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Abstract. The current work environment is characterized by the coexistence of several generations, from Baby Boomers to Generation
Z, which differ in their values, work preferences, and expectations of employers. This generational diversity creates complex dynamics
that can present both challenges and strategic opportunities for human resource management, particularly in the area of talent
management. Effective integration of multigenerational potential into HR processes can significantly contribute to increasing an
organization's innovation capacity, improving team performance, and strengthening employee engagement. The aim of this article is to
propose the direction of talent programs in organizations based on the research conducted and to define key talent competencies for
talent programs. The research was conducted in selected Czech organizations (n = 100). The results confirm that the organizations
surveyed perceive talent management as a strategic tool for securing knowledge capital and innovation. By seeking out talent,
organizations reflect the need to adapt to changing market conditions and demographic changes. By identifying key competencies for
organizations, it is possible to more effectively develop and retain talented employees regardless of their age.
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1. Introduction and literature review

In today's dynamic environment, organizations face challenges associated with rapid technological progress,
globalization, and changing demographic structures of the workforce (Mugunzva & Manchidi, 2024; Pandey &
Singh, 2026). Talent management is becoming a key tool for ensuring the competitiveness and sustainable
growth of organizations. However, given the growing age diversity, it is increasingly important to focus on
leveraging the multigenerational potential that offers organizations a unique combination of experience,
knowledge, new approaches, and adaptability (Piwowar-Sulej, 2024; Urbancova et al., 2025; Ciréova et al.,
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2025). Each generation brings specific strengths. While older employees have deep expertise, high loyalty, and
the ability to handle complex situations, the younger generation offers technological proficiency, creativity, and
openness to innovation (Hans et al., 2023; Ma & Fang, 2024; Mas-Manchon €t al., 2024; Nyusani & Mabungela,
2025; Mabungela et al., 2025; Shafiee & Goodarzi, 2026). Effective talent management in organizations should
therefore be inclusive and flexible in order to identify, develop, and retain talent across the entire age spectrum.
The key is to create development programs that take into account the different motivations, needs, and
expectations of each generation.

Current research shows that age-diverse teams can bring higher levels of innovation and productivity to
organizations if managed correctly (Collinson, Hodin, 2023; Napathorn, 2025; Urbancova, 2025; Chapman et
al., 2025).

Effective talent management should therefore take into account the specific needs and motivations of each
generation. For example, Generation Z prefers digital communication and flexibility, while Baby Boomers
emphasize stability and personal contact. Organizations that adapt their talent management strategies to reflect
these differences can achieve higher levels of employee engagement and satisfaction (Wang & Duan, 2025;
Lassleben & Hofmann, 2023).

Although generational diversity brings many benefits, it can also lead to misunderstandings and conflicts.
Chiwisa, Mpundu (2023), Rosen (2021) state that differences in values and work styles can cause tension in
teams, which negatively affects teamwork. However, proper leadership and open communication can minimize
these conflicts and leverage diversity as a competitive advantage (Vnouckova et al., 2018; Zellman et al., 2025).

When leveraging multigenerational potential in talent management within organizations, it is necessary to pay
attention to generational differences and psychological contracts. Research shows that different generations
perceive talent management differently. For example, Baby Boomers emphasize stability and loyalty, while
Generation X and Millennials prefer opportunities for development and career growth. The study found that
perceived talent management practices positively influence the fulfillment of the psychological contract, with
the strength of this relationship varying across generations. Different generations also prefer different
communication channels. For example, Baby Boomers prefer face-to-face meetings, while Generation Z prefers
digital communication. These differences can lead to misunderstandings if not managed properly (Hovotakova
& Pauknerova, 2024). This needs to be taken into account when creating talent pools for organizations, which
are a strategic tool of modern human resource management, with the aim of identifying, developing, and
retaining key employees with high potential for the future needs of the organization (Padney, Singh, 2026;
Zellman et al., 2025; Griep et al., 2025). In the context of demographic changes and the lengthening of working
life, it is increasingly important to approach talent management in an age-inclusive manner that reflects the
potential of all generations of employees.

An age-balanced talent pool allows organizations to leverage the unique strengths of different generations, from
the stability, experience, and deep expertise of older employees to the technological savvy, innovative thinking,
and flexibility of younger colleagues. This approach not only eliminates the risk of age discrimination, but also
strengthens organizational adaptability, intergenerational collaboration, and knowledge transfer.

Effective talent pool creation should therefore be based on objective selection criteria such as performance,
work ethic, teamwork skills, willingness to learn, and potential for growth, rather than age. An important part
of this is also an individual development plan that respects the needs of individuals at different stages of their
careers and lives.

Organizations that consciously include employees of all age groups in their talent pools thus become more
resilient, innovative, and better prepared to face the challenges of today's labor market. From a talent
management perspective, inclusive talent management that takes into account the needs of all generations is
therefore key to maintaining employee engagement. Organizations that implement programs such as reverse
mentoring or flexible working conditions report higher satisfaction and productivity across generations
(Urbancova et al., 2024; Upadhyay & Singh, 2024).
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Current research confirms that talent management based on age-neutral criteria such as professional skills, work
ethic, ability to collaborate, and performance enables effective employee engagement across all age groups,
especially when combined with appropriate leadership (Pauknerova et al., 2024). A significant trend is the shift
from an age-oriented approach to the concept of multigenerational equality, which emphasizes the shared
potential of all generations for growth and innovation.

Talent management is expected to become more closely linked in the coming years with the concepts of age
management, sustainable HR, and strategic personnel work, which is based on mutual respect between
generations and targeted skills development regardless of age. It will be key to support intergenerational learning
(e.g., mentoring between younger and older employees), create adaptable development programs, and develop
leadership that is sensitive to differences in life stages. In this way, organizations can become not only attractive
employers for a wide range of talent, but also more resilient to demographic challenges and changes in the labor
market.

The aim of this article is, therefore, to propose, based on the research conducted, the direction of talent programs
in organizations and to define the key competencies of talent for talent programs.

2. Research objective and methodology

The objective of the research was to examine how organizations in the Czech Republic utilize multigenerational
potential in talent management and whether selected organizational characteristics are associated with the use
of specific talent management practices, particularly the use of a talent pool. Primary data was collected using
a questionnaire-based data collection technique, the CAWI (Computer-Assisted Web Interviewing) method.
The questionnaire was administered in selected organizations in the Czech Republic across all economic sectors
and was distributed online via the Survio platform. Within each organization, only one representative was
contacted, namely the director/manager of human resources or human resources specialist. Respondents were
informed about the anonymity and purpose of the research at the beginning of the questionnaire. This approach
was chosen because HR professionals are assumed to possess the most relevant information on organizational
talent management policies and practices.

The sample consisted of 100 organization (n=100). The structure of the organizations that participated in the
research was as follows:
= by economic sector: 1% from the primary sector, 26% from the secondary sector, 73% from the tertiary
sector,
= by size of organization according to number of employees: 31% from small, 28% from medium, 41%
from large organizations,
= by ownership of the organization: 79% Czech organizations, 4% Czech with foreign owners, 17%
multinational organizations.
A non-probability purposive sampling strategy was applied, as the study intentionally targeted respondents
responsible for or familiar with talent management processes. Although the sample is not statistically
representative of all organizations in the Czech Republic, it provides relevant exploratory evidence across
organizations of different sizes, sectors, and ownership structures.

The questionnaire survey was conducted with the aim of obtaining information about respondents' opinions and
experiences in the area of utilizing multigenerational potential in talent management. The questionnaire
contained a combination of closed and semi-closed questions. The instrument was structured into thematic
sections covering organizational characteristics and selected talent management practices related to the
management of employees from different generations. Some items were measured using a five-point Likert
scale ranging from 1 = strongly disagree to 5 = strongly agree.

Before the main data collection, the questionnaire was reviewed with regard to content clarity and item relevance

in order to ensure that the wording was understandable and aligned with the research objective. For the purposes
of hypothesis testing, the key variable “use of a talent pool” was operationalized as a categorical variable based
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on respondents’ answers indicating whether this practice was used in the organization. Organization size and
ownership structure were treated as grouping variables.

The data was exported to MS Excel and then analyzed using basic descriptive statistics. The analysis first
focused on a basic description of the sample and the frequency distribution of responses. In the next step,
dependence between selected categorical variables was tested. The following hypotheses were established:
= Hol: There is no difference between the size of the organization and the use of the talent pool.
= Ho2: There is no difference between the type of ownership share of the organization and the use of
a talent pool.

To test the hypotheses, the chi-square test of independence was used. This test was selected because both the
dependent and independent variables were categorical in nature. Prior to the analysis, the data were checked to
confirm that the assumptions for applying the chi-square test were met. The hypotheses were tested at the
significance level of a = 0.05. Where relevant, the interpretation focused not only on statistical significance but
also on the substantive meaning of the identified relationships in the context of talent management and
multigenerational workforce management.

The methodological limitations of the study should also be acknowledged. The study is based on self-reported
data from a single respondent per organization, which may introduce subjective bias. In addition, the use of
purposive sampling and the sample size do not allow broad generalization of the findings to the entire population
of organizations in the Czech Republic. Nevertheless, the study provides useful empirical insight into current
organizational practice and offers a basis for further, more extensive research.

3. Results and discussion

The main reasons why organizations implement talent management are primarily to increase knowledge
(31.19%) and to search for key employees (30.28%). The need for constant innovation also plays a significant
role (22.02%). On the other hand, flexibility limitations are not mentioned as a reason at all (0%). Less
frequently cited reasons include a lack of the right skills and a declining workforce flexibility, both with the
same share (8.26%). The results are shown in Figure 1.
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Reasons for Applying Talent Management

Figure 1. Reasons for Applying Talent Management in Organisations
Source: Own elaborate
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Organizations perceive the need for continuous knowledge enhancement as a key factor in improving
organizational performance. Talent management in these organizations should therefore focus more on the
development of professional competencies, lifelong learning, and internal training. Organizational leaders will
decide whether to systematically invest in training programs and create a culture of learning. Innovation is also
essential for organizations to remain competitive.

Talent management should focus on supporting creative thinking and recruiting employees with high innovation
potential. In the future, we can expect to see a growth in the importance of programs to support innovation
within organizational culture. Flexibility as a reason for applying talent management did not apply within the
organizations surveyed. These organizations do not currently address flexibility primarily through talent
management, which may mean that this area is underestimated. In the future, however, it can be expected that
with the development of hybrid work and various forms of employment, flexibility will gain importance in
talent management as well.

On the other hand, acquiring strategic employees is crucial for organizations. Talent management must focus
on effectively identifying, recruiting, and retaining key talent. In the future, it will be necessary to further
develop talent pooling programs and personalized career paths. A lack of specific skills can be a problem, but
it is less common.

It can be concluded that organizations will have to analyze skill gaps and fill them in a targeted manner through
training and development. The emphasis on reskilling and upskilling will play an increasingly important role
for organizations. The problem of declining employee adaptability is also partially recognized. Organizations
will need to promote openness to change and adaptability among their employees. Talent management should
therefore work more with the concept of agility (the ability to respond quickly to change) and the development
of soft skills.

It is also important to identify the driving forces of talent management in organizations, which are factors that
motivate organizations to implement and develop systematic approaches to talent management. These forces
reflect both the internal needs of organizations and external environmental pressures. The main driving forces
identified are shown in Figure 2.
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Figure 2. Driving Forces of Talent Management in Organisations
Source: Own elaborate
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The most frequently mentioned driving force behind talent management is the development and change of
organizational culture, which was mentioned in 19.40% of cases. Organizations are increasingly aware that
a culture that supports development, innovation, and open communication is essential for successful talent
management. Talent management will therefore be more closely linked to the values and internal standards of
the organization in the future. There is expected to be a growing emphasis on building a strong organizational
identity and strengthening employee engagement.

Organizational growth, mentioned in 17.91% of cases, naturally increases the need for a comprehensive
approach to human resource management. Expansion brings with it higher demands for structured recruitment,
development, and retention of employees. Organizations are therefore moving towards building robust strategies
for talent planning and creating so-called talent reserves to ensure stability during further growth.

The need to adapt to changes in market demand is being addressed by 12.69% of organizations, which points to
the need for greater flexibility in employee skills. Talent management will focus more on agility and the ability
to quickly retrain in order to respond flexibly to new market needs.

Developing new business areas as a driving force, cited in 11.19% of cases, requires identifying and developing
employees capable of functioning in a dynamic and often unfamiliar environment. Talent management will
therefore focus more on so-called "future-ready" competencies, cross-functional collaboration, and adaptability
to new challenges.

Employee departures due to more attractive offers represent a challenge for 10.45% of organizations. They face
pressure to retain key talent, which requires enhancing the attractiveness of the work environment, internal
mobility, and individual career planning. At the same time, the importance of positive employee experience and
guality communication will grow.

The aging workforce and retirements, mentioned in 9.70% of cases, create a need for succession planning and
effective knowledge transfer. Organizations will more often implement age management tools and mentoring
programs to support intergenerational cooperation and the preservation of know-how.

Low employee performance, cited as a driving force in 8.21% of cases, requires targeted identification of
weaknesses and support for individual development. There will be an increased emphasis on personalized
training, regular performance reviews, and systematic motivation enhancement.

Declining loyalty, cited by 6.72% of organizations, points to the need to strengthen the bond between employees
and the organization. This can be achieved through value alignment, meaningful work, and leadership
development that promotes engagement and intrinsic motivation.

New requirements associated with geographic expansion, reported by 3.73% of organizations, emphasize the
need to adapt talent management to cultural and local specifics. The importance of diversity, intercultural skills,
and the ability to manage teams in a global context is growing.

This is related to the correct definition of talent, which is a key prerequisite for effective and fair talent
management for organizations. Given that the labor market is characterized by growing demographic diversity
and longer working lives across generations, it is essential for organizations to abandon simplistic notions of
talent as exclusively young, dynamic, and rapidly advancing individuals. Instead, they should be based on
a comprehensive concept of talent that emphasizes competencies, potential for development, work ethic,
performance, willingness to learn, and ability to collaborate—attributes that can be achieved in all age
categories.

If organizations define talent narrowly or unknowingly in a discriminatory manner, for example based solely

on age, they risk not only violating the principles of equality and diversity, but above all losing a significant
amount of valuable human capital. Older employees often have deep expertise, experience, stability, and the
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ability to handle complex work situations. If they are not allowed to participate in talent programs, organizations
lose the opportunity to leverage their full potential and transfer their know-how to younger generations.

Conversely, a definition of talent that is based on a competency framework and is age-neutral promotes an
inclusive environment that motivates all employees to actively participate and develop over the long term. This
approach not only contributes to fairness, but also increases employee engagement, improves intergenerational
learning, and enhances organizational resilience.

As a result, it can be said that a properly formulated and inclusive definition of talent becomes not only an
ethical but also a strategic priority that enables organizations to fully leverage multigenerational potential and
successfully face the challenges of today's work environment. The identified key competencies of talent are
shown in Figure 3.
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Figure 3. Competencies of Key Talents in Organisations
Source: Own elaborate

Data analysis shows that organizations most often identify key talents based on specific competencies that are
considered essential for their future development and contribution. The most frequently mentioned
competencies include professional qualifications and skills (52.5%), overall performance (43.6%), work ethic
(42.6%), communication and teamwork (31.7%), and flexibility and reliability (both 29.7%). These
characteristics provide a stable basis for talent selection regardless of employee age, as professional skills and
performance reflect not only long-term potential but also current work commitment. At the same time,
competencies such as work ethic, teamwork, and flexibility support the ability to adapt to changing conditions
across generations.

These findings have important implications for working with an age-diverse workforce. First and foremost, it
is clear that effective talent identification should be based on a so-called ageless approach, which focuses on
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the quality of an individual's contribution rather than their age. Key competencies can be achieved across all
age categories if organizations create the right conditions for their development.

At the same time, it is advisable to systematically promote intergenerational cooperation. It appears that
flexibility, willingness to learn (20.8%) and innovativeness (19.8%) are not exclusively the domain of the
younger generation, but also have their place among more experienced employees. The targeted development
of these competencies, regardless of the age of employees, promotes mutual learning, knowledge transfer, and
team adaptability.

In the long term, it is also crucial to build a sustainable talent pipeline that is not solely dependent on short-term
performance but is based on a combination of soft skills and professional qualifications. This approach allows
for the involvement of both young talents with growth potential and experienced professionals who bring
stability, professional maturity, and a strong ethical framework. Ultimately, an inclusive and competency-based
approach to talent identification contributes not only to greater balance within teams, but also to the overall
resilience and performance of the organization.

Two hypotheses were established to verify the influence of selected organizational characteristics on the use of
talent pools. The first examined the relationship between the size of the organization and the use of talent pools,
while the second focused on the connection between the type of ownership and this practice (see Methodology).
The results showed that neither the size of the organization (p = 1.000) nor the type of ownership (p = 0.731)
has a statistically significant impact on whether organizations use talent pools. In both cases, the null hypothesis
was accepted, which means that the creation and management of talent pools does not depend on the size or
ownership structure of the organization.

These findings lead to an important conclusion: talent management strategies and systematic talent
identification can and should be implemented across all types and sizes of organizations. This opens up
opportunities for equal access to talent development, regardless of organizational background. At the same time,
these findings are linked to the importance of creating talent pools that reflect potential across age categories.
Given that the main identification criteria (e.g., expertise, work ethic, performance, and teamwork) are not age-
related, it is crucial that organizations do not limit talent programs to younger employees. All employees,
regardless of age, can be carriers of valuable competencies, and therefore talent management should be seen as
a tool for intergenerational development and long-term sustainability of human resources.

The results of the study are consistent with current international research, which emphasizes the importance of
strategic talent management for maintaining the competitiveness of organizations. The presented research
identified the main reasons for implementing talent management as increasing knowledge (31.19%), searching
for key employees (30.28%), and supporting innovation (22.02%). These findings correspond with the results
of the study by Alsakarneh et al. (2023), which showed that talent management practices such as recruitment,
training, and compensation significantly affect employee retention and performance. Furthermore, the study by
Shan and Wang (2024) emphasizes that in the era of the knowledge economy, strategic talent development is
key to innovation and organizational adaptability. The authors point to the need to align talent initiatives with
the dynamic demands of the global business environment, which is confirmed by research by Vnouckova et al.
(2018); Collinson and Hodin (2023), Urbancova et al. (2024).

The results of this study provide a new perspective on age inclusion in talent management. While many studies
focus on younger generations, Czech research emphasizes the importance of competencies such as professional
skills, work ethic, and teamwork, which are achievable across all age groups. This approach promotes
intergenerational cooperation and the utilization of employees' full potential regardless of age. A comparison
with these studies confirms that the research expands existing knowledge by emphasizing the importance of an
inclusive approach to talent management across age categories. While some studies focus on specific sectors or
geographic areas, the Czech research provides an important perspective on the need for intergenerational
cooperation and equal access to talent development.

209


http://jssidoi.org/jesi/
http://doi.org/10.9770/n4436887898

ENTREPRENEURSHIP AND SUSTAINABILITY ISSUES
ISSN 2345-0282 (online) http://jssidoi.org/jesi/

2026 Volume 13 Number 4 (June)
http://doi.org/10.9770/n4436887898

Given demographic changes and the aging population across the European Union, talent management is
a pressing issue not only in the Czech Republic but also in the broader European context. Future research in the
EU context should focus on:
= Comparative studies across European countries to identify specific characteristics and common
challenges in talent management.
= The long-term impacts of inclusive talent management on organizational performance and innovation.
= The impact of digital transformation and hybrid working models on talent development strategies.
= In this way, a comprehensive framework for effective talent management can be created that reflects
the needs of a diverse workforce and supports the sustainable development of organizations in a
dynamic environment.

Based on the research results, specific managerial implications can be formulated that support the
implementation of talent development programs across all age categories. Age diversity is not an obstacle, but
rather an opportunity to maximize the potential of employees in different stages of life through targeted
development, while strengthening the innovative culture of the organization.

One effective tool for developing intergenerational cooperation is reverse mentoring. This approach enables
mutual learning between younger and older employees, with younger colleagues contributing their digital
knowledge (e.g., in the area of social networks) and older colleagues passing on their experience, career
guidance, and value framework. Such two-way knowledge transfer strengthens mutual respect, reduces
generational barriers, and contributes to the sharing of good practices.

Another recommendation is flexible career planning that reflects the different needs of employees depending
on their life situation. Older employees can take advantage of career changes, transition to part-time work, or
participate in second career programs, while younger generations will appreciate the opportunity for rapid
growth through trainee programs and career accelerators. This type of planning helps keep employees motivated
and engaged in the long term.

To develop managers of different age groups, organizations can use multigenerational leadership academies
that combine elements of coaching, case studies, and cross-generational team projects. This approach promotes
diversity in management styles, inspires through the sharing of experiences, and enables the creation of teams
with a higher degree of empathy and adaptability.

To ensure the effectiveness of training, it is important to implement personalized training that takes individual
learning styles into account. Younger generations prefer online platforms, microlearning, and gamification,
while older employees appreciate face-to-face workshops, mentoring, and consultations. Advanced LMS
systems with adaptive learning (e.g., Coursera for Business, Degreed, EdCast) are suitable tools that allow you
to offer tailored content.

Intergenerational projects that promote cooperation on innovation and improvement initiatives are also an
important element of development. Joint participation in teams composed of employees of different ages brings
synergy between experience and new perspectives, develops creativity, and strengthens team cohesion.
Innovation hubs, idea labs, or task forces focused on specific goals are a suitable format for such initiatives.
Last but not least, it is also important to pay attention to work-life balance and wellbeing programs that reflect
the different needs of employees at different stages of life. Offering tools for stress management, parental
support, support for those caring for aging parents, or burnout prevention should be a standard part of any
development strategy. These programs have a positive impact not only on employee health and satisfaction, but
also on their loyalty and work performance.

For multigenerational development programs to be truly effective, it is recommended to conduct a needs
analysis across generations and involve employees in creating their content. Inspirational stories and role models
from all age groups strengthen motivation and a sense of belonging. It is also key to build an environment of
open communication and respect, where intergenerational cooperation is a normal part of the organizational
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culture. The use of technology should be balanced by preserving space for personal contact and interpersonal
relationships, which are the foundation of a sustainable organizational culture.

Conclusions

The implementation of talent management is increasingly perceived in today's organizations as a strategic
necessity, not just a human resources tool. Organizations are motivated to implement it primarily by the need
to increase knowledge levels, search for key employees, and support innovation potential. The most common
drivers leading to the systematic search for and development of talent include organizational growth, changes
in organizational culture, and adaptation to market dynamics. In this context, the ability to correctly identify
and develop key competencies proves to be a fundamental prerequisite for maintaining competitiveness and the
long-term success of an organization.

An important aspect of the current approach to talent management is the emphasis on age diversity and
intergenerational cooperation. Organizations that actively promote cooperation between generations through
mentoring, reverse mentoring, or team learning experience higher levels of innovation, better team dynamics,
and stronger employee engagement. It appears that incorporating the principles of diversity, inclusion, and age
management into talent management contributes significantly to the development of human capital across
generations and is becoming a strategic priority with a long-term impact.

In terms of practical recommendations, it is important for organizations to ensure equal opportunities for entry
into talent programs regardless of age. The key is to focus on the competencies and contributions of the
individual, not on demographic characteristics. Professional skills, the ability to collaborate, work performance
and morale, and competencies that are not age-limited play an important role here. Leveraging the experience
of older employees in areas such as integrity, reliability, and strategic thinking should be balanced with the
motivation and fresh perspectives of the younger generation. At the same time, it is desirable to develop
personalized development programs that reflect the different needs across generations.

Proven approaches in organizations include the introduction of reverse mentoring, where younger employees
share their digital skills with older colleagues, who in turn pass on their practical experience and knowledge.
Another effective approach is to support a flexible working environment that offers work arrangements suitable
for different generations, such as the option of working from home, part-time work, or flexible working hours.
Open communication is also key, as it creates a trusting environment and allows employees to share their
opinions, needs, and suggestions regardless of age. It should be noted that the conclusions presented are based
on a questionnaire survey conducted in Czech organizations. Although the results can only be generalized
directly to the analyzed research sample and certain territorial specifics must be taken into account, such as the
structure of the Czech labor market, the cultural framework of organizations, and the nature of local personnel
processes, the research represents a significant contribution to both practice and theory.

From a practical point of view, it offers specific insights into how organizations in real-world environments
approach the identification and development of talent across age categories, what competencies they consider
key, and what obstacles and motivations they perceive in implementing talent management. These findings can
serve as inspiration for other organizations seeking to take a strategic approach to human capital development
in the context of demographic and market changes. From a theoretical point of view, the research contributes to
a deeper understanding of organizational behavior patterns in the areas of age management and inclusive talent
management. It provides empirically based data that can be used to further develop the concept of
intergenerational cooperation, equal opportunities, and a competency-oriented approach to working with talent.

Although the research was conducted in the Czech context, its conclusions go beyond the national framework,
as they point to challenges that are relevant to other European countries in times of demographic change and
the emergence of Generation Z. The issue of intergenerational talent management is a shared topic across the
EU, and the results of this research can therefore be a valuable contribution to international expert discussions
and a basis for comparative analyses. Organizations across the European Union are facing similar challenges,
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with an aging population and Generation Z entering the labor market being a common trend. European
institutions have long been highlighting the need to adapt HR policies to demographic changes, support active
aging, and age management. The issue of effective and inclusive talent management is thus becoming a pan-
European topic with implications for competitiveness, sustainability, and social cohesion. For these reasons, it
is desirable that future research expand its focus not only geographically but also thematically. It is
recommended to focus on comparative studies between different European countries, qualitative research on
the motivation of employees of different ages to participate in talent programs, or the impact of age diversity
on specific performance indicators of organizations. Such research could contribute to a deeper understanding
of how to effectively utilize human potential across generations in the European context.
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