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IMIGRANTY KARJEROS
PROFILIAI MODERNIOSIOS
KARJEROS KONTEKSTE:
LIETUVOS ATVEJIS

SANTRAUKA

Siame straipsnyje pristatomi imigranty kar-
jeros profiliy aprasomojo tyrimo rezultatai. |
anketos klausimus sutiko atsakyti 71 aukstos
kvalifikacijos Lietuvoje gyvenantis imigran-
tas. Tyrime naudotos kintancios (angl.: pro-
tean; Hall, 1996) karjeros ir karjeros be riby
(angl.: boundaryless; (Arthur, 1994) teorijos.
Rezultaty analizei pasitelkta aprasomoji sta-
tistika ir koreliacijos. DidZioji imigranty dalis
turi kintancios karjeros profilj, o tai reiskia,
kad jie yralinke vadovauti sau karjeros plétotés
procese, priimdami sprendimus vadovaujasi
asmeninémis vertybémis ir néra susaistyti fi-
ziniais ar psichologiniais apribojimais. Antras
labiausiai dominuojantis karjeros profilis yra
Lsolidus pilietis® Sio karjeros profilio asmenys
taip pat yra stipriai linke vadovauti savo karje-
ros plétotés procesui turimy vertybiy pagrin-
du, néra ribojami psichologiskai, taciau jiems
tritksta fizinio mobilumo.

PAGRINDINIY TERMINY
APIBREZIMAI

o [migracija—pilie¢iy ar asmeny, neturin-
¢iy pilietybés, atvykimas i Salj su tikslu laiki-
nai ar visam likusiam gyvenimui joje apsigy-
venti (Visuotiné lietuviy enciklopedija, 2005).

o Imigrantas — vienos $alies pilietis ar pi-
lietybés neturintis asmuo, atvykstantis laiki-

CAREER PROFILES
OF IMMIGRANTS

IN THE MODERN
CAREER CONTEXT:
CASE OF LITHUANIA

ABSTRACT

This paper reports on findings from a de-
scriptive study of immigrants career profiles.
A total of 71 respondents, highly skilled im-
migrants in Lithuania volunteered to fill in
the survey. The research was based on protean
(Hall, 1996) and boundaryless (Arthur, 1994)
career theories. The results were analysed us-
ing descriptive statistics and correlation. A
significant portion of immigrants have pro-
tean career profile which means that they are
strongly self-directed in their career manage-
ment process, they base their decision-mak-
ing process on personal values and they are
physically and psychologically boundaryless.
The second most dominant career profile is
solid citizen. These profile agents are strongly
self-directed in career management, values
driven and psychologically boundary less but
they lack physical mobility.

DEFINITIONS OF KEY TERMS

. Immigration - arrival of the citizens
or individuals without citizenship to a coun-
try to live there for some time or to settle for
the rest of their lives (Visuotiné lietuviy en-
ciklopedija, 2005).

. Immigrant — one country citizen or
individual without citizenship, who came to
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nai ar visam likusiam gyvenimui apsigyventi
uzsienio valstybéje (Visuotiné lietuviy encik-
lopedija, 2005).

e Karjera — ivairiy socialiai reikSmingy
zmogaus vaidmeny seka, siejama su savi-
raiSka ir profesiniu zmogaus tobuléjimu
bei atspindinti jo asmeninio gyvenimo ir sti-
liaus vizija (Karjeros projektavimo vadovas,
2005).

e Karjeros profilis — aukstai arba Zemai
ivertinty kintancios karjeros ir karjeros be
riby aspekty (vadovavimas sau karjeros pléto-
tés procese, vadovavimasis vertybémis, lais-
va mastysena ir organizacinis mobilumas)
derinys (Briscoe & Hall, 2006).

e Moderni karjera — asmenybés kiirimas
ar konstravimas (Collin & Watts, 1996; Sa-
vickas, 2005).

[VADAS

Migracija yra socialinis reiskinys, prasi-
déjes nuo vergy gabenimo ir prekybos. Sis
reiskinys labai iSaugo plintant kapitalizmui ir
industrializacijai. Dabartiniu metu migracija
dar labiau palengvina dvialis, subregioni-
nis ir regioninis tauty bendradarbiavimas.
Taigi su migracijos rei$kiniu susiduria visos
pasaulio tautos ir Lietuva $iuo atzvilgiu néra
isskirtineé.

Per pastaruosius trejus metus migracijos
j Lietuva banga iSaugo beveik keturis kartus.
2012 m. 85% visy imigranty buvo darbingo
amziaus (20-64 mety) zmonés. Tarptautinés
migracijos organizacijos (IOM) 2013 m. ata-
skaitoje apie pasauling migracija nurodo-
ma, kad karjeros gerovés atzvilgiu ,didesné
galimybé likti bedarbiais ar nepakankamai
uzimtais, lyginant su vietos gyventojais mig-
rantams yra Siauréje (Europos)“ (http://
www.iom.int/). Daugiausia démesio $iame
straipsnyje pristatomame tyrime buvo skirta
aukstos kvalifikacijos imigranty savybéms ir

live to a foreign country for some time or the
rest of his life (Visuotiné lietuviy enciklope-
dija, 2005).

. Career - the sequence of various so-
cially significant human roles associated with
self-expression and individual professional
development which reflects individuals’ per-
sonal vision of life and style (Karjeros projek-
tavimo vadovas , 2005).

. Career profile — combination of high
and low expressed attitude to the protean
and boundaryless career dimensions (self-
directed career management, values driven,
boundaryless mindset and organizational
mobility) (Briscoe & Hall, 2006).

. Modern career — a creation or con-
struction of an individual (Collin & Watts,
1996; Savickas, 2005).

INTRODUCTION

Migration is a social phenomenon which
started at the early ages with the traffic of
slaves. The phenomenon has grown very fast
with the expansion of capitalism and indus-
trialisation. Nowadays, migration is further
facilitated by bilateral, sub-regional, and re-
gional cooperation between nations. Thus,
migration is a phenomenon confronting ev-
ery single nation of the globe and Lithuania
is not an exception.

The flow of Migration to Lithuania has
increased by almost four times in the last
three years; 85% from the total number of
immigrants in 2012 were working-age (20-
64 years old). International Organization for
Migration (IOM) in the World migration
report 2013 indicates that in terms of career
well-being “migrants in the North are more
likely than the native-born to be unemployed
or underemployed” (http://www.iom.int/).
The major focus of the research presented in
this article concentrates on identifying highly



ju karjeros profiliams nustatyti. Ar imigrantai
yra linke vadovauti savo paciy karjeros pléto-
tés procesui? Kiek jy karjeros plétotés proce-
sas yra grindZiamas asmeninémis vertybé-
mis? Ar Lietuvoje dirbantys imigrantai yra
fizidkai ir psichologiskai mobiliis? Sis tyrimas
leidZia geriau suprasti, kokie Zzmonés atvyks-
ta i $alj, ir kaip jie save identifikuoja darbo
rinkoje.

Pirmojoje straipsnio dalyje charakterizuo-
jamas imigracijos rei$kinys. Antrojoje dalyje
skaitytojai supazindinami su dviem moder-
niosios karjeros teorijomis ir jy bruozais.
Siomis dviem karjeros koncepcijomis remtasi
atliekant tyrimg. Paskutiniojoje dalyje pris-
tatomas pats tyrimas ir jo rezultatai.

1
TEORINIS PAGRINDAS

1.1 Migracija ir jos ypatybés

Migracijos fenomenas, kurj laikg nekéles
didesnio susidoméjimo, nuo 1980 m. tapo
vienu svarbiausiy klausimy, jtraukiamy j vi-
suomenines diskusijas ir daugelio valstybiy
politines darbotvarkes. Migracijos tema
organizuojamos valstybinés, tarptautinés ir
netgi daugiasalés konferencijos. Be to jvairas
laikragciai ir televizijos programos nuolat in-
formuoja placiajg visuomenés dalj apie jvai-
riausius $io, pasauliniu mastu i$plitusio, reis-
kinio aspektus ir su juo susijusius jvykius.

Rosemary Sales (2007) teigia, kad migraci-
ja (imigracija ir emigracija) yra tiek asmeninis
zmogaus sprendimas tiek ir socialinis proce-
sas. Asmenys, Seimos ar tam tikros grupés
priima sprendimg migruoti j tokj socialinj,
ekonominj ir politinj kontekstg, kuriame,
viena vertus, atsiveria naujos galimybés, o
kita vertus, i$ dalies ir apribojami $iy Zmoniy
veiksmai. Be to kai kuriems Zmonéms mi-
gracija gali bati ir priversting, dazniausiai dél
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qualified immigrants characteristics and their
career profiles. How much self-directed they
are in their career management process? How
strong is their career development based on
individual values? To what degree are immi-
grants working in Lithuania physically and
psychologically mobile? This study allows
deeper understanding in what kind of people
come to the country and where they place
themselves in the labour market.
Immigration phenomenon is described
in the first part of the article. In the second
part of this article two modern careers theo-
ries and their characteristics are pinpointed.
These two career concepts are chosen as the
basis for the realisation of the research con-
ducted and the last part is dedicated to the
presentation of the research and its results.

1
THEORETICAL FRAMEWORK

1.1 Migration and its characteristics

Migration, being more secondary interest
for some time from 1980, became one of the
very important questions included into so-
ciety discussions as well as into many coun-
tries political agendas. There are national,
international and even transnational confer-
ences organized around the topic of migra-
tion. Furthermore, newspapers and television
programmes are actively informing the wide
society about various aspects and events con-
nected to this worldwide spread phenome-
non.

Rosemary Sales (2007), states that migra-
tion (immigration and emigration) is a per-
sonal decision as well as a social process. Indi-
viduals, families, or groups make decision to
migrate in the social, economic and political
context, which from one side opens opportu-
nities and from the other side restricts actions
of these people. Moreover, migration for some
people can be a forced action. Usually because
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gimtojoje Salyje susiklos¢iusios ekonominés
ir/ar politinés situacijos. Jungtiniy tauty atas-
kaitoje pateikiami bauginantys skaiciai, susije
su migracija dél ekonominiy ar/ir politiniy
priezaséiy. ,,Daugiau nei 43 milijonai Zmoniy
visame pasaulyje Siuo metu yra priversti keisti
savo gyvenamgjq vietg dél konflikty ar perse-
kiojimo; tai didzZiausias skaicius nuo pasku-
tinio praéjusio amziaus desimtmecio vidurio®
(http://www.un.org/en/globalissues/briefing-
papers/refugees/index.shtml). Nepaisant to
ar migracija priverstiné ar ne, $alis j kurig at-
vykstama imigrantui taiko tam tikrus apribo-
jimus. Yra Zzmoniy j migracija zvelgianciy kaip
j teigiamga alternatyva, galincig padéti pasiekti
geresnj ekonominj, socialinj ir fizinj gyveni-
mo lygj. IOM 2013 m. pateiktoje pasaulinés
migracijos ataskaitoje nurodoma, kad ,ap-
skritai, daugiausia naudos sveikatos, finansy
ir gyvenimo kokybés srityse gauna migrantai
gyvenantys Siaureés Salyse, o ypac migruojantys
kryptimi is vieny Siaurés Saliy j kitas Siaurés
Salis,“ (http://www.iom.int/). Ataskaitoje taip
pat teigiama, kad per keleta pirmyjy mety
migrantai atvyke i svetima $alj susiduria su
didesnémis finansinémis problemomis, ta¢iau
laikui bégant migranty, ypac ty, kurie migravo
i3 Siaurés i Siaure, finansiné padétis pageréja
ir susilygina arba netgi tampa geresné nei vie-
tos gyventojy. Tuo pat metu migrantai Siaurés
$alyse turi daugiau galimybiy patenkinti savo
pagrindinius poreikius, susijusius su bastu ir
maistu, nei biity turéje, jei nebiity emigrave.
Migracija ilga laika buvo laikoma vertingu
rei$kiniu. Ir nepaisant didéjancios baimés
ir susirpinimo migracija $iomis dienomis,
vis dar nemazai zmoniy mano, kad ji teigia-
mai veikia jvairias valstybés gyvenimo sritis.
Svarbu pastebéti, kad imigrantai, pavyzdziui,
teigiamai veikia $alies ekonomiks. Pirmiau-
sia, uzimamos darbo vietos, kuriy negali ar
nenori uzimti vietos gyventojai. Taip pat yra
ir labai talentingy imigranty, kurie dirba ir
kelia Salies ekonomikos lygj. Be to Zmonés, at-

of the economical or/and political situation
of the home country. United Nations report
gives fearsome numbers concerning migra-
tion forced by economical or/and political
reasons. “More than 43 million people world-
wide are now forcibly displaced as a result of
conflict and persecution, the highest number
since the mid-1990s“ (http://www.un.org/en/
globalissues/briefingpapers/refugees/index.
shtml). At the same time the receiving coun-
try sets some restrictions and limitations too.
There is a group of people which, at the mi-
gration looks as a positive alternative, which
should help to achieve a better life in econom-
ic, social and physical aspects. World Migra-
tion Report 2013 published by IOM indicates
that “overall, migrants in the North, particu-
larly North-North, make the largest gains - in
areas of life evaluation, finances, and health”
(http://www.iom.int/). In more details the re-
port says that migrants in the first few years
face bigger challenges financially, but over
time especially North-North migrants come
to equal or even better financial situation
than native-born. At the same time, migrants
in North have a better situation in affording
basic needs for shelter and food than if they
had not migrated.

Migration process was perceived as valu-
able for a long time. Despite broad fear and
concerns there are many people who still
think that migration is influencing countries
in a positive way in various fields. It is nota-
ble, that immigrants for example have a posi-
tive impact on the country in the economical
aspect. Firstly, work places that locals cannot
or do not want are taken. Secondly, some im-
migrants are talents who are working and
contributing to the economical welfare of the
country. Thirdly, people from other countries
bring innovative ideas and the spirit of entre-
preneurship. And last but not the least, busi-
ness contacts with other countries markets
are easier created and facilitated.



vykstantys i$ sveciy $aliy, su savimi atsiveza ir
novatorisky idéjy ir verslumo dvasig. Galiau-
siai reikéty paminéti ir tai, kad tokiu badu
lengviau uzmegzti ir islaikyti verslo rysius su
uzsienio $aliy rinkomis.

1.2 Moderni karjera ir jos ypatybés

XXI amziuje darbo aplinka Zmonéms
kelia vis didesnj nerimg ir nesaugumo jaus-
ma. Sparti raida informacijos plétros ir
technologijy srityse bei atvira pasauliné
rinka privedé prie globalizacijos, kuri keicia
zmoniy gyvenimo budus ir suteikia darbui
naujg formg. Neterminuotus ir ilgalaikius
darbus pamazu keicia trumpalaikiai projek-
tai. Nuolatinis darbas arba darbas ne visg
darbo dieng (be sutarties; darbas namie pa-
gal sutartis; laisvai samdomi darbuotojai;
darbo ,bedarbéjimas“ (“dejobbing”) (Sa-
vickas, 2011, 3 psl.; Savickas, 2012, 13 psl);
»pats kaip projektas® (“self as project”) (Savic-
kas, 2007, 19 psl.)) po truputj tampa jprastu
dalyku. D¢l to hierarchinés organizacijos yra
priverstos supaprastinti savo valdymo lygius.
Skaitmeniné revoliucija veréia organizacijas
tapti iSmanesnémis, mazesnémis ir prisitai-
kyti prie besikei¢iancios rinkos (Savickas,
2011). Moderniai karjerai ir jos strategijoms
jtakg taip pat daro ir jau paminéta migraci-
ja, nes darbo pakeitimas daznai siejamas su
persikélimu gyventi j kita miestg, regiong ar
kitg $alj (Brown, Leeuwen, & Mitch, 2004).

Tradicinis organizacinés karjeros modelis
dél pokyciy darbo pasaulyje praranda savo
svarbg ir j karjerg reikalauja pazvelgti naujai.
Per pastaruosius keleta deSimtmeciy tyréjai
pasitlé ne vieng naujg poziarj j karjerg, ku-
rie tapo gana populiaris ir yra aprasomi
organizacinés vadybos literatiroje. Karjeros
be riby (Arthur, 1994) ir kintancios karje-
ros (Hall, 1996) teorijos buvo pasirinktos
$§io tyrimo apie imigranty karjeros profilius
pagrindu.
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1.2 Modern career and its
characteristics

The working environment in the XXI cen-
tury makes people to worry more often and
creates a feeling of insecurity around. The
rapid progress in information and technolo-
gies, combined with the opened world mar-
ket has led to globalization process, which
changes the lifestyle and gives a new form for
the work. Undetermined and long-term job
positions are slowly changed by short-term
projects. Permanent or part time job (no
contracts; work at home based on contracts;
freelancing; “dejobbing” of the job (Savickas,
2011, p. 3; Savickas, 2012, p. 13); “self as proj-
ect” (Savickas, 2007, p. 19)) becomes com-
mon situation which influences hierarchical
organizations to reduce levels of manage-
ment. Digital revolution requires that organi-
zations would become smarter, smaller and
sensitive for the changing conditions of the
market (Savickas, 2011). Furthermore, the
other historical influence on the modern ca-
reer and its strategies is migration, an already
mentioned phenomenon, because the change
of job is frequently linked with the move to
another city, region or nowadays and another
country (Brown, Leeuwen, & Mitch, 2004).

Changes in the world of work have influ-
enced decline of the traditional organizational
career model which requested for a new look
at the career. In the last few decades research-
ers proposed several new perspectives into
career which became popular and are often
described in organizational management lit-
erature. The Boundaryless (Arthur, 1994) ca-
reer and Protean (Hall, 1996) career theories
are the basis for this research on immigrants
career profiles.
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1.2.1 Karjera be riby

S. Littleton, M. B. Arthur ir D. M. Rous-
seau (2000) teigia, kad vis dazniau paste-
bima, kaip stabiliose ir profesionaliose
struktirose  vyravusi tradicini karjeros
modelj keicia karjeros be riby modelis, kuria-
me pastebimas lankstumas ir jau¢iama tam
tikra nezinia dél rytojaus. Karjeros be riby
samprata grindziama Zenkliais ekonomi-
niais pokyciais ir atsiradusiu poreikiu tuos
pokycius atspindéti. Glausta karjeros be
riby apibrézima pateikia R. J. DeFillipi ir
M. B. Arthur (1994, 307 psl.), jvardindami ja
kaip ,darbo galimybes, neapsiribojancias ir
perzengiancias vieno darbdavio organizaci-
jos ribas®

Y. Baruch (2006) nuomone karjeros be riby
samprata atsirado dél to, kad Siandieniniai
darbuotojai siekia: (a) sumazinti stresa,
kylantj dél neaiSkumo ir nesaugumo jausmo,
(b) atgauti pusiausvyra savo profesiniame
gyvenime, (c) intensyviau isitraukti i kar-
jeros plétotés procesa ir (d) pagerinti savo
isidarbinamumo galimybes.

S. Sullivan ir M. B. Arthur (2006) ivardina
dvieju tipu mobiluma, kuris charakterizuoja
karjera be ribuy, t. y. fizinis mobilumas, kuo-
met kalbama apie judéjima i§ vienos vietos
(darbo vietos) i kita, ir psichologinis mobi-
lumas, kuomet kalbama apie gebéjima atlikti
auks¢iau paminéta judéjima samoningai ir
be traumy. Tiksliau kalbant, i karjera be riby
mes galime zvelgti kaip { asmens mobilumo
laipsni fizinéje ir psichologinéje plotmése.
Atsizvelgiant { fizinio ir psichologinio mo-
bilumo savitarpio priklausomybg, galima
i8skirti keturis karjeros tipus pasiZymincius:
e Zemu fiziniu ir psichologiniu mobilumu;

o aukstu fiziniu, bet zemu psichologiniu mo-
bilumu;

e Zemu fiziniu mobilumu, bet aukstu psicho-
loginiu mobilumu;

o aukstu fiziniu ir psichologiniu mobilumu.

Jtakos fiziniam ir psichologiniam mobilu-
mui gali turéti kultariniai skirtumai. G. Hof-

1.2.1 Boundaryless Career

Littleton, Arthur and Rousseau (2000) pro-
pose that it is more and more visible how the
traditional career model which is usual for
the relatively stable organizational and pro-
fessional structures changes into boundary-
less career model where one can feel day-to-
day uncertainty and flexibility. Boundaryless
career concept is widely based on intensive
economical changes and for the purpose of
reflecting these changes. A brief definition of
boundaryless career is given by DeFillipi and
Arthur (1994, p. 307): “sequences of job op-
portunities that go beyond the boundaries of
single employment settings”

Baruch (2006) reasons the rise of bound-
aryless career while indicating, that today’s
employee strives for: (a) reducing the stress
which is influenced by ambiguity and de-
clining feeling of security, (b) regaining the
balance of the professional life, (c) gaining
strength in the career development process
and (d) increasing the employability oppor-
tunities.

Sullivan and Arthur (2006) list two mo-
bility types which characterize boundaryless
career — physical, moving from one location
(job place) to another and psychological, it
is ability to make the mentioned movement
consciously and without traumas. More con-
cretely, we can look at the boundaryless ca-
reer as expressed individual mobility degree
in the physical and psychological horizon.
Observing the dependency between physi-
cal and psychological mobility there are four
types of career which can be indicated:

. low physical and psychological mo-
bility level;

. high physical mobility, low psycho-
logical mobility;

. low physical mobility, high psycho-
logical mobility;

. high physical and psychological mo-
bility level.

Cultural differences might have some in-
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stede (1984) pastebi, kad individualistiniy
kultaryatstovaididziausig démesjskiriaasme-
niniams tikslams, pagrijstam atlyginimui,
neformaliam bendravimui ir paaukstinimui
pareigose. Tuo tarpu kolektyvistinés kultaros
atstovams svarbiausi yra grupés tikslai, pa-
aukstinimas ir galimybé jaustis saugiam dar-
bo vietoje. Todél individualistai yra labiau
linke keisti darbo grupes ir organizacijas, to-
kiu badu demonstruodami fizinj mobilumg;
tuo tarpu kolektyvistams labiau patinka likti
toje pacioje darbo grupéje ar organizacijoje ir
taip parodyti savo psichologinj mobiluma.

Prapleciant R. J. DeFillipi ir M. B. Arthur
(1994) siiloma karjeros be riby apibrézima,
galima teigti, kad karjera be riby sudaro fizi-
nj ir psichologinj mobilumg organizacijose
atspindinti darbo viety seka, o Zmonés, pasizy-
mintys aukstesniu kompetentingumu karje-
rai, jskaitant tapatybe ir gebéjimg prisitaikyti,
gali atrasti daugiau mobilumo galimybiy.

1.2.2 Kintanti karjera

D. T. Hall (1996) pasinaudojo graiky mi-
tologijos dievo Protéjo, galéjusio keisti savo
pavidalg kada ir kaip tik panoréjes, metafora
ir apibadino kintancios karjeros siekiantj
zmogy kaip asmenj, gebantj savo jgadzius
ir gebéjimus pritaikyti prie besikei¢iancios
darbo aplinkos tam, kad islikty darbdaviui
patrauklus darbuotojas (Sullivan, Baruch i$
Hall, 2009). Tokie Zmonés yra lankstds, laisve
laiko svarbia vertybe, tiki testiniu mokymusi
ir siekia pripazinimo darbo vietoje.

Tokio tipo karjera dazniausiai kuria psicho-
loginés sékmes siekiantis asmuo, t. y. kuomet
asmens vertybés ir siekiai sutampa su tikslais,
suteikianciais energijos ir jégy veikti (Dissa-
nayake i Hall, 2012).

J. P. Briscoe ir D. T. Hall (2006) kintancios
karjeros sgvokai aprasyti pasitelkia 2 aspektus:

(1) vadovaujamasi vertybémis, t. y. vidinés
asmens vertybés padeda jam save nukreipti
tinkama linkme bei jvertinti asmeninés kar-
jeros sékme;

fluence on the physical and psychological
mobility. Hofstede (1984) suggests that people
from individualistic cultures emphasize on
personal goals, fairly grounded salary, infor-
mal communication and promotion. People
in the collectivist cultures highlight the goals
of groups, promotion and security at the job
place. So, individualists are more minded to
change working groups and organizations and
in this way to demonstrate physical mobility,
while collectivists inclined to stay in the same
working groups and organizations and in this
way to demonstrate psychological mobility.

Therefore, to complement DeFillipi and
Arthur (1994) boundaryless career defini-
tion, it can be said that boundaryless career
consists of the sequence of work positions
characterized by physical and psychological
mobility in organizations, and persons with
better career competences including identity
and ability to adapt can find more opportuni-
ties for mobility.

1.2.2 Protean Career

Hall (1996) used the name of Greek God
Proteus, who can change his shape at any time
and in any way he wants as metaphor to de-
scribe a person who seeks to create a protean
career as the one who is able adjust his skills
and abilities according the changing work en-
vironment, that he could remain as an attrac-
tive employee (Sullivan, Baruch from Hall,
2009). These people can be characterized
as being flexible, considering freedom as a
strong value, believing in continues learning
and striving for recognition in a work place.

This type of career is created mainly by the
individual while striving for the psychologi-
cal success i.e. when values and aims of the
person match his goals, which grant him en-
ergy for his activities (Dissanayake from Hall,
2012).

Briscoe and Hall (2006) present that pro-
tean career concept as described through the
two dimensions:
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(2) vadovaujama sau karjeros plétotés
procese (self-directed career management),
t. y. gebéjimas prisitaikyti prie naujos aplin-
kos ir atpazinti mokymosi poreikj. Dél $iy
priezas¢iy kintanti karjera siejama su masty-
mu, atspindin¢iu Zmogaus laisve, sugebéjima
save valdyti ir priimti sprendimus remiantis
asmeninémis vertybémis.

Pagal $iuos du aspektus isskiriamos ketu-
rios karjeros kategorijos:

e Priklausoma (Zemo laipsnio vadovavi-
mas savo karjeros plétotei, Zemo laipsnio va-
dovavimasis vertybémis) — asmuo nesugeba
nusistatyti prioritety ir pats vadovauti savo
karjeros plétotei.

o Nelanksti (auksto laipsnio vadovavima-
sis vertybémis, Zemo laipsnio vadovavimas
savo karjeros plétotei) — asmuo nesugeba
prisitaikyti prie naujos darbo aplinkos ir su
karjera susijusio mokymosi reikalavimy bei
negali pats pilnai plétoti savo karjeros.

e Reaguojanti (auksto laipsnio vadovavi-
mas savo karjeros plétotei, Zemo laipsnio va-
dovavimasis vertybémis) — asmuo nesugeba
efektyviai pakreipti savo asmeninés karjeros.

e Kintantis (auksto laipsnio vadovavima-
sis vertybémis, auksto laipsnio vadovavimas
savo karjeros plétotei) — nusistatydamas kar-
jeros prioritetus asmuo vadovaujasi asmeni-
némis vertybémis, geba lengvai prisitaikyti
prie naujos darbinés aplinkos ir mokosi visa
gyvenima.

Zmonés norintys kurti savo karjera kaip
kintanc¢ig turi nuolat mokytis, buti atviri
naujoms galimybéms, o karjera vertinti kaip
besitesiantj mokymosi cikla.

Lyginant kintanc¢ig ir tradicine karjers,
D.T. Hall (2004) pabrézia, kad kintancios
karjeros atveju visa atsakomybé tenka pac¢iam
asmeniui, o pagrindiné vertybé $iame pro-
cese yra laisvé. Sio tipo karjera yra labai mo-
bili, o pagrindinis jos sékmés kriterijus yra
psichologinis pasitenkinimas. Pagrindiniai
kintancios karjeros bruozai yra pasitenkini-
mas darbu ir profesinis jsipareigojimas (vo-
cational commitment).

(1) values driven - internal values of the
individual are orientating him and measur-
ing individual career success;

(2) self-directed career management — abil-
ity to adapt in the new environment and be-
ing sensitive to the need of learning. For these
reasons, protean career is seen as a type of
thinking which reflects freedom, self-man-
agement and decision-making process based
on individual values.

Based on the two mentioned dimensions
of protean career, researchers introduce four
categories of career in the dichotomy level:

. Dependent (low self-directed career
management, low values driven) - an indi-
vidual is not able to set priorities and manage
the career himself.

. Rigid (high values driven, low self-
directed career management) — an individual
is not able to adapt in the new working envi-
ronment and to the learning requirements for
the career, one cannot fully develop personal
career.

. Reactive (high self-directed career
management, low values driven) - an indi-
vidual has not perspective how to effectively
orientate personal career.

. Protean (high values driven, high
self-directed career management) — an indi-
vidual when setting the priorities for career
is using personal values scale, is able to easily
adapt in the new working environment and is
life-long learner.

People who want to build a protean career
have to be learning continuously, be open for
the new opportunities and to look at their ca-
reer as a continuance of learning cycles. When
comparing protean career with the traditional
one, Hall (2004) suggests that in the process of
building a protean career all the responsibil-
ity falls on the individual and the main and
guiding value in this process is freedom. This
career type is highly mobile and its’ criterion
of success is psychological satisfaction. The
main attributes of the protean career are work
satisfaction and vocational commitment.
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1.3 Modernios karjeros profiliai

Karjeros profiliu jprastai vadinamas doku-
mentas, kuriame, ieSkant darbo, nurodomi as-
mens jgudziai, patirtis, biografija, motyvacija
ir kita asmeniné informacija. Sio straipsnio
autoré, remdamasi J. P. Briscoe ir D. T. Hall
(2006) darbu, karjeros profilio savoka nau-
doja kalbédama apie dviejy karjeros teorijy
(kintancios karjeros ir karjeros be riby) derinj.
Sie du karjeros modeliai buvo detaliau aptarti
ankstesniame skyriuje. Sudéliojus jvairius gali-
mus kintanéios karjeros ir karjeros be riby de-
rinius, gaunami 16 teoriniy profiliy. Autoriai
J. P. Briscoe ir D. T. Hall (2006), sutinka, kad
ne visi i§ $iy 16 profiliy yra i§samiai apradyti ir
realiai pastebimi. Tiesa sakant, mokslininkai
iSsamiau apraso tik 8 teorinius profilius
(1 lentelé). Taciau Piety Afrikos mokslinin-
kas M. Buchner (2007) i$skyré dar ir devintajj
karjeros profilj, kurj vertéty jtraukti j $j sarasa.

1.3 Modern career profiles

Career profile is generally described as a
document presenting the skills, experience,
biography, motivation or other personal in-
formation when searching for a job. In this
paper, the author is using the concept of career
profile as combination of two career theories
(protean and boundaryless) based on Briscoe
and Hall (2006) work. These two career mod-
els were described in-depth in the previous
chapter. The mapping of the various combina-
tions of protean and boundaryless’ theoretical
dimensions brings out 16 theoretical profiles
in total. The writers themselves, Briscoe and
Hall (2006), argue that not all the 16 theories
can be fully described and commonly ob-
served. In fact, they provide highlights of only
8 theoretical profiles (table 1). Nonetheless,
the South African researcher, Buchner (2007)
found out a ninth career profile which de-

1lentelé. Karjeros profiliai. Sudaryta remiantis J. P. Briscoe ir D. T. Hall 2006, M. Buchner 2007

Table 1. Career profiles. Compiled based on Briscoe and Hall 2006, Buchner 2007

Kintanti: Kintanti: Be riby: Beriby: Prototipas /
Vadovavimas savo | Vadovaujamasi | Psichologinis mobilumas/ | Fizinis
karjeros plétotei / vertybémis / mobilumas /
Prote.an: Protean: Boundaryless: Boundaryless: | Archetype
Self-directed career Values driven Psychological mobility Physical
management mobility
Zemas / Zemas / Zemas / Zemas / Pasimetes ar jstriges /
Low Low Low Low Lost or trapped
Zemas / Aukstas / Zemas / Zemas / Jsitvirtines /
Low High Low Low Fortressed
Zemas/ Fermas / Low Zemas/ Aukstas / Klajanas /
Low Low High Wanderer
Zemas / Aukstas / Aukstas / Zemas / Idealistas /
Low High High Low Idealist
Aukstas / Zemas / Aukstas / Zemas / Organ,zacuos vyras/
High Low High Low moteris /

Organization man/woman
Aukstas / Aukstas / Aukstas / Zemas / Solidus pilietis /
High High High Low Solid citizen
Aukstas / Zemas / Aukstas / Aukstas / Samdinys /
High Low High High Hired gun/hired hand
Aukétas / Aukétas / Aukétas / Aukitas / Kintancios karjeros
High High High High ELEEHEE Y

Protean career architect
Aukstas / Aukstas / Femas / Low Aukstas / Konglomerato pilietis /
High High High Conglomerate citizen
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Todél siame straipsnyje toliau bus iSsamiau pri-
statomi ir apraSomi 9 galimi karjeros profiliai.
Toliau pristatomas empirinis tyrimas padés
nustatyti, kokie karjeros profiliai pastebimi
Lietuvos imigranty karjeros kontekste ir kiek
imigrantai linksta prie modernios karjeros.

Karjeros profiliai vertinami atsizvelgiant j
keturis pagrindinius aspektus, susijusius su
asmeniu: vadovaujasi vertybémis, save nu-
kreipia (sau vadovauja), yra psichologiskai
ir fiziskai mobilus. Kiekvienas aspektas verti-
namas dviejose skalése (t. y. kintancios karje-
ros atzvilgiu ir karjeros be riby atzvilgiu),
jvertinant kiekvieng aspektg aukstu ar zemu
rezultatu. Kiekvienam profiliui arba, kitaip
tariant, prototipui pateikiamas apradymas,
jvardijant jo stiprigsias ir silpngsias puses,
is§ukius, su kuriais susiduria asmuo ir orga-
nizacija, pasirinkusi darbuotoja, kuris plétoja
vienokj ar kitokj karjeros profilj.

Istrigusio ar pasimetusio prototipo' karje-
ros profilyje visi keturi auk$ciau pateikti kar-
jeros aspektai jvertinami Zemu jveréiu. Tokio
profilio karjerg turin¢iy asmeny karjeros
valdymui bei apskritai gyvenimui traksta
konkrecios krypties, pagristos vidinémis ver-
tybémis. Be to jie nemato kaip karjera be riby
galéty buti jiems palanki, tuo pa¢iu nematyda-
mi jvairiy atsirandanéiy galimybiy. O kai as-
muo yra pasyvus ir nemato savo aplinkoje
atsiradusiy galimybiy, sékmingas gyvenimas
priklauso nuo palankiai susiklosciusiy aplin-
kybiy ar paprasciausios sékmeés.

HIsitvirtinusiam® tipui priklausantis asmuo
puikiai i$mano asmenines vertybes ir patogiai
jauciasi tik tokiomis aplinkybémis, kurios yra
nuspéjamos ir atitinka tas vertybes. Taciau
tokie Zmonés nelabai sugeba vadovauti savo
karjeros plétotés procesams ir atrasti gali-
mybiy uz fiziniy ir psichologiniy riby.

Klajino tipas yra antras karjeros profilis,
kuriame aukstai jvertinamas tik vienas aspek-
tas — fizinis mobilumas. Klajinas yra toks as-

serves to be presented here. Therefore, it will
be given a wider description of the 9 likely
career profiles hereafter. And an empirical ex-
ploration (presented next) will be undertaken
to see how many profiles can be observed in
the Lithuania immigrants‘ career context and
the degree to which orientation to the modern
career is expressed by immigrants.

The four main dimensions based on which
combinations of the career profiles are made
are: values-driven, self-directed, psychologi-
cal mobility and physical mobility. Each di-
mension is measured by two scales: “Protean
career attitude” and “Boundaryless career at-
titude” for evaluating each of the four dimen-
sions in the high or low scores. Every profile
or in other words career archetype has its
own description with the strengths, weak-
nesses, challenges for the individual and the
organization which has an employee holding
one or the other career profile.

Trapped or lost ! career profile is indicated
when all four career dimensions (mentioned
above) are assessed as low. The career man-
agement and the general life of these career
agents lack the direction based on the inner
values. Moreover, they do not have a favour-
able boundaryless perspective which limits
their seeing of the area of diverse opportuni-
ties. In this kind of situation, when a person
is passive and not able to see opportunities
in one‘s environment the success of such a
person more likely depends on the luck and
positive circumstances.

The ,fortressed“ career agent perfectly
knows personal values and is comfortable
just in the circumstances which are predicted
and match these personal values. On the oth-
er hand, such people are rigid in their ability
to direct their career management processes
and to identify opportunities across physical
and psychological boundaries.

The wanderer is the second career profile

! Briscoe, J. P, & Hall, D. T., (2006). The interplay of
boundaryless and protean careers: Combinations and
implications Journal of Vocational Behavior 69, 4-18.

' Briscoe, J. P, & Hall, D. T., (2006). The interplay of
boundaryless and protean careers: Combinations and
implications Journal of Vocational Behavior 69, 4-18.
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muo, kuriam traksta psichologinio mobilu-
mo ir kurio abu kintancios karjeros aspektai
jvertinami zemai. Sie Zzmonés néra ribojami
geografiskai ar organizaciniu poziariu. Jie pri-
ima bet kokias atsiradusias galimybes, taciau
nesivadovauja savo vidinémis vertybémis ir
nesugeba saves nukreipti. Todél atrodo, kad
atsiradusios galimybés kontroliuoja patj kla-
junag, kuris gali elgtis impulsyviai.

Idealistas. J. P. Briscoe ir D. T. Hall (2006)
»idealistu“ vadina tokj karjeros siekiantj as-
menj, kuris vadovaujasi vertybémis ir yra
psichologiskai mobilus, ta¢iau daZzniausiai
nesugeba sau vadovauti ir nenori perzengti
fiziniy riby. Sie Zmonés siekia susikurti tokig
darbine situacija, kurioje jie galéty islikti
»idealistais®, bet kuri nereikalauty jy buti
lanksciais. Ir nors tokie asmenys yra atviri
patarimams ir konsultacijoms, jiems labiau
patinka likti savo komforto zonoje, kuri tarsi
saugo nuo naujy patirciy ir islaiko siaurg pa-
saulézirg.

Organizacijos vyro/moters Karjeros tipui
priskiriami asmenys puikiai sugeba vadovau-
ti savo karjeros plétotés procesui ir dirbdami
sugeba buti psichologiskai mobilas. Tac¢iau
jie néra tikri dél savo paciy vertybiy. Dél $ios
priezasties $io karjeros prototipo atstovai savo
karjerg paskirs organizacijos tiksly ir vertybiy
jgyvendinimui, savo asmeninius poreikius
palikdami uznugaryje.

Solidus/rimtas pilietis. Sio profilio asme-
nys pasizymi tuo, kad pas juos yra zenkliai
iSreikstas kintancios karjeros aspektas ir jie
yra psichologiskai mobilias. Taciau jiems
triksta fizinio mobilumo. Jtakos tam gali
turéti asmeniniai prioritetai arba jvairios
susiklosciusios aplinkybés. Toks Zzmogus
gali bati darbstus, tinkamai pasiruoses dar-
bui, lankstus ir Zingeidus, tac¢iau dél jvairiy
apribojimy negali palikti savo dabartinés
darbo aplinkos.

Samdinys. Stiprioji $io tipo atstovy pusé
yra ta, kad jie sugeba vadovauti savo karjeros
plétotés procesui ir yra visiskai psichologiskai
ir fiziskai mobilas. Tadiau jie nepakankamai

with only one highly expressed aspect — physi-
cal mobility. The wanderer is the individual
who lacks psychological mobility and who is
measured low on the both protean dimen-
sions. These people see no barriers in terms
of organizational or geographical boundar-
ies. They can connect with whatever oppor-
tunities come along with no guidance of their
inner values or self-direction. Therefore it
looks like opportunities are controlling the
wanderer and at times one can be observed
as impulsive.

The idealist. Briscoe and Hall (2006) use
the ,idealist“ label to describe a profile of a
career agent who is values driven and psycho-
logical boundaryless, but usually fails being
effective in self-management and is not will-
ing to cross physical boundaries. These people
are looking for the work situation where they
could remain “idealistic”, but does not require
being flexible. And despite of being open for
the consultation or advice these agents will
prefer their comfort zone which prevents
them from new experiences and broadening
their worldview.

Organization man/woman career pro-
file describes people who can perfectly take
charge of their career management and are
able to work well across psychological bound-
aries, yet are totally not clear about their own
values. Furthermore, they are not willing to
cross physical boundaries. As a consequence,
these agents will refer their career to fulfil the
needs and live the values of the organization,
while their own needs may be left behind.

Solid citizen. These agents demonstrate a
high protean attitude and are psychologically
boundaryless but somehow express a low phy-
sical mobility. It can be influenced by personal
preference or variety of circumstances. Person
may be efficient, well grounded, flexible and
curious but cannot leave the current organiza-
tional setting due to various restrictions.

Hired gun/hired hand. The strength of
these career agents is that they are strongly
self-directed in their career management and
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vadovaujasi savo vertybémis ir plétodami sa-
vo karjerg nesugeba tiksliai nusistatyti savo
prioritety. Jie yra geri savo profesijos atstovai,
taciau ne visada yra visiSkai atsidave tam, ka
daro. O kadangi tokie asmenys nesugeba tin-
kamai reaguoti j savo paciy vertybes, lyderiau-
ti ir atsizvelgti j kultarinius aspektus jiems
sekasi sunkiau.

Kintancios karjeros architekto tipui priklau-
sancio asmens tiek kintancios karjeros, tiek ir
karjeros be riby aspektai jvertinami aukstai.
Toks asmuo yra fiziskai ir psichologiskai mo-
bilus, vadovaujasi asmeninémis vertybémis
ir aktyviai vadovauja savo karjeros plétotés
procesui. Jis yra pasitikinti savimi, stipri as-
menybé, pasizyminti placia pasaulézitira psi-
chologinéje ir geografinéje sferose.

Konglomerato pilietis. M. Buchner (2007)?
savo tyrime nurodé dar viena karjeros profilj,
kurio atstovus pavadino konglomerato pilie-
¢iais. Tokie zmonés sugeba save nukreipti, va-
dovaujasi vertybémis ir yra fizi$kai mobilas,
taciau jiems truksta psichologinio mobilumo.
Asmenys laikomi profesionalais ar talentais,
kurie perZengia fizines ribas sveciose Salyse
atlikdami darbus tam pac¢iam konglomera-
tui. Jie nuolat keliauja (fizinis mobilumas),
glaudziai sieja savo asmenines vertybes su
konglomerato vertybémis, susitapatina su sa-
vo profesija ir sugeba prisitaikyti.

Kiekvienas i§ auk$ciau jvardinty karjeros
profiliy turi savo privalumy ir trikumy ir tuo
pat metu susiduria su i$$tukiais bei poreikiu
ieskoti galimybiy mokytis vienokio ar kitokio
dalyko. Taip pat kiekviename karjeros profi-
lyje pateikiamas to profilio atstovy galimy
savybiy ir elgsenos aprasymas. Dél $ios prie-
Zasties butent tokia struktiira pasirinkta imig-
ranty karjeros profiliams Lietuvos kontekste
aprasyti ir aptarti.

fully boundaryless in both physical and psy-
chological dimensions. But they lack values
dimension, a clear sense of priorities when
building their own career. They are good as
professionals but are not always completely
dedicated for what they do. Besides as these
people are not effective at responding to their
own values they may be weak in leadership
and cultural dimensions.

The protean career architect is the career
author who covers both protean career and
boundaryless career dimensions in high
measures. The person is both physically and
psychologically boundaryless as well driven
by personal values and actively directs one’s
career management. One is described as con-
fident, open-minded and a strong personality
with a wide worldview gained within geo-
graphical and psychological spheres.

The conglomerate citizen. Buchner (2007)*
in his research indicated one more career
profile that he named conglomerate citizen.
Such people are self-directed, values driven
and physically boundaryless, yet they lack
psychological mobility. Individuals are con-
sidered as professionals or talents who physi-
cally cross boundaries to fulfil their duties in
other countries for the same conglomerate.
They are regularly travelling (physical mobil-
ity), closely link their personal values to the
values of the conglomerate, have a strong
identification with his or her profession and
need to be adaptable.

Each of the above mentioned career pro-
files has its own strengths and weaknesses
and at the same time faces challenges and
needs opportunities for learning one or other
thing. Moreover, each career profile gives a
certain description of possible characteristics
and behaviours of various career agents. For
this reason this specific framework is chosen
to describe and discuss the career profiles of
immigrants’ in Lithuanian context.

2 Buchner, M. 2007. The protean career attitude, emotio-

nal intelligence and career adjustment (Doctoral disser-
tation, university of Johannesburg, 2007).

2 Buchner, M. 2007. The protean career attitude, emotio-

nal intelligence and career adjustment (Doctoral disser-
tation, university of Johannesburg, 2007).
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2
METODAS

2.1 Tyrimo metodologija

Atliktas aprasomojo tipo tyrimas, t. y. juo
siekiama pamatyti dalykus ,tokius, kokie jie
yra® Trys pagrindiniai apragomojo tyrimo tik-
slai yra apragyti, paaiskinti ir pagristi gautus
duomenis. Aprasymas seka po karybingo
tyrinéjimo ir padeda suskirstyti duomenis
taip, kad jie sutapty su pastebéjimais, kuriuos
véliau galima patikrinti ir pagrjsti tolesniais
tyrimais (Krathwohl, 1993).

Aprasomajame tyrime daznai naudojami
stebéjimo ir apklausos metodai, leidZiantys
surinkti informacija apie dabartinius jvykius,
aplinkybes, procesus ar jy elementus. Sie-
kiant atsakyti j $iame tyrime iskeltg klausima,
pasirinktas apklausos metodas. Buvo suda-
ryta struktiruota anketa, kuri patalpinta
internetinéje svetainéje. Daugeliu atvejy an-
ketos buvo uzpildytos elektroniniu pastu nu-
siuntus nuorodg j Internete patalpintg anke-
tos formg. Duomenys buvo renkami 2013 m.
birzelio - spalio ménesiais.

2.2 Vertinimo instrumentai

Karjeros be riby aspektai. Karjeros be riby
pozitris vertinamas pagal dvi poskales -
atvirg mastyseng (AM) ir mobilumo prior-
itetus (MP). Jy naudojima karjeros profiliui
jvertinti aprasé J. P. Briscoe, D. T. Hall ir R.
L. E Demuth (2006). Autoriai nurodé tokius
patikimumo  koeficientus  (paskai¢iuotus
pagal Kronbacho alfa koeficienta) Siame
tyrime nagrinétiems keturiems aspektams:
vadovavimo savo karjeros plétotei aspektui —
a=0,81, vadovavimosi savo vertybémis as-
pektui — a=0,69, atviros mastysenos aspektas
gavo a=0,89, o mobilumo prioritety aspek-
tas - a=0,75.

AM ir MP sudaro, atitinkamai, aStuoni ir
penki teiginiai, j kuriuos tyrimo dalyviai at-
sako penkiy tasky Likerto skaléje pagal tam
tikras kategorijas (1 = visi$kai ne ar labai

2
METHOD

2.1 Research methodology

The chosen type of the study is descriptive.
Descriptive research seeks to see “as it is”. The
three main purposes of this research type are
to describe, explain and validate the findings.
Description follows from the creative ex-
ploration and helps to structure data so that
they are consistent with observations that can
then be tested and justified by other studies
(Krathwohl, 1993).

Observation and questioning techniques
are often used to conduct descriptive research
as they enable the collection of information
on current events, conditions, processes or
elements. Survey method was chosen to an-
swer the question of the research. A struc-
tured questionnaire was formed and situated
on the web page. In most cases the question-
naires were completed by sending a link to
the online questionnaire form by e-mail. The
data were collected between June - October
2013.

2.2 Measuring instruments

Boundaryless career attitude: The boundar-
yless career attitude is operationalised by two
subscales: Boundaryless Mindset (BM) and
Mobility Preference (MP) as published by Br-
iscoe, Hall and Demuth (2006) to evaluate the
career profile. Authors reported the following
reliability coefficients (as estimated by Cron-
bach’s coefficient alpha) for four sub-scales
used in this research: a=0.81 for the self-di-
rected career management scale, a=0.69 for
the values-driven scale, the boundaryless
mindset score had a=0.89 and the mobility
preference scale had a=0.75.

The BM and MP consist of eight and five
Likert-type items, respectively to which par-
ticipants respond on a five-point scale with
ordered categories (1 = To little or no extent,
2 = To a limited extent, 3 = To some extent,
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mazai, 2 = ribotai, 3 = truputj, 4= pakanka-
mai, 5 = Zenkliai). Ta¢iau MP skalés aspektai
jvertinami atvirkstine tvarka.

Kintancios karjeros aspektai: Kintancios
karjeros pozitris vertinamas pagal dvi po-
skales — vadovaujama savo karjeros plétotei
(VSKP) ir vadovaujamasi vertybémis (VV).
VSKP ir VV aspektus sudaro, atitinkamai
aStuoni ir $esi teiginiai, j kuriuos tyrimo daly-
viai atsako toje pacioje penkiy baly Likerto
skaléje su i$vardintomis kategorijomis kaip ir
vertinant AM ir MP aspektus.

Svarbu pazyméti, kad $io jrankio autoriai
maté kintancig karjerg ir karjera be riby kaip
atskiras, bet tarpusavyje susijusias struktiiras.
Dominuojantys imigranty karjeros pro-
filiai nustatomi remiantis $iomis keturiomis
poskalémis (Zemi arba auksti jvertinimai).
Remiantis tyréjos logika, nubréziama tokia
riba tarp auksty ir Zemy jvertinimy: vidur-
kiai nuo 5 iki 3 jvertinami aukstai, o nuo 2,9
iki 1 - zemai. Rezultaty tikslumas gali bati
santykinis, nes tai, kg $i tyréja laiko ,,aukstu/
zemu" jvertinimu, kitam tyréjui gali ir nebati
aukstas/Zemas jvertinimas. Nepaisant to, gau-
ti rezultatai leidzia susidaryti bendra vaizda.

2.3 Imtis / dalyviai

Siame tyrime duomenys buvo renkami
internetinés apklausos pagalba. Tyrimo imtj
sudaro aukstos kvalifikacijos darba dirbantys
imigrantai, Lietuvoje gyvenantys maziausiai
metus. I§viso tyrimedalyvavo 71 respondentas
(81,7 % vyryir 18,3 % motery). Respondenty
pasiskirstymas pagal lytj atitinka IOM 2013
m. pasaulinés migracijos ataskaitoje pateik-
tus duomenis. Sioje ataskaitoje (http://www.
iom.int/) teigiama, kad dauguma tarptautiniy
migranty sudaro vyrai. Amziaus vidurkis - 33
metai. Respondenty amzius svyruoja nuo 22
iki 70 mety, taip atspindint visg dirbanciyjy
spektra. Beveik pusé respondenty yra vedg/
istekéjusios (42,3 %), 26,8 % turi antraja puse,
22,5 % yra vienisi, 7 % yra susizadéje (-usios)
ir 1,4 % - i8siskyre (-usios). 2 lenteléje re-

4= To a considerable extent, 5 = To a great
extent), but all the items of the MP scale need
to be reverse scored.

Protean career attitude: The protean career
attitude is operationalized by two subscales:
Self-Directed Career Management (SDCM)
and Values Driven (VDCM). The SDCM and
VDCM consists of eight and six, respectively
Likert-type items participants respond on the
same five-point scale with ordered categories
that is used for the BM and MP subscales.

It is important to note that the authors
of this instrument saw protean career and
boundaryless career as independent but re-
lated constructs. According to these four
sub-scales (low and high estimates) domi-
nant immigrants’ career profiles are identi-
fied. Based on the logic of the researcher, the
line between high and low estimates is drawn
this way - the averages from 5 to 3 are rated
as high and averages from 2,9 to 1 are rated
as low. The precision of the results might be
relative because what is “high/low” for the re-
searcher of this study might be not high/low
for the other researcher. Despite that results
allow to see a big picture.

2.3 Sample/participants

The data of this study was collected us-
ing web-based survey. The population of the
study is highly skilled job working immi-
grants living in Lithuania for at least 1 year.
The total number of 71 respondent consist of
81,7% men and 18,3% women. The reparti-
tion of the respondents by gender matches
with the world migration report 2013 re-
leased by IOM. The IOM report (http://www.
iom.int/) shows that majority of international
migrants are men. The mean age is 33 years.
Ages range from between 22 to 70 years repre-
senting the full spectrum of the career agent.
Almost half of the respondents are married
(42,3 %), 26,8 % are in a relationship, 22,5 %
are single, 7 % engaged and 1,4 % divorced.
The country of origin (table 2) characterieze
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spondentai suskirstyti pagal savo kilmés $alj.
Daugiausia respondenty, dirbanciy Lietuvoje,
yra atvyke i Italijos.

a wide wariety of respondents of the research.
The biggest group of respondents working in
Lithuania is from Italy.

2 lentelé. Kilmés alis
Table 2. Country of origin

Salis / Respond. / Salis / Respond. / Salis / Respond. /
Country Respond. Country Respond. Country Respond.
Italija / 12 Azerbaidzanas / 1 Nigerija / 1
Italy Azerbaijan Nigeria
Prancizija / Baltarusija / Peru /

7 1 1
France Belarus Peru
Lenkija / 5 Belgija / 1 Filipinai / 1
Poland Belgium Philippines
Portugalija / Brazilija / Rumunija /

4 . 1 . 1
Portugal Brazil Romania
Jungtiné Karalysté / 4 Kameridnas / 1 Rusija / 1
United Kingdom Cameroon Russia
Latvija / 3 Eqgiptas / 1 Serbija / 1
Latvia Egypt Serbia
Ispanija / 3 Graikija / 1 Piety Afrika / 1
Spain Greece South Africa
Kinija / ) Jordanija / ] Svedija / 1
China Jordan Sweden
Danija / 5 Malta / 1 Sveicarija / 1
Denmark Malta Switzerland
Vokietija / 5 Meksika / 1 Turkija / 1
Germany Mexico Turkey
Indija / 5 Moldova / 1 Ukraina / 1
India Moldova Ukraine
SriLanka / 2 Nyderlandai / 1 IS viso / 71
Sri Lanka Netherlands Total

Atsizvelgiant j tyrimo dalyviy i$silavinima,
10 i$ jy turi daktaro laipsnj, 33 - magistro
diplomg, 21 - bakalauro diplomg, 5 - ko-
leginj issilavinimg ir 2 - kitokj (profesinj
ir nenurodyty) i$silavinima. Lietuvoje pra-
leisty mety vidurkis - 3,92 ir svyruoja nuo
1 iki 20 mety. 70,4 % tyrimo dalyviy dirba
pilng darbo dieng, 12,7% dirba ne visg dar-
bo dieng, 14,1% savo verslo karéjai, o 2,8 %
respondenty uzimtumas kitoks (nenurodyta
koks). Dalyviai nurodé dirbantys $vietimo,
importo/eksporto, administravimo, ekono-
mikos, inzinerijos, verslo plétros, finansy,
konsultavimo, logistikos, projekty valdy-
mo, pardavimy ir mokslo srityse. 60,6 %
respondenty dirba pagal iSsilavinima, o

Considering education level of the par-
ticipants 10 reached PhD degree, 33 of them
have masters degree, 21 hold bachelor degree,
5 have college education and 2 other (profes-
sional and not identified) educational level.
The mean of years lived in Lithuania is 3,92
years ranging from between 1 to 20 years.
70,4% of participants are employed full time,
12,7% part time, 14,1% are self-employed
and 2,8% have another type of employment
(which was not specified). Participants indi-
cated their job positions they have in the fields
of education, import/export, administration,
economics, engineering, business develop-
ment, finances, consulting, logistics, project
management, sales and science. 60,6% of
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39,4% tyrimo dalyviy darbai nesusije su jy
jgytu issilavinimu. 20 respondenty dirba
organizacijy auksciausioje vadovybéje, 33
i$ jy yra viduriniosios grandies vadovai, 11
respondenty yra Zemiausiojo lygmens vado-
vai, o 7 respondentai neuzima vadovaujamos
pozicijos. 58 i§ jy yra patenkinti savo darbu, o
like 13 - nepatenkinti.

2.4 Tyrimo apribojimai

Norédama pasiekti iSsikeltg tiksla, tyrimo
autoré orientavosi apklausti kvalifikuotus
imigrantus. Leidimai gyventi ir dirbti auksta
kvalifikacijg turintiems profesionalams, re-
miantis jstatymo ,Dél uzsienieciy teisinés
padéties” 44.1 skyriumi, i§duodami tik nuo
2013 m. sausio ménesio, (www.migracija.lt).
Pagal §j jstatyma migracijos departamentas
$iuo pagrindu kol kas yra iSdaves tik keleta
leidimy gyventi, todél tokio kiekio Zmoniy
neuztekty kiekybiniam tyrimui atlikti. Be to
Lietuva néra didelé $alis, todél Siame tyrime
dalyvauti gali tik nedidelé jos gyventojy da-
lis.

Taip pat svarbu paminéti, kad migraci-
jos departamente registruojami tik tie
uzsienieciai, kurie atvyksta ne i$ ES valstybiy.
Tyrimo imtis turi dar vieng apribojima.
Nors jmanoma gauti informacija apie nuo-
lat Lietuvoje dirbancius uzsieniecius (darbo
birzos pateikiama informacija apie i$duotus
darbo leidimus), nejmanoma susisiekti su
uzsienieciais, kuriems leidimo dirbti Lietuvo-
je nereikia (pavyzdziui, imigrantai gyvenan-
tys ir dirbantys Lietuvoje, nes sukaré $eima
su Lietuvos pilie¢iu). Todél buvo nejmanoma
sudaryti tikimybine tyrimo grupe. Norédama
surinkti tam tikrg respondenty skaiciy, tyri-
mo autoré naudojosi jvairiais kontaktais.

Nepazjstant respondenty, anketose gauta
informacija apie vienus demografinius aspek-
tus atspindéjo didziule jvairove, tuo tarpu
kiti aspektai parodé, mazai besiskiriancias
respondenty savybes.

the respondents are working according their
education background and 39,4% have jobs
which are not connecting to their education
background. 20 respondents occupy positions
at the top-level management of the organiza-
tion, 33 of them are in the middle-level man-
agement, and 11 respondents are first-level
managers while 7 respondents are working as
individual contributors. 58 of them are satis-
fied with the work they do and 13 are not.

2.4 Limitations and restrictions
of the research

To implement the intention of the re-
search, the researcher was focused on to sur-
vey skilled immigrants. Residence permits
and the work permits of highly qualified pro-
fessionals are issued only since 2013 January
with the law “On the Legal Status of Article“
44.1. (www.migracija.lt). Thus, the migration
department has registered only a few issued
residence permits based on this law and this
population would be too small for quantita-
tive studies. Also, Lithuania as country is not
very big one providing the researcher with
only small size of population relevant for the
study.

Another important aspect to mention is
that the migration department registers only
foreigners from non-EU countries. There is
another limitation to the size of population to
study. In fact, if it is possible to get access to
permanent foreign workers in Lithuania (via
information provided by labour office based
on work permits issued) it is impossible to get
access to those of international workers who
are exempted from work permits such as im-
migrants residing and working in Lithuania
based on marriage. Therefore, it was impos-
sible to make a probabilistic test group. Re-
searcher was using network of contacts to get
a number of respondents.

Without knowing the respondents, ques-
tionnaires collected from some of the demo-
graphic aspects reflected a very high diversity,



3
REZULTATAI

3.1 Dominuojantys imigranty karjeros
profiliai

Tyrimas atskleidé jvairiy karjeros profiliy
pasiskirstyma tarp respondenty. Profiliy ypa-
tybés jvertinamos aukstais ar zemais jverciais,
atsizvelgiant j tai, kaip pas asmenj pasireiskia
kintancios karjeros ir karjeros be riby aspe-
ktai. Tyrimo imtyje (3 lentelé) nerasta pasi-
metusio ar jstrigusio, jsitvirtinusio, idealisto
ir konglomerato piliecio tipo profiliy.

Vieno respondento karjeros profilis nu-
statytas - klajino tipo, ta¢iau tai sudaré ma-
Ziau nei 3% visos tyrimo imties. Taip pat rasta
viena grupé ,nenustatyty“ karjeros profiliy
(9,9% tyrimo imties), kur gauti rezultaty vi-
durkiai negali bati tiksliai priskiriami kuriam
nors vienam karjeros profiliui. Dar du karje-
ros profiliai, kurie, nors ir sudare didesnj
procents, negali bati priskiriami dominuo-
jantiems profiliams yra samdinys (N=5, 7%)
ir organizacijos vyras/moteris (N=4, 5.6%).
Taigi nustatyta, kad du pagrindiniai karje-
ros profiliai yra kintancios karjeros architek-
tas (N=40, 56.3 %) ir solidus/rimtas pilietis
(N=14, 19.7%).

Kintancios karjeros architektas. Tyrimo re-
zultatai atskleidé, kad daugiausia imigranty
Lietuvoje jkanija kintancios karjeros profilj.
Tokie asmenys pasizymi aukstai jvertinamais
visais keturiais kintancios karjeros ir karjeros
be riby aspektais. Jie yra stiprios asmenybés,
kurios aktyviai vadovauja savo karjeros plé-
totei ir dazniausiai orientuojasi j savo asme-
nines vertybes. Jie taip pat yra labai mobilas
tiek fiziSkai, tiek ir psichologiskai.

Pagal lytj 40 kintancios karjeros atstovy
karjeros profiliy pasiskirto taip: 32 vyry
profiliai ir 8 motery profiliai. 20 kintancios
karjeros profilj turinc¢iy respondenty (50%
i§ visy) dirba organizacijos viduriniosios
grandies vadovybéje, 11 dirba auksciausioje
vadovybéje, 5 yra zemiausios grandies va-
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and some of them conveyed very little diver-
sity of respondents’ characteristics.

3
RESULTS

3.1 Dominant career profiles
of immigrants

As a result of the study there have been
varjous career profiles obtained, which are
characterized by the degree (high or low) to
which an individual’s career orientation can
be described in terms of protean and bound-
aryless career dimensions. The sample of
the research (table 3) did not display lost or
trapped, fortressed, idealist and conglomer-
ate citizen profiles.

There was one case encompassed of wan-
derer career profile which did not exceed a
3% of the total sample. At the same time, it
was found a group of “undefined” career pro-
files represented a 9,9% of the sample and
presented average values that cannot be pre-
cisely included in any career profile. The other
two career profiles wchich could not be con-
sidered as dominant even having higher per-
centage are hired gun / hired hand (N=5, 7%)
and organization man/woman (N=4, 5.6%).
Finally, the indicated two dominant career
profiles are protean career architect (N=40,
56.3 %) and solid citizen (N=14, 19.7%).

Protean career architect. The findings re-
vealed that the most dominant career profile
of immigrants in Lithuania is protean career
architect. These career agents have high level
of all four protean and boundaryless career
dimensions. They are strong personalities
who actively direct their career and usually
based on their personal values. Furthermore
they are highly physically and psychologi-
cally mobile.

Based on gender 40 protean career archi-
tect career profiles are distributed as follows:
32 as man profiles and 8 as woman profiles.

m
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dovai, 0 4 neuzima vadovaujamos pozici-
jos. 52,5% $iy karjeros atstovy turi magistro
diploma, 30% - bakalauro diploma, o 10%
- daktaro laipsnj. Rezultatai taip pat rodo,
kad 92,5% kintancios karjeros atstovy turi
aukstajj iSsilavinima. 75% kintancios karjeros
atstovy dirba visg diena, o likusieji 25% dirba
ne visg darbo dieng, dirba sau arba pasizymi
kitokiu uzimtumu.

Siek tiek daugiau nei pusé (57,5%) $ios kar-
jeros krypties atstovy dirba pagal specialybe.
Nepaisant to, kad pagal i$silavinimg dirba tik
kiek daugiau nei pusé respondenty, 82,5% i$
jy yra patenkinti tuo, kg jie daro. Tai patvir-
tina, kad kintancios karjeros kiréjai stipriai
vadovaujasi savo vertybémis ir sugeba save
nukreipti siekiamu keliu.

20 respondents holding the protean career
architect profile (50% of total) are working at
the middle-level of the organization, 11 are
working at the top-level, 5 first-level and 4 are
individual contributors. 52,5% of these career
agents have master degree, 30% bachelor and
10% PhD degree. The results also show that
92,5% of protean career architects have a high
educational level. 75% of protean career archi-
tects are working full time; the remaining 25%
are either self-employed, working part time or
have some other type of employment.

A bit more than a half (57,5%) of career
agents are working according their education
background. Despite that 82,5% are satisfied
with the work they do. Which may confirm
the strong self-directedness and being values
drives of protean career architects.

3 lentelé. Karjeros profiliai, remiantis tyrimo imtimi
Table 3. Career profiles based on the research sample

Kintanti: Kintanti: Beriby: . .
. . . . . Be riby: Fiz.
Pavadinimas / vadovavimas | skatinamas Psich. ;
. » mobilumas | N %
Name sau/ vertybiy / Mobilumas / / B: PhyM
P:SD P:VD B: PsyM k4
Pasimetes ar jstriges / Zemas / Zemas / Zemas / Zemas /
0 0,00

Lost or trapped Low Low Low Low
Jsitvirtines / Zemas / Aukstas / Zemas / Zemas / o | 000
Fortressed Low High Low Low !
Klajanas / Zemas / Zemas / Zemas / Aukstas / 1 14
Wanderer Low Low Low High !
Idealistas / Zemas / Aukstas / Aukstas / Zemas / o | 000
Idealist Low High High Low !
Organizacijos ~ vyras/moteris /| Aukstas/ Zemas / Aukstas / Zemas / 4 56
Organization man/woman High Low High Low !
Solidus/rimtas pilietis / Aukstas / Aukstas / Aukstas / Zemas / 12 | 197
Solid citizen High High High Low !
Samdinys / Aukstas / Zemas / Aukstas / Aukstas / 5 70
Hired gun/hired hand High Low High High !
Kintancios karjeros architektas / | Aukstas / Aukstas / Aukstas / Aukstas / 20 | 563
Protean career architect High High High High !
Konglomerato pilietis /| Aukstas/ Aukstas / Zemas / Aukstas / o | 000
Conglomerate citizen High High Low High !
Nenustatyta / Aukstas / Aukstas / Zemas / Aukstas / 3 42
Undefined High High Low High !
Nenustatyta / Zemas / Aukstas / Aukstas / Aukstas / 2 28
Undefined Low High High High '
Nenustatyta / Zemas / Zemas / Aukstas / Aukstas / 1 14
Undefined Low Low High High !
Nenustatyta / Aukstas / Aukstas / Zemas / Zemas / ] s
Undefined High High Low Low !




Solidus/rimtas pilietis. Antras pagal domi-
navimg karjeros profilis yra solidus/rimtas
pilietis. Siame profilyje asmenys yra labai
linke vadovauti sau karjeros plétotés proce-
se, vadovaujasi vertybémis, néra ribojami
psichologiskai, ta¢iau jiems triksta fizinio
mobilumo. DazZniausiai toks mobilumo tra-
kumas atsiranda dél tam tikry aplinkoje
susiklosciusiy aplinkybiy ar asmens nusista-
tyty prioritety.

Solidaus/rimto pielie¢io profiliai pasiskirs-
to taip: 11 vyry profiliy ir 3 motery profiliai.
Visi jie arba yra vede/iStekéjusios, arba turi
antraja puse. 5 tokig karjera kuriantys asmenys
turi bakalauro laipsnj, 4 - magistro laipsnj,
2 — daktaro laipsnj, 3 - koleginj i$silavini-
ma, o dar keli nenurodé savo issilavinimo. 6
respondentai dirba pilng darbo diena, o kiti
6 savo verslo kiréjai, taip atskleisdami imi-
grantams budingg verslumo dvasig. Taigi 5
solidais/rimti pilieciai dirba auksciausioje va-
dovybéje, dar 5 yra viduriniosios grandies va-
dovai, o dar keturi yra arba zemiausios gran-
dies vadovai, arba neuzima vadovaujamos
pozicijos. 92,9% (N=13) i$ jy yra patenkinti
tuo, ka daro. Tai vélgi sutampa su solidaus/
rimto piliecio teoriniu apibudinimu.

3.2 Koreliacijy analizé

Koreliacijy analizé atlikta norint jvertinti
tarpusavio ry$j tarp keturiy poskaliy. 4 len-
teléje pateikiamos $ios koreliacijos visai tyri-
mo im¢iai. Silpna vidutiné koreliacija nustaty-
ta tarp dviejy kintancios karjeros aspekty, t. y.
vadovavimosi vertybémis ir saves nukreipimo
karjeros plétotéje (r = 0,468, p < 0,01). Antra
silpna vidutiné koreliacija pastebéta tarp saves
nukreipimo ir atviros mastysenos aspekty
(r = 0,289, p < 0,01). Koreliacija tarp vado-
vavimosi vertybémis ir atviros mastysenos
aspekty yra r = 0,261, p < 0,05. Koreliacija
nepastebéta tarp organizacinio mobilumo ir
saves nukreipimo (r = 0,000), vadovavimosi
vertybémis (r = 0,015) ir atviros mastysenos
(r = -0,155).
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Solid citizen. The second dominant career
profile is solid citizen. These career agents are
self-directed, values driven and psychologi-
cally mobile but at the same time they lack
physical mobility. Usually this lack of mobil-
ity comes because of certain circumstances
from the environment or because of particu-
lar preferences of individual.

Profiles are distributed as follows: 11 as
man profiles and 3 as woman. All of them are
either married or in the relationship. 5 career
agents have bachelor degree, 4 masters and 2
PhD, the other 3 college and some other not
indicated educational level. 6 are working full
time and other 6 are self-employed which
shows entrepreneurship spirit typical for im-
migrants. Therefore, 5 of solid citizens work
at the to-level and 5 at the middle level of or-
ganization; the other four are either individ-
ual contributors or work at the first-level of
organization. 92,9% (N=13) are satisfied with
the work they do. This, again, goes along with
the characteristics of solid citizen.

3.2 Correlation analyses

Correlation analyses were conducted to
assess the relationship between the four sub-
scales. Table 4 displays these correlations for
the total sample. Small moderate correlation
exists between the two scores representing
a protean career attitude: values driven and
self-directed (r = 0,468, p < 0,01). The second
small moderate correlation exists between
self-directed and boundaryless mindset sco-
res (r = 0,289, p < 0,01). The scores of corre-
lation between values driven and boundary-
less mindset scores (r = 0,261, p < 0,05). Yet,
there is no correlation between organizational
mobility score with self-directed (r=0,000), va-
lues driven (r=0,015) and boundaryless mind-
set scores (r=-0,155).
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4 lentelé. Koreliacija tarp saves nukreipimo, vadovavimosi vertybémis, atviros mastysenos ir organizacinio mobilumo
Table 4. Correlation between self-directed, values driven, boundaryless mindset and organizational mobility

Save Vadovaujasi Atvira Organizacinis
Spirmeno ranginés koreliacijos koeficientas / nukreipia vertybémis mastysena / mobilumas /
Spearman’s rho / Self- /Values Boundaryless | Organizational
directed driven mindset Mobility

Self-directed Sig. (2-tailed) 1000 015 1998

N 71 71 71 71
Vadovaujasi Koreliacijos koeﬁcifentas / 468" 1,000 261" 015
vertybeémis / Correlation Coefficient
Values driven Sig. (2-tailed) ,000 ,028 ,903

N 71 71 71 71
Atvira mastysena / Koreliac!jos koeﬁcigntas / 289" 261" 1,000 -155
Boundaryless Correlation Coefficient
Mindset Sig. (2-tailed) ,015 ,028 ,198

N 71 71 71 71
Organizational Sig. (2-tailed) ,998 ,903 ,198
Mobility

N 71 71 71 71

* Koreliacija reik3minga, kai lygmuo yra 0,05 (2-tailed) /
Correlation is significant at the 0.05 level (2-tailed).

** Koreliacija reikSminga, kai lygmuo yra 0,01 (2-tailed) /
Correlation is significant at the 0.01 level (2-tailed).

Koreliacijy analizé grindziama apskaic¢iuo-
jant keturiy poskaliy, vertinanciy karjeros
profilius, patikimumg. Nustatyta, kad tiek
kintancios karjeros, tiek ir karjeros be riby
skalés yra labai patikimos (27 teiginiai; Kron-
bacho a = .808).

ISVADOS IR DISKUSIJA

Kei¢iantis pasauliui, kei¢iasi ir supratimas
apie karjera. Modernios karjeros sagvoky auto-
riai vis labiau pabrézia vadovavimo sau (Bris-
coe, Hall, 2006) ir mobilumo (Arthur, 1994;
Briscoe, Hall, 2006; Hall, DeMuth, 2006)
svarbg. O tyrime gauti duomenys atskleidé,
kad dviejuose pagrindiniuose imigranty kar-
jeros profiliuose, pastebimuose Lietuvoje,
orientuojamasi j savo karjeros valdymg ir va-
dovaujamasi vertybémis. Tokie asmenys taip
pat yra psichologiskai, o daugeliu atvejy ir
fiziskai mobils.

Correlation analyses were supplemented
by counting reliability of the four subscales
which measure career profiles. And the prote-
an and boundaryless career scales were found
to be highly reliable (27 items; Cronbach’s
a = .808).

CONCLUSIONS AND DISCUSSION

As the world of work changes so the careers
do too. The authors of the modern career
concepts more and more stress on self-man-
agement (Briscoe, Hall, 2006) and mobil-
ity (Arthur, 1994; Briscoe, Hall, 2006; Hall,
DeMuth, 2006). And the findings of the
research have revealed that two main immi-
grants’ career profiles observed in Lithuania
demonstrate orientation in self-managed and
values driven careers as well they are strongly
mobile psychologically and in many cases
physically.



Si studija orientuota j kiekybinj tyrima,
nes noréta pateikti bendrg paveikslg apie tai,
kokiais karjeros profiliais pasizymi tam tikra
Lietuvoje dirbanciy imigranty imtis. Atlik-
tas tyrimas atveria kelius kitiems tyrimams
zemiau pateiktose srityse.

Pirmoji sritis, j kurig galima orientuoti
tyrimus yra nagrinéti, kaip imigranty i§ tam
tikry $aliy karjeros profiliai yra susije su
jvairiais kultariniais aspektais. Toks tyrimas
leisty papildyti karjeros teorijas, susijusias su
rasinémis ir etninémis grupémis (Patton, &
McMahon, 2014).

Be to galima atlikti kiekybinj tyrima,
siekiant geriau suprasti, dél kokiy priezasciy
imigrantams triksta fizinio mobilumo
(dazniausiai gautas maziausias jvertinimas i$
visy keturiy poskaliy). Jis leisty i$siaiskinti,
kodél imigranty, kurie savo prigimtimi yra
mobilas, karjeros profiliuvose mobilumas
Zemas.

Galiausiai tyrimo autoré ragina ateityje
tyrimuose taikyti longitudinius tyrimo di-
zainus. Tai galéty bati tyrimas, kuriuo, pa-
vyzdziui, siekiama nustatyti veiksnius, dél
kuriy zmogaus karjeros profilis keiciasi, kai
jis persikelia i§ vienos valstybés j kita, arba
grizta karjerg testi savo gimtojoje Salyje. Taip
buty nustatomas rysys tarp karjeros profilio,
kultaros ir migracijos.

Diana Tchasse Simo

IMIGRANTY KARJEROS PROFILIAI MODERNIOSIOS KARJEROS KONTEKSTE: LIETUVOS ATVEJIS
CAREER PROFILES OF IMMIGRANTS IN THE MODERN CAREER CONTEXT: CASE OF LITHUANIA

This study focuses on quantitative research
in order to give an idea of career profiles of a
particular sample of immigrants working in
Lithuania. It opens the way to future research
in the areas outlined below:

The first area to expand is the orientation
of the research to immigrants from certain
countries to look for the relation between
particular career profiles and various cultural
dimensions. This kind of study could enrich
career theories related to racial and ethnic
groups (Patton, & McMahon, 2014).

Secondly, a quantitative research could be
conducted to better understand the reasons
behind the lack of physical mobility (as be-
ing the lowest score most often out of the four
sub-scales) of immigrants. So to understand
how the mobile nature of immigrants appears
with reduced mobility in their career profile.

Lastly, the author encourages future re-
search to apply longitudinal designs. This
means for example to find the influential fac-
tors for changes of career profile of one per-
son while he is changing hosting countries or
coming back to continue with the career in
the home country. Thus, to uncover the con-
nection between career profile, culture, and
migration.
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