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Rapid economy globalization insists on organizations capability to 
operate in different cultural settings, despite with whom – employees, 
consumers, partners, competitioners, or en block. It is necessary to 
acknowledge the growing complexity of inter- and intra-organizational 
connections and identities and to think about organizations and multiple 
cultures in a globalizing business context. There are many discussions on 
organization core competence that should ensure successful competition 
in the market, however recently traditional organization competence 
conception, that includes ability of an organization to sustain coordinated 
deployments of assets and capabilities in ways that help the organization 
achieve its goals, is not sufficient for working in cross-cultural space. 
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THE CONCEPTION OF ORGANIZATION COMPETENCE 
 
The business environment is continually changing and evolving. Due 

to three key, related trends – intensified competition, aggressive cost 
management and downsizing, and the proliferation of 360-degree feedbacks 
systems, interest in competence conception, development and its models 
will continue to grow. 
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Whereas organization cross-cultural competence, that should include 
organization politics, strategy, structure and analyze how to develop 
individual cross-cultural competence systematically, is not emphasized.* 

The idea of management (individual) competences is drawn from the 
basic assumptions of the skills approach in social psychology that suggests 
we can understand social action by looking at its component parts. The 
factors involved in ‘skilled performance’ are therefore:† 

- the motivation to perform (as well as the attitudes towards the 
performance and subject of the performance); 

- knowledge and understanding of what is required; 
- the ability (capability) to translate knowledge into specific 

behavior; 
- the performance itself which provides evidence that the above 

three factors are present. 
Recent competence conception remained similar to skills approach. 
The concept of competence indicates person‘s ability to keep a 

balance between qualifications and specific social conditions. Individual 
develops his/her competence through all life, in interactions with other 
people. Therefore competence is concurrent with work environment and 
human relationships. Competence consists of knowledge, skills, ability and 
other, there other includes both interests and personality interests, and 
competence is the particular combination of knowledge, skills and 
characteristics needed to effectively perform a role in an organization.‡ 

- Knowledge is a set of beliefs about causal relationships in the world 
and an organization. It is a body of information that has to be 
mastered by a professional in a particular field. Knowledge helps 
people do things more effectively and efficiently. 

- Abilities concern the application of knowledge and skills in the 
practical settings, where judgment is used to deal with real 
situations.   

                                                
* Lucia A., Lepsinger R., Jossey B.P. – ‘The Art and Science of Competency Models’, San Francisco, 
1999, p.56 
† Argyle M., - ‘The psychology of interpersonal behavior’,  Penguin Books Baltimore, 1999, p.69 
‡ The Benefits of Cultural Diversity for an Organisation, Debbie Brown, Jean Paul Edwards, Jennifer 
Lemmel, Anu Vinod, John Mullaly, Karen Ellingford, Mt Eliza , MBA Organisational Behaviour 
2Q2001 paper 
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- Skills are the abilities an individual has to do things and enables to 
utilize the knowledge when performing a particular work or 
assignment. Knowledge and skills can be both highly tangible and 
measurable – or a far more complex to matter.  

- Characteristics of a person are least readily measurable. It can be an 
aptitude, innate talent, or inclination that suggests a potential to 
acquire or use a particular kind of skill or knowledge. Competences 
should include both innate and acquired abilities.  

It is a pyramid built on the foundation of inherent talents and incorporating 
the types of skills and knowledge that can be acquired through learning, 
effort and experience. At the top of the pyramid is a specific set of behaviors 
that are the manifestation of all the innate and acquired abilities. 
Organizational competence may be viewed as a ‘lens’ on the world of 
individual competence and its contributing competences. The conception of 
organization competence continually varied and developed. Competence is 
the ability of an organization to sustain coordinated deployments of assets 
(i.e. anything tangible or intangible that an organization could use in the 
pursuit of its goals) and capabilities in ways that help the organization to 
achieve its goals. Note that this concept of competence has three essential 
elements:  

- coordination of assets and capabilities; 
-  intention in deploying assets and capabilities to specific purposes 
- goal-seeking as the driver of organizational action. 

Competence is thus a property of an organization that depends on three 
essential inputs from managers: articulating the general goals of the 
organization, defining specific actions that will help the organization 
achieve its goals, and coordinating the use of resources in carrying out those 
actions. Normally, core competencies are defined in terms of their 
functional characteristics. The core competence of many organizations is 
complex, involving entire organization. One of the most important factors 
regarding its transformation into a constituent is globalization and 
international competition. One of the core competence constituents arising 
from above mentioned factors is organization cross-cultural competence. 
The human factor issue arises due to the establishment of increasing number 
of joint-ventures, because the relationship between people from various 
countries is based on different experience and management practice. While 
integrating not only into national but also into organizational cultures, cross 
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cultural interaction can be an assumption for both successful and failing 
international relationship. There was developed three-dimensional 
taxonomy of cross-cultural competences: 

- Self-maintenance dimension 
- Cross-cultural relationship dimension 
- Perceptual dimension. 

There were extracted the following dimensions of this competence: 
information processing; capacity for learning and change; communication 
style; stress tolerance; interpersonal relations; motivation and incentive; 
personal development; life stage; and context of situation.* 
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