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FNFEENTH N AL (2019-2024)

FrE | TEREAR | B B @ﬁg&fg%
2019 284,689 1,994 0.70% —

2020 291,575 1,969 0.68% -1.3%
2021 293,261 2,192 0.75% +11.3%
2022 291,171 2,496 0.86% +13.9%
2023 290,054 2,752 0.95% +10.3%
2024 280,145 3,094 1.10% +12.4%
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RAAEE > HREFERTT B THVHCERE B » B ER TAF A TS
( Work-Life Balance ) HY Z (UM S ERIER - (4D - Z AR EEBSESHY—
R SRR SE & E (T (CSR ) - Nakash 25 A (2024)% 3 - Z {HCE4H%% CSR
B E LSS TN AR SR AR B IR M ItH A i Rt R B (T
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HAHVAHA K E M SR T BB TR g T -
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’K(Johnston, 2020) - ¥ B LR BE(ERY Z IS - 1S ek 2’y
IR SR EA S5 HAIEF% (Bester & Hofisi, 2020 )

Ryfigei AT > Rosenbloom ZEERZ (2025)f2 M T A M E #(Inclusive
Performance Management, IPM ) HYHEE: o IPM 5 {18 B B HTIE S L » (H 4N
AFEEZAVEEEER - 2B E S TOE O - —2EBUNECR A 7T
HFESR - SR FRIEAGEH - RRITEEEBINGS) | Bt E A
%S - BREERESIMZOCBTHFWAERNEE  BEEFNET 2 HAY
CSR HVEER - /2 R HAVAIE : kB — R tiE - W NEMERHEBLZ T
MR ARG o TS RTIEMEAYE SRS - i n A KATE & Bl 2 - IR
iR ERRAVEET -

IPM HRHEEL Z RIS IR B A s SRV E RS & - B 0 IPM 583
SR ) B A (o B - AT Ry B TRCRAVIE S MIEE A EfFE Z
BES R EE. (Popaitoon, 2022 ) » HZK - IPM B AVEHE B S BUEHE -
RERETET B THY O L 2R BB TS " ST R B EEHEHAEE
TREHRH R > A B L EHE{E (Sabharwal, 2014) - AHELZ N - EE&RHIEHY
BEMEETTEE0E TEHEER (Siltala, 2013 ) < (L » 7€ TPM £ IPM Y ] »
R T AILEFETRIFERINY " S SRR HA ) i m 58 SRR B S ey T RA(RAUAT
# , (Hajnal & Staronova, 2021 ) »

=~ PSM HUEREN{EA

NFAREEIHE (Public Service Motivation, PSM ) {E S Blasf{[E # AL/ FLH B Ak
EEUF Bt » FERIE BB B T 17 > M SRR aa -

15 PSM 1O f 8 % HAHSIV T ER - AP EEERS A SN
fRIE T N-FRIEFL S (Person-Environment Fit) | Figg » & {18 A (B B R ELAH 45 i &
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SRS > FEAIEREEET R K2 Rl S5 BR AEER E R (Kristof-
Brown & Guay, 2011; Van Vianen, 2018 ) -

B SUE BsaER Y MEY) B BB BLET - B rped s PSM B TEE T Btk
P ) (Giauque et al., 2015 ) - HIFEREUR - &5 PSM B TRGIE] &8 E B
AEGIMESGESIVER - TS REIEEREE EM2 IR0 - WAEBIER I T
(H.-W. Lee, 2019) - [ib51 » /5 PSM B % T EOCGRET S REURL & BBITEL
T2 PP BE AR 55 N R TR s e AT SERA Y ie | B SR ST IR -
EEEEEZREEREE T ERGE ) IREAR TR OB EEMESRD
OEE T (Quratulain & Khan, 2015) ©

T B ERCE R (IPM) S0y R ER R B E (H NS - BE¥ PSM
A T ACE < IPM Bt & BB A MEEGIEAL - B8 PSM 8 TAYATE
BEESE 2 [EMmHRHEASEE (Giauque et al., 2015) - & PSM HY Z (X
B TE IPM IR T - B ARE R BI4H AR AR BN R » EmMERHES
HY B L EFRELH A% N R T Ky (Van Loon et al., 2015) -

SEEHTACIR > AbTFENRE Z A H BRVERTHIE fRir e > HRad AR
FERIREAN A M LB R BT BB R  SRAWIFE —8UdEH > Z R AL ILELFT
ZH BRI E R TR EER - sssE 2% Ol - FrERlERE s
SPERER > W EHTEAL - BETME B R E B - AR
FEARSFTERftny " SR | A e PUme B oK K B R B H R S 5
BIRAKE ZHIREE » 59— J7TH > GBI SUREES - (4RI AGE SR E ] -
SRAIHRY KA IR B8 Rl RIABALEFAE AP B s et EARTA e
MUY > SR H RS » 8 O] B SRy B I RIS = S 4H &%
(BE ~ LEZ SR AR - EREEZERDE R SCRAY R R - £ NSRRI A 35
FIIREE = MUEEZRNE - SRS B AR A TS > fIEEE
AIREEERT A AN R E M - BEAN - AR ENR IR ] e s BEAE N F5 A I ERY
BURE - & PSM HYflEGHEH A E e A HEERR - BRESRE - A PEl
GOLFFRIAIER NI AT pE B8 S BRI FE R R SRR A £ SR
FHEGNEERFIERe B H SR SGRE TR 2 IR 5] - 52 > PSM AME
RHEHENATTEARER IR e/ a AP IR SR AR Z tH U R PR R -

B B ERARSS - ABFERE L LU NI e G
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HI1 - B E S E BRAE ST > Z QAR 8 R AE B IR B R A MR
EHIEE AT E Z AR -
H2 M SE S I R A IR 2 2 B2 S BHIE A~ X
R L Bh SO 3 AT RE PR IE RIRFET AL -
H3 NS Ehis e R O B R PR A S frdr < BRI  PSM s > 2
s i A A S A AR B — 2 -
H3a : $5 PSM 2l A S @ EECE R T AVZERITE S P47
2 f R R R R -
H3b : #i5 PSM 2l E M S - AEMESE R IFE TV AP ~ SR B R
WE - ERET I R -
H4 AR E e RS SRR E e IR R 2 25l E - R
S AR L BT R

2
AR S|
[ N AERE RSB 1
E R
[ SosE e } S AT
FeL UES )6y =5
2~ HREET
— ~ PR AREER

AWFzeEr i T &R E A | (Scenario-based Experiment ) » DAANIEATE 22
4 Ry WS BEREENATMPIEE B - (B E e B E e hBiE sk
T A & R I e B 6 DA B AR 48 T B 2 1 e I G S Bl 258 452
(EZ2E ( Atzmiiller & Steiner, 2010; Aguinis & Bradley, 2014 ) o A7 > #5atE
USSR E B > 2l ST WA R B BRI AR RIS 5 26 2 T
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RIS - DU R RS - ISR A MR - e
BB AR AL TR B AR LB T (LR - B A
PSR ARHIR LB A B - AHER — AR KB » SO AP B R0
R PR T R

B EREANZGRE TS > BRI EGT Re e AR AR AR >
GRS AN BB R > SR EFHETEZAEE - VAl e IR R S far il
s N ERY— 2 (Saveretal., 2011) « [NIL - AWFE LB REAMGIE I
R R Bl R Zai: - MR FIRF R E A 2 IR B0 SOOARR LR R
AYRIREARER » (8 T R EE T ) B T AR STIE L IR LR DUREE
2l B ECRHIET AL E - R4 - EEATIHESESUE DL T 4555347 (conjoint
analysis ) P 25 [ 1 (i FIET - RERLASET SR EHVEIRRCR - 208058 HAIEIE
Prf S TARI SIS - MR AR A ELle T e Al ) Bl T e s Al | il
Gy - ¥ Z RN AR REE o SRS IRIEERR IR ETE LR L
HERF IR e B M b2 B H I SR HY B2 AR AT (Bansak et al., 2023) ©

BRI AUTFEEREA e T 2B THEN - S AER PR T4
A FIE B E R E R - HETEICEREE 75 10 - BEEEREF IR REH
WY SHAIRETEEE ~ HEFTomi] 8 — AT ~ SRR - (ST RS R
tefiter AR AR BEMRER - REEETERFEEIESE SR - sHE AT
EMEE G Za A AEERE > R HE M - ErHE R ot (E R Al e
R F A > BETRA RERE a#R Z [EANE -

SUFEaET IS - AT TS & =B 088 - 55— BERLAGEEHE
ISR > &y RES e IR R A E S E IR - £ IREB 2
s HY IR BRI B E BhTT iR A - Al DS —E— e B AFEE
BRETE - F= > HHBEREEEN - £ BIEER > DU ER T R —
ERRRR AR - EE WM - TORERBELEAENEIE -

B ERERIR I D BRETT - ot MR LEBLEY ~ HIRE A BN
B T h B Te IR - HR o IR~ s - T AR Ry REIHE
BRI - = BBRHEESEHEN I AP ERNEEES > LR
N 2 20 LA (R S50 BORZ SUCE BRI B IR E ToRm S - WHEE
PR R BRETT B R - 5B BT FEREE PSM I - SEpltERUAEE
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& > RSB LT HETTEEGle € - BT ARE - Firth penalized logit ~ FI7ZHA
t MRE B P EE SR AT -

=2
BEAREARE R i 4st
SEIH K1 N B4tk (%) TESE R
AL 41 54.7%
{31l ol 30 40.0% p=10.97>0.05
ARE[EE 4 5.3%
K= 60 80.0%
AR AU 13 17.3% p=0.61>0.05
HoAth 2 2.7%
R—E 41 54.7%
EiE=tC ot 26 34.7% p=0.98>0.05
& 8 10.7%
N N=75

5 ¢ Hp<.1 - *p<.05 > **p<.01 > ***p<.001
BRAR © A7 BT R g

FRIESR 2 (EMERIHRGR Z - BEACE ot b 54.7% - BEE AT HEAEH
HAIPERIEERARAT « TR =R (80% ) - RUUAL 17.3% > IRFF &k
FEEGRE TS EGENE R | HECE - BREIE R » 34.7%Fngws > 54.7%
FRA—TE > 10.T%RMAH > BBTA TR AN — 2 - B—-hflfess
RN SR O S RS TR A B = 5 (ARAWI U AR Bar AR -
T B BRI - 34.7% 02 S E IR R G S A B E(54.7%) TR
—E ) BURIEHG IR s RO R B TR JREIASHFe Al R oy VB A o ()
SRR ©

- BERESRRGT

Kﬁﬂ%ﬂ’ﬂﬁ OHERR T SOEHETE > BlEEt R %%EI’J%,EEE* BiE
TR - EEE G if%%ﬁﬁ}&%r@ M7 28 HEINEE  FHETIF
4 K> sz@fk%@if%fﬁ HERORRE o K TIERITEEE > WA Fﬁfﬁf PR ER
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EER TR RBEEREER L5e % —50 E T ERAEIR T SO B
EER = (ST R
S4TSR, (TPM) - BUERTRES R E RS - 1
FERSHSIR b » SRE F 7T T 0 & 20 o (A052 B B A RS o g
A s AESMIERGTA |- - RIS — TR - Hesliok i A
(RERTIRBEEIET ) E IR H - - AT I L P B A 53T
TESSRIEOR | SRUE ARG, - WA TRERE (AL THEEELN
& - LT EAEA S A B B R PSR 0.0 A -

FHRT AAMEREEEE ((IPM) S WS R B S R AU E B A -
FEAERTEIR b o 51 A E#%ET (Job Crafting ) e » foEFE 34 Bl F & Shiess
G A\ BEREVEE HER (AEE REES@ED) - EFRRETA L S{hAE
WA — KA EE [ 5L (Check-in ) (BSLENM R TR KM REL&TRET 4 © A [0]85R
P BRI E PRAUR I B A e S e MER, - T J R ENAY STt
50 AEARENE R b FTRECREEIRG] > AR TR KB RIS HEE (S - ek
sTEESROHEZER - H BN RERAHSRE -

By TR REFEUE > [5G 2408 Lt i (E B DUE e S0 237 (H DA A
FFE % 2R AR A s R 2 A R R e R A TR
TR .

= WIS

AWTFRHIRER B S [ F5EEERE ) (Choice) 81 " TR  (Behavioral
Intention ) » E4 » EETRHIBEIFER Z50HE « T AR HRE B WEHAT
—EEEHE? > BEGRISE A T BEER (0= #gil> 1= Gail)- 2o
AHTFE R PRITAHIE fr s 1Y L BR AR > 35t 20 Likert B RG22 50 HHHIEHY
o AIERELSZ > SIS R = JRFEAE - T IRRBAHIEIN R J (A1-A3) T ZEEHE
& (B1-B4) ke " A NJHSEEARRE L EE , (C1-C6) » B3R 3 - Bt L BRI IR
H R AT ER AL > F Dlbe e R e b O B S HE R B Ry o
EE1E - A PR E M B R E IR SR - LY AT/ =R P9 E (A_mean:
B_mean ~ C_mean) TG (IR - DUERES A SIS ik 2 A sl efi il e L 0
HH 2 AR (R - = (T HhERSBHADEEHEEME S8 ZslEN L
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BT R o AUTFTIE LB T R - EEVWH BRIV TEIRTT & B
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MAEE Iz B etz RiEBE— etz a ST LS FRAERE AL E -
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Does Inclusive Performance Management Better Retain Generation Z Civil

Servants? Evidence from a Scenario-Based Experiment

Irving Huang®, Yixuan Gong™*

Abstract

Against the backdrop of youth talent outflows, population aging, and a weakening
public-sector employer brand, governments around the world face growing difficulty
retaining Generation Z civil servants. Traditional performance management systems,
characterized by annual ratings, forced distribution, and weak links between evaluation
and rewards or sanctions, can undermine younger employees' sense of fairness and
psychological safety. In contrast, inclusive performance management emphasizes
continuous feedback, developmental focus, and cross-unit calibration, which may better
match Generation Z's expectations for respect, learning, and growth. This study uses a
scenario experiment to examine how different performance management systems affect
Generation Z's intent to stay and organizational commitment. It also tests the mediating
roles of perceived organizational fairness and psychological safety, and assesses the
moderating effect of public service motivation (PSM). The results show that: (1)
Generation Z prospective civil servants strongly prefer inclusive performance
management, with significantly higher odds of choosing this system over traditional
approaches, indicating a clear aversion to forced ranking and punitive control; (2)
system choice is driven mainly by direct evaluations of the system's fairness and
legitimacy, rather than being fully mediated by psychological perceptions, suggesting
that Generation Z makes relatively rational, design-focused judgments about
institutions; and (3) public service motivation has a significant moderating effect.
Individuals with higher PSM are particularly sensitive to the fairness embedded in
performance systems and place greater weight on structural justice than on supervisors'
interpersonal style. These findings suggest that governments should consider relaxing
rigid forced-ranking requirements and institutionalizing ongoing performance
conversations. Doing so can help build a psychologically safe, development-oriented

workplace and improve the retention of younger employees who possess a strong
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commitment to public service.

Keywords: Generation Z, inclusive performance management, public service

motivation, scenario experiment, retention intention.
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