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Executive Summary 
Workers of all generations have varying views on the receptivity of international assignments. The receptivity model includes skills, knowledge, professional characteristics and personal skills which scale the career development. Generation X has been found to appreciate face-to-face communication techniques because they grew up in a more conventional era. Finally, technology is essential to the work environment of all generations.  
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[bookmark: _8qelkvkuwqq1][bookmark: _Toc193301487]Introduction
Human Capital Management involves a wide range of strategic methods that helps in attracting, hiring and retaining top talents for an organisation. The continuous learning and development within an organisation is crucial to maintain employee satisfaction and engagement in alignment with their career aspirations. The primary aim of this report is to assess the differences among the workforce generations of Gen X, Gen Y and Gen Z. This is executed through the exploration of “Receptivity to International Career Framework” proposed by Tarique et al. (2015). In addition to this, the report addresses the cultural differences among employees from various locations and their individualistic approach. Employees across play a vital role in organisational success through leveraging their skills and competencies. Thus, the report evaluates the generational variations influencing the adaptability in the workplace.
[bookmark: _y0b114gwgmgw][bookmark: _Toc193301488]1. Factors important to Gen X, Gen Y and Gen Z in their Receptivity to International Assignments 
[bookmark: _l41c4x54s9jv][bookmark: _Toc193301489]i) Concept of Tarique’s Receptivity Framework 
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Figure 1: Receptivity Framework
(Source: Tarique et al. 2015)
Tarique’s “Receptivity to International Careers” framework serves with an effective guidance helping in global talent management across multinational companies. The framework effectively underscores personal and professional factors that influence an individual to accept international assignments or mobility with respect to work across generations (Tarique et al. 2015). Individual factors such as personality traits, career aspirations, skills and experience play a major role in the progress of career. In this respect, Tarique and Schuler (2018, p.2) stated that elements such as knowledge, professional skills and capability of an individual to adapt in a workspace drives career development. Hence, the career advancement opportunities within the organisations help in the professional development and career support of the employees. 
A combination of the individual factors facilitates workplace adaptation, mobility and enhances cultural intelligence across multiple generations of the workforce. Lastly, organisational factors also play an important role in driving competitiveness and professional growth among the employees. Transparency within an organisation plays a crucial role in assisting employees with adequate support on career progression. According to Georgiadou et al. (2024 p.3), fostering a sense of equity among the expatriates helps in building an environment of trust and competitive advantage. Training programmes and continuous interaction among the team members enables cross-cultural communication increasing intelligence, knowledge sharing and workplace adaptability. 
The external factors also influence the receptivity of individuals across generations driving their mobility decision. Moreover, Bozionelos et al. (2015, p.31) opined that setting realistic expectations on the outcome of a work helps in overcoming challenges allowing individuals to put in the capabilities resulting in better performances. This subsequently reduces the culture of shock with respect to unforeseen challenges within the work. Factors such as political stability, economy along with immigration, laws distance from home and quality of governance are critical determinants for accepting international offers (Mitroui 2024 p.205). Therefore, the interplay of individual, organisational and external factors influences the receptivity to international assignments. 
[bookmark: _cp58aq8wc694][bookmark: _Toc193301490]ii) Main Arguments with Examples	 
Globalisation affects workforce mobility expansion inviting organisations to explore the drivers shaping the employees' decisions in matters of international assignment. Establishing an understanding of the drivers such as technologies affect employees' behaviour toward mobility and guarantees productivity in daily life (Fragomeli et al. 2024 p.14). However, mobility depends on varying determinants in different generations by specific factors as well as other issues of importance. For example, Gen Y or the Millennials are driven by career developmental possibilities and prepared to interact and cope in foreign areas. In contrast, factors such as family's willingness to migrate and disruption of social life may hinder educational access or labour in international locations (Hu et al. 2022 p.2). Individual choices, immigration influences and cultural transition enables the generational decisions to relocate in an international location of an MNE. For example, Siemens' Global Mobility Program facilitates dual-career support for Gen X workers ensures safe job placement and career progressions. 
Gen X are more focused on job-security and work-life balance oriented among the generations at an organisation. Therefore, the following factors affect and emphasise the priorities of individuals based on their considerations for international assignments. The Siemens' Global Mobility program has efficiently assisted with promotion of 320,000 cross-border assignments and 98% risk assessment effectiveness (Siemens, 2025). Additionally, the program also provides deployment onshore and offshore sites driving worldwide initiatives and allowing career growth and operational effectiveness. Furthermore, Gričnik et al. (2024 p.16) pointed out that specific emphasis on cultural values, training for various generations assists in global exposure and organisational abilities. Therefore, the programme has strongly focused on top talent from various generations aligning preferences and assisting in the better delivery of services on a worldwide level.
[bookmark: _con8itnwmzex][bookmark: _Toc193301491]iii) Differences in Receptivity Across Generations of Workforce
[bookmark: _7hlx6bjr8325]Gen X (1965–1980)
Gen X professionals are commonly attracted to stability, career security, and equilibrium in life. Their openness to international mobility is likely to be determined by career goals for steady development and economic security (Mahmoud et al. 2024 p. 78). They are spurred by prospects offering career development and substantial economic rewards. Conversely, family consideration plays a major role in the decision of Gen X workers as they tend to put the needs of their family first before relocations (Hyman et al. 2022 p.9). Hence, uniform support of employees by organisation is likely to ease personal and family considerations related to international mobility. 
[bookmark: _9z8x0wd0wm7i]Gen Y / Millennials (1981–1996)
Millennials are characterised by their emphasis on self-development and meaningful work. According to Ivasciuc et al. (2022 p.13). Millennials are driven by the need to have flexibility seeking to work away from the office that helps in reconciling professional and personal life. Millennials often draw on employer assistance in the form of systematic training and mentorship to facilitate easy adjustment in cross-cultural contexts. Therefore, work-life balance is central to their agreement to take international assignments.
[bookmark: _v6xupj99oma2]Gen Z (1997-2012)
The youngest generation of workers, Gen Z, have an entrepreneurial spirit and aspires to advance their career at a faster pace. Gen Z are technologically skilled and advanced which can help them to adapt in international assignments even with lack of prior experiences (Chan and Lee, 2023 p.4-5). They focus on the use of cutting-edge technology to facilitate communication and collaboration. However, lack of extensive experience in global working roles restricts the readiness for Gen Z workers in long-term engagements (Pandita et al. 2023 p.1). Thus, it can be concluded that Gen Z people are highly adaptable but are also ready for transition according to their preference. 
[bookmark: _ovn081jfc3y5][bookmark: _Toc193301492]iv) Technological Adaptation 
Different strategies of technologies are adopted by the generations in the workforce to align with the digitalised advancements in the market. For instance, Gen X has grown in an environment that has witnessed human handling and is adapting to technological integration. It is asserted by Aswani and Otiende (2024, p.5) that Gen X in the workforce prefer face-to-face communication underscoring clear and straightforward interaction. This generation reflects in the use of technology for specific purposes only. It has been found out that only six out ten Gen X globally research on products online and shape their decisions of purchase (Davies, 2025). This indicates the traditional preference of communication and knowledge sharing among the Gen X workers. Additionally, Twege (2023, p.7) points out that technological innovation has singled out every generation. For example, computer technologies have greatly impacted Millennials' experiences, and the growth of social media has immensely impacted Generation Z. This indicates that various means of technological adaptation among the generations of the workforce is an indication of their need for flexible and technology-based workspaces. 
Therefore, technology is responsible for the determinants of workplace dynamics for all generational categories.
[bookmark: _2f7szvl4xg1c][bookmark: _Toc193301493]v) Real-world HR strategies 
The real-world HR strategies underscore the alignment of workforce management with the organisational outcomes. This helps in driving productivity and innovation among the employees scaling their careers. For instance, Nomad Education is a mission-driven organisation and an engaged member of the UNESCO Global Education Coalition. It has received broad acclaim for its dedication to enriching young people's learning opportunities worldwide. Additionally, it shifted to a premium subscription-based model, scaling opportunities for students and is expected to account for 25% of the organisation's revenue by 2025 (Google, 2024). In this context, The organisation serves more than six million students in France and French-speaking countries in Africa. To facilitate this growth, the company moved its platform to Google Cloud in 2022, utilising a scalable and robust infrastructure to handle its high-speed development (Google, 2024). Lastly, Google's Global Nomad program also allowed employees to work remotely across various countries, encouraging flexibility and catering to different work styles. 
The programme opened scope to improved digital mobility for 80% of Millennials, who could participate in international assignments without having to physically move. Therefore, the programme has made global opportunities more accessible through creative work arrangements. Additionally, the International Mobility Strategy by Deloitte focuses on tailoring career paths to meet individual requirements. This international mobility strategy blends formal career paths with virtual career moves, which are designed particularly for Gen X, Gen Z and Millennials (Deloitte, 2021). It is designed to drive both the organisation's market strategy and its talent development aspirations. Therefore, it remaps global mobility as a transformational element making it an integral part of the business and talent management strategy of the organisation. 
[bookmark: _dqfaevqlrz78][bookmark: _Toc193301494]2. Critical Discussion on How Factors such as Culture, Personality and Skills/Experience may Impact Generational Differences
[bookmark: _nybun0q8f2rv][bookmark: _Toc193301495]i) Cultural Influences on International Career Receptivity 
Cultural forces are central in determining the degree of openness towards global careers that an individual holds. Hofstede's Cultural Dimensions Theory informs the manner in which factors such as individualism and collectivism, power distance, and uncertainty avoidance influence attitudes of an individual (Nickersson, 2023). For example, employees from collectivist cultures could prioritise family and group harmony obligations and therefore are less inclined to accept international assignments. Therefore, by understanding these cultural differences, organisations can create customised global mobility policies that match employees' interests and facilitate cross-cultural adjustment.
[bookmark: _rompwlskmq1m]Individualistic and Collectivist Culture 
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Figure 2: Hofstede’s Cultural Dimension between UK and China
(Source: The Culture Factor Group. 2025a) 
The employees from western culture such as the UK, USA and Australia are inclined towards individual progress. Figure 2 illustrates the factor of individualism among the countries UK and China. It has been highlighted that western countries, the UK underscores a high score of individualistic culture with a score of 76. It is asserted by Salvadorinho et al. (2024, p.3) that self-improvement is a major factor that drives generations to migrate towards better opportunities in different countries. In addition to this, China indicates a relatively lower score of individualism that is 43. This denotes a collectivist culture within the individuals of China. In this respect, it can be stated that Asian countries focus on family considerations before making decisions of relocations. As per the comments of Birtalin (2021, p. 30-31), flexible work arrangements and digital mobility allows employees to scale their career along with maintaining work-life balance. HR strategies tailoring to generational needs helps in effectively aligning the workforce with the organisational goals. 
The Maslow’s Hierarchy of Needs effectively aligns with the individual behaviour and factors driving decision across generations. The theory focuses on the fulfilment of hierarchical Needs underscoring physiological and self-actualisation requirements of an individual (Frei and Levin, 2023 p. 2). In individualist cultures such as the UK, USA, and Australia, the workers might prefer self-actualization and esteem needs, desiring international postings to attain personal development and career progression. However, in collectivist cultures such as China, the focus is on meeting belongingness and safety needs such as family interests, group unity, and security before choosing to relocate. In this respect, Unilever's Global Leadership Programme is a key illustration by which multinational companies can adapt leadership development programs to fit different cultures. The program highlights the aspect of cultural fitting by making relocation policies dependent on workers' cultural choice so that international assignments become more attractive to them (Unilever, 2025). Unilever offers additional economic benefits for the workforce in high uncertainty avoidance cultures to further increase their participation. 
[bookmark: _fzzz6llww1ut]Rate of Avoidance 
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Figure 3: Hofstede’s Cultural Dimension between UK and Japan
(Source: The Culture Factor Group. 2025b) 
The employees from western culture such as the UK, Netherlands and USA are incline towards individual progress and thereby are not much reluctant towards mobility. Figure 3 illustrates the factor of uncertainty avoidance among the countries UK and Japan. It has been highlighted that western countries, the UK underscores a low uncertainty score of 35. This can be supported through their individualism score of 76 denoting lower resistance to change (Culture Factor 2025b). In addition to this, Japan underscores a score of 92 in uncertainty avoidance. This indicates that Asian countries' employees look for opportunities within their home town (Voumik et al. 2022 p.57). This allows them to maintain the work-life balance effectively. Thus, the indication towards hybrid and flexible work arrangements allows the generation of employees from different cultural backgrounds to enable acceptance towards global careers 
[bookmark: _tp43pa97aax4][bookmark: _Toc193301496]ii) Personality Traits or Experience and Global Career Receptivity 
The personality trait essentially means the attitude of the employees with respect to the acceptance and readiness towards the global career receptivity across generations. Gen Z and millennials have an increased willingness to try new experiences, and thus fit well for adjusting to overseas assignments. Wajdi (2024) indicates that willingness of GenZ makes the generations open to taking part in diverse cultural experiences. Organisations can therefore stand chances of redesigning projects to suit the interests and tastes of the groups. In addition to this, Generation X values stability and is not inclined towards making such career decisions with respect to international postings. Their desire for a clear career path and greater consumption levels makes them more job-security-oriented compared to mobility (Medium, 2024). Therefore, the guarantee of stability remains the main focus for this generation when it comes to global opportunities. 
Millennials perform well in international careers with an overemphasis on networking opportunities, while Gen Z prefers online interaction. Both generations value flexibility in employment arrangements and depend to a large extent on digitised communication channels (Deloitte, 2024). Therefore, in order to maintain engagement of the workers across generations it is necessary for the organisations to implement hybrid work environments that suit the needs of their employees.
[bookmark: _c7gfo42tkpdh][bookmark: _Toc193301497]Conclusion
Generational differences play a major role in receptivity to global careers, influenced by openness to experience, conscientiousness and extraversion. Millennials and Gen Z have a high preference for cultural flexibility, experience openness and digital engagement, with flexibility and work-life balance being a priority. Gen X, on the other hand, values stability and job security and tends to be cautious about taking risks in global mobility opportunities. Organisations in turn, need to implement talent management strategies suited to the requirements of every generation. Moreover, it helps in developing an understanding with respect to openness and contributing factors across generations shaping their decision regarding international assignments. Thus, grasping the following factors can help organisations to maximize global mobility programs, boost workforce engagement and maintain competitive edge in a changing workforce in the international market. 
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