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Abstract

As an integral part of the new workforce in enterprises, employees born post-2000 exhibit signifi-
cant differences in work motivations and behavioral patterns compared to traditional employees.
This article begins by examining the upbringing and background of the post-2000 generation, ana-
lyzing their distinctive personality traits and work motivations, and dissecting the issues that arise
in organizational management communication along with the underlying reasons. From the per-
spective of “meaning-driven” motivations, it explores how post-2000 employees seek a sense of

SCEG| M AW, BT, i, $759E. 00 J5 B LR RSN S AL E ). AR, 2025, 14(5):
203-211. DOI: 10.12677/ass.2025.145386


https://www.hanspub.org/journal/ass
https://doi.org/10.12677/ass.2025.145386
https://doi.org/10.12677/ass.2025.145386
https://www.hanspub.org/

LRI

purpose in their work. Taking into account their unique characteristics, the article proposes corre-
sponding strategies for reshaping organizational culture and communication approaches. The aim
is to foster a more inclusive organizational culture, enrich employee management practices, and
provide valuable insights for managers in communicating with the post-2000 employees within
their organizations.
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Figure 1. Dynamic model of organiza-
tional culture driven by meaning
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Figure 2. Leadership style bias of post-00s employees
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Table 2. Importance selection of various work attributes by employees born after 2000
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