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INTRODUCTION
The relevance of the subject

Encouraged by the challenges of globalization processes intensive changes take
place, both, in business environment and company management. Although, business
world is well aware of assumptions and opportunities of maintaining its competitive
advantage, the problem is that these assumptions very often are individual and unique
and chances of survival have to be taken into consideration. Because of more
complicated and indefinite environmental conditions business companies in order to
maintain their position and gain competitive advantage have to be of high capacity to
anticipate and react timely to external and internal environmental pressure and initiate
necessary changes.

The nature of response of an organization and its readiness to compete effectively
largely depends on the characteristics and structure of top managers and their teams. The
role of such teams in companies is exclusive and closely connected with strategic
decisions which influence company results. There is no doubt, that success of company’s
activity is greatly influenced by potency of top management team (TMT), different
factors, the most important of which is the managerial profile. Firstly, of great
importance are — personal characteristics, skills and abilities, the management styles and
attitudes. On how much, according to its managerial profile, is optimal the top
management team, depends team potency to realize the existing potential and assess
company results.

With regard to the role of top management and their teams and its importance to the
organization, the scientists pay much attention to the investigation of activities of the
company. In their opinion, company’s top management team has a significant impact on
strategy and is one of the main strategic resources (Barney, 1991; Castanias, Helfat,
1991: Michel, Hambrick, 1992: Finkelstein, Hambrick, 1996; Certo et al., 2006;
Koufopoulos et al., 2008).

Despite great knowledge in management and big investments into the field (e. g.
USA allocates big amounts of money for management development, more than 50
billion US dollars), many companies speak about the lack of successful managers
(Fulmer, Conger, 2004). According to R. Hogan and J. Hogan (2001) approximately

from 50 to 75 per cent of managers performance does not bring the desired results.
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Therefore, the need for newly — minded top level managers, business leaders, who have
abilities and skills to transform their companies in order to achieve the best results, to
establish a prospective team, which could easily adapt to the changing environment, is
increasing.

Therefore, it is not surprising, that lately the interest in the performance of top
management and their teams, its influence in the organization, is growing. The growing
popularity of scientific studies of top management is demonstrated by theoretical
conception pioneers of “upper echelon” Hambrick and Mason (1984). So, e. g. in 2010
ISI scientific magazines it was quoted 1057 times and in Google Scholar — 2500 times.
However, despite the popularity of investigation of TMT, the principal theoretical
statements are not yet proved by empirical researches.

Scientific research problem

The studies of top management teams spread widely in the 9" decade of the 20"
century, which were based on theoretical concepts and models illustrating different
aspects of TMT structure, decision making and aspects of performance context
(Hambrick, Maison, 1984; Gladstein, 1984; Gist et al., 1987; Cohen, 1994; Hambrick,
1994). Though, for a long time, there was no strong consensus among scientists
concerning the importance of top management in the organization, and today among
different trends of science, e. g. management (Carr et al., 2003; Parker et al., 2003;
Carpenter et al., 2004; Van Knippenberg et al., 2011), psychology (Peterson et. al.,
2003), financial economics (Bertrand, Schoar, 2003), representatives of empirical
investigations indicate that top level managers, in fact, have an impact on activities of an
organization. However, the issue how important is TMT today in present investigation is
vivid, whether the executives’ influence is important, the question arises under what
conditions their impact on organization’s activity is important, i. . when and how much
top managers make a contribution to innovations, financial management and company
activity (Carpenter, 2011; Malmendier, Tate, 2008; Kaplan et al., 2012).

According to Finkelstein and others (2009), in order to understand why
organization operates in one or the other way, performs one or the other things, it is very
important to understand the people who are at the top — their experience, skills, values,
social connections and other factors, because relatively small influential group of people

at the top can affect organization’s activity results. The researches confirm the existing
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connection between TMT and organizational activity, which is very important under the
conditions of quickly changing environment (Eisenhardt, Schoonhoven, 1990;
Finkelstein, Hambrick, 1990; Hambrick, D’Aveni, 1992; Michel, Hambrick, 1992;
Murray, 1989; Finkelstein, Haleblian, 1993; Shepherd, Wiklund, 2003; Covin, Green,
Slevin, 2005; Handelberg, Vyakarnam, 2005; Haber, Reichel, 2007; Vasilaki, O‘Regan,
2008).

The analysis of scientific literature indicated, that one of the restrictions in the
studies of TMT is closely linked with the complexity of manager’s assessment. Due to
this fact, many investigations which seek to reveal its influence on the results of an
organization are oriented towards the analysis of demographic characteristics of this
level of managers, which are considered to be top management cognitive surrogates or
substitutes (Datta, Rajagopalan, 1998; Tihanyj et al., 2000; Berg, 2001; Herrman, Datta,
2005; Jensen, Zajac, 2004; Lee, Park, 2006). In spite of the fact that TMT demographic
heterogeneity study is popular, one can agree with the authors who criticize too
excessive importance of the data and inconsistency of gained study results (Michel,
Hambrick, 1992; West, Schwenk, 1996; Priem, Lyon, Dess, 1999; Barsade and others.,
2000; Ferrier, 2001; Carpenter, 2002). Even today, a discussion is going on, whether the
difference in top management managerial characteristics gives an advantage to the
company (Cannella et al., 2008).

Because many authors state that demographic attitude has important restrictions,
the cognitive approach is applied which is grounded by social cognitive theory which
allows to raise the awareness of executives’ impact on the organization. This fact is very
important in the studies which are connected with top management efficacy with the
understanding of team potency and connection with the effectiveness of an organization.
Carpenter et al. (2004), Boal, Hooijberg (2001) propose to pay attention to more recent
“upper echelon” studies where to characterize TMT psychological characteristics was
applied, top management managerial behavior and personal qualities were of great
importance, i. e. managerial profile but not its demographic characteristics is worth
mentioning. However, there is deficiency of such type of investigations (Leonard et al.,
2005).

Managers® qualitative — functional portrait and its elements were studied and

simulated by many theoreticians of management: Boyatzis (1982), Woodcock, Francis
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(1986), Druker (1988), Whiddett, Hollyforde (2005), Spencer, Spencer (2008).
Nevertheless, the concept of managerial profile has not been widely studied yet,
therefore, the clarity of its understanding and structural parameters are still the issues
under discussion.

Different elements of managerial profile (personality type, personal qualities,
abilities and skills, managerial behavior) were discussed by different scientists and
researchers. To investigate personality types applying Myer-Briggs (MBTI) typology,
which justified itself as a very important instrument in analysing different levels of
managers‘ behaviour, such scientists as Oswald, Kroeger (1988), Marcia et al. (1989),
Bushe, Gibbs (1990), DiMarco (1992), Davey et al. (1993), Furnham, Stringfield ( 1993),
Clinebel, Stecher (2003), Till et al.(2010), paid much attention to this phenomenon.
Personal qualities of executives were studied by Stogdill (1947), Mann (1959), Lord De
Vader, Alliger (1986), Blake, Mouton (1990), Kirkpatrick, Locke (1991), Yukl (2002),
Wilson (2004), Bagdzitiniené (1982), ZakareviGius, Zuperkien¢ (2008). Abilities and
skills of managers were investigated by Katz (1974), Kotter (1982), Whetten, Cameron
(1983), Carroll, Gillen (1987), Aupperle, Dunphy (2001), McKinsey (2004), Porter et al.
(2004), Petkeviciaite (2003), Seilius (2001), Marcinskas, Diskien¢ (2007, 2012),
Skarzauskiené (2008), Buozitté-Rafanaviciené (2008), Buozilité-Rafanaviciené,
Pundziené, Turauskas (2009). Typologies of abilities and skills which are significant to
higher level of managers were disclosed by Castanias, Helfat (1991) Christensen et al.
(1978), Katz (1974), Yukl (2002), Bailey, Helfat (2003), Johnson (2006). However,
according to Carmeli and Tishler (2006), not enough studies were made analysing TMT
managerial abilities impact and their relative importance on companies’ activity.

Carlson (1991), Kotter (1982), Mintzberg (1973), Stewart (1976, 1982), Hales
(1986), Luthans et al. (1988), Kotter (1982), Whitley (1989), Barvydien¢, Kasiulis
(2002), Zelvys (2003) analysed managerial behaviour focused on managers’
performance in their day to day activities. Different elements of managerial behaviour e.
g. manager types and their behaviour were investigated by Richardson (1994), Kuratko,
Hodgetts (2007), Gilley et al. (2008). The other element — management styles — received
most of the attention in studies produced by different authors, starting with the old

paradigm of management (Lewin, White, 1939; Seilius, 1998) and ending with the latest



one (Conger, Kanungo, 1987; Sashkin, 1988; Burns, 1978; Bass, 1998; Tichy, Devanna,
1986; Yammarino, Bass, 1990; Curphy, 1992; Yukl, 1999).

From the 10" decade of the 20™ century in the researches which were based on
management teams, the aim was to reveal the team’s ability to work together in order to
achieve the set goals, to justify the collective understanding of the roles played. In the
scientific literature two different points of view emerged in the convictions of
understanding team abilities — team potency and collective efficacy (Collins, Parker,
2009). Potency, as a very important construct,was investigated in scientific publications
(et al., 1993; Cohen, Denison, 1990; Gully et al., 2002; Sivasubramaniam et al., 2002)
about team — work and its connection with teams’ activity, revealed that team potency
makes a great impact on the importance of company activity. It was observed, that team
potency has a stronger influence on team effectiveness as the other variables, and other
convictions about team potency allows to speak about employees’ satisfaction, efficiency
and team effectiveness.

Reviewing the different aspects of investigation about TMT, it has to be
acknowledged, that the Lithuanian scientists do not practically investigate the problems
concerning the top management teams. Different aspects of teamwork (teamwork
nature, diagnostics, its particularity in different sectors) are discussed by Vijeikiené,
Vijeikis (2000), Kasiulis, Barvydiené¢ (2001), Dromantas, Merkys (the application of
standardized ,,Team Pulls* testing methodology) (2004), Merkys (2005), Sapezinskiené
(2005), Zydzitinaité (2005), Dromantas (2008), Salkauskiené¢, VVeinhardt (2008),
Simanskiené, Seilius (2009), Bagdonien¢, Simanavi¢iene (2012). It is worth mentioning,
that in the monograph presented by Simanskien¢ and Seilius (2009), many theoretical
and practical studies produced by different foreign authors are introduced which are
closely related with top management teamwork, review and other relevant study
problems are defined.

The increasing importance of the role of TMT, the relevance of activity studies,
and, it could be stated, that insufficient top level managers’ personal, cognitive and
managerial characteristics assessment i. e. their managerial profile and its impact on
team potency and the organization’s effectiveness creates assumptions in formulating a
scientific problem — how much top management managerial profile determines their

team potency.



The goal of the research — is to formulate the concept of managerial profile, to
structure it and empirically examine the impact of its different elements on TMT
potency.

The following tasks are defined in order to achieve the goal:

e to review the transformation of top level management performance and their roles in
the context of modernizing management and new challenges which might arise;

e to formulate and justify the managerial profile concept of top level management, to
present the content of elements and approaches in detail, while presenting the
structural model of managerial profile;

e to list the essential levels of interaction of TMT as a multidimensional construct;

e to evaluate and summarize TMT conceptions and models which allow to have a more
conceptual approach to team potency description;

e to systematize the presented studies of TMT’s and their potency;

e to empiricaly evaluate different managerial profile elements impact on the TMT
potency on the basis of presented theoretical model of research.

Scientific novelty, theoretical and practical significance. The scientific novelty of
dissertation is implied by innovative attitude towards TMT potency, expansion of
management scientific apparatus spectrum.

Theoretical significance of the research:

e asurvey of top management, their team conception and role review, was done;

e a possibility occurred to evaluate this phenomenon more conceptualy under the
context of current issues, to reveal new aspects of its analysis;

e presented comprehensive analysis of top management teams’ theoretical conceptions
and models allows academically, to give a better definition of TMT potency
environment, to minimize that part which traditionally was called a “black box”;

o the attempt of the author to sistemize the research devoted to the top management
teams, bearing in mind a long period of time which was dedicated to provide
scientific analysis, to evaluate different management cultures and countries of
different economic level, made it possible to disclose distinctness, specificity and

multidimension of this phenomenon;
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e exceptional theoretical significance in the study is gained by TMT managerial
profile conception, which allows to define potential and actual team possibilities in a
more focused way;

e presented TMT managerial profile, structuring of its elements will allow in future
studies on managerial profile to insure the generality of methodological basis;

e a chosen unique model of scientific research will ensure the forthcoming, especially
cross — cultural comparability study, and at the same time, significant continuity of
the process.

Practical significance of the research:

e TMT managerial profile conception formulates an important practical order for their
diagnostics and prognosis and at the same time the development of team managerial
profile consulting;

e the results and insights of conducted empirical studies present opportunities for
executives of the Lithuanian companies to evaluate interest of their team managerial
profile compatibility and possibility to project the productivity growth;

e presented TMT role transformation, characterization of conceptions and models,
managerial profile conception complies with the requirements of the universities’
management study program;

e constructed managerial profile impact on TMT potency investigation instrument
foresees a real practical perspective of its application in the studies produced by other
scientists.

The methods of research and data processing

The systematic and comparative analysis of scientific literature was used in the
dissertation defining the top management and their managerial profiles, the
conception of team potency, listing the aspects of managerial profiles and team
potency, generalizing theoretical and practical scientific researches.

The basis of methodological study covers the conception of quantitative
methods, samples survey, multidimensional methods of statistics which are the
fundamentals of social sciencies. The empirical investigation is done on the basis of
quantitative standardized method of a questionnaire survey. In order to clarify

connection between variables which disclose different managerial profiles and team
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potency, the aspects of company results interactions, the methods of mathematical
statistical data analysis were applied in the research. Research data are processed
applying statistical analysis and data processing software programme SPSS 16.0.
Therefore, to process investigation results, descriptive statistical analysis was used. In
order to determine managerial profile elements’ impact on TMT potency, factor,
correlation and regression analysis were applied. Internal reliability of the scale was
evaluated calculating Cronbach alpha coefficients.
The logical structure of the dissertation
The logical structure of the dissertation was determined by the goal of research and
defined tasks (Fig. 1) .

T™MT

conception The conception

of research
model

The conception
of managerial
profile

TMT essential
elements of
interaction
Theoretical Thg .
interpretation of substantiation
elements of top of research

management methodology
managerial
profile TMT theoretical
conceptions
and models

Empirical
research
results
Demographic

characteristics TMT studies

Verification of
the main
hypotheses
TMT potency

Figure 1. The logical structure of the dissertation
Theoretical part of the dissertation consists of three chapters. The first chapter of
the dissertation speaks about managers’ roles, their performance, revealing the aspect of
top level management, its transformation in modern organization. The second chapter
introduces a formed top management managerial profile conception and theoretical
interpretation of its elements. The third chapter discloses TMT conception, the findings

and conclusions of theoretical and empirical investigations.
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The fourth chapter of the dissertation introduces the empirical part of research,
conception and background of study model is discussed, and a chosen methodology is
reasoned. The aim, tasks of empirical investigation are produced, hypotheses are
formulated, quantitative investigation method is discussed, instruments and data analysis
are presented. The next part of this chapter is dedicated to the analysis of empirical
research results, to verify the hypotheses raised. On the basis of research data, top
management managerial profile is defined, and its influence on TMT potency and impact
on company performance results is presented.

The conclusions and proposals for further studies in this sphere make the final part

of the dissertation.

REVIEW OF THE CONTENT OF THE DISSERTATION
Theoretical background

The first chapter of the dissertation presents transformation of managers roles in
modern organization. Great external environmental changes influenced managerial
environment too. It is understandable, that some changes in managerial work occur too,
which in its turn, lead to changes in the roles of management and the emergence of new
roles too. Top level manager today is considered to be a person who clearly and fully
defines main performance trends (Finkelsteinand et al., 2009). He plays the most
important role in making strategic decisions, implementing innovations (Camelo et al.,
2011), iniciates and manages changes in the organization (Gebhardt et al., 2006), and the
role of distributing resources is transformed into the role of the institutional leader.

The second part of the dissertation discloses the conception of managerial profile
and presents the theoretical interpretation of top management managerial profile
elements. Different well-known management theoreticians at different times (Boyatzis,
1982; Woodcock, Francis, 1986; Druker, 1988; Duffeld, 1992; Whiddett, Hollyforde,
2005; Spencer, Spencer, 2008 and others) analyzed and modeled managerial personnel
quantitative — functional portrait and its elements, e. g. functional profile, professional
competence, work experience, career plans, approach to decision making, type of
thinking, personal qualities, skills, and demographic characteristics. However,
managerial profile conception even today is not fully investigated. Therefore, clarity of

its understanding and structural parameters are still the issues of discussion.
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Profile, in general, indicates the aggregate of characteristics describing profession,
speciality (Dictionary of International Words, 2001). Focusing on profile description,
managerial profile should be understood as the aggregate of typical characteristics
defining managerial performance. The conception of managerial profile is wider and
sometimes it is understood as the conception of a manager’s position profile, which
implies a concrete set of characteristics complying with the manager’s position in the
organization, and is closely connected with the post profile, reflecting organization’s
needs and requirements. Managerial profile is rather the multidimensional construct
reflecting the main parameters of characterizing a manager: personal profile, cognitive
profile, model of professional competences and social demographic profile. Managerial
profiles consist of the following structural elements: personal qualities, abilities, skills,
managerial behavior orientation, experience, knowledge (Fig. 2).

Profile is rather flexible and can be modified depending on specific situational
factors. Therefore, the content of managerial profile is strongly influenced by such
factors as the level of management, the stages of the development of an organization and
the nature of organization’s activity. The level of management determines the profile
peculiarities, because in different levels of hierarchy, tasks of diverse scale and quality
are solved. In its turn, development stages of an organization and the nature of an
organization’s activity and the factors influencing it (market condition and tendencies,
business environment, innovative policy, etc.) presupposes a set of different competences
and significance of managerial behavior manifestation.

It is equally obvious, that managerial profile structure is determined by such factors
as specifics of cultural environment, religion beliefs, value orientation, education
(especially in management field). The evaluation of the influence of these factors is very
significant, when process goes under the conditions of cross-cultural environment, the
activities of global companies, the establishment of joint ventures, etc. are analyzed.
Because the heterogeneity of the Lithuanian cultural environment is not significant and
dominates only one religious confession, from the point of view of scientific research, the

evaluation of the influence on such factors is not expedient.
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Managerial profile <

Demographic characteristics

e Age
e Gender 7y
e Background

e Managerial work experience
e Functional areas of activity

Other factors

e Cultural environment
e Religion
e Education

Figure 2. The model of managerial profile
Produced by the author

Speaking about assessment of the educational influence, it should be stressed, that
education in the sphere of management in our country, reflects the tendencies which are
prevalent in the world. It gives opportunity to speak, to some extent, about managers’
managerial competences compliance with standards and competence requirements in
Western countries. Therefore, while constructing managerial profile elements it was
appropriate to focus on experience of foreign scientists and specialists in creating and
developing system of competences which might help to achieve good results and ensure

an effective management of an organization.
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The third chapter of the dissertation presents the analysis of the theoretical and
practical investigation of the top management teams in an organization. Organization’s
top management in managerial literature is called as top management group, top
management team, dominant coalition, influential group (Matthews, 1998; Finkelstein et
al.,, 2009). TMT in organization act differently from other teams. Its task in the
organization is to ensure activity effectiveness and success. It indicates, that TMT takes
all responsibility of appropriate strategy and has to ensure the implementation of the
strategy and proper conditions, to use all existing resources in order to gain effectiveness
and success in the organization (West, 2012).

The researches of TMT spread widely from the 9" decade of the 20" century.
Conducted studies were based on theoretical conceptions and models, which illustrated
different TMT structure, decision making and aspects of activity. The most famous is a
theory of “upper echelon” (Hambrick, Maison, 1984), Gladstein (1984), Gist et al.
(1987), Cohen (1994), Hambrick (1994), Carpenter et al. (2004) models.The above
mentioned models assesing them from the systematic point of view are related to three
categories — input, process and outcome. Gladstein (1984), Gist et al. (1987) also Cohen
(1994) models, as a very significant element to be considered is a group size. All
models, except Hambrick and Maison (1984) and Carpenter et al. (2004), much attention
pay to the importance of salary as a very important element. Activity is a very important
part of all models. Gladstein (1984) and Hambrick (1994), Carpenter et al. (2004) state,
that envirnorment is a significant variable in all models. But business strategy in models
indicated both by Hambrick (1994), Gist et al. (1987) is one of the most inherent
elements in assesing the TMT performance.

Previous upper “echelon” studies were connected with the approach towards
organizational demographics (Pfeffer 1983). They confirmed the existing connection
between top management teams and organizational activity (Eisenhardt, Schoonhoven,
1990; Finkelstein, Hambrick, 1990; Hambrick, D’Aveni, 1992; Finkelstein, Haleblian,
1993; Shepherd, Wiklund, 2003; Covin, Green, Slevin, 2005; Handelberg, Vyakarnam,
2005; Haber, Reichel, 2007; Vasilaki, O‘Regan, 2008). However, the results of similar
studies are rather controversial. Top management teams demographic diversity impact
on company’s results varies from positive (Barsade et al., 2000; Carpenter, 2002), to
negligible (Ferrier, 2001; West, Schwenk, 1996) and to negative (Michel, Hambrick,
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1992). So far, the discussions continue, whether the difference in managerial profiles
gives certain advantage to companies (Cannella et al., 2008).

The analysis of investigation performed on top management teams indicated, that
depending on chosen guides and indicators several research trends could be identified: to
orient towards organizational results, group processes, diversity of team members and
formation and characteristics of TMT. By the way, the complexity and ambiguity of
study object very often becomes an obstacle to acknowledge the objectivity of results
produced by researchers.

Overview of studies revealed the fact, that the investigations of TMT influence is
based on “upper echelon” theoretical conception, from internal organizational level
stepped over to a branch, country, international levels and involved different type of
organizations — both in business and public sectors, also the organizations functioning in
different stages of life cycle. It was worth mentioning, that not only the number of
theoretical and empirical top management studies increased, but also interdisciplinary
aspect expanded, which covers a white spectrum of science, i. e. psychology,
organization theory, strategic management, international business direction.

Since 1990 much attention in the research was paid to the ability of the team to
work together in order to achieve set goals, and reveal the collective understanding of the
role. Scientific literature defined two approaches connected with the convictions about
understanding team’s abilities: team potency and collective efficacy (Collins, Parker,
2009). Therefore, when conviction is related to a specific sphere, it is possible to speak
about collective efficacy (Bandura, 1997). Then, when the conviction is related to
general assessment of team’s abilities covering many spheres, team potency is presented
(Guzzo et al., 1993). Since this research investigates management teams which seek to
achieve several goals and because of that, perform many different tasks, team potency
construct is more suitable than collective efficacy construct, which is more oriented to a
specific task. Moreover, according to Guzzo and others (1993), potency is very
important for teams which function in complicated and changing environment.

Potency, as a significant construct, is analyzed in scientific publications about
teamwork because of its connection with the team activity. The investigations
confirmed, that team potency makes a great impact on activity performance (Cohen,

Denison, 1990; Guzzo et al., 1993; Gully et al., 2002). It is worth mentioning, that team
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potency makes a greater impact on team efficiency than the other variables. Campion,
Medsker and Higgs (1993) who investigated the influence of team characteristics on
productivity, activity performance and satisfaction, disclosed that the only significant
variable is potency, i. e. convictions about team potency allow to expect employees’
satisfaction, productivity and team effectiveness (Sivasubramaniam et al., 2002).

Team potency is also influenced by external and internal factors (Guzzo and
others., 1993). External factors are related to the environment where team works, i. e.
resources, salaries, management. External factors cover group characteristics, team goals
and team member characteristics, their abilities and experience, i. e. managerial profile
structural elements are closely connected with team potency. Internal factors also cover
group processes, i. e. participation in team’s activity, conflicts (both cognitive and
emotional) as a reflection of behavior integration.

Methodological substantiation of a research
Research goal — on the basis of the conception of managerial profile formed on the
ground of theoretical scientific research to set managerial profile of top management and
reveal how it impacts the TMT potency.
Research tasks:

1) to identify business companies top management demographic and managerial profiles
and disclose the content of these elements;

2) to assess TMT potency (the way the managers understand the potency of their team);

3) to identify and assess the elements of managerial profile and their impact on
management team potency;

4) to disclose how much TMT potency is related with company’s results;

5) to define how much executives‘ managerial and demographic profiles are related to
the results achieved.
The main hyphotheses of the research

HI1: executives managerial profile has a great impact on TMT decision making.

HI12: executives managerial profile has a great impact on TMT social integration.

H13: executives managerial profile has a great impact on TMT effectiveness.

In order to conduct a research the model was formed (Fig. 3). Its methodological
basis is:

e the conception of executives managerial profile;
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e the conclusions about “upper echelon® theoretical trend insights and grounded
empirical investigation;

e the research results on top management personal qualities, cognitive peculiarities
and other characteristics;

e the conception of TMT potency.

ﬁop management managerial profi&

Psychological type \

The sphere of activity A4

e Trade »
e Production
e Services

Personal qualities

Company performance
results

The stages of the
development of an Abilities and skills
organization

Birth
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Adolescence
Maturity
Senility
Renewal Managerial behavior

A 4

Social demographic
characteristics

Age

Gender
Education

Work experience

e o o o o o

- /

Figure 3. Research model (produced by the author)

Psychological types of personality are measured by applying Myers-Briggs type
indicators (MBTI). This method allows to assess respondents® preferences in compliance
with four MBTI typology aspects: extraversion — intraversion, judging — perceiving,
thinking — feeling and sensing — intuition (Myers et al., 1998). These preferences are
related to the aspects of human perception and cognition.

To assess personal qualities of a manager such properties were chosen which are of
great importance to top management. Without any doubt, if manager posses such
qualities, it might provide exclusivity and peculiar advantage to any type of management

level. The presented set of personal qualities is based on the results of significant
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theoretical and empirical studies (Stogdill, 1948, 1974; Kirkpatrick, Locke, 1991;
Bresson, 2002; Yukl, 2002; Wilson, 2004).

The number of classifications which depict executives abilities and skills is great,
but in this research only such abilities are distinguished which are significant only for
top level management. Therefore, having summarized researches made by Katz (1974),
Boyatzis (1982), Castanias, Helfat (1991), Analoui (1998), Whetten, Cameron (2001),
Yukl (2002), Carmeli, Tishler (2006), Kaizer et al. (2011) typologies, widely spread
research instruments indicating executives abilities and skills presented by Boyatzis and
Kolb (1995), Executives skills profile (ESP) and Leadership skills profile (LSP) ability
groups were chosen which have a great influence on top management performance.

To disclose top management managerial behavior specifics the following elements
were paid attention too: manager type, managerial style and managerial orientation, i. e.
manager’s preferences towards one or the other indicators were assessed. The manager
types chosen for the research form a continuum where administrator or leader’s position
plays the most important role. This choice is based on Drucker (1987), Mohran et al.
(2006), Rowe (2011) studies.

A chosen management style classification is based on “old” (Lewin, 1939;
Hackman, Johnson, 1996; Denhardt, Denhardt, 2003) and “new” paradigm (Burns, 1978;
Bass, 1985, 1998; Tichy, Devanna, 1986; Avolio, 1991; Limsila, Ogunlana, 2008)
conceptions. Therefore, the following management styles ,which are often observed in
top management behavior, are distinguished: autocratic, democratic, passive,
transactional and transformational. In order to reveal executives orientation towards
tasks, relationship or changes the study was based on researches made by Yukl (2002),
Martinsen (1999).

A quantitative survey questionaire was chosen as a research instrument. It is
produced on the basis of investigation model (Fig. 3), produced by the author, and its
components which corespond to constructs applied in different researches. Top
management of companies from different sectors participated in the investigation. In
processing study results descriptive statistical analysis was used: frequency of response
to the selected answers, modes, medians, averages, setting the standard deviation.
Assessing the content of different managerial profile elements, a factor analysis was

used, linking together all related factors. In order to clarify the connection between
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variables which disclose different managerial profiles, team potency, and companies’
performance interaction aspects, correlation and regression analysis was produced during
the research. The internal reliability of the scale was calculated applying Cronbach alpha
coefficients. To process investigation data a statistical data analysis package SPSS 16.0.
was applied.

The results of the research

109 senior executives of the companies participated in the investigation: 71,6 %
were men, 28,4 % were women. The average age of the respondents is 43,8 years, the
most frequent age is 35, the youngest respondent was 28 years old, the eldest — 65 years.
According to education, many respondents had University education, Master degree
(56,9 % respondents), 35,7 % — University (5 year study) education or bachelor degree,
4,6 — doctoral degree. The average general work experience in managerial sphere among
respondents was 11,2 years. The lowest work experience was only 1 year, and the highest
- 35 years. However, the average work experience of the respondents in current position
was 6,9 years, the manager (executive) work experience in current company was 10,6
years. The absolute majority of respondents were hired executives (92,7 %) and only 7,3
% were company owners / co-owners. The average number of TMT members were 6
people.

The majority of respondents were engaged in corporate governance (36,7 %) of
respondents), sales (14,7 %), finance (11,9 %), production (8,3 %), other spheres — (15,6
% ). According to business sector, the greatest number of respondents were from service
providing companies (48,6 %), from manufacturing companies (30,3 %), from trading
companies (21,1 %).

Psychological type of executives. On the basis of Myers — Briggs type of indicators
it was determined, that in the total number of respondents ESTJ psychological type
dominates, i. e. so called “supervisor” archetype, where the strong organizational value
prevails. Therefore, extraversion is a dominant characteristic of a manager and sensors is
the second most important (subdominant). The functions of an “judger” and a “thinker”
are supplementing.

In the sphere of general management activity group a dominant type is ENTJ
“fieldmarshal” who has good strategic qualities, such as to mobilize; while in other

management group activities the dominant type is ESTP “activator” who has good
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tactical qualities and the role is — to convince. Both types have distinguishing qualities
like an extrovert and a thinker.

In four out of eight cases, a significant relationship between managers’
psychological type expression of assessments and their impact on team potency was
determined (in managers’ opinion). The most significant connection is between a thinker
who is of a psychological type and his impact on team potency (r=0,499, p<0,01).
Weaker connections are between judger (r=- 0,294, p<0,01), perceiver (r=0,248, p<0,01)
and extrovert (r=0,243, p<0,05) psychological types and their impact on team potency. It
is also defined, that the stronger ETMV psychological type character is, the more
positive approach towards management team potency exists from the managers point of
view.

Regression analysis indicated that psychological qualities of a manager (executive)
can't produce a satisfactory explanation of TLM team potency decision making
dimension differences. Psychological characteristics of management which is the second
TLM team potency dimension — team social integration — brings only a satisfactory
result (15,4 %). On the other hand, applying psychological characteristics of managers
can be explained a significant third — team work efficacy — TLM team potency part of
dimension (29,9 %). The most important is assessor’s characteristics, the less important
are sentient and sensors qualities. It is worth mentioning, that assessor’s characteristics
influence on team work efficacy is positive, while sentient and sensors is negative.

Personal qualities of executives. The distinguishing qualities of executives —
respondents were reliability, responsibility and autonomy. The least appropriate qualities
were ambition, eloquence and tendency to dominate. Analyzing, according to
executive’s opinion, how personal qualities affect team potency it was defined that the
strongest quality is reliability (6,03 points), responsibility (6,16 points) and tolerance
(5,94 points). It should be noted, that the least intrinsic properties of executives have a
less favorable impact on teams potency.

It is defined that there exists a connection between prevailing qualities of an
executive and their impact on team potency: the most dominant features have the biggest
impact and the least dominant — the lowest impact on TMT potency. In all cases, strong
connections between executives personal qualities assessment and their impact on team

potency were defined (their reliability level is the same p<0,01).
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Several personal property groups were created, connecting certain (similar)
properties. Factor analysis method was used. It was stated, that the strongest factor
among executives is reliability and the weakest tendency is marked by dominant
exuberance factor. The strongest positive relationships are set between a tendency to
dominate (r=0,65), responsibility (r=0,70), correctness (r=0,64) , and their positive
influence on team potency: between strictness and a favorable impact on team potency of
this factor (r= 0,60) the connection is weaker.

The results of the research analysis indicated the difference in strength factor which
does not exist among significant factors of managers (executives) characteristics,
comparing men and women groups, the age of respondents, evaluating the level of
education of managers (executives), considering the managerial work experience in
general and work experience in a current position.

Depending on the organization’s development stage, it was indicated that the
tendency to dominate and factors of responsibility are strong in companies, which are at
the renewal stage compared to the companies which are at maturity stage. Factors of
correctness are more vivid in the companies which are in maturity stage compared with
the companies in other stages of development.

Analysing research data, much attention was paid to the fact which personal
qualities make a bigger impact on team potency. Regression analysis indicated, that the
biggest influence on team decision making is made by a factor of strictness (a model
presents about 14,5 % of prevalence). Team social integration is influenced mostly by
responsibility factor (a model presents 13 % of prevalence). Teamwork efficacy is
influenced by a tendency to dominate and responsibility factors (a model presents 26 %
of prevalence).

Executive abilities. The performed analysis indicated that the most highly
evaluated factors were creativity (8,33), intellectual abilities (8,29) and professional
competence (8,27). The lowest evaluation got strategic (8,10) and political (7,69)
abilities. The executives ability averages between men and women depending on their
age, on managerial work experience in general, and on work experience in a current
position, were not defined. Depending on education of respondents, only intellectual
abilities produced higher assessments in such groups were executives had higher

education (p=0,05). Depending on the work experience in the current company,
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creativity (p<0,05) and political (p=0,05) abilities were higher than in groups were work
experience was shorter (up to 9 years).

Speaking about company development stage, leadership abilities (p=0,05) were
higher in the adolescent — stage companies, compared to mature — stage organizations.
Political abilities (p<0,05) were higher in the renewal — stage organizations compared to
adolescent — stage companies. According to company business sector, significant
differences of executives abilities were not defined.

Correlation analysis indicated that positive relationship is valid between existing
abilities and their impact on team potency. Also the attempt was made to assess the
influence of abilities possessed by executives on TMT potency (applying regression
analysis). The obtained results indicated, that abilities produce rather a great influence on
TMT work efficacy variation level (35 %), lower influence on team social integration
(28 %) and decision making (14 %).

Managerial behavior. It was defined, that in the work of executives managerial
behavior orientation focuses on relations (5,93), on tasks (5,67), type of a leader (5,67)
and transformation leadership style (5,42). The least reflected styles in leadership
performance are passive (2,13) and autocratic (4,00) ones. The analysis states, that the
greatest impact on team potency in a manager’s opinion is focus on the task (5,70) and
focus on the changes (5,50) which are demonstrated by a leader or administrator (5,42).
Strong connection was observed between autocratic leadership style and its impact on
team potency (r= 0,65), focus on changes and its impact on team potency (r=0,626).

Data analysis, according to social demographic parameters, showed that in the case
of behavior of a manager, focus on relations and focus on changes ,the average of
components was higher among women (p<0,05). Concerning the age, applying
transformational style the higher average of components was among elder respondents
(5,64) than among younger ones (5,18), the role of a leader was stronger among elder
managers (5,76). Transformational style was stronger among executives who had a
bigger managerial experience (5,62), autocratic style of leadership was stronger among
executives who had a bigger length of work in a current company (4,18).

Trying to explain TMT potency differences, applying the elements of managerial
behavior, it was stated that the employment of these elements made it possible to explain

rather big part of TMT work efficacy variation (44 %). The other TMT potency
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dimensions which are clarified by the managerial behavior are more simple: 33 % of
team social integration variations and 20 % of team decision making variations.

The impact of managerial profile on TMT potency.While assessing the profile of
managerial impact, such elements are chosen, which were of great significance in earlier
creative models of regression. The complex regression models (see Fig. 4) showed, that
applying managerial profile could be explained team work efficacy dispersion (48 %),
less — team social integration (30,5 %) and team decision making dispersion (30,6 %).
These summarized results indicate that the influence of elements on different managerial

profile is the greatest in team work efficacy dimension.

CONCLUSIONS AND SUGGESTIONS

1. Environmental changes today make a great influence on managers, structuring
their roles in the organization. Much more attention is paid to the importance of
managerial processes, the flexibility of performance procedures are more actualized, the
number of subordinates possessing unique skills is growing gradually. At the same time,
the construct of roles played by managers remains universal, which is more applied to
top management than to other managerial levels.

2. The new conceptualized top management managerial profile concept is nothing
else, but the consequence of logical scientific terminology synthesis. In general, profile
is understood as the aggregate of typical features defining profession and speciality. Top
management managerial profile is considered to be a multidimensional construct
reflecting the most important parameters characterizing executives: personal and
cognitive profiles, the model of professional competences and socio-demographic
profile. The main structural elements of managerial profile are considered to be personal
qualities, abilities, skills, focus on managerial behavior, knowledge and experience. It is
sensible to investigate managerial profile in the context of the level of management,
business type, the organization’s development stage. Therefore, only on the basis of
systematic approach, it is possible methodologically to structure the top management
managerial profile as well as to transform it into the object of empirical study.

3. Assumption is made those psychological types of an executive personality is of
great importance in the construction of managerial profile. Therefore, the integrity of

executive’s personal qualities, abilities and skills are emphasized. It should be noted, that
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this interaction transforms depending on the changes in an organization activity.
Moreover, the managerial behavior, as an element of managerial profile, is formed on
the basis of inherent characteristic of an executive and at the same time brings internal
competition in management teams. However, in any case, it is important to define such
managerial behavior traits which could define the current realities more adequately.

In its turn, a demographic characteristic of an executive has a defined spectrum
variation. But, at the same time, demographic characteristics of top management are
rather sensitive fortuity, they do not have any strict normative limitations and, therefore,
quite often a structure of concrete management team is formed spontaneously.

4. The performed systematic analysis of scientific literature in the sphere of
management indicates, that the conception of top management is not fully settled, both,
in terms of hierarchy of management and what makes it exclusive. It gives possibility,
while evaluating the defined goals of scientific research, to focus only on the level of
strategic management and estimate the qualitative parameters of teams: heterogeneity,
the interdependence of roles, processes which are related to the interactions of top
management.

Therefore, theoretical models of TMT's (Hambrick, Maison, Gladstein, Gist et
al., Cohen, Carpenter et al.) providing a systematic analysis, have many contact points in
models which are specific in three categories (input, process, outcome). In some cases,
the size of a group is defined as a significant element, in other cases — the importance of
salary is a distinguishing factor. It is understandable, that information of research
conception, attention should be paid to other elements which are considered to be of
great importance in other models.

5. All analyzed TMT studies are divided into several groups according to reference
points and indicators. It can be stated, that the mostly spread investigations are directed
towards organizational results which are characterized as the object of study group
diversity. Work, activity as a focus group, was the object of investigation from 1989 to
2008. Many researchers considered innovations to be a part of focus group (period from
1989 to 2010). Other studies which follow the same direction of organizational results,
according to the chosen objects of research, are more episodic than inconsistent.

Investigations focused on group processes are more decomposed according to their

study object (communication and social integration, conflicts, etc.), were not intensive
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and discontinued since 1999. Therefore the studies, which were closest to the theme of
research focused on the diversity of team members, are divided into two parts: 1) indirect
diversity impact of team members on organizational results (researches made in 1999 —
2003); 2) comparative and cross - cultural studies (1987 — 2001).

6. Analyzed research indicate, that interdisciplinary aspect, the spectrum of
investigation impact on demographic characteristics of team expanded, but at the same
time new problematic aspects about TMT performance occurred. A more detailed
research is necessary: 1) to investigate the company’s internal and external
environmental factors influence on team structure and effectiveness; 2) to define the
most critical characteristics of executives; 3) to reveal the content of so called “black

2

box”. The above listed items form and define requirements which are of great
Importance to the investigation in this research.

7. The selected goal of the research is directly connected with the answer to the
following question “what factors allow teams to function effectively?” The performed
analysis of scientific literature indicated that there exist two approaches in understanding
team’s abilities: team potency and collective efficacy. It is appropriate to focus on
potency which is a very important cognitive factor in team performance, bearing in
mind, that it is a collective belief for a group to function effectively.

8. This research investigates the formulated top management managerial profile
conceptual model together with TMT potency. The model, as a multidimensional
construct integrates four elements: the psychological types of a personality, personal
properties, abilities, skills and characteristics of managerial behavior. In order to validate
empirical applicability of the model, the research instrument was created which made it
possible to define all indicators of the elements.

Whereas, there are no strict criteria in assessing team potency, TMT potency is
assessed employing its dimensions — decision making, social integration and teamwork
efficacy.

Both formulated constructs have a certain restriction which is related with the
application of self — assessment scale, though this type of assessment is widely spread in
“upper echelon” study group. The study conducted provides the fundamentals of the

defined precedent.
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9. The conducted study of top management managerial profile identified prevailing
characteristics of managers according to different groups of elements.

It is worth noticing, that top management demographic characteristics employ wide
spectrum of variations. However, their demographic profile reveals the homogenous
group were middle — age men dominate, who have University education, rather than a
big work experience in management (about 10 years) and have the position of a hired
senior manager. Heterogeneity in this group is related to the trends of education, the
gained experience and functional sphere of work.

Because the concept of executives profile is multiscale, the separate dimensions of
top management profile were analyzed. The profile of company managers was
generalized:

1) Dominant psychological type of a personality is — ESTJ or “supervisor” who has
strong organizational values. Extrovert is a prevailing characteristics of an executive
too, and sensorics is the second according to its importance (subdominant). “Judgers”
and “thinkers” functions are supplementing ones. In corporate sphere of management
dominant type is ENTJ or “fieldmarshal” in other managerial sphere dominating type
is ESTP “activator”. The difference exists between psychological types of men
(ESTJ) and women (ESTP).

2) The executives have the following dominant personal qualities: reliability,
responsibility, autonomy. The least qualities specific for executives are: ambition,
eloquence, and tendency to dominate. The results of factor analysis of personal
qualities indicated that the most significant factor is responsibility/ reliability and the
least significant — tendency to dominate/ exuberance.

The research identified that there does not exist significant differences between
executive properties intensity factor and demographic characteristics (age, gender,
education, corporate work experience in management).

3) The superior abilities of executives are as follows: creativity, intellectual skills and
professional competence. Strategic and political abilities are evaluated as insufficient.
The analysis of assessment of executives abilities indicated that significant
differences in demographic characteristics of managers were not defined.

4) In top management managerial behavior the transformational style of leadership is

most vivid, their orientation towards relationship and tasks and prevailing manager
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style is a leader type. Less significant are passive and autocratic management styles,

the role of an administrator and focus on changes is distinct. The research revealed

certain managerial behavior differences subject to gender, age, managerial work
experience and work experience in current job position.

10. The research stated that, in fact, all managerial profile elements have close
correlations with TMT potency. The produced regression models made it possible to
evaluate different managerial profile elements impact on dimensions of team potency. A
personal quality, managers’ abilities and managerial orientation impact on team work
efficacy is the greatest, but a little bit smaller for social integration of the team and
decision making. Different impact of elements on managerial profile presents different
TMT potency dimensions variation.

11. The performed empirical research verifies “upper echelon” insight of theoretical
analysis about management and their team specific impact on the organization. The
managerial profile and its influence on TMT potency causal relationship model is
empirically verified. The produced results of a study make it possible to conclude that
the identical elements of top management profile give opportunity to forecast TMT
potency and company’s efficiency too.

12. Both, companies providing consulting services and business enterprises, should
employ the concept of managerial profile and research methodology produced by the
author, which will present the possibility to diagnose TMT profiles, their compatibility
and team potency while seeking organizational goals and define the weaknesses.

13. Institutions of higher education, where the disciplines of management, leadership,
strategic management are taught, should introduce the problematic issues of top
management and their teams managerial profile.

14. The further perspectives of scientific research are related to the investigation
made by the author broadening it out in the cross cultural sphere in the member countries

of the European Union.
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DISERTACIJOS SANTRAUKA
Temos aktualumas

Paskatinti globalizacijos proceso i$Stkiy vyksta intensyviis pokyciai tiek verslo
aplinkoje, tiek imoniy valdyme. Nors verslo pasauliui yra zinomos konkurencinio
potencialo iSsaugojimo prielaidos ir galimybés, problema yra ta, kad tos prielaidos
neretai biina gana individualios ir netgi unikalios, o iSlikimo galimybémis biitina mokéti
pasinaudoti. D¢l sudétingéjanciy ir neapibrézty aplinkos salygy verslo imongs,
sickdamos iSlaikyti savo pozicijas ir jgyti konkurencinj pranasumag, turi biiti pajégios
numatyti ir laiku reaguoti j iSorés bei vidaus aplinkos spaudimg ir inicijuoti bitinus
pokycius.

Organizacijos reagavimo pobudis ir pasirengimas efektyviai konkuruoti labai
priklauso nuo auksciausio lygio vadovy (ALV) ir jy komandy charakteristiky bei
sudéties. Siy komandy vaidmuo jmonése yra iSskirtinis ir glaudziai susijes su
strateginiais sprendimais, veikianciais jmonés rezultatyvumg. Neabejotina, kad jmonés
veiklos sékme daugiausia lemia jos aukSciausio lygio komandos pajégumas,
priklausantis nuo jvairiy veiksniy, 1§ kuriy vienas svarbiausiy — vadovy vadybinis
profilis, t. y. visy pirma asmeninés savybés, gebéjimai ir jgiidziai, vadovavimo stiliai,
poziuriai. Nuo to, kiek pagal savo vadybinj profilj yra optimali jmonés aukS¢iausio lygio
vadovy komanda, priklauso tiek pacios komandos pajégumas realizuoti savo turimag
potenciala, tieck jmonés veiklos rezultatyvumas.

Atsizvelgdami | auksciausio lygio vadovy ir jy komandy ypatinga vaidmenj bei
svarbg organizacijai, strateginio valdymo ir kity sri¢iy mokslininkai daug démesio skiria
ju veiklos tyrin¢jimams. Jy nuomone, jmonés auk3S¢iausio lygio vadovy komanda turi
reikSmingg poveikj jos strategijos krypciai ir yra vienas i§ jmonés strateginiy iStekliy
(Barney, 1991; Castanias ir Helfat, 1991; Michel ir Hambrick, 1992; Finkelstein ir
Hambrick, 1996; Certo ir kt., 2006; Koufopoulos ir kt., 2008).

Nepaisant sukaupty vadybos srities ziniy ir skiriamy didZiuliy investicijy (pvz.,
JAV vadovy tobulinimui kasmet skiriamos milziniskos sumos, daugiau nei 50 mird. JAV
dol.), daugelis organizacijy pabrézia s¢kmingy vadovy stokg (Fulmer ir Conger, 2004).
R. Hogan ir J. Hogan (2001) teigimu, apytikriai nuo 50 iki 75 proc. vadovy veikla
neatneSa siekiamy rezultaty. Taigi vis labiau did¢ja poreikis naujai mastanciy
auks$ciausiy jmoniy vadovy, verslo lyderiy, turinéiy gebéjimy ir jgiidziy transformuoti
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savo jmones, kad buty pasiekta tiek geriausiy veiklos rezultaty, tiek buty suburta
perspektyvi komanda, gebanti greitai adaptuotis besikei¢iancioje aplinkoje.

Nenuostabu, kad pastaruoju laiku didéja susidoméjimas aukSc¢iausio lygio vadovy ir
ju komandy veikla bei jy itaka organizacijoms. Didéjant] auksciausio lygio vadovy
moksliniy tyrimy populiarumg akivaizdziai demonstruoja ,,auks¢iausio eSelono* teorinés
koncepcijos pradininky Hambrick ir Mason (1984) citavimo lygis: 2010 m. ISI
moksliniuose Zurnaluose buvo cituota 1057 kartus, o Google Scholar — 2500. Taciau
nepaisant auksciausio lygio vadovy komandy tyrimy populiarumo, pagrindiniai teoriniai
teiginiai dar néra pakankamai patvirtinti empiriniais tyrimais.

Mobkslinés problemos iStyrimo lygis

Auksciausio lygio vadovy komandy (ALVK) tyrimai placiai paplito nuo 20 a. 9
deSimtmecio ir rémesi teorinémis koncepcijomis bei modeliais, iliustruojanciais
skirtingus auksSciausio lygio vadovy komandy struktiiros, sprendimo priémimo ir veiklos
konteksto aspektus (Hambrick ir Maison, 1984; Gladstein, 1984; Gist ir kt., 1987;
Cohen, 1994; Hambrick, 1994). Nors ilga laikg tarp mokslininky nebuvo tvirto
susitarimo dé¢l aukS¢iausiy vadovy reikSmingumo organizacijoje, o dabar ir tarp jvairiy
mokslo kryp¢iy, kaip antai: vadybos (Carr ir kt., 2003; Parker ir kt., 2003; Carpenter ir
kt., 2004; Van Knippenberg ir kt., 2011), psichologijos (Peterson ir kt., 2003), finansy
ekonomikos (Bertrand ir Schoar, 2003) atstovy empiriniy tyrimy rezultatai pabrézia, kad
auksScCiausi vadovai 18 tiesy turi poveikj organizacijos veiklai. Ta¢iau auks¢iausiy vadovy
komandy dabartiniuose tyrimuose nuo klausimo, ar vadovy jtaka reikSminga, dazniau
pereinama prie klausimo, kokiomis saglygomis jy jtaka organizacijos veiklos rezultatams
yra reikSminga, t. y. kada ir kaip auksCiausi vadovai prisideda prie inovacijy, finansy
valdymo ir jmonés veiklos (Carpenter, 2011; Malmendier ir Tate, 2008; Kaplan ir kt.,
2012).

Anot Finkelstein ir kt. (2009), siekiant suvokti, kodél organizacijos veikia vienokiu
ar kitokiu btidu, daro vienus ar Kitus dalykus, biitina gerai suprasti jy vir§tnéje esancius
Zmones — jy patirt], gebéjimus, vertybes, socialinius rySius ir kitas charakteristikas, nes
organizacjos virStn¢je esanti santykinai maza jtakingy zmoniy grupé gali i§ esmeés
paveikti organizacijos veiklos rezultatus. Tyrimai patvirtina egzistuojantj ry$j tarp
auksciausio lygio vadovy komandy ir organizacinés veiklos, o tai ypa¢ svarbu greitai

besikeicianc¢iy aplinkos salygy kontekste (Eisenhardt ir Schoonhoven, 1990; Finkelstein
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ir Hambrick, 1990; Hambrick ir D’Aveni, 1992; Michel ir Hambrick, 1992; Murray,
1989; Finkelstein ir Haleblian, 1993; Shepherd ir Wiklund, 2003; Covin ir kt., 2005;
Handelberg ir Vyakarnam, 2005; Haber ir Reichel, 2007; Vasilaki ir O‘Regan, 2008).

Mokslinés literattiros analizé leido pastebéti, kad vienas i§ auksc¢iausio lygio
vadovy komandy tyrimy apribojimy yra susijes su vadovy vertinimo sudétingumu. Dél
to dauguma tyrimy, siekianc¢iy atskleisti jy itaka organizacijos rezultatams, yra orientuoti
1 Sio lygio vadovy demografiniy charakteristiky, laikomy aukS$¢iausiy vadovy
kognityviniais surogatais arba pakaitalais, analize¢ (Datta ir Rajagopalan, 1998; Tihanyj ir
kt., 2000; Berg, 2001; Herrman ir Datta, 2005; Jensen ir Zajac, 2004; Lee ir Park, 2006).
TaCiau nepaisant aukSciausio lygio vadovy komandy demografinio heterogeniSkumo
tyrimy populiarumo, galima sutikti su autoriais, kritikuojanciais pernelyg didel; Siy
duomeny sureik§minimg ir gauty tyrimy rezultaty prieStaringumg (Michel ir Hambrick,
1992; West ir Schwenk, 1996; Priem ir kt., 1999; Barsade ir kt., 2000; Ferrier, 2001,
Carpenter, 2002). Taip pat iki Siol diskutuojama, ar aukSciausiy vadovy vadybiniy
charakteristiky skirtingumas suteikia jmonéms pranasumg (Cannella ir kt., 2008).

Kadangi jvairiy autoriy teigiama, kad demografinis pozitris turi svarbiy
apribojimy, taikomas kognityvinis poziiiris, pagristas socialine kognityvine teorija,
leidzia padidinti vadovy poveikio organizacijai aspekty supratimg. Ypac tai reikSminga
tyrimuose, susijusiuose su auksciausiy vadovy veiksmingumo ir jy komandy pajégumo
suvokimu ir sgsaja su organizacijos rezultatyvumu. Carpenter ir kt. (2004), Boal ir
Hooijberg (2001) sitlo atkreipti démesj | naujesnius ,,auk$¢iausio eSelono* tyrimus,
kuriuose auksciausio lygio vadovy komandoms apibiidinti naudojamos psichologinés
charakteristikos ir sutelkti démesj j auk$¢iausiy vadovy vadybing elgseng bei asmenines
savybes, t. y. 1 vadybinj profilj, o ne | jy demografines charakteristikas. Deja, panaSaus
pobidzio tyrimy dar stokojama (Leonard ir kt., 2005).

Vadovy kokybinj-funkcinj portretag bei jo elementus nagriné¢jo ir modeliavo ne
vienas Zinomas vadybos teoretikas: Boyatzis (1982), Woodcock ir Francis (1986),
Druker (1988), Whiddett ir Hollyforde (2005), Spencer ir Spencer (2008). Vis délto
vadybinio profilio sgvoka iki Siol néra pakankamai iSnagrinéta, tod¢l jos supratimo
aiSkumas ir struktiiriniai parametrai vis dar lieka diskusiniai klausimai.

Atskiri vadybinio profilio elementai (asmenybés tipas, asmeninés savybeés,
gebéjimai bei jgudziai, vadybiné elgsena) buvo nagriné¢jami jvairiy mokslininky ir tyréjy

33



darbuose. Asmenybés tipy tyrimams, taikant Myer-Briggs (MBTI) tipologija, kuri
pasiteisino kaip naudingas tyrimo instrumentas analizuojant skirtingy lygiy vadovy
elgseng, démesj skyré Oswald ir Kroeger (1988), Marcia ir kt. (1989), Bushe ir Gibbs
(1990), DiMarco (1992), Davey ir kt. (1993), Furnham ir Stringfield (1993), Clinebel ir
Stecher (2003), Till ir kt. (2010). Asmenines vadovy savybes tyriné¢jo Stogdill (1947),
Mann (1959), Lord De Vader ir Alliger (1986), Blake ir Mouton (1990), Kirkpatrick ir
Locke (1991), Yukl (2002), Wilson (2004), Barvydiené (1982), ZakareviCius ir
Zuperkiené (2008). Vadovams badingi jgiidziai ir gebéjimai nagrinéti Katz (1974),
Kotter (1982), Whetten ir Cameron (1983), Carroll ir Gillen (1987), Aupperle ir Dunphy
(2001), McKinsey (2004), Porter ir kt. (2004), Petkevicittés (2003), Seiliaus (2001),
Marcinsko ir Diskienés (2007, 2012), Skarzauskienés (2008), Buozitités-Rafanavicienes
(2008), Pundzienés ir Turausko (2009) darbuose. Igtdziy ir geb¢jimy, reikSmingy
aukstesnio lygio vadovams, tipologijos atskleistos Castanias ir Helfat (1991) Christensen
ir kt.,, (1978), Katz (1974), Yukl (2002), Bailey ir Helfat (2003), Johnson (2006)
darbuose. Taciau, anot Carmeli ir Tishler (2006), iki S$iol nepakanka tyrimy,
analizuojanciy auk$ciausio valdymo lygio komandos vadybiniy gebé¢jimy jtaka ir jy
santykine reikSme jmonés veiklai.

Carlson (1991), Kotter (1982), Mintzberg (1973), Stewart (1976, 1982), Hales
(1986), Luthans ir kt. (1988), Kotter (1982), Whitley (1989), Barvydiené ir Kasiulis
(2002), Zelvys (2003) gvildeno vadybine elgsena, orientuota j vadovo darba,
analizuojant jo kasdieng¢ veiklg. Atskiri vadybinés elgsenos elementai, kaip antai vadovy
tipai ir jiems budinga elgsena, tirti Richardson (1994), Kuratko ir Hodgetts (2007),
Gilley ir kt. (2008) darbuose. Kitas elementas — vadovavimo stiliai — sulauké bene
daugiausia démesio jvairiy autoriy darbuose, pradedant sengja vadovavimo paradigma
(Lewin ir White, 1939; Seilius, 1998) ir baigiant naujgja (Conger ir Kanungo, 1987;
Sashkin, 1988; Burns, 1978; Bass, 1998; Tichy ir Devanna, 1986; Yammarino ir Bass,
1990; Curphy, 1992; Yukl, 1999).

Nuo 20 a. 10 deSimtmecio vadovy komandy tyrimuose siekiama atskleisti
komandos sugebéjimy dirbti kartu, siekiant numatyty tiksly, kolektyvinio suvokimo
vaidmenj. Mokslin¢je literatiroje iSrySkéjo du poZzitriai j jsitikinimy deél komandos
gebéjimy supratimag — komandos pajéguma ir kolektyvinj veiksminguma (Collins,
Parker, 2009). Pajégumas, kaip reikSmingas konstruktas, nagriné¢jamas mokslinése
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publikacijose (Guzzo ir kt., 1993; Cohen ir Denison, 1990; Gully ir kt, 2002;
Sivasubramaniam ir kt., 2002) apie komandinj darbg d¢l jo sgsajos su komandos veikla,
atskleidé, kad komandos pajégumas daro didele jtakg jos veiklos atlikimui. Pastebéta,
kad biitent komandos pajégumas turi stipresnj poveiki komandos efektyvumui nei kiti
kintamieji, o jsitikinimai dél komandos pajégumo leidZzia numatyti darbuotojy
pasitenkinimg, produktyvumag ir komandos efektyvuma.

Apzvelgiant aukSciausio lygio vadovy komandy skirtingy aspekty tyrimus, tenka
pripazinti, kad Lietuvos mokslininkai auksciausiy vadovy komandy problematikos
praktiSkai nenagrinéja. Atskiri komandinio darbo aspektai (komandinio darbo prigimtis,
diagnostika, jo specifika skirtinguose sektoriuose) gvildenami Vijeikienés ir Vijeikio
(2000), Kasiulio ir Barvydienés (2001), Dromanto ir Merkio (standartizuotos ,,Team
Pulls* testavimo metodikos pritaikymas) (2004), Merkio (2005), SapeZinskienés (2005),
Zydzianaités (2005), Dromanto (2008), Salkauskien¢s ir VVeinhardt (2008),
Simanskienés ir Seiliaus (2009), Bagdonienés ir Simanavigienés (2012) darbuose.
Paminétina, kad Simanskienés ir Seiliaus (2009) monografijoje yra pateikta jvairiy
uzsienio autoriy teoriniy ir praktiniy tyrimy, susijusiy su auks$¢iausio lygio vadovy
komandy veikla, apzvalga ir i§skirtos aktualios jy tyrimo problemos.

Did¢janti aukSciausio lygio vadovy komandy vaidmens svarba, jy veiklos
tyrin¢jimy aktualumas ir, galima bity teigti, nepakankamas auks$ciausiy vadovy
asmeniniy, kognityviniy bei vadybiniy charakteristiky, t. y. jy vadybinio profilio ir jo
poveikio komandy pajégumui bei organizacijos veiklos rezultatyvumui, jvertinimas
sukuria prielaidas suformuluoti moksling problemg — kaip auksc¢iausio lygio vadovy
vadybinis profilis lemia jy komandy pajéguma.

Darbo tikslas — suformuluoti vadybinio profilio koncepcija, ja struktirizuoti ir
empiriSkai iStirti atskiry elementy poveikj auks$ciausio lygio vadovy komandos
pajégumui.

Darbo tikslui pasiekti sprendziami Sie uZdaviniai:

e apzvelgti aukSciausio lygio vadovy veiklos bei vaidmeny transformacija vadybos

WV —
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e suformuluoti ir pagrjsti aukS¢iausio lygio vadovy vadybinio profilio koncepcija,
detalizuoti jo elementy turin; ir raiSkos budus, pateikiant vadybinio profilio
struktiirinj modelj;

e jvardyti aukS$ciausio lygio vadovy komandos esminius sgveikos elementus kaip
multidimensinj konstrukta;

e jvertinti ir apibendrinti auks¢iausio lygio vadovy komandy koncepcijas ir modelius,
leidZianCius konceptualiau priartéti prie komandos pajégumo apibiidinimo;

e susisteminti auksciausio lygio vadovy komandoms ir jy pajégumui skirtus tyrimus;

e remiantis sudarytu teoriniu tyrimo modeliu, empiriskai jvertinti atskiry vadybinio
profilio elementy jtaka auksciausio lygio vadovy komandos pajégumui.

Tyrimo ir duomeny apdorojimo metodai

Disertacijoje buvo naudojama sisteminé ir lyginamoji mokslinés literattiros analize,
apibréziant auksciausio lygio vadovy ir jy vadybiniy profiliy bei komandy pajégumo
sampratg, jvardijant vadybiniy profiliy ir komandos pajégumo sasajos aspektus,
apibendrinant teorinius ir praktinius mokslinius tyrimus.

Metodologin] tyrimo pagrindg sudaro socialiniuose moksluose susiformavusi
samprata apie kiekybinius metodus, atrankinj tyrimg, daugiamacius statistinius metodus.
Empirinis tyrimas atliktas naudojant standartizuotos anketinés apklausos metoda.
Siekiant iSsiaiSkinti rySius tarp kintamyjy, atskleidzianciy jvairius vadybiniy profiliy ir
komandy pajégumo bei jmoniy rezultaty sgveikos aspektus, tyrimo metu buvo taikomi
matematiniai statistiniai duomeny analizés metodai. Tyrimy duomenys apdoroti
statistinés analizés ir duomeny apdorojimo programine jranga SPSS 16.0. Apdorojant
tyrimo rezultatus, naudota apraSomoji statistiné analizé. Siekiant nustatyti vadybinio
profilio elementy jtaka auksciausio lygio vadovy komandy pajégumui, buvo pritaikyta
faktorine, koreliaciné ir regresiné analizés. Vidinis skaliy patikimumas jvertintas
apskaiciavus Kronbacho alfa koeficientus.

Mokslinis naujumas, teoriné ir praktiné reik§mé. Mokslinj disertacijos naujumag
rodo poziiirio | auk$c¢iausio lygio vadovy komandy pajégumag inovatyvumas, iSpleciant
vadybos mokslinio aparato spektra.

Teoriné darbo reikS§mé:

o atlikta aukScCiausio lygio vadovy ir jy komandos sampratos ir vaidmeny apzvalga;
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atsirado galimybé konceptualiau jvertinti §j fenomeng dabarties aktualijy kontekste,
atskleisti naujus jo nagrinéjimo aspektus;

pateikta i$Sami aukSciausio lygio vadovy komandy teoriniy koncepcijy ir modeliy
analiz¢ leidzia akademiskai korektiSkiau apibiidinti auksc¢iausio lygio vadovy
komandy pajégumo lauka, sumazinti ta jo dalj, kuri tradiciskai buvo priskiriama
vadinamajai ,,juodajai dézei*;

autoriaus bandymas sisteminti tyrimus, skirtus aukS¢iausio lygio vadovy
komandoms, orientuojantis j pakankamai ilga mokslinei analizei skirta laikotarpj ir
skirtingas vadybos kultiras bei ekonominio pajégumo Salis, leido atskleisti Sio
fenomeno raiSkos specifiSkumg ir daugiaplaniSkuma;

i§skirting teoring reikSme¢ darbe jgauna pati aukSciausio lygio vadovy komandos
vadybiniy profiliy koncepcija, leidZianti labiau fokusuotai apibiidinti potencialias ir
faktines komandos galimybes;

pateiktas aukSciausio lygio vadovy komandos vadybinio profilio elementy
strukttirizavimas leis ateities vadybinio profilio tyrimuose uztikrinti metodologinio
pagrindo bendruma;

darbe pasirinktas unikalus mokslinio tyrimo modelis uZtikrins bisimy, ypac
tarpkulttriniy, tyrimy palyginamuma, o tuo paciu ir prasmingg tgstinuma.

Praktiné darbo reikS§mé:

aukSciausio lygio vadovy vadybiniy profiliy koncepcija suformuoja reikSmingg
praktinj uzsakyma jy diagnostikai ir prognozavimui, o tuo paciu ir komandy
vadybinio profilio konsultavimo plétra;

atlikto empirinio tyrimo rezultatai ir jZvalgos Lietuvos imoniy vadovams suteikia
galimybe jvertinti savo komandy vadybiniy profiliy suderinamumo susidomegjimg ir
galimybe projektuoti jy produktyvumo augima;

pateiktas auksciausio lygio vadovy komandos vaidmeny transformacijos, koncepcijy
ir modeliy apibiidinimas, vadybiniy profiliy koncepcija atitinka vadybos
universitetiniy studijy programos poreikius;

sukonstruotas vadybiniy profiliy jtakos auks$c¢iausio lygio vadovy komandos
pajégumui tyrimo instrumentas numato realig praktinio jo taikymo perspektyva ir

kity mokslininky tyrimuose.
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Disertacijos loginé struktiira
Disertacinio darbo loging struktiirg (1 pav.) nulémé tyrimo tikslas ir uzsibrézti

uzdaviniai.

ALV komandos
samprata
Vadybinio Tyrimo modelio
profilio koncepcija
koncepcija

ALV komandos
esminiai
saveikos
elementai q
Teoriné Tyrlmo__
auksé&iausio lygio metodologijos
vadovy vadybinio pagrindimas

profilio elementy
interpretacija ALV komandy
teorinés
koncepcijos ir
modeliai

Empirinio
tyrimo
rezultatai
Demografinés
charakteristikos ALV komandy
tyrimai

Pagrindiniy
hipoteziy
ikrini

ALV komandy tikrinimas
pajégumas

1 pav. Disertacijos loginé struktura

Teoriné darbo dalis susideda i§ trijy skyriy. Pirmame skyriuje pateikta vadovy
vaidmeny ir jy veiklos, atskleidziant auks¢iausio lygio vadovy aspekta, transformacija
Siuolaikingje organizacijoje. Antrame skyriuje pristatoma suformuota auksc¢iausio lygio
vadovy vadybinio profilio koncepcija ir jo elementy teoriné interpretacija. Tre¢iame
skyriuje atskleidziama auksciausio lygio vadovy komandos samprata ir teoriniy bei
empiriniy tyrimy radiniai ir iSvados. Ketvirtame disertacijos skyriuje pristatomas vadovy
vadybiniy profiliy jtakos ALV komandy pajégumui empirinis tyrimas. Aptariama tyrimo
modelio koncepcija ir jos pagrindimas. Atskleidziama pasirinkta metodologija: empirinio
tyrimo tikslas, uzdaviniai, suformuluojamos hipotezés, aptariama kiekybinio tyrimo
atlikimo metodika, instrumentai ir duomeny analizés metodai. Analizuojami empirinio
tyrimo rezultatai ir tikrinamos iSkeltos hipotezés. Remiantis tyrimo duomenimis
nustatomas auksciausio lygio vadovy vadybinis profilis ir jo jtaka ALV komandy
pajégumui bei kaip tai lemia jmoniy veiklos rezultatus. Darbas baigiamas iSvadomis ir

pasiiilymais tolesniems $ios srities tyrimams.
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ISVADOS IR PASIULYMAI

1. Siuolaikiniai aplinkos poky&iai daro didele jtaka vadovui, jo vaidmeny naujai
struktiirizacijai organizacijoje. Vis labiau aiSkéja valdymo procesy svarba, nes sparciai
aktualizuojamas veiklos procediry lankstumas, pavaldiniy, turin¢iy unikaliy jgiidZiy,
laipsniskas didé¢jimas. Bet tuo paciu vadovy atlickamy vaidmeny konstruktas islieka
universalus, o tai labiau nei kitiems valdymo lygiams taikytina aukSciausio lygio
vadovams.

2. Naujai konceptualizuojama auksciausio lygio vadovy vadybinio profilio sgvoka
yra ne kas kita, kaip logiSka mokslinés terminijos sintezés pasekmé. Bedriausia prasme
profilis suvokiamas kaip tipiSky bruozy, apibiidinanciy profesijg, visuma. Auksciausio
lygio vadovy vadybinis profilis laikytinas veikiau multidimensiniu konstruktu,
atspindin€iu pagrindinius vadova charakterizuojancius parametrus: asmeninj bei
kognityvin] profilius, profesiniy kompetencijy model}, sociodemografin; profilj.
Pagrindiniais vadybinio profilio struktiiriniais elementais iSskirtini asmeninés savybés,
gebéjimai, jgtidZziai, vadybinés elgsenos orientacijos, zinios ir patirtis. Laikoma
prasminga vadybinj profili nagrinéti valdymo lygio, organizacijos veiklos pobtdzio,
organizacijos vystymosi stadijos kontekste. Tik remiantis sisteminiu pozitiriu galima tiek
metodologiSkai patikimai struktiirizuoti aukSciausio lygio vadovy profilj, tiek paversti jj
tinkamu empirinio tyrimo objektu.

3. Darytina prielaida, kad vadovy asmenybés psichologiniai tipai yra iSskirtinai
svarblis jy vadybinio profilio konstrukcijoje, galimai tarnaujantys jam apibréztu
pagrindu. Savo ruoZtu pabréZtinas vadovo asmeniniy savybiy, geb¢jimy ir jgudziy
integralumas. Kartu akcentuotina, kad $i sgveika transformuojasi priklausomai nuo
organizacijos veiklos pokyciy. Pabréztina, kad vadybiné elgsena, kaip vadybinio profilio
elementas, formuojasi vadovo prigimtiniy savybiy pagrindu, o kartu uzprogramuoja
vadovy komandoje viding konkurencijg. Taciau bet kokiu atveju biitina nustatyti tuos
vadybinés elgsenos bruozus, kurie gali jmanoma adekvaciau atspindéti dabarties realijas.

Savo ruoztu demografinés vadovo charakteristikos turi apibréztg variacijos spektra.
Bet kartu demografinés auksciausio lygio vadovy charakteristikos yra pakankamai
jautrios atsitiktinumui, jos neturi grieZty normatyviniy apribojimy, o dé¢l to neretai gana

stichi$kai susiformuoja konkrecios vadovy komandos struktura.
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4. Atlikta sisteminé mokslinés literatiiros vadybos srityje analizé rodo, kad
auksCiausio lygio vadovy samprata néra nusistovéjusi tiek pagal valdymo hierarchija,
tiek pagal tai, kas jg gali apibudinti kaip iSskirtine. Tai leidzia, jvertinant uzsibréztus
mokslinio tyrimo tikslus, orientuotis iSskirtinai tik  strateginio valdymo lygmen; ir
jvertinant komandy kokybinius parametrus: heterogeniSkuma, vaidmeny tarpusavio
priklausomybg, procesus, siejamus su auksciausio lygio vadovy saveika.

Savo ruoztu auksc¢iausiy vadovy komandy teoriniai modeliai (Hambrick ir Maison,
Gladstein, Gist ir kt., Cohen, Carpenter ir kt.) juos vertinant sistemiskai, turi nemazai
salycio tasky visiems modeliams biidingy trijy kategorijy (indélio, proceso ir rezultato)
kontekste. Vienais atvejais kaip reikSmingas elementas iSskiriamas grupés dydis, kitais —
labiau akcentuojama atlyginimo elemento svarba. Suprantama, kad formuojant tyrimo
koncepcijg turi biti atsizvelgta ir i kitus, atskiruose modeliuose laikomus reikSmingus,
elementus.

5. Visi analizuoti aukS¢iausio lygio vadovy komandy tyrimai skirstytini i keleta
grupiy priklausomai nuo pasirinkty orientyry ir rodikliy. Galima teigti, kad placiausiai
atstovaujami tyrimai orientuoti ] organizacinius rezultatus, taCiau pasizymi démesio
centro jvairumu. ALV komandy darbas, veikla buvo tyrimy objektas nuo 1989 m. iki
2008 m. imtinai. Gausi tyréjy grupé démesj skyré inovacijy aspektui (velgi laikotarpis
nuo 1989 m. iki 2010 m.). Kiti tyrimai, kuriuose iSlaikoma ta pati organizaciniy rezultaty
kryptis, pagal savo kitus pasirinktus tyring¢jimo objektus  vertintini labiau kaip
epizodiniai, o ne nuoseklis.

Tyrimai orientuoti ] grupinius procesus yra labiau iSskaidyti pagal savo orientacija
(komunikacija ir socialin¢ integracija, konfliktai ir kt.), nebuvo intensyvis ir nutrike
apie 1999 m. Tuo tarpu artimiausi pasirinktai darbo temai tyrimai, orientuoti j komandos
nariy jvairove, pasiskirste ; du srautus: 1) netiesioginis komandos nariy skirtingumo
poveikis organizaciniams rezultatams (tyrimai nuo 1999 iki 2003 m.); 2) lyginamieji ir
tarpkultiiriniai tyrimai (1987 — 2001 m.).

6. Analizuoti tyrimai rodo, kad iSsipléte tarpdisciplininis aspektas, komandy
demografiniy charakteristiky jtakos tyrimy spektras, o tuo pat metu iskilo ir naujy
probleminiy auks¢iausio lygio vadovy komandy veiklos aspekty. ISsamesné analizé
reikalinga: 1) tiriant organizacijos iSorés ir vidaus aplinkos veiksniy jtaka komandos

struktiirai bei veiksmingumui; 2) nustatant kokios vadovy charakteristikos yra kritinés;
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3) atskleidziant vadinamosios ,,juodosios dézés* turinj. ISvardyti dalykai formuoja ir
apibréZtus reikalavimus Siame darbe vykdytam tyrimui.

7. Pasirinktas darbo tikslas tiesiogiai sietinas su atsakymo paieSka j klausimg ,,kas
leidzia komandoms efektyviai funkcionuoti?* Atlikta mokslinés literattiros analizé rodo,
kad egzistuoja du poziiriai ] jsitikinimy dél komandos gebé¢jimy supratima: komandos
pajégumas ir kolektyvinis veiksmingumas. Tikslinga orientuotis | pajéguma, kaip svarby
kognityvinj poveikj komandos veiklai, laikant, jog tai kolektyvinis jsitikinimas, kad
grupé gali biiti efektyvi.

8. Siame darbe testuojamas suformuluotas aukséiausio lygio vadovy vadybiniy
profiliy koncepcinis modelis jo sgveikoje su ALV komandy pajégumu. Modelis, kaip
multidimensinis konstruktas, integruoja keturis elementus: asmenybés psichologinius
tipus, asmenines savybes, gebéjimus ir jgiidZius bei vadybinés elgsenos charakteristikas.
Siekiant patvirtinti empirinj modelio pritaikomumg, parengtas tyrimo instrumentas,
apibréZiantis visy modelio elementy indikatorius.

Kadangi néra grieztai nustatyty komandos pajégumo vertinimo Kriterijy,
aukSCiausio lygio vadovy komandos pajégumas vertintinas per jos dimensijy —
sprendimo priémimo, socialinés integracijos ir komandinio darbo veiksmingumo —
turinio suvokima.

Tiek vienas, tiek kitas suformuoti konstruktai turi tam tikrg apribojimg, susijusj su
saves vertinimo skaliy naudojimu, nors tokio pobiidzio jvertinimai yra placiai paplite
»auksc¢iausio eSelono* tyrimy grupéje. Atliktam tyrimui tai suteikia apibrézto precedento
pagrinda.

9. Atliktas auksciausiy vadovy vadybinio profilio tyrimas identifikavo
dominuojancias vadovy charakteristikas pagal atskiras elementy grupes.

Paaiskéjo, kad demografinés auk$c¢iausio lygio vadovy charakteristikos turi gana
platy variacijos spektra. Taciau jy demografinis profilis atskleidzia pakankamai
homogeniSka grupe, kurioje vyrauja vidutinio amziaus vyrai, turintys aukstaj]
universitetinj iSsilavinimg, nemazg vadovaujancio darbo stazg (apie 10 m.) ir uzimantys
samdomo vadovo pozicija. HeterogeniSkumas §ioje grupéje siejamas su iSsilavinimo
profiliu, turima patirtimi ir funkcine darbo sritimi.

Kadangi vadovy vadybinio profilio koncepcija yra daugiamate, todél jos analizé

turi biiti atlikta pagal atskiras dimensijas. Apibendrintas jmoniy vadovy profilis:

41



5)

6)

7)

8)

Dominuojantis asmenybés  psichologinis tipas — ETMV arba dar vadinamas
dominuojanti vadovo savybé, o sensorika yra antroji pagal svarbg (subdominanté).
,Vertintojo® ir ,,mastytojo funkcijos yra papildanciosios. Bendrojo valdymo veiklos
srityje 1Sryskéjo ENMV tipas arba ,feldmarsalas®, kity veiklos sri¢iy valdymo
grupéje nustatytas dominuojantis tipas ETMS ,aktyvatorius®. Skiriasi vadovy vyry ir
motery grupése dominuojantys psichologiniai tipai: vyry grupéje vyrauja ETMV
tipas, o motery — ETMS.

Vadovai pasizymi Siomis dominuojanc¢iomis asmeninémis savybémis: patikimumu,
atsakingumu, savarankiSkumu. Maziausiai vadovams biidinga ambicingumas,
i8kalbingumas ir polinkis dominuoti. Asmeniniy savybiy faktorinés analizés
rezultatai, kaip stipriausiai iSreikstg faktoriy, atskleidé atsakingumg / pasitikéjima, o
silpniausiai — polinkj dominuoti / energinguma.

Tyrimas identifikavo, jog reikSmingy vadovy savybiy faktoriy stiprumo skirtumy,
lyginant jy demografines charakteristikas (amzius, lytis, iSsilavinimas, bendras
vadovaujamo darbo stazas), néra.

Auksciausiai vadovy jvertinti tokie jy gebéjimai kaip kurybiSkumas, intelektiniai
geb¢jimai ir profesiné kompetencija. Tuo tarpu strateginiai ir politiniai gebéjimai
vertinti kaip nepakankamai reik§mingi. Vadovy geb¢jimy vertinimo analizé parodé,
kad reikSmingy skirtumy priklausomai nuo vadovy demografiniy charakteristiky
nebuvo nustatyta.

Auksciausio lygio vadovy vadybinéje elgsenoje labiausiai atsispindi transformacinis
vadovavimo stilius, jy orientacija | santykius bei 1 uzduotj ir vyrauja vadovo lyderio
tipas. Maziau vadovams reik§Smingas pasyvus ir autokratinis vadovavimo stiliai,
administratoriaus vaidmuo ir orientacija ] pokyCius. Tyrimas atskleidé¢ tam tikrus
vadovy vadybinés elgsenos raiSkos skirtumus priklausomai nuo jy lyties, amziaus,
vadovaujamo darbo stazo ir darbo staZo einant dabartines pareigas.

10. Teoriniame tyrimo modelyje buvo jvardyti hipotetiniai vadybiniy profiliy ir ALV

komandy pajégumo bei organizacijos rezultatyvumo priezastiniai rySiai. Empiriniu

tyrimu buvo siekiama patvirtinti jy reikSmingumg. Tuo tikslu buvo iSanalizuota, kiek

vadybinis profilis ir jo atskiros dimensijos veikia ALV komandy pajégumg ir kiek tai

siegjama su organizacijy ekonominiais bei socialiniais rezultatais.
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Tyrimo rezultatai atskleidé, kad i§ esmés visi vadybinio profilio elementai
reik§mingais koreliaciniais rySiais susieti su ALV komandy pajégumu. Sudaryti
regresijos modeliai leido jvertinti atskiry vadybinio profilio elementy jtaka komandos
pajégumo dimensijoms. Asmeniniy savybiy, vadovo gebéjimy ir vadybiniy orientacijy
poveikis komandinio darbo veiksmingumui yra didZiausias, bet mazesnis komandos
socialinei integracijai ir sprendimy priémimui. Atskiry vadybinio profilio elementy jtaka
paaiskina skirtingg ALV komandy pajégumo dimensijy variacijg.

11. Atliktas empirinis tyrimas patvirtina ,,auks¢iausio eSelono* teorinés analizés
1zvalgas d¢l Sio lygio vadovy bei jy komandy ypatingo poveikio organizacijoms.
Empiriskai patvirtintas vadybinio profilio ir jo jtakos ALV komandos pajégumui
prieZastiniy rySiy modelis. Gauti tyrimo rezultatai leidZia daryti iSvada, kad aukSciausio
lygio vadovy profilio elementy identifikavimas suteikia galimyb¢ prognozuoti ALV
komandy pajéguma ir tuo paciu jmoniy rezultatyvuma.

12. Tiek konsultacinéms, tiek verslo jmonéms biity naudinga jsisavinti autoriaus
pasitilyta vadybinio profilio koncepcijg ir tyrimo metodologija, kurios leisty diagnozuoti
ALV komandy profilius, jy suderinamuma bei komandy pajégumo, siekiant nustatyty
tiksly, silpngsias vietas.

13. AukStosioms mokykloms tikslinga biity, déstant vadybos, lyderystés,
strateginio valdymo disciplinas, jvesti auksciausio lygio vadovy ir jy komandy
vadybinio profilio problematika.

14. Tolesniy moksliniy tyrimy perspektyva sietina su autoriaus atlikto tyrimo

tarpkulttrinio aspekto praplétimu Europos Sajungos Salyse.
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