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The article deals with the complexity of human re-
source management in the context of business globaliza-
tion. The global trends in human resource management are
shaped by competitiveness, downsizing, outsourcing, more
diverse work force and an ageing population. On the con-
trary, the cultural differences significantly affect many
aspects of human resource management, such as recruit-
ment and selection, performance appraisal and compensa-
tion, career development. The problem is in balancing the
global trends in human resource management with the
influence of national cultures. The extent to which human
resource management activities are successful across cul-
tures will largely depend on manager’s abilities to under-
stand and balance other culture’s values and practices as
regards such things as the importance of work, its rela-
tionship to the whole person and to the group, how power
and status is conferred, the desirability of change, the per-
ceived value of experience versus formal classroom man-
agement training and other fundamental difference.. The
article explores a major challenges arising from globaliza-
tion and affecting human resource management practices
in twenty — first century in the selected industrialized coun-
tries (United Kingdom, USA, Japan) and Lihtuania as the
representative country of the post-soviet bloc. The article
shows that the process of globalization and the develop-
ment of international companies unify human resource
management and at the same time underscore the impor-
tance of national cultural values. In this way the interna-
tional companies reconcile two contrary goals: employees
accept the dominant organizational values, and at the
same time they are encouraged to exploit their national
cultural differences.

The general aim of the article — analyze the theory and
the practice of balancing the seemingly opposing forces —
global and national and to identify trends and values in
human resource management across four countries:
United Kingdom, USA, Japan and Lithuania..

Keywords:  human resource management (HRM), globa-
lization, cultural differences, values.
Introduction

The object of the study — managing human resources
across the cultures in the context of the process of global-
ization. Formulated and solved these problems would have
to analyze theories: strategic human resource management,
cross-cultural management, organizational behaviour and
organizational theory.

In the twenty first century the extent to which HRM is

successful across cultures will largely depend on man-
ager’s abilities to balance the global trends in HRM with
national cultures’ values and practices.

The goal of the article is to investigate global trends
and to make comparative analysis of national trends and
values in HRM on the basis of several industrialized
economies and Lithuania. The research questions are:

- What are the global trends in HRM ?

- What are the main trends and values of HRM pro-
fessionals in the selected countries in the twenty-
first century?

- What are the managers’ values related to HRM in
Lithuanian companies?

Methods. The following research methods have been
used in the article: the system, logic and comparative
analysis of scientific conceptions. Further, the empirical
studies carried out in different countries are presented in
the article. The primary data from Lithuanian companies
were collected by conducting research. Other data have
been derived from papers, books and statistics.

Managing human resources across the globe

What kind of a new form of “glue” helps to manage
human resources worldwide? Two ideas emerging from
organizational behaviour literature in recent years will help
to find the answer. The first comes from the work of Paul
Evans and Yves Doz from INSEAD business school in
France. The second — from research conducted by Meridith
Belbin in UK, Cambricge university.

Evans and Doz have described the managerial chal-
lenge in complex international organizations in terms of
balancing opposing dualities (Hoecklin, 1996). They be-
lieve that the pace of change and the new complexity of
globally operating companies create the need for harmo-
nizing seemingly opposing forces, such as:

Thinking global Acting local
Decentralization Centralization
Planned Opportunistic
Differentiation Integration
Change Continuity
Top-down Bottom-up
Delegation Control
Competition Partnership

They urge that such forces should be considered not as
binary, either/or decisions, but rather as complementary
forces that need to be balanced. The analogy of the human
personality is a useful one. Instead of trying to maximize



anything (decentralization, teamwork, formality, and so
on), an organization should seek to ensure that it maintains
a minimal threshold of desirable attitudes.

This conceptual framework itself is a useful one in
which to consider differences in culture. The whole chal-
lenge of managing across cultures is about balancing seem-
ingly opposing values and practices in such a ways as to
create advantages from them.

The Cambridge university professor Meridith Belbin
(Sparrow, 1994) provides another useful frame in which to
consider the impact of culture on various aspects of HRM.
In his original research with high-performing teams, Bel-
bin identified eight “team roles” that individuals can play
when working in teams and that are required for effective
team working. He suggested that each individual has a
primary role that he or she tends to feel most comfortable
playing, and one to four “back-up” roles that they are able
to play, but which they are less comfortable with.

Such research are particularly relevant to all the areas
of strategic HR across cultures and are directly related to
the work of Evans and Doz. In addition to recognizing that
dualities exist and must be balanced, Belbin’s work adds
the necessary dimension of considering diversity, or “du-
alities”, constructively. If Belbin’s findings can be general-
ized to broader organizational functioning in complex,
diverse organizations, it is clear that HRM requirements
become less a matter of having the right people at the right
place at the right time, and more a matter of integrating
selection, reward and appraisal practices within organiza-
tional values which will allow a balanced outcome under a
range of cultural conditions.

Trends and values in HRM in the United
Kingdom, USA and Japan

Previous chapter was an attempt to review the process
of globalization of HRM. The analysis in this chapter is
supported by examining the practice of HRM in the United
Kingdom, Japan and USA. Our focus on UK reflecting the
relative volume of national publications of HRM practitio-
ners from this country and the dominant size of UK econ-
omy in the EU (Gooderman, 1999).

United Kingdom (labour force 29.4 million, unem-
ployment rate 5 per cent in 2004). The general context
within which HRM changes have taken place in the UK is
a reflection, primarily, of changing regulatory frameworks,
globalization and strong pressures to drive costs down-
wards. The latter are often focused on labour issues, be-
cause labour costs make up a significant proportion of total
costs in many sectors of economic activity. The key role of
labour, and thus HRM, in modern organizations is empha-
sized by Becker (Bercker, 1998). He concludes that getting
the people issues right is critical. This perspective is re-
flected in the increased professionalism of the HRM func-
tion in the UK.

Regulation. HRM practices in the UK are influenced
by increasing levels of regulation arising both from the UK
government and from membership in the EU. The UK
government’s tighter legislative controls on labour unions
are the major contributory factor in the dramatic fall in
strike activity. Working days lost annually per 1000 work-
ers plummeted from 330 between 1980 and 1983 to only
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11 days in 1999/2001. HRM practitioners, for the most
part, have less concern with organized labour. The estab-
lishment of more employee supportive legislation is found
in the introduction of the minimum wage. Nevertheless,
much of the current UK employment legislation remains
restrictive and controlling of labour. Policies emanating
from the EU have worked in the opposite direction and
seek to emphasize employee welfare, involvement and
commitment.

Incentive compensation. In addition to well established
incentives for equal pay between men and women, there
are strong pressures to move away from standard pay
scales towards systems which reflect individual perform-
ance and behaviour and the specific demands and charac-
teristics of particular (regional) labour markets. Despite the
1970 Equal Pay Act and the subsequent 1983 amendment
incorporating the concept of equal value, a gender gap still
exists in the UK (Sparrow, 1994). For example, in 2002, in
manufacturing the average wage of full-time male employ-
ees was £415 per week compared with £273 per week for
women (Institute for Employment Studies, 2003). Such
contrasts are typical of all sectors. The monitoring the
equal opportunities on the basis of sex, raceand disability
remains a high priority for HRM professionals.

The continued move towards increased use of per-
formance related pay presents a particular challenge to the
HRM professionals.

Globalization. Owing the globalization, the UK econ-
omy has been driven by a push for greater productivity
with the resultant outcome of downsizing or total closure
of plants (Parker, 1998). A second major challenge arising
from globalization has been foreign investment in the UK.
In manufacturing, almost one-fifth of UK workers are em-
ployed in foreign companies. Foreign investment has
brought with it new HRM practices, which can spill into
domestic forms. Employment in Japanese manufacturing
firms has risen from fewer than 5 000 in 1980to over 60
000 in 2000 (Institute for Employment Studies, 2003).
Japanese plants have brought new HRM strategies focused
around team working and total quality management.

Labour shortages. Like many advanced economies,
the UK has an ageing population. By the year 2040, one in
four will be a pensioner and barely half the population will
be under 45 (Institute for Employment Studies, 2003). It
may become a necessity to make fuller use of the older
employee. Hiring older employees is a strategy already
adopted by some UK companies. Employees work longer
hours per week than employees in other EU countries. The
average working week is 44 hours with only 28 days’ holi-
day per year. Breaking this long hours culture may become
a major task for the HRM professional.

From October 2000, changes in the UK work permit
system have made it easier for immigrants to fill gaps in
the labour market. Act 2004 sets out a progressive policy
of welcoming immigrants where that helps UK economy.

Flexible working. A particular interest in the UK has
been the debate about the extent of new forms of working,
which include outsourcing, flexible working patterns and
the emergence of new forms of work.

Outsourcing. The move towards the flexible firm has
seen a trend towards the outsourcing of activities ouside
the core (Gooderman, 1999). This may take the form of



outsourcing to new suppliers or changing employment
contracts to hire individuals as consultants rather then em-
ployees. Increasingly too, UK firms are externalizing ac-
tual HRM activities. For example, a period of downsizing
often sees the hiring of outplacement specialists.

Flexible working patterns. An indicator of the impor-
tance of numerical control of labour costs is seen in pat-
terns of short-term contacts, temporary working and part-
time working. The proportion of workplaces characterized
by the first two forms of flexible working increase from 19
per cent to 36 per cent between 1980 and 2000. Similarly
increases have been recorded in the numbers of part-time
workers. By 2000, the UK had over 6.7 million part-time
workers (Institute for Employment Studies, 2003).

New forms of work. The most striking new types of
workplaces are called centres. These tend to be located
where labour costs are low. Because of their newness, they
have employed female with little experience of office
work.. Teleworking is another emerging trend. In the UK,
the number of teleworkers is now estimated to more than
1.6 million. HRM practitioners need to develop skills ap-
propriate to the recruitment, selection, and motivation of
the workforce of a “virtual office”.

In conclusion, today’s HRM professional in the UK
needs the ability to operate within an increasing degree of
labour regulation and to simultaneously respond to a wide
range of changing individual and organizational needs in
new and creative ways.

USA (148.6 million labour force, 6.2 per cent unem-
ployment rate in 2004). Labour shortages. US economic
prosperity during the 1990s has led to labour shortages,
which are pushing organizations to engage in creative re-
cruitment and retention practices and to employ workers
from non-traditional sources, leading to a more diverse
workforce (Becker, 1999). HR professionals are realizing
that they need to update their technological skills and de-
velop systems for managing more virtual organizations. In
the 2000 Society of Human Resource Management carried
out Survey on HR Priorities, 64 percent of respondents
indicated that recruitment would be a top issue and 46
percent said that training would be a top priority due to
labor shortages (Konrad, 2001). Labor shortages have
turned companies’ attention to retention practices, includ-
ing fostering a sense of community, identifying and invest-
ing in the organization’s best people, making it easy to
move within the organization, hiring very selectively, pro-
viding decision-making authority to all employees. The
reason why US labour shortages have remained manage-
able is an expanding labour supply, as firms tap previously
overlooked groups such as people with disabilities, former
welfare recipients, older workers, ex-convicts, and foreign
students. A more diverse workforce requires organizations
to change practices, attitudes to enhance performance.

Globalization. MNCs are becoming increasingly im-
portant players in a global economy, and their HR prac-
tices are increasingly influenced by diverse cultures. A
certain degree of fit between HR practices and local culture
enhances performance, because congruent HR practices are
consistent with existing behavioural expectations and rou-
tines that transcend the workplace (Parker, 1998). Man-
agement practices that are congruent with the national
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culture have been associated with enhanced firm financial
performance. US firms seem to have learned this lesson.

Variable compensation Companies in the USA are
moving toward pay systems that are flexible and strategi-
cally aligned with complex and changing business envi-
ronments. Examples include the increasing use of compe-
tency based pay, in which pay is geared more to individual
skills and abilities that contribute to company success than
the job individuals perform, and broadbanding. The most
significant trend is the increasing use of “variable pay”
plans which conventionally refer to payments that are
based on an objective or quantitative assessment of indi-
vidual, group, or company performance, that do not add to
base salary (for example, gain sharing plans, profit sharing,
and stock based plan). According to a report by Hewitt
Associates (Konrad, 2001), 78 percent of surveyed organi-
zations currently have at least one type of variable pay plan
in place, up from 70 percent in 1999 and 47 percent in
1990. Perhaps the most interesting variable pay trend is the
increased use of stock option plans not only for top execu-
tives but for lower level employees, too. Stock options are
a way to link employee pay to firm performance.

Strategic HRM. HR is increasingly seeking a strategic
role in business to help firms create value and gain com-
petitive advantage in the marketplace. Effective HR prac-
tices that competitors cannot duplicate easily or quickly
provide a competitive advantage to firms. HR can create
value by developing systems to make an employer of
choice to attract and retain top quality talent. Becoming an
employer of choice is costly, however, and these costs are
only justifiable if the firm’s workforce demonstrates high
productivity. In addition, HR can become a strategic part-
ner by providing tactical support for implementing a busi-
ness strategy (Becker, 1999).

Future directions. In late 2000 the US economy is
slowing. Though workers may become easier to find in
general as the economy slows, recruitment is likely to con-
tinue to be challenging in areas where skill shortages exist,
such as IT. The US workforce will continue to become
more diverse, so firms are likely to continue experimenting
with variable compensation and high performance work
systems to enhance productivity.

Japan (68 million labour force, 5.3 per cent unem-
ployment rate in 2004). During an extended period of eco-
nomic recession for the most of the 1990s, broad and strik-
ing changes have been made to the Japanese employment
system. How fundamental or reversible they are is harder
to evaluate. Japan’s economy finally began to show signs
of a recovery in 1999. If the economic recovery prevails, a
considerable stabilization of Japanese HR practices can be
expected, although at a higher level of market-oriented
flexibility than previously existed (Selmer, 2001).

Traditional practices. Employment is based on life-
time system, hiring of workers and managers into entry-
level positions directly out of college is common. Pay rises
and promotions are automatic. In the wage system based
on seniority, status and seniority are tied to length of ser-
vice, rather than to job duties or merit. Although subordi-
nates know that they can influence decisions, the ultimate
decision comes from the top. Japanese managers make an
active commitment to preserve harmony, through intricate



social rituals like gift giving, bowing to superiors, and
using honorific language to show deference (Bechler,
1995). Workers often gain a broad perspective on produc-
tion by being rotated through different departments. Such
investments in breadth of skill and overall understanding
of the production process are justified by the strong life-
time employment guarantees bonding workers to their
companies and allowing the skilled and experienced pro-
duction workers to contribute to management decisions.

Changing HR practices. The breakdown of the inter
firm network system of cross shareholding and preferential
trading among member corporations of a business group has
badly hurt the safety net of supporting the long-term growth
strategy of Japanese firms and their ability to protect em-
ployees from downside market risks. Deregulation is another
force for change. It has made Japanese markets more acces-
sible to competitors, foreign as well as domestic. The aging
population also has clear implications for corporate HR
practice. With an aging workforce, the permanent employ-
ment and seniority system burdens firms with rising num-
bers of higher-paid and less productive workers (Selmer,
2001). Recently, growing numbers of companies are explic-
itly weighting ability and performance over tenure and age
in salary decision. Finally, the transition to a service econ-
omy combined with socio-cultural and socio-economic
changes has had a profound effect on Japan’s employment
institutions. Although leading-edge manufacturers are still
competitive, their contribution to Japanese domestic em-
ployment and income is shrinking, in favor of the emerging
service sector as the next great engine of jobs and wealth.
Employment practices of sales and service firms are differ-
ent from those of manufacturing. Their younger workforce
is more mobile, less committed to work and the firm. Fur-
thermore, since the organization of work in service firms is
less team based, individual performance is more easily
evaluated. Accordingly, occupational skills are valued over
firm-specific skills, so that broad job experience becomes
the main driver of wages and performance rather than loy-
alty to one employer. Gender issues are rapidly surfacing in
the Japanese traditionally male dominated corporate world.
Japanese women, long locked in the crouch of tea serving
office ladies or contract workers performing low-skilled
work on the assembly line, are standing up. Professional
young women are flocking to new high-tech ventures, where
gender does not seem to matter much. Such opportunities
have been increasing steadily over the past few years and the
Equal Opportunity Law, passed in 1985, which “requested”
employers to make efforts not to discriminate, was recently
revised to make discrimination illegal.

In conclusion, there are broad and striking changes
sweeping the Japanese employment system. How funda-
mental they are, it is difficult to evaluate. No matter
whether it regards performance pay or reductions of the
workforce, the change of HR practices in Japanese compa-
nies seems to be slow and incremental, carefully avoiding
abrupt or traumatic breaks with the past.

HRM in Lithuania

( 1.6 million labour force, 6.4 percent unemployment
rate in 2004). The previous part of the article shows that
the process of globalisation and the development of MNC
unify HRM and at the same time underscore the impor-
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tance of national cultural values.

Having compared the changes in patterns of HMR in the
UK, USA and Japan, let us proceed with the analysis of the
peculiarities of HMR in Lithuania, the representative coun-
try of the post-soviet bloc. The practice of HRM in Lithua-
nia is influenced by two controversial groups of factors:
traditions that came into being under the soviet regime (au-
thoritarian work methods, lack of employee initiative, mate-
rial priorities of the employers); and new traditions still un-
dergoing their formation (EU accession, emigration of quali-
fied employees, establishment of branches of international
companies). As the scope of the article does not allow the
possibility for an exhaustive analysis of all fungtions of
HRM, it will focus on one of them, viz. reward. The main
problems of Lithuanian enterprises share one common fea-
ture: the managers attempt to mechanically increase salaries
(following the trends in the market) rather than actually
manage them (Songinaite, 2003). However, some executives
who are aware of this problem and make it a priority issue
by searching the ways which would ensure that every litas
spent on salaries increase the added value for the enterprise.
They also begin to favour the idea that a sound reward sys-
tem should contribute to restricting of the influence exer-
cised by the middle and lower management on the reward of
their subordinates. In addition, the executives, fearing the
decreasing supply of qualified labour force, shift their atten-
tion from material priorities to their employees by imple-
menting real employee reward criterias. This was in part
proved by the survey carried out by the members of the
Management Department of the Faculty of Economics of
Vilnius University, which interviewed managers of all levels
of 12 manufacturing companies of Lithuania (in total 559)
(Cesyniene, 2002). The findings of the questionnaire could
be used to infer about the attitude of the managers to the
employees.

While exploring the guides for objective-raising and
decision-making, the technocratic orientation of managers
became apparent. Majority think that involvement of the
employees into the formulation of the objectives and deci-
sion-making process is an important factor in improving
personnel motivation, encouraging initiative. However, as
far as making of important decisions is concerned, 33.8%
of managers think that their opinion is not taken into con-
sideration at all, 17.3 % familiarise with the already passed
decisions, 65.5% can observe the process of passing of
important decisions as they are involved in preparation of
supporting information, and only 13.4% feel that they are
making important decisions. The respondents equaled to
zero the possibilities of staff to participate in this process
(Cesyniene, 2002). When answering the question about
reward system, 45.3 % of managers pointed out that most
significance is attached to the cash reward systems. Other
forms are not widely used: 8% of managers pointed self-
development and qualification upgrading plans; 6.3 % said
that employees are motivated by re-designing their work
and by trying to increase job purposefulness; 3.3% of man-
agers said the motivation is increased by involving the
employees into company management. 14% of managers
stated that employees are not motivated at all. Answering
the question about the advantages and disadvantages of the
reward systems applied in the companies, 12% of manag-
ers were rather self-critical, by stating that there is no re-



ward system applied in their company. Managers of the
companies that apply such systems mentioned such major
drawbacks: 1)limited financial resources for incentives; 2)
insufficient link between reward and the employees’ ef-
forts, qualification and competence; 3) penalties are more
often applied than incentives.

Management style has a great influence on the per-
formance of the employees. Based on the answers returned
by the respondents, the dominant management styles fall
into the following order: authocratic — 37%, democratic —
4%, liberal — 28%, mixed — 31%. Enterprises with the au-
thocratic management style are dominated by the espe-
cially formal way of communication (pointed out by 48.9%
respondents), an insufficient degree of autonomy in per-
formance of one’s duties, and lack of the managerial atten-
tion. Respondents from such enterprises state that while
focusing to their work, the managers should not forget the
needs of the employees. In addition, even 45.5% of the
respondents agree with the statement that a good subordi-
nate is hard-working, compliant and loyal.

The survey exposed that up till now Lithuanian compa-
nies have been dominated by the so-called “hard” HRM, with
the focus on the employee control, utmost exploitation of their
potential and obtaining of maximum benefit out of them,
neglect of employees needs. However, the EU accession, the
increasing emigration of qualified workers to the west and the
growing competition urge the managers to shift their attention
from the material priorities to their employees as one of the
key resources of the competitive advantage.

Conclusions

1. Many aspects of HRM are affected both by global-
ization and by differences in national culture. Evans
and Doz have described the managerial challenge in
complex international organizations in terms of
harmonizing seemingly opposing forces rather than
making binary either/or choices. Belbin’s work pro-
vides another useful frame in which to consider the
impact of culture on various aspects of HRM.

. The overview of HRM within different cultures has
sought to bring out the main trends and the principal
tasks facing HRM professionals in the selected coun-
tries.

. The general context within which HRM changes have
taken place in the UK is a reflection, primarily, of
changing regulation arising both from the UK gov-
emnment and from membership in the EU, globaliza-
tion and strong pressures to drive costs downwards.

. In the late 2000 the US economy is slowing.
Though workers may become easier to find in gen-
eral, recruitment continues to be challenging in ar-
eas where skill shortages exist. The US workforce
will continue to become more diverse. Firms are
likely to continue experimenting with variable
compensation and high performance work systems
to enhance productivity.

. The change of HR practices in Japanese companies
seems to be slow and incremental, carefully avoid-
ing traumatic breaks with the past. Japanese manag-
ers have a strong sense of corporate obligation to
provide jobs, income and security.
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6. In Lihtuania as the representative country of the
post-soviet bloc dominates by the so-called “hard”
HRM, with the focus on the employee control, ut-
most exploitation of their potential and obtaining of
maximum benefit out of them, neglect of employees
needs. On the other hand, the lack of qualified
workers and the growing competition urge the man-
agers to shift their attention to their employees as
one of the key resources of the competitive advan-
tage. These trends indicates that there is no single
Lithuanian “model” in HRM.
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Rima Cesyniené

Naujausios Zmoniy iStekliy valdymo tendencijos ir vertybés: ly-
ginamoji analizé

Santrauka

Straipsnio tikslas — palyginti Zzmoniy iStekliy valdymo pokyc¢ius ke-
liose Salyse, taip pat ir Lietuvoje, salygotus globalizacijos proceso, tarp-
tautiniy kompanijy plétros iSdavoje. Praktika rodo, kad globaliai veikian-
¢ios kompanijos stengiasi harmonizuoti i§ pirmo Zzvilgsnio prieSingus
pozitrius { zmoniy iStekliy valdyma: islaikyti balansa tarp unifikuotos
zmoniy iStekliy valdymo politikos ir skirtingy kulttry, vertybiy itakos $iai
valdymo funkcijai. Taigi jos suderina du priestaringus tikslus: pasiekia,
kad darbuotojai priimty vyraujancias organizacines vertybes ir skatina
iSnaudoti savo kultiirinius skirtumus.

Du pranciizy mokslininkai — Paul Evans ir Yves Doz — savo
darbe (Hoecklin 1996) pabrézia, kad globaliai operuojanéiy kom-
panijy veiklos sudétingumas reikalauja islaikyti balansa tarp:

Globalaus mastymo Lokalios veiklos

Decentralizavimo Centralizavimo
Diferencijavimo Integravimo
Pokyc¢iy Testinumo
Delegavimo Kontrolés
Konkurencijos Partnerystés

Pasak Evans ir Doz, priimant sprendimus $ios priesingos jégos ne-
turi biti suprieSinamos viena su kita, tarp ju negali buti jterptas zodis
“arba”. Jos turi biiti harmoningai derinamos, kad kiekviena jy teikty kuo
didesnj pranasuma. Tai pasakytina ir apie zmoniy iStekliy valdymo
politika bei praktika. Todél ankséiau vyraves zmoniy istekliy valdymo
principas — reikiami darbuotojai reikamoje vietoje ir reikiamu laiku —
globaliai operuojanciose kompanijose papildomas dar vienu — Zmoniy
istekliy praktikos (darbuotojy atrankos, ju vertinimo, darbo apmokéjimo)
derinimas su organizacinémis vertybémis, kurios kartu atspindi ir kultiir-
inius skirtumus. Straipsnyje lyginamoji zmoniy iStekliy valdymo analizé
atlickama Salyse, kurios reprezentuoja tradicinius zmoniy istekliy
valdymo modelius: Vakary Europos (Jungtinés Karalystés pavyzdziu),
JAV ir Japonijos. Nors zmoniy istekliy valdyma Siuose modeliuose lemia
skirtingi veiksniai, taiau poky¢iy tendencijos yra labai panasios ir byloja
apie riby tarp $iy modeliy ,,tirpima*.

Jungtiné Karalysté. Zmoniy istekliy valdymo tendencijas nulémé
du pagrindiniai veiksniai: dideli darbo kastai ir konkurencingumo did-
inimo poreikis. Tai turéjo jtakos lanks¢iy bei naujy darbo formy pap-
litimui, valdymo hierarchiniy lygiy mazéjimui organizacijoje, Zmoniy
iStekliy valdymo paslaugy ,,pirkimui* i§ kity organizacijy, atlyginimo uz
darba susiejimui su darbo rezultatais ir darbuotojy vertinimu. Nuo 1997
m., { valdzia atéjus leiboristams, iSry$kéjo i darbuotojy socialing apsauga
orientuotos vertybés, kurios ypac sustipréjo istojus i ES. Visa tai, kartu su
gyventojy senéjimo procesu ir ryskiais regioniniais nedarbo lygio svyra-
vimais, rodo, su kokiais i§8tikiais susiduria organizacijy vadovai zmoniy
i8tekliy valdymo srityje JK.

JAV. XXI amziaus pradzioje, sulétéjgs JAV ekonominis augimas
turéjo palengvinti naujy darbuotojy paieskos problemy sprendima. Taciau
kvalifikuoty specialisty stoka licka svarbiausiu ZIV vadovy ripesciu.
Pavyzdziui, JAV Informaciniy technologiju asociacija apskai¢iavo, kad
2004 m. darbdaviams reikéjo 1.6 mln. informaciniy technologijy special-
isty, ir mazdaug pusé iy vakansiju liko neuzpildyta. Kulttiriniu pozitriu
ivairios darbo jégos valdymas — kita svarbi ZIV problema. 2006 m. prog-
nozuojama, kad 76 procentus darbuotojy sudarys baltaodziai, 12 procenty
— afroamerikie¢iai, 12 procenty — iSeiviai i§ Lotyny Amerikos. Daugelis
JAV organizacijy kuria tokiy darbuotojy valdymo programas, apimancias
samdos, atlyginimo uz darbg ir vertinimo procediras, pritaikytas kultiir-
iniu pozilriu jvairiai darbo jégai. Didel¢ vadovy ir eiliniy darbuotojy
atlyginimy diferenciacija — dar vienas ZIV bruoZas. Sulétéjes ekonomikos
augimas bei rySkus profsajungy nariy sumazé¢jimas (nuo 20,1 procenty
darbo jégos 1983 m. iki 12,5 procenty 2001 m.) panaikino darbuotojy
galimybes padidinti atlyginimus. Dauguma JAV organizaciju naudoja
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lanksc¢ias ir strategiSkai susijusias su nuolat kintanCia verslo aplinka
atlyginimy sistemas. Atlyginimas vis labiau siejamas su darbuotojy kom-
petencijomis, jglidziais ir galimybémis nei su atliekamu darbu.

Japonija. XX a. paskutiniojo deSimtmecio ekonominé recesija ir
gyventojy sen¢jimas gerokai pakeité zmoniy iStekliy valdymo praktika.
Tradiciné sistema, akcentuojanti samda ,,iki gyvos galvos® ir atlyginimo
priklausomybg nuo darbuotojy amziaus, tapo naSta daugeliui japony
kompanijy, nes reikalavo mokéti didesnius atlyginimus maziau produkty-
viems darbuotojams. Ja laipsniskai keiia | rinka orientuotas lankstumas.
Jauni darbuotojai yra mobilesni ir maziau lojaliis vienam darbdaviui. Be
to, darbo organizavimas, ypa¢ paslaugy sektoriuje, maziau remiasi ko-
mandiniu principu, o akcentuoja individualy indéli, kuris lengviau jverti-
namas. Svarbiausiu atlyginimo lygj lemianciu veiksniu tampa darbo
rezultatai, o ne lojalumas kompanijai. Ly¢iy problema — dar vienas i$§tikis
ZIV praktikoje. Japony verslo pasaulyje tradiciskai dominavo vyrai,
moterys geriausiu atveju atliko zemos kvalifikacijos darba. 1985 m.
priimtas Lygiy galimybiy istatymas ir augantis jauny motery profesion-
alumas sudaré joms galimybes jsidarbinti srityse, kurios anks¢iau buvo
traktuojamos kaip grynai ,,vyriskos*.

Is straipsnio matome, kad globalizacijos procesas, tarptautiniy
kompanijy plétra unifikuoja zmoniy istekliy valdyma visose trijose
analizuotose $alyse.

Lietuva. Zmoniy istekliu valdymo praktika Lietuvoje veikia dvi
priestaringos veiksniy grupés: 1) sovietmeciu susiklosciusios tradici-
jos (autoritariniai darbo metodai, darbuotojy iniciatyvumo stoka,
darbdaviy materialts prioritetai); 2) besiformuojancios naujos tradici-
jos (istojimas i Europos Sajunga, kvalifikuoty darbuotojy emigracija {
Vakarus, tarptautiniy kompanijy padaliniy steigimas). Analizuojant
zmoniy iStekliy valdymo, vadovy pozitrio ir vertybiy specifika Lie-
tuvoje, remiamasi VU ekonomikos fakulteto vadybos katedros dar-
buotojy surengta Lietuvos gamybiniy jmoniy vadovy apklausa.
Aiskinantis tiksly iskélimo, sprendimy priémimo orientyrus, iSry$kéjo
tirty imoniy vadovy technokratiné orientacija. Nors, daugumos va-
dovy nuomone, darbuotojy jtraukimas | sprendimy priémima ir tiksly
formulavima yra svarbus veiksnys, gerinantis motyvacija, skatinantis
iniciatyva, taciau, ju vertinimu, eiliniy darbuotoju galimybés daly-
vauti Siame procese yra nulines.

Analizuojant atsakomybg¢ uz bendraji planavima, darbuotojy
itraukima i planavimo procesus, paaiskéjo, kad 54 proc. auksciausio lygio
vadovy mano, jog planavimas jmonéje — tai visy pirma jy reikalas, ir tik 7
proc. — kad tai svarbu kiekvienam darbuotojui. Panasius samprotavimus
i8reiSké vidurinio lygio vadovai: atitinkamai 52 ir 9,2 proc. Atsakydami {
klausima apie motyvavimo biidus 45,3 proc. vadovy nurode, kad daugiau-
sia démesio skiriama piniginéms atlyginimo uz darba sistemoms. Kiti
motyvavimo biidai néra placiai naudojami: kad darbuotojai motyvuojami
sudarant savegs ugdymo, kvalifikacijos tobulinimo planus, nurod¢ 8 proc.
vadovy, kad jie motyvuojami perprojektuojant darbuotojy atlickama
darba, siekiant padidinti jo turininguma — 6,3 proc. vadovy, itraukiant
juos i imonés valdyma — 3,3 proc. vadovy. 14 proc. vadovy teigimu,
darbuotojai apskritai néra tinkamai motyvuojami. Atsakydami | klausima,
kokie yra imonése taikomy atlyginimo uz darba sistemos pranasumai ir
trikumai, 12 proc. vadovy buvo gana savikritiski — pripazino juy imonése
nesant jokios sistemos. [moniy, kuriose tokios sistemos egzistuoja, va-
dovai, be svarbiausiy ju trikumy, pamingjo: 1) ribotus finansinius
skatinimo iSteklius; 2) tai, kad atlyginimas nepakankamai susietas su
darbuotojy pastangomis, kvalifikacija, kompetencija; 3) dazniau griebia-
masi nuobaudy nei paskaty. Net 45,5 proc. apklausty vadovy sutinka su
teiginiu, kad geras pavaldinys yra sunkiai dirbantis, nuolaidus ir lojalus.
Tyrimas parodé, kad iki §iol Lietuvos imoniy darbuotojai mazai dalyvauja
priimant sprendimus, yra nepakankamai motyvuoti bei savarankiski ir
neskatinami biiti tokiais, ver¢iami grieztai laikytis instrukcijy ir nuro-
dymuy. Tai reiskia, kad vyrauja vadinamasis ,.grieztasis“ (hard) zmoniy
istekliy valdymas, akcentuojant darbuotoju kontrolg, ju potencialo i$nau-
dojimg ir maksimalios naudos gavima, pamirStant tenkinti ju reikmes.
Taciau nepalankios demografinés tendencijos, istojimas { Europos Sa-
junga, didéjanti kvalifikuoty darbuotojy emigracija { Vakarus, stipréjanti
konkurencija skatina vadovus neapsiriboti vien materialiais prioritetais,
bet nukreipti savo démesj | darbuotojus, kaip viena i§ pagrindiniy
konkurencinio pranasumo Saltiniy.

Raktazodziai: Zmoniy istekliy valdymas, globalizacija, kultiviniai skirtumai,
vertybés.
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