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Abstract. The article analyses the challenges of personal career development in an organization that is operating
in different cultures. The ever-changing global environment encourages development of personal careers with an
appreciation of cultural contexts. In the context of globalization, organizations often develop their activities in
different cultures. Undoubtedly, the personal career development of employees working in this type of organization
depends in many aspects on the individual's ability to recognize and respond appropriately to cultural nuances. A
frequent employee working in a cross-cultural organization experiences great stress at work due to the lack of
proper knowledge and understanding of another culture. This text presents an analysis of personal career
development and its expression in different types of cultures. The personal responsibility of the employee for the
development of his personal career rests with the individual himself, who combines personal aspirations with the
goals of the organization. The purpose of the article: to present and analyze employees' opinions about the concept,
possibilities, similarities, and differences of personal career development in different cultures when working in an
intercultural organization and to identify problem areas. The text reveals the theoretical aspects of the personal
career development of employees at the levels of the individual and the cultural environment, examines the models
of personal career development and their application possibilities in different cultures. The article presents the
analysis of the results of quantitative (empirical) and qualitative (interview) research, which assumed the
possibility of determining the main factors that either encourage or hinder the development of a personal career
in an organization that operates in both Lithuanian and Swedish cultures; employee evaluations about the concept
of personal career and development opportunities are listed and recommendations are presented for improving
personal career development in intercultural organizations.

Keywords: Personal career; personal career development; cultural context; cross-cultural organization.
Introduction

The process of globalization encourages most modern service providing organizations to
operate in more than one cultural environment, thus crossing cultural boundaries and employing
a diverse workforce, as in a new market’s organizations have the opportunity to find new,
specialized talent that is not available in their current market. Globalization process has
significantly increased the popularity of outsourcing and offshoring activities of organizations,
due to which organizations fully or partially transfer their production and service tasks, such as
customer service, to countries, in which labor costs are lower (Grossman, Rossi-Hansberg,
2006). In such organizations, it is extremely important to take into account the career
development of employees in a cross-cultural context, because representatives of different
cultures must interact with each other in order to achieve the best results in personal and
organizational contexts, and to harmonize different approaches to such work aspects as time
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planning, information exchange, activity planning, decision-making, communication style,
increased competition and the changing context of career development, now more than ever it
is important for people to be pro-active in their personal career development process and adapt
to the modern world context where different cultures interact with each other.

Scientific novelty and level of investigation of the researched problem. By analyzing
literary sources, this text aims to define the concept of career and the assumptions of its
formation. By examining the course of career development in modern society presented in
literary sources this paper aims to determine which career development perspectives are most
relevant today, how career development is affected by the cross-cultural aspect, what challenges
employees working in an cross-cultural environment face and what is the role of organizations
in career development. To determine the challenges of cross-cultural development that
employees of service-providing organizations are faced with while operating in a cross-cultural
context, quantitative and qualitative research was conducted and the analysis of the obtained
results was presented, as well as the conclusions of the data collected and analyzed during the
research together with the recommendations formed on their basis. Issues of personal career
development are analyzed by various Lithuanian and foreign researchers (Petkevicitité, 2007,
2013; McDonal, Hite, 2023; Korsakiené, Smaliukiené, 2013 ; Greenhaus, Callanan, Godshalh,
2019; Adamonieng, 2017; Robertson, Hooley , McCach, 2021; Ekine -Ogunlan, 2021; Brown,
2020; Burtnett , 2019, etc. )

Research object. Challenges of employee career development in a cross-cultural context.

The aim. To determine what career development challenges are faced by employees
developing their careers in a service-providing organization operating in a cross-cultural
context.

In order to achieve the goal the following tasks were set: carry out an analysis of literary
sources about the concept of career and relevance of career and career development in modern
society; evaluate organizations employees' opinions about personal career development in an
organization operating in a cross-cultural environment; determine what influence the cross-
cultural context has on career development ; identify problem areas; provide personal career
development recommendations suitable for organizations operating in various cultures.

The concept of career development and the formation process

Despite the fact that people have been involved in various work activities for many
centuries, according to authors studying career development, career itself is a relatively new
concept that was not used until the beginning of the 19th century, when society began to
transition from an economy based on agricultural work and crafts to an industrial, machine-
based economy and in turn in search of work, people began to move to urbanized areas, closer
to industrial centers (McDonald, Hite, 2023). As the processes of industrialization, urbanization
and democratization intensified in the countries of Western Europe and North America, the
concept of career "<...>acquired the meaning of an advanced and developing path of work and
professional activity." (Grazulis et al., 2015). In literary sources examining the origins of the
concept of career, it is stated that before the industrial revolution, the prevailing view was that
work is a set of certain activities that a person engages in throughout his life in order to earn a
living ( McDonald , Hite, 2023), and the emergence of the concept of career was influenced
after the industrial revolution when a free-thinking individual with little dependence on the
community emerged and was formed during the revolution and had to take care of himself
(Grazulis et al., 2015). According to Donald and Hite (2023), with the Industrial Revolution
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and the Reformation movement, work came to be seen as a means to grow and improve and to
change one's position in society or one's social class. According to the authors, this is how the
concept of career was born, which is described by the authors as personal involvement in the
world of work, which is characterized by the exercise of will and determination of personal
suitability, requiring preparation and specialization for continuous improvement throughout life
(McDonald, Hite, 2023).

Greenhaus, Callanan and Godshalk (2019) present two dominant approaches to careers,
where, according to proponents of one approach, a career is considered a structural part of a
profession or organization, so that a career in a chosen field can be considered as a sequence of
positions occupied by a typical or "ideal™ representative of certain profession. The authors also
provide a description of another basic approach to career, when career is viewed as a personal
property, rather than a component of a certain profession or organization. According to this
point of view, the authors assume that each person actually pursues a unique career, since during
their lifetimes people accumulate a unique experience of jobs, responsibilities and experiences,
which is considered to be their career (Greenhaus, Callanan, Godshalk, 2019). Other authors
propose to examine the concept of career based on two aspects: individual - when talking about
personal/individual career and specialty or organization, when talking about specialized or
both an individual and an organizational career, when an individual career includes not only a
professional career, but also other types of careers that are related to other human activities,
while an organizational career includes a professional career developed in an organization
(Petkeviciate, 2013). When examining career development in a person's life Bal¢itnaitieng,
Barvydiené and Petkeviciaté (2013) distinguished four main aspects of the career concept,
when in one case the career is perceived as mainly a professional achievement, and in the other
- a position a in the organization. Career, according to the authors, can also be perceived as the
result of different duties and experiences in various fields and organizations, or as a lifetime
accumulated experience with all the roles of an individual in his life, including such roles as
family, social activities, lifestyle, etc.

Some authors tend to claim that career is everywhere around us and it is impossible to
escape from it, as it can be considered as a fusion of individuals' life, learning and work
activities (Robertson, Hooley, McCach, 2021).

In the literary sources published at the beginning of the 21st century, a change in the
attitude towards career can be observed, when, according to the authors, it is more and more
common to talk about a personal career managed by the individual himself, while in previous
Traditional definitions of career were focused only on professional activity and the promotion
that comes with successful professional activity, but now the concept of career is expanded to
include aspects related to time and personal life (Korsakiené, Smaliukien¢, 2013). In the
literature that examines the concept of career in today's context, career is not limited to
promotion, but also includes human development and learning as important components of a
career.

The concept of career in literary sources is inseparable from career development analysis.
Career development is a topic that spans many disciplines, including psychology, business,
education, and human resources. The changing concept of career development in a challenging
environment shows that individuals are increasingly expected to proactively manage and
develop their careers, seeking opportunities to move seamlessly between different workplaces,
take greater personal responsibility for their career development and take proactive actions that
could help develop their career (Jian, Wang, Li, Peng, Wu, 2022). Contemporary literature
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emphasizes the dynamism of careers due to people's changing skills, circumstances, and
motivation, as these factors influence what people want from their professional lives (Coursera,
n.d.). In contemporary literature, career development is often associated with the metaphor of
a journey where an individual travels through education, work and other aspects of life while
developing their career. Epstein (2019) defines career and career development as a personal
journey in which one of the most important aspects is self-discovery, analysis of one's skills
and career compatibility with personal values and interests. The author tends to argue that career
development is not a linear process, giving career development the definition of an "exploratory
process”. When talking about personal career development in literary sources, the authors tend
to state that, in principle, each individual is responsible for creating his own career, since his
individual choices, actions and expectations shape the individual's career development path and
how he seeks personal career development, and what he gets out of it. expectations are formed
by an individual's subjective opinion about what constitutes a successful career (Ekine-
Ogunlan, 2021).

McDonald and Hite (2023) state that career development can be considered a process of
acquiring and experiencing planned and unplanned activities that help achieve life and work
goals. According to the authors, the differences in the definition of career development
highlight one of the interesting aspects of the field of career development, where in one case
career development is evaluated based on an individual perspective, focusing on the individual's
personal interests, abilities and goals, and in the other case, career development is evaluated
through the perspective of organizational productivity, focusing attention to how employees
can better meet the expectations of the organization and contribute to the achievement of the
organization's goals (McDonald, Hite, 2023).

The concept of career defines that every person has only one career, that is , despite the
fact that a person may change jobs or move to different industries during his life, all his
accumulated experience contributes to the development of the same career, and the individual's
career path develops in steps over time, which do not necessarily have to be linear and can
include several professional areas and different organizations (McDonald, Hite, 2023). This
concept of career development is supported by other authors who study career development in
modern society, who state that career development is a dynamic and constantly changing and
lifelong process that begins in childhood and includes formal and informal experiences during
which skills are developed, talents are acquired and the values on which a person is based are
formed. Career development, according to the authors, is further seen in the progression of a
person's life when he begins to participate in work activities, progresses through the career
ladder and ends when a person retires (Brown, Lent, 2020).

In the majority of literary sources published in recent decades, two main perspectives of
modern career development are distinguished: Protean career and Boundaryless career. The
definition of Protean career emphasizes the individuality of this career perspective, because
according to this definition of the career perspective it is controlled and directed by the
individual himself when individual makes decisions based on his inner values. A Protean career
takes its name from the Greek sea god Proteus, who could change his form, and from a career
perspective, it indicates a person who can adapt to a turbulent and ever-changing career
environment and remain flexible (McDonald, Hite, 2023). Literary sources provide insights
indicating that the individual and his inner values are at the center of this career perspective, so
the authors examining this career perspective claim that the individual's role and initiative in
making decisions related to career development are extremely significant, since the Protean
career perspective emphasizes the active role of employees defining what is personally
meaningful to them in their career and life (Greenhaus, Callanan, Godshalk, 2019)
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Regarding Boundaryless careers and based on the information provided in the literature,
it can be assumed that the concept of borderless careers has emerged as a result of changes in
the workforce and organizations that have taken place over the past few decades, such as the
aforementioned rapid technological advances, increasing globalization and changing economic
conditions, which have led to career development paths have become more dynamic and less
predictable. According to the authors examining the development of the perspective of
Boundaryless career development, the concept of Boundaryless career was presented as an
alternative to a career in an organization, that is, a career that is formed and developed in exactly
one company (Korsakiené, Smaliukiené, 2013). McDonald and Hite (2023), while presenting
the perspective of a Boundaryless career and analyzing the definition of a borderless career by
other authors, emphasize the independence of this perspective from possible constraints of
organizational structures and mobility, which can manifest itself in various forms, for example,
easily moving from one organization to another or organizing one's work in such a way that it
would better suit individual life needs and interests. (McDonald, Hite, 2023). Greenhaus,
Callanan, and Godshalk (2019) also support this definition of a Boundaryless career when they
define employees who pursue a boundaryless career as going beyond the boundaries of their
current organization in pursuit of employment opportunities. According to the authors,
employees seeking to develop a borderless career place a lot of emphasis on social contacts and
the search for their identity, and move from traditional, linear career paths within one
organization to more fluid and dynamic career movements outside the organization.
(Greenhaus, Callanan, Godshalk, 2019).

The analysis of scientific sources enables us to assume that Protean and Boundaryless
career approaches to career development emphasize the need for the workforce to be flexible,
mobile and proactive in order to achieve good results in the modern career development
environment, since in the modern labor market loyalty to one organization is no longer the only
way of career development and being proactive and managing your career development based
on your personal values is extremely relevant in today's society. Examining the topics of career,
organizational culture and employee commitment, the authors summarize the insights made by
career researchers in recent decades, according to which it is noticeable that careers in several
organizations are becoming more common than careers in one company, and that employees of
the organization are more likely to pursue careers outside the organization, but occupying more
positions in order to develop skills that would help them become more attractive in the labor
market, thus improving their employment opportunities (Surplyte, 2020). The concepts of
Protean and Boundaryless career have a lot of similarities, but the authors examining these
concepts note that the concept of Protean career is associated with psychological orientation,
which indirectly determines a certain individual's behavior in the career, since the ability to
adapt can be attributed to the individual's personal characteristics (Korsakiené, Smaliukieng,
2013).

When examining the concept of career development, in literary sources we can meet the
division of the career development process into four main stages, which are based on the age
of a person and the career tasks specific to the stage as he moves from one stage to the next.
Each of these stages has its own characteristics, which are presented in Table 1, compiled
according to the description of Greenhaus, Callanan and Godshalk (2019).

In the 21st century, a new approach began to take shape, which states that career stages,
unlike their definitions established in the scientific literature, not only differ in duration, but
also tend to repeat themselves at various moments of personal career development.
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Table 1. Stages of career development
Career development stage The stage is | The main tasks of the stage
characterized by an age
range

Occupational and | Initially 18-30 years, then | Create a professional self-image, evaluate

organizational choice it can change alternative professions, develop an initial choice
of profession, pursue the necessary education,
receive job offer(s ) from desired organizations.

Early career 25-45 Learn the job, learn the organization's rules and
norms, adapt to the chosen profession and
organization, increase competence, achieve
career goals.

Mid-career 40-60 Assess early career and youth, confirm or change
career goals, make decisions appropriate for
middle of life, remain productive at work.

Late career 55 - retirement Remain productive at work, maintain self-
esteem, prepare for an effective retirement, both
financially and psychologically.

Source: according: Greenhaus, Callanan , Godshalk , 2019

In the literature, the idea of career development as a cyclical process is raised, based on
which the authors claim that the career development process is a series of stages during which
the individual determines, chooses, prepares and finally enters a profession or career and makes
progress in it (Burtnett, 2019). According to literally sources career development can be seen
as a not linear process, because of that, in the course of their career development, people can
return to the previous stage and repeat it, changing their access to this stage, thus influencing

the results obtained.
? Tyringjimas ﬁ

Saves suvokimas Tiksly nustatymas
Nurimimas,
prisitaikymas ir i§¢jimas Sprendimy priémimas

Augimas, mobilumas it Zini/igidziy jgijimas ir
palaikymas kompetencijy pasiekimas

Orientacija, jéjimas ir
prisitaikymas

Figure 1. Career development cyclical process
Source: according to: Burtnett, 2019.

These stages and their cyclical movement are depicted in Figure 1, based on Burnett's
(2019) cyclical career development process. As shown in Figure 1, eight different stages of
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career development are distinguished, in which a person can enter, leave and return to them
many times during his career development, constantly moving in a cyclical circle. The
following stages of the career development process are distinguished in the literature: Self-
awareness, exploration, goal setting, decision making, knowledge/skill acquisition and
competence acquisition, orientation, entry and adaptation, growth, mobility and maintenance,
termination, adaptation and exit.

Personal career development: A cross-cultural perspective

When examining the concepts of career and career development, it is important to assess
the prevailing cultural differences in different regions, which, despite the strong development
of globalization in recent decades and the ever-increasing availability of information, still have
a significant impact on people's wishes and aspirations and their perception of a “successful
career", because according to literary sources, the way an individual engages in a career can
vary depending on the context (Arulmani, Bakshi, Leong, Watts, 2014). When considering
career development in a cross-cultural context, it is first and foremost important to define what
culture is. In literary sources, we can find many different definitions of the concept of culture.
Usually culture is described as the attitudes, behavior, opinions and other features of a certain
group of people in society (Cambridge Dictionary, n.d. ) however, there is also a definition of
culture as programming of the collective mind that distinguishes members of one group or
category of people from another, when, according to the authors, culture determines the
uniqueness of a group of people in the same way that personality determines the uniqueness of
an individual (Hofstede, 2001; Dickman, Briscoe, Khapova, 2012)

In the modern world, the examination of career development in a cross-cultural context
is becoming an increasingly relevant topic, due to the already mentioned factor of globalization,
but the literature also distinguishes such factors as the rapid internationalization of companies,
the increasing impact of the media on people's understanding of other cultures, opportunities
for living abroad and international travel and tourism, when as a result, according to the authors,
careers become geographically mobile (Petkeviciaté, 2017). According to authors studying
modern career development, changing demographics and global labor availability have created
a highly diverse workforce with different career goals and interests. These changes have
influenced the development or decline of some career fields due to changing needs, the growth
of remote work and other aspects related to career development (Mc Donald, Hite, 2023).

When considering career development in an intercultural context, it is also important to
take into account the fact that individuals from different cultural backgrounds can support the
same values, but associate them with different expressions of behavior, so when developing a
career in an intercultural context, it is important to take into account the expressions of behavior
characteristics of another country, understand and accept them in order to function successfully
in society (Hanel et al., 2018, Garbin, 2021). As already mentioned, despite the fact that cultures
differ in regions, there is a noticeable trend of globalization affecting people's career choices
and understanding of cultural values and behavior (Altan, 2021), so in order to successfully
develop a career in a cross-cultural context, it is important to consider how best to adapt in the
cultural context in which the career is developed and take into account the influence of the
cultural environment on the personal career development of individuals. Literary sources claim
that culture is an important factor in determining individual career goals and decisions as it
influences people's values, attitudes and perceptions about work, success and what is considered
a 'good’ or 'desirable’ career (Tutorchase, 2024). According to the information provided in
literary sources, studies examining the influence of culture on career development show that
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people's decisions are greatly influenced by their cultural values and emotions, and the behavior
patterns that are very important in decision-making are shaped by the cultural environment.
(Altan, 2021). The literature provides examples of the influence of culture on career
development, where people in cultures that value the pursuit of achievement tend to pursue
high-status and high-paying jobs, while in cultures that emphasize work-life balance and
personal satisfaction, people tend to choosing more flexible careers that provide personal
satisfaction and financial reward is not the most important aspect of career choice (Tutorchase,
2024).

In literature sources that examine career development in a cross-cultural context, career
development is often examined based on the cultural dimensions identified in Hofstede's six
cultural dimensions system. According to literary sources, this system is one of the most used
models to understand the cultural and social attitudes that separate countries and with its help
it can be revealed how cultural differences affect various aspects of life, including career
management (Garbin, 2021). This framework includes such cultural dimensions as:

Power distance, which, according to the authors, reflects how members of society accept
the distribution of power, when cultures with low power distance tend to believe that sometimes
inequality is necessary, but their goal is to make relations as equal as possible, but then in high
power distance cultures, inequality is the basis of society and is seen as a normal and natural
phenomenon (Vinney, 2024). According to the authors, proactive management of career
development is less common in high power distance cultures and employees often expect
guidance from managers on what career development steps to take, as it is assumed that they
know better what is best for the employee's career development (Kats , Emmerik, Blenkinsopp,
Khapova, 2010);

Individualism / collectivism, which indicates whether individuals in the cultures in
question prefer independence or group integration. According to some authors, an examination
of individualistic and collectivistic societies' approaches to career development shows that
highly motivated individuals in individualistic cultures may be frustrated by slow career
advancement, while people in collectivistic cultures may be more accepting of promotions
based on factors such as seniority rather than personal achievements (Khapova, Briscoe,
Dickman, 2012). According to the results of research presented in the literature, examining
career development in different cultural contexts, the main difference between employees
working in collectivistic and individualistic environments is how they perceive career
satisfaction, while people in individualistic cultures often focus more on personal development
and tend to thrive in competitive environments, employees from collectivistic cultures usually
draw inspiration from the achievements of the group of people around them (Kats, Emmerik,
Blenkinsopp, Khapova, 2010). Some authors, based on Hofstede's system of six cultural
dimensions, single out the Individualism/collectivism dimension, focused on individualistic
values, as dominant among young people, which is closely related to the dominant tendencies
of Boundaryless and Protean careers. Nevertheless, according to the authors, challenges related
to modern career development paths affect individuals in all cultures, both those that prioritize
community and those that emphasize individual achievement (Khapova, Briscoe, Dickman,
2012);

Masculinity/Femininity, when it is assessed whether society values perseverance and
monetary success more than the quality of life, since in Hofstede's theory, self-confidence,
competitiveness, power and monetary success are distinguished as masculine traits, and
whereas such traits as fostering relationships, ensuring a good quality of life and caring for
others are attributed to the female gender (Vinney, 2024);
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Uncertainty acceptance/avoidance, which shows how individuals cope with the
uncertainty of the future, while in cultures where uncertainty avoidance is valued, people try to
make life as predictable and controllable as possible (Mindtools, 2024). Employees from
cultures that avoid uncertainty, according to literary sources, are motivated by certainty and
security, while people from cultures that tend not to avoid uncertainty tend to adapt more to
unstructured situations and be more tolerant of different opinions (Kats, Emmerik,
Blenkinsopp, Khapova, 2010). Long - term / Short-term orientation which determines whether
society values traditional norms or promotes modern education adapted to prepare for the
future. According to literature sources, this dimension considers the extent to which people are
willing to give up short-term benefits in order to receive potentially greater rewards in the long-
term (Vinney, 2024). According to the insights provided in literary sources, countries with a
long-term orientation are usually pragmatic, modest and frugal (Mindtools, 2024), so these
features can be reflected in the career development trajectories of the residents of these
countries, which are not characterized by sudden jumps and changes;

Indulgence /Restraint, which indicates whether society allows its members to freely enjoy
the pleasures of life, or restricts them with strict norms.

Some authors tend to claim that cultural factors influencing career development can be
divided into two main types of influence: macro and micro level influence. Based on the insights
presented by the authors, when examining cultural factors at the macro level, one looks at the
influence of social and economic factors on the broader cultural environment of the country. At
the micro level, it examines how the cultural context influences the careers of individual
employees through their daily activities at work. According to the authors, when working on
collaborative projects in a cross-cultural team, it is likely that some team members may not be
promoted due to the use of a communication style specific to their culture, which may be
unusual for representatives of other cultures (Khapova, Briscoe, Dickman, 2012).

According to the results of the survey, which aimed to define the prerequisites for career
development in an intercultural environment, asking respondents to single out the most
important factors for career development in a cross-cultural environment, the most important
aspects in developing a career in a cross-cultural environment are intercultural awareness,
solving complex problems and creativity. In the study, cross-cultural communication
competence is singled out as the main component of international career development, the main
development factors of which, according to the authors, are social skills, the ability to adapt to
the environment, tolerance, cultural sensitivity, the desire to learn and grow, and a good
command of foreign languages (Bal¢itnaitiené, Barvydiené, Petkevicitté, 2013). When
examining career development in relation to the cultural aspect, the authors also state: "In
cultural situations, career development must be combined with understanding the impact of
culture and the ability to communicate with people from other cultures. Various personal career
development goals and intercultural communication competence must be interconnected and
go hand in hand" (Petkevidiiite, 2017)

Methodology of investigation

In the scientific literature analyzing career development in an intercultural context, it is
stated that culture is an important factor determining individual career goals and decisions, so
according to the authors, in cultural situations, personal career development must be combined
with intercultural communication skills. According to the information provided in literary
sources, studies examining the influence of culture on career development show that people's
decisions are greatly influenced by their cultural values and emotions, and the behavioral
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patterns that are very important in decision-making are shaped by the cultural environment. The
purpose of this study was to determine the influence of the performance of organizational
functions in a cross-cultural environment on organizational employees by examining such
aspects as employee satisfaction with their personal career development, participation in career
development programs, naming career development goals and defining a successful career,
support received from employers, the influence of the cultural environment on their career
development and barriers to career development in a cross-cultural context.

The object of the quantitative and qualitative research is the analysis of the personal
career development of the employees working in a service-providing organization in a cross-
cultural context.

The aim of the quantitative and qualitative research was to determine the challenges faced
by employees belonging to different cultures while conducting cross-cultural research in an
organization.

The tasks of the quantitative and qualitative research: to conduct a quantitative research
on the career development of employees in a service-providing organization in a cross-cultural
context and a qualitative interview with the head of the department of the service-providing
organization; compare the results obtained during the questionnaire survey of employees with
the information collected during the interview with the head of the department; present an
analysis of the results of the research and identify problem areas; present the conclusions of the
information collected during the analysis and form recommendations

During the data research, two tools were chosen for collection: Questionnaire survey -
quantitative research. Qualitative (interview) research.

The survey was conducted electronically; the research results were processed using the
Excell program.

Quantitative research. The survey was conducted according to a questionnaire prepared
by the author, consisting of 25 closed questions. The questionnaire survey was intended only
for employees of the aforementioned department working in Lithuania and Sweden. The
questionnaire for filling was prepared on the Google Forms website and was presented to the
employees using the internal communication channels of the organization. Respondents were
asked to answer the specified questions depending on the way the question was presented, for
example: choosing whether they agree with the specified statements, choosing all the statements
that are acceptable to them from the presented options, evaluating how much they agree with
the presented statements, indicating how they assess their attitude to certain aspects of the career
development opportunities provided by the organization , evaluating the level of agreement
with the statement from the lowest to the highest on a Likert scale. The purpose of the
questionnaire was to determine employees' attitudes towards different aspects of career
development in a cross-cultural context. Before participating in the study, the respondents of
the questionnaire were informed about the course and objectives of the study.

Qualitative research - interview structure. Qualitative research was conducted using the
semi-structured interview method. 10 questions were given to the head of the department of a
service providing organization operating in a cross-cultural environment, who participated in
the interview, based on the pre-arranged interview plan and the planned sequence of questions.
The interviewer reserved the right to change the wording and order of presentation of the
questions during the interview, in order to adapt to the situation, and to ask additional clarifying
questions when necessary.

Questionnaire distribution procedure. The questionnaire was distributed from
04/01/2024 to 04/14/2024 and was sent to 46 employees of the organization's Insurance
Operations Department. A total of 34 respondents filled out the survey, so based on statistical
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calculations, a total of 73.91% of the population answered the survey. Based on the calculations,
when the research population consisted of 46 people, the confidence level of the demand, in
order to determine whether the research sample adequately reflects the opinion of the
population, was set at the level of 95%, and the research sample based on the number of
respondents who submitted answers to the survey was 34 respondents, the error in the statistical
analysis was +£9%. Based on the Pareto principle, when it is assumed that approximately 80%
of the consequences are caused by 20% of the causes, and when applying this principle to the
analysis of survey statistical data, the minimum number of responses that would allow us to
obtain a representative image of the population's opinion was 10, so this criterion for statistical
analysis was achieved.

Analysis of research results

According to the data collected during the survey, out of the 34 respondents who
participated in the study, women were the most active in the study, whose answers made up
76.47% of all answers, while men's answers made up 23.53% of all answers. This distribution
of sample responses is representative of the research population, since out of 46 employees
working in the department, 33 are female and 13 are male, so women make up 71.74% of all
employees working in the department.

The distribution of respondents by age shows a concentration in the "26-35" age group,
which accounts for about 30.30%, the "18-25" and "46-55" age groups respectively account for
24.24% of the sample, 12.1% of the respondents belong to in the "55 and over" age group and
only 9.1% of the respondents indicated that they belong to the "36-45" age group. When asked
to indicate the country of residence, 55.9% of the respondents indicated that they were from
Lithuania, 44.12% of the respondents indicated that they were from Sweden, so the survey
successfully collected insights from representatives of both countries, but the Swedes were
more active, because considering the distribution of employees across the department.

After carrying out the method of statistical data analysis of cross-tabulation, it was found
that the majority of younger respondents are based in Lithuania, while the employees of the
organization in Sweden are older. In Lithuania, the majority of respondents belonged to the 18-
25 and 26-35 age groups, respectively 44.44% and 55.56% of the respondents, while there were
no respondents from the 36-45, 46-55 or 55 and older age groups in Lithuania. When examining
the information provided by Swedish respondents, most respondents claimed to belong to older
age groups: 20% of respondents from the 36-45 age group, 53.33% from the 46-55 age group
and 26.67% from the 55 and older age group took part in the survey. There were no Swedish
respondents in the 18-25 and 26-35 age groups. Considering the distribution of the department's
demographic indicators, the majority of persons under the age of 35 work in Lithuania, while
the majority of persons over the age of 35 work in Sweden, so it can be said that the survey
indicators representatively reflect the distribution of respondents by age, when a similar number
of respondents from Lithuania and Sweden filled out the survey.

The study showed that employees with more work experience work in Sweden: those
working for more than 15 years (93.33% of respondents). Only one Swedish respondent, 6.67%
of all Swedish respondents, said they had less than 15 years of total work experience. It can be
assumed that this is due to the age difference of employees working in Sweden, thanks to which
they are at a later career stage than employees in Lithuania. It can be assumed that in Sweden
team leaders choose older employees and employees in the organization usually work longer,
while in Lithuania there is a more dynamic labor market with a large concentration of entry-
level or mid-level specialists who have just started their careers.
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Overall, respondents’ answers about satisfaction with their current career are dominated
by a positive attitude towards their career. After cross-analysis of the collected data, it was
determined how the answers about satisfaction with the current career were distributed among
Swedish and Lithuanian respondents. The summarized information of the analysis allows us to
state that the respondents from Sweden are more satisfied with their career, this was indicated
by 73.33% of the respondents. Only 13.33% of the respondents stated that they were neither
satisfied nor satisfied and 13.33% of the respondents stated that they were very satisfied with
their current career. Not a single respondent from Sweden chose the "Unsatisfied" and "Very
dissatisfied" answer options. Lithuanian respondents' answers were more divided, as all answer
options, including "Not satisfied" and "Very dissatisfied", were selected at least once, but the
majority of answers were either neutral, neither satisfied nor unsatisfied being selected by
36.84% of respondents, while the same amount, 36.84%, of Lithuanian respondents also
indicated that they were satisfied with their current career and 15.80% of respondents stated
that they are very satisfied with their current career. In both countries, the majority of
respondents are satisfied or very satisfied with their current career, despite the fact that in
Lithuania the share of neutral answers is higher, in general, the department has a positive
assessment of the current career among the respondents.

A similar distribution of results was obtained when respondents were asked whether they
are satisfied with the career opportunities provided by the organization in which they work and
after conducting a cross-analysis of the answers provided by Lithuania and Sweden, during
which the data obtained is presented in Table 2.

Table 2 Distribution of satisfaction with career opportunities in the organization among Lithuanian and
Swedish respondents

Lithuania 0% 15.79% 21.05% 47.37% 15.79%

Sweden 0% 0% 20% 53% 27%

According to the data presented in Table 2, it can be seen that in this case both Lithuanian
and Swedish respondents tend to positively assess satisfaction with career opportunities in the
organization where they work. Unlike in Sweden, a small number of respondents in Lithuania,
15.97%, evaluate career development opportunities in the organization negatively and are
dissatisfied with them, while not a single Swedish respondent claimed to be dissatisfied with
career opportunities in the organization. In both countries, there were respondents who
indicated that they were neither satisfied nor dissatisfied with the organization's career
development opportunities, 21.05% in Lithuania and 20% in Sweden, so it can be assumed that
part of the workforce does not have a strong opinion on career development in the organization.
Approximately the same number of respondents in both countries stated that they were very
satisfied with their career opportunities, in Lithuania this number of respondents was 15.79%,
while in Sweden it was 27%. Summarizing the obtained results, it can be assumed that the
indicators of satisfaction with career development opportunities in the organization are high in
the department where the study was conducted.
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During the research, respondents were asked to name the direction in which their career
has mainly developed up to now: horizontal or vertical. Survey respondents were given
definitions of these concepts, so taking them into account, 41% of all survey respondents said
that their careers mainly developed in a horizontal direction, and 52.9% of respondents
indicated that their careers mainly developed in a vertical direction. Comparing these results
with regard to the geographical location variable, the distribution of respondents' responses is
presented in Table 3.

Table 3. Distribution of the direction of career development indicated by the respondents among
Lithuanian and Swedish respondents

Lithuania 78.95% 21.05%

Sweden 20% 80%

The majority of Lithuanian respondents, 78.95%, said that their careers have mainly
developed in a vertical direction so far, and only 21.05% of respondents from Lithuania
indicated that their careers have mainly developed in a horizontal direction so far. Meanwhile,
in Sweden, trends in the direction of career development differ significantly, as the vast majority
of respondents in Sweden, 80%, indicated that their career development was horizontal, and
only 20% of respondents indicated that their career development trajectory was mainly vertical
so far (Table 3). This contrast may reflect many different factors influencing career
development in these countries, such as the cultural environment, the demographics of the
respondents, and the economic situation of the countries.
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H Lietuva ® Svedija

Figure 2. Lithuanian and Swedish respondents selected priority career development opportunities in the
organization
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In order to determine which career development opportunities in the organization are
most valued by Lithuanian and Swedish respondents, survey respondents were asked to select
all career development opportunities most relevant to them from the list provided. The
following career development opportunities were listed: Investments in your education,
leadership development, mentoring programs, on-the-job training, professional certification,
work shadowing opportunities (Figure 2).

As can be seen from the data in Figure 2, respondents in both Sweden and Lithuania value
workplace training the most. Lithuanians value this career development opportunity the most
and it was chosen 14 times among Lithuanians. It is the most popular career development
opportunity among Swedes as well, chosen by 11 respondents. Investing in education was
chosen by 7 and 6 respondents from Lithuania and Sweden, respectively, so this career
development initiative among the employees of the department is also evaluated positively in
both countries. Leadership development and work shadowing opportunities are also favored in
both countries, but slightly less popular are career development opportunities, while mentoring
programs and professional certification are less valued compared to other opportunities, as both
were chosen less than 5 times in different countries. Summarizing the data obtained during the
survey, it can be assumed that both Swedish and Lithuanian respondents prioritize learning at
the workplace and see the positive influence of practical experience and continuous learning on
their personal career development.

In order to determine how the respondents themselves assess the influence of the cross-
cultural context on their career development, the respondents were asked to indicate whether
they encountered obstacles in pursuing educational or career opportunities in the cross-cultural
context. Based on the results obtained during the survey, which are presented in Figure 3, we
can see that 80% of the respondents who said that they encountered obstacles in their personal
career development were from Lithuania, and 20% of the respondents who said the same were
from Sweden. However, at the same time, the majority of respondents who said that they did
not encounter obstacles were from Lithuania - 56%, while Swedes made up 44% of the
respondents who chose this answer option. Examining the results obtained during the survey,
presented in Figure 3, it can be seen that the answers of Lithuanian respondents are distributed.
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Figure 3. Assessing the influence of respondents’ intercultural context on their career development
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The majority of respondents from Sweden, 66.67%, were not sure whether they faced
obstacles in pursuing education or career opportunities and chose the "I'm not sure™ answer
option, Lithuanian respondents made up 33.33% of the respondents who chose this answer
option. Evaluating the overall results, the majority of respondents from Lithuania said that they
encountered obstacles in developing their career in an intercultural environment, so it can be
assumed that this is influenced by the fact that Lithuania is not the main country where the
organization operates, as is the case with Sweden (Figure 3).

During the survey, the respondents were also asked to choose which of the statements
best reflects their attitude towards career development. The study showed that more than 60%
of respondents from Sweden tend to consider the interests of their family and community when
planning their career development, giving priority to the statement "I balance personal interests
with what is best for my family/community”, while in Lithuania this statement was chosen by
33 ,33% of respondents. Meanwhile, Lithuanian respondents tended to give priority to the
statement "I strive for high personal satisfaction in activities", which was chosen by 33.33% of
respondents, while in Sweden only 6.67% of respondents supported this statement. Taking into
account the results of this question, we can assume that in Sweden there are more manifestations
of the culture of collectivist society, when people tend to give priority to the balance of career
and family and community, and the attitude expressed by Lithuanian respondents indicates that
manifestations of individualistic culture prevail in Lithuanian culture, since a larger part
Lithuanians, compared to Swedes, said that the most important thing for them is high personal
satisfaction instead of their individual well-being.

Next, during the survey, respondents were asked to rate how important career
development opportunities are to them when looking for a job. Analyzing the answers of the
respondents, there are also clear differences between Lithuania and Sweden, when career
development opportunities in Lithuania are mostly assessed as "Very important” and
"Important”, both of these answers were chosen by 42.22% of the respondents. Meanwhile, in
Sweden, career development opportunities are considered very important by a smaller
percentage of respondents than in Lithuania, but 60% of respondents chose that career
development opportunities are "Important”, and 6.67% of Swedish respondents said that career
development opportunities are "Completely unimportant” to them, while there were no
respondents among Lithuanians who said so. Based on these results, it can be assumed that
Lithuanian respondents, when looking for a job, tend to prioritize the availability of career
development opportunities, which may indicate that professional growth is valued in Lithuanian
culture and that could be influenced by the Lithuanian macro-economic context. Then, in
Sweden, career development opportunities in the organization are not considered a very
important factor, which we can see from the answers given by other Swedish respondents,
which may indicate a different prevailing cultural attitude towards the need for active
continuous personal career development.

In order to determine which support measures to help deal with cultural challenges would
be most valued by survey respondents, the survey asked them to select all the support measures
and resources that they found most useful in the cross-cultural context of the organization. The
distribution of the respondents' answers after cross-analysis of the given answers with the
indicated country of residence is presented in Figure 4 . In both Lithuania and Sweden,
respondents named networking opportunities as a very important resource for successfully
developing a career in an intercultural context, since in Lithuania this resource was named by
23.73% of respondents, and in Sweden by 22.22%, so creating professional connections is
important for respondents from both countries.
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Figure 4. Intercultural resources and support hamed by Lithuanian and Swedish respondents

The opportunity to participate in international projects took the second place in both
countries, so it can be assumed that direct integration into the cultural context of another country
is seen as a useful resource both in Lithuania, where it was chosen by 20.34% of respondents,
and in Sweden, where it was chosen by 20% of respondents. According to the information
presented in Figure 4, we can see that help in learning the language was slightly more important
in Sweden (17.78%) than in Lithuania (11.86%). 10.17% of respondents in Lithuania and
11.11% of respondents in Sweden named Help learning about local cultural customs and
Diversity and Inclusion initiatives in organizations as important resources. In both countries,
the fewest respondents said that they believe that the Communication on Cultural Differences
is necessary as a support for career development in an international context, where it was chosen
by approximately 7% (Lithuania — 4, Sweden — 3) of respondents in each country. In Lithuania,
10.17% (6) of respondents also named Cultural Exchange Programs as a possible useful
resource, while in Sweden this resource was unpopular and was chosen by 2.22% of
respondents (Figure 4). Taking into account the obtained results, it can be assumed that
employees in both countries most value networking opportunities and the opportunity to
participate in international projects, which may indicate the desire of employees to cooperate
with each other in an intercultural context. Respondents from both countries also indicate that
overcoming the language barrier and understanding local cultural norms is extremely important
for career development in an intercultural context, but these aspects are somewhat more
important for Swedish respondents.

After analyzing the data collected during the research, certain trends in the distribution of
answers were discovered, indicating which intercultural challenges are the most relevant in the
context of this organization among Lithuanian and Swedish employees. Respondents from both
countries actively participated in the survey, so it can be said that the results of the conducted
research are representative of the opinions of respondents from both countries. It can be
assumed that, in principle, the employees of the organization where the research was conducted,
both in Lithuania and in Sweden, are well adapted to the intercultural context in which they
work, since the respondents' opinions differed significantly only in the case of a few questions.
A slightly higher percentage of respondents from Lithuania stated that during their career
development they encountered difficulties in adapting to cultural differences in Sweden, but
this distribution of respondents’ answers can be explained by the fact that the organization's

-
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main country of operation is Sweden, which affects the adaptation of Swedish respondents to
the characteristics of the organization's activities and requirements, and easier communication
among Swedish respondents, since they are not affected by the language barrier.

One of the essential differences that was observed after analyzing the data was the
different trajectory of career development in Lithuania and Sweden, when in Lithuania the
majority of respondents said that until now their career developed in a vertical direction, while
in Sweden, the majority of respondents said that their career basically developed in a horizontal
direction. Evaluating the overall results, a slightly larger number of respondents from Lithuania
said they faced obstacles in developing their career in an intercultural environment, so it can be
assumed that this is influenced by the fact that Lithuania is not the main country where the
organization operates, as is the case in Sweden. Also, from the answers collected during the
research, it can be seen that there are significant differences between Lithuanian and Swedish
respondents in their personal career development goals, when respondents from Lithuania tend
to value financial results, and Swedish respondents - personal success and happiness, and
satisfaction with the work performed In Sweden, it is seen as a more important goal than
improved financial indicators, unlike in the case of Lithuania, where an individualistic approach
to career development prevails in Lithuania and a higher individual well-being is sought.

Results of a qualitative study. As part of the qualitative research, a semi-structured
qualitative interview was conducted with the head of a department of a service providing
organization operating in a cross-cultural context, where the quantitative survey was conducted.
During the interview, the manager answered questions about his approach to the important
differences in career development between Lithuania and Sweden in an intercultural
environment, about the career development programs implemented in the organization, the
career development of employees in a cross-cultural context, as well as about the intercultural
career development challenges identified by employees in the organization that he had
encountered.

One of the main cultural differences identified by the interviewee during the interview is
the demographic differences between the organization's employees in Lithuania and Sweden.
According to the interviewee, in Sweden there are more older, experienced employees who
work for a long time in the same position, while in Lithuania younger people are employed,
usually also with higher education (,,<...> Lithuania has a bigger pool of talents, of younger
people, I would say, even sometimes with a higher degree of education <...>"). According to
the interviewee, it can be assumed that the lower level of education among Swedish respondents
can influence their career development ambitions, when in Sweden it is not such a common
practice to change the organization in order to develop one's personal career faster, and
Lithuanian employees have the usual drive and energy and desire to achieve more (<...> But [
would say that in Lithuania, since in my opinion, since we have a larger, let's say, number of
people who have a higher university education or higher education, then I would say that their
ambitions are also at a higher level”). According to the interviewee, it does influence turnover
of employees in the organization, when in Sweden the employees of the organization tend to
stay longer in the same workplace, and employees in Lithuania are more inclined to look for
new opportunities and compete with each other due to a higher level of education and younger
age. These demographic differences and their impact on career development are also confirmed
by the results obtained during the quantitative study, which reflect the concentration of younger
workers in Lithuania and the number of Lithuanian respondents who claim that their careers
basically developed in a vertical direction. Also, the interviewee stated that the part of the
organization operating in Lithuania offers more entry level positions, which can also influence
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the desire of employees working in Lithuania to climb the career ladder as quickly as possible
and develop their career in order to reach higher level positions.

According to the interviewee, despite demographic differences, Lithuanians and Swedes
face similar career challenges, but Swedes can be considered more conservative in their careers,
while Lithuanians are more flexible and tend to change jobs more often (<..> " These
challenges are such that perhaps Lithuanians tend to be more mobile, to, move more because
of their career, make changes"). The interviewee said that one of the reasons why Swedish
employees have less motivation to change their workplace is similar reward structures (in other
organizations). In this regard, Lithuanians tend to have higher ambitions and experience greater
challenges, since most employees in Lithuania, as already mentioned, have a higher education,
it is often expected to reach higher positions in the organization faster and, as a result, more
efforts are made. According to the interviewee, taking into account the macroeconomic
differences between Lithuania and Sweden, the different economic situation and economic
context of the countries also influences the fact that in Sweden employees tend to work longer
at one workplace, since a lower-level position in a good company can ensure a sufficient
standard of living for them, so there is no perceived need to constantly move up in career
development in order to secure a higher financial reward.

As one of the main intercultural challenges that can influence career development, the
head of the department named a different approach to publicizing their achievements and
sharing achievements between the organization's employees in Lithuania and Sweden, that is,
the desire of employees in Lithuania to emphasize their uniqueness ( <...> " I would say that
the biggest challenge , if, say, a Lithuanian would like to make a career in Sweden, the biggest
challenge is that we want to emphasize our uniqueness." ). According to the interviewee, it is
typical for employees in Lithuania to try to show the added value they create, while in Sweden,
drawing attention to their achievements can be viewed skeptically, and this can be interpreted
as excessive pride, which can be seen as a negative personality trait, as it is “immodest”
according to the Swedish culture.

During the interview interviewee stated that in Lithuania it is common to be focused on
the final result and to pay less attention to (employees’) emotional state and feelings, while in
Sweden employees are more focused on the work process and tend to "stop and think” more
often. In Lithuania, the goal is also for employees to have a balance between work and free
time, and environment that promotes improvement is facilitated, which allows them to make
mistakes and learn from their mistakes. Efforts are being made in both countries to ensure that
employees have equal opportunities for learning and development, regardless of their
geographical location.

According to the interviewee, the organization, based on the good Swedish example, aims
to provide employees with opportunities and the necessary tools to pro-actively develop their
personal careers, since the culture of the organization itself allows making mistakes, asking
questions and learning from mistakes through trials, and solving all emerging problems. The
head of the department tends to say that the most important aspect of career development is the
employee's personal expectations for his career, but the organization must also express its
expectations in order to meet halfway between the organization and the employee. Therefore,
it can be assumed that career development in the organization is defined as meeting the
expectations of the employee and the organization at a common point.
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Conclusions

During the quantitative research, the prevailing attitude towards career in Lithuania and
Sweden was determined, according to which, taking into account the career development
trajectories in the countries, it can be said that both Swedish and Lithuanian respondents
prioritize learning at the workplace and see the positive influence of practical experience and
continuous learning on their personal career development. Meanwhile, the data collected during
the qualitative research allows a better understanding of the influence of different demographic
indicators on career development expectations, such as the concentration of a younger and more
highly educated workforce in Lithuania and the concentration of a more experienced but less
formally educated workforce in Sweden.

The conducted quantitative and qualitative research revealed that Lithuanian respondents
are ambitious and tend to take more initiative during their career development, and seek rapid
progress, while respondents in Sweden prioritize stability and often work in one place for a
longer period of time. Taking into account the results obtained during the research, Lithuanians
tend to develop their careers vertically, while Swedes' careers develop more often in a
horizontal direction, so these different approaches to career development show that
representatives of different cultures face different challenges when developing their personal
careers in an intercultural environment, where they need to adapt to expectations of
representatives of another culture.

Since respondents in different countries value different aspects of career development in
the organization, it is important for the organization to find culturally universal solutions for
career development initiatives that encourage employees in each country to find the most
acceptable options for them. Based on the answers given by the Swedish respondents, it can be
assumed that in Sweden employees tend to value stability and loyalty to the organization and
their culture has a collectivist approach to career success, where the benefits of the community
and family are more important to employees than personal recognition and growing financial
indicators. Among Lithuanian respondents, we can see more individualistic thinking, as
respondents from Lithuania tended to indicate that the pursuit of personal goals and financial
indicators is important to them in career development. Taking into account the data collected
during research, it can be assumed that in Lithuania it is extremely important to nurture the
individuality of employees, while in Sweden aspects of personal life and work balance can often
be more important in order to develop a career.

In order to ensure that employees face fewer challenges in developing their careers in an
intercultural context, it is also important to ensure the availability of intercultural
communication training that could help employees understand and respect other cultures. It is
also important to organize language training programs in order to reduce the language barrier
currently experienced by some employees, providing opportunities to cultivate Swedish,
Lithuanian and English language skills, in order to achieve comfortable communication
between the members of the organization and better understanding of each other. Currently,
international exchange and secondment initiatives carried out in the organization are identified
in both quantitative and qualitative studies as a useful aspect of improving intercultural mutual
understanding, contributing to successful career development and necessary to strengthen
mutual cooperation between cultures. It would be beneficial for the organization to consider the
possibility of additional cross-cultural initiatives and the organization of international projects,
during which representatives of different cultures would get more opportunities to get to know
each other and contribute to the creation of personal networks, which also, according to the
survey respondents, positively affects career development. In order to successfully organize
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work in a service-providing organization operating in an intercultural context, it is important to
understand the importance of intercultural cooperation and to promote communication between
representatives of different cultures, but not to forget to respond to the needs of individual
employees working in different cultural environments, who are influenced by the culture in
which they live. and the accompanying challenges of intercultural cooperation.
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