing training is a crucial strategy for bridging the skills gap between generations in
the digital age. With rapid technological advancements, technical skills such as software
usage, data analysis, and an understanding of artificial intelligence have become fundamental
needs in the workplace. Through relevant and ongoing training, organizations can ensure that
every generation has an equal opportunity to improve their competencies. This program not
only supports technical skill enhancement but also encompasses the development of soft
skills such as communication, leadership, and teamwork, which are essential in a multi-
generational work environment.

Furthermore, utilizing flexible digital learning tools, such as e-learning, interactive
modules, and webinars, allows employees to learn at their own pace and learning style. This
flexibility is crucial because each generation has a different learning style—younger
generations tend to be accustomed to interactive technology, while older generations may be
more comfortable with a gradual approach. By providing ongoing, adaptive training,
organizations can increase productivity, build a culture of lifelong learning, and strengthen the
workforce's readiness to face the challenges of the digital era.

4. Building an Inclusive Culture

Building aninclusive culture is a strategic step to create harmony in a multi-generational
workplace. Each generation brings different experiences, skills, and perspectives, making it
crucial for organizations to value each individual's unique contributions. An inclusive culture
allows employees to feel accepted and recognized regardless of age, work style, or
background. This not only enhances a sense of belonging but also boosts employee
confidence to contribute optimally to the team.

Furthermore, an inclusive culture can also strengthen cross-generational collaboration
by providing space for each employee to express their ideas and thoughts. Flexibility in work
patterns, such as the option to work face-to-face, hybrid, or remote, demonstrates respect for
the diverse needs of individuals. By creating an inclusive environment, organizations not only
successfully mitigate the potential for intergenerational conflict but also build an adaptive,
productive, and sustainability-oriented work ecosystem in the digital age.

5. Utilizing HR Technology

Utilizing HR technology is a crucial solution for increasing the efficiency and
effectiveness of managing a multi-generational workforce. By using a Human Resource
Information System (HRIS) or other supporting software, organizations can automate various
administrative processes, such as payroll, attendance, recruitment, and performance
evaluations. This automation not only reduces the administrative workload of HR teams but
also minimizes the potential for human error that can disrupt operations. Furthermore, HR
technology provides easy access to information for all employees, allowing each generation
to receive fast, transparent, and tailored services.
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Furthermore, the use of technology enables management to conduct more in-depth
employee data analysis to support strategic decision-making. Data related to productivity, job
satisfaction, and training needs can be mapped more accurately, enabling organizations to
design targeted development programs. In the digital era, integrating HRIS with collaborative
platforms also facilitates cross-generational communication, increases employee
engagement, and strengthens a data-driven work culture. Thus, HR technology serves not
only as an operational tool but also as a critical pillar in building a modern, inclusive, and
adaptive human resource management strategy.

6. Skills Development

Skills development beyond the technical aspects is crucial in navigating the dynamics
of the digital era. Rapid change demands that the workforce not only be proficient in using
technology, but also possess the ability to think creatively, innovate, and make decisions
independently. These skills help employees of all generations become more adaptable to new
challenges and encourage the creation of innovative solutions to organizational problems. By
focusing on creativity and independence, organizations can cultivate a resilient, adaptable,
and highly competitive workforce.

Furthermore, developing non-technical skills also strengthens intergenerational
synergy in collaboration. The creativity and innovation demonstrated by the younger
generation can be combined with the experience and wisdom of the older generation,
resulting in more productive collaboration. Independence in working also allows each
employee to be more proactive in carrying out tasks without relying entirely on direction.
Thus, investing in these skills development not only benefits individuals but also supports the
sustainability and competitiveness of organizations amidst digital transformation.

CONCLUSION
Human resource management in the digital era faces significant challenges in managing a
multi-generational workforce. Differences in communication preferences, negative
stereotypes, digital skills gaps, and differences in work values are factors that have the
potential to cause conflict and hinder collaboration. Furthermore, increasingly flexible work
environments and diverse employee expectations add to the complexity organizations face.
If not managed effectively, these conditions can undermine teamwork effectiveness, reduce
employee satisfaction, and impact organizational competitiveness. However, behind these
challenges lies a significant opportunity to create an adaptive and inclusive organization.
Various solutions can be implemented, ranging from open and multi-channel communication,
continuous training, to the development of non-technical skills relevant to the demands of the
digital era. The use of HR technology and the creation of an inclusive work culture also play a
crucial role in strengthening intergenerational synergy. With these steps, organizations can
not only minimize conflict but also maximize the unique potential of each generation.
Ultimately, the success of managing a multi-generational workforce in the digital era depends
heavily on the organization's commitment to continuous adaptation and innovation in its HR
management strategy. By building an inclusive work environment, encouraging cross-
generational collaboration, and ensuring continuous competency development, organizations
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can create a more harmonious, productive, and competitive workforce. This is a crucial
foundation for organizational sustainability in facing the changes and challenges of the digital
era.
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