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ABSTRACT

This paper aims to solve the problem that the inherent incentive methods of state-owned enterprises cannot
meet the needs of new generation employees and propose ways to innovate the new generation staff incentive
methods and improve the incentive structure. This paper uses the literature review method, questionnaire
survey method, and statistical analysis method to conduct a questionnaire survey on the new generation of
employees; analyzes the incentive methods selected by the new generation of employees in four dimensions:
material level, security, and safety level, social level and self-actualization level. puts forward on improving
suggestions of relevant mechanism for the four dimensions of incentive factors according to the analysis
results and combined with the actual characteristics of state-owned enterprises, to improve the enthusiasm of
the new generation of employees, reduce the turnover rate and enhance the core competitiveness of

enterprises.
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1. INTRODUCTION

The 21st century is the era of the “Internet plus”.
Globalization has broken the limitations of the original
development pattern of enterprises and impacted the
inherent human resource management pattern of
enterprises. Excellent talents and diverse management
models are essential for the sustainable development of
enterprises, and human resource management plays an
important role in it. Hansford (2015) defines the new
generation of employees as the employee group from the
1980s to the early 21st century [1]. Yang Wei (2016)
believes that the new generation of employees are those
born from the 1980s to the 1990s, that is, those born
between 1980 and 1995 [2]. Based on the research results
of scholars at home and abroad, this paper defines the new
generation of employees as those born after 1990. At
present, the proportion of new generation employees is
gradually increasing and becoming the backbone of the
enterprise.

State-owned enterprises have been attracting employees
with the incentive mechanism of good benefits, but there
are still problems such as redundancy and poor efficiency.
And today, when the new generation employees are
becoming the main force, these incentives are far from
meeting the needs. State-owned enterprises must follow the
trend and change the incentive strategy to better retain the
new generation employees.

2. SURVEY ANALYSIS OF THE NEW
GENERATION EMPLOYEES INCENTIVE
IN STATE-OWNED ENTERPRISES

2.1. Basic Information of the Questionnaire

The questionnaire design of this survey was based on the
original motivation theory research and existing scales, and
the final questionnaire was determined after several
analyses and modifications in the context of the current
corporate incentive mechanism. The target population of
this study is mainly the “post-90s”, that is, people born in
the 1990s and after. The questionnaire divided the
respondents into three characteristics: gender age and
qualifications. Returned a total of 168 questionnaires. The
sample structure of the questionnaire is shown in Table 1.

Table 1 Sample structure of the questionnaire

Gend Male 55 | 32.74%
ender Female 113 | 67.26%
Post-90s 45 | 26.79%
Age Post-95s 79 | 47.02%
Post-00s 44 | 26.19%
High school/secondary 5 2.98%

school or below
. . Junior college 21 | 12.5%
Qualification Undergraduate 105 | 62.5%
Master degree and 37 | 22.00%

above
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2.2. Analysis of Survey Results

2.2.1. Employee incentive problems of state-
owned enterprises

There are many problems in the current incentive
mechanism of state-owned enterprises. The common
problems were set in the questionnaire by collecting the
data. And the opinions of the younger generation on these
problems were obtained through the survey. The results of
168 questionnaires are shown in Table 2.

Table 2 Problems of employee incentive in state-owned

enterprises

Existing problem Subtotal | Proportion
A. The incentive form is too
siggle, mz.iterial. incentive and 110 65.48%
spiritual incentive cannot be
effectively combined
B. Lack of normative
measures for incentive and 111 66.07%
the incentive is not targeted
C. There is inequity 93 55,36%
D. Untimely incentive 64 38.1%

According to the survey results, the new generation
employees think that the main incentive problems of state-
owned enterprises are the irregularity of the mechanisms
and the monotony of the methods. The incentive is divided
into long-term and short-term, material and spiritual
incentive. Enterprises must pay attention to both short-term
and long-term incentives, while material and spiritual
incentives are complementary.

According to the results of the questionnaire, the first
problem of the incentive mechanism in state-owned
enterprises is that the incentive measures are not
standardized and lack relevance. This problem mainly
reflects that state-owned enterprises do not have a perfect
performance appraisal system. Performance appraisal is the
most common and effective incentive in the incentive
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mechanism. By linking the results of employee
performance appraisal and performance compensation, to
promote employees to work hard.

Employees complete their work at different levels, but
there is no clear performance appraisal system. Employees
cannot obtain rewards for the excellent degree of
completing tasks, failing to improve their enthusiasm and
reduce their work efficiency. Employees are unable to
obtain rewards for their excellence in completing tasks,
failing to improve their enthusiasm and lower work
efficiency.

Secondly, the incentive methods of state-owned enterprises
are monotonous, mainly through short-term material
incentives such as bonuses, and fail to combine spiritual
and material incentives, long-term and short-term
incentives. For the new generation employees nowadays,
the incentive effect of simply attracting and stimulating
employees through money and materials is one-sided and
prone to marginal effects. Moreover, the salary distribution
of state-owned enterprises is controlled by the superior
units and has certain restrictions, which means that the
material incentives, such as bonuses, may also not have
core competitiveness in the salary market. Compared with
some foreign enterprises and newborn Internet enterprises,
state-owned enterprises are far from investing enough in
spiritual incentive. Role model, honor, and cultural
incentive are rare, and spiritual incentive is very weak. The
long-term incentive system is not mature enough and most
employees are receiving "fixed salary". Long-term
incentives such as equity incentives and corporate
dividends are not popular and difficult to implement, so the
incentive mechanism is single and solid.

2.2.2. Findings on incentive-related issues

The questionnaire divided common incentive factors into
four dimensions, namely: material aspects, security
aspects, social aspects, and self-actualization aspects. The
questionnaire was set up as shown in Table 3.

Table 3 Incentive factors questionnaire

Material aspect

Salary

Paid vacation

Reasonable work breaks

Bonus awards for individual contributions

Security aspect

Good working conditions and working environment

Five social insurance and one housing fund

How important do you
think the following

incentives are? Social aspect

Company league building

Harmonious interpersonal relationship

Good communication environment

Sense of belonging in the team

Self-actualization aspect

Individual contributions are praised

Work is recognized by colleagues and leaders

Feedback on individual comments and suggestions

Respect for personal thoughts and behaviors

Challenging work
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This questionnaire adopts a five-point Likert scale to
classify various incentive factors into five levels: “Most
important”, “Very important”, “Generally important”, “Not
very important”, and “Unimportant”. 168 respondents
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completed the questionnaire to explain the importance of
these incentives to themselves. The results of the
questionnaire are shown in Table 4.

Table 4 Statistical table of questionnaire results of incentive factors (unit: persons)

Incentive factor . Most . Very G enerally .NOt very Unimportant
important | important important important.
Salary 60 49 47 8 4
Material Paid vacation 53 55 44 7 9
ateria Reasonable work breaks 59 48 43 6 12
aspect
Bonus awards for 49 61 45 9 4
individual contributions
. Good wo'rklng cqndltlons 50 56 49 ] 5
Security and working environment
aspect Five social insurance and 44 7 3 9 1
one housing fund
Company league building 31 44 65 14 14
Harmomou§ 1nter.persona1 39 64 48 5 12
relationship
Social aspect Good cqmmunlcatlon 59 53 37 10 9
environment
Sense of belonging in the 46 47 65 7 3
team
Individual cor}trlbutlons 48 68 39 9 4
are praised
Self- Work is recognized by 48 71 30 10 9
.. colleagues and leaders
actualization .
Feedback on individual
aspect . 56 60 41 7 4
comments and suggestions
Respect for personal
thoughts and behaviors >9 o8 41 4 6
“Generally important” as 3, “Very important” as 4 and
“Most important” as 5.
2.2.3. Results analysis Based on the results of the above questionnaire, the
average score was calculated using the weighted average
The questionnaire asks questions about fourteen method, namely, score = ¥ score * a number of people /

motivational factors in four dimensions, and the responses
are rated on the five-point Likert scale from 1 to 5.
“Unimportant” is scored as 1, “Not too important” as 2,

total number of people. The scores for each factor are
shown in table 5.

Table 5 Statistical table of incentive questionnaire score

Dimension Factor Score Total
Salary 3.81
. Paid vacation 3.85
Material aspect Reasonable work breaks 3.91 3.84
Bonus awards for individual contributions 3.81
Security aspect Good working conditions and working environment 3.82 379
Y asp Five social insurance and one housing fund 3.77 '
Company league building 3.38
. Harmonious interpersonal relationship 3.67
Social aspect Good communication environment 3.85 3.66
Sense of belonging in the team 3.75
Self-actualization aspect Individual contributions are praised 3.88 387
p Work is recognized by colleagues and leaders 3.83 '
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Feedback on individual comments and suggestions 3.93

Respect for personal thoughts and behaviors 3.95

The questionnaire results were analyzed based on a Likert
scale, and the results showed that the importance of the
four incentive dimensions of the new generation employees
was rated as self-actualization>Material aspect >Security
>Social.

For the first three dimensions of motivational factors, the
importance ratings were relatively high. Material
incentives and security incentives are the most common
and basic incentives in the enterprise, and it is obvious that
this part is rated higher. For these two parts, incentive
investment is high, but it is easy to produce a “marginal
effect”. For these two parts, the incentive input is high, but
it is easy to produce a “marginal effect”. Frequent material
rewards such as bonuses, vacations, etc. can increase the
incentive of employees for a short time, but too frequent
use of this method will reduce the incentive effect. And the
material incentive increase is “deserved” for employees,
but once the material incentive is reduced, it is easy to
make employees “rebel” and play a negative role. Social
motivation is mainly to create a good working atmosphere
and drive all employees to work actively through the
overall upward atmosphere. For state-owned enterprises, it
will take a long time to change. Table 3.2 shows that
“redundant and inefficient” is a characteristic of state-
owned enterprises, which is caused by historical
characteristics. It also needs to be changed from the
spiritual and cultural construction.

The new generation employees attach the highest
importance to self-actualization, with a score of 3.87. This
result reflects the characteristics of the new generation
employees, and also confirms with the previous research
results that self-realization includes the realization of self-
value and the need for self-respect. Most of the new
generation employees grow up in “124” families. And the
particularity of the times leads them to value themselves
more. The realization of self-value is a very important part
of their spiritual incentive. They long to do challenging
work and hope to get recognition in their work, which will
make them get spiritual satisfaction. By satisfying the
spiritual incentive desire of the new generation employees,
their work enthusiasm can be greatly increased. This
research conclusion has great reference significance for the
incentive reform of state-owned enterprises.

3. IMPROVEMENT MEASURES AND
SUGGEATIONS

3.1. Improving the Compensation and Welfare
System

The first thing is to establish a transparent and fair
compensation and benefits system. Companies should
develop a fair compensation management process and
provide new generation employees with both internal and

external fair compensation and benefits to ensure that
employees are paid for their work after they have
completed their duties, thus motivating them to work. In
addition to the basic salary, employees should be provided
with non-monetary forms of material incentives. Through
various implicit benefits to bridge the gap with private
companies and improve the attractiveness to new
generation employees. Secondly, a fair and transparent
salary system is conducive to guiding healthy competition
among colleagues. According to the positive psychological
characteristics of the new generation of employees, and in
their need to achieve self-worth, a fair and transparent
salary system can create a harmonious competitive
working atmosphere within the enterprise and realize a
good competitive working environment.

Due to their characteristics, the new generation of
employees values salary, welfare, rituals. Welfare is also a
point that post-90s employees care about a lot, and it is also
a point that is extremely different from post-70s and post-
80s employees. As for the welfare requirements of post-90s
employees, they pay most attention to holidays and travel,
so companies can hold regular team travel and build up a
flexible leave system. post-90s employees also attach
relative importance to each holiday, so companies can send
small gifts on that day to make employees feel warm. In
other aspects, providing gym, housing discount, free
afternoon tea, etc. will bring satisfaction to post-90s
employees and motivate them to work actively.

3.2. Establishing a Standardized Performance
Appraisal System

In addition to improving the compensation and welfare
mechanism, enterprises should also develop a standardized
performance appraisal system and establish detailed
performance appraisal standards and scoring rules. When
formulating the performance appraisal system, the
company should develop a performance appraisal system
that is suitable for employees and can be implemented
through analysis and discussion based on the different
work nature and job responsibilities of employees.

Clear performance standards and timely performance
feedback are effective ways to provide adequate work
challenges to incumbent employees. Unclear goals, vague
objectives, and poor communication can lead to low
motivation and, ultimately, poor performance. Showing
performance appraisal results through intuitive scores,
linking appraisal scores directly to employees' performance
pay, and using them as a reference standard for employee
promotion and merit evaluation, to reward the best and
punish the worst and achieve motivational purposes. And
the appraisal can take a variety of forms, not confined to
the simple superior evaluation of subordinates, to enrich
the assessment content assessment methods, to increase the
reliability of performance appraisal [3].
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Finally, the system of firmly implementing all the
assessment results, setting salary by post and compensation
by job performance, and gaining additional incentives
through personal ability. Adequately combining positive
and negative incentives can effectively mobilize
employees' work motivation and promote the benign
development of the enterprise.

3.3. Strengthening Spiritual Incentive of New
Generation Employees

To meet the inner development needs of the new
generation employees, firstly, enterprises can build
spiritual culture. Such as psychological counseling lectures,
team building, establishing a good working atmosphere,
and maintaining a good interpersonal relationship with
colleagues. In addition, through the construction of
corporate culture, enterprises can make employees have a
sense of belonging. It is also possible to listen to the views
and suggestions of new generation employees in their daily
work so that employees can feel that they are recognized
and realize the unity of new generation employees'
recognition of their work and their sense of self-
satisfaction, thus promoting the stable improvement of new
generation employees' loyalty [4]. Secondly, to meet the
needs of the new generation employees to improve their
self-ability. The new generation employees are willing to
engage in challenging work and hope to improve their
abilities while completing their work. This is the self-
realization need mentioned in Maslow's needs analysis
theory, and it is necessary to meet this part of the incentive
needs of the new generation employees. Enterprises can
rely on various ways of staff training to achieve this. On
the one hand, staff training can improve their ability, make
them obtain self-satisfaction and improve their work
enthusiasm. On the other hand, it is also conducive to
improving the core competitiveness of enterprises to
promote enterprise development. By carrying out a variety
of job training, employees are prompted to develop the
correct concept of lifelong learning, so that they can realize
their self-value in the enterprise, strengthen their sense of
belonging to the enterprise, thus effectively improving the
quality of human resource management in state-owned
enterprises [5].

4. CONCLUSIONS AND PROSPECTS

Based on the contemporary characteristics of the new
generation employees and the related literature on
incentive mechanism. This paper prepares a questionnaire
for the new generation employees of state-owned
enterprises and explores the problems of the incentive
mechanism. And based on these problems, the incentive
factors are divided into the material dimension, security
dimension, interpersonal dimension, and self-actualization
dimension, and suggestions for the improvement of
incentive mechanism are proposed. It not only has some
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reference significance for state-owned enterprises to
understand the new generation employees, but also
provides a reference basis for the reform of incentive
mechanism of enterprises.

However, due to the limitation of the research conditions
and the lack of personal experience and ability, there are
some shortcomings in this study: The sample size of the
questionnaire survey collection is small, the content of the
questionnaire is not comprehensive enough, the proposed
incentives are not specific enough, and the enforceability
of these incentives is open to further discussion.
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