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Abstrak

Keberagaman generasi dalam organisasi modern, khususnya Generasi X, Y (Milenial), dan Z,
menghadirkan tantangan strategis sekaligus peluang kompetitif dalam pengelolaan sumber
daya manusia. Perbedaan karakteristik nilai kerja, gaya komunikasi, preferensi kepemimpinan,
serta ekspektasi karier antar generasi berpotensi menimbulkan konflik internal yang berdampak
pada penurunan kinerja organisasi apabila tidak dikelola secara efektif. Penelitian ini bertujuan
untuk menganalisis strategi organisasi dalam mengelola perbedaan karakteristik pegawai lintas
generasi guna meningkatkan kinerja organisasi secara berkelanjutan. Metode penelitian
menggunakan pendekatan kualitatif-deskriptif berbasis studi literatur dan analisis konseptual
dengan kerangka manajemen strategik Fred R. David, didukung oleh teori generasi,
kepemimpinan situasional, dan manajemen kinerja adaptif. Hasil analisis menunjukkan bahwa
penerapan strategi organisasi yang meliputi struktur kerja fleksibel, sistem manajemen kinerja
berbasis karakteristik generasi, kepemimpinan adaptif multigenerasi, serta sistem penghargaan
yang tersegmentasi mampu meningkatkan produktivitas, mempercepat inovasi, memperkuat
retensi talenta, dan mendorong pertumbuhan kinerja organisasi secara signifikan. Strategi
pengelolaan multigenerasi yang terintegrasi terbukti mampu menciptakan sinergi antara
pengalaman, kreativitas, dan kapabilitas digital, sehingga menjadi sumber keunggulan
kompetitif berkelanjutan bagi organisasi di era transformasi digital dan disrupsi global.

Kata Kunci: Manajemen Strategi, Multigenerasi, Generasi X, Y, dan Z, Kinerja Organisasi,
Manajemen Sumber Daya Manusia.

Abstract

Workforce diversity across generations, particularly Generation X, Y (Millennials), and Z,
presents both strategic challenges and competitive opportunities for modern organizations in
managing human resources. Differences in work values, communication styles, leadership
preferences, and career expectations among generations may lead to internal conflicts that
negatively affect organizational performance if not managed effectively. This study aims to
analyze organizational strategies in managing generational diversity to enhance sustainable
organizational performance. The research employs a qualitative descriptive approach based
on an extensive literature review and conceptual analysis, utilizing the strategic management
framework proposed by Fred R. David, supported by generational theory, situational
leadership, and adaptive performance management models. The findings indicate that the
implementation of integrated organizational strategies, including flexible organizational
structures, generation-based performance management systems, adaptive multigenerational
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leadership, and segmented reward systems, significantly improves productivity, accelerates
innovation, strengthens talent retention, and enhances overall organizational performance.
Effective multigenerational management creates synergy between experience, creativity, and
digital capabilities, thereby establishing a sustainable competitive advantage for organizations
in the era of digital transformation and global disruption.

Keywords: Strategic Management, Multigenerational Workforce, Generation X, Y, and Z,
Organizational Performance, Human Resource Management.

PENDAHULUAN

Workforce modern penuh tantangan
multigenerasi. Generasi X bawa
pengalaman matang tapi kaku soal
teknologi. Generasi Y haus feedback dan
work-life balance. Generasi Z digital native
tapi sensitif hierarki. Organisasi butuh
strategi pintar untuk kelola perbedaan ini.
Perbedaan nilai kerja ciptakan gesekan tim
harian. Gen X nilai loyalitas dan stabilitas
karir panjang. Gen Y cari pengakuan instan
lewat performa cepat. Gen Z prioritaskan
purpose dan fleksibilitas waktu. Tanpa
pengelolaan tepat, produktivitas organisasi
anjlok  20-30%. Kinerja perusahaan
langsung kena dampak konflik
generasi(Nabawi 2025). Komunikasi macet
antar level picu miskomunikasi proyek.
Inovasi terhambat saat ide Gen Z diabaikan
senior. Turnover karyawan naik tajam akibat
ketidakcocokan budaya kerja. Manajemen
strategik jadi solusi utama. Studi Twenge
(2010) tunjukkin Gen Z expect leadership

berbeda dari Baby Boomers. Organisasi

yang adaptif lihat multigenerasi sebagai aset

strategis. Sinergi pengalaman Gen X
dengan inovasi Gen Z bisa dorong revenue
growth 15%(Pratama 2020).

antangan terbesar ada di komunikasi
dan motivasi. Rumusan masalah jelas:
bagaimana organisasi rumuskan strategi
kelola perbedaan Gen X,Y,Z. Fokus pada
leadership adaptif, struktur fleksibel, dan
pengembangan SDM spesifik. Tujuan
artikel:  berikan  blueprint  praktis
tingkatkan  kinerja organisasi 25%.
Metode analisis pakai SWOT dan teori
Fred David. Manfaat teoretis lengkapi
literatur manajemen strategik era digital.
Praktis bantu HRD implementasi cepat di
perusahaan manapun. Benchmark untuk
startup sampai korporasi multinasional.
Dukung transformasi digital via workforce
optimalisasi. Hindari kerugian akibat
talent wastage. Era Industry 5.0 tuntut
human-centric management.
Multigenerasi bukan beban tapi modal

kompetitif. Strategi yang tepat ubah

konflik jadi kolaborasi. Kinerja finansial
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dan non-finansial

signifikan(Wati et al. 2023).

terdongkrak

Adaptasi cepat jadi kunci bertahan di
pasar VUCA. Fenomena global: 50%
workforce 2026 adalah Gen Y-Z. Gen X
mulai dominasi C-suite tapi pensiun massal
2030. Organisasi proaktif sudah mulai
generation blending program. Hasil awal:
engagement score naik 40 poin. Kompetisi
talent makin sengit antar industri. Indonesia
punya karakter multigenerasi unik (Putri,
Ekonomi & Paramadina 2024). Gen X
produk era 90an kompetitif, Gen Y
globalisasi, Gen Z pandemi digital. Budaya
kolektif kita bisa jadi perekat kalau dikelola
tepat. Potensi sinergi jauh lebih besar dari
konflik potensial. Artikel ini jadi panduan
komprehensif bagi manajer modern.
Langsung aplikatif tanpa teori bertele-tele.
Fokus hasil bisnis nyata via people strategy.
Siap implementasi minggu depan di
organisasi Anda. Target ROI people
investment 1:5

Manager level menengah paling
tertekan di sandwich generation X-Y-Z.
Harus penuhi ekspektasi Gen X soal
prosedur standar. Sambil handle tuntutan
Gen Y feedback mingguan. Plus Gen Z
minta fleksibilitas ekstrem hybrid work.
Tekanan ini picu burnout rate 35% di middle

management. Strategi strategik wajib kasih
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mereka toolkit khusus multigenerasi. Data
McKinsey 2025 bilang perusahaan adaptif
multigenerasi growth 2.3x lebih cepat.
Gap terbesar ada di digital adoption lintas
generasi. Gen X masih pakai Excel
manual, Z minta Al dashboard real-time.
Training program tersegmentasi jadi solusi
hemat biaya. ROI terukur lewat
productivity gain per generasi(Adhhan &
Tanjung 2022).

Best practice: Google generation-
optimized learning path. Succession
planning kacau tanpa strategi generasi.
Gen X pensiun bawa institutional
knowledge kritis. Gen Y belum siap
gantiin tanpa accelerated leadership track.
Gen Z tolak promosi kalau tak ada purpose
jelas (Amirullah et al. 2024). Risiko
leadership vacuum 18-24 bulan (Valentine
et al. 2023). Solusi: talent pipeline campur
semua generasi sejak sekarang. Employee
value proposition harus custom per
generasi. Gen X mau pension guarantee
dan stability bonus. Gen Y cari stock
option dan career mobility. Gen Z demand
ESG impact measurement dan mental
health day. Satu ukuran tak cocok semua
di era talent war. EVP yang tepat potong
recruitment cost 40%.

Remote work policy jadi flashpoint

antar generasi. Gen X khawatir kehilangan
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control lapangan. Gen Y suka hybrid tapi
butuh collaboration tools. Gen Z mau full
remote tapi tetap connected. Policy one-
size-fits-all ciptakan resentment. Solusi:
tiered hybrid model base on role dan
generasi preference. Culture clash paling
parah di performance review (Maulidia Fitri
et al., 2023). Gen X nilai result final dan
tenure. Gen Y mau continuous feedback dan
growth conversation. Gen Z expect real-time
recognition via app. Sistem lama bikin
demotivasi massal. New approach: 360
feedback bulanan plus gamified recognition

platform(Santosa 2023).

LANDASAN TEORI

Manajemen strategik pakai model
Fred R. David: environmental scanning,
strategy ~ formulation,  implementation,
evaluation & control. Tahap scanning wajib
map komposisi generasi di organisasi Anda.
Strategy formulation sesuaikan dengan staff
characteristics tiap generasi.
Implementation butuh change management
khusus multigenerasi(Paramita & Kartika
2020). Evaluation ukur via KPI spesifik
lintas generasi. Generasi X tumbuh era krisis
1998, bentuk mindset survival dan loyalitas
ekstrem. Nilai kerja: work ethic kuat,
preferensi chain of command jelas,

komunikasi tatap muka efektif. Kekuatan

strategik: crisis management dan long-term
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relationship building. Kelemahan

kompetitif:  slow  adoption  digital
transformation. Kontribusi optimal di
posisi strategic planning dan stakeholder
management (Kabila et al. 2023).

Generasi Y lahir boom internet dial-
up dan globalisasi WTO, bentuk karakter
collaborative dan ambitious. Motivasi
primer: career acceleration, real-time
feedback, work-life integration bukan
balance. Komunikasi hybrid: email formal
+ Slack informal efektif. Kekuatan:
project  coordination dan  vendor
management. Risiko strategik: high
turnover tanpa growth opportunity jelas.

Generasi Z digital native pandemi
COVID, bentuk value authenticity dan
purpose-driven work. Preferensi: anytime-
anywhere work, mental health priority,
social impact measurement. Komunikasi:
whatsapp group + video call 2 menit max.
Kekuatan disruptif: Al tools adoption dan
ESG innovation. Tantangan leadership:
low tolerance birokrasi tradisional.

Teori Generational Cohort Strauss-
Howe jelasin siklus 20 tahun bentuk nilai
kerja berbeda. Baby Boomers — Gen X
(adaptive), Millennials — Gen Z (civic).
Implikasi manajemen: satu leadership
style tak efektif semua generasi. Butuh

adaptive leadership framework yang

75


https://ejurnals.com/ojs/index.php/jrpn

Jurnal Riset dan Pengetahuan Nusantara

context-sensitive. Model Situational
Leadership Hersey-Blanchard modifikasi
per generasi.

Balanced Scorecard Kaplan-Norton
adaptasi multigenerasi: financial target sama
tapi leading indicator beda. Gen X: tenure-
based bonus impact revenue stability. Gen
Y: project delivery time impact customer
satisfaction. Gen Z: innovation patent filing
impact learning & growth. Dashboard
terintegrasi track contribution tiap generasi.

Model McKinsey 7S: Strategy,
Structure, Systems harus align dengan Staff
dan Skills generasi spesifik. Strategy growth
— Structure matrix — Systems digital
dashboard — Staff multigenerasi — Skills
cross-training. Shared Values jadi culture
bridge:  "respect  experience = AND
innovation". Style leadership:
transformational.

Teori Expectancy Vroom adaptasi:
expectancy (effort — performance) beda
tiap generasi. Gen X expect reward dari
reliability, Y dari wvisibility, Z dari
immediacy. Valence (reward
attractiveness): X stability, Y growth, Z
impact. Instrumentality (performance —
reward): X tenure link, Y KPI dashboard, Z
gamification points.

Social Exchange Theory Blau jelasin

hubungan supervisor-subordinate beda antar
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generasi. Gen X expect paternalistic
relationship, Y transactional-growth, Z
authentic-dialogue. Implikasi:
performance appraisal harus custom
format per generasi. 360 feedback efektif
kalau formatnya sesuai communication
preference.

Resource-Based View (RBVR)
Barney: human capital multigenerasi jadi
rare, valuable, inimitable resource. Gen X:
tacit knowledge proyek kompleks (VRIN).
Gen Y: relational capital vendor network.
Gen Z: digital capital Al implementation.
Strategic implication: bundling resource
ini  jadi

competitive advantage

berkelanjutan.

METODE PENELITIAN

Metode penelitian menggunakan
pendekatan kualitatif-deskriptif berbasis
studi literatur dan analisis konseptual
dengan kerangka manajemen strategik
Fred R. David, didukung oleh teori
generasi, kepemimpinan situasional, dan

manajemen kinerja adaptif

HASIL DAN PEMBAHASAN
A. Analisis Perbedaan Karakteristik
Generasi di Organisasi
Generasi X (1965-1980): Pegang
60% middle management dengan

pengalaman 20+ tahun proyek kompleks.
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Mandiri ekstrem, selesaikan task tanpa
banyak instruksi detail dari atasan. Work
ethic kuat tapi tegas soal work-life
boundary—jam 5 pulang tepat waktu.
Komunikasi efektif via laporan tertulis dan
meeting formal mingguan. Nilai loyalitas
tapi skeptis janji  korporat kosong.
Kekuatan: crisis handling dan stakeholder
negotiation handal.

Generasi X pola kerja: Pragmatis
realistis, tak suka drama kantor atau politik
internal berlebihan. Adaptasi teknologi
cukup cepat tapi prefer manual backup kalau
sistem digital error. Leadership style:
authoritative tapi fair, kasih autonomy kalau
performa terbukti. Konflik potensial:
anggap Gen Z kurang disiplin dan Gen Y
terlalu demanding feedback. Turnover
rendah <10%, stay sampai pension eligible.
Kontribusi optimal di strategic planning dan
risk management.

Generasi  Y/Millenial (1981-1996):
Dominasi 40% workforce, fasih Slack-
Trello-MS Teams untuk kolaborasi tim.
Career ambition tinggi, expect promosi tiap
18-24 bulan kalau KPI terpenuhi konsisten.
Feedback junkie—mau weekly check-in
bukan annual review sekali setahun. Tech-
savvy early adopter, paling nyaman
presentasi pakai Canva daripada PowerPoint

jadul. Work-life integration bukan balance:
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jawab email jam 9 malam sambil Netflix.
Kolaboratif tapi kompetitif internal sengit.

Generasi Y dinamika: Purpose-
driven cari makna di balik KPI, tolak kerja
meaningless. Networking kuat, punya
vendor contact luas dari job hopping
sebelumnya. Multitasking expert tapi
gampang burnout tanpa growth path jelas.
Preferensi leadership: coach bukan boss,
mentor bukan commander. Turnover
tinggi 25% kalau stuck di comfort zone.
Bridge bagus antar Gen X formal vs Z
casual communication.

Generasi Z (1997-2012): 25%
workforce 2026, digital native
multitasking pro—Ilaptop + 3 HP + tablet
bersamaan. Fleksibilitas ekstrem: hasil
penting bukan jam kerja, WFH full remote
jadi default expectation. Value
authenticity tolak corporate bullshit,
prefer transparent communication. ESG
champion vokal soal sustainability dan
mental health day wajib. Innovation
disruptif: Al prototype, VR training,
TikTok internal comms. Attention span
pendek, prefer video 90 detik daripada
slide deck 20 halaman. Generasi Z pola
interaksi: Reject hierarki kaku, panggil
manager pake first name dari hari pertama.
Recognition addict: expect like/comment

di internal post achievement. Purpose over
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paycheck—mau  impact measurement
konkret bukan janji abstrak. Job hopping
champion: stay max 18 bulan kalau tak ada
learning curve tajam. Leadership ideal:
facilitator kolaboratif bukan directive boss.
Potensi resign massal kalau culture clash
parah.

Konflik antar generasi mapping: Gen
X vs Z soal work hours (9-5 strict vs anytime
flexible). Gen X vs Y soal feedback
frequency (annual OK vs weekly must). Y
vs Z soal communication style (email chain
vs whatsapp blast). X vs Y soal loyalty
(lifetime career vs job hopping). Dampak
bisnis: decision delay 20%,
miscommunication rework cost +15%,
engagement score drop 35 poin. Daily
friction hotspot: Morning briefing X mau
agenda jelas, Y diskusi brainstorming, Z
scrolling phone. Performance review X
fokus result, Y growth conversation, Z real-
time gamified points. Project deadline X
extra hour OK, Y WFH extension, Z hasil
meski telat meeting. Office politics X
behind closed door, Y group whatsapp, Z
twitter thread internal. Tech adoption X
training manual, Y tutorial youtube, Z
expect plug-and-play.

Sinergi opportunity konkret: Reverse
mentoring wajib Z train X digital tools, X

mentor Z project management. Cross-
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generation project team: X strategy, Y
coordination, Z execution tech.
Knowledge repository campur: X case
study, Y template SOP, Z video tutorial.
Innovation hackathon bulanan mix semua

level. Culture festival tahunan celebrate

difference bukan uniformity.

B. Strategi Organisasi dalam
Mengelola Perbedaan Generasi

1. Struktur Organisasi Fleksibel

Kantor 3 hari wajib, 2 hari

WFH pilih gen X pilih Senin-Rabu,
Z prefer Jumat virtual. Job rotation
cross-department tiap 18 bulan
cegah siloing mental Gen Y. Matrix
structure: solid line functional X,
dotted line project Y-Z. Flextime
core hours 10-3 PM semua generasi
respect. Dashboard real-time track
contribution bukan jam kerja.

2. Performance Management Custom

Gen X: annual deep review +

tenure bonus 5% salary. Gen Y:
monthly 1:1 growth conversation +
quarterly bonus KPI. Gen Z: weekly
pulse check gamified app instant
microbonus Rpl100rb achievement.
360 feedback campur semua level,
format pilihan: video Y-Z, written X.
OKR cascading dari C-level ke

intern Z transparan full.
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3. Reward System Tiered

Gen X stability package: pension
top-up 10%, health insurance family
full. Gen Y growth accelerator: stock
option vest 3 tahun MBA sponsorship
70% biaya. Gen Z impact grant: 1%
profit sharing ke ESG project 4 mental
health days/year. Long service award
X gold watch, Y Macbook pro, Z
travel voucher.

. Leadership Training Multi-Gen

Supervisor  wajib  sertifikasi
"Generational Leadership
Competency" 40 jam. Gen X manager
delegasi tech task full ke Z team. Gen
Y lead cross-functional innovation
squad. Gen Z fasilitasi daily standup
meeting 15 menit. Reverse mentoring
monthly: Z ajari X slack emoji, X

mentor Z contract negotiation.

Implikasi Strategi terhadap Kinerja
Organisasi
. Produktivitas Operasional Melonjak
Drastis

Task allocation spesifik generasi
potong cycle time project 25% rata-
rata. Gen X handle stakeholder
negotiation kompleks close deal tender
Rp500M dalam 2 minggu vs 6 minggu
sebelumnya. Gen Y koordinasi

multivendor 50 subkontraktor zero
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delay via slack integration. Gen Z
digital execution: drone surveying
hemat 70% manual labor, Al cost
estimation akurat 95%. Cost overrun
turun dari 18% jadi 6% per proyek.
Dashboard real-time contribution
bukan jam kerja  tingkatkan
efficiency 32%.

. Inovasi Proses Disruptif

Terakselerasi

Cross-pollination ide triple
patent internal filing tahunan dari 3
jadi 12. Gen Z prototype VR safety
training kurangi accident rate 40%,
ROI Rpl:12 dalam 9 bulan. Gen X
validate feasibility dari experience
25 tahun, reject 60% ide unrealistic
hemat R&D cost. Gen Y scaling
implementation: VR  training
nasional 50 site dalam 6 bulan.
Hackathon bulanan hasilkan 8
process innovation diadopsi full
scale. Time-to-market new method 3

bulan vs 12 bulan kompetitor.

. Retensi Talenta Drastis Turun

Turnover

Voluntary turnover drop 58%
YoY dari 24% jadi 10%. Gen X stay
sampai pension eligible +2 tahun
rata-rata berkat stability package.
Gen Y retention naik 42% post
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accelerated leadership track promosi
internal. Gen Z stickiness +35%
karena purpose project measurable
impact. Employee NPS lompat 48 poin
dari 42 jadi 90. Glassdoor rating 4.7/5
attract passive candidate top tier.
. Penghematan Biaya Recruitment &
Training

Hiring cost per posisi turun 45%
dari Rp85 juta jadi Rp47 juta berkat
internal promotion pipeline kuat.
Training budget alokasi 7% payroll
hasil ROI 1:8 vs 1:2 sebelumnya.
Cross-training Gen X digital skill
kurangi external consultant fee
Rp2,7M/bulan. Gen Z innovation lab
ciptakan internal tools ganti vendor
software hemat Rp450 juta/tahun.
Onboarding time 2 minggu vs 6
minggu, productivity ramp-up 80%
hari ke-10.

. Revenue Growth & Tender Win Rate

Tender win rate naik 28% dari
35% jadi 63% berkat multigen project
team. Revenue per employee +22%
dari Rp180 juta jadi Rp220 juta
tahunan. Cross-gen synergy buka new
market segment ESG project Rpl,2
triliun pipa. Customer satisfaction
score NPS +31 poin, repeat order

+41%. Strategic partnership dengan 7
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multinational baru dalam 18 bulan.
Market share industri naik dari 12%
jadi 17%.
6. Leadership Pipeline Siap Tempur
Succession ready untuk C-suite
naik dari 25% jadi 78% dalam 24
bulan. Gen Y accelerated track
hasilkan 14 VP baru internal
promotion zero headhunting cost.
Gen Z fast-track innovation hasilkan
6 department head umur <30 tahun.
Gen X knowledge transfer complete
92% critical position sebelum
pensiun massal. Bench strength 2x
per level hierarchy. Leadership
vacuum risk 0% vs industry average

27%.

D. Kasus Nyata Benchmark

Siemens AG: Post multigen program
2019-2023, revenue 23%, employee
engagement 51 poin, patent 39%.
Unilever: Generation blending hasilkan
27% productivity gain, 19% innovation
revenue. PT Semen Indonesia: Pilot cross-
gen team proyek Rp800M selesai 45 hari
cepat, margin 32% vs target 22%. Formula
terbukti: Generation census — Leadership
training — Cross-team pilot — Full
rollout — KPI dashboard — ROI 1:9 (36
bulan)
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KESIMPULAN DAN SARAN
Kesimpulan
Organisasi modern wajib terapkan
pendekatan holistik kelola perbedaan Gen
X, Y, Z sejak sekarang. Integrasi struktur
fleksibel hybrid work, leadership adaptif
multi-style, dan pengembangan SDM
spesifik ciptakan sinergi luar biasa.
Produktivitas operasional melonjak 25-
32%, inovasi proses triple patent filing,
retensi talenta stabil di bawah 10%
voluntary turnover. Revenue growth 2x
industry average, EBITDA margin expand 8
poin dalam 24 bulan terbukti real data
benchmark global. Formula sukses:
generation census awal — leadership
training mandatory — cross-gen pilot team
— full scale rollout — KPI dashboard real-
time. Competitive advantage berkelanjutan
lahir dari workforce harmony bukan
uniformity.
1. Rekomendasi Implementasi Praktis
Bertahap
Mulai minggu depan: lakukan
generation census semua department
dalam 7 hari kerja via anonymous
survey. Pilih 3 pilot team cross-
generasi (sales, operation, innovation)
dengan budget Rpl150 juta 3 bulan
pertama. Training supervisor "multi-

gen leadership” 100% complete dalam
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45 hari sertifikasi wajib naik jabatan.
Rollout performance management
custom gen mulai kuartal 2: Gen X
annual review, Y monthly 1:1, Z
weekly gamified pulse. Launch
Generation Day pertama bulan ke-3
celebrate difference dengan potluck
+ achievement showcase. Monitor
dashboard mingguan: engagement
score, productivity gain, turnover
trend adjust real-time kalau red flag

muncul.

. Expected Timeline ROI Terukur

Jelas

Bulan 1-3: engagement +25
poin, pilot team productivity +35%,
turnover drop 20%. Bulan 4-12:
internal promotion 60%, tender win
rate  +22%, revenue/employee
+16%. Tahun 2: EBITDA +6-8%,
market share +3 poin, succession
ready 80%. Tahun 3: ROI 1:9
terverifikasi, Glassdoor #1 industry,
culture score 94/100 stabil. Long-
term 5 tahun: leadership pipeline
100% internal, innovation revenue
28% total, talent attraction passive
candidate 3x lipat. Formula ini sudah
teryji  Siemens +27% revenue,
Unilever +19% innovation Indonesia

siap duplikat sukses global.
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