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Abstract: The internationalization process of affairs is accompanied by 
the growth of the number of persons that work outside their mother 
country, as expatriates of transnational societies. However, collaborators 
transferred abroad by multinational companies represent only a part of 
the total of “migrant workers”.  
 As a result, the problematic study and international career management, 
in the context of international migration of work force is of strict 
actuality. International migration of the work force has visibly grown in 
the last decades, after 2000 the number of persons activating abroad 
being approximately 86 million people, in accordance to the statistics of 
the international work organizations.  
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INTRODUCTION 

 
 One of the strategic domains of any future oriented organization is 
represented by developing human resources that must be viewed as a 
continuous process. The developing function of human resources is 
structured on three activities: personal development, organizational 
development and career development. 

Career development is a continuous process through which the 
individual progresses along a series of professional stages, each stage 
having its particularities.  
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From the perspective of the organization, career development has, 
among other things, the stability, engagement or implication and loyalty of 
its members. The developing of employees career must be integrated in the 
performance evaluation system on an organizational level because planning 
and career development faze must be made up of the most correct 
evaluation of the employees potential and performances.  

The development activity is based on improving the knowledge and 
the abilities of the individuals concerning actual and future professional 
demands. It begins with the new employee’s orientation and carrying on 
with specialized training, continuing with the individual’s development by 
applying counseling techniques. 
 

MATERIAL AND METHOD 
 

 The career represents an important aspect in the life of an individual 
that, in its turn, represents a continuous battle to reach personal goals. In the 
specialized literature, the notion of “career” has the meaning of: 
advancement, profession, succession of posts during a lifetime, individual 
perception of the succession of attitudes and behaviors, the dynamic frame 
in which a person perceives their life etc. In making a career, three are 
different stages: exploration, establishment, middle of the career, liberation. 

International career management deserves a wholesome approach of 
the diverse factors that influence professional success in an intercultural 
environment. These factors are: 

- the particularities of the individual (their cultural and professional 
competence, their social aptitudes and their personality traits, their 
motivation, the study of life and their familial situation); 

- applicable policies and organizational practices ; 
- economical, social and legal context. 
In the contemporary period, international career management 

presents specific challenges for a variety of organizations and instutions 
including: transnational societies, international organizations, foreign work 
force agencies or those that send collaborators for some activities in other 
countries for a local beneficiary. Concerning their particularities, such 
organizations administrate on their own or with the help of some specialized 
intermediaries one or more of the following aspects: 

- recruiting and selecting candidates; 
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- preparing future migrant employees concerning relocation and 
accommodation in the destination region; 

- performance and reward management during working abroad; 
- facilitating repatriation and reintegration of the immigrants in their 

mother country.  
Weather the selection and recruitment targets people from inside or 

outside of the company for international jobs, it must base itself on a 
rigorous planning and must take into account the factors that influence the 
professional success in an intercultural context.  

Preparing the individuals that must work abroad must include 
intercultural and linguistic training adequate to the situation and other 
activities such as information regarding the legal system and the policies of 
the country, familiarizing the future immigrant employees with the 
organization and the job in the destination country and their assistance in 
international relocation. 
 

RESULTS AND DISCUSSIONS  
 

 For it to be efficient, organizational assistance for repatriation and 
reintegration often implies: 

- realistic expectancies and career planning; 
- keeping contact with migrant employees during the international 

contract; 
- appreciating and capitalization of knowledge and experiences of 

the people returning from abroad and helping them by solving the inherent 
problems of the reintegration process. 

The main national and international reglementations with an impact 
on career management target two aspects: access of foreigners to the host 
work market and their and their families’ rights.  

The problem of the foreigners’ access to the work market is the 
object of immigrant policies of the host country, as well as of some bilateral 
or regional agreements. National policies and practices regarding 
immigration have a dynamic evolution in time and space from one country 
to another. 

An increasing number of states all across the world have signed 
bilateral agreements regarding international employment of human 
resources. Although they have different objectives and particularities, these 
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agreements represent a different way to adapt to the inflationist policies in 
the origin and destination countries of immigrant workers. Work migration 
makes the object of some regional reglementations. 

The most extensive measures concerning international mobility of 
the work force have been adopted in the context of European integration. 
Thus, a series of directives and regulations of the European Committee 
insure for all European Union citizens access to the work market of the 
others, transparency and transferability of diplomas and professional 
qualifications. 

Insuring certain rights and protecting migrating employees against 
abuse and exploitation are a major preoccupation of work exporting states. 

At the same time, many immigration countries take measures to 
protect and socially integrate foreigners as shown in international 
agreements or in their own legislation. But the steps of the host countries are 
limited and target certain immigrant employees in accordance with the 
national interests. 

The International Work Organization and the General Assembly of 
UNO have adopted several multilateral instruments. However, the 
specifically tied conventions to the economical migration as well as those 
for social security and work protection have been notified for a reduced 
number of states.  

These instruments coexist with the regulations adopted at a regional 
level in Europe as well as in America, Africa and Asia. 

At present, in the EU, the citizens of any member state as well as 
persons of thrice nationalities that have a work rights enjoy the same 
equality of treatment with the citizens of the host country in regards to 
employment and salary conditions, access to professional forming activities, 
implication in syndical organizations, rights protection in the domain of 
social security. 

From the Romanian perspective, the problem of international career 
steams from the fact that our country is importer as well as exporter of work 
force. 

In the contemporary period, migration and immigration based on 
professional objectives registers an ascending evolution and it has a growing 
impact on Romanian work and security. 

The legal frame that regulates Romanian workers abroad contains 
bilateral agreements, conventions and protocols, signed at an 
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intergovernmental or interministrial level in the domain of international 
work force circulation, placement contracts through specialized agencies, 
direct contracts between Romanian and foreign organizations, contracts 
signed by Romanian workers with foreign employers. A great importance is 
in stored on bilateral agreements, through which, yearly, tens of thousands 
of Romanian citizens are placed abroad by the Work Force Migration Office 
(O.M.F.M). 

Studying international career management by Romanian researchers 
suggests a series of actions to limit “the brain exodus” and to capitalize in 
the favor of our country the international knowledge and experience 
achieved abroad by the Romanian intellectuals.  

One of the priorities is sustaining the link with people that activate 
beyond the national borders. In addition, there must be a better alignment of 
the academic and research system to the institutional standards, which imply 
the growth and distribution of funds and technical and material resources, in 
addition to changing attributions and mentalities, evaluation criteria, 
promotion, rewards etc. 
 

 
CONCLUSIONS 

 
 A complementary promotion for decisions factors in our country is 
the betterment of policies and projects regarding social integration of 
foreigners that get staying rights in Romania, on professional, familial, 
humanitarian or any other considerents. The managers and specialists of 
foreign capital organizations can influence the economical and social 
perspectives of our country. 

International career management must be regarded in the general 
context of the durable development of Romania. 
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