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Anotacija

Promocijas darbu veido tematiski vienota piecu zinatnisko publikaciju kopa, kas sist€émiski — kopsais-
titi vienojot dalas veselaja — atspogulo promocijas darba autores pétnieciska un izglitojosa darba logisko
virzibu un rezultatus laika posma no 2003. lidz 2007.gadam.

Petijuma mérkis — sistémiski pétit vadibas izglitibas biitibu, teorijas atzinas un pieredzi, noskaidrojot
misdienu sabiedribas prasibam nepiecieSamo no Eiropas un pasaules pieredzes. Promocijas darba izstrades
laika ir veikta normativo aktu, teorétiskas literatiiras un empirisko pétijumu rezultatu analize: gan par vis-
par&jiem vadibas principiem un to mainu atbilstigi situacijai, gan ieintereséto pusu vietu, lomu un prasibam,
taja skaita arT augstakas izglitibas problémam, pieredzi un tendencém gan Latvija, gan pasaulge.

Lai izzinatu realo situaciju Latvijas organizacijas izmantotajas vadibas metodes, 2006. gada veikts
empirisks pétijums (578 respondenti) par vadibas procesiem. Sis pétijums organiski ieklaujas kopgja darba,
ta rezultati atspoguloti 3 zinatniskajas publikacijas. Empiriska petijuma rezultatu apkopojums un
interpretacija rada c€lonus dalai no Latvijas darbasp&ka problémam un iezZimg risinajuma celus.

Apjomigaka un inovativaka promocijas darba sastavdala ir monografisks darbs — gramata “Apseglot par-
mainu v&jus. Stratégiska un parmainu vadiba”, kura sisteémiski atlasitas Latvijas ilgtsp&jigai atfistibai nepieciesa-
mas teorétiskas atzinas no plasa zinatniskas literattiras klasta (98 avoti), ko ilustr&josi papildina Latvijas pie-
méri. Gramata rakstita lietiSkaja latvieSu rakstu valodas stila. Tai ir pietickama zinatnisko elementu baze (teori-
ju atlase un analize, dazadu autoru viedoklu salidzinajums, korektas atsauces), gramata ir recenz€ta un domata pla-
Sam lasTtaju lokam: visiem, kam nepiecieSama informacija un izpratne par patlaban vadibzinatné un vadiSana
reali notickoso Latvija un pasaulé. Gramatas nozimi vairo tas uzsvars uz Latvijai svarigiem parmainu procesiem.

Petijumu gaita apzinatas miisdienu sabiedribai nepiecieSama miusdieniga vadibas izglitibas modela
sastavdalas, akcentéts, ka ir nepiecieSama visaptverosa sist€miska pieeja. Tad problémas, sasniegumus un
ieteikumus var apkopot un kopsaistiti analizét ne vien Saura specialistu loka, bet to rezultatus un ieteikumus
miusdienigai vadibai publiskot dazada spektra informacijas avotos. Ta veicinot iesp&jami plasu miisdienigas
vadibas ideju un labakas pieredzes izplatiSanu no starptautiskas nozimes zinatniskam publikacijam un
praktiskas izmantoSanas studiju procesa lidz publikacijam plassazinas lidzek]os.

Atbilstigi tematam un aizstavésanai izvirzitajam t€z€m, promocijas darbam pievienota virkne autores
publikaciju citos izdevumos, ta akcent€jot izglitibas paradigmas transformaciju, kas Eiropa iezimé&ta ar Bolo-
nas procesu un ir aktuala arT Latvija. Zinasanas par vadibu ir aktuali nepiecieSamas plasam Latvijas darbaspé-
jigo iedzivotaju lokam: no valsts un pasvaldibu institiicijas stradajosajiem, Iidz dazadu jomu privata sektora
parstavjiem.

Promocijas darbs izstradats Latvijas Universitates Pedagogijas un psihologijas fakultaté. Kopsavil-
kuma apjoms latvieSu valoda ir 44 lappuses, taja ir 17 att€li un 4 tabulas. Vienpadsmit pielikumi un
monografisks darbs — gramata ,,Apseglot parmainu v&jus. Stratégiska un parmainu vadiba” pievienoti

pamata eksemplaram.



levads

Valstiskas neatkaribas atgiisSana 1991.gada Latvijai deva iesp€ju iesaistities pasaulé notiekosajos eko-
nomiskajos un politiskajos procesos, sanemot gan pozitivos stimulus attistibai, gan sastopoties ar $k&rsliem
un problémam. ArT izglitibas un vadibas nozares nav iznémums. Sabiedribas izglitoSana ir biitiska parmai-
nu sekmgétaja, tacu ar7 vaditajiem un izglitotajiem jamainas lidzi laikam — gan saturiski, gan metodologiski,
talab Latvijas izglitibas vid€ ir notikuSas nopietnas parmainas. Dalgji tas ir saistitas ar Latvija notiekoSo,
bet dalgji — ar aktualajam tendenc€m pasaul@. Strauji attistas tehnologijas, pieaug informacijas un zinasanu
aprites temps, palielinas darbaspéka migracija un lidz ar to arT konkurence darba tirgi. Augot darbaspeka iz-
glitibas Iimenim, paaugstinas ta konkurétsp€ja un mobilitate, darbinieki kliist izveligaki un nesamierinas ar
jebkuru darbu jebkados apstaklos. Korekcijas ievies ari virkne citu mentalo, ekonomisko un tehnologisko parmai-
nu, kuru dé| ikvienam jaturpina izglitibas atjaunosana, jabiit gatavam iegit jaunas kvalifikacijas miiza garuma.

Latvijai, tapat ka visai Eiropas Savienibai un daudzam citam pasaules valstim, raksturiga zinasanas
balstita sociali ekonomiska attistiba, kuras pirmais un galvenais priekSnoteikums ir izglitoSanas miiza garuma
visas sabiedriskajas un saimnieciskajas dzives jomas (Bergeron, 2003). Viena no svarigakajam ilgtsp&jigas
attistibas un ar to saistitas muzizglitibas jomam ir daudzveidigo dzives procesu pilnvertigas vadibas prasmes
Visos tas veidos un Iimenos — no formalas lidz neformalajai un ikdieniSkajai, no mazu un lielu organizaciju
vadibas lidz ikviena cilvéka atbildibai par pasa dzives vadibu.

Latvijas Tpasa situacija ir saistita ar nepiecieSamibu atri un efektivi atlasit ieveribas vérto un izmantoja-
mo gan no pasaules ekonomiskas un vadibzinatnes domas klasikas, gan jaunajam metodém, piem&rojot tas
Latvijas straujas izaugsmes vajadzibam. Ta ka Latvija notiek ne vien kvantitativas, bet art kvalitativas uz-
skatu un procesu izmainas, butiska ir sistemologijas visparigo atzinu un konkr&tu sistémpieejas metozu
izmantoSana vadibas procesu pilnveidei. Dazados avotos un formas ieejamas informacijas apjomi ir milzigi,
talab jabiit skaidribai, kas, ka un kada noluka tiek atlasits un izmantots, lai pec tam izstradatu ieteikumus vadi-
bas izglitibas uzlaboSanai Latvija. Darba ar liela apjoma daudzveidigu informaciju Sodien ir japrot to atbilstosi

______

analizes un sistémsintézes kompetencu izmantoSana gan vadibas izglitiba, gan vadibas prakse.

Nemot véra vadibas plaSo diapazonu un nozimi ilgtsp€jiga uz zinaSanam balstita sociali ekonomis-
kaja attistiba, ka ar1 pasreiz€jo situaciju misdienu vadibas problému zinatniskaja izpete ar izteiktu orienta-
ciju uz prakses un teorijas vispusigu integraciju, izveleta t€ma ir pasi aktuala.

Promocijas darbu — tematiski vienotu zinatnisko publikaciju kopu veido piecas kopsaistitas
2004.-2007.g. zinatniskas publikacijas, kuras caurauz vadibas izglitibas problemu efektivu risinajumu meklgjumi:
1. Latvia's Employed Business Management Students’ Readiness for Life and Work in

Circumstances of Sustainable Development. Lidzautore S.Vane. Publicéts starptautiski recenzgjama
zinatnisko rakstu krajuma “Education and Sustainable Development: First Steps Toward Changes”

2.s€juma, Daugavpils: Daugavpils Pedagogiskas universitates Ilgtsp&jigas izglitibas institiits; 2007.g.,
114.-123. Ipp.



2. Personala struktiiras izvertéjums motivéSanas procesa pilnveidei. Lidzautore A.Sala. Prezentéts
konferencé un publicéts tas rakstu krajuma CD formata ,,Jauni tarisma produkti regionu attistibai”, 7.
starptautiska zinatniska konference. Riga: SIA ,,Biznesa augstskola Turiba”, 01.06.2007.

3. Cilveks organizacija — ka darbinieki verte vadibas metodes sava darba vieta. Iesniegts un akceptets
publicésanai (sk.izzinu promocijas darba pamata eksemplara) LR Centralas statistikas parvaldes zina-
tnisko rakstu krajuma ,,Statistikas zinatnisko petijumu rezultati 2008, kuru planots izdot 2008.g.vidd.

4. The role of higher educational institutions of business administration in the provision of
sustainable economic development — Prezentéts konferencé un publicéts tas rakstu krajuma CD
formata ,,Sustainable Development, Culture, Education”, 2. starptautiska zinatniska konference —
Tallina: Tallinn Pedagogical University”, 2004.

5. Apseglot parmainu véjus. Stratégiska un parmainu vadiba (monografisks darbs), Riga: SIA
,,Biznesa augstskola Turiba”, 2005., 289 Ipp.

Promocijas darba “Vadibas izglitiba miisdienu sabiedriba” pétijuma objekts ir vadibas izglitibas
attistibas tendences miisdienu sabiedriba.

P&tijuma priekSmets — vadibas izglitiba ieklaujamo nepiecieSamo zinaSanu ieguve.

Petjuma mérkis — sisteémiski pétit vadibas izglitibas butibu, pieredzi un teorétiskas pieejas, noskaid-
rojot masdienu Latvijas sabiedribas prasibam nepiecieSamo no Eiropas un pasaules pieredzes.

Izvirzita mérka sasniegSanai formuléti sekojosi pétnieciskie uzdevumi:

1. Analizét vadibas (taja skaita — vadibas izglitibas), pedagogisko un socialas psihologijas literatiiru par muis-
dienigu vadibu, tas attistibas procesiem, [imeniem un istenojumiem dazadas valstis un organizacijas.

2. Analizet ilgtspgjigas attistibas vadiSanas pamatnostadnes pasaul€, Eiropas Savieniba un Latvija, 1pasu
uzmanibu pieverSot vadibas izglitibas lomai.

Petit vadibas realas situacijas (vaditaju kompetences) Latvija un izstradat ieteikumus to uzlaboSanai.

>

Sistémiski apkopot promocijas darba izstrades gaita giitos rezultatus.
Pétijuma jautajumi:
Ka Sobrid ir nodroSinata miisdienigas vadibas izglitibas apguve Latvija un pasaule?
Vai sist€mpieejas izmantojums atvieglo situacijas izpratni un risinadjumu mekleéSanu?
Kadas ir nozimigakas vadibas zinatnes atzinas, ko vajadzetu ieklaut vadibas izglitiba Latvija?

Kada ir reala situacija organizacijas: vai musdienigas zinasanas ir nepiecieSamas un tiek praktiski izmantotas?

o H w D oE

bas izglitibas apguves procesu?
Izmantotas pétniecibas metodes:

1. Normativo dokumentu analize, lai noskaidrotu Latvijas un Eiropas Savienibas prasibas un ieteikumus, ka
ar1 tendences un ilgtermina planus saistiba ar vadibas izglittbu miisdienu sabiedriba.

2. Zinatniskas literatiras analize, lai noskaidrotu teor€tiskas nostadnes par vadiSanas biititbu un nozimi,
butiskajam izmainam un jaunakajam tendencém gan organizaciju vadiSana konkréti, gan izglitibas
procesu vadiSana kopuma.

3. Empiriskas metodes: anketé$ana; iegiito datu apstrade un analize, izmantojot datu apstrades program-
mas MS Excel un SPSS 15.0, rezultatu interpretésana.

Kadas zinasanu, attieksmju un prasmju izplatiSanas metodes ir nepiecieSamas, veicinot miisdienigas vadi-



Pétnieciskais darbs veikts parsvara Latvija, laika posma no 2001. gada oktobra, kad sakta pétijumam
nepiecieSamas zinatniskas literatiiras atlase, lidz 2007. gada nogalei, kad pabeigta rezultatu apkoposana un
promocijas darba noformésana. Pétnieciska darba posmi:

No 2001. g. oktobra Iidz 2002. g. oktobrim — veikta teorétiska analize, pétijuma problémas apzinasana
un formul&sana, pétijuma mérku un uzdevumu sagatavosana.

No 2002. g. oktobra lidz 2004.g. jinijam — teorétiskas literatiiras analize, apzinata p€tfjumam
deriga metodologija, pétijuma instrumentu sagatavosana un parbaude.

No 2004.g. janvara Iidz aprilim — informacijas vakSana publikacijai ,,The role of higher
educational institutions of business administration in the provision of sustainable economic development”
un daliba starptautiska konferencé Tallina (Igaunija) (raksts promocijas darba 1.pielikuma).

No 2004.g. junija lidz oktobrim — padzilinata literatiras un pasaules pieredzes izp&te par t€mu
,2Academic identity and organizational change”, augusta daliba Starptautiskaja doktorantu vasaras skola
Oslo (Norvégija).

No 2002.g. Iidz 2005.g. aprilim paral€li noris darbs pie monografiska darba — gramatas ,,Apseglot
parmainu v&jus. Stratégiska un parmainu vadiba” (promocijas darba pielikuma).

No 2006. g. oktobra Iidz novembrim — realizéts empiriskais p&tfjums: veikta respondentu anketg-
Sana un datu vakSana.

2006. g. decembr1 — pétijuma datu ievadiSana, datu apstrade, iegiito datu parbaude un analize.

No 2006. g. decembra Iidz 2007. g. februarim — empiriska petijuma rezultatu apkoposana un interpretésa-
na, 3 ar §1 petijuma rezultatu interpretaciju saistito zinatnisko publikaciju sagatavosana. (sk. 2. — 4.pielikuma).

No 2006. g. oktobra Iidz 2007. g. februarim paral€li sadarbojas ar Gundaru Keninu-Kingu un Andri
P&tersonu gatavojot publikacijas par socialo atbildibu (2 publikacijas sk. 7. un 8. pielikuma).

2007. gads — promocijas darba izstrades laika savaktas informacijas un rezultatu apkoposana

promocijas darba (tematiski vienota zinatnisko publikaciju kopa) un noformésana.
Promocijas darba biitibu veido piecas savstarpéji saistitas teorétiski-empiriskas sadalas, kuras
sistemiski caurvij un vieno §1 promocijas darba atseviskas sastavdalas — zinatniskas publikacijas:

1. Mausdienigas vadibas izglitibas nepiecieSamiba, problémas un pieredze Latvija parejas posma uz briva

tirgus ekonomiku — zinatniskajas publikacijas Latvia's Employed Business Management Students’

Readiness for Life and Work in Circumstances of Sustainable Development; The role of higher edu-
cational institutions of business administration in the provision of sustainable economic development;
Personala strukttiras izvert€jums motivésanas procesa pilnveidei; Cilveks organizacija — ka darbinieki
verteé vadibas metodes sava darba vieta; Apseglot parmainu v&jus. Strategiska un parmainu vadiba.

2. Sistémpieejas lietojumi vadibas procesu analiz€ un sint€zg — zinatniskajas publikacijas: The role of higher

educational institutions of business administration in the provision of sustainable economic development;



Personala struktiiras izvertéjums motivésanas procesa pilnveidei; Cilveks organizacija — ka darbinieki

verté vadibas metodes sava darba vieta; Apseglot parmainu v&jus. Stratégiska un parmainu vadiba.

Arzemju pieredzes vadibas izglitibas joma analitiski vertéjoss raksturojums — zinatniskajas publikacijas:
The role of higher educational institutions of business administration in the provision of sustainable

economic development; Apseglot parmainu v&jus. Stratégiska un parmainu vadiba.

Empirisks pétijums par organizaciju vadiSanu Latvija un ta rezultatu interpretacija — zinatniskajas
publikacijas: Latvia’s Employed Business Management Students’ Readiness for Life and Work in
Circumstances of Sustainable Development; Personala struktiiras izvert€&jums motivéSanas procesa
pilnveidei; Cilveks organizacija — ka darbinieki vérte vadibas metodes sava darba vieta.

Secindjumi par vadibas izglitibu misdienu sabiedriba, kas raksturo darba teorétisko un praktisko

nozimi, aizstaveésanai izvirzamas t€zes: promocijas darba kopsavilkuma.

Promocijas darba nozimibas un novitates raksturojums
Pirmo reizi Latvija ir izstradata tematiski vienota publikaciju kopa, kas veltita miisdienu vadibas izgli-
tibas problémam un tendencém, kas veido vienotu veselumu, sisteémiski apvienojot dazada veida zinat-
niskas publikacijas — no rakstiem starptautiski recenz€tos krajumos, Iidz monografiskam darbam
»Apseglot parmainu v&jus. Stratégiska un parmainu vadiba”.
Péc bitibas analizéti Latvijas un Eiropas Savienibas normativie dokumenti, tendences izglitiba un darba
tirgll, analitiski apkopojot teorétiskas un praktiskas atzinas par miisdienigu vadibu un vadibas izglitibu.
Empiriska pétijuma ietvaros veikta aptauja, kura piedalijas 578 respondenti. Tas rezultati atspogulo
situaciju organizaciju vadibas joma Latvija. Aptaujas rezultatu apkopojums un interpretacija ir biitisks
autores izstradato priekslikumu avots.
Bitisks un inovativs aspekts, kas caurvij visas promocijas darba komponentes, ir sistémpieejas izman-
toSana, kas lauj skaidrak ieraudzit kopsakaribas, meklet un rast efektivakos risinajumus.
Monografiskaja darba ,,Apseglot parmainu v&jus. Stratégiska un parmainu vadiba” ne vien sniegts
konspektivs un bagatigi ilustréts riipigi atlasitu misdienigu vadibas teoriju un metozu parskats, bet,
pirmo reizi §aja joma, gramata konsekventi izmantoti aktuali Latvijas pieméri.
Zinatnisko publikaciju kopa un vél papildus pievienotaja citu publikaciju un veikuma uzskaitijuma promo-
cijas darba autore ar sava veikuma piemériem praktiski demonstré, ka praktiski realizéjams ieteikums
augstskolu macibspekiem un pétniekiem, kas darbojas vadibas izglitibas joma. Ir nepiecieSams un iespe-
Jams iesaistities visu [imenu pétnieciskaja un izglitojosaja darba: no zinatniskiem p&tfjjumiem un jaunako
teorétisko nostadnu apguves, lidz to adaptacijai Latvijas apstakliem. Latvijas tautsaimniecibas

ilgtsp€jigai attistibai svariga ir operativa un pec iesp&jas plasaka So zinaSanu un pieredzes izplatiSana.



AizstaveSanai izvirzamas tezes

1.teze: Latvijas ilgtsp€jiga attistiba nav iesp&jama bez miisdienigas vadibas izglitibas — to rada gan pie-
augosSais vaditaju skaits, gan samilzusas darbaspeka problémas un promocijas darba ietvaros veikta
empiriska petfjuma rezultati.

2.teze: Augstskolu absolventu sekmiga ieklausanas darba tirgli prasa visu ieintereséto pusu: augstskolu,
darba deveju, valsts parvaldes institiiciju, esoSo un potencialo studentu sadarbibas pilnveidi.

3.teze: Promocijas darbs apstiprina nepiecieSamibu izstradat miisdienigu vadiSanas kompetencu apguves sis-
tému un informé&t par to ne vien studentus, bet iesp&jami plasaku darba attiecibas iesaistito sabiedribas dalu.
4.teze: Ir japarskata augstskolu macibspeku un pétnieku, kas darbojas vadibas izglitibas joma, darba orga-
niz&Sanas, talakizglitibas un izvértéSanas sistéma, lidztekus zinatniskajai un pedagogiskajai darbibai macib-
speku darba komponent8s ieklaujot art popularzinatnisko un konsultativo darbu ka svarigu starpposmu

vadibas zinatnes un prakses kopsaistei.

1. PROMOCIJAS DARBA TEORETISKA PARSKATA DALA

1.1. Musdienigas vadibas izglitibas aktuala nepiecieSamiba, problémas un to
risinasanas pieredze Latvija

Jau Eiropas Savienibas izveides pamatos tika likti gan politiski, gan ekonomiski un sociali meérki, tacu
tiesi izglitiba ka bitisks vienotu Eiropu veidojoSs un nostiprino$s aspekts tick akcentéta kops 90-to gadu
vidus. 70-tajos gados sakusies strauja tehnologiju attistiba nesa lidzi nepiecieSamibu parskatit attieksmi pret
izglitibu un tas organizaciju. Kluva skaidrs, ka ar jauniba iegiito izglitibu nepietiek, lai visu mizu efektivi
stradatu. Lidztekus idejai par ilgtsp&jigu attistibu radas un pelnitu popularitati ieguva termins ,,miizizglitiba”,
prasot parskatit un veikt nepiecieSamas izmainas gan augstakaja, gan profesionalaja izglitiba. Bolonas dekla-
racija tika iezZim@ta $o parmainu nepiecieSamiba un vadlinijas, lidzigi akcenti ir arT Learning: the Treasure
Within. Report to UNESCO of the International Commission of Education for the Twenty-first Century.

Gan makroekonomiskie procesi, gan Bolonas deklaracijas parakstiSana un iesaistiSanas dazadu starp-
tautisko organizaciju darba bija 1paSs izaicinajums parejas ekonomikas valstu (arT Latvijas) izglitibas sistemu
veidotajiem un vaditajiem (Rauhvargers, 2002), jo bija nepiecieSams sekot kopgam ES tendencém un
vadlinijam, vienlaikus turpinot devindesmito gadu sakuma uzsakto pareju no reglamentétas planveida
ekonomikas uz tirgus ekonomiku.

To, ka tautsaimnieciba notiek biitiskas parmainas, uzskatami rada tautsaimniecibas un izglitibas statis-
tika, ko apkopojusi LR Centrala statistikas parvalde (turpmak — CSP). 1.l.att€la redzams, ka nepilnu

desmit gadu laika mainijies stradajoso skaits pa profesiju pamatgrupam.



Stradajoso skaits pa pamatgrupam pamatdarba vieta Latvija
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1.1. attels. StradajoSo skaits pa profesiju pamatgrupam pamatdarba vieta Latvija (CSP)

Bitisks ir straujais vaditaju, specialistu un pakalpojumu darbinieku skaita pieaugums, kamer kvali-
ficéto straddjoso un vienkarSo profesiju parstavju skaits pamazam samazinas. Sis tendences atbilst pasau-
les tendenc€m un turpinasies ar1 valstij talak attistoties, jo ir skaidrs, ka Latvija nebiis raZzoSanas lielvalsts.

Fizisko darbu aizstaj garigais. Dazado darbasp€ka grupu proporcijas rada 1.2. attéls.

Stradajoso proporcija pa profesijam Latvija 2003.g. pamatdarba
vieta

Vienkarsas
profesijas
11% Vaditaji
26%

Kvalificéti
stradajosie
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Specialisti un
pakalpojumu
darbinieki
35%

1.2. attéls. StradajoSo proporcija pa profesijam (tiikstoSos) Latvija pamatdarba vieta 2003.g. (CSP)

Augot pieprasijumam péc vaditajiem un specialistiem pakalpojumu joma, attiecigi vairak darba ir

ar augstskolam, jo tiesi tas nodro$ina tautsaimniecibu ar specialistiem, kas ieguvusi augstako izglitibu.
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Lidzi tautsaimniecibas attistibai arT Latvija aizvien redzamaka kliist paradigmas maina izpratné par
vadiSanu. Paaugstinoties darbinieku izglitibas Iimenim, jamaina arT attiecibas un vadibas metodes organi-
zacija. Bezierunu paklausiba un mehaniska planu izpildes kontrole zaudé efektivitati. Darbinieki javada
citadi. ST tendence nes sev lidzi gan problémas, jo darbinieki kliist prasigaki, gan iespgjas, jo organizacijas
riciba tiek nodotas ne vien darba rokas, bet arm smadzenes: augstskola iegiitas zinaSanas, ka ar1 prasme
patstavigi domat un pienemt [émumus.

Salidzinajuma ar situaciju veél pirms dazam desmitgadem, ir mainijies ar1 prieksSstats par augstako iz-
glitibu, tas lomu, nozimi un izmantojamibu. Ja agrak ta bija elitara, jo Latvijas pirmas brivvalsts laika
studgja 0,5% no iedzivotajiem, padomju varas gados — mazak par 2%, tad tagad augstaka izglitiba kluvusi
par ikdienas nepiecieSamibu lielai stradajoSo dalai — studgjoSo skaits tuvojas 6% no Latvijas iedzivotajiem
(skatit 1.3. att€lu). Protams, bezgaligs kapums nav ne iesp&ams, ne vajadzigs, tacu situacijas maina ir
skaidri redzama. 2006.g. studgjoso skaits Latvija sasniedza 130 tukstosus (Rivza, 2006).

Izglitibas fokuss ir mainijies no individualiem un konkrétas augstskolas mérkiem caur lokaliem
mérkiem uz nacionaliem meérkiem. ArT izglitibas redzesloks ir mainijies no atseviskiem cilvékiem ar labu
izglitibu uz nepiecieSamibu izglitoties visiem un visas dzives garuma. Musdienigas vadibas izglitibas
sistémas merkis ir dot iesp&ju cilvekam iegiit efektivu un noderigu izglitibu, jo vadibas zinaSanas nav
pasmeérkis, biitiski ir prast tas izmantot.

Latvija darbs pie jaunajiem politiskajiem un ekonomiskajiem apstakliem atbilstigas izglitibas sis-
temas izveides sakas uzreiz pec neatkaribas atgiiSanas — 90-to gadu sakuma. Tika veidotas darba grupas,
kuras tika ieklauti vadoSie nozares teorétiki un praktiki. Tika izstradata gan visparéja koncepcija, gan

konkréti normativie akti.

Studentu skaits procentos no Latvijas iedzivotaju skaita
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1.3. attels. Studentu skaits procentos no Latvijas iedzivotaju skaita (CSP)
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Laika no 1990. Iidz 1994.gadam tika Tstenota izglitibas sist€mas demokratizacija un decentralizacija.
Istenotas parmainas galvenokart bija saistitas ar sistémas parveido$anu atbilstigi neatkarigas demokratis-
kas valsts vajadzibam. Izglitibas reformu sakSanu nodrosinaja Latvijas Republikas Izglitibas likuma pienem-
Sana 1991.gada 19.junija, bet reformu talaka attistiba tika nostiprinata patreiz spéka esosaja 1998.gada
Latvijas Republikas Izglitibas likuma. Tika istenotas tadas biitiskas parmainas ka izglitibas satura depoli-
tizacija, brivas izvéles izglitibas ieguveé nodrosinasana, izglitibas iesp&ju daudzveidiba u.c. Laika no 1995.
gada lidz 2001. gadam 1pasa uzmaniba tika veltita izglitibas sisteémas sakartoSanai, biitiski papildinot nor-
mativo bazi. Tika apstiprinata Latvijas izglitibas koncepcija, pienemti Augstskolu, Vispargjas izglitibas un
Profesionalas izglitibas likumi.

Sakums bija grits vairaku apstaklu dél:

o Nav noliedzams, ka izglitibas sistéma primari ir saistita ar valsts politisko iekartu (ko un ka macis)

un tikai pakartoti — ar ekonomisko (cik lidzeklu tiek atvélets). Bija skaidrs, ka no komunistiskas
ideologijas un valsts iekartas dodamies uz demokratisku, bet ko tiesi tas nozime izglitibas joma?

o Kardinosa ir v€lme tiesi un atri parnemt Rietumvalstu pieredzi, tacu tas nebija iesp&jams, jo sa-
biedriba nav tehnologiska iekarta, ko var pret jaunu nomainit vienas nakts laika. Bija jarékinas ar
tiem tiikstoSiem, kuri patlaban ,,ir procesa” — macas un strada izglitibas iestades. Cilveciskais aspekts
ir buitiskaks par materiala nodrosinajuma problémam, jo izglitibas sisttma pilda ne vien ,,darba
roku sagatavoSanas”, bet ar1 valsts politisko pasiitijumu — veido nakamos sabiedribas loceklus.

Latvijas darba grupas sapulcinatajiem un sava darba ieinteres€tajiem profesionaliem izdevas izvei-

dot pari Sauram ta briza problémam stavosu konceptualo skatijumu, kas tika likts Latvijas izglitibas sis-
témas izveides pamata (sk.1.4. att€lu), skaidri noradot sabiedribas vajadzibu un vienlaikus arT finans€juma

ietekmi veiksmiga — sabiedribas vajadzibas apmierinos$a rezultata sasniegSana.

IZGLITIBAS SISTEMU FUNKCIONALA STRUKTURA

Sabiedribas izglitibas
VAJADZIBAS

Vajadzibu
apmierinajuma
EFEKTIVITATES
vértéSana

Pedagogija
(macibu un
audzina8anas
darbiba)

Sabiedribas izglitibas
vajadzibu
APMIERINAJUMS

-Jowifeny

N
Q
e
o
)
)

Izlietoto Tdzek|u
LIETDERIBAS
vértéSana

Sabiedribas LIDZEKLI
Izglitibas vajadzibam

1.4. attéls. Izglitibas sistemu funkcionala struktiira (Broks, 2000)
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Sobrid var sacit, ka konceptuali Latvijas izglitibas sistémpamats devindesmito gadu sakuma izvei-
dots veiksmigi — visaptveross, parskatams un biitibu atsedzoss. Gadu gaita izglitibu reglamentgjosie doku-
menti ir gan pilnveidoti, gan parveidoti.

Patlaban pamatdokuments, kas nosaka ar1 vadibas izglitibas virzibu ir Latvijas Republikas Saeimas
apstiprinatais “Latvijas izaugsmes modelis: Cilvéks pirmaja vieta”, kas nosaka uz cilvéku centrétu Latvi-
jas izaugsmes modeli. Dokumenta par galveno izaugsmes resursu ir atzitas iedzivotaju zinasanas un gudriba,
to prasmiga un mérktieciga izmantoana. Sada izaugsmes modeli zinasanas virza darbaspéka kvalitati,
kapitala izmantoSanu un tehnologiju attistibu. Izglitota un zinosa sabiedriba klust par valsts iek§gjas un
ar¢jas droSibas garantu. ZinaSanu parvaldiba, koordinéta un virzita to radiSana, uzkrasana, izplatiSana, lie-
toSana ka komplekss process kliist par ekonomikas un socialas dzives pamatu, aptverot valsti un sabiedribu.

Saja konteksta bitiska ir miiZizglitiba, kas balstita iek$&ja vajadziba garigi pilnveidoties, ka ari argju
faktoru izraisTta nepiecieSamiba iegiit un arvien papildinat savas zinasanas un prasmes. Diemz€l muzizgli-
tibas normativo dokumentu izstrade Latvija ir iestr€gusi jau vairakus gadus, nav sakartoti jautajumi par
dazadu izglitibas veidu pielidzinasanu.

Problémas rodas ar1 ar profesionalo pilnveidi un zinasanu aktualizaciju — apliecibu par attiecigu zinasanu
ieguvi var sanemt, tacu nav iesp&ju to izmantot talak, uzkrajot un ar laiku iegtistot augstaku izglitibas un pras-
mes apliecinoSu dokumentu. No vienas puses — ir milzigs dazadu profesionalas pilnveides kursu piedava-
jums, no otras — augstskolas un vidgjas profesionalas macibu iestades atzist vienigi ,,garo kursu diplomus”, kas
iegstami p&c gadu vai garaka macibu kursa pilnas apguves, nenemot vera citas izglitibas formas (kaut art
valstiski atzitas) ieglitas zinasanas un prasmes.

Latvija ir izstradata gan profesiju klasifikatora, gan profesiju standartu izstrades un papildinaSanas
sistema, tacu nereti rodas problémas ar So abu dokumentu lomu, saskago$anu un pilnveidosanu, jo tie ir
dazadu ministriju parraudziba. Promocijas darba autores ieteikums ir pastiprinat So bitisko sist€mu sa-
saisti un jo seviSki — atgriezenisko saiti: izdarot izmainas viena no tiem, aktualiz€t ar1 otru, lai tie patiesi
atbilstu Sodienas nepiecieSamibai.

2006.-2007.gada Latvija ir samilzuSas darbaspéka un izglitibas problémas, kas prasa risinajumu, bet
vispirms jau — sistémisku skatfjumu. Sobrid vissvarigak ir izprast noticko$o un ieraudzit kopsakaribas.
Izglitotajs sniedz tadu izglitibu, ka spgj patreizgja finans€juma un valsts nosacijumu ietvaros, darbinieki ir
izglitibas sisteémas produkts un to atbilstiba vai neatbilstiba darba tirgus prasibam liela méra ir atkariga ari
no pasu darba dev@ju aktivitates vai neaktivitates, iesaistoties izglitibas planoSanas procesos.

Situacija, kad vairumam cilveku augstaka izglitiba un profesionalo iemanu apguve tiek piedavata par
maksu, Latvija augstakas izglitibas l[imeni 77% studentu pasi maksa par studijam (Rivza, 2006) un ari profe-
sionalas pilnveides kursi ir vienigi par maksu (iznemot atseviskus gadijumus, kad tie ir valsts vai dazadu
fondu apmaksati), nepiecieSams gan izstradat mehanismu efektivai esoSo un potencialo izglitojamo iesais-
tei izglitibas sist€mas nepartraukta pilnveid€, gan sist€misks risindjums, paredzot iesp&ju profesionalas

pilnveides kursos apgiito ieskaitit profesionalaja izglitiba.
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1.5. attels. Papildinata izglitibas funkcionala struktiira — tonéts autores ieteiktais papildinajums.

Patlaban izpratnes un lidzvertigas sadarbibas nav, tapec nepiecieSams papildinat izglitibas funkcio-
nalas struktiiras izpratni, akcentgjot dazado iesaistito pusu lomu un ietekmi (sk. 1.5. attelu).

Lai nodro$inatu darba tirgus dalibnieku un izglitotaju veiksmigaku sadarbibu valsts méroga, jaak-
cent€ darbs profesiju standartu un profesiju klasifikatora savietojamiba un aktualiz€Sana vai pat jaapvieno
tie, jo Sobrid tie nav pilnvertigi salagoti. Veicinot sadarbibu un iesaistot ar1 profesionalas asociacijas japanak
to atbilstiba realajai nepiecieSamibai. Ir batiski arf skaidri noteikt, kur§ — profesiju klasifikators vai profe-
sijas standarts ir primars un attiecigi veidot iesaistito pusu sadarbibu (skatit 1.6. att€lu).

Latvijas vadibas izglitibas problémas augstskolu konteksta promocijas darba autore risina raksta The
role of higher educational institutions of business administration in the provision of sustainable economic
development (Rakstu krajums ,,Sustainable Development, Culture, Education” — Tallina: Tallinn
Pedagogical University”, 2004. (1.pielikums)).

2006. un 2007.gads Latvijas tautsaimnieciba iezimgjusies ar darba dev€ju neapmierinatibu ar darbi-
nieku zinaSanam un prasmém, pieaugoSo darbaspéeka aizpliSanu uz citam valstim, ka arT ar strauju darbinie-
ku mainibas [imena paaugstinaSanos. Lidz §im §1s problémas skatitas parsvara no darba dev€ju skatu punkta
un ar izteiktu velmi ,,atrast vainigos”. Par tadiem m&gina nosaukt gan izglitotajus, gan pasus darbiniekus,

taCu promocijas darba autores veiktas aptaujas rezultati rada, ka viena ,,vainiga” nav un nevar biit, patrei-
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Z€ja situacija un sist€ma provoce tiesi $adu rezultatu un bez izpratnes to mainit nevar. DetalizEts aptaujas
apraksts un rezultatu interpret€jums sniegts promocijas darba empiriska pétijuma dala un rakstos, kas

pievienoti promocijas darba 2.-4.pielikuma.

Darba deveéju

parstavji
P

Labklajibas
ministrijas
parzina

MERKIS - panakt, ka
profesiju klasifikators
un profesiju standarti
ir vienoti un to
nosacijumu atbilst
darba tirgus situacijai
un tiek reali izmantoti

rofesionalas
asociacijas

PROFESIJU
KLASIFIKATORS

PROFESIJU l

STANDARTI

Profesionalas
asociacijas

Izglttibas un
zinatnes
ministrijas

parzina

Izglttotaju
parstavji

Darba devéju

parstavji /

1.6. attels. Profesiju klasifikatora un profesiju standartu vienotibas nodro§inasana (autores ieteikumi tonéti)

Meklgjot risinajumus un ieteikumus misdienigi vadibas izglitibai Latvija, promocijas darba autore
pétijusi gan sistemologijas lietojuma iesp&jas, gan arzemju pieredzi vadibas izglitiba, kuru parskats sniegts

nakamajas nodalas.

1.2. Sistempieejas lietojumi vadibas izglitibas procesu analize un sinteze

Ka to norada sistemologi (Broks, Hitchins, O’Connor), visa apkartgja pasaule ir paradibu kopums —
atsevisko dalu veidots veselums. Dzive ir cilvekdarbibu kopums. Pasaules dalu kopsaistibas ideja ir pasaules
atveides cilvéka apzina apzinaSanas pamats.

Gan politisko un ekonomisko parmainu, gan tehnologiskas attistibas rezultata Sobrid pieeja dazada veida
informacijai ir praktiski neierobezota. Tiesi tad€] aizvien liclaka nozime ir prasmei stradat ar informaciju —
gan péc noteiktas sisteémas kritiski atlasit nepiecieSamo un noderigo, gan izmantot to sava darbiba — gan
zinatniskaja, gan praktiskaja.

Informacijas parvaldiba un zinasanu konversija kliist par ikdienas nepiecieSamibu. Ka rada arzemju
un paSmaju sistemologu atzinas (Bergeron, Broks, Bronn, Hitchins, O’Connor), nav noliedzams, ka jauni
cilveki jamaca un jaizglito ta, lai vini zinatu cilvéces 11dz§ingjo pieredzi un gutu labumu no tas. Tacu cil-

veka prieksSrociba ir ta, ka vins So pieredzi var izskaidrot un izmantot péc sava prata. Tas pieaugusam cil-
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veékam biitu japrot, jaizprot, kura uzkratas pieredzes dala izmantojama konkrétajos apstaklos un vislabak

atbilst vina pasa raksturam.

INFORMACIJAS PARVALDIBAS
BUTIBA

s hepiecieSamo N5 .
zinatgribas ‘—'\ Einééanu ?> Zinasanu b zinasanu

mérkis “lidentifikacija ieglisana | papildj-

A~ nasana

atgrieze-
zinasanu un — inata
pieredzes zinasanu uzzinata
— lietoSana apspriesana,
saglabasana salidzinasana

niska
1.7. attels. Informacijas parvaldibas biitiba (Bergeron, 2003)

saite zinasanu
mérisana

Cilveks, kurs visu dara tikai tapec, ka tas saskan ar tradicijam, nekadu izveli neizdara. Vins$ neiegiist pie-
redzi, ko giist censoties atskirt, kas ir labakais un tad p&c ta tiecoties. Tapéc ir Joti svarigi, lai paral€li zina-
Sanam un prasmém, ko cilveéks apgist konkrétu darbu veikSanai, tiktu akcentéta ar1 vispargja izpratne —
sistemisks pasaules redz&jums un pasa atbildiba par savu darbibu vai bezdarbibu. Ipasa nozime pieversa-
ma prasmei ieraudzit c€lonu un seku sakaribas.

Misdienas vairs nav butiski krasi noskirt vadiSanas funkcijas no izpildes, jo sava sisteémiskaja
biitiba tas ir nesaraujami saistitas — ikviens vispirms plano jeb vada iecerétas darbibas, péc tam realizeé. Un —
ikvienas ricibas izpilde nes 1idzi jaunu darbu ieceres (sajusanu) — cilvéks atrodas nepartraukta mentala

kustiba (Broks, 2000) — sk. 1.8. attelu.

Cilvekdarbiba

IZZINA » APDOMA » RICIBA
- Lemuma
apraksts — izpilde | |
— Mearka —
Sajusta apjega noteiksana Lidzek]u
- apzimesana - piesaiste
— Vértesana —
Sajusana —| Ricibas planogana ||:
S 1 o

1.8. attels. Cilvékdarbibu universala struktiira (Broks).
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Sistému izpratnes pamata ir prasme ieraudzit galvenas saistibas un mijdarbibas, kas nosaka sistémas
specifiskas 1patnibas un darbibas principus. Sist€émskatijums ir intuitivo un analitisko metozu kopums, kas
prasa gan pieredzi, gan radoSumu. Kaut ari pedagogijas zinatné sistémismam lidziga kopveseluma jeb
holistiska pieeja nav nekas jauns, realaja misdienu vadibas izglitiba Latvija §1 pieeja ir reti lietota, talab
izv€leta par vienu no §1 promocijas darba asim.

Sistempieeja ir loti nozimigs riks, veidojot izpratni par dazadu problému komplekso (sist€misko)
dabu un meklgjot optimalo risinajumu jeb spéka pielikSanas punktu. Gadiem un gadu desmitiem prob-
Iémas risinatas lineari: atri identific€ problému & izplano ka atrisinat & rikojas, uzskata problému par
atrisinatu un aizmirst par to. Bet Sodien arvien biezak jutams, ka daudzas problémas $adi atrisinat neizdo-
das. Darbs ir padarits, tacu rezultata nav, vai ar1 tas neatbilst gaiditajam, vai probléma regulari atkartojas.
Sadai neveiksmei ir tris iemesli:

e pasaule mainas un lidzi tai ir jamaina ar1 skatfjums uz to un metodes problému risinasanai,
¢ nekas nepastav pats par sevi, atseviski no visa pargja, ir jamacas ieraudzit kopsakaribas,

o DbieZi tiek risinatas nepareizas problémas, jo parak maz laika veltits problémas diagnosticeSanai.

Sobrid par piemérotaku problému risina$anai atzita apla (atgriezeniskas saites) metode: diagno-
ze=dricibas varianti=»izvéle=»darbiba=>»rezultata analize=»atgrieSanas sakuma situacija un jauna diagnoze,
lai noskaidrotu, kas ir mainijies veiktas darbibas, apkartgjas vides un laika mijietekme.

Izvertgjot ieglto rezultatu un meklgjot atbildi uz jautajumu: ,.kapéc ta (ne)sanaca?” erti lietojama
P.M.Senzi (Senge) ieteikta trisposmu kedite: sistémas struktira ka c€lonis>tas priekSnosacita rici-
ba>notikums/rezultats, kas ir reakcija uz ieprieks$€jo divu provocétu ricibu.

Biezi tiek méginats risinat “mazu konkrétu problému”, neredzot, ka ta ir dala no lielakas, ar citam
metodém ietekmé&jamas sisteémas. Diagnosticgjot problému, loti svarigi ir saskatit kopsakaribas, sistému,
kas nosaka konkrétas problémas rasanos vai esamibu. Jo apmierinoSs un noturigs rezultats ieglistams, tikai
veicot izmainas sist€éma.

Sistemiska pieeja ir veiksmigi izmantojama ka alternativa tik ierastajai, bet biezi neefektivajai

tradicionalajai domasSanai. Abu pieeju salidzinajums sniegts 1.1. tabula.

1.1. tabula. Tradicionalas un sistémiskas domasanas salidzinajums (Bronn).

TRADICIONALA DOMASANA SISTEMISKA DOMASANA
Statiska Dinamiska
lemesls-rezultats Sistéma ka ce€lonis/iemesls un sekas
Virziba no problémas uz problému (no koka pie koka) | Sistémas mekléSana (redzam meZzu)
Uzskaita atseviSkos faktorus Operacionala (saistita)
Lineara Noslegts aplis (atgriezeniskums)
Visam jabit precizam Ne visu var precizi izmerit
Parbaudiju, tatad pareizi Zinatniska domasana (viss ir relativs)

Diagnosticgjot un risinot problémas, ir svarigi ieverot, ka pret to risinatajiem vienlaicigi darbojas tris

problému risinasanas ierobezojumu grupas: kulturalie (saukti arT par kultiiras aisbergu), organizacionalie
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(kas iedalas strukturalajos un konteksta ierobezojumos) un individualie (kognitivie un ar personibas 1pasi-
bam saistitie) (Bronn).

So ierobezojumu apzina$anas nesamazina risinasanas iespéjas, tiesi pretgji — ieraugot un izprotot
sistému, kas darbojas ,,pret mums”, var kompleksi/sisteémiski risinat art ierobezojumu problému, saistot to
ar paréjam jeb pamata risinamajam problémam.
sumu, laika starpibu starp ricibu un reakciju, pretrunigajiem apstakliem un iesp&jamajam 1€émeju mainam.

Savas vienkarSibas del lieliskas ir G.Osimica (Ossimitz) formulétas sisteémiskas domasanas dimensijas,
kuras sekmigi izmantojamas miisu laikam raksturigo komplekso problému diagnostic€Sanai un risinasanai:

e Precizi mentalie modeli. Pats galvenais — modelu izveide un parbaude, vienlaikus atceroties, ka
tie nekad nesakrit ar realitati.

e Domasana atgriezeniskas saites aplos un redzot saistitas sist€mas. Aiziet no parlieku
vienkarSotas linearas “c€lonis-notikums” sistémas.

e Dinamiska domasana. Paturét prata un izvertét ari fona svarstibu ietekmes.

¢ Sistemu praktiska vadiSana — pareiza riciba pareiza vieta un laika.

Svariga ir ne tikai sist€miskas domasanas principu un metozu pétiSana, bet ar1 popularizéSana, ta
palidzot ikdienas situaciju izpratn€ un problému risinasana.

VistieSakaja veida savu izpratni par sistémpieeju un tas praktiskas izmantosanas iesp&jam vadibas
izglitiba promocijas darba autore demonstré gramata ,,Apseglot parmainu v&jus. Stratégiska un parmainu
vadiba” (pievienota promocijas darba pielikuma), kas gan visa kopuma veidota caur sist€mpieejas prizmu
raugoties, gan tas atseviSka nodala tiek sniegta vispar€ja informacija par sistémpieeju, kas ir noderiga ik-
vienam. Galvenais akcents — pirms kerties pie kadas konkrétas problémas risinasanas, paraudzities plasak,
ieraugot gan kontekstu, gan saistibas, ka pastiprino$i vai pavajino$i ietekmé rezultatu. Ari empiriska

pétijuma rezultatu interpretacijai un promocijas darba secinajumu izstradei izmantota sistémpieeja.

1.3. Arzemju pieredze vadibas izglitibas joma — analitiski vertéjoss raksturojums

Latvijas ieklauSanas starptautiskaja aprit€ ir biitiska, gan valsts ilgtsp&jigas attistibas nodroSinasanai,
gan ka baze labakas pieredzes parnemsanai vai adaptacijai Latvijas situacijai.

Ka to uzsver izglitibas procesu pétnieki (Broks, Henkel, Nowotny, Zelvys, Zids), vadiba un parmai-
nas ir ciesi kopsaistiti aspekti. No vienas puses, parmainu realizacija prasa noteiktu vaditaju ricibu; no
otras — parmainu dazadiba prasa arl vaditaju izpratni un prasmi pieméroties konkrétajai situacijai,
izveleties piemerotakos risinajuma celus. Ar1 parmainas izglitiba notiek vairakos limenos: izglitibas satura
izmainas, izglitibas sistémas un struktiiras izmainas, pedagogisko metozu izmainas u.tml. Dala no pro-
cesiem ir paredzami vai vismaz — no citu pieredzes apgiistami, dala ir strauji un neparedzami vai katrai

valstij atSkirigi.
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Saja promocijas darba uzmaniba tiek pievérsta parmainam vadibas izglitibas sistéma, skatfjuma
uz augstskolu vietu un lomu esoSo un potencialo vaditaju izglitoSana, kas atbilst miizizglitibas un ne-
partrauktas savu zinaSanu un prasmju pilnveides vajadzibam, ar izglitojoSo darbibu jeb izglitibu sapro-

tot Tpasi organizetu dzives pieredzes dzivei ieguves mérki, procesu un rezultatu.

Studentu skaits augstakaja izglitiba uz 10 000 iedzivotajiem 2003./2004.studiju gada
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1.9. attels. Studentu skaits augstakaja izglitiba uz 10000 iedzivotajiem 2003./2004.studiju gada (CSP)

Visa pasaulé pedgjas dekades iezim&jas tendence, ka augstaka izglitiba no elitaras nodarbes kltst par masu
nepiecieSamibu (sk.1.9.att€lu), nesdama Iidzi ne vien augstaka izglitibas [imena raditos labumus, bet arT prob-
lémas. Ka norada izglitibas attistibas un parmainu pétnieki (Henkel, Nowotny, Zelvys) galvenas no tam ir ne-
piecieSamiba palielinat augstskolu kapacitati, sniegt zinasanas, kas atbilst darba tirgus pieprasijjumam, gatavibu
stradat ar lielu skaita vidusméra studentu, nevis eliti, ka agrak. Lidzi nak arT finansialas problémas — ja valsts
agrak var€ja atlauties uzturét dazas elitaras augstakas izglitibas iestades, nodroSinot bezmaksas augstako
izglitibu, tad tagad masu augstakas izglitibas finanséSana kliist aizvien problematiskaka, ja ne neiesp&jama.

No Latvijas ilgtsp€jigas attistibas viedokla ka pozitivs atzim&jams fakts, ka ped€jos gados Latvija ir
starp lideriem pasaulé un Eiropa studgjoso skaita zina uz 10000 iedzivotajiem. Sis fakts ir Tpasi nozimigs,
virzoties uz zinasanas bazetu tautsaimniecibu. 1.9. att€la redzams, ka vairums parejas ekonomikas valstu,
kuras patlaban strauji attistas atrodas $1 att€la kreisaja pus€ un, pieméram, Vacijas vieta zemu labaja pusé
ir likumsakariga — gadu desmitiem Vacija ir balstijusies uz savu razoSanas potencialu un ari izglitibas
sistéma joprojam palikusi tai pieskanota, kaut ped€jos gados Vacija veérojama saimnieciska stagnacija un
neizpratne par notiekoSo — agrak tacu vinu pieeja bija pareiza.

Latvija butiski audzis augstskolu skaits — no 7 pirmas brivvalsts un 10 padomju varas gados, Iidz 57 (ie-
skaitot koledzas) 2006.gada (CSP). Augot augstskolu un studentu skaitam (2006.g. — 130 tiikstosi (Rivza, 2006)),

rodas jautajumi — vai ir mainijusas studiju programmas, vai tas piedava realajai situacijai atbilstigu izglitibu?
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Piedavajot masu maksas izglitibu, rodas vél kada probléma — aizvien biitiskaka kliist pieprasijuma un
piedavajuma sameéroSana. Ir autori, kas baZijas, ka §ada ,tirgus situacija” var tikt zaud€ta vai samazinata
gan augstskolu autonomija, gan izglitibas kvalitate. Ir javeido jauna veida attiecibas — aizvien aktivak jasa-
darbojas visam ieinteres€tajam pusém, jo gan valsts ilgtsp&jiga izaugsme, gan pasu iesaistito pusu labkla-
jiba ir atkariga no sadarbibas nozimes izpratnes un veiksmigas kopdarbibas, rodot kompromisus un
meklgjot laikam atbilstoSus risinajumus. Ja agrak uzskatija, ka izglitibas attistiba notiek saistita apla veida,

tad p€dgjo gadu pieredze liek att€lu papildinat ar jaunam — iek$gjam

Izglitotajs

el

Darba deveéjs

saistibam, kas 1.10. attgla att€lotas ar bultam apla iekSpusé — darba de-
vEji aizvien cieSak saistas ar izglitotajiem, gan skaidrak formulgjot savas

prasibas, gan palidzot aprikojuma iegadeé, gan nodrosSinot prakses

vietas. ArT esoSie un potencialie darbinieki (seviski tie, kuri macas

par saviem lidzekliem) klust aktivaki un iesaistas gan dialoga ar

valsti, gan tiesi ar izglitotajiem. Ari izglitiba ienak nepiecieSamiba

izprast un salagot pieprasijumu un piedavajumu.

1.10. attels.Izglitibas attistiba iesaistitas puses to mijdarbiba.

Ka norada vadibzinatnes specialisti, kas savu uzmanibu pieversusi ar1 vadibas izglitibai un zinasa-
nu vadibai: Drakers (Drucker 2001), Nutebtims (Nooteboom, 2000) un citi, pe€dgjas desmitgades pasaulé
notikuSas kvalitativas izmainas uzskatos par gan par organizaciju darbibu, gan darbinieku lomu un Iidzi
butiski mainTjusas ieteicamas vadibas metodes, maksimali veicinot radoSumu un patstavibu, laujot
darbiniekiem aktivi un inovativi darboties savu un kop€jo organizacijas meérku sasniegSanai.

Paaugstinoties darbinieku izglitibas [imenim, jamaina arT attiecibas un vadibas metodes organizacija.
Ja agrak vaditajs bija vienigais izglitotais (vai viens no nedaudzajiem augstako izglitibu ieguvusajiem), tad
misdienu organizacija augstaka izglitiba jau ir ierasta, jo nepiecieSama.

Lidz Sim pasaulé spécigi attistits bija tiesi biznesa vadibas zars, jo pelna un efektivitates paaugsti-
nasanas nepiecieSamiba, ka arT atbilstigs novertejums un finans€jums, stimulgja biznesa vadiSanas metozu
un metodiku izstradi. Patlaban, mainoties paradigmam gan vadiSana, gan izglitiba, vadoSie menedzmenta
petnieki (Boazs, Carnall, Drucker, Hamel, Hill, Kaplan Porter, Prahalad, Steiner, Zelvys un citi) norada,
ka ir iesp&jams un nepiecieSams parpemt un adaptet biznesa vadibas joma uzkratas zinasanas un pieredzi
ar1 valsts parvaldes un dazadu ne-pelpas organizaciju vadibai.

Lidzigi ka Latvija, visa pasaulé pieaug vajadziba péc dazada limena vaditajiem un ir skaidrs, ka ne
visiem viena un taja paSa laika vienadas zinaSanas nepiecieSamas, tapéc tiek veidotas dazada limena
macibu (studiju) programmas vaditajiem.

Latvija augstskolas patlaban vél nopietni nestrada p&cdiploma un profesionalas pilnveides prog-
rammu limenos, tacu sakara ar to, ka péc daziem gadiem, kad, saistiba ar demografisko situaciju, ir gaidams

studgjoso skaita biitisks samazinajums, nepiecieSams izmantot noderigo arvalstu pieredzi $aja joma. Latvija
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patlaban skaidri defin€tas un visiem saprotamas dazado vadibas zinaSanu un prasmju Iimenu izpratnes un
apmacibas sist€émas nav. Noderigs ir skaidri defin€tais Harvarda biznesa skolas piedavajums izprast vadi-
Sanas atSkiribas dazados vadibas Itmenos un, atbilstigi esoSajam vai iecerétajam, apgiit noteikta I[imena
vadibas zinasanas (sk.1.11. att€lu).

Biitiska sastavdala, kas virza gan valsts, gan noza-

\ D . - .
lzcu vaditaju res un organizacijas ilgtsp&jigu attistibu un virzibu uz

izghifiba " mérki ir stratégija jeb ilgtermina plans, talab promocij
(Advariced Management erki ir stratégija jeb ilgtermina plans, talab promocijas
Program) darbu veidojosaja publikaciju kopa biitiska loma atveleta
Sfrdfé.éislr_:l_gddﬁaiu\\ ari ilgtsp&jas un stratégiskas vadibas izpratnes un izgliti-
izglifiba \
(General Management bas jautajumiem, jo §is zinaSanas ir bitiskas gan esoSa-
Program) A\

jiem, gan topoSajiem vidgja un augstaka limena vadita-

jiem. Vienlaikus stratégisko jautajumu izpratne atvieglo
Potencialo vaditaju (liderv) izglitiba
(Leadership Development Program) darbu un paaugstina motivaciju lidzdarboties ar1 zemaka

Iimena vaditajiem un kvalificétiem darbiniekiem.

1.11. attels. Vaditaju apmacibas Itmeni Harvarda biznesa skola (HBR, 2006)

Labas stratégijas iezime ir — ta izmaina organizaciju. Izmantojot aizvien picaugoso darbinieku iz-
glitotibu, butiska ir ,,stratégijas demokratizacija”. Tas nozimé tada procesa radiSanu, kura stratégijas vei-
doSanas atbildiba ir sadalita, tacu kura galu gala nonak pie viena viedokla, kas aptver visu organizaciju.

P&dgjo 30 gadu laika lielakas diskusijas saistiba ar stratégijas jautajumiem ir bijusas par to, vai labu stra-
t€giju iesp&jams izveidot racionalas domasanas procesa vai ari strat€gija vienkarsi rodas eksperimenté$anas
procesa. Nav vienas teorijas vai padoma, ko attiecinat uz visiem gadijumiem un jebkuru situaciju. To, kas katrai
organizacijai jadara, nosaka apstakli, kuros ta atrodas un attistibas limenis. Stratégisks padoms, kur$ dots ar-
pus konteksta, var bt bistams. Tatad — pieaug sist€miskas domasanas, analizes un situacijas izpratnes nozime.

Galvenais jautajums stratégijas formulé$ana ir: ka organizacija var ieklauties sava eso$aja vidg, sa-
glabajot pietickosu elastibu un esot gatavai reagét uz jebkuram izmainam, kuras $ai videé varétu rasties? Ka
sagatavoties nezinamajam? Kuras kompetences vajadzetu attistit Sodien, lai sagatavotos ritdienas nezina-
majam? Jautajumi ir griiti, tacu, ja grib izdzivot 21. gadsimta, atbildes uz tiem jamekle nebeidzama jaun-
rades un jautajumu uzdoSanas spiralé.

Promocijas autores veiktas miisdienigas vadibas tendencu un metoZu analizes apkopojums un autores
ieteikumi tas praktiskai izmantoSanai miisdienigai vadiSanai Latvija sniegts monografiskaja darba ,,Apseg-
lot parmainu v&jus. Stratégiska un parmainu vadiba” (gramata promocijas darba pielikuma). Galvenie
gramatas inovativie un metodologiskie aspekti ir:

1. Sistémpieejas lietojums — gan no promocijas darba autores puses jau ideju un gramatas saturu izstra-
dajot, gan arf teksta sniegta informacija un sistémpieejas lietojuma piemeri.

2. Orientacija uz ,,cilvécisku organizaciju” — tadu, kura doming nevis tehnologijas un mehaniska razo-
Sana, bet cilvéka ieguldijums, radosa pieeja, gataviba parmainam, riskiem un kltidu laboSanai.
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3. Informacija sniegta ta, lai veidotu sisteémisku izpratni par procesiem un tendencém gan biznesa, gan
vispargja vadiba — gan jau notikuSajiem, gan patreiz&jo situaciju un perspektivu — akcentgjot logiskas
saites, globalizacijas, internacionalizacijas un ilgtsp€jas aspektus.

4. Darba tekstu papildina att€li un tabulas, kas atvieglo informacijas uztveri. Pirmo reizi Latvija konsek-
venti izmantotas piktogrammas, kas palidz lasitajam orient&ties teksta un nepiecieSamo atrast ari velak.

5. Sniegti reali Latvijas piemeéri.

6. Darba ir korekti atziméti citati. Sis aspekts ir Ipasi nozimigs, jo macibspéki no studentiem to prasa,
talab pozitivs piemers ir Joti biitisks.

Visjaunaka no kompleksajam, bet pasaul€ jau lielu ieveribu guvusajam metodém — lidzsvarotas vadi-
bas teorija paradijusies tikai pagajusa gadsimta beigas, kad radas nepiecieSamiba parvertét organizaciju
darbibas galarezultatu atspogulosanas mehanismu. Ja kadreiz pietika ar finansu uzskaiti, pelnas vai zau-
dejumu atspogulosanu, tad Sobrid Sis mehanisms vairs nav derigs, seviski pakalpojumu joma un publiskas
parvaldes strukttiras, kur lielu lomu spélé inovacijas, jauninajumi, klientu vélmes, tehnologiju strauja
attistiba un to pilnveértigas izmantoSanas iesp€jas, darbinieku prasmes, sp&jas, lojalitate un motivacija.

,,Jils nevarat vadit to, ko nevarat izmerit,” norada R. Kaplans un D.Nortons (2005). IevieSot Iidz-
svaroto vadibu, nepiecieSams precizi defin€t mérkus un uzdevumus, jaievies sist€ma, lai varétu merit un
izvertét organizacijas ,,atrumu” cela uz katra mérka raditajiem. Lidzsvarota vadiba liek vadibai paliikoties
uz organizaciju plasaka konteksta. Fokusg€jot energiju, uzmanibu un lidzeklus uz ¢etriem bitiskajiem skatu
punktiem — finansém, klientiem, iek$€jiem procesiem un darbiniekiem, organizaciju virza misija, nevis
1slaicigi finansiali mérki. Butisks aspekts $ada stavokla sasnieg$anai ir mériSanas sistémas pielietosana ar1
attieciba pret organizacijas stratégiju. Lidzsvarotas vadibas pieeja akcenté, ka organizacijas misijai un
stratégijai ir jabit jebkura procesa centralajam un lidzsvarojosajam elementam.

Saskatot §is pieejas potencialu plasai praktiskai izmantoSanai Latvijas organizacijas, pie lidzsvarotas
vadibas idejas adaptacijas Latvijai un izplatiSanas promocijas darba autore aktivi stradajusi kops 2004.
gada — gan ar publikacijam (sk. 9. un 10.pielikumu), gan ieklaujot lidzsvarotas vadibas metodes parskatu
lekcijas, gan organizgjot un vadot seminarus kopa ar firmu ,,Zygon Baltic Consulting”, gan vadot baka-
laura un magistra darbus, ka arT konsult&jot valsts, pasvaldibu un privatas organizacijas.

Pedgjo gadu laika, tiesa saistiba ar ilgtsp€jigas darbibas nodroSinasanu, gan promocijas darba autores,
gan aizvien plasakas Latvijas sabiedribas uzmanibas loka nonak korporativas socialas atbildibas (turpmak —
KSA) jédziens, kaut biitiba tas nav nekas jauns — jau pirmas Latvijas brivvalsts laika tas bija zinams un
tika izmantots. Tiesa, Sauraka izpratné — ka valsts parvaldes iestazu atbildiba. KSA attiecinasSana ari uz
privato biznesu ir salidzino$i jauna, bet biitiska tendence gan Latvija, gan pasaulé. Ka uznéméjs var no-
drosinat konkurétsp€jigu ilgtermina priekSrocibu un sava biznesa nepartrauktibu? Protams, apkalpojot eso-
Sos klientus un meklgjot jaunus, attistot jaunus produktus un pakalpojumus, un gstot pelnu. Tacu ar1 par-
domata KSA izmantoSana var palidzet sasniegt Sos mérkus.

Termins KSA attiecinams uz ilgtsp&jigas un atbildigas darbibas nodro$inasanu, ievérojot gan socia-

los, gan apkart&jas vides aspektus. KSA nozimé klientu prasibu apmierinaSanu, paraléli nodroSinot citu
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sabiedribas loceklu prasibas, piem., darbinieku, piegadataju, vietgjas sabiedribas respektésanu. Tatad — ar
savu darbibu ne vien giistot pelnu, bet arT pozitivi ietekmé&jot sabiedribu kopuma un labvéligi ietekmgjot
vai vismaz netraumgjot apkartgjo vidi.

KSA nozimé darbibu, kas ikdienas darba integré socialos un apkartgjas vides aspektus. Pieméram,
var piedavat talakizglitibu saviem darbiniekiem. No ta ieguv€ji biis gan darbinieki, gan organizacija. Tapat
var atbalstit darbinieku labo gribu un veicinat brivpratigu iesaistiSanos vietgjas sabiedribas aktivitates.
Papildus darfjuma attiecibam, uznémums var apsvert art ideju par labu kaiminattiecibu uzturéSanu ar
vietgjo sabiedribu un valsts iestadém. Mazie uznémumi parasti loti veiksmigi realiz€ So sadarbibu, jo vinu
bizness ir integréts un labi atspogulojas viet&ja sabiedriba. Uznémums var piedalities pasakumos, kas no-
drosina apkart¢jas vides aizsardzibu. Energijas taupiSana, piesarnojuma novérsana, atkritumu samazinasana
un atkritumu parstrade var palidzét taupit lidzeklus un tadgjadi celt uznémuma rentabilitati. Sada veida
pasakumi var palidz&t uzlabot attiecibas ar viet§jo pasvaldibu, regulgjosam un citam iestadém. Tas var
atveért durvis ar jaunam biznesa iesp&jam — klientiem, kas liikko péc ,,zala” piegadataja.

2006.—2007.gada KSA jautajumos promocijas darba autorei izdevusies lieliska sadarbiba ar §is
jomas vadosajiem specialistiem Andri P&tersonu un Gundaru Keninu-Kingu, ka rezultata tiek veikts
nozimigs KSA ideju popularizéSanas darbs dazadam auditorijam (skat. promocijas darba pielikumus 7. un
8.). Paralli norit darbs pie jaunas doktorantiiras programmas izveides ,,Komunikacijas vadiba”, kuras
sastava ir arT studiju kurss ,,Strategiska komunikacija” ar KSA ka batisku sastavdalu un promocijas darba
autore bus viena no §T studiju kursa doc&tajam.

Izvertgjot pasaules pieredzi un Latvijas nepiecieSamibu p&c miisdienigi izglitotiem vaditajiem, pro-
mocijas darba autore iesaka vaditaju izglitibu Latvija realiz&t tris limenu dalfjuma (sk.1.12.att€lu) — atka-
11ba no darbam nepiecieSamajam vadibas prasmém, bet ne tieSa saistiba ar konkréto uznémumu, jo péc
savas biitibas tas ir sistemiskas, rosina domasanu un talaku paspilnveidi. Talak seko autores priekslikums
uzlabotai vadibas izglitibas sisteémai.

Lai So ieteikumu praktiski realiz€tu, nepiecieSams izstradat sist€miskus attieciga Iimena vaditaju
izglitibas modulus, ko integré augstskolu studiju programmas, vienlaikus piedavajot ar1 iesp&ju tos pa
dalam apgiit profesionalas pilnveides veida.

Pirmais solis — nepiecieSams biitiski uzlabot esoSo un potencialo vaditaju izglitibu, visas augstskolu
piedavatajas studiju programmas ieklaujot studiju kursus, kas aptver vadiSanas vispargjas pamatprasmes
(sk.1.12. attelu), jo intelektuals darbs, kuru veicot nav nepiecieSama organizaciju darbibas un cilvéku
vadibas izpratne, Sodien vairs nav iedomajams.

Augot vaditaja atbildibas l[imenim, nepiecieSamas vél papildu zinasanas un prasmes, dzilaks un vien-
laikus pla3aks skatfjums, ka arT notieko§a izpratne jau plasaka — nozares, valsts un starptautiska ltmen. Sis

vadibas zinasanu ltmenis ieklaujamas magistra Iimena studiju programmas, kuras tiek gatavoti vaditaji.
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Elitara izglitiba izglifiba:
globdlie procesi
ka dzives un
darba pamats

Jaieklauj magistra
studiju programmas
jomas, kur gatavo

Izcilv vaditaju
(hderv) izghtiba:
vél pladdks (helikoptera) \

vaditajus skafijums, pastiprindta vides
n sabiedrbas tendencu izpratne,
atdkifguma un inovaciju nozime
Jaieklauj praktiski Potencialo vaditaju (lideru) izglifiba:

rganizaciju darbibas principi, vaditdja (dera

loma, sisteémskafijums un mainibas izpratne,

stratégiska un ilgtspéjiga vadiba, sadarbiba,
darbs grupds un komandas, personibas pilnveide

visas studiju
programmas

1.12.attels. Ieteicama vadibas izglitibas [Tmenu sheéma

Diskutabls ir jautajums, vai un cik plasi Latvija veicama globalo lideru apmaciba. Iesp&jams, ka bez
tas ka atseviska studiju kursa augstskola patlaban var iztikt, varbiit to piedavat specializétas studiju prog-
rammas, tacu ta noteikti jasaglaba vadibas zinibu apguves sistémiskajos att€los un aprakstos, lai izprastu
vadiSanas kopainu un, lai potencialie globala Iimena vaditaji redz&tu visu izaugsmes, zinaSanu un piere-

dzes uzkrasanas piramidu kopuma.

2. PROMOCIJAS DARBA EMPIRISKA PETIJUMA DALA

Péc teorétiskas informacijas apkopoSanas gan par miisdienigas vadibas izglitibas attistibu Latvija,
gan pasaulg, 2006.gada tika veikts empiriskais petijums, lai noskaidrotu, ka Latvijas uznémumos stradajo-
Sie verte vadibas procesus. Aptauja piedalijas 578 respondenti, kas parstav gan valsts un paSvaldibu, gan
privatas organizacijas stradajosos un ienem dazadus amatus — no darbinieka, 1idz organizaciju vaditajiem
un Tpasniekiem. ST darba kodols koncentréti interpretéts nakamajas apak$nodalas. P&tijuma rezultatu deta-
lizeéta interpretacija specifiskos griezumos un salidzinajums ar citu autoru veiktajiem pétijumiem sniegts 3

zinatniskajos rakstos (promocijas darba 2.-4. pielikums).

2.1. Empiriska pétijjuma pamatojums
Kaut arT parmainas ir neatpemama dzives sastavdala, tomer vél aizvien jasastopas ar neizpratni par
notiekoSo un pretoSanos tam. Ir butiski saprast, ka parmainas konkréta organizacija, nozare vai tautsaim-
nieciba kopuma, ietver ne tikai precizi defin€tus mérkus un vélama sasniegSanas planus, bet ar1 cilvécisko
dimensiju — cilvéku izpratne un atbalsts vai pretestiba vaditaju iecerém ir izSkiro$i nozimigi faktori.
Tapec, lidztekus ikdienas darba veikSanai, ir javeido vide, kura cilveki nepretojas parmainam, bet iz-

prot tas. Vide, kura cilveki un organizacijas apzinas kadu procesu, darbibu vai piedavajumu neatbilstibu
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situacijai un ir gatavas to mainit. Sist€miski raugoties — ,,vienu mazinu parmainu’ organizacija veikt nav
iespgjams, nepiecieSams daudz plasaks skatijums, ka to piedava parmainu vadibas specialisti (sk.2.1. attelu).

Efektiva nepiecieSamo parmainu vadiba, ir tikai viens no darbibas posmiem. Lai parmainas butu efekti-
vas un neatgriezeniskas, Tpasa uzmaniba pievérSama jautdjumiem par to, vai ir nepiecieSams mainit vai
korigét organizacijas kultiiru vai pat politiku. Kaut $is process ir komplicéts un prasa vaditaju uzmanibu un
resursus, tas ir bitisks, jo arT ieguvums ir liels — rezultata organizacija ne tikai notikusas nepiecieSamas par-
mainas, bet ta ir ieguvusi vai atguvusi radoSuma un nepartrauktas pilnveides prieku un prasmi, ir uzlabota
darbinieku passajiita, tie jltas vajadzigi un piederigi savai organizacijai. Ta veidojas organizacija, kas ir
dzivotsp€jiga ilgtermina — prot macities un atjaunoties.

PARMAINU IEVIESANA UN VADISANA

EFEKTIVA
NEPIECIESAMO
PARMAINU
- VADIBA RADOSUMS,
IEKSEJIE UN RISKS UN
AREJIE . MACISANAS .
PARMAINU ORGANIZACIJAS ORGANIZACIJA
IZRAISITAJI | KULTURAS PROT MACITIES
(ieskaitot > AKTUALIZACIJA UN
snieguma VAI MAINA LABAS ATJAUNOTIES
kritumu un PASSAJUTAS UN
passajutu) ORGANIZACIJAS S :g&fgg’s'\’/m A
POLITIKAS
AKTUALIZACIJA
VAI MAINA

2.1. attels. Parmainu ievieSana un vadiSana (Carnall, 2003)

Ir nepiecieSsams vilkt vél plasakas paraléles — prasmiga parmainu vadiba ir bitiska ne vien katrai
konkréetajai organizacijai, bet arT visai miisu valstij kopuma un bez miisdienigas vadibas izglitibas tas nav
iespgjams. Biezi dzirdams, ka jastrada labak un efektivak, struktiirvienibam jasadarbojas un vaditajiem java-
da, tacu — batiski ir arT paskatities, kas reali notiek organizacijas, ka situaciju verte pasi tajas stradajosie.

Organizaciju vadibas pétijums Latvija tika veikts izmantojot latvieSu valodai adaptetu Kolina Kar-
nala organizacijas diagnostikas veidlapu (Carnall, 2003). Aptaujas rezultati lauj noskaidrot respondentu

verte§jumu vadibas procesiem vinu darba vietas.

2.2. Empiriska pétijuma metodologija un mérijuma instrumenti

Petijuma baze ir dazadu Latvijas organizaciju darbinieki, kuri paral€li darbam apgtst vadibzinatnes
studiju kursus magistra vai bakalaura limena studijas kada no trijam p&tijjuma bazes augstskolam: Rigas
Biznesa skola (2.1. tabula — RBS mag), Rigas Stradina Universitate (2.1. tabula — RSU mag un RSU bak)
vai Biznesa augstskola Turiba (2.1. tabula — BAT mag un BAT bak). Respondentu kopu raksturo saméra
augsts izglitibas Iimenis — 87% respondentu jau ir ieguvusi augstako izglitibu un turpina studijas magist-
ranttira, 13% ir vecako kursu studenti. Sava profesionalaja darbiba respondenti (n=578) ir gan ierindas
darbinieki, gan dazada limena vaditaji valsts un paSvaldibu, ka arT privatas organizacijas. Pétijums faktiski

neaptver stradniekus — ne kvalific€tus un ar1 vienkarsu profesiju parstavjus.
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Metodes raksturojums un mérijjuma instrumenti: ar anketéSanas palidzibu iegit datu bazi, lai iegttos datus
apstradatu ar datu apstrades un analizes programmam Excel un SPSS 15.0 un péc tam interpretétu rezultatus.

2.1. tabula. Aptaujas respondentu parskats

Augstskola Organizacijas tips Nostradats organizacija (gados) Vieta organizacija
un studiju . o .. N mazak | 1 lidz | virs3 | vairak | darbi- | zemaka |vidéja lim. | organiz. | ipas-
Iimenis valsts | pasvald. | privata | cita par 1 3 | lidz 10 | par10 | nieks | limvad. | vaditajs | vaditajs | nieks
BAT bak 6 3 37 2 16 21 11 0 30 5 11 0 2
BAT mag 148 30 236 20 98 143 147 46 207 70 114 20 23
BAT kopa | 154 33 273 22 114 164 158 46 237 75 125 20 25
RBS mag 4 2 25 3 9 9 14 2 7 8 15 3 1
RSU bak 1 0 17 0 12 5 1 0 15 2 0 0 1
kopa mag | 152 32 261 23 107 152 161 48 214 78 129 23 24
kopa bak 7 3 54 2 28 26 12 0 45 7 11 0 3
pavisam 159 35 315 25 135 178 173 48 259 85 140 23 27

Respondenta uzdevums organizacijas vadibas diagnostikas anketa bija ar Likerta skalas metodi novertet
40 anketa dotus apgalvojumus — raditajus, kas raksturo organizacijas notiekoSo. Savai organizacijai atbils-
tosako apgalvojuma vertéjumu respondenti veica 7 ballu skala:
7 — pilnigi piekritu apgalvojumam;
6 — gandriz pilnigi piekritu vai ar retiem izp€mumiem piekritu;
5 — piekritu;
4 un 3 - dalg&ji piekritu (augosa biitiskuma pakapg);
2 — nepiekritu;
1 — pilnigi nepiekritu.
Lai pilnigak interpretétu iegiitos rezultatus, tika ieviesti tris papildu mainigie:
e organizacijas tips (1: valsts organizacija; 2: paSvaldibu organizacija; 3: privata organizacija; 4: cits (noradiet));

e 3aja organizacija nostradatais laiks (1: mazak par 1 gadu; 2: 1 Iidz 3 gadi; 3: 31lidz 10 gadi; 4: vairak
par 10 gadiem);

e vieta organizacija (1: darbinieks; 2: zemaka Itmena vaditajs; 3: vidgja limena vaditajs; 4: organizacijas
vaditajs; 5: Ipasnieks).

No respondentiem izdalitajam 620 anketam, atpaka] tika sanemtas 578. Anketas bija anonimas, aiz-

pilditaju pulks katra aizpildiSanas reiz€ ne mazaks par 20 cilvékiem un anketa bija tikai jaievelk krustini,

tatad respondents nerisk&ja tikt atpazits, ar1 konkréts darba vietas nosaukums vai pilséta nebija janorada.

Atseviski pa apgalvojumiem visaugstakais vid&jais veértgjums 6,08 ir 1. apgalvojuma (organizacijas
mérku izpratn€), bet viszemakais — 4,13 (darbinieku ieinteresétiba un iesaistiSana izmaksu samazinasana).

Vidgjais teorétiskais vertéjums 3,5 ir parsniegts visos apgalvojumos, kas nozimé, ka respondenti
sniegusi kopuma augstus, virs vidgja, vertgjumus.

Asimetrijas koeficients apgalvojumos ir negativs (A<0), kas liecina, ka variantes (atbildes) ir sada-
Ijjusas nevienmerigi, t.i., empiriska sadalijuma likne ir novirzita pa labi no vid&ja aritmétiska, kas nozime,

ka vairak ir augstu novertejumu.
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Negativs ekscesa koeficients (E<0) norada, ka sadalijuma likne visos apgalvojumos iznemot 1. ir
saplacinata un raksturiga saméra liela varianSu koncentracija malgjas klas€s (gal€jos atbilzu variantos).
Visos apgalvojumos atbildes vérojamas pilna amplittuda, sakot ar ,,1” Iidz ,,7”.

Aptaujlapa dotie 40 apgalvojumi, atbilstosi Karnala izstradatajai metodikai, apvienoti astonas gru-
pas/skalas, kas atbilst dazadam organizacijas vadibu raksturojosam apgalvojumu grupam. Katra organiza-
cijas vadibas diagnostikas grupa bija pieci apgalvojumi. Detalizéta anketas informacija pievienota 5.pieliku-
ma (aptaujas anketa ar 40 jautdjumiem) un 6.pielikuma (anketas jautajumu apkopojums pa grupam/ska-
lam). Uzskatamibas labad turpmak apgalvojumu grupas interpretétas vidgjo vertgjumu dilstosa seciba
izmantojot grupu numeraciju ka 2.2. tabula.

2.2. tabula. Organizaciju vadibu raksturojoso
apgalvojumu grupas vidgjo vert€jumu dilstosa seciba

STANDART- INTERVALA VIDEJAIS INTERVALA

KLUDA MINIMUMS VERTEJUMS MAKSIMUMS
1 | Darba uzdevumi 0,05 5,27 5,36 5,46
2 | Sniegums 0,05 5,09 5,18 5,27
3 | Attiecibas 0,05 5,05 5,15 5,26
4 | Atbalsts 0,05 4,93 5,03 5,12
5 | Motivacija 0,05 4,75 4,85 4,95
6 | Lidervadiba 0,06 4,7 4,81 4,93
7 | Struktura 0,05 4,69 4,79 4,89
8 | Attieksme pret parmainam 0,06 4,67 4,79 4,90

Pa apgalvojumu grupam visaugstakais vidgjais vert€jums 5,37 ir darba uzdevuma izpratng, savukart,
viszemakais — 4,78 veérojams attieksmé pret parmainam un jauninajumiem. Lai noskaidrotu, vai vid€jo
vertgjumu atskiribas pa grupam ir uzskatamas par statistiski nozimigam un talak interpret€jamam, tika apré-
kinata gan standartkltida, gan intervala minimums, maksimums un vidgjais veértgjums (rezultatus sk.2.2.
tabula), ka art veikts grafisks rezultatu att€lojums ar 95% ticamibas intervaliem (sk.2.2. att€lu).

2.2. attels lauj izdarit secinajumus, ka:

e visaugstako vertgjumu sapemusie pirmas grupas (darba uzdevumi) apgalvojumi statistiski
nozimigi atSkiras no pargjiem;

e otro un treSo augstako vertejumu sanémusas apgalvojumu grupas (sniegums un attiecibas) sava
starpa statistiski nozimigi neatskiras, tacu atSkiras no 1. un 5. Iidz 8.grupu vértgjumiem;

e ceturtds grupas (atbalsts) vert€jumi statistiski nozimigi atSkiras no 1., ka art no 5. lidz 8.grupas
vert€§jumiem. Statistiski nozimigas atSkiribas no 2. un 3.grupas vert€§jumiem nav;

e 5. Iidz 8.grupu vertjumi sava starpa nav statistiski atSkirigi, tacu nozimigi atSkiras no 1. lidz
4.grupas vert€jumiem.

Izmantojot korelacijas koeficientu, noskaidrots cik liela méra statistiski viena gadijuma lielumi ir
skaitliski atkarigi no cita gadijuma lieluma skaitliskam vértibam. Korelgjot sava starpa pétijuma gaita
iegltos apgalvojumus, loti izteikta korelacija, kad:

0.80<|k|<1

noverota Sados atsevisku jautajumu salidzinajuma gadijumos:
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e Jo vairak vaditajam ir ideju, kas palidz darbiniekiem, jo labak vaditajs prot atbalstit un iedro$inat.
e Jo skaidrak meérki un uzdevumi ir definéti, jo labak Sie merki tiek sasniegti.

e Ja sadarbiba organizacija ir laba, tad atbalstu un palidzibu sanem ikviens, kas tas nepiecieSams.

e Jo vairak tas, kas tiek darits ir nepiecieSams un efektivi paveikts, jo vairak mérku tiek sasniegti.

¢ Iniciativa un radoSums tiek atbalstiti, ja vaditajs prot iedroSinat.

o Konflikti tiek risinati panakot ar darbinieku izpratni un akceptu, un tiek atbalstita iniciativa un
radoSums.

5,6

55

54

53

5,2

51 <

véerteéjums

4,9

4,8

4,7

4,6
1 2 3 4 5 6 7 8

grupas numurs

| ¢ intervala min ® vidé&jais vértéjums  intervala max|

2.2. attels. Organizaciju vadibas diagnostikas apgalvojumu grupu vid&jo vértgjumu likne dilstosa seciba ar
95% ticamibas intervaliem

Atseviskas augstas korelacijas kur k>0,7 noverotas, vienlaicigi savstarp&ji korel€jot apgalvojumus
pa grupam:

e Apgalvojumu grupa par lidervadibu tiek noverots, ka, ja vaditajs prot atbalstit un iedrosinat, tad
vaditaja darba stils atvieglo darbinieka darbu.

e Ja vadibas stils arT augstakaja Itmeni ir atbalstoSs un efektivs, tad augstaka Iimena vaditaji ir
radosi un prot ieinteresét art darbiniekus.

e Attieksmé pret parmainam noverots, ka organizacija regulari tiek parskatitas metodes un ieviesti
jauninajumi, ka arT procesi regulari tiek parskatiti un ir atbilstosi nepiecieSamibai.

Hi kvadrata kritérijs (x°) (neparametriskas statistikas kritérijs statistisko hipotezu parbaudei),
lietots, lai noteiktu:
e Vai empiriskais apgalvojumu sadalijums grupas atbilst kadam teorétiskam sadalijumam?
e Vai pastav statistiski nozimiga sakariba starp divam atributivam pazimém (grupam)?

e Vai pastav statistiski nozimiga sakariba starp divam kvantitativam pazimém, kas neatbilst norma-
lam sadalijumam?
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e Vai divi empiriskie sadaltjumi ir Iidzigi?

Ar n,i apzim&jot empiriska sadalijuma frekvenci un ar ne; — atbilstosa teorétiska sadalijuma frek-
venci, var izvirzit divas hipotézes:

Ho: noi=nei - empiriskais sadalfjums atbilst teor&tiskajam,
Hi: noi#nei - empiriskais sadalfjums neatbilst teorétiskajam.

Lai raksturotu teorétiska un empiriska sadalijuma atbilstibu, faktiska aptaujas rezultatu veértiba pa
grupam salidzinata ar kritisko xza; vi

e ja XZZO, tad nyi=ne; un sadalijuma liknes sakrit;

o X2>X2a; v, tad starpiba starp sadalfjumiem ir biitiska ar varbiitibu P=1-q;

° X2<X2a: v, tad ar varbiitibu P=1-o nevar noraidit nulles hipotezi.

Kritiska vertiba XZQ; v aprekinata ar MS Excel funkciju CHINV. 1zmantojot XZ kriteriju, parbaudita
kvantitativo izlasu noveérojuma skaita sadalijuma atbilstiba teorétiskajam noverojumu skaitam. Gan par
katru no apgalvojumu grupam, gan par p&tijumu kopuma tika izvirzita pétijjuma hipoteze:

Ho: nav atSkiribu starp respondentu sniegtajam atbildém uz attiecigas grupas apgalvojumiem.
Hi: ir atSkiribas starp respondentu sniegtajam atbildém uz Siem apgalvojumiem.

Apstradajot respondentu atbildes tika noteikti ? empiriskais un 32 » teorétiskais. Visos gadijumos
noskaidrojas, ka: Xz > Xza; v — tatad atSkiriba starp atbilzu sadalfjumiem grupas ir butiska ar varbiitibu
P=0,95 un var noraidit nulles hipotezi.

Ta ka §1 promocijas darba gaita aptauja tika adapteta latvieSu valodai, butiski ir ne vien uzzinat respon-
dentu viedokli, bet noskaidrot arT metodologiskas dabas jautajumus. Korelacijas un hi kvadrata analizes bija
nepiecieSamas, lai parliecinatos, vai anketa, kuras 40 jautajumus apkopo 8 grupas ir nepiecieSama. Hi
kvadrata analizes rezultati rada, ka jautajumi katras grupas ietvaros ir atSkirigi un to skaitu nevajadzetu
samazinat, jo tie detalizéti raksturo situaciju. Savukart korelacijas analizes rezultati (izteikti doming
pozitiva korelacija) rada, ka jautajumi ir radniecigi — nav nejausi salikti un nesaistiti.

Ar datorprogrammas SPSS 15.0 palidzibu tika veikta anketas satura ieksgjas saskanotibas parbaude
izmantojot Kronbaha alfu. Alfas koeficients var biit robezas no 0 lidz 1. Loti augsts alfa — virs 0,90 — lieci-
na, ka jautajumi ir ne tikai loti saskanoti, bet pat parak lidzigi (Rascevska, 2005). Kronbaha alfa pa apgal-
vojumu grupam atspogulota 2.2. tabula un visos gadijumos parsniedz 0,75, tacu ne 0,9, kas lauj apgalvot,
ka ar §1s aptaujas palidzibu var diagnosticét organizaciju vadibas Iimeni izmantojot gan Kolinsa anketu
kopuma, gan ieteiktas 8 apkopojuma grupas.

Visam grupam tika izvertéts ari, ka mainitos Kronbaha alfa, ja kads jautajums tiktu izpemts (if item
deleted). Tikai viena gadijuma — no 6.grupas iznemot 22.jautajumu alfa mainitos no 0,855 uz 0,886, tacu
§1 starpiba nav nozimiga, talab jautajums tika atstats. Visos par€jos gadijumos katras grupas alfa ir augstaka

€s0$aja jautajumu sastava.
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2.3. tabula. Aprekinata Kronbaha alfa
pa apgalvojumu grupam (originalaja grupu seciba)

GRUPAS NUMURS UN NOSAUKUMS KRONBAHA ALFA
1. grupa. Darba uzdevumi 0,82
2. grupa. Struktiira 0,84
3. grupa. Attiecibas 0,86
4. grupa. Motivacija 0,77
5. grupa. Atbalsts 0,79
6. grupa. Lidervadiba 0,86
7. grupa. Attieksme pret parmainam 0,86
8. grupa. Sniegums 0,78

Var secinat, ka anketas jautajumu saskanotibas raditajs pa grupam ir augsts un anketa un tas rezul-

tati ir praktiski izmantojami un interpret&jami.

2.3. Empiriska pétijjuma galveno rezultatu apkopojums un interpretacija

Fakts, kas dod signalu par respondentu passajiitu, iezimgjas jau aptaujas anketu sakotngjas tehniskas
apstrades laika. Anketa bija noforméta uz vienas lapas abam pusém. Tris no respondentiem nebija aizpildi-
jusi vienu lapas pusi — ar apgalvojumiem par organizacijas tipu un darba stazu — anketas izdalot tie bija
lapas otra pus€ un tapec, visticamak, aizmirsti vai nav pamantti. 3 $§adi respondenti veido 0,5%, kas ir nor-
mals tehnisku kltidu skaits $adai kopai. Tacu ir ari otrs skaitlis — 38 respondenti jeb 6,6% no kopgja skaita,
nodevusi anketas, kuram apzinati nebija aizpildijusi pamatdalu ar 40 apgalvojumiem — tatad nevélgjas atbildet.

Anketas aizpildita dala lauj izdarit secinajumus par neaizpilditajiem un iesp&jamajiem neaizpildisa-
nas iemesliem. Pieci no 38 neaizpildijusajiem ir privatu uznémumu ipasnieki un vigu neveleéSanas aizpildit
anketu, kas biitiba liek paSiem sevi izvertet ir saprotama, tacu art vinu Ipatsvars kop€ja respondentu skaita —
0,9% rezultatus butiski neietekmé.

Neaizpildijuso sadalijums absoliitos skaitlos pa valsts un privatam organizacijam ir gandriz vienads
(attiecigi 18 un 16 respondenti), kaut ar1 aptaujas aizpilditaju parskats rada, ka valsts organizacijas strada
177, bet privatajas — 330 respondentu (pargjie 64 — citu tipu organizacijas). Te redzams, ka tieSi valsts
organizacijas stradajosie biezak neka citi nevélas izvertét savu darba vietu.

20 jeb vairak ka puse no neaizpilditajiem norada, ka ir ierindas darbinieki, nevis kada no vadibas
Iimeniem. Vinu darba stazs organizacija ir visai dazads — no mazak par 1 nostradatu gadu (11 responden-
tiem), lidz 12 respondentiem, kuri strada ilgak 3-10 gadus, 11 respondenti noradijusi, ka strada konkrétaja
organizacija 1-3 gadus. Tikai Cetri anketu neaizpildijuSie strada konkrétaja organizacija ilgak par 10 ga-
diem. Tatad 6,6% no kopgja aptaujas respondentu nevélas izvertét ka tiek organizets un vadits vinu darbs.
Ja organizacija un ar darbinieku passajiitu viss butu kartiba, §adas situacijas nebutu.

Apkopojot informaciju par respondentu vietu organizacija, tika noskaidrots, ka visvairak — 48,1 % res-

pondentu strada par zemaka Iimena vaditajiem, bet 26% pasi ir organizacijas vaditaji. Tikai 5% ir TpaSnieki.
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Parsvara sava patreiz€ja darba vieta respondenti strada 1 — 3 gadus, attiecigi — 33% un 32%, un tikai
9% strada jau ceturto gadu.

Vairak ka puse respondentu, t.i., 59% strada privata organizacija, bet 30% valsts organizacija. Tas lauj
izdarit secinajumu, ka privatas organizacijas stradajosie ir vairak motiveti savas izglitibas paaugstinasanai.

Taka ir pieejami Karnala (Carnall, 2005) organizaciju vadibas diagnostikas anketas vid&jie vertéjumi viena
Lielbritanijas organizacija (sk.2.4. att€lu), tos var péc biitibas salidzinat ar Latvija veikta pétijuma rezultatiem

(sk.2.3. attélu).
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2.3. attels. Organizaciju vadibas diagnostikas apgalvojumu grupu vidgjo veértgjumu likne dilstosa seciba
Latvija veiktajai anketeSanai.

Ka atSkiriba atzim€jams fakts, kas redzams salidzinot 2.3. un 2.4. att€lus — Lielbritanijas respondentiem
vidgjo vertejumu amplitida ir 1,36, kamér Latvija 0,58. Otra atskiriba — Latvijas respondenti devusi salidzi-
nosi augstakus vértejumus — starp 5,4 un 4,8, kamér Lielbritanija — starp 4,2 un 2,7. Abas §is atSkiribas
darba netiek talak pétitas, tacu interesanti ir secindjumi, ko var izdarit pec ir liknu vizuala salidzinajuma.

Vertejumus pirmajam piecam apgalvojumu grupam var uzskatit par lidzigiem. Biitiska atSkiriba ie-
Zimgjas vertejumos 6. un 7.grupas apgalvojumiem, kuri tie$i saistiti ar §1 promocijas darba t€mu — mus-
dienigu vadibu: respondenti Lielbritanija Iidervadibu un organizacijas struktiiras atbilstibu verté daudz
augstak, neka Latvijas respondenti. Attieksme pret parmainam (8.grupa), respondentu vert€jums ir [idzigs.

Talak sniegts autores Latvija veiktas aptaujas konspektivs katras grupas apgalvojumu izvertéjums ar
merki interpretét tos, izdarit secindjumus un sniegt priekSlikumus miisdienigas vadibas principu ievieSanai
un izplatiSanai Latvija.

Pirmaja organizaciju vadibas diagnostikas skala grupéti apgalvojumi, kas raksturo organizacijas dar-
binieku izpratni par galvenajiem darba uzdevumiem — organizacijas darbibas mérka defingjumu, prio-

ritates, piederibas sajiitu organizacijai un pasa konkréti veicamo uzdevumu skaidribu. Apkopojot rezultatus
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redzams, ka tiesi $1 skala sanémusi visaugstako respondentu noveértéjumu — 5,36 (skatit 2.3. att€lu), kas

lauj secinat, ka gan organizacijas, gan pasu veicamie uzdevumi respondentiem ir skaidri.
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2.4. attels. Organizaciju vadibas diagnostikas apgalvojumu grupu vid€jo veért€§jumu likne Lielbritanija
veiktajai anket€Sanai. (Carnall, 2003)

Uz 1., 9. un 17. apgalvojumu visvairak ir veért€§jumu ,,7”, bet 25. un 33. apgalvojumam —,,6”. Savu-
kart uz 1. un 33. apgalvojumu ir vismazak veértéjumu ,,1”. Jasecina, ka respondenti zina organizacijas
mérkus, jo Sis apgalvojums sanémis vislielako vértgjumu ,,6” un ,,7” skaitu — 410.

Otraja ir apgalvojumi, kas raksturo organizacijas sniegumu — gan formalo mérku izpildes kontroli
un veleéSanos stradat labi, gan izpratni par to, ka labie rezultati ir visas organizacijas kop€ja darba rezultats.

Uz 16. un 40. apgalvojumu visvairak ir vert§jumu ,,7”, bet 8. un 32. apgalvojuma dominé ,,6”, 24.
apgalvojuma — ,,5”. ST skala summari ir sanémusi vienu no augstakajiem novértgjumiem — 5,17, kaut ari
Saja grupa ir apgalvojums, kur§ pats atseviSki ir san€mis absoluti viszemako vertgjumu: apgalvojuma
,darbinieki doma par izmaksam un mekl€ to samazinaSanas iesp€jas” atbilstibu realitatei ar ,,1” 1idz ,,3”
verté 188 respondenti, kamér tikai 130 to vérte starp ,,6” un ,,7”.

Ta ka Sis apgalvojums ir loti biitisks par organizaciju darbibas un vadibas efektivitati domajot, ta iz-
vertejums janem vera, tacu apkopojot $is apgalvojumu skalas rezultatus ir skaidrs, ka vid&jais vert€jums biitu
augstaks, ja ,,efektivitates apgalvojums” taja nebutu skarts. Augsto vidéjo vertejumu Sai grupai nodroSina
2 no jautajumiem — pozitivo atbilzu ¢empioniem: 377 respondenti ar ,,6” un ,,7” vérté apgalvojumu ,,mes
visi gribam stradat labi” un 295 lieliski apzinas, ka ,,labie rezultati ir visas organizacijas kop&ja darba rezultats”.

Tresaja skala grupéti apgalvojumi, kas raksturo attiecibas organizacija: gan attiecibas ar vadita-
jiem un kolégiem, gan sadarbibu un konfliktu risina$anas metodes. ST skala sanémusi vienu no augstaka-

jiem respondentu novertgjumiem — 5,15, kas rada, ka darbinieki prot veidot attiecibas organizacija, kaut
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arT, ka rada 2. un velak ar1 7.skalas apkopojums — nebiit nav apmierinati ar organizacija notiekoso. Var se-
cinat, ka respondenti ir iemacijusies ,,izdzivot” nepievérSot uzmanibu problémam, nemeklgjot risinajumus
un parmainas. Un tas nav pozitivs signals par organizaciju un valsts attistibu domajot.

Uz 3., 11. un 19. apgalvojumu visvairak ir vertgjumu ,,7”, bet 27. apgalvojuma — atbilde ,,6”, un 35.
apgalvojuma atbilde ,,5”. Apgalvojums ,,man ir labas attiecibas ar kolégiem un vadibu” sanémis vienu no
visaugstakajiem novértgjumiem — ar ,,7” vai ,,6” to vértgjusi 402 respondenti. Sads sadalfjums lauj izdarit
secinajumu, ka darbinieki ir iemacijusies sadzivot ar vaditajiem, kaut arT konfliktu risinaSanas metodes
neuzskata par 1pasi veiksmigam un sadarbibu rosinosam.

Ceturtaja skala ir apgalvojumi, kas raksturo vaditaju atbalstu darbiniekiem un starpstruktiiru
sadarbibu: darbam nepiecieSamo resursu pieejamibu, vadibas idejas un gatavibu palidzet, strukttirvienibu
gatavibu sadarbibai. Skalas vertejums ir videjs — 5,02, kas norada uz uzlabojumu iesp&jam.

Uz 5., 13. un 21. un 37. apgalvojumu visvairak ir vertg§jumu ,,6”, bet 29. apgalvojuma doming ,,5”.
Savukart uz 6. un 21. apgalvojumu ir vismazak verte¢jumu ,,1”. Apkopojums rada problémas struktiirvie-
nibu sadarbiba un gataviba palidzet. Var secinat, ka darbinieki nepietiekami izprot organizacijas darbibas
vienotibas nozimi, dominé ,,savas” intereses.

Saja skala ir arT viens no absoliiti zemakajiem vért&jumiem — 151 respondents ar vértgjumu no ,,1”
lidz ,,3” atzimgjis apgalvojumu ,,manam vaditajam ir idejas, kas palidz man un kolggiem”.

Piektaja skala ir apgalvojumi, kas raksturo motivaciju: atalgojuma atbilstiba iegulditajam darbam,
mudinajumu pilnveidoties, iesp&ju sanemt atbalstu un palidzibu, ka arT darbinieku iesaistiSanas un delegésa-
nas [tmeni. AT §Ts skalas vert€jums ir samera zems — 4,85. Analize rada, ka organizacijas pietickama uzma-
niba netiek pieversta iesp&jai paaugstinat darbinieku iesaisti vadibas procesos un atbildibas delegésanai,
kaut organizaciju darbinieku izglitibas un izpratnes Iimenis Latvija péd€jo gadu laika ir strauji audzis.

Uz 4. apgalvojumu visvairak ir veért€jumu ,,7”, bet 20., 28. un 36. apgalvojuma dominé ,,6”, 12.
apgalvojuma —,,5”. Savukart uz 20. un 36. apgalvojumu ir vismazak veért€§jumu ,,1”. Tas lauj secinat, ka
darbinieku mudinasanai pilnveidoties bez attiecigas motivacijas (sagaidamas atalgojuma paaugstinasanas
vai tamlidzigiem) nav nozimes — darbinieki nav 1&étticigi un savu sniegumu vienkarsi tapat uzlabot ne-
grasas. ParsteidzoSi nepatikama ir 139 respondentu norade, ka vini vispar netiek mudinati pilnveidoties
(atziméti vertéjumi no ,,1” lidz ,,3”).

Sestaja skala ieklauti apgalvojumi, kas raksturo ldervadibas principu izmantoSanu organizacija —
vaditaja radoSumu, prasmi un gatavibu iedroSinat darbiniekus, mudinat (arT ar savu paraugu) talakam inova-
cijam un darbibas pilnveidoSanai. ArT T skala sanémusi vienu no zemakajiem veértg§jumiem — 4,81. Tas liek
secinat, ka patlaban Latvijas organizacijas lidervadibas principi tiek vaji izmantoti. No otras puses raugo-
ties — ta ir lieliska iespgja, jo pedgjos gados par aktualajiem vadibas jautajumiem Latvija tiek runats un raks-
tits aizvien biezak, latvieSu valoda izdotas vairakas vertigas gramatas, ar1 studiju programmas personala
vadibai tiek iedalita aizvien lielaka vieta, talab var cerét, ka, informacijai un zinaSanam izplatoties, dazu

tuvako gadu laika situacija lidervadibas joma mainisies.
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Uz 6. un 22. apgalvojumu visvairak ir vért€§jumu ,,7”, bet 14., 30. un 38. apgalvojuma doming ,,6”.
Atbildes uz 22. rada, ka formala darbinieku snieguma kontrole organizacijas ir spéciga, tacu, ka uz to
norada citu apgalvojumu apkopojums, daudz mazak tiek domats sist€miski un par kopgjam vertibam vai
aktualitatém. Un tas atzim&jams, ka negativs fakts. Ipasi tadel, ka, vienlaikus ar akcentu uz kontroli,
respondenti atbild€s uz Sis pasas grupas jautajumiem izteikti norada, ka savu vaditaju ricibu — vadibas
stilu, radoSumu un prasmi ieinteresét darbiniekus vini veért€ samera zemu.

Kas attiecas uz parmainam un to vadiSanu, tiesi §1s grupas 3 apgalvojumi izcelas ar lielu noraidoSo
vertejumu skaitu (no ,,1” 11dz ,,3”): 135 respondenti $adi vert€ savu vaditaju prasmi atbalstit un iedrosinat
darbiniekus, 143 ta noveérté vaditaju radoSumu un sp&ju ieinteresét padotos, bet 152 kritiski verte sava
vaditaja darba stilu — tas nebiit neatvieglojot vinu darbu.

Ja no §is grupas atbilzu apkopojuma tiek iznemtas atbildes uz apgalvojumu ,,sniegums regulari tiek
kontrol&ts”, jo tas p&c biitibas neraksturo Iidervadibu, tad kopgjais vert€§jums Iidervadibai no 4,81 paze-
minas vel vairak — 1idz 4,67.

Septitaja skala grupéti apgalvojumi, kas raksturo organizacijas struktiiru un darba organizaciju:
vai ta ir saprotama, situacijai atbilstiga un elastiga, vai tick mekl&tas uzlabojumu iespéjas. Sis skalas atbilzu
apkopojums iezZim& bitisku problému — ta ir san€musi vienu no viszemakajiem vidgjiem vertgjumiem —
4,79, kas liecina, ka Sai jomai patlaban Latvija netiek pievérsta pietickama uzmaniba. No otras puses —
tiesi Seit ir mekl€jami risindjumi organizaciju darbibas efektivitates paaugstinasanai. Tacu jaatzimée, ka §1s
un 7.grupas apgalvojumi nav iekluvusi neviena no noveértéjuma ekstrémiem — ne pie izteikti zemajiem, ne
augstajiem vert€jumiem.

Uz 10., 26. un 18. apgalvojumu visvairak ir vért€§jumu ,,7”, bet 34. apgalvojuma —,6, un 2. apgal-
vojuma ,,5”. Savukart uz 2. un 18. apgalvojumu ir vismazak vertejumu ,,1”. Tas ]auj izdarit secinajumu, ka
darbinieki nav 1pasi apmierinati ar organizacijas struktiiru un darba organizaciju.

Astotaja skala ir apgalvojumi, kas raksturo organizacijas gatavibu parmainam: regulara metozu
un procesu parskatiSana un uzlaboSana, atbalsts iniciativai un radoSumam. Diemzgl tieSi §1 loti svariga
apgalvojumu skala sanémusi viszemako respondentu noveértgjumu — 4,78.

Uz 39. apgalvojumu visvairak ir verte¢jumu ,,7”, bet 15. un 31. apgalvojuma doming ,,6”, 7. ap-
galvojuma —,,5”. Savukart uz 7. apgalvojumu ir vismazak veért€§jumu ,,1”. Var secinat, ka §1 apgalvojumu

grupa respondentiem $kitusi neviennozimiga.

Secinajumi par Kolinsa anketas metodologiju un turpmaku izmantosanu
1. Kolinsa anketa ir izmantojama organizaciju vadibas diagnostikai arT Latvija.

2. leteicams $adu pétijumu velreiz veikt ar plasu respondentu kopu pec 5 gadiem, lai spriestu par mus-
dienigas vadibas ideju talaku izplatibu un izmantoSanu Latvija.

3. Atkartota p&tijuma biitu svarigi salidzinat ne vien absolfitos vert§jumus pa jautajumiem un grupam, bet
ar1 — vai mainas grupu vertejumi no statistiski nozimigo atSkiribu viedokla (salidzinat ar 2.2.tabulu un
2.2.attelu).
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4. Veicot anketéSanu studentu vai lidzigai respondentu kopai, taja nav jaieklauj nestradajosi respondenti;
ar1 organizaciju 1pasnieku ieklauSana nav vélama, jo viniem nakas vertét savu veikumu un idejas, lidz
ar to vinu objektivitate ir apSaubama.

5. Noderiga var biit §is anketas izmantoSana aptaujajot vienas organizacijas darbiniekus un tad analizgjot
rezultatus — ta iegiistot informaciju par vadibas procesiem konkréta organizacija.

Respondenti salidzinosi augstu vertgjusi savu gatavibu parmainam un produktivam darbam, bet vis-
zemako verte€jumu sanémusi vinu tiesie vaditaji, kamér vadibas metodes organizacija kopuma tiek vertetas
salidzinosi augstu — tuvu respondentu pasvert€§jumam.

Sads rezultats dalgji skaidrojams ar jau iepriek§ minéto misdienigas vadiSanas prasmju trikumu,
tacu jaatceras, ka cilveks citus allaz verté ar augstaku kritiskuma devu neka sevi, lidz ar to Sim raditajam
allaz buitu jabiit zemakam par pasvert€§jumu, tacu starpiba varétu samazinaties, vaditajiem izmantojot mis-

dienigakas vadibas metodes.

Secinajumi péc empiriska pétijuma anketas rezultatu apkopoSanas
Kopuma izvertgjot anket€Sanas rezultatus redzams, ka ir tris apgalvojumi, kuri sanémusi par citiem
btiski augstakus respondentu vertéjumus, un tie ir:
e 410 respondenti ar 6-7 vérte apgalvojumu “organizacijas mérki man ir zinami”’;
e 402 respondenti ar 6-7 verté — “man ir labas attiecibas ar kolégiem un vadibu”;

e 295 respondenti ar 6-7 vérté apgalvojumu “sniegums tiek regulari kontrol&ts”.

Var secinat, ka formala planu izpildes kontrole plasi izplatita. Fakts, ka darbiniekiem ir labas attie-
cibas ar kolégiem un vadibu, atzim&ams ka pozitivs, tacu visu triju vispozitivako vért&jumu sanémuso
apgalvojumu nozimigums un ietekme mainas, kad tos interpreté kopa ar seSiem viszemakos vertgjumus
sanémusajiem apgalvojumiem:

e 188 ar 1-3 verte “darbinieki doma par izmaksam un mekl€ to samazinaSanas iesp&jas’;
e 152 ar 1-3 vérte “mana vaditaja darba stils atvieglo manu darbu”;

e 151 ar 1-3 vérté “manam vaditajam ir idejas, kas palidz man un kolégiem”;

e 143 ar 1-3 verte “mans vaditajs ir radoSs un prot ieinteresét”;

e 139 ar 1-3 verte “es ticku mudinats pilnveidoties”;

e 135ar 1-3 verte “mans vaditajs prot atbalstit un iedrosinat”.

Cetri no se$iem apgalvojumiem satur loti kritisku sava vaditaja izmantoto vadibas metoZzu izman-
toSanas verte§jumu un liek secinat, ka Latvijas vaditaju izglitiba ir nepiecieSams IpaSu uzmanibu pieverst
tiesi vadiSanas psihologiskajam aspektam, kas saistits ar sevis un citu izprasanu, emocionalajai inteli-
gencei, empatijai u.tml. Divi no $iem rada ar7 ideju un radoSuma trikumu vaditaju darbiba un izriet seci-
najums, ka nez vai vinu darbinieki grib&s un varés atlauties biit radosi, ja tadi nav vaditaji. Ar Sis aspekts
paturams uzmanibas loka, veidojot izglitibas programmas vaditajiem un realiz&jot tas. RadoSumu nevar

iemactt ar definicijam, nepiecieSama labakas pieredzes apguve un praktiska darboSanas.
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Vaditaju neizpratni par notiekoSo vai pat bailes no parmainam rada 139 respondentu atzimétais, ka
vini netiek mudinati pilnveidoties. Bet ka attistisies organizacijas, ja nesekos Iidzi laikam un neapgts
jauno? Sis skaitlis lick domat, ka lidzigu vaditaju Latvija noteikti ir vairak, jo respondenti pieskaitami
,dumpiniekiem” — vini stud€ par saviem lidzekliem un sava brivaja laika nereti nesanemot pat moralu
organizacijas vadibas atbalstu.

Sads secinajums liek uzdot jautajumu — vai ieguvusi karoto izglitibu, ie darbinieki vél ilgi paliks
S$aja organizacija un tadu vadttaju paklautiba, kas neatbalstija vinu izglitoSanos? Visticamak n&. Un dar-
binieku mainiba atkal ir neizbégama. Vienigais potenciali pozitivais risinajums biitu, ka Sie misdienigi
izglitotie darbinieki statos savu patreizéjo vaditaju vieta, tacu tas vairak ir pétnieka vélme un ieteikums, ne

reala iesp&jamiba.

Vaditajiem
jarod IDEJAS
un resursi Trokst resursu amazinds
darbinieku darbinieku darbinieku
motivésanai moﬁvéhnui motivacija
Samazinds Mazinds
organizacijas darbinieku
ienémumi vélme stradc
Samazinds _
piesaisfito gg:gz
klientu -
skaits raZigums
Pazeminas
atdeve

2.5. attels. Motivacijas problému risinasanas kopsakaribu aplis (autores izstradats)

Latvija samilzuSo vadibas problému risinasana labs paligs var bt sist€tmpieejas izmantoSana. 2.5.
att€la redzams promocijas darba izstrades laika izveidotais motivacijas problému kopsakaribu aplis, kas pec
savas bitibas ir tipisks ,,apburtais loks”, kadus savos darbos biezi apraksta sisttmpétnieki (Hitchins, O’Connor).

Konkrétaja gadijuma 2.5. attéls rada, ka problému nerisinasana nenozimg, ka organizacija viss paliks pa
vecam. Tiesi otradi — resursu trikums darbinieku motivacijai un ar to saistita vadibas bezdarbiba ved pie

situacijas aizvien talakas saasinasanas:

ja trukst resursu darbinieku motivacijai,
e samazinas darbinieku motivacija,

e samazinoties motivacijai, samazinas darbinieku interese par veicamo,

ja darbinieki nav ieintereséti, kritas darba razigums,

kritoties darba razigumam, samazinas kapitala un citu ieguldito Iidzeklu atdeve,

e samazinoties atdevei palielinas nepiesaistito klientu apjoms,

ja konkréta organizacija nespéj piesaistit klientus, to dara konkurenti un palielinas vinu ienakumi,

palielinoties konkurentu ien€mumiem, kritas miisu organizacijas ienakumi,
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e darbinieku motivéSanai nepiecieSamie resursi vél vairak samazinas un aplis sak savu otro ritgju-
mu, ar vél mazakiem resursiem un darbinieku motivaciju darbam.

Tatad — organizacijas vaditajiem neko nemainot sava riciba, situacija organizacija nevis paliek nemai-
niga, bet pasliktinas. Vienigais efektivais risinajums, kas var partraukt problémas eskalaciju ir apzinat
idejas un rast lidzeklus, kas nepiecieSami darbinicku motivacijas limena paaugstinasanai.

Ta, piem@ram, risinajums aizdomam par to, ka darbinieki slimibas lapas izmanto ka aizsegu ,,pa-
pildu brivdienam” vai pat stradasanai pie cita darba dev@ja, mekl&jams izstradajot sisttmu piemaksam
darbiniekiem, kas iepriekseja gada laika slimojusi maz vai nemaz. Ar aizliegumiem vai stingraku arstu
kontroli, ka tika ieteikts, ST probléma nav risinama. Jo — labi darbinieki organizacijas, kur vinu sniegums
un idejas tiek novertéts, daudz neslimo.

RadoSuma un jaunu ideju trikums Latvija biitiski bremzg gan konkrétu organizaciju, gan visas taut-
saimniecibas attisttbu. NepiecieSams tos aktivizet, pastiprinat, macit. Ka norada Tisenkopfs (Tisenkopfs,
2007), inovacijas jeb latviski — jaunveide — kluvusas par modes vardu lidzas tadiem vardiem ka komuni-
kacija, tehnologija, mobilitate, globalizacija. Inovacijas ir process, kura notiek atjauno$anas — inovét nozimé
veidot jaunas kombinacijas, savienot materialus un spekus pa jaunam. Tacu jaunveide nav vienkarSa
sajauksana, ta ir radosa un stratégiska kombing&Sana, kuras rezultata top jaunas preces un pakalpojumi vai
tiek veidoti jauni risindjumi, to skaita socialie un politiskie.

Diemzgl Latvija ar inovacijam loti bieZi saprot tikai tehniskus un tehnologiskus risinajumus, kamér
pasaule ir pilna ar idejam, tas cirkul€, sazarojas, atzarojas, savienojas un rada citas idejas. Idejam piemit sav-
starp&ja jaunrades sp&ja. Lai rastos inovacija ir jasavieno divas telpas — ideju telpa un praktiskas darbibas
telpa. Abam piemit iek$gja logika un institucionala organizacija. Ir svarigi tas ne vien izprast apvienot
jauna salikuma, bet nemt veéra, ka inovacijas allaz saistitas ari ar neizpratni un konfliktiem — ne visi grib
un var pienemt jauno. Tatad — arT drosme un uzné€miba vajadziga.
izplatits, tacu tas ir japopularizeé. Otrs butisks aspekts — radoSuma trikums praktiski visas jomas — no ne-
lieliem ikdienas uzlabojumiem, lidz pavisam jaunam pieejam.

Visvairak negativo verte§jumu — 188 — sanémusais apgalvojums, ka organizacijas netiek vai maz tiek
reali domats un darits izmaksu samazinasanas virziena, ne vien rada patiesos efektivitates problému ap-
meérus Latvija, bet arT iezime& pozitivu iesp&u — praktiska riciba efektivitates paaugstinaSanai ir daudz
vienkarSaka gan praktiski, gan psihologiski, salidzinot ar citam secinajumos iepriek§ mingtajam, un talab
tie$i Saja joma panakams visatrakais uzlabojums, ja efektivitates problémai tiek pieversta nepiecieSama
uzmaniba visos ITmenos.

Ir jasak ar praktiskam lietam, kas labi zinamas Rietumu pasaules biznesa organizacijam, tacu Latvija
praktiska darbiba maz izplatitas. Pirmais solis: ir nepiecieSams un iesp&jams apvienot gan lidzeklu ekono-

miju, gan ikviena realu dalibu ilgtsp€jigos un sociali atbildigos procesos, sakot ar:
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e papira dokumentu maksimalu aizstasanu ar informacijas uzglabasanu centralizeti un elektroniski — lai
darbam nepiecieSama informacija biitu &rti pieejama un izmantojama bez izdrukasanas vai kop€Sanas
un attiecigas glabaSanas un vélakas mekl€Sanas map€s vai papiru kaudzes;

e papira dokumentos konsekventi izmantojot lapas abas puses, $ada veida gandriz uz pusi samazinot
papira patérinu, arT skavu un sasprauzu nepiecieSamibu;

e atkritumu SkiroSanu u.c.

Seit minétie ieteikumi efektivitates paaugstina$anai uzskatami par pirmajam, loti vienkarajam, bet
butiskajam iniciativam, kas rosinatu ikvienu organizaciju darbinieku domat ar1 par talaku un butiskaku
efektivitates uzlabojumu iesp&jam.

Ir nepiecieSams visa veida inovativo un efektivo pieredzi pec iesp&jas plasi popularizeét un ieteikt,
$im noliikam izmantojot gan jau ierastas zinatnisko publikaciju un studiju procesa iespgjas, gan augstsko-

las un katra macibspéka personigo paraugu, ka art miisdienu masu médiju piedavatas iespgjas.

ST apjomiga empiriska pétijuma rezultati atspoguloti trijas zinatniskajas publikacijas:

Starptautiskam zinatniski ievirzitu lasitaju lokam sagatavota publikacija Latvia’s Employed Business
Management Students’ Readiness for Life and Work in Circumstances of Sustainable Development (11dz-
autore S.Vane, publicéts starptautiski recenzg&jama zinatnisko rakstu krajuma “Education and Sustainable
Development: First Steps Toward Changes” 2.s€juma, Daugavpils: Daugavpils universitates Ilgtspgjigas
izglitibas instittts; 2007.g.), kura tiek sniegts analitisks Latvijas vadibas izglitibas situacijas parskats, veikts
konspektivs salidzinajums ar pasaules pieredzi un tendenc€m, sniegti ieteikumi, kas var biit noderigi citu
parejas ekonomikas valstu parstavjiem (promocijas darba 2.pielikums).

Raksts Personala struktiiras izvertéjums motivéSanas procesa pilnveidei kopa ar lidzautori A.Salu
sagatavots prezent€Sanai tirisma jomas profesionaliem Biznesa augstskolas Turiba 7. starptautiskaja zinat-
niskaja konferenc€ ,,Jauni tirisma produkti regionu attistibai” (01.06.2007.) un publicéts tas rakstu kra-
juma. Raksta salidzinos$i apkopoti §1 promocijas darba autores un LLU doktorantes A.Salas veikto petjumu
rezultati, formul€jot priekSlikumus motivéSanas procesa pilnveidei viesmilibas joma stradajoSajiem, kur
darbinieku mainibas Itmenis ir biitiski augstaks par vid€jo tautsaimnieciba (promocijas darba 3.pielikums).

Raksts Cilveks organizacija — ka darbinieki vérté vadibas metodes sava darba vieta lesniegts un ak-
ceptéts publiceSanai (sk.izzinu pirms 4.pielikuma) LR Centralas statistikas parvaldes zinatnisko rakstu kra-

juma , Statistikas zinatnisko pétijumu rezultati 2008, kuru planots izdot 2008.g.vidi (promocijas darba 4.pielik).

3. SECINAJUMI UN PRIEKSLIKUMI PAR VADIBAS IZGLITIBU MUSDIENU
SABIEDRIBA
Promocijas darba mérkis ir sasniegts: sistémiskas vadibas izglitibas lomas, biitibas un Latvijas prak-
tiskas situacijas izp€tes rezultata ir tapusi tematiski vienota Cetru zinatnisko publikaciju kopa un ir iespe-
jams koncentréti apkopot galvenos secinajumus un priekslikumus par miisdienigu vadibas izglitibu, kas ir

biitiska Latvijas tautsaimniecibas ilgtsp€jigai attistibai.
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Vadibas izglitiba miisdienu Eiropa tiek skatita saistiba ar sabiedribas daudzveidibu, cilveku ekonomis-
kajam un socialajam tiesibam, cilvéktiesibam, vienlidzibu un dzimumu Iidztiesibu.

Daudzviet pasaulé uzkrata pieredze liecina par to, ka biznesa vadibas joma uzkrata pieredze ir siste-
miski visparinama, adapt€jama un izmantojama visparéju misdienigas vadibas zinaSanu un prasmju
(kompetencu) apguvei ar1 ne-pelnas organizacijas.

Latvijas augstskolam ir jaizstrada musdieniga profesionalas vadibas izglitibas apguves un profesio-
nalas pilnveides sistéma. Ir jaizveido visparizglitojosi vadibas izglitibas moduli, kuri jaintegré dazadu
specialitasu studiju programmas un mizizglitibas kursu piedavajumos.

Biitiski japastiprina inovativo un radoSo metozu izmantoSana gan studiju procesa, gan praktiskajos
darbos un organizaciju vadiba, ne tikai tehnologiska (IKT) skatfjuma. Veiktais pétijums rada, ka
pasaulé sada pieredze ir, Latvija ta lidz §im nav pietickami novertéta.

Ir jauzlabo sadarbiba starp institiicijam, kuras atbildigas par profesiju klasifikaciju un profesiju stan-
dartiem, lai viena veiktas izmainas tiktu operativi un sistémiski salagotas arT ar otru.

Ka par to liecina pétijuma noskaidrotais, patlaban Latvija ir nepietiekams tieSi miisdienigo vadibas
kompetencu apguves nodrosinajums. Ir butiski par jaunakajam tendencém un metodém izglitot ne vien
studentus, bet arT iesp&jami plasus aktivo cilvéku slanus. Zinasanas un prasmes jaizplata ar1 veidos, kas
lidz $im Latvija nepietickami noverteti un izmantoti no izglitotaju puses, pieméram, popularzinatniska
informacija masu médijos.

Japarskata vadibas izglitibas joma stradajoso macibspeku un p&tnieku darba organizéSanas un verte-
Sanas sistéma, lidztekus zinatniskajai un pedagogiskajai darbibai ieklaujot ari popularzinatnisko un
konsultativo darbu. Promocijas darba autores publikaciju sérija — 15 raksti (promocijas darba
11.pielikums) ir $adas izglitojosas darbibas pozitivs piemers.

Pedgjo gadu laika Latvijas valsts, un ne tikai ta, sastopas ar dualas dabas problému: no vienas puses —
bezdarba Iimenis ir ap 8% no ekonomiski aktivajiem iedzivotajiem, no otras puses — pastav izteikts
kvalificéta darbaspéka triikums. Viens no §is paradibas c€loniem ir biitiska atSkiriba atalgojuma prasi-
bas un piedavajuma, ka rezultata dala kvalificétako un uznémigako Latvijas iedzivotaju atrod darbu
citas ES valstis. Otra c€lonu grupa meklgjama ar izglitibu saistitos faktoros. Uznéméji siidzas, ka eso-
Sajiem darbiniekiem nav tadu kvalifikaciju (zinasanu, prasmju), kadas tiem Sodien nepiecieSamas.
Darba devgju un néméju savstarpgjas attiecibas ir sareZgitas un ne visas problémas rodas tikai
darbinieku nepietiekamas izglitibas d€]. Tas pats attiecas arT uz daudziem darba devejiem, kuru izgliti-
bas Itmenis ir nepiemérots. Gan promocijas darba autores veikta patstaviga pétijuma rezultati, gan
kopa ar S.Vani un A.Salu pétitais (raksti promocijas darba 2. un 3.pielikuma), rada, ka darba dev€ju un
vaditdju nezinaSana vai nevéléSanas izprast notiekoSos politekonomiskos procesus un piemeroties

jaunajiem apstakliem ir plasi izplatita.
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10. Empiriska pétijuma rezultati rada, ka organizaciju vadibu patlaban vistipiskak raksturo planu izpildes
stingra formala kontrole, kam&r miisdienigas metodes — cilvékdarbibu izpratné balstita motivéta
vadiba netiek izmantoti pietiekami.

11. Petijuma rezultati identific€ jomas, kuras patreizgjie Latvijas organizaciju dazadu limenu vaditaji vis-
biezak kliidas un kuru pilnveidosana visvairak nepiecieSama:

11.1. Organizaciju vaditajiem jasaprot, ka organizacijas veiksmes vai neveiksmes sakas ar viniem — vinu
pasu izglitibas, metozu un darbibu atbilstibu miisdienu vajadzibam. Ja pilnveidojoties neattistas pasi,
organizacijas efektivas darbibas ilgtspgjiba ir apdraudéta. Tiesi vaditaji ir tie, kuri veido macities speji-
gas organizacijas. Tade] ir nepiecieSama plaSa vadiSanas kompetencu popularizacija un janodroSina iespgja
tas apgtt gan atbilstoSo augstskolu pamatprogrammas, gan profesionalas pilnveides programmas.

11.2. Aizvien vairak organizaciju darbinieku klust labi izglitoti un izprot notiekoSo, tacu vini nav ieinte-
res€ti uzlabot savu sniegumu, ja tam I1idzi neaug atalgojums vai ar1 vaditajiem pietrukst nepiecieSamas
kompetences sekmigi vadit attiecigo organizaciju.

11.3. Attiecibas ar vaditajiem Sobrid labaka pozicija ir darbinieki — vini iemacijusies sadzivot ar vadibu,
izpildit formalas prasibas, tacu kopuma vinu atticksmi vislabak ilustr€ teiciens ,,ka maksa, ta strada”.

11.4. Kvalitativu uzlabojumu (gan vadibas metod@s, gan iesaisté stratégiskajos un citos procesos, gan
elastigas motivesanas sist€mas izveid€) organizacijas iniciativai janak no to vaditaju puses.

12. Petijuma, sekojot galvenajam sist€miskas pieejas atzinam, apstiprinas S$is pieejas nozimiba miisdienu
vadibas teoriju un prakses attistiba. Atbilstosi arT vadibas izglitibas problému risinasana arvien plasak
jaizmanto sist€émpieeja (sistemologija, sist€émika), kas lauj notiekoSo atveidot kopsaistibas, tas mode-
1§jot vizuali ar atbilstoSo procesu struktiirlogisko sheému palidzibu. Sisteémiskas domasanas attistibai

jarod nopietna vieta visa veida vadibas izglitibas studiju programmas.

4, PROMOCIJAS DARBA TEHNISKA INFORMACIJA

4.1. Zinatnisko konferen¢u un seminaru saraksts, kuros prezenteti pétnieciska
darba rezultati

Personala struktiiras izvertéjums motivéSanas procesa pilnveidei — uzstasanas un publikacija.
wJauni tiirisma produkti regionu attistibai”, 7. starptautiska zinatniska konference — Riga: SIA ,,Biznesa
augstskola Turiba”, 01.06.2007.

The role of higher educational institutions of business administration in the provision of
sustainable economic development — uzstasanas un publikacija. ,,Sustainable Development, Culture,
Education”, 2. starptautiska zinatniska konference — Tallina: Tallinn Pedagogical University”, 2004.g.
12.-14.aprilis.

4.2. Zinatnisko publikaciju saraksts

Latvia's Employed Business Management Students’ Readiness for Life and Work in
Circumstances of Sustainable Development. Lidzautore S.Vane. Publicéts starptautiski recenzg€jama
zinatnisko rakstu krajuma “Education and Sustainable Development: First Steps Toward Changes”
2.s&juma, Daugavpils: Daugavpils Pedagogiskas universitates Ilgtsp&jigas izglitibas instittts; 2007.g.,
114.-123.1pp.
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Personala struktiiras izvertéjums motivéSanas procesa pilnveidei. Lidzautore A.Sala. Prezentéts
konferenc€ un publicéts tas rakstu krajuma CD formata ,,Jauni tarisma produkti regionu attistibai”, 7.
Starptautiska zinatniska konference. Riga: SIA ,,Biznesa augstskola Turiba”, 01.06.2007.

Cilveks organizacija — ka darbinieki verte vadibas metodes sava darba vieta. Iesniegts un akceptets
public@Sanai (izzina pievienota promocijas darba pamateksemplaram) LR Centralas statistikas parvaldes
zinatnisko rakstu krajuma ,,Statistikas zinatnisko pétijumu rezultati 2008 (planots izdot 2008.g. vida).

The role of higher educational institutions of business administration in the provision of
sustainable economic development — Prezentéts konferencé un publicéts tas rakstu krajuma CD forma-
ta ,,Sustainable Development, Culture, Education”, 2.starptautiska zinatniska konference — Tallina:
Tallinn Pedagogical University”, 2004.

Apseglot parmainu véjus. Stratégiska un parmainu vadiba (monografisks darbs), Riga: SIA
,Biznesa augstskola Turiba”, 2005., 289 Ipp.

4.3. Paréjo ar promocijas darba izstradi saistito publikaciju saraksts

Lidztekus promocijas darba izstradei, autore veikusi art biitisku darba apjomu, kas nav saistits ar formalo
prasibu izpildi promocijas darbam. Talak sekojosais publikaciju saraksts praktiski ilustré ka realiz€jami promo-
cijas darba 4.téz€ un 7.priekslikuma formulétie jauninajumi. Tie ievieSami, lai stimulétu misdienigas vadi-
bas metozu aizvien plasaku izmantoSanu, ta veicinot Latvijas tautsaimniecibas ilgtsp&jigu izaugsmi. TieSi va-
dibzinatn€ stradajoso augstskolu macibspéku un petnieku ieguldijumam — publikacijam plassazinas Iidzeklos —
ir svariga loma. leprieks Latvija $ada veida izglitojosa darba nozime nav tikusi pietiekami novertéta.

Sociala atbildiba. Lidzautori G.Kenins-Kings, A.P&tersons. Raksts gramata “Raksti veiksmigiem
cilvékiem” — Riga: Biznesa partneri, 2007.g., 177.-189.Ipp.

Uznéméju sociala atbildiba Latvija: pienakums, kas jaizprot. Lidzautori G.Kenins-Kings,
A.P&tersons. Raksts zurnala “Jauna Gaita” — Ancaster: Ontario, Kanada, LII (240), 2007., 34.-37.1pp.

Kad kurpe atpaliek no kajas. Problémas un idejas organizaciju strukturas sakara. 2.dala. Riga:
,,Dienas Bizness”, 16.02.2007. — 17., 18. Ipp.

Kad kurpe atpaliek no kajas. Problemas un idejas organizaciju struktiiras sakara. 1.dala. Riga:
,,Dienas Bizness”, 14.02.2007. — 17., 18. Ipp.

Ka giit priekSstatu par notiekoSo un ka izvéleties to vai citu vadibas riku? 4.dala. Riga: ,,.Dienas
Bizness”, 15.12.2006. — 23. Ipp.

Ka git priekSstatu par notiekoSo un ka izvéléties to vai citu vadibas riku? 3.dala. Riga: ,,Dienas
Bizness”, 14.12.2006. — 23. Ipp.

Klasiskas SVID analizes izmanto$anas metodes. Riga: ,,Dienas Bizness”, 13.12.2006. — 23. Ipp.

Ka giit priekSstatu par notiekoSo un ka izveleties to vai citu vadibas riku? 2.dala. Riga: ,,.Dienas
Bizness”, 12.12.2006. — 19. Ipp.

Ka giit priekSstatu par notiekoSo un ka izveleties to vai citu vadibas riku? 1.dala. Riga: ,,Dienas
Bizness”, 08.12.2006. — 19. Ipp.

Pamata analizéjamie faktori. PEST analize ir apraksto$a. Riga: ,,Dienas Bizness”, 16.11.2006. — 23. Ipp.

Jaizvairas no stereotipiem. Analize palidz nonemt biezas roza brilles. Riga: ,,Dienas Bizness”,
14.11.2006. — 26. Ipp.

PEST analize — vertigs un mazpazistams riks. Riga: ,,Dienas Bizness”, 13.11.2006. — 23. Ipp.

Ka sabalansét ienémumus un izdevumus. Ar ko govs no suna atSkiras. Riga: ,,Dienas Bizness”,
24.10.2006. — 19. Ipp.

Kura produkta vérts ieguldit? Isi par butisko Bostonas matrica. Riga: ,,Dienas Bizness”,
23.10.2006. — 23. Ipp.
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Lomu izpilde vadiSana. Katram dzives ciklam — sava loma. Riga: ,,Dienas Bizness”, 17.10.2006. — 18. Ipp.

Japrot pienemt pareizos lemumus. Uzpémuma dzives cikla galvenie posmi. Riga: ,,Dienas Bizness”,
16.10.2006. — 23. Ipp.

Uznpémuma dzives cikls un darba stils. Riga: ,,Dienas Bizness”, 13.10.2006. — 19. Ipp.
Lai bizness negrilojas — lidzsvarotas vadibas karte. Riga: ,,Dienas Bizness”, 05.01.2005. — 16. Ipp.
Lidzsvarotas vadibas karte — kapéc tas ir svarigi. Riga: ,,Dienas Bizness”, ,,Projektu vadiSanas

rokasgramata”, 2004.gada decembris.
4.4. Promocijas darba autores izglitiba un zinatniska darba pieredze

Ieva Kalve 1999. gada ir absolv&jusi Rigas Pedagogijas un izglitibas vadibas augstskolu, iegiistot baka-
laura gradu pedagogija un ekonomikas skolotaja kvalifikaciju.

No 1999. Iidz 2001. g. — studijas Latvijas un Norvégijas Lauksaimniecibas universitaSu kopprogramma,
iegiits magistra grads ekonomika.

No 2003. lidz 2006. g. — pilna laika doktora studijas Latvijas Universitates Pedagogijas un psihologijas
fakultate, studiju programma Izglitibas vadiba.

Papildus zinaSanas un pieredze iegiita 2004.g. Starptautiskaja doktorantu vasaras skola Oslo universitate
(Norvégija), sekcija “Tendences augstakaja izglitiba”.

Kops 2001. g. — Biznesa augstskolas Turiba macibspeks, ievéléta par lektori Komerczinibu katedra.

2005.g. Biznesa augstskolas Turiba izdevnieciba izdots levas Kalves monografisks darbs — gramata
,»Apseglot parmainu v&jus. Stratégiska un parmainu vadiba”.

2007.9. 27.augusts — 2008.g. 29. aprilis — Fulbraita stipendija p&tniecibai ASV. P&tijuma nosaukums The
possibilities of the use of the modern management principles (Learning Organization, Balanced Score
Card and Behavioural Economics) for the development of national economy of Latvia.

Promocijas darba autore savas zinaSanas un pieredzi izmanto ari vadot bakalaura un magistra darbus
par aktualam miisdienigas vadibas problémam visu veidu organizacijas: no valsts un pasvaldibu institticijam,
lidz privatajam sektoram. Vaditie darbi aptver plasu vadibas t€ému loku: gan atfistibas stratégiju izveidi un
parmainu vadibu, gan uznémumu darbibas optimizeSanu vai jaunu/papildu darbibas jomu izvértesanu. Ipasa
uzmaniba pieversta jaunako vadibas metozu (piem., lidzsvarotas vadibas karte) populariz€Sanai, rosinot

studentus tas izmantot savu diplomdarbu un magistra darbu izstrade.

2004.-2007. g. vaditie un aizstavétie magistra darbi par misdienigu vadibu

Attistibas procesi Latvijas interneta pakalpojumu tirgi un to vertgjums

Etikas aspekti farmacijas uznémejdarbiba

Iesp&jamo attistibas modelu izvert€§jums uznémuma “Cemex”

Jaunveidojama novada optimalas parvaldes iespgjas, izmantojot lidzsvarotas vadibas kartes metodi

Kino demonstréSanas tirgus Latvija SIA "Baltic Cinema" attistibas konteksta

Lidzsvarotas vadibas karte (LVK) ka instruments Valsts STA ,,Sertifikacijas un testéSanas centrs” stratégiskas
vadibas procesa

LVK izstrade un ievieSanas iesp&ju izvertejums higi€nas un profesionalas kimijas precu tirdzniecibas
uznpeémuma A/S “LBM Group”

LVK izstrade un ievieSanas iesp&ju izvertéjums uznémuma ,,Balta” SIA

LVK izveide nelielam razoSanas uznémumam

LVK lieto$anas iesp€jas Valsts ienémumu dienesta personala vadibas stratégija

Nekustama Tpasuma apsaimniekoSanas tirgus Latvija: ta apzinaSana un iesp&jamie apsaimniekoSanas modeli
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Privata lidlauka attistibas iespgjas Latvija

Privato pensiju fondu perspektivas attistibas stratégija Latvija, balstoties uz a/s "Pirmais Slégtais Pensiju
Fonds" pieredzi

Servisa pakalpojumu centralizéta un decentralizéta modela salidzinajums

SIA “VTU Valmiera” attistibas iesp&jas sabiedriska transporta pakalpojumu joma Latvija

Ugunsaizsardzibas nozares analize un optimala attistibas modela izstrade uznémuma SIA SALNA AV

~

VAS "Latvijas valsts meZi" korporativas stratégijas izvert€jums Latvijas meza nozares un saistito nozaru
nacionalas programmas savstarpgja konteksta

Vilhelma Kuzes uznéméjdarbibas identitates raksturojums masdienu biznesa teorijas un prakses vertgjuma

2004.-2007. g. vaditie un aizstavetie bakalaura darbi par miisdienigu vadibu

A/S "Rigas Piena kombinats" stratégisko darbibu izvert&jums péc pirma gada Krievijas tirgl

Fransize ka viena no neliela tirdzniecibas uzn€muma izdzivosanas iespgjam pieaugosa lielveikalu spiediena apstaklos

Klasiskas miizikas nozares attistibas perspektivas Latvija

Latvijas filmu nozares attistibas iesp&jas

LVK izmantoSana A/S "Rigas Piena kombinats" efektivas un ilgtsp&jigas darbibas nodrosinasanai

LVK izmanto$ana efektivas vadibas sistémas izveidei SIA "Neste Latvia"

Menedzments uznémuma "Dzega" krizes situacija

Neatkarigas aptiekas nakotnes perspektiva

Ogres Centralas bibliotekas darbibas analize un ieteikumi tas ilgtsp&jigai attistibai

Parmainu vadibas salidzinajums A/S Laima un A/S Rigas Miesnieks

SIA "Kviteks" maizes un konditorejas razo$anas strat€gijas novertéSana un iedibinasana

Stratégiska alianse ka veiksmigas SIA "Eva-Serviss" attistibas prick§nosacijums

Uznémuma A/S “Telekom Baltija” attistibas stratégija

Uznémuma strat€gijas un organizatoriskas struktiiras modela saistiba poligrafija

Uznémuma nepiecieSamo parmainu vadibas modela izstrade

o . P . - . - o1
4.5. Galvenie izmantotie zinatniskas literaturas avoti

Bergeron, B. Essentials of knowledge management. — N.J.: John Wiley, 2003. — 208 p.
ISBN 0471281131

Boazs, D. Pasaules filosofiska doma labklajibas formulas mekléjumos. Riga: Biznesa augstskolas
Turiba izdevnieciba, 2006. — 317 Ipp. ISBN 9984766799

Broks, A. Izglitibas sistemologija. — Riga: RaKa, 2000, 175.1pp., ISBN 9984151476

Carnall, C.A. Managing Change in Organizations — 4th ed. — London: Prentice Hall, 2003. — 337 p.
ISBN 0273657356

Drucker, P. Strategic thinking for the next economy. Editors Michael A.Cusumano, Constantinos
C.Markides. — San Francisco: Jossey — Bass, 2001. — 317p. — ISBN 0787957291.

Hamel, G. Leading the revolution: how to thrive in turbulent times by making innovation a way of life —
[2002] : [Boston]: [Harvard Business School Press]. — 337 p. ISBN 1591391466

Henkel, M. Academic Identities and Policy Change in Higher Education — London: Jessica Kingsley
Publishers, 2000. — 250 p. ISBN 185302662X

Hill, C.W.L., Jones, G.R. Strategic Management : an integrated approach — 6th ed. — USA: Houghton
Mifflin Company, 2004. — 495 p. ISBN 0618309535

Hitchins, D.K.. Putting Systems to Work. — London: John Wiley & Sons Inc, 1993. 342 p. ISBN 0471934267

Nooteboom, B. Learning and innovation in organizations and economies. — Oxford: Oxford University
Press, 2000. — 343 p. ISBN 0199241007

! Detalizéts izmantoto avotu un literatiiras raditajs — pie katras zinatniskas publikacijas
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Nowotny, H., Scott, P., Gibbons, M. Re-Thinking Science: Knowledge and the Public in an Age of
Uncertainty. — Cambridge: Polity Press, 2001. — 288 p. ISBN 0745626084

Rascevska, M. Psihologisko testu konstruésana un adaptacija— Riga: RaKa, 2005. — 281 Ipp.
ISBN 9984156095

Rauhvargers, A. Eiropas kopéja augstakas izglitibas politika. No Lisabonas konvencijas lidz Bolonas
deklaracijai, Bolonas procesa sasniegtais un vadlinijas nakotnei — Latvijas vEsture. Jaunie un jaunakie
laiki. 1(45) 2002.

Steiner, G.A., Steiner, J.F. Business, government and society : a managerial perspective : text and
cases - 10th ed. — Boston ... [etc.]: McGraw-Hill, 2003. — 702 p. — ISBN 0071198997.

Zelvys, R. Managing education in a period of change. Oslo: ELI Publishing, 1999. — 116 p. — ISBN
8291953015

Zids, A. Termina “izglitiba” evoliicija. — Riga: Latvijas Universitates Raksti, 675, 2004, 35.—41. Ipp.
ISBN 9984770206

Kanunan, P.C., Hopron /L.IL., Coarancuposannas cucmema noxazameneii: om cmpamezui K Oeticmsuro -
2-¢ u31., ucnp. u aon. — Mocksa: 3 AO " Omumn-busnec"”, 2005. - 294 ¢. — ISBN 5901028554

O Konop, [., Maknepmor, U. Hcckyccmeo cucmemnozo mviuinenus — Mocksa: Llentp HoBbix
Texnonoruii Yupasnenus — 2006. — 251 crp. ISBN 5961403351
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Annotation

The promotion paper ,,Management education in modern day society,, is a thematic collection of five mostly
scholar reviewed publications (including monograph — book ,,Apseglot parmainu v&jus. Stratégiska un
parmainu vadiba” (To ride the winds of change. Strategic and change management™)) that systematically
reflects the logical thinking and results of the research and educational work of the author during the period
2003 — 2007.

The aim of the research was to systemically explore the essence of management, and to ascertain the
essential requirements of modern society. In the course of development of this collection, the analysis of the
results of theoretical and empirical research was carried out in accordance with the situation, the place, role
and prerequisites of interested parties including problems regarding higher education, experience and
tendencies in Latvia and the world. An evaluation of the normative acts and different theoretical approaches

and recommendation was also carried out.

In order to ascertain the real situation in the management methods used in Latvian enterprises, an empirical
research (578 respondents) on management processes in these organisations was carried out in 2006. The
results of the research are integrated in the thematic collection and its interpretation has been provided in

three major scholarly publications.

The biggest and most innovative part of promotion paper is monograph — book “Ride the winds of change.
Strategic and change management”, in which the theoretical findings for Latvia’s sustainable progress have
been picked from a wide range of scientific literature (98 sources), and are replenished by examples from
Latvia. It has a sufficient base of scientific elements (theory selection and analysis, various author opinion
comparisons, proper references). The book has been reviewed and is devised for a wide range of readers:
everyone, who needs information and understanding about the current situation of management in Latvia

and the whole world.

This thematic collection of publications compiled during the course of the research characterises the models
of management education necessary for modern day society: a comprehensive systemic approach, actual
information, problems, achievements and recommendations not just by summarising and analysing but also
by publishing the results and recommendations in a wide spectrum of information sources — from
internationally reviewed scientific publications and empirical application in study process to publications in
paper and electronic form in mass media thereby promoting as far as possible widespread dissemination of

modern day management ideas and good practices.

This collection of papers is submitted to the Faculty of Pedagogy and Psychology of the University of

Latvia. This summary in English consists of 44 pages, contains 17 figures and 4 tables.

46



Introduction

The regaining of independence in 1991 provided Latvia the opportunity to be involved in the global
economic and political processes, thereby gaining positive incentive for development as well as for facing
the challenges and problems. The fields of education and management are not an exception. Education of
the society is essential for the promotion of change, however management and educators also have change
with time with regards to content as well as methodology as during the past decade the Latvian education
environment has undergone serious changes. This is due in part to events in Latvia, but also partly due to
the trends observed in the world. There is a rapid development in technology, increase in the pace of flow
of information and knowledge, growth in migration of labour force and consequently an increase in
competition in the labour market.

With an increase in the education level of the labour force, there is an increase in competitiveness and
mobility of the labour force and employees are becoming more selective and are not ready to work in
every job or in ordinary working conditions. A whole range of mental, economic and technological
changes have brought about this correction due to which each individual has to seek further education and

has to be prepared for further qualification life long.

Social economic development based on education is typical for Latvia, European Union, as well as a lot of
other countries in the world, and its first and main prerequisite is life long education in all social and
economic fields (Bergeron, 2003). One of the most important fields of sustainable development and life
long education connected to it is comprehensible set of skills for management of different life processes of
all kinds and at all levels — from formal to informal and routine, from the management of small to large

organisations to self management of the life of each and every individual.

Taking into account the wide spectrum and significance of management in sustainable and knowledge
based social economic development, as well as the scientific research of current modern day management
problems with an emphasis on overall integration of theory and practice, the theme chosen is especially
topical and is based on the collection of works of the author integrally connected with the effective

resolution of problems regarding enhancement of management education.

The specific Latvian situation is still connected with the necessity of rapidly and effectively selecting
classical management and economic thoughts and recent principles for application in Latvia. Quantitative
and qualitative changes in opinions and processes are taking place in Latvia. The general recognition of
systemology and the application of definite systemic approach methods for the enhancement of
management processes are essential. The amount of accessible information is huge and therefore one
should be clear on what, how and for what purposes should be chosen and applied in order to work out

recommendations for enhancement of management education in Latvia. While working with a huge
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amount of varied information one should be able to structure it. For this reason system analysis and the use

of system synthesis in management education as well as in management practice is especially important.

Promotion paper — thematic collection of scientific publications consists of the five interconnected
scientific publications (year 2004 — 2007), in which the author looks for effective solutions of
management education problems in Latvia.

Latvia’s Employed Business Management Students’ Readiness for Life and Work in Circumstances
of Sustainable Development. Co-author S.Vane. Published in the proceedings of internationally reviewed

scientific proceedings “Education and Sustainable Development: First Steps Toward Changes” 2.edition,
Daugavpils: Daugavpils University. Sustainable Education Institute; 2007.

Assessment of the personnel structure for enhancement of the motivation process. Co-author A.Sala.
Published in the proceedings of the 7th international scientific conference ,,New tourism products for
regional development”, — Riga: SIA School of Business Administration Turiba, 01.06.2007.

Person in an organisation — how employees evaluate management methods at their workplace.
Accepted for publication in the collection of articles ,,The results of statistical scientific research 2008 —
Riga: Central Statistic Bureay of Latvia, 2008.

The role of higher educational institutions of business administration in the provision of sustainable
economic development — Published in the proceedings of 2nd international scientific conference
,,oustainable Development, Culture, Education ”, — Tallin: Tallinn Pedagogical University”, 2004.

To ride the winds of change. Strategic and change management (in original — Apseglot parmainu v&jus.
Stratégiska un parmainu vadiba) (monograph), Riga: SIA ,,School of Business Administration Turiba”, 2005.

Object of the research — Development tendencies in management education in modern day society.
Subiject of the research — Benefits of the necessary knowledge included in management education.

Aim of the research — systemic research of the essence of management education, experience and
theoretical approaches, by ascertaining the essential requirements of modern day society from the
European and global experience.

The following research tasks were determined for achievement of the aims:

1. Analyse management (including — management education), pedagogical and social psychological
literature on modern day management, its development processes, levels and implementations in
different countries and organisations.

2. Analyse basic concepts of sustainable development management in the world, European Union and
Latvia, drawing special attention to the role of management education.

3. Research the real management situation (knowledge, competence and skills) in Latvia, and work out
recommendations for its improvement.
4. Systematically summarise the results obtained during the course of the compilation of the promotion paper.

Key Issues for research:

1. How is modern day management education provided for in Latvia and worldwide?

2. Does the application of systemic approach facilitate understanding and resolution of the situation?

3. What are the significant management features that should be included in management education in Latvia?

4. What is the real situation in organisations? Is modern day knowledge necessary and is it used practically?
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5. What methods of dissemination of knowledge, attitude and skills are necessary to promote the process
of acquisition of modern day management education?

Methods used in the research:

e Analysis of normative documents to ascertain Latvian and European Union requirements and
recommendations as well as tendencies and long term plans regarding management education in
modern day society.

e Analysis of scientific literature to ascertain theoretical stances on the concept and significance of
management, significant changes and latest tendencies in organisation management in particular as well

as management of education process as a whole

e Empirical methods: questionnaires; processing and analysis of data gathered using data processing

programme MS Excel and SPSS 15.0, interpretation of the results.

The empirical research was carried out in mainly in Latvia from October 2001, when the selection of
scientific literature on the research was started to March 2007, when the results were summarised and the

promotion paper was compiled.

Stages of the research:

From October 2001 to October 2002 — theoretical analysis was carried out, identification and definition of
the problem under research, drafting of the aims and tasks of the research.

From October 2002 to June 2004 — continuation of theoretical analysis of the theoretical literature, choice
of methodology suitable for the research, preparation and examination of the tools of the research.

From January to April 2004 — information gathering for the publication ,,The role of higher educational
institutions of business administration in the provision of sustainable economic development” and
participation in the international scientific conference in Tallinn (Estonia).

From June to October 2004 — in depth research of literature and global experience on the topic ,,Academic
identity and organizational change”, participation in the International doctoral summer school in Oslo
(Norway) in August.

From 2002 to April 2005 parallel work on the monograph — book ,,Apseglot parmainu v&jus. Stratégiska
un parmainu vadiba” (To ride the winds of change. Strategic and change management”).

From October to November 2006 — Empirical research carried out: survey of respondents and data gathering.
December 2006 — feeding the data gathered, data processing, examination and analysis of the data gathered.

From December 2006 to February 2007 — summarising the results of the survey and interpretation,
compilation of three scientific publications.

From October 2006 to February 2007 — parallel cooperation with Gunar Kenin-King and Andris Petersons
on compilation of publications (2 publications).

2007 — summarising of all the information and results gathered during the research period in the
promotion paper (thematic collection of scientific publications) and compilation.

Promotion paper — thematic collection of scientific publications consists of the following interrelated
components:

1. Necessity for modern day management education, problems and experience of Latvia during its
transition to free market economy.

2. Systemology or the application of systemic approach in the analysis and synthesis of management
processes.
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3. Analytically evaluative description of international experience in management education.

Empirical research on management of Latvian organisations and interpretation of its results.

5. Conclusions on management education in modern day society that characterise the theoretical and

empirical significance of thesis presented for defence.

Significance and novelty of the promotion paper

1.

Forthe first time a thematic collection of publications deicated to modern day mangement problems
and trends has been compiled. The work forms a complete collection by systemically combining
several types of publications — from papers in internationally reviewed proceedings to monograph
,Apseglot parmainu v&jus. Stratégiska un parmainu vadiba” (To ride the winds of change. Strategic
and change management) and publications in mass media.

The normative documents of Latvia and the European Union, tendencies in education and the labour
market have been analysed on its merits by analytically summarising theoretical and empirical
conclusions on modern day management and management education.

A research that shows the present situation in the field of organisation management in Latvia was
carried out.

The use of systemic approach in the thouroughly composed promotion paper that allows us to clearly
observe the correlations, find and create effective solutions is a essential and innovative aspect.
Monograph ,,Ride the winds of change. Strategic and change management” not only gives a digest
summary and a richly illustrated, and contemporary, management overview, but, for the first time,
real-life Latvian examples are used.

The author of the promotion paper demonstrates her recommendations in her collection of publications —
necessity of involving teaching staff and researchers of higher education institutions in research and
educative work at all levels — from scientific research and acquisition of new theoretical concepts to
adaptation of the knowledge and skills to definite situations and its dissemination using all the
information channels i.e. form scientific papers and participation in conferences to publications and a
wide range of analytical informative summaries accessible to wide readerships as well as inclusion in

lectures and seminar programmes, and supervised bachelors’ and masters’ papers.

Theses presented for defence

1.thesis: Sustainable development in Latvia is not possible without modern day management education —

it can be seen in the increase in number of managers, huge problems of employees as well as in the results

of the empirical research carried out by the author of the promotion paper.

2.thesis: The successful integration of graduates of higher education institutions requires the improvement

of cooperation among all the stakeholders: higher education institutions, employers, state administrative

institutions, existing and potential students.
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3.thesis: The promotion paper confirms the necessity of development of modern day management
knowledge and skills acquisition system and of informing not only students but as far as possible wider
part of the society involved in labour relations.

4.thesis: The work organisation and evaluation system of teaching staff of management in higher
education institutions should be reviewed and along with scientific and pedagogic activity popular
scientific and consultative work should also be included in the core competences of the teaching staff as an

important midstage and integral bridge between scientific field and the real world.

1. THEORETICAL OVERVIEW OF THE PROMOTION PAPER

1.1. Necessity for modern management education, problems and experience of Latvia

The establishment of the European Union was based on political, economic and social objectives;
however it is education that has been emphasised as an essential creative and consolidating aspect of the
European Union since the mid 1990’s. The rapid technological development since the 1970’°s ushered
the necessity of re-evaluating the attitude towards education and its organization. It became clear that
education acquired during one’s youth was not enough to work efficiently life long. Hence, parallel to
idea of sustainability, the term “lifelong education” came into existence and became popular requiring a
review and change in the system of higher education and vocational education. The necessity of this
change and the guidelines were emphasized in the Bologna declaration as well as in the Report to
UNESCO of the International Commission of Education for the Twenty-first Century - Learning: the
Treasure Within.

The macroeconomic processes, Bologna declaration and the involvement with various International
organisations were a challenge to reformers and leaders of the education system in transition economy
countries (incl. Latvia). It was essential to follow the common EU trends and guidelines as well as
simultaneously continue the transition from the centralized planned economy to market economy that
started in the 1990’s. (Rauhvargers, 2002)

The essential changes taking place in the national economy can be clearly seen form the national
economy and education statistics gathered by the Central Statistical Bureau of the Republic of Latvia
(hereinafter — CSB). It can be seen from the Figure 1.1 that the number of people working in basic

groups of profession has changed during the last 5 — 10 years.
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Number of employed in permanent work in accordance
with basic groups of professions in Latvia (thousands)
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Figure 1.1 Number of people employed in permanent work in accordance with basic group of
professions in Latvia (CSB)

The proportion of workers according to professions
working in permanent jobs in Latvia in 2003
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Figure 1.2. The proportion of workers according to professions working in permanent jobs in Latvia in 2003 (CSB)

The increase in the number of managers, specialists and service sector employees is significant whereas
the number of qualified workers and representative of simpler professions are slowly decreasing. This
trend is in tune with the tendency worldwide and will continue as the country develops, as it is clear that
Latvia will never be a production superpower. Physical work will be eclipsed by mental work. The

proportion of different group of workers can be seen in Figure 1.2.
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With the increase in demand for managers and specialists in the service sector there will be relatively
more work for higher education institutions as they are the ones who provide the national economy with

specialists with higher education.

With the development of the national economy, there will be a rather significant paradigm change in the
concept of management in Latvia. With the increase in the level of education of the employees, changes
in the organisation of relations and management methods are necessary. The obedience to fat cats and
mechanical execution control will lose its effectiveness. The employees would need a different
management. This trend will also bring new problems as employees will become more demanding as
well as new opportunities as organisations will have at their disposal not only manual workers but also

their minds — trained minds and knowledge gained during the study period that must be used properly.

The number of students as percentage of Latvian inhabitants
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Figure 1.3. The number of students as percentage of Latvian inhabitants (CSB)

In comparison with the situation some 10 years ago, the view on higher education, its role, significance
and use has changed. If earlier it was for the elite, during the first years of independent Latvia about
0.5% of the inhabitants studied and during the soviet times less than 2%, then now higher education has
become a everyday necessity for the greater part of the working people — the number of those studying
is approximately 6% of the Latvian inhabitants (refer Figure 1.3). Certainly indefinite growth is not
possible and not necessary but the change in the situation can be clearly seen. The number of students in
Latvia in 2003 reached a Figure of 130 thousand (Rivza, 2006).

The focus of education has changed from the aims of individual and particular higher education
institutions through local aims to national aims and the scope of education has also changed from good
education for particular individuals to education for everyone and life long. The aim of modern day
management education system is to provide people the opportunity of obtaining effective and useful

education, as management knowledge is not the end in itself, but it is essential that one learn how to apply it.
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In Latvia, active work on the creation of a new education system in the changing political and economic
circumstances started in the beginning of the 90’s immediately after regaining independence. Working
committees comprising leading practitioners and theoreticians in the field were formed. The general

overall conception and several definite normative enactments were drafted.

The democratisation and decentralisation of the education system was carried out from 1990 to 1994. The
changes implemented mainly involved the development of an education system in accordance with the
demands of an independent and democratic country. The passage of the “Law on Education” of the
Republic of Latvia on 19th June 1991 provided for the commencement of educational reforms and the
further development of the reforms were consolidated by the existing “Law on Education” of the
Republic of Latvia as of 1998. Vital changes such as removal of political influence on the education
content, provision of free choice of education, accessibility to various types of education etc. were
implemented. Special attention during the period 1995-2001 was paid to organisation of the education
system by appending its normative base. The Latvian education conception was drafted and laws on

higher education, general education and professional education were passed. (EDCP, 1-2).

The beginnings were difficult due to various circumstances:

e The education system is primarily and directly connected to state policy on what and how to learn and
is subordinated to the amount of funds available. It was obvious that a transition from the communist
ideology and state structures towards a democratic society was underway. The significance of change
to the education unclear.

o The desire to directly apply the Western experience was tempting but not possible, as society unlike
technology cannot be changed overnight. One has to consider the thousands that were in the process of
studying and teaching at educational institutions. The human factor is more essential than the problems of
provision of materials as the education system does not always educate just one work place but also
fulfils the state policy requirement — develops a future member of the society.

Despite the lack of an uncontested ideology Latvian professionals draft a conceptual picture that formed
the basis for the Latvian education system (refer Figure 1.4). The concept clearly defined the society’s
educational needs as well as the finances required for the successful achievement of satisfaction level of

the society’s educational needs.

It should be mentioned that conceptually the basis for the Latvian Education system was developed
successfully during the beginning of the 90’s — comprehensive, transparent and covering the essentials.

During the years the normative enactments regulating education were improved and amended.

At present the basic document that defines the directions of management education is the ,,Latvian
development model: Persons in the first place” approved by the Saeima of the Republic of Latvia, that

determines a person oriented Latvian development model. Knowledge and wisdom of inhabitants and
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it’s skilful and goal orientated application are the main development resources recognised in the model. In
such a development model knowledge determines the quality of the work force, use of capital and technological
development. Educated and knowledgeable society becomes the state’s internal and external security
guarantee. A complex process of command of knowledge, coordinated and goal orientated creation of

knowledge, storage, dissemination and application of knowledge is the basis for economic and social life.

FUNCTIONAL SYSTEM OF EDUCATIONAL
STRUCTURES
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Figure 1.4. Functional structure of the education system (Broks, 2000)

In this context, life long learning, which is based on the inner necessity to develop mentally, as well as
necessity caused by external factors to gain and deepen one’s knowledge and skills, is essential.
Unfortunately work on the drafting of normative enactments concerning life long education in Latvia
have got stuck over the past few years and the issues of further development of different kinds of

education are yet to be resolved.

There are problems also regarding professional development and topicality of knowledge — one can receive
a certificate upon gaining the relevant knowledge, however there is no possibility of using it further, by
gathering and with time receiving documents certifying attainment of higher education and skills. On the one
hand — there is a wide range of different professional development courses on the offer, on the other hand —

higher education and secondary vocational education institutions only recognise their formal diplomas.

Although Latvia has drafted a profession classificator as well as professional standards, there are
problems regarding the role, coordination and improvement of these documents as they are under the
supervision of different ministries. The recommendation of the author of the promotion paper is to
consolidate the link between these essential systems, in particular the feedback, whereby changes in one

document are reflected in the other so that both of them correspond to modern day realities.
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Problems regarding workforce and education that require resolution have grown during the period 2006-
2007 in Latvia; but first of all they have to be systemised. It is not essential today ,,to find the guilty”; it
IS more important to understand the events and find the correlations. Educators offer education in
accordance with the funding available and within the framework of state regulations. On the other hand
employees are the product of the education system and their suitability or non-suitability to the demands
of the labour market to a large extent depend on activeness or passiveness of the employers involved in

the education planning process.

In a situation where most of the people are offered higher education and professional skills for a fee, i.e.
77% of students studying in Latvian higher educational institutions for fee (Rivza, 2006), and moreover
professional further development courses are only offered for a fee (with the exception of several courses
that are state financed or financed from various funds) it is essential to develop a mechanism for
effective involvement of existing and potential learners in the continuous enhancement of the education
system as well as a systemic solution that foresees the possibility of recognition of professional further

development courses that were completed in the ,,higher” professional education.
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Figure 1.5. Extended functional structure of education — the author’s recommendations are highlighted.
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At present there is a lack of understanding and equal cooperation therefore it is necessary to expand the
concept of functional structure of the education system with an emphasis on the role and influence of

different stakeholders (refer Figure 1.5).

In order to ensure successful cooperation between participants of the labour market and educators on a
nationwide scale, the compatibility and topicality of professional standards and profession classificator

should be emphasised or they should even be unified, as at present they are not compatible.
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Figure 1.6 Provision of compatibility of profession classificator and professional standards — the author’s

recommendations are highlighted.

While promoting cooperation and involving professional associations it is necessary to achieve that they
meet the real needs. It is also essential to determine which profession classificator or professional

standard is primary and with respect to it form cooperation among stakeholders (refer Figure 1.6).

The author of the promotion paper resolves problems concerning Latvian management education in higher
education institutions in the paper The role of higher educational institutions of business administration
in the provision of sustainable economic development (Proceedings in CD format ,,Sustainable Development,

Culture, Education”, 2nd International scientific conference — Tallinn: Tallinn Pedagogical University” 2004.).

In 2006 and 2007 there was a marked dissatisfaction among employers in the Latvian national economy
regarding the knowledge and skills of employees, migration of labour force to other countries as well as
rapid increase in the level of staff turnover. Till now these problems were always addressed from the employers

point of view and with the express wish of ,finding those guilty”. Educators and even employees
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themselves were named guilty but the results of the research carried out by the author of the promotion
paper show that there is not just one ,,guilty” person and it can never be so. The present situation and the
system provoke such results and without an understanding of the situation it is not possible to rectify it.
An in-depth description and interpretation of the results is provided in the empirical research part of the

promotion paper and in three scientific publications in 2007 (refer list of publications).

In order to find solutions and recommendations to modern day management education in Latvia, the
author of the promotion paper has researched the use of systemology, as well as international experience

in management education, which is provided for in the next chapter.

1.2. Application of systemic approach for analysis and synthesis of management
education processes

As systemologists (Broks, Hitchins, O’Connor) point out, the whole world around is a set of phenomena —
a whole made up of different parts. Life is a set of human activities. The idea of interrelation of the parts

of the world is the basis for people’s understanding of the world.

Access to different types of information is practically unlimited as a result of political and economic
changes as well as technological advancements. Therefore the ability to work with information is of
great significance — to critically select the necessary and useful information according to a definite

system as well as apply the information in one’s empirical as well as scientific activities.

Management of information has become a day to day necessity. As can be seen from the conclusions of
foreign and native systemologists (Bergeron, Broks, Bronn, Hitchins, O’Connor), it is undeniable that
young people should be taught in such a manner that they are aware of the previous human experience
and benefit from it. However, the advantage is that a person can explain his experience and apply it as
he wishes. The adult human should know and be able to understand which part of the stored experience
can be used in the particular situation and exactly corresponds to his own character and needs.

Concept of information management

aims of the identification of -
quest ,IZ: > necessary acquisi-
information tion appen-
= > ding infor-

feedback mation

evaluating storage of . discussion and
the knowledge and application of comparison of
knowledge experience information gained information

Figure 1.7. Concept of information management (Bergeron, 2003)
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A person who does everything just because it is in tune with tradition does not make a choice. He does
not gain any experience as does not make an effort to differentiate what experience is the best and tend
towards it. Therefore it is necessary that parallel to knowledge and skills a person gains in order to fulfil
a particular task, it is necessary to emphasise overall understanding — systemic view of the world and
responsibility for one’s actions or inactivity. Special attention should be paid to skills of finding the

correlation between cause and effect.

It is not essential today to radically separate management function from its execution as in its systemic
essence they are interconnected — each and every one plans or manages the activities foreseen and them
executes it. Furthermore — execution of every action involves new hopes (feelings) — a person is in

constant mental motion (Broks, 2000) — refer Figure 1.8.

Detailed structure of purposeful human actions

Purposeful human action
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Figure 1.8 Detailed structure of purposeful human actions (Broks)

The basis of systemic thinking is the ability to notice the main connections and interactions that determine
the specific peculiarities and working principles of the system. Systemic view is a set of intuitive and
analytical methods that requires experience and creativity. Although an integrated or holistic approach
similar to the systemic approach is nothing new in pedagogy, this approach is practically very rarely
used in management education in Latvia nowadays and therefore has been chosen as one of the main

axis of this promotion paper.

Systemic approach is a very significant tool, creating an understanding of the complex (systemic) nature
of different problems and finding optimal solutions or points of application of force. Over the years and
decades, problems are resolved linearly: identify the problem quickly » plan how to solve & act, view

the problem as solved and forget about it. But today it is becoming evident that many problems cannot
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be resolved in such a manner. The work is completed but there is no result or it does not meet the
expectations or the problem recurs regularly. There are three reasons for such failures:

e The world is changing and one should also change one’s perspective and methods of resolving the problem,

¢ Nothing exists all by itself, separate from others; one has to learn to notice the correlations,

o Very often the wrong problems are solved, as very little time is spent on diagnostics of the problem.

Today the cyclic (feedback) method is considered the most suitable method for resolving problems:
diagnosis =» action =» alternatives =» election =» action =» result analysis =» return to the initial
situation and new diagnosis to ascertain what has changed in the action taken, under the influence of

surrounding environment and time.

By evaluating the results achieved and finding answers to the questions: ,,Why did (did not) it so
happen?” it is easy to apply the three-stage change recommended by P.M.Senge: structure of the system

as cause > predetermined action >event/result as a reaction to the previous two provocative actions.

One often tries to solve a small definite problem, without noticing that it is a part of a bigger problem
and should be solved by other methods. While diagnosing the problem it is very important to ascertain
the correlation, system that determines the creation and existence of the particular problem. A

satisfactory and long lasting result is achieved only if changes are made in the system.

Systemic approach can be successfully used as an alternative to the traditional, but often not so effective
traditional thinking. A comparison of both approaches is given in Table 1.1

Table 1.1 Comparison of traditional and systemic thinking (Bronn)

TRADITIONAL THINKING SYSTEMIC THINKING

Static Dynamic

Cause - Effect System like cause/reason and effect
Movement from problem to problem (from tree to tree) | Searching the system (forest can be seen)
Accounts several separate factors Operational (correlates)

Linear Completed cycle (feedback)

Everything must be exact Can’t measure everything precisely
Checked, so it is right Scientific thinking (everything is relative)

While diagnosing and solving problems, it is important to consider three groups restricting problem
solving that are working simultaneously against the problem solvers: cultural (also called cultural
iceberg), organisational (further divided into structural and contextual restrictions) and individual
(cognitive and personality connected) (Bronn).

Awareness of these restrictions does not reduce the possibilities of solving problems. On the contrary
noticing and understanding system that is working ,,against us”, one can complexly (systemically)

resolve the restrictions problem too by linking them to the resolution of other or the basic problem.
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While considering actions for resolving problems it is important to also consider the background
activity: uncertainty, complexity, time difference between action and reaction, contradicting situations

and possible changes in decisions.

Due to its simplicity it is great to use systemic thinking dimension formulated by G.Ossimitz, especially

for diagnosis and resolution of complex problems typical today:

e Precise mental models. Most importantly — development of the model and trial, at the same time
keeping in mind that the never match with the reality.

¢ Thinking in feedback cycles and noticing interrelated systems. To away from the extremely simple
linear ,,cause effect ,, system.

¢ Dynamic thinking. Keep in mind and also evaluate the impact of changes in the background.

o Practical management of the system — right actions at the right place and right time.

It is important not only to research the principles and methods of systemic thinking but also to popularise it,

thereby helping understand everyday situations and solving problems.

The view of the author on systemic approach and possibilities of its empirical application in management
education are expressed in the book — monograph — ,,Apseglot parmainu v&jus. Strat€giska un parmainu
vadiba” (To ride the winds of change. Strategic and change management) (refer appendix), which is on the
whole formed by looking through the systemic approach prism. A separate chapter is dedicated to the
overall information on systemic approach and it useful for everyone. The main emphasis — before getting
down to resolving any particular problem, to observe on a wider scale and notice the context and
interrelation that influence the result. The systemic approach has also been used for the interpretation of the

results of the empirical research as well as for working out conclusions for the promotion paper.

1.3. International experience in the field of management education —analytically
evaluative description

The inclusion of Latvia in the international arena is significant for the provision of sustainable development

of the state as well as a base for applying and adapting the best experience to the Latvian situation.

As highlighted by researchers of the education process (Broks, Henkel, Nowotny, Zelvys, Zids), management
and change are closely interrelated aspects. On the one hand implementation of change requires definite
management actions while on the other hand the diversity of changes requires the management understands
and skills of adapting it for definite situations, selecting suitable ways of resolution. Changes in education are
also taking place at different levels: changes in education content, changes in the education system and structure,
changes in teaching methods etc. Some of the processes can be foreseen or at least — acquired from the

experience of other countries, some are rapid and unpredictable or individual for each and every country.
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Papers in this collection pay special attention to changes in the management education system. It must meet the
needs of life long education and continuous education for enhancement of their knowledge and skills. Educational

activity or education is understood as specially organised life experience as the aim, process and result.

Over the last decade there has been a marked tendency in the world that higher education from being the
occupation of the elite is becoming a necessity for the masses (refer Figure 1.9) and is bringing in not only
the benefits of higher education but also problems. As shown by education development and change
researches (Henkel, Nowotny, Zelvys) the necessity to increase the capacity of higher education institutions and
to provide knowledge that meet the demands of the labour market, preparedness to work with large number of
middle class students and not the elite as before are some of the most important issues. There are financial

problems as well.
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Figure 1.9 Number of students in higher education per 1000 inhabitants’ 2003/2004-study year (CSB)

From the viewpoint of Latvian sustainable development a positive fact that should be mentioned is that during
the last few years Latvia is the leader in the world and Europe with regards to the number of students
per 1000 inhabitants. This fact is especially significant while turning to knowledge based national
economy. The Figure 1.9 shows that a lot of the transition economy countries where there is a rapid
increase are on the left side of the figure, and e.g. the place of Germany in the right bottom hand is but
natural — for decades Germany depended on its production potential and the education system was and
even today is adapted to it, although over the past few years there has been noticeable economic

stagnation and lack of understanding on what is happening — everything earlier was alright.

The number of higher education institutions in Latvia has risen significantly — from 7 during the period
of first independence and 10 during the Soviet times to 57 (including colleges) in 2006 (CSP). With the
increase in number of higher education institutions and students (2006. — 130,000 (Rivza, 2006)), a
number of questions arise — have the study programmes changed, do they provide education that reflects

the current situation?
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The offer of mass paid education raises another issue — balancing supply and demand is becoming more
and more essential. There are authors who are worried that the autonomy of higher education institutions as
well as quality could be lost or lessened in such a ,,market situation”. A new kind of relationship must be
formed — there should be active cooperation among stakeholders as the sustainable development of the
state as well as the well being of stakeholders themselves is directly dependent on the understanding of
significance of cooperation and successful collaboration based on compromises and finding solutions
relevant to the times. If earlier it was thought that education development takes place in the form of a
interconnected circle, then the experience of the past few years has led to addition of new internal links
that can be seen in Figure 1.10 — employers are more and more
closely connected to educators by clearly defining their demands,
financing purchase of new equipment and providing practice
placements. Existing as well as potential employees (especially those

that pay for their own studies) are also becoming more active and

ee/(O[dLUS

more involved in the dialogue with the state and also directly with
the educators. Education is also feeling the necessity to understand
and adapt to supply and demand.

Figure 1.10. Stakeholders in the development of education and their interaction

As pointed out by management science specialists, who have turned their attention towards management
education and education management Drucker (2001), Nooteboom (2000) et al, over the past decade
there have been qualitative changes in the views on organisation operations and the role of employees.
Therefore an essential change in proposed management methods is the promotion of creativity and
independence that allow employees to participate actively in the achievement of one’s individual as well

as joint organisation’s goals.

With the increase in the education level of the employees it is also necessary to change the relations as
well as management methods in the organisation. If earlier the manager was the only educated person
(or one of the few with higher education), then today higher education is not only common in modern

day organisations but also a necessity.

Up until now the branch of business administration was highly developed in the world as the necessity
of improvement of profit and effectiveness as well as relevant assessment and financing stimulated the
development of business administration methods and methodology. At present with changes in the
paradigm in management and education, leading management researchers (Boazs, Carnall, Drucker,
Hamel, Hill, Kaplan Porter, Prahalad, Steiner, Zelvys et. al.) point out that it is possible and necessary to
take and adapt the knowledge and experience gained in the field of business administration for the

management of state administrations as well as non profit organisations.
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Similar to Latvia, there is a growing necessity all over the world for different level managers and it is
evident that not everyone needs the same knowledge at the same time and therefore a multi level study

programme for managers has been developed.

Latvian higher education institutions at present do not work seriously at the post graduate level and
professional enhancement level, however due to the demographic situation after a few years it is expected
that number of students will decrease dramatically and it would be necessary to use the experience
gained by other countries in this field. The clearly defined Harvard Business School model shows
differences between different management levels and gain management knowledge in a definite level in

accordance to existing or expected level of

Management training levels at Harvard Business School .
management (refer Figure 1.11). It comes

vanced to be used in Latvia.
Management Program ] _
- There is a lack of clearly defined under-

General standable for all conception of skills and
Management Program

knowledge of different levels of manage-

Leadership Development Program ment as well as training system in Latvia

at present.
Figure 1.11. Management training levels at Harvard Business School (HBR, 2006)

Understanding of strategic issues should facilitate work and increase motivation to cooperate with lower
level managers and qualified employees. The significance of good strategy is that it changes the organisation.
While increasingly using workers who are more educated, democratisation of strategy is essential. It
means creation of such processes where responsibility for strategy planning is divided, however in end

you come to one opinion that encompasses the organisation as a whole.

The biggest discussions regarding strategy issues over the past 30 years has been about whether it is
possible to create a good strategy as a result of rational thinking or strategy just comes out as a result of
simple experimentation. There is no single theory or advice that can be applied for any and every given
situation. What each organisation has to do is dictated by circumstances in which it is and the level of
development. Strategic advice that is given out of context can be harmful. Therefore there is an increase
in the significance of systemic thinking, analysis and understanding of the situation.

The main issue regarding the creation of strategy is: how can the organisation adapt itself in the existing
environment while retaining enough flexibility to any changes that may arise in this environment? How
to prepare for the unforeseen? What competences should be developed today that would prepare you to
meet the unforeseen tomorrow? These issues are difficult, however if wish to survive in the 21st

century, answers to these issues have to sought in the perpetual spiral of inventions and issues.
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A summary of analysis carried out by the author of the promotion paper on the tendencies and methods
of modern day management and the authors suggestions for its empirical application in modern day
management in Latvia are given in the monograph ,,Apseglot parmainu v&jus. Stratégiska un parmainu
vadiba” (To ride the winds of change. Strategic and change management). The main innovative and
methodological aspects of the book are:

1. Application of systemic approach — both from the part of author of promotion paper while working
out ideas and content of the book, as well as information provided in the text and examples of
systemic approach.

2. Orientation towards ,,humane organisation” — such where not technology and mechanical but human
contribution, creative approach, as well as preparedness for changes, risks and correction of errors dominate.

3. Information is offered in such a manner to systemically form the readers understanding of processes
and tendencies in business as well as overall management — already undergone, current and future —
by accentuating logical links, globalisation, internationalisation and sustainability aspects.

4. The text is appended with figures and tables that facilitate the understanding of information. For the
first time in Latvia pictograms were consistently used that facilitates the reader to orient himself in
the text and find the relevant information later.

5. Real examples in Latvia are provided and quotes have been correctly marked. The latter aspect is
especially significant as both teachers as well as students demand it and therefore a positive example

IS very important.

The latest of complex methods that has gathered significant attention in the world — balanced management
theory appeared at the end of the last century when there was a necessity to re-evaluate the mechanisms
of reflecting the results of organisation’s activities. If earlier financial statements were enough for reflecting
the profit or loss, then today this mechanism is no longer enough especially in the service sector and public
administration structure where innovation, novelties, client wishes, rapid technological development and it full

fledged application possibilities skills, abilities, loyalty and motivation of employees play an important part.

R. Caplan and D.Norton (2005) point out: ,, You cannot manage it if you cannot measure it”’. \While introducing
balanced management it is necessary to precisely define the aims and objectives, introduce a system in
order to measure and evaluate the organisations pace on its path towards each aim indicator. Balanced
management forces the management to look into their organisation on a wider context. Focusing energy,
attention and resources to four essential viewpoints — finance, clients, internal processes an employees,
organisation mission and not short term financial aims. An essential aspect in attaining such a situation
is the use of measuring systems also with regards to organisation strategy. The balanced management approach

emphasises that the organisation mission and strategy have to be the central and balanced element of any process.

Perceiving the potential of this approach for empirical application in private, state as well as municipal

organisations the author of the these papers has worked actively since 2004 to adapt the idea of balanced
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management and promote it in Latvia — in her publications, in lectures, while organising and conducting
seminars together with the firm Zygon Baltic Consulting, while supervising bachelor and master’s papers as
well as while consulting state and municipal and private organisations (refer other publications, list of

bachelors’ and masters’ papers supervised).

During the last year, the concept of corporate social responsibility (hereinafter CSR) came to the
attention of the author of the promotion paper and more wider part of the society directly in connection
with the provision of sustainable activity, although in essence it is nothing new — it was already known
and used during the period of first independence of Latvia. How can an entrepreneur ensure long-term
competitive edge and continuation of his enterprise? Certainly by serving existing clients and finding
new ones, developing new products and services, and gaining profit. However the use of well

considered CSR could help achieve these goals.

The term CSR is related to provision of sustainable and responsible activity, considering social as well
as environmental aspects. CSR means the satisfaction of client’s needs, at the same time earning the
respect of the local community by providing for the needs other members of the society, e.g. employees,
suppliers. Thereby not only gaining a profit through one’s activities but also positively influencing the

society as a whole and favourably influencing or at least harming the environment.

CSR means action, that everyday integrates social and environmental aspects. For example, the enterprise
could offer further education courses for its employees and both the employees and the enterprise will
benefit from it. The enterprise can support the good will of the employee and promote voluntary involvement
in local social activities. In addition to work relations, the enterprise can consider the idea of upholding good
neighbourly relations with the local community and government agencies. Small enterprises usually
successfully realise this cooperation as their business is integrated with the society and it reflects very
well on the local community. The enterprise can participate in events that ensure the protection of the
environment Energy conservation, pollution prevention, waste reduction and recycling can help
conserve resources and therefore increase the profitability of the enterprise. Such kind of events can
help improve the relations with the local municipality, regulatory and other bodies. It could open the

doors for new business opportunities — clients who are looking for a new supplier.

The author of the promotion paper worked in close cooperation with leading specialists in this field Andris
Petersons and Gundars Kenin King on CSR issues in 2006-2007 as a result of which different actions
popularising the idea of CSR for different target audiences were carried out (2 articles, refer list of publications).
At the same time work is being carried out on the development of a new doctoral programme
,Communication Sciences”, which includes the study course ,,Strategic Management” with CSR as on

of its essential components and the author of the promotion paper will be the teaching this study course.
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Evaluating the global experience and Latvia’s necessity for modern day educated managers, the author
of the promotion paper suggests the implementation of a three level management education (refer
Figure 1.12) in Latvia — depending on the management skills required for work, but not related to any
definite enterprise as in essence it is systemic, promotes thinking and further enhancement.

Proposed management education level plan
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~ Should be working principles of the organisation, role
included in all of a manager (leader), understanding of
study programmes systemic approach and change, strategic and

sustainable management, cooperation, team work
and teams, personality enhancement

Figure 1.12. Proposed management education level plan

In order to practically implement this proposal, it is necessary to work out a relevant systemic management
level education module that is integrated in higher education programmes and simultaneously provides

the opportunity to gain them in the form of professional enhancement in parts.

Today it is impossible to imagine any kind of intellectual work that does not require an understanding
of organisational activity and personnel management. It is absolutely necessary to improve the education of
existing and potential managers by incorporating study courses that cover the basic overall principles of
management (refer Figurel.12) in all study programmes offered by higher education programmes.

With an increase in the level of responsibility of managers it is necessary to have further knowledge and
skills, in depth and at the same time wider view, as well as understanding of the events on a wider level —
field, state and international level. This management level education is incorporated in master level

study programmes foreseen for managers.

The issue of the scope of the global management programme is controversial. It is possible that it is not
necessary today as a separate study course in higher education and can be offered a specialisation study
programme. However it should definitely be included management science programmes in order to
understand the overall management picture and potential global level managers could see all the growth

in the knowledge and skills pyramid on the whole.
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2. EMPIRICAL RESEARCH PART OF THE PROMOTION PAPER

After gathering theoretical information on modern day management education development in Latvia
and the world, an applied research was carried out in 2006 to ascertain how management processes are
evaluated by those employed in enterprises. 578 respondents working at different levels from employees
to organisation leaders and even owners from state, municipal as well as private organisations

participated in the research.

The core of the research is interpreted in the following subchapters. The results of the research are
interpreted in depth in specific aspect and comparisons with other researches conducted by the author

and described in three scientific articles in 2007.

2.1. Grounds for applied research
Although changes are an integral part of life, often there is a lack of understanding and resistance to change.
It is essential to understand that changes in a particular organisation, branch or national economy on the
whole involve not only precisely defined goals and expectation achievement plans but also human dimension —

human understanding and support or resistance to the manager’s expectations are significant decisive factors.

Therefore along with the performance of every day duties, such an environment should be created where
people do not resist change but understand it. An environment where both the person and the enterprise
recognise the unsuitability of a process, action or offer to the situation and are ready to change. From the
systemic point of view: it is not possible to carry out one small change in an organisation, a much larger

view as offered by change management specialists is necessary (refer Figure 2.1):

Managing major changes
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Figure 2.1. Managing major changes (Carnall, 2003)

Effective necessary change management is only one of the stages of activity. In order that the change be

effective and permanent it is necessary to special attention to questions on whether change or correction is
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needed in the organisation culture or its policy. Although this process is complex and requires the attention
of the management and resources it is essential as the benefits are also greater — as result there are not only
necessary changes in the organisation but it has also gained or regained its creativity or joy of continuous
enhancement and skills, the feelings of the employees has improved and they feel that they are needed
and belong to the organisation. Thus such organisations are formed that are economically viable for a long

term — can learn and revive.

It is necessary to draw wider parallels — skilful change management is essential not only for each particular
organisation but also for our country as a whole and this is not possible without management education.

It can often be heard that one has to work better and more effectively, structural units should cooperate and
managers should lead, however it is essential also to observe what is really happening in organisations

and how employees evaluate the situation in their enterprises.

A research using the Organizational diagnosis questionnaire (Carnall, 2003) adapted in Latvian was
conducted to perform management diagnosis of organisations in Latvia. The results of the research

allow us to ascertain the evaluation of respondents about management processes at their workplaces.

2.2. Methodology of empirical research and tools of measurement

The research is based on employees of Latvian organisations who are concurrently studying in management
science courses in the Master or Bachelor level in one of the three higher education institutions
researched: Riga Business school (see RBS master in Table 2.2), Riga Stradina University (see RSU
master and RSU bachel. in Table 2.2) or School of Business Administration Turiba (see BAT master
and BAT bachel. in Table 2.2). The respondents have relatively high level of education — 87% of
respondents have already gained higher education and are continuing further studies in master’s programmes,
13% — students of senior courses.

Table 2.2 Overview of respondents

Higher Type of organisation Work experience (in years) Position in the organisation
Education less middle
Institution muni- | . 1-3 4-10 |[more 10 low level top level
state . private | other] than a employee level owner
and level of cipal years | years | years manager manager
) year manager
studies
BAT bachel. 6 3 37 2 16 21 11 0 30 5 11 0 2
BAT master | 148 30 236 20 98 143 147 46 207 70 114 20 23
BAT total 154 33 273 22 114 | 164 158 46 237 75 125 20 25
RBS master 4 2 25 3 9 9 14 2 7 8 15 3 1
RSU bachel. 1 0 17 0 12 5 1 0 15 2 0 0 1
subtotal 152 32 261 23 107 | 152 161 48 214 78 129 23 24
master level 5 5
subtotal
bachelor 7 3 54 | 2 28 | 26 12 0 45 7 11 0 3
level
sum total 159 35 315 25 135 | 178 173 48 259 85 140 23 27
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The respondents (n = 578) in their professional capacity are employees, different level managers in
state, municipal and private organisations. The research does not include ordinary workers — unqualified

or representative of simple professions.

Description of methods and tools of measurement: database acquired based on questionnaires, processing of

the data and analysis of data gathered using Excel and SPSS 15.0 and finally interpretation of the results.

The task of the respondents given in the organisation diagnosis questionnaire was to evaluate 40 statements
given in the questionnaire — indicators that describe the activities of the organisation on the Lichter
scale. The respondents evaluate the statements with regards to their organisation on a 7 point scale: 7 —
Agree strongly; 6 — Agree; 5 — Agree slightly; 4 — Neutral; 3 — Disagree slightly; 2 — Disagree; 1 —

Disagree strongly.

In order to fully interpret the results gained, three additional variables were introduced:

e Type of organisation (1 — state organisation; 2 — municipal organisation; 3 — private organisation; 4
— other (indicate));

o Work experience at this organisation (1 — less than a year; 2 — 1to 3 years; 3 — 3 to 10 years; 4 —
more than 10 years);

e Position in the organisation (1 — employee; 2 — low level manager; 3 — middle level manager; 4 —
management of the enterprise; 5 — owner).

Out of the 620 questionnaires distributed to 620 respondents 578 were submitted. The questionnaires
were anonymous and the set of respondents at any one time were not less than 20 persons and
respondents had to only tick answers on the questionnaires, therefore respondents did not risk being

identified and it was also not necessary to fill the name of the particular workplace or city.

Separately by statements the highest average rating was 6.08 for the 1st statement — I understand the
objectives of this organization, and the lowest — 4.13 for People are cost-conscious and seek to make the
best use of resources. The average theoretical rating 3.5 was exceeded in all statements which means

that respondents has given on the whole high above average rating.

The asymmetry coefficient for statements was negative (A<0), which proves that the answers were
distributed unevenly, i.e., the empirical distribution curve is turned to the left of the arithmetic mean that
means that there are more high ratings. The negative skewness coefficient (E<0) shows that the distribution
curve for all statements except statement No 1 is flat and characteristic of a high answer concentration in the

side classes (final answer variants). All statement answers were in full amplitude starting from ,,1” to ,,7”.

The 40 statements in the questionnaire in accordance to methodology developed by Carnall are grouped in
8 groups/scales that are characteristic of statement groups for management of different organisations.
There were five statements in each group. More information about questionnaire is enclosed in the

Appendix No.5 (full questionnaire with 40 questions) and Appendix No.6 (summary of set of

70



questionnaires in groups). In order to provide transparency the statement groups are hereinafter
interpreted in descending order using group numbering as in Table 2.2.

Table 2.2 Average rating of statement groups
characterising organisation management in descending order

STANDARD AVERAGE INTERVAL

GROUP NAME ERROR INTERVAL MIN RATING MAX
1 | Key Tasks 0,05 5,27 5,36 5,46
2 | Performance 0,05 5,09 5,18 5,27
3 | People Relationships 0,05 5,05 5,15 5,26
4 | Support 0,05 493 5,03 512
5 | Motivation 0,05 4,75 4,85 4,95
6 | Management Leadership 0,06 4,7 4,81 4,93
7 | Structure 0,05 4,69 4,79 4,89
8 | Attitude towards change 0,06 4,67 4,79 4,90

The highest average rating for statement groups 5.37 shows understanding of the work tasks, on the
other hand the lowest — 4.78 shows attitude to change and innovations. In order to ascertain whether the
deviation in average rating for groups is statistically significant and further interpretable, the standard
error, interval min and max and average ratings are calculated (refer Table 2.2), and a graphical

representation with a 95% credibility interval was carried out (refer Figure 2.2).
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Figure 2.2 Average rating curve of statement groups for organisational diagnosis in the descending
order with 95% credibility intervals

The Figure 2.2 allows us to come to the following conclusions:

e The highest rating was received by — Key tasks group statement statistics significantly differ from the others;

e Second and third highest rating was for Performance and People relationships which do not significantly
differ among themselves statistically but differ greatly from the ratings for the 1st and 5th - 8th group;

e The rating of the Support group significantly differs statistically from 1st, as well as 5th - 8th groups.
There is no significant difference statistically with the 2nd and 3rd group;
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e The ratings for the 5th-8th statistically do not significantly differ among themselves; however differ
significantly from the ratings of the 1st-4th groups.

Correlation coefficient characterises the extent to which statistics measures in one case are numerically
dependent on numeric values of other case. Correlating the statements gathered during the research, the

most prominent correlation is when:

0.80<|k|<1

for separate questions in case of the following comparisons:

e The more ideas the mangers have that help employees the more managers are able to support and motivate.
e The more clearly the goals and objectives are defined, the better they are achieved.

e If cooperation in the organisation is good then everyone receives the support and assistance that is necessary.
e The more necessary work is done and the more effective it is, the more aims are achieved.

o Initiative and creativity are supported if the managers are able to motivate.

e Conflicts are resolved with the understanding and acceptance of employees and initiative and
creativity are supported.

Separate high correlation where k>0.7 is observed, there is simultaneous correlation between different
group of statements:

e It can be observed in the statement group on management leadership that if the managers are able
to support and motivate then the management style facilitates the work of employees.

e If the management style at higher levels is supportive and effective then high-level managers are
creative and are able to interest their employees.

e  With regards to attitude towards change it is observed that the methods of the organisation are regularly
reviewed and innovations are introduced and also processes are regularly reviewed and are relevant
to the needs.

Hi square criteria (x°) was used to check the statistical hypothesis of non parametric statistical criteria
in order to determine:
o  Whether empirical distribution corresponds to theoretical distribution?

o  Whether there is a significant statistical link between two attributive features?

o  Whether there is significant statistical link between two quantitative features that do not correspond
to the normal distribution?

e  Whether two empirical distributions are similar?
If noi represents the empirical distribution of frequency and ne; — represents theoretical distribution
frequency, then the following hypothesis can be put forward:
Ho: noi=nei— empirical distribution corresponds to theoretical,
H1: noi#nei - empirical distribution does not correspond to theoretical.
In order to characterise the correspondence of theoretical and empirical distribution the factual values

from the questionnaire are compared to the critical y%,. ., if:

. XZ:O, then ngi=nej and the distribution curves match;
o y*>y%. ., then difference between distributions is significant and probability P=1-c;
. X2<X2a; v, then with probability P=1-a one cannot reject the zero hypothesis.
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The critical value %% , was calculated with the MS Excel function CHINV. Applying ¥° criteria, the
correspondence of the distribution of the number of counts of the quantitative selection to the number of
theoretical counts can be verified. A research hypothesis was put forward both for each individual group
as well as for the research on the whole:

Ho: there was no difference between the answers given by the respondents with respect

to the group of statements.

Hi: there is difference in the answers of respondents with regards to these statements.
While processing the answers of the respondents the xz empirical and xza; v theoretical were determined.
In all cases it was ascertained that: x? > 32, v — therefore the difference in answers of respondents is

significant with the probability P=0.95 and the zero hypothesis can be rejected.

As the questionnaire was adapted in Latvian during the process of the promotion paper, it is essential
not only to find out the opinion of respondents but also ascertain methodological issues. Correlation and
hi square analysis were necessary to make sure whether a questionnaire where the 40 questions are
grouped in 8 groups is necessary. An analysis of the Hi square results show that the questions within
each group are different and the number of questions should not be reduced as they describe the
situation in depth. On the other hand the results of the correlation analysis (positive correlation clearly

dominates) show that the questions are interconnected — they are not random and unrelated.

The internal coherence check of the content of the questionnaire was carried with the help of the computer
programme SPSS 15.0 using the Cronbach alpha. Alpha coefficient can be within the limits of 0 to 1. A very
high alpha — above 0.90 — shows that the questions are not only coherent but also very similar (Rasc¢evska,
2005). The Cronbach alpha for statement groups is shown in the Table 2.3 and in all cases it exceeds 0.75,
however not 0.9, which allows us to conclude that with the help of this questionnaire we can diagnose the

organisation management levels using the 8 statement groups proposed by Carnall questionnaire on the whole.

Table 2.3 Cronbach alpha for statement groups (in original group order)

NUMBERS AND NAMES OF GROUPS | CRONBACH ALPHA
1st group — Key tasks 0,82
2nd group — Structure 0,84
3rd group — People relationships 0,86
4th group — Motivation 0,77
5th group — Support 0,79
6th group — Management Leadership 0,86
7th group — Attitude Towards Change 0,86
8th. group — Performance 0,78

It was also evaluated that the Cronbach alpha for all groups changes if a question was deleted. On only occasion
if the 22nd question of the 6th group was deleted the alpha varied from 0.855 to 0.886, however the
difference was insignificant and the question was retained. On all other occasions the alpha of each
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group was higher than the existing. It could be concluded that the coherence of questions of the questionnaire

in groups is high and the questionnaire and its results are empirically applicable and interpretable.

2.3. Summary and interpretation of the main results of the empirical research

The fact that signals the feeling of the employees could already be observed at the beginning stage of technical
processing of the questionnaire. The questionnaire was drafted on both sides of a sheet. Three of the respondents
failed to fulfil the other side of the questionnaire — statements on the type of organisation and work experience —
while handing out the questionnaires they were face down and most probably they failed to notice it or
forgot it. 3 such respondents form 0.5%, which is normal technical error with regards to whole set of respondents.
However there is also another count — 38 respondents or 6.6% of the total, handed in the questionnaire
without filling in the basic part with 40 statements that means they did not wish to answer these questions.

The part of questionnaires that were filled in allows us to draw conclusions on unfilled questionnaires and
the possible reasons for it. 5 out of these 38 respondents are owners of private enterprises and their
reluctance to fill in the questionnaire that in essence is a form of self-assessment is understandable.

However there proportion out of the total is only 0.9% and does not significantly influence the results.

The distribution of incomplete questionnaires among state and private organisations is almost equal (18 and
16 respectively), although a review of the questionnaires filled in show that 177 respondents work for state
organisations whereas 330 work for private organisations (other 64 work for other type of organisations). It

can be seen that those working for state organisations more often are reluctant to evaluate their workplaces.

20 or more than half of respondents of the incomplete questionnaires are clerical workers and do not hold
management positions. Moreover their work experience in the organisation is diverse — from less than 1
year (11 respondents) to 12 respondents who have worked for 3 -10 years; 11 of the respondents worked
for the particular enterprise for 1 — 3 years. Only 4 respondents who work for the enterprise for more 10
years have failed to complete the questionnaire. So 6.6% out of the total number of respondents do not
wish to evaluate how their work is organised and managed. If the organisation and the feeling of

employees were satisfactory such a situation would not exist.

Summarising the information on the position of respondents in the organisation it was ascertained that
the majority — 48.1 % work as low-level managers, but 26% are top-level organisation managers. Only
5% are owners of enterprises. Mostly the respondents’ work at their present workplace from 1-3 years,
respectively 33% and 32% and only 9% work for more than 4 years. More than half the respondents i.e.
59% work for private organisations, and 30% for state organisations. Therefore, it could be concluded

that those working for private organisations are more motivated to pursue further education.

As the average ratings for an enterprise in Great Britain (refer Figure 2.4) using the Carnall
organisational diagnosis questionnaire (Carnall, 2005) were available it was possible to compare it with

results of the Latvian research.
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Figure 2.3 Average rating curve for statement groups of organisational diagnosis carried out in Latvia
in the descending order.
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Figure 2.4 Average rating curve for statement groups of organisational diagnosis carried out in Great
Britain. (Carnall, 2003)

The fact that the average amplitude of ratings differ, 1.36 for Great Britain and 0.58 for Latvia respectively
can be seen from the comparison of Figure 2.3 and Figure 2.4 The second difference is that Latvian
respondents have given comparatively higher ratings. Both these differences are not analysed further in
depth in this paper, however one can come to interesting conclusions while visually comparing the two
curves. The rating for the first five statement groups can be seen as similar. There is significant difference in
the ratings for the 6th and 7th group which are directly connected to the topic of this promotion paper — modern

day management: respondents from Great Britain evaluate suitability of leadership and organisation

75



structure more highly than Latvian respondents. The ratings for the 8th group — attitude towards change

is similar.

A concise evaluation of each statement group is given below with the aim of interpreting them, drawing
conclusions and offering recommendations for the introduction and dissemination of modern day

management principles in Latvia.

The first of statements on the organisational diagnosis scale characterise the understanding of employees
of the key tasks — definition of the organisation’s goals, priorities, sense of belonging to the organisation
and understanding of one’s own duties. Summarising the results of the research it can be seen that just
this group has received the highest ratings from the respondents — 5.36 (refer Figure 2.3), which allows

us to conclude that both the organisations as well as one’s personal duties are very clear.

The rating for the 1st, 9th and 17th statement is mainly ,,7”, and for the 25th and 33rd statement —,6”.
On the other hand the 1st and the 33rd statement have the least number of rating ,,1”. It should be
concluded that respondents know the goals of the organisation as this statement has received the highest

number of ratings ,,6” and ,,7” — 410 counts.

The second group of statements on the scale characterise performance — the formal control of
performance, wish to work well and understanding of the fact that good performance is a result of good

work of the whole organisation.

The 16th and the 40th statement have mainly ratings ,,7”, and 8th and 32nd statements have mainly ,,6”,
the 24th statement — ,,5”. This group has received one of the highest ratings — 5.17, although this group
also includes the statement that has recorded the absolutely lowest rating: statement ,,Employees are
cost-conscious and seek to reduce the costs” from ,,1” to ,,3” as rated by 188 respondents, while only

130 rate it between ,,6” and ,,7”.

As this statement is vital while considering the effectiveness of organisational activity and management it
should be taken into account, however summarising the results of the group of statements it is evident
that the average rating would have been higher if there had not been low rating for ,,efficiency statement”.
High average rating for this group is provided for by two statements — positive answer champions: 377
respondents with ,,6” or ,,7” rate the statement ,,People are always concerned to do a good job” and 295

respondents acknowledge that ,,good performance is a result of good work of the whole organisation”.

The third group of statements on the scale characterise relationships in an organisation: relations with managers
and colleagues, as well as cooperation and methods of resolving conflicts. This group received one of the
highest ratings from respondents — 5.15, which show that employees are capable of forming relationships in
the organisation although as shown by the 2nd and 7th group — are not at all satisfied with the events

happening in the organisation. It could be concluded that respondents have learnt to ,,survive” not
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paying attention to problems, not seeking solutions and changes. And it is not a positive signal speaking

about the development of the organisation and the state.

Statements 3, 11 and 19 received mainly ratings ,,7”, and the 27th statement — rating ,,6”, and 35th
statement rating ,,5”. The statement ,,My relationships with my colleagues and management are good”
received one of the highest ratings — 402 respondents have rated it with a ,,7” or ,,6”. Such a distribution
allows us to conclude that employees have learnt to get on well with the management although they do

not see methods of resolving conflicts as particularly successful and promoting cooperation.

The fourth group of statements on the scale characterise managerial support for employees and
intercultural cooperation: accessibility of resources necessary for work, management ideas and
readiness to help, readiness of structural units for cooperation. The average rating for this group is —

5.02, which shows that there is still room for improvement.

The 5th, 13th, 21st, and 37th statements mainly received rating ,,6”, and the 29th rating ,,5”. On the
other hand 6th and 21st had the least number of ratings ,,1”. The summary shows problems regarding
cooperation and readiness to help among structural units. It could be concluded that employees do not

sufficiently understand the significance of oneness of the organisation and ,,self” interests dominate.

This group also has one of the lowest absolute ratings — 151 respondents rated the statement ,,My

immediate boss has ideas that are helpful to me and my colleagues” from ,,1” to ,,3”.

The fifth group of statements on the scale characterise motivation: salary commensurate to the job
performed, incentive for further development, possibility of getting support and assistance, as well as
involvement of employees and delegation level. The average rating for this group is also comparatively
low — 4.85. The analysis shows that not enough attention is paid at the organisation to the opportunity of
increasing involvement of employees in management processes and delegating responsibility, although

the education and level of understanding of employees of organisations in Latvia has risen rapidly.

The rating for the 4th statement is mainly ,,7”, 20th, 28th and 36th mainly — ,,6”, and 12th statement —
,»d”. On the other hand the 20th and 36th statements have the least number of ratings ,,1”. It could be
concluded that there is no point in urging employees to develop further without relevant motivation
(expected raise in salary or something similar) — employees are not gullible and do not simply wish to
improve their performance for nothing. Surprisingly unpleasant is the comment of 139 respondents that

they were not in any way motivated to further development (rating ,,1” to ,,3”).

The sixth group of statements on the scale characterise use of leadership principles in the
organisation — creativity of managers, skills and readiness to encourage employees, motivate (with
personal examples) further innovation and performance development. This group has also received one
of the lowest ratings — 4.81 and it can be concluded that leadership principles are poorly used in Latvian

organisations. Looking at it from the other hand — it is a great opportunity, as over the past few years
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increasingly a lot has been said and written about management in Latvia, a lot of valuable books have
been published in Latvian and personnel management has been given more and more emphasis in study
programmes. Therefore one can hope that with the dissemination of information and knowledge over a
period of few years the situation in the field of leadership will change.

The rating for the 6th and the 22nd statement is mainly ,,7”, and 14th, 30th and 38th is predominantly
,0”. The ratings for the 22nd statement show that formally the performance of employees in strictly
controlled in organisations, however as can be seen from the summary of other statements very little is
spent on thought about systemic and common values and actualities. It is a markedly negative fact.
Especially so because concurrent with the emphasis on control the answers of the respondents to this
group of statements show that the actions of the management — management style, creativity, skills in

making employees interested are rated comparatively low by the employees.

With regards to changes and its management, 3 statements of this group can be highlighted as having
received the most negative rating (from ,,1” to ,,3”): 135 respondents in such a manner rated the skills of
their management in supporting and encouraging employees, 143 respondents in such a manner rated
their management’s creativity and ability to interest their employees and 152 respondents critically rated

their management’s working style which did not at all facilitate their work.

If the statement ,,performance is regularly controlled” was removed from this group of statements as in
essence it does not characterise leadership, the average rating for leadership would have fallen down

from 4.81 to a further lower one — till 4.67.

The seventh group of statements on the scale characterise organisational structure and work organisation:
whether it is understandable, relevant to the situation and flexible, whether improvement possibilities
were sought. The summary of statements on this scale represent a serious problem as it has received one
of the lowest average ratings — 4.79, which proves that attention is not being paid to this field in Latvia
at present. On the other hand it is here that one can find solutions for increasing the effectiveness of
organisational activities. However it should be mentioned that this group of statements have not received
extreme ratings — neither very low nor very high. The 10th, 26th and 18th statements mainly received
.7, and 34th statement —,6”, and 2nd statement — ,,5”. On the other hand the 2nd and 8th statements
have the least number of ratings ,,1”. It can be concluded that employees are not especially satistied

with the organisational structure and work organisation.

The eighth group of statements characterise organisation’s readiness for change: regular review and
improvement of methods and processes, support for initiative and creativity. Unfortunately this very
important group of statements has received the lowest respondent rating — 4.78. The 39th statement was

mainly rated ,,7”, the 15th and 31st statement predominantly — ,,6”, 7th statement — ,,5”. On the other
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hand the 7th statement received the least number of ratings ,,1”. It could be concluded that this group of

statements seemed equivocal for the respondents.

Conclusions on the Carnall questionnaire methodology and its further application
1. The Carnall questionnaire is applicable for organisational diagnosis even in Latvia.

2. It is recommended that such a research be carried on a wider scale with more respondents after 5 years in

order to discuss the further dissemination and application of modern day management ideas in Latvia.

3. In the repetitive research it would be essential to compare not only the rating in accordance with
statements and groups but also whether the there is a change of rating in the groups from the

statistical significance difference point of view (compare Table 2.2 with Figure 2.2).

4. While carrying out researches among students or similar group of respondents, unemployed people
should not be included. It is also not desirable to include owners of organisations as they have to

evaluate only their own performance and ideas and therefore their objectiveness is questionable.

5. It would be useful to apply this questionnaire to research employees of one organisation and then
analyse the results — in such a manner information on the management processes in a single

organisation can be gained.

The respondents have comparatively highly evaluated their readiness for change and productive work,
however their managers have received the lowest ratings whereas management methods in an organisation

have received comparatively high ratings on the whole closer to the employees self evaluation.

This result can be explained by the lack of modern day management skills mentioned above; however it
should be remembered that a person most often evaluates others more critically than oneself and often
these indicators are lower than their self evaluation. The difference however can be reduced with the

application of modern day management methods.
Conclusions on the results of the empirical research

Evaluating on the whole the research results it can be seen that there are three statements that have

received significantly higher ratings from the respondents. They are:

e 410 respondents rated the statement “I am aware of the organisation goals” with 6-7;

e 402 respondents rated the statement — “ My relationships with my colleagues and management are
good” with a 6-7,

e 295 respondents rated the statement “Performance is regularly controlled” with a 6-7.

It could be concluded that the control of the execution of the formal plan is the most common as can be

seen from ratings of statement 1 and 3.
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The fact that the employees have good relationship with the colleagues and the management is

markedly positive, however the significance and impact of all the three statements that were most highly

rated change when they are interpreted in light of the 6 statements that received the lowest ratings:

e 188 rated the statement “ Employees are cost-conscious and seek to reduce the costs” with 1-3;

e 152 rated the statement “ The management style adopted by senior management is helpful” with 1-3;

e 151 respondents rated the statement “ My immediate boss has ideas that are helpful to me and my
colleagues” with 1-3;

e 143 rated the statement “ My immediate boss is creative and knows how to interest me” with 1-3;

e 139 respondents rated the statement “ | am motivated to improve” with 1-3;

e 135 rated the statement “My immediate boss knows how to support and motivate” with 1-3.

Four out of these six statements are very critical ratings of the management methods used by managers
and it can be concluded that Latvian management education is necessary and special attention should be
paid to psychological aspects of management connected to understanding of oneself and others, emotional
intelligence, empathy etc. Two out of the six also show the lack of ideas and creativity in the work of
management and it can be concluded that employees will hardly be interested in being creative if their
managers are not creative. This aspect should also be taken into consideration while designing an
education programme for managers and implementing it. Creativity cannot be taught with definitions,
adapting good practice and experience and practical activity are necessary.

The fact that 139 respondents evaluated that they are being motivated to improve stems from the fact
that managers lack understanding of the events taking place or are afraid of changes. But what will
happen to organisations if they do not keep in tune with the times and do not learn the latest methods?
The number of respondents leads us to believe that the number of such managers in Latvia is definitely
higher as respondents are considered to be ,,rebels” — they pay for their own studies during their free

time and often even do not receive the moral support of the management of their organisations.

Such a conclusion poses a question — after completing the desired education will such employees continue to
work for the same organisation under the subordination of the same managers who did not support their
further education? Most likely not. So staff turnover is once again inevitable. The only potential positive
solution would be that these modern day educated employees replace their present managers, however

this is more the wish and recommendation of the researcher and not a real possibility.

The application of systemic approach can be of good assistance in tackling the management problem
that has grown to huge proportions in Latvia. The interconnected circle of problem of motivation that
was modelled during the course of the promotion paper can see in the Figure 2.5 It is a typical

»enchanted circle” that is often described in the works of systemic researchers (Hitchins, O’Connor).
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Figure 2.5 Interconnected circle of resolving problem of motivation

In this particular case as can be seen from the Figure 2.5 that the problem cannot be resolved doesn’t mean

that everything remains the same at the organisation. Just on the contrary — lack of resources for motivation

of the employees and inaction on part of the management would only lead to the worsening of the situation:

if there is lack of resources for the motivation of employees,

the employees motivation goes down,

with the fall in motivation the employee loses interest in his duties,

if the employees lose interest there is a fall in productivity,

with the fall in productivity there is reduction in capital and yield of other funds invested,

with the fall in returns, the number of clients falls down,

if the particular organisation fails to attract clients their competitors take their place and their
competitor’s revenue increase,

with the increase in revenue of competitors, our company’s revenue falls down,

the resources necessary for motivation of the employees decrease further and the second cycle along

the circle starts with further less resources and less employee motivation.

Therefore if the organisation managers do not change anything in their actions, the situation will not remain the

same but will worsen further. The only effective solution that could interrupt the escalation of the problem is to

generate ideas and find resources that are necessary for increasing the level of motivation of the employees.

The lack of creativity and new ideas in Latvia significantly hinders the development organisations as

well as the whole national economy. It is necessary to activate, strengthen and teach. As pointed out by

Tisenkopfs, 2007, innovation or in Latvian new creation has become a trendy word together with such words
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like communication, technology, mobility, and globalisation. Innovation is a process where renewal takes
place — innovate means to form new combinations, join materials and forces anew. However, innovation
IS just simple mixing, it is creative and strategic combination as a result of which new products and

services emerge or new solutions are found including social and political.

Unfortunately in Latvia innovation is very often understood as only technical or technological solutions
whereas the world is full of ideas that are being circulated, branched and further ideas are being generated.
Ideas have power to generate innovations. In order to innovate we have to join two spaces — idea space
and practical working space. Both have internal logics and institutional organisation. It is important not
only to be able to merge in new combination but also the innovation addresses also lack of understanding

and conflicts as not everyone wants and can accept change. Therefore courage and initiative is also necessary.

Such a kind of overview of problems and systemic problem solving has not been widespread till now in
Latvia, however it should be popularised. The other significant aspect is the lack of creativity practically

in all fields from everyday improvements to totally new approaches.

The most negative rating was received from 188 respondents for the statement that nothing or little is
being planned and done in organisations to reduce costs which shows the real extent of efficiency problems
in Latvia, although this also provides a positive opportunity — practical action for improving efficiency is much
simpler both practically as well as psychologically compared to the other above mentioned conclusions
and therefore faster improvements can be reached just in this field if proper attention is paid to the

problem of efficiency at all levels.

One should start with empirical issues that are well known to Western business organisations; however

empirical measures are not widespread in Latvia. The first step: it is necessary and possible to combine

economy of resources as well as real participation of each and every individual in the sustainable and
socially responsible processes starting from:

e maximum transition from paper documentation to centralised and electronic storage of information
so that the information necessary for work is easily accessible and useable without photocopying or
printing and storage and retrieval from folders and heaps of papers;

o use of both sides of the sheet in order to cut the use of paper by half and reduce the use of staples
and paper clips as well;

e waste sorting etc.

The above mentioned suggestions can be deemed as one of the first, simplest but very important
initiatives for improving the efficiency that would force each and every employee of the organisation to

think about further and more important ways of improving efficiency.
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It is necessary to widely popularise and suggest as far as possible all kinds of innovative and effective
experience by using the typical scientific publications and study courses, personal example of higher

education institutions and teaching staff as well as the possibilities provided by modern day mass media.

The results of the empirical research conducted by the author of the promotion paper are

published in three scientific publications:

Latvia’s Employed Business Management Students’ Readiness for Life and Work in Circumstances of
Sustainable Development — a publication for international scientific readership (co-author S.VVane) Education
and Sustainable Development: First Steps Toward Changes” 2.edition, Daugavpils: Daugavpils
University. Sustainable Education Institute; 2007), wherein there is an analytical overview of the Latvian
management education situation, a concise comparison with the the global experience and trends, and

recommendations that could be useful for representatives of other transition economy countries.

Paper — Assessment of the personnel structure for enhancement of the motivation process with the co-author
A.Sala, which was written for presentation at the 7th international scientific conference ,,New tourism
products for regional development” for professionals in the tourism field held at the School of Business
Administration Turiba (01.06.2007) and published in the proceedings. The paper is comparitive summary of
the results of research carried out by the author of the promotion paper and doctoral student of LLU
with recommendations for improvement of the motivation process for employees in the hospitality

industry where staff turnover is significantly higher than average staff turnover in the national economy.

Paper — Person in a organisation — how employees evaluate management methods at their workplace.
Accepted for publication in the collection of articles ,,The results of statistical scientific research 2008,

Riga: Central Statistic Bureay of Latvia, 2008.

3. CONCLUSIONS ON MANAGEMENT EDUCATION IN MODERN SOCIETY

1. Management education in modern day Europe is reviewed in the context of social diversity, human
economic and social rights, equality and gender rights.

2. The knowledge and experience gained in the business management field could be generalised,
adapted and used for acquiring modern day management knowledge and skills also in non profit
organisations as they are by nature systemic.

3. Higher education institutions in Latvia have to develop a multi level management education system
that integrates study programmes and offer also separate modules for professional development.

4. It is essential to strengthen the application of innovative and creative methods in the study process,
practical activities and also in organisation management not just in the context of technology. Such
global practice exists but it is yet to be recognised in Latvia.

5. Cooperation between institutions responsible for profession classificator and professional standards
should be improved so that changes made in one can be operatively adapted to the other.

6. At present there is a lack of dissemination of actual management science in Latvia. It is essential not
only to educate students on the latest trends and methods but also educate as far as possible wide

83



sections of active people and also disseminate knowledge in such ways that have not been sufficiently
recognised and used by educators in Latvia, such as popular scientific publications in the mass media.

7. The work organisation and evaluation system of the teaching staff of management in higher
education institutions should be reviewed and along with scientific and pedagogic activity popular
scientific and consultative work should also be included in the core competences of the teaching
staff. There is a example of such publications in the series of publications (refer Appendix 11.) of
the author of the promotion paper.

8. During the last few years Latvia is facing a dual problem: on the one hand the level of unemployment is
approx. 8% of the economically active inhabitants, whereas on the other hand employers are
increasingly complaining that it is hard to find qualified employees. Therefore there is a shortage of such
employees that employers really wish to employ. One of the reasons is the significant difference in
the salary suuply and demand as result of which Latvian inhabitants find employment in other EU
countries. The other group of reasons are connected to factors concerning education. Employers complain
that there is a shortage of employees with the level of qualification, knowledge and skills that employers
require.

9. Mutual relations between employers and employees are difficult and it is not only because of the
lack of sufficient education. The independent research carried out by author of the promotion paper
as well as the joint research conducted with S.Vani and A.Salas (refer Appendix 2 and Appendix 3)
show that employers and managers are unaware or do not wish recognise the present situation and
adapt to the new stiuation and this is quite widespread.

10. Management in organisations at present can be typically characterised by strict control of mechanical
execution of planned activities and modern day methods such as management based on humane
understanding and motivation as well as leadership principles are not used sufficiently.

11. Organisation mangement has to understand that the success or failure of the organisation starts with
themselves — their own knowledge, methods and actions relevant to the modern day needs and if
they do not formally or informally educate themselves the sustainability and effective operations of
their organisations will be under a threat. It is the mangement who create an organisation capable of
learning. It is therefore necessary to popularise widely the basic principles of management and
provide the opportunity to acquire this knowledge in basic programmes as well as professional
development programmes of higher education institutions.

12. More and more organisation employees are undergoing further education and understand the events;
however they are not interested in improving their performance if their salaries do not rise.

13. With relation to managers, employees are at present in a better position — they have learnt to coexist
with the management, perform the formal reuirements; however their attitute on the whole can be
characterised as ,,we work as much as we get paid”.

14. The initiative for quality improvement (management methods, invovement in the strategic and other processes,
development of a flexible motivation system) in organsations should come from the part of management.

15. Systemic approach that allows for visual modelling of the events and thereby achieving transparency
and facilitating problem resolution should be used for the resolution of management problems.
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