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Foreword

The world today faces unprecedented challenges
— from the climate crisis and economic instability
to social inequality and rapid technological shifts.
Addressing these complex issues requires fresh
perspectives and innovative solutions. Despite
making up nearly half of the global population,
younger generations remain largely excluded
from decision-making spaces. As a result, we are
depriving ourselves of the ingenuity, energy and
problem-solving capabilities of these generations.

Intergenerational leadership, in which individuals
of all ages are engaged as equal partners in
decision-making, is not just a matter of fairness;
it is a strategic imperative, both for the United
Nations and for business. By mainstreaming
intergenerational leadership, we can create
forward-thinking institutions that are responsive
to complex challenges and ensure long-term
sustainability. As drivers of innovation and
economic growth, businesses have a crucial
role to play in leading this transformation. They
can test, refine and champion new models of
intergenerational leadership.

Here, the United Nations Youth Office, the

St. Gallen Symposium and The Club of Rome
gather research and learnings from the
pioneering work of organizations that have

adopted intergenerational leadership models.
We present actionable recommendations for
businesses who want to build new sources
of competitive advantage and stronger, more
resilient organizations prepared to navigate
the complexities of the twenty-first century
and contribute to a more just, sustainable and
prosperous future for all.

Felipe Paullier
Assistant Secretary-General for
Youth Affairs, United Nations

Mamphela Ramphele
Honorary President,
The Club of Rome

Peter Voser
Chair,
St. Gallen Symposium
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Executive Summary

Around the world, there is a widening generational
gap in business leadership: While the median age
of the global workforce is 39.6, the global average
age of CEO stands at 56.8. The average age of
board members across major markets such as
Brazil, the United States of America, the European
Union, South Africa and India ranges from 58 to 64
years old. This report demonstrates the immense
potential of shifting towards intergenerational
leadership models in business. Based on an
extensive review of the scientific literature and
learnings from pioneering efforts, we show that
meaningfully involving the next generation in
decision-making can help businesses achieve a
competitive advantage and positively impact both
people and the planet.

Greater diversity in perspectives — at the board and
executive levels as well as across the organization
— can unlock untapped potential.

N B

Intergenerational leadership catalyzes the following
five positive decision-making dynamics:

e Fostering empathy with employees and
customers

e Strategizing on longer-term timescales

e Qvercoming the “success trap”

e |ntroducing creative friction in problem-solving

e Strengthening commitment and internal checks
and balances

In combination, these mechanisms can

positively impact

e the planet, by fostering regenerative value creation

e people, by cultivating an inclusive culture and
social responsibility

e profit, by promoting innovation

—
Intergenerational Leadership

Intergenerational leadership refers to the meaningful involvement of multiple generations in
decision-making across all spheres of operation. Diversifying the ages of decision-makers has

increasingly been recognized to drive transformational change. For example, in 2023, the United
Nations Secretary-General made this case in his policy brief “Meaningful Youth Engagement in

” 1

Policymaking and Decision-making Processes”.

Intergenerational leadership can yield tangible benefits for businesses and create value for people
and the planet. It is also widely seen as an enabler to facilitate the achievement of the Sustainable
Development Goals (SDGs) by 2030. Yet currently, this potential remains largely untapped.

In business, intergenerational leadership can add value at:

* the executive (C-suite) level

e the corporate board (board of directors/supervisory board) level

e middle management and project leadership level
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Making intergenerational leadership work:

Three approaches

Embedding Intergenerational
Leadership Across the Organization

Enabling Co-Leadership
and Shared Decision-Making {)

Fostering Consultation
and Mutual Learning

The case for intergenerational leadership is
increasingly clear. Yet, how to implement itis a
more open question. In this report, we explore
pioneering efforts to integrate intergenerational

leadership and offer key insights about what works.

We suggest three main approaches to enabling
intergenerational decision-making:

e Consultation: These methods, which include
reverse mentoring and next-generation
advisory boards, focus on learning from
younger generations.

-~
—

¢ Co-leadership and shared decision-making:
This approach directly involves members
of different generations in core
decision-making structures.

e Embedding intergenerational leadership:
This effort mainstreams intergenerational
leadership in the culture of an organization.

These three approaches strategy, structure and
culture should be considered as a continuum.
Organizations will deploy different approaches
depending on their particular context. In the last
section, we offer five tangible steps executives can
take to unlock value for people, planet and profit
through intergenerational leadership.
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The Intergenerational Leadership Gap

Across decision-making structures in most most youthful continent, where the population’s
sectors, younger generations are largely absent. median age is 19.7 yet the median age of political
This holds true, first, in the political arena. A 2023 leaders is 62.% Such a vast disparity raises

report? revealed that a mere 2.8% of the world's questions about the ability of current leadership to
parliamentarians are aged 30 or under, and only effectively represent and address the concerns of
18.8% are aged 40 or under. This imbalance is younger generations.

even more pronounced in Africa, the world's

There is a big gap between the demographics of private
sector leadership, employees, customers, and youth

70" 39.6

Global population Median age of

under 50 global workforce

9" 96.8
e

S&P 500 board Global average

directors under 50 age of CEOs

Sources: United Nations (2024); Alliance Bernstein (2024); Statista (2024); Heidrick & Struggles (2023)

The gap has been widening in recent years (2014-2023)

91.8 755.1

CEO average hiring age
42-41.6
Workforce median age
47.5750.8
CFO average hiring age

Sources: Data for the USA, from Fortune 500 and S&P 500 companies in Crist | Kolder (2024); U.S. Bureau of Labor Statistics (2024)
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The intergenerational leadership gap is a global issue

99.5

USA

Average age of 58

board members @

Brazil

64.1 62.1

— 0

62.2
-

9.2 Singapore

South Africa

Sources: Spencer Stuart (2024); BoardEx (2025); Tsutsumi (2025); Spencer Stuart (2022);

Spencer Stuart (2023); Kapoor and Jain (2025).

The business world mirrors this generational gap.
Over the past decade, the average hiring age of
CEOs at Fortune 500 and S&P 500 companies has
risen from 51.8 to 55.1 years old,* while the average
age of standing CEOs has increased from 54 in
2008 to over 58 in 2023.5 In 2023, the average age
of independent S&P 500 board members reached
63.% In the United States of America, only 5% of
directors on S&P 500 boards are under 50,7 while
65% of the domestic — and 70% of the global —
population is under 50.8

The trend of aging leadership — which is
proceeding faster than general demographic trends
in many countries — is not limited to the Western
hemisphere. The global average age of CEOs is
56.8 years old® while the median age of the global
workforce is 39.6 years old.'® This phenomenon is
further evident in Asia, Africa and Latin America.
However, it is important to note that norms

around and perceptions of authority, hierarchy and
collaboration differ according to context.

In Europe, an analysis of around 5,900
companies revealed an average board member
age of 59.5."

In Singapore, the average age stood at 62.2
years as of 2022; 79% of directors were 56 years
old or older.’?

In Japan, the average age as of 2025 was
62.1, marking a continuous rise for 33
consecutive years.'®

In Brazil, the average age in 2017 was 55 years;"*
as of 2024, it stood at 58.°

In South Africa, the average age in 2023 of non-
executive board directors was 59.2.

The average age of independent board directors
in India’s top 200 companies was 64.1 years old
in 2024.7
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Notably, the global movement to involve more
women on boards appear to help counter this
trend: The global average age of women board
members is lower than that of men (57.2 compared

&

to 60.3 in 2021), and the average age of female
board chairs decreased from 59.4 years in 2018 to
57.7 years in 2021."® Thus, intersectional diversity
in decision-making processes is important.

Today's senior executives may be more open to
intergenerational leadership than we think

Does intergenerational
collaboration enhance
leadership effectiveness?

83% Leaders
of Tomorrow

92% Senior
Executives

Is intergenerational
leadership widespread in
today’s business world?

1 1 °/° Leaders
of Tomorrow

37% Senior
Executives

Are senior executives
receptive to intergenerational
decision-making?

20% Leaders
of Tomorrow

51 O/o Senior
Executives

Question 1: percent responding “More Effective” or “Slightly More Effective”; Question 2: percent responding “Very Widespread”
or “Common”; Question 3: percent responding “Extremely Receptive” or “Somewhat Receptive”

Sources: Buder, F., Rudiger, F,, Dietrich, H. (2025). Voices of the Leaders of Tomorrow: Navigating global power shifts.

Nuremberg Institute for Market Decisions & St. Gallen Symposium.

The 2025 Voices of the Leaders of Tomorrow
Report™ — a global survey of emerging
policymakers, entrepreneurs and researchers
under 35 and of senior global C-suite executives,
conducted by the Nuremberg Institute for Market
Decisions and the St. Gallen Symposium — finds
that today’s senior managers may see less of an
urgency to close this gap: 11% of the leaders of
tomorrow versus 37% of senior executives viewed
intergenerational leadership as widespread (42% of
the latter think it is “moderately” common).

At the same time, they could be more receptive
to intergenerational leadership than younger

generations may assume: A whopping 92% of senior
executives think that intergenerational collaboration
enhances leadership effectiveness — and 51%

of them also believe that their peers are either
extremely or somewhat receptive to the idea of
moving towards intergenerational decision-making.

As the following section will show, involving
younger generations more meaningfully in
decision-making is not simply a matter of equity.
Diverse generational perspectives can unlock
competitive advantages and enhance social
responsibility and ecological impact.
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How Intergenerational Leadership

Drives Success

Fostering empathy with
employees and customers

Strategizing on
longer-term timescales

Overcoming the “success trap”

Introducing creative friction
in problem-solving

Strengthening accountability
and internal checks and balances

Enabling young people to actively participate

in decisions that impact their lives is a moral
imperative. But mounting evidence shows that
closing the intergenerational leadership gap is a
smart business move as well. It drives innovation,
long-term financial success, regenerative value
creation and social responsibility. Integrating
intergenerational leadership positively impacts the
dynamism of businesses in five ways.

Five Decision-Making
Dynamics
Fostering empathy with employees and

customers: Age-diverse environments validate
different life stages and experiences and empower

@) v

. P
—O—
Pl ~

@\ People
h
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Profit

all employees to contribute. Younger “digital
natives” can help businesses keep track of cultural
and technological shifts and reach new customers.
Age discrimination has been found to be the most
common form of workplace discrimination.?
Intergenerational leadership can ensure an
inclusive workplace, enhance staff retention?' and
prepare young talent for additional leadership roles.

Strategizing on longer-term timescales: An aging
leadership may be more concerned with short-
term results than with long-term benefits that will
not manifest during their tenure while younger
professionals may be more open to pursuing
long-term payoffs.?? Intergenerational leadership
can balance short-term pressures, like meeting
quarterly targets, with long-term imperatives,

How Intergenerational Leadership Unlocks Innovation and Sustainability in Business



such as adapting to technological disruptions or
climate change.

Overcoming the “success trap”: Sticking to
mental models that have underpinned past
successes may risk succumbing to the “success
trap”. As a 2023 analysis in the Harvard Business
Review finds: “When circumstances are changing,
old paradigms ... can obstruct progress precisely
when new ideas and thinking are urgently
required.”? Age-diverse top management teams
excel at "ambidextrous learning” — drawing

from established know-how while at the same
time exploring new ideas.? Younger leaders
counterbalance experience with curiosity and
institutional knowledge with the ability to question
the status quo.

Introducing creative friction in problem-solving:
Age-diverse leadership teams integrate diverse
skills and viewpoints into decision-making, which
can facilitate productive friction. Creative friction
has helped firms address unique problems, for

N

example those posed by Covid-19.%25 At the team or
project level, inclusive environments enhance team
identification, collaboration and effectiveness.?®

At the management level, age diversity ensures the
retention of know-how and tacit knowledge from
one generation to the next.?” Properly managed,
age diversity on company boards can constitute
“the best of all worlds” as each generation brings
specific knowledge to the table.

Strengthening commitment and internal checks
and balances: Intergenerational leadership
enhances businesses’ ambition and commitment to
environmental and social concerns. Younger board
members have been found to be more concerned
about the environment and sustainability.?® Age
diversity also helps prevent corporate misconduct:
Diverse perspectives create more robust checks and
balances, and younger directors tend to be more
invested in the business’s reputation.? Integrating
different values can build a company’s social capital
and ability to make decisions about how to be a
good corporate citizen.®

How Intergenerational Leadership Unlocks Innovation and Sustainability in Business
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the Future

Our Common Agenda

Driving Impact Across
Three Main Areas

In combination, these flve mechanisms can help
businesses positively impact:

The planet: Intergenerational leadership has been
found to foster regenerative value creation and
sustainable business model innovation (SBMI).
SBMI involves fundamentally rethinking profit-
making models and incorporating sustainability
into the core of the firm. The greater commitment
and ability to question old mental models
associated with age-diverse teams help drive
such holistic change.®' Due to their facilitation

of ambidextrous learning, intergenerational
leadership teams are also better equipped to drive
the adoption and development of sustainable
technologies critical for future success.®?

People: The most consistent findings relate to

the effect of age-diverse leadership teams on
companies’ corporate social responsibility (CSR)
performance. A recent review of the literature
found an association between more age-diverse
boards and the adoption of management practices
integrating social, ethical and environmental
concerns.®® There are also positive effects on

organizational culture: A leadership team that
mirrors the composition of the workforce facilitates
an age-inclusive work climate and improved
collaboration in teams.3*

Profit: A simple association between age-diverse
leadership and financial performance is difficult to
establish, but research finds that intergenerational
leadership drives longer-term economic success by
creating environments conducive to technological
advancement and innovative practices.®® Research
from 2023 found a statistically significant negative
relationship between CEO age and corporate
vitality, which is a measure of long-term growth
potential % An analysis of Europe’s fastest-growing
companies indicated that while diversity alone did
not correlate with growth, age diversity among
board members played a crucial role in driving
company performance. Organizations with age-
diverse leadership will, then, tend to have better
prospects for sustained growth.?” Companies with
higher age diversity at the board level have, up to a
certain point, been found to benefit from improved
long-term financial health, as measured by the
solvency ratio.®® This suggests that there might

be an ideal level of age diversity that maximizes
financial resilience.

How Intergenerational Leadership Unlocks Innovation and Sustainability in Business
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Making Intergenerational Leadership
Work: Three Approaches

As we have shown, greater intergenerational
leadership is not only beneficial for employees,
societies and the planet but also for long-term
economic success. Yet organizations across
the private, public and non-profit sectors have
not prioritized it. Businesses who mainstream
intergenerational leadership will benefit from the

Approach 1: Consultation

In this first approach, senior leadership systemically
consults young generations in strategic direction-
setting.Typically, this focuses on employees from
within the organization, but businesses can also find
ways to involve external emerging talent. Examples
of consultation programs that have gained recent
prominence include reverse and cross-generational
mentoring and shadow boards.* These mechanisms
pair executive teams and corporate boards up with
sparring partners who introduce fresh and critical
perspectives. Consultation also strengthens the
pipeline of leadership talent within an organization.

In reverse mentoring, a senior leader benefits from
the perspectives and skills of a more junior colleague.
A reverse mentoring program can drive culture
change, promote diversity, strengthen awareness of
emerging strategic issues and increase knowledge
of specific topics (for example, technology). It also
increases engagement among and retention of
younger employees.*® Cross-generational mentoring,
in turn, is based on the mutual exchange of

knowledge and learning; participants serve as mentor

and mentee on specific issues.

dynamics discussed above, building a sustainable
competitive advantage. How can organizations
capitalize on this opportunity?

Intergenerational leadership is not yet a well-
defined space of action. We suggest three
main approaches, which increase in ambition,
breadth and depth.

There are several key steps for successfully setting
up reverse mentoring programs:

e Ensure leaders and younger employees are
equally involved in shaping the initiative.

e Ensure the expectations about objectives
and roles of both mentors and mentees are
aligned. Consider drawing up a mentorship
charter to provide a clear framework and to
drive a positive mindset.

e Mentor and mentee need to free up sufficient
time to build a good rapport.

e Bring more experienced and more junior mentors
together to share insights and best practices
about effective mentoring.

e Mentors and mentees must be actively
engaged to foster a successful relationship.
They will need to set their own priorities and
define their interaction model. Frequent check-
ins and surveys will help evaluate the success of
the program and enhance it where required.

How Intergenerational Leadership Unlocks Innovation and Sustainability in Business
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A leading global bank wanted to use reverse mentorship as a catalyst for “interhuman connections.”
Members were selected from top leadership and from management to participate in the six-month
project. The mentor and mentee teams drafted clear agreements that covered everything from the
frequency and type of meeting, to issues to cover, to alignment between roles.

Mentors met frequently to discuss and establish best practices, and the bank checked in with
mentees. The bank fine-tuned the program on an ongoing basis. After this initial six-month period,
the exchange between mentor and mentee was free-flowing and continued independently.

Reverse mentoring has expanded across the organization, and younger colleagues can apply for
the program, enabling the bank to identify emerging talent. A senior leader explained: “Reverse
mentoring expanded the capabilities of senior leadership. It motivated junior talents to step up and
take a role in drafting the organization of the future. Reflection and honest feedback bring a lot to

the entire organization.”

So-called shadow boards, or next-generation
advisory boards, gather young and motivated
individuals to act as sparring partners for the
executive committee or board.*' They expose
leadership to emerging trends and next-generation
perspectives, helping to inform strategic
reinvention.

Shadow boards work well when it comes to
specific initiatives, such as developing a new
marketing plan, redesigning a business model
or updating the value chain. Follow-up from top
leadership will ensure shadow boards do not
become “hollow structures”.

How Intergenerational Leadership Unlocks Innovation and Sustainability in Business
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A global consulting firm successfully implemented a shadow board in early 2020 amidst the
Covid-19 pandemic. The board consisted of six women and four men from seven cities across three
continents and met virtually. It served a dual function:

Advisory: It conducted a strategic strengths, weaknesses, opportunities and threats analysis.

Project implementation: It developed the company’s purpose statement and formed an ethics
committee.

In addition to developing the purpose statement, the board specified how the purpose could be
integrated into daily operations, client engagements and long-term strategic planning. The ethics
committee helped create a framework to ensure that the firm’s practices aligned with its values. The
committee addressed issues such as transparency in client relationships and the responsible use of
data and technology in branding strategies.

The CEO met with board members monthly, and board members dedicated approximately four
hours per week to the program. Leadership and strategic skills improved, and all members were
promoted during their tenure. One executive shared that the shadow board has “established itself as
a leading and influential light across the firm's global network.”

Reverse mentoring and shadow boards can technology, organizational culture and nurturing the
demonstrate the tangible benefits of intergenerational leadership pipeline. Incorporating environmental and
leadership to executives and the wider organization. social responsibility into organizations is rarer, with
Generally, these benefits have related to innovation, one notable exception.

For a fast-growing biotech and pharmaceutical company, creating value beyond profit was the next
step after achieving B Corp certification. When the CEO set up an advisory board, he aspired for an
intergenerational composition; he wanted productive friction and a key stakeholder to ensure the
sustainable and responsible conduct of the business. The resulting board effectively balanced the
company'’s impact on people, planet and patients with its focus on profit.

In consultative approaches, the mentor or senior proposed, such approaches risk encouraging “talk”
executive typically retains ultimate decision-making without corresponding “action”. For real change,
power. When ideas requiring substantial change are going beyond consultation may be necessary.

How Intergenerational Leadership Unlocks Innovation and Sustainability in Business
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Approach 2: Co-Leadership and
Shared Decision-Making

The second approach goes beyond consultation:
through co-leadership, different generations share
decision-making power. Co-leadership combines
fresh perspectives with seasoned expertise and
nurtures the next generation of leaders. It plays a
role at every level, including:

¢ the executive (C-suite) level, which determines
strategy and sets the tone for the organization's
culture.

¢ middle management, which plays a critical role
in operationalizing strategy and building teams.
Here, shared decision-making establishes a
learning culture and improves team resilience.

¢ at the project level, where younger leaders
get hands-on experience in high-stakes
environments in, for example, cross-
generational innovation teams that tackle
specific strategic, tech or culture initiatives.

Few industries have been as dramatically shaped by young, disruptive founders as the tech industry.
Many develop their technologies during university. To develop a viable business model, they need

knowledge of the market and an influential network.

Two founders of a global tech firm needed an experienced CEO to complement their skill sets and
to convince investors of the firm’s future prospects. They faced the common dilemma of balancing
seasoned leadership with the disruptive creativity of the founders. Once they chose a CEO, they
focused on navigating this dilemma: The co-founders took the lead on the technology and the more
senior CEO focused on customer relations and communications critical to building a successful

corporate brand.

Another important decision-making body which
can benefit from diverse generational perspectives
is the corporate board (i.e. the “supervisory board”
or “board of directors”). The board approves the
company strategy and ensures that it is run in the
best interest of share- and stakeholders. Key tasks
include oversight and governance, monitoring and
managing risk, legal and regulatory compliance,
and appointing and evaluating executives.

These boards are open to external, independent
members, providing an opportunity to bring in
younger perspectives. Efforts by younger members
to challenge conventional thinking, improve risk
assessment and align long-term strategies with
emerging trends may result in “constructive
disharmony” in the boardroom.*?

How Intergenerational Leadership Unlocks Innovation and Sustainability in Business



A leading telecommunications company appointed a young entrepreneur in her early 30s to

its board of directors in 2020. The young founder and CEO of a digital network contributed her
knowledge of the business landscape, an entrepreneurial mindset and an understanding of the next
generation of customers and employees. Her appointment led to significant change, including the
introduction of a parental leave policy for directors.

The appointment was embedded in a broader intergenerational leadership approach. One program
put millennial employees in a management role for a day. A youth advisory council elevated youth
insights on their experiences in and aspirations for the digital world. An annual research study
monitored young people’s relationships with digital technology.

This intergenerational approach has driven innovation and profitability, including via the
development of Al-powered solutions for customer engagement and operational efficiency.

A family hardware and DIY business with around 5,000 employees sought a new board member
to help them attract a younger customer base. The aim was to innovate offerings, improve online
experience and focus on sustainability across its supply and value chain. Having mapped the
competencies of its board, the president decided that inviting a younger person to join made

the best business sense, and the company finally selected a social entrepreneur. The new board
member helped pilot and implement projects key to the future success of the business.

Young leaders on board

For companies interested in strengthening their board'’s role in enabling long-term value creation,
the “Young Leaders on Board” project, a joint initiative of the St. Gallen Symposium and Zukunft-
Fabrik. 2050, works to identify outstanding individuals between 35 and 45 years old who can add
the greatest value to a company. More information can be found at symposium.org/ylob.

How Intergenerational Leadership Unlocks Innovation and Sustainability in Business
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Approach 3: Embedding
Intergenerational Leadership

Both consultation and co-leadership approaches
can add significant value for organizations. But
to unlock the full potential of intergenerational
collaboration, a holistic approach embedding
intergenerational leadership at the strategic,
structural and cultural levels should be taken.

Strategies specify sources of future success and
sustained value creation. Organizations should
consider how intergenerational leadership might
tangibly achieve strategic goals. For example, if
an organization has a talent strategy, age diversity
should be factored in as an aspect of inclusion
and belonging.
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An organization's structure shapes the way
competencies and responsibilities are distributed
and interlinked. Moving away from traditional
hierarchical models towards more participatory,
decentralized structures can empower younger
employees to take on more responsibility; this
flexibility makes organizations more responsive to
rapid change.

To embed intergenerational collaboration into an
organization’s culture, organizations can integrate
practices that foster mutual learning and shared
decision-making into routines and standard
procedures. These practices become a part of how
people work and solve problems daily. To this end,
staffing age-diverse teams or encouraging leaders to
seek input across age groups can prove effective.
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Taking Action: How to Move

Forward Tomorrow

This report has underlined the tangible benefits
of intergenerational leadership for businesses.
Businesses can draw on the three approaches -

consultation, co-leadership and embedding — to
begin. In addition, here are some key learnings:

Make a business case for intergenerational leadership:

To avoid “tokenism” and ensure efficacy,
organizations should establish a compelling
business case outlining the gaps and strategic
goals that intergenerational leadership and
decision-making will address. As our review of the
research has shown, these might include:

e the cultivation of a more agile approach to
innovation

e implementing more ambitious sustainability
strategies

e recruiting talent by changing the organization’s
purpose and work culture

e developing the organization’s next generation of

leadership

How do the demographics of the
leadership teams compare to those of
employees, customers and stakeholders?

What current set of skills and experiences
does the leadership have?

Where might intergenerational leadership
add the biggest value?

Design a targeted approach appropriate to the context:

To achieve identified goals, organizations should
choose models suited to their specific context.
They should be pragmatic: Formal co-leadership
structures may not always work. For example,

if extending full board membership to a young
leader is unrealistic (as it may be in publicly listed
companies), businesses may add “permanent
guests” or “strategic advisors” to the board or to
specific sub-committees. These members will not
have voting rights, but their input can still be taken
up by decision-makers.

Is the goal to foster specific skills and
knowledge at the individual level? Would
reverse mentoring be the best approach?

Is the goal to tackle strategic issues?
Could a next generation advisory board
take the lead on particular initiatives or
would co-leadership teams work better?

How might intergenerational leadership
be mainstreamed?

How Intergenerational Leadership Unlocks Innovation and Sustainability in Business
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Define and support the desired skill set:

Younger perspectives should be incorporated into
leadership because of the unigue competencies and
cognitive diversity they bring to decision-making.

To avoid overlooking young leaders, organizations
should empower them with the tools to succeed;

for example, executive education programs might
prepare new board members. How can new members be best prepared

during onboarding?

What skills, competencies and viewpoints
would add the greatest value and enable
creative friction in leadership teams?

Rally and sustain support for intergenerational leadership:

Experience is seen as the most fundamental publicly traded) companies may be more independent
criterion for selecting leaders, particularly in high- from the immediate pressures of shareholders.
stakes business environments. Efforts towards This independence can foster longer-term strategies,
intergenerational leadership, particularly if they go and communicating tangible goals and early

beyond consultation, may meet resistance. Strong successes can help stakeholders understand the

and determined advocacy to rally and sustain support benefits of intergenerational leadership.

for change must be deployed.

Again, context matters. Board positions in

publicly listed companies are determined through

sophisticated shareholder voting procedures, Who has potential reservations and why?
which differ from jurisdiction to jurisdiction. A
plethora of actors within and outside the firm are
involved, requiring a strong advocating role of board
presidents. Family businesses and private (i.e. not

How might the reasons for and benefits
of intergenerational leadership be
communicated effectively?

How Intergenerational Leadership Unlocks Innovation and Sustainability in Business
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Bridge potential gaps in communication styles,
work values and cultural expectations:
Intergenerational leadership is challenging. The

Voices of the Leaders of Tomorrow Report 2025
asked respondents which barriers they see to

intergenerational decision-making. For both How might differences in communication,
generations, different communication styles values or expectations pose challenges
and conflicting work values and cultural expectations to intergenerational collaboration?

(in terms of hierarchy and respect) were seen as key How can expectations be shaped and
sources of friction.* By cultivating an environment frictions addressed within the leadership
of mutual respect, shared learning and improved team?

communication, intergenerational teams can bridge
differences and achieve sustainable success.

By embedding diverse generational perspectives into decision-making at every level,
businesses can unlock innovation, enhance resilience and build a more inclusive

and forward-thinking culture. While still a relatively new (and untapped) opportunity,
companies that embrace this shift will be best positioned to navigate the complexities
of the future while reaping tangible benefits for the planet, people and profit.

How Intergenerational Leadership Unlocks Innovation and Sustainability in Business
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UN Youth Office

As the first dedicated entity for youth affairs within the United Nations Secretariat, the UN
Youth Office champions the rights, perspectives, contributions and potential of young people
everywhere. We lead efforts to enhance collaboration, coordination and accountability on
youth affairs, ensuring that the United Nations works effectively and inclusively with young
people in all their diversity. By fostering meaningful, inclusive and impactful participation

of youth in decision-making processes, our work focuses on empowering young people as
agents of transformative change in addressing global challenges in the areas of sustainable
development, peace and security, human rights and humanitarian action.

www.un.org/youthaffairs

The Club of Rome

The Club of Rome is a platform of diverse thought leaders who identify holistic solutions to
complex global issues and promote policy initiatives and action to enable humanity to emerge
from multiple planetary emergencies. The organisation has prioritised five key areas of impact:
Emerging New Civilisations; Planetary Emergency; Reframing Economics; Rethinking Finance;
and Youth Leadership and Intergenerational Dialogues.

www.clubofrome.org

St. Gallen Symposium

The St. Gallen Symposium is one of the world’s leading initiatives for cross-generational
dialogue. Our goal is to promote more responsible, long-term leadership, by fostering
meaningful and critical engagement between generations. Founded in 1969, the initiative is
driven by a team of about 25 students, the International Students’ Committee, and a team of
professionals, the St. Gallen Foundation for International Studies. Our annual main symposium
brings together around 700 senior executives from business and policy with 200 young
change-makers from around the world at the University of St. Gallen, Switzerland. We actively
promote sustainability and long-term thinking through intergenerational leadership.
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