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DISSERTATION SUMMARY

Relevance of the research

Family and work reconciliation is important for employees on both
national and European and global scale as survey data reveals. According to
the data of the European Values Study (2008), more than 90% of Lithuanians
believe that the opportunity to reconcile work and family is an important
priority when choosing a job, and more than 65% of Lithuanians mentioned a
family-friendly workplace as one of the priorities when choosing a workplace
(Griguzauskaité, Skuciené, 2016). Therefore, as long as the family and work
process is not balanced — and surveys show that society recognizes the
existing and unresolved problem - studies on family-work reconciliation are
extremely relevant.

The relevance of family and work reconciliation is also highlighted since
it is becoming a quite important part of social policy at both national and
international level, based on such documents as the EU Directive on Work-life
balance for parents and careers, which aims to support and complement action
by the Member States on equality between women and men concerning labor
market opportunities and treatment at work. The focus is on the relevance of
family and work reconciliation in the context of women’s equal rights striving
for equal participation of men and women in the labor market characterized
by an intensifying pace of work, dual work roles, the predominance of
women'’s second unpaid work due to the still existing tradition that women
are responsible for caring for young children.

At the state level, in order to create and foster a welfare state — the family-
work reconciliation and studies of this process are extremely relevant, as they
are significant for social and economic activity of both sexes, i.e. growing
participation in the labor market, which has resulted in the challenge of
properly implementing both work and family responsibilities, allocating and
sharing responsibilities. The creation of the welfare state aims to improve the
quality of life, which manifests through the provision of social protection,
gender equality, the level of modernization, the ensuring the level of education
implementation, which is directly related and depends on the opportunity to
reconcile family and work responsibilities in a balanced way. A particularly
important aspect at the state level is the demographic challenges to ensure a
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balanced age structure of the population and the implementation of single
parents’ role, where the number of single-parent families remains significant.
In addressing these very relevant issues, studies carried out on family-work
reconciliation and their results can significantly contribute to the formulation
of the necessary solutions.

Studies on family-work reconciliation in the context of the institutional
environment are particularly relevant, as no scientific data has been collected
on how social agents act in the institutional environment — how employers
and employees respond to the state policy aimed at achieving the mentioned
goals — only after examining the experiences of employers and employees,
through which their perception and needs can be identified at a practical
level, it can be assessed whether the goals can be achieved using the envisaged
measures.

The novelty of the research

This work differs from other research conducted in Lithuania: it analyzes
the informal, practical (informal policy) carried out by line managers, and not
only the official (formal policy). Meanwhile, other studies analyze the attitude
of the company’s CEOs or personnel specialists (Kazénaité, 2013; Kairiené
et al., 2009) — people who usually do not work directly with employees and
participate more in the formation of formal policy than in the implementation
of formal and informal policy. Often the attitude of employers is examined
in order to determine the measures they use, without examining the motives
(Kazénaite, 2013; Kairiené et al., 2009), while in this work the aim is to identify
what determines and on what grounds are specific measures (not) applied
and based on it the aim is to propose purposeful recommendations.

The researchis also distinguished by the fact that it uses qualitative methods
and criterion sampling, which aims to examine and learn more about the object
of the research, better understand the reality and diversity of experiences of
the research participants in the context of family-work reconciliation, the state
policy perception, which cannot be fully implemented employing quantitative
methods e.g., by conducting questionnaire surveys (Jancaityté ir el al., 2009;
Kazénaité, 2013; Kairiené et al., 2009; Cesnauskas, Lazauskaite-Zabielske,
2014; Adomyniené, Gustainiené, 2011). This examines the reality that the
interviewees know. Also, research of such nature oftenexamine onesidee.g., the



attitude of employers or the population that presents one specific perspective
by distinguishing family-work reconciliation, family-work policy and
family-work reconciliation problems and measures (Stankiiniené et al., 2001;
Stanktiniené et al., 2003; éesnauskas, Lazauskaite-Zabielské, 2014; Buzaityté-
KasSalyniené, Atmanaviciené, 2005) or family and career reconciliation from a
gender aspect (Tandzegolskiené, Tamolitiné, 2016), job satisfaction depending
on opportunities for family-work reconciliation (Adomyniené, Gustainiene,
2011). When presenting the research results (Kazénaité, 2013; Kairiené et al.,
2009; Tandzegolskiené, Tamoliting, 2016; Reingardé, Tereskinas, 2006), the
issue of family-work reconciliation is discussed.

An exceptional and important aspect is that this research is based on a
neo-institutional perspective, which is designed to comprehensively analyze
institutional significance, influence, impact on managers and employees and
their reaction to institutional pressure and its consequences, while other studies
carried out in Lithuania analyze the family-work policy as an independent
object of the research or when assessing policy and the attitude of employers
and employees, studies are based on the perspectives of gender equality,
conflict and role theories, focusing on gender inequality and ensuring equality
regarding family and work reconciliation (Kanopiene, 1998; Kazénaité, 2013;
Kairiené et al., 2009 Reingardé, Tereskinas, 2006).

This research also reveals the extremely poorly examined division of power
and influence between employers and the state in Lithuania in the process
of family and work reconciliation; it is identified whether the hierarchical-
institutional structure of power prevails (and what it is) or its division into
fields (if yes, what it is?) The research results will allow assessing what real
actions and measures must be taken by both employers and the state in
order to make the process as balanced as possible. The scientific significance
of the research is that the obtained research data will allow supplementing
the scientific studies with new insights that help to better know all the main
involved links in family-work reconciliation — state policy, employers and
employees and their interaction with each other. The research has scientific
significance due to the analysis of family-work reconciliation through the
prism of the theory of new institutionalism and the application of the theory
to this type of research. The practical significance of the research is that, based



on the results data, institutions shaping family-work reconciliation will be
able to consider new, more focused, practical measures.

The problem of the research

In Lithuania, society faces various obstacles regarding family and
work reconciliation, and unbalanced reconciliation of family and work
responsibilities has problematic consequences, such as declining birth rate,
an aging society, gender inequality in both work and family contexts, and the
changing structure of a family. An opportunity to effectively reconcile family-
work responsibilities, which are determined by many internal and external
factors, such as the country’s economic situation, family and work policy in
the country, workplace policy, etc. is of great importance to the mentioned
problems. In the context of family-work reconciliation, problems can be
seen at several levels — inappropriate/inappropriately applied/insufficient
measures for family and work policy, the predominance of family-unfriendly/
unfavorable workplaces and employers, inefficiency of employees’ internal
family policy. Based on this, a mutual conflict and imbalance between family
and work responsibilities are formed. This conflict and imbalance lead to
economic, cultural and social changes that do not benefit society as well as
the state. In order to improve the process of family and work reconciliation,
to eliminate risks and problems at both macro and micro levels, purposeful
measures are needed, and this can only be done with sufficient information
about the phenomenon. Even though quite a lot of research has been done in
Lithuania, however, there are still unanswered questions (or answered, but
they may need to be re-examined because the answers did not give the required
results), such as: does the organization’s internal policy really reflect the state
policy applied in practice? What does it depend on? Perhaps the officially
declared policy has significantly lower importance (power) regarding the
issue of work-family reconciliation? What then is important? What is the role
of line managers? What if the policy applied by a line manager differs from the
policy of the organization? Could that be the case? How do employees assess
work-family reconciliation policies at all levels? How do they assess the line
manager, his influence on work-family reconciliation? How do employees and
line managers assess relevant laws on the issue of family-work reconciliation?
What are the expectations of employees and line managers? Who has more



influence on the process of family-work reconciliation — an employer or the
state? During this research, when answering the questions, it is sought to
supplement the existing scientific knowledge with the missing information
that can help to contribute more effectively ensuring the country’s family-
work reconciliation.

Family and work are one of the essential components of human life, which
make a person feel complete, but at the same time require a lot of effort for
the mutual fulfillment of responsibilities. Both men and women actively
participate in the labor market, which is characterized by high intensity, lack
of defined working hours, the tension in order to seek maximum satisfaction
regarding personal improvement and the company’s performance results.
When, in the meantime, family life, especially with young children, requires
a lot of time for housework and caring for children or relatives (elderly,
disabled). The responsibilities of these two components almost always clash
in time and as a result, more and more families have to deal with a stressful
conflict regarding how to reconcile work and family responsibilities; it can
only be resolved through the actions of reconciliation and the necessary
measures to achieve balance. Studies conducted both in the world and in
Lithuania reveal the importance of family-work reconciliation, but in many
countries, the reconciliation process is not yet smooth, therefore, a family-
work reconciliation policy is being developed to help employees. Policy-
making starts at the EU level: EU directives set out the objectives to be pursued
in formulating work and family policies in each EU country individually. The
principles, norms and measures of the formed policies must be reflected in the
internal workplace policy formed by employers, which plays an important
role in the process of family-work reconciliation and family life improvement.
However, the fact that various problems are still encountered regarding
family-work reconciliation shows that the currently implemented policy is
not sufficient and that measures are needed to improve the process of family-
work reconciliation.

The object of the research — the state and employers’ policy and the
experience of working parents in the process of family and work reconciliation.

Aim of the research — to analyze the state and employers’ policy and the
experience of working parents in the process of family and work reconciliation.
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In order to achieve the aim, the following objectives have been set:

1.

To analyze the links between policy pursued by the state and employers
and the experiences of employees and the factors determining the
decisions in the scientific literature employing neo-institutionalism
approach;

to examine the state policy of family-work of status quo;

to analyze family-work policy pursued by employers and motives
for its formation and implementation based on the experience of line
managers;

to determine whether the formal and informal policies pursued by
employers correspond to the family-work policy implemented by the
state;

to analyze the experience of employees and their expectations for
family-work reconciliation policy pursued by the state and employers’/
line managers’.

Statements of the dissertation to be defended:

1. From an institutional point of view, employers are constrained and

have to follow laws —rules as it is accepted in a legal state but employers
shape internal workplace policy by interpreting institutional pressure
in their own way and due to the influence of internal and external
(public) factors — norms, values, the impact of cultural environment,
individual goals, the aspiration to maximize the benefit.

The role of the state in family-work reconciliation is insufficient as
some statutory requirements are not met or they are circumvented by
implementing informal policy in the workplaces and the constraints
imposed intersect with the implementation of the measures and
activities required for the reconciliation, thus creating even more
problems for employees.

Employers are in a position of power regarding the important issue for
working parents — time management, therefore, employers” informal
policy and the role of line managers (which is explained by the neo-
institutional theories of sociological neo-institutionalism and rational
choice) are much more significant for them in the context of family-
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work reconciliation of employees than the formal policy formulated
and implemented by the state.

4. Employees adapt to employers and their policy and rules in the
workplaces and therefore they tend to support employers concerning
the state.

Structure of the dissertation

The dissertation consists of an introduction, three main parts: chapters
of theory, methodology and results, as well as discussion, conclusions,
recommendations prepared based on the conclusions, a list of references,
appendices and a list of publications and announcements. The introduction
presents the scientific problem, the relevance of the research, the aim and
objectives, the novelty of the work and its significance, and statements of the
dissertation to be defended are presented.

The first part of the dissertation is a theoretical approach, which consists
of 4 subchapters (parts). The first part analyzes the theoretical foundations of
family-work reconciliation: explains the concept of family-work reconciliation
is explained, i.e. family-work reconciliation is presented from a sociological
point of view, concepts are analyzed and the need and significance of
reconciliation are revealed. The second part of the theory presents the role
of the state in the process of family-work reconciliation of employees, which
covers creating and implementing rules through policy mechanisms. The
third part of the theory presents the significance of employers and workplaces
in the process of family-work reconciliation. The role of employers and
workplaces, the formation of formal and informal policy, and the application
and non-application of family-favorable measures are discussed. Not only the
importance of employers but also line managers for family-work reconciliation
of employees are examined. It also analyzes what the theoretical foundations
determine the decisions of employers and line managers. The fourth part of the
theory examines the theoretical basis of the attitudes and experiences of working
persons, assessing the reaction of working persons to the rules of the game
imposed on them in the state and the workplace, as well as the factors shaping
the attitudes and experiences of working persons, are presented. The second
part of the dissertation presents the research methodology and 6 research
stages.
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The third part of the dissertation presents the research results, which
consist of 3 main parts: 1) the context of work reconciliation, which consists
of the procedure of regulation of work relationships in the country and the
socio-economic situation is presented; 2) line managers” policy in the aspect
of family-work reconciliation of employees is presented, revealing the results
of the carried out qualitative research, which cover formal and informal
measures applied by line managers, their decision-making factors, as well as
positive and negative consequences of the application or non-application of
measures, are assessed (according to the line managers) and the expectations
of line managers for employees and the state policy are revealed; 3) the third
part of the results presents the results of the qualitative research revealing
the experiences and expectations of working parents. The first subchapter
presents the measures faced by employees in the state and the workplace, and
what measures they apply themselves, and what determines the application
of those measures. The second subchapter presents the problems (and their
background) that working parents face regarding the reconciliation of family
and work responsibilities. The last subchapter reveals employees’ expectations
regarding the measures of family-work reconciliation, assessing opportunities
and needs from both the state and employers’ perspectives.

The theoretical basis of the dissertation

Family and work reconciliation is based on time management by dividing
it according to the available responsibilities. Given that a working person
with young children has much more responsibilities in the family, and at
the same time, striving for family welfare (financial) by possibly taking even
more responsibilities at work, he cannot distribute everything properly and
qualitatively considering thetime, whichbecomesamajorchallengeexperienced
by mothers entering the labor market and fathers seeking to integrate more into
the family. Failure to reconcile family and work responsibilities can lead to a
family-work conflict, which is understood as a negative or unbalanced result of
paid work and non-work activities. A big part of women and men experience
work-family conflict, therefore, families face negative consequences of it — there
is aneed to choose — family or career opportunities, physical and psychological
stress increased, relationships with the employer or family members
topple over; it is possible that a person may need to change job (Reingardé,
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Tereskinas, 2006). The existence of conflict increases the need for family-
work reconciliation for employers and their families. The need encourages to
create and implement various measures to help employees in the process of
family-work.

In family-work reconciliation of employees’ other key roles (besides
employees themselves and their family) are played by employers and their
policy, as well as the state and its policy. The interaction and consensus of
these three parties determine the conditions and opportunities of family-
work reconciliation and how will the process of family-work reconciliation be
implemented. The state, as a government, forms standards, rules and norms
based on the legal framework.

| EU policy Labor market
1 3
State
| Family policy | | Labor market policy I

Workplace

Employer (eg. CEO, :
Manager) Supervisor

I '

Formal policy <

A 4

Informal policy

1

Family

Family policy
(internal)

Employee

Fig. 1 Interaction among the state, workplace and employees (made by author)

All social agents (in this case, both employers and employees) must
act according to the norms and rules formed in the state. Norms and rules
create the “rules of the social game” — that provide opportunities and form
boundaries — that all social agents follow as they must.

—-13 -



However, according to the theory of the new institutionalism (or neo-
institutionalism), it is not the institution and its formed order that have much
greater power, but individual agents and the institutional pressure of the state
is only a factor affecting employers and employees’ relationships where the
main focus is on the motives of the agents. This concept forms the theoretical
basis of the dissertation based on neo-institutionalism, where, according to
neo-institutionalists (Hall, Taylor, 1996, DiMAGGIO, Powell, 1991; Peters,
2000; Hall, Taylor, 1996; Parsons, 2001; Lane, 2000), decisions are not made
based on institutions (such as a company, the state or other collective
organization), but based on ordinary agents, i.e. people whose choices are
driven by motives (Parsons 2001; Hall, Taylor 1996; Lane 2000; Williamson
1996; Ostrom 2008; North 1990). We use motives to explain the choices of
employers and employees, on which the process of family-work reconciliation
and its opportunities depend. Based on this, the research seeks to reveal the
role of family-work policy (laws) formed by the state, following the basis of
neo-institutionalism, according to which, not the state but individual agents
(employers or line managers and employees) are the main player in family-
work reconciliation; their behavior is crucial to understand (DiMAGGIO,
Powell, 1991) because, in the context, behavior even from the same laws may
be different, based on different motives.

The motives of employers (line managers) in the workplaces are determined
by various factors at several levels: in the context of workplace wellbeing and
in the context of the personal well-being of line manager, where both internal
and external factors are of great importance in determining the formation and
change of formal and informal policy prevailing in the workplaces or otherwise
it is called isomorphism (DiMAGGIO, Powell, 1991). The highest manager is
responsible for forming the formal policy, and the policy is established and
regulated by employees in the company’s internal documents. Meanwhile,
control of employees is often based on the informal policy implemented by
line managers in their daily decisions. Formal and/or informal policy in the
workplace has a direct meaning in the process of family-work reconciliation
of employees and, depending on the direction of policy and applied measures,
can facilitate or lead to family-work conflict. The prevailing opinion is that
family and work reconciliation can only be ensured when formal and informal
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policies in the workplace complement each other and in no way contradict
each other.

In the workplace, the most important agents are the employer as the head
of the institution and the line manager, whose roles may overlap. Depending
on the role, the background and motives of decisions related to family-work
reconciliation of employees also differ. The motives of the agents are explained
by the theories of rational choice neo-institutionalism (Hall, Taylor, 1996) and
sociological neo-institutionalism (North, 1990). Based on them, the choice of
agents is based on personal interests and motivation, which is very complex
and complicated. The motivation of the agent is selfish and he perceives
the benefit differently, however, he usually orients to capital maximization,
which he implements by acting strategically in the surrounding institutional
environment (Hall, Taylor, 1996), therefore, managers depending on their
personal situation and qualities (e.g. whether they are owners of the company
or employees) make decisions related to the well-being of employees in order
to achieve certain benefits for themselves e.g. productivity or profit increase in
the company, good results, goal achievement in the department, etc. Rational
choice neo-institutionalism, emphasizing the interests of the agent, indicates
thatinstitutions, as the sets of formal rules created by the state, intervene among
agents’ choices and begin to limit their actions, but agents make decisions
in a specific environment, therefore, behavior and level of compliance with
the rules also differ. That specific environment is analyzed by sociological
neo-institutionalism, according to which, the individual decisions of agents
are determined not only by institutional pressure or aspiration to maximize
benefit, but also many other factors such as norms in society, values, cultural
environment, individual and collective approach, cognitive recognition, etc.
Other factors, such as the sector of work in which people work (public/private)
(Goodstein, 1994; Ingram, Simons, 1995); labor market, family model of an
employee (e.g. single father) (Barnett, Marshall, 1992; Delgado, Canabal, 2006;
Grzywacz ir kt., 2005); internal family policy of employees, distribution of
family and work roles in the aspect of gender (Wolpiuk — Ochocinska, 2014);
the subjective attitude of the employee and values (level of awareness, sense
of entitlement to support, etc.); socio-demographic characteristics (gender,
age, education, etc.); socio-economic change; social status (Gatrell, 2005);
provision of children’s education services also matter. The combination of
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the above-mentioned factors not only determines the process of family-work
reconciliation of employees but also forms the relevant experience, provokes
the relevant reactions of employees, shapes a certain attitude, determines the
choices and decisions.

Research data and analysis methods

The design of the dissertation research is constructed taking into account the
factthat the three main interested parties interact in family-work reconciliation:
employees (and their families), workplaces and the state. Regulated rules
in legal acts directly affect, restrict or, on the contrary, give freedom to
employees and employers; they determine not only formal and informal
policies in the workplace but also the behavior of managers and employees
and their families” members in the process of the family-work reconciliation.
The result of the interaction between employees and employers determines
the opportunities for family and work reconciliation, i.e. balance between
reconciliation and conflict, therefore, both sides’ attitude and behavior in the
surrounding, rules-based environment are one of the most important factors.
Taking this into account, the research will draw on the theoretical perspectives
of the new institutionalism (Hall, Taylor, 1996, DiIMAGGIO, Powell, 1991),
which will seek to explain the motives of employers and employees through
their decisions and behavior in the context of the laws.

In order to implement the aim and objectives of this research, the research
is carried out employing qualitative and quantitative research methodology
of secondary data analysis. The research is based on the perspectives of
relativistic ontology and subjectivist epistemology, creating such a situation
in which the participant’s story can be heard (Gubrium, Holstein, 2001), in
order to better know and understand the reality of the research participants in
the context of family-work reconciliation, understand their choices in different
working and living conditions in the same legal environment.

The research methodology covers several stages of the research; during the
implementation of them, the aim was to get to know the object of the research
and achieve the set objectives of the research. The research is implemented
in 6 stages. The first stage is the analysis of family and work policy, which
intends to examine the family-work policy implemented in Lithuania and the
legal framework formed on its basis, which sets out all the rules binding on
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employees and employers’/line managers’. The analysis is designed to reveal
what is the situation in the country, i.e. on which side — the employee or the
employer —is the state, by what means it encourages or, on the contrary —limits
the participants in the process of family-work reconciliation. The versions
of legal acts regulating working conditions relevant to March-November of
2018 (the period assessed by employees and managers when conducting the
qualitative semi-structured interviews described in the following stages) were
selected for the research and the data from MISSOC (Mutual Information
System on Social Protection) databases (the 1% of January 2017) were used. The
method of topic analysis is employed for the examination of documents; the
second stage is the analysis of the socio-economic context, which is necessary
to assess other, non-legal factors that determine the participants” behavior and
decisions. Cultural, gender equality, employment and income, demographic
trends, economic situations and other factors that may be significant for the
participants in the process of family-work reconciliation and their choice are
examined. The research uses statistical socio-demographic, socio-economic
data of the Lithuanian population from the databases of the Lithuanian
Department of Statistics, Eurostat data, which analyzes such indicators as
income (Eurostat, 2018a), the poverty rate of families with children, at-risk-of-
poverty threshold (Eurostat, 2018b), demographictrends, (birth rate, mortality),
marriages/divorces (Eurostat, 2018c; 2018d), average family size (Eurostat,
2018e), childbearing age (Eurostat, 2018g), employment rate (Eurostat, 2018h);
data from the European Values Study (2008). This data is significant to the
process of reconciliation of family and work responsibilities and it is intended
to reveal the experiences, expectations and values of employees. A secondary
data analysis method is employed to analyze the data; the third stage is
exploratory research of formal workplace policies to find the most appropriate
ways and tools that are necessary to examine employers and workplaces in
the context of their family-work reconciliation, and as well as to assess the
compliance of employers’ policies in the workplace with the legal acts. The
research employed a criterion-based sampling method, which selects all cases
that meet the required criteria. The content analysis method is applied to the
analysis of the received documents; the fourth stage is the research of informal
policies of line managers, conducted through semi-structured interviews and
formed based on the results of the exploratory research (according to which
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it is established that the actual family-work policy cannot be assessed based
on internal workplace documents). Based on this and the research results
examined at the theoretical level, at this stage, in order to examine the status
quo policy in the workplace, the research of employer policy was conducted
by interviewing those employers or their representatives who actually make
daily decisions that are directly significant to family-work reconciliation of
employees. Employing criterion sampling line managers were selected and
during March-July of 2018 22 semi-structured interviews were conducted with
22 interviewees. The content analysis method is employed to process the data
obtained during the interviews. Qualitative content analysis is performed by
topics using the MAXQDA tool. The results obtained during the interview are
interpreted; the fifth stage is exploratory research of employees’ attitudes to
assess the research tool and to form the structure of the interview. Based on the
criterion sampling, 4 semi-structured interviews (with 4 families, 7 persons)
were conducted in February—March of 2018 and the information obtained
during the interviews was processed by the content analysis method using
the MAXQDA tool; the sixth stage is the research of employees’ experiences
in order to examine the main problems of employees regarding family-work
reconciliation; to gather information and analyze employees’ attitude and
response to employers’ policy towards them; attitude towards the state policy
regarding employees and employers; to identify expectations oriented to
employers and the state policy for improving the family-work process. The
research was formed based on the results of the previous exploratory research
and it was conducted by interviewing employees who met the required criteria;
they were selected employing criteria and snowball sampling methods. Semi-
structured interviews were conducted with selected working parents (33
semi-structured interviews were conducted with 61 research participant in
April — October of 2018). During the interviews, information was processed
employing the content analysis method with the MAXQDA tool.

The qualitative research (fourth and sixth, i.e. the stages of the research
on employers and employees attitudes and experiences) is carried out taking
into account the specific criterion sampling (they are presented when a
specific stage of the research is detailed), however, employers and employees
are selected from different workplaces in different territorial units to gather
new data, discover new insights related to the attitudes of line managers and
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employees and the implementation of formal and informal policies. In order
to assess and summarize the experience, the research must be carried out
in more than one workplace and not within a single professional field but
covering different fields, locations because otherwise the research is narrowed
down and other problems or measures (than it has been identified so far) may
remain undisclosed because due to analogous conditions, the answers of most
employees and managers would be quite similar. By conducting the research
according to the chosen path, i.e. by interviewing managers and employees
of different workplaces, it will be possible to collect undiscovered or little-
analyzed data, which allows for a deeper analysis of the object of research and
the process of family-work reconciliation.

The main limitation of the research is the lack of resources required to
use the obtained data during the research, i.e. the identified new, significant
findings could be used for the next, further (quantitative) stage of the research,
during which the obtained dissertation data could be confirmed at the
population level, and the obtained results and their scale would be extremely
interesting in the Lithuanian context.
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RESEARCH RESULTS

Research results on the context of family and work
reconciliation in Lithuania.

Socio-economic context

The main socio-economic indicators analyzed during this stage revealed
that in Lithuania, compared to the EU average, there is relatively low income,
relatively high rates of poverty in families with children (especially single
parents) and a much higher risk threshold, high employment rate of men and
women, and as well as negative demographic changes, changes in the family
institute, and the increasing childbearing age, revealed that the environment in
Lithuania for family and work reconciliation is not very favorable, but family
and work reconciliation is very necessary to improve the existing indicators.

Social norms context

Analyzing data from the European Values Study surveys (2008) and
assessing employees’ attitude towards opportunities for family and work
reconciliation in the workplaces, a large part of the working population
indicated that they assess a family-friendly workplace as an important
workplace criterion for them which is also a priority criterion when looking
for anew job. Both men and women have indicated that they face difficulties in
the workplace regarding the reconciliation of family and work responsibilities;
long working hours, unpredictable or inconvenient work schedule, long
journeys to and from work, laborious or tedious work, lack of support from
employer and colleagues and other reasons pose the most difficulties for
them. One of the biggest challenges regarding family-work reconciliation is
childcare, which causes women to “drop out” of the labor market in Lithuania
for a relatively long period. Institutions providing childcare services and their
accessibility play an important role here, which is not the same in Lithuania
and also becomes a challenge for families living in big cities.

Political context

In Lithuania, laws regulate both legal and social protection for working
persons and their families in the process of family and work reconciliation.
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In the legal acts many measures to facilitate family-work reconciliation
for employees, e.g. breastfeeding breaks, paid, unpaid and additional
leave guarantee, schedule selection priority, restrictions on termination of
employment contracts with parents having young children, the flexibility of
working hours, allocation of overtime, night work and rest days, are defined
(Lietuvos Respublikos darbo..., 2016; Lietuvos Respublikos motery..., 2016).
However, legal measures cannot protect the employee in the relationship with
the employer in all cases, as there is considerable room for interpretation of the
laws, leaving decision-making to the employer-employee consensus without
considering the employer’s position in power.

One of the biggest challenges in work and family reconciliation is ensuring
childcare: the formal rules in Lithuania allow families to choose between
parental leave (for one parent) or the further participation of both parents in
the labor market. The regulation of parental leave is extremely flexible and
gives parents a lot of freedom, e.g. to choose the duration of parental leave.
However, there is a lack of more realistic measures, e.g. related to childcare,
required by parents who want to return to work much earlier. All this is based
on financial opportunities and needs. Employees and their children receive
various benefits that at first glance seem like a huge help to parents, but most
of the benefits are one-off and very small, therefore, e.g. securing financial
stability for single mothers is a sensitive challenge. Restrictions are also
important: it has been identified that part of the benefits is paid only after the
qualifying period (e.g. childcare benefit), and in such a case a woman would
be subject to social support schemes in case of unplanned pregnancy and
ineligibility, which could not necessarily ensure that basic needs are met.

Empirical research results on line managers’ attitude
and their implemented policy.

Measures applied by line managers

The final decision on (non)-application of family-friendly measures is
usually made by line managers. It means that although there is institutional
pressure from the state, implemented through formal state policy, and
formal workplace policy, however, final decisions are made at the individual,
informal level. During the research, the line managers indicated the following
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measures for family and work reconciliation of employees: employees are
allowed to leave the work when it is necessary, they are provided with the
opportunity to work remotely, they are allowed to bring their child to work,
they are allowed not to take the certificate of incapacity for work when they
get sick, etc. Most of the measures used are informal, although some also
apply formal ones (measures defined by law or workplace regulations).

Factors determining line managers” decisions

The decisions of line managers, depending on environmental factors and
held positions, are based on the predominant theory of rational choice neo-
institutionalism, according to which they seek maximum benefit, and the
theory of sociological neo-institutionalism, according to which individual
attitudes and values are significant to decisions. Analyzing the external factors
that determine the decisions of line managers, it was revealed that decisions in
the workplace are influenced by such factors as the power given, the necessity
to achieve results, the company’s formal policy, the specifics of work, etc.
Institutional pressure has a much smaller impact.

The consequences of the application of measures

Line managers themselves believe that the application of family-friendly
measures has both positive and negative consequences. However, the negative
consequences were more often mentioned by the managers who participated
in the research and who are also the owners/the highest rank managers of the
company (also called employers), while the positive consequences were more
visible by employed line managers.

Line managers’ expectations

Line managers were quite laconic about the expectations regarding family
and work reconciliation and indicated that they would like to see more
flexibility from the state towards them, as well as the reduction of the financial
burden related to employees. Quite a lot of the interviewed line managers
indicated that they do not want anything, suggesting that they do not expect
anything more, even though they would like to. This shows distrust and
frustration with the institutional system. The expectations of line managers
are directly oriented to benefit, profit. It means that managers tend to create
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more favorable conditions for employees when they provide sufficient or
greater benefit.

Empirical research results on experiences and expectations
of working parents.

Measures of family-work reconciliation identified by working parents

The measures identified by employees consist of three groups: measures
applied by the state, employers and employees themselves to facilitate family-
work reconciliation. According to working parents, they face financial,
working conditions and parental leave measures applied by the state. Of
these, the conditions for granting parental leave are particularly important
for employees, while financial measures are expressed in a more frustrating
context. In the workplace, working parents mainly face the application
of informal measures (employees are allowed to leave the work when it is
necessary, they are provided with the opportunity to work remotely, they can
have a free and flexible schedule, etc.), but there are also formal (granting
additional leave, granting statutory parental day off, allowing them to choose
how they want to work — full-time or part-time) and financial measures (one-off
and multiple benefits). Employees appreciate informal measures the most, as
they effectively deal with their daily challenges of family-work reconciliation.
Employees by indicating what measures they apply emphasized the change
of residence, the finding additional work (both official and unofficial) (it is
applied for both men and women) and the request for help from relatives to
provide childcare or mobility.

Problems of family-work reconciliation identified by working parents

Despite the measures for the family-work reconciliation that were
identified, employees face a variety of problems that mainly raise due to non-
compliance with formal policies and laws in the workplace (non-granting of
leave, non-employment of mothers with young children, etc.) and informal
policies (unfavorable working hours, work schedule, psychological pressure
from line managers, etc.); due to the legal regulation in the state, which,
according to employees, provides too low benefits and benefit ceilings, it
also restricts employees due to the opportunities to reconcile work and
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family during parental leave, etc.; on the receiving of educational services
(admissions criteria) and the quality of educational services. Employees also
singled out other criteria that cause problems regarding the reconciliation of
family and work responsibilities — the specifics of work, the specifics of the
place of residence, etc. The indicated problems usually work in a complex
way. Assessing the significance of the state and the employer in the process of
problems formation, it can be stated that the main criticism is for the state —
regarding granting benefits and restrictions, while for employers and line
managers — for non-compliance with the laws. Other problems of employees
(failure to provide educational supervision, transport problems) reflect the
fact that the state does not provide services corresponding to the welfare
state, that are mainly related to the availability of children’s pre-school
education, transport quality and it has significant importance for family-work
reconciliation.

Working parents’ expectations

Working parents expressed expectations focused on state policy and
employers. Employees’ expectations regarding the state are focused on solving
the most relevant and major problems, which is implemented by improving
financial living conditions and childcare facilities. According to employees,
improving financial conditions for families the focus should be not on
increasing benefits (except parental leave) but on reducing taxes for families at
risk of poverty or parents working two jobs, which maybe could help reduce
the current level of the shadow economy. The fact that financial measures are
particularly relevant to employees may mean that their standard of living is
insufficient to meet their needs. As a financial measure, various benefits and
reimbursements are still expected for expenses directly related to children.
The various expectations and proposals expressed to the state policy reflect
the phenomenon explained by the perspective of neo-institutionalism, when
institutional regulation is formed or it seeks to be formed from the bottom-up
principle, i.e. not all rules are blindly followed, but the aim is to change them.

The accessibility and reach of educational institutions are of great
importance for employees living in rural areas and big cities, therefore,
employees expect the improvement of these conditions. In addition to these
measures, employees still expect to receive more educational, psychological

—24 —



and informational assistance from the state. These expectations show that
employees clearly know what they need and they expect that some of their
problems can be solved by taking the necessary actions at the state level.

All the measures that employees expect from employers are informal and
most of them are related to time management, e.g. the opportunity to deal
with family matters when it is needed, the opportunity to have a flexible work
schedule, to work part-time. These measures are particularly important and
relevant not only for women but also for men, as they become increasingly
involved in family matters and childcare. One of the most important measures
on which others depend is the attitude of the line manager, which is expressed
by supporting employees morally, showing understanding, trying to help.
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CONCLUSIONS

After the research of the dissertation, the integrated conclusions
summarizing the results of the research are presented, which reflect the
solutions of the objectives formulated in the introduction of the dissertation
and the defended statements:

1. Inthe process of family-work reconciliation, three main parties —employees
(and their family members), employers (and line managers) and the state —
interact. The employee and his family are the main agents in the process
of family-work reconciliation, maneuvering between the implementation
of family and work responsibilities in the changing socio-economic,
cultural, technological and political environment. The role of the state in
this process is implemented through the formation of family and work
policy, regulation of relationships between employers and employees.
Meanwhile, the role of the employer and the line manager in the process
of family-work reconciliation is implemented through the formation of
formal and informal policies in the workplace.

2. Based on the approach of the new institutionalism, the institutional pressure
of the state is just one of the factors creating the rules of the social game that
are moved to the workplaces. However, both employees and managers, in
terms of new (sociological and rational) institutionalism, are only agents
who make individual decisions whose background can be based on the
social, economic, cultural, technological environment surrounding them or
on a focus on maximizing benefits through the institutional environment.

3. In Lithuania, the main areas of family policy developed in the country
are maternity benefits, child and family benefits, childcare schemes,
while the state does not interfere too much in determining the work
organization conditions relevant to the family-work process and in the
relationships between employees and employers and leaves them free to
find compromises for themselves. It means that institutional pressure is
not strict and the rules give freedom to the non-formalization of policy.
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4. Workplaces have both formal and informal family-work policies, however
informal policy predominates, which is characterized by the fact that it
does not correspond to the family-work policy implemented by the state.
The line manager is responsible for its (non-)application in the workplace.
The line manager pays little attention to the institutional pressure of the
state when making a decision regarding which measures to apply and
which not.

5. Employers see both positive and negative consequences when assessing
the creation of a family-favorable environment in the workplace. Based
on them, when assessing perspectives and the application of possible
measures, their choices are based on the motives of capital maximization,
personal experience, social pressure, and not on the institutional pressure
of the state (Ostrom 2008; North, 1990). This also reflects the directions
of formation of employers’ expectations, which are focused not on the
improvement of the family-work policy formed by the state, but on the
optimization of relationships with the employee and/or maximization of
the capital of their organization. This reflects not only a lack of institutional
efficiency but also the agents’ distrust in state institutions.

6. The various problems expressed by working parents reveal that many
factors make their family-work reconciliation complex. The current
measures applied by both employers and the state, as well as by employees
themselves, are insufficient, and it reveals that there are still many
unresolved problems regarding family-work reconciliation (childcare
services are not ensured, non-compliance with formal workplace
policies and/or laws, legal restrictions complicating childcare and work
reconciliation, informal measures applied by line managers that are not
always family-favorable and they are complicating the implementation of
family and work responsibilities).

7. The complexity of the problems of family-work reconciliation is formed
due to the informal policy of employers (when they do not apply family-
friendly measures) and due to the formal policy implemented by the state,
which includes the unsecured provision of public services to the family,
which often does not facilitate but complicates the process of family-work
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reconciliation. Employees, assessing their relationships with employers,
often support employers and their policies when it covers the application
of family-favorable measures. This shows that informal policies applied by
line managers for employers in the workplace are much more significant
than formal family-work policy measures implemented by the state,
therefore, in some cases informal policies have more power than the laws.
Informal measures applied by line managers are more significant because
they focus on solving specific problems in real-time and cover measures
related to the work organization of employees and the allocation of their
time. It shows that employers are given a lot of freedom through the rules
of recommendatory nature that do not have enough leverage to follow
them, therefore, employers can interpret and apply the laws in their favor.

. Employees’ experiences have shaped expectations for the state policy
based on improving the living conditions of employees, which, according
to them, can be ensured by financial measures and measures ensuring the
integration of women into the labor market, and it reveals that the socio-
economic environment is unfavorable for employees. The main expectation
of employees for the state is related to the regulation of relationships
between employees and employers, there is a need to form less restrictive
responsibilities for employers when they form formal workplace policies
and to leave even more freedom for the formation of their informal family-
friendly policies. Such a need addressed to informal policies applied by
employers shows that the experiences of working parents encourage
manifestations of adaptation to employers’ rules of the game, which may
have developed as a consequence of distrust in the state that arose when
they were not protected by laws. It reveals that employers are in a position
of power and that the resulting distrust in the state leads to the need to
shift more responsibility to employers and employees.
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DISERTACIJOS SANTRAUKA

Tyrimo aktualumas

Seimos ir darbo derinimas tiek valstybiniu, tiek Europiniu ir pasauliniu
mastu yra reikSmingas dirbantiesiems ir tai atskleidzia apklausy duomenys.
Remiantis Europos vertybiy tyrimo (2008) duomenimis, daugiau nei 90 proc.
lietuviy mano, jog, renkantis darba, svarbus prioritetas yra galimybé derinti
darba ir Seima, o daugiau negu 65 proc. lietuviy paminéjo Seimai draugis-
ka darboviete kaip viena i§ prioritety, renkantis darboviete (Griguzauskaite,
Skuciené, 2016). Tad kol Seimos ir darbo procesas néra subalansuotas, o ap-
klausos rodo, jog visuomené pripazjsta egzistuojancia ir neiSspresta proble-
ma, tol Seimos—darbo derinimo tyrimai yra itin aktualts.

Seimos ir darbo derinimo aktualuma atskleidZia ir tai, jog $i kryptis tampa
gana svarbi socialinés politikos dalis tiek valstybiniu, tiek tarptautiniu lygme-
niu ir ta grindzia tokie dokumentai kaip ES direktyva , Dél tévy ir prizitirin-
¢iyjy asmeny profesinio ir asmeninio gyvenimo pusiausvyros”, kuria siekia-
ma remti ir papildyti valstybiy nariy veikla motery ir vyry lygybés, susiju-
sios su galimybémis darbo rinkoje ir pozitirio darbe, klausimais. Cia didelis
démesys skiriamas Seimos ir darbo derinimo aktualumui motery lygiy teisiy
kontekste, siekiant vienodo vyry ir motery dalyvavimo darbo rinkoje, kuri pa-
sizymi intensyvéjanciu darbo tempu, dviguby vaidmeny jgyvendinimu, mo-
tery antro neapmokamo darbo vyravimu dél vis dar islikusios tradicijos, kad
moterys yra atsakingos uz mazameciy vaiky priezitira.

Valstybiniame lygmenyje, siekiant kurti ir puoseléti geroves valstybe — Sei-
mos—darbo derinimas ir Sio proceso tyrimai itin aktualiis, nes yra reikSmingi
socialiniam, ekonominiam abiejy ly¢iy aktyvumui, t. y. auganéiam dalyvavi-
mui darbo rinkoje, ko rezultatas — susiformaves ir isstikis tinkamai jgyven-
dinti tiek darbinius, tiek Seiminius jsipareigojimus, tinkamai paskirstyti ir pa-
sidalinti atsakomybémis laike. Kuriant gerovés valstybe, siekiama pagerinti
gyvenimo kokybe, pasireiskiancia per socialinés apsaugos, lyciy lygybés, mo-
dernizacijos lygmens, Svietimo jgyvendinimo lygio uztikrinima, o tai yra tie-
siogiai susije ir priklauso nuo galimybés subalansuotai derinti Seimos ir darbo
isipareigojimus. Itin svarbus aspektas valstybiniame lygmenyje yra demogra-
finiai i8Stkiai, siekiant uztikrinti proporcinga gyventojy amziaus struktiirg ir
vienis$y tévy vaidmeny jgyvendinima, kur vienisy tévy Seimy skaicius islieka
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reikSmingas. Sprendziant Siuos itin aktualius klausimus, atliekami Seimos —
darbo derinimo tyrimai ir jy rezultatai reikSmingai gali prisidéti prie reikiamy
sprendimy suformulavimo.

Seimos—darbo derinimo tyrimai institucinés aplinkos kontekste yra itin ak-
tualiis, nes néra surinkta moksliniy duomeny, kaip socialiniai veikéjai veikia
institucinéje aplinkoje — kaip darbdaviai ir dirbantieji reaguoja j valstybés po-
litika, nukreipta | minéty tiksly siekima — ar numatytomis priemonémis yra
pasiekiami tikslai galima jvertinti tik iSnagrinéjus darbdaviy ir dirbanciy as-
meny patirtis, per kurias galima pazinti jy suvokima ir poreikius praktiniame

lygmenyje.

Darbo naujumas

Sis darbas i$ kity Lietuvoje atlikty tyrimy i$siskiria tuo, kad jame analizuo-
jama tiesioginiy vadovy vykdoma neoficiali, praktiné (neformali politika), o
ne tik oficiali (formali politika). Tuo tarpu kituose tyrimuose analizuojamas
imoneés vadovy ar personalo specialisty poziiiris (Kazénaité, 2013; Kairiené
ir kt., 2009) — Zmoniy, kurie dazniausiai tiesiogiai nedirba su darbuotojais ir
labiau dalyvauja formalios politikos formavime negu formalios ir neforma-
lios politikos jgyvendinime. Daznai darbdaviy pozitiris nagrinéjamas sie-
kiant nustatyti ju naudojamas priemones, i§ pagrindy nenagrinéjant motyvy
(Kazénaite, 2013; Kairiené ir kt., 2009), tuo tarpu Siame darbe siekiama nusta-
tyti, kas lemia ir kokiy motyvy pagrindu (ne)taikomos konkrecios priemoneés
bei, tuo remiantis, siekiama pateikti tikslingas rekomendacijas.

Tyrimas i$siskiria ir tuo, jog jame naudojami kokybiniai metodai ir krite-
riné atranka, kuria siekiama nagrinéti ir pazinti tyrimo objekta giliau, geriau
perprasti tyrimo dalyviy realybe ir patirciy jvairove Seimos—darbo derinimo
kontekste, valstybés politikos suvokima, ko negalima pilnai jgyvendinti nau-
dojant kiekybinius metodus pvz.: atliekant anketines apklausas (Jancaityté
ir kt., 2009); Kazénaité, 2013; Kairiené ir kt., 2009; Cesnauskas, Lazauskaite
— Zabielské, 2014; Adomyniené, Gustainiené, 2011). Taip nagrinéjama ta re-
alybé, kuria pazjsta interviu dalyviai. Taip pat daznai tokio pobtuidzio tyri-
muose nagrinéjamas vienos puseés, pvz.: darbdaviy arba gyventojy pozitris,
pristatomas viena konkrecia perspektyva, atskiriant Seimos—darbo derinima,
Seimos—darbo politikg bei Seimos—-darbo derinimo problemas ir priemones
(Stanktiniené ir kt., 2001; Stanktniené ir kt., 2003; (V?esnauskas, Lazauskaite-
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Zabielské, 2014; Buzaityté-Kasalyniené, Atmanaviciené, 2005) arba Seimos
ir karjeros derinima ly¢iy aspektu (Tandzegolskiené, Tamolitiné, 2016), pa-
sitenkinima darbu, priklausomai nuo Seimos—darbo derinimo galimybiy
(Adomyniené, Gustainiené, 2011). Pristatant tyrimy rezultatus (Kazénaité,
2013; Kairiené ir kt.,, 2009; Tandzegolskiené, Tamolitiné, 2016; Reingarde,
Tereskinas, 2006), kalbama apie Seimos—darbo derinimo problematika.

ISskirtinis ir svarbus aspektas yra tai, jog Siame tyrime remiamasi neoinsti-
tucine perspektyva, kuri skirta kompleksiskai iSanalizuoti institucine reikSme,
jitaka, poveikj vadovams ir dirbantiesiems bei jy reakcija i institucinj spaudi-
ma ir to pasekmes, tuo tarpu kituose Lietuvoje atliktuose tyrimuose analizuo-
jama Seimos-darbo politika kaip savarankiSkas tyrimo objektas arba, verti-
nant politika ir darbdaviy bei darbuotojy poziiirj, remiamasi lyciy lygybes,
konflikto ir vaidmeny teorijy perspektyvomis, didelj démesj koncentruojant
i ly¢iy nelygybe ir lygybés uztikrinima derinant Seimg ir darba (Kanopiené,
1998; Kazénaité, 2013; Kairiené ir kt., 2009; Reingardé, Tereskinas, 2006).

Sis tyrimas taip pat atskleidZia Lietuvoje itin menkai nagrinéta darbda-
viy ir valstybés galios ir jtakos pasidalinima darbuotojy Seimos ir darbo deri-
nimo procese, nustatoma, ar vyrauja hierarchiné-instituciné galios struktiira
(ir kokia ji), ar pasiskirstymas sferomis (jeigu yra, tai koks?). Tyrimo rezulta-
tai leis jvertinti, kokius realius veiksmus ir priemones turi taikyti tiek darb-
daviai, tiek valstybé, kad procesas buity kuo labiau subalansuotas. Moksliné
tyrimo reik§mé — gauti tyrimo duomenys leis papildyti mokslinius tyrimus
naujomis jzvalgomis, padedanciomis geriau pazinti visas pagrindines daly-
vaujancias grandis Seimos—darbo derinime — valstybés politika, darbdavius
ir dirbanciuosius bei saveika tarpusavyje. Tyrimas moksling reiksme turi dél
Seimos—darbo derinimo analizés per naujojo institucionalizmo teorijos prizme
ir teorijos pritaikymo tokio tipo tyrimui. Praktiné tyrimo reikSmeé — remiantis
rezultaty duomenimis, Seimos—darbo derinima formuojancios institucijos ga-
lés svarstyti naujas, labiau orientuotas, praktines priemones.

Disertacinio tyrimo moksliné problematika

Lietuvoje visuomené susiduria su jvairiomis Seimos—-darbo derinimo klit-
timis, o nesubalansuotas Seimos—darbo jsipareigojimy derinimas sukelia pro-
blemines pasekmes, tokias kaip: mazéjantis gimstamumas, senéjanti visuome-
né, lyc¢iy nelygybé tiek darbiniame, tiek Seimyniniame kontekste, kintanti Sei-
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mos struktiira. Minétoms problemoms turi didZziule reiksme galimybé efek-
tyviai derinti Seimos—darbo jsipareigojimus, kuriuos lemia daugelis vidiniy
ir iSoriniy veiksniy — tokiy kaip ekonominé Salies situacija, Seimos ir darbo
politika 3alyje, darbovietéje esanti politika ir t. t. Seimos—darbo derinimo kon-
tekste galima jzvelgti keliy lygmeny problematikg — netinkamos/netinkamai
taikomos/nepakankamos Seimos ir darbo politikos priemonés, Seimai nedrau-
gisky/nepalankiy darbovieciy ir darbdaviy dominavimas, darbuotojy vidinés
Seimos politikos neefektyvumas. Remiantis tuo, formuojasi abipusis konflik-
tas ir disbalansas tarp $eimos ir darbo jsipareigojimy. Sis konfliktas ir disba-
lansas lemia ekonominius, kultiirinius ir socialinius poky¢ius, kurie visuome-
nei, kaip ir valstybei, néra naudingi. Siekiant pagerinti Seimos—darbo derini-
mo procesg, pasalinti rizikas ir problemas tiek makro, tiek mikro lygmenyse,
reikia taikyti tikslingas priemones, o tg galima padaryti tik turint pakankamai
informacijos apie reiskinj. Nors tyrimy Lietuvoje atlikta gana nemazai, tac¢iau
vis dar yra neatsakyty klausimy (arba atsakyty, bet galbiit juos reikia nagri-
néti i$ naujo, nes atsakymai nedavé reikiamy rezultaty), tokiy kaip: ar is tie-
sy organizacijos vidaus politika atspinti praktiSkai taikoma valstybés politi-
ka? Nuo ko tai priklauso? Galbiit oficialiai deklaruojama politika turi Zymiai
mazesneg reikSme (galia) darbo-Seimos derinimo klausimu? Kas tuomet turi
reik§me? Koks tiesioginiy vadovy vaidmuo? Kas, jei tiesioginio vadovo tai-
koma politika nesutampa su organizacijos politika? Ar gali taip bati? Kaip
dirbantieji vertina darbo-Seimos derinimo politika visuose lygmenyse? Kaip
jie vertina tiesioginj vadova, jo jtaka darbo—Seimos derinimui? Kaip dirban-
tieji ir tiesioginiai vadovai vertina aktualius jstatymus Seimos—darbo derini-
mo klausimu? Kokie dirbanciyjy ir tiesioginiy vadovy likesciai? Darbdavys
ar valstybé turi daugiau jtakos Seimos—darbo derinimo procese? Sio tyrimo
metu, atsakant j klausimus, siekiama pildyti turimas mokslines Zinias trtiksta-
ma informacija, kuri gali padéti efektyviau prisidéti prie Salies Seimos—darbo
derinimo uztikrinimo.

Seima ir darbas yra vieni esminiy zmogaus gyvenimo komponenty, ku-
rie leidZia Zmogui jaustis pilnavertiskai, taciau tuo pat metu reikalauja daug
pastangy abipusiam jsipareigojimy jgyvendinimui. Tiek vyrai, tiek moterys
aktyviai dalyvauja darbo rinkoje, kuriai buidinga didelis intensyvumas, api-
brézty darbo valandy nebuvimas, jtampa, siekiant kuo didesniy asmeninio
tobuléjimo ir jmonés rezultaty patenkinimo. Kai tuo tarpu Seimyninis gyve-
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nimas, ypatingai turint mazameciy vaiky, reikalauja daug laiko, skirto namy
ruosai ir vaiky arba artimyjy (senyvo amziaus, nejgaliy) priezitirai. Siy dviejy
komponenty jsipareigojimai beveik visada susikerta laike, todél vis daugiau
Seimy patenka j keliantj stresg profesinio gyvenimo ir Seiminiy jsipareigojimy
derinimo konflikta, kurj iSspresti galima tik vykdant derinimo veiksmus ir tai-
kant reikiamas priemones, skirtas siekti balanso. Tiek pasaulyje, tiek Lietuvoje
atliktais tyrimais atskleidziama Seimos darbo derinimo svarba, tac¢iau dauge-
lyje valstybiy derinimo procesas kol kas néra sklandus, todél formuojama Sei-
mos—darbo derinimo politika, kuria siekiama padéti dirbantiesiems. Politikos
formavimas prasideda dar ES lygmenyje — ES direktyvose numatomi tikslai,
kurie turi buti jgyvendinami, formuojant darbo ir Seimos politikas kiekvieno-
je ES valstybéje individualiai. Suformuoty politiky principai, normos ir prie-
monés turi atsispindéti darbdaviy formuojamoje darbovieciy vidaus politiko-
je, kuri atlieka svarby vaidmenj Seimos-darbo derinimo ir Seimos gyvenimo
gerinimo procese. Visgi tai, kad vis dar susiduriama su jvairiomis problemo-
mis, derinant seimos-darbo derinima, rodo, jog $iuo metu jgyvendinama po-
litika néra pakankama ir reikalingos priemonés Seimos-darbo derinimo pro-
cesui gerinti.

Tyrimo objektas — valstybés ir darbdaviy politika bei dirbanéiy tévy patir-
tys Seimos ir darbo derinimo procese.

Tyrimo tikslas — iSanalizuoti valstybés ir darbdaviy politika bei dirbanciy
tévy patirtis Seimos ir darbo derinimo procese.

Tikslui pasiekti keliami Sie uzdaviniai:

1. ISanalizuoti valstybés ir darbdaviy vykdomos politikos bei dirbanciyjy
patirciy sasajas ir sprendimus lemiancius veiksnius mokslinéje literatii-
roje, taikant neoinstitucionalizmo prieiga;

2. iS$nagrinéti valstybés Seimos-darbo politika status quo;

3. iSanalizuoti darbdaviy vykdoma Seimos—darbo politika ir jos formavi-
mo bei jgyvendinimo motyvus, remiantis tiesioginiy vadovy patirtimi;

4. nustatyti, ar darbdaviy vykdoma formali ir neformali politika atliepia
valstybés realizuojama Seimos-darbo politika;

5. iSanalizuoti dirbanciyjy patirtis ir jy formuojamus liikescius j valstybés
ir darbdaviu/tiesioginiy vadovy vykdoma Seimos—darbo derinimo po-
litika.
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Disertacijos ginamieji teiginiai:

1. Instituciniu pozitiriu darbdaviai yra suvarzyti ir turi laikytis jstatymy —
taisykliy, nes taip yra priimta teisinéje valstybéje, taciau darbdaviai
formuoja vidine darbovietés politika savaip interpretuodami instituci-
nj spaudima bei paveikti vidiniy ir iSoriniy (visuomeniniy) veiksniy —
normu, vertybiy, kultiirinés aplinkos poveikio, individualiy tiksly, sie-
kio maksimizuoti nauda.

2. Valstybés vaidmuo Seimos—darbo derinime yra nepakankamas, nes kai
kuriy jstatymuose numatyty reikalavimy néra laikomasi arba jie yra
pazeidinéjami, jgyvendinant neformalia politika darbovietése, o numa-
tyti apribojimai kertasi su derinimui reikalingy priemoniy ir veikly jgy-
vendinimu, taip sukuriant dar daugiau problemy dirbantiesiems.

3. Darbdaviai yra galios pozicijoje dirbantiems tévams svarbiu — laiko val-
dymo klausimu, todél jiems darbdaviy neformali politika ir tiesioginiy
vadovy vaidmuo (kurj aiskina sociologinio neoinstitucionalizmo ir ra-
cionalaus pasirinkimo neoinstituciné teorijos) yra kur kas reikSminges-
ni darbuotojy Seimos—darbo derinimo kontekste nei valstybés formuo-
jama ir jgyvendinama formali politika.

4. Dirbantieji prisitaiko prie darbdaviy ir ju vykdomos politikos bei dar-
bovietése esanciy taisykliy, todél santykyje su valstybe yra linke palai-
kyti darbdavius.

Disertacijos struktiira

Disertacija sudaro jvadas, trys pagrindinés dalys: teorijos, metodologijos ir
rezultaty skyriai, taip pat diskusija, iSvados, rekomendacijos, naudotos litera-
tiros sarasas, priedai bei publikacijy ir prane§imy sarasas. J[vade pristatoma
moksliné problema, tyrimo aktualumas, tikslas ir uzdaviniai, darbo naujumas
ir jo reikSmé bei pateikiami ginamieji teiginiai.

Pirma disertacijos dalis — teoriné prieiga, kurig sudaro 4 poskyriai (da-
lys). Pirmoje dalyje analizuojami Seimos—darbo derinimo teoriniai pagrindai:
aiskinama Seimos—darbo derinimo koncepcija, t. y. pristatomas Seimos—darbo
derinimas sociologiniu pozitiriu, nagrinéjamos sampratos bei atskleidziamas
derinimo poreikis ir reikSmé. Antroje teorijos dalyje pristatomas valstybes vai-
dmuo darbuotojy Seimos—darbo derinimo procese, kurj apima taisykliy kiiri-
mas ir jgyvendinimas politikos mechanizmais. Treéioje teorijos dalyje prista-
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toma darbdaviy ir darbovieciy reiksmé darbuotojy Seimos—darbo derinimo
procese. Aptariamas darbdaviy ir darbovieciy vaidmuo, formalios ir nefor-
malios politikos formavimas ir Seimai palankiy priemoniy taikymas bei netai-
kymas. Nagrinéjama ne tik darbdaviy, bet ir tiesioginiy vadovy reikSmé dar-
buotojy Seimos darbo derinimui. Taip pat analizuojama, kokie teoriniai pa-
grindai lemia darbdaviy ir tiesioginiy vadovy sprendimus. Ketvirtoje teorijos
dalyje nagrinéjami dirbanciy asmeny pozitrio ir patirciy teoriniai pagrindai,
vertinant dirbanéiy asmeny atsaka j jiems primestas zaidimo taisykles valsty-
béje bei darbovietéje, taip pat pristatoma dirbanciy asmeny pozitrj ir patirtis
formuojantys veiksniai. Disertacijos antroje dalyje pristatoma tyrimo metodi-
ka bei 6 tyrimo etapai.

Trecioje disertacijos dalyje pristatomi tyrimo rezultatai, kuriuos suda-
ro 3 pagrindinés dalys: 1) pristatomas darbo derinimo kontekstas, kurj su-
daro darbo santykiy reguliavimo Salyje tvarka bei socio-ekonominé situacija;
2) pristatoma tiesioginiy vadovy politika darbuotojy Seimos—darbo derinimo
aspektu, atskleidziant atlikto kokybinio tyrimo rezultatus, kurie apima tie-
sioginiy vadovy taikomas formalias ir neformalias priemones, jy sprendimus
lemiancius veiksnius, taip pat jvertinamos (tiesioginiy vadovy nuomone) tei-
giamos ir neigiamos priemoniy taikymo ar netaikymo pasekmés bei atsklei-
dziami tiesioginiy vadovy lakesciai darbuotojams ir valstybés politikai; 3) tre-
c¢iojoje rezultaty dalyje pristatomi kokybinio tyrimo rezultatai, atskleidziantys
dirbanciy tévy patirtis ir litkes¢ius. Pirmame poskyryje pristatoma, su kokio-
mis priemonémis dirbantieji susiduria valstybéje bei darbovietéje bei kokias
priemones taiko patys ir kas lemia ty priemoniy taikyma. Antrame poskyryje
pristatomos problemos (ir jy kilmé), su kuriomis susiduria dirbantys tévai,
derindami Seimos ir darbo jsipareigojimus. Paskutiniame poskyryje atsklei-
dziami darbuotojy litkes¢iai Seimos—darbo derinimo priemoniy atzvilgiu, ver-
tinant galimybes ir poreikius tiek i$ valstybés perspektyvos, tiek is darbdaviy.

Teorinis disertacijos pagrindas

Seimos ir darbo derinimas yra pagristas laiko valdymu, padalinant jj pa-
gal turimus jsipareigojimus. Atsizvelgiant j tai, kad dirbantis ir turintis maza-
meciy vaiky asmuo turi kur kas daugiau jsipareigojimy Seimoje, ir tuo paciu,
siekdamas Seimos gerovés (finansinés) galimai prisiimdamas dar daugiau jsi-
pareigojimy darbe, negali visko tinkamai, kokybiskai paskirstyti laike, ir tai
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tampa dideliu i8Stikiu, kurj patiria ir j darbo rinka jsitrauke motinos ir j Seima
labiau siekiantys jsilieti téciai. Kai nepavyksta suderinti Seimos ir darbo jsipa-
reigojimy, gali susiformuoti Seimos—darbo konfliktas, kuris suprantamas kaip
neigiamas ar nesubalansuotas apmokamo darbo ir nedarbiniy veikly rezulta-
tas. Didelé dalis motery ir vyry patiria darbo—Seimos konflikta, todél Seimos
susiduria su neigiamomis to pasekmémis — atsiranda reikiamybé pasirinkti —
Seima ar karjeros galimybés, padidéja fizinis ir psichologinis stresas, paslyja
santykiai su darbdaviu arba Seimos nariais, gali tekti keisti darbg (Reingardeé,
Tereskinas, 2006). Konflikto buvimas didina dirbanciyjy ir ju Seimos nariy
Seimos—darbo derinimo poreikj. Poreikis skatina kurti ir jgyvendinti jvairias
priemonés, skirtas padéti darbuotojams Seimos—darbo procese.

Darbuotojy Seimos—darbo derinime kiti svarbiausi vaidmenys (be paciy
darbuotojy ir jy Seimos) tenka darbdaviams ir jy politikai bei valstybei ir jos
politikai. Siy trijy Saliy saveika ir konsensusas lemia, kokios bus Seimos—dar-
bo derinimo salygos ir galimybés bei kaip bus jgyvendintas Seimos—darbo de-
rinimo procesas. Valstybé, kaip valdzios institucija, teisinés bazés pagrindu
formuoja standartus, taisykles ir normas.

| ES politika Darbo rinka
1 b
Valstybé
| Seimos politika | | Darbo rinkos politika
Darbovieté
Darbdavys < » Tiesioginis vadovas

be '

Neformali politika

Formali politika

A
A

1

Seima Seimos (viding)

Darbuotojas

politika

Pav. 1 Valstybés, darbovietés ir dirbanciujuy saveika (sudaryta autorés)
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Pagal valstybéje suformuotas normas ir taisykles privalo veikti visi sociali-
niai veikéjai (Siuo atveju tiek darbdaviai, tiek dirbantieji). Normos ir taisyklés
sukuria ,,socialinio Zaidimo taisykles”, suteikiancias galimybes ir suformuo-
jancias ribas, kuriy privalo laikytis ir laikosi visi socialiniai veikéjai.

Visgi, remiantis naujojo institucionalizmo (arba kitaip — neoinstituciona-
lizmo) teorija, grindziama, jog kur kas didesne galig turi ne institucija ir jos
formuojama tvarka, o individualiis veikéjai, o institucinis valstybés spaudi-
mas yra tik veiksnys, veikiantis darbdaviy ir dirbanciujy santykius, kur svar-
biausias akcentas yra veikéjy motyvai. Si koncepcija sudaro disertacijos teo-
rinj pagrinda, paremta neoinstitucionalizmu, kur, pasak neoinstitucionalisty
(Hall, Taylor, 1996; DIMAGGIO, Powell, 1991; Peters, 2000; Hall, Taylor, 1996;
Parsons, 1967; Lane, 2000), sprendimai priimami ne institucijy (tokiy kaip jmo-
nés, valstybés ar kitos kolektyvinés organizacijos) pagrindu, o eiliniy veikéjy,
t. y. Zmoniy, kuriy pasirinkimus lemia motyvai (Parsons 1967; Hall, Taylor
1996; Lane 2000; Williamson 1996; Ostrom 2008; North 1990). Biitent moty-
vais aiskiname darbdaviy ir dirbanciyjy pasirinkimus, nuo kuriy priklauso
Seimos—darbo derinimo procesas ir galimybés. Tuo remiantis, tyrime siekia-
ma atskleisti, koks valstybés formuojamos Seimos—darbo politikos (jstatymu)
vaidmuo, laikantis neoinstitucionalizmo pagrindo, pagal kurj, ne valstybé yra
pagrindinis zaidéjas Seimos—darbo derinime, o pagrindiniai yra individualis
veikéjai (darbdaviai arba tiesioginiai vadovai bei darbuotojai), kuriy elgsena
itin svarbu perprasti (DIMAGGIO, Powell, 1991), nes elgsena net i$ ty paciy
jstatymy kontekste gali biiti skirtinga, paremta skirtingy motyvy.

Darbovietése darbdaviy (tiesioginiy vadovy) motyvus lemia jvairiis fak-
toriai keliais lygmenimis — darbovietés gerovés kontekste bei asmeninés tie-
sioginio vadovo gerovés kontekste, kur didele reikSme turi tiek vidiniai, tiek
iSoriniai veiksniai, kurie lemia darbovietése vyraujancios formalios ir nefor-
malios politikos formavima ir kaita arba kitaip — izomorfizma (DiMAGGIO,
Powell, 1991). Uz formalios politikos formavima atsakingas auksciausias va-
dovas, o politika darbdaviy yra jtvirtinama ir reglamentuojama jmonés vi-
daus dokumentuose. Tuo tarpu darbuotojy kontrolé daznai vykdoma remian-
tis biitent neformalia politika, kuria jgyvendina tiesioginiai vadovai, priimda-
mi kasdienius sprendimus. Darbovietése esanti formali ir/arba neformali poli-
tika turi tiesiogine reikSme darbuotojy Seimos—darbo derinimo procese ir pri-
klausomai nuo politikos krypties ir taikomy priemoniy gali palengvinti arba
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sukelti Seimos—darbo konflikta. Vyrauja nuomoné, jog Seimyninio ir darbinio
gyvenimo derinimg galima uztikrinti tik tuomet, kai darbovietéje formali ir
neformali politika yra viena kita papildanti ir jokiu bidu nepriestaraujanti.
Darbovietéje svarbiausi veikéjai yra darbdavys kaip institucijos vadovas
ir tiesioginis vadovas, kuriy vaidmenys gali persidengti. Priklausomai nuo
vaidmens, skiriasi ir sprendimy, susijusiy su darbuotojy Seimos—darbo deri-
nimu, kilmé bei motyvai. Veikéjy motyvai aiSkinami racionalaus pasirinkimo
neoinstitucionalizmo (Hall, Taylor, 1996) ir sociologinio neoinstitucionalizmo
(North, 1991) teorijomis. Remiantis jomis, veikéjy pasirinkimas grindziamas
asmeniniais interesais ir motyvacija, kuri yra labai kompleksiné ir sudétinga.
Veikéjo motyvacija yra savanaudiska ir naudg jis suvokia skirtingai, tac¢iau
daZniausiai orientuojasi i kapitalo maksimizavima, kurj jgyvendina veikda-
mas strategiskai ji supancioje institucinéje aplinkoje (Hall, Taylor, 1996), to-
dél vadovai, priklausomai nuo savo asmeninés situacijos ir savybiy (pvz.: ar
yra jmonés savininkai, ar ssmdomi darbuotojai), priima sprendimus, susiju-
sius su darbuotojy gerove, siekdami tam tikros naudos sau — pvz. naSumo
arba pelno didinimo jmonéje, gery rezultaty, tiksly pasiekimo skyriuje ir t.
t. Racionalaus pasirinkimo neoinstitucionalizmas, pabrézdamas veikéjo inte-
resus, nurodo, jog institucijos, kaip valstybés sukurti formaliy taisykliy rin-
kiniai, jsiterpia tarp veikéjy pasirinkimy ir ima varzyti ju veiksmus, taciau
veikéjai priima sprendimus specifinéje aplinkoje, tad ir elgesys bei taisykliy
laikymosi lygmuo skiriasi. Tq specifing aplinka analizuoja sociologinis neo-
institucionalizmas, kuriuo remiantis veikéjy individualius sprendimus le-
mia ne tik institucinis spaudimas ar siekis maksimizuoti nauda, bet ir labai
daug kity veiksniy, tokiy kaip visuomenéje esancios normos, vertybes, kul-
tariné aplinka, individualus ir kolektyvinis pozitiris, kognityvinis pazinimas
ir t. t. Tam reikSmes taip pat turi ir kiti veiksniai, tokie kaip: darbo sekto-
rius, kuriame dirbama (vieSasis/privatus) (Goodstein, 1994; Ingram, Simons,
1995); darbo rinka, dirbanciojo Seimos modelis (pvz.: vieniSas tévas) (Barnett,
Marshall, 1992; Delgado, Canabal, 2006; Grzywacz ir kt., 2005); dirbanciuyju
vidiné Seimos politika, Seiminiy ir darbiniy vaidmeny pasiskirstymas lyciy
aspektu (Wolpiuk-Ochocinska, 2014); subjektyvus dirbanéiojo pozitris ir ver-
tybés (samoningumo lygis, teisés j parama jausmas ir pan.); socio-demografi-
nés charakteristikos (lytis, amzius, i$silavinimas ir kt.); socio—ekonominé kai-
ta; socialiné padetis (Gatrell, 2005); vaiky ugdymo paslaugy teikimas. Minéty
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veiksniy visuma ne tik lemia darbuotojy Seimos—darbo derinimo procesa, bet
ir suformuoja atitinkamas patirtis, sukelia atitinkamas darbuotojy reakcijas,
suformuoja tam tikra pozitirj, nulemia pasirinkimus ir sprendimus.

Tyrimo duomenys ir analizés metodai

Disertacijos tyrimo dizainas sukonstruotas atsizvelgiant j tai, kad Seimos—
darbo derinime sgveikauja pagrindinés trys suinteresuotos pusés: dirbantieji
(ir ju S8eimos), darbovietés ir valstybé. Dirbanéiuosius ir darbdavius tiesiogiai
veikia, riboja arba prieSingai — suteikia laisvés teisés aktuose reglamentuotos
taisyklés, kurios lemia ne tik darbovietéje formuojama formalig ir neforma-
lig politika, taciau ir vadovy bei dirbanciy asmeny ir jy Seimos nariy elgsena
Seimos—darbo derinimo procese. Dirbanciy asmeny ir darbdaviy interakcijos
rezultatas lemia Seimos ir darbo derinimo galimybes, t. y. balansg tarp sude-
rinimo ir konflikto, todél tiek vienos, tiek kitos pusés poziiiris ir elgsena juos
supancioje, taisyklémis pagrjstoje aplinkoje yra vienas svarbiausiy veiksniy.
Atsizvelgiant j tai, tyrimo metu remiamasi naujojo institucionalizmo teoriné-
mis perspektyvomis (Hall, Taylor, 1996; DiMAGGIO, Powell, 1991), kuriy pa-
grindu bus siekiama paaiskinti darbdaviy ir dirbanciyjy motyvus per jy prii-
mamus sprendimus ir elgsena jstatymy kontekste.

Siekiant jgyvendinti $io tyrimo tikslg ir uzdavinius, tyrimas vykdomas
naudojant kokybine ir kiekybine, antriniy duomeny analizés, tyrimo metodo-
logija. Tyrime remiamasi reliatyvistinés ontologijos ir subjektyvistinés epis-
temologijos perspektyvomis, kai sukuriama tokia situacija, kurioje galima is-
girsti paties dalyvio pasakojima (Gubrium, Holstein, 2003), taip siekiant giliau
pazinti ir perprasti tyrimo dalyviy realybe Seimos—darbo derinimo kontekste,
suprasti juy pasirinkimus skirtingomis darbo ir gyvenimo salygomis toje pacio-
je teisinéje aplinkoje.

Tyrimo metodika apima keleta tyrimo etapy, kuriy jgyvendinimo metu
siekta pazinti tiriama objekta ir jvykdyti uzsibréztus tyrimo uzdavinius.
Tyrimas jgyvendintas 6 etapais. Pirmasis etapas — Seimos ir darbo politikos
analizé, skirta iSnagrinéti Lietuvoje vykdoma Seimos—darbo politika ir ja re-
miantis suformuoty teising baze, kurioje yra iSdéstytos visos darbuotojus ir
darbdavius/tiesioginius vadovus jpareigojancios taisyklés. Analizé skirta at-
skleisti, kokia situacija yra Salyje, t. y. kurio — dirbanciojo ar darbdavio puséje
yra valstybé, kokioms priemonémis ji skatina arba prieSingai — riboja Seimos—
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darbo derinimo proceso dalyvius. Tyrimui vykdyti buvo atrinktos darbo sa-
lygas reglamentuojanciy teisés akty versijos aktualios 2018 m. kovo-lapkri-
¢io meén. (laikotarpis, kurj vertino dirbantieji ir vadovai, atliekant tolesniuo-
se etapuose aprasytus kokybinius pusiau struktiiruotus interviu) bei naudo-
ti duomenys i$ 2017 m. sausio 1 d. MISSOC duomeny bazés (angl. Mutual
Information System on Social Protection Data Base). Dokumenty nagrinéjimui
naudojamas temy analizés metodas; antrasis etapas — socio-ekonominio kon-
teksto analizé, reikalinga jvertinti kitus, ne teisinius veiksnius, lemiancius da-
lyviy elgseng ir priimamus sprendimus. Nagrinéjami kulttriniai, ly¢iy lygy-
bés, uzimtumo ir pajamy, demografiniy tendencijy, ekonominés situacijos ir
kiti veiksniai, galintys turéti reikSmés Seimos—-darbo derinimo proceso daly-
viams ir jy pasirinkimui. Tyrimui naudojami statistiniai Lietuvos gyventoju
socio-demografiniai, socio-ekonominiai duomenys i$ Lietuvos statistikos de-
partamento duomeny baziy, Eurostat’o duomenys, kuriais analizuojami tokie
rodikliai kaip pajamos (Eurostat, 2018a), Seimy su vaikais skurdo lygis, skur-
do rizikos riba (Eurostat, 2018b), demografinés tendencijos (gimstamumas,
mirtingumas), santuokos/skyrybos (Eurostat, 2018c; 2018d), vidutinis Seimos
dydis (Eurostat, 2018e), vaiky susilaukimo amzius (Eurostat, 2018g), uzimtu-
mo lygis (Eurostat, 2018h); duomenys i$ Europos vertybiy tyrimo (2008). Tai
duomenys, turintys reikSmés Seimos—darbo jsipareigojimy derinimo proce-
sui bei skirti atskleisti dirbanciyjy patirtis, liikes¢ius ir vertybes. Duomenims
analizuoti taikomas antrinés duomeny analizés metodas; treciasis etapas —
darbovieciy formalios politikos zZvalgomasis tyrimas, skirtas rasti tinkamiau-
sius biidus ir jrankius, reikalingus nagrinéti darbdaviams ir darbovietéms ju
Seimos—darbo derinimo kontekste, taip pat jvertinti darbdaviy formuojamos
politikos darbovietése atitikciai teisés aktams. Tyrimui atlikti buvo naudoja-
mas kriterinés atrankos metodas, kuriuo remiantis atrenkami visi atvejai, ati-
tinkantys reikiamus kriterijus (Morkevicius ir kt., 2020). Gauty dokumenty
analizei taikomas turinio analizés metodas; ketvirtasis etapas - tiesioginiy va-
dovy neformalios politikos tyrimas atliktas pasitelkiant pusiau strukttruo-
tus interviu bei suformuotas remiantis Zvalgomojo tyrimo rezultatais (pagal
kuriuos nustatyta, jog, remiantis darbovieciy vidaus dokumentais, negalima
jvertinti realiai vykdomos Seimos—darbo politikos). Remiantis tuo ir teorinia-
me lygmenyje iSnagrinéty tyrimy rezultatais, Siame etape, siekiant iSnagrinéti
darbovietése vykdoma status quo politika, buvo vykdomas darbdaviy politi-

—40-



kos tyrimas, apklausiant tuos darbdavius ar jy atstovus, kurie realiai priima
kasdienius (angl. daily) sprendimus, tiesiogiai turincius reikSmés dirbanciyjy
Seimos—darbo derinimui. Naudojant kriterine atranka, buvo atrinkti tiesiogi-
niai vadovai ir 2018 m. kovo-liepos mén. laikotarpiu buvo atlikta 22 pusiau
struktiiruoti interviu su 22 interviu dalyviais. Apdorojant interviu metu gau-
tus duomenis, naudojamas turinio analizés metodas. Kokybiné turinio ana-
lizé atliekama pagal temas, naudojant MAXQDA jrankj. Interviu metu gauti
rezultatai interpretuojami; penktasis etapas — dirbanciyjy poziiirio zZvalgoma-
sis tyrimas, skirtas jvertinti tyrimo jrankj bei suformuoti interviu struktiira.
Remiantis kriterine atranka, buvo vykdomi 4 pusiau strukttiruoti interviu (su
4 Seimomis, 7 asmenimis) 2018 m. vasario — kovo mén. laikotarpiu, o gauta in-
terviu metu informacija buvo apdorojama turinio analizés metodu, naudojant
MAXQDA jrankj; Sestasis etapas — dirbanciyjy patirciy tyrimas, skirtas isna-
grinéti pagrindines dirbanéiyjy problemas Seimos—darbo derinimo atzvilgiu;
surinkti informacija ir iSanalizuoti darbuotojy pozitirj bei atsaka j darbdaviy
vykdoma politika ju atzvilgiu; pozitrj i valstybés vykdoma politika darbuo-
tojuy ir darbdaviy atzvilgiu; nustatyti ltikescius, orientuotus i darbdavius ir
valstybés politika ir skirtus Seimos—darbo proceso gerinimui. Tyrimas sufor-
muotas remiantis prie$ tai vykdyto Zvalgomojo tyrimo rezultatais ir vykdy-
tas apklausiant reikiamus kriterijus atitinkancius dirbanciuosius, kurie buvo
atrinkti naudojant kriterinés ir sniego gnitiztés principo atranky metodus. Su
atrinktais dirbanciais tévais buvo vykdomi pusiau struktiiruoti interviu (2018
m. balandZio-spalio mén. vykdyti 33 pusiau struktiiruoti interviu su 61 tyri-
mo dalyviu). Interviu metu informacija buvo apdorojama turinio analizés me-
todu, naudojant MAXQDA jrankj.

Kokybinis tyrimas (ketvirtasis ir Sestasis, t. y. darbdaviy ir dirbanciyjy po-
zitiriy bei patiréiy tyrimo etapai) vykdytas atsizvelgiant j konkrecius atrankos
kriterijus (pristatomi detalizuojant konkrety tyrimo etapa), taciau darbdavius
ir dirbanciuosius atrenkant i$ skirtingy darbovieciy, esanciy skirtinguose te-
ritoriniuose vienetuose, taip siekiant surinkti naujy duomeny, aptikti naujy
izvalgy, susijusiy su tiesioginiy vadovy ir dirbanciyjy poziariu bei formalios
ir neformalios politikos jgyvendinimu. Siekiant jvertinti patirtis ir jas apiben-
drinti, tyrimas turi btiti atliktas ne vienoje darbovietéje ir ne vienos profesi-
nés srities ribose, o apimant skirtingas sritis, vietoves, nes kitu atveju tyrimas
susiauréja ir gali likti neatskleistos kitokio pobtidzio (negu iki Siol nustatyta)
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problemos ar priemoneés, nes dél analogisky salygy daugumos dirbanciyjy ir
vadovy atsakymai biity ganétinai panasis. Atliekant tyrima pasirinktu keliu,
t. y. apklausiant skirtingy darboviec¢iy vadovus ir dirbanciuosius, bus gali-
ma surinkti dar neaptiktus ar mazai analizuotus duomenis, leidziancius giliau
analizuoti tyrimo objektg ir patj Seimos—darbo derinimo procesa.

Esminis tyrimo ribotumas — resursy tritkumas, reikalingas norint tyrimo
metu gautus duomenis, t. y. nustatytus naujus, reikSmingus radinius, panau-
doti kitam, tolesniam (kiekybiniam) tyrimo etapui, kurio metu biity galima
gautus disertacinius duomenis patvirtinti populiacijos mastu, atlikti, o gauti
rezultatai ir juy mastas Lietuvos kontekste biity itin jdoms.
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TYRIMO REZULTATAI

Seimos ir darbo derinimo konteksto Lietuvoje tyrimo
rezultatai.

Socio-ekonominis kontekstas

Sio etapo metu nagrinéti pagrindiniai socio-ekonomiai rodikliai atskleide,
jog Lietuvoje, lyginant su ES vidurkiu — gana Zemos pajamos, gana didelis Sei-
my su vaikais skurdo lygis (ypac vienisy tévy) ir kur kas aukstesné rizikos
riba, didelis vyry ir motery uzimtumo lygis, o taip pat neigiami demografi-
niai poky¢iai, Seimos instituto kaita, vis didéjantis vaiky susilaukimo amzius.
Tokia aplinka Lietuvoje Seimos-darbo derinimui néra itin palanki, taciau Sei-
mos ir darbo derinimas yra labai reikalingas esantiems rodikliams gerinti.

Visuomeniniy normy kontekstas

Nagrinéjant Europos vertybiy studijos apklausy duomenis (2008) ir verti-
nant dirbanciuju poziiirj i Seimos ir darbo derinimo galimybes darbovietése,
didelé dalis dirbanéiy gyventojy nurodé, jog vertina Seimai draugiska darbo-
viete, kaip jiems svarby darbovietés kriterijy, kuris yra ir prioritetinis krite-
rijus, ieSkant naujos darbo vietos. Tiek vyrai, tiek moterys, nurodé, jog susi-
duria su sunkumais darbovietéje, derindami Seimos ir darbo jsipareigojimus,
o daugiausia sunkumy jiems kelia ilgos darbo valandos, nenuspéjamas arba
nepatogus darbo grafikas, ilgas kelias j darba ir atgal, daug pastangy reika-
laujantis ar varginantis darbas, darbdavio ir kolegy palaikymo trakumas bei
kitos priezastys. Vienas i§ didZiausiy Seimos—darbo derinimo isstkiy — vaiky
priezitira, dél kurios Lietuvoje moterys gana ilgam laikotarpiui ,iSkrenta” i$
darbo rinkos. Cia svarby vaidmenj atlieka vaiky prieZitiros paslaugas teikian-
cios jstaigos ir jy prieinamumas, kuris Lietuvoje néra vienodas ir didmiesciy
Seimoms taip pat tampa iSstkiu.

Politinis kontekstas

Lietuvoje jstatymai dirbantiems asmenims ir jy Seimoms reglamentuoja
tiek teising, tiek socialine apsauga Seimos ir darbo derinimo procese. Teisés
aktuose apibréZiama nemazai priemoniy, skirty dirbantiesiems palengvinti
Seimos—darbo derinima, pvz.: maitinimo kriitimi pertraukos, apmokamuy, ne-
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mokamuy ir papildomy atostogy garantija, grafiky pasirinkimo pirmenybeé, ri-
bojimai nutraukti darbo sutartis su tévais, turin¢iais mazameciy vaiky, darbo
laiko lankstumui, vir§valandZziy skyrimui, darbo naktimis ir poilsio dienomis
skyrimui (Lietuvos Respublikos darbo..., 2016; Lietuvos Respublikos mote-
ry..., 2016). Visgi teisinés priemonés negali apsaugoti darbuotojo santykiuose
su darbdaviu visais atvejais, kadangi egzistuoja nemazai vietos jstatymy in-
terpretacijai, paliekant sprendimy priémima darbdavio ir darbuotojo tarpusa-
vio sutarimui, nejvertinant darbdavio galios pozicijos.

Darbo ir Seimos derinime vienas i$ didesniy i§stikiy — vaiky priezitiros uz-
tikrinimas, Lietuvoje esancios formaliosios taisyklés leidzia Seimoms rinktis
tarp vaiko prieZzitiros atostogy (vienam iS tévy) arba abiejy tévy tolesnio daly-
vavimo darbo rinkoje. Vaiko prieZiiiros atostogy reglamentavimas itin lanks-
tus ir suteikia tévams nemazai laisvés, pvz.: pasirinkti vaiko auginimo atosto-
gy trukme. Visgi pasigendama realesniy priemoniy, pvz.: susijusiy su vaiko
priezitira, reikalingy tévams, norintiems grjzti j darbo vietg kur kas anksciau.
Visa tai atsiremia j finansines galimybes ir poreikius. Dirbantiesiems ir ju vai-
kams skiriamos jvairios iSmokos, kurios i$ pirmo zvilgsnio atrodo kaip didelé
pagalba tévams, taciau dauguma iSmoky yra vienkartinés ir labai mazos, to-
dél pvz. vieniSoms motinoms uzsitikrinti finansinj stabiluma yra opus i$su-
kis. Didele reikSme turi ir ribojimai — nustatyta, jog dalis iSmoky mokama tik
igijus reikiama staza (pvz.: vaiko priezitiros iSmoka), o tokiu atveju moteriai,
neplanuotai pastojus ir neatitinkant iSmokai gauti esanciy reikalavimy, biity
pritaikytos tik socialinés paramos schemos, kurios nebitinai galéty uztikinti
baziniy poreikiy patenkinima (Lietuvos Respublikos darbo..., 2016; Lietuvos
Respublikos iSmoky..., 2018).

Empirinio tiesioginiy vadovy pozitrio ir jy vykdomos
politikos tyrimo rezultatai.

Tiesioginiuy vadovy taikomos priemonés

Galutinj sprendima dél Seimai palankiy priemoniy ne(taikymo) dazniau-
siai priima tiesioginiai vadovai. Tai reiskia, kad nors ir egzistuoja institucinis
valstybés spaudimas, jgyvendintas per valstybés formalig politika, ir darbo-
vietés formali politika, taciau galutiniai sprendimai priimami individualiame,
neformaliame lygmenyje. Tyrimo metu tiesioginiai vadovai nurodé Sias dir-
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banciyjy Seimos—darbo derinimui skirtas priemones: isleidzia, kai reikia, su-
teikia nuotolinio darbo galimybe, leidzia atsivesti vaika j darba, leidZia neimti
nedarbingumo sergant ir t. t. Dauguma taikomy priemoniy yra neformalios,
nors kai kurie taiko ir formalias (jstatymuose arba darbovietés tvarkose api-
bréztas priemones).

Tiesioginiy vadovy sprendimus lemiantys veiksniai

Tiesioginiy vadovy sprendimai, priklausomai nuo aplinkos veiksniy bei
uzimamos pozicijos, yra pagrjsti dominuojancia racionalaus pasirinkimo ne-
oinstitucionalizmo teorija, pagal kurig jie siekia maksimalios naudos, bei so-
ciologinio neoinstitucionalizmo teorija, pagal kurig sprendimams reikSme turi
individualios nuostatos ir vertybés. Analizuojant iSorinius veiksnius, lemian-
cius tiesioginiy vadovy sprendimus, atskleista, kad jtaka sprendimams dar-
bovietéje daro tokie veiksniai, kaip: suteikta galia, rezultaty pasiekimo bti-
numas, jmonés formali politika, darbo specifika ir pan. Kur kas maZzesne jtaka
turi institucinis spaudimas.

Priemoniy taikymo pasekmés

Patys tiesioginiai vadovai mano, jog palankiy Seimai priemoniy taikymas
turi tiek teigiamas, tiek neigiamas pasekmes. Taciau neigiamas pasekmes daz-
niau jvardijo tie tyrime dalyvave vadovai, kurie kartu yra ir jmonés savinin-
kai/auksciausio rango vadovai (dar vadinami darbdaviais), tuo tarpu teigia-
mas pasekmes labiau jzvelgé samdomi tiesioginiai vadovai.

Tiesioginiy vadovy liikesciai

Tiesioginiai vadovai, kalbédami apie ltikescius, susijusius su Seimos—dar-
bo derinimu, buvo gana lakoniski ir nurodé, jog noréty i$ valstybés sulaukti
daugiau lankstumo juy atzvilgiu, taip pat finansinés nastos, susijusios su dar-
buotojais, mazinimu. Gana nemaza dalis apklausty tiesioginiy vadovy nuro-
dé, jog nenori nieko, leisdami suprasti, jog nieko daugiau nesitiki, nors ir no-
réty. Tai rodo nepasitikéjima ir nusivylima institucine sistema. Tiesioginiy va-
dovy ltikesciai yra tiesiogiai orientuoti i nauda, pelna. Tai reiskia, jog vadovai
linke kurti palankesnes darbuotojams salygas tada, kai jie teikia pakankama
arba didesne nauda.

— 45—



Empirinio dirbanciy tévy patirciy ir lukesciuy tyrimo
rezultatai.

Dirbanciy tévy jvardintos Seimos—darbo derinimo priemonés

Dirbanciyjy jvardintos priemonés sudaro tris grupes: valstybés, darbdaviy
bei paciy dirbanciyjy taikomos Seimos—darbo derinima palengvinancéios prie-
moneés. Pasak dirbancéiy tévy, jie susiduria su valstybés taikomomis finansiné-
mis, darbo salygy sudarymo bei vaiky priezitiros atostogy priemonémis. I ju
dirbantiesiems itin reikSmingos yra vaiko prieZiiiros atostogy suteikimo sa-
lygos, tuo tarpu finansinés priemonés iSsakytos labiau nusivylimo kontekste.
Dirbantys tévai darbovietése daugiausia susiduria su neformaliy priemoniy
(isleidimas kai reikia i$ darbo, nuotolinio darbo suteikimas, laisvo ir lankstaus
grafiko sudarymas ir pan.) taikymu, taciau egzistuoja ir formalios (papildomy
atostogu suteikimas, mamadieniuy/tévadieniy suteikimas, etato pasirinkimo
galimybeés suteikimas) bei finansinés priemonés (vienkartinés ir daugkartines
iSmokos). Dirbantieji labiausiai vertina neformalias priemones, nes jos efek-
tyviai sprendzia juy kasdienius Seimos—darbo derinimo i$stkius. Dirbantieji,
nurodydami, kokias priemones taiko patys, akcentavo gyvenamosios vietos
keitima, papildomo darbo (tiek oficialaus, tiek neoficialaus) susiradima (tai-
koma tiek vyry, tiek motery) bei pagalbos i$ artimyju prasyma, skirta vaiky
prieZitirai ar mobilumui uZtikrinti.

Dirbanciu tévy jvardintos Seimos-darbo derinimo problemos

Nepaisant jvardinty Seimos—darbo derinimo priemoniy, dirbantieji susi-
duria su jvairaus pobiidzio problemomis, kurios daugiausia kyla dél darbo-
vietéje esancios formalios politikos ir jstatymuy nesilaikymo (priklausanciy
atostogy nesuteikimas, motiny su mazais vaikais nepriémimas j darba ir t. t.)
ir neformalios politikos (darbo laiko, darbo grafiko nepalankus sudarymas,
psichologinis tiesioginiy vadovy spaudimas ir t. t.); dél valstybéje esancio tei-
sinio reglamentavimo, kuris, pasak dirbanciyjy, numato per maZas iSmokas
bei iSmoky lubas, taip pat apriboja dirbanciuosius dél galimybiy derinti dar-
ba ir Seimg vaiko priezitiros atostogy metu ir pan.; dél ugdymo paslaugy ga-
vimo (priémimo kriterijy) bei ugdymo paslaugy kokybés. Dirbantieji iSsky-
ré ir kitus kriterijus, kelian¢ius problemas, derinant Seimos ir darbo jsiparei-
gojimus — darbo specifika, gyvenamosios vietovés specifika ir kt. Nurodytos
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problemos dazniausiai veikia kompleksiskai. Vertinant valstybés ir darbdavio
reikS§me problemy formavimosi procese, galima teigti, jog pagrindiné kritika
valstybei — dél iSmoky ir ribojimy skyrimo, tuo tarpu darbdaviams ir tiesio-
giniams vadovams — dél jstatymy nesilaikymo. Kitos dirbanciyjy problemos
(ugdymo priezitiros neuztikrinimas, susisiekimo problemos) atspinti tai, kad
valstybéje néra uztikrintos gerovés valstybe atitinkancios paslaugos, daugiau-
siai susijusios su vaiky ikimokyklinio ugdymo prieinamumu, susisiekimo ko-
kybe ir turi didele reikSme Seimos—darbo derinimui.

Dirbanciy tévy lukesciai

Dirbantys tévai iSsaké ltkescius, orientuotus j valstybés politika bei darb-
davius. Dirbanciyjy liikesciai valstybés atzvilgiu yra orientuoti j aktualiausiy
ir didziausiy problemy sprendima, kuris jgyvendinamas gerinant finansines
gyvenimo salygas bei vaiky priezitiros galimybes. Dirbanciyju nuomone, ge-
rinant finansines salygas Seimoms, turi biti orientuojamasi ne j iSmoky didi-
nima (iSskyrus vaiko prieziiiros atostogy), o j mokesciy mazinima ties skurdo
rizikos riba gyvenanc¢ioms Seimoms arba tévams, dirbantiems antrus darbus,
kas galbuit padéty sumazinti dabar esantj Sesélinés ekonomikos lygij. Tai, kad
dirbantiesiems itin aktualu finansinés priemoneés, gali reiksti, jog ju pragyve-
nimo lygis yra nepakankamas, siekiant uztikrinti savo poreikius. Kaip finan-
sinés priemonés, dar yra tikimasi jvairiy lengvaty ir kompensacijy tiesiogiai
su vaikais susijusioms islaidoms. ISsakyti jvairus litkesciai ir pasitilymai vals-
tybés politikai atspindi neoinstitucionalizmo perspektyva aiskinama reiskinj,
kai institucinis reguliavimas formuojamas arba siekiamas formuoti principu
.8 apacios j virsy”, t. y. néra aklai laikomasi visy taisykliy, o yra siekiama jas
pakeisti.

Didele reiksme dirbantiesiems, gyvenantiems kaimo vietovése ir didmies-
c¢iuose, turi ugdymo jstaigy pasiekiamumas, prieinamumas, todél dirbantie-
ji tikisi $iy salyguy gerinimo. Be Siy priemoniy, dirbantieji dar tikisi sulauk-
ti daugiau edukacinés, psichologinés, informacinés pagalbos i$ valstybés. Sie
ltkesciai rodo, kad dirbantieji aiskiai zino, ko jiems reikia, ir tikisi, kad dalj ju
problemy galima iSspresti atliekant reikiamus veiksmus valstybés lygmenyije.

Visos priemonés, kuriy dirbantieji tikisi i§ darbdaviy, yra neformalaus po-
btudzio ir dauguma jy susije su laiko valdymu, pvz.: galimybeé susitvarkyti
Seimos reikalus, kai reikia, galimybé turéti lanksty darbo grafika, dirbti ne-
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pilnu etatu. Sios priemonés itin svarbios ir aktualios ne tik moterims, taciau ir
vyrams, kadangi jie vis labiau jsitraukia j Seimos reikalus bei vaiky priezitira.
Viena i$ svarbiausiy priemoniy, nuo kurios priklauso ir visos kitos — tiesiogi-
nio vadovo pozitiris, kuris iSreiskiamas darbuotojus palaikant moraliskai, ro-
dant supratinguma, stengiantis padéti.
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ISVADOS

Atlikus disertacijos tyrima, pateikiamos integruotos atlikty tyrimy rezul-
tatus apibendrinancios iSvados, kuriose atsispindi disertacijos jvade suformu-
luoty uzdaviniy sprendimai ir ginamieji teiginiai:

1. Seimos-darbo derinimo procese saveikauja trys pagrindinés Salys — dir-
bantieji (ir ju Seimos nariai), darbdaviai (ir tiesioginiai vadovai) bei vals-
tybeé. Dirbantysis ir jo Seima yra pagrindiniai veikéjai Seimos—darbo deri-
nimo procese, laviruojantys tarp Seimos ir darbo jsipareigojimy jgyvendi-
nimo kintanc¢ioje socio-ekonominéje, kulttirinéje, technologinéje, politinéje
aplinkoje. Valstybés vaidmuo Siame procese jgyvendinamas per Seimos ir
darbo politikos formavima, darbdaviy bei darbuotojy santykiy reguliavi-
ma. Tuo tarpu darbdavio bei tiesioginio vadovo vaidmuo Seimos-darbo
derinimo procese jgyvendinamas per formalios ir neformalios politikos
formavima darbovietéje.

2. Remiantis naujojo institucionalizmo prieiga, institucinis valstybés spau-
dimas yra tik vienas i$ veiksniy, sukuriantis socialinio Zaidimo taisykles,
persikeliancias j darbovietes. Taciau tiek dirbantieji, tiek vadovai naujo-
jo (sociologinio ir racionalaus) institucionalizmo pozitriu yra tik veikéjai,
priimantys individualius sprendimus, kuriy kilmeé gali biiti paremta juos
supancia socialine, ekonomine, kulttrine, technologine aplinka arba su-
sikoncentravimu j naudos maksimizavima, pasinaudojant institucine ap-
linka.

3. Lietuvoje pagrindinés Salyje vystomos Seimos politikos sritys yra motinys-
tés pasalpos, vaiko ir Seimos iSmokos, vaiko riipybos schemos, tuo tarpu
i Seimos—darbo procesui aktualiy darbo organizavimo salygy nustatyma
bei dirbanciyjy ir darbdaviy santykius valstybé per daug nesikisa ir pa-
lieka laisve jiems patiems rasti kompromisus. Tai reiskia, jog institucinis
spaudimas néra grieZtas ir taisyklés suteikia laisvés politikos neformaliza-
vimui.
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4. Darbovietése vykdoma tiek formali, tiek neformali Seimos—darbo politika,
tac¢iau dominuoja neformali politika, kuri pasizymi tuo, jog neatliepia vals-
tybés jgyvendinamos Seimos—darbo politikos. Uz jos (ne)taikyma darbo-
vietése yra atsakingi tiesioginiai vadovai, kurie mazai atsizvelgia j institu-
cinj valstybés spaudima, priimdami sprendimus dél to, kokias priemones
taikyti, o kokiy — ne.

5. Darbdaviai, vertindami Seimai palankios aplinkos kiirima darbovietése,
izvelgia tiek teigiamas, tiek neigiamas pasekmes. Remiantis jomis, vertin-
dami perspektyvas ir galimy priemoniy taikyma, savo pasirinkimus jie
grindzia kapitalo maksimizavimo, asmeninés patirties, socialinio spaudi-
mo motyvais, o ne instituciniu valstybés spaudimu (Ostrom 2008; North,
1990). Tai atspindi ir darbdaviy liikes¢iy formavimo kryptis, kurios orien-
tuotos ne j valstybés formuojamos Seimos—darbo politikos tobulinimag, o
i santykiy su darbuotoju optimizavima ir/arba juy organizacijos kapitalo
maksimizavima. Tai atspindi ne tik institucinio veiksmingumo trikuma,
tadiau ir veikéjy nepasitikéjima valstybés institucijomis.

6. Dirbanciy tévy iSsakytos jvairaus pobtidzio problemos atskleidzia, jog eg-
zistuoja labai daug veiksniy, kompleksiskai apsunkinanciy jy Seimos-dar-
bo derinima. Dabartinés tiek darbdaviy, tiek valstybés, tiek paciy dirban-
¢iyjy taikomos priemonés yra nepakankamos, o tai atskleidzia, kad vis dar
egzistuoja nemazai neisspresty Seimos—darbo derinimo problemy (neuzti-
krinamos vaiko priezitiros paslaugos, darbovietés formalios politikos ir/ar
istatymu nesilaikymas, vaiko prieZiiira ir darbo derinima komplikuojantys
teisiniai apribojimai, tiesioginiy vadovy taikomos, ne visada Seimai palan-
kios, neformalios priemonés, apsunkinancios Seimos ir darbo jsipareigoji-
my jgyvendinima).

7. ISryskéja Seimos—darbo derinimo problemy kompleksiskumas, kuris susi-
formuoja dél darbdaviy neformalios politikos (kai jie netaiko Seimai drau-
gisky priemoniy) ir dél valstybés vykdomos formalios politikos, kuri api-
ma ir neuztikrinta valstybiniy paslaugy teikima Seimai, kas daznai ne pa-
lengvina, o apsunkina Seimos—darbo derinimo procesa. Dirbantieji, vertin-
dami savo santykj su darbdaviais, daznu atveju palaiko darbdavius ir ju
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vykdoma politika, kai §i apima Seimai palankiy priemoniy taikyma. Tai
rodo, jog darbovietése tiesioginiy vadovy taikoma neformali politika dir-
bantiesiems kur kas reikSmingesné, nei valstybés jgyvendinamos forma-
lios seimos—darbo politikos priemoneés, tad tam tikrais atvejais neformali
politika turi didesne galig uz jstatymus. Tiesioginiy vadovy taikomos ne-
formalios priemonés yra reikSmingesnés, nes orientuotos j konkreciy pro-
blemy sprendima realiu laiku ir apima priemones, susijusias su dirbanciy-
ju darby organizavimu ir jy laiko paskirstymu. Tai rodo, jog darbdaviams
suteikiama nemazai laisvés per rekomendacinio pobiidzio taisykles, netu-
rincias pakankamai sverty jy laikytis, tad darbdaviai gali interpretuoti ir
taikyti jstatymus jiems palankiu badu.

. Dirbandiyjy patirtys suformavo liikescius valstybés politikai paremtus dir-
banciyjy gyvenimo salyguy, kurias, pasak ju, galima uztikrinti finansinémis
bei motery integracijos j darbo rinka uZztikrinan¢iomis priemonémis, geri-
nimu, o tai atskleidzia, kad socio-ekonominé aplinka dirbantiesiems néra
palanki. Pagrindinis dirbanéiyjy lukestis valstybei susijes su darbuotojy ir
darbdaviy santykiy reguliavimu, yra poreikis formuoti maziau darbda-
vius varzancéiy jpareigojimy, jiems formuojant formalig darbovieciy politi-
ka, ir palikti dar daugiau laisvés jy neformalios Seimai palankios politikos
formavimui. Toks poreikis, nukreiptas j darbdaviy taikoma neformaliag po-
litikg, rodo, jog dirbanciy tévy patirtys skatina prisitaikymo prie darbda-
viy zaidimo taisykliy apraiskas, kurios galéjo susiformuoti kaip nepasi-
tikéjimo valstybe pasekmé, atsiradusi, kai jstatymai jy neapsaugojo. Tai
atskleidzia, jog darbdaviai yra galios pozicijoje, o susiformaves nepasitike-
jimas valstybe lemia poreikj perkelti didesne atsakomybe darbdaviams ir
dirbantiesiems.
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