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STRESZCZENIE ANALIZA WPŁYWU RÓŻNIC GENERACYJNYCH NA WSPÓŁPRACĘ MIĘDZYPOKOLENIOWĄ WŚRÓD PIELĘGNIAREK
Wprowadzenie. Grupa zawodowa pielęgniarek charakteryzuje się różnorodnością pokoleniową. Przedstawiciele poszczególnych grup 
wiekowych prezentują podobne postawy i wartości kształtowane przez środowisko społeczno-kulturowe. Różnice pokoleń oraz budowanie 
wielopokoleniowych zespołów w placówkach medycznych, daje szereg korzyści w świadczeniu usług pielęgniarskich na najwyższym poziomie.
Cel pracy. Celem pracy była analiza wpływu różnic generacyjnych na współpracę międzypokoleniową wśród pielęgniarek. 
Materiał i metodyka. Zastosowano niesystematyczny przegląd i analizę piśmiennictwa naukowego polsko- i anglojęzycznego.
Omówienie. Każde pokolenie ma inne wartości i przekonania. Dlatego zachowania oraz praktyka pielęgniarska mogą się od siebie 
różnić. Istnieje wiele wyzwań w wielopokoleniowych środowiskach pracy. Są to m.in. komunikacja w zespole, konfl ikty, równowaga 
między życiem zawodowym a prywatnym oraz umiejętności nauki od współpracowników w zakresie doświadczeń klinicznych 
i technologicznych. Główne zróżnicowanie międzypokoleniowe można zauważyć w obszarach postawy wobec pracy i rozwoju 
zawodowego, komunikacji, przywództwa oraz zarządzania.
Podsumowanie. Wykorzystywanie potencjału pracowników powinno opierać się na ich zasobach, przy jednoczesnym wspieraniu 
ich w obszarach zwiększonych trudności. Bardzo ważnym aspektem pracy dla pielęgniarek rozpoczynających praktykę zawodową 
jest wsparcie mentorów oraz możliwości rozwoju. Efektywność komunikacji zespołowej można podnosić poprzesz zachęcenie 
współpracowników do otwartego dialogu z zachowaniem szacunku dla pielęgniarek każdego pokolenia. Promowanie wymiany 
wiedzy oraz doświadczenia zawodowego w codziennej praktyce pomoże wykorzystać potencjał każdego pokolenia, co umożliwi 
świadczenie opieki na najwyższym poziomie, przy jednoczesnym poczuciu satysfakcji i spełnienia pracowników.

Słowa kluczowe: pielęgniarka, pokolenie, wielopokoleniowe, relacje, praca zespołowa

ABSTRACT ANALYSIS OF THE INFLUENCE OF INTERGENERATIONAL DIFFERENCES ON CROSS-GENERATIONAL COOPERATION 
AMONG NURSES 
Introduction. The professional group of nurses is characterized by generational diversity. Representatives of diff erent age groups 
have similar attitudes and values shaped by the socio-cultural environment. Understanding the diff erences between generations and 
building multi-generational teams help in providing nursing services of the highest level.
Aim. The aim of the study was to analyze the infl uence of generational diff erences on intergenerational cooperation among nurses.
Material and methods. A non-systematic review and analysis of published articles both in Polish and English.
Discussion. Each generation has its own values and beliefs. Therefore, behavior and nursing practice may diff er among generations. 
There are many challenges in multi-generational work environments, e.g. team communication, confl icts, work-life balance, 
and the ability to learn from colleagues with regards to everyday nursing practice and the use of technology. The main intergenerational 
diff erentiation can be seen in attitudes to work and professional development, communication, leadership and management. 
Summary. Managing a team should involve identifi cation of the employees’ strengths, while addressing their weaknesses in certain 
skills. The support of mentors and development opportunities are crucial aspects of work for nurses at the beginning of their career. 
The eff ectiveness of team communication can be increased by encouraging open communication with respect for members of each 
generation. Promoting the exchange of knowledge and work experience in daily nursing practice will help each generation achieve 
its full potential, which will, in turn, enable the provision of both high quality patient care and employee satisfaction.
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 � INTRODUCTION

A generation is a cohort of people born around a spe-
cific time. Members of particular generations have similar 
attitudes and values shaped by the socio-cultural environ-
ment [1].

The literature on the subject distinguishes four gene-
rations: Baby Boomers, Generation X, Generation Y 
(Millennials) and Generation Z [2-4]. The Baby Boomers 
generation (1945-1964) grew up in a healthy post-war 
economy, where jobs were widely available [1-5]. Baby 
Boomers are considered to be the most influential group 
with a direct influence on the development of Generation 
X. Generation X (1965-1980) is characterized by resour-
cefulness and independence [2,3]. They usually look for 
work-life balance. Members of Generation Y (1981-1996) 
also strive primarily to maintain a balance between home 
and work [5]. The youngest generation to start working 
today are those born after the year 1997. This is Genera-
tion Z, which has new expectations and ideals concerning 
both work and personal life [6].

According to data provided by the Poland Main Cham-
ber of Nurses and Midwives, in 2020, the number of 
nurses representing different generational groups was as 
follows: Baby Boomers – 41.5%, Generation X – 43.3%, 
Generation Y – 13.7% and Generation Z – 1.4% [7]. The 
population forecast for the upcoming years indicates that 
a large group of nurses will reach retirement age. Accor-
ding to the above-mentioned data, a systematic increase 
in the shortage of nurses is estimated as the number of 
nurses entering the system is not the same as the estima-
ted number of retiring nurses [7-8].

As demonstrated above, the professional group of 
nurses is characterised by generational diversity. Diffe-
rences between members of particular generations may 
affect well-being at work, work-efficiency and employee 
productivity [9]. In addition, they can cause misunder-
standings and conflicts between colleagues [10]. Building 
multi-generational teams helps to provide high quality 
nursing services [4]. Nurses cooperating in multigene-
rational teams have the opportunity to share their pro-
fessional experience, knowledge and skills regarding the 
use of technological innovations. Cooperation helps to 
build mutual trust, resolve conflicts and develop a sense 
of responsibility for the team [4]. Teamwork towards  
a common purpose should be grounded in effective com-
munication, which is the basis for ensuring patient safety. 
Moreover, it has been shown that the lack of cooperation 
significantly reduces the quality of the care provided [11]. 
Integrating teamwork increases job satisfaction and con-
tributes to the reduction of nursing staff turnover [4, 11].

Both those responsible for the management and orga-
nization of the work of nurses and individual team mem-
bers should strive for better understanding, communi-
cation and integration; and also appreciate the need for 
respect in multigenerational teams. This can be facilitated 
by educating nurses about generational differences, simila-
rities and transparent communication, as well as effective 
team building [12].

This literature review study was undertaken due to 
limited published research on generational differences in 
the working environment of nurses and the organization 
of multigenerational teams, taking into account the indi-
vidual needs of each employee.

 � AIM
The aim of the study was to analyze the influence of 

generational differences on intergenerational cooperation 
among nurses.

 �MATERIALS AND METHODS
This paper is based on a non-systematic review and 

analysis of Polish and English-language published artic-
les. The analyzed research papers discussed differences 
between the generations and their impact on intergene-
rational cooperation. The following electronic databases 
were searched: PubMed, Google Scholar, Scopus, and 
Wiley. The search was limited to publications that have 
been published in peer-reviewed journals between the 
years: 2000–2020. The following keywords in various 
combinations were used: “nurse”, “generation”, “multigene-
rational”, “relationship”, “teamwork”. A total of 127 papers 
were identified during the search. After removing dupli-
cates and papers which did not meet inclusion criteria,  
50 papers were included in this analysis. Eventually,  
31 items were qualified for detailed analysis. The collec-
ted information was compiled and presented according  
to selected thematic areas.

 � RESULTS

Generational differences among nurses
Each generation has its own values and beliefs, there-

fore various generations representatives’ behaviour and 
practice may differ [13-16]. The Baby Boomers gene-
ration demonstrate a strong work ethic, professiona-
lism and the need for independence in nursing practice 
[1-5]. They are usually optimistic and have well-deve-
loped social skills. They derive their self-esteem from 
their own motivation [17]. They are referred to as wor-
kaholics who care about the good results of their work, 
while being loyal to their co-workers [4-5]. In the era 
of challenges related to the declining number of nurses 
around the world, working overtime, both voluntarily 
and as expected by employers [18], is not a problem for 
most of them. A different approach, focused primarily on 
maintaining the balance between work and private life, 
is characteristic of members of Generation X. They pay 
less attention to the financial aspect in their professio-
nal life; they do not want to sacrifice their personal lives 
for the sake of a career [1,4-5,14]. They have an underly-
ing need to accept their professional situation and enjoy 
their duties. They often change jobs if they are dissatis-
fied with the current professional situation [1-3]. They 
prefer workplaces where their talent, creativity and expe-
rience are appreciated [1]. Generation Y is self-confident; 
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its representatives know how to use new technologies,  
and in everyday practice they look for a reliable source 
of information and positive support from their leaders 
[19]. They do not like hierarchy and therefore, experience 
more difficulties in accepting a superior who is older 
[14,16]. The study by Hisel showed that nurses of the X 
and Y generations do not differ statistically from the Baby 
Boomers generation in terms of the level of dedication 
and loyalty to the employer [20].

Generation Y nurses are good with technology; they 
expand their knowledge by acquiring information with 
the use of multimedia [1-3]. They seek positive changes, 
convenient shifts, favourable working hours and good 
working conditions [21]. Nurses of earlier generations 
consider nurses from Generation Y to be disloyal to their 
employers, stubborn, and unable to cope with criticism 
[21].

Generation Z nurses are now entering the labor 
market. This generation is known for growing up in the 
world of technology. Generation Z members are tolerant 
and oriented towards social change [3]. They show wil-
lingness to make decisions in many areas of life [6]. The 
values they hold are optimism, self-confidence, modesty 
and a sense of morality [6]. Generation Z expects continu-
ous self-development, mentoring and a sense of security. 
They equate rapid career development with the hard work 
that they have to put into the tasks entrusted to them [22]. 
In a similar way to Baby Boomers, Generation Z scrupu-
lously adheres to the work ethic [23]. Generation Z nurses 
are well prepared in terms of theoretical knowledge and 
are open to constant self-development. However, they 
have shortcomings in transferring theoretical knowledge 
into practical skills [22]. Moreover, they have difficulties 
when it comes to team communication, decision making 
and coping with stress [22].

Work organization and working environment 
of nurses with regards to generational 
differences

According to Stutzer, there are many challenges in 
multi-generational work environments, e.g. team com-
munication, intergenerational conflicts, work-life balance, 
and the ability to learn from colleagues with regards to 
everyday nursing practice and the use of technology. 
Cross-generational differences among nurses have been 
identified in the area of professional attitudes, emotional 
aspects of nursing, leadership preferences, and nursing 
practice [24]. Therefore, understanding the similarities 
and identifying the strengths of each generation is an 
important aspect when developing a strategy to improve 
the quality of team collaboration [4]. Therefore, when 
planning the organization of nurses’ work, it is necessary 
to take into account the characteristic features of each 
generation and the differences between them in order to 
build positive relations between colleagues [4, 25]. Impro-
ving cooperation between different age groups reduces 
the level of negative emotions among staff and the level 
of stress, which directly translates into an improvement in 
the quality of nursing care and care for patients’ outcomes 
[26].

Generational diversity in the workplace can lead to 
conflicts and difficult situations. Each generation has its 
own distinct values, which may be contradictory to those 
of other generations [27]. Moreover, each group has dif-
ferent expectations regarding the workplace, supervisors 
and co-workers [27]. It is well known that each generation 
has its own set of values, opinions and attitudes towards 
life. The characteristics of the intergenerational differen-
tiation in selected areas of professional work are presented 
below.

Attitudes towards work and professional development
The study by Thompson showed that nurses from the 

Baby Boomers generation show greater commitment 
to work than Generation X nurses [28]. Baby Boomers 
and Generation X nurses show differences in the degree 
of commitment and job satisfaction compared to nurses 
from Generation Y and Generation Z. Baby Boomers and 
Generation X nurses attribute a decline in their commit-
ment to work to the impact of negative aspects of work, 
although at the same time they show commitment to their 
workplace. In the Huber & Schubert study, the surveyed 
nurses and supervisors confirmed that the members of 
Generation Y are less willing to sacrifice and attach less 
importance to work than the representatives of the pre-
vious generations. At the same time, Generation Y nurses 
have higher career ambitions than Generation X and Baby 
Boomers [29]. 

The most effective measures to reduce the stress of long 
shifts and of hard physical work, which would translate 
into improved job satisfaction for Baby Boomer nurses, 
is to offer them reduced workload, flexible shift hours 
and work schedule sharing [30]. At the same time, it has 
been shown that in order to increase the job satisfaction of 
nurses from Generations X and Y, they should be encoura-
ged to pursue continuous personalized self-development 
with subsequent changes in their remuneration and range 
of duties [30]. Strategies to improve the job satisfaction 
of younger generations of nurses can include creating a 
shared management framework in which nurses have 
decision-making powers. Moreover, being able to plan or 
divide work independently may also constitute a potential 
way of increasing job satisfaction, especially for the youn-
ger generation of nurses [5]. 

Generations Y and Z see themselves as less committed 
to their workplace. At the same time, these people are sen-
sitive to the lack of motivation on the part of the superior 
[3,26-27]. Generation Z nurses expect continuous profes-
sional development [31]. They are ready to work hard and 
take on challenges, but they need recognition and appre-
ciation. 

Communication
One of the major differences between each genera-

tion is the style of communication. To ensure safe and 
high-quality patient care, it is essential that healthcare 
professionals communicate effectively with each other 
in multidisciplinary teams as well as with patients and 
their families [32]. The ability to communicate is crucial  
for the effectiveness of work in intergenerational teams 
[12]. Competences in this area are also fundamental  
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to nursing practice and may constitute the basis for other 
nursing interventions. Th erefore, they should be suppor-
ted by professional training [32]. Diff erences in the style 
of communication of particular generations result prima-
rily from the increased level of digitization and the trans-
fer of communication channels to the virtual space among 
the youngest generations [33]. Th erefore, it is important 
to understand that each generation has its own distinctive 
communication style. Older generations prefer face-to-
-face communication, while younger generations rely on 
digital ways of passing information, such as e-mail, chat 
and text messages [33]. Members of Generation Y, who 
prefer fast communication channels, are the main repre-
sentatives of the so-called Digital Nation [34]. Th erefore, 
in order to increase the eff ectiveness of communication 
with this group of employees, it is recommended to com-
municate via digital messengers or e-mail. Nevertheless, 
it has been shown that, in the professional setting, the best 
way to communicate with Generation Z nurses, who grew 
up in the era of widespread digitization and show defi -
ciencies in communication skills, is through direct con-
tact [35].

Leadership and Management
To cope with rapid changes in healthcare and the gro-

wing needs of the aging population, the healthcare system 
must fi nd new ways to improve the quality of care servi-
ces. In this situation, human resources play a key role as 
they are responsible for the outcomes of nursing care [15].

Th e study by Wieck showed that, regardless of their age 
and generation affi  liation, nurses expect teamwork and 
support from their supervisors [15].

Th e organization of the work in a multigenerational 
nursing environment should take into account the great 
need for independence and autonomy in Generation 
X nurses [2-3], and at the same time high expectations 
for positive leadership, which is typical for Generation Z 
nurses [19].

A characteristic feature of nurses now entering the 
labour market – Generation Z nurses – is the need for 
mentoring and a sense of security in their professional 
adaptation [31]. Th e factors motivating them to act may 
vary; therefore, the case of each employee should be con-
sidered individually [36].

Due to the fact that a large group of nurses will reach 
retirement age in the upcoming years, there will emerge 
a need for nurses of the younger generations to take over 
managerial positions. As shown in the study by Moyo, 
despite signifi cantly less professional experience, these 
nurses have high aspirations for managerial positions 
[37].

Th e process of building a good working environment 
should be based on implementing strategies that enable 
present and future generations to operate eff ectively and 
to have a sense of involvement. Th erefore, it is important 
for team leaders to be knowledgeable about the manage-
ment of multigenerational teams.

 � DISCUSSION

Th e results of the analyzes were aimed at assessing the 
infl uence of generation diff erences on intergenerational 
cooperation among nurses. Th e fi rst step towards identi-
fying the disadvantages resulting from intergenerational 
diff erences may be activities such as encouraging an open 
dialogue, striving to achieve the desired respect, and posi-
tive behavior in the nursing work environment [1]. At the 
same time, eff ective management in the workplace will 
avoid serious consequences for employees, but also health 
care organizations, such as premature departure from 
practice. Training for the management of teams from dif-
ferent generations should be organized to strengthen their 
competencies in this area and to make people aware of the 
diff erences [38].

Based on the results of the research, development 
programs for individual generations can be planned. 
Such activities will contribute to improving the health of 
employees as well as increasing their effi  ciency, which will 
be refl ected in the quality of nursing care that strengthens 
the health protection system.

 � CONCLUSIONS
Building a work environment for multigenerational 

nursing teams should be based on knowledge regarding 
intergenerational diff erences. Each generation has its own 
attitudes and expectations towards work; thus, the pro-
fessional development of the employees should be based 
on building up their strengths and, at the same time, sup-
porting them in areas of increased diffi  culties. Managers, 
who are usually accustomed to the attitudes and values of 
Baby Boomer and Generation X nurses (willing to work 
overtime with great commitment), should also take into 
account the need for a work-life balance in employees 
of the younger generations. Th e support of mentors and 
development opportunities are crucial aspects of work 
for nurses at the beginning of their professional careers. 
Encouraging colleagues to engage in open dialogue with 
respect for nurses of every generation will help to incre-
ase the eff ectiveness of communication. At the same time, 
it is important to develop skills in this area through 
training sessions and workshops in multigenerational 
groups. Promoting the exchange of knowledge and work 
experience in daily nursing practice will help each genera-
tion to achieve its full potential, which will, in turn, enable 
nurses to provide high quality patient care, and, at the 
same time, achieve job satisfaction.
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