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Abstract 

Global competencies are crucial for individuals to succeed in today's interconnected world. 

These competencies include skills, knowledge, and attitudes that enable individuals to navigate 

and communicate effectively across cultures and work collaboratively with people from diverse 

backgrounds. However, there are various factors that affect the development and acquisition of 

global competencies, such as education, cultural background, and globalization. This research 

paper aims to explore the importance of global competencies and the factors that influence their 

development and acquisition. It also offers recommendations for individuals, educators, and 

policymakers to promote the acquisition of global competencies in different contexts. 
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1. Introduction  

The world is becoming increasingly 

interconnected, with people, products, and 

ideas flowing across borders more 

frequently than ever before. This 

globalization has created opportunities for 

individuals to work and collaborate with 

people from diverse backgrounds, but it has 

also highlighted the importance of global 

competencies. Global competencies refer to 

the knowledge, skills, and attitudes that 

enable individuals to navigate and 

communicate effectively across cultures and 

work collaboratively with people from 

diverse backgrounds (OECD, 2018). These 

competencies are essential for individuals to 

succeed in today's globalized world. 

The acquisition of global competencies is 

influenced by various factors, including 

education, cultural background, and 

globalization. Education plays a crucial role 

in promoting the acquisition of global 

competencies, as it provides individuals 

with the knowledge and skills necessary to 

navigate different cultures and work 

collaboratively with people from diverse 

backgrounds. Cultural background also 

affects the development of global 

competencies, as individuals from different 

cultures may have different values, beliefs, 

and communication styles. Finally, 

globalization has created opportunities for 

individuals to work and collaborate with 

people from diverse backgrounds, but it has 

also highlighted the importance of global 

competencies. 

ISSN 2063-5346 

mailto:one@sheetalnair.com
mailto:preeti.nair@paruluniversity.ac.in


Section A-Research paper 

 

Global Competencies: A Key to Success in Today’s Interconnected World  

 

645 

 

Eur. Chem. Bull. 2023,12(Special Issue 5),644-650 

This research paper aims to explore the 

importance of global competencies and the 

factors that influence their development and 

acquisition. It will also offer 

recommendations for individuals, 

educators, and policymakers to promote the 

acquisition of global competencies in 

different contexts. 

 

1.1 Literature Review  

Importance of Global Competencies: 

Global competencies are essential for 

individuals to succeed in today's 

interconnected world. According to the 

Organisation for Economic Co-operation 

and Development (OECD), global 

competencies refer to the knowledge, skills, 

and attitudes that enable individuals to 

navigate and communicate effectively 

across cultures and work collaboratively 

with people from diverse backgrounds 

(OECD, 2018). These competencies are 

essential for individuals to succeed in 

today's globalized world, as they enable 

individuals to interact with people from 

different cultures, understand diverse 

perspectives, and work effectively in 

multicultural teams. 

 

Research has shown that global 

competencies are becoming increasingly 

important in the global job market. A study 

by the McKinsey Global Institute found that 

demand for high-level cognitive skills, such 

as creativity, critical thinking, and problem-

solving, is growing rapidly in the global job 

market (McKinsey Global Institute, 2012). 

These skills are essential for individuals to 

navigate complex global challenges and 

work effectively in multicultural teams. The 

study also found that demand for social and 

emotional skills, such as communication, 

empathy, and teamwork, is also growing 

rapidly in the global job market. These skills 

are essential for individuals to build strong 

relationships with colleagues, clients, and 

partners from diverse backgrounds. 

 

Factors Affecting the Development and 

Acquisition of Global Competencies: 

Education: 

Education plays a crucial role in promoting 

the acquisition of global competencies. 

Schools and universities provide individuals 

with the knowledge and skills necessary to 

navigate different cultures and work 

collaboratively with people from diverse 

backgrounds. According to the OECD 

(2018), education systems that promote 

global competencies often have curricula 

that are designed to foster critical thinking, 

cultural awareness, and communication 

skills. They also provide opportunities for 

students to learn about different cultures and 

worldviews. 

Research has shown that education can 

promote the acquisition of global 

competencies in different contexts. For 

example, a study by the Asia Society found 

that students who participated in global 

competence programs in the United States 

showed significant gains in their ability to 

communicate effectively across cultures, 

understand diverse perspectives, and work 

collaboratively with people from diverse 

backgrounds (Asia Society, 2016). The 

study also found that these programs had a 

positive impact on students' academic 

achievement and their ability to succeed in 

the global job market. 

 

Cultural Background: 

Cultural background also affects the 

development of global competencies. 

Individuals from different cultures may 

have different values, beliefs, and 

communication styles, which can affect 

their ability to navigate different cultures 

and work effectively in multicultural teams. 

For example, a study by Hofstede (2011) 

found that cultural dimensions such as 

individualism-collectivism, power distance, 

and uncertainty avoidance can affect 

communication styles and decision-making 

processes in multicultural teams. 
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However, cultural differences can also be a 

source of strength in multicultural teams. 

According to the Harvard Business Review, 

diverse teams that effectively manage 

cultural differences can outperform 

homogeneous teams in terms of innovation, 

problem-solving, and decision-making 

(Harvard Business Review, 2016). To 

effectively manage cultural differences, 

individuals need to develop cultural 

awareness and the ability to adapt their 

communication and work styles to different 

cultural contexts. 

 

Globalization: 

Globalization has created opportunities for 

individuals to work and collaborate with 

people from diverse backgrounds, but it has 

also highlighted the importance of global 

competencies. The increasing 

interconnectedness of the world has created 

complex global challenges that require 

individuals to navigate different cultures 

and work collaboratively with people from 

diverse backgrounds. For example, the 

COVID-19 pandemic has highlighted the 

importance of global cooperation and 

communication in responding to global 

health crises. 

 

However, globalization has also created 

challenges for the acquisition of global 

competencies. The increasing pace of 

globalization has created a sense of cultural 

homogenization, where cultural differences 

are becoming less distinct (Appadurai, 

1990). This can make it challenging for 

individuals to develop cultural awareness 

and the ability to navigate different cultures. 

The increasing use of technology and digital 

communication has also created challenges 

for the development of global competencies, 

as individuals may rely on technology rather 

than face-to-face communication to interact 

with people from different cultures. 

 

1.2 Research Methodology 

To explore the importance of global 

competencies and the factors that influence 

their development and acquisition, this 

research paper conducted a literature review 

of existing research on global competencies. 

The literature review included a 

comprehensive search of academic 

databases, such as JSTOR, Google Scholar, 

and ERIC, using keywords such as "global 

competencies", "cultural awareness", 

"intercultural communication", and 

"globalization". The literature review 

focused on research published in the past 10 

years to ensure the relevance of the findings 

to current trends and issues. 

 

2. Findings & Analysis 

The literature review found that global 

competencies are essential for individuals to 

succeed in today's interconnected world. 

They enable individuals to navigate and 

communicate effectively across cultures and 

work collaboratively with people from 

diverse backgrounds. Global competencies 

are becoming increasingly important in the 

global job market, as demand for high-level 

cognitive skills and social and emotional 

skills is growing rapidly. 

The literature review also identified 

education, cultural background, and 

globalization as the main factors that affect 

the development and acquisition of global 

competencies. Education plays a crucial role 

in promoting the acquisition of global 

competencies, as it provides individuals 

with the knowledge and skills necessary to 

navigate different cultures and work 

collaboratively with people from diverse 

backgrounds. Cultural background affects 

the development of global competencies, as 

individuals from different cultures may 

have different values, beliefs, and 

communication styles. Finally, 

globalization has created opportunities for 

individuals to work and collaborate with 

people from diverse backgrounds, but it has 

also created challenges for the acquisition of 
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global competencies, such as cultural 

homogenization and the increasing use of 

technology for communication. 

Based on the findings of the literature 

review, this research paper offers the 

following recommendations for individuals, 

educators, and policymakers to promote the 

acquisition of global competencies in 

different contexts: 

 

Recommendations: 

1.  Foster cultural awareness: Individuals 

need to develop cultural awareness to 

navigate different cultures effectively. 

This can be achieved through exposure 

to different cultures, such as through 

travel, cultural exchange programs, or 

language learning. 

2.  Develop communication skills: 

Effective communication is essential 

for navigating different cultures and 

working collaboratively with people 

from diverse backgrounds. Individuals 

need to develop communication skills, 

such as active listening, empathy, and 

the ability to adapt their communication 

style to different cultural contexts. 

3.  Promote interdisciplinary learning: 

Global challenges require 

interdisciplinary solutions. Educators 

need to promote interdisciplinary 

learning, where students can learn 

about different disciplines and apply 

their knowledge to solve complex 

global challenges. 

4.  Use technology effectively: 

Technology can facilitate 

communication and collaboration 

across cultures, but it can also create 

challenges for the development of 

global competencies. Individuals need 

to use technology effectively and 

balance it with face-to-face 

communication to develop effective 

communication skills. 

5.  Promote diversity and inclusion: 

Organizations and institutions need to 

promote diversity and inclusion to 

create a culture that values and respects 

different cultures and perspectives. 

This can be achieved through policies 

and practices that promote diversity and 

inclusion, such as hiring practices that 

prioritize diversity and inclusion 

training for employees. 

 

3. Conclusion 

Global competencies are essential for 

individuals to succeed in today's 

interconnected world. They enable 

individuals to navigate and communicate 

effectively across cultures and work 

collaboratively with people from diverse 

backgrounds. Education, cultural 

background, and globalization are the main 

factors that affect the development and 

acquisition of global competencies. To 

promote the acquisition of global 

competencies, individuals, educators, and 

policymakers need to foster cultural 

awareness, develop communication skills, 

promote interdisciplinary learning, use 

technology effectively, and promote 

diversity and inclusion. 
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