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General characteristics of the dissertation

Relevance of the topic.

The problem of the systematic evaluation of factors affecting the remuneration for
work incorporates a number of relevant scientific and practical managerial elements that
have never had and still do not have any unambiguous solutions. According to
systematic scientific principles, in this dissertation the factors affecting the remuneration
for work are analysed as components of certain entirety — separate groups made up of
certain sub-groups (interrelated and related to the entirety). In theory, systematic
evaluation of factors affecting the remuneration for work is significant in the following
ways:

1. From a scientific perspective, there is no clear distinction, explanation of or
connection between wage, remuneration for work and system of
remuneration for work.

2. There is a lack of systematic approach toward the remuneration for the work
of an employee, i.e. there is insufficient connection between separate factors
that affect the remuneration for work, no detailed groups of the factors, lack
of sub-groups according to significant and insignificant features.

3. Lack of clear explanation of the impact of separate factors (groups and sub-
groups thereof) on the elements of remuneration system of business
organizations, i.e. direct and indirect dependence of the compensation for
work on the factors affecting it.

In the practical sense the topic of this work is relevant as nowadays Lithuanian
legal acts as well as provisions established in normative documents are constructive, in
order to reasonably differentiate wages by multiple criteria. These criteria alone are not
sufficient for the arrangement of the remuneration for work, because the said process is
related to quantitative and qualitative work analysis, the assurance of work productivity,

payment prevalent in labour market and various material and moral incentive programs.

Scientific problem.




In the context of the factors affecting the external and internal organization
environment, remuneration for work is understood rather narrowly and insufficiently
straight, whereas the theoretical models and the application thereof is incompatible with
the modern requirements set for remuneration for work in business organizations, i.e. in
the creation of the remuneration system in business organizations, more emphasis is
placed on the requirements raised for personal qualities of an employee himself/herself
leading to his/ her creativity, exclusivity and abilities at work, rather than the
requirements for a workplace (for certain positions). The dissertation touches upon the
problem of the lack of emphasis on the influence of factors affecting the rapidly
changing internal and external environment as the competition increases in the creation
of a remuneration system, i.e. certain individual factors are usually emphasized more,
instead of taking into account the systematic evaluation of all factors, combining both
the internal factors of business organizations as well as the factors of external
environment.

Object of the research — factors affecting remuneration for work.

Aim of the work: to identify the internal and external environment factors affecting
remuneration for work, develop a systematic evaluation model, which would allow for
an objective evaluation of relative influence of each of the factors or groups (sub-groups)
of factors. The aim of the research is focused on the analysis of the problem, its
theoretical and practical value, revealing the general direction of the research.

For the achievement of goals the following tasks were set:

e Conceptualize the concepts of the remuneration for work, system of
remuneration for work and wage whilst revealing the multi-dynamics,
complexity and specific factors.

e Disclose and substantiate the factors affecting the remuneration for work
through the use of the provisions of work remuneration and other management
theories.

e Rectify the functional role of the remuneration for work in human resources

system.



e Pursue the analysis of separate elements influencing remuneration for work and
their interconnection, dependence on the external environmental and internal
organizational factors.

e Pursue the analysis of the indicators of factors and groups of factors affecting
remuneration for work; identify key factors while developing a work

remuneration system.

Structure and scope of the dissertation.

Dissertation consists of introduction, 3 chapters, conclusions and recommendations,
a list of references and appendices. In the first part of dissertation theoretical background
of systematic evaluation model on factors affecting the remuneration for work is
explained, in the second part research methodology is clarified and complex research
based on this methodology is structured in the third part. Integrated (three staged) course
of the research is presented in Figure 1. Scope of the dissertation is 237 pages (excluding

appendices), 49 tables, 30 figures, 124 sources of literature, 8 appendices.

Scientific problem analysis level.

In the analysis of the highlighted problem, the complexity of the related questions
is faced. Remuneration for work is considered to be a part of the human resources
management chain, thus, often while analysing the problems surrounding compensation
for work in organizations, other aspects of other human resources are touched upon as
well. The questions of the management of human resources have been analysed by
Lithuania scientists: BarSauskiené (2006, 2010), Leoniené (2001), Martinkus (1996,
2001, 2002, 2003, 2006), Zaptorius (2005, 2007), Bakanauskiené (2000, 2003, 2004,
2008), Sakalas (2000, 2002, 2003, 2006). Remarkable international authors: Boxall
(1992, 1993, 1994, 1996, 1999, 2003), Hall, Torrington (2002), Dessler (2001, 2005),
Gomez Mejia et. al. (1990, 2004), C.D. Fisher et. al. (2006), Armstrong (1996, 2002,
2009). Borjas (2009) were analysing the work economics, whilst Cooper, Burke (2002) —
the problem of work management.

Lithuanian authors that pursued extensive research upon the problems of
remuneration for work are mentioned: Dubinas (1995, 1996, 1998), who conducted
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research on the dynamics of the arrangement of remuneration for work and pay level in
Lithuania and abroad; Gerikiené (2002, 2003, 2004, 2005, 2009, 2010) explored the
political and practical problems of managing the remuneration for work, touching upon
the legal questions related to remuneration for work in Lithuania; Stancikas (1990,
1997) and Vanagas (2009) developed the attitude toward the integrated work

remuneration, its organization and rationing.
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Source: created by the author of the dissertation.
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It is essential to point out the following Lithuanian researchers who explored the
complexity surrounding the labour law: Macernyt¢é — Panomarioviené (2003, 2008),
Dambrauskiené (2007, 2008), Davulis (2008). Foreign authors worth mentioning:
Armstrong (1998, 1999, 2000, 2001, 2003, 2004), Yanadori et. el. (2006), Wright
(2004), Sparrov et. al. (1994, 1999), Merboth (2008); Lesch, Bennett (2010), Polachek
et. al. (1993), Kierzkowski (2009), Kirkland (2009). The theoretical basis for work
remuneration related issues were set by such authors as David Ricardo (1817) and Jean-
Baptiste Say (1803), Karl Marx(1847),John Stuart Mill (1848), Michal Kalecki (1943),
John Maynard Keynes (1964), Carl Shapiro (1984) and Joseph Stiglitz (1984), Adam
Smith (1776), Alfred Marshall (1920), Milton Friedman (1968) and Edmund Phelps
(1968).

Propositions asserted in the dissertation:

1. Evaluation of the factors affecting remuneration for work is performed
according to the systematic attitude by grouping factors into categories of unifying
features, which reflect the inter-relations, into integrated system. While analysing the
three different groups of factors and their influence, external environment, internal
organization environment and the value of an employee, the influence of external
environment factors is less significant than that of organization factor group, and even
less significant than the impact of the employee value factor group.

2. Work payment is influenced by multi-element uncontrollable external
environment factors, the influence of which needs to be further identified and analysed
in order to achieve relevant formation of the needs and expectations of employees as
well as their increasing motivation.

3. The majority of employees receiving extra pay for overtime hours are under
40 years of age and holding a higher education degree, and are more interested in
fulfilling their needs and expectations, whilst at the same time contributing to better
functioning of an organization.

4. Upon the performance of a systematic evaluation of factors influencing the
remuneration for work in the country, region or economic activity, in which an

organization is engaged, it is possible to substantiate the differentiation of the final



remuneration for work and its separate elements (direct and indirect payment) according

to different features.

Work methodology.

Due to the complexity of the topic, it is essential to incorporate the methodology of
the research, in order to further investigate the problem. Work remuneration systems and
factors as well as groups of factors affecting them are analysed using qualitative
analysis, which usually rely upon the analysis of cases and statistical data in search for a
quantitative substantiation. The following theoretical research methods can be
distinguished:

1) The use of systemic and holistic method was determined by the systematic
nature of work remuneration and the perception of factors influencing remuneration for
work as a whole. These methods helped to analyse compensation for work both as a
separate complex entity as well as an integrated sub-part of one of the human resource
systems.

2) Using the method of logical critical comparative literature source analysis
it is possible to juxtapose the concepts of the remuneration for work, system of
remuneration for work and wages, as well as the peculiarities of the content of different
models of work remuneration, also to explain the external environment and internal
organization factors (groups and subgroups of these factors) while presenting
conclusions and generalizations.

3) By the method of synthesis the model of factors influencing remuneration
for work is formed.

4) By the method of interaction the work remuneration activity is analysed
along with other elements of the human resource chain, the interaction between separate
groups and sub-groups of factors, as well as the interaction of the work remuneration
system elements with the distinguished factors.

5) The inductive and deductive reasoning method combining them. Inductive
reasoning is used to analyse the individual and separate factors influencing the

remuneration for work and perceive them as an entirety, while the method of deduction
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helps to flesh out the factors influencing the remuneration for work and pin-point the key
separate units.

6) Operationalization of a theoretical concept of the factors affecting
compensation for work or the transformation thereof into specific measurement scales
(factor groups and sub-groups).

Empirical research methods:

1) The questionnaire form used for investigating opinion of employees in
selected business organizations. By the methods of questionnaires and systemic analysis
factors (their groups and sub-groups) affecting the formation and adaptation of work
remuneration system were determined through the eyes of employees.

2) The comparison, elaboration, analysis and summary of Lithuanian and
foreign research papers presenting views of the directors of organizations and other
specialists.

3) Expert questionnaire of specialists was used to determine the significance
and substantiality of factors affecting the remuneration for work.

4) Statistical empirical processing of research results by using the package of
statistics analysis software Microsoft Office Excel, IBMSPSS Statistics 19, IBM SPSS
Amos 21 (calculations of averages, standard deviations; correlations, regressions,
factorial analysis) helped in identifying the connection and dependence between separate
factors.

5) Summary of the results achieved after the complex research.

Limitations of the scientific work.

1) Due to the confidentiality of data, unwillingness of organizations’
participation and other difficulties while collecting this type of data, the research lacks
extensive work remuneration systems applied nowadays.

2) Organizations, especially small and medium ones, lack defined and
approved work remuneration systems.

3) Lack of scientific publications analysing the factors affecting the

remuneration for work in the context of Lithuanian business organizations.
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4) Different material on the topic analysed can be found in secondary sources,
such as websites of various institutions related to work remuneration, as the issue of the
development of a work remuneration system is relevant for all organizations, which
strive to survive in the competitive market. According to the criterion of reasonableness
and the experience of the author, only the most relevant data for current markets is used.

5) By using different sources of scientific literature difficulties were faced,
related mostly to the key concepts in foreign languages and their mismatch in different
languages. For example, many definitions used in Lithuanian literature — work
compensation (work compensation system), wages (wages system), reimbursement
(work reimbursement system), salary are frequently used interchangeably or, on the

contrary, are separated on purpose.

Explanation of concepts used in the dissertation.

Lithuanian and foreign authors use various definitions when analysing the
questions related to this topic — human resources / human / personnel / employee control
/ management as well as compensation / payment / reimbursement / pay for work both as
synonyms as well as words having different meanings. Upon the development of
knowledge economy provisions, in actual activities of organizations the following
definitions are used: management of knowledge, competition for talents, strategic
organization skills. According to these circumstances, it is essential to define and
substantiate the concepts used in the dissertation, which are further described in separate
sections of the first chapter of the dissertation — human resources system, work
compensation, work compensation system and wages:

1. Although in actual activities of the Lithuanian organizations and scientific
information sources the concept of personnel management/control is often used, the use
of the concept human resources is gaining popularity. The concept of human resources
control, which is frequently associated with the personnel control concept, or interpreted
in its broader meaning, is used in this dissertation.

2. It is essential to define the use of control and management concepts. Human
resources control is within the sphere of management as a field of science in terms of the

tendencies, principles and methods of the control of organizations. Therefore, the use of
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human resources control (in a narrower sense than management) is more precise, in
order to analyse one of the aspects of human resources control — remuneration for work
— in greater detail.

3. In the dissertation, the concept of work remuneration is used as a synonym
of payment, reimbursement for work, but separate from the concept of wages (as a

synonym of earnings, salary and work pay).

Theoretical aspects.

The aim of the Thesis is to provide theoretical foundations for the factors
influencing the remuneration for work, to identify their groups and subgroups in
observance of provisions of the theory of remuneration for work and other theories of the
management science, while concurrently analysing the positioning and relationships of
the remuneration for work as of a subsystem of the general system of management of
human resources. The revealed multi-dimensional approach to the concept of
remuneration for work, the system of remuneration for work and wage allows
distinguishing the structural elements and relationships of the modern basic rate system
of remuneration for work, providing the main peculiarities of the regular (full-time)
wage models, their differences and principles of functioning in the context of influencing
factors. Significant factors influencing the remuneration for work were systematised
(into groups and subgroups) in observance of the formulated theoretical foundations:

o Group of factors of external environment. Subgroups of factors constituting
it: economical conditions of the country, conditions of the labour market of the country,
conditions of economic activities, and regional conditions.

o Group of factors of internal environment of the organisation. Subgroups of
factors constituting it: the system of remuneration, strategy of human resources, type of
business of the organisation, and financial possibilities.

. Group of factors of the employee’s value. Subgroups of factors constituting
it: the relative value of the employee, personal qualities, needs and expectations, and
social status.

Finally, the theoretical model of the systemic assessment of the aforementioned
factors was structured and used as a basis to substantiate the possibilities of finding
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solutions of problems of the formation and functioning of the system of remuneration for
work of a business organisation. The theoretical model of the systemic assessment of

factors influencing the remuneration for work is provided in Figure 2.
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Fig 2. Theoretical model of the systemic assessment of factors influencing the
remuneration for work.
Source: created by the author of the dissertation.
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This model reflects the aspects related to the systemic assessment of factors
influencing the remuneration for work analysed in the theoretical part of the Thesis and
distinguishes the system of factors. Two environments are highlighted within the
theoretical model — external and internal environment of the organisation affecting the
development of its business strategy. Having assessed the factors of political-legal,
economic, social and technological external environment the general business strategy is
formed, while certain subgroups of factors distinguished in the group of factors of
external environment — conditions of the country’s economy, labour market, economic
activity and region — are analysed through systemic assessment of factors affecting the
remuneration for work.

The assessment of internal environment of the organisation in forming a business
strategy covers such sub-groups of factors as financial possibilities, type of business,
remuneration system and at the functional level — the strategy of human resources as a
component part of the general strategy. The strategy of human resources defines the
principles and guidelines combining the functions of the human resources’ system with
the remuneration for work being one of them. The purpose of the organisation’s system
of remuneration for work generated in the process of the remuneration for work is to
determine the final wage for the employee comprising a direct and indirect wage and
measures of intrinsic value.

Separate sub-groups of the group of factors of the employee’s value affecting the
remuneration for work (relative value, personal qualities, social status, needs and
expectations) are initially assessed during the employee recruitment process. The
mutually coordinated operation of separate subsystems of the system of human resources
guarantees the reflection of the employee’s value assessed during the recruitment in the
system of remuneration, i.e. determining the wage for the employee which corresponds
to his (her) relative value, personal qualities, social status and needs.

Finally, having assessed the factors of external and internal environment of the
organisation and of the employee’s value affecting the remuneration for work, the final
wage is determined, however, attention should be drawn here to incorrect or too narrow
understanding of wage by employees. This might result in wage inefficiency and also

influence the meeting of the employee’s needs and expectations. The effective wage
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corresponding to the needs of both the organisation and of the employee might stimulate

to look for the opportunities of higher remuneration for work.

On the theoretical basis of the Thesis the objective of the empirical study was

formulated — to perform a complex and systemic analysis of distinguished factors and

their groups (subgroups) affecting the remuneration for work in a business organisation

under conditions of the labour market of Lithuania in the context of rapid changes. The

study was performed at three levels (external environment, organisation and employee).

Theoretical significance of the dissertation.

To distinguish between the differences and similarities of different concepts
related to compensation for work, whilst illuminating the most important ones.
To flesh out the basic work compensation system and its fundamental elements.
Theoretical model for evaluating factors affecting the compensation for work
was prepared, allowing for a methodical evaluation of the concepts of internal
organizational and external environment factors, as well as employee value
factors in line with the concept of human resources control.

The substantiation of factors affecting the compensation for work is presented
along with provisions of other theories the science of management.

Internal organizational and external environment factors affecting the
compensation for work were grouped and an extensive system of the factors
(from separate groups and subgroups of factors) was created.

The importance of separate groups and subgroups in the system of factors

affecting the compensation for work and the scope of impact was identified.

Practical significance of the dissertation.

Based on the developed systematic evaluation model on factors affecting the

compensation for work, the results of the conducted complex analysis can be helpful:

For those who form and implement the policy of human resources control in order
to see into factors affecting the compensation for work in business organizations

in the aspects of the current situation and needs; this would allow for more
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efficient formation and improvement of the solution of problematic issues
nationwide.

e For consultation and research institutions providing business organizations with
consultations and research on the issues related to compensation for work.

e For scientists studying problematical issues of human resources system and its
separate component — compensation for work.

e For executives of Lithuanian business organizations, managers of human
resources departments in order to improve an overall situation of compensation
process or solve emerging problematic situations.

e For novice businessmen and human resources specialists.

e For lecturers at universities and other educational institutions aiming to expand

and improve their lectures related to compensation for work.

Final conclusions.

The Thesis covers the theoretical analysis of the factors affecting the remuneration
for work, the theoretical model and methodology according to which a complex
empirical study has been performed. This enabled to systemically assess the factors
influencing the remuneration for work and to formulate the generalised final conclusions
and proposals of the Thesis:

1. The theoretical analysis of different aspects of the issues of the remuneration
for work has a distinct historical — scientific basis. The systemic assessment of factors
influencing the remuneration for work carried out considering the rapidly changing
contemporary labour market conditions in order to make an objective assessment of the
relative impact of separate groups or subgroups of factors is highly relevant today.

2. The innovative approach to the concept of remuneration for work, the
system of remuneration for work and wage and its complexity is presented according to
the following attributes — type, control, environment, integration, purpose, resource,

durability, status, need, relationships, and dependencel.

! The attributes were distinguished by the author of the Thesis on the basis of the main aspects of the concepts of
remuneration for work, system of remuneration for work and wage that are most frequently accentuated in
scientific literature by its authors.

17



3. Having summarised the approaches to the perception of remuneration for
work, system of remuneration for work and wage provided in the sources of scientific
literature the following definitions of the analysed concepts were formulated:

e Remuneration for work — component part of the system of human
resources treated as a multifunctional process with the help of which,
considering different factors of external and internal environment of the
organisation, the system of remuneration for work established in the
organisation is regulated.

e System of remuneration for work — multiple package of settlement with
employees the purpose of which is to fix the final wage and its payment
conditions, other incentives for individual groups of employees in a
business organisation encouraging to seek the best result for both,
individual employee and entire business organisation.

e Wage — income received by an employee from his organisation for the
performed work in the form of a direct and indirect wage.

4. Summarising the approaches to the structure of the system of remuneration
for work provided in the sources of scientific literature, the basic or reference system of
remuneration for work consisting of a direct and indirect wage and measures of intrinsic

value?, was detailed, which serves the grounds for the development of the individual

2 For the purpose of the Thesis the system of remuneration for work is considered to include three subsystems —
direct (material fixed and variable wage) and indirect (additional benefits and incentives) earnings of the employee,
as well as measures of intrinsic value (motivation).

e Direct wage means subsystem of the system of remuneration for work consisting of fixed and variable
components of wage.

e Fixed component of wage means tariff part of the remuneration for work depending on the content of
work (duties) carried out at a workplace which is calculated according to the selected model of a time-
based, unit-based (or mixed) form of remuneration for work.

e Model of remuneration for work or fixed wage calculation model is used in determining a fixed
component of the direct wage on the basis of time, unit or mixed form when calculating the tariff for a
job (duties).

e Variable component of direct wage means amounts paid in addition to a fixed component of wage as
a reward for the results of individual and teamwork of the employee, overtime work and work in
dangerous conditions, forced breaks during working hours, etc.

e Indirect wage means subsystem of the system of remuneration for work to which the following elements
are attributed — benefits for actually not worked time provided for in the social insurance programme and
in legal acts, as well as additional services and privileges.

e Measures of intrinsic value or entirety of methods of immaterial motivation are treated as a separate
subsystem of the system of remuneration for work.
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system of remuneration for work in a business organisation giving up or modifying

separate elements of the basic system of remuneration for work.

5. In observance of theories applicable to the assessment of factors affecting

the remuneration for work, the factors influencing the remuneration for work were

systematised dividing them into three groups each of which consists of four subgroups of

factors.

e Group of factors of external environment and subgroups of factors

constituting it — economic conditions of the country, conditions of the labour

market of the country, conditions of economic activity, regional conditions.

e Group of factors of internal environment of the organisation and

subgroups of factors constituting it — system of remuneration for work,

strategy of human resources, type of business of the organisation, financial

possibilities.

e Group of factors of the employee’s value and subgroups of factors

constituting it — relative value of the employee, personal qualities, needs and

expectations, social status.

6. The impact of the factors of external and internal environment and of the

employee’s value on the individual elements of the basic system of remuneration for

work was defined:

Fixed component of a direct wage, which is determined according to
the model of a time-based, unit-based or mixed form of remuneration for
work, mostly depends on the impact of the subgroups of factors of the
external environment group, the organisation’s strategy of human
resources, financial possibilities and relative value of the employee,
whereas the impact of the subgroup of factors of the employees’
personal qualities, needs and expectations is weak.

For separate elements of the variable component of a direct wage
different influencing factors were distinguished: additional payments for
the conditions of working mostly depend on the country’s economic
conditions or, specifically, on the country’s labour market policy, while
the impact of other groups of factors is neutral or weak; future income
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and short-time bonuses largely depend on such subgroups of internal
environment factors as financial possibilities of the organisation and the
strategy of human resources, as well as such subgroups of factors of the
employee’s value as personal qualities as well as the needs and
expectations.

e The impact of the group of factors of external environment on the
indirect wage is minor, except for the pay for time not worked, which
depends on the subgroup of factors of economic conditions of the
country.

e The establishment of additional services and privileges is mostly
influenced by such subgroups of the group of internal factors of a
business organisation as certain aspects of the organisation’s strategy of
human resources and financial possibilities, while the factors of external
environment are of minor relevance.

e Intrinsic value measures or employee’s incentives are mostly
influenced by the subgroups of the business organisation’s strategy and
employee’s personal qualities as well as of the needs and expectations.

7. The generalised theoretical model of factors influencing the remuneration
for work comprises the groups and subgroups of variables defining specific factors
affecting the remuneration for work which are combined into the system focused on the
justification of factors affecting the remuneration for work. The statement defended in
the Thesis about the expediency of the investigation of the factors affecting the
remuneration for work classified into groups and subgroups according to the uniform
attributes and combined into the integrated system was confirmed.

8. The generated model of the impact of the system of factors on remuneration
for work defines the relationships between groups of external and internal environment
and employee’s value and the extent of the impact of subgroups constituting groups on
the remuneration for work. The advantage of this model is that it reveals the need to
assess the factors affecting the remuneration for work because of the apparent linkages
with other parts of the system of human resources and remuneration for work. The
theoretical analysis has confirmed the Thesis statement being defended with regard to
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the existing impact of the factors of the multiple and uncontrolled external and internal
environment of the organisation as well as the employee’s value on the remuneration for
work, which must be investigated.

9. The Thesis covers the systemic assessment of the factors affecting the
remuneration for work carried out using advantages of different research methods
considering the objective and tasks of a complex research and the type of necessary data
collected using methods of survey of employees and experts and historical data analysis.

10.  The methodology of assessment of the subgroups of factors constituting
each group of factors affecting the remuneration for work has been defined, i.e.
distinguishing the sets of indicators having regard to the research objectives.

11.  The summary of the final factors affecting the remuneration for work
according to the extent of their impact, having regard to the results of expert assessment
and assessment of the existing and desired situation with regard to employees has shown
that the highest impact is made by the subgroups of factors of the employee’s relative
value, conditions of economic activity as well as needs and expectations (impact index
of 0,349; 0,330 and 0,328, respectively), high impact — impact of subgroups of factors of
the employee’s personal qualities and financial possibilities of the organisation (impact
index of 0,315; 0,283, respectively), average impact — impact of subgroups of the labour
market conditions, regional conditions and economic conditions of the country (impact
index of 0,26-0,277), and the lowest impact comes from the subgroups of the strategy of
human resources and social status of employees (impact index of 0,162 and 0,131).

12.  Dissatisfaction of employees with applied intrinsic value measures or
incentives is associated with the following identified problems: inattentiveness of
managers; inadequate work organisation which does not satisfy the employees; failure to
provide the opportunities for carer growth in the organisation; lack of communication
between employees in the organisation. Although employees earning higher salary also
tend to be more positive about all immaterial incentives applied in the organisation, the
use of these elements to achieve the employee satisfaction in the organisation can also
influence the general satisfaction of the employee with the existing work, irrespective of
the wage he (she) earns. The Thesis statement about the possibilities and need of

systemic assessment of factors influencing the remuneration for work for the purpose of

21



substantiating the differentiation of the final wage of employees on the basis of various
attributes and to strengthen their motivation has been confirmed.

13. It was concluded that a higher dissatisfaction with the microclimate in the
organisation and communication between employees is related to the higher wage of
employees (when dissatisfaction with the communication in the organisation increases by
one point, the wage also grows by 1,116 times), whereas a higher dissatisfaction with
provided opportunities for career growth is linked with a lower wage of employees
(when dissatisfaction with the opportunities for career growth increases by one point the
average wage reduces by 0,891). The loyalty of employees to the organisation also has a

positive impact on wage — the latter increases by 1,144 times.

Proposals.
On the basis of conclusions of the theoretical analysis and empirical study results

the following proposals are provided.

1. It would be expedient for organisations to involve employees in the process of
formation of the system of remuneration for work creating the possibilities for them to
express their opinion about the needs and expectations that should be reflected in the
elements of wage.

1.1. The received results of a complex study have shown that the gap between
the desired wage which satisfies the needs and expectations of employees,
and their actual wage is not very significant (the interval between LTL 271
and LTL 37,4). This confirms that employees usually don’t overestimate
potential possibilities and are well-aware of the existing situation.

1.2. A bigger wage earned by an employee conditions a smaller difference
between the desired and actual wage. If the net wage desired by an
employee is LTL 1500, then the difference between it and the actual wage
Is about 31 per cent, whereas in the case of employees whose desired wage
is LTL 5000, this difference is only about 24 per cent. For more sensitive
groups of employees earning a smaller wage its increase to the amount
desired by the employees would cost more (about 31 per cent) than for

employees receiving a bigger wage.
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2. The conducted empirical study confirmed a twofold approach to the structure of
the system of remuneration for work revealed by the theoretical analysis which is
reflected in the perception of the structure of earned wage. Organizations must address
the issue of wrong interpretation of wage by employees, or, to put it more precisely, their
failure to understand that the variable component of wage and elements of indirect wage
are the elements of the final wage received from the organisation for the performed
work, through a more effective organisation of a process of familiarisation of employees
with the system of remuneration for work and its changes in the course of time.

3. Organizations must address the identified problems related to the application of
measures of intrinsic value or motivation: inattentiveness of managers and lack of
communication between employees, direct work organisation unsatisfying the employees
and failure to provide opportunities for career growth in the organisation.

3.1. For the purpose of addressing the problems of inattentiveness of managers
and lack of communication between employees it would be expedient, for
example, to improve such measures applied in the market like the
organisation of annual and semi-annual meetings, having precisely identified
in advance the relevant issues to be discussed, coordinating the agenda with
managers and employees of different levels. The main obstacles that might
hinder the implementation of this proposal include the lack of the working
time and little possibilities to invite managers and employees to the meeting
could be eliminated by means of a constructive dialogue arranged in the
electronic environment. In such a way the possibilities would be created for
employees working in all subdivisions and their managers to discuss actual
problems of the organisation at the agreed time.

3.2.For the purpose of addressing the problems of direct work organisation
unsatisfying the employees and failure to provide opportunities for career
growth it would be expedient to improve the activities of employment,
planning, recruitment and selection of staff. The employees carrying out
these functions in the organisation should be tasked with familiarising in
clear manner the newly employed potential employees with their work in the

organisation, the existing opportunities for career growth, for example,
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precisely identifying their main and additional functions and possible career

developments in 3 years as well as clear conditions for seeking a higher post.

3.3.Organizations should enhance knowledge management sphere applying

different knowledge management measures, such as knowledge and

competence maps, knowledge source maps which might not only help to

identifying the available knowledge, abilities and competences of

employees, problem settlement experience, but also to monitor the

developments of the employee value factors (knowledge, abilities,

competences, performance) within the organisation. This might serve the

grounds for the career growth of employees built on clear criteria on the

basis of which the employee’s career is managed.

4.  The results of systemic assessment of factors influencing the remuneration for

work performed have shown that the main criteria of the possibilities of wage increase

depend only on the individual himself; therefore the employee must objectively assess

his (her) relative value, personal qualities, needs and expectations.

4.1.

4.2.

It is important for the employee to assess the strengths and weaknesses
of his (her) relative value (of the main and related education, length of
service) in comparison to other employees working in respective
positions, as well as the change of the relative value in the course of
time and respond to the reduction in value participating on own initiative
In training, education and skills upgrading programmes with due regard
to the contemporary needs of the labour market.

It is necessary to emphasise the involvement of the employee in the
process of formation of the organisation’s System of remuneration for
work. It is recommended for the employee to get familiarised with the
statistical data provided by the Department of Statistics under the
Government of the Republic of Lithuania on the amount and structure of
wage by separate aspects (employee’s age, length of service, occupation
groups, gender, economic activity or region where the organisation

operates) in order to ensure reasonable formation of own expectations
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and needs and to achieve a constructive dialogue at the level of the
organisation addressing the matters of remuneration for work.

5. Public sector institutions the activities of which are related to the matters of
management of human resources, remuneration for work or labour market in general,
should cooperate more closely with secondary schools, universities, schools of higher
education and other institutions of education and training of employees, in addressing
such matters as duplication of curricula, excess or shortage of employees of certain
qualifications in the labour market of Lithuania. A close cooperation of the
abovementioned institutions having set clear and justified goals and tasks opens the
possibilities for the full research of the labour market of Lithuania as well as of the
factors of the external environment group influencing the remuneration for work.

6. It would be expedient for the public sector institutions to maintain close
cooperation with secondary schools, universities, schools of higher education and other
institutions of education and training of employees with a view to developing the “right”
culture in the Lithuanian labour market, the objective realisation by potential employees
of their relative value, which would facilitate in avoiding the unjustified differentiation
of the remuneration for work, “distorted” attitude to the remuneration for work which is
conditioned by the existing situation in the labour market of Lithuania: employees are
indifferent to their work, do not understand the system of remuneration for work which
is applied and are not aware of the opportunities of increasing the remuneration for work

in the organisation.

Potential directions of further investigations of the author.

Conclusions of the theoretical analysis and empirical study of the Thesis open the
possibilities for further investigations of even more detailed factors affecting the
remuneration for work.

1. The performed theoretical analysis has facilitated in highlighting the system of
factors affecting the remuneration for work consisting of separate groups and subgroups,
while the significance of the groups of factors influencing the remuneration for work and

the extent of impact was determined through the empirical study. The investigation of
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causes due to which the influence of the system of factors changes might serve as the

direction of further scientific research.

2. The continuity of the expert valuation using the focus group method in order to

distinguish smaller factors affecting the remuneration for work which should be

investigated within each subgroup of factors (supplementing the system of factors).

Except for certain individual factors, the factors can be further analysed using other

methods of investigation, and the factors attributed to separate subgroups can be ranked

according to the scale of significance eliminating smaller factors that have no impact.
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Disertacijos santrauka

Temos aktualumas.

Darbo apmokéjimui jtaka daranciy veiksniy sisteminio vertinimo problema jungia
daug aktualiy moksliniy ir praktiniy vadybiniy elementy, niekada neturéjusiy ir
neturin¢iy vienareikSmiy sprendimy. Remiantis moksliniais sisteminiais principais,
disertacijoje darbo apmokéjimui jtakg darantys veiksniai analizuojami kaip tam tikros
visumos komponentai — atskiros grupés sudarytos i§ pogrupiy (susijusiy tarp saves ir su
visuma). Teoriniu poziiriu darbo apmokéjimui jtakg daranciy veiksniy sisteminis
vertinimas reikSmingas Siais aspektais:

1. Moksliniu poziiiriu truksta aiSkesnio darbo uzmokescio, darbo apmokéjimo
It darbo apmokéjimo sistemos sampraty iSskyrimo, paaiSkinimo ir sgsajy
1SrySkinimo.

2. Truksta sisteminio pozilrio ] darbuotojo darbo apmokéjima, t.y.
nepakankamai susisteminti atskiri veiksniai, darantys jtaka darbo
apmokéjimui, nedetalizuotos veiksniy grupés, pogrupiai pagal atskirus
esminius ir neesminius pozymius.

3. Ne itin aiSkiai iSrySkinta atskiry veiksniy (jy grupiy ir pogrupiy) jtaka verslo
organizacijos darbo apmokéjimo sistemos elementams, t.y. tiesioginio ir
netiesioginio darbo uzmokescio priklausomybé nuo jtaka daranciy veiksniy.

Praktiniu poziuriu darbo tema aktuali tuo, jog Siuo metu Lietuvoje teisés akty,
normatyviniy dokumenty nuostatos yra konstruktyvios, siekiant pagristai pagal daugelj
kriterijy diferencijuoti darbo uZzmokestj. Vien jy darbo apmokéjimo organizavimui
neuztenka, kadangi minétas procesas susijgs su Salies darbo rinkoje nusistovéjusiais
darbo uzmokesciais, kKiekybine ir kokybine darby analize, darbo nasumo uztikrinimu,
jvairiomis materialinio ir moralinio skatinimo programomis taikomomis verslo
organizacijose.

Tyrimo objektas — darbo apmokéjimui jtakg darantys veiksniai.

Darbo tikslas: sukurti iSorinés ir vidinés aplinkos veiksniy, daranc¢iy jtakg darbo
apmokejimui, sisteminio vertinimo modelj, jgalinant] objektyviai jvertinti santykine
kiekvieno veiksnio ir veiksniy grupiy (pogrupiy) daromg jtaka. Tyrimo tikslas yra
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orientuotas ] problemos analiz¢ teorine ir praktine prasme, parodantis bendrg tyrimo
kryptj.

Tikslui pasiekti iSkelti uZdaviniai:

e konceptualizuoti darbo apmokéjimo, darbo apmokéjimo sistemos, darbo
uzmokescio sgvokas, atskleidziant daugiadinamiSkuma, kompleksiskumg ir
specifinius veiksnius;

e darbo apmokejimo ir kity vadybiniy teorijy nuostatomis atskleisti ir pagristi
darbo apmokéjimui jtakg darancius veiksnius;

e iSgryninti darbo apmok¢jimo funkcinj vaidmenj Zmoniy iStekliy sistemoje;

e atlikti darbo apmokéjimo sistemos atskiry elementy analize ir jy rysj,
priklausomybe nuo iSorinés aplinkos ir vidiniy organizacijos veiksniy;

e atlikti darbo apmokéjimui jtakg daranciy veiksniy ir veiksniy grupiy rodikliy

analize, identifikuoti svarbiausius sudarant darbo apmokéjimo sistema.

Darbo struktiira ir apimtis.

Disertacijg sudaro jvadas, 3 skyriai, iSvados ir pasiiilymai, literatiiros sarasas ir
priedai. Pirmojoje disertacijos dalyje pateiktas darbo apmokéjimui jtakg daranciy
veiksniy teorinio modelio formavimas, antrojoje dalyje iSgryninta tyrimo metodika,
pagal kurig atliktas kompleksinis tyrimas, kurio rezultatai susisteminti tre¢iojoje darbo
dalyje. Integruota (trijy etapy) disertacijos tyrimo eiga pateikta 1 paveiksle. Darbo
apimtis: 237 puslapiai (be priedy), 49 lentelés, 30 paveiksly, 124 literatiiros Saltiniai, 8

priedai.

Moksliné problema.

[Sorinés ir vidinés organizacijos aplinkos veiksniy kontekste darbo apmokéjimas
suprantamas gana siaurai ir nepakankamai kryptingai, o teoriniai modeliai, jy taikymo
praktika neatitinka darbo apmokéjimui verslo organizacijose keliamy Siuolaikiniy
reikalavimy, t.y. kuriant apmokéjimo uz darbg sistemg verslo organizacijose, vis labiau
akcentuojami ne darbo vietai (tam tikroms pareigybéms) keliami reikalavimai, o paties
darbuotojo asmeninés savybes, lemiancios jo kiirybiskuma, iSskirtinumg ir gebéjimus
atlikti atitinkama darbg.
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Darbo apmokéjimo moksliniy teorijy

| I
| analizé I
| Ay | Darbo
I Darbo apmokéjimo pozicijos iSskyrimas | apmokeéjimui
| Zmoniy iStekliy sistemoje : jtaka daranciy
Moksliniy tyrimy | | \{elksmq
lyginamoyji Darbo apmokejimo sistemos elementy | i 5'5tem05’.v
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|| sistemos ir darbo uzmokes¢io sgvoky | |
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vykdymas I analizé | 7 f # | sisteminio
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I |

taikymo biidai ir
kryptys

1 pav. Disertacijos loginé schema.
Saltinis: sudaryta autoreés.
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Disertacijoje nagrinéjama problema — kuriant darbo apmokéjimo sistema verslo
organizacijoje, greitai kintant iSorinei ir vidinei aplinkai stipréjancios konkurencijos
saglygomis, nepakankamai akcentuojama Siy aplinky veiksniy jtaka, t.y. daZniausiai

atsizvelgiama tik j pavieniy veiksniy poveikij, o ne sistemiskai jvertinamas visy veiksniy




poveikis, suderinant vidinius verslo organizacijos ir iSorinés aplinkos jtaka darancius

veiksnius.

Mokslinés problemos iStyrimo lygis.

Teoringje disertacijos dalyje, atlickant moksliniy tyrimy analize, susiduriama su
nagrinéjamy klausimy kompleksiskumu. Pirmiausia, remiantis mokslinés vadybos srities
lietuviy ir uzsienio autoriy literatiiros studijomis, disertacijoje sickiama teoriskai pagrjsti
darbo apmokéjimui jtakg daran¢ius veiksnius, nustatyti jy grupes ir pogrupius, remiantis
darbo apmokéjimo ir kity vadybos mokslo teorijy nuostatomis. Darbo apmokéjimo
klausimy teorinius pagrindus suformulavo tokie autoriai kaip David Ricardo (1817) ir
Jean-Baptiste Say (1803), Karl Marx (1847), John Stuart Mill (1848), Michal Kalecki
(1943), John Maynard Keynes (1964), Carl Shapiro (1984) ir Joseph Stiglitz (1984),
Adam Smith (1776), Alfred Marshall (1920), Milton Friedman (1968) ir Edmund Phelps
(1968).

Disertacijoje darbo apmokéjimas vertinamas ir kaip zmoniy iStekliy valdymo
grandinés dalis, todél, analizuojant darbo apmokéjimo organizacijoje problematikos
klausimus, daznai palieCiamas ne vienas zmoniy iStekliy vadybos diskusinis aspektas,
siekiant iSrySkinti darbo apmokéjimo kaip bendrosios zmoniy iStekliy valdymo sistemos
posistemio vieta ir rySius. Zmoniy istekliy vadybos klausimus jvairiais aspektais
nagrinéjo S§ie Lietuvos ir uzsienio mokslininkai, kuriy pozitriu remtasi darbe:
Barsauskiené (2006, 2010), Leoniené¢ (2001), Martinkus (1996, 2001, 2002, 2003,
2006), Zaptorius (2005, 2007), Bakanauskien¢ (2000, 2003, 2004, 2008), Sakalas
(2000, 2002, 2003, 2006). Isskirtini tokie uzsienio autoriai - Boxall (1992, 1993, 1994,
1996, 1999, 2003), Hall, Torrington (2002), Dessler (2001, 2005), Gomez Mejia ir kt.
(1990, 2004), Fisher ir kt. (2006), Armstrong (1996, 2002, 2009), taip pat Borjas (2009),
tyres daugiau darbo ekonomikos klausimus, ir Cooper, Burke (2002), jvairiais aspektais
nagrinéj¢ darbo organizavimo problematika.

Teoringje disertacijos dalyje taip pat atskleistas multidimensinis pozitris j darbo
apmokéjimo, darbo apmokéjimo sistemos, darbo uzmokescio koncepcija, kuris leidzia

18skirti Siuolaikinés bazinés darbo apmokéjimo sistemos struktiiros elementus ir rySius,
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pateikti pagrindinius pastoviojo (etatinio) darbo uZzmokeséio modeliy ypatumus, jy
skirtumus ir veikimo principus jtakg daranciy veiksniy kontekste.

Lietuviy autoriai, iSsamiai analizave darbo apmokéjimo problemas, kuriy pozitiris
18rySkintas darbe, paminétini: Dubinas (1995, 1996, 1998), atlikes darbo apmokéjimo
organizavimo ir darbo uzmokescio lygio dinamikos tyrimus Lietuvoje ir uzsienio Salyse;
Gerikiené (2002, 2003, 2004, 2005, 2009, 2010) tyrusi apmokéjimo uz darbg valdymo
politikos ir praktikos problemas, paliesdama taip pat ir teisinius su darbo apmokéjimu
susijusius klausimus Lietuvoje; Stancikas (1990, 1997) ir Vanagas (2009) iSplétoje
integruota darbo apmokéjimo, organizavimo ir normavimo poZziiirj. ISskirtini Sie uZsienio
autoriai: Armstrong (1998, 1999, 2000, 2001, 2003, 2004), Yanadori ir kt. (2006),
Wright (2004), Sparrov ir kt. (1994, 1999), Merboth (2008), Lesch, Bennett (2010),
Polachek ir kt. (1993), Kierzkowski (2009), Kirkland (2009). Nagrinéjant teorinius darbo
apmokeéjimui jtaka daranciy veiksniy aspektus, atsizvelgta ir j darbo teisés problematikos
klausimus analizavusiy lietuviy autoriy pozitirj (Macernyté — Panomarioviené, 2003,
2008; Dambrauskiené, 2007, 2008; Davulis, 2008).

Remiantis suformuluotu teoriniu pagrindu, pagrjstu minéty autoriy moksliniy
tyrimy rezultatais, buvo susisteminti reikSmingi jtaka darbo apmokéjimui darantys
veiksniai (jy grupés ir pogrupiai):

o ISorinés aplinkos veiksniy grupé (1A) ir ja sudarantys veiksniy pogrupiai —
Salies ekonomikos salygos IAgs, Salies darbo rinkos salygos 1Apr, ekonominés veiklos
salygos | Agy, regiono salygos | Ags.

. Vidinés organizacijos aplinkos veiksniy grupé (OV) ir ja sudarantys
veiksniy pogrupiai — darbo apmokéjimo sistema OV s, Zmoniy iStekliy strategija OVyg,
organizacijos veiklos pobiidis OVyp, finansinés galimybés OVg.

. Darbuotojo vertés veiksniy grupé (DV) ir ja sudarantys veiksniy pogrupiai —
reliatyvi darbuotojo vert¢ DVRgy, asmeninés savybés DV s, poreikiai ir likesciai DVp,
socialin¢ padétis DVgp.

Galiausiai suformuotas minéty veiksniy teorinis sisteminio vertinimo modelis,
kuriuo remiantis pagrindziamos verslo organizacijos darbo apmokéjimo sistemos
formavimo ir funkcionavimo problemy sprendimy paieSkos galimybés. Teorinis darbo
apmokéjimui jtakg daranéiy veiksniy sisteminio vertinimo modelis pateiktas 2 paveiksle.

32



|

! Salies :?ii"'(t;(s)
| ekonomikos J-=------ N

: salygos salygos
I ! Salyje
i_ -

Ekonominés

salygos

veiklos Al

|
Regiono |
salygos I
I

IR 3
] | ]
: ; ;
ISORINES APLINKOS VERSLO VIDINES APLINKOS
VEIKSNIU VEIKSNIU -~
VERTINIMAS STRATEGNA VERTINIMAS g
=
S
poz)

gaunamas
darbo
uzmokestis

*

1

1

1

1

1

1

1

1

1

L}

1

1

i

| 3 S

= e — H
. . ) ] B i B | = 1
| Zmoniy Organizacijos Organizacijos § H
| istekliy N veiklos - - ¥ finansinés | F -
strategija pobidis galimybés | é !

| S
J &

| '_ ........................................ !
. 1

Zmoni 1

I I 4 '
istekliy !

| | sistema 1
| | :
| | ..................... : ;
I Darbuotojy DarbuotOJq DarbuotOJq : !

I I | planavimas paieska atranka = '
| . 3 I | * I £ i
. 1

! Darpg l | Darbo arbuotOJ di‘;ﬁ’;g I E
| | apmokéjimo 1 apmoke_]lmas motyvaVImaS uotojy | H
sistema | vertinimas /" 1

| g | E
L= ii?‘é‘iif? Darbo | o | :
1 santykiai Y | 1

3 pIanawmas ugdymas I !
/'_'_ ____________________________ J— 1
- ]
./ ----- 1
1

1

1

]

1

1

1

»

., S Didesnio darbo
s Vidines \ .~ /0 Ul . s mokesci limvbi
\ vertés Klaldlngas uzmokescio ia imybiy

'\ priemoneés ;) : ) darbo paieska

- — . }"‘ uzmokescio
A RREAEEE N *--.supratimas. .- *°
Itaka ; :
LR EEEER » Tarpusavio rysys, tiesioginé sgsaja
------- =+ Griztamasis rysys

— Priklausomybé

Sistemos ribos

2 pav. Teorinis veiksniy, daranciy jtakq darbo apmokéjimui, sisteminio vertinimo
modelis.
Sudaryta autorés, remiantis moksliniy publikacijy sistemine analize.

Siame modelyje atsispindi teorinéje darbo dalyje iSanalizuoti su darbo apmokéjimui

jitakg daranciy veiksniy sisteminiu vertinimu susij¢ aspektai ir iSskirta veiksniy sistema.
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Teoriniame modelyje iSryskintos dvi aplinkos — iSorin¢ ir vidiné organizacijos,
salygojancios pastarosios verslo strategijos kirimg. [vertinus politinés-teisinés,
ekonominés, socialinés ir technologinés iSorinés aplinkos veiksnius formuojama bendra
organizacijos verslo strategija, o atlickant darbo apmokéjimui jtaka daranéiy veiksniy
sistemin] vertinimg, analizuojami iSorinés aplinkos veiksniy grupéje iSskirti tam tikri
veiksniy pogrupiai — Salies ekonomikos, darbo rinkos, ekonominés veiklos ir regiono
sqlygos (zr. 2 pav.).

Vidinés organizacijos aplinkos vertinimas, formuojant verslo strategija, apima
tokius veiksniy pogrupius kaip finansinés galimybés, veiklos pobiidis, apmokéjimo
sistema ir funkcinio lygio — Zmoniy istekliy strategijq Kaip bendrosios strategijos
sudedamaja dalj. Zmoniy istekliy strategija nustato principus ir gaires, vienijanéias
zmoniy iStekliy sistemos funkcijas, kuriy viena yra darbo apmoké¢jimas. Darbo
apmoké¢jimo proceso metu suformuojama organizacijos darbo apmokéjimo sistema,
kurios tikslas nustatyti darbuotojui galutinj darbo uzmokestj, sudarytg i§ tiesioginio ir
netiesioginio uzmokescio, bei vidinés vertés priemoniy.

Kaip matyti 2 paveiksle, darbuotojo vertés veiksniy grupés atskiri pogrupiai,
darantys jtakg darbo apmokéjimui (reliatyvi verté, asmeninés savybés, socialiné padeétis,
poreikiai ir likesciai), pirmiausia jvertinami darbuotojo atrankos proceso metu.
Tarpusavyje suderinta zmoniy iStekliy sistemos atskiry posistemiy veikla uZztikrina
atrankos metu jvertintos darbuotojo vertés atspindj darbo apmokéjimo sistemoje, t.y. per
darbuotojui nustatyta darbo uzmokestj atitinkantj jo reliatyvig verte, asmenines savybes,
socialine padetj ir poreikius.

Ivertinus iSorinés ir vidinés organizacijos aplinkos, darbuotojo vertés veiksnius,
darancius jtaka darbo apmokéjimui, nustatomas galutinis darbo uzmokestis, taciau bitina
atkreipti démesj j darbuotojy neteisingo arba per siauro darbo uzmokescio supratimo
problema. Tai gali daryti jtakg uzmokesc¢io neefektyvumui, taip pat darbuotojo poreikiy ir
ltkes¢iy patenkinimui. Efektyvus darbo uzmokestis, atitinkantis tiek organizacijos, tiek
darbuotojo poreikius ir lukesc¢ius, gali sglygoti didesnio darbo uzmokescio galimybiy
paieska (zr. 2 pav.).

Darbe ginami teiginiai:
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1. Darbo apmokéjimui jtakag daranciy veiksniy vertinimas turi bati atliekamas,
remiantis sisteminiu poZziliriu, sugrupuojant veiksnius ] integruotg sistema
pagal juos vienijanCius pozymius, iSrySkinan¢ius tarpusavio rysius.
Analizuojant isskirty trijy veiksniy grupiy (iSorinés aplinkos organizacijos
vidinés aplinkos ir darbuotojo vertés) jtakg darbo apmokéjimui, iSorinés
aplinkos veiksniy grupés itaka yra ne maziau reikSminga nei organizacijos
veiksniy grupés ir darbuotojo vertés veiksniy grupés jtaka.

2. Darbo apmokéjimas yra sglygojamas daugiaclementés ir nekontroliuojamos
1Sorinés aplinkos veiksniy, kuriy poveikj butina identifikuoti ir giliau tirti,
siekiant pagristo darbuotojo poreikiy ir lukes¢iy formavimo bei motyvacijos
didéjimo.

3. Didesn¢ dalis darbuotojy, gaunanciy papildomas pajamas uz virSvalandinj
darbg, yra iki 40 mety amziaus ir aukS$tesnj iSsilavinimg turintys, labiau
suinteresuoti savo poreikiy ir likes¢iy jgyvendinimu, taip pat efektyviai
prisidedantys prie organizacijos veiklos gerinimo.

4. SistemiSkai jvertinus darbo apmokéjimui jtaka darancius veiksnius Salyje,
regione ar ekonominéje veikloje, kurioje veikia organizacija, galima pagristi
darbuotojams nustatyto galutinio darbo uzmokescio ir atskiry jo elementy
(tiesioginio, netiesioginio uzmokescio daliy) diferenciavimg pagal skirtingus

poZymius.

Disertacijos tyrimo metodika.

De¢l temos kompleksiSkumo, biitina naudoti kombinuotg tyrimy metodika, siekiant
kuo giliau i$nagrinéti iSrySkintg problemg. Darbo apmokéjimui jtaka darantys veiksniai ir
veiksniy grupés analizuojami kokybiniais tyrimais, kurie dazniausiai remiasi atvejy ir
statistiniy duomeny analizémis, ieSkant kiekybinio pagrindimo. ISskirtini tokie
pagrindiniai teoriniai tyrimo metodai:

1) Sisteminimo ir holistinio principo metody naudojimo biitinybe 1émé sisteminé
darbo apmokéjimo prigimtis ir Veiksniy, daranciy jtaka darbo apmokéjimui

suvokimo kaip visumos tikslingumas. Sie metodai padéjo analizuoti darbo
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2)

3)

4)

5)

6)

apmoké¢jima tiek kaip atskirg savarankiska kompleksing sistema, tiek kaip
integruota, vienos 1§ Zmoniy iStekliy sistemos posistem;.

Loginés kritinés, lyginamosios mokslinés literatiuros saltiniy analizés bidu
sugretintos darbo apmokéjimo, darbo apmokéjimo sistemos it darbo uzmokescio
sgvokos, taip pat skirtingy darbo apmokéjimo modeliy turinio ypatumai,
paaiskintas darbo apmokéjimo sistemos turinys, itakg darantys iSorinés aplinkos ir
vidiniai organizacijos veiksniai (Siy veiksniy grupé€s, pogrupiai) pateikiant iSvadas
ir apibendrinimus.

Sintezés metodu suformuotas darbo apmokéjimui jtaka daranciy veiksniy
sisteminio vertinimo modelis.

Sqveikos metodu nagrinéti darbo apmokéjimo veiklos rySiai su kitais Zmoniy
iStekliy valdymo grandinés elementais, atskiry veiksniy grupiy ir pogrupiy
sgveika tarpusavyje, taip pat darbo apmokéjimo sistemos elementy sgveika su
i8skirtais veiksniais.

Indukcinio ir dedukcinio mgstymo metody naudojimas, apjungiant juos.
Indukcinis mastymas leidzia iSnagrinéjus atskirus, pavienius veiksnius, darancius
jtaka darbo apmokéjimui suprasti juos kaip visuma, o dedukcinis - padeda darbo
apmokeéjimui jtaka daranciy veiksniy visumg sukonkretinti ir i$skirti svarbiausius
atskirus vienetus.

Naudojant teorinés sgvokos ,darbo apmokéjimui jtakq darantys veiksniai*
operacionalizacijos metodg, atlikta atskiry veiksniy grupiy ir pogrupiy
transformacija j konkrecias matavimy skales pagal skirtingus poZymius.

Empiriniai tyrimo metodai:

1) Anketiné apklausa naudota pasirinkty verslo organizacijy darbuotojy nuomonei

tirti. Apklausos rezultaty sisteminés analizés metodu nustatyti darbo apmokéjimo
sistemos formavimg ir adaptavimg veikiantys veiksniai (veiksniy grupés,

pogrupiai) darbuotojy poziiiriu.

2) Lietuvos ir uzsienio moksliniuose straipsniuose, pateikiamy skirtingy organizacijy

vadovy ar kity specialisty poziiiriy lyginimas, grupavimas, detalizavimas, analiz¢

ir apibendrinimas.
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3) Ekspertiné specialisty apklausa naudota, siekiant nustatyti darbo apmokéjimui
itakg daran¢iy veiksniy reikSminguma ir poveikio stipruma.

4) Statistinis empirinis tyrimo rezultaty apdorojimas atliktas naudojant statistikos
analizés programinés jrangos, duomeny nagrinéjimo paketag Microsoft Office
Excel, IBM SPSS Statistics 19, IBM SPSS Amos 21 (vidurkiy, standartiniy
nuokrypiy skaiCiavimai; koreliacijos, regresijos, faktorin¢ analizés) pad¢jo
nustatyti atskiry veiksniy tarpusavio rySius ir priklausomybe.

5) Gauty kompleksinio tyrimo rezultaty apibendrinimas.

Mokslinio darbo apribojimai.

1) Dél duomeny konfidencialumo, verslo organizacijy nenoro dalyvauti apklausose
ir kity sunkumy renkant $io pobtuidzio informacija, néra atlickama daug ir i§samiy
darbo apmokéjimo sistemy taikomy Siuolaikinése organizacijose, darbo
apmokejimui jtaka daranciy veiksniy ir pan. tyrimy.

2) Organizacijose, ypa¢ smulkaus ir vidutinio verslo, néra nustatyty ir patvirtinty
darbo apmokéjimo sistemy.

3) Moksliniy publikacijy, nagrinéjanciy darbo apmokéjimg Lietuvos verslo
organizacijose, jtaka daranciy veiksniy kontekste, triilkumas.

4) Itin daug skirtingos ir prieStaringos medziagos nagrinéjama tema galima rasti
antriniuose informacijos Saltiniuose, tokiuose kaip jvairiy pasaulio Saliy su darbo
rinka susijusiy institucijy internetiniuose tinklalapiuose, kadangi, darbo
apmokejimo sistemos sudarymo problema aktuali visoms organizacijoms,
sickianCioms iSsilaikyti konkurencingoje rinkoje. Remiantis protingumo
kriterijumi ir autorés patirtimi pasirenkama ta informacija, kuri aktualiausia
Siuolaikinéje rinkoje.

5) Naudojant jvairius mokslinés literatiiros Saltinius uzsienio kalbomis buvo
susidurta ir su sunkumais, susijusiais su pagrindiniy sagvoky neatitikimu, skirtingu
traktavimu. Pavyzdziui, daugelyje literattiros Saltiniy vartojamos jvairios sgvokos
— darbo apmokéjimas (darbo apmokéjimo sistema), atlyginimas (atlyginimo
sistema), kompensavimas (darbo kompensavimo sistema), darbo uzmokestis,

skirtingose uzsienio kalbose tapatinamos arba atvirks¢iai atskiriamos.
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Disertacijoje vartojamu savoku paaiSkinimas.

Ivairius su analizuojama tema susijusius klausimus nagrinéjantys tiek Lietuvos, tiek
uzsienio autoriai savo darbuose vartoja daug savoky (Zmogiskyjy istekliy / Zmoniy /
personalo / darbuotojy valdymas / vadyba, taip pat apmokéjimas / uzmokestis /
kompensavimas / atlyginimas uz darbg) tiek kaip sinonimus, tiek skirtingy reikSmiy
kontekste. Plétojantis Ziniy ekonomikos nuostatoms, organizacijy praktingje veikloje
daZznai vartojamos tokios darbuotojy valdymo sgvokos, kaip Ziniy valdymas,
konkuravimas dél talenty, strateginiai organizacijos gebéjimai. Remiantis Siomis
aplinkybémis, biitina tiksliai apibrézti ir pagrjsti disertacijoje vartojamas sgvokas —
Zmoniy iStekliy sistema, darbo apmokéjimas, darbo apmokéjimo sistema ir darbo
uzmokestis:

1. Nors Lietuvoje organizacijy praktingje veikloje ir moksliniuose tyrimuose

daznai sutinkama personalo valdymo/vadybos savoka, taciau populiaréja ir
Zmoniy iStekliy sgvokos vartojimas. Disertacijoje vartojama Zmoniy istekliy
valdymo savoka, kuri neretai sulyginama su personalo valdymo sgvoka arba
interpretuojama platesne reikSme.

2. Biitina apibrézti valdymo ir vadybos savoky vartojima. Zmoniy istekliy
valdymas yra vadybos kaip mokslo krypties apie organizacijos valdymo
désningumus, principus, metodus analizés sferoje. Remiantis tuo, Zmoniy
istekliy valdymo (siauresne prasme nei vadyba) sgvokos vartojimas
tikslingesnis, sickiant giliau iSanalizuoti vieng Zmoniy istekliy valdymo
dedamgjg — darbo apmokéjima.

3. Disertacijoje vartojama darbo apmokéjimo savoka kaip atlyginimo,
kompensavimo uz darbg savoky sinonimas atskirtas nuo darbo uzmokescio

sgvokos (kaip uzdarbio, algos, atlygio sagvoky sinonimo).

Disertacijos teorinis reikSmingumas.

o ISskirti jvairiy su darbo apmokéjimu susijusiy sgvoky skirtumai ir panasumai,
iSryskinant svarbiausius.

e [Sgryninta bazin¢ darbo apmokéjimo sistema ir jos esminiai elementai.
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e Parengtas darbo apmokéjimui jtakg daranciy veiksniy sisteminio vertinimo
teorinis modelis, jgalinantis jvertinti vidinius organizacijos ir iSorinés aplinkos,
taip pat darbuotojo vertés veiksnius, kuris yra suderintas su zmoniy iStekliy
valdymo koncepcija.

o Pateiktas darbo apmokéjimui jtaka daranciy veiksniy pagristumas darbo
apmokeéjimo ir kity vadybos mokslo teorijy nuostatomis.

e Sugrupuoti vidiniai organizacijos ir iSorinés aplinkos darbo apmokeéjimui
organizacijoje jtakg darantys veiksniai ir sudaryta iSsami jtakg daranc¢iy veiksniy
(18 atskiry veiksniy grupiy, pogrupiy) sistema.

e Nustatytas darbo apmokeéjimui jtakg daranciy veiksniy sistemoje atskiry grupiy

ir pogrupiy svarba ir poveikio dydis.

Disertacijos praktinis reikSmingumas.

Remiantis sudarytu darbo apmokéjimui jtakg daranciy veiksniy sisteminio
vertinimo modeliu, atlikto kompleksinio tyrimo rezultatai gali biiti naudingi:

e 3Salies zmoniy iStekliy valdymo politikos formuotojams ir jgyvendintojams,
siekiant jsigilinti ] darbo apmokéjimui jtakg darancius veiksnius verslo
organizacijose esamos situacijos ir poreikiy aspektu, kas leisty efektyviau
formuoti ir tobulinti probleminiy klausimy sprendimg Salies mastu;

e konsultacijy ir tyrimy institucijoms, teikian¢ioms verslo organizacijoms darbo
apmokéjimo tyrimy, konsultacijy atskirais klausimais paslaugas;

e mokslininkams, tiriantiems Zzmoniy iStekliy sistemos ir atskiro jo elemento - darbo
apmokeéjimo - problematikos klausimus;

e Lietuvos verslo organizacijy vadovams, Zzmoniy iStekliy padaliniy vadovams,
siekiant pagerinti bendrg darbo apmokéjimo proceso situacijg ar iSspresti
iSkilusias problemines situacijas;

e pradedantiems verslininkams ir Zzmoniy iStekliy specialistams;

e aukstyjy ir kity mokslo institucijy déstytojams, siekiantiems praplésti ir

patobulinti su darbo apmokéjimu susijusiy déstomy dalyky medziaga.

Galutinés iSvados.
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Disertacijoje atlikta teoriné darbo apmokéjimui jtaka daranciy veiksniy analizé,
suformuotas teorinis modelis ir parengta metodika, pagal kurig atliktas kompleksinis
empirinis tyrimas. Tai leido sistemiSkai jvertinti darbo apmokéjimui jtaka darancius
veiksnius ir suformuluoti apibendrintas, galutines darbo i§vadas ir pasitilymus:

1. Darbo apmokéjimo klausimy jvairiais aspektais teoriné analizé turi rysky istorinj
mokslin] pagrindg. Greitai kintant Siuolaikinés darbo rinkos salygoms, disertacijoje
atliktas darbo apmokéjimui jtakg daranciy veiksniy sisteminis vertinimas, siekiant
objektyviai jvertinti santyking atskiry veiksniy grupiy ir pogrupiy daroma jtaka, Siandien
yra labai aktualus.

2. ISgrynintas naujas pozitiris | darbo apmokéjimo, darbo apmokéjimo sistemos it
darbo uzmokescio samprata, jos kompleksiSkumg pagal i1Sskirtus pozymius — pobiidis,
kontrole, aplinka, integracija, paskirtis, isteklius, ilgalaikiSkumas, biisena, poreikis,
rysiai, priklausomybé3.

3. Apibendrinus mokslingés literatiiros Saltiniuose ir empiriniuose tyrimuose
pateikiamus darbo apmokéjimo, darbo apmokéjimo sistemos it darbo uzmokescio
sampratos poziiirius, suformuluoti i$analizuoty sgvoky apibrézimai:

e Darbo apmokéjimas — sudétiné zmoniy iStekliy sistemos dalis, traktuojama
kaip daugiafunkcinis procesas, kurio déka, atsizvelgiant ; daranlius jtaka
jvairius iSorinés aplinkos ir vidinius organizacijos veiksnius, reguliuojama
nustatyta darbo apmokéjimo sistema verslo organizacijoje.

e Darbo apmokéjimo sistema - daugialypis atsiskaitymo su darbuotojais
paketas, kurio tikslas - nustatyti galutinj darbo uzmokestj ir jo mokéjimo
salygas, kitas motyvavimo priemones atskiroms darbuotojy grupéms verslo
organizacijoje, skatinant siekti geriausio rezultato tiek atskiram darbuotojui,
tiek visai verslo organizacijai.

o Darbo uZmokestis — darbuotojo uz jo atlikta darbg i§ organizacijos
gaunamos pajamos tiesioginio ir netiesioginio uzmokescio forma.

4, Atlikus mokslinés literatiiros Saltiniuose pateikiamy pozitriy j darbo

apmokéjimo sistemos struktlirg analize, detalizuota baziné arba pamatiné darbo

3 Pozymiai buvo isskirti disertacijos autorés, remiantis mokslingje literatiiroje autoriy daZniausiai pabréZiamais
svarbiausiais darbo apmokéjimo, darbo apmokéjimo sistemos ir darbo uzmokescio savoky aspektais.
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apmokéjimo sistema, sudaryta i$ tiesioginio, netiesioginio darbo uzmokescio ir vidinés
vertés priemoniy”, kuri yra pagrindas formuojant individualia darbo apmokéjimo sistema
verslo organizacijoje, atsisakant atskiry bazinés darbo apmokéjimo sistemos elementy ar
modifikuojant juos.

5. Remiantis darbo apmokéjimui jtakg daranciy veiksniy vertinimui
taikytinomis teorijomis, susisteminti darbo apmoké¢jimui jtakg darantys veiksniai,
18skiriant juos i tris grupes, kuriy kiekviena sudaryta 1§ keturiy veiksniy pogrupiy.

o ISorinés aplinkos veiksniy grupé ir ja sudarantys veiksniy pogrupiai —
Salies ekonomikos salygos, Salies darbo rinkos salygos, ekonominés
veiklos salygos, regiono salygos.

o Vidinés organizacijos aplinkos veiksniy grupé ir ja sudarantys veiksniy
pogrupiai — darbo apmokéjimo sistema, zmoniy iStekliy strategija,
organizacijos veiklos pobiidis, finansinés galimybés.

o Darbuotojo vertés veiksniy grupé ir ja sudarantys veiksniy pogrupiai —
reliatyvi darbuotojo verté, asmeninés savybés, poreikiai ir lukesciai,
socialiné padétis.

6. ISrySkintas iSorinés, vidinés aplinkos ir darbuotojo vertés veiksniy poveikis
atskiriems bazinés darbo apmokéjimo sistemos elementams:

o Pastovioji tiesioginio darbo uZmokesc¢io dalis, kuri nustatoma pagal

laikinés, vienetinés arba miSrios formos darbo apmokéjimo model;,

* Disertacijoje darbo apmokéjimo sistema traktuojama kaip sudaryta i§ trijy posistemiy - fiesioginiy (materialus
pastovusis ir kintamasis darbo uzmokestis) ir netiesioginiy (papildomos naudos ir paskatos) darbuotojo pajamy,
taip pat vidinés vertés (motyvacijos) priemoniy.

e Tiesioginis darbo uZmokestis — darbo apmokéjimo sistemos posistemis, sudarytas i$ pastoviosios ir
kintamosios darbo uzmokescio daliy.

o Pastovioji tiesioginio darbo ufmokescio dalis — uzmokes¢io uz darbg tarifiné dalis, priklausanti nuo
darbo vietoje atlieckamo darbo (pareigy) turinio, apskaifiuojama pagal pasirinkta laikinés, vienetinés
(arba misrios) darbo apmokéjimo formos modelj.

e Darbo apmokéjimo modelis arba pastovaus darbo uzmokescio skaiciavimo modelis — pastoviosios
tiesioginio darbo uzmokescio dalies nustatymo laikinés, vienetinés ar misrios formos pagrindas, siekiant
apskaiciuoti darbo vietos (pareigybiy) tarifg.

o  Kintamoji tiesioginio darbo uimokescio dalis — priedai prie pastoviosios darbo uzmokescio dalies
mokami, siekiant jvertinti darbuotojo individualaus ar komandinio darbo rezultatus, vir§valandinj
ir darba kenksmingomis saglygomis, priverstines pertraukas darbo metu ir pan.

e Netiesioginis darbo uZmokestis — darbo apmokéjimo sistemos posistemis, kuriam priskirtini tokie
elementai - socialinés apsaugos programos ir teisés aktuose numatytas uz faktiSkai nedirbtg laikg
iSmokos, taip pat papildomos paslaugos ir privilegijos.

e Vidinés vertés priemonés arba nematerialiniy darbuotojo motyvavimo biidy visuma, traktuojamas kaip
atskiras darbo apmokéjimo sistemos posistemis.
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labiausiai priklauso nuo: iSorinés aplinkos grupés veiksniy, taip pat
organizacijos zmoniy iStekliy strategijos, finansiniy galimybiy ir
reliatyvios darbuotojo vertés veiksniy pogrupiy jtakos, tuo tarpu
darbuotojy asmeniniy savybiy, poreikiy ir likesCiy veiksniy pogrupiy
poveikis yra silpnas.

e Kintamosios tiesioginio wuZmokescio dalies atskiriems elementams
18skirtini - skirtingi jtakos veiksniai: priemokoms dél darbo sqlygy
didziausig poveik] daro Salies ekonomikos sglygos arba tiksliau Salies
politika darbo rinkos klausimais, tuo tarpu kity veiksniy grupiy poveikis
yra neutralus arba silpnas; bisimos pajamos ir trumpalaikio skatinimo
premijos labiausiai sglygojamos tokiy vidinés aplinkos veiksniy pogrupiy
kaip organizacijos finansinés galimybés ir Zmoniy iStekliy strategija, taip
pat tokiy darbuotojo vertés veiksniy pogrupiy kaip asmeninés savybeés,
bei poreikiai ir likesciai.

o Netiesioginiam darbo uZmokesciui iSorinés aplinkos veiksniy grupés
poveikis yra silpnas, iSskyrus wuzdarbj uz nedirbtq laikq, kuri salygoja
Salies ekonomikos salygy veiksniy pogrupis.

o Papildomy paslaugy ir privilegijy nustatymui didziausig jtaka daro tokie
vidinés verslo organizacijos veiksniy grupés pogrupiai kaip tam tikri
organizacijos Zmoniy iStekliy strategijos aspektai ir finansinés galimybés,
o iSorinés aplinkos veiksniai néra svarbis.

o Vidinés vertés priemonés arba darbuotojo motyvacijos priemonés
labiausiai sglygojamos verslo organizacijos strategijos ir darbuotojo
asmeniniy savybiy bei poreikiy ir likes¢iy veiksniy pogrupiy jtakos.

7. Disertacijoje sudarytas teorinis darbo apmokéjimui jtaka daranéiy veiksniy
modelis, apibiidina apibréztus darbo apmokéjimui jtakg darancius veiksnius, Kurie
jungiami | sistema, nukreipta darbo apmokéjimui poveikio turinciy veiksniy pagrindima.
Patvirtintas disertacijoje ginamas teiginys apie darbo apmokéjimui jtakg daranciy
veiksniy, sugrupuoty ] grupes ir pogrupius pagal vienijan¢ius pozymius ir sujungty ]

integruotg sistemg, tyrimo tikslinguma.
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8. Teorinio darbo apmokéjimui jtakos daranc¢iy veiksniy sisteminio vertinimo
modelio, kuris apibréZzia iSorinés, vidinés aplinkos ir darbuotojo vertés veiksniy grupiy
sasajg ir grupes sudaranciy pogrupiy poveikio dydj darbo apmokéjimui, privalumas yra
tai, kad jame iSrySké¢ja darbo apmokeéjimui jtaka daranciy veiksniy vertinimo biitinumas
dél matomy sgsajy su kitomis zmoniy istekliy ir darbo apmokéjimo sistemos dalimis.
Teoriné analizé patvirtino ginamg teigin] apie daugiaelementés ir nekontroliuojamos
1Sorinés ir vidinés organizacijos aplinkos, taip pat darbuotojo vertés veiksniy esama
poveikj darbo apmokéjimui, kurj bitina tirti.

9. Disertacijoje darbo apmokéjimui jtakg daranciy veiksniy sisteminis
vertinimas atliktas, pasinaudojant skirtingy moksliniy tyrimo metody teikiamais
privalumais, atsizvelgiant j; kompleksinio tyrimo tikslg, uzdavinius ir reikalingy
duomeny, surinkty naudojant darbuotojy ir eksperty apklausos ir istoriniy duomeny
analizés buidus, pobidi.

10.  Nustatyta kiekvieng darbo apmokéjimui jtaka daranéiy veiksniy grupe
sudaran¢iy veiksniy pogrupiy vertinimo metodika, t.y. iSskirti rodikliy rinkiniai,
atsizvelgiant ] i8keltus tyrimo uzdavinius ir tiksla.

11.  Apibendrinant galutinius darbo apmokeéjimui jtakg darancius veiksnius pagal
itakos dydj, atsizvelgiant | esamos ir pageidaujamos situacijos eksperty ir darbuotojy
atzvilgiu vertinimo rezultatus gauta, kad: didziausia jtaka daroma darbuotojo reliatyvios
vertés, ekonominés veiklos salygy bei poreikiy ir likesCiy veiksniy pogrupiy
(atitinkamai 0,349; 0,330 ir 0,328 jtakos koef.); didelé jtaka — darbuotojo asmeniniy
savybiy, organizacijos finansiniy galimybiy veiksniy pogrupiy (atitinkamai 0,315; 0,283
jtakos koef.); vidutiné jtaka — darbo rinkos salygy, regiono salygy ir ekonomikos salygy
Salyje pogrupiy (jtakos koef. 0,26-0,277); maziausia jtaka daroma Zmoniy iStekliy
strategijos ir darbuotojo socialinés padéties pogrupiy (jtakos koef. 0,162 ir 0,131).

12.  Darbuotojy nepasitenkinimas taikomomis vidinés vertés arba motyvacijos
priemonémis susijes su Siomis identifikuotomis problemomis: vadovy nedémesingumu;
netinkamu, darbuotojy netenkinanc¢iu tiesioginio darbo organizavimu; organizacijoje
nesudarytomis karjeros siekimo galimybémis; darbuotojy tarpusavio bendravimo
organizacijoje trilkumu. Nors didesn] darbo uZmokest] gaunantys darbuotojai labiau

linke teigiamai vertinti ir visas nematerialines motyvavimo priemones taikomas
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organizacijoje, tacCiau darbuotojy pasitenkinimo S$iais elementais uztikrinimas
organizacijoje, gali salygoti ir bendrg darbuotojo, nepriklausomai nuo jo gaunamo
uzmokescio, pasitenkinimg esamu darbu. Patvirtintas disertacijoje ginamas teiginys apie
darbo apmokejimui jtakg daranciy veiksniy sisteminio vertinimo galimybes ir biitinuma,
siekiant pagrjsti galutinio darbuotojy darbo uzmokescio diferenciavimg pagal skirtingus
poZymius ir padidinti jy motyvacija.

13.  Gauta, kad didesnis nepasitenkinimas darbovietéje esanciu mikroklimatu,
bendravimu tarp darbuotojy susijes su didesniu darbuotojy darbo uzmokesciu
(nepasitenkinimui bendravimu organizacijoje padidéjus vienu balu, darbo uzmokestis
taip pat padid¢ja 1,116 karto), tuo tarpu didesnis nepasitenkinimas karjeros siekimo
galimybiy uZtikrinimu susijes su mazesniu darbuotojy darbo uzmokesciu (vienu balu
padidéjus nepasitenkinimui karjeros siekimo galimybémis darbo uzmokes¢io vidurkis
sumaz¢ja 0,891). Darbuotojy lojalumas organizacijai taip pat veikia darbo uzmokest]

teigiamai (salygoja 1,144 karto didesnj darbo uzmokestj).

Pasiiilymai.

Disertacijos teorinés analizés ir empirinio tyrimo rezultaty iSvados salygoja
atitinkamy pasitilymy pateikima.

1. Organizacijoms tikslinga j darbo apmokéjimo sistemos formavimo procesa
jitraukti darbuotojus, tokiu biidu sudarant jiems galimybes iSreik$ti Savo nuomong dél
asmeniniy poreikiy ir likesciy, kuriuos turi atspindéti darbo uzmokescio elementai.

1.1. Gauti kompleksinio tyrimo rezultatai parodé¢, kad darbuotojy poreikius ir
lukesCius atitinkan¢io, norimo gauti darbo uZmokes¢io atotriikis nuo
dabartinio gaunamo uzmokes¢io yra néra itin zymus (intervalas nuo 271 Lt
iki -37,4 Lt). Tai patvirtina, kad darbuotojai nelinke pervertinti potencialiy
galimybiy ir realiai suvokia esamg situacija.

1.2. Didesnis darbuotojo gaunamas darbo uzmokestis sglygoja mazesnj norimo ir
gaunamo uzmokescio skirtumg. Jeigu darbuotojo norimas gauti neto darbo
uzmokestis yra 1500 Lt, tai skirtumas su gaunamu uzmokesciu yra apie 31
proc., tuo tarpu darbuotojy, kuriy norimas uZmokestis yra 5000 Lt, Sis

skirtumas siekia tik apie 24 proc. Jautresnéms darbuotojy grupéms, kuriy
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esamas uzmokestis mazesnis, jo padidinimas iki darbuotojy norimo
uzmokescio organizacijoms kainuoty daugiau (apie 31 proc.) nei darbuotojy
gaunanciy didesnj uzmokest;.

2. Atliktas empirinis tyrimas patvirtino teorinéje analizéje iSryskéjusi dvejopa
pozitrj ] darbo apmokéjimo sistemos struktiirg, atsispindint] darbuotojo gaunamo darbo
uzmokescio sandaros supratime. Organizacijoms bitina i$spresti netinkamo darbuotojy
darbo uZmokescio interpretavimo problema arba tiksliau tiesioginio darbo uZzmokescio
kintamosios dalies ir netiesioginio uzmokes¢io elementy nesuvokimo kaip gaunamo
galutinio darbo uZmokesCio 1§ organizacijos uz atlieckamg darbg, efektyviau
organizuojant darbuotojy supazindinimo su darbo apmokéjimo sistema, jos pokyciais
laikui bégant procesa.

3. Organizacijoms bitina spresti identifikuotas problemas, susijusias su
vidinés vertés arba motyvavimo priemoniy taikymu: vadovy nedémesingumu ir
darbuotojy tarpusavio bendravimo trikumu, darbuotojy netenkinanciu tiesioginio darbo
organizavimu ir organizacijoje nesudarytomis karjeros siekimo galimybémis.

3.1. Vadovy nedémesingumo ir darbuotojy tarpusavio bendravimo
triickumo problemas tikslinga spresti, pavyzdziui, tobulinant tokias
rinkoje taikomas priemones kaip metiniy, pusmetiniy susitikimy
organizavimg, 1§ anksto, tiksliai jvardijant diskutuotinus aktualius
klausimus, suderinant darbotvarke su skirtingy lygiy vadovais ir
darbuotojais. Pagrindiniai pasitilymo jgyvendinimo galimi sunkumai —
darbo laiko stoka ir mazos galimybés sukviesti vadovus ir darbuotojus |
susitikimg, gali buti eliminuojami, rengiant konstruktyvius pokalbius
elektronin¢je erdvéje. Taip sudaromos galimybés visuose padaliniuose
dirbantiems darbuotojams ir jy vadovams nustatytu laiku aptarti realias
problemas organizacijoje.

3.2. Darbuotojus netenkinancio tiesioginio darbo organizavimo ir
nesudaryty karjeros siekimo galimybiy problemas tikslinga spresti,
tobulinant Zmoniy iStekliy sistemos darbuotojy priémimo, planavimo,
paieskos, atrankos veiklas. Sias funkcijas organizacijoje atlieckantiems

darbuotojams iSkelti tokius wuzdavinius, kaip naujai priimamuy,
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3.3.

potencialiy darbuotojy aiSkus supazindinimas su jo darbu organizacijoje,
esamomis karjeros siekimo galimybémis, pavyzdziui tiksliai jvardijant
jo pagrindines ir papildomas funkcijas, taip pat galimus Kkarjeros
pokyCius per 3 metus ir aiSkias salygas siekiant dirbti aukStesnése
pareigose.

Organizacijoms rekomenduotina stiprinti ziniy valdymo sritj, taikant
Jvairias Ziniy valdymo priemones, kaip ziniy ir kompetencijy Zemélapiai,
ziniy Saltiniy Zemélapiai, kurie gali ne tik padéti identifikuoti turimas
darbuotojy Zinias, gebéjimus ir kompetencijas, problemy sprendimy
patirtj, bet ir stebéti darbuotojy vertés veiksniy (zinios, gebéjimai,
kompetencijos, veikla) pokyc¢ius organizacijoje. Tai gali biiti darbuotojy
karjeros siekimo pagrindas, pagrjstas aiskiais kriterijais, kuo remiantis

valdoma darbuotojo karjera.

4. Remiantis disertacijoje atlikto darbo apmokéjimui jtakg daranciy veiksniy

sisteminio vertinimo rezultatais, gauta, kad svarbiausi darbo uzmokes¢io didinimo

galimybiy kriterijai, priklauso nuo paties asmens, todél darbuotojui batina objektyviai

jvertinti savo reliatyvig vertg, asmenines savybes, bei poreikius ir lukescius.

4.1.

4.2.

Darbuotojui svarbu jvertinti savo reliatyvios vertés (pagrindinio ir
gretutinio i8silavinimo, darbo stazo) stiprybes ir silpnybes, lyginant su
kitais atitinkamas pareigas uzimanciais darbuotojais, taip pat
reliatyvios vertés pokyti laikui bégant ir reaguoti | vertés sumazéjima,
savo iniciatyva dalyvaujant mokymo, ugdymo ir kvalifikacijos kélimo
programose, atsizvelgiant | Siandieninius reikalavimus darbo rinkoje.

Akcentuotinas  darbuotojo  dalyvavimo  organizacijos  darbo
apmokéjimo  sistemos formavimo procese rodymas. Darbuotojui
rekomenduotina susipazinti su Statistikos departamento prie LR
Vyriausybés pateikiamais darbo uzmokescio dydzio, struktiros pagal
atskirus aspektus (darbuotojo amziy, staza, profesijy grupes, lyti,
ckonoming veiklg ar regiong, kur veikia organizacija) statistiniais

duomenimis, siekiant pagristo savo liikesCiy ir poreikiy formavimo ir
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argumentuotos diskusijos su organizacija, sprendziant darbo
apmokeéjimo klausimus.

5. VieSojo sektoriaus institucijy, kuriy veikla susijusi su zmoniy iStekliy
valdymo, darbo apmokéjimo ar apskritai darbo rinkos klausimais, bendradarbiavimo su
vidurinémis mokyklomis, universitetais, auksStosiomis mokyklomis ir kitomis darbuotojy
Svietimo, ugdymo jstaigomis stiprinimas, sprendziant tokias problemas kaip mokymo
programy dubliavimasis, tam tikro iSsilavinimo darbuotojy perteklius ir trilkumas
Lietuvos darbo rinkoje. Minéty jstaigy glaudus bendradarbiavimas, iSsikélus aiskius,
pagristus tikslus ir uzdavinius, atveria galimybes visapusiSkai iStirti Lietuvos darbo
rinka, o kartu ir darbo apmokeéjimui jtakg darancius iSorinés aplinkos grupés veiksnius.

6. VieSojo sektoriaus institucijoms tikslinga glaudziai bendradarbiauti su
vidurinémis mokyklomis, universitetais, aukStosiomis mokyklomis ir kitomis darbuotojy
Svietimo, ugdymo jstaigomis, siekiant formuoti ,teisingg” darbo rinkos kulttrg
Lietuvoje, potencialiy darbuotojy savo reliatyvios vertés objektyvy supratima, kas leisty
iSvengti nepagristo darbo uzmokescio diferenciavimo, ,,iSkreipto* poziiirio j darbo
uzmokestj, kurj sglygoja esama situacija Lietuvos darbo rinkoje: kai darbuotojai abejingi
savo darbui, nesupranta taikomos darbo apmokejimo sistemos ir nezino karjeros, darbo

uzmokescio didinimo ateities perspektyvy organizacijoje.

Potencialios tolimesniuy autorés tyrimu kryptys.

Disertacijos teorinés analizés ir empirinio tyrimo rezultaty iSvados atveria
tolimesniy ir dar detalesniy darbo apmokéjimui jtaka daranciy veiksniy tyrimy
galimybes.

1. Atlikta teoriné analizé leido iSrySkinti darbo apmokéjimui jtaka daranciy
veiksniy sistema, sudaryta i§ atskiry grupiy ir pogrupiy, o empirinio tyrimo metu
nustatytas darbo apmokejimui jtakg daran€iy veiksniy grupiy reikSmingumas ir
poveikio dydis. PriezasCiy, dél kuriy veiksniy sistemos jtaka keiciasi, nagrin¢jimas gali
biiti tolimesniy moksliniy tyrimy kryptis.

2. Ekspertinio vertinimo, taikant focus grupés metoda, testinumas, siekiant
iSgryninti smulkesnius, butinus tirti darbo apmokéjimui jtakg darancius veiksnius

kiekviename veiksniy pogrupyje (papildyti veiksniy sistemg). ISskyrus atskirus
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veiksnius galima juos toliau nagrinéti, naudojant kitus tyrimo metodus, ir atlikti

atskirus pogrupius sudaranciy veiksniy rangavimg pagal reikSmingumo skale,

eliminuojant poveikio neturin¢ius smulkesnius veiksnius.
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