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It is known that a cooperative climate between diverse generations is positively correlated with job
satisfaction among employees. However, there is limited research on the process that explains how and
why intergenerational climate is related to job satisfaction. Thus, based on intergroup contact theory and
social exchange theory, this study examined the effect of intergenerational climate on job satisfaction and
the mediating effects of trust and knowledge exchange. We analyzed data from 592 employees in South
Korea by using structural equation modeling. The results showed that intergenerational climate was
positively related to job satisfaction. Knowledge exchange mediated the positive relationship between
intergenerational climate and job satisfaction. Lastly, trust and knowledge exchange sequentially mediated
the positive relationship between intergenerational climate and job satisfaction. This study contributes to
the literature on intergenerational climate and knowledge exchange by identifying the mechanism between
intergenerational climate and job satisfaction and discovering a new antecedent of knowledge exchange.

The findings also have practical implications for human resource practitioners in organizations.
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Due to the recent dramatic demographic
changes especially in the developed countries
(Nagarajan et al., 2019), employees from various
generations now work together in the same
organizations (Wegge & Meyer, 2020). While
older workers are staying in the organization
average life

longer due to the increased

expectancy and extension of retirement age
(Wang & Shultz, 2010), younger workers from
new generations are beginning to join the
organization. The situation in South Korea
is the same, thus the significance of
intergenerational cooperation is becoming more
pronounced within organizations (Choi & Han,
2022).

However, distinct characteristics of employees
from each generation are an obstacle to
enhancing cooperative climate in organizations.
Since generations have been formulated based on
collective early adulthood experience (Schuman &
Scott, 1989), the situation in South Korea has
been particularly challenging due to its rapid
economic growth and various political events (Ho
et al, 2023). For example, older generations
who hold values based on Confucianism and
collectivism (Sung & Kim, 2003) are more
inclined to dedicate themselves to the
achievement of their team or company (Park &
Park, 2018). In addition, they tend to adhere to
the organizations’ established rules and show
deference to their leaders (Park & Kim, 2001).
On the contrary, younger employees who have

grown up under circumstances that emphasize

personal rights and freedom (Park & Park,
2018) desire to be assessed and rewarded based
on their individual ability and perceive this as
fair (Kim, 2021). They also consider work-life
balance (Kim et al., 2022) and personal growth
(Kim, 2021) important. This value incongruency
caused conflicts between generations and it led
to many negative outcomes such as increased
turnover intention (Lee, 2021), decreased
productivity (Korean Chamber Commerce and
Industry, 2020), and less frequent communication
between generations (Chung et al, 2022). In
this  regard, investigating  intergenerational
cooperation and its positive outcomes is a timely
issue.

Based on the above discussion, this study
aimed to examine the positive outcomes of
climate and its

workplace intergenerational

mechanism.  Firstly, we hypothesized that
workplace intergenerational climate would have a
positive effect on employees’ job satisfaction
based on previous studies (e.g., Griffin et al,
2016, King & Bryant, 2017; Macdonald &
2016). using the

1954) and

Secondly,
(Allport,

Levy, intergroup

contact  theory social

exchange theory (Blau, 1964), we predicted that
would  be

intergenerational  climate positively

related to knowledge exchange through trust,

which  subsequently enhances employees” job

satisfaction. The research model of the study is
presented in Figure 1.

In this study, we neither categorize

participants based on generation (e.g., oldet/
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Figure 1. Research Model

younger workers) nor specify the direction of
intergenerational communication. The first reason
for this is that dividing participants into
older/younger groups is inevitably arbitrary, given
that there is no agreement on the criterion for
classifying older/younger generations (Truxillo et
al., 2015). Second, as workplace intergenerational
climate does not refer to collaboration solely
between younger and older workers but rather
involves cooperation with coworkers from outside
of one’s generation altogether, it is sometimes
possible to interact with both younger and older
workers for someone in middle age. Thus, we
thought that we could not fully capture the
intergenerational  dynamic if we categorize
participants based on their age. Moreover, while
there is a common perception that older workers
are typically regarded as the ones who share
knowledge and younger workers as those who
receive it, every employee can engage in both
knowledge donating and collecting regardless of
because distinct  but

their  age they have

Job Satisfaction

(Burmeister et al.,

complementary  experiences

2018). Therefore, this study was conducted by

using the data from full-time employees working

with  colleagues of various ages without
considering the specific direction of interaction.
This study makes a theoretical contribution
since it not only confirms the positive
relationship between intergenerational climate and
job satisfaction but also uncovers the specific
sequential

mechanism by examining the

mediation effect of trust and knowledge
exchange. Considering that practitioners, for
successful human resource management, put
significant effort into dealing with generational
conflicts, these results can be broadly applied in

organizations.

Workplace Intergenerational Climate and
Job Satisfaction
defined as “the

Organizational ~climate is

shared perception of and the meaning attached



to the policies, practices, and procedures
employees experience and the behaviors they
observe getting rewarded and that are supported
and expected” (Schneider et al., 2013, p. 362).
reflects

Each type of climate perceptions  of

particular features of the work environment.
Thus, workplace intergenerational climate refers
to the perceptions of practices relating to
intergenerational cooperation in organizations.
Since King and Bryant (2017), who initially
developed the scale of intergenerational
climate, found a positive relationship between
intergenerational climate and job satisfaction,
subsequent empirical studies have supported the
relationship (e.g., Firzly et al., 2021; Lagacé et
al., 2019). A positive relationship can also be
expected based on other studies.

Job  satisfaction is an  “overall  positive

1993, p.761)

and “can be considered as a global feeling about

emotional” response (Moorman,
a job” (Spector, 1997, p.2). Social relationships
significantly impact people’s happiness (Sun et
al., 2020), and workplace connections also have
an important influence on employees’ job
satisfaction. For instance, good relationships with
coworkers (Simon et al., 2010) and leaders
(Volmer et al., 2011) are positively related to
job satisfaction, whereas negative interactions
with others (e.g., interpersonal conflicts) degrade
job satisfaction (Frone, 2000). Negative age
stereotypes may result in actual discriminatory
behaviors (Ayalon & Tesch-Romer, 2018), and

age discrimination is associated with a lower

quality of social interaction at work (Furunes &
Mykletun, 2010). Considering that the quality of
interaction with coworkers plays a critical role in
determining employees’ job satisfaction (Lin &
Lin, 2011), employees might be dissatisfied
with their job if negative stereotypes and
disctimination are prevalent in the workplace. In
contrast, when the atmosphere of organizations is
cooperative between the generations, employees
interact with coworkers from distinct generations
more frequently (i.e., intergenerational contact),
and they enjoy and feel comfortable with these
interactions (i.e., positive intergenerational affect)
without (ie., lack of

negative stereotypes

generational  stereotypes). Therefore, employees
are satisfied with their job when they perceive
an intergenerational climate.

Furthermore,

employees  experience  job

satisfaction ~ in  inclusive  organizational
environments. Empirical research has revealed
that employees are satisfied with their job when
of belonging to the
organization (Brimhall Barak, 2018;

2014; Hwang & Hopkins,

they feel a sense
& Mor
Brimhall et al,
2012). In addition, job satisfaction is enhanced
when organizations acknowledge and respect
diversity. Employees are satisfied with their job
when the organization expresses positive attitudes
toward diversity by encouraging organizational
justice and belongingness (Brimhall et al., 2014;
Madera et al, 2016). Accordingly, job
satisfaction might be enhanced in a diverse,
workplace  generational

inclusive climate (i.e.,

-4 -



Seoyeong Jeong - Hee Woong Park - Young Woo Sohn / Workplace Intergenerational Climate and Job Satisfaction:

inclusiveness,  workplace  intergenerational

retention). Thus, we predicted a positive
association between workplace intergenerational
climate and job satisfaction.

Hypothesis 1

Workplace  intergenerational

climate is positively related to job satisfaction

Mediating Effect of Trust in the Relationship
between Intergenerational Climate and Job
Satisfaction

While researchers have consistently shown a

positive  relationship  between intergenerational
climate and job satisfaction (e.g., Firzly et al,
2021; King & Bryant, 2017; Lagacé et al,
2019), few studies have identified the mechanism
explaining why a cooperative and inclusive
climate affects employees’ work attitudes, such
as job satisfaction (Madera et al., 2016). To
address this limitation, this study explores a
potential mediator based on the previous research
and selects trust as a mediator. According to the
framework of interpersonal trust proposed by
McAllister (1995), having frequent interactions
and maintaining close relationships, which are
characteristics of intergenerational climate, were
found to form trust, and trust significantly
influenced employee’s work attitudes. Therefore,
this study aims to examine the role of trust as
a mediator to uncover the underlying mechanism
climate and job

between intergenerational

satisfaction.

Sequential Mediation of Trust and Knowledge Exchange

Interpersonal  trust refers to the positive

perception toward coworkers’ competence and
performance (cognition-based trust) and emotional
and  proximity  (affective-based

trust) to their coworkers (McAllister, 1995). As

connectedness

trust is determined by the trustor’s perception of

the trustee, we measured trust by asking

(ie., trustor) who work with

older

participants
colleagues  both and younger than
themselves to assess how much they trust their
colleagues from various generations (i.e., trustee)
overall, rather than  considering  specific
generations.

Trust starts to develop when trustors believe
that trustees have positive characteristics, such as
solving problems, caring for others, and being
consistent (Mayer et al., 1995). In this regard,
the presence of negative stereotypes, such as that
older workers are less competent and dependable
or that younger workers are less faithful or
honest (Posthuma & Campion, 2009; Toomey &
Rudolph, 2015; Truxillo et al., 2012), might
be barriers to developing trust. Thus, an
intergenerational climate, with a lack of negative
facilitate  trust building.

stereotypes, might

Additionally, intergroup contact effectively

reduces prejudice (e.g., intergroup contact theory;
Allport, 1954). Furthermore, the positive effects
of intergroup contact are realized when everyone
perceives that they are treated equally and
shares common goals in a cooperative
atmosphere (Pettigrew, 1998). Thus, it was
climate s

predicted that intergenerational

-5



positively related to trust since employees
frequently communicate with one another while
sharing common goals in an inclusive
atmosphere.

Next, we predicted that trust would have a
positive effect on job satisfaction. Since the
majority of tasks within an organization are
performed through cooperation with multiple
members, employees spend a significant amount
of time working with their colleagues. Thus,
relationship with coworkers is the significant
factor that determines employees’ job satisfaction
(Lin & Lin, 2011). In particular, when
employees trust their colleagues, job satisfaction
increases since they are less likely to experience
job stress (Guinot et al., 2014). Furthermore,
numerous empirical research supports the positive
relationship between trust and job satisfaction
(e.g., Fareed et al., 2022; Giligcer & Serif, 2014;
Leat & EI Kot, 2009). Based on the above
discussions, we established Hypothesis 2.

2 The

Hypotbhesis relationship ~ between

and job

workplace intergenerational climate

satisfaction is mediated by trust.

Mediating Effect of Knowledge Exchange in
the Relationship between Intergenerational
Climate and Job Satisfaction

Knowledge exchange refers to donating,
collecting, and using knowledge in organizations.

It differs from knowledge sharing, which denotes

providing knowledge to others, in that it
comprises both sharing and receiving knowledge
(Wang & Noe, 2010). While it might seem
convincing that older workers are knowledge
senders and younger workers are knowledge
recipients, this one-directional perspective fails to
fully capture the knowledge dynamics in
organizations (Burmeister et al., 2018). Thus,
this study focused on knowledge exchange for
comprehensive understanding.

All employees in organizations possess valuable
knowledge, regardless of age (Burmeister et al.,
2018), and are prone to exchange their
knowledge when there is a shared understanding
of goals among all team members (Chow &
Chan, 2008). In this situation, relationships
between employees are the primary channels for
knowledge flows (Chen et al, 2009) and
frequent interactions are positively related to the
quality and quantity of knowledge sharing (Suh
& Shin, 2010). Employees regularly communicate
with coworkers from other generations in an
intergenerational ~ cooperative context, and it
encourages them to believe that they share
common  interests Thus,

across  gener: ations.

intergenerational climate would be positively
related to knowledge exchange.

Moreover, people define themselves based on
their membership or roles in their social groups
(Tajfel, 1974). Since age can be an important
factor in determining who they are (Gowland,
2006), people have formulated their identity

based on their age and interpretation of
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circumstances

Gaillard,

in organizations (Desmette &

2008). Therefore, people might
develop a poor self-image when they experience
discrimination (Fasbender & Gerpott, 2021; Han
2019), inclusive

& Richardson, whereas an

climate contributes to people’s positive self-image
and  confidence.  Additionally, employees
proactively try to share their knowledge when
they believe their behavior will be accepted
(Chen et al, 2009). Organizations with
intergenerational climates provide all employees
with safe and inclusive environments free of
discrimination and opportunities to communicate
Thus, it was

freely with one another.

hypothesized ~that workplace intergenerational
climate is positively associated with knowledge
exchange.
Furthermore, we predicted that knowledge
exchange is positively related to job satisfaction.
People desire to feel effective, connected, and
have a sense of volition (e.g., self-determination
theory; Deci & Ryan, 1985). These basic needs
might be fulfilled by engaging in knowledge
exchange.  Employees  consider  themselves
competent when they share the knowledge they
2015) and become

confident by skills
knowledge exchange (Malik & Kanwal, 2018).

have (Trivellas et al.,

learning  new through

They also experience psychological freedom from
voluntarily exchanging knowledge (Burmeister

et al, 2020). Lastly, people deepen their

relationships through exchanging advice and

making  suggestions,  which  are  great

Sequential Mediation of Trust and Knowledge Exchange

opportunities to enhance social relationships
(Feeney & Bozeman, 2008; Hezlett & Gibson,
2007). Considering the well-established positive
relationship ~ between fulfillment  and

well-being (Van den Broeck et al., 2016), it is

needs

expected that knowledge exchange would have a
positive association with job satisfaction.
Exchanging knowledge might be regarded as
a job resource (e.g., job resource-demand model;
Bakker & Demerouti, 2007), defined as “those
physical, psychological, social, or organizational
aspects of the job that may do any of the
following: (a) be functional in achieving work
goals, (b) reduce job demands at the associated
physiological ~ and

psychological ~ costs, (¢

stimulate personal growth and development”

(Demerouti et al., 2001, p. 501). Employees

might believe their coworkers support them
when  they exchange knowledge  because
knowledge  helps  them  accomplish  tasks

successfully (Kim & Yun, 2015). Furthermore,
employees can develop themselves by seeking
advice from their coworkers (Ellinger et al,
2003). These
resources (Schaufeli, 2017) and,

experiences function as job
as a result,
increase job satisfaction (Harris et al., 2007,
Scanlan & Still, 2019).

Hypothesis 3 The

relationship ~ between

workplace  intergenerational climate and job

satisfaction is mediated by knowledge exchange.

Sequential Mediating Effect of Trust and
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Knowledge Exchange in the Relationship
between Intergenerational Climate and Job

Satisfaction

To enhance knowledge exchange, the role of

environmental factors such as organizational
climate and personal psychological factors are
both 2010).

important (Wang & Noe,

Specifically, researchers have emphasized the
importance of trust as a personal psychological
factor in promoting knowledge exchange
(Witherspoon et al., 2013; meta-analysis), which
is facilitated by the expectation of reciprocity
(e.g., social exchange theory; Blau, 1964). In
this regard, this study aimed to examine the
positive  relationship  between intergenerational
climate and knowledge exchange through trust,
employees’  job

which in turn increases

satisfaction by investigating the sequential

mediation effect of trust and knowledge
exchange.

According to the social exchange theory (Blau,
1964), people who perceive trust are willing to
share their knowledge because they believe their
coworkers also share their knowledge reciprocally
2013).
empirical studies (Kuo, 2013; Sankowska, 2013,

Shehab et al., 2023; Wu et al., 2009) have

(Witherspoon et al., Moreover, many

found a positive relationship between trust and
knowledge exchange. The effect of trust on
knowledge exchange was also revealed in a
scenario-based experimental study (Rutten et al.,

2016). Thus, this study hypothesized that trust

and knowledge exchange sequentially mediate the
relationship between workplace intergenerational
climate and job satisfaction.

Hypothesis 4 The relationship between
workplace intergenerational climate and job

satisfaction is sequentially mediated by trust and

knowledge exchange.

Method

Participants

Participants were collected through an online
survey company in South Korea. We screened
out participants who were not fully employed,
worked remotely, or worked alone without
coworkers who were older or younger than them
(Appendix I). The reason why we set these
criteria was to reflect overall intergenerational
dynamics in organizations. A total of 592
responses were collected and participants received
points which could be exchanged for cash as a
reward. The average age of the sample was
43.67 (SD = 12.81), ranging from 22 to 69
years. 51.4% (» = 304) were male and 49.6%
(n = 288) were female. In terms of education
level, 13% (» = 77) graduated high school,
14.2% (n = 84) graduated college, 60.1% (n =
356) graduated university, and 12.7% (n = 75)
PhD  degree.

had master’s or Regarding

participants’ job position, 38.3% (1 = 227)
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154% (n =
14.5%

were  staffs, 91) were assistant

managers, (n = 86) were managers,
8.3% (n = 49) were senior managers, 10.8% (»
= 64) were executive managers, 6.9% (n = 41)
were executives or above, and 5.7% (n = 34)
had other kinds of positions. Additionally,

diverse
(20.3%),

technology service (18.1%), education (11.5%),

participants  worked  in occupations

including  manufacture science  and
construction (8.6%), wholesales or retail (7.8%),
information and communication (6.9%), finance
and insurance (3.5%), art and sports (1.9%),
rental business (1.0%), and others (20.4%).

Measures

Workplace Intergenerational Climate

Workplace
Intergenerational (K-WICS),
developed by King and Bryant (2017) and

Korean  version of  the

Climate Scale
validated by Jeong et al. (2023), was utilized
(Appendix II). The WICS includes five
subdimensions: Lack of Generational Stereotypes
(LGS; four items, e.g., “Co-workers outside my
generation are not interested in making
friends outside their generation.”), Positive
Intergenerational Affect (PIA; four items, e.g., “I
feel comfortable when co-workers outside my
generation try to make conversation with me.”),
Workplace  Generational —Inclusiveness  (WGI,
three items, e.g., “Workers of all ages are
Workplace

respected in  my  workplace.”),

Intergenerational Retention (WIR; three items,

Sequential Mediation of Trust and Knowledge Exchange

e.g., “My co-workers make older workers feel

they should retire”) and Intergenerational
Contact (IC; three items, e.g., “How often do
you have conversations with co-workers outside
your generation?”). LGS, PIA, WGI, and WIR
subscales was evaluated on a 4-point Likert scale
(1 = strongly disagree to 4 = srongly agree),
while the other items from IC were evaluated
on a 4-point Likert scale (1 = nmever to 4 =
very often). The Cronbach’s alpha coefficient of
the overall scale was .85 in King and Bryant
(2017)’s study. The Cronbach’s alpha coefficients
for each factor were .73 (LGS), .78 (PIA), .68

(WGI), .87 (WIR), and .85 (IC) in this study.

Trust
We used an 1l-item scale developed by
McAllister  (1995)

(2010). The scale comprises two subfactors:

and translated by Kim

cognition-based trust (six items, e.g., “My

colleague  approaches his/her job  with
professionalism and dedication”) and affect-based
trust (five items, e.g., “If I shared my problems
with my colleague, I know (s)he would respond
constructively and caringly”). To assess trust
toward coworkers from various age groups, we
instructed participants to consider all their
coworkers and answer the question (Appendix
). 7-point Likert scale, ranging from 1 (stromgly
disagree) to 7 (strongly agree), was adopted. This
scale was revealed to have good reliability in the
original (McAllister, 1995) and present study

(91 and .88 for cognition-based trust, and .89

-9 .



and .89 for affect-based trust, respectively). The
overall Cronbach’s alpha coefficient in this study

was .92.

Knowledge Exchange

Knowledge exchange was measured by the
8-item scale developed by De Vries et al. (2006)
and translated by Hyun (2019). This scale

includes two subfactors: knowledge donating
(four items, e.g., “When I've learned something
new, I tell my colleagues about it”) and
knowledge collecting (four items, e.g., “When a
colleague is good at something, I ask them to
teach me how to do it”). We provided
instruction for participants to think about all
colleagues from diverse age groups when they
responded to the questions (Appendix IV). Items
were rated on a S-point Likert scale, ranging
from 1 (trongly disagree) to 5 (strongly agree). This
scale was confirmed as reliable in the original
study (De Vries et al., 2006) and the present
study, with Cronbach’s alpha coefficients of .75
and .83 for knowledge collecting, respectively,
and .84 and .83 for

knowledge donating,

respectively. The overall internal consistency

reliability for this study was .88.

Job Satisfaction

To measure job satisfaction, the Brief Index of
Affective Job Satisfaction (BIAJS) developed by
Thompson and Phua (2012) was adopted
(Appendix V). The scale consists of four items,

and the sample item is “I like my job better

than the average person.” Each item was
assessed on a S-point Likert scale, ranging from
L (strongly disagree) to 5 (strongly agree). The
Cronbach’s

Thompson and Phua (2012) and .91 in this

coefficient was .81 in

alpha

study.

Demographic Informations

We collected sex, age, working hours, remote
working hours, tenure, educational level, job
of business as

position, and  category

demographic information.

Results

Preliminary Analysis and Descriptive Statistics

Before testing the model, this study checked
basic statistical assumptions by performing a
preliminary analysis using SPSS 25.0. There was
no multicollinearity in the data, according to

Kline (2016). The data also satisfied the

normality assumption because the absolute values

of skewness and kurtosis did not exceed 2

(Garson, 2012). Descriptive statistics for the

study variables are presented in Table 1.

Measurement Model Analysis

We conducted CFA to test measurement

model using the R 4.1.2 version of the Lavaan

package. Each scale item was used as an

- 10 -
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Table 1. Descriptive

Sequential Mediation of Trust and Knowledge Exchange

Statistics and Correlations of Study Variables

1 2 3 4 5 6 7 8 9 10 11

1 WIC -

2 Trust 46" -

3 KE 45 54T

478 347 37 38T .

5 Sex 00 -07  -02  -04 -

6 Age 01 10" 04 .00 01 -

7WH  -05 -100  -02  -09 -14"  -06 -

8 RWH  -01 05 -03 oL -04 -03  -02 -

9 Tenure  -.02 10" .06 27 18 86T -03 -02 -

10 EL -01 02 01 03 -04 -0l .06 07 -03 -

11 JP -03 07 05 a1t a5t 36 .06 06 447 18 .

12 CB 10" 02 11" 02 267 -02 -100 -04 -06 07 -.06
Mean 277 464 372 330 049 43.67 821 287 20060 272  2.82
SD 035 081 054 082 050 1281 108 737 13867 085 193

Note. N = 592; p < .05, "p < .01, " p < .001; WIC = Workplace intergenerational climate; KE = Knowledge

exchange; JS = Job satisfaction; WH = Working hours; RWH = Remote working hours; EL = Education level; JP =

Job position; CB = Category of business. In the case of sex, 0 = male, 1 = female. Tenure was measured in months.

observed indicator of the job satisfaction latent
variable. For workplace intergenerational climate,
this study used the subdimensions as observed
indicators according to the recommendation of
Weston and Gore (2006). However, the trust
and knowledge exchange measures consist of
only two subfactors. Because constructing a
latent variable with three or more indicators is
recommended, item parceling was conducted
based on the meaning of the items rather than
on the subdimension (Lee & Kim, 2016).

The the measurement

results indicate that

model demonstrated an acceptable fit, X2(98) =
452.38, p < .001, CFI 92, TLI 91,
RMSEA = .08, SRMR = .06. In contrast, the

single-factor model, in which all the variables
were loaded on one latent factor, did not fit the

data well, X’(104) = 2145.26, p < .001, CFI

= 56, TLI = 49, RMSEA = .18, SRMR =
.12.  The four-factor measurement model
demonstrated better fit indices than the

single-factor model that combined all variables

into one latent factor.

- 11 -
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Knowledge
Exchange

Job Satisfaction

Intergenerational
Climate

Note. ™p < 001

Figure 2. Structural Model with Standardized Path Coefficient

Structural Model Analysis

With the confirmation that the measurement

model’s fit was acceptable, the hypothesized
structural model was tested after controlling for
tenure using the R 4.1.2 version of the Lavaan
package. The model showed an acceptable fit,
X’(113) = 48697, p < .001, CFI = 92, TLI
= .90, RMSEA = .08, SRMR = .06. The total
effect of workplace intergenerational climate on
job satisfaction was significant (¢ = 1.67, B =
.68, p < .001). Thus, Hypothesis 1 was
supported. However, unlike we expected, the
mediating path from intergenerational climate to
job satisfaction through trust was not statistically
significant (4 = 0.11, B = .04, p = 31
Hence, Hypothesis 2 was not supported.
Intergenerational climate had a significant
indirect relationship on job satisfaction through
knowledge exchange, 4 = 0.15, B = .05, p <

.05, bootstrap 10000 samples, 95% CI [.03,

31], as well as through trust and knowledge
exchange sequentially, b/ = 0.12, B = .04, p <
.05, bootstrap 10000 samples, 95% CI [.03,
.22]. Therefore, Hypothesis 3 and Hypothesis 4

were both supported.

Discussion

This  study

mediation

investigated  the  sequential

effecc  of trust and knowledge
exchange in the relationship between workplace
intergenerational climate and job satisfaction.
Firstly, intergenerational climate was positively
related to job satisfaction. It implies that an
inclusive and cooperative climate can enhance job
satisfaction and is aligned with previous studies
that empirically revealed the positive relationship
between intergenerational climate and job
satisfaction (Firzly et al., 2021; King & Bryant,
2017; 2019).

Lagacé et al, Secondly, the

- 12 -
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indirect paths from intergenerational climate to
job satisfaction through knowledge exchange and
sequentially  through  trust and  knowledge
exchange were found to be significant. However,
unlike our hypothesis, the indirect path from
intergenerational  climate to job satisfaction
through trust was not statistically significant.
This suggests that knowledge exchange is the
crucial mediator in the relationship between

intergenerational climate and job satisfaction
since the influence of intergenerational climate
on trust increases job satisfaction only when
trust promotes knowledge exchange. In addition,
the sequential mediation effect of trust and
knowledge exchange implies that organizational
factors (i.e., intergenerational climate) facilitate
knowledge exchange by impacting the personal
ultimately

factor (ie., trust),

enhanced  job

psychological
leading  to satisfaction.  The
theoretical and practical implications of the study

are discussed below.

Theoretical Implication

This  study identified the effect of

intergenerational climate on job satisfaction.
Because the relationship between these two
variables was empirically revealed in King and
Bryant’s (2017) original scale development study,
researchers  have explored the role of
intergenerational climate in promoting employee
well-being. For example, successful aging at
2019) and work

work (Lagacé, et al,

Sequential Mediation of Trust and Knowledge Exchange

engagement (Burmeister et al, 2021) were
revealed to have positive associations with
intergenerational  climate. Based on previous

research, this study not only corroborated the

positive  association  between  intergenerational
climate and job satisfaction but also found a
specific mechanism for this relationship by
demonstrating the mediating effects of trust and
knowledge exchange. Supporting the results of
previous studies and deepening the understanding
of why the intergenerational climate is related to
employee well-being both enrich the literature.
The findings of this study offer empirical
evidence not only for intergroup contact theory
(Allport, 1954) but also for social exchange
theory (Blau, 1964). By revealing the positive
relationship between workplace intergenerational
climate and trust, this study reaffirmed the

significance of interaction with others while

sharing common goals and perceiving equal

status, as Allport (1954) proposed. In addition,
the sequential mediating effect of trust and
knowledge exchange emphasized the importance

of the expectation of reciprocity, which is

consistent with social exchange theory (Blay,
1964).

The results of this study also contributed to
research on knowledge exchange. Only a few

studies (e.g., Lagacé et al, 2019) have

investigated the effect of intergenerational climate

on knowledge exchange, as intergenerational

climate is a newly introduced concept.

Intergenerational climate was revealed as a new

- 13 -



variable that is related to knowledge exchange
based on theory  (Allport,

1954) and social exchange theory (Blau, 1964).

intergroup contact

Furthermore, this study demonstrated a positive
relationship between knowledge exchange and job
satisfaction. Considering that many studies have
concentrated on the role of knowledge exchange
in enhancing performance and  productivity
(Ahmad & Karim, 2019), the findings of this
study extend the knowledge exchange literature
by revealing an antecedent and outcome of
knowledge exchange and providing empirical
two well-established

evidence that supports

theories.

Practical Implication

Given that researchers put a lot of effort into

designing  successful employee management
practices in diverse age groups (Urbancovd &
Fejfarova, 2017, Wainwright et al., 2019), the
findings of this study are expected to be useful
for organizations. According to the survey, more
than 40% of participants responded that they
are dissatisfied with their current job (Lee,
2023). It often leads to challenges for companies
in managing and retaining their employees (Lee,
2021). In this context, this study provides
valuable guidance on how organizations can
improve employees’ job satisfaction by promoting
an  intergenerational  climate and  offering
knowledge exchange opportunities.

To foster an intergenerational climate, it is

recommended that companies invest in training
or education for a better understanding among
employees from different generations. Donizzetti
(2019) demonstrated that wunderstanding the
characteristics of aged people such as changes
in physical or cognitive abilities can decrease
negative stereotypes and discriminatory behaviors
toward old people. In this regard, organizations
can benefit from providing educations that
familiarize ~ employees with the unique
characteristics of each generation. For instance, if
older employees learned that younger generations
tend to put more emphasis on their personal
rights (Park & Park, 2018), they can understand
younger generations’ behaviors relatively easily
rather than considering them as rude. Similarly,
younger employees can build rapport with older
leaders by adjusting their behaviors to align with
their leaders who believe it is essential to respect
a person in a higher position (Park & Kim,
2001). This collaborative approach is anticipated
to foster cooperation between generations and
contribute to overall employees’ job satisfaction.
In addition to cultivating an intergenerational
should introduce new

climate, practitioners

systems or create regular opportunities for
knowledge exchange to improve employees’ job
satisfaction. Some companies have implemented
new digital platforms to facilitate effective
knowledge exchange among employees (Kang,
2023). Hosting annual conferences can provide
a chance for employees to share experiences
(Lim, 2023). As

and  expertise  together

- 14 -



Seoyeong Jeong - Hee Woong Park - Young Woo Sohn / Workplace Intergenerational Climate and Job Satisfaction:

knowledge exchange has been identified as a

mediator  in  the relationship  between
intergenerational climate and job satisfaction,
companies are encouraged to actively promote
and enhance knowledge exchange to improve

overall employee satisfaction.

Limitations and Future Research

Despite its  theoretical and  practical
contributions, this study has several limitations.
First, the results cannot confirm the causal
relationship between the study variables due to
the limitation of the cross-sectional design. Even
though we carefully established the hypotheses
based on well-established theories and previous
research, causal relationships cannot be
determined. For example, we examined the
sequential mediating effect of trust and
knowledge exchange in this study since we
predicted that trust can foster knowledge
exchange through the expectation of reciprocal
interaction based on social exchange theory
(Blau, 1964). However, it is also possible that
knowledge exchange can promote trust among
members because they can have the expectation
of reciprocity while exchanging their knowledge
with others. Therefore, we conducted further
data analysis to test whether the reverse path
(i.e., Workplace intergenerational climate -
Knowledge exchange - Trust - Job satisfaction)
alternative

is significant. The sequential

mediation path was not statistically significant, 4

Sequential Mediation of Trust and Knowledge Exchange

= 0.04, B = .01, p = .32, bootstrap 10000
samples, 95% CI [-.03, .12]. This

provided evidence that our research hypothesis is

result

theoretically ~ plausible. ~ Nevertheless,  further
longitudinal studies are needed to clarify the
relationship between the wvariables since this
study cannot guarantee causality due to its
cross-sectional nature.

Second, the risk of common method bias
might exist because only a self-report survey was
adopted to measure the study variables.
However, the result of the single-factor test
(Harman, 1976) indicated that the risk was not
severe since the explained variance of the largest
factor was less than 50%. However, data should
be collected from wvarious sources for future
research to decrease the risk of common method
bias.

Future research should explore other mediators

between intergenerational climate and  job
satisfaction or other outcomes of knowledge
exchange.  Since  workplace intergenerational

climate is a newly introduced concept, it is
recommended that more research on this topic
be conducted. It will be valuable to conduct
further research on the relationships between
other variables. For instance, prior research
(Newman et al., 2017; meta-analysis) revealed a
positive relationship between psychological safety
and knowledge sharing. Employees who believe
their team is safe for interpersonal risk-taking
may be more likely to actively participate in
(Siemsen et al,, 2009).

knowledge exchange

- 15 -



Hence, this may function as an alternative

mediator.  Exploring  whether  intergenerational
climate influences other variables such as work
engagement and intention to remain is also
meaningful. Burmeister et al. (2021) revealed
that intergenerational contact, which is a
subdimension of the WICS, enhanced work
engagement through belongingness. Thus,
studying the relationship between intergenerational
climate and other wvariables will deepen the
understanding of employee well-being.

Although some studies have investigated the
effects of the subdimensions of the WICS (e.g.,
Burmeister et al., 2021, McConatha et al,

2022), further research  investigating  the
discriminant effects of the subfactors is needed.
Since each subdimension of the K-WICS might
have distinct characteristics, it might be possible
that the subfactors of the K-WICS might have
distinctive effects on outcome variables.
Therefore, it should be explored in future
studies.
Lastly, examining the effect of interaction
between older and younger groups might lead to
valuable results. This study primarily aimed to
explore the overall interaction among employees
rather than focusing on an interaction between
specific generations. However, depending on the
situation, practitioners might specifically desire to
explore the interaction between certain groups
such as their older leaders and younger team
members. Therefore, it is suggested that future

research should classify participants into groups

based on a particular criterion such as older

leaders and younger team members for its
specific purpose.

Despite certain limitations, this study has
made a contribution to the literature by
elucidating a detailed mechanism that explains
how intergenerational climate promotes job
satisfaction trust

through and  knowledge

exchange. Moreover, considering that
intergenerational cooperation currently stands as
a major challenge in organizations, it is expected
that this study will provide a practical insight

into meeting the organizational challenge.
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Appendix

ltems for Screening Participants Out
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Note. Only respondents who selected the bolded options and whose working hours are between 40 to 107 can

participate in this survey

- 26 -



Seoyeong Jeong - Hee Woong Park - Young Woo Sohn / Workplace Intergenerational Climate and Job Satisfaction:
Sequential Mediation of Trust and Knowledge Exchange

Appendix II

ltems of Workplace Intergenerational Climate
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Note. Lack of Generational Stereotypes = 1,2,3,4; Positive Intergenerational Affect = 5,6,7,8; Workplace Generational

Inclusiveness = 9,10,11; Workplace Intergenerational Retention = 12,13,14; Intergenerational Contact = 15,16,17.
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Appendix T
Items of Trust
nge Astel A% SRSl dal T JE gl B¥ YA nE Qv FEEe A
A W2 P FAD B0l AZATA] B,
A EE ea o 4ge ue
awA 294 294 0 0 S00
g Wt oo T
of FRE AEHola HAH HER JFo
e ! RS o 2 @ @ 0 © ©
el e HA AHez & o, s FrY
P osas gne g ewdg dus e, 0 2 @ @000
U vel B7F 9RE $Foa A, o
’gve ol wEAT 92 om0 2 @ @900
el BRI AAALE ke Aol ool
i T oERs o urpd I ARES Y O @ © @ O 6 O
FRE A 28T Aotk
WY @R AYEE Uel §27h AT
S e » @ ® @ 6 ©® o
el BEe WO AL FFR BololA
© g awse oo gRe g e 0 2 @ @O @0
Uk el BEE AREA A2 ooltlol,
T wae Fuwe 4 g w0l voe v e e e
uel 2ol Hel oZAel ekl FaolA o
S ARSI T 4 Yed, EEE U BT O © © @ ©® 6 @
ARG Rl
WY el 24 E 5 @ B0l $AE $1
9 Hon AT FANE FUEANAL D @ © @ © 6 O
47 2 Rl
el 2AE vl BES oheaty, ol F8
0 £ EAE QHCE OB ARl AN D @ ©® @ 6 © O
Qe 29 A% Aoln
o BRE A2 2o AVBAES I
u”g;w 1 TAEYH o9 0 8 @ 6 ©® O

Note. Cognitive Trust = 1,2,3,4,5,6; Affective Trust = 7,8,9,10,11
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Appendix IV

Items of Knowledge Exchange
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Note. Knowledge Donating = 1,2,3,4; Knowledge Collecting = 5,6,7,8

Appendix V

[tems of Job Satisfaction
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