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The article deals with various reasons, encouraging
enterprises of Lithuania to apply the practice of in-
volvement of employees into enterprise management,
widely applied in the countries of Western Europe.

The main aim of a modern enterprise management
should be the increase of business effectiveness in the
context of globalization and European integration. To
achieve this aim, special attention should be paid to the
factors expressing abilities for the increase of business
effectiveness. Among the factors the most important
place is taken by the adequacy of enterprise manage-
ment to the situation, which is caused by increasingly
intensifying progress of science and technology as well
as formation of the information society.

After Lithuania has become a member of the EU the
practice of employee involvement into enterprise man-
agement will have to be introduced in enterprises of
Lithuania, because this is one of the requirements listed
in the EU agreements and legal documents. Most of
these documents are not legally binding (except the EU
directives), however they oblige to accept political obli-
gations. Knowing the diligence of Lithuanian politics in
the implementation of such obligations (especially in
transferring the EU directives into the national law),
one can expect quite concrete and strict requirements in
this sphere.

Apart from the legal obligations, the practice of
employee involvement as well by the market economy
mechanisms are encouraged. Most theories and concep-
tions acknowledge the application of more effective
management forms to be the most important guarantee
of modern competitiveness. Seeking to become competi-
tive in the EU internal market, enterprises of Lithuania
will have to adopt practice of enterprises of the Western
European countries, because the old means of competi-
tiveness, like cheap labour force, less expensive raw
materials from the East, close neighbourhood of the
Eastern markets cannot assure successful business de-
velopment.

The analysis presented in the article shows, that in-
volvement of employees into enterprise management is a
complex problem. It is evident that legal regulation is
not a sufficient reason for the application of this prac-
tice on a wide scale. The limit at which the “socializa-
tion” of labour relations enhances competitiveness is
not clearly defined. At the moment Central and East
European countries possess many more efficient and not
employed so far ways of enhancing competitiveness.
Therefore the practice of employees’ involvement com-
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mon in West European countries such as Germany, Bel-
gium, Netherlands, Sweden, may find itself not so com-
mon in the new EU Member states.

Keywords: involvement of employees, enterprise manage-
ment, business effectiveness, leagal standards,
precondition of competitiveness

Introduction

The answer to the question what chances for suc-
cess has the imitation of labour relations adopted in
developed countries including involvement of employ-
ees in the company’s management in Lithuania is a very
important scientific and practical problem after Lithua-
nia’s accession to the EU.

This problem has not been analyzed in the works of
Lithuanian scientists. According to Polish authors, the
following conclusion that these examples are but “ideo-
logical recommendations in search of particular solu-
tions” can be made.

This opinion has been formed due to two reasons.
Firstly, the countries within the EU face difficulties in
creating a united “European” model of employees’ in-
volvement in the company’s management. This is due to
the inertia of the institutions founded under the former
economic conditions. The example can be the fact that
the German model which was supposed to serve as the
basis for European solutions appeared to be absolutely
unsuitable under the new reality (Fedorowitch, 1997).
Furthermore, the German political scientist R. Dahren-
dorf, as cited by G. Przeslaswska, in commenting on the
rise of unemployment inherent to all developed coun-
tries predicts a “farewell to the employees — oriented
community” as well as the future of entrepreneurship
and knowledge society.

Secondly, it is wrong to believe that the imposition
of such practice “from above” typical to the advanced
countries will automatically lead to the consensus, thus
contributing to the company’s development. It might be
only natural because such practice was taken for granted
under the conditions of that time. It means that very few
believe in the convergence of pan-European labour con-
ditions (Przeslawska, 2002). Though Lithuania as well
as all other accession EU members will gradually adopt
the western principles of legal regulation of labour con-
ditions, it does not mean that the forms of employees’
informing, counselling and involvement in the com-
pany’s management will be applied in exactly the same
way. The subsidiarity principle in the Maastricht Treaty



also provides for certain differences, nevertheless, giv-
ing great freedom for national peculiarities to be con-
sidered.

Legal aspects of the employees’ involvement in the
company’s management are highlighted in scientific
literature (Bellace, 1997; Fransen, Jacobs, 1998; Carley,
Hall, 2000; Lecher, Ruh, 1999; European Works Coun-
cil ..., 1999; Wills, 2000; Lafourchiere, 2001; Bernard,
2002; etc.) The economic and management aspects of
this problem are mostly analyzed only in the framework
of more complex problems of the company’s activities
(e.g. competitiveness, Vanek, 1970; Kirsch, Sholl, 1983;
Balassa, 1979; Pejovich, 1994; Bloom, Calari de Woot,
1994; Meyer — Stammer, 1996; Porter, 1998; Lucio,
Weston, 2000, etc.)

The significance of the problem is demonstrated by
great attention attached by the EU officials in their
speeches as well as in the documents of various institu-
tions (Diamontopulu, 2001; Green Paper ... 1997; New
Forms 1997; Proposal of the commission...1999;
Opinion of the Committee of the regions...20001, etc).

The sources mentioned above contain answers to the
questions related to the employees’ involvement in the
management of the company in the countries with his-
torically formed models of social market. This work
aims at solving a scientific problem, i.e. what are the
reasons in the new EU members for promoting the ap-
plication of a similar model of the company’s perform-
ance organization by involving employees in the com-
pany’s management.

The aim of the work is to identify and evaluate the
reasons for the involvement of employees in the com-
pany’s management.

The objectives of the work are:

1. To analyze the requirements of the legal norms
regulating the employees’ involvement.

2. To analyze the effect of the market economy
mechanisms on the involvement of employees in
the company’s management.

Research methods: the analysis and synthesis of
scientific literature, legal acts and competitiveness re-
port as well as the formulation and substantiation of
some new scientific statement and conclusion.

The Employees involvement in the company’s
management: analysis of legal basis

The idea of the involvement is included in the inter-
national labour law as well as in the European law.

The problem of the involvement of the employ-
ees in the international law. The main documents of
this area should be the conventions and recommenda-
tions of the International Labour Organization. The ab-
stract of the main statements of these documents is pre-
sented in Table 1.

The involvement of employees in the company’s
management as reflected in the social documents of
EU. The European standards of social policy develop-
ment presented as the example of the desired level of
social security are defined by the principal norms of the
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EU. They are included in the three main documents of
the EU: the European Social Charta (1961), Supplemen-
tary Protocol (1988) and Updated Social Charta (1996).
The summary of the main statements of these docu-
ments is presented in Table 2.

Table 1

The abstract of the documents of employees’ involvement in
the company’s management
(The main documents of the International Labour Organiza-
tion, according to Przeslawska, 2002).

Number and date of issue Main ideas

Convention No 135, 1971 |Representatives of employees (i.e.
trade union activists, elected by
employees) are entitled to the
management’s assurance that they
will not be dismissed due to the
function performed. Besides, they
are subject to privileges ensuring
performance of the representation
functions.

Recommendation No 94,
1952

The idea of consultation and coop-
eration on the issues not ascribed
to the trade union’s competence is
offered. A special administrative
body (elected by employees)
should be formed.

Recommendation No 129,
1961

The possibility for the employees’
representatives to get information
from the management. However,
the management secures the right
to decide on the on the consulta-
tions with the representatives.

Recommendation No 143
(Supplement to Convention
No 135)

Determines safety measures for
representatives and the benefits
(i.e. exemption from duties for the
representation period, the right to
get into any department of the
company, the right to meet the
members of management).

Table 2

Summary of the main statements of the EU social documents
on the involvement of employees in the company’s manage-
ment (according to Przeslawska, 2002).

The area discussed Main Ideas

National policy To create conditions providing the
right of the employees to get in-
formation, consultation and in-
volvement in the company’s man-

agement.

Actions of the State To promote measures ensuring the
right to the employees to get in-
formation, consultation as well as

the management issues.

Informing employees Employees are entitled to get
information about economic and

financial situation in the company.

Counselling and expressing
opinion

The employees are entitled for
counselling and expressing opin-
ion on the issues affecting the
interests of the employees (spe-

cifically, security of jobs).




Although the minimal standards of information,
counselling and involvement are secured in the Supple-
mentary Protocol, they are “open” to the specific na-
tional features of legislation of every country. The Pro-
tocol provides for numerous exceptions and proviso,
e.g. minimal number of people employed from which
the provisions of the Protocol or the scope of their ap-
plication are applied. Also, the countries are free to
decide on the way to implement the provisions of the
Protocol, whether legally, or by mutual agreement be-
tween employees and employers, or by combining both
methods.

The standards of employees’ involvement in the
company’s management in the EU. As the EU mem-
ber states have signed and ratified the European Council
documents, the boundaries between the norms existing
in the European Council and European Communities in
this area are negligible. In 1989 the Community Em-
ployees’ Principal Social Rights Charta (abbr. Social
Charta of the Community) which can be considered as
the expression of the aspiration of social integration of
the EU, was adopted. Actually the Charta is not a bind-
ing agreement, but, rather, a declaration of political and
moral character setting minimal standards of social as-
pects of company’s management. Each EU member
state can base its policy on these standards. The Charta
highlights the need to develop social dialogue through-
out Europe and the purposefulness of the extension of
employees’ involvement in the company’s management.
This extension is provided for in the following cases
(Rudolf, Kulpinska, 1993):

in promoting technological changes leading to the
change in labour conditions and organization;

in restructuring or joining companies to affect
employment;

in group dismissals;

when the problem concerns employees engaged
in the branches based in several countries.

The Social Charta, like the Supplementary Protocol,
provides for only a minimal involvement of employees,
i.e. the right to information, expressing opinion and
cooperation, excluding making decisions.

Though the Social Charta is not binding, it still can
influence the adoption of legal acts of the Community
and resolutions of the Court of Justice. The Social
Charta also calls for political liabilities of member
states.

The action programme of the Community concern-
ing the realization of the Charta’s provisions was laid
out in the supplements of the Maastricht Treaty “So-
cial Policy Protocol” and “Agreement on Social Pol-
icy”. The adoption of these documents meant equaliza-
tion of importance of social and economic issues (i.e.
cohesion). The Maastricht’s social documents and EU
directions in this area enhanced the importance of so-
cial dialogue. In comparison with the above mentioned
documents, however, the Maastricht documents pro-
vide for a lower level of employees’ involvement by
restricting it to only the right of information and coun-
selling. The Maastricht “standards” do not provide for
cooperation, let alone participation in making deci-
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sions (Wratny, 1994).

The assessment of the EU competence in legal regu-
lation of the employees’ involvement is very difficult.
On the one hand, the over-state character of the admin-
istrative bodies of the Community in passing legal acts
is obvious. On the other hand, the Community’s role in
regulating social policy is rather limited (the principle
of subsidiarity involves the solution of problems in the
level where it can be achieved most efficiently). The
expression of the equalization of importance of eco-
nomic and social affairs as well as strengthening of the
position of the Community’s institutions was to give the
right to the Community Council to establish the mini-
mum requirements in the area of supplying information
and counselling in the level of legal directives. Such
directives are to be adopted by a qualified majority of
votes (for the present member it makes 44 votes), which
opens positive perspectives for the resolution of the
problems (Przeslawska, 2002). Nevertheless, there still
remains quite a lot of restrictions imposed on the Com-
munity institutions. For example, legal acts on issues of
employees’ representation formation in the Community
Council must be adopted unanimously. The very con-
cept “minimum standards” implies certain restrictions.

Compliance of regulations and adoption of common
standards of employees’ involvement is difficult due to
other restrictions provided for in the Maastricht docu-
ments, for example, the requirement to evaluate specific
features of the member states as well as to avoid intro-
ducing administrative, financial and legal regulations
which will hinder the establishment and development of
small and medium size businesses (Wratny, 1994).

As it was mentioned, this competence restrictive-
ness of the community in the area of regulation of la-
bour relations emerges owing to the principle of sub-
sidiarity. The Community, with regard to the European
Community Establishment Treaty Article 3b acts only
when the proposed action cannot be carried out by the
member states, and because its scope or effect can better
be realized by the Community. It means that concerning
the issue of involvement of employees in the company’s
management, the Community is entitled only to support
the national law (Przeslawska, 2002).

Directive 2001/86//EC supplementing the Statute
of the European Joint-Stock Company. On October 8,
2001 the EU Council of Ministers unanimously adopted
the regulation No 2157/2001 on the European Joint-
Stock company (Societas Europaea, SE) and Directive
No 2001/86/EC supplementing this regulation by resolu-
tions on the employees’ involvement in the company’s
management. The Regulation itself and the supplemen-
tary directive is a result of a compromise which took the
EC 30 years to achieve (Heinze, 2002).

As pointed out in the motives of the directive, spe-
cial resolutions on the employees’ involvement were
necessary only to avoid the dismissal of the practice
typical for the West European countries following the
establishment of the EC. In Germany such fears were
referred to as “the escape from common decisions”
(Flucht aus der Mitbestimmung) (Opulstil, 2002). The
Directive does not establish uniform methods of em-
ployees’ involvement obligatory to all countries, but,



rather, the principles allowing the countries to apply the
existing standards.

Some authors (Heinze, 2002) suggest that the vari-
ety of models will lead to their competitiveness and, in
the long run, provide the best choice.

The basis of the structure of the Directive is the
principle laid out in “Davignon Report” that in creating
SE there must be negotiations between the establishing
bodies and the employees to involve them in the man-
agement of SE. The agreement achieved enjoys the pri-
ority against the regulations (rules) set forth in the Di-
rective’s supplements. The negotiations, however, are to
be carried out in the framework of the norms of the Di-
rective ensuring that the principles of the employees’
involvement are not violated. The reference point in
seeking agreement between employers and employees is
the principle set forth in the 18" motif of the Directive
referred to as ‘before-and-after principle’ (Vorher-
Nachher-Prinzip). As pointed out in Article 3 chapter 4
of the Directive, the employees’ involvement form is
optional only in the case when national standards cover
less than 25% of the employees of the newly created SE
(as cited from Oplustil, 2002). Such solution with regard
to the experience of the application of the company
council’s establishment directive promotes the adoption
of the agreement between the employers and the em-
ployees (Pleskat, 2001).

The Directive 2001/86/EC contains the definitions
of different involvement forms of the employees in the
company’s management. In Article 2h the forms of the
influence of the employees on the management deci-
sions are called by a common name “involvement of
employees” or “Beteiligung der Arbeitnehmer”. There
are two forms of involvement. The “weaker” one covers
the right to information and counselling (articles 2i and
2j). In compliance with the definition the aim of the
information is to inform the employees about the affairs
of the SE, i.e. of the whole company, foreign-based
companies, subsidiaries, etc. The information is pro-
vided on the basis of counselling which means express-
ing opinion and the dialogue between the employees’
representatives (or representing bodies) and a relevant
SE body.

The Directive stresses that the information and
counselling should be real and not pretended. The con-
tent of the information, the time of its supply and form
should provide the chance for the employees to compre-
hensively analyse the situation and the effect of the so-
lutions suggested, also, to prepare for the consultations
with a relevant SE body or express opinion which has to
be considered in making a decision within SE. It means
that the employees perform a specific advisory function.

The “stronger” form of involvement is referred to as
“participation” (Mitbestimmung) in the Directive. This
form means making influence on the management of
SE. There are two ways of making influence:

— -giving the right to the employees to elect or ap-
point a certain member of the company’s observ-
ers or members of administration;

— giving the right to recommend and/or the express
disagreement with regard to the standpoints of
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observers or members of administration.

The involvement provides the possibility for the em-
ployees to influence the management’s decisions through
their representatives in the observers’ council (when SE
is administered according to dual system) or in the man-
agement (when SE is administered according to a mono
system). The right to elect the observers or members of
administration is relative to the obligatory standards in
Germany, while the right to recommend the members to
these bodies or to object to their election (appointment) is
a more acceptable practice in Netherlands.

The Employees’ involvement in the company’s
management as a precondition of
competitiveness

The variety of involvement models is stipulated by a
variety of conditions, e.g. the level of development of
the country, the nature of socio-economic relations, the
awareness of property rights, the specific features of
historical tradition and culture, as well as the situation
of the companies (size, position in the market), etc. As a
rule, the European standards of information, counselling
and participation in adopting management decisions are
created on the example of the countries, in which the
conditions mentioned can be defined as positive (high
level of economic development, favourable attitude of
the community to the relations in market economy, pri-
vate property, etc. Therefore, these standards in the
countries with different situation are looked upon with
distrust and rejected if the relevant mechanisms of force
are not provided.

The negotiations within the company between the
employers and employees is a natural event in the coun-
tries with the “northern” (German, Anglo-Saxon, and
Scandinavian) management models, while absolutely
unacceptable where the “southern” (Latin) management
model prevails (Zitkus, 2002).

As Lithuania has become a member of the EU at least
a part of the standards discussed above will become an
obligatory practice. The reason of this could be the fact
the process of European integration and globalisation
affect the efficiency of business in the sense that devel-
opment of business is characteristic of unification and
universalization, thus, reflecting the trends of similariza-
tion and unification. Therefore, the possible conse-
quences of the involvement on the Lithuanian companies
have to be considered as well as the necessary conditions
for the manifestation of these consequences. This chapter
deals with the effect of the involvement on the competi-
tiveness of the companies under the conditions of integra-
tion and globalization, the basis for these considerations
being the theories of management science.

Competitiveness is related to the aims set by the
companies as well as to the motives of the owners, man-
agers and employees (Balassa, 1979). Competition in
the modern world occurs in the level of knowledge,
competencies, skills and technologies. The experience
of OECD and leading countries of East and South-East
Asia shows that the reason for their economic success is
the increase of competitiveness in this level.



Economic competitiveness is formed in the level of
companies. The fact that it is stipulated by the interac-
tion of all economic levels — meta, macro, mezo and
micro — provides the basis for systemic competitiveness
(Meyer-Stamer, 1996; Zitkus, 2003) in which the major
role is played by the organization and management
model of the companies. The typical requirement for
such a model is the need for functional ties between the
new technology and new organizational structure which
ensure the application of this technology. The function-
ing of the ties is implemented in different ways. The
traditional measures, e.g. reduction of management
chain, flexible division of labour, optimization of flows
of internal information must be supplemented by social
innovations that occur in the micro (company) level.
They are expressed by the involvement of employees in
the company‘s management in all levels of organiza-
tional structures which enhance their responsibility for
final results.

The evolution of factors determining economic
competitiveness analyzed by different authors (Balas-
sa’s, 1979; Porter, 1998; Melnikas, 2002, etc.) clearly
demonstrates the weight shift from ,,hard* to ,,soft* de-
terminants of competitiveness. B. Balassa‘s model fo-
cuses on the skills of the employees as a basis for com-
parative advantage when the country‘s economy reaches
its maturity and capital-consuming industries start play-
ing a decisive role. According to M. Porter, the evolu-
tion means transition from production factor-based
competitiveness to investment, later to the domination
of technologies and competencies (including manage-
ment). While B. Melnikas (2002) apart from other pri-
orities of enhancing of management systems, also men-
tions the priority of humanistic and democratic princi-
ples, innovation and adaptation, ability to balance the
maintenance of normal state and solution of problems,
the principles of harmony between direct and feedback
relations, delegation of authorization and responsibili-
ties as well as the orientation to a final result, the reali-
zation of which is impossible without employees‘ in-
volvement in management of the company.

According to the experience of other countries, in
implementing the most modern technology, 60% of
labour efficiency increment is determined by organiza-
tional innovations. They are an inseparable part of man-
agement (Lubinski, 1995).

Mezo-level factors (i.e. structures between micro
and macro levels) also play an important part in modifi-
cation of organizational structures, the former being
related to the company‘s environment. The analysis of
the experience of competitive economies indicate that
an active state can make corrections in the deficiencies
of the market and form the dynamics of industry and
services supply. Apart from specific policies of technol-
ogy, education science, infrastructure, environment,
etc., the micro level also encompasses policies regulat-
ing labour relations which include labour force security,
settling disputes between employers and employees,
involvement of employees into the management of the
company ‘s affairs, etc. The aim of these policies is to
form advanced structures of company management
(Meyer-Stamer, 1996).
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Passing over from ,hard“ competitiveness determi-
nants to ,,soft”, the state functions which in keynsistic
economic theory played on important role in forming
demand, are restricted, instead, those promoting the
economic development through growth of supply are
developed. In the aspect analyzed they can be expressed
by negotiations procedures, integration of different in-
terests, creation of communication systems, etc. One of
the areas of the state actions may be the activity of em-
ployees‘ organizations as an entity of mezo level
(Lubinski, 1995).

Systemic development of competitiveness should be
supplemented additionally by transformations in a social
sphere. This is a necessary step promoting the macro-
economic changes. Community integration is a problem
of meta level expressing itself as a consensus of outlook
on the market economy model as well as the develop-
ment of the state, formation of economic policy succes-
sion, finally, the respect for elementary democratic
standards. By ensuring the solution of these problems
the state contributes to the new view on the formation of
company ‘s management structures and processes.

The problem of finding more efficient management
forms and measures became more evident in the con-
junction of two fields of management science, i.e. eco-
nomics and organization and management sciences
(Przeslawska, 2002). The most prominent tendency of
this development is the attempt to combine them all on
the basis of the theory of company‘s aims. According to
the representatives of economics, the aim of the com-
pany‘s activity (also, awareness of the company‘s activ-
ity rationality) is maximization of profit (Noga, 1996),
while focusing also on the human behaviour in the com-
pany. Other conceptions, e.g. limited rationality, oppor-
tunistic behaviour, entrepreneurship under risk condi-
tions also provide the basis for more or less justified
interrelation model between employers and employees
with a view to achieve the company‘s aims (Otta, 1996).

The representatives of organization and management
sciences argue that the real goals of the companies, as
revealed during empirical investigation, do not comply
with the accepted goals of the economic models. At the
moment there is a tendency that the wholeness of the
goals oriented towards the maximization of profit is re-
lated to the behaviour of the groups concerned with the
company ‘s activity. Such groups are represented by own-
ers, leaders and employees as well as the state. In such
conceptions (e.g. so-called European management model
(Bloom, Calori, de Woot, 1994) the goals of the company
are being explained in terms of interrelationship between
the interests of groups of common interests (fig.). Some
USA economists, i.e. Ch. Handy, J. Pfeffer, P. Drucker,
R. Nelson, S. Winter, point out that the likeness should in
the first place be based on the common interests between
executives and customers (Przeslawska, 2002). It means
that the source of long-term competitiveness of the com-
pany is the qualities of the employees, i.e. experience,
competencies) and the competence of the company to
combine these qualities with the available technology. In
most cases neither capital investment, nor new technolo-
gies can substitute this determinant of competitiveness,
therefore, there occurs a constant search for most effec-



tive use of employees‘ potential. One of the possible so-
lutions could be employees® involvement in the com-
pany ‘s management.

Goals of Goals of . State‘s goals:
. . Employees :
owners: managers: oals: social
profitability, efficiency, 'ogbs é consensus,
profit quality JObs, pay employment
v 4 4 4
Common goals

Competitiveness as ensuring a long-term functioning
of the company

Figure. The common goals of the groups interested
in the company‘s activity

To conceptions of systemic competitiveness, eco-
nomics, company ‘s organization and management indi-
cate that the employees‘ involvement in the manage-
ment can produce positive results in terms of develop-
ment of competitiveness. It means that the practice
dominating in the EU countries of informing, counsel-
ling and participation of employees in the company‘s
performance can be basically adopted in Lithuania.
Nevertheless, it must be emphasized that some of the
company macroeconomic management models and the
strategic management conceptions (Jucevi€ius, 1998)
reveal several negative aspects of employees‘ involve-
ment. The maximization of profit as a final goal can be
justified only in the case of an ideal and very efficient
market (prices reflect all relevant and available informa-
tion). Then the interests of both the owners and the em-
ployees are best represented, because these subjects are
granted the opportunity in the labour and capital mar-
kets to make optimal decisions. While in the case when
the state starts regulating the markets (even for the
cause of defending the employees* interests), the com-
panies face difficulties because the goal of profit maxi-
mization is restricted by the goals of the employees.

Conclusions

1. The idea of employees’ involvement in the com-
pany’s management is provided in both the inter-
national and the EU legislation. The main organi-
zations involved in tackling this problem interna-
tionally are the International Labour Organization
and the European Council. Their documents in-
clude the rights of the employees to information,
councelling and participation in the management
of the company. The minimal social aspects of
management are provided for by the “Principal
Social Rights Charta of Community’s employ-
ees” as the expression of the social policy aspira-
tions of the European Union. The supplementary
directives of the European Community regulation
and European Labour Council which define the
framework of the employees’ involvement in the
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management of the company are considered to be
the most definite documents regulating this area.

. Apart from theoretical obligations the application
of the practice of employees’ involvement is
called for by the market forces (competition).
The more effective exploitation and motivation of
employee’s features (skills, experience) by in-
volving them into organizational and manage-
ment activities are regarded as one of the main
ways of enhancing competitiveness, because
these days competition occurs in the level of
knowledge, competencies, abilities and technolo-
gies. The application of the practice under con-
sideration result in the ties between new tech-
nologies and organizational structures “which are
necessary to be able to make use of these tech-
nologies.

. Though the prediction of the scope of the in-
volvement of employees in the management of
the company is not a direct objective of this
work, nevertheless, the analysis presented here
shows that it is a complex problem. It is evident
that legal regulation is not a sufficient reason for
application of this practice on a wide scale. The
limit until which the “socialization” of labour re-
lations enhances competitiveness is not clearly
defined. Central and East European countries at
the moment possess many more efficient and not
employed so far ways of enhancing competitive-
ness. Therefore the practice of employees’ in-
volvement common in West European countries
such as Germany, Belgium, Netherlands, Swe-
den, may find itself not so common in the new
EU Member states.
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Leonas Zitkus

Darbuotojy dalyvavimo jmonés valdyme praktikos taikymo
prieZastys

Santrauka

Darbuotojy teisé¢ gauti informacija, bliti konsultuojamiems imo-
nés valdymo klausimais bei dalyvauti priimant valdymo sprendimus
laikoma pripaZintu Europos teisinés sistemos standartu. Dialogas
imonés viduje yra veiklos stabilumo ir socialinio konsensuso pagrin-
das. Naujy santykiy tarp sprendzianciyjy ir vykdanciyjuy grandziy
formavimosi problema, pasireiSkianti ty santykiy sudétingumo didé-
jimu, tampa vis aktualesné tiek dél ekonominés integracijos, tiek dél
pla¢iai suvokiamos globalizacijos strategijos taikymo biitinybés.
M. Porteris (1999) tarp Salies konkurencingumo tarptautinése rinkose
determinanciy mini taip pat ir jmonés veiklos organizavimo bei val-
dymo salygas.

Lietuvai istojus i Europos Sajunga, labai svarbi moksliné ir
praktiné problema tampa atsakymas | klausima, kokius sékmés Sansus
turi iSsivysciusiose Salyse priimty darbo santykiy (tarp jy ir darbuoto-
ju itraukimo i imonés valdyma) ,imitavimas“ Lietuvoje. Lietuvos
mokslininky darbuose $i problema beveik nesprendZiama. Remiantis
lenky autoriais, galima padaryti nedZiuginancia iSvada, kad Sie pa-
vyzdZziai téra tik ,idé¢jinés rekomendacijos konkreciy sprendimy
paieskai®.

Darbuotojy jtraukimo i imonés valdyma praktikos taikymo Lie-
tuvoje ir kitose naujose ES Salyse galimybiy problema yra labai plati.
Ji gali buti suskaidyta { daugeli smulkesniy, tokiy kaip darbuotojy
itraukimo | imoniy valdyma prieZastys ir pasekmés, jvairiy Saliy
teisinés bazés ir praktiniy sprendimy palyginimas, Europos integraci-
jos ir globalizacijos procesy jtaka Siam reiskiniui bei kt.

Sio darbo tikslas yra {vertinti prieZastis, veréiantias {mones
itraukti darbuotojus i imonés valdymo sprendimy paieska. Darbe
iSkeliama ir tikrinama hipotezé, kad tokios praktikos taikymo Lietu-
vos imonése varanciosios jégos yra istatymai (t. y. ES teisés aktai) ir
rinkos ekonomikos mechanizmai (t. y. konkurencingumo siekimas).
Siekiama iSaiSkinti, ar Sios jégos yra pakankamai stiprios, kad Lietu-
vos imoniy darbuotojai biity jtraukti { imoniy valdyma.

Ivertinti Europos Bendrijos kompetencija teisiSkai reguliuoti
darbuotojuy jtraukima i imonés valdyma gana sunku. Viena vertus,
Bendrijos organy virSvalstybinis pobiidis priimant teisinius aktus yra
akivaizdus. Antra vertus, Bendrijos vaidmuo normuojant socialing
politika yra ribotas (subsidiarumo principas reikalauja spresti pro-
blemas tame lygmenyje, kur tai padaryti galima efektyviausiai).
Ekonominiy ir socialiniy reikaly reik§més suvienodinimo ir Bendrijos
institucijy pozicijos stipréjimo iSraiSka buvo teisés direktyvy lygyje
nustatyti minimalius reikalavimus darbuotojy informavimo ir konsul-
tavimo srityje suteikimas Bendrijos Tarybai. Tokios direktyvos turi
buti priimamos kvalifikuota balsy dauguma, o tai atveria neblogas
perspektyvas Sioms problemoms sprgsti. Nepaisant to, dar iSlieka
daug apribojimy, varzan¢iy Bendrijos institucijy veiksmus. Pavyz-
dZiui, teisés aktai darbuotojy atstovybés formavimo klausimais Ben-
drijos Taryboje turi biiti priimami vienbalsiai. Pati savoka ,,minima-
lus standartai® turi ribojanciq prasmg.

Taisykliy harmonizavima ir bendry normy darbuotojy jtraukimo
i imoniy valdyma srityje priémima apsunkina ir kitokie Mastrichto
dokumentuose numatyti apribojimai. PavyzdZiui, yra numatyta buti-
nybé jvertinti atskiry valstybiy nariy ypatumus ir vengti administra-
ciniy, finansiniy bei teisiniy taisykliy, kurios apsunkinty mazy ir
vidutiniy jmoniy kiirimasi ir vystymasi.

Atskiro démesio nusipelno Direktyva 2001/86/EB, papildanti
Europos Akcinés Bendrovés statuta. Sioje direktyvoje yra suformu-
luoti apibrézimai, nusakantys jvairias darbuotojy dalyvavimo imonés
valdymo procese formas. 2h straipsnyje visos darbuotojy itakos va-
dybiniams sprendimams formos vadinamos bendru pavadinimu invol-
vement of employees (angl.) arba Beteiligung der Arbeitnehmer
(vok.), kas lietuviskai reikSty kalba darbuotojy itraukima. Be to,
Direktyvoje taip pat yra iSskirtos dvi darbuotojy jtraukimo formos.
»Silpnesné” i§ jy apima teisg i informavima ir konsultacija (str. 2i ir
2j). Remiantis Direktyvoje pateiktu apibréZimu, informavimo tikslas
yra suteikti darbuotojams (tiksliau ju atstovams ar jiems atstovaujan-



¢iam organui) informacija apie SE reikalus: visos bendrovés, uzsieny-
je esan¢iy imoniy, antriniy bendroviy ir kt. Kartu informacija yra
konsultacijy pagrindas. Konsultacijos reiSkia nuomonés isreiSkimg ir
dialoga tarp darbuotojy atstovy (ar jiems atstovaujanciy organy) ir
atitinkamo SE organo.

»Stipresné” darbuotojy jtraukimo | jmonés valdyma forma, kuri
direktyvoje vadinama participation (angl.), Mitbestimmung (vok.) {
lietuviy kalbg turéty buti veréiama kaip dalyvavimas. Si forma reigkia
galimybg darbuotojy atstovams ir (ar) jiems atstovaujantiems orga-
nams daryti jtaka SE valdymui (str. 2k). Yra numatyti du tokios
itakos darymo budai:

— suteikiant darbuotojams teisg rinkti arba paskirti dalj bendro-
vés stebétojy ar administravimo organo nariy;

suteikiant teis¢ rekomenduoti ir (arba) pareiks$ti nesutikima
dél dalies ar visy bendrovés stebétojy ar administravimo or-
gano nariy.

Sis teisinis aktas yra privalomojo pobiidZio, tadiau jo poveikis
gana ribotas dél kol kas nedidelio tokios imoniy veiklos organizavi-
mo formos, kokia yra Europos Akciné Bendrové, paplitimo.

Lietuvai tapus Europos Sajungos nare, nemaza dalis anksc¢iau
aptarty darbuotojy itraukimo i imoniy valdyma standarty taps bent
jau i§ dalies privaloma praktika. Tokios nuomonés pagristuma rodo
faktas, kad Europos integracijos ir globalizacijos procesai veikia
verslo efektyvuma tuo poziiiriu, kad verslo plétra vis labiau pasi-
zymi unifikacijos ir universalizacijos raiska ir kartu atspindi reali-
zuojamas ,,suvienodéjimo* ir ,,suvienodinimo* tendencijas®. Todél
jau dabar verta susimastyti apie galimas darbuotojy itraukimo i
imoniy valdyma pasekmes Lietuvos imonéms ir salygas, biitinas
§ioms pasekméms pasireikiti. Siame skyriuje kai kuriu vadybos
mokslo teoriju pagrindu bus analizuojamas darbuotojy jtraukimo
imoniy valdyma poveikis jmoniy konkurencingumui integracijos ir
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globalizacijos salygomis.

Konkurencingumas yra susijgs su tikslais, kuriuos kelia sau
imongés, taip pat su savininky, vadovy ir darbuotojy motyvais. Konku-
rencija Siuolaikiniame pasaulyje vyksta Ziniy, kompetencijy, gebéji-
my ir technologijy lygmeniu. OECD ir pirmaujanciy Ryty bei Pietry-
¢iy Azijos Saliy patirtis rodo, kad ju sékmés prieZastimi yra biitent to
lygmens konkurencingumo didinimas.

Darbe iSanalizuotos sisteminio konkurencingumo, economics,
imoneés organizavimo bei valdymo koncepcijos rodo, kad darbuotoju
itraukimas { jmoniy valdyma gali biiti efektyvus konkurencingumo
ugdymo poZiiriu. Tai reikia, kad Europos Sajungos Salyse vyraujanti
darbuotojuy informavimo, konsultavimo ir dalyvavimo sprendZziant
imoniy problemas praktika i§ esmés yra priimtina ir Lietuvoje. Taciau
pazymétina, kad kai kurie makroekonominiai jmonés valdymo mode-
liai bei strateginio valdymo koncepcijos atskleidZia ir neigiamus
darbuotojuy problemy sprendimo jtraukimo i imonés tiksly sistema
aspektus. Pelno maksimizavimas kaip galutinis tikslas efektyvus tik
tuo atveju, kai egzistuoja ideali arba labai efektyvi rinka (kainos
atspindi visa reikalingg ir prieinama informacija). Tada tiek savinin-
ku, tiek darbuotojy interesams atstovaujama geriausiai, nes Sie sub-
jektai turi galimybg darbo ir kapitalo rinkose priimti optimalius
sprendimus. Tuo tarpu valstybei pradéjus reguliuoti rinkas (net ir
darbuotojy interesy gynimo tikslais), imonés susiduria su sunkumais,
nes pelno maksimizavimo tiksla apriboja darbuotojy tikslai.

Pateikta teisiniy akty ir kai kuriy ekonominiy bei vadybos teori-
ju analizé rodo, kad nei esamas teisinis reguliavimas, nei rinkos
ekonomikos mechanizmai, t. y. konkurencingumo siekimas ,,sociali-
zuojant™ darbo santykius, kol kas neskatina diegti Lietuvoje darbuo-
toju itraukimo | imoniy valdyma praktikos.

Raktazodziai: darbuotojy jtraukimas, jmoniy valdymas, veiklos efektyvu-
mas, teisiniai standartai, konkurencingumo prielaidos.

The article has been reviewed.

Received in October, 2004; accepted in February, 2005.



