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Abstract: The problem of companies with a lack of talent is currently undeniable.
Attracting well-qualified, motivated employees with the willingness to work and
develop has an increasing role in more and more corporate strategies.
Understanding and mapping the needs and expectations of a young generation
leaving universities might put employers in a competitive position and shorten the
lengthy process of recruitment. Existence of major financial incentives is an
advantage in terms of attracting workforce, but taking into account its retention-
related function, it is unlikely that it will have a long-term motivating effect on the
most talented employees. A deliberately elaborated career management system
begins with the selection process and flexibly changes until reaching the career
objective by taking into account the interests of both employee and employer. The
possibility of international assignments, coupled with a willingness to mobility, might
raise the interest of students entering the labour market. Meeting challenges, and
having international work experience makes employees competitive, and an
international career becomes achievable. Present study examines the opinion of
university graduates in relation with international assignments. It is based on the
graduates of the University of Debrecen, Faculty of Economics. They are right before
entering the labour market. The data collection was carried out by means of a paper-
based questionnaire in autumn 2018; it was completed by 294 people. The
questionnaire contains a word association test, multiple choice questions and blocks
to be assessed on the Likert scale. According to the findings, it can be stated that
the majority of the students of the sample would accept the opportunity of an
international assignment before entering the labour market. Correlation between
career-related ideas and work experience is indisputable. The willingness to accept
an assignment might provide significant information to potential companies, but if
expectations do not meet experiences, motivation and interest might show a
declining tendency.
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1. Difficulties of Assignments, Intercultural Competencies

When determining the value of an organization, human, tangible and organizational
capital appear. In the course of internationalization, management of human
resources in organizations has become a factor of critical importance (Podr et al.,
2018). To increase competitiveness, employees need to be regarded as a value that
requires continuous development and training. There are many factors to consider
when managing international assignments. Competencies applied in the intercultural
environment provide help to prepare the assigned students. If insufficient emphasis
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is put on the existence of these competencies in the course of the process, the period
spent in a foreign culture may become difficult, ineffective, and the success of the
assignment might be jeopardized. The existence of professional and practical
knowledge is a fundamental competence, but without deliberate mental preparation,
dealing with cultural differences might become a problem (Schneider - Barsoux,
2003).

A classic, modern career can be characterized by the following concepts: stability,
linearity, professionalism, strong organizational loyalty. Types of postmodern career
types can be described by focusing on change-orientation, professionalism, and
individual career objectives. However, the narrower interpretation of career is still
primarily connected to professional advancement and organizational aspects
(Barsiné Palmai - Ponacz, 2004). According to the traditional concept of career, it
means organizational hierarchy and progression within it. This concept is acceptable
in linear-functional organizational structures. However, in recent years, efforts to
break down the hierarchy and reduce vertical levels have been observed in many
organizations (Dienesné - Berde, 2003). According to the traditional view, career
means linear development, upward aspiration within the hierarchy, and involves
long-scale thinking. Currently, a career is not necessarily linear and unpredictable;
the reason for this might be the change within the market environment, since
organizations are becoming increasingly flat and flexible, while individual career
paths have changed. Other theories emphasize the importance of parallel careers
due to the decreasing advancement possibilities of organizations (Whymark, 1999,
quoted by Bodnar et al., 2011, p. 82).

The new understanding of career does not identify with the rise on the imaginary
ladder, but discusses the enrichment and competence development of the
personality as a whole. This can be interpreted as the widening of professional,
methodological, social and human competences. In the course of defining career,
terms like improvement and development can be come across in an increasingly
wide scope (Dienesné - Berde, 2003, Dajnoki - Héder, 2017).

Big companies expect their employees to be willing to work as members of
multidisciplinary or multicultural teams. Consequently, international tasks and
responsibilities have to presented towards the employees so that they are aware of
the necessary competencies (Braham - Antal, 1994). The question arises: why do
people prefer to compete within the global scene as a career step? Multiple factors
bear influencing force; these can be economic, palitical, cultural, family and career
objectives. Individuals frequently choose a company or an assignment location
based on their preferences and hidden motivations from amongst the above factors
(Carr et al., 2005).

The definition of intercultural competence by Berardo (2005, p.4) is generally
accepted, according to which "Intercultural competence is the ability to effectively
and appropriately contribute to various intercultural situations, successfully utilizing
our own intercultural resources (e.g. knowledge, skills and attitudes)"

Integration into a foreign culture as a process can be divided into three stages. In
the first phase, the employee experiences enthusiasm and optimism. In the second
stage, frustration can be observed, while the last one is characterized by gradual
acclimatization. These three phases can certainly be avoided, they do not appear to
everyone, but the mentioned emotions are common. Their intensity depends on the
motivation of the individual; the role of the family and the degree of uncertainty of
work and daily subsistence also appear as additional influencing factors (Brett et al.,
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1992, Rudnak, 2009). The second stage is considered particularly critical, as
individuals face cultural differences the most extensively at that time. Problems and
unexpected situations that occur within interpersonal and workplace environments
become visible and perceptible. Some individuals require more time to adapt to the
changed environment, while others need only a shorter period (Rudnak -
Garamvolgyi, 2016).
In addition to coping with new culture and challenges, many factors make the
process even more difficult:
- the mediating role of the expatriate (internationally assigned person)
between the two cultures and the two organizations
loyalty to the parent company and the local company — central instructions
might violate local interests
willingness to apply new methods instead of the regularly used ones
isolation from or integration to the local culture
distribution of responsibility and power: in spite of the assigned
responsibility, achievement of the objectives depends on the local workforce
(Rudnak, 2009).
Cultural intelligence can be described as the ability of an individual to effectively
control and perform tasks in situations that can be experienced under cultural
diversity (Ang et al., 2007). Various intercultural competencies are required for the
efficiency of working abroad, which also facilitate integration. However, it has to be
pointed out that every individual possesses these competencies to a different extent.
¢ Social skills: they support the integration into social life; they facilitate
cooperation and building a network of contacts and trust. With this skill,
missing information might be obtained, which reduces the level of stress.
¢ Linguistic skills: they have a role in making contact. The objective is not to
perfectly learn the other language, but to achieve openness and
communication. Good linguistic skills are a way to build a relationship with
the host nation while refusing to use the language of the host country might
have a negative impact.
¢ Cultural curiosity: motivation to work in the host country. Interest towards the
other culture might be a selection criterion, as those who are not motivated
will feel poorly in the foreign culture in the end.
¢ Tolerance of uncertainty: In the course of familiarizing with a new culture,
there are often situations in which we do not possess all the necessary
information. However, decisions have to be made despite unpredictability,
which is a difficult task without sufficient confidence and instinctive
adaptation.
¢ Flexibility: adaptation to unexpected circumstances.
¢  Patience and respect: in various cultures, scheduling of processes might be
different as well; gaining experience is a time-consuming process.
¢ Cultural empathy: it is deeply rooted within the personality of the individual,
a less modifiable property. The assigned person understands the
perspective of the other person as well as the reasons behind different
perspectives.
¢ Strong self-consciousness: In the case of its existence, the person is able to
integrate into to other culture without losing his/her own identity, negative
factors are considered experiences and the ability to resist stress improves.
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¢ Sense of humour: it is important due to integration and making contacts. It
reduces uncertainty, frustration and desperation (Schneider — Powley,
1984., Rudnak 2009).

Analysis of the sense of humour also appears in the scope of creativity research. In
the results of Gergely et al. (2017) obtained amongst students, the analysed
individuals attached less importance to sense of humour. However, in the scope of
their self-assessment, they evaluated themselves to be on a higher level than the
one they consider expectable for high performance.
Adaptation of the global perspective is supported if the employee works in a group
consisting of different nationalities. In the research results obtained amongst the
managers of large companies operating in Hungary, Rudnak (2009) describes that
during the selection process, the theoretical and professional knowledge of the
assigned managers was the more important aspect opposed to their managerial,
contacting, empathic competencies. According to the results of the study, the
majority of the Hungarian managers of the analysed companies agreed that the
possibility of working abroad attracts young graduates.
Intercultural competencies and family status are generally not decisive elements in
terms of assignments, however, research results show they largely contribute to a
successful outcome and the lack of their support might lead to failure (Arthur —
Bennett, 1995).
In their study, Hunter et al. (2006) placed global skills above intercultural
competencies. The concept was created in consultation with intercultural experts,
summing up human openness, understanding of the cultural norms and expectations
of others, and the effective application of the subsequently acquired knowledge in a
foreign environment. The employee, leaving his or her own country and environment,
in which he/she has been socialized, will face various challenges. Their successful
or unsuccessful integration may leave a mark in their personality, self-image,
physical and mental health. In their research, Ang et al. (2007) and Earley -
Mosakowski (2005) defined the underlying causes of the problems of people working
together in international groups; according to them, these problems are often
explained by the concept of cultural intelligence. Even if the most successful experts
of a certain field are in the same group, their cooperation might fail, due to certain
competencies that could have been measured and developed earlier.

2. Material and Method

A career path based on foreign employment is attractive to young people, as it does
not only challenge them but they might gain significant experience as well (Poor et
al.,, 2012). The sample which present study is based on was provided by the
graduates of the University of Debrecen, Faculty of Economics, right before entering
the labour market. Data collection was carried out by means of a paper-based
questionnaire in autumn 2018; it was completed by 294 people.

The primary data source of the research is the own questionnaire compiled on the
basis of technical literature, which — besides basic identification data — deals with
career, work experience, the importance of intercultural competencies and the role
of potential assignments in the choice of a workplace. After a career-related word
association test, multiple choice questions and blocks to be assessed on the Likert
scale follow each other. Likert scale statements have 6 points, which allows for
slightly wider differentiation compared to the 5-point scale and it avoids the 5-stage
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classification used in the school system. Reliability of the questionnaire used to
explore career- and assignment-related opinions is supported by the 0.73 value of
Cronbach-a.

The results were analysed using Microsoft Excel 2016 spreadsheet software and
IBM SPSS Statistics 22.

3. Research Results

The questionnaire was completed by 294 respondents. 58.16 % of the involved
students are women (171 students), and 41.84 % are men (123 students). In terms
of age, they mostly belong the 20-25 year age group. Respondents are distributed
between BSc and MSc courses as shown in Table 1; there are 229 students in the
former category and 65 students in the latter. The students represent eight BSc and
six MSc courses. Students of the Business and Management course are represented
with the highest proportion within the sample.

Table 1: Ratio of student’s majors

BSc courses MSc courses
. Human resource
0, 0,
Business and Management 19.04 % consultant 6.46 %
Agricultural economist
and rural development 11.22% Agricultural economist 1.70 %
engineer
Information technology
and public administration 4.76 % Logistics management 3.74 %
agricultural engineer
Commerce and o . o
marketing 7.48 % Accounting 442 %
International business o . o
management 11.22% Business development 3.74 %
. . Management and
0, 0,
Finance and accounting 9.52 % organization 2.38 %
Sports organizer 11.56 %
Tourism and catering 272 % n=294

Source: Own data collection and editing (2018)

Convenience sampling was applied for the study. Completion of the questionnaires
was paper-based and took place in autumn 2018, voluntarily and anonymously.
41.2% of the respondents indicated a county seat as a place of residence, 40.5% a
city, 18.3% a village or township. More than half of the respondents consider the
financial situation of their families satisfactory; they are even able to accumulate
savings from their income. As for the question related to how they evaluate their
linguistic skills (irrespective of language certificates), 23.5 % replied high level, 64.3
% medium and 12.2 % replied that their skills are low and need to be improved.

In the course of word association, the task of respondents was to answer the
following question: ,What terms come to your mind, what does it mean to you when
you hear the word ,CAREER”? List your first 3 thoughts!” The keyword here was
career. Processing of the evaluated responses was carried out through
categorisation. Sample size: 294 people. Figure 1 demonstrates the terms listed at
first place and their categorisation.
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challenge, recog;nition fut})lre improvement,
sacrifice, effort 5% 1% experience
2% 4%
other
11%
security success
3% \ 30%
objective_‘
5%
opportunity /‘; :
7%
money
work 17%
15%

Figure 1: Career word associations listed at first place
Source: Own data collection and editing (2018)

Most respondents put success at the first place (30%). 17% of the involved students
put money at the first place. Following success and money, work (15%) and
opportunity (7%) reached the highest proportion. The other category included
concepts, which were indicated by only a few students, for instance: low amount of
free time, insufficient amount of sleep, fear, doubt, anxiety, female roles, invested
time, satisfaction. Improvement, experience and opportunity are conceptual
definitions, which give a carrier a new direction.

The linked concepts also include negative terms related to career, like sacrifice, effort
and the above-mentioned elements of the other category (low amount of free time,
anxiety and fear).

In their study, Bokor et al. (2006) also examined the unfavourable aspects career in
the scope of a similar word association process. In the research, 740 employees
were involved in a questionnaire survey. The results included sacrifice, high amount
of work, stress, and ambition. According to the authors, career is a dual meaning
term, referring to both success and sacrifice at the same time.

Similar results were obtained by Karcsics (2006) and Gergely (2016) in the scope of
their research. In their case, success was also the first and money had the second
place. Karcsics (2006), showed a downward tendency in the tangible assets
supporting the career, as nobody mentioned anything relevant to this factor in the
first place; this is confirmed by Gergely (2016) and the present study as well.

It may be related to career-linked terms whether the individual has work experience
and if so, what type of work experience.

As for the question about the existence of work experience ("Do you have work
experience?"), respondents had the opportunity to give multiple replies. The results
are shown in Table 2.
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Table 2: Work experience (number of replies)

» Yes, professional
Answer option »l have not;worked practice through »Yes, through a ”
yet student jobs” lasting workplace
Number of replies 44 pcs. 214 pcs. 58 pcs.

Source: Own data collection and editing (2018)

Most of the respondents have previous work experience due to professional practice
or student jobs. The number of replies of lasting work position might be explained
with the special nature of the dual master courses, in which the weekly schedule of
students is divided between classes and a workplace.

The next question of the questionnaire dealt with the willingness of accepting an
assignment in the future, should the company offer one. There were three options;
Table 3 shows the received replies.

Table 3: Willingness to accept the assignment (n=294)

Number of replies Number of replies
Answer option (students) in the case of | (students) in the case
BSc courses of MSc courses
LYes, | would accept it even 95 28
without work experience.”
,Yes, but only ywth some work 95 27
experience
,No” 38 11

Source: Own data collection and editing (2018)

Prior to the question represented in Table 3, the questionnaire included the following
statement: ,International assignment: The company assigns the employee to a
different country with the aim of work and knowledge improvement for a period of 1-
3 years.” The statement served the purpose that respondents are able to identify
themselves with the thinking of the creator of the questionnaire and to associate the
same example. This important, because an assignment is different from deliberately
working abroad, which is a situation initiated by the individual.

Based on the findings, it can be stated that the majority of the students of the sample
would accept the opportunity of an international assignment before entering the
labour market. The number of students who would face such challenges with and
without work experience is nearly identical. According to forecasts, 75% of the global
workforce will be constituted by younger generations in the near future (Deloiette,
2014), thus analysing the expectations of students when entering the labour market
as well as their opinion of the value of their own knowledge might be especially
justified (Kémives — Dajnoki, 2015). Based on the research of Csehné (2014) and
Rudnak — Garamvoélgyi (2016), individuals who underestimate themselves on the
labour market are more willing to accept international jobs later in the future.
According to Vroom (1964), there can be higher expectations toward an individual
that is motivated and requires improvement than an employee that is not motivated,
but possesses the proper skills. One of the most important objectives of international
assignments is the adaptability of the knowledge and experience acquired by the
assigned employee into the organization. In order for the experience and knowledge
acquired abroad to be incorporated into the company, the assigned employee is

The Annals of the University of Oradea. Economic Sciences, Tom XXVIII 2019, Issue 1 AQ 365



required to have lingual competencies and techniques, which support knowledge
transfer (Cabrera, 2003).

To the question, which asked whether they find a company, which involves
assignments into its career management system attractive, the following results
were found (Table 4). The question was evaluated on a 6-point Likert scale, where
the two ends of the scale mean: 1-it is not attractive at all, 6- it is very attractive for
me.

Table 4: The attractiveness of the assignment
Mean (value) Relative standard deviation (%)
4.61 29.93°%
Source: Own data collection and editing (2018)

The mean value received based on the 6-grade scale (4.61) can be considered good,
but the standard deviation (1.38) and relative standard deviation values should also
be taken into account. Distribution of the replies is nearly extreme (29.93%),
therefore the mean value does not represent well the statistical population.
Evaluation of the competencies is presented in Table 5. The question dealt with how
much the respondents consider the listed competencies significant in the case of an
assignment. The two ends of the scale mean 1- not significant at all, 6- very
significant.

Table 5: The evaluation of the intercultural competence

Mean Relative
Short name of the competence (value) standard
deviation (%)

Contact making competence 5.34 16.80
Linguistic competence 5.49 14.79
Cultural interest 4.36 26.59
Tolerance of uncertainty 4.11 28.81
Complex problem solving 5.06 19.02
Flexibility 5.17 17.93
Creativity 4.76 22.67
Emotional intelligence 4.53 24.98
Self-confidence 5.36 15.48
Critical attitude 3.70 33.50
Awareness of responsibility 5.04 19.33
Patience and respect 5.10 19.44
Acceptance of other cultures 5.10 21.20
Learning from mistakes 5.00 21.53
Demand for learning and performance improvement 5.17 18.61

Source: Own data collection and editing (2018)

Findings of competencies applied in the intercultural environment are shown in Table
5. The evaluation of the 6-point Likert scale shows that the mean values are not
particularly differentiated. The highest average value (5.49) belongs to linguistic
competence, which also has the lowest relative standard deviation (14.79%) among
the competencies. However, this value is also moderately variable, similar to self-
confidence (15.48%), contact making competence (16.80%) and flexibility (17.93%).
Values of the relative standard deviation show a more accurate picture for the
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interpretation of the data. According to the evaluation by students, the lowest mean
value is shown by the critical attitude (3.70) and the highest relative standard
deviation (33.50%) also appears here, which is highly variable, thus the population
cannot be characterized properly with this mean value.

The lower standard deviation shows the necessity for linguistic competences and
language skills for assignments. The ability of making contact can also be included
here, because in the absence of this competence, it is difficult for the assigned
person to integrate into a foreign culture and integration.

In the case of adaptation to uncertain situations and flexibility, opinion of the
population cannot be well described with the mean value. This may be due to the
idea that decision-making responsibility with insufficient information rarely occurs in
the well-planned assignment programme of the company, however according to the
technical literature, this is a frequently occurring situation (Brett et al. 1992, Rudnak,
2009). The high standard deviation value of cultural interest might be explained by
the internal motivation that is also discussed in technical literature (Carr et al., 2005).
There are people for whom one of the motivating factors is the interest in a desired
culture, while for others it is ranked lower in terms of their preferences.

It is worth observing the correlation between the existence of work experience and
competencies (Table 6).

Table 6: Correlation of work experience and competencies (n=294)
Answer options /Competencies
| have not worked yet”
Number of replies 44
Mean value of replies 514 | 3,91
»Yes, professional practice
through student jobs”
Number of replies 214
Mean value of replies 5,38 [ 3,72
,Yes, through a lasting workplace”
Number of replies 58
Mean value of replies 5,45 [ 3,60
Source: Own data collection and editing (2018)

Contact making skills Critical attitude

Contact making and critical attitude are two highlighted competencies. It can be seen
from Table 6, that if the respondent has work experience, he/she then considered
the contact-making skills more relevant. However, the value of the critical attitude is
higher for those respondents who do not have work experience. Tasks experienced
during professional practice and student jobs do not necessarily require the daily use
of a critical attitude and expression of opinion; this might have influenced the lower
mean value of existing work experience, as opposed to the lack of work experience.
Correlation between career-related ideas and work experience is unarguable. The
willingness to accept an assignment might provide significant information to potential
companies, but if expectations do not meet experiences, motivation and interest
might show a declining tendency.
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4. Summary

The impact of globalization on the labour market is continuously increasing.
Attracting talented employees and encouraging loyalty has become a key factor from
a corporate standpoint (Meyskens et al., 2009). There is a need for labour retention
systems that result in the increased loyalty of employees to the company (Bonneton
et al., 2017).

Schein (1978) suggests to all companies, which have a large number of human
resources, that it is worthwhile to conduct a careful examination; to map the skills,
abilities, previous experiences of employees working in different fields and
departments to gather information about their career goals and planned direction.
He emphasized that if corporate and individual objectives can be coordinated by the
management along the available information, it might gain a more loyal workforce
base. Schein's findings justify carrying out a career anchor test before entering the
labour market, as this can be decisive in terms of the direction students choose after
graduation.

The research is of foundational nature and raises several aspects of future research.
For the corporate side, it might be interesting to see the expectations of graduates
when entering the labour market, and how many of them are interested in the
opportunities offered by international assignments. We can assume a higher
willingness to accept an assignment in the case of people who do not focus on
starting a family, as the family does not appear as a holding back or stress factor. If
large companies on the global scene are aware of the needs of new generations,
they can apply tools for their retention that will meet both individual and
organizational goals.

Acknowledgements

SUPPORTED BY THE UNKP-18-3 NEW NATIONAL EXCELLENCE
PROGRAM OF THE MINISTRY OF HUMAN CAPACITIES”

References

1. Ang S. - Dyne L. van - Koh C. K. S. - Ng K. Y. - Templer K. J. - Tay C. —
Chandrasekar N. A. (2007): Cultural intelligence: lts measurement and effects on
cultural judgment and decision making, cultural adaptation, and task performance.
“Management and Organization Review”, 3. pp. 335-371.

2. Arthur, W. - Bennett, W.J. (1995): ‘The International Assignee: The Relative
Importance of

Factors Perceived to Contribute to Success,” Personnel Psychology, 48: pp. 99-114.
3. Barsiné Palmai E. - Ponacz Gy. M. (2004): A globalis tér alapjan modulalt
posztmodern karrier kihivasai. Széchenyi Istvan Egyetem

http://www.google.hu/url ?sa=t&rct=j&q=&esrc=s&source=web&cd=4&ved=0CDAQ

FjAD&url=http%3A%2F %2Frs1.szif.hu%2F~pmark%2Fpublikacio%2F Netware%2F
palmai_ponacz.doc&ei=Gn7QVITpJYnoUq_dgOAC&usg=AFQjCNGBddRBoHgmn

sMmDJtrVZT7OkTFGg&sig2=qLUuTUDF_j_4rlZDJyrOmEg&bvm=bv.85076809,d.d2

4 [Downloading time: 2019. January 11.]

4. Berardo, K. (2005). Intercultural competence: A synthesis and discussion of
current research and theories. An Area Studies Project. University of Luton.

The Annals of the University of Oradea. Economic Sciences, Tom XXVIII 2019, Issue 1 AQ 368



5. Black, J.S. - Gregersen, H. - Mendenhall, N. (1992): Global Assignments:
Succesfully Expatriating and Repatriating International Managers, San Francisco.
6. Bodnar E. - Kovacs Z. - Sass J. (2011): Munka- és szervezetpszicholbgia.
Budapest
http://www.google.hu/url?sa=t&rct=j&q=&esrc=s&source=web&cd=2&ved=0CCUQ
FjAB&url=http%3A%2F %2Fwww.tankonyvtar.hu%2Fen%2Ftartalom%2Ftamop412
A%2F2010-
0003_10_Munka_szerv_pszich%2F10_munka_szerv_pszich.pdf&ei=Gn7QVITpJY
noUq_dgOAC&usg=AFQjCNGZZ2vz79ZFM4cWTInZ6utGz7Qk5Q&sig2=RPM4uU
VDOSTn411ZF8qiLg

[Downloading time: 2019. January 11.]

7. Bonneton D. — Schworm S. K. — Festing M. — Muratbekova-Touron M. (2017):
Global talent management program: Does it help to retain talents? Academy of
Management Proceedings. Vol. 2017. No.1.

8. Bokor A. - Fertetics M. - Frisch A. - Toarniczky A. (2006): Karriermenedzsment
Magyarorszagon. Kutatasi projekt, Vezetéi 6sszefoglald.

9. Braham, K. - Antal, A. (1994). Competences for the pan-European manager in
P.S. Kirkbride (ed) Human Resource Management in Europe, Ch. 14, London:
Routledge, 222-41

10. Brett, J.N. - Stroh, L.K. - Reilly, A.H. (1992): Job transfer in C.L. Cooper and I.T.
Roninson (eds) International Review of Industrial and Organisational Psychology,
Chichester: Wiley, pp. 93-138.

11. Cabrera E. (2003): Socio-psychological aspects of knowledge sharing in
organizations. Proceedings of the 7th Conference on International Human Resource
Management, Limerick.

12. Carr C. S. — Inkson K. — Thorn K. (2005): From global careers to talent flow:
Reinterpreting ’brain drain’. Elsevier. Journal of World Business 40. pp. 386-398.
13. Csehné Papp, . (2014): A munkaerd-piaci tajékozottsag és az elvarasok terdileti
differenciai, Educatio, 2. pp. 292-304. ISSN 1216-3384

14. Dajnoki K.— Héder M.(2017): ,Uj szelek fujnak” — a HR valasza a globalizacié és
a valtozas kihivasaira. Hadtudomany: A Magyar Hadtudomanyi Tarsasag Folydirata,
27 (E-szam) pp. 84-93.

15. Dienesné. K. E. - Berde Cs. (2003): Vezetdi tréningek. Campus Kiadd, Debrecen.
16. Deloiette (2014): The Deloiette Millenial Survey January 2014.

17. Earley P. C. - Mosakowski E.(2005): Cultural Intelligence. “Harvard Business
Review”, 82. pp. 139-153. . .

18. Gergely E. (2016): Karriervizsgalatok egyetemistak kérében. KOZEP-EUROPAI
KOZLEMENYEK IX. évf: 2. szam, No.33. pp. 134-145.

19. Gergely E. - Madarasz T. - Pierog A. (2017): A magas szintii teljesitményhez
sziikséges hattértényezbk feltarasa hallgatoi mintan, TAYLOR: Gazdalkodas- és
Szervezéstudomanyi Folydirat: A Virtudlis Intézet Kbézép-Eurdpa Kutatasara
Kézleményei IX. évf. 1. sz: (No. 27.) pp. 139-145.

20. Hunter, B. - White, G.P. - Godbey, G. (2006). What does it mean to be globally
competent? Journal of Studies in International Education, 10(3), pp.267-285.

21. Karcsics E. (2006): A karrier fogalma, tényez6i és vonzereje egy 2001-2006
kozotti hallgatdi felmérés tiikrében. Humanpolitikai Szemle, 17, (12), 28-36.

22. Kémives P. M. — Dajnoki K. (2015): Ranking systems as the connection between
the higher

The Annals of the University of Oradea. Economic Sciences, Tom XXVIII 2019, Issue 1 AQ 369



education and the labour market in Hungary. Procedia Economics and Finance 32.
pp. 292 — 297.

23. Meyskens M. - Glinow Von M. A. — Werther B. W. Jr. — Clarke L. (2009): The
paradox of international talent: alternative forms of international assignments, The
International Journal of Human Resource Management, 20:6. pp. 1439-1450.

24. Podr J. —Juhasz T. — Szabd K. — Kovacs |. E. — Karoliny M.-né (2018): A kdilfoldi
tulajdonu vallalatok emberi eréforras menedzselésének jellegzetességei és sajatos
kontingenciafaktorai Kelet-Kbzép-Eurépaban. Vezetéstudomany/Budapest
Management Review. XLIX. évf. 01.sz. pp.40-52. .

25. Poodr J. — Karoliny M.-né — Berde Cs. — Takacs S. (2012): Atalakuld emberi
er6forrés menedzsment. Complex Kiadd, Budapest. 534 p.

26. Rudnak I. (2009): A kivalasztas szempontjai — vizsgalat a Magyarorszagon
miikbdé nagyvallalatok nemzetkézi menedzserei kbrében. Humanpolitikai Szemle
2009/6.sz. pp. 4-16.

27. Rudnak |. — Garamvolgyi J. (2016): Correlations between intercultural
competence, cultural intelligence and culture shock. In: Takacsné Gy. K. (szerk.):
Innovaciés kihivasok és lehetéségek 2014-2020 kozott: XV. Nemzetkozi
Tudomanyos Napok. pp. 485-494.

28. Schein, E. (1978): Career dynamics: Matching individual and organizational
needs. Reading, Mass: Addison-Wesley Pub Co.

29. Schneider, S.C. — Barsoux, J. (2003): Managing across cultures. 2nd Edition.
Pearson Education.

30. Schneider, S. - Powley, E. (1984): Changing images: The case of AT&T, INSEAD
case series.

31. Vroom V. (1964): Work and Motivation. Wiley, New York.

The Annals of the University of Oradea. Economic Sciences, Tom XXVIII 2019, Issue 1 AQ 370



