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Temas izveles pamatojums, argumenti un motivi. Latvijas valsts robeZa ir ne tikai iek$gja
robeza Eiropas Savieniba, bet ari 455,6 km ES ar&ja robeza — ar Krieviju un Baltkrieviju, kas veido
32,5% no Latvijas valsts sauszemes robeZas (autora aprékinats, pamatojoties uz datiem no Kile,
Markots, 2021). Latvijas Valsts robezsardze (VRS) ir viena no IekSlietu ministra parraudziba esosa
tiesas parvaldes iestade, kura Tsteno valsts robezas droSibas politiku, ka arT atbilstoSi kompetencei
valsts imigracijas politiku. Promocijas darba t€mas aktualitati nosaka miisdienas pastavosie riski
Latvijas valsts robezas droSibas joma — robeZzas nelikumiga SkérsoSana, nelikumiga precu
parvietoSana pari robezai, pierobezas rezima parkapumi (Latvijas Valsts robezsardze, 2020)
straujas tehnologiju attistibas fona, ka ari nepiecieSamiba atbilst starptautiski noteiktajam prasibam
attieciba uz valsts robeZsargu profesionalitati — pieméram, ieviestajam Starptautiskas aviacijas un
juras mekleéSanas un glabsanas rokasgramatas vadlinijam, aviacijas anglu valodas prasmes
prasibam, Vienotajai informacijas sisttmai PERSONALS-Horizon, kas ir ieviesta un uzsaka darbu
pasapkalposanas portala (HoP) (Latvijas Valsts robezsardze, 2021a).

Sarezgito situaciju Latvijas valsts robezas droSibas joma var raksturot ar: 1) arkartéjas
situacijas izsludinasanu 2021.g. 10. augusta Ludzas, Kraslavas un AugSdaugavas novada, ka ar1
Daugavpili, nemot véra Latvijas-Baltkrievijas robezas nelikumigas $kérsoSanas gadijumu
skaita straujo pieaugumu (Latvijas Valsts robezsardze, 2021b); 2) Latvijas VRS oficialaja majas
lapa publicéto informaciju (27.01.2022) par to, ka kops§ 2021. gada 10. augusta kopuma no valsts
robezas nelikumigas SkérsoSanas ir atturéti 5294 cilveéki (Latvijas Valsts robezZsardze, 2022).
Latvijas robezsargi piedalas arm noziedzigu nodarijumu pret ekonomikas interes€m novérSana
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(Liholaja, 2017). Pieméram,® 2021.g. 30. decembri Augsdaugavas novada par tabakas
izstradajumu nelikumigu parvietoSanu aizturéti divi Latvijas pilsoni un viens Latvijas nepilsonis
un izpnemti 100 tokstoSi kontrabandas cigareSu ar Baltkrievijas akcizes nodokla markam.
Noziedznieki dazreiz izmanto loti “inovativas” pieejas sava darbiba — piemé&ram, ieprickSminétaja
gadijuma cigaretes ieprieks tika nelikumigi parvietotas pari valsts robezai no Baltkrievijas pa
Daugavu, pludinot tas pa straumi (Latvijas Valsts robezsardze, 2021c). Pierobezas rezima
parvaldes Piedrujas robezapsardzibas nodalas robezsargi konstatéja bezpilota gaisa kuga (t.s.
drona) nesankcionéto lidojumu, kuru Krievijas pilsonis veica pierobezas josla (Latvijas Valsts
robezsardze, 2021d).

Vel sarezgitaka situacija ar Latvijas valsts robezas droSibu kluva 2022. gada. Krievija
izsludinatas mobilizacijas d€l, no 28. septembra uz tris ménesiem tika ieviesta arkartgja situacija
Aliuksnes, Balvuun Ludzas novada teritorija, ka ari ostas, lidostas, lidlaukos izveidotajas
robezskersosanas vietas un uz dzelzceliem (Latvijas Sabiedriskie mediji, 2022).

Latvijas Valsts kancelejas direktors atzimé, ka “Latvijas iedzivotaji no valsts iestazu
darbiniekiem sagaida kvalitativus pakalpojumus un profesionalu darbu, kas balstits musdienigas
metod@s. Lai spetu apmierinat So pieprasijumu, valsts parvaldei ka sociali atbildigam darba
dev&jam ir javeic investicijas cilvékresursu attistiba. leguldijums esosajos darbiniekos ir 2—4 reizes
finansiali izdevigaks, neka jauna darbinieka mekléSana un ievadiSana darba, savukart vaditaju
amatiem $T atSkiriba parsniedz 6 reizes” (Pavlova, 2019).

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

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

! Problemu veido tas, ka Latvija nav publiski pieejamas statistikas attieciba uz pastavosajiem riskiem valsts robezas drogibas joma,
tapéc autoram, pamatojot promocijas darba t€mas izvéli, jarikojas ar atseviskiem faktiem, nevis ar sistematisko statistiku.
Piem@ram, Latvijas Centralas statistikas parvaldes (CSP) oficialaja majas lapa noziegumu saraksta netiek uzskaititi nedz robezas
nelikumigas S$kérsosanas gadijumi, nedz nelikumigas precu parvietoSanas pari robezai gadijumi, nedz pierobezas rezima
parkapumu gadijumi (Latvijas Republikas Centralas statistikas parvalde, 2022).
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ar augstako izglitibu pret 56,5% ar vidgjo izglitibu 2020. gada (Latvijas Valsts robezsardze,
2021a).

Viens no Latvijas VRS darbibas principiem, kuri ir definéti tas darbibas stratégija 2020.g.—
2022.g., ir “valsts robezsardzes personala atlases, profesionalas sagatavosanas, kvalifikacijas
paaugstinaSanas un karjeras izaugsmes attistiba. Virziena mérkis — vienota, miisdieniga un efektiva
personala vadiba un piesaiste dienestam (darbam), lai nodroSinatu iestadi ar izglitotu, kvalificétu
un motivetu personalu iestadei normativajos aktos noteikto funkciju un uzdevumu izpildei, ka art
veicinatu personala attistibu un lojalitati iestadei, efektivi izmantot un mérktiecigi pilnveidot
iestades personala zinasanas un iemanas tiem noteikto amata pienakumu izpildei” (Latvijas Valsts
robezsardze, 2020). Stratégija minéta vienota, misdieniga un efektiva personala vadiba miisdienu
zinatniskaja literatiira tiek aktivi pétita un déveta par ilgtsp&jigu vadibu, kas ir virzita uz ilgtspéju
(Stead J.G., Stead W.E., 2014; Galpin, Hebard, 2018; Szymczyk, 2019; Barbosa et al., 2020;
Sekhar, 2020). Izglitibas sistemas sp&ja sekmét augstas ekonomiskas veiktsp&jas sasniegSanu,
efektivi izmantojot pasreiz€jo un nakamo paaudzu resursus, ir ilgtsp&jigas vadibas objekts.
Kopuma ilgtsp&jiga vadiba tiek defineta ka ilgtsp€jigas prakses pielietosana dazadas jomas, kuru
veic tada veida, kas ir izdevigs pasreiz€jam un nakamajam paaudzeém (Sekhar, 2020).

Temas izpetes situacijas analize. VRS darbibas specifikas — proti, relativas slégtibas — dél
Latvija (ka ari citas pasaules valstis), praktiski nav zinatniski pamatoto méginajumu pétit S§i
dienesta darbibu: nav sistematiska monitoringa Latvijas robezsargu profesionalas attistibas joma,
netiek parbauditi dazadi zinatniski pamatoti Latvijas robezsargu profesionalas attistibas ilgsp&jigas
vadibas modeli utt.

Par vienigu sistémisku zinatnisko pétijjumu Latvijas robezsargu profesionalas sagatavosanas
joma var uzskatit A. Indriksona promocijas darbu “Komunikacijas prasmes veidoSanas robezsargu
profesionalaja sagatavosana”, kas ir aizstavéts 2017. gada Rézeknes Tehnologiju akadémija
pedagogijas zinatnes nozares militaras pedagogijas apaksnozaré (Indriksons, 2017). A. Indriksona
pétijuma meérkis bija veikt komunikacijas procesa izpéti militarizetas izglitibas iestades studijas un
izstradat krit€rijus un raditajus, lai formulétu komunikacijas prasmes veidoSanas mijsakaribas un
nosactjumu likumsakaribas, izstradat komunikacijas prasmes veidoSanas didaktiska modela shemu
robezsargu profesionalaja sagatavoSana un ieteikumus robezsargu profesionalas sagatavoSanas
sistémas un nozaru (militaras) pedagogijas procesa pilnveidei (Indriksons, 2017). A. Indriksons
sava promocijas darba izstrades rezultata atbildgja uz sekojosajiem pétijjuma jautajumiem: 1) kas
nosaka militarizétas izglitibas iestades darbibas specifiku un ka ta ietekmé komunikacijas un
studiju procesa norisi? 2) kada veida komunikacijas prasmes veidoSanas mijsakaribas un
nosacijumu likumsakaribas ietekmé “subjekts—subjekts” komunikacijas un attiecibu integraciju
studiju procesa militarizeéta izglitibas iestadé ar domingjoso “subjekts—objekts” komunikaciju un
hierarhiskajam attiectbam?

Neskatoties uz to, ka mingtais petijums tika Tstenots pedagogijas, nevis vadibzinatnes ietvaros,
tas sniedz loti butisku metodisko vadliniju Latvijas robeZsargu profesionalas attistibas ilgtsp€jigas
vadibas izpétei, proti, objektivas attiecibu hierarhijas atziSanu un akcentéSanu valsts robezsardze,
kas nosaka §is jomas specifiku, at3kiriba no citam nodarbinatibas jomam. So objektivi pastavoso
attiecibu hierarhiju (un pat zinamu autoritarismu) valsts robeZsardzes dienesta — pieméram,
nepiecieSamibu diengjoSam instruktoram sanemt vadibas nositijumu, lai iestatos Valsts
robezsardzes koledza, — autors nems véra, veicot savu petijjumu.

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

2 Konkréti, pétijuma gaita tiek salidzinatas Latvijas VRS Ludzas parvalde (kuru vada promocijas darba autors) un Daugavpils
parvalde (kas ir lidziga VRS Ludzas parvaldei péc izmera, kapacitates un darbibas specifikas).
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Promocijas darba pétijuma priekSmets: Latvijas robezsargu profesionalas attistibas
ilgtsp&jiga vadiba.

Promocijas darba hipotéze: darbinieku profesionalas attistibas ilgtsp€jigas vadibas objekts
Latvijas VRS ir darbavietu pievilciba, kas nosaka darbinieku profesionalas attistibas limeni.

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

Atbilstosi mérkim ir izvirziti $adi promocijas darba uzdevumi:

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

- darbinieku profesionalas attistibas ka miizizglitibas sastavdalas analize;

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

- metodologijas izstrade, kas talak darba tiks izmantota Latvijas robezsargu profesionalas attistibas
ilgtsp&jigas vadibas empiriskaja izpete.

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

- darbinieku profesionalas attistibas lomas izp&te misdienu pasaules valstu ekonomiskaja
veiktspgja;

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

3) Latvijas robezsargu profesionalas attistibas un tas ilgtsp€jigas vadibas empiriska novertesana,
t.sk.:

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

- Latvijas robezsargu profesionalas attistibas l[imena novertésana saistiba ar darbavietu pievilcibu;
- optimalas pieejas noteikSana Latvijas robezsargu profesionalas attistibas ilgtsp&jigai vadibai.

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

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

Visparzinatniskas empiriskas metodes: satura analize — Latvijas VRS darba vides izpétei,
regresijas analize — Latvijas robeZsargu profesionalas attistibas limena noveértéSanai saistiba ar
darbavietu pievilcibu (c€lonu-seku, nevis tikai korelativas sakaribas noteiksanai), vid€jo lielumu
salidzinasanas metode (ar atskiribu statistiska nozimiguma noteikSanu ar p-vertibu) — darbinieku
profesionalas attistibas limena un darbavietu pievilcibas salidzinasanai Latvijas VRS teritorialajas
struktlirvienibas, ka arT darbinieku profesionalas attistibas lomas izp&tei musdienu pasaules valstu
ekonomiskaja veiktsp&ja (pedejam tiek izmantota arT korelacijas analize un diskriminantu analize);
sociologiskas aptaujas metode — Latvijas robezsargu ar darbu saistito vértibu un profesionalas
attistibas un tas ilgtsp&jigas vadibas empiriskajai noverteésanai.

Specialas ekonometriskas un vadibzinatnes metodes: uz ekspertu vérte¢jumiem balstita SVID
analize — Latvijas VRS darba vides stipro un vajo pusu, iesp&ju un draudu noteikSanai; hierarhiju
analizes metode — optimalas pieejas noteikSanai Latvijas robezsargu profesionalas attistibas
ilgtsp&jigai vadibai; variacijas analize — stradajoSo meéneSa vidgjas bruto darba samaksas
regionalas variacijas izp&tei Latvijas ekonomika un nozaré “Valsts parvalde un aizsardziba,
obligata sociala apdroSinasana”; N. Amundsona izstradatais kompetences modelis — darbinieku
profesionalas attistibas Iimena novertésanai.

Promocijas darba uzdevumu risinasanai izmantotie materiali un empiriskie dati:

- Latvijas ilgtsp&jigas attistibas strat€gija Iidz 2030. gadam;
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- Latvijas VRS darbibas stratégija 2020.g.—2022.9.;

- Latvijas VRS publiskie parskati ar statistiskajiem un finansu datiem;

- petijuma t€mai veltitas zinatniskas publikacijas, promocijas darbi;

- publikacijas un Latvijas VRS vaditaju intervijas masu medijos;

- publiski pieejamas datu bazes (pieméram, G. Hofstedes datu baze ar pasaules valstu societalas
kultiiras mérjjumiem);

- sekundarie empiriskie dati par 2018.g.—2020.g. no Biznesa skolas pasaulei ikgadg&ji publicétajiem
parskatiem par Globalas talantu konkurétspéjas indeksu (GTKI)® vairak neka 100 pasaules valstis
(ieskaitot visas ES valstis);

- primarie empiriskie dati no Latvijas robezsargu (virsnieku un instruktoru) sociologiskas aptaujas,
kuru autors veica 2022. gada VRS Ludzas un Daugavpils parvaldg, aptaujajot 182* robezsargus
vinu profesionalas attistibas limena novertéSanai saistiba ar darbavietu pievilcibu un 166
robezsargus — G. Hofstedes societalas kultiiras me&rjjumu aprékinasanai;

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

Pétijuma kvantitativo datu apstradei izmantotas datorprogrammas:

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

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

Pétijjuma pamatjédzieni ir darbinieku profesionala attistiba, ilgtsp&jiga vadiba un darbavietas
pievilciba. Darbinieku profesionala attistiba konceptuali tiek saprasta ka muzizglitibas sastavdala,
bet empiriski — ka Globalas talantu konkurétsp&jas indeksa (GTKI) komponents “Darbinieku
profesionala attistiba” (tas izpétei makroliment) (Business School for the World (INSEAD) et al.,
2018, 2019, 2020) un darbinieku kopkompetence robezsargu profesionalas attistibas Iimena izp&tei
mikrolimeni (N. Amundsona izstradatais kompetences modelis (Amundsons, 2016)). Ilgtsp&jigas
vadibas jédziens tiek definéts ka jauns realas vadibas veids, nemot véra organizacijas darbibas
ilgtermina ietekmi uz ekonomiku, ekologiju, socialo sféru, kultiiru un politiku (Stead J.G., Stead
W.E., 2014). Pie tam, visam piecam ilgtsp&jigas vadibas dimensijam jabut institucionalizétam, t.i.,
ieklautam organizacijas ieks€jas strat€giskas vadibas komponentSs. Savukart, darbavietas
pievilciba ir subjektiva paradiba, kas balstas uz darbinieku un pretendentu sniegta
vertibnoveértéjuma, apsverot iesp&ju stradat organizacija, un empiriski tiek interpretéta ar desmit
faktoriem (droSiba, vieta, attiecibas, atziniba, ieguldijums, darba atbilstiba, elastigums, macisanas,
atbildiba, inovacijas) — saskana ar N. Amundsona, M. Korbjéra un V. Neduhas izstradato
metodiku, ko sauc par darbavietu pievilcibas faktoru modeli (Amundsons, 2016).

3 Muzizglitiba un taja ietilpstosa darbinieku profesionala attistiba ir Globalas talantu konkurétsp&jas indeksa komponenti (Business
School for the World (INSEAD) et al., 2018, 2019, 2020).
4 “Minimalajai izlasei socialo zinatnu p&tijumos jabut 30200 cilvékiem” (Kish, 1965).
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Autora izstradata Latvijas robezsargu profesionalas attistibas ilgtsp&jigas vadibas izpétes
metodologija ietver:

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

- darbinieku profesionalas attistibas Iimena novértésanas metodiku saistiba ar darbavietas
pievilcibu (skat. 1.3.2. sadalu), kas balstas uz Latvijas robezsargu sociologiskas aptaujas metodi;
- optimalas pieejas noteikSanas metodiku Latvijas robezsargu profesionalas attistibas ilgtsp&jigai
vadibai (skat. 1.3.3. sadalu), kas balstas uz hierarhiju analizes metodi.

Pétijuma ierobezojumi. Petijuma ietvaros veikta empiriska izpéte aptver divas Latvijas VRS
teritorialas struktiirvienibas: Ludzas parvaldi un Daugavpils parvaldi. Lidz ar to, empiriskas
izpetes rezultati tiek attiecinami ne uz visu Latvijas VRS, bet uz tas noteikto dalu — konkréti, tiem
Latvijas robezsargiem (virsniekiem un instruktoriem), kuri dien€, pirmkart, uz sauszemes robezas,
un, otrkart, uz ES argjas austrumrobezas. PaSreiz€jos geopolitiskajos apstaklos abiem Siem
aspektiem ir gan TpaSa nozime, gan ari sava specifika.

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

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

Darba otraja dala tiek pétita darbinieku profesionalas attistibas loma miisdienu pasaules valstu
ekonomiskaja veiktspeja (kas ir fons Latvijas robezsargu profesionalajai attistibai, jo robezsargi
ar1 ir darbinieki), ka ar1 tiek analiz€ta Ilgtsp&jas indeksa ka ilgtsp€jigas vadibas instrumenta
lietoSanas pieredze Latvija.

Darba treSaja dala tiek analizéta Latvijas Valsts robezsardzes darba vide, kas veido Latvijas
robezsargu profesionalas attistibas ilgtsp€jigas vadibas kontekstu, tiek novertéts Latvijas
robezsargu profesionalas attistibas Iimenis saistiba ar darbavietu pievilcibu, ka ari tiek noteikta
optimala pieeja Latvijas robeZsargu profesionalas attistibas ilgtsp&jigai vadibai.

Darba nobeiguma ir formuléti galvenie atzinumi un pétijjuma rezultati, secinajumi, noteiktas
problémas un izstradatas rekomendacijas to risinasanai.

Promocijas darba zinatniska novitate:

- izveidots konceptualais pamatojums darbinieku profesionalas attistibas ilgtsp€jigas vadibas
izpétei;

- piedavatas un analizetas divas papildu dimensijas ilgtsp€jiga vadiba: kultiras un politiska;

- izstradata kompleksa metodologija darbinieku profesionalas attistibas ilgtsp&jigas vadibas
1zpéetei;

- zinatniski pamatota Latvijas VRS darba vides izpéte;

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

Promocijas darba praktiska nozime:

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

- robeZzsardzes specifikai pielagotais aptaujas instrumentarijs var tikt izmantots nakotnes
petijumiem;

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

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

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

Talak seko darbinieku profesionalas attistibas lomas izpéte misdienu pasaules valstu
ekonomiskaja veiktsp€ja un Ilgtsp&jas indeksa ka vadibas instrumenta lietoSanas pieredzes analize
Latvija. Tas ir makro- un mezofons, uz kura notiek ar1 Latvijas robeZsargu profesionalas attistibas
ilgtsp&jiga vadiba.

Petijumu noslédz Latvijas robezsargu profesionalas attistibas empiriska ilgtsp€jigas vadibas
novértésana (mikrolimenis), kas ietver Latvijas VRS darba vides analizi, Latvijas robezsargu
profesionalas attistibas l[imena novértésanu saistiba ar darbavietu pievilcibu un optimalas pieejas
noteikSanu Latvijas robezsargu profesionalas attistibas ilgtsp&jigai vadibai.

AizstaveSanai izvirzitas tezes:

1) muzizglitibas stavoklis kopuma un jo Ipasi darbinieku profesionalas attistibas [imenis ir ne tikai
faktors, bet arT indikators valstu ekonomiskajai veiktsp€jai miisdienu pasaulg;

2) “sabiedriba, kas macas” viennozimigi tiek uzskatama par celu uz konkurétspgjigu valsti ar
augstu ekonomisko veiktsp&ju, bet Latvija nav tada sabiedriba;

3) Latvijas VRS darba vidi nevar viennozimigi raksturot, ka robezsargu profesionalas attistibas
ilgtsp&jigai vadibai labveligu kontekstu;

4) optimala pieeja Latvijas robezsargu profesionalas attistibas ilgtsp&jigai vadibai ir ties$a, nevis
caur darbavietu pievilcibu, darbinieku profesionalas attistibas sekmésana.

Galvenie atzinumi un pétijuma rezultati

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

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

1. Latvijas terminologiskaja telpa paradas jauns termins — “sabiedriba, kas macas”, un tas attistibu
veicina tris galvenie faktori: informacijas sabiedriba, zinatniski tehnologiska vide un ekonomikas
internacionalizacija. Miisdienu socialaja zinatn€ “sabiedriba, kas macas” tiek uzskatama par idealu
un ekonomiski optimalu izglitibas attistibas modeli. Konceptu “sabiedriba, kas macas” relativi sen
peta un aktivi izmanto starptautiskaja zinatniskaja telpa, bet praktiski neizmanto Latvija (katra zina
— latvieSu valoda).

2. Tadas krizes ka Covid-19 pandémija paatrina vésturiski determinétas tendences un procesus ari
miuzizglitibas joma. Miisdienas rodas lieliska iespgja: jau sen nepiecieSama sist€miska
pielagosanas atbilstoSakam izglitibas formam ieguva unikalu impulsu. Jaunu izglitibas sistému
raSanas periodu var saisinat, pateicoties inovativajiem procesiem, kurus ierosinaja vai paatrinaja
pandémija. Kopgjais muzizglitibas (t.sk., darbinieku profesionalas attistibas) mérkis ir panakt, lai
ikviens varétu sekmigi tikt gala ar dzivi pastavigi mainigaja pasaulg.

3. Socialo zinatnu parstavjiem tiek izvirzits §ads peétniecisks jautajums: ja atbilde ir miizizglitiba,
tad kur ir probléma? Promocijas darba autora skatfjuma, galveno problému (kura savukart varétu
liecinat par citam sléptajam problémam) veido tas, ka, saskana ar ESAO empiriskajiem datiem,
daudzas ESAO valstis joprojam nav ‘“sabiedribas, kas macas”, jo 1paSi tas attiecas uz to
nodarbinato iedzivotaju dalu, kurai visvairak butu jamacas, — uz darbiniekiem ar zemu prasmju
Itmeni.

4. Ieprieksgjos laikos cilvéces ilgtsp&ja tika uzskatita par passaprotamu un neizpaudas, ka tieSais
mérkis. Tacu p&dgjo desmitgadu laika starptautiskaja zinatniskaja telpa ir notikusi ar vadibu
saistito koncepciju evolicija ilgtsp&jigas stratégiskas vadibas virziena, un musdienu vadibas
galvena 1pasiba ir tas ilgtsp€jigais raksturs un koncentréSanas tiesi uz ilgtsp€jas merka sasniegSanu.
Ar vadibu saistito koncepciju evoliicija notika sekojosa cela: stratégiska planosana — stratégiska
vadiba — stratégiska ilgtsp&jas vadiba — ilgtsp&jiga stratégiska vadiba — ilgtsp€jiga vadiba.

5. Autors uzskata, ka ilgtsp&jigai vadibai miisdienas biitu jabalstas ne uz trim (ekonomiska, sociala
un ekologiska), bet uz piecam dimensijam (Quintuple Bottom Line), ietverot ekonomisko, socialo,
ekologisko, kultiiras un politisko dimensiju. Ilgtsp&jigas vadibas galveno uzdevumu un pat misiju
miusdienu pétnieki formul€ ka ilgtsp&jas kultiiras radiSanu vadiba. Organizacijam ir jaspgj reagét
uz argjiem ilgtspejas virzitajspekiem, ieklaujot ilgtsp&ju tas iek$gjas strategiskas vadibas
komponentgs.

6. Viens no nozimigakajiem elementiem ilgtsp€jigas vadibas sasniegSana ir tas institucionalizacija,
t.1i. par ilgtsp€jigi vaditam var nosaukt tas organizacijas, kuras izveidoja ar ilgtsp&ju saistitas
vadibas struktiiras, ka ar izstradaja ilgtsp&jas programmas. Sis vadibas struktiiras, kas ir balstitas
uz ilgtsp€jas programmam, praktiski realiz€ ilgtsp&jigas vadibas secigus principus, lai ilgtsp€ja
tiktu ieklauta organizacijas iek$gjas stratégiskas vadibas komponentos. Pasaulé vairak neka 13
triljoni ASV dolaru tiek iegulditi aktivos, kas ir parvalditi péc ilgtsp€jigas vadibas principiem.

7. Darbinieku profesionalas attistibas ilgtsp&jigas vadibas konceptuala izpratne ekonomiskas
paradigmas ietvaros balstas uz sekojoSiem momentiem: darbinieku profesionalas attistibas
ilgtsp&jigas vadibas galamerkis ir konkurétsp&jiga valsts ar augstu ekonomisko veiktsp&ju; $1
galameérka sasniegSanas mehanisms ir “sabiedriba, kas macas”, stradajot pievilcigajas darbavietas;
galamérka sasniegSanai tiek formul&ti pamatuzdevumi, kas ietver darbinieku motivéSanu
profesionali attistities visa darba miiza garuma, profesionalas attistibas iesp&ju pieejamibas
nodroSinasanu darbiniekiem, profesionalas attistibas pakalpojumu pieprasijuma un piedavajuma
saskanosanu, darbinieku profesionalas attistibas integrésanu ikdienas darba procesa; So uzdevumu
izpildes instrumenti ietver pasu darbinieku, privata un publiska sektora, ka arT starptautisko fondu
un organizaciju ieguldijumu.
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8. Par vispiemérotako instrumentu darbinieku profesionalas attistibas empiriskajai noverté€sanai
makrolimeni autors uzskata muzizglitibas un darbinieku profesionalas attistibas raditajus no
Pasaules biznesa skolas izstradata Globalas talantu konkur&tspgjas indeksa (GTKI), ar kura
palidzibu var sasaistit konceptualo izpratni par darbinieku profesionalas attistibas ilgtsp&jigu
vadibu, ka arT par valsts konkurétsp€ju un tas augsto ekonomisko veiktsp€ju, no vienas puses, un
empiriskiem noveérojumiem $aja joma, no otras puses.

9. Ja darbinieku profesionalas attistibas joma Latvija pasaules valstu vidil ienem aptuveni vidéju
poziciju (precizak, mazliet augstaku par vidgju), tad ES valstu vidu Latvija pastavigi ienem
poziciju, zemaku par vidéju: 17. vieta 2018. gada, 19. vieta 2019. gada un 2020. gada atkal 17.
vieta 27 atlikuso ES valstu vidai. Savukart vislabaka situacija darbinieku profesionalas attistibas
zina verojama Rietumeiropas un Ziemeleiropas valstis — Zviedrija, Luksemburga, Niderlandg,
Somija. Tadgjadi empiriskie dati liecina, ka Latviju nevar uzskatit par “sabiedribu, kas macas”.
10. Iesp&jama atbilde (ko autors empiriski parbaudija, pielietojot Cetras datu analizes kvantitativas
metodes) uz jautajumu par to, kap&c Latvija lidz Sim bridim nav uzskatama par “sabiedribu, kas
macas”, varétu biit tas, ka darbinieku profesionalas attistibas loma miisdienu pasaules valstu
ekonomiskaja veiktspgja realitateé nav parak nozimiga un tadgjadi nepiesaista nedz pasu
darbinieku, nedz vinu darba dev&ju uzmanibu.

11. Regresiju analizes rezultati tomer apstiprinaja to, ka miisdienu pasaules valstts miizizglitiba un
darbinieku profesionala attistiba ir statistiski nozimigie faktori, kas nosaka rezultatu — valstu
ekonomisko veiktsp&ju. Pie tam muzizglitiba ir vienigais no trijiem GTKI talantu attistiSanas
apakSindeksa komponentiem, kas triju gadu garuma statistiski nozimigi palielindja valstu
ekonomisko veiktsp&ju. Savukart darbinieku profesionala attistiba ir vienigais miuzizglitibas
komponents, kas triju gadu garuma statistiski nozimigi palielinaja valstu ekonomisko veiktsp&ju
miusdienu pasaulg.

12. Diskriminantu analizes rezultati apliecinaja: ja valst1 ir augsts muiZizglitibas stavokla raditajs /
augsts darbinieku profesionalas attistibas Itmenis, tad ta, visticamak, neietilps valstu grupa ar
vidgjiem / zemiem iedzivotaju ienakumiem, bet turklat ir mazak acimredzami, ka ta ietilps valstu
grupa ar augstiem iedzivotaju ienakumiem. Tatad, mizizglitiba un, konkréti, darbinieku
profesionala attistiba ir ne tikai miisdienu pasaules valstu ekonomisko veiktsp&ju veicinoss faktors,
bet ar1 tas indikators, jo miZizglitiba un darbinieku profesionala attistiba pieprasa lielas
investicijas un / vai macisanas kultiiru.

13. Autora izstradata Latvijas robezsargu profesionalas attistibas ilgtspgjigas vadibas izpéetes
metodologija ietver: Latvijas VRS darba vides analizes metodiku, kuras rezultati tiek apkopoti ar
SVID analizes metodi; darbinieku profesionalas attistibas limena noveértéSanu saistiba ar
darbavietu pievilcibu, kas balstas uz Latvijas robezsargu sociologiskas aptaujas metodi un tas
rezultatu kvantitativo analizi; optimalas piecjas noteikSanas metodiku Latvijas robeZsargu
profesionalas attistibas ilgtsp&jigai vadibai, kas balstas uz hierarhiju analizes metodi.

14. Latvijas VRS darba vidi nevar viennozimigi raksturot, ka robezsargu profesionalas attistibas
ilgtsp&jigai vadibai labvéligu kontekstu, jo vienlaikus ar stimul&joSiem faktoriem (pieméram,
darba kulturas vertibu relativa vienlidziba robeZsargu profesionalajas un teritorialajas grupas vai
robezsargu apmacibas pasakumi ekologiski drosam darbam ar jaunajam tehnologijam) pastav ari
tie faktori, kas veido jaunus izaicinajumus Latvijas robeZzsargu profesionalajai attistibai —
piemé&ram, cilvékresursu nepietickamiba un Latvijas VRS personala novecoSana, ka ar1 robezu
tehnologizacija.

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

16. Darba vienibas koncepts varétu klit art par jaunu vadibzinatnes jédzienu, kas ir defingjams
apmé&ram $adi: darba vieniba ir pievienotas vertibas radiSanas subjekts darba procesa, kas [darba
vieniba] sastav no darbavietas ar visam savam Ipatnibam un konkréta darbinieka ar vina
profesionalo kapacitati, neatraujot vienu no otra ilgtspejigas vadibas procesa. Tatad, darbinieku
profesionalo attistibu darba vienibu ietvaros teorétiski var vadit, izmantojot divas pieejas:
pastarpinati — caur darbavietu pievilcibu; pa tieSo — sekmgjot esoSo darbinieku profesionalo
attistibu.

17. Latvijas robezsargu profesionalas attistibas tiesa vadiba ir ta pieeja, kura ekspertu vert§juma ir
optimala miisdienu apstaklos, kaut gan §1s pieejas parsvars pari vadibai caur darbavietu pievilcibu
ir neliels — 0,54 procentpunkti pret 0,46. Tomér prioritaté ir Latvijas robezsargu profesionalas
attistibas tieSa vadiba (kas ietver maciSanas kultiiras kultivéSanu robezsardzg, personigo pieméru
no robezsardzes vaditaju puses, tie$as stimul&josas sarunas ar robezsargiem u.tml.), pamatojoties,
galvenokart, uz §is pieejas lielaku ekonomisko efektivitati, t.i., ta ir biitiski 1etaka un ar labu
rezultatu.

Probléemas un to iespéjamie risinajumi

1. probléma. Cilvékresursu nepietickamiba Latvijas Valsts robezsardzé — Sobrid to deficits
kopuma veido 12-13%.

Iespéjamie risinajumi:
1) IekSlietu ministrijas kompetence: robezsargu ménesa vid€jas bruto darba samaksas relativi lielas
regionalas variacijas mazinasana, jo Tpasi nemot véra to, ka tiesi visvairak “apdalitajos” regionos
— Latgalé un Vidzeme — atrodas ES ar€ja robeZa ar vislielako darba spriedzi;
2) Latvijas Valsts robeZsardzes vadibas kompetencé: jakultivé meérktieciga cilvekresursu
ilgtsp&jiga vadiba un maciSanas kultira (balstoties uz pozitivo tendenci — VRS personala ar
augstako izglitibu patsvara uzturéSanu pietiekoSi augsta limeni), ar to sekmgjot darbavietu
pievilcibu robeZsardze.

2. problema. Robezsargu (jo Ipasi vecaka gadagajuma) nepietickama kapacitate produktivi
stradat ar jaunajam tehnologijam un aprikojumu.

Iespéjamie risinajumi:
1) valsts valdibai, ka sociali atbildigam darba dev&jam ir javeic investicijas valsts robezsardzes
cilvekresursu profesionalaja attistiba, piedavajot robeZsargiem tehnisko ekspertu vaditas
sistémiskas apmacibas darbam ar jaunajam tehnologijam un specifisko aprikojumu;
2) Latvijas Valsts robezsardzes vadibas kompetence: motivét un atbalstit robezsargus vinu
profesionalaja attistiba, jo 1paSi specializ€to iemanu apgiiSanas joma darbam ar jaunajam
tehnologijam un specifisko aprikojumu, pievérSot Ipasu uzmanibu ari paSu robezsargu
psihologiskajai labsajiitai pastavigi mainigajos darba apstaklos.

3. problema. Latvijas Valsts robezsardze ilgtsp&jigai vadibai nav institucionala pamatojuma,
ti., ta netiek ieklauta organizacijas ieksgjas strategiskas vadibas komponent@s: strategiskajas
prioritatés, vadibas mérkos u.tml.

Iespéjamie risinajumi:

1) Latvijas Valsts robezsardzes vadibas kompetence: atspogulot ilgtsp&jigas vadibas dimensijas

Valsts robeZsardzes darbibas strat€gija un ari Valsts robezsardzes publiskajos parskatos;

2) Latvijas Valsts robezsardzes vadibas kompetence: Valsts robezsardzei biitu japiedalas Latvijas

Korporativas ilgtsp&jas un atbildibas instituta izstradataja Ilgtsp&jas indeksa ikgadgja
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pasnovertésana, lai monitorétu savu ilgtsp&ju un kultivétu ilgtsp€jas filozofiju, kas caurvitos ar
Valsts robezsardzes ikdienas darbibu.

4. problema. Zema “institucionala uzmaniba” pret Latvijas robezsargu starpkultiiru
kompetenci, kas noteikti bremzg vinu profesionalo attistibu, jo Tpasi migracijas krizes apstaklos uz
Latvijas-Baltkrievijas robezas.

Iesp€jamie risinajumi:

1) Latvijas Valsts robezsardzes vadibas kompetencg: attistit robezsargu starpkultiiru kompetenci
institiicionalaja Itmeni, kombin&jot teorétisko un praktisko pieeju, nodroSinot vadlinijas
starpkultiru kompetences attistiSanai valsts robezsardzes strat€giskas darbibas dokumentos,
organizgjot specializétas apmacibas kursus, daloties pieredze, analiz&jot apguto materialu uz
konkrétajiem piemeriem;

2) socialajas zinatnés stradajoSo petnieku kompetence: veikt zinatniskos petijumus par darbinieku
starpkultiiru kompetenci robezsardzg vai citas militarizetas institlicijas (autoram neizdevas atrast
Latvija tadus pétijumus — pat A. Indriksona promocijas darba “Komunikacijas prasmes veidosanas
robezsargu profesionalaja sagatavosana” (2017) starpkultiru kompetence nav minéta).

SUSTAINABLE MANAGEMENT OF THE PROFESSIONAL
DEVELOPMENT OF LATVIAN BORDER GUARDS

The scientific advisor of the Ph.D. thesis:
Professor, Dr.paed. Dzintra Ilisko, Institute of Humanities and Social Sciences of Daugavpils
University.

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

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

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

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

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

Data from reports of the SBG of Latvia also show that the interest of Latvian border guards in
professional development and higher education has hardly increased in recent years. If in 2014 the
number of officials who graduated from the advanced training program “Border Guard” was 100
people (Latvijas Valsts robezsardze, 2015), then in 2020 — 90 people (Latvijas Valsts robezsardze,
2021a); the number of officials who graduated from the 1st level professional higher education
program “Border Guard” in 2014 was 31 people (Latvijas Valsts robezsardze, 2015), in 2020 — 44
people (Latvijas Valsts robezsardze, 2021a); the number of officials who graduated from the 2nd
level professional higher education bachelor program “Border Guard” in 2014 was 12 people
(Latvijas Valsts robezsardze, 2015), in 2020 — 19 people (Latvijas Valsts robezsardze, 2021a). As
a result, the distribution of personnel (officials and employees) of the SBG of Latvia by level of
education has not changed since 2014: 43.7% with higher education versus 56.3% with secondary

> The problem is that in Latvia there is no publicly available statistics on the existing risks in the field of state border security, so
the author, justifying the relevance of the topic of the Ph.D. thesis, should proceed from individual facts, and not from systematic
statistics. For example, on the official website of the Central Statistical Bureau (CSB) of Latvia, the list of crimes does not include
cases of illegal border crossing, cases of illegal movement of goods across the border or cases of violation of the border regime
(Latvijas Republikas Centralas statistikas parvalde, 2022).

6 National Armed Forces, State Police, School of Public Administration, State Revenue Service, Office of Citizenship and
Migration Affairs, Information Center of the Ministry of the Interior and others.
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education in 2014 (Latvijas Valsts robezsardze, 2015) and 43.5% with higher education versus
56.5% with secondary education in 2020 (Latvijas Valsts robezsardze, 2021a).

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

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

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

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

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

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

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

In accordance with the purpose, the following tasks of the Ph.D. thesis are set:

(1) development of a conceptual framework for a study, i.e. theoretical and methodological aspects
of studying sustainable management of the professional development of employees, including:

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

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

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

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

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

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

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

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

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

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

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

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

General scientific empirical methods: content analysis for investigating the work environment
of the SBG of Latvia, regression analysis for assessing the level of professional development of
the Latvian border guards in relation to the attractiveness of jobs (to establish a causal
relationships, and not just a correlative ones), the method of comparison of means defining the
statistical significance of differences with p-value for comparing the level of professional
development of employees and the attractiveness of jobs in the territorial divisions of the SBG of
Latvia, as well as for studying role of the professional development of employees in the economic

7 In particular, Ludza division (headed by the author) and Daugavpils division (which is similar to Ludza division in terms of size,
capacity and specifics of work) of the SBG of Latvia are compared.
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performance of the modern world countries (for the latter, correlation analysis and discriminant
analysis are also used); sociological survey method for the empirical assessment of Latvian border
guards’ work-related values, their professional development and its sustainable management.

Special econometric and managerial methods: SWOT analysis based on experts’ assessments
for identifying the strengths, weaknesses, opportunities and threats of the work environment in the
SBG of Latvia; Analytical Hierarchy Process (AHP method) for identifying an optimal approach
to sustainable management of the professional development of Latvian border guards; variation
analysis for studying regional variation of the average monthly gross salary of employees in the
Latvian economy and its sector “Public Administration and Protection, Compulsory Social
Insurance”; the model of competence developed by N. Amundson for assessing the level of
professional development of employees.

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

- Sustainable Development Strategy of Latvia until 2030;

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

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

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

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

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

- secondary empirical data for 2018-2020 from the Business School’s for the World (INSEAD)
annual reports on the Global Talent Competitiveness Index® (GTCI) in more than 100 countries of
the world (including all EU countries);

- primary empirical data of a sociological survey of Latvian border guards (officers and
instructors), which the author conducted in 2022 in Ludza and Daugavpils divisions of the SBG
of Latvia, interviewing 182° border guards to assess their level of the professional development in
relation to the attractiveness of jobs and 166 border guards — to calculate indicators of cultural
dimensions by G. Hofstede;

- primary empirical data of an expert survey of officers of the SBG of Latvia, which the author
conducted in 2022 in Ludza, Daugavpils and Vilyaka divisions, interviewing 7 experts-officers
(with work experience in the SBG of Latvia from 22 to 29 years) in order to assess different
approaches to the sustainable management of the professional development of Latvian border
guards.

Software used to process quantitative empirical data:

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

Conceptual framework of the Ph.D. thesis. In this study, the professional development of
employees is conceptually included in lifelong learning, which is actively studied both in Latvia
(B. Rivzha, A. Sannikova, M. Petersone and others) and around the world (F. Galindo-Rueda,
A. Vignoles, A.Jenkins, A.Wolf, S. Seryakova, V. Kravchenko and others). In turn, the
conceptual understanding of sustainable management is based on a Triple Bottom Line (economic,
social and environmental sustainability) (J.G. Stead, W.E. Stead, Sh. Bonini, S. Swartz, T. Galpin,
J. Hebard, S. Suriyankietkaew, Ph. Petison), which the author supplemented with two more
dimensions — cultural and political, turning it into a Quintuple Bottom Line (K. Szymczyk), which
includes economic, social, environmental, cultural and political dimensions.

8 Lifelong learning and one of its indicators ‘Professional development of employees’ are components of the Global Talent
Competitiveness Index (Business School for the World (INSEAD) et al., 2018, 2019, 2020).
9 “The minimum sample size for a social science study should be 30-200 people” (Kish, 1965).
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The main terms of the study are the professional development of employees, the sustainable
management and the attractiveness of jobs. The professional development of employees is
conceptually understood as a part of lifelong learning, and empirically — as a component
‘Professional development of employees’ of the Global Talent Competitiveness Index (GTCI) for
its assessment at the macro level (Business School for the World (INSEAD) et al., 2018, 2019,
2020) and as the overall competence of employees (the model of competence developed by N.
Amundson (Amundsons, 2016)) for assessing the level of professional development of Latvian
border guards at the micro level. The term of sustainable management is defined as a new type of
real management that considers the long-term impact of the organization's activities on the
economy, ecology, social sphere, culture and politics (Stead J.G., Stead W.E., 2014).
Furthermore, all five aspects of sustainable management must be institutionalized, i.e. included in
the internal components of the strategic management of the organization. In turn, the attractiveness
of jobs is a subjective phenomenon based on the assessment of employees and applicants when
considering the opportunity to work in the organization and empirically interpreted with ten factors
(safety, place, relationships, recognition, contribution, work suitability, flexibility, learning,
responsibility, innovation), according to the technique by N.Amundson, M. Corbiere
(M. Corbiere) and V. Neduha (Amundsons, 2016).

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

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

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

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

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

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

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

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

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

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

Scientific novelty of the Ph.D. thesis:

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

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

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

- scientifically substantiated study of the work environment in the SBG of Latvia has been realized,;
- anew concept of working unit (job + employee), which could become a new term of management
science, has been defined.

Practical significance of the Ph.D. thesis:

- the developed methodology can be used at any institution for sustainable management of the
professional development of employees;

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

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

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

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

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

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

Statements are presented for defense:

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

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

(3) the work environment in the SBG of Latvia cannot be unambiguously characterized as a context
favorable for sustainable management of the professional development of border guards;
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(4) the optimal approach in sustainable management of the professional development of Latvian
border guards is to directly promote the professional development of employees, and not through
the attractiveness of jobs.

Main provisions and results of the study

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

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

Conclusions

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

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

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

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

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

6. One of the most important elements in achieving sustainable management is its
institutionalization, i.e. those organizations that have established governance structures related to
sustainability and have developed sustainability programs can be defined as sustainably managed.
These governance structures, which are based on sustainability programs, practically implement
the consistent principles of sustainable management, so that sustainability is included in the
internal components of the strategic management of the organization. Worldwide, more than $13
trillion is invested in assets managed in accordance with the principles of sustainable management.
7. The conceptual understanding of sustainable management of the professional development of
employees within the economic paradigm is based on the following provisions: the goal of
sustainable management of the professional development of employees is a competitive country
with high economic performance; the mechanism for achieving this goal is a learning society
working in attractive jobs; to achieve the goal, the main tasks are formulated, including the
motivation of employees for professional development throughout their working life, ensuring the
availability of opportunities for professional development of employees, coordinating the demand
and supply of professional development services, integrating the professional development of
employees into the daily workflow; tools to accomplish these tasks include contributions from
employees themselves, private and public sectors, as well as international foundations and
organizations.

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

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

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

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

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

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

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

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

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

Problems and their possible solutions

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

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

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

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

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

Possible solutions:

(1) in the competence of the leadership of the SBG of Latvia: reflecting aspects of sustainable
management in the strategy of the SBG, as well as in public reports of the SBG;
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(2) in the competence of the leadership of the SBG of Latvia: the SBG has to participate in the
annual self-assessment of the Sustainability Index, developed by the Latvian Institute for
Corporate Sustainability and Responsibility, in order to monitor its sustainability and develop a
philosophy of sustainability that will permeate the day-to-day activities of the SBG.

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

Possible solutions:

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

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