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IEVADS

Temas iz\Eles pamatojums, argumenti un malvi. Latvijas valsts robeza
ir ne tikai iek$ja robeza Eiropas Savith, bet atr 455,6 km ESireja robeza —
ar Krieviju un Baltkrieviju, kas veido 32,5% no kias valsts sauszemes
robezas (autora agkinats, pamatojoties uz datiem nail€, Markots, 2021).
Latvijas Valsts robezsardze (VRS) ir viena no lighsl ministra arraudaba
esoSa tiefs parvaldes iegide, kuraisteno valsts robezas diiods politiku, &
an atbilstosi kompetencei valsts imigijas politiku. Promocijas darb@mas
aktualieiti nosaka msdieras pasivoSie riski Latvijas valsts robezas ditwgs
joma — robeZas nelikutga %&rsoSana, nelikurga préu parvietoSana pri
robezai, pierobeZas rfeda pmrkapumi (Latvijas Valsts robeZsardze, 2020)
straujas tehnolgju attistbas for, ki ai nepiecieSafba atbilst starptautiski
noteiktagm pragham attieGba uz valsts robeZzsargu profesioralit —
pieneram, ieviestgjm Starptautisks aviacijas un firas mekéSanas un
glabSanas rokasgmatas vadhijam, avicijas angu valodas prasmes prbam,
Vienotajai informicijas sistmai PERSOMLS-Horizon, kas ir ieviesta un
uzsika darbu paSapkalpodan portila (HoP) (Latvijas Valsts robezsardze,
2021a).

Sarefito situaciju Latvijas valsts robezas dib&s joma var raksturot ar:
1) arkartgjas situicijas izsludimSanu 2021.g. 10. augadtudzas, Kaslavas un
AugSdaugavas novadka ain Daugavpii, nemot \era Latvijas-Baltkrievijas
robezas nelikufigas &ersoSanas gagimu skaita straujo pieaugunguatvijas
Valsts robezsardze, 2021b); 2) Latvijas VRS afagh majas laa publiceto
informaciju (27.01.2022) par to, ka kops 2021. gada 1Q@usata kopurd no
valsts robezas nelikuigas &érsoSanas ir attéti 5294 ciheki (Latvijas Valsts
robezsardze, 2022). Latvijas robezsargi p@slall noziedigu nodafjumu pret
ekonomikas interésn nowrsari (Liholaja, 2017). Piegram,' 2021.g. 30.
decembi AugSdaugavas novad par tabakas izstdajumu nelikumgu
parvietoSanu aizt@ti divi Latvijas pilsai un viens Latvijas nepilsonis un
iznemti 100 tikstoSi kontrabandas cigareSu ar Baltkrievijasizds nodola
markam. Noziedznieki dazreiz izmantoti “inovativas” pieejas savdarhiba —
pieneram, iepriekSmidtaja gadjuma cigaretes iepriekS tika nelikdgi
parvietotas @ri valsts robeZai no Baltkrievijas pa Daugavu, phod as pa
straumi (Latvijas Valsts robezsardze, 2021c). Pietas reima mrkapgji
izmanto af jaurikas tehnolgijas — piemdram, 2021.g. 10.dpija VRS

! Probkmu veido tas, ka Latdj nav publiski pieejamas statistikas afiéc uz
pastivoSajiem riskiem valsts robeZzas diEs joma, tapéc autoram, pamatojot
promocijas darbagtas izéli, jarikojas ar atsevi@em faktiem, nevis ar sistetisko
statistiku. Piereram, Latvijas Cenitas statistikas frvaldes (CSP) ofialaja majas lag
noziegumu sarak&tnetiek uzskaiti nedz robezas nelikuigas &&rsoSanas gagimi,
nedz nelikurfigas préu parvietoSanas @i robezai gagumi, nedz pierobezas reda
parkapumu gagumi (Latvijas Republikas Ceratias statistikas frvalde, 2022).
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Daugavpils prvaldes Piedrujas robeZapsatizs nodis robeZsargi konstga
bezpilota gaisa kia (t.s. drona) nesankciéto lidojumu, kuru Krievijas
pilsonis veica pierobezas jaglLatvijas Valsts robezsardze, 2021d).

Vel saregitaka situacija ar Latvijas valsts robezas ditm§ Kuva
2022. gad. Krievija izsludiratas mobilizacijas ], no 28. septembra uzigr
menesiem tika ieviestarkartéja situacija Altiksnes, Balvu un Ludzas novada
teritorija, ka af os@s, lidosts, lidlaukos izveidotap robezkersoSanas vias
un uz dzelzckem (Latvijas Sabiedriskie mediji, 2022).

Latvijas Valsts kancelejas direktorsiaz, ka “Latvijas iedaotsji no
valsts iestzu darbiniekiem sagaida kvalitatis pakalpojumus un profesiin
darbu, kas bal#s nusdiengas metods. Lai sjgtu apmieriat So piepragumu,
valsts @rvaldei k& sochli atbildigam darba dejam ir javeic invesicijas
cilvekresursu atstiba. leguldjums esoSajos darbiniekos ir 2—4 reizes fir@nsi
izdevigaks, nekl jauna darbinieka meddana un ievadana darly savukirt
vaditaju amatiem Batiriba @rsniedz 6 reizes” (Pavlova, 2019).

AtbilstoSi Latvijas VRS @as la@ ikgactji publicéto parskatu datiem,
Latvijas robeZsargu iesaisaris pagkumos, kas ir &rsti uz vipu profesioalo
attistibu, Edejo gadu lailk ir samazigjusies. &, amatpersonu skaits, kuras
apguvuSas kvalifikcijas paaugst@Banas kursu programmas Valsts
robezsardzes koledz2014. gad bija 1817 cileki (pret iepinotajiem 597
cilvekiem) (Latvijas Valsts robezsardze, 2015), bet 2@@@h — jau tikai 913
cilveki (pret iepknotajiem 1700 cilekiem) (Latvijas Valsts robezsardze,
2021a). Kaut gan 2020. gadija el 492 amatpersonas un darbinieki (pret
ieplanotajiem 540 cilgkiem), kuri apguvusi kvalifikcijas paaugsti@sanas
programmas Latvijas VRS sad@vhs iestdes (Nacionlajos brwotajos
spekos, Valsts polic, Valsts administicijas skofi, Valsts imémumu dienegt
Pilsortbas un migicijas lietu @rvalde, lekSlietu ministrijas Inforricijas
centd, u.c.) (Latvijas Valsts robezsardze, 2021a), &oras joproim bija
ieverojami mazk, neka 2014. gad, un galvenais — mak neléa tika plknots un
sagaidts no robeZsargiem, kas liecina pasiwizemu motidciju profesionli
atfistities.

Latvijas VRS prskatu dati liecina ampar to, ka pdejo gadu laild praktiski
nepaaugstifjas Latvijas robeZsargu interese par profedimnalakizglitibu un
augsiko izglitibu. Ja 2014. gad amatpersonu skaits, kuras apguvusas
profesionalas tlakizglitibas programmu “Robezapsardze”, bija 100 &kilv
(Latvijas Valsts robezsardze, 2015), tad 2020.agad90 ciheki (Latvijas
Valsts robezsardze, 2021a); amatpersonu skait@skapguvusas Iintena
profesionalas augstkas izghtibas studiju programmu “Robezapsardze”, 2014.
gada bija 31 cilsks (Latvijas Valsts robeZzsardze, 2015), 2020. gadé4
cilveki (Latvijas Valsts robeZsardze, 2021a); amatparsakaits, kuras
apguvusSas 2ihena profesioalas augsikas bakalaura izgfibas studiju
programmu “RobeZzapsardze”, 2014. gada bija 12&kiil(Latvijas Valsts
robezsardze, 2015), 2020. gada — 19c&kilMLatvijas Valsts robezsardze,

11



2021a). Rezulta Latvijas VRS persata (amatpersonu un darbinieku)
sadaljums Ec izglittbas fmepa kopS 2014. gada neizmgiis: 43,7% ar
augsiko izgfittbu pret 56,3% ar vio izgltibu 2014. gadl (Latvijas Valsts
robezsardze, 2015) un 43,5% ar agigstizglitibu pret 56,5% ar Vijo
izglitibu 2020. gadl (Latvijas Valsts robezsardze, 2021a).

Viens no Latvijas VRS daitias principiem, kuri ir deféi tas darfibas
straggija 2020.9.-2022.g., ir ‘“valsts robeZsardzes peisonatlases,
profesioralas sagatavoSanas, kvalifikjas paaugstidfanas un karjeras
izaugsmes atstiba. Virziena rarkis — vienota, msdienga un efelva
personla vadba un piesaiste dienestam (darbam), lai nodibsSirestdi ar
izglitotu, kvalificgtu un motitu persoalu iestidei normatvajos aktos noteikto
funkciju un uzdevumu izpildei,akar veicinatu persoala attsttbu un lojalititi
iestidei, efekivi izmantot un rarktiecigi pilnveidot iesides persoiia
zinaSanas un ien@s tiem noteikto amata pigumu izpildei” (Latvijas Valsts
robezsardze, 2020). Stggija mineta vienot, miasdienga un efekiva persoala
vadiba misdienu ziatniskap literatira tiek akivi pétita un dvéta par
ilgtspejigu vadbu, kas ir virta uz ilgtsgju (SteadJ.G., Stead W.E., 2014;
Galpin, Hebard, 2018; Szymczyk, 2019; Barbosa et28R0; Sekhar, 2020).
Izglitibas sistmas spja sekndt augstas ekonomisk veiktsgjas sasniegSanu,
efekivi izmantojot paSregjo un rakamo paaudZu resursus, ir ilgtfgas
vadbas objekts. Kopumilgtspgjiga vadba tiek defirta ka ilgtspejigas prakses
pielietoSana daiflas jormas, kuru veicdda veida, kas ir izdewgs paSreigam un
nakamapm paaudzm (Sekhar, 2020).

Temas izpetes sitacijas analize. VRS darlbas specifikas — proti,
relafvas skgtibas — @] Latvija (ka afi citas pasaules valsl, praktiski nav
zinatniski pamatoto @ginajumu pEtit S dienesta dafbu: nav sistedtiska
monitoringa Latvijas robezsargu profesitas atistibas jom, netiek @arbaudti
daadi zinatniski pamatoti Latvijas robezsargu profedias atistibas
ilgspejigas vatbas modg utt.

Par vietgu sisemisku ziritnisko (Etijumu Latvijas robeZsargu
profesionlas sagatavoSanas jamar uzskat A. Indriksona promocijas darbu
“Komunikacijas prasmes veidoS@robezsargu profesiaiaja sagatavosa,
kas ir aizsivets 2017. ga@l Rezeknes Tehnolgju akadmija pedaggijas
zinatnes nozares militas pedaggijas apaksnozar (Indriksons, 2017). A.
Indriksona ptijuma nerkis bija veikt komunikcijas procesa i
militarizétas izgitibas iestdes studis un izstidat kritérijus un @ditajus, lai
formuletu komunikacijas prasmes veidoS@ mijsakaibas un nosagimu
likumsakatbas, izstidat komunilacijas prasmes veidoSandidaktisik modda
stEmu robezsargu profesidiaja sagatavoSan un ieteikumus robeZsargu
profesionilas sagatavoSanas $istas un nozaru (militas) pedaggijas procesa
pilnveidei (Indriksons, 2017). A. Indriksons saveomocijas darba izstdes
rezulita atbildgja uz sekojoSajiem gijuma jausjumiem: 1) kas nosaka
militarizétas izgitibas iestdes daribas specifiku un & ta ietekne
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komunikacijas un studiju procesa norisi? 2)d& veida komunikacijas prasmes
veidoSaAs mijsakaibas un nosapmmu likumsakaibas ietekra “subjekts—
subjekts” komunikcijas un attietbu integhciju studiju proce® militarizéta

izglittbas iestde ar domigjoSo “subjekts—objekts” komurikiju un

hierarhiskajm attiegbam?

Neskatoties uz to, ka mdiais Etijums tikaistenots pedaggas, nevis
vadibzimatnes ietvaros, tas sniedpti batisku metodisko vadtiju Latvijas
robezsargu profesiatas atistibas ilgtspjigas vatbas izgtei, proti, objekivas
attieabu hierarhijas at8anu un akced$anu valsts robezsagkas nosakais
jomas specifiku, aldiba no ciam nodarbiatibas jomam. So objekwi
pastvo3o attietbu hierarhiju (un pat zBmu autorifrismu) valsts robeZsardzes
dienesi — piengram, nepiecieSaiu diergjoSam instruktoram samt vadbas
noditijumu, lai iesitos Valsts robezsardzes koladz autorsyems \éra, veicot
savu fgtijumu.

Promocijas darba f@tijuma objekts: Latvijas robezsargyvirsnieku un
instruktoru), kas dienh Latvijas VRS teritodlajas strukfirvienibas,
profesionla atstiba.

Promocijas darba [gtijuma priekSmets: Latvijas robezsargu
profesionlas attstibas ilgtsgjiga vadba.

Promocijas darba hipotze: darbinieku profesiaiias atistibasilgtspejigas
vadibas objekts Latvijas VRS ir darbavietu pieibla, kas nosaka darbinieku
profesionlas atistibas imeni.

Promocijas darba nerkis: izpetit Latvijas VRS daddas teritoralajas
strukfirvieribas diergjoSo robezsargu profesialas attstibas ilgtspjigu vadbu
uz kogjas situicijas fona ar darbinieku profesida attistbu un &s ilgtsgEjigu
vacdibu pasawd, ES un Latvij.

AtbilstoSi ngrkim ir izvirziti Sadi promocijas darba uzdevumi
1) promocijas darba koncepta ietvara, t.i., darbinieku profesialias

atistbas ilgtspjigas vatbas iz@tes teogtiskai un metodolgiska

pamatojuma izsiide, t.sk.:

- darbinieku profesicilas atistibas k mazizglitibas sasawddas
anaize;

- darbinieku profesiarias atistibas ilgtspjigas vatbas konceptia
pamatojuma izside ekonomisks paradigmas ietvaros;

- metodolgijas izstade, kas @lak darts tiks izmantota Latvijas
robezsargu profesialas atistibas ilgtsgjigas vatbas empriskaja
izpete.

2) situacijas anakze ar darbinieku profesialo atfistbu un fs ilgtsgEjigu
vacdibu pasaw, Eiropas Saviaba un Latvij, t.sk.:

2 Konkrati, petijuma gait tiek saidzinatas Latvijas VRS Ludzasapralde (kuru vada
promocijas darba autors) un Daugavpiisvplde (kas iridziga VRS Ludzas gvaldei
pec izmera, kapacites un daribas specifikas).

13



- darbinieku profesiarias attstibas lomas izfte ntisdienu pasaules
valstu ekonomiskajveiktsgja;

- llgtspejas indeksa & ilgtspejigas vatbas instrumenta lietoSanas
pieredzes anade Latvif.

3) Latvijas robezsargu profesi@is atistibas un s ilgtsigjigas vatbas
empriska no\erteSana, t.sk.:

- Latvijas VRS darba vides afz, kas [darba vide] veido Latvijas
robezsargu profesialas atfstibas ilgtsgjigas vatbas kontekstu;

- Latvijas robeZsargu profesiglas atistibas ifmepa nowrteSana
saistba ar darbavietu pieviibu;

- optimalas pieejas noteikSana Latvijas robezsargu praigisi®
attistibas ilgtspjigai vadbai.

Promocijas darta izmantotas metodes: Promocijas darb izmantotas
visparzinatniskas — gan teatiskas, gan emjiskas — metodes,&ai specilas
ekonometrisks un vaibzinatnes metodes.

Visparzinatniskas teogtiskas metodes: monogfiska metode, Igiskas
anafzes un sirizes metode, dedukcijas un indukcijas metode e&juma
objekta sistmiskajai anakei, ki af petijjuma konceptla pamatojuma un
metodolgijas izstadei.

Visparzinatniskas empriskas metodes: satura armad — Latvijas VRS darba
vides izfgtei, regresijas anale — Latvijas robeZsargu profesitas atistibas
[Imenpa nowrteSanai saisba ar darbavietu pieviibu (€logu-seku, nevis tikai
korelatvas sakabas noteikSanai), vigb lielumu saidzimaSanas metode (ar
atXkiribu statistisk nozmiguma noteik8anu ar Esibu) — darbinieku
profesionlas atistbas fmepa un darbavietu pieviibas sadzinaSanai Latvijas
VRS teritorilajas strukfirvieribas, ka afi darbinieku profesiaiias atistibas
lomas iz@tei masdienu pasaules valstu ekonomiskegiktsggja (pedejam tiek
izmantota ar korefcijas anaize un diskriminantu arik); sociolgiskas
aptaujas metode — Latvijas robezsargu ar darbtiteaisrtibu un profesiofias
attisttbas unis ilgtsigjigas vatbas empriskajai noérteSanai.

Spedlas ekonometrisis un vadbzinaitnes metodes: uz ekspertu
vertegjumiem balsita SVID analze — Latvijas VRS darba vides stipro ugjov
pusu, iespju un draudu noteikSanai; hierarhiju amak metode — optigtas
pieejas noteik3anai Latvijas robeZsargu profeaisn atistibas ilgtspjigai
vadbai; varicijas anakze — stidajoSo neneSa vidjas bruto darba samaksas
regionalas varicijas izfgtei Latvijas ekonomik un nozag “Valsts gErvalde un
aizsardia, obligita sochla apdroSiaSana’; N. Amundsona iztiatais
kompetences modelis — darbinieku profesias atistibas imena norteSanai.

Promocijas darba uzdevumu risidSanai izmantotie materali un
empiriskie dati:

- Latvijas ilgtsggjigas afistibas stratgija [idz 2030. gadam;
- Latvijas VRS dartbas stratgija 2020.9.—2022.9.;
- Latvijas VRS publiskie frskati ar statistiskajiem un finanSu datiem;
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- petjuma €mai velttas ziratniskas publikacijas, promocijas darbi;

- publikacijas un Latvijas VRS vatfju intervijas masu medijos;

- publiski pieejaris datu lhzes (piemaram, G. Hofstedes datuate ar
pasaules valstu socig¢is kultiras n&rijumiem);

- sekundrie empriskie dati par 2018.9.—2020.g. no Biznesa skoksaplei
ikgackji publicétajiem p@rskatiem par Gloflas talantu konkutspejas
indeksu (GTKI)® vairak neki 100 pasaules valst (ieskaitot visas ES
valstis);

- primarie empriskie dati no Latvijas robeZsargu (virsnieku ustinktoru)
sociolgziskas aptaujas, kuru autors veica 2022.19a¢RS Ludzas un
Daugavpils prvalde, aptaujjot 182* robeZsargus wu profesiodlas
attisthas fmega nowrteSanai saisha ar darbavietu pieviibu un 166
robezsargus — G. Hofstedes saiist kultiras n&rijumu apgkinasanai;

- primarie empriskie dati no Latvijas VRS virsnieku ekspertapéa,jkuru
autors veica 2022. gad.udzas, Daugavpils un Ydkas arvalde, aptaujjot
7 ekspertus-virsniekus (ar darbazst Latvijas VRS no 22idz 29 gadiem)
ar nerki nowertét dazdas pieejas Latvijas robezsargu profesdiasm
attistibas ilgtsgjigai vadbai.

Retijuma kvantitativo datu apstradei izmantotas datorprogrammas:

- IBM SPSS Statistics v.22 (Win32);

- Microsoft Excel.

Promocijas darba konceptalais ietvars. Saa petijuma darbinieku
profesionala attisttba konceptali tiek ieklauta muzizgfitiba (Valsts valodas
centrs u.c., 2022a), ko akt péta gan Latvii (B. Rivza, A. Sannikova,
M. Petersone u.c.), gan farvisa pasaut (F. Galindo-Rueda, A. Vignoles,
A. Jenkins, A. Wolf, S. Serjakova, V. Krgnko u.c.). Savukt ilgtspgjigas
vadibas koncepftila izpratne balgés uz Triple Bottom Line (ekonomisk,
sockla un ekolgiska ilgtspgja) (J.G. Stead, W.E. Stead, Sh. Bonini, S. Swartz,
T. Galpin, J. Hebard, S. Suriyankietkaew, Ph. Ba}isko autors papildija ar
vél divam dimensiim — kulfiras un politisko, frvéerSot to parQuintuple
Bottom Line (K. Szymczyk) kas ietver ekonomisko, sat, ekolasisko,
kultaras un politisko dimensiju.

Retijuma pamatjedzieni ir darbinieku profesiciia attistiba, ilgtspejiga
vadiba un darbavietas pievilta. Darbinieku profesidia attisttba konceptali
tiek saprasta &k mazizglitibas sagwvdaa, bet empiski — ka Glohalas talantu
konkuftsggjas indeksa (GTKI) komponents “Darbinieku profeglaratistba”
(tas izpetei makroimen) (Business School for the World (INSEAD) et al.,
2018, 2019, 2020) un darbinieku kopkompetence drgii profesioilas

3 MuZizghitiba un taj ietilpstod darbinieku profesiaiia attistiba ir Glokilas talantu
konkurtspejas indeksa komponenti (Business School for theldVGNSEAD) et al.,
2018, 2019, 2020).

4 “Minimalajai izlasei sodilo zinatpu petijumos fibat 30—200 cilekiem” (Kish, 1965).
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attisttbas Imepa izgetei mikroiment (N. Amundsona izsidatais kompetences

modelis (Amundsons, 2016)). lig&fgas vatbas gdziens tiek defigts ka

jauns ra@las vadbas veids,nemot \Era organizcijas darlbas ilgtermpa
ietekmi uz ekonomiku, ekofiju, socilo sferu, kultiru un politiku (Stead.G.,

Stead W.E., 2014). Pie tam, as pie@am ilgtspgjigas vatbas dimensim

jabat institucionaliztam, t.i., ieauem organiZcijas iek§jas straggiskas

vadibas komponegs. Savulrt, darbavietas pieviiba ir subjelva pa#diba,
kas balsts uz darbinieku un pretendentu snéegtrtibnoertejuma, apsverot
iesfEju stradat organizcija, un emfriski tiek interpretta ar desmit faktoriem

(drodba, vieta, attieibas, atzitba, ieguldjums, darba atbilgta, elaggums,

macisaras, atbildba, inowcijas) — saskg ar N. AmundsonaM. Korbjéra un

V. Neduhas izstidato metodiku, ko sauc par darbavietu piabifs faktoru

moddi (Amundsons, 2016).

Autora izstidata Latvijas robezsargu profesigias atistibas ilgtspjigas
vadbasizpetes metodolgija ietver:

- Latvijas VRS darba vides afzds metodiku (skat. 1.3.1. shaa kas
balsis uz darba vides piecu dimensiju SVID aned metodi;

- darbinieku profesiailas atisibas fmena nogrteSanas metodiku saibi ar
darbavietas pieviibu (skat. 1.3.2.saflg, kas balsis uz Latvijas
robeZsargu sociofiskas aptaujas metodi;

- optimalas pieejas noteikS8anas metodiku Latvijas robeisargfesioalas
atfistibas ilgtsgjigai vadbai (skat. 1.3.3. satlg, kas balsts uz hierarhiju
anaizes metodi.

Fetijuma ierobezojumi. Petijuma ietvaros veilat empriska izpete aptver
divas Latvijas VRS teritoflas strukfirvieribas: Ludzas gvaldi un Daugavpils
parvaldi. Lidz ar to, emfriskas izpEtes rezuliti tiek attiecirimi ne uz visu
Latvijas VRS, bet uzas noteikto dau — konkgti, tiem Latvijas robezsargiem
(virsniekiem un instruktoriem), kuri diénpirmkart, uz sauszemes robezas, un,
otrkart, uz ESargjas austrumrobezas. PaSiis geopolitiskajos apsklos
abiem Siem aspektiem ir ggmaSa noune, gan arsava specifika.

Promocijas darba strukfiru veido ievads, Is ddas (viena tea@tiski
metodolgiska un divas emiskas) un nobeigums.

Darba pirmaj dda tiek analizta darbinieku profesiaa attstba k
mazizglitibas sadwvdda, tiek izstidats darbinieku profesiahas attstibas
ilgtspejigas vatbas konceptilais pamatojums ekonomigk paradigmas
ietvaros, | af tiek noteikta metodolgiska pieeja un metodes, kadak darta
tiks izmantotas darbinieku profesidis atistibas ilgtspjigas vaibas
empriskajai izggtei.

Darba otraj dda tiek petita darbinieku profesiatas atistbas loma
musdienu pasaules valstu ekonomigkajeiktsigja (kas ir fons Latvijas
robezsargu profesialajai atistibai, jo robezsargi air darbinieki), k& af tiek
analizta llgtsgjas indeksa k ilgtspejigas vatbas instrumenta lietoSanas
pieredze Latvi.
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Darba treSajdda tiek analizta Latvijas Valsts robeZzsardzes darba vide,
kas veido Latvijas robeZzsargu profedilas atistbas ilgtsgjigas vatbas
kontekstu, tiek nosrtéts Latvijas robezsargu profesidis atistibas tmenis
saistba ar darbavietu pieviibu, ki ari tiek noteikta optirila pieeja Latvijas
robezsargu profesiatis atistibas ilgtspjigai vadbai.

Darba nobeiguinir formuleti galvenie atzinumi un gijuma rezuliti,
secirajumi, noteiktas prol@mas un izstidatas rekomengtijas to risiraSanai.

Promocijas darba ziratniska novitate:

- izveidots konceptilais pamatojums darbinieku profesitds atistibas
ilgtspejigas vatbas izgtei;

- piedavatas un analiztas divas papildu dimensijas ilg&pa vadba:
kultaras un politisk;

- izstiadata kompleksa metodadila darbinieku profesicalas atistibas
ilgtspejigas vatbas izgtei;

- zinatniski pamatota Latvijas VRS darba videssizp

- jauna koncepta — darba viba (darbavieta + darbinieks) — deéfiana, kas
varetu Kiat par jaunwadbzinatnes gdzienu.

Promocijas darba praktiska noame:

- izstradata metodolgija var tikt izmantota jebkuras iaskes darbinieku
profesionlas attstibas ilgtsgjigai vadbai;

- robezsardzes specifikai pigbtais aptaujas instrumanfs var tikt
izmantots akotnes ptijumiem;

- noteiké optimala pieeja robeZzsargu profesidds attstibas ilgtspjigai
vadbai var tikt izmantota Latvijas robezsardzesilad praks;

- snieglis rekomenakijas var tiktnemtas @ra rikoSo Latvijas VRS publisko
parskatu izstade.

Rettjuma dizains. Promocijas darbsakas ar i konceptala ietvara izstidi,
t.i., darbinieku profesidilas atistibas ilgtsgjigas vaibas izjgtes teogtisko un
metodolgisko pamatojumu, kas ietvetarbinieku profesioilas atistibas k
muzizglitibas sagavdaas anaki, darbinieku profesidilas atistibas ilgtspjigas
vadbas konceptila pamatojuma izveidi ekonomigk paradigmas ietvarosa k
an Latvijas robezsargu profesiglas atfstibas ilgtsgjigas vatbas izgtes
metodolgijas izstadi.

Talak seko darbinieku profesialas atistbas lomas iz§te nusdienu
pasaules valstu ekonomiskayeiktsggja un llgtsggjas indeksa & vadbas
instrumenta lietoSanas pieredzes amalatvig. Tas ir makro- un mezofons, uz
kura notiek arLatvijas robezsargu profesiglas atistibas ilgtsgjiga vadba.

Retijjumu nosédz Latvijas robezsargu profesids atisttbas empriska
ilgtspejigas vaibas nowrteéSana (mikraimenis), kas ietver Latvijas VRS darba
vides anaki, Latvijas robezsargu profesi@as atistibas imena noErtéSanu
saistba ar darbavietu pieviibu un optinilas pieejas noteikSanu Latvijas
robezsargu profesiafas attstibas ilgtsgjigai vadbai.
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AizstveSanai izvirztas tezes:

1) mazizghtibas sivoklis kopuna un jo ipaSi darbinieku profesiatis
attisttbas tmenis ir ne tikai faktors, betiaindikators valstu ekonomiskajai
veiktsggjai miasdienu pasas]

2) “sabiediba, kas rmcas” viennoimigi tiek uzskaima par chl uz
konkurtspejigu valsti ar augstu ekonomisko veildgp bet Latvija nav
tada sabiedba;

3) Latvijas VRS darba vidi nevar viennodgi raksturot, B robeZsargu
profesionlas atistibas ilgtspjigai vadbai labligu kontekstu;

4) optimala pieeja Latvijas robeZsargu profeditais atistibas ilgtsgjigai
vadbai ir tie$, nevis caur darbavietu pievili, darbinieku profesiditas
atfisttbas sekr@Sana.
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1. DARBINIEKU PROFESION ALAS ATTISTIBAS
ILGTSP EJIGAS VADIBAS IZPETES
TEORETISKAIS UN METODOLO GISKAIS PAMATOJUMS

Ss ddas galvenais uzdevums ir iz&tit promocijas darba koncepto
ietvaru, t.i., darbinieku profesialas atistibas ilgtsgjigas vaibas izgtes
teoctisko un metodolgisko pamatojumu. Pirmaj nodda tiks analizta
darbinieku profesioila attistiba, K& moZizgfitibas koncepta sastdaa. Otrafi
nodda tiks izstadata darbinieku profesiatas attstibas ilgtspjigas vatbas
konceptdlais pamatojums ekonomigk paradigmas ietvaros. TreSajodda
tiks izstiadata pEtnieciska metodolgija, kas &lak darka bas izmantota Latvijas
robezsargu profesiafas attstibas ilgtsgjigas vatbas izjgte.

1.1. Darbinieku profesiorala attistiba ka mazizghtibas koncepta sagivdala

Ziratniskap literatira darbinieku profesiciia attistba konceptili tiek
uztverama, & muzizglittbas saaivdaa (Bersin, Zao-Sanders, 2019; Beqiri,
Mazreku, 2020). Mzizglittbas aktualizSanos pasaginoteica izgtibas lomas
pieaugums ekonomik ko izraigja glokalas ekonomikas mode izmanas
21. gadsin#t, parejot no industéilas ekonomikas uz ziSanu ekonomiku
(Boronenko, 2007; Rivza, 2018). ddizglitibas koncepcija bakt uz cileka
attistbas — gan profesiatas, gan personigk — turpiraSanos arpec nmacibu
iestides beigSanas, jo i@gs ziraSanagtri noveco (Su, 2007).

Dazi ziatnieki uzsver, ka mvizglitiba ir svaiga, lai apmieriatu darba
tirgus pieaugoSo piepf@smu pEc aizvien jau@m darbinieku prasngm
(Galindo-Rueda et al., 2003). Lai i#g izglittbu, nusdieris vairs nav
jaieklaujas noteiktos vecuma vaitdesposmaamjos, izgitiba ir ekonomiski
nepiecieSama visdzives garurm un Kuvusi partas neafemamu sastvddu
(360poBckuit, Ambaposa, 2020). lidz ar to Latvijas terminofgskaja telpa
pamldas jauns termins — “sabiabla, kas ricas” (Valsts valodas centrs u.c.,
2022b), un @s atistibu veicina trs galvenie faktori: infor@ta sabiedba,
zinatniski tehnolgiska vide un ekonomikas internacionalizja (European
Commission (EC), 1995). Konceptu “sabitdr, kas racas” relatvi sen [gta
un akivi izmanto starptautiskajzinatniskag telpa (Hutchins, 1968; Husen,
1974; Edwards et al., 1995; Jarvis, 2000, 2006; ta¥el 2005; Su, 2007,
Popescu, 2011; Tindemans, Dekocke, 20@6pskosa, Kpasuenko, 2020;
Sungsup et al., 202Pasen, 2021), bet praktiski neizmanto Latvifkatia zina
— latvieSu valoa)).

Vaiskums p@tnieku, kas stida muazizghtibas joma, teogtiski uzskata
sabiedibu, kas rmacas, par neapSadmu atistbas faktoru gan paSiem
darbiniekiem, gan arorganizcijam, ku@s vipi strada, ka af sabiedibai un
ekonomikai kopura

19



Masdieras ir atits, ka tas, kas patiesi atdalaisditas valstis no maek
atfisitajam valsim, nav tikai resursu vai tehngigu, bet gan ziaSanu plaisa.
Faktiski mazk atfisfito valstu izaugsmi lial méra nosaka temps,akla tas
samazina So plaisu (Stiglitz et al., 2014)d4 ar to sodilo zinatpu parstavjiem
tiek izvirzats &ids Etniecisks jautjums: ja atbilde ir mzizghtiba, tad kur ir
probEma?

Promocijas darba autora skana, galveno prol@mu (kura savuikt vargtu
liecinat par ciam skptajm probEmam) veido tas, ka, sask@ ar ESAO
empriskajiem datiem, daudzas ESAO valstis jopmojnav “sabiedbas, kas
macas”, jo ipasi tas attiecas uz to nodafhmiedzavotaju ddu, kurai visvaiik
batu jamacas, — uz darbiniekiem ar zemu prasnijuéni (skat. 1. agtu).

1. atels
Ekonomikas sadarlibas un atfistibas organizcijas (ESAQO) dazu valstu
stradajoSo iedAvotaju I1dzdaliba profesioralaja attistiba,
visi darbinieki un darbinieki ar zemu prasmju Iimeni, %, 2019. gads
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® Pieaugusie ar zemu prasmijméni = Visi pieaugusie

* ESAO valstu vidjais raditajs ir 41% visu darbinieku vitlun 18% darbinieku
ar zemu prasmjdrheni vida.
Avots: Organization for Economic Cooperation and&epment (OECD), 2019.
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Pasaules zitiskap literatira (parsvaa — Eiropas un Zieniamerikas
(Kyndt, Baert, 2013; Boeren, 2016; Webb et al., ®P1ka an starptautisko
institiciju un organizciju — Eiropas Komisija, ESAQJNESCO- deklaécijas
un anaitiskajos parskatos (European Commission (EC), 2000; Unitedddat
Educational, Scientific and Cultural OrganizatiddNESCO), 2015a, 2015b,
2016; Organization for Economic Cooperation and dd@gyment (OECD),
2019), pagiv vienpiatiba par nizizghtibas koncepciju, kuras paraair tris
principi: 1) izgitojamais i@em centilo poZciju; 2) maciSaras ir \ersta uz
parejas sitacijam un procesiem; 3) #giSaras notiek daZdas formas un
kontekstos.Ipasi tiek akcemts, ka ciheki var micities visu nizu dazdos
kontekstos un apsklos — ne tikai skal bet ar darbaviei (Organization for
Economic Cooperation and Development (OECD), 2019).

Par vispiemrotako instrumentu darbinieku profesi@as atistibas
empriskajai nowrteSanai makramen autors uzskata Wizglittbas un
darbinieku profesioilas atistibas &ditajus no Biznesa skolas pasaulei
izstradata Glohalas talantu konkutspejas indeksa (GTKI) (Business School
for the World (INSEAD) et al., 2017).

GTKI konceptalo batibu veido tas, ka fsdienu pasaules valstis kon&ur
cita ar citu pasaules ekonomisk#glpa, iesfgjot, piesaistot, aistot un noturot
talantus, kas veicina valstu konktspeju un ekonomisko veiktgju (Business
School for the World (INSEAD) et al., 2017). Sagtkmazizglitiba tiek
uzskatta par GTKI apaksSindeksa “Asfit talantus” komponentu (vienlaikus ar
formalo izglitibu un piekuvi izaugsmes iegjam), kas nosaka pasaules valstu
SpEju  “raZzot” talantus sav teritorija, nevis piesai#t tos no arpuses.
Muzizglitiba ietver sevtris komponentus, ieskaitot darbinieku profesion
attistibu, kas tiek rarita skaf no 1 (nav vispr) lidz 7 (liek mera), ekspertiem
atbildot uz jautjumu: “Cik liela mera Jisu valst uzgemumi veic iegulgjlumus
apniciba un darbinieku atsttba?” (Business School for the World (INSEAD)
et al., 2018, 2019, 2020)

Tatad, ar GTKI paldzbu var sasaitit konceptdlo izpratni par darbinieku
profesionalas attstibas ilgtsgjigu vadbu, ki af valsts konkuwtspsju un &s
ekonomisko veiktsgju, no vienas puses, un efripkus noerojumus S&j joma,
no otras, un tas tiks izdés § promocijas darba 2.1. nddaempgriski petot
darbinieku profesicilas atistibas lomu rmsdienu pasaules valstu
ekonomiskaj veiktsEja.

1.2. Darbinieku profesioralas atfistibas ilgtsgejigas vadbas
konceptualais pamatojums

Saskaa ar [Etijuma rezulitiem, ko veica Kafidas ligtsgjigas afistibas
starptautiskais instits, “iepriek&jos laikos ciheces ilgtsgja tika uzskata par
paSsaprotamu un neizpasda tieSais narkis. Tas noteikti bija netieSsaniis,
jo neviena cileku sabiediba nekad nav apzti veicinajusi savu neilgtsgu.
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Globalas attstibas tendences tagad pEey uzmafbu ilgtsEjai, ka
nef@rprotamam tieSam &nkim. Tatu paSam ilgtsgjas konceptam, lai padar
to par funkcioalo, jabat parverstam ralas pasaules praktiska dimensis.
Mums ir aspej atpat ilgtspejas esafbu vai neesatbu vai draudus ilgtsjai
masu [@rrauditajas sisemas. Mums ir nepiecieSami atbilstoSidrtaji, kas
paststitu mums, kur rés esam attiaba uz ilgtsggju ka merki” (Bossel, 1999).
Attieciba uz darbinieku profesiaitas atistibas ilgtsgjigu vadbu tas nomme,
ka ir nepiecieSamaakla koordiatu sistma, lai atgirtu ilgtspejigu vadbu no
neilgtsigjigas.

Redgjo desmitgadu laik starptautiskaj zinatniskap telpa ir notikusi ar
vadbu saistto konceptu evaicija ilgtspsjigas stratgiskas vatbas virziea
(Stead J.G., Stead W.E., 2014; Galpin, Hebard, 2@#8/mczyk, 2019;
Suriyankietkaew, Petison, 2020; Barbosa et al.,020Qarner, 2021), un
musdienu vatbas galveaipadba ir s ilgtsgEjigais raksturs un konceagaras
tieSi uz ilgtspjas nErka sasniegSanu. Bet ilg&ps nErkis parspsj tos
stra€giskos nerkus, kas ir pigemti vadbzimatné pedéjo desmitgadu laik
Tatad, ar vathu saisto konceptu evdicija notika sekojas cda: straggiska
planoSana — stragiska vadba — stradgiska ilgtsggjas vadba vai stradgiskas
vadbas pieeja ilgtspai vai stratgiska vadba ilgtsgjai — ilgtsgEjiga
straggiska vadba — ilgtsggjiga vadba.

Sobrd uzsvars uz vides jajimu intege3anu tiek likts organizijas
darliba un rpgjoties par sabie@vas inteream. TieSi &pec stratgiskaja vadba
butu jaapvieno ekonomiskie aspekti ar ekgikkajiem un sodiajiem
aspektiem, dogjot par rikamapm paaudzm. Pieejas maa no stradgiskas
vadibas uz ilgtspjiigu stragégisko vadbu noimé tadu vadbas straigiju
ievieSanu, kas aizsargdabas resursus, mazinapémumu kaiigo iedarfbu
videi un fipgjas par esoSain un rikamapm paaudzm. Jauad ilgtspejigas
vadibas koncepcija apvieno s@&gisko vadbu, socilo atbildibu un ilgtsgjigu
atistbu (Szymczyk, 2019). To#n autors uzskata par diezgan novecojusu
izpratni par ilgtspjigu vadbu, kas balgés uzTriple Bottom Linglekonomisk,
sockla un ekolgiska ilgtspgja) (Stead J.G., Stead W.E., 2014; Bonini, Swartz,
2014; Galpin, Hebard, 2018; Suriyankietkaew, Pati2020).

Autors uzskata, kaistenojot ilgtspjigu vadbu nusdienu apaklos, ir
janem \era Vel vismaz divas dimensijas: kalas un politisk. Tadgjadi
ilgtspejigai vadbai misdieras hutu jabalsas ne uz trim, bet uz piem
dimensiim (Quintuple Bottom Ling ietverot ekonomisko, sato, ekolazisko,
kultaras un politisko dimensiju, lai ganak®tngji “organizaciju merku un
straggiju atfistba un nowrtéSana ilgtspjas virziem radis no dabas
ekosistmas vajadibam” (Szymczyk, 2019). ligtspigas vatbas galveno
uzdevumu un pat misiju @sdienu @tnieki formuk ka ‘“ilgtspgjas kultiras
radSanu vatha” (Galpin et al.,, 2015). Orgariizijam ir jaspej reagét uz
argjiem ilgtsygjas viratajspekiem, ielaujot ilgtsggju tas iek$jas stratgiskas
vadbas komponens (Galpin, Hebard, 2018).
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Autoram Eiet, ka viens no namigakajiem elementiem ilgtgpigas vatbas
sasnieg3anir tas institucionalizcija, t.i. par ilgtspjigi vadtam var nosauktas
organizcijas, kuras izveidoja ar ilgt§ju saisitas vadbas struldras, k an
izstradaja ilgtspgjas programmas (Bonini, Swartz, 2014js $adbas strukras,
kas ir balstas uz ilgtspjas programram, praktiski realiz ilgtspgjigas vatbas
sedgus principus, lai ilgtsga tiktu iedauta organiacijas iek$jas straggiskas
vacdibas komponentos. Pasawhirak neka 13 triljoni ASV dokru tiek ieguldti
aktivos, kas ir prvalditi pec ilgtspjigas vatbas principiem (Global
Sustainable Investment Alliance, 2013).

Tadgjadi ilgtspejiga vadba ir ne tikai jauns doiSanas veids par savas
organizcijas stratgisko lomu plagdka sabiediba un ekosisgima tagad@ un
nakotrg, bet af jauns ralas vadbas veidspemot \Era organizcijas daribas
ilgtermina ietekmi uz ekonomiku, ekalgu, socklo sferu, kultiru un politiku
(Stead J.G., Stead W.E., 2014), t.i., allgsineto Quintuple Bottom Line

Lai gitu ralos pamkumus, ilgtspjas centieniem irapiat organizcijas
prioritatei ar tieSu vatbas atbalstu, un tas nav viegls uzdevums. aMaela
puse no ugemumu / organiaciju vadtajiem, kas tika aptaafi ta saucar
“Makkinsija parskata” gEtijuma ietvaros, uzskga, ka viu uzmémumos /
organizcijas nav ilgtspjas filozofijas, kas caundp ar viu ikdienas daribu, —
neskatoties uz to, kani umemumos / organicijas ilgtsyEja tiek uzskata par
augstko prioritati. Parskata dati pada ar to, ka,nemot \era, ka mazk nela
5% uzmémumu / organizciju finanskli veicina vai piedva karjeras stimulus
ilgtspejas nodroSiaSanai, cileki var neuzskat tiekSanos gc ilgtsggjas par
karjeras izveides ¢e. ligtsggja ir “tals cdojums”, un @tijumu rezulsti liecina
par to, ka Sis fakts ipem \era (Bonini, Swartz, 2014).

Latvijas VRS daidbas straigija 2020.9.-2022.g. ir noteiktas piecas
straggiskas prioritates (Latvijas Valsts robezsardze, 202Qjlak Straggija, ka
afi Latvijas VRS publiskajos goskatos, tiek defigti VRS darbbas narki un
virzieni, ki af tiek apraksta istenoi budzZeta programma. Bet ne ipat
Stra€gija, ne ikgadjos publiskajos frskatos nav pat maéts termins
“ilgtspgja”, nemaz nerudjot par &S pie@m dimensigm: ekonomisko,
ekolagisko, socilo, kultiras un politisko. Turldt Straggija ir izstradata tikai
uz trim gadiem, kas ne#a gadjuma nav ilgtermipa (un pat vidja termia)
periods. Latvijas Valsts robezsardzes dienesta nirgeoriskaji strukiira
ilgtspeja afl nav institucionalizta, t.i., nav izveidotas ar ilgtgjp saisttas
vadbas struldras.

Pasaules Zzitniskap telpa ir divas paradigmas, kas efina pamatot
darbinieku profesiailas atisfibas ilgtsgjigu vadbu caur wviu iesaisti
muzizglittbas proces Pirma un domigjosa — ekonomisk paradigma -
fokusgjas uz konkugtspeju atri mairigaja zinaSanu sabiedoa, kur ilgtsigjas
sasniegSanai ir abiatisks finansilais efekts (Dahlman et al., 2007; Bonini,
Swartz, 2014). Ofr— hunanistiska paradigma — apgalvo, kaiattbas idals ir
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civila, sochli integreta sabiediba (United Nations Educational, Scientific and

Cultural Organization (UNESCO), 2015b).

2. attla tiek shematiski padita darbinieku profesiatas atistibas
ilgtspejigas vatbas koncepftila izpratne ekonomigis paradigmas ietvaros, kas
[izpratne] balsts uz sekojoSiem momentiem:

1) darbinieku profesiaitas atistibas ilgtspjigas vatbas galarerkis ir
konkurtsgejiga valsts ar augstu ekonomisko veikjsp Pamatojums:
Eiropadomes Lisabonas s#sne 2000. gada mart valstu un valtbu
vadtaji atzina, ka “Eiropas Savi@ma saskaras ar miibas paradigmas
mainu, ko izraisa globalirija un jauna, uz z&Saram balstta ekonomika”
un izvirzja stratgisko pamatrarki prieks ES: “Kat par konkugtspejigako
un dinamiskko uz ziraSaram balsttu ekonomiku pasa@l kas spj
nodroSirat ilgtspejigu ekonomikas izaugsmi ar Valr un lalakam
darbavieim un liekku socilo koheziju” (European Union, 2006);

2) darbinieku profesicitas atistbas ilgtspjigas vatbas gala@rka
sasniegSanas mafisms ir sabiedba, kas riicas, stidajot pievilcigajas
darbavieis. Pamatojums: Simtgades dektajas uz ciheku versta pieeja
prasa stipriat visu cihveku un darba insticiju kapaciiti, ka af veicinat
ieklaujoSu un ilgtsgiigu ekonomisko izaugsmi, piju un produltu
nodarbirattbu un pieAcigu darbu visiem (International Labour
Organization (ILO), 2021);&atame petnieces J. ArhipovéfO. Apxunosa)
un K. Zikova (K. 3eikosa), darbavietas pievitbu nosaka darbinieku un
pretendentu sniegtais enibnowertejums, apsverot iegju  stradat
organizcija. S vértgjuma pamat ir iesggja pasrealizgties un sasniegt
augstu soaias un persoigas labkhkjibas tmeni attietgaja darbaviei, ka
arn perspeklias karjeras atfiba (Apxunosa, 3pikoBa, 2015);

3) galamrka sasniegSanai tiek fornatil darbinieku profesioilas atistibas
ilgtspejigas vatbas pamatuzdevumi, kas ietver darbinieku neStwiu
profesionli attistities visa darba ffa garum, profesioalas atistbas
iesgEju pieejaribas nodroSimsanu darbiniekiem, profesialas atistbas
pakalpojumu piepragma un piedvajuma saskaoSanu, darbinieku
profesionlas atistibas integgSanu ikdienas darba proge¢Tindemans,
Dekocke, 2020);

4) savulgrt darbinieku profesiailas attstibas ilgtspgjigas vaabas uzdevumu
izpildes instrumenti ietver paSu darbinieku, ptivun publisi sektora, &
an starptautisko fondu un orgaadju ieguldjumu.

2. attla panaditaja koncepcij centéla vieta galararka sasniegSantiek
atveleéta pasSiem darbiniekiem, jo ‘dnas pats ciléks un nacibas gkas tieSi no
vipa. Turkkt apnaciba var Wit sekmga tikai tad, ja izgtojamais ir iek§ji
motivéts” (Tindemans, Dekocke, 2020).
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2. attls

Darbinieku profesionalas attistibas ilgtspejigas vadbas konceptala

izpratne ekonomislkas paradigmas ietvaros

GALAM ERKIS:
konkurtspejiga valsts
ar augstu ekonomisko veikgp

“sabiediba, kas racas”, kas

GALAM ERKA SASNIEGSANAS MEHINISMS:
stiida pievilcigajas darbaviets

DARBINIEKU PROFESION\LAS ATTISTIBAS
ILGTSPEJGAS VADIBAS UZDEVUMI:

motivét darbiniekus
profesiorali

atfistities visa darba
miza garura

nodrosSirat
profesionalas
attistbas
iesfEju
pieejanibu

saskaot
profesionalas

attistbas
pakalpojumu
piepragumu /

integret
darbinieku
profesioralo
attistibu ikdienas
darba procex

N\ S

DARBINIEKU PROFESION\LAS ATTISTIBAS ILGTSPEJIGAS
VADIBAS UZDEVUMU IZPILDES INSTRUMENTI:

1) pa3u darbinieku ieguidms

2) privata sektora ugemumu iegul@iums
3) publisk sektora instiiciju un organizciju ieguldjums
4) starptautisko fondu un orgahézju ieguldjums

Avots: autora izveidots, pamatojoties uz Europeaniok) 2006; Apxurnosa,
3mikoBa, 2015; Webb et al., 2019; Tindemans, Dekocke, 202@rnational
Labour Organization (ILO), 2021.
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1.3. Latvijas robeZsargu profesiogilas atfistibas ilgtspgjigas vadbas
izpetes metodolgija

1.3.1. Latvijas Valsts robeZsardzes darba vides allaes metodika

Lai pec iesgjas dzlak un vispusgak anali#tu Latvijas robeZsargu
profesionlas atistibas ilgtsgjigas vatbas daidus aspektus, iapéta Latvijas
VRS darba vide, kas veido Latvijas robezsargu iofélas atistibas
ilgtspejigas vatbas konteksts.iromocijas darba ietvaros Latvijas VRS darba
vides izgte metodolgiski balsis uz pieam dimensiim: ekonomisko,
ekolagisko, socilo, kultiras un politisko, kas ir darba vidi ietekjoSie argjie

un iekEjie faktori (skat. 3. atfu).

3. attls
Latvijas VRS darba vides la izpetes objekta sisemiskais apraksts

Darbavides | > Latvijas VRS < | Darbavides
argjie faktori darba vide iekSjie faktori

Latvijas VRSdarba vides Latvijas VRS darba vides
attistibas iespjas stipras puses
Draudi Latvijas VRS darba vides
Latvijas VRS darba videi Vajas puses

Avots: autora izveidots.

Argjo un iek$jo faktoru iedaribas rezultta veidojas Latvijas VRS darba
vides stips un \djas puses, k af atfisttbas iespjas un draudi, kas tiks
noteiktas ar SVID anzes metodi, balstoties uz piesastekspertu (skat.
2. tabulu) €rtgjumiem.

Katd no pie@am dimensiim Latvijas VRS darba vide tiks &fita,
izmantojot &dus infornacijas avotus un datu afzés metodes:

26



1. tabula

Inform acijas avoti un datu anaizes metodes
Latvijas VRS darba vides izfgtei

Darba vides Dimensiju Informacijas Datu anatzes
dimensijas raksturojums avoti metodes
Ekonomisk | FinanSu resursi un | Latvijas VRS publiskie | Situacijas aprakstas
dimensija to izlietojums, parskati, ekspertu anatze, publikiciju
tehniskis Vertgjumi, publikacijas | satura anate,
infrastruktiras masu medijos un statistisko / finansu
materala veértiba un | zinatniskajos datu saldzinaSana
stavoklis izdevumos, statistiskie | dinamika
un finansu dati
Socila Cilvekresursi, Latvijas VRS publiskie | Statistisko datu
dimensija darbinieku ves@ba | parskati, ekspertu anaize, aprakstas
un drodba, vertgjumi, publikacijas | anaize, ekspertu
profesionala masu medijos un VertgjJumu un
attistiba zinatniskajos publikaciju satura
izdevumos, statistiskie | anaize
dati
Ekologiska | Tehniskis Latvijas VRS publiskie | Apraksto& anaize,
dimensija infrastruktiras parskati, ekspertu ekspertu grtejumu
ietekme uz Vertgjumi, publikacijas | un publikaciju satura
aplartejo vidi masu medijos un anaize
zinatniskajos izdevumos
Kulttaras Organizcijas Darbinieku Societlas kultiras
dimensija kultara, darbinieku | sociolasiskas aptaujas | nowerteSana ar
uzskati un ertibas dati, ekspertu &tejumi, | G. Hofstedes ¥frtibu
publikacijas masu moduli (aptaujas
medijos un anketu)VSM 2018
zinatniskajos un saidzinaSanas
izdevumos, statistiskie | metodi
dati
Politiska Istenots politikas Latvijas VRS publiskie | Apraksto& anaize,
dimensija iniciativas, parskati, ekspertu ekspertu grtgjumu
darbinieku politisk | vertejumi, publikacijas | un publilaciju satura
apniciba un masu medijos un anaize
sagatavoSana zinatniskajos izdevumos

Avots: autora izveidots.

Latvijas VRS darba vides ies rezulitu prezerSanai un to apsprieSanai
tiek veltita § promocijas darba 3.1. ndda

® G. Hofstedes izsidato Vertibu moduli (aptaujas anketyySM 2013 partulkoto uz

latvieSu valodu, var lwi lejupieladet no G. Hofstedes Interneta resursa (Hofstede,

2013).

27



Latvijas VRS ekspertu grupa

2. tabula

SVID analizes un hierarhiju analizes metodesistenoSanai

Izglitiba: Darba sZs gados: .
Eksperti _ . Latvijas legemamais
grads joma VRS amat amats
1. Magista Tiesbu 27 2 VRS Ludzasgwvaldes
eksperts | grads zinatne; priek3nieks
sabiedibas
parvalde
2. Magistra Pedaggija 24 2 VRS Ludzasgvaldes
eksperts | grads priek3nieka vietnieks
(robezkontroles un
imigracijas
jautajumos)
3. Magistra | Tiesbu 22 1 VRS Ludzasgvaldes
eksperts | grads zinatne priek3nieka vietnieks
(KriminalizmekleSanas
dienesta priekSnieks)
4, Magistra Pedaggija 29 11 VRS Daugavpils
eksperts | grads un parvaldes priekSnieks
izglitibas
zinatne
5. Magistra | Tiesbu 24 8 VRS Daugavpils
eksperts | grads zinatne parvaldes priekSnieka
vietnieks
(KriminalizmekleSanas
dienesta priekSnieks)
6. Bakalaura | Tiesbu 29 1 VRS Viakas
eksperts | grads zinatne parvaldes priekSnieks
7. Eiropas Stratgiska 22 1 VRS Vl]akas
eksperts | magistra robezu parvaldes priekSnieka
grads parvaldiba vietnieks
(robezkontroles un
imigracijas
jautajumos)

* Hierarhiju anaizes metode tiks izmantota, lai noteiktu oim pieeju
Latvijas robezsargu profesialas atfstibas ilgtspjigai vadbai.
Avots: autora izveidots.

Visi piesaigtie eksperti ir kompetenti, lai anadiz Latvijas VRS darba
vidi, jo vinu darba $tZs Latvijas VRS ir no 22 gadiemdk 29 gadiem (skat.
2. tabulu) un wiu iepemamie amati iradi, kaslauj izprast darba vidi pietiekoSi

sisemiski.
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1.3.2. Darbinieku profesioralas attistibas imepa nowrtéSanas metodika
saistiba ar darbavietu pievilcibu

Latvijas robezsargu profesid@is atistbas imenis S& petijuma tiks
izmerits, metodolgiski balstoties uz kompetences modeli (Amundso6462,
ko veido astpas sagivdadas. Tas ir balss uz @tijumu, kuru veikusi profesore
M. Rituka (M. Ritodk) no EtveSa Lamnda (E6tvds Lorand) universifites
Ungarija (Ritook et al., 1993). s&kamaf tabuk ir nosauktas ufisi aprakstas
galveris § modda sastvddas.

3. tabula

Darbinieku profesionalas atfistibas imepa mérisanas instrumenta —
kompetences mod* — sasfivdalas un to apraksts

N.p.k.

Sastvdaas
nosaukums

Sasivddas apraksts

1.

Merktieciba

Motivaciju, amémibu un iniciatvu rada skaidra virziena un
merka izjuta. Cilveki ir gatavi pilnba nodoties uzdevumam
tad, kad apzifis daéma vertibu un redz, ka var dot pogiti
ieguldijumu. Darbiniekamanoformuk personiskais
pamatuzdevums, kas atspdgwina visg@rigo nerka izjutu.
Sis pamats darbiniekataus godpatigi un ar @rliecibu tikt
gak ar personiskajam un organizatorigkajgritibam.

Probému
risinaSana

Darbiniekam ir vajadgas labas probuzdevumu risisSanas
prasmes. s ietver spju iegit informaciju no visdazdakajiem
avotiem, iz@rtét visus jaudjuma aspektus, daihradosi,
izdafit pamatotus spriedumus un veidot efaks fcibas pinus.
Cilveki, kuriem labi padodas pradshu risiraSana, saglab
skaidru p#tu af saregitos apstklos. Probtmu saregitiba
robeZsardz pedejos gados ir strauji pieaugusi un prahk
uzdevumu risiaSana ir kuvusi paroti nepiecieSamu prasmi.

Sazpas
prasmes

Syeja efekivi saziraties ar cihekiem (ar koégiem, robezu
Skersotajiem, sabiedlvas locekiem) ir robezsargu
kompetences stakmens. Izmantojot sa@s prasmes, Ciéki
pauz viens otram savas idejas (\#irmevertali, rakstiski) un
ieklauj citu idejas savskatjuma. Prasmgi sazhas meistari
S[Ej gan paust izpratni, gan mogivcitus daribai.

Teokgtiskas
zinaSanas

Lai iegatu un pilnveidotu msdiengas teogtiskas ziraSanas, ir
jamacas daudz vaikk neléd tikai tradiciorsilaja profesionlas
sagatavoSanas periodNepiecieSafiba nucities visu nizu ir
Kluvusi par realiti, un darbiniekiemabut gataviem
piedatties daZdos izgitojoSos pagkumos (semifros,
konferenés, kursos, studiju progranasy literatiras apgug),
lai tiktu l1dzi laikam. Lai iegtu zinaSanas, ir nepiecieSama al
efekiiva un viegli pieejama inforacijas iediSanas un
organizSanas sistna.
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Sastvddas

N.p.k. Sasivddas apraksts
nosaukums

5. Praktisks Lai istenotu teoriju praks darbiniekamgatrod praktiskas
zinaSanas situacijas, kugis to var paveikt. Qoraktiska pieredze ir
jastruktue ta, lai batu ietverti droghas, tiskuma,
izaicinajuma un kritiskis refleksijas elementi. Dra¥ide
darbiniekam irjjatas bivi, lai varctu uzmemties risku, pigut
kludas un Sajproces atfistit inovatvas idejas. Btiskums ir
svalfigs, jo tas ir saifs ar iepriekS migto merka izjatu.
Izaicinajums iedroSias darbinieku noteikt augstus standartus
un pietuvoties savu 8ju robeam. Visbeidzot, kritisk
refleksija ir svaiga, lai naciSaras dotu vislabkos rezulitus
un lielaku elastgumu.

6. Organizato- | Apkartgjas organizatorisis struktiras pieprasa sju darboties
riska siseéma, lai sasniegtu rezaitus. Darbiniekamasaprot gan
pielagoSaas | raksttie, gan nerakgie likumi, pec kuriem organiacijas

spEja darbojas, unapspgj (godigi) izmantot ¥ ziraSanas izvir#o
meérku sasniegSanai. Tam ir nepiecieSams wjasts, pozilva
attieksme pretgymainam un gataiba stadat kopa ar
kolegiem un auggkstavosam persoam. Cilveki, kas Sa&j
joma ir specigi, spej maift attieksmi pret prolsimam un
parakt, ka “viss notiek”.

7. Cilveciskas Loti svaiga robeZsarga igne ir sgja veidot un uztut
attieabas pozitivas attiethas. Bit efekivam sa# darka noame veidot
daZdu imegu attiegbas ar cilékiem. Darbiniekamaic, ka
cilveki ir svaiigi, un ar savuicibu Sis svagums fiapliecina.
Pie pozitvu attiegbu veidoSanas piederiainaSanas par to,
ka paligt un saemt atsauksmes no citiem ulgasam sniegt
konstrukivas atsauksmes. Darba efekdtiiteicina un sekm
af spEcigu atbalstaiklu izveide.

8. Pasprlieci- Pasprliecinatibu rada pieredze, atbalsts, konstivds
natiba atsauksmes, pakumi, savu sgiu apziraSaris un gataiba
virzities uz priekSu. Lai iegu kompetenci, darbiniekam
jajutas prliecinatam par spju sakt darlabu un unemties
risku. Darbiniekamaatrod iek§jais sggks nacities no kadam
un motivicija gritibu priekd neatkipties. Sda
pasprliecinatiba bieZi noved pie vaéhnas, mentoringa un
kowinga iesgjam.

* Vertgjamo apgalvojumu formgjumos (5 apgalvojumi katrai sastldai)
modelis tiek piedgots robeZsardzes specifikai.
Avots: autora saatlits pec Amundsons, 2016.

Katru no kompetences raksturojoSiem apgah@m sociolgiskas
aptaujas gait Latvijas robezsargiem tiks pigeits no\ertet attiedba uz sevi
pec skalas no 5 (izcili)itlz 1 (neapmierinoSi). Tad katras kompetences un
profesionlas atistbas imena (=kopkompetences) skaitliskvertiba tiks
noteikta k atbilstoSo apgalvojumuweutejumu aritnetiskais vicjais.

30



RobeZsargu fizigksagatavaba neietilpst kompetences modsdkad ar to,
ka & modéda ietvaros darbinieki (Sapromocijas darb— robezsargi) paSievte
savas profesicitas kompetences (subj@kais pasertejums), kaut gan wiu
fizisko sagatavabu nowrte objekivi, pamatojoties uz 2013. gada 28. raaij
pienemtajiem MK noteikumiem Nr. 288 “Fizidk sagatavibas pramas lekslietu
ministrijas sistmas iestZzu un leslodjuma vietu @arvaldes amatpersam ar
speciilajam dienesta pdipem”. Fiziskas sagatavaibas pramas tiek diferergtas
pa vecuma un dzimuma grm (Latvijas Republikas Ministru kabinets, 2013).

§ promocijas darba ietvaros Latvijas robezsargu gsiofalas atistibas
I[timenis tiks noertets saistba ar darbavietas pievilbu, jo promocijas darba
iepriek®ja konceptdlaja nodda par darbinieku profesiaies atistibas
ilgtspejigas vatbas galarerka (konkugtspejiga valsts ar augstu ekonomisko
veiktsfgju) sasniegSanas matismu ir pimemta “sabiedba, kas racas”, kas
strada pievilcigajas darbaviets (skat. 2. atu 1.2. noda).

Nekamap tabul tiek piedivats darbinieku profesiaitas atistibas
ilgtspejigas vatbas objekta — darbavietu pievbbas — raksturojums jebkaur
uzpémuma / organi#cija, kas [darbavietas pievilea], saskaa ar § promocijas
darba hipaizi, nosaka darbinieku profesi@as attstbas Imeni Latvijas VRS.
Sekojot N. Amundsona, M. Koriia un V. Neduhas iz#tatajai metodikai
(Amundsons, 2016), arSap petijuma darbavietu pieviftba tiek emfpriski
interpretta ar desmit faktoriem (skat. 4. tabulu).

4. tabula
Darbinieku profesionalas attistibas ilgtsggjigas vadbas objekta —
darbavietu pievilcibas — faktori

N.p.k. Faktora Faktora apraksts
nosaukums
1. Dro3ba Dro3ba un stabiliite ir svargas; tas attiecas gan uz findihsi

un fizisko dro%hu, gan uz darbavietas stalatiit Noteikta
finanskla dro3ba ir vajadma katram, bet daziem ciékiem,
izvéloties darbavietu, Sis ir viens natiskakajiem faktoriem.

2. Vieta Dazi cileki ir gatavi @rvargt noteiktu atilumu, lai noKatu
dartg, bet citiem ir svagi, lai darbs atrastos tuvuamam,
gimenei, lernudirzam vai skolai, draugiem vai veikaliem.
Apsverot iespjamo darbavietu, Sie ciéki par svatgako
uzskats vietas faktoru.

3. Attieabas Nosakot darbavietas pietila, starppersonigk attiegbas ir
batiskas. Daziem ciltkiem attietbas ar kagiem un vaitajiem
ir viens no svagakajiem darbavietas izles aspektiem.

4. Atziriba Cilvekiem ka socklam bitném ir nepiecieSaiba tikt
noertétiem, saemt atzifibu un apziaties, ka vau darbs ir
svafigs. Bez tiedm atzinbas izpaus@m ir afi netieSa
atziniba, piemdram, citu ciheku attieksme, ko nosaka darbs
UznéMUITa vai organicija ar labu repdiciju.
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Faktora

N.p.k. Faktora apraksts

nosaukums
5. leguldjums | Daudziem cilskiem ir svatgi, lai vini veiktu noazmigu darbu,
kas irétisks, ggpilns un pasaulei nodgs. § mérka izjita
vairo enegiju un entuziasmu par veicamo darbu.
6. Darba Darba pierarotiba individa prasram, interesm un \ertibam;
atbilstba var liela mera ietekn&t apmieriratibu ar darbu.
7. Elastgums Elaggums ietver iesjju parikt darba un personisgk daves

lidzsvaru, elaggu darbalaiku, iesgu apvienot darbu ar
gimenes pieakumiem (piem., Brna apiipi), smemt
atvdinajumu, istenot profesiodio pilnveidi un izmantot
individualizetu bonusu sigmu.

8. MaciSaras Pastviga iespja macities, iesaistoties izaicinoSu uzdevumu
veikSan, var gan motigt, gan piesaist Daziem cihekiem ir
izteikta vajad®a [Ec intelektuila stimula un nemigas
prasmiju pilnveides.

9. Atbildiba Vairumam cileku patk, ka vigpiem uztic kidu projektu vai
pierakumu, kuruistenojot vihi var patsivigi pienemt
lemumus. Dazus lieka atbildba motig, un vipi cen3as
pabeigt darbu ar miniatu iejaukSanos no malas.

10. Inovacijas Daudzi cileki vélas iesaisties aktivitites, kugs vipi rada
kaut ko jaunu. Ir cileki, kuriem iespgja risinat sarezitas
probEmas un demonsdr novatorismu un radoSumu ir viens
no svargakajiem faktoriem, izéloties darbavietu.

Avots: autora saatlits pec Amundsons, 2016.

Aptaujas gadt katru darbavietu pievilbas faktorus raksturojoso
apgalvojumu respondenténes divas dimensis (pec skalas no 1 — vismalza
mera lidz 5 — vislieika mera): 1) Cik tas Jums ir svayi, izveloties darbavietu?
2) Cik liela mera tas ir iespjams disu paSreiga darbavied? Tatad, katrs no
cetrdesmit apgalvojumiem tiks nentets ar vienu ciparu diapazamo 1 idz
25.

Talak katra no desmit darbavietu pievidas faktoriem skaitlisk vertiba
tiks apgkinata ki atbilstoSo apgalvojumu (katram faktoram itetri
apgalvojumi) ertgjumu aritnetiskais vickjais. Savulrt darbavietas kdgpa
pievilciba tiks apgkinata, ka desmit pieviibas faktoru — draBa, vieta,
attieabas, atzitba, ieguldiums, darba atbilgta, elaggums, naciSaris,
atbildiba, inovicijas — \&rtejumu aritnttiskais vidtjais. Rezulita tiks ertets,
cik liela mera (respondentu skgima) tas vai cits faktors veido darbavietas
kopgjo pievilcibu Latvijas VRS.

Kad tiks apakinats profesionalas attstibas tmenis un darbavietas
pievilciba katram respondentanishiesgjams emfriski parbaudt & pétijjuma
hipotezi: darbinieku profesicilas atistibas ilgtspejigas vatbas objekts
Latvijas VRS ir darbavietu pievilba, kas nosaka darbinieku profegias
atisttbas fmeni. Ta ka hipo€zes pieidiSanai ir nepiecieSams noteikt tieSi
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celonu-seku sakabu (darbavietu pieviiba nosaka darbinieku profesibis
atistbas tmeni), nevis tikai korelato saikni starp aditajiem, autors K
pamatmetodi izmantos regresijas aral

1.3.3. Optimalas pieejas noteikSanas metodika Latvijas robezsang
profesionalas atfistibas ilgtspejigai vadbai

Optinzla pieeja Latvijas robeZsargu profeditas attstibas ilgtsgjigai
vadibai promocijas darba emjskaja dda tiks noteikta, pamatojoties uz
[emumu, ko pieems piesaistie kompetenti eksperti (skat. 2. tabulu). Lai
zinatniski pareizi organiu ekspertu darbu un apsditu ekspertu &tejumu
rezulfitus, tiks pielietota hierarhiju anaés metode (Saaty, 1980; Kronbergs
u.c., 1988; Ishizaka, Labib, 2011; Ahmed, Kilic, 18), ko Latvijas
vadibzimatnieki izmanto, piereram, kvaliites vadbas sistmas pamatprincipu
noteikSanai tigbsargjoSaps izgltibas iestdes (Zalitis et al., 2020a, 2020b;
Zalitis u.c., 2020).

Hierarhiju anates metodes algoritmg $romocijas darba ietvaros tiks
pielagots optimlas pieejas noteikSanas procesam Latvijas robeZsarg
profesionlas atistibas ilgtspjigai vadbai. Tatad, par marki (1. imenis) tika
izvelets — “Optinalas pieejas noteikSana Latvijas robezsargu prafielie
atistibas ilgtsgjigai vadbai” (skat. 4. atilu). Otrap [imen tiek piedivati pieci
kriteriji 51s optinalas pieejas noteikSanai Latvijas robeZzsargu profakis
attistbas ilgtspjigai vadbai — atbilstoSi § promocijas darba 1.2. ndda
noteiktagm pie@m ilgtspejigas vatbas dimensiim, ietverot ekonomisko,
ekolagisko, socilo, kultaras un politisko dimensiju. Tredajzentikaja) limen
atrodas iespamas pieejas Latvijas robezsargu profealas atistibas
ilgtspejigai vadbai, kuras ekspertiem — sagkaar hierarhiju anates
istenoSanas proced (Saaty, 1980; Kronbergs u.c., 1988; Ahmed, KRi@19)
— bas janoverte attie@ba pret visiem pieciem kutijiem.

lesgjamas pieejas Latvijas robeZsargu profedlas atistibas ilgtspjigai
vadbai ir divas — atbilstoSigiijuma hipotzei par to, ka darbavietu pievitia
nosaka darbinieku profesialas attstibas tmeni. Tatad, teogtiski ir iesggjamas
sekojods pieejas:

1) Latvijas robeZsargu profesins atistibas ilgtspjiga vadba caur
darbavietu pievilthu (vadba caur darbavietu pievilou) — § pieeja ir
iesfEjama gafjuma, ja Etijjuma hipotze emfriski apstiprirasies;

2) Latvijas robeZsargu profesidas atistibas ilgtsgjiga vadba, pa tieSo
sekngjot robezsargu apfcibas (tie§ vadba) — ¥ pieeja ir iespjama
gadjuma, ja Etijuma hipoéze emfriski neapstipriasies.

Pie tam, abas pieejas ir igiggnas, ja ptijluma hipotze tiks pieidita
dagji.
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4. at€ls

Optimalas pieejas noteikSana Latvijas robeZsargu
profesionalas atfistibas ilgtsggjigas vadbai: hierarhijas shema

Optimalas pieejas noteikSana
Latvijasrobezsargu profesionlas atistibas
ilgtspejigai vadbai

1. kriterijs 2. kriterijs 3. kriterijs 4. kriterijs 5. kriterijs
pieeju pieeju pieeju pieeju pieeju
noverteSanai: | nowertéSanai: | nowerteSanai: | nowertéSanai: | noerteSanai:
ekonomisk ekologiska socila kultaras politiska
dimensija dimensija dimensija dimensija dimensija

Latvijasrobezsargu
profesionalas atistibas ilgtsgjiga vadba
caur darbavietu pievitbu

Latvijas robeZsargu
profesionalas atistibas ilgtsgjiga
vadiba, pa tieSo sekgjot vinu macibas

Avots: autora izveidots, pamatojoties uz Ishizdlkabhib, 2011; Ahmed, Kilic,
20109.

Saskaa ar ar hierarhiju an#zes istenoSanas procad (Saaty, 1980;
Kronbergs u.c., 1988; Ahmed, Kilic, 2019), ekspmati vispirms btu
jasaidzina pieeju nogrteSanas kritrijus pa @ariem attie@ba pret kogjo merki
pirmaja limenn — “Optimalas pieejas noteikSana Latvijas robeZsargu
profesionlas atistibas ilgtspjigai vadbai” (skat. 4. atilu), Sap etagm domnsgjot
vienigi par paSiem krérijiem, nevis par iesamam pieeim, kuras ilak — bet
vél ne tagad — arbis janoverté pec visiem kri€rijiem. Kritériju saidzinaSanas
rezulitus katrs eksperts ieraksttabufi, kas izveidota matricas foan(skat.
5. tabulu).

5.tabul piedivato matricu 8k aizpildit no kreid@ aug®ja matricas
elementa, uzdodot jajumu: par cik tas ir svagaks neld auggjais elements
mérka sasniegSanasya S petijuma gaguma: par cik Sis kritrijs ir svafigaks
neka augsjais kriterijs, kad ngs izwlamies optimlu pieeju Latvijas
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robezsargu profesiatas attstibas ilgtspjigai vadbai? Ja pirmais elements
(kriterijs) ir svafigaka par otro, tad ieraksta veselu skaitli no fefasvaiguma
skalas (Ishizaka, Labib, 2011), mjat gadjuma tiek izmantots apgriezts
lielums.

Katrai @ru \ertejumu matricai ir jiapekina ipaSvektoru kopa, g tam
normaliZjot rezulfitu uz 1 un iegstot prioriaSu vektoru.

5. tabula
Pieejas Latvijas robeZsargu profesioalas attistibas
ilgtspejigai vadbai: novert éSanaskrit ériju salidzinaSanas matrica
hierarhiju anal1ze, darba tabulas piengrs vienam ekspertam

Pieeju 2. 4. Prioritates
Y 1. g~ 3. L 5.
nowyteggnas Kriterils kriterijs kritarijs kriterijs kritrijs vektora
Kriteriji koordimates*
1. kriterijs 1 3 5 4 6 0,50
2. kriterijs 1/3 1 4 2 3 0,23
3. kriterijs 1/5 1/4 1 1/2 4 0,10
4. Kriterijs 1/4 1/2 2 1 1/2 0,10
5. kriterijs 1/6 1/3 1/4 2 1 0,07
Saskaotibas
attieabas 0,11* 1,00
(SA)

* Krit €riju relafivais svargums.

** Jabut mazkajai par 0,2, id@di — mazkajai par 0,1, préja gadjuma
eksperta grtejums tiek uzskats par nesaskatu jeb pretrurgu.

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

Rec tam, kad ir iz@rteti kriteriji, eksperti noerte divas iespjamas pieejas
Latvijas robezsargu profesigias atistibas ilgtsgjigai vadbai attiegba pret
katru no kri¢rijiem, 1stenojot to paSuaou saidziraSanas (eksperti sdkina
piedavato pieeju pri attieaba pret katru kri¢riju) algoritmu, kas tika ieprieks
pamdits saistba ar pasu kririju relaiva svaiguma noteikSanu.

Hierarhiju anatesnoskguna tiek apekinatas glolala prioritates vektora
koordirates, kas dod iesju, izanalizjot visus ied@itos no ekspertiem priinus
datus, skaitliski nosrtet katru iespjamo pieeju Latvijas robezsargu
profesionlas atistibas ilgtsgjigai vadbai. Hierarhiju anates galvenais un
gala rezulits ir apkopota tabula ar igseto kritériju un pieeju (atietba uz
katru kri€riju) prioritates vektoru koordi&teém, t.i., vipu relatvo svargumu, un
no\ertéto pieeju kopjam prioritatem (skat. 6. tabulu).
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6. tabula
Priorit ates vektoru koordinaSu apkopojums un koggjo priorit asSu aprekins
hierarhiju anal ize, darba tabulas piengrs vienam ekspertam

Prioritates Pieeju nogrteSanas Kritriji: Prioritates
vektora ekolo- | socila vektora
koordirates* | ekonomika** kultara | politika | koordiraSu
(kriteriju gha sfera summa
relatvais 0,50 0,23 0,10 0,10 0,07 1,00
svafigums)
Pieejas Latvijas robezsargu profegias atistibas Kopgjas
ilgtspejigai vadbai** prioritates
Vadiba caur
darbavietu 0,37 0,28 0,59 0,46 0,82 0,41 %
pievilcibu
Tie& vadba 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. ala.

*** Tiek apréekinats, summgjot reizirajumus 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 Kronbargs, 1988; Ishizaka, Labib,
2011; Ahmed, Kilic, 2019.

Talak, apgkinot aritnetisko vidkjo no visu septiu ekspertu darba
rezultiem, autors ziftniski pamatoti seciis, kada no piegm ekspertu
skatjuma ir optimala (t.i., iedist lielaku glokala prioritates vektora koordites
skaitlisko \ertibu, npemot \era visus piecus krdrijus) Latvijas robezsargu
profesionlas atistibas ilgtsgjigai vadbai.
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2. DARBINIEKU PROFESION ALA ATTISTIBA
UN TAS ILGTSPEJIGA VADIBA
PASAULE, EIROPAS SAVIENIBA UN LATVIJ A

§s ddas galvenais uzdevums ir ks situicijas anaize ar darbinieku
profesionlo atiisibu (kas ir fons Latvijas robezsargu profegiajai atisfibai,
jo robeZsargi arir darbinieki) un ds ilgtsg@gjigu vadbu pasawd, Eiropas
Savienba un Latvig. Pirmaj nodda tiek petita darbinieku profesiatas
attisttbas loma rasdienu pasaules valstu ekonomigkagiktsgja, t.sk. Latvijas
vieta pasaules un ES valstu wighec mizizglitibas un 4s komponenta —
darbinieku profesioilas atistibas. Otraj nodda tiek analizta llgtsiEjas
indeksa k vadbas instrumenta lietoSanas pieredze Latvij

2.1. Darbinieku profesioralas atfistibas loma
miisdienu pasaulevalstu ekonomiskap veiktspeja

§s nodgas ietvaros tiks analita darbinieku profesiaitas atistibas loma
musdienu pasaules valstu ekonomigkegikts(Eja, ipasu uzmaibu pieersot
situacijai Latvija uz pasaules un Eiropas Savles valstu fona un atbildot uz
petniecisko jaudjumu: vai Latviju vagtu nosaukt par sabiatu, kas racas?
Metodolasiski & izpéte balsis uz darbinieku profesiatas attstibas
konceptdlo izpratni k& mozizghtibas sadtvdau (skat. 1.1. noda), kura ir

1pasi \Ertiga zinaSanu ekonomikas apglos.
5. attls

Latvijas vieta pasaules valstu vidi pec mizizgfitibas komponentiem,
rangs, 2018.9.—2020.9
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Avots: autora izveidots g datiem no Business School for the World
(INSEAD) et al., 2018, 2019, 2020.



Iz\ertgjot tris mizizglitibas komponentus (Business School for the World
(INSEAD) et al., 2017), Latvija igem stabilu vidju poZciju pasaules valstu
vida. Visvajakie Latvijas &ditaji ir maZizghitibas komponenta “Apacibas
izplatiba uzmeémumos”: 65. vieta pasaul2018. gad, 62. vieta 2019. gadun
64. vieta 2020. gad Vislakakie Latvijas &ditaji pasaules valstu vid ir
komponeri “Biznesa un vatbas skolu kvalite”, savulart komponert
“Darbinieku profesionla atfistba” Latvijas A&ditaji ir vidgji, pie tam Siem
raditajiem ir tendence uzlaboties: ja 2018. gakhp joma Latvija ierindojs
50. viet starp 119 pasaules vaiat tad 2020. gad — jau 49. viet starp
132 pasaules vaist (skat. 5. atiu).

Ja darbinieku profesiaias attstbas joma Latvija pasaules valstu wvid
ienem aptuveni vigju poZciju (predzak, mazliet auggku par vidju), tad ES
valstu vidi Latvija pasivigi ienem poiciju, zenaku par vigju: 17. vieta
2018. gad, 19. vieta 2019. gadun 2020. gadl atkal 17. vieta 27 atlikuSo ES
valstu vidi (Business School for the World (INSEAD) et al.,180 2019,
2020). Savufat vislakaka situacija darbinieku profesiditas atistibas zha
vérojama Rietumeiropas un Ziete@opas valss — Zviedri, Luksemburg,
Niderlan&, Somiga.

Tadgjadi emgriskie dati liecina, ka Latviju nevar uzskapar “sabiedibu,
kas nacas”, ipaSi saldzinajuma ar ciem ES valsim. Rodas jaajums, kpec &
notiek situicija, kad Latvia gan politiskaj, gan sabiedbas Tmen (Zobena,
2007; Latvijas Republikas Vides aizsaituls un rgionalas attstibas ministrija,
2021) tiek uzswrts cilveku zimSanu un iemgu pasivigas pilnveides
nozmigums?

lesgjama atbilde (kam nepiecieSama eimigka @Erbaude) uz jaagjumu par
to, kapec Latvija idz Sim brdim nav uzskdima par “sabiedbu, kas racas”,
varétu bat piepemums, ka darbinieku profesiglas atistibas loma rasdienu
pasaules valstu ekonomiskayeiktsggja realiité nav grak noazmiga un
tadgjadi nepiesaista nedz pasu darbinieku, neda darba desju uzmanbu.

Empriskas infornicijas avots Spiepémuma prbaudei ir 2018.9.—2020.g.
dati no prskata par Gloflas talantu konkwtspgjas indeksu (GTKI) vaik
neka 100 pasaules vaist (ieskaitot visas ES valstis) (Business Schooltlier
World (INSEAD) et al. 2018, 2019, 2020). Autors &nto nuizizglitibas unas
komponenta — darbinieku profesidis atistibas — &ditajus ka instrumentu
darbinieku profesiagias atistibas empiskajai nowrteSanai nisdienu pasaules
valsts 3 gadu laika periad Savukirt, lai veiktu nusdienu pasaules valstu
ekonomisks veiktsg@jas emprisko izpEti, autors, pat ka virkne citu Etnieku,
izmanto iekSzemes kopproduktu (IKP) uz vienu fedtsju (Porter, 2003;
Stankewis, 2014; Stanke¥s et al., 2014; New Zealand Institute of Economic
Research (NZIER), 2014; Boronenko et al., 2014; dfatiuk-Nierodzinska,
2016; CenuBanosa-démoposa u ap., 2021), & an valstu piedabu konkgtai
ienakumu grupai.
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Empriskaja izpete tika izmantotas dazas metodezc gesgzjas stabiku
rezulatu iegiSanas nalkos: koreficijas anakze, regresijas arak, vicjo
raditaju saidzinaSana un diskriminantu anaé.

7. tabula

Korelacija starp IKP uz 1 iedavotaju (péc pirktspéjas paritates, PPP)
un mazizghtibu / darbinieku profesionalo attistibu pasaules valss,
2018.9.—2020.g.

2018. gads, 2019. gads, 2020. gads,
n =119 valstis n = 125 valstis n = 132 valstis
Mairigie Fk’IOrrs;; 8 | Statistiskais Fk’IOrrs;; 8 | Statistiskais Egrsgg_a Statistiskais
cijas noZimi- cijas noZimi- cijas noZimi-
- gums, - gums, - gums,
k_oefl p-vértiba kpefl p-vértiba kpeﬁ p-vertiba
cients cients cients
Fomﬁlé 0,549* 0,000 0,576** 0,000 0,618** 0,000
izglitiba
Pieuve
izaugsmes 0,673* 0,000 0,715* 0,000 0,690** 0.000
iesggjam '
Muzizghitiba: | 0,708* 0,000 0,705* 0,000 0,714~ 0,000
- biznesa un
vadbas skolu | 0,634** 0,000 0,612** 0,000 0,630** 0,000
kvalitate
- apmacibu
izplatba 0,246* 0,018 0,211* 0,046 0,201* 0,049
uzemumos
- darbinieku
profesionala 0,692+ 0,000 0,706+ 0,000 0,700 0,000
attistiba

* Korelacija ir noamiga 0,051men (divpusjs tests).
** Korelacija ir noaZmiga 0,01imen (divpusjs tests).
Avots: autora izveidotsge SPSSapstadatajiem datiem no Business School for
the World (INSEAD) et al., 2018-2020, izmantojotdiacijas anatzes metodi.

Ka liecina 7. tabulas dati, mizglittba kopuma un ipaSi &s komponents
“Darbinieku profesiofla attistiba” diezgan ciesi un statistiski na#gi (un triju
gadu lailk — stabili) koret ar nusdienu pasaules valstu ekononask
veiktsggjas @ditaju — IKP uz vienu iedwofaju. Pie tam pasaules valstu
ekonomisk veiktsgEja stabili ir ciedk saistta ar nuizizgfitibas sivokli tajas,
nela ar fornalas izghtibas sistmas sivokli.

Lai precigtu sakaibu virzienu (t.i., lai noteiktu, kas ir iemesls Was ir
sekas) starp nZizghitibu / darbinieku profesicito atistibu un ntisdienu
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pasaules valstu ekonomisko veildigp autors veica regresijas aizal ar kuras
palidzibu empriski tiks parbaudts pie@emums, ka mzizglittba un darbinieku
profesionla atfistiba ir faktori, bet valsts ekonomiskeiktsggja — rezulits.

8. tabula
Regresijas vieadojuma parametri,
kur pasaules valstu IKP uz 1 iedwotaju (PPP) ir rezultativais mairigais,
bet mazizghtiba / darbinieku profesiomala attistiba ir faktor alie mainigie,
2018.9.-2020.g.

2018. gads, 2019. gads, 2020. gads,
n = 119 valstis n = 125 valstis n = 132 valstis
Beta- L Beta- L Beta- S
P ) Statistiskais - Statistiskais - Statistiskais
Mainigie koefic. NOA- koefic. NOA- koefic. NOAITE-
regresijas ums regresijas ums regresijas gums
vienado- EJvérﬁb’a vienado- ?vérﬁb’a vienado- “ertiba
juma P juma p juma P
Forfrﬁli 108,230 0,348 145,178 0,192 254,686 0,034
izglitiba
Piekuve
izaugsmes 264,167 0,144 460,069 0,006 348,420 0,054
iespejam

Muazizgfitiba: | 520,883 0,001 359,744 0,022 508,542 0,002

- biznesa un
vadbas skolu | 202,118 0,010 68,677 0,387 20,301 0,832
kvalitate

- apnacibu
izplatba 69,471 0,110 74,636 0,101 79,059 0,098
UzpEMUMos

- darbinieku
profesionala 189,295 0,015 275,874 0,001 350,709 0,000
attistiba

Avots: autora izveidotsge SPSSapstadatajiem datiem no Business School for
the World (INSEAD) et al., 2018-2020, izmantojogmesijas an@es metodi.

Regresiju anaes apkopoti rezdlti, kas ir paiditi 8. tabufi, apstiprina
augsikmingto autora pigemumu. Pie tam @zizglitiba ir viengais no trijiem
GTKI talantu afistiSanas apaksSindeksa komponentiem, kas triju gadurgar
statistiski nommigi palielinaja valstu ekonomisko veiktsju. Savuldrt
darbinieku profesiodla atiistiba ir viengais mizizglitibas komponents, kas
triju gadu garura statistiski nommigi palielinaja valstu ekonomisko veikisju
masdienu pasatl Tadgjadi, var uzskat, ka mizizgfitiba ir statistiski noimigs
masdienu pasaules valstu ekonomaskveiktsigjas faktors, tieSi pateicoties
savam komponentam “Darbinieku profegilanatistiba”.
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Nekamaps divas tabuiis paaditi mazizglitibas sivokla (skat. 9. tabulu) un
darbinieku profesiailas atistibas Tmepa (skat. 10. tabulu) vio raditaju
multiplas saldzinaSanas rezuiti cetras pasaules valstu grag pec iedavotaju
ienakumiem ar rarki noskaidrot, vai pasv statistiski nommigas atgiribas
starp niizizghtibas sivokla un darbinieku profesiatis atistbas imepa
vidgjiem raditajiem pasaules valstu grég ar daZdu iedivotaju ienakumu
[imeni.

9. tabula
M uzizghtibas stivokla multipla salidzinaSana
starp valstu grupam ar daZadu iedzvotaju ienakumu Iimeni,
vid€jo raditaju starpibas statistiskais noemigums (p-\Ertiba)

2018. gads, 2019. gads, 2020. gads,
Val- n = 119 valstis n = 125 valstis n = 132 valstis
;rtt: Pasaules valstu grupagcgedavotaju ierakumu fmeya*
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| 0,14 | -
0,00 0,01]0,05| -

* 1 — ar augstiem iedvotaju ierakumiem;

2 — ar augsti vigiem iedavotaju ierakumiem;
3 — ar zemi vidjiem iedavotaju ienakumiem;
4 — ar zemiem iedxotaju ierakumiem.
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10. tabula
Darbinieku profesionalas atfistibas kmepa multipl a salidzinasana
starp valstu grupam ar dazadu iedzvotaju ienakumu limeni,
vidgjo raditaju starpibas statistiskais noemigums (p-\ertiba)

2018. gads, 2019. gads, 2020. gads,
val- n = 119 valstis n = 125 valstis n = 132 valstis
gsrtLL: Pasaules valstu grupascged4votaju ierakumu imena*
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
000| - 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 izveidotsge SPSSapstadatajiem datiem no Business School for
the World (INSEAD) et al., 2018-2020, izmantojot Itiphas saidzinaSanas
metodi arANOVAtestu.

9. un 10. tabat pagditie mizizglhtibas sivokla un darbinieku
profesionlas atistibas Imepa vickjo raditaju multiplas saidzinaSanas rezuiti
¢etras pasaules valstu graigppec iedavotaju ierakumu fmena liecina par to, ka
statistiski nommigas nfiZzizghitibas sivokla un darbinieku profesiatas
atistbas Imepa at%iribas stabili @rojamas starp valsh ar augstiem
iedZvotaju ienakumiem (1. grupa) un vaish ar vickjiem / zemiem iedotaju
ienakumiem (2., 3. un 4. grupa kay DaZzreiz var nogrot statistiski noumigu
atkirtbu (biezk gan & ir praktiski tuaka nenommigai, kad p-ertiba ir Joti
tuva 0.05) starp 2. un 4. vaiiastarp 3. un 4. grupu, bet tas nemainagkmp
notufigo un pietiekami skaidro ainu:tsdienu pasaules valstis ar aagsm
iedzvotaju ierakumiem stipri at§iras no valgin ar zerakiem iedZvotaju
ienakumiem tieSi ar to, ka pirmo grupuargvaf veido “sabiedibas, kas
macas”, t.i., sabiedbas ar samra labu muzizgfitibas sivokli un augstu
darbinieku profesiaaias atistibas imeni.

Savulirt Latvijas aditaji mazizgfitiba ir tuvaki valsim ar vicjiem /
zemiem iedwotaju ienakumiem, lai gan saska ar Pasaules biznesa skolas
metodolgiju Latvija tiek pieskaitta to valstu grupai, kas ir augsti iedwotaju
ienakumi (Business School for the World (INSEAD) et, £018, 2019, 2020).
Autors uzskata, ka tas ir sava veida “ubiEs kre@ts” no starptautisko
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organizciju puses, kuram Latvija ne viegmatbilst — pierdaram, mizizglitibas
un darbinieku profesiatas atistibas jona.

Ceturd un pEdgja — diskriminantu an@es metode -auj apstipriat
rezulitus, kas iedti, safdzinot vickjos m@ditajus, un noskaidrot, vai
muzizglittba un darbinieku profesiata atistba ir “diskrimirgjoSie” maingie,
pec kuriem ar ziamu preciziiti var noteikt, kufi valstu grug ietilps viena vai
otra valsts — vaiat bas valstu grupa ar augstiem vai ar &iedm / zemiem
iedzvotaju ierakumiem.

Pirmie divi diskriminantu ariales rezultti ir testa rezuftti un notda uz
iesfEju veikt diskriminantu anai ka tadu attie@ba uz So konkgto valstu izlasi.
Kanoniskis koreficijas koeficienti starp diskriminantu funkcijas afinatajam
vertibam un faktisko piedé&bu grupai ir apmierinoSi (Sweet, Grace-Martin,
2012). Tests, kas tika veikt€@ Vilksa lambda kririjiem, lai noteiktu, vai
diskriminantu funkcijas vigjie lielumi ieverojami atkiras sa@ star@ alas
valstu grugs — ar augstiem ietizotaju ierakumiem un ar vigjiem / zemiem
iedZvotaju ienakumiem, — uzidija loti augstu statistisko nomigumu (p <
0,001).

Galvenais diskriminantu afegs rezulits (kura @] ta an tiek veikta) ir
vidgjais prognozes precidies imenis attiebba uz katru potendli
“diskrimingjos0” maingo. Attieaba uz nuzizghtibu 67,4% gatiumu
2018. gad, 65,3% gagumu 2019. gaal un 79,2% gagumu 2020. gaal tika
preazi prognozts, ka valstis ietilps grdpar augstiem iedzotaju ienakumiem,
bet 82,2% gafjumu 2018. gasl 84,2% gagumu 2019.gaal un 89,3%
gadjumu 2020. gadltika preczi prognozts, ka valstis ietilps grdpar vicjiem
/ zemiem iedwotaju ierakumiem. Tadgjadi, pamatojoties uz dZizglittbas
stavokla mditaju, ir vieglak prognozt valsts iekauSanu grup ar vidcgjiem /
zemiem iedwotaju ierakumiem, nek grum ar augstiem iedxrofaju
ienakumiem. Citiem drdiem sakot, ja valstir augsts mZzizgfitibas sivokla
raditajs, f, visticanik, neietilps valstu grupar vicjiem / zemiem iedwotaju
ienakumiem, bet turkdt nav agmredzami, kaa ietilps valstu grup ar augstiem
iedzvotaju ierakumiem. Attie@ba uz nuzizglitibu preé@zi klasificcto sakotrgji
sagrugto gadjumu Kkoggjais limenis ir sar@ra augsts (Sweet, Grace-Martin,
2012) un pasgwigi palielimas, proti, 76,5% 2018. gad 76,8% 2019. gal
85,6% 2020. gad Tas nommg, ka vaiek nekd 85% gadiumu 2020. gaal ir
iesfejams noskaidrot, vai valstij ir augsti vai &jo/ zemi iedavotaju ierakumi,
pamatojoties uz nzizghtibas sivokla raditaju taja valst.

Kas attiecas uz umizglitibas komponentu “Darbinieku profesibm
attisiba”, situacija ir l[idziga nmizizglitibai kopuna (skat. 11. tabulu).
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11. tabula
Darbinieku profesionalas atfistibas kmena “diskrimin &o3a” kapacit ate
pasaules valstu sad#@anai grupas ar daZ&du iedavotaju ienakumu ITmeni,
2018.9.-2020.9.

Mainigie 2018. gads, 2019. gads, 2020. gads,
19 n = 119 valstis n = 125 valstis n = 132 valstis
Kanonisk 0,603 0,612 0,621
korelacija*

Vilksa lambda 0,000 0,000 0,000
kriterijs**

Pareizi klasifietu sakotngji sagruggto gadjumu limenis, %

Valstis ar augstiem
iedzvotaju 67,9 66,3 77,1
ienakumiem

Valstis ar vidjiem
/ zemiem
iedzvotaju
ienakumiem

80,8 82,9 83,3

Kopa 75,6 76,0 81,1

* Korelacijas koeficients starp diskriminantu funkcijasr&inatajam verttbam

un faktisko pied@bu grupai.

**  Tests diskriminantu funkcijas vigo raditaju statistiski nommigas
starpgrupu atdribas noteikSanai.

Avots: autora izveidotsge SPSSapstadatajiem datiem no Business School for
the World (INSEAD) et al., 2018-2020, izmantojoskdiminantu anates
metodi.

Ja valstir sanera augsts darbinieku profesiglas atistibas menis, tad,
visticanik, ta neiekos valstu grup ar victjiem / zemiem iedwotaju
ienakumiem, tomdr, tapat ki situacija ar nmizizglitibu, nevaram it drosi, ka 1
noteikti iekts valstu grup ar augstiem iedzotaju ierakumiem. Visticarak,
mazizglitibas un darbinieku profesialas atistibas &ditaju varhitibas, & an
IKP uz vienu iedwotaju varkitibas ir normli sadaftas pasaules valstu vd
kas ir rakstuigi visu fizisko un sodii ekonomisko #ditaju varkatibam
(Cenusanosa-®énoposa u ap., 2018;Komaposa u ap., 2019), un, saska ar So
sadaijumu, Latvija atrodas augsto @&umu valstu grupas “ast

Tadgjadi, izmantojotcetras datu angdes kvantitavas metodes, autoram
izdevas pieadit darbinieku profesioilas atisibas statistiski namigu
veicinoSo lomu masdienu pasaules valstu ekonomiskagiktsggja, kas dod
zinatnisku pamatu ilgtsjjigas vatbas uzdevumus praktiskai ris§anai ar to
instrumentu patizibu, kas atloti shema par darbinieku profesiafas atistibas
ilgtspejigas vatbas koncepftilo izpratni ekonomisis paradigmas ietvaros
(skat. 2. attlu 1.2. nodés): 1) paSu darbinieku iegujdms; 2) privita sektora
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uzmémumu iegul@ums; 3) publisk sektora instiiciju un organizciju
ieguldjums; 4) starptautisko fondu un orgaatgu ieguldjums.

2.2. ligtspejas indeksa l ilgtspejigas vadbas instrumenta
lietoSanas pieredze Latviji

ligtsigjas indekss ir stragisks ilgtsgjigas vadbas instruments, kura
pamat ir starptautiski ata metodolgija. Tas paldz Latvijas ugémumiem
diagnostiet savas dafbas ilgtspju un korporatvas atbildbas imeni.
Vienlaikus tas sabietbai, valsts un nevalstiskam organizcijam sniedz
objektvus krigrijus, lai uzslagtu un atbalgtu tadus unémumus, kuri patiz
stiprinat Latvijas ekonomiku ilgterm (Korporalvas ilgtsggjas un atbildbas
institits (INCSR), 2022a).
ligtspejas indekss tika izveidots Lat®ij2011. gad, balstoties uz
2010. gada realéta pilotprojekta rezufitiem (Avena u.c., 2011). 12. tabul
tiek apkopota ligtsflas indeksa struita un & sasivddu s\rSanas principi.
Pec autora dormm, ligtsigjas indeksa struiita kopunma atbilst ilgts@jigas
vadibas pieam dimensiim, proti, tirgus attiebas atbilst ekonomiskajai
dimensijai, sabiedba — sodlajai dimensijai, vide — ekofgskajai dimensijai,
bet stratgija un darba vide — kultas un politiskajai dimensijai.itlz ar to,
autorapit, llgtsggjas indekss ir koncepili pienemams par ilgtsiigas vatbas
monitoringa instrumentu.

12. tabula
llgtspejas indeksa struktiira un ta sastivdalu svérSanas principi

ligtspejas indeksa

llgtspejas indeksa komponentupatsvars | Katra komponentadvtejumu ietekna:

komponenti koosia Vertaiuma
opeja Vvertejuma
Straggija 15% 30% — vatba (principi, dokumenti,
Tirgus attietbas 20% politikas, nerki, u.tml.)
Sabiediba 15% 25% — integicija (lemumu
Vide 25% pienemSana, atbiidie, apraciba,
Darba vide 2504 ietekmes pusu iesaistep@sana)

40% — faktiskais sniegums un
ietekmes @rteSana

5% — atzifba, sertifikati u.tml.
Avots: autora izveidota tabula, pamatojoties uzmsva.c., 2011.

Rec Latvijas uaeémumu un organiciju llgtspejas indeksa narteSanas
kampaas organizatoru atzinumiem, “ilg&p ir organizciju dzavesveids, kam
ir loti noZmiga ietekme gan uz to izaugsmi, gan sabiegrgan arvalstu un
pasaules atibu kopuna. Tapec, nemot \era, ka labas tradijas ir jaturpina un
veseiga konkurence veicina progresu, atiglitkajam un drosmgakajam
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organizcijam no visas Latvijas bija ieg@a piedaities ligtsggjas indeks un
parliecinaties, cik veiksmgi izvélets ir to kurss cia uz ilgtsgjas augstkajam
virsotrem” (Korporatvas ilgtsggjas un atbilbas institits (INCSR), 2022b).

2022. gada newtejuma rezuliti liecina, ka virkne ligtspjas indeksa
dafibnieku céa uz ilgtsgju ir izvelgjuSies isto marSrutu, jo daudziem
ilggackjiem datbniekiem izdegs hitiski uzlabot savu sniegumu. apat
2022. gad pirmo reizi § nowertgjuma \estuf tika godirati augsikas jeb
DIMANTA kategorijas laurati. Kritérijus, kas nepiecieSamiiss balvas
iegiSanai, spja izpildit cetri Latvijas uneémumi — “Latvenergo”, “RIMI
Latvija”, “SEB banka” un “Swedbank” (Korpofigts ilgtsgEjas un atbilibas
institats (INCSR), 2022b).

Kaut gan llgtsgjas indeksa da@bnieki parsvag ir komerchlie uzgemumi,
autors uzskata, ka iabudZeta organizijas — piendram, Latvijas Valsts
robezsardze vai Daugavpils Univeitit — var piedalies taj un lidz ar to
palielinat savu konkugtspgju un ilgtsgEju.
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3. LATVIJAS ROBEZSARGU PROFESIONALAS ATTISTIBAS
UN TAS ILGTSPEJIGAS VADIBAS EMPIRISKA NOVERTESANA

Ss ddas galvenais uzdevums ir emigki nowertet Latvijas robeZsargu
profesionlo atistibu un s ilgtsgEjigu vadbu, balstoties uz 1. thaizstradato
teoctisko un metodolgisko pamatojumu. Pirmaj nodda tiks analizta
Latvijas VRS darba vide, kas veido Latvijas robegsarofesioalas atisibas
ilgtspejigas vatbas kontekstu. Otrajnodda tiks noErtets Latvijas robezsargu
profesionlas attstibas imenis saigba ar darbavietu pievilbu. TreSaj nodda
tiks noteikta optirala pieeja Latvijas robeZsargu profegitas atistibas
ilgtspejigai vadbai.

3.1. Latvijas Valsts robeZsardzes darba vides anak

Latvijas VRS darba vide tiek analia, izmantojot 1.3.1. satiaapraksito
metodiku. $ metodika baléis uz ilgtspjigas vatbas piedm dimensiim
(Quintuple Bottom Line ekonomisko, soglo, ekolgisko, kulfiras un
politisko (skat. 1.2. noda), kas veido darba vidi deterrgjoSus argjos un
iekEjos faktorus (skat. 3. atu 1.3.1. sada). Argjo un iek$jo faktoru
vienlaiagas un sigimiskas ietekmes (katras dimensijas ietvaros) razutbdas
Latvijas VRS darba vides stifg un \ijas puses, kaf iesfEjas &s atistibai un
draudi.

Latvijas VRS darba vides i&es rezulitu apsprieSana notika darba
semiraros autora iz&leto ekspertu (skat. 2.tabulu 1.3.1. dayavida.
Piesaistie eksperti apkopoja Latvijas VRS darba vided kobezsargu
profesionalas atistbas un is ilgtsEgjigas vaibas konteksta aprakstu,
pielietojot SVID anakes metodi (kas ietilpst autora izstitaja metodolgija —
skat. 1.3. noda).

Apkopojot Latvijas VRS darba vides SVID amab rezulitus piea@s
dimensifis — ekonomiskaj socklaja, ekolgiskaj, kultiras un politiska
(skat. 13. tabulu), — autors var apgalvot, ka LatviVRS darba vidi nevar
viennoZmigi raksturot K robeZzsargu profesiatis atistibas ilgtspjigai
vadbai labligu kontekstu, jo vienlaikus ar robezsargu profedimnatistibas
ilgtspejigu vadbu stimugjoSiem faktoriem (piegram, darba kuitras \ertibu
relaitva vienidziba robeZsargu profesi@lajas un teritordlajas grums vai
robezsargu ap@cibas paskumi ekolgiski droSam darbam ar jauaa)
robezsardz izmantojarAm tehnolgijam) pasiv an tie Latvijas VRS darba
vides faktori, kuri traug robezsargu profesialtis atistibas ilgtspjigai vadbai
— piengram, cihekresursu nepietiekaima un noas izrietods sekas darbinieku
profesionalas atisttbas ilgtspjigai vadbai vai robeZsardzes peratm
novecosSana, & af robezu tehnolgizacija, kas veido jaunus izaiGjumus
Latvijas robezsargu profesiglajai atistibai.
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13. tabula

Latvijas VRS darba vides SVID anaize pie@s dimenisps:
ekonomiskaja, socalaja, ekolggiskaja, kultiras un politiskaja

Stipras puses (S)

§as puses (V)

Latvijas valsts robezZas (jpaSi ES
argjas robezas) moderna tehriisk
infrastruktira un tehnolgiskais
apiikojums

Latvijas VRS persaila ar auggtko
izglitibuipatsvara uzt@Sana pietiekoSi
augst limen

RobeZsargu apinibas paakumi
ekologiski droSam darbam ar jauagj
robezsardz izmantojam@m
tehnolgijam

Darba kultiras \ertibu relatva
vienlidziba robeZsargu profesialajas
(virsnieki / instruktori) un teritoflajas
grupas

Latvija ir bijusi solidira un akiva
robezas aizsartlzas opeicijas citis
Eiropas valgs, lidz ar to kizes
situacija an Latvija var gkinaties ar
solidari@ti

Likuma apstiprirato izdevumu Latvijas VRS
darhbai (af kapitlieguldijumiem)
nepietiekamais faktigis ap@Sanasimenis
Cilvekresursu nepietiekailva — @dgjo tris
gadu laiki vairak cilveku ir atlaisti nek
pienemti darta

Nepietiekama robezsargu kapatststadat
ar tehnolg@iskajpm iekartam ta, lai
minimizétu ekolgiskus riskus gan
aplartejai videi, gan pasSu psihalskajai
labsajitai

Zema “instituciodla uzmanba” pret
robezZsargu starpkuitu kompetenci uras
attisiSanu

Tehnolgiskas ziraSanas shiedz tehngigu
izstradatajiem un citiem ekspertiem
diskurgvu hegemoniju @r robezu
parvaldibu un piegir viniem politikas
veidogju pilnvaras

lesggjas (1)

Draudi (D)

Materili tehniskie un cilgkresursi, kas
ir pieejami Latvijas VRS no Eiropas
RobeZu un krasta apsardzgsertiras
Frontexun paldz ES dabvalsim un
Sengenas as@tajam valsim aizsargt
ESargjas robezas

ES robeZu uzraudzas sodili tehnislkas
vides tehnolgizacija, kas vagtu
palidzet cilvekresursu defitta apsiklos
RobeZu tehnolgizacijas priekSrothu
izmantoSana pierobeZas apkjas
vides efel@vai monitogSanai
RobeZsargu darba kifas \&ra
nemsSana; daba starptautiskag
pagsikumos ar rarki paaugstiat
starpkultiru kompetenci

Darhiba atbilstoSi kogjam Eiropas
Savienbas tiesiskajam regijumam
Eiropas integitas robezu prvaldibas
stra€gijas ietvaros

Latvijas VRS dartbas finangjuma
nepietiekantba saigba ar inflaciju (kara
del) un robeZsargu paaugstia noslodzi
(arkartgjas situicijas pierobefs cl) uz
Baltkrievijas un Krievijas robezsargu
nopietras bripoSanas fona

Latvijas VRS persaila novecoSana akain
robezu “droni#cija”, kas veido jaunus
izaicinajumus Latvijas robeZzsargu
profesiornalajai atistibai

Modernu tehnisko iedttu akiva
izmantoSana, kas \&u bit nelabéliga
aplartejai videi un ciheku ekolgsijai
Kultarvides augoSa sargi#iba valsts
robezs starptautisis migiacijas plismas
palielinaSanas @

Aktivi meginajumi nelikumgi ersot
Latvijas valsts robeZu no Baltkrievijas un
Krievijas Fedeicijas teritorijas puses,
militarie draudi

Avots: autora izveidota tabula, pamatojoties uzaBuk nosaukto ekspertu

Vertejumiem.
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3.2. Latvijas robeZzsargu profesioglas attistibas imepa nowert eSana
saistiba ar darbavietu pievilcibu

Latvijas robezsargu profesibiis atistibas imepa norteSana sai#ba ar
darbavietu pieviltbu tiek istenota, izmantojot 1.3.2. saalaapraksito
metodiku. Priliro emprisko datu iegSanas metode ir Latvijas robezsargu
sociolgsiska aptauja, ko autors veica 2022.gada mafRS Ludzas un
Daugavpils prvalde. AtbilstoSi noerteSanas metodikai, Latvijas robezsargu
aptaujas anketa sast no divam ddam: kompetetu nowrteSanas
kontrolsaraksta un darbavietas pietdls faktoru nodrteSanas das, kurai
seko jaudjumi par respondentu sati demogafiskajiem un profesioilajiem
raksturlielumiem.

VRS Ludzas un Daugavpilsirpalde kopuni tika aptaujti 182 no 2134
Latvijas VRS diegjoSagm amatpersaim (virsniekiem un instruktoriem) jeb
8,5% no Latvijas robezsarggeneklkopas (Latvijas Valsts robezsardze,
2022b). VRS Ludzas un Daugavpilargalde diergjoSo robeZsargu aptaujas
rezulti ir pietiekami reprezentati Latvijas VRS kopur, jo relaiva izlases
kluda nekur nefrsniedz 3% (Blina, Krasth$, 2002). Respondentu kopizlasi
veido VRS Ludzas gvalde diergjoSie robezsargi (102 cilv. jeb 56,0%) un
VRS Daugavpils #irvalde diergjoSie robezsargi (80 cilv. jeb 44,0%).

Autors analiz Latvijas robezsargu profesiglas atistibas Imepa (Saj
petjuma empriski interpretta ki kopkompetence) pa&wejumus, K al
saidzina aptaudjito Latvijas robeZsargu apakSizlases VRS Ludzas un
Daugavpils prvalde attiedba uz robezsargu kopkompetenci @s sastvdaam
(darbinieku profesiailas atistbas Imepa nEriSanas instrumenta — viapga
kompetences motke— sagivdaas un to aprakstu skat. 3. tabl3.2. sada).

Kopuna aptaujito Latvijas robezsargu profesi@as atistbas tmenis
(=kopkompetence) Vi tiek vertejams gandz ar 4 bakém pec 5 bdlu skalas,
kas ir pietiekoSi augsti. Pie tam, respondentu viiise kompetetiu
padértejumu at¥iribas VRS Ludzas un Daugavpilarpalde praktiski visur
(izgpemot probtmu risiraSanas kompetenci) nav statistiski mogas, un ar
profesionalas attstibas tmepa (=kopkompetences) pastejumu — 3,91 VRS
Ludzas prvalde un 3,97 VRS Daugavpilsapsalde (pec skalas no 1idiz 5
ballem) — at&iribas nav statistiski norzigas (p-@rtiba = 0,418).

Talak autors anali@ Latvijas robezsargu darbavietu pietlilas ertgjumus,
ka an saldzina aptaujito Latvijas robezsargu VRS Ludzas un Daugavpils
parvaldes apaksizlases atibt uz darbavietu pieviibu un fis faktoriem (to
aprakstu skat. 4.talull.3.2. sada). Kopun@ Latvijas robezsargu gaidas
attieaba uz vipu darbavietu sairar to, ko Latvijas VRS, kdarba degjs. var
viniem piedivat (jo starfiba starp faktora svagumu, iz\loties darbavietu, un
ta [faktora] iesgjanibu pasreigja darbaviei nekur nav lielka par 1 balli),
kaut gan gandz visu darbavietu pieviibas faktoru zja (izpémot atbildbu)
aptaujitie Latvijas robeZsargi gaida nedaudz Mairneld ir iesgjams viu
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pasreizja darbaviei. Jo ipaSi tas attiecas uzadiem faktoriem, & vieta,
elasigums un darba athiiba, attietha uz kuriem ir vislielka starpba starp
robezsargu gaion un sitd@ciju vinu pasSreizgja darbaviei. Autors uzskata 3o
starpbu starp darbinieku gaidch un relo sitluaciju vietas, elastjuma un darba
atbilsthas zpa par zirima mera objekivu, ko nosaka robeZsardzes dhds
specifika (pieraram, valsts robeza atrodas tur, kur atrodas, uret@r @rnest
tuvak darbinieku daesvietim, veikaliem utt.).

Aptaujito Latvijas robeZsargu skpima darbavietas kago pievilcibu
Latvijas VRS visliehka mera veido &di faktori, ka drodba, attietbas un
atzinba, bet vismaska méra — elastgums, atbiltba un ino¥cijas. Autors
uzskata, ka pirmos i faktorus var attiecit pie stabiliites \erttbam, bet
pedejos divus (atbiltbu un inowcijas) — pie atstibas wrtitbam. Tad var
secirit, ka robezsargu skptma darbavieta Latvijas VRS — tas ir, pirank
stabilitaite, ko vihi gaida no darbavietas un kopsm Latvijas VRS. Btu
jaatame, ka nuciSaras, ka darbavietu pievilthas faktors (kas iripaSi
interesants 18§ promocijas darbaémas kontek#), iepem vidcjo po4Aciju
darbavietu pieviltbas faktoru hierartijLatvijas VRS.

Kas attiecas uz &isibam starp VRS Ludzas un Daugavpilaryaldes
apaksizlasm, ¢etri no desmit darbavietu pievilias faktoriem — draa, vieta,
atbildiba un inotcijas — auggk nowerteti VRS Daugavpils frvalde, bet seSi
faktori — attietbas, atzitha, darba atbil#ha, naciSaras, ieguldjums un
elastgums — VRS Ludzas apvalde. Taja pat laik, darbavietu pievilibas
faktoru ertgjumu atkiribas VRS Ludzas un Daugavpilargalde praktiski
visur (izmemot drotbas faktoru) nav statistiski rimgigas, un ardarbavietas
kopgjas pievilabas rtgjumu — 14,8 VRS Ludzasapvalde un 15,0 VRS
Daugavpils prvalde (pec skalas no Iidiz 25 bakm) — at&iribas nav statistiski
noZzmigas (p-eértiba = 0,712).

Pamatojoties gan uz api#oj Latvijas robeZzsargu VRS Ludzas un
Daugavpils prvaldes apaksizlaSu sdtinagjumu pec socili demogaéfiskajiem
un profesioalajiem mditajiem, gan uz wu profesioalas atistibas tmepa
(=kopkompetences) pa&tejumu un darbavietu pievibas kopertejumu
saidzinaSanas rezuitiem, turpnakaja empriskaj anaizé petijuma hipotzes
pieradiSanai autors nedala aptatoj Latvijas robezsargu kopizlasi (n = 182
cilv.) uz VRS Ludzas un Daugavpilsarpaldes apaksSizlam, kaut gan
mairigais ‘“teritoréla struk@irvieriba” piedads emgpriskajg anaize, ka
potencili determirgjoSais faktors, vienlaikus ar citiem faktoriem.

Pieejot tieSi pie Latvijas robezsargu prafedlas atistbas Tmepa
noverteSanas saifta ar darbavietu pieviibu, autors balss 1.3.2. sada
apraksitaja metodiki, kas paredz galvenak & pétjuma hipotzes —
darbinieku profesiaiias atistibasilgtspejigas vatbas objekts Latvijas VRS ir
darbavietu pieviliha, kas nosaka darbinieku profegilas atistbas tmeni, —
emprisku parbaudi. Ta ka hipotzes pieidiSanai ir nepiecieSams noteikt tiesi
celonu-seku sakabu (darbavietu pieviitba nosaka darbinieku profesibis
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attisibas imeni), nevis korelayu savstarpo saikni starp ®n pa&dibam,
autors izmanto regresijas afzals metodi, kur rezul@afis maifgais ir Latvijas
robezsargu profesialas atistbas Imenis, bet faktalais maingais ir
darbavietu pieviltha Latvijas VRS, & aif respondentu saali demoggfiskie
un profesioalie raksturlielumi.

Regresijas anaks istenoSanas (fakt@io mairigo ieKauSanai tika
izmantota stu metode) rezuita aptaujito Latvijas robeZsargu kopizagn =
182 cilv.) tika izveidots&ls regresijas vieaadojums:

y = 3,284 — 0,233%+ 0,069%%, 1)

kur:

y — Latvijas robeZsargu profesidas atistibas fmenis (=kopkompetence),
balles no 11dz 5;

X, — ienemamais amats (virsnieks / instruktors);

Xg — darbavietas ka@ja pievilciba, balés no 11idz 25.

Izslegti (t.i., statistiskie nenamigi) mairigie:

X; — Latvijas VRS teritodla strukiirvieriba (Ludzas #rvalde / Daugavpils
parvalde);

X3 — vecums, gados;

X4 — darba @7s Latvijas VRS, gados;

Xs — izglitiba (augsgika, saisita ar robezsardzi / augks, cita / victja);

Xs — davesvietas tips (lielpilta / mazpilsta / lauki);

X7 — ieraBkums uz vienu @jsaimnie@bas locekli {idz 200 eiro / 200-400 eiro /
vairak par 400 eiro).

Avots: autora izveidots g SPSS apstidatajiem Latvijas robeZsargu
sociolgsiskas aptaujas (2022. gads, n = 182 cilv.) reig, izmantojot
regresijas ana#es metodi.

Ka var redzt 1. regresijas vieiojuma, Latvijas robezsargu profesilas
atistbas imeni statistiski nomigi nosaka wiu iepemamais amats —
instruktors vai virsnieks (virsnieka amats dod fhml 0,2 balles
kopkompetences pa&ejumam — beta-koeficients ir 0,233, pritha = 0,000)
un darbavietas ka@pa pievilciba (katra papildus balle darbavietas &ap
pievilcibas rtejuma dod 0,07 balles kopkompetences @agjumam — beta-
koeficients ir 0,069, partiba = 0,000). Savakt tadi faktoralie mairigie, lka
vecums, izgtiba, divesvietas tips, iglkums uz vienu mjsaimniegbas
locekli, darba $tZs Latvijas VRS, Latvijas VRS terita@ti strukfirvieriba,
nenosaka robeZsargu profedilas atistbas imeni (t.i., tika izségti no
regresijas viefdojuma, & statistiski nenamigi mairigie). Lidz ar to va&tu
secirat, ka [Etijjuma hipotze ir pieadita, jo darbavietu pieviiba ir tiedm tas
faktora, kas — kop ar imiemamo amatu — nosaka Latvijas robeZsargu
profesionlas atistibas imeni.
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Nekamap regresijas anales posr piedaijas viengi Latvijas robeZsargu
profesionlas atistibas imenis, & rezultatvais maifgais, un darbavietu
pievilcibas desmit faktori, & faktoralie mairigie, — ar narki noskaidrot, Edi
konkreti darbavietu pieviltbas faktori visvaitk nosaka Latvijas robezsargu
profesionalas atistbas imeni. Rezulita tika izveidots &ds regresijas
vienadojums:

y = 3,199 — 0,058*x+ 0,041*% + 0,037*% + 0,032*%, 2.

kur:

y — Latvijas robeZsargu profesidas atistibas imenis (=kopkompetence),
balles no 11dz 5;

X7 — darbavietu pievilibas faktors: elagjums, balls no 11dz 25;

Xo — darbavietu pievilibas faktors: athiltha, balés no 11dz 25;

Xs — darbavietu pievilibas faktors: darba atbiibt, balés no 11idz 25;

X10— darbavietu pievilibas faktors: incacijas, balés no 11dz 25.

Izslegti (t.i., statistiskie nenamigi) mairigie:

X; — darbavietu pievilibas faktors: draba, balés no 11dz 25;

X, — darbavietu pievilbas faktors: vieta, bak no 11idz 25;

X3 — darbavietu pieviibas faktors: atti@bas, balis no 11idz 25;

X4 — darbavietu pieviibas faktors: atziba, balés no 11dz 25;

Xs — darbavietu pievilbas faktors: ieguigums, balés no 11idz 25;

Xg — darbavietu pievilibas faktors: mciSaras, balés no 11dz 25.

Avots: autora izveidots g SPSS apstadatajiem Latvijas robeZsargu
sociolqziskas aptaujas (2022. gads, n = 182 cilv.) ratigtn, izmantojot
regresijas anzes metodi.

Nekamap at€la 2. regresijas vierdojuma dati tiek vizual@ti labakas
regresijas anaes rezulttu uztveres nalkos.
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6. atEls
Latvijas robeZsargu profesioralas atfistibas imeni (=kopkompetenci)
noteicoSie darbavietu pieviltbas faktori, n = 182 cilv.,2022. gads

Elasigums

—0}058

Latvijas robeZsargu
profesionalas atfistibas imenis

+0,041 + 8,032
+ 0]037
_— Darba L
Atbildiba atbilstbz Inovacijas

Avots: autora izveidotsge 2. regresijas vieaadojuma beta-koeficientiem.

Ka var redzt 2. regresijas vieadojuma un 6. attla, Latvijas robezZsargu
profesionalas attstibas Imeni statistiski namigi nosaka adi darbavietu
pievilcibas faktori, & to elasigums (katra papildus balle efa@gtma értejuma
atpem 0,06 balles no kopkompetences pesjuma — beta-koeficients ir 0,058,
p-vértiba = 0,000), atbildba (katra papildus balle athilths \értejuma dod
papildus 0,04 balles kopkompetences pa8umam — beta-koeficients ir
0,041, p-eértiba = 0,000), darba atbiibtr (katra papildus balle darba athbsis
vertegjuma dod papildus 0,04 balles kopkompetences g&§umam — beta-
koeficients ir 0,037, partiba = 0,001) un inacijas (katra papildus balle
inovaciju vertejuma dod papildus 0,03 balles kopkompetences g&§umam —
beta-koeficients ir 0,032, peitiba = 0,004).

Savukrt tadi darbavietu pieviftbas faktori, & dro3ba, vieta, attiebas,
atziriba, ieguldums, naciSaris (kas iripaSi interesantiiSpromocijas darba
temas kontek#)), nenosaka robeZsargu profegias atistbas tmeni (t.i., tika
izslegti no regresijas vieadojuma, & statistiski nenamigi mairigie). Tatad,
detaliztakas regresijas arales rezuliti lauj seciat, ka darba stabilites
vértibas (pieraram, drotha, attietbas, atzitha), k& an maciSaris pati par sevi
nenosaka Latvijas robezsargu profesias atistbas imeni, bet to nosaka
galvenolart ar darbu saitb atistibas értibas — atbiltba, darba atbilgta,
inovacijas (skat. 2. regresijas vigojumu). Proldmu veido tas, ka tieSi tos
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darbavietu pieviltbas faktorus, kuri veicina darbinieku profegilas atistibas
[imeni (proti, atbildbu un inovcijas), Latvijas robezsargi visnmieVerte.

Talak autors eksperimenta vaidnomainja vieim darbavietas ka@po
pievilcibu un darbinieka profesialas atistbas tmeni regresijas anaé, t.i.,
lika darbavietas kagjo pievilcibu, ka rezultativo maingo, bet darbinieku
profesionlo atfistbu un citus faktorus —akfaktoralus maingos. Tas rezudta
izveidojas 8ds regresijas viagojums:

y = 6,002 + 2,955*x— 0,084*x, (3)
kur:
y — darbavietas ka@ja pievilciba, balés no 11dz 25;
Xg — Latvijas robeZsargu profesias atistibas Imenis (=kopkompetence),
balles no 1idz 5;
X3 — vecums, gados.
Izslegti (t.i., statistiskie nenamigi) mairigie:
X, — Latvijas VRS teritodla struktirvieriba (Ludzas #rvalde / Daugavpils
parvalde);
X, — iememamais amats (virsnieks / instruktors);
X4 — darba $’s Latvijas VRS, gados;
Xs — izglitiba (auggika, saistta ar robezsardzi / augks, cita / victja);
Xs — dAvesvietas tips (lielpita / mazpilsta / lauki);
X7 — iereBkums uz vienu @jsaimnie@bas locekli {idz 200 eiro / 200-400 eiro /
vairak par 400 eiro).
Avots: autora izveidots g SPSS apstadatajiem Latvijas robeZsargu
sociolqziskas aptaujas (2022. gads, n = 182 cilv.) ratigdtn, izmantojot
regresijas anzes metodi.

Nomainot vieim darbavietas kdajo pievilcibu un darbinieka profesialas
attisttbas tTmeni, regresijas anaks rezultti pardija, ka darbavietu pievitbu
Latvijas VRS statistiski namigi nosaka, pirmit, paSu Latvijas robezsargu
profesionalas atistibas Imenis (katra papildus balle kopkompetences
pasertegjuma dod 3 balles darbavietas Ky#is pievilabas &rtejumam — beta-
koeficients ir 2,955, partiba = 0,000) un, otgkt, vipu vecums (katrs papildus
vecumgads aem 0,08 balles no darbavietas ks pievilabas értejuma —
beta-koeficients ir -0,084, pertiba = 0,002).

Rezulita autors var apgalvot, ka, neskatoties uz to, khalaetu pievilgba
statistiski nommigi nosaka Latvijas robeZsargu profegi@s atistbas imeni,
tomeér ieverojami vailk robezsargu profesiatlis atistbas fmenis nosaka
darbavietu pieviltbu Latvijas VRS (un var pigmt, ka ne tikai tur). Citi
runajot, darbavietas pievilou veido, pirmE&rt, pats darbinieks (japasi, ja
vipam pienit praktiskis ziraSanas, organizatoriskpielagoSaas spEja un
merktieciba), nevis organizijas vadtaji piedava to darbiniekiem, &k gatavu
produktu, ti., “nerktiecigi koncentgjoties uz potenalo darbinieku
piepragumiem un ceabam, rada pieviltgas darbavietas, kas veig#natru
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vakartu aizpildSanu” Macanosa, UBanuosa, 2019). Faktiski, autora veid
empriskas anailzes rezultts ir ziratniskais piefidijjums tautas saknvardam:
“nevis vietagrezno ciléku, bet cihgks vietu”.

Pamatojoties uz regresijas ape$ rezufitiem, kas, no vienas puses,
apstipririja petijuma hipogzi (darbavietu pieviltba nosaka Latvijas robezsargu
profesionlas atistbas fmeni), bet, no ofis puses, piadija ai vél vairak
noZzmigu tieSi pretjo celonsakatbu (Latvijas robezsargu profesibis
attistbas tmenis nosaka yu darbavietu pievilbu), autors pieala ieviest
vadbzinatng jaunu konceptu, kasdz Sim bidim netika izmantots zatniskag
diskursi, — darba vieiba, kas sast no darbavietas un kordta darbinieka,
neatraujot vienu no otra.

Autora piedvatais darba vietbas koncepts vatu Kat af par jaunu
vadibzimatnes gdzienu, kas ir def&ams apraram &di: darba vietba ir
pievienofis \ertibas raianas subjekts darba pratekas [darba vieba]
sasiv no darbavietas ar dim sadm ipatribam / raksturojumiem un koné&ma
darbinieka ar wia profesiodlo kapacifti, neatraujot vienu no otra
organizcijas ilgtsggjigas vatbas proces

Tatad, Latvijas robeZsargu profesibm atfisbu darba vietbu ietvaros
teoretiski var vadt, izmantojot divas pieejas: 1) pastaghin- caur darbavietu
pievilcibu; 2) pa tieSo — sel@ot esoSo darbinieku profesigln atstbu.
Optimalas pieejas noteikSanai tiek vtdt rakamajp promocijas darba nogia

3.3. Optimalas pieejas noteikSana
Latvijas robeZsargu profesioralas atfistibas ilgtsggjigai vadbai

Ka tika piepemts § promocijas darba metodgjiskas noddas 1.3.3. sada
optimalas pieejas noteikSana Latvijas robezsargu prafelsie atistbas
ilgtspejigai vadbai tiksistenota, pamatojoties uz VRS Ludzas, Daugavpils un
Vilakas prvalde diergjoSo ekspertu-virsnieku @wntejumiem. Ekspertu
veértgjumu sadkSanai un an#@ei autors izmantos hierarhiju afzals metodi
(Saaty, 1980; Kronbergs u.c., 1988; Ishizaka, Lal2iB11; Ahmed, Kilic,
2019), kas praktiskajaistenoSanai 7 eksperti — Latvijas VRS amatpersonas
saraca visi ko klatiene 2022. gada 6. maij lai kopgi izveidotu hierarhiju un
noklaustos autora instrukfu tilakajam darbam, un tad katrs eksperts laika
posma no 2022.gada 7. maijaidk 7. finifjam stadaja individuali Excel
programma ar autora sagatavoiaj matriam.

Hierarhiju anakes ngrkis § pétijjuma ietvaros ir “Optiralas pieejas
noteikSana Latvijas robezsargu profeglas atistbas ilgtsgjigai vadbai”
(skat. 4. attlu 1.3.3. sada). Otrap limen tiek piedivati Sis optinalas pieejas
noteikSanas pieci katiji — atbilstoSi ilgtsgjigas vatbas piedm dimensiim:
ekonomiskajai, soglajai, ekolgiskajai, kultiras un politiskajai (skat.
1.2. noddu):
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kriterijs “Ekonomiska dimensija” nommé finanSu resursus un tehnisko

infrastruktiru, kas ir nepiecieSama katras pieggtenoSanai prakska am

katras pieejas realizijas ekonomisko efektu atad, optinala pieeja pc &
kriterija ir ekonomiski efelivaka pieeja, t.i., ar latku rezulitu par zeraku
cenu;

- kriterijs “Sociala dimensija’ nome cilvekresursu kvantitti un kvalitati,
kas ir nepiecieSama katras pieejstenoSanai prakska an katras pieejas
realiacijas socilo efektu — itad, optimala pieeja pc § kritérija ir socéli
lietdefigaka pieeja, t.i., ar liaku socilo efektu pie esoSas cikresursu
kvantitates un kvalites;

- kritérijs “Ekologiska dimensija” nomme dabas resursu apjomu, kas ir
nepiecieSams katras pieejastenoSanai praks ka an katras pieejas
realizacijas ekolgisko efektu — dtad, optinala pieeja pc § kritérija ir
ekolagiski labweligaka pieeja, t.i., apittéjai videi un cieka ekolgijai
draudzgaka;

- kritérijs “Kultaras dimensija” nameé organizcijas kulfiru, darbinieku
uzskatus unartibas, kas ir nepiecieSamas katras pier@nosanai praks
ka an katras pieejas realizijas kultuglo efektu — itad, optinala pieeja pc

& kritérija ir organiacijas darba kuitrai pientrotaka, t.i., pieeja, kas ir
iesfEjama un efella, pemot \era robezsargu ar darbu saias \ertibas;

- kritérijs  “Politiska dimensija” nommé politiskos resursus, kas ir
nepiecieSami katras pieejastenoSanai praks ka af katras pieejas
realiacijas politisko efektu —atad, optimala pieeja pc 3 kritérija ir
politiski lietdefigaka, t.i., pieeja, kas eso8ajpolitiskap situacija ir
iesggjama un ar liefiku politisko rezonansi.

Hierarhijas tre$aj(zenakaja) limen atrodas pieejas Latvijas robezsargu
profesionlas atistibas ilgtsgjigai vadbai, kurasjnoverte attieaba pret visiem
pieciem kri€rijiem:

- Latvijas robeZsargu profesiglas atistibas ilgtsgjiga vadba caur
darbavietu pieviltbu (vadba caur darbavietu pievilau);

- Latvijas robezsargu profesiglas atfstibas ilgtspjiga vadba, pa tieSo
seknejot vipu macibas (tied vadba).

Pirmais hierarhiju anaks procetras (kura tiek aprakda § promocijas
darba metodolgiskas noddas 1.3.3. sad@) realiZ5anas apkopotais reziik
tiek paadits 14. tabul — pieeju noerteSanas kritriju prioritates vektori, kuri
parada katra krigrija relatvo svargumu optinalas pieejas Latvijas robeZsargu
profesionlas atistibas ilgtsgjigai vadbai noteikSan.
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14. tabula
Optimalas pieejas Latvijas robezsargu profesiodias attistibas
ilgtspejigai vadibai noteikSanaskrit €riju relat vais svafigums,

procentpunkti (kopa — 1,00),n = 7 cilv., 2022. gads

Latvijas Optimalas pieejas noteikSanas Krifi
VRS Ekono- . Ekolo- _ s

eksperti- miska diSn?gﬁlsai'a giska d}?r?lél:]r;'sa dFi)rcr)lhetI:ﬁa Kopa

virsnieki* dimensija ! dimensija ! I
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
vertejumu 0,38 0,16 0,26 0,14 020 | -
amplitida
(max-min)
Vidgjais
ekspertu 0,29 0,21 0,17 0,11 0,22 1,00
VErtgjums

* Detalizetu ekspertu aprakstu skat. 2. tabll3.1. sada.

Avots: autora izveidotsge Excelapstfidatajiem paSa saktiem Latvijas VRS
diergjoSo ekspertu-virsnieku entgjumiem, izmantojot hierarhiju anaks
metodi.

Rc 14. tabul apkopotajiem Latvijas VRS ekspertu-virsnieku gjieim
vertejumiem, nosakot optialo pieeju Latvijas robezZzsargu profesitas
attistibas ilgtspjigai vadbai, par vissvagako kritériju var uzskat ekonomisko
dimensiju, t.i.,, nogrtgjamo pieeju ekonomisko efektigtt (0,29 no 1.00), tam
seko sodla un politiska dimensija ar gangir vieradu relatvo svargumu: 0,22
noertéjamo pieeju politiskajai lietddsai un 0,21 — soafajai lietdetbai. Par
mazik svafgu, nosakot optidlo pieeju Latvijas robezsargu profesitis
attistibas ilgtspjigai vadbai, eksperti uzskata ekglisko dimensiju, t.i.,
noverteéjamo pieeju ietekmi uz apkejo vidi un cilveka ekolgiju, bet par
vismazk svafgu eksperti uzskata kilas dimensiju, t.t., n@tgjamo pieeju
pienerotiba organizcijas darba kuitrai (0,11 no 1,00).

Nekamap at€la uzskatami tiek padits optinalas pieejas Latvijas
robezsargu profesiatis atistibas ilgtsgjigai vadbai noteikSanas Katiju
vidgjais relaivais svaigums ekspertu skgma.
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7. atEls
Optimalas pieejas Latvijas robezsargu profesiofias atfistibas ilgtsggjigai
vadibai noteikSanas kriteriju vid €jais relativais svafigums,
procentpunkti (kopa — 1,00),n = 7 cilv., 2022. gads

‘ 0,29
0,17

0,21 0,22

Ekonomisk dimensija, t.i., noértgjamo pieeju ekonomiskefektivitate

Politiska dimensija, t.i., no&rtéjamo pieeju politisk lietdefiba

Socila dimensija, t.i., no&téjamo pieeju soaia lietdefiba

Ekologiska dimensija, t.i., nogrtéjamo pieeju ietekme uz apitejo vidi un cilveka ekolgiju
= Kultaras dimensija, t.i., n@vtéjamo pieeju pierrotiba organizcijas darba kuitrai

PieZme: no¥rtejamas pieejas Latvijas robeZzsargu profegiaa atistbas
ilgtspejigai vadbai — vadba caur darbavietas pieviiba, tied vadba.
Avots: autora izveidotsge 14. tabulas datiem.

Talak eksperti noerte katru no piegjm Latvijas robezsargu profesias
attistibas ilgtspjigai vadbai attiegba uz visiem pieciem krérijiem, rezultta
iegustot victjas atbildes uz sekojoSajiem jajumiem:

1) kura no diim pieeim Latvijas robezsargu profesi@as atistibas
ilgtspejigai vadbai — vadba caur darbavietu pievilou vai tied vadba —
masdienu apgklos ir ekonomiski efektaka, t.i., ar lieiku ekonomisko
atdevi par zei@ku cenu?

2) kura no diam pieeim Latvijas robeZzsargu profesins atistibas
ilgtspejigai vadbai misdienu apgklos ir socili lietdergaka, t.i., ar liefiku
sochlo efektu pie esoSas cékresursu kvantites un kvalites?

3) kura no digm pieeim Latvijas robeZsargu profesihas atistibas
ilgtspejigai vadbai nusdienu apaklos ir ekolgiski labweligaka, t.i.,
aplartgjai videi un cilveka ekolgijai draudigaka?

4) kura no digm pieeim Latvijas robeZsargu profesiwlas atistibas
ilgtspejigai vadbai nmusdienu apgklos ir organizZcijas darba kuitrai
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pienerotaka, t.i., pieeja, kas ir iesfmma un efekva, nemot \Era

robezsargu darba kahu, uzskatus unértibas?

5) kura no digm pieeim Latvijas robeZsargu profesias atistbas
ilgtspejigai vadbai misdienu apgklos ir politiski lietdetgaka, t.i., pieeja,
kas esoSaj politiskapg situacija ir iesgjama un ar lieiku politisko
rezonansi?

Un gala jadfjums, kura dl tika reali£ta hierarhiju anate: kura no digm
pieegm Latvijas robeZsargu profesins atistibas ilgtspjigai vadbai ir
pienerotaka masdienu apak]os,nemot \&ra visus anake ieklautos kri€rijus?

Nekamap tabuk tiek apkopoti ekspertu vifle vertejumi attiedba uz
kritérijiem, ka ar attiedba uz pieeju Latvijas robezsargu profegitas atistibas
ilgtspejigai vadbai pEc katra no krigrijiem.

15. tabula
Priorit ates vektoru apkopojums un glolalo priorit aSu aprekins,
procentpunkti (kopa — 1,00),n = 7 cilv., 2022. gads

Prioritates Ekono- 1 g i Bkolo- |\ itaras | Politiska _
vektora miska di . giska ) o . - Kopa
koordirates | dimensija| “M"*Y3| dimensija dimensija | dimensija
) J
(kriteriju
relatvais 0,29 0,21 0,17 0,11 0,22 1,00
svafigums)
Pieejas Latvijas robeZsargu profesilas atistibas ilgtsgjigai vadbai G.lobélﬁs
prioritates
Vadiba caur
darbavietu 0,21 0,62 0,48 0,59 0,55 0,46*
pievilcibu
Tie& vadba 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 aprkinats, summngjot reizimjumus 0,21*0,29, 0,62*0,21, 0,48*0,17,
0,59*0,11 un 0,55*0,22.

Avots: autora izveidotsge Excelapstadatajiem paSa saktiem Latvijas VRS
diergjoSo ekspertu-virsnieku ewgjumiem, izmantojot hierarhiju anakes
metodi.

8. attla tiek vizualiZts hierarhiju anates gala rezults — optinalu pieeju
Latvijas robeZzsargu profesiglas atistibas ilgtsgjigai vadbai, nemot \era

piecus ilgtspjigas vaibas kri€rijus — ekonomisko, socialo, ekgisko,
kultaras un politisko dimensiju.
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8. atEls
Ekspertu darba gala rezultats hierarhiju analizesistenoSanas gait,
vidgjie vert gjumi, procentpunkti (kop a — 1,00),
n =7 cilv., 2022. gads

0,9
0,8

0.7 55 0,54

0,79
0,62 0,59 0

0.6 0,52
05 0,480, 0,45 0,46

' 0,38 0,41
0.4
0,3

0,21

0,2
0,1 I

0

Ekonomislka Socila Ekologiska Kultaras Politiska ~ Kopwertgjums
dimensija  dimensija  dimensija  dimensija  dimensija

H Latvijas robezsargu profesigliis attstibas ilgtspjiga vadba caur darbavietu pievilou

H Latvijas robeZsargu profesigias atistibas ilgtsgjiga vadba, pa tieSo sekgjot vinu
macibas

Avots: autora izveidotsge 15. tabulas datiem.

Ka redzams no 15. tabulas datiem un &lattlatiem, atbilde uz hierarhijas
anaizes mirka jausjumu — kura no di&m pieeim Latvijas robeZzsargu
profesionlas attstibas ilgtsgjigai vadbai (vadba caur darbavietu pievilou
vai tied vadba) ir piengrotaka masdienu apgklos, nemot \era visus anake
ieklautos krierijus? — ir sekojoSa: robeZzsargu profeslas atistibas ties
vadiba. Neskatoties uz to, ka Pieeja Latvijas robeZsargu profesitis
attisttbas ilgtspjigai vadbai “nevinrgja” pec trim kriterijiem — socila un
politiska lietdefiba, kK ai pientrotiba organizZcijas darba kuitrai, & tiek
noertéta, ki optimala pieeja pc tada nozmigaka kriterija, ka ekonomisk
efektivitate.

Tatad, kopura Latvijas robezsargu profesi@las atistibas tie§ vadba
(nevis caur darbavietu pievit) ir & pieeja, kura ekspertuesejuma ir
optimala misdienu apgklos, kaut ganis pieejas @rsvars pri vadibai caur
darbavietu pieviltbu ir neliels — 0,54 procentpunkti pret 0,46. Tagime, ka
an robezsargu profesiahis atistibas vatbai caur darbavietu pievilou ir
japiewers liela uzmaiba, jo 3 pieeja ar ir pietiekoSi efeldva misdienu
apstiklos. Tongr prioritate ir robezsargu profesialas atistibas tie§ vadba
(kas ietver raciSaras kultiras kultieSanu Latvijas VRS, persmo piengru no
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robezsardzes vadju puses, tiefs stimugjosas sarunas ar Kkatru robezsargu
u.tml.), pamatojoties, galvenat, uz 3s pieejas lidku ekonomisko
efektivitati, t.i., ta ir batiski Ietaka un ar labu rezutu.
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NOBEIGUMS
Galvenie atzinumi un @Etijjuma rezultati

Promocijas darba arkis — izgEtit Latvijas VRS daddas teritorilajas
struktirvieribas diergjoSo robezsargu profesiglas atistibas ilgtspjigu vadbu
uz koggjas situicijas fona ar darbinieku profesia attistbu un &s ilgtsggjigu
vadbu pasawd, ES un Latvi§ — ir sasniegts un promocijas darba uzdevumi ir
izpilditi (katra uzdevuma izpildei tiek vath atsevika promocijas darba t,
konceptdli saprotot darbinieku profesialo atistbu ki mazizglitibas
sastivdalu, bet empiski — ka Biznesa skolas pasaulei izsiita Glohalas
talantu konkwutspejas indeksa (GTKI) komponentu “Darbinieku profegian
attisttba” (tas izpstei makrofmenn — pasaules un ES vakst un darbinieku
kopkompetenci robeZsargu profesilais atistibas Imepa izpstei mikrofimen
(Latvijas VRS Ludzas un Daugavpilsargalde). Savulart darbinieku (ar
robezsargu) profesiatis atistibas ilgtspjiga vadba ietver piecas dimensijas
(Quintuple Bottom Line — ekonomisko, soglio, ekolagsisko, kulfiras un
politisko, bet ilgtspjigas vaitbas galveno uzdevumu un pat misiju veido
ilgtspejas kultiras ra@Sana vaiba.

Promocijas darba higgae —darbinieku profesioilas atistibasilgtspejigas
vadibas objekts Latvijas VRS ir darbavietu pietlilg, kas nosaka darbinieku
profesionlas attstibas fmeni — tiek pieidita tikai ddgji. Neskatoties uz to, ka
darbavietu pieviltba ir tiedm tas faktors, kas nosaka Latvijas robezsargu
profesionalas atistibas tmeni, regresijas anaks rezuliti pieradija afi vél
vairak noamigu tieSi predjo celonsakatbu — Latvijas robezsargu profesitds
attisttbas Tmenis nosaka wu darbavietu pievilibu. Tas noung, ka darbavietu
pievilciba “nekiit no debesn” un nav gatavs produkts, ko Latvijas VRS @
var piedivat robezsargiem, bet {darbavietu pieviltha] veidojis af no pasu
robezsargu profesiatis atistibas. Jo aisfitaki ir robezsargi, jo pieviligakas
ir vinu darbavietas, t.i., darbavietas pietdl ir cieSi saista ar paSa darbinieka
profesionlas atistibas imeni, kofigi veidojot “darba vietbu” (darbavieta +
darbinieks) — jaunu autora pidto vadbzinatnes konceptu.

Secirajumi

1. Latvijas terminolgiskaja telpa pafdas jauns termins — “sabiabtia, kas
macas”, un @s atistbu veicina s galvenie faktori: inforicijas
sabiediba, ziratniski tehnolgiska  vide un ekonomikas
internacionaliacija. Masdienu sodilaja zinatné “sabiedtba, kas ricas”
uzskaima par idalu un ekonomiski optilu izglitibas aftstbas modeli.
Konceptu “sabiedba, kas racas” relafvi sen gta un akivi izmanto
starptautiskaj zinatniskap telpa, bet praktiski neizmanto Latiij(katra
zina — latvieSu valoal).
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Tadas kizes k Covid-19 pandmija patrina \esturiski determistas
tendences un procesus amizZizghitibas joma. Musdieras rodas lieliska
iesfgja: jau sen nepiecieSamsisEmiska pielagoSamas atbilstodkam
izglittbas formm ieguva uniklu impulsu. Jaunu izgibas sistmu
raSamds periodu var Saimat, pateicoties inovatajiem procesiem, kurus
ierosirigja vai patrinaja pan@mija. Kopgjais muZizghitibas (t.sk.,
darbinieku profesioilas atistibas) narkis ir parikt, lai ikviens vagtu
sekmgi tikt gak ar davi pastvigi maingaj pasau.

Socilo zinatnu parstavjiem tiek izvirats &ds fEtniecisks jawtjums: ja
atbilde ir nuzizglitiba, tad kur ir proleima? Promocijas darba autora
skafjuma, galveno prol@mu (kura savukt vartu liecimat par ciam
sleptajpm probEmam) veido tas, ka, sask@ ar ESAO empiskajiem
datiem, daudzas ESAOQ valstis jog@mj nav “sabiedbas, kas m@cas”, jo
ipasi tas attiecas uz to nodagionied2votaju ddu, kurai visvaigk batu
jamacas, — uz darbiniekiem ar zemu prasnijuéni.

lepriek§jos laikos cilheces ilgtspja tika uzskata par paSsaprotamu un
neizpauds, ki tieSais nmarkis. Tau pedejo desmitgadu laik
starptautiskdj zinatniskap telpa ir notikusi ar vatbu saisito koncepciju
evolucija ilgtsggjigas stratgiskas vatbas virzied, un nusdienu vatbas
galvera 1padba ir &s ilgtsgjigais raksturs un konceafaris tieSi uz
ilgtspejas nerka sasniegSanu. Ar viml saistto koncepciju evaicija
notika sekojo® cda: stratgiska pknoSana — stragiska vadba —
stratgiska ilgtsgjas vadba — ilgtsgjiga straggiska vadba — ilgtspejiga
vadba.

Autors uzskata, ka ilgtsfigai vadbai nisdieris bitu jabalstis ne uz trim
(ekonomisk, socila un ekolgiska), bet uz pieem dimensiim
(Quintuple Bottom Ling ietverot ekonomisko, sadd, ekolagsisko,
kultaras un politisko dimensiju. ligtsfigas vaibas galveno uzdevumu
un pat misiju misdienu ptnieki formuk ka ilgtspgjas kuliras radanu
vadiba. Organiacijam ir jaspej reaget uz argjiem ilgtsgEjas
virzitajspekiem, ielaujot ilgts@ju tas iek®jas stratgiskas vadbas
komponerits.

Viens no nounigakajiem elementiem ilgtsijigas vatbas sasniegsarir
tas institucionalizcija, t.i. par ilgtspjigi vadtam var nosaukt as
organizcijas, kuras izveidoja ar ilgtsju saisttas vadbas strukiras, Kk
an izstradaja ilgtspejas programmas.i$vadbas strukiras, kas ir balstas
uz ilgtsggjas programram, praktiski realiz ilgtspgjigas vatbas semyus
principus, lai ilgtspja tiktu ieHauta organiacijas iek§jas straggiskas
vadibas komponentos. Pasauwlairak nela 13 triljoni ASV dokru tiek
ieguldti aktivos, kas ir prvalditi pec ilgtspejigas vatbas principiem.
Darbinieku profesiaiias atistibas ilgtsgjigas vatbas konceptila
izpratne ekonomigls paradigmas ietvaros balst uz sekojoSiem
momentiem: darbinieku profesiglas atistbas ilgtspjigas vatbas
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10.

11.

galanerkis ir konkugtspejiga valsts ar augstu ekonomisko veikjgp &
galangrka sasniegSanas nagtisms ir “sabiedba, kas racas”, stiadajot
pievilcigajas darbavieis; galamdrka sasniegSanai tiek fornatil
pamatuzdevumi, kas ietver darbinieku ma$ianu profesiaili attisfities
visa darba mza garurd, profesiodlas atistibas iespju pieejanibas
nodroSiasanu darbiniekiem, profesiaids atistbas pakalpojumu
pieprajuma un piedvajuma saskaoSanu, darbinieku profesiaias
attistibas integgSanu ikdienas darba pro@esSo uzdevumu izpildes
instrumenti ietver paSu darbinieku, @ty un publisi sektora, k an
starptautisko fondu un orgaadiju ieguldjumu.

Par vispiergrotako instrumentu darbinieku profesias attstibas
empriskajai noerteSanai makramen autors uzskata #dizgfitibas un
darbinieku profesiailas atisibas Aditajus no Pasaules biznesa skolas
izstradata Glohalas talantu konkwtspejas indeksa (GTKI), ar kura
palidzibu var sasaigt konceptalo izpratni par darbinieku profesialas
attistibas ilgtspjigu vadbu, ka aif par valsts konk@tspgju un &s augsto
ekonomisko veiktsgu, no vienas puses, un emipkiem noerojumiem
Sap joma, no otras puses.

Ja darbinieku profesiaias atistibas joma Latvija pasaules valstu wvid
ienem aptuveni vidiu pozciju (predzak, mazliet augaku par vidju),
tad ES valstu vid Latvija pasivigi ienem pozciju, zenaku par vidju:
17. vieta 2018. gad 19. vieta 2019. gadun 2020. gaglatkal 17. vieta 27
atlikuso ES wvalstu visl Savulart vislateka sitlacija darbinieku
profesionalas atistibas zha vérojama Rietumeiropas un Ziefa&opas
valsts — Zviedrii, Luksemburg, Niderlan&, Somig. Tadgjadi
empriskie dati liecina, ka Latviju nevar uzskapar “sabiedbu, kas
macas”.

lesgjama athilde (ko autors erfipski parbaudija, pielietojotéetras datu
anaifzes kvantitavas metodes) uz jaajumu par to, kpec Latvija idz Sim
bridim nav uzskdama par “sabiedbu, kas racas”, varétu bit tas, ka
darbinieku profesicdias atistbas loma rmsdienu pasaules valstu
ekonomiska veiktsggja realiite nav m@rak noZzmiga un #dgjadi
nepiesaista nedz pasu darbinieku, nedm diarba degju uzmanbu.
Regresiju anales rezuliti tomer apstipririja to, ka nasdienu pasaules
valsts muZizgfitiba un darbinieku profesiala attistba ir statistiski
noZzmigie faktori, kas nosaka rezitii — valstu ekonomisko veiktgjo.
Pie tam mzizghtiba ir viengais no trijiem GTKI talantu atiSanas
apaksSindeksa komponentiem, kas triju gadu garstatistiski nommigi
palielinsja valstu ekonomisko veikt§ju. Savukirt darbinieku
profesionla atfistiba ir viengais nizizgfittbas komponents, kas triju gadu
garuni statistiski nommigi palielinaja valstu ekonomisko veiktgju
masdienu pasael
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12.

13.

14.

15.

16.

Diskriminantu ana@tes rezuliti apliecirgja: ja valst ir augsts
muzizglittbas sivokla raditajs / augsts darbinieku profesias atistbas
I[imenis, tad &, visticanik, neietilps valstu grupar vicjiem / zemiem
iedZvotaju ierakumiem, bet turkit ir mazk aamredzami, ka i ietilps
valstu grua ar augstiem iedzotaju ienakumiem. Tatad, nuzizglitiba un,
konkreti, darbinieku profesiaila atisttba ir ne tikai misdienu pasaules
valstu ekonomisko veikt§ju veicinoSs faktors, bet mtas indikators, jo
muazizglitiba un darbinieku profesiala atfisttba pieprasa lielas
invesitcijas un / vai raciSaras kultiru.

Autora izstidata Latvijas robeZsargu profesibis atistibas ilgtspjigas
vadibas izgtes metodolgija ietver: Latvijas VRS darba vides afzas
metodiku, kuras rezuiti tiek apkopoti ar SVID anzes metodi;
darbinieku profesiailas atistbas Imepa nowErtéSanu saisha ar
darbavietu pieviltbu, kas balas uz Latvijas robezsargu socigiskas
aptaujas metodi uras rezulitu kvantitatvo anaizi; optimalas pieejas
noteikSanas metodiku Latvijas robeZsargu profasign atistbas
ilgtspejigai vadbai, kas balds uz hierarhiju anaes metodi.

Latvijas VRS darba vidi nevar viendozgi raksturot, & robezsargu
profesionalas atistibas ilgtspgjigai vadbai labvligu kontekstu, jo
vienlaikus ar stim@joSiem faktoriem (piesram, darba kuitras \ertibu
relaiva vienidziba robezsargu profesiglajas un teritorilajas grug@s vai
robezsargu apacibas paakumi ekolgiski droSam darbam ar jauaa)
tehnolgsijam) pasiv an tie faktori, kas veido jaunus izai@inmus
Latvijas robezsargu profesiglajai atistibai — piemdram, cilekresursu
nepietiekartba un Latvijas VRS persala novecoSana, akai robezu
tehnolgsizacija.

Latvijas robeZsargu socigiskas aptaujas datu regresijas are$
rezuliti, no vienas puses, apstigija petjuma hipogzi (darbavietu
pievilctba nosaka Latvijas robeZsargu profesiam atistbas tmeni —
beta-koeficients ir 0,069, psxtiba = 0,000), no dis puses, piadija af
veél vairak nozZmigu tieSi pretjo celopsakatbu (Latvijas robezsargu
profesionlas atistibas Tmenis nosaka wu darbavietu pieviibu — beta-
koeficients ir 2,955, partiba = 0,000). idz ar to autors pieda ieviest
vadbzinatng jaunu konceptu — darba viéa, kas sasv no darbavietas un
darbinieka.

Darba vietbas koncepts vatu klat af par jaunwacdbzinatnes gdzienu,
kas ir defigjams apraram $di: darba vietba ir pieviendis \ertibas
radiSanas subjekts darba proteskas [darba viaba] sastv no
darbavietas ar visn sadm ipatribam un konkgéta darbinieka ar yia
profesionalo kapacisti, neatraujot vienu no otralgtspéjigas vadbas
proced. Tatad, darbinieku profesialo atfisttbu darba vieibu ietvaros
teortiski var vadt, izmantojot divas pieejas: pastamdiin — caur
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darbavietu pievilthu; pa tieSo — sek&jot esoSo darbinieku profesign
atistibu.

17. Latvijas robezsargu profesid@is atistibas tie§ vadba ir & pieeja, kura
ekspertu @rtejuma ir optimala masdienu apaklos, kaut gani$ pieejas
parsvars pri vadbai caur darbavietu pievilou ir neliels — 0,54
procentpunkti pret 0,46. Tan prioritaté ir Latvijas robezsargu
profesionalas atisibas tie§ vadba (kas ietver @atiSaras kultiras
kultivéSanu robeZsardz persofgo pientru no robezsardzes viiju

puses, tiefs stimugjosas sarunas ar robezsargiem u.tml.), pamatojoties,

galvenolart, uz s pieejas lielku ekonomisko efektiviti, t.i., ta ir batiski
[etaka un ar labu rezuitu.

Probléemas un to iesgjamie risinajumi

1. probema. Cilvekresursu nepietiekaila Latvijas Valsts robezsa@lz

Sobid to defigts kopuna veido 12—-13%.
lesggjamie risinajumi;

1) lekSlietu ministrijas kompetegicrobezsargu enesa vidjas bruto darba
samaksas relad lielas rezionalas varhicijas maziaSana, joipaSi nemot
vera to, ka tieSi visvak “apdaitajos” resionos — Latga un Vidzenz —
atrodas ESrgja robeza ar visli@ko darba spriedzi;

2) Latvijas Valsts robezsardzes waas kompeteric jakultiveé merktieciga
cilvekresursu ilgtspjiiga vadba un naciSaras kultira (balstoties uz pozito
tendenci — VRS persala ar auggiko izghitibu ipatsvara uzt@Sanu
pietiekoSi auggtlimen), ar to sekrgot darbavietu pieviltbu robezsardz

2. problema. Robezsargu (joipaSi ve@ka gadagjuma) nepietiekam
kapacifite produkivi stradat ar jaunagm tehnolgijam un aptkojumu.
lesggjamie risinajumi:

1) valsts valthai, k& sockli atbildigam darba dejam ir javeic invesicijas
valsts robezsardzes dikresursu profesiaitaja attistba, piedivajot
robezsargiem tehnisko ekspertu #asl siscmiskas apnacibas darbam ar
jaunapm tehnolgijam un specifisko apkojumu;

2) Latvijas Valsts robezsardzes waas kompeterrc motivet un atbalgt
robezsargus wu profesiodlaja atfistiba, jo ipasSi speciali@o iemau
apgiSanas jorm darbam ar jaunan tehnolgijam un specifisko
apikojumu, pieérSotipasu uzmaibu ai paSu robeZsargu psihgiekajai
labsaijitai pasivigi mairigajos darba apat]os.
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3. probema. Latvijas Valsts robezsardz ilgtspejigai vadbai nav
instituciorala pamatojuma, t.i., at netiek iekauta organiacijas iek$jas
straggiskas vadbas komponeass: straigiskajas priorifites, vadbas ngrkos
u.tml.

lesgjamie risinajumi:

1) Latvijas Valsts robezsardzes yaaks kompeterec atspogiot ilgtsgejigas
vadibas dimensijas Valsts robezsardzes iad straigija un ar Valsts
robeZsardzes publiskajoarpkatos;

2) Latvijas Valsts robezsardzes ylaas kompeteric Valsts robezsardzeiatu
japiedaks Latvijas Korporavas ilgtsggjas un atbilebas institita
izstradataja llgtspejas indeksa ikgagja pasnoerteSars, lai monitogtu savu
ilgtspeju un  kultivetu ilgtsgEjas filozofiju, kas caurtos ar Valsts
robezsardzes ikdienas d#b.

4. probEma. Zema ‘“institucioala uzmamba” pret Latvijas robeZsargu
starpkuliru kompetenci, kas noteikti bremainu profesioalo atfistibu, jo
ipasi migkcijas kizes ap$iklos uz Latvijas-Baltkrievijas robezas.

lesgjamie risinajumi:

1) Latvijas Valsts robeZsardzes Wasas kompeteric attistit robezsargu
starpkultiru kompetenci instilcionalaja Iimer, kombirgjot teortisko un
praktisko pieeju, nodroSinot vadijas starpkuiiru kompetences astiSanai
valsts robeZsardzes stgskas darfbas dokumentos, orgafjat
specialigtas apracibas kursus, daloties pieregdz analizjot apdito
materilu uz konkgtajiem piengriem;

2) sochlajas ziratnés sthdajoSo [Etnieku kompetere veikt ziratniskos
petijumus par darbinieku starpkatut kompetenci robeZsar@zvai citas
militarizétas instificijas (autoram neizd@g atrast Latvi tadus @Etijumus —
pat A. Indriksona promocijas darb’Komunikacijas prasmes veidoS@s
robezsargu profesiataja sagatavosar (2017) starpkuliru kompetence
nav mirgta).
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INTRODUCTION

Relevance of the research topid.he state border of Latvia is not only the
internal border in the European Union, but alsodk&ernal border of the EU
(with Russia and Belarus) with a length of 455.6, kwhich is 32.5% of the
land border of Latvia (author's calculations basedthe data from #le,
Markots, 2021). The State Border Guard (SBG) ofviaatis one of the
institutions of direct administration under the syision of the Minister of the
Interior, which [SBG] implements the state borderwgity policy, as well as, in
accordance with its competence, the national imatigmn policy. The relevance
of the topic of the PhD thesis is justified by therent risks for the security of
the state border of Latvia: illegal border crossiiiggal movement of goods
across the border, violations of the border regibadvijas Valsts robezsardze,
2020), against the backdrop of rapidly advancirdhtelogies, as well as the
need to meet internationally defined requirementstfie professionalism of
border guards — for example, the implemented gimeelof the International
Aeronautical and Maritime Search and Rescue Mafl4MSAR Manual),
aviation English proficiency requirements, the lgdf Information System
PERSONNAL-Horizon, which is implemented and stasextking on the Self-
Service Portal (HoP) (Latvijas Valsts robeZsar@f®1a).

In Latvia, the difficult situation in the fob of state border security is
characterized by: (1) the declaration of a statermkrgency on August 10,
2021 in Ludza, Kraslava and Augshdaugava courdiesyell as in Daugavpils,
given the rapid growth in the number of cases t#gdl crossing of the
Latvian—Belarusian border (Latvijas Valsts robedsar 2021b); (2) the
information published on the official website of ethSBG of Latvia
(01/27/2022) that since August 10, 2021, a totab@©4 people have been
prevented from crossing the state border illegdlBtvijas Valsts robezsardze,
2022). Latvian border guards are also involvedhe prevention of crimes
against the interests of the national economy (kiap 2017). For exampfeon
December 30, 2021, in Augshdaugava county, two ihateitizens and one
non-citizen of Latvia were detained for illegalatifation of tobacco products,
and 100,000 contraband cigarettes with Belarusi@ise stamps were seized.
Criminals sometimes use very ‘innovative’ approachetheir activities — for
example, in the above case, cigarettes were pralyidllegally moved across
the state border from Belarus along the Daugawatifig them downstream

% The problem is that in Latvia there is no publialyailable statistics on the existing
risks in the field of state border security, so #uthor, justifying the relevance of the
topic of the Ph.D. thesis, should proceed fromviialial facts, and not from systematic
statistics. For example, on the official websitdtaf Central Statistical Bureau (CSB) of
Latvia, the list of crimes does not include casésllegal border crossing, cases of
illegal movement of goods across the border orsca$eiolation of the border regime
(Latvijas Republikas Cerilias statistikas grvalde, 2022).
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(Latvijas Valsts robeZsardze, 2021c). Border varatare also using the latest
technology — for example, on June 10, 2021, theldroguards of the Piedruja
border protecting unit of the Daugavpils territbrifivisions of the SBG of
Latvia recorded an unauthorized flight of an unnehaerial vehicle (so-called
drone) by a Russian citizen in the border zonevjjas Valsts robeZsardze,
2021d).

The situation with the security of the stateder of Latvia has become
even more complicated in 2022. In connection whth mobilization announced
in Russia, a state of emergency has been declarethfee months since
September 28 in Aluksne, Balvi and Ludza countiEs,well as in ports,
airports and on railways (Latvijas Sabiedriskie ine2l022).

The Director of the State Chancellery of lLataotes that “the people of
Latvia expect high-quality services and profesdiomark based on modern
methods from employees of state institutions. Tetntieis demand, the public
administration, as a socially responsible employenist invest in the
development of human resources. Investing in exjstimployees is financially
2—4 times more profitable than finding and intradgca new employee, and
for management positions this difference excediln&s” (Pavlova, 2019).

According to the data from reports publishedually on the website of the
SBG of Latvia, the participation of Latvian bordgrards in activities aimed at
their professional development has decreased entgears. Thus, in 2014, the
number of officials who completed advanced trainprggrams at the State
Border Guard College amounted to 1,817 people (@itflan of 597 people)
(Latvijas Valsts robeZsardze, 2015), and in 2020y 913 people (with a plan
of 1,700 people) (Latvijas Valsts robezsardze, 202Although in 2020, 492
more officials and employees completed advancexitigaprograms in partner
institutions of the SBG of Latvia (against the planned 540 fsofLatvijas
Valsts robeZsardze, 2021a), this is still signifityless than in 2014, and most
importantly, less than planned and expected frotwiaa border guards, which
indicates their low motivation for professional épment.

Data from reports of the SBG of Latvia aldmw that the interest of
Latvian border guards in professional developmemt higher education has
hardly increased in recent years. If in 2014 thenlper of officials who
graduated from the advanced training program “Boflgard” was 100 people
(Latvijas Valsts robeZsardze, 2015), then in 20ZD-people (Latvijas Valsts
robezsardze, 2021a); the number of officials whedgated from the 1st level
professional higher education program “Border Guard2014 was 31 people
(Latvijas Valsts robezsardze, 2015), in 2020 — #bpte (Latvijas Valsts
robezsardze, 2021a); the number of officials whadgated from the 2nd level

" National Armed Forces, State Police, School ofllBuldministration, State Revenue
Service, Office of Citizenship and Migration Affajrinformation Center of the Ministry
of the Interior and others.
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professional higher education bachelor program ®orGuard” in 2014 was
12 people (Latvijas Valsts robeZsardze, 2015),0802— 19 people (Latvijas
Valsts robezsardze, 2021a). As a result, the digtan of personnel (officials
and employees) of the SBG of Latvia by level of @tion has not changed
since 2014: 43.7% with higher education versus %6.8ith secondary
education in 2014 (Latvijas Valsts robezsardze,52G@hd 43.5% with higher
education versus 56.5% with secondary educatio@0R0 (Latvijas Valsts
robezsardze, 2021a).

One of the directions of the work of the SBf3_atvia, which is defined in
its operational strategy for 2020-2022, is “theedepment of the State Border
Guard's personnel selection, professional trainiagvanced training and
career. The purpose of the direction is a unifiraddern and efficient personnel
management and recruitment for service (job) ireotd provide the institution
with educated, qualified and motivated employeegptforming the functions
and tasks defined by the regulations, as well asnpte the professional
development of employees and loyalty to the instity improve and use
effectively the knowledge and skills of the bordgrards for fulfilling the
duties assigned to them” (Latvijas Valsts robezzard2020). The unified,
modern and efficient personnel management mentidnethe strategy is
actively studied in modern scientific literature dams called sustainable
management or sustainable strategic management )(S8hich is directed
towards sustainability (Stead J.G., Stead W.E.42@alpin, Hebard, 2018;
Szymczyk, 2019; Barbosa et al., 2020; Sek!2920). The ability of the
educational system to contribute to the achievemeithigh economic
performance through efficient use of the resouroéscurrent and future
generations is subject of sustainable managementgeheral, sustainable
management is defined as the application of swstéénpractices in various
fields in a way that benefits current and futureegations (Sekhar, 2020).

The state of the art in the research topicDue to the specifics (relative
secrecy) of the activities of the State Border @uam Latvia (as well as in
other countries of the world) there are practically scientifically based
attempts to study the work of this service: therea systematic monitoring of
the professional development of Latvian border dsiawarious scientifically
substantiated models for sustainable managementthef professional
development of Latvian border guards have not bested, etc.

The only systemic scientific research infibéd of professional training of
Latvian border guards can be considered the Plh&sig by A. Indriksons
“Development of Communication Skills in the Professl Training of Border
Guards”, which was defended in 2017 at the Rezekwademy of
Technologies in the subsector of military pedagofyhe field of pedagogy
(Indriksons, 2017). The purpose of the study wagstigating the process of
communication in a militarized educational insfiatand develop criteria and
indicators in order to formulate the relationshipsl patterns of the formation
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of communication skills, develop a scope of a didamodel for the formation
of communication skills in the system of professibtnaining of border guards
and recommendations for improving the system offgmsional training of
border guards and the pedagogical process in thesestor of military
pedagogy (Indriksons, 2017). A. Indriksons in his® thesis answered the
following research questions: (1) what determinkés ftspecifics of the
functioning of a militarized educational instituticand how does this affect
communication and learning? (2) how does the weiatip and regularity of
the conditions for the formation of communicatiddills affect the integration
of ‘subject—subject’ communication and relationshi;m the educational
process in a militarized educational institutiorthmilominant ‘subject—object’
communication and hierarchical relationships?

Despite the fact that the above study waslgoted in the framework of
pedagogy, and not management science, it providegerg important
methodological guideline for studying the sustaleamanagement of the
professional development of Latvian border gualtdsicludes recognition and
emphasis on the objective hierarchical essencelafionships in the SBG of
Latvia, which determines the specifics of this araalike other areas of
employment. This objectively existing hierarchy refationships (and even a
certain authoritarianism) in the SBG of Latvia + &xample, the need for an
acting instructor to receive a referral for adndssto the State Border Guard
College — the author will consider during his owsearch.

The object of the study within the Ph.D. thesisprofessional development
of Latvian border guards (officers and instructamsjving in various territorial
divisions of the SBG of Latvia.

The subject of the study within the Ph.D. thas: sustainable management
of the professional development of Latvian bordeargs.

The hypothesisof the study within the Ph.D. thesis the object of
sustainable management of the professional develnpm the SBG of Latvia
is the attractiveness of jobs, which determines lineel of professional
development of employees.

The purpose of the Ph.D. thesisto study sustainable management of the
professional development of border guards servingvarious territorial
divisions of the SBG of Latvia, against the backg of the general situation
with the professional development of employees dtgl sustainable
management in the world, in the EU and in Latvia.

In accordance with the purpose, the followtsgks of the Ph.D. thesisire
set:

8 In particular, Ludza division (headed by the auttamd Daugavpils division (which is
similar to Ludza division in terms of size, capgahd specifics of work) of the SBG of
Latvia are compared.
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(1) development of a conceptual framework for adgtu.e. theoretical and
methodological aspects of studying sustainable gemant of the
professional development of employees, including:

- analysis of the professional development of eygds as a part of
lifelong learning;

- conceptualizing sustainable management of thefegsmnal
development of employees in the framework of th@nemic
paradigm;

- development of a methodology that will be usedhier for the
empirical study of sustainable management of thefegsional
development of Latvian border guards;

(2) analysis of the situation with the professiodalkelopment of employees
and its sustainable management in the world, irEtln@pean Union and in
Latvia, including:

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

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

(3) an empirical assessment of the Latvian bordeards’ professional
development and its sustainable management, imgudi

- analysis of the work environment of the SBG oftvi@ which
[working environment] forms the context for sustdite
management of the professional development of aatuorder
guards;

- assessment of the level of professional developroEéthe Latvian
border guards in relation to the attractivenegsiod;

- identification of an optimal approach to susthigamanagement of
the professional development of Latvian border dsiar

Methods used in the Ph.D. thesisthe general scientific methods, both
theoretical and empirical, as well as special m#shof econometric and
management sciences are used in the Ph.D. thesis.

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

General scientific empirical methods: contanalysis for investigating the
work environment of the SBG of Latvia, regressiomlgsis for assessing the
level of professional development of the Latviamdes guards in relation to
the attractiveness of jobs (to establish a causationships, and not just a
correlative ones), the method of comparison of medefining the statistical
significance of differences with p-value for comiparthe level of professional
development of employees and the attractivenespluf in the territorial
divisions of the SBG of Latvia, as well as for sty role of the professional
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development of employees in the economic performariche modern world

countries (for the latter, correlation analysis aigtriminant analysis are also

used); sociological survey method for the empiriaabessment of Latvian
border guards’ work-related values, their profesasiodevelopment and its
sustainable management.

Special econometric and managerial methodl¢O% analysis based on
experts’ assessments for identifying the strengttesaknesses, opportunities
and threats of the work environment in the SBG dltvla; Analytical
Hierarchy Process (AHP method) for identifying aptimal approach to
sustainable management of the professional developrof Latvian border
guards; variation analysis for studying regionakiation of the average
monthly gross salary of employees in the Latviapnemy and its sector
“Public Administration and Protection, Compulsorpc&l Insurance”; the
model of competence developed by N. Amundson feessing the level of
professional development of employees.

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

- Sustainable Development Strategy of Latvia \#0B0;

- Operational Strategy of the SBG of Latvia for 262022;

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

- scientific publications, PhD theses devoted ®résearch topic;

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

- open access databases (for example, G. Hofstel#&base on cultural
dimensions of the world’s countries);

- secondary empirical data for 2018-2020 from thisiBess School’s for the
World (INSEAD) annual reports on the Global Tal&&dmpetitiveness
IndeX’ (GTCI) in more than 100 countries of the worldc{irding all EU
countries);

- primary empirical data of a sociological survefylatvian border guards
(officers and instructors), which the author cortdddn 2022 in Ludza and
Daugavpils divisions of the SBG of Latvia, intewiag 182" border
guards to assess their level of the professionadldpment in relation to the
attractiveness of jobs and 166 border guards —atoulate indicators of
cultural dimensions by G. Hofstede;

- primary empirical data of an expert survey ofafs of the SBG of Latvia,
which the author conducted in 2022 in Ludza, Dapgavand Vilyaka

% Lifelong learning and one of its indicators ‘Prsd®mnal development of employees’
are components of the Global Talent Competitiveriedex (Business School for the
World (INSEAD) et al., 2018, 2019, 2020).

10«The minimum sample size for a social science sshbuld be 30-200 people” (Kish,
1965).
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divisions, interviewing 7 experts-officers (with vkoexperience in the SBG

of Latvia from 22 to 29 years) in order to assafferént approaches to the

sustainable management of the professional devaopof Latvian border
guards.

Software used to process quantitative empirat data:

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

Conceptual framework of the Ph.D. thesidn this study, the professional
development of employees is conceptually includetifélong learning, which
is actively studied both in Latvia (B. Rivzha, Aarghikova, M. Petersone and
others) and around the world (F. Galindo-RuedayVignoles, A. Jenkins,
A. Wolf, S. Seryakova, V. Kravchenko and others). turn, the conceptual
understanding of sustainable management is baseal Driple Bottom Line
(economic, social and environmental sustainabil{t})z. Stead, W.E. Stead,
Sh. Bonini, S. Swartz, T. Galpin, J. Hebard, Siy@unkietkaew, Ph. Petison),
which the author supplemented with two more dimamsi— cultural and
political, turning it into a Quintuple Bottom Lin€¢K. Szymczyk), which
includes economic, social, environmental, cultarad political dimensions.

The main terms of the study are the professional development of
employees, the sustainable management and thetattreess of jobs. The
professional development of employees is conceptuaderstood as a part of
lifelong learning, and empirically — as a compon@&mbfessional development
of employees’ of the Global Talent Competitivenésdex (GTCI) for its
assessment at the macro level (Business SchotiiddVorld (INSEAD) et al.,
2018, 2019, 2020) and as the overall competenampioyees (the model of
competence developed by N. Amundson (Amundsons)20dr assessing the
level of professional development of Latvian bordaards at the micro level.
The term of sustainable management is defined asew type of real
management that considers the long-term impadiebtganization's activities
on the economy, ecology, social sphere, culturepilitics (Stead J.G., Stead
W.E., 2014). Furthermore, all five aspects of dustale management must be
institutionalized, i.e. included in the internal ngponents of the strategic
management of the organization. In turn, the ditrewess of jobs is a
subjective phenomenon based on the assessmentptdyems and applicants
when considering the opportunity to work in the amigation and empirically
interpreted with ten factors (safety, place, relaghips, recognition,
contribution, work suitability, flexibility, learmig, responsibility, innovation),
according to the technique by N. Amundson, M. Gends{M. Corbiére)and V.
Neduha (Amundsons, 2016).

Research methodologyof sustainable management of the professional
development of Latvian border guards, developethbyauthor, includes:
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- the technique for analyzing the work environmehtthe SBG of Latvia
(Section 1.3.1), which is based on the method ofC8Wanalysis of five
dimensions of the working environment;

- the technique for assessing the level of profesdi development of
employees in relation to the attractiveness of j@esction 1.3.2), which is
based on the method of sociological survey of laat\order guards;

- the technique for identifying the optimal apprbado sustainable
management of the professional development of aatbiorder guards (see
section 1.3.3), which is based on the Analyticaérdlichy Process (AHP
method).

Limitations of the study. The empirical study covers two territorial
divisions of the SBG of Latvia: Ludza and Daugawvivisions. Therefore, the
results of the empirical study do not apply to ¢éimire SBG of Latvia, but to a
certain part of it, namely, to those Latvian bordgrards (officers and
instructors) who serve, firstly, on the land borderd, secondly, on the external
eastern border of the EU. In the current geopalitaonditions, both of these
aspects have both a special importance and theirspacificity.

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

The first part of the Ph.D. thesis analyZes professional development of
employees as a part of lifelong learning, devetbpsconceptual framework for
sustainable management of the professional develnpof employees within
the economic paradigm and the research methodolelizh will be used in
the empirical study of sustainable managementeptiofessional development
of employees, is developed.

The second part of the Ph.D. thesis discusisesrole of professional
development of employees in the economic performarfdche modern world
countries (which is a background for the profesaiatevelopment of Latvian
border guards, since border guards are also engddyand analyzes the
experience of using the Sustainability Index asasnable management tool in
Latvia.

The third part of the Ph.D. thesis analyZss work environment of the
SBG of Latvia, which [the work environment] fornteetcontext for sustainable
management of the professional development of batvborder guards,
assesses the level of professional developmentabfidn border guards in
relation to the attractiveness of jobs and idesgifan optimal approach to
sustainable management of the professional deveoprof Latvian border
guards.

The ending of the Ph.D. thesis formulatesntlaén provisions and results of
the study, conclusions and problems and develogsilple solutions of the
problems.
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Scientific novelty of the Ph.D. thesis:

a conceptual framework for the study of sustdmabhanagement of the

professional development of employees has beenesiavkt;

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

- a comprehensive methodology for the study ofanable management of
professional development of employees has beerlajmat

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

- a new concept of working unit (job + employeehiah 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 anitutish for sustainable
management of the professional development of eyepka

- a survey tools (questionnaires) adapted to tleeiigs of the border guard
can be used for future research;

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

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

Research design.The Ph.D. thesis begins with the development ®f it
conceptual framework, i.e. the theoretical and wedtfogical basis of the
study, which [basis] includes the analysis of thefgssional development of
employees as a component of lifelong learning, to@ceptualization of
sustainable management of the professional developof employees within
the economic paradigm, as well as the developnfaisearch methodology.

Next follows the study of the role of profiesml development of
employees in the economic performance of the modentd’s countries and
the analysis of the experience of using the Suastdlity Index as a
management tool in Latvia. This is a macro and mesckground, against
which sustainable management of the professionatéldpment of Latvian
border guards is realized.

The study is ended by the empirical assessofesustainable management
of the professional development of Latvian bordeards (micro level), which
[assessment] includes the analysis of the workrenment of the SBG of
Latvia, the assessment of the level of professial®lelopment of Latvian
border guards in relation to the attractivenesgobf and identification of a
more optimal approach to sustainable managementthef professional
development of Latvian border guards.
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Statements are presented for defense:

(1) the state of lifelong learning in general ai tevel of professional
development of employees in particular is not omlfactor, but also an
indicator of the economic performance of the modeorid’'s countries;

(2) a learning society is definitely consideredathpto a competitive country
with a high economic performance, but Latvia is suth a society;

(3) the work environment in the SBG of Latvia canhbe unambiguously
characterized as a context favorable for sustagnaidnagement of the
professional development of border guards;

(4) the optimal approach in sustainable managenoénthe professional
development of Latvian border guards is to direciyomote the

professional development of employees, and not utiro 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 devetoponceptual framework for the
Ph.D. thesis, i.e. theoretical and methodologicakid for the study of
sustainable management of professional developufeamployees. The first
section will analyze the professional developmédrgrployees as a part of the
concept of lifelong learning. The second sectioll dévelop the conceptual
framework for sustainable management of the prafeas development of
employees within the economic paradigm. In thedttsection, a research
methodology will be developed, which will be furthesed in the study of
sustainable management of the professional developrof Latvian border
guards.

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

In scientific literature, the professional vdlpment of employees is
conceptually understood as a part of lifelong leayn(Bersin, Zao-Sanders,
2019; Beqiri, Mazreku, 2020). The actualizationlitglong education in the
world was determined by the increasing role of etioo in the economy,
which was caused by a change in the world econanodel in the 21st
century, the transition from an industrial econotaya knowledge economy
(Boropenko, 2007; Rivza, 2018). The concept of lifeloagrhing is based on
the continued development (both professional andgpel) of a person even
after graduation, since the acquired knowledge kdypibecomes obsolete (Su,
2007).

Some scholars emphasize that lifelong legrignimportant to meet the
growing demand of the labor market for new skilfsemployees (Galindo-
Rueda et al., 2003). In order to get an educatrpresent it is no longer
necessary to fit into certain age or stage limitif@, education is economically
necessary throughout life and has become an intpgraof it 36oposckuii,
Awmbapora, 2020). Consequently, a new term appears in thévidra
terminological space — ‘learning society’ (Valsi&odas centrs et al., 2022b),
the development of which [learning society] is idaied by three main factors:
an information society, a scientific and technobagienvironment and the
internationalization of the economy (European Cossion (EC), 1995). The
concept of learning society has been studied anilehc used in the
international scientific space for a relatively gotime (Hutchins, 1968; Husen,
1974; Edwards et al., 1995; Jarvis, 2000, 2006 1aMeR005; Su, 2007; Popescu,
2011; Tindemans, Dekocke, 2020spsxoBa, KpaBuenko, 2020; Sungsup et al.,
2021;Pagen, 2021), but is hardly used in Latvia (at leastatvian).
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Most researchers working in the field of Ibieg learning theoretically
consider the learning society as an undoubted ffactine development of both
the employees themselves and the organizationhichwhey work, as well as
society and the economy as a whole.

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

According to the author of the Ph.D. thedii® main problem (which, in
turn, may point to other hidden problems) is tlwaicording to the empirical
data of the OECD, many OECD countries are still leatrning societies,
especially when it comes to the share of their eygd population who would
need to learn the most — for low-skilled employgggure 1).

Figure 1
Participation of the working population in professional development
in selected OECD countries;,
all employees and low-skilled employees, %, 2019

Denmark 58
New Zealand 25 57

Norway
Sweden
USA

56
52
51

Canada 18 49
United Kingdom 20 49
Australia 15 48
Germany 11 46
Ireland 43
Korea 11 38
Spain 35
Japan 35
France 32
Poland 9 29
Italy 20
Greece 8 16
Turkey 6 16

0 10 20 30 40 50 60 70

® Low-skilled employees = All employees

* The OECD mean is 41% for all employees and 18ftol@-skilled employees.
Source: Organization for Economic Cooperation aaddibpment (OECD), 2019.
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In the world scientific literature (mainly Eypean and North American
(Kyndt, Baert, 2013; Boeren, 2016; Webb et al.,, ®Plas well as in
declarations and analytical reports of internafionastitutions and
organizations — the European Commission, OECD, UBIES(European
Commission (EC), 2000; United Nations Educatio@ientific and Cultural
Organization (UNESCOQ), 2015a, 2015b, 2016; Orgainmafor Economic
Cooperation and Development (OECD), 2019), therge dsnsensus in relation
to the concept of lifelong learning, which is basedthree principles: (1) the
student takes a central position; (2) learningpéaied on transitional situations
and processes; (3) learning takes place in diffefemms and contexts. It is
especially emphasized that people can learn thaugiheir lives in different
contexts and conditions — not only in school, dsban the job (Organization
for Economic Cooperation and Development (OECD1L20

The author considers the indicators of lifrglJdearning and professional
development of employees from the Global Talent Qetitiveness Index
(GTCI), developed by the Business School for therli/oto be the most
suitable tool for empirical assessment of the mwifmmal development of
employees at the macro level (Business SchoohfaWorld (INSEAD) et al.,
2017).

The conceptual essence of the GTCI is thatctbuntries of the modern
world compete with each other in the global ecomorspace, enabling,
attracting, growing and retaining talents that dbote to national
competitiveness and economic performance (BusiSes®ol for the World
(INSEAD) et al., 2017). In turn, lifelong learning considered a component of
the GTCI ‘Grow talents’ sub-index (along with forhealucation and access to
growth opportunities), which measures the abilifyttee world’s countries to
‘produce’ talents in their territory, instead oftratting them from outside.
Lifelong learning has three components, includinge t professional
development of employees, which is measured orale $om 1 (not at all) to
7 (to a great extent), with experts answering thestjon: “To what extent do
companies in your country invest in training andptyee development?”
(Business School for the World (INSEAD) et al., 802019, 2020).

Thus, with the help of the GTCI it is possibio link the conceptual
understanding of sustainable management of theegsminal development of
employees, as well as the country’s competitivenesgl economic
performance, on the one hand, and empirical ob8engin this area, on the
other hand, and this will be done in this Ph.Dsibén Section 2.1 within the
empirical assessment of the role of professionakld@pment of employees in
the economic performance of the modern world’s toes
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1.2. Conceptual framework for sustainable managemen
of the professional development of employees

According to a study by the Canadian Intéamea Institute for Sustainable
Development, “in the past, human sustainability vea®n for granted and not
a direct goal. This must have been a ulterior neptas no human society has
ever consciously promoted its own unsustainabifitypbal development trends
now focus on sustainability as a clear, direct gbllwever, the very concept
of sustainability, in order to make it functionahust be transformed into
practical aspects of the real world. We must be &blrecognize the presence
or absence of sustainability or threats to sushdliby in the systems we
observe. We need appropriate indicators to telviisre we are in relation to
sustainability as a goal” (Bossel, 1999). For soatdle management of the
professional development of employees, this medas some system of
reference is needed to distinguish sustainable geamant from unsustainable
one.

In recent decades, in the international sdierspace, there has been an
evolution of management concepts towards sustanstbhtegic management
(Stead J.G., Stead W.E., 2014; Galpin, Hebard, 2@8/mczyk, 2019;
Suriyankietkaew, Petison, 2020; Barbosa et al.02@arner, 2021), and the
main characteristic of modern management is ittagwble nature and focus
directly on achieving the goal of sustainabilityutBhe goal of sustainability
transcends the strategic goals adopted in manadges@ence in recent
decades. Thus, the evolution of concepts relatadanagement took place as
follows: strategic planning — strategic managemestrategic management of
sustainability or strategic management approachkusiainability or strategic
management for sustainability — sustainable stratgnagement — sustainable
management.

Currently, the emphasis is on integrating immental issues into the
activities of the organization and considering therests of society. That is
why strategic management must combine economictspath environmental
and social ones, thinking about future generati@manging the approach from
strategic management to sustainable strategic rmeamy means
implementing management strategies that proteciralatesources, reduce the
harmful impact of companies on the environment take care of current and
future generations. The new concept of sustainamd@agement combines
strategic management, social responsibility andtagmeble development
(Szymczyk, 2019). However, the author considers timelerstanding of
sustainable management based on the triple prain¢gtonomic, social and
environmental sustainability) to be rather outdat8ttad J.G., Stead W.E.,
2014; Bonini, Swartz, 2014; Galpin, Hebard, 2018riyankietkaew, Petison,
2020).
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The author believes that when implementingtanable management in
modern conditions, it is necessary to considereastl two more dimensions:
cultural and political. Thus, sustainable managerntetay should be based not
on three, but on five dimensions (Quintuple Bottioime), including economic,
social, environmental, cultural and political onedthough initially “the
development and assessment of organizational goalsstrategies towards
sustainable development arose from the needs ofntttaral ecosystem”
(Szymczyk, 2019). Modern researchers formulatentlagn task and even the
mission of sustainable management as “creatingltareuof sustainability in
management” (Galpin et al., 2015). Organizationstntoe able to respond to
external sustainability drivers by incorporatingtsinability into their internal
components of strategic management (Galpin, Hel2818).

The author believes that one of the most ntamd elements in achieving
sustainable management is its institutionalizatian, those organizations that
have created governance structures related to isaitity, as well as
developed sustainable development programs, cancdbed sustainably
managed (Bonini, Swartz, 2014). These governamaetates, which are based
on sustainable development programs, practicallglement the consistent
principles of sustainable management, so that isagtidity is included in the
internal components of the strategic managementthaf organization.
Worldwide, more than $13 trillion is invested irsats managed in accordance
with the principles of sustainable management (&l@&ustainable Investment
Alliance, 2013).

Thus, sustainable management is not onlynawey of thinking about your
organization’s strategic role in the wider sociahd ecosystem in the present
and future, but also a new way of actually managtogsidering the long-term
impact of the activities of organizations in theldi of economy, ecology, social
sphere, culture and politics (Stead J.G., Stead .W2H14), i.e. already
mentioned Quintuple Bottom Line.

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

In the Operational Strategy of the SBG ofwviatfor 2020-2022, five
strategic priorities are defined (Latvijas Valsthezsardze, 2020). Further in
the Strategy, as well as in the public reporthef$BG of Latvia, the goals and
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directions of the SBG are defined, as well as thelemented budget program
is described. But neither the Strategy itself @ annual public reports even
mention the term ‘sustainability’, let alone itsvdi dimensions: economic,
environmental, social, cultural and political. Aietsame time, the Strategy is
designed for only three years, which is by no mearsng-term (and even
medium-term) period. In the organizational struetaf the SBG of Latvia,
sustainability is also not institutionalized, ignvernance structures related to
sustainability have not been established.

In the global scientific space, there are paoadigms that try to justify the
sustainable management of the professional developaf employees through
their involvement in the process of lifelong leai The first and dominant
one, the economic paradigm, is focused on competigéiss in a rapidly
changing knowledge society, where achieving sushility also has a
significant financial impact (Dahlman et al., 20@4nini, Swartz, 2014). The
second, the humanistic paradigm, states that ted @f development is a civil,
socially integrated society (United Nations Edumadil, Scientific and Cultural
Organization (UNESCO), 2015b).

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

(1) the ultimate goal of sustainable management tltg professional
development of employees is a competitive countith vihigh economic
performance. Rationale: at the European Counciltimgén Lisbon in March
2000, the Heads of State and Government recogittieecdthe European Union
is facing a paradigm shift in development broudhdwt by globalization and
the new knowledge economy” and set a major stratggal for the EU: “to
become the most competitive and dynamic knowledggeth economy in the
world, capable of delivering sustainable economaagh with more and better
jobs and greater social cohesion” (European Ur2006);

(2) the mechanism for achieving the ultimate gdadustainable management
of the professional development of employees isaaning society that works
in attractive jobs. Rationale: the people-centregraach of the Centenary
Declaration calls for building the capacity of ptople and labor institutions,
and promoting inclusive and sustainable econonevtir, full and productive
employment and decent work for all (Internationabbr Organization (ILO),
2021); as noted by researchers Yu. Arkhip@a Apxunosa) and K. Zykova
(K. 3uixosa), the attractiveness of jobs is determined by tmessment given
by employees and job seekers when considering dksilulity of working in
an organization. This assessment is based on #whildy of self-realization
and the achievement of a high level of social aeds@nal well-being in the
relevant job, as well as career prospegis(inosa, 3sikoBa, 2015);
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Figure 2

Conceptual understanding of sustainable management
of the professional development of employees withihe 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|
for professional
development
throughout their
working lives

provide
opportunities
for professional
development

align supply and
demand for
professional
development
service

integrate
employee
professional
development into
daily workflow

N | /S

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

(1) the contribution of the employees themselves
(2) the contribution of enterprises of the privagetor
(3) the contribution of institutions and organipat$ of the public sectors
(4) the contribution of the international funds andanizations

Source: elaborated by the author based on Eurogaam, 2006;Apxumosa,
3pikoBa, 2015; Webb et al., 2019; Tindemans, Dekocke, 202@rnational
Labour Organization (ILO), 2021.

84



(3) to achieve the ultimate goal, the main tasksustainable management of
the professional development of employees are flated, including
motivating employees for professional developménbughout their working
life, ensuring the availability of opportunitiesrfthe professional development
of employees, matching demand and providing pradeas development
services, integrating the professional developnoérgmployees into the daily
workflow (Tindemans, Dekocke, 2020);

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

In the conception shown in Figure 2, the @@rglace in achieving the final
goal is given to the employees themselves, sinoe ferson himself / herself
learns, and learning begins directly with him /.Heurthermore, learning can
only be successful if the learner is intrinsicaliyotivated” (Tindemans,
Decoquet, 2020).

1.3. Research methodology for sustainable managenten
of the professionaldevelopment of Latvian border guards

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

In order to analyze in depth and compreh&hgithe various aspects of the
sustainable management of the professional deveoprof Latvian border
guards, it is necessary to study the work envirortneé the SBG of Latvia,
which [the working environment] forms the contexor f sustainable
management of the professional development of aathiorder guards. Within
this Ph.D. thesis, the study of the work environtmainthe SBG of Latvia is
methodologically based on five dimensions (QuindupBottom Line):
economic, environmental, social, cultural and jeit which are external and
internal factors affecting the working environmérigure 3).
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Figure 3
Systemic description of the work environment of theSBG of Latvia
as an object of the study

External The work Internal
factorsof | >| environmentof |« | factors of
the work the SBG of the work
environment Latvia environmer
Opportunities for developing Strengths of
the work environment the workenvironment
of the SBG of Latvia of the SBG of Latvia
Threats to Weaknesses of
the work environment the workenvironment
of the SBG of Latvia of the SBG of Latvia

Source: elaborated by the author.

As a result of the impact of external anaingal factors, the strengths and
weaknesses of the work environment of the SBG ofviaa as well as
opportunities for its development and threats, fmened, which will be
determined by the SWOT analysis based on the amses$s of the involved
experts (Table 2).

In each of the five dimensions, the work emwinent of the SBG of Latvia
will be studied using the sources of informatiom anethods of data analysis
described in Table 1.

Section 3.1 of this Ph.D. thesis is dedicatepresenting and discussing the
findings of the study of the work environment ok tlSBG of Latvia and
includes an analysis of five dimensions of the wemnkironment of the SBG as
a context for sustainable management of the profesks 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 ol atvia

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
health and safety, | assessments, analysis, analysis of
professional publications in the expert assessments
development media and scientific and content analysis
publications, of publications
statistical data
Environmental| Environmental Public reports of the Descriptive analysis
dimension impact of technical | SBG of Latvia, expert | analysis of expert
infrastructure opinions, publications | assessments and
in the media and content analysis of
scientific publications | publications
Cultural Organizational Data from sociological | Assessment of
dimension culture, beliefs and | 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 analysis
dimension political initiatives, | SBG of Latvia, expert | analysis of expert
political education | assessments, assessments and
and staff training publications in the content analysis of
media and scientific publications
publications

Source: elaborated by the author.

1 Open access Value Module (questionnaire) VSM 2@&8eloped by G. Hofstede,
translated into Latvian, can be downloaded from Ititernet resource of G. Hofstede
(Hofstede, 2013).
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Table 2
Expert group of the SBG of Latvia
for the implementation of the SWOT analysis and AHRmethod*

Education: Work experience,
years:
in the in Position
Experts degree field SBG of | current
Latvia | position
Expert 1 | Master Law; Public | 27 2 Head of Ludza
degree managemen division of the SBG
Expert 2 | Master Pedagogy 24 2 Deputy Head of Ludga
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)
Expert 4 | 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 managemen the SBG (border
control and
immigration issues)

* AHP method will be used for identifying the optirapproach to sustainable
management of the professional development of aatlibrder guards.
Source: elaborated by the author.
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1.3.2. Technique for assessing the level of profeswl development of
employees in relation to the attractiveness of jobs

This study will measure the level of professil development of Latvian
border guards, methodologically based on the mod&l competence
(Amundsons, 2016), which consists of eight comptsiehhis is based on a
study by Professor M. RitoofM. Ritodk)of E6tvos LorandJniversity (ELTE)
in Hungary (Ritook et al., 1993). The following t@abnames and briefly
describes the main components of this model.

Table 3

Description of the components of the tool for measing the level of
professional development of employees — the moddlammpetencé

[

No. Name of the Description of the component
component
1. | Purpose- A clear sense of direction and purpose creates
fulness motivation, determination, and initiative. Peopte a
ready to commit themselves fully to a task wherythe
realize the value of what they are doing and setttiey
can make a positive contribution. The employee mus
formulate a personal core mission that reflects his
overall understanding of the goal. This foundatidth
enable the employee to deal honestly and configentl
with personal and organizational challenges.
2. | Problem An employee needs good problem-solving skills. Ehe
solving include the ability to obtain information from ariety

of sources, evaluate all aspects of a problemkthin
creatively, make sound judgment, and create effecti
action plans. People who know how to solve problem
keep a clear mind even in difficult situations. The
complexity of problems in the border guard has grow
rapidly in recent years, and the ability to solveljpems
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 competend
Through communication skills, people express their
ideas to each other (verbally, non-verbally, intivg)
and incorporate the ideas of others into their {poin
of view. Skilled communicators are able to both
convey understanding and motivate others to take

action.
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No.

Name of the
component

Description of the component

Theoretical
knowledge

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

Practical
knowledge

To put the theory into practice, the employee nfinst
practical situations in which this can be impleneeint
This hands-on experience should be structuredctade
elements of security, relevance, complexity anticedi
reflection. In a safe environment, an employee khba
free to take risks, make mistakes and develop iatins/
ideas within this process. Meaningfulness is imgutrt
because it is related to the aforementioned sense o
purpose. The challenge will encourage the empléyee
set high standards and move closer to their limits.
Finally, critical thinking is essential for learwgjro
produce the best results and greater flexibility.

Organiza-
tional
adaptability

Surrounding organizational structures require thiétya
to act within the system to achieve results. Thpleyee
must understand both the written and unwritten lays
which organizations operate, and be able to (hbnest
use this knowledge to achieve his / her goals. rEgjgires
flexibility, a positive attitude towards changedam
willingness to work together with colleagues angesiors.
People who are strong in this area are able togghan
their attitude to problems and make “everythinggdeay.

Human
relations

A very important trait of a border guard is theliépto
build and maintain positive relationships. Being
effective in your work means building relationshipish
people at different levels. The employee must kelie
that people are important and must confirm this
importance with their actions. Building positive
relationships also includes knowing how to askafod
receive feedback from others and how to give
constructive feedback yourself. Building strong s
networks also contributes to improved performance.
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No. Name of the Description of the component
component

8. | Self- Self-confidence comes from experience, support,
confidence | constructive feedback, success, self-awarenesa and
willingness to move forward. To gain competence, ar
employee must feel confident in their ability tdtiste
activities and take risks. The employee must firal t
strength to learn from mistakes and the motivationto
retreat in the face of difficulties. This confidenaften
leads to leadership, mentoring and coaching
opportunities.

* In formulations of the assessed statements (&rsnts for each component),
the model is adapted to the specifics of the bogdard.
Source: compiled by the author after Amundsons6201

In the course of a sociological survey, Latvborder guards will be asked
to assess each of the statements that charactkeizecompetence on a scale
from 5 (excellent) to 1 (unsatisfactory). Then themerical value of each
competence and the level of professional developrgrverall competence)
will be determined as the arithmetic mean of theseasments of the
corresponding statements.

The level of physical development of bordaamis is not included in the
model of competence due to the fact that withis thodel, employees (border
guards in this Ph.D. thesis) conduct a subjectiel-assessment of their
professional competencies, although their levelpbfsical development is
assessed objectively, based on the standards ddopt®&lay 28, 2013 by the
Cabinet of Ministers in the framework of the Rediola No. 288
“Requirements for the level of physical developmehbfficials with special
service ranks in institutions of the system of kfiaistry of the Interior and in
Latvian Prison Administration”. Requirements foretHevel of physical
development are differentiated by age and gendmrpgr (Latvijas Republikas
Ministru kabinets, 2013).

Within this Ph.D. thesis, the level of prafiemal development of Latvian
border guards will be assessed in relation to thradiiveness of jobs, since in
the previous conceptual section of the Ph.D. th#sslearning society that
works in attractive jobs is considered as a medmarfor achieving the ultimate
goal of sustainable management of the professideatlopment of employees
(a competitive country with high economic perforicean(Figure 2 in Section 1.2).

The following table offers a description diet object of sustainable
management of the professional development of eypo— the attractiveness
of jobs — in any company / organization, which [titractiveness of jobs],
according to the hypothesis of this Ph.D. thesisternines the level of
professional development of employees of the SBGatfia. Following the
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methodology developed by N. Amundson,

M. Corbiered aV. Neduha

(Amundson, 2016), also in this study, the attramstass of jobs is empirically
interpreted using ten factors (Table 4).

Table 4

Factors of the attractiveness of jobs — the objedf sustainable
management of the professional development of empiees

No.

Name of
the factor

Description of the factor

Safety

Safety and stability are important; #pgplies to financial and
physical safety as well as job stability. Everyoeeds a
certain level of financial safety, but for some pleat is one of
the most important factors when choosing a job.

Place

Some people are willing to travel a certlistance to get to
work, but for others it is important that the waslclose to
home, family, kindergarden or school, friends aygh When
considering a possible job, these individuals edlhsider
location as the most important factor.

Relationships

In assessing the attractiveneagalj, interpersonal
relationships are important. For some people,icglahips with
colleagues and supervisors are one of the mostriento
aspects when choosing a job.

Recognition

As social beings, people need teahged, recognized, and
understood that their work is important. In additto direct
expressions of recognition, there is also indirecbgnition,
such as the attitude of others, determined by Wwogkcompany
or organization with a good reputation.

Contribution

For many people, it is importamttthey do meaningful
work that is ethical, meaningful and beneficiathie world.
This focus increases energy and enthusiasm fordinke
ahead.

Work
suitability

Compliance of work with individual skills, interasand values
can greatly affect job satisfaction.

Flexibility

Flexibility includes the ability tachieve the balance between
work and personal life, flexible working hours, thigility to
balance work and family responsibilities (eg chaldg), take
vacations, pursue professional development an@dmise
individualized bonus system.

Learning

The constant opportunity to learn bsnpleting challenging
tasks can be both motivating and fun. Some peaple h
strong need for intellectual stimulation and comdias skill
development.

Responsibility]

Most people enjoy being entrusted with a project or
responsibility that allows them to make decisiongheir own.
Some are motivated by greater responsibility aridesto get
the job done with minimal outside interference.
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Name of -
No. the factor Description of the factor

10. | Innovation Many people want to engage in aitiviwhere they create
something new. There are people for whom the ghidisolve
complex problems and demonstrate innovation aratierty is
one of the most important factors when choosingpa j

Source: compiled by the author after Amundsons6201

During the survey, respondents will evalusdeh statement describing the
factors of the attractiveness of jobs, accordingwo parameters (on a scale
from 1 — the least to 5 — the most): (1) How impaottis this for you when
choosing a job? (2) Is this possible at your curjeb? Thus, each of the forty
statements will be evaluated by one number indhge from 1 to 25.

Next, the numerical value of each of thefemtors of the attractiveness of
jobs will be calculated as the arithmetic mean bé testimates of the
corresponding statements (each factor has fowgrstatts). In turn, the overall
attractiveness of the job will be calculated as #mhmetic mean of the
estimates of ten attractiveness factors — safédgeprelationships, recognition,
contribution, work suitability, flexibility, learmg, responsibility, innovation.
As a result, it will be found to what extent (frotime respondents’ point of
view) one or another factor forms the overall atireness of jobs in the SBG
of Latvia.

When the level of professional developmerd #he attractiveness of the
job for each respondent is calculated, it will sgble to empirically test the
hypothesis of this study: the object of sustainabl@nagement of the
professional development of employees in the SBG Lafvia is the
attractiveness of jobs, which determines the lefgirofessional development
of employees. Since to prove the hypothesis itesessary to find a causal
relationship (the attractiveness of jobs determities level of professional
development of employees), and not just the cdiosldetween indicators, the
author will use regression analysis as the mairatkt

1.3.3. Technique for identifying the optimal appro&h to sustainable
management of the professional development of Latn border guards

In the empirical part of the Ph.D. thesig tiptimal approach to sustainable
management of the professional development of aatliorder guards will be
identified based on the decision of the competepers (Table 2). For the
scientifically correct organization of the work ekperts and processing the
results of expert assessments, the Analytical IHigaProcess (AHP method)
(Saaty, 1980; Kronbergs et al., 1988; Ishizaka,ith,aB011; Ahmed, Kilic,
2019) will be used, which Latvian scientists-mamagese, for example, to
define the basic principles of the quality managemeystems in law
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enforcement educational institutions (Zalitis et @020a, 2020b; &itis u.c.,

2020).

The algorithm of the Analytical Hierarchy Eess will be adapted to the
process of identifying the optimal approach to ainstble management of the
professional development of Latvian border guardshe framework of this
Ph.D. thesis. So, the common goal was chosen (l§vel'ldentification of the
optimal approach to sustainable management of tbfegsional development
of Latvian border guards” (Figure 4). At the secdedel, five criteria are
proposed to identify this optimal approach for airsible management of the
professional development of Latvian border guards -accordance with the
five dimensions of sustainable management idedtifie Section 1.2 of this
Ph.D. thesis (Quintuple Bottom Line), including romic, environmental,
social, cultural and political dimensions. The dhiflowest) level contains
possible approaches to sustainable management ef piofessional
development of Latvian border guards, which expesil evaluate in
accordance with the procedure of the Analytical refiehy Process (Saaty,
1980; Kronbergs et al., 1988; Ahmed, Kilic, 201@)nsidering all five criteria.

There are two possible approaches to sustiginmanagement of the
professional development of Latvian border guar@scording to the research
hypothesis, that the attractiveness of jobs detemihe level of professional
development of employees. Thus, the following apphes are theoretically
possible:

(1) sustainable management of the professional loewent of Latvian
border guards through the attractiveness of jommégement through the
attractiveness of jobs) — such an approach is Iplessiith empirical
confirmation of the research hypothesis;

(2) sustainable management of the professional loenent of Latvian
border guards by directly facilitating the trainio§border guards (direct
management) — this approach is possible if theareBehypothesis is not
empirically confirmed.

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

94



Figure 4

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

Identifying the optimal approach for
sustainable management of the professional
development of Latviaborder guards

Criterion 1 Criterion 2 for Criterion 3 Criterion 4 Criterion 5
for evaluating evaluating for evaluating | for evaluating | 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 Ishizakah, 2011; Ahmed, Kilic,
2019.

According to the procedure of the Analyti¢dierarchy Process (Saaty,
1980; Kronbergs et al., 1988; Ahmed, Kilic, 201&perts must first compare
the criteria for evaluating approaches in pairdhwéspect to the common goal
at the first level — “Identification of the optimalpproach to sustainable
management of the professional development of aatbibrder guards” (Figure
4), thinking at this stage only about the critetti@mselves, and not about
possible approaches that will then have to be et@tlaccording to all criteria
— but not yet. Each expert enters the results @ér@a comparison into a
worksheet created in the form of a matrix (Table 5)

The matrix proposed in Table 5 is startednfithe top left element of the
matrix, asking the question: how much more impdriarthe top element in
terms of achieving the common goal? In the caghisfstudy: how much more
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important is this criterion than the above critarishen we choose the optimal
approach to sustainable management of the professidevelopment of
Latvian border guards? If the first element (cid@re) is more important than
the second, then an integer from the scale ofivelamportance is entered
(Ishizaka, Labib, 2011), otherwise the reverse eaduwised.

For each matrix of pairwise estimates, ihéxessary to calculate a set of
eigenvectors, then normalize the result to 1 andiola priority vector.

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

Criteria for . Crite- . Crite- . Coordinates
. Crite- - Crite- - Crite- L
evaluating ; rion 2 ; rion 4 - of priority
rion 1 rion 3 rion 5

approaches vector*
Criterion 1 1 3 5 4 6 0.50
Criterion 2 1/3 1 4 2 3 0.23
Criterion 3 1/5 1/4 1 1/2 4 0.10
Criterion 4 1/4 1/2 2 1 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.lheowise the expert's
assessment is considered incoherent.

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

After evaluating the criteria, the expertslerte two possible approaches
to sustainable management of the professional derednt of Latvian border
guards in relation to each of the criteria, perfimgnthe same pairwise
comparison (experts compare a pair of proposedoappes in relation to each
criterion) algorithm that was previously appliedr fdefining the relative
importance of criteria.

Upon completion of the Analytical HierarchyoBess, the coordinates of
the global priority vector are calculated, whichkes it possible, by analyzing
all the primary data received from experts, to ditatively evaluate all
possible approaches to sustainable management ef piofessional
development of Latvian border guards. The main &ndl result of the
Analytical Hierarchy Process is a summary tablehwtite coordinates of
priority vectors of the evaluated criteria and &gmhes (according to each
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criteria), i.e. their relative importance, and tiebal priorities of the evaluated
approaches (Table 6).

Table 6
Summary of the coordinates of priority vectors andcalculation of
the global priorities within the Analytical Hierarc hy Process,
an example of a worksheet of one expert

Coordinates* Criteria for evaluating approaches: Sum of the
of priority environ- | social coordinates
vector economy** ment Ssphere culture | policy | of priority
(relative P vector
importance
of criteria) 0.50 0.23 0.10 0.10 0.07 1.00
The approaches to sustainable management of Global
the professional development of Latvian border dgsfgr priorities
Management
through the
attractiveness 0,37 0.28 0.59 0.46 0.82 0.41***
of jobs
Direct 0.63 072 | 041 | 054 | 018 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*0,50.28*0.23, 0.59*0.10,
0.46*0.10 and 0.82*0.07.

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

Further, having calculated the arithmetic mefthe results of the work of
all seven experts, the author will, on a scientifasis, conclude which of the
approaches is optimal (i.e. obtains a larger valftighe coordinates of the
global priority vector, considering all five critaj for sustainable management
of the professional development of Latvian bordeargs.
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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 analysf the overall situation with
the professional development of employees (whicla isackground for the
professional development of Latvian border guasiisce border guards are
also employees) and its sustainable managemeheiwaorld, in the European
Union and in Latvia. The first section examines ttwde of professional
development of employees in the economic performariche modern world
countries, including Latvia’s place among the watdl EU countries in terms
of lifelong learning and its component — the prefesal development of
employees. The second section analyzes the experi@i using the
Sustainability Index as a management tool in Latvia

2.1. The role of professional development of emplegs
in the economic performance of the modern world caoutries

Within this section, the role of professionigvelopment of employees in
the economic performance of the modern world caemtwill be analyzed,
paying special attention to the situation in Latagainst the background of the
world and the European Union and answering thearekequestion: could
Latvia be called a learning society? Methodolodycdhis research is based on
the conceptual understanding of the professiomatldpment of employees as
a part of lifelong learning (Section 1.1), whichdspecially valuable in the
conditions of the knowledge economy

Evaluating the three components of lifeloagrhing (Business School for
the World (INSEAD) et al., 2017), Latvia occupiesstable middle position
among the world countries. The weakest indicatdreatvia are the lifelong
learning component “Prevalence of training in fifm@5th place in the world
in 2018, 62nd place in 2019 and 64th place in 202& best indicators of
Latvia among the world countries are in the comporiQuality of business
and management schools”, while in the componentféBsional development
of employees” Latvia's indicators are average, owee these indicators have
a tendency to improve: if in 2018 in this field \iat ranked 50th among 119
countries of the world, then in 2020 — already @th4 place among 132
countries of the world (Figure 5).

98



Figure 5
Latvia's place among the world countries
according to lifelong learning components, rank, 208—-2020

45

Quality of business and management scho= 48
40
65

49

Professional development of employe_ 55
50
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2020, n = 132 countrie® 2019, n = 125 countrie® 2018, n = 119 countries

Source: elaborated by the author based on thefaataBusiness School for
the World (INSEAD) et al., 2018-2020.

If in the field of professional developmefiteonployees, Latvia occupies an
approximately average position among the world tes (more precisely, a
little higher than the average), then among thedgUntries Latvia constantly
occupies a position below the average: 17th plac&0i8, 19th place in 2019
and 2020 again in 17th place among the 27 remaiBlhgountries (Business
School for the World (INSEAD) et al., 2018, 20192D). In turn, the best
situation in terms of professional developmentraptoyees can be observed in
Western and Northern European countries — Swedeanxerhbourg, the
Netherlands, Finland.

Thus, empirical data show that Latvia canhet considered a learning
society, especially compared to other EU countrfldge question arises, why
does this happen in a situation where in Latvidh lad the political and societal
level (Zobena, 2007; Latvijas Republikas Vides aidgbas un rgionalas
attisibas ministrija, 2021), the importance of continudogprovement of
people’s knowledge and skills is emphasized?

A possible answer (which requires empirieating) to the question of why
Latvia has not been considered a learning soc@éfarscould be the assumption
that the role of professional development of emeésy in the economic
performance of the modern world countries is nghisicant enough and thus
does not attract attention of neither employeesfiedves, nor their employers.

The source of empirical information for testithis assumption is 2018-
2020 data from reports on the Global Talent Contigetiess Index (GTCI) in
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more than 100 countries of the world (including BU countries) (Business
School for the World (INSEAD) et al. 2018, 2019,220. The author uses
indicators of lifelong learning and its componergrefessional development of
employees — as a tool for the empirical evaluatafnthe professional
development of employees in the modern world coemtduring a 3-year
period. In turn, to measure the economic perforraaoic the modern world
countries, the author, like a number of other redeas, uses Gross Domestic
Product (GDP) per capita (Porter, 2003; Staniev2014; Stankews et al.,
2014; New Zealand Institute of Economic ResearchlIR), 2014; Boronenko
et al., 2014; Kondratiuk-Nierodzinska, 2016¢nuBanoBa-Dénoposa u ap.,
2021), as well as the countries’ belonging to dipalar income group.

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

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

2018, 2019, 2020,
n = 119 countries n = 125 countries n = 132 countries
Variables Pearson Stqusqcal Pearson Stqusqcal Pearson Stqtsqcal
; signi- : signi- : signi-
correlation fi correlation fi correlation fi
coefficient Icance, | efficient icance, 1. efficient cance,
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 | 34 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 (ttailed test).

** Correlation is significant at the 0.01 level @vtailed test).

Source: elaborated by the author based on thefaataBusiness School for
the World (INSEAD) et al.,, 2018-2020 processed WSS using the
correlation analysis method.
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As the data in Table 7 shows, lifelong leagnin general and especially its
component "Professional development of employeestetate quite closely
and statistically significantly (and over three ggea stably) with the indicator
of economic performance of the modern world coestid GDP per capita.
Furthermore, the economic performance of the woddntries is consistently
more closely related to the state of lifelong léagnn them than to the state of
the formal education system.

In order to clarify the direction of the retaship (i.e. to determine what is
the cause and what is the consequence) betwetméféearning / professional
development of employees and the economic perfazenahthe modern world
countries, the author conducted a regression asahlyith the help of which
the following assumption will be empirically testelifelong learning and
professional development of employees are factdmst the economic
performance of the country is the result.

Table 8

Parameters of the regression equation, where GDP peapita (PPP) in the

world countries is the resulting variable and lifebng learning / professional
development of employees are the factor variable2018—-2020

2018, 2019, 2020,
n =119 countries n = 125 countries n = 132 countries
Beta- - Beta- _ Beta- -
Variables coefficient Sta_nsqcal coefficient Stat_ﬂspcal coefficient Stat_hsgcal
in the signi- in the signt- in the Signi-
regression flcanlc e regression flcanlce, regression flcanlc e
equation p-value equation | PV&Ue equation p-value

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
learning: 520.883 0.001 359.744 0.022 508.542 0.002
- quality of
business and | ), ;g 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 thefataBusiness School for
the World (INSEAD) et al., 2018-2020 processed B$S using the regression
analysis method.
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The summarized results of the regressionyaisl which are shown in
Table 8, confirm the author's assumptions thatldiig learning and
professional development of employees are factensy the economic
performance of the country is the result. Furtheentifelong learning is the
only one of the three components of the GTCI'sniatievelopment sub-index,
which statistically significantly increased the romic performance of the
world countries over the course of three years.tum, the professional
development of employees is the only lifelong l&gncomponent that
statistically significantly increased the economerformance of countries in
the modern world over the course of three yearssTi can be considered that
lifelong learning is a statistically significant ctar of the economic
performance of the modern world countries, pregiskle to its component
“Professional development of employees”.

The following two tables show the resultstloé multiple comparison of
means of the state of lifelong learning (Table 8l ¢he level of professional
development of employees (Table 10) in four groapshe world countries
according to the population income level. The aéntoi find out whether there
are statistically significant differences betweeaams of the state of lifelong
learning and the level of professional developnnemployees in groups of
the world countries with different population incenevels.

Table 9
Multiple comparison of the state of lifelong learning
between groups of countries with different populathn income levels,
statistical significance of the means’ differencepfvalue)

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

0.00| 0.00f 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 deelopment of employees
between groups of countries with different populatn income levels,
statistical significance of the means’ differencepfvalue)

2018, 2019, 2020,
n =119 countries n = 125 countries n = 132 countries
Groups of the world countries with different pogida 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| 056 | - 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 thefaataBusiness School for
the World (INSEAD) et al., 2018-2020 processed B$S using the method of
comparison of means with ANOVA test.

The results of the multiple comparison of neaf the state of lifelong
learning and the level of professional developneérgmployees in four groups
of the world countries according to the populafiocome level summarized in
Tables 9 and 10 show that statistically significdifferences in the state of
lifelong learning and the level of professional elepment of employees are
stably observed between high income countries (grbuand middle / low
income countries (groups 2, 3 and 4 together). $iome a statistically
significant difference can be observed (more ofteis practically close to
insignificant when the p-value is very close to3).Between groups 2 and 4 or
between groups 3 and 4, but this does not charge\brall persistent and
sufficiently clear picture: the modern world couesr with higher population
income level differ greatly from the countries withwer population income
level precisely because the first group consiststip@f learning societies, i.e.
societies with a relatively good state of lifelolegrning and a high level of
professional development of employees.

In turn, Latvia’s indicators in lifelong leang are closer to middle / low
income countries, although according to the metlogdo of the World
Business School, Latvia is included in the grouphafh income countries
(Business School for the World (INSEAD) et al., 802019, 2020). The
author believes that this is a kind of “loan of stfufrom international
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organizations, which Latvia does not always mefeir-example, in the field of
lifelong learning and professional developmentroptoyees.

The fourth and last method — the discriminanélysis — allows you to
confirm the results obtained by comparing means @ndind out whether
lifelong learning and the professional developmehtemployees are the
“discriminating” variables, which can be used taedmine, with a certain
degree of accuracy, which group of countries aqaar country will belong to
— whether it will be a group of high income couesrior middle / low income
countries.

The first two results of the discriminant Bs#s are test results and indicate
the possibility of performing a discriminant anasyas such for this particular
sample of countries. Canonical correlation coedfits between the calculated
values of discriminant function and the actual gromembership are
satisfactory (Sweet, Grace-Martin, 2012). A tesfqrened according to Wilks’
Lambda criteria to determine whether the meansefdiscriminant function
are significantly different between the two growdscountries — high income
and middle / low income — showed a very high diats significance (p <
0.001) .

The main result of discriminant analysis (dinel reason it is performed) is
the average level of predictive accuracy for easteqially “discriminating”
variable. Regarding lifelong learning, 67.4% ofesi 2018, 65.3% of cases
in 2019 and 79.2% of cases in 2020 were accurgieglicted that countries
would fall into the high income group, while 82.2%ocases in 2018, 84.2% of
cases in 2019 and 89.3% of cases in 2020 were atetyipredicted that the
countries would fall into the middle / low incomeogp. Thus, based on the
state of lifelong learning, it is easier to predha inclusion of a country in the
middle / low income group than in the high incomeup. In other words, if a
country has a high indicator of the state of lifgjdearning, it is not likely to
fall into the group of middle / low income counsjebut it is also not obvious
that it will fall into the group of high income cotries. For lifelong learning,
the overall rate of accurately classified initiagfyouped cases is relatively high
(Sweet, Grace-Martin, 2012) and steadily incregsivgnely 76.5% in 2018,
76.8% in 2019, 85.6% in 2020. This means that imentban 85% of cases in
2020, it is possible to find out whether a courtias a high or middle / low
population income, based on the indicator of tlaesof lifelong learning in
that country.

As for the lifelong learning component “Pred®nal development of
employees”, the situation is similar to lifelongteing as a whole (Table 11).

104



Table 11
“Discriminating” capacity of the level of professimal development of
employees for dividing the world countries into graips
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 groupedess¥
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 calculatetuea of discriminant function
and the actual group membership.

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

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

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

Thus, using four quantitative methods of datalysis, the author managed
to prove the statistically significant contributingle of the professional
development of employees in the economic performarfdhe modern world
countries, which provides a scientific basis foe tpractical solution of
sustainable management tasks using the tools sliwwhe scheme of the
conceptual understanding of sustainable manageroénthe professional
development of employees within the economic pagradiFigure 2 in Section
1.2): (1) the contribution of the employees thewsgl (2) the contribution of
enterprises of the private sector; (3) the contidiou of institutions and
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organizations of the public sectors; (4) the cdwttion of the international
funds and organizations.

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

The Sustainability Index is a strategic sosale management tool based
on an internationally recognized methodology. liphelatvian companies to
diagnose the sustainability of their activities atite level of corporate
responsibility. At the same time, it provides theblic, state and non-
governmental organizations with objective critetia praise and support
companies that help strengthen Latvia’s economy tle long term
(Korporaivas ilgtsggjas un atbildbas instiits (INCSR), 2022a).

The Sustainability Index was created in Laivi 2011, based on the results
of the pilot project implemented in 2010 (Avena .u.2011). Table 12
summarizes the structure of the Sustainability ndad the weighting
principles of its components. According to the auththe structure of the
Sustainability Index generally corresponds to the fimensions of sustainable
management, namely, market relations correspotidet@conomic dimension,
society to the social dimension, environment to éhelogical dimension, and
strategy and work environment to the cultural aralitipal dimensions.
Therefore, according to the author, the Sustaiitabihdex is conceptually
acceptable as a sustainable management monitohg t

Table 12
Structure of the Sustainability Index
And the weighting principles of its components
Components of Share _o_f the
s Sustainability Index The assessment of each component
the Sustainability . 2 )
Index components in the is influenced:
overall estimate
Strategy 15% 30% — management (principles,
- documents, policies, purposes, etc.)
Market relations 20% 25% — integration (decision-making,
Society 15% responsible persons, training,
stakeholder engagement, reporting)
Envionment 25% 40% — actual performance and impact
Work ) evaluation N 3
environment 25% 5% — recognition, certificates, etc.

Source: elaborated by the author based on Avena?0t1.
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According to the opinions of the organizefghe Latvian companies and
organizations Sustainability Index evaluation caigipa“sustainability is the
lifestyle of organizations, which has a very sigrfit impact on their growth
and society, as well as the development of cosaie the world as a whole.
Therefore, taking into account that good traditionast be continued and
healthy competition promotes progress, the mogioresible and courageous
organizations from all over Latvia had the oppoitiuio participate in the
Sustainability Index evaluation campaign and see boccessfully they have
chosen their course on the way to the highest pedksustainability”
(Korporatvas ilgtsggjas un atbil@bas institits (INCSR), 2022b).

The results of the 2022 show that a numberSaétainability Index
evaluation campaign participants have chosen ftilat rioute on the way to
sustainability, as many long-term participants nggabto significantly improve
their performance. Also, in 2022, for the first &inin the history of this
evaluation campaign, laureates of the highest GkMBDND category were
honored. Four Latvian companies — “Latvenergo”, MRILatvija", “SEB
banka” and “Swedbank” were able to fulfill the erit necessary for obtaining
this award (Korporatas ilgtsggjas un atbilibas instiiits (INCSR), 2022b).

Although the participants of the Sustain&pilndex are mostly commercial
companies, the author believes that budget orgémiza— for example, the
Latvian SBG or Daugavpils University — can partatip 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 asstt®e professional development
of Latvian border guards and its sustainable mamagé based on the
theoretical and methodological framework developedPart 1. Section 1
analyzes the work environment of the SBG of Latwhijch forms the context
of sustainable management of the professional dpwegnt of Latvian border
guards. Section 2 assesses the level of their gmiofeal development in
relation to the attractiveness of jobs. In Sect®ynan optimal approach to
sustainable management of the professional developrof Latvian border
guards is identified.

3.1. Analysis of the work environment of the Stat®order Guard of Latvia

The work environment of the SBG of Latvia amalyzed using the
technique described in the sub-section 1.3.1. fEaisnique is based on the five
dimensions of sustainable management (QuintupléoBotine) (Section 1.2),
which form external and internal factors determgnithe work environment
(Figure 3 in the sub-section 1.3.1). As a resuthefsimultaneous and systemic
influence of external and internal factors (witkeiach dimension), the strengths
and weaknesses of the SBG’s of Latvia work envirentrarise, as well as
opportunities for its development and threats.

The engaged experts (Table 2 in the subesecti.3.1) compiled a
description of the work environment of the SBG at\ia as the context of the
professional development of border guards and ustagable management,
using the SWOT analysis method (which is a partttef methodology
developed by the author — Section 1.3).

Summarizing the results of the SWOT analg$ithe work environment of
the SBG of Latvia in five dimensions — economicgiah ecological, cultural
and political (Table 13), — the author can clairattthe work environment of
the SBG of Latvia cannot be unequivocally charéoteras a context favorable
to sustainable management of the professional derednt of border guards,
because at the same time as stimulating factorsefgfample, the similarity of
work-related values in the professional and tetidtogroups of border guards
or training measures for border guards for ecobibjicsafe work with new
technologies), there are also those work enviromnfaotors that hinder
sustainable management of the professional developaf border guards — for
example, lack of human resources and the ensuiplications for sustainable
management of the professional development of eyap or the aging of
border guard personnel, as well as border techirgtign, which creates new
challenges for the professional development of ieatborder guards.
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SWOT analysis of the SBG’s
dimensions: economic, soci

Table 13

of Laatvia work environrent in five
al, ecological, culturahd 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 educatio
at a sufficiently high level

Border guards’ training events for
ecologically safe work with new

technologies used in border protection a way as to minimize ecological risks both

Similarity of work-related values in
professional (officers / instructors) ang
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
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

n have been fired than hired in the last three
years

Insufficient capacity of border guards to
work with technological equipment in such

to the surrounding environment and to the
I own psychological well-being

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

Technological knowledge gives technolog
brievelopers 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 Schenge
associated countries to protect the
external borders of the EU

Technologization of the socio technicalguards of Belarus and Russia

environment of EU border surveillancg
which could help in conditions of
shortage of human resources
Using the advantages of border
technologization for effective
monitoring of surrounding environmer)
Considering the work-related values g
border guards; participation in
international events in order to increas
intercultural competence

Operation in accordance with the
common legal framework of the EU
within the European Integrated Borde

Inadequate financing of the operation of th
SBG of Latvia in connection with inflation
(due to the war) and the increased worklo
nof the border guards (due to the emergeng
situation at the borders) against the
background of serious arming of the bordg

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

t Active use of modern technical equipment|

f which could be unfavorable to the
environment and human ecology

eGrowing complexity of the cultural
environment at the national borders due tg
increased international migration flows
Active attempts to illegally cross the bordg
of Latvia from the territory of Belarus and

ir

hd

ad

h

=

D

=

=

Management Strategy

the Russian Federation; military threats

Source: elaborated by the author based on thea&i@ig of the experts named

in Table 2.
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3.2. Assessment of the level of professional dev@teent of Latvian border
guards in relation to the attractiveness of jobs

Assessment of the level of professional dmmelent of Latvian border
guards in relation to the attractiveness of jobsaisied out using the technique
described in the sub-section 1.3.2. The methodbtdining primary empirical
data is a sociological survey of Latvian border rgaa which the author
conducted in May 2022 in the Ludza and Daugavpissivns of the SBG of
Latvia. According to the assessment technique,stivwey questionnaire of
Latvian border guards consists of two parts: a kiistc for assessing
competencies and a part for assessing factorseofatinactiveness of a job,
which is followed by questions about the resporslesdcial demographic and
professional characteristics.

In total, 182 out of 2,134 employees of tH&GSof Latvia (officers and
instructors) were interviewed in the Ludza and Ceapgs divisions, or 8.5%
of the total number of Latvian border guards (LatviValsts robezsardze,
2022b). The results of a survey of border guardsirsg in the Ludza and
Daugavpils divisions are quite representative fier $BG of Latvia as a whole,
since the relative sampling error does not exce®d éhywhere (Blina,
Krastins, 2002). The total sample of respondents consiStsorder guards
serving in Ludza division (102 people or 56.0%) &midder guards serving in
Daugavpils division (80 people or 44.0%) of the S&&atvia.

The author analyzes the self-assessmentshefldavel of professional
development of Latvian border guards (empiricalhteipreted as overall
competence in this study), as well as comparesstiiesamples of Latvian
border guards surveyed in Ludza and Daugavpilssidng of the SBG of
Latvia regarding the overall competence of bordeards and its components
(components and their description are in TabletBénsub-section 1.3.2).

In general, the level of professional devetept (=overall competence) of
the surveyed Latvian border guards is assessesievage with almost 4 points
on a 5-point scale, which is sufficiently high. tharmore, the differences in
respondents’ self-assessments of individual comgete in Ludza and
Daugavpils divisions of the SBG of Latvia are ndatistically significant
practically everywhere (except for problem solvo@mnpetence), and also the
differences in self-assessments of the level offeggsional development
(=overall competence) in Ludza and Daugavpils divis of the SBG of Latvia
— 3.91 and 3.97 respectively (on a scale from B)toare not statistically
significant (p-value = 0.418).

Next, the author analyzes assessments oatthactiveness of jobs of the
Latvian border guards, and also compares the suipisa of the Latvian
border guards interviewed in Ludza and Daugavpissidns of the SBG of
Latvia regarding the attractiveness of their jobd #&s factors (factors and their
description are in Table 4 in the sub-section }.3rRPgeneral, the expectations
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of the Latvian border guards regarding their jobmcide with what the SBG
of Latvia, as an employer, can offer them (since difference between the
importance of a factor in choosing a job and thabpbility that this factor in
the current job fully meets expectations does nmeed 1 point anywhere),
although in relation to almost all factors of théractiveness of a job (except
responsibility), the interviewed Latvian border gigexpect a little more than
is possible in their current jobs. In particuldnistapplies to factors such as
place, flexibility and work suitability, where theeis the greatest gap between
the expectations of border guards and the situatiotheir current job. The
author considers this gap between the expectatbesnployees and the real
situation in terms of place, flexibility and workiitability to be somewhat
objective, determined by the specifics of the borgieard (for example, the
national border is located where it is, and it aarive removed closer to the
residence places of employees, shops, etc.).

From the point of view of the surveyed Latvizorder guards, the overall
attractiveness of jobs in the SBG of Latvia is édygformed by such factors as
safety, relationships and recognition, and to thast extent by flexibility,
responsibility and innovation. The author belietrest the first three factors can
be attributed to stability values, and the last frasponsibility and innovation)
to development values. Then it can be concludetl fitwan the point of view of
the border guards, the job in the SBG of Latvidirst of all, stability, which
they expect and receive at the SBG of Latvia. ttudth be noted that learning,
as a factor of the attractiveness of jobs (whiokarhing] is particularly
interesting in the context of this Ph.D. thesiggupies a middle position in the
hierarchy of factors of the attractiveness of jobthe SBG of Latvia.

As for the differences between the sub-sasnpfeLudza and Daugavpils
divisions of the SBG of Latvia, four of ten facta®the attractiveness of jobs —
safety, place, responsibility and innovation — eated higher in Daugavpils
division, while six factors — relationships, recdgm, work suitability,
learning, contribution and flexibility — in Ludzavikion of the SBG of Latvia.
At the same time, differences in assessments tdriaof the attractiveness of
jobs in Ludza and Daugavpils divisions of the SBG Latvia are not
statistically significant almost everywhere (exciptthe safety factor), as well
as differences in assessments of the overall ttteaess of jobs in Ludza and
Daugavpils divisions of the SBG of Latvia — 14.8145.0 respectively (on a
scale from 1 to 25), are not statistically sigrafit (p-value = 0.712).

Based on the comparison of the sub-samplésedcurveyed Latvian border
guards in Ludza and Daugavpils divisions of the SiG.atvia according to
social demographic and professional characterjssigsvell as on the results of
the comparison of self-assessments of their lef/@rrafessional development
(=overall competency) and assessments of the dadtactiveness of jobs, in
the further empirical analysis to prove the rededrgpothesis, the author does
not divide the surveyed Latvian border guards tsgahple (n = 182 people) on
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the sub-samples of Ludza and Daugavpils divisiohshe SBG of Latvia,
although the variable ‘territorial division’ paripates in the empirical analysis
as a potentially determining factor, simultaneouwsity other factors.

During the assessment of the level of pradesd development of Latvian
border guards in relation to the attractivenespb$, the author relies on the
technique described in the sub-section 1.3.2, wipcbvides mainly the
empirical testing of the hypotheses of the studthe- object of sustainable
management of the professional development in A& ®f Latvia is the
attractiveness of jobs, which determines the lefgirofessional development
of employees. Since to prove the hypothesis itésensary to find a direct
cause-effect relationship (attractiveness of joletemnines the level of
professional development of employees), and not oarelative mutual
relationship between these phenomena, the autlesrthe regression analysis
method, where the resulting variable is the le¥girofessional development of
Latvian border guards, and the factorial variabléhie attractiveness of jobs in
the SBG of Latvia, as well as social demographia gorofessional
characteristics of respondents.

As a result of the implementation of the emgion analysis (the stepwise
method was used to include the factorial variablés following regression
equation was created for the sample of surveyeddmaborder guards (n = 182

people):

y = 3.284 — 0.233*x+ 0.069*x, Q)
where:
y — level of professional development of Latvianrde guards (=overall
competence),

scores from 1 to 5;

X, — position (officer / instructor);

xg — overall attractiveness of a job, scores frora 235.

Excluded (i.e. statistically insignificant) variaist

x; — territorial division of the SBG of Latvia (Ludzdivision / Daugavpils
division);

X3 — age, years;

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

xs — education (higher, related to the border gudnidter, other / secondary);
Xs — type of residence (big city / small town / cayside);

X7 — income per household member (up to 200 eurd+#4®0 euros / more
than 400 euros).

Source: elaborated by the author based on thetsaxfud sociological survey of
Latvian border guards (2022, n = 182 people) psmedy SPSS using the
regression analysis method.
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As can be seen in the regression equatiothel,level of professional
development of Latvian border guards is statidiicsaignificantly determined
by the position they hold — instructor or officéing position of officer adds 0.2
scores to the self-assessment of the overall canpet— beta-coefficient is
0.233, p-value = 0.000) and the overall attractissnof a job (each additional
score in the assessment of the overall attractssgeota job adds 0.07 scores to
the self-assessment of the overall competence a-dueffficient is 0.069, p-
value = 0.000). In turn, factorial variables such age, education, type of
residence, income per household member, work expeziin the SBG of
Latvia, the territorial division of the SBG of Lé&y do not determine the level
of professional development of border guards (ney were excluded from the
regression equation as statistically insignificaatiables). Therefore, it could
be concluded that the hypothesis of the study lee lproven, because the
attractiveness of jobs is really the factor thébgether with the position held —
determines the level of professional developmentat¥ian border guards.

In the next stage of the regression analysiy the level of professional
development of Latvian border guards took parg assulting variable, and ten
factors of the attractiveness of jobs, as factaralables, — in order to find out
which specific factors of the attractiveness ofsjohost determine the level of
professional development of Latvian border guafdsa result, the following
regression equation was created:

y = 3.199 — 0.058*x+ 0.041*% + 0.037*% + 0.032*%,, 2
where:
y — level of professional development of Latvianrdey guards (=overall
competence),

scores from 1 to 5;

X7 — factor of the attractiveness of jobs: flexilyiliscores from 1 to 25;

Xg — factor of the attractiveness of jobs: respotigibscores from 1 to 25;

Xs — factor of the attractiveness of jobs: work dhiltty, scores from 1 to 25;
X310 — factor of the attractiveness of jobs: innovatigeores from 1 to 25.
Excluded (i.e. statistically insignificant) variaist

x; — factor of the attractiveness of jobs: safetgraes from 1 to 25;

X, — factor of the attractiveness of jobs: placeresdrom 1 to 25;

X3 — factor of the attractiveness of jobs: relatiopshscores from 1 to 25;

X4 — factor of the attractiveness of jobs: recognitiecores from 1 to 25;

x5 — factor of the attractiveness of jobs: contribatiscores from 1 to 25;

xg — factor of the attractiveness of jobs: learnsapres from 1 to 25.

Source: elaborated by the author based on thetsaxfa sociological survey of
Latvian border guards (2022, n = 182 people) pse@dy SPSS using the
regression analysis method.
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In the following figure, the data of the regsion equation 2 is visualized
for the purpose of better understanding the resiltise regression analysis.

Figure 6
Factors of the attractiveness of jobs determiningtte level of professional
development (=overall competence) of Latvian bordeguards,
n = 182 people, 2022

Flexibility

— 0]058

Level of professional development
of Latvian border guards

+0,041 + 8,032
+ 0{037

Work
suitability
Source: elaborated by the author based on the coefficients of the
regression equation 2.

Responsibility Innovation

As can be seen in the regression equatiomd Fagure 6, the level of
professional development of Latvian border guasdstatistically significantly
determined by factors of the attractiveness of jalsh as its flexibility (each
additional score in the assessment of flexibiliptsacts 0.06 scores from the
self-assessment of the overall competence — befffigient is 0.058, p-value =
0.000), responsibility (each additional score ie #ssessment of responsibility
adds 0.04 scores to the self-assessment of thealbwempetence — beta-
coefficient is 0.041, p-value = 0.000), work suili&p (each additional score in
the assessment of work suitability adds 0.04 sdorése self-assessment of the
overall competence — beta-coefficient is 0.037ajue = 0.001) and innovation
(each additional score in the assessment of infmvaidds 0.03 points to the
self-assessment of the overall competence — betfdigient is 0.032 , p-value
= 0.004).

In turn, factors of the attractiveness of sobuch as safety, place,
relationships, recognition, contribution, learnin@vhich are particularly
interesting in the context of this Ph.D. thesis) rdi determine the level of
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professional development of border guards (i.e.ewekcluded from the
regression equation as statistically insignificaantiables). So, the results of the
more detailed regression analysis allow us to eaamethat stability values (e.g.
safety, relationships, recognition) as well as desy in itself does not
determine the level of professional developmentatiian border guards, but
it is mainly determined by work-related developmeatues (responsibility,
work suitability, innovation) (regression equatiap The problem is that the
precisely those factors of the attractiveness log jihat contribute to the level of
professional development of employees (namely,orsipility and innovation)
is least appreciated by the Latvian border guards.

Next, in the form of an experiment, the autheplaced the overall
attractiveness of jobs and the level of profesdideaelopment of employees
in the regression analysis, i.e. put the overalaativeness of jobs as the
resulting variable, and the professional develogneremployees and other
factors as factorial variables. This results infiiilowing regression equation:

y = 6.002 + 2.955%¢— 0.084%x, (3)

where:

y — overall attractiveness of a job, scores frota 25;

xg — level of professional development of Latvian der guards (=overall
competence),

scores from 1 to 5;

X3 — age, years.

Excluded (i.e. statistically insignificant) variaist

X, — territorial division of the SBG of Latvia (Ludazdivision / Daugavpils
division);

X, — position (officer / instructor);

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

X5 — education (higher, related to the border gudnigher, other / secondary);
Xs — type of residence (big city / small town / cayside);

X7 — income per household member (up to 200 eurd@0/4P0 euros / more
than 400 euros).

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

Changing the place of the overall attractassnof jobs and the level of
professional development of employees, the respitsegression analysis
showed that the attractiveness of jobs in the SBGatvia is statistically
significantly determined, first of all, by the ldvaf professional development
of Latvian border guards themselves (each additiemare in the self-
assessment of the overall competence adds 3 dootfes overall attractiveness
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of a job — beta-coefficient is 2.955, p-value =0@Pand, secondly, their age
(each additional year of age subtracts 0.08 pdiiats the overall attractiveness
of a job — beta-coefficient is -0.084, p-value 60R).

As a result, the author can claim that, desghie fact that the attractiveness
of jobs statistically significantly determines thievel of professional
development of Latvian border guards, the levadrofessional development of
border guards to a much greater extent determheesattractiveness of jobs in
the SBG of Latvia (and it can be assumed that nbt there). In other words,
the attractiveness of a job is created, first of lay the employee himself
(especially if he has practical knowledge, orgaiizeal adaptability and
purposefulness), and not by the managers of thanargtion who offer the
attractiveness of jobs to employees as a ready-maatkict, i.e. “purposefully
focusing on the needs and expectations of potesitigloyees, create attractive
jobs that contribute to the rapid filling of vac&@®' (Macanosa, MBaniosa,
2019). In fact, the result of the author’'s empirieaalysis is the scientific
confirmation of the popular saying: “the place ddoekonor the man, but the
man does the place”.

Based on the results of the regression aisalyghich, on the one hand,
confirmed the hypothesis of the study (attractigsnef jobs determines the
level of professional development of Latvian bordeards), but, on the other
hand, also proved an even more significant oppasitesal relationship (the
level of professional development of Latvian bordgrards determines the
attractiveness of their jobs), the author propdsdatroduce a new concept in
management science that was not used in the dmediscourse until now —
‘working unit’ consisting of a job and a specifimployee, without separating
one from the other.

The concept of the working unit proposed Hiy author could also become
a new term of management science, which [term]beadefined approximately
as follows: working unit is the added value’s coganh the work process, which
[working unit] consists of a job with all its ped@iities / characteristics and a
specific employee with his / her professional céigasvithout separating one
from the other in the process of sustainable mamageof the organization.

Thus, the professional development of Latviaorder guards within
working units can theoretically be managed using tapproaches: (1)
intermediated — through the attractiveness of j¢(®sdirect — by promoting the
professional development of existing employees. fidd section of the Ph.D.
thesis is dedicated to identifying the optimal azuh.
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3.3. Identifying the optimal approach to sustainaltd management
of the professional development of Latvian border gards

As was justified in the sub-section 1.3.3tled methodological section of
this Ph.D. thesis, the identification of the optinaoproach to sustainable
management of the professional development of aathiorder guards will be
carried out on the basis of assessments of expffiters serving in Ludza,
Daugavpils and Vilyaka divisions of the SBG of LiatvTo collect and analyze
expert assessments, the author will use the Awalytlierarchy Process (AHP
method) (Saaty, 1980; Kronbergs et al., 1988; &H@z Labib, 2011; Ahmed,
Kilic, 2019). For the practical implementation diet AHP method, 7 experts-
officers all met together in person on May 6, 28@%ointly create a hierarchy
and listen to the author’s briefing for further Wpand then each expert in the
period from May 7 to June 7, 2022 worked individypah Excel with matrices
prepared by the author.

The common goal of the Analytical Hierarchyp&ess within this study is
“Identification of the optimal approach to sustdilla management of the
professional development of Latvian border guar@f&gure 4 in the sub-
section 1.3.3). At the second level, five critefta identifying this optimal
approach are proposed — according to the five déines of sustainable
management (Quintuple Bottom Line): economic, dp@aological, cultural
and political (Section 1.2):

- the criterion “Economic dimension” means finahc&sources and technical
infrastructure, which are necessary for the impletatgon of each approach
in practice, as well as the economic effect of ithplementation of each
approach — therefore, an optimal approach accordirtbis criterion is an
economically more efficient approach, i.e. with ettéer result at a lower
price;

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

- the criterion “Ecological dimension” means thecamt of natural resources
that is necessary for the implementation of eagbragzh in practice, as
well as the ecological effect of the implementatioheach approach —
therefore, an optimal approach according to thigmon is an ecologically
more favorable approach, i.e. friendlier to ther@uinding environment and
human ecology;

- the criterion “Cultural dimension” means the argation’s culture, the
views and values of employees, which are necedsatiie implementation
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of each approach in practice, as well as the alltwffect of the
implementation of each approach — therefore, animapt approach
according to this criterion is more suitable foe tlvork culture of the
organization, i.e. an approach that is possibleeffattive, considering the
work-related values of border guards;

the criterion “Political dimension” means the itioal resources necessary
for the implementation of each approach in pract@sewell as the political
effect of the implementation of each approach —refloee, an optimal
approach according to this criterion is more pcdiliy useful, i.e. an
approach that is possible in the current politgitiation and with greater
political resonance.

At the third (lowest) level of the hierarchthere are approaches to

sustainable management of the professional developrof Latvian border
guards, which must be evaluated in relation tdival criteria:

sustainable management of the professional dereat of Latvian border
guards through the attractiveness of jobs (managenterough the
attractiveness of jobs);

sustainable management of the professional dereat of Latvian border
guards, directly promoting their training (direcamagement).

The first summary result of the implementatiof the AHP method’s

procedure (which is described in the sub-secti@3lof the methodological

section of this Ph.D. thesis) is shown in Table-1the priority vectors of the

approaches’ evaluation criteria, which show thetie¢ importance of each

criterion in identifying the optimal approach tostainable management of the
professional development of Latvian border guards.
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Table 14

Relative importance of the criteria for identifying the optimal approach to
sustainable management of the professional develogmt of Latvian
border guards, percentage points (total - 1.00), a 7 people, 2022

Experts- Criteria for identifying the optimal approach
officers* of . . . .
the SBG of E_conomlc _Soma_l E_cologl_cal (_:ultural POI|t|cr_:1I Total

Latvia dimension| dimension| dimension| dimension| dimension

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 0.14 020 | -
of expert
assessments
Mean
of expert 0.29 0.21 0.17 0.11 0.22 1.0p
assessments

* Detailed description of experts is provided irb¥a2 in the sub-section 1.3.1.
Source: elaborated by the author based on his @mlNected assessments of
experts-officers of the SBG of Latvia processed Excel using the AHP
method.

According to the mean estimates of expetficars of the SBG of Latvia
summarized in Table 14, when identifying the optiegaproach to sustainable
management of the professional development of aatwWorder guards, the
most important criterion can be considered the econ dimension, i.e. the
economic efficiency of the evaluated approach (@@Bof 1.00), followed by
social and political dimensions with almost equahtive importance: 0.22 for
political utility of the evaluated approaches an@d10- for social utility. The
experts consider the ecological dimension, i.e. ithpact of the evaluated
approaches on the surrounding environment and huecalogy, to be less
important when identifying the optimal approachststainable management of
the professional development of Latvian border dsamwhile the cultural
dimension, i.e. the suitability of the evaluateg@aches to the work culture of
the organization, is the least important (0.11aflit.00).

The following figure shows the mean relativgportance of the criteria,
according to experts, for identifying the optimgbpeoach to sustainable
management of the professional development of aatiorder guards.

119



Figure 7
Mean relative importance of the criteria for identifying the optimal
approach to sustainable management of the professial development of
Latvian border guards, percentage points (total - 00), n = 7 people, 2022

= Economic dimension, i.e. economic efficiency of évaluated approaches
= Political dimension, i.e. political usefulness bétevaluated approaches
Social dimension, i.e. social usefulness of théuatad approaches

= Ecological dimension, i.e. the evaluated approdéhfisence on the
surrounding environment and human ecology

= Cultural dimension, i.e. the evaluated approacheisability for work culture of
the oraanizatio

Note: evaluated approaches to sustainable manageofiethe professional
development of Latvian border guards - managenteatigh the attractiveness
of jobs, direct management.

Source: elaborated by the author based on thefrdataT able 14.

Next, the experts evaluate each of the aghem to sustainable
management of the professional development of aatworder guards in
relation to all five criteria, resulting in the meanswers to the following
guestions:

(1) which of the two approaches to sustainable mament of the
professional development of Latvian border guamtgnagement through
the attractiveness of jobs or direct managemers economically more
efficient in today's conditions, i.e. with a higheconomic return at a
lower price?

(2) which of the two approaches to sustainable mement of the
professional development of Latvian border guasd®are socially useful
in today's conditions, i.e. with a greater socifit@ with the existing
guantity and quality of human resources?
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(3) which of the two approaches to sustainable mament of the
professional development of Latvian border guasdedologically more
favorable in today's conditions, i.e. friendlier tifnve surrounding
environment and human ecology?

(4) which of the two approaches to sustainable meament of the
professional development of Latvian border guand®day's conditions is
more suitable for the work culture of the orgariaati.e. the approach
that is possible and effective, considering the karetated values of
border guards?

(5) which of the two approaches to sustainable mament of the
professional development of Latvian border guasigalitically more
useful in today's conditions, i.e. the approach ihpossible in the current
political situation and has greater political resoce?

And the final question, due to which the ARiethod was realized: which
of the two approaches to sustainable managementhef professional
development of Latvian border guards is more slatab today's conditions,
considering all the criteria included in the analys

The following table summarizes the expert€am assessments regarding
the criteria, as well as regarding the approacdustainable management of the
professional development of Latvian border guartsoading to each of the
criteria.

Table 15
Aggregation of priority vectors and calculation ofglobal priorities,
percentage points (total — 1.00), n = 7 people, 202

Coordinates | Economic| Social Ecological | Cultural Political
. . . . : . ) . . X 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 profedsienalopment of Latvian | Global
border guards priorities
Management
throughthe | 5, 0.62 0.48 0.59 0.55 0.46%
attractivenesg
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*0,2262*0.21, 0.48*0.17,
0.59*0.11 and 0.55*0.22.

Source: elaborated by the author based on his @mNected assessments of
experts-officers of the SBG of Latvia processed Excel using the AHP
method.
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The final result of the AHP method is visaell in Figure 8 — the optimal
approach to sustainable management of the professidevelopment of
Latvian border guards, considering five sustainatgnagement criteria —
economic, social, ecological, cultural and politidenensions.

Figure 8
Final result of the experts' work during the implementation
of the AHP method, mean assessments, percentagersi(total — 1.00),
n =7 people, 2022

09 0,79
0,8 .
0,7
06 0.62 - 0,59 0,55 0,54
05 0,48, 045 0,6

' 0,38 0,41
0,4
0.3 0,21
0,2
0,1 I

0

Economic Social Ecological Cultural Palitical Overall

dimension dimension dimension dimension dimension assessment

H Sustainable management of the professional developaf Latvian border guards
through the attractiveness of jobs

m Sustainable management of the professional developaf Latvian border guards,
directlv boromotina their trainin

Source: elaborated by the author based on thefrdataT able 15.

As can be seen from the data in Table 15thaddata in Figure 8, the
answer to the target question of the AHP method hichv of the two
approaches to sustainable management of the pimfassdevelopment of
Latvian border guards (management through thectiteaness of jobs or direct
management) is more suitable in modern conditioossidering all the criteria
included in the analysis? — is the following: diremanagement of the
professional development of border guards. Degshé#efact that this approach
to sustainable management of the professional derednt of Latvian border
guards did not ‘win’ according to three criteri@ecial and political usefulness,
as well as suitability for the work culture of tbeganization, it is evaluated as
the optimal approach according to such a more itapocriterion, as economic
efficiency.
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Thus, in general, the direct management ®fptiofessional development of
Latvian border guards (not through the attractigenef jobs) is the approach
which, according to experts, is optimal in todagtanditions, although the
advantage of this approach over the managemenighrthe attractiveness of
jobs is small - 0.54 percentage points against.Ol46 means that managing
the professional development of border guards titrotne attractiveness of
jobs should also be given great attention, sinége @ipproach is also quite
effective in today's conditions. However, the pitiois the direct management
of the professional development of border guardsidiw includes the
cultivation of learning culture in the SBG of Latyipersonal example from the
managers of the border guards, direct stimulatingversations with each
border guard, etc.), based primarily on the greatemomic efficiency of this
approach, i.e. it is significantly cheaper and wgtiod results.
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ENDING
Main provisions and results of the study

The purpose of the Ph.D. thesis — to studyastable management of the
professional development of border guards servingvarious territorial
divisions of the SBG of Latvia, against the backogm of the general situation
with the professional development of employees dtgl sustainable
management in the world, in the EU and in Latvia achieved and the tasks of
the Ph.D. thesis are fulfilled (a separate pathefPh.D. thesis is devoted to the
implementation of each task), conceptually undeditey the professional
development of employees as a part of lifelongrliegy, and empirically — as a
component “Professional development of employedsthe Global Talent
Competitiveness Index (GTCI) developed by the BessnSchool for the
World (INSEAD) (for its assessment at the macreelevin the world and EU
countries) and as the overall competence of empkyer assessing the level
of professional development of Latvian border gaatithe micro level (Ludza
and Daugavpils divisions of the SBG of Latvia). taorn, sustainable
management of the professional development of eyepl (including border
guards) covers five dimensions (Quintuple Bottomeli— economic, social,
environmental, cultural and political, but the m&ask and even the mission of
sustainable management is to create a culturestdisability in management.

The hypothesis of the Ph.D. thesis that thgeat of sustainable
management of the professional development in A& ®f Latvia is the
attractiveness of jobs, which determines the le¥girofessional development
of employees, was only partly proven during thersewof the study. Although
the attractiveness of jobs is indeed a factor fhetiermines the level of
professional development of Latvian border guaths, results of regression
analysis also showed an even more significant seveausality — the level of
professional development of Latvian border guardsteminines the
attractiveness of their jobs. This means that thraaiveness of jobs do not
“drop from the sky” and is not a ready product ttieg leaders of the SBG of
Latvia can offer to border guards, but it [the adtiveness of jobs] is also
formed by the professional development of the bogilards themselves. The
more developed the border guards, the more aiteadtieir jobs, k. the
attractiveness of the job is closely related to teeel of professional
development of the employee him/herself, who jgictleates a ‘working unit’
(job + employee) — a new concept of managemennseig@roposed by the
author.

124



1.

Conclusions

A new term, ‘learning society’, is emerging hetLatvian terminological
space, and three main factors contribute to itseldgwment: the
information society, the scientific and technol@jienvironment and the
internationalization of the economy. In modern abcscience, the
learning society is considered an ideal and ecocaliyi optimal model
for the development of education. The concept afrimg society has
been studied and actively used in the internatieo#@ntific space for a
relatively long time, but is practically not used liatvia (at least in the
Latvian language).

Crises such as the Covid-19 pandemic are aetiglgrhistorical trends
and processes also in the field of lifelong leagnifoday is a great
opportunity: the long-needed systemic adaptatiomeoe adequate forms
of education has received a unique impetus. Thiaghe@f emergence of
new educational systems can be shortened due twvation processes
initiated or accelerated by the pandemic. The dvegwal of lifelong
learning (including the professional developmentenfiployees) is to
enable everyone to successfully cope with liferireaer-changing world.
The following research question is posed toaadientists: if the answer
is lifelong learning, then what is the problem? rarthe point of view of
the author of the Ph.D. thesis, the main probletricly in turn, may point
to other hidden problems) is that, according to éhwpirical data of the
OECD, many OECD countries are still not learningisties. This is
especially true for that part of the employed papah, which most of all
should be trained — namely, employees with a loxgllef qualification.

In former times, the sustainability of mankindsataken for granted and
not expressed as a direct goal. However, over #s gecades, in the
international scientific space, there has beenvatuton of management-
related concepts in the direction of sustainablgegic management, and
the main characteristic of modern management isuttainable nature
and focus directly on achieving the goal of susthility. The evolution of
concepts related to management took place as fellstrategic planning
— strategic management — strategic sustainabilitanagement —
sustainable strategic management — sustainablegmansnt.

The author believes that today's sustainableagement should be based
not on three (economic, social and environmenibaf),on five dimensions
(Quintuple Bottom Line), including economic, socianvironmental,
cultural and political dimensions. Modern researstfermulate the main
task and even the mission of sustainable manageasethie creation of a
culture of sustainability in management. Organaadi must be able to
respond to external factors of sustainability byoiporating sustainability
into their internal components of strategic manag@m
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6.

One of the most important elements in achiegugtainable management
is its institutionalization, i.e. those organizasothat have established
governance structures related to sustainability dmade developed
sustainability programs can be defined as sustbinadanaged. These
governance structures, which are based on susii#tipaprograms,
practically implement the consistent principles ofustainable
management, so that sustainability is includech@ibternal components
of the strategic management of the organizationrltMade, more than
$13 trillion is invested in assets managed in ataoce with the
principles of sustainable management.

The conceptual understanding of sustainable gmmant of the
professional development of employees within thenemic paradigm is
based on the following provisions: the goal of aimgble management of
the professional development of employees is a etitiye country with
high economic performance; the mechanism for aahethis goal is a
learning society working in attractive jobs; to este the goal, the main
tasks are formulated, including the motivation ofmpdoyees for
professional development throughout their workirifg, | ensuring the
availability of opportunities for professional démgment of employees,
coordinating the demand and supply of professiodaielopment
services, integrating the professional developnaéremployees into the
daily workflow; tools to accomplish these taskslile contributions
from employees themselves, private and public sectas well as
international foundations and organizations.

The author considers the indicators of lifeldegrning and professional
development of employees from the Global Talent petitiveness Index
(GTCI), developed by the Business School for therld/ NSEAD), to
be the most suitable tool for empirical assessnoérthe professional
development of employees at the macro level. lkslithe conceptual
understanding of sustainable management of the egswhal
development of employees, as well as the competiéiss of the country
and its high economic performance, on the one hand, empirical
observations in this area, on the other.

If in the field of professional development ofiloyees, Latvia occupies
a roughly average position among the countries haf world (more
precisely, slightly above average), then amongBhbkecountries, Latvia
constantly occupies a position below the averagth filace in 2018, 19th
place in 2019 and again 17th place in 2020 amoag@tremaining EU
countries. In turn, the best situation in termspuffessional development
of employees is observed in the countries of Wastend Northern
Europe — Sweden, Luxembourg, the Netherlands, minlarhus, the
empirical evidence shows that Latvia cannot be idensd a learning
society.
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10.

11.

12.

13.

14.

A possible answer (which the author empiricaiyified by using four
quantitative methods of data analysis) to the guesvhy Latvia is still
not considered a learning society may be that the of professional
development of employees in the economic performarfccountries in
the modern world is not very significant and therefdoes not attract the
attention of either the employees themselves ar émaployers.

The results of the regression analysis, howesenfirmed that in the
countries of the modern world, lifelong learning damprofessional
development of employees are statistically sigaific factors that
determine the economic performance of countriesthEtmore, lifelong
learning is the only one of the three componenthefGTCI's sub-index
of growing talents that has statistically signifidgt contributed to
countries' economic performance over a three-yeaiog. In turn, the
professional development of employees is the oalpponent of lifelong
learning that statistically significantly increasethe economic
performance of countries in the modern world faeéhyears.

The results of the discriminant analysis condid that if a country has a
high indicator of the state of lifelong learning high level of professional
development of employees, then it is not likelyfad into the group of
middle / low income countries, but it is also nbvmus that it will belong
to the group of high income countries. So, lifelolegrning and, in
particular, the professional development of empdsyis not only a factor
contributing to the economic performance of the eradvorld countries,
but also its indicator, since lifelong learning armlde professional
development of employees requires large investments/ or learning
culture.

The methodology for studying the sustainablenagament of the
professional development of Latvian border guardsetbped by the
author includes: the technique for analyzing thekwenvironment of the
SBG of Latvia, the results of which are summarizesihg the SWOT
analysis method; assessment of the level of priofesisdevelopment of
employees in relation to the attractiveness of jedisich is based on the
method of a sociological survey of Latvian bordemamgls and a
guantitative analysis of its results; the technidoe determining an
optimal approach to sustainable management of thefegsional
development of Latvian border guards, based oHieé method.

The work environment of the SBG of Latvia canhe unambiguously
characterized as a context favorable for sustagnaidnagement of the
professional development of border guards, becaak®g with
stimulating factors (for example, the relative diyaof of work-related
cultural values in professional and territorial gps of border guards or
activities to train border guards in environmentdtiendly work with
new technologies) there are also factors that eneaiv challenges for the
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15.

16.

17.

professional development of Latvian border guardsr-example, lack of
personnel and aging of employees of the SBG ofihats well as border
technologization.

The results of the regression analysis of ftata a sociological survey of
Latvian border guards, on the one hand, confirnmedhypothesis of the
study (the attractiveness of jobs determines thell®f professional
development of Latvian border guards — the betdficant is 0.069, p-
value = 0.000), on the other hand, they also promadeven more
significant opposite causal relationship (the lewefl professional
development of Latvian border guards determinesatfeactiveness of
their work — the beta coefficient is 2.955, p-vatu®.000). Therefore, the
author proposes to introduce a new concept intoagwment science —
‘working unit’, consisting of a job and an employee

The concept of working unit may also be a nemntin management
science, which [term] can be defined approximagelyollows: a working
unit is an added value’s creator in the workingcess, which [working
unit] consists of a job with all its characteristignd a particular employee
with his/her professional abilities, and they [jabhd employee] are not
separated from each other in the process of sasf@inmanagement.
Thus, the management of the professional developroEremployees
within the working units can theoretically be cadiout using two
approaches: indirect — through the attractivendsgolos; direct — by
promoting the professional development of exiséntployees.

Direct management of the professional developnoé Latvian border
guards is an approach that, according to expertanioptimal in today's
conditions, although the advantage of this approaefr management
through the attractiveness of jobs is small — a&rtentage points versus
0.46. However, the priority is the direct managetm&nthe professional
development of Latvian border guards (including thdtivation of
learning culture in the border guard, the persexalmple of the leaders
of the border guard, direct stimulating conversaiavith border guards,
etc.), based primarily on the greater cost-effectass of this approach,
i.e. much cheaper and with good results.
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Problems and their possible solutions

Problem 1.Lack of human resources in the SBG of Latvia rantty their

total shortage is 12—13%.

(1)

)

Possible solutions:

in the competence of the Ministry of the Interireducing the relatively
large regional variation in the average monthlysgra@alary of border
guards, especially considering that in the mosspdssessed” regions,
Latgale and Vidzeme, there is an external bordethef EU with the

greatest labor tension;

in the competence of the leadership of the SBEatvia: developing a
purposeful sustainable management of human resousod learning

culture (based on a positive trend — maintaining phoportion of VRS

personnel with higher education at a sufficientighhlevel), thereby

increasing the attractiveness of jobs in the bogtderd.

Problem 2. Lack of ability of border guards (especially oladgres) to work

efficiently with new technologies and equipment.

1)

)

Possible solutions:

the Government, as a socially responsible eyeplcshould invest in the
professional development of the human resourcéBeoSBG by offering

systematic training for border guards under thedguie of technical
specialists in working with new technologies andcsal equipment;

in the competence of the leadership of the SBGatvia: motivating and

supporting border guards in their professional tguaent, especially in
the area of acquiring specialized skills to workhwiew technologies and
specific equipment, paying attention also to thgchelogical well-being

of their border guards in constantly changing wagktonditions.

Problem 3.In the SBG of Latvia, there is no institutionasfification for

sustainable management, i.e. it is not includettiéninternal components of the
strategic management of the organization: strat@giorities, management
objectives, etc.

1)

)

Possible solutions:
in the competence of the leadership of the SHQ atvia: reflecting
aspects of sustainable management in the strafeiine GBG, as well as
in public reports of the SBG;
in the competence of the leadership of the $BGatvia: the SBG has to
participate in the annual self-assessment of thstaBwability Index,
developed by the Latvian Institute for Corporatest8unability and
Responsibility, in order to monitor its sustaindpiland develop a
philosophy of sustainability that will permeate tegy-to-day activities of
the SBG.
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Problem 4. Low “institutional attention” to Latvian border grds’
intercultural competence, which definitely slowswao their professional
development, especially in the context of the ntigracrisis on the Latvian-
Belarusian border.

Possible solutions:

(1) in the competence of the leadership of the SBGatvia: to develop the
intercultural competence of border guards at thstititional level,
combining theoretical and practical approachesyigiog methodological
recommendations for the development of intercultacampetence in the
documents of strategic actions of the SBG, orgagispecialized training
courses, exchanging experience, analyzing theestudaterial on specific
examples;

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