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Giedré Brazdauskaité

INTEGRUOTASIMONIU SOCIALINESATSAKO'M YBES
VYSTYMO MODELIS: ORGANIZACINIYU GEBEJIMU
PERSPEKTYVA

Santrauka

Tyrimo pagrindimas ir motyvacija. Verso ir visuomenés tarpusavio
priklausomybé ir rySys vis placiau jprasminamas gilesnése vieSose ir moksline-
se diskusijose jmoniy sociainés atsakomybeés klausimu (JSA). JSA koncepcija
yravis dar besiplétojanti ir dar nepasieké brandos etapo. Siuo metu vis plagiau
yra diskutuojama ne tiek dél argumenty kodél reikéty vystyti JSA, bet bandoma
rasti atsakymus kaip tai padaryti (Smith, 2003), kas suponuoja poreikj plétoti
konceptualial integruotus JSA vystymo modelius organizacijose. ISA vystymas
yra integralus, kompleksiSkas procesas, kuris turéty apimti visas verso funkci-
jasir veiklas (Cowe, 2004; Dickson, 2004). Mokdliné literatara, susijusi su [SA
jgyvendinimu, yra gana segmentuota pagal jvairius skirtingus aspektus ir vis
placiau akcentuoja poreikj kurti integruotus modelius, kurie apimty labiau ho-
listiSkg, sisteminj pozitirj j JSA vystyma (Maon et a, 2010; Swanson 1999).
Siuo metu egzistuoja tik keletas moksliniy tyrimy, kurie holistiniu poZidriu
analizuoja JSA jgyvendinima (Hansen, 2009). Tam tikry JSA aspekty izomor-
fizmas tyrimuose yra gana daZnas (DiMaggio and Powell, 1983), taiau integ-
ruoty JSA modeliy karimas yra tik pradiniame etape, apimantis jvairias vysty-
mo interpretacijas.

Dabartiniai tyrimy duomenys (Maon et a, 2010) nurodo, kad dauguma
JSA tyréjy ne visada sutaria dél jvairiy ISA vystymo etapy organizacijose, vys-
tymo turinio, pagrindiniy proverziy, kurie yra biatini J[SA vystymo procese,
nustatymo bei dél paciy teoriniy poZitriy, kuriais remiantis turéty bati kuriami
ISA vystymo modeliai. Be to, galime pastebéti, kad dauguma konceptualiy [SA
vystymo modeliy sutelkia démesj ties modelio turiniu (,kas?’), skirtingai nei j
procesa orientuoti modeliai (,kaip?‘), kurie potencialiai galéty modeliuoti tuos
procesus ir organizacinius gebéjimus, batinus integruotam [SA vystymui proce-
siniu aspektu (Burke, 2008).

Organizaciniy gebéjimy perspektyva yra daug Zadantis pagrindas jvertinti
tam tikrus procesus, reikalingus integruotam [SA vystymui. | organizacinius
gebéjimus yra Zvelgiama kaip j procesinius srautus ar unikalias j procesg orien-
tuotas kombinacijas, kurios pasinaudoja visais prieinamais istekliais tam, kad
pasiekty norimg rezultata. Sis tyrimas nagrinéja JSA vystyma organizaciniy
gebéjimy perspektyvoje siekiant nustatyti tuos organizacinius gebéjimus, kurie
yra batini efektyviam [SA vystymui organizaciniame lygmenyje. Pazymétina,
kad gebéjimy nustatymui yra batinas sisteminis pozitris, kuris leisty sukurti
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integruota vystymo modelj procesiniu aspektu. Siuo atzvilgiu, &s tyrimas siekia
suformuoti teorines prielaidas tinkamiausio vystymo modelio (turinio aspektu
.kas?’) atrankai, kurio konstruktai (komponentai, sudedamosios dalys) nurody-
ty orientacines aSis procesiniy gebéjimy nustatymui, t.y. adaptuojant modelj
procesiniu aspektu (,kaip?*) ir taip empirinio tyrimo pagalba nustatant organi-
zacinius gebéjimus, reikalingus JSA vystymui.

Tyrimo moksliné problema. Nepaisant to, kad Siuo metu yra plétojama
ne mazai [SA vystymo modeliy, ISA vystymui stinga integruoto organizacinio
modelio, kuris biity pagrjstas procesiniu poZitriu, akcentuojanciu organizaciniy
gebéjimy, reikalingy ISA vystymui, svarba.

Tyrimo tikslas yra sukurti integruota, organizaciniais gebéjimais paremta
ISA vystymo modelj.

Tyrimo uzdaviniai:

1. Nustatyti galimus modelio atrankos kriterijus, remiantis teorinémis
prielaidomisis organizacijy vystymo, transformacijy ir JSA modeliy analizés.

2. Pasirinkti modelj, kuris labiausiai atitinka nustatytus modelio atrankos
kriterijus ir pritaikyti pasirinkto modelio konstruktus kaip orientacines aSis
gebéjimy nustatymui.

3. Nustatyti organizacinius geb¢jimus, reikalingus JSA vystymui organi-
zacijose, kiekvieno modelio konstrukto plotméje.

4. Pateikti rekomendacijas, kaip vystyti kiekviena nustatyta gebéjima,
reikalinga [SA vystymui.

Tyrimo hipotezé. Imoniy socialing atsakomybé gali bati sekmingai jgy-
vendinama organizacijose tik sukiirus efektyvy jos vystymo modelj, paremts
organizaciniy gebéjimy poziariu.

Tyrimo struktara. Tyrimo struktara yra pristatyta pirmoje diagramoje.
Tyrimo struktiira susideda iS teorinés analizés, empirinio tyrimo etapy prista-
tymo ir tyrimo rezultaty. Teoriné analizé apima literatarinés analizés, sistemi-
nés analitinés analizés ir lyginamosios analizés metodus. Antras disertacijos
skyrius pristato empirinio tyrimo struktara: tyrimo filosofija, talkoma metodo-
logija, tyrimo strategija ir tyrimo metodus. Treciame skyriuje pristatomi tyrimo
rezultatai, patvirtinama tyrimo hipotezé bei pristatomas integruotas, organizaci-
niais gebéjimais paremtas [SA vystymo modelis.
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Tyrimo naujumas. Sis tyrimas papildo esama moksling literatiira gilesne
jzvalga kaip vystyti J[SA organizacijose, analizuojant ir sintezuojant ne tik su
ISA jgyvendinimu susijusia moksling literatirg ir modelius, bet taip pat ja pa
pildant teorinémis jzvalgomis i$ organizacijy vystymo ir transformacijy mode-
liy ir teorijy analizés. Tai pirmasis tyrimas, pristatantis Burke ir Litwin (1992)
organizacijy vystymo modelj integruoto JSA vystymo analizei, kurio konstruk-
tai (sudedamosios dalys) tarnauja kaip orientaciniai rémai organizaciniy gebé-
jimy, reikalingy ISA vystymui, nustatymui. Remiantis teorinés analizés ir em-
piriniy tyrimy rezultatais, Siame tyrime buvo nustatyti gebéjimai, batini [SA
vystymui organizaciniame lygmenyje ir pristatomas naujai iSplétotas integruo-
tas, organizaciniais gebéjimais paremtas, [SA vystymo modelis. Pazymétina,
kad modelio tematiniai konstruktai remiasi Burke ir Litwin (1992) modelio
rému, taciau modelio pritaikymas procesiniu organizaciniy gebéjimy aspektu ir
paciy gebéjimy nustatymas yra Sio tyrimo iSskirtiné pridedamoji verté.

Tyrimo praktinis pritaikymas. Tyrime pristatomas integruotas organiza-
ciniais gebéjimais paremtas JSA vystymo modelis turi potencialg tarnauti kaip
sisteminis orientacinis instrumentas vadovams, ISA speciaistams ir [SA kon-
sultantams siekiant nustatyti su JSA jgyvendinimu susijusius procesus, jvertinti
reikiamus ISA vystymui organizacinius gebéjimus, priimti gerai informuotus
sprendimus dél tolimesnio JSA vystymo ir orientuotis, kaip Siuos gebéjimus



tikslingai suderinti, juos tolydziai plétoti ir institucionalizuoti [SA skatinanciose
organizacijose.

Tyrimo aktualumas. Tyrimo rezultatai ir j2valgos prisideda prie Siuo
metu vykstancios mokslinés diskusijos kaip sistemingai integruoti JSA | orga-
nizacijy veikla. Tyrimo aktualumas yra jvertinamas pagal tai, kiek Sis tyrimas
atsako j klausima, kaip padaryti ISA jgyvendinimg organizacijose efektyvesnj
ir naSesn;j, kad organizacijos gebéty sckmingai transformuotis. Tyrimo pride-
damaja verte sukuria ne tik pateikti teoriniai argumentai dél batinumo j JSA
vystyma Zvelgti kaip j sisteminj ir daugiapakopj organizacinio vystymo proce-
Sa, bet taip pat empirinio tyrimo rezultaty pagalba nustatyti konkrecius gebéji-
mus ir iSplétoti integruota, organizaciniais gebéjimais paremta JSA vystymo
modelj, skatinantj organizacijy transformacija [SA vystymo plotmeéje.

Europos daugiaSalis forumas ypatingai akcentavo batinuma plétoti 1SA
vystyma skatinancias zinias ir kurti reikalingus instrumentus, kurie padéty or-
ganizacijoms ir verdo pataréjams ugdyti reikiamas kompetencijas dél ISA jgy-
vendinimo specifikosir jos vystymo gilesnio pazinimo (EC, 2004). Platesniame
kontekste, tyrimo pagalba sukurtas instrumentas sudaro prielaidas skatinti dar-
naus vystymosi tiksly jgyvendinima organizaciniame lygmenyje, uZtikrinant
efektyvesn; darnaus vystymosi strateginj valdyma daugiapakopiu aspektu.

TEORINE TYRIMO DALIS.

Siekiant jgyvendinti pirma tyrimo uZdavinj, t.y. nustatyti galimas mo-
delio atrankos prielaidas, remiantis teorinémis prielaidomis iS organizacijy
vystymo, transformacijy ir J[SA modeliy analizés, tyrime sintezuojami ir i5ski-
riami kompleksiniai JSA vystymo aspektai, remiantis organizacijy vystymo,
transformacijy ir JSA modeliy ir teorijy analize:

- ISA vystymas kaip daugiadimensiné integracija. J[SA vystymas sie-
jamas su holistiniu poZitriu j organizacija kaip j visuma, integruotg sistemg ir
tarpusavyje susijusiy daliy suderinamuma.Vystymas kaip pokycio procesas
sigiasi su pokyciu Zmoniy mastysenoje ir Zmoniy sistemomis, nes jis paveikia
ne tik organizacines struktiras, bet taip pat darbuotojy jsitikinimus, paZitras ir
vertybes. Tai galima baty jvardinti kaip organizacijos paréjima j nauja kultari-
nés savimoneés lygj. Toks organizacijy vystymo poZiiris yra esminis [SA vys-
tymui. I[SA vystymas organizacijoje reikalauja tokios aplinkos ir salygy suki-
rimo, kurioje galéty vykti struktiriné ir kultariné transformacijair organizacijos
gebéty patios save giliau paZinti ir konstruktyviai save reguliuoti. Todél pirma
prielaida sckmingam [SA vystymui yra integruoto pozitirio skatinimas, akcen-
tuojancio organizacine harmonija, visy elementy (lyderystés, strategijos, kulta-
ros, iSorinés aplinkos) tarpusavio sgveika ir suderinamuma. JSA vystymo pro-



cese svarbu jvertinti ne tik struktarinius ar strateginius aspektus, bet taip pat
nei Sreikstus sociokultiirinius elementus. [SA vystymas apima harmoninga sude-
rinamuma tarp individo, organizacijos ir platesnés aplinkos, kur vis kiti ele-
mentai (strategija, lyderysté, struktirair t.t.) veikia kaip palaikancios jégos ISA
vystymo procesui ir transformacijai. Siuo aspektu JSA lyderysté turéty biti
jgyvendinama ne tik aukStiausiuose hierarchiniuose lygmenyse, bet atsiskleisti
kaip daugiapakopé lyderysté visuose organizacijos lygmenyse.

- JSA vystymas kaip socialinis konstrukcionizmas. Antra prielaida
sekmingam JSA vystymui yra batinybé pakeisti Zmoniy kultaring savimone,
kuri suponuoja poreikj suderinti darbuotojy vertybesir poZiarius suj JSA orien-
tuota kultara. Struktarinio funkcionalizmo pokyc¢iy teorijos regi vystyma kaip
tiesinj ir iSiSorés kontroliuojama pokytj, tikint fundamentalia iSorinés interven-
cijos galia, skirtingai nei socialinio konstruktyvizmo teorijos, kurios regi pokytj
kaip netiesinj. Sis netiesinis pokytis atsiskleidZia kaip saviorganizuojantis pro-
cesas, kurio metu darbuotojai savaip interpretuoja ir konstruoja JSA suvokima
ir aiskina jos prasme socialinés saveikos pagalba. Toks vystymo pozitiris supo-
nuoja, kad JSA suvokimas organizacijoje yra konstruktyvaus ir laipsnisko ki-
rimo rezultatas.

- ISA vystymas kaip daugiakryptis sprendimy priémimo procesas.
Trecia prielaida sekmingam [SA vystymui yra daugiakrypté sprendimy prié-
mimo struktara, kur sprendimai priimami ne tik iS virSaus | apacia, bet ir iS
apacios j virsy, uztikrinant palankias struktiras darbuotojy dalyvavimui ir jy
saviraidkai. Sis horizontalios ir vertikalios integracijos poZiiiris sudaro prielai-
das vystyti ][SA visuose organizacijos lygmenyse kaip bendra organizacijos
augimo ir transformacijos tiksla.

- ISA vystymas kaip daugiapakopis procesas. Tregioji prielaida sckmin-
gam JSA vystymui yra jos daugiapakopis procesas, apimantis individo, organi-
zacijosir iSorinés makro aplinkos transformacija.

- ISA vystymas kaip transfor macija. Transformacija néra bet koks poky-
tis, o pokytis Zmoniy mastysenoje, todél transformacija prasideda nuo individo
lygmens. Remiantis jvairiy mokslininky teorijomis (Ackerman, 1997; Maon et
al., 2010 ir kt.), tyrime buvo suformuoti keturi pagrindiniai etapai [SA trans-
formacijos link, akcentuojant jiems budingus désningumus: iki-[SA etapas,
inkrementinis JSA etapas, pereinamasis [SA etapas ir transformacinis [SA eta-
pas.



Siekiant jgyvendinti antra tyrimo uzdavini, t.y. pasirinkti modelj, kuris
labiausiai atitinka nustatytus modelio atrankos kriterijus ir pritaikyti pasirinkto
modelio konstruktus kaip orientacines aSis gebéjimy nustatymui, tyrimo eigoje
yra pasirenkamas platiai pasaulio mokslininky pripaZintas Burke and Litwin
(1992) organizacijy vystymo modelis, kadangi jis labiausiai atitinka pasirinktus
kriterijus. Sio modelio konstruktai (sudedamieji modelio elementai) yra trak-
tuojami kaip orientacinés aSys JSA vystymui budingy gebéjimy nustatymui bei
integruoto, gebéjimais paremto, JSA vystymo modelio sukarimui. Modelio
pritaikymas leidZia suformuoti iSplésting empirinio tyrimo hipoteze atsizvel-
giant j viso modelio konstruktus, teigiant, kad integruotas ISA vystymas yra
pozityviai susijes su tokiy organizaciniy gebéjimy vystymu, kurie susije su
lyderyste, strategija, organizacine kultara, struktira, sistemomis ir politika,
vadybine praktika, darbo klimatu, darbo jgudziais, darbuotojy poreikiaisir ver-
tybémis bei darbuotojy motyvacija.

EMPIRINE TYRIMO DALIS.

Siekiant jgyvendinti tre€ia tyrimo uZdavini, t.y. nustatyti organizacinius
gebéjimus, reikalingus JSA vystymui organizacijose, kiekvieno modelio konst-
rukto plotméje, pirmiausia pristatoma empirinio tyrimo struktara, nurodanti,
kaip planuojama nustatyti organizacinius gebéjimus. Sekantis trecias skyrius
pristato tyrimo rezultatusir platesne diskusija dél integruoto, gebéjimais pagris-
to ISA vystymo modelio i3plétojimo.

Tyrimo struktara. Kaip parodyta pirmoje diagramoje, empirinio tyrimo
struktiira sudaro atskiri tyrimo etapai, apimantys tyrimo filosofija, taikoma
metodologija, tyrimo strategija ir tyrimo metodus. Empirinio tyrimo struktara
prasideda filosofinio poZidrio pristatymu - kritinio realizmo perspektyva. Kriti-
nis realizmas yra pasirinktas todél, kad jis yra lalkkomas kompromisu, kuris
geba sckmingal suderinti pozityvistinés ir interpretyvizmo paradigmos priva
lumus ir iSvengti jy apribojimy. Kritinis realizmas taip pat pripaZjsta daugelio
duomeny Sdltiniy ir perspektyvy verte, skatina trianguliacija bei siekia konsen-
suso tarp skirtingy pazitry.

Vadovaujantis Siuo pasirinktu filosofiniu poZziariu pristatoma tyrimo me-
todologija, tai yra grindZiamoji teorijair trianguliacija. GrindZiamoji teorijayra
taikomatodél, kad ji suteikia lankstuma, analizuojant JSA gebéjimus, akcentuo-
ja teorija formuojantj pozitrj visuose tyrimo etapuose ir suteikia tyréjui duo-
meny analizés metodologija, kuri vadinama kodavimu (tematiné analizé).
Trianguliacija leidZia tyréjui pasinaudoti tiek kiekybiniais, tiek kokybiniais
metodais kuriant ir tikrinant teorija daugiapakopiu aiSkinamuoju bidu, tai yra
(1) nustatant tyrimo gebéjimus Delfy metodo panaudojimo metu, (2) patiksli-



nant ir paaiskinant Siuos gebéjimus per giluminj interviu ir (3) verifikuojant
juos, jvertinus apklausos rezultatus. Papildomai, darbe yra pristatoma tyrimo
strategija tam, kad akcentuoti daugiapakopj tiriamojo pobtidzio pozitirj j tyrima
bei pateikiant pagrindiniy informacijos teikéjy atrankos strategijas. Sio skyriaus
pabaigoje yra pristatomi trys empirinio tyrimo metoda (Delfy metodas, gilu-
minis interviu, apklausa) pagal jy imties sudaryma, instrumento kiirima, duo-
meny rinkimg ir duomeny analize (1 lentel¢). Delfy metodas yra laikomas tin-
kamu ir pagrjstu metodu JSA gebéjimams nustatyti. Giluminio interviu metodas
yra tailkomas gebéjimy patikslinimui, kurie buvo nustatyti taikant Delfy meto-
da. Pabaigoje apklausos metodas yra taikomas gebéjimy verifikavimui, jverti-
nant gebéjimy buvima arba nebuvima jmonése, kurios vykdo SA veikla.

TYRIMO REZULTATAI. Sio tyrimo rezultatai patvirtino hipoteze, kad
imoniy socialiné atsakomybé gali bati sekmingai jgyvendinama organizacijose
tik sukirus efektyvy jos vystymo modelj, paremta organizaciniy gebéjimy po-
Zitiriu. Remiantis teorinio ir empirinio tyrimo rezultatais yra sukuriamas integ-
ruotas, organizaciniais gebéjimais paremtas JSA vystymo modelis (2 diagra-
ma). Toliau yra pateikiama nustatyty gebéjimy dinamika ir rekomendacijos
kaip Siuos gebéjimus vystyti.

I lyderystés stiprinima orientuoty gebéjimy atZvilgiu, tyrimo rezultatai ak-
centuoja batinuma skatinti gilesnj lyderiy paZzinima ISA temomis (gebéjimas
stiprinti lyderio paZinimag [SA klausimais), jtraukti lyderius tiesiogiai j JSA
vystymo procesus ir darbuotojy motyvavima (gebéjimas uZtikrinti lyderiy jsi-
traukima j ISA veikla) ir gebéti vadovauti darbuotojams, remiantis aiSkia atei-
ties projekcija, nurodant kur link plétojasi ISA vystymasisir kokiy rezultaty yra
tikimasi (gebéjimas palaikyti JSA vizija).

= Gebéjimas stiprinti lyderio paZzinimag JSA klausimais turéty bati skati-
namas dél tokiy nurodyty ISA vystymo barjery kaip lyderio supratimo
trakumas, suinteresuotumo trikumas, nezinomybés baimé ir j JSA
orientuoty vertybiy neturéjimas, todél remiantis gautais empiriniais
rezultatais ir mokslinémis jZvalgomis siiloma sistemiskai vystyti §
gebéjima skatinant konstruktyvy lyderio Ziniy karima dél JSA klausi-
my, prevenciskai uzkertant kelig vadybiniam nuosmukiui paZinimo
prasme ir sudarant salygas lyderiy moralinés kokybés jvertinimui
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2 Diagrama: Integruotas, organizaciniais gebéjimais pagristas [SA vystymo modelis

(autores pritaikyta Burkeir Litwin (1992) modelio schema organizaciniy gebejimy
nustatymui ir adaptuoto procesinio modelio i8plétojimui).

Gebéjimas uztikrinti lyderiy jsitraukima j JSA veikla turéty bati skati-
namas dél tokiy nurodyty barjery kaip darbuotojy nepasitikéjimas
HKilniais* lyderio ketinimais dél jo galimo hipokratiSkumo, aistros
ISA idéjoms trukumas, jtikinamojo pozitrio nebuvimas bendraujant
su darbuotojais, todél remiantis gautais empiriniais rezultatais ir
mokslinémis jZzvalgomis sitiloma sistemiskai vystyti § gebéjima ska
tinant lyderio socializacija organizacijos viduje diskutuojant su dar-
buotojais JSA klausimaisir saves kaip pavyzdzio pristatyma.

Gebéjimas palaikyti JSA vizija turéty bati skatinamas dél tokiy nuro-
dyty barjery kaip aiskios ir pasiekiamos ateities projekcijos trikumas,
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darbuotojy baimé kritikuoti darbdavio vizija, nuoseklumo trikumas su
ISA susijusiuose veiksmuose, todél remiantis gautais empiriniais re-
zultatais ir mokslinémis jzvalgomis sitiloma sistemiskai vystyti §j ge-
béjima skatinant racionalios ir pasiekiamos vizijos formulavima kartu
su visais darbuotojais, formuojant vadovy gebéjimus futuristiSkai ske-
nuoti ateities galimybes ir jas realistiSkai pritaikyti, skatinant efekty-
via ir suprantamai perteikti vizija darbuotojams ir suinteresuotoms
Salims ir paverciant vizijg | aiskial apibréztus tikslus ir konkrecias
priemones.

| strategijos vystyma orientuoty gebéjimy atzvilgiu, tyrimo rezultatai
akcentuoja batinumg organizacijoms aiskiai nustatyti savo pozicija dél 1SA
vaidmens organizacijoje ir teikiamy strateginiy galimybiy, jvertinant besikei-
¢iantia verslo aplinka (gebéjimas didinti strategini ISA aktualuma), pradéti
daugiasaliskal naudinga dialoga su suinteresuotomis Salimis ir jvertinti jy gali-
mus indélius (gebéjimas jtraukti suinteresuotasias Salis j JSA vystyma) bei ge-
béti iSversti JSA strategija j konkregius tikslus ir priemones, taikomas visiems
organizacijos lygmenims ir funkcijoms (gebéjimas operacionalizuoti JSA stra
tegija).

= Gebéjimas didinti strateginj JSA aktualuma turéty bati skatinamas dél
tokiy nurodyty ISA vystymo barjery kaip aiskios strateginés krypties
stoka, nesugebéjimas strategiskai skenuoti aplinkos galimybiy, aiskaus
ir patikrinto verslo modelio nebuvimas bei paciy rinkos galimybiy
nematymas, todél remiantis gautais empiriniais rezultatais ir moksli-
némis jzvalgomis siiloma sistemiskai vystyti §j gebéjima skatinant si-
steminga iSorinés aplinkos analizg, aiskios strateginés kryptiesir apim-
ties nustatyma ir vystyti sinergetines strategijas, kurios yra grindzia-
mos patikimo jvaizdzio karimu, ekoefektyvumo ir socioefektyvumo
skatinimu, vertybinémis nuostatomis, inovacijy karimu ar gilesnés
transformacijos poreikiu.

=  Gebéjimas jtraukti suinteresuotgsias Salis j JSA vystyma turéty biti
skatinamas dél tokiy nurodyty JSA vystymo barjery kaip neZinojimas
kaip nustatyti suinteresuotasias puses, kaip jas jtraukti j organizacijos
veikla, kaip teigiamai pasinaudoti suinteresuotyjy pusiy teikiama nau-
da, todél remiantis gautais empiriniais rezultatais ir mokslinémis
jzvalgomis sialoma sistemiskai vystyti § gebéjima skatinant konstruk-
tyvy dialoga su suinteresuotomis Salimis ir daugiaSaliskai naudingos
partnerystés iniciavima.

= Gebéjimas operacionalizuoti [SA strategija turéty bati skatinamas dél
tokiy nurodyty JSA vystymo barjery kaip nesugebéjimas jgyvendinti
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strategija visais organizacijos lygmenimis ir paversti strategija j pama-
tuojamus tikslus ir priemones, todél remiantis gautais empiriniais re-
zultatais ir mokslinémis jzvalgomis sitiloma sistemiskai vystyti § ge-
béjima skatinant strategijos struktiirizavima j konkrecias priemones ir
tikslus, uztikrinant JSA tiksly programinj pobudj ir jy daugiapakopj
jgyvendinima organizacijose.

] organizacinés kultiiros stiprinima orientuoty gebéjimy atzvilgiu, tyrimo
rezultatai akcentuoja butinumg diegti JSA kaip laipsniskai besikurian¢ig kon-
cepcija, t.y. ka darbuotojams suteikiama galimybé ja jprasminti palaipsniui
pagal turimag organizacine kultiira ir konteksta (gebéjimas konstruktyviai kurti
ISA prasme). Taip pat yra svarbu skatinti j [SA orientuoty vertybiy internaliza-
Cija visuose organizacijos lygmenyse (gebéjimas institucionalizuoti vertybes) ir
motyvuoti visy darbuotojy saviSvieta ISA klausimais (gebéjimas skatinti orga-
nizacinj mokymasi).

Gebeéjimas konstruktyviai kurti [SA prasme turéty bati skatinamas dél
tokiy nurodyty JSA vystymo barjery kaip vidinés jmonés logikos ir
suvokimo trikumas dél JSA vystymo reikalingumo, organizacijos
identiteto JSA kontekste nebuvimas ir nesugebéjimas pagal savo or-
ganizacijos aplinka ir kultdira plétoti gilesnj ISA paZinimg, todél re-
miantis gautais empiriniais rezultatais ir mokslinemis jzvalgomis sia-
loma sistemiskal vystyti § gebéjima skatinant bendra visy darbuotojy
jtraukima j JSA sgvokos konceptualizavima, puoseléjant j [SA orien-
tuota organizacijos identiteto kiirima ir nuosekly ISA suvokima visuo-
Se organizacijos lygmenyse.

Gebé¢jimas institucionalizuoti vertybes turéty bati skatinamas dél tokiy
nurodyty ISA vystymo barjery kaip vertybiy nesuvokimasir jy puose-
[éjimo testinumo nebuvimas, todél remiantis gautais empiriniais rezul-
tatais ir mokslinémis jzvalgomis siiloma sistemiskai vystyti § gebe-
jimg skatinant vieningy ISA normy taikyma visuose darbuotojy
veiksmuose, su [SA susijusiy temy ir jkvépianciy sekmeés istorijy pli-
tima bei tradicijy ir ritualy karima.

Gebéjimas skatinti organizacinj mokymasi turéty bati skatinamas dél
tokiy nurodyty JSA vystymo barjery kaip ISA skatinanciy pirmtaky
nebuvimas, darbuotojy susidoméjimo trukumas, platesnio paZinimo
galimybiy stoka, todél remiantis gautais empiriniais rezultatais ir
mokslinémis jzvalgomis sitiloma sistemiskai vystyti § gebéjima ska-
tinant darbuotojus puoseléti gilesnj ISA reikSmés pazinima per savis-
vieta, stiprinant organizacinio jsisavinamumo gebéjima absorbuoti
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naujas reikalingas Zinias ir suteikiant darbuotojams jvairias savisSvie-
tos galimybes.

I vadybinés praktikos stiprinima orientuoty gebéjimy atzvilgiu, tyrimo re-
zultatai nurodo batinumga skatinti nuosekly JSA jgyvendinima visuose organi-
zacijos lygmenyse, ypatingai akcentuojant viduriniosios vadovy grandies pro-
aktyvy vaidmenj (gebéjimas plétoti daugiapakopig lyderyste) ir suteikti darbuo-
tojams aiskumo dél vykstanciy procesy, juos sistemingai informuojant dél JSA
jgyvendinimo plany, prioritety ir laukiamy rezultaty (gebéjimas didinti procesi-
nj aiskuma).

= Gebéjimas plétoti daugiapakopia lyderyste turéty bati skatinamas dél
tokiy nurodyty ISA vystymo barjery kaip daugiapakopio jgyvendini-
mo nebuvimas ir viduriniosios grandies vadovy nepasirengimas, todél
remiantis gautais empiriniais rezultatais ir mokslinémis jzvalgomis si-
aloma sistemiskai vystyti § gebéjima skatinant viduriniosios grandies
vadovy aktyvy jsitraukimg j ISA veiklg ir JSA lyderiy ugdyma visuo-
se organizacijos lygmenyse ir funkcijose.

= Gebéjimas didinti procesinj aiskumg turéty bati skatinamas dél tokiy
nurodyty JSA vystymo barjery kaip neaiSkumas dél normatyviniy po-
zicijy ir dél patios strateginés krypties, todél remiantis gautais empi-
riniais rezultatais ir mokslinémis jZvalgomis siiloma sistemiskai vys-
tyti § gebéjima skatinant darbuotojy aiskuma moralinés elgsenos |-
kestiuose ir strateginés krypties Zinojime.

I strukttiros vystyma orientuoty gebéjimy atzvilgiu, tyrimo rezultatai nuro-
do poreikj formuoti tokia su ISA klausimais susijusia sprendimy priémimo
struktiira, kuri turéty jtakg valdyti organizacijos transformacijos procesus (ge-
béjimas plétoti jtakg darancia sprendimo priémimo struktiirg), taip pat samdyti
nuolatiniam ar laikinam darbui patyrusius JSA vystymo specialistus ir mokeéti
pasinaudoti jy tarpusavio bendradarbiavimo potencialu (gebéjimas pritraukti
ekspertines Zinias) bei skatinti JSA jgyvendinimg kaip daugiakrypte organizaci-
jos funkcija, kuri apimatiek visy organizacijos lygmeny, tiek iSoriniy suintere-
suotyjy pusiy jtraukima j vystymo process (gebéjimas skatinti daugiasalj ben-
dradarbiavima).

= Gebéjimas plétoti jtaka darancia sprendimo priémimo struktiira JSA
klausimams turéty bati skatinamas dél tokiy nurodyty ISA vystymo
barjery kaip jtakingos sprendimy priémimo struktiros trikumas, ne-
aiSkumas kas apskritai priima su JSA susijusius klausimus ir nesuda-
rymas galimybiy sprendimus priimti Zemesniuose lygmenyse, uztikri-
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nant sprendimy daugiapakopiskuma, todél remiantis gautais empiri-
niais rezultatais ir mokslinémis jZvalgomis sitiloma sistemiskai vystyti
§i gebéjimag skatinant aukS¢iausio rango vadovybés ar akcininky jsi-
traukima j ISA politikos formavimg ir jgyvendinima bei sudarant s3-
lygas daugiapakopiam sprendimy priémimui JSA klausimais.

= Gehéjimas pritraukti ekspertines Zinias turéty bati skatinamas dél to-
kiy nurodyty JSA vystymo barjery kaip ekspertiniy centry (skyriy)
triikumas organizacijose, aukstos kvalifikacijos konsultanty stoka, to-
del remiantis gautais empiriniais rezultatais ir mokslinémis jzvalgomis
sialoma sistemidkai vystyti § gebéjimg skatinant gerai koordinuotos
vidaus eksperty struktiiros kiirimag ar samdant su [SA klausimais susi-
jusius konsultantusisisorés.

= Gebéjimas skatinti daugiakryptj bendradarbiavima turéty bati skati-
namas dél tokiy nurodyty ISA vystymo barjery kaip tarpfunkcinio
bendradarbiavimo nebuvimas ISA klausimais, suinteresuotyjy pusiy
nejtraukimas j ISA strukttrizavimo veikla bei komandinio darbo ne-
buvimas, todél remiantis gautais empiriniais rezultatais ir moksling-
mis jzvalgomis siiloma sistemiSkai vystyti § gebéjima skatinant dar-
buotojy orientacijg j komandinj darbg, tarpfunkcinj JSA vystyma, ver-
tikaly ir horizontaly darbuotojy integravimg, kuriant daugiakryptes
struktiiras bei strategiskai optimizuojant Zmogiskyjy istekliy skyriaus
vaidmen;.

I sistemy ir politiky vystyma orientuoty gebéjimy at2vilgiu, tyrimo rezulta-
tai nurodo poreiki mokyti ir jvairiomis priemonémis Sviesti visus darbuotojus ir
vadovus [SA klausimais (gebéjimas vystyti ISA kompetencija), komunikuoti su
ISA susijusiag darbotvarke visiems darbuotojams, t.y. prioretizuojant viding
komunikacija (gebéjimas efektyviai komunikuoti) ir skatinti tinkamai struktari-
zuotg ir funkciskai sureguliuotg JSA jgyvendinimg (gebéjimas reguliuoti savo
veikla).

= Gebéjimas vystyti JSA kompetencijg turéty buti skatinamas dél tokiy
nurodyty JSA vystymo barjery kaip vadovybés nenoras ar prasmes
nematymas vykdyti JSA mokymus, finansy stoka, darbuotojy asmeni-
nio suinteresuotumo JSA mokymams stoka, mokymo priemoniy tra-
kumas, todél remiantis gautais empiriniais rezultatais ir mokslinemis
jZvalgomis siiloma sistemiskai vystyti § gebéjimg mokant darbuoto-
jus vadybiniy ir funkcijy kompetencijy, sistemingai apmokant darbuo-
tojus naujos politikos klausimais, integruojant j mokymy turinj atvejy
analizés metodika bei suteikiant prioritetg vidiniams mokymams kaip
prielaidg JSA identiteto skatinimui organizacijoje.
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= Gebéjimas efektyviai komunikuoti su JSA susijusius klausimus turéty
bati skatinamas dél tokiy nurodyty [SA vystymo barjery kaip daugiak-
ryptés komunikacijos trakumas, ypatingai iS apacios j virdy, vidinés
komunikacijos darbuotojams stoka, todél remiantis gautais empiriniais
rezultatais ir mokslinémis jzvalgomis siiloma sistemiskai vystyti §
gebéjimag sudarant infrastruktirg tiek efektyviai vidinei darbuotojy
komunikacijai, tiek iSorinel, orientuotai j visas suinteresuotas Salis bei
iSnaudojant kuo jvairesnes komunikacijos priemones.

= Gebéjimas reguliucti savo JSA veikla turéty bati skatinamas dél tokiy
nurodyty JSA vystymo barjery kaip veikianciy etikos kodeksy stoka,
baimé reguluoti savo veikla ir riboti laisve, tinkamai subalansuotos
savireguliacijos nebuvimas bei savireguliacijos stebésenos instrumen-
ty stoka, todel remiantis gautais empiriniais rezultatais ir mokslinemis
jzvalgomis siiloma sistemiskai vystyti 5 gebéjima skatinant sistemin-
0a ir testing veiklos perziara JSA aspektu, uztikrinant subalansuota
ISA veiklos formalizavima, racionaly ISA instrumenty diegima, eti-
kos kodeksy taikyma ir efektyvig savireguliacijos monitoringo siste-
ma.

I darbo klimato gerinimg orientuoty gebéjimy atzvilgiu, tyrimo rezultatai
nurodo poreikj skatinti parama JSA iniciatyvoms ne tik i$ tiesioginiy vadovy
puses, bet taip pat iS5 visy kolegy, plétojant ISA kaip visy bendra interesa (gebe-
jimas plétoti daugiakrypte parama). Taip pat svarbu suteikti darbuotojams atvi-
ra ir ktirybinga erdve ISA iniciatyvoms tam, kad jie jausty savo asmeninj indélj
i § process ir savo dalyvavimo svarbg (gebéjimas jtraukti darbuotojus j ISA
veikla).

= Geb¢jimas plétoti daugiakrypte parama turéty bati skatinamas dél to-
kiy nurodyty JSA vystymo barjery kaip tiesioginio vadovo ar kolegy
skatinan¢ios paramos trikumas, todél remiantis gautais empiriniais
rezultatais ir mokslinémis jzvalgomis siiloma sistemiskai vystyti §
gebejimg pleciant darbuotojy jgalinimo galimybes ir skatinant jy pro-
aktyvuma ir atvirumg naujoms JSA idéjoms.

= Gebéjimas jtraukti darbuotojus turéty bati skatinamas dél tokiy nuro-
dyty JSA vystymo barjery kaip galimybiy trikumas darbuotojy jsi-
traukimui, darbuotojy aktyvumo nepalaikymas ir netgi nepageidavi-
mas, darbuotojy jsitraukima skatinan¢iy priemoniy stoka, laisvés po-
jucio trikumas dél pernelyg formalizuotos [SA politikos, todél re-
miantis gautais empiriniais rezultatais ir mokslinémis jzvalgomis siti-
loma sistemiskai vystyti § gebéjima skatinant konstruktyvig parama ir
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palaikyma i3 tiesioginiy vadovy ir geranorisko kolektyvo kirimg ir
kolegiskumo puosel¢jima.

I darbo uzduotis ir reikiamus jgadZius orientuoty gebéjimy atzvilgiu, tyri-

mo rezultatal nurodo poreikj vykdyti tokia darbuotojy atrankos politika, Kuri
atsizvelgia j kandidaty normatyvines nuostatas ir asmenine pozicijag ISA klau-
simais (gebéjimas vykdyti j J[SA orientuotg darbuotojy atrankg). Taip pat orga
nizacija turéty déeti daugiau pastangy nuo pat pradziy orientuoti ir informuoti
naujus darbuotojus dél vystomos JSA politikos tam, kad jie aiskiai suvokty JSA
vaidmenj jy bisimame darbe (gebéjimas orientuoti darbuotojus JSA klausi-
mais). Taip pat reikéty aiskiai nurodyti darbuotojams ko yratikimasi i$jy darbo
funkcijy atlikimo (gebéjimas plétoti aiskuma dél ISA vaidmens darbo funkcijo-

se).

Gebéjimas vykdyti | ISA orientuota darbuotojy atranka turéty buti
skatinamas dél tokiy nurodyty ISA vystymo barjery kaip ISA politi-
kos netaikymas darbuotojy atrankai, j JSA orientuoty instrumenty sto-
ka darbuotojy atrankai, todél remiantis gautais empiriniais rezultatais
ir mokdinémis jZvalgomis siiloma sistemiskai vystyti § gebéjima
skatinant socialiniy kompetencijy ir iSsilavinimo jvertinima kandidato
atrankos metu ir instrumenty Karima.

Gebéjimas efektyviai orientuoti naujus darbuotojus JSA klausimais tu-
réty bati skatinamas dél tokiy nurodyty JSA vystymo barjery kaip
naujy darbuotojy orientavimo programy trakumas, efektyvaus, ne pa-
virdutinisko orientavimo trikumas, laiko, skirto orientavimui, stoka,
todél remiantis gautais empiriniais rezultatais ir mokslinémis jzval-
gomis sitiloma sistemiskai vystyti §j gebéjima skatinant efektyvia dar-
buotojy orientavimo sistema, skirtingy orientavimo sistemy panaudo-
jimg ir bandomojo laikotarpio jvedimg tam, kad nustatyti asmeninj
suderinamuma su organizacijos JSA filosofija.

Gebéjimas plétoti aiSkuma dél JSA vaidmens darbo funkcijose turéty
buti skatinamas dél tokiy nurodyty JSA vystymo barjery kaip nezino-
jimas kaip jgyvendinti ]JSA konkregiose darbuotojy funkcijose, JSA
klausimy nereglamentavimas darbo apraSymuose ir neturéjimas konk-
reciy instrukcijy ar standarty kaip tai padaryti, todél remiantis gautais
empiriniais rezultatais ir mokslinémis jZvalgomis sitiloma sistemidkai
vystyti § gebéjima skatinant platesn; darbo reikSmingumo didinima
ISA aspektu, nuosekluma darbo atlikimo lukestiuose, uzduociy api-
bréztuma ir aiSkuma jy pasiekime.
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I individualiy poreikiy ir vertybiy vystyma orientuoty gebéjimy atzvilgiu,
tyrimo rezultatai nurodo poreikj jvertinti kaip darbuotojy vertybés ir paziaros
atitinka organizacijos ISA filosofija ir kryptj (gebéjimas jvertinti darbuotojo -
organizacijos suderinamuma) ir kaip organizacija galéty jas konstruktyviai
orientuoti ir transformuoti (gebéjimas transformucti vertybesir pozitrius).

Gebéjimas jvertinti darbuotojo-organizacijos suderinamuma turéty ba-
ti skatinamas dél tokiy nurodyty JSA vystymo barjery kaip aiskiai
apibrézty organizaciniy lukestiy JSA kontekste nebuvimas, neturéji-
mas konkregios metodikos asmeninio profilio jvertinimui ir suderina-
mumui su organizacijos JSA filosofija, todél remiantis gautais empiri-
niais rezultatais ir mokslinémis jZvalgomis sitloma sistemiskai vystyti
§j gebeéjimg skatinant organizacinj suderinamuma skatinanciy sistemy
karima ir darbuotojo asmeninio profilio jvertinima.

Gebé¢jimas transformuoti  darbuotojy vertybes ir pozitirius turéty bati
skatinamas dél tokiy nurodyty ISA vystymo barjery kaip darbuotojy
vertybiy ir pazitry orientavimo stoka, vadovybés veiksmy kaip JSA
pavyzdzio nebuvimas, todél remiantis gautais empiriniais rezultataisiir
mokslinémis jzvalgomis siiloma sistemiskai vystyti § gebéjimg ska
tinant darbuotojus jvertinti savo paciy elgesj turimy vertybiy ir pozZia-
riy aspektu ir déti pastangas kryptingam darbuotojy vertybiy ir paZia-
ry transformavimui.

I darbuotojy motyvacija orientuoty gebéjimy atZvilgiu, tyrimo rezultatai
nurodo poreikj suteikti darbuotojams platesnes galimybes realizuoti savo po-
tencialg ir sustiprinti savo saviverte (gebéjimas plétoti darbuotojy saviaktuali-
zacija) ir taip pat gebéti tinkamai jvertinti darbuotojy pastangas [SA veiklose
(gebéjimas skatinti darbuotojy pripazinima).
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Gebéjimas plétoti saviaktualizacijg turéty biti skatinamas dél tokiy
nurodyty JSA vystymo barjery kaip vadovybés nesusimastymas dél
darbuotojy savivertés skatinimo galimybiy, galimybiy stoka darbuoto-
ju saviaktualizacijai, todél remiantis gautais empiriniais rezultatais ir
mokslinémis jZvalgomis siiloma sistemiskai vystyti § gebéjima ska
tinant asmeninio ir profesinio augimo galimybes.

Gebéjimas skatinti darbuotojy pripaZinima turéty bati skatinamas dél
tokiy nurodyty JSA vystymo barjery kaip bet kokios formos (materia
linés ar nematerialinés) pripazinimo trukumas, pripazinimo priemoniy
nebuvimas ir skaidrios pripazinimo politikos stoka, todél remiantis
gautais empiriniais rezultatais ir mokslinémis jZzvalgomis sitloma si-
stemiSkal vystyti § gebéjimg skatinant aktyvy darbuotojy jsitraukima



i pripazinimo politikos formavima, uztikrinant skaidry politikos vyk-
dyma ir prasmingy pripaZinimo politikos iniciatyvy diegima.

I iSorinés aplinkos vystyma orientuoty gebéjimy atzvilgiu, tyrimo rezulta-
tai nurodo poreikj gebéti pasinaudoti vieSos politikos instrumentais, kurie remia
ISA vystyma (gebéjimas pasinaudoti jgalinancia vieSa politika), pilietings vi-
suomenés iniciatyvomis ir jy sukurtais instrumentais (gebéjimas pasinaudoti
pilietinés visuomeneés proaktyvumu) ir augancios rinkos galimybémis, susiju-
siomis su JSA remianciais vartotojais, investuotojais, tiekimo grandinés partne-
riais ir atsakingo darbdavio jvaizdZio karimu (gebéjimas pasinaudoti augancia
ISA rinka).

Gebé¢jimas pasinaudoti jgalinancia vieSa politika ISA srityje turéty ba-
ti skatinamas dél tokiy nurodyty ISA vystymo barjery kaip vyriausy-
bés aktyvumo [SA politikos formavime triakumas, [SA institucionali-
zacijos stoka, bendradarbiavimo galimybiy nesudarymas, viedy jstaigy
kaip ISA veiklos pavyzdzio nebuvimas, todél remiantis gautais empi-
riniais rezultatais ir mokslinémis jzvalgomis siiloma sistemiskai vys-
tyti § gebéjima skatinant prasminga valstybés reguliavimg JSA kon-
tekste, skatinant vieSosios politikos remiantj vaidmenj, daugiaSale
partneryste bei vyriausybés kaip JSA pavyzdZio vaidmen;.

Geb¢jimas pasinaudoti pilietines visuomenés proaktyvumu [SA klau-
simais turéty bati skatinamas dél tokiy nurodyty JSA vystymo barjery
kaip neZinojimas ar nenoras puoseléti partneryste su nevyriausybinio
sektoriaus organizacijomis, platesnio daugiaSalio bendradarbiavimo
traikumas, todél remiantis gautais empiriniais rezultatais ir moksliné-
mis jzvalgomis siiloma sistemiskai vystyti §j gebéjima skatinant ben-
dradarbiavima su nevyriausybinémis organizacijomis, Svietimo insti-
tucijomisir kitomis suinteresuotomis Salimis.

Gebéjimas pasinaudoti augancia JSA rinka turéty biti skatinamas dél
tokiy nurodyty JSA vystymo barjery kaip aiskios naudos nematymas
rinkoje ir primestinis J[SA vystymas kaip, pavyzdziui, dél tiekimo
grandinés partneriy reikalavimy, todél remiantis gautais empiriniais
rezultatais ir mokslinémis jZvalgomis siiloma sistemiskai vystyti §
gebéjima skatinant j JSA orientuota vartojima, socialinj investavima,
tiekimo grandinés valdyma, partneriy ir bendramingiy traukima ir j
ISA orientuoto darbdavio jvaizdZio kirima.
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ISVADOS:

1. Sistyrimas i8nagrinéjo JSA vystymo organizacijose specifika organi-
zaciniy gebéjimy aspektu, t.y. nustaté organizacinius gebéjimus, kurie
yrabitini efektyviam ISA vystymui organizacijose. Tam, kad nustaty-
ti Siuos gebéjimus, Sis tyrimas atrinko integruotg modelj, kurio konst-
ruktai (modelio sudedamosios dalys) tarnavo kaip sisteminé orientaci-
né schema gebéjimy nustatymui. Darbo teoringje dalyje buvo sufor-
muoti modelio atrankos kriterijai, remiantis rezultatais is (1) organiza
cinio vystymo ir transformacijy teorijy pozitriy teorinés analizésir (2)
esamy sukurty JSA modeliy analizés. Teoring analizé suteiké tyréjui
holistika orientacing schema, pagal kuriag buvo atrinktas atraminis
modelis.

2. Pagal nustatytus kriterijus, tyréjas pasirinko Burke ir Litwin (1992)
modelj kaip sistemine orientacing schema gebéjimy nustatymui. Sis
modelis buvo pasirinktas todél, kad geriausiai atitiko anks¢iau nustaty-
tus modelio atrankos kriterijus. Modelio konstrukty (sudedamyjy da-
liy) pagrindu buvo suformuota tyrimo hipotezé, argumentuojant, kad
JSA vystymui badingi organizaciniai gebéjimai gali buti nustatyti pa-
sirinkty modelio konstrukty plotmése, t.y. gebéjimai susije su lyderys-
te, strategijos kurimu, organizacine kultira, struktira, sistemomis ir
politika, vadybine praktika, darbo klimatu, darbuotojy jgudZiaisir dar-
bo reikalavimais, darbuotojy poreikiais ir vertybémis bei darbuotojy
motyvacija. Empirinio tyrimo rezultatai rodo, kad Sio modelio pritai-
kymeas leido jj sekmingai panaudoti kaip orientacinj instrumenta [SA
vystymui badingy organizaciniy gebéjimy nustatymui, kadangi jis lei-
do sistemingai nustatyti kiekvienam modelio konstruktui badingus ge-
béjimus. Be to, pasirinktas modelis taip pat suteiké tyréjai patikima
konceptualy pagrindg struktarizuoti nustatytus gebéjimus j integruota,
procesiniu aspektu adaptuotg modelj, kuris leido suformuoti integruota
organizaciniais gebéjimais paremtg JSA vystymo modelj. Nors mode-
lio orientaciniai konstruktai remiasi Burke ir Litwin (1992) modeliu,
tatiau modelio pritaikymas procesiniu organizaciniy gebéjimy aspektu
yra 8o tyrimo iSskirtiné pridedamoji verte.

3. Tyrimo struktira pasitvirtino esanti sekminga, kadangi leido ne tik nu-
statyti JSA vystymui badingus organizacinius gebéjimus sistemingai
jvertinus Delfy apklausoje dalyvavusiy respondenty atsakymus, bet
taip pat patikslinti nustatytus gebéjimus giluminio interviu pagalba bei
patvirtinti jy btidinguma organizaciniuose kontekstuose, jvertinus kie-
kybinés apklausos rezultatus. Sis daugiapakopis tyrimas suteiké tyréjui
galimybe papildyti JSA vystymo teorijg naujais teoriniais aspektais dél
ISA vystymui biidingy organizaciniy gebéjimy plétojimo bei taip su-



formuoti integruota, organizaciniais gebéjimais pagrjsta ISA vystymo
modelj.

ISA vystymas reikalauja kompleksinio pozitrio, apiman¢io daugelio
elementy integracija j holisting visuma, todél Sis procesas nebus sek-
mingai jgyvendinamas pavirsutiniSku iSoriniu intervenciniu metodu.
ISA vystymas yra naujos prasmeés ir suvokimo konstravimas organiza-
cijoje, todel tam reikalinga iSmintinga ir daugelj aspekty pasverianti
intervencija, jvertinanti ISA vystymui budings daugiapakopiSkuma
(individo, organizacijos ir aplinkos sgveikos ir transformacijos dina-
mika), daugiasiuoksniskuma (normatyvinio ir instrumentinio pozitirio
suderinamuma, struktarinés ir kultarinés transformacijos poreikj),
daugiakryptinguma sprendimy priémime ir kitus [SA vystymui badin-
gus aspektus. Pristatomas integruotas, organizaciniais gebéjimais pa-
gristas modelis nurodo, kaip lyderysté, strategija, kultara, aplinkair ki-
ti elemental yra neatsiggamai susije¢ ISA vystymo procese ir kokie or-
ganizaciniai gebéjimai yra batini sustiprinti Siy elementy tarpusavio
sgveikos transformacine prigimtj.
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Giedré Brazdauskaité

INTEGRATED FRAMEWORK FOR CORPORATE SOCIAL
RESPONSIBILITY DEVELOPMENT: ORGANIZATIONAL
CAPABILITY APPROACH

Summary

Rationale and Motivation for Research. Business and society are in-
separable and interdependent; therefore the role of business in the society un-
dergoes a profound public and scholarly debate underpinning the issue of cor-
porate socia responsibility (CSR). The CSR concept is still developing and has
not reached the maturity stage. Nevertheless, much of the CSR debate has
changed from being about whether to do CSR to how (Smith, 2003), by empha
sizing the need for CSR to move from being a peripheral add-on activity to
become better integrated in the all core business functions and activities (Cowe,
2004; Dickson, 2004). CSR-related literature tends to be segmented according
to various aspects of the CSR development and calls for an integrative frame-
works that provide a more comprehensive perspective on CSR development
(Maon et al, 2010; Swanson 1999). Only a few studies take a holistic perspec-
tive on CSR integration by covering broader types of instruments and tools
(Hansen, 2009). Isomorphism is very high in CSR research (DiMaggio and
Powell, 1983) and the design of integrated CSR frameworks is only at the ini-
tial stage in CSR research arena with multiple different approaches, interpreta-
tions and compl exities.

The very recent research concludes (Maon et a, 2010) that researchers do
not always agree on the description of the various organizational stages of CSR
development, their respective content, the key leverages of the organizational
progress on the CSR path or the theoretical foundations supporting various
models, which suggests the need for a consolidative perspective of the many
models of CSR development. Nevertheless, it could be noticed that many con-
ceptual frameworks for CSR development concentrate on the content (“what?”)
in contrast to process models (“how?") which could potentially designate proc-
esses and capabilities necessary for integrated CSR development (Burke, 2008).

Organizational capability approach is a promising foundation to assess
specific processes necessary for CSR development. Organizational capabilities
are viewed as process-oriented flows or unique process-oriented combinations
utilizing all available organizational resources to achieve desired results. This
research approaches the analysis of CSR development through organizational
capability perspective by attempting to identify such organizational capabilities
which are necessary for effective CSR development at organizationa level.
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However, capability identification calls for a systemic approach in order build
their integrated framework for CSR development. In this respect, this research
focuses on the selection of the most appropriate integrated content-based
framework which constructs could serve as a systematic frame of reference for
further process-based capability identification.

Resear ch problem statement.

Despite that currently many models are being designed for CSR imple-
mentation, CSR still lacks an integrated development framework based on
process-view which focuses on necessary organizational capabilities for CSR
development.

The objective of this research is to develop an integrated capability-
based model for CSR development.

Research Tasks:

1. To establish alist of possible criteria for reference framework selec-
tion based on the analysis of organizational development and trans-
formation theories and models and analysis of existing CSR-based
models.

2. To select a reference framework which meet most of the established
criteria and adapt its constructs as a frame of reference for capability
identification.

3. To identify organizational capabilities for CSR development within
selected framework construct domains.

4. To provide recommendations on how to develop identified capabili-
ties for further CSR devel opment.

Resear ch hypothesis:

Corporate socia responsibility can be successfully implemented only by
designing an integrated framework for CSR development based on organiza
tional capabilities.

Resear ch design:

The research design is presented in Diagram 1. It consists of a theoretical
framework, empirical research design and research results. The theoretical
framework (Chapter 1) introduces the conceptual analysis of CSR and its inte-
gral development dynamics by assessing possible approaches based on organ-
izational development, transformation theories and analysis of existing CSR
models. Chapter 2 introduces different stages and approaches towards empirical
research: adopted philosophy, applied methodology, research strategy and re-

25



search methods. Chapter 3 presents research results followed by the discussion
on the integrated capability-based model for CSR development.

Table 1: Research Methods

Dgcertir;)?idon Delphi method  In-depth Interview STEY
: . . To clarify To verify
Rationalefor N1 identified
P capabilities capabilities
Samolin Purposive Purposive Probability
piing sampling sampling sampling
Round 1:
Open-ended .
I nstrument questionnaire Semi-siructured Closed-ended
Design Round 2: ::;Ltgm;%gd' g guestionnaire
Closed-ended
guestionnaire
Data Onlinesurvey | Teleconference, Online survey
Collection mode phoneinterviews mode
Coding di ded itical
PECVAGENSEI (Grounded Coding (Groun Stat'St'.
Theory) Theory) anaysis

Resear ch Innovativeness and Contributionsto Literature:

This research contributes to management literature by providing more in-
sights on how to develop CSR in organizations based not only on the analysis
of CSR-oriented models and research, but also by assessing multiple models
underlying the theories of organizational development, transformation and CSR
implementation. It is the first study to consider and adapt Burke and Litwin's
(1992) model for CSR development as a frame of reference for identifying
capabilities necessary for CSR development. Based on the empirical research
results, the researcher identified capabilities necessary for CSR development at
organizational level and designed a new integrated capability-based framework
for CSR development. In turn, the reference constructs of this framework was
based on Burke and Litwin's (1992) model, but its process-based adaptation
from organizational capability perspective and the identification of capabilities
is the unique contribution of this research.

26



THEORETICAL

FRAMEWORK

RESEARCH

RESULTS

CSR asEvolving
Concept: Integrative
Review

>

Integrated CSR
Development:
Organizational
Development Per spective

CSR Development as
Transformation

\ 4

Framework Selection
and Empirical
Hypothesis For mation

Establishing Criteria
for
Framework Selection

CSR Development as
Capability Building
Process

PHILOSOPHY g Critical realism
,I Grounded theory |
METHODOLOGY
‘I Triangulation |
Sequential exploratory study |
STRATEGY
Key informant selection |
% Delphi method H For capability identifica- |
RESEARCH
METHODS >| In-depth interview H For capebility dlarification |
e
| Survey H For capability verification |
RESEARCH g Assessment of research
QUALITY CRITERIA validity and reliability
RESPONSE P Respondent Characteristics and

CHARACTERISTICS

Profiles

HYPOTHESIS
TESTING

<
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Diagram 1: Research design
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Contribution to Practice:
The integrated capability-based framework has a substantial potential to serve
as a reference instrument for business executives, CEO specialists and CSR
consultants to diagnose CSR-oriented processes in organizations, assess neces-
sary capabilities, take informed decisions for further organizational develop-
ment and let to mainstream, sustain and institutionalize CSR

Resear ch Relevance:

Research relevance is assessed in terms of research contribution towards
answering the question of how to make CSR implementation more effective
and more efficient at organization level by stressing the importance to view
CSR as an unfolding process of organizational development and by providing
the organizations with an integrative capability-based framework for better
process assessment and deeper transformation.

European Multi-stakeholder Forum emphasized that business advisors and
support organizations need to develop know-how on effective CSR practices, to
contribute to capacity building, take-up and assisting businesses in their CSR
efforts (EC, 2004). This integrated capability-based framework has a potential
to contribute towards this capacity building. In broader context, the results sup-
port the implementation of sustainable development goals at organizational
level.

THEORETICAL FRAMEWORK

Following thefirst task of thisresearch, i.e. to establish alist of possible
prerequisites for reference framework selection based on the analysis of organ-
izational development and transformation theories and models and analysis of
existing CSR-based models, this research established key theoretical implica-
tions for CSR development based on the theories and models of organizational
development, transformation and CSR implementation:

- CSR development as multi-dimensional integration. Based on the rea-
soning of organizational development theorists, it is argued that CSR develop-
ment is concerned with holistic development focusing on the total system and
alignment of its interdependent parts. It refers to the change in human mindsets
and human systems since CSR development as such should affect not only
organizational structures but also employee beliefs, attitudes and values by
making a cultural shift. Therefore, CSR development calls for the creation of a
new environment and conditions in which the transforming change could take
place and enable the organizations to self-reflect and constructively self-
regulate. CSR integration involves the harmonious alignment between the indi-
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vidual, the organization and the wider environment where al other constituents
(strategy, leadership, structure etc.) act as supportive forces towards more pro-
found CSR progress and transformation. In this respect leadership for CSR
plays a huge role and it is supported not only at the highest hierarchical levels,
but also through multi-level leadership at all levels and teams. A well-planned
and proactive leader’ s intervention may provide the organization with the ripple
effect for more profound transformation through al the levels of the organiza-
tion. A well-thought CSR strategy may serve as a promising instrument for
organizationa growth and development.

- CSR development as social construction. The second prerequisite for
successful CSR development is the necessity for making a profound cultural
shift which entails the need to align employee values and attitudes with the
CSR-oriented culture. CSR is not so much about good activities and initiatives,
but about the development of our own attitude towards us, our organizations
and our society. While structuralist - functionalist theories of change see this
development as a linear and externally controlled change believing in the fun-
damental power of external interventions, the social constructionist theories of
change see change as a non-linear and unfolding process of self-organizing
change where employees interpret and construct their own reality through so-
cia interaction. In this respect the understanding and development of CSR de-
pends on the sense-making process of al involved.

- CSR development as multi-directional decision making. The third
prerequisite for successful CSR development is its multi-directional approach
which puts the decision-making power not only in the top-down direction, but
also supports bottom-up approach by creating an infrastructure for employee
participation and proactive involvement. This approach calls for the vertical
and horizontal integration across all the levels of an organization.

- CSR development as multi-level progress. The fourth prerequisite for
successful CSR development is its multi-level approach including the assess-
ment of the micro level of individual transformation, meso level of organiza-
tional transformation and macro level of wider environment encompassing
political, economic and societal dynamics.

- CSR development as transformation. Transformation is not any
change, but a change in human mindset and thinking; therefore; transformation
starts from the individual level. The researcher established four stages specific
for CSR development based on the synthesis of several approaches from organ-
izational development and CSR-based theorists, which are the following: pre-
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CSR stage, incremental CSR stage, transitional CSR stage and transformational
CSR stage. In turn, the research presents the assessment of developmenta dy-
namics of every identified capability within the established four stages. The
consideration of all the mentioned prerequisites for CSR development creates
possible conditions for organizational transformation towards more integrated
CSR and provides rationale for establishing necessary criteria for potential
reference framework selection.

Following the second task of this research (i.e. to select a reference
framework which meet most of the established prerequisites and adapt its con-
structs as a frame of reference for capability identification), Burke and Litwin
(1992) model was selected due to its best suitability for the prerequisites estab-
lished. This model serves as a frame of reference for capability identification
and its integrative constructs (model components) as reference domains. In this
respect, the following empirical research hypothesis is established in accor-
dance to selected model constructs: integrated organizational CSR devel opment
is positively associated with the development of capabilities related to leader-
ship, strategy, corporate culture, structure, systems and policies, management
practices, work climate, task requirements, employee needs and values and
motivation.

EMPIRICAL RESEARCH DESIGN

Following the third task of this research, i.e. to identify organizational
capabilities for CSR development within selected framework construct do-
mains, first of all the empirical research design is presented in order to indicate
how the capabilities are planned to be identified. The subsequent Chapter 3
presents research results and a discussion on an integrated capability-based
model for CSR development.

Resear ch design. Asit isindicated Diagram 1, the empirical research de-
sign comprises different stages and approaches by discussing adopted philoso-
phy, applied methodology, research strategy and research methods. Empirical
research design starts with the presentation of a philosophical approach taken
within this research, namely critical realism. Critical realism was selected since
it is seen as useful compromise which can combine the strengths and avoid the
limitations of positivist and interpretivist paradigms, recognizes the value of
using multiple sources of data and perspectives, supports triangulation and
reguires consensus between different viewpoints.

Following the adopted philosophical stance, research methodology is dis-
cussed by introducing grounded theory and triangulation. Grounded theory is
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selected because it provides flexibility to explore a phenomenon of CSR capa
bilities, emphasizes the theory-building approach during al the stages of re-
search and provides the researcher with coding (thematic analysis) methodol-
ogy for data analysis. Triangulation permits the researcher to take advantage
both of qualitative and quantitative methods by building and verifying theory in
asequential exploratory manner.

Finally, three research methods (Delphi, in-depth interview and survey)
are presented with respect to applied sampling techniques, instrument devel-
opment, data collection and data analysis (see Table 1). Delphi method serves
as a promising foundation for CSR capability identification. In-depth interview
method is applied for the clarification of capabilities identified during Delphi
method. Finally, survey method is applied for the verification of capabilities by
assessing their presence in companies which are engaged in CSR activities.

RESEARCH RESULTS

This research proves the hypothesis that integrated organizational CSR
development is positively associated with the development of capabilities re-
lated to the management of leadership, strategy, corporate culture, structure,
systems and policies, management practices, work climate, task requirements,
employee needs and values and motivation. In turn, the research evidence also
provides background to design an integrated capability-based framework,
which is presented in the following Diagram 2. This model presents what or-
ganizational capabilities are needed to facilitate CSR development and organ-
izational transition both at organizational and individual level.

In terms of leadership-oriented capabilities necessary for CSR develop-
ment, the results place emphasis on the need to promote more profound aware-
ness of leaders on CSR issues (leader awareness building capability), to involve
leader directly into CSR development by making this process more structured,
credible and inspirational (leader involvement capability) and to be able to lead
the employees with a clear future-oriented frame of reference indicating where
CSR development is heading and what outcomes are expected (visionary guid-
ance capability).

= | eader awareness building capability needs to be further developed to
reduce such reported barriers as lack of understanding on CSR issues,
lack of interest, fear of uncertainty, lack of CSR-driven values; there-
fore, empirical results and literature review recommends to develop
this capability by promoting leader knowledge on CSR issues, by pre-
venting managerial derailment and by assessing quality of leaders.
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Leader involvement capability building needs to be further developed
to reduce such reported barriers as lack of credibility for sincere
leader intentions, lack of passion for CSR ideas, lack of persuasive
approach towards employees; therefore, empirical results and litera-
ture review recommends to develop this capability by promoting
leader internal socialization and role modeling.

Visionary guidance capability building needs to be further developed
to reduce such reported barriers as lack of clear and attainable future
framework, fear of constructive criticism on CEO visionary approach,
lack of consistency in action; therefore, empirical results and literature
review recommends to develop this capability by promoting reason-
able and achievable vision formation, leader’ s future-scanning capac-
ity, effective vision communication and its translation into goals and
measures.

In terms of strategy-oriented capabilities necessary for CSR development,
the results place emphasis on the need for organizations to establish their stra-
tegic position on CSR by assessing their changing business contexts and possi-
bilities (strategic relevance building capability), to start a multilaterally benefi-
cial dialogue with stakeholders and assess their possible contributions (stake-
holder engagement capability) and to be able to translate CSR strategy into
concrete goals and measures throughout all the levels of an organization (strat-
egy operationalisation capability).
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Strategic relevance enhancement capability building needs to be fur-
ther developed to reduce such reported barriers as absence of clear
strategic directions, lack of strategic scanning know-how, lack of
business case, lack of market opportunities ; therefore, empirical re-
sults and literature review recommends to develop this capability by
promoting analysis for environment trends, the establishment of clear
strategic direction and scope and developing such strategies which are
based on credibility, eco-efficiency and socio-efficiency, values, inno-
vations or transformations.

Stakeholder engagement capability building needs to be further devel-
oped to reduce such reported barriers as lack of understanding how to
identify stakeholders and how to engage them, lack of awareness on
stakeholder involvement benefits; therefore, empirical results and lit-
erature review recommends to develop this capability by promoting
constructive stakehol der dialogue and initiation of partnership.
Strategy operationalization capability building needs to be further de-
veloped to reduce such reported barriers as lack of multi-level strategy



tranglation, lack of measurable targets; therefore, empirical results and
literature review recommends to develop this capability by promoting
strategy trandation into concrete measures, programmability of CSR
objectives and their multi-level implementation.

In terms of organizational culture-oriented capabilities necessary for CSR
development, the results place emphasis on the need to introduce CSR as a
constructively oriented and gradually evolving concept where al the employees
make sense of it with respect to existing organizational culture and context
(constructive sense-making capability). It is also important to stimulate the
internalization of CSR-based values throughout all the levels of organization
(value ingtitutionalization capability) and facilitate the learning of all employ-
ees on CSR issues in order to make them better understand ongoing develop-
ment process (organizational learning capability).

Constructive sense-making capability building needs to be further de-
veloped to reduce such reported barriers as lack of internal logic and
sense-making, lack of identity, lack of customized approach; there-
fore, empirical results and literature review recommends to develop
this capability by promoting joint construction of CSR definition, by
building organizational identity for CSR and promoting all-inclusive
organizationa understanding at all levels.

Vaue ingtitutionalization capability building needs to be further de-
veloped to reduce such reported barriers as lack of value awareness,
lack of value-oriented continuity; therefore, empirical results and lit-
erature review recommends to develop this capability by promoting
unity in actions, CSR-based themes and story-telling, rituals and tradi-
tions.

Organizational learning capability building needs to be further devel-
oped to reduce such reported barriers as lack of CSR pioneers in or-
ganizations, lack of employee interest, lack of learning opportunities;
therefore, empirical results and literature review recommends to de-
velop this capability by promoting deeper understanding learning, or-
ganizational absorptive capacity and various learning possibilities.
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In terms of management practices necessary for CSR development, the re-
sults place emphasis on the need to promote consistent CSR message and direc-
tion throughout al the levels of an organization with emphasis on middle man-
agement (multi-level leadership capability) and to provide employees with
process-oriented clarity by consistently informing them on CSR implementa-
tion priorities and expectations (clarity building capability).

= Multi-level leadership building capability building needs to be further
developed to reduce such reported barriers as lack of multi-level im-
plementation and lack of middle management preparation; therefore,
empirical results and literature review recommends to develop this
capability by promoting the contribution of middle-management and
multi-level leadership.

= Clarity building capability needs to be further developed to reduce
such reported barriers as lack of strategic direction clarity and lack of
normative clarity; therefore, empirical results and literature review
recommends to develop this capability by promoting clarity in ex-
pected moral conduct and clarity of strategic direction for CSR.

In terms of structure necessary for CSR development, the results place
emphasis on the need to construct such decision-making structure which has
power and influence for managing organizational transition (influential deci-
sion-making capability), to take advantage of best experts in the field and their
cooperation (expertise building capability) and to promote CSR as a multi-
directional activity by including al the levels of organizations and external
stakeholders like NGOs, educationa institutions etc. into its development
(cross-boundary collaboration capability).

= Influential decision-making capability building needs to be further
developed to reduce such reported barriers as lack of change-making
influence, lack of clarity in decision-making structures, lack of multi-
level supporting decisions; therefore, empirical results and literature
review recommends to develop this capability by including of the sen-
ior management into CSR implementation and by promoting the in-
clusion of multi-level decision-makers who have the necessary infor-
mation or knowledge for functional CSR implementation issues.

= Expertise building capability building needs to be further developed to
reduce such reported barriers as lack of expertise-based structures and
lack of available and affordable expertise; therefore, empirical results
and literature review recommends to develop this capability by pro-
moting well coordinated in-house expertise and outsourced expertise.
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Cross-boundary collaboration capability building needs to be further
developed to reduce such reported barriers as lack of cross-functional
cooperation, lack of stakeholder inclusion lack of effective team-
building for CSR development; therefore, empirical results and litera-
ture review recommends to develop this capability by promoting
team-orientation, cross-functional CSR development, vertical and
horizontal integration of employees, cross-boundary integration and
the strategic role of human resources department.

In terms of systems and policies necessary for CSR development, the re-
sults place emphasis on the need to train all employees and executives on CSR
issues (competence building capability), to communicate CSR to all employees
by prioritizing internal communication (communication capability) and to as-
sess and promote a structured and well-guided approach for CSR development
(self-regulation capability).
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CSR-oriented competence building capability needs to be further de-
veloped to reduce such reported barriers as lack of top management’s
attention towards CSR training, lack of finances, lack of employees
interest towards CSR training, lack of training modes, lack of topical
issue training, lack of transformation-oriented training; therefore, em-
pirical results and literature review recommends to develop this capa
bility by training for managerial and functional competences, support-
ing new policy training, employing case-study approach as a training
method and giving preference to in-house training to support organ-
izational identity building.

CSR-oriented communication capability building needs to be further
developed to reduce such reported barriers as lack of multi-directional
internal communication, in particular bottom-up direction; therefore,
empirical results and literature review recommends to develop this
capability by promoting internal communication, all stakeholder-
inclusive external communication and employing variety of commu-
nication means.

Self-regulation capability building needs to be further developed to
reduce such reported barriers as lack of working principles of conduct,
lack of self-regulation balance, fear of self-regulation, lack of self-
regulation monitoring; therefore, empirica results and literature re-
view recommends to develop this capability by promoting existing
policy review and continuous updating, balanced CSR formalization,
application of CSR tools, working codes of conduct and effective pro-
gress check.



In terms of work climate necessary for CSR development, the results place
emphasis on the need to promote the support for CSR initiatives not only from
immediate supervisors, but also from all the colleagues by making CSR a prior-
ity of everybody’s concern (multi-directional support capability). It is also im-
portant to provide employees with open and creative space for CSR develop-
ment so that they would feel their own contribution and participation in the
process (employee involvement capability).

=  Multi-directiona support capability building needs to be further de-
veloped to reduce such reported barriers as lack of immediate supervi-
sor support and lack of colleague support; therefore, empirical results
and literature review recommends to develop this capability by pro-
moting support from immediate superiors and collaborative col-
leagueship.

=  Employee involvement capability building needs to be further devel-
oped to reduce such reported barriers as lack of involvement possibili-
ties for al levels, suppression of employee pro-activity, lack of
stimulation for employee involvement, over formalized CSR; there-
fore, empirical results and literature review recommends to develop
this capability by promoting employee empowerment and stimulating
employee pro-activity and openness.

In terms of tasks and skills necessary for CSR development, the results
place emphasis on the need to recruit new candidates by taking into account
their normative receptivity and assessing their personal position on CSR (CSR
oriented employee recruitment capability). In addition, organizational efforts
should be placed also for orienting and informing new employees from the very
beginning on adopted CSR philosophy, strategy and expectations to make them
aware on the role of CSR in organization’s activities (CSR oriented employee
orientation capability). Moreover, emphasis also should be placed on expected
employee’s work-related contribution for CSR by clearly indicating what is
expected from their function and position (self-efficacy building capability).

= CSR-oriented employee recruitment capability building needs to be
further developed to reduce such reported barriers as lack of CSR-
oriented recruitment policy, lack of CSR-oriented candidate selection
instruments; therefore, empirical results and literature review recom-
mends to develop this capability by promoting assessment of social
competencies and educational background for candidate selection.
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Employee orientation capability building needs to be further devel-
oped to reduce such reported barriers as lack of employee orientation
programs, lack of effective and non-superficial orientation, lack of
dedicated time for orientation; therefore, empirical results and litera-
ture review recommends to develop this capability by promoting ef-
fective employee orientation, employing diverse orientation instru-
ments and introducing probationary period for personal fit assessment.
Self-efficacy enhancement capability building needs to be further de-
veloped to reduce such reported barriers as lack of awareness on func-
tion-based CSR implementation, lack of function-based CSR guide-
lines and standards; therefore, empirical results and literature review
recommends to develop this capability by promoting job enrichment
and significance, consistency in job expectations, task identity, clarity
in achievability.

In terms of individual needs and values necessary for CSR development,
the results place emphasis on the need to assess how the employee fits into
organization's CSR philosophy and direction by assessing his/her attitudes,
values and perceptions (person-organization fir assessment capability) and how
employee values and attitudes could be constructively oriented and transformed
(value transformation capability).

Person - organization fit assessment capability building needs to be
further developed to reduce such reported barriers as lack of clear
corporate expectations, lack of employee persona profile assess-
ment.; therefore, empirical results and literature review recommends
to develop this capability by promoting organizational compatibility
and employee personal profile assessment.

Value transformation capability building needs to be further devel-
oped to reduce such reported barriers as lack of transformative orien-
tation, lack of top management’s role-modeling for value integrity;
therefore, empirical results and literature review recommends to de-
velop this capability by promoting employees’ self-awareness of their
values and attitudes and supporting their transformation.

In terms of employee motivation necessary for CSR development, the re-
sults place emphasis on the need to provide the employees with possihilities to
realize their potential and support their self-worth (self actualization capability)
and also to reward employees on their contributions (employee recognition

capability).
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Self-actualization enhancement capability building needs to be further
developed to reduce such reported barriers as lack of consideration of
employee self-worth stimulation, lack of possibilities for employee
self-actualization; therefore, empirical results and literature review
recommends to develop this capability by promoting personal and
professional growth possibilities.

Recognition capability building needs to be further developed to re-
duce such reported barriers as lack of any form recognition, lack of
recognition instruments, lack of transparent recognition policy; there-
fore, empirical results and literature review recommends to develop
this capability by promoting employee involvement in recognition
policy design, transparent recognition policy and introducing mean-
ingful recognition initiatives.

In terms of external environment necessary for CSR development, the re-

sults place emphasis on the need to take advantage of possible government’s or
other public policy instruments which could support CSR development (capa
bility to take advantage of enabling public policy), civil society initiatives and
created instruments (capability to take advantage of civil society pro-activity)
and growing business opportunities related to the growing market of CSR-
oriented consumers, investors, supply-chain partners and demand for CSR-
oriented employer brands (capability to take advantage of growing CSR mar-

ket).

Capability to take advantage of enabling public policy needs to be fur-
ther developed to reduce such reported barriers as lack of government
pro-activity, lack of CSR ingtitutionalization, lack of cooperation,
lack of role-modeling of public institutions ; therefore, empirical re-
sults and literature review recommends to develop this capability by
promoting meaningful regulation, supporting the facilitating role of
public policy, partnering, government’s endorsing role and govern-
ment’ s role-modeling.

Capability to take advantage of civil society pro-activity needs to be
further developed to reduce such reported barriers as lack of partner-
ship and lack of holistic cooperation; therefore, empirical results and
literature review recommends to develop this capability by promoting
collaboration with non-governmental organizations, multi-stakehol der
collaboration and collaboration with educational institutions.
Capability to take advantage of growing CSR market needs to be fur-
ther developed to reduce such reported barriers as lack of business
case and market opportunities and lack of integrated approaches for
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CSR since CSR is taken only as a segmented part of some initiative
like meeting supply chain requirements; therefore, empirical results
and literature review recommends to develop this capability by pro-
moting CSR-oriented consumerism, social investing, CSR-oriented
supply chain management, following of partners and peers and CSR-
oriented employer brand building.

CONCLUSIONS:

1

This research approached the analysis of CSR development through
organizational capability perspective by attempting to identify such
organizational capabilities which are necessary for effective CSR de-
velopment at organizational level. In order to identify organizational
capabilities for CSR development, the research focused on the selec-
tion of the most appropriate integrated model which constructs could
serve as a systematic reference framework for capability identifica-
tion. The theoretical part of this research established a list of possible
model selection criteria based on the results of (1) theoretical analysis
of possible approaches based on organizational development and
transformation theories and (2) analysis of existing CSR models. In
turn, the established criteria provided the researcher with the holistic
reference framework for potential model selection.

In accordance to the established criteria, this research selected Burke
and Litwin's (1992) model as a reference framework for capability
identification. This model was selected since it met the most of previ-
ously established criteria. Thisis the first research to adapt this model
for the analysis of CSR development from organizational capability
perspective. In turn, the hypothesis of this research was established in
accordance to the constituent constructs of this model following the
reasoning that organizational capabilities for CSR development could
be potentially identified within every construct domain of this model,
namely leadership, strategy, corporate culture, structure, systems and
policies, management practices, work climate, task requirements, em-
ployee needs and values and motivation. The empirical results re-
ceived from this research indicate that the selection of this model
proved to be a well-guided reference framework for identification of
organizational capabilities for CSR development since it provided the
researcher with the instrument to systemically capture the underlying
organizational capabilities within every construct domain. Further-
more, this model provided the researcher with the conceptual founda-
tion to structure identified organizational capabilities into an inte-
grated framework of process flows needed for successful CSR devel-



opment and, subsequently, design an integrated capability-based
model for CSR development. Although the reference constructs of
this framework was based on Burke and Litwin’s (1992) model, but
its process-based adaptation from organizational capability perspec-
tive is the unique contribution of this research.

The research design proved to be successful since it allowed not only
identify organizational capabilities for CSR development through the
assessment of the most prominent CSR expertise included into Delphi
panel, but also clarify them by assessing the feedback received from
in-depth interviews and, finally, verify them within organizational
contexts by assessing the results from a quantitative survey. This se-
quentia exploratory approach provided the researcher with the possi-
bility to build new theory on organizational capabilities for CSR de-
velopment and design an integrated capability-based framework.

CSR development is complex and calls for an integrated approach;
therefore it will not succeed by adopting superficial intervention
methods. CSR refers to the construction of new understanding and
mindset in organizations; therefore it calls for a profound and inte-
grally consistent intervention which views CSR development as a
complex process due to its multi-level (transformational dynamics of
an individual, organization and wider environment), multi-layer (nor-
mative vs. instrumental; structural vs. cultural shifting), multi-
directional (top-down vs. bottom-up, vertical vs. horizontal integra-
tion) and other approaches underpinning its organizational implemen-
tation. The integrated capability-based framework for CSR develop-
ment indicates how leadership, strategy, culture, environment and
other transactional elements are inextricably linked and what organ-
izational capabilities are needed to support the transformational nature
of their interdependent interaction.
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