What type of organisational structure do you want your current or future organisation to have? Why?

I would like to have a flat structure in mu current or future organisation because it might encourage more flexible policies, emphasising employee empowerment and collaboration.
A hierarchical structure is stricter and usually focus on stiff HR policies, focusing on compliance, logos, branding and top-down communication. Other side a flat structure is more flexible and open for everyone to communicate. People feel more comfortable working under flexibility where they can approach easily. It also allows employee to resolve any issue and rectify mistakes. Employee feels safe and welcoming within the working environment which leads productivity for the organisation. 

For example: flexible working pattern, working from home, hybrid work, wearing own cloths, team-based decision making etc impower employees to deliver effectively.


What are the implications of generation differences to HR policies and practices?

Generation difference will have a huge effect on HR policies and practices. As each generation are different than others in terms of thinking, approach, decision making and so on. Looking at Tarique et.’s all (2015) Receptivity to International Careers Framework- every generation responses are varied from others in each factor of the framework. As an example:

Individual Factors: Gen X gives more priorities to stability, career security and work life balance. They would like to work and have a secure financial status so that they can have a better life in future but within the same country or around family. 
Millennials are forwarded generation than Gen X, they have raised up through the changes of the world. They have experienced the technological transformations so that they may would like to experiment the new opportunities. 
Gen z have entrepreneurial mindset and desire fast career growth. They preferably would like to stay at home and work globally. They like to have virtual communication than face to face.

Organisational Factors: Gen X are comfortable to adopt skill for better career opportunities based on experience they have. However, they are more traditional and like face-to-face interaction than technology. 
Millennials are more likely to take risk picking up on new technology, upgrading skills and for some extant going away to build career. They more focus on short term rotation programs or digital native who vale hybrid work model. 
Gen X prefer digital native who value virtual global project. They are more modern and upskilled in technology and in recent AI world. 

External Environment: Gen X less likely to take risk of going away for career opportunities if they already have a settle job and shelter in their own country. They rather avoid challenges of immigration law, cultural distance and any economical or political issues. 
AS millennials prefer short term projects with cultural training with Gen Z they might except the economic, political and other challenges. 
Gen Z probably completely refuse to catch any opportunities away from home as they can achieve their goal sitting at home. 
Based on all examples such as Deloitte's International Mobility Strategy, Hofstede's Cultural Dimensions Theory, The Big Five Personality Traits Model (Costa & McCrae, 1992) from last week lecture slides and study material I would like to summarise my discussion on reflection of generational difference in HR policy and practice are massive. Each generation have different interpersonal skill and abilities, they have individual cultural influences, financial stabilities and so on. Moreover, each of these factors and personality will have impact on decision making therefore in HR policy. Even though we are in a fast-living world where HR policy and practices are gradually changing towards AI, hence different generation/human still vital for critical analysis and execution. 


