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This study investigates the leadership challenges associated with managing mul-
tigenerational textile workforces across four firms with a total sample of 110 partic-
ipants. Employing a mixed-methods approach, the research integrates quantitative
metrics such as job satisfaction, communication efficiency, conflict resolution, and
productivity with qualitative insights from 24 in-depth interviews and observational
field notes. Stratified sampling ensured balanced representation from early-career
(n =40), mid-career (n = 45), and late-career professionals (n = 25).

Results reveal significant intergenerational variation in leadership reception and
operational behavior. Early-career employees reported the highest satisfaction
(mean = 4.3) and fastest communication response times (mean = 14-16 min), but
also the highest error rates (13-16%) and conflict frequency (up to 6 inci-
dents/month). Mid-career staff displayed balanced outcomes with productivity indi-
ces averaging 3.30-3.46. Late-career professionals contributed strengths in conflict
resolution efficiency (CRE > 0.10) and output precision (error rates as low as 5%).
Qualitative data indicated younger cohorts favored participative leadership and dig-
ital tools, while senior cohorts preferred structured guidance and face-to-face inter-
action.

These findings underscore the need for adaptive, generation-sensitive leadership
strategies in the textile sector. Uniform approaches risk inefficiency and
misalignment across age groups.

B oannom uccnedosanuu uszyuaromcsa npoonemol, C6A3aHHbIE C YNPABIEHUEM
MHO20NOKOIEHYECKUM KOIEKMUBOM 6 YemblpexX KOMNAHUAX MEKCMUNbHOU npo-
MbuluiieHHocmu ¢ 00uwieii ebloopkoi u3z 110 yuacmuukog: cneyuanucmasl 6 Havase
Kkapuoepul (n=40), cepedune kapvepol (n = 45) u na 3akame xapvepwt (n =25). C uc-
NOJIb306AHUEM CMEUWAHHO20 NO0OX00d, CONOCMABIeHbl KOJIUYECHI8eHHble NOKA3A-
menu, makue KaxK y006j1emeopeHHocmy padoomoil, Ihpekmuenocmo KOMMYHUKA-
uuu, paspeuienue KOHMAUKMoe u NPOU3800UMENbHOCHLb, C KAYECMEEHHbIMU OaH-
HbIMU, NOJIYYEHHBIMU 8 X00¢e 24 y2i1yd1eHHbIX UHMEPEbIO U NOJ1e8bIX HADII0O0CHUIL.
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Pe3ynomamut noxaszviéaiom 3HavumeibHvle MedCNOKOIeHUeCKUe PA3luyus 6
60CRpUAMUU PYKOBOOCMEa U Onepauyuonnom nosedenuu. Compyonuxku ¢ nauane
Kapvepul cooOuuIu 0 camoii 6bICOKOIL y0061emeopeHHocmu (cpeonee 3Hauenue =
=4,3) u camom Ovicmpom 8pemeHU pPeazuposanus HaA KOMMYHUKaAuulo (cpeonee
3nauenue = 14—16 munym), Ho maKaice U 0 CAMbIX 8bICOKUX NOKAZAMEIAX OUWUOOK
(13...16%) u uacmome konghiuxkmos (00 6 unyuoenmos 6 mecay). Compyonuxu
cpeoHezo u cmapuiezo 803pacma nPoOEeMOHCMPUPOBATIU COANAHCUPOBAHHbIE pe-
3y 1mamul o CPeOHUM UHOEKCOM y0oesiemeopennocmu 3,30...3,46. Cneyuanucmot
0oiee no30ne2o 803pacma nPoOOEMOHCMPUPOBATIU CUIbHbIE CIMOPOHYL 8 IhheKkmues-
nocmu pazpeuwtenusn koughaukmoe (CRE = 0,10) u mounocmu pesyarvmamos (ypo-
6eHb 000K He npegviuian 5%). Kauecmeennvle 0annbvle noKazanu, 4mo moioovie
2pynnsl 0moaganu npeonoumeHue RapmucUnAmueHoOMy aU0epcmey u yugppossim
UHCIMPYMEHMAM, 6 MO 8PeMA KAK cmapuiue Zpynnvl nPeOnoyumanu CmpyKkmypu-
POBAHHOE PYKOBOOCIME0 U TUUHOE 83auModelicmeue.

Dmu pezyromamul noOUepPKUAON HEOOXOOUMOCHIL NPUMEHEHUA 8 MEeKCMUTb-
HOUl ompaciu a0anMUHBLIX CMPAMEUll 1Udepcmed, yYumoléaOujux 0coOeHHo-
cmu nokonenuil. EOunsie nooxoowv npueooam K pucky neipgpekmusnocmu u He-
C0271a4CO8AHHOCIU 0eUCMEUTL 8 PA3HBIX 603DACMHbBIX 2PYNNAX.

Keywords: multigenerational workforce; textile industry; leadership styles;
communication efficiency; team cohesion; generational behavior.
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Introduction

The textile industry, like many others,
faces the challenge of managing a multigener-
ational workforce. Now, in textile enterprises,
there are young people who are born by the
millennium, and old workers who joined the
mill in the pre-digital era. This leads to a
patchwork of experiences and working styles.
Many older workers have decades of institu-
tional or technical experience, which grants
them valuable understanding of manufacturing
and long-term customer relationships [1]. In
the other direction, younger workers are also
generally more proficient with digital tools,
resonate with the new ways of communicating
and provide novel perspectives on innovation
[2, 3]. But these generational contrasts are
also creating tension. Different attitudes to-
wards work-life balance, communication and
problem-solving may contradict workflows
and productivity. It is essential that leaders bal-
ance these different mind- sets with strategies
that align these two perspectives to leverage
the potential positive aspects associated with

generational diversity, rather than making it a
source of conflict [4].

Older generations (Traditionalists and
Baby Boomers) contribute experience on job,
stability, as well as the determination to follow
already established work patterns. They often
are the "keepers" of institutional memory, of-
fering it a history lesson and upbringing
throughout the institution. Unlike Millennials
and Gen-Z, younger workers are likely to value
flexibility, work-life balance and lifelong
learning. These people are frequently de-
scribed as tech-savvy, wanting a quick re-
sponse and prepared to question old-fashioned
rules [10].

One of the primary leadership dilemmas in
leading a workforce like this is managing dif-
fering beliefs around change and technology.
Older workers, with more experience, are in-
clined towards traditional and proven solu-
tions, whereas, a younger workforce has a ten-
dency to accept modern tools and agile tech-
niques. Finding a way to navigate these op-
posing inclinations calls for a leadership style
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that is deeply empathic as well as flexible.
Leaders need to understand what makes each
generation tick and adjust their communica-
tion, training and performance management
efforts accordingly. They simultaneously must
find ways to foster a sense of commonality that
can connect generations of employees with a
universal organizational purpose [5].

The impact of mentoring and reverse-
mentoring is also relevant to the discussion.
Older, more experienced workers have tradi-
tionally made it their job to mentor younger
employees. While programs like these are im-
portant, reverse-mentoring programs which
see younger staff mentoring older workers to
help them get to grips with digital tools and
ways of working have become just as crucial.
Encouraged to create these mutually beneficial
learning experiences, leaders can break down
generational barriers, improve knowledge
sharing, and promote respect among their
teams [6].

Communication tactics are also critical in
dealing with multigenerational issues [7]. Each
generation is going to have a preference as to
how they like to learn and absorb information
[11, 12]. Older workers might prefer face-to-
face meetings, or detailed, written instructions;
younger employees may prefer instant mes-
saging, collaborative online platforms and
rapid video updates. Leaders need to create
transparent, inclusive communication outlets
that appeal to these myriad preferences; those
who aren't tech-savvy or follow the rules of
traditional protocol shouldn’t have pockets of
isolation. In doing so, they can avoid misinter-
pretation and facilitate team cohesion [8].

In addition, programs of career develop-
ment and training should be designed with an
appreciation for diverse learning styles and ca-
reer objectives. Established staff may need to
take workshops that introduce new technolo-
gies in slowly progressive phases, while
younger staff do better with rapid, hands-on
training. Offering flexible learning options
helps employees young and old to feel appre-

ciated and cared for which is paramount when
it comes to retention, but it also places a great
deal of emphasis on continuous improvement.
In addition, management should open the tools
of career development that are value driven
based on each generations’ contributions, pro-
moting interest among employees [9].

Older workers may be influenced by a tra-
ditional command and control management
style, and younger workers may be more influ-
enced by a participative and transformational
approach to leadership. This requires leaders to
recognize generational traits and possess the
agility to flex management styles based on the
team and project needs [13].

Older line workers who had been used to
manual or semi-automated workflows need to
learn to use sophisticated software solutions
and data-driven decision-support tools, while
younger workers may find it easy to be nimble
but have difficulty in grasping technical sub-
tleties that were passed down from years of ex-
perience. As a consequence, we have the now-
observable larger technical and operational
knowledge gap between age groups [14, 15].

Based on those findings, it is clear that ef-
fective textile industry leadership needs to ex-
tend beyond a one-size-fits-all approach. In-
stead, organizations need to develop a sophis-
ticated view of generational dynamics and im-
plement solutions that promote an environ-
ment of inclusiveness, mutual respect, and co-
created innovation. By turning these chal-
lenges into opportunities, employers can fos-
ter an inclusive, collaborative working envi-
ronment that harnesses the best qualities of
each age group.

Methodology

The study adopted a convergent mixed re-
search approach of quantitative behavior
measurement and qualitative thematic analy-
sis. The design of the framework was informed
by both micro level workplace behavior and
macro level organizational change within the
three generational groups [4, 12, 13].
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A stratified purposive sampling method
was used, to maximize representativeness
within the age and role in the industry. The de-
fined sampling strata are shown in Figure 1.

These classifications were foundational for
analyzing differences in job satisfaction, com-
munication efficiency, conflict resolution, and
leadership preferences across the textile indus-
try workforce.

The study’s constructs were derived from
validated scales and contextualized through
expert review. A multi-domain instrument was
developed to capture:

e Job Satisfaction (JS) using a Likert
scale,

e Communication Clarity (CC) via real-
time communication analytics,

e Conflict Frequency (CF) via monthly
logs,

e Team Cohesion (TC) using a normal-
ized index,

e Technological Engagement (TE) de-
rived from digital task compliance.

Each construct was operationalized
through multivariate indices. Observational
triangulation was applied to reinforce survey
accuracy.

To capture the interaction of behavioral
variables and technological adaptation across
generations, a composite engagement index
was developed:

aq ]Sl+a2 CCl+a3 TEL

CEL = = = Crowp, 1-1C)

(@

where JS; job satisfaction score of participants
i; CC; communication clarity rating; TE; tech-
nological engagement score; CF; conflict fre-
quency for participant i; TC; team cohesion
score (normalized 0-1); a, , a, , a; importance
weights for positive factors; B, , B, penalty
weights for negative factors.

To assess the volatility of communication-
response time across generations, the follow-
ing equation was used:

BTN 2
1 RT;—RT
nv=1sn (F50), @

where RT; response time (in minutes) of par-
ticipant i, RT mean response time for all par-

ticipants, n total number of participants. This
equation models communication disparity
across the workforce, especially relevantin in-
tergenerational digital task workflows [5, 8].

A predictive model for conflict probability
was derived using weighted log-linear trans-
formation of documented tensions:

WTL = In(1+ X0, wy Ty (3)

where WTI; tension index for department j;
T;y recorded instance of tension type k (gener-

ational misalignment, feedback delay); w,
weight assigned to tension type k; m total
types of conflict indicators logged. This index
aids in correlating workplace tension with
managerial interventions across generations
[9, 16].

Data were collected across three stages:

1) Survey Administration: Online forms
delivered via encrypted institutional email.

2) Structured Observations: Two re-
searchers per site logged team behaviors over
10 observational sessions.

3) Semi-Structured Interviews: Con-
ducted with 24 purposively selected partici-
pants (8 per cohort) to explore leadership per-
ceptions and digital adaptation resistance [6,
17].

Data collection spanned from October
2024 to March 2025, enabling time-trend cali-
bration for consistency.

All instrument constructs underwent a pre-
test (n = 15) and achieved a Cronbach’s alpha
>(0.82, confirming internal consistency. To en-
sure inter-rater reliability, observational coders
achieved a Cohen’s Kappa of 0.87.

Ethical compliance adhered to the Declara-
tion of Helsinki. Participants signed informed
consent forms. Data were anonymized and
stored in 1SO-27001 compliant cloud servers.

Interview transcripts were imported into
NVivo 14 and coded using a three-layer the-
matic framework developed from prior litera-
ture [5, 18, 19]:

e Macro-Level Themes: Leadership
adaptability, communication hierarchies

e Meso-Level Themes: Role-based digi-
tal behavior, inter-cohort dependencies

e Micro-Level Themes: Personal trust,
digital discomfort, generational identity
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Frequencies were normalized using:

fi
Eprm(X) = , 4
norm ( ) le;:l fi ( )

where f, frequency of theme x; t total coded
themes.

This normalization allowed comparison of
qualitative salience across generational strata.

Results

Job Satisfaction Analysis Across Genera-
tions in Textile Enterprises are presented in
Table 2.

Monthly mean values for duration of 6
months were obtained with the use of standard
Likert scales, from 110 participants from
Bursa LoomCrafts (Turkey), Surat Yarnworks
(India), Northern Threads Ltd. (Jordan) and
Luxweave Textiles (Egypt). These observa-
tions demonstrate important trends in gen atti-
tudes toward leadership, the organization’s
culture, and the design of work.

Table 1

Firm Name Generational Cohort Mean Score (/5) sD Variance Range

Early Career 4.3 0.4 0.16 3.55.0

Bursa LoomCrafts Mid-Career 4.0 0.5 0.25 3.0-4.8
Late-Career 3.7 0.6 0.36 3.0-45

Early Career 4.1 0.5 0.25 3.0-5.0

Surat Yarnworks Mid-Career 3.9 0.6 0.36 3.0-4.6
Late-Career 35 0.6 0.36 2.8-4.4

Early Career 4.2 0.6 0.36 3.1-5.0

Northern Threads Ltd. Mid-Career 4.1 0.5 0.25 3.2-4.9
Late-Career 3.6 0.7 0.49 2.8-4.5

Early Career 4.4 0.3 0.09 4.0-5.0

Luxweave Textiles Mid-Career 4.0 0.5 0.25 3.1-4.8
Late-Career 3.8 0.5 0.25 3.0-4.6

The results in Table 1 suggest that younger
academics are always more satisfied than their
older colleagues. At Luxweave Textiles, for
example, early-career workers boast a peak
mean score of 4.4, while late-career workers
have only 3.8. Satisfaction scores over five are
more spread out among late-career staff, show-
ing greater variation. Differences of variance
and standard deviation also support earlier ca-
reer categories having more consistent behav-
ior. These results also imply that the younger
generation is more compatible with the con-

temporary office environment, which may be
on account of changing leadership and adap-
tive work environment change. Feelings of
dissatisfaction towards the end of the career
could be attributed to lack of role recognition
or lack of communication engagement.

Communication Metrics Across Genera-
tions and Firms are presented in Table 3.

The results were obtained in weekly inter-
vals and averaged over 24 weeks in order to
decrease volatility and to account for long-
term trends.

Table 2
Firm Name Generation Avg. Response Time (min) Mean Clarity (/5) CE Index
Early Career 14 4.6 0.33
Bursa LoomCrafts Mid-Career 21 4.1 0.20
Late-Career 28 3.9 0.14
Early Career 16 45 0.28
Surat Yarnworks Mid-Career 22 4.2 0.19
Late-Career 30 3.8 0.13
Early Career 13 4.7 0.36
Northern Threads Ltd. Mid-Career 19 4.3 0.23
Late-Career 27 4.0 0.15
Early Career 15 4.6 0.31
Luxweave Textiles Mid-Career 20 4.2 0.21
Late-Career 29 3.9 0.13
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For all firms, early career employees were
exactly as fast as older cohorts in responding,
clearer in communicating, and more efficient.
For just that reason, the CE index was the high-
est for early career staff at Northern Threads
Ltd. with a 0.36, leading to quick responses
and clear clarity. On the other hand, late career
employees at Surat Yarnworks and Luxweave
Textiles were weakest with the lowest scores
(0.13), mainly because of slow digital response
behavior. The midcareer profile is one of mod-
erate clarity that comes late. These results sug-
gest a generation gap in the way that commu-
nication is processed and performed, leading to
feedback systems of variations and hybrid

communication protocols in design of leader-
ship.

Conflict Incidence and Resolution Effi-
ciency by Generation and Firm are presented
in Table 3. These comprise of average
monthly incidents of conflict and median is-
sues resolution time which are drawn from of-
ficial HR records and observer reports respec-
tively. These measures demonstrate the diffi-
culties that leadership may encounter in foster-
ing intergenerational understanding exacer-
bated by interpersonal friction related to dif-
fering expectations, modes of communication,
and values.

Table 3
Eirm Name Generation Avg. Monthly Median Resolution Conflict Resolution
Conflicts Time (hrs) Efficiency (CRE)
Early 55 26 0.038
Bursa LoomCrafts Career
Mid-Career 3.2 18 0.056
Late-Career 1.8 10 0.100
Early 6.0 28 0.036
Surat Yarnworks Career
Mid-Career 4.1 20 0.050
Late-Career 2.5 12 0.083
Early
Northern Threads Career 5.2 25 0.040
Ltd. Mid-Career 35 17 0.059
Late-Career 2.1 9 0.111
Early 48 24 0.042
Luxweave Textiles Career
Mid-Career 3.0 19 0.053
Late-Career 1.9 11 0.091

The data across all firms indicate that for
early-career cohorts, the average number of
conflicts per month is around 4.8-6.0, and for
late-career cohorts it's often no more than 2.5.
Resolution conflict, however, diminishes with
seniority as older workers consistently demon-
strate high CRE values; the employees of
Northern Threads Ltd. in their late career
solve problem in the median time of 9 hours
(CRE =0.111), which is twice as effective than
today's early career peers. Workers in the mid-
dle years of their careers showed a balanced
approach, indicating an increased capability
of managing conflict. The findings also high-

light the need for experiential education and
adaptive leadership to counter the generational
divide.

Performance and Technological Engage-
ment Metrics are presented in Table 4. The per-
formance measures are hourly output amounts,
percentage of mistakes, adherence to dead-
lines, and calculated production indexes for
each of the generational groups. The findings
point to generational trade-offs with younger
workers in the main processing higher volumes
of output but at lower accuracy while older
workers for whom the laser was designed —
work more precisely and reliably.
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Table 4

Firm Name Generation Ou_tput Error Rate Deadline Miss Productivity

(Units/hr) (%) (%) Index

Bursa LoomCrafts Early 48 14 8 2.67
Career

Mid-Career 46 10 6 3.29

Late-Career 41 5 4 4.56
Early

Surat Yarnworks 51 16 9 2.43
Career

Mid-Career 45 9 5 3.46

Late-Career 40 6 3 4.44
Northern Threads Early

Ltd. Career 49 15 10 2.45

Mid-Career 47 10 6 3.36

Late-Career 42 6 4 4.20

Luxweave Textiles Early 50 13 9 2.63

Career '
Mid-Career 46 9 5 3.42
Late-Career 43 5 4 4.30

Early-career employees make more output
per unit per hour but their productivity index is
very low because of a higher number of errors
and missed deadlines. Raw output (51 units /
hr) is higher for early career group but produc-
tivity index (2.43) is the least. However, late
career professionals at Bursa LoomCrafts and
Luxweave Textiles have a lower speed and
score above 4.30 in productivity index, indicat-
ing a better execution quality. In general, there
is a balance available among the mid-career
cohorts that achieve strong output but are in
control of defects. These results show that
leadership strategies should not get too much
emphasis on speed but should reward genera-
tional competences and quality performance
associated with it.

To determine how generational cohorts re-
act towards different leadership styles, a sam-
ple of 24 participants (8 per cohort) was inter-
viewed semi-structurally and analyzed using
thematic analysis. Participative leadership,
digital tool comfort and familiarity, and clarity
in task delegation, and preferences to receive
structured feedback were key themes. The rel-
ative importance of themes per cohort is shown
in Figure 2 below normalized to give an indi-
cation of relative importance, and relative to
leadership models observed throughout the
textile sector. The qualitative insight is compli-
mentary of the quantitative measures and how
it evaluates deeper nuances in intergenera-
tional leadership perception.

42

35 1
Need for Face-to-Face Guidance 12 18
43 |
Valuing Autonomy in Role 8 —q4
21 |
44 |
Preference for Structured Feedback 16 | 20
I
43 |
Clarity in Task Delegation 11 —17
15 |
3 35
Comfort with Digital Tools — 01 I
Participative Leadership 6 — 44 |
19 |
0 5 10 15 20 25 30 35 40 45 50
@ Total Mentions Late-Career [ Mid-Career [IEarly Career
Fig. 2
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The early-career generation reflects inde-
pendence or participative leadership factors in
the high occurrences of added leadership (19),
digital comfort (22), and role autonomy (21).
Late-career workers, on the other hand, are
particularly focused on more traditional lead-
ership cues — structured feedback (20) and
face-to-face guidance (18). Mid-career staff
are a bridge, equally valuing clarity of tasks
(17) and structured feedback (16). These re-
sults underscore the need for leadership to be
flexible and pluralistic, ensuring digitally-ena-

bled connection for younger employees and hi-
erarchical clarity for senior staff. One-size-fits-
all leadership styles risk isolating generations
with different needs.

Team Cohesion Metrics by Generation and
Firm are presented in Table 4. Peer collabora-
tion indices are assessed (based on subjective
where respondents rate each other in the peer
assessment question), informal support net-
works and participation in cross functional
projects.

Table 5
Eirm Name Generation Peer—Rgted C_ro_ss-l?unctional Informal Support
Collaboration (/5) Participation Rate (%) Index (/10)
Early Career 4.3 85 7.9
Bursa LoomCrafts Mid-Career 4.5 78 8.2
Late-Career 4.2 65 8.5
Early Career 4.1 88 7.6
Surat Yarnworks Mid-Career 4.4 75 8.0
Late-Career 4.0 63 8.4
Early Career 4.2 84 7.8
Northern Threads Ltd. Mid-Career 4.6 80 8.3
Late-Career 4.1 67 8.6
Early Career 44 87 8.0
Luxweave Textiles Mid-Career 4,5 76 8.1
Late-Career 4.3 66 8.7

While early careers continue to outperform
their more experienced peers in cross func-
tional project participation (84—88%), the late
career employees are far more prolific in peer
rated support and informally mentoring, espe-
cially at Luxweave Textiles and Northern
Threads Ltd. It's a reflection of generational
strength: young people work better in a dy-
namic team while seniors keep the balance
within a team. Overall, balance among energy
and experience is the key reason that mid-ca-
reer staff have consistently ranked highest in
achieving cohesion. And these findings con-
firm the importance of generational contribu-
tions coming together to synergize and repli-
cated work given leadership cannot force the
uniform behavioral expectations to optimize
the team synergy.

Discussion

One of the things that stand out most is the
difference between generations in job satisfac-
tion. For the latter reason, the present study
highlights the need of ensuring that the work-
place is an environment that all generations

can feel valued and supported in; including the
tailored development of recognition programs
and career development that suit different ca-
reer phases and expectations [21]. These find-
ings highlight the intricate dynamics of experi-
ence, technological adaptation, and communi-
cation styles and emphasize the need for more
adaptive leader approaches [20].
Generational lines were also blindingly
obvious when it came to the effectiveness of
communications. They found that employees
who were younger were better at using newer
communication apps and digital tools, so the
response times to others were quicker, and the
tasks were completed more efficiently. But
that efficiency did not always lead to easy col-
laboration with their elders, who liked struc-
tured face-to-face interactions. Such a discrep-
ancy suggests issues of leadership communi-
cation which are located between the gaps. For
example, hybrid modes of communication in
meetings (which refer to alternations between
traditional in-person meetings and use of digi-
tal tools) such as hybrid meeting formats could
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improve clarity and inclusion. This will allow
a younger workforce to assert their compe-
tency in technology and ensure that older
workers are fully exposed and informed [19].

Conflict resolution was an area in which
generational dynamics showed up. Early-career
workers had the highest frequency of conflict,
seemingly due to relative inexperience and their
learning the professional workplace as the
workplace. On the other hand, the late-career
group was less involved in disputes; however,
their resolution was predicted and resolved
more quickly owing to their experience and
problem-solving abilities. These results indicate
that programs that encourage older team mem-
bers to mentor younger co-workers in resolving
conflicts and promoting team sideline disputes
could be quite effective in reducing tension in
the office. The latter programs are more likely
to improve interpersonal skills of younger
staff, as well as develop a more unified and in-
terconnected organizational culture [22].

The performance analysis also indicates the
trade-off between efficiency and accuracy be-
tween generations. More junior workers were
completing tasks at a higher output but also
with a relative higher error rate, highlighting
the delicate balance of speed versus accuracy.
Mid-career end-users, on the contrary, real-
ized a better performance, with both high
productivity and low error rate. Older workers
made fewer errors, but were slower but equally
accurate and reliable. This also speaks to the
leadership’s need to be open to selectively out-
sourcing work (in this case featuring a
younger demographic) to the nimbler younger
staff, while keeping senior staff to serve for
quality control and strategic vision. According
to this methodology, one capitalizes on what is
strong in one group against what is strong in
the other, and develops a climate in which em-
ployees can learn from each other, thereby
promoting a never-ending to-and-fro that is
characterized by mutual respect [23].

Comparing these results with previous re-
search, it is clear that the new generational di-
versity in the workplace keeps questioning tra-
ditional leadership models. Previous publica-
tions have also reported that younger workers
want innovation and to keep pace with technol-
ogy, while older ones prefer the status quo,

clear communication, and long-term planning.
Compared to this literature, the novelty of this
research is related on one hand to the textile
context in which the traditional world of pro-
duction and the new digital technologies are
converging. The findings of this research pro-
vide a more in-depth, metrics-based perspec-
tive on how generation nuances influence per-
formance in this industry. Another applicable
is that it not only provides observations, but
also provides insights to actions, and suggests
interventions ranging from communication,
conflict resolution to productivity via specifi-
cally designed leadership intervention [24].

Conclusion

The conversation illustrates that managing
a multigenerational workforce is rife with so
many issues, from job satisfaction to commu-
nication struggles, conflicting visions, and
productivity challenges. This systematization
of elements, and the comparison with patterns
in other industries, amounts not only to a vali-
dation of existing trends, since they are found
in various other works, but also suggests new
industry-specific insights. These results high-
light the importance of adaptable and collec-
tive leadership, understanding diversity of gen-
eration and closing a gap in communications,
and taking advantage of the talent and fresh
outlook of each generation.
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