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ARTICLE DETAILS ABSTRACT

Combining the characteristics of the new generation of employees and the deficiencies of the existing traditional
management system, this paper innovatively proposes a new generation of human resource management ideas
from the perspective of resource foundation. More importantly, it provides new guidance for the management of a
new generation of employees to help the company achieve a sustainable competitive advantage. From a resource-
based perspective, the new generation of employees is valuable, scarce, difficult to imitate, and irreplaceable, and
can bring sustainable competitive advantages to enterprises. As the new generation of energy in today’s society
and enterprises, the new generation of employees cannot be underestimated. Human resource management
should target the new generation of employees, especially their emotional appeals. It should attract the attention
of business managers and human resources workers. It should also pay attention to the growth of the new
generation of employees from the environmental, organizational and psychological levels, and pay attention to
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the growth of the needs of the new generation of employees.

KEYWORDS

New Generation, human resource management, resource-based view, business managers.

1. INTRODUCTION

With the deepening of economic development, nowadays, the main
competition among enterprises has gradually turned into talent
competition and talent-based management competition and technology
competition. Therefore, human resources and their management
are becoming more and more important in enterprise management.
Nowadays, new generations of employees, such as the post-80s and
post-90s, have begun to enter the workplace. These new generations of
employees are different from the traditional employees because of their
growth environment in the new era [1]. On the one hand, they are full of
personality, imagination and creativity. They are innovative avant-garde.
Their ability to accept new thinking and new things is extremely high
besides. On the contrary, they also have a low sense of organizational
belonging, high turnover rate, and lack of teamwork awareness and so
on. As the result, when a company is managing the new generation of
employees, the traditional management system of the enterprise has
obvious limitations. In the present, if a company can manage the new
generation of employees scientifically and reasonably, it will inevitably
greatly enhance its core competitiveness and become a winner among a
lot of enterprises [2]. Therefore, based on the characteristics of the new
generation of employees and the shortcomings of the current traditional
management system, this paper is innovatively proposing a new idea
of the new generation of human resources management from the
perspective of resource base; what's more, providing new directions for
the management of a new generation of employees to help companies
achieve sustainable competitive advantage.

2. RESOURCE-BASED VIEW

The resource-based theory of enterprises published by Wernerfelt
in 1984 means the birth of resource-based theory. Wernerfelt put
forward the “Resource-Based View” for the first time, emphasizing the
importance of internal resources for enterprises to gain profits and
maintain competitive advantage [3].

Jay Barney, the father of modern enterprise resource view, put forward
the theory of resource-based view in his article “Enterprise Resources
and Sustainable Competitive Advantage” in 1991. It means that there
may be a kind of heterogeneous or difference between enterprises.
When these heterogeneous or differences are valuable, scarce, hard to
imitate and hard to replace, they enable enterprises to keep sustainable
competitive advantage.

3. DEFINITION AND CHARACTERISTICS OF THE NEW GENERATION
EMPLOYEES

3.1 Definition of the new generation employees

The new generation employees mainly refer to employees born after
1980. Since China began to implement the family planning policy in
1978, most of new generation is the only child in their family. Compared
with those who have worked in the workplace for many years, they
have more personalized tags. And, how to manage and retain the new
generation employees has become a big challenge for enterprises
managers.

Cite The Article: Daniel Huxley (2017). A New Idea of Human Resource Management for the New Generation Employees.

Advances In Industrial Engi

t7(1) : 62-65.

ing And M



Advances In Industrial Engineering And Management (AIEM) 6(1) (2017) 62-65 63

3.2 Characteristics of the new generation employees

(a) New education and high emotional demand. The new generation
employees accept the new education, which is more concerned on
humanistic and emotional thinking than before, so they have higher
expectations of emotion at work. The new generation of employees
pursues a beautiful life; while salary is only a part of their pursuit, they
pay more attention to the pursuit of happiness and the realization of
self-worth. Through research and research on the life concept and work
concept of graduates in 2014, the company which called Universum,
found that more than 50% of the graduates in China in 2014 regard
life quality as the same as career development. So that, unlike the older
generation employees who only pursue economic interests, they are not
only hope to have an ideal salary level, but also have higher requirements
on the human environment in workplace [4]. In the survey, the author
found that a large number of the new generation employees want to feel
the warmth of the organizations during the process of work, as well as
getting along well with colleagues and leaders.

(b) Doing things in own way and have weak sense of discipline. In 1950s,
the national family planning policy made the most of new generation
employees is the only child in the family, which contributed their
self-centered principles. They always insisted that they are right, and
they don’t want to follow the command of others, lacking of discipline
awareness in the workplace.

(c) Outstanding personality and lack of team concept. The changes
of time background and family status make the new generation’s
personality more distinct. Because of the lack of the opportunity to get
along with others and teamwork, they often lack the team concept in the
process of work, and they are more difficult to cooperate with others to
complete the task. In their eyes, the interests of the team are different
from the benefit of themselves. After analyzing the case of Foxconn’s
“12-hop”, Lu Cui, Yang Peixing and Zhou Huan believe that one of the
important characteristics of the new generation of employees is that
they have stronger self-awareness but weaker teamwork awareness.

(d) Enjoy wealth and honor, weak resistance to stress. Family members
have been very fond of them and did everything for them since they
were little babies, which lead to poor problem-solving abilities, and
their negative emotions can’t be well resolved either. In the process of
work, they can’t face challenges and setbacks directly, these obstacles
accumulate more and more, which lead to unhappy and even the
psychological problem.

4. THE NEW GENERATION EMPLOYEES FOR ENTERPRISES TO
OBTAIN SUSTAINABLE COMPETITIVE ADVANTAGE

As the fresh energy of the enterprise, the new generation employees are
a new set of resources for enterprises to gain competitive advantages.
According to the resource-based view, only when the resources are
valuable, scarce, difficult to imitative and difficult to replace, they can
obtain a lasting competitive advantage for the enterprise. Therefore, we
will discuss whether the new generation employees possess these four
characteristics so that enterprises can obtain sustainable competitive
advantage.

4.1 The value of the new generation employees

As the freshest blood of the enterprises, the new generation employees
are the latest and most advanced part of the enterprises’ human
resources. It brings new knowledge and skills to the development of
enterprises and new ideas and views to the enterprises’ culture. The new
generation employees push the enterprises to keep up with the trend
and to develop in a market-oriented manner. Therefore, we believe that
the new generation employees are valuable to enterprises.

4.2 The scarcity of the new generation employees

The knowledge and skill of each different individual is different. It is
basically normal distributed in all human resources of the enterprise.
Not all individuals have the same knowledge, skills and experience.
Moreover, the new generation employees are full of curiosity and
tolerance for the outside world. They are willing to absorb new things and
new cultures. In the dynamic process of interaction with the enterprises’
culture and the working social environment, they are once again

grinding and reshaping themselves, forming a different characteristic
from other groups of other enterprises. Therefore, we believe that the
new generation employees are scarce for the enterprises.

4.3 The hard imitation of the new generation employees

Because of their different growth environment, different educational
experience and so on, new generation employee’s different characters,
values, and different ways of treating people, which created the inability
to imitate the characteristics of the new generation employees.

4.4 The hard substitutability of the new generation employees

The new generation employees, for an enterprise, is slightly less than
the older generation in some experience-based positions and jobs,
but this does not mean that the new generation employees can be
completely replaced for the business. The characteristics of the new
generation employees have the brand of the times, which is the result
of the development, and the social development and the economic
change have shaped the internal and external characteristics of the new
generation employees step by step. These characteristics are difficult to
be replaced.

5. THE CURRENT PROBLEMS OF HUMAN RESOURCES
MANAGEMENT OF THE NEW GENERATION EMPLOYEES

(a) Cost-oriented construction of the environment, and the construction
of enterprise culture lags behind. In the construction of hard-working
environment, enterprises choose to use cost-saving as the criterion and
are not willing to spend manpower, material resources and financial
resources to beautify the working environment. For the demands of the
new generation of employees who want a more temperature and more
emotional working environment, some managers even believe that
this is a new generation employee out of thin air and in the emotional
expression, not timely respond to them, even worse, they criticize these
employees atthe business conference. This kind of managementbehavior
causes trauma to the psychology of the new generation employees and is
not conducive to the smooth development of the management of these
groups.

In the construction of soft work environment, the enterprise culture is
going downhill because of the lack of attention of managers and the lack
of support from employees. In the past, a company has fewer employees
in one department, and everyone is familiar with each other. They
work together to help each other. They will also meet and chat together
after work. Everyone is a big family. Everyone shares a value and has a
common Goal. Nowadays, the scale of enterprises is getting bigger and
bigger, and there are more and more employees. It is difficult to gather
all the employees. Therefore, some managers’ enthusiasm for enterprise
culture construction has gradually subsided. To a large extent, enterprise
culture is only used for external propaganda, and there is no consensus
among employees. Therefore, each department has its own affairs and
there is very little communication between employees. Such enterprise
culture and working atmosphere are contrary to the demands of the new
generation employees seeking emotional support.

(b) Focus on pursuing the interests of enterprises and lack of
organizational construction. As a profitable organization, the interest of
enterprises is the ultimate goal of their pursuit. As a result, the activities
and projects that generate income for the company are welcomed by
managers, while organizational construction that may increase costs for
enterprises is put aside. What we are discussing here is mainly about the
internal team building, system construction and other aspects besides
enterprise culture. Nowadays, the competition between enterprises is
aggravating, the managers are more only looking at the final data results
and do not care about the process. Such result orientation directly leads
to the neglect of the internal organization construction of the enterprise.
The leaders will only point out the dissatisfaction with the results, but
do not find the root of the dissatisfaction from the progress. All of this
contributes reasons and direct reasons not only make the organizational
performance stop, but also allow the new generation employees to
have the resistance to the instructions of the superior, which hinders
the development of the management. In addition, the neglect of the
internal system construction of the enterprise also makes it easy for
the new generation employees to be too self-centered, they lack of
discipline consciousness and team consciousness, which makes it is
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difficult to cooperate with other members of the team to complete the
task. Over time, they are isolated from the other members of the team.
It is not conducive to good working atmosphere and the formation of
interpersonal relationship network.

(c) Training lag and blocked employees’ realization of self-worth. The
result orientation has also led managers to over-emphasize the spirit
of hard work, focus only on the results of employee work, and pay no
attention to the personal qualities and skills of employees, so that the
training activities are not active. The industry’s advanced technology
and information are not timely taught to employees, what’s more, the
industry’s advanced technology and information are not timely taught
to employees, which let the employees’ work efficiency is not improved,
and they feel burnout at work. At the same time, because the training
is not timely, the problems encountered by the employees in the work
cannot be solved in time, the employees are suspicious of their ability to
work, and they are dissatisfied with the positions they are engaged in.
The new generation employees are expected to realize their own value
in their work. Untimely training makes them unable to demonstrate
their abilities well at work, and even question their ability to work,
so unhealthy psychology will seriously hinder their future career
development.

(d) Insufficient attention to employee growth and lack of reasonable
career planning and guidance. Under the command of the banner of
profit-seeking, the work of the human resource management workers
of the enterprise is largely the content of performance appraisal, punch
card attendance and other employees’ salary rewards. It is not timely
to concern and understand the difficulties and problems faced by the
employees. Due to their more extroverted personality and more explicit
personality characteristics, the new generation employees may encoun-
ter more problems than the older generation employees in interperson-
al and work processes, and their ability to deal with problems is weak,
therefore, the demand for help and guidance from others is more urgent.
But the managers of the enterprise and the staff of the human resourc-
es department do not pay attention to the characteristics and needs of
the new generation employees in time, which leads to the psychological
problems of the new generation employees.

In the career planning of the employees, the managers and human re-
sources staff have no timely response to the different needs of the new
generation employees at each stage. They did not provide timely guid-
ance and suggestions for many multiple-choice questions on the career
path, allowing employees to grow step by step, the new generation em-
ployees are full of confusion about their career planning because of less
guidance of the predecessors and the concern of the managers.

6. NEW IDEAS FOR HUMAN RESOURCES MANAGEMENT OF NEW
GENERATION EMPLOYEES

On the basis of the characteristics of the new generation employees and
the problems existing in the management of human resources of the new
generation employees, the author tries to give some new ideas for the
management of human resources of the new generation employees from
the environmental, organizational and psychological levels.

6.1 Environmental level
1) Working environment

As a place where employees work every day, the importance of the
working environment within the company to employees cannot be ig-
nored. From the placement of the decorations to the layout of the func-
tional partitions, differences in these working environments may affect
the work mood and work efficiency of the employees. Due to the good
growth environment of the new generation, the new generation employ-
ees often have higher requirements for the working environment. They
believe that a good working environment can make them feel happy at
work, and stimulate their enthusiasm for work. On the contrary, an un-
satisfactory working environment will make them feel dissatisfied with
their work or organization, which leads to lack of positive motivation in
their work.

Therefore, managers should not only pay attention to the performance of
the new generation employees in their daily management, but also pay
attention to the suggestions or dissatisfaction of the employees on the

construction of the work environment. In terms of work environment
construction, in addition to cost-oriented, it is necessary to meet the de-
mands and needs of the employees as the starting point and the foothold.
Moreover, the new generation employees can be involved in the design of
the work environment, allowing them to put forward some suggestions
for improvement, or allow them to decorate and arrange in their person-
al workspace according to their own preferences, so that they can find a
sense of participation and belonging in their work.

2) The enterprise culture

One of the purposes of building enterprise culture is to transform tradi-
tional, passive and formalized management into cultural management.
The new generation employees have their own way of doing things, and
it is not uncommon to ignore the rules and regulations of the enterprise
system. Under such circumstances, it is more effective to internalize the
enterprise system into the values and codes of the new generation em-
ployees. Through the training activities of enterprise culture, the basic
concepts, values, missions and visions of the enterprise will be conveyed
to the new generation employees, so that they can standardize their be-
haviors on the basis of learning and feeling the foundation of the enter-
prise culture, and find a sense of belonging, which is the most effective
management method for the new generation employees.

Managers should include humanistic care into building enterprise cul-
ture. As a spiritual category of enterprise culture, managers should work
hard on humanistic care. Especially for the relatively emotional group of
new generation employees, humanistic care is essential. Humanistic care
is a kind of management style based on emotions. Emotional as a link
to unite all employees and create a harmonious big family atmosphere
within the company, everyone has mutual understanding, mutual com-
munication and mutual support. Human resources workers and manag-
ers should respect for the employee’s status as a master, to meet the real
needs of employees. When employees and their family members need
help in an emergency, or have difficulties such as unexpected incidents in
their daily family life, they should take effective measures to help them.

6.2 Organizational level
1) Management system

Herzberg’s two factor theory points out that there are two kinds of fac-
tors, Incentive factors and Health care factors; the enterprise manage-
ment system belongs to the latter. If the management system cannot
serve the enterprise management well, it will cause the employees to
produce negative emotions. Therefore, the timely improvement and up-
date of the management system is a problem that every manager needs
to pay attention.

The manager needs to realize that the management system is formu-
lated and changed according to the actual situation of the enterprise. It
is not an empty institutional framework, and it can’t completely copy
the management system of other enterprises. As more and more new
generation employees enter the workplace, managers should update the
existing management system in time according to the actual needs of the
new generation employees. For new generation employees want a family
emotional atmosphere, managers can organize weekly or monthly con-
ferences from the perspective of the management system, or keep every
holiday greetings, through such discussion forums or activities to reduce
the distance between members of the enterprise, as well as enhance the
affection between team members. A harmonious and warm organization
will make the new generation employees more satisfied with their work
and more energetic in their work.

2) Organization structure

The new generation employees tend to emphasize themselves and are
reluctant to obey their superiors. The traditional tedious and explicit
instruction chain is not suitable for the enterprises and organizations
of many new generation employees. On the contrary, the simple, flat or-
ganizational structure is more applicable to them. Flattening organiza-
tion structure can be applied to a team or organization across different
functions and levels. The flow of information between the team and or-
ganization is free and rapid. In addition, the level of centralization of a
flat organization is low. This series of characteristics are exactly the new
generation employees for equal rights, equal communication, concise
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and effective demands.

After the implementation of organizational flattening, the management
level of enterprises is reduced, followed by the increase of the manage-
ment range and the increase of the management difficulty. Therefore, the
managers need to consider and deal with the degree of decentralization
of the decision-making power, the management ability of the middle
and lower level managers after the shift of power and the quality of the
grass-roots employees, which are the three problems. In view of the de-
gree of decentralization of decision-making power, managers need to re-
draw the power boundary, think about which power should be retained
and which powers should be delegated. For the management ability of
middle and lower level managers, senior managers should conduct a
considerable and effective examination of them before delegating power,
or arrange them to participate in training to improve their management
ability. For the staff quality problem, because the flat organization struc-
ture rely more on staff with conscious dynamic role of the individual,
managers should look at the employee’s work practice, assessment and
evaluation before deciding to implement flat organization structure, so
as to ensure that employees can still do their job after organizational
flattening.

6.3 The psychological level
1) Establish employee confidence through training

The new generation employees are superior to their dignity and are
weak in compression. Therefore, it is difficult for them to analyze and
solve the problems in their work. In the face of the problems, they often
choose to escape. In the long run, they lose confidence in themselves and
are afraid of doing things. This will directly affect the efficiency of the
work and the completion of the results.

In view of the lack of independent analysis and problem-solving ability of
the new generation employees, enterprises should organize some train-
ing activities appropriately. The scope of training should include both
professional skills training and quality development training, which will
improve the ability of business and improve the quality of employees
as the purpose of training, and help the staff to build self-confidence.
Training needs should be investigated from the management level, or-
ganizational performance level and employee level. The planning and
arrangement of training should take into account the flexibility of staff
and organizational working hours and the synchronization of job con-
tents and training contents. In the way of training and implementing the
method, there should be a specific selection, from the classroom teach-
ing to the outdoor activities, from the case analysis to the hands-on prac-
tice. In view of the new requirements and new characteristics of the new
generation employees, try to arrange some new training methods, so as
to achieve twice the result with half the effort. In the evaluation of the
training effect, it should be objective and fair, and should be combined
with the performance assessment, appropriate and reasonable use of
some incentives and policies to guide and stimulate the enthusiasm of
the new generation employees to participate in training and the enthusi-
asm of the completion of the training task.

2) Engage in timely communication and guidance to the growth of em-
ployees

&

Compared with the older generation, the new generation employees lack
the work experience and social experience. They often encounter prob-
lems in their work or are confused about the status quo. They need the
proper intervention and help and guidance of the old employees of the
enterprise. In view of the needs of the new generation employees, en-
terprise managers should pay close attention to and timely implement
the communication guidance between the old staff and the new gener-
ation employees. In the previous article, we have discussed how to pay
attention to and help the growth of the new generation employees in
the system of staff symposium. Here we mainly emphasize an informal
humanistic care for the new generation employees. In the enterprise,
here is a kind of organizational atmosphere is formed to help the new
generation of employees. For the confusion in their work and life, the
other employees can help them independently. In view of some technical
problems, the old employees can also be timely to teach their operation
skills. In career planning, the staff of human resources should help them
analyze their work ability, work prospects, learning orientation and pro-
motion space. Through this targeted analysis and help, we can solve the
problem that the new generation employees do not know how to learn
and what to do next. Thus, the new generation employees will combine
their development goals with the development prospects of the enter-
prises, and promote the performance of the new generation employees
while promoting their work and learning enthusiasm.

7. CONCLUSION

From the perspective of resource-based view, the new generation em-
ployees are valuable, scarce, difficult to imitate, and irreplaceable, which
can bring sustainable competitive advantage to the enterprises. As a
new generation of energy in today’s society and enterprises, the new
generation employees should not be underestimated. Human resource
management should be targeted to the new generation employees, es-
pecially for their emotional appeals, which should attract the attention
of business managers and human resources workers, and pay attention
to the growth of new generation employees from the environmental,
organizational and psychological levels, concern the growth of the new
generation employees demand, pay attention to humanistic care, and
provide a temperature environment and atmosphere for the growth of
new generation employees.
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