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ÁTAKA NACIONALINËS KVALIFIKACIJØ SISTEMOS KÛRIMUI

A n o t a c i j a
Straipsnyje analizuojamas þmogiðkøjø iðtekliø ugdymo

ir plëtros sanklodos Lietuvoje poveikis nacionalinës kvalifi-
kacijø sistemos kûrimui. Apþvelgiama, kaip kvalifikacijø pro-
jektavimo, ágijimo, vertinimo ir pripaþinimo procesus bei kva-
lifikacijø sàrangos kûrimà veikia þemos kvalifikacijos darbo
jëgos ir þemos uþimtumo kokybës pusiausvyros situacija,
þmogiðkøjø iðtekliø kiekybinio ir kokybinio praradimo pavo-
jai augant emigracijos mastams ir su tuo susijæs kvalifikuo-
tos darbo jëgos trûkumas bei eurointegracija ir atsivërusi
Europos Sàjungos darbo rinka.

P a g r i n d i n ë s  s à v o k o s :
kvalifikacija, þmogiðkieji iðtekliai, nacionalinë kvalifikaci-

jø sistema, þmogiðkøjø iðtekliø ugdymas, darbo jëga, uþim-
tumas, kvalifikacijos projektavimas, kvalifikacijos ágijimas,
kvalifikacijos vertinimas ir pripaþinimas, kvalifikacijø sàran-
ga.

S u m m a r y
The article analyses the impact of human resource de-

velopment structure in Lithuania upon the creation of the national
qualification system. It presents an overview of how the design
of the qualification framework, and associated acquisition,
assessment and recognition processes are affected by: the
predominance of low qualification labour force; low employment
quality balance; the risk of quantitative and qualitative loss of
human resources as a result of emigration; consequent short-
ages of skilled labour; and European integration of product and
labour markets.

K e y  w o r d s :
Qualifications, human resource, human resource develop-

ment, labour force, employment, qualification design, quali-
fication acquisition, qualification assessment and recognition,
qualification framework.

ÁVADAS

Analizuojant kvalifikacijø sistemos sampratà, iðryðkëja glaudþios
jos sàsajos su þmogiðkøjø iðtekliø ugdymu. Galima teigti, kad
kvalifikacijø sistemø kûrimu be kitø svarbiø tikslø siekiama vals-
tybës lygmeniu tvarkyti ir reguliuoti þmogiðkøjø iðtekliø ugdy-
mo ir plëtros procesus siekiant tam tikrø strateginiø visuome-
nës socialinës ir ekonominës plëtros tikslø: ekonominio kon-
kurencingumo stiprinimo, socialinës sanglaudos didinimo ir pan.
Taèiau þmogiðkøjø iðtekliø ugdymas ir plëtra yra ne tik kvalifi-
kacijø sistemos funkcionavimo objektai. Ðie procesai sudaro
itin svarbias prielaidas kvalifikacijø sistemos kûrimui ir tiesio-
giai veikia ðá kûrimo procesà (Lietuvos nacionalinës kvalifika-
cijø sistemos koncepcija 2006). Þmogiðkøjø iðtekliø ugdymas
ir plëtra ávairiuose strateginiuose Lietuvos ir Europos dokumen-
tuose yra deklaruojami kaip svarbûs ávairiø politikø ir strategijø
tikslai bei uþdaviniai, taèiau jie beveik neanalizuojami ir neverti-
nami kaip tam tikrø politiniø ir administraciniø priemoniø kûri-
mo prielaidos. Todël ðio straipsnio tikslas yra iðtirti þmogiðkøjø

INTRODUCTION

Analysis of the concept of a qualification system has revealed
its close relationship with human resource development. The
creation of a qualification system seeks, among other goals,
to administer and regulate human resource development
processes on the state level, pursuing cer tain strategic goals
of societal social-economic development, such as streng-
thening economic competitiveness and social cohesion.
However, human resource development is not only the object
of the effective functioning of a qualification system. These
processes create impor tant premises for the development
of qualification system and have a direct impact upon the
very process of development (Lietuvos nacionalinës kvali-
fikacijø sistemos koncepcija, 2006). Human resource de-
velopment has been declared as an impor tant goal and ob-
jective of various policies and strategies in various strategic
Lithuanian and European documents, yet it has not been sub-
ject to systematic analysis and assessment as a premise
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iðtekliø situacijos ir jø plëtros veiksniø sàveikà su Lietuvos nacio-
nalinës kvalifikacijø sistemos kûrimu.

Siekint ðio tikslo, sprendþiami tokie uþdaviniai:
• nustatyti pagrindinius þmogiðkøjø iðtekliø plëtros ir ug-

dymo Lietuvoje veiksnius, sudaranèius dabartinius þmogið-
køjø iðtekliø plëtros modelius;

• iðanalizuoti, kaip dabartinë þmogiðkøjø iðtekliø situacija
ir jø plëtros modeliai veikia Lietuvos nacionalinës kvalifikacijø
sistemos kûrimà ir kaip ðios sistemos kûrimas veiks þmogið-
kø iðtekliø plëtrà.

ÞMOGIÐKØJØ IÐTEKLIØ UGDYMO
IR PLËTROS SANKLODOS SAMPRATA
IR SÀSAJA SU KVALIFIKACIJØ SISTEMA

Þmogiðkøjø iðtekliø ugdymo ir plëtros sanklodà galima api-
brëþti kaip tam tikroje visuomenëje susiformavusiø þmogið-
køjø iðtekliø ugdymo, mokymosi, kvalifikacijos tobulinimo ga-
limybiø ir jø realizavimo bûdø sistemà, kurià sudaro: instituci-
në ugdymo infrastruktûra (ðvietimo, profesinio rengimo,
aukðtojo mokslo, tæstinio profesinio rengimo institucijos); san-
tykiai tarp socialiniø partneriø, ðvietimo institucijø ir valstybës
þmogiðkøjø iðtekliø ugdymo srityje; visuomenëje dominuojantis
bei valstybës politikoje áprasmintas poþiûris á þmogiðkøjø ið-
tekliø ugdymo platumà, prieinamumà ir sklaidà; darbo jëgos
pasiûlos ir paklausos koordinavimo bûdai (uþimtumo politi-
ka); valstybës socialinës ir ekonominës politikos orientacija.

Ði sankloda iðkelia sverbias nacionalinës kvalifikacijø sis-
temos kûrimo prielaidas. Galima iðskirti procesines instituci-
nes, socialines prielaidas, þmogiðkøjø iðtekliø ugdymo trakta-
vimà ir supratimà visuomenëje, darbo jëgos pasiûlos ir pa-
klausos sàveikà ir darbo rinkos reguliavimà, valstybës socia-
linæ ir ekonominæ politikà (þr. 1 pav).

1 paveiksle nurodytos prielaidos tiesiogiai veikia kvalifika-
cijø sistemos procesus: kvalifikacijos projektavimà, ágijimà,
vertinimà ir pripaþinimà. Ðiame straipsnyje apsiribojama svar-
biausiø ir problemiðkiausiø þmogiðkøjø iðtekliø udgymo ir plët-
ros Lietuvoje veiksniø ir jø sàveikos su nacionalinës kvalifika-
cijø sistemos procesais analize. Analizei pasirenkami ðie þmo-
giðkøjø iðtekliø ugdymo ir plëtros veiksniai:

1. Þemos kvalifikacijos darbo jëgos ir þemos uþimtumo ko-
kybës pusiausvyros dominavimas Lietuvos darbo rinkoje ir
veiklos sistemoje.

2. Þmogiðkøjø iðtekliø kiekybinio ir kokybinio praradimo pa-
vojai augant emigracijos mastams ir su tuo susijæs kvalifikuo-
tos darbo jëgos trûkumas.

3. Socialinës partnerystës stoka þmogiðkøjø iðtekliø ugdy-
mo srityje, fragmentiðkas bendradarbiavimas tarp darbdaviø,
profesinio rengimo institucijø, darbuotojø organizacijø ir kitø
socialiniø partneriø.

4. Eurointegracijos ir atsivërusios ES darbo rinkos povei-
kis þmogiðkøjø iðtekliø plëtrai Lietuvoje.

ÞEMOS KVALIFIKACIJOS DARBO JËGOS
IR ÞEMOS UÞIMTUMO KOKYBËS PUSIAUSVYROS
DOMINAVIMO LIETUVOS DARBO RINKOJE POVEIKIS
NACIONALINËS KVALIFIKACIJØ SISTEMOS KÛRIMUI
Lietuvoje ðiuo metu stebima þemos kvalifikacijos darbo jëgos
ir þemos uþimtumo kokybës pusiausvyros situacija, kurià le-
mia ðie veiksniai:

for creating cer tain political and administrative instruments.
Therefore, the purpose of this ar ticle is to explore the in-
teraction of the human resource situation and development
factors with the development of the Lithuanian national
qualification system.

The following objectives were set to achieve the goal:
• To distinguish the main factors of human resource de-

velopment in Lithuania, which comprise the modern human
resource development models;

• To analyse how the current human resource situation
and modern human resource development models affect the
creation of the Lithuanian national qualification system and
how the development of this system will consequently affect
human resource development.

UNDERSTANDING OF HUMAN RESOURCE
DEVELOPMENT STRUCTURE
AND ITS RELATIONSHIP
WITH QUALIFICATION SYSTEM

Human resource development structure can be defined as a
system of human resource development, learning and quali-
fication development opportunities and ways of their realiza-
tion, well-established in a certain society, which consists of
educational institution infrastructure (education, vocational
training and higher education institutions, continuing voca-
tional education and training institutions), relations between
social partners, educational institutions and the state in the
human resource development area, approaches to the
breadth, accessibility and dissemination of human resource
development in the society, ways of labour force supply and
demand coordination (employability policy), and the orienta-
tions of state social and economic policy.

This structure raises impor tant assumptions for the
development of a national qualification system. It is possible
to distinguish process-institutional, social assumptions,
treatment of human resource development and its under-
standing in the society, interaction between labour force supply
and demand, regulation of labour market, state social and
economic policy (Fig. 1).

Figure 1 illustrates the assumptions that directly affect
qualification system processes: qualification design, qualifi-
cation acquisition, assessment and recognition. This article
limits itself to the analysis of the most important and proble-
matic human resource development factors in Lithuania and
their interaction with the national qualification system pro-
cesses. The following human resource development factors
were chosen for the research:

1. Predominance of low qualification labour force and low
employment quality balance in the Lithuanian labour market
and work system.

2. Risk of quantitative and qualitative loss of human
resources due to increasing emigration scope and resultant
shortage of qualified labour force.

3. Lack of social partnership in human resource develop-
ment area, fragmentary cooperation between employers,
vocational education and training institutions, employee or-
ganizations and other social partners.

4. Impact of integration of European product and labour
markets upon human resource development in Lithuania.
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 1 pav. Þmogiðkøjø iðtekliø ugdymo ir plëtros sanklodos teikiamos prielaidos kvalifikacijos sistemos kûrimui
 Fig. 1. Assumptions provided by human resource development structure for the creation of qualification system

Þmogiðkøjø iðtekliø
ugdymo procesai ir
institucijos (ðvietimo,
profesinio rengimo,
aukðtojo mokslo,
tæstinio profesinio
rengimo institucijos) /

Human resource deve-
lopment processes
and institutions (edu-
cation, vocational
training and higher
education institutions,
continuous vocational
training institutions)

Socialiniø partneriø,
ðvietimo institucijø ir
valstybës valdþios
bendradarbiavimas
þmogiðkøjø iðtekliø
ugdymo srityje /

Cooperation between
social partners,
educational
institutions and
government in human
resource development
area

Poþiûris á þmogiðkøjø
iðtekliø ugdymo pla-
tumà, prieinamumà ir
sklaidà ir ðio poþiûrio
raiðka /

Approaches to
breadth, accessibility
and dissemination of
human resource de-
velopment and their
expression

Valstybës socialinës
ir ekonominës
politikos orientacija /

State social and
econominc policy
orientations

Darbo jëgos pasiûlos
ir paklausos koordina-
vimo bûdai (uþimtumo
politika) /

Ways of coordinating
labour force supply
and demand (employ-
ment policy)

Eurointegracijos, atsivërusios ES
darbo rinkos, ekonominio
konkurentiðkumo ir  socialinës
sanglaudos siekiø poveikis /

Impact of Eurointegration, open
EU labour market, economic
labour market, economic
competitiveness and social
cohesion pursuits

Procesinës ir institu-
cinës kvalifikacijø
sistemos prielaidos:
kokios kvalifikacijø
projektavimo, teikimo,
vertinimo ir pripaþini-
mo institucijos yra, ir
kokias reikia sukurti?
Kaip paskirstyti ðiø
institucijø veiklos
funkcijas ir uþtikrinti jø
koordinavimà? /

Assumptions for pro-
cess and institutional
qualification system:
what qualification de-
signing, provision, as-
sessment and recog-
nition institutions exist
and which should be
established? How to
distribute activity
functions of these ins-
titutions and ensure
their coordination?

Socialinës bendra-
darbiavimo prielaidos
kvalifikacijø sistemos
kûrimui:
kokie egzistuojantys
bendradarbiavimo ir
partnerystës tinklai
gali bûti panaudoti ku-
riant kvalifikacijø sis-
temà? Kokius naujus
bendradarbiavimo
tinklus reikia sukurti? /

Social – cooperative
assumptions for qua-
lification system de-
velopment:
what existing coopera-
tion and partnership
networks can be used
for the development of
qualification system?
What new cooperation
networks should be
created?

Þmogiðkøjø iðtekliø
ugdymo traktavimo
visuomenëje prie-
laidos:
kaip visuomenëje do-
minuojantis ir valsty-
bës politikoje áteisintas
poþiûris á þmogiðkøjø
iðtekliø ugdymo priei-
namumà ir sklaidà gali
veikti kuriamos kvalifi-
kacijø sistemos struk-
tûrà ir joje vykstanèius
procesus? /

Assumptions for
treatment of human
resource develop-
ment in society:
how can approaches
to human resource de-
velopment accessibi-
lity and dissemination,
predominant in the
society and legitima-
ted in state policy, af-
fect the structure of
the qualification sys-
tem under develop-
ment and processes
therein?

Darbo jëgos pasiûlos
ir paklausos sàveikos
ir darbio rinkos regu-
liavimo prielaidos:
á kokias darbo jëgos
pasiûlos ir paklausos
kordinavimo charakte-
ristikas ir problemas
reikia atsiþvelgti, ku-
riant nacionalinæ kvali-
fikacijø sistemà? /

Assumptions for re-
gulating labour force
supply and demand
interaction and la-
bour market regula-
tion:
what characteristics
and problems of la-
bour force supply and
demand coordination
should be taken into
account while creating
the national qualifica-
tion system?

Socialinës ir ekono-
minës politikos prie-
laidos:
kaip ðios politikos vei-
kia þmogiðkøjø iðtekliø
ugdymo priemones ir
procesus? Koká povei-
ká socialinës ir ekono-
minës politikos prie-
monës turi kvalifikaci-
jø struktûrai ir kvalifi-
kacijø sistemos pro-
cesams? /

Assumptions for so-
cial and economic
policy:
how do these policies
affect human resource
development measu-
res and processes?
What is the impact of
social and economic
policy measures upon
qualification structure
and qualification sys-
tem processes?

ÞMOGIÐKØJØ IÐTEKLIØ UGDYMO
IR PLËTROS SANKLODA /

HUMAN RESOURCE DEVELOPMENT
STRUCTURE
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• Þemos pridëtinës vertës gamybos ir paslaugø domina-
vimas bei konkuravimas þemomis darbo sànaudomis. Atlikti
þmogiðkøjø iðtekliø tyrimai rodo, kad lyginant su kitomis Eu-
ropos Sàjungos ðalimis, Lietuvoje daug didesnë þmogiðkøjø
iðtekliø dalis dirba þemu darbo naðumu pasiþyminèiose ûkio
ðakose – þemës ûkyje, tekstilës pramonëje, maþmeninëje pre-
kyboje ir pan. Eurostat duomenimis, 2004 m. vidutinis vieno
dirbanèiojo darbo naðumas Lietuvoje sudarë tik. 49,8 proc.
Europos Sàjungos ðaliø dirbanèiojo darbo naðumo vidurkio
ir jo augimas yra perpus lëtesnis negu vidutinis darbo naðu-
mo augimas Europos Sàjungoje. Tyrimø duomenys rodo, kad
daugelis pramonës, statybos ir paslaugø ámoniø dar nëra pa-
sirengusios konkuruoti inovacijomis bei nuolatiniu produktø
ir paslaugø kokybës tobulinimu, o ne kainomis ir þemomis
darbo sànaudomis. Lietuvos ámonës ir organizacijos diegia
maþiausiai strateginës reikðmës inovacijø lyginant su kitomis
Europos Sàjungos ðalimis. Dominuoja adaptacinis inovacijø
pobûdis, kai kitose ðalyse sukurtos technologijos ar veiklos
metodai yra pritaikomi Lietuvos ámonëse. Net 72 proc. Lietu-
vos pramonës ámoniø nevykdo jokios inovacinës veiklos ir
konkuruoja pigia darbo jëga ir maþesnëmis verslo infrastruk-
tûros bei vietiniø þaliavø sànaudomis (Lietuvos ekonomikos
augimo ir konkurencingumo ðaltiniø (veiksniø) kompleksinë
studija 2005).

• Þemas darbo uþmokestis ir palyginti nedidelës profe-
sinio tobulëjimo galimybës maþina darbo rinkos ir veiklos
sistemos patrauklumà aukðtos kvalifikacijos darbuotojams
ir verèia juos ieðkoti darbo uþsienyje. Tai padidina kvalifi-
kuotos darbo jëgos trûkumà. Lietuvos statistikos departa-
mento 2006 m. atliktos darbdaviø apklausos metu kvalifi-
kuotos darbo jëgos trûkumà svarbiausiu veiklos plëtrà ribo-
janèiu veiksniu nurodë 35 proc. gamybos, 44 proc. staty-
bos, 33 proc. prekybos ir 22 proc. paslaugø sektoriø ámo-
niø vadovø (Lietuvos ekonomikos augimo ir konkurencin-
gumo ðaltiniø (veiksniø) kompleksinë studija 2005). Ðios
aplinkybës dar labiau sumaþina darbdaviø galimybes gerin-
ti uþimtumo kokybæ kuriant aukðtos kvalifikacijos reikalau-
janèias darbo vietas ir taip keisti paèià uþimtumo struktûrà,
uþkerta kelià technologiniø ir organizaciniø inovacijø kûri-
mui bei diegimui (þr. 2 pav.).

 Vienas svarbiausiø þemos kvalifikacijos darbo jëgos ir
þemos uþimtumo kokybës pusiausvyros padariniø yra au-
ganti gebëjimø pasiskirstymo poliarizacija visuomenëje, ku-
rios poveikio nepajëgia neutralizuoti technologijø plëtra ir
besipleèianèios ðvietimo bei profesinio rengimo galimybës
suteikti aukðtesnës kokybës gebëjimus didesnei visuome-
nës daliai. Auganti gebëjimø poliarizacija visuomenëje ið-
skiria tris pagrindines þmogiðkøjø iðtekliø grupes:

a) strateginës reikðmës þmogiðkieji iðtekliai, sudaryti ið
aukðtos kvalifikacijos darbuotojø, kurie inicijuoja, organi-
zuoja ir valdo ámoniø bei organizacijø technologinës ir orga-
nizacinës plëtros procesus, kuria ir skleidþia inovacijas;

b) þmogiðkieji iðtekliai, sudaryti ið vidurinës grandies spe-
cialistø ir kvalifikuotø darbuotojø, kurie vykdo ávairius ámo-
niø ir organizacijø plëtrà grindþianèios veiklos uþdavinius,
organizuoja technologiná darbà ir tokiu bûdu palaiko organi-
zacijø technologinës ir organizacinës plëtros procesus bei
reikðmingai prisideda prie ávairiø inovacijø ádiegimo;

c) þmogiðkieji iðtekliai, sudaryti ið þemos kvalifikacijos ir
nekvalifikuotø darbuotojø, atliekanèiø ávairias rutinines, pa-
sikartojanèias ir nesudëtingas veiklos uþduotis.

IMPACT OF PREDOMINANCE OF LOW QUALIFICATION
LABOUR FORCE AND LOW EMPLOYMENT QUALITY
BALANCE IN LITHUANIAN LABOUR MARKET UPON THE
CREATION OF NATIONAL QUALIFICATION SYSTEM
At present the situation of the balance between low qualification
labour force and low employment in Lithuania is observed which
is affected by the following factors:

• The dominance of low surplus value production and
services and competition on the basis of low wage expenditure.
Research indicates that, comparing with other European Union
countries, in Lithuania a greater proportion of people work in
economic areas characterised by low work productivity, notably
agriculture, textiles and retail. According to Eurostat data, in
2004, the average work productivity of one employee in Lithuania
represented only 49.8 per cent of the average work productivity
for all European Union countries, whilst its growth was half the
growth of work productivity in the European Union (including
the 10 countries which joined the EU in 2004). Research data
show that a number of industrial, construction and service en-
terprises are ready to compete only on the basis of prices and
low work expenditure rather than on innovation and continuous
improvement of product and service quality. Lithuanian enter-
prises and organizations implement the least number of inno-
vations of strategic importance compared with other European
Union countries. Adaptive innovation prevails as technologies
or activity methods developed in other countries are adopted
and adapted in Lithuanian enterprises. Moreover, 72 per cent of
Lithuanian industrial enterprises engage in no innovation activity
and compete only on the basis of cheap labour or lower business
infrastructure and local raw material outlay (Lietuvos ekono-
mikos augimo ir konkurencingumo ðaltiniø (veiksniø) komplek-
sinë studija, 2005).

• Low wages and comparatively few oppor tunities for
upgrading professional qualification reduce the attraction of work
for employees with high qualification and make them search
for work abroad. This increases the shortage of qualified labour
force. According to the survey of the Lithuanian Department of
Statistics, during the survey performed in 2006, 35 per cent of
employers – heads of enterprises in production area, 44 per
cent in construction, 33 per cent in trade sector and 22 per
cent in service areas considered labour force shortage to be
the major factor limiting activity development (Lietuvos ekono-
mikos augimo ir konkurencingumo ðaltiniø (veiksniø) komp-
leksinë studija, 2005). This situation further reduces employer
opportunities to improve employment quality by creating working
places which require high qualification, thus changing the very
structure of employability and preventing the creation and
implementation of technological and organizational innovations
(Fig. 2).

One of the most important consequences of a low qualifi-
cation labour force and low employment quality balance is the
increasing polarisation of skill distribution in the society, the
impact of which is impossible to neutralise by developing tech-
nologies and expanding opportunities of education and vo-
cational training offering provision of higher quality skills for the
major part of the society. The increasing skill polarisation in
society segregates three main human resource groups:

a) strategic human resources comprised of high qualification
employees, who initiate, organise and manage technological
and organisational development processes in enterprises and
organisations, create and disseminate innovations;
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Ávairiø tyrimø duomenys rodo, kad Lietuvoje, kaip ir
daugelyje kitø Europos ðaliø, strateginës reikðmës þmo-
giðkøjø iðtekliø grupës atstovams susidaro palankiausios
profesinio tobulëjimo ir karjeros galimybës. (Ðis reiðki-
nys socialinës sanglaudos teorijose yra vadinamas Ma-
to principu, prisimenant frazæ ið Naujojo Testamento evan-
gelijos pagal Matà: „Mat kas turi, tam bus duota, ir jis
turës su per tekliumi, o ið neturinèio bus atimta ir tai, kà
jis turi.“(Mt 13:12).) Jø veiklos savarankiðkumas ir spren-
dimo priëmimo galios nuolat auga dël intensyviai tobuli-
namos kvalifikacijos ir naujø kompetencijø ágijimo. Ðiø
darbuotojø mokymui paprastai investuojama daugiausiai
ir remiamasi geriausiais mokymo paslaugø teikëjais. Vi-
durinës grandies specialistø ir kvalifikuotø darbuotojø pro-
fesinis tobulëjimas daþnai yra ribojamas besipleèianèiø
veiklos dekvalifikacijos ir veiklos atlikëjo savarankiðku-
mo maþëjimo procesø. Daþnai tokiø darbuotojø moky-
mas yra glaudþiai susijæs su konkreèios darbo vietos spe-
cifika, konkreèiais technologinës arba organizacinës plët-
ros atvejais (naujø árengimø ádiegimu, kokybës valdymo
sistemos ádiegimu ir pan.) ir vyksta ámonës ar organiza-
cijos viduje. Þemos kvalifikacijos ir nekvalifikuotø dar-
buotojø profesinio tobulëjimo galimybës yra maþiausios,
jø mokymas daþniausiai apribojamas darbuotojo integ-
ravimu á konkreèià darbo vietà. Darbo rinkoje ir veiklos
sistemoje koegzistuoja aukðtos kokybës darbo vietos,
reikalaujanèios aukðtos kvalifikacijos ir nekvalifikuoto, ar-
ba þemos kvalifikacijos darbo vietos. Þemos kvalifikaci-
jos darbo jëgos ir þemos uþimtumo kokybës pusiausvy-

b) human resources comprised of middle range specialists and
qualified employees, who perform various tasks that determine the
development of enterprises and organise technological activities, thus
supporting technological and organisational development processes
and exerting significant impact upon implementation of innovations;

c) human resources comprised of low qualification and unqua-
lified employees, performing various routine, iterative and unso-
phisticated activity tasks.

Several research studies indicate that in Lithuania as well as in a
number of other European countries the most favourable professional
development and career opportunities are created for the represen-
tatives of the strategic human resource group. This is often descibed
as the Matthias Principle, a reference to the phrase ‘to those that hath,
shall be goiven’ in the New Testament Gospel according to Mathew
(Mt 13:12). Their self-sufficiency and decision-making powers are
constantly increasing due to intensive upgrading of qualification and
acquisition of new competences. The improvement of education of
such employees usually receives most investment and support from
the best providers of educational services. Educational development
of specialists of medium level and qualified employees is often limited
by the processes of increasing activity dequalification and decreasing
self-sufficiency of activity performers. Education of these employees
is often strongly related to the specificity of a concrete working place,
concrete cases of technological and organisational development
(installation of new equipment, implementation of qualify assurance
system and etc.) and proceeds within the enterprise or organisation.
Opportunities for professional development of low qualification and
unqualified employees are least; their training is often limited to
integration of the employee in a concrete working place. In the labour

2 pav. Þemos kvalifikacijos darbo jëgos ir þemos uþimtumo kokybës pusiausvyra
Fig. 2. Balance between low qualification labour force and low employment quality

MAÞOS  INVESTICIJOS Á ÞMOGIÐKØJØ
IÐTEKLIØ UGDYMÀ IR PLËTRÀ /

LOW INVESTMENT IN HUMAN
RESOURCE DEVELOPMENT

KONKURAVIMAS KAINOMIS,
PAREMTAS MAÞOMIS DARBO

SÀNAUDOMIS /

COMPETITION BY PRICES, BASED ON
LOW WORK EXPENDITURE

ÞEMO DARBO NAÐUMO GAMYBOS IR
PASLAUGØ DOMINAVIMAS /

DOMINANCE OF LOW WORK
PRODUCTIVITY PRODUCTION AND

SERVICES

SILPNAS POTENCIALAS ÞMOGIÐKØJØ
IÐTEKLIØ IR DARBO VIETØ KOKYBËS

TOBULINIMUI /

WEAK POTENTIAL FOR IMPROVEMENT
OF HUMAN RESOURCES AND
WORKING PLACE QUALITY.

ÞMOGIÐKØJØ IÐTEKLIØ STRUKTÛROJE
PALYGINTI DIDELÆ DALÁ SUDARO

ÞEMOS KVALIFIKACIJOS IR
NEKVALIFIKUOTI DARBUOTOJAI,

UÞIMANTYS ÞEMOS KOKYBËS DARBO
VIETAS /

LOW QUALIFICATION AND
UNQUALIFIED EMPLOYEES,

OCCUPYING WORKING PLACES OF
LOW QUALITY, MAKE UP A

COMPARATIVELY LARGE PART OF
LABOUR FORCE

KVALIFIKUOTOS DARBO JËGOS
TRÛKUMAS DARBO RINKOJE IR
INTENSYVI KONKURENCIJA DËL

AUKÐTOS KVALIFIKACIJOS
SPECIALISTØ /

SHORTAGE OF QUALIFIED LABOUR
FORCE IN LABOUR MARKET AND
INTENSE COMPETITION FOR HIGH

QUALITY SPECIALISTS
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ros dominavimas skatina gebëjimø poliarizacijos proce-
sà, kuris pasireiðkia tuo, kad aukðtos kvalifikacijos dar-
buotojams, sudarantiems santykinai maþà þmogiðkøjø ið-
tekliø dalá, atsiveria palankesnës sàlygos ir perspekty-
vos profesiniam tobulëjimui, o þemesnës kvalifikacijos
darbuotojams, paprastai sudarantiems svarbià þmogið-
køjø iðtekliø dalá, profesinio tobulëjimo galimybës ir per-
spektyvos siaurëja (þr. 3 pav.).

Kaip þemos kvalifikacijos darbo jëgos ir þemos uþimtu-
mo kokybës pusiausvyra veikia kvalifikacijø sistemos kûri-
mà ir ðià sistemà sudaranèius procesus?

market and work system, working places of high quality that demand
for high qualification coexist together with working places that need
unqualified or low qualification work. The predominance of low
qualification labour force and low employment quality balance
enhances the process of skill polarisation which is manifested by
opening more favourable opportunities and perspectives for
vocational improvement of high qualification employees, who
comprise a relatively small part of human resources; whereas the
opportunities and perspectives of employees of lower qualification,
who usually comprise a significant part of human resources,
become narrower (Fig. 3).

VEIKLOS TURINIO POKYÈIAI /
CHANGES IN ACTIVITY CONTENT

ÞMOGIÐKØJØ IÐTEKLIØ UGDYMAS /
HUMAN RESOURCE DEVELOPMENT

ÞMOGIÐKØJØ IÐTEKLIØ STRUKTÛRA /
HUMAN RESOURCE STRUCTURE

Augantis veiklos sudëtingumas, susijæs su ávairiø
technologiniø ir organizaciniø inovacijø diegimu,
intensyvëjanèia konkurencija prekiø ir paslaugø kokybe,
auganèia rinkos poreikiø segmentacija. Veikla intensyviai
kinta, yra labai  sudëtinga, jos metu kuriamos naujos
problemos ir uþdaviniai. Didëjantis veiklos sudëtingumas
skatina aukðtos kvalifikacijos darbuotojø autonomiðkumo
ir sprendimø priëmimo galios augimà. /

Increasing complexity of activity related with
implementation of various technological and
organizational innovations, competitiveness that is
becoming more intensive, quality of goods and services,
increasing segmentation of market demands. Intensive
volatility of activity, high complexity, new problems and
objectives appear during the activity performance.
Increasing complexity of activity enhances the growth of
autonomous nature and decision-making by high
qualification employees.

Þmogiðkøjø iðtekliø, reikalingø ámoniø ir organizacijø
technologinei ir organizacinei plëtrai ir inovacijø kûrimui,
ugdymas, auganèios kryptingos investicijos á strateginiø
þmogiðkøjø iðtekliø ugdymà ir plëtrà. /

Development of human resources necessary for
technological and organization development of
enterprises and organisations and creation of
innovations, increasing purposeful investment into
strategic human resource development.

Aukðtos kvalifikacijos darbuotojai sudaro neþymià
þmogiðkøjø iðtekliø dalá ir yra sutelkti keliuose sparèiausia
technologine ir organizacine plëtra pasiþyminèiuose
veiklos sektoriuose. /

High qualification employees comprise tenuous part of
human resources and are concentrated in several activity
sectors characteristic of the most rapid technological and
organisational development.

Sudëtingø veiklos uþdaviniø suskaidymas á paprastas
uþduotis, intensyvëjanti veiklos uþduoèiø atlikimo ir rezultatø
kontrolë. Sudëtingesni ir naujesni veiklos turinio elementai yra
standartizuojami ir paverèiami rutininëmis uþduotimis, kurios
sprendþiamos ið anksto numatytais bûdais. Veikla
dekvalifikuojama, veiklos atlikëjo savarankiðkumas maþëja. /

Dividing complex activity objectives into simple tasks,
increasing control of activity task performance and results.
More complicated and innovative activity content elements
are standardised and transformed into routine tasks which
are solved by different ways planned beforehand. Activity is
deskilled, autonomy is reduced.

Minimalus investavimas á þemos kvalifikacijos ir
nekvalifikuotø darbuotojø mokymà siekiant iðnaudoti þemø
darbo sànaudø teikiamà konkurenciná pranaðumà. /

Minimal investment into education of low qualification and
unqualified employees, seeking to make use of competitive
advantage provided by low work expenditure.

Þemos kvalifikacijos ir nekvalifikuoti darbuotojasi sudaro
didelæ þmogiðkøjø iðtekliø dalá ir tai lemia dauugmos ámoniø ir
organizacijø konkuravimo strategijos, paremtos þemomis
darbo sànaudomis, pasirinkimà. /

Low qualification and unqualified employees comprise a
significant part of human resources and this affects the
choice of a large part of enterprise and organisation
competitiveness strategies based on low work expenditure.

3 pav. Veiklos kaitos struktûros schema
Fig. 3. Structure of the activity change
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metodologiniam pagrindimui reiðkiasi ðiais procesais:
• Kvalifikacijø sàrangà kuriant atsiþvelgus tik á dabartinæ

situacijà, ji gali bûti pernelyg orientuota á þemos kvalifikaci-
jos reikalaujanèiø veiklos sektoriø ir veiklos poreikius bei á
paprastø kompetencijø, daþniausiai ágijamø ið veiklos patir-
ties, pripaþinimà. Tokioje situacijoje darbdaviai yra maþiau
suinteresuoti tæstiniu profesiniu rengimu ir kvalifikacijos to-
bulinimu, ir darbuotojams sunkiau realizuoti kvalifikacinio
augimo galimybes pereinant á aukðtesnius kvalifikacijos lyg-
menis.

• Kvalifikacijø sàranga gali atspindëti þemos kvalifikaci-
jos darbo jëgos ir þemos uþimtumo kokybës pusiausvyrai
bûdingà kompetencijø ir kvalifikacijos pasiskirstymo poliari-
zacijà ir átvirtinti situacijà, kai dauguma darbuotojø priklauso
þemos kvalifikacijos þmogiðkøjø iðtekliø grupei, neturinèiai
kvalifikacinio augimo galimybiø, o aukðtesnio lygio kvalifika-
cija prieinama tik labai nedidelei þmogiðkøjø iðtekliø daliai.

• Þemos kvalifikacijos darbo jëgos þemos uþimtumo ko-
kybës pusiausvyros dominavimas labai apsunkina perëji-
mo ið þemesnio kvalifikacijos lygmens á aukðtesná realizavi-
mà, ypaè tuomet, kai ðis perëjimas reikalauja ne tik kompe-
tencijø, ágyjamø profesinës veiklos metu, bet ir kompeten-
cijø, kurios yra susijusios su þiniomis ir gebëjimais, ágyja-
mais formaliojo ðvietimo ir profesinio rengimo institucijose.
Tokià situacijà lemia dominuojanti darbdaviø nuostata mini-
malizuoti investicijas á þmogiðkøjø iðtekliø ugdymà ir þemos
kvalifikacijos bei nekvalifikuotø darbuotojø motyvacijos mo-
kytis stoka, jø neigiamos nuostatos formaliojo mokymo ir
profesinio rengimo atþvilgiu.

b. Þemos kvalifikacijos darbo jëgos ir þemos
uþimtumo kokybës pusiausvyra veikia kvalifikacijø
projektavimà taip:
• Þemos kvalifikacijos darbo jëgos ir þemos uþimtumo

kokybës pusiausvyros dominavimas padidina funkciniø ir
kai kuriø bendrøjø kompetencijø komponentø vaidmená kva-
lifikacijos struktûroje ir sumaþina paþintiniø kompetencijø
poveiká. Lietuvoje atlikti tyrimai rodo, kad Lietuvos darbda-
viai pirmenybæ teikia funkcinëms kompetencijoms, reika-
lingoms konkreèiø veiklos uþdaviniø atlikimui ir bendriesiems
gebëjimams, susijusiems su darbuotojo elgsena, nuosta-
tomis profesinës veiklos atþvilgiu ir organizacijai. Anot britø
tyrinëtojos I. Grugulis, tokia situacija gali paskatinti kvalifi-
kacijà projektuojanèias institucijas remtis ne holistiniu po-
þiûriu á veiklà, jos uþdavinius bei jø atlikimui reikalingà kom-
petencijà, bet siauru bihevioristiniu poþiûriu, pagrástu veik-
los uþdaviniø racionalizavimu (Grugulis, Stoyanova 2006).
Tuomet kompetencijos ir kvalifikacijos apraðuose dominuoja
tam tikri þmogaus elgesio profesinës veiklos atlikimo metu
standartai, taikomi atliekant smulkiai iðskaidytas ir supap-
rastintai apraðytas veiklos uþduotis.

• Þemos kvalifikacijos darbo jëgos ir þemos uþimtumo ko-
kybës pusiausvyros dominavimas projektuojant kvalifikacijas
skatina orientuotis á minimalius veiklos reikalavimus kompe-
tencijoms ir kvalifikacijai. Tai neskatina perëjimo ið þemesnio
kvalifikacijos lygmens á aukðtesná, ypaè tuomet, kai ðis perëji-
mas yra susijæs su paþintinës kompetencijos ágijimu formalio-
jo ðvietimo ir profesinio rengimo institucijose. Taip kvalifikaci-
jos projektavimas padeda uþtikrinti þemos kvalifikacijos darbo
jëgos ir þemos uþimtumo kokybës pusiausvyros tæstinumà.

How can the balance between low qualification labour force
and low employment quality affect the development of qualification
system and processes, comprising this system?

a. Impact upon qualification framework development and
its methodological background manifests by the following
processes:
• Developing qualification framework with regard to the current

situation only, it can be unduly oriented to activity sectors and de-
mand for activities that require low qualification and recognition of
simple competences, often acquired through work experience. In
such a situation employers are less interested in continuing edu-
cation and in-service training, therefore employees face difficulties
in realising their qualification growth opportunities moving to higher
levels of qualification.

• Qualification framework can reflect polarisation of distribution
of competencies and qualifications peculiar to low qualification
labour force and low employment quality balance, when the majority
of employees belong to low qualification human resource group
who lack qualification growth opportunities, whereas higher level
qualifications are accessible to only a small part of human re-
sources.

• Dominance of low qualification labour force and low employ-
ment quality balance impedes the transition from lower qualification
level to higher level, par ticularly when this transition requires
acquisition not only of competencies acquired through vocational
activity practice but also of competences acquired in formal edu-
cation and vocational training institutions. Such a situation is
determined by the predisposition of employers to minimise invest-
ment in human resource development and the low motivation to
learn of low qualification and unqualified employees, often arising
from their negative dispositions towards formal education and
vocational training.

b. The balance between low qualification labour force and
low employment quality affects qualification design as follows:
• Dominance of low qualification labour force and low em-

ployment quality balance increases the role of functional and some
core competences in the qualification structure and reduces the
impact of cognitive competences. Research performed in Lithuania
indicates that Lithuanian employers prefer functional competences,
necessary to perform concrete job tasks and core skills, related to
employee behaviour and dispositions to professional activity and
organisation. According to Grugulis and Stoyanova (2006), such
a situation can encourage qualification designing institutions to base
their activity on a narrow behaviouristic approach based on work
task rationalisation rather than on an holistic approach to work
activity, its objectives and competences necessary to achieve them.
In such a way the standards of certain human behaviour in pro-
fessional activity performance, applied in performing minutely
described and simplified work tasks, dominate in portfolios of
competences and qualifications.

• Dominance of low qualification labour force and low em-
ployment quality balance enhances the orientation to minimal work
requirements for competences and qualifications. This by no means
fosters the transition from a lower qualification level to a higher
one, particularly when this transition is related to acquisition of
cognitive competences in formal education and vocational training
institutions. This way qualification design helps to ensure the
continuity of low qualification labour force and low employment
quality balance.
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c. Low qualification labour force and low employment
quality balance impacts qualification acquisition this way:

• The improvement of vocational education content and
teaching methods is not fostered in vocational education and
training institutions. The demand for low qualification labour
force requires only to supply training adequate to this thereby
orienting vocational education and training institutions to provide
minimal necessary competences and qualification.

• Unpopularity of worker professions and their qualifications,
employee indifference for continuing vocational education and
training and in-service training peculiar to the situation of low
qualification labour force and low employment quality balance
decrease the efficiency of qualification acquisition and capability
of this process to adapt to the changing needs of the labour
market. A disproportionate decrease in the popularity of vo-
cational education and training and an increase in the number
of students entering higher education and outflows of graduates
from these institutions create a situation where labour market
structure cannot offer a sufficient number of working places
adequate to higher education graduate qualifications and the
latter have to perform work requiring lower qualifications or look
for jobs abroad. As Crouch, Finegold and Sako (1999) note in
their critique of the OECD Jobs Strategy, there is evidence from
many countries (including France, Italy, Spain and the USA) of
over-education, with rising graduate unemployment and the use
of a university degree as a sorting device, producing the pa-
radoxical, and in the long run unstable, situation whereby young
people find prolonged education increasingly unsatisfactory but
increasingly demand it.

• Abundance of working places requiring low qualification
and their dominance has had a negative impact upon the de-
velopment of both initial and continuing vocational education
and training. Employers often provide minimal qualifications
necessary for the job themselves by training new employees
on the job, thus reducing opportunities of practical training in
an enterprise for vocational school learners.

d. Impact of low qualification labour force and low
employment quality balance upon qualification
assessment and recognition:
• Low qualification labour force and low employment quality

balance fosters qualification assessment and recognition
orientation to minimal work requirements set for competences.
This increases accessibility of assessment and recognition of
qualifications and competences, acquired in non-formal and
informal learning, for people with low qualifications and un-
qualified people (Warhurst, Grugulis and Keep, 2004). However,
at the same time such a situation also limits the opportunities
for such people’s vocational improvement and qualification
growth particularly when continuing education has no deep
traditions, whereas formal training in vocational institutions is
hard to access. Dominance of assessment and recognition of
low qualifications and competences derogates the image of
qualification system itself within employers, employees and job-
seekers.

• Dominance of low qualification labour force and low
employment quality balance creates favourable conditions for
the expansion of low qualification accessibility; however, this
accessibility does not open opportunities for the expansion of
accessibility quality, as recognition of competences and qua-
lifications acquired through experience usually affects neither

c. Þemos kvalifikacijos darbo jëgos ir þemos uþimtu-
mo kokybës pusiausvyra veikia kvalifikacijos ágijimà taip:

• Nëra skatinamas profesinio mokymo turinio ir moky-
mo metodø tobulinimas profesinio rengimo institucijose. Ðio-
je situacijoje dominuojanti þemos kvalifikacijos darbo jëgos
paklausa ir jà tenkinanti pasiûla lemia profesinio rengimo
institucijø orientacijà á minimaliø bûtinø kompetencijø ir kva-
lifikacijos suteikimà.

• Þemos kvalifikacijos darbo jëgos ir þemos uþimtumo
kokybës pusiausvyros situacijai bûdingas darbininko pro-
fesijos ir kvalifikacijos nepopuliarumas, darbuotojø abejin-
gumas tæstiniam profesiniam mokymui ir kvalifikacijos to-
bulinimui maþina kvalifikacijø ágijimo efektyvumà ir ðio pro-
ceso gebëjimà adaptuotis prie kintanèiø darbo rinkos porei-
kiø. Neproporcingai maþëjant profesinio mokymo populia-
rumui ir augant studijuojanèiø aukðtosiose mokyklose ir jø
absolventø srautui, darbo rinkos struktûra negali pasiûlyti
pakankamo skaièiaus aukðtøjø mokyklø absolventø kvalifi-
kacijà atitinkanèiø daro vietø ir ðie turi dirbti þemesnës kva-
lifikacijos reikalaujantá darbà arba ieðkoti darbo uþsienyje.
Kaip kritikuodami OECD uþimtumo strategijà pastebi Crouch,
Finegold ir Sako (1999), daugelyje ðaliø (áskaitant Prancû-
zijà, Italijà, Ispanijà ir JAV) nemaþos dalies gyventojø iðsila-
vinimo lygis ir kvalifikacijos yra per aukðti esamoms darbo
vietoms. Tai didina aukðtojo mokslo institucijø absolventø
nedarbà ir skatina naudoti aukðtojo mokslo kvalifikacinius
laipsnius kaip þmogiðkøjø iðtekliø rûðiavimo priemonæ, su-
keliant paradoksalià ir nestabilià situacijà, kai jaunimas në-
ra patenkintas prailgëjusia mokymosi ir studijø trukme, ta-
èiau vis daugiau to reikalauja.

• Þemos kvalifikacijos reikalaujanèiø darbo vietø gausa ir
jø dominavimas darbo rinkoje neigiamai átakoja pirminio ir
tæstinio profesinio rengimo plëtrà. Darbdaviai daþnai patys
suteikia minimalias darbui reikalingas kompetencijas moky-
dami naujus darbuotojus darbo vietoje, sumaþëja profesiniø
mokyklø moksleiviø praktinio mokymo ámonëje galimybës.

d. Þemos kvalifikacijos darbo jëgos ir þemos
uþimtumo kokybës pusiausvyros poveikis
kvalifikacijos vertinimui ir pripaþinimui:
• Þemos kvalifikacijos darbo jëgos ir þemos uþimtumo

kokybës pusiausvyra, anot I. Grugulis, skatina kvalifikacijos
vertinimo ir pripaþinimo orientavimàsi á minimalius veiklos ke-
liamus reikalavimus kompetencijoms. Tai didina kvalifikaci-
jos ir kompetencijø, ágijamø neformaliojo ir savaiminio mo-
kymosi bûdu, vertinimo ir pripaþinimo prieinamumà þemos
kvalifikacijos ir nekvalifikuotiems þmonëms (Warhurst, Gru-
gulis, Keep 2004). Taèiau tuo paèiu metu ði situacija labai
apriboja tokiø þmoniø profesinio tobulëjimo ir kvalifikacinio
augimo galimybes, ypaè tuomet, kai tæstinis profesinis ren-
gimas neturi gilesniø tradicijø, o formalusis mokymas profe-
sinio rengimo institucijose yra sunkiai prieinamas. Þemos kva-
lifikacijos ir kompetencijos vertinimo ir pripaþinimo domina-
vimas menkina paèios kvalifikacijø sistemos ávaizdá tarp darb-
daviø, dirbanèiøjø ir ieðkanèiøjø darbo.

• Þemos kvalifikacijos darbo jëgos ir þemos uþimtumo
kokybës pusiausvyros dominavimas sudaro palankias sà-
lygas þemos kvalifikacijos prienamumo plëtrai, taèiau ðis
prieinamumas daþniausiai neatveria galimybiø uþimtumo ko-
kybës plëtrai, nes profesinës veiklos metu ágytø kompeten-
cijø ir kvalifikacijos pripaþinimas daþniausiai nelemia nei dar-
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G bo uþmokesèio padidëjimo, nei geresniø galimybiø toles-

niam darbuotojo profesiniam tobulëjimui.

ÞMOGIÐKØJØ IÐTEKLIØ KIEKYBINIO IR KOKYBINIO
PRARADIMO PAVOJØ AUGANT EMIGRACIJOS
MASTAMS POVEIKIS LIETUVOS NACIONALINEI
KVALIFIKACIJOS SISTEMAI
Nuo 1990 m. ið Lietuvos emigravo apie 350 tûkstanèiø gy-
ventojø. Per 2004–2005 m. kasmet migracijos srautas siekë
po 50 tûkstanèiø asmenø. Europos gyvenimo ir darbo sàly-
gø gerinimo fondo atlikto darbo jëgos mobilumo tyrimo duo-
menimis, tikimybë, kad á kità Europos Sàjungos ðalá naræ ið-
vaþiuos gerà iðsilavinimà turintys 25-34 metø amþiaus lietu-
viai, yra keturis kartus didesnë nei tikimybë, kad savo ðalá
paliks toká pat iðsilavinimà turintys to paties amþiaus èekai,
vengrai, slovënai ir slovakai (Lietuvos ekonomikos augimo ir
konkurencingumo ðaltiniø (veiksniø) kompleksinë studija
2005). Ketinimà migruoti labiausiai lemia iðsilavinimas ir
amþius. Didþiausia pokomunistiniø ðaliø gyventojø, pasiry-
þusiø ieðkoti darbo kitose ðalyse, dalis yra 15–34 metø am-
þiaus asmenys. Tyrimo duomenys rodo, kad pagrindinis emig-
racijos motyvas yra didesnis darbo uþmokestis ir geresnës
darbo sàlygos. Kaip didëjantys emigracijos mastai ir su tuo
susijæ þmogiðkøjø iðtekliø kiekybinio ir kokybinio praradimo
pavojai gali veikti kvalifikacijø sistemos kûrimà ir procesus?

a. Poveikis kvalifikacijø sàrangos kûrimui
Þmogiðkøjø iðtekliø emigracijos kontekste kvalifikacijø

sàrangos sukûrimas gali atlikti dvejopà vaidmená:
• Palengvinti kvalifikuotø darbuotojø emigracijà, nes efek-

tyvi kvalifikacijø sàranga didina ir skatina þmoniø profesiná
mobilumà vidinëje darbo rinkoje ir uþ jos ribø. Tai gali pa-
skatinti tam tikro neigiamo arba labai atsargaus darbdaviø
poþiûrio á kvalifikacijø sàrangos kûrimà formavimàsi.

• Prisidëti prie kvalifikuotø darbuotojø emigracijos ma-
þëjimo, nes kvalifikacijø sàranga padeda geriau suderinti
darbo jëgos pasiûlà ir paklausà vidinëje darbo rinkoje. Kva-
lifikacijø sàrangos sukûrimas gali sudaryti sàlygas spræsti
þmogiðkøjø iðtekliø trûkumo problemas atskiruose veiklos
sektoriuose, kuriuose labaiusiai trûksta kvalifikuotø darbuo-
tojø. Kvalifikacijø sàrangos teikiama aiðki, suprantama ir ið-
sami informacija apie kvalifikacinio augimo galimybes tuo-
se sektoriuose, kur labiausiai trûksta kvalifikuotø darbuoto-
jø gali padidinti ðiø sektoriø patrauklumà darbo rinkoje. Kva-
lifikacijø sàranga taip pat padeda reintegruotis á ðalies dar-
bo rinkà gráþtantiems emigrantams, ypaè tiems, kurie iðsi-
lavinimà ir profesinæ kvalifikacijà ágijo uþsienyje.

b. Poveikis kvalifikacijos projektavimui
• Þmogiðkøjø iðtekliø kiekybinis ir ypaè kokybinis prara-

dimas gali neigiamai veikti kvalifikacijos projektavimà. Kva-
lifikuotø darbuotojø emigravimas sumaþina bendrà þmogiðkø
iðtekliø kokybës lygá. Tai gali veikti profesinës veiklos tyri-
mø rezultatus ir sumaþinti veiklos atlikimo standartus bei
reikalavimus kompetencijoms.

• Didëjanti darbo jëgos emigracija ir kvalifikuotø dar-
buotojø trûkumas padidina darbuotojø derybines galias dar-
bo rinkoje ir gali priversti darbdavius sumaþinti darbuotojø
kvalifikacijai keliamus reikalavimus arba juos susiaurinti ak-
centuojant tas kompetencijas, kurios yra bûdingos darbui
konkreèioje darbo vietoje arba ámonëje.

increase in employee salary nor better opportunities for further
employee professional development.

CONSEQUENCES OF RISK OF QUANTITATIVE AND
QUALITATIVE HUMAN RESOURCE LOSS UPON LITHUANIAN
NATIONAL QUALIFICATION SYSTEM UNDER INCREASING
SCOPE OF EMIGRATION
Since 1990, 350 thousand inhabitants emigrated from Lithuania.
During 2004-2005 the scope of emigration increased by 50 thousand
persons each year. According to research into labour force mobility
undertaken by the European Foundation for the Improvement of Living
and Working Conditions, the probability that 25-34 year old
Lithuanians who have good educational background will leave for
another country of the European Union is four times higher than the
probability that Czechs, Hungarians, Slovenes and Slovaks of the
same age and with the same educational background will leave their
country (Lietuvos ekonomikos augimo ir konkurencingumo ðaltiniø
(veiksniø) kompleksinë studija, 2005). Intention to immigrate is mostly
determined by educational background and age. The greatest part
of the inhabitants from post-communist countries, determined to
look for work in other countries, are in the 15-34 years age range.
Research indicates that the main motive for emigration is higher salary
and better working conditions. What impact does the increasing scope
of emigration and the attendant risks of qualitative and quantitative
loss of human resources have upon the creation of a qualification
system and its processes?

a. Impact upon qualification framework development
In the context of human resource emigration, the development

of a qualification framework can play a twofold role:
• facilitate emigration of qualified employees, as an efficient

qualification framework increases and enhances human profes-
sional mobility in the internal labour market and beyond its boun-
daries. Consequently, this can evoke the formation of negative or
very cautious approaches to qualification framework development
among employers.

• contribute to the decrease in emigration of qualified employees,
as qualification framework helps to establish greater coherence between
labour force supply and demand in the national labour market. The
development of a qualification framework can create conditions to
solve human resource shortage problems in different sectors mostly
lacking qualified employees. Clear, understandable and comprehensive
information provided by a qualification framework about the possibilities
of qualification growth in those sectors most lacking in qualified
employees can increase the attractiveness of these sectors in the labour
market. Qualification framework can also help returning emigrants to
reintegrate in the national labour market, especially those who acquired
education and professional qualification abroad.

b. Impact upon qualification design
• Quantitative and qualitative loss of human resources can have

a negative impact upon qualification design. Emigration of qualified
employees reduces the general level of human resource quality.
This can affect the outcomes of research into occupational activities
and lower performance standards and competence requirements.

• Increasing labour force emigration and shortage of qualified
employees enhance employee negotiation powers in the labour
market and this can induce employers to set lower requirements
for employee qualification or at least narrow these requirements,
emphasising only those competences that are peculiar to work in
a specific workplace or enterprise.



99

c. Poveikis kvalifikacijø ágijimui
Þmogiðkøjø iðtekliø kiekybinio ir kokybinio praradimo pa-

vojai augant emigracijos mastams ir su tuo susijæs kvalifi-
kuotos darbo jëgos trûkumas kelia ðiuos iððûkius kvalifika-
cijø ágijimo procesams:

• Skatinti neformaløjá kvalifikacijø ágijimà tæstinio profesi-
nio rengimo metu siekiant kompensuoti kvalifikuotos darbo
jëgos trûkumà darbo rinkoje. Ðiuo poþiûriu yra vienodai svar-
bi tæstinio profesinio rengimo kokybës ir jo prieinamumo plëtra.
Darbo rinkoje trûkstant kvalifikuotø darbuotojø, darbdaviai yra
vis labiau verèiami maksimaliai iðnaudoti turimus þmogiðkuo-
sius iðteklius ir juos pritaikyti prie kintanèiø veiklos reikalavi-
mø. Lietuvoje atlikti tyrimai rodo, kad ðiuo metu mokymas ir
kvalifikacijos tobulinimas yra labiau prieinamas ir teikia ge-
resnes profesinio tobulëjimo ir karjeros galimybes vidurinio-
sios ir aukðtesnës grandies vadovams bei specialistams. Dar-
bininkø mokymo ir kvalifikacijos tobulinimo prieinamumas ir
kokybë yra daug maþiau iðplëtoti. Þemesnës kvalifikacijos ir
nekvalifikuotø darbuotojø mokymas apsiriboja minimaliø bû-
tinø darbui gebëjimø ir kompetencijø suteikimu bei pasibaigia
darbuotojà integravus á konkreèià darbo vietà. Toks kvalifika-
cijø suteikimas nesudaro tolesnio kvalifikacinio augimo gali-
mybiø ir negali bûti panaudotas kaip darbuotojus motyvuo-
janti ir jø lojalumà organizacijai skatinanti priemonë.

• Didëjantys kvalifikuotø þmoniø emigracijos mastai ir
aðtrëjanti jø trûkumo problema skatina aktyvesná darbdaviø
dalyvavimà formaliojo kvalifikacijos ágijimo procese. Paste-
bimas padidëjæs darbdaviø organizacijø susidomëjimas da-
lyvauti kuriant profesinio rengimo standartus ir studijø reg-
lamentus, profesinio mokymo programas, organizuojant
moksleiviø praktiná mokymà ámonëse ar jø karjeros konsul-
tavimà. Tai leidþia darbdaviams patiems aktyviai dalyvauti
„uþsiauginant“ kvalifikuotà darbo jëgà.

d. Poveikis kvalifikacijø vertinimui ir pripaþinimui
Þmogiðkøjø iðtekliø kiekybinio ir kokybinio praradimo

pavojai ir su tuo susijæs augantis kvalifikuotø darbuotojø
trûkumas kelia ðiuos iððûkius kvalifikacijø ver tinimui ir pri-
paþinimui:

• Bûtinybë plëtoti neformaliuoju ir savaiminiu bûdu ági-
jamos kvalifikacijos vertinimà ir pripaþinimà, nes jis atveria
galimybes patenkinti kvalifikuotos darbo jëgos poreikius per
trumpesná laikotarpá.

• Iðkyla bûtinybë formaliuoju bûdu ágijamø kvalifikacijø
vertinimà ir pripaþinimà glaudþiau sieti su veiklos pasaulio
poreikiais ir kvalifikacijos kokybës uþtikrinimu. Ðioje srityje
iðkyla poreikis tobulinti kvalifikacios ver tinimo metodus,
uþtikrinti pirminio profesinio rengimo sistemoje ágijamos kva-
lifikacijos vertinimo priemoniø kokybæ, gerinti kvalifikaciniø
egzaminø organizavimo ir vykdymo kokybæ.

EUROINTEGRACIJOS IR ATSIVËRUSIOS EUROPOS
SÀJUNGOS DARBO RINKOS POVEIKIS LIETUVOS
ÞMOGIÐKØJØ IÐTEKLIØ PROCESØ, INSTITUCIJØ
INFRASTRUKTÛROS PLËTRAI IR NACIONALINËS
KVALIFIKACIJOS SISTEMOS KÛRIMUI
Galima iðskir ti ðiuos atsivërusios Europos Sàjungos ðaliø
darbo rinkos poveikio Lietuvos þmogiðkøjø iðtekliø procesø
ir institucijø infrastruktûros plëtrai veiksnius:

1. Atsivërusi Europos Sàjungos ðaliø darbo rinka, lais-
vas darbuotojø judëjimas, teisë darbuotojams pasilikti gy-

c. Impact upon qualification acquisition
The risk of quantitative and qualitative loss of human re-

sources under increasing emigration and the consequent short-
age of qualified labour force raise the following challenges for
qualification acquisition processes:

• There is a need to enhance non-formal acquisition of qua-
lifications during continuous vocational education and training
to compensate for the shortage of qualified labour in the labour
market. Improvements in quality and accessibility of continuing
vocational education and training are equally important in this
respect. With the shortage of qualified employees in the labour
market employers are forced to use current human resources
to the maximum and adapt them to changing activity demands.
Research in Lithuania indicates that at present medium and
higher level administrators and specialists are more likely to
access training and enjoy better opportunities for career deve-
lopment. The accessibility and quality of training and qualification
development is considerably less evident for other workers. The
training of lower qualification and unqualified employees is li-
mited to provision of minimal skills and competences needed
for the job and ends once the employee is integrated into a
specific workplace. Such provision of qualification does not
create opportunities for further qualification growth; it cannot
be considered as a contribution to building employee motivation
and commitment to the organisation.

• Increasing emigration of qualified people and acute skills
shortages foster a more active participation of employers in
the formal qualification acquisition process. Employer organi-
zations have become increasingly interested in participating in
the development of vocational education standards, study
regulations, vocational education and training programmes, and
in organising practical training in enterprises and career coun-
selling. This allows employers to participate actively in forming
a suitably qualified labour force.

d. Impact upon qualification assessment and recognition
Risks of quantitative and qualitative loss of human resources

and related increasing shortage of qualified employees raise the
following challenges for qualification assessment and recognition:

• A necessity to develop assessment and recognition of
qualifications acquired in non-formal and informal ways, making it
possible to meet qualified labour force needs during a shorter period.

• A necessity to relate the assessment and recognition of
qualifications acquired in a formal way with the demands of the
world of work and qualification quality assurance. In this area
there is a need to improve qualification assessment methods,
to ensure the quality of instruments used to assess qualifications
acquired in the initial vocational education and training system
and to improve the quality of organisation and administration of
qualification examinations.

IMPACT OF EUROPEAN INTEGRATION OF PRODUCT
AND LABOUR MARKETS UPON THE LITHUANIAN
HUMAN RESOURCE DEVELOPMENT PROCESS AND
INSTITUTIONAL INFRASTRUCTURE AND THE CREATION
OF A NATIONAL QUALIFICATION SYSTEM
It is possible to single out the following factors of the open labour market
of the European Union that have an impact upon the development of
Lithuanian human resource process and institution infrastructure:

1. The open labour market of the European Union countries,
free employee movement, right to continue living in the state
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G venti valstybës narës teritorijoje pasibaigus darbo joje lai-

kui laikantis Europos Komisijos priimtuose europiniuose reg-
lamentuose nustatytø sàlygø, ir kiti su tuo susijæ dalykai
átraukia Lietuvos þmogiðkøjø iðtekliø ugdymo institucijas ir
procesus á konkurencijà dël þmogiðkøjø iðtekliø Europos Sà-
jungos darbo rinkoje. Kartu Lietuvos institucijoms atsiran-
da galimybës dalyvauti kvalifikuotos darbo jëgos pasiûlos
ir paklausos Europos Sàjungos darbo rinkoje reguliavimo ir
derinimo procesuose, kad „ávairiuose regionuose ir pramo-
nës ðakose bûtø iðvengta didesnës gyvenimo ir uþimtumo
lygio smukimo grësmës“ (Sutartis dël konstitucijos Euro-
pai 2004). Profesinio rengimo institucijoms iðkyla uþdavi-
nys rengti konkurentiðkus darbuotojus jiems suteikiant da-
bartinius ir ateities veiklos sistemos poreikius atitinkanèià
kompetencijà ir kvalifikacijà. Taèiau profesinio rengimo ins-
titucijø veiklos poveikis ðalies þmogiðkøjø iðtekliø konku-
rentiðkumui, ekonominei ir socialinei plëtrai priklauso ir nuo
to, kaip jø absolventø kompetencijos ir kvalifikacija, jø ágy-
tas þmogiðkasis kapitalas yra vertinamas ðalies darbo rin-
koje, t. y. kaip Lietuvoje siûloma uþimtumo kokybë atitinka
profesinio rengimo institucijø absolventø lûkesèius lyginant
su kitose Europos Sàjungos ðalyse siûloma uþimtumo ko-
kybe. Ðioje srityje bûtinas intensyvus dialogas tarp profesi-
nio rengimo institucijø ir veiklos sistemos numatant kon-
kreèias priemones, kaip padidinti uþimtumo kokybæ ir jos
patrauklumà Lietuvoje.

2. Ðie procesai kartu su ekonomine plëtra skatina profe-
sinæ kvalifikacijà turinèiø darbuotojø paklausà. Auganti kva-
lifikuotø darbininkø paklausa vidinëje darbo rinkoje ir Euro-
pos Sàjungos ðaliø darbo rinkose keièia paèiø darbuotojø,
visuomenës bei profesijas ir mokymosi galimybes, besi-
renkanèiøjø nuomonæ apie darbininko profesijos ir kvalifi-
kacijos perspektyvumà. Darbdaviø organizacijos ir besiku-
rianèios ðakinës profesinës sàjungos vis labiau orientuoja-
si á tai, kad darbo uþmokestis labiau priklausytø nuo turimo
kvalifikacijos lygio, o ne nuo darbo staþo.

Poveikis kvalifikacijø sàrangos kûrimui ir ádiegimui
Nacionalinei kvalifikacijø sàrangai be kitø svarbiø tiks-

lø yra keliamas tikslas uþtikrinti kvalifikaciná augimà, kva-
lifikacijø kokybæ ir prieinamumà, reikalingà ðalies þmogið-
køjø iðtekliø ir darbo rinkos integravimuisi á laisvo darbo
jëgos judëjimà ir atvirà Europos Sàjungos darbo rinkà. Kaip
pabrëþiama Europos Komisijos darbo grupës pateikiamo-
je nacionalinës kvalifikacijø sàrangos sampratoje, „kvali-
fikacijos sàrangos sukuria pagrindà kvalifikaciniam augi-
mui pereinant ið vieno kvalifikacijos lygmens á kità bei kva-
lifikacijos kokybës plëtrai, prieinamumo bei pripaþinimo
visuomenëje bei darbo rinkoje plëtrai ðalies viduje ir tarp-
tautiniu màstu“ (Europos bendrijø komisija 2005). Euro-
pos Komisijos sampratoje ðaliø nariø nacionalinës kvalifi-
kacijø sàrangos turi reikðmingai prisidëti prie bendros Eu-
ropos Sàjungos darbo rinkos ir laisvo darbo jëgos judëji-
mo plëtros. Todël siekiant uþtikrinti suderinamumà tarp ðiuo
metu kuriamos ir jau sukurtos nacionalinës kvalifikacijø
sàrangos bei sukurti gaires naujø kvalifikacijø sàrangø kû-
rimui ateityje, Europos Komisija kuria Europos kvalifikaci-
jø sàrangà. Ði sàranga pateikia kvalifikacijos lygiø siste-
mà, kurioje kvalifikacijos lygiai apraðyti labai apibendrin-
tai, vengiant konkretizavimo. Tai ágalina ðià „metasàran-
gà“ tapti naujos kvalifikacijø sàrangos kûrimo ir esamos

territory after the working time expires, following the conditions
determined in the European regulations by the European Commi-
ssion, and related issues involves Lithuanian human resource
development institutions and processes in competition for human
resources in the European Union labour market. At the same time, a
possibility emerges for Lithuanian institutions to participate in qualified
labour force supply and demand regulation and balancing processes
in the European Union labour market to prevent the threat of a major
decline in population and employment levels in various regions and
branches of industry (Sutartis dël konstitucijos Europai, 2004).
Institutions of vocational education and training face a task to train
competitive employees and equip them with competences and
qualifications that meet the present and future work system demands.
However, the impact of activity of vocational education and training
institutions upon the country’s human resource competitiveness and
economic and social development depends on how their graduates’
competences and qualifications, their acquired human capital, are
valued in the country’s labour market, i.e. to what extent the quality
of employment offered in Lithuania meets the expectations of
vocational education and training institution graduates, in comparison
with the quality of employment offered in other countries of the
European Union. It is in this area that an intensive dialogue between
vocational education and training institutions and work organizations
is necessary to establish concrete measures to increase the quality
and attractiveness of employment in Lithuania.

2. These processes together with economic development en-
hance the demand for employees who are professionally qualified.
Increasing demand for qualified employees in national and European
labour markets changes the opinion of employees, the wider
population and especially those who choose vocations and learning
opportunities concerning occupations and qualifications. Employer
organizations and sector trade unions increasingly emphasise that
payment for work should depend on the current level of qualification
rather than on work experience.

Impact upon qualification framework designing and
implementation
One of the objectives of the National Qualification Framework is

to ensure qualification growth, qualification quality and accessibility,
necessary for the integration of the country’s human resources
and labour market into free labour force mobility and open European
Union labour market. As emphasised in the concept of National
Qualification Framework, presented by the European Commission
working group: “qualification framework creates the background
for qualification growth transferring from one qualification level to
another and for the development of qualification quality, accessibility
and recognition in the society and the development of labour market
within the country and on the international scale” (Europos bendrijø
komisija, 2005). According to the European Commission, the na-
tional qualification frameworks of the member countries should
significantly contribute to the common European Union labour mar-
ket and free labour force movement development. Therefore, aiming
at ensuring the coherence between national qualification frame-
works that are under development and that have been already
designed and seeking to create the guidelines for the development
of new qualification frameworks in the future, the European Com-
mission is creating the European Qualifications Framework. This
framework presents a system of qualification levels which describes
qualification levels in a rather general way, avoiding concrete de-
scriptions. The European Qualifications Framework is a meta-fra-
mework, which promotes the coherence of different national qua-
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sàrangos suderinamumo gairëmis. „Europos kvalifikacijø
sàranga yra metasàranga, kuri veikia kaip skir tingos na-
cionalinës kvalifikacijø sistemos suderinamumo priemo-
në. Taèiau Europos kvalifikacijø sàranga neperima jokio
nacionalinës kvalifikacijø sàrangos vaidmens ir jos nepa-
keièia“ (Europos bendrijø komisija 2005).

Kokias prielaidas ir orientyrus Europos kvalifikacijø sà-
ranga suteikia Lietuvos nacionalinës kvalifikacijø sàrangos
kûrimui? Galima iðskirti ðias pagrindines prielaidas:

• Europos kvalifikacijø sàrangoje pagrindinë iðeities po-
zicija apraðant kvalifikacijø lygmenis yra ðvietimo ir profe-
sinio rengimo sfera. Galbût tai susijæ su tuo, kad profesinës
veiklos sistemos poreikiai ir reikalavimai kvalifikacijai ir kom-
petencijoms yra pernelyg ávairûs ir priklausomi nuo ðalies
ar regiono ekonominës, technologinës ir socialinës plëtros
situacijos. Todël veiklos poreikiais ir reikalavimais sudëtin-
ga grásti kvalifikacijø metasàrangà, kuri nëra ir negali bûti
susijusi su konkreèios ðalies ar regiono veiklos sistema.
Ðvietimo ir profesinio rengimo sfera, jos poreikiai ir galimy-
bës yra daug paprastesnis ir pastovesnis atsparos taðkas
kvalifikacijos meta-sàrangos kûrimui. Europos kvalifikacijø
sàrangos kvalifikacijos lygmens apraðo struktûra orientuo-
ta á mokymosi pasiekimø atskleidimà kvalifikacijos lygme-
nyse ir jà sudaro þiniø, praktiniø gebëjimø ir kompetetingu-
mo, susijusio su autonomiðkumu ir atsakingumu, ap-
raðymas. Galbût todël Europos kvalifikacijø sàrangos lyg-
menø apraðø struktûrai ðiek tiek trûksta nuoseklumo ir vien-
tisumo, kai bandoma sugretinti veiklos charakteristikas ir
kompetencijas apraðant gebëjimus, þinias ir veiklos auto-
nomiðkumà bei atsakingumà. Taèiau tai netrukdo kuriant na-
cionalinës kvalifikacijø sàrangos lygmenø apraðus orientuo-
tis á veiklos sistemos poreikius ir primena, kad ðvietimo ir
profesinio rengimo specifikacijos kvalifikacijos sàrangai su-
teikia papildomo stabilumo ir leidþia lengviau palyginti skir-
tingø ðaliø kvalifikacijos sàrangà.

• Nustatant Lietuvos profesiniø kvalifikacijø lygmenis,
svarbu, kad jie „nenuþemintø“ Lietuvoje ágytos kvalifikaci-
jos Europos kvalifikacijø sàrangos atþvilgiu ir nepagrástai
„neiðkeltø“ jø aukðèiau nei Europos kvalifikacijø sàranga.
Pirmuoju atveju bûtø „nuskriausti“ Lietuvoje profesinæ kva-
lifikacijà ágijæ þmonës, siekiantys savo kvalifikacijos pripa-
þinimo kitose Europos Sàjungos ðalyse. Antruoju atveju gali
gerokai sumaþëti Lietuvos veiklos sistemos ir darbo rinkos
patrauklumas kitø Europos Sàjungos ðaliø pilieèiams ir ið-
kilti nacionalinës kvalifikacijø sàrangos diskreditacijos rizi-
ka, jei Lietuvoje suteikiamos kvalifikacijø kokybë realiai bû-
tø þemesnë nei nurodyta to lygmens, kuriam ji priskiriama,
apraðe.

IÐVADOS

1. Þmogiðkøjø iðtekliø ugdymo procesai ir juos veikian-
tys socialiniai, ekonominiai, politiniai reiðkiniai sudaro þmo-
giðkøjø iðtekliø ugdymo sanklodà, kuri sukuria reikðmingas
kvalifikacijø sistemos kûrimo prielaidas.

2. Þemo darbo naðumo, gamybos ir paslaugø domina-
vimas, vyraujanti konkuravimo kainomis ir þemomis dar-
bo sànaudomis strategija, investavimo á þmogiðkøjø ið-
tekliø ugdymà stoka bei silpnas potencialas þmogiðkøjø
iðtekliø ir uþimtumo kokybës tobulinimui sukuria þemos

lification systems. However, the European Qualifications Fra-
mework does not assume any role in national qualification fra-
meworks and is not intended as a substitute for national qua-
lification frameworks (Europos bendrijø komisija, 2005).

What assumptions and landmarks are created by the Euro-
pean Qualifications Framework for the development of the
Lithuanian National Qualification Framework? The following ma-
jor assumptions can be singled out:

• The main reference point for the European Qualifications
Framework in describing qualification levels is education, in-
cluding vocational education and training. It may be caused by
the fact that the needs and requirements for qualifications and
competences set by the system of occupational activities are
too diverse and dependent on the economic, technological and
social development situation in the country or region. Therefore,
it is difficult to ground the qualification meta-framework with
occupational needs and demands, as it is not related and cannot
be related to a specific work system other than in a general and
conceptual way. Needs and opportunities in the area of education
and vocational education and training, are more stable point of
reference for the development of qualification „meta-framework“.
The structure of the European Qualifications Framework qualifi-
cation levels is oriented to the display of learning outcomes
and consists of descriptions of knowledge, practical skills and
competence related to autonomy and responsibility. The Euro-
pean Qualifications Framework level descriptors might lack
consistency and integrity when attempting to compare activity
characteristics and competences, describing skills, knowledge
and autonomous activity and responsibility. However, it does
not prevent the developers of national qualification framework
level descriptions from taking into account the needs of the
work system and provides a reminder that specifications of edu-
cation and vocational education and training provide additional
stability for qualification framework and facilitates easier com-
parison of qualification frameworks of different countries.

• Identifying the levels of Lithuanian vocational qualification,
an important objective was to ensure that they did not set the
level of qualifications acquired in Lithuania too low or too high
in comparison with the European Qualifications Framework.
Setting the levels too low would disadvantage the people who
acquired their vocation in Lithuania and seek recognition of their
qualification in other Member States. Setting the levels too high
would decrease considerably the attractiveness of the Lithuanian
work system and labour market for the citizens of other Member
States and risk discrediting the National Qualification Framework
if the quality of qualifications provided in Lithuania were found
to be lower than suggested by the associated level descriptor
of the qualification.

CONCLUSIONS

1. Human resource development processes, along with the
social, economic and political phenomena having an impact
upon them, together comprise a structure of human resource
development that creates significant assumptions for the
development of a qualification system.

2. Low work productivity, dominance of production and ser-
vices, a prevailing strategy based on price competition and low
work expenditure, lack of investment in human resource de-
velopment and weak human resource potential and employment
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siausvyrà.
3. Þemos kvalifikacijos darbo jëgos ir þemos uþimtumo

kokybës pusiausvyra kvalifikacijø projektavimo, ágijimo, ver-
tinimo ir pripaþinimo srityse skatina labiau orientuotis á mo-
mentinius ir minimalius veiklos sistemos poreikius kompe-
tencijoms ir kvalifikacijoms: kvalifikacijø projektavimo sri-
tyje daþniausiai orientuojamasi á bihevioristiðkai racionali-
zuotus þmogaus elgesio profesinës veiklos metu standar-
tus, kvalifikacijø ágijimo srityje dominuojantis þemos kvalifi-
kacijos darbo jëgos pirminis ir tæstinis profesinis rengimas
neskatina pirminio ir tæstinio profesinio rengimo kokybinës
plëtros, sumaþëja aukðtesniø kvalifikacijø ágijimo, vertini-
mo ir pripaþinimo prieinamumas.

4. Þmogiðkøjø iðtekliø kiekybinio ir kokybinio praradimo
pavojai augant emigracijos mastams kelia kvalifikacijø sà-
rangos ir sistemos kûrimui reikalavimà sukurti tokià siste-
mà, kuri efektyviau paskirstytø þmogiðkuosius iðteklius ða-
lies darbo rinkoje, suteiktø geresnes profesinio tobulëjimo
galimybes ir perspektyvas taip stabdant emigracijos srauto
didëjimà ir skatinant sugráþti kvalifikuotus darbuotojus.

5. Emigracijos procesas neigiamai veikia bendràjà þmo-
giðkøjø iðtekliø kokybæ, ir tai daro atitinkamà poveiká veiklos
tyrimø rezultatams ir kuriamiems profesijø ir kvalifikacijø
standartams. Kita vertus, kvalifikuotø darbuotojø trûkumas
ir siaurëjanèios galimybës juos rasti darbo rinkoje labiau
skatina darbdavius aktyviau dalyvauti kvalifikacijø ágijimo
procese plëtojant darbuotojø tæstiná profesiná mokymà ir ási-
jungiant á pirminio profesinio mokymo organizavimo ir vyk-
dymo procesus.

6. Atsivërusi Europos Sàjungos darbo rinka kelia reika-
lavimus didinti uþimtumo ir þmogiðkøjø iðtekliø kokybæ, kuri
leistø iðlaikyti kvalifikuotus darbuotojus ir konkuruoti ben-
droje rinkoje.

7. Vienas svarbiausiø orientyrø kuriant eurointegracijos
siekius atitinkanèià nacionalinæ kvalifikacijø sistemà yra Eu-
ropos kvalifikacijø sàranga.

quality create a low qualification labour force and low employment
quality balance.

3. Low qualification labour force and low employment quality
balance in the areas of qualification design, acquisition, assessment
and recognition, exacerbates the tendency to define competences and
qualifications meeting immediate and minimal work system needs: in
the area of qualification design, attention is focused more on beha-
viourally rationalised standards for human behaviour in occupational
activity; in the area of qualification acquisition, the predominant initial
and continuing vocational training of low qualification labour force does
not foster qualitative development of initial and continuing vocational
training, thus reducing the accessibility of higher qualification ac-
quisition, assessment and recognition.

4. The risk of quantitative and qualitative loss of human resources
resulting from increasing emigration sets a demand for qualification
framework and system design to create a system that could effi-
ciently distribute human resources within the national labour market,
and provide better opportunities and perspectives for vocational
development, thus impeding the increase of emigration flows and
enhancing the return of qualified employees.

5. The process of emigration has a negative impact upon the
general quality of human resources and this affects action research
outcomes and occupation and qualification standards that are under
construction. On the other hand, the shortage of qualified em-
ployees and recruitment difficulties in the labour market foster more
active participation of employers in the qualification acquisition
process through expanding employee continuing vocational edu-
cation and training and becoming more involved in initial vocational
training organization and management processes.

6. The open European Union labour market raises requirements
to increase the quality of human resources, thereby both sustaining
qualified employees and promoting employability to facilitate
competing in the common market.

7. One of the most important aspects in creating the Lithuanian
National Qualification System is that it should be adequate to meet
the aspirations of European integration through its correspondence
with the European Qualifications Framework.
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