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 Improving employee performance is crucial for a company’s success as 
it directly impacts organizational effectiveness and efficiency. Perfor-
mance is assessed based on quality, quantity, timeliness, and teamwork 
in achieving the company’s objectives. Job satisfaction serves as a key 
factor influencing individual performance and overall organizational 
productivity. It is affected by several factors, including the work environ-
ment, compensation system, interpersonal relationships, and career de-
velopment opportunities. This study aims to analyze the effect of gen-
erational gaps and compensation on employee performance, with job 
satisfaction as a mediating variable. Using a quantitative survey method 
involving 80 respondents, the data were analyzed through instrument 
testing and hypothesis testing. The results indicate that generational 
gaps, compensation, and job satisfaction each have a positive and sig-
nificant effect on employee performance. Furthermore, both genera-
tional gaps and compensation positively influence job satisfaction, and 
job satisfaction successfully mediates the relationship between these 
variables and employee performance at CV. Citra Surya Abadi. 
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INTRODUCTION  

Human resources (HR) are the most valuable asset for organizations because they play an 
important role in achieving goals and competitive advantage. In this competitive era of 
globalization, companies are required to have competent, productive, and adaptive human 
resources. The success of companies, such as CV. Citra Surya Abadi, which is engaged in 
automotive subcon services, is highly dependent on the performance of its employees. 
However, data shows that the company's production results fluctuate, indicating instability 
in employee performance. Factors such as generational gaps, compensation, and job 
satisfaction are suspected to be the main causes of this decline in productivity (Tinggi et al., 
2022). 

Job satisfaction is an important factor that reflects the extent to which employees feel 
satisfied with their work. This satisfaction is influenced by compensation, work environment, 
and relationships between employees. Satisfied employees will be motivated to work better, 
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while dissatisfaction can reduce morale and loyalty. On the other hand, the generation gap 
poses a unique challenge for companies because each generation has different values, work 
styles, and expectations. The younger generation, for example, demands more flexibility and 
opportunities for self-development than the previous generation, which valued stability 
more. Disharmony between generations can affect communication and collaboration within 
teams, which ultimately impacts performance (Safitri, 2024). 

In addition, compensation also plays an important role in increasing employee 
motivation and loyalty. A compensation system that is fair, transparent, and commensurate 
with job responsibilities can boost productivity and job satisfaction. Conversely, inadequate 
compensation can lead to dissatisfaction and decreased performance. Thus, human resource 
management that addresses generational gaps, compensation fairness, and increased job 
satisfaction is an important strategy in maintaining employee stability and performance 
effectiveness. Based on this description, this study is entitled “The Effect of Generational 
Gaps and Compensation on Employee Performance through Job Satisfaction (A Study at CV. 
Citra Surya Abadi)”, which aims to analyze the relationship between these variables and 
provide recommendations for improving employee performance and welfare (Mayangsari & 
Sari, 2025). 

Theory serves to explain, predict, and control phenomena based on systematic 
concepts and propositions (Sugiyono, 2019). In this study, the theory focuses on four main 
variables: employee performance, job satisfaction, generational gap, and compensation. 
Employee performance is the result of an individual's work in carrying out their duties 
according to their responsibilities, measured by quality, quantity, timeliness, effectiveness, 
and independence (Ibrahim et al., 2021). Factors that influence performance include the work 
environment, motivation, and a pleasant working atmosphere (Ayunasrah et al., 2022). 
Performance appraisal serves to determine the level of success of employees in achieving 
organizational goals (Piri et al., 2022). 

Job satisfaction is a positive emotional state that arises from an individual's 
assessment of their work (Rulianti & Nurpribadi, 2023). This satisfaction is influenced by 
opportunities for development, job security, compensation, management systems, 
supervision, the work environment, and social relationships in the workplace (Isyandi et al., 
2022). Indicators of job satisfaction include job content, wages, promotions, supervision, and 
relationships with coworkers (Setiani & Febrian, 2023). High levels of job satisfaction 
encourage motivation and increase productivity. 

The generation gap describes the differences in values, behavior, and mindsets 
between age groups working within an organization (Kartika, 2024). These differences can 
affect communication, work styles, and expectations regarding work. The younger generation 
tends to be adaptive to technology and prioritizes flexibility, while the older generation 
values loyalty and stability more (Riyani et al., 2023). Indicators of the generation gap include 
differences in the use of technology, communication styles, and work values and 
expectations between generations. 

Compensation is the reward received by employees for their contributions to the 
company, both in financial form (salaries, incentives, allowances) and non-financial form 
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(facilities, awards, career development) (Fauzan, 2022; Anis, 2022). Fair, transparent, and 
responsible compensation encourages motivation and job satisfaction, while an unbalanced 
system can reduce performance (Wandi et al., 2022). 

Previous studies have shown that compensation and job satisfaction have a positive 
and significant effect on performance (Putri et al., 2024; Maizar et al., 2023), while the 
generation gap can affect satisfaction and performance depending on how companies 
manage it (Siregar et al., 2023; Andrade et al., 2024). Based on previous theories and 
research, this study's conceptual model examines the effect of generational gap and 
compensation on employee performance, with job satisfaction as a mediating variable. 

 
METHODS 

This study is entitled “The Effect of Generational Gap and Compensation on Employee 
Performance through Job Satisfaction at CV. Citra Surya Abadi” and uses a quantitative 
approach with the aim of explaining the relationship between variables through numerical 
data analyzed statistically. According to Sugiyono (2019), quantitative methods are based 
on positivism philosophy and are used to test theories and measure phenomena objectively. 
The research design involves four main variables: generation gap (X1) and compensation 
(X2) as independent variables, job satisfaction (Z) as a mediating variable, and employee 
performance (Y) as a dependent variable. The research population consists of all 80 
employees of CV. Citra Surya Abadi. The sampling technique used saturated sampling (total 
sampling) because the entire population was used as the sample, in accordance with the 
characteristics of research with a small population and a high level of generalization 
(Sugiyono, 2019).  

Data collection methods were carried out in three ways, namely Observation, 
which is direct observation of activities and working conditions at CV. Citra Surya 
Abadi. Literature study, by reviewing relevant literature, journals, and theories. 
Questionnaires, which were distributed to all employees via Google Forms to obtain 
quantitative data that could be statistically analyzed. Data sources included primary 
data, obtained directly from the survey results of respondents, and secondary data, 
in the form of additional information from journals, articles, company reports, and 
other supporting documents relevant to the study. The data analysis method used 
Structural Equation Modeling (SEM) based on Partial Least Square (PLS) with the 
help of SmartPLS software. According to Ghozali & Latan (2017), PLS is a powerful 
analysis method because it does not require data normality assumptions and is 
suitable for use with small and large sample sizes. This model is used to analyze 
direct and indirect relationships between latent variables based on established 
theory. 

 
RESULTS AND DISCUSSION 

CV. Citra Surya Abadi was established on May 22, 2018, by Mr. Suherman and Mr. Suhendrik 
on a 500-square-meter plot of land. The company is engaged in automotive subcontracting 
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services, specializing in the finishing of spare parts, such as deburring and buffing, which are 
carried out both manually and with machines. This company plays an important role in the 
final stage of production and collaborates with PT Mitra Metal Perkasa and PT Bumi Putra 
Manufaktur, which produce aluminum casting, stamping, brushless direct current (BLDC), 
and cookware parts. This study involved 80 employees of CV. Citra Surya Abadi as 
respondents. Data analysis was conducted using a measurement model (outer model) to test 
the validity and reliability of the research instrument. The convergent validity test results 
showed that of the total 34 statement items, 32 items were declared valid with an outer 
loading value above 0.60, while 2 items did not meet the criteria. This indicates that most of 
the research indicators were able to measure the intended construct validly. 
 
Average Extracted Variant (AVE) 
Analysis in the AVE measurement model can help compare each construct with the 
correlations between other constructs in the model. According to (Ghozal, 2021), the 
Average Variance Extracted (AVE) value must be > 0.50. 
 

Table 1. Average Extracted Variance (AVE) Values 
 Average Varian Extracted (AVE) 

Job Satisfaction (Z) 0,519 
Generation Gap (X1) 0,615 
Employee Performance (Y) 0,569 
Compensation (X2) 0,597 

Source: Data processed by researchers, 2025 
 

Based on the data in the table above, it shows that all constructs have an AVE value > 
0.50. Thus, the results obtained indicate that the measurement evaluation has good validity 
through the Average Variance Extracted (AVE) measurement model and  means that all 
constructs meet the discriminant validity criteria. 
 
Reliability Test 
Reliability testing was conducted to prove the consistency, accuracy, and precision of the 
instrument in measuring the construct. To measure the reliability of a construct in SEM-PLS, 
several methods can be used, namely Cronbach's Alpha > 0.60 for all constructs and 
Composite Reliability > 0.70. The results of Cronbach's Alpha and Composite Reliability can 
be seen in the table below: 
 

Table 2. Construct Reliability and Validity 
 Cronbach’s Alpha Composite Reliability 

Kepuasan Kerja (Z) 0,867 0,896 
Kesenjangan Generasi (X1) 0,874 0,905 
Kinerja Karyawan (Y) 0,876 0,898 
Kompensasi (X2) 0,856 0,888 

Source: Data processed by researchers, 2025 
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Based on the data processed from SmartPLS version 3 in Table 4.7, it shows that all 

variables have a Cronbach's Alpha value > 0.60 and a Composite Reliability value > 0.70. 
Therefore, it can be concluded that all constructs tested have good reliability in accordance 
with the minimum required limit and it can be said that from the test results, each indicator 
of each variable is reliable, accurate, consistent, and appropriate for measuring the variable. 
Thus, the test can be continued by testing the structural model. 
 
Hypothesis Testing 
Hypothesis testing in this study is based on the results of Partial Least Square (PLS) analysis 
by applying Bootstrapping and using a confidence level of 95% (alpha 5%). The hypothesis 
in this study is described as follows: if the T-statistic > 1.96, then the hypothesis is accepted. 
If the T-statistic < 1.96, then the hypothesis is rejected. If the P-Value > 0.05, then the 
hypothesis is rejected. The following is the model after extensive testing using the 
bootstrapping method, which can be seen in the image below: 
 

 

Figure 1. Bootstrapping Test Results 
Source: Data processed by researcher, 2025 
 

Based on the results of hypothesis testing using the Structural Equation Modeling 
(SEM) model, this study shows that all variables have a significant effect. First, generational 
gap has a significant effect on employee performance with a T-statistic value of 2.473 > 1.96 
and a P-value of 0.001 < 0.05, which means that the better the management of generational 
differences, the higher the employee performance. Second, compensation has a significant 
effect on employee performance (T-statistic 2.988; P-value 0.000), indicating that fair and 
proportional compensation increases motivation and work productivity. Third, job satisfaction 

https://ejournal.seaninstitute.or.id/index.php/esaprom


 

Jurnal Ilmiah Multidisiplin Indonesia (JIM-ID) 
Volume 4, Number 12, 2025,  
DOI 10.58471/esaprom.v4i12ESSN  2828-9463 (Online) 
https://ejournal.seaninstitute.or.id/index.php/esaprom  

 

 
 The Effect of Generational Gap and Compensation on Employee Performance Through Job 

Satisfaction (at CV. Citra Surya Abadi) - Aida Fuji Henarti et al 
1927 | P a g e  

has a significant effect on employee performance (T-statistic 2.331; P-value 0.003), 
confirming that the higher the satisfaction, the better the performance. Fourth, the generation 
gap has a significant effect on job satisfaction (T-statistic 3.717; P-value 0.000), meaning 
that harmonious working relationships between generations can create higher job 
satisfaction. Fifth, compensation also has a significant effect on job satisfaction (T-statistic 
5.888; P-value 0.000), indicating that an appropriate reward system increases employee 
comfort and loyalty. 

Furthermore, the results show that job satisfaction mediates the effect of generational 
gap on employee performance (T-statistic 3.490; P-value 0.004) and mediates the effect of 
compensation on employee performance (T-statistic 2.252; P-value 0.002). Thus, it can be 
concluded that both generational gap and compensation directly and indirectly have a 
significant effect on performance through job satisfaction. These results support previous 
studies such as Yumiko & Saryatmo (2024), Rizky & Sopandi (2024), and Emita et al. (2022), 
which confirm that job satisfaction is an important factor in improving performance through 
harmonious generation management and fair compensation in the work environment of CV. 
Citra Surya Abadi. 
 

CONCLUSION 

Based on the results of the data analysis described in the previous chapter, it can be 
concluded that the generation gap has a positive and significant effect on employee 
performance at CV. Citra Surya Abadi. Compensation has a positive and significant effect on 
employee performance at CV. Citra Surya Abadi. Job satisfaction has a positive and 
significant effect on employee performance at CV. Citra Surya Abadi. The generation gap has 
a positive and significant effect on employee job satisfaction at CV. Citra Surya Abadi. 
Compensation has a positive and significant effect on employee job satisfaction at CV. Citra 
Surya Abadi. Job satisfaction mediates the effect of the generation gap on employee 
performance at CV. Citra Surya Abadi. Job satisfaction mediates the effect of compensation 
on employee performance at CV. Citra Surya Abadi. 
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