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IVADAS

Temos aktualumas. Dabartinis pokyCiy tempas, didéjanti konkurencija
Lietuvos ir pasaulio rinkose bei darbo jégos migracijos mastai kelia naujus
organizacijai reikia efektyviai valdyti keturis pagrindinius isteklius: informacija,
finansus, zaliavas ir Zzmoniy energija. Organizacijos tobulina savo darbo procesus,
kad biity efektyvios ir konkurencingos rinkoje. Nuo XXI amziaus pradétas taikyti
naujasis verslo modelis, kuriame jvertinami socialiniai, ekonominiai ir
aplinkosauginiai veiksniai, formuojantys organizacijas tapti ekonomiskai
perspektyviomis, tausojantiomis aplinka ir socialiai atsakingomis. Sie
reikalavimai privalo biiti jgyvendinti visuose organizacinés brandos etapuose. Tai
jgyvendinama veiksmingai valdant visus iSteklius visuose organizacijos lygiuose,
sukuriant efektyvias organizacijos valdymo sistemas, jskaitant darbo uzmokest;.
Organizacinés brandos pokyciai lemia, kad darbo uzmokesCio sistemos ir jy
charakteristikos nebéra statiskos, palyginti su ankstesnémis. Darbo ir darbo vertés
reikalavimai diktuoja poreikj biiti lankstiems, formalizuotiems, orientuotiems i
efektyvius veiklos kriterijus, ne tik reaguojantiems j poreikj atlyginti uz darba, bet
ir sutelkti démesj j bisimg organizacijos perspektyva, vizija ir strategija. IStekliais
pagristas pozitiris gali padéti apibrézti darbo uzmokesCio sistemos sgsajas su
organizacijos rezultatais. Pirmasis kriterijus yra vertés kiirimas. Pagrindinis vertés
kiirimo btdas organizacijose yra pagristas sgnaudy mazinimu ieSkant naujy
gamybos ir pristatymo bady. Cia darbo uzmokes¢io sukuriama verté daro teigiama
poveiki darbuotojy pasitenkinimui, atsidavimui ir pasitikéjimui organizacija.
Antrasis kriterijus yra retumas, kuris rodo, kad iStekliai tampa konkurencingi tik
tada, kai jie yra reti. Nors darbo uzmokescio sistemos sukiirimas reikalauja laiko,
taciau jos sukiirimas gali sukurti konkurencinj pranasuma. Treciasis kriterijus taip
pat susijes su vertés karimu, teigiant, kad sistema sunku nukopijuoti.
Organizacijos gauna trumpalaikj ir ilgalaikj pelna dazniau ir efektyviau, kai jy
iSteklius sunku nukopijuoti. Be to, darbo uzmokescio sistemos $iuo atveju gali biiti
vertinamos kaip istekliy Saltinis dél jy sudétingumo ir dél to, kad jy negalima
lengvai nukopijuoti. Ketvirtasis kriterijus yra neatSaukiamumas. Darbo
uzmokescCio sistemos unikalumas prisideda prie organizacijos veiklos. Darbo
uzmokescio sistemos keturiy kriterijy apibrézimas kaip Saltinis tampa stiprybe,
leidziancia susieti mikroorganizacinius procesus su sékmingo verslo tgstinumu.

Organizacijy darbo uzmokescio sistemos turi prisitaikyti prie organizacijos
poky¢iy ir evoliucijos, todeél reikia aiSkiai apibrézti konkrecias ribas ar lygius,
kurie jvertinty pokycius pagal atitinkamus rodiklius (ar veiksnius). Tai galima
padaryti pasitelkus brandos modeliy idéja. Taip siekiama jvertinti konkrecias
organizacijos darbo uzmokesc¢io sistemos situacijas, sudarant galimybe pateikti
tobulinimo gaires. Organizacijos brandos aktualumas S$iuo aspektu kyla i$
organizacijos plétros, kur pirmiausia sutelkiamas démesys | organizacijos
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gyvavimo ciklg (Carraher, 2003, Quinn, Cameron, 1983 ir kt.) ir darbo
uzmokescio sistemos raidg jame. Tyréjai, tokie kaip Maier, Moultrie ir Clarkson
(2011), pabrézia tiesiogin] organizaciniy gebéjimy ir brandos rysj. Brandos
aspektas dazniausiai yra susij¢s su organizacijos sékme, organizacijos tobulumo
paieska ar strateginio valdymo perspektyvomis. Autoriai Mahmood ir Becker
(1985) pabrézé organizacinés brandos svarbg organizacijos sékmei. Mahir ir Rajaa
(2017) atskleidé organizacijos brandos rysj su strateginiu valdymu, kuris pateikia
strategines kryptis organizacijoms. Ankstesni autoriai Cerezo-Narvaez, Pastor,
Otero-Mateo ir Portela (2017) taip pat atkreipé démes;j j sékmes paieskas vadybos
ir verslo brandos strategijose. Tokiy atvejy tyrimai, atlikti Herrera-Reyes, Almela
ir De Los Rios (2017), leidzia suprasti, kad ,aukstesnis organizacinés brandos
lygis, kai projektas ir jo kryptis turéty padéti pasiekti strateginius organizacijy
tikslus®. Kyla nattiralus klausimas, kaip organizacinés brandos lygis padeda
organizacijoms kryptingai orientuotis i savo darbo uzmokescio sistemos plétra,
pateikiant naujas, produktyvias darbo uzmokesc¢io sistemy valdymo formas ir
irankius.

Moksliné problema ir jos iStirtumo lygis. Mokslinés literatiiros apzvalga
ir empiriniai tyrimai atskleidzia, kad tiek uzsienio, tiek Lietuvos mokslininky
tyrimai yra susij¢ su aktualiais darbo uzmokescio ir darbo uzmokescio sistemy
klausimais. Tyrimy pozitiriu, darbo uzmokestis, darbo uzmokescio sistemos ilga
laikg buvo tarpdisciplininiy tyrimy objektas, nagrinéjamas i§ ekonomikos, teisés,
vadybos ir psichologijos pozicijy. Darbo uzmokestis, kaip ekonominé kategorija,
yra traktuojamas placiai, taciau bendrai tyrimy sritis buvo sutelkta j darbo jégos
verte pinigine iSraiSka, darbo kaing, uztikrinan¢ig darbo jégos atstatyma (Lesch,
Bennett, 2010; Armstrong, 2009). Teisine prasme darbo uzmokestis suprantamas
kaip atlygis uz darba, dél kurio susitarta darbo sutartyje, nagrinéjamos teisingo
darbo uzmokescio uz darbg teisinio reguliavimo prielaidos (Swiagtkowski, 2007;
Lampe, Rossman, 2005; Baker, Benjamin ir Stanger, 1999). Darbo uzmokestis
vadybos ir psichologijos srityje yra analizuojamas kaip vienas pagrindiniy
veiksniy, motyvuojan¢iy asmens veikla (Tepp, Poomann, 2006). Kalbant apie
darbo uzmokesCio diferencijavimg, tyréjai sutelkia démesj ] tai lemiancius
veiksnius (Chen, 2017; Simon, Kaestner, 2004; Allen, Killman, 2001).

Moksliniai darbo uzmokeséio sistemy klausimai uzsienio autoriy tyrimuose
daugiausia nagrinéjami atsizvelgiant i jy struktiirg sudaranéius elementus. Tokie
autoriai, kaip Bereman (2005), Armstrong (2009), Milkovich, Newman ir Gerhart
(2014) ir kiti, placiai iSanalizavo struktiirinj pozitirj ] darbo uzmokescio sistemas.
Kita vertus, darbo uzmokestis analizuojamas kaip darbo uzmokescio forma
(Milkovich ir kiti, 2014, Armstrong, Brown and Reilly, 2010, Crawley, Swailes
and Walsh, 2013 ir kiti). Taip pat, atlieckant kitas spektrines analizes, naudojamas
darbo uzmokesc¢io klasifikavimas (Martocchio, 2013, Lussier, Hendon, 2013,
Dessler, 2016 ir kiti).



Vis dar triksta ziniy apie kompleksinj pozitirj j charakteristikas, pagal
kurias nustatomos darbo uzmokescio sistemos. Tam tikra galima pozitirj galima
rasti Wang, Thornhill, Zhao (2016), Martocchio (2013), Biswas (2013) ir kity
darbuose. Nepaisant to, vis dar triiksta kompleksinio poziiirio.

Tuo tarpu organizaciné branda yra pla¢iai nagrinéjama tyrimuose. Tacéiau
démesys tyrimy objektams ir elementams skiriasi. Pavyzdziui, verslas naudoja
P3M3 termino modelj, kuris galéty padéti pristatyti bendroviy projektus,
programas ir portfelius kaip bendra sistemg. Paulk, Curtis, Chrissis ir Weber
(1993) pristato gebéjimy brandos modeli (CMM), kuris placiai naudojamas
programinei jrangai jvertinti. Kiti autoriai taip pat pristato testavimo brandos
modelj (TMM), kuris apima programinés jrangos turinj. Vienas i§ svarbiausiy
brandos aspekty yra verslo procesy valdymas (BPM). Roglinger, Poppelbuss,
Becker (2012) atliko iSsamius BPM brandos modeliy tyrimus ir bandé juos
susisteminti. Sie skirtingi akcentai parodo atlikty tyrimy mastg ir organizacinés
brandos svarba, taciau vis dar truksta ziniy apie kompleksing organizacing branda
ir kaip ji sagveikauja su darbo uzmokescio sistemomis.

Disertacijos darbo tematika Lietuvoje galima paminéti tik dvi neseniai
iSanalizuotas darbo uzmokesCio problemines sritis: Granickas (2013) nagrinéjo
saziningo darbo uzmokesCio principo sistemos aspektus su susijusiais teisiniais
principais, o Ziogelyté (2013) iSanalizavo iSorinés ir vidinés aplinkos veiksniy,
turinCiy jtakos darbo uzmokeséiui, sisteminio vertinimo modelj. Taciau reikia
pastebéti, kad iki Siol ne tik Lietuvoje, bet ir pasaulyje triiksta kompleksiniy ir
tiksliniy tyrimy, orientuoty j darbo uzmokescio sistemy charakteristiky raiska
organizacinés brandos kontekste. Triksta tyrimy, kurie spresty Sig problemag
integruotai su organizacinés brandos procesy poky¢iais. Disertacijoje nagrin¢jama
problema yra susijusi su darbo uzmokesCio sistemy charakteristikomis
organizacijoje, pabréziant ne tik iSorinius veiksnius, bet ir vidinés aplinkos
veiksnius, suderintus su organizacine branda. Konceptualaus lygio tikslas yra
atsakyti | klausimus, kokias darbo uzmokescCio charakteristikas galima laikyti
esminémis, kokios organizacinés brandos savybés apibrézia darbo uzmokestj
organizacijoje ir koks jy rySys. Praktiniu lygmeniu siekiama empiriskai pagrjsti
darbo uzmokescio sistemos charakteristiky modelj, kartu atsakant j klausimus:
kokia jtakg organizaciné branda turi darbo uzmokesCio sistemoms, vykdant
strateginius pokycius; kaip tokiose darbo uzmokesCio sistemose atsispindi
individualios ir organizacinés vertés kiirimas. Praktiniu pozitiriu tai ypac aktualu,
nes netinkamai suprojektuotos ir pritaikytos organizacijoje darbo uzmokescio
sistemos gali prarasti maksimalig darbuotojy pridéting verte ir tuo paciu nepasiekti
i§ anksto suplanuoto organizacinés brandos lygio.

Disertacijoje nagrinéjama problema apsiriboja organizacinés brandos
analize, vertinant tik atskirus organizacijos elementus, kuriuos pasitlé Mettler
(2011). Pagrindiné problema kuriant darbo uzmokesCio sistemas yra ta, kad
skirtingiems organizacinés brandos lygiams negalima taikyti vieno visuotinio
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darbo uzmokescio sistemos modelio. Todél disertacijoje suformuluota moksliné
problema — kaip pasireiSkia darbo uzmokesCio sistemos charakteristikos
skirtinguose organizacinés brandos etapuose?

Tyrimo objektas — darbo uzmokescio sistemy charakteristikos.

Tyrimo tikslas — nustatyti darbo uzmokescio sistemy charakteristikas
skirtinguose organizacinés brandos etapuose.

Tyrimo tikslai:

1. Apibrézti darbo uzmokescio sistemos koncepcing struktiirg, pagrindziant
esmines darbo uzmokescio sistemos charakteristikas.

2. Nustatyti organizacinés brandos bruozus, darancius jtaka darbo
uzmokescio sistemos charakteristikoms.

3. Identifikuoti darbo uzmokesCio sistemos charakteristiky raiska
skirtinguose organizacinés brandos etapuose, kuriant koncepcinj organizacinés
brandos ir darbo uzmokescio sistemos charakteristiky sasajy modelj.

4. Empiriskai jvertinti darbo uzmokesc¢io sistemos charakteristiky raiskg
skirtinguose organizacinés brandos etapuose.

Disertacijos tyrimo apribojimai:

1. Empirinis tyrimas buvo atliktas tik trijy raiSiy ekonominés veiklos
organizacijose: paslaugy, gamybos ir prekybos. Todél neimanoma padaryti
bendros iSvados apie visas Lietuvos jmones.

2. Tyrimas atliktas tik Lietuvoje, todél tyrimo rezultatai negali buti
vertinami tarptautiniu lygiu.

3. Nebuvo rasta 5 organizacinés brandos lygio jmoniy, todél empirinio
tyrimo iSvados negali visiskai atskleisti darbo uzmokesCio sistemos
charakteristiky raiskos visuose organizacinés brandos etapuose.

4. Tyrimo i§vados buvo paremtos 16 organizacijy duomenimis. Atitinkamai
kiekvienam organizacinés brandos lygiui jvertinti buvo atrinkta po 4 jmones.

Mokslinis naujumas ir teorinis reikSmingumas:

1. Pirmg karta konceptualizuotas visapusiskas darbo uzmokescio sistemos
konstruktas, apimantis darbo uzmokescio elementus ir jy segmentavima, buvo
panaudotas atskleidziant jj pagrindziané¢ias charakteristikas

2.Buvo panaudota konceptualizuota darbo uzmokesCio sistemos
charakteristiky kompleksiné prieiga, iSgryninat charakteristikas apibiidinan¢ius
pozymius, skaidant juos iki indikatoriy lygio. Taip buvo pagristi rysiai tarp darbo
uzmokesc¢io sistemy ir charakteristiky, taip prapleciant zinias apie specifinius
darbo uzmokescio aspektus.

3. Disertacijoje buvo apibréztas organizacinés brandos terminas,
pagrindziantis organizacijos brandos elementus, subelementus ir brandos lygius.
Taip pat buvo pagrista organizacinés brandos struktira ir prisidéta prie
organizacinés brandos vertinimo metody kiirimo.

4. Teorinis pagrindas darbo uzmokes¢io sistemos charaktersitiky raiskai
suformuotas atskleidziant sgsajas tarp organizacinés brandos ir darbo uzmokescio
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sistemos charakteristiky. Tai leido numatyti organizacinés brandos poveikj darbo
uzmokescio sistemoms skirtingose organizacinés brandos stadijose.

5. Buvo sukurta nauja organizacinés brandos ir darbo uzmokescio sistemos
charakteristiky tyrimo metodika. Si metodika leidZia visapusiskai ir kompleksiskai
jvertinti darbo uzmokesCio sistemos charakteristiky raiska skirtingais
organizacijos brandos etapais.

Disertacijos praktiné reikSmé:

1. Teorinés jzvalgos pagrindé organizacinés brandos svarbg organizacijai.
Atsizvelgiant j Sig disertacija, organizacinés brandos vertinimo metodai apima
daug rodikliy, kuriais remiantis galima nustatyti tobulintinas organizacijos vietas,
o tai leisty labiau konkuruoti rinkoje.

2. Organizacijy zmogiskyjy istekliy valdymo ekspertai gali naudoti
empiriniais duomenimis grjsta darbo uzmokescio sistemos charakteristiky raiskos
modelj skirtinguose organizacinés brandos lygiuose, kad buty islaikyta ir paremta
strateging organizacijos plétra.

3. Darbo uzmokescio sistemos konstruktas su charakteristikomis pateikia
darbo uzmokescio praktikos organizacijoje gaires. Be to, jis palaiko daugialypj
pozitirj j darbo uzmokesCio sistemas, jskaitant vadybinius aspektus. Sis
visapusiskas pozitiris gali biiti naudingas planuojant iSteklius ir kuriant pridéting
verte organizacijoje.

Disertacijos apimtis ir struktara. Disertacija susideda i§ jvado,
3 pagrindiniy daliy, i§vady, literatiiros ir priedy. Disertacija sudaro 192 puslapiai.
IS viso yra 34 paveikslai, 39 lentelés, 262 literattiros $altinis ir 25 priedai.



DISERTACIJOS TURINIO APZVALGA

1. DARBO UZMQKESCIO SISTEMOS CHARAKTERISTIKU IR
ORGANIZACINES BRANDOS TEORINIS PAGRINDIMAS

Pirmajame skyriuje (1.1 skyrius) pateikiama darbo uzmokesCio sistemos
samprata, jos konceptas, charakteristikos ir lyginamoji analizé. Pirmas poskyris
(1.1.1 poskyris) atskleidzia darbo uzmokesCio sampratg verslo organizacijose.
Mokslingje literatiiroje pateikiamas platus darbo uzmokescio ir darbo uzmokescio
sistemy savoky aiskinimas. Zvelgiant i§ tyrimo pozicijos, darbo uzmokestis ir skirtingy
darbo uzmokescio sistemy kiirimas tapo svarbiausiu tarpdalykinio tyrimo objektu,
analizuojamu i ekonominés, teisinés, vadybinés ir psichologinés pusiy. Siame
skyriuje atskleidziama, kad darbo uzmokescio koncepcija leidzia atidziau pazvelgti i
tai, kas yra jvairiose tarpdisciplininiy tyrimy srityse, ieskant darbo uzmokescio srities
problemy sprendimy, iSgryninant skirtingas mokslines jzvalgas (Ziogelyté, 2013).
Remiantis autoriais, tokiais kaip Armstrong ir Murlis (2007), Armstrong ir Taylor
(2020), disertacijoje darbo uzmokesCio savoka yra apibréziama kaip atlygis
darbuotojui tam tikra forma, jskaitant iS$mokas, premijas, pinigines paskatas ir pinigine
reikSme iSreiSkiamas paskatas. Antrajame poskyryje (1.1.2 poskyris) pateikiamas
darbo uzmokesCio konstruktas. Ji sudaro trys esminiai komponentai: elementy,
lemianciy darbo uzmokesc¢io struktiirg, visuma, naudojamos darbo uzmokes¢io formos
ir darbo uzmokesCio laipsniavimas/ skalés, lemianCios darbo uzmokescio
diferencijavima. Konstrukto atzvilgiu, darbo uZmokescio sistema yra daugialypis
atsiskaitymy su darbuotojais paketas, kurio tikslas yra nustatyti galutinj darbo
uZzmokesti ir jo mokéjimo sglygas, kitas motyvavimo priemones atskiroms
darbuotoju grupéms verslo organizacijose, skatinancias siekti geriausio rezultato
tiek individualiam darbuotojui, tiek ir visai organizacijai (Ziogelyté, 2013). Darbo
uzmokescio konstruktas apibréziamas trimis esminiais elementais: darbo uzmokescio
struktiira, forma ir skalémis. Sio skyriaus tre¢ias poskyris (1.1.3 poskyris) teoriskai
konceptualizuoja darbo uzmokesCio charakteristikas. Pirmiausiai pabréziama, kad
mokslinéje literatiiroje néra aiskiai apibrézty darbo uzmokesCio sistemos
charakteristiky. Taip pat néra aiskiy sisteminiy tyrimy Sia tema. Pateikiamas
iSaiskinimas, jog charakteristiky terminas kity mokslininky tyrimuose atskleidziamas
per charakteristiky, parametry, principy ar kity apibrézimy savokas. Skyriaus
pabaigoje apibréziamos Sios darbo uzmokescio charakteristikos:

e Minkstieji/ kietieji darbo uzmokescio sistemos tikslai.

e Darbo uzmokescio sistemos orientacija j organizacija/ darbuotojus.

e Formalizuota/ pusiau formalizuota arba nesuformalizuota darbo
uzmokescio sistema.

e Individualiais/ komandos/ organizacijos veiklos rezultatais grjsta darbo
uzmokescio sistema.

e Lanksti/ stabili darbo uzmokescio sistema.



Antrajame skyriuje (1.2 skyrius) atskleidziama organizaciné branda kaip
organizacinis  veiksnys, darantis jtaka darbo uzmokesCio  sistemos
charakteristikoms. Pirmajame poskyryje (1.2.1 poskyris) pateikiama
organizacinés brandos pozymiy taksonomija. Pirmiausiai atskleidziami du
dazniausiai sutinkami brandos konceptai organizacijose. Pirmasis apibréziamas
naudojant organizacijos brandos savoka (Buntak, Sesar and Milkovi¢, 2013;
Mettler, 2011 ir kiti), o antrasis — organizacinés brandos (Dawson, Watson, 2005;
Ahmed, Capretz, 2010 ir kiti). Nors sagvokos skiriasi, ta¢iau daug bendry elementy
identifikuojama abiejuose konceptuose. Autorius iSskiria tris dazniausiai
sutinkamus: procesus, zmones ir technologijas. Remiantis surinktais duomenimis,
disertacijoje organizaciné branda yra apibréZiama kaip kokybés lygis arba
jvertinta organizacijos buklé, apibrézta jos Zmogiskujuy iStekliy, procesy ir
technologiju gebéjimais, padedanciais pasiekti strateginius organizacijos
rezultatus (tikslus). Si savoka paremta Andersen ir Jessen (2003), Mettler ir
Rohner (2009) ir Mettler (2011) sagvokomis. Antrajame poskyryje (1.2.2 poskyris)
teorinés jzvalgos apibrézé tyrime naudojamg autoriaus sukurtg brandos vertinimo
modelj, kuriame minéti organizaciniai brandos elementai skaidomi |
subelementus, o branda, remiantis mokslinés literatiros analize, vertinama 5
lygiais: pradiniu, valdomu, apibréztu, kiekybiskai valdomu ir optimizuotu.
Galiausiai pateikiamas detalus, teorinis organizacinés brandos vertinimo modelis,
kuris sudaro saglygas teoriskai pagristi darbo uzmokeséio sistemos charakteristiky
raiska skirtinguose organizacinés brandos etapuose.

Treciajame skyriuje (1.3 skyrius) iSgryninami organizaciniai veiksniai,
kurie turi jtakos darbo uzmokescio sistemoms. Atlikes mokslinés literattiros
analizg, autorius atskleidé 23 veiksnius, kuriy vienas galimy yra organizaciné
branda. Taip pat pagrindziamas teorinis poziiris j darbo uzmokescio sistemos
charakteristiky raiskg skirtinguose organizacinés brandos etapuose. Teorinés
galies pabaigoje pateikiamos 5 esminés teorinés prielaidos:

e 1-0ji teoriné prielaida. Aukstesnés brandos stadijos verslo jmoneés
orientuoja savo darbo uzmokesCio sistemas ] kietuosius darbo uzmokescio
sistemos tikslus.

e 2-0ji teoriné prielaida. AukStesnés brandos stadijos verslo jmonés
labiau orientuojasi j organizacijos tikslus negu j darbuotojus.

o 3-0ji teoriné prielaida. Aukstesnés brandos stadijos verslo jmonés turi
aiSkiai nustatytas ir formalizuotas darbo uzmokescio sistemas.

e 4-0ji teoriné prielaida. Aukstesnés brandos stadijos verslo jmonés
labiau linkusios orientuoti savo darbo uzmokes¢io sistemas | pacios imonés
veiklos kriterijus, o ne j individualius.

o 5-0ji teoriné prielaida. Aukstesnés brandos stadijos verslo imonés yra
linkusios naudoti lankstesnes, o ne stabilias darbo uZmokes¢io sistemas.



2. DARBO UZMOKESCIO SISTEMOS CHARAKTERISTIKU RAISKOS
SKIRTINGUOSE ORGANIZACINES BRANDOS ETAPUOSE TYRIMO
METODOLOGIJOS

Pirmajame Sios dalies skyriuje (2.1 skyrius) pagrindziama metodologiné
prieiga. Pirmiausiai atskleidziama autoriaus naudojama interpretavimo
paradigma. Si paradigma grindziama dviem esminiais veiksniais. Pirmasis yra
ziniy nagrinéjama tema stoka (Roberts, 2014, Fletcher, 2017 ir kiti), o antrasis —
tinkamas tyrimy metodologijos ir metody parinkimas. Skyriuje atlikta mokslinés
literattros analize atskleide, kad tyrime tikslingiausia naudoti kokybinius tyrimy
metodus.

Antrajame metodologijos skyriuje (2.2 skyrius) pagrindziami empirinio
tyrimo tikslas, uzdaviniai ir struktiira. Pagrindinis empirinio tyrimo tikslas yra
ivertinti darbo uzmokesCio sistemy charakteristiky raiskg skirtinguose
organizacinés brandos etapuose. Siam tikslui pasiekti autorius iskélé tris esminius
uzdavinius:

1. Nustatyti organizacijy, dalyvavusiy empiriniame tyrime, organizacinés
brandos lygj.

2. Ivertinti tyrime dalyvavusiy organizacijy darbo uzmokesCio sistemy
charakteristikas.

3. Atskleisti darbo uzmokescio sistemy charakteristiky raiSka skirtingose
organizacinés brandos stadijose.

Uzdaviniams pasiekti buvo nustatyta empirinio tyrimo struktiira (1 pav.).

Nustatyti organizacijy, dalyvavusiy empiriniame tyrime, organizacinés
brandos lyg;.

|¢

Ivertinti tyrime dalyvavusiy organizacijy darbo uzmokescio sistemy
charakteristikas.

|¢

Atskleisti darbo uzmokescio sistemy charakteristiky raiska skirtingose
organizacinés brandos stadijose.

1 pav. Empirinio tyrimo strukttra

Pirmoji empirinio tyrimo dalis buvo skirta organizacijy organizacinei
brandai nustatyti, antroji — darbo uzmokesCio charakteristikoms atskleisti, o
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trec¢ioji — surinkty duomeny analizei. Viso proceso metu dalyvavo tos pacios
organizacijos, atrinktos pagal tikslinés atrankos kriterijus.

Treciasis skyrius (2.3 skyrius) pristato tyrimo metody ir jrankiy taikyma.
Ekspertinés apklausos anketa buvo sudaryta remiantis 3 teoriskai pagristais
esminiais organizacijos clementais (procesai, zmonés, technologijos), skaidant
juos ] 8 subelementus ir nustatant 59 indikatorius, kuriais galima pamatuoti
organizacijos organizacing branda. Pusiau struktiiruotas interviu sukurtas siekiant
atskleisti darbo uzmokescio sistemy charakteristikas. Tam buvo panaudoti 3 tipy
klausimai:

e Jvadiniai klausimai buvo suformuluoti siekiant identifikuoti darbo
uzmokescio sistemas, kurias naudoja organizacijos.

e Bendrieji klausimai skirti atskleisti kiekvienos darbo uzmokescio
charakteristikos raiska.

e Gilinantys klausimai taikyti norint gauti informacijos tais atvejais, kai
bendryjy klausimy nepakanka rezultatams jvertinti. Pabréztina, kad jie yra
suskirstyti pagal darbo uzmokescio sistemos charakteristikas.

Ketvirtajame skyriuje (2.4 skyrius) pateikiamas tyrimo duomeny rinkimo
proceso nustatymas ir imties atranka. Tyrimo atlikimo laikotarpis — nuo 2019 m.
spalio mén. iki 2020 m. kovo mén. Respondentai, dalyvave tyrime, buvo jmoniy
vadovai, zmogiskyjy istekliy padalinio vadovai, zmogiskyjy istekliy specialistai
arba uz $ig funkcijg atsakingi asmenys. PabréZziama, kad duomeny iSpildymas
buvo pasiektas turint bent po 4 imones, turincias kiekvieng brandos lygj (iSskyrus
aukscCiausig), minimg metodologijoje. IS viso buvo tirta 16 jmoniy. Skyriuje
pagrindziama tiksliné¢ imtis, kurios pagrindiniai kriterijai yra $ie: jmoné yra
privataus sektoriaus, vykdo gamybos, paslaugy arba prekybos ekonoming veikla
ir turi nustatyta darbo uzmokescio sistema.

Penktajame skyriuje (2.5 skyrius) pagrindziami duomeny analizés metodai.
Pirmiausiai pristatomi galimi organizacinés brandos vertinimo metodai, kuriy
buvo identifikuota keturi. Analizé atskleidé, kad tyrimui tinkamiausias biity
visapusiskas, struktiirinis subelementy organizacinés brandos vertinimo metodas.
Sis metodas pasizymi, jog kritinis vertinimas taikomas tiktai organizacijos
elementy lygmenyje, tuo tarpu subelementy ir indikatoriy lygmenys remiasi
santykinés vertés skai¢iavimu. Tuo tarpu darbo uZzmokesCio charakteristiky
rai§kos vertinimas grindziamas turinio analizés metodu. Cia duomenys i§ pusiau
struktiiruoto interviu jraSomi, transkribuojami ir tada analizuojami. Papildomai
duomeny analizei buvo panaudota Maxqda Analysis Pro taikomoji programa
(2018 mety versija). Siy analizés metody sintezé leido padidinti efektyvuma ir
pateikti tikslesnius rezultatus.

Paskutiniame metodologijos skyriuje (2.6 skyrius) atskleidziamas tyrimo
etikos principy taikymas. Pirmasis principas yra respondenty informavimas ir
savanoriSkumas dalyvauti tyrime. Antrasis principas yra konfidencialumas ir
privatumas. Treéiasis principas yra naudingumas ir abipusiSkumas. Skyriuje
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iSdéstyti principai sudaré salygas autoriaus ir respondenty abipusiam pasitikéjimui
ir naudingumui: autoriui kaupé Zinias respondentams praktiskai identifikuojant
tobulintinas sritis organizacijoje.

3. DARBO UZMOKESCIO SISTEMOS CHARAKTERISTIKU RAISKOS
SKIRTINGUOSE ORGANIZACINES BRANDOS ETAPUOSE
EMPIRINIO TYRIMO REZULTATAI

Pirmajame empirinio tyrimo skyriuje (3.1 skyrius) atskleidziami kokybinio
tyrimo rezultatai. Si dalis pristato nustatytus organizacijy, dalyvavusiy tyrime,
brandos lygius, apibrézia darbo uzmokescio sistemy charakteristikas ir atskleidzia
$iy charakteristiky raiska skirtinguose organizacinés brandos etapuose. Pirmajame
poskyryje (3.1.1 poskyris) pateikiamas organizacijy organizacinés brandos
vertinimas. I§ viso buvo jvertinta 16 organizacijy. Remiantis surinktais
duomenimis, buvo atskleistos trys praktinés tendencijos. Pirmoji teigia, kad
organizacijos, kuriy gyvavimo trukmé ilgesné, linkusios turéti aukstesnj
organizacinés brandos lygj. Antroji teigia, kad didesnés organizacijos (turincios
daugiau nei 250 darbuotojy) yra linkusios buti brandesnés palyginti su
mazesnémis. O tre¢ioji — kad auksto brandos lygio organizacijos linkusios turéti
ikurtus atskirus zmogiskyjy istekliy valdymo skyrius. Visos Sios minimos
tendencijos sudaro salygas organizacijoms sékmingai konkuruoti rinkoje.
Antrajame poskyryje (3.1.2 poskyris) pristatoma bendroji darbo uzmokes¢io
sistemos charakteristiky raiskos tyrimo rezultaty apzvalga. Pirmiausiai pristatomi
bendrieji duomenys, raktiniai zodziai, indikatoriai. I§ raktiniy zodziy dazniausiai
pasikartojantys buvo atitinkamai darbuotojas, darbo vieta ir darbo uzmokestis.
Tuo tarpu dazniausiai pasikartojantys indikatoriai atitinkamai buvo rezultatai,
tikslai ir organizacijos. Siame skyriuje didZiausias démesys skirtas kiekvienai i3
5 darbo uzmokescCio charakteristiky atskleisti. Skyriuje pristatytas kiekvienos
darbo uzmokesCio charakteristikos indikatoriy zemélapis ir atlikta analizé.
Indikatoriai papildomai sugrupuoti ir jvertintas jy pasireiskimo daznis. IS viso
buvo suskirstyta 41 indikatoriy grupé 5 darbo uzmokesCio charakteristikose.
Treciasis poskyris (3.1.3 poskyris) atskleidzia skirtingy organizaciniy brandy
organizacijose ir darbo uzmokes¢io sistemy charakteristiky raiskos tyrimo
rezultatus. Pirmiausiai 16 organizacijy suskirstomos | grupes po keturias pagal
organizacinés brandos lygius. Pabréztina, kad penkto organizacinés brandos lygio
nei viena organizacija, dalyvavusi tyrime, nebuvo pasiekusi. Kiekviena i§ keturiy
grupiy buvo vertinama atskirai, remiantis bendrais bruozais, charakteristikomis ir
tendencijomis. Atskleidziama, kad dauguma organizacijy siekia kietyjy darbo
uzmokescio sistemos tiksly. Taip pat buvo patvirtinta tendencija, kad individuali
darbuotojy veikla yra labiausiai akcentuojama siekiant organizacijos rezultaty
(darbo uzmokescio kontekste). ISsiskyré, kad pirmo organizacinés brandos lygio
organizacijose darbo uzmokescio formalizavimo lygis gerokai zemesnis palyginti
su aukstesnio lygio organizacijomis. Taip pat pazymima, kad tik ketvirto
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organizacinés brandos lygio organizacijos i$siskyré turinCios lankstesnes darbo
uzmokescio sistemas. Ketvirtajame poskyryje (3.1.4 poskyris) pateikiami esminiai
darbo uzmokes¢io sistemos charakteristiky raiskos skirtinguose organizacinés
brandos etapuose tyrimo rezultatai. Pabréziama, kad darbo uzmokescio sistemy
charakteristiky analizé yra pagrista kompleksiniu poziliriu ir yra orientuota j
organizaciniy brandos lygiy grupes, o ne atskiras organizacijas. Taip pat
kiekvienai darbo uzmokescio charakteristikai pateikiamas grafinis atvaizdavimas,
jtraukiant dviejy atvejy analizés modelius. Kietyjy ir minkstyjy darbo uzmokes¢io
sistemy charakteristika atskleidé, kad organizacijos yra labiau linkusios j kietasias
darbo uzmokesCio sistemas. ISskiriama organizacijos pasiekimy indikatoriy
grupés svarba, kurig patvirtina 31% visy Sios charakteristikos indikatoriy. Kietyjy
ir mink$tyjy darbo uzmokesCio sistemy tiksly raiska, priklausoma nuo
organizacinés brandos grupés, skyrési. Bendru vertinimu pateikiama, kad teoriné
prielaida, teigianti, kad aukstesnés brandos stadijos verslo jmonés orientuoja savo
darbo uzmokescio sistemas j kietuosius darbo uzmokescio sistemos tikslus, buvo
patvirtinta su apribojimais. Kita darbo uzmokescio charakteristika, apibrézianti
darbo uzmokescio sistemos orientacija j organizacijg ar darbuotoja, atskleidé, kad
vis delto darbuotojas yra pagrindiné vertybé (net 62% visy Sios charakteristikos
indikatoriy tai patvirtino). Duomeny analizé atskleidé, kad organizacijy ir
darbuotojy tiksly derinimo bruozas koreliuoja su organizacine branda. Daugiau
Sios savybés rodikliy nustatyta organizacijose, turin¢iose auks$tesne brandos
stadija. Taip pat buvo pastebéta, kad pirmojo organizacinés brandos lygio
organizacijose nebuvo nustatyta su derinimo ypatumais susijusiy rodikliy.
Apibendrinant galima teigti, kad aukstesnés brandos stadijos verslo jmonés labiau
orientuojasi j organizacijos tikslus nei j darbuotojus. Tai patvirtina antraja iSkelta
teoring prielaida. Formalizuotos/ pusiau formalizuotos arba neformalizuotos darbo
uzmokesCio sistemos charakteristikos analizés atskleidé, kad net 82% visy
charakteristikos indikatoriy patvirtina egzistuojancias formalizuotas darbo
uzmokescio sistemas. ISskirtinis bruozas, jog Zymus Siy indikatoriy padidéjimas
pastebimas vertinant antro ir aukStesnio brandos lygio organizacijas.
Apibendrinant buvo aiskiai patvirtinta iSkeltoji 3 teoriné priclaida, teigianti, kad
aukstesnés brandos stadijos verslo jmonés turi aiSkiai nustatytas ir formalizuotas
darbo uzmokeséio sistemas. Ketvirtoji, individualiais/ komandos/ organizacijos
veiklos rezultatais grista, darbo uzmokesCio sistemos charakteristika buvo
identifikuota aiSkiausiai. Jg i$ viso patvirtino net 483 interviu indikatoriai. Analizé
atskleide, kad labiausiai iSskiriamios buvo komandiniy rezultaty ir organizacijos
rezultaty indikatoriy grupés. Duomeny jvairové neleido patvirtinti 4 teorinés
prielaidos. Detalesné surinkty duomeny analizé atskleidé, kad aukstesnés
organizacinés brandos organizacijos labiau grindziamos j komandos rezultatus
orientuotus rodiklius. Tai sukiiré salygas pateikti alternatyviag teoring priclaida,
teigiancia, kad aukstesnés organizacinés brandos stadijos verslo jmonés labiau
orientuoja savo darbo uzmokescio sistemas j organizacijos ir komandos veiklos
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kriterijus, o ne j individualius. Paskutiné lankscCiy/ stabiliy darbo uzmokescio
sistemy charakteristika buvo maziausiai patvirtinta (107 indikatoriy). Labiausiai
pasireiskusi lankséiy sistemy indikatoriy grupé buvo pokyc¢iy indikatoriy grupé
(24% visy charakteristikos indikatoriy). Pazymétina, kad lankscios darbo
uzmokescio sistemos Zenkliai patvirtinamos tik 4 organizacinés brandos lygio
organizacijose. Zemesnés brandos organizacijos labiau linkusios turéti stabilias
darbo uzmokescio sistemas. Apibendrinant charakteristikos analizg¢, teigiama, kad
aukStesnés brandos stadijos verslo jmonés yra labiau linkusios naudoti
lankstesnes, o ne stabilias darbo uzmokesCio sistemas, kas patvirtina teorijoje
iSkelta prielaida. Taip pat Sios charakteristikos analizéje iSskiriama, kad svarbiausi
elementai, siekiant turéti lankséias darbo uzmokescio sistemas, yra resursai ir
sprendimy priémimas. Apibendrinant empirinio tyrimo rezultatus, atskleista
kietyjy darbo uzmokescCio tiksly, i darbuotojus orientuoty darbo uzmokescio
sistemos tiksly ir individualiy veiklos rezultaty charakteristiky svarba. Vis tik
proporcija skiriasi, atsizvelgiant j organizacinés brandos lygj. Taip pat paminétina,
kad darbo uzmokesCio sistemos charakteristiky raiSkos tyrimai atskleidé
bendrasias tendencijas, kad organizacijos siekia kietyjy darbo uzmokesCio ir |
darbuotojus orientuoty darbo uzmokescio sistemy tiksly. Kita vertus, atlyginimy
sistemos jforminimas ir lankstumas yra susijes su organizacinés brandos etapais.
Be to, individualios/ komandos/ organizacijos rezultatais pagristos darbo
uzmokescio sistemos raiSka suteiké papildomy naujy jzvalgy, kad aukstesniuose
organizacinés brandos etapuose organizacijos orientuojasi ne tik j organizacijos
veikla, bet ir stengiasi sutelkti démesj j komandos ir individualyjj lygius.
Poskyryje atskleista, kad aukstesnés organizacinés brandos organizacijos siekia
tam tikros pusiausvyros tarp individualiy, komandos ir organizacijos veiklos
rezultaty.

Antrajame empirinio tyrimo skyriuje (3.2 skyrius) pateikiama moksliné
diskusija. Apibendrinant pateikiama, kad 4 i§ 5 teoriniy prielaidy buvo
patvirtintos. Aukstesnés brandos stadijos verslo jmonés orientuoja savo darbo
uzmokescio sistemas j kietuosius darbo uzmokeséio sistemos tikslus. Jos labiau
orientuojasi j organizacija, o ne j darbuotojus. Aukstesnés brandos stadijos verslo
imonés turi nusistovéjusias ir formalizuotas atlyginimy sistemas ir linkusios
naudoti lankstesnes darbo uzmokescio sistemas, o ne stabilias. Tuo tarpu 4 teoriné
prielaida, teigianti, kad aukStesnés brandos stadijos verslo imonés orientuoja savo
darbo uzmokescio sistemas j jmonés veiklos kriterijus, o ne j individualius, nebuvo
patvirtinta. Remiantis iSanalizuotais duomenimis, buvo sukurtas empiriniais
duomenimis gristas darbo uzmokesc¢io sistemos charakteristiky raiskos modelis
skirtingose organizacinés brandos etapuose (1 pav.).
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1 pav. Empiriniais duomenimis gristas darbo uzmokesc¢io sistemos charakteristiky raiskos
modelis skirtingose organizacinés brandos etapuose

Skyriuje pabréziama, kad empiriniu tyrimu patvirtinta, kad organizacijy
darbo uzmokesCio sistema yra labai priklausoma nuo darbo uZzmokescio
charakteristiky. Be to, Sis empirinis tyrimas patvirtino, kad 4 i§ 5 darbo
uzmokescCio charakteristiky koreliuoja su organizacine branda ir priklauso nuo
atitinkamo brandos etapo.
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ISVADOS

Darbo uzmokesCio sistemy charakteristiky raiskos skirtinguose
organizacinés brandos etapuose teoriniy jzvalgy analizé ir sintezé, sukurta
empirinio tyrimo metodika, atliktas empirinis tyrimas ir apibendrinti rezultatai
sudaré salygas suformuoti $ias iSvadas:

1. Teorinis darbo uzmokescio sistemos pagrindimas pateiké duomeny, kad
darbo uzmokestis yra sudétingas, o ne vienalytis reiskinys. Autorius atskleidé
darbo uzmokesCio verslo organizacijoje koncepta, pateikdamas kompleksinj
pozitirj. Didziausias démesys disertacijoje skiriamas vadybiniams aspektams,
nesigilinant | teisinius ir finansinius. Apibendrinant mokslingje literatiroje ir
empiriniy tyrimy Saltiniuose pateiktus pozidirius i darbo uzmokesCio sistemos
savoka, pateiktas darbo uzmokescio apibrézimas, teigiantis, kad tai yra atlygis uz
darbg atitinkama darbo uZmokescio forma, jskaitant iSmokas, premijas,
pinigines paskatas ir paskatas, iSreikStas pinigine verte. Darbo uzmokescio
samprata suteiké pirmasias jzvalgas apie darbo uzmokescio sistemos konstrukto
kiirimg. Mokslinés literatiiros analizé atskleidé jvairius jo akcentus ir
perspektyvas. Disertacijoje darbo uZmokes€io sistema apibréZiama kaip
daugialypis atsiskaitymy su darbuotojais paketas, kurio tikslas — nustatyti
galutinj darbo uZmokestj ir jo mokéjimo salygas, kitas motyvacines
priemones atskiroms verslo organizacijy darbuotojy grupéms, skatinancias
siekti geriausio rezultato tiek individualiam darbuotojui, tiek visai
organizacijai. Apibendrinant teorinés dalies analize, buvo sukurtas naujas
sisteminis darbo uzmokescio konstruktas, apimantis darbo uzmokescio struktiira,
formas, kategorijas ir jy apibréztus elementus.

2. Isnagrinéjus darbo uzmokescio konstrukta pagrindziancius elementus bei
pozymius ir susisteminus jo raiSkos ypatybes, pirma karta buvo iSgrynintos darbo
uzmokescCio charakteristikos. Atskleidziant darbo uzmokescio charakteristikas,
buvo remtasi atskiromis dalimis, tokiomis kaip ypatybé, principai ir parametrai.
Sisteminé, moksliné analizé iSskyré 5 pagrindinius pozitirius, apibréziancius juos
kaip darbo uzmokescio charakteristikas: /) minkstieji/ kietieji darbo uzmokescio
sistemos tikslai; 2) darbo uzZmokescio sistemos orientacija j organizacijq/
darbuotojus, 3) formalizuota/ pusiau formalizuota arba nesuformalizuota darbo
uzmokescio sistema; 4) individualiais/ komandos/ organizacijos veiklos
rezultatais grista darbo uzmokescio sistema ir 5) lanksti/ stabili darbo uzmokescio
sistema.

3. Autoriaus atlikta gilesné mokslin¢ literatiiros analizé sudaré salygas
konceptualizuoti ~ Sias  charakteristikas. Kiekviena charakteristika buvo
atskleidziama atskirai, iSrySkinant pagrindinius jos bruozus. Minkstieji/ kietieji
darbo uzmokescCio sistemos tikslai atskleidé, kad minkstieji yra orientuoti i
kompetencija, jgiidzius ir paslaugas, o kietieji — j darby atlikimg ir indélj. Darbo
uzmokesCio sistemos tikslai parodé, kad daugiausia démesio skiriama
organizacijai ir darbuotojams. | organizacija orientuoti tikslai atskleidé darbuotojy
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jtraukimo | vidinius organizacijos procesus, darbo sgnaudy kontrolés ir
organizacijos strategijos jgyvendinimo svarba. Tuo tarpu j darbuotojus orientuoti
tikslai parodé, kaip svarbu motyvuoti darbuotojus ir atlyginti darbuotojams uz jy
darbo rezultatus. Atlikus empirinius tyrimus, buvo atskleistas papildomas jy abiejy
derinimo bruozas. Darbo uzmokescio sistemos formalizavimas susideda i§ gerai
formalizuoty ir pusiau ar neformalizuoty sistemy. Gerai formalizuotose darbo
uzmokescCio sistemose yra aiSkiai apibrézta darbo uzmokesCio struktiira, kuri
apima visas darbo vietas organizacijoje ir integruoja individualius atlyginimus j
darbo uzmokesc¢io struktiirg. Pusiau formalizuotos ar neformalizuotos darbo
uzmokesc¢io sistemos skiriasi nustatant tik individualy atlyginima, o pati darbo
uzmokescio sistema jforminama tik darbo sutartyse. Darbo uzmokescio sistemos,
pagristos asmens/ komandos/ organizacijos rezultatais, atskleidé asmenybés,
komandos ir organizacijos veiklos aspektus, kurie remiasi atitinkamais skatinimo
planais. LanksCios/ stabilios darbo uzmokesCio sistemos atskleidé sistemy
lankstumo ir stabilumo ypatybes. Cia démesys kreipiamas j laika, sprendimus ir
resursus, skirtus pokyciams jgyvendinti. Nereikia daug laiko lanks¢ioms
sistemoms pakeisti, jos lengvai kei¢iamos atsizvelgiant j poreikius, nereikalauja
papildomy istekliy ir turi pritaikyta greita sprendimy priémimo procesg. Kita
vertus, stabilioms darbo uzmokescio sistemoms pakeisti reikia daugiau laiko, taip
pat reikia papildomy istekliy, o sprendimy priémimo procesas yra ilgas. Mokslinés
literatdros analize leido jzvelgti pagrindinius kiekvieno pozymio elementus, kurie
véliau buvo pateikti kaip empiriniy tyrimy rodikliai.

4. Disertacijoje pagrindziama, kad organizaciné branda, pasireiskianti
jvairiais jos sudedamyjy elementy deriniais, lemianciais organizacijos brandos
lygius, gali paveikti darbo uzmokescio sistemas. Teoriné jvairiy brandos aspekty
analizé atskleidé istorinj mokslinj pagrinda, prasidedantj XX amziaus 8-ajame
desimtmetyje. Atskira brandos termino analizé organizacijos kontekste atskleidé
platy terminy aiskinimg. Sisteminé analizé atskleidé bendrumus, padedancius
plétoti organizacinés brandos terming. Disertacijoje organizaciné branda
pateikiama kaip kokybés lygis arba iSmatuota organizacijos biisena,
apibrézta per jos gebéjimus Zmoniy, procesy ir technologijy elementuose,
kuriais jgyvendinami strateginés organizacijos rezultatai (pasiekimai).
Autoriaus atlikta organizacinés brandos analizé suteiké nauja sisteminj poziirj,
kurio pagrindiniai elementai yra: 1) zmonés; 2) procesai ir 3) technologijos.
Remiantis Beer, Spector, Lawrence, Mills ir Walton (1984), Gruescu, Nanu ir
Pirvu (2008), Garvin (1998) ir kity i§vadomis, zmoniy ir procesy elementai buvo
suskirstyti  papildomus subelementus. Pirmajj elementa sudaro jsipareigojimas,
kompetencija, indélis ir sagnaudy efektyvumas. Antrasis susideda i§ darbo, elgesio
ir poky¢iy procesy. Siekiant nustatyti pagrindinius komponentus, iSanalizuoti
jvairis brandos modeliai ir jy raida. Remdamasis i§vadomis, autorius sukaré 4
skirtingus organizacinés brandos vertinimo metodus: 1) kritiniy aspekty; 2)
vidutinés indikatoriy vertés; 3) kritiniy indikatoriy vertinimo ir 4) visapusiy
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struktiiriniy subelementy organizacinés brandos vertinimo. Remdamasis analize,
autorius nustaté brandos lygius, kuriuos tyrime apibrézé kaip: pradinis (1 lygis),
valdomas (2 lygis), apibréztas (3 lygis), kokybiSkai valdomas (4 lygis) ir
optimizuotas (5 lygis). Galiausiai atlikta analizé nustaté, kad iSsamiausias ir
tyrimui tinkamiausias yra visapusis struktiiriniy subelementy organizacinés
brandos vertinimo metodas.

5. Remiantis darbo uzmokesCio sistemy teoriniais konceptais, darbo
uzmokescio sistemos charakteristiky ir organizacinés brandos bei tarpusavio rysiy
analize, buvo sukurtas teorinis darbo uzmokescio sistemos charakteristiky raiskos
modelis skirtinguose organizacinés brandos etapuose. Disertacijoje laikomasi
pozitrio, kad organizaciné branda neturi tiesioginés jtakos darbo uzmokescio
sistemai, bet daro jtaka per charakteristikas. Mokslingje literatliroje pateikiamos
kelios jzvalgos apie tai, kad specifinés darbo uzmokescio sistemos charakteristikos
atitinka organizacijos organizacinés brandos lygj. Sukurta teorinj pagrindo modelj
patvirtina suformuluotos penkios teorinés prielaidos: 1) aukStesnés brandos
stadijos verslo jmonés orientuoja savo darbo uzmokescio sistemas i kietuosius
darbo uzmokescio sistemos tikslus; 2) aukstesnés brandos stadijos verslo jmonés
labiau orientuojasi j organizacijos tikslus nei j darbuotojus; 3) aukstesnés brandos
stadijos verslo jmonés turi aiskiai nustatytas ir formalizuotas darbo uzmokes¢io
sistemas; 4) aukstesnés brandos stadijos verslo jmonés labiau linkusios orientuoti
savo darbo uzmokesCio sistemas ] pacios jmonés veiklos kriterijus, o ne i
individualius ir 5) aukstesnés brandos stadijos verslo jmonés yra labiau linkusios
naudoti lankstesnes, o ne stabilias darbo uzmokescio sistemas.

6. Disertacijos teorinis modelis buvo naudojamas kaip metodinis empirinio
tyrimo pagrindas. Atlikti tyrimai patikslino metodus, jrankius, klausimynus, imtj
ir kitus duomenis, reikalingus empiriniams tyrimams atlikti. Tyrimas buvo
pagristas kokybiniais tyrimo metody principais. Siekiant nustatyti organizacijy,
dalyvavusiy empiriniuose tyrimuose, organizacinés brandos lygj, buvo
naudojamas eksperty interviu metodas. Tuo tarpu tyrimuose dalyvavusiy
organizacijy darbo uzmokescio sistemos charakteristikoms tirti buvo naudojamas
pusiau struktiiruoto interviu metodas. Norint pasiekti tyrimo tikslg, buvo isskirta
tiksliné tyrimo imtis, apibrézianti, kad tiriamos tik privataus sektoriaus
organizacijos, turin¢ios darbo uzmokesCio sistemas ir vykdanéios gamybos,
paslaugy ar prekybos veiklg. Organizacinei brandai jvertinti buvo naudojamas
visapusis struktlirinis organizacijos brandos vertinimo metodas. Turinio analizés
metodas buvo naudojamas siekiant atskleisti darbo uzmokes€io sistemy
charakteristikas. Papildomai duomenims jvertinti buvo naudojama ,,Maxqda
Analysis Pro 2018 programiné jranga.
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7. Empirinio tyrimo rezultatai suk@iré pagrindg Sioms i§vadoms:

7.1. Empirinis tyrimas patvirtino visapusi struktiiriniy subelementy
organizacinés brandos vertinimo metoda. Jame vertinant organizacinés brandos
rodiklius eliminuotas kritinis aspektas. Jei Sis kritiSkumas biity pritaikytas, tik
nedaugelis organizacijy pasiekty aukstesnj nei pradinj organizacinés brandos lygi.

Tyrime naudojamas metodas buvo lyginamas su kitais galimais
organizacinés brandos vertinimo metodais, tac¢iau tik naudojant §j metoda buvo
gauti maziausiai iSkraipyti duomenys.

7.2. Nebuvo nustatyta né viena tyrime dalyvavusi organizacija, turinti
5 organizacinés brandos lygj (optimizuota). I$ viso buvo istirta 16 kiekvienos
organizacinés brandos lygio imoniy (iSskyrus 5 lygj). IS 16 imoniy 9 uzsiémé
paslaugomis, 4 — gamyba, 2 — prekyba, 1 — gamyba ir prekyba. 5 tirtos jmonés
neturéjo atskiro zmogisSkyjy istekliy valdymo skyriaus. 3 jmonése dirbo iki 50
darbuotojy, 6 — nuo 51 iki 250 darbuotojy imtinai ir 7 — vir§ 250 darbuotojy.

7.3. Buvo nustatyti ir empiriSkai patikrinti darbo uzmokescio sistemy
charakteristiky ypatumai, indikatoriy grupés ir indikatoriai. Analizuojant
16 tyrimo transkripcijy, skirtinga respondenty patirtis buvo apdorota ja
susisteminant, suskirstant jas | kategorijas ir atlieckant interpretacing analize.
Stenogramoms apdoroti buvo naudojama teorinés analizés metu nustatyta darbo
uzmokesCio sistemos charakteristikas apibiidinanciy pozymiy ir indikatoriy
sistema. ISrasy tekstuose i§ viso rasti 166 indikatoriai, jy visy pasikartojimas
nuorasuose sické 1289 kartus. Tyrimo rezultatai leido nustatyti, kaip darbo
uzmokescio sistemos charakteristikos naudojamos realiose jmoniy darbo
uzmokescio sistemose. Autorius struktiiriSkai apibtidino visus Siuos komponentus.
IS viso buvo nustatytos 5 pagrindinés darbo uzmokesCio charakteristikos, 12
pozymiy ir 41 indikatoriy grupé. Pirmoji minkstyjy ir kietyjy darbo uzmokescio
sistemos tiksly charakteristika atskleidé minkstus, j tikslus orientuotus rodiklius,
pagristus subjektu, asmeniniais tikslais ir verte, tuo tarpu kietieji — paremti
finansiniais, nefinansiniais ir pasiekimy rodikliais. Darbo uzmokesc¢io sistemos
orientacija j organizacija/ darbuotojus atskleideé 3 ypatybes. Pirmoji yra orientacija
i organizacija, antroji — j darbuotoja, o tregioji — pirmyjy dviejy derinys. Cia
démesys organizacijai buvo atskleistas per tokiy indikatoriy grupes, kaip
orientacija ] organizacija, tikslg ir vert¢. Antrosios indikatoriy grupe sudaré
orientacija | darbuotoja, darbuotojy tikslus, plétra ir vertés valdyma. Tuo tarpu
paskuting savybe sudaro orientacijos ir derinimo indikatoriai. Formalizuoty/
pusiau formalizuoty arba neformalizuoty darbo uzmokesc€io sistemy ypatumus
apibidina du pozymiai: gerai jformintos ir pusiau arba visiskai neformalizuotos.
Pirmasis pozymis apima darbo vietos, detalizavimo, pricinamumo ir
dokumentavimo rodikliy grupes. Kitas pozymis apima atitinkamai individualyji
lygj, sutartinio nustatymo ir dokumentavimo rodiklius. Individualaus/ komandos/
organizacijos veiklos rezultatais pagristos darbo uzmokescio sistemos atskleidé
pozymius, pagrjstus asmens, komandos ar organizacijos skatinimo planais. Cia
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rodikliai dazniausiai apibréziami pagal rezultatus ir atlygj pagal atitinkama lygj.
Lankscios/ stabilios darbo uzmokesCio sistemos charakteristika atskleidé
lankstumo ar stabilumo bruozus. Pirmoji grupé apémé lankstuma pokyciams,
tyrimus ir lankstaus sprendimy priémimo indikatoriy grupes. Stabilios — stabiluma
poky¢iams, papildomy iStekliy poreikj ir stabilaus sprendimy priémimo
indikatoriy grupes.

7.4. Teorinés prielaidos buvo patvirtintos arba paneigtos:

7.4.1. Teoriné prielaida, kad aukstesnio brandos lygio verslo jmonés labiau
orientuojasi j organizacijas, o ne | darbuotojus, buvo patvirtinta. Be to, empiriniai
tyrimai, susij¢ su darbo uzmokes¢io sistemos orientacija ] organizacija/
darbuotojus, atskleidé nauja tiksly derinimo ypatybe. Tai sudaré galimybe iskelti
nauja teoring prielaida, kad aukstesnés organizacinés brandos organizacijos labiau
linkusios savo darbo uzmokescio sistemas sutelkti j organizacijos tikslus ir (arba)
suderinti organizacijos su darbuotojy tikslais.

7.4.2. Teorin¢ prielaida, kad aukStesnés brandos stadijos verslo jmonés turi
aiSkiai nustatytas ir formalizuotas darbo uzmokescio sistemas, buvo patvirtinta.
Tikétina, kad darbo uzmokesCio sistemy formalizavimas yra susijes su
organizacijos steigimo procesu, kuris apima pajégumy klausima. Cia Zemiausios
organizacinés brandos organizacijos skyré maziausiai démesio darbo uzmokescio
sistemoms ir jy formalizavimui.

7.4.3. Teoriné prielaida, kad aukstesnés brandos stadijos verslo jmonés yra
linkusios naudoti lankstesnes, o ne stabilias darbo uzmokes¢io sistemas, buvo
patvirtinta. Lankscios/ stabilios darbo uzmokescio sistemos charakteristika yra
pagrista pagrindinémis savybémis, tokiomis kaip papildomy istekliy poreikis ir
sprendimy priémimas. Cia brandesnés organizacijos jau turi sukurtus planus
spresti Sias, su lankstumu susijusias, problemas. Be to, kartu su sprendimais dél
pokyCiy pastebimas reikSmingas iSskirtinumas organizacijose, turinciose
auksciausia (4) organizacinés brandos lygj, kur papildomy istekliy ar stabilumo
pokyCiams savybés net nenustatytos.

7.4.4. Teorin¢ prielaida, kad auksStesnés brandos stadijos verslo imonés
orientuoja savo darbo uzmokesCio sistemas ] kietuosius darbo uzmokescio
sistemos tikslus, buvo patvirtinta su apribojimais. Duomeny nuokrypis buvo
gautas 1 lygio organizacinés brandos organizacijose. Duomeny analizé leido
sukurti nauja papildoma teoring prielaida, teigian¢ia, kad auksStesnés organizacinés
brandos organizacijos yra labiau orientuotos | pasickimais pagristus darbo
uzmokeséio sistemos tiksly indikatorius. Si prielaida buvo labiau pagrista
indikatoriais nei budingomis savybémis.

7.4.5. Teoriné prielaida, kad auksStesnés brandos stadijos verslo jmonés
labiau linkusios orientuoti savo darbo uzmokeséio sistemas i pacios imonés
veiklos kriterijus, o ne | individualius, nebuvo patvirtinta. Empiriniai tyrimai
sudaré salygas keisti §ig teoring prielaida, jgyvendinant komandinj skatinimo
plany klausima. Nauja teoriné prielaida turéty teigti, kad aukstesnés organizacinés
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brandos stadijos verslo jmonés savo darbo uzmokesCio sistemas orientuoja ]
organizacijos ir komandinius veiklos kriterijus, o ne i individualius.
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SUMMARY

Relevance of the topic. The pace of changes in the current era, the increase
ofrivalries in Lithuanian and global markets, and the scale of labor force migration
present new challenges to the management of the human resource as a resource of
the organization. A successful organization needs to effectively manage the four
key resources: information, finance, raw materials and human energy.
Organizations are developing their processes to be more efficient and competent
towards the market. They are using all the tools to assess their competitiveness in
order to succeed. If we take into consideration the last decade, we could identify
the growing interest in organizational maturity. These parameters help in a number
of ways to adjust and improve processes, to clarify the situation in the
organization, to predict possible challenges, etc. Furthermore, organizations also
identify their strengths and weaknesses so that to develop strategies at their current
level of organizational maturity. Most of the time, organizational maturity is
linked with management.

Since the beginning of the 21 century, a new business model in which the
market economy takes social, economic and environmental factors into account,
requires organizations to become economically viable, environmentally friendly
and socially responsible. These requirements must be implemented at all stages of
the organizational maturity. They are implemented through the efficient
management of all resources at all stages of the organization by creating effective
organizational management systems, including remuneration. The changes in the
maturity of an organization lead to remuneration systems and their characteristics
being no longer static compared to their previous state. The requirements of the
reflection between the value of labor and labor dictate that the reflection must be
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flexible, formalized, oriented to effective performance criteria, not only
responding to the need to reward for work, but also focusing on the future
perspective of the organization, etc. A resource-based approach can help define
the remuneration system’s interfaces with the organization’s results. The first
criterion is the creation of value. The main way in value creation in organizations
is based on cost cutting, searching for new ways of production and delivery. Here,
the value created by remuneration systems has a positive effect on the satisfaction
and commitment of employees and their trust in the organization. The second
criterion is rarity, which indicates that resources become competitive only when
they are rare. Although the creation of a remuneration system requires time, they
can create competitive advantage. The third criterion, which relates to value
creation, is that it should be difficult to copy. Organizations achieve short and long
term profits more often and more effectively when their resources are hard to copy.
Also, remuneration systems in this case can be assessed as a source for their
complexity and the fact that they cannot be easily copied. The fourth criterion is
irrevocability. Due to the uniqueness of each remuneration system, it contributes
to the organization’s activities. The definition of the four criteria as a resource in
terms of the remuneration system becomes a strength that enables the linking of
micro-organizational processes to the continuity of successful business.
Organizational remuneration systems need to adapt to organizational
change and evolution, so there is a need to clearly define specific limits or levels
that will allow change to be measured in terms of the relevant indicators (or
factors). This can be done through the idea of maturity models, with the aim of
assessing the specific situation of the organization’s remuneration system, making
it possible to provide guidelines for improvement. The relevance of organizational
maturity in the topic comes from the development of an organization where,
firstly, the focus is directed towards the organization life cycle (Carraher, 2003;
Quinn, Cameron, 1983, etc.) and the evolution of the remuneration system in it.
Maier, Moultrie and Clarkson (2011) and other researchers emphasize the direct
link between organizational capabilities and maturity. The maturity aspect is
commonly found in connection to the perspectives of the organization success,
search of excellence of the organization or strategic management. Mahmood and
Becker (1985) as well as other scholars highlighted the importance of
organizational maturity to the success of organizations. Mahir and Rajaa (2017)
disclosed the linkage between organizational maturity and the strategic
management which, in general terms, provides strategic directions to
organizations. Similarly to the above listed authors, Cerezo-Narvaez, Pastor,
Otero-Mateo and Portela (2017) addressed the impulse of maturity searching of
excellence in the management and business strategy. Even such case studies as
Herrera-Reyes, Almela and De Los Rios (2017) yield such insights that “a higher
level of organizational maturity [is], where the project and its direction should
contribute to achieving the strategic objectives of the Organizations.” In this
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context, the natural question for management arises how the level of
organizational maturity helps organizations to purposefully orient the
development of their remuneration systems by providing new, productive forms
and tools for the management of remuneration systems.

The scientific problem and the level of its research. An overview of
scientific literature and empirical research discloses that the research of both
foreign and Lithuanian authors is concerned with the development of the relevant
issues of remuneration and remuneration systems. From the perspective of
research, remuneration and remuneration systems have long been the subject of
interdisciplinary research and have been analyzed from the positions of
economics, law, management, and psychology. Remuneration as an economic
category is treated extensively, but, in general, the research area mostly focused
on the value of labor in monetary terms, the labor cost which ensures the
restoration of labor force (Lesch, Bennett, 2010; Amstrong, 2009). In the legal
terms, remuneration is understood as a reward for work agreed upon in an
employment contract. The preconditions for legal regulation of fair remuneration
for work have been examined (Swigtkowski, 2007; Lampe, Rossman, 2005;
Baker, Benjamin and Stanger, 1999). Remuneration in the area of management
and psychology is analyzed as one of the main factors motivating a person’s
personal activities (Tepp, Poomann, 2006). As far as remuneration differentiation
is concerned, researchers focus on determining the factors which make impact on
it (Chen, 2017; Simon, Kaestner, 2004; Allen, Killman, 2001). Hereby, no
comprehensive managerial approach towards the remuneration system
characteristics has been identified.

The scientific issues of remuneration systems in the researches of foreign
authors are mainly analyzed in relation to the elements that make up their structure.
Authors like Bereman (2005), Armstrong (2009), Armstrong and Murlis (2007),
Milkovich, Newman and Gerhart (2014), Henderson (2006), Martocchio (2013),
Macernyté-Panomarioviené (2003), Dubinas (1996), Vanagas (2009) and others
have widely analyzed the structural approach towards remuneration systems. From
another point of view, remuneration has been analyzed as remuneration forms
(Milkovich et al.; 2014, Lipinskiené, 2012; Vanagas, 2009; Armstrong, 2009,
2012; Armstrong, Brown and Reilly, 2010; Crawley, Swailes and Walsh, 2013;
Dubinas, 1996; Leopold, Harris, 2009; Wilton, 2011; Collings, Wood, 2009;
Holbeche, 2009; Martinez-Lucio, 2014; Gerhart, Minkoff and Olsen, 1994; Suff,
Reilly and Cox, 2007 and others). Also, other spectral analyses have been
conducted by using pay grading (Armstrong, 2009, 2012; Armstrong and Murlis,
2007; Armstrong and Cummins, 201 1; Martocchio, 2013; Lussier, Hendon, 2013;
Dessler, 2016; Beardwell, Claydon, 2010; Henderson, 2006; Stone, 2010; Gomez-
Mejia, Balkin and Cardy, 2010; Torrington, Hall, Taylor and Atkinson, 2011;
Price, 2007; Ivancevich, 2010; Byars, Rue, 2008; Mathis, Jackson, 2011; Noe,
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Hollenbeck, Gerhart and Wright, 2007; DeCenzo, Robbins and Verhulst, 2010;
Wilton, 2011; Pynes, 2009 and others).

Still there is lack of knowledge regarding the complex approach on the
characteristics which identify remuneration systems. Some possible approaches
are found in Armstrong (2009); Armstrong and Murlis (2011); Wang, Thornhill,
Zhao (2016); Milkovich et al. (2014); Martocchio (2013); Biswas (2013);
Beersma et al. (2003); Costa, Passos and Bakker (2014) and a number of other
works. Nevertheless, the lack of a complex and comprehensive approach towards
the characteristics of the remuneration system is still apparent. The authors listed
above only provide insights into separate elements being call features,
characteristics, indicators, etc. This knowledge gap contributes to the development
of the topic of the thesis.

Meanwhile, organizational maturity has been widely covered in researches.
Some ideas identify a linkage between the organizational maturity and
remuneration systems. Rosemann and Brocke (2014), Gibson and Nolan (1974),
Mintzberg (1984), Jones (2010), Starbuck (2005), Mettler (2011) and others have
disclosed that organizational maturity as an organizational determinant may have
an effect on the remuneration system. Also, Tiiretken and Demirdrs (2004)
demonstrated that organizational maturity is implemented through the efficient
management of all the resources at all the stages of the organization by creating
effective organizational management systems, including remuneration. Baeten
and Verwaeren (2012) emphasized that changes in the maturity of an organization
lead to remuneration systems and their characteristics being no longer static
compare to the previous trend. The requirements of the reflection of the value of
labor and labor dictate that it must be flexible, formalized, oriented to effective
performance criteria, not only responding to the need for a reward for work, but
also to focus on the future perspective of the organization. Based on Mahir and
Rajaa (2017), the maturity aspect is commonly found in connection to the
perspectives of organization success, search of excellence of an organization, or
strategic management.

However, the focus towards research objects and elements largely differ.
For example, businesses use the P3M3 maturity model which could help to deliver
companies’ projects, programs and portfolios as a whole system. Paulk, Curtis,
Chrissis and Weber (1993) present the Capability Maturity Model (CMM) which
is widely used for software. Also, other authors present the Testing Maturity
Model (TMM) which also covers the software content. One of the most important
aspects of maturity is the business process management (BPM). Roglinger,
Poppelbuss, Becker (2012) executed an extensive research of BPM maturity
models and attempted to systemize them. These different focuses show the width
ofthe conducted researches and the importance of organizational maturity, but still
there is lack of knowledge on complex organizational maturity and how it interacts
with remuneration systems.
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What concerns the coverage of the topic of this dissertation in Lithuania,
only two recently analyzed remuneration problem areas can be mentioned:
Granickas (2013) examined some aspects of the system of fair payment for the
principle of work with the related legal principles, whereas Ziogelyte (2013)
analyzed a systemic evaluation model of the factors of external and internal
environment, i.e., these factors which influence the remuneration of labor.
However, it should be noted that so far not only in Lithuania but also in the world
there is a lack of complex and the presently discussed researches focused on the
expression of the characteristics of remuneration systems in the context of
organizational maturity. There is lack of research dealing with this problem while
integrating changes in the organization’s maturity processes. The problem
analyzed in this dissertation is related to the characteristics of remuneration
systems in the organization, while emphasizing not only the influence of external
factors, but also taking in the factors of the internal environment, which is matched
with the maturity of the organization. The aim at the conceptual level is to answer
questions about these characteristics of remuneration systems which can be
considered to be essential, which characteristics of organizational maturity
determine remuneration systems in the organization and what is the relationship
between them. At the practical level, the aim is to empirically substantiate the
model of the remuneration system’s characteristics while responding to the
following questions: what kind of influence does organizational maturity have on
remuneration systems during strategic changes, and how will individual and
organizational value creation be reflected in such remuneration systems? From a
practical point of view, this is particularly relevant because remuneration systems
in the organization — provided that they are NOT well-designed and applied — can
lose the maximum added value of the employees and at the same time fail to
achieve the anticipated level of maturity of the organization.

The problem researched in the dissertation is limited to the organization’s
maturity analysis by evaluating only the individual elements of the organization
as proposed by Mettler (2011). The main problem in creating remuneration
systems is that, at different levels of an organization’s maturity, a single universal
remuneration system model cannot be applied. Therefore, the scientific problem
formulated in the dissertation is: how are the characteristics of the remuneration
system expressed at different stages of organizational maturity?

The subject of the research: characteristics of remuneration systems.

The aim of the research: to determine the characteristics of remuneration
systems at different stages of organizational maturity.

Research objectives:

1. To define the conceptual structure of the remuneration system justifying
the essential characteristics of the remuneration system.

2. To identify the characteristics of organizational maturity which influence
the characteristics of the remuneration system.
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3. To identify the expression of the characteristics of the remuneration
system at different stages of organizational maturity by developing a theoretical
framework of interfaces of the characteristics of the organizational maturity and
the remuneration system.

4. To empirically assess the expression of the characteristics of the
remuneration system at different stages of organizational maturity.

Logical sequence of work. The thesis consists of three sections.

In the first part, theoretical aspects of the remuneration system, its
characteristics and organizational maturity were determined. Here, the construct
of remuneration was developed. Theoretical analysis disclosed the characteristics
of the remuneration system forming up the theoretical framework of the
remuneration system which discloses interfaces between the construct of
remuneration and the characteristics of remuneration. Furthermore, implications
of organizational maturity towards the remuneration system were revealed. Key
theoretical assumptions were raised, and the theoretical framework of the
expression of the characteristics of the remuneration system at different stages of
organizational maturity was developed.

The second part comprises the determination of the research methodology
of the expression of the characteristics of the remuneration system at different
stages of organizational maturity. The choice of the research paradigm was
clarified, and the path of the methods of qualitative research was formed up. In
this part, empirical research was grounded while employing data analysis methods.

The third part focused on empirical research comprising qualitative
research where the main results of empirical research were defined thus yielding
the expression of the characteristics of the remuneration system at different stages
of organizational maturity. Hereby, a model of empirical research based on data
of the expression of the characteristics of the remuneration system at different
stages of organizational maturity was developed. Four theoretical assumptions
were approved, whereas one failed to be confirmed. The full results provided
material to proceed to the findings and also create basis for further investigation.

Research methodology. This research was grounded on the interpretivism
paradigm as developed by Pham (2018), and Avenier and Thomas (2015). Authors
of'the prior research disclosed shortage of knowledge in the field of organizational
maturity and the characteristics of remuneration systems pertaining to the sector
of management. Based on the insights of Zydziiinaité and Sabaliauskas (2017),
survey and a semi-structured interview were used. These authors clarified the
importance of the methods of qualitative analysis and insisted on proper
implementation. The main focus was designated to develop analysis of the content
for a semi-structured interview. Previous researchers provided possibilities how to
prepare a quality report of content analysis. On top of that, approaches to the
analysis of the qualitative content as described in Hsieh and Shannon (2005)
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research were evaluated, whereas the focus on the trustworthiness of the analysis
of the qualitative content was presented in Elo, Kééridinen, Kanste, Polkki,
Utriainen and Kyngés (2014) work; Mayring (2014) researched qualitative content
analysis while focusing on the basic procedures of the theoretical foundation and
the relevant software solutions. A set of researches clarified the methods, tools,
questionnaires, sampling as well as any other data required to implement the main
qualitative research. Subsequently, the qualitative research was performed where
the gathered data was analyzed, and the findings of the empirical research were
formed up. For the measurement of organizational maturity, 4 possible methods
of data analysis were tested, and, based on the findings, the method of structural
comprehensive sub-element organization maturity assessment was chosen.

The research sampling evolved in the course of the research process. The
findings of the research disclosed some limitations that only private sector
organizations with established remuneration systems should be considered for
further research. Therefore, purposive sampling was adopted. For qualitative
research, organizations at different stages of organizational maturity were chosen
based on the findings of the theoretical research.

Limitations of the dissertation research:

1. Based on the theoretical research, the practical research was conducted
only in organizations involved in three kinds of economic activities: service,
manufacturing, and trade. Therefore, it is not possible to draw general conclusions
about all Lithuanian companies.

2. The research was conducted only in Lithuania; therefore, the results of
the research cannot be assessed in the international context.

3. No organizational maturity Stage 5 companies were found, thus, the
findings of the empirical research cannot fully reveal the expression of the
characteristics of the remuneration system for all the levels of organizational
maturity.

4. The findings of the research were based on 16 organizations with 4
organizations in the groups of each level of organizational maturity, respectively.

Scientific novelty and theoretical significance:

1. For the first time, the construct of the remuneration system covering a
comprehensive approach including remuneration elements and their segmentation
was grounded by disclosing its conceptualizing characteristics.

2. The characteristics of the conceptualizing remuneration system were
explored as the complex approach was taken into consideration including
individual features by downgrading per each indicator by the grounding interfaces
between the remuneration systems and their characteristics. The relationship
between the characteristics and the elements contributes to extending the
knowledge on some aspects of remuneration.

3.1In the thesis, the term ‘organizational maturity’ was determined, and
organizational maturity elements, sub-elements and maturity levels were
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grounded. This substantiated to structuring organizational maturity and
contributed to the development of the assessment methods of organizational
maturity.

4. A theoretical framework of the expression of the characteristics of the
remuneration system was formed by disclosing the interfaces between the
characteristics of organizational maturity and the remuneration system. It allows
predicting the effect of organizational maturity on the remuneration system at
different stages of organizational maturity.

5. A new and original methodology on the assessment of the characteristics
of organizational maturity and the remuneration system was developed. This
methodology enables comprehensive and complex assessment of the expression
of the characteristics of the remuneration system at different stages of
organizational maturity.

Practical significance of the thesis:

1. Theoretical insights grounded the importance of organizational maturity
to the organization. In the context of this thesis, the methods of assessment of
organizational maturity provide a wide spectrum of indicators which might
identify the points to improve for the organization so that it becomes more
competitive in the market.

2. Human resource management experts of organizations might use our
empirical research data-based model of the expression of the characteristics of the
remuneration system at different stages of organizational maturity in order to
maintain and support the strategic development of organizations.

3. The construct of the remuneration system with its characteristics provides
theoretical guidelines towards the remuneration practice in organizations.
Moreover, it maintains the multi-dimensional approach on the remuneration
systems including managerial aspects. This comprehensive point of view might be
helpful for the sake of planning resources and creating additional value in the
organization.

The volume and structure of the thesis. This thesis consists of an
introduction, 3 main parts, findings, a list of references, and 25 annexes. The
dissertation comprises 192 pages. In total, there are 34 figures, 39 tables, 262
references and 25 annexes in this thesis.

FINDINGS

Analysis and synthesis of theoretical insights on expression of the
remuneration system characteristics in different stage of organizational maturity,
developed empirical research methodology, executed empirical research and
summarized results created condition forming the following findings:

1. The theoretical reasoning about remuneration systems provided data that
remuneration is a complex phenomenon not denoted by homogenous perception.
The concept of remuneration in business organizations was disclosed in our thesis
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by providing a complex approach with the managerial focus on the thesis without
delving into the legal and financial aspects of remuneration. Summarizing the
approaches to the concepts of remuneration systems presented in the sources of
scientific literature and empirical research, remuneration is defined as a reward
for employment in the form of pay, salary, or wage, including benefits,
bonuses, cash incentives, and monetary value of the incentives. The concept
of remuneration provided the initial insights towards the creation of the construct
of the remuneration system. Scientific literature analysis disclosed various focuses
and perspectives on this topic. In this dissertation, the remuneration system is
defined as a multifaceted package of settlements with employees, the purpose
of which is to determine the final pay and its payment conditions, other
motivational measures for individual groups of employees in business
organizations, while promoting the pursuit of the best result for both the
individual employee and the organization as a whole. Summarizing the analysis
of our theoretical part, the construct of a new systemized remuneration system was
developed, integrated with the remuneration structure, forms, categories, and their
defined elements.

2. After examining the elements and peculiarities substantiating the
construct of the remuneration system and systematizing the features of its
expression, the characteristics of remuneration were refined for the first time. In
developing the characteristics of the remuneration system, they were disclosed on
the basis of the disclosure of individual parts, such as the feature, principles and
parameters of remuneration. Systematic scientific analysis identified 5 key
approaches defining them as remuneration characteristics: 1) soft/ hard
remuneration system goals, 2) the focus of the remuneration system on
organization/employees, 3) well/poorly or entirely not formalized remuneration
system, 4) individual/team/organization performance based remuneration system,
and 5) flexible/stable remuneration system.

3. We conducted more in-depth scientific analysis thus creating conditions
to conceptualize these characteristics. Each characteristic was developed
individually by clarifying its key features. The soft/hard remuneration system
goals revealed that the soft features are oriented to competence, skills, or service.
Meanwhile, the hard system is oriented to performance and contribution. The
purposes of the remuneration system revealed the focus on the organization and
the employee. The organization-oriented goals revealed the importance of
involving employees in the organization’s internal processes, controlling labor
costs and implementing the organization’s strategy. Meanwhile, the employee-
oriented goals showed the importance of motivating employees and rewarding
employees according to their job performance. After completing empirical
research, an additional feature of the alignment of both of these aspects was
implemented. The formalization of the remuneration system consists of well
formalized and semi- or non-formalized approaches. Well-formalized
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remuneration systems feature a clearly defined pay structure involving all the jobs
in the organization and integrated individual pays in the pay structure. Semi- or
non-formalized remuneration systems are distinguished by establishing only the
individual pay, whereas the remuneration system by itself is formalized only in
employment  contracts. =~ Remuneration  systems  based on  the
individual/team/organizational performance revealed 3 aspects of individual,
team, and organizational performance, which are often supported by the
appropriate plans of incentives. The flexible/stable remuneration system revealed
features of flexibility and stability in the systems. The focus here is on time,
decision, and resources for change. Flexible systems require only a short period of
time for change, are easily adjustable according to needs, do not require extra
resources, and allow establishing the short decision making process when
introducing changes. On the other hand, stable remuneration systems require more
time to change, as well as additional resources, and involve lengthy decision-
making processes when introducing changes. Analysis of scientific literature
provided insight into the key elements in each feature which were later developed
as indicators for our empirical research.

4.In this dissertation, we demonstrate that organizational maturity,
manifested by various combinations of its constituent elements which determine
the levels of organizational maturity, can affect remuneration systems. Theoretical
analysis of various aspects of maturity has a strong historical scientific basis dating
back to the 1980s. Separate analysis of the term of maturity in the organizational
context revealed a wide interpretation of terms. Systemized analysis revealed
commonalities in the field of helping to develop the term of organizational
maturity. In this thesis, organizational maturity is treated as the quality level
or a measured state of an organization defined by its capabilities in terms of
people, process and technology elements implementing the strategic outcomes
(achievements) of the organization. We conducted analysis of organizational
maturity and provided a new systemized approach where the key elements of 1)
people, 2) process and 3) technology in organizational maturity were developed.
Based on the findings of Beer, Spector, Lawrence, Mills and Walton (1984),
Gruescu, Nanu and Pirvu (2008), Garvin (1998) and other researchers, the
elements of people and processes were divided into additional sub-elements. The
first element is comprised of commitment, competence, contribution, and cost
effectiveness. The second element consists of work, behavioral and change
processes. In order to identify the key components, different maturity models and
their developments were analyzed. Based on our findings, we developed four
different organizational maturity assessment methods which were called the fully
critical aspects, average indicators value, critical indicators evaluation, and
structural comprehensive sub-eclements organizational maturity assessment
methods. We outlined a set of maturity levels which, after conducting research,
were defined as initial (level 1), managed (level 2), defined (level 3), qualitatively
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managed (level 4) and optimizing (level 5). Finally, our analysis determined that
the most comprehensive approach of the assessment of organizational maturity is
based on the structural comprehensive sub-elements organizational maturity
assessment methods.

5. Based on the analysis of the theoretical concepts of the remuneration
system, characteristics of the remuneration system and organizational maturity and
their interrelationships, a theoretical system model of the expression of the
characteristics of the remuneration system at different stages of organizational
maturity was developed. This dissertation takes the point of view that
organizational maturity does not have direct impact on the remuneration system,
but proceed through its characteristics. Scientific literature provides some insights
into specific characteristics of the remuneration system correspond to the level of
organizational maturity of the organization. The developed theoretical framework
model is supported by the formulated five theoretical assumptions: 1) higher
maturity stage business companies orient their remuneration systems towards hard
remuneration goals, 2) higher maturity stage business companies focus on
organization purposes rather than on employees, 3) higher maturity stage business
companies feature well established and formalized remuneration systems, 4)
higher maturity stage business companies orient their remuneration systems
towards company performance based criteria rather than individual based
performance, and 5) higher maturity stage business companies are willing to use
more flexible remuneration systems rather than stable ones.

6. The theoretical model was used in the work as methodological basis for
our empirical research. A set of researches clarified methods, tools, questionnaires,
sampling and other data sets required to conduct the empirical research. The
research was based on the qualitative principles of research methods. The expert
interview method was used in order to determine the organizational maturity level
of the organizations participating in empirical research. Meanwhile, the semi-
structured interview method was used to investigate the characteristics of the
remuneration system of the organizations participating in our research. In order to
achieve the purpose of the research, purposive sampling was selected, thus
defining that only private sector organizations with established remuneration
systems and carrying out manufacturing, services or trade activities should be
investigated. The structural comprehensive sub-element organizational maturity
assessment method was used to assess organizational maturity. The method of
content analysis was used to reveal the characteristics of remuneration systems.
Additionally, for the assessment of data, software MAXQDA Analysis Pro 2018
was used.

7. The results of our empirical research formed up these findings:

7.1. Empirical research has confirmed the structural comprehensive sub-
element organizational maturity assessment method. It eliminates the critical
aspect of assessing organizational maturity indicators. In case this criticality were
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applied, only a few organizations would reach a higher-than-initial level of
organizational maturity. The method used in the research was compared with other
possible methods for assessing organizational maturity, but only the use of this
method yielded the least distorted data.

7.2. No organization of level 5 of organizational maturity (optimized) was
identified in the research. A total of 16 companies, 4 per each organizational
maturity level (excluding level 5) were examined. Out of the 16 companies, 9 were
engaged in services, 4 in manufacturing, 2 in trade, and 1 in manufacturing and
trade. Five investigated companies did not have a separate element of human
resource management. Three companies employed up to 50, 6 companies from 51
to 250 inclusive, and 7 companies had over 250 employees.

7.3. The characteristics, features, indicators and groups of indicators of
remuneration systems were identified and empirically tested. When analyzing the
16 transcripts of the study, different experiences of the respondents were processed
by systemizing, categorizing them, and performing interpretive analysis. The
system of the features and indicators describing the characteristics of the
remuneration system, as identified in our theoretical analysis, was used to process
the transcripts. A total of 166 indicators were found in the texts of the transcripts,
the total recurrence of all of them in the transcripts is 1289 cases. The results of
the research allowed determining how the characteristics of the remuneration
system are implemented in the real remuneration systems of companies. We have
structurally described all of these components. In total, there were 5 key
remuneration characteristics, 12 features, and 41 indicator groups which we could
determine. The first characteristic of the soft and hard remuneration system goals
revealed soft, goal-oriented indicators based on the subject, personal goals and
value, and the hard feature based on financial, non-financial and achievement
indicators, remuneration systems goals. The focus of the remuneration system on
the organization/employees revealed three features. The first is the organization
focused, the second is the employee focused, and the third is a combination of the
initial two. Here, ‘organization focused’ was revealed through groups of
indicators, such as orientation to the organization, purpose, and value. The second
feature set of indicators consisted of the orientation to employee, employee’s
purpose, development, and management of value. Meanwhile, the final feature is
comprised of orientation and alignment indicators. The characteristic of
well/poorly or not formalized remuneration systems is defined by two features:
well formalized and semi- or completely non-formalized features. The first feature
includes groups of indicators regarding their position, detailing, availability, and
documentation. The other feature includes the individual level, single
determination =~ and  documentation  indicators,  respectively. The
individual/team/organization performance based remuneration systems revealed
features based on individual, team, or organizational incentive plans. Here, for the
most part, the indicators are defined in terms of the results and rewards according
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to the appropriate level. The characteristics of the flexible/stable remuneration
system revealed the features of flexibility or stability. The first group included
groups of indicators for flexible change, research, and flexible decision making.
The stable group included groups of indicators for changes in stability, additional
resources, and stable decision making.

7.4.The following theoretical assumptions have been confirmed or refused:

7.4.1. The theoretical assumption that higher maturity stage business
companies focus on the organization’s purposes rather than on the employees has
been confirmed. In addition, empirical researches related to the expression of the
focus of the remuneration system on the organization/employees have revealed a
new feature of goal alignment. This provides an opportunity to make a new
theoretical assumption that higher organizational maturity organizations are more
inclined to focus their remuneration systems on organizational goals and/or the
alignment of the organization with the employee goals.

7.4.2. The theoretical assumption that higher maturity stage business
companies feature well established and formalized remuneration systems has been
confirmed. It is likely that the characterization of the formalization of the
remuneration system is related to the process of the establishment of an
organization which includes the issue of capacity. Here, the lowest organizational
maturity level organizations manifested the lowest amount of attention to
remuneration systems and their formalization.

7.4.3. The theoretical assumption that higher maturity stage business
companies are willing to use more flexible remuneration systems rather than
stable ones has been confirmed. The characteristics of the flexible/stable
remuneration system are based on such key features as the need for additional
resources and decision-making. Here, more mature organizations already have
plans in place to address these flexibility related issues. Also, along with decision-
making for change, significant distinctiveness is observed in organizations with
the highest level (level 4) of organizational maturity, where additional resources
or stability for change have not even been identified.

7.4.4. The theoretical assumption that higher maturity stage business
companies orient their remuneration systems towards the hard remuneration
goals has been confirmed with limitations. Data deviation was obtained in level 1
organizational maturity organizations. Our data analysis allowed developing a new
additional theoretical assumption stating that higher organizational maturity
organizations are more focused on the achievement-based indicators of the
remuneration system goals. This assumption is based more on the indicators than
on the characteristic features.

7.4.5. The theoretical assumption that higher organizational maturity
stage business companies orient their remuneration systems towards organization
performance based criteria rather than towards individual based criteria has not
been confirmed. More in-depth analysis of the currently gathered data revealed a
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new trend that higher organizational maturity organizations are more based on the
team incentive focused indicators. This creates conditions to amend the current
theoretical assumption regarding the implementation of the team incentives plan
issues. Thus, this newly adopted theoretical assumption should be treated as
‘higher organizational maturity stage business companies orient their
remuneration systems towards organization and team performance based criteria
rather than individual based criteria’.
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