,Generation Z” and the civil service — Challenges in the field of personnel selection

Abstract

As Generation Z enters the labor market, public administrations across Europe face pressure to
modernize their recruitment practices. Gen Z candidates expect transparent, efficient, and
digitally driven application processes, yet public sector hiring remains formal mainly. This
study explores how the digital transformation of human resource) HR processes—particularly
personnel selection—can bridge the growing gap between Gen Z expectations and traditional
public administration practices. Drawing on quantitative and qualitative data from a large-scale
Hungarian and European research project, the findings confirm that Hungarian public
administration relies heavily on conventional recruitment tools, such as job advertisements and
university collaborations, while underutilizing modern digital platforms and assessment
technologies. This generational mismatch contributes to the underrepresentation of Gen Z in
the civil service, raising concerns about the future sustainability of the workforce. The article
recommends five strategic actions: the creation of a centralized, mobile-friendly e-recruitment
portal, the digital training of HR professionals, the adoption of online selection tools, the use of
analytics to monitor candidate experience and a cultural shift in viewing recruitment as strategic

talent acquisition.
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Introduction

Public administrations across Europe are experiencing a generational transition with the
emergence of Generation Z (Gen Z) in the labor market. Born between 1995 and 2010, Gen Z
is characterized by high digital literacy, an expectation for transparency, and a preference for

efficiency and speed. In contrast, public sector recruitment and selection processes remain
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largely formal and slow in some cases. These contrasting dynamics create a critical mismatch.
This article examines the extent to which the digital transformation of human resource
management (HRM) processes can bridge this gap, with a particular focus on the recruitment
selection phase. As OECD (2022) notes, strategic and technology-driven HRM is essential for
attracting and retaining young talent in public service. Generation Z grew up in a digital
environment.

The fundamental conditions for public administration employment include merit-based
selection processes, fairness, equal opportunity, respectful treatment, and adherence to ethical
standards. These principles help maintain the quality of public services and strengthen public
trust. The right to hold public office is a fundamental principle in Hungary's Fundamental Law
(Fundamental Law of Hungary, Article XXIII, Section 8), which emphasizes transparency and
professionalism in the recruitment and selection process. In Hungary, the administrative body
initiates the procedure or coordinates it with the Personnel Centre (within the Government
Office of the Prime Minister). If it does so, the post may be filled by a restricted or self-
administered application procedure (Ludanyi, 2022).

In democratic states with a well-developed public service culture, establishing a civil service
relationship? is a legally protected institution. Legal guarantees safeguard it and are enshrined
in the constitution at the highest regulatory level, either in general provisions or detailed
regulations (Gyorgy & Hazafi, 2014). In European countries, the selection of civil servants is
based on the principles of transparency, merit, and professional independence. However,
applying these procedures may vary by country, as they adapt to each public administrative
system (Ciobanu, 2015). With these core values in focus, modern technologies further support
fair and effective hiring practices.

Recruitment practices in central public administration significantly shape the integration of
younger generations, influencing their willingness to enter and remain in the public sector.
European public administrations — with a particular focus on Hungary — are adapting their
recruitment and personnel selection processes to attract Generation Z. Yet, they face notable
challenges in aligning with Gen Z's expectations for digital engagement, transparent

communication, and modern recruitment tools.

Research context

L Civil service relationship: the formal employment connection between a government or public administration.
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Generation Z grew up in a digital environment. They are used to intuitive interfaces, rapid
communication, and tailored user experiences. As job seekers, they expect recruitment
processes to reflect these realities. Lengthy application forms, lack of feedback, and outdated
portals can quickly discourage them. Moreover, employer branding through online platforms
plays a crucial role in shaping the public's perception of public service. Their desire for
meaningful work and development opportunities must be reflected in the early stages of the
selection process. Without digital responsiveness and transparency, the public service risks
losing the attention of this new talent pool.

Gen Z is characterized by their digital fluency, preference for flexible work arrangements, and
a strong emphasis on work-life balance and mental health (Schroth, 2019). Unlike previous
generations, they have grown up in a digitally interconnected world, which has influenced their
communication styles, career aspirations, and workplace expectations (Francis & Hoefel,
2018). Similarly, research by Tulgan (2016) notes that Gen Z prefers positions that offer
opportunities for continuous learning, fast-paced environments, and immediate feedback,
which challenges the more hierarchical nature of many public administration environments.
Smith (Smith et al., 2021) also highlight generational differences, emphasizing the need for
public administrations to adapt DEIA (diversity, equity, inclusion, and accessibility) strategies
to meet Gen Z's expectations of fairness and diversity in the workplace (Yeo & Jeon, 2023).
Integrating insights from digital and social networks is crucial for effectively attracting
Generation Z candidates (Rad, Valmohammadi, & Shayan, 2019).

A recent study (Ma & Fang, 2024) explores Generation Z perspectives on job selection and the
influence of digital technology on their career choices and job search processes. Research in
Hungary and Austria also indicates a strong connection between social media and Gen Z’s job
search habits. To attract young candidates, organisations should establish a broad social media
presence and maintain an appealing online profile (Garai-Fodor et al., 2021).

According to Turner (2015), Gen Z values quick, accessible, and transparent recruitment
processes. Public administration's lengthy and bureaucratic hiring procedures are typical and
may discourage younger applicants. Multiple studies highlight the misalignment between Gen
Z's expectations and traditional public sector recruitment practices.

The European Commission (2020) further emphasizes the need for the public sector to update
its recruitment tools to incorporate modern technologies, such as social media platforms, Al-
driven selection tools, and video-based recruitment, in order to better align with the preferences
of Gen Z



As digital natives, Gen Z expects technology to be integrated into all aspects of work, including
recruitment. A study by Lyons and Kuron (2014) highlights that public administration slowly
adopts the digital tools necessary to attract and select Gen Z effectively.

Gen Z candidates, particularly in Poland and Hungary, place high importance on a company's
online presence, especially on social media. Studies highlight that Gen Z's digital fluency and
reliance on online platforms make a digital recruitment approach essential. Organisations that
actively engage on social media channels can connect more effectively, as this generation
prioritises digital engagement when assessing potential employers (Koleva, 2023; Karacsony
et al., 2020).

Methods

The study aims to shed light on how public administration can adapt recruitment strategies to
accommodate the expectations and needs of the digital area while maintaining the principles of
meritocracy, transparency, and professionalism.

We hypothesized that Hungarian public administration makes limited use of modern
recruitment tools that appeal to Generation Z, and traditional recruitment practices are more
prevalent (H1).

The article analyses findings from a large-scale international and Hungarian research project,
including questionnaires and statistical analyses.

As a result, it highlights the low adoption of modern recruitment tools, particularly in Hungary,
and underscores the generational divide resulting from this gap.

The domestic Hungarian) questionnaire targeted the government officials governed by Act
CXXV of 2018 on Government Administration (Kit) in Hungary. Data were collected using an
electronic questionnaire (CAWI — Computer-Assisted Web Interviewing). This method allowed
potential access to the entire population, the full sampling frame. The Ministry of Interior sent
the questionnaire to all 77,000 computer-using employees, eliminating the need to narrow down
the sampling frame (population); therefore, probability sampling was not used. Of the 77,000
individuals approached, 12,500 completed the questionnaire (12,500/77,000 = 16%). After data
cleaning, 12,435 responses were included in the final dataset. The maximum sampling error of
the cleaned responses (12,500) at a 95% confidence level is +0.8%.

We requested organizational data, including information on workforce size, gender and age

composition, and turnover rates.? We gained data from the organisational questionnaire, which

2 Employee turnover rate: The percentage of employees leaving an organization within a given period. It may
include voluntary departures, retirements, and dismissals, depending on the specific definition used.
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was completed by the HR departments of the Hungarian ministries and government offices (4
ministries and 20 government offices). We analysed these parts of the organisational

guestionnaire using content analysis. The data collection took place in the summer of 2024.

Aging Trends in Hungary’s civil service

The average age of the public administration workforce in EUPAN countries is 47 years
(Hazafi, 2024). Many countries face challenges in recruiting younger employees. Hungarian
public administration exhibits a unique age distribution compared to European trends. The
middle generation represents a significantly higher proportion, while the older generation is
underrepresented relative to the European average. Workforce changes across Europe have
impacted age composition differently. In most states, workforce growth has coincided with an
increased proportion of young employees. However, Hungary has experienced a different
trajectory: despite workforce growth, the proportion of young employees has not increased,
while older age groups have grown. Two contrasting trends shape the age composition of
Hungary's public administration. In the early 2010s, government measures such as the
Hungarian Public Administration Scholarship, mandatory retirement at retirement age, and
early retirement options for women aimed to rejuvenate the workforce. These efforts reduced
the average age to 42.8 years, thereby increasing the representation of younger employees and
decreasing the proportion of older cohorts. However, recent data highlight a reversal: the
proportion of young employees has sharply declined, while the older demographic has grown,
shifting the workforce towards an aging profile. Over the next 5 to 15 years, Hungarian public
administration is projected to face a gradual but significant wave of retirements (Hazafi, 2024).
Statistical analyses highlight the increasing challenge of attracting and retaining young talent
(Ludanyi, 2024).

Recruitment methods and tools in Hungary

An effective ageing strategy includes fostering a multigenerational workforce. Selection
methods should be inclusive and designed to attract talent from different age groups, ensuring
a balanced and diverse workforce. Selection methods must align with these goals by appealing
to younger generations, such as using digital platforms and innovative recruitment tools that

resonate with Generation Z.



A recent study explores strategies for attracting and retaining Gen Z in the public sector. It uses
a systematic review to highlight their preferences for both extrinsic (salary, career growth) and
intrinsic rewards (meaningful work). Findings suggest that Gen Z's unique values and
motivations make tailored reward systems vital for effective recruitment and retention
(Acheampong, 2021).

In Hungary, we had the opportunity to conduct detailed data collection involving multiple
segments, including government administrative bodies, and employees, examined through
separate data collection processes simultaneously.

Recruitment practices in public administration are gradually evolving to meet the expectations
of Gen Z. During our research, we conducted a separate organizational survey in which we
asked the HR managers of selected Hungarian ministries and all government offices about their
preferred recruitment methods. 2 According to the results of the content analysis conducted
based on the responses (N=24), the most frequent recruitment methods are:

(1) job advertisements,

(2) direct outreach to educational institutions,

(3) job fairs,

(4) resume databases and

(5) the internal and professional network.

for specialized
audience

units
Own resume - T
Internal and K/Gnuemmenl \\‘
\

Professional \_nfﬁce websites /
Local and national
job fairs ™
!
/
Other
events

Internally Professional forums
between

Resume
Database

—
/
-~/
Job T —
Advertisements - ™~
m— kozsz olgallas.hy

\

I —
o

Recruitment Strategies

Direct Outreach to
Educational

Instjtutions

\
| Dual education
programs
Collaboration
and
agreements

Internships

Figure 1. Frequently used recruitment strategies in the Hungarian civil service

Source: own editing

3 The ministries carry out the Hungarian state administration tasks, and below them are the government offices
(capital and county). Currently, there are 13 ministries and 20 government offices in Hungary.
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The job advertisements are primarily posted on the (kozszolgallas.hu)#) and the government
office websites. Social media (mainly Facebook) is a common platform for posting job
advertisements. Regular collaborations and agreements with universities for long-term
recruitment include dual education programs and internships. The organisations participate in
various university, local, and national job fairs. These events provide a platform to promote
open positions, particularly in high-turnover areas. Resume databases are maintained where job
seekers can submit their resumes, which are regularly reviewed for matching open positions.
Lastly, popular techniques are sharing applicant information internally between different
organizational units with consent and promoting positions on professional forums to reach a

more specialized audience.

Modern recruitment methods and tools in Hungary

The table (N = 24) outlines various recruitment tools, indicating whether they are currently used

(V) or not used (X) in Hungarian public administration.

oT
USED (V)
USED (X)
ATS (Applicant Tracking System) X
Social Media Recruitment v
Programmatic Advertising X

4 The KOZSZOLGALLAS is the online selection and application system managed by the Prime Minister’s
Office of Hungary (https://kozszolgallas.ksz.gov.hu/). Since 2007, Kbzszol gallas has been the public sector
recruitment, selection, and application system that facilitates filling government official, civil servant, and public
employee positions advertised by state agencies across all areas of the public sector. This includes positions in
governmental administration, law enforcement, public education and higher education, local government, and
healthcare sectors.

5 ATS (Applicant Tracking System): Software to organize and track candidate applications through the hiring
process. Social Media Recruitment: Using social platforms to find and engage candidates. Programmatic
Advertising: Automated job ads targeted to specific audiences online. Al & Machine Learning: Automated tools
for screening and matching candidates based on skills. Recruitment Platforms: Websites where employers post
jobs and connect with candidates. Video Interview Software: Tools for conducting interviews remotely via
video. Referral Programs: Employees recommending candidates for open positions are often incentivized. Talent
Pools & Databases: Pre-screened candidates stored for future job opportunities. Assessment & Gamification
Tools: Tests or games to evaluate candidate skills and behaviors. Content Marketing: Creating engaging content
to attract and inform potential candidates.



https://kozszolgallas.ksz.gov.hu/

Al & Machine Learning X
Recruitment Platforms V4

Video Interview Software X
Referral Programs X
Talent Pools & Databases v

Assessment & Gamification Tools X
Content Marketing X

Table 1. Modern recruitment tools in Hungarian public administration

Source: own editing

The organizations use Social Media Recruitment, Recruitment Platforms, and Talent Pools and
databases, focusing on digital outreach. However, key tools such as Applicant Tracking
Systems (ATS), Al and Machine Learning, and Video Interview Software are not in use,
according to the results of the organisational questionnaire, indicating potential gaps in
automating and streamlining the hiring process. They are not utilizing Referral Programs,
Programmatic Advertising, or Content Marketing, limiting their ability to attract a diverse range
of candidates. Social media platforms, particularly Facebook, are currently used for job
postings. However, younger generations are more active on platforms like Instagram, YouTube,
and TikTok, and the public administration of Hungary does not use them.

In our domestic questionnaire sent to the personnel, we also asked the same question
(Application of modern technologies in recruitment (e.g., chatbots, virtual assistants, social
media). The respondents (N=11,431) rated on a scale of 1-6 the extent to which their
organization uses modern technologies in recruitment (e.g., chatbot, virtual assistant, social

media).

STATEMENT

Application of modern 4546| 1625 | 1010 | 741 | 536 | 372 | 2601
technologies in

recruitment




Table 2. Application of modern technologies in recruitment

Source: own editing

According to 70% of respondents, these technologies are either not used at all or very little in
their organization. We also examined the use of modern technologies in recruitment along
organizational dimensions and found that their use is marginally more frequent at the central
level. However, even so, 55% of respondents at the territorial level marked the lower third (1-
2), compared to 51% at the central level. The calculated average rating is 2.12, indicating that
respondents generally do not find these technologies highly effective or prevalent in recruitment
processes at both central and territorial administrative levels. The high no opinion/no response
(22.75% of the respondents) suggests limited familiarity or experience with these tools among

the officials.

Discussion

This study highlights the generational challenges in public administration, particularly in
attracting and retaining Generation Z (Gen Z) employees. The age distribution in European
public administrations and Hungary shows a predominance of middle-aged workers, with a low
presence of Gen Z (approximately 8% in Hungary). This generational imbalance raises
concerns about future talent shortages as the older workforce nears retirement.

Gen Z's entry into the workforce presents unique challenges for European public administration
recruitment. Their new expectations require public administrations to rethink traditional
personnel selection processes.

Hungarian public administration predominantly uses traditional recruitment methods, such as
job advertisements and university collaborations, with limited adoption of digital recruitment
tools.

Despite recent efforts, many organizations still rely on traditional, bureaucratic recruitment
practices. Applications are typically submitted via static platforms, often requiring the upload
of scanned documents or postal submissions. Job announcements are lengthy and formal,
published primarily on governmental websites. Feedback, if provided, arrives late and lacks
detail. There is limited use of structured interviews or objective evaluation tools. As a result,
the candidate experience is often rigid and impersonal, which contrasts sharply with trends in

the private sector and internationally.



The findings indicate that modern technologies are underutilized in both areas, suggesting
significant room for improvement in leveraging digital tools for recruitment. This finding
highlights a critical gap in the adoption of innovative recruitment practices. Despite slight
differences between levels, the data suggest that central and territorial administrations lack
opportunities to modernize their processes and align with contemporary recruitment trends.

To align public sector recruitment with Gen Z expectations, several strategic actions are
necessary. First, a centralized, mobile-friendly e-recruitment portal should be developed,
integrating vacancy announcements, application processes, assessments, and feedback channels
in a seamless and accessible way.

It is equally important to train HR professionals in the use of digital tools and in communication
styles that resonate with Gen Z, including the effective use of social media and real-time
applicant engage ment.

Digital selection tools such as video interviews, online case studies, and competency-based
assessments explicitly tailored to public service roles should also be introduced.

Furthermore, adopting analytics and HR dashboards can help monitor key aspects such as
candidate experience, application rates, and diversity indicators.

Ultimately, a cultural shift is necessary within public sector organizations: recruitment should
no longer be viewed as a purely administrative function, but rather as a process of talent
acquisition and a strategic investment in the future workforce.

Recruitment preferences among Gen Z differ significantly from traditional public
administration practices. Unlike previous generations, Gen Z values quick, technology-driven
application processes, seamless digital engagement, and flexible work environments. However,
Hungary’s public administration relies heavily on conventional recruitment tools such as job
advertisements and university collaborations, with limited adoption of advanced digital
recruitment technologies. This gap highlights an essential area for reform, as current public
administration practices do not adequately meet Gen Z’s expectations for digital fluency and
efficiency in recruitment. The study primarily focuses on recruitment strategies from
organizational and leadership perspectives (except for the domestic questionnaire, which was
also completed by government officials of Generation Z), with less direct input from Gen Z
individuals, who are currently potential job seekers.

Therefore, we complement research (thorough telephone survey) by incorporating direct input
from Gen Z job seekers to provide a more accurate and comprehensive understanding of their
expectations and preferences. A nationwide public opinion survey will be launched in 2025 to

explore the career and professional opportunities perceived by the Hungarian population aged
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18-29, the adult members of Generation Z (with a sample size of 1,000 participants) within
Hungarian public administration, and their attitudes toward this field. This addition will balance
the current focus on organizational and leadership perspectives, offering more profound

insights into how recruitment strategies align with their priorities.

Conclusions

Our hypothesis (H1) has been confirmed that the Hungarian public administration makes
limited use of modern recruitment tools that appeal to Generation Z and strongly relies on
traditional recruitment practices. The findings suggest a preference for conventional methods,
including job advertisements and university collaborations. At the same time, the use of
advanced digital tools and platforms, which are popular among Generation Z, remains
underutilized. This supports the assertion that the recruitment strategies currently employed in
Hungarian public administration are not adequately aligned with the expectations and
technological preferences of younger generations.

A significant barrier to attracting Gen Z to public administration is the slow and complex
recruitment process, contrasting with their preference for quick, simple, and mobile-friendly
applications. Gen Z prefers short video content to visualize their future workplace and expects
streamlined, digital recruitment platforms. Public administration needs to modernise the
recruitment processes by incorporating digital tools and flexible approaches to align with Gen
Z's tech-driven preferences and build a sustainable future workforce. Public administration
institutions should integrate Al-driven recruitment tools to increase engagement and expand
outreach through Gen Z-preferred platforms such as Instagram, TikTok, and YouTube. The age
imbalance in Hungary’s public administration underscores the need for targeted recruitment
strategies and retention practices to attract younger employees. As Gen Z expects faster,
technology-driven hiring processes, Hungarian public administration should modernize the
recruitment approach, integrating digital tools.

The digital transformation of selection processes in public administration is not merely a
technical upgrade—it is a strategic imperative. Generation Z will not engage with rigid,
outdated systems. By modernising selection tools and adopting a user-centered design
approach, the public sector can enhance its attractiveness, legitimacy, and effectiveness. If
governments wish to remain competitive employers and build a diverse, committed workforce

for the future, they must embrace digital innovation in recruitment. The gap between Gen Z
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expectations and current practices can be narrowed—if institutions are willing to act decisively

and strategically.

References

Acheampong, N. A. A. "Reward Preferences of the Youngest Generation: Attracting,

Recruiting, and Retaining Generation Z into Public Sector Organizations.” Compensation &
Benefits Review 53, no. 2 (2021): 75-97. https://doi.org/10.1177/0886368720954803.

Bagheri Rad, M., Valmohammadi, C., and Shayan, A. "An Empirical Investigation of the
Factors Affecting the Use of Social Networks in Human Resources Recruitment.”
International Journal of Public Administration 43, no. 6 (2019): 517-526.
https://doi.org/10.1080/01900692.2019.1636396.

Binczycki, B., Lukasinski, W., and Dorocki, S. "Determinants of Motivation to Work in
Terms of Industry 4.0—The Gen Z Perspective." Sustainability 15, no. 15 (2023): 12069.
https://doi.org/10.3390/su151512069.

Bulinska-Stangrecka, H., and Naim, M. F. "Brace up for the New Generation: Decoding the
Psychological Contract Expectations of Gen Z in a Digital World." In Redefining the
Psychological Contract in the Digital Era: Issues for Research and Practice, 285-296. 2021.

Ciobanu, A. "Civil Servants' Recruitment and Selection Practices in European Union Member
States."” Management Research and Practice 7, no. 3 (2015): 21-33.

Colley, L. "Understanding Ageing Public Sector Workforces: Demographic Challenge or a
Consequence of Public Employment Policy Design?" Public Management Review 16, no. 7

(2013): 1030-1052. https://doi.org/10.1080/14719037.2013.771697.

European Commission. The Future of Work and Public Sector Recruitment: EU Report on

Public Sector Employment. 2020.

12


https://doi.org/10.1177/0886368720954803
https://doi.org/10.1080/01900692.2019.1636396
https://doi.org/10.3390/su151512069

European Commission: Directorate-General for Structural Reform Support, Stimpson, A.,
Moretti, C., and Lemmik, J. Public Administrations in the EU Member States — 2022
Overview. Publications Office of the European Union, 2023.
https://data.europa.eu/doi/10.2887/626706.

Fabisiak, J., and Prokurat, S. "Age Management as a Tool for the Demographic Decline in the
21st Century: An Overview of Its Characteristics.”" Journal of Entrepreneurship, Management
and Innovation (JEMI) 8, no. 4 (2012): 83-96.

Flynn, M., Upchurch, M., Muller-Camen, M., and Schroder, H. "Managing the Ageing
Workforce in Europe: Diversity, Challenges, and Strategies.”" Public Management Review 15,
no. 2 (2013): 123-143. https://doi.org/10.1080/14719037.2013.771697.

Fowler, L., and Birdsall, C. "Are the Best and Brightest Joining the Public Service?" Review
of Public Personnel Administration 39, no. 4 (2019): 467-489.
https://doi.org/10.1177/0734371X19836152.

Francis, T., and Hoefel, F. "True Gen: Generation Z and Its Implications for Companies."
McKinsey Quarterly 4, no. 2 (2018): 34-47.

Fundamental Law of Hungary. Fundamental Law of Hungary. Official Gazette of Hungary,
2011.

Government of Hungary. Government Decree No. 52/2019 (l11. 14.) on the Hungarian Public

Administration Scholarship. Magyar K6zlony, 2019.

Garai-Fodor, M., Varga, J., & Csiszarik-Kocsir, A. Correlation between Generation Z in
Hungary and the Motivating Factors to Do Volunteer Work in a Value-Based Approach.
Sustainability, 13(20), 11519. 2019.

Gyorgy, 1., and Hazafi, Z. K6zszolgalati Jog [Public Service Law]. NKE, 2014.

Hazafi, Z. "A stratégiai munkaerd-tervezés és a HRM-fejlesztés szerepe a versenyképes

kozszolgalat utanpotlasanak biztositdsaban= The Role of Workforce Planning and HRM

13


https://data.europa.eu/doi/10.2887/626706
https://doi.org/10.1080/14719037.2013.771697
https://doi.org/10.1177/0734371X19836152

Improvement Ensuring the Recruitment of Competitive Civil Service." Pro Publico Bono—
Magyar Ko6zigazgatas no. 2 (2017): 48-83.

Hazafi, Z. "General Data on Workforce Composition.” In Generations in Public
Administration 2024: Research Report, edited by Cs. Paksi-Petr6. Manuscript. 2024.
https://www.eupan.eu/wp-content/uploads/2024/12/HU EUPAN Research-

Report Genarations-in-Public-Administration.pdf.

Hungarian Central Statistical Office. Population Aging Trends in Hungary and Europe. 2024.
Retrieved January 13, 2025, from https://www.ksh.hu/

Jakobsen, M., Maller, A.-K. L., and Keppeler, F. "Facing the Human Capital Crisis: A
Systematic Review and Research Agenda on Recruitment and Selection in the Public Sector."
Public Administration Review 83, no. 6 (2023): 1635-1648.
https://doi.org/10.1111/puar.13733.

Jankal, R., and Bor$os, P. "The Importance of e-Recruitment within a Smart Government
Framework." MDPI Systems 12, no. 3 (2024): 71. https://doi.org/10.3390/systems12030071.

Karacsony, P., Izsak, T., and Vasa, L. "Attitudes of Z Generation to Job Searching through
Social Media." Economics & Sociology 13, no. 4 (2020): 227-242.
https://doi.org/10.14254/2071-789X.2020/13-4/15.

Koleva, V. "E-recruitment and Generation Z Job Seekers." Creative Space Journal 1, no. 1
(2023): 63-75.

Krishna, S. M., and Agrawal, S. "Creative Performance of Millennials and Generation Z:
What Matters More, Intrinsic or Extrinsic Rewards?" Administrative Sciences 15, no. 1
(2025): 11. https://doi.org/10.3390/admsci15010011.

Leslie, B., Anderson, C., Bickham, C., et al. "Generation Z Perceptions of a Positive
Workplace Environment.” Employee Responsibilities and Rights Journal 33 (2021): 171-187.
https://doi.org/10.1007/s10672-021-09366-2.

14


https://www.eupan.eu/wp-content/uploads/2024/12/HU_EUPAN_Research-Report_Genarations-in-Public-Administration.pdf
https://www.eupan.eu/wp-content/uploads/2024/12/HU_EUPAN_Research-Report_Genarations-in-Public-Administration.pdf
https://doi.org/10.1111/puar.13733
https://doi.org/10.3390/systems12030071
https://doi.org/10.14254/2071-789X.2020/13-4/15
https://doi.org/10.3390/admsci15010011
https://doi.org/10.1007/s10672-021-09366-2

Ludanyi, D. "Some Current Issues in the Establishment of the Civil Service Relationship."

New Hungarian Public Administration 2022, no. 2 (2022): 47-59.

Ludanyi, D., ed. Jelentés a hazai kozszolgalati generacidmenedzsment egyes kérdéseit
vizsgalo tudomanyos kutatasrol [Report on the Scientific Research Examining Certain

Aspects of Generational Management in Hungarian Public Service]. Manuscript, 2024.

Lyons, S., and Kuron, L. "Generational Differences in the Workplace: A Review of the
Evidence and Directions for Future Research." Journal of Organizational Behavior 35, no. S1
(2014): S139-S157.

Ma, K., and Fang, B. "Exploring Generation Z’s Expectations at Future Work: The Impact of
Digital Technology on Job Searching.” European Journal of Training and Development 48,
no. 9 (2024): 933-953. https://doi.org/10.1108/EJTD-05-2023-0076.

OECD and Slovenia. Ageing and Talent Management in European Public Administration.

European Institute of Public Administration, 2022.

Ratajczak, J. "The Recruitment Process of Generation Z in the Context of Demographical
Changes on the Labour Market." Zeszyty Naukowe Polskiego Towarzystwa Ekonomicznego
w Zielonej Gorze 8, no. 5 (2018): 125-140.

Schroth, H. "Are You Ready for Gen Z in the Workplace?" California Management Review
61, no. 3 (2019): 5-18.

Sidorcuka, 1., and Chesnovicka, A. "Methods of Attraction and Retention of Generation Z
Staff." In CBU International Conference Proceedings, vol. 5, p. 807. Central Bohemia
University, 2017.

Tulgan, B. Bridging the Soft Skills Gap: How to Teach the Missing Basics to Today's Young
Talent. Wiley & Sons, 2016.

Turner, A. "Generation Z: Technology and Social Interest." The Journal of Individual
Psychology 71, no. 2 (2015): 103-113.

15


https://doi.org/10.1108/EJTD-05-2023-0076

Twenge, J. iGen: Why Today's Super-Connected Kids Are Growing Up Less Rebellious,
More Tolerant, Less Happy — and Completely Unprepared for Adulthood. Simon & Schuster,
2017,

Walker, A. "Active Ageing: A Strategic Policy Solution to Demographic Ageing in the
European Union." International Journal of Social Welfare 11, no. 2 (2002): 117-130.

Williamson, S., Pearce, A., Connor, J., Weeratunga, V., and Dickinson, H. "The Future of
Working from Home in the Public Sector: What Does the Evidence Tell Us?" Australian
Journal of Public Administration 81, no. 4 (2022): 640-648.

Yeo, J., and Jeon, S. H. "Diversity, Equity, Inclusion, and Accessibility in Recent Public

Administration Research: A Systematic Review of the Literature Since George Floyd.”
Journal of Policy Studies 38, no. 2 (2023): 33-54. https://doi.org/10.52372/jps38204.

16



