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Aisté Dromantaité-Stancikiené

SUSTAINABLE GENDER REPRESENTATION SEEKING
PROFESSIONAL CAREER

Summary

Globalisation processes, rapidly developing modern telecommunications
that create challenges of new media interchanges, innovations, adaptation;
changing business and various other political, management, economic, social,
cultural and ecological processes have an inevitable effect on society’s skills
and views formation. The rapid development of nowadays society is changing
future perspectives. The necessity to build a better life evolves naturally from
individual needs; however, existing problems in different management, eco-
nomic, political, and cultural and other spheres indicate that not all individuals
have equal possibilities. Therefore while analysing human resources manage-
ment in the XXI century context is very important to draw attention to concepts
that are important to modern society — equal gender opportunities and profes-
sional career planning and management.

Sustainable gender representation in pursuit of a professional career is es-
sential for gender equality implementation. The analysis of statistical data
shows that the number of professionally improving women is increasing every
year, but men are still dominating in the list of executive positions in different
managerial structures in the state and organizations. Therefore, sustainable
gender representation is important due to its objective to create a society in
which all individuals despite their gender can feel equally safely and comforta-
bly; and most importantly — to use women human capital, i.e. their competences
and potential, as effectively as possible.

Implementation of equal opportunities in organisations is carried out not
only due to ethical or legal reasons, but also for pursuit of desired results. The
biggest advantage of such balanced policy is not only achievement of good
results in employees’ selection and maintaining in the workplace, but also big
opportunities for selection of high-skilled employees, positive image and repu-
tation of an organisation, the expansion of innovations and marketing opportu-
nities and balanced and equal organisational performance.

Relevance of the present topic. It is noticeable, that pursuit of a Profes-
sional career is linked to certain features of pursuing individual, including gen-



der. Women and men have always taken part in labour market; however, the
actual work and its pay depended from culturally attributed labels ‘man’s job’
and ‘woman’s job’, not from actual individuals having certain abilities and
competences. These stereotypes vary in different historical periods of society.
In modern society it is noticeable that everything that is related to equal oppor-
tunities of men and women striving for valuable appliance of their managerial,
economic, political, social potential for their own and society’s benefit is
changing very slowly. When traditional family institute is disappearing, family
model is changing due to decreasing number of marriages and increasing num-
ber of divorces, the role of woman is also changing in a family and society. It
all forms a complex problem that influences professional career.

Women activeness in Lithuania is notably increasing both in working and
social activities, but it is changing too slowly. A woman, as well as a man, is
considered to be a paid labour force working full-time all year round. Despite
this fact noticeable differences are observed between work experiences of men
and women. It is especially noticeable in regard to married women and those
having children — they intensively try to combine double amount of work load:
the paid job, household and childcare — differently from working married men.
Our stereotyped society sees main women’s duty and mission being family
duties, not professional activities. When deprived of the possibilities and neces-
sary conditions to combine personal, family and professional lives effectively,
women are prevented from pursuit of professional career and are limited in
possibilities to get adequate income. Besides, a distinct distribution is seen in
comparison of men and women occupations and work activities. Men and
women are still grouped according to different occupations that are considered
‘feminine’ or ‘masculine’. Gender-segregated labour market is characterized in
such a way that there is a group of activities that are done mainly by men, and
another group, usually considered as second-rate, that are usually done by
women. This kind of difference limits employment possibilities to representa-
tives of both genders, but it is more adverse to women than men. The reason for
that is that ‘women jobs’ often has a negative connotation. Therefore, gender
sustainability in pursuit of professional career demands diverse exploration of
the problem, analysis and decisions.

On the other hand, individual’s work activity problem in modern society is
affected by the transformation of the concept of a career. Vision about one,
constantly in progress concrete and safe career, connected with only one em-
ployer is disappearing. Permanent changes force employers and employees
improve their skills, qualifications and competences, master new global strate-



gies. Both an employer and an employee trying to be active and productive
participants in world market have to be versatile and constantly follow not only
their surrounding environment, but also other global tendencies. It would mean
that organizations and their employees must learn constantly all their lives. At
the same time an individual has to be able to manage his or her career, but also
personal life, that is, to harmonize personal and family needs with professional
ones. Therefore, the concept of a career loses its classical conception by intro-
ducing new terms, deracinating stereotypes and destroying classical attitudes.
New changing condition of our society provokes new career paths, such as
professional career that lasts throughout individual’s life. Despite the transfor-
mation of career concept, women still face many challenges while seeking pro-
fessional career; and it is due to different factors: women employment tenden-
cies in Lithuanian labour market, stereotypical approach to gender equality,
discrimination in the labour market, indecisive approach to policies regarding
equal opportunities, employee-employer relations, emigration and migration
questions, difficulties in balancing family and work and a set of personal traits
that enables or limits their possibilities in leadership positions.

A new approach to women activeness in professional career is determined
not only by tendencies of democratic society development, but also changes in
self-perception through continuous learning, perfection and balance to con-
stantly changing market and social conditions and factors. Tendentious growth
of women human resources and their potential, demographic ageing of Euro-
pean citizens and other global reasons demand a greater attention and support
to special social groups, especially women who while combining professional
and personal/family roles and being responsible for family members care ex-
perience stress and not always are capable to realise their professional aspira-
tions. Stereotypes can be named as very serious obstacles in pursuit of sustain-
able participation of men and women in social and family or personal life.

Scientific exploration of the theme.

The theoretical and practical background of the thesis is constituted of
analysis of different science concepts regarding sustainable gender representa-
tion in pursuit of professional career, also the creation of sustainable gender
model and preparation of practical recommendations.

There were many scientific researches conducted and relevant scientific
articles published regarding career. One of the most significant works that deal
with women professional career, its specific issues in the context of personal
development and social relations and in their relationship originated tension



fields and confrontations, specific questions regarding women career, could be
named a scientific research done by S. Zukauskien¢ and R. Sakalyté (2003)
‘Professional Career of Women’ (,,Motery profesiné karjera®) and A.
Valackiené (2001) ‘Sociological Characteritics of Lithuanian Women Expre-
sion in Labour Market’ (,,Lietuvos motery raiskos darbo rinkoje sociologiné
charakteristika®). Also D. Augiené (2009) ‘From Choosing a Profession to
Professional Activity in Organizations’ (,,Nuo profesijos pasirinkimo iki profe-
sinés veiklos organizacijoje*), R. Adamoniené (2006) ‘Career Projection and
Management’ (,,Karjeros projektavimas ir valdymas®), R. Polujanskiené (2008)
‘Work and Career Psychology’ (,,Darbo ir karjeros psichologija®), P. Orieniené
(2006) ‘The Paradigm of Career Projection to Prevent Social Exclusion’ (,,Kar-
jeros projektavimo paradigma socialinés atskirties prevencijai®) and others
analyse the development of career’s conception and its projection in organiza-
tions in psychological aspects. It is important to mention A. Sal¢ius and A.
Sakalas (1997) works analysing a career and its management distinguishing
groups of factors that influence individual’s career; V. Kanopiené (1997, 1999,
2000) who analysed social and professional mobility of Lithuanian women,
forms of discrimination in labour market, demographic processes, aspects of
family roles. A. Mitrikas (1996, 2000) analyses subjective evaluation of women
position in the society; G. Purvaneckiené (1998, 2000) researches labour mar-
ket segmentation according to gender; V. StaniSauskiené (1999, 2000) empha-
sizes the development of scientific approach in the context of Lithuanian under-
standing of a career and socio-educational basis and assumptions. Authors R.
Kucinskiené (2003), V. StaniSauskiené (2004), N. Petkeviciuté (1998a, 1998b)
analyse a career through different perspectives — as accomplishment, profes-
sion, consistent follow-up of work stressing qualitative personal growth, tempo-
ral dimension and career processuality, chronologicality and principles of ca-
reer management in organizations.

L. Jovaisa researched personal professional expression and professional
consulting (1981, 1999), Theories in choosing a profession and job satisfaction
were discussed by R. Lauzackas (1999), B. Pociiité (1997), D. Beresneviciené
(1990, 2002), B. Jatautaité (1993), R. Petrauskaité (1996), I. Gudaitiené (1998),
V. Naskauskiené (1998). Problems of educational career were developed in the
work by Z. Baltriniené and V. Volberiené (1998); K. Pukelis (1994, 1995a,
1995b, 1995c¢, 1996, 1998a, 1998b, 2002), A. Pundziené (2002), A. Dirzyté, L.
Klimantaviciute, V. Jakimaviciené (2004). Works by L. Stankevicien¢, D. Lo-
banova, A. Raipa and A. Velicka must be mentioned that dealt with career is-



sues through motivational prism of private sector and employees in general in
private or public sectors.

There are a significant number of foreign authors who analysed theories of
a career and professional career but some of them should be mentioned whose
works had a great influence on subsequent career theories. One of them is D. T.
Hall who has consistently analyzed the concept of the career highlighting
flexible working opportunities, family and work balance, avoidable conflicts in
family and work, work and personal life integration perspective. H. Perkin
(1996) analysed the transformation of career concept and its development in
modern society operating in meritocracy framework and stating that only hu-
man capabilities define his or her place in a society. D. Levinson (1996) ana-
lysed career issues of men and women and distinguished their career develop-
ment stages in the perspective of psychological sciences, stressing the impact of
career dreams, career management and middle age crisis. U. Sekaran (1983)
made a research in the quality of working married couples and factors influenc-
ing them. According to the scholar, women who want to make a career are
seeking satisfaction in their work which, they assume, is a very important com-
ponent showing the quality of life.

Career and professional career theories were analysed in different aspects
in the works of J. Holland (1985), S. Fukuyama (1980,1984), J. Acker (1990),
E. Schein (1995), D. Super (1992), J. H. Boose (1984), R. V. Dawis (1992,
2000), M. J. Driver (1982), E. Goffman (1959, 1961, 1961) and many more.
Career through gender aspects was examined by D. M. Austin (1988), A. A.
Berthoin, D. Izreali (2006), B. J. Elshtain (1987), H. S. Farmer (1985), C. R.
Frenier (2009), L. S. Gottfredson (1981), B. Gutek, L. Larwood (1987) and
others.

Scientific novelty of the thesis. In previous researches sustainable gender
representation in pursuit of a professional career by implementing achieve-
ments in management science was not specially explored. They lack compre-
hensive analysis of professional career problems in sustainable gender repre-
sentation aspect. Therefore, this thesis has an aim to comprehensively and from
the interdisciplinary standpoint analyse not only women problems, but gender
opportunities and problems in general in pursuit of a professional career, ex-
plore their reasoning and interference, and offer solutions by creating precondi-
tions for sustainable gender professional career expansion. These preconditions
are created through sustainable index system (SIS) model analysing blocks of
four elements: cultivation of personal traits, education and life-long learning



importance; situation in the labour market and organizations; tools for effective
balance of a professional career and personal/family life and pay and motiva-
tion preconditions.

In the thesis it is stated that men and women have equal rights to a profes-
sional career, opportunities in balance of personal professional career and per-
sonal/family life of both genders without considering social adjustment prob-
lem as being only concern of women. The role of men (fathers) should be ana-
lysed in a broader context in which it is very important to stress that men often
are as if ‘invisible gender’ due to the fact that traditionally there were no dis-
cussions regarding their working conditions or problems they are facing.

Thus this kind of personal/family life and professional career balance is
stereotypically attributed to women, as they tend to adjust to different factors
both in personal/family life and in a professional career. Therefore, being re-
lated only to women, this concept implicates traditional division of labour,
because a general perception is that this problem is only faced by women, and
therefore, must be solved by women, and it is not considered as managerial,
social, economic, political problem.

This balance is seen as ensuring sustainable gender participation in solving
problems in relation to work-family balance in all periods of life, and partici-
pating in the context of problem solving in personal and social life. More and
more women see their professional activity as a part of their identity. It is
proven by a fact that the number of women taking part in labour market has
increased in the last decade. It is especially notable in basic age-groups, that is
people aged 29-45., women of that age face biggest workload in family duties.
But also it is an age group when after finishing studies a pursuit of a personal
professional career begins. Therefore, the problem of a professional career and
personal/family life balance is analysed in a broader context taking into account
different factors that influence the emergence of this particular problem and
connections between those factors are evaluated. Besides, attention should be
drawn to family support systems, not only labour market opportunities and
conditions.

Analysis of scientific factors proves that professional career is important
both to men and women equally; and sustainable gender representation problem
in the context of career management is analysed and highlighted taking that
into account.

The objective of the research — to analyse views of Lithuanian citizens
about sustainable gender representation in pursuit of a professional career and



to provide a model that could help reaching optimal level of sustainability,
formulate conclusions and practical recommendations.

The object of the thesis — attitudes of men and women towards sustainable
gender representation in pursuit of a professional career in Lithuania.

Objectives of the thesis and empirical study:

1. To perform analysis on the interdisciplinary level of approaches to the
concepts of classical and professional careers in respect to management of
human resources and organizations.

2. To define the concept of sustainable gender representation in pursuit
of a professional career in the context of social sciences

3. To perform analysis of subjective and objective factors that influence
sustainable gender representation in pursuit of career:

- prevailing gender stereotypes in pursuit of a professional career

- family relationship model and possibilities to combine personal/family
life and pursuit of a professional career

- attitude towards possibilities to pursue a professional career

- situation of women in pursuit of a professional career

- opinions on the situation of equal gender opportunities

4. To design a model of implementation of sustainable gender representa-
tion adapted for the situation in Lithuania.

Research methods used in the thesis:

- analysis of sources of scientific literature and acts of law

- quantitative research: a standardized anonymous survey of respondents
(research is based the triangulation concept when descriptive theoretic analysis
is combined with an interactive survey and a written survey);

- statistical methods, applied in data processing (descriptive statistics, fre-
quency analysis, reliability analysis of an instrument, correlation analysis, re-
current data processed using crosstabulation tables. Questionnaires of the sur-
veys were processed using the Statistic Data Editor - software that has been
acclaimed in the world as one of the best ones for sociological and psychologi-
cal research as well as for processing data of questionnaires.

The hypothesis of the thesis raised — gender representation in pursuit of ca-
reer in Lithuania does not correspond to the demands of the society, the state or
an individual and is not effectively balanced.



Theoretical and practical novelty and significance of the thesis:

- The concept of sustainable gender representation in pursuit of a profes-
sional career was presented.

- Theoretical presumptions of career and professional career were revealed
and grounded.

- Main characteristics of a professional career model were distinguished
and grounded.

- A theoretical professional career model was designed based on scientific
analysis.

- Main subjective and objective factors that influence balanced gender
representation in pursuit of a professional career were determined and analysed

- prevailing gender stereotypes in pursuit of a professional career were
highlighted

- family relationship model was analysed and grounded as well as possi-
bilities to combine personal/family life and pursuit of a professional career

- attitude towards the situation of equal gender opportunities and the situa-
tion of women in pursuit of a professional career was presented

- proposals to the Government regarding its role in encouragement of
equal gender opportunities were grounded.

- Exhaustive recommendations are proposed to organizations, the Gov-
ernment, bodies of local governments on how to plan and implement balanced
gender representation in Lithuania.

The structure and scope of the thesis. The paper consists of an introduc-
tion, two theoretical parts ‘Traditional and professional career as a object for
interdisciplinary research’ (‘Tradicing ir profesiné karjera kaip tarpdisciplininiy
tyrimy objektas’) and ‘Theoretical and practical assumptions for sustainable
gender representation in pursuit of a professional career’ (‘Subalansuoto ly¢iy
atstovavimo siekiant profesinés karjeros teorinés ir praktinés prielaidos’) and
the part of the empirical study ‘The research of sustainable gender representa-
tion in pursuit of a professional career® (‘Subalansuoto ly¢iy atstovavimo sie-
kiant profesinés karjeros tyrimas’), conclusions, references and appendixes.
There are 13 tables, 45 pictures, 3 appendixes presented in the thesis. The size
of the thesis is 179 pages. 276 literature sources were used.

In the first theoretical part ‘Traditional and professional career as an object
for interdisciplinary research’ (’Tradiciné ir profesiné karjera kaip tarpdiscipli-
niniy tyrimy objektas’) concepts of career (traditional, classical, organizational)
and professional career are revealed as well as approaches to them in the main
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scientific works of authors that study human resources. Furthermore, the ori-
gins of career management theory are analysed as well as theoretical validity of
career planning and management, models of classical and professional career
are investigated, an analysis of the main professional career theories is presen-
ted, the importance of professional career planning is grounded.

In the 21* century not only managerial, economic, social and technological
areas are changing — social transformations enable to change the attitude to-
wards management of human resources. These changes are creating a bound-
aryless world and are bringing novelties into established notions, such as ca-
reer. In the modern society the mass media also pays a significant amount of
attention to the career aspect. Its popularity may be also explained by the fact
that in the society the image of a socially successful person is more attractive
and desirable than the one of an unsuccessful person. That is an image of a self-
confident, independent, strong-minded, bold, young and promising person who
is not afraid of challenges and original ways to solve problems and who has
achieved a great deal in his or her career. Values dictated by the consumerism
culture create twofold additional value: positive on one hand as it is related to
great opportunities and negative on the other hand for the construct of possess-
ing and consuming here and now makes people set excessive goals that do not
necessarily correspond with their potential. If these goals are not realized in the
long run they lead to destruction of the personality. Here a significant role is
played by the family, educational institutions, organizations, society, econom-
ics, education and qualification of a person, goals and expectations as well as
various provisions of cultural life.

According to the British scientist J.H. Perkin (1996) this world is a world
of professional experts. The third revolution in the human history that started
with World War II is called the revolution of experts. Employees and officers
of high competence and abilities work in various areas ranging from public and
administrative institutions to fields of medicine, science, leisure and entertain-
ment. This professional or experts’ revolution is destroying the established
conception about one permanent career related to one employer and has
brought new aspects to this established phenomenon as well as the conception
of the concept of profession itself. The concept of profession is also changing
and becoming boundaryless for people are becoming more and more open for
multiple experiences which not only enrich one but also cause confusion for it
is complicated. Therefore when talking about it as one of the crucial aspects of
human life we need to apply new theories that analyse career-related theories.
That is also important because career reflects work life of a person. Many find

11



work one of the most important factors that define the quality of life. Further-
more, work is the central social area in which social equality, diversity of life
and personal freedom are acquired. As work is crucial for a person and career is
considered to be a fundamental target of political and social changes, organiza-
tions have to pay more attention to their employees’ career experience
meanwhile the person himself or herself becomes interested in constantly imp-
roving himself or herself. Therefore one of the fundamental aspects in a chan-
ging career of a person is that the person himself or herself should be a very
strong personality to be able to use the inner compass. D.T. Hall claims that
development of personality is a meta-competence that is necessary in order to
ensure psychological success throughout the entire time of career. Meta-
competence is competences of higher level that allow a person to acquire new
skills. In this constantly changing world development of a person faces chal-
lenges that motivate the person to grow. When a person is not able to grow and
use the strong inner compass, results become chameleonic, i.e. success is
achieved quickly but does not last long and changes according to the circums-
tances. That sort of adaptability might be risky for an undeveloped personality.
Surely, a successfully changing career requires being flexible and adaptable but
adaptability must be aimed at strong and purified feeling of oneself. Analysis of
scientific sources on the aspect of career shows that career is built through ef-
fort of the individual and meta-competences.

A person, one way or another related to some field, keeps purifying and
improving himself or herself in it. His work activities and experience, lasting
for the entire life is named as professional career. Analysis of the conception of
professional career in scientific resources shows that synonymously this term
might be named in various ways, i.e. professional career might be called fun-
damental career, protean career, quintessential career, personal conscious
career. The direction of all of them is the horizontal level and the central aspect
of such career is the person’s psychological success, this conception is also
applied in the thesis.

Professional career might be defined as rational results of profession
choice and planning as well. One may start planning a career (both vertical and
horizontal) when the person is decided about his or her profession, i.e. chooses
his or her profession as the plan of every career depends on the nature of the
profession. Professional career per se does not guarantee success or slow/fast
progress. The main aim is to realise what happens during the career process
instead of evaluating how successfully the person pursues or manages it. In that
way a person whose career is well enough planned can best evaluate its success
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and failure. Professional career consists of behaviour and attitude, i.e. things a
person does and feels. Professional or the subjective career consists of values,
attitude and motivation that encompass growth of a person and that mainly
display themselves when a person is getting old. Professional career is a pro-
cess, a consequence of work related experience. Any work, paid or unpaid pe-
rformed in a long period of time might constitute a career. Professional career
in its broad sense is explained as purposeful performance of work process and
work content when fulfilling work tasks, filling certain functions. A person
gradually grows into the professional and social environment therefore oppor-
tunities to pursue a career arise. In the narrow sense professional career
explains a person's profession choice and career planning strategies — abilities,
values and interests of an individual. Control of the whole of these elements
that allow a person to ‘sell” himself or herself to the ‘customer’, i.e. the emplo-
yer at the desirable price and conditions becomes management of personal or,
in different words, professional career.

In the first part of the thesis the origins of career management theory are
analysed. The origins were formed on the basis of scientific paradigms, e.g.
structural or possibilities’ theory (P. M. Blau, J. M. Roberts); behavioural the-
ory or social learning theory (J. Krumboltz); personality theory (A.Roe), deci-
sion making or applied theory, cognitive theory; construct theory (G. Kelly);
rational career choice theory (S.Fukujama); career-learning theory (B.Law);
career choice theory (J.L.Holland); vocational choice theory (D.Super), etc. In
scientific literature constructs and models of these theories are attributed to
classical career management theories.

Summarizing the analysis of scientific theory through the aspect of profes-
sional career as well as the conceptions of these concepts in management of
human resources and distinguishing main internal (P) and external (E) factors
that have an impact on planning of professional career, they are joined into one
compound and extended model which is presented in the thesis.

In the second theoretical part ‘Theoretical and practical assumptions for
sustainable gender representation in pursuit of a professional career’ (‘Subalan-
suoto lyCiy atstovavimo siekiant profesinés karjeros teorinés ir praktinés prie-
laidos’) the concept of balanced activities and its origins are analysed, the sch-
eme of the system of balanced indexes is presented based on which positive and
negative factors that influence sustainable gender representation in pursuit of a
professional career are investigated.

As the analysis of scientific literature shows, the concept balanced activi-
ties is understood as a whole of methods used in various fields — politics, go-
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vernment, economics, ecology, culture and others which are implemented to
ensure development that satisfies the well being of people not reducing pe-
rspectives of the well being of the future.

In recent decades the policy of gender equality or sustainable gender rep-
resentation has been going through a transformation related to both changes in
gender equality itself and increasing role of the EU in forming the policy. The
increasing consensus in the EU on the importance of equal opportunities and
integration of the gender aspect into all spheres has impelled official presenta-
tion of the problem in the European Employment Strategy. All the member
states committed themselves to actively deal with the issue of opportunities of
men and women by drafting and implementing acts of law, organising political
and administrative directions related to the labour market, employment, profes-
sional growth and work conditions. In 1996 by the EU communiqué the issue
of opportunities of genders was incorporated into all EU policies and acts. The
communiqué states that attention must be paid systematically, actively and
openly to the gender aspect, opportunities of men and women in the following
fields:

- employment and labour market,

- women’s business, women’s work in the spouse’s small and medium bu-
siness
education and science,

- human rights,

- countries' development policies

- EU policy of work resources.

Sustainable gender representation is understood as influence of possibili-
ties, restrictions and changes that are significant for both men and women. In
this rapidly changing world the issue of partnership and equality is the basis of
stable families and a society of promising future. The misogynistic attitude
shows that discrimination of women still exists. Scientific research tells that
women as a social group were systematically excluded from decision making in
society, discriminated and not admitted to dominating groups that exists at the
expense of others. Such groups include, for instance, governmental institutions
that are the reason for disbalance, marginalization and conflicts.

The analysis of scientific literature on sustainable gender representation in
pursuit of a professional career and grounding of the research problem revealed
that professional career through the aspect of gender as a construct of a study
has hardly been researched. Therefore when encouraging sustainable gender
representation in pursuit of a career the aim is to create a peaceful, democratic
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and prosperous society in which men and women free themselves from tradi-
tional stereotypical roles that have been ascribed to them and restrictions de-
termined by the gender and concentrate on themselves, their qualitative work.
Scientific researches show that if women are encouraged enough to the labour
market or simply their representation is balanced properly it is possible to eli-
minate gender inequality in the field of professional career as well as what re-
gards pay, promotion and retention. The policy of the programme of positive
actions and fight against discrimination pays attention to sustainable gender
representation in pursuit of a professional career. Consultation and education
programmes and special tasks, encouragement of various initiatives for impro-
ving balance of professional and personal/family life, for instance, a flexible
work schedule and support for child care as well as other popular measures
ensure possibilities for women to pursue a professional career not excluding
themselves from the labour market.

On the other hand, the analysis of scientific literature of social, economic
phenomena, politics and management shows that in pursuit of a professional
career people inevitably face positive and negative factors that occur in the four
blocs of elements in the system of balanced indexes. They help or impede acti-
ve pursuit of a professional career, discriminate one or another gender in regard
to pay, causes difficulties in combining professional and personal/family life,
etc. Positive factors include:

- presence of legal framework of equal gender opportunities,

- significance of personal characteristics in management of professional
career,

- tendencies of education and lifelong learning in the process of professio-
nal career growth,

- positively changing attitudes of the society in regard to gender issues

Negative factors are the following:

- difficulties in combining personal/family life and obligations of profes-
sional career

- unfavourable attitude of employers towards women’s pursuit of a profes-
sional career (organizations)

- discrimination in the labour market

- stereotypes still prevailing

Evaluating the importance of the factors mentioned for genders’ profes-
sional career, a generalised model of sustainable gender representation in pur-
suit of a professional career is presented elements of which are interconnected
in cause and effect relations that determine balance. By analysing, planning,
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organising, controlling and dealing with issues of every stage according to the
factors of the control component effective and optimal result of balance is po-
ssible to obtain.

In the empirical part of the study ‘Study of sustainable gender representa-
tion in pursuit of a professional career' (‘Subalansuoto ly¢iy atstovavimo sie-
kiant profesinés karjeros tyrimas’) conceptual theoretical and methodological
provisions are presented on which the study of the thesis is based as well as the
logic scheme of the empirical study, grounding of the instrument of the
quantitative analysis —a survey in the form of questionnaires and the central
diagnostic constructs of the questionnaire’s structure. The results of the
quantitative analysis are also analysed.

The conceptual theoretical and methodological provisions on which the
study of the thesis is based are the following: provisions of holistic thought that
allow to analyse the problem diversely applying knowledge of various sciences,
such as management, economics, psychology, sociology, etc., analyse and eva-
luate the problem in the contexts of these fields; ideas of positivism claim that
everything what is real may be acquired by applying specific sciences and see-
king to avoid nonscholarliness, i.e. something that cannot be grounded with
objective (quantitative) research methods; humanistic theory which claims that
individual, his or her personality, needs and his or her self is most important
(Meyer), the role of the individual is emphasized. Most scholars that analyse
the career management theory apply the principles of humanism and most nor-
mative documents that regulate career planning and projecting embrace the
main propositions of this trend of thought; the conception of learning content
that emphasizes the sustainability of the learning process and the learning reali-
sation/proceeding; the tight interrelation between all the elements of the lear-
ning process; the importance of renewal and reformation of continuous lear-
ning, provisions of social constructionism that allow to view the object of gen-
der professional career in the context of stereotypes, values and established
cultural and social factors existing in a certain culture; insights on methodology
of professional training from which conceptions that ground the content of
professional training for a professional career of a person arise. The theory of
systems is tightly related to these conceptions as well as the conception of the
system of balanced indexes that treat the processes analysed in the thesis as a
whole of interdependent compound elements. This system has an impact on
evaluation of the system for it allows to create a strategy with a programme of
concrete actions, to pursue strategic goals on all levels — political, economic,
cultural, informational, etc.; to evaluate the significance of goals pursued; feed-
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back also exists. The theory of systems also provides a possibility to analyse
sustainable gender representation in pursuit of a professional career as a
complex process, .i.e. a complex of interdependent elements that form a whole
in which changing of one element would lead into changing of all the other
elements and the whole system.

A quantitative analysis was chosen for the thesis — a survey in
questionnaires which was approved as a research instrument during the interna-
tional project ‘Motery vadoviy jtaka demokratijos vystymuisi 2010’ (‘Influence
of women leaders on development of democracy 2010’) seeking to find out
opinions of respondents on the situation of gender equality and professional
career. The results of the survey were summarised and published as a separate
article ‘Subalansuotas ly¢iy atstovavimas siekiant karjeros versle ir valstybés
valdyme’ (‘Sustainable gender representation in pursuit of a career in business
and state governance’). Respondents of the survey were selected by applying
requirements of a random sample. All elements of population are used for com-
posing such sample; recurrent meaningful categories were distinguished, fur-
thermore, those ones that reflect the problem investigated are analysed.

In the structure of the questionnaire the focus lies on such fundamental
diagnostic constucts as sociodemographic issues; issues of attitude towards
stereotypes; analyses of attitude towards possibility to pursue a professional
career; issues of combining of roles of professional career and personal/family
life, analysis of the relationship model; analysis of women's situation in the
field of professional career; analysis of opinions on gender equality in Lithua-
nia.

After carrying out the empiric study of ‘Sustainable gender representation
in pursuit of a professional career’ (‘Subalansuoto lyc¢iy atstovavimo siekiant
profesinés karjeros’) in which subjective attitude of women and men towards
possibilities to pursue a professional career and combine it with personal/family
life and situation of gender opportunities in Lithuania and governmental measu-
res to encourage it were analysed, such fundamental conclusions were drawn:

- Both men and women mutually agree that men are, however, more effec-
tive leaders. The a nalysis of the study results focusing on certain points, e.g.
age, education, marital status shows that women themselves are more subject to
underestimating themselves, feeling unconfident about their potential and po-
ssibilities for leadership than men, besides, they are more subject to underesti-
mating other women as well.

- The study results also revealed that men attain a professional career more
easily and this is a belief shared by almost half of the respondents, a slightly
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smaller percentage of the respondents chose 'both men and women'. 50.1% of
the respondents defined the age of 31-40 as the most appropriate age to pursue
a professional career which is characterised in scientific literature as the stage
of ‘stabilisation in the field of chosen profession'. The age of 25-30 or the stage
of ‘entrenchment’ was rated second (39.1%). Such distribution of responds
show that women of elder age find it easier to retain balance between profes-
sion career and personal/family life therefore pursuit of a professional career is
most effective at that time.

- Respondents' answers show that it is not necessary to build a family and
then pursue a career or vice versa i.e. most respondents believe that it is possib-
le to combine personal/family and professional life (41.6%). 46% and 47.6% of
the respondents marked the option of possibility to combine personal/family
roles and obligations and professional career 'completely’ or 'partly' respective-
ly. However, such decision often depends on the particular situation, usually on
agreement and the partnership model chosen (46.1%). The respondents consi-
dered the family model when ‘both spouses work and take care of home and
children’ to be the most acceptable (90.3%)

- The study results also revealed that the attitude of one of the spouses to
the other’s career is of supportive kind — 23.4% and 21.9% of the respondents
respectively marked support when making decisions and judging the other’s
professional career. However, almost half (45.6%) of the respondents chose the
option that they claim that they do not receive enough attention from the spouse
who is pursuing career. Furthermore, most respondents chose the option that
children are not impede pursuit of a professional career.

- When investigating the issue of flexible measures and most importantly
— possibility to combine personal/family and professional life, analysis of the
results revealed the following aspects:

- most of the people that took part in the survey were aware of such mea-
sures (76.7%);

- such measures are implemented (33.1%) and not implemented (31.5%)
in the organization ;

- no doubt about the need of such measures (88.7%);

- most men had not used such measures in their organizations (36.6%)

- Analysis of the study results revealed that pursuit of a professional career
is a topical issue for most of the respondents (70.4%). The respondents indica-
ted 'moral satisfaction with the work and oneself (21.1%), 'independence’
(18.5%) and 'possibility to pursue one's goals' (17.9%) to be among the main
factors that motivate to pursue a career. Financial benefit (pay) was marked by

18



13.9% of the respondents. The distribution of responds to these questions ac-
cording to gender revealed women’s competences and clear professional aspira-
tions.

- Respondents believe that work as an index of prestige is very important
to men (56%) meanwhile for women work is ‘rather important than unimpor-
tant’ (44.6%). When investigating the reasons why the respondents work, the
argument of the need to earn one’s living appeared to be the most dominant one
(27.9%).

- The survey revealed that stereotypical thinking is still prevailing. One of
the most dominant problems distinguished in the labour market is ‘the attitude
that traditional male and female jobs still exist' (26%). Another impediment is
‘discrimination form the side of employers in job hiring' what 13.2% of the
respondents agreed with. The third distinguishable category is ‘elder age of a
woman’ which was chosen by 12.8% of the respondents. Analysis of the data
shows that impediments are created for women in organizations, their rights to
better career perspectives are restricted as well as possibility to grow and gene-
rally be admitted to the labour market. The analysis of the data shows that equal
opportunities in organizations exist pro forma but not practically.

- The analysis of the empirical study shows that when evaluating the situa-
tion of women and men in various areas of social life, the respondents believe
that men still pay too little attention to housework and childcare in comparison
with women (77%); ‘women are less valued by employers’ (64%), ‘women
face greater discrimination of employers than men' (63%); 'the contribution of
women's additional work is not valued enough' (61%)

- The analysis of the results shows that particular questions brought out
gender as one of the discrimination aspects —the respondents mostly had their
‘professional knowledge undervalued’ in comparison with a colleague of the
opposite gender (40%). What regards the aspect of gender education was not
valued as well, experience was underrated and physical attraction of a person
was emphasized (respectively 25%). What regards the aspect of age
‘experience was not valued’. The nalysis of data shows that women face
extremely clear discrimination in respect of professional knowledge, their ap-
pearance is emphasised, their experience is underrated because of the gender.
Such distribution of options of answers revealed that most manifestations of
discrimination are related to belonging to a particular gender.

- The analysis of the situation of equal gender opportunities in the labour
market revealed that, according to most respondents, gender equality does not
exist (68%). Men and women of different age estimated this issue differently:
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men (20%) and women (29.2%) of the age of 20-24 are likely to think that gen-
der equality exists, 71.7% of women and 39.3% of men of the age group of 25-
54 as well as 66.7% of women and 77.8% of men of the age group of 55—64
think it does not exist.

- The analysis of factors that condition equal gender opportunities shows
that the following reasons that mostly determine gender inequality were distin-
guished: ‘women’s discrimination in the labour market’ (19%); ‘lack of tole-
rance of the society’ (19%); ‘too little of women’s participation in politics” and
‘ineffective implementation of the existing policy of equal gender opportuni-
ties’ (18% respectively), ‘too little attention from representatives of the go-
vernment to the issues of equal opportunities of women and men’ (16%) as well
as 'persistence of customs, traditions, stereotypes and patriarchal provisions’.

- The analysis of opinions on governmental measures that encourage gen-
der equality revealed that what should be sought first of all is equal pay for
equal work for men and women (97%); secondly, it is suggested to educate the
society on issues of equal gender opportunities more actively (92%); the third
definite condition is to create opportunities for women to participate in go-
vernment of all levels. The importance of encouraging of men in raising and
taking care of children was also emphasised (84%) as well as ensuring of better
conditions for women to use financial resources (75%).

Evaluating the factors of sustainable gender representation in pursuit of a
professional career that have been discussed and based on the data of the empi-
rical study carried out, a hypothesis was raised that gender representation in
pursuit of a professional career does not reflect the demands of the society,
individuals and the state effectively enough and is not balanced effectively.

Conclusions. Sustainable gender representation in pursuit of a profes-
sional career requires precise planning and additional instruments in regard to
both the state which should grant social guarantees for women who are respon-
sible not only for the well being of their families and relatives but their profes-
sional opportunities as well and organizations which should change their atti-
tude towards their employees and involve women into decision making, pro-
vide flexible possibilities to combine both personal/family and professional life.
Therefore summarizing the theoretical analysis and the empirical study of sus-
tainable gender representation in pursuit of a professional career that was per-
formed, following conclusions are proposed in the thesis:
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1. Various changes existing and occurring in Lithuania is altering the
conception of the concept of a professional career and the problem of the gen-
der aspect.

2. Gender balance strategy requires full participation of women and men
in all fields of life, especially pursuit of a professional career. Not involving
women into decision making process not only restricts their power to act
equally with men but decreases representation of their interests in implement-
ing gender equality. One of the possible solutions to this problem and a possi-
bility for balance gender representation is to involve as many new participants
in the development of the process as possible.

3. A professional career is a system of elements, their complex. Acquisi-
tion and appliance of these elements enables to pursue a successful career (for
success is the objective of a professional career).

4. In a professional career women still face objective and subjective bar-
riers, especially when combing professional and family/personal life. If they
give priority to one field, they face pressure from the outside, if they try to bal-
ance both; they become ‘superwomen’ which in the long run begins to harm
them.

5. Results of the research show that one of the main obstacles for women
to pursue a professional career is difficulties of combining family/personal and
professional life. A rather sharp difference has been observed between men and
women that pursue a professional career as well as regarding equal gender op-
portunities in general. The situation of women in the labour market is difficult
as women are consciously and unconsciously forced to choose between fam-
ily/personal life and a professional career.

6. One of the main reasons that determine such situation is unpopularity
of systems of flexible working conditions, shortage of child care services and
non stationary social services for individuals nursed in families. Therefore it is
crucial to apply flexible work schedules (incomplete work day, work on chosen
hours, work from home) and therefore provide a possibility to combine fam-
ily/personal life and work.

7. Statistical data show that women’s representation on all levels of gov-
ernment is insufficient, a rather wide gap has been observed between men and
women what regards pay and generally gender situation in the labour market of
Lithuania.

8. A stereotyped attitude to the role of the woman in a family is still pre-
vailing nowadays which still complicates the integration of women into the
labour market, low level of society awareness regarding gender equality and
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equal opportunities is observed as well as non involvement of men into collec-
tive solution of the problems.

9. Absence of women'’s solidarity is one of the most important problems
that have to be solved. Lack of support to each other, clear misogyny prevents
from having a successful career and a possibility to realize oneself.

10. Analysis of the results of the research show that not only more time
but also ensuring more stable financial resources and more self-confidence is
necessary for active movement of women. Women themselves are subject to
underestimating themselves, they are not confident in their skills. However,
they are more interested than men in more active implementation of govern-
mental measures that encourage equal opportunities of men and women. Fac-
tors of lack of confidence, such as lack of support, fear of conflicts, intrigues,
physical abuse are constantly reinforced and consolidated by the state that lim-
its in the social and cultural area opportunities for women to pursue career and
successfully combine it with family/personal life.

11. Analysis of the statistical data and the data of the quantitative research
that was performed show that women have more difficulties in reintegrating
into the labour market after a break, at an older age they are less motivated to
plan their professional career, they are economically dependant on the support
provided by the state and their families.

12. Equal participation of women in the process of a personal professional
career and career of an organization is a necessary condition for implementa-
tion of gender equality. Analysis of the statistical data shows that the number of
women growing professionally is increasing, however, in governmental struc-
tures of countries of the world men are still dominating. Therefore sustainable
gender representation is important as the aim is to change the current society
into a society in which all individuals would feel equally safe and comfortable
regardless of their gender. Priorities of politics often need to be amended in
order to achieve this. In countries which have more women in the government,
priorities of politics change, women’s interests are better protected.

13. Based on theories of career and professional career analyzed on the in-
terdisciplinary level and the research performed it is claimed that balanced
gender representation in pursuit of a professional career allows both the indi-
vidual and organizations to seek one’s professional goals purposefully, ensures
and guarantees their success and competitive ability.

Recommendations. Based on the results of the research of scientific lit-
erature and the empirical study performed, the following recommendations are
presented in the thesis:
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1. To include non-governmental organizations, public bodies and busi-
ness entities and encourage employers to ensure favorable conditions for indi-
viduals to pursue a professional career combining it with family/personal life.

2. To legitimize in acts of law equal pay for work of equal value.

3. To implement more actively professional activity programmes in
small towns and villages. To carry out more often surveys of individuals seek-
ing to find out their attitudes towards employment programmes and their short-
ages, to find out their needs.

4. To ensure a possibility for inhabitants of small towns and villages to
use information technologies, to create conditions to express an opinion if any
form of discrimination occurs from the side of either the employer or the col-
leagues. To increase financing of such programmes and solution of problems
by taking advantage of support of local government and foreign countries

5. To encourage individuals to grow professionally seeking to improve
one’s skills and professional competences, to accept changing information and
learn to study constantly, to increase one’s qualification, to motivate to study in
educational institutions of formal institutional and informal education therefore
encourage professional competitive ability and more successful employability.
Purposefulness of development of professional competence determines success
of the process (constant studying) and the result (being employed) of profes-
sional competitive ability.

6. In the field of assessment of professional qualifications possibilities
should be sought to involve representatives of employers in processes of as-
sessment and recognition of professional qualifications acquired.

7. To encourage functioning of processes necessary for a modern and
flexible system of qualifications, e.g. creating a system of assessment and rec-
ognition of competences acquired through informal or independent studying
and an accumulation system of competences. When building a system of quali-
fications like that mechanisms and institutions should be projected to encourage
emergence and development of such missing processes.

8. To encourage employers to involve themselves in the process of bal-
anced gender representation in pursuit of a professional career by applying
flexible systems in organizations (assistance in regard to child care, services for
family members; holiday issues; work from home, flexible working hours, etc.)
as coordination of professional career and policies beneficial to the family de-
pends on the initiative of the employer, his motivation and attitude, the size of
the organization, financial resources, level of democracy and generally a ma-
ture and conscious culture of an organization. Advantage of applying such
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measures is evident — they attract new specialists, help to retain qualified em-
ployees, reduces absenteeism of employees, improves work atmosphere, its
profitability, competitive ability in the market and also maintains a positive
image of the company in the market and the society, increases confidence in the
employer and the organization what is extremely important in the modern
world

9. To involve in the process legal authorities and state policy makers that
emphasize encouragement of combining personal/family life and a professional
career, birthrate and growth of economics. The state should take measures seek-
ing to better compensate women’s work which is often regarded as requiring
less skills and valued inadequately what regards pay. Many jobs held by
women require various competences and skills and flexibility although
women’s pays do not reflect that. The tax system could be projected to ensure
that women that are also earners and earn less should not be taxed with the
same taxes as men who are the main earners in the family. Social benefits for
single parents should be granted along with support for the child and work in-
centives. Besides, free every day services (housework, child care and care of
family members) should also be calculated in order to reflect work load and
contribution more precisely.

10. Information measures should be created and developed on flexible
systems, their necessity and creation of conditions for combining professional
and family/personal life as well as to involve men in use of such programmes.

11. To encourage organizations, companies to use complex programmes
of motivation increase considering individual needs of employees and their
individual characteristics.

12. Involve everyone into decision making, both women and men because
all have to be balanced equally in governmental institutions. Equal participation
of women and men in decision making is not only a requirement of simple so-
cial justice and democracy. That is a prerequisite to seek transparent and re-
sponsible government, a guarantee for gender balance showing the composition
of the society. Active participation of both genders in framing politics and sug-
gesting solutions help to reflect the diversity of society better because represen-
tation of women on all levels of government in Lithuania is still insufficient.

13. Implementation of diversity policy and equal opportunities is encour-
aged not only for ethical and legal reasons but also seeking business results that
were planned. The biggest advantage of such implementation is improving
results of employee selection and retention, opening of opportunities of selec-
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tion of high qualification employees, an improving image and reputation of the
company, expansion of innovations and marketing opportunities.

14. To inform employers about characteristics of ‘soft’ management and
their importance in employing women and allowing them to seek a professional
career for the benefit of the company.
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Aisté Dromantaité-Stancikiené

SUBALANSUOTAS LYCIU ATSTOVAVIMAS SIEKIANT
PROFESINES KARJEROS

Santrauka

Globalizacijos procesai, spariai besivystancios modernios informacinés
jvairiis politiniai, vadybiniai, ekonominiai, socialiniai, kultiiriniai, ekologiniai ir
kt. procesai skatina poreikj nuolat atnaujinti zinias ir nei§vengiamai turi jtakos
naujoms visuomenés kompetencijoms, jglidziams bei pasauléziiirai formuotis.
Biitinybé kurti geresnj gyvenimg kyla i§ paties individo interesy ir poreikiy.
Taciau egzistuojancios problemos jvairiose vadybos, ekonomikos, politikos,
kulttros ir kitose srityse rodo, jog ne visiems asmenims yra sudaromos vieno-
dos galimybés. Todeél analizuojant zmogiskyjy istekliy valdymo perspektyvas
XXI amziaus kontekste labai svarbu atkreipti démes;j | Siuolaikinei visuomenei
aktualius konceptus — ly¢iy lygias galimybes bei profesinés karjeros planavima
ir valdyma.

Subalansuotas ly¢iy atstovavimas sickiant profesinés karjeros — biitina sa-
lyga lyc¢iy lygybei jgyvendinti. Statistikos duomeny analizé rodo, kad profesis-
kai tobuléjan¢iy motery kasmet daugéja, taciau jvairiose pasaulio Saliy valdymo
struktiirose ir organizacijose vadovaujanciy pareigy sarase ir toliau dominuoja
vyrai. Todél subalansuotas ly¢iy atstovavimas svarbus tuo, jog siekiama keisti
visuomene | tokig, kurioje vienodai saugiai ir patogiai jaustysi visi individai
nepaisant lyties, o svarbiausia — kad buty kuo efektyviau panaudojamas motery
zmogiSkasis kapitalas, t. y. juy kompetencijos ir galimybés.

Lygiy galimybiy diegimas organizacijose vykdomas ne tik dél etiniy ar
teisiniy priezasciy, bet ir siekiant uzsibrézty tiksly. Didziausia tokios subalan-
suotos politikos nauda — ne tik geri darbuotojy atrankos bei i$laikymo darbo
vietoje rezultatai, bet ir atsiveriancios aukstos kvalifikacijos darbuotojy pasirin-
kimo galimybés, pozityvus organizacijos jvaizdis ir reputacija, inovacijy ir
rinkodaros galimybiy i$plétimas, subalansuota ir lygiavertiSka organizacijos
veikla ir jos kultiira.

Temos aktualumas. Pastebétina, kad profesinés karjeros siekis siejamas

su tam tikromis ji atliekan¢iojo asmeninémis savybémis, o taip pat ir su lytimi.
Moterys ir vyrai visuomet dalyvavo darbo rinkoje, taciau jiems prieinamas
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konkretus darbas ir atlygis uz ta konkrety darba dazniau priklausé nuo tradicis-
kai priskirty etikeciy ,,motery darbas* ir ,,vyry darbas* nei nuo jy, kaip konkre-
¢iy individy, turingiy konkre¢ius gabumus ar kompetencijas, vertinimo. Sie
stereotipai varijuoja ir skiriasi jvairiais visuomenés istoriniais periodais. Siuo-
laikingje visuomenéje pastebima, jog tai, kas susij¢ su motery ir vyry galimy-
bémis siekiant pilnavercio jy vadybinio, ekonominio, politinio, socialinio po-
tencialo panaudojimo savo ir visuomenés gerovei, deja, keiCiasi labai létai.
Nykstant tradicinés Seimos institutui, keiciantis Seimos modeliui dél mazéjancio
santuoky ir augancio skyryby skai¢iaus, mazéjancio gimstamumo, kinta ir mo-
ters vaidmuo Seimoje bei visuomenéje. Visa tai kaip kompleksinés problemos
turi jtakos profesinei karjerai.

Motery aktyvumas Lietuvoje pastebimai didé¢ja ir darbingje, ir visuomeni-
néje veikloje, taciau toks pokytis vyksta per létai. Moteris, kaip ir vyras, yra
apmokama darbo jéga, dirbanti pilng darbo dieng istisus metus. Taciau nepai-
sant §io fakto, pastebimi Zymis skirtumai tarp vyry ir motery darbiniy patir¢iy.
Tai labai ryskiai pastebima iStekéjusiy ir turin¢iy vaiky motery arba vienisy
mamy atzvilgiu — jos intensyviai derina dvigubg darbin¢ nasta: apmokamg dar-
ba su namy priezitiros ir vaiky auginimo riipes¢iais skirtingai nei dirbantys vede
vyrai. Miisy stereotipinéje visuomengéje labai daznai biitent pareigos Seimai, o
ne profesiné veikla laikoma pagrindine moters pareiga ir pasaukimu. Nesant
galimybei ir nesudarant salygy moterims efektyviai derinti asmeninj, Seimyninj
ir profesinj gyvenimus, moterims trukdoma siekti profesinés karjeros ir riboja-
mos jy galimybés gauti atitinkamas pajamas. Be to, pastebimas ryskus pasi-
skirstymas vyry ir motery uzimamose pareigose ar atliekamuose darbuose.
Moterys ir vyrai vis dar grupuojami pagal skirtingus uzsiémimus, laikomus
»moterisku® ar ,,vyrisku“ darbu. Lyties atzvilgiu segreguota darbo rinka charak-
terizuojama tuo, kad yra grupé darby, kurivose dirba beveik vien vyrai, ir kita
grupé darby, tipiskai laikomy antrariiSiais, kuriuose paprastai dirba tik moterys.
Si skirtis apriboja jsidarbinimo galimybes abiejy ly&iy atstovams, tatiau ji ne-
palankesné dirban¢ioms moterims nei vyrams. Taip yra todél, kad tai, kas vadi-
nama ,,motery darbu‘, daznai turi negatyvy atspalvj. Todél ly¢iy subalansuotu-
mas siekiant profesinés karjeros reikalauja jvairiapusio problemos iStirtumo,
analizés ir sprendimy priémimo.

Kita vertus, individo darbinés veiklos problemai Siuolaikinéje visuomenéje
itakos turi ir pacios karjeros savokos virsmas. Vizija apie vieng, pastoviai vyks-
tancia konkrecios krypties saugia karjera, susieta su vienu darbdaviu, nyksta.
Nuolatiniai poky¢iai vercia ir darbdavius, ir pacius darbuotojus kelti kvalifika-
cija, tobulinti jgidzius ir kompetencijas, jsisavinti naujas globalias strategijas.
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Darbdavys ir darbuotojas, norédami biiti aktyvis ir produktyviis pasaulio rinkos
dalyviai, turi baiti lankstdis ir nuolat domeétis ne tik juos supancia aplinka, bet ir
jvairiomis kitomis pasaulio tendencijomis. Tai reiksty, kad ir organizacijos, ir
darbuotojai turi mokytis nuolat, visa gyvenimg. Tuo pat metu individas turi
gebéti ne tik valdyti savo karjera, bet ir asmeninj gyvenima, t. y. sugebéti sude-
rinti asmeninius, Seimyninius poreikius su profesiniais. Tokiu biidu karjeros
sagvoka Siame kontekste praranda savo klasiking samprata jvesdama naujy ter-
miny, naikindama stereotipus ir griaudama klasikines nuostatas. Nauja kintan-
¢ios visuomenés buklé iSprovokuoja atsirasti naujoms karjeros kryptims, to-
kioms, kaip profesiné karjera, kuri trunka visg individo gyvenimg. Nepaisant
karjeros sampratos transformacijos, moterys vis dar patiria nemazai sunkumy
sieckdamos profesinés karjeros ir tam jtakos turi jvairts veiksniai: motery uzim-
tumo tendencijos Lietuvos darbo rinkoje, poziiirio j ly¢iy lygybe stereotipai,
diskriminacija darbo rinkoje, lygiy galimybiy politikos klausimy nesprendimas,
darbuotojy ir darbdaviy santykis, emigracijos ir migracijos klausimai, §eimos ir
profesinés veiklos derinimo sunkumai ir pac¢iy motery asmeniniy savybiy rinki-
nys, leidziantis arba varzantis jy lyderiavimo pozicijy galimybes.

Naujg poziiirj ] moters aktyvuma profesinéje veikloje lemia ne tik demok-
ratinés visuomenés raidos tendencijos, bet ir saves suvokimo pokyciai per ne-
pertraukiamg mokymasi, tobuléjimg ir prisitaikyma prie nuolat kintanciy rinkos
ir socialiniy salygy bei aplinkybiy. Motery zmogiskyjy istekliy ir jy potencialo
tendencingas augimas, demografinis Europos gyventojy senéjimas bei kitos
globalios priezastys reikalauja skirti daugiau démesio ir pagalbos ypatingoms
socialinéms grupéms, ypa¢ moterims, kurios, derindamos profesinius ir asme-
ninio/Seimos gyvenimo vaidmenis, budamos atsakingos uz Seimos nariy bei
artimyjy globg patiria nemazai streso ir ne visada realizuoja savo profesines
aspiracijas. Stereotipai tampa rimta kliitimi siekiant subalansuoto motery bei
vyry dalyvavimo visuomeninéje veikloje ir asmeniniame bei Seimos gyvenime.

Temos mokslinis iStirtumas.

Disertacijos teorinj ir praktinj tyrimo pagrinda sudaro jvairiy socialiniy
moksly krypciy koncepcijy analizé apie subalansuotg lyCiy atstovavimg siekiant
profesinés karjeros, taip pat lyCiy subalansuoto modelio sukiirimas ir praktiniy
rekomendacijy parengimas.

Karjeros klausimais Lietuvoje atlikta nemazai moksliniy tyrimy, pateikta
aktualiy moksliniy straipsniy. Vienus svarbiausiy ir konkrec¢iai motery profesi-
n¢ karjera, jos specifinius klausimus asmenybés raidos kontekste, socialiniy
santykiy srityje, asmenybés ir socialiniy santykiy sarySyje atsiradusiy jtampu
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laukus ir prieSpriesas, moters karjeros specifikos klausimus nagrin¢janciy darby
norétysi isskirti S. Zukauskienés ir R. Sakalytés (2003) mokslinj tyrima ,,Mote-
ry profesiné karjera™ bei A. Valackienés (2001, 2003), J. Reingardés (2004,
2005, 2006), O. Rakauskienés (2007) mokslo tyrimus. Apie karjeros sampratos
kaitg ir jos projektavimg organizacijose psichologiniais aspektais analizuota D.
Augienés (2009) ,,Nuo profesijos pasirinkimo iki profesinés veiklos organizaci-
joje“, R. Adamonienés (2006) ,,Karjeros projektavimas ir valdymas®, R. Polu-
janskienés (2008) ,,Darbo ir karjeros psichologija“, P. Orienienés (2006) ,,Kar-
jeros projektavimo paradigma socialinés atskirties prevencijai®. Labai svarbu
paminéti A. SalGiaus ir A. Sakalo (1997) darbus nagrinéjant karjera ir jos val-
dyma iSskiriant individo karjera lemianciy veiksniy grupes; V. Kanopienés
(1997, 1999, 2000) analizuojama socialin] ir profesinj Lietuvos motery mobi-
luma, diskriminacijos darbo rinkoje formas, demografinius procesus, vaidmeny
Seimoje aspektus; A. Mitriko (1996, 2000) subjektyvy motery padéties visuo-
menéje vertinimg; G. Purvaneckienés (1998, 2000, 2009) darbo rinkos segmen-
tacijos pagal lytj tyrimus; V. StaniSauskienés (1999, 2000) mokslinio pozitirio
raidg karjeros sampratos Lictuvoje kontekste ir karjeros rengimosi proceso
socioedukacinius pagrindus bei prielaidas; V. Sildauskienés (2005, 2006); M.
Taljuinaités (2002), A. Zvinklienés (2002, 2003) motery karjeros galimybiy ir
trukdziy analize. Karjeros kaip pasiekimo, profesijos, nuoseklios darbo tasos
pabréziant kokybinj asmens augima, laiko dimensijg ir karjeros procesualuma,
chronologiskumga bei karjeros valdymo organizacijose principus savo darbuose
analizavo R. Kucinskiené (2003), V. StaniSauskiené (2004), N. Petkeviciité
(1998a, 1998b).

Asmenybés profesinés raiskos ir profesinio konsultavimo aspekta nagrine-
jo L. Jovaisa (1981,1999), profesijos rinkimosi teorijas, profesinio kelio pasi-
rinkimo, pasitenkinimo darbu klausimus aptaré R. Lauzackas (1999), B. Pociii-
té (1997), D. Beresneviciené (1990, 2002), B. Jatautaité (1993), R. Petrauskaité
(1996), 1. Gudaitiené (1998), V. Naskauskiené (1998). Edukologing ir psicho-
loging karjeros problematika tyré A. Railiené (2010), Z. Baltriiniené ir V. Vol-
beriené (1998); K. Pukelis (1994, 1995a, 1995b, 1995c, 1996, 1998a, 1998b,
2002), A. Pundziené (2002), A. Dirzyté, L. Klimantavicitté, V. Jakimaviciené
(2004). Taip pat paminétini L. Stankevicienés ir D. Lobanovos (2006), A. Rai-
pos ir A. Velickos (2003) darbai, analizuojantys karjera per vieSojo sektoriaus
ir apskritai, darbuotojy motyvavimo prizm¢ privataus ar vieSojo sektoriaus
organizacijose.

UZsienio autoriy, tyrinéjusiy karjeros ir profesinés karjeros teorija yra ne-
mazai, taciau i§ jy paminétini keli ryskiis mokslininkai, turéje jtakos véliau

32



susiklosc¢iusioms karjeros teorijoms. Vienas jy yra D. T. Hall’as, kuris nuosek-
liai aptaré karjeros samprata pabrézdamas lankstaus darbo galimybes, Seimos ir
darbo suderinamumo, Seimos ir darbo konflikto iSvengiamumo, darbo ir asme-
ninio gyvenimo integravimo perspektyva. H. Perkin’as (1996) analizavo karje-
ros sagvokos virsma ir kitima Siuolaikinéje visuomenéje meritokracijos rémuose
teigdamas, jog zmogaus padétj visuomenéje nulemia tik jo gabumai. D. Levin-
son’as (1996) tyré vyry ir motery karjeros klausimus ir i§skyré jy karjeros rai-
dos etapus psichologijos moksly perspektyvoje pabrézdamas svajonés apie
karjera, vadovavimo jai svarbg ir vidutinio amziaus krizés reikSming jtaka. U.
Sekaran’as (1983) nagrinéjo dirbanéiy pory gyvenimo kokybe ir ja veikiancius
faktorius. Anot mokslininko, moterys, trokSdamos karjeros, iesko pasitenkini-
mo darbe, kuris, jy manymu, yra labai svarbus komponentas, nurodantis gyve-
nimo kokybe.

Karjeros ir profesinés karjeros teorijos jvairiausiais aspektais analizuotos
J. Holland‘o (1985), S. Fukuyama‘os (1980,1984), J. Acker‘io (1990), E. Sch-
ein‘o (1995), D. Super‘io (1992), J. H. Boose (1984), R. V. Dawis (1992,
2000), M. J. Driver‘io (1982), E. Goffman’o (1959, 1961, 1961) bei daugelio
kt. Karjera ly¢iy aspektu nagrinéta D. M. Austin (1988), A. A. Berthoin, D.
Izreali (2006), B. J. Elshtain (1987), H. S. Farmer (1985), C. R. Frenier (2009),
L. S. Gottfredson (1981), B. Gutek, L. Larwood (1987) ir kt. uzsienio moksli-
ninky.

Mokslinio darbo naujumas. Anksciau atliktuose tyrimuose subalansuotas
lyciy atstovavimas siekiant profesinés karjeros taikant vadybos mokslo pasie-
kimus specialiai néra tirtas, juose pasigendama iSsamios profesinés karjeros
problemy analizés subalansuoto ly¢iy atstovavimo aspektu. Todél disertacinia-
me darbe siekiama kompleksiskai ir tarpdisciplininiu mokslo jzvalgy pozitriu
nagrinéti esamas ne tik motery, bet ir apskritai, ly¢iy lygias galimybes ir jy
problemas Lietuvoje siekiant profesinés karjeros, analizuoti jy veikimo priezas-
tis ir trukdZius bei numatyti sprendimo btidus sukuriant prielaidas subalansuotai
ly¢iy profesinés karjeros plétrai. Sios prielaidos kuriamos per subalansuoty
rodikliy sistemos (SRS) modelj analizuojant keturiy elementy blokus: asmeny-
bés savybiy ugdyma, iSsilavinimg ir mokymosi visa gyvenima svarba; darbo
rinkos ir organizacijos situacija; profesinés karjeros ir asmeninio/Seimos gyve-
nimo derinimg uztikrinancias priemones bei motyvacijos prielaidas.

Disertaciniame darbe remiamasi nuostata, kad ir vyrai, ir moterys turi ly-
gias teises j profesing karjera, yra kalbama apie abiejy ly¢iy galimybes derinti
profesing veikla ir asmeninj/Seimos gyvenima ir nelaikyti socialinio suderina-
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mumo problemos tik motery rupeséiu. Vyry (tévy) vaidmen;j reikty vertinti
platesniame kontekste, kuriame svarbu pabrézti, kad daznai vyrai yra tarsi
,,hematoma lytis®, kadangi tradici$kai nebuvo institucijy ar profesiniy diskusijy
apie vyry gyvenimo salygas, nebuvo keliamos su tuo susijusios problemos.
Tad, deja, daZniausiai stereotipiskai toks asmeninés/Seimos ir profesinés veik-
los derinimas yra siejamas su moteriSskaja problema, nes moterys labiau lavi-
ruoja derindamosi prie jvairiausiy veiksniy ir asmeniniame/Seimos gyvenime, ir
profesingje veikloje. Kadangi siejama tik su moteriskaja lytimi, $i sgvoka imp-
likuoja tradicinj darbo pasidalijima, nes vyrauja nuomong, kad derinimo pro-
blema — tai problema, kurig turi spresti pacios moterys ir kad tai néra vadybiné,
socialiné, ekonominé, politiné problema. Derinimas turimas minty uztikrinant
subalansuotg ly¢iy dalyvavima sprendziant darbo ir Seimos derinimo problema
visais gyvenimo laikotarpiais, dalyvaujant sprendimy priémime tiek asmeninio,
tiek visuomeninio gyvenimo kontekste. Vis daugiau motery suvokia profesing
veiklg kaip neatsiejamg jy tapatybés dalj. Tai rodo faktas, kad motery, dalyvau-
janciy darbo rinkoje, per paskutinj deSimtmetj padaugéjo. Tai ypaé¢ akivaizdu
pagrindinése amziaus grupése, t. y. 29-45 m. §io amziaus moterims tenka sun-
kiausia Seimos pareigy nasta. Taciau kartu tai yra ta amziaus grupé, kuomet
baigus studijas, keliant kvalifikacija pradedama siekti konkrecios asmeninés
profesinés karjeros. Tad profesinés veiklos ir Seimyninio/asmeninio gyvenimo
derinimo problema analizuojama platesniame kontekste atsizvelgiant i jvairius
veiksnius, kurie daro jtaka Siai problemai atsirasti ir vertinti rySius tarp ty
veiksniy. Taip pat reikty atkreipti démesj ne tik i darbo rinkoje esancias gali-
mybes ir salygas, bet ir | paramg Seimai teikiancias sistemas, kuriomis $eima
galéty pasikliauti.

Moksliniy veiksniy analiz¢ leidzia teigti, jog profesiné karjera yra svarbi ir
vyrams, ir moterims vienodai, ir remiantis $iuo aspektu disertacijoje analizuo-
jama ir akcentuojama ly¢iy subalansuoto atstovavimo problema karjeros val-
dymo kontekste.

Tyrimo tikslas — istirti Lietuvos gyventojy nuomone apie lyCiy subalan-
suotg atstovavimg siekiant profesinés karjeros ir pateikti modelj, leidziantj pa-
siekti optimaly subalansuotumo lygmenj, parengti iSvadas ir praktines reko-
mendacijas.

Tyrimo objektas — vyry ir motery poziiiris | subalansuotg lyciy atstova-
vima siekiant profesinés karjeros Lietuvoje.

Disertacinio darbo ir empirinio tyrimo uzZdaviniai:

1. Tarpdisciplininiu pozitiriu iSanalizuoti savoky klasikiné ir profesiné kar-
Jera traktuotes zmogiskyjy istekliy ir organizacijy vadyboje.
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2. Apibrézti subalansuoto lyCiy atstovavimo siekiant profesinés karjeros
socialiniy moksly kontekste samprata.

3. I8analizuoti subalansuotam ly¢iy atstovavimui siekiant profesinés karje-
ros jtakos turin¢ius subjektyvius ir objektyvius veiksnius:

- vyraujanéius ly¢iy stereotipus profesinés karjeros kelyje;

- santykiy modelj Seimoje ir galimybes derinti asmeninj/Seimos gyvenima
siekiant profesinés karjeros;

- pozitirj j galimybes siekti profesinés karjeros;

- situacija motery profesinés karjeros kelyje;

- nuomones apie ly¢iy lygiy galimybiy padétj.

4. Parengti subalansuoto ly¢iy atstovavimo jgyvendinimo modelj, pritaiky-
ta Lietuvos situacijai.

Disertacijoje naudojami mokslinio tyrimo metodai:

- mokslinés literatiiros Saltiniy ir teisiniy akty analize,

- kiekybinis tyrimas: standartizuota anoniminé respondenty apklausa (ty-
rimas remiasi trianguliacijos koncepcija, kai derinama deskriptyvi teoriné ana-
lizé su interaktyvia apklausa bei apklausa rastu);

- statistiniai metodai, taikyti duomeny apdorojimo procese (aprasomoji
statistika, dazniy analizé, instrumento patikimumo (reliabilumo) analizé, kore-
liaciné analizé, pasikartojantys duomenys apskai¢iuoti kryzminémis (dvimaté-
mis) dazniy lentelémis (Crosstabulation tables, Crosstabs). Apklausos ankety
duomenys buvo apdoroti naudojant naujausig statisting programin¢ jranga
PASW 18 (Statistic Data Editor) programingé jranga, kuri pripazinta pasaulyje
kaip viena geriausiy vykdant sociologinius ir psichologinius tyrimus bei apdo-
rojant anketavimo duomenis.

Iskelta disertacinio darbo hipotezé — lyciy atstovavimas siekiant profesi-
nés karjeros Lietuvoje neatitinka asmeniniy, visuomenegs ir valstybés poreikiy ir
néra efektyviai subalansuotas.

Teorinis ir praktinis disertacinio darbo naujumas ir reik§mingumas:

- Pateikta subalansuoto ly¢iy atstovavimo siekiant profesinés karjeros kon-
cepcija socialiniy moksly kontekste.

- Atskleistos ir pagristos karjeros ir profesinés karjeros teorinés prielaidos.

- I8skirtos ir pagristos profesinés karjeros modelio pagrindinés charakteris-
tikos.

- Sukurtas ir mokslinés analizés pagrindu pagrijstas teorinis profesinés kar-
jeros modelis.
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- Nustatyti ir iSanalizuoti pagrindiniai subalansuotam ly¢iy atstovavimui
siekiant profesinés karjeros jtakos turintys subjektyvis ir objektyvis veiksniai:

- i8rySkinti vyraujantys lyCiy stereotipai profesinés karjeros kelyje,

- iSnagrinétas ir pagrjstas santykiy Seimoje modelis ir galimybés derinti
asmeninj/Seimos ir profesinj gyvenimus;

- pateiktas poziiris ] galimybes siekti profesinés karjeros bei motery situa-
cija profesinés karjeros kelyje,

- pagrjsti pasiiilymai vyriausybei apie jos vaidmenj skatinant lygias lyciy
galimybes.

- Pateikiamos i$samios rekomendacijos organizacijoms, vyriausybei, savi-
valdos institucijoms, kaip planuoti ir jgyvendinti subalansuota ly¢iy atstovavi-
mg Lietuvoje.

Disertacijos struktiira ir apimtis. Darbas susideda i§ jvado, dviejy teori-
niy daliy ,,Tradiciné ir profesiné karjera kaip tarpdisciplininiy tyrimy objektas*
ir ,,Subalansuoto ly¢iy atstovavimo siekiant profesinés karjeros teorinés ir prak-
tinés prielaidos™ ir empirinio tyrimo dalies ,,Subalansuoto ly¢iy atstovavimo
siekiant profesinés karjeros tyrimas*, i§vady, literatliros sgraso ir priedy. Diser-
tacijoje pateikta 13 lenteliy, 45 paveikslai, 3 priedai. Darbo apimtis — 179 pus-
lapiai. Panaudoti 277 literattiros Saltiniai.

Pirmoje teoringje dalyje ,, Tradiciné ir profesiné karjera kaip tarpdis-
ciplininiy tyrimu objektas* atskleidziamos karjeros (tradicinés, klasikinés,
organizacinés) ir profesinés karjeros sgvokos, jy traktuotés pagrindiniuose
zmogiSkuosius iSteklius nagringjanciy autoriy moksliniuose darbuose, nagriné-
jamos karjeros vadybos teorijos istakos, karjeros planavimo ir valdymo teorinis
pagrijstumas, analizuojami klasikinés ir profesinés karjeros modeliai, pateikia-
ma pagrindiniy profesinés karjeros teorijy analizé, pagrindziama profesinés
karjeros planavimo svarba.

XXI amziuje kinta ne tik vadybinés, politinés, ekonominés, socialinés ir
technologinés sferos — socialinés transformacijos jgalina keisti(-s) ir pozitirj/-iui
i zmogiskyjy istekliy vadyba. Sie poky¢iai kuria pasaulj be riby (ang. bounda-
ryless) ir ineSa naujoviy | nusistovéjusias sgvokas, pavyzdziui, tokias, kaip
karjera. Siuolaikinéje visuomenéje masinés informacijos priemonés taip pat
skiria nemazai démesio karjeros aspektui. Jo populiarumg galima paaiskinti tuo,
jog socialiai s€ékmingo zmogaus jvaizdis visuomengje yra labiau priimtinas ir
pageidautinas nei nesé¢kmingo. Tai pasitikin¢io savimi, savarankisko, ryztingo,
drasaus, nebijancio isSukiy ir originaliy problemy sprendimo bidy, jauno, pe-
rspektyvaus ir daug pasiekusio karjeroje Zzmogaus jvaizdis. Vartojimo kultliros

36



konstruojamos vertybés karjeros reikSmei sukuria dvejopa pridéting verte: vie-
na vertus, teigiama, kadangi yra siejama su didelémis galimybémis, kita vertus,
neigiamg, nes Cia ir dabar noro turéti ir vartoti konstruktas vercia uzsibrézti
nepamatuotus ir ne visy galimybes atitinkanéius tikslus, kurie, ilgainiui nereali-
zuojami, zlugdo asmenybe. Cia didele reikime vaidina $eima, mokymosi insti-
tucijos, organizacijos, visuomené, ekonomika, asmenybés issilavinimas ir kva-
lifikacija, tikslai, likesciai ir jvairios kultiirinio gyvenimo nuostatos.

Anot brity mokslininko J. H. Perkin‘o (1996), §is pasaulis yra profesiona-
liy eksperty pasaulis. Trecioji revoliucija Zzmonijos istorijoje, prasidéjusi nuo II
pasaulinio karo, vadinama specialisty revoliucija. Auksta kompetencija ir gebé-
jimais pasizymintys darbuotojai ir tarnautojai dirba jvairiose srityse pradedant
valstybinémis ir valdymo institucijomis ir baigiant medicinos, mokslo, meno,
laisvalaikio ir pramogy sritimis. Si profesiné, arba specialisty, revoliucija
griauna nusistovéjusia sampratg apie vieng pastovia, su vienu darbdaviu susiju-
sig karjeros koncepcijg ir jneSa naujy aspekty j §j nusistovéjusj reiskinj, ir |
pacios sgvokos profesija sampratg. Kintanti karjeros sgvoka tampa sunkiai
apibréziama (angl. boundaryless), kadangi Zzmonés vis labiau atviréja daugialy-
pei patirciai, kuri ne tik praturtina, bet ir sukelia painiavos, nes yra sudétinga.
Todél apie ja kaip apie vieng esminiy Zzmogaus gyvenimo aspekty biitina kalbéti
pasitelkiant naujas, karjera tyrinéjancias teorijas. Karjera analizuoti svarbu dar
ir todel, kad ji atspindi asmens darbinj gyvenimg. Daugeliui darbas yra vienas
svarbiausiy faktoriy, apibrézianciy gyvenimo kokybe. Antra, darbas — pagrindi-
né socialiné sritis, kurioje igyjama socialiné lygybé, gyvenimo jvairove ir as-
meniné laisvé. Kadangi darbas yra svarbus asmeniui, o darbiné karjera pripazjs-
tama kaip esminis politiniy ir socialiniy poky¢iy taikinys, organizacijos privers-
tos teikti daugiau démesio darbuotojy karjeros patirciai, o pats asmuo tampa
suinteresuotas nuolat save tobulinti. Todél vienas svarbiausiy aspekty kintan-
¢ioje karjeroje yra tas, kad pats asmuo turi biiti labai stipri asmenybé, kad galé-
ty naudotis vidiniu kompasu siekdamas karjeros. D. T. Hall‘as (2002) teigé, kad
asmenybés tobuléjimas yra metakompetencija, kurios reikia norint patirti
psichologing sékme per visa karjeros laikotarpj. Metakompetencija — tai auks-
tesnio laipsnio gebéjimai, leidziantys asmeniui jgyti naujy kompetencijy. Nuo-
lat kintan¢iame pasaulyje asmens raida susiduria su i$Stkiais, kurie skatina
asmenj tobuléti. Kai asmuo néra pajégus tobuléti ir vadovautis stipriu vidiniu
kompasu, rezultatas tampa chameleoniSkas, t. y. sékmé pasiekiama greitai,
taciau ji néra pastovi ir néra pasirengimo spartiems pokyciams. Tad sékmingai
kintanti karjera reikalauja biiti labai lanksciu ir prisitaikanciu, taciau prisitai-
komumas turi biiti nukreiptas j stipry ir iSgryninta saves jutima. Moksliniy Sal-
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tiniy analizé karjeros aspektu byloja, jog karjera yra formuojama individo pas-
tangy ir metakompetencijy déka.

Asmuo, vienaip ar kitaip susiejgs save su konkrecia veikla, nuolat jg gry-
nina ir tobulina. Tokia jo darbiné veikla ir patirtis, trunkanti visg gyvenima,
ivardinta profesine karjera. Profesinés karjeros koncepcijos analizé moksli-
niuose Saltiniuose rodo, jog sinonimiskai $is terminas gali biiti jvardintas labai
jvairiai, t. y. profesiné karjera gali biiti vadinama gilumine, kintama (angl. pro-
tean), esmine (angl. quintessential career), asmenine sgmoninga karjera. Visy
ju kryptis — horizontalusis lygmuo, o pagrindinis tokios karjeros aspektas —
asmens psichologiné sékmé, ir Sia koncepcija remiamasi disertaciniame darbe.

Profesing karjerq galima apibrézti ir kaip racionalius profesijos pasirinki-
mo ir karjeros planavimo rezultatus. Karjera (tiek vertikalia, tiek horizontalig)
galima pradéti planuoti tik tuomet, kai zmogus yra apsisprendgs dél profesijos,
t. y. pasirenka profesija, nes kiekviena karjeros plana salygoja konkrecios pro-
fesijos prigimtis. Profesiné karjera per se nebitinai reiskia sekme ar greita/léta
pazangg. Pagrindinis tikslas — suvokti, kas vyksta per karjeros procesa vietoj to,
kad vertintume, kaip sékmingai asmuo jj vykdo ir valdo. Tokiu btidu profesinés
karjeros sékme¢ ar nesékme geriausiai jvertina pats asmuo, kurio karjera yra
pakankamai apgalvota. Profesine karjera sudaro elgesys ir pozidris, t. y. daly-
kai, kuriuos asmuo daro ir jaucia. Profesine, arba subjektyvigja karjera sudaro
vertybés, poziliriai ir motyvacijos, kurios apima asmens augimg ir kurios la-
biausiai pasireiSkia zmogui senstant. Profesiné karjera yra procesas, su darbu
susijusios patirties pasekmé (darbiné). Bet koks darbas, mokamas ar nemoka-
mas, jvykdytas per ilga laiko tarpa gali sudaryti karjera. Profesiné karjera pla-
Cigja prasme aiSkinama kaip darbo proceso ir darbo turinio tikslingas atitikimas
vykdant darbines uzduotis, atlickant tam tikras funkcijas. Zmogus laipsniskai
jauga ] profesing ir socialing aplinkg ir taip susidaro galimybés siekti profesinés
karjeros. Siaurgja prasme profesiné karjera aiSkina asmens profesijos pasirin-
kimga ir karjeros planavimo strategijas — individo gebéjimus, vertybes, interesus.
Siy elementy visumos jvaldymas, kuris leidZia asmeniui save ,,parduoti® pagei-
daujamam ,,pirkéjui®, t. y. darbdaviui norima kaina ir sglygomis, tampa indivi-
dualios, arba kitaip tariant, profesinés karjeros vadyba.

Taip pat pirmajame disertacinio darbo skyriuje nagrinéjamos karjeros va-
dybos teorijos iStakos, suformuotos jvairiy moksliniy paradigmy pagrindu,
pavyzdziui, struktirine, arba galimybiy teorija (P. M. Blau, J. M. Roberts);
biheivoristiné (elgsenos) teorija, arba socialinio iSmokimo (J. Krumboltz);
bendruomeninés sqveikos teorija (B. Law); asmenybés teorija (A. Roe); spren-
dimy priémimo teorija, arba taikomoji teorija; kognityviné teorija; konstrukto
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teorija (G. Kelly); racionalaus profesijos pasirinkimo teorija (S. Fukujamos);
mokymosi karjerai teorija (B. Law); profesijos pasirinkimo teorija (J. L. Hol-
land); profesinio pasirinkimo teorija (D. Super) ir kt. Mokslinéje literatiiroje iy
teorijy konstruktai ir modeliai yra priskiriami klasikinéms karjeros vadybos
teorijoms.

Apibendrinant mokslinés teorijos analizg profesinés karjeros aspektu, iy
savoky sampratas zmogiskyjy istekliy vadyboje ir i$skiriant pagrindinius vidi-
nius (P) ir i$orinius (£) veiksnius, turinCius jtakos planuojant profesing karjera,
jie apjungiami | viena bendrg sudétinj ir iSpléstinj modelj, kuris pateikiamas
disertaciniame darbe.

Antroje teorinéje dalyje ,,Subalansuoto ly¢iy atstovavimo siekiant pro-
fesinés karjeros teorinés ir praktinés prielaidos* analizuojama subalansuo-
tos veiklos koncepcija ir jos iStakos, pateikiama subalansuoty rodikliy sistemos
(SRS) schema, kurios pagrindu analizuojami pozityvils ir negatvils veiksniai,
turintys jtakos subalansuotam ly¢iy atstovavimui siekiant profesinés karjeros.

Kaip rodo mokslinés literatiiros analizé, sgvoka subalansuota veikla (angl.
sustainable, balanced) yra suprantama kaip naudojamy metody visuma jvairio-
se srityse — politikoje, valdyme, ekonomikoje, aplinkosaugoje, kulttiroje ir pan.,
kuriais siekiama uZztikrinti raidg, tenkinan¢iag zmoniy gerove dabartyje nesuma-
zinant ateities gerovés perspektyvy.

Pastaraisiais deSimtmeciais lyCiy lygybés, arba subalansuoto ly¢iy atstova-
vimo politika iSgyvena transformacija, susijusig ir su pacios ly¢iy lygybés sam-
pratos pokyd¢iais, ir su padidéjusiu ES vaidmeniu formuojant §ig politika. Nuo
1990 m. vidurio vis stipréjantis konsensusas Europos Sajungoje (ES) dél lygiy
galimybiy ir ly¢iy aspekto integravimo | visas veiklos sferas svarbos turéjo
jtakos tam, kad $i problema biity oficialiai pristatyta Europos uzimtumo strate-
gijoje (EUS; angl. European Employment Strategy (EES)). Valstybés narés
jsipareigojo aktyviai spresti motery ir vyry lygiy galimybiy klausima rengda-
mos ir jgyvendindamos jstatymus bei kitus teisés aktus, organizuodamos politi-
kos ir administracines veiklos kryptis, susijusias su darbo rinka, uzimtumu,
profesiniu tobuléjimu bei darbo salygomis. 1996 m. Europos Komisijos komu-
nikatu ly¢iy lygybés klausimas jtrauktas j visas ES politikas ir visus veiksmus.
Komunikate teigiama, jog sistemingai, aktyviai ir atvirai turi biiti atsizvelgiama
1 ly€iy aspekta, motery ir vyry galimybes tokiose srityse:

- uzimtumas ir darbo rinka,

- motery verslas, motery darbas sutuoktinio smulkiame ir vidutiniame
versle,

- Svietimas ir mokslas,
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- Zmogaus teises,

- valstybiy vystymo politika,

- ES darbo istekliy politika.

Subalansuotas lyCiy atstovavimas suprantamas kaip galimybiy, apribojimy
ir poky¢iy jtaka, reikSminga ir vyrams, ir moterims. Partnerystés ir lygybés
klausimas tarp vyry ir motery yra stipriy Seimy ir perspektyvios visuomenés
pagrindas sparciai besikeician¢iame pasaulyje. Mizoginiskas pozitiris rodo, kad
vis dar egizstuoja motery diskriminacija. Moksliniai tyrimai byloja, jog moterys
kaip socialiné grupé buvo nuolat sistemingai i§stumiamos i$§ sprendimy prié-
mimo visuomenéje, diskriminuojamos ir nejsileidziamos i dominuojancias
grupes, kurios gyvuoja kity grupiy saskaita. Tokiomis grupémis yra laikomos,
pavyzdziui, valdzios strukttiros, kurios yra disbalanso, marginalizacijos ir konf-
likty priezastimi visuomengéje.

Mokslinés literatiiros apie subalansuotg ly¢iy atstovavima siekiant profesi-
nés karjeros analiz¢ ir tyrimo problemos pagrindimas atskleidé, kad profesiné
karjera ly¢iy aspektu kaip tyrimo konstruktas beveik netyrinétas reiskinys. To-
dél skatinant subalansuotg lyCiy atstovavimg siekiant karjeros norima kurti
taikia, demokrating ir klestin¢ig visuomene, kurioje vyrai ir moterys iSsilaisvina
i$ jiems priskirty tradiciniy, stereotipiniy socialiniy vaidmeny bei lyties sglygo-
ty suvarzymy ir orientuojasi j save patj, | savo kokybing veikla. Mokslo tyrimai
atskleidzia, kad jei moterys yra pakankamai skatinamos jsitraukti i darbo rinka,
arba tiesiog yra subalansuotai atstovaujamos, yra jmanoma pasalinti ly¢iy nely-
gybe profesinés karjeros srityje bei atlyginimo, paaukstinimo ir i§laikymo klau-
simais. Pozityviy veiksmy programos ir kovos su diskriminacija politika kreipia
démesj | subalansuotg ly¢iy atstovavimg siekiant profesinés karjeros. Konsulta-
vimo, mokymo programos ir specialios uzduotys, jvairiy iniciatyvy skatinimas
gerinant profesinio ir asmeninio/Seimos gyvenimo pusiausvyra, pavyzdziui,
lankstus darbo grafikas ir vaiky prieziiiros parama bei kitos populiarios prie-
monés uztikrina galimybes moterims neissibraukiant i§ darbo rinkos siekti pro-
fesinés karjeros.

Kita vertus, socialiniy, ekonominiy reiskiniy, politikos ir vadybos moksli-
nés literatiiros analizé rodo, jog siekiant subalansuoto ly¢iy atstovavimo profe-
sinés karjeros kelyje neiSvengiamai susiduriama su subalansuoty rodikliy si-
stemos keturiuose elementy blokuose esanciais pozityviais ir negatyviais veiks-
niais, kurie padeda arba trukdo aktyviai siekti profesinés karjeros, diskriminuo-
ja viena ar kita lytj atlyginimo atzvilgiu, sukelia sunkumus derinant profesinj ir
asmeninj/Seimos gyvenimga ir pan. Prie pozityviy veiksniy priskirta:

- ly¢iy lygiy galimybiy teisinés bazés buvimas,

40



- asmens savybiy ugdymo profesinés karjeros valdymo kelyje svarba,

- iSsilavinimo bei mokymosi visg gyvenima tendencijos profesinés karje-
ros tobuléjimo procese,

- pozityviai kintan¢ios visuomenés nuostatos ly¢iy atzvilgiu.

Negatyviis veiksniai yra $ie:

- sunkumai derinant asmeninio/$eimos gyvenimo ir profesinés veiklos jsi-
pareigojimus,

- nepalankus darbdaviy pozitiris | motery profesinés karjeros siekj (orga-
nizacijos),

- diskriminacija darbo rinkoje,

- vis dar gajis stereotipai.

Ivertinant minéty veiksniy svarbg lyCiy profesinei karjerai, disertaciniame
darbe pateikiamas apibendrintas subalansuoto ly¢iy atstovavimo siekiant profe-
sinés karjeros modelis, kurio elementai yra tarpusavyje susij¢ priezasties-
pasekmés ry$iais, lemianciais subalansuotumg. Analizuojant, planuojant, orga-
nizuojant, valdant ir sprendziant kiekvieno etapo klausimus pagal valdymo
komponentés veiksnius jmanomas pasiekti efektyvus ir optimalus subalansuo-
tumo rezultatas.

Empirinio tyrimo dalyje ,,Subalansuoto ly¢iy atstovavimo siekiant pro-
fesinés karjeros tyrimas* pateikiamos koncepcinés teorinés ir metodologinés
nuostatos, kuriomis grindziamas disertacinis tyrimas, empirinio tyrimo loginé
schema, kiekybinio tyrimo instrumento — apklausos anketos pagrindimas ir
esminiai klausimyno strukttiros diagnostiniai konstruktai bei analizuojami atlik-
to kiekybinio tyrimo rezultatai.

Koncepcinés teorinés ir metodologinés nuostatos, kuriomis grindziamas
disertacinis tyrimas, yra §ios: holistinio mastymo nuostatos, leidziancios jvai-
riapusiSkai analizuoti problema taikant jvairiy moksly — vadybos, ekonomikos,
psichologijos, sociologijos ir kt. moksly zinias, Siy mokslo sri¢iy kontekste
analizuoti problema ir jg vertinti; pozityvizmo idéjos, kurios teigia, jog visa,
kas tikra, gali buti jgijama pasitelkus specialius mokslus ir siekiant i§vengti
nemoksliskumo, t. y. to, ko negalima pagrijsti objektyviais (kiekybiniais) tyrimo
metodais; humanistine teorija, teigianCia, jog svarbiausias yra individas, jo
asmenybé, poreikiai, savastis (Meyer), pabréziamas individo vaidmuo. Huma-
nizmo principais remiasi daugelis karjeros vadybos teorijg analizuojanciy
mokslininky ir Sios mastymo krypties pagrindiniai teiginiai atsispindi normaty-
viniuose karjeros planavima, projektavima ir valdyma reglamentuojanciuose
dokumentuose; mokymo turinio koncepcija, kuri pabrézia mokymo proceso ir
mokymo realizavimo/vyksmo nedalomumg; visy mokymo(si) proceso elementy
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glaudzia tarpusavio sgveika; nuolatinio mokymo atsinaujinimo, atnaujinimo ir
reformavimo svarba; socialinio konstruktyvizmo nuostatos, leidziancios i ly¢iy
profesinés karjeros objekta pazvelgti konkrecioje visuomengje esanéiy stereoti-
py, vertybiy ir susiklos¢iusiy kultiiriniy ir socialiniy veiksniy kontekste; profe-
sinio rengimo metodologijos jZvalgos ir i$ jy kylanéios asmens pasirengimo
profesinei karjerai turinj grindziancios koncepcijos. Su Siomis koncepcijomis
itin glaudziai susijusi sistemy teorija ir subalansuoty rodikliy sistemos koncep-
cija, traktuojanti disertacijoje nagrinéjamus procesus kaip vienas nuo kito pri-
klausanéiy sudétiniy elementy, veikianiy tarpusavyje, visuma. Si sistema turi
itakos situacijos vertinimui, kadangi leidzia kurti strategija su konkreciy veiks-
my programa, siekti strateginiy tiksly visuose lygmenyse — politiniame, eko-
nominiame, kultiiriniame, informaciniame ir kt.; nustatyti siekiamy tiksly
reikSme ir turi griztamajj rysj. Taip pat sistemy teorija suteikia galimybe¢ nagri-
néti subalansuotg ly¢iy atstovavima siekiant profesinés karjeros kaip komplek-
sinj procesa, t. y. tarpusavyje veikian¢iy ir visuma sudaranéiy elementy ir rysiy
kompleksa, kuriame pakeitus vieng i$ elementy, kiti elementai ir visa sistema
pakisty.

Disertaciniame darbe pasirinktas kiekybinis tyrimas — anketiné apklausa,
kuri kaip tyrimo instrumentas buvo aprobuota tarptautinio projekto ,,Motery
vadoviy jtaka demokratijos vystymuisi 2010* metu siekiant i$siaiskinti respon-
denty nuomone apie ly¢iy lygybés ir profesinés karjeros padétj Lietuvoje. Ty-
rimo duomenys buvo apibendrinti ir paskelbti atskiru straipsniu ,,Subalansuotas
ly¢iy atstovavimas siekiant karjeros versle ir valstybés valdyme* (Dromantaité-
Stancikiené, Gineitiené, 2010). Tyrimo respondentai atrinkti taikant paprasto-
sios atsitiktinés imties reikalavimus. Tokiai im¢iai sudaryti nadojami visi popu-
liacijos elementai; i§ tyrimo iSskirtos pasikartojancios reikSminés kategorijos ir
tos, kurios atspindi nagrinéjama problema, buvo analizuojamos.

Klausimyno struktiiroje buvo orientuojamasi j tokius esminius diagnosti-
nius konstruktus, kaip: sociodemografiniai klausimai; pozitirio j stereotipus
klausimai; pozitirio j galimybe siekti profesinés karjeros analizé; profesinés
karjeros ir asmeninio/Seimos gyvenimo vaidmeny derinimo klausimai, santykiy
modelio tyrimas; motery situacijos analizé profesinés karjeros srityje; nuomo-
niy i ly¢iy lygybe Lietuvoje analizé.

Atlikus empirinj ,,Subalansuoto ly¢iy atstovavimo siekiant profesinés kar-
jeros* tyrimg, kuriame analizuotas motery ir vyry subjektyvus pozitris  gali-
mybes siekti profesing karjera, galimybés ja derinti su asmeniniu/Seimos gyve-
nimu bei ly¢iy lygiy galimybiy padétj Lietuvoje ir vyriausybés priemones ja
skatinant, buvo prieita prie tokiy esminiy i§vady:
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- Ir vyrai, ir moterys vienodai sutaria, kad vis tik efektyvesni lyderiai yra
vyrai. Tyrimo duomeny analiz¢ skirtingais — amziaus, i$silavinimo, Seimyninés
padéties pjuviais rodo, jog pacios moterys linkusios save labiau nuvertinti,
nepasitikéti savo jégomis ir galimybémis lyderiauti nei vyrai, be to, jos labiau
linkusios nuvertinti ir kitas moteris.

- Tyrimo duomenys atskleidé, jog profesinés karjeros lengviau pasiekia
vyrai ir taip mano beveik pusé visy tiriamyjy (46,2%), kiek mazesné procentiné
dalis apklaustyjy — 38,7% — mano, jog ,,ir vyrai, ir moterys“. Tinkamiausiu
amziumi moteriai siekti profesinés karjeros 50,1% tiriamyjy nurodytas 31-40
amziaus tarpsnis, kuris mokslinéje literatiiroje vadinamas ,,stabilizacijos pasi-
rinktos profesijos srityje* etapu. Antroje vietoje iSskirtas 25-30 m., arba ,,jsi-
tvirtinimo* etapas (39,1%). Tokie atsakymy rezultaty pasiskirstymai rodo, jog
vyresnio amziaus moterims lengviau iSlaikyti pusiausvyrg tarp profesinés karje-
ros ir asmeninio/Seimos gyvenimo, todél ir profesinés karjeros siekti tuo metu
yra efektyviausia.

- Respondenty atsakymai byloja, kad nebiitina pirma sukurti Seimos, o po
to siekti karjeros arba atvirksciai, t. y. dauguma respondenty mano, jog jmano-
ma derinti asmeninj/§eimos gyvenimg su profesiniu (41,6%). Galimybe ,,visis-
kai arba ,,i$ dalies” derinti asmeninio/Seimos vaidmenis ir pareigas bei profe-
sing karjera pazyméjo atitinkamai 46% ir 47,6% visy apklaustyjy. Taciau toks
sprendimas neretai priklauso nuo konkrecios situacijos, dazniausiai, nuo suta-
rimo ir pasirinkto partnerystés modelio (46,1%). Priimtiniausias Seimos mode-
lis respondentams, kai ,,abu sutuoktiniai dirba ir kartu riipinasi namais ir vai-
kais“ (90,3%).

- Apklausos rezultatai atskleidé, kad vieno partnerio pozitris j kito karjera
yra palaikantysis — palaikymas priimant sprendimus ir vertinant kito partnerio
profesing veikla pazymeétas atitinkamai 23,4% ir 21,9% visy tiriamyjy. Taciau
priekaistai, jog i§ siekianciojo karjeros nesulaukiama démesio, buvo pasirinktas
beveik pusés (45,6%) tiriamyjy. Taip pat didzioji dalis respondenty pazyméjo,
jog vaikai néra klitis siekti profesinés karjeros (54,5%).

- Tiriant lanks¢iy priemoniy klausimg, o svarbiausia — galimybe derinti
asmeninj/Seimos ir profesinj gyvenima, rezultaty analizé atskleidé tokius aspek-
tus:

- informacija apie tokias priemones zino didzioji dalis apklausoje dalyva-
vusiy asmeny (76,7%);

- tokios priemonés organizacijoje ir taikomos (33,1%), ir netaikomos
(31,5%);

- neabejotina dél tokiy priemoniy poreikio (88,7%);
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- dauguma vyry tokiomis priemonémis organizacijose nesinaudojo
(36,6%).

- Apklausos rezultaty analizé atskleidé, jog profesinés karjeros siekis yra
aktualus didziajai daliai apklaustyjy (70,4%). Vieni pagrindiniy veiksniy siekti
karjeros i$skirti ,,moralinis pasitenkinimas darbu ir savimi* (21,1%), nepriklau-
somybé™ (18,5%) bei ,,galimybé jgyvendinti savo siekius* (17,9%). Materialiné
nauda (atlygis) pazyméta tik 13,9% respondenty. Atsakymy j §j klausima pasi-
skirstymas pagal lytis atskleidé socialines motery kompetencijas bei ryskias
profesines aspiracijas.

- Respondentai mano, kad darbas kaip prestizo rodiklis labai svarbus vy-
rams (56%), tuo tarpu moterims darbas ,greiiau svarbus nei nesvarbus®
(44,6%). Tiriant priezastis, kodél respondentai dirba, pragyvenimo argumentas
pazymeétas ryskiausiai (27,9%).

- Tyrimas atskleidé¢, jog vis dar egzistuoja stereotipinis mastymas. Viena
ryskiausiy darbo rinkoje iSskiriamy problemy yra ,,pozitris, kad egzistuoja
tradiciniai motery ir vyry darbai® (26%). Kita iSskirta klititis — ,,diskriminacija
i§ darbdaviy pusés priimant j darba“ — tam pritaré 13,2% tiriamyjy. Trecioji
ryski kategorija — ,,vyresnis moters amzius® — ir tokj atsakymo varianta pasirin-
ko 12,8% tiriamyjy. Gauty duomeny analizé rodo, jog moterims organizacijose
yra sudaromos klifitys ir apribojamos teisés | geresnes karjeros perspektyvas ir
galimybe tobuléti bei apskritai, bati priimtoms j darbo rinkg. Duomeny analizé
byloja, jog lygios galimybés organizacijose egzistuoja pro forma, o ne realiai.

- Empirinio tyrimo analizé rodo, jog, vertindami motery ir vyry padétj
jvairiose socialinio gyvenimo srityse, respondentai mano, jog vyrai vis dar per
mazai laiko skiria namy ruosai ir vaiky priezilirai palyginus su moterimis
(77%); ,,moterys maziau vertinamos darbdaviy nei vyrai“ (64%); ,,moterys
patiria didesn¢ darbdaviy diskriminacijg nei vyrai* (63%); ,,motery papildomo
darbo indélis j ekonomikg néra vertinamas pakankamai‘ (61%).

- Rezultaty analizé byloja, jog sukonkretinti klausimai i$ryskino lytj kaip
vieng diskriminacijos aspekty — daugiausiai respondenty buvo ,nejvertintos
profesinés zinios“ palyginus su kitos lyties kolega (40%). Lyties aspektu neat-
sizvelgta ir j turimg iSsilavinimg, nejvertinta patirtis bei akcentuojamas fizinis
asmens patrauklumas (atitinkamai 25%). Amziaus aspektu ,,nejvertinta patirtis*
(10%). Duomeny analizé¢ rodo, kad moterys patiria ypac ryskia diskriminacija
profesiniy ziniy atzvilgiu, akcentuojamas jy iSoriSkumas, dél lyties nejvertina-
ma patirtis. Toks atsakymy varianty pasiskirstymas atskleidé, kad didzioji dalis
patiriamos jvairios diskriminacijos apraisky yra dél priklausymo konkreciai
lyciai.
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- Ly¢iy lygiy galimybiy padéties darbo rinkoje Lietuvoje analizé atskleide,
kad, daugumos respondenty manymu, ly¢iy lygybé neegzistuoja (68%). Skir-
tingo amziaus vyrai ir moterys §j klausimg vertino skirtingai: 20-24 m. amziaus
vyrai (20%) ir moterys (29,2%) yra linke manyti, jog lyCiy lygybé yra; 25-54
m. amziaus grupés motery (71,7%) ir vyry (39,3%) mano bei 55-64 m. motery
(66,7%) ir vyry (77,8%) mano, jog jos néra.

- Veiksniy, salygojanciy ly¢iy lygias galimybes, analizé rodo, jog buvo i$-
skirtos tokios priezastys, labiausiai jtakojancios ly¢iy nelygybe: ,,motery disk-
riminacija darbo rinkoje* (19%); ,,visuomenés tolerancijos stoka“ (19%); ,,per
mazas motery dalyvavimas politikoje ir neefektyvus esamos lyciy lygiy gali-
mybiy politikos jgyvendinimas® (atitinkamai 18%); ,,per mazas valdZios atsto-
vy démesys motery ir vyry lygiy galimybiy klausimams* (16%) bei ,,paprociy,
tradicijy, stereotipy, patriarchaliniy nuostaty gajumas® (10%).

- Nuomoniy analiz¢ dél vyriausybés vykdomy priemoniy, skatinanciy ly-
¢iy lygybe, atskleidé, jog pirmiausia reikty siekti, kad vyrams ir moterims biity
mokamas vienodas atlyginimas uz tg patj darba (97%); antroje vietoje sitiloma
aktyviau skatinti $viesti visuomene ly¢iy lygiy galimybiy klausimais (92%);
trecioji iSskirta ryski salyga — sudaryti galimybes moterims dalyvauti auksciau-
sio lygio valdyme (86%). Taip pat pabrézta ir vyry skatinimo auginant ir prizia-
rint vaikus svarba (84%), geresniy salygy moterims pasinaudoti finansiniais
iStekliais uztikrinimas (75%).

Ivertinant aptartus subalansuoto lyCiy atstovavimo siekiant profesinés kar-
jeros veiksnius ir remiantis atlikto empirinio tyrimo duomenimis patvirtinama
isikelta hipotezé, jog ly¢iy atstovavimas siekiant profesinés karjeros nepakan-
kamai efektyviai atspindi asmeninius, visuomenés ir valstybés poreikius bei
néra efektyviai subalansuotas.

Disertacinio darbo iSvados. Subalansuotas ly¢iy atstovavimas siekiant
profesinés karjeros reikalauja konkretaus veiksmy planavimo ir papildomy
instrumenty jvairiais aspektais — ir valstybés, kuri turéty suteikti socialiniy ga-
rantijy moterims, atsakingoms ne tik uz Seimos ir artimyjy gerove, bet ir uz
savo pacios profesines galimybes, ir organizacijoms keiciant pozitrj j darbuoto-
ja bei jtraukiant moteris j sprendimy priémima, planuojan¢ioms lankscias gali-
mybes derinti asmeninj/Seimos ir profesinj gyvenimga. Tod¢l apibendrinant
atlikta subalansuoto lyCiy atstovavimo siekiant profesinés karjeros teoring ana-
liz¢ ir empirinj tyrima, disertaciniame darbe pateikiamos tokios iSvados:

1. vair@is poky¢iai, vykstantys Lietuvoje, keicia profesinés karjeros sa-
vokos ir ly¢iy aspekto problemos samprata.
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2. Ly¢iy subalansuotumo strategija reikalauja pilno motery ir vyry daly-
vavimo visose gyvenimo sferose, ypa¢ siekiant profesinés karjeros. Motery
nejtraukimas j sprendimy priémimo procesa ne tik riboja jy galias veikti vieno-
dai su vyrais, bet ir sumazina motery interesy atstovavimg formuojant ly¢iy
lygybe. Vienas svarbiausiy tokios problemos sprendimy ir galimybé subalan-
suoti ly¢iy atstovavimg — jtraukti kaip galima daugiau naujy veikéjy j proceso
karima.

3. Profesiné karjera yra sistema elementy, jy kompleksas, kuriuos jsisa-
vinus ir pasitelkus jmanoma siekti sékmingos karjeros (nes sékmé yra profesi-
nés karjeros tikslas).

4. Profesinés karjeros veikloje moterys vis dar patiria objektyviy ir sub-
jektyviy barjery, ypa¢ sunku joms derinti profesinj ir Seimos/asmeninj gyveni-
mg. Teikdamos pirmenybe vienai kuriai sriCiai jaucia spaudima i aplinkos, o
derindamos ir viena, ir kita stengiasi biti ,,super moterimis®, kas ilgainiui ima
kenkti joms pacioms.

5. Tyrimo rezultatai rodo, kad viena svarbiausiy kliti¢iy moterims siekti
profesinés karjeros yra Seimos/asmeninio ir profesinio gyvenimo derinimo sun-
kumai. Pastebimas pakankamai didelis skirtumas tarp vyry ir motery, siekianciy
profesinés karjeros ir apskritai, ly¢iy lygiy galimybiy klausimu. Motery situaci-
ja darbo rinkoje tebéra sudétinga, nes moteris yra sgmoningai ar nesgmoningai
ver¢iama rinktis tarp Seimos/asmeninio gyvenimo ir profesinés karjeros.

6. Viena i§ pagrindiniy priezasciy, lemianciy tokig situacija, yra lanksc¢iy
darbo salygy sistemy nepopuliarumas, vaiky priezitiros paslaugy bei nestacio-
nariy socialiniy paslaugy Seimose globojamiems asmenims trikumas. Todél
labai svarbu taikyti lankscius darbo grafikus (nepilng darbo diena, darba pasi-
rinktomis valandomis, darba namuose) ir taip suteikti galimybeg derinti Sei-
mos/asmenin] gyvenimg ir darba.

7. Statistiniai duomenys rodo, jog motery atstovavimas visuose valdzios
lygmenyse yra nepakankamas. Taip pat pastebimas pakankamai rySkus atotra-
kis tarp vyry ir motery darbo uzmokescio.

8. Iki $iy dieny islikes stereotipinis poziliris ] moters vaidmenj $eimoje,
kuris vis dar trukdo moterims integruotis j darbo rinka, pastebimas zemas vi-
suomenés informuotumo lygis ly¢iy lygybés ir lygiy galimybiy klausimais bei
vyry nej(si)traukimas i bendra problemy sprendima.

9. Motery solidarumo stoka yra viena ryskiy ir spresting problemy. Pa-
ramos viena kitos atzvilgiu nebuvimas, rySki mizoginija neretai uzkerta kelia
sé¢kmingai profesinei karjerai ir galimybei realizuoti save.
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10. Tyrimo rezultaty analizé rodo, kad motery aktyviai veiklai triiksta ne
tik laiko, bet ir stabilesnio finansiniy iStekliy uztikrinimo bei pasitikéjimo sa-
vimi. Pacios moterys yra labiau linkusios save nuvertinti, nepasitiki savo gebé-
jimais, taciau jos labiau nei vyrai yra suinteresuotos aktyvesniu vyriausybés
priemoniy, skatinanéiy lygias motery ir vyry galimybes, jgyvendinimu. Para-
mos nebuvimas, konflikty, intrigy, fizinio smurto baimé — Sie pasitikéjimo sa-
vimi stokos veiksniai nuolat pastiprinami ir sutvirtinami valstybés socialinéje
kulttrinéje erdvéje apriboja moterims galimybes siekti profesinés karjeros ir
sékmingai ja derinti su asmeniniu/ Seimos gyvenimu.

11. Statistiniy duomeny ir atlikto kiekybinio tyrimy rezultaty analizé bylo-
ja, jog moterims sunkiau reintegruotis i darbo rinka po tam tikros pertraukos,
jos bidamos vyresnio amziaus yra silpniau motyvuotos planuoti profesing veik-
la, yra ekonomiskai priklausomos nuo valstybés teikiamos paramos ar artimyjy,
sutuoktinio/partnerio.

12. Lygiavertis motery dalyvavimas organizacijos ir asmeninés profesinés
karjeros procese — biitina salyga ly¢iy lygybei jgyvendinti. Statistikos duomeny
analizé rodo, kad profesiskai tobuléjanciy motery vis daugéja, taciau pasaulio
Saliy valdymo struktiirose ir toliau dominuoja vyrai. Todél subalansuotas ly¢iy
atstovavimas svarbus tuo, jog siekiama keisti visuomeneg j tokia, kurioje vieno-
dai saugiai ir patogiai jaustysi visi asmenys nepaisant lyties. Norint tai jgyven-
dinti, dazniau tenka koreguoti politikos prioritetus. Tose Salyse, kur valdzioje
yra daugiau motery, pakinta politikos prioritetai, ji geriau gina motery intere-
sus.

13. Remiantis tarpdiscipliniskai iSanalizuotomis karjeros ir profesinés kar-
jeros teorijomis bei atliktu tyrimu tvirtinama, jog subalansuotas ly¢iy atstova-
vimas siekiant profesinés karjeros leidzia tikslingai siekti uzsibrézty profesiniy
tiksly ir individui, ir organizacijoms, ir uztikrina bei garantuoja jy sékme ir
konkurencinguma.

Rekomendacijos. Remiantis mokslinés literatiiros analize ir empirinio ty-
rimo rezultatais bei iSvadomis, disertaciniame darbe pateiktos $ios rekomenda-
cijos:

1. Itraukti nevyriausybines organizacijas, verslo ir vie$gsias istaigas bei
organizacijas i palankios ly¢iy lygiy galimybiy politikos formavima bei skatinti
darbdavius sudaryti palankias salygas individams siekti profesinés karjeros
derinant ja su asmeniniu/Seimos gyvenimu.

2. Iteisinti teisés aktuose vienoda atlyginima uz vienodos vertés darba.
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3. Aktyviau jgyvendinti profesinio aktyvumo programas mazesniuose
miestuose ir kaimuose. Dazniau atlikti asmeny apklausas siekiant iSsiaiskinti jy
nuostatas j uZimtumo programas ir triikumus, suzinoti jy poreikius.

4. Sudaryti galimybe mazesniy miesty ir kaimy gyventojams naudotis in-
formacinémis technologijomis, sukurti salygas pareik$ti savo nuomong esant
jvairioms diskriminacijos formoms i§ darbdavio ir bendradarbiy pusiy. Pasitel-
kus vietos valdzios ir uzsienio $aliy paramg didinti tokiy programy finansavima
ir problemy sprendima.

5. Skatinti asmenis profesisSkai tobuléti siekiant sustiprinti savo jgiidzius
ir profesines kompetencijas, iSmokti priimti kintan¢ig informacija ir nuolat
mokytis, kelti kvalifikacija, motyvuoti mokytis formalaus institucinio ir nefor-
malaus Svietimo jstaigose taip skatinant profesinj konkurencinguma ir sé¢kmin-
gesnj samdomuma. Profesinés kompetencijos plétojimo kryptingumas salygoja
profesinio konkurencingumo proceso (nuolatinis mokymasis) ir rezultato (dar-
bo turéjimas) sékme.

6. Profesiniy kvalifikacijy vertinimo srityje reikéty ieSkoti galimybiy ak-
tyviau jtraukti darbdaviy atstovus i igyty profesiniy kvalifikacijy vertinimo ir
pripazinimo procesus.

7. Skatinti procesy, reikalingy moderniai ir lanksciai kvalifikacijy siste-
mai, funkcionavima, pavyzdziui, sukurti neformaliojo ir savaiminio mokymosi
btdu jgyty kompetencijy vertinimo, pripazinimo ir jy kaupimo sistemg. Kuriant
tokia kvalifikacijy sistema numatyti mechanizmus ir institucijas, kurie paskatin-
ty Siy ir kity trikkstamy procesy atsiradima ir plétotg.

8.  Skatinti darbdavius jsitraukti j subalansuoto ly¢iy atstovavimo proce-
sa profesinés karjeros kelyje taikant lankscias sistemas organizacijose (pavyz-
dziui, pagalba vaiky prieziiiros, artimyjy paslaugoms; atostogy klausimai; dar-
bas namuose, lanks¢ios darbo valandos ir pan.), nes nuo darbdavio iniciatyvos,
jo motyvacijos, pozilirio, organizacijos dydzio, finansiniy galimybiy, demokra-
tiskumo lygio ir apskritai, nuo brandzios ir sgmoningos organizacinés kultiiros
priklauso ir profesinés karjeros ir Seimai palankios politikos derinimas. Tokiy ir
pana$iy priemoniy taikymo nauda akivaizdi — pritraukia naujus specialistus,
padeda i$laikyti jau turimus kvalifikuotus darbuotojus, mazina darbuotojy pra-
vaikstas, gerina darbo atmosfera, jos pelninguma, konkurencinguma rinkoje, o
taip pat palaiko pozityvy organizacijos jvaizdj rinkoje ir visuomenéje, sukelia
didesnj pasitikéjima darbdaviu ir paCia organizacija, o tai $iuolaikiniame pasau-
lyje yra ypac aktualu.

9. 1 §j procesa jtraukti teisines ir valstybés politikag formuojancias insti-
tucijas, besiorientuojancias i asmeninio/Seimos ir profesinés karjeros suderina-
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mumo, gimstamumo ir ekonomikos augimo skatinima. Valstybé turéty imtis
priemoniy siekdama geriau kompensuoti motery darba, kuris daznai vertinamas
kaip reikalaujantis maziau jgtidziy bei atlyginimo prasme vertinamas neadek-
vaciai. Dauguma darby, kuriuos atlieka moterys, reikalauja jvairiy kompetenci-
jy ir gebéjimy, lankstumo, taiau motery gaunami atlyginimai to neatspindi.
MokescCiy sistema galéty biiti suprojektuota taip, kad moterys, kurios taip pat
yra Seimos maitintojos ir kurios uzdirba maziau, neturéty biiti apmokestinamos
Socialinés iSmokos vieniSiems tévams turéty buti teikiamos kartu su parama
vaikui ir paskatomis dirbti. Be to, nemokamos Seimos ir buities paslaugos (na-
my ruosos, vaiky ir artimyjy priezitiros klausimai) taip pat galéty bati apskai-
¢iuojamos, kad geriau atspindéty darbo kriivj ir indél;.

10. Kurti ir plésti informacines priemones apie lankscias sistemas, jy buti-
nybe ir saglygy sudaryma derinant profesinj ir asmeninj/Seimos gyvenimg ir kaip
galima aktyviau skatinti jsitraukti vyrus j tokiy programy naudojima.

11. Paskatinti organizacijas, jmones naudoti kompleksines motyvacijos
didinimo programas atitinkamai atsizvelgiant j individualius darbuotojy porei-
kius ir jy ypatumus.

12. | sprendimy priémimga jtraukti visus — ir moteris, ir vyrus, nes visi turi
biiti vienodai atstovaujami valdzios institucijose. Lygus motery ir vyry dalyva-
vimas priimant sprendimus néra tik paprasto socialinio teisingumo ar demokra-
tijos reikalavimas. Tai pagrindas siekti aiSkios ir atsakingos valdzios, ly¢iy
pusiausvyros, rodancios visuomenés sudétj, garantas. Abiejy ly¢iy aktyvus
dalyvavimas formuojant politika ir teikiant sprendimus padeda geriau atspindéti
visuomenés jvairove, nes motery atstovavimas visuose valdzios lygiuose Lietu-
voje vis dar nepakankamas.

13. Vykdyti jvairovés politikos ir lygiy galimybiy diegima organizacijose
skatinant ne tik dél etiniy ar teisiniy priezasciy, bet ir siekiant uzsibrézty verslo
rezultaty. Didziausia Sios politikos diegimo nauda — geréjantys darbuotojy at-
rankos bei islaikymo darbo vietoje rezultatai, atsiveriancios didesnés aukstos
kvalifikacijos darbuotojy pasirinkimo galimybés, geréjantis jmonés jvaizdis bei
reputacija, inovacijy ir rinkodaros galimybiy plétimas.

14. Informuoti darbdavius apie ,,minkstosios* vadybos savybes ir jy svar-
ba organizacijy naudai jdarbinant moteris ir leidziant joms siekti profesinés
karjeros.

49



50

MOKSLINIU PUBLIKACIJU SARASAS

Dromantaité-Stancikiené, A., Gineitiené, Z. Motery padétis Lietuvoje
siekiant karjeros. // Socialiniy moksly studijos, 2010, Nr. 4 (8). P. 69-
88.

Stancikiené, A. Teoriniai profesinés karjeros valdymo aspektai. // Vie-
$0ji politika ir administravimas, 2009. Nr. 29. P. 107-113.

Stancikiené, A. Profesinés karjeros modelio teorinis aspektas. Testiné
doktoranty ir jaunyjy mokslininky konferencija ,,Tarpdisciplininis dis-
kursas socialiniuose moksluose-2*, 2009. Kaunas: Technologija, 2009.
P. 149-153. ISSN 2029-3224.

Stancikiené, A., Dromantiené, L. Mokymasis visg gyvenima kaip pro-
fesinés karjeros veiksnys (originalo kalba — angly k.: Life Long Lear-
ning As Impact For The Professional Career: Lithuanian Case) // Til-
tai. Papildomas mokslo leidinys: Social sciences in Global World: Po-
ssibilities, Challenges and Perspectives. Klaipéda: Klaipédos Universi-
tetas, 2009. Nr. 39. P. 324-331.

Stancikiené, A., Dromantiené, L. Motery uzimtumo tendencijos Euro-
pos Sajungoje (originalo kalba — angly k.: Trends of female employ-
ment in European Union) / Modelling the European Future: Integra-
ting the Old and the New. The 4th Scientific volume. Klaipéda, 2008.
P.307-315.

Stancikiené, A. Vidutinio ir prieSpensinio amziaus motery efektyvaus
darbo problemy tyrimas. // Socialinis darbas, 2007 Nr. 6(1). P. 49-61.



PRANESIMAI KONFERENCIJOSE

Dromantaité-Stancikiené, A. Subalansuotas lyCiy atstovavimas sie-
kiant profesinés karjeros Lietuvoje (originalo kalba — angly k.: Sustai-
nable gender representation seeking professional career in Lithuania) //
Tarptautiné Jaunyjy mokslininky ir doktoranty konferencija Euro-
doc2011 ,New generation in science: toward a new fashion ERA?*
Vilnius, 2011 m. kovo 31- balandzio 4 d.

Dromantaité-Stancikiené, A. Vidutinio ir prieSpensinio amziaus mote-
ry uzimtumo problemos Lietuvoje (originalo kalba — angly k.: Middle
and pre-retirement aged women employability problems in Lithuania).
2010 m. spalio 14-15 d. tarptautiné konferencija “Socialiné ekonomika
ir skurdo mazinimas” (http://www.mruni.eu/lt/padaliniai/fakulte-
tai/politikos_fakultetas/katedros/socialinio_darbo_katedra/moksline v
eikla/konferencijos/).

Stancikiené, A. Profesinés karjeros modelio teorinis aspektas. Testiné
doktoranty ir jaunyjy mokslininky konferencija ,,Tarpdisciplininis dis-
kursas socialiniuose moksluose -2”, 2009. Kauno Technologijos uni-
versitetas, 2009 m. spalio 9 d.

Stancikiené, A., Dromantiené, L. Mokymasis visa gyvenima kaip pro-
fesinés karjeros veiksnys: Lietuvos situacijos analizé (originalo kalba
— angly k.: Life long learning as impact for the professional career:
Lithuanian case). Social sciences in Global World: Possibilities, Chal-
lenges and Perspectives. Klaipédos universitetas, 2009 m. spalio 8-9 d.

Stancikiené, A. Vidutinio ir prie$pensinio amziaus motery efektyvaus
darbo problemy tyrimas (originalo kalba — angly k.: The research of
work effectiveness of middle and pre-retirement aged women). IV
moksliné tarptautiné konferencija ,,Modelling the European Future: in-
tegrating the Old and the new*. Klaipédos Universitetas, Socialiniy
moksly fakultetas, Regioninés politikos ir planavimo institutas, 2008
m. spalio 3-4 d.

51



CURRICULUM VITAE

ISsilavinimas

2007 — 2011 Vadybos ir administravimo krypties doktorantaros studijos,
Mykolo Romerio universitetas, Vilnius

2005 — 2007 Vie$ojo administravimo magistras, Mykolo Romerio univer-
sitetas, Vilnius

2001 — 2003 Filologijos magistras, Vilniaus universitetas, Vilnius

1997 — 2001 Lietuviy kalbos ir literatiiros bakalauras, Vilniaus universite-
tas, Vilnius

Tyrimy sritys:
Profesiné karjera, karjeros valdymas, mokymasis visa gyvenimg, organi-

zaciné elgsena, lyCiy lygios galimybés, socialiné politika.

E-mail: stancikiene@gmail.com; aistes@mruni.eu

52



