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Ilvija Pikturnaité

CORRELATIONS BETWEEN THE IMPLEMENTATION OF THE SYSTEM OF
STRATEGIC HUMAN RESOURCE MANAGEMENT FUNCTIONS AND
CHARACTERISTICS OF SPECIALISTS IMPLEMENTING THEM: THE CASE OF
MUNICIPAL ADMINISTRATIONS

Summary

Relevance of the subject. Economic, public and political changes induce changes in
organisations of the public sector, their processes and activities. Public management reforms aim at
changing bureaucratic and centralised management-oriented administration models and
implementing advanced management models and performance methods based on the experience of
the private sector. The concepts of management modernisation and effectiveness are also being
implemented in municipalities of towns and districts of the Republic of Lithuania, the activity of
which is of high importance when dealing with local communities and implementing the principles
of democracy.

While analysing the preconditions for a successful implementation of public sector reforms
and the New Public Management in global literature (N. Thom, A. Ritz, 2004; R. P. Battaglio, S. E.
Condrey, 2006; F. Pichault, 2007; M. Amstrong, 2008; R. P. Battaglio, 2010, etc.) the emphasis is
put on the importance of the improvement of human resources and their management: identification
of the essential changes, determination of alternative decisions and effective implementation of the
chosen ones require human resources that are capable of prioritising in a concentrated and logic
manner as well as performing the necessary tasks. Human resources play a critical role in improving
and sustaining institutional effectiveness and development performance, therefore management of
human resources has moved to the fore as a central concern of leaders in the public service (United
Nations, World Public Sector Report, 2005). Our scholars (V. Domarkas, V. Juknevic¢ien¢, 2007; K.
Masiulis, 2007; V. Juknevi¢iené, 2008; A. Raipa, 2009 (a); R. Snapétiené, 2009, Z. Zidonis, N.
Jaskiinaiteé, 2009) stress the significance of human resources (hereinafter — “HR”) in both
modernising public organisations and ensuring the effectiveness of daily activities. Human
resources of municipal administrations are highly important as their performance has the effect on
the daily life of people, the public trust in democracy and public authorities in general. The
emphasised importance gives human resources the strategic status, also indicates the necessity to
consider, identify and analyse aspects and factors of the implementation of strategic human
resources management in municipal administrations of Lithuanian towns and districts. The strategic
approach to the modernisation of human resource management in the public sector may be much

more effective than traditional reforms (R. P. Battaglio, S. E. Condrey, 2006, P.118).
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Strategic human resource management (hereinafter — “SHRM”) is a system (model) of
interrelated attitudes, activities and instruments, focused on the implementation of strategic
objectives of the organisation. The key attitudes reveal the prevailing approach to the organisation
and its activities. One of the main provisions determining the implementation of the SHRM concept
or the decision to strive for the implementation of this concept is recognition and perception of
human resources as the key players who determine the performance of the organisation. An
exceptional task is also given to personnel services/specialists. They must assume a new role of a
strategic partner and to implement new functions relevant to SHRM.

Foreign literature presents the good practice in implementing SHRM aspects in local
government. It analyses and discusses the importance of supreme level managers’ and direct
managers’ engagement in implementation of SHRM and their connection with SHRM. However
personnel specialists receive significantly less attention in SHRM orientated literature. Commonly
there are analyzed only the roles of personnel specialists in different concepts. There are no
detailed research of personnel specialists and their practice characteristics. While in the context of
Lithuanian self-governance authorities the application of the SHRM concept is not considered and
the related studies are not carried out. There are also no scientific analyses of roles and other
characteristics of specialists at self-government and other public authorities. Our national public
organisations (including municipal administrations) carry out specific studies examining
characteristics (e.g. number) of specialists only on the statistical (demographical) basis. Such
situation both scientifically and practically promotes forming the system of SHRM functions,
determining correlations between the implementation of this system and characteristics of personnel
specialists in municipal administrations of Lithuanian towns and districts. Such situation both
scientifically and practically promotes forming the system of SHRM functions relevant for public
organizations, evaluate the capabilities of implementing SHRM in municipal administrations and
determining correlations between the implementation of this system and practice characteristics of
personnel specialists.

Scientific problem. The scientific problem scrutinised in this thesis is based on two gaps in
public administration human resource management: the absence of the common approach to
functions that form an SHRM system in the context of public organizations and undisclosed
(unexamined) correlations between the implementation of the system of SHRM functions and
practice characteristics of personnel specialists. The applied scientific research is looking for the
answer to such questions as: what functions form the system of SHRM in public organization? Is
the implementation of the system of SHRM functions related to practice characteristics of personnel

specialists?



7

It should be noted that the analysis of SHRM is often rather fragmented — only individual
functions or aspects are discussed. Various approaches to the composition of the system of SHRM
functions are offered by D.E. Guest (1999), D.M. Daley and M.L. Vasu (2005, P.157), R. S. Akhita
et al. (2008), D. Ulrich et al. (2009, P. 188), M. A. Huselid, B. E. Becker (2011, P.422). Still, there
is no unified approach to the set of functions that form an SHRM system (P. Wright et al., 2005; C.
Sheehan et al., 2007, P. 614; R. gnapétiené, 2009, P.123). Moreover, strategic human resource
management in the public sector is little highlighted (S. Bach, 1. Kessler, 2007, P.469; F. Pichault,
2007, P.266; M. R. Allen, P. Wright, 2007, P.101; J. Brandl et al., 2009, P.194; J. L. Perry, 2010).
Theories are usually formulated on the basis of studies carried out in large business organisations
(R. B. Peterson, 2004) and afterwards tested in small and medium-sized companies. However, such
studies are rarely applied in the public sector organisations, which are limited by political and
public responsibility (D. Grant, J. Shields, 2002, P.320; V. Jukneviciené, 2008, P.82). Most of the
scientific research on SHRM in the public sector is carried out in the context of Western European
countries and USA (S. Coleman Selden et al., 2000; S. W. Hays, 2004; D. M. Daley, M. L. Vasu,
2005; R. R. Sims, 2009). The implementation of SHRM is also analysed in the context of China
(I. H. Chow et al., 2008, P. 687; H. Ngo et al., 2008), Australia (T. Bartram, 2005; J. Matthews,
2002) and other countries. However, in the context of Lithuanian public organisations, including
municipal administrations, no studies on SHRM are conducted. This makes the formation of SHRM
system a relevant scientific problem of public administration.

Even though the implementation of SHRM is highly dependent on personnel specialists,
scientific literature provides little empirical data or scientific discussions on the subject. Usually, it
is only stated that personnel specialists face a crisis of trust and legitimacy (E. M. Berman et al.
1999, P.15; T. A. Kochan, 2004, P.132; E. Rasmussen et al., 2010, P.104). The world’s literature
empirically analyses roles of personnel services and partially characteristics of specialists in the
context of large international organisations (E. E. Lawler, S. A. Mohrman, 2003; M. Amstrong,
2008, P.77-78).

Hence, it is important to develop a theoretically and empirically grounded model of
correlations between the implementation of SHRM functions and characteristics of personnel
specialists in municipal administrations of Lithuanian towns and districts.

The extent of examination of the problem (overview of SHRM functions, roles of
personnel specialists, studies on human resources in municipal administrations). Works of
M. A. Huselid (1995), Delery and Doty (1996), P. Boxall (1998), P. Wright (1995, 2001, 2005),
D. E. Guest (2002), M. Armstrong (2008), J. Storey, P. M. Wright, D. Ulrich (2009), M. A.
Huselid, B. E. Becker, (2011) take a special place in the global literature on SHRM. Works focused
on SHRM in the public sector were published by S. E Condrey (2005), R. S. Beattie, S. P. Osborne



(2008), J. Storey (2009), J.L. Perry (2010), etc. In Lithuania, SHRM was analysed by
E. E. Janciauskas (2006).

Works analysing the link between personnel specialists and SHRM are mostly concentrated
on roles of personnel specialists. In this regard, works of D. Ulrich and W. Brockbank (1997, 2005,
2007, 2009) are of high significance. Roles also were examined by T. A. Kochan (2004, P.134),
Chr. Wright (2008, P.1064), K. Pritchard (2010), E. Rasmussen et al. (2010, P.116), etc.

The peculiarities of municipal administrations management and human resource management
in public organisations were explored by V. BarSauskien¢ (1999), J. Juraleviciené (2005), E. E.
Janciauskas (2006), K. Masiulis (2007), A. Astrauskas and G. Cesonis (2008), V. Juknevi¢iené
(2008), M. Arimaviéiiité (2004, 2005, 2007), Z. Zidonis, N. Jaskiinaité (2009), etc. R. Ciarnien¢ et
al. (2006) surveyed strategic personnel management at Kaunas municipality in order to assess the
sufficiency of performance of personnel management (administration) functions, issues related to
personnel management. However, there are no publications examining the correlation between a set
of practice characteristics of personnel specialists and the system of SHRM functions in municipal
administrations.

The object, objective, tasks and methods of the thesis.

The object of the research is correlations between the implementation of the system of
SHRM functions and practice characteristics of personnel specialists. The aspects of supreme levels
managers’ and direct managers’ linkages with SHRM are purposely non-surveyed in this thesis.

The objective of the research is to develop a system of strategic human resource
management functions and reveal the correlation between the implementation of this system and
practice characteristics of personnel specialists in the context of municipal administrations.

Tasks of the research are as follows:

1. Analysing the development of strategic human resource management and formulating the
key attitudes of strategic human resource management.

2. Developing the system of SHRM functions and highlighting the relevant functions in this
conception.

3. Identifying practice characteristics of personnel specialists which may be related to the
implementation of the system of SHRM functions.

4. Reviewing the context of the model of correlations between the implementation of the
system of SHRM functions and practice characteristics of personnel specialists in municipal
administrations.

5. Conducting empirical analysis of correlations between the implementation of SHRM

functions and practice characteristics of personnel specialists in municipal administrations:
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5.1.  determining the existence of the foundations of the system of SHRM functions in
municipal administrations;

5.2.  exploring correlations between the implementation of the system of SHRM functions
and practice characteristics of personnel specialists (specialisation, workload, proper qualification,
constant improvement of qualification, experience in HRM, the position held, perception of
performed role, involvement into the implementation of functions).

6. Delivering recommendations on the development of practice characteristics of personnel
specialists to ensure the implementation of the system of SHRM functions in municipal
administrations.

Methodology of the thesis. Modelling correlations between the system of SHRM functions
and practice characteristics of personnel specialists as well as analysing the application of this
model in municipal administrations were subject to general research method such as systemic and
comparative analysis, theoretical modelling, generalisation, interpretations and deduction.
Empirical research methods — analysis of documents and questionnaire survey — we also used. Data
analysis of the empirical research included mathematical statistics, comparative analysis,
interpretation and generalisation.

Scientific novelty, theoretical and practical importance of the thesis.

Scientific novelty of the thesis is related to filling the gaps of knowledge on our national
public administration. Key aspects of the object of the thesis (the system of SHRM functions,
characteristics of personnel specialists) are rarely analysed in Lithuanian scientific literature, while
correlations between the implementation of the system of SHRM functions and practice
characteristics of personnel specialists of municipal administrations have not been examined at all.
By individual aspects of novelty (e.g. a set of practice characteristics of personnel specialists and its
analysis) the thesis has also contributed to better understanding of SHRM in the public sector at a
global level.

The theoretical results of the research are as follows:

1. Changes in the approaches to human resources and the measures applied to their
management in both the private sector and the public sector have been analysed and the relevance
of SHRM in public administration has been highlighted.

2. A set of the key attitudes that are in conformity to the SHRM concept has been developed.

3. A system of functions that are in conformity to the SHRM concept and activities
constituting such system has been developed.

4. Practice characteristics of personnel specialists (specialisation, workload, proper

qualification, constant improvement of qualification, experience in HRM, the position held,
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perception of performed role, involvement in the implementation of functions) that may have links
with the implementation of SHRM functions in public organisations have been identified.

5. A model of correlations between the implementation of the system of SHRM functions
and practice characteristics of personnel specialists has been developed.

The following practical results of the research may be indicated:

1. Correlations between the Law on Civil Service of the Republic of Lithuania and the Law
of the Republic of Lithuania on Local Self-Government, the Standard Regulations on Personnel
Administration Services, the Strategic Planning Methodology and SHRM have been identified.

2. A research instrument for the implementation of SHRM functions in municipal
administrations has been developed.

3. Practice characteristics of personnel specialists related to the implementation of the system
of SHRM functions in municipal administrations have been revealed.

4. Recommendations have been formulated on how municipal administrations should strive
for the implementation of SHRM through the development of practice characteristics of personnel
specialists (specialisation, workload, proper qualification, constant improvement of qualification,
experience in HRM, the position held, perception of performed role, involvement in the
implementation of functions).

Structure of the thesis. The thesis consists of the introduction, four sections, conclusions, a

list of references, English summary of the thesis and other appendixes (see Figure 1).
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Figure 1. Logical structure of the thesis
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REVIEW OF THESIS RESEARCH RESULTS

The framework of correlation between the implementation of system of SHRM functions and
practice characteristic of personnel specialists, based on theoretical analysis of the system of
SHRM functions and its implementation factors is proposed in chapter 1.

Economical, social, political changes, growing social requirements determine inevitable
development of conceptual attitudes to public sectors’ HR management. At the initial stages HRM
conceptions in private and public sectors contained considerable differences, however, in the middle
of 20" century methods used for management of employees in both sectors converged; private and
public sectors applied very similar concepts: personnel management (administration), human
resource management and strategic human resource management. The attitudes towards
management of HR formulated in the context of public administration can be parted in such stages:
profesionalization — bureaucratization and administralization of HR (personnel management);
HRM; SHRM. Every successive conception has improved previous approach by adjusting it to new
conditions of the activity. The development and prevalence of the SHRM conception in public
administration theories are associated with the spread of strategic management theories. Its
relevance is promoted by the attempt to ensure effective and efficient strategic thinking and
management in public institutions. The main provisions (attitudes) of this concept were formulated
in the context of business (private) sector (M.R. Allen, P. Wright, 2007, P.88; A. Yeung et al.,
2008, P. 1-5; M. Alvesson, 2009, P.52; J. Storey, 2009, P. 125). But in nowadays SHRM is
distinguished as one of the most important matters in management of public institutions (A. Raipa,
2001, P.22; E. Janciauskas, M. Arimaviciuté, 2002, P.168; N. Thom, A. Ritz, 2004) and relevant
discourses of contemporary management (J. Storey, 2009, P. 125; A. Yeung et al., 2008, P. 5).

The analysis of personnel management, HRM and SHRM principal statements revealed
significant difference between attitudes to: management of resource; orientation in time; perception
of importance of main object; main goals, objectives and means; investing into HR development;
methods of work organisation; executors of activities. As a result of comparison between personnel
management, HRM and SHRM, the following SHRM attitudes have been formulated: ensuring pro-
activeness and organic practice; strategic orientation based on operational engagement; perception
of the significance of HR and giving them the role of a strategic partner; ensuring the involvement
of HR in implementation of organizational mission and strategy; active participation in
environmental analysis, adoption of strategic objectives and decisions, creation of competitive
advantages and value; supporting implementation of mission and strategy; producing detailed HRM
strategy, ensuring its implementation; active participation in formation and preservation of culture

and values; open and tight cooperation of the personnel department with managers of all levels;
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developing HR and the personnel unit competences (as a tool for creating value and competitive
advantages); prevalence of team work organisation methods and management; distributing HRM
activities among different actors, transferring operational activities to specialised companies.

The system of SHRM functions is rarely analysed in scientific literature. Therefore, functions
constituting the SHRM system are identified, itemized and systematized in this chapter. Firstly,
basing on personnel management and HRM evolution into SHRM, the functional content of
personnel management and HRM was analyzed and list of functions was formulated. The different
understanding and implementation of traditional functions is crucial in SHRM concept (C. Ban,
2005, P.23; D.M. Daley, M.L. Vasu, 2005, P.159; A. Yeung et al., 2008, P. 5; M.A. Huselid, B.E.
Becker, 2011, P.422). Therefore the list of functions has been revised with regard to SHRM
attitudes in order to disclose the effect of changes in the conceptions on the formation of the system
and implementation of functions. While analyzing the impact of SHRM attitudes on the execution
of each function such fundamental changes in a system of functions established: revised content
and expanded title of the function of participation in strategic management; revised title of
participation in the formation and management of culture and micro-climate; HRM strategy
formation function formulated while analyzing contents of HR planning and HR policy making
functions; highlighted relevance and content of the guidance and feedback function; emphasised
relevance of redundancy management in the HR movement management function. Contents of
other functions were itemized into activities. Taking into account the opinion of scholars and effect
of provisions of SHRM concept, thirteen functions have been included into the system of SHRM:
involvement in formation, institutionalisation and implementation of organisational strategy;
participation in management of organisation’s culture; development of HRM strategy; analysis,
classification and assessment of works; work organisation; HR recruitment; HR development; HR
movement management; HR assessment; employees motivation; ensuring guidance and feedback;
management of the HR information database; implementation of legislation. Considering that
personnel management and HRM functions are the basis of a system of SHRM functions, the first
principal hypothesis (HI.) has been formulated stating that municipal administrations of Lithuanian
towns and districts have the foundations of the system of SHRM functions.

The analysis of SHRM concept reveals its complexity and sophistication, and also open
realization that implementation of this system of SHRM functions is correlated with many factors.
All correlated factors, that are mentioned in literature (D.E. Klingner, J. Nalbandian, 2003, P.38,
72-73; N. Thom, A. Ritz, 2004, P.241; A. Eigenhuis, R. van Dijk, 2008, P. 27; C. Ban, 2005, P.30;
P. Boxall, 2007, P.48; D. Ulrich, W. Brokckbank, 2007, P.193; 1. Bakanauskiené, 2008, P.71; V.
Smalskys, E. Skietrys, 2008, P.64; D. Ulrich et al., 2009, P. 191; R. Snapétiené, 2009, P.132) can be

distributed into two groups according their dependence to external or internal environment. It is
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often stated that factors form external environment are of crucial importance for governmental
institution, which are more open for environmental pressures and restrictions. This group is formed
by micro (the accessibility of HRM functions outsourcing organizations and quality of their
services, the model of public service) and macro (economical conditions, political-legal factors,
interest-groups and others) factors. Such factors of SHRM implementation can be excluded in
internal organizational environment: the size of organization, financial resources, organizational
strategy, the level of informational technologies in organization and their usage in implementation
of functions; the qualification of HR; supreme level managers’ attitude towards personnel
specialists and engagement in implementation of SHRM; the direct managers’ engagement in
SHRM implementation. With reference to abstracted essential attitudes of SHRM, it can be stated
that personnel specialists are very important in implementation of SHRM. In spite of growing
requirements for personnel specialists (for exp., to become strategic partners, to analyze external
environment and other.), their abilities and relevance for implementation of new goals are totally
undiscussed, unquestioned. The connection between implementation of systems of SHRM functions
and practice characteristic of personnel specialists is totally unexamined. Therefore the scheme of
intercourse between system of SHRM functions and environmental factors was complemented with
the element of practice characteristic of personnel specialists. Also there was formulated second
principal hypothesis (H2.) of the thesis that the implementation of the system of SHRM functions is
related to practice characteristics of personnel specialists in municipal administrations. While
analysing different characteristic the following partial hypotheses have also been formulated:
(H2.1.) specialisation of persons implementing HRM functions is an important factor related to the
implementation of the system of SHRM functions,; (H2.2) workload of personnel specialists is an
important factor related to the implementation of the system of SHRM functions, (H2.3) proper
qualification of personnel specialists is an important factor related to the implementation of the
system of SHRM functions; (H2.4) constant improvement of qualification is an important factor
related to the implementation of the system of SHRM functions, (H2.5) experience of specialists in
HRM is an important factor related to the implementation of the system of SHRM functions, (H2.6)
position held by personnel specialists is an important factor related to the implementation of the
system of SHRM functions, (H2.7) the perception of performed role by personnel specialists is an
important factor related to the implementation of the system of SHRM functions, (H2.8) the
engagement of personnel specialists (the perception of the importance of functions and time put into
their implementation) is an important factor related to the implementation of the system of SHRM
functions. The theoretical framework of correlations between implementations of system of SHRM
functions and practice characteristic of personnel specialists is presented in next picture (see Figure

2).
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Attitudes of SHRM

SHRM functions

Ensuring pro-
activeness and
organic practice.

Strategic
orientation based
on operational
engagement.

Perception of
the significance of
HR and giving
them the role of a
strategic partner.

Ensuring the
involvement of HR
in implementation
of organizational
mission and
strategy.

Active
participation in
environmental
analysis, adoption
of strategic
objectives and
decisions, creation
of competitive
advantages and
value.

Supporting
implementation of
mission and
strategy.

Formulating
detailed HRM
strategy, ensuring
its implementation.

Active
participation in
formation and
preservation of
culture and values.

Open and tight
cooperation of the
personnel
department with
managers of all
levels.

Developing HR
and the personnel
unit competences
(as a tool for
creating value and
competitive
advantages).

Prevalence of
team work
organisation
methods and
management.

Distributing
HRM activities
among different
actors, transferring
operational
activities to
specialised comp.

Participation in formulating, institutionalizing and implementation of
organizational strategy: participation in formulating of organizational mission
and strategic goals; participation in analyzing of external and internal
environment; participation in identifying, forming and managing of value and
competitive advantages; explaining and supporting of strategy.

Participation in management of organization’s culture: performance of surveys
on organization’s culture; forming and implementing of organization’s culture.

Development of HRM strategy: forming of HRM objectives accordingly to
general strategy and organization’s culture; analysis of HR of organization;
comparison of strategic requirements and characteristic of HR; determination of
essential decisions about recruitment and development.

Analysis, classification and evaluation of works: gathering information on every
work in organization; formulation of position descriptions; formulation of
requirements for competency of work executor; formation of list of personnel
positions.

Work organization: determination and improvement of work division and
cooperation; formation and improvement of work structures; organization and
evaluation of team work.

HR recruitment: formation and dissemination of vacancy announcement;
acceptance, screening and testing of applicants and their documentation;
preparation and contraction of recruitment documents; formation and
implementation of adaptation program.

HR development: analysis of HR skills and qualifications; planning and
realization of qualification development; planning and realization of substitution.

HR movement management: planning and implementation of carrier; forming
and realization of preventional means for resignation; estimating HR excess;
management of redundancy.

HR evaluation: planning of evaluation; establishing of criterion of value creation;
evaluation of HR; acceptance and realization of decisions and conclusions after
evaluation.

Employee motivation: forming and realization of system of positional salary
forming and realization of system of additional pays; forming and realization of
systems of social guaranties; forming and realization of systems of social and
psychological motivation.

Ensuring guidance and feedback: delivering information for employees;
guidance of managers; ensuring feedback for employees from managers; ensuring
feedback for managers from employees.

Management of the HR information database: pursuing of personnel records;
pursuing necessary documentation; forming and maintaining of HR information
database; preparing of external reports.
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Implementation of legislation: implementation of work legislation;
implementation of equal opportunities act; ensuring of work safety; forming of
collective agreement; pursuing of internal rules and units regulation;
implementation of other regulation.

practice characteristic of personnel specialists

Figure 2. Theoretical framework of correlation between implementation of system of SHRM functions and
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While analyzing the context of HRM at municipal administrations of Republic of Lithuania, a
purposeful research of correlation between legal regulation of human resource management in these
institutions and SHRM concept is accomplished in chapter 2. The Law on Civil Service of the

Republic of Lithuania (http://www?3.1rs.It/pls/inter3/dokpaieska.showdoc 1?7p_1d=362249), the Law

on Local Self-Government of the Republic of Lithuania
(http://www.skelbimas.lt/istatymai/vietos_savivaldos istatymas.htm), the Standard Regulations on

Personnel ~ Administration  Services (http://www3.Irs.It/pls/inter3/dokpaieska.showdoc _1?p _id

=306751&pquery=&p_tr2=) and the Strategic Planning Methodology (LR Vyriausybés nutarimas

2009 m. sausio 7 d. Nr. 8 “Dél Lietuvos Respublikos Vyriausybés 2002 m. birzelio 6 d. nutarimo
Nr. 827 ,,Dél strateginio planavimo metodikos patvirtinimo” pakeitimo™; Zin. 167) served as a basis
for regulation analysis and searches for links.

The analysis of correlations between the regulated functions of civil servants’ management
with SHRM has showed that the Law on Civil Service of the Republic of Lithuania does not
regulate functions that are relevant to the SHRM concept (involvement in formation,
institutionalisation and implementation of the strategy of the organisation; participation in the
cultural management of the organisation; development of the HRM strategy; ensuring guidance and
feedback) and provides managers of institutions freedom to decide whether these functions should
be implemented and what peculiarities implementation of functions should possess. The
implementation of operational activities regulated by the law only partially correspond attitudes of
SHRM concept. Such basic variances between provisions of the Law on Civil Service of the
Republic of Lithuania and attitudes of SHRM concept might be marked: competences necessary for
implementation of strategic goals are not evaluated during selection of applicants; the adaptation of
new employees are not accomplished (ignored); the necessity to plan the carrier is undetermined,
the implementation of carrier is perceived as a result of personal decision and attempts of civil
servant; the evaluation of performance of civil servant does not include their contribution in
realization of strategic goals; the correspondence between motivation of civil servants and SHRM is
erasured by limited possibilities to increase salary for civil servants. The analysis of the functions
regulated by the Standard Regulations on Personnel Administration services has revealed that the
emphasis is usually on the necessity to ensure the implementation of legal requirements, to develop
and organise aspects of the HR information database. Functions that are appendant with forming of
HRM strategy are mentioned fairly frequently (the analysis of HR composition, the formation of
proposals for demand of HR and their effective utilization, ectr.). Yet, in spite of highlighting of
separate aspects, there is no systemic attitude towards formation of HRM strategy. So, it can be
stated that the implementation of the SHRM concept is not promoted in organizations of public

sector (including municipalities’ administrations) at national (governmental) level.



Centralization of civil service management influences the possibilities to implement the
SHRM concept in municipal administrations through the forming of policy, legal regulation and
implementation of functions that are relevant in strategic management of human resources.
According to the provisions of laws, personnel specialists are given the role of managers’ assistants.
Whereas in the SHRM concept there is a strong accent that personnel specialists must become or
attempt to become “‘strategic partners of managers”. So such role does not correspond with the
attitudes of SHRM.

The results of contextual analysis of correlation between implementation of system of SHRM

functions and practice characteristic of personnel specialists are presented in next figure (see Figure

3).

Methodology of
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development of the

HRM strategy
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The analysis of correspondence between strategic planning of municipal institutions and the
SHRM concept revealed that the importance of HR and their planning is unstressed and equalized
all the other resources. The planning of these resources is defined as the analysis and evaluation of
composition, structure and role of HR. Also, there is prescribed obligation to use available and
prospective HR effectively and optimally. However, the obligation to formulate HRM strategy or
determine its components (HRM goals, comparison of strategic requirements and characteristic of
HR, determination of essential decisions about recruitment and development) is not prescribed in
Strategic Planning Methodology. So, it can be stated, that documents regulating strategic planning
in public institutions of the Republic of Lithuania do not provide sufficient elaboration and
explanation of HR planning which is necessary for the development of the HRM strategy.

Empirical research methodology is formed and validated, and research data is presented,
analyzed and interpreted in chapter 3.

The goal of research is to survey the correlation between the implementation of system of
SHRM functions and practice characteristic of personnel specialists in the context of municipalities’
administrations of the Republic of Lithuania.

Empirical survey is aimed at answering two major questions of thesis: 1) is there the
foundations of the system of SHRM functions in municipal administrations; 2) is there the
correlation between implementation of SHRM functions and practice characteristic of personnel
specialists (specialization, workload, proper qualification, constant improvement of qualification,
experience in HRM field, position held, perception of performed role, engagement in
implementation of functions). In order of testing hypothesis and reaching the goal of research,
qualitative research method was employed: questionnaire survey of personnel specialists of
municipal administrations.

The questionnaire was formed of two blocks of main questions: the questions identifying
practice characteristics of respondents (ten questions about respondents’ specialization, workload,
qualification and its improvement, experience in personnel administration field, held position,
perception of performed role and engagement in implementation of functions); the questions
identifying the implementation of system of SHRM functions (twelve questions about the
correspondence between functions implemented by respondents and the SHRM concept (its
attitudes). Two questions were used both for measuring of practice characteristic and form
measuring of functions implementations correspondence with the SHRM concept.

The inquiry was held in April — August of 2010. The research and the questionnaire were
coordinated with the specialists of the Association of Local Authorities in Lithuania. Former

specialists of personnel department of municipal administration of Klaipeda city participated in
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pilot survey. Their experience validated their adequacy for main exploratory persons group. The
statement of questionnaire and possible answers were corrected or replaced pending pilot survey.

Entirety of surveyed persons is formed of personnel specialists of municipalities’
administrations. Basing on information represented in internet pages of municipalities and
additional data correction, there are 121 specialists who implement personnel administration
activities in municipal institutions. The research questionnaires were distributed among all
specialists. 109 filed questionnaires were collected. This means that 90,1 of research population
participated in this survey. This number of specialists who participated in survey certain reliability
of survey (external data validity) and allows to generalize the results of survey for all population of
personnel specialists of municipalities’ administrations. The questionnaires were delivered
personally for personnel specialists in Klaipéda region (Klaipéda city, Klaipéda district, Kretinga
district, Skuodas district, Siluté district, Palanga city, except Neringa) and Siauliai city ir Siauliai
district municipalities’ administrations. In municipalities’ administrations of Klaipéda region the
author of the thesis participated in filing of questionnaires with the agreement of respondents.
Comments and remarks on questionnaire and object of survey were fixated and discussed. Personal
letters with information about pursued thesis research and request to take part in it were sent to
personnel specialists of other municipalities’ administrations.

The analysis of survey results revealed that:

The first principal hypothesis (H1) “municipal administrations of Lithuanian towns and
districts have the foundations of the system of SHRM functions” has been confirmed.

The second principal hypothesis (H2) “the implementation of the system of SHRM
functions is related to practice characteristics of personnel specialists” has been partially
confirmed:

Partial hypothesis H2.1 “specialisation of persons implementing HRM functions is an
important factor related to the implementation of the system of SHRM functions” has been
confirmed.

Partial hypothesis H2.2 “workload of personnel specialists is an important factor related to
the implementation of the system of SHRM functions” has been unconfirmed.

Partial hypothesis H2.3 “the proper qualification of personnel specialists is an important
factor related to the implementation of the system of SHRM functions” has been unconfirmed.

Partial hypothesis H2.4 “constant improvement of qualification is an important factor related
to the implementation of the system of SHRM functions” has been unconfirmed.

Partial hypothesis H2.5 “the experience of specialists in HRM is an important factor related

to the implementation of the system of SHRM functions” has been partially confirmed.
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Partial hypothesis H2.6 “the position held by personnel specialists is an important factor
related to the implementation of the system of SHRM functions” has been confirmed.

Partial hypothesis H2.7 “the perception of the role performed by personnel specialists is an
important factor related to the implementation of the system of SHRM functions” has been
confirmed.

Partial hypothesis H2.8 “the engagement of specialists (the perception of the importance of
functions and time put into their implementation) is an important factor related to the
implementation of the system of SHRM functions” has been confirmed.

In order to implement the system of SHRM functions in Lithuanian municipal
administrations, recommendations for improvement of functions implemented by personnel

specialists and formation of their practice characteristic are given in chapter 4 (see Figure 4).
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CONCLUSIONS

The analysis of scientific literature has revealed changes in the importance of HR and the
methods, measures and concepts applied to HR management. Every successive conception has
improved the previous approach by adjusting it to new conditions of the activity. It has been
established that strategic human resource management (SHRM) has formed as a result of the
shifting personnel management and HRM concepts in the public and private sectors. The
development and prevalence of the SHRM conception in public administration theories are
associated with the spread of strategic management theories. Its relevance is promoted by the
attempt to ensure effective and efficient strategic thinking and management in institutions. Detailed
analysis of conceptual personnel management, HRM and SHRM attitudes to different aspects of
organization and its activity allowed to reveal the pecularities of SHRM and to formulate such main
attitudes of this concept: ensuring pro-activeness and organic practice; strategic orientation based on
operational engagement; perception of the significance of HR and giving them the role of a strategic
partner; ensuring the involvement of HR in implementation of organizational mission and strategy;
active participation in environmental analysis, adoption of strategic objectives and decisions,
creation of competitive advantages and value; supporting implementation of mission and strategy;
producing detailed HRM strategy, ensuring its implementation; active participation in formation
and preservation of culture and values; open and tight cooperation of the personnel department with
managers of all levels; developing HR and the personnel unit competences (as a tool for creating
value and competitive advantages); prevalence of team work organisation methods and
management; distributing HRM activities among different actors, transferring operational activities
to specialised companies.

Summarisation and systemisation of the key attitudes allowed to formulate the SHRM
concept stating that strategic human resource management is a strategic area where the supreme
level managers, personnel specialists, line managers and specialised companies, through active
cooperation, are developing a HRM strategy and with the help of the measures determined in this
strategy aim not only at managing the most important human resources, but also at ensuring the
involvement of them as strategic partners in the creation and implementation of the mission,
strategic objectives, and value.

2. The analysis of set of main SHRM functions or researches of separate functions prevail in
scientific literature on SHRM. Yet, there is no unified scientific opinion on what functions form the
system of SHRM. The revealed evolution of personnel management and HRM into SHRM was
foundation form formation of system of SHRM functions. The list of personel management and
HRM functions has been revised with the SHRM. Fundamental changes in a system of SHRM

functions were established while analyzing the impact of SHRM attitudes on the execution of each
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function. Taking into account the opinion of scholars and effect of provisions of SHRM concept,
thirteen functions have been included into the system of SHRM: involvement in formation,
institutionalisation and implementation of organisational strategy; participation in management of
organisation’s culture; development of HRM strategy; analysis, classification and assessment of
works; work organisation; HR recruitment; HR development; HR movement management; HR
assessment; employees motivation; ensuring guidance and feedback; management of the HR
information database; implementation of legislation. Considering that personnel management and
HRM functions are the basis of a system of SHRM functions, the first principal hypothesis (HI.)
has been formulated stating that municipal administrations of Lithuanian towns and districts have
the foundations of the system of SHRM functions.

3. Scientific research does not analyse the correlation between the implementation of SHRM
functions and practice characteristics of personnel specialists. In the light of the key SHRM
provisions distinguished, it may be stated that personnel specialists play an important role in the
implementation of this concept. Therefore the scheme of intercourse between system of SHRM
functions and environmental factors was complemented with the element of practice characteristic
of personnel specialists. There was formulated second principal hypothesis (H2.) of the thesis that
the implementation of the system of SHRM functions is related to practice characteristics of
personnel specialists in municipal administrations. The following partial hypotheses have also been
formulated: (H2.1.) specialisation of persons implementing HRM functions is an important factor
related to the implementation of the system of SHRM functions, (H2.2) workload of personnel
specialists is an important factor related to the implementation of the system of SHRM functions;
(H2.3) proper qualification of personnel specialists is an important factor related to the
implementation of the system of SHRM functions; (H2.4) constant improvement of qualification is
an important factor related to the implementation of the system of SHRM functions; (H2.5)
experience of specialists in HRM is an important factor related to the implementation of the system
of SHRM functions; (H2.6) position held by personnel specialists is an important factor related to
the implementation of the system of SHRM functions,; (H2.7) the perception of performed role by
personnel specialists is an important factor related to the implementation of the system of SHRM
functions, (H2.8) the engagement of personnel specialists (the perception of the importance of
functions and time put into their implementation) is an important factor related to the
implementation of the system of SHRM functions.

4. Municipalities of the Republic of Lithuania is very important when effectively dealing with
local communities maters, implementing the principles of democracy, assuring efficient functioning
of whole public sector. This makes the analysis of factors promoting the positive development of

human resource management in municipal administrations a highly relevant public administration
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research area. Scientific and practical sources discusses about merits and disadvantages of
regulation and centralisation of human resource management in the public sector (also in municipal
administrations). To reveal correlations between the implementation of the system of SHRM
functions and practice characteristics of personnel specialists in municipal administrations of the
Republic of Lithuania, regulation of human resource management in these institutions and its
correlations with the SHRM concept have been scrutinised. The Law on Civil Service of the
Republic of Lithuania, the Law on Local Self-Government of the Republic of Lithuania, the
Standard Regulations on Personnel Administration Services and the Strategic Planning
Methodology served as a basis for regulation analysis and searches for links.

The analysis of correlations between the regulated functions of civil servants’ management
with SHRM has showed that the Law on Civil Service of the Republic of Lithuania does not
regulate functions that are relevant to the SHRM concept (involvement in formation,
institutionalisation and implementation of the strategy of the organisation; participation in the
management of organisation’s culture; development of the HRM strategy; ensuring guidance and
feedback) and provides managers of institutions freedom to decide whether these functions should
be implemented and what peculiarities implementation of functions should possess. The
implementation of operational activities regulated by the law only partially corresponds with
attitudes of SHRM concept. The analysis of the functions regulated by the Standard Regulations on
Personnel Administration services has revealed that the emphasis is usually on the necessity to
ensure the implementation of legal requirements, to develop and organise aspects of the HR
information database. It may be stated that the Standard Regulations on Personnel Administration
Services do not promote the implementation of the SHRM concept and are focused only on
functions that are typical for the operational personnel management conception. According to the
provisions of laws, personnel specialists are given the role of managers’ assistants, which does not
meet the necessity highlighted in the SHRM provisions for personnel specialists to become or
attempt to become “strategic partners of managers”. Documents regulating strategic planning in
public institutions of the Republic of Lithuania do not provide sufficient elaboration and
explanation of HR planning which is necessary for the development of the HRM strategy. Hence, it
may be concluded that the implementation of the SHRM concept is not promoted in organizations
of public sector, including municipalities’ administrations, at national level.

5. To sum up the analysis of correlations between the implementation of the system of
SHRM functions and practical characteristics of personnel specialists in Lithuanian municipal
administrations, it may be stated that the first principal hypothesis has been fully confirmed, and the

second one confirmed partially.
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5.1 The first principal hypothesis (H1.) that municipal administrations of Lithuanian towns
and districts have the foundations of the system of SHRM functions has been confirmed. The
foundations of SHRM in municipal administrations of Lithuanian towns and districts have been
assessed through the examination of the correspondence of the functions implemented by personnel
specialists with the SHRM attitudes, the perception of the importance of functions that form an
SHRM system and the time put into the implementation of such functions. According to the data of
the correspondence of the implementation of functions with the SHRM attitudes, it may be stated
that municipal administrations of Lithuanian towns and districts have the foundations of the system
of SHRM functions. The functions of development of the HRM strategy and ensuring guidance and
feedback, which are very important to this conception, comply with the SHRM provisions the most,
while participation in the management of organization’s culture - the least.

The attitude of personnel specialists from municipal administrations towards the importance
of the implemented functions partially aligns with the system of SHRM functions. Functions that
are highly relevant in the SHRM system (involvement in formation, institutionalisation and
implementation of the strategy of the organisation; participation in the management of the
organisation’s culture; development of the HRM strategy; ensuring guidance and feedback) are
rather highly rated in provided scale.

It has been determined that in general the time that personnel specialists spend for
implementation of their functions meet the SHRM conception only with certain reservations.
Personnel specialists spend the least working time with functions highlighted in HRM and SHRM
conceptions (involvement in formation, institutionalisation and implementation of the strategy of
the organisation; participation in the management of the organisation’s culture; development of the
HRM strategy; ensuring guidance and feedback). It may be noted, though, that personnel specialists
perform all functions relevant to SHRM.

5.2. The second principal hypothesis (H2.) that the implementation of the system of SHRM
functions is related to practice characteristics of personnel specialists (specialisation, workload,
proper qualification, constant improvement of qualification, experience in HRM, the position held,
perception of the role performed, involvement in the implementation of functions) has been partially
confirmed.

Partial hypothesis H2.1. that specialisation of persons implementing HRM functions is an
important factor related to the implementation of the system of SHRM functions has been
confirmed. The application of statistical criteria has revealed correlations between the specialisation
of personnel specialists from municipal administrations and the implementation of such SHRM
functions as work organisation; HR recruitment; HR movement management; HR assessment;

ensuring guidance and feedback. It may be concluded that persons working in specialised personnel
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administration services claim to be implementing these functions that are in greater compliance
with the SHRM provisions.

Partial hypothesis H2.2. that workload of personnel specialists is an important factor related
to the implementation of the system of SHRM functions has been unconfirmed. The analysis of
correlations between workload of personnel specialists in municipal administrations and the
implementation of SHRM functions has revealed that the answers of the respondents were
statistically significantly different only in case of HR recruitment. However, HR concentration
which complies with SHRM the best has been demonstrated by specialists who have more than 126
civil servants and employees of a municipal administration, i.e. those who have the heaviest
workload.

Partial hypothesis H2.3. that the proper qualification of personnel specialists is an important
factor related to the implementation of the system of SHRM functions has been unconfirmed.

Partial hypothesis H2.4. that the constant improvement of qualification is an important factor
related to the implementation of the system of SHRM functions has been unconfirmed.

Partial hypothesis H2.5. that the experience of specialists in HRM is an important factor
related to the implementation of the system of SHRM functions has been partially confirmed. The
answers of the personnel specialists are statistically significantly different only in case of the
implementation of the HR recruitment.

Partial hypothesis H2.6. that the perception of the role performed by personnel specialists is
an important factor related to the implementation of the system of SHRM functions has been
confirmed. The research has revealed a statistically significant link between the perception of the
role performed by personnel specialists and the implementation of all SHRM functions. The
respondents who perceive their role more strategically also indicate that they are implementing
functions that are in more compliance with the SHRM provisions.

Partial hypothesis H2.7. that the position held by personnel specialists is an important factor
related to the implementation of the system of SHRM functions has been confirmed. Statistically
significant correlations between the position held by personnel specialists in municipal
administrations and the implementation of SHRM functions (involvement in formation,
institutionalisation and implementation of the strategy of the organisation; participation in the
management of the organisation’s culture; development of the HRM strategy; work organisation;
HR recruitment; HR development; HR assessment; ensuring guidance and feedback; management
of the HR information database) has been revealed.

Partial hypothesis H2.8 that the engagement of personnel specialists (the perception of the
importance of functions and time put into their implementation) is an important factor related to the

implementation of the system of SHRM functions has been confirmed. It has been determined that
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the more the significance of the function is understood, the more its implementation is in
compliance with the SHRM attitudes. Such statistically significant link has been established when
exploring the implementation of most of the functions that constitute the system of SHRM
functions (involvement in formation, institutionalisation and implementation of the strategy of the
organisation; participation in the management of the organisation’s culture; development of the
HRM strategy; analysis, classification and assessment of works; work organisation; management of
the HR information database). The link between the time put into the implementation of the
functions and its compliance with the SHRM attitudes has been even more frequent. Such link has
been established when examining such functions as involvement in formation, institutionalisation
and implementation of the strategy of the organisation; participation in the management of the
organisation’s culture; development of the HRM strategy; analysis, classification and assessment of
works; HR concentration; HR assessment; ensuring guidance and feedback; management of the HR
information database. A conclusion may be drawn therefore that the more time is put into the
implementation of a function, the more its implementation is in compliance with the SHRM
attitudes.

6. The empirical research of correlations between the implementation of SHRM functions and
practice characteristics of personnel specialists in Lithuanian municipal administrations has
revealed the potential for the implementation of the system of SHRM functions. To improve the
functions implemented it is recommended: to expand personnel administration in municipal
administrations with functions relevant to SHRM; to introduce development of the HRM strategy;
to ensure the connection between the implementation of operational functions and strategic
objectives of administrations and their implementation.

In order to implement the system of SHRM functions in Lithuanian municipal
administrations, focused development of the personnel’s characteristics bellow is of crucial
importance: to ensure specialisation; to establish a sufficient number of personnel specialists and to
improve the distribution of the positions among them; to employ experienced specialists and to
ensure the opportunity for the existing specialists to accumulate the necessary experience; to declare
the importance of HR and personnel specialists in strategic municipal documents and daily
activities; to include personnel specialists in working groups performing strategic analysis and
planning; to develop and introduce measures focused on dissemination of strategically relevant

information in the personnel unit and administration.
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CHARAKTERISTIKU SASAJOS: SAVIVALDYBIU ADMINISTRACIJU ATVEJIS

Santrauka

Temos aktualumas. Ekonominiai, visuomeniniai, politiniai pokyciai salygoja vieSojo
sektoriaus organizacijy, jose vykstanciy procesy bei veiklos kaita. VieSojo valdymo reformos siekia
pakeisti biurokratinius ir i centralizuota valdyma orientuotus administravimo modelius bei idiegti
pazangius, privataus sektoriaus patirtimi besiremiancius vadybinius modelius bei veiklos metodus.
Valdymo modernizavimo ir veiksmingumo id¢jos diegiamos ir Lietuvos Respublikos miesty ir
rajony savivaldybése (toliau — savivaldybiy administracijose), kuriy veikla yra labai svarbi tvarkant
vietos bendruomeniy reikalus, igyvendinant demokratijos nuostatas.

Analizuojant vieSojo sektoriaus reformuy sékmingo jgyvendinimo, Naujosios vieSosios
vadybos nuostaty idiegimo prielaidas pasaulingje literatiiroje (N. Thom, A. Ritz, 2004; R.P.
Battaglio, S.E. Condrey, 2006; F. Pichault, 2007; M. Amstrong, 2008; R.P. Battaglio, 2010; ir kt.)
akcentuojama zmogiskuyjuy iStekliy bei ju valdymo tobulinimo svarba - biitiniems pokyc¢iams
identifikuoti, sprendimy alternatyvoms nustatyti ir pasirinktosioms efektyviai jgyvendinti reikia
zmogiskyjy istekliy, sugebanciy koncentruotai ir logiskai iSdéstyti prioritetus bei atlikti reikiamas
uzduotis idéjoms realizuoti. Jungtiniy tauty Pasaulio vieSojo sektoriaus ataskaitoje (United Nations,
World Public Sector Report, 2005) nurodoma, kad zmogiskieji iStekliai atliecka lemiama vaidmeni
tobulinant ir stiprinant instituciju veiksminguma ir veiklos vystyma, tod¢l ju (zmogiskyjy istekliy)
valdymas yra iSkeltas i pirma vieta kaip pagrindinis vieSyju instituciju vadovy riipestis. Misuy Salies
mokslininkai (V. Domarkas, V. Jukneviciené, 2007; K. Masiulis, 2007; V. Jukneviciené, 2008; A.
Raipa, 2009 (a); J. giugidiniené, 2009 (b); R. gnapstiené, 2009, Z. Zidonis, N. Jaskinaite, 2009)
pabrézia zmogisSkujuy istekliy svarba tiek modernizuojant vieSasias organizacijas, tiek ir uztikrinant
kasdienés veiklos efektyvuma. Savivaldybiu administracijy zmogiskieji iStekliai yra labai svarbis,
nes savo darbo rezultatais veikia kasdieni zmoniy gyvenima bei itakoja visuomenés pasitikéjima
demokratija ir bendrai valdZios institucijomis. Tokia akcentuojama svarba leidzia ZmogiSkiesiems
iStekliams suteikti strategini statusa ir iskelia butinybe svarstyti, identifikuoti ir analizuoti
strateginio zmogiskuju istekliy valdymo igyvendinimo savivaldybiy administracijose aspektus bei
veiksnius. Strateginis poziiiris modernizuojant viesojo sektoriaus Zzmogiskyju iStekliy valdyma gali
biiti Zymiai veiksmingesnis, nei tradicinés reformos (R.P. Battaglio, S.E. Condrey, 2006, P.118).

Strateginis zmogiskujy istekliy valdymas (toliau — SZIV) yra tarpusavyje integruoty nuostatuy,
veikly ir priemoniy sistema (modelis), orientuota i organizacijos strateginiy tiksly igyvendinima.

Pagrindinés nuostatos atskleidzia koncepcijoje vyraujant] poziiiri { organizacija bei jos veiklos
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aspektus. Viena pagrindiniy nuostaty, salygojandiu SZIV koncepcijos igyvendinima arba
apsisprendima siekti Sios koncepcijos igyvendinimo yra zmogiSkyju istekliy pripazinimas
svarbiausiais ir suvokimas, kad biitent jie lemia organizacijos veikla. Taip pat iSskirtinis uzdavinys
tenka personalo valdymo tarnyboms / specialistams (toliau — personalo specialistai), prisiimant
nauja strateginio partnerio vaidmeni, jgyvendinant SZIV aktualias funkcijas.

Uzsienio literatiiroje yra pateikiama atskiry SZIV aspekty igyvendinimo vietos valdymo
institucijose geroji patirtis. Analizuojama ir diskutuojama auksc¢iausio lygmens vadovy bei
tiesioginiy vadovy isitraukimo svarba ir sasajos su SZIV igyvendinimu. SZIV nagrin¢jancioje
literatliroje personalo specialistams tenka reikSmingai mazesnis démesys. Dazniausiai yra
apsiribojama personalo specialisty vaidmeny skirtingose koncepcijose analizavimu ir klasifikavimu.
O detalesniy personalo specialisty ir veiklos charakteristiky tyrimy SZIV kontekste nevykdoma.
Tuo tarpu Lietuvos savivaldos institucijy kontekste SZIV koncepcijos pritaikymas nesvarstomas ir
panasts tyrimai neatlickami. Taip pat néra moksliSkai analizuojami savivaldos ir kity vieSuyju
institucijy personalo specialisty vaidmenys, kitos charakteristikos. Miisy Salies vieSyju organizacijy
(tam tarpe ir savivaldybiy administracijy) personalo specialisty veiklos charakteristikos (pvz., ju
skaiCius) tiriamos tik statistiniais (demografiniais) pagrindais specifiniuose tyrimuose. Tokia
situacija tiek moksliniu, tiek ir praktiniu aspektu skatina suformuoti SZIV funkcijy sistema, jvertinti
SZIV funkcijy sistemos jgyvendinimo savivaldybiy administracijose galimybes bei nustatyti $ios
sistemos igyvendinimo bei personalo specialisty veiklos charakteristiky sasajas.

Moksliné problema. Siame darbe sprendziama moksling problema sudaro dvi vie$ojo
administravimo zmogiskyju iStekliy valdymo zinojimo spragos: nesuformuota vieSosioms
organizacijoms tinkanti SZIV funkcijy sistema, neatskleistos (neistirtos) SZIV funkcijy sistemos
igyvendinimo bei personalo specialisty veiklos charakteristiky sqsajos. Moksliniu taikomuoju
tyrimu ie$koma atsakymy i $iuos klausimus: kokios funkcijos turi sudaryti SZIV sistema vie$ojoje
organizacijoje; kaip SZIV funkcijuy sistemos jgyvendinimas yra susijgs su personalo specialisty
veiklos charakteristikomis.

Pastebétina, kad ZIV daznai yra analizuojamas gana fragmentiskai, nagrinéjamos atskiros
funkcijos ar aspektai. Savo pozidirius { SZIV sistemy funkcing sandarg sitile D.E. Guest (1999),
D.M. Daley ir M.L. Vasu (2005, P.157), R.S. Akhita ir kt. (2008), D. Ulrich et al. (2009, P. 188),
M.A. Huselid, B.E. Becker (2011, P.422). Taciau vieningo sutarimo, kokios funkcijos formuoja
SZIV sistema, néra (P. Wright et al., 2005; C. Sheehan et al., 2007, P. 614; R. Snapétiené, 2009,
P.123). Be to, SZIV viesajame sektoriuje tenka itin menkas démesys (S. Bach, I. Kessler, 2007,
P.469; F. Pichault, 2007, P.266; M.R. Allen, P. Wright, 2007, P.101; J. Brandl et al., 2009, P.194;
J.L. Perry, 2010). Dazniausiai teorijos formuojamos remiantis stambiose verslo organizacijose

atliktais tyrimais (R.B. Peterson, 2004; ), o veliau yra patikrinamos mazose ir vidutinio dydzio
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imonése. Taciau atliekami tyrimai yra menkai pritaikomi vieSojo sektoriaus organizacijose, kurias
riboja politiné ir visuomeniné atskaitomybé (D. Grant, J. Shields, 2002, P.320; V. Jukneviéieng,
2008, P.82). Daugiausia vie$ojo sektoriaus SZIV moksliniy tyrimy atlickama Vakary Europos $aliy
ir JAV kontekste (S. Coleman Selden et al., 2000; S.W. Hays, 2004; D.M. Daley, M.L. Vasu, 2005;
R.R. Sims, 2009). Taip pat SZIV jgyvendinimas analizuojamas ir Kinijos (LH. Chow et al., 2008, P.
687; H. Ngo et al., 2008), Australijos (T. Bartram, 2005; J. Matthews, 2002) bei kity Saliy
kontekstuose. Taciau LR vieSuyjuy organizacijy, tame tarpe ir savivaldybiy administraciju kontekste
SZIV tyrimai nevykdomi. Taigi SZIV funkcijy sistemos suformavimas yra aktuali vie$ojo
administravimo moksliné problema.

SZIV igyvendinimas ne maza dalimi priklauso nuo $ias funkcijas jgyvendinanéiy specialistu,
taciau mokslinéje literatiiroje empiriniy duomeny ar moksliniy diskusiju Siuo klausimu yra labai
mazai. Dazniausiai apsiribojama konstatavimu, kad personalo specialistai iSgyvena pasitikéjimo ar
iteisinimo krize¢ (E.M. Berman et al. 1999, P.15; T.A. Kochan, 2004, P.132; E. Rasmussen et al.,
2010, P.104). Pasaulinéje literatiiroje personalo tarnyby vaidmenys ir i$ dalies — specialisty veiklos
charakteristikos, empiriskai analizuojamos dideliy, tarptautiniy organizacijy kontekste (E.E. Lawler,
S.A. Mohrman, 2003; M. Amstrong, 2008, P.77-78 ).

Taigi itin svarbu suformuoti teoriskai ir empiriskai pagrista SZIV funkcijy igyvendinimo ir
personalo specialisty veiklos charakteristiky sasaju savivaldybiy administracijose modeli. Sio
modelio nebuvimas yra aktuali sprgstina moksliné problema.

Problemos iStirtumo lygis (strateginio ZmogisSkyjy iStekliy valdymo funkcijy, personalo
specialisty vaidmeny, savivaldybiy administracijy ZmogiSkyjy iStekliy tyrinéjimy apzvalga).
Pasaulinéje literatiiroje SZIV srityje svaris M.A. Huselid (1995), Delery ir Doty (1996), P. Boxall
(1998), P. Wright (1995, 2001, 2005), D.E. Guest (2002), M. Armstrong (2008), J. Storey, P.M.
Wright, D. Ulrich (2009), M.A. Huselid, B.E. Becker, (2011) darbai. | vie$ojo sektoriaus SZIV
orientuotus darbus publikavo S.E Condrey (2005), R.S. Beattie, S.P. Osborne (2008), J. Storey
(2009), J.L. Perry (2010) ir kt. Lietuvoje SZIV aspektus nagrinéjo E.E. Jan¢iauskas (2006).

Darbuose, analizuojanéiuose personalo tarnyby / specialisty ir SZIV saveika vyrauja $iu
specialisty jgyvendinamy vaidmeny tyrimai. Sioje srityje itin reik§mingi D. Ulrich ir W. Brockbank
(1997, 2005, 2007, 2009) darbai. Taip pat vaidmenis tyré¢ T.A. Kochan (2004, P.134), Chr. Wright
(2008, P.1064), K. Pritchard (2010), E. Rasmussen et al. (2010, P.116) ir kt.

Savivaldybiy administracijy ir zmogiSkyjuy iStekliy valdymo ypatumus vieSosiose
organizacijose nagrin¢jo V. BarSauskien¢ (1999), J. Juraleviciené (2005), E.E. JanCiauskas (2006),
K. Masiulis (2007), A. Astrauskas ir G. Cesonis (2008), V. Juknevi¢ien¢ (2008), M. Arimaviditité
(2004, 2005, 2007), Z. Zidonis, N. Jaskiinait¢ (2009) ir kt. R. Ciarniené, A. Sakalas, M.

Vienazindiené¢ (2006) Kauno savivaldybéje tyré strateginio personalo valdyma, siekiant {vertinti
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personalo valdymo (administravimo) funkcijuy vykdymo pakankamuma, personalo valdymo
problemas. Taciau publikacijy, tyrinéjanciy personalo specialisty veiklos charakteristiky rinkinio ir
SZIV funkcijy sistemos igyvendinimo saveika savivaldybiy administracijose rasti nepavyko.

Disertacijos objektas, tikslas, uzdaviniai ir metodai.

Tyrimo objektas — SZIV funkcijy sistemos jgyvendinimo ir personalo specialisty veiklos
charakteristiky sasajos. Tyrime samoningai nesiekiama jvertinti auk$c¢iausio lygmens vadovy bei
tiesioginiy vadovy veiklos charakteristiky sasajy su SZIV jgyvendinimu.

Disertacinio darbo tikslas — suformuluoti strateginio zmogiskyju istekliy valdymo funkciju
sistema bei atskleisti Sios sistemos jgyvendinimo ir personalo specialisty veiklos charakteristiky
sasajas savivaldybiy administracijy kontekste.

Darbo tikslui pasiekti keliami Sie uzZdaviniai:

1.  ISnagrinéti strateginio Zzmogiskyju istekliu valdymo formavimasi ir suformuluoti

pagrindines nuostatas.

2. Sudaryti SZIV funkcijy sistema, isryskinant $ioje koncepcijoje aktualias funkcijas.

3. Isskirti personalo specialisty veiklos charakteristikas, kurios gali biiti susijusios su SZIV

funkciju sistemos igyvendinimu.

4.  Apzvelgti SZIV funkcijy sistemos jgyvendinimo ir personalo specialisty veiklos

charakteristiky sasajy modelio konteksta savivaldybiy administracijose.

5. Empiriskai istirti SZIV funkciju igyvendinimo bei personalo specialistu veiklos

charakteristiky sasajas LR savivaldybiy administracijose:

5.1. Nustatyti SZIV funkcijy sistemos pradmeny buvima savivaldybiy administracijose;
5.2. Igtirti SZIV funkciju sistemos jgyvendinimo bei personalo specialisty veiklos
charakteristiky (specializacijos, tenkan¢io kruvio, igytos tinkamos kvalifikacijos,
nuolatinio kvalifikacijos tobulinimo, patirties ZIV srityje, uzimamy pareigy, atliekamo
vaidmens suvokimo, isitraukimo i funkcijy igyvendinima) sasajas.

6.  Pateikti personalo specialisty veiklos charakteristiky formavimo rekomendacijas,

salygojancias SZIV funkcijy sistemos igyvendinima savivaldybiy administracijose.

Disertacinio darbo metodologija. Modeliuojant SZIV funkcijy sistemos ir personalo
specialisty veiklos charakteristiky sasajas bei tiriant Sio modelio pritaikomuma savivaldybiu
administracijose, taikyti Sie bendrieji moksliniy tyrimuy metodai: sisteminé ir lyginamoji analizé,
teorinis modeliavimas, apibendrinimas, interpretavimas, dedukcija. Taip pat panaudoti Sie
empiriniy tyrimy metodai: dokumenty analizé bei anketiné apklausa. Empirinio tyrimo duomeny
analizei pasitelkti matematinés statistikos, lyginamosios analizés, interpretavimo bei apibendrinimy
metodai.

Disertacinio darbo mokslinis naujumas, teoriné ir praktiné reik§mé.
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Disertacijos mokslinis naujumas yra susij¢s su miisy Salies vieSojo administravimo srities
zinojimo spragu uzpildymu. Visi pagrindiniai disertacinio tyrimo objekto aspektai (SZIV funkciju
sistema, personalo specialisty veiklos charakteristikos) Lietuvos mokslinéje literatiiroje yra
analizuojami labai retai, o SZIV funkcijy sistemos jgyvendinimas ir personalo specialisty veiklos
charakteristiky sasajos savivaldybiy administracijose i§ viso néra tirtos. Taip pat disertacinis darbas
atskirais naujumo aspektais (pvz., personalo specialisty veiklos charakteristiky rinkiniu ir jo
analize) papildo ir pasauling viesojo sektoriaus SZIV pazinimo sritj.

Disertaciniame darbe pasiekti teoriniai rezultatai:

1. ISnagrinéta poziiiriy 1 zmogisSkuosius isteklius ir jy valdymui taikomy priemoniy kaita
privatiame bei vieSajame sektoriuose bei isryskintas SZIV analizés vie$ajame administravime
aktualumas.

2. Suformuotas SZIV koncepcija atitinkanéiy pagrindiniy nuostaty rinkinys (visuma).

3. Sudaryta SZIV koncepcija atitinkan¢iy funkcijy bei jas sudaranéiy veikly sistema.

4.  Isskirtos personalo specialisty veiklos charakteristikos (specializacija, tenkantis kriivis,
igyta tinkama kvalifikacija bei nuolatinis jos tobulinimas, patirtis ZIV srityje, uzimamos pareigos,
atlickamo vaidmens suvokimas, jsitraukimas i SZIV funkciju 1gyvendinima), galincios turéti sasaju
su SZIV funkcijy sistemos jgyvendinimu vie$osiose organizacijose.

5. Sudarytas SZIV funkcijy sistemos jgyvendinimo ir personalo specialisty veiklos
charakteristiky sasajy modelis.

Disertaciniame darbe pasiekti praktiniai darbo rezultatai:

1. Nustatytos savivaldybiu administracijy veikla ir Zmogiskyju istekliuy valdyma
reglamentuojanciy LR valstybés tarnybos ir Vietos savivaldos istatymy, Pavyzdiniy personalo
administravimo tarnyby nuostaty, Strateginio planavimo metodikos sasajos su SZIV.

2. Parengtas SZIV funkciju jgyvendinimo savivaldybiy administracijose tyrimo
instrumentas.

3. Atskleistos personalo specialisty veiklos charakteristikos, susijusios su SZIV funkcijy
sistemos igyvendinimu savivaldybiy administracijose.

4.  Suformuluotos rekomendacijos, kaip savivaldybiy administracijoms siekti SZIV
1gyvendinimo, formuojant personalo specialisty veiklos charakteristikas (specializacija, tenkanti
kriivi, patirti ZIV srityje, uzimamas pareigas, atlickamo vaidmens suvokima, isitraukima i funkcijy
igyvendinima).

Disertacijos struktiira. Disertacija sudaro jvadas, keturi skyriai, i§vados, literattiros sarasas,

disertacijos santrauka angly kalba bei priedai (Zr. 1 pav.).
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DISERTACINIO DARBO REZULTATU APZVALGA

Remiantis teorine SZIV funkcijy sistemos bei jos igyvendinimo veiksniy analize, pirmame
darbo skyriuje suformuotas SZIV funkcijy sistemos igyvendinimo ir personalo specialisty
charakteristiky sqsajy modelis.

Ekonominiai, visuomeniniai, politiniai pokyc¢iai, augantys visuomenés reikalavimai salygoja
nuolating koncepciniy pozitriy | vieSojo sektoriaus zmogiskuyju istekliy valdyma kaita. Pradiniuose
etapuose privataus ir vieojo sektoriy ZIV koncepcijos pasizyméjo kardinaliais skirtumais, ta¢iau
nuo pra¢jusio amziaus vidurio abiejy sektoriy darbuotojy valdymui naudoti metodai supanas¢jo;
privadiame ir vieSajame sektoriuose taikytos tapacios (arba labai panasios) koncepcijos: personalo
vadyba (administravimas), zmogiskyju iStekliu vadyba ir strateginé zmogiskujy istekliy vadyba.
VieSojo administravimo kontekste suformuotus pozitrius | zmogiskuyju iStekliy valdyma galima
salyginai suskirstyti i tokius etapus: ZI profesionalizavimas — biurokratizavimas ir administravimas
(personalo valdymas); zmogiskyjy istekliy valdymas; strateginis zmogiSkyju iStekliy valdymas.
Kiekviena sekanti koncepcija tobulino ankstesniojo poziiirio nuostatas, pritaikydama jas prie nauju
veiklos salygy. SZIV koncepcijos i§sivystymas ir jsigal¢jimas vie$ojo administravimo teorijose
siejamas su strateginio valdymo teorijy isitvirtinimu, siekiu uztikrinti efektyvy bei veiksminga
vieSyju institucijy strategini mastyma bei valdyma. Pagrindinés Sios koncepcijos nuostatos buvo
formuojamos verslo sektoriaus kontekste (M.R. Allen, P. Wright, 2007, P.88; A. Yeung et al., 2008,
P. 1-5; M. Alvesson, 2009, P.52; J. Storey, 2009, P. 125), tacCiau Siandien SZIV isskiriamas kaip
vienas svarbiausiy vieSuyju institucijy valdymo klausimy (A. Raipa, 2001, P.22; E. Janciauskas, M.
Arimavicitte, 2002, P.168; N. Thom, A. Ritz, 2004, P. 243) ir aktualiy dabartinés vadybos diskursy
(J. Storey, 2009, P. 125; A. Yeung et al., 2008, P. 5).

Analizuojant personalo vadybos, ZIV ir SZIV apibiidinanéius principinius teiginius atskleisti
reikSmingi koncepciju skirtumai pozitriuose i iStekliaus valdyma, orientacija laike, pagrindinio
objekto svarbos suvokima, pagrindinius tikslus, uzdavinius ir priemones, tarnybos santykius
organizacijoje, investavima { ZI vystyma, taikomus darbo organizavimo metodus bei veikly
vykdytojus. Isskirtos tokios pagrindinés SZIV koncepcijos nuostatos: 1) iniciatyvumo ir
organiskumo uZtikrinimas; 2) strateginé orientacija, pagrista operatyviniu jsitraukimu; 3) ZI svarbos
suvokimas ir $iam istekliui suteikiamas strateginio partnerio vaidmuo; 4) ZI isitraukimo i
organizacijos misijos ir strategijos igyvendinima uztikrinimas; 5) aktyvus dalyvavimas aplinkos
analizgje, strateginiy tiksly ir sprendimy priémime, konkurenciniy pranasumy ir vertés kiirime; 6)
parama misijai ir strategijos jgyvendinimui; 7) i§samios ir detalios ZIV strategijos rengimas, jos
igyvendinimo uztikrinimas; 8) aktyvus dalyvavimas kulttiros ir vertybiy kiirime ir palaikyme; 9)

personalo tarnybos atviras ir glaudus bendradarbiavimas su visy lygmeny vadovais; 10) ZI ir
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personalo tarnybos gebé&jimy vystymas (kaip vertés ir konkurenciniy pranasumy kiirimo priemon¢);
11) komandiniy darbo organizavimo metody bei valdymo stiliaus dominavimas; 12) ZIV veikly
paskirstymas tarp skirtingy vykdytoju, operatyviniy veikly perleidimas specializuotoms imonéms.

Mokslingje literatiroje SZIV funkcijy sistema nagrinéjama retai. Todél Siame skyriuje
nustatytos, detalizuotos bei susistemintos SZIV turinj sudaranéios funkcijos. Pirmiausia, remiantis
atskleistu personalo vadybos ir ZIV vystymusi { SZIV, nagrinétas personalo vadybos ir ZIV turinys
bei sudarytas funkcijy sarasas. Vadovaujantis pozitriu, kad SZIV koncepcijoje itin svarbus kitoks
tradiciniy funkcijuy supratimas ir jgyvendinimas (C. Ban, 2005, P.23; D.M. Daley, M.L. Vasu, 2005,
P.159; A. Yeung et al., 2008, P. 5; M.A. Huselid, B.E. Becker, 2011, P.422) bei siekiant atskleisti
koncepcijy pasikeitimy itaka sistema formuojanciy funkciju vystymuisi, sudarytas funkciju sarasas
koreguotas iskirtomis SZIV nuostatomis. Svarstant SZIV koncepcijos nuostaty jtaka kiekvienos
iSskirtos funkcijos vykdymui, pateikti tokie esminiai funkcijy sistemos pakeitimai jgyvendinant
SZIV koncepcija: ispléstas ir patikslintas dalyvavimo strateginiame valdyme funkcijos pavadinimas
bei turinys; patikslintas dalyvavimo kultiiros ir mikroklimato formavime ir valdyme pavadinimas;
71 planavimo funkcijos turinys apjungtas su nuoseklios ZI politikos formavimo funkcijos turiniu,
veikla i§vystyta i ZI strategijos formavimo funkcija; isryskintas konsultavimo ir griztamojo rysio
funkcijos aktualumas ir turinys; i§ry$kintas atleidimy valdymo aktualumas ZI judéjimo valdymo
funkcijoje; kity SZIV funkcijy turiniai analizés metu detalizuoti { smulkesnes veiklas. I$nagrinéjus
mokslininky nuomones bei jvertinus SZIV koncepcijos nuostaty jtaka, suformuota SZIV funkcijy
sistema apjungiant trylika funkciju: dalyvavima organizacijos strategijos formavime,
institucionalizavime bei jgyvendinime; dalyvavima organizacijos kultiiros valdyme; ZIV strategijos
formavima; darby analize, klasifikavima ir jvertinima; darbo organizavima; ZI telkima; ZI vystyma;
71 judéjimo valdyma; 71 jvertinima; darbuotojy motyvavima; konsultavima ir griztamojo rySio
uztikrinima; ZI informacinés duomeny bazés valdyma; teisés akty nuostaty jgyvendinima.
Vadovaujantis pozitiriu, kad personalo vadybos ir ZIV funkcijos yra SZIV funkcijy sistemos
pradmenys, suformuluota pirmoji pagrindiné hipotezé, kad LR miesty ir rajony savivaldybiy
administracijose yra SZIV funkcijy sistemos pradmenys.

SZIV analizé rodo §ios koncepcijos kompleksiskuma bei sudétinguma, o taip pat leidZia
suvokti, kad SZIV funkcijy sistemos jgyvendinimas yra susijes su daugeliu veiksniy. Literatiiroje
(P. Zakarevicius, 2003, P.130; D.E. Klingner, J. Nalbandian, 2003, P.38, 72-73; N. Thom, A. Ritz,
2004, P.241; A. Eigenhuis, R. van Dijk, 2008, P. 27; C. Ban, 2005, P.30; P. Boxall, 2007, P.48; D.
Ulrich, W. Brokckbank, 2007, P.193; I. Bakanauskiené, 2008, P.71; V. Smalskys, E. Skietrys, 2008,
P.64; D. Ulrich et al., 2009, P. 191; R. gnap§tiené, 2009, P.132) ivardinamus veiksnius galima
suskirstyti 1 dvi grupes pagal priklausomybe iSorinei aplinkai ir vidinei organizacijos aplinkai.

DaZnai pazymima iSoriniy aplinkos veiksniy kritiné svarba valstybinéms institucijoms, kurios yra
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labiau atviros tam tikram aplinkos spaudimui bei suvarzymams, nei verslo organizacijos. Siai grupei
priskiriami mikro (ZIV paslaugas teikiandiu organizaciju pasiekiamumas iSoringje aplinkoje ir ju
veiklos kokybé, valstybés tarnybos modelis) ir makro (ekonominés salygos, politiniai-teisiniai
veiksniai, interesy grupés ir kt.) aplinky elementai. Organizacijy vidingje aplinkoje i$skiriami Sie
veiksniai: organizacijos dydis, finansiniai iStekliai, organizacijos strategija, informaciniy
technologijy lygmuo organizacijoje ir ju pasitelkimas funkciju igyvendinimui; ZI kvalifikacija,
potencialas; auks¢iausio lygmens vadovy poziiiris | personalo tarnyba ir isitraukimas { SZIV
igyvendinima; tiesioginiy vadovy isitraukimas | SZIV igyvendinima. SZIV nuostaty analizé
atskleidé personalo specialisty reikSminguma bei jiems keliamus naujus reikalavimus (pvz.
orientuotis { strateginius organizacijos tikslus ir tuo paciu islaikyti démesi operatyvinéms veikloms,
vertinti iSorinés aplinkos salygas ir kt.). Taciau Siy specialisty pajégumas ir tinkamumas iskelty
uzdaviniy igyvendinimui visiskai nediskutuojamas ir nekvestionuojamas, o rysys tarp SZIV
funkcijuy jgyvendinimo bei personalo specialisty charakteristiky nenagrinéjamas. Todél SZIV
funkcijy sistemos igyvendinimo ir aplinkos veiksniy rySiy schema papildyta personalo specialisty
charakteristiky elementu. Suformuluota antroji pagrindiné disertacinio darbo hipotezé, kad SZIV
funkcijy sistemos jgyvendinimas yra susijes su personalo specialisty charakteristikomis.
Analizuojant charakteristikas, galintias turéti sasajy su SZIV funkcijy sistemos jgyvendinimu,
suformuluotos tokios dalinés hipotezés: funkcijas jgyvendinanciy asmeny specializacija yra
reik§mingas veiksnys, susijes su SZIV funkcijy sistemos jgyvendinimu; personalo specialistams
tenkantis kriivis yra reikimingas veiksnys, susijes su SZIV funkcijy sistemos jgyvendinimu; tinkama
personalo specialisty kvalifikacija yra reikimingas veiksnys, susijes su SZIV funkcijy sistemos
igyvendinimu; nuolatinis kvalifikacijos tobulinimas yra reikimingas veiksnys, susijes su SZIV
funkcijy sistemos jgyvendinimu; specialisty patirtis ZIV srityje yra reik§mingas veiksnys, susijes su
SZIV funkcijy sistemos jgyvendinimu; personalo specialisty uZimamos pareigos yra reiksmingas
veiksnys, susijes su SZIV funkcijy sistemos jgyvendinimu; personalo specialisty atliekamo vaidmens
suvokimas yra reik§mingas veiksnys, susijes su SZIV funkcijy sistemos jgyvendinimu; personalo
specialisty isitraukimas (funkcijy svarbos suvokimas ir jy jgyvendinimui skiriamas laikas) yra
reikSmingas veiksnys, susijes su SZIV funkcijy sistemos jgyvendinimu. SZIV koncepcijos nuostatuy,
funkciju bei jas sudaranciy veikly sistemos bei personalo specialisty veiklos charakteristiky sasaju

hipotetinis modelis pavaizduotas antrame paveiksle (Zr. 2 paveiksla).
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SZIV PRINCIPAI

SZIV FUNKCIJOS

Organiskumo ir
iniciatyvumo
uztikrinimas.

Strateginé
orientacija,
pagrista
operatyviniu
isitraukimu.

71 svarbos
suvokimas ir §iam
istekliui
suteikiamas
strateginio
partnerio vaidmuo.

71 isitraukimo {
organizacijos
misijos ir
strateginiy tiksly
igyvendinima
uztikrinimas.

Aktyvus
dalyvavimas
aplinkos analizéje,
strateginiy tiksly ir
sprendimy
priémime,
konkurenciniy
pranasumy ir
vertes kiirime.

Parama misijai
ir strategijos
igyvendinimui.

Aktyvus
dalyvavimas
kultdiros ir vertybiy
ktirime ir
palaikyme.

I$samios ir
detalios ZIV
strategijos
rengimas, jos
igyvendinimo
uztikrinimas.

Personalo
tarnybos atviras ir
glaudus
bendradarbiavimas
su visy lygiy
vadovais.

Z1ir personalo
tarnybos gebéjimy
vystymas.

Komandiniy
darbo
organizavimo
metody bei
valdymo stiliaus
dominavimas.

ZIV veikly
paskirstymas tarp
skirtingy
vykdytoju,
operatyviniy veikly
perleidimas
specializuotoms
imonéms.

Dalyvavimas organizacijos strategijos formavime, institucionalizavime ir
igyvendinime: dalyvavimas organizacijos misijos ir strateginiy tiksly
formulavime; dalyvavimas i$orinés aplinkos analizéje; dalyvavimas vidinés
aplinkos analizéje; dalyvavimas vertés ir konkurenciniy pranasumy
identifikavime, formavime ir valdyme; strategijos iSaiSkinimas ir palaikymas.

Dalyvavimas organizacijos kultiires valdyme: organizacijos kultiiros tyrimy
vykdymas; organizacijos kulttiros formavimas ir {gyvendinimas.

71V strategijos formavimas: ZIV tiksly formavimas, atsizvelgiant i bendraja
strategija ir organizacijos kultiira; organizacijos ZI analiz¢; strategijos keliamy
reikalavimy ir ZI charakteristiky palyginimas; esminiy telkimo ir vystymo
sprendimy priémimas.

Darby analizé, klasifikavimas ir jvertinimas: informacijos apie kiekviena
organizacijoje atlickama darba surinkimas; pareigybés apraS§ymo parengimas;
reikalavimy darba atliekanc¢io darbuotojo kompetencijai suformulavimas;
personalo pareigybiy saraso sudarymas.

Darbo organizavimas: darbo pasidalijimo ir kooperavimo nustatymas ir
tobulinimas; darbo struktiiry formulavimas ir tobulinimas; komandinio darbo
organizavimas ir vertinimas.

Z1I telkimas: skelbimo apie neuzimta darbo vieta formulavimas ir talpinimas;
pretendenty dokumentacijos priémimas, pirminé atranka, testavimas; jdarbinimo
dokumenty parengimas ir sudarymas; adaptavimo programos sudarymas ir
igyvendinimas.

ZI vystymas: ZI kvalifikacijos, igiidziy analizé; kvalifikacijos kélimo planavimas
ir ijgyvendinimas; pavadavimo rezervo planavimas ir jgyvendinimas.

71 judéjimo valdymas: karjeros planavimas ir igyvendinimas; i§¢jimo i§ darbo
prevenciniy priemoniy parengimas ir taikymas; ZI pervirSio nustatymas; atleidimo
proceso valdymas.

Z1I jvertinimas: vertinimo planavimas; vertés kiirima atskleidziangiy vertinimo
kriterijy nustatymas; ZI vertinimas; sprendimy ir i§vady vertinimo pasekoje
priémimas ir jgyvendinimas.

Darbuotojy motyvavimas: pareigybinio atlyginimo sistemos sudarymas ir
igyvendinimas; priedy sistemos nustatymas ir igyvendinimas; socialiniy garantijy
sistemos formavimas ir jgyvendinimas; sociopsichologiniy ir kt. skatinimo
priemoniy nustatymas ir jgyvendinimas.

Konsultavimas ir griZtamojo rysio uZtikrinimas: informacijos perteikimas
darbuotojams; vadovy konsultavimas; griztamojo rysio i§ vadovy darbuotojams
uztikrinimas; griztamojo rysio i§ darbuotojy vadovams uztikrinimas.

71 informacinés duomeny bazés valdymas: personalo apskaitos vedimas;
butinos dokumentacijos sudarymas; ZI informacinés bazés suformavimas ir
palaikymas; iSoriniy ataskaity rengimas.

PERSO-
NALO
SPECIA-
LISTU
VEIKLOS
CHARAKTE
-RISTIKOS

Speciali-
zacija

/I

Tenkantis
kriivis

Tinkama
kvalifikacija

Nuolatinis
kvalifikacijos
tobulinimas

Patirtis ZIV
srityje

-

UZimamos
pareigos

Atliekamo
vaidmens
suvokimas

L

Isitraukimas
i funkcijy
igyvendinima

Teisés akty nuostaty jgyvendinimas: darbo teisés nuostaty jgyvendinimas; lygiy
galimybiy uztikrinimas; saugaus darbo uztikrinimas; kolektyvinés sutarties
sudarymas; imonés vidaus taisykliu, skyriy, padaliniy nuostaty parengimas; jvairiy
organy darbo reglamenty parengimas.

modelis

2 pav. SZIV funkeijy sistemos jgyvendinimo ir personalo specialisty veiklos charakteristiky sasajy hipotetinis
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Antrame darbo skyriuje analizuojant LR miesty ir rajony savivaldybiy administracijy
konteksta, tikslingai iSnagrinétos Siy instituciju zmogiskyjy iStekliy valdymo teisinio
reglamentavimo sasajos su SZIV koncepcija. Reglamentavimo analizei bei sasajy paieSkoms
pasirinkti LR Valstybés tarnybos istatymas
(http://www3.1rs.1t/pls/inter3/dokpaieska.showdoc _17p_1d=362249), LR Vietos savivaldos istatymas

(http://www.skelbimas.lt/istatymai/vietos_savivaldos_istatymas.htm), Pavyzdiniai  personalo
administravimo tarnyby nuostatai (LR Vyriausybés nutarimas Nr. 1098 “Dél pavyzdiniy personalo
administravimo tarnybyu  nuostaty  patvirtinimo* 2007 m. spalio 17 d.;

http://www3.Irs.1t/pls/inter3/dokpaieska.showdoc_1?p_id=306751&p_query=&p_tr2=), Strateginio

planavimo metodika (LR Vyriausybés nutarimas 2009 m. sausio 7 d. Nr. 8 “D¢l Lietuvos
Respublikos Vyriausybés 2002 m. birzelio 6 d. nutarimo Nr. 827 , D¢l strateginio planavimo
metodikos patvirtinimo” pakeitimo”; Zin. 167).

I$nagrinéjus reglamentuojamy valstybés tarnautojy valdymo funkcijy sasajas su SZIV
nustatyta, kad LR Valstybés tarnybos istatymas nereglamentuoja SZIV koncepcijoje aktualiy
funkcijy (dalyvavimas organizacijos strategijos formavime, institucionalizavime ir jgyvendinime;
dalyvavimas organizacijos kultiros formavime ir valdyme; ZIV strategijos formavimas;
konsultavimo ir griztamojo rySio uztikrinimas) ir suteikia institucijy vadovams laisve spresti, ar
igyvendinti Sias funkcijas ir kokiais ypatumais ju igyvendinimas turi pasiZyméti. [statyme
reglamentuojamas operatyviniy veikly igyvendinimas tik dalinai atitinka SZIV koncepcijos
nuostatas. I§skirti tokie pagrindiniai LR Valstybés tarnybos jstatymo nuostaty ir SZIV nuostaty
neatitikimai: vykdant pretendenty atranka nejvertinamos strateginiams tikslams pasiekti biitinos
kompetencijos; nevykdomas (ignoruojamas) nauju valstybés tarnautoju adaptavimas; nenustatyta
butinybé planuoti karjera, o pats karjeros igyvendinimas daugiau suvokiamas kaip individualaus
valstybés tarnautojo sprendimo ir pastanguy pasekmé; jvertinant valstybés tarnautojy veikla,
neatsizvelgiama i juy prisidéjima prie strateginiy tiksly jgyvendinimo; ZI motyvavimo atitikima
SZIV nuostatas eliminuoja ribotos galimybés didinti valstybés tarnautoju atlygi. Pavyzdiniy
personalo administravimo tarnyby nuostaty reglamentuojamy funkcijy analizé atskleide¢, kad
dazniausiai pabréziama butinybé uztikrinti teisés akty reikalavimy jgyvendinima, formuoti ir
organizuoti ZI informacinés duomeny bazés aspektus. Pakankamai daznai nurodomos jvairios su
ZIV strategijos formavimu susijusios funkcijos: personalo sudéties analizé, zmogiskujy istekliy
poreikio ir efektyvaus panaudojimo pasitilymy formavimas; kt.). Tadiau, nepaisant atskiry ZIV
strategijos formavimo aspekty isry§kinimo, sisteminio pozitirio i ZIV strategijos formavima néra.
Taigi, galima teigti, kad LR vieSojo sektoriaus organizacijose, tame tarpe ir savivaldybiy

administracijose néra valstybiniu lygmeniu skatinamas SZIV funkciju sistemos jgyvendinimas.
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Valstybés tarnybos valdymo centralizavimas per politikos formavima, teisini reglamentavima
ir kitas SZIV koncepcijoje aktualias funkcijas jtakoja galimybes jgyvendinti SZIV savivaldybiy
administracijose. Personalo specialistams istatymy nuostatomis yra pavestas vadovuy padéjéju
vaidmuo. Tuo tarpu SZIV itin akcentuojama, kad personalo specialistai turi tapti arba siekti tapti
“strateginiais vadovu partneriais”. Taigi toks personalo specialistams nustatomas vaidmuo
neatitinka SZIV nuostaty.

SZIV funkcijy sistemos jgyvendinimo ir personalo specialisty veiklos charakteristiky sasajy

konteksto analizés rezultatai pateikti treCiame paveiksle (zr. 3 paveiksla).

CENTRALIZAVIMO IR
REGLAMENTAVIMO
ASPEKTAI

Savivaldybés administracijos vidiné

aplinka
SZIV FUNKCIJOS PERSONALO
SPECIALISTU VEIKLOS
e Dalyvavimas formuojant, CHARAKTERISTIKOS

institucionalizuojant ir

igyvendinant organizacijos Specializaciia |
Strateginio Sl .
planavimo e Dalyvavimas OK valdyme Tenkantis krivis | Personalo
metodikose ZI e ZIV strategijos formavimas - - — | specialistams
analizé ir n o Darby analizé, klasifikavimas ir Tinkama kvalifikaciia skiriamas
planavimas néra 8 ivertinimas — - " padéjéjy
pakankamai ﬁ o Darbo organizavimas Nuolatinis kvalifikacijos vaidmuo
detalizuotas ir 8 o Zl telkimas tobulinimas
paaiskintas, kad E + Zlvystymas
witikrinty SZIV + Zljudéjimo valdymas — —
igyvendinima )E « 7l jvertinimas Patirtis ZIV sritvie |

\ % o Darbuotoju motyvavimas

UZimamos pareigos |

Konsultavimo ir griztamojo rysio

uztikrinimas - -

o Zl informacinés duomeny bazés Atliekamo yaldmens
valdymas suvokimas

o Teisés akty nuostaty
e Isitraukimas

Valstybés tarnybos jstatymas, Pavyzdiniai
personalo administravimo tarnyby
nuostatai nereglamentuoja SZIV aktualiy
funkcijy, o reglamentuojamas operatyviniy
veikly jgyvendinimas tik dalinai atitinka
SZIV koncepcijos nuostatas

3 pav. Personalo specialisty veiklos charakteristiky ir SZIV funkcijy sistemos jgyvendinimo saveikos
savivaldybiy administracijose kontekstas

Savivaldybiy strateginio planavimo sasaju su SZIV koncepcija analizé leidzia konstatuoti, kad

71 ir jy planavimo svarba strateginiams organizacijy planams nei$ryskinama ir prilyginama kitiems
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istekliams. Siy istekliy planavimas paaiskinamas sudéties, struktiiros ir vaidmens analize ir
vertinimu. Taip pat nurodoma prievolé efektyviausiai / optimaliausiai panaudoti turimus ir
planuojamus gauti isteklius (taip pat ir ZI). Tadiau metodikos nuostatose néra nurodoma biitinybé
formuoti zmogiskujy istekliy valdymo strategija ar apsibrézti jos sudedamasias dalis (ZIV tikslus,
turimy ZI kompetencijy atitikima bendrojoje strategijoje itvirtintiems tikslams, esminius ZI telkimo
ir vystymo sprendimus). Taigi galima teigti, kad dokumentuose, reglamentuojanciuose strategini
planavima LR vieSosiose institucijose ZI planavimas néra pakankamai detalizuotas ir paaiskintas,
kad uztikrinty ZIV strategijos formavima.

TreCiame skyriuje suformuota ir pagrista empirinio tyrimo metodologija, o taip pat
pateikiami, analizuojami ir interpretuojami tyrimo duomenys.

Tyrimo tikslas — istirti SZIV funkcijy sistemos jgyvendinimo bei personalo specialisty veiklos
charakteristiky rysi LR miesty ir rajony savivaldybiy administracijy kontekste.

Empiriniu tyrimu ieSkoma atsakymu i du pagrindinius disertacijos klausimus: 1) ar yra
savivaldybiy administracijose SZIV funkcijy sistemos pradmenys; 2) ar yra rydys tarp SZIV
funkcijy sistemos igyvendinimo ir administracijy personalo specialisty veiklos charakteristiky
(specializacijos, tenkancio krtivio, tinkamos kvalifikacijos, nuolatinio kvalifikacijos tobulinimo,
patirties VA\Y% srityje, uzimamuy pareigy, atlieckamo vaidmens suvokimo, jsitraukimo i funkcijy
igyvendinima). ISkeltam tikslui pasiekti pasirinktas kiekybinio tyrimo metodas — anketiné
savivaldybiy administracijy personalo specialisty apklausa.

Tyrimo anketa sudaro du pagrindiniy klausimuy blokai: respondenty charakteristikas
identifikuojantys klausimai (deSimt klausimy apie respondenty specializacija, jiems tenkantj kravi,
igyta kvalifikacija ir jos kélima, patirti personalo administravimo srityje, uZzimamas pareigas,
atliekamo vaidmens suvokima bei isitraukima i funkciju igyvendinima); SZIV funkcijy sistemos
igyvendinimq matuojantys klausimai (dvylika klausimy apie vykdomu funkcijy atitikima SZIV
koncepcijos principams). Taip pat du charakteristikas matuojantys klausimai panaudojami ir SZIV
funkcijy sistemos igyvendinimo jvertinimui.

Apklausa vyko 2010 mety balandzio - rugpjicio ménesiais. Tyrimas bei anketa buvo
suderinta su Lietuvos savivaldybiy asociacijos specialistais. Zvalgomajame tyrime dalyvavo buve
Klaipédos miesto savivaldybés administracijos personalo skyriaus darbuotojai, kuriy patirtis
uztikrino ju adekvatuma visai pagrindiniy tiriamujy grupei. Zvalgomojo tyrimo metu patikslintos
anketos klausimy formuluotes, patikslinti arba pakeisti galimi atsakymy variantai.

Tiriamyju generaling aibg sudaro savivaldybiy administracijy personalo administravimo
specialistai. Remiantis savivaldybiy internetiniuose tinklapiuose pateiktais duomenimis bei
papildomu duomeny tikslinimu, personalo administravimo veiklas Siose institucijose igyvendina

121 specialistas. Tyrimo anketos buvo iSplatintos visiems specialistams. Surinkti 109 uzpildyti
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klausimynai. Taigi 1§ viso tyrime dalyvavo 90,1 proc. visos tyrimo populiacijos. Toks tyrime
dalyvavusiuy specialisty skaicius uztikrina tyrimo patikimuma (iSorini duomeny validuma) bei
galimybes apibendrinti tyrimo rezultatus visai populiacijai. Klaipédos regiono (Klaipédos miesto,
Klaipédos rajono, Kretingos rajono, Skuodo rajono, Silutés rajono, Palangos miesto, i§skyrus
Neringa) bei Siauliy miesto ir Siauliy rajono savivaldybiy administracijose anketos i$platintos
asmeniskai. Minétose Klaipédos regiono savivaldybése, tyrimo respondentams sutinkant, buvo
dalyvaujama ankety pildyme, fiksuojami specialisty komentarai bei pastabos dél anketos klausimuy
formuluociy ir kt. Kity miesty ir rajonu savivaldybiy administracijy personalo administravimo
specialistams buvo parasyti asmeniniai elektroniniai laiskai su informacija apie vykdoma disertacini
tyrima ir praSymu uzpildyti interaktyvias anketas.

Remiantis tyrimo rezultaty analize galima konstatuoti, kad:

Pirmoji pagrindiné hipotezé H1. ,,LR miesty ir rajony savivaldybiy administracijose yra
SZIV pradmenys® yra patvirtinta.

Antroji pagrindiné hipotezé H2. “SZIV funkcijy sistemos jgyvendinimas yra susijes su
savivaldybiy administracijy personalo specialisty charakteristikomis (specializacija,
tenkanciu kriiviu, jgyta tinkama kvalifikacija bei nuolatiniu jos tobulinimu, patirtimi SZIV
srityje, uZimamomis pareigomis, atlieckamo vaidmens suvokimu, jsitraukimu j funkcijy
jgyvendinima)” yra patvirtinta iS dalies:

Daliné hipotezé¢ H2.1. “funkcijas jgyvendinanciy asmeny specializacija yra reiksmingas
veiksnys, susijes su SZIV funkcijy sistemos jgyvendinimu* yra patvirtinta.

Daliné hipotezé¢ H2.2.“personalo specialistams tenkantis krivis yra reikSmingas veiksnys,
susijes su SZIV funkcijy sistemos jigyvendinimu * yra nepatvirtinta.

Daliné hipotezé H2.3. “tinkama personalo specialisty kvalifikacija yra reiksmingas veiksnys,
susijes su SZIV funkcijy sistemos jgyvendinimu * yra nepatvirtinta.

Daliné hipotezé H2.4. “nuolatinis kvalifikacijos tobulinimas yra reikSmingas veiksnys, susijes
su SZIV funkcijy sistemos jgyvendinimu ““ yra nepatvirtinta.

Dalin¢ hipotezé H2.5. “specialisty patirtis ZIV srityje yra reik§mingas veiksnys, susijes su
SZIV funkcijy sistemos jgyvendinimu “ yra patvirtinta i§ dalies.

Daliné hipotezé H2.6. ,, personalo specialisty atliekamo vaidmens suvokimas yra reiksmingas
veiksnys, susijes su SZIV funkcijy sistemos jgyvendinimu ““ yra patvirtinta.

Daliné hipotezé H2.7. , personalo specialisty uzimamos pareigos yra reiksmingas veiksnys,
susijes su SZIV funkcijy sistemos jgyvendinimu yra patvirtinta.

Daliné hipotezé H2.8. ,, personalo specialisty isitraukimas (funkcijos svarbos suvokimas ir jos
igyvendinimui skiriamas laikas) yra reiksmingas veiksnys, susijes su SZIV funkcijy sistemos

igyvendinimu yra patvirtinta.
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Ketvirtame darbo skyriuje yra pateikiamos personalo specialisty igyvendinamy funkcijy

tobulinimo bei veiklos charakteristiky formavimo, siekiant savivaldybiy administracijose

igyvendinti strategini zmogiskuju i$tekliy valdyma, rekomendacijos (zr. 4 paveiksla).
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ISVADOS

1. Mokslinés literatiiros analizé atskleidé ZI svarbos ir $io istekliaus valdymui taikomy
metody, priemoniy bei koncepciju kaita. Kiekviena sekanti koncepcija tobulino ankstesniojo
pozilrio nuostatas, pritaikydama jas prie nauju veiklos salyguy. Nustatyta, kad strateginis
7mogiskyjuy istekliy valdymas susiformavo kaip personalo vadybos, ZIV koncepciju kaitos
vie$ajame ir priva¢iame sektoriuje rezultatas. Detaliai i§nagrinéjus personalo valdymo, ZIV ir SZIV
koncepciju pozilirius i jvairius organizacijy veiklos aspektus, atskleisti SZIV ypatumai ir
suformuluotos $ios pagrindinés SZIV nuostatos: iniciatyvumo ir organiskumo uzZtikrinimas;
strateginé orientacija, pagrista operatyviniu isitraukimu; zmogiskyju istekliy svarbos suvokimas ir
$iam istekliui suteikiamas strateginio partnerio vaidmuo; ZI jsitraukimo j organizacijos misijos ir
strategijos jgyvendinima uztikrinimas; aktyvus dalyvavimas aplinkos analizéje, strateginiy tiksly ir
sprendimy priémime, konkurenciniy pranaSumuy ir vertés kiirime; parama misijai ir strategijos
igyvendinimui; i$samios ir detalios ZIV strategijos rengimas, jos igyvendinimo uztikrinimas;
aktyvus dalyvavimas kulttros ir vertybiy kiirime ir palaikyme; personalo tarnybos atviras ir glaudus
bendradarbiavimas su visy lygmeny vadovais; ZI ir personalo tarnybos gebéjimy vystymas (kaip
vertés ir konkurenciniy pranaSumy kiirimo priemon¢); komandiniy darbo organizavimo metody bei
valdymo stiliaus dominavimas; ZIV veikly paskirstymas tarp skirtingy vykdytoju, operatyviniy
veikly perleidimas specializuotoms jmonéms.

Apibendrinant ir sisteminant pagrindines nuostatas suformuota tokia SZIV samprata —
strateginé zmogiskyju iStekliy vadyba yra strateginé veiklos sritis, kurioje auksciausio lygmens
vadovai, personalo specialistai, tiesioginiai vadovai bei specializuotos imonés aktyviai
bendradarbiaudami pagristai formuluoja ZIV strategija ir joje numatytomis priemonémis siekia ne
tik valdyti svarbiausius — zmogiSkuosius iSteklius, bet uztikrinti ju, kaip strateginiy partneriy,
isitraukima { organizacijos misijos ir strateginiy tiksly kiirima ir ijgyvendinima, vertés uztikrinima.

2. Mokslingje literatiiroje vyrauja darbai, analizuojantys svarbiausiy SZIV funkcijy rinkinj
arba atskiras funkcijas, taCiau néra vieningos autoriy nuomonés, kokios funkcijos formuoja visa
SZIV sistema. Sudarant SZIV funkcijy sistema remtasi disertaciniame darbe atskleistu personalo
vadybos ir ZIV vystymusi { SZIV. Suformuotas personalo vadybos ir ZIV funkcijy saraas
koreguotas atsizvelgiant i suformuluotas SZIV nuostatas. I$nagrinéjus mokslininky nuomones bei
ivertinus SZIV koncepcijos nuostaty jtaka, i SZIV funkcijy sistema jtrauktos trylika funkcijy:
dalyvavimas organizacijos strategijos formavime, institucionalizavime ir igyvendinime;
dalyvavimas organizacijos kultiros valdyme; ZIV strategijos formavimas; darby analize,
klasifikavimas ir ivertinimas; darbo organizavimas; ZI telkimas; ZI vystymas; ZI judéjimo

valdymas; ZI vertinimas; darbuotoju motyvavimas; konsultavimas ir griztamojo rysio uztikrinimas;



46

71 informacinés duomeny bazés valdymas; teisés akty nuostaty igyvendinimas. Vadovaujantis
poziiiriu, kad personalo vadybos ir ZIV funkcijos yra strateginio zmogiskyju istekliy valdymo
funkcijy sistemos pradmenys, suformuluota pirmoji pagrindiné hipotezé¢ (H1.), kad savivaldybiy
administracijose yra SZIV funkcijy sistemos pradmenys.

3. Mokslingje literatiroje rySys tarp SZIV funkcijy jgyvendinimo bei personalo specialisty
veiklos charakteristiky nenagrin¢jamas. Remiantis i§skirtomis pagrindinémis SZIV nuostatomis,
galima teigti, kad Sios koncepcijos igyvendinime personalo specialistams tenka reikSmingas
vaidmuo. Todél SZIV funkcijy sistemos modelio jgyvendinimo ir aplinkos veiksniy ry$iy schema
papildyta personalo specialisty veiklos charakteristikuy elementu. Suformuluota antroji pagrindiné
disertacinio darbo hipotezeé (H2.), kad SZIV funkcijy sistemos igyvendinimas yra susijes su
savivaldybiy administracijy personalo specialisty veiklos charakteristikomis. Taip pat
suformuluotos tokios dalinés hipotezés: (H2.1.) funkcijas jgyvendinanciy asmeny specializacija yra
reik§mingas veiksnys, susijes su SZIV funkcijy sistemos jgyvendinimu; (H2.2.) personalo
specialistams tenkantis kriivis yra reikSmingas veiksnys, susijes su SZIV funkcijy sistemos
igyvendinimu, (H2.3) tinkama personalo specialisty kvalifikacija yra reik§mingas veiksnys, susijes
su SZIV funkcijy sistemos jgyvendinimu; (H2.4.) nuolatinis kvalifikacijos tobulinimas yra
reiksmingas veiksnys, susijes su SZIV funkcijy sistemos jgyvendinimu; (H2.5.) specialisty patirtis
ZIV srityje yra reikimingas veiksnys, susijes su SZIV funkcijy sistemos igyvendinimu; (H2.6.)
personalo specialisty uZimamos pareigos yra reikmingas veiksnys, susijes su SZIV funkcijy
sistemos jgyvendinimu; (H2.7.) personalo specialisty atliekamo vaidmens suvokimas yra
reiksmingas veiksnys, susijes su SZIV funkcijy sistemos jgyvendinimu; (H2.8.) personalo specialisty
isitraukimas (funkcijy svarbos suvokimas ir jy igyvendinimui skiriamas laikas) yra reikSmingas
veiksnys, susijes su SZIV funkcijy sistemos jgyvendinimu.

4. LR miesty ir rajony savivaldybés atliecka svarby vaidmeni veiksmingai tvarkant vietos
bendruomeniy reikalus, uZztikrinant demokratinés santvarkos igyvendinima, o tuo paciu ir
uztikrinant viso vieSojo sektoriaus funkcionavimo efektyvuma. Todél savivaldybiy administraciju
zmogiskyjy istekliy valdymo pozityvy vystymasi salygojanciy veiksniy analizé yra itin aktuali
vieSojo administravimo tyrimy sritis. Mokslinése bei praktinio pobiidzio publikacijose
diskutuojama dél vieSojo sektoriaus zmogiSkyju iStekliu valdymo centralizavimo ir teisinio
reglamentavimo privalumy bei tritkumu. Siekiant atskleisti SZIV funkcijy sistemos jgyvendinimo ir
personalo specialisty veiklos charakteristiky sasajas LR savivaldybiy administracijose, detaliai
1Snagrinétas §iy instituciju zmogiSkyju iStekliy valdymo teisinis reglamentavimas, jo sasajos su
SZIV koncepcija. Reglamentavimo analizei bei sasajy paieskoms pasirinkti LR Valstybés tarnybos
istatymas, Vietos savivaldos istatymas, Pavyzdiniai personalo administravimo tarnyby nuostatai,

Strateginio planavimo metodika.
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I$nagrinéjus reglamentuojamy valstybés tarnautojy valdymo funkcijy sasajas su SZIV
nustatyta, kad LR Valstybés tarnybos istatymas nereglamentuoja SZIV koncepcijoje aktualiy
funkcijy (dalyvavimas organizacijos strategijos formavime, institucionalizavime ir igyvendinime;
dalyvavimas organizacijos kultiros formavime ir valdyme; ZIV strategijos formavimas;
konsultavimas ir griztamojo rySio uZztikrinimas) ir suteikia instituciju vadovams laisve spresti, ar
igyvendinti Sias funkcijas ir kokiais ypatumais jy igyvendinimas turi pasizymeéti. Reglamentuojamas
operatyviniy veikly igyvendinimas tik dalinai atitinka SZIV koncepcijos nuostatas. Pavyzdiniy
personalo administravimo tarnybu nuostaty reglamentuojamu funkciju analizé atskleidé, kad
daZniausiai pabréziama bitinybé uztikrinti teisés akty reikalavimy jgyvendinima, formuoti ir
organizuoti ZI informacinés duomeny bazés aspektus. Personalo specialistams jstatymy nuostatomis
yra pavestas vadovy padéjéju vaidmuo, neatitinkantis SZIV nuostatose akcentuojamos biitinybés
ZIV specialistams tapti arba siekti tapti “strateginiais vadovy partneriais”. O dokumentuose,
reglamentuojanéiuose strategini planavima LR vieSosiose institucijose ZI planavimas néra
pakankamai detalizuotas ir paaiskintas, kad uztikrinty ZIV strategijos formavima. Taigi, LR vie$ojo
sektoriaus organizacijose, tame tarpe ir savivaldybiy administracijose néra valstybiniu lygmeniu
skatinamas SZIV funkcijy sistemos jgyvendinimas.

5. Apibendrinant atlikta SZIV funkciju sistemos jgyvendinimo ir savivaldybiy administracijy
personalo specialisty veiklos charakteristiky sasajy empirini tyrima galima teigti, kad pirmoji
pagrindiné hipotez¢é yra patvirtinta, o antroji pagrindiné hipotez¢ — patvirtinta i§ dalies.

5.1. Pirmoji pagrindiné hipotezé (H1), teigianti, kad savivaldybiy administracijose yra SZIV
pradmenys, yra patvirtinta. SZIV pradmenys savivaldybiy administracijose vertinti tiriant personalo
specialisty igyvendinamy funkcijy atitikima SZIV nuostatoms, SZIV sistema formuojancéiy funkcijy
svarbos suvokima bei ju igyvendinimui skiriama laika. Remiantis funkcijy igyvendinimo atitikimo
SZIV nuostatoms tyrimo duomenimis galima teigti, kad savivaldybiy administracijose yra SZIV
funkcijy sistemos pradmenys. Labiausiai SZIV nuostatas atitinka $ioje koncepcijoje itin aktualios
Z1V strategijos formavimo bei konsultavimo ir griztamojo rysio uztikrinimo funkcijos; maziausiai -
dalyvavimas organizacijos kultiiros valdyme.

Savivaldybiu administracijy personalo specialisty poziiiris i igyvendinamuy funkcijy svarba i$
dalies atitinka SZIV funkcijy sistema. SZIV sistemoje itin aktualiy funkcijy (dalyvavimas
organizacijos strategijos formavime, institucionalizavime ir igyvendinime, dalyvavimo
organizacijos kultiiros valdyme, ZIV strategijos formavimo bei konsultavimo ir griztamojo rysio
uztikrinimo) svarba pateiktoje skaléje jvertinta pakankamai aukstai.

Nustatyta, kad visumoje savivaldybiu administraciju personalo specialisty skiriamas laikas
funkciju igyvendinimui su iSlygomis atitinka SZIV koncepcija. Personalo specialistai skiria

maziausiai darbo laiko ZIV ir SZIV koncepcijose isryskéjusioms funkcijoms (dalyvavimas
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organizacijos strategijos formavime, institucionalizavime ir igyvendinime; dalyvavimas
organizacijos kultiiros valdyme bei ZIV strategijos formavimas bei konsultavimas ir griztamojo
ry$io uztikrinimas). Ta¢iau galima teigti, kad personalo specialistai bent i§ dalies vykdo visas SZIV
aktualias funkcijas.

5.2. Antroji pagrindiné hipotezé (H2) “SZIV funkcijy sistemos igyvendinimas yra susijes su
savivaldybiy administracijy personalo specialisty veiklos charakteristikomis (specializacija,
tenkanciu krivviu, jgyta tinkama kvalifikacija bei nuolatiniu jos tobulinimu, patirtimi SZIV srityje,
uzimamomis pareigomis, atliekamo vaidmens suvokimu, isitraukimu § funkcijy jgyvendinimq)” yra
patvirtinta is dalies. Tai parodo daliniy hipoteziy tyrimo rezultatai.

Daliné hipotezé¢ H2.1. “funkcijas igyvendinanciy asmeny specializacija yra reikSmingas
veiksnys, susijes su SZIV funkcijy sistemos jgyvendinimu® yra patvirtinta. Statistiniy kriterijuy
taikymas atskleidé rysius tarp savivaldybiy administracijy personalo specialisty specializacijos ir Siy
SZIV funkcijy: darbo organizavimo; ZI telkimo; ZI judéjimo valdymo; ZI jvertinimo; konsultavimo
ir griztamojo rySio uztikrinimo. Specializuotuose personalo administravimo skyriuose dirbantys
asmenys teigia jgyvendinantys labiau SZIV nuostatas atitinkan¢ias minétas funkcijas.

Dalin¢ hipotezé H2.2.“personalo specialistams tenkantis krivis yra reikSmingas veiksnys,
susijes su SZIV funkcijy sistemos jgyvendinimu® yra nepatvirtinta. Savivaldybiy administracijy
personalo specialistams tenkancio krivio ir SZIV funkciju jgyvendinimo rysio analizé atskleidé,
kad statistiskai reik§mingai skiriasi respondenty atsakymai tik jgyvendinant ZI telkima. Taciau
labiausiai SZIV atitinkantj ZI telkima jgyvendinantys nurodé specialistai, kuriems tenka daugiau nei
126 savivaldybés administracijos valstybés tarnautojai ir darbuotojai, t.y. turintys didziausia kravi
specialistai.

Daliné hipotezé H2.3. “tinkama (vadybiné) personalo specialisty kvalifikacija yra
reiksmingas veiksnys, susijes su SZIV funkcijy sistemos jgyvendinimu “ yra nepatvirtinta.

Daliné¢ hipotezé¢ H2.4. “nuolatinis kvalifikacijos tobulinimas yra reik§mingas veiksnys, susijes
su SZIV funkcijy sistemos jgyvendinimu “ yra nepatvirtinta.

Dalin¢ hipotezé H2.5. “specialisty patirtis ZIV srityje yra reikSmingas veiksnys, susijes su
SZIV funkcijy sistemos jgyvendinimu* yra patvirtinta i§ dalies. Statistiskai reik§mingai skiriasi
personalo specialisty atsakymai tik apie ZI telkimo funkcijos jgyvendinima.

Daliné hipotezé H2.6. ,, personalo specialisty atliekamo vaidmens suvokimas yra reikSmingas
veiksnys, susijes su SZIV funkcijy sistemos igyvendinimu® yra patvirtinta. Tyrimu atskleistas
statistiSkai reikSmingas rySys tarp savivaldybiu administraciju personalo specialisty atlickamo
vaidmens suvokimo ir visy SZIV funkciju igyvendinimo. Labiau strategiskai savo vaidmenij
suvokiantys respondentai taip pat nurodo jgyvendinantys labiau SZIV nuostatas atitinkan¢ias

funkcijas.
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Daliné hipotezé H2.7. , personalo specialisty uZimamos pareigos yra reikSmingas veiksnys,
susijes su SZIV funkcijy sistemos igyvendinimu yra patvirtinta. Atskleisti statistiskai reik§mingi
ry$iai tarp savivaldybiy administracijy personalo specialisty einamy pareigy ir $iy SZIV funkcijy
igyvendinimo: dalyvavimo formuojant, institucionalizuojant ir jgyvendinant organizacijos
strategija; dalyvavimo organizacijos kultiros valdyme; ZIV strategijos formavimo; darbo
organizavimo; ZI telkimo; ZI vystymo; ZI ijvertinimo; konsultavimo ir griztamojo rysio
uztikrinimo; ZI informacinés duomeny bazés valdymo.

Daliné hipotezé¢ H2.8. ,,personalo specialisty isitraukimas (funkcijos svarbos suvokimas ir jos
igyvendinimui skiriamas laikas) yra reikimingas veiksnys, susijes su SZIV funkcijy sistemos
igyvendinimu “ yra patvirtinta. Nustatyta, kad kuo labiau suvokiama funkcijos svarba, tuo labiau jos
igyvendinimas atitinka SZIV nuostatas. Toks statistiskai reik$mingas ry$ys nustatytas tiriant daugelj
SZIV sudaranéiy funkcijy (dalyvavimas organizacijos strategijos formavime, institucionalizavime ir
igyvendinime; dalyvavimas organizacinés kultiros valdyme; ZI strategijos formavimas; darby
analizé, klasifikavimas ir {vertinimas; darbo organizavimas; ZI informacinés duomeny bazés
valdymas) igyvendinimo ypatumus. Dar dazniau yra susij¢s funkcijos jgyvendinimui skiriamas
laikas bei jos atitikimas SZIV nuostatoms. Toks ryys nustatytas tiriant $ias funkcijas: dalyvavimas
organizacijos strategijos formavime, institucionalizavime ir jgyvendinime; dalyvavimas
organizacinés kultiros valdyme; ZI strategijos formavimas; darby analizé, klasifikavimas ir
ivertinimas; ZI telkimas; ZI jvertinimas; konsultavimo ir griztamojo rysio uztikrinimas; 71
informacinés duomenuy bazés valdymas. Nustatyta, kad kuo daugiau laiko skiriama funkcijos
igyvendinimui, tuo labiau jos jgyvendinimas atitinka SZIV nuostatas.

6. LR savivaldybiu administracijose atliktas SZIV funkciju igyvendinimo bei personalo
specialisty veiklos charakteristiky sasaju empirinis tyrimas atskleidé SZIV funkcijy sistemos
igyvendinimo galimybes. Tobulinant jgyvendinamas funkcijas rekomenduojama praplésti personalo
administravima SZIV aktualiomis funkcijomis, jdiegti ZIV strategijos rengima bei uZtikrinti
igyvendinamy operatyviniy funkcijy sasajas su administracijy strateginiais tikslais bei ju
igyvendinimu.

Siekiant SZIV funkcijy sistemos jgyvendinimo LR savivaldybiy administracijose bitina
kryptingai formuoti personalo specialisty veiklos charakteristikas: uztikrinti specializacija; nustatyti
pakankama personalo specialisty skai¢iy bei tobulinti jy pareigy pasiskirstyma; samdyti patyrusius
specialistus bei uztikrinti galimybes esamiems specialistams sukaupti reikiama patirtj; deklaruoti ZI
ir personalo specialisty svarba strateginiuose savivaldybiy dokumentuose ir kasdienéje veikloje;
itraukti personalo specialistus | strateging analiz¢ bei planavima vykdancias darbo grupes, kurti ir

diegti strategiSkai aktualios informacijos sklaidos personalo skyriuje ir administracijoje priemones.
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