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Abstract: This research aims to explore human resource Management (HRM) strategies 

employed by Generation Z (Gen Z) in the digital era. The focus of the study is on the integration 

of digital technology, ethical awareness, and personal values in HR decision-making. Gen Z 

tends to utilize digital platforms for recruitment, communication, and performance 

management, leveraging technology to enhance workplace efficiency and employee 

management. The research adopts a descriptive qualitative approach to identify the challenges 

and risks Gen Z faces in HRM, such as concerns over data security, online communication, 

and maintaining ethical standards in the workplace. Personal values and ethical considerations 

also influence HR decisions within Gen Z's approach. This study aims to provide insights that 

can help develop more effective HR strategies and policies tailored to the needs and preferences 

of Gen Z in the digital era. 
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INTRODUCTION 

The rapid advancement of digital technologies has revolutionized various aspects of 

human life, including human resource management (HRM). Generation Z (Gen Z), having 

grown up in the digital era, is at the forefront of adapting to these technological shifts, and their 

approach to managing human resources reflects this transformation. As digital natives, Gen Z 

is highly skilled in utilizing digital tools, from recruitment platforms to performance 

management software, to enhance the efficiency and effectiveness of human resource practices. 

Just as Gen Z is reshaping the landscape of personal financial management, their approach to 

HRM is equally influenced by technological integration, ethical awareness, and their core 

values. 

Social media and digital platforms not only expose Gen Z to vast amounts of information 

but also influence their mindset and decision-making, particularly in HR-related matters. 

According to (Miswati et al., 2023), social media plays a significant role in cultivating 
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entrepreneurial awareness among Gen Z, which subsequently shapes their professional 

aspirations and HR practices. This is also supported by research from (Jasmine et al., 2024), 

which suggests that ethical perceptions and personal values play a central role in how Gen Z 

interacts with digital platforms, including those used for HRM purposes. Gen Z is not just tech-

savvy; they also evaluate digital tools and platforms through a lens of ethical considerations, 

ensuring that their HRM decisions align with their core values. 

In the digital era, effective human resource management requires an understanding of 

emerging technologies and their potential to improve organizational efficiency. (Fajar, 2023) 

discusses the impact of technological advancements on resource management and how digital 

strategies can enhance efficiency in both organizational and personal contexts. Similarly, 

(Rosmini et al., 2024) emphasize that technology-based HRM strategies provide new 

opportunities to optimize resource allocation, recruitment, and employee management. For 

Gen Z, leveraging technology in HRM is not just about efficiency; it's about creating systems 

that reflect their values, support inclusivity, and align with their broader vision for a sustainable 

workplace. 

Furthermore, the ethical awareness that Gen Z brings to their professional decisions is 

reshaping HR practices. (Jasmine et al., 2024) note that Gen Z’s ethical views influence how 

they engera with HR tools, make hiring decisions, and manera employee relations. Gen Z is 

highly attuned to issues such as diversity, equity, and social responsibility, and these values are 

directly reflected in their HRM strategies. (Miswati et al., 2023) also point to the role of digital 

platforms in promoting entrepreneurial awareness, which plays a significant part in how Gen 

Z structures HR processes and fosters an innovative work environment. 

The aim of this research is to explore Gen Z's HRM strategies in the digital era. 

Understanding how this generation integrates technology, personal values, and ethical 

considerations into their HR practices is crucial for developing strategies and policies that are 

not only effective but also in alignment with Gen Z's unique perspectives. By examining the 

ways in which Gen Z engeras with digital HR tools and approaches, this research will provide 

valuable insights for organizations seeking to adapt to the changing landscape of human 

resource management in the digital era. 

Based on the background above, the research will address the following key questions: 

1. How does Gen Z utilize digital technology in human resource management? 

2. What HR Management strategies are implemented by Gen Z in the digital era? 

3. How does Gen Z's ethical awareness influence their HRM decisions? 

4. What are the challenges Gen Z faces in managing human resources in the digital era? 

5. How can organizations tailor their HR strategies to meet the preferences and expectations 

of Gen Z in the digital era? 

 

METHOD 

In this study, we employ a qualitative research method with a descriptive approach to 

explore human resource management (HRM) strategies implemented by Generation Z (Gen Z) 

in the digital era. The focus of this research is on how Gen Z levereras digital technology, 

including HR tools and platforms, to manera and enhance HR practices within organizations. 

Specifically, the study examines how Gen Z utilizes digital tools for recruitment, performance 

management, employee management, and talent development. The methods used in this study 

include the integration of human resource technologies (HRTech) and social media platforms, 

which are playing a key role in transforming HRM practices for this generation (Rosmini et 

al., 2024). 

Qualitative research with a descriptive approach is particularly suited to exploring the 

complex and evolving HRM strategies of Gen Z, allowing for a detailed understanding of how 

they adapt to technological advancements in the workplace. As noted by (Fiantika et al., 2022), 
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qualitative research describes and interprets real-world phenomena, providing valuable insights 

into how Gen Z is reshaping HRM. In this case, we aim to explore how Gen Z integrates digital 

technologies into HRM practices, including the use of HR software and online platforms to 

streamline recruitment, improve employee satisfaction, and foster a more inclusive and 

productive workplace. 

Although existing literature does not specifically address the HRM strategies of Gen Z, 

prior studies on digital HR tools and technology adoption in the workplace provide a 

foundation for understanding how Gen Z's digital fluency shapes their approach to HRM. The 

study will focus on understanding how Gen Z’s familiarity with digital tools impacts their 

decisions in recruitment, performance evaluation, and employee management. Moreover, the 

study will also consider how Gen Z’s personal and ethical values influence their HR decisions, 

with a particular focus on diversity, equity, and inclusion in the workplace (Jasmine et al., 

2024). 

Through this descriptive qualitative approach, we aim to provide an in-depth 

understanding of how Gen Z is using digital tools to transform HRM, while also incorporating 

their personal values and ethical considerations into the decision-making process. The findings 

of this research will contribute to the development of more effective HR strategies and policies 

tailored to Gen Z’s needs and expectations in the digital era. 

 
Table 1. Relevant Previous Research 

No Author, Year Heading Equation Difference 

1. (Siri, 2024) Human Resource 

Management Strategies 

to Improve the Work 

Ethic of Generation Z 

Employees in Denpasar 

City 

The journal has a 

similar context of HR 

adaptation to the 

characteristics and 

needs of Generation 

Z, as well as the 

importance of 

technology in shaping 

effective manerarial 

strategies for this 

generation. 

The main differences 

between the journals lie 

in the area of focus 

(work ethic vs. digital 

technology), 

methodological 

approach (focus on 

motivation and 

discipline in a local 

context vs. the 

application of digital 

tools in HRM in the 

modern era), and the 

context used (local 

research vs. global 

approach). 

2. (Aprilita, 2024) Human Resource 

Management Strategies 

For Generation Z: 

Challenges And 

Opportunities In The 

Digital Era To Enhance 

Career Maturity 

Focusing on HRM 

for Generation Z in 

the digital context. 

Both touch on the 

challenges and 

opportunities offered 

by technology in 

helping the career 

development of 

Generation Z, as well 

as how HRM 

strategies can be 

adapted to support 

them in achieving 

career maturity. 

The difference lies in the 

focus of Aprilita's 

journal, which 

highlights the career 

maturity of Generation 

Z, while the HRM topic 

emphasizes digital 

transformation in overall 

HR Management. 

3. (Latifah, 2023) Human Resource 

Management Strategies 

In Entrepreneurship In 

The Digitalization Era 

The second focus of 

the research 

highlights the role of 

digital technology in 

Latifah Journal focuses 

more on digital 

entrepreneurship and the 

application of HR 
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human resource 

Management, as well 

as how technology 

can optimize 

employee 

Management in both 

entrepreneurial and 

organizational 

contexts. 

strategies in the 

entrepreneurship sector, 

while the topic on Gen Z 

highlights HR 

Management for 

Generation Z in a 

broader context, both in 

large and small 

companies, and focuses 

on how this generation 

interacts with digital 

technology in the 

workplace. 

4. (Faeni et al., 2023) 

 

The Influence of Talent 

Management on Human 

Resource Development 

in the Digital Era 

This research 

similarly examines 

HR Management in 

the digital era, 

focusing on how 

technology can 

support talent 

Management and HR 

development in a 

broader or more 

specific context. 

Faeni journal focuses 

more on talent 

Management in general 

and how technology 

affects HR Management 

in various organizational 

contexts, whereas the 

topic "Generation Z's 

HRM Strategies in the 

Digital Era" is more 

specific to HRM 

strategies for Generation 

Z, looking at how this 

generation uses digital 

technology to manera 

careers and work in the 

digital world. 

5. (Mahmudah et al., 

2024) 

Optimization Of Human 

Resource Management 

Functions In Improving 

Employee Performance 

In The Digital Era 

Their focus on 

examining the use of 

digital technology to 

improve HR 

Management and 

enhance employee 

performance. 

The Mahmudah Journal 

discusses HR 

Management in a more 

general and broad 

manner, aiming to 

improve the 

performance of all 

employees through 

technology, while the 

topic of HRM for Gen Z 

emphasizes specific 

strategies for Generation 

Z, looking at how they 

adopt technology in 

their career 

Management, as well as 

the need for 

organizations to adjust 

HR strategies to the 

preferences of this 

generation. 

6. (Angelica et al., 2024) 

 

Improving The Quality 

Of Human Resources In 

The Disruption Era 

Through Parenting Role 

Strategies 

Focusing on human 

resource development 

and adaptation to 

challenges in the 

disruption era, 

although each has a 

different perspective. 

Angelica's journal 

focuses more on 

parenting and character 

development from an 

early era in an 

individual's life, whereas 

the HRM topic for Gen 

Z highlights manerarial 

strategies and human 
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resource Management in 

the digital world for Gen 

Z, which is more 

focused on aspects of 

technology and 

professional career 

Management. 

7. (Tanjung et al., 2023) Perceptions and Future 

Investment Decisions on 

Millennials and Gen Z 

The research focuses 

on Gen Z and the 

influence of 

technology in 

finance. 

The research provides a 

comparison between 

Gen Z and Millennials, 

while the research 

conducted by 

researchers focuses 

more on Gen Z. 

8. (Manan & Gunawan, 

2023) 

Literature review: Talent 

Management in Human 

Resource Development 

in the Digital Era 

Examining HR 

Management 

strategies in the 

digital era, 

highlighting how 

digital technology 

affects the way 

employees work and 

develop in the 

workplace. 

Manan Journal is 

broader, discussing 

talent Management at all 

levels of employees 

within organizations by 

leveraging technology, 

whereas the HRM topic 

for Gen Z is more 

focused on strategies for 

Generation Z, which 

includes their specific 

needs and behaviors in a 

technology-based work 

environment. 

9. (R. Y. Anisa et al., 

2024) 

Shining In The Digital 

Era: Indonesian Languera 

Management Strategies 

To Increase The Interest 

Of Millennials And Gen-

Z 

Focusing on 

Generation Z and 

how they interact 

with digital 

technology, as well as 

how technology-

based strategies can 

be used to enhance 

their management 

and performance. 

Anisa's journal focuses 

more on strategies to 

increase the interest and 

participation of 

Generation Z in the 

context of education or 

digital-based activities, 

while the HRM topic for 

Gen Z focuses more on 

manerarial strategies in 

the workplace to manera 

Generation Z employees 

by utilizing technology 

for performance 

Management and career 

development. 

10 (Saebah & Zaenal 

Asikin, 2022) 

Effectiveness of Digital 

Business Development 

for Gen Z with the 

Business Model Canvas 

Focusing on 

Generation Z and 

how they leverera 

digital technology to 

manera their 

businesses or jobs 

more effectively. 

Saebah's journal 

emphasizes the 

development of digital 

businesses by Gen Z 

using tools like the 

Business Model Canvas, 

while the HRM topic for 

Gen Z highlights how 

companies or HR 

manerars manera Gen Z 

employees in a fully 

digital work 

environment. 
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RESULTS AND DISCUSSION 

The use of digital technology in human resource management (HRM) by Gen Z 

The use of digital technology in human resource management (HRM) by Gen Z has 

significantly transformed the way they interact with and manera their careers. Gen Z, having 

grown up in a tech-savvy environment, levereras digital platforms to enhance their work 

experiences, from job hunting to career development (Yushita, 2017). They frequently use 

online job portals, recruitment apps, and professional networking platforms such as LinkedIn 

to connect with potential employers and explore career opportunities.  

Digital tools also play an essential role in helping Gen Z manera work-related tasks. 

Applications for time management, collaboration, and project tracking have become vital for 

improving efficiency and performance (Aulianingrum & Rochmawati, 2021). These tools 

allow them to streamline their tasks, set goals, and track progress, enhancing their productivity. 

Furthermore, digital HRM platforms enable Gen Z to access learning and development 

resources easily, contributing to career growth and skill enhancement (Artha & Wibowo, 

2023).  

However, as with financial technology, using digital tools in HRM presents certain 

challenges. Data security concerns and the potential for information overload are significant 

issues that need to be addressed (Hartina et al., 2022). Additionally, the shift to a digital work 

environment requires Gen Z to continuously develop their digital literacy and adapt to new 

technological tools and platforms (Ramadhani et al., 2023). Therefore, integrating digital tools 

with strong training in digital literacy and security awareness will maximize the benefits for 

Gen Z in human resource Management. 

 

The human resource management (HRM) strategies implemented by Gen Z 

The human resource management (HRM) strategies implemented by Gen Z in the digital 

era are heavily influenced by the integration of technology, which significantly reshapes how 

they approach their careers and work-related tasks. Gen Z tends to leverera digital tools for job 

searching, professional development, and performance tracking, using platforms like LinkedIn 

and other career apps to connect with potential employers and opportunities (Andiani & Maria, 

2023). These platforms offer them real-time access to job openings, networking opportunities, 

and the ability to showcase their skills and experiences effectively. 

Moreover, Gen Z is highly adaptive to remote work environments and digital 

collaboration tools. They actively use communication and project management apps like Slack, 

Zoom, and Trello to collaborate with teams, manera workloads, and track progress. This 

adaptability enables them to work efficiently in virtual settings and maintain productivity 

across digital platforms (Sindi et al., 2024).  

Another key strategy is Gen Z's focus on continuous learning and self-improvement. 

Many in this generation use online learning platforms, such as Coursera and Udemy, to upskill 

and stay competitive in their respective fields. This approach not only enhances their 

professional capabilities but also aligns with their desire for growth and advancement in their 

careers (A. N. Anisa & Setyowati, 2023).  

Furthermore, Gen Z tends to value work-life balance, and many use digital HR tools to 

manera their work schedules and maintain flexibility (Damayanti & Gumilang, 2023). They 

are also more likely to seek employment opportunities that offer remote work options and 

flexible hours, reflecting their preference for a balance between professional and personal life. 

By utilizing digital HR platforms for everything from recruitment to performance 

Management, Gen Z is shaping HRM strategies that prioritize efficiency, flexibility, and 

continuous development. 
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Gen Z's ethical awareness plays a significant role in shaping their human resource 

management (HRM) decisions 

Gen Z's ethical awareness plays a significant role in shaping their human resource 

management (HRM) decisions, influencing how they engera with organizations and navigate 

their careers in the digital era. This generation values transparency, fairness, and social 

responsibility in the workplace, and these principles guide their decision-making processes in 

HR-related matters. For example, when evaluating potential employers, Gen Z tends to 

prioritize companies that align with their personal ethical values, such as those committed to 

diversity, equity, and sustainability (Hs et al., 2024).  

Moreover, Gen Z's ethical awareness also affects how they approach workplace 

behaviors and interactions. They are more likely to seek out environments where inclusivity 

and ethical treatment are central to the organizational culture. They expect HR policies to be 

fair and equitable, especially in areas such as recruitment, compensation, and employee 

benefits (Miswati et al., 2023). This generation is also concerned with the ethical use of data 

and privacy, particularly in the digital context, and is likely to avoid employers or platforms 

that engera in questionable data practices. 

Furthermore, Gen Z is highly attuned to the ethical implications of their own actions in 

the workplace. They tend to use digital tools for collaboration and communication but expect 

these tools to be used responsibly, with an emphasis on employee well-being and mental health. 

HRM decisions that respect these ethical considerations, such as promoting work-life balance, 

remote work options, and employee wellness programs, are critical in attracting and retaining 

Gen Z talent (Pratiwi et al., 2022). 

Ultimately, Gen Z's ethical awareness influences their HRM decisions by emphasizing 

the need for integrity, transparency, and responsible practices in both organizational policies 

and their own professional behavior. These values shape their expectations of employers and 

impact the ways in which they engera with their careers in the digital era. 

 

Gen Z faces several challenges in managing human resources (HR) in the digital era 

Gen Z faces several challenges in managing human resources (HR) in the digital era, as 

the integration of technology into the workplace introduces both opportunities and 

complexities. One of the primary challenges is the increasing reliance on digital tools and 

platforms for recruitment, performance management, and communication. While these tools 

offer efficiency and accessibility, they can also lead to information overload and difficulty in 

maintaining a personal connection with colleagues and manerars (Tanjung et al., 2023). Gen Z 

may find it challenging to balance the convenience of digital communication with the need for 

face-to-face interactions that foster strong professional relationships. 

Another challenge is the management of work-life balance in a digital environment. With 

remote work becoming more common, Gen Z may struggle to establish clear boundaries 

between their professional and personal lives. The constant availability of digital 

communication tools can blur the lines, leading to burnout and decreased productivity (Artha 

& Wibowo, 2023). Gen Z’s preference for flexibility and autonomy in their careers can create 

tension with employers who may have more traditional expectations regarding working hours 

and availability. 

Additionally, while Gen Z is highly skilled in using technology, they may face challenges 

in adapting to rapidly evolving HR technologies and platforms. The pace of technological 

advancements can require constant upskilling, which may be overwhelming for some 

individuals, particularly if training resources are insufficient or if there is a lack of support for 

integrating new tools into daily tasks (Halik et al., 2023).  

Furthermore, data privacy and security concerns are significant challenges. Gen Z is 

keenly aware of the ethical use of personal data and may hesitate to engera with HR platforms 
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or organizations that fail to prioritize secure and transparent data handling practices. They 

expect HR systems to adhere to high standards of data protection, which can sometimes be a 

challenge for organizations in terms of compliance and technological infrastructure 

(Mustikasari & Septina, 2023). 

Ultimately, Gen Z faces challenges in managing HR processes in the digital era that 

revolve around maintaining human connections, balancing work-life boundaries, staying up-

to-date with rapidly changing technologies, and ensuring data security. Addressing these 

challenges will require HR departments to create more flexible, transparent, and supportive 

environments that cater to Gen Z’s preferences and needs in a digital world. 

 

Organizations face a range of challenges in tailoring their HR strategies to meet the 

preferences and expectations of Generation Z (Gen Z) in the digital era 

Organizations face a range of challenges in tailoring their HR strategies to meet the 

preferences and expectations of Generation Z (Gen Z) in the digital era. Gen Z, as digital 

natives, is accustomed to a technology-driven world, and their expectations regarding work 

environments, career development, and organizational culture are significantly influenced by 

this digital landscape. To meet these preferences, organizations must adapt in several key areas. 

One challenge is ensuring that HR practices align with Gen Z’s high expectations for 

digital tools and technology integration. Gen Z expects streamlined and efficient HR processes, 

such as AI-powered recruitment, mobile-enabled learning platforms, and digital 

communication tools (Andiani & Maria, 2023). Organizations must invest in these 

technologies to attract and engage Gen Z employees, making it essential for HR departments 

to leverage digital platforms for recruitment, onboarding, training, and employee engagement 

(Sindi et al., 2024). 

Furthermore, Gen Z places a high value on career development and continuous learning. 

To address this need, organizations should provide clear career progression opportunities and 

offer digital learning tools that allow employees to acquire new skills and advance in their 

careers. This can be achieved through online training programs and mentoring initiatives, 

which Gen Z finds appealing due to their comfort with technology and preference for self-

directed learning (Damayanti & Gumilang, 2023). 

Another challenge is addressing Gen Z's strong emphasis on diversity, equity, and 

inclusion (DEI). Gen Z expects organizations to foster an inclusive workplace that reflects the 

values of fairness and social responsibility. Therefore, organizations must implement DEI 

strategies to ensure that all employees feel valued and that their unique perspectives are 

considered. DEI initiatives should be woven into the organizational culture, and HR strategies 

should prioritize diversity in hiring, promotion, and overall employee treatment (A. N. Anisa 

& Setyowati, 2023). 

Additionally, Gen Z is highly motivated by meaningful work and social impact. They 

want to work for organizations that contribute positively to society and align with their personal 

values. Organizations should integrate corporate social responsibility (CSR) into their HR 

strategies, offering Gen Z employees opportunities to participate in meaningful projects and 

activities that have a broader societal impact (Sindi et al., 2024). 

Finally, Gen Z values feedback and recognition. Unlike previous generations, they prefer 

regular, constructive feedback and expect to be recognized for their contributions. 

Organizations need to adopt performance management systems that focus on continuous 

feedback, peer recognition programs, and a culture of appreciation (Damayanti & Gumilang, 

2023). These initiatives will keep Gen Z engaged and motivated, helping to build long-term 

employee satisfaction and retention. 

To meet the preferences and expectations of Gen Z, organizations must adapt their HR 

strategies by embracing technology, offering continuous learning and career growth 
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opportunities, ensuring diversity and inclusion, promoting meaningful work, and prioritizing 

feedback and recognition. By addressing these areas, organizations will be well-positioned to 

attract and retain Gen Z talent in the digital era. 

 

Conceptual Framework 

Based on the formulation of the problem, theoretical studies, relevant previous research 

and the discussion above, the following framework of thinking is obtained. 

 

 

 

 

 

 

 

 

 

 

 
Figure 1. Conceptual Framework 

 

Based on the conceptual framework above, high digital literacy helps Generation Z (Gen 

Z) understand and navigate human resource management (HRM) practices more effectively 

and make informed decisions about their careers. Digital technology (HR tech) supports 

efficient HRM by streamlining recruitment, performance management, training, and 

communication within organizations. However, challenges such as data security concerns and 

the influence of digital platforms and social media on career decisions need to be addressed. 

Organizations must focus on building trust in digital systems and ensuring that HR strategies 

align with Gen Z's expectations for transparency, fairness, and opportunities for growth in a 

technology-driven workplace. 

 

CONCLUSION 

Research discussing Generation Z's (Gen Z) human resource management strategies in 

the digital era reveals several key points. Gen Z exhibits a high ability to leverage digital 

technology, particularly HR tech platforms and tools, to manage their careers, improve job 

performance, and engage in continuous learning. They are adept at using digital resources for 

job searching, networking, and professional development, which allows them to stay efficient 

and connected in a fast-paced work environment. However, challenges such as adapting to 

evolving workplace technologies and maintaining work-life balance in a digitally connected 

world need to be addressed. Gen Z tends to have a structured approach to career growth, 

supported by their comfort with technology and desire for transparency in HR processes. 

However, they also face concerns about data security and the impact of digital distractions on 

their productivity. While digital tools facilitate recruitment, training, and performance 

management, organizations must ensure that they provide the right guidance and support to 

help Gen Z navigate the complexities of the digital workplace. Education in both digital and 

career management skills is crucial for ensuring their long-term success and satisfaction in the 

workforce. 
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