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Abstract

This study empirically analyzed the difference in perception between the MZ generation and the older
generation regarding organizational fairness and organizational performance of members in the organization,
which has recently become an issue in the public office society. This study analyzed reliability analysis
and exploratory factor analysis using the statistical package SPSS, based on the questionnaires of a total of
303 people. The results of the study are as follows. First, among the sub-variables of organizational
fairness, distributive fairness and procedural fairness did not show a difference in perception between the
MZ generation and the older generation, and the average was derived as statistically high for both groups.
Second, interaction fairness, a sub-variable of organizational fairness, showed that there was a cognitive
difference between the MZ generation and the older generation, and the average was derived to be
statistically higher in the MZ generation than the older generation. Third, it was found that there was a
cognitive difference between the MZ generation and the older generation in terms of work performance
and administrative service quality, and the average was statistically higher in the older generation than in
the MZ generation. This study suggests the need to implement policies without discrimination between
generations when establishing and implementing personnel and organizational management policies for
distribution fairness and procedural fairness, which do not show a difference in perception. The need for a
differentiated approach between generations was implied when establishing and implementing personnel and
organizational management policies for interaction fairness, work performance, and administrative service
quality, which showed a difference in perception.
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MZAY %7154
MZA T F5-2 3090] ¥Zsk3a o]
dgo] 2d whe] 7] HAg ¥

o] thal &9 th(Jeonbuk Ilbo, 2022).
2w AF71Z 59wk 5HARZEEo] 20174
(5,1811), 2019%1(6,6637), *2021'A(10,69378)°. =
2017 oju] 2021 d el AR 7L 26lE S

7}8ith(Personnel Reform Office, 2022). A1 5
Ao 7157 dle] HH ol HAAH FH
FAESE & %e sHARE TR 243G
EAZE #adel ok 2EAS HAdevFd A
T 2 AYgsteE 24y W ool oy I
I P BEASA so2 Y 4548 H
Oiwl APgAn A F4 ES At & Aort. F

] AR 1A FAHLAE BH FATE
20t ©]3K(12.00%), 30tH(29.40%), 40TH(31.50%),
50t ©17&(27.10%)°1™, FAgeAl= 20t o]t
(18.10%), 30tH(28.57%), 40tH(27.07%), 50th ©]*F
(26.24%) 2.2 FA =] StH(Ministry of Public
Administration and  Security,
Office, 2021).

¢

Personnel Reform

MZATh7F A4 ALS S A RS 7 FFEl
2 FAsta glem xA9 F3t sy 9Ts
gastal vk o]F HEg o X228 MzAH
Ad AREA oA HA JAE Fa Sle
TAAYLEITE Tak(2021)> MZAt= dA A&
A Aol Al FEAE AT A Ee A

YA AR stal 1Y 2AlS A7E A
v Ao 231E 9Fe 540 vt ok
= MZAd= 71 Adg e 2 2 3EA, 2
IFr £33 24 HAzstu Al A4
W YE A, A, AFEY FRE SIS
g, A, ddol s s Atk 2017
d MerEZe 2020 ¢l
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o= Hid

1. MZMcH 7HE

Ade A dehel FPelE A A
o @IAE IR, A s slehs

S0l tK(Encyclopedia of Korean National Culture).
Q_l 309S 3 G972 St dAEEFor AHdu
St} Park(2017)> Aldigk dyrd oz sk ko]
AR v Aw 7 ApolE dEh= Aot
sttt Aldiel gk g2 onl= gEARE o
F2 Saks Al ArellA wlelulE AlTh, XAl
o, YA =5 M Alt], ZA|thE <Table 1>¢]4]
T3k QltiLee, Yoo, 2013; Berkup, 2014;
Solnet et al., 2012).

|

A=
(Schroth, 2019). &3 #%
TAS W HAL

2 olgA W= g 2

;g' H]_7] = OJ

>.

value)®} 5 IES

= 1@"4’(Galdhan1 et al,
MZAIt= 7173 Al ek APEskE 4% 7FX] (work
veRdthar  3ok(Schroth,
2019) 52 AN ARlES F8H -

& sge, G479 @

AAYG 159 ATe] FEE naleA @

o
A
]

Lo Qs 7170l 248wt A
zAo% odstelt Aol Yt

s MzA T OJZH‘é
9 A& ks 34

ol & ¢ %E‘r(Klm,

Zy A= 2F Az S8 Aol A el 713E
B9 IS AR ARE Bol FAE GO
2 AG 7R 9w 4 dAxE R A -
o7 ¢ HSItKSeo, 2021). °]&= AUES &= AZAA] B 27 AFEL 24 Y 2
onli stAvi e 4 ee wolFn e HEA O BuE 34 e e T
MZA = AR EA7)%0] mate ubdow A Uk Homans(1961)% Social Behavior; o4 %%
A7) 24 5ol wek AT % AnpAE 3 FIYE THoZrY TATYATCl 18, o
S wRE HHAEE Su FY A gEg B 2E dd o gEa 2 e 1S
o kAL JlA A @rh wa Qe & de A JAHEA 5 3T Aol #al AXsk= A
el Rohs Qu) ate] #8S Z=A Ao I A A4 wddAl A I &
srel WS FASTHLee, 2019). Hg WA EEel disl JiRle] Ao REH HAA
<Table 1> Classification of Generations
Class1ﬁc.at10n of Aby boqmer Gen X Gen M Gen Z
Generations Generation
Year of birth 1950 ~ 1964 1965 ~ 1979 1980 ~ 1994 1995 ~ 2005
Population Share 28.9% 24.5% 21.0% 15.9%
Interest Job Security Work-life balance Autonomy and Realism and equality
self-esteem

Financial Decision

. Face-to-Face
Making

Online introduction

Online oriented

Multilateral digital

Center Analog Center

Focus on digital
migrants

Digital nomad focus

Digital native focus

Tatistics Korea and McKinsey Korea (2021)
Kwon (2021) reconstructed
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Hi ZldiA g etk 27 dstAEe] 34
d olE =L 2 U 384E TN
v, o5 24 v =254 o ke 84
T 23 olgr® FAbsla Qlth Chae(2020)2
T8 E TS A% =8 YJxd b
sto] UEhE B dAskE Zo® A oEl
t}. Park and Kim(2015)2 Hl&843S 710 A
2lo] Fapst Az ®HARE AL Aoy} vl
sto] WAL FHEIE At Aoz A
9] &ttt Han(2017)= A3 A4S B9 =2

715 A7t AR gt ol HAprh dekh
kel et 14 ArE st dE
73 A (Interactional justice)< 7—%’
At BHEY FTAANL wapn T

W oEe] FEA Az B dF k% m]
Qlo]THPark, 2021). Kang et al.(2011) o
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de APRA wet ke 2
A1 o7k Abed Wik ohel, thbd 24
QAR FAHE B84 7HL:‘0]D]-(Collms and
Smith, 2006). Bl Z222 7}x 9} HHo] 1
arel A Folghs A Sdol %OW i‘
ERREL ]3] Th(Becker,
Huselid and Ulrich, 2000). Rotthwell(1977)< =4
TAYAES] A3 ALAET QAH A F 1A
A dey BEF Fom woth ATAIG 24T

YA5e 249 2x 9y

gE gH Z4ol

=y
o
orlshe zAYF Aoz, el A

58

AAQ onlt g olFo] W Aol 8
Aol olal chakst gol7h YelAL o] AT
w Ao whel 244 o7} HssthKim, 2015)

UK(Yang and Park, 2020). Etzioni(1964)= =37
Hegel SeA ahe el e 4

2
£ 57 sF9t). Porter and Lawler(1968)+i=
1,
A

Vroom(1964) O] “P=f(MxA) (P37}, M:E7]%H

A 5E)0|2 S gRARE 2Ao] AT

= MEE %EJ A%z Aosl, 2AIE
o wgo] AnE /A7 XT3} Ay
o e e s AL ogn 1 %
M4 ghe] Aol sele] He, B, 54 2 o
& Aztemyy  wAsh: R EiI
“P=f(ExAxR) "(Pd3}, E::x¥, Ars¥, R 9

AZh& F2& A AT

AHYH| A= AR 5L A 7|Ho] 2wl &
T8 Fe e o AS st fAsiA A
R ACE Awste 73 &9olzta 49
ShAaL ozle] A ol é}oﬂE}(Shin
Ahn, 1997). AU AFEALE AT AMu|A7F 31
o] 7t dmpd dXek=rke] He 7 ogkar Zé
o&ta, AMnjA FAL w9 e AXEHE
5 A Ul AMuAE AlFsteE Aolgtal &
STHLewis and Booms, 1983). Parasuraman, Zeithaml,
Berry(1985)= AU $-g/do #dE FA4 &
& 52 HEES AGE AuAEAE H el

o).

m. o3171Ad

1. o4 7t

Hl. : MZAIHSE 7144 2o =
gk A2 xFo]7E Q1S Aot

HI-1. : MZAITI 7178 ATl Zkell Axba g2 ol
gk A2 xfo] 7} 9l& Aloltt,

HI1-2. : MZAIteF 7173 Al Zhel] Eull&-78 g ol
gk QA AFo]7F QL& Alolth

HI1-3. : MZAdeE 71 A el A48 &
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Aol it ANl 7t oS Aoltt,
H2. s MZAEISE Z1 A kel 224 el o
q

7
@ 470l 7} Qg Aol
e

H2-1. : MzATIeE 718 A hef] 54 o
gk A2 2ol 7E 9le Aot
H2-2. : MZAIH 2 71 AT Zholl A A B AE

Aol o7 AAAl7} e Aol

7} AR

HAAY A SsiEszs MzA, 714
. 243449 Slaszs A4, 2l
44, AEAEERA. 24409 s
= 95, AR~ FAE FEEG A
T FE T e RS R
olF AT #AstuA st FAAA ATFEY
2 <Fig. 1>3} Zt}

Organizational Justice

Procedural Fairness
Distributive Fairness
Interaction Fairness

Generation

Generation MZ

Older Generation,

work performance
Administrativeservice quality,

Organizational Performance

[Fig. 11 Research Model.

o} ¥ Ao A= Park and Ryu(2006), Price and
Mueller(1981), Moorman(1991) s©°] ©]&3 Hx

= UAHste] Ayt d9, A9, 4, B S5
N AE 2For Buledds S 2
e HASAARE AEse gAEA Y A
Zpoh ol AREE ZRA AT FA ST gt
XY= Aoz A3k, Park and Ryu(2006)
9} Moorman(1991), McFarlin and Sweeney(1992)
o] o] &% HEE st 3 dHdE o
457 93 293 4 59 A A% Fel
et s7) wFo® st deaE 84
o 24 ) A AA A8 HAeld 249
& oolTolAL Hal A7t B @
274N Aoz Fosh B A

Park and Ryu(2006)$} Niehoff and Moorman(1993),
Moorman(1991) 52| Ay Ao Algd HE
AR Akl vol Al HellA T o] o] F
AL AR ¢ A% FFoz ZPsH

Willams and Anderson(1991)°] 7}&3}3l Lee, Oh

SR
s JFT AEE FHst E83
a, WE2 37 2919 AR5 578, dFEE
453} QEAE 3R ow F 1283o|t}h @A
ARl FALE ARA FFAEe] AT WddE
ANAl theFst Mu|AE AFstAA A T
0] AAE AZtehes AFAMHAEL FF

o2 Aol5FSIt). 1711 Heo(2005)$} Parasuramamm,
Zeithaml and Berry(1990)7} AF&-3F A%
AF-Eido] W AMulAgE AlFshEA
7ol & dHE® mbeb, oS, XA,
T & eger sl 2 AT
e 4 9 Wekstel 8390k
ok xRS A 9 ARl 4
AEARE 2022 8 SUHH 108 5U7HA
oF 2uol AA AT AeA A A
A fFEAS Fol7l Sl ARde]l MZAITH(39A
olshgl 71 Ath(404 o]y 7+ 321 ol AR
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7F 383%% 30tiETE oFb A dER oW, W
%Q AEE dEo] 927%% /Mg B4 UEk
< 6w0] 455%% 7HE Fom, AAA Y

Hza 7dola Al 30do® Fit 1476102
2 AAEHo] g Holrh gl AA ¥
TEOA AGA F3 FF P e loR
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»

F=o A# A5l tish Cronbach’s
a ‘Ef@‘ A¥}= <Table 3> YElY Qlut AF
A (Reliability) > =74 T7-9 Ashy, A4, <t
94, A% by 5 AnE xR v,
Cronbach’s a & AlF

o aEla BAHoes /\]—Q‘L].tsl oq;LOML

AF7E 07 oldold Aol Erha Jﬂﬂo}

ek FAHOE 7 B FF AXE Fa
B 2 4ol Gk Wwh AAE 8 A
q owAe A @ A, 242449 a9
2 FAT Bol N a2

& - 2ley

<Table 2> Sample Characteristics

Classification Division Frequency %
Man 161 53.1
Gender Female 142 469
20's 25 8.3
Ae 30's 106 35.0
& 40's 56 185
50 and over 116 38.3
under high school 9 3.0
. junior colleges 9 3.0
Education university graduate 281 92.7
graduate schoo 4 1.3
Senior Manager 138 45.5
Manager 71 234
Grade Senior Assistant 64 21.1
Assistant 28 9.2
Others 2 0.6
Job Series tax office 100 100
tax investigation 12 4.0
Municipaltax/district 165 545
(county) tax )
Task The disposition of 50 16.5
arrears
Non-tax income/tax 40 132
management
Etc 36 11.9
] Cronbach’s @ #- 090622 2% 9l1, A=}
574799 Cronbach’s @ %t 0.883 4 =St
FUE BP oM AEAE FHH
Cronbach’s @ #<2 0932 37 29 T #Hi ¥
ohoES FAE B3] 127442 2443t &
gl AFA T Cronbach’s @ %2 0.927°]
], YU A~EA ] Cronbach’s @ a2 09452
S RE WS F O B BAEh mek
2 2 A 7 Y AR
e st 20w @ Holgle] AAR &
o] $191 Cronbach’s a #t°] 0.7 o] o= 4l
= E=7b Eoh
By BES A WY £ Folw W
g Bl BAM EEAE Rl W
Hoz JGaAd QR4 (factor analysis)s Al
itk LARAe EPAs 4 4B BANS
sk SANMS 1 e oE A 9Qle
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<Table 3> Reliability Analysis

Division Q Metrics AV  SD Cronbach’s «
Al Compensation equal to responsibility is fair. 2.51 0.902
A2 Compensation equal to experience and experience is fair. 2.65 0.904
The compensation received is fair as much as the efforts made for the
Distributive A3 organization 2.47 0.887
] ation. 0.906
Fairness 54 Compensation equal to work performance is fair. 248 0.891
AS The compensation recehlved. is fair according to the level of stress or 231 0836
tension in the process of work.
Bl The criteria for evaluating achievement in the organization are fair. 2.50 0.845
B2 When an orgar?lzatlo.rl determines work ratings, vanqus awards, 256 0.904
Procedural and incentives The procedures used are fair. 0.883
Fairness B3 The procedure for determining promotion in the organization is fair. 2.47 0923 .
B4 The organization's policy regarding departmental transfers is fair. 2.58 0.920
B5 The organization's policy on the distribution of work is fair. 2.66 0.928
Cl Bosses tend to respect opinions. 3.55 0.882
C2 The boss tries to rule out personal prejudices. 3.35 0911
C3 The boss is thoughtful and kind. 3.37 0.926
Interaction . . . . :
Foi c4 The boss shows interest in the rights of his subordinates. 325 0956  0.932
airness
Cs I try to be honest with my boss. 3.43 0.895
6 The supervisor expla.uns and undérstands the details and process 342 0917
of business processing. want to save
D1 We faithfully perform our duties as tax officials. 3.85 0.758
work D2 Fully fulfill the responsibilities specified in the tax work content. 3.85 0.774
performance Be immersed in activities that directly affect the comprehensive
D3 . . . i 3.61 0.801
evaluation of tax imposition and collection
D4 They have sufficient job-related professional knowledge. 3.47 0.856
D5 I perform the task as much as I expect and produce work results. 3.47 0.762
D6 As a tax official, faithfully perform legal duties that are obligatory. 3.90 0.732
D7 Successfully achieve planned business objectives. 3.73 0.732
DS Imposing new and useful Faxes to achieve the usual business objectives. 317 0.906
Find a way to collect.
work D9 In order to improve the quality of t.ax work, new tax imposition 292 0884 (027
performance and collection methods are being developed. Suggest. :
If you come up with new ideas related to tax imposition
bio and collection, Plan and propose an effective and useful plan. 290 0.910
DIl Receive original and useful comments abgut your job fr?m your 277 0.960
boss or co-workers I often hear stories of presentation.
DI2 Useful tax imposition and I tend to contribute to the establishment 309 0.913

of collection plans, etc.
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H1 The spirit of service for tax civil complaints is thorough. 3.39 0.880
H2 Handles business from the perspective of tax civil complaints. 3.55 0.848
H3 We pay attention to the difficulties of tax civil petitions. 3.59 0.848
H4 Even if it is an unrelated task, kindly guide the person in charge. 3.77 0.846
H5 Tax advice is explained in a friendly, easy-to-understand manner. 3.83 0.773

H6 Responds immediately to tax consultations and handles them promptly.  3.87 0.800

Regarding tax civil complaints about tax imposition and collection

H7 o 3.68 0.864
Administrative handle it with sincerity
service HS Even if lunchtime or work time is imminent, we focus on handling tax 368 0.884
quality complaints, 0.945
Ho Agree together on emergency .tax. ct.)mpl'flints,. and the scope 357 0.858
of possible laws within its discretion.
HI10 Strive to have sufficient tax-related expertise. 3.80 0.756
HI1 We conduct. tax affairs in a. fair and non-discriminatory manner 404 0778
in accordance with laws and procedures.
A tax civil petitioner files an objection or request for examination related
H12 to tax imposition and collection etc., to help you conveniently claim  3.66 0.826
your rights.
FEto] JHe] EAE Hasglsly] fe FAE Ry, APAMuAFHe 89, oW, 109, 119, 12
A= AAsklt 19 eSS AAds] 3 W @], AR 11, 129 £ AA st
et F28 Qd5d Wg o] AHAAE A AKEHA Lok, o] EFES AIEAL 33 2
Watsl a7] fa A7 HA F Vaimax WHE AR A@ A T sl e A A
ARSIt edEAS FE & AAATE W Fol Hlow, Af{FATE 1.0 ol 7 £l
Adk 9u] glo] {/Y FEE AAsty =4FY s Q1A A FH(factor loading) EF 0.5 oS
N QQRAE 53 WEAMNN Q9Fde] £ 2 FEeQ weh FuMoE AHI Yk
HE L, 24499 oA 33] "k Alake] o] @Rl Aite] wEw x4t tfgt
AoeQlEde] sHEY WA edRA AR F oskeRs FANE B 24 Sl A
F A 10 o, LA 05 o W A o uEgrh mw B4 F3 24 PR
B ANE60%) s sk A gl = hd AWEE 68.77% EREAQl AW 7]E 60%E
e Awsten gE Aow yedt
<Table 4> Q1A A =43 shA¥F
@9l BF IfA7E 10 o), edAA® 2. JiM HAS Ao}
05 olo® FTele AEAoR QINHH

<Table 6> 7Hd ASE & HAAlst F =

L L A T S
P A AwE el emes wn o A wEslen L}Ejfkqjﬁlz i
ot 1% o] oE Aa] A SALE 3

9] Levened & WA A W FHo FUA

Z A A3 k) 5 Qo]lEF.A =
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<Table 4> Organizational Fairness Factor Analysis

Division Question factor 1 factor 2 factor 3

Al 0.813 0.187 0.163

A2 0.804 0.199 0.249

Interaction Fairness A3 0.868 0.132 0231
A4 0.783 0.149 0.321

A5 0.832 0.124 0.145

A6 0.820 0.110 0.226

Bl 0.159 0.820 0.265

B2 0.133 0.706 0.333

Distributive Fairness B3 0.189 0.835 0.240
B4 0.174 0.834 0.243

B5 0.119 0.794 0.192

Cl 0.228 0.327 0.727

C2 0.225 0.268 0.788

Procedural Fairness C3 0.239 0.305 0.750
C4 0.259 0.212 0.742

CS 0.325 0.292 0.651

eigenvalues 4.496 3.740 3.338

described variance 28.099 23.375 20.865

cumulative description variance 28.099 51.475 72.340

<Table 5> Organizational Performance Factor Analysis

Division Question factor 1 factor 2
Al 0.721 0.273

A2 0.787 0.308

A3 0.818 0.320

Administrative A 0.796 0.203
service quality AS 0.810 0.269
A6 0.750 0.393

A7 0.799 0.320

A8 0.712 0.269

A9 0.731 0.229

Bl 0.317 0.808

B2 0.302 0.844

B3 0.275 0.793

work performance B4 0.380 0.672
B5 0.243 0.780

B6 0.248 0.819

B7 0.323 0.712

eigenvalues 5.978 5.026

described variance 37.360 31.410

cumulative description variance 37.360 68.770
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<Table 6> Hypothesis Test Results
Mean Standard deviation
Division Older  MZ Older  MZ t p Test
Generation generation's Generation generation's Results
H1-1 Distributive Fairness 2.522 2.446 0.7677 0.7573 0.865 0.388  dismissa
H1 HI1-2  Procedural Fairness 2.503 2.603 0.7361 0.7557 -1.159 0.247  dismissa
H1-3  Interaction Fairness 3.2672 3.5220 0.7611 0.8024 -2.835  0.005*** adoption
H2-1 work performance 3.9110 3.4836 0.6598 0.5491 6.130  0.000*** adoption
M2, Administative 38325 34874 0.6744  0.6744 4452  0.000*** adoption
service quality
Note : *** significant at 1% levels.
<Table 6> 7P3A% A%E HofFu ek v.A =
HI-LE 71 A9 MZATE BHg 4ol e
2] 2o 7} 9}% Ao AFHOY, p gk 0388% 2AAE U MzAYe BFo] Z=7}3ke] uhel
1% FEolA Forse 54 X 71458 52 MzAgE 3AAEE o]Zo] Jl= 2A 9
At 7 # oge ddett Fo@ Aol ol
HI2 % pgk 02472 Z18A8S MZAYE o) s9d uzAde ARAde 9 24
AATAAANA A4 Aol7h A& AR ASH (3ol ths) FA wkgeka Ao] s
o, Felame TESA xS VIAHAY I e AFHor i mAS = A g9
i Q4 Aol glotk BAEIAN AAT e @ged dedua B4R Hakaol
Aol SlelA= Hato]l SAACE MZAHETE A= qxtel %A wd FAAES £Feta =
ZV8AEZE A =EE A Folth F ARIE e gl 7o 3
223 HIS3E p gk 00052 1% Folwelld A2 md it 2 A% AdS Eo $HALS
VA MZAH= el gk L g 24 Sue 279 A 32 e
2 Aol e Ao® uveht Zhdo]l AYEHA 3 Hao ojwl AR A Ao 9tk 2 A
o B FAACE MAANEY MZAYZE s H ool BAYeln Qe 22X TAA
A =& 3 2ol i3 714 Al g MzAT) gke] Q)
H2-13 p &k 0.000%2 1% FolA ZIdAtHeE 24 ajo)2 Az BAgtozyn ulatdst oAl
MZAIH = A7 Ttel gk 14 Zol7 = A 21wy weks g skst 208 892 J1x
o7 Yt foees TR Jhde] Y 3 g
A1 AZEA AR ey 2 A, 2 AT
H2-2. 3 p @t 00002 Z19ATEHSE MZAT  Aspelas Balggge AAsgge] d# <
S BPAAEA AT A AE R 4 Qolt Gk A0 ek ol AAT
= o2 Yeht fo5Ee FHILE 7Pl 2z 0] Exo] & Ueh) gk AW AN 27
Ags ey, 2247 e] gt HiE FAHCE o g Do vla) Al QAlo]E W Al
71787 MZAI B A4 =55 QT 27} ek AR 9 a wa e zA 1
AR & o8 AL AE38] Aok Slo] Y
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