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Abstract: This study examined the generational digital divide in Nigerian workplaces, focusing on how
differences in digital literacy impact communication, collaboration, and overall productivity. Grounded in
Generational Cohort Theory and Human Capital Theory, the research explored the unique challenges faced
by different generational groups and how their varying experiences with technology shape workplace
dynamics. A descriptive survey design was employed, gathering data from 283 respondents across different
industries. Findings revealed while most employees are comfortable with digital tools, generational
differences create significant communication barriers in the workplace. Results also indicated that older
employees face challenges such as fear of making mistakes, insufficient training, and workplace cultures
that favour younger, tech-savvy workers. Respondents sampled for this study emphasized that strategies
such as regular digital skills training, mentorship programs pairing younger and older employees, and
fostering an inclusive, learning-oriented culture are essential for bridging the generational gap in the
digital age. The study concluded that sustained investment in cross-generational training, empathetic
leadership, and accessible technology is vital to enhancing workplace cohesion and productivity in
Nigeria’s evolving digital landscape.
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INTRODUCTION

Over time, numerous scholars have categorized individuals based on their birth years, leading to such
generational classifications as the Silent Generation, Baby Boomers, Generation X, Millennials, and
Generation Z (Ezurike, 2024). Aligned with the core tenets of the Generational Cohort Theory which argues
that the sociocultural, economic, and technological environments each generation grows up in shape their
worldviews and behaviours (Fernadez-Duran, 2016), these distinctions become even more apparent. For
instance, while Baby Boomers experienced an era of significant economic prosperity and social change,
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Millennials came of age during the rise of the internet and digital technology, which profoundly influenced
their lifestyles and perspectives (Bolton et al., 2013).

The generational gap refers to the distinct differences in experiences, perspectives, and behaviours across
different age groups This phenomenon affects not only family dynamics but also significantly shapes
workplace environments and broader social interactions (Marzo, 2024).

Generational differences among age groups are natural, but they can often lead to friction, particularly in
the workplace, where technology has become an integral part of business operations (Hartman, 2024).
Today’s workplaces are more diverse than ever, bringing together representatives from Generation X
(1965-1980), Generation Y, also known as Millennials (1981-1996), and Generation Z (1997-2012). Each
generation has a distinct attitude toward technology, shaped by the era they grew up in. As a result,
establishing a common understanding and promoting open discussions about these differences is crucial for
effective collaboration during meetings, training sessions, and other workplace activities (Choudhary et al,
2024).

One clear sign of the generational gap is the difference in how people from different age groups
communicate, especially in the workplace. Older generations, having experienced a pre-digital world, often
prefer traditional methods such as face-to-face conversations or written communication. Conversely,
younger generations, who have been immersed in digital technology from an early age, are more
comfortable with quick, electronic communication like emails, instant messaging, and social media. This
contrast in communication preferences can lead to misunderstandings and misinterpretations, thus leading
to tension and affecting workplace cohesion (Westerman et al., 2014).

In emerging economies like Nigeria, this divide is more apparent due to the uneven access to technology
and varying levels of digital literacy across generations (Omotayo, 2020). While younger employees, who
are often more tech-savvy, embrace digital tools for communication and collaboration, older workers may
struggle to adapt, preferring familiar, face-to-face interactions. These differences can create significant
barriers to effective communication and teamwork. As a result, organizations face the challenge of bridging
this gap to ensure smoother collaboration, reduce tension, and foster a more cohesive and productive work
environment.

Previous studies have examined generational differences in workplace behaviour and technology adaptation
from various angles. Crooks et al. (2020) explored how people’s behaviour interacts with changing
technology and work practices, like remote work and communication tools, especially when considering
generational differences. Their study points out the challenges in managing these interactions, particularly
during sudden shifts like the COVID-19 pandemic, which brought rapid social, cultural, and economic
changes. Similarly, Statnicke et al. (2019) looked at how different age groups use mobile learning and how
it affects their engagement at work. The scholars discovered that younger and older employees adopt mobile
learning differently, showing that age influences how people use technology for professional growth.
Choudary et al. (2024) adds to this by emphasizing that organizations need to adapt to generational shifts
to improve productivity and create a positive work environment.

However, despite these valuable insights, there is little empirical research focusing on the Nigerian context.
While studies like those of Crooks et al. (2020), Statnické et al. (2019), and Choudary et al. (2024) provide
a global perspective on generational differences and technology adoption, there is a need to examine how
these dynamics play out in Nigerian workplaces. Based on the foregoing, this study sought to answer the
following research questions:
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1. How do generational differences in digital literacy impact communication and collaboration in
Nigerian workplaces?

2. What are the key barriers preventing older generations in Nigeria from adopting and effectively
using digital technologies in the workplace?

3. What role do Nigerian workplaces play in bridging the generational digital divide?

4. What strategies can be implemented to effectively bridge the generational digital divide and
promote intergenerational collaboration and productivity in Nigerian workplaces?

THEORETICAL FRAMEWORK
Generational Cohort Theory

The Generational Cohort Theory suggests that the behaviours, attitudes, and values of individuals are
shaped by the unique social, economic, and cultural environments they experience during their formative
years (Roestenburg, 2020). This implies that people who grow up during the same historical periods tend
to develop shared perspectives and maintain those values throughout their lives (Fernandez-Duran, 2016).
As aresult, each generation forms distinct characteristics influenced by these collective experiences, which,
in turn, shape their contributions to the professional environment (Padayachee, 2017).

This theory is particularly relevant to the Nigerian workplace, where generational divides are increasingly
evident in how employees engage with digital technologies. Younger generations, often referred to as
Digital Natives, tend to embrace technological advancements more readily, while older generations may
rely on traditional methods of communication and work practices. These differences, rooted in their
generational experiences, create both challenges and opportunities for workplace cohesion and productivity.

The Generational Cohort Theory is of great relevance to this study, as it provides a framework to understand
how these generational differences influence digital adoption, communication patterns, and collaboration
in Nigerian workplaces. By acknowledging these variations, organizations can better design strategies to
bridge the digital divide to promote an inclusive, balanced, and high-performing workforce.

Human Capital Theory

The Human Capital Theory was developed by Theodore Schultz, Gary Becker, and Adam Smith, among
others (Nadezhina & Avduevskaya, 2023). This theory emphasizes that investing in education, training, and
skill development is one of the most effective ways to improve individual productivity (Coskun et al., 2022).
According to Raimi et al. (2022), well-trained individuals play a critical role in driving economic growth,
organizational productivity, and technological advancement. By acquiring valuable knowledge, skills, and
competencies, employees become essential assets for fostering innovation and improving efficiency within
workplaces.

In the context of generational differences in Nigerian workplaces, Human Capital Theory provides a useful
framework for understanding the digital divide. Younger employees, who are typically more digitally fluent,
bring technological skills that improve organizational adaptability and performance. On the other hand,
older employees offer valuable experience, leadership, and institutional knowledge. However, if
organizations fail to invest in continuous upskilling and cross-generational training, these two groups may
find it difficult to collaborate effectively. This lack of synergy could result in inefficiencies or tensions
within the workplace.
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Most specifically, the limited digital maturity likely to be evident in older generations suggests they may
face challenges adapting to rapidly evolving technologies, which could hinder their performance and overall
workplace productivity. This gap highlights the need for continuous investment in reskilling programs
tailored to equip older employees with digital competencies, fostering an environment where both
generations can contribute their unique strengths.

The Human Capital Theory is highly relevant to this study, as it provides a framework for understanding
how investing in the skills and development of employees across generations can bridge the digital divide
and enhance workplace cohesion. By focusing on continuous learning and capacity-building, organizations
can ensure that all employees, regardless of age, are equipped to contribute effectively in a rapidly evolving
digital environment. This approach not only promotes inclusivity but also strengthens overall organizational
performance, making it a key strategy for fostering a balanced and high-performing workforce in Nigeria.

METHODOLOGY

This study adopted a descriptive survey research design to explore generational differences in Nigerian
workplaces, focusing on how the digital divide impacts collaboration and productivity. The study
population comprised employees from different generational cohorts, such as; Baby Boomers, Generation
X, Millennials, and Generation Z, working across various industries in Nigeria. These industries included
Technology, Marketing Communications, Finance, Retail, Manufacturing, Education, Entrepreneurship,
and other sectors to ensure a diverse representation of workplace environments. However, due to the
challenge of obtaining a comprehensive and up-to-date list of employees across these sectors, the study
employed a convenience sampling technique to select a sample size of 283 respondents. This approach
allowed for practical access to willing participants while still maintaining a reasonable level of diversity
across industries and generational groups. Data was collected through a self-administered questionnaire,
distributed with the aid of research assistants to ensure clarity and completeness.

RESULTS
Table 1: Respondents Demographic Data (N = 283)

Demographic Variable Category Frequency Percentage
(m) (%)

Gender Male 132 46.6%
Female 151 53.4%

Age Group Gen Z (Born 1997-2012) 104 36.7%
Millennials (Born 1981-1996) 98 34.6%
Gen X (Born 1965-1980) 56 19.8%
Baby Boomers (Born 1946— 25 8.8%
1964)

Level of Education Bachelor’s Degree 145 51.2%
Master’s Degree 78 27.6%
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Doctoral Degree 23 8.1%
Others 37 13.1%
Current Role in the Entry-Level Employee 112 39.6%
Workplace Mid-Level Manager 84 29.7%
Senior-Level Executive 38 13.4%
Others 49 17.3%
Years of Experience Less than 1 year 47 16.6%
1-5 years 101 35.7%
6-10 years 66 23.3%
11-15 years 42 14.8%
Above 15 years 27 9.5%
Industry Technology 62 21.9%
Marketing Communications 41 14.5%
Finance 47 16.6%
Retail 32 11.3%
Manufacturing 28 9.9%
Education 33 11.7%
Entrepreneur 25 8.8%
Others 15 5.3%

Source: Field Survey, 2025
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The demographic data from 283 respondents reveals a balanced gender distribution, with 53.4% female and
46.6% male participants. The majority of respondents are younger, with Gen Z (36.7%) and Millennials
(34.6%) comprising over 70% of the sample, while Gen X (19.8%) and Baby Boomers (8.8%) make up the
remainder. Educationally, more than half hold a Bachelor’s degree (51.2%), followed by Master’s (27.6%)
and Doctoral degrees (8.1%). In terms of workplace roles, entry-level employees are the largest group
(39.6%), followed by mid-level managers (29.7%) and senior-level executives (13.4%). Experience levels
are varied, with 35.7% having 1-5 years of experience and 16.6% having less than one year. The technology
sector is the most represented industry (21.9%), followed by finance (16.6%) and marketing
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communications (14.5%). Overall, the sample reflects a young, educated workforce with diverse roles and

industry backgrounds.

Table 2: Showing how generational differences in digital literacy impact communication and

collaboration in Nigerian workplaces

Items

How would you rate your comfort level with using
digital tools for workplace communication?

How often do you collaborate with colleagues from
a different generation in a digital workspace (e.g.,
Slack, Microsoft Teams, Zoom)?

I feel that generational differences in digital literacy
affect the quality of communication in my
workplace.

How often do you experience misunderstandings or
delays in collaboration due to differences in digital
tool usage across generations?

Response

Very
Comfortable

Comfortable
Neutral
Uncomfortable

Very
Uncomfortable

Very Often
Often
Sometimes
Rarely

Never
Strongly Agree
Agree

Neutral
Disagree

Strongly
Disagree

Very Often
Often
Sometimes
Rarely
Never

Yes

Frequency

()
85

112
47
23
16

73
94
62
34
20
62
105
64
32
20

48
79
88
45
23
201

Percentage
(%)

30.0%

39.6%
16.6%
8.1%
5.7%

25.8%
33.2%
21.9%
12.0%
7.1%

21.9%
37.1%
22.6%
11.3%
7.1%

17.0%
27.9%
31.1%
15.9%
8.1%

71.0%
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Do you believe younger employees are more No 82 29.0%
effective in using digital tools for collaboration
compared to older employees?

Source: Field Survey, 2025
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Do you believe younger employees are more effective in using
digital tools for collaboration compared to older employees?
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The data in Table 2 reveals that generational differences in digital literacy create challenges for
communication and collaboration in Nigerian workplaces. While most respondents (69.6%) feel
comfortable using digital tools, a smaller but significant group (13.8%) struggles, indicating a digital divide.
Collaboration across generations is common, with 59% working together often or very often in digital
spaces. However, 59% of respondents believe generational differences negatively impact communication
quality, and 44.9% frequently experience misunderstandings or delays due to varying levels of digital tool
proficiency. Furthermore, 71% think younger employees are more effective with digital tools, highlighting
aperceived gap between generations. The data reveals that generational differences in digital literacy create
challenges for communication and collaboration in Nigerian workplaces. While most respondents (69.6%)
feel comfortable using digital tools, a smaller but significant group (13.8%) struggles, indicating a digital
divide. Collaboration across generations is common, with 59% working together often or very often in
digital spaces. However, 59% of respondents believe generational differences negatively impact
communication quality, and 44.9% frequently experience misunderstandings or delays due to varying levels
of digital tool proficiency. Furthermore, 71% think younger employees are more effective with digital tools,
highlighting a perceived gap between generations. These findings suggest that while digital tools are widely
used, generational differences hinder seamless collaboration and communication.
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Table 3: Showing the key barriers preventing older generations in Nigeria from adopting and

effectively using digital technologies in the workplace

Items

Older employees in my workplace find digital tools difficult to use.

Fear of making mistakes prevents some older employees from using
digital technologies.

Lack of adequate digital training programs makes it difficult for older
employees to adapt.

Workplace culture favours younger employees when it comes to
digital skills and technology use.

Source: Field Survey, 2025

Response

Strongly Agree
Agree

Neutral
Disagree

Strongly
Disagree

Strongly Agree
Agree

Neutral
Disagree

Strongly
Disagree

Strongly Agree
Agree

Neutral
Disagree

Strongly
Disagree

Strongly Agree
Agree

Neutral
Disagree

Strongly
Disagree

Frequency

(n)
54
102
63
42

22

67
89
58
43

26

78
106
48
32

19

61
97
64
37

24

Percentage
(o)

19.1%
36.0%
22.3%
14.8%

7.8%

23.7%
31.4%
20.5%
15.2%

9.2%

27.6%
37.5%
17.0%
11.3%

6.7%

21.6%
34.3%
22.6%
13.1%

8.4%
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Older employees in my workplace find digital tools
difficult to use.
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The data presented in Table 3 highlights significant challenges older employees face in adapting to digital
tools in Nigerian workplaces. A majority (55.1%) agree or strongly agree that older employees find digital
tools difficult to use, and 55.1% also believe fear of making mistakes prevents them from using these
technologies. Also, 65.1% attribute these difficulties to a lack of adequate digital training programs.
Furthermore, 55.9% feel that workplace culture favours younger employees in terms of digital skills and
technology use, indicating a potential bias or generational divide.
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Table 4: Showing the role of Nigerian workplaces in bridging the generational digital divide

Research Question 3

Do you believe the reliance on digital tools has
widened or reduced the generational gap in workplace
communication?

Does your workplace provide training programs to
improve digital literacy across all age groups?

My organization invests in user-friendly technology to
make it easier for all employees to adapt.

Management actively supports initiatives to bridge
the generational digital divide.

How effective do you find your workplace’s efforts in
addressing generational differences in digital skills?

Source: Field Survey, 2025

Category

Yes

No

Yes
No

Strongly
Agree

Agree
Neutral
Disagree

Strongly
Disagree

Strongly
Agree

Agree
Neutral
Disagree

Strongly
Disagree

Very
Effective

Effective
Neutral
Ineffective

Very
Ineffective

Frequency

()
145
138

162
121
73

98
54
41
17

68

105
58
36
16

52

103
72
41
15

Percentage
(“o)

51.2%
48.8%

57.2%
42.8%
25.8%

34.6%
19.1%
14.5%
6.0%

24.0%

37.1%
20.5%
12.7%
5.7%

18.4%

36.4%
25.4%
14.5%
5.3%
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Do yvou believe the reliance on digital tools has
widened or reduced the generational gap in
workplace communication?
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Management actively supports initiatives to bridge the
aenerational digital divide.
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The data in Table 4 reveals mixed perspectives on the role of digital tools and workplace initiatives in
addressing generational gaps. Slightly over half (51.2%) believe reliance on digital tools has widened the
generational gap in workplace communication, while 48.8% think otherwise. A majority (57.2%) report
that their workplaces provide digital literacy training across age groups, and 60.4% agree or strongly agree
that their organizations invest in user-friendly technology to ease adaptation. Also, 61.1% feel that
management actively supports initiatives to bridge the generational digital divide. However, only 54.8%
find their workplace’s efforts to address generational differences in digital skills effective or very effective,
indicating room for improvement. Overall, while many organizations are making efforts to bridge the gap,
the effectiveness of these initiatives remains inconsistent, and perceptions about the impact of digital tools
on generational divides are divided.
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Table 5: Showing strategies to effectively bridge the generational digital divide and promote
intergenerational collaboration and productivity in Nigerian workplaces.

Items

Offering regular digital skills training sessions would improve digital
literacy among all employees

Implementing a mentorship program where younger employees assist
older colleagues would play a vital role in reducing the generational
digital divide

Providing simple, easy-to-use technology in the workplace would help
bridge the digital divide.

Encouraging a culture of learning and collaboration across
generations would reduce digital skill gaps.

‘What leadership qualities do you believe are most effective in bridging
the digital generational gap?

Source: Field Survey, 2025

Response

Strongly Agree
Agree

Neutral

Disagree

Strongly Disagree
Strongly Agree
Agree

Neutral

Disagree

Strongly Disagree
Strongly Agree
Agree

Neutral

Disagree

Strongly Disagree
Strongly Agree
Agree

Neutral

Disagree

Strongly Disagree

Open-mindedness  to
technologies

new
Empathy and understanding of
generational differences

Encouraging continuous
learning and upskilling

Promoting mentorship between
generations

Implementing flexible
communication strategies

Frequency

(n)
105
114
38
18
8
97
118
34
20
14
121
97
36
19
10
112
102
37
18
14

84

76

65

41

17

Percentage
(%)

37.1%
40.3%
13.4%
6.4%
2.8%
34.3%
41.7%
12.0%
71%
4.9%
42.8%
34.3%
12.7%
6.7%
3.5%
39.6%
36.0%
13.1%
6.4%
4.9%

29.7%

26.9%

23.0%

14.5%

6.0%
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Crffering regular digital skKills training sessions would
improwve digital literacy among all employees
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105 40.00%
100
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B0 20.00%
25.00%
&0
20.00°%
40 15.00%
10.00%
20
5.00°%%
D _ 0.002%%
Strongly Agree Agrees Meutral Disagres Strongly
Disagres
N Fercentage (%% )| =il Freguesncy (N}
Implementing a mentorship program where younger
employees assist older colleagues would play a vital role
in reducing the generational digital divide
45 118 140
Ll iy 120
350
10D
0O
25.00% =0
20,00 B0
15.00r%
40
10000 =0 14
5.00% 20
i iy o
Stronghy Agree Agree MNeutral Disagree Strongly
Disagree
P ercentage (%) il Freguency (n)
Providing simple, easy-to-use technology in the
workplace would help bridge the digital divide.
Eialis N 124 140
4000 120
36 00%
100
30.00%
25.00% aa
20.00% 0
15.00%
20
10.00% o 0 -
5.00%
0.00% a
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Encouraging a culture of learning and collaboration
across generations would reduce digital skill gaps.

45.00% i1 120
40.00% 100
35 00%

J0.00% a0
25.00%
20.00% 60
15.00% 40
10.00%
5 00% 20
0.00% . 0
Strongly Agree Agrese MNeutral Disagree Strongly
Disagres
P Fercentage (%) ==ils= Frequency (n)
What leadership qualities do you believe are most
effective in bridging the digital generational gap?
Implementing flexible communication strategies ﬂ 7
. - . 41
Promaoting mentorship betwesn generations 12 50
. . . - 65
Encouraging confinuous leaming and upskilling 23 00%
Empathy and understanding of generational differences m— {8

- ne I -

Open-mindedness to new technologies 5550s

B Frequency (m) B Percentage (%)

The data in Table 5 highlights strong support for strategies to bridge the generational digital divide in
Nigerian workplaces. A significant majority (77.4%) agree or strongly agree that regular digital skills
training would improve digital literacy, while 76% believe mentorship programs pairing younger and older
employees would be effective. Also, 77.1% think providing simple, user-friendly technology would help
reduce the gap, and 75.6% emphasize the importance of fostering a culture of learning and collaboration
across generations. When it comes to leadership qualities, open-mindedness to new technologies (29.7%)
and empathy for generational differences (26.9%) are seen as most effective in addressing the divide. These
findings suggest that a combination of training, mentorship, accessible technology, and inclusive leadership
is key to reducing generational disparities in digital skills and fostering a more cohesive workplace.
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DISCUSSION

The first research question explored how generational differences in digital literacy affect workplace
communication and collaboration in Nigerian workplaces. The results show that while most employees feel
comfortable using digital tools and frequently collaborate with colleagues from different generations, many
still believe these differences create communication challenges in the workplace. Results also indicated that
misunderstandings and delays are common, and a large portion of respondents see younger employees as
more skilled in using digital tools compared to older ones, reinforcing the perception of a digital skills gap
between generations. These findings align with the views of Marzo (2024), who posited that generational
differences in digital literacy not only affect family dynamics but also significantly shape workplace
interactions and collaboration patterns. The observed communication challenges and delays, largely
attributed to varying digital skills between younger and older employees, mirror Crooks et al.'s (2020)
observation that technological advancements often create disparities in how different generations engage
with work processes, leading to friction and inefficiencies.

The second research question was aimed at investigating key barriers preventing older generations in
Nigeria from adopting and effectively using digital technologies in the workplace. Findings revealed that
older employees often struggle with digital tools, with fear of making mistakes and insufficient training
programs emerging as significant obstacles. Also, many respondents noted that workplace culture tends to
favour younger employees in technology use, creating an environment where older generations feel left
behind. This suggests that both personal anxieties and structural barriers contribute to the digital divide
among different age groups in the workplace. This result supports the view of Omotayo (2020), who
highlighted that in emerging economies like Nigeria, the digital divide is more pronounced due to uneven
access to technology and varying levels of digital literacy across generations.

The third research question examined the role of Nigerian workplaces play in bridging the generational
digital divide. Findings revealed that while many workplaces provide training programs and invest in user-
friendly technology, the effectiveness of these efforts remains mixed. Although management supports
initiatives to bridge the gap, a significant number of employees feel these efforts are only moderately
effective. This suggests that while steps are being taken to create a more inclusive digital environment,
there is still room for improvement in ensuring all generations benefit equally.

The fourth research question aimed to identify strategies to effectively bridge the generational digital divide
and promote intergenerational collaboration and productivity in Nigerian workplaces. Results from the
sampled respondents indicated strong support for regular digital skills training, mentorship programs
pairing younger and older employees, and the adoption of simpler, user-friendly technology. Also, fostering
a culture of continuous learning and collaboration across generations was widely seen as essential.
Leadership qualities like empathy, open-mindedness, and promoting mentorship were also highlighted as
crucial for bridging the divide and enhancing workplace productivity. These findings are in consonance
with the core postulation of the Human Capital Theory, which suggests that investing in employees' skills
and knowledge leads to increased productivity and overall organizational performance. The results align
with the theory’s emphasis on continuous skill development as a vital driver of workplace advancement,
ensuring that all generations can contribute effectively to organizational goals despite their initial
differences in digital literacy.
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CONCLUSION AND RECOMMENDATIONS

This study concludes that generational differences in digital literacy significantly affect communication,
collaboration, and productivity in Nigerian workplaces. Younger employees often demonstrate greater ease
with digital tools, while older employees may face challenges stemming from limited exposure and support.
These divides are not only technical but also cultural, influenced by uneven access to training and workplace
environments that tend to favour digital natives.

Based on the findings, the following recommendations are hereby given:

e Organizations should implement continuous, tailored training programs to enhance digital literacy
across all age groups, ensuring no generation feels left behind.

e Companies should establish mentorship initiatives that pair younger, tech-savvy employees with
older colleagues to promote knowledge sharing and collaboration.

e Workplaces should prioritize simpler, more intuitive digital tools that accommodate employees of
varying skill levels, reducing resistance and enhancing productivity.

e Leaders should cultivate an open, supportive environment where all generations feel encouraged to
learn, adapt, and collaborate.

o HR and Strategy Teams should conduct regular evaluations of generational integration strategies,
using feedback from staff to adjust training, tools, and policies for continuous improvement.
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