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Career Development in Cross-Cultural
Environment

The aim of this paper is to discuss the peculiarities of career development and cultural competence in cross-
cultural environment. The idea of career development in a cross-cultural environment is usually linked to
personal, communication skills, social and cultural issues. Understanding of the concept of peculiarities of
career development and cross-cultural communication competence is of crucial significance in a multicul-
tural environment. The main factors of career development in cross-cultural environment and cross-cultural
communication competence are discussed and analyzed in the paper. The results of the survey demonstrate
that the development of cross-cultural communication competence can increase the possibilities of career
perspectives in a multicultural environment.

Keywords: personal career, career development, cross-cultural communication competence.

Straipsnio tikslas - aptarti karjeros vystymo ir kultrinés kompetencijos ypatumus tarpkultiirinéje aplinkoje.
Karjeros vystymo ypatumai tarpkultirinéje aplinkoje dazniausiai yra susije su asmens komunikaciniy gebéji-
my ir kultaros problemomis. Asmeninés karjeros ypatumy kaip ir tarpkultiirinés komunikacinés kompeten-
cijos sampratos suvokimas yra gan aktualas tarpkultarinéje aplinkoje. Pagrindiniai veiksniai, apsprendziantys
karjeros vystyma tarpkultiirinéje aplinkoje taip pat ir tarpkultarinés komunikacijos kompetencijos veiksniai
yra aptariami ir analizuojami $iame straipsnyje. Tyrimo rezultatai parodé ir patvirtino, kad tarpkulttrinés
komunikacijos kompetencijos vystymas didina karjeros vystymo galimybes tarpkultirinéje aplinkoje.

Raktiniai ZodzZiai: asmeniné karjera, karjeros vystymas, tarpkultrinés komunikacijos kompetencija.

Introduction in multicultural teams. Most of the com-

panies are facing common challenge how
People in companies, firms and organi- to attract and retain the best employees
zations have to develop their ability to in order to be successful in multicultural
manage personal career in order to work environment. Companies in Lithuania
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have already been discussing those
questions for several years. However,
in Lithuania, some 10 years ago this
was not a big issue as companies were
struggling for a place in the market, for
financial resources, but definitely not
for the employees. When Lithuania had
entered the EU (2004), borders disap-
peared and it was possible for individu-
als to move freely looking for employ-
ment opportunities in the markets of
other countries.

In our days companies recognize
that to recruit people and even more —
to retain them, is becoming more and
more challenging. Both organizations
and individuals are discussing the topic
that organizations can not ensure a ca-
reer development for people, and that
more valued requirements are necessary
for good personnel in the multicultural
business environment. A crucial prob-
lem which arises nowadays in organiza-
tions is that employees are not very suc-
cessful in their personal careers because
they lack cross-cultural communication
competence. Therefore the development
of cross-cultural communication compe-
tence is significant not only for the career
of employees, but also for better results
of organizations.

The object of the paper is the in-
terrelation of cross-cultural commu-
nication competence and personal
career development in cross-cultural
environment.

The aim of the paper is to discuss the
main factors of career development and
cultural competence in cross-cultural
environment.

Methods of the research. The meth-
ods of the research are the analysis of the
scientific theoretical literature and the
questionnaire results interpretation.

Personal career development
in cultural context

Career and its perception may have many
meanings for individual employees. For
some, it may be the vehicle through which
basic economic needs are satisfied. For
others - it may provide a sense of social
status or social worth. In other cases, a ca-
reer may represent individual’s dream of
life, offering structure, direction, meaning
and purpose to one’s daily activities. As we
may conceive work as primarily a social
activity, to ‘have a career’ implies much
more than, for example, an exchange of
labour for financial return.

A personal career is the most impor-
tant choice in life, however, a successful
professional career mainly depends on
an individual, but not on an organization.
This implies relations between colleagues,
current and potential employers, friends
and family. Just before planning career a
person has to understand if she / he is able
to manage career life in working environ-
ment because a lot of individuals describe
their quality of life as achievements in
their working career (Petkeviciute, Leib-
sch, 2006).

With socio-economic changes an in-
dividual becomes the core in a whole ca-
reer process. Nowadays an individual is a
manager of her / his own career as well as
her / his own life. While studying in high
school the youth start to understand what
they are looking for, what they would like
to do for their career planning and man-
agement, how they would like to develop
their professional career and achieve emo-
tional comfort in their lives. Four stages of
career development: assessment, explora-
tion, goal setting and planning, and strat-
egy, are the most important for personal
career development (Knowdell, 1996).
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Therefore, knowing ones own indi-
viduality it is much easier to be successful
in communication and cooperation with
others in work as well as in social and
family life. When we talk about career in
individual’s life we use a ‘career’ term in
four main aspects: career — achievement
(mainly professional); career — occupation
and position; career - as a consequence of
different positions and experience in dif-
ferent areas and organizations; career — as
a whole life experience with all roles an
individual has in her / his life (family, so-
cial activities, life style, etc.).

However, an individual career may be
evaluated only by an individual person-
ally, as only a person knows what her / his
goals are, what she / he is striving for in
life. It is unethical to judge ones success
or failure externally as we are not aware
what choices an individual has in her / his
life. What is more, in a speedy changing
environment only those individuals, who
understand themselves, reflect upon and
react to changes of multicultural environ-
mental, and are responsible for their per-
sonal career are able to celebrate the suc-
cess in their lives.

There are a lot of ways for a personal
career development in companies and
organizations. Harvard Business Review
has presented a research by D. Ready,
L. Hill, J. Conger (2008) which goals
were to identify factors that differenti-
ate more successful companies from the
less successful ones in emerging markets
and demonstrated factors that influence
a choice of employers. A citation from
this article reveals why a war for talents
in developing countries is different from
the war in developed ones: “the genera-
tions that preceded those people have
known nothing but poverty and the lack
of opportunity. Yet we expect them to be

patient, loyal soldiers, and to advance at
an orderly pace. It is time to get real. It is
their time now”.

As an illustration, employees in a de-
veloping world are specifically attuned
to brand, because a desirable affiliation
may lead to personal advancement, espe-
cially when the brand is associated with
inspirational leadership, the kind that
challenges employees to develop them-
selves as leaders and to help build a great
company that plays a significant role in
a multicultural environment. Not sur-
prisingly, opportunity means very much
the same in developed and developing
worlds: challenging work, stretched as-
signments, continual training and com-
petitive payments. Moreover, in emerg-
ing markets opportunity must also
imply an accelerated career track to sen-
ior positions. As for purpose, emerging-
market job candidates value a company
with a game-changing business model,
where they can be a part of redefining
their nation and the world economy.
They are also attracted and inspired by
a mission that expresses value of multi-
cultural citizenship. A company’s culture
matters in several distinct ways. Firstly,
its “story”, or brand - promise has to be
authentic. Secondly, employees must be
rewarded for the reasons of merit. How-
ever, they not only want to be recog-
nized for their individual achievements,
but they also want to feel that they are
sharing work and responsibilities with
their teams. Finally, the culture has to
be truly “talent-centric’, so that people
know they are critical to the company’s
success. All those four factors play a
significant role in all aspects of the em-
ployees’ management process, but each
influences recruitment and retention in
different ways.
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Cross-cultural communication
competence

Cultural research - cultural and value
dimensions, orientations towards time
(Hofstede, 1997, 2005; Trompenaars,
Woolliams, 2003), high and low context
cultures, polychronic or synchronic cul-
tures (Hall, 1997), deal versus relation-
ship focus (Gesteland, 2002); managing
face and conflict (Ting-Toomey, 2005),
coherence-based versus cohesion-based
conceptions of culture (Rathje, 2007), as
well as theories of communication and
cross-cultural communication compe-
tence (Kramsch, 1998) provide a lot of as-
sumptions about cultural similarities and
differences. G. Hofstede (2001) notes that
some cultural relativism is necessary: it is
difficult to establish absolute criteria for
what is noble and what is disgusting. All
people develop cultural values based on
their environment and early training as
children, as it is seen in cultural mirrors.
Not everyone in a society fits the cultural
pattern precisely, but there is enough sta-
tistical regularity to identify trends and
tendencies (Hofstede, 2001). However,
these trends and tendencies should not
be treated as defective or used to create
negative stereotypes, but recognized as
different patterns of values and thoughts.
In a multi-cultural world, it is necessary to
cooperate to achieve practical goals with-
out requiring everyone to think, act and
believe identically. Career, personal cross-
cultural communication competence de-
velopment and initiative acquire an un-
derstanding of the importance of novelty
and creativity. Some researchers explore
the concepts of creativity, creativity in an
organization (Amabile, 1998),and innova-
tion and creativity (Ceserani, Greatwood,
1997). Creativity is a crucial element for a

personal career development. The Oxford
dictionary defines creativity as “having
the skill and ability to produce something
new, especially a work of art”. Indeed, in
literature definitions of creativity is usual-
ly characterized by novelty or originality.
It could be the novelty of compositions,
products or ideas produced via creativity,
which can involve imaginative thinking
or the bringing together of ideas, where
the outcome represents more than merely
the sum of what was previously known. In
culturally diverse contexts for the employ-
ees to develop their abilities of creativity,
the employers must establish environment
for creativity and innovation based on
knowledge and understanding (De Bono,
1996; Goleman, 2000). When employees
acquire knowledge and understanding of
conflict resolution and problem solving
strategies needed to bring consensus in
negotiation, they can transform ideas into
realization in a creative way (Doppler,
Lauterberg, 2000; Dorner, 1996; Kaplan,
Norton, 1999).

The term cross-cultural communication
competence is the ability to communicate
effectively and appropriately in a variety of
cultural contexts with people who are dif-
ferent from one’s self, for example, who are
from different national, ethnic, religious,
professional, organizational, generational,
etc. culture. Cross-cultural competence
can be categorized into three spheres:

o Culture specific;

o Culture general;

o Cross-cultural practice.

The spheres are “nested” - the first
sphere within the second and the first
and second spheres nested within the
third. The first sphere focuses on culture-
specific competence. Here, the research of
cultural anthropologists provides gener-
alizable information about, for example,



CAREER DEVELOPMENT IN CROSS-CULTURAL ENVIRONMENT

11

the communication styles or value orien-
tations of a particular cultural group or
subgroup. This approach to develop com-
petence emphasizes learning about the
specific cultural patterns exemplified by a
chosen group and analyzing the impact of
those cultural patterns when members of
that group are involved in intergroup rela-
tions. While valuable, this approach alone
is inadequate to build cross-cultural com-
petence. The reasons are several: firstly,
not all members of a particular group will
manifest the same cultural characteristics
as the mainstream of that group; learning
about the mainstream teaches nothing
about those on the margins let alone about
an individual variation. Secondly, given
the rate of travel, of immigration and mi-
gration, and of international sojourning,
more and more people in today’s world
are influenced by layers of diverse cultural
influence.

Thirdly, most of us live in multicultur-
al environments, making it nearly impos-
sible for us to become competent in the
culture specifics of every group we meet
at the local neighbourhood center, with
whom we share office space or communi-
cate via the IT devices and the Internet.

The second sphere of cross-cultural
competence takes a culture-general ap-
proach. The focus here is on the general
cultural contrasts that we apply in inter-
action, regardless of the particular cul-
tural groups involved. The most famous
of these cultural contrast patterns include
high-context / low-context communica-
tion, direct / indirect communication, in-
dividualist / collectivist orientation, high /
low power distance and high / low uncer-
tainty avoidance (Hofstede, 2001). This
approach offers great insight for those
choosing to develop their cross-cultural
communication competence. It allows

them to assess, for example, to what ex-
tent the people with whom they are nego-
tiating a contract may have a direct versus
indirect communication style and how,
given their own style, that is likely to af-
fect the negotiation process. Even when
taken conjunction with a cultural specific
approach, however, the culture-general
approach is also inadequate to the task.
For a simple reason a culture-general ap-
proach to cross-cultural communication
competence remains a cross-cultural ex-
ercise and is too often focused exclusively
on the “cultural other” rather than on the
“cultural self”. Therefore, the cross-cultur-
al communication competence develop-
ment strategy should focus on similarities
rather than differences of target cultures.

The third sphere is of practice; this
approach to develop cross-cultural com-
petence holds and encompasses the
other two nested within it. It emphasizes
moment-to-moment choice, moment-
to-moment practice. It recognizes that
knowledge of content is not automatically
translated into mastery of process; that to
be competent across cultures we need to
transform our knowledge of cross-cultur-
al theories into appropriate and effective
performance. This requires a whole-per-
son approach to building cross-cultural
competence, for culture is as much emo-
tional and physical experience as it is
an intellectual one. This third sphere of
cross-cultural competence is informed by
the culture-specific and culture-general
spheres, while emphasizing that people
must always be learners and must practice
in cross-cultural context.

When we commit to developing a cross-
cultural practice, to engaging the third
sphere of cross-cultural competence, we are
agreeing to transform our lives into a per-
sonal “living laboratory”. Considered this
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way, every interaction, whether involving
obvious cultural difference or not, an oppor-
tunity to apply culture-specific and culture-
general knowledge about self and other.
This allows for the creative transformation
of cross-cultural knowledge into cross-cul-
tural communication competence.

Given the broad range of sub-compe-
tences making up cross-cultural commu-
nication competence, it is not surprising
that school education in the Western world
in particular has increasingly claimed
cross-cultural communication compe-
tence (CCCC) as an educational objec-
tive. It tends to see the general purpose of
developing CCCC as a contribution at the
individual level to societal well-being; for
example by facilitating a policy of multi-
culturalism, by improving the integration
of ethnic minorities and, thus, by support-
ing social cohesion and sustainability.

Whatever the purpose of developing
cross-cultural communication competence
may be, and how those different purposes
may be regarded from any point of view, it
is clearly advantageous that cross-cultural
communication competence development
takes place in schools, universities and
companies for the sake of effectiveness and
understanding. As well as making cross-
cultural communication competence the
aim of activity in the workplace environ-
ment, they can also provide continuity
and a context for more or less guided out-
of-workplace experiences, such as trips,
exchanges, study periods and internships
abroad in order to gain experience of other
intercultural situations in which students
and employees can acquire and develop
a broader range of competences out of
the professional context in an informal
setting. For this reason foreign language
education is often seen as the appropriate
way for the development of cross-cultural

communication competence and most for-
eign language curricula declare it to be its
general aim.

However, the analysis of different re-
searchers and documents (Castro, Sercu,
2005; LACE study, 2007) has shown that
priority is being given to a large extent to
knowledge and attitudes rather than skills
or competence. On the other hand, de-
mands for cross-cultural communication
competence are increasing as more and
more businesses go global and multicul-
tural. People realize that there are barriers
and limitations when entering a foreign
territory, therefore without the knowledge
of the target language and culture it can
unknowingly cause confusion and misun-
derstandings. Therefore, for these inter-
national businesses to prevent damaging
business relations it is of vital importance
to bridge cross-cultural communication
gaps by mastering a foreign language and
fully understanding the cultural peculi-
arities that exist in their environment. For
this reason the ability to communicate
verbally and non-verbally in a foreign
language and understand target culture
can guarantee a development for person’s
career and success for their organization.

Research on career development
and cross-cultural communication
competence

Methods of research. In order to under-
stand individuals’ point of view on career
in multicultural environment scientific
literature and research papers were ana-
lyzed. At the beginning of research we
observed that in cross-cultural contexts,
career development needs to be combined
with an understanding of culture and the
ability to communicate with people. This
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observation was based on the experience
while we were taking part in various In-
tensive Programmes / IP / of Erasmus
students’ mobility projects in different
countries (Turkey, Germany, the Nether-
lands, Latvia, the UK). During the period
2009-2012 of mobility projects abroad,
we observed that a lack of cross cultural
communication competence of some par-
ticipants’ diminished their cross-cultural
communication interaction and, conse-
quently, worsened possibilities of their
personal career development.

Secondly, a questionnaire has been
chosen for research as an instrument
consisting of series of questions to gather
the necessary information from a defined
number of respondents. Moreover, it was
a feasible way to reach respondents and
get results for analysis in short time as
questionnaires are familiar instruments to
most of respondents. The questionnaires
we sent were easy to administer confi-
dentially (both options: to email or to fax
have been offered in questionnaire) and
data entry and tabulation was done in ex-
cel sheet. Because questionnaires are less
intrusive than telephone or face-to-face
surveys, therefore when a respondent re-
ceives a questionnaire in the mail, she / he
feels free to complete the questionnaire on
her / his own time. Moreover, unlike other
research methods, the respondent is not
interrupted by the research instrument.

The aim of the questionnaire was to
define the indicators of career develop-
ment in the multicultural environment.
The questionnaire had been constructed in
the way that it would take some minutes to
answer the questions. Questionnaire had
been sent by e-mail to selected individuals:
students, project partners and employees,
total — 97 individuals. The objective was
to collect not less than 45 answers to the

questionnaire. 54 responses (55 % response
rate) were received to the questionnaire.
The respondents were asked questions
about the main factors of career develop-
ment. The list of sixteen different career de-
velopment factors was presented in order
to choose the most important of them. The
top seven factors of career development in
cross-cultural environment were selected
and the respondents were asked to fill out
the questionnaire as well as to rank seven
distinguished factors for career develop-
ment in cross-cultural environment.

It is important to note that the re-
searchers’ own opinions have not influ-
enced a respondent to answer questions in
a certain manner as there were no verbal
or visual clues to influence the respond-
ent. Respondents’ opinions on the most
important factors of career development
in cross-cultural environment are pre-
sented in Figure 1.

According to the survey the most im-
portant factors for career development
in multicultural environment are cross-
cultural awareness (64 % of respondents
have chosen it), the next in the ranking:
challenging problems (54 %); creativity
(54 %), then decision making (52 %) and
independence (52 %), profit, gain (48 %)
and work with others (46 %) (Figure 1).
The above mentioned seven indicators of
a career development in multicultural en-
vironment are defined as the most crucial
elements by the respondents. Whereas
less important factors are considered to
be recognition (34 %), time, freedom
(32 %), influence of people (32 %), status
(25 %) and change (23 %). Cross-cultural
awareness — the most important career
value is in connection with the top mean-
ing of career in this research. Drawing
on researchers (Rathje, 2007; Starosta,
2005; Ting-Toomey, 1999) opinion as well
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Fig. 1. Respondents’ opinions on the most important factors of career development
in cross-cultural environment

as our observation, it can be stated that
cross-cultural awareness can be acquired
through the development of cross-cultur-
al communication competence.

Different lists of factors show a pic-
ture of the components of cross-cultural
communication competence: open-
mindedness, non-judgmentalness, empa-
thy, tolerance for ambiguity, flexibility in
thinking and behaviour, self-awareness,
knowledge of one’s own and other cul-
tures, resilience to stress, and communi-
cation are among components which are
identified as playing an important role
in the creation of effectiveness in cross-
cultural communication (Thomas, 1995;
Chen, Starosta, 1999; Rathje, 2007). These
issues are discussed by Rathje (2007) and
other researchers about cross-cultural
communication competence and interac-
tion in multicultural environment. The
analysis in the scientific literature show
that Rathje’s (2007) research reveals
some standpoints for further discussions,

namely, if cross-cultural competence has
an instrumental goal of improving indi-
viduals’ productivity and efficiency, giv-
ing them an advantage in their career
development? Or / and if there should be
the goal with the emphasis on personal
growth and career development and etc.?
In our opinion these issues should be
discussed with personnel in different or-
ganizations, especially employees, as they
need to develop knowledge and aware-
ness of the unknown cultures, the simi-
larities and differences both in their own
and in other cultures.

According to the results of our re-
search, the main factors of cross-cultural
communication competence were de-
fined, analysed and shown. The respond-
ents were asked to rate on 10 point scale
(10 being the highest), and to evaluate all
nine factors due to their importance. The
results of the research are demonstrated
in Figure 2. The evaluation of the main
factors of cross-cultural communication
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Fig. 2. The evaluation of important factors of cross-cultural communication competence

competence, based on Lithuanian employ-
ees and student’s opinions, showed that the
most significant indicators are sociability
(9.3); adaptation to the environment (9.1)
desire to learn and grow (9.0); and cultural
sensitivity (8.2) (Figure 2). These crucial
elements of cross-cultural communication
competence are signified as essential for
personal career development in cultural
environment. The research demonstrates
that individuals who plan and envisage
their personal career should also develop
their cross-cultural communication com-
petence. Furthermore, personal career de-
velopment in cultural environment needs
to be combined with an understanding
of the impact of culture and the ability to
communicate with people from other cul-
tures. Summing up, cross-cultural commu-
nication competence is related to people
and interaction with them and it serves as
a practical expression of person’ ability to
adapt in diverse cultural contexts of com-
munication as well as builds up bridges to
success in career.

Conclusions

Drawing on Lithuanian employees and
student’s opinions the main factors for
personal career development in cultural
environment are cross-cultural awareness,
challenging problems and creativity.

The results of the research demon-
strated that the main factors for cross-
cultural communication competence are
sociability; adaptation to the environment;
tolerance to another person; cultural sensi-
tivity; desire to learn and grow; and a good
command of foreign languages.

The establishment of the environment
for cross-cultural communication compe-
tence development in schools, universities
and organizations for a long term suc-
cess and reasons of effectiveness is greatly
advantageous.

The formation of the environment
for the development of creativity in
schools, universities and organizations
for a personal success is of immense
importance.
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The development of cross-cultural
communication competence should take
place not only in the workplace environ-
ment, but there should be out-of-work-
place experiences, such as trips, exchang-
es, study periods and internships abroad
where exposures to other cultural situa-
tions can help people acquire a broader
range of competences than in their pro-
fessional context.

In cultural contexts, career develop-
ment needs to be combined with an un-
derstanding of the impact of culture and
the ability to communicate with people
from other cultures. The different aims
of the development of personal career
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Asta BALCIUNAITIENE, Violeta BARVYDIENE, Nijolé PETKEVICIOTE
KARJEROS VYSTYMAS TARPKULTURINEJE APLINKOJE

Santrauka

Temos apie karjeros ir tarpkultarinés komunikaci-
nés kompetencijos vystyma tarpkultirinéje aplin-
koje aktualumg pagrindZia dazna diskusija vykdo-
ma jvairiose organizacijose. Zmonés apie karjera
galvoja jvairiapusiskai, kadangi karjera ir jos sam-
prata individui turi daug reik§miy. Vieniems tai yra
stimulas patenkinti ekonominius poreikius, kitiems
tai — socialinio statuso ir socialinés vertés jgijimo
mechanizmas. Dar kitiems karjera gali reiksti in-
dividualios gyvenimo svajonés issipildyma bei gy-
venimo struktaros, krypties, prasmés ir tikslo bu-
vima kasdieninéje veikloje. Jeigu darbo svarba yra
suvokiama kaip socialiné veikla, tai karjera reigkia
zymiai daugiau negu darbas uz finansinj atlygj. Zii-
rint i§ kitos pusés, labai pasikeité ir darbo aplinka,
kuri vis labiau tampa tarpkultariné. Todél svarbu
kalbéti apie asmeninés karjeros plétros galimybes
tarpkultaringje aplinkoje.

Imonése ir organizacijose yra daug budy siek-
ti asmeninés karjeros. Harvardo Verslo Apzvalga
pristaté (Ready, Hill, Conger, 2008) mokslinj tyri-
ma, kuriame parodé tikslus identifikuojancius ele-
mentus, atskirian¢ius sékmingiau veikian¢ias nuo
maziau sékmingai dirban¢iy organizacijy ir nurodé
darbo rinkos veiksnius, kurie jtakoja darbdaviy pa-
sirinkima. Sis tyrimas parodo kodél kova dél talen-
tingy Zmoniy, besirapinanciy savo karjera, jgauna
tarpkultarinj pobad;.

Straipsnio objektas — rysys tarp tarpkultarinio
komunikavimo kompetencijos ir asmeninés karje-
ros tarpkultarinéje aplinkoje. Straipsnio tikslas —

analizuoti karjeros ir tarpkultarinés komunikacinés
kompetencijos vystymo ypatumus tarpkultiirinéje
aplinkoje. Tyrimo metodologija remiasi mokslinés
teorinés literatiiros ir dokumenty analize bei anke-
tinés apklausos metodais.

Straipsnio teiginiams pagristi buvo vykdomas
tyrimas, kuriame dalyvavo 97 respondentai, dir-
bantys tarpkultirinéje aplinkoje. Vadybininkai,
darbuotojai ir studentai buvo paprasyti uzpildyti
klausimyna apie karjeros ir tarpkultirinés komu-
nikacijos kompetencijos veiksnius. Tyrimas paro-
dé, kad karjeros vystyme tarpkultirinéje aplinkoje
didziausig reik§me respondentai priskyré kultari-
niam suvokimui ir kultirinéms zinioms. Tuo budu
tolimesniu tyrimu siekta i$siaiskinti kultarinio ko-
munikavimo efektyvuma apsprendziancius veiks-
nius.

Tyrimu nustatyta, kad pagrindiniai veiksniai
jtakojantys karjeros plétra tarpkultaringje aplin-
koje yra: tarpkultiirinis suvokimas ir Zinios; nauji
is$ukiai ir kiirybiskumas. Taip pat tyrimu nustatyta,
kad patys svarbiausi tarpkultarinés kompetencijos
veiksniai yra socialiniai jgadzZiai; prisitaikymas prie
aplinkos; noras mokytis ir tobuléti; tolerancija kito-
nigkumui; kultarinis jautrumas bei geras uzsienio
kalby mokéjimas.

Tarpkultarinés komunikacijos kompetencija
yra pagrindiné sudedamoji karjeros vystymo dalis
daugiakultarinéje aplinkoje ir dél tos priezasties,
siekiant sékmingo asmens ir organizacijos funkcio-
navimo, jai yra butina skirti didesnj démes;.



