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ARTICLEINFO ABSTRACT

The purpose of this study is to demonstrate and explain the influence of the
generation gap conflict between millennials and older employees on
employee performance. The meeting of three or even four generations in one
organization currently marks the generation gap. These distinctions cause
generational conflicts. Long-term conflict will undoubtedly have an influence

Ié:ﬁg;:g; gap on performance. This study's demographic is people of working age with

Conflict years of birth, specifically the baby boomers generation (1946-1964),

Performance generation X (1965-1980), generation Y or millennials (1981-1996), and
generation Z (1997-2012), with up to 200 respondents. This study collected

Employee. . . AP . . - .
primary data via distributing questionnaires. Descriptive analytic
techniques and multiple linear regression analysis were used to handle and
analyze the data. According to the findings of this study, communication,
opinions on work values or ethics, perspectives on rules and
authority/hierarchy, and knowledge of technology all have an impact on
employee performance.
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1. INTRODUCTION

Changes in labor demographics are a common occurrence in practically all organizations or
businesses around the world [1-3]. Workplace diversity is increasing, with four generations currently
coexisting: baby boomers (1946-1964), generation X (1965-1980), generation Y or millennials (1981-
1996), and generation Z (1997-2012) [4]. Currently, the population makeup of Indonesia is dominated by
population groups born between the 1980s and the early 2000s. According to the results of the Central
Bureau of Statistics' 2020 Population Census, the population in Indonesia is made up of baby boomers
(11.56%), generation X (21.88%), generation Y or millennials (25.87%), and generation Z (27.94%). The
most fundamental reason for understanding the phenomena of the "generation gap" is the increasing
number of employees from the younger generation who are now beginning to enter the workforce [5, 6].

Generations are groupings of people who can be defined by their birth year, age, location, and
significant events that shaped their personality. Significant life experiences, such as wars, technological
changes, or big economic transitions, can shape a generation. These events shape that generation's attitude,
values, and hopes [7]. A generation gap is a difference in opinion between persons of different generations,
specifically between those who are younger and those who are older [8]. Because each of these generations
grows up with different work ideals and perspectives, this generation gap exists [9]. The generation gap, in
particular, describes disparities in actions, beliefs, and perspectives between generations [8].

The generation gap between retiring baby boomers and newcomers such as generation Y or
millennials presents several problems and opportunities for organizations in an increasingly complicated
world [10]. These are opportunities for expansion, development, and partnership or cooperation [11]. The
generation gap can benefit businesses by providing complementary abilities, but it also offers several
obstacles . The presence of a generation gap in an organization or firm leads to frequent office
disagreements, reduces the efficiency of workflow among coworkers or the management structure, and
impairs the effectiveness of accomplishing company goals [9].

If this generation gap is not addressed immediately, it will lead to the emergence of problems such
as work conflicts, misunderstandings between colleagues, and decreased employee productivity, all of
which will have a negative impact on the organization's performance and effectiveness [5, 6]. As a result, it
is critical to understand what factors impact generational disparities that lead to various types of conflict
in businesses [14]. This is vital so that leaders and managers understand the conflict resolution tactics
employed so that generations can contribute successfully to reaching company goals [15]. As a result, the
focus of this study will be on the phenomena of generation gap, specifically proving the relationship
between generation gap conflict and its impact on employee performance.
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2. METHOD

This study relied on primary data, which was acquired directly from the source, in this case the
respondents who were sampled, notably the baby boomers generation (1946-1964), generation X (1965-
1980), generation Y or millennials (1981-1996), and generation Z (1997-2012). This study's sample
consists of people of working age and birth year, specifically baby boomers (1946-1964), generation X
(1965-1980), generation Y or millennials (1981-1996), and generation Z (1997-2012). Stratified random
sampling was utilized as the sample technique. The criteria for this research sample are workers aged 25
to 70, with a total sample of 200 respondents. The research framework and the variable of this study can
be seen in Figure 1.

X1 = Communication

X2 = Views on work
values or work ethics

T = Performance

X3 = A view of rules
and =

X4 = Technology -
Mastery

Figure 1. Research framework

The following operational definitions are used to measure the variables in this study:

a) Generation gap conflicts are those that arise as a result of disparities between baby boomers,
generation X, generation Y (millennials), and generation Z. The ability to use technology,
communication methods, perspectives on work values, and views on bureaucracy and hierarchy
structure are all indicators of generational gap disputes.

b) Employee performance is the consequence of an employee's work in quality and quantity in carrying
out his duties in line with the obligations assigned to him. Work quality, quantity, attendance,
responsibility, timeliness, and cooperation with coworkers are all indicators of employee
performance.

3. RESULTS AND DISCUSSION
Distribution of Respondents

In this study, respondents’ identities include their year of birth (Table 1), gender (Table 2), education
(Table 3), employee status (Table 4), and years of service (Table 5).

Table 1. Distribution of Respondents by Year of Birth

No Year of Birth Amount (People) Percentage (%)
1 Baby boomers 15 7
2 Generation X (1965-1980) 42 21
3 Generation Y (1981-1996) 126 63
4 Generation Z (1997-2012) 17 9
Total 200 100

Table 2. Distribution of Respondents by Year of Birth

No Gender Number of People Percentage (%)
1 Male 79 39
2 Female 121 61
Total 200 100

Table 3. Distribution of Respondents by Education

No Education Number of People Percentage (%)
1 Senior High School 4 2
2 Diploma 21 10
3 Bachelor 69 35
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4 Masters 90 45
5 PhD 16 8
Total 200 100

Table 4. Distribution of Respondents by Employee Status

No Employee Status Number of People Percentage (%)
1 Permanent employee 164 82
2 Temporary employee 36 18
Total 200 100

Table 5. Distribution of Respondents by Year of Services

No Years of Service (Years) Number of People Percentage (%)
1 <2 29 14
2 3-5 40 20
3 6-10 35 18
4 11-15 46 23
5 >15 50 25
Total 200 100

Validity and Reliability Test Results

Based on the results of the validity and reliability tests (Table 6), the correlation coefficient of all
indicators is greater than 0.50, so that the validity test can be concluded that all indicators are said to be
valid (accurate). Furthermore, all indicators show a correlation larger than 0.70, indicating that all
indicators in this circumstance are excellent. Furthermore, the Cronbach's alpha values for X1, X2, X3, X4,
and Y were 0.756, 0.816, 0.766, 0.934, and 0.771, indicating that all indicators are deemed to be reliable.
Thus, examining the validity and reliability of all major indicators' conceptions is valid and reliable.

Table 6. Validity and Reliability Test Results

Variable Indicator Correlation Cronbach’s Alpha
X1 X11 0.891 a=0.881
X12 0.934
X13 0.872
X2 X21 0.873 a=0.803
X22 0.904
X23 0.771
X3 X31 0.877 a=0.793
X32 0.922
X33 0.711
X4 X41 0.892 a=0.853
X42 0.892
X43 0.828
Y Y1 0.770 a=0.948
Y2 0.784
Y3 0.840
Y4 0.799
Y5 0.835
Y6 0.752
Y7 0.809
Y8 0.825
Yo 0.823
Y10 0.856
Y11 0.791
Y12 0.719

Results of Structural Equation Model (SEM) Analysis
The SEM analysis, in general, presupposes that the data is usually univariate and normally
multivariate (Figure 2). A 99% confidence interval is used, which yields a significant level value of = 100%
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-999% = 1%, so the data is said to have a Univariate Normal distribution when the value of c.r. is between -
2.58 and 2.58 (-2.58 c.r. 2.58); the data is said to be distributed Normal Multivariate when c.r. is greater
than 2.58.

Based on the AMOS output (Table 7), the test concluded that all c.r. the univariate is within -2.58 to
2.58, implying that all data has a Univariate Normal distribution; however, the value of c.r. multivariate is
less than 2.58 (value 2.288), implying that the data is normally distributed multivariate. In other words,
because the data is normally distributed Univariate and Normal Multivariate, the conventional ML
approach is employed for estimate.

Table 7. Assessment of Normality (Group Number 1)

Variable min max skew cr. Kurtosis C.I.
Y12 3.000 5.000 -.067 -.388 -.341 -.984
Y11 3.000 5.000 -200 -1.157 -606 -1.749
Y10 3.000 5.000 -.021 -123 -514 -1.483
Y9 3.000 5.000 -177 -1.021 -572  -1.652
Y8 3.000 5.000 -.088 -.508 -396 -1.144
Y7 3.000 5.000 -.128 -.740 -496 -1.433
Y6 3.000 5.000 -174 -1.002 -582 -1.679
Y5 3.000 5.000 .106 611 -802 -2.316
Y4 3.000 5.000 -.157 -.904 -531 -1.532
Y3 3.000 5.000 -298 -1.722 -675 -1.948
Y2 3.000 5.000 .186 1.073 -.078 -.225
Y1 3.000 5.000 -.052 -.301 -.316 -911
X43 3.000 5.000 -.034 -197 -.252 -.728
X42 3.000 5.000 -.224 -1.294 -603 -1.741
X41 3.000 5.000 .077 444 -611 -1.764
X33 3.000 5.000 366 2.115 233 .673
X32 3.000 5.000 -.284 -1.639 -727  -2.099
X31 3.000 5.000 -.080 -463 -.693 -2.001
X23 3.000 5.000 -411 -2.375 -676 -1.953
X22 3.000 5.000 -.037 -211 -534 -1.541
X21 3.000 5.000 .021 122 -.333 -.962
X13 3.000 5.000 -346 -1.999 -726  -2.097
X12 3.000 5.000 -196 -1.133 -579 -1.670
X11 3.000 5.000 .054 314 -393 -1.134
Multivariate 12.392 2.480
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Figure 3. Result of SEM Analysis
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The measuring equation is employed in this study to examine the relationship between the
constructs and the objects. The AMOS output is used to generate standardized estimations of the factor
loading value. The Standardized Estimate value is explained in terms of construct validity as a factor
loading value that is valid if it is more than 0.50. Because all factor loading values in the Standardized
regression weights output are larger than 0.50, all factor loadings are stated to be legitimate.

All test results suggest that the model is of good value based on testing the fit of the entire model,
hence the SEM model is good. Table 8 demonstrates that the updated SEM model's factor loading, VE, CR,
and Cronbach's Alpha values are all extremely excellent. All loading factors are still more than the cut-off
value of 0.50. sReliability demonstrated good reliability and outcomes because all variance extracted (VE)
values were greater than 0.50, construct reliability (CR) values were greater than 0.70, and Cronbach's
Alpha was greater than 0.60 (cut-off values). Table 8 summarizes the scores from factor loading, VE, CR,
and Cronbach's Alpha for the modified SEM model. This test was performed to assess discriminant validity,
and the results on CR were favorable. Table 8 displays the factor loading, CR, and Cronbach's alpha values
for construct investigations.

Table 8. The Validity and Reliability Measurements for all Constructs

Item Factor VE CR Cronbach’s
Description Loading Alpha
X11 0.824 0.712 0.880 0.881
X12 0.948
X13 0.748
X21 0.879 0.632 0.831 0.803
X22 0.918
X23 0.530
X31 0.868 0.730 0.890 0.793
X32 0.878
X33 0.816
X41 0.874 0.644 0.844 0.853
X42 0.784
X43 0.743
Y1 0.756 0.513 0.926 0.948
Y2 0.729
Y3 0.778
Y4 0.674
Y5 0.748
Y6 0.642
Y7 0.691
Y8 0.767
Y9 0.768
Y10 0.774
Y11 0.664
Y12 0.575

The coefficient of determination (R-Square, R2) was 0.921, indicating that the diversity of the Y
construct that could be explained by the constructs X1, X2, X3, and X4 together was 92.1%, with the
remaining 7.9% explained by other constructs not included in the SEM model. Table 9 displays the results
of hypothesis testing for the hypothesis. The findings of evaluating the hypothesis in a direct link from
different constructs are shown in Table 9. All three hypotheses that were developed were significant with
a p-value of 0.05. Furthermore, the biggest estimate (0.580) is given to the effect of X3 on Y (Figure 4).

pr=-0.022

p2=10.184
(P=10.989)

(P <0,895)

° Ba=0.580 Pa=0.229
(P <0,001) (P <0.001)

Figure 4. The Diversity of Y Value
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Table 9. The Relationship Path among the Constructs

Hypothesized Paths Estimate C.R. P Results
H1:X1->Y -0.022 2.350 0.989 Not Significant
H2:X2->Y 0.184 2.254 0.895 Not Significant
H3:X3->Y 0.580 4975 <0.001*** Significant
H4:X4->Y 0.229 0.580 <0.001*** Significant

Y=-0.022X1+0.184 X2+ 0.580 X3 + 0.229X4 +e , R2=0.921

The following are the general test findings based on the structural equation:

1) there is no significant effect of X1 on Y. The higher/lower the value of X1, it does not affect the value of
Y.

2) there is no significant effect of X2 on Y. The higher/lower the value of X2, it does not affect the value of
Y.

3) asignificant direct effect of X3 on Y of 0.580 is obtained. The higher the value of X3, the higher the value
of Y; conversely the lower the value of X3, the lower the value of Y.

4) asignificant direct effect of X4 on Y is obtained of 0.229. The higher the value of X4, the higher the value
of Y; conversely the lower the value of X3, the lower the value of Y.

According to the findings of research experiments, communication between generations had no
effect on performance. Performance is unaffected by intergenerational work beliefs or work ethics.
Meanwhile, generational differences in norms and authority/hierarchy have a positive and significant
effect on performance. The intergenerational mastery of technology has an impact on performance.

4. CONCLUSION

Communication between generations has no effect on performance. Views on intergenerational
work values or work ethics have no effect on performance. Views of rules and authority/hierarchy between
generations have a positive and significant effect on performance. Mastery of technology between
generations has a positive and significant effect on performance.

It is unavoidable for businesses to manage human resources or personnel from diverse generations
at this time and in the coming years. The corporation currently controls three or perhaps four generations,
notably Baby Boomers, Generation X, Generation Y or Millennials, and Generation Z. The disparities
between these generations arise from their varied birth years and the events they have shared, which will
undoubtedly alter and cause differences in the characteristics of each generation, affecting performance,
productivity, and dedication to the firm.
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