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___________________________________________________________ 
 
The effectiveness of recruitment strategies has become a critical concern in the 
past decades, as organizations increasingly compete for top talent, especially 
among younger cohorts such as Generation Z. This study looks 
comprehensively at how modern recruitment approaches, such as employer 
branding and social media engagement, are reshaping and showing a new way 
in talent acquisition and recruitment strategies. The research question looks at 
the way in which these modern methods compare to traditional recruitment 
practices in attracting and retaining young talent in today’s workforce. To 
examine these perspectives, a quantitative survey targeting Generation Z and 
Millennials was conducted across multiple social media channels. The survey 
questions covered various aspects, such as workplace flexibility, corporate 
values, and digital recruitment preferences, gathering data that offered nuanced 
insights into the expectations and motivations of the job seekers. The findings 
provide valuable perspectives to ongoing analyses around evolving recruitment 
methods and workforce expectations. This study highlights the importance of 
adapting recruitment strategies to align with emerging workforce values, while 
future research might explore how Generation Alpha may further transform the 
recruitment landscape. 
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1 Introduction 

This thesis dives into a comprehensive exploration of the evolution of 

recruitment markets, undertaking a comparative analysis of traditional versus 

modern approaches, with a specific focus on the impact of Generation Z. The 

research question that drives this thesis is: ‘How do organizations recognize the 

effectiveness of modern methods compared to traditional strategies in attracting 

and retaining top talent with the younger generation?’  

The direction of talent acquisition (TA) has faced a significant shift in recent 

years, navigating the transition from an employer-centric model to one directed 

by the expectations and preferences of candidates. (Ramchandani & Singh, 

2020). This paradigm shift towards recruitment where candidates come first is 

not only a result of the dynamic nature of the modern workforce but is 

significantly shaped by the entrance of Generation Z into the professional 

arena. Representing the first fully tech-savvy generation, Generation Z brings 

with it a unique set of values, expectations and behaviours that are leaving a 

lasting mark on the modern recruitment processes (Pearcy, 2023; Siebers 

2022). 

The selection of the topic as the focus of this thesis arises from the profound 

transformations reshaping the landscape of talent acquisition. In a world struck 

by unprecedented technological advancements, shifting workplace dynamics, 

and the entrance of the younger generation into the professional field, 

understanding how organizations attract, engage, and retain top talent has 

become crucial. With the economic situation apparently in a decline phase and 

lacking stability, it is even more important for organizations to look at their 

employer branding (EB) and talent acquisition (TA) strategies, to maintain and 

attract the best talent possible.   

In the past, recruitment practices used to be characterized by a top-down 

approach, where organizations administer the control of the process, 

dominating the terms to potential candidates (Sahay, 2015). Today, the rise of 
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the digital world and social media together has led the way to an era where 

candidates show off unprecedented influence. The democratization of 

information and the access to it has empowered job seekers, allowing them to 

conscientiously assist their professional records and make better informed 

decisions about potential employers. This has given arise to what is now 

commonly referred as a candidate-focused recruitment market, a stage that 

addresses the pivotal role candidates play when looking at the recruitment 

process (Du & Li, 2018). 
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2 The evolution of Recruitment markets 

2.1 Statement of the problem 

As organizations try to engage with the complexities of this evolving recruitment 

landscape, challenges arise. Traditional recruitment methodologies, employed 

by organisations firmly attached to outdated strategies, struggle with the idea of 

the dynamic and digitally influenced approaches that define the modern practice 

of talent acquisition (Geeta, Shivani, & Ravindra, 2021). Concurrently, 

Generation Z entering the workforce with a different set of expectations and 

behaviours has necessitated an ongoing re-evaluation of ever-changing 

recruitment requirements. Thus, this multifaced problem created by a 

confluence of evolving recruitment strategies and the influence of Generation Z 

demands careful examination.  

There is a noticeable gap existing in the understanding of how traditional and 

modern recruitment strategies intersect and coexist. Furthermore, another 

unexplored specific development influencing the modern recruitment practices 

is the impact of Generation Z. This research is seeking to address these gaps, 

looking deeply into the elaborations of the evolution of recruitment strategies 

aiming to straighten out the complexities between historical practices, 

contemporary approaches, and the unique ways of thinking of Generation Z 

candidates. 

2.2 Objectives of the study 

There are three primary objectives set out in this research. Firstly, it aims to 

conduct a comprehensive analysis of the evolution of recruitment strategies, 

investigating deeply into the historical roots and dissecting those contemporary 

manifestations of older practices. Secondly, there will be a comparative 

assessment of traditional and modern approaches employed by organizations in 

talent acquisition. Thus, by comparing these approaches, the research will 

delineate the strengths, weaknesses, threats and opportunities linked with each. 
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Thirdly, the most crucial part of the research will endeavour to assess the 

distinct influences of Generation Z on recruitment practices. It will aim to 

uncover the ways in which Generation Z shapes and transforms the dynamics 

of recruitment strategies, by going through a focused examination of this 

generation’s values, expectations, and preferences.   

To address the goal of this research, it is not sufficient to report the shifts in 

recruitment practices. To provide useful information and insights for 

organizations traveling this ever-evolving landscape of talent acquisition 

requires taking those historical perspectives, contemporary trends, and the 

unique sets of Generation Z together. This research aims to contribute to the 

ongoing discussion around the optimization of recruitment strategies in a 

dynamically evolving professional environment. 
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3 Literature review 

3.1 Historical perspectives on recruitment & exploration of 
traditional recruitment methods 

When looking at the evolution of recruitment markets and practices, it can be 

seen as a rapidly changing landscape included with threads of tradition, 

innovation and adaptation (Phadtare, 2023). For unraveling the complex 

dynamics of the present recruitment landscape, it is crucial to understand the 

historical perspectives that provide essential context and understanding towards 

today’s standards and behaviours. In examining the traditional methods, the 

intricacies of a system where organizations were leaders on the recruitment 

funnel will be unravelled. 

Looking back to the very beginning of recruitment markets and their associated 

practices, recruitment had a hierarchical structure where organizations were 

directing the processes (Phadtare, 2023). Technological advancements were 

limited, and the flow of information was controlled by a selected few. Traditional 

methods, such as newspaper advertisements, job fairs and reliance on personal 

networks, were structuring the era where information flow was more controlled 

(Sivabalan, Yazdanifard, & Ismail, 2014). Organizations were placing 

strategically advertisements in local and national newspapers. In this way 

organizations shaped the employment opportunities, and job seekers followed 

directed paths in their recruitment processes when pursuing new career 

opportunities. The mindset and goal were to look at employer’s needs, which 

were reflected in detailed job descriptions, outlining briefly qualifications and 

expectations of wanted workforce. It goes without saying that traditional 

recruitment had the emphasis on showcasing the organization’s requirements, 

placing the employer firmly in the driver’s seat (Sivabalan, Yazdanifard, & 

Ismail, 2014). 

When looking at the application and selection processes of traditional 

recruitment methods it can be seen as a tightly structured and often linear 
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trajectory (Sivabalan, Yazdanifard, & Ismail, 2014). While job seekers were 

submitting physical applications and resumes, the organizations, in turn, 

carefully reviewed these materials to shortlist candidates. The goal was to align 

job seekers with criteria outlined in job descriptions. This structured and linear 

approach, limited the exploration of candidates beyond what was clearly 

specified.  

During this earlier period, radio and television broadcasting first introduced new 

dimensions to recruitment practices, thus changing the advertising methods. 

This amplified the reach and visibility of job opportunities, making it easier for 

candidates to investigate and compare. Nevertheless, the main core of 

traditional recruitment practices stayed in a top-down approach, where 

organizations guided candidates through well-structured and organized 

application and selection processes (Phadtare, 2023). 

3.2 Review of key milestones in the transition to modern 
recruitment practices 

Significant changes to the recruitment practices can be seen in the late 20th 

century due to the proliferation of the internet and digital technologies 

(Phadtare, 2023). A pivotal milestone was marked when the online job boards 

emerged. Suddenly, the job seekers had all-time access to the opportunities, 

altering the asymmetric distribution of information that had long been favourable 

to employers (Picardi, 2020). This shift laid the foundations of a model where 

candidates were actively participating in directing the journey to their 

professional destinies.  

Following the establishment and embedding of the online job boards as the 

dominant advertising platforms, social media platforms emerged in the early 

21st century. This accelerated the transition towards candidate-focused 

recruitment. Online platforms like LinkedIn, launched in 2003, gave a space for 

individual professionals to tell about their skills, experiences and preferences. In 

this way, the traditional resume-centric approach was further enhanced. 

Consequently, employers had to shift their actions and began to actively 
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engage with candidates in the online platforms and social media channels, thus 

creating a more dynamic and interactive recruitment process (Bongarzone, 

Chatterjee, & Schanne, 2022). 

The rise of job search sites where people can anonymously give comments of 

their past and current work places, for example Glassdoor (Dube & Zhu, 2021), 

have improved intelligence-gathering for candidates by providing real insights 

for organizations as workplaces. As a result, candidates have important 

information of organizational cultures and employee experiences. This has 

made a significant, transparent shift in the recruitment practices. It is a defining 

feature of the modern recruitment landscape, having organizations carefully 

think of their TA practices and EB picture to attract top talent (Picardi, C. A. 

2020.) 

As organizations needed to adapt to these changes, the focus has been shifting 

from merely filling positions towards creating a compelling EB and fostering 

positive TA experiences. The candidate has become the central figure in 

recruitment, giving a signal for organizations to open their minds towards a 

more candidate-driven approach in their recruitment processes (Picardi, 2020). 

Furthermore, TA and EB are crucial in today’s modern recruitment processes 

because they directly influence an organization’s ability to attract and retain top 

talent. TA has evolved from simply filling positions to strategically identifying 

and nurturing candidates who align with the organization’s long-term goals. 

Meanwhile, a strong EB shapes how potential employees perceive the 

organization, highlighting its culture, values, and employee experience. 

Together, TA and EB create a seamless, positive experience for job seekers, 

making the organization more appealing and competitive in attracting high-

quality candidates in an otherwise crowded job market (Rana, Agarwal, & 

Sharma, 2021). 
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3.3 Talent acquisition impacted by modern approaches 

Three main contemporary approaches which have shaped the evolution of 

recruitment strategies are digital platforms, the power of social media and 

prioritization of employer branding (TestGorilla, 2024). This section of the thesis 

will dive more deeply into these modern approaches, providing a 

comprehensive examination of their impact on talent acquisition and the 

importance of employer branding. 

3.3.1 Digital platforms in recruitment 

When it comes to transcending the limitation of traditional methods, pivotal tools 

towards modern talent acquisition have been the digital platforms (Paramita, 

2020). Those platforms serve as virtual hubs for connecting employers and 

candidates. Advantages of these platforms for organizations include a seamless 

exchange of information, allowing organizations to showcase their culture, 

values and vision, together with career opportunities. Thus, when looking at the 

advantages for job seekers, worth mentioning are navigating an extensive 

selection of different roles, applying to the positions with easy access, and 

gaining more knowledge and insight regarding the possible employers 

(Paramita, 2020). 

Furthermore, a variety of platforms are used in the digital world, and they have 

their own advantages and challenges. With digital platforms organizations can 

reach a wider audience, enabling them to reach diverse and global talent pools 

from all over the world. Digitality has given users a constant visibility, therefore 

there is real-time interaction, which creates among employers and candidates a 

dynamic place to communicate effectively (Jay, 2024). Information gathered 

from the candidate can sometimes feel niche. Thus, digital platforms usually 

have analytical tools to help employers with respect to decision-making. 

Nevertheless, with easy access and worldwide visibility, there are associated 

challenges. When there are limitations on the amount of information to be 

shared, initially this can overwhelm candidates, making it challenging to sift 
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through relevant details. Another thing to keep in mind is that competition on 

digital platforms can be intense, as their accessibility is easy, therefore 

motivating more candidates to participate and consider recruitments (Jay, 

2024). Thus, in organizations eyes digital platforms can create a high quantity of 

work during recruitment processes. 

3.3.2 Social media recruitment 

As a result of social media’s evolution into an environment which is part of 

everyday life, the integration to talent acquisition strategies has marked a 

paradigm shift in how organizations connect with potential candidates (Rana, 

Agarwal, & Sharma, 2021). Social media channels are not only platforms where 

organizations can broadcast job openings; they also help to build and reinforce 

employer brands. Certainly, employer branding has become a crucial part of 

organizations talent acquisition strategies, with different social media platforms 

enabling organizations to find space to craft and showcase their employer 

brand, attracting candidates aligned with their values (Saks, & Gruman, 2021). 

Additionally, organizations can engage with candidates effectively through 

comments, messages, and shared content, which will foster a sense of 

community already in the early stage of any recruitment process.   

However, organizations need to take care of maintaining authenticity in social 

media content in support of their employer branding. It is crucial to strike a 

balance between curated content and authentic representation towards genuine 

employer brand (Rana, Agarwal, & Sharma, 2021). Without apparently 

authentic content, responses are likely to be lukewarm at best. Platform users 

aim to find authentic material in social media platforms, to get the real picture of 

the things they want to familiarise themselves with (Reis, Braga, & Trullen 

2017). This is especially important for successful talent acquisition. 
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3.3.3 Evolution of employer branding and conclusion for modern 
approaches 

 

Figure 1: A set of recommended recruitment strategies (Rajpal 2024) 

The examination of the 10 principles outlined in today’s recruitment strategies 

by Rajpal (2024), illustrated in Figure 1, underscores the paramount importance 

of building a strong employer brand. Employer branding, once considered a 

peripheral concern, has now emerged as a central principle of modern 

recruitment strategies (Rana, Agarwal, & Sharma, 2021). It entails how 

organizations present themselves as employers, accentuating their culture, 

values, and distinctive offerings. By cultivating a robust employer brand, 

organizations can effectively attract top talent candidates who seek alignment 

with their organizational values, thereby bolstering their talent pool and retaining 

existing top talent (Coyle-Shapiro, & Conway, 2015). Moreover, a positive 

employer brand contributes to higher employee satisfaction and retention rates, 

ultimately fostering a thriving and engaged workforce.  
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Maintaining a strong employer brand necessitates consistent engagement 

across various channels, with a keen focus on detail and regular updates. 

Consistency in messaging and responsiveness to feedback, including negative 

feedback, are critical aspects of safeguarding brand perception and reputation. 

Organizations must recognize the power of feedback from candidates and 

actively address concerns to uphold their employer brand integrity. (Geeta, 

Shivani, & Ravindra, 2021). 

The advantages of modern recruitment strategies are evident, offering 

organizations a multitude of opportunities to connect with the talent pool. Real-

time engagement with candidates facilitates faster and more cost-effective 

recruitment processes. Furthermore, the cultivation of a compelling employer 

narrative is becoming increasingly crucial, given the shifting mindset towards 

approach which is more candidate driven. (Bongarzone, Chatterjee, & Schanne, 

2022). In today’s competitive landscape, organizations must craft narratives that 

resonate with candidates, addressing their aspirations, values, and career 

goals.   

To conclude, the evolution of modern approaches in talent acquisition is an 

ongoing process, deeply intertwined with the digital era’s rapid changes. The 

future of recruitment will continue to evolve, driven by advancements in artificial 

intelligence, data analytics, AI solutions, and evolving social media trends. 

(Bongarzone, Chatterjee, & Schanne, 2022). Organizations navigating this 

dynamic landscape must remain adaptive and agile, continually updating their 

recruitment strategies to meet the ever-changing expectations of the 

contemporary workforce. To stay ahead the curve and attract top talent in an 

increasingly competitive market, organizations must embrace innovation and 

leverage emerging technologies. 

3.4 Impact of Generation Z in the workforce 

Generation Z is a cohort born between the mid-1990s and early 2010s, who are 

increasingly stepping into the workforce (Francis & Hoefel, 2018). Hence the 
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influence of Generation Z in the professional world is a phenomenon that 

demands careful examination. Generation Z brings to the table distinctive 

characteristics, values and expectations which necessitate a refinement of 

understanding. This group of young people has given a rise to a hypercognitive 

generation that adeptly collects and cross-references diverse sources of 

information while seamlessly integrating virtual and offline experiences (Francis 

& Hoefel, 2018). Based on this assumption, this section will look at the 

multifaced impact of Generation Z on the workplace, and specifically how they 

are actively shaping the recruitment landscape and giving new behavioural 

perspectives. 

3.4.1 Characteristics, values and expectations of Generation Z 

 

Figure 2: Defining features of generational cohorts (Francis & Hoefel, 2018). 

 

Generations are shaped not only by their chronological birth years but also by 

the historical and cultural contexts in which they come of age. The baby boomer 
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generation, spanning from 1940 to 1959, was born into a world reshaped by the 

aftermath of World War II. This period of post-war recovery, growing prosperity 

and optimism fuelled a consumer culture where material possessions became 

symbols of success and ideology. Baby boomers, therefore, often expressed 

their values and beliefs through their consumption patterns, seeking to align 

themselves with societal ideals through their purchases.  

Following the baby boomers, Generation X emerged in the deafening social 

landscape of the 1960s and 1970s. This generation witnessed rapid 

technological advancements, economic uncertainties, and shifting social norms. 

As a result, Generation Xers developed a more cynical and pragmatic outlook, 

prioritizing individualism and self-reliance. For them, consumption became a 

means of asserting status independence in a rapidly changing world. They were 

drawn to brands and products that reflected their aspirations for success and 

autonomy (Francis & Hoefel, 2018).  

The millennial generation, born between 1980 and 1994, entered adulthood 

amidst the rise of globalization, the advent of the internet, and profound social 

and economic transformations. Unlike their predecessors, millennials were less 

interested in material possessions and more focused on accumulating 

experiences. They valued travel, adventure, and personal growth, seeking 

meaningful and authentic connections with the world around them. This shift in 

consumption patterns gave rise to trends such as the sharing economy, where 

access to experiences trumped ownership of goods (Zelazko, 2024).  

In contrast, Generation Z, born from the mid-1990s onwards, has grown up in a 

digital age characterized by unprecedented access to information and 

connectivity. This generation is marked by its scepticism towards traditional 

institutions and its relentless pursuit of truth and authenticity. Generation Z’s 

consumption habits reflect their desire for genuine experiences and meaningful 

connections. They are drawn to brands and products that align with their values. 

Moreover, Generation Z is highly diverse and inclusive, embracing a multitude 

of identities and perspectives. This openness to diversity extends to their 



14 

 

 

consumption choices, as they seek out brands that reflect their values and 

resonate with their beliefs (Paggi & Clowes, 2021).  

Overall, each generation’s behavioural patterns reflect the unique historical, 

social, and cultural contexts in which they came of age. By understanding these 

generational differences, businesses and employers more generally can tailor 

their strategies to effectively engage and connect with diverse generation 

segments (Niezurawska, Kycia, & Niemczynowicz, 2023). 

 

Figure 3: Typical professional goals characteristic of Generation Z (Handshake 

Blog, n.d.) 

Building upon the characteristics outlined by Paggi and Clowes (2021), 

Generation Z possesses a unique set of traits that have been shaped by the 

rapid advancements in technology, significant economic shifts, and the 

increasing interconnectedness of the global landscape. This generation, often 

referred to as digital natives, has seamlessly integrated technology into their 

daily lives from a young age, making them inherently tech-savvy. Their 

familiarity with digital platforms, social media, and instant communication has 
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not only shaped their behaviours but also influenced their expectations and 

preferences, particularly in the context of the workplace (Siebers 2022).  

As depicted in Figure 3, Generation Z places a high value on personal 

development in the workplace. Unlike previous generations, whose focus may 

have been on job security, Generation Z prioritizes authenticity, diversity, and 

social responsibility (Niezurawska, Kycia, & Niemczynowicz, 2023.) They seek 

workplaces that align with their values, placing a premium on transparency and 

a sense of purpose in their professional endeavours. For them, meaningful work 

is essential, alongside flexibility and opportunities for continuous learning and 

skill development.  

This shift in priorities reflects the evolving attitudes and aspirations of 

Generation Z, who are entering the workforce with a desire to make a positive 

impact and contribute to organizations that share their values. Employers must 

recognize and adapt to these changing dynamics to attract and retain top talent 

from this generation. By fostering a culture of transparency, purpose-driven 

work, and ongoing learning opportunities, organizations can appeal to the 

values and preferences of Generation Z, creating an environment where both 

employees and businesses thrive (Visma, 2023). 
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3.4.2 Shaping norms & impacting the recruitment markets 

 

Figure 4: Implications of Generation Z worldview (GIIS Team, 2018) 

The prevalent influence of digital norms on Generation Z’s behaviour is 

undeniable, as they have been immersed in a world where technology is 

everywhere and integral to daily life. This influence extends to their expectations 

in the recruitment process, where streamlined and tech-savvy application 

processes are preferred. Generation Z gravitates towards platforms that offer 

efficient and transparent communication, reflecting their comfort with digital 

interfaces and their desire for seamless experiences (Paggi & Clowes, 2021).  

Furthermore, the decision-making process of Generation Z is significantly 

shaped by their commitment to diversity, inclusion, and sustainability. These 

values are not merely lip service but deeply ingrained principles that guide their 

choices and actions. As such, organizations must align their practices with 

these values to resonate with Generation Z candidates and employees 

effectively (Paggi & Clowes, 2021).   

In today’s interconnected world, social media plays an essential role in shaping 

perceptions and facilitating connections. Organizations must recognize the 
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importance of maintaining a strong presence on popular social media platforms 

to engage with Generation Z effectively. Active participation on these platforms 

allows organizations to showcase their culture, values, and opportunities, 

thereby enhancing their appeal to this digitally savvy generation (Paggi & 

Clowes, 2021).  

The impact of Generation Z on the workforce is transformative, necessitating a 

recalibration of established norms and a reimagination of recruitment strategies. 

Organizations that embrace the values and expectations of Generation Z stand 

to benefit from a diverse, dynamic, and innovation-driven workforce. By 

fostering an inclusive and progressive work environment that resonates with 

Generation Z’s values, organizations can attract and retain top talent from this 

generation, driving growth and success in the rapidly evolving business 

landscape (Kingsley, 2023). 
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4 Methodology – research 

For deeper understanding of the evolution of recruitment strategies and the 

impact of Generation Z, the study will include more detailed research towards 

the outlook. In this chapter the study will provide a multifaced understanding of 

the research question, with focus on the selection of quantitative element as 

chosen method. 

4.1 Research design 

The choice of research design serves as the framework upon which the entire 

study is built. To gather as much information and details of the evolution of 

recruitment markets with the unique influence of Generation Z, a large scaled 

survey was chosen as a research methodology. The decision to use the survey 

was driven by the need to gather empirical data that could offer objective 

insights into how modern recruitment strategies compare to traditional methods, 

and how these approaches resonate with the generations, especially the 

younger one. 

Quantitative research well suits this study, because it allows for the precise 

measurement of variables such as job satisfaction, recruitment preferences, 

and perceptions of employer branding (Ghauri, Gronhaug & Strange, 2020). By 

utilizing a structured survey, this approach enabled the collection of data from a 

broad cross-section of individuals, providing statistically significant results that 

can be generalized across a larger population. This is particularly important in 

understanding Generation Z’s behaviour and preferences, given their diverse 

backgrounds and varying levels of exposure to different recruitment practices. 

The survey, the primary tool of data collection, was meticulously designed to 

capture a wide range of variables relevant to the research question. Questions 

were formulated to assess respondents’ experiences with both traditional and 

modern recruitment methods, their expectation from employers, and the factors 

they consider most important in their job search. 
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4.1.1 Quantitative element: Survey 

The survey serves as the quantitative backbone of the research, allowing for the 

systematic collection of data from a large scale (O’Leary, 2004). The survey 

employed here is meticulously designed to gather insights into different 

Generation group behaviours and preferences in the workforce. Given its 

quantitative nature, the survey cannot discover rich narratives, personal 

experiences, and nuanced perspectives, thereby offering a depth of 

understanding beyond what quantitative data alone can reveal. Nevertheless, 

with quantitative data it is possible to establish a clearer framework that 

highlights fundamental features of the target population with respect to the 

central research question. 

The survey was aimed to reach a wide range of the target group and give 

deeper understanding based on the responses to the research questions. It 

offered a structured and efficient means of gathering data from a larger 

population, which is crucial for understanding broad trends and patterns, 

especially in a diverse demographic like Generation Z. This generation, 

characterized by its digital fluency and unique workplace expectations, requires 

a method that can capture their collective attitudes and behaviours effectively. 

The survey allowed for the collection of standardized data, enabling the analysis 

of correlations and differences across various segments within Generation Z, 

such as educational background, industry preference, and career aspirations. 

The ability to reach respondents online also made the survey particularly suited 

for Generation Z, who are more likely to engage with digital content. In sum, the 

survey method was selected because it offered a scalable, flexible, and data-

rich approach to understanding the distinct characteristics of Generation Z 

within the workforce, providing a solid foundation for both descriptive and 

inferential analysis. 
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4.2 Samplings and participants 

The survey was shared across multiple social media platforms, specifically 

targeting age groups that align with the scope of this research, including 

Generation Z and Millennials. The researcher belonging to the same 

demographic, it allowed for a more tailored distribution of the survey to relevant 

participants. Social media channels such as LinkedIn, Facebook, and Instagram 

were chosen where the survey to be shared, due to their accessibility to these 

age groups and their relevance as platforms frequently used for professional 

networking and career-related discussions. 

The survey gathered successfully responses from 45 participants in total, with a 

balanced representation of both Generation Z and Millennials. This sample size, 

while modest, provided valuable insights into the characteristics of Generation Z 

in the workforce. Though the respondents themselves were also from older 

generations, their observations and interactions with Generation Z within the 

workplace offered a broader understanding of how this younger cohort behaves 

communicates, and values work-life balance and dynamics. Furthermore, the 

sample size is substantial enough to paint a reasonably detailed picture of the 

generational differences and recruitment expectations as they pertain to the 

study’s research question. 

The survey questions were carefully designed to capture a range of behavioural 

and attitudinal data, focusing on key areas such as communication preferences, 

values in the workplace, and perceptions of modern recruitment strategies. For 

example, questions like, ‘How do you prefer to communicate with colleagues 

and supervisors?’ and ‘What factors influenced your decision to accept your 

current job?’ provided a clear lens into the evolving nature of work 

communication and career decision-making processes. Respondents were 

encouraged to select multiple answers where applicable, ensuring their 

feedback reflected the diverse communication tools and preferences available 

in today’s more digital workplaces. 
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Furthermore, other questions such as, ‘How important is workplace flexibility to 

you?’ helped gather essential data on a defining trait of modern workforce 

preferences, especially among Generation Z, who are known for prioritizing 

work-life balance. These questions facilitated a nuanced understanding of how 

different generations view recruitment strategies, and they revealed critical 

insights into the desires and expectations of Generation Z and Millennial 

employees. 

The responses collected provided a rich dataset, offering quantitative insights 

and highlighting qualitative trends that align with the research question. 

Specifically, the survey authorized a comparison of traditional vs. modern 

recruitment methods from the perspectives of two older generations, reflecting 

on their experiences with and observations of Generation Z in the workplace. 

The results were particularly useful for evaluating the effectiveness of 

contemporary recruitment approaches in attracting younger talent, and how 

these strategies cater to the unique expectations of Generation Z and 

Millennials. 

Generally, the survey served as a vital tool in not only understanding the views 

of Generation Z and Millennials but also in generating relevant insights into the 

Generation Z workforce, particularly concerning their recruitment experiences, 

communication preferences, and expectations for workplace culture. These 

findings are crucial in shaping the final discussion, analysis and conclusions of 

this study. 
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5 Findings 

In this section, findings gathered from the survey will be presented and 

analysed. The survey included questions which explored various aspects of the 

employment decision-making process, communication preferences, and 

workplace expectations. The chosen questions were intended to capture key 

factors influencing how Generation Z interacts with the modern recruitment 

landscape and their overall values in a professional setting. Anonymous 

participants were asked to reflect on their job search experiences, the platforms 

they use for researching potential employers, the types of workplace flexibility 

they value most, and their communication and feedback preferences. 

By analysing and presenting the responses, this chapter aims to provide a 

comprehensive overview of the generational perspectives on recruitment 

strategies. This analysis will help identify the implications of current recruitment 

trends for organizations seeking to attract and retain younger talent. 

Furthermore, the results will offer valuable data to address the research 

question ‘How do organizations recognize the effectiveness of modern methods 

compared to traditional strategies in attracting and retaining top talent within the 

younger generation?’ and contribute to a broader understanding of how modern 

recruitment strategies are evolving in response to the changing expectations of 

the workforce. 
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5.1 Survey results 

 

Figure 5: Distribution of generation cohorts in survey 

One of the key demographic questions in the survey asked participants to 

identify which generational group they belong to, providing a clear breakdown of 

the generational outcome of the respondents. The two strongest groups 

represented were Generation Z (born between 1997 and 2012) and Millennials 

(born between 1981 and 1996). Out of the 45 total respondents, 31 respondents 

(68,9%) were from Generation Z and 14 respondents (31,1%) from Millennials. 

This distribution is particularly relevant when addressing the research question 

of the thesis. The Generation Z representation is crucial because this 

generation is reshaping the recruitment landscape currently, as established in 

the literature review. Generation Z has grown up with digital platforms and 

social media as central elements of their lives. The larger portion of Generation 

Z respondents promises to offer direct insights into how effective modern 

recruitment strategies are in appealing to this group, which is highly responsive 

to employer branding, real-time engagement, and flexibility in the workplace. 

By contrast, the 31.1% Millennial respondents provide an opportunity to assess 

the evolving impact of modern methods against a group that experienced both 

traditional and emerging recruitment strategies. Millennials were among the first 

to engage with online job boards and social media recruitment but also have 
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experience with more traditional methods like job fairs and newspaper ads. 

Their perspective offers a comparative backdrop to Generation Z, highlighting 

shifts in expectations and the growing importance of digitalization in recruitment 

processes. 

This mix of generational responses allows organizations to gauge the 

effectiveness of modern recruitment methods compared to more traditional 

strategies. For Generation Z, the survey results shed light on how features such 

as digital job boards, social media outreach, and employer branding resonate 

with them. For Millennials, the survey provides a retrospective view, indicating 

whether modern strategies align better with the shifting demands of a younger 

workforce or if traditional methods still hold value in retaining talent.  

The representation of these two generations offers a more comprehensive view 

of how modern recruitment practices are perceived across age groups, 

providing crucial insights into the effectiveness of these methods, subject to the 

limitations of a small sample size. This data supports the thesis’s exploration of 

recruitment evolution, as it allows for a direct comparison between generations 

and highlights the shift in expectations toward more dynamic, flexible, and tech-

driven recruitment approaches. 

 

Figure 6: Survey respondents’ views of employers’ values and culture 
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This survey question sought to gauge how significant a company’s culture and 

values are to potential job candidates when evaluating job opportunities. The 

responses reveal an overwhelming emphasis on the importance of these 

factors: 15 respondents (33.3%) rated the importance as 3 on the scale, 3 

respondents (6.7%) rated it as 4 on the scale, and 27 respondents (60%) rated 

it the highest possible rating of 5. 

This distribution demonstrates that for a significant majority of participants, 

particularly those who rated company culture and values at 5, these elements 

are crucial when considering employment. 60% of respondents consider a 

company’s culture and values as paramount, reflecting a shift in job-seeker 

priorities that aligns with modern recruitment trends. 

The finding that the majority ranked this factor at the highest possible level 

suggests that organizations need to prioritize strong employer branding and 

clearly communicate their culture and values to attract top talent. As recruitment 

has shifted towards a more candidate-driven market, candidates, especially 

from younger generations, are seeking employers who align with their personal 

beliefs and values. This is consistent with trends observed in Generation Z, 

where transparency, authenticity, and social responsibility are increasingly 

pivotal in job decisions. 

The 33.3% of respondents who selected a neutral score of 3 reflect a more 

moderate approach. These individuals may value a company’s culture but do 

not necessarily consider it the primary factor in decision-making. Their 

responses could suggest that while culture is important, other aspects such as 

salary, benefits, or career development opportunities also weigh heavily in their 

decisions. 

The 6.7% who selected a score of 4 indicate that a smaller group also places 

high importance on culture, though not to the same degree as those who rated 

it a 5. This slight variation suggests that these respondents appreciate cultural 
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alignment but may put slightly more emphasis on other factors when 

considering job offers.  

This data highlights a significant shift in modern recruitment practices, where 

traditional methods that solely focus on job descriptions and compensation 

packages may no longer be sufficient. Instead, organizations must recognize 

the growing importance of culture and values as central to the employer 

branding strategy. A company’s culture – its stance on work-life balance, 

diversity and inclusion, and corporate responsibility – has become a critical 

differentiator in the eyes of job seekers. 

 

Figure 7: Factors influencing survey respondents’ acceptance of job offers 

The survey question ‘What factors influenced your decision to accept your 

current job?’ and its results present a comprehensive view of the factors that 

shape employment decisions for both generations of Generation Z and 

Millennials. It reveals several key insights into the decision-making processes of 

both when choosing employment.  

Thus, the fact that every respondent chose salary highlights that financial 

compensation remains a crucial factor for both generations. While younger 

workers such as Generation Z are often viewed as prioritizing other factors, this 

result emphasizes that salary continues to be a non-negotiable criterion for job 
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acceptance. Then benefits, selected by 91.1%, further reinforces the 

importance of comprehensive compensation packages. Today’s job seekers 

expect not just competitive pay, but also additional perks such as health 

insurance, retirement payments, and wellness support – elements that 

contribute to a better work-life balance, in an era where earlier welfare state 

provision is no longer as generous. 

Career advancement opportunities were highlighted by 73.3% of respondents, 

reflecting a strong desire for professional growth. Both Millennials and 

Generation Z value roles that offer upward mobility and personal development, 

signalling that modern job seekers prioritize long-term career potential over 

mere job security. This trend underscores the shift away from older models, 

where staying with one company for decades was common. For organizations, 

this means that providing clear paths for advancement is key to attracting top 

talent from these younger generations. 

Job role and responsibilities, chosen by 93.3%, emerged as another decisive 

factor, indicating that clear and meaningful work descriptions play a significant 

role in employment decisions. Generation Z, in particular, seeks roles where 

their work has purpose and aligns with their values, while Millennials are 

similarly focused on understanding how their work contributes to the broader 

mission of the organization. 

Company reputation and culture (60%) and social responsibility and ethical 

practices (55.6%) also ranked high, especially among Generation Z. This 

generation, raised in a digital world that emphasizes transparency and 

inclusivity, expects organizations to demonstrate authentic values. A company’s 

stance on social issues, ethical behaviour, and overall reputation significantly 

impacts its ability to attract younger talent. Millennials, as well, prioritize working 

for companies that align with their personal ethics and have positive workplace 

cultures. 
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Lastly, the company stability and growth potential characteristic was selected by 

just over half (51.1%) of respondents. While still important, this suggests that 

younger generations are more willing to trade long-term stability for 

opportunities at innovative and flexible companies. This trend may reflect the 

economic realities that shaped Millennials, as well as Generation Z’s desire to 

be part of forward-thinking organizations. 

These results reveal that traditional factors like salary and benefits remain key, 

career growth, company culture, and alignment with values are increasingly 

central to job decisions for both Millennials and Generation Z. These insights 

reflect the importance of modern recruitment strategies that emphasize 

employer branding, career development, and ethical practices, as these 

elements are critical to attracting and retaining younger generations of talent in 

today’s workforce. 

 

Figure 8: Respondents’ use of social media platforms when researching 

employers and job opportunities 

The high percentage of respondents choosing ‘Always’, especially those from 

Generation Z, who always use social media for every occasion, indicates a 

deep connection to digital platforms. As digital natives, Generation Z is 

accustomed to using platforms like LinkedIn, Instagram, and TikTok to assess 

company culture, values, and employee experiences. For them, authenticity and 
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transparency are crucial, and social media offers real-time, unfiltered 

information that helps them determine whether an organization aligns with their 

values and expectations. 

The 26.7% who use social media frequently also reflect a shift in how job 

seekers engage with employers, even when not actively seeking a job. These 

individuals may engage in passive job searching, keeping an eye on 

opportunities that fit their long-term goals. Meanwhile, the 20% who use it 

occasionally may still rely on more traditional methods like job boards but 

acknowledge the growing role of social media in recruitment. 

In conclusion, the results highlight the importance of a strong social media 

presence for organizations. With Generation Z’s reliance on digital platforms for 

employer research, companies must ensure they presents an authentic, 

transparent image to retain and attract potential employees in a competitive job 

market. 

 

Figure 9: Respondents’ views of workplace flexibility 

Generation Z’s and Millennials’ strong preference for remote work reflects their 

comfort with digital technologies and their desire for work-life balance. As digital 

natives, they are accustomed to working from anywhere, valuing autonomy over 

the traditional office environment. The 44.4% favouring generous time off 
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underscores their focus on personal well-being and mental health, which are 

highly prioritized in this generation. Additionally, the 40% who value schedule 

customization suggest a preference for flexibility and control over their workday, 

wanting to adapt their hours to fit their personal lives and productivity patterns.  

The low response to traditional flexible options like compressed work weeks 

and job-sharing signals a shift in priorities, with remote and customizable work 

arrangements taking precedence in today’s workforce, especially for Generation 

Z. These results highlight the need for organizations to offer more adaptive work 

environments to attract and retain younger talent effectively. 

 

Figure 10: Respondents’ preferences regarding feedback and recognition at 

work 

Occasionally, strong preference for one-on-one meetings reflects respondents’ 

desire for personalized, constructive feedback in a more intimate, supportive 

setting. This aligns with their focus on personal growth and development, as 

they tend to seek direct guidance from supervisors. The 24.4% who value 

rewards likely emphasize tangible recognition for their efforts, linking feedback 

to visible incentives. Their lower preference for public recognition and 

scheduled performance reviews suggests that Generation Z seeks ongoing, 

private acknowledgment, rather than infrequent or potentially uncomfortable 

public displays.  
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The preference for written feedback and real-time feedback indicates 

Generation Z’s appreciation for clarity and immediacy, valuing actionable 

insights that allow them to adjust and improve swiftly. These results suggest 

that organizations should focus on offering consistent, personalized feedback 

mechanisms to engage and retain younger talent effectively. 

 

Figure 11: Respondents’ rejections of job offers due to values or ethics clashes 

This high percentage of respondents who have declined job offers due to ethical 

concerns highlights a significant trend, particularly among Generation Z and 

Millennials, who are known for their value-driven approach to employment. For 

these younger generations, the alignment of personal values with the 

company’s ethical stance is critical. They are more likely to research and 

evaluate a company’s social responsibility, sustainability practices, diversity, 

and inclusivity before committing to a role. Generation Z, in particular, is highly 

attuned to corporate ethics, given their upbringing in a hyper-connected world 

where information about company practices is readily accessible through social 

media and other platforms. 

Millennials, while slightly older, have also been influenced by global discussions 

on ethics, corporate transparency, and social justice movements. This shared 

value-driven mindset between Generation Z and Millennials explains why so 

many have turned down offers based on ethical concerns. Companies that fail 

to demonstrate authentic commitment to ethical practices risk losing out on top 
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talent from these generations, who place a premium on working for socially 

responsible and ethically sound organizations. 

 

Figure 12: Respondents’ views of the significance of work-life balance 

Certainly, with all 45 respondents answering yes, the survey clearly emphasizes 

the importance of work-life balance for both Generation Z and Millennials in the 

modern workforce. This result is reflective of broader generational shifts in 

workplace values, where well-being and personal fulfilment are becoming as 

crucial as professional success. 

For Generation Z, the integration of work and life is a priority due to their 

upbringing in a digital age where the lines between work and personal life are 

increasingly blurred. They tend to seek flexible work environments that allow 

them to maintain a healthy balance, emphasizing the need for remote work 

options and customizable schedules. This generation values the freedom to 

pursue personal interests, and they are more likely to prioritized employers who 

offer flexible working conditions to accommodate their lifestyle preferences. 

Thus, both generations, Gen Z and Millennials, view work-life balance as a non-

negotiable aspect of their employment decisions, reflecting a shift towards a 

human-centred approach to career choices, where personal well-being and 

professional responsibilities are harmonized. Employers who fail to provide this 
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balance may struggle to attract and retain talent from these value-driven 

generations. 

 

Figure 13: Respondents’ preferred communication channels at work 

Alternatively, these answers give key insights into Generation Z's and 

Millennials' communication preferences. The top choices reveal a clear 

preference for fast and direct communication methods among both generations.  

For Generation Z, the dominance of instant messaging platforms highlights their 

preference for real-time, informal communication that allows for quick decision-

making and collaboration. Thus, the relatively low preference for email (6.7%) 

and formal reports and memos (4.4%) among both generations reflects the 

broader shift away from traditional, formal methods of communication towards 

more immediate and interactive channels. Similarly, the low use of text 

messages (6.7%) suggests that both generations prefer workplace tools that 

are more collaborative and integrated, as opposed to personal texting, which 

might feel more disconnected from the professional environment. 

The noticeable use of social media and workplace social networks (46.7%) 

further highlights how both generations are comfortable with blurring the lines 

between personal and professional platforms, particularly Generation Z, who 
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often turn to these networks for informal updates and team engagement. For 

both groups, the ability to communicate fluidly across different platforms is 

essential for collaboration, especially in increasingly flexible and remote work 

environments. 

Overall, these preferences underscore a desire for agile, flexible communication 

in the workplace that prioritizes speed, convenience, and real-time interaction – 

traits that are essential to attracting and retaining top talent from both 

Generation Z and Millennials. Employers that foster these preferences by 

integrating diverse communication tools are likely to create a more collaborative 

and responsive workplace environment, which is crucial for employee 

satisfaction and productivity. 

 

Figure 14: Respondents’ views regarding sustainability and corporate social 

responsibility as employer attributes 

From the results above, it can be clearly said that organizations that integrate 

sustainability into their employer branding and recruitment processes can more 

effectively attract and retain top talent, particularly from Generation Z, who 

prioritize ethical alignment with employers. 
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Overall, these responses underscore a critical shift in the workforce, where 

sustainability and CSR have evolved from being secondary considerations to 

primary decision-making factors for younger generations. As the findings 

suggest, companies looking to engage with both Generation Z and Millennials 

will need to adopt and clearly communicate their sustainability initiatives and 

corporate social responsibilities to remain competitive in attracting the best 

talent in today’s socially conscious job market. 

 

 

Figure 15: Respondents’ participation in training and development programmes 

The relatively low participation rate in professional development programs – 

where 64.4% said they hadn’t participated – can be attributed to several factors, 

particularly differences between Generation Z and Millennials in their career 
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stages and priorities. For Generation Z, many are still early in their careers, and 

some may not have had the opportunity to take part in formal training or 

development programs. Additionally, Generation Z’s focus on self-directed 

learning, often through online courses and digital platforms, may mean they 

seek professional growth outside traditional employer-sponsored routes. This 

generation is tech-savvy and accustomed to quickly acquiring new skills on their 

own, which could explain their lower engagement with formal, employer-led 

programs (Siebers 2022). 

The fact that 33.3% of those who did participate in these programs reported that 

they influenced their decision to stay with the company underscores the 

importance of professional development in employee retention. This is 

particularly relevant for Millennials, who tend to value opportunities for career 

advancement and skill development. For Generation Z, while still early in their 

careers, participation in such programs can offer them a clear path for growth 

and signal that the company is invested in their future. This aligns with their 

desire for ongoing learning and the need for a workplace that supports personal 

development. 

Interestingly, only 2.2% reported that these programs did not influence their 

decision to stay, suggesting that when companies invest in employee 

development, it tends to have a positive impact on retention. However, the fact 

that a majority of respondents (64.4%) had not participated in such programs 

signals an opportunity for organizations to improve in this area. Both Millennials 

and Generation Z are generations that value learning and development – 

Millennials to advance in their careers and Generation Z to continuously upskill 

and adapt in a rapidly changing job market.   

These findings highlight the importance of professional development as a 

modern recruitment and retention strategy. While traditional strategies may not 

have placed as much emphasis on continuous development, the modern 

workforce, particularly Generation Z, expects learning opportunities as a key of 

their employment experience. Organizations that offer robust development 
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programs not only attract younger talent but are more likely to retain them, as 

this generation seeks employers who invest in their growth and future career 

prospects. 

Ultimately, this data shows a clear correlation between employer-sponsored 

training and employee retention and suggests that organizations that fail to 

provide such opportunities may struggle to keep top talent from Generation Z 

and Millennials. As the workforce continues to evolve, companies will need to 

prioritize personal and professional development to meet the expectations of 

these younger generations. 
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6 Discussion 

This chapter synthesizes the findings of the survey with the insights drawn from 

the literature review, evaluating both the alignment and divergence between the 

data collected from Generation Z and Millennial respondents and the 

established knowledge on modern recruitment practices. Throughout this 

comparative analysis, it will be assessed how well the survey findings validate 

or challenge previous research, namely regarding the effectiveness of modern 

recruitment strategies in attracting and retaining top talent among younger 

generations. This discussion will framework the stage for the subsequent 

conclusion by framing key themes that support or confronts the thesis’s core 

argument. 

6.1 Insights drawn from the literature review: Importance of 
Employer Branding and Values 

The survey found that sustainability and corporate social responsibility (CSR) 

are significant to respondents when looking at potential employers. More than 

55% rated these factors as ‘very important’ (scale 5), corroborating the literature 

that highlights employer branding (EB) centred around ethical values as critical 

aspect of modern recruitment. Authors, such as Niezurawska, Kycia, and X 

(2023), emphasized that Generation Z places a stage on authenticity, social 

responsibility, and a company’s impact on society. This finding is reinforced by 

the Millennial group in the survey, who also demonstrated strong alignment with 

CSR values, though Generation Z’s emphasis on these issues appears even 

more pronounced.  

Furthermore, employer-sponsored professional development programs were 

explored in both the literature and the survey. The findings, where only 35.6% of 

respondents had participated in such programs but 33.3% indicated they 

influenced their decision to stay, align with research suggesting that career 

development opportunities play a significant role in talent retention. This 

validates the assertion by authors such as Paggi & Clowes (2021), who argued 
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that ongoing learning and growth are key factors in employee engagement, 

particularly for younger generations. While the overall participation rate in 

development programs remains low, the importance of these programs in 

retaining top talent is clear. 

6.2 Differences: How workplace flexibility and communication 
preferences set the roles 

The survey data also highlighted some differences that diverge from traditional 

expectations outlined in earlier research. For example, remote work options 

were selected as the most important form of workplace flexibility by 64.4% of 

respondents, far outpacing other options such as flexible hours or compressed 

workweeks. This preference for remote work underlines a notable shift in 

expectations from traditional workplace flexibility models, where Millennials and 

earlier generations tended to prioritize flexible scheduling over the location of 

work. This preference is particularly strong among Generation Z, who, as digital 

natives, have grown accustomed to virtual environments and expect 

technological integration into their professional lives. 

In addition, communication preferences in the survey revealed a tendency 

towards instant messaging platforms (60%) and video calls (57.8), with less 

emphasis on email or formal communication methods. This diverges from 

earlier assumptions in the literature, which suggested that younger employees 

still value some traditional forms of communication, particularly Millennials who 

may have been more familiar with email-based communication in earlier career 

stages. The strong preference for real-time, informal communication is a 

distinctive trait of Generation Z, confirming their demand for immediacy, 

efficiency, and transparent communication in workplace settings. 

6.3 Verifications and perceptions: Work-life balance and ethical 
concerns 

One of the most notable consistencies between the survey results and the 

literature is the overwhelming consensus on the importance of work-life 
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balance. Every single respondent (100%) indicated that they prioritize work-life 

balance in their career decisions. This finding is not surprising, but it serves as a 

strong validation of existing research, showing that both Generation Z and 

Millennials share similar values when it comes to balancing professional and 

personal lives. 

Another aligned point is the ethical concerns raised by respondents, where 

66.7% stated that they had turned down a job offer due to concerns about a 

company’s values or ethics. This demonstrates the high level of scrutiny that 

younger generations apply when selecting employers, confirming earlier 

literature that Generation Z is not only interested in securing employment but is 

also actively seeking companies that align with their ethical and social values. 

This highlights the need for companies to carefully foster their employer 

branding (EB) around these values, as ethical missteps could have tangible 

consequences in terms of lost talent.  

6.4 Combining survey insights into the literature: Implications for 
modern recruitment 

The data gathered through the survey provides clear evidence that modern 

recruitment strategies, particularly those focusing on employer branding, 

flexibility, and ethical practices, are more effective than traditional strategies in 

attracting and retaining younger talent. The prioritization of CSR and flexibility, 

along with strong preferences for transparent and direct communication, 

illustrates that companies need to continually adapt their practices to meet the 

evolving expectations of Generation Z and Millennials. 

The findings also suggest that while traditional factors such as salary and 

benefits remain influential (as evidenced by the 100% and 91.1% responses, 

respectively), they are no longer enough to secure talent in isolation. Younger 

generations are looking for a holistic employment experience – one that 

integrates personal values, professional growth, and work-life balance. The 

literature’s focus on these modern values is confirmed by the survey data, 
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reinforcing that organizations failing to prioritize these areas may struggle to 

compete for top talent. 

6.5 Limitations 

While the findings of this thesis provide valuable insights into the effectiveness 

of modern recruitment strategies for attracting and retaining Generation Z and 

Millennials, there are several limitations that should be acknowledged. These 

limitations may affect the generalizability of the results and suggest directions 

for future research. 

Firstly, sample size and demographics. The survey’s sample size of 45 

respondents, while sufficient to generate some trends and observations, limits 

the extent to which these findings can be generalized to the broader population. 

Although the respondents represented both Generation Z and Millennials, a 

larger and more diverse sample, including participants from various industries, 

geographic locations, and educational backgrounds, would offer a more 

comprehensive understanding of the recruitment preferences of these 

generations. Additionally, the survey was conducted predominantly via social 

media channels, which may have resulted in a sample that is more digitally 

inclined than the general population. 

The reliance of self-reported data is another limitation of this research. While 

surveys are effective for gathering subjective insights, respondents may not 

always provide accurate reflections of their experiences, preferences, or 

behaviours due to biases such as social desirability or recall bias. For instance, 

respondents might overstate their interest in values such as corporate social 

responsibility or workplace flexibility because these are socially valued traits, 

even if these factors did not significantly influence their real-world decision-

making. Furthermore, the study design was cross-sectional, meaning it 

captured data at a single point in time rather than over a longer period. This 

limits the ability to assess how preferences for recruitment strategies may 



42 

 

 

evolve as Generation Z and Millennials advance their careers or as workplace 

trends continue to shift. 

Also, the study used quantitative data, and while this allowed for the analysis of 

trends, it may have limited the depth of understanding regarding the motivations 

and experiences behind the responses. A mixed-methods approach that 

incorporates qualitative interviews or focus groups could offer richer, more 

nuanced insights into the reasons why respondents prioritize certain factors in 

their job decisions. 

In sum, while the study offers a strong foundation for understanding the 

recruitment preferences of Generation Z and Millennials, its findings should be 

interpreted with these limitations in mind. Future research that addresses these 

limitations would provide a more comprehensive picture of how modern 

recruitment strategies affect younger generations. 
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7 Conclusion 

This thesis addressed the research question ‘How do organizations recognize 

the effectiveness of modern methods compared to traditional strategies in 

attracting and retaining top talent with the younger generation?’. Through an 

analysis of existing literature and findings from the survey conducted among 

Generation Z and Millennial respondents. Several key insights have emerged, 

shedding light on the ways organizations adapt their recruitment and retention 

strategies to meet the expectations of younger talent in the work industry. 

It can be confirmed from the findings that modern recruitment methods, which 

leverage digital platforms, social media, and employer branding, have become 

highly effective in appealing to Generation Z and Millennials. Most respondents 

highlighted the importance of factors such as workplace flexibility, corporate 

social responsibility, and company culture when making job decisions, reflecting 

a shift in priorities compared. Traditional methods, like job security and stability, 

while still relevant, are no longer the primary drivers for these generations. 

Instead, flexibility, innovation, and a strong alignment between personal values 

and organization characteristics are the defining factors in attracting top talent 

today. 

The survey results demonstrate that company culture and values play a critical 

role in recruitment, with over 60% of respondents ranking them as highly 

important when considering job opportunities. This finding aligns with the 

literature review, where authors have discussed the growing significance of 

employer branding and the need for organizations to cultivate a positive and 

authentic organization image.  Generation Z seeks transparency and a sense of 

purpose in their work, making sustainability and social responsibility crucial 

elements in the decision-making process. This preference for value-driven 

employment opportunities marks a departure from traditional recruitment 

strategies that focused primarily on salary and job security. 



44 

 

 

In terms of retention, the survey revealed mixed results. While a significant 

portion of respondents have participated in employer-sponsored professional 

development programs, there was less consensus on the effectiveness of these 

initiatives in promoting long-term loyalty. Only 35.6% of respondents had 

engaged in such programs, and of those, not all felt it influenced their decision 

to stay with the company. This suggests that while modern recruitment 

strategies are effective at attracting younger employees, retention may require a 

more personalized approach that goes beyond offering training programs to 

include ongoing career growth, mentorship, and meaningful recognition of 

employee contributions. 

Moreover, the overwhelming reliance on social media as a tool for researching 

potential employers (53.3% of respondents always use it, while 26.7% 

frequently do) emphasizes the importance of a strong and active online 

presence. Organizations that fail to maintain a dynamic social media presence 

risk missing out on top talent, as Generation Z and Millennials increasingly turn 

to these platforms to assess company culture, values, and overall appeal. 

Traditional recruitment channels, such as job boards or employment agencies, 

are no longer sufficient for engaging with the younger workforce, further 

reinforcing the need for a shift toward digital-first strategies. 

The research also highlighted the growing demand for workplace flexibility, with 

64.4% of respondents prioritizing remote work options and many valuing the 

ability to customize their schedules. This finding echoes broader trends in the 

post-pandemic workplace, where flexibility has become a key differentiator for 

employers. While traditional models of fixed work hours and office-based roles 

still exist, they are less attractive to the younger generations, thus who prioritize 

work-life balance and autonomy. Reflecting on the entire research process, 

organizations must continue evolving their recruitment strategies to align with 

the evolving preferences of Generation Z and Millennials. Employer branding, 

social media engagement, and flexible work arrangements are no longer just 

competitive advantages but necessities in today’s talent market. Companies 

that embrace these modern strategies are more likely to attract and retain top 
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talent from younger generations, while those relying solely on traditional 

methods risk being left behind. 

While this thesis has explored the effectiveness of modern recruitment 

strategies in attracting Generation Z and Millennials, future research could 

expand the scope by considering the long-term impact of these strategies on 

employee engagement. A more qualitative type of survey would be able to add 

to the level and scope of detail provided, as mentioned above. Additionally, as 

Generation Alpha begins to enter the workforce in the coming years, it will be 

crucial to study how this new generation’s expectations may differ from their 

predecessors. Given Generation Alpha’s deeper immersion in technology and 

digital platforms from an early age, they may bring even more pronounced 

demands for flexibility, technological integration, and value-driven work 

environments. Understanding these dynamics will be essential for organizations 

to stay competitive in an ever-evolving talent landscape.  

In conclusion, modern recruitment methods have proven to be more effective in 

attracting the younger generation than traditional strategies, particularly when 

organizations focus on building a strong employer brand, promoting values such 

as flexibility and social responsibility, and engaging talent through digital 

channels. However, the retention of this younger workforce may require further 

innovation in how companies approach career development and employee 

engagement, ensuring that their evolving needs and preferences are continually 

met.



46 

 

 

References 

Button, C., Seifert, L., Chow Jia Yi, k., Araújo, D. & Davids, K. 2021. Dynamics 
of Skill Acquisition: An Ecological Dynamics Approach. Second edition. 
Champaign, IL: Human Kinetics, Inc.  

Bongarzone, M., Chatterjee, D., & Schanne, A. 2022. Employer Branding is the 
new marketing imperative. MIT Sloan Management Review 63 (4): 1-3.  

Coyle-Shapiro, J. A.-M., & Conway, N. 2015. A Social Exchange Model of 
Psychological Contract Fulfillment: Where Do Promises, Expectations, LMX, 
and POS Fit In? Organization Management Journal 10 (3): 158-171. 
https://doi.org/10.1080/15416518.2013.831701 

Du, L., & Li, Q. 2018. A Data-Driven Approach to High-Volume Recruitment: 
Application to student admission. Manufacturing & Service Operations 
Management 22 (5): 942-957. https://doi.org/10.1287/msom.2019.0779 

Dube, S., & Zhu, C. 2021. The Disciplinary Effect of Social Media: Evidence 
from Firms’ Responses to Glassdoor Reviews. Journal of Accounting Research 
59 (5): 1783-1825. https://doi.org/10.1111/1475-679X.12393 

Francis, T., & Hoefel, Fe. 2018. ‘True Gen’: Generation Z and its implications for 
companies. McKinsey & Company. Available at: 
https://www.mckinsey.com/industries/consumer-packaged-goods/our-
insights/true-gen-generation-z-and-its-implications-for-companies (Accessed: 
11.10.2024). 

Geeta, R., Shivani, A., & Ravindra, S. 2021. Employer Branding for Competitive 
Advantage: Models and Implementation Strategies. Boca Raton, FL: CRC 
Press.  

Ghauri, P., Grønhaug, K., and Strange, R. 2020. Research Methods in 
Business Studies. 5th ed. Cambridge: Cambridge University Press.  

GIIS Team. 2018. Why technology is vital in education process of Generation Z. 
Global Indian International School, July 2. Available at: 
https://blog.globalindianschool.org/technology-oriented-schools-a-must-for-
generation-z (Accessed: 11.10.2024). 

Haapakorpi, A. 2018. Työelämän tutkimuksen ja käytännön rajapinnalla – 
vuorovaikutuksia ja jännitteitä. Työelämän Tutkimus, 16 (2): 83-85. (Accessed 
5.1.2024) 



47 

 

 

Handshake. n.d. 6 things Gen Z wants from their next job. Handshake Blog. 
Available at: https://joinhandshake.com/blog/employers/6-things-gen-z-wants-
from-their-job/ (Accessed: 11.10.2024). 

Jay, S. 2024. ’How To Develop an Employer Branding Strategy in 14 Steps’. 
Academy to Innovate HR. Available at: https://www.aihr.com/blog/employer-
branding-strategy/ (Accessed: 11.10.2024). 

Kingsley. 2023. 'Recruitment and Generation Z: How to Attract, Engage and 
Retain', Your Kingsley, October 20. Available at: 
https://www.yourkingsley.com/recruitment-gen-z/ (Accessed: 11.10.2024) 

Nieżurawska, J., Kycia, R. A. & Niemczynowicz, A. 2023. Managing Generation 
Z: Motivation, Engagement and Loyalty. New York, NY: Routledge. (Accessed: 
26.11.2023). 

O’Leary, Z. 2004. The Essential Guide to Doing Research. London: Sage.  

Paggi, R. & Clowes, K. 2021. Managing Generation Z: How to Recruit, 
Onboard, Develop, and Retain the Newest Generation in the Workplace. 
Fresno, California: Quill Driver Books.  

Paramita, D. 2020. Digitalization in talent acquisition: a case study of AI in 
recruitment. Master’s Thesis, Uppsala Universitet. Available at: 
https://www.diva-portal.org/smash/get/diva2:1440107/FULLTEXT01.pdf 
(Accessed 20.2.2024). 

Pearcy, A. 2023. It seem’s no one’s reading emails anymore – Gen Z may be 
winning the office culture war. Entrepreneur, December 15. Available at: 
https://www.entrepreneur.com/business-news/no-one-is-reading-email-
anymore-and-gen-z-is-
thrilled/467059?fbclid=IwAR1dzsvigFk9LUXylGao3N_iszdSoMdRs5rCa8gh8HU
61NZRHX8371lpQ3Q (Accessed 5.1.2024). 

Picardi, C. A. 2020. Recruitment and selection: Strategies for workforce 
planning and assessment. Thousand Oaks, California: SAGE Publications Ltd.  

Phadtare, S. 2023. History and evolotuion of recruitment practices. Seven 
Mentor and Training Pvt Ltd. Available at: 
https://www.sevenmentor.com/history-and-evolution-of-recruitment-practices 
(Accessed 11.10.2024). 

Racolta-Paina, Nicoleta Dorina, and Irini, Radu Dan. 2021. Generation Z in the 
workplace through the lenses of human resource professionals – a qualitative 
study. Quality: Access to Success 22 (183): 78-85. Available at: 
https://www.researchgate.net/profile/Nicoleta-Racolta-



48 

 

 

Paina/publication/352374489_Generation_Z_in_the_Workplace_through_the_L
enses_of_Human_Resource_Professionals_-
_A_Qualitative_Study/links/60ee570316f9f313007fa055/Generation-Z-in-the-
Workplace-through-the-Lenses-of-Human-Resource-Professionals-A-
Qualitative-Study.pdf (Accessed: 11.10.2024) 

Rajpal, R. 2024. 10 Employee Recruitment Strategies for a Successful Hiring. 
Software Suggest, 27 September: Available at: 
https://www.softwaresuggest.com/blog/recruitment-strategies/ (accessed 
10.10.2024). 

Rana, G., Agarwal, S. & Sharma, R. 2021. Employer Branding for Competitive 
Advantage. Boca Raton, FL: CRC Press.  

Ramchandani, S., & Singh, K, A. 2020. Employee-Centric Organizations: A 
conceptual framework with drivers and consequences. Delhi Business Review 
21 (1): 99-112. https://doi.org/10.51768/dbr.v21i1.211202017 

Reis, G. G., Braga, B. M., & Trullen, J. 2017. Workplace authenticity as an 
attribute of employer attractiveness. Personnel Review 46 (8): 1962-1976. 
https://doi.org/10.1108/PR-07-2016-0156 

Sahay, P. 2015. The complexity of recruiting. Strategic HR review 14 (5): 182-
187. https://doi.org/10.1108/SHR-04-2015-0034.  

Saks, A. M. 1. k. & Gruman, J. A. 2021. Advanced Introduction to Employee 
Engagement. Cheltenham, UK and Northampton, MA: Edward Elgar Publishing.  

Siebers, A. 2022. Tech-savvy, diverse and socially responsible - have you met 
the new generation? Gen Re Business School: Underwriting Focus Issue 1/22. 
General Reinsurance Corporation. Available at: 
https://www.genre.com/content/dam/generalreinsuranceprogram/secured/mygcr
/uwfocus22-1-en.pdf (Accessed: 11.10.2024). 

Sivabalan, L., Yazdanifard, R., & Ismail, H, N. 2014. How to Transform the 
traditional way of recruitment into online system. International Business 
Research 7 (3): 178-185. http://dx.doi.org/10.5539/ibr.v7n3p178 

Seemiller, C. & Grace, M. 2016. Generation Z Goes to College. San Francisco, 
CA: Jossey-Bass.   

Seifert, L. 2020. Radical Embodied Cognitive Science of Human Behavior: Skill 
Acquisition, Expertise and Talent Development. London: Frontiers Media SA.  



49 

 

 

TestGorilla. 2024. The ultimate guide to building a talent acquisition strategy. 
Available at: https://www.testgorilla.com/blog/talent-acquisition-strategies/ 
(Accessed: 20.2.2024). 

Vallas, S. P. & Kovalainen, A., eds. 2019. Work and Labor in the Digital Age. 
Bingley, UK: Emerald Publishing Limited. 

Visma. 2023. Z-sukupolvi ja johtamisen uusi normaali. Available at: 
https://www.visma.fi/blog/z-sukupolvi-ja-johtamisen-uusi-
normaali/?li_fat_id=0a8abac3-53de-4d1c-9af1-e1071cc3bdad (Accessed: 
15.2.2024). 

Zelazko, A. 2024. How 33-year-olds, the peak millennials, are shaping the U.S 
Economy. Britannica. Available at: https://www.britannica.com/topic/millennial 
(Accessed 20.2.2024). 

 



 

Appendix 1 

 

 

50 

Appendices 

The survey questions 

 

 

 



 

Appendix 1 

 

 

51 

 

 

 

 



 

Appendix 1 

 

 

52 

 

 

 



 

Appendix 1 

 

 

53 

 

 

 



 

Appendix 1 

 

 

54 

 



 

Appendix 2 

 

 

 

55 

 

  


