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Abstract. Complex social environments change traditional human resource manage-
ment policies and practices, affecting customary interactions between organizations and
employees. The aim of this article is to propose a model for an organizational career de-
velopment system based on the principles of complex adaptive systems (CAS) grounded
in an analysis of the issues and challenges arising for individuals and organizations in
complex environments. This model can then be applied in businesses and public sector
organizations. The methods of scientific literature analysis, synthesis and theoretical mod-
eling are used in this article. Currently, it is more reasonable to understand careers and
their management not purely from the organizational and structural perspectives, but as
dynamic processes where employees expand their career potential in the form of knowl-
edge, skills and behaviors through various learning experiences provided by the organiza-
tion, and organizations use these intangible assets as adaptive and creative potential in a
complex environment. Individuals can no longer rely on traditional principles of career
development based on rationality and planning that used to work in stable environments.
For individuals, it is necessary to engage in a continuous meaning-making process by en-
hancing working experiences and strengthening career potential, which primarily involves
investing in personal career capital through learning activities. Intellectual, creative, and
adaptive resources accumulated in the careers of individuals compose an important part
of the human capital of organizations. This then becomes the essential source of competi-
tive advantage, especially in knowledge-based spheres. As a result, the career development
models of organizations change from traditional, stable, universal and hierarchical to
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dynamic, flexible, individualized processes that increase the career potential of employees
and provide organic structures which satisfy the diversity of individual and organiza-
tional career needs.
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1. Introduction

The systemic nature of the postmodern world and the unpredictable and acceler-
ating transformations brought about by it have not bypassed the career development
environment, nor its participants. The contemporary careers of individuals, as well as
organizational career systems, are part of a wide network of global and local political,
economic, and social interactions, and possess mutual influences. Therefore, the career
development environment becomes dynamic and more unpredictable (Pryor and Bright
2014; Baruch and Rousseau 2019).

This complex environment changes the traditional concepts of careers, the boundar-
ies of career management responsibilities, development trends, and goals at the individ-
ual and organizational levels of career management. Traditional vertical career manage-
ment models of organizations - based on principles of the functioning and management
of social systems formed during the industrial era, such as the control, predictability,
and stability of systems - are becoming irrelevant against the background of a dynami-
cally changing labor market, the growing aspirations of individuals for self-realization,
the prevailing global career space, and flat and fluid organizations. However, while the
scientific discourse on individual career development considers contemporary career
models quite intensively (Pryor and Bright 2014), at the organizational level of career
management there is lack of a universal methodological basis which could provide a
deeper understanding of the structure and nature of modern career phenomena. Thus,
the appropriate tools to create an employee career development model that meets the
requirements of a complex environment have not yet been provided.

Management theorists and practitioners have recently pointed out that organiza-
tions are increasingly facing complex phenomena that are difficult to explain by linear
thinking models, and traditional methods for managing them are limited (Uhl-Bien and
Arena 2017; Jucevicius et al. 2017; Uhl-Bien 2021). In this context, the theory of com-
plex adaptive systems (hereinafter CAS) receives wide attention from scientists and is
often regarded as the new paradigm of organizational management in the scientific dis-
course (Boisot and McKelvey 2010; Capra and Luisi 2014; Sapir 2019). CAS are dynamic
systems characterized by non-linear relationships, capable of self-reorganizing without
external control and adapting to the requirements of the environment. Because the op-
eration of most modern phenomena and systems can be compared to CAS and these sys-
tems are particularly adaptive and resilient, it is believed that by applying CAS principles
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the problems of modern organizations can be solved more successfully (Schneider and
Somers 2006; Uhl-Bien and Arena 2018).

CAS principles could be successfully applied for improving public sector human re-
source management policies and practices. It must be emphasized that the outcomes of
human resource management decisions and the implementation of policies by public
governance institutions are difficult to predict and control, and rational intentions in
the sphere of public sector human resource management do not always produce the de-
sired results. In the context of their approach to complexity, civil servants are free agents
making independent decisions, allowing them to adapt to the complexities of the public
sector and external realities. Moreover, their careers can be influenced by constant inter-
action but not totally controlled - e.g., via fixed or lifetime employment opportunities.
Career opportunities in the interorganizational networks comprising public and private
organizations should be considered.

This article suggests that CAS theory is a suitable conceptual and methodological
basis for analyzing career issues, and the application of the principles of this theory could
lay the foundations for improving the processes of the career systems of organizations in
a dynamically changing environment. The aim of this article is to propose a model for an
organizational career development system based on the principles of complex adaptive
systems (CAS). This is grounded in an analysis of the issues and challenges arising for
individuals and organizations in complex environments. The article applies the methods
of scientific literature analysis, synthesis, and theoretical modeling.

2. Career management in a complex environment: individual and
organizational levels

The contemporary careers of individuals are affected by many processes emerging
in the global market. Technological breakthroughs, digitization, and the automation of
work are changing the nature of work itself (Arntz et al. 2016) and promoting structural
changes in the labor market (Hirschi 2018), leading to the disappearance of long-existing
professions and the emergence of new ones. This affects future career choices and creates
the need for individuals to quickly learn new skills and retrain competitively. In addition,
the prevailing global competition has encouraged organizations to abandon hierarchical
structures and look for more efficient forms of organization, such as short-term projects,
fixed-term employment contracts, or outsourced services (Baruch and Rousseau 2019).
Such a situation promotes the disappearance of boundaries for individuals’ careers, their
expansion into different contexts, and career mobility; in other words, a boundaryless
career (Arthur and Rousseau 1996), where individuals become less dependent on one
employer and develop their careers within a network of different organizations (Sullivan
and Arthur 2006; Arthur 2014). These changes result in a lower mutual commitment be-
tween the employee and the employer, increased the insecurity of individuals’ work and
careers in general, and increase the importance of lifelong learning.

Positive aspects of the impact of globalization and technology on individuals’ careers
should also be mentioned. The development of technology provides an opportunity for
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individuals to create their own jobs, search for business partners, promote themselves
and their services (Carraher 2005), or develop a personal brand. Individuals’ careers are
strongly influenced by social connections, which, when transferred online, provide a
faster and wider opportunity to be noticed. As the virtual labor market became more and
more widespread, even more opportunities for global career development opened up for
individuals (Stephany et al. 2021; Roy and Shrivastava 2020). Thus, on one hand, these
processes unbalance individual careers. On the other, the modern, more tightly connect-
ed world affected by digitization generates more social interactions, choices, and career
opportunities. Therefore, careers become more individualized, revealing personal mean-
ings and unique stories. The subjective criteria of career success, which measure personal
career satisfaction, and less objective external standards of a successful career formed by
society, such as the prestige of the profession, the speed of career progression or the sal-
ary, are becoming more important (Dai and Song 2016). As Hall (2004) noted, modern
careers are determined by the individual themselves and their values, where freedom
of growth and commitment to the profession, but not to the organization, are the most
important, and career success is characterized by psychological aspects.

In the scientific literature on career development, it is common to draw a line be-
tween a traditional organizational career - linear, stable, developed in a large hierarchical
structure and managed by a central authority — and the new one - dynamic, multidirec-
tional and individualized (Clarke 2013). From the perspective of systems’ theory, tradi-
tional organizational careers conformed to the prototype of a simple mechanical system
and were therefore easily managed in traditional centralized ways. Individuals™ careers
were left to the initiative and needs of organizations, and employees in return received
stable employment, often lasting until retirement (Baruch 2004). Typically, vertical ca-
reers were awarded to talented employees - an exceptional group of employees who, with
the help of career practices implemented in the organization, climb to the highest levels
of organizational management and reach career heights.

With the rising waves of globalization, competition, and the technological revolu-
tion, conventional employment relationships and the nature of career development were
balanced out. Flattening, fluid organizations could no longer offer vertical career oppor-
tunities to everyone, and the emerging trend of career individualism encouraged the ca-
reer mobility of individuals. Thus, the scientific literature (Clarke 2013) began to discuss
the end of the organizational career era. Although traditional vertical career opportuni-
ties are currently severely limited in Western societies, this does not deny the added value
created by career management processes for organizations. The importance of career
development has increased in the conditions of the knowledge economy, only the aims
and development trends have changed.

3. A model for an organizational career development system
According to the CAS approach, when the system encounters external complex-

ity, the internal complexity of the system must match in - in other words, “the internal
complexity must overcome the external complexity” (Boisot and McKelvey 2010). This
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means that modeling the operation of the system according to CAS principles creates
conditions for the system to more easily adapt to changes and survive in a complex envi-
ronment. In our model (Figure 1), the individual and organizational levels of career de-
velopment are distinguished. These levels of career management and their interaction are
modeled according to the principles of CAS theory by distinguishing self-organization
as the main process of the system, during which, under minimal external control, agents
seeking conformity to changed conditions interact in various ways. The general process
of self-organization consists of three dimensions: the assumptions of self-organization
at the individual and organizational level; the process of self-organization; and the out-
come of this process — the result of collective interaction between agents. Thus, the self-
organization of agents is the cause, and the outcome of the collective interaction of agents
is the result of self-organization, i.e., emergence. In the model, the result of collective
interaction for the organization is adaptive, flexible, competitive human capital, and the
development of career potential is considered to be the result achieved by individuals.
The model also integrates other CAS elements: agents and the adaptation space that cata-
lyzes the self-organization of agents.

From the point of view of complexity, it is impossible to predict the behavior of a
system in advance because the results of the system’s scale depend on many interacting
elements. Due to the large number of elements, their interrelations and interactions, and
sensitivity to initial conditions, CAS are characterized by non-linear dynamics, when
there is no obvious cause-and-effect relationship. Therefore, in complex systems we can-
not directly manage, plan, and control the process and the desired result, but it is possible
to create suitable conditions that enable self-organization oriented towards the desired
direction (Uhl-Bien and Arena 2017; Werder and Maedche 2018). Certain agent char-
acteristics and context conditions promote the self-organization of agents. According to
MacLean and Macintosh (2011), CAS achieve optimal conditions for self-organization
when they operate outside the balance zone, i.e., between chaos and order. This feature
of CAS is often called operating on the edge of chaos and effective complexity, and in
organizational management it is called adaptive system response or adaptive space (Uhl-
Bien and Arena 2017). In this article, the state of CAS which causes self-organization is
named in the model as “adaptation space,” where the optimal level of complexity of the
career management system is maintained. In the adaptive space, organizations are af-
fected by two forces: formal, bureaucratic, focused on order, results and efficiency; and
entrepreneurial, promoting change (Uhl-Bien and Arena 2017). Similarly, two forces can
be identified in the adaptive space of the career management systems of organizations:
a rationally managed structure of employee career management, with established for-
mal and standard procedures and rules, aiming to maintain the status quo; and a force
promoting the renewal of the system - the external complex environment of organiza-
tions and the new needs and expectations of individuals emerging in it, which lead to the
need for the transformation of the career management system. Therefore, in the adaptive
space, there is a certain pressure, resistance and combination between the established
order in organizations and the new career development goals created by the complex
environment and the emerging career needs of employees, which require changing the
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outdated system. This is a necessary process of energizing the career systems of organiza-

tions for career management systems to change and remain viable and attractive.

The following factors enabling the adaptive space of organizational career manage-
ment systems are distinguished: autonomy of agents; enabling context; and the axis of
the development model of the organization’s career management system based on CAS

principles, which is a dynamic process of learning for a career.
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According to CAS, learning in an organization is not the sum of learning of separate
individuals, but the result of interactions between learners. Therefore, the fact that the
organization has competent employees that are ready to learn does not automatically
mean that the organization as a whole will have adaptive, flexible, and competitive hu-
man capital - context plays a crucial role. Taking into account the principles that en-
able CAS to reach the adaptive space where the most effective self-organization among
agents (in this case, learning-oriented) is achieved, the following factors facilitating and
enabling dynamic career learning are distinguished.

o Diversity. CAS agents are heterogeneous, and this characteristic is necessary for

the overall adaptation and evolution of the system (Levin 2003). Agent diversity is
a critical characteristic and strength of CAS that should not be suppressed in the
name of efficiency in the context of organizations (McDaniel 2007). In the organi-
zation, maintaining the diversity of opinions, attitudes, and interpretations opens
up the opportunity for employees to expand the boundaries of perception and to
learn from each other. In this interaction of cognitive diversity, a more appropri-
ate response to change is generated. Therefore, it is necessary to ensure a suitable
environment in which employees can express their opinions and personal views,
experiences, and interpretations when solving difficult situations or facing new
challenging tasks.

o Productive tension. Support for different viewpoints and interpretations in the or-
ganization is inseparable from a certain level of tension, contradictions, and con-
flicts. According to CAS, learning and adaptation occur when agents, driven by
common motives, begin to interact, and in this interaction, due to the heterogene-
ity of the agents themselves, a certain friction arises. To find innovative solutions,
this friction is necessary. To create and maintain an adaptive space, it is necessary
to maintain optimal tension (Uhl-Bien and Arena 2017). Too high a level of con-
flict causes resistance among agents and a loss of motivation to cooperate in the
name of a common goal. On the other hand, the absence of conflicts means uni-
formity of views or suppression of contradictions, limiting the adaptive response
generated by collective interactions. Thus, in the framework of CAS, learning takes
place in tandem with other agents, and for it to be effective, a certain level of ten-
sion between its members is required.

o Support. Employees should be encouraged to express their opinions, interpreta-
tions of the situation, or conflicting points of view on the issue being resolved
without fear that it will cause resentment from other co-workers. Therefore, learn-
ing - when one’s views on the situation are expanded, changed, or supplemented
by the perspectives of other members - requires a safe environment, which first of
all starts with the support and encouragement of leaders for such a learning process
to take place.

o Connectivity. Connectivity involves communication links between agents which
develop as information is exchanged and interactive learning takes place at the
individual and organizational levels. According to CAS, learning takes place in the
interrelationships between agents, and the overall learning of the whole organiza-
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tion depends on the collective interactions and influences of the agents, making
learning a dynamic and often non-linear process. Learning in complex systems
takes place during social interactions between individual agents (employees) and
between an agent and a group (Yuan and McKelvey 2004). Each employee’s contri-
bution to learning depends on interactions with other members.

o Experimentation. Operating in a complex environment is inseparable from rapid
change, uncertainty, and surprises, so organizations must learn quickly if they
want to survive. Complexity changes the nature of learning, moving from learning
and applying proven information to learning and acting in real-time, creatively im-
provising and experimenting with available resources. The most important source
and method of learning becomes trial and error, which takes place in real time by
reflecting on one’s actions. Managers should combine formal structures with flex-
ibility (McDaniel 2007) because innovative solutions and adaptive responses are
created under minimal control when there is favorable space for employee experi-
mentation. Managers should encourage employees to engage in a creative process
of interpreting, acting, and observing situations.

o Tolerating mistakes and learning from mistakes. Experimentation means accepting
uncertainty and associated risks (Uhl-Bien and Arena 2017). Experimentation in-
volves acting based on available information and observing how the chosen inter-
vention affects the situation. However, in complex systems, information can either
change very quickly or there can be so much of it that the human mind is unable
to process it in a short time, so the momentary decisions of individuals can often
be wrong and affect the situation unexpectedly. Mistakes are a manifestation of
complexity (Pryor and Bright 2012), and in most cases should be treated more as a
norm than as representative of a lack of competence. Therefore, mistakes in orga-
nizations should not be seen as things to be avoided at all costs, but as things that
are inevitable when it comes to discovering the most optimal adaptive response to
an uncertain situation.

Conclusions

It is recognized that career development, for both individuals and organizations, is
characterized by complexity - i.e., the large number of elements involved in the sys-
tem and their unpredictable interactions make it less defined and predictable, and
more dynamic. As a result, career trajectories and development directions, focal
points, and management strategies are changing.

Individuals can no longer rely on the traditional principles of career development
based on rationality and planning that used to work in a stable environment. It is
recognized that today, for individuals to create a career embodying individual mean-
ings, it is necessary to engage in a continuous process of strengthening career po-
tential, which primarily means investing in personal career capital through learning
activities. Considering the prevailing uncertainty in careers, it becomes especially
important to develop those career potential resources that enable easier navigation
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and prevent individuals from getting lost in a rapidly changing environment. These
resources are called career complexity competencies, and include planned happen-
stance, adaptability, resilience, and uncertainty tolerance abilities.

3. Intellectual, creative, and adaptive resources accumulated in the careers of individuals
form the human capital of organizations, which becomes the most important source
of competitive advantage, especially in knowledge-based businesses. This changes the
career development models of organizations from traditional, stable, universal and
hierarchical to dynamic, flexible, individualized processes that increase the career
potential of employees and provide organic structures which satisfy the diversity of
individual and organizational career needs.

4. Inthe career development system model based on the principles of CAS, the dynamic
process of career learning is considered to be an essential process, combining the
needs of individuals for career growth and enabling organizations to develop adapt-
able and resilient human capital.

5. The model also emphasizes the process of continuous dynamic development of the
psychological contract, which can be implemented by creating flexible mechanisms
that enable the changing mutual expectations of organizations and individuals to be
captured.

References

1. Arntz,M., Gregory, T.,and Zierahn, U. 2016. “Therisk of automation for jobs in OECD
countries: A comparative analysis.” OECD Social, Employment and Migration Work-
ing Papers, No. 189. Paris: OECD Publishing. https://doi.org/10.1787/5j1z9h56dvq7-
en.

2. Arthur, M. B. 2014. “The Boundaryless Career at 20: Where Do We Stand, and Where
Can We Go?” Career Development International 19 (6): 627-640.

3. Arthur, M. B,, and Rousseau, D. M. 1996. “A Career Lexicon for the 21st Centu-
ry.” Academy of Management Perspectives 10 (4): 28-39.

4. Baruch, Y. 2004. “Transforming Careers: From Linear to Multidirectional Career
Paths: Organizational and Individual Perspectives.” Career Development Interna-
tional 9 (1): 58-73.

5. Baruch, Y., and Rousseau, D. M. 2019. “Integrating Psychological Contracts and Eco-
systems in Career Studies and Management.” Academy of Management Annals 13
(1): 84-111.

6. Boisot, M., and Mckelvey, B. 2010. “Integrating Modernist and Postmodernist Per-
spectives on Organizations: A Complexity Science Bridge.” Academy of Management
Review 35 (3): 415-433.

7. Capra, F, and Luisi, P. L. 2014. The Systems View of Life: A Unifying Vision. Cam-
bridge University Press.

8. Carraher, S. M. 2005. “An Examination of Entrepreneurial Orientation: A Validation
Study in 68 Countries in Africa, Asia, Europe, and North America.” International
Journal of Family Business 2 (1): 95-100.



402

V. Rapuano, A. Valickas. A Model for an Organizational Career Development System ...

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24,

25.

Clarke, M. 2013. “The Organizational Career: Not Dead but in Need of Redefini-
tion.” The International Journal of Human Resource Management 24 (4): 684-703.
Daij, L., and Song, F. 2016. “Subjective Career Success: A Literature Review and Pros-
pect.” Journal of Human Resource and Sustainability Studies 4 (3): 238-242.

Hall, D. T. 2004. “The Protean Career: A Quarter-Century Journey.” Journal of Voca-
tional Behavior 65 (1): 1-13.

Hirschi, A. 2018. “The Fourth Industrial Revolution: Issues and Implications for Ca-
reer Research and Practice.” The Career Development Quarterly 66 (3): 192-204.
Jucevicius, G., Bakanauskiené, 1., Brasaité, D., Bendaravidiené, R., Linkauskaité, U.,
Staniuliené, S., Stonkuté, E., Vveinhardt, ., and Zirgutis, V. 2017. Organizacijy valdy-
mas neapibréztumy aplinkoje: teorija ir praktika: monografija. VDU.

Levin, S. 2003. “Complex Adaptive Systems: Exploring the Known, the Unknown
and the Unknowable.” Bulletin of the American Mathematical Society 40 (1): 3-19.
MacLean, D., and MacIntosh, R. 2011. “Organizing at the Edge of Chaos: Insights
from Action Research.” In The SAGE Handbook of Complexity and Management,
edited by P. Allen, S. Maguire and B. McKelvey, 423-458. London: Sage.

McDaniel Jr, R. R. 2007. “Management Strategies for Complex Adaptive Systems
Sensemaking, Learning, and Improvisation.” Performance Improvement Quarterly 20
(2): 21-41.

Pryor, R. G., and Bright, J. E. 2012. “The Value of Failing in Career Development:
A Chaos Theory Perspective.” International Journal for Educational and Vocational
Guidance 12: 67-79.

Pryor, R. G., and Bright, J. E. 2014. “The Chaos Theory of Careers (CTC): Ten Years
On and Only Just Begun.” Australian Journal of Career Development 23 (1): 4-12.
Roy, G., and Shrivastava, A. K. 2020. “Future of Gig Economy: Opportunities and
Challenges.” IMI Konnect 9 (1): 14-27.

Sapir, J. 2019. Thriving at the Edge of Chaos: Managing Projects as Complex Adaptive
Systems. CRC Press.

Schneider, M., and Somers, M. 2006. “Organizations as Complex Adaptive Systems:
Implications of Complexity Theory for Leadership Research.” The Leadership Quar-
terly 17 (4): 351-365.

Stephany, F., Kissi, O., Rani, U., and Lehdonvirta, V. 2021. “Online Labour Index
2020: New Ways to Measure the World’s Remote Freelancing Market.” Big Data &
Society 8 (2). https://doi.org/10.1177/20539517211043240

Sullivan, S. E., and Arthur, M. B. 2006. “The Evolution of the Boundaryless Career
Concept: Examining Physical and Psychological Mobility.” Journal of Vocational Be-
havior 69 (1): 19-29.

Uhl-Bien, M. 2021. “Complexity and COVID-19: Leadership and Followership in a
Complex World.” Journal of Management Studies 58 (5): 1400-1404.

Uhl-Bien, M., and Arena, M. 2017. “Complexity Leadership: Enabling People and
Organizations for Adaptability.” Organizational Dynamics 46 (1): 1-64.



Viesoji politika ir administravimas. 2023, T. 22, Nr. 4, p. 393-404.

403

26. Uhl-Bien, M., and Arena, M. 2018. “Leadership for Organizational Adaptability: A
Theoretical Synthesis and Integrative Framework.” The Leadership Quarterly 29 (1):
89-104.

27. Werder, K., and Maedche, A. 2018. “Explaining the Emergence of Team Agility: A
Complex Adaptive Systems Perspective.” Information Technology & People 31 (3):
819-844.

28. Yuan, Y., and McKelvey, B. 2004. “Situated Learning Theory: Adding Rate and Com-
plexity Effects via Kauffman’s NK Model.” Nonlinear Dynamics, Psychology, and Life
Sciences 8 (1): 65-101.

Violeta Rapuano, Andrius Valickas

ORGANIZACINES KARJEROS SISTEMOS VYSTYMO
MODELIS TAIKANT KOMPLEKSISKU ADAPTYVIUJU
SISTEMU TEORINIUS PRINCIPUS

Anotacija. Kompleksiska aplinka keicia tradicing karjeros sampratg, atsakomybiy
ribas uz karjeros valdymg, vystymo kryptis ir tikslus tiek individy, tiek organizacijy kar-
jeros valdymo lygmenyse. Tradiciniai vertikaliis organizacijy karjeros valdymo mode-
liai, paremti dar industrinéje eroje susiformavusiais socialiniy sistemy funkcionavimo ir
valdymo principais — kontrole, sistemy nuspéjamumu ir stabilumu - tampa neaktualiis
dinamiskai kintancios darbo rinkos poreikiy, auganciy individy savirealizacijos siekiy,
isigalincios globalios karjeros erdvés ir plokstéjanciy organizacijy kontekste. Mokslinia-
me organizaciniame karjeros valdymo diskurse stokojama visapusisko metodologinio pa-
grindo, leidZiancio nuodugniau suprasti Siuolaikiniy karjeros reiskiniy prigimtj, struktiirg
ir suteikiancio tinkamus jrankius kurti darbuotojy karjeros vystymo modelj, atitinkantj
kompleksiskos aplinkos reikalavimus. Sio straipsnio tikslas - isanalizavus individualios ir
organizacinés karjeros vystymo lygmeny kompleksiskoje aplinkoje problemas, isgryninus
aktualias jy valdymo kryptis, pasiilyti organizacinés karjeros vystymo sistemos modelj,
pagristg kompleksisky adaptyviyjy sistemy teorijos principais. Straipsnyje taikomi moks-
linés literatiiros analizes, sintezés ir teorinio modeliavimo metodai. Tiek individy, tiek or-
ganizacijy karjeros vystymo kontekstai pasizymi kompleksiSkumu. Dél didelio sistemoje
dalyvaujanciy elementy skaiciaus ir nenuspéjamy jy sqveiky jis tampa maziau apibréz-
tas ir labiau dinamiskas. Dél to kinta karjeros trajektorijos ir vystymo kryptys, taip pat
valdymo strategijos. Individai nebegali pasitikeéti tradiciniais, racionalumu ir planavimu
pagristais karjery vystymo principais, kurie veiké stabilioje aplinkoje. PripaZjstama, kad
pastaruoju metu asmenims, norintiems susikurti individualias prasmes jkunijanciq kar-
jerg, reikia jsitraukti j nuolatinj karjeros potencialo stiprinimo procesg, kuris pirmiausia
reiskia investavimgq j asmeninj karjeros kapitalg per mokymgsi. Atsizvelgiant j karjerose
vyraujantj neapibréztumgq itin svarbu ugdytis ir tuos karjeros potencialo resursus, kurie
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suteikia galimybiy lengviau naviguoti ir nepasimesti greitai kintancioje aplinkoje. Sie in-
dividy karjerose akumuliuojami intelektiniai, kiirybiniai ir adaptaciniai resursai papildo
organizacijy Zmogiskqjj kapitalg, kuris tampa svarbiausiu konkurencinio pranasumo Sal-
tiniu, ypac Ziniomis grjstose srityse. Tai keitia organizacijy karjeros vystymo modelius -
nuo tradiciniy, stabiliy, universaliy ir hierarchiniy link dinamisky, lanksciy, darbuotojy
karjeros potencialg auginanciy procesy ir karjeros poreikiy jvairove patenkinanciy indivi-
dualizuoty ir organiSky struktiiry.
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