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IEVADS

Teémas izveles pamatojums, argumenti un motivi. Latvijas valsts robeza ir
ne tikai ieks€ja robeza Eiropas Savieniba, bet arT 455,6 km ES argja robeza — ar
Krieviju un Baltkrieviju, kas veido 32,5% no Latvijas valsts sauszemes robezas
(autora aprékinats, pamatojoties uz datiem no Kiile, Markots, 2021). Latvijas
Valsts robezsardze (VRS) ir viena no Iekslietu ministra parraudziba esosa tiesas
parvaldes iestade, kura isteno valsts robezas drosibas politiku, ka arT atbilstosi
kompetencei valsts imigracijas politiku. Promocijas darba t€mas aktualitati nosaka
miisdienas pastavoSie riski Latvijas valsts robezas droSibas joma — robezas
nelikumiga Skersosana, nelikumiga precu parvietoSana pari robezai, pierobezas
reZima parkapumi (Latvijas Valsts robezsardze, 2020) straujas tehnologiju
attistibas fona, ka arT nepiecieSamiba atbilst starptautiski noteiktajam prasibam
attieciba uz valsts robezsargu profesionalitati — pieméram, ieviestajam
Starptautiskas aviacijas un jliras mekléSanas un glabsanas rokasgramatas
vadlinijam, aviacijas anglu valodas prasmes prasibam, Vienotajai informacijas
sisttmai PERSONALS-Horizon, kas ir ieviesta un uzsaka darbu pasapkalpoSanas
portala (HoP) (Latvijas Valsts robezsardze, 2021a).

Sarezgito situaciju Latvijas valsts robezas drosibas joma var raksturot ar:
1) arkartgjas situacijas izsludinasanu 2021.g. 10. augusta Ludzas, Kraslavas un
Augsdaugavas novada, ka ari Daugavpili, nemot véra Latvijas-Baltkrievijas
robezas nelikumigas Skérsosanas gadijumu skaita straujo pieaugumu (Latvijas
Valsts robezsardze, 2021b); 2) Latvijas VRS oficialaja majas lapa publicéto
informaciju (27.01.2022) par to, ka kops 2021. gada 10. augusta kopuma no valsts
robezas nelikumigas SkérsoSanas ir atturéti 5294 cilveki (Latvijas Valsts
robezsardze, 2022). Latvijas robezsargi piedalas arT noziedzigu nodarfjumu pret
ekonomikas interesém novérsana (Liholaja, 2017). Pieméram,! 2021.g. 30.
decembri Augsdaugavas novada par tabakas izstradajumu nelikumigu parvieto$anu
aizturéti divi Latvijas pilsoni un viens Latvijas nepilsonis un iznemti 100 tiikstosi
kontrabandas cigare$u ar Baltkrievijas akcizes nodokla markam. Noziedznieki
dazreiz izmanto loti “inovativas” pieejas sava darbiba — pieméram,
iepriek§mingtaja gadijuma cigaretes ieprieks tika nelikumigi parvietotas pari valsts
robezai no Baltkrievijas pa Daugavu, pludinot tas pa straumi (Latvijas Valsts
robezsardze, 2021c). Pierobezas rezima parkap€ji izmanto arT jaunakas

! Problemu veido tas, ka Latvija nav publiski pieejamas statistikas attieciba uz pastavosajiem
riskiem valsts robezas droSibas joma, tapéc autoram, pamatojot promocijas darba t€mas
izveli, jarikojas ar atseviskiem faktiem, nevis ar sistematisko statistiku. Pieméram, Latvijas
Centralas statistikas parvaldes (CSP) oficidlaja majas lapa noziegumu saraksta netiek
uzskaititi nedz robezas nelikumigas Sk€rsoSanas gadijumi, nedz nelikumigas precu
parvietosanas pari robezai gadijumi, nedz pierobezas rezima parkapumu gadijumi (Latvijas
Republikas Centralas statistikas parvalde, 2022).
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robezapsardzibas nodalas robezsargi konstatgja bezpilota gaisa kuga (t.s. drona)
nesankcionéto lidojumu, kuru Krievijas pilsonis veica pierobezas josla (Latvijas
Valsts robezsardze, 2021d).

Vel sarezgitaka situacija ar Latvijas valsts robezas dro§ibu kluva 2022. gada.
Krievija izsludinatas mobilizacijas dél, no 28. septembra uz tris ménesiem tika
ieviesta arkartgja situacija Altksnes, Balvu un Ludzas novada teritorija, ka ari
ostas, lidostas, lidlaukos izveidotajas robezSkérsosanas vietas un uz dzelzceliem
(Latvijas Sabiedriskie mediji, 2022).

Latvijas Valsts kancelejas direktors atzimé, ka “Latvijas iedzivotaji no valsts
iestazu darbiniekiem sagaida kvalitativus pakalpojumus un profesionalu darbu, kas
balstits miisdienigas metodes. Lai sp@tu apmierinat So pieprasijumu, valsts
parvaldei ka sociali atbildigam darba dev&jam ir javeic investicijas cilvékresursu
attistiba. Ieguldijums eso$ajos darbiniekos ir 2—4 reizes finansiali izdevigaks, neka
jauna darbinieka meklgé$ana un ievadiSana darba, savukart vaditaju amatiem §1
atskiriba parsniedz 6 reizes” (Pavlova, 2019).

Atbilstosi Latvijas VRS majas lapa ikgadgji publicéto parskatu datiem, Latvijas
robezsargu iesaistiSanas pasakumos, kas ir versti uz vinu profesionalo attistibu,
pedgjo gadu laika ir samazinajusies. Ta, amatpersonu skaits, kuras apguvusas
kvalifikacijas paaugstinaSanas kursu programmas Valsts robezsardzes koledza
2014. gada bija 1817 cilveki (pret ieplanotajiem 597 cilvékiem) (Latvijas Valsts
robezsardze, 2015), bet 2020. gada — jau tikai 913 cilveki (pret ieplanotajiem 1700
cilvékiem) (Latvijas Valsts robezsardze, 2021a). Kaut gan 2020. gada bija vél 492
amatpersonas un darbinieki (pret ieplanotajiem 540 cilvékiem), kuri apguvusi
kvalifikacijas paaugstinasanas programmas Latvijas VRS sadarbibas iestadés
(Nacionalajos brunotajos spékos, Valsts policija, Valsts administracijas skola,
Valsts ien@mumu dienesta, Pilsonibas un migracijas lietu parvaldg, Iekslietu
ministrijas Informacijas centra, u.c.) (Latvijas Valsts robezsardze, 2021a), tomer
tas joprojam bija ievérojami mazak, neka 2014. gada, un galvenais — mazak neka
tika planots un sagaidits no robezsargiem, kas liecina par vinu zemu motivaciju
profesionali attistities.

Latvijas VRS parskatu dati liecina arT par to, ka ped€jo gadu laika praktiski
nepaaugstinajas Latvijas robezsargu interese par profesionalo talakizglitibu un
augstako izglitibu. Ja 2014. gada amatpersonu skaits, kuras apguvusas
profesionalas talakizglitibas programmu “Robezapsardze”, bija 100 cilveki
(Latvijas Valsts robezsardze, 2015), tad 2020. gada — 90 cilveki (Latvijas Valsts
robezsardze, 202 1a); amatpersonu skaits, kuras apguvusas 1. [imena profesionalas
augstakas izglitibas studiju programmu ‘“Robezapsardze”, 2014. gada bija 31
cilveks (Latvijas Valsts robezsardze, 2015), 2020. gada — 44 cilveki (Latvijas
Valsts robezsardze, 2021a); amatpersonu skaits, kuras apguvuSas 2. limena
profesionalas augstakas bakalaura izglitibas studiju programmu “Robezapsardze”,
2014. gada bija 12 cilveki (Latvijas Valsts robezsardze, 2015), 2020. gada — 19
cilveki (Latvijas Valsts robezsardze, 2021a). Rezultata Latvijas VRS personala
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(amatpersonu un darbinieku) sadalfjums péc izglitibas limena kops 2014. gada
neizmainijas: 43,7% ar augstako izglitibu pret 56,3% ar vidgjo izglitibu 2014. gada
(Latvijas Valsts robezsardze, 2015) un 43,5% ar augstako izglitibu pret 56,5% ar
vidgjo izglitibu 2020. gada (Latvijas Valsts robezsardze, 2021a).

Viens no Latvijas VRS darbibas principiem, kuri ir definéti tas darbibas
strategija 2020.g.—2022.g., ir “valsts robezsardzes personala atlases, profesionalas
sagatavoSanas, kvalifikacijas paaugstinasanas un karjeras izaugsmes attistiba.
Virziena mérkis — vienota, miisdieniga un efektiva personala vadiba un piesaiste
dienestam (darbam), lai nodroSinatu iestadi ar izglitotu, kvalificEtu un motiveétu
personalu iestadei normativajos aktos noteikto funkciju un uzdevumu izpildei, ka
arl veicinatu personala attisttbu un lojalitati iestadei, efektivi izmantot un
mérktiecigi pilnveidot iestades personala zinasanas un iemanas tiem noteikto amata
pienakumu izpildei” (Latvijas Valsts robezsardze, 2020). Strategija minéta vienota,
misdieniga un efektiva personala vadiba miisdienu zinatniskaja literatiira tiek
aktivi pétita un déveta par ilgtsp&jigu vadibu, kas ir virzita uz ilgtsp&ju (Stead J.G.,
Stead W.E., 2014; Galpin, Hebard, 2018; Szymczyk, 2019; Barbosa et al., 2020;
Sekhar, 2020). Izglitibas sistémas sp&ja sekmét augstas ekonomiskas veiktspé&jas
sasniegSanu, efektivi izmantojot paSreiz€jo un nakamo paaudZzu resursus, ir
ilgtspgjigas vadibas objekts. Kopuma ilgtspgjiga vadiba tiek defincta ka
ilgtspgjigas prakses pielietoSana dazadas jomas, kuru veic tada veida, kas ir
izdevigs pasreiz&jam un nakamajam paaudzém (Sekhar, 2020).

Teémas izpétes situacijas analize. VRS darbibas specifikas — proti, relativas
slegtibas — d€] Latvija (ka ari citas pasaules valstis), praktiski nav zinatniski
pamatoto méginajumu pétit §T dienesta darbibu: nav sistematiska monitoringa
Latvijas robezsargu profesionalas attistibas joma, netick parbauditi dazadi
zinatniski pamatoti Latvijas robeZsargu profesionalas attistibas ilgsp&jigas vadibas
modeli utt.

Par vienigu sistémisku zinatnisko pétijumu Latvijas robezsargu profesionalas
sagatavoSanas joma var uzskatit A. Indriksona promocijas darbu “Komunikacijas
prasmes veido$anas robezsargu profesionalaja sagatavo$ana”, kas ir aizstavets
2017. gada Re&zeknes Tehnologiju akadémija pedagogijas zinatnes nozares
militaras pedagogijas apak$nozaré (Indriksons, 2017). A. Indriksona pétijuma
merkis bija veikt komunikacijas procesa izp€ti militarizetas izglitibas iestades
studijas un izstradat kriterijus un raditajus, lai formulétu komunikacijas prasmes
veidoSanas mijsakaribas un nosacijumu likumsakaribas, izstradat komunikacijas
prasmes veidoSanas didaktiska modela sh&ému robezsargu profesionalaja
sagatavoSana un ieteikumus robezsargu profesionalas sagatavoSanas sistemas un
nozaru (militaras) pedagogijas procesa pilnveidei (Indriksons, 2017). A. Indriksons
sava promocijas darba izstrades rezultata atbild€ja uz sekojoSajiem pé&tjjuma
jautajumiem: 1) kas nosaka militarizétas izglitibas iestades darbibas specifiku un
ka ta ietekmé komunikacijas un studiju procesa norisi? 2) kada veida
komunikacijas prasmes veidoSanas mijsakaribas un nosacijumu likumsakaribas
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ietekmée “subjekts—subjekts” komunikacijas un attiecibu integraciju studiju procesa
militarizeta izglitibas iestadeé ar domingjoso “subjekts—objekts” komunikaciju un
hierarhiskajam attiecibam?

Neskatoties uz to, ka mingtais p&tjjums tika istenots pedagogijas, nevis
vadibzinatnes ietvaros, tas sniedz loti butisku metodisko vadliniju Latvijas
robezsargu profesionalas attistibas ilgtsp&jigas vadibas izpétei, proti, objektivas
attiecibu hierarhijas atziSanu un akcent€Sanu valsts robezsardzg, kas nosaka §is
jomas specifiku, atskiriba no citim nodarbinatibas jomam. So objektivi pastavoso
attiecibu hierarhiju (un pat zinamu autoritarismu) valsts robezsardzes dienesta —
piem&ram, nepiecieSamibu diengjoSam instruktoram sanemt vadibas nosttfjumu,
lai iestatos Valsts robezsardzes koledza, — autors nems véra, veicot savu p&tijumu.

Promocijas darba pétijuma objekts: Latvijas robezsargu (virsnieku un
instruktoru), kas dieng Latvijas VRS teritorialajas struktiirvienibas,? profesionala
attistiba.

Promocijas darba pétijuma priekSmets: Latvijas robeZsargu profesionalas
attistibas ilgtsp€jiga vadiba.

Promocijas darba hipotéze: darbinicku profesionalas attistibas ilgtsp&jigas
vadibas objekts Latvijas VRS ir darbavietu pievilciba, kas nosaka darbinieku
profesionalas attistibas [imeni.

Promocijas darba meérkis: izpetit Latvijas VRS dazadas teritorialajas
struktiirvienibas diengjoso robezsargu profesionalas attistibas ilgtsp&jigu vadibu uz
kopgjas situacijas fona ar darbinieku profesionalo attistibu un tas ilgtsp&jigu vadibu
pasaulg, ES un Latvija.

Atbilstosi mérkim ir izvirziti $adi promocijas darba uzdevumi:

1) promocijas darba konceptuala ietvara, t.i., darbinieku profesionalas attistibas
ilgtsp&jigas vadibas izpétes teorétiska un metodologiska pamatojuma izstrade,
t.sk.:

- darbinieku profesionalas attistibas ka miizizglitibas sastavdalas analize;

- darbinieku profesionalas attistibas ilgtsp&jigas vadibas konceptuala pamatojuma
izstrade ekonomiskas paradigmas ietvaros;

- metodologijas izstrade, kas talak darba tiks izmantota Latvijas robeZsargu
profesionalas attistibas ilgtsp&jigas vadibas empiriskaja izp&te.

2) situacijas analize ar darbinieku profesionalo attistibu un tas ilgtsp&jigu vadibu
pasaulg, Eiropas Savieniba un Latvija, t.sk.:

- darbinieku profesionalas attistibas lomas izpéte miusdienu pasaules valstu
ekonomiskaja veiktspgja;

- llgtsp&jas indeksa ka ilgtsp&jigas vadibas instrumenta lietoSanas pieredzes analize
Latvija.

2 Konkréti, pétijuma gaita tiek salidzinatas Latvijas VRS Ludzas parvalde (kuru vada
promocijas darba autors) un Daugavpils parvalde (kas ir lidziga VRS Ludzas parvaldei p&c
izmera, kapacitates un darbibas specifikas).
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3) Latvijas robezsargu profesionalas attistibas un tas ilgtsp&jigas vadibas empiriska
noveértésana, t.sk.:

- Latvijas VRS darba vides analize, kas [darba vide] veido Latvijas robezsargu
profesionalas attistibas ilgtsp€jigas vadibas kontekstu;

- Latvijas robezsargu profesionalas attistibas ITmena novért€Sana saistiba ar
darbavietu pievilcibu;

- optimalas pieejas noteikSana Latvijas robezsargu profesionalas attistibas
ilgtsp@jigai vadibai.

Promocijas darba izmantotas metodes: Promocijas darba izmantotas
visparzinatniskas — gan teorétiskas, gan empiriskas — metodes, ka ar1 specialas
ekonometriskas un vadibzinatnes metodes.

Visparzinatniskas teorétiskas metodes: monografiska metode, logiskas analizes
un sintézes metode, dedukcijas un indukcijas metode — pétijuma objekta
sisteémiskajai analizei, ka arT pétijuma konceptuala pamatojuma un metodologijas
izstradei.

Visparzinatniskas empiriskas metodes: satura analize — Latvijas VRS darba
vides izp&tei, regresijas analize — Latvijas robeZsargu profesionalas attistibas
limena novértésanai saistiba ar darbavietu pievilcibu (c€lonu-seku, nevis tikai
korelativas sakaribas noteikSanai), vidgjo lielumu salidzinaSanas metode (ar
atSkiribu statistiska nozimiguma noteikSanu ar p-vértibu) — darbinieku
profesionalas attistibas lTmena un darbavietu pievilcibas salidzinasanai Latvijas
VRS teritorialajas struktlirvienibas, ka arT darbinieku profesionalas attistibas lomas
izpétei musdienu pasaules valstu ekonomiskaja veiktsp&ja (pédejam tiek izmantota
arT korelacijas analize un diskriminantu analize); sociologiskas aptaujas metode —
Latvijas robezsargu ar darbu saistito vertibu un profesionalas attistibas un tas
ilgtspgjigas vadibas empiriskajai novertésanai.

Specialas ekonometriskas un vadibzinatnes metodes: uz ekspertu vertgjumiem
balstita SVID analize — Latvijas VRS darba vides stipro un vajo pusu, iesp&ju un
draudu noteiksSanai; hierarhiju analizes metode — optimalas pieejas noteikSanai
Latvijas robezsargu profesionalas attistibas ilgtsp&jigai vadibai; variacijas analize
— stradajoso ménesa vidgjas bruto darba samaksas regionalas variacijas izpétei
Latvijas ekonomika un nozaré “Valsts parvalde un aizsardziba, obligata sociala
apdrosinasana”; N. Amundsona izstradatais kompetences modelis — darbinieku
profesionalas attTstibas [imena novertésanai.

Promocijas darba uzdevumu risinasanai izmantotie materiali un
empiriskie dati:

- Latvijas ilgtsp&jigas attistibas strat€gija Iidz 2030. gadam;

- Latvijas VRS darbibas stratégija 2020.¢.—2022.9.;

- Latvijas VRS publiskie parskati ar statistiskajiem un finansu datiem;
- petijuma t€mai veltitas zinatniskas publikacijas, promocijas darbi;

- publikacijas un Latvijas VRS vaditaju intervijas masu medijos;
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- publiski pieejamas datu bazes (pieméram, G. Hofstedes datu baze ar pasaules
valstu societalas kultiras mérijjumiem);

- sekundarie empiriskie dati par 2018.2.-2020.9. no Biznesa skolas pasaulei
ikgad&ji publicgtajiem parskatiem par Globalas talantu konkur&tsp&jas indeksu
(GTKI)? vairak neka 100 pasaules valstis (ieskaitot visas ES valstis);

- primarie empiriskie dati no Latvijas robezsargu (virsnieku un instruktoru)
sociologiskas aptaujas, kuru autors veica 2022. gada VRS Ludzas un Daugavpils
parvaldg, aptaujajot 182 # robeZsargus vinu profesiondlds attistibas Iimena
novertésanai saistiba ar darbavietu pievilcibu un 166 robezsargus — G. Hofstedes
societalas kultiiras merijumu aprekinasanai;

- primarie empiriskie dati no Latvijas VRS virsnieku ekspertaptaujas, kuru autors
veica 2022. gada Ludzas, Daugavpils un Vilakas parvaldg, aptaujajot 7 ekspertus-
virsniekus (ar darba stazu Latvijas VRS no 22 Iidz 29 gadiem) ar mérki novertet
dazadas pieejas Latvijas robezsargu profesionalas attistibas ilgtsp&jigai vadibai.

Petijuma kvantitativo datu apstradei izmantotas datorprogrammas:

- IBM SPSS Statistics v.22 (Win32);
- Microsoft Excel.

Promocijas darba Kkonceptudlais ietvars. Saja pétijuma darbinicku
profesionala attistiba konceptuali tiek ieklauta mizizglitiba (Valsts valodas centrs
u.c., 2022a), ko aktivi péta gan Latvija (B. Rivza, A. Sannikova, M. P&tersone
u.c.), gan ari visa pasaulé (F. Galindo-Rueda, A. Vignoles, A. Jenkins, A. Wolf,
S. Serjakova, V. Kravéenko u.c.). Savukart ilgtsp&jigas vadibas konceptuala
izpratne balstas uz Triple Bottom Line (ekonomiska, socidala un ekologiska
ilgtsp&ja) (J.G. Stead, W.E. Stead, Sh. Bonini, S. Swartz, T. Galpin, J. Hebard,
S. Suriyankietkaew, Ph. Petison), ko autors papildinaja ar vél divam dimensijam —
kultairas un politisko, parvérsot to par Quintuple Bottom Line (K. Szymczyk), kas
ietver ekonomisko, socialo, ekologisko, kulttiras un politisko dimensiju.

Pétijuma pamatjédzieni ir darbinieku profesionala attistiba, ilgtsp&jiga vadiba
un darbavietas pievilciba. Darbinieku profesionala attistiba konceptuali tiek
saprasta ka mizizglitibas sastavdala, bet empiriski — ka Globalas talantu
konkurétspgjas indeksa (GTKI) komponents “Darbinieku profesionala attistiba”
(tas izpétei makrolimeni) (Business School for the World (INSEAD) et al., 2018,
2019, 2020) un darbinieku kopkompetence robezsargu profesionalas attistibas
limena izp&tei mikrolimeni (N. Amundsona izstradatais kompetences modelis
(Amundsons, 2016)). Ilgtsp&jigas vadibas jédziens tiek definéts ka jauns realas
vadibas veids, nemot vera organizacijas darbibas ilgtermina ietekmi uz ekonomiku,
ekologiju, socialo sféru, kultiru un politiku (Stead J.G., Stead W.E., 2014). Pie

8 Muzizglitiba un taja ietilpstosa darbinieku profesionald attistiba ir Globalas talantu
konkurétspéjas indeksa komponenti (Business School for the World (INSEAD) et al., 2018,
2019, 2020).

4 “Minimalajai izlasei socialo zinatnu pétijumos jabiit 30-200 cilvekiem” (Kish, 1965).
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tam, visam piecam ilgtsp&jigas vadibas dimensijam jabut institucionalizétam, t.i.,
ieklautam organizacijas iek$gjas strat€giskas vadibas komponent€s. Savukart,
darbavietas pievilciba ir subjektiva paradiba, kas balstas uz darbinieku un
pretendentu sniegta vertibnovertgjuma, apsverot iesp&ju stradat organizacija, un
empiriski tiek interpretéta ar desmit faktoriem (dro$iba, vieta, attiecibas, atziniba,
ieguldijums, darba atbilstiba, elastigums, maciSanas, atbildiba, inovacijas) —
saskana ar N. Amundsona, M. Korbjéra un V. Neduhas izstradato metodiku, ko
sauc par darbavietu pievilcibas faktoru modeli (Amundsons, 2016).

Autora izstradata Latvijas robezsargu profesionalas attistibas ilgtsp&jigas
vadibas izpétes metodologija ietver:

- Latvijas VRS darba vides analizes metodiku (skat. 1.3.1. sadalu), kas balstas uz
darba vides piecu dimensiju SVID analizes metodi;

- darbinieku profesionalas attistibas ITmena noveérté$anas metodiku saistiba ar
darbavietas pievilcibu (skat. 1.3.2. sadalu), kas balstas uz Latvijas robezsargu
sociologiskas aptaujas metodi;

- optimalas pieejas noteikSanas metodiku Latvijas robezsargu profesionalas
attistibas ilgtsp&jigai vadibai (skat. 1.3.3. sadalu), kas balstas uz hierarhiju analizes
metodi.

Pétijuma ierobeZojumi. Petfjuma ietvaros veikta empiriska izp&te aptver divas
Latvijas VRS teritorialas struktiirvienibas: Ludzas parvaldi un Daugavpils
parvaldi. Lidz ar to, empiriskas izp&tes rezultati tiek attiecinami ne uz visu Latvijas
VRS, bet uz tas noteikto dalu — konkré&ti, tiem Latvijas robezsargiem (virsniekiem
un instruktoriem), kuri dieng, pirmkart, uz sauszemes robezas, un, otrkart, uz ES
argjas austrumrobezas. Pasreizgjos geopolitiskajos apstaklos abiem Siem aspektiem
ir gan Tpasa nozime, gan arT sava specifika.

Promocijas darba struktiru veido ievads, tris dalas (viena teorétiski
metodologiska un divas empiriskas) un nobeigums.

Darba pirmaja dala tiek analiz€ta darbinieku profesionala attistiba ka
mizizglitibas sastavdala, tiek izstradats darbinieku profesionalas attistibas
ilgtsp@jigas vadibas konceptualais pamatojums ekonomiskas paradigmas ietvaros,
ka arT tiek noteikta metodologiska pieeja un metodes, kas talak darba tiks
izmantotas darbinieku profesionalas attistibas ilgtsp&jigas vadibas empiriskajai
izpétei.

Darba otraja dala tiek pétita darbinieku profesionalas attistibas loma misdienu
pasaules valstu ekonomiskaja veiktspgja (kas ir fons Latvijas robeZsargu
profesionalajai attistibai, jo robeZsargi arT ir darbinieki), ka ar1 tiek analiz&ta
Ilgtsp&jas indeksa ka ilgtsp&jigas vadibas instrumenta lietoSanas pieredze Latvija.

Darba tre$aja dala tiek analiz&ta Latvijas Valsts robezsardzes darba vide, kas
veido Latvijas robezsargu profesionalas attistibas ilgtsp&jigas vadibas kontekstu,
tiek novertéts Latvijas robezsargu profesionalas attistibas Itmenis saistiba ar
darbavietu pievilcibu, ka arT tiek noteikta optimala pieeja Latvijas robezsargu
profesionalas attstibas ilgtsp&jigai vadibai.
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Darba nobeiguma ir formuléti galvenie atzinumi un pétijuma rezultati,
secinajumi, noteiktas problémas un izstradatas rekomendacijas to risinasanai.

Promocijas darba zinatniska novitate:

- izveidots konceptualais pamatojums darbinieku profesionalas attistibas
ilgtsp&jigas vadibas izpé&tei;

- piedavatas un analiz&tas divas papildu dimensijas ilgtsp€jiga vadiba: kultiiras un
politiska;

- izstradata kompleksa metodologija darbinieku profesionalas attistibas ilgtsp&jigas
vadibas izpé&tei;

- zinatniski pamatota Latvijas VRS darba vides izp&te;

- jauna koncepta — darba vieniba (darbavieta + darbinieks) — definéSana, kas varétu
klat par jaunu vadibzinatnes jeédzienu.

Promocijas darba praktiska nozime:

- izstradata metodologija var tikt izmantota jebkuras iestades darbinieku
profesionalas attistibas ilgtsp&jigai vadibai;

- robezsardzes specifikai piclagotais aptaujas instrumentarijs var tikt izmantots
nakotnes petijumiem;

- noteikta optimala pieeja robezsargu profesionalas attistibas ilgtsp€jigai vadibai
var tikt izmantota Latvijas robezsardzes vadibas praksg;

- sniegtas rekomendacijas var tikt nemtas veéra nakoSo Latvijas VRS publisko
parskatu izstrade.

Pétijuma dizains. Promocijas darbs sakas ar ta konceptuala ietvara izstradi,
t.i., darbinieku profesionalas attistibas ilgtsp&jigas vadibas izpétes teorétisko un
metodologisko pamatojumu, kas ietver darbinieku profesionalas attistibas ka
mizizglitibas sastavdalas analizi, darbinieku profesionalas attistibas ilgtsp&jigas
vadibas konceptuala pamatojuma izveidi ekonomiskas paradigmas ietvaros, ka ari
Latvijas robezsargu profesionalas attistibas ilgtsp&jigas vadibas izpé&tes
metodologijas izstradi.

Talak seko darbinieku profesionalas attistibas lomas izp&te masdienu pasaules
valstu ekonomiskaja veiktsp&ja un Ilgtsp&jas indeksa ka vadibas instrumenta
lietoSanas pieredzes analize Latvija. Tas ir makro- un mezofons, uz kura notiek ari
Latvijas robezsargu profesionalas attistibas ilgtsp€jiga vadiba.

Petijumu noslédz Latvijas robezsargu profesionalas attisttbas empiriska
ilgtsp&jigas vadibas noverteéSana (mikrolimenis), kas ietver Latvijas VRS darba
vides analizi, Latvijas robeZsargu profesionalas attistibas ITmena noveért€Sanu
saisttba ar darbavietu pievilcibu un optimalas pieejas noteikSanu Latvijas
robezsargu profesionalas attistibas ilgtsp&jigai vadibai.
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Aizstavesanai izvirzitas tezes:
1) muzizglitibas stavoklis kopuma un jo Ipasi darbinieku profesionalas attistibas
limenis ir ne tikai faktors, bet arT indikators valstu ekonomiskajai veiktspgjai
miisdienu pasaulg;
2) “sabiedriba, kas macas” viennozimigi tiek uzskatama par celu uz
konkurétsp&jigu valsti ar augstu ekonomisko veiktsp&ju, bet Latvija nav tada
sabiedriba;
3) Latvijas VRS darba vidi nevar viennozimigi raksturot, ka robeZsargu
profesionalas attistibas ilgtsp&jigai vadibai labveligu kontekstu;
4) optimala pieeja Latvijas robezsargu profesionalas attistibas ilgtsp&jigai vadibai
ir tie$a, nevis caur darbavietu pievilcibu, darbinieku profesionalas attistibas
sekmesana.
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1. DARBINIEKU PROFESIONALAS ATTISTIBAS
ILGTSPEJIGAS VADIBAS IZPETES
TEORETISKAIS UN METODOLOGISKAIS PAMATOJUMS

Sis dalas galvenais uzdevums ir izstradat promocijas darba konceptualo ietvaru,
t.i., darbinieku profesionalas attistibas ilgtsp&jigas vadibas izp&tes teorétisko un
metodologisko pamatojumu. Pirmaja nodala tiks analiz&ta darbinieku profesionala
attistiba, ka muzizglitibas koncepta sastavdala. Otraja nodala tiks izstradata
darbinieku profesionalas attistibas ilgtsp&jigas vadibas konceptualais pamatojums
ekonomiskas paradigmas ietvaros. TreSaja nodala tiks izstradata pétnieciska
metodologija, kas talak darba bus izmantota Latvijas robezsargu profesionalas
attistibas ilgtsp€jigas vadibas izp&te.

1.1. Darbinieku profesionala attistiba ka miizizglitibas koncepta sastavdala

Zinatniskaja literatiira darbinieku profesionala attistiba konceptuali tiek
uztverama, ka muzizglitibas sastavdala (Bersin, Zao-Sanders, 2019; Begqiri,
Mazreku, 2020). Muzizglitibas aktualiz€Sanos pasaulé noteica izglitibas lomas
picaugums ekonomika, ko izraisija globalas ekonomikas modela izmainas
21. gadsimta, parejot no industrialas ekonomikas uz zinasanu ekonomiku
(Boronenko, 2007; Rivza, 2018). Mizizglitibas koncepcija balstas uz cilveka
attistibas — gan profesionalas, gan personiskas — turpinasanos ari péc macibu
iestades beigSanas, jo iegiitas zinasanas atri noveco (Su, 2007).

Dazi zinatnieki uzsver, ka miizizglitiba ir svariga, lai apmierinatu darba tirgus
pieaugo$o pieprasijumu péc aizvien jaunam darbinieku prasmém (Galindo-Rueda
etal., 2003). Lai iegtitu izglitibu, masdienas vairs nav jaieklaujas noteiktos vecuma
vai dzivesposma ramjos, izglitiba ir ekonomiski nepieciesama visa dzives garuma
un kluvusi par tas neatnemamu sastavdalu (36opoBckuii, AM6aposa, 2020). Lidz
ar to Latvijas terminologiskaja telpa paradas jauns termins — “sabiedriba, kas
macas” (Valsts valodas centrs u.c., 2022b), un tas attistibu veicina tris galvenie
faktori: informéta sabiedriba, zinatniski tehnologiska vide un ekonomikas
internacionalizacija (European Commission (EC), 1995). Konceptu “sabiedriba,
kas macas” relativi sen péta un aktivi izmanto starptautiskaja zinatniskaja telpa
(Hutchins, 1968; Husen, 1974; Edwards et al., 1995; Jarvis, 2000, 2006; Welton,
2005; Su, 2007; Popescu, 2011; Tindemans, Dekocke, 2020; Cepsikosa,
Kpasuenko, 2020; Sungsup et al., 2021; Pasen, 2021), bet praktiski neizmanto
Latvija (katra zina — latvie$u valoda).

Vairakums pétnieku, kas strada muzizglitibas joma, teorétiski uzskata
sabiedribu, kas maca@s, par neapSaubamu attisttbas faktoru gan paSiem
darbiniekiem, gan ar organizacijam, kuras vini strada, ka ari sabiedribai un
ekonomikai kopuma.
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Misdienas ir atzits, ka tas, kas patiesi atdala attistitas valstis no mazak
attistitajam valstim, nav tikai resursu vai tehnologiju, bet gan zinaSanu plaisa.
Faktiski mazak attistito valstu izaugsmi liela méra nosaka temps, kada tas samazina
So plaisu (Stiglitz et al., 2014). Lidz ar to socialo zinatnu parstavjiem tiek izvirzits
$ads pétniecisks jautajums: ja atbilde ir muzizglitiba, tad kur ir probléma?

Promocijas darba autora skatijuma, galveno probléemu (kura savukart varétu
liecinat par citam sléptajam problémam) veido tas, ka, saskana ar ESAO
empiriskajiem datiem, daudzas ESAO valstis joprojam nav ‘“sabiedribas, kas
macas”, jo Ipasi tas attiecas uz to nodarbinato iedzivotaju dalu, kurai visvairak batu
jamacas, — uz darbiniekiem ar zemu prasmju Iimeni (skat. 1. att€lu).

1. attéls
Ekonomikas sadarbibas un attistibas organizacijas (ESAO) daZu valstu™
stradajoso iedzivotaju lidzdaliba profesionalaja attistiba,
visi darbinieki un darbinieki ar zemu prasmju Itmeni, %, 2019. gads
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prasmju Iimeni vida.
Avots: Organization for Economic Cooperation and Development (OECD), 2019.
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Pasaules zinatniskaja literatiira (parsvara — Eiropas un Ziemelamerikas (Kyndt,
Baert, 2013; Boeren, 2016; Webb et al., 2019)), ka ar1 starptautisko institliciju un
organizaciju — Eiropas Komisija, ESAO, UNESCO - deklaracijas un analitiskajos
parskatos (European Commission (EC), 2000; United Nations Educational,
Scientific and Cultural Organization (UNESCO), 2015a, 2015b, 2016;
Organization for Economic Cooperation and Development (OECD), 2019), pastav
vienpratiba par muzizglitibas koncepciju, kuras pamata ir tris principi:
1) izglitojamais ienem centrdalo poziciju; 2) macianas ir veérsta uz parejas
situdcijam un procesiem; 3) macisanas notiek dazadas formas un kontekstos. Ipasi
tiek akcentgts, ka cilveki var macities visu miizu dazados kontekstos un apstaklos
— ne tikai skola, bet ari darbavieta (Organization for Economic Cooperation and
Development (OECD), 2019).

Par vispiemérotako instrumentu darbinieku profesionalas attistibas
empiriskajai novertésanai makrolimenT autors uzskata miizizglitibas un darbinieku
profesionalas attistibas raditajus no Biznesa skolas pasaulei izstradata Globalas
talantu konkurétspéjas indeksa (GTKI) (Business School for the World (INSEAD)
etal., 2017).

GTKI konceptualo biitibu veido tas, ka miisdienu pasaules valstis konkurg cita
ar citu pasaules ekonomiskaja telpa, iesp&jot, piesaistot, attistot un noturot talantus,
kas veicina valstu konkur&tsp&ju un ekonomisko veiktsp&ju (Business School for
the World (INSEAD) et al., 2017). Savukart muzizglitiba tiek uzskatita par GTKI
apaksindeksa “Attistit talantus” komponentu (vienlaikus ar formalo izglitibu un
piekluvi izaugsmes iesp&jam), kas nosaka pasaules valstu sp&ju “razot” talantus
sava teritorija, nevis piesaistit tos no arpuses. Muzizglitiba ietver sevi tris
komponentus, ieskaitot darbinieku profesionalo attistibu, kas tiek mérita skala no
1 (nav vispar) lidz 7 (liela méra), ekspertiem atbildot uz jautajumu: “Cik liela méra
Jasu valsti uznémumi veic ieguldijumus apmaciba un darbinieku attistiba?”
(Business School for the World (INSEAD) et al., 2018, 2019, 2020)

Tatad, ar GTKI palidzibu var sasaistit konceptualo izpratni par darbinieku
profesionalas attistibas ilgtsp€jigu vadibu, ka arT valsts konkur€tsp&ju un tas
ekonomisko veiktsp&ju, no vienas puses, un empiriskus novérojumus $aja joma, no
otras, un tas tiks izdarfts §1 promocijas darba 2.1. nodala, empiriski petot darbinieku
profesionalas attTstibas lomu musdienu pasaules valstu ekonomiskaja veiktspgja.

1.2. Darbinieku profesionalas attistibas ilgtspéjigas vadibas
konceptualais pamatojums

Saskana ar pétjjuma rezultatiem, ko veica Kanadas Ilgtsp&jigas attistibas
starptautiskais instittits, “iepriek$€jos laikos cilvéces ilgtsp&ja tika uzskatita par
passaprotamu un neizpaudas ka tieSais merkis. Tas noteikti bija netieSs merkis, jo
neviena cilvéku sabiedriba nekad nav apzinati veicinajusi savu neilgtspgju.
Globalas attistibas tendences tagad pievers uzmanibu ilgtspgjai, ka neparprotamam
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tieSam mérkim. Tacu pasam ilgtsp&jas konceptam, lai padaritu to par funkcionalo,
jabiit parverstam realas pasaules praktiskajas dimensijas. Mums ir jaspgj atpazit
ilgtspgjas esamibu vai neesamibu vai draudus ilgtsp&jai misu parraudzitajas
sisttmas. Mums ir nepiecie$ami atbilstosi raditaji, kas pastastitu mums, kur més
esam attieciba uz ilgtspgju ka merki” (Bossel, 1999). Attieciba uz darbinieku
profesionalas attistibas ilgtsp&jigu vadibu tas nozimé, ka ir nepiecieSama kada
koordinatu sisteéma, lai atskirtu ilgtsp&jigu vadibu no neilgtsp&jigas.

P&dgjo desmitgadu laika starptautiskaja zinatniskaja telpa ir notikusi ar vadibu
saistito konceptu evolicija ilgtspgjigas stratégiskas vadibas virziena (Stead J.G.,
Stead W.E., 2014; Galpin, Hebard, 2018; Szymczyk, 2019; Suriyankietkaew,
Petison, 2020; Barbosa et al., 2020; Garner, 2021), un misdienu vadibas galvena
Tpasiba ir tas ilgtsp€jigais raksturs un koncentrésanas tiesi uz ilgtsp&jas meérka
sasniegSanu. Bet ilgtsp&jas mérkis parspgj tos stratégiskos mérkus, kas ir pienemti
vadibzinatng p&d&jo desmitgadu laika. Tatad, ar vadibu saistito konceptu evolicija
notika sekojosa cela: stratégiska planoSana — strategiska vadiba — strat€giska
ilgtspgjas vadiba vai stratégiskas vadibas pieeja ilgtspgjai vai stratégiska vadiba
ilgtspgjai — ilgtsp&jiga stratégiska vadiba — ilgtsp&jiga vadiba.

Sobrid uzsvars uz vides jautajumu integrésanu tiek likts organizacijas darbiba
un riipgjoties par sabiedribas interes€m. TieSi tapéc stratégiskaja vadiba bitu
jaapvieno ekonomiskie aspekti ar ekologiskajiem un socialajiem aspektiem,
dom@jot par nakamajam paaudzém. Pieejas maina no stratégiskas vadibas uz
ilgtsp&jigu stratégisko vadibu nozimé tadu vadibas stratégiju ievieSanu, kas
aizsarga dabas resursus, mazina uzneémumu kaitigo iedarbibu videi un riipgjas par
eso$ajam un nakamajam paaudz&ém. Jauna ilgtsp€jigas vadibas koncepcija apvieno
stratégisko vadibu, socialo atbildibu un ilgtspg€jigu attistibu (Szymczyk, 2019).
Tomér autors uzskata par diezgan novecojusu izpratni par ilgtsp€jigu vadibu, kas
balstas uz Triple Bottom Line (ekonomiska, sociala un ekologiska ilgtsp&ja) (Stead
J.G., Stead W.E., 2014; Bonini, Swartz, 2014; Galpin, Hebard, 2018;
Suriyankietkaew, Petison, 2020).

Autors uzskata, ka, Tstenojot ilgtsp&jigu vadibu miisdienu apstaklos, ir janem
vera vél vismaz divas dimensijas: kultiras un politiska. Tadgjadi ilgtsp€jigai
vadibai miisdienas biitu jabalstas ne uz trim, bet uz piecam dimensijam (Quintuple
Bottom Line), ietverot ekonomisko, socialo, ekologisko, kulttiras un politisko
dimensiju, lai gan sakotngji “organizaciju mérku un strat€giju attistiba un
noveértéSana ilgtsp&jas virziend radas no dabas ekosistemas vajadzibam”
(Szymezyk, 2019). Ilgtsp&jigas vadibas galveno uzdevumu un pat misiju miisdienu
pétnieki formulé ka “ilgtsp&jas kultliras radisanu vadiba” (Galpin et al., 2015).
Organizacijam ir jaspgj reagét uz arjiem ilgtsp&jas virzitajspekiem, ieklaujot
ilgtsp&ju tas ieksgjas stratégiskas vadibas komponentés (Galpin, Hebard, 2018).

Autoram Skiet, ka viens no nozimigakajiem elementiem ilgtsp€jigas vadibas
sasniegSana ir tas institucionalizacija, t.i. par ilgtsp&jigi vaditam var nosaukt tas
organizacijas, kuras izveidoja ar ilgtsp&ju saistitas vadibas struktiiras, ka arl
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izstradaja ilgtspgjas programmas (Bonini, Swartz, 2014). Sis vadibas struktiiras,
kas ir balstitas uz ilgtsp&jas programmam, praktiski realizg ilgtsp&jigas vadibas
secigus principus, lai ilgtsp&ja tiktu ieklauta organizacijas iek$&jas strategiskas
vadibas komponentos. Pasaule vairak neka 13 triljoni ASV dolaru tiek iegulditi
aktivos, kas ir parvalditi pec ilgtspgjigas vadibas principiem (Global Sustainable
Investment Alliance, 2013).

Tadgjadi ilgtspejiga vadiba ir ne tikai jauns domaSanas veids par savas
organizacijas stratégisko lomu plasaka sabiedriba un ekosistéma tagadné un
nakotng, bet arT jauns realas vadibas veids, nemot vera organizacijas darbibas
ilgtermina ietekmi uz ekonomiku, ekologiju, socialo sferu, kultaru un politiku
(Stead J.G., Stead W.E., 2014), t.i., augstakminéto Quintuple Bottom Line.

Lai giitu realos panakumus, ilgtsp&jas centieniem ir jabuit organizacijas
prioritatei ar tieSu vadibas atbalstu, un tas nav viegls uzdevums. Mazak neka puse
no uznémumu / organizaciju vaditajiem, kas tika aptaujati ta saucama “Makkinsija
parskata” pétfjuma ietvaros, uzskatija, ka vinu uzn€mumos / organizacijas nav
ilgtspgjas filozofijas, kas caurvijas ar vinu ikdienas darbibu, — neskatoties uz to, ka
vinu uznémumos / organizacijas ilgtsp&ja tiek uzskatita par augstako prioritati.
Parskata dati parada arl to, ka, nemot véra, ka mazak neka 5% uzpémumu /
organizaciju finansiali veicina vai piedava karjeras stimulus ilgtspgjas
nodrosinasanai, cilveki var neuzskatit tiekSanos pec ilgtspgjas par karjeras izveides
celu. Ilgtspgja ir “tals celojums”, un p&tjjumu rezultati liecina par to, ka $is fakts ir
janem vera (Bonini, Swartz, 2014).

Latvijas VRS darbibas stratégija 2020.g.-2022.g. ir noteiktas piecas
stratégiskas prioritates (Latvijas Valsts robezsardze, 2020). Talak Stratégija, ka ari
Latvijas VRS publiskajos parskatos, tiek definéti VRS darbibas mérki un virzieni,
ka ari tiek aprakstita Tstenotd budZeta programma. Bet ne pati Stratégija, ne
ikgadgjos publiskajos parskatos nav pat minéts termins “ilgtsp&ja”, nemaz
nerunajot par tas piecam dimensijam: ekonomisko, ekologisko, socialo, kultaras un
politisko. Turklat Stratégija ir izstradata tikai uz trim gadiem, kas nekada gadijuma
nav ilgtermina (un pat vid€ja termina) periods. Latvijas Valsts robezsardzes
dienesta organizatoriskaja struktiira ilgtsp&ja arT nav institucionalizéta, t.i., nav
izveidotas ar ilgtsp&ju saistitas vadibas struktiiras.

Pasaules zinatniskaja telpa ir divas paradigmas, kas mégina pamatot darbinieku
profesionalas attistibas ilgtsp&jigu vadibu caur vinu iesaisti miizizglitibas procesa.
Pirma un domingjosa — ekonomiska paradigma — fokusgjas uz konkurétspgju atri
mainigaja zinasanu sabiedriba, kur ilgtsp&jas sasniegSanai ir ar1 biitisks finansialais
efekts (Dahlman et al., 2007; Bonini, Swartz, 2014). Otra — humanistiska
paradigma — apgalvo, ka attistibas ideals ir civila, sociali integréta sabiedriba
(United Nations Educational, Scientific and Cultural Organization (UNESCO),
2015b).
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2. attela tick shematiski paradita darbinieku profesionalas attistibas ilgtsp€jigas
vadibas konceptuala izpratne ekonomiskas paradigmas ietvaros, kas [izpratne]
balstas uz sekojoSiem momentiem:

1) darbinieku profesionalas attistibas ilgtsp&jigas vadibas galamérkis ir
konkur&tspgjiga valsts ar augstu ekonomisko veiktspgju. Pamatojums:
Eiropadomes Lisabonas sanaksmé 2000. gada marta valstu un valdibu vaditaji
atzina, ka “Eiropas Savieniba saskaras ar attistibas paradigmas mainu, ko izraisa
globalizacija un jauna, uz zina§anam balstita ekonomika” un izvirzija stratégisko
pamatmerki prieks ES: “klut par konkurétsp&jigako un dinamiskako uz zinaSanam
balstttu ekonomiku pasaulg, kas sp&j nodrosinat ilgtsp&jigu ekonomikas izaugsmi
ar vairak un labakam darbavietam un lielaku socialo koh&ziju” (European Union,
2006);

2) darbinieku profesionalas attistibas ilgtsp&jigas vadibas galamérka sasniegSanas
mehanisms ir sabiedriba, kas macas, stradajot pievilcigajas darbavietas.
Pamatojums: Simtgades deklaracijas uz cilveéku vérsta pieeja prasa stiprinat visu
cilveku un darba institlciju kapacitati, ka arT veicinat ieklaujosSu un ilgtspgjigu
ekonomisko izaugsmi, pilnigu un produktivu nodarbinatibu un pienacigu darbu
visiem (International Labour Organization (ILO), 2021); ka atzZimgé pétnieces
J. Arhipova (FO. Apxunosa) un K. Zikova (K. 3wikoea), darbavietas pievilcibu
nosaka darbinieku un pretendentu sniegtais vertibnovertejums, apsverot iespgju
stradat organizacija. ST vértdjuma pamatd ir iesp&a pasrealizéties un sasniegt
augstu socialas un personigas labklajibas Itmeni attiecigaja darbavieta, ka art
perspektivas karjeras attistiba (Apxunosa, 3s1koBa, 2015);

3) galamérka sasniegSanai tiek formuléti darbinieku profesionalas attistibas
ilgtsp&jigas vadibas pamatuzdevumi, kas ietver darbinieku motivésanu profesionali
attistities visa darba miiza garuma, profesionalas attistibas iesp&ju pieejamibas
nodrosinasanu darbiniekiem, profesionalas attistibas pakalpojumu pieprasijuma un
piedavajuma saskanosSanu, darbinieku profesionalas attistibas integrésanu ikdienas
darba procesa (Tindemans, Dekocke, 2020);

4) savukart darbinieku profesionalas attistibas ilgtsp&jigas vadibas uzdevumu
izpildes instrumenti ietver paSu darbinieku, privata un publiska sektora, ka ari
starptautisko fondu un organizaciju ieguldijumu.

2. attela paraditaja koncepcija centrala vieta galamérka sasniegSana tiek
atveéleta pasiem darbiniekiem, jo “macas pats Cilvéks un macibas sakas tiesi no
vina. Turklat apmaciba var bat sekmiga tikai tad, ja izglitojamais ir iek$gji
motivéts” (Tindemans, Dekocke, 2020).
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2. attéls

Darbinieku profesionalas attistibas ilgtspejigas vadibas konceptuala izpratne
ekonomiskas paradigmas ietvaros

GALAMERKIS:
konkurétspgjiga valsts
ar augstu ekonomisko veiktsp&ju

GALAMERKA SASNIE
“sabiedriba, kas macas”, kas strada pievilcigajas darbavietas

GSANAS MEHANISMS:

DARBINIEKU PROFESIONALAS ATTISTIBAS

ILGTSPEJIGAS VADIBAS UZDEVUMI:

motivét darbiniekus
profesionali

attistities visa darba
milZa garuma

nodros$inat
profesionalas
attistibas
iesp&ju

pieejamibu

saskanot
profesionalas
attistibas
pakalpojumu
pieprasijumu /

integrét
darbinieku
profesionalo
attistibu ikdienas
darba procesa

N\ /S 7

DARBINIEKU PROFESIONALAS ATTISTIBAS ILGTSPEJIGAS
VADIBAS UZDEVUMU IZPILDES INSTRUMENTTI:

1) pasu darbinieku ieguldijums
2) privata sektora uznémumu ieguldijums

3) publiska sektora institiiciju un organizaciju ieguldijums
4) starptautisko fondu un organizaciju ieguldijums

Avots: autora izveidots, pamatojoties uz European Union, 2006; ApxumnoBa, 3sikoBa, 2015;
Webb et al., 2019; Tindemans, Dekocke, 2020; International Labour Organization (ILO),

2021.
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1.3. Latvijas robeZsargu profesionalas attistibas ilgtspéjigas vadibas
izpétes metodologija

1.3.1. Latvijas Valsts robeZzsardzes darba vides analizes metodika

Lai péc iespgjas dzilak un vispusigak analizétu Latvijas robeZsargu
profesionalas attistibas ilgtsp&jigas vadibas dazadus aspektus, ir japeta Latvijas
VRS darba vide, kas veido Latvijas robezsargu profesionalas attistibas ilgtsp&jigas
vadibas konteksts. ST promocijas darba ietvaros Latvijas VRS darba vides izpéte
metodologiski balstas uz piecam dimensijam: ekonomisko, ekologisko, socialo,
kultdiras un politisko, kas ir darba vidi ietekm&jos$ie argjie un ieksejie faktori (skat.
3. attelu).

3. attels
Latvijas VRS darba vides ka izpétes objekta sistemiskais apraksts

Darbavides | ] LaWiasVRS | | Darbavides
argjie faktori darba vide ieksgjie faktori

Latvijas VRS darba vides Latvijas VRS darba vides
attistibas iesp&jas stipras puses
Draudi Latvijas VRS darba vides
Latvijas VRS darba videi vajas puses

Avots: autora izveidots.

Argjo un ieksgjo faktoru iedarbibas rezultata veidojas Latvijas VRS darba vides
stipras un vajas puses, ka arT attistibas iesp&jas un draudi, kas tiks noteiktas ar SVID
analizes metodi, balstoties uz piesaistito ekspertu (skat. 2. tabulu) vertgjumiem.

Katra no piecam dimensijam Latvijas VRS darba vide tiks pétita, izmantojot
$adus informacijas avotus un datu analizes metodes:
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1. tabula

Informacijas avoti un datu analizes metodes
Latvijas VRS darba vides izpétei

Darba vides Dimensiju Informacijas Datu analizes
dimensijas raksturojums avoti metodes
Ekonomiska | FinanSu resursi un Latvijas VRS publiskie | Situacijas aprakstosa
dimensija to izlietojums, parskati, ekspertu analize, publikaciju
tehniskas vertejumi, publikacijas satura analize,
infrastruktiiras masu medijos un statistisko / finansu
materiala vertiba un | zinatniskajos datu salidzinasana
stavoklis izdevumos, statistiskie dinamika
un finansu dati
Sociala Cilvekresursi, Latvijas VRS publiskie | Statistisko datu
dimensija darbinieku veseliba | parskati, ekspertu analize, apraksto$a
un drosiba, vert&jumi, publikacijas analize, ekspertu
profesionala masu medijos un vertéjumu un
attistiba zinatniskajos publikaciju satura
izdevumos, statistiskie analize
dati
Ekologiska | Tehniskas Latvijas VRS publiskie | Aprakstosa analize,
dimensija infrastruktiiras parskati, ekspertu ekspertu vertgjumu
ietekme uz vertgjumi, publikacijas | un publikaciju satura
apkartgjo vidi masu medijos un analize
zinatniskajos izdevumos
Kultaras Organizacijas Darbinieku Societalas kultiiras
dimensija kultiira, darbinieku sociologiskas aptaujas novértésana ar
uzskati un vértibas dati, ekspertu vértgjumi, | G. Hofstedes Vértibu
publikacijas masu moduli (aptaujas
medijos un anketu) VSM 2013°
zinatniskajos un salidzinasanas
izdevumos, statistiskie metodi
dati
Politiska Istenotas politikas Latvijas VRS publiskie | Aprakstosa analize,
dimensija iniciativas, parskati, ekspertu ekspertu veértejumu
darbinieku politiska | vertgjumi, publikacijas un publikaciju satura
apmaciba un masu medijos un analize
sagatavosana zinatniskajos izdevumos

Avots: autora izveidots.

Latvijas VRS darba vides izpé&tes rezultatu prezent€Sanai un to apspriesanai tiek
veltita §T promocijas darba 3.1. nodala.

5 G. Hofstedes izstradato Vertibu moduli (aptaujas anketu) VSM 2013, partulkoto uz latviesu
valodu, var brivi lejupieladét no G. Hofstedes Interneta resursa (Hofstede, 2013).
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2. tabula
Latvijas VRS ekspertu grupa
SVID analizes un hierarhiju analizes metodes™ istenoSanai

Eksperti Izglitiba: Darba stazs gados: Ienemamais
grads joma Latvijas amata amats
VRS
1. Magista Tiesibu 27 2 VRS Ludzas parvaldes
eksperts | grads zinatne; prieksnieks
sabiedribas
parvalde
2. Magistra Pedagogija 24 2 VRS Ludzas parvaldes
eksperts | grads prieksnieka vietnieks
(robezkontroles un
imigracijas
jautajumos)
3. Magistra Tiesibu 22 1 VRS Ludzas parvaldes
eksperts | grads zinatne prieksnieka vietnieks

(Kriminalizmekl&sanas
dienesta prieksnieks)

4. Magistra Pedagogija 29 11 VRS Daugavpils
eksperts grads un parvaldes priek$nieks
izglitibas
zinatne
5. Magistra Tiesibu 24 8 VRS Daugavpils
eksperts | grads zinatne parvaldes prieksnieka
vietnieks

(Kriminalizmeklesanas
dienesta priekSnieks)

6. Bakalaura | Tiesibu 29 1 VRS Vilakas
eksperts | grads zinatne parvaldes prieksnieks
7. Eiropas Stratégiska 22 1 VRS Vilakas
eksperts | magistra robezu parvaldes priek$nieka
grads parvaldiba vietnieks
(robezkontroles un
imigracijas
jautajumos)

* Hierarhiju analizes metode tiks izmantota, lai noteiktu optimalu pieeju Latvijas robezsargu
profesionalas attistibas ilgtspg&jigai vadibai.
Avots: autora izveidots.

Visi piesaistitie eksperti ir kompetenti, lai analizétu Latvijas VRS darba vidi,

jo vinu darba stazs Latvijas VRS ir no 22 gadiem lidz 29 gadiem (skat. 2. tabulu)
un vinu ienemamie amati ir tadi, kas lauj izprast darba vidi pietiekosi sist€miski.
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1.3.2. Darbinieku profesionalas attistibas limena novérteSanas metodika
saistiba ar darbavietu pievilcibu

Latvijas robezsargu profesionalas attistibas ITmenis $aja p&tijuma tiks izmérfts,
metodologiski balstoties uz kompetences modeli (Amundsons, 2016), ko veido
astonas sastavdalas. Tas ir balstits uz p&tijumu, kuru veikusi profesore M. Rituka
(M. Ritodk) no Etvesa Loranda (Edtvds Lordnd) universitates Ungarija (Ritook et
al., 1993). Nakamaja tabula ir nosauktas un isi aprakstitas galvenas $1 modela

sastavdalas.

3. tabula

Darbinieku profesionalas attistibas [imena mériSanas instrumenta —
kompetences modela™ — sastavdalas un to apraksts

N.p.k. | Sastavdalas
nosaukums

Sastavdalas apraksts

1. Merktieciba

Motivaciju, apnémibu un iniciativu rada skaidra virziena un
mérka izjiita. Cilveki ir gatavi pilniba nodoties uzdevumam
tad, kad apzinas darama vertibu un redz, ka var dot pozitivu
ieguldijumu. Darbiniekam janoformulg personiskais
pamatuzdevums, kas atspogulo vina visparigo mérka izjitu.
Sis pamats darbiniekam laus godpratigi un ar parliecibu tikt
gala ar personiskajam un organizatoriskajam griitibam.

2. Problému
risinasana

Darbiniekam ir vajadzigas labas problemuzdevumu
risinasanas prasmes. Tas ietver sp&ju iegtit informaciju no
visdazadakajiem avotiem, izvertét visus jautajuma aspektus,
domat radosi, izdarit pamatotus spriedumus un veidot
efektivus ricibas planus. Cilveki, kuriem labi padodas
problému risinasana, saglaba skaidru pratu ari sarezgitos
apstaklos. Problému sarezgitiba robeZsardzg pedgjos gados ir
strauji pieaugusi un problémuzdevumu risinasana ir kluvusi
par loti nepiecieSamu prasmi.

3. Sazinas
prasmes

Spéja efektivi sazinaties ar cilvékiem (ar kolégiem, robezu
Skersotajiem, sabiedribas locekliem) ir robezsargu
kompetences stirakmens. Izmantojot sazinas prasmes, cilveki
pauz viens otram savas idejas (verbali, neverbali, rakstiski) un
ieklauj citu idejas sava skatfjuma. Prasmigi sazinas meistari
Sp&j gan paust izpratni, gan motivét citus darbibai.

4, Teorétiskas
zinasanas

Lai iegilitu un pilnveidotu miisdienigas teorétiskas zinasanas,
ir jamacas daudz vairak neka tikai tradicionalaja profesionalas
sagatavosanas perioda. NepiecieSamiba macities visu miizu ir
kluvusi par realitati, un darbiniekiem jabut gataviem
piedalities dazados izglitojoSos pasakumos (seminaros,
konferences, kursos, studiju programmas, literatliras apguve),
lai tiktu lidzi laikam. Lai iegiitu zinaSanas, ir nepiecieSama arl
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efektiva un viegli pieejama informacijas iegiSanas un
organize$anas sisteéma.

5. Praktiskas Lai Tstenotu teoriju praks€, darbiniekam jaatrod praktiskas
zinasanas situacijas, kuras to var paveikt. ST praktiska pieredze ir
jastruktur€ ta, lai biitu ietverti dro§ibas, biitiskuma,
izaicinajuma un kritiskas refleksijas elementi. Drosa vidé
darbiniekam ir jajitas brivi, lai var€tu uznemties risku, pielaut
kladas un $aja procesa attistit inovativas idejas. Butiskums ir
svarigs, jo tas ir saistits ar iepriek§ min&to mérka izjutu.
Izaicinajums iedrosinas darbinieku noteikt augstus standartus
un pietuvoties savu sp&ju robezam. Visbeidzot, kritiska
refleksija ir svariga, lai macisSanas dotu vislabakos rezultatus
un lielaku elastigumu.

6. Organizato- | Apkartgjas organizatoriskas struktiiras pieprasa sp&ju
riska darboties sistéma, lai sasniegtu rezultatus. Darbiniekam
pielagosanas | jasaprot gan rakstitie, gan nerakstitie likumi, p&c kuriem
spgja organizacijas darbojas, un jaspgj (godigi) izmantot §Ts

zinasanas izvirzito meérku sasniegSanai. Tam ir nepiecieSams
elastigums, pozitiva attieksme pret parmainam un gataviba
stradat kopa ar kolégiem un augstakstavosam personam.
Cilveki, kas $aja joma ir sp&cigi, spej mainit attieksmi pret
problémam un panakt, ka “viss notiek”.

7. Cilveciskas | Loti svariga robezsarga iezime ir sp&ja veidot un uzturét
attiecibas pozitivas attiecibas. Bit efektivam sava darba nozimé veidot
dazadu limenu attiecibas ar cilvekiem. Darbiniekam jatic, ka
cilveki ir svarigi, Un ar savu ricibu §is svarigums jaapliecina.
Pie pozitivu attiecibu veidoSanas pieder ari zina$anas par to,
ka paltigt un sanemt atsauksmes no citiem un ka pasam sniegt
konstruktivas atsauksmes. Darba efektivitati veicina un sekmé
ari specigu atbalsta tiklu izveide.

8. Pasparlieci- | PaSparliecinatibu rada pieredze, atbalsts, konstruktivas

natiba atsauksmes, panakumi, savu sp&ju apzinasanas un gataviba
virzities uz priekSu. Lai ieglitu kompetenci, darbiniekam
jajutas parliecinatam par sp&ju sakt darbibu un uznemties
risku. Darbiniekam jaatrod ieks&jais speks macities no klidam
un motivacija gritibu prieksa neatkapties. Sada
pasparliecinatiba biezi noved pie vadiSanas, mentoringa un
koucinga iesp&jam.

* Vertgjamo apgalvojumu formul&jumos (5 apgalvojumi katrai sastavdalai) modelis tiek
pielagots robezsardzes specifikai.

Avots: autora sastadits pec Amundsons, 2016.

Katru no kompetences raksturojosiem apgalvojumiem sociologiskas aptaujas
gaita Latvijas robezsargiem tiks piedavats novertet attieciba uz sevi pec skalas no
5 (izcili) I1dz 1 (neapmierinosi). Tad katras kompetences un profesionalas attistibas
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Iimena (=kopkompetences) skaitliska vertiba tiks noteikta ka atbilstoso
apgalvojumu veértgjumu aritmétiskais vidgjais.

Robezsargu fiziska sagatavotiba neietilpst kompetences modeli sakara ar to, ka
§1 modela ietvaros darbinieki ($aja promocijas darba — robezsargi) pasi verte savas
profesionalas kompetences (subjektivais paSvertgjums), kaut gan vinu fizisko
sagatavotibu noverte objektivi, pamatojoties uz 2013. gada 28. maija pienemtajiem
MK noteikumiem Nr. 288 “Fiziskas sagatavotibas prasibas Iekslietu ministrijas
sisttmas iestazu un leslodzijuma vietu parvaldes amatpersonam ar specialajam
dienesta pakap&m”. Fiziskas sagatavotibas prasibas tiek diferencétas pa vecuma un
dzimuma grupam (Latvijas Republikas Ministru kabinets, 2013).

S1 promocijas darba ietvaros Latvijas robeZsargu profesionalas attistibas
limenis tiks novertéts saistiba ar darbavietas pievilcibu, jo promocijas darba
ieprieksg€ja konceptualaja nodala par darbinieku profesionalas attistibas ilgtsp&jigas
vadibas galamérka (konkur&tsp&jiga valsts ar augstu ekonomisko veiktsp&ju)
sasniegS§anas mehanismu ir pienemta “sabiedriba, kas macas”, kas strada
pievilcigajas darbavietas (skat. 2. att€lu 1.2. nodala).

Nakamaja tabula tiek piedavats darbinieku profesionalas attistibas ilgtsp&jigas
vadibas objekta — darbavietu pievilcibas — raksturojums jebkura uzpémuma /
organizacija, kas [darbavietas pievilciba], saskana ar §1 promocijas darba hipotgzi,
nosaka darbinieku profesionalas attistibas Itmeni Latvijas VRS. Sekojot
N. Amundsona, M. Korbjéra un V. Neduhas izstradatajai metodikai (Amundsons,
2016), ar1 Saja pétjjuma darbavietu pievilciba tiek empiriski interpretéta ar desmit
faktoriem (skat. 4. tabulu).

4. tabula
Darbinieku profesionalas attistibas ilgtspéjigas vadibas objekta —
darbavietu pievilcibas — faktori

N.p.k. Faktora Faktora apraksts
nosaukums
1. Drosiba Drosiba un stabilitate ir svarigas; tas attiecas gan uz finansialo

un fizisko dro$ibu, gan uz darbavietas stabilitati. Noteikta
finansiala drosiba ir vajadziga katram, bet daziem cilvekiem,
izveloties darbavietu, §is ir viens no butiskakajiem faktoriem.
2. Vieta Dazi cilveki ir gatavi parvarét noteiktu attalumu, lai noklatu
darba, bet citiem ir svarigi, lai darbs atrastos tuvu majam,
gimenei, bernudarzam vai skolai, draugiem vai veikaliem.
Apsverot iesp&jamo darbavietu, Sie cilveki par svarigako
uzskatis vietas faktoru.

3. Attiecibas Nosakot darbavietas pievilcibu, starppersoniskas attiecibas ir
butiskas. Daziem cilvékiem attiecibas ar kolggiem un
vaditajiem ir viens no svarigakajiem darbavietas izvéles
aspektiem.
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4, Atziniba Cilvekiem ka socialam biitném ir nepiecieSamiba tikt
novertétiem, sanemt atzinibu un apzinaties, ka vinu darbs ir
svarigs. Bez tie$am atzinibas izpausmém ir arT netieSa
atziniba, pieméram, citu cilvéku attieksme, ko nosaka darbs
uznémuma vai organizacija ar labu reputaciju.

5. Ieguldijums | Daudziem cilvékiem ir svarigi, lai vini veiktu nozimigu darbu,
kas ir &tisks, jégpilns un pasaulei noderigs. ST mérka izjiita
vairo energiju un entuziasmu par veicamo darbu.

6. Darba Darba piemérotiba individa prasmém, interes€ém un vertibam;
atbilstiba var liela méra ietekmét apmierinatibu ar darbu.
7. Elastigums Elastigums ietver iesp&ju panakt darba un personiskas dzives

lidzsvaru, elastigu darbalaiku, iesp&ju apvienot darbu ar
gimenes pienakumiem (piem., b&rna apripi), sanemt
atvalinajumu, istenot profesionalo pilnveidi un izmantot
individualiz&tu bonusu sisteému.

8. Macisanas Pastaviga iesp&ja macities, iesaistoties izaicinosu uzdevumu
veikSana, var gan motivet, gan piesaistit. Daziem cilvekiem ir
izteikta vajadziba péc intelektuala stimula un nemitigas
prasmju pilnveides.

9. Atbildiba Vairumam cilvéku patik, ka viniem uztic kadu projektu vai
pienakumu, kuru istenojot vini var patstavigi pienemt
lemumus. Dazus lielaka atbildiba motive, un vini censas
pabeigt darbu ar minimalu iejaukSanos no malas.

10. Inovacijas Daudzi cilveki velas iesaistities aktivitates, kuras vini rada
kaut ko jaunu. Ir cilveki, kuriem iesp€ja risinat sarezgitas
problémas un demonstrét novatorismu un radosumu ir viens
no svarigakajiem faktoriem, izvéloties darbavietu.

Avots: autora sastadits pec Amundsons, 2016.

Aptaujas gaita katru darbavietu pievilcibas faktorus raksturojoso apgalvojumu
respondenti vértés divas dimensijas (péc skalas no 1 — vismazaka méra lidz 5 —
vislielaka méra): 1) Cik tas Jums ir svarigi, izvéloties darbavietu? 2) Cik liela méra
tas ir iesp&jams Jisu paSreizéja darbavieta? Tatad, katrs no cCetrdesmit
apgalvojumiem tiks novértéts ar vienu ciparu diapazona no 1 lidz 25.

Talak katra no desmit darbavietu pievilcibas faktoriem skaitliska vértiba tiks
aprekinata ka atbilstoSo apgalvojumu (katram faktoram ir Cetri apgalvojumi)
vertgjumu aritmetiskais vid&jais. Savukart darbavietas kopgja pievilciba tiks
aprekinata, ka desmit pievilcibas faktoru — drosiba, vieta, attiecibas, atziniba,
ieguldijums, darba atbilstiba, elastigums, maciSanas, atbildiba, inovacijas —
vertejumu aritmétiskais vidgjais. Rezultata tiks vertets, cik liela mera (respondentu
skatTjuma) tas vai cits faktors veido darbavietas kopgjo pievilcibu Latvijas VRS.

Kad tiks aprékinats profesionalas attistibas [Tmenis un darbavietas pievilciba
katram respondentam, biis iesp&jams empiriski parbaudit $T p&tijuma hipotezi:
darbinieku profesionalas attistibas ilgtsp€jigas vadibas objekts Latvijas VRS ir
darbavietu pievilciba, kas nosaka darbinieku profesionalas attistibas Itmeni. Ta ka
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hipotézes pieradisanai ir nepiecieSams noteikt tiesi c€lonu-seku sakaribu
(darbavietu pievilciba nosaka darbinieku profesionalas attistibas limeni), nevis
tikai korelativo saikni starp raditajiem, autors ka pamatmetodi izmantos regresijas
analizi.

1.3.3. Optimalas pieejas noteik§anas metodika Latvijas robeZsargu
profesionalas attistibas ilgtspéjigai vadibai

Optimala pieeja Latvijas robezsargu profesionalas attistibas ilgtsp&jigai vadibai
promocijas darba empiriskaja dala tiks noteikta, pamatojoties uz 1€émumu, ko
pienems piesaistitic kompetenti eksperti (skat. 2. tabulu). Lai zinatniski pareizi
organiz€tu ekspertu darbu un apstradatu ekspertu vértéjumu rezultatus, tiks
pielietota hierarhiju analizes metode (Saaty, 1980; Kronbergs u.c., 1988; Ishizaka,
Labib, 2011; Ahmed, Kilic, 2019), ko Latvijas vadibzinatnieki izmanto, piem&ram,
kvalitates vadibas sistémas pamatprincipu noteikSanai tiesibsargajosajas izglitibas
iestades (Zalitis et al., 2020a, 2020b; Zalitis u.c., 2020).

Hierarhiju analizes metodes algoritms §1 promocijas darba ietvaros tiks
pielagots optimalas pieejas noteikSanas procesam Latvijas robezsargu
profesionalas attistibas ilgtsp&jigai vadibai. Tatad, par mérki (1. Iimenis) tika
izvéléts — “Optimalas pieejas noteikSana Latvijas robezsargu profesionalas
attistibas ilgtsp€jigai vadibai” (skat. 4. att€lu). Otraja limenT tiek piedavati pieci
kritériji §Ts optimalas pieejas noteik$anai Latvijas robezsargu profesionalas
attistibas ilgtsp&jigai vadibai — atbilsto§i §1 promocijas darba 1.2. nodala
noteiktajam piecam ilgtsp€jigas vadibas dimensijam, ietverot ekonomisko,
ekologisko, socialo, kultiiras un politisko dimensiju. Tre$aja (zemakaja) limeni
atrodas iesp&jamas pieejas Latvijas robeZzsargu profesionalas attistibas ilgtsp&jigai
vadibai, kuras ekspertiem — saskana ar hierarhiju analizes Tsteno$anas procediru
(Saaty, 1980; Kronbergs u.c., 1988; Ahmed, Kilic, 2019) — bus janoverte attieciba
pret visiem pieciem kriterijiem.

Iespgjamas pieejas Latvijas robezsargu profesionalas attistibas ilgtsp&jigai
vadibai ir divas — atbilsto§i pétijuma hipotézei par to, ka darbavietu pievilciba
nosaka darbinieku profesionalas attistibas Iimeni. Tatad, teorétiski ir iesp&amas
sekojosas pieejas:

1) Latvijas robezsargu profesionalas attistibas ilgtsp&jiga vadiba caur darbavietu
pievilcibu (vadiba caur darbavietu pievilcibu) — §1 pieeja ir iesp&jama gadijuma, ja
pétijuma hipot€ze empiriski apstiprinasies;

2) Latvijas robeZsargu profesionalas attistibas ilgtsp&jiga vadiba, pa tieSo sekméjot
robezsargu apmacibas (tie$a vadiba) — §1 pieeja ir iesp&jama gadijuma, ja petijuma
hipotéze empiriski neapstiprinasies.

Pie tam, abas pieejas ir iespjamas, ja p&tijuma hipotéze tiks pieradita dal&ji.
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Optimalas pieejas noteikSana Latvijas robeZsargu

4, attéls

profesionalas attistibas ilgtspejigas vadibai: hierarhijas shéma

Optimalas pieejas noteikSana
Latvijas robeZsargu profesionalas attistibas

ilgtsp&jigai vadibai
1. kriterijs 2. kriterijs 3. kriterijs 4. kriterijs 5. kriterijs
pieeju pieeju pieeju pieeju pieeju
noverteésanai: novertésanai: novertésanai: noverteésanai: novertésanai:
ekonomiska ekologiska sociala kulttiras politiska
dimensija dimensija dimensija dimensija dimensija
Latvijas robeZsargu Latvijas robezsargu

profesionalas attistibas ilgtsp&jiga vadiba
caur darbavietu pievilcibu

profesionalas attistibas ilgtsp&jiga vadiba,
pa tieSo sekmgjot vinu macibas

Avots: autora izveidots, pamatojoties uz Ishizaka, Labib, 2011; Ahmed, Kilic, 2019.

Saskana ar ar hierarhiju analizes TstenoSanas procediiru (Saaty, 1980;
Kronbergs u.c., 1988; Ahmed, Kilic, 2019), ekspertiem vispirms bitu jasalidzina
pieeju novertésanas kritérijus pa pariem attieciba pret kop&jo mérki pirmaja liment
— “Optimalas pieejas noteikSana Latvijas robezsargu profesionalas attistibas
ilgtsp&jigai vadibai” (skat. 4. att€lu), Saja etapa domajot vienigi par pasSiem
krit€rijiem, nevis par iesp€jamam pieejam, kuras talak — bet vél ne tagad — ar1 bs
janoverte pec visiem krit€rijiem. Kritériju salidzinasanas rezultatus katrs eksperts
ierakstis tabula, kas izveidota matricas forma (skat. 5. tabulu).

5. tabula piedavato matricu sak aizpildit no kreisa augs€ja matricas elementa,
uzdodot jautdjumu: par cik tas ir svarigaks neka augs€jais elements méerka
sasniegSanas zina? ST pétijuma gadijuma: par cik $is kritérijs ir svarigaks neka
augsejais krit€rijs, kad més izvelamies optimalu pieeju Latvijas robezsargu
profesionalas attistibas ilgtspgjigai vadibai? Ja pirmais elements (kriterijs) ir
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svarigaka par otro, tad ieraksta veselu skaitli no relativa svariguma skalas
(Ishizaka, Labib, 2011), pretgja gadijuma tiek izmantots apgriezts lielums.

Katrai paru vertg§jumu matricai ir jaaprékina ipasvektoru kopa, péc tam
normalizgjot rezultatu uz 1 un iegiistot prioritasu vektoru.

5. tabula
Pieejas Latvijas robeZsargu profesionalas attistibas
ilgtspéjigai vadibai: noveértésanas Kritériju salidzinasanas matrica
hierarhiju analizé, darba tabulas piemérs vienam ekspertam

Pieeju 1 2. 3. 4, 5. Prioritates
novertéSanas | kriterijs | kriterijs | kriterijs | krit€rijs | kriterijs vektora
kriteriji koordinates*
1. krit@rijs 1 3 5 4 6 0,50
2. kriterijs 1/3 1 4 2 3 0,23
3. kritgrijs 1/5 1/4 1 1/2 4 0,10
4. kriterijs 1/4 1/2 2 1/2 0,10
5. kritérijs 1/6 1/3 1/4 2 1 0,07
Saskanotibas
attiecibas 0,11** 1,00
(SA)

* Kriteriju relativais svarigums.

** Jabut mazakajai par 0,2, ideali — mazakajai par 0,1, pretgja gadijuma eksperta vertgjums
tiek uzskatits par nesaskanotu jeb pretrunigu.

Avots: autora izveidots, pamatojoties uz Kronbergs u.c., 1988; Ishizaka, Labib, 2011,
Ahmed, Kilic, 2019.

P&éc tam, kad ir izvertéti kritériji, eksperti noverté divas iesp&jamas pieejas
Latvijas robezsargu profesionalas attistibas ilgtsp€jigai vadibai attieciba pret katru
no kriterijiem, Istenojot to paSu paru salidzinasanas (eksperti salidzina piedavato
pieeju pari attieciba pret katru krit€riju) algoritmu, kas tika iepriek$ paradits
saistiba ar pasu kriteriju relativa svariguma noteiksanu.

Hierarhiju analizes nosléguma tiek aprékinatas globala prioritates vektora
koordinates, kas dod iesp&ju, izanaliz&jot visus iegiitos no ekspertiem primarus
datus, skaitliski novertét katru iespg&jamo pieeju Latvijas robezsargu profesionalas
attistibas ilgtsp&jigai vadibai. Hierarhiju analizes galvenais un gala rezultats ir
apkopota tabula ar izveérteéto krit€riju un pieeju (atieciba uz katru krit€riju)
prioritates vektoru koordinatém, t.i., vinu relativo svarigumu, un novertéto pieeju
kopg&jam prioritatém (skat. 6. tabulu).
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6. tabula

Prioritates vektoru koordinasu apkopojums un kop€jo prioritasu aprékins
hierarhiju analize, darba tabulas piemérs vienam ekspertam

Prioritates Pieeju novértesanas Kritériji: Prioritates
vektora ekonomika** | ekolo- | sociala | kultira | politika vektora
koordinates™ gija sfera koordinaSu
(kriteriju summa
relativais 0,50 0,23 0,10 0,10 0,07 1,00
svarigums)
Pieejas Latvijas robezsargu profesionalas attistibas Kopgjas
ilgtspgjigai vadibai** prioritates
Vadiba caur
darbavietu 0,37 0,28 0,59 0,46 0,82 0,41%**
pievilcibu
Tiesa vadiba 0,63 0,72 0,41 0,54 0,18 0,59
Summa 1,00 1,00 1,00 1,00 1,00 1,00

* Tiek nemtas no 5. tabulas.
** Tiek nemtas no 4. attela.
*** Tiek aprekinats, summgéjot reizinajumus 0,37*0,50, 0,28*0,23, 0,59*0,10, 0,46*0,10 un

0,82*0,07.

Avots: autora izveidots, pamatojoties uz Kronbergs u.c., 1988; Ishizaka, Labib, 2011;
Ahmed, Kilic, 2019.

Talak, aprekinot aritmétisko vid€jo no visu septinu ekspertu darba rezultatiem,
autors zinatniski pamatoti secinas, kada no pieejam ekspertu skatijuma ir optimala
(t.i., iegust lielaku globala prioritates vektora koordinates skaitlisko vértibu, nemot
véra visus piecus krit€rijus) Latvijas robezsargu profesionalas attistibas ilgtsp&jigai

vadibai.
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2. DARBINIEKU PROFESIONALA ATTISTIBA
UN TAS ILGTSPEJIGA VADIBA
PASAULE, EIROPAS SAVIENIBA UN LATVIJA

Sis dalas galvenais uzdevums ir kopgjas situacijas analize ar darbinieku
profesionalo attistibu (kas ir fons Latvijas robezsargu profesionalajai attistibai, jo
robezsargi ar1 ir darbinieki) un tas ilgtsp&jigu vadibu pasaulg, Eiropas Savieniba un
Latvija. Pirmaja nodala tiek pétita darbinieku profesionalas attistibas loma
misdienu pasaules valstu ekonomiskaja veiktspgja, t.sk. Latvijas vieta pasaules un
ES valstu vidii peéc miizizglitibas un tas komponenta — darbinieku profesionalas
attistibas. Otraja nodala tiek analizéta Ilgtsp&jas indeksa ka vadibas instrumenta
lictosanas pieredze Latvija.

2.1. Darbinieku profesionalas attistibas loma
miisdienu pasaules valstu ekonomiskaja veiktspéja

Sis nodalas ietvaros tiks analizéta darbinieku profesionalas atfistibas loma
miisdienu pasaules valstu ekonomiskaja veiktsp&ja, Tpasu uzmanibu pieverSot
situacijai Latvija uz pasaules un Eiropas Savienibas valstu fona un atbildot uz
pétniecisko jautajumu: vai Latviju var€tu nosaukt par sabiedribu, kas macas?
Metodologiski §1 izpéte balstas uz darbinieku profesionalas attistibas konceptualo
izpratni ka muzizglitibas sastavdalu (skat. 1.1. nodalu), kura ir ipaSi vertiga
zinaSanu ekonomikas apstaklos.

5. attéls
Latvijas vieta pasaules valstu vidi péc miizizglitibas komponentiem,
rangs, 2018.9.-2020.9

45
Biznesa un vadibas skolu kvalitate m 48
64

49

Darbinieku profesionala attistiba m 55
0 10 20 30 40 50 60 70
2020. gads, n = 132 valstis m2019. gads, n = 125 valstis m2018.gads, n = 119 valstis

Avots: autora izveidots péc datiem no Business School for the World (INSEAD) et al., 2018,
2019, 2020.

37



Izvertgjot tris muzizglitibas komponentus (Business School for the World
(INSEAD) et al., 2017), Latvija ienem stabilu vid&ju poziciju pasaules valstu vida.
Visvajakie Latvijas raditaji ir mizizglittbas komponenta “Apmacibas izplatiba
uznémumos™: 65. vieta pasaule 2018. gada, 62.vieta 2019. gada un 64. vieta
2020. gada. Vislabakie Latvijas raditaji pasaules valstu vidd ir komponenta
“Biznesa un vadibas skolu kvalitate”, savukart komponenta “Darbinieku
profesionala attistiba” Latvijas raditaji ir vid&ji, pie tam Siem raditajiem ir tendence
uzlaboties: ja 2018. gada $aja joma Latvija ierindojas 50. vieta starp 119 pasaules
valstim, tad 2020. gada — jau 49. vieta starp 132 pasaules valstim (skat. 5. att€lu).

Ja darbinieku profesionalas attistibas joma Latvija pasaules valstu vida ienem
aptuveni vid€ju poziciju (precizak, mazliet augstaku par vidéju), tad ES valstu vida
Latvija pastavigi ienem poziciju, zemaku par vidgju: 17. vieta 2018. gada, 19. vieta
2019. gada un 2020. gada atkal 17. vieta 27 atlikuSo ES valstu vida (Business
School for the World (INSEAD) et al., 2018, 2019, 2020). Savukart vislabaka
situacija darbinieku profesionalas attistibas zind v€rojama Rietumeiropas un
Ziemeleiropas valstis — Zviedrija, Luksemburga, Niderland€, Somija.

Tadgjadi empiriskie dati liecina, ka Latviju nevar uzskatit par “sabiedribu, kas
macas”, Tpasi salidzinajuma ar citam ES valstim. Rodas jautajums, kapec ta notiek
situacija, kad Latvija gan politiskaja, gan sabiedribas limeni (Zobena, 2007;
Latvijas Republikas Vides aizsardzibas un regionalas attistibas ministrija, 2021)
tiek uzsverts cilveku zinasanu un iemanu pastavigas pilnveides nozimigums?

Iespgjama atbilde (kam nepiecieSsama empiriska parbaude) uz jautajumu par to,
kapéc Latvija lidz §im bridim nav uzskatama par “sabiedribu, kas macas”, varétu
biit pienémums, ka darbinieku profesionalas attistibas loma miisdienu pasaules
valstu ekonomiskaja veiktsp&ja realitaté nav parak nozimiga un tadéjadi nepiesaista
nedz pasu darbinieku, nedz vinu darba devgju uzmanibu.

Empiriskas informacijas avots §1 pienémuma parbaudei ir 2018.g.—2020.9. dati
no parskata par Globalas talantu konkurétspg&jas indeksu (GTKI) vairak neka 100
pasaules valstis (ieskaitot visas ES wvalstis) (Business School for the World
(INSEAD) et al. 2018, 2019, 2020). Autors izmanto mizizglitibas un tas
komponenta — darbinieku profesionalas attistibas — raditajus ka instrumentu
darbinieku profesionalas attistibas empiriskajai novértésanai misdienu pasaules
valstls 3 gadu laika perioda. Savukart, lai veiktu misdienu pasaules valstu
ekonomiskas veiktsp&jas empirisko izpéti, autors, tapat ka virkne citu p&tnieku,
izmanto iekSzemes kopproduktu (IKP) uz vienu iedzivotaju (Porter, 2003;
Stankevi¢s, 2014; Stankeviés et al., 2014; New Zealand Institute of Economic
Research (NZIER), 2014; Boronenko et al., 2014; Kondratiuk-Nierodzinska, 2016;
Cenusanosa-®énoposa u ap., 2021), ka ar1 valstu piederibu konkrétai ienakumu
grupai.

Empiriskaja izpeteé tika izmantotas dazas metodes p&c iesp&jas stabilaku
rezultatu iegiiSanas noltikos: korelacijas analize, regresijas analize, vidgjo raditaju
saltdzinasana un diskriminantu analize.
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7. tabula
Korelacija starp IKP uz 1 iedzivotaju (péc pirktsp€jas paritates, PPP)
un miizizglitibu / darbinieku profesionalo attistibu pasaules valstis,
2018.9.—2020.9.

2018. gads, 2019. gads, 2020. gads,
n = 119 valstis n = 125 valstis n = 132 valstis
Pirsona Statistiskais Pirsona Statistiskais Pirsona Statistiskais
Mainigie korela- nozimi- korela- nozimi- korela- nozimi-
cijas gums, cijas gums, cijas gums,
koefi- p-vértiba koefi- p-vértiba koefi- p-vertiba
cients cients cients
Formala 0,549** 0,000 0,576** 0,000 0,618** 0,000
izglitiba
Piekluve
izaugsmes 0,673** 0,000 0,715** 0,000 0,690** 0,000
iespgjam
Mauzizgltiba: | 0,706** 0,000 0,705** 0,000 0,714** 0,000
- biznesa un
vadibas skolu 0,634** 0,000 0,612** 0,000 0,630** 0,000
kvalitate
- apmacibu
izplatiba 0,246* 0,018 0,211* 0,046 0,201* 0,049
uznémumos
- darbinieku
profesionala 0,692** 0,000 0,706** 0,000 0,700** 0,000
attistiba

* Korelacija ir nozimiga 0,05 IimenT (divpusgjs tests).

** Korelacija ir nozimiga 0,01 limeni (divpusgjs tests).

Avots: autora izveidots pec SPSS apstradatajiem datiem no Business School for the World
(INSEAD) et al., 2018-2020, izmantojot korelacijas analizes metodi.

Ka liecina 7. tabulas dati, muzizglitiba kopuma un ipasi tas komponents
“Darbinieku profesionala attistiba” diezgan cie$i un statistiski nozimigi (un triju
gadu laika — stabili) korelé ar miisdienu pasaules valstu ekonomiskas veiktsp&jas
raditaju — IKP uz vienu iedzivotaju. Pie tam pasaules valstu ekonomiska veiktsp&ja
stabili ir ciesak saistita ar mizizglitibas stavokli tajas, neka ar formalas izglitibas
sistémas stavokli.

Lai precizétu sakaribu virzienu (t.i., lai noteiktu, kas ir iemesls un kas ir sekas)
starp muizizglitibu / darbinieku profesionalo attisttbu un miisdienu pasaules valstu
ekonomisko veiktsp&ju, autors veica regresijas analizi, ar kuras palidzibu empiriski
tiks parbaudits pienémums, ka muzizglitiba un darbinieku profesionala attistiba ir
faktori, bet valsts ekonomiska veiktsp€ja — rezultats.
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8. tabula
Regresijas vienadojuma parametri,
kur pasaules valstu IKP uz 1 iedzivotaju (PPP) ir rezultativais mainigais,
bet muzizglitiba / darbinieku profesionala attistiba ir faktoralie mainigie,
2018.9.—2020.9.

2018. gads, 2019. gads, 2020. gads,
n = 119 valstis n = 125 valstis n = 132 valstis
Beta- Statistiskais Beta- Statistiskais Beta- Statistiskais
Mainigie koefic. nozimi- koefic. nozimi- koefic. nozimi-
regresijas gums, regresijas gums, regresijas gums,
vienado- p-vértiba vienado- p-vértiba vienado- p-vertiba
juma juma juma

Formala 108,230 0,348 145,178 0,192 254,686 0,034
izglitiba
Piekluve
izaugsmes 264,167 0,144 460,069 0,006 348,420 0,054
iespgjam
Miuzizglitiba: 520,883 0,001 359,744 0,022 508,542 0,002
- biznesa un
vadibas skolu 202,118 0,010 68,677 0,387 20,301 0,832
kvalitate
- apmacibu
izplatiba 69,471 0,110 74,636 0,101 79,059 0,098
uznémumos
- darbinieku
profesionala 189,295 0,015 275,874 0,001 350,709 0,000
attistiba

Avots: autora izveidots pec SPSS apstradatajiem datiem no Business School for the World
(INSEAD) et al., 2018-2020, izmantojot regresijas analizes metodi.

Regresiju analizes apkopoti rezultati, kas ir paraditi 8. tabula, apstiprina
augstakmingto autora pienémumu. Pie tam muzizglitiba ir vienigais no trijiem
GTKI talantu attistiSanas apakSindeksa komponentiem, kas triju gadu garuma
statistiski nozimigi palielinaja valstu ekonomisko veiktsp&ju. Savukart darbinieku
profesionala attistiba ir vienigais miizizglitibas komponents, kas triju gadu garuma
statistiski nozimigi palielinaja valstu ekonomisko veiktsp&u misdienu pasaulé.
Tadgjadi, var uzskatit, ka miizizglitiba ir statistiski nozimigs miisdienu pasaules
valstu ekonomiskas veiktspgjas faktors, tieSi pateicoties savam komponentam
“Darbinieku profesionala attistiba”.

Nakamajas divas tabulas paraditi mizizglitibas stavokla (skat. 9. tabulu) un
darbinieku profesionalas attistibas Itmena (skat. 10. tabulu) vidgjo raditaju
multiplas salidzinasanas rezultati Cetras pasaules valstu grupas péc iedzivotaju
ienakumiem ar mérki noskaidrot, vai pastav statistiski nozimigas at3kiribas starp
mizizglitibas stavokla un darbinieku profesionalas attistibas limena vidgjiem
raditajiem pasaules valstu grupas ar dazadu iedzivotaju ienakumu Itmeni.
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9. tabula

Maizizglitibas stavokla multipla salidzinasana
starp valstu grupam ar dazadu iedzivotaju ienakumu limeni,
vidéjo raditaju starpibas statistiskais nozimigums (p-vertiba)

Val- 2018. gads, 2019. gads, 2020. gads,
stu n = 119 valstis n = 125 valstis n = 132 valstis
gru- Pasaules valstu grupas péc iedzivotaju ienadkumu limena*
pas 1 2 3 4 1 2 3 4 1 2 3 4
1 - 0,00 | 0,00 | 0,00
- 0,00 | 0,00 | 0,00
- 0,00 | 0,00 | 0,00
2 0,00 - 0,10 | 0,04
0,00 - 0,22 | 0,01
0,00 - 0,36 | 0,01
3 0,00 | 0,10 - 0,47
0,00 | 0,22 - 0,14
0,00 | 0,36 - 0,05
4 0,00 | 0,04 | 0,47 -
0,00 | 0,01 | 0,24 -
0,00 | 0,01 | 0,05 -
* 1 — ar augstiem iedzivotaju ienakumiem;
2 — ar augsti vidéjiem iedzivotaju ienakumiem;
3 — ar zemi vidgjiem iedzivotdju ienakumiem;
4 — ar zemiem iedzivotaju ienakumiem.
10. tabula
Darbinieku profesionalas attistibas limena multipla salidzinasana
starp valstu grupam ar daZadu iedzivotaju ienakumu limeni,
vidéjo raditaju starpibas statistiskais nozimigums (p-vértiba)
Val- 2018. gads, 2019. gads, 2020. gads,
stu n = 119 valstis n = 125 valstis n = 132 valstis
gru- Pasaules valstu grupas péc iedzivotaju ienakumu limena*
pas 1 2 3 4 1 2 3 4 1 2 3 4
1 - 0,00 | 0,00 | 0,00
- 0,00 | 0,00 | 0,00
- 0,00 | 0,00 | 0,00
2 0,00 - 0,31 | 0,19
0,00 - 0,46 | 0,07
0,00 - 0,56 | 0,01
3 0,00 | 0,31 - 0,60
0,00 | 0,46 - 0,25
0,00 | 0,56 - 0,04
4 0,00 | 0,19 | 0,60 -
0,00 | 0,07 | 0,25 -
0,00 | 0,01 | 0,04 -

Avots: autora izveidots péc SPSS apstradatajiem datiem no Business School for the World
(INSEAD) et al., 2018-2020, izmantojot multiplas salidzina$anas metodi ar ANOVA testu.
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9. un 10. tabulas paraditie mizizglitibas stavokla un darbinieku profesionalas
attistibas [Tmena vidgjo raditaju multiplas salidzinasanas rezultati Cetras pasaules
valstu grupas pec iedzivotaju ienakumu Itmena liecina par to, ka statistiski
nozimigas muzizglitibas stavokla un darbinieku profesionalas attistibas limena
atskiribas stabili verojamas starp valstim ar augstiem iedzivotaju ienakumiem (1.
grupa) un valstim ar vid€jiem / zemiem iedzivotaju ienakumiem (2., 3. un 4. grupa
kopa). Dazreiz var noverot statistiski nozimigu atskiribu (biezak gan ta ir praktiski
tuvaka nenozimigai, kad p-vertiba ir loti tuva 0.05) starp 2. un 4. vai arT starp 3. un
4. grupu, bet tas nemaina kop&jo noturigo un pietickami skaidro ainu: miisdienu
pasaules valstis ar augstakiem iedzivotaju ienakumiem stipri atSkiras no valstim ar
zemakiem iedzivotaju ienakumiem tiesi ar to, ka pirmo grupu parsvara veido
“sabiedribas, kas macas”, t.i., sabiedribas ar saméra labu miizizglitibas stavokli un
augstu darbinieku profesionalas attistibas [imeni.

Savukart Latvijas raditaji mazizglitiba ir tuvaki valstim ar vid&jiem / zemiem
iedzivotaju ienakumiem, lai gan saskana ar Pasaules biznesa skolas metodologiju
Latvija tiek pieskaitita to valstu grupai, kuras ir augsti iedzivotaju ienakumi
(Business School for the World (INSEAD) et al., 2018, 2019, 2020). Autors
uzskata, ka tas ir sava veida “uzticibas kredits” no starptautisko organizaciju puses,
kuram Latvija ne vienmér atbilst— pieméram, muzizglitibas un darbinieku
profesionalas attistibas joma.

Ceturta un pedgja — diskriminantu analizes metode — lauj apstiprinat rezultatus,
kas iegtti, salidzinot vid€jos raditajus, un noskaidrot, vai mizizglitiba un
darbinieku profesionala attistiba ir “diskrimingjoSie” mainigie, péc kuriem ar
zinamu precizitati var noteikt, kura valstu grupa ietilps viena vai otra valsts — vai
ta biis valstu grupa ar augstiem vai ar vidéjiem / zemiem iedzivotaju ienakumiem.

Pirmie divi diskriminantu analizes rezultati ir testa rezultati un norada uz
iespgju veikt diskriminantu analizi ka tadu attieciba uz So konkréto valstu izlasi.
Kanoniskas korelacijas koeficienti starp diskriminantu funkcijas aprékinatajam
vértibam un faktisko piederibu grupai ir apmierinosi (Sweet, Grace-Martin, 2012).
Tests, kas tika veikts péc Vilksa lambda kriterijiem, lai noteiktu, vai diskriminantu
funkcijas vidgjie lielumi ievérojami atSkiras sava starpa abas valstu grupas — ar
augstiem iedzivotaju ienakumiem un ar vid§jiem / zemiem iedzivotaju
ienakumiem, — uzradija loti augstu statistisko nozimigumu (p < 0,001).

Galvenais diskriminantu analizes rezultats (kura dél ta arT tiek veikta) ir vid&jais
prognozes precizitates limenis attieciba uz katru potenciali “diskrimingjoso”
mainigo. Attieciba uz muzizglitibu 67,4% gadijumu 2018. gada, 65,3% gadijumu
2019. gada un 79,2% gadijumu 2020. gada tika precizi prognozets, ka valstis ietilps
grupa ar augstiem iedzivotaju ienakumiem, bet 82,2% gadijumu 2018. gada, 84,2%
gadijumu 2019. gada un 89,3% gadijumu 2020. gada tika precizi prognozets, ka
valstis ietilps grupa ar vidéjiem / zemiem iedzivotdju ienakumiem. Tadgjadi,
pamatojoties uz mizizglitibas stavokla raditaju, ir vieglak prognozet valsts
ieklausanu grupa ar vidgjiem / zemiem iedzivotdju ienakumiem, neka grupa ar
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augstiem iedzivotaju ienakumiem. Citiem vardiem sakot, ja valstl ir augsts
mizizglitibas stavokla raditajs, ta, visticamak, neietilps valstu grupa ar vidgjiem /
zemiem iedzivotaju ienakumiem, bet turklat nav acimredzami, ka ta ietilps valstu
grupa ar augstiem iedzivotaju ienakumiem. Attieciba uz miuzizglitibu precizi
klasificéto sakotngji sagrupeto gadijumu kopgjais limenis ir saméra augsts (Sweet,
Grace-Martin, 2012) un pastavigi palielinas, proti, 76,5% 2018. gada, 76,8% 2019.
gada, 85,6% 2020. gada. Tas nozimé, ka vairak neka 85% gadijumu 2020. gada ir
iespgjams noskaidrot, vai valstij ir augsti vai vidgji / zemi iedzivotaju ienakumi,
pamatojoties uz muzizglitibas stavokla raditaju taja valsti.

Kas attiecas uz miizizglitibas komponentu “Darbinieku profesionala attistiba”,
situacija ir lidziga muzizglitibai kopuma (skat. 11. tabulu).

11. tabula
Darbinieku profesionalas attistibas limena “diskriminéjosa” kapacitate
pasaules valstu sadaliSanai grupas ar dazadu iedzivotaju ienakumu Iimeni,
2018.9.—2020.9.

Mainigie 2018. gads, 2019. gads, 2020. gads,
n =119 valstis n = 125 valstis n = 132 valstis
Kanoniska 0,603 0,612 0,621
korelacija*
Vilksa lambda 0,000 0,000 0,000
kriterijs**
Pareizi klasificétu sakotngji sagrup&to gadijumu Iimenis, %
Valstis ar augstiem 67,9 66,3 77,1
iedzivotaju
ienakumiem
Valstis ar vidgjiem 80,8 82,9 83,3
/ zemiem
iedzivotaju
ienadkumiem
Kopa 75,6 76,0 81,1

* Korelacijas koeficients starp diskriminantu funkcijas aprékinatajam vertibam un faktisko
piederibu grupai.

** Tests diskriminantu funkcijas vid&jo raditaju statistiski nozimigas starpgrupu atskiribas
noteikSanai.

Avots: autora izveidots péc SPSS apstradatajiem datiem no Business School for the World
(INSEAD) et al., 2018-2020, izmantojot diskriminantu analizes metodi.

Ja valst ir saméra augsts darbinieku profesionalas attistibas Iimenis, tad,
visticamak, ta neiekliis valstu grupa ar vid&€jiem / zemiem iedzivotaju ienakumiem,
tomér, tapat ka situacija ar miizizglitibu, nevaram biit drosi, ka ta noteikti ieklts
valstu grupa ar augstiem iedzivotaju ienakumiem. Visticamak, mizizglitibas un
darbinieku profesionalas attistibas raditaju varbitibas, ka arT IKP uz vienu
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iedzivotaju varbutibas ir normali sadalitas pasaules valstu vidd, kas ir raksturigi
visu fizisko un sociali ekonomisko raditaju varbitibam (CenusanoBa-®O&noposa u
np., 2018; Komapora u np., 2019), un, saskana ar $o sadalijumu, Latvija atrodas
augsto ienakumu valstu grupas “astg”.

Tadgjadi, izmantojot Cetras datu analizes kvantitativas metodes, autoram
izdevas pieradit darbinieku profesionalas attistibas statistiski nozimigu veicino$o
lomu misdienu pasaules valstu ekonomiskaja veiktsp&ja, kas dod zinatnisku
pamatu ilgtsp&jigas vadibas uzdevumus praktiskai risinasanai ar to instrumentu
palidzibu, kas att€loti sheéma par darbinieku profesionalas attistibas ilgtsp€jigas
vadibas konceptualo izpratni ekonomiskas paradigmas ietvaros (skat. 2. att€lu
1.2. nodala): 1) pasu darbinieku ieguldijjums; 2) privata sektora uzpémumu
ieguldijums; 3) publiska sektora institiciju un organizaciju ieguldijums; 4)
starptautisko fondu un organizaciju ieguldijums.

2.2. llgtspé€jas indeksa ka ilgtspéjigas vadibas instrumenta
lietoSanas pieredze Latvija

Ilgtspgjas indekss ir stratégisks ilgtsp&jigas vadibas instruments, kura pamata
ir starptautiski atzita metodologija. Tas palidz Latvijas uznémumiem diagnosticét
savas darbibas ilgtsp&ju un korporativas atbildibas Itmeni. Vienlaikus tas
sabiedribai, valsts un nevalstiskajam organizacijam sniedz objektivus kriterijus, lai
uzslavetu un atbalstttu tadus uzn@émumus, kuri palidz stiprinat Latvijas ekonomiku
ilgtermina (Korporativas ilgtsp&jas un atbildibas institiits (InCSR), 2022a).

Ilgtsp&jas indekss tika izveidots Latvija 2011. gada, balstoties uz
2010. gada realizéta pilotprojekta rezultatiem (Avena u.c., 2011). 12. tabula tiek
apkopota Ilgtsp&jas indeksa struktiira un ta sastavdalu svérSanas principi. P&c
autora domam, Ilgtsp&jas indeksa struktiira kopuma atbilst ilgtsp&jigas vadibas
piecam dimensijam, proti, tirgus attiecibas atbilst ekonomiskajai dimensijai,
sabiedriba — socialajai dimensijai, vide — ekologiskajai dimensijai, bet stratégija un
darba vide — kulttiras un politiskajai dimensijai. Lidz ar to, autoraprat, llgtsp&jas
indekss ir konceptuali pienemams par ilgtspgjigas vadibas monitoringa
instrumentu.
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12. tabula
Ilgtspéjas indeksa struktiira un ta sastavdalu svérsanas principi

Ilgtsp&jas indeksa Ilgtsp&jas indeksa
komponenti komponentu ipatsvars | Katra komponenta vertgjumu ietekme:
kopgja vertejuma

Strategija 15% 30% — vadiba (principi, dokumenti,

Tirgus attiecibas 20% politikas, mérki, u.tml.)

Sabiedriba 15% 25% — integracija (lemumu

Vide 2504 pienemsana, atbildigie, apmaciba,

Darba vide 25% ietekmes pusu iesaiste, zinoSana)
40% — faktiskais sniegums un
ietekmes vertésana
5% — atziniba, sertifikati u.tml.

Avots: autora izveidota tabula, pamatojoties uz Avena u.c., 2011.

Pec Latvijas uzn@mumu un organizaciju Ilgtspgjas indeksa novertéSanas
kampanas organizatoru atzinumiem, “ilgtsp€ja ir organizaciju dzivesveids, kam ir
loti nozimiga ietekme gan uz to izaugsmi, gan sabiedribu, gan ar1 valstu un pasaules
attistibu kopuma. Tapéc, nemot vera, ka labas tradicijas ir jaturpina un veseliga
konkurence veicina progresu, atbildigakajam un drosmigakajam organizacijam no
visas Latvijas bija iesp&ja piedalities Ilgtsp&jas indeksa un parliecinaties, cik
veiksmigi izveleéts ir to kurss cela uz ilgtsp&jas augstakajam virsotném”
(Korporativas ilgtsp€jas un atbildibas institiits (InCSR), 2022b).

2022. gada noveértgjuma rezultati liecina, ka virkne Ilgtsp€jas indeksa
dalibnieku cela uz ilgtsp&ju ir izvElgjusies Tsto marsrutu, jo daudziem ilggadgjiem
dalibniekiem izdevas bitiski uzlabot savu sniegumu. Tapat 2022. gada pirmo reizi
§T novertgéjuma vesturg tika godinati augstakas jeb DIMANTA kategorijas laureati.
Kriterijus, kas nepiecieSami $is balvas iegtisanai, sp&ja izpildit Cetri Latvijas
uzp€mumi — “Latvenergo”, “RIMI Latvija”, “SEB banka” un “Swedbank”
(Korporativas ilgtspgjas un atbildibas institlits (InCSR), 2022b).

Kaut gan Ilgtspgjas indeksa dalibnieki parsvara ir komercialie uznémumi,
autors uzskata, ka arT budZeta organizacijas — pieméram, Latvijas Valsts
robezsardze vai Daugavpils Universitate, — var piedalities taja un lidz ar to
palielinat savu konkur&tsp&ju un ilgtsp&ju.
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3. LATVIJAS ROBEZSARGU PROFESIONALAS ATTISTIBAS
UN TAS ILGTSPEJIGAS VADIBAS EMPIRISKA NOVERTESANA

Sis dalas galvenais uzdevums ir empiriski novértét Latvijas robeZsargu
profesionalo attistibu un tas ilgtsp&jigu vadibu, balstoties uz 1. dala izstradato
teorétisko un metodologisko pamatojumu. Pirmaja nodala tiks analizéta Latvijas
VRS darba vide, kas veido Latvijas robezsargu profesionalas attistibas ilgtsp&jigas
vadibas kontekstu. Otraja nodala tiks novertéts Latvijas robeZzsargu profesionalas
attistibas Iimenis saistiba ar darbavietu pievilcibu. Tre$aja nodala tiks noteikta
optimala pieeja Latvijas robezsargu profesionalas attistibas ilgtsp&jigai vadibai.

3.1. Latvijas Valsts robezsardzes darba vides analize

Latvijas VRS darba vide tiek analizSta, izmantojot 1.3.1. sadala aprakstito
metodiku. ST metodika balstas uz ilgtspgjigas vadibas piecam dimensijam
(Quintuple Bottom Line): ekonomisko, socialo, ekologisko, kultiiras un politisko
(skat. 1.2. nodalu), kas veido darba vidi determingjosus argjos un iek$&jos faktorus
(skat. 3. attglu 1.3.1. sadala). Ar&jo un iek$gjo faktoru vienlaicigas un sisteémiskas
ietekmes (katras dimensijas ietvaros) rezultata rodas Latvijas VRS darba vides
stipras un vajas puses, ka arT iespgjas tas attistibai un draudi.

Latvijas VRS darba vides izp&tes rezultatu apspriesana notika darba seminaros
autora izveleto ekspertu (skat. 2. tabulu 1.3.1. sadala) vidd. Piesaistitie eksperti
apkopoja Latvijas VRS darba vides ka robezsargu profesionalas attistibas un tas
ilgtspgjigas vadibas konteksta aprakstu, pielietojot SVID analizes metodi (kas
ietilpst autora izstradataja metodologija — skat. 1.3. nodalu).

Apkopojot Latvijas VRS darba vides SVID analizes rezultatus piecas
dimensijas — ekonomiskaja, socialaja, ekologiskaja, kultaras un politiskaja (skat.
13. tabulu), — autors var apgalvot, ka Latvijas VRS darba vidi nevar viennozimigi
raksturot ka robezsargu profesionalas attistibas ilgtsp€jigai vadibai labvéligu
kontekstu, jo vienlaikus ar robezsargu profesionalas attistibas ilgtsp&jigu vadibu
stimulgjosiem faktoriem (piem&ram, darba kultiiras vértibu relativa vienlidziba
robezsargu profesionalajas un teritorialajas grupas vai robezsargu apmacibas
pasakumi ekologiski droSam darbam ar jaunajam robezsardz& izmantojamam
tehnologijam) pastav ari tie Latvijas VRS darba vides faktori, kuri traucé
robezsargu profesionalas attistibas ilgtsp&jigai vadibai — piem&ram, cilvékresursu
nepietickamiba un no tas izrieto$as sekas darbinieku profesionalas attistibas
ilgtspgjigai vadibai vai robeZsardzes personala novecoSana, ka ar1 robezu
tehnologizacija, kas veido jaunus izaicinagjumus Latvijas robezsargu
profesionalajai attistibai.
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13. tabula

Latvijas VRS darba vides SVID analize piecas dimenisjas:
ekonomiskaja, socialaja, ekologiskaja, kultiiras un politiskaja

Stipras puses (S)

Vajas puses (V)

Latvijas valsts robezas (jo 1pasi ES
argjas robezas) moderna tehniska
infrastruktiira un tehnologiskais
aprikojums

Latvijas VRS personala ar augstako
izglitibu Tpatsvara uzturéSana pietiekosi
augsta [imeni

Robezsargu apmacibas pasakumi
ekologiski droam darbam ar jaunajam
robezsardz€ izmantojamam
tehnologijam

Darba kultiiras vértibu relativa
vienlidziba robeZsargu profesionalajas
(virsnieki / instruktori) un teritorialajas
grupas

Latvija ir bijusi solidara un aktiva
robezas aizsardzibas operacijas citas
Eiropas valstis, 11dz ar to krizes
situacija ar1 Latvija var rékinaties ar
solidaritati

Likuma apstiprinato izdevumu Latvijas VRS
darbibai (arT kapitalieguldijumiem)
nepietickamais faktiskas apgiiSanas limenis
Cilvekresursu nepietiekamiba — p&dgjo tris
gadu laika vairak cilvéku ir atlaisti neka
pienemti darba

Nepietiekama robezsargu kapacitate stradat
ar tehnologiskajam iekartam ta, lai
minimiz&tu ekologiskus riskus gan
apkartgjai videi, gan pasu psihologiskajai
labsajtitai

Zema “institucionala uzmaniba” pret
robezsargu starpkultiiru kompetenci un tas
attistiSanu

Tehnologiskas zinasanas sniedz tehnologiju
izstradatajiem un citiem ekspertiem
diskursivu hegemoniju par robezu
parvaldibu un pieskir viniem politikas
veidotaju pilnvaras

Iespgjas (1)

Draudi (D)

Materiali tehniskie un cilvékresursi, kas
ir pieejami Latvijas VRS no Eiropas
Robezu un krasta apsardzes agentiiras
Frontex un palidz ES dalibvalstim un
Sengenas asociétajam valstim aizsargat
ES argjas robezas

ES robezu uzraudzibas sociali tehniskas
vides tehnologizacija, kas varétu
palidzet cilvekresursu deficita apstaklos
Robezu tehnologizacijas priekSrocibu
izmanto$ana pierobezas apkartgjas
vides efektivai monitoréSanai
Robezsargu darba kultiiras vera
nemsana; daliba starptautiskajas
pasakumos ar mérki paaugstinat
starpkultiiru kompetenci

Darbiba atbilstosi kop&jam Eiropas
Savienibas tiesiskajam regul&jumam
Eiropas integrétas robezu parvaldibas
stratégijas ietvaros

Latvijas VRS darbibas finanséjuma
nepietickamiba saistiba ar inflaciju (kara
del) un robezsargu paaugstinato noslodzi
(arkartgjas situacijas pierobezas del) uz
Baltkrievijas un Krievijas robezsargu
nopietnas brunosanas fona

Latvijas VRS personala novecosana, ka ari
robezu “dronizacija”, kas veido jaunus
izaicinajumus Latvijas robeZsargu
profesionalajai attistibai

Modernu tehnisko iekartu aktiva
izmantoSana, kas varétu but nelabvéliga
apkartgjai videi un cilvéku ekologijai
Kultarvides augosa sarezgitiba valsts
robezas starptautiskas migracijas plismas
palielinasanas dgl

Aktivi méginajumi nelikumigi §kérsot
Latvijas valsts robezu no Baltkrievijas un
Krievijas Federacijas teritorijas puses,
militarie draudi

Avots: autora izveidota tabula, pamatojoties uz 2. tabula nosaukto ekspertu veértgjumiem.
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3.2. Latvijas robeZsargu profesionalas attistibas Iimena novértésana
saistiba ar darbavietu pievilcibu

Latvijas robeZsargu profesionalas attistibas limena novérté$ana saistiba ar
darbavietu pievilcibu tiek Tstenota, izmantojot 1.3.2. sadala aprakstito metodiku.
Primaro empirisko datu iegisanas metode ir Latvijas robeZsargu sociologiska
aptauja, ko autors veica 2022. gada maija VRS Ludzas un Daugavpils parvaldg.
Atbilstosi novertesanas metodikai, Latvijas robezsargu aptaujas anketa sastav no
divam dalam: kompetencu noverteéSanas kontrolsaraksta un darbavietas pievilcibas
faktoru novertéSanas dalas, kurai seko jautajumi par respondentu sociali
demografiskajiem un profesionalajiem raksturlielumiem.

VRS Ludzas un Daugavpils parvaldé kopuma tika aptaujati 182 no 2134
Latvijas VRS diengjo$ajam amatpersonam (virsniekiem un instruktoriem) jeb 8,5%
no Latvijas robeZsargu generalkopas (Latvijas Valsts robezsardze, 2022b). VRS
Ludzas un Daugavpils parvaldé diengjoSo robezsargu aptaujas rezultati ir
pietickami reprezentativi Latvijas VRS kopuma, jo relativa izlases klida nekur
neparsniedz 3% (Balina, Krastins, 2002). Respondentu kopizlasi veido VRS
Ludzas parvaldé diengjosie robezsargi (102 cilv. jeb 56,0%) un VRS Daugavpils
parvalde diengjosie robezsargi (80 cilv. jeb 44,0%).

Autors analiz€ Latvijas robezsargu profesionalas attistibas Itmena (Saja
petijuma empiriski interpreteta ka kopkompetence) pasvertejumus, ka ari salidzina
aptaujato Latvijas robezsargu apaksizlases VRS Ludzas un Daugavpils parvalde
attieciba uz robezsargu kopkompetenci un tas sastavdalam (darbinieku
profesionalas attistibas Iimena mériSanas instrumenta — Vispariga kompetences
modela — sastavdalas un to aprakstu skat. 3. tabula 1.3.2. sadala).

Kopuma aptaujato Latvijas robezsargu profesionalas attistibas ITmenis
(=kopkompetence) vidgji tiek vértéjams gandriz ar 4 balleém péc 5 ballu skalas, kas
ir pietiekoSi augsti. Pie tam, respondentu atsevisku kompetencu pasvertgjumu
atskirtbas VRS Ludzas un Daugavpils parvaldg praktiski visur (iznemot problému
risina§anas kompetenci) nav statistiski nozimigas, un ari profesionalas attistibas
Iimena (=kopkompetences) pasvertgjumu — 3,91 VRS Ludzas parvaldé un 3,97
VRS Daugavpils parvaldé (p&éc skalas no 1 11dz 5 balleém) — atSkiribas nav statistiski
nozimigas (p-veértiba = 0,418).

Talak autors analizé Latvijas robezsargu darbavietu pievilcibas vertejumus, ka
ar1 salidzina aptaujato Latvijas robezsargu VRS Ludzas un Daugavpils parvaldes
apaksizlases attieciba uz darbavietu pievilcibu un tas faktoriem (to aprakstu skat.
4. tabula 1.3.2. sadala). Kopuma Latvijas robezsargu gaidas attieciba uz vinu
darbavietu sakrit ar to, ko Latvijas VRS, ka darba devgjs. var viniem piedavat (jo
starpiba starp faktora svarigumu, izvéloties darbavietu, un ta [faktora] iesp&jamibu
pasreizéja darbavieta nekur nav lielaka par 1 balli), kaut gan gandriz visu
darbavietu pievilcibas faktoru zina (iznpémot atbildibu) aptaujatie Latvijas
robezsargi gaida nedaudz vairak, neka ir iesp&jams vinu pasreizgja darbavieta. Jo
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Tpasi tas attiecas uz tadiem faktoriem, ka vieta, elastigums un darba atbilstiba,
attieciba uz kuriem ir vislielaka starpiba starp robezsargu gaidam un situaciju vinu
pasreizgja darbavieta. Autors uzskata So starpibu starp darbinieku gaidam un realo
situaciju vietas, elastiguma un darba atbilstibas zina par zinama méra objektivu, ko
nosaka robezsardzes darbibas specifika (piem&ram, valsts robeza atrodas tur, kur
atrodas, un to nevar parnest tuvak darbinieku dzivesvietam, veikaliem utt.).

Aptaujato Latvijas robeZsargu skatijuma darbavietas kop&jo pievilcibu Latvijas
VRS vislielaka méra veido tadi faktori, ka droSiba, attiecibas un atziniba, bet
vismazaka méra — elastigums, atbildiba un inovacijas. Autors uzskata, ka pirmos
tris faktorus var attiecinat pie stabilitates vertibam, bet p&dgjos divus (atbildibu un
inovacijas) — pie attistibas veértitbam. Tad var secinat, ka robezsargu skatfjuma
darbavieta Latvijas VRS — tas ir, pirmkart, stabilitate, ko vini gaida no darbavietas
un ko sanem Latvijas VRS. Biitu jaatzimé, ka macisanas, ka darbavietu pievilcibas
faktors (kas ir Tpasi interesants $T promocijas darba t&€mas konteksta), ienem vidgjo
poziciju darbavietu pievilcibas faktoru hierarhija Latvijas VRS.

Kas attiecas uz atskiribam starp VRS Ludzas un Daugavpils parvaldes
apaksizlasém, ¢etri no desmit darbavietu pievilcibas faktoriem — drosiba, vieta,
atbildiba un inovacijas — augstak novertéti VRS Daugavpils parvalde, bet sesi
faktori — attiecibas, atziniba, darba atbilstiba, macisanas, ieguldijums un elastigums
— VRS Ludzas parvaldé. Taja pat laika, darbavietu pievilcibas faktoru veérte&jumu
atSkirtbas VRS Ludzas un Daugavpils parvalde praktiski visur (iznemot drosibas
faktoru) nav statistiski nozimigas, un ari darbavietas kopgjas pievilcibas vértgjumu
— 14,8 VRS Ludzas parvalde un 15,0 VRS Daugavpils parvalde (p&c skalas no 1
lidz 25 ballém) — at8kiribas nav statistiski nozimigas (p-vértiba = 0,712).

Pamatojoties gan uz aptaujato Latvijas robeZzsargu VRS Ludzas un Daugavpils
parvaldes apakS$izlasu salidzinadjumu péc sociali demografiskajiem un
profesionalajiem raditdjiem, gan uz vinu profesionalas attistibas Ilimena
(=kopkompetences) pasvértéjumu un darbavietu pievilcibas kopvert&jumu
salidzinaSanas rezultatiem, turpmakaja empiriskaja analiz€ pé&tjjuma hipotézes
pieradiSanai autors nedala aptaujato Latvijas robezsargu kopizlasi (n = 182 cilv.)
uz VRS Ludzas un Daugavpils parvaldes apaks$izlasem, kaut gan mainigais
“teritoriala  struktirvieniba” piedalas empiriskaja analizé, ka potenciali
determingjosais faktors, vienlaikus ar citiem faktoriem.

Pieejot tieSi pie Latvijas robezsargu profesionalas attistibas Itmena
novertéSanas saistiba ar darbavietu pievilcibu, autors balstas 1.3.2. sadala
aprakstitaja metodika, kas paredz galvenokart §1 petijuma hipot€zes — darbinieku
profesionalas attistibas ilgtsp&jigas vadibas objekts Latvijas VRS ir darbavietu
pievilciba, kas nosaka darbinieku profesionalas attistibas limeni, — empirisku
parbaudi. Ta ka hipotézes pieradisanai ir nepiecieSsams noteikt tie$i célonu-seku
sakaribu (darbavietu pievilciba nosaka darbinieku profesionalas attistibas ITmeni),
nevis korelativu savstarpgjo saikni starp §Tm paradibam, autors izmanto regresijas
analizes metodi, kur rezultativais mainigais ir Latvijas robezsargu profesionalas
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attistibas Itmenis, bet faktoralais mainigais ir darbavietu pievilciba Latvijas VRS,
ka arT respondentu sociali demografiskie un profesionalie raksturlielumi.

Regresijas analizes TstenoSanas (faktoralo mainigo ieklauSanai tika izmantota
solu metode) rezultata aptaujato Latvijas robeZsargu kopizlas€ (n = 182 cilv.) tika
izveidots §ads regresijas vienadojums:

y = 3,284 — 0,233*x2 + 0,069%*Xs, (1)

kur:

y — Latvijas robezsargu profesionalas attistibas limenis (=kopkompetence),

ballés no 1 1idz 5;

X2 — ienemamais amats (virsnieks / instruktors);

Xs — darbavietas kopgja pievilciba, ballés no 1 I1dz 25.

Izslegti (t.i., statistiskie nenozimigi) mainigie:

X1 — Latvijas VRS teritoriala struktarvieniba (Ludzas parvalde / Daugavpils parvalde);

X3 — vecums, gados;

X4 — darba stazs Latvijas VRS, gados;

Xs — izglitiba (augstaka, saistita ar robeZsardzi / augstaka, cita / vidgja);

Xs — dzivesvietas tips (lielpilséta / mazpilséta / lauki);

X7 — ienakums uz vienu majsaimniecibas locekli (I1dz 200 eiro / 200400 eiro / vairak par
400 eiro).

Avots: autora izveidots péc SPSS apstradatajiem Latvijas robeZsargu sociologiskas aptaujas
(2022. gads, n = 182 cilv.) rezultatiem, izmantojot regresijas analizes metodi.

Ka var redzet 1.regresijas vienadojuma, Latvijas robeZsargu profesionalas
attistibas Iimeni statistiski nozimigi nosaka vinu ienemamais amats — instruktors
vai virsnieks (virsnieka amats dod papildus 0,2 balles kopkompetences
pasverte§jumam — beta-koeficients ir 0,233, p-vértiba = 0,000) un darbavietas
kopgja pievilciba (katra papildus balle darbavietas kopgjas pievilcibas vertgjuma
dod 0,07 balles kopkompetences pasvértéjumam — beta-koeficients ir 0,069, p-
vértiba = 0,000). Savukart tadi faktoralie mainigie, ka vecums, izglitiba,
dzivesvietas tips, ienakums uz vienu majsaimniecibas locekli, darba stazs Latvijas
VRS, Latvijas VRS teritoriala struktiirvieniba, nenosaka robezsargu profesionalas
attistibas Itmeni (t.i., tika izslégti no regresijas vienadojuma, ka statistiski
nenozimigi mainigie). Lidz ar to var&tu secinat, ka petijuma hipotéze ir pieradita,
jo darbavietu pievilciba ir tieSam tas faktora, kas — kopa ar ienemamo amatu —
nosaka Latvijas robezsargu profesionalas attTstibas Iimeni.

Nakamaja regresijas analizes posma piedalijas vienigi Latvijas robezsargu
profesionalas attistibas Iimenis, ka rezultativais mainigais, un darbavietu
pievilcibas desmit faktori, ka faktoralie mainigie, — ar merki noskaidrot, kadi
konkréti darbavietu pievilcibas faktori visvairak nosaka Latvijas robezsargu
profesionalas attistibas Itmeni. Rezultata tika izveidots §ads regresijas
vienadojums:
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y = 3,199 — 0,058*x7 + 0,041*x9 + 0,037*xs + 0,032*X10, (2)

kur:

y — Latvijas robezsargu profesionalas attistibas limenis (=kopkompetence),
ballés no 1 lidz 5;

X7 — darbavietu pievilcibas faktors: elastigums, ballés no 1 lidz 25;

X9 — darbavietu pievilcibas faktors: atbildiba, ballés no 1 lidz 25;

Xe — darbavietu pievilcibas faktors: darba atbilstiba, ballés no 1 lidz 25;

x10 — darbavietu pievilcibas faktors: inovacijas, ballés no 1 lidz 25.

Izslégti (t.i., statistiskie nenozimigi) mainigie:

X1 — darbavietu pievilcibas faktors: drosiba, ballés no 1 1idz 25;

X2 — darbavietu pievilcibas faktors: vieta, ballés no 1 lidz 25;

X3 — darbavietu pievilcibas faktors: attiecibas, ballés no 1 1idz 25;

X4 — darbavietu pievilcibas faktors: atziniba, ballés no 1 1idz 25;

Xs — darbavietu pievilcibas faktors: ieguldijums, ballés no 1 Iidz 25;

Xs — darbavietu pievilcibas faktors: macisanas, ballés no 1 lidz 25.

Avots: autora izveidots péc SPSS apstradatajiem Latvijas robeZsargu sociologiskas aptaujas
(2022. gads, n = 182 cilv.) rezultatiem, izmantojot regresijas analizes metodi.

Nakamaja attela 2.regresijas vienadojuma dati tiek vizualizeéti labakas
regresijas analizes rezultatu uztveres noltikos.

6. attéls

Latvijas robeZsargu profesionalas attistibas limeni (=kopkompetenci)
noteicoSie darbavietu pievilcibas faktori, n = 182 cilv., 2022. gads

Elastigums

—0/058

/

Latvijas robeZsargu
profesionalas attistibas limenis

+ 0,041 + 0,032
+0/037
o Darba _ ..
Atbildiba atbilstiba Inovacijas

Avots: autora izveidots péc 2. regresijas vienadojuma beta-koeficientiem.
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Ka var redzet 2.regresijas vienadojuma un 6. attéla, Latvijas robeZsargu
profesionalas attistibas Iltmeni statistiski nozimigi nosaka tadi darbavietu
pievilcibas faktori, ka to elastigums (katra papildus balle clastiguma veértgjuma
atnem 0,06 balles no kopkompetences pasvert&juma — beta-koeficients ir 0,058, p-
vertiba = 0,000), atbildiba (katra papildus balle atbildibas vértejuma dod papildus
0,04 balles kopkompetences pasvertéjumam — beta-koeficients ir 0,041, p-vértiba
= 0,000), darba atbilstiba (katra papildus balle darba atbilstibas vertgjuma dod
papildus 0,04 balles kopkompetences pasvertejumam — beta-koeficients ir 0,037,
p-veértiba = 0,001) un inovacijas (katra papildus balle inovaciju vertgjuma dod
papildus 0,03 balles kopkompetences pasvertejumam — beta-koeficients ir 0,032,
p-vertiba = 0,004).

Savukart tadi darbavietu pievilcibas faktori, ka drosiba, vieta, attiecibas,
atziniba, ieguldijums, maciSanas (kas ir Tpasi interesanti §T promocijas darba t€mas
konteksta), nenosaka robezsargu profesionalas attistibas limeni (t.1., tika izslégti no
regresijas vienadojuma, ka statistiski nenozimigi mainigie). Tatad, detaliz&takas
regresijas analizes rezultati lauj secinat, ka darba stabilitates vertibas (pieméram,
dro§iba, attiecibas, atziniba), ka arl maciSanas pati par sevi nenosaka Latvijas
robezsargu profesionalas attistibas Iimeni, bet to nosaka galvenokart ar darbu
saistito attistibas vertibas — atbildiba, darba atbilstiba, inovacijas (Skat. 2. regresijas
vienadojumu). Problému veido tas, ka tiesi tos darbavietu pievilcibas faktorus, kuri
veicina darbinieku profesionalas attistibas Itmeni (proti, atbildibu un inovacijas),
Latvijas robezsargi vismazak verte.

Talak autors eksperimenta veida nomainija vietam darbavietas kopgjo
pievilcibu un darbinieka profesionalas attistibas ITmeni regresijas analizg, t.i., lika
darbavietas kop&jo pievilcibu, ka rezultativo mainigo, bet darbinieku profesionalo
attistibu un citus faktorus — ka faktoralus mainigos. Tas rezultata izveidojas $ads
regresijas vienadojums:

y =6,002 + 2,955*xs — 0,084*xs, 3)
kur:
y — darbavietas kopgja pievilciba, ballés no 1 lidz 25;
Xs — Latvijas robezsargu profesionalas attistibas limenis (=kopkompetence),
ballés no 1 Iidz 5;
X3 — vecums, gados.
Izslegti (t.i., statistiskie nenozimigi) mainigie:
X1 — Latvijas VRS teritoriala struktiirvieniba (Ludzas parvalde / Daugavpils parvalde);
X2 — ienemamais amats (virsnieks / instruktors);
X4 — darba stazs Latvijas VRS, gados;
Xs — izglitiba (augstaka, saistita ar robezsardzi / augstaka, cita / vidgja);
Xe — dzivesvietas tips (lielpils€ta / mazpilséta / lauki);
X7 — ienakums uz vienu majsaimniecibas locekli (I1dz 200 eiro / 200400 eiro / vairak par
400 eiro).
Avots: autora izveidots péc SPSS apstradatajiem Latvijas robezsargu sociologiskas aptaujas
(2022. gads, n = 182 cilv.) rezultatiem, izmantojot regresijas analizes metodi.
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Nomainot vietam darbavietas kop&jo pievilcibu un darbinieka profesionalas
attistibas ITmeni, regresijas analizes rezultati paradija, ka darbavietu pievilcibu
Latvijas VRS statistiski nozimigi nosaka, pirmkart, pasu Latvijas robeZsargu
profesionalas attistibas Itmenis (katra papildus balle kopkompetences pasvertgjuma
dod 3 balles darbavietas kopgjas pievilcibas veértgjumam — beta-koeficients ir
2,955, p-vertiba = 0,000) un, otrkart, vinu vecums (katrs papildus vecumgads
atnem 0,08 balles no darbavietas kopgjas pievilcibas vertgjuma — beta-koeficients
ir -0,084, p-vértiba = 0,002).

Rezultata autors var apgalvot, ka, neskatoties uz to, ka darbavietu pievilciba
statistiski nozimigi nosaka Latvijas robezsargu profesionalas attistibas Itmeni,
tom@r ieverojami vairdk robezsargu profesionalas attistibas ltmenis nosaka
darbavietu pievilcibu Latvijas VRS (un var pienemt, ka ne tikai tur). Citadi runajot,
darbavietas pievilcibu veido, pirmkart, pats darbinieks (jo Tpasi, ja vinam piemit
praktiskas zinasanas, organizatoriska pielagoSanas spg€ja un mérktieciba), nevis
organizacijas vaditaji piedava to darbiniekiem, ka gatavu produktu, t.i.,
“mérktiecigi koncentrgjoties uz potencialo darbinieku pieprasijumiem un ceribam,
rada pievilcigas darbavietas, kas veicinas atru vakancu aizpildisanu” (MacasoBa,
UsannoBa, 2019). Faktiski, autora veiktas empiriskas analizes rezultats ir
zinatniskais pieradijums tautas sakamvardam: “nevis vieta grezno cilvéku, bet
cilveks vietu”.

Pamatojoties uz regresijas analizes rezultatiem, kas, no vienas puses,
apstiprinaja petfjuma hipotézi (darbavietu pievilciba nosaka Latvijas robeZsargu
profesionalas attistibas Iimeni), bet, no otras puses, pieradija ar1 vél vairak
nozimigu tiesi pret€jo c€lonsakaribu (Latvijas robezsargu profesionalas attistibas
Imenis nosaka vinu darbavietu pievilcibu), autors piedava ieviest vadibzinatng
jaunu konceptu, kas 1Tidz §im bridim netika izmantots zinatniskaja diskursa, — darba
vieniba, kas sastav no darbavietas un konkréta darbinieka, neatraujot vienu no otra.

Autora piedavatais darba vienibas koncepts vargtu kIt arT par jaunu
vadibzinatnes jédzienu, kas ir defingjams apméram $adi: darba vieniba ir
pievienotas vertibas radiSanas subjekts darba procesa, kas [darba vieniba] sastav
no darbavietas ar visam savam Ipatnibam / raksturojumiem un konkréta darbinieka
ar vina profesionalo kapacitati, neatraujot vienu no otra organizacijas ilgtspgjigas
vadibas procesa.

Tatad, Latvijas robezsargu profesionalo attistibu darba vienibu ietvaros
teorétiski var vadit, izmantojot divas pieejas: 1) pastarpinati — caur darbavietu
pievilcibu; 2) pa tieSo — sekm@jot esoSo darbinieku profesionalo attistibu.
Optimalas pieejas noteikSanai tiek veltita nakamaja promocijas darba nodala.
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3.3. Optimalas pieejas noteikSana
Latvijas robeZsargu profesionalas attistibas ilgtspejigai vadibai

Ka tika pienemts 31 promocijas darba metodologiskas nodalas 1.3.3. sadala,
optimalas pieejas noteikS8ana Latvijas robeZzsargu profesionalas attistibas
ilgtspgjigai vadibai tiks Tstenota, pamatojoties uz VRS Ludzas, Daugavpils un
Vilakas parvaldé diengjoso ekspertu-virsnieku vertgjumiem. Ekspertu vertgjumu
savak8anai un analizei autors izmantos hierarhiju analizes metodi (Saaty, 1980;
Kronbergs u.c., 1988; Ishizaka, Labib, 2011; Ahmed, Kilic, 2019), kas praktiskajai
Tstenosanai 7 eksperti — Latvijas VRS amatpersonas sanaca visi kopa klatiené
2022. gada 6. maija, lai kopigi izveidotu hierarhiju un noklausitos autora
instruktazu talakajam darbam, un tad katrs eksperts laika posma no 2022. gada
7.maija lidz 7.junijjam stradaja individuali Excel programma ar autora
sagatavotajam matricam.

Hierarhiju analizes mérkis $1 p&tijuma ietvaros ir “Optimalas pieejas noteiksana
Latvijas robezsargu profesionalas attistibas ilgtsp€jigai vadibai” (skat. 4. att€lu
1.3.3. sadala). Otraja limenT tick piedavati §is optimalas pieejas noteikSanas pieci
kriteriji — atbilstosi ilgtsp€jigas vadibas piecam dimensijam: ekonomiskajai,
socialajai, ekologiskajai, kultaras un politiskajai (skat. 1.2. nodalu):

- kritérijs “Ekonomiska dimensija” nozim& finanSu resursus un tehnisko
infrastruktiiru, kas ir nepiecieSama katras pieejas IstenoSanai prakse, ka art katras
pieejas realizacijas ekonomisko efektu — tatad, optimala pieeja péc $1 kritérija ir
ekonomiski efektivaka pieeja, t.i., ar labaku rezultatu par zemaku cenu;

- krit€rijs “Sociala dimensija” nozimé cilvékresursu kvantitati un kvalitati, kas ir
nepiecieSama katras pieejas TstenoSanai praks€, ka ari katras pieejas realizacijas
socialo efektu — tatad, optimala pieeja p&c §i krit€rija ir sociali lietderigaka pieeja,
t.i., ar lielaku socialo efektu pie esosas cilvékresursu kvantitates un kvalitates;

- kritérijs “Ekologiska dimensija” nozimé dabas resursu apjomu, kas ir
nepiecieSams katras pieejas istenoSanai praks€, ka ari katras pieejas realizacijas
ekologisko efektu — tatad, optimala pieeja péc $i kritérija ir ekologiski labvéligaka
pieeja, t.i., apkartgjai videi un cilvéka ekologijai draudzigaka;

- kritérijs “Kultiiras dimensija” nozimé organizacijas kultiiru, darbinieku uzskatus
un vertibas, kas ir nepiecieSamas katras pieejas IstenoSanai prakse, ka arT katras
pieejas realizacijas kulturalo efektu — tatad, optimala pieeja péc §T kriterija ir
organizacijas darba kultiirai pieme@rotaka, t.i., pieeja, kas ir iespgjama un efektiva,
nemot veéra robezsargu ar darbu saistitas vertibas;

- kriterijs “Politiska dimensija” nozimé politiskos resursus, kas ir nepiecieSami
katras pieejas Isteno$anai praks€, ka arT katras pieejas realizacijas politisko efektu
— tatad, optimala pieeja p&c $1 kritérija ir politiski lietderigaka, t.i., pieeja, kas
esos$aja politiskaja situacija ir iespgjama un ar lielaku politisko rezonansi.
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Hierarhijas treSaja (zemakaja) limeni atrodas pieejas Latvijas robezsargu
profesionalas attistibas ilgtsp&jigai vadibai, kuras janoverte attieciba pret visiem
pieciem kriterijiem:

- Latvijas robezsargu profesionalas attistibas ilgtsp&jiga vadiba caur darbavietu
pievilcibu (vadiba caur darbavietu pievilcibu);

- Latvijas robezsargu profesionalas attistibas ilgtspgjiga vadiba, pa tieSo sekmgjot
vinu macibas (tiesa vadiba).

Pirmais hierarhiju analizes procediiras (kura tiek aprakstita §1 promocijas darba
metodologiskas nodalas 1.3.3. sadala) realizé$anas apkopotais rezultats tiek
paradits 14. tabula — pieeju noveértéSanas kritériju prioritates vektori, kuri parada
katra kritérija relativo svarigumu optimalas pieejas Latvijas robeZsargu
profesionalas attistibas ilgtsp&jigai vadibai noteiks§ana.

14. tabula
Optimalas pieejas Latvijas robezsargu profesionalas attistibas
ilgtspéjigai vadibai noteikSanas Kkritériju relativais svarigums,
procentpunkti (kopa — 1,00), n =7 cilv., 2022. gads

Latvijas Optimalas pieejas noteik§anas kriteriji
VRS Ekono- Sociala Ekolo- Kultaras | Politiska | Kopa

eksperti- miska dimensija giska dimensija | dimensija

virsnieki* dimensija dimensija
1. eksperts 0,50 0,11 0,07 0,06 0,26 1,00
2. eksperts 0,18 0,27 0,17 0,08 0,30 1,00
3. eksperts 0,28 0,25 0,11 0,05 0,31 1,00
4. eksperts 0,39 0,17 0,16 0,17 0,11 1,00
5. eksperts 0,29 0,22 0,19 0,15 0,15 1,00
6. eksperts 0,12 0,22 0,33 0,19 0,14 1,00
7. eksperts 0,26 0,23 0,17 0,07 0,27 1,00
Ekspertu
vertgjumu 0,38 0,16 0,26 0,14 0,20 -
amplitida
(max-min)
Vidgjais
ekspertu 0,29 0,21 0,17 0,11 0,22 1,00
vertejums

* Detalizetu ekspertu aprakstu skat. 2. tabula 1.3.1. sadala.
Avots: autora izveidots péc Excel apstradatajiem paSa savaktiem Latvijas VRS diengjoso
ekspertu-virsnieku vértéjumiem, izmantojot hierarhiju analizes metodi.

Péc 14. tabula apkopotajiem Latvijas VRS ekspertu-virsnieku vidgjiem
vertéjumiem, nosakot optimalo pieeju Latvijas robeZsargu profesionalas attistibas
ilgtsp&jigai vadibai, par vissvarigako krit€riju var uzskatit ekonomisko dimensiju,
t.i., noveért&jamo pieeju ekonomisko efektivitati (0,29 no 1.00), tam seko sociala un
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politiska dimensija ar gandriz vienadu relativo svarigumu: 0,22 noveértéjamo pieeju
politiskajai lietderibai un 0,21 — socialajai lietderibai. Par mazak svarigu, nosakot
optimalo pieeju Latvijas robezsargu profesionalas attistibas ilgtsp&jigai vadibai,
eksperti uzskata ekologisko dimensiju, t.i., novértéjamo pieeju ietekmi uz apkartéjo
vidi un cilvéka ekologiju, bet par vismazak svarigu eksperti uzskata kultaras
dimensiju, t.t., novertgjamo pieeju piemérotiba organizacijas darba kultiirai (0,11
no 1,00).

Nakamaja attela uzskatami tiek paradits optimalas pieejas Latvijas robezsargu
profesionalas attistibas ilgtsp&jigai vadibai noteikSanas kriteriju vid&jais relativais
svarigums ekspertu skatfjuma.

7. attels
Optimalas pieejas Latvijas robeZsargu profesionalas attistibas ilgtspéjigai
vadibai noteikSanas kritériju vidéjais relativais svarigums,
procentpunkti (kopa — 1,00), n =7 cilv., 2022. gads

= Ekonomiska dimensija, t.i., novertgjamo pieeju ekonomiska efektivitate
= Politiska dimensija, t.i., novert&jamo pieeju politiska lietderiba
Sociala dimensija, t.i., novért€jamo pieeju sociala lietderiba
Ekologiska dimensija, t.i., novértéjamo pieeju ietekme uz apkartgjo vidi un cilvéka ekologiju
= Kultiiras dimensija, t.i., novértgjamo pieeju piemérotiba organizacijas darba kultiirai
Piezime: novértéjamas pieejas Latvijas robeZzsargu profesionalas attistibas ilgtsp&jigai

vadibai — vadiba caur darbavietas pievilcibu, tiesa vadiba.
Avots: autora izveidots pec 14. tabulas datiem.

Talak eksperti noverté katru no pieejam Latvijas robezsargu profesionalas
attistibas ilgtsp&jigai vadibai attieciba uz visiem pieciem krit€rijiem, rezultata
iegiistot vidgjas atbildes uz sekojosajiem jautajumiem:
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1) kura no divam pieejam Latvijas robezsargu profesionalas attistibas ilgtsp&jigai
vadibai — vadiba caur darbavietu pievilcibu vai tie§a vadiba — musdienu apstaklos
ir ekonomiski efektivaka, t.i., ar lielaku ekonomisko atdevi par zemaku cenu?

2) kura no divam pieejam Latvijas robezsargu profesionalas attistibas ilgtsp&jigai
vadibai musdienu apstaklos ir sociali lietderigaka, t.i., ar lielaku socialo efektu pie
esosas cilvekresursu kvantitates un kvalitates?

3) kura no divam pieejam Latvijas robezsargu profesionalas attistibas ilgtsp&jigai
vadibai musdienu apstaklos ir ekologiski labvéligaka, t.i., apkart€jai videi un
cilvéka ekologijai draudzigaka?

4) kura no divam pieejam Latvijas robezsargu profesionalas attistibas ilgtspgjigai
vadibai misdienu apstak]os ir organizacijas darba kultiirai piemerotaka, t.i., pieeja,
kas ir iesp&jama un efektiva, nemot veéra robezsargu darba kultiru, uzskatus un
vertibas?

5) kura no divam pieejam Latvijas robeZsargu profesionalas attistibas ilgtsp&jigai
vadibai misdienu apstaklos ir politiski lietderigaka, t.i., pieeja, kas esosaja
politiskaja situacija ir iespéjama un ar lielaku politisko rezonansi?

Un gala jautajums, kura dél tika realiz&ta hierarhiju analize: kura no divam
pieejam Latvijas robezsargu profesionalas attistibas ilgtsp&jigai vadibai ir
piemérotaka musdienu apstaklos, nemot vera visus analiz€ ieklautos kriterijus?

Nakamaja tabula tiek apkopoti ekspertu vidgjie vertejumi attieciba uz
kriterijiem, ka arT attieciba uz pieeju Latvijas robezsargu profesionalas attistibas
ilgtsp@jigai vadibai pec katra no kriterijiem.

15. tabula
Prioritates vektoru apkopojums un globalo prioritasu aprékins,
procentpunkti (kopa — 1,00), n =7 cilv., 2022. gads

Prioritates Ekono- Sociala Ekolo- Kulturas | Politiska Kopa
vektora miska dimensija giska dimensija | dimensija
koordinates | dimensija dimensija
(kriteriju
relativais 0,29 0,21 0,17 0,11 0,22 1,00
svarigums)
Pieejas Latvijas robeZsargu profesionalas attistibas ilgtspgjigai vadibai Globalas
prioritates
Vadiba caur
darbavietu 0,21 0,62 0,48 0,59 0,55 0,46*
pievilcibu
Tiesa vadiba 0,79 0,38 0,52 0,41 0,45 0,54
Kopa 1,00 1,00 1,00 1,00 1,00 1,00

* Tiek aprékinats, summgjot reizinajumus 0,21*0,29, 0,62*0,21, 0,48*0,17, 0,59*0,11 un
0,55*0,22.

Avots: autora izveidots péc Excel apstradatajiem paSa savaktiem Latvijas VRS diengjoso
ekspertu-virsnieku vértéjumiem, izmantojot hierarhiju analizes metodi.
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8. attela tiek vizualizéts hierarhiju analizes gala rezultats — optimalu pieeju
Latvijas robezsargu profesionalas attistibas ilgtsp&jigai vadibai, nemot véra piecus
ilgtsp&jigas vadibas krit€rijus — ekonomisko, socialo, ekologisko, kultiiras un
politisko dimensiju.

8. attels
Ekspertu darba gala rezultats hierarhiju analizes isteno$anas gaita,
vidéjie vérteéjumi, procentpunkti (kopa — 1,00),
n =7 cilv., 2022. gads

09 0,79
0,8 .
0,7
06 0,62 0,59 0,55 0,54
05 048022 045 046

' 0,38 0,41
0,4
03 0,21
0,2 :
0,1 I

0

Ekonomiska Sociala Ekologiska Kultaras Politiska ~ Kopvertgjums
dimensija dimensija dimensija dimensija dimensija

B Latvijas robezsargu profesionalas attistibas ilgtsp&jiga vadiba caur darbavietu pievilcibu

H Latvijas robezsargu profesionalas attistibas ilgtsp&jiga vadiba, pa tieSo sekmgjot vinu
macibas

Avots: autora izveidots péc 15. tabulas datiem.

Ka redzams no 15. tabulas datiem un 8. attéla datiem, atbilde uz hierarhijas
analizes mérka jautdgjumu — kura no divam pieejam Latvijas robezsargu
profesionalas attistibas ilgtsp&jigai vadibai (vadiba caur darbavietu pievilcibu vai
tiesa vadiba) ir piemérotaka misdienu apstaklos, nemot véra visus analizg ieklautos
krit€rijus? — ir sekojoSa: robezsargu profesionalas attistibas tiesa vadiba.
Neskatoties uz to, ka §1 pieeja Latvijas robezsargu profesionalas attistibas
ilgtsp&jigai vadibai “nevinngja” péc trim kritérijiem — sociala un politiska
lietderiba, ka arT piem@rotiba organizacijas darba kulturai, ta tiek novérteta, ka
optimala pieeja pec tada nozimigaka kritérija, ka ekonomiska efektivitate.

Tatad, kopuma Latvijas robezsargu profesionalas attistibas tiesa vadiba (nevis
caur darbavietu pievilcibu) ir ta pieeja, kura ekspertu vert€juma ir optimala
misdienu apstaklos, kaut gan §Ts pieejas parsvars pari vadibai caur darbavietu
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pievilcibu ir neliels — 0,54 procentpunkti pret 0,46. Tas nozimé, ka arT robezsargu
profesionalas attistibas vadibai caur darbavietu pievilcibu ir japiever$ liela
uzmaniba, jo S§1 pieeja arl ir pietiekoSi efektiva misdienu apstaklos. Tomer
prioritate ir robezsargu profesionalas attistibas tiesa vadiba (kas ietver maciSanas
kulttiras kultivésanu Latvijas VRS, personigo pieméru no robeZsardzes vaditaju
puses, tieSas stimulgjos$as sarunas ar katru robeZsargu u.tml.), pamatojoties,
galvenokart, uz sis pieejas lielaku ekonomisko efektivitati, t.i., ta ir batiski 1etaka
un ar labu rezultatu.
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NOBEIGUMS
Galvenie atzinumi un pétijuma rezultati

Promocijas darba mérkis — izpétit Latvijas VRS dazadas teritorialajas
struktiirvienibas diengjoso robezsargu profesionalas attistibas ilgtsp&jigu vadibu uz
kopgjas situacijas fona ar darbinieku profesionalo attistibu un tas ilgtsp&jigu vadibu
pasaulé, ES un Latvija — ir sasniegts un promocijas darba uzdevumi ir izpilditi
(katra uzdevuma izpildei tiek veltita atseviska promocijas darba dala), konceptuali
saprotot darbinieku profesionalo attistibu ka muzizglitibas sastavdalu, bet
empiriski — ka Biznesa skolas pasaulei izstradata Globalas talantu konkur€tspgjas
indeksa (GTKI) komponentu “Darbinieku profesionala attistiba” (tas izpétei
makrolimeni — pasaules un ES valstis) un darbinieku kopkompetenci robezsargu
profesionalas attistibas limena izp&tei mikrolimeni (Latvijas VRS Ludzas un
Daugavpils parvaldg). Savukart darbinieku (arT robezsargu) profesionalas attistibas
ilgtsp&jiga vadiba ietver piecas dimensijas (Quintuple Bottom Line) — ekonomisko,
socialo, ekologisko, kultiiras un politisko, bet ilgtspgjigas vadibas galveno
uzdevumu un pat misiju veido ilgtsp€jas kultiras radiSana vadiba.

Promocijas darba hipotéze — darbinieku profesionalas attistibas ilgtsp&jigas
vadibas objekts Latvijas VRS ir darbavietu pievilciba, kas nosaka darbinieku
profesionalas attistibas Itmeni — tiek pieradita tikai dalgji. Neskatoties uz to, ka
darbavietu pievilciba ir tieSam tas faktors, kas nosaka Latvijas robeZsargu
profesionalas attistibas limeni, regresijas analizes rezultati pieradija art vél vairak
nozimigu tiesi pretgjo c€lonsakaribu — Latvijas robezsargu profesionalas attistibas
Itmenis nosaka vinu darbavietu pievilcibu. Tas nozimé, ka darbavietu pievilciba
“nekrit no debesim” un nav gatavs produkts, ko Latvijas VRS vadiba var piedavat
robezsargiem, bet ta [darbavietu pievilciba] veidojas ari no pasu robeZsargu
profesionalas attistibas. Jo attistitaki ir robezsargi, jo pievilcigakas ir vinu
darbavietas, t.i., darbavietas pievilciba ir cieSi saistita ar paSa darbinicka
profesionalas attistibas limeni, kopigi veidojot “darba vienibu” (darbavieta +
darbinieks) — jaunu autora piedavato vadibzinatnes konceptu.

Secinajumi

1. Latvijas terminologiskaja telpa paradas jauns termins — “sabiedriba, kas macas”,
un tas attisttbu veicina tris galvenie faktori: informacijas sabiedriba, zinatniski
tehnologiska vide un ekonomikas internacionalizacija. Misdienu socialaja zinatné
“sabiedriba, kas macas” tiek uzskatama par idealu un ekonomiski optimalu
izglitibas attistibas modeli. Konceptu “sabiedriba, kas macas” relativi sen péta un
aktlvi izmanto starptautiskaja zinatniskaja telpa, bet praktiski neizmanto Latvija
(katra zina — latvieSu valoda).
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2. Tadas krizes ka Covid-19 pandémija paatrina vésturiski determinétas tendences
un procesus arm muzizglitibas joma. Miisdienas rodas lieliska iesp&ja: jau sen
nepiecieSama sisteémiska pielagoSanas atbilstosakam izglitibas formam ieguva
unikalu impulsu. Jaunu izglitibas sistému rasanas periodu var saisinat, pateicoties
inovativajiem procesiem, kurus ierosindja vai paatrindja pandémija. Kopgjais
muzizglitibas (t.sk., darbinieku profesionalas attistibas) mérkis ir panakt, lai
ikviens vargtu sekmigi tikt gala ar dzivi pastavigi mainigaja pasaulg.

3. Socialo zinatnu parstavjiem tiek izvirzits §ads petniecisks jautajums: ja atbilde
ir mizizglitiba, tad kur ir probléma? Promocijas darba autora skatjjuma, galveno
problému (kura savukart var€tu liecinat par citam sléptajam problémam) veido tas,
ka, saskana ar ESAO empiriskajiem datiem, daudzas ESAO valstis joprojam nav
“sabiedribas, kas macas”, jo Tpasi tas attiecas uz to nodarbinato iedzivotaju dalu,
kurai visvairak biitu jamacas, — uz darbiniekiem ar zemu prasmju [imeni.

4. Ieprieksgjos laikos cilvéces ilgtsp&ja tika uzskatita par pasSsaprotamu un
neizpaudas, ka tieSais mérkis. Tacu pédgjo desmitgadu laika starptautiskaja
zinatniskaja telpa ir notikusi ar vadibu saistito koncepciju evoliicija ilgtsp&jigas
stratégiskas vadibas virziena, un misdienu vadibas galvena Tipasiba ir tas
ilgtsp@jigais raksturs un koncentrésanas tiesi uz ilgtsp&jas meérka sasniegSanu. Ar
vadibu saistito koncepciju evolicija notika sekojosa cela: stratégiska planosana —
stratégiska vadiba — stratégiska ilgtsp&jas vadiba — ilgtsp€jiga stratégiska vadiba —
ilgtspgjiga vadiba.

5. Autors uzskata, ka ilgtsp&jigai vadibai misdienas butu jabalstas ne uz trim
(ekonomiska, sociala un ekologiska), bet uz piecam dimensijam (Quintuple Bottom
Line), ietverot ekonomisko, socialo, ekologisko, kultiras un politisko dimensiju.
Ilgtspgjigas vadibas galveno uzdevumu un pat misiju masdienu p&tnieki formulé
ka ilgtspgjas kultiiras radiSanu vadiba. Organizacijam ir jaspgj reagét uz argjiem
ilgtsp&jas virzitajspekiem, ieklaujot ilgtsp&ju tas icksgjas stratégiskas vadibas
komponentgs.

6. Viens no nozimigakajiem elementiem ilgtsp€jigas vadibas sasniegSana ir tas
institucionalizacija, t.i. par ilgtsp&jigi vaditam var nosaukt tas organizacijas, kuras
izveidoja ar ilgtspgju saistitas vadibas struktiiras, ka ari izstradaja ilgtspgjas
programmas. Sis vadibas struktiiras, kas ir balstitas uz ilgtspgjas programmam,
praktiski realiz€ ilgtsp&jigas vadibas secigus principus, lai ilgtsp&ja tiktu ieklauta
organizacijas iek$gjas strat€giskas vadibas komponentos. Pasaulé vairak neka 13
triljoni ASV dolaru tiek iegulditi aktivos, kas ir parvalditi péc ilgtsp€jigas vadibas
principiem.

7. Darbinieku profesionalas attistibas ilgtsp€jigas vadibas konceptuala izpratne
ekonomiskas paradigmas ietvaros balstas uz sekojoSiem momentiem: darbinieku
profesionalas attistibas ilgtsp&jigas vadibas galameérkis ir konkur&tsp&jiga valsts ar
augstu ekonomisko veiktsp&ju; $1 galamérka sasniegSanas mehanisms ir
“sabiedriba, kas macas”, stradajot pievilcigajas darbavietas; galamérka
sasniegSanai tiek formuléti pamatuzdevumi, kas ietver darbinieku motivésanu
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profesionali atfistities visa darba miZa garuma, profesionalas attistibas iesp&ju
pieejamibas nodroSinasanu darbiniekiem, profesionalas attistibas pakalpojumu
pieprasijjuma un piedavajuma saskanoSanu, darbinieku profesionalas attistibas
integrésanu ikdienas darba procesa; So uzdevumu izpildes instrumenti ietver pasu
darbinieku, privata un publiska sektora, ka art starptautisko fondu un organizaciju
ieguldijumu.

8. Par vispiem@rotako instrumentu darbinieku profesionalas attistibas empiriskajai
novertéSanai makrolimeni autors uzskata mazizglittbas un darbinieku
profesionalas attistibas raditajus no Pasaules biznesa skolas izstradata Globalas
talantu konkuretspg&jas indeksa (GTKI), ar kura palidzibu var sasaistit konceptualo
izpratni par darbinieku profesionalas attistibas ilgtsp&jigu vadibu, ka arT par valsts
konkurétspgju un tas augsto ekonomisko veiktsp&u, no vienas puses, un
empiriskiem noveérojumiem $aja joma, no otras puses.

9. Ja darbinieku profesionalas attistibas joma Latvija pasaules valstu vidi ienem
aptuveni vid€ju poziciju (precizak, mazliet augstaku par vidéju), tad ES valstu vida
Latvija pastavigi ienem poziciju, zemaku par vidgju: 17. vieta 2018. gada, 19. vieta
2019. gada un 2020. gada atkal 17. vieta 27 atlikuso ES valstu vida. Savukart
vislabaka situacija darbinieku profesionalas attistibas zina vérojama Rietumeiropas
un Ziemeleiropas valstis — Zviedrija, Luksemburga, Niderland€, Somija. Tadgjadi
empiriskie dati liecina, ka Latviju nevar uzskatit par “sabiedribu, kas macas”.

10. Iespgjama atbilde (ko autors empiriski parbaudija, pielietojot Cetras datu
analizes kvantitativas metodes) uz jautajumu par to, kap€c Latvija Iidz Sim bridim
nav uzskatama par “sabiedribu, kas macas”, var€tu biit tas, ka darbinicku
profesionalas attistibas loma misdienu pasaules valstu ekonomiskaja veiktsp&ja
realitaté nav parak nozimiga un tad&jadi nepiesaista nedz pasu darbinieku, nedz
vinu darba dev&ju uzmanibu.

11. Regresiju analizes rezultati tomér apstiprindja to, ka miisdienu pasaules valstis
miizizglitiba un darbinieku profesionala attistiba ir statistiski nozimigie faktori, kas
nosaka rezultatu — valstu ekonomisko veiktspgju. Pie tam muzizglitiba ir vienigais
no trijiem GTKI talantu attistiSanas apaksindeksa komponentiem, kas triju gadu
garuma statistiski nozimigi palielinaja valstu ekonomisko veiktsp&ju. Savukart
darbinieku profesionala attistiba ir vienigais mizizglitibas komponents, kas triju
gadu garuma statistiski nozimigi palielindja valstu ekonomisko veiktspgju
miisdienu pasaule.

12. Diskriminantu analizes rezultati apliecin3ja: ja valstl ir augsts muzizglitibas
stavokla raditajs / augsts darbinieku profesionalas attistibas limenis, tad ta,
visticamak, neietilps valstu grupa ar vidgjiem / zemiem iedzivotaju ienakumiem,
bet turklat ir mazak actmredzami, ka ta ietilps valstu grupa ar augstiem iedzivotaju
ienakumiem. Tatad, muzizglitiba un, konkréti, darbinieku profesionala attistiba ir
ne tikai miisdienu pasaules valstu ekonomisko veiktsp&ju veicinoss faktors, bet ar1
tas indikators, jo muzizglitiba un darbinieku profesionala attistiba pieprasa lielas
investicijas un / vai macisanas kultaru.
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13. Autora izstradata Latvijas robezsargu profesionalas attistibas ilgtsp&jigas
vadibas izp&tes metodologija ietver: Latvijas VRS darba vides analizes metodiku,
kuras rezultati tiek apkopoti ar SVID analizes metodi; darbinieku profesionalas
attistibas limena novertéSanu saistiba ar darbavietu pievilcibu, kas balstas uz
Latvijas robeZsargu sociologiskas aptaujas metodi un tas rezultatu kvantitativo
analizi; optimalas pieejas noteik§anas metodiku Latvijas robezsargu profesionalas
attistibas ilgtspg€jigai vadibai, kas balstas uz hierarhiju analizes metodi.

14. Latvijas VRS darba vidi nevar viennozimigi raksturot, ka robeZsargu
profesionalas attistibas ilgtsp&jigai vadibai labvéligu kontekstu, jo vienlaikus ar
stimulgjosiem faktoriem (pieméram, darba kultiiras vertibu relativa vienlidziba
robezsargu profesionalajas un teritorialajas grupas vai robezsargu apmacibas
pasakumi ekologiski drosam darbam ar jaunajam tehnologijam) pastav ari tie
faktori, kas veido jaunus izaicinagjumus Latvijas robeZsargu profesionalajai
attistibai — pieméram, cilvékresursu nepietiekamiba un Latvijas VRS personala
noveco$ana, ka arT robezu tehnologizacija.

15. Latvijas robezsargu sociologiskas aptaujas datu regresijas analizes rezultati, no
vienas puses, apstiprindja pétijuma hipotézi (darbavietu pievilciba nosaka Latvijas
robezsargu profesionalas attistibas ITmeni — beta-koeficients ir 0,069, p-vértiba =
0,000), no otras puses, pieradija ar1 vél vairak nozimigu tiesi pret€jo c€lonsakaribu
(Latvijas robezsargu profesionalas attistibas Itmenis nosaka vinu darbavietu
pievilcibu — beta-koeficients ir 2,955, p-vértiba = 0,000). Lidz ar to autors piedava
ieviest vadibzinatné jaunu konceptu — darba vieniba, kas sastav no darbavietas un
darbinieka.

16. Darba vienibas koncepts varétu kliit arT par jaunu vadibzinatnes jédzienu, kas
ir defingjams apméram $adi: darba vieniba ir pievienotas vértibas radiSanas
subjekts darba procesa, kas [darba vieniba] sastav no darbavietas ar visam savam
Tpatnibam un konkréta darbinieka ar vina profesionalo kapacitati, neatraujot vienu
no otra ilgtspéjigas vadibas procesa. Tatad, darbinieku profesionalo attistibu darba
vienibu ietvaros teorétiski var vadit, izmantojot divas pieejas: pastarpinati — caur
darbavietu pievilcibu; pa tieSo — sekmgjot esoso darbinieku profesionalo attistibu.
17. Latvijas robezsargu profesionalas attistibas tiesa vadiba ir ta pieeja, kura
ekspertu vertgjuma ir optimala musdienu apstaklos, kaut gan §Ts pieejas parsvars
pari vadibai caur darbavietu pievilcibu ir neliels — 0,54 procentpunkti pret 0,46.
Toméer prioritaté ir Latvijas robezsargu profesionalas attistibas tiesa vadiba (kas
ietver maciSanas kultiras kultiv€Sanu robezsardz€, personigo pieméru no
robezsardzes vaditaju puses, tieSas stimul&josas sarunas ar robezsargiem u.tml.),
pamatojoties, galvenokart, uz §1s pieejas lielaku ekonomisko efektivitati, t.i., ta ir
batiski 1&taka un ar labu rezultatu.
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Probleémas un to iespéjamie risinajumi

1. problema. Cilvékresursu nepietickamiba Latvijas Valsts robezsardzg —
Sobrd to deficits kopuma veido 12-13%.

Iespejamie risinajumi:
1) IekSlietu ministrijas kompetencg: robezsargu méne$a vidgjas bruto darba
samaksas relativi lielas regionalas variacijas mazinaSana, jo ipasi nemot véra to, ka
tieSi visvairak “apdalitajos” regionos — Latgalé un Vidzemé — atrodas ES argja
robeza ar vislielako darba spriedzi;
2) Latvijas Valsts robezsardzes vadibas kompetencé: jakultivé meérktieciga
cilveékresursu ilgtsp&jiga vadiba un maciSanas kultira (balstoties uz pozitivo
tendenci — VRS personala ar augstako izglitibu ipatsvara uzturéSanu pietiekosi
augsta [Tmeni), ar to sekmgjot darbavietu pievilcibu robezsardze.

2. probléma. RobeZsargu (jo ipaSi vecaka gadagajuma) nepictickama
kapacitate produktivi stradat ar jaunajam tehnologijam un aprikojumu.
Iespejamie risinajumi:
1) valsts valdibai, ka sociali atbildigam darba dev&jam ir javeic investicijas valsts
robezsardzes cilvékresursu profesionalaja attistiba, piedavajot robezsargiem
tehnisko ekspertu vaditas sistémiskas apmacibas darbam ar jaunajam tehnologijam
un specifisko aprikojumu;
2) Latvijas Valsts robeZsardzes vadibas kompetencé: motivét un atbalstit
robezsargus vinu profesionalaja attistiba, jo 1pasi specializ€to iemanu apgisanas
joma darbam ar jaunajam tehnologijam un specifisko aprikojumu, pievérsot ipasu
uzmanibu arT pasu robeZsargu psihologiskajai labsajutai pastavigi mainigajos darba
apstaklos.

3. probléma. Latvijas Valsts robeZsardzg ilgtsp&jigai vadibai nav institucionala
pamatojuma, t.i., ta netiek ieklauta organizacijas iek$gjas strat€giskas vadibas
komponentgs: strat€giskajas prioritates, vadibas mérkos u.tml.

Iespéjamie risinajumi:

1) Latvijas Valsts robezsardzes vadibas kompetencé: atspogulot ilgtsp&jigas
vadibas dimensijas Valsts robeZzsardzes darbibas stratégija un arT Valsts
robezsardzes publiskajos parskatos;

2) Latvijas Valsts robezsardzes vadibas kompetencg: Valsts robezsardzei batu
japiedalas Latvijas Korporativas ilgtsp&jas un atbildibas institiita izstradataja
Illgtspgjas indeksa ikgad&ja paSnovertéSana, lai monitorétu savu ilgtsp&u un
kultivetu ilgtsp&jas filozofiju, kas caurvitos ar Valsts robezsardzes ikdienas
darbibu.
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4. problema. Zema “institucionala uzmaniba” pret Latvijas robeZzsargu
starpkulttiru kompetenci, kas noteikti bremze vinu profesionalo attistibu, jo pasi
migracijas krizes apstaklos uz Latvijas-Baltkrievijas robezas.

Iespejamie risinajumi:

1) Latvijas Valsts robezsardzes vadibas kompetence: attistit robeZsargu
starpkultiru kompetenci institicionalaja ITmeni, kombingjot teorétisko un
praktisko pieeju, nodrosinot vadlinijas starpkultiru kompetences attistiSanai valsts
robezsardzes stratégiskas darbibas dokumentos, organizgjot specializétas
apmacibas kursus, daloties pieredzg, analizgjot apglito materialu uz konkrétajiem
piemériem;

2) socialajas zinatnés stradajoso pétnieku kompetence: veikt zinatniskos pétijumus
par darbinieku starpkultiru kompetenci robezsardz€ vai citds militarizetas
institicijas (autoram neizdevas atrast Latvija tadus pétijumus — pat A. Indriksona
promocijas darba “Komunikacijas prasmes veidoSanas robezsargu profesionalaja

=9

sagatavos$ana” (2017) starpkultiiru kompetence nav minéta).
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INTRODUCTION

Relevance of the research topic. The state border of Latvia is not only the
internal border in the European Union, but also the external border of the EU (with
Russia and Belarus) with a length of 455.6 km, which is 32.5% of the land border
of Latvia (author's calculations based on the data from Kale, Markots, 2021). The
State Border Guard (SBG) of Latvia is one of the institutions of direct
administration under the supervision of the Minister of the Interior, which [SBG]
implements the state border security policy, as well as, in accordance with its
competence, the national immigration policy. The relevance of the topic of the PhD
thesis is justified by the current risks for the security of the state border of Latvia:
illegal border crossing, illegal movement of goods across the border, violations of
the border regime (Latvijas Valsts robezsardze, 2020), against the backdrop of
rapidly advancing technologies, as well as the need to meet internationally defined
requirements for the professionalism of border guards — for example, the
implemented guidelines of the International Aeronautical and Maritime Search and
Rescue Manual (IAMSAR Manual), aviation English proficiency requirements, the
Unified Information System PERSONNAL-Horizon, which is implemented and
started working on the Self-Service Portal (HoP) (Latvijas Valsts robezsardze,
2021a).

In Latvia, the difficult situation in the field of state border security is
characterized by: (1) the declaration of a state of emergency on August 10, 2021 in
Ludza, Kraslava and Augshdaugava counties, as well as in Daugavpils, given the
rapid growth in the number of cases of illegal crossing of the Latvian—Belarusian
border (Latvijas Valsts robezsardze, 2021b); (2) the information published on the
official website of the SBG of Latvia (01/27/2022) that since August 10, 2021, a
total of 5,294 people have been prevented from crossing the state border illegally
(Latvijas Valsts robezsardze, 2022). Latvian border guards are also involved in the
prevention of crimes against the interests of the national economy (Liholaja, 2017).
For example,® on December 30, 2021, in Augshdaugava county, two Latvian
citizens and one non-citizen of Latvia were detained for illegal circulation of
tobacco products, and 100,000 contraband cigarettes with Belarusian excise stamps
were seized. Criminals sometimes use very ‘innovative’ approaches in their
activities — for example, in the above case, cigarettes were previously illegally
moved across the state border from Belarus along the Daugava, floating them

6 The problem is that in Latvia there is no publicly available statistics on the existing risks
in the field of state border security, so the author, justifying the relevance of the topic of the
Ph.D. thesis, should proceed from individual facts, and not from systematic statistics. For
example, on the official website of the Central Statistical Bureau (CSB) of Latvia, the list of
crimes does not include cases of illegal border crossing, cases of illegal movement of goods
across the border or cases of violation of the border regime (Latvijas Republikas Centralas
statistikas parvalde, 2022).
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downstream (Latvijas Valsts robezsardze, 2021c). Border violators are also using
the latest technology — for example, on June 10, 2021, the border guards of the
Piedruja border protecting unit of the Daugavpils territorial divisions of the SBG
of Latvia recorded an unauthorized flight of an unmanned aerial vehicle (so-called
drone) by a Russian citizen in the border zone (Latvijas Valsts robezsardze, 2021d).

The situation with the security of the state border of Latvia has become even
more complicated in 2022. In connection with the mobilization announced in
Russia, a state of emergency has been declared for three months since September
28 in Aluksne, Balvi and Ludza counties, as well as in ports, airports and on
railways (Latvijas Sabiedriskie mediji, 2022).

The Director of the State Chancellery of Latvia notes that “the people of Latvia
expect high-quality services and professional work based on modern methods from
employees of state institutions. To meet this demand, the public administration, as
a socially responsible employer, must invest in the development of human
resources. Investing in existing employees is financially 2—4 times more profitable
than finding and introducing a new employee, and for management positions this
difference exceeds 6 times” (Pavlova, 2019).

According to the data from reports published annually on the website of the
SBG of Latvia, the participation of Latvian border guards in activities aimed at
their professional development has decreased in recent years. Thus, in 2014, the
number of officials who completed advanced training programs at the State Border
Guard College amounted to 1,817 people (with a plan of 597 people) (Latvijas
Valsts robezsardze, 2015), and in 2020 — only 913 people (with a plan of 1,700
people) (Latvijas Valsts robezsardze, 2021a). Although in 2020, 492 more officials
and employees completed advanced training programs in partner institutions’ of
the SBG of Latvia (against the planned 540 people) (Latvijas Valsts robezsardze,
2021a), this is still significantly less than in 2014, and most importantly, less than
planned and expected from Latvian border guards, which indicates their low
motivation for professional development.

Data from reports of the SBG of Latvia also show that the interest of Latvian
border guards in professional development and higher education has hardly
increased in recent years. If in 2014 the number of officials who graduated from
the advanced training program “Border Guard” was 100 people (Latvijas Valsts
robezsardze, 2015), then in 2020 — 90 people (Latvijas Valsts robezsardze, 2021a);
the number of officials who graduated from the 1st level professional higher
education program “Border Guard” in 2014 was 31 people (Latvijas Valsts
robezsardze, 2015), in 2020 — 44 people (Latvijas Valsts robezsardze, 2021a); the
number of officials who graduated from the 2nd level professional higher education

7 National Armed Forces, State Police, School of Public Administration, State Revenue
Service, Office of Citizenship and Migration Affairs, Information Center of the Ministry of
the Interior and others.
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bachelor program “Border Guard” in 2014 was 12 people (Latvijas Valsts
robezsardze, 2015), in 2020 — 19 people (Latvijas Valsts robezsardze, 2021a). As
a result, the distribution of personnel (officials and employees) of the SBG of
Latvia by level of education has not changed since 2014: 43.7% with higher
education versus 56.3% with secondary education in 2014 (Latvijas Valsts
robezsardze, 2015) and 43.5% with higher education versus 56.5% with secondary
education in 2020 (Latvijas Valsts robeZsardze, 2021a).

One of the directions of the work of the SBG of Latvia, which is defined in its
operational strategy for 2020-2022, is “the development of the State Border
Guard’s personnel selection, professional training, advanced training and career.
The purpose of the direction is a unified, modern and efficient personnel
management and recruitment for service (job) in order to provide the institution
with educated, qualified and motivated employees for performing the functions and
tasks defined by the regulations, as well as promote the professional development
of employees and loyalty to the institution, improve and use effectively the
knowledge and skills of the border guards for fulfilling the duties assigned to them”
(Latvijas Valsts robezsardze, 2020). The unified, modern and efficient personnel
management mentioned in the strategy is actively studied in modern scientific
literature and is called sustainable management or sustainable strategic
management (SSM), which is directed towards sustainability (Stead J.G., Stead
W.E., 2014; Galpin, Hebard, 2018; Szymczyk, 2019; Barbosa et al., 2020; Sekhar,
2020). The ability of the educational system to contribute to the achievement of
high economic performance through efficient use of the resources of current and
future generations is subject of sustainable management. In general, sustainable
management is defined as the application of sustainable practices in various fields
in a way that benefits current and future generations (Sekhar, 2020).

The state of the art in the research topic. Due to the specifics (relative
secrecy) of the activities of the State Border Guard, in Latvia (as well as in other
countries of the world) there are practically no scientifically based attempts to study
the work of this service: there is no systematic monitoring of the professional
development of Latvian border guards, various scientifically substantiated models
for sustainable management of the professional development of Latvian border
guards have not been tested, etc.

The only systemic scientific research in the field of professional training of
Latvian border guards can be considered the Ph.D. thesis by A. Indriksons
“Development of Communication Skills in the Professional Training of Border
Guards”, which was defended in 2017 at the Rezekne Academy of Technologies in
the subsector of military pedagogy of the field of pedagogy (Indriksons, 2017). The
purpose of the study was investigating the process of communication in a
militarized educational institution and develop criteria and indicators in order to
formulate the relationships and patterns of the formation of communication skills,
develop a scope of a didactic model for the formation of communication skills in
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the system of professional training of border guards and recommendations for
improving the system of professional training of border guards and the pedagogical
process in the subsector of military pedagogy (Indriksons, 2017). A. Indriksons in
his Ph.D. thesis answered the following research questions: (1) what determines
the specifics of the functioning of a militarized educational institution and how
does this affect communication and learning? (2) how does the relationship and
regularity of the conditions for the formation of communication skills affect the
integration of ‘subject—subject’ communication and relationships in the educational
process in a militarized educational institution with dominant ‘subject—object’
communication and hierarchical relationships?

Despite the fact that the above study was conducted in the framework of
pedagogy, and not management science, it provides a very important
methodological guideline for studying the sustainable management of the
professional development of Latvian border guards. It includes recognition and
emphasis on the objective hierarchical essence of relationships in the SBG of
Latvia, which determines the specifics of this area, unlike other areas of
employment. This objectively existing hierarchy of relationships (and even a
certain authoritarianism) in the SBG of Latvia — for example, the need for an acting
instructor to receive a referral for admission to the State Border Guard College —
the author will consider during his own research.

The object of the study within the Ph.D. thesis: professional development of
Latvian border guards (officers and instructors) serving in various territorial
divisions of the SBG of Latvia.®

The subject of the study within the Ph.D. thesis: sustainable management of
the professional development of Latvian border guards.

The hypothesis of the study within the Ph.D. thesis: the object of sustainable
management of the professional development in the SBG of Latvia is the
attractiveness of jobs, which determines the level of professional development of
employees.

The purpose of the Ph.D. thesis: to study sustainable management of the
professional development of border guards serving in various territorial divisions
of the SBG of Latvia, against the background of the general situation with the
professional development of employees and its sustainable management in the
world, in the EU and in Latvia.

In accordance with the purpose, the following tasks of the Ph.D. thesis are set:
(1) development of a conceptual framework for a study, i.e. theoretical and
methodological aspects of studying sustainable management of the professional
development of employees, including:

8 In particular, Ludza division (headed by the author) and Daugavpils division (which is
similar to Ludza division in terms of size, capacity and specifics of work) of the SBG of
Latvia are compared.
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- analysis of the professional development of employees as a part of lifelong
learning;

- conceptualizing sustainable management of the professional development of
employees in the framework of the economic paradigm;

- development of a methodology that will be used further for the empirical study
of sustainable management of the professional development of Latvian border
guards;

(2) analysis of the situation with the professional development of employees and
its sustainable management in the world, in the European Union and in Latvia,
including:

- study of the role of professional development of employees in the economic
performance of the modern world countries;

- analysis of the experience of using the Sustainability Index as sustainable
management tool in Latvia;

(3) an empirical assessment of the Latvian border guards’ professional
development and its sustainable management, including:

- analysis of the work environment of the SBG of Latvia, which [working
environment] forms the context for sustainable management of the professional
development of Latvian border guards;

- assessment of the level of professional development of the Latvian border guards
in relation to the attractiveness of jobs;

- identification of an optimal approach to sustainable management of the
professional development of Latvian border guards.

Methods used in the Ph.D. thesis: the general scientific methods, both
theoretical and empirical, as well as special methods of econometric and
management sciences are used in the Ph.D. thesis.

General scientific theoretical methods: monographic method, method of logical
analysis, method of synthesis, methods of deduction and induction for systemic
analysis of the object of study, as well as for the development of a conceptual
framework and research methodology.

General scientific empirical methods: content analysis for investigating the
work environment of the SBG of Latvia, regression analysis for assessing the level
of professional development of the Latvian border guards in relation to the
attractiveness of jobs (to establish a causal relationships, and not just a correlative
ones), the method of comparison of means defining the statistical significance of
differences with p-value for comparing the level of professional development of
employees and the attractiveness of jobs in the territorial divisions of the SBG of
Latvia, as well as for studying role of the professional development of employees
in the economic performance of the modern world countries (for the latter,
correlation analysis and discriminant analysis are also used); sociological survey
method for the empirical assessment of Latvian border guards’ work-related
values, their professional development and its sustainable management.
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Special econometric and managerial methods: SWOT analysis based on
experts’ assessments for identifying the strengths, weaknesses, opportunities and
threats of the work environment in the SBG of Latvia; Analytical Hierarchy
Process (AHP method) for identifying an optimal approach to sustainable
management of the professional development of Latvian border guards; variation
analysis for studying regional variation of the average monthly gross salary of
employees in the Latvian economy and its sector “Public Administration and
Protection, Compulsory Social Insurance”; the model of competence developed by
N. Amundson for assessing the level of professional development of employees.

Materials and empirical data used in implementing the tasks of the Ph.D.
thesis:

- Sustainable Development Strategy of Latvia until 2030;

- Operational Strategy of the SBG of Latvia for 2020-2022;

- public reports of the SBG of Latvia with statistical and financial data;

- scientific publications, PhD theses devoted to the research topic;

- publications and interviews of the leaders of the SBG of Latvia in the media;

- open access databases (for example, G. Hofstede’s database on cultural
dimensions of the world’s countries);

- secondary empirical data for 20182020 from the Business School’s for the
World (INSEAD) annual reports on the Global Talent Competitiveness Index®
(GTCI) in more than 100 countries of the world (including all EU countries);

- primary empirical data of a sociological survey of Latvian border guards (officers
and instructors), which the author conducted in 2022 in Ludza and Daugavpils
divisions of the SBG of Latvia, interviewing 182'° border guards to assess their
level of the professional development in relation to the attractiveness of jobs and
166 border guards — to calculate indicators of cultural dimensions by G. Hofstede;
- primary empirical data of an expert survey of officers of the SBG of Latvia, which
the author conducted in 2022 in Ludza, Daugavpils and Vilyaka divisions,
interviewing 7 experts-officers (with work experience in the SBG of Latvia from
22 to 29 years) in order to assess different approaches to the sustainable
management of the professional development of Latvian border guards.

Software used to process quantitative empirical data:

- IBM SPSS Statistics v.22 (Win32);
- Microsoft Excel.

Conceptual framework of the Ph.D. thesis. In this study, the professional

development of employees is conceptually included in lifelong learning, which is

9 Lifelong learning and one of its indicators ‘Professional development of employees’ are
components of the Global Talent Competitiveness Index (Business School for the World
(INSEAD) et al., 2018, 2019, 2020).

10 «“The minimum sample size for a social science study should be 30-200 people” (Kish,
1965).
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actively studied both in Latvia (B. Rivzha, A. Sannikova, M. Petersone and others)
and around the world (F. Galindo-Rueda, A. Vignoles, A.Jenkins, A.Wolf,
S. Seryakova, V. Kravchenko and others). In turn, the conceptual understanding of
sustainable management is based on a Triple Bottom Line (economic, social and
environmental sustainability) (J.G. Stead, W.E. Stead, Sh. Bonini, S. Swartz,
T. Galpin, J.Hebard, S. Suriyankietkaew, Ph. Petison), which the author
supplemented with two more dimensions — cultural and political, turning it into a
Quintuple Bottom Line (K. Szymczyk), which includes economic, social,
environmental, cultural and political dimensions.

The main terms of the study are the professional development of employees,
the sustainable management and the attractiveness of jobs. The professional
development of employees is conceptually understood as a part of lifelong learning,
and empirically — as a component ‘Professional development of employees’ of the
Global Talent Competitiveness Index (GTCI) for its assessment at the macro level
(Business School for the World (INSEAD) et al., 2018, 2019, 2020) and as the
overall competence of employees (the model of competence developed by N.
Amundson (Amundsons, 2016)) for assessing the level of professional
development of Latvian border guards at the micro level. The term of sustainable
management is defined as a new type of real management that considers the long-
term impact of the organization's activities on the economy, ecology, social sphere,
culture and politics (Stead J.G., Stead W.E., 2014). Furthermore, all five aspects of
sustainable management must be institutionalized, i.e. included in the internal
components of the strategic management of the organization. In turn, the
attractiveness of jobs is a subjective phenomenon based on the assessment of
employees and applicants when considering the opportunity to work in the
organization and empirically interpreted with ten factors (safety, place,
relationships, recognition, contribution, work suitability, flexibility, learning,
responsibility, innovation), according to the technique by N.Amundson,
M. Corbiere (M. Corbiére) and V. Neduha (Amundsons, 2016).

Research methodology of sustainable management of the professional
development of Latvian border guards, developed by the author, includes:

- the technique for analyzing the work environment of the SBG of Latvia (Section
1.3.1), which is based on the method of SWOT analysis of five dimensions of the
working environment;

- the technique for assessing the level of professional development of employees
in relation to the attractiveness of jobs (Section 1.3.2), which is based on the
method of sociological survey of Latvian border guards;

- the technique for identifying the optimal approach to sustainable management of
the professional development of Latvian border guards (see section 1.3.3), which
is based on the Analytical Hierarchy Process (AHP method).

Limitations of the study. The empirical study covers two territorial divisions
of the SBG of Latvia: Ludza and Daugavpils divisions. Therefore, the results of the
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empirical study do not apply to the entire SBG of Latvia, but to a certain part of it,
namely, to those Latvian border guards (officers and instructors) who serve, firstly,
on the land border, and, secondly, on the external eastern border of the EU. In the
current geopolitical conditions, both of these aspects have both a special
importance and their own specificity.

The Ph.D. thesis consists of an introduction, three parts (one theoretical and
methodological and two empirical) and an ending.

The first part of the Ph.D. thesis analyzes the professional development of
employees as a part of lifelong learning, develops the conceptual framework for
sustainable management of the professional development of employees within the
economic paradigm and the research methodology, which will be used in the
empirical study of sustainable management of the professional development of
employees, is developed.

The second part of the Ph.D. thesis discusses the role of professional
development of employees in the economic performance of the modern world
countries (which is a background for the professional development of Latvian
border guards, since border guards are also employees) and analyzes the experience
of using the Sustainability Index as sustainable management tool in Latvia.

The third part of the Ph.D. thesis analyzes the work environment of the SBG of
Latvia, which [the work environment] forms the context for sustainable
management of the professional development of Latvian border guards, assesses
the level of professional development of Latvian border guards in relation to the
attractiveness of jobs and identifies an optimal approach to sustainable
management of the professional development of Latvian border guards.

The ending of the Ph.D. thesis formulates the main provisions and results of
the study, conclusions and problems and develops possible solutions of the
problems.

Scientific novelty of the Ph.D. thesis:

- a conceptual framework for the study of sustainable management of the
professional development of employees has been worked out;

- two additional aspects of sustainable management, cultural and political, have
been proposed and analyzed;

- a comprehensive methodology for the study of sustainable management of
professional development of employees has been developed,;

- scientifically substantiated study of the work environment in the SBG of Latvia
has been realized;

- anew concept of working unit (job + employee), which could become a new term
of management science, has been defined.

Practical significance of the Ph.D. thesis:

- the developed methodology can be used at any institution for sustainable
management of the professional development of employees;
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- a survey tools (questionnaires) adapted to the specifics of the border guard can be
used for future research;

- the identified optimal approach to sustainable management of the professional
development of Latvian border guards can be used in the management practice of
the SBG of Latvia;

- the developed recommendations can be considered when writing next public
reports of the SBG of Latvia.

Research design. The Ph.D. thesis begins with the development of its
conceptual framework, i.e. the theoretical and methodological basis of the study,
which [basis] includes the analysis of the professional development of employees
as a component of lifelong learning, the conceptualization of sustainable
management of the professional development of employees within the economic
paradigm, as well as the development of research methodology.

Next follows the study of the role of professional development of employees in
the economic performance of the modern world’s countries and the analysis of the
experience of using the Sustainability Index as a management tool in Latvia. This
is a macro and meso background, against which sustainable management of the
professional development of Latvian border guards is realized.

The study is ended by the empirical assessment of sustainable management of
the professional development of Latvian border guards (micro level), which
[assessment] includes the analysis of the work environment of the SBG of Latvia,
the assessment of the level of professional development of Latvian border guards
in relation to the attractiveness of jobs and identification of a more optimal
approach to sustainable management of the professional development of Latvian
border guards.

Statements are presented for defense:

(1) the state of lifelong learning in general and the level of professional
development of employees in particular is not only a factor, but also an indicator
of the economic performance of the modern world’s countries;

(2) a learning society is definitely considered a path to a competitive country with
a high economic performance, but Latvia is not such a society;

(3) the work environment in the SBG of Latvia cannot be unambiguously
characterized as a context favorable for sustainable management of the professional
development of border guards;

(4) the optimal approach in sustainable management of the professional
development of Latvian border guards is to directly promote the professional
development of employees, and not through the attractiveness of jobs.
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1. THEORETICAL AND METHODOLOGICAL BASIS
FOR THE STUDY OF SUSTAINABLE MANAGEMENT OF
THE PROFESSIONAL DEVELOPMENT OF EMPLOYEES

The main objective of this part is to develop a conceptual framework for the
Ph.D. thesis, i.e. theoretical and methodological basis for the study of sustainable
management of professional development of employees. The first section will
analyze the professional development of employees as a part of the concept of
lifelong learning. The second section will develop the conceptual framework for
sustainable management of the professional development of employees within the
economic paradigm. In the third section, a research methodology will be
developed, which will be further used in the study of sustainable management of
the professional development of Latvian border guards.

1.1. Professional development of employees
as a part of the concept of lifelong learning

In scientific literature, the professional development of employees is
conceptually understood as a part of lifelong learning (Bersin, Zao-Sanders, 2019;
Beqiri, Mazreku, 2020). The actualization of lifelong education in the world was
determined by the increasing role of education in the economy, which was caused
by a change in the world economic model in the 21st century, the transition from
an industrial economy to a knowledge economy (Boronenko, 2007; Rivza, 2018).
The concept of lifelong learning is based on the continued development (both
professional and personal) of a person even after graduation, since the acquired
knowledge quickly becomes obsolete (Su, 2007).

Some scholars emphasize that lifelong learning is important to meet the
growing demand of the labor market for new skills of employees (Galindo-Rueda
et al., 2003). In order to get an education, at present it is no longer necessary to fit
into certain age or stage limits of life, education is economically necessary
throughout life and has become an integral part of it (36opoBckuii, AM6apoBa,
2020). Consequently, a new term appears in the Latvian terminological space —
‘learning society’ (Valsts valodas centrs et al., 2022b), the development of which
[learning society] is facilitated by three main factors: an information society, a
scientific and technological environment and the internationalization of the
economy (European Commission (EC), 1995). The concept of learning society has
been studied and actively used in the international scientific space for a relatively
long time (Hutchins, 1968; Husen, 1974; Edwards et al., 1995; Jarvis, 2000, 2006;
Welton, 2005; Su, 2007; Popescu, 2011; Tindemans, Dekocke, 2020; Cepsikona,
Kpasuenko, 2020; Sungsup et al., 2021; Pasen, 2021), but is hardly used in Latvia
(at least in Latvian).
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Most researchers working in the field of lifelong learning theoretically consider
the learning society as an undoubted factor in the development of both the
employees themselves and the organizations in which they work, as well as society
and the economy as a whole.

It is now recognized that what really separates developed countries from less
developed ones is not only a resource or technology gap, but also a knowledge gap.
In fact, the growth of less developed countries is largely determined by the speed
at which they close this gap (Stiglitz et al., 2014). Therefore, the social scientists
are faced with the following research question: if the answer is lifelong learning,
then what is the problem?

According to the author of the Ph.D. thesis, the main problem (which, in turn,
may point to other hidden problems) is that, according to the empirical data of the
OECD, many OECD countries are still not learning societies, especially when it
comes to the share of their employed population who would need to learn the most
— for low-skilled employees (Figure 1).

Figure 1
Participation of the working population in professional development
in selected OECD countries,*
all employees and low-skilled employees, %, 2019
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* The OECD mean is 41% for all employees and 18% for low-skilled employees.
Source: Organization for Economic Cooperation and Development (OECD), 2019.
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In the world scientific literature (mainly European and North American (Kyndt,
Baert, 2013; Boeren, 2016; Webb et al., 2019)), as well as in declarations and
analytical reports of international institutions and organizations — the European
Commission, OECD, UNESCO (European Commission (EC), 2000; United
Nations Educational, Scientific and Cultural Organization (UNESCO), 2015a,
2015b, 2016; Organization for Economic Cooperation and Development (OECD),
2019), there is a consensus in relation to the concept of lifelong learning, which is
based on three principles: (1) the student takes a central position; (2) learning is
focused on transitional situations and processes; (3) learning takes place in
different forms and contexts. It is especially emphasized that people can learn
throughout their lives in different contexts and conditions — not only in school, but
also on the job (Organization for Economic Cooperation and Development
(OECD), 2019).

The author considers the indicators of lifelong learning and professional
development of employees from the Global Talent Competitiveness Index (GTCI),
developed by the Business School for the World, to be the most suitable tool for
empirical assessment of the professional development of employees at the macro
level (Business School for the World (INSEAD) et al., 2017).

The conceptual essence of the GTCI is that the countries of the modern
world compete with each other in the global economic space, enabling,
attracting, growing and retaining talents that contribute to national
competitiveness and economic performance (Business School for the World
(INSEAD) et al., 2017). In turn, lifelong learning is considered a component of the
GTCI ‘Grow talents’ sub-index (along with formal education and access to
growth opportunities), which measures the ability of the world’s countries to
‘produce’ talents in their territory, instead of attracting them from outside.
Lifelong learning has three components, including the professional development of
employees, which is measured on a scale from 1 (not at all) to 7 (to a great extent),
with experts answering the question: “To what extent do companies in your country
invest in training and employee development?” (Business School for the World
(INSEAD) et al., 2018, 2019, 2020).

Thus, with the help of the GTCI it is possible to link the conceptual
understanding of sustainable management of the professional development of
employees, as well as the country’s competitiveness and economic performance,
on the one hand, and empirical observations in this area, on the other hand, and this
will be done in this Ph.D. thesis in Section 2.1 within the empirical assessment of
the role of professional development of employees in the economic performance
of the modern world’s countries.
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1.2. Conceptual framework for sustainable management
of the professional development of employees

According to a study by the Canadian International Institute for Sustainable
Development, “in the past, human sustainability was taken for granted and not a
direct goal. This must have been a ulterior motive, as no human society has ever
consciously promoted its own unsustainability. Global development trends now
focus on sustainability as a clear, direct goal. However, the very concept of
sustainability, in order to make it functional, must be transformed into practical
aspects of the real world. We must be able to recognize the presence or absence of
sustainability or threats to sustainability in the systems we observe. We need
appropriate indicators to tell us where we are in relation to sustainability as a goal”
(Bossel, 1999). For sustainable management of the professional development of
employees, this means that some system of reference is needed to distinguish
sustainable management from unsustainable one.

In recent decades, in the international scientific space, there has been an
evolution of management concepts towards sustainable strategic management
(Stead J.G., Stead W.E., 2014; Galpin, Hebard, 2018; Szymczyk, 2019;
Suriyankietkaew, Petison, 2020; Barbosa et al., 2020; Garner, 2021), and the main
characteristic of modern management is its sustainable nature and focus directly on
achieving the goal of sustainability. But the goal of sustainability transcends the
strategic goals adopted in management science in recent decades. Thus, the
evolution of concepts related to management took place as follows: strategic
planning — strategic management — strategic management of sustainability or
strategic management approach to sustainability or strategic management for
sustainability — sustainable strategic management — sustainable management.

Currently, the emphasis is on integrating environmental issues into the
activities of the organization and considering the interests of society. That is why
strategic management must combine economic aspects with environmental and
social ones, thinking about future generations. Changing the approach from
strategic management to sustainable strategic management means implementing
management strategies that protect natural resources, reduce the harmful impact of
companies on the environment and take care of current and future generations. The
new concept of sustainable management combines strategic management, social
responsibility and sustainable development (Szymczyk, 2019). However, the
author considers the understanding of sustainable management based on the triple
principle (economic, social and environmental sustainability) to be rather outdated
(Stead J.G., Stead W.E., 2014; Bonini, Swartz, 2014; Galpin, Hebard, 2018;
Suriyankietkaew, Petison, 2020).

The author believes that when implementing sustainable management in
modern conditions, it is necessary to consider at least two more dimensions:
cultural and political. Thus, sustainable management today should be based not on
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three, but on five dimensions (Quintuple Bottom Line), including economic, social,
environmental, cultural and political ones, although initially “the development and
assessment of organizational goals and strategies towards sustainable development
arose from the needs of the natural ecosystem” (Szymczyk, 2019). Modern
researchers formulate the main task and even the mission of sustainable
management as “creating a culture of sustainability in management” (Galpin et al.,
2015). Organizations must be able to respond to external sustainability drivers by
incorporating sustainability into their internal components of strategic management
(Galpin, Hebard, 2018).

The author believes that one of the most important elements in achieving
sustainable management is its institutionalization, i.e. those organizations that have
created governance structures related to sustainability, as well as developed
sustainable development programs, can be called sustainably managed (Bonini,
Swartz, 2014). These governance structures, which are based on sustainable
development programs, practically implement the consistent principles of
sustainable management, so that sustainability is included in the internal
components of the strategic management of the organization. Worldwide, more
than $13 trillion is invested in assets managed in accordance with the principles of
sustainable management (Global Sustainable Investment Alliance, 2013).

Thus, sustainable management is not only a new way of thinking about your
organization’s strategic role in the wider society and ecosystem in the present and
future, but also a new way of actually managing, considering the long-term impact
of the activities of organizations in the field of economy, ecology, social sphere,
culture and politics (Stead J.G., Stead W.E., 2014), i.e. already mentioned
Quintuple Bottom Line.

To be truly successful, sustainability efforts must become an organization’s
priority with the direct support of management, which is not an easy task. Less than
half of companies / organizations executives surveyed in the so-called McKinsey
Report study believe that their companies / organizations do not have a philosophy
of sustainability that permeates their day-to-day activities, despite the fact that
sustainability is considered the highest priority in their companies / organizations.
The survey data also shows that because less than 5% of companies / organizations
provide financial support or offer career incentives for sustainability, people may
not see sustainability as a career path. Sustainability is a ‘long road’ and research
shows that this fact needs to be considered (Bonini, Swartz, 2014).

In the Operational Strategy of the SBG of Latvia for 2020-2022, five strategic
priorities are defined (Latvijas Valsts robezsardze, 2020). Further in the Strategy,
as well as in the public reports of the SBG of Latvia, the goals and directions of the
SBG are defined, as well as the implemented budget program is described. But
neither the Strategy itself nor the annual public reports even mention the term
‘sustainability’, let alone its five dimensions: economic, environmental, social,
cultural and political. At the same time, the Strategy is designed for only three
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years, which is by no means a long-term (and even medium-term) period. In the
organizational structure of the SBG of Latvia, sustainability is also not
institutionalized, i.e. governance structures related to sustainability have not been
established.

In the global scientific space, there are two paradigms that try to justify the
sustainable management of the professional development of employees through
their involvement in the process of lifelong learning. The first and dominant one,
the economic paradigm, is focused on competitiveness in a rapidly changing
knowledge society, where achieving sustainability also has a significant financial
impact (Dahlman et al., 2007; Bonini, Swartz, 2014). The second, the humanistic
paradigm, states that the ideal of development is a civil, socially integrated society
(United Nations Educational, Scientific and Cultural Organization (UNESCO),
2015b).

Figure 2 schematically shows the conceptual understanding of sustainable
management of the professional development of employees within the economic
paradigm, which [understanding] is based on the following provisions:

(1) the ultimate goal of sustainable management of the professional development
of employees is a competitive country with high economic performance. Rationale:
at the European Council meeting in Lisbon in March 2000, the Heads of State and
Government recognized that “the European Union is facing a paradigm shift in
development brought about by globalization and the new knowledge economy”
and set a major strategic goal for the EU: “to become the most competitive and
dynamic knowledge-based economy in the world, capable of delivering sustainable
economic growth with more and better jobs and greater social cohesion” (European
Union, 2006);

(2) the mechanism for achieving the ultimate goal of sustainable management of
the professional development of employees is a learning society that works in
attractive jobs. Rationale: the people-centred approach of the Centenary
Declaration calls for building the capacity of all people and labor institutions, and
promoting inclusive and sustainable economic growth, full and productive
employment and decent work for all (International Labor Organization (ILO),
2021); as noted by researchers Yu. Arkhipova (fO. Apxunosa) and K. Zykova
(K. 3uixosa), the attractiveness of jobs is determined by the assessment given by
employees and job seekers when considering the possibility of working in an
organization. This assessment is based on the possibility of self-realization and the
achievement of a high level of social and personal well-being in the relevant job,
as well as career prospects (Apxumosa, 3sikoBa, 2015);
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Figure 2
Conceptual understanding of sustainable management
of the professional development of employees within the economic paradigm

ULTIMATE GOAL.:
a competitive country
with high economic performance

MECHANISM FOR ACHIEVING THE FINAL GOAL:
a learning society that works in attractive jobs

TASKS OF SUSTAINABLE MANAGEMENT
OF THE PROFESSIONAL DEVELOPMENT OF EMPLOYEES:

motivate employees provide align supply and integrate
for professional opportunities demand for employee
development for professional professional professional
throughout their development development development into
working lives services daily workflow

N | /S

TOOLS FOR FULFILLING THE TASKS OF SUSTAINABLE MANAGEMENT
OF THE PROFESSIONAL DEVELOPMENT OF EMPLOYEES:

(1) the contribution of the employees themselves
(2) the contribution of enterprises of the private sector
(3) the contribution of institutions and organizations of the public sectors
(4) the contribution of the international funds and organizations

Source: elaborated by the author based on European Union, 2006; Apxurnosa, 3sikoBa, 2015;
Webb et al., 2019; Tindemans, Dekocke, 2020; International Labour Organization (ILO),
2021.
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(3) to achieve the ultimate goal, the main tasks of sustainable management of the
professional development of employees are formulated, including motivating
employees for professional development throughout their working life, ensuring
the availability of opportunities for the professional development of employees,
matching demand and providing professional development services, integrating the
professional development of employees into the daily workflow (Tindemans,
Dekocke, 2020);

(4) in turn, the tools for fulfilling the tasks of sustainable management of the
professional development of employees include the contribution of the employees
themselves, the private and public sectors, as well as international funds and
organizations.

In the conception shown in Figure 2, the central place in achieving the final
goal is given to the employees themselves, since “the person himself / herself
learns, and learning begins directly with him / her. Furthermore, learning can only
be successful if the learner is intrinsically motivated” (Tindemans, Decoquet,
2020).

1.3. Research methodology for sustainable management
of the professional development of Latvian border guards

1.3.1. Technique for analyzing the work environment of the State Border
Guard of Latvia

In order to analyze in depth and comprehensively the various aspects of the
sustainable management of the professional development of Latvian border guards,
it is necessary to study the work environment of the SBG of Latvia, which [the
working environment] forms the context for sustainable management of the
professional development of Latvian border guards. Within this Ph.D. thesis, the
study of the work environment of the SBG of Latvia is methodologically based on
five dimensions (Quintuple Bottom Line): economic, environmental, social,
cultural and political, which are external and internal factors affecting the working
environment (Figure 3).
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Figure 3
Systemic description of the work environment of the SBG of Latvia
as an object of the study

External The work Internal
factors of N environment of < factors of
the work the SBG of the work
environment Latvia environment
Opportunities for developing Strengths of
the work environment the work environment
of the SBG of Latvia of the SBG of Latvia
Threats to Weaknesses of
the work environment the work environment
of the SBG of Latvia of the SBG of Latvia

Source: elaborated by the author.

As a result of the impact of external and internal factors, the strengths and
weaknesses of the work environment of the SBG of Latvia, as well as opportunities
for its development and threats, are formed, which will be determined by the
SWOT analysis based on the assessments of the involved experts (Table 2).

In each of the five dimensions, the work environment of the SBG of Latvia will
be studied using the sources of information and methods of data analysis described
in Table 1.

Section 3.1 of this Ph.D. thesis is dedicated to presenting and discussing the
findings of the study of the work environment of the SBG of Latvia and includes
an analysis of five dimensions of the work environment of the SBG as a context
for sustainable management of the professional development of Latvian border
guards.
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Table 1

Sources of information and methods of data analysis
for the study of the work environment of the SBG of Latvia

health and safety,
professional
development

Dimensions of Characteristics Sources Methods
the working of of of
environment dimensions information data analysis
Economic Financial resources | Public reports of the Descriptive analysis
dimension and their use, SBG of Latvia, expert | of the situation,
material value opinions, publications | content analysis
and condition in the media and of publications,
of the technical scientific publications, | comparison of
infrastructure statistical and statistical / financial
financial data data in dynamics
Social Human resources, Public reports of the Statistical data
dimension employees’ SBG of Latvia, expert | analysis, descriptive

assessments,
publications in the
media and scientific
publications,
statistical data

analysis, analysis of
expert assessments
and content analysis
of publications

Environmental

Environmental

Public reports of the

Descriptive

political education
and staff training

dimension impact of technical | SBG of Latvia, analysis, analysis of
infrastructure expert opinions, expert assessments
publications in the a?d Cglr?te”.t analysis
media and scientific | ©' PuPlications
publications
Cultural Organizational Data from sociological | Assessment of
dimension culture, beliefsand | surveys of employees, | societal culture
values of expert assessments, using G. Hofstede's
employees publications in the Value Module
media and scientific (questionnaire)
publications, VSM 2013 and
statistical data comparison method
Political Implemented Public reports of the Descriptive
dimension political initiatives, | SBG of Latvia, expert | analysis, analysis of

assessments,
publications in the
media and scientific
publications

expert assessments
and content analysis
of publications

Source: elaborated by the author.

11 Open access Value Module (questionnaire) VSM 2013, developed by G. Hofstede,
translated into Latvian, can be downloaded from the Internet resource of G. Hofstede

(Hofstede, 2013).
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Expert group of the SBG of Latvia

Table 2

for the implementation of the SWOT analysis and AHP method*

Education: Work experience, Position
Experts years:
degree field in the in
SBG of | current
Latvia position
Expert 1 | Master Law; Public | 27 2 Head of Ludza
degree management division of the SBG
Expert 2 | Master Pedagogy 24 2 Deputy Head of Ludza
degree division of the SBG
(border control and
immigration issues)
Expert 3 | Master Law 22 1 Deputy Head of Ludza
degree division of the SBG
(Head of the Criminal
Investigation Service)
Expert4 | Master Pedagogy 29 11 Head of Daugavpils
degree and division of the SBG
educational
science
Expert5 | Master Law 24 8 Deputy Head of
degree Daugavpils division of
the SBG (Head of the
Criminal Investigation
Service)
Expert 6 | Bachelor Law 29 1 Head of Vilyaka
degree division of the SBG
Expert 7 | European | Strategic 22 1 Deputy Head of
master border Vilyaka division of
degree management the SBG (border
control and
immigration issues)

* AHP method will be used for identifying the optimal approach to sustainable management
of the professional development of Latvian border guards.
Source: elaborated by the author.

1.3.2. Technique for assessing the level of professional development of
employees in relation to the attractiveness of jobs

This study will measure the level of professional development of Latvian
border guards, methodologically based on the model of competence (Amundsons,
2016), which consists of eight components. This is based on a study by Professor M.
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Ritook (M. Ritodk) of Eétvés Lorand University (ELTE) in Hungary (Ritook et al.,
1993). The following table names and briefly describes the main components of

this model.

Table 3

Description of the components of the tool for measuring the level of
professional development of employees — the model of competence*

No. Name of the

Description of the component

component
1. Purpose- A clear sense of direction and purpose creates motivation,
fulness determination, and initiative. People are ready to commit
themselves fully to a task when they realize the value of what
they are doing and see that they can make a positive
contribution. The employee must formulate a personal core
mission that reflects his overall understanding of the goal.
This foundation will enable the employee to deal honestly and
confidently with personal and organizational challenges.
2. Problem An employee needs good problem-solving skills. These
solving include the ability to obtain information from a variety of

sources, evaluate all aspects of a problem, think creatively,
make sound judgment, and create effective action plans.
People who know how to solve problems keep a clear mind
even in difficult situations. The complexity of problems in the
border guard has grown rapidly in recent years, and the ability
to solve problems has become very necessary.

3. Communi-
cation skills

The ability to communicate effectively with people
(colleagues, persons crossing he border, public persons) is a
cornerstone of border guard competence. Through
communication skills, people express their ideas to each other
(verbally, non-verbally, in writing) and incorporate the ideas
of others into their point of view. Skilled communicators are
able to both convey understanding and motivate others to take
action.

4. | Theoretical
knowledge

To acquire and improve modern theoretical knowledge, it is
necessary to study much more than only in the traditional
period of professional training. The need for lifelong learning
has become a reality, and employees must be prepared to
participate in various educational activities (seminars,
conferences, courses, training programs, literature reviewing)
to keep up with the times. Knowledge acquisition also
requires an efficient and easily accessible system for obtaining
and organizing information.

5. Practical
knowledge

To put the theory into practice, the employee must find
practical situations in which this can be implemented. This
hands-on experience should be structured to include elements
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of security, relevance, complexity and critical reflection. In a
safe environment, an employee should be free to take risks,
make mistakes and develop innovative ideas within this
process. Meaningfulness is important because it is related to
the aforementioned sense of purpose. The challenge will
encourage the employee to set high standards and move closer
to their limits. Finally, critical thinking is essential for
learning to produce the best results and greater flexibility.

6. Organiza- Surrounding organizational structures require the ability to act
tional within the system to achieve results. The employee must
adaptability understand both the written and unwritten laws by which

organizations operate, and be able to (honestly) use this
knowledge to achieve his / her goals. This requires flexibility,
a positive attitude towards change, and a willingness to work
together with colleagues and superiors. People who are strong
in this area are able to change their attitude to problems and
make “everything happen”.

7. Human A very important trait of a border guard is the ability to build
relations and maintain positive relationships. Being effective in your
work means building relationships with people at different
levels. The employee must believe that people are important
and must confirm this importance with their actions. Building
positive relationships also includes knowing how to ask for
and receive feedback from others and how to give
constructive feedback yourself. Building strong support
networks also contributes to improved performance.

8. Self- Self-confidence comes from experience, support, constructive
confidence feedback, success, self-awareness and a willingness to move
forward. To gain competence, an employee must feel
confident in their ability to initiate activities and take risks.
The employee must find the strength to learn from mistakes
and the motivation not to retreat in the face of difficulties.
This confidence often leads to leadership, mentoring and
coaching opportunities.

* In formulations of the assessed statements (5 statements for each component), the model
is adapted to the specifics of the border guard.

Source: compiled by the author after Amundsons, 2016.

In the course of a sociological survey, Latvian border guards will be asked to
assess each of the statements that characterize their competence on a scale from 5
(excellent) to 1 (unsatisfactory). Then the numerical value of each competence and
the level of professional development (=overall competence) will be determined as
the arithmetic mean of the assessments of the corresponding statements.

The level of physical development of border guards is not included in the model
of competence due to the fact that within this model, employees (border guards in
this Ph.D. thesis) conduct a subjective self-assessment of their professional
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competencies, although their level of physical development is assessed objectively,
based on the standards adopted on May 28, 2013 by the Cabinet of Ministers in the
framework of the Regulation No. 288 “Requirements for the level of physical
development of officials with special service ranks in institutions of the system of
the Ministry of the Interior and in Latvian Prison Administration”. Requirements
for the level of physical development are differentiated by age and gender groups
(Latvijas Republikas Ministru kabinets, 2013).

Within this Ph.D. thesis, the level of professional development of Latvian
border guards will be assessed in relation to the attractiveness of jobs, since in the
previous conceptual section of the Ph.D. thesis the learning society that works in
attractive jobs is considered as a mechanism for achieving the ultimate goal of
sustainable management of the professional development of employees (a
competitive country with high economic performance) (Figure 2 in Section 1.2).

The following table offers a description of the object of sustainable
management of the professional development of employees — the attractiveness of
jobs — in any company / organization, which [the attractiveness of jobs], according
to the hypothesis of this Ph.D. thesis, determines the level of professional
development of employees of the SBG of Latvia. Following the methodology
developed by N. Amundson, M. Corbiere and V. Neduha (Amundson, 2016), also
in this study, the attractiveness of jobs is empirically interpreted using ten factors
(Table 4).

Table 4
Factors of the attractiveness of jobs — the object of sustainable management
of the professional development of employees

No. Name of Description of the factor
the factor
1. | Safety Safety and stability are important; this applies to financial and

physical safety as well as job stability. Everyone needs a
certain level of financial safety, but for some people it is one of
the most important factors when choosing a job.

2. | Place Some people are willing to travel a certain distance to get to
work, but for others it is important that the work is close to
home, family, kindergarden or school, friends or shops. When
considering a possible job, these individuals will consider
location as the most important factor.

3. | Relationships | In assessing the attractiveness of a job, interpersonal
relationships are important. For some people, relationships with
colleagues and supervisors are one of the most important
aspects when choosing a job.
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4. | Recognition As social beings, people need to be valued, recognized, and
understood that their work is important. In addition to direct
expressions of recognition, there is also indirect recognition,
such as the attitude of others, determined by work in a company
or organization with a good reputation.

5. | Contribution For many people, it is important that they do meaningful work
that is ethical, meaningful and beneficial to the world. This
focus increases energy and enthusiasm for the work ahead.

6. | Work Compliance of work with individual skills, interests and values;
suitability can greatly affect job satisfaction.
7. | Flexibility Flexibility includes the ability to achieve the balance between

work and personal life, flexible working hours, the ability to
balance work and family responsibilities (eg childcare), take
vacations, pursue professional development and use an
individualized bonus system.

8. | Learning The constant opportunity to learn by completing challenging
tasks can be both motivating and fun. Some people have a
strong need for intellectual stimulation and continuous skill
development.

9. | Responsibility | Most people enjoy being entrusted with a project or
responsibility that allows them to make decisions on their own.
Some are motivated by greater responsibility and strive to get
the job done with minimal outside interference.

10. | Innovation Many people want to engage in activities where they create
something new. There are people for whom the ability to solve
complex problems and demonstrate innovation and creativity is
one of the most important factors when choosing a job.
Source: compiled by the author after Amundsons, 2016.

During the survey, respondents will evaluate each statement describing the
factors of the attractiveness of jobs, according to two parameters (on a scale from
1 — the least to 5 — the most): (1) How important is this for you when choosing a
job? (2) Is this possible at your current job? Thus, each of the forty statements will
be evaluated by one number in the range from 1 to 25.

Next, the numerical value of each of the ten factors of the attractiveness of jobs
will be calculated as the arithmetic mean of the estimates of the corresponding
statements (each factor has four statements). In turn, the overall attractiveness of
the job will be calculated as the arithmetic mean of the estimates of ten
attractiveness factors — safety, place, relationships, recognition, contribution, work
suitability, flexibility, learning, responsibility, innovation. As a result, it will be
found to what extent (from the respondents’ point of view) one or another factor
forms the overall attractiveness of jobs in the SBG of Latvia.

When the level of professional development and the attractiveness of the job
for each respondent is calculated, it will be possible to empirically test the
hypothesis of this study: the object of sustainable management of the professional
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development of employees in the SBG of Latvia is the attractiveness of jobs, which
determines the level of professional development of employees. Since to prove the
hypothesis it is necessary to find a causal relationship (the attractiveness of jobs
determines the level of professional development of employees), and not just the
correlation between indicators, the author will use regression analysis as the main
method.

1.3.3. Technique for identifying the optimal approach to sustainable
management of the professional development of Latvian border guards

In the empirical part of the Ph.D. thesis, the optimal approach to sustainable
management of the professional development of Latvian border guards will be
identified based on the decision of the competent experts (Table 2). For the
scientifically correct organization of the work of experts and processing the results
of expert assessments, the Analytical Hierarchy Process (AHP method) (Saaty,
1980; Kronbergs et al., 1988; Ishizaka, Labib, 2011; Ahmed, Kilic, 2019) will be
used, which Latvian scientists-managers use, for example, to define the basic
principles of the quality management systems in law enforcement educational
institutions (Zalitis et al., 2020a, 2020b; Zalitis u.c., 2020).

The algorithm of the Analytical Hierarchy Process will be adapted to the
process of identifying the optimal approach to sustainable management of the
professional development of Latvian border guards in the framework of this Ph.D.
thesis. So, the common goal was chosen (Level 1) — “Identification of the optimal
approach to sustainable management of the professional development of Latvian
border guards” (Figure 4). At the second level, five criteria are proposed to identify
this optimal approach for sustainable management of the professional development
of Latvian border guards — in accordance with the five dimensions of sustainable
management identified in Section 1.2 of this Ph.D. thesis (Quintuple Bottom Line),
including economic, environmental, social, cultural and political dimensions. The
third (lowest) level contains possible approaches to sustainable management of the
professional development of Latvian border guards, which experts will evaluate in
accordance with the procedure of the Analytical Hierarchy Process (Saaty, 1980;
Kronbergs et al., 1988; Ahmed, Kilic, 2019), considering all five criteria.

There are two possible approaches to sustainable management of the

professional development of Latvian border guards — according to the research
hypothesis, that the attractiveness of jobs determines the level of professional
development of employees. Thus, the following approaches are theoretically
possible:
(1) sustainable management of the professional development of Latvian border
guards through the attractiveness of jobs (management through the attractiveness
of jobs) — such an approach is possible with empirical confirmation of the research
hypothesis;
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(2) sustainable management of the professional development of Latvian border
guards by directly facilitating the training of border guards (direct management) —
this approach is possible if the research hypothesis is not empirically confirmed.

Moreover, both approaches are possible if the research hypothesis is partially
proven.

Figure 4
Identifying the optimal approach for sustainable management of the
professional development of Latvian border guards: hierarchy scheme

Identifying the optimal approach for
sustainable management of the professional
development of Latvian border guards

Criterion 1 Criterion 2 for Criterion 3 Criterion 4 Criterion 5
for evaluating evaluating for evaluating | forevaluating | for evaluating
approaches: approaches: approaches: approaches: approaches:
economic environmental social cultural political
dimension dimension dimension dimension dimension

Sustainable management of
the professional development of
Latvian border guards by directly

facilitating their training

Sustainable management of
the professional development of
Latvian border guards through
the attractiveness of jobs

Source: elaborated by the author based on Ishizaka, Labib, 2011; Ahmed, Kilic, 2019.

According to the procedure of the Analytical Hierarchy Process (Saaty, 1980;
Kronbergs et al., 1988; Ahmed, Kilic, 2019), experts must first compare the criteria
for evaluating approaches in pairs with respect to the common goal at the first level
— “Identification of the optimal approach to sustainable management of the
professional development of Latvian border guards” (Figure 4), thinking at this
stage only about the criteria themselves, and not about possible approaches that
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will then have to be evaluated according to all criteria — but not yet. Each expert
enters the results of criteria comparison into a worksheet created in the form of a
matrix (Table 5).

The matrix proposed in Table 5 is started from the top left element of the
matrix, asking the question: how much more important is the top element in terms
of achieving the common goal? In the case of this study: how much more important
is this criterion than the above criterion when we choose the optimal approach to
sustainable management of the professional development of Latvian border
guards? If the first element (criterion) is more important than the second, then an
integer from the scale of relative importance is entered (Ishizaka, Labib, 2011),
otherwise the reverse value is used.

For each matrix of pairwise estimates, it is necessary to calculate a set of
eigenvectors, then normalize the result to 1 and obtain a priority vector.

Table 5
Approaches to sustainable management of the professional development
of Latvian border guards: a comparison matrix of criteria
for evaluating approaches with the Analytical Hierarchy Process,
an example of a worksheet of one expert

Criteria for Crite- Crite- Crite- Crite- Crite- Coordinates
evaluating rion 1 rion 2 rion 3 rion 4 rion 5 of priority
approaches vector*
Criterion 1 1 3 5 4 6 0.50
Criterion 2 1/3 1 4 3 0.23
Criterion 3 1/5 1/4 1 1/2 4 0.10
Criterion 4 1/4 1/2 2 1/2 0.10
Criterion 5 1/6 1/3 1/4 2 1 0.07
Consistency
ratio (CR) 0.11** 1.00

* Relative importance of criteria.

** Must be less than 0.2, ideally less than 0.1, otherwise the expert's assessment is
considered incoherent.

Source: elaborated by the author based on Kronbergs u.c., 1988; Ishizaka, Labib, 2011;
Ahmed, Kilic, 2019.

After evaluating the criteria, the experts evaluate two possible approaches to
sustainable management of the professional development of Latvian border guards
in relation to each of the criteria, performing the same pairwise comparison (experts
compare a pair of proposed approaches in relation to each criterion) algorithm that
was previously applied for defining the relative importance of criteria.

Upon completion of the Analytical Hierarchy Process, the coordinates of the
global priority vector are calculated, which makes it possible, by analyzing all the
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primary data received from experts, to quantitatively evaluate all possible
approaches to sustainable management of the professional development of Latvian
border guards. The main and final result of the Analytical Hierarchy Process is a
summary table with the coordinates of priority vectors of the evaluated criteria and
approaches (according to each criteria), i.e. their relative importance, and the global
priorities of the evaluated approaches (Table 6).

Table 6
Summary of the coordinates of priority vectors and calculation of
the global priorities within the Analytical Hierarchy Process,
an example of a worksheet of one expert

Coordinates* Criteria for evaluating approaches: Sum of the
of priority economy** | environ- | social | culture | policy | coordinates
vector ment sphere of priority
(relative vector
importance 0.50 0.23 0.10 0.10 0.07 1.00
of criteria)
The approaches to sustainable management of Global
the professional development of Latvian border guards** priorities
Management
through the 0,37 0.28 0.59 0.46 0.82 0.41%**
attractiveness
of jobs
Direct 0.63 0.72 0.41 0.54 0.18 0.59
maangement
Sum 1.00 1.00 1.00 1.00 1.00 1.00

* Taken from Table 5.

** Taken from Figure 4.

*** Calculated by summing the multiples of 0.37*0.50, 0.28*0.23, 0.59*0.10, 0.46*0.10
and 0.82*0.07.

Source: elaborated by the author based on Kronbergs u.c., 1988; Ishizaka, Labib, 2011;
Ahmed, Kilic, 2019.

Further, having calculated the arithmetic mean of the results of the work of all
seven experts, the author will, on a scientific basis, conclude which of the
approaches is optimal (i.e. obtains a larger value of the coordinates of the global
priority vector, considering all five criteria) for sustainable management of the
professional development of Latvian border guards.
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2. PROFESSIONAL DEVELOPMENT OF EMPLOYEES
AND ITS SUSTAINABLE MANAGEMENT
IN THE WORLD, IN THE EUROPEAN UNION AND IN LATVIA

The main objective of this part is the analysis of the overall situation with the
professional development of employees (which is a background for the
professional development of Latvian border guards, since border guards are also
employees) and its sustainable management in the world, in the European Union
and in Latvia. The first section examines the role of professional development of
employees in the economic performance of the modern world countries, including
Latvia’s place among the world and EU countries in terms of lifelong learning and
its component — the professional development of employees. The second section
analyzes the experience of using the Sustainability Index as a management tool in
Latvia.

2.1. The role of professional development of employees
in the economic performance of the modern world countries

Within this section, the role of professional development of employees in the
economic performance of the modern world countries will be analyzed, paying
special attention to the situation in Latvia against the background of the world and
the European Union and answering the research question: could Latvia be called a
learning society? Methodologically, this research is based on the conceptual
understanding of the professional development of employees as a part of lifelong
learning (Section 1.1), which is especially valuable in the conditions of the
knowledge economy

Evaluating the three components of lifelong learning (Business School for the
World (INSEAD) et al., 2017), Latvia occupies a stable middle position among the
world countries. The weakest indicators of Latvia are the lifelong learning
component “Prevalence of training in firms”: 65th place in the world in 2018, 62nd
place in 2019 and 64th place in 2020. The best indicators of Latviaamong the world
countries are in the component “Quality of business and management schools”,
while in the component “Professional development of employees” Latvia's
indicators are average, moreover, these indicators have a tendency to improve: if
in 2018 in this field Latvia ranked 50th among 119 countries of the world, then in
2020 — already in 49th place among 132 countries of the world (Figure 5).
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Figure 5
Latvia's place among the world countries
according to lifelong learning components, rank, 2018-2020
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Source: elaborated by the author based on the data from Business School for the World
(INSEAD) et al., 2018-2020.

If in the field of professional development of employees, Latvia occupies an
approximately average position among the world countries (more precisely, a little
higher than the average), then among the EU countries Latvia constantly occupies
a position below the average: 17th place in 2018, 19th place in 2019 and 2020 again
in 17th place among the 27 remaining EU countries (Business School for the World
(INSEAD) et al., 2018, 2019, 2020). In turn, the best situation in terms of
professional development of employees can be observed in Western and Northern
European countries — Sweden, Luxembourg, the Netherlands, Finland.

Thus, empirical data show that Latvia cannot be considered a learning society,
especially compared to other EU countries. The question arises, why does this
happen in a situation where in Latvia, both at the political and societal level
(Zobena, 2007; Latvijas Republikas Vides aizsardzibas un regionalas attistibas
ministrija, 2021), the importance of continuous improvement of people’s
knowledge and skills is emphasized?

A possible answer (which requires empirical testing) to the question of why
Latvia has not been considered a learning society so far could be the assumption
that the role of professional development of employees in the economic
performance of the modern world countries is not significant enough and thus does
not attract attention of neither employees themselves, nor their employers.

The source of empirical information for testing this assumption is 2018-2020
data from reports on the Global Talent Competitiveness Index (GTCI) in more than
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100 countries of the world (including all EU countries) (Business School for the
World (INSEAD) et al. 2018, 2019, 2020). The author uses indicators of lifelong
learning and its component — professional development of employees — as a tool
for the empirical evaluation of the professional development of employees in the
modern world countries during a 3-year period. In turn, to measure the economic
performance of the modern world countries, the author, like a number of other
researchers, uses Gross Domestic Product (GDP) per capita (Porter, 2003;
Stankevi¢s, 2014; Stankeviés et al., 2014; New Zealand Institute of Economic
Research (NZIER), 2014; Boronenko et al., 2014; Kondratiuk-Nierodzinska, 2016;
CenuBanoBa-®Emoposa u ap., 2021), as well as the countries’ belonging to a
particular income group.

Some methods were used in the empirical research in order to obtain the most
stable results possible: correlation analysis, regression analysis, comparison of
means and discriminant analysis.

Table 7
Correlation between GDP per capita (at purchasing power parity, PPP)
and lifelong learning / professional development of employees
in the world countries, 2018-2020

2018, 2019, 2020,
n = 119 countries n = 125 countries n = 132 countries
Pearson Statistical Pearson Statistical Pearson Statistical
Variables correlation signi- correlation signi- correlation signi-
coefficient ficance, coefficient ficance, coefficient ficance,
p-value p-value p-value
Formal 0.549** 0.000 0.576** 0.000 0.618** 0.000
education
Access to
growth 0.673** 0.000 0.715** 0.000 0.690** 0.000
opportunities
Lifelong 0.706** 0.000 0.705** 0.000 0.714** 0.000
learning:
- quality of
business and 0.634** 0.000 0.612** 0.000 0.630** 0.000
management
schools
- prevalence
of training in 0.246* 0.018 0.211* 0.046 0.201* 0.049
firms
-professional
development 0.692** 0.000 0.706** 0.000 0.700** 0.000
of employees

* Correlation is significant at the 0.05 level (two-tailed test).

** Correlation is significant at the 0.01 level (two-tailed test).

Source: elaborated by the author based on the data from Business School for the World
(INSEAD) et al., 20182020 processed by SPSS using the correlation analysis method.
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As the data in Table 7 shows, lifelong learning in general and especially its
component "Professional development of employees™ correlate quite closely and
statistically significantly (and over three years — stably) with the indicator of
economic performance of the modern world countries — GDP per capita.
Furthermore, the economic performance of the world countries is consistently more
closely related to the state of lifelong learning in them than to the state of the formal
education system.

In order to clarify the direction of the relationship (i.e. to determine what is the
cause and what is the consequence) between lifelong learning / professional
development of employees and the economic performance of the modern world
countries, the author conducted a regression analysis, with the help of which the
following assumption will be empirically tested: lifelong learning and professional
development of employees are factors, but the economic performance of the
country is the result.

Table 8
Parameters of the regression equation, where GDP per capita (PPP) in the
world countries is the resulting variable and lifelong learning / professional
development of employees are the factor variables, 2018-2020

2018, 2019, 2020,
n =119 countries n = 125 countries n = 132 countries
Beta- Statistical Beta- Statistical Beta- Statistical
Variables coefficient signi- coefficient signi- coefficient signi-
in the ficance, in the ficance, in the ficance,
regression p-value regression p-value regression p-value
equation equation equation
Formal 108.230 0.348 145.178 0.192 254.686 0.034
education
Access to
growth 264.167 0.144 460.069 0.006 348.420 0.054
opportunities
Lifelong 520.883 0.001 359.744 0.022 508.542 0.002
learning:
- quality of
business and 202.118 0.010 68.677 0.387 20.301 0.832
management
schools
- prevalence
of training 69.471 0.110 74.636 0.101 79.059 0.098
in firms
-professional
development 189.295 0.015 275.874 0.001 350.709 0.000
of employees

Source: elaborated by the author based on the data from Business School for the World
(INSEAD) et al., 2018-2020 processed by SPSS using the regression analysis method.
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The summarized results of the regression analysis, which are shown in Table
8, confirm the author’s assumptions that lifelong learning and professional
development of employees are factors, and the economic performance of the
country is the result. Furthermore, lifelong learning is the only one of the three
components of the GTCI’s talent development sub-index, which statistically
significantly increased the economic performance of the world countries over the
course of three years. In turn, the professional development of employees is the
only lifelong learning component that statistically significantly increased the
economic performance of countries in the modern world over the course of three
years. Thus, it can be considered that lifelong learning is a statistically significant
factor of the economic performance of the modern world countries, precisely due
to its component “Professional development of employees™.

The following two tables show the results of the multiple comparison of means
of the state of lifelong learning (Table 9) and the level of professional development
of employees (Table 10) in four groups of the world countries according to the
population income level. The aim is to find out whether there are statistically
significant differences between means of the state of lifelong learning and the level
of professional development of employees in groups of the world countries with
different population income levels.

Table 9
Multiple comparison of the state of lifelong learning
between groups of countries with different population income levels,
statistical significance of the means’ difference (p-value)

2018, 2019, 2020,
n =119 countries n = 125 countries n = 132 countries
Groups of the world countries with different population income levels*
1 2 3 4 1 2 3 4 1 2 3 4
1 - 0.00 | 0.00 | 0.00

0.00 | 0.00 | 0.00
0.00 | 0.00 | 0.00

2 0.00 - 0.10 | 0.04
0.00 - 0.22 | 0.01
0.00 - 0.36 | 0.01

3 0.00 | 0.10 - 0.47
0.00 | 0.22 - 0.14
0.00 | 0.36 - 0.05

4 0.00 | 0.04 | 0.47
0.00 | 0.01 | 0.14 -
0.00 | 0.01 | 0.05

*1 — high income group;

2 — upper middle income group;
3 — lower middle income group;
4 — low income group.
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Table 10
Multiple comparison of the level of professional development of employees
between groups of countries with different population income levels,
statistical significance of the means’ difference (p-value)

2018, 2019, 2020,
n =119 countries n = 125 countries n = 132 countries
Groups of the world countries with different population income levels*
1 2 3 4 1 2 3 4 1 2 3 4
1 - 0.00 | 0.00 | 0.00

0.00 | 0.00 | 0.00
0.00 | 0.00 | 0.00

2 0.00 - 0.31 | 0.19
0.00 - 0.46 | 0.07
0.00 - 0.56 | 0.01

3 0.00 | 0.31 - 0.60
0.00 | 0.46 - 0.25
0.00 | 0.56 - 0.04

4 0.00 | 0.19 | 0.60
0.00 | 0.07 | 0.25 -

0.00 | 0.01 | 0.04 -
Source: elaborated by the author based on the data from Business School for the World
(INSEAD) et al., 2018-2020 processed by SPSS using the method of comparison of means
with ANOVA test.

The results of the multiple comparison of means of the state of lifelong learning
and the level of professional development of employees in four groups of the world
countries according to the population income level summarized in Tables 9 and 10
show that statistically significant differences in the state of lifelong learning and
the level of professional development of employees are stably observed between
high income countries (group 1) and middle / low income countries (groups 2, 3
and 4 together). Sometimes a statistically significant difference can be observed
(more often it is practically close to insignificant when the p-value is very close to
0.05) between groups 2 and 4 or between groups 3 and 4, but this does not change
the overall persistent and sufficiently clear picture: the modern world countries
with higher population income level differ greatly from the countries with lower
population income level precisely because the first group consists mostly of
learning societies, i.e. societies with a relatively good state of lifelong learning and
a high level of professional development of employees.

In turn, Latvia’s indicators in lifelong learning are closer to middle / low
income countries, although according to the methodology of the World Business
School, Latvia is included in the group of high income countries (Business School
for the World (INSEAD) et al., 2018, 2019, 2020). The author believes that this is
a kind of “loan of trust” from international organizations, which Latvia does not
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always meet — for example, in the field of lifelong learning and professional
development of employees.

The fourth and last method — the discriminant analysis — allows you to confirm
the results obtained by comparing means and to find out whether lifelong learning
and the professional development of employees are the “discriminating” variables,
which can be used to determine, with a certain degree of accuracy, which group of
countries a particular country will belong to — whether it will be a group of high
income countries or middle / low income countries.

The first two results of the discriminant analysis are test results and indicate the
possibility of performing a discriminant analysis as such for this particular sample
of countries. Canonical correlation coefficients between the calculated values of
discriminant function and the actual group membership are satisfactory (Sweet,
Grace-Martin, 2012). A test performed according to Wilks’ Lambda criteria to
determine whether the means of the discriminant function are significantly
different between the two groups of countries — high income and middle / low
income — showed a very high statistical significance (p < 0.001) .

The main result of discriminant analysis (and the reason it is performed) is the
average level of predictive accuracy for each potentially “discriminating” variable.
Regarding lifelong learning, 67.4% of cases in 2018, 65.3% of cases in 2019 and
79.2% of cases in 2020 were accurately predicted that countries would fall into the
high income group, while 82.2% of cases in 2018, 84.2% of cases in 2019 and
89.3% of cases in 2020 were accurately predicted that the countries would fall into
the middle / low income group. Thus, based on the state of lifelong learning, it is
easier to predict the inclusion of a country in the middle / low income group than
in the high income group. In other words, if a country has a high indicator of the
state of lifelong learning, it is not likely to fall into the group of middle / low income
countries, but it is also not obvious that it will fall into the group of high income
countries. For lifelong learning, the overall rate of accurately classified initially
grouped cases is relatively high (Sweet, Grace-Martin, 2012) and steadily
increasing, namely 76.5% in 2018, 76.8% in 2019, 85.6% in 2020. This means that
in more than 85% of cases in 2020, it is possible to find out whether a country has
a high or middle / low population income, based on the indicator of the state of
lifelong learning in that country.

As for the lifelong learning component ‘“Professional development of
employees”, the situation is similar to lifelong learning as a whole (Table 11).
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Table 11
“Discriminating” capacity of the level of professional development of
employees for dividing the world countries into groups
with different population income levels, 2018-2020

Variables 2018, 2019, 2020,
n =119 countries n = 125 countries n=132
countries
Canonical 0.603 0.612 0.621
correlation*
Wilks” Lambda 0.000 0.000 0.000
criteria**
Rate of accurately classified initially grouped cases, %
High income 67.9 66.3 77.1
countries
Middle / low 80.8 82.9 83.3
income countries
Total 75.6 76.0 81.1

* Correlation coefficient between the calculated values of discriminant function and the
actual group membership.

** Test for statistically significant between-group differences in discriminant function
means.

Source: elaborated by the author based on the data from Business School for the World
(INSEAD) et al., 2018-2020 processed by SPSS using the discriminant analysis method.

If the country has a relatively high level of the professional development of its
employees, it is likely that it will not fall into the group of middle / low income
countries, however, as in the situation with lifelong learning, we cannot be sure that
it will definitely fall into the group of high income countries. Most likely, the
probabilities of indicators of lifelong learning and the professional development of
employees, as well as the probabilities of GDP per capita in the world countries are
normally distributed, which are characteristic of the probabilities of all physical
and socio-economic indicators (CenuBanoBa-dénoposa u ap., 2018; Komaposa u
ap., 2019), and, according to this distribution, Latvia is at the “tail” of the group of
high income countries.

Thus, using four quantitative methods of data analysis, the author managed to
prove the statistically significant contributing role of the professional development
of employees in the economic performance of the modern world countries, which
provides a scientific basis for the practical solution of sustainable management
tasks using the tools shown in the scheme of the conceptual understanding of
sustainable management of the professional development of employees within the
economic paradigm (Figure 2 in Section 1.2): (1) the contribution of the employees
themselves; (2) the contribution of enterprises of the private sector; (3) the
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contribution of institutions and organizations of the public sectors; (4) the
contribution of the international funds and organizations.

2.2. The experience of using the Sustainability Index
as a sustainable management tool in Latvia

The Sustainability Index is a strategic sustainable management tool based on
an internationally recognized methodology. It helps Latvian companies to diagnose
the sustainability of their activities and the level of corporate responsibility. At the
same time, it provides the public, state and non-governmental organizations with
objective criteria to praise and support companies that help strengthen Latvia’s
economy in the long term (Korporativas ilgtsp&jas un atbildibas institats (InCSR),
2022a).

The Sustainability Index was created in Latvia in 2011, based on the results of
the pilot project implemented in 2010 (Avena u.c., 2011). Table 12 summarizes the
structure of the Sustainability Index and the weighting principles of its components.
According to the author, the structure of the Sustainability Index generally
corresponds to the five dimensions of sustainable management, namely, market
relations correspond to the economic dimension, society to the social dimension,
environment to the ecological dimension, and strategy and work environment to
the cultural and political dimensions. Therefore, according to the author, the
Sustainability Index is conceptually acceptable as a sustainable management
monitoring tool.

Table 12
Structure of the Sustainability Index
And the weighting principles of its components
Components of Share of the
the Sustainability Sustainability Index The assessment of each component
Index components in the is influenced:
overall estimate

Strategy 15% 30% — management (principles,
Market relations 20% documents, policies, purposes, etc.)
Society 15% 25% — integration (decision-making,
Envionment 25% responsible persons, training,
Work 250 stakeholder engagement, reporting)
environment 40% — actual performance and impact

evaluation

5% — recognition, certificates, etc.

Source: elaborated by the author based on Avena u.c., 2011.
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According to the opinions of the organizers of the Latvian companies and
organizations Sustainability Index evaluation campaign, “sustainability is the
lifestyle of organizations, which has a very significant impact on their growth and
society, as well as the development of countries and the world as a whole.
Therefore, taking into account that good traditions must be continued and healthy
competition promotes progress, the most responsible and courageous organizations
from all over Latvia had the opportunity to participate in the Sustainability Index
evaluation campaign and see how successfully they have chosen their course on
the way to the highest peaks of sustainability” (Korporativas ilgtsp&jas un
atbildibas instittits (InCSR), 2022b).

The results of the 2022 show that a number of Sustainability Index evaluation
campaign participants have chosen the right route on the way to sustainability, as
many long-term participants managed to significantly improve their performance.
Also, in 2022, for the first time in the history of this evaluation campaign, laureates
of the highest or DIAMOND category were honored. Four Latvian companies —
“Latvenergo”, “RIMI Latvija”, “SEB banka” and “Swedbank” were able to fulfill
the criteria necessary for obtaining this award (Korporativas ilgtsp€jas un atbildibas
instittits (InCSR), 2022b).

Although the participants of the Sustainability Index are mostly commercial
companies, the author believes that budget organizations — for example, the Latvian
SBG or Daugavpils University — can participate in it and thereby increase their
competitiveness and sustainability.
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3. EMPIRICAL ASSESSMENT OF THE PROFESSIONAL
DEVELOPMENT OF LATVIAN BORDER GUARDS
AND ITS SUSTAINABLE MANAGEMENT

The task of this part is to empirically assess the professional development of
Latvian border guards and its sustainable management, based on the theoretical and
methodological framework developed in Part 1. Section 1 analyzes the work
environment of the SBG of Latvia, which forms the context of sustainable
management of the professional development of Latvian border guards. Section 2
assesses the level of their professional development in relation to the attractiveness
of jobs. In Section 3, an optimal approach to sustainable management of the
professional development of Latvian border guards is identified.

3.1. Analysis of the work environment of the State Border Guard of Latvia

The work environment of the SBG of Latvia is analyzed using the technique
described in the sub-section 1.3.1. This technique is based on the five dimensions
of sustainable management (Quintuple Bottom Line) (Section 1.2), which form
external and internal factors determining the work environment (Figure 3 in the
sub-section 1.3.1). As a result of the simultaneous and systemic influence of
external and internal factors (within each dimension), the strengths and weaknesses
of the SBG’s of Latvia work environment arise, as well as opportunities for its
development and threats.

The engaged experts (Table 2 in the sub-section 1.3.1) compiled a description
of the work environment of the SBG of Latvia as the context of the professional
development of border guards and its sustainable management, using the SWOT
analysis method (which is a part of the methodology developed by the author —
Section 1.3).

Summarizing the results of the SWOT analysis of the work environment of the
SBG of Latvia in five dimensions — economic, social, ecological, cultural and
political (Table 13), — the author can claim that the work environment of the SBG
of Latvia cannot be unequivocally characterized as a context favorable to
sustainable management of the professional development of border guards, because
at the same time as stimulating factors (for example, the similarity of work-related
values in the professional and territorial groups of border guards or training
measures for border guards for ecologically safe work with new technologies),
there are also those work environment factors that hinder sustainable management
of the professional development of border guards — for example, lack of human
resources and the ensuing implications for sustainable management of the
professional development of employees or the aging of border guard personnel, as
well as border technologization, which creates new challenges for the professional
development of Latvian border guards.
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Table 13

SWOT analysis of the SBG’s of Laatvia work environment in five

dimensions: economic, social

ecological, cultural and political

Strengths (S)

Weaknesses (V)

Latvia's state borders (especially EU
external borders) have modern
technical infrastructure and
technological equipment

Maintaining the share of the SBG’s of
Latvia personnel with higher education
at a sufficiently high level

Border guards’ training events for
ecologically safe work with new
technologies used in border protection
Similarity of work-related values in
professional (officers / instructors) and
territorial groups of border guards
Latvia has been solidary and active in
border protection operations in other
European countries, therefore, in a
crisis situation, Latvia can also count on
solidarity

Inadequate level of actual absorption of
expenses approved by law for the SBG of
Latvia operation (including capital
investments)

Lack of human resources — more people
have been fired than hired in the last three
years

Insufficient capacity of border guards to
work with technological equipment in such
a way as to minimize ecological risks both
to the surrounding environment and to their
own psychological well-being

Low level of the ‘institutional attention’ to
border guards' intercultural competence and
its development

Technological knowledge gives technology
developers and other experts a discursive
hegemony over border management and
empowers them as policy makers

Opportunities (O)

Threats (T)

Material, technical and human
resources, which are available to the
SBG of Latvia from the Frontex and
help EU member states and Schengen
associated countries to protect the
external borders of the EU
Technologization of the socio technical
environment of EU border surveillance,
which could help in conditions of
shortage of human resources

Using the advantages of border
technologization for effective
monitoring of surrounding environment
Considering the work-related values of
border guards; participation in
international events in order to increase
intercultural competence

Operation in accordance with the
common legal framework of the EU
within the European Integrated Border
Management Strategy

Inadequate financing of the operation of the
SBG of Latvia in connection with inflation
(due to the war) and the increased workload
of the border guards (due to the emergency
situation at the borders) against the
background of serious arming of the border
guards of Belarus and Russia

The aging of the personnel of the SBG of
Latvia, as well as the ‘dronization’ of
borders, which create new challenges for the
professional development of Latvian border
guards

Active use of modern technical equipment,
which could be unfavorable to the
environment and human ecology

Growing complexity of the cultural
environment at the national borders due to
increased international migration flows
Active attempts to illegally cross the border
of Latvia from the territory of Belarus and
the Russian Federation; military threats

Source: elaborated by the author based on the evaluations of the experts named in Table 2.
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3.2. Assessment of the level of professional development of Latvian border
guards in relation to the attractiveness of jobs

Assessment of the level of professional development of Latvian border guards
in relation to the attractiveness of jobs is carried out using the technique described
in the sub-section 1.3.2. The method of obtaining primary empirical data is a
sociological survey of Latvian border guards, which the author conducted in May
2022 in the Ludza and Daugavpils divisions of the SBG of Latvia. According to
the assessment technique, the survey questionnaire of Latvian border guards
consists of two parts: a checklist for assessing competencies and a part for assessing
factors of the attractiveness of a job, which is followed by questions about the
respondents’ social demographic and professional characteristics.

In total, 182 out of 2,134 employees of the SBG of Latvia (officers and
instructors) were interviewed in the Ludza and Daugavpils divisions, or 8.5% of
the total number of Latvian border guards (Latvijas Valsts robezsardze, 2022b).
The results of a survey of border guards serving in the Ludza and Daugavpils
divisions are quite representative for the SBG of Latvia as a whole, since the
relative sampling error does not exceed 3% anywhere (Balina, Krastins, 2002). The
total sample of respondents consists of border guards serving in Ludza division
(102 people or 56.0%) and border guards serving in Daugavpils division (80 people
or 44.0%) of the SBG of Latvia.

The author analyzes the self-assessments of the level of professional
development of Latvian border guards (empirically interpreted as overall
competence in this study), as well as compares the sub-samples of Latvian border
guards surveyed in Ludza and Daugavpils divisions of the SBG of Latvia regarding
the overall competence of border guards and its components (components and their
description are in Table 3 in the sub-section 1.3.2).

In general, the level of professional development (=overall competence) of the
surveyed Latvian border guards is assessed on average with almost 4 points on a
5-point scale, which is sufficiently high. Furthermore, the differences in
respondents’ self-assessments of individual competencies in Ludza and Daugavpils
divisions of the SBG of Latvia are not statistically significant practically
everywhere (except for problem solving competence), and also the differences in
self-assessments of the level of professional development (=overall competence)
in Ludza and Daugavpils divisions of the SBG of Latvia — 3.91 and 3.97
respectively (on a scale from 1 to 5), are not statistically significant (p-value =
0.418).

Next, the author analyzes assessments of the attractiveness of jobs of the
Latvian border guards, and also compares the sub-samples of the Latvian border
guards interviewed in Ludza and Daugavpils divisions of the SBG of Latvia
regarding the attractiveness of their jobs and its factors (factors and their
description are in Table 4 in the sub-section 1.3.2). In general, the expectations of
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the Latvian border guards regarding their jobs coincide with what the SBG of
Latvia, as an employer, can offer them (since the difference between the
importance of a factor in choosing a job and the probability that this factor in the
current job fully meets expectations does not exceed 1 point anywhere), although
in relation to almost all factors of the attractiveness of a job (except responsibility),
the interviewed Latvian border guards expect a little more than is possible in their
current jobs. In particular, this applies to factors such as place, flexibility and work
suitability, where there is the greatest gap between the expectations of border
guards and the situation in their current job. The author considers this gap between
the expectations of employees and the real situation in terms of place, flexibility
and work suitability to be somewhat objective, determined by the specifics of the
border guard (for example, the national border is located where it is, and it cannot
be removed closer to the residence places of employees, shops, etc.).

From the point of view of the surveyed Latvian border guards, the overall
attractiveness of jobs in the SBG of Latvia is largely formed by such factors as
safety, relationships and recognition, and to the least extent by flexibility,
responsibility and innovation. The author believes that the first three factors can be
attributed to stability values, and the last two (responsibility and innovation) to
development values. Then it can be concluded that, from the point of view of the
border guards, the job in the SBG of Latvia is, first of all, stability, which they
expect and receive at the SBG of Latvia. It should be noted that learning, as a factor
of the attractiveness of jobs (which [learning] is particularly interesting in the
context of this Ph.D. thesis), occupies a middle position in the hierarchy of factors
of the attractiveness of jobs in the SBG of Latvia.

As for the differences between the sub-samples of Ludza and Daugavpils
divisions of the SBG of Latvia, four of ten factors of the attractiveness of jobs —
safety, place, responsibility and innovation — are rated higher in Daugavpils
division, while six factors — relationships, recognition, work suitability, learning,
contribution and flexibility — in Ludza division of the SBG of Latvia. At the same
time, differences in assessments of factors of the attractiveness of jobs in Ludza
and Daugavpils divisions of the SBG of Latvia are not statistically significant
almost everywhere (except for the safety factor), as well as differences in
assessments of the overall attractiveness of jobs in Ludza and Daugavpils divisions
of the SBG of Latvia — 14.8 and 15.0 respectively (on a scale from 1 to 25), are not
statistically significant (p-value = 0.712).

Based on the comparison of the sub-samples of the surveyed Latvian border
guards in Ludza and Daugavpils divisions of the SBG of Latvia according to social
demographic and professional characteristics, as well as on the results of the
comparison of self-assessments of their level of professional development
(=overall competency) and assessments of the overall attractiveness of jobs, in the
further empirical analysis to prove the research hypothesis, the author does not
divide the surveyed Latvian border guards total sample (n = 182 people) on the
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sub-samples of Ludza and Daugavpils divisions of the SBG of Latvia, although the
variable ‘territorial division’ participates in the empirical analysis as a potentially
determining factor, simultaneously with other factors.

During the assessment of the level of professional development of Latvian
border guards in relation to the attractiveness of jobs, the author relies on the
technique described in the sub-section 1.3.2, which provides mainly the empirical
testing of the hypotheses of the study — the object of sustainable management of
the professional development in the SBG of Latvia is the attractiveness of jobs,
which determines the level of professional development of employees. Since to
prove the hypothesis it is necessary to find a direct cause-effect relationship
(attractiveness of jobs determines the level of professional development of
employees), and not a correlative mutual relationship between these phenomena,
the author uses the regression analysis method, where the resulting variable is the
level of professional development of Latvian border guards, and the factorial
variable is the attractiveness of jobs in the SBG of Latvia, as well as social
demographic and professional characteristics of respondents.

As a result of the implementation of the regression analysis (the stepwise
method was used to include the factorial variables), the following regression
equation was created for the sample of surveyed Latvian border guards (n = 182

people):
y = 3.284 — 0.233*x2 + 0.069*xs, (1)

where:

y — level of professional development of Latvian border guards (=overall competence),
scores from 1 to 5;

X2 — position (officer / instructor);

xs — overall attractiveness of a job, scores from 1 to 25.

Excluded (i.e. statistically insignificant) variables:

x1 — territorial division of the SBG of Latvia (Ludza division / Daugavpils division);

X3 — age, years;

X4 —work experience in the SBG of Latvia, years;

xs — education (higher, related to the border guard / higher, other / secondary);

Xs — type of residence (big city / small town / countryside);

X7 — income per household member (up to 200 euros / 200-400 euros / more than 400 euros).
Source: elaborated by the author based on the results of a sociological survey of Latvian
border guards (2022, n = 182 people) processed by SPSS using the regression analysis
method.

As can be seen in the regression equation 1, the level of professional
development of Latvian border guards is statistically significantly determined by
the position they hold — instructor or officer (the position of officer adds 0.2 scores
to the self-assessment of the overall competence — beta-coefficient is 0.233, p-value
= 0.000) and the overall attractiveness of a job (each additional score in the
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assessment of the overall attractiveness of a job adds 0.07 scores to the self-
assessment of the overall competence — beta-coefficient is 0.069, p-value = 0.000).
In turn, factorial variables such as age, education, type of residence, income per
household member, work experience in the SBG of Latvia, the territorial division
of the SBG of Latvia, do not determine the level of professional development of
border guards (i.e. they were excluded from the regression equation as statistically
insignificant variables). Therefore, it could be concluded that the hypothesis of the
study has been proven, because the attractiveness of jobs is really the factor that —
together with the position held — determines the level of professional development
of Latvian border guards.

In the next stage of the regression analysis, only the level of professional
development of Latvian border guards took part, as a resulting variable, and ten
factors of the attractiveness of jobs, as factorial variables, — in order to find out
which specific factors of the attractiveness of jobs most determine the level of
professional development of Latvian border guards. As a result, the following
regression equation was created:

y =3.199 — 0.058*x7 + 0.041*xg + 0.037*xs + 0.032*X1o, (2)

where:

y — level of professional development of Latvian border guards (=overall competence),
scores from 1 to 5;

x7 — factor of the attractiveness of jobs: flexibility, scores from 1 to 25;

Xg — factor of the attractiveness of jobs: responsibility, scores from 1 to 25;

Xs — factor of the attractiveness of jobs: work suitability, scores from 1 to 25;

x10 — factor of the attractiveness of jobs: innovation, scores from 1 to 25.

Excluded (i.e. statistically insignificant) variables:

x1 — factor of the attractiveness of jobs: safety, scores from 1 to 25;

X2 — factor of the attractiveness of jobs: place, scores from 1 to 25;

x3 — factor of the attractiveness of jobs: relationships, scores from 1 to 25;

x4 — factor of the attractiveness of jobs: recognition, scores from 1 to 25;

xs — factor of the attractiveness of jobs: contribution, scores from 1 to 25;

xs — factor of the attractiveness of jobs: learning, scores from 1 to 25.

Source: elaborated by the author based on the results of a sociological survey of Latvian
border guards (2022, n = 182 people) processed by SPSS using the regression analysis
method.

In the following figure, the data of the regression equation 2 is visualized for
the purpose of better understanding the results of the regression analysis.
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Figure 6
Factors of the attractiveness of jobs determining the level of professional
development (=overall competence) of Latvian border guards,
n = 182 people, 2022

Flexibility

— 04058

Level of professional development
of Latvian border guards

+ 0,041 + 0,032
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Source: elaborated by the author based on the beta-coefficients of the regression equation 2.

As can be seen in the regression equation 2 and Figure 6, the level of
professional development of Latvian border guards is statistically significantly
determined by factors of the attractiveness of jobs such as its flexibility (each
additional score in the assessment of flexibility subtracts 0.06 scores from the self-
assessment of the overall competence — beta-coefficient is 0.058, p-value = 0.000),
responsibility (each additional score in the assessment of responsibility adds 0.04
scores to the self-assessment of the overall competence — beta-coefficient is 0.041,
p-value = 0.000), work suitability (each additional score in the assessment of work
suitability adds 0.04 scores to the self-assessment of the overall competence — beta-
coefficient is 0.037, p-value = 0.001) and innovation (each additional score in the
assessment of innovation adds 0.03 points to the self-assessment of the overall
competence — beta-coefficient is 0.032 , p-value = 0.004).

In turn, factors of the attractiveness of jobs such as safety, place, relationships,
recognition, contribution, learning (which are particularly interesting in the context
of this Ph.D. thesis) do not determine the level of professional development of
border guards (i.e. were excluded from the regression equation as statistically
insignificant variables). So, the results of the more detailed regression analysis
allow us to conclude that stability values (e.g. safety, relationships, recognition) as
well as learning in itself does not determine the level of professional development
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of Latvian border guards, but it is mainly determined by work-related development
values (responsibility, work suitability, innovation) (regression equation 2). The
problem is that the precisely those factors of the attractiveness of jobs that
contribute to the level of professional development of employees (namely,
responsibility and innovation) is least appreciated by the Latvian border guards.

Next, in the form of an experiment, the author replaced the overall
attractiveness of jobs and the level of professional development of employees in
the regression analysis, i.e. put the overall attractiveness of jobs as the resulting
variable, and the professional development of employees and other factors as
factorial variables. This results in the following regression equation:

y = 6.002 + 2.955%xg — 0.084*x3, 3)

where:

y — overall attractiveness of a job, scores from 1 to 25;

xs — level of professional development of Latvian border guards (=overall competence),
scores from 1 to 5;

X3 — age, years.

Excluded (i.e. statistically insignificant) variables:

x1 — territorial division of the SBG of Latvia (Ludza division / Daugavpils division);

X2 — position (officer / instructor);

x4 — work experience in the SBG of Latvia, years;

xs — education (higher, related to the border guard / higher, other / secondary);

Xs — type of residence (big city / small town / countryside);

X7 — income per household member (up to 200 euros / 200-400 euros / more than 400 euros).
Source: elaborated by the author based on the results of a sociological survey of Latvian
border guards (2022, n = 182 people) processed by SPSS using the regression analysis
method.

Changing the place of the overall attractiveness of jobs and the level of
professional development of employees, the results of regression analysis showed
that the attractiveness of jobs in the SBG of Latvia is statistically significantly
determined, first of all, by the level of professional development of Latvian border
guards themselves (each additional score in the self-assessment of the overall
competence adds 3 scores to the overall attractiveness of a job — beta-coefficient is
2.955, p-value = 0.000) and, secondly, their age (each additional year of age
subtracts 0.08 points from the overall attractiveness of a job — beta-coefficient is -
0.084, p-value = 0.002).

As a result, the author can claim that, despite the fact that the attractiveness of
jobs statistically significantly determines the level of professional development of
Latvian border guards, the level of professional development of border guards to a
much greater extent determines the attractiveness of jobs in the SBG of Latvia (and
it can be assumed that not only there). In other words, the attractiveness of a job is
created, first of all, by the employee himself (especially if he has practical
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knowledge, organizational adaptability and purposefulness), and not by the
managers of the organization who offer the attractiveness of jobs to employees as
a ready-made product, i.e. “purposefully focusing on the needs and expectations of
potential employees, create attractive jobs that contribute to the rapid filling of
vacancies” (Macanosa, WBanmosa, 2019). In fact, the result of the author’s
empirical analysis is the scientific confirmation of the popular saying: “the place
doesn't honor the man, but the man does the place”.

Based on the results of the regression analysis, which, on the one hand,
confirmed the hypothesis of the study (attractiveness of jobs determines the level
of professional development of Latvian border guards), but, on the other hand, also
proved an even more significant opposite causal relationship (the level of
professional development of Latvian border guards determines the attractiveness
of their jobs), the author proposes to introduce a new concept in management
science that was not used in the scientific discourse until now — ‘working unit’
consisting of a job and a specific employee, without separating one from the other.

The concept of the working unit proposed by the author could also become a
new term of management science, which [term] can be defined approximately as
follows: working unit is the added value’s creator in the work process, which
[working unit] consists of a job with all its peculiarities / characteristics and a
specific employee with his / her professional capacity, without separating one from
the other in the process of sustainable management of the organization.

Thus, the professional development of Latvian border guards within working
units can theoretically be managed using two approaches: (1) intermediated —
through the attractiveness of jobs; (2) direct — by promoting the professional
development of existing employees. The next section of the Ph.D. thesis is
dedicated to identifying the optimal approach.

3.3. Identifying the optimal approach to sustainable management
of the professional development of Latvian border guards

As was justified in the sub-section 1.3.3 of the methodological section of this
Ph.D. thesis, the identification of the optimal approach to sustainable management
of the professional development of Latvian border guards will be carried out on the
basis of assessments of experts-officers serving in Ludza, Daugavpils and Vilyaka
divisions of the SBG of Latvia. To collect and analyze expert assessments, the
author will use the Analytical Hierarchy Process (AHP method) (Saaty, 1980;
Kronbergs et al., 1988; Ishizaka, Labib, 2011; Ahmed, Kilic, 2019). For the
practical implementation of the AHP method, 7 experts-officers all met together in
person on May 6, 2022 to jointly create a hierarchy and listen to the author’s
briefing for further work, and then each expert in the period from May 7 to June 7,
2022 worked individually in Excel with matrices prepared by the author.
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The common goal of the Analytical Hierarchy Process within this study is
“Identification of the optimal approach to sustainable management of the
professional development of Latvian border guards” (Figure 4 in the sub-section
1.3.3). At the second level, five criteria for identifying this optimal approach are
proposed — according to the five dimensions of sustainable management (Quintuple
Bottom Line): economic, social, ecological, cultural and political (Section 1.2):

- the criterion “Economic dimension” means financial resources and technical
infrastructure, which are necessary for the implementation of each approach in
practice, as well as the economic effect of the implementation of each approach —
therefore, an optimal approach according to this criterion is an economically more
efficient approach, i.e. with a better result at a lower price;

- the criterion “Social dimension” means the quantity and quality of human
resources, which is necessary for the implementation of each approach in practice,
as well as the social effect of the implementation of each approach — therefore, an
optimal approach according to this criterion is a more socially useful approach, i.e.
with a greater social effect for the available quantity of human resources and their
quality;

- the criterion “Ecological dimension” means the amount of natural resources that
is necessary for the implementation of each approach in practice, as well as the
ecological effect of the implementation of each approach — therefore, an optimal
approach according to this criterion is an ecologically more favorable approach,
i.e. friendlier to the surrounding environment and human ecology;

- the criterion “Cultural dimension” means the organization’s culture, the views
and values of employees, which are necessary for the implementation of each
approach in practice, as well as the cultural effect of the implementation of each
approach — therefore, an optimal approach according to this criterion is more
suitable for the work culture of the organization, i.e. an approach that is possible
and effective, considering the work-related values of border guards;

- the criterion “Political dimension” means the political resources necessary for the
implementation of each approach in practice, as well as the political effect of the
implementation of each approach — therefore, an optimal approach according to
this criterion is more politically useful, i.e. an approach that is possible in the
current political situation and with greater political resonance.

At the third (lowest) level of the hierarchy there are approaches to sustainable
management of the professional development of Latvian border guards, which
must be evaluated in relation to all five criteria:

- sustainable management of the professional development of Latvian border
guards through the attractiveness of jobs (management through the attractiveness
of jobs);

- sustainable management of the professional development of Latvian border
guards, directly promoting their training (direct management).
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The first summary result of the implementation of the AHP method’s procedure
(which is described in the sub-section 1.3.3 of the methodological section of this
Ph.D. thesis) is shown in Table 14 — the priority vectors of the approaches’
evaluation criteria, which show the relative importance of each criterion in
identifying the optimal approach to sustainable management of the professional
development of Latvian border guards.

Table 14
Relative importance of the criteria for identifying the optimal approach to
sustainable management of the professional development of Latvian border
guards, percentage points (total - 1.00), n = 7 people, 2022

Experts- Criteria for identifying the optimal approach

officers* Economic Social Ecological | Cultural Political | Total
of the SBG | dimension | dimension | dimension | dimension | dimension

of Latvia
Expert 1 0.50 0.11 0.07 0.06 0.26 1.00
Expert 2 0.18 0.27 0.17 0.08 0.30 1.00
Expert 3 0.28 0.25 0.11 0.05 0.31 1.00
Expert 4 0.39 0.17 0.16 0.17 0.11 1.00
Expert 5 0.29 0.22 0.19 0.15 0.15 1.00
Expert 6 0.12 0.22 0.33 0.19 0.14 1.00
Expert 7 0.26 0.23 0.17 0.07 0.27 1.00
Amplitude
(max-min) 0.38 0.16 0.26 0.14 0.20 -
of expert
assessments
Mean
of expert 0.29 0.21 0.17 0.11 0.22 1.00
assessments

* Detailed description of experts is provided in Table 2 in the sub-section 1.3.1.
Source: elaborated by the author based on his own collected assessments of experts-officers
of the SBG of Latvia processed by Excel using the AHP method.

According to the mean estimates of experts-officers of the SBG of Latvia
summarized in Table 14, when identifying the optimal approach to sustainable
management of the professional development of Latvian border guards, the most
important criterion can be considered the economic dimension, i.e. the economic
efficiency of the evaluated approach (0.29 out of 1.00), followed by social and
political dimensions with almost equal relative importance: 0.22 for political utility
of the evaluated approaches and 0.21 — for social utility. The experts consider the
ecological dimension, i.e. the impact of the evaluated approaches on the
surrounding environment and human ecology, to be less important when
identifying the optimal approach to sustainable management of the professional
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development of Latvian border guards, while the cultural dimension, i.e. the
suitability of the evaluated approaches to the work culture of the organization, is
the least important (0.11 out of 1.00).

The following figure shows the mean relative importance of the criteria,
according to experts, for identifying the optimal approach to sustainable
management of the professional development of Latvian border guards.

Figure 7
Mean relative importance of the criteria for identifying the optimal
approach to sustainable management of the professional development of
Latvian border guards, percentage points (total - 1.00), n = 7 people, 2022

= Economic dimension, i.e. economic efficiency of the evaluated approaches
= Political dimension, i.e. political usefulness of the evaluated approaches
Social dimension, i.e. social usefulness of the evaluated approaches

= Ecological dimension, i.e. the evaluated approaches’ influence on the
surrounding environment and human ecology

= Cultural dimension, i.e. the evaluated approaches’ suitability for work culture of
the oraanization

Note: evaluated approaches to sustainable management of the professional development of
Latvian border guards - management through the attractiveness of jobs, direct management.
Source: elaborated by the author based on the data from Table 14.

Next, the experts evaluate each of the approaches to sustainable management

of the professional development of Latvian border guards in relation to all five
criteria, resulting in the mean answers to the following questions:
(1) which of the two approaches to sustainable management of the professional
development of Latvian border guards - management through the attractiveness of
jobs or direct management — is economically more efficient in today's conditions,
i.e. with a higher economic return at a lower price?
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(2) which of the two approaches to sustainable management of the professional
development of Latvian border guards is more socially useful in today's conditions,
i.e. with a greater social effect with the existing quantity and quality of human
resources?

(3) which of the two approaches to sustainable management of the professional
development of Latvian border guards is ecologically more favorable in today's
conditions, i.e. friendlier to the surrounding environment and human ecology?

(4) which of the two approaches to sustainable management of the professional
development of Latvian border guards in today's conditions is more suitable for the
work culture of the organization, i.e. the approach that is possible and effective,
considering the work-related values of border guards?

(5) which of the two approaches to sustainable management of the professional
development of Latvian border guards is politically more useful in today's
conditions, i.e. the approach that is possible in the current political situation and
has greater political resonance?

And the final question, due to which the AHP method was realized: which of
the two approaches to sustainable management of the professional development of
Latvian border guards is more suitable in today's conditions, considering all the
criteria included in the analysis?

The following table summarizes the experts’ mean assessments regarding the
criteria, as well as regarding the approach to sustainable management of the
professional development of Latvian border guards according to each of the
criteria.

Table 15
Aggregation of priority vectors and calculation of global priorities,

percentage points (total — 1.00), n = 7 people, 2022

Coordinates | Economic Social Ecological | Cultural Political Total

of the dimension | dimension | dimension | dimension | dimension

priority

vector* 0.29 0.21 0.17 0.11 0.22 1.00
Approaches to sustainable management of professional development of Latvian Global
border guards priorities
Management
through the 0.21 0.62 0.48 0.59 0.55 0.46**
attractiveness
of jobs
Direct 0.79 0.38 0.52 0.41 0.45 0.54
management

Total 1.00 1.00 1.00 1.00 1.00 1.00

* Relative importance of the criteria.

** Calculated by summing the multiples of 0.21*0.29, 0.62*0.21, 0.48*0.17, 0.59*0.11 and
0.55*0.22.

Source: elaborated by the author based on his own collected assessments of experts-officers
of the SBG of Latvia processed by Excel using the AHP method.
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The final result of the AHP method is visualized in Figure 8 — the optimal
approach to sustainable management of the professional development of Latvian
border guards, considering five sustainable management criteria — economic,
social, ecological, cultural and political dimensions.

Figure 8
Final result of the experts' work during the implementation
of the AHP method, mean assessments, percentage points (total — 1.00),
n =7 people, 2022
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Source: elaborated by the author based on the data from Table 15.

As can be seen from the data in Table 15 and the data in Figure 8, the answer
to the target question of the AHP method — which of the two approaches to
sustainable management of the professional development of Latvian border guards
(management through the attractiveness of jobs or direct management) is more
suitable in modern conditions, considering all the criteria included in the analysis?
— is the following: direct management of the professional development of border
guards. Despite the fact that this approach to sustainable management of the
professional development of Latvian border guards did not ‘win’ according to three
criteria — social and political usefulness, as well as suitability for the work culture
of the organization, it is evaluated as the optimal approach according to such a more
important criterion, as economic efficiency.
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Thus, in general, the direct management of the professional development of
Latvian border guards (not through the attractiveness of jobs) is the approach
which, according to experts, is optimal in today's conditions, although the
advantage of this approach over the management through the attractiveness of jobs
is small - 0.54 percentage points against 0.46. This means that managing the
professional development of border guards through the attractiveness of jobs
should also be given great attention, since this approach is also quite effective in
today's conditions. However, the priority is the direct management of the
professional development of border guards (which includes the cultivation of
learning culture in the SBG of Latvia, personal example from the managers of the
border guards, direct stimulating conversations with each border guard, etc.), based
primarily on the greater economic efficiency of this approach, i.e. it is significantly
cheaper and with good results.
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ENDING
Main provisions and results of the study

The purpose of the Ph.D. thesis — to study sustainable management of the
professional development of border guards serving in various territorial divisions
of the SBG of Latvia, against the background of the general situation with the
professional development of employees and its sustainable management in the
world, in the EU and in Latvia — is achieved and the tasks of the Ph.D. thesis are
fulfilled (a separate part of the Ph.D. thesis is devoted to the implementation of
each task), conceptually understanding the professional development of employees
as a part of lifelong learning, and empirically — as a component “Professional
development of employees” of the Global Talent Competitiveness Index (GTCI)
developed by the Business School for the World (INSEAD) (for its assessment at
the macro level — in the world and EU countries) and as the overall competence of
employees for assessing the level of professional development of Latvian border
guards at the micro level (Ludza and Daugavpils divisions of the SBG of Latvia).
In turn, sustainable management of the professional development of employees
(including border guards) covers five dimensions (Quintuple Bottom Line) —
economic, social, environmental, cultural and political, but the main task and even
the mission of sustainable management is to create a culture of sustainability in
management.

The hypothesis of the Ph.D. thesis that the object of sustainable management
of the professional development in the SBG of Latvia is the attractiveness of jobs,
which determines the level of professional development of employees, was only
partly proven during the course of the study. Although the attractiveness of jobs is
indeed a factor that determines the level of professional development of Latvian
border guards, the results of regression analysis also showed an even more
significant reverse causality — the level of professional development of Latvian
border guards determines the attractiveness of their jobs. This means that the
attractiveness of jobs do not “drop from the sky” and is not a ready product that the
leaders of the SBG of Latvia can offer to border guards, but it [the attractiveness
of jobs] is also formed by the professional development of the border guards
themselves. The more developed the border guards, the more attractive their jobs,
i.e. the attractiveness of the job is closely related to the level of professional
development of the employee him/herself, who jointly creates a ‘working unit’ (job
+ employee) — a new concept of management science proposed by the author.

Conclusions

1. A new term, ‘learning society’, is emerging in the Latvian terminological space,
and three main factors contribute to its development: the information society, the
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scientific and technological environment and the internationalization of the
economy. In modern social science, the learning society is considered an ideal and
economically optimal model for the development of education. The concept of
learning society has been studied and actively used in the international scientific
space for a relatively long time, but is practically not used in Latvia (at least in the
Latvian language).

2. Crises such as the Covid-19 pandemic are accelerating historical trends and
processes also in the field of lifelong learning. Today is a great opportunity: the
long-needed systemic adaptation to more adequate forms of education has received
a unique impetus. The period of emergence of new educational systems can be
shortened due to innovation processes initiated or accelerated by the pandemic. The
overall goal of lifelong learning (including the professional development of
employees) is to enable everyone to successfully cope with life in an ever-changing
world.

3. The following research question is posed to social scientists: if the answer is
lifelong learning, then what is the problem? From the point of view of the author
of the Ph.D. thesis, the main problem (which, in turn, may point to other hidden
problems) is that, according to the empirical data of the OECD, many OECD
countries are still not learning societies. This is especially true for that part of the
employed population, which most of all should be trained — namely, employees
with a low level of qualification.

4. In former times, the sustainability of mankind was taken for granted and not
expressed as a direct goal. However, over the past decades, in the international
scientific space, there has been an evolution of management-related concepts in the
direction of sustainable strategic management, and the main characteristic of
modern management is its sustainable nature and focus directly on achieving the
goal of sustainability. The evolution of concepts related to management took place
as follows: strategic planning — strategic management — strategic sustainability
management — sustainable strategic management — sustainable management.

5. The author believes that today's sustainable management should be based not on
three (economic, social and environmental), but on five dimensions (Quintuple
Bottom Line), including economic, social, environmental, cultural and political
dimensions. Modern researchers formulate the main task and even the mission of
sustainable management as the creation of a culture of sustainability in
management. Organizations must be able to respond to external factors of
sustainability by incorporating sustainability into their internal components of
strategic management.

6. One of the most important elements in achieving sustainable management is its
institutionalization, i.e. those organizations that have established governance
structures related to sustainability and have developed sustainability programs can
be defined as sustainably managed. These governance structures, which are based
on sustainability programs, practically implement the consistent principles of
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sustainable management, so that sustainability is included in the internal
components of the strategic management of the organization. Worldwide, more
than $13 trillion is invested in assets managed in accordance with the principles of
sustainable management.

7. The conceptual understanding of sustainable management of the professional
development of employees within the economic paradigm is based on the following
provisions: the goal of sustainable management of the professional development of
employees is a competitive country with high economic performance; the
mechanism for achieving this goal is a learning society working in attractive jobs;
to achieve the goal, the main tasks are formulated, including the motivation of
employees for professional development throughout their working life, ensuring
the availability of opportunities for professional development of employees,
coordinating the demand and supply of professional development services,
integrating the professional development of employees into the daily workflow;
tools to accomplish these tasks include contributions from employees themselves,
private and public sectors, as well as international foundations and organizations.

8. The author considers the indicators of lifelong learning and professional
development of employees from the Global Talent Competitiveness Index (GTCI),
developed by the Business School for the World (INSEAD), to be the most suitable
tool for empirical assessment of the professional development of employees at the
macro level. It links the conceptual understanding of sustainable management of
the professional development of employees, as well as the competitiveness of the
country and its high economic performance, on the one hand, and empirical
observations in this area, on the other.

9. If in the field of professional development of employees, Latvia occupies a
roughly average position among the countries of the world (more precisely, slightly
above average), then among the EU countries, Latvia constantly occupies a
position below the average: 17th place in 2018, 19th place in 2019 and again 17th
place in 2020 among the 27 remaining EU countries. In turn, the best situation in
terms of professional development of employees is observed in the countries of
Western and Northern Europe — Sweden, Luxembourg, the Netherlands, Finland.
Thus, the empirical evidence shows that Latvia cannot be considered a learning
society.

10. A possible answer (which the author empirically verified by using four
quantitative methods of data analysis) to the question why Latvia is still not
considered a learning society may be that the role of professional development of
employees in the economic performance of countries in the modern world is not
very significant and therefore does not attract the attention of either the employees
themselves or their employers.

11. The results of the regression analysis, however, confirmed that in the countries
of the modern world, lifelong learning and professional development of employees
are statistically significant factors that determine the economic performance of
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countries. Furthermore, lifelong learning is the only one of the three components
of the GTCI’s sub-index of growing talents that has statistically significantly
contributed to countries' economic performance over a three-year period. In turn,
the professional development of employees is the only component of lifelong
learning that statistically significantly increases the economic performance of
countries in the modern world for three years.

12. The results of the discriminant analysis confirmed that if a country has a high
indicator of the state of lifelong learning / a high level of professional development
of employees, then it is not likely to fall into the group of middle / low income
countries, but it is also not obvious that it will belong to the group of high income
countries. So, lifelong learning and, in particular, the professional development of
employees is not only a factor contributing to the economic performance of the
modern world countries, but also its indicator, since lifelong learning and the
professional development of employees requires large investments and / or learning
culture.

13. The methodology for studying the sustainable management of the professional
development of Latvian border guards developed by the author includes: the
technique for analyzing the work environment of the SBG of Latvia, the results of
which are summarized using the SWOT analysis method; assessment of the level
of professional development of employees in relation to the attractiveness of jobs,
which is based on the method of a sociological survey of Latvian border guards
and a quantitative analysis of its results; the technique for determining an optimal
approach to sustainable management of the professional development of Latvian
border guards, based on the AHP method.

14. The work environment of the SBG of Latvia cannot be unambiguously
characterized as a context favorable for sustainable management of the professional
development of border guards, because along with stimulating factors (for
example, the relative equality of of work-related cultural values in professional and
territorial groups of border guards or activities to train border guards in
environmentally friendly work with new technologies) there are also factors that
create new challenges for the professional development of Latvian border guards —
for example, lack of personnel and aging of employees of the SBG of Latvia, as
well as border technologization.

15. The results of the regression analysis of data from a sociological survey of
Latvian border guards, on the one hand, confirmed the hypothesis of the study (the
attractiveness of jobs determines the level of professional development of Latvian
border guards — the beta coefficient is 0.069, p-value = 0.000), on the other hand,
they also proved an even more significant opposite causal relationship (the level of
professional development of Latvian border guards determines the attractiveness
of their work — the beta coefficient is 2.955, p-value = 0.000). Therefore, the author
proposes to introduce a new concept into management science — ‘working unit’,
consisting of a job and an employee.
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16. The concept of working unit may also be a new term in management science,
which [term] can be defined approximately as follows: a working unit is an added
value’s creator in the working process, which [working unit] consists of a job with
all its characteristics and a particular employee with his/her professional abilities,
and they [job and employee] are not separated from each other in the process of
sustainable management. Thus, the management of the professional development
of employees within the working units can theoretically be carried out using two
approaches: indirect — through the attractiveness of jobs; direct — by promoting the
professional development of existing employees.

17. Direct management of the professional development of Latvian border guards
is an approach that, according to experts, is an optimal in today's conditions,
although the advantage of this approach over management through the
attractiveness of jobs is small — 0.54 percentage points versus 0.46. However, the
priority is the direct management of the professional development of Latvian
border guards (including the cultivation of learning culture in the border guard, the
personal example of the leaders of the border guard, direct stimulating
conversations with border guards, etc.), based primarily on the greater cost-
effectiveness of this approach, i.e. much cheaper and with good results.

Problems and their possible solutions

Problem 1. Lack of human resources in the SBG of Latvia — currently their
total shortage is 12-13%.

Possible solutions:
(1) in the competence of the Ministry of the Interior: reducing the relatively large
regional variation in the average monthly gross salary of border guards, especially
considering that in the most “dispossessed” regions, Latgale and Vidzeme, there is
an external border of the EU with the greatest labor tension;
(2) in the competence of the leadership of the SBG of Latvia: developing a
purposeful sustainable management of human resources and learning culture
(based on a positive trend — maintaining the proportion of VRS personnel with
higher education at a sufficiently high level), thereby increasing the attractiveness
of jobs in the border guard.

Problem 2. Lack of ability of border guards (especially older ones) to work
efficiently with new technologies and equipment.

Possible solutions:
(1) the Government, as a socially responsible employer, should invest in the
professional development of the human resources of the SBG by offering
systematic training for border guards under the guidance of technical specialists in
working with new technologies and special equipment;
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(2) in the competence of the leadership of the SBG of Latvia: motivating and
supporting border guards in their professional development, especially in the area
of acquiring specialized skills to work with new technologies and specific
equipment, paying attention also to the psychological well-being of their border
guards in constantly changing working conditions.

Problem 3. In the SBG of Latvia, there is no institutional justification for
sustainable management, i.e. it is not included in the internal components of the
strategic management of the organization: strategic priorities, management
objectives, etc.

Possible solutions:

(1) in the competence of the leadership of the SBG of Latvia: reflecting aspects of
sustainable management in the strategy of the SBG, as well as in public reports of
the SBG;

(2) in the competence of the leadership of the SBG of Latvia: the SBG has to
participate in the annual self-assessment of the Sustainability Index, developed by
the Latvian Institute for Corporate Sustainability and Responsibility, in order to
monitor its sustainability and develop a philosophy of sustainability that will
permeate the day-to-day activities of the SBG.

Problem 4. Low “institutional attention” to Latvian border guards’
intercultural competence, which definitely slows down their professional
development, especially in the context of the migration crisis on the Latvian-
Belarusian border.

Possible solutions:

(1) in the competence of the leadership of the SBG of Latvia: to develop the
intercultural competence of border guards at the institutional level, combining
theoretical and practical approaches, providing methodological recommendations
for the development of intercultural competence in the documents of strategic
actions of the SBG, organizing specialized training courses, exchanging
experience, analyzing the studied material on specific examples;

(2) in the competence of researchers working in the field of social sciences:
conducting scientific research on the intercultural competence of border guards or
other paramilitary institutions (the author was unable to find such studies in Latvia
—even in A. Indrikson’s PhD thesis “Development of Communication Skills in the
Professional Training of Border Guards” (2017) intercultural competence is not
mentioned).
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