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INTRODUCTION

Relevance of the research. Management culture is associated with corporate
social responsibility, but both management culture analysis and linkages to corporate
social responsibility are still a lack of attention in Lithuania. Management culture can be
regarded as a methodological basis for a systematic implementation of corporate social
responsibility. The desire to implement corporate social responsibility can be identified
as a challenge to cultural traditions existing in organizations requiring thinking changes
of both managerial staff and employees as well as the changes in the organization's
management culture. For example, in Lithuania the international standards ISO 9001
and ISO 14001 attracted the greatest popularity in recent years, which require
substantial changes of the organization’s attitude towards management. The standards
emphasize the principle that the organization's objectives are to be achieved efficiently
and effectively by managing processes and their interaction (Bagdonien¢, Paulaviciené,
2010). However, while implementing some kind or other standards, it is essential to
assess the situation in a particular organization, how the existing management culture is
in line with the principles of corporate social responsibility and how they are relevant to
the changes. These quality management standards should be wused for the
implementation of guidance on social responsibility as defined in ISO 26000 (Guidance
on Social Responsibility). In developed countries (Hassan, 2007), the majority of
organizations have a favourable view on corporate social responsibility programmes,
but far from the majority of them integrate social responsibility values into practice.
This approach could be changed by integrating values representing social responsibility
concept into the organization's management culture (Vveinhardt, 2013).

Private capital companies most often attract the researchers’ horizons, focusing
attention on the activities that are aggressive on environment, profit improvement,
product security and human rights issues. The idea of sustainable, socially responsible
development, according to Ciegis and Norkuté (2012), arose as a response to the threats
posed by economic globalization while integrating the principles of responsible
practice, consumption and lifestyle in order to ensure a better quality of life for
mankind. However, social responsibility is no less important in public sector - the state
and municipalities - capital companies and public institutions that participate in the
market, provide services, use natural and human resources. Long-term organizational
success depends on how harmoniously it is able to integrate into the environment and
assess the social mood of stakeholders — the relationship of the organization and its
environment should be formed on the basis of social responsibility (Bakanauskas,
Vanagieng, 2012).

Corporate social responsibility research globally continues for a lot of decades.
However, it is necessary to distinguish between the countries where the movement
began based on long search for business and public social harmony, and Central and
Eastern European countries in which these ideas are being developed relatively recently.
Social harmony search is a challenge for developing economies that have been
developing in free market conditions since the last decade of the last century, which, in
response to the global processes of the markets, cause additional difficulties. The
incorporated models constructed in other sociocultural environments, including
corporate social responsibility, function not as successfully as you would expect - and it
is shown by the situation in Lithuania where social responsibility development is very
slow, and some businesses that linked social responsibility policy to marketing and



hoped rapid economic success are disappointed. Slow development of corporate social
responsibility is shown by the network of the United Nations Global Compact. For
example, when discussing the Baltic region, this network at the beginning of 2014 had a
total of 86 Lithuanian organizations, 11 Latvian and 5 Estonian enterprises. The
network includes organizations that are committed to seek the ten principles of
corporate social responsibility formulated by United Nations Global Compact.

Social responsibility development in Lithuanian organizations never acquired a
greater speed, and this could be explained by the maturity trends of the public and the
organizations themselves. Although the organizations acquire standards certifying social
responsibility, this in itself does not guarantee a high level of activity standards that are
related to the internal perception of social responsibility and determination dictated by
values (Vveinhardt, 2013). The question of how Lithuanian organizations are actually
prepared to live according to all the corporate social responsibility requirements is really
painful and should be associated with the level of management culture development.

Empirical studies related to social responsibility issues in Lithuanian companies
are currently solitary, having a fragmented nature. Most of the studies have educational
and incentive nature, are booked and carried out by state institutions (Dagiliené,
Bruneckiené, 2010). Very often the studies of theoretical scientific literature are carried
out, the analysis of the content of organizations’ reports (annual, on websites, etc.).
There is a lack of broader empirical research on corporate social responsibility. Quite a
great number of scientific works by Lithuanian authors on corporate social
responsibility issues reflects the importance and timeliness of the topic. There are
tendencies noticed that some authors identify corporate social responsibility on the basis
of the works by foreign scientists only, others form their concepts, but traditionally the
organizations that have declared the status of corporate social responsibility are
analyzed, but not the ones that are seeking to become such.

Scientific problem and its investigation level

Scientific problem — what is the role of the management culture aiming for
corporate social responsibility and how to prepare for the implementation of corporate
social responsibility after having set the management culture expression.

The management culture term in the works of Lithuanian (Zakarevicius, 2004;
Melnikas, 2008; Vveinhardt, 2011) as well as foreign authors (Acar, Keating, 1986;
Townsend, 2004; Dalton, Kennedy, 2007; Jancevkij, 2014; Voronkova, 2006; Nastase,
2009; Skibickaja, 2009), is found quite rarely, but the research on organizational culture
that examine management culture indirectly or its individual components are found in
the works by these authors: Keeton, Mengistu (1992), E. Martins, N. Martins (2002),
Maznevski et al. (2002), Kong (2003), Hookana (2008), Baumgartner (2009),
Castaneda, Toulson (2013), John (2013), Palthe (2014) and others. Aiming for the
proper implementation of corporate social responsibility, in the context of this research,
a particularly important role is given to decision-making. In general, the amount of
scientific sources analyzing solutions is big, but the managerial decisions in many cases
are touched indirectly (Sacheon et al., 2014; Iselin, 1989; Wayne, Rubinstein, 1992;
Weber, 1996; Singh, Varshney, 1999; Cramp, Carson, 2009; and others). There are not
many authors directly analyzing managerial decisions in conjunction with the
management culture (Acar, Keating, 1986; etc.), social responsibility (Young, Thyil,
2009; Garavan et al., 2010; Ardichvili, 2013 ; Christensen et al., 2013; Marques et al.,
2014; etc.).



analyze the social entrepreneurship in non-governmental organizations, Astromskiené
and Adamoniené (2009) present the factors influencing corporate social responsibility
initiatives, Augustiniené et al. (2012) research the expression of the social responsibility
in the context of expectations of future social educators. Bagdoniené and Paulaviciené
(2010) present interfaces of corporate social responsibility and management system,
Banyté et al. (2010) discuss the expression of the green marketing while developing the
concept of corporate social responsibility. Butkevi¢iené (2012) examines public
attitudes towards social policies within the prism of the state, the individual and the
family while forming the social well-being in the Lithuanian state. Cepinskis and
Sakalauskaité (2009) present analysis of activities of socially responsible businesses in
Lithuania and evaluate the changes of corporate social responsibility in the conditions of
economic crisis, its impact on corporate performance indicators. Cesyniené¢ et al.
(2011), when analysing social responsibility concerning the staff, states that the
application of social responsibility initiatives in respect of the staff in Lithuanian
private and public sector organizations faces with an increasing gap between the
objective needs and subjective non-recognition. The authors discuss the aforementioned
gap in Lithuanian private and public sector organizations when analysing the status of
implanting social responsibility initiatives in relation to the staff, the barriers and the
possible impact on human activity indicators. Ciegis and Norkuté (2012) analyze the
concepts of corporate social responsibility and sustainable development, and evaluate
the practices of the bank activities towards these areas in Lithuania. Dagiliené (2010)
establishes the level of disclosure of social information in annual reports of Lithuanian
companies. Dagiliené and Bruneckiené (2010) examine the links of the voluntarily
disclosed information with corporate social responsibility, assessed the level of social
information disclosure in the financial statements and the website of a particular
company. Giziené et al. (2011) clarify the role of the state in the process of social
responsibility in conjunction with the knowledge economy. Guogis (2011) provides the
analytical material relating to the creation of state welfare and its current "retreat"
problems in his article. Guzavifius and Bruneckien¢ (2010) investigate the social
responsibility of the interests by providing asymmetric information. Jasinskas and
Simanaviciené¢ (2010) evaluate the corporate social responsibility in consideration of
genetically modified products. These are some of Lithuanian scientists’ studies
demonstrating a wide range of problems of corporate social responsibility.

A great number of foreign scientists (Friedman, 1970; Carroll, 1991;
McWilliams, Siegel, 2001; Maignan, Ralston, 2002; Post, 2003; Garriga, Mele, 2004;
Thomas, Nowak, 2006; Geva, 2008; Ubius, Alas, 2009; Gjolberg, 2010; Tung, Mourali,
2011; Thornton, Byrd, 2013; Pedersen, Gwozdz, 2014; etc.) and Lithuanian scientists
analyzing corporate social responsibility (Vasiljevas, Pucétaité, 2005; Juséius, 2007;
Jus¢ius, 2008; JuScius, Snieska, 2008; Marcinskas, Seiliate, 2008; Mélynyte,
Ruzevicius, 2008; Melnikas, 2008; Vaitkevi¢ius, Stukaite, 2009; Pucétaité, 2009;
Juscius, 2009; Juséius et al., 2009; Cepinskis, Sakalauskaité, 2009; Stanciené, 2010;
Kovaliov et al., 2011a, 2011b; Valackiené, Micevi¢iené, 2011; Virvilaité, Daubaraité,
2011; Zickiené et al., 2011; Jonkuté et al., 2011; Raipa, Giedraityté, 2012; Navickas,
Kontautiené, 2013; Jus&ius, Sneideriené, 2013; Jui&ius, Jonikas, 2013; etc.) show the
importance of this topic from the point of view in a scientific as well as practical sense.
However, only a few studies conducted in Lithuania (Simanskiené, Pauzuoliené, 2010a,
2010b) focus on the interfaces of organizational culture and corporate social



responsibility. It should be emphasized that most often the organizations that have
declared the status of corporate social responsibility are analyzed, but the stage of the
company's readiness to become socially responsible is still not studied in scientific
works. Thus, the gap of research on management culture expression in order to
implement corporate social responsibility remains relevant, and it is important to fill it
in.

The object of the research — management culture expression aiming to
implement corporate social responsibility.

The goal of the research - to determine the management culture expression
regularity forming a model of establishment of management culture expression aiming
to implement corporate social responsibility.

The objectives of the research:

1) Having analysed the content of management culture from the theoretical point
of view, the management culture assessment criteria should be distinguished;

2) Having analysed corporate social responsibility issues on theoretical terms,
the assessment criteria for corporate social responsibility should be distinguished.

3) Having distinguished the assessment criteria of management culture and
corporate social responsibility, the factor conditioning management culture as corporate
social responsibility should be grounded;

4) Having formed the instruments for determination of management culture
expression aiming to implement corporate social responsibility, the model for the
determination of management culture expression should be made;

5) Having researched the practical applicability of the model of management
culture expression, managerial solutions for implementation of corporate social
responsibility should be formulated and provided.

The dissertation raises such problematic questions: What is the role of
management culture aiming to implement corporate social responsibility? What should
the structure of the diagnostic instruments be to determine the expression of the cultural
management in organizations? What is the expression of management culture, as a
formal and informal part of organizational culture, aiming to implement corporate social
responsibility in terms of the employees’ point of view? What is the management
culture, as a formal part of organizational culture, expression in order to implement
corporate social responsibility in terms of top-leaders’ views? What managerial
solutions could help change the management culture aiming to prepare for corporate
social responsibility implementation?

Methods of the scientific research. Having analysed scientific literature, the
complex conceptual model has been constructed on its basis on management culture
expression determination and description of the formation of corporate social
responsibility. A universal questionnaire was formed for the quantitative study, with the
help of which the state of management culture expression, as part of formal and
informal organizational culture, and readiness of the corporations to achieve social
responsibility. Interview questions were formulated for qualitative research, with the
help of which the management culture expression, as part of a formal organizational
culture, was determined aiming to implement corporate social responsibility in terms of
top-level managers. Quantitative and qualitative research instruments were checked
when carrying out expert assessments.

Quantitative study was carried out by means of Microsoft Excel and SPSS 20
software. The data was entered into matrices, statistical methods were used to process



them, such as correlation and multidimensional statistical methods - multivariate
regression. To compare the averages of two independent samples Stjudent criterion (t-
test) was used, and to compare three or more independent groups, highlighting the
specific group, one factor analysis of variance (One-way ANOVA) was used, including
Tukey HSD amendment.

Methodological quality characteristics of the questionnaire were revealed using
the Cronbach alpha coefficient, Spearman-Brown coefficient, Guttman Split-Half
coefficient, factor dispersion was explained, methods of minimum factorial weight (L),
the unit as a whole correlation (r / itt), primary and secondary factorization (Principal
components and Alpha factoring).

A qualitative study was carried out to encode text elements (statements),
dividing them into units, grouping coded units, distributing and combining them into
new compounds by analyzing and comparing the latter. The calculations for qualitative
study were involved only in doing some work related to analysis.

Having done the research, the methodological provisions of management culture
expression determination and corporate social responsibility formation model were
examined.

Research limitations. The dissertation analyzes the corporate social
responsibility only in terms of management culture, which represents both the formal
and informal part of organizational culture, and how this could be significant for
organizational changes. Management culture and social responsibility analysis is based
on the valuable aspects as the base, and thus does not spread specially in specifying, for
example, environmental, philanthropic and other aspects. The work was based on
management culture paradigm formulated by Zakarevi¢ius. The research is limited to
organizations that expressed internally the desire to become socially responsible, but
they have not declared this endeavor as their goal.

It is therefore important to determine the strength of the management cultural
expression, which, after having diagnosed it in the organizations, could be used to
design the realizable stage, and which could be the object of further research. Two
groups of companies were chosen for comparison purposes (survey involved employees
from 12 companies). In this paper the concepts of corporate social responsibility and
social responsibility are used interchangeably. Structure and style of the text was to
balance between academic society and business practitioners audiences.

Content and logical layout of the research. The doctoral dissertation is
composed of three main parts. The logical scheme of the research is presented in Figure
1.
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Figure 1. Logical scheme of doctoral dissertation

In the first part of the dissertation "Theoretical justification of management
culture expression aiming to implement corporate social responsibility” concepts of
management culture and corporate social responsibility, highlighting the management
culture and corporate social responsibility evaluation criteria. In this part, except
management culture and corporate social responsibility evaluation criteria, management
culture is based as a determinant factor of corporate social responsibility.

In the second part of the dissertation "Research methodology of management
culture expression aiming to implement corporate social responsibility” the philosophy,
paradigm and ethics of the scientific research are discussed, the structure of the research
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design is presented. The process and results of expert evaluations are described, the
results of the exploratory research are presented and corrections of the instruments are
detailed. At the end of this part the model of the management culture expression
determination is presented aiming to implement corporate social responsibility.

In the third part of the dissertation "Research results of management culture
expression aiming to implement corporate social responsibility” the verification of the
instrument and model is performed. The results of the main research are presented,
detailing the demographic indicators of the employees of groups of companies, and
attitudes with respect to demographic characteristics, the management culture
expression and readiness of groups of companies to become socially responsible are
determined. This part of the dissertation is completed formulating management
solutions for the implementation of corporate social responsibility.

Describing the work structure, it should be stated that the work consists of the
collection of concepts used in the work, introduction, three parts of the dissertation,
conclusions summarizing the work, recommendations, future research directions,
references and annexes. The volume of the work is 183 pages (without annexes).
References list consists of 383 sources.

Theoretical significance of the work:

e Scientific literature and research on management culture and corporate social
responsibility topics are systemized.

e Evaluation criteria of management culture and corporate social responsibility
are identified. Management culture as a factor affecting corporate social responsibility is
grounded.

e The importance of culture management for organizations is grounded with
reference to scientific sources and empirical research aiming to implement corporate
social responsibility.

e Model for determination of management culture expression aiming to
implement corporate social responsibility is structured.

e A versatile instrument for quantitative research is structured, revealing the
management culture as part of formal and informal organizational culture.

e An instrument for qualitative research is structured, revealing the
management culture as part of formal organizational culture.

e A managerial decision model for determination of management culture
expression aiming to implement corporate social responsibility is structured.

Practical significance of the work:

e Management culture and corporate social responsibility measurements show
close correlation.

e The created instruments will help organizations identify management culture
and corporate social responsibility strong and weak positions.

e The results of the carried out empirical research allow to assess the
characteristics of the organizations concerning the management culture expression and
preparation to become socially responsible.

e The formulated model for determination of management culture expression
will help the managers of the organizations determine the state of the management
culture in the organizations.

e The formulated managerial solutions will help prepare properly for the
implementation of corporate social responsibility.
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MAIN FINDING AND CONCLUSIONS OF THE DISSERTATION

1. For the conclusion there was performed a theoretical analysis and it is
possible to make the following conclusions:

1. Management culture is part of organizational culture covering both formal and
informal elements of organizational culture. Management culture reflects the level of
organization's management system development, modernity, efficiency and
functionality. Much depends on it how innovation will be implemented in the
management of the organization, and whether it will be implemented at all, how
effectively the objectives will be solved, the aims realized. There are four main criteria
for the evaluation of management culture: culture of managerial staff, culture of
organizing management processes, working conditions culture, culture of
documentation system. The identified key elements are knowledge and moral-social
managerial staff competence the development level of which determines the
effectiveness of social responsibility concept implementation and realization processes.
Ethics and compliance with the law acts show the level of personal culture and
awareness, organic self-perception in a social system. The society undergoing political
and social transformations formulates new requirements for business organizations to
evaluate management culture as the instrument ensuring the functionality of the
organization. An increased investment in strengthening the management culture
expression is one of the primary tasks for the organizations of the post-Soviet states.

2. Corporate social responsibility is designated as a moral regulatory mechanism
that is social market-oriented, which stems not so much from the institutional power but
from civil society will and expectations, what is marked in the research as highlighted in
European and the USA valuable human differences of social responsibility. In this
respect, the scientists analyzing corporate social responsibility, have not reached the
unanimous conclusions, as sharcholders and other stakeholders have different interests.
Though many recognize that corporate social responsibility relieves tension, risks and
affects the favorable image of the organization, which facilitates the operation of the
market, still social exchange principles remain unclear, and the institutionalization of
corporate social responsibility taken by the authorities, can be described as "soft power”
tool and a threat to social relations dynamics based on moral, ethical values, trust.
Corporate social responsibility is a valuable category which is impossible to measure on
a practical case by part of profit counted and contribution in environmental protection,
but can be felt and evaluated by people who make up and surround the organization.
Corporate social responsibility is twofold, consisting of the organization, that is,
directors and shareholders, social responsibility perception and public social
responsibility. These corporate social responsibility evaluation criteria should be
distinguished: behavior of a socially responsible employee and behavior of a socially
responsible organization. The behavior of a socially responsible employee is
symptomatically related to the behavior a socially responsible organization. Forming
questions of organizational responsibility, it is necessary to evaluate the extent of
responsibility the society is ready to not only demand but also to take. In a society
where there is a lack of strict moral criteria, moral conformism is living, the rapid
development of social responsibility of organizations is stopped. 3E model in relation to
the public sector is filled out by the social justice category, however, the applicability of
the proposed model 4E should be considered in both the private and public sector
organizations in the concept of social responsibility, as socially unjust organization
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cannot be socially responsible. In terms of the main corporate social responsibility
criteria, there is determined a lack of more detailed study of specific criteria in empirical
research in Lithuania. One of the major corporate social responsibility development
interferences is commercial expectations of the organizations and focus on the short-
term effect.

3. The set relationships between management culture and corporate social
responsibility suggest that the social responsibility of an organization does not generate
new values, but is distinguished by orientation to the traditional values that are
significant to harmonious human relations within the organization, that aggregate and
transform them and see how much and to what extent it is necessary for the particular
organization. In response to the problem question "What is the role of management
culture aiming to implement corporate social responsibility?" it is clear that the
management culture concept refers to the mechanisms of the organization as a social
system interaction and is related to social responsibility by the cause-effect relationship.
Strengthening the management culture, that is, developing ethical leadership and
organizational competences of managerial staff, there are created conditions to
implement the principal values of social responsibility more effectively and more
integrally. Therefore, in order to implement corporate social responsibility in practice it
is necessary to evaluate the state of management culture according to specific criteria
and to purposefully change it. Corporate social responsibility is an integral part of the
organizational culture which needs strong management culture to develop and maintain
it. Management culture includes such important areas as leadership in view of the
stakeholders' interests, the coordination of interests, preparation of regulations,
requirements, the execution and supervision of decision making, formulation and
compliance of moral principles, self-improvement, wise organization of processes and
provision with necessary human, technical and other resources.

1I. Making a conclusion of the methodological part presented in dissertation it
is possible to make the following conclusions:

4. Development level of the concept of management culture can be seen as a
basis for organic systematic integration of the concept of social responsibility. There are
high demands for newly created questionnaire, so the methodological quality
characteristics verification of each part, scale and subscale are particularly important.
Questionnaire checking results may vary in the case of different size samples, but the
results of this research confirm the successful questionnaire-making process. Although
the received indicators sometimes show lower results, they are consistent with the
validity of the questionnaire and reliability requirements. So, the received high
coefficient values indicate that the statements of management culture and social
responsibility scales and subscales included in the instrument are closely related, the
instrument could be applied to set the management culture expression. It was found that
the link between management culture expression and corporate social responsibility is
especially evident in the context of commitments. The principles of social
responsibility, such as civic responsibility, compliance with laws, ethics, profitability,
represent the expectations of the interested parties both within the organization and in
external meso and macro environment.

Organization's commitments emerge as the objectives formulated by itself and
the environment for implementation of corporate social responsibility principles in
practical activities. Management culture plays a triple role: instrumental, constructive
and ethical. Management culture makes conditions to create an effective structure, to
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ensure the functionality and, in accordance with the ethical and moral imperatives to
reconcile divergent interests. The model functionality of management culture expression
determination aiming to implement corporate social responsibility depends on the
organization of the evaluation processes, while determining the interaction of structural
components of corporate social responsibility and management culture and its quality.
The process is organized on the basis of the logic of four interrelated steps: information
collection, processing and evaluation, decision-making and organizing changes (Fig. 2).
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Strengths, weaknesses and barriers of management culture and social
responsibility are determined that may be relevant to the implementation of changes.
Although the model can also be applied to public sector organizations, having in mind
companies and institutions founded by the state and municipal authorities, it is adapted
to private sector organizations, and its use and effectiveness of the decisions depend on
factors such as the will of the owners of the organization, the organization responsible
managerial staff qualifications and ability to rationally use external advisory resources.
The model is constructed evaluating the circumstance that private sector organizations
have to define quality standards for managerial staff themselves (to use already
formulated guidelines and/or adjust the changes according to the specifics of activities)
- these standards are purified in the evaluation process and become the basis for
renewed and structured policy of management culture that is directly related with
corporate social responsibility policy and practice. In response to the problem question
"What kind of management culture expression should there be in order to consider the
organization ready to pursue the implementation of corporate social responsibility?" it
may be asserted that the stronger the management culture is, the better corporate social
responsibility standards’ implementation is organized. The model is meant for medium-
sized and large companies, which are characterized in abundance and diversity of
structures, and the evaluation of the activities which require higher expenditures of
organizational activities.

1I1. Summarizing the results which were presented in dissertation it is possible
to make the following conclusions:

5. Having found that when employees evaluate corporate social responsibility
activities negatively, and the administration positively, the social responsibility
programme most probably is implemented formally, feedback is not guaranteed. Hence,
there is no effective internal audit system of social responsibility. Summarizing the
results of various research made in different countries, it becomes clear that large
companies are not always inclined to coordinate their activities with stakeholders
because of their institutional weakness. Although corporate social responsibility
activities are understood as organization’s investment in more economic benefits
through social interaction and the sustainability, there still remain unfilled gaps because
of the mentioned institutional weakness of the social structures that prevent effective
balance in the relationship with stakeholders, and investment in external corporate
environment remains insufficient, research - incomplete. The findings of the research
carried out in other countries proved that organizations evaluate not all aspects of
corporate social responsibility, and this is influenced by the lack of the employees, as
one part of the stakeholders, strong institutional capacity. The quantitative research
found that the administration of both groups of companies inadequately evaluate
corporate social responsibility activities, there is no feedback guaranteed, there is
insufficient care about the relations with employees who are one part of stakeholders,
their physical environment and psychological condition. There is no effective internal
audit system of social responsibility which should be developed to guarantee feedback,
and corporate social responsibility has not become an inseparable part of organizational
culture.

Having evaluated the weaknesses and the positive trends of management culture
and social responsibility characteristics of groups of companies, it should be stated that
firstly, management culture expression has influence when aiming for corporate social
responsibility; secondly, corporate social responsibility can be regarded as an integral
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derivative of management culture realized in organizations’ management practice.
However, there are also significant differences. There were set personal managerial
personnel culture and management knowledge significant amounts of estimates,
associated with different approaches to other management work criteria according to
which the management culture condition is diagnosed. The clearer dynamics of
indicator estimates of the second group of companies leads to the conclusion that the
management culture is still being formed, but without clear direction vector. Processes
are not clearly focused and uncoordinated. The standards, regulations existing in the
second group are not sufficiently linked to the activities practice, so they do not
guarantee the optimality of processes, unlike in the first group of companies, where
there is a standard peculiar management culture, although the estimates of indicators
diagnosing it are not particularly high. In such a situation, the questions of investment in
the modernization of management, optimization of working processes remain relevant,
unresolved, but the effectiveness of their payoff remains uncertain. Human resources in
management policy of both groups of companies are under-estimated; in order to create
favorable conditions for their effective use, communication and the interrelationship
functionality problems are acute.

Organizations (larger problems fixed in the second group of companies) are not
adequately prepared to implement corporate social responsibility organization-wide, as
management work is not optimally organized, the managerial personnel lacks
knowledge and skills working with human resources. Even in the evaluation of formal
aspects of corporate social responsibility standards implementation possibilities, the
situation existing in groups of companies and organizational abilities of leaders would
not allow to realize them systematically and effectively. In this case, corporate social
responsibility values would remain more as a declarative form and not the
organization’s management culture inseperable part, and a natural, balanced way of
functioning of processes based on this philosophy. Though in the second group of
companies there is clearer dynamics according to separate management culture
parameters, the apparent orientation to modernization of activities shows more open to
innovation, in which the elimination of drawbacks and purposeful development can
serve the realization of corporate social responsibility more effectively. In response to
the problem question "What is the management culture expression as part of formal and
informal organizational culture aiming to implement corporate social responsibility in
terms of employees?" it could be stated that although between the two groups of
companies according to individual test steps there are identified reliable, statistically
significant differences, the estimates trends show that the two companies concentrate
most attention on the quality of the product and making it available to the public, and
this orientation is more noticeable in the second group.

The first group of companies underestimate feedback information in relations
with the consumer, as a stakeholder. Quality mistakes of organization of processes,
incompleteness of standards and implementation are significant when implanting
corporate social responsibility principles. Lack of sustainability of criteria forming
management culture, stability determine the viewpoint of the organizations to the
realization of social responsibility. In both groups of companies the highlighted
declarative corporate social responsibility policy trends contradict the actual practice of
social responsibility in relations with the organization's internal and external
stakeholders. This partly confirms theoretical insights presented in Lithuanian scientific
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works, which emphasize marketing direction of corporate social responsibility as a
general cultural dominant.

However, this aspect has not been developed yet in the case of the discussed
groups of companies, and the research results lead to the conclusion that organizations
lack basic knowledge of corporate social responsibility and motivation to realize them
in practice, and the high level of clustering and internal corruption impedes social
responsibility transfer to the strategic level. The lack of development of dialogue culture
between stakeholders (subjects) became apparent in management culture problem areas
and can become a formidable obstacle to the implementation of both individual social
responsibility initiatives and installing in complex. This is true in the sense that the
organizations do not have universal support from employees, and the procedures are
carried out in a superficial manner and have a formal character. Corporate social
responsibility is a valuable organization's internal culture category, but this base is not
strong enough and balanced. Corporate social responsibility in the activities of both
groups of companies (and especially - the first) can be considered still developing and
has not taken clear shapes yet.

In the scope of the dissertation research conducted interviews with leaders of
groups of companies give an answer to the problem question " What is the management
culture expression as part of formal organizational culture aiming to implement
corporate social responsibility in terms of top-level managers?" and highlight the
orientation of managerial decisions in technological and production quality assurance
aspects, and corporate social responsibility aspects are only partly reflected in the
management culture, which indicates that the management culture is relatively narrowly
conceived, its development prospects are not actualized. This leads to a very critical
attitude of employees in corporate social responsibility aspects in company activities
practice. The highlighting of the position of employees, as stakeholders, can be regarded
as a significant part of corporate social responsibility diagnostics at a company level.
Despite the emerged insignificant differences, in both groups of companies the
management culture as well as CSR are perceived in very narrow aspects, their
development is not part of the organization's strategic goals. Therefore, it is necessary to
make systemic changes in management culture and corporate social responsibility, the
actualization of which as a strategic goal component would allow to develop the
principles of social responsibility in complex and receive staff support. The established
management culture as an expression of a formal part of the organizational culture
aiming to implement corporate social responsibility in terms of managers, explains
different evaluations of employees in both groups of companies and create possibilities
to anticipate direction in changes and remove obstacles while implementing corporate
social responsibility. In relation to strategies, corporate social responsibility is perceived
eclectically, i.e. it is not clearly formulated in organizations’ strategies and realized by
leaders of groups of companies; there is a risk that the principles of social responsibility
will not be clearly and in detail communicated to the employees of the organization
and realized in practice. Although the leaders of groups of companies recognize the
importance of corporate social responsibility, the emphasis is on market in
organizational structure and its changes, not institutionalising the coordination of
relations with stakeholders. Evaluating according to defined management culture
characteristics, it is stated that management culture of both groups of companies is
focused exclusively only on part of social responsibility aspects - economic, legal
responsibility (including environmental requirements compliance) with limited
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responsibility in relation to other stakeholders - employees, communities. However, the
management culture of the second group of companies is more favourable to introduce
the principles of corporate social responsibility while assessing processes, standards,
systems.

In response to the problem question "What managerial solutions could help
change the management culture in order to prepare for the implementation of corporate
social responsibility?" there was made structured managerial decision-making process
(Fig. 3), which provides a logical sequence of steps which consist of five stages: 1)
organizational, 2) diagnostic, 3) analytical, 4) solutions, 5) changes. The model
integrates the change-oriented solutions that are used to develop management culture
and enhance the level of the corporate social responsibility.
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The model is intended for organizations that pose the purpose to diagnose
management culture and corporate social responsibility state and develop plans of
changes. It is based on the principles of integrity, organizational uniqueness, usability,
human capital and structural development and openness / feedback. Using a diagnostic
instrument, the possibility occurs to apply scientific theoretical management knowledge
in an individual organization, designing and developing unique management culture,
which constitutes a moral and organizational base for the development of corporate
social responsibility.

Recommendations

Shareholders of companies should create conditions that could encourage the
leaders of organizations to seek to increase private social capital, to achieve social
recognition in the community, as a motive to develop the organization's activities
focusing on the principles of social responsibility. The managers' attention should be
paid to the fact that the evaluation of management culture is important not only in the
context of the implementation of social responsibility, but also reveals the functional
state of the organization. Implementation and development of corporate social
responsibility concept in the organization must cover all stages: from declaration of
decision to comply with the principle provisions and public self-determination to
socially responsible activity reports to stakeholders as the only way to ensure the
organization's activity policy coherence, transparency and accountability for groups of
organizations as well as society. Corporate social responsibility activities
communication - an integral part of the social responsibility concept implementation,
providing a feedback possibility both in terms of marketing and the carried out policy of
corrections.

There occur suggestions of regulating corporate social responsibility clearer with
the specific rates, but it would deny the idea of the concept that social responsibility is
an internal commitment to the organization, which is supposed by the public (consumer)
expectations and perception of their role and responsibilities in the social system. So far,
the false perception is vital that social responsibility should be developed on the state
initiative. The contribution of the state could be development of public discourse and
education of the public about consumption culture, as primarily the organizations
respond to the expectations of consumers and public opinion. By this, organizations are
encouraged to respect institutional requirements related to relationships within the
organization, customers, service quality, the state. Social responsibility development
discourse is the most meaningful in the context of civil society development.

Corporate social responsibility is based on social harmony and sustainability
principles, which are represented by universal human values. Harmonization of values
is based on the agreement and coordination, but not imposition and domination. In this
respect, social responsibility takes a holistic sense that is why the conditions are created
for the organization to change their culture more smoothly and efficiently, changing the
formality by integrity.

At the national level conditions of employment should include stricter
requirements for the possession of management science knowledge. Obviously, the gap
between declared dependence on socially responsible organizations networks and
management culture exists in both, the private and public sector organizations. This gap
can be reduced after a complex evaluation of the aspects of specialist training at higher
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education institutions and the identity of organizations themselves with social
responsibility, what should be the object of further research. The discourse of socially
responsible public sector organization in developing countries would add to
development of public administration culture and minimizing the rising tensions.
Organizations should have prepared management culture and social responsibility
development and control plans, making use of specialists from the outside and
increasing the competence of the employees of personnel services.

Further research directions

Marketing benefit of corporate social responsibility is often emphasized, but
lack of long-term studies and calculations in the context of Lithuanian organizations still
remains a significant scientific problem. In addition, future studies should evaluate the
influence of the managerial staff social capital development on corporate social
responsibility, prepare methodological guidelines for corporate social responsibility
evaluation and development in state capital companies and other public sector
organizations.

Although legal aspects are more often focused on, greater emphasis on ethics
and philanthropy would broaden public discourse. In carried out research some of the
areas of economic activity are often focused on, not including the whole national
economy, but considering the fact that the organizations do not always communicate
their socially responsible activities, even based on content analysis the image of
corporate social responsibility remains quite fragmented and incomplete.
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REZIUME

Tyrimo aktualumas. Vadybos kultiira siejama su jmoniy socialine atsakomybe,
taciau tiek vadybos kulttiros analizei, tiek sasajoms su jmoniy socialine atsakomybe
Lietuvoje vis dar skiriamas nepakankamas démesys. Vadybos kultiira gali bati laikoma
metodologiniu pagrindu sistemiskam jmoniy socialinés atsakomybés jgyvendinimui.
Sieki igyvendinti imoniy socialing atsakomybe galima jvardyti kaip i88uki
organizacijose  susiklosCiusioms  kulttrinéms tradicijoms, reikalaujantj tiek
vadovaujanciojo personalo, tiek darbuotojy mastymo poky¢iy ir poky¢iy organizacijos
vadybos kultiiroje. Pavyzdziui, Lietuvoje pastaraisiais metais didziausio populiarumo
sulauké tarptautiniai standartai ISO 9001 ir ISO 14001, kurie reikalauja esminiy
organizacijos pozilrio | vadyba pokyc¢iy. Standartuose pabréziamas principas, kad
organizacijos tikslai turi buti pasiekiami efektyviai ir rezultatyviai valdant procesus bei
ju saveika (Bagdoniené, Paulavicien¢, 2010). Taciau jgyvendinant vienokius ar kitokius
standartus biitina ivertinti situacija konkrecioje organizacijoje, kiek joje egzistuojanti
vadybos kultiira dera su jmoniy socialinés atsakomybés principais ir kokie yra aktualiis
jos poky¢iai. Sie vadybos kokybés standartai naudotini diegiant ISO 26000 (angl.
Guidance on social responsibility) apibréztas socialinés atsakomybés gaires.
I8sivyscCiusiose valstybése (Hassan, 2007) dauguma organizacijy | imoniy socialinés
atsakomybés programas zidri palankiai, taciau toli grazu ne dauguma i§ jy socialinés
atsakomybés vertybes integruoja { prakting veikla. Si pozitri galéty padéti keisti
socialinés atsakomybés koncepta reprezentuojanciy vertybiy integravimas |
organizacijos vadybos kultlira (Vveinhardt, 2013).

I tyréju akirati dazniausiai patenka privataus kapitalo jmonés, démesys
sutelkiamas | aplinkai agresyvias veiklas, pelno didinimo, produkty saugumo bei
Zmogaus teisiy problemas. Darnaus, socialiai atsakingo vystymosi idéja, anot R. Ciegio
ir R. Norkutés (2012), kilo kaip atsakas | ekonomikos globalizacijos keliamas grésmes,
integruojant atsakingos veiklos, vartojimo ir gyvensenos principus, siekiant uztikrinti
geresng zmonijos gyvenimo kokybe. Taciau socialiné atsakomybé ne maziau
reik§minga ir vieSojo sektoriaus — valstybés bei savivaldybiy — kapitalo imonése ir
vieSosiose |staigose, kurios dalyvauja rinkoje, teikia paslaugas, naudoja gamtinius ir
zmogiskuosius iSteklius. Ilgalaiké organizacijy sékmé priklauso nuo to, kaip darniai ji
sugeba integruotis | aplinka bei jvertinti suinteresuotyjy Saliy socialines nuotaikas —
organizacijos ir ja supancios aplinkos santykiai turéty bati formuojami socialinés
atsakomybés pagrindu (Bakanauskas, Vanagiené, 2012).

Imoniy socialinés atsakomybés tyrimai pasauliniu mastu tgsiasi daugeli
deSimtmeciy. Taciau reikia atskirti Salis, kuriose prasidéjo judéjimas, besiremiantis
ilgomis verslo ir visuomengés socialinés darnos paieSkomis, ir Vidurio bei Ryty Europos
valstybes, kuriose §ios idéjos vystomos palyginti neseniai. Socialinés darnos paieskos
paskutinio praéjusio amziaus deSimtmecio, kas, reaguojant | globalius rinky procesus,
sukelia papildomy sunkumy. Inkorporuojami kitose sociokultirinése aplinkose
sukonstruoti modeliai, tarp jy ir imoniy socialinés atsakomybés, veikia ne taip
sékmingai, kaip galima tikétis — tai rodo ir Lietuvos situacija, kur socialinés
atsakomybés plétra vyksta itin létai, o dalis imoniy, kurios socialinés atsakomybés
politika siejo su rinkodara, tikéjosi greitos ekonominés sékmés, nusivilia. Léta imoniy
socialinés atsakomybés plétra parodo ir Jungtiniy Tauty Pasaulinio susitarimo (angl.
United Nations Global Compact) tinklas. Pavyzdziui, aptariant Baltijos Saliy regiona,
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Siam tinklui 2014 mety pradzioje i§ viso priklausé 86 Lietuvos organizacijos, 11
Latvijos ir 5 Estijos jmonés. Tinklui priklauso organizacijos, kurios yra jsipareigojusios
siekti deSimties Jungtiniy Tauty Pasaulinio susitarimo suformuluoty jmoniy socialinés
atsakomybés principy.

Socialinés atsakomybés plétra Lietuvos organizacijose nejgavo didesnio
pagreicio, ka galima aiskinti visuomengés ir paciy organizacijy brandos tendencijomis.
Nors organizacijos igyja socialing atsakomybe liudijancius standartus, tai savaime
negarantuoja auksty veiklos standarty, kurie sietini su vidiniu socialinés atsakomybés
suvokimu ir vertybiy nulemtu apsisprendimu (Vveinhardt, 2013). Klausimas, kiek
Lietuvos organizacijos yra realiai pasirengusios gyvuoti pagal visus jmoniy socialinei
atsakomybei keliamus reikalavimus, yra gana opus ir sietinas su vadybos kultiiros
i8vystymo lygiu.

Empiriniai tyrimai, susij¢ su socialinés atsakomybés klausimais Lietuvos
bendrovése, kol kas yra pavieniai, fragmentinio pobiidzio. Didzioji dalis atlikty tyrimy
yra Svieciamojo ir skatinamojo pobiidzio, uzsakyti ir jvykdyti valstybiniy instituciju
(Dagilien¢, Bruneckiené, 2010). Daznai atlickamos teorinés mokslinés literatiiros
studijos, organizacijy pranesimy (metiniy, pateikiamy interneto svetainése ir kt.) turinio
analizé. Pasigendama platesniy empiriniy jmoniy socialinés atsakomybés tyrimy. Gana
gausus lietuviy autoriy moksliniy darby imoniy socialinés atsakomybés klausimais
kiekis rodo $ios temos savalaikiSkumg ir svarba. Pastebimos tendencijos, kad vieni
autoriai jmoniy socialing atsakomybg jvardija remdamiesi tik uzsienio mokslininky
darbais, kiti formuoja savo sampratas, taiau tradiciS$kai analizuojamos jmoniy
socialinés atsakomybés statusg deklaravusios, o ne siekiancios jomis tapti organizacijos.

Tyrimo problema ir jos iStyrimo lygis

Tyrimo problema — koks vadybos kultiiros vaidmuo, siekiant jmoniy socialinés
atsakomybés, ir kaip, nustacius vadybos kultiros raiska, pasirengti imoniy socialinés
atsakomybés jgyvendinimui.

Vadybos kulttiros terminas tiek lietuviy (Zakarevicius, 2004; Melnikas, 2008;
Vveinhardt, 2011), tiek ir uzsienio (Acar, Keating, 1986; Townsend, 2004; Dalton,
Kennedy, 2007; Jancevkij, 2014; Voronkova, 2006; Nastase, 2009; Skibickaja, 2009
) autoriy darbuose aptinkamas gana retai, taciau organizacinés kulttiros tyrimy, kuriuose
netiesiogiai nagriné¢jama vadybos kultiira arba atskiros jos dedamosios randama $iy
autoriy darbuose: K. B. Keeton, B. Mengistu (1992), E. Martins, N. Martins (2002), M.
L. Maznevski ir kt. (2002), S.-H. Kong (2003), H. Hookana (2008), R. J. Baumgartner
(2009), D. Castaneda, P. Toulson (2013), K. John (2013), J. Palthe (2014) ir kt. Siekiant
tinkamo {moniy socialinés atsakomybés igyvendimo, Sio tyrimo kontekste ypatingai
svarbus vaidmuo tenka sprendimy priémimui. Bendraja prasme sprendimus
analizuojan¢iy moksliniy Saltiniy kiekis yra didelis, taciau vadybiniai sprendimai
daugeliu atveju analizuojami netiesiogiai (Sacheti ir kt., 2014; Iselin, 1989; Wayne,
Rubinstein, 1992; Weber, 1996; Singh, Varshney, 1999; Cramp, Carson, 2009; ir kt.).
Tiesiogiai analizuojanéiy vadybinius sprendimus siejant juos su vadybos kultiira (Acar,
Keating, 1986; ir kt.), socialine atsakomybe (Young, Thyil, 2009; Garavan ir kt., 2010;
Ardichvili, 2013; Christensen ir kt., 2013; Marques ir kt., 2014; etc.) autoriy aptinkama
ne itin daug.

Lietuvos mokslininkai jmoniy socialing atsakomybeg tyrinéja jvairiais aspektais.
E. Adomaviciaté ir kt. (2012) analizuoja socialing antrepreneryst¢ nevyriausybinése
organizacijose, A. Astromskiené ir R. Adamoniené (2009) pristato imoniy socialinés
atsakomybés iniciatyvas salygojancius veiksnius, A. Augustiniené ir kt. (2012) tiria
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socialinés atsakomybés raiska biisimuyju socialiniy pedagogy likes¢iy kontekste. D.
Bagdoniené ir E. Paulaviciené (2010) pristato jmoniy socialinés atsakomybés ir vadybos
sistemos sasajas, J. Banyté ir kt. (2010) aptaria zaliojo marketingo raiska plétojant
imoniy socialinés atsakomybés koncepcija. E. Butkevi¢iené (2012) analizuoja
visuomenés pozitirius i socialing politika per valstybés, individo ir $eimos prizme,
formuojant socialing gerove Lietuvos valstybéje. J. Cepinskis ir E. Sakalauskaité (2009)
pateikia socialiai atsakingy imoniy Lietuvoje veiklos analiz¢ bei jvertina imoniy
socialinés atsakomybés pokycius ekonominés krizés salygomis, jos daroma jtaka
imoniy veiklos rodikliams. R. Cesynien¢ ir kt. (2011), analizuodami socialing
atsakomybg¢ darbuotojy atzvilgiu, teigia, kad socialinés atsakomybés iniciatyvy
darbuotojy atzvilgiu taikymas Lietuvos privataus ir vieSojo sektoriaus organizacijose
susiduria su auganciu atotriikiu tarp objektyviy poreikiy ir subjektyvaus nepripazinimo.
Autorés aptaria minéta atotruki Lietuvos privataus ir vieSojo sektoriaus organizacijose
analizuojant socialinés atsakomybés iniciatyvy diegimo darbuotojy atzvilgiu bikle,
klititis ir galima jtaka Zmoniy veiklos rodikliams. R. Ciegis ir R. Norkuté (2012)
analizuoja jmoniy socialinés atsakomybés ir darnaus vystymosi sampratas bei vertina
banky veiklos praktika $iy sriciy atzvilgiu Lietuvoje. L. Dagiliené¢ (2010) nustato
socialinés informacijos atskleidimo lygi Lietuvos bendroviy metiniuose prane§imuose.
L. Dagilien¢ ir J. Bruneckiené¢ (2010) nagrin¢ja savanoriSkai atskleidziamos
informacijos sgsajas su jmoniy socialine atsakomybe, nustatinéjo socialinés
informacijos atskleidimo lygi konkrecios bendrovés finansinése ataskaitose ir interneto
svetainéje. V. Giziené ir kt. (2011) aiSkinasi valstybés vaidmeni socialinés atsakomybés
procese, siejant ji su ziniy ekonomika. A. Guogis (2011) savo straipsnyje pateikia
analiting medziaga, susijusia su valstybés gerovés kirimo ir jos dabartinio
,atsitraukimo** problematika. A. Guzavicius ir J. Bruneckiené (2010) interesy socialing
atsakomybe tiria teikiant asimetring informacija. E. Jasinskas ir 7. Simanavi¢iené
(2010) vertina jmoniy socialing atsakomybe genetiskai modifikuoty produkty atzvilgiu.
Tai tik keletas Lietuvos mokslininky tyrimy, rodanciy platy imoniy socialinés
atsakomybés problematikos spektra.

Gausus uzsienio mokslininky (Friedman, 1970; Carroll, 1991; McWilliams,
Siegel, 2001; Maignan, Ralston, 2002; Post, 2003; Garriga, Mele, 2004; Thomas,
Nowak, 2006; Geva, 2008; Ubius, Alas, 2009; Gjolberg, 2010; Tung, Mourali, 2011;
Thornton, Byrd, 2013; Pedersen, Gwozdz, 2014; ir kt.) ir lietuviy mokslininky
(Vasiljevas, Pucétaite, 2005; Juscius, 2007; Juscius, 2008; Juscius, Snieska, 2008;
Mar¢inskas, Seilitité, 2008; Mélynyté, Ruzevicius, 2008; Melnikas, 2008; Vaitkevicius,
Stukaité, 2009; Pucétaité, 2009; Juscius, 2009; Juséius ir kt., 2009; Cepinskis,
Sakalauskaité, 2009; Stanciené, 2010; Kovaliov ir kt., 2011a, 2011b; Valackiené,
Micevigiené, 2011; Virvilaité, Daubaraité, 2011; Zickiené ir kt., 2011; Jonkuté ir kt.,
2011; Raipa, Giedraityté, 2012; Navickas, Kontautiené, 2013; Juscius, Sneideriene,
2013; Juscius, Jonikas, 2013; ir kt.) analizuojanciy jmoniy socialing atsakomybe,
skai¢ius rodo $ios tematikos aktualuma tiek moksline, tiek praktine prasme. Taciau tik
keletas tyrimuy, atlikty Lietuvoje (Simanskiené, PauZuoliené, 2010a, 2010b) démesi
kreipia { organizacinés kulttiros ir imoniy socialinés atsakomybés sasajas. Akcentuotina,
kad dazniausiai analizuojamos jmoniy socialinés atsakomybés statusa deklaravusios
organizacijos, tafiau {moniy pasirengimo tapti socialiai atsakingomis etapas
moksliniuose darbuose vis dar neanalizuotas. Taigi, iSlicka aktuali vadybos kulttiros
raiskos, siekiant jgyvendinti imoniy socialing atsakomybe, tyrimy spraga, kuria aktualu
uzpildyti.
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Tyrimo objektas — vadybos kultiros raiska, siekiant jgyvendinti jmoniy
socialing atsakomybg.

Tyrimo tikslas — nustatyti vadybos kultiros raiskos désningumus, suformuojant
vadybos kultiiros raiskos nustatymo, siekiant jgyvendinti socialing atsakomybe, modelj.

Disertacijoje, sickiant iskelto tikslo, yra sprendziami tokie uzdaviniai:

1) ISanalizavus vadybos kultliros turini teoriniu aspektu, isskirti vadybos
kultiiros vertinimo kriterijus;

2) ISanalizavus jmoniy socialinés atsakomybés problematikg teoriniu aspektu,
i§skirti jmoniy socialinés atsakomybés vertinimo kriterijus;

3) Isskyrus vadybos kultiros ir jmoniy socialinés atsakomybés vertinimo
kriterijus, pagristi vadybos kultlira kaip imoniy socialing atsakomybe salygojanti
veiksni;

4) Suformavus vadybos kultiiros raiskos nustatymo, sickiant jgyvendinti imoniy
socialing atsakomybe, instrumentus, sudaryti vadybos kultiiros raiSkos nustatymo
modelj;

5) Istyrus vadybos kultiiros raiSkos nustatymo modelio praktinj pritaikomuma,
suformuluoti ir pateikti vadybinius sprendimus, jmoniy socialinés atsakomybés
igyvendinimui.

Disertacijoje keliami tokie probleminiai klausimai: Koks vadybos kultros
vaidmuo, siekiant jgyvendinti imoniy socialing atsakomybe? Kokiai vadybos kulttiros
raiSkai esant, organizacija galima laikyti pasirengusia siekti jmoniy socialinés
atsakomybés igyvendinimo? Kokia vadybos kulttiros, kaip formaliosios ir neformalios
organizacinés kultiiros dalies, raiska, siekiant jgyvendinti jmoniy socialing atsakomybeg
darbuotojy pozitiriu? Kokia vadybos kultiiros, kaip formaliosios organizacinés kultaros
dalies, raiSka, siekiant {gyvendinti imoniy socialing atsakomybe¢ auksciausio lygio
vadovy pozitriu? Kokie vadybiniai sprendimai padéty keisti vadybos kultiira, siekiant
pasirengti imoniy socialinés atsakomybés jgyvendinimui?

Tyrimo metodai. ISanalizavus moksling literatlira, jos pagrindu buvo
konstruojamas kompleksinis vadybos kulttiros raiskos nustatymo ir jmoniy socialinés
atsakomybeés formavima apibudinantis koncepcinis modelis. Kiekybiniam tyrimui atlikti
suformuotas universalus klausimynas, kuriuo nustatyta vadybos kulttros, kaip
formaliosios ir neformaliosios organizacinés kultiiros dalies, raiSkos organizacijoje bei
imoniy pasirengimo siekti socialinés atsakomybés biiklé. Kokybiniam tyrimui atlikti
suformuoti interviu klausimai, kuriy pagalba nustatyta vadybos kultlros, kaip
formaliosios organizacinés kultiros dalies, raiSka, siekiant jmoniy socialinés
atsakomybés auksciausio lygio vadovy pozitiriu. Kiekybinio ir kokybinio tyrimy
instrumentai buvo, tikrinami atliekant ekspertinius vertinimus.

Kiekybinis tyrimas atliktas pasitelkiant Microsoft Exel ir SPSS 20 programines
irangas. Duomenys suvesti | matricas, jiems apdoroti naudoti statistiniai metodai, tokie
kaip koreliacija, ir daugiamaciai statistiniai metodai — daugiamaté regresija. Dviejy
nepriklausomy im¢iy vidurkiy palyginimui naudotas Stjudento kriterijus (t-test), o triju
ir daugiau nepriklausomy grupiy palyginimui, i§skiriant konkre¢ia grupe, naudota
vienfaktoriné¢ dispersiné analizé (One-way ANOVA) iskaitant Tukey HSD pataisa.
Klausimyno metodologinés kokybés charakteristikos atskleistos naudojant Cronbach
alfa koeficienta, Spearman-Brown koeficienta, Guttman Split-Half koeficienta,
paaiSkintos faktoriaus sklaidos, minimalaus faktorinio svorio (L), vieneto visumos
koreliacijos (r/itt), pirminés ir antrinés faktorizacijos (Principal components ir Alpha
factoring) metodus.
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Kokybinis tyrimas atliktas koduojant teksto elementus (teiginius), skaidant juos i
vienetus, grupuojant sukoduotus vienetus, skirstant ir jungiant juos i naujus darinius,
pastaruosius analizuojant ir lyginant. Skai¢iavimai kokybiniam tyrimui pasitelkti tik
atliekant kai kuriuos su analize susijusius darbus.

Atlikus tyrimus tikrinamos vadybos kultiros raiSkos nustatymo ir imoniy
socialinés atsakombés formavimo modelio metodologinés nuostatos.

Tyrimo apribojimai. Disertaciniame darbe imoniy socialiné atsakomybé
analizuojama tik vadybos kultiros, kuri reprezentuoja tiek formaliosios, tiek
nefomaliosios organizacinés kultiiros dalj, atzvilgiu ir kiek tai gali buti reik§minga
organizaciniams pokyc¢iams. Vadybos kultiros ir socialinés atsakomybés analizé
grindziama vertybiniais aspektais, kaip baziniu pagrindu, todél specialiai neissiplésta
detalizuojant, pvz., aplinkosauginius, filantropinius ir kt., aspektus. Darbe remtasi P.
ZakareviCiaus suformuluota vadybos kultiiros paradigma. Tyrimas apsiriboja
organizacijomis, kurios tik viduje yra pareiskusios siekj tapti socialiai atsakingomis,
taciau Sio siekio dar néra deklaravusios kaip savo realizuojamo tikslo. Todél reikSminga
nustatyti vadybos kultiiros raiskos stipruma, kuri diagnozavus organizacijose biity
galima véliau pereiti prie realizacinio etapo projektavimo, kas galéty biti tolimesniy
tyrimy objektas. Dvi jmoniy grupés pasirinktos palyginimo tikslu (apklausoje dalyvavo
12-0s imoniy darbuotojai). Siame darbe savokos jmoniy socialiné atsakomybe ir
socialiné atsakomybé — vartojamos sinonimiskai. Teksto struktdra ir stiliumi siekta
balanso tarp akademinés visuomengs ir verslo praktiky auditorijy.

Darbo struktiira ir apimtis. Pirmoje disertacijos dalyje ,,Vadybos kultiros
raisSkos, siekiant jgyvendinti jmoniy socialing atsakomybe, teorinis pagrindimas®
analizuojamos vadybos kultiiros ir imoniy socialinés atsakomybés sampratos, i$skiriant
vadybos kultiiros ir jmoniy socialinés atsakomybés vertinimo kriterijus. Sioje dalyje,
i§skyrus vadybos kultiros ir imoniy socialinés atsakomybés vertinimo kriterijus,
vadybos kultiira grindziama kaip jmoniy socialing atsakomybg salygojantis veiksnys.

Antroje disertacijos dalyje ,,Vadybos kulttros raiskos, siekiant jgyvendinti
imoniy socialing atsakomybe, tyrimo metodologija“ aptariama moksliniy tyrimy
filosofija, paradigma ir etika, pateikiama tyrimo dizaino struktira. ApraSoma
ekspertiniy vertinimy eiga ir rezultatai, pristatomi Zvalgomojo tyrimo rezultatai bei
detalizuojamos instrumenty korekcijos. Sios dalies pabaigoje pristatomas vadybos
kultiiros raiSkos nustatymo, siekiant igyvendinti imoniy socialing atsakomybe, modelis.

Trecioje disertacijos dalyje ,,Vadybos kultliros raiskos, siekiant jgyvendinti
imoniy socialing atsakomybe, tyrimo rezultatai® atlickamos instrumento ir modelio
patikros. Pristatomi pagrindinio tyrimo rezultatai, detalizuojant jmoniy grupiy
darbuotojy demografinius rodiklius ir pozidrius demografiniy rodikliy atzvilgiu,
nustatoma vadybos kultiiros raiSka ir jmoniy grupiy pasirengimas tapti socialiai
atsakingomis. Si disertacijos dalis uzbaigiama suformuluojant vadybinius sprendimus,
imoniy socialinés atsakomybés igyvendinimui.

Apibudinant darbo struktiira, konstatuotina, kad darba sudaro darbe vartojamy
savoky savadas, ivadas, trys disertacinio darbo dalys, darba apibendrinancios i§vados,
rekomendacijos, tolimesniy tyrimy kryptys, literatGros sarasas ir priedai. Darbo apimtis
183 puslapiai (be priedy). Literatros sarasa sudaro 383 saltiniai.

Darbo teorinis reikSmingumas:

e Susisteminta mokslo literatiira ir tyrimai vadybos kultiiros ir jmoniy
socialinés atsakomybés tematika.
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e Isskirti vadybos kultiros ir jmoniy socialinés atsakomybés vertinimo
kriterijai.

e Pagrista vadybos kultlira, kaip imoniy socialing atsakomybg salygojantis
veiksnys.

e Remiantis moksliniais $altiniais bei empiriniais tyrimais pagrista vadybos
kultiiros svarba organizacijoms, siekiant jmoniy socialinés atsakomybés jgyvendinimo.

e Suformuotas vadybos kultiros raiSkos nustatymo, siekiant jgyvendinti
imoniy socialing atsakomybg, modelis.

e Suformuotas universalus instrumentas kiekybiniams tyrimams atlikti,
atskleidziant vadybos kultiirg kaip formaliosios ir neformaliosios organizacinés kulttros
dalj.

e Suformuotas instrumentas kokybiniams tyrimams atlikti, atskleidZiant
vadybos kultiira kaip formaliosios organizacinés kulttros dalj.

e Suformuotas vadybos kultiros raiskos nustatymo, siekiant jgyvendinti
imoniy socialing atsakomybeg, vadybiniy sprendimy modelis.

Darbo praktinis reikSmingumas:

e Vadybos kultiros ir imoniy socialinés atsakomybés matavimai rodo
glaudzias tarpusavio sasajas.

e Sukurti instrumentai padés organizacijoms identifikuoti vadybos kultliros ir
imoniy socialinés atsakomybés stipriasias ir silpnasias pozicijas.

e Atlikty empiriniy tyrimy rezultatai leidzia jvertinti organizacijy vadybos
kultdiros raiskos ir pasirengimo tapti socialiai atsakingomis charakteristikas.

e Suformuluotas vadybos kulttiros raiSkos nustatymo modelis padés
organizacijy vadovams nustatyti vadybos kultiiros biikle organizacijose.

e Suformuluoti vadybiniai sprendimai padés tinkamai pasirengti imoniy
socialinés atsakomybés jgyvendinimui.

Disertacinio darbo isvados

1. Apibendrinant disertaciniame darbe atliktq teorine analize, galima padaryti
tokias iSvadas:

1. Vadybos kultiira yra organizacinés kulttiros dalis, apimanti tiek formaliuosius,
tieck neformaliuosius organizacinés kultiiros elementus. Vadybos kultiira atspindi
organizacijos valdymo sistemos iSsivystymo, modernumo, efektyvumo ir
funkcionalumo lygi. Nuo jo priklauso, kaip organizacijos valdyme bus diegiamos
naujoveés ir ar apskritai jos bus diegiamos, kaip efektyviai bus sprendziami uzdaviniai,
igyvendinami tikslai. I$skirtini keturi vadybos kultiiros vertinimo kriterijai: vadybinio
personalo kultiira, valdymo procesy organizavimo kultira, darbo salygy kultira,
dokumentacijos sistemos kultiira. Svarbiausiais elementais jvardytinos Zinios ir
moraliné-socialiné vadybinio personalo kompetencija, kurios i$sivystymo lygis lemia
socialinés atsakomybés koncepcijos diegimo ir jgyvendinimo procesy efektyvuma.
Etikos ir teisés akty laikymasis rodo asmeninés kultliros ir sgmoningumo, saves
organisko suvokimo socialingje sistemoje lygi. Politines, socialines transformacijas
iSgyvenanti visuomené formuluoja verslo organizacijoms naujus reikalavimus jvertinti
vadybos kultiira, kaip organizacijos funkcionaluma uZztikrinanti instrumenta. Sutelktos
investicijos i vadybos kultiiros raiskos stiprinimg yra vienas i§ pirmaeiliy uzdaviniy
posovietiniy valstybiy organizacijoms.

2. Imoniy socialin¢ atsakomybé jvardytina kaip moralinis { socialig rinka
orientuotas reguliavimo mechanizmas, kylantis ne tiek i§ institucinés galios, o i$
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pilietinés visuomenés valios ir likes¢iy, ka zymi tyrimuose iSrySkéje¢ ir Europos bei
JAV vertybiniai 7moniy socialinés atsakomybés skirtumai. Siuo aspektu jmoniy
socialing atsakomybe¢ analizuojantys mokslininkai prie vieningos i§vados néra priéje,
kadangi akcininky ir kity suinteresuotyjy subjekty interesai skiriasi. Nors daugelis
pripazista, kad imoniy socialiné¢ atsakomybé mazina itampa, rizika ir turi itakos
palankiam organizacijos jvaizdziui, kas palengvina veikima rinkoje, taCiau vis dar
iSliecka neaiSkiis socialiniy mainy principai, o imoniy socialinés atsakomybés
institucionalizavimas, kurio imasi valdzios institucijos, gali buti apibudintas kaip
,-minkstos galios* priemong, kelianti grésme¢ morale, etinémis vertybémis, pasitikéjimu
paremtai socialiniy santykiy dinamikai. [moniy socialiné atsakomybé — vertybiné
kategorija, kurios iSmatuoti konkre¢iu praktiniu atveju iki galo nejmanoma nuskai¢iuoto
pelno dalimi ar indéliu aplinkosaugoje, taciau gali biiti pajausta ir vertinama zmoniy,
kurie sudaro ir supa organizacija. [moniy socialiné atsakomybé¢ yra dvilypé¢, susidedanti
i§ organizacijos, tai yra vadovy ir akcininky, socialinés atsakomybés suvokimo ir
visuomenés socialinés atsakomybés. ISskirtini Sie jmoniy socialinés atsakomybeés
vertinimo kriterijai: socialiai atsakingo darbuotojo elgsena ir socialiai atsakingos
organizacijos elgsena. Socialiai atsakingo darbuotojo elgsena simptomatiskai susijusi su
socialiai atsakingos organizacijos elgsena. Formuojant organizacijy atsakingumo
klausimus, biitina jvertinti, kiek atsakomybés visuomené pasirengusi ne tik reikalauti,
bet ir prisiimti. Visuomengje, kurioje stokojama griezty moraliniy kriterijy, gajus
moralinis konformizmas, spartesné organizacijy socialiné atsakomybés plétra stabdoma.
3E modelis vieSojo sektoriaus atzvilgiu pildomas socialinio teisingumo kategorija,
taciau siilomo 4E modelio taikomumas turéty buiti apsvarstytas tiek privataus, tiek
vie$ojo sektoriaus organizacijy socialinés atsakomybés koncepcijoje, kadangi socialiai
neteisinga organizacija negali buti socialiai atsakinga. Vertinant pagal pagrindinius
imoniy socialinés atsakomybés kriterijus, Lietuvoje atliktuose empiriniuose tyrimuose
nustatytas detalesniy studijy pagal atskirus kriterijus stygius. Vienas i§ esminiy jmoniy
socialinés atsakomybés plétros trikdziy — komerciniai organizacijy lukeséiai ir
orientacija | trumpalaiki efekta.

3. Nustatyti vadybos kultiiros ir jmoniy socialinés atsakomybés rySiai rodo, kad
socialiné atsakomybé organizacijoje nei$skiria naujy vertybiy, taiau pasizymi
orientavimusi | tas tradicines vertybes, kurios reik§mingos darniems zmogiskiesiems
santykiams organizacijos viduje, jas agreguoja ir transformuoja, kiek ir kaip tai
reikalinga konkreciai organizacijai. Atsakant | probleminj klausima ,Koks vadybos
kulttiros vaidmuo, siekiant jgyvendinti imoniy socialing atsakomybe¢?“, konstatuotina,
kad vadybos kultiros koncepcija ivardija organizacijos, kaip socialinés sistemos
saveikos, mechanizmus ir prieZasties-pasekmés santykiu susijusi su socialine
atsakomybe. Stiprinant vadybos kultlira, tai yra, vystant eting lyderystg ir organizacines
vadovaujanciojo personalo kompetencijas, sudaromos salygos efektyviau ir integraliau
igyvendinti socialinés atsakomybés principines vertybes. Todé¢l siekiant jgyvendinti
imoniy socialing atsakomybe praktingje veikloje biitina jvertinti vadybos kultiiros bukle
pagal atskirus kriterijus ir ja kryptingai keisti. [moniy socialiné atsakomybé yra integrali
organizacinés kulttros dalis, kuriai vystyti ir palaikyti reikalinga stipri vadybos kultra.
Vadybos kultira apima tokias reik§mingas sritis, kaip vadovavimas atsizvelgiant |
suinteresuotyjy subjekty interesus, interesy derinimas, reglamenty, reikalavimy
rengimas, vykdymas ir priezilira priimant sprendimus, moraliniy principy formulavimas
ir laikymasis, saves tobulinimas, iSmintingas procesy organizavimas ir apripinimas
reikalingais zmogiskaisiais, techniniais ir kt. iStekliais.
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II. Apibendrinant disertaciniame darbe pateiktq metodologineg dalj, galima
padaryti tokias iSvadas:

4. Vadybos kultiiros koncepto i§vystymo lygis gali biiti laikomas metodologiniu
pagrindu organiskam sistemiskam socialinés atsakomybés koncepcijos integravimui.
Naujai sukurtam klausimynui keliami auk$ti reikalavimai, todél ypatingai svarbi
kiekvienos dalies, skalés ir subskalés metodologiniy kokybés charakteristiky patikra.
Klausimyno tikrinimo rezultatai gali skirtis jvairaus dydZio im¢iy atveju, taciau §io
tyrimo rezultatai patvirtina sékminga klausimyno formavimo procesa. Nors gauti
rodikliai kartais rodo ir Zemesnius rezultatus, ta¢iau jie atitinka klausimyno validumo ir
reliabilumo reikalavimus. Taigi, gautos aukstos koeficienty reik§més rodo, kad vadybos
kultiiros ir socialinés atsakomybés skaliy bei subskaliy, itraukty { instrumenta, teiginiai
yra glaudziai susijg, instrumentas gali bati taikomas vadybos kultiiros raiskai nustatyti.

Nustatyta, kad vadybos kultlros raiSkos ir imoniy socialinés atsakomybeés
sasajos labiausiai i§ryskéja isipareigojimy kontekste. Socialinés atsakomybés principai,
tokie kaip pilietinis atsakingumas, jstatymy laikymasis, etika, pelningumas,
reprezentuoja suinteresuotyjy subjekty, tiek organizacijos viduje, tiek iSorinése mezo ir
makroaplinkose, likescius. Organizacijos isipareigojimai kyla kaip jos pacios ir
aplinkos formuluojami uzdaviniai imoniy socialinés atsakomybés principams praktinéje
veikloje jgyvendinti. Vadybos kultlirai tenka trejopas vaidmuo: instrumentinis,
konstrukcinis ir etinis. Vadybos kultira sudaro salygas kurti veiksminga struktiira,
uztikrinti funkcionalumg ir, vadovaujantis etiniais, moraliniais imperatyvais, derinti
skirtingus interesus.

Vadybos kultiros raiskos nustatymo, siekiant jgyvendinti imoniy socialing
atsakomybe, modelio funkcionalumas priklauso nuo vertinimo procesy organizavimo,
nustatant jmoniy socialinés atsakomybés bei vadybos kultiiros struktiiriniy daliy saveika
bei jos kokybg. Procesas organizuojamas remiantis keturiy tarpusavyje susijusiy
zingsniy logika: informacijos rinkimo, jos apdorojimo ir vertinimo, sprendimy
priémimo ir poky¢iy organizavimo (2 pav.).
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Procesas (1): informacijos

Griztamasis rysys

2 pav. Vadybos kultiiros raiskos nustatymo, siekiant jgyvendinti imoniy socialing
atsakomybeg, modelis

Nustatomos vadybos kultiiros ir socialinés atsakomybés stiprybés, silpnybés bei
trikdziai, kurie gali bati reik§mingi jgyvendinant pokyc¢ius. Nors modelis gali biti
taikomas ir vieSojo sektoriaus organizacijoms, omenyje turint imones ir jstaigas, kuriy
steigéjas yra valstybés ir savivaldybiy institucijos, yra pritaikytas privataus sektoriaus
organizacijoms, o jo panaudojimas ir sprendimy efektyvumas labai priklauso nuo tokiy
veiksniy, kaip organizacijos savininky valia, atsakingo organizacijos vadybinio
personalo kvalifikacijos ir gebé¢jimo racionaliai panaudoti iSorinius konsultacinius
resursus. Modelis konstruotas jvertinant aplinkybg, kad privataus sektoriaus
organizacijoms tenka pacioms apibrézti kokybinius vadybinio personalo standartus
(naudotis jau suformuluotomis gairémis ir/arba koreguoti pokycius atsizvelgiant {
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veiklos specifika) — Sie standartai iSgryninami vertinimo procese ir tampa pagrindu
atnaujintai ir susistemintai vadybos kultiiros politikai, kuri tiesiogiai susijusi su jmoneés
socialinés atsakomybés politika bei praktika. Atsakant | probleminj klausimg ,,Kokiai
vadybos kultiiros raiskai esant organizacija galima laikyti pasirengusia siekti jmoniy
socialinés atsakomybés igyvendinimo?*, teigtina, kad kuo stipresné vadybos kultiira,
tuo sklandziau organizuojamas jmoniy socialinés atsakomybés standarty jgyvendinimas.
Modelis skirtas vidutinéms ir stambioms jmonéms, kurioms budinga struktiiry gausa ir
ivairové ir kuriy veiklai jvertinti reikalingos didesnés organizacinés veiklos sanaudos.

III. Apibendrinant disertaciniame darbe pateiktus tyrimo rezultatus, galima
padaryti tokias isvadas:

5. Nustacius, kad, kai darbuotojai imoniy socialinés atsakomybés veiklas vertina
neigiamai, o administracija teigiamai, socialinés atsakomybés programa galimai
igyvendinama formaliai, néra uztikrintas griztamasis ry8ys. Vadinasi, néra veiksmingos
vidinio socialinés atsakomybés audito sistemos. Apibendrinus jvairiy skirtingose Salyse
atlikty tyrimy rezultatus, ryskéja tai, kad stambios kompanijos ne visuomet linkusios
savo veikla derinti su suinteresuotomis $alimis dél jy institucinio silpnumo. Nors jmoniy
socialinés atsakomybés veiklos suprantamos kaip organizacijos investicijos | didesng
ekonoming nauda per socialing saveika ir tvaruma, dél minéto institucinio socialiniy
strukttiry silpnumo tebéra neuzpildyty spraguy, kurios neleidzia veiksmingai subalansuoti
santykius su suinteresuotomis $alimis, investicijos | iSoring imoniy aplinka iSlieka
nepakankamos, o tyrimai — nei$samus. Patvirtintos kitose Salyse atlikty tyrimy iSvados,
kad organizacijos {vertina ne visus imoniy socialinés atsakomybés aspektus, o tam
itakos turi ir nepakankamai stipri darbuotojy, kaip vienos i§ suinteresuotyjy Saliy,
instituciné galia. Atlikus kiekybini tyrima, nustatyta, kad abiejyu imoniy grupiy
administracija neadekvaciai vertina jmoniy socialinés atsakomybés veiklas, néra
uztikrintas griztamasis rySys, nepakankamai ripinamasi santykiais su darbuotojais,
kurie yra viena i§ suinteresuotyjy Saliy, ju fizine aplinka ir psichologine savijauta. Néra
veiksmingos vidinio socialinés atsakomybés audito sistemos, kuri turéty biti plétojama
uztikrinant griZztamaji ry$i, o imoniy socialiné atsakomybé néra tapusi organizacinés
kultiiros savastimi.

Ivertinus jmoniy grupiy vadybos kultiros ir socialinés atsakomybés bruozy
silpnasias puses ir pozityvias tendencijas, teigtina, kad pirma, vadybos kultiiros raiska
daro itaka siekiant imoniy socialinés atsakomybés; antra, imoniy socialing atsakomybe
galima laikyti sudétine vadybos kulttiros iSvestine, realizuojama organizacijy vadybos
praktikoje. Taciau iSryskéjo ir reikSmingy skirtumy. Nustatyti asmeninés vadybinio
personalo kulttiros ir reikSmingi vadybos ziniy jver¢iy dydziai, susij¢ ir su skirtingais
pozitiriais | kitus vadybinio darbo kriterijus, pagal kuriuos diagnozuojama vadybos
kulttiros buklé. Ryskesné indikatoriy jver¢iy dinamika antrojoje jmoniy grupéje leidzia
konstatuoti, kad vadybos kultira vis dar tebéra besiformuojanti, taciau be aiskiy
krypties vektoriy. Procesai néra aiskiai orientuoti ir nekoordinuojami. Egzistuojantys
standartai, reglamentai néra pakankamai susieti su veiklos praktika, todél negarantuoja
procesy optimalumo. Skirtingai nei pirmojoje imoniy grupéje, kur esama
nusistovéjusios savitos vadybos kultiiros, nors ja diagnozuojanciy indikatoriy jver¢iai ir
néra itin auksti. Esant tokiai situacijai investicijy i valdymo modernizavima, darbiniy
procesy optimizavimg klausimai lieka aktualiis, neiSspresti, o juy atsipirkimo
efektyvumas lieka abejotinas. Tiek vienos, tiek kitos jmoniy grupés valdymo politikoje
zmogiSkieji iStekliai yra nepakankamai jvertinami, kad biity sukurtos palankios salygos
jiems efektyviai panaudoti, aktuali komunikacijos, tarpusavio santykiy funkcionalumo,
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komunikavimo problematika. Organizacijos (didesnés problemos fiksuotos antrojoje
imoniy grupéje) néra tinkamai pasirengusios realizuoti jmoniy socialing atsakomybeg
organizacijos mastu, kadangi vadybinis darbas néra optimaliai organizuotas,
vadybiniam personalui stinga darbo su zmogiskaisiais iStekliais ziniy ir jgudziy. Net ir
vertinant formaliuosius imoniy socialinés atsakomybés standarty diegimo galimybiy
aspektus, jmoniy grupése esanti situacija ir organizaciniai vadovy gebéjimai neleisty ju
realizuoti sistemiskai ir veiksmingai. Tokiu atveju, imoniy socialinés atsakomybés
vertybés likty labiau deklaratyvia forma, o ne organizacijos vadybos kultiiros savastimi
ir §ia filosofija pagristu natiiraliu, subalansuotu procesy funkcionavimo biidu. Nors
antrojoje imoniy grupéje esama rySkesnés dinamikos pagal atskirus vadybos kulttiros
parametrus, iSrySkéjusi orientacija | veiklos modernizavima rodo atviresn¢ naujovéms
kultlira, kurios trikumy $alinimas ir kryptingas vystymas gali efektyviau pasitarnauti
imoniy socialinés atsakomybés realizavimui. Atsakant | probleminj klausima ,,Kokia
vadybos kulttiros, kaip formaliosios ir neformalios organizacinés kulttiros dalies, raiska,
siekiant jgyvendinti jmoniy socialing atsakomybg¢ darbuotojy pozitiriu?* ,teigtina, kad
nors tarp abiejy imoniy grupiy pagal pavienius testo zingsnius nustatyti patikimi,
statistiSkai reikSmingi skirtumai, visgi {verciy tendencijos rodo, kad abi jmoniy grupés
labiausiai démesi koncentruoja i produkto kokybe¢ ir jo pateikimg visuomenei, ir $i
orientacija pastebimesné antrojoje grupéje. Pirmojoje jmoniy grupéje nepakankamai
ivertinamas griztamasis informacinis rySys santykiuose su vartotoju, kaip
suinteresuotuoju subjektu. Procesy organizavimo, standarty neisbaigtumo ir diegimo
kokybés klaidos yra reik§mingos diegiant imoniy socialinés atsakomybés principus.
Vadybos kultiira sudaran¢iy kriterijy subalansuotumo, stabilumo stoka lemia ir
organizacijy pozitri i socialinés atsakomybés realizavima. Abiejose imoniy grupése
iSryskéjusios deklaratyvios socialinés atsakomybés politikos tendencijos priestarauja
realiai socialinés atsakomybés praktikai santykiuose tiek su organizacijos vidaus, tiek ir
iSorés suinteresuotaisiais subjektais. I§ dalies tai patvirtina teorines Lietuvos
moksliniuose darbuose pateikiamas {zvalgas, kuriomis akcentuojama rinkodariné
imoniy socialinés atsakomybés kryptis, kaip bendrakultiiriné dominanté. Taciau
aptariamy imoniy grupiy atveju Sis aspektas dar néra iSplétotas, o tyrimy rezultatai
leidzia konstatuoti, kad organizacijoms triksta baziniy jmoniy socialinés atsakomybés
ziniy bei motyvacijos jas realizuoti praktinéje veikloje, o aukstas klasterizacijos ir
vidinés korupcijos lygis trukdo socialing atsakomybe perkelti | strategini lygmen;.
Dialogo kultiiros iSvystymo tarp suinteresuotyjy Saliy (subjekty) stoka, iSrySkéjusi
vadybos kultiros probleminése srityse, gali tapti sunkiai jveikiama klititimi,
igyvendinant tiek atskiras socialinés atsakomybés iniciatyvas, tiek diegiant
kompleksiskai. Tai aktualu tuo atzvilgiu, kad organizacijos neturi visuotinio darbuotojy
palaikymo, o procediros atlickamos pavirSutiniskai ir yra formalaus charakterio. [moniy
socialiné atsakomybé yra vertybiné organizacijos vidinés kultiros kategorija, taciau §i
bazé néra pakankamai tvirta ir subalansuota. [moniy socialing atsakomybg abiejy
imoniy grupiy veikloje (o ypa¢ - pirmosios) galima laikyti tebesivystanéia ir dar
nejgavusia aiskiy formy.

Disertacinio tyrimo apimtyje atliktas interviu su jmoniy grupiy vadovais atsako i
probleminj klausima ,,Kokia vadybos kulttros, kaip formaliosios organizacinés kulttiros
dalies, raiska siekiant jgyvendinti imoniy socialing atsakomybg auks$¢iausio lygio
vadovy pozitriu? ir iSrysSkina vadybiniy sprendimy orientavimasi | technologinius ir
produkcijos kokybés uztikrinimo aspektus, o imoniy socialinés atsakomybés aspektai
tik i§ dalies atsispindi vadybos kultiiroje, kas rodo, kad vadybos kultiira yra palyginti
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siaurai suvokiama, jos vystymosi perspektyvos néra aktualizuotos. Tai lemia itin
kritiSka darbuotojy pozilri { jmoniy socialinés atsakomybés aspektus jmoniy veiklos
praktikoje. Darbuotojy, kaip suinteresuotojo subjekto, pozicijos isrySkinimas gali bati
laikomas reik§minga jmoniy socialinés atsakomybés diagnostikos dalimi jmonés
lygmenyje. Nepaisant iSry$kéjusiy nezenkliy skirtumy, abiejose imoniy grupése tiek
vadybos kultiira, tiek [SA suvokiama itin siaurais aspektais, ju plétojimas néra
organizacijy strateginiy tiksly dalis. Todél biitini sisteminiai vadybos kultiiros poky¢iai
ir jmoniy socialinés atsakomybés, kaip strateginio tikslo dedamosios, jprasminimas,
kuris leisty socialinés atsakomybés principus plétoti kompleksiskai ir sulaukty
darbuotojy palaikymo. Nustatyta vadybos kulttiros, kaip formaliosios organizacinés
kultiros dalies, raiska, siekianti igyvendinti imoniy socialing atsakomybg vadovy
pozitiriu, paaiskina skirtingus darbuotojy vertinimus pagal abi jmoniy grupes ir sudaro
galimybes numatyti poky¢iy kryptis bei Salinti klititis diegiant jmoniy socialing
atsakomybe. Strategiju atzvilgiu imoniy socialiné atsakomybé suvokiama eklektiskai,
t.y.; néra aiSkiai suformuluota organizacijy strategijose ir jsisamoninta jmoniy grupiy
vadovy, esama rizikos, kad socialinés atsakomybés principai nebus aiskiai ir i§samiai
iSkomunikuoti organizacijos darbuotojams ir realizuoti praktinéje veikloje. Nors imoniy
grupiy vadovai pripazista imoniy socialinés atsakomybés reik§meg, taciau organizacinéje
struktiiroje ir jos pokyciuose akcentuojama rinka, neinstitucionalizuojant santykiy su
suinteresuotaisiais subjektais derinimo. Vertinant pagal iSskirtas vadybos kultiiros
charakteristikas, nustatyta, kad abiejy jmoniy grupiy vadybos kulttra orientuota tik {
dali socialinés atsakomybés aspekty — ekonoming, teising atsakomybe (tarp ju ir
aplinkosaugos reikalavimy atitikimas), esant ribotai atsakomybei santykiuose su kitais
suinteresuotaisiais subjektais — darbuotojais, bendruomenémis. Taciau antrosios jmoniy
grupés vadybos kultlira, {vertinant procesus, standartus, sistemas, yra labiau palanki
diegti imoniy socialinés atsakomybés principus grupéje.

Atsakant | probleminj klausima ,,Kokie vadybiniai sprendimai padéty keisti
vadybos kultlira, siekiant pasirengti jmoniy socialinés atsakomybés jgyvendinimui?“
sudarytas struktiiruotas vadybiniy sprendimy procesas (3 pav.), numatantis loging
zingsniy seka, kurig sudaro penki etapai: 1) organizacinis, 2) diagnostinis, 3) analitinis,
4) sprendimy, 5) poky¢iy. Modelyje integruojami | pokycCius orientuoti sprendimai,
kuriais vystoma vadybos kultiira ir didinamas jmonés socialinés atsakomybés lygis.
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Modelis skirtas organizacijoms, kelian¢ioms tiksla diagnozuoti vadybos kultiiros
ir jmoniy socialinés atsakomybés buklg bei rengti pokyCiy planus. Remiamasi
integralumo, organizacinio unikalumo, praktiskumo, zmogiskojo kapitalo ir struktarinio
vystymo bei atvirumo/griztamojo rysio principais. Panaudojant diagnostinj instrumenta
sudaroma galimybé mokslines teorines valdymo Zinias taikyti atskirai organizacijai,
kuriant ir tobulinant unikalia vadybos kulttra, kuri sudaro moralini ir organizacini
pagrinda vystyti imoniy socialing atsakomybg.

Rekomendacijos

Imoniy akcininkai turéty sudaryti salygas, kurios organizacijy vadovus skatinty
siekti didinti asmeninj socialinj kapitala, siekti socialinio pripazinimo bendruomenéje,
kaip motyva organizacijos veikla vystyti orientuojantis i socialinés atsakomybés
principus. Atkreiptinas organizacijy vadovy démesys | tai, kad vadybos kultiros
ivertinimas reik§mingas ne tik socialinés atsakomybés igyvendinimo kontekste, bet ir
atskleidzia funkcing organizacijos biikle. Imoniy socialinés atsakomybés koncepcijos
diegimas ir vystymas organizacijoje privalo apimti visus etapus: nuo sprendimo laikytis
principiniy nuostaty ir vie$o apsisprendimo deklaravimo, iki socialiai atsakingos veiklos
ataskaitos suinteresuotosioms grupéms, nes tik tokiu budu galima uztikrinti
organizacijos veiklos politikos nuosekluma, skaidruma ir atsiskaitomuma tiek
organizacijos, tiek visuomenés grupéms. [moniy socialinés atsakomybés veiklos
iSkomunikavimas — sudétiné socialinés atsakomybés koncepcijos igyvendinimo dalis,
suteikianti atgalinio rySio galimybe, tiek rinkodarine prasme, tieck vykdomos politikos
korekcijy prasmémis.

Pasitaiko siilymy jmoniy socialing atsakomybg¢ aiSkiau reglamentuoti
specialiomis normomis, tafiau tai paneigty pacig koncepcijos idéja, kad socialiné
atsakomybé yra vidinis organizacijos pasiryzimas, kur{ suponuoja visuomenés
(vartotojy) lukes¢iai ir savo vaidmens bei atsakomybés socialinéje sistemoje suvokimas.
Kol kas gajus klaidingas suvokimas, kad socialiné atsakomybé turéty biiti plétojama
valstybés iniciatyva. Valstybés indélis galéty buti vieSojo diskurso plétojimas ir
visuomenés vartojimo kultiros ugdymas, nes organizacijos pirmiausiai reaguoja {
vartotojy liikes¢ius ir visuomenés nuomong. Organizacijas tai skatina paisyti instituciniy
reikalavimy, susijusiy su santykiais organizacijos viduje, vartotojais, paslaugy kokybe,
valstybe. Socialinés atsakomybés vystymo diskursas prasmingiausias pilietinés
visuomenés vystymosi kontekste.

Imoniy socialiné atsakomybé paremta socialinés darnos ir tvarumo principais,
kuriuos reprezentuoja bendrazmogiskosios vertybés. Vertybiy harmonizavimas remiasi
susitarimu ir derinimu, bet ne primetimu ir dominavimu. Siuo aspektu socialiné
atsakomybé igauna holisting prasme, todél sudaromos salygos organizacijai sklandziau
ir efektyviau keisti savo kultiira, formaluma keiciant integralumu.

Nacionaliniu mastu {darbinimo salygose deréty suformuluoti grieZtesnius
reikalavimus vadybos mokslo ziniy turéjimui. Akivaizdu, kad atotriikio tarp
deklaruojamos priklausomybés socialiai atsakingy organizacijy tinklams ir vadybos
kultiiros egzistuoja tiek privataus, tiek vieSojo sektoriaus organizacijose. Sis atotriikis
gali sumazéti kompleksiskai jvertinus specialisty aukstojo mokslo §vietimo istaigose
rengimo ir paciy organizacijy tapatumo su socialine atsakomybe aspektus, kas turéty
tapti tolimesniy tyrimy objektas. Socialiai atsakingos vieSojo sektoriaus organizacijos
diskursas besivystanciose Salyse prisidéty plétojant vieSojo administravimo kultiirg ir
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minimizuojant visuomenése kylancias jtampas. Organizacijoms deréty turéti parengtus
vadybos kultiiros ir socialinés atsakomybés vystymo bei kontrolés planus, pasitelkiant
specialistus i$ iSorés ir didinant personalo tarnyby darbuotojy kompetencija.

Tolimesniy tyrimy kryptys

Daznai akcentuojama rinkodariné jmoniy socialinés atsakomybés nauda, taciau
ilgalaikiy tyrimy ir skaiCiavimy stygius Lietuvos organizacijy kontekste islicka
reik§minga moksline problema. Be to, ateities tyrimuose reikéty jvertinti vadybinio
personalo socialinio kapitalo vystymo jtaka imonés socialinei atsakomybei, parengti
metodologines jmoniy socialinio atsakingumo vertinimo ir vystymo gaires valstybés
kapitalo jmonése ir kitose vie$ojo sektoriaus organizacijose.

Nors dazniau akcentuojami teisiniai aspektai, didesnis démesys etikai ir
filantropijai  praplésty  vieSaji  diskursa.  Atlieckamuose tyrimuose  daznai
koncentruojamasi { kai kurias ekonominés veiklos sritis, neapimant viso $alies tikio, o
ivertinant tai, kad organizacijos ne visuomet iSkomunikuoja savo socialiai atsakinga
veikla, net ir remiantis turinio analize, imoniy socialinés atsakomybeés vaizdas lieka
ganétinai fragmentiskas ir nei§samus.
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