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30 Due to economic growth and tre increase in
GNP, the background in which the new generation
grew up is dffeet from that of treditiond



generations The new generation grew up in an
environment that induded an abundance of
meterid goods, advanced informetion technology,
diversfied vdue sysem, and draméic changesin
sodey. Members of traditiond generations have
difficulty anticipeting the atitudes and behavior of
the new generation Fading these new workers
entering the labor market, treditiond manegers are
expaiencing prominent baries to effective
communication with this new generaion. As a
generd rule, the new generdtion has a higher leve
of need for quality of work life and likes to pursue
jobs with “less work, more money, and tha are
nearby home’. Although the Seredtyping is't
completdy fault, it will make some perceptud
biasss. In view of the above problem, this sudy is
amed a dassfying the need petterns on qudlity of
wok life for the new genedion. Based on
empirica dataderived from 150 samples this sudy
adopts the Q methodology and discoversthree need

patens for the new gengaion the
achievement-oriented pettern,
compensation-oriented pettern, and

security-oriented pettern. The mgority of the new
genardion members in the achievement-oriented
paten ae femde younger ad sngle The
mgority of the membas in  the
compensdtionoriented patteen ae mde ad
maried. The mgority of the members in the
security-oriented pettern are femde and  older.
Acudly, the new generdion has growvn up in an
age of divergfied values The differences between
individuds are more evident then in treditiond
gengdions Theefore, it is ingopropriste to
gpproach this new generdion as a consolidated
mess. This sudy recommends that managers do
thar best to understand the need patterns on quaity
of work life and meake the right human resource

menegamat deasansfor thenew ganaration.
Keywards: New Genaration, Qudity of Wark Life,
Methodalogy
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