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INTRODUCTION

Actuality of the dissertation

Many social issues are directly connected to the human resources recruitment and
selection process of organisations. The author of this dissertation poses the statement that public
administration (PA) organisations need to consider the retention and refreshment of their human
resources (HR). The injection of ‘a more innovative, entrepreneurial mind-set’” (Newsom and
Dickey, 2013, pp. xxi-xxii) into these organisations need to happen. They need to look at some
risks that can be caused by young specialists’ reluctance to choose public administration
organisations as their working places.

In 2016, a number of vacant working places in public administration and security,
compulsory social insurance sector registered by the State Employment Agency of Latvia has
reached a maximum since 2008 (a year, when economic crises started in Latvia). A total number
of the registered vacancies also is about five times larger than it was each year since 2008; and
it is the third larger number between all sectors of economy in Latvia. (Nodarbinatibas valsts
agentiira, 2016)

In 2013, the State Chancellery of Latvia developed and published Public Administration
Human Resources Development Concept. One of the planned state civil service reforms that is
covered in the document is open competitions for any position. There is also mentioned the
major role of the private sector experience in career development and salary formation systems.
Besides working environment cohesion that is highlighted in the document, the planned reform
presumes a new performance assessment system that is focused on work results measurement
(Valsts Kanceleja, 2013). Besides, a plan for actions was elaborated that is called “Public
Administration as the Best Employer 2025” (Baltic Institute of..., 2015). The planned reforms
are probably based on identified disadvantages of the field and strategic overview. The goals
are defined as well as the steps of the process; the tools are not specified.

Scientists as well as practitioners usually prefer to look at the challenges dealing with
each its side separately to find out a solution i.e. to solve human resource recruitment and
selection challenge all efforts are focused on this particular activity examination sometimes
totally ignoring this activity place in the organisational process. They rarely look at the situation
more globally and with strategic perspectives. If it happens, they usually describe the
conceptual application of an approach proposed and do not provide information on tools that
could be used to implement such approach. This is a core scientific problem that exists now in
field of human resource management and particularly in human resource recruitment and

selection. The author of the present dissertation would like to show the connection of some

10



different factors from the organisation’s external and internal environment perspectives to such
an HRM activity as Human Resource Recruitment and Selection (HRRS). Holistic overview
on the strategic and sustainable organisational activity perspective is essential even
implementing such small activities as HRRS that are actually more complex and crucial as any
other core organisation’s function execution.

The essence of holistic approach to HRRS is a strategic element of human resources
management (HRM) and HR perception in general that comes out of the microeconomics and
manufacturing and production consumption approaches. For example, it is possible to select
even young specialists without any work experience that do not suit all requirements of the
organisation and position, and educate them afterwards, grow new specialists. However, taking
into account new young specialists’ peculiarities, employers do not want to effort resources and
time to do so. Young specialists might not have loyalty to the organisations, they might tend to
change their work place frequently and employers most probably are not satisfied with this fact,
besides there is a lack of knowledge on youth as job seekers and public administration
employees. Employers do not want to invest in this kind of human resources that can afterwards
go to other employer (maybe even competitor) with all their intellectual capital. However,
employers need to develop and educate their employees. Young specialists are interested in
applying for the positions, if they are offered to be educated or developed professionally
afterwards. This is something that attracts young specialists.

A holistic model of HRM is based on socially responsible management principles and
stakeholder theory. An organisation, which works on the principle of social responsibility (SR),
develops relations with all its stakeholders, especially concentrates on their employees, because
they are the organisation’s human resources (labour, personnel) as well as people — a part of
society with their own interests and needs. According to the transformation management
organisation’s role is crucial as it connects such its internal and external stakeholders as society
and the employees. Employees are the part of both the organisation they are working for and
the society they are living in. A holistic approach in transformation management is a way of so
called the Eastern ‘functional transformation’ that leads to HR evolution into conscious
evolution. HR is an economic resource, ‘from a holistic perspective, the ‘re-sourcing’ of the
human involves a developmental approach to enhancing the levels of consciousness of not only
individuals but also of organizations and whole societies’ (Lessem and Schieffer, 2012, pp. 38-
39). Thus, selecting HR at socially responsible organisation, the interaction of holistic human
resource management model’s elements should be taken into account.

Employees or human resource recruitment and selection is one of the important HRM

activities affecting both macroeconomic and microeconomic issues. There are several
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approaches of the selection of the right people for the organization and the specific position.
International City/Country Management also are worried about next generation professionals
and identify what matters them turning to the approaches of retention of the top performers and
recruitment practices adapting them to the new generation of leaders in local and state
governments (ICMA, 2015, Hilvert et al, 2015). Each organization and human resources /
personnel recruitment and select specialist chooses the appropriate method or set of methods
for the case, skills and needs. Nowadays, the job search is actual for both experienced
professional and young specialists. The organization increasingly focuses on its potential
employees’ upbringing now. Organizations are trying to think more broadly and focus on
socially responsible (Bowen, 1953, p. 6; Carroll, 2008, pp. 24-25) activities principles, make
the potential recruitment path easier.

Social responsibility and sustainability trends are activating at smaller countries of the
world, such as the Baltic States. For the Latvian sustainable business development maintenance,
the sustainability assessment initiative was established. It is possible to evaluate the Latvian
organizations’ sustainability by the number of criteria using the Sustainability Index (SI).
Sustainability Index methodology is based on the global indexes such as the Dow Jones
Sustainability Index and Business in the Community CR Index, as well as taking into account
the corporate responsibility standard 1SO 26000 and the Global Reporting Initiative (GRI) G3
guidelines. Since 2010 more than 300 organizations have participated in Sustainability Index.
A number of organizations fall into one of four groups of Sl increases each year. Participants
of the Sl are small and medium limited liability companies (Ltd.), larger private and municipal
Ltd., Joint Stock Company (JSC) and state JSCs. In 2013, 51 out of 72 organisations were
included into the Sustainability Index (Sustainability Index 2010-2014). At the year 2015 the
organizations’ performance on average was 63.5 % (private sector organisations have the
highest score that public sector organisations). However, it should be noted that one of the
lowest performance is in the work environment area - 61.8 % (InCSR, 2016).

Except Sustainability Index initiative since 2001 the United Nations (UN) initiative - the
Global Compact has been active in Latvia. Since 2005 the Employer Confederation of Latvia
officially has coordinated the UN initiative. ECL and the Free Trade Union Confederation of
Latvia are also involved in the Sustainability Index initiative.

Principles of social responsibility are topical for modern organizations. Organizations try
to take a more comprehensive look at each of their business processes and create shared value
for both themselves and society. Therefore, organizations review their existing, potential and

former employees/HR not only as an organization's resource, but also as a stakeholder.

12



Public administration organisations are socially responsible a priori, however, there are
doubts on these organisations management activities implementation according social
responsibility principles. Most probably there are still some socially responsible activities that
public administration organisations could learn from private sector organisations or other
socially responsible public sector organisations, which participate in competition for inclusion
in sustainability index rating in Latvia.

Consequently, a comprehensive or holistic approach to human resources management
activities aid organizations in building and maintaining their competitive advantage. A holistic
approach at human resource recruitment and selection is needed for those organizations that are
united by a common goal to be competitive, create a sustainable environment, act based on the
principles of social responsibility management in a number of dimensions (economic, social,
environmental, legal).

Latvian philosopher Andris Rubenis (1999, p. 18) outlined at his book ‘Ethics at the 20"
Century’ (,,Etika XX gadsimt@”) that ‘our tense situation more important and popular are those
theories that focus on assess of effects (consequences) of moral conduct, because the main
problem is not the opinions themselves, but their effects.” Martens (2006) notes that decisions
have long-term consequences and, therefore, the author of the dissertation pays particular
attention on the direct recruitment and selection of human resources, because the labour force
is one of the major factors of production and HR are one of the most important organizational
resources.

The author of the current dissertation uses a number of terms that have a certain
meaning considered within this dissertation. Here is a list of the main terms:

e Human resource recruitment and selection — a process that includes both candidates’
recruitment and selection activities starting from the definition of a need to have a certain new
employee (when a new position opens or an existed position becomes vacant) and finishing
with the induction activities of the selected candidate, who accepted the job offer.

¢ Public administration organisations — the state direct administration institutions i.e. in
case of Latvia, they are the ministries and the state chancellery and their subordinate
institutions; museums, police and non-administrative military institutions, education
institutions and libraries are excluded from the list of the subordinate organisation within the
studies by the author of this dissertation.

¢ Public organisation — the same as public sector organisation i.e. organisation that is not
a private nor voluntary (non-governmental) sector organisation e.g. a local government agency,

a ministry, public hospital or school, a state joint-stock company etc.
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e Socially responsible organisation — is any organisation that implements socially
responsible activities according to the social responsibility principles (ISO 26000, 2010) or is
included into the rating list by the Sustainability Index (in Latvia).

The research object is a human resource recruitment and selection process in public
administration organisations. The subject of the dissertation research is holistic approach to
human resource recruitment and selection. The bases of the research are public administration
and socially responsible organisations in Latvia as well as a number of students from the certain
Latvian, Lithuanian and Spanish tertiary education institutions.

Objective of the dissertation is exploration of holistic approach, human resource
recruitment and selection concept as well as some public administration organisations of Latvia
to develop a set of tools that will improve human resource recruitment and selection process in
public administration organisations.

The author focuses on some relevant factors to analyse holistic approach essence within
this dissertation as an example. The holistic approach is complex, therefore the author selected
just some topical challenges from each path of the human resource recruitment and selection to
explore. To reach the objectives of the dissertation the author of the dissertation has set several
tasks:

1. Explore the essence of holism and holistic approach

2. Explore human resource recruitment and selection and other interacted with
them human resource management activities (knowledge management, human resource
professional development, employer branding (EB) based on the primary empirical data
collected and scientific literature analysis)

3. Explore the features and actuality of the stakeholder theory in human resource
management (particularly focusing on generation Y representatives — people born from 1980 to
2000 as job seekers)

4. Explore human resource recruitment and selection in interaction with some
organisation’s external and internal factors (focusing on knowledge-based economy, social
responsibility and socially responsible organisations values)

5. Identify peculiarities of public administration organisations of Latvia
implementing human resource recruitment and selection as well as other interacted with them
human resource management activities through the empirical studies including analysis of job
advertisements by public administration organisations of Latvia

6. Develop some tools that could help implementing a holistic approach to human

resource recruitment and selection for public administration organizations
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7. Develop proposals/recommendations for public administration organization's
human resource recruitment and selection process implementation.

Hypothesis of the research: there are peculiarities of human resource recruitment and
selection in public administration organisations of Latvia and their potential employees (job
seekers) that influence HRRS process. To identify these peculiarities responses of public
administration organisations’ potential employees participated in a survey were used. Human
resource recruitment and selection peculiarities of public administration organisations are
identified through the surveys i.e. questionnaire and phone interview for these organisations
personnel department representatives as well as interview with public administration experts
from the organisations. The peculiarities’ possible influence on human resource recruitment
and selection is discussed in chapter 1.

Theses of the author are:

1. There are advantages for public administration organisations in Latvia to
implement a holistic approach to the human resource recruitment and selection.

2. Public administration organisations of Latvia need to improve their employer
brand to seek successful human resource recruitment and selection process.

The theses are supported in chapter 2 and chapter 3.

Substantiation of the content

The paper presents past situations examination, current situation definition, possible
future situation drawing, probable risks definition as well as outlines, what kind of aspects can
be taken into consideration, what kind of tools can be used to avoid the risks become a reality.

Structure of the paper reflects the tasks fulfilment process. The dissertation consists of
introduction, three chapters, conclusions and recommendations, bibliography and appendixes.
The conceptual description of the present dissertation is reflected in Appendix 1.

The first chapter is devoted to the theoretical analysis. Firstly, the concept of holism and
holistic approach is discussed in this chapter. This chapter provides a summary and discussion
of human resource recruitment and selection and other HRM activities interacted with them
human resource management activities, focusing on various authors’ explanation of the human
resource recruitment and selection concept and approaches, importance of employer branding
and organisational values for HRRS implementation and knowledge management (including
learning) concept. The author summarizes findings on the stakeholder theory, characterized by
its specificity and application relevance in the context of human resource management activities
including HR or personnel recruitment and selection. The author reflects exploration of the
human resource recruitment and selection in interaction with external factors of an organisation

focusing on knowledge-based economy and public administration organisations as employers’
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issues. Finally, the author compares and critically assess socially responsible and sustainability
approaches at private and public sector in Latvian and abroad (as ‘one nation can and should
learn from others’ (Marx, 1990, p.7) and their impact on human resource recruitment and
selection. This topic is covered in frames of human resource recruitment and selection in
interaction with internal factors of an organisation.

The second chapter of the dissertation is devoted to the current situation analysis towards
empirical (primary data) and statistical (secondary) interpretation. The focus of this chapter is
on the hypothesis and a thesis testing. At the beginning, analysis of human resource recruitment
and selection and other related to them HRM activities overviewed and evaluated. The main
topics are labour needs and requirements to the applicants/candidates, human resource selection
approaches of public administration organisations of Latvia, professional development for
public administration employees and employer branding development of Latvian socially
responsible organisations. The population of the surveys carried out and discussed in these
sections is Latvian Republic ministries and their subordinate organisations, the respondents are
the representatives of the organisations responsible for HR activities. These surveys help to find
out the main steps and principles of human resource recruitment and selection in the
organisations as well as identify needed organisations employees training areas and
competences. Then, interpretation of survey data from three cases is provided to have an
overview on generation Y representatives as one of the public administrative organisations’
stakeholders. The author set a focus on young job seekers and employees’ observation as they
are those, who potentially will be the major part of public administration employees at the next
10-20 years. The study population is 18-24 years old students of Public Administration and/or
relevant programs (e.g. Public Management) from Daugavpils University, Riga Stradins
University and the University of Latvia (Latvia), Kaunas University of Technology, Klaipéda
University, Mykolas Romeris University and Vytautas Magnus University (Lithuania) as well
as Autonomous University of Barcelona, Pompeu Fabra University and University of
Barcelona; Complutense University of Madrid and the University of the Basque Country
(Spain). The countries for the survey were selected based on a number of criteria, namely youth
unemployment rate, cultural aspects based on the Lewis model (Lewis, 2006, p.42), age
requirements to entrance of tertiary education institutions and requirements to entrance a job in
a PA organisation, attainability. As Latvia was the main country to explore, other countries
were also selected based on geographical distribution i.e. close to Latvia country from the
European Union (EU) and a one that is located far away from Latvia. Three countries were
selected finally — Latvia, Lithuania and Spain. The survey helps to identify habits and priorities

as job seekers of the generation Y representatives from three EU countries, where the youth
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unemployment issue is under the attention. The author continues the chapter with overview of
organisation’s external factors interacted with HRRS in case of Latvia pointing out an issue on
the lack of applicants with required profile. Observing internal factors of organisation interacted
with human resource recruitment and selection in case of Latvia, the author summaries and
discusses information on the peculiarities of public sector and socially responsible organisations
in Latvia as well as socially responsible organisations values. The hypothesis is tested and a
thesis is supported within this chapter.

The third chapter of the dissertation provides a number of tools proposed by the author to
improve relationships with stakeholders, collaboration with education institutions, work with
EB, training developing and selection process, development of job advertisements and selection
of the best candidate (including for project teams) towards holistic human resource recruitment
and selection.

Finally, the dissertation, proposals on carrying out a human resource recruitment and
selection for public administration organisations are provided.

Research methods

There was used a number of research methods, namely:

e Theoretical research method - literature review (monographic research method)

e Empirical research methods:

o Quantitative research methods - survey (questionnaires)

o Qualitative research method - structured phone interviews and semi-structured
in-depth expert interviews

¢ Data processing methods:

o Empirical data analysis — descriptive statistics application for numerical
variables analysis (using values of mean, mode, standard error, standard deviation etc.); sorting
categorical variables etc.

o Comparison (including t criterion usage comparing two independent samples
comparison)

o Graphical methods etc.

Limitations of the study

There are various limitations of the study. The range of the issues and factors observed
within the topic is large, therefore, the author of the present dissertation was forced to choose
just some of them for more detailed analysis and evaluation. The more urgent aspects for the
holistic human resource recruitment and selection analysis were selected based on the scientific
discussions results on the scientific conferences the author of the present dissertation

participated in before and during the development of the dissertation. Such aspects are employer
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branding, knowledge management, knowledge-based economy, social responsibility approach,
stakeholders approach, generation Y representatives as job seekers and employees.

There are also the limitations due to a deficiency of necessary data. Several organizations
do not disseminate information on all their selection process activities and characteristics.
Another obstacle occurs when studying a foreign organization reports and other written
information. The author faced with cases where information is provided for the national
language/s, which complicates the subsequent use and study of this information.

Looking at the situation retrospectively, it should be noted that a number of European
countries have or have had an economic crisis, recession or recovery/boom period in recent
years, so there are several social changes within the public sphere. Data obtained during this
period is peculiar and statistics is not necessarily with a high validity, which makes it
comprehensive to use for the research.

Another limitation is connected to the population of the study defined. Studying the
potential public administration employees, the author focused on students of public
administration or relevant programs particularly on generation Y representatives. Only few
tertiary education institutions from only three EU countries (Latvia, Lithuania and Spain)
agreed for the survey conduction. The criteria of the countries selection of the study were
discussed before. Generation Y representatives were selected for the study as younger
generations of public administration employees is also a focus of the state chancellery of Latvia
(Baltic Institute of..., 2015). The respondents rate is low as the sample of the survey is
convenient. Analysing socially responsible organisation, the author selected only those
organisations that are included into the sustainability index rating as it is one of the approach
to select socially responsible organisations in Latvia by the rational criteria.

The author also takes into consideration that ‘errors of prediction are inevitable because
the world is unpredictable’ and ‘high subjective confidence is not to be trusted as an indicator
of accuracy (low confidence could be more informative).” (Kahneman, 2013, p. 221) All data
collected is generalized or coded to guarantee the confidentiality of respondents of the surveys.

Literature and source characterization

Developing the dissertation the scientific literature in Latvian, English and Russian
languages were used, i.e., textbooks, scientific articles from periodicals, scientific conferences’
proceedings and abstracts and digests as well as expert reports, organization reports, surveys
and observation results of the statistical data of organizations, Latvian and European Union
laws, regulations and documents that are related to employment, published and submitted for
publication scientific papers by the author of the dissertation, information on organizations that

are available online and on informational booklets.
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The research is essential, because it could be possible to adapt human resource
recruitment and selection strategies to peculiarities of youth being acquainted with them to seek
more effective selection process. This is important for both the target organisations and
economy.

The author’s scientific contribution

As the result of the work following research novelty have been developed:

1. Guidelines on human resource recruitment and selection for public
administration organizations based on human resource recruitment and selection process and
status model and human resource recruitment and selection scenario developed as well as
models of candidate’s application and candidate status during human resource recruitment and
selection process and stakeholders’ framework for public organisations towards holistic human
resource recruitment and selection (relationships model)

2. Proposition for the analytic hierarchy process approach application for job
advertisements development and candidates’ selection

3. Project team members’ selection process model (with integrated mathematical
model for optimisation tasks solving)

4. Framework for internal training development including a list of topics for
training program/programs on employer brand for public administration organisations and
rational approach to the training selection for human resources (linear programming model)

5. A list of possible actions that might influence society, environment and
economic implementing human resource recruitment and selection on each stage of the process.

The research results were included in a number of articles and published in the
relevant international peer-reviewed journals and international conferences’ proceedings:

1. O. Starineca, (2016). Competence-Based Approach Implementation Tool for
Project Team Members Selection, Scientific Conference on Economics and Entrepreneurship”
(SCEE’2016) devoted to the 50th Anniversary of the Faculty of Engineering Economics and
Management. Riga, Latvia, September 29-30, 2016. Theses proceedings. ISSN 2256-0866, pp.
73-74.

2. O. Starineca, (2016). Human Resources Recruitment Defining Peculiarities of
Students as Job Seekers, International Journal of Social, Behavioral, Educational, Economic,
Business and Industrial Engineering, 10(7), pp. 2149 — 2156. International Science Index

3. O. Starineca and I. Voronchuk, (2016). Public Administration Study Programs
Development Based on Employers Competences Requirements: Matrix System of Occupations
and Competences, Proceedings of the 24nd NISPAcee Annual Conference: Zagreb, Croatia,
May 19-21, 2016, NISPAcee PRESS, pp. 1-13. ISBN 978-80-89013-77-7.
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June 2015. DOI: http://dx.doi.org/10.9770/jesi.2015.2.4(3). Web of Science

9. I. Voronchuk and O. Starineca, (2015). Training Outsourcing for Public
Administration Employees: Case of Latvia, Proceedings of the 23nd NISPAcee Annual
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The research results were also presented, tested and discussed on various international
conferences:
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1. THEORETICAL ANALYSIS

1.1.  The concept of holism and holistic approach

Holism (Greek 6Xog holos — whole), whole-making or holistic tendency as a term has for
the first time noticed in South African Statesman’s Smuts (1926) book ‘Holism and evolution’.
He explains that ‘holism in all its endless forms is the principle which works up the raw
materials or unorganized energy units (...), utilises, assimilates and organises them, endows
them with specific structure and character and individuality, and finally (...) creates beauty and
truth and value from them’ (Smuts, 1926, p. 108). The core goal of the holism is to create the
certain structure that will help from the raw materials create the value. Smuts (1926, p. 99) also
highlighted that ‘holism is the inner driving force behind that progress’. To find the best way
to reach a goal, it is important to see the whole picture of the situation or process.

Holism as a concept has different applications nowadays, however, it still reflects the
natural tendency to create a whole that will be more meaningful that its parts alone (Smuts,
1926; Lee, 2007, pp. 98-100). Organised whole creation from the pieces is a concept that can
be applied in various areas such as team creation (because the team can be more powerful and
knowledgeable than each of its members separately) or globalisation (because some countries
do not have something that others have or cannot do, what others can, but together they can
supplement each other in production e.g. division of labour etc.) etc.

The author of the present dissertation observed different application of holistic approach
in several fields mainly focusing on management and particularly on HRM. The author’s
objective within this section is to identify pros and cons of the holistic approach and highlight
the essence of the holism in HRM in general as well as in its activities particularly.

‘Holistic approach is tightly connected to the system approach, where interrelated set of
elements are functionally forming a whole’ (Kepes and Delery, 2007; Starineca, 2014). Even
organisation development solutions most probably will be primary systemic and will be based
on the knowledge sharing between different management activities (Davidsone, 2008). System
is a set of interacted elements that functionally create a whole (Lapina et al., 2013a). For
example, a concept of holistic approach “made basis for modern risk management” (Mehmood
and Zhang, 2010). Various fields’ scientists have described and discussed these holistic
systems:

e Holistic approach in agriculture —a system, where each element involved into biological
function has relevance only in whole, as it ‘is concerned in obtaining a correct grouping in

farming systems which are in themselves sustainable’ (Widdowson, 2013, p.1); ‘holistic
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agriculture accepts unreservedly the vital relationship between soil, plant, animal and man’
(Widdowson, 2013, p.7)

¢ Holistic approach in medicine — help to realise a certain phenomenon referring on the
whole picture (Williams, 1998); ‘the treatment of the whole patient, including physical, mental,
and social symptoms of a disease’ (Pesch, 2014, p.355)

e Holistic approach in marketing — a merging mechanism that merges organisations
internally and externally bringing together an organisation with its product consumers that leads
to the both sides targets, goals (Kotler, 2006)

¢ Holistic approach in management — can be overviewed as a treatment of the resources
and carrying out the activities inside and outside the management object on several levels such
as society and environment, organisation, HRM considering all interested elements (Lapina et
al., 2013a).

Table 1.1
Differences and commonalities between different levels of holistic approach in
management
Levels of holistic
approach in Differences Commonalities
management
Society and environment | e Interaction with external | e Management
(Lapina et al., 2013a) and internal  factors in | perception as one system
collaboration with society and | e Long-term orientation
environment . Striving for
Organisation o Coordination, sustainability
(Davidsone, 2008) administration and management | o Strategic, integrated
of internal resources for | and coherent approach
objectives achievements o All elements
Human Resource . Orientation on human | interaction (organisation
Management employment, development and | internal and external factors,
(Armstrong and Baron, | well-being stakeholders)
2002) . Human resources
identification as an asset of
organisation

Holistic approach is applicable to different separate processes implementation e.g. to
cloud service provisioning (Ferrer et al., 2012), governance (Leat, 2002), teacher education
(Korthagen, 2004), defining competitiveness (Feurer and Chaharbaghi, 1994), fish stock
identification (Begg and Waldman, 1999), behaviour (Csikszentmihalyi, 2014), auto-
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parallelization (Tournavitis et at., 2009) etc. The essence of the holistic approach, besides the
field it is applied in, is a consideration of all elements and/or parties involved into the process
(medical, agricultural, marketing or managerial). The relationship between all elements is
important to explore and to execute the holistic approach. However, management activities can
be implemented using the holistic approach on three different levels and relationships of the
elements on each of these levels will be different (Table 1.1). Few of the common ideas for
each level of management is still assumption of all elements interaction and perception of
management as one system.

The holistic essence is common in all three cases. The different are the stresses on some
peculiarities of the level. Generally, HR is a core element of each levels activity as well as
organisations’ collaboration with stakeholders taking into account all interacted elements that
can be directly manageable within organisation and that could be outside the organisation and
can be only influenced. Holistic approach also leads to the long term orientation that’s meaning
was highlighted by Hofstede (De Mooij and Hofstede, 2010) as it enhances the additional future
value. Long-term oriented society for instance is grown up based on pragmatic values that are

focused on gains, stability, savings and the ability to adapt (De Mooij and Hofstede, 2010, p.87).

. Defihe organization Dievelop or adapt human resource
Identify P P 3o
ctakeholders external factors that are management strategy considering
of the process televant for HRM (e.z. the stakeholders interests as well
P as well as lawrs a..n_d regulations, as relevant organisation external
& theit type and politics, culture, and internal (e.g. organisational
E Decision ta intarests economics, labour market structure and culture, business
= manage HR et strategy ete)l factors
E holistically
& VES
é HO
L5 2
E Stop to implement
5 holistic HRER
I:E ' 5 f “ )
B DC.'ES Fhe Esraluate, if and howr MMeasure the outcomes Define and implement
g ~ arganisation the certain HRMI (e.g HR, petformance, HEM actiwities/practices
o continue to manage activities/practices social, financial) of the (job analysis and design,
. human tesources implementation HEW activities/practices HR planning,
:E holistically? helped to satisfy Hf— implementation W recruitment, selection,
= interests of the inclhiding those that retention, compensation
stakeholders impact the organisation and motrvation ete.)
according to the general activity according to the HRM
outcomes measures outcotes strategy
\ . \ 4\ J

Figure 1.1 Holistic Human Resource Management process model (Created by the author
using Bizagi Modeler based on Starineca, 2016¢, p. 112; Lapina et al, 2013a, p. 35)
The holistic approach in many cases can be focused on problems solving therefore it is

applied to have the wider, strategic view on HR (Beer et al., 1984) e.g. Swedish scientists
developed a holistic management system model of maintenance management (Séderholm,
2007, p.21) that’s is oriented on stakeholders satisfaction rising, Klett (2010, p.282) describe
the holistic approach to the HR performance management that take into account competence
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management, training management, appraisal and quality, practitioners (Enterprise Talent
Management, 2012) apply holistic approach to talent management including all stages of
employees professional development and relevant to each stage organisational activities.

Considering a fact that science is striving for the generalisation (Aristotelis, 1985, p.216)
framework, system, there are no doubts that even small management activities should be
generalized, systemised and overviewed towards a holistic approach. The author focuses the
research on application of the holistic approach to human resource recruitment and selection as
there is a gap in literature on this topic. As recruitment and selection is one of the HRM activity,
it is essential to explore the holistic approach in HRM (Figure 1.1). ‘Holistic HRM model
(Lapina et al., 2013a) presents the interaction between external and internal environment
stakeholders and organisation internal factors, HRM strategy, relevant to the strategy activities
implementation as well as presumes a feedback — implementation of outcomes’ assessment and
accordant reflection on the objectives’ (Starineca, 2014). The outcomes could differ, e.g. Lapina
et al. (2013a, pp. 33-35) propose to split the outcomes to four main groups, namely human
resource outcomes (such as HR skills and motivation, engagement level etc.), performance
outcomes (employee productivity, customer satisfaction, quality of goods and services etc.) and
depended on them social (social wellbeing, social responsibility, ethical principles, legal
compliance etc.) and financial outcomes (profit, return on investment etc.).

In the holistic HRM mode proposed by Lapina et al. (2013a, p. 35) HR selection is
separated with HR recruitment and HR recruitment is merged with retention. However, they
are HRM activities (practices) that depend on stakeholders’ interests (stakeholders are both
external stakeholders and manageable internal stakeholders e.g. HR), organisation external and
internal factors (including e.g. social responsibility implementation) and relevantly defined
HRM strategy. It is important to notice that the model is based on SR management principles
that leads to the sustainability of the organisation. So, holistic approach ensures sustainability
(Starineca, 2013). The author of the present dissertation developed a holistic human resource
management process model to emphasize the sequence of the certain steps managing human
resources holistically in an organisation (Figure 1.1). It presumes consideration of stakeholders
interests and organisation factors both internal and external to develop or adapt HRM strategy
to implement HRM activities/practices accordingly. Afterwards, it is necessary to measure the
outcomes of these activities/practices implementation to decide, if organisation continues to
implement a holistic approach to HRM or not. If the organisation continues to manage HR
holistically, it is necessary to check stakeholders’ interests and relevant internal and external
organisation factors to adapt HRM strategy and continue to accordingly implement HRM

activities/practices.
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Evaluating the holistic approach in general and to the HRM particularly, the author
can conclude that this approach has a number of advantages from organisation’s point of view:
e It helps in finding a solution as it overviews all possible areas of action and influence as
well as stakeholders
e It makes to pay attention to all elements of a process or activity
e It is based on SR principles i.e. ensure organisations striving for sustainability
e It requires an assessment and feedback for further processes improvements i.e. oriented
to the long-term perspectives
e It presumes both business and social outcomes.
Holistic approach is useful in many cases, however, it also has a number of
disadvantages such as:
e It is too complex and requires tight collaboration of all organisation departments
e It can be time consuming and expensive in application (e.g. requires the certain software
for modelling and calculations)
e It requires complete information about each stage of the process, its stakeholders that

sometimes can be not attainable.
4 N 4 N

Organisation
internal factors

Organisation
stakeholders

\ J \ J

4 N\ 4
Human resource

recruitment and

Organisation
external factors

Holistic
approach to

selection and other
human resource
management activities

human

resource
recruitment
and selection

L interacted )

Figure 1.2 Conceptual scheme of the dissertation research (Created by the author)
Holistic approach is applicable in various areas and is suitable for HRM too. The
presented by Latvian scientists holistic HRM model is relevant especially for socially
responsible (SR) organisations (organisations that apply social responsibility principles), it also
presumes HR policy integration to the organisation strategy that can help to strength
organisational culture, HR realisation as a value of the organisation, HR ability to perform
according to the changing environment circumstances and implement mutually consistent

policy striving for the excellence (Legge, 1989). This reflects the philosophy of HRM.
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Focusing on HRRS, it is necessary to explore all major elements that is covered in the
holistic HRM model to explore some components of each of it in case of HRRS considering
the HRRS as an activity of human resource management. These elements are (Figure 1.2)
external environment factors, internal environment factors, stakeholders, and HRRS as well as
other HRM activities that interact with HRRS (this is a proof that holistic approach creates a
system that shows the connection between HRM activities that leads to the positive synergic
effects and organisation’s results (Kepes and Delery, 2007), as some authors have doubts about
it (Boselie et al., 2005, p.72). The author overviews only some of these elements’ components
selected based on the issues connected to the topic of the dissertation and contemporaneity

(mentioned in the introduction part) during the research period.

1.2.  Human resource recruitment and selection and other human resource

management activities interacted

The theoretical part of the study is based on monographic research method, when the
historical theoretical bases of human resources recruitment and selection approaches are
identified and described; all observed approaches are compared. First of all, the author of the
present dissertation explores the HRRS process itself towards the concept development. The
clarification on the term’s ‘HR’ usage concerning recruitment and selection is needed.

Personnel is not simply an organisation’s human resource that guides the organisation in
the right direction, it is a stakeholder, the interests and needs of which, should be satisfied. The
author has participated in the research that’s outcome was the statements that Latvian and
foreigner scientists and scientific literature authors use ‘personnel’ and ‘Human Resources’
concepts as substitutes with the same meaning — employees or employed by the organization
people (Lapina et al., 2012). The author uses the HRM concept instead of the ‘personnel
management concept’ popular in Latvian scientific literature. This chose is explained by the
HR concept’s holistic essence (Armstrong and Baron, 2002). S. Werner et al. (2012, p. 13)
identified HR as ‘all of the people who currently contribute to doing the work of the
organization, as well as those people who potentially could contribute in the future, and those
who have contributed in the recent past’. I. Lapina et al. (2012, p. 47) outlines that ‘In 1980s in
the USA the HRM concept was developed. It was not a formal change of the name [the
personnel management was used before], it resulted from the change of attitude to the employed
people in the organization’. Employees are both a resource to reach the organizational targets

and a stakeholder of the organization, whose interests the organizations are trying to satisfy.
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Human resource recruitment and selection used to be an HRM activity at the beginning.
Afterwards, it was developed as a separate meaningful activity in science and practice. After
1920, the number of companies that developed their own ‘guidelines to effectively organize
HRRS process and efficiency’ increased in the USA (Boitmane, 2008). In 1989, V. F. Cascio
(1989) noted that the aim of assessment and selection program is to ‘identify a candidate for a
job based on score high on selection measures that purport to assess knowledge, skills, abilities,
or other characteristics that are critical for job performance’ (Snell and Bohlander, 2011).

Boitmane (2008, p. 12) notes that ‘a necessity of [HR] selection process’s management
in Latvia become actual in 1990 connecting to the increase in business development intensity’.
In 1999, D. Guest developed a list of good case practices of HRM that will lead to the excellent
organizational performance. The first point in the list was HR ‘selection and the careful use of
selection tests to identify those with potential to contribute’ (Guest, 1999, p. 6). Selected person
will be responsible for the reputation of organization and stakeholders’ needs satisfaction in
future.

Various authors that write about HR selection mention selection together with
recruitment. Across the authors’ descriptions of human search, selection, and choice, it was
found that the selection is an intermediate step of HRRS process between the potential
employees’ recruitment and acceptance for the job. Firstly, the job requirements according to
the job description and organizational principles should be defined (Armstrong and Baron,
2002). The next step usually is development of job advertisement. This step is essential, because
precise job advertisement is a tool for both HR selection specialist and the exact professional
level specialists’ attraction. Then of planning potential employees’ attraction and recruitment
activities happen, afterwards necessary human resources searching and recruitment
implementation follows. There can be various sources and approaches used, e.g. it is possible
to review and evaluate some alternative sources of applicants from both internal and external
organisational environment (advertising, recruitment agencies, consultants’ services, e-
recruiting etc.). The final stages are a process of candidates’ selection, notification of a job offer
to the exact candidate, decision-making on acceptance of the selected candidate as well as the
selected candidate decision-making on the job offer acceptance. (Werner et al., 2012;
Armstrong and Baron, 2002)

There are several human resource recruitment and selection process definitions by the
21st century scientists (Appendix 2). After the descriptions analysis, it is possible to conclude
that before HRRS organizations should know organizational principals, terms and conditions,
culture of organization, operating principals and strategy as well as competences (selection

criteria) that corresponding to a job.
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According to the observed definitions, human resource recruitment and selection is the
candidates’ applications sorting and ordering based on examining, tests, and interviews results
according to the set criteria. Important activities of the HR selection process are mainly
assessment and decision making selection the best candidate. The most important part of HRRS,
however, could be preparation. (Starineca, 2016¢, p. 108) Preparation includes equipment of
actual employment principles, conditions, acts and regulations, realization of culture and
strategy of the organisation, preparation of a job description and identification of the
competences and criteria of the candidates’ assessment considering a job description
(Voronchuk and Starineca, 2014, p.419).

Appendix 3 is developed to examine what kind of human resource recruitment and
selection components are specially outlined by different authors throughout the historical
development of the HR recruitment and selection. human resource recruitment and selection
process activities are listed in the logical sequence as they can be implemented.

By the frequency of each activity outlining by these authors from 2001 till 2012, the rating
of the most essential HR recruitment and selection can be made. This list includes applications/
documents review, selection tests/ testing, selection interviews and decision-making on offering
job position to the exact candidate. However, to receive applications some other processes
should be done before, namely job advertisement creation. Even detailed job description
development is specifically outlined as HR recruitment and selection process element only by
one author (Boitmane 1., 2008), this is one of the important part of preparation for job
advertisement creation.

Special attention should be paid on moral and legislative framework of the process.
Farnham (2010, p.16) outlines that ‘yet almost every HR decision and issue poses ethical
questions, since they deal with people issues covering recruitment and selection’.

An HR specialist or responsible for the HRRS person should be aware of job specifics
and design, company culture, objectives and requirements to employees, as well as certain
legislation, norms and ethical principles. First, organisation’s needs and job requirements
should be defined. Afterwards, selection criteria, additional tools and required candidate
competencies, could be chosen.

For example, selection criteria examination as anthropological, body and health
parameters, and medical examination mentioned by O. Lundy and A. Cowling (2003). There
are authors, who note also Drug Tests as one of the determining selection test (Graham &
Bennett, 1998; French, 2007). The drug testing is essential selecting candidates for positions
connecting to physically demanding and safety issues (sports, passenger and cargo transport,

etc.).
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Besides various types of testing, it is possible to check and examine abilities and skills of
the candidates by interviews (individual or one-on-one, group, panel, stress interviews, work
sample, structural and non-structural), references reception and checking, graphology and even
astrology (Lundy and Cowling, 2003; Cooper et al., 2003; Raphael, 2009).

Employee can be chosen from the current company’s employees or from the candidates
in the external environment local or foreign labour market. There are a lot of HR selection
methods and approaches. The main scheme of selection has not been changed since the
beginning of this century — application sorting, reference collection and check, selection
interviews, different kind of testing, evaluation of candidates and decision making on the most
suitable candidate and a job offer proposal. The information technologies inventions do not
stop; therefore, HR selection specialists can choose the suitable selection method using different
kind of tools (special software, social networks, Internet applications and tools, etc.).

Even candidates’ physical presence on selection interview or negotiation meeting is not
strictly necessary nowadays. For audio and video interviews, organizations often use telephones
(Boitmane, 2008), Google Hangout application, Skype calls. Candidates can record their Video
Résumé (Cascio, 1989) and answers on the questions applying taketheinterview.com service or
post and share information on professional background and references on the LinkedIn profile.
For knowledge and skills examination, on-line testing can be used (Dessler, 2010). For
competence or exact criteria based selection special databased with logged assess for HR
selection specialists can be used (ESenvalde, 2008).

Candidates can be given to make group or individual tasks. One of the basic approach to
the HR selection is competence-based selection. Knowing competences needed for the exact
job position the selection specialist can choose the appropriate examination method (Armstrong
and Baron, 2002). Before setting the competences goes the job analysis.

A. Viksna (1999) summarized competences by the criteria groups; their importance
depends on peculiarities of the job:

e Physical criteria (vision, physical parameters, immunity, etc.)

¢ Psychological criteria (ability to make decisions, stress resistance, reaction, monotonous
sensitivity, etc.)

e Socio-psychological criteria (ability to cooperate with other people, management
abilities, etc.)

e Special or professional criteria.

I. Boitmane (2008) writes that HR selection is tightly connected to psychology. Necessity
to assess the candidates from the psychological point of view appeared because of selection

specialists, who noticed that the working processes in organizations require employees’
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interaction to each other and communication. (Boitmane, 2008) Socio-psychological criteria
has a special meaning, if job is connected to HR interaction (e.g., team or working group
activities).

Competence-based selection presumes that the central candidates’ selection criteria are
professional competences. Forming a project team or choosing a new employee in the
department, the colleagues’ cooperation sometimes is necessary. Colleagues’ collaboration
could be more productive and lead to the best performance, if a team members have a set of the
certain personal and professional characteristics that makes a team create a comfortable
emotional/psychological and professional working atmosphere. There are several approaches
that could be taken into account in this case and selecting the project team members. Some of
them are summarized below split to the conditional groups of approaches:

¢ Psychological approach (temperament types (Childs, 1995; Williams, 1996; Steiner R.,
2008), personality dimensions (Eysenck, 1997; McCrae and Costa, 2004), DISC personality
types (DISC profile, 2014), people’s ‘world’ perception (Fleming, 2001), personal preferences
(Hermann, 1996; Kjergaard et al., n. d., pp. 8-9)

¢ Role approach - Team roles typology (Belbin’s team roles (Belbin, 2012), Personality
Types (Riso and Hudson, 2000)

e Competence approach (Spenser and Spenser, 1993).

These groups overlap with competences by the criteria groups demonstrated by Viksna (1999).

A team can be created based on psychological characteristics of potential team members
- relations between temperament types (Childs, 1995). This approach ignores some professional
characteristics, i.e. that it is focused on the ‘soft’ skills rather than ‘hard’ skills (ESenvalde I.,
2004) of the candidates. It makes selection process complicated as requires preselection by
professional criteria or psychological criteria and final selection by respectively psychological
or professional criteria.

Role approach has psychological element. It is mostly based on team members’ functional
role and type of behaviour, and besides this, it takes into account some people personal
characteristics. This approach is more likely to be applied selecting teams. The think that is not
constant here is a role. One person can play several roles, or have different roles depending on
the team members and type of project, i.e., the same person can be an ‘Implementer’ in one
project team, though, working with another project team he/she can take a role of ‘Co-
ordinator’. (Belbin, 2012) Hence, it is complicated to use this framework complicating a project
team.

Competence approach besides personal characteristics and personal values takes into

consideration abilities and knowledge of people (Spenser and Spenser, 1993). This approach is
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more complex and suitable for the project team members’ selection, because the competence is
more complex criteria for selection than a team role or other simple psychological aspect.
Selecting the project team members by competence, the person responsible for selection process
need to know defined for each role competences and their importance for a certain position in
the team implementing a certain project. Competences for each position should be adapted
according to the professional and other essential requirements. (Starineca and Voronchuk,
2015, pp. 364-365) Therefore it is possible to conclude that the competence-based HRRS is one
of more complex, holistic.

Competence is ‘a range of questions, where a person has extensive knowledge,
experience’ (Grévina, 2000) and ‘the ability to do something successfully or efficiently’
(Oxford University Press, 2015). Competence is also defined as ‘a person’s basic
characteristics, which have a causal relationship with effective and outstanding performance
based on the certain criteria’ (Spenser and Spenser, 1993, p. 15). ‘F. Delamare Le Deist and J.
Winterton (2005) publishes a more detailed summary of competences definitions answering on
the question ‘What is competence?’ They also mentioned G. Cheetham’s and G. Chivers’s
(1996; 1998) holistic model of professional competence’ (Starineca and Voronchuk, 2015).
Their competence framework includes five dimensions (Delamare Le Deist and Winterton,
2005; Cheetham and Chivers, 1996; 1998; Starineca and Voronchuk, 2015):

1. Cognitive competence - knowledge (know-that), underpinned by understanding
(know-why), is distinguished from competence

2. Functional competences - skills or know-how, things that ‘a person who works
in a given occupational area should be able to do... [and] able to demonstrate’

3. Personal competency (behavioural competencies) - ‘know how to behave’, a
‘relatively enduring characteristic of a person causally related to effective or superior
performance in a job’

4. Ethical competencies - ‘the possession of appropriate personal and professional
values and the ability to make sound judgements based upon these in work-related situations’

5. Meta-competencies -concerned with the ability to cope with uncertainty, as well
as with learning and reflection.

Set of competences that is important for the certain position working with the certain
organization differs. It should be adapted to the peculiarities of the working field. Project
management practitioners in Latvia (LNPVA, 2012) usually use the International Project
Management Association Competence Baseline’s (ICB) framework that ‘offers access to the
technical, behavioural, and contextual competence elements of project management’ — ‘the eye

of competence’ (International Project Management..., 2006, p. 1). They might use a project
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manager’s competences defined in the local occupational standard selecting a project manager
(Labklajibas ministrija, 2010). (Starineca and VVoronchuk, 2015, pp. 366-367)

Examining and assessing the candidates’ competencies, experience, qualification,
education, and personal human peculiarities as well as preparing for the HR selection process
in general the importance of the HRRS in the organizational culture and goals reaching should
be under the attention. In 1985, M.E. Porter outlined that HR strategies have a connection with
competitive strategies, i.e., to maintain the competitive advantage from the quality perspective,
organizations need to ‘use sophisticated selection procedures to recruit people who are likely
to deliver quality and high levels of customer service’ (Porter, 1985).

Ethical consideration should be taken into account for internal as well as external human
resource recruitment and selection. Ethical behaviour with candidates is one of the actual
considerations of modern organizations’ HRRS process. According to Armstrong and Baron
(2002), ethical behaviour during HRRS process includes deliberate and timely responses to the
candidates, informing them about application acceptance and selection stages’ results,
responding to candidates’ requests to explain, why they did not pass to the next phase of the
selection. Ethical behaviour during human resource recruitment and selection depends on HR
selection implementers’ professional values and the ethical standards of the organisation they
are representing (Armstrong and Baron, 2002). A. Milts noted that ‘nowadays successful
management and governance cannot be imagined without respect of fundamental ethical
principles and values that usually already are highlighted in the professional codes of ethics of
the certain activity sectors’ (Ilmete and Roiss, 1998). (Starineca, 2016c, pp. 108-109)

Candidates for the certain vacant position in an organization, who are participating in the
selection process, are potential human resources of the organization that will help to reach
organizational goals, as well as its external stakeholder. Implementing HRRS organizations
need to take care of relationship establishment with its potential employees. Stakeholders’
theory that is a basic part of social responsibility helps to understand essence and importance
of the relationships creation implementing HRRS activities on each its stage. (Starineca, 2016c,
p. 109)

Within the human resource recruitment and selection process interaction is conducted
with two main entities: candidate’s application and candidate him/herself. Interaction initiation
with the second entity is dependent on the first entity’s status. Based on the discussed concept
the author of the present dissertation developed the HRRS process model (Appendix 4) and the
process scenario (Starineca, 2015). The process underlying (initiative/starting) event is a new
employee is needed (a vacant position appears; events are highlighted in italic). The process

end event is a new employee starts to work (vacant position is filled). The steps of the process
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are listed in Appendix 5, while the models integrated into the process scenarios are in Appendix
6 and Appendix 7.

Human resource recruitment and selection is one of the human resource management
activities that do not have the constant nature. It is connected to the HR retention and HR
planning on the operative level, when sometimes is not realized as the important element of the
HR strategic management as well as one of the core activities in organisation’s future successful
existence. (Voronchuk and Starineca, 2014, p. 420) In addition, employers need admit that this
is period of time when employer brand can affect the outcome of the process as well as this
process itself can affect the employer brand. HRRS is based on internal and external
communication, evaluation technics and decision making, relations creation and maintenance
with organisation potential employees. (Voronchuk and Starineca, 2014, p. 421)

Human resource recruitment and selection interacts with other HRM and related activities
such as (Durai, 2010; Scarbrough and Carter, 2000; Price, 2011; Lacka-Badura, 2015):

e Career planning and development (HRM activity)

e Employees training (HRM activity connected to knowledge management)

e Employer branding (might be an HR department activity connected to HRM)

¢ HR information system maintenance (HRM activity)

¢ HR planning (HRM activity, usually is relevant before human resource recruitment and
selection process beginning)

¢ HR retention (HRM activity connected to employer branding)

¢ Job analysis and design (HRM activity, usually is relevant before human resource
recruitment and selection process beginning)

¢ Knowledge management (might be an HR department activity connected to HRM) etc.
In line with limitations of the study, just few activities (employer branding and knowledge
management) will be discussed in depth. Further on the author of the dissertation overviews the
concept of employer branding in details to outline its tight connection with human resource
recruitment and selection.

‘In a society where all products assume the form of commodities, these commodities must
be sold after they have been produced,; it is only after their sale that they can serve in satisfying
the requirements of their producer’ (Marx, 1990, p. 118). The same happens on the labour
market. Only selected candidates can become employees, who will consume the service of their
employers, however, before this, the organisation needs to have attractive service enough to
have any applicants for the vacant position. In the commercialized environment also job seekers
might be choosing the employer by brand. Therefore, it is crucial for the organisation to have a
good one, so job seekers have an impetus to apply for the vacant positions. Current section is
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devoted to the Employer Brand and organisation values examination in frames of the
interconnection with human resource recruitment and selection.

The concept of employer branding came from marketing as one of the concept developers
(Tim Ambler) is a scientist in marketing. The concept is quite new and already popular among
practitioners. Ambler and Barrow ‘suggest that there is considerable synergy between the
processes of nurturing brands on the one hand and human resources on the other’ (Ambler and
Barrow, 1996, p. 1) explaining EB. They explain that employer brand helps to improve
motivation and consequently performance of the employees, generally they call EB as an
‘internal marketing’ (Ambler and Barrow, 1996, p. 1). EB should ensure the information flow
from the organisation to attract the best applicants for the vacant positions and select the best
ones, who will be loyal and motivated to perform as good as they can (Figure 1.3).

Employer brand as a term was created in 1990s (Ambler and Barrow, 1996). Minchington
and Thorne (2007) outlined that ‘every organisation has an employer brand. Whether you own
it or not, your organisation is influencing its employer brand 365 days a year’. Pahor and Franca
(2012) describe their developed in 2007 the conceptual model of the EB pyramid. It consists of
three parts. Recognition of the employer lays at the basis of the pyramid. Consideration is the
middle part of the pyramid. The higher point of employer brand meaning is the idea that

employer become an ‘employer of choice’.

Best
Best
roduct/
employees F;ervice
Best Best word

applicants : of mouth

Figure 1.3 Link between quality of employees and quality of product/service (Adapted
from Ambler and Barrow, 1996, p. 2)
Table 1.2 reflects the most frequently used employer brand definitions found in different

literature sources. Definitions are sorted in the chronological order. According to the
guantitative analysis the most frequently used words in the definitions analysed are
‘employment’ (at 3% of cases), ‘employer’, ‘identity’, ‘directed’, ‘external’ and ‘employees’
(by 2% each word). Summing them up and reflecting the content of the sorted definitions it is
possible to consider that generally employer brand is an identity of employer that is directed to
the external and internal stakeholders and speaks about employment image by several criteria

provided by this employer (Voronchuk and Starineca, 2014, pp. 3-4).
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Creation and development of employer brand is sometimes called ‘Employer Branding’
as it reflects the process. Employer branding is one of the HRM activities (Backhaus and Tikoo,
2004). Backhaus and Tikoo (2004, p. 502, 506) define it as ‘the process of developing and
communicating organizational information that is specific and enduring for a firm as an
employer and differentiates it from its competitors’. According to Edwards (2010, p. 5)
employer branding, ‘in its full scope, cuts across many traditional HR specialisms and becomes
an umbrella programme that provides structure to previously separate policies and practices’.
Aggerholm et al. (2011, p. 113) made the more specific definition that states that employer
branding is ‘a strategic branding process which creates, negotiates and enacts sustainable
relationships between an organisation and its potential and existing employees under the
influence of the varying corporate contexts with the purpose of co-creating sustainable values
for the individual, the organisation and society as a whole’. Some authors see the EB creation
and development throw HRM and marketing (Ambler and Barrow, 1996; Lievens, et al., 2007;
Bondarouk et al., 2012), however, author of this paper assume that Employer Branding is
mostly concentrated on Public Relations activities, i.e., relationship establishment and
maintenance with the organisations’ stakeholders — ‘external stakeholder groups’ and ‘internal
stakeholder groups’ (Bondarouk et al., 2012, p. 17). Supporting this, Aggerholm et al. (2011,
p. 106) state that ‘there is a need to apply more stakeholder and relationship thinking to
employer branding in support of the paradigmatic understanding of the concept within a social

constructivist tradition’.

Table 1.2
Employer branding definitions and/or descriptions (Voronchuk and Starineca, 2014, p.
3)
Authors (year) Definition and/or description of EB
Ambler and Barrow | ‘the package of functional, economic and psychological benefits
(1996) provided by employment and identified with the employing

company’

Backhaus and Tikoo | ‘a concept of the firm that differentiates it from its competitors’
(2004)
Tuziner and Yiksel | ‘One, the employer brand is employment specific, characterizing

(2009) the firm’s identity as an employer. Two, it is directed at both internal
and external audiences.’
Martin et al. (2011) ‘a generalized recognition for being known among key stakeholders

for providing a high-quality employment experience, and a
distinctive organizational identity which employees value, engage
with and feel confident and happy to promote to others’

Jonze and Oster (2013) | ‘strategy to recruit and retain suitable employees and to
communicate a consistent image, both internally and externally’
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So, it is could be considered that employer brand creation and development or ‘Employer
Branding’ is a process of relationships creation with stakeholders (current and past and potential
employees) through some specific HRM activities.

There are some organisational benefits working on EB creation and development. Jain
and Pal (2012) identified these benefits as (Voronchuk and Starineca, 2014, p. 4):

e Increase in productivity and profitability

e Increase in employee retention

e Increase in employer attractiveness

¢ Decrease in recruitment costs

e Minimize of loss of talented employees

e Employees committed to organizational goals

e Improvement in employee relations

e Decrease of time from hire to productivity.

Employer brand’s creation and development affects several outcomes groups that could
be defined as (Lapina et al., 2013a): HR, performance, financial and social outcomes. Further
the author summarizes few different approaches that describe EB creation and development
process by steps, components, elements, dimensions and disciplines. This overview helps to
understand the content of the employer branding activities and process itself.

Employer brand’s creation and development framework (Backhaus and Tikoo, 2004) has
the same elements. It consists of two main tracks. The first track idea is the following: employer
branding affects EB associations that creates employer image and its attraction. The second
track reflects the employer branding interaction with organisational culture. EB creation and
development outcome is organisational identity. Organisational identity and organisational
culture affect employer brand’s loyalty that’s outcome is employee productivity (Backhaus and
Tikoo, 2004).

Employer branding is a mix of disciplines, i.e., interaction of organisational culture,
marketing, the psychological contract and employer branding (Barrow and Mosley, 2005;
Edwards, 2010; Aggerholm et al., 2011). Kudret (2014) describes the EB mix that consists of
three main dimensions (Appendix 8) that supports Backhaus’s and Tikoo’s (2004) framework
and a mix of disciplines of employer branding.

By components employer brand creation and development has been split by Jain and Pal
(2012, pp. 70-72):

e Employment Package — ‘a bundle of benefits which is offered to the employees to join

the organization’:
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o Financial Compensation — all monetary benefits, fair and competitive
compensation

o  Job Roles and Responsibilities — clear job description is required

o Work Environment — employees’ needs should be taken into account to create
comfortable environment for the work (equipped workplace and emotional atmosphere)

o Career Development Plan — performance assessment, training and education
programmes

e Culture and Environment — ‘work practices, value system, behaviour and attitude of the
people working in the organization’ (‘culture plays a major role in creating the right employer
image in the market’)

e Integrity - an ability of the organization to deliver what it promises. the existing
employees are actually the ‘brand ambassadors’ of the organization, ‘if they are happy, they
would spread good words about the organization and this would in turn improve the image of
the organization’

e Employment Experience - tangibles (salary and benefits) and intangibles (company’s
culture and values, opportunities for learning and career progression, reward and recognition
and management style).

Bondarouk et al. (2012) propose to split employer brand creation and development in five
main elements (Appendix 8). Backhaus and Tikoo (2004, p. 503) state that ‘employer branding
1s based on the assumption that human capital brings value to the organization’. Lievens (2007,

pp. 51-52) split EB creation and development on three leg process:

1. The value proposition of an employer band development
2. The employer band external marketing
3. The employer band internal marketing and employer brand transition to the

organizational culture.

These processes are the same as already mentioned by other authors in their EB creation
and development process description. Quite the same employment branding main
characteristics are provided by Pahor and Franca (2012). They define some practices that reflect
opinion about employer that are reputation of company and its products and/or services,
possibilities for personal development, good leadership and job-life balance and finally,
security of employment.

Employer brand creation and development also reflects such areas as employer knowledge,
employer consideration, employer of choice (Pahor and Franca, 2012). Organisation is striving
for having such an employer brand that helps to maintain and establish relationships with

current and future employees as well as other stakeholders easier.
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Appendix 8 reflects the summary of all employer brand characteristics mentioned before
that helps to compare them. The author of the present dissertation split all components or
elements of EB to three main pillars, namely connected to organisation’s cultural aspects,
external reputation of the organisation as employer and internal environment for employees.

Organizational culture aspect is emphasised in each observed approach to the employer
brand description. One of the organisational cultures elements are organisational values. Values
are the basis of the long-term orientation that presumes investment in the future. Organisations
need to have defined values that should be connected to perseverance, relationships sorting by
status, frugality and existence of humiliation (De Mooij and Hofstede, 2010, p.90).
Organisations values are actively involved in both external and internal employer brand
developments. Values are a strategic element and a philosophic attitude of the organisation/
employer to the everyday action and behaviour as a guideline to the responsibility of the
organisation. For the future and potential organisation’s employees, values will reflect the
employer principles and give the first impression about the employer’s nature. For the current
employees, values are conceptual rules for action. Current employees are those, who are
responsible for organisation’s values reflection and presentation i.e. for the employer brand
creation and development.

Employer brand creation and development has quite the same principles as usual
corporate/ organisation’s branding, e.g., there are three laws of branding - Neuroscientific
foundations of effective brand building (Walvis, 2008):

¢ The higher the distinctive relevance of branding efforts, the more likely the brand will
be chosen

¢ The higher the coherence of branding efforts across time and space, the more likely the
brand will be chosen

¢ The more engaging the branding environment that is created, the more likely the brand
will be chosen.

When the action plan and rules for EB creation and development is set it should be
reflected on the whole organisation management cultural and strategic principles. If employer
brand’s creation and development activities are new for the organisation, employees, i.e.,
managers, need to be educated on this topic to provide better/ qualitative implementations.

Under various authors’ consideration the main areas to pay attention on building or
developing EB are culture and environment of the organisation, job content, features and
benefits that employees can get working for the employer (benefits, professional development
opportunities etc.). Culture and environment of the organisation in external and internal

organisation environment also influences employer image, therefore the author of the present
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dissertation proposes to pay attention on such activities implementing employer branding as
employer branding management, measurement/ evaluation and work on employer branding in
internal and external environment.

The main words connected to the employer brand creation and development practices or
disciplines that are mentioned more frequently by several authors in mentioned above
descriptions are: culture, employer, employees, job, employment, organisation/ organisational,
marketing, environment, benefits, opportunities. They characterize the core meaning of the
term, i.e., Employer Branding could be described as an activity that supposes employer
interaction with their employees through marketing and some employment circumstances
(organisational environment and culture of the organisation, job opportunities, benefits, etc.).
Employees here are mostly current employees. However, as it was defined before, within
employer brand’s creation and developing activities, employer force their activities on past,
current and potential employees (i.e., current and future potential employees, where future
potential employees are those, who are not labour market participants under some
circumstances, e.g. people who are under the economically active age or underqualified yet —
students, or people who have age of economically active people, but are not searching for the
job now, etc.) (Voronchuk and Starineca, 2014, pp.4-5).

Employer brand is a crucial element that can help or harm human resource recruitment
and selection. Organisations might have an EB, however, not all of them have a structural
approach to its development, and sometimes organisations might even not to realize that they
have any EB. Employer brand is about communication with the relevant stakeholders, primary
those, who also have an interest or are involved into in the organisations human resource
recruitment and selection process. Having weak employer brand, organisation might have
difficulties with the appropriate HR attraction and/or selection. However, this challenge is
manageable. Organisation might attract wanted specialists for the work, if it provides
professional development opportunities or work on the employees’ professional competences
development. These organisations most probably realize the connection between HRRS and
knowledge management, however, many organisations might not see the link. Therefore, the
knowledge management and its connection to the human resource recruitment and selection
should be discussed.

One of the important aspect of HRM is knowledge management (KM) and professional
development of employees of each organisation. There are no doubts that it is vital for general
organisations development and sustainability. Professional development of employees is
necessary in terms of developing environment (Voronchuk and Starineca, 2014, p.168). HRRS

presumes staff changes that is connected to new employees’ induction to the organisational and
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working process, position as well as attraction of job seekers by the professional development
opportunities. KM presumes knowledge refreshment and keeping, employees’ professional
development planning and other activities.

In country and organisational level ‘knowledge’ has not the direct connection with
something ‘intellectual’ (Drucker, 1992) rather with ‘capital’ that can be managed. ‘The most
important step toward the ‘knowledge economy’ was, however, scientific management — that
is, the systematic application of analysis and study to manual work, first pioneered by Frederick
W. Taylor (1856-1915) in the last decade of the nineteenth century’ (Drucker, 1992, p. 254).
The term ‘knowledge management’ appeared about one hundred years later. The author of the
present dissertation summarised some definitions in the chronological sequence as they
appeared in publications (Appendix 9). ‘The definitions and activities involved depend largely
on which they are intended for, and every firm has different approach to their knowledge
management practices. In the literature, knowledge management is concerned with capturing a
firm’s stock of expertise through creation, collection, storage and application’ (Bollinger and
Smith, 2001; Ishak et al., 2010; Voronchuk and Starineca, 2014, pp.169-170).

At the end of 20th century defining knowledge management, authors make focus on the
result. Reach the best possible organisation performance is the goal of usage of employees’
knowledge. Definitions of the 21st century seek the same goal; however, such words as
‘innovation’, ‘strategy’, ‘tool’, and °‘collective wisdom’ appear. Knowledge should be
improved, employee need to know, why they are the part of the organisation, what kind of value
they bring by their knowledge. Now it is clear that the most important is not having a good
performance, it is important to develop, innovate, and be different and knowledgeable. People
responsible for KM in the organization will identify, who and how can help to reach the targeted
performance, what should be done to maintain the same level of performance of the
organisation.

According to Trunecek, J. (2004, p. 5) ‘Knowledge management is the process of
managing knowledge (both explicit knowledge and tacit knowledge) in the organization. The
objective is to improve storing, creation, sharing and use of knowledge in the organization and
so improve performance of individual workers and the organization as a whole. Knowledge
Management is concerned with the state of knowledge and with the flow of knowledge’ (Sikyt,
M., 2008, p. 3).

Benjamins (2001) sorted knowledge management definitions into three groups according
to the focus of management activities namely process-oriented, results-oriented, and technology
oriented, as it was discussed before. Some KM definitions are describing the plan of activities

that should be done in order to realize knowledge management (e.g., Hedlund’s, Alavi’s and
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Leidner’s definitions); some knowledge management definitions are oriented on result: ‘best
decision’ (Petrash, 1996) and ‘organizational performance’ (O'dell and Grayson, 1998); others
are focusing on technology, ‘conscious strategy of putting both tacit and explicit knowledge
into action by creating context, infrastructure, and learning cycles that enable people to find and
use the collective knowledge of the enterprise’ (Hubert, 2000).

Analysing definitions, author have used the tool from the Web site www.wordcounter.net
to enquire the keyword density of all summarised definitions. As the result the rating of the
common words from the definitions was set: knowledge, people, decision, process, leveraging,
organization, performance, improve, activities, and transfer. The most popular word, which was
used 15 times (9% of the text), is of course ‘knowledge’. Other words reflect the core meaning
of the term. For example, it is possible to consider that ‘knowledge management’ is a process
of making decisions connected to the activities for leveraging knowledge of people in the
organisation, to improve their performance. This can be a new definition of the term based on
quantitative approach for definition analysis.

Knowledge management is a set of management activities that objective is to organize
knowledge creation, development, sharing, evaluation and sustainability within organisation.
Knowledge management concept could be explained based on knowledge concept. ‘Knowledge
IS @ much broader concept than information, which is generally know-what and know-why
components of knowledge. [...] Other types of knowledge — particularly know-how and know-
who — are more tacit knowledge and are more difficult to codify and measure’ (Lundvall and
Johnson, 1994 as cited in OECD, 1996, p. 12).

Organisations need to be sure that their employees will fulfil their job tasks efficiently.
Based on this assumption it is possible to consider that the job descriptions are made based on
such a motive as well as job standards (Voronchuk and Starineca, 2014, pp.170-171). There
could be a need to organize a training for newly employed people, the possibility to have this
kind of induction training should be also available for the job seekers and candidates for a
vacant position, therefore, KM is tightly connected to employer branding.

The first part of knowledge management process is connected to some activities. Different
authors outline different activities. Mostly all of them have the beginning part of generating,
storing, sharing knowledge and the end part, when used, irrelevant, outdated knowledge are
utilized (Wiig, 1993; Marquardt, 1996; DiBella and Nevis, 1998; Davenport and Prusak, 2000).

The process should be systematic. At the end of the process the evaluation of objectives
accomplishment need to be fulfilled. If the needed goal is not reached, a new set of activities
can be designed. In case to identify the best set of the exact activities these possible actions with
knowledge should be discussed (Voronchuk and Starineca, 2014, pp.171-172).
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‘In terms of employees’ education it is essential to discuss a role of education or
knowledge management as a part of HRM in the organisation’ (Voronchuk and Starineca, 2014,
p.9). Under the external and then internal factors the knowledge management and human
resource management activities are interacting that leads to the certain outcome and
stakeholders’ satisfaction (Lapina et al., 2014, p.584) the same as it was in case of holistic HRM
model (Lapina et al., 2013). This proves knowledge management and HRRS interconnection.
It was discussed before that HRRS interrelates with EB. Employer brand also is connected to
knowledge management. ‘Organisation should create or find the appropriate employees to
create and develop the desired employer brand. This could be fulfilled through giving
employees the appropriate education on the relevant topic’ (Voronchuk and Starineca, 2014,
p.12). Therefore, it is possible to conclude that all these activities are connected and are vital
for fulfilment of each of them. Knowledge management and employer branding are those
practices that are connected to the human resource recruitment and selection activities,
however, there are some other aspects that are directly effecting HRRS process. The next
sections are devoted to some of them that can be assumes as the core ones.

1.3.  Organisation’s stakeholders and human resource recruitment and selection

It is important to see potential and current employees as stakeholders during human
resource selection process. ‘It should be emphasized that potential employees are a distinctive
stakeholder of organization. Thinking about sustainability matters, it would be important for
the organization to identify its bases for future, i.e. new specialists at the labour market. At the
moment they are Y generation people, who have a distinctive character and special
requirements to the employer’ (Starineca, 2014a). The author is discussing the main
characteristics of these part of job seekers and employees further on in this dissertation,
however, firstly, defining the stakeholders as a concept and examining possible stakeholders by
types.

For the first time, the stakeholders’ concept was applied by Stanford Research Institute
in 1963. Stakeholders were defined as ‘groups without whose support the organization would
cease to exist’ there. R. E. Freeman’s Stakeholders Theory was formulated in 1980 (Mitchell et
al., 1997, p. 858). R. E. Freeman (1984, p. 46) also developed one of the most popular definition
of stakeholders, defining stakeholders as ‘any group or individual, who can affect or is affected
by the achievement of the organizations objectives’. In 1989 A. F. Alkhafaji proposed to use
the term regarding only to those groups that the organisation is responsible for (Mitchell et al.,

1997; Lapina et al., 2013b). For instance, SR organization creates relationships with its
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stakeholders to sustainable business maintenance (Starineca, 2016¢, p. 110). The core idea of
the concept is its application for the strategic organisation’s management i.e. an organisation
that applies stakeholders’ concept develops and implements a strategy that ensures
organisation’s Stakeholders interests (Savage et al., 1991). ‘Such a strategy would ensure the
organization’s long-term success’ (Lapina et al., 2012, p. 6) and lead to the sustainable
outcomes (Lapina et al., 2013Db).

Stakeholders can be ‘persons, groups, neighbourhoods, organizations, institutions,
societies, etc.” (Mitchell et al. 1997, 855 pp.). Definition of the stakeholders’ groups is
individual for each organisation. There are various approaches to split stakeholders on different
levels. The approaches differ based on the assumption how much attention the certain
stakeholder requires or deserves (Lapina et al., 2013b). According to M. B. E. Clarkson (1995)
stakeholders are groups that have or had ownership, rights or interest in the organisation or its
activities, or these groups are claiming to these rights. The stakeholders with same interests or
rights might be put in a same group. Clarkson (1995) also notes that the rights or interest can
appear as a result of organisations activity or/and its collaboration with the stakeholders. The
interest could be legislative or moral, individual or collective. Quite the same explanation of
stakeholders’ nature gave Jackson et al. (2009) defining stakeholders (Lapina et al., 2013b). All
stakeholders could be split into two main categories (Clarkson 1995, pp. 105-106; Freeman et
al. 2007, pp. 6-8):

1. Primary that consists of stakeholders without whom in the current case the
policy could not exist and have the tight connection

2. Secondary that consists of stakeholders who do not play that important role as
primary, but interact somehow (is affected or affect, influence on the policy).

Sometimes stakeholders that exist in the organisational environment are primary stakeholders,
when those, who are in the organisation’s external environment are secondary ones. However,
the author should admit that is not always true.

The author of the present dissertation pays attention on those stakeholders, who can be
mainly involved into the human resource recruitment and selection process (also labour
process) from organisational point of view. Examining a number of definitions of stakeholders
and various authors stakeholders list, it is possible to conclude that all of them agree that the
main organisation’s stakeholders (primary stakeholders) are their employees (Freeman, 1984;
Clarkson, 1995; Donaldson and Preston; 1995; Freeman et al., 2007; Jackson et al., 2009;
Latvijas Biznesa Konsultantu..., 2010). Employees and future employees (from the society i.e.
organisation’s external environment) are expecting to receive fair salary quality and safe

working conditions, long-term employment, etc. from their employers or future employers
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(Lapina et al., 2013b, p. 49). All authors also mention community or society as primary
stakeholders of organisation. In terms of HRRS community and society is also an important
stakeholder as organisation is involved into the employability process of some people from the
certain community or society implementing HRRS. All of them also mention such an important
for human resource recruitment and selection process organisation’s stakeholder as special
interest groups (Freeman, 1984) meaning trade and professional unions/associations. All of
them, except Clarkson (1995) assume that this stakeholder group needs to be primary rather
than secondary one (Freeman, 1984; Donaldson and Preston; 1995; Freeman et al., 2007;
Jackson et al., 2009; Latvijas Biznesa Konsultantu..., 2010; Lapina et al., 2013b, p. 49).

Within HRRS process there could be also some other relevant stakeholders, who’s
interest should be taken into consideration. One of them could be even government (Freeman,
1984; Clarkson, 1995; Donaldson and Preston; 1995; Freeman et al., 2007; Latvijas Biznesa
Konsultantu..., 2010), media (Freeman, 1984; Clarkson, 1995; Freeman et al., 2007; Latvijas
Biznesa Konsultantu..., 2010), and environment (Freeman, 1984). Organisations need to be
aware of some special employability regulations and consider governments’ labour market
policies that is why government could be one of the important stakeholders implementing
HRRS. Implementing HRRS, organisations might actively use mass media services and
resources e.g. spreading out job advertisements. Human resource recruitment and selection as
any other process could be implemented in terms of environmental responsibility e.g.
minimizing printing materials usage. Summing up, there is could be a list of stakeholders that
are relevant to consider implementing HRRS process, for example, current and former
employees, relevant study programs students, educational institutions, other organisations
(employers that might employ specialists with the same profile as the organisation needs),
previous job applicants, recruitment agencies and consultants, labour market, HRM activities,
socio-economic environment researchers, mass media and social networks representatives and
customers, trade unions, local (state) employment agency, etc. (Kleynhans, 2006, pp. 86-87;
Aswathappa, 2005). Stakeholders’ peculiarities (also based on a type of the stakeholder)
influence human resource recruitment and selection process. The author of the present
dissertation examines different approaches to identify stakeholders by type and criteria of the
stakeholders’ influence on HRRS to support the discussion relevant for the dissertation
hypothesis testing.

Identifying the stakeholders, it is necessary to define their priorities that will help to
develop the certain strategy of organisations behaviour with the relevant stakeholders. As it was
mentioned before, there are various approach to it. It is possible to use proposed by Savage et

al. (1991) criteria to split stakeholders. These criteria are stakeholders claim and ability to
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influence, such features as legitimacy and power of the stakeholders need to be evaluated using
this approach. Savage et al. (1991) split stakeholders to four main groups: supportive, non-
supportive, marginal, and mixed blessing according to their potential for treat to organisation
or cooperate with it. According to the type of the stakeholder, relevant relationship strategy
could be selected. If stakeholder is mixed blessing (type 4), organisation should collaborate
with it; it can lead to the stakeholder switch to supportive one (type 1 - the stakeholder’s
potential for cooperation with organisation is high and for treat to organisation — low; then the
organisation’s strategy would be ‘to involve’) or non-supportive type (type 3 - the stakeholder’s
potential for cooperation with organisation is low and for treat to organisation — high; and the
organisation’s strategy would be ‘to defend’). Marginal stakeholder (type 2) with low both
potential for cooperation with organisation and potential for treat to organisation should be
simply monitored (Savage et al., 1991, p. 65).

Another option could be split of stakeholders according to their power and interest (Figure
1.4). I. Kukule (2012) proposes to have closer relationships with stakeholders with high power
(influence on organisation) and interest in organisation or its activity, while only monitor those
stakeholders, who has low power and interest. In case of HRRS job seekers most probably could
be those with high interest and low power, therefore it is necessary to inform them about
employment opportunity also working on organisation’s EB. Kukule’s (2012) approach is a
little bit similar to Savage et al. (1991) approach (diagnostic typology of organizational
stakeholders), whereas Mitchell et al. (1997) propose another typology that is based on three

criteria namely legitimacy, power, and urgency (Appendix 10).

POWER
HIGH LOW
Strategy: Strategy:
HIGH MANAGE INFORM
INTEREST CLOSELY
Low Strategy: Strategy:
SATISFY MONITOR

Figure 1.4 Diagnostic Typology of Organizational Stakeholders by its Power and
Interest (Lapina et al., 2013b, p. 50 adapted from Kukule, 2012)

Mitchell et al. (1997) propose to split stakeholders into seven basic groups depending on
the number and type of criteria they have. There is also the eights type of stakeholder in the
model that is nonstakeholder, in case when the potential stakeholder actually does not have any
legitimacy and/or urgency and/or power on the organisation. The major importance and

attention to the interest satisfaction should be devoted to definitive stakeholders that have all
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three positive criteria, whereas other stakeholders have already less importance for the
organisation.

Discussing holistic marketing, Kotler (Kotler, 2006) noted that the product should be
created for consumer for their needs and wishes not vice versa, the analogical situation as on
goods and services market is on the labour market. The job should be created for potential
employees; employers need to create relationships with potential future employees to grown
them up for the future potential vacant positions. As Marx (1990) mentioned that manufacturing
produces not only an object for the subject, but also a subject for the object. In this case not
only job place is created for the job seeker, but also this job seeker can be created for the job
place. This task can be done through the PR (public relations) activities creating relationships
with concrete target stakeholders of the employer — potential and future potential employers.
The author of the present dissertation would like to emphasise the importance of stakeholders’
examination and finding out their peculiarities.

The author focuses on job seekers as they are organisations potential employees.
Particularly, generation Y representatives are explored as job seekers as they are current and
nearest future core potential employees of organisations (Baltic Institute of..., 2015). “(...)
organizations as employers should develop good relationships with their potential employees.
(...) They are those people who could be (...) organisations key staff in the coming years. It is
necessary to carefully assess the characteristics of Y generation specialists as a potential
employees attracting and selecting new employees (...)" (Starineca, 2014a). Especially
psychologists and then management research (Chester, 2002; Egeler, 2003; Martin and Tulgan,
2001) started to explore generation Y shortly before 2000, however, since millennium this topic
has started to pick up their popularity. It is explainable by the fact that generation Y
representatives are people born from 1980 till 2000 (time of transition from the information
society to the knowledge society) (Arste-Avotina and Liegis, 2013), so they are about 16-36
years old and the oldest representatives are active and mature citizens as well as labour market
players now (Killip, 2016). However, there is still lack of scientific research that focus on
generation Y as employers or job seekers.

The author of the present dissertation identifies generation Y trying to focus on some
characteristics that might be relevant for employers. The questions the author try to answer are
‘What are the areas organisations as employers should focus on to attract young job seekers?’
and ‘What kind of job seekers and employees are young people — generation Y representatives?’
The focus of the exploration lays on the youth unemployment issue (Goldin et al., 2015; OECD,
2016).
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The managerial literature has a lack of explorations on how the peculiarities of
generations influence the choice of certain human resource recruitment and selection activities’
application methods and approaches. The literature focuses on some specific groups splitting
employees and job seekers on experienced and not experienced, on highly and poorly
motivated/ performed employees, etc. (Billsberry, 2007; Gulati et al., 2016; Aamodt, 2015;
Gatewood et al., 2015). Appendix 11 represents various characteristics of generation Y
representatives that were given in publications from 2001 to 2011. It is clear that these people
have certain peculiarities that differ them from other generations. Besides various personal
characteristics some authors highlight generation Y peculiarities as employees and job seekers.
Mainly Matthewman (2011) focuses on Millennials exploration and characterisation as a unique
and new generation of employees that requires employers’ need to have ‘cool values’ around
the environment and society. He wrote, ‘Organisations need to change because Gen Y has
different values as it is the only sure-fire recipe for disaster as Gen Y will be tomorrow’s engine
room of the organisations’ (Matthewman, 2011, p.19).

Generation Y representatives are special job seekers and employees, therefore, the
organisations need to find the certain approach to address them, to earn their attention and
interest. Generation Y representatives are rather attracted by socially responsible organisations
(Matthewman, 2011). Nowadays employers need to adapt their human resource recruitment
mechanisms to potential employees. Employers that recruit young specialists need to take into
account typical characteristics of generation Y as job seekers and employees into consideration.
They are (Martin, 2001; Sheahan, 2006; Matthewman, 2011; Arste-Avotina and Liegis, 2013):
technology users, curious about the current situation on the spot, educated and fast learners,
practical, enterprising, manipulative, not loyal to employers, etc. (Starineca, 2014).

Some research findings prove that there are peculiarities of unemployed people and some
organisations activities have greater impact on them than some external factors e.g. ‘work-role
centrality, coping resources (personal, social, financial, and time structure), cognitive
appraisals, and coping strategies displayed stronger relationships with mental health than did
human capital or demographic variables’ (McKee-Ryan et al, 2005, p. 53).

From one hand, the End of History Illusion proves that people change their opinions,
minds, habits and preferences while growing and developing. Young people in their twenties
most probably will have different priorities and preferences in their thirties that they have now
even they are thinking that they will not change them aging (Quoidbach et al., 2013). Therefore,
the effect is not long lasting. Adapting to the young generation job seekers and employees now
employers need to realize that they cannot treat them in the same way during their early aging

period. In addition, earliest youth employment studies showed that ‘early employment
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experience has virtually no effect on later employment after controlling for persistent
characteristics of individuals, such as education’ (Freeman and Wise, 1982, p. 15). From
another hand, longitudinal studies show that ‘a person’s unemployment experience when young
is correlated with their later adult employment patterns’ and it does not depend on the young
people background’ (Gregg, 2001, p. F627) i.e. it is crucial to explore the causes of
unemployment to seek economy sustainability and mentally healthy population. It requires also
a right action from the employers’ side; therefore, the author of the present dissertation aims to
provide some valuable information for practitioners to stimulate their relevant/adequate action
within the second and third part of the dissertation.

Branding is important for Millennials. Organisations, recognizing all peculiarities of
generation Y representatives, should focus on employer brand creation and development
actively using modern technologies and communication resources to attract young job seekers.
Generation Y representatives are active, educated, practical and idealistic as personalities and
as job seekers and employees. Organisations task is to consider all these and a list of other
generation Y peculiarities as well as define them as separate stakeholder group to choose the
most relevant relationships creation and development strategy. Generation Y as job seekers and
employees will be defined as different type of stakeholders for each organisation.

Application of stakeholder approach as well as exploration of generation Y
representatives as job seekers is organisation’s work mainly with external organisational
environment. Besides these activities, the author of the present dissertation highlights some

other external factors relevant for the research object considering research limitations.

1.4, Human resource recruitment and selection in interaction with organisation’s

external factors

Human resource recruitment and selection is one of human resource management activity
that is affected by both external and internal organisational environments. Organisation external
environment factors that might influence human resource recruitment and selection process are
(Lussier, 2015; Caruth and Handlogten, 1997, p. 12, pp.135-136; Geet et al., 2009, pp. 3.25-
3.26):

e Composition of the workforce

e Culture (cultural particularities/ diversity)

e Economy and economic conditions (including shift in economic power)

e Education level of population, education attainability

e Environmental and climate conditions
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e Globalisation

e History

e Information Technology and Communication, Technological changes

e Legislation/ governmental regulations/ policy

e Migration of population and changes in the total workforce

e Political situation/ conditions

¢ Population change/ demographic conditions

e Societal attitudes toward particular careers, industries and institutions

o Work force/ labour market (demand and supply).

One of the external factors, which should be considered during HRRS processes, is
economy. This section is devoted to such a type of economy as knowledge-based economy
(Lengnick-Hall and Lengnick-Hall, 2002) as one of the organisation external environment
factor that influence HRRS and have connection with its interacted activity — knowledge
management. As it was defined by Becker (1975) one of the Nobel Prize laureates and co-
former of the ‘human capital theory’ ‘human capital’ is the stock of competencies, knowledge,
social and personality attributes, including creativity, cognitive abilities, embodied in the ability
to perform labour so as to produce economic value. One of the tools that can be applied by
organisations to impact knowledge economy’s development is knowledge management. “(...)
knowledge management should be performed as good as possible to regulate the gross of the
economy at many other aspects and areas’ (Voronchuk and Starineca, 2014a, p. 169).

The development of terms ‘knowledge economy’ (KE) and ‘knowledge management’
shows the importance of some HRM activities for organisation. ‘The 20th century was defined
as a century of the industrial society, the end of the 20th century as a century of the information
society, and the early 21st century has become a century of the knowledge society, where
knowledge is a significant resource of manufacturing and an essential factor of individual well-
being. One of the components of the knowledge society is the knowledge economy’ (Lapina et
al., 2013, p. 577).

Drucker (1969) apparently was the founder of the term ‘the knowledge economy’ writing
about it in his book The Age of Discontinuity. Later on Drucker wrote for the November edition
of The Economist (2001) that ‘the next society will be a knowledge society. Knowledge will be
its key resource, and knowledge workers will be the dominant group in its workforce’
(Lingenfelter, 2012, p. 9). Most probably Drucker would like to outline that there will be more
working place for so called ‘white collars’ as the biggest part of work will be directly connected
to the intellectual (intangible) service delivery. ‘Knowledge economy encompasses all jobs,

companies, and industries in which the knowledge and capabilities of people, rather than the
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capabilities of machines or technologies, determines competitive advantage’ (Lengnick-Hall
and Lengnick-Hall, 2002). Consequently, more employers require for the highly educated
employees, also demand of higher education increase, as potential employees realize that it is
important to be competitive on the labour market. ‘Employment in the knowledge-based
economy is characterised by increasing demand for more highly-skilled workers’ (OECD,
1996, p. 7). More employers require for the highly educated employees; more people get the
higher education to be competitive on the labour market. As Powell and Snellman (2004, p.201)
define ‘knowledge economy as production and services based on knowledge-intensive
activities that contribute to an accelerated pace of technological and scientific advance as well
as equally rapid obsolescence’. The production of services is growing in some countries. There
IS a transition to the ‘knowledge-based economies — economies which are directly based on the
production, distribution and use of knowledge and information’ (OECD, 1996, p. 7) happening.
According to White et al. (2012, p. 504) knowledge-based economy is based on open
innovation, education, knowledge management and creativity that are set on information and
communications technology infrastructure (Voronchuk and Starineca, 20144, pp. 168-169). All
these components are set on information and communications technology infrastructure. The
World Bank presents the framework of KE that consists of four pillars (Appendix 12) that ‘help
countries articulate strategies for their transition to a knowledge economy’ (The World Bank,
2011):

e An economic and institutional regime

¢ An educated and skilled population

¢ An efficient innovation system of firms, research centres, universities, think tanks,
consultants, and other organizations

e Information and Communication Technologies (ICT).

Appropriate institutions, policies, investments will help people to have the possibility to reach
tools that provide knowledge; skilled and educated people use gather knowledge using ICT in
the way that stimulate efficient innovation system for further country development.

‘The term ‘knowledge-based economy’ results from a fuller recognition of the role of
knowledge and technology in economic growth. Knowledge, as embodied in human beings (as
‘human capital’) and in technology, has always been central to economic development’ (OECD,
1996, p. 9). To proceed with development and take it into consideration also on organisations
processes level e.g. HRRS, knowledge (as well as skills abilities, competences etc.) should be
measured. HR knowledge, skills abilities and competences measurement approach is one of the

difficult, but crucial part of the human resource recruitment and selection process. Therefore, it

55



is important to define the measurement system suitable for the certain case as it will influence
further HRRS process steps.

Another external factors mentioned in the list are composition of the workforce, labour
market and policy. Coming back to the stakeholder the author of the present dissertation is
focusing on, it is important to emphasize youth policy role on labour market. A part of
generation Y representatives are still youth (in many cases youth is assumed to be characterized
as people in age from 15-24 (Grinevica and Rivza, 2015) even they are quite mature labour
market players. Organisations need to consider that youth policy on national, regional and local
(cities/towns) levels could be one of the factor that can influence HRRS activities i.e. help or
make boundaries for them, especially, if one of the organisations important stakeholder is
generation Y representatives as job seekers, future employees, part of the community/society
etc.

Youth studies and studies on youth policies rarely focus on the direct issues that can
appear when organisations would like to employ youth and youth is searching for a job
(Starineca and Bileisis, 2014). Some youth policies on topic of employability are project based
i.e. based on youth unemployment issues. It is a problem for both practitioners and scientists.

Another issue is the ‘standard published statistics’ that ‘may not adequately measure the
dimensions of youth’ employment/unemployment (Freeman and Wise, 1982, p. 1). Youth
unemployment definitions and analysis methods still are ‘inadequate for analysing and
understanding the problem of youth unemployment’ (Singell and Lillydahl, 1989, p. 457,
Fougere et al., 2009, p. 909-912). This idea is also supported by today economists e.g. by Olegs
Krasnopjorovs from Latvia (2015). In addition, still ‘more effort should be devoted to
developing, analysing, and applying alternative concepts of satisfactory or unsatisfactory status
for young people’ (Singell and Lillydahl, 1989, p. 457). The author of the present dissertation
observes a lack of research that focus on the outlined issues. It is curious that there is research
devoted to youth unemployment and crime correlation (Fougére et al., 2009; Britt, 1994).

From one hand, ‘demographic, economic, political and social problems substantially
affect youth future possibilities’ (Grinevica and Rivza, 2015, p. 57). From another hand, ‘it is
largely acknowledged that graduates’ entry into the labour market is a critical mechanism
through which public investment in higher education generates its returns (e.g. Pavitt, 1991;
Salter and Martin, 2001)’ (Iammarino and Marinelli, 2015, p. 867). So, tertiary education
institutions as well as vocational schools and collages play a vital role in the youth employment
activities i.e. higher education institutions need to collaborate with future graduates’ employers
in frame of youth policy to stimulate success in youth employment. Therefore, youth policy is

a factor that connects several organisations stakeholders that are focusing on HRRS considering
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peculiarities of youth as job seekers. Currently organisations need to pay attention on generation
Y representatives.

There are many external organisational factors that can influence HRRS activities on each
stage of the process. Implementing holistic human resource recruitment and selection,
organisation needs to consider all relevant factors. The author of the present dissertation
outlined just some of them that are more relevant and urgent in frames of the study. Labour
market issues focused on youth in terms of knowledge-economy circumstances are those that
organisations need to consider implementing HRRS. Besides, mentioned broader level factors,
organisations need to consider also some internal ones. The author, outlines approach to the
organisation’s management, Which leads to sustainability and sustainable development (as
youth capability could be a precondition for sustainable development (Biteet al., 2015, p. 85)
both organisations and countries, as one of the important factor that interacts with HRRS and

have the certain impact.

1.5. Human resource recruitment and selection in interaction with organisation’s

internal factors

Human resource recruitment and selection should be connected to the organisations
general action and behaviour principles that are the internal factors of organisation. The internal
factors could be (Aswathappa, 2005; Geet et al., 2009, p. 3.25; Kleynhans et al., 2006):

¢ Budget constraints

e Employees separations

e Geographical spread of organisational operations

¢ Organisation policy (business policy, HR policy etc. e.g. social responsibility)

¢ Organisation strategy (business strategy, HRM strategy, etc.)

¢ Organisational culture

e Organisational structure

e Products and services nature (type of organisation activity)

e Size of organisation etc.

The author of the present dissertation highlights the main positions of such organisational
internal factor as socially responsible approach application to show its lines of connection to
HRRS process. Social responsibility is a policy of the organisation that dictates how the

organisation fulfil tasks, deliver services, treat employees and other stakeholders etc.
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According to the International Organization for Standardization (1SO) 26000 (2010)
standard SR is ‘a responsibility of an organization for the impacts of its decisions and activities
on society and the environment, through transparent and ethical behaviour that:

e Contributes to sustainable development, including health and the welfare of society

e Takes into account the expectations of stakeholders

e |s in compliance with applicable law and consistent with international norms of
behaviour, and

e Is integrated throughout the organization and practised in its relationships.’

Impact in this case is defined as ‘positive or negative change to society, economy or the
environment, wholly or partially resulting from an organization's past and present decisions and
activities’; organisation - ‘entity or group of people and facilities with an arrangement of
responsibilities, authorities and relationships and identifiable objectives’; ethical behaviour —
‘behaviour that is in accordance with accepted principles of right or good conduct in the context
of a particular situation and is consistent with international norms of behaviour’; international
norms of behaviour — ‘expectations of socially responsible organizational behaviour derived
from customary international law, generally accepted principles of international law, or
intergovernmental agreements that are universally or nearly universally recognized’;
stakeholder — ‘individual or group that has an interest in any decision or activity of an
organization’; and sustainable development — ‘development that meets the needs of the present
without compromising the ability of future generations to meet their own needs’ (ISO 26000,
2010).

The concept of social responsibility is clearly explained in the ISO 26000 standard. It
explains the core subject and core principles of SR. Authors, who mention this concept, do not
clearly define SR as they mainly are focusing on the private sector organisations and turn to the
corporate social responsibility (CSR) term explanation and implementation. Searching for any
information about SR in scientific literature in English it is possible to find a lot of articles
(Socias Salva and Horrach Rosselld, 2012; Sarotar Zizek and Mulej, 2013; Pejic Bach et al.,
2014; Baden and Wilkinson, 2014; etc.) and books (Prasnikar, 2006; Crowther and Aras, 2010;
Derickson and Henley, 2007; etc.) that cover the concept of corporate social responsibility that
focuses only on corporate organisations rather than SR itself. For example, Shastri and Banerjee
(2010, p. 2) devote only few sentences to SR defining SR as ‘the combined effort by mankind
to make this world a safer, more nurturing, and caring place’. This definition is too general.
Therefore, the main source that explains the concept of SR is ISO 26000 (Voronchuk and
Starineca, 20144, p. 69).
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It is clear especially according to the 1SO 26000 standard that the objective of SR is a
contribution into the sustainable development that is the outcome of some SR activities
according to the holistic view on some issues of the SR seven core subjects (1SO 26000, 2010).

SR seven core subjects should be under the organisational governance. SR seven core
subjects all together are the reflection of the holistic approach (Appendix 13). All subjects
interdepend. In terms of EB creation and development it is important to highlight the main
subjects and according issues to consider the most (Appendix 14). They are all issues that are
connected to the human rights and labour practices, and some issues on the environment, fair
operating practices and community involvement and development. Already mentioned in the
previous chapter ‘employment creation and skills development’ issue is especially important
for the generation Y representatives’ attraction.

SR principles are quite the same as values or principles of some European public sector
institutions. They are (ISO 26000, 2010; Voronchuk and Starineca, 2014a, p. 69):

e Accountability

e Transparency

e Ethical behaviour - ‘behaviour that is in accordance with accepted principles of right or
good conduct in the context of a particular situation and is consistent with international norms
of behaviour’

e Respect for stakeholder (‘individual or group that has an interest in any decision or
activity of an organization’) interests

¢ Respect for the rule of law

e Respect for international norms of behaviour - ‘expectations of socially responsible
organizational behaviour derived from customary international law, generally accepted
principles of international law, or intergovernmental agreements that are universally or nearly
universally recognized’

¢ Respect for human rights.

All mentioned principles are directly connected to the positive employer brand creation
and development principles. For example, transparency essence: stakeholders as the direct or
indirect collaborators or integrators with the organization may know about the main ideas and
objectives of the directors, executives and managers. This will help to avoid the organisational
anarchy and give an opportunity to control the impartiality, fairness and avoid corruption of the
top managers. Transparency gives the feeling of trust, truth and responsibility, which is vital in
order to the sustainable organisation establishment.

Socially responsible organisation is an organisation that implements SR as a tool for the

contribution to sustainable development of the organisation.
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Responsibility in each action of the executives, board members and directors can also
influence relationships maintenance with internal as well as external stakeholders. The decision
makers are responsible for the future of the organisation, its development and existence as well
as image.

People should understand that their action has the results. Nowadays especially large
organisations should recognize that right action can bring more benefits than that one which is
spontaneous, emotional, selfish and sometimes immoral or illegal.

To asses, how good the socially responsible organisation has been contributed to the
sustainable development, some specific tools were developed. For example, based on
mentioned ISO 26000 standard, Global Reporting Initiative guidelines, Dow Jones
Sustainability Index and other the Sustainability Index in Latvia was developed. Since 2010
more and more organisations in Latvia participate in the competition competing on SR best
practices to be included in the list of organisations with the higher score in contribution to the
sustainable development. ‘The index has been adapted to the local audience evaluating the local
performance of enterprises as regards to economic, social and environmental issues’. The areas
that are assessed in each organisation are (Sustainability Index, 2010-2014; Voronchuk and
Starineca, 2014, p. 9; Voronchuk and Starineca, 2014a, p. 70):

o Strategy (15% of the total score weight) corresponds to Fair operating practices

e Society (15%) - Community involvement and development

e Work environment (25%) - Human rights and Labour practices

e Market relations (20%) - Fair operating practices and Consumer issues

e Environment (25%) - Environment.

Each areas assessment is influenced by (Sustainability Index, 2010-2014; VVoronchuk and
Starineca, 2014a, pp. 70-71):

e Management (policy, documents, principles, goals, etc.) — on 30%

e Integration (decision-making, stakeholders’ participation, reporting, responsible people
training) — 25%

¢ Actual performance and impact assessment — 40%

e Appreciation, certificates, etc. — 5%.

To be included into the SI lowest (Bronze) group the organisation’s SI should be equal to
at least 40%. Comparing to the three main dimensions of Dow Jones S| — economic (=33% of
the total score weight), environmental (=33%) and social (=33%) (Sustainability Indexes,
2014), Sl basic evaluation areas are more specific. Of course, all SR and Sl has been developed
focusing on private sector organisations, however, there are some public organisation in Latvia
that take part in Sl initiative and also are included into the SI (Sustainability Index, 2010-2014).
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The procedure of participation is rational and simple in use for participants. There is
special period of time for application one time per year. During this period each registered in
Latvia enterprise can take part in the competition. It is important to highlight that the procedure
presume non-financial performance evaluation of the organisations applied. The organisation
needs to register on the SI Web site. The next steps are described listed in Appendix 15.

Dimensions and areas of assessment of the SI organisations contribution to the sustainable
development corresponds to the SR core subjects (Human rights and Labour practices — Work
environment; The environment — Environment; Fair operating practices — Strategy and Market
relations; Consumer issues — Market relations; Community involvement and development —
Society). (Voronchuk and Starineca, 2014, pp. 6-9)

There are a lot of terms, principles and practices connected to the SR organisational
governance. Tools that can be implemented require particular knowledge and skills. Taking into
consideration a fact that SR organisational governance influence employer brand creation and
development it should be assumed that organisation managers as well as employees should be
educated on this, they need to realize the essence of the strategy, organisation culture, values
and goals. (Voronchuk and Starineca, 2014)

Voronchuk and Starineca (2014, p. 6) highlight ‘when organisation has a status of socially
responsible organisation, it becomes more attractive for job seekers and current employees’. It
is important aspect, because it brings an additional meaning to the organisation, it speaks about
organisation possible positive image and comfortable working environment, special, interesting
and trendy culture (when employees have an opportunity to do sport during working day or

proposed to eat ecological and healthy food in the organisation’s restaurant, etc.).

The main focus of socially responsible organisation managers should be directed at
relationship creation and maintenance, especially during human resource recruitment and
selection process. Social responsible and sustainably oriented organisations with positive
employer brand are the target for many job seekers nowadays. Modern human resource
recruitment and selection approaches within usual selection procedures are meaningful and
helpful. Nowadays it is easier to hire people, who are abroad or find the most suitable person
amongst a big pool of applicants. Special software and Internet applications make HRRS faster
and easier for a competence-based selection.

However, it is important to remember about ethical and legislative parts of human
resource selection process. HRRS is not just an activity, which helps finding employees
according to organisation culture, objectives and strategy; it is a link between the company and

its stakeholders.
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Human resources become one of the most important company assets or elements, which
need to be focused on a sustainable future. Since social responsibility as an important aspect of
the organisations’ competitive advantage and sustainability means respecting all stakeholders’
interests, holistic HRM envisages achieving diverse objectives — both financial and social. High
labour productivity can raise the organization’s profit thus meeting the owners’/investors’
interests. However, efficient organization may also mean saving resources (raw materials,
energy) and caring about environment, which corresponds to the interests of the whole society
(Lapina et al, 2013, pp. 35-36).

The literature mainly focuses on private sector organisations. The literature that provides
information concerning public organisations administration does not focus on the global
perspective on the administrative activities i.e. it does not connect administrative activities
influence on public administration issues, it does not emphasise connection of organisational
level activity effect on the external organisation environment stakeholders.

Attraction of job seekers and retention of employees depends on employer brand.
Employer branding consist of certain actions that are connected to job advertisement design,
choice of communication sources with the job seekers, information and job advertisement
distribution channels, HRRS approaches and methods, organisational culture and reputation,

etc.
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2. EMPIRICAL AND SITUATION STUDY

2.1.  Public administration organisations in Latvia

The dissertation covers various research which research bases are public sector (PS)
organisation of Latvia. Some research reflects studies of public administration organisations,
another public sector socially responsible organisations. Therefore, focusing on organisation
internal and external factors interacted with HRRS in case of Latvia using the same research
base, it is necessary to define and describe public sector organisations in Latvia particularly
defining the structure of the sector. First of all, the author of the present dissertation defines the
main terms that will be used further on.

There are two main economic sectors by ownership (Barlow et al., 2010; Borzaga and
Defourny, 2001):

1. Public (the military, police, public transit and care of public roads, public
education, along with healthcare and those working for the government itself, such as elected
officials)

2. Private (business — for profit; voluntary — not for profit).

Sometimes voluntary sector is supposed to be called the ‘third sector’ (Borzaga and Defourny,
2001).

The CSBL defines public sector as ‘central and local government institutions and their
commercial companies, commercial companies with central or local government capital
participation 50% and over, foundations, associations, funds and their commercial companies’
(Central Statistical Bureau..., 2015). Public sector in mixed economy is a part of the economy
that includes the public authorities and enterprises (Eiropas Savienibas terminu..., 2004).
According to the economy structure of Latvia, business or private sector is bigger than public
and voluntary (non-governmental organizations -NGO) sectors together. However, the
organisations themselves can be larger or smaller by the number of employees in all three
sectors. ‘The more he spends and the more people he hires, the larger his organization becomes.
In the government, a large organization is a respected organization’ (Kiyosaki, 2011, p. 80).

PS itself also has several subsectors. They can be defined as (Wickens, 2008, p. 11):

e The nonmonetary public sector—the general government sector, nonfinancial
public corporations, and nonmonetary financial public corporations
e The monetary public sector—the general government sector, nonfinancial public

corporations, and monetary public corporations.
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It is possible to outline one more sector - the nonfinancial that consists of the general

government sector and nonfinancial public corporations (Wickens, 2008, p. 11). General

government usually consists of three levels (Wickens, 2008, p. 12; Lewin, 1988, p. 24):

1. Central (for unitary state like Latvia) /Federal (for federations like Russia)

Government

2. State Government (for federations)

3. Local Government(s) — municipalities.

Table 2.1

Structure of the public sector: example of Latvia (Adapted from Voronchuk and
Starineca, 2014a, p. 68)

1. Public sector

1.1.General Government 1.2.Public Corporations
1.1.2. 1.1.3. 1.2.1. 1.2.2. Financial public corporations
State Local Nonfinancial 1.2.2.1. 1.2.2.2. Monetary
(national) (municipal) public Nonmonetary financial public
level: level: corporations financial corporations
-Ministries of | -Administration SOE or public 122211 12222.
Latvia of the municipal corpo_rations: The Monetary
-The municipalities enterprises): | -Latvian central public
Ministries -Municipal -airBaltic development | pank: | corporations
subordinate | enterprises -Latvenergo financial -The other than
organisation | etc. -Latvijas Gaze | institution Bank of the central
_State-owned -Rigas ALTUM, etc. | Latvia bank
enterprises Satiksme
(SOE) -Public
etc. healthcare
institutions
(clinics,
policlinics, and
hospitals) etc.
1.1.a. Nonfinancial public sector 1.2.a. Financial public sector

Table 2.1 summarizes some examples of Latvian public organisations according to the
structure of the PS of Latvia. Some organisations mentioned as examples could be put to few
groups such as SOE that could be classified as both general government representatives and
public corporations. In 2016, there are 13 ministries and the state chancellery in the central
government in Latvia (the higher state direct administration institutions i.e. direct
administration) and 155 their subordinate institution i.e. subordinate institutions under the
authority and control of higher level institutions and oversight authorities (RIX Technologies
and Valsts kanceleja, 2016) like national agencies, offices, centres, inspections, policy,
councils, administrations, services, boards, registries, secretariats, commissions, a museum,

treasury, ward, library and educational institutions (The Latvian School..., 2014). All of them
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are from the general government (1.1.) - Nonfinancial PS (1.1.a). A big part of these
organisations/institutions provides administrative work places.
On average, on administrative occupations such as:
o Administrative and support service activities
o Rental and leasing activities
o Employment activities
o Travel agency, tour operator reservation service and related activities
o Security and investigation activities
o Services to buildings and landscape activities
o) Office administrative, office support and other business support activities
¢ Public administration and defence; compulsory social security
o Public administration and defence; compulsory social security,
worked about 10.74% employees from the total amount of employed people in Latvia in 2013.
69% of them are employed in PS, specifically by the PS structure - 67.76% worked in general
Government (1.1.) and 13.84% of them are employed by local government organisations
(1.1.3.) (Central Statistical Bureau..., 2014). (Voronchuk and Starineca, 2014a, pp. 67-69)
Public sector employees’ categories are also different. Considering PA, it is necessary to
describe such terms as officials, officers and civil servants. Officer (official) is a public sector
employee, who is found (‘elected’) to be capable of (is certified) to perform a certain job
(Grévina, 2000). All officers are officials. Civil servant is a person, who performs specific work
for another person's payment; employee, in particular a person employed by the public sector
(Eiropas Savienibas terminu..., 2004). Official (functionary) is a person, who is empowered to
take or prepare administrative decisions in general or in a certain case. Administration official
is a civil servant or an employee of the PA organisation that is appointed or get employed based
on professional criteria (Saeima, 2002a). Not all officials are officers. In Latvia, public officials
are the President, Members of the Parliament (Saeima), the Prime Minister, Deputy Prime
Ministers, Ministers, Ministers for Special Assignments, and Parliamentary Secretaries (who
are not officers according to the Law of Civil Service of the Republic of Latvia (Saeima, 2000),
the Governor of the Bank of Latvia, his or her deputy and members of the Council of the Bank
of Latvia, Heads of State or local government institutions and their deputies, Civil servants of
the general or specialised State Civil Service etc. (Saeima, 2002).
The present dissertation is focused mainly on administration officials, who are officials
that are civil servants or a public organisations’ (institutions’) employees that are appointing or
hired based on professional criteria (Saeima, 2002a), and other PA employees. HRRS process

is influences by the certain law when there is a vacant civil servant position, there is a set of
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defined by law criteria for the applicants etc. One of the core research base within this
dissertation is public administration organisation in Latvia i.e. public administration
organisations — the state direct administration institutions (the ministries and the state
chancellery and their subordinate institutions; museums, police and non-administrative military
institutions, education institutions and libraries are excluded from the list of the subordinate
organisation within the studies by the author of this dissertation).

The age structure of public administration employees reflects potential treats of the
organisations. The major part of the employed in PA is 30-39 years old (Baltic Institute of...,
2015, pp. 71-73). Therefore, it is necessary to devote attention to future main part of employed
I.e. young specialists, who will be in this age soon.

The next section is devoted to human resource recruitment and selection and other
activities interacted focusing on knowledge management in context of employees training in
case of public administration organisations in Latvia and employer branding based on public

socially responsible organisations experience.

2.2. Human resource recruitment and selection and other activities interacted: case of

public organisations of Latvia

One of the recent studies of The Boston Consulting Group (Strack et al., 2012) ‘Realizing
the Value of People Management from Capability to Profitability’ stays that the most important
human resources activity in terms of return on investment is recruiting. Recruitment, however
is just one step of human resource recruitment and selection process. It requires many other
human resource management activities implementation. HR recruitment presumes HR planning
outcomes usage to have them as a source of information on organisations labour needs. HRRS
also assumes exact requirements definition to the applicants to the certain vacant position.

The author of the dissertation focuses on public sector organisations as employees
selecting mainly public administration organisations for the analysis. PA organisations are not
that focused on return on investment recruiting and selecting human resources as private
organisations usually do. However, it is necessary to have appropriate employees for the certain
position for both types of organisations to be able to fulfil all necessary tasks.

Human resource development policy for Public Administration of Latvia presents new
HR recruitment and selection principles (Valsts kanceleja, 2014):

e Uniform criteria for selection of the heads of institutions - ‘the selection of the heads of

public institutions is centralized and implemented through uniform selection principles and
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professional personnel selection methods based on the competency approach, as well as by
involving the representatives of non-governmental sector in the selection process’

¢ Open and accessible public administration — reorganization of the employee selection
process in PA, having ‘open competitions not only for civil servants’ positions, but also for any
post in the public administration institutions, thus ensuring that the best professionals are
selected while reducing the risks of corruption and promoting mobility”.

There are some occupations’ or professional standards that include qualification
education skills and ability requirements for the exact profession. There are international
standards as well as standards that are adapted for some countries’ legislation. The author of
the dissertation analysed few standards to identify what kind of education and skills are
important for public administration employees. International Standard classification of
Occupation (ISCO) Occupational Standards (OS) in Latvia and United Kingdom (UK) Standard
Occupational Classification (SOC) were used as resources by convenience sample as they
include needed for the analysis information and are available on English or Latvian language.
They were also chosen to have broader view at the general occupational standardisation local
(Latvian) and other European country case. The occupations analysed (see Appendix 16) can
be grouped into major groups:

e Communications (customer service specialist)

e Economics and Finance (accountant economist financial analyst)

o Law (lawyer legal assistant legal counsel)

e Management (organisation manager/ managing director project manager).

All of them are essential for public servants especially on the public administration field. The
occupations representatives were demanded on public sector labour market in December 2013.

Analysing the standards, it was clear that OS in Latvia was created based on ISCO as they
have common occupations codes. ISCO document includes the description and tasks of the
occupational groups as well as examples of the occupations classified in ISCO or elsewhere.
UK Standard Occupational Classification document also has general information on each group
of occupations additionally providing typical entry routes and associated qualifications. Latvian
OS document is more detailed as it also includes the list of necessary skills abilities and
knowledge to fulfil exact tasks and to be qualified representative of occupation according to the
standard.

Using the Web sites www.writewords.org.uk and www.wordcounter.net author identify
what phrases and words are the mostly used in descriptions of requirements for the chosen
occupations. This analysis helps to identify what kind of common requirements in knowledge

and education are essential for representatives of the chosen occupations. In general, the main
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stress according to the analysed occupational standards is maid for such fields as
communication, country language and foreign languages, finance, labour relations, law,
legislation, occupational health and safety, professional terms, professional ethics, project
management, record keeping.

Results show that for administrative employees of public sector the most important field
of knowledge are connected to the humanities and social sciences as well as some practical and
linguistic skills. The author of the present dissertation needs to note that conclusions are based
on inductive analysis and small range of sample.

Job descriptions are usually developed based on these requirements and standards.
Employers are expecting to have defined proficiency at exact fields because exact skills set and
knowledge will help to fulfil daily job tasks. If person is not able to do his/her work, there are
two certain and contrast decisions could be made: find new person for the positions or assess
the gaps in knowledge and select the most suitable option for further employee education and
professional development. (Voronchuk and Starineca, 2014a, pp. 174-175)

Job advertisement development is important part of human resource recruitment and
selection process. Job advertisement usually should be developed based on job description. Job
advertisements analysis can give an overview on public sector organisations’ labour needs and
requirements to their applicants. The created rating of the most required qualification shows the
necessity of employees’ skills, education and abilities to be able to find job in public sector.
Additionally, statistical data is overviewed to describe the current situation on labour market in
Latvia. 78.08% of the analysed job advertisements have a requirements part (Voronchuk and
Starineca, 2014, pp. 424). Usually requirements part includes information on:

¢ Education field and level

e \Work experience

e Computer skills and competences

¢ Languages knowledge

e Other skills, abilities and competences

e Driving license necessity

¢ References.

However, there are examples of job advertisements (47.95%) that have references to the
law that include some occupational requirements (31 times — State Civil Service Law; 2 —
Judiciary Law; 1 — Public Procurement Law; 1 — State Revenue Service Law). So, there are
some requirements that are not listed directly at the job advertisements requirements part.

Analysing requirements to the education level and field it was defined that the most

popular is higher education in law sciences (Table 2.2). The second popular required education
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is higher education in economics, finances or accounting. So, at the research period the most
required professionals for the public sector vacant positions were alumni of the law, economics,
finances and accounting programmes. Besides the majority of specialists required to be with
higher education, however, there are two positions that require only secondary education. Work
experience in public sector is also required or is an advantage of the applicants. The length of
work experience varies from 1 to 5 years.

Table 2.2
Requirements to candidates’ education mentioned in the advertisements from the research

sample (Voronchuk and Starineca, 2014, p. 425)

Number of the
Requirements to candidates’ education mentioned in the advertisements advE;tslsaerCr;er?;isnthat
requirement
Higher education in Law 31
Higher education in Economics/Finances/ Accounting 22
Higher education in Social Sciences 9
Higher education in Engineering 4
Higher education in Management 4
Higher education 3
Higher education in Entrepreneurship Management/Business Administration 3
Higher education in Natural Sciences 3
Higher education/ Master of PhD degree in agriculture 3
Higher education in occupational health and safety 2
Higher education in IT 2
Higher education in pedagogy or psychology 2
Higher education in Real Estate Administration/Management 1
Master degree in construction/building 1
Secondary education 1
Secondary professional education in Economics/Accounting 1

There are not too specific requirements in computer skills and competences. The majority
of the offered in the job advertisements analysed positions require people with good skills in
MS Office programmes and regular Internet usage skills.

Offered positions require languages knowledge:

e Good English language knowledge (oral and written) required in 26.03% of
advertisements

e Excellent Latvian language knowledge (oral and writing) - 19.18%

e Foreign language(s) knowledge (level and exact languages are not defined) - 16.44%

¢ Good Russian language knowledge - 12.33%

¢ English language knowledge (for communication) - 6.85%.
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This part of requirements showed that job advertisements creators actually are not too
specific in defining required language knowledge level. This fact can be explained by the lack
of understanding what kind of language and its level is needed fulfilling job tasks of the exact
occupation, if it is not regulated by law or other normative acts. Also it can be caused by
unprofessional task fulfilment of HR selection specialists that do not plan how exact
requirements will be checked or evaluated therefore do not mention exact data. However, there
Is a variant that job advertisement creators wanted to have the biggest pool of applicants as
languages knowledge has smaller importance for the exact occupation than other qualifications
and competences. Other skills that are mentioned in more than in 10% of the analysed job
advertisement are (Voronchuk and Starineca, 2014, pp. 421-425):

e Good communication and collaboration skills (in 32.88% of job advertisements)

e Sense of responsibility / high level of responsibility (24.66%)

o Analytical skills (19.18%)

e Accuracy (16.44%)

e Ability to plan/organize own activity independently (13.70%)

e Ability to form arguments (oral and written) - 10.96%

e Ability to work independently (10.96%)

e Ability to take initiative (10.96%).

Mentioned skills and abilities are hard to be tested at the first step of selection, e.g.., screening
applications and documents. However, it is possible to enquire if there are needed people on
labour market by education level. Author checked the availability of job seekers with higher
education by the 3rd quarter of 2013 — there are about 22 200 this kind of people. Population:
Latvian permanent residents, private households that on the reporting period are 15-74 years
old. Sample range is 24 128 households from 2007. Data was collected applying International
Labour Organization’s developed methodology. Confidence interval is from 77.97 till 102.03,
and level of confidence o= 0.05. Standard error is 6.14 (LR Centrala statistikas..., 2014).
Therefore, the criteria, that are important to select the most suitable candidate, should be defined
clear. People need to be filtered and selected accurately, however, job seekers need to pay
attention on the created job advertisements before, because in many cases job advertisements
are not properly developed by structure and content. (Voronchuk and Starineca, 2014, pp. 424-
426)

Employer’s requirements to the potential employees are mainly reflected in two
documents, namely, job description and job advertisements. These two documents should
reflect both employer’s real needs to the employer on the certain position and requirements to

the candidates applying to this position. In case of some of Latvian PA organisations, there is a
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certain negligence to these documents development that can be a cause of several
macroeconomic level challenges e.g. artificially rise mismatch on labour market that can cause
long-term unemployment and unemployed — economically active population emigration from
certain regions or even country.

Human resource recruitment and selection is organisational activity that could have the
certain impact on various external and internal organisational factors. HR selection approaches
application and implementation overview is the next step to HRRS process analysis focusing
on the research base. The author of the present dissertation analysed documents and conducted
three types of surveys to test the hypothesis and analyse human resource recruitment and
selection approach of PA organisations in Latvia.

The first type of the survey conducted is a questionnaire. The survey’s objective was
information collection about the object of the research to answer on the list of questions that
will help to create human resource recruitment and selection guidelines for the Latvian public
administrative organisations (the ministries and their subordinate organisations in particularly).
The survey’s population is defined as 13 employees of personnel/HR departments or
employees, who deal with HR affairs, in each of 13 ministries of Latvian. The whole survey
population was chosen as a sample i.e. the sample represents 100.00% of the population, thus
it is possible to admit collected data as representative. The response rate is 92.30% i.e. only one
ministry refused to participate in the survey. The survey was active from January 29, 2016 up
to March 14, 2016.

The questionnaire (Appendix 17) was developed in Latvian language, as all respondents
are Latvian local inhabitants. Each question corresponds to the certain objective of the survey
(Appendix 18). The first question should be answered using the rating 10-point scale, where 1
is ‘not important at all’, and 10 is ‘enormously important’. The special scale for the second
closed question’s answer is developed. The third question is an open question to clarify a reason
of the answer selected on the second question. The questions from no. 3 - 14 are open questions,
here some detailed and precise information needed to be collected, however it can vary too
much, therefore it is impossible to propose any exact answers on the questions. All questions
except question no. 2.1, 3, 10, and 12 are required for answer. Exceptional questions are
optional, because there is a consideration that the observed organisations might not to have
systematic information to response.

The questionnaire for the ministries survey were adapted from the questionnaire used for
the survey in PA before by the authors of the present paper (Voronchuk and Starineca, 2015).
The survey consisted of two parts. The first part of the questions aims to explorer popularity of

the competences needed to the ministries employees depending on their level of education (e.g.
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if the ministry provides positions mainly for the bachelor study programs graduates as the
minimum criteria by education, they analyse the competences that are related to these
positions). Twenty-eight competences proposed for the evaluation were defined within Tuning
— PA project (2014) that is supported by the European Association for Public Administration
Accreditation (EAPAA), the Network of Institutes and Schools of Public Administration in
Central and Eastern Europe (NISPAcee), and the European Group for Public Administration
(EGPA). The list of the competences was spread during NISPAcee annual conference in May
2014 (Voronchuk and Starineca, 2015).

The second part of the questions aims to collect information on the ministries (e.g. number
of employees - all vs young employees, average age of the employees, etc.) and identify topics
of the training that the organisation is interested in, if any.

Before the survey data collected presentation, the author of the present paper summarizes
information on public administration competences. In case of Latvia, the document that
summarizes the information on the public administration organisations employees’ assessment
(Ministru kabinets, 2012) was chosen as a resource of information on the PA employees’
competences. First, the competences and the groups were summarized. There are six groups,
namely (Ministru kabinets, 2012):

e Communication and collaboration competences

e Thinking and problem solving competences

e Personal contribution competences

e Task and process management competences

¢ Heads competence [other managerial competences]

¢ Authority's values understanding.

The groups are too detailed that requires the certain approach to integrate these
competences into the evaluation system.

The direct public administration i.e. the Republic of Latvia as the initial public person
authorities (Saeima, 2002a) employees’ competences were split by positions groups in case of
Latvia (Appendix 19). The number of competences that could be assessed according to each
position groups is proposed, additionally there is a remark on the minimums number of the
competences from the list (Appendix 19) that needs to be assessed for each group.

The list of positional groups is also long in case of Latvia. Managerial positions are
splitter to three levels (Appendix 19). The weak point of the document analysed (Ministru
kabinets, 2012) is a lack of explanations on the positions that are included into each group.
However, another document (Saeima, 2009) have a list of 57 areas, where support function
performers act. The another document that have a list of the areas split by the position groups
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is the Competences Dictionary (VintiSa, 2011) that includes guidelines to the competence
model development.

The assessment results are summarized by spitting to five levels i.e. from the highest level
to the lowest one (Ministru kabinets, 2012):

e Excellent — higher than required

e VVery good — partly higher than required

e Good — meets requirements

¢ Needs to be improved/developed — partly meets the requirements

e Unsatisfactory — does not meet the requirements.

Developing the study program is important to focus on those competences that does not
meet the requirements (unsatisfactory) or/are partly meets the requirements (needs to be
improved/developed).

The survey conducted proposed to the personnel specialists from the ministries of the
Republic of Latvia to evaluate competences that were defined within Tuning — PA project
(2014) that is supported by the EAPAA, the NISPAcee, and the EGPA. The list of these 28
competences were confusing for a number of the respondent from the ministries, they
highlighted that these competences mainly are not relevant in their cases as they have their
competence models and a list of the competences that are more specific than general. The author
of the present dissertation grouped the list of 28 competences (Appendix 20) using the grouping
approach presented in the document analysed (Tuning-PA project, 2014; Ministru kabinets,
2012).

The majority of the competences is included into group 2 i.e. thinking and problem
solving competences. Just two competences out of 28 are included into each of the groups 3, 5
and 6. All the competences also could be determined to each PA positions groups as in
Appendix 19.

Some survey participants gave their proposed competences evaluation considering them
to positions that are provided for the majority of the ministries employees by the minimal
required level of education i.e. undergraduate (here — bachelor) and postgraduate (here
master’s). The data were analysed considering both median and mode meanings.

It should be noted that in general quite all ministries highlighted that the minimum
educational requirement is a higher degree that is relevant for the position. Six out of 11
ministries marked that the positions provided in the ministries are mainly for people with at
least bachelor degree. The highly evaluated competences by these group of the respondents are
(Appendix 21):
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¢ Make use of the theoretical knowledge of the PA-related disciplines to analyse and solve
problems in the public domain (group 2 — see the list above)

e Understand the disciplines dealing with public administration (group 2)

e Cooperating in multidisciplinary teams (group 1)

e Select and apply appropriate methods, techniques and tools to analyse and solve a
problem (group 2)

e Use the results of research for decision-making or policy proposals (group 3);

¢ Use methods and techniques of socio-scientific research, including statistics (group 2)

e Formulation advice to important stakeholders (group 1)

e Conduct applied research with regards to a given problem (group 2)

¢ Consideration of problems from different disciplinary perspectives (group 2)

e Incorporate public service ethics and public values (group 6)

e Communication with politicians, experts, citizens, and representatives of civil
organisations (group 1)

e Analyse and to solve problems from the perspective of third parties, particularly
politicians, professionals, citizens and representatives of civil organisations (group 2).

The top of the competences was defined by two criteria i.e. the mode should be 8, 9 or 10
and median meaning should be at least equal to 7.0 at the same time. In the case the thinking
and problem solving competences are the most important working in the six ministries
participated in the evaluation.

Using the same criteria, the list of top competences based on the survey data were created
in case of ministries that mainly provide positions for master’s study programs graduates. There
are only three out of 11 these kind of ministries. The top is (Appendix 22):

e Make use of the theoretical knowledge of the PA-related disciplines to analyse and solve
problems in the public domain (group 2)

e Cooperating in multidisciplinary teams (group 1).

Group 1 and 2 competences were the most important in both examined cases. It could be
concluded that the most important competences for the ministries employees are both from the
communication and collaboration competences group and thinking and problem solving
competences group. (Starineca and Voronchuk, 2016)

Some ministries have defined values or principles (from Code of Ethics), however among
such values as accountability, competence, continuity, cooperation, dignity, discipline,
efficiency, fairness and honesty, impartiality and independence, initiative, justice, loyalty,

openness, purposefulness, responsibility, quality; etc., the employees were not defined as a
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value. The ministries could work more on their EB development and focus on their employees’
treatment as the valuable organisational resource.

The ministries characteristics that could be defined based on the replies on the
questionnaire second part of the questions is presented further. On average, the ministries have
279 employees with about 3350 employees in total. The average age of the ministries
employees is from 34 to 50 years. From 18 up to 83% of the ministry employees are young
ones (up to 36 years old). It depends on the area of the ministry activity and it popularity among
younger and older specialists in Latvia. For example, if the area of the ministry activity is related
to the social sciences than it has the younger employees, because social sciences are more
popular among students, there are many social sciences study programs graduates each last year
(Starineca and Voronchuk, 2015b; Starineca and VVoronchuk, 2016).

The ministries employees’ turnover is not that high as only from three to 30 positions are
vacant in each of the ministries per year. These positions attract also young specialists (up to
36 years old) in some cases the proportion of younger and older applicants is equal, in some
cases it is up to 85%. This also could be explained by the field of the ministry activity and
employer brand of the ministry.

The ministries representatives described also the HRRS process activities. All of them
mentioned different steps of the process. Some were concentrated on the process before the
selection activities implementation, some of them were focused only on selection activities or
methods applied. The logical full HRRS process (see section 1.2) could be reflected only
summing up all activities that were mentioned by all respondents. The summary is based on the
respondents’ answers:

1. HR planning
HRRS commission creation
Job specification identification
Selection criteria development
Internal or external recruitment (publication of job advertisement)

Preselection

Applications analysis

O N o g B~ WD

Pre-selected candidates’ competences examination
8.1. Tests, assignment
8.2. Selection interview (structured)
9. Interview results summary

10. Decision-making based on the interview results
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11. Starting of working relations with the successful candidates or conclusion of the
process without any [positive] result.

The respondents, who are HR departments heads or employees from the ministries,
perceive the ministries’ (they are working for) HRRS process differently, emphasizing different
steps of the process. If they filled in the questionnaire responsibly, the HRRS process
description given could mean their weak proficiency or competence in the field or superficial
approach to human resource recruitment and selection process in the ministries.

To test a part of the research hypothesis, the author continued the empirical study
conducting a structured phone interviews (the questionnaire layout is in Appendix 23)
questioning personal specialists of the direct public administration institutions of Latvia and
semi-structured in-depth interviews with public administration experts from Latvia (the list of
questions is in Appendix 24).

The organisations for the phone interviews were selected randomly from the list of the
direct public administration institutions i.e. the ministries and the state chancellery subordinate
institutions excluding museums, police and non-administrative military institutions, education
institutions and libraries. The list was retrieved from the direct administration institutions online
database (Valsts kanceleja, 2016) on August 2, 2016. Out of 155 subordinate institutions were
selected 80 valid (Appendix 25) for the study by the mentioned criteria — this is a population of
the study. The sample type is random. With 99.00% confidence level, the sample size was
defined as 50, margin of error is 11.20%. Using MS Excel random tool, 50 institutions
(Appendix 26) were selected for the study sample, 25 of them are oversight authorities and 25
of them are subordinate institutions under the authority and control of higher level institutions
(the ministries and the State Chancellery of Latvia). On average, the organisations replied have
241 employees with about 8703 employees in total.

The experts were selected based on few criteria namely, more than 3 years of experience
in public administration, currently or recently working in a public administration organisation
in Latvia, an alumnus/alumna of the Public Administration or relevant study program from any
of the university of Latvia (Appendix 27).

The author compared answers collected through all three surveys conducted to highlight
peculiarities of the HRRS process in public sector in Latvia as well as outline the possible
process improvements directions identified by the experts (Appendix 28).

The most popular the vacant positions appearance reason mentioned by both
representatives of the ministries and other public organisations from the sample is law/non-

competitive salary comparing with salaries offered by some private sector organisations.
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While a majority of the ministries and other public organisations from the sample admits
that there is no any preference for the job candidates with education in public administration
comparing to the candidates with education in business administration, the experts give some
arguments supporting the idea that such a preference could take place. People working in public
administration need to have a general understanding and knowledge about public administration
etc.

In the list of the requirement to the candidates independently from a position i.e. equal to
all employees the representatives of ministries and other public administration organisations
from the sample as well as experts mentioned few common competences such as teamwork,
communication, analytical thinking and other requirements e.g. ability working with office
computer software, language skills, higher education. However, in some cases, the
requirements mentioned were too specific i.e. relevant only for the certain organisation’s
employees. Requirements mentioned for the officials in the State Civil Service Law (Saeima,
2000) e.g. be a citizen of the Republic of Latvia, be able to use Latvian language, have a higher
(tertiary) education, be under the retirement age according to the law (the public sector
organisations job advertisements often have mention only this requirement in the requirements
section (Voronchuk and Starineca, 2014) etc. could be confusing for many job seekers as it
requires additional work namely to find the document and read the list of the requirement
(Ridzina, 2006) that could be a factor, why young inpatient job seekers could refuse to consider
such a job offer as they might get used to be served i.e. get necessary information just right
away).

Majority of both ministries and other public administration organisations from the sample
has competences models (own or proposed by the state chancellery). Based on the results of all
three surveys, it is undoubtable that competence model is successfully implemented by the
organisation for performance appraisal and HR selection, however, the experts highlighted also
other processes for effective competence model application e.g. HR planning, employees’
development and promotion etc. The experts also gave comments on the current implementation
of the competence model in public administration organisations. The competences evaluation
system (NEVIS) is evaluated quite positive as a useful try to apply a rational tool for such a
process, however, some risks were outlined. For example, some experts mentioned that the
system could be improved as it is quite complicated for usage and might arise formal attitude
to its compulsory application using its potential just partly. From 2017, all public organisations
of Latvia will use a new job description form that presumes application of competences

describing each position.
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The public administration organisations representatives responsible for HR affairs
highlighted some issues of the human resource recruitment and selection process. One of them
is connected to the applicants’ disrespect of the organisations as employers as they might accept
invitation to the job interview, but do not show up without any notice. Sometimes, the applicants
are not qualified for the position, but still apply for it, or the candidates are not enough
professional for the certain position, so the vacant positions are active for a long time as it is
difficult to find and select the appropriate specialists.

All ministries representatives (twelve) and 86.1% of the public administration
organisations from the sample participated in the survey confirmed that the induction training
is provided for the newly hired employees. In addition, all ministries and other public
administration organisations [from the sample participated in the survey] representatives
marked that they provide various kinds of training for their employees, namely external and
internal seminars, workshops, training. Only few ministries and PA organisations cover (mainly
partly according to the law) bachelor or master’s studies fees for their employees. Assuming
that professional development activities are defined based on the personnel assessment results
using competence model, the list of the training topics mentioned is a subject of the PA study
programs developers’ attention. The list of the actual training and other professional
development activities topics for the ministries is:

« Accounting - applied professional competence

* Foreign languages (mostly English and French; in few cases Italian, Spain according to
the necessity and Estonian, German and Russian in case of other public administration
organisations from the sample) - communication and collaboration competence

* HRM - heads competence

* Public speaking — communication and collaboration competence

» Taxes - applied professional competence

« Technique of laws and regulations development- task and process management etc.

Other PA organisations from the sample mentioned as the most popular topics HRM,
accounting and taxes (Appendix 28), also mentioned communication, IT, project management,
safety of workplace, work administration, human right and other legislation topics,
presentation skills, prevention of corruption, work with clients etc.

The field of the ministries and other public administration organisations competence
various a lot, therefore, the majority of their employees needs to have many different specific
competences rather than focus on general ones that can be likely developed during the formal
public administration studies at the tertiary education institutions. However, communication

and collaboration competences as well as analytical thinking and problem solving competences
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are those general competences that are important fulfilling jobs in the ministries and other
public administration organisations of the Republic of Latvia and can be developed during the
studies. Focusing on the certain competences from those two groups, the suggestion could be
to propose the public administration study programs for the PA organisations’ employees. In
case of Latvia, there are only master’s PA or related study programs accredited. In the beginning
of 2016, only two universities in Riga had students (24 in total), who are studying on the regular
bases and one with students, who are studying online. Only one university that propose the PA
related study program is located outside Riga in Daugavpils (Starineca, 2016). On average, the
experts evaluated usefulness of the PA study programs for public administration quite positive
giving 7.29 points (using 10-point scale, where 1 means ‘completely meaningless’ and 10
means ‘extremely useful’). However, they mentioned that the programs should be developed
and actualized i.e. subjects should be updated and completed by today actual content (methods,
approaches e.g. of budget management). Majority of the experts also noted that undergraduate
public administration study program might be useful in Latvia as it would give fundamental
knowledge of public administration (structure and processes) and will help to create a new
generation of professional public administration. However, there is a risk that undergraduate
students will not be confident in their study program choice, therefore, it will be more beneficial
for them to choose any other program that will help them to adapt to the labour market later.

As the PA popularity of the study programs is quite low because of number of reasons
(the observed organisations for instance are not active supporting their employees’ formal
studies and rather provide different kind of training or seminars; degree in PA in the most
observed cases will not bring additional value to the ministries vacant positions candidates
during the selection process), the content of the study programs needs to be adapted to the
potential students’ to be attractive for them. (Starineca and Voronchuk, 2016)

Organisations have a choice: try to recruit and select an employer that will maximally
correspond to the requirements of the organisation or select the best of the less suitable
candidates on the vacant position. In the last case, organisations might consider to invest into
the new employed person’s professional development. Even the selected candidate quite
perfectly suits to the position and organisation, most probably it was easy to get one, because
of the certain developed skills of the current employees that are directly or indirectly involved
into the human resource recruitment and selection process.

A term ‘corporate brand’ is clear enough for organisation managers and executives,
however, such a term as employer brand has appeared not so long time ago among practitioners
in Latvia. Private sector, especially middle and large international companies on Latvian market

implement the employer brand creation and development practices, however, in terms of
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retention and new employees’ attraction EB creation and development is an important strategic
activity. (Voronchuk and Starineca, 2014, p. 3; Starineca and Voronchuk, 2014) New state
service law presumes creation of public administration as a single employer (State Chancellery,
2014), however, it is rather focused on new legal framework than on employer brand context.

Based on previous author’ research (Starineca, 2014), the author can conclude that there
IS a problem of attracting young specialist for administrative work in the public sector
organisations. Unemployment itself including unemployment among young people is an issue
in many EU countries. Therefore, attraction and recruitment of new employees for the public
sector organisations should be conscious. Young specialists that are mainly generation Y
representatives have their own requirement to the potential employers. One of the criteria
important making decisions on choosing the potential employer is offer of further development
and educative programmes provided for the employees. (Starineca, 2014) The popularity on
labour market in case of Latvia and some other countries has so called socially responsible
organisations. In the private sector implementation of CSR is a sign of a good reputation and a
positive EB for the potential employees. There are also some public sector organisations that
assumed to be called as SR organisations in Latvia.

There are several rating of employers by different criteria (CV-Online, 2016, CV Market,
2016) in Latvia, one of them are popular for last 6 years (quit from the date of establishment) —
sustainability index. It sets objective criteria for the community as well as public and
non-governmental organisations. Another purpose of the initiative is to ‘praise and support the
enterprises contributing to the long-term sustainability of Latvian economy, environment, and
society’ (Sustainability Index, 2010-2014). Public organisations are assumed to be a priori
socially responsible by nature of activity, however, within this dissertation, the author is
focusing on SR as on organisation’s internal factor that might influence human resource
recruitment and selection and is a managerial policy.

There are EB creation activities examined in seven socially responsible organisations
from public sector in Latvia. SR organisations were chosen based on Sl results for the year
2013. This overview helps to understand what kind of extra activities socially responsible public
sector organisations in Latvia implement creating their EBs, i.e., what them differ from the
classical models that are proposed by theoreticians.

Further seven organisations from public sector included into the sustainability index
rating in 2013 are examined by some elements (see section 1.2) of EB creation and development
(Appendix 29). Organisations Web pages and all provided documents there are used as a source
of information (date of information collection is March 15, 2014); therefore, some internal

factors could not be evaluated as the information on them is not published on the Web pages.
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Appendix 29 gives information on each examined organisation by some seven selected EB
creation and development elements (characteristics groups) that are implemented by these
organisations, however, the author should admit that some elements are not fully explored as
organisations do not publish information on them on their Web pages.

Characterising current employees, almost all organisations mention only managers or
executives’ profiles, however they do not offer a description of their employees. Totally there
Is a weak public expression of EB creation and development activities on the SR public sector
organisations in Latvia. Even they have high value of Sl they do not express the results of their
activities publicly much enough. Examined organisations mostly focus on their products
description and their Web pages are mostly a communication tool for their clients and partners
not employees or potential employees. They write about their employer reputation (90.5%) and
organisational characteristic (66.7%) rather than on remuneration and advancement for
employees (9.5%) or culture of the organisation (17%). Most probably they have not any
challenges with new employees’ attraction or they have a high employee retention rate, as well
they might have internal communication tools to spread information among their current
employees, some organisations are city level small organisations (e.g. Daugavpils siltumtikli
(2013) employs only 20 people), therefore they do not use external environment to positioning
them as employees.

Social responsibility itself as well as employer brand’s creation in the public sector
organisations are quite new initiatives in Latvia and some other European countries, public
sector employees, managers, executives should be educated on these topics (Voronchuk and
Starineca, 2014, pp. 1-2; Starineca and Voronchuk, 2014). Totally there is a weak public
expression of EB creation and development activities on the SR public organisation in Latvia.
Even they have high value of Sl they do not express the results of their activities publicly
enough. Examined organisations mostly focus on their products description and their Web
pages are mostly a tool for communication with their clients and partners not current or potential
employees. Besides some organisations are small city level organisations. (Voronchuk and
Starineca, 2014, p. 14)

Employer brand is an important tool to establish and maintain relationships with potential
employees (e.g. job seekers). One big group of them currently are generation Y representatives,
who has their own peculiarities. It is important to get acquainted with this stakeholders’ group
to understand, what kind information could be used and how to improve employer brand and
consequently young job seekers attraction to the vacant positions in public administration

organisations.
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This section helped to support a part of the dissertation hypothesis i.e. there are
peculiarities of human resource recruitment and selection in public administration organisations
of Latvia that influence human resource recruitment and selection process, as well as support a
thesis of the dissertation: public administration organisations of Latvia need to improve their
employer brand to seek successful human resource recruitment and selection process. The next
section will provide summary of one more survey that helped to test the second part of the
dissertation hypothesis.

2.3.  Stakeholders of public administration organisations within human resource

recruitment and selection: case of Latvia, Lithuania and Spain

One of PA organisations’ stakeholder within human resource recruitment and selection
could be generation Y representatives as job seekers and the organisations employees.
Potentially, public administration organisations job seekers are those young people (generation
Y representatives), who have already been studying or have earned a degree in Public
Administration/Management. Therefore, the author of the present dissertation collected data on
accredited Public Administration/Management and other related study programs in some EU
countries. The countries for the survey were selected based on a number of criteria, namely
youth unemployment rate, cultural aspects based on the Lewis model (Lewis, 2006, p.42), age
requirements to entrance of tertiary education institutions and requirements to entrance a job in
a PA organisation, attainability. As Latvia was the main country to explore, other countries
were also selected based on geographical distribution i.e. close to Latvia country from the EU
and a one that is located far away from Latvia. Three countries were selected finally — Latvia,
Lithuania and Spain.

Reflection of the selected countries cases is based on the specially developed survey. The
questionnaires (Appendix 30, Appendix 63) were adapted to each country’s respondents.
Population definition is based on the knowledge economy aspects, defined object of the study
and international statistical norms as well as Latvian laws. The population of the research is
defined as higher (tertiary) education institutions’ students (I1st and 2nd level professional
higher education, bachelor, and master’s i.e. graduate and postgraduate students) from the
programs of Public Administration/Management or other related study programs in age from
18 until 24 years. Knowledge economy concept influenced a choice of young people in the
population. Knowledge economy presumes the tendency of society to the knowledge including
formal education. In Latvia at the beginning of the academic year 2013/2014 there were 89 671
students that is 4.43% of all Latvian inhabitants (LR Centralas statistikas parvalde, 2014b).
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62.93% (56 430) of that students were young people in age from 18 till 24 years (LR Centralas
statistikas parvalde, 2014a). From 1998 till 2013 344 236 students got qualification or degree.
Despite of demographic and economic issues since 2002 the number of higher education
institutions’ graduates is about 20 thousand each year (LR Centralas statistikas parvalde,
2014d). It was important to include into the research population students and people with higher
education assuming that some of them can be both students and higher education institutions’
graduates i.e., who are earning their second or higher level degree.

The age framework of the population was defined according to some considerations
(Appendix 31). According to the education system in Latvia young people can enter higher
educational institution from the age 18 not 19 as the Cabinet of Ministers (Ministru kabinets,
2013) defines it, if a children went to school at age of six not seven as it is assumed. It is possible
to enter school at age of six.

According to the education system in Latvia young people can enter higher educational
institution from the age 18 not 19 as the Cabinet of Ministers (Ministru kabinets, 2013) defines
it, if a children went to school at age of six not seven as it is assumed. It is possible to enter
school at age of six. International methodology of statistics presumes that young people are at
the age from 15 until 24 years (Vinkele, 2013). The author highlights that this defined group do
not represent the relevant and real situation, when presenting data about the youth employment.
In addition, the Central Statistical Bureau of Latvia -CSBL (LR Centralas statistikas parvalde,
2014a) presents at their informative overview that young people under 18 are unemployed,
because they are studying, that proves the Latvian society transition to the knowledge economy.
Therefore, it is pointless to include youth younger than 18 years as they are not the fully engaged
into the labour market processes. The objective of the study also supports this consideration as
the author focuses on students of higher education institutions and their graduates only. The
youngest higher education institutions’ students at each educational level in Latvia can be at
the age from 19 until 25.

The most realistic approach to reach higher educational institutions’ students is to
approach them directly during the studies. Online questionnaire approach was also used
spreading questionnaires among the universities. The program directors were contacting and
the face-to-face meeting with students were organised or a link to the questionnaires to the
certain study programs students was sent. Majority of the education institutions prefer to spread
the link to the online questionnaire to the students as ‘youth from the defined population
represent the most technically savvy generation ever, millennials are already transforming the

workplace through their extensive use of the Internet and social media for communication
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(Ferri-Reed, 2013)’ (Starineca and Voronchuk, 2015a) besides the respondents did not have a
limited time pressure and could return to the questionnaire filling saving the draft results online.

The questions that the author formulates depend on the author’s survey objectives i.e.
check the students from the population attitude to the main aspects of employer branding, social
responsibility, sustainability index as well as structure and content of the job advertisements
(that were defined and analysed within section 1 and 2 of the present dissertation. Further, the
author of the dissertation explains a role of each question from the questionnaire developed.
The author mainly would like to check the background of the respondents from the population
to find out what kind of specialists are on the labour market. It will help to understand the risk
of some industries that need to ‘refresh’ their staffs. The questionnaire begins the introduction
that includes information on the reason to participate into the survey and the survey purpose,
survey results further usage plans and terms, as well as clear instruction on the questionnaire
filling in.

The first block of questions is about the respondents’ habits on searching for a job. This
section helps to collect data that characterises youth from the set population as job seekers,
inquiring some there as job seekers peculiarities. One of the first questions is about the aspects
that are important for young job seekers with higher education choosing an employer from the
three main aspects that have been already studied by the author: Employer Brand, Social
Responsibility, and Employers’ Ratings (Voronchuk and Starineca, 2014, 2014a; Voronchuk
and Starineca, 2014a; Starineca and Voronchuk, 2014). All these three issues are
interconnected. The respondent needs to assess each aspect using 10-point scale, where 1 is not
absolutely important and 10 is important very much. 10-point scale is used along the entire
questionnaire, where the respondent needs to evaluate something by the importance.

The next question is on the regular (usual) sources that the respondents use searching for
a job. The author uses check boxes to let the respondents select one or more options.

The author also asks the respondents additionally to point out, what kind of job search
engines they use, if they checked that they use any, answering on the previous question. The
next question is based on the previous the author’s studies results that highlight some aspects
that usually are lacking in the Latvian public administrative organisations’ job advertisements
(Starineca, 2014a; Voronchuk and Starineca, 2014). The respondents need to assess; how
different kind of information is important for them to consider applying for an offered position
using 10-point scale. The answers on this question will help the author to identify disadvantages
of administrative public organisations’ job advertisements, if they lack of any information that
is highly important for the respondents. The last question in this section inquires, do the Latvian

youth from the set population like to work for a private sector organisation or rather for one
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from the public sector. This is a multiple-choice question. This question’s answers will reflect
the Latvian youth orientation to the employers from the one particular sector currently.

The block of the personal information on the gender, age, place of living, occupation, and
education background finish the questionnaire. The author also clarifies the field of study of the
students from the sample and field of work of the employed students and graduates. This is a
multiple-choice question. The answer’s options are collected according the author’s previous
research and or are based on the researchers and study results of other researchers or
organisations mentioned before in this article. There are few questions for the currently
employed respondents splitting them into two groups — who work on the position according to
their professional background and who are working in the other sphere. One question requires
answering, if the respondent would like to change his/her current working place. The scale
proposed for the answering on this question is from undoubtable no, rather no, I have never
thought about it before until rather yes, and undoubtable yes. It will help to check the Latvian
Generation Y employees’ characteristics. It states in the scientific and popular-scientific
literature that generation Y representatives are not loyal to their employees and easily change
working places, if they are not satisfied with the current one. Therefore, the next question
clarifies how the respondents are satisfied with the current employer. Answering on the question
the respondents may use the assessment scale from undoubtable unsatisfied until satisfied very
much.

There is also an additional question for those, who are working with a public organisation.
Here the author inquires the motivation of the public sector organisations young employees to
work for their employers (it is an open question that asks to mention at least two impetuses or
reasons of the choice). The author also checks, if the respondents know about professional
development and learning activities proposed by their employers and what kind of them are
proposed, if any (e.g., external or internal seminars, workshops, training, etc.). It is a checkbox
question. The author also clarifies, if this group of respondents have specific education on
Public administration or any other. The questionnaire consists of fourteen sets of questions. The
questionnaire is quite detailed and long for those, who are either some students, employees, and
work for public organisation. Not all respondents need to answer all questions.

The author could not check what kind of requirements Latvian young people from the
defined population have to their potential employers; evaluate their motivation to work for
public organisations in Latvia; and inquire the main aspects that they pay attention on and that
are important for them considering on application for a vacant position in an organisation.

However, the author expects to have some from the list that was defined out of previous research
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(Voronchuk and Starineca, 2014), they are also included as a checkbox answers in the
developed questionnaire.

The main risks that the author can already define are migration of the local educated
workforce, a necessity to out-source some specialists from different areas. Lack of specialists
in some areas causes a need of employees out-sourcing or liaising (it is questionable, if Latvian
organisations will be ready to attract specialists from abroad). There could be a risk that young
specialists can manipulate some areas organisations. It arises a questions ‘Could they force it;
won’t it arise a new macroeconomic challenges?” Organisations could need to raise some costs
on their employees that can influence many macro-economic issues and cause the economy and
economic instability again. (Starineca and Voronchuk, 2015a, pp. 201-205)

Table 2.3
Description of the quantitative survey sample

The case | Case of Latvia | Case of Lithuania Case of Spain

General population | 5 universities 6 universities 21 universities
50+ students 1062+ students 1084+ students

Assessable population | 3 universities 6 universities 19 universities
50 students 1062+ students 1084+ students

Convenience sample | 3 universities 6 universities 19 universities
50 students 1602+ students 1084+ students

Usable sample | 3 universities 5 universities 7 universities

50 students 1602 students 1084 students

Response rate 58.00% 4.37% 2.77%
Final number of respondents 29 students 70 students 30 students

To describe the survey sample, the author of the present paper summarized all available
data on the universities and a number of PA study programs students from Latvia, Lithuania
and Spain (Table 2.3). The data was collected through the WEB search and the university
administration direct approach. The general population of students is exactly unknown as it was
quite impossible to retrieve data on the number of students as the administration responsible for
the relevant study programs were not responsive. Therefore, the numbers presented reflect only
known data that the author of the present dissertation managed to get. Assessable population
calculation is based on the universities attainability and presents of the full-time students, who
were enrolled into the PA study programs from the general sample. Some universities provide
only online programs; hence they were excluded from the general population. Convenience
sample was applied. Usable sample depended on number of universities that agreed to allow
the author of the present dissertation to question their students or send the link to the online
questionnaire to the students from the certain programs selected.

Before the survey implementation the pilot surveys in each country were conducted, and

the questionnaires were adjusted based on the respondents’ comments.
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Before the overview of the generation Y representatives from Spain survey results, the
author of the present dissertation reflects on the problems relevant for Latvia and Spain based
on the research results (Alonso and Clifton, 2013). The research included the survey of ‘321 all
high level public sector executives who in their respective positions can be expected to be
involved in public administration reform processes’ from all central government ministries and
agencies (Alonso and Clifton, 2013, pp. 4-5). 72.31% of respondents are of an age between 36-
55 years, with another 20.86% being aged between 56-65 years. 5% of the Spanish respondents
are under 35 (Alonso and Clifton, 2013, p. 14). Itis clear that the age of PA executives is mainly
above 36. Quite the same situation is in Latvia in case of the ministries employees (section 2.2).
About 61% of the respondents of the research have a university degree only at Bachelor level,
‘which may reflect a below average education level of Spanish public sector executives’
(Alonso and Clifton, 2013, p. 14). The highest percentage of respondents comes from the field
of law (34.6%), the second popular education field from respondents was business,
management and economics (23.4%). Political science and public administration (9.4%) was
not that popular (Alonso and Clifton, 2013, p. 14). This research results reflect quite the same
situation that is Latvia. PA employees do not require to have education in PA, however, there
are still graduate and postgraduate study programs in Spain (Appendix 32) and quite large
amount of students enrolled in these programs.

There were five accredited Public Administration/Management or related study programs
provided by tertiary education institutions in Latvia in 2015. All programs are postgraduate
(Master’s). In academic year 2015/2016, only few universities had full-time students, namely
Daugavpils University, Riga Stradin$ University, Turiba University, the University of Latvia.
Turiba University provides the online studies; therefore, the students of Turiba University were
not included in the survey population. The University of Latvia had only second year students,
12 in total. There were 13 accredited Public Administration/Management or related study
programs provided by tertiary education institutions in Lithuania in 2015 and 28 study programs
provided by tertiary education institutions in Spain in 2015. There are six graduate and seven
postgraduate programs in case of Lithuania and 17 graduate and 11 postgraduate programs in
case of Spain (Appendix 32). Responses were received from four education institutions from
Lithuania and only three education institutions from Spain.

The summary of the respondents and their age is available in Appendix 33. In case of
Latvia, the majority of respondents is older than 24, it could be explained by the fact that there
are only postgraduate PA and related study programs in Latvia. Majority of the respondents is
female (Table 2.4). Postgraduate students mainly are employed, majority of the students from

Latvia is employed in public sector (by public administration organisation). Majority of
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graduate students employed works for private sector organisations. This might be explained by
the fact that it is easier to be employed by a private organisation while earning the first degree
(on bachelor level), for some graduate students it is necessary to be able to cover the studies
loan or ensure life during studies (especially in case of studies outside the hometown). It is
curious that majority of respondents from both Lithuania and Spain are studying Public
Administration, but prefer to work for a private sector organisation. It is a dissonance in career
development path i.e. a question arises: ‘Why do these students decided to study Public
Administration?” This might reflect the respondents’ uncertainty about the field of studies and

of preferred and attainable field of work.

Table 2.4
Description of the survey respondents (Created by the author based on the survey data)
Level of studies Postgraduate Graduate
Country | Latvia | Lithuania | Spain | Lithuania | Spain
Total number of students | 25 14 2 39 24
Female | 21 12 2 28 13
Male 4 2 0 11 11
Employed in public sector | 17 2 0 2 3
Employed in private sector 6 7 1 13 6
Would like to be employed by a public 17 5 1 21 13
sector
Would like to be employed by a private 3 8 1 18 11
sector

The author of the present dissertation made a two-tailed T-test using the Student
distribution, as a number of variables is small, to test three statistical hypotheses (Appendix
34):

1. There is a significant statistical difference between mean values of responses
given by two age groups of responses in case of Latvia (the first age group — the students in age
up to 25, the second age group — the students in age from 25 years)

2. There is a significant statistical difference between mean values of responses
given by respondents from different countries (Latvia, Lithuania, Spain); the responses were
compered separately by each studies level

3. There is a significant statistical difference between mean values of responses
given by respondents from different studies level (graduate and postgraduate).

The statistical significance of the mean values varies from question to question. In some
cases, there is a significant statistical difference between mean values given by students of
different age groups (in case of Latvia), different studies level or from different countries,

however, sometimes it is random.
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Summarizing the responses, it is possible to consider that the most important social
responsibility principle for the respondents — students of the graduate programs from all
countries is respect for human rights (Appendix 35). However, the undergraduate students
highly evaluated also accountability and transparency. These results could also illustrate
opinion of respondents on local employers’ problems and respondents’ values as employees. In
general, all principles were evaluated quite high on average by all respondents (7.00 points is a
minimal average value).

The respondents were also evaluating areas used by the Sustainability Index organizations
evaluation i.e. organization activity in the certain area by importance considering on a future
employer (Appendix 36). The respondents on average evaluated all these areas high i.e. 7.38
points is a minimal average value. All three countries respondents on average as the most
important aspect evaluated work environment. It is naturally as it is directly connected to the
work conditions and motivating factors on the workplace.

The most important employer brand element (Appendix 37) considering on a future
employer on average for quite all respondents is working environment. The respondents from
different studies levels and countries also emphasized a specific offer of the employer
connected to professional development and life-long learning possibilities offered by the
employer for the employees as well as other beneficial offers (what organisation offers for
employees, rewards and recognition, learning and development, job opportunities, job learning
opportunities, advancement opportunities).

To consider on working for the certain employer, the respondents would rather ignore the
employer inclusion in different kind of recognized ratings, as it is still the least crucial factor
for them choosing the future employer (Appendix 38), while future employers socially
responsible behaviour as well as a positive employer brand could motivate the respondents
more to choose the organisation to work for.

The respondents noted as the top areas preferred for work public administration and
security, compulsory social insurance. Other top alternatives mentioned by different groups of
respondents are accommodation and catering services, administrative and support service
activities, education, information and communication (Appendix 39).

The respondents, who are working in the public organisation, have different opinions on
consideration about changing their work in next three years (Figure 2.1). However, the majority

of them would like to change the work.
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Rather no
Definitely no 4.2%

12.5%

| have never
thought
about it
before
12.5%

Rather yes
50.0%

Definitely yes
20.8%

Figure 2.1 Working in the public organisations respondents’ consideration of changing
their work in next three years (Created by the author based on the survey data)
Figure 2.2 shows that career plans within the organisation are not directly connected with
satisfaction with the working place as the majority of the respondents working in the public

organisation are satisfied with the work there.

AveragelyDefinetely

satisfied unsatisfie szﬁi?ii ':j
8.3% 4.2% 25 0%

Rather
unsatisfied
16.7%

Satisfied
25.0%

Figure 2.2 Working in the public organisations respondents’ satisfaction with their
current working places (Created by the author based on the survey data)

In addition, the author of the present dissertation reflects the comparison on the
respondents’ opinion form all three countries on importance of the certain job advertisement
sections and information there considering about the application for the offered position. The
evaluation was different, some kinds of information the respondents evaluated quite law giving
4.50 points in average, some - really high giving 9.50 points on average (Appendix 40).
Preferred information for the respondents from all countries were job
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responsibilities/occupation objectives and working hours and place. In some cases, respondents
also evaluated highly offers for employee (e.g. motivational salary, active work environment,
etc.) and requirements for an applicant. For the respondents the least important information
from a job advertisement is logo of employer (5.821 points on average). Most probably they
might easily apply for the position not the employer based on the biases on the employer brand
that also proof that these respondents have a typical characteristic of the generation Y
representatives — they are not loyal to employer (Matthewman, 2011; Arste-Avotina and Liegis,
2013; Tulgan and Martin, 2001; Sheahan, 2006) they would rather find an interesting job
(Starineca, 2016). A job advertisement is not an advertisement of a product; therefore, the
offered position would not look more attractive for the survey respondents if it has a logo of the
employer on it especially taking into account that the respondents even could ignore the name
of the employer considering on application for an offered position.

For all countries’ respondents, salary is a top importance information from the job
advertisement offers section (Appendix 41). Other offers that were evaluated high on average
by various countries are career/professional growth possibilities, flexible working hours,
insurance, learning opportunities that is typical priorities of generation Y representatives
(Starineca, 2016).

Searching for a job, the top of the sources used by the survey respondents are job search
engines on advertisements’ portals, friends/relatives and particular organisations’ WEB pages
(Appendix 42). It is peculiar that all three countries respondents admitted that friend and

relatives in many cases are the job search sources.

Survey respondents have a number of commonalities and differences depending of the
country of origin. They are young students (except the students from Latvia, who are averagely
older, because the age that was excluded as criterion conducting the survey in Latvia). Some of
them are already employed, many of employed students are working for the public
organizations. It is possible to conclude that a part of the students connected their choice of the
study program with their plans on employability areas. However, there are students, who would
prefer to work in private sector in spite of studying PA or other relevant study area.

HR recruitment implementers might use this results as an evidence that generation Y
representatives have common characteristics and values as job seekers and employees. This
results will help to improve organization itself, developing its employer brand and external
positioning, manifestation and popularization of the certain characteristics and work results that

as a result will help to attract such young job seekers as the respondents are. (Starineca, 2016)
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Practitioners, however, will be more interested in the study finding that are connected to
the respondents’ preferences on employer. Particularly, it was defined that majority of PA
employees from the sample finds important their employers’ to respect human rights; from the
sustainability index point of view, respondents highlighted work environment as important
factor; salary is the main aspects that are the mostly important for all respondents among a
number of other employer offers to the employees. This reflects the some of the main
requirements to the employer that need to be considered developing and planning HRM
activities for the certain employees in public administration (Starineca, 2016a).

These sample of the respondents is a specific one a part of the respondents already work
in the public organisations in Riga region. This sample reflected peculiarities of the study
program students and some generation Y younger and older representatives from Latvia,
however, these data are not enough to make any conclusions on generation Y representatives
from the population (Starineca, 2016; Starineca, 2016; Starineca, 2016b).

The findings help to Lithuanian employers to adapt their job advertisement more
successful, when their goal is to attract mostly young specialists. The employers have an
opportunity to adapt their organizational environment and human resource management
activities to the peculiarities of the youngest generation employees. Lithuanian public sector
organizations could revise their employer brand focusing on young job seekers peculiarities. In
some cases, it will help to attractive for local youth and ensure their employment in Lithuania.

This research defines special characteristics of the students participated in the survey as
job seekers. This research connects organizational and state level issues helping to define
possible causes of them and manifests shared interests of both parties. The research shows some
aspects that could help to find possible solutions for organizations even to impact the youth
unemployment reduction in the country. (Starineca, 2015b)

It is curious that graduate PA programs students have preferences to work for the private
organisations that could show their non-confidence in getting job in public sector and
unconscious choice of the study program. As the majority of the postgraduate students already
works for the public sector organisations and is satisfied with the employers, they mainly like
to stay in the same sector. Hence, a part of the hypothesis of the present dissertation is supported
i.e. there are peculiarities of Latvian public administration organisations’ potential employees
(job seekers) that influence HRRS process. These peculiarities were identified towards the
results of the survey. Besides these peculiarities some external factors should be considered
implementing holistic human resource recruitment and selection. Few of these factors in case

of Latvia are discussed within the next section.
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2.4.  Organisation’s external factors interacted with human resource recruitment and

selection: case of Latvia

Since the 1990s Latvian public administration employees are not required to have
specialized education. Sometimes civil servants are lacking management skills or other soft and
hard skills, which are fundamentally important for carrying out administrative functions in the
public administration. Nowadays, it is possible to fill the gap using various opportunities, which
are provided by European professional development initiatives or develop education
programmes locally as well as create internal professional development possibilities within
public administration organisations.

In frames of this study the author of the present dissertation takes the assumption that
public sector employees are all officials, civil servants, staff and employees engaged in public
sector organisation activities and employed by these organisations. (Voron¢uka and Starineca,
2014)

In 2014, majority of the employed in the ministries of Latvia and their agencies was
employed by the ministry of Finance and its agencies. A top five of the most popular common
job families of the employed in Public Administration in Latvia consists of control of
individuals, information collection and analysis, customer service, policy implementation and
management of foreign finance tools. The majority of the vacancies in the public administration
organisations were in the same common job families except customer service (there were
vacancies in this common job family too, but less than in four other groups), besides in this top
was such a job family as physical and qualified work. The largest number of young employees
from 20 till 29 years were employed in such common job families as legal analysis, performance
control and services, information technologies as well as policy planning (Baltic Institute of...,
2015, pp. 75-77)

Employment in knowledge-based economy should go along with education i.e. the
students should strive for having a job according their background. The youth in Latvia graduate
from tertiary education institutions earning specializations in different fields. The most popular
ones from 2010 to 2013 were (Latvijas Republikas Centrala..., 2014, p. 28) Social sciences,
commerce and law, Health care and social welfare and Engineering, manufacturing and
construction.

Potentially these alumni may generate a supply in the mentioned field that could
potentially fill in the vacant positions in these fields. Potentially, the supply in the future can
generate also students that will graduate from tertiary education institutions. The rating of the

study fields’ biggest number of students accepted for at the tertiary education institutions in

93



Latvia from 2010 to 2014 were (Latvijas Republikas Centrala..., 2014, p. 27) Social sciences,
commerce and law, Engineering, manufacturing and construction and Health care and social
welfare.

These areas are the same as those that were popular among the graduates at the same
period. There are vacancies in these fields on the labour market (Appendix 43, Appendix 44),
however, it is hard to consider, if the graduates will be able to find the suitable ones at least
taking into account the factor that not all these vacancies presume job for tertiary education
institutions graduates.

Besides employees’ education, employers are usually requiring certain job experience
(Voronchuk and Starineca, 2014). Unfortunately, not all tertiary education institutions have
programs that presume professional experience of the students during the studies. Therefore, it
is more probable that youngest generation job seekers with appropriate education will not fully
match the Latvian labour market requirements. It is important to make a more detailed
evaluation of hard and soft skills etc. required by employers analysing labour market supply
and demand. (Starineca and VVoronchuk, 2015b, pp. 173-174)

For the empirical study job advertisements with vacancies in general government were
collected at the period of time from December 9th till 10th 2013. It is possible to find this kind
of advertisements published at Web sites of the State Employment Agency, CV MARKET,
Latvian Journal (Latvijas V&stnenis), Latvian Journal portal ‘ About the Law and the State’ (,,Par
likumu un valsti”’), CV-Online. In total there were 194 job advertisements, applied filter: ‘State
and public administration’ (from www.cv.lv in 2013). Only 73 (sample number) job
advertisements on vacancies from fields like administration, finances and law (namely
Accountant, Administration Rapporteur, Administrative Coordinator, Auditor, Customer
Service Specialist, Department Manager, Deputy Director/ Manager, Director, Employment
Organizer, Finance Analyst, Inspector, Judge, Lawyer, Legal Adviser, Legal Counsel,
Manager, PR specialist, Project Management, Senior officer, The Chief Clerk, The Chief
Finance Analyst, The Chief Lawyer, The Chief Legal Counsel, The Chief Procurement
Specialist, The Chief Specialist) were selected for the further analysis (the percentage ratio is
displayed in Appendix 45).

Almost all selected job advertisements origin is the official publication “Latvian Journal”.
The biggest part of the advertisements could not be included; because they cannot be
generalized (they are too specific): Assistant (6 advertisements), Associated professor (6),
Docent (25 advertisements; 31 vacancies), Docent in professional studies (4), Expert (1),
Leading researcher (17; 32), Lector (17; 18), Professor (13), Ranger (1), Researcher (17; 41),

Scientific assistant (7; 13), Senior expert (7); 117 advertisements in total. As the result the main
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requirements for the candidates were identified and analysed, the characteristic of the
advertisements’ structure was created.

Analysis of the job advertisements’ structure showed that the biggest part of the
employers develops their job advertisements quite similar (Appendix 46). For each defined
element of the job advertisement were given 1 point. The content of 69.86% job advertisements
is the following:

e Name of employer

e Introduction text and / or employer description

e Name of vacant position

¢ Requirements for an applicant

e Job responsibilities / occupation objectives

e Documents required for application

¢ Application instructions / competition description

¢ Working hours and place.

The sequent of the particular elements sometimes differ, e.g., some employers start with
requirements for an applicant and then mention job responsibilities or describe occupation
objectives, some — place these statements vice versa.

Sometimes the name of the position is given twice — at the heading and then at the
introduction text; and sometimes it is specified at the introduction text. This approach can be
both good and bad approach. For example, the heading of the advertisement states ‘Manager’,
some people will read this advertisement, because they are looking for a manager job, however,
managers’ positions could be too specific. Job seekers could react negatively after starting to
read advertisement under heading ‘Manager’ and become disappointed after a second realizing
that the employer needs a manager of a Legal Department with related education and
experience. Thus, it is important to think about the exact definition of the offered position at
the header part, e.g., highlight the key word graphically.

In the introduction text some employers are creative. They impress their spirit and outline
the feature, when others write just formal statements as, e.g., ‘Organisation X is searching for
a new employee to fill the vacant position of accountant’. Application instructions are
mentioned more often than full competition description. However, full competition procedure
description is valuable information for applicants, as they can be ready for exact selection
activities and are able to plan their own time and evaluate other job opportunities and offers.
Depending on template used working hours and place are mentioned at the beginning or at the

end, or mentioned twice — at the beginning and at the end.
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The author of the present dissertation pays attention on not so popular part of the analysed
of descriptions as ‘Offers’. It is applied only by 31.51% employers; however, it is not less
significant as other parts. Offers part presents some benefits and features that employee can
receive in return for his/her work for the particular organisation on the particular position.
Therefore, it could be the part that will attract potential employee attention and can have the
important role for the decision making process (i.e., candidate will decide, if he/she will apply
for the position right after reading the ‘Offers’ part). Of course, if employer cannot offer
something attractive, e.g., high salary, broad benefits package, opportunities for further
professional development and career growth, it would be better to skip the ‘Offers’ part to not
to scare potential candidates for the position.

There are some job advertisements from institutions of high educations that have poor
content. They do not include any information on the part of ‘requirements for the applicants’
neither on ‘job responsibilities’ part assuming that potential applicants know what kind of work
is offered. These advertisements do not have ‘offers’ part as well.

Structure of the majority of the job advertisements analysed is standardised: heading part,
body and footer part with contacts. 10.96% of employers put their logos at the header part. This
is useful if logo is unique and good remembering as well as well-known publicly and has good
associations (i.e., if the organisation has a positive employer brand). In case of public sector
organisations in Latvia few employers can use logos in their job advertisements as an
advantage. Mainly all of advertisements’ body parts were constructed using bullet points;
however, each bullet point could be expressed as long 2 or 3 lines sentence with brackets. This
form of writing is not reader-friendly.

The rational structure of the job advertisement can help attract suitable candidate for the
job position. Job advertisement needs to be defined the same as other advertisement of the
organisation. Job advertisement is a written communication tool that needs to send the right
message to the target audience. Therefore, the job advertisements analysed cannot be
characterized as ideal according to the structure. It is hard to evaluate them properly, because
the reasons of using or not using the exact possible parts of the job advertisement are not known.
The conclusion that can be done on this stage is: public sector employers use standardized
approach creating job advertisements. Some employers highlight the uniqueness and modernity
of the organisation; they have their own style of expressing requirements and describing
organisation itself. Job advertisements of these organisations are memorable.

Additionally, the author can note that some advertisements were not enough correct in
terms of discrimination. Job advertisements are in Latvian; Latvian language propose gender

differences of names of occupation. However, 47.95% positions still were written only in male
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forms, when other job advertisements proposed a vacancy for both male and female
representatives of the occupation. However, this detail sometimes was noticed only in the
introduction text, position in the heading was defined in male anyway. Sometimes even the
same employer’s advertisements were different — some of them propose positions only for male
candidates, sometimes for both male and female. So, it is not something usual, Latvian
employers still cannot accustom to correct language usage that can affect their employer brand
and number of applicants and potential employers. (Voronchuk and Starineca, 2014, pp. 421-
424)

From one hand, there is lack of young people with both appropriate education and
experience to fill in vacancies opened by public sector organisations (particularly public
administration). In addition, there is a slight mismatch of the youngest generation job seekers’
profile and requirements to the employees demanded by PA organisations. From another hand,
Public Administration organisations do not cooperate close with the state educational
institutions to correct the situation on the labour market. Nevertheless, there are public
administration organisations that neglect HR activities directly depended from them i.e. develop
weak job advertisements that most probably are not attractive for the young job seekers.

One of organisation’s approach recruiting and selecting HR could be connected to the
consideration of selecting a weaker candidate, but more suitable for the team and organisation’s
culture and values. Skills can be developed, knowledge can be gained, and experience can be
gotten. Therefore, organisations could decide to develop their selected candidate afterwards.
Training and professional development provided by employer is an important element for job
seekers and employees. Here the author focuses on possibilities of employees’ professional
formal and non-formal education.

Education public administration programs are created according to the occupation
standards and actualities — social and technological development. There are a lot of possibilities
to earn for instance Master degree in Public Administration or Management or take courses of
other related programmes. Public Administration programmes are developed in many schools
in Europe. Baltic States, France, Germany, Greece, Italy, Scandinavian countries’, The
Netherlands, UK, etc. schools and universities offer different Bachelor Master and Doctoral
programmes on the field (Radboud University Nijmegen, 2014; University of Vaasa, 2014,
Institute of Public Administration, 2014; Universitat Autonoma de Barcelona, 2014; University
Babes-Bolyai, 2014; Latvijas Universitate, 2009-2015).

Educational level of the employed in the public administration of Latvia on 30 November,
2014 is various, however, a large part of employed has academic or professional Master’s

degree (Baltic Institute of..., 2015, p. 74). The attention of the author is focused on the content
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of the Master programmes. The author checks if the requirements of occupational standards
(section 2.2) match the offer of the educational institutions. For this purpose, the author used
convenience sample of European schools and universities that offer public administration or
management master programmes and publish a list of courses in English or Latvian on their
Web sites. Eight this kind of programmes was chosen for the further analysis of the
programmes’ content (Appendix 47). The compulsory and optional courses are taken in the
range. According to the analysis there are three groups of related and common courses that are
the most popular at the range (Appendix 48):

e Public Administration/ Comparative Public Administration/ Research Traditions in
Public Administration/ Public Administration and Management Tools/ Communication in the
Public Administration/ Contemporary Public Management/ Public Management Risks and
Accountability/ Public Sector Management/ Public Management and Ethics/ Methodological
Seminar of Public Management

e Project Management/ Project Assessment

e Human Resource Management/ Public Human Resource Management/ Organisation
Human Resources and Management/ Managing Human Resources/ Personnel Management.

Each of these subjects is included in three or more programmes out of eight. Other courses
could be grouped to the groups by the key words Analysis, Communication & Information,
Development, Economics & Finance, Ethics, Government/ Governance, History and Culture,
Law, Management, Methods, Organisations, Planning, Policies, Research, and other.
Therefore, master programmes analysed can cover quite all public sector occupations standards
analysed (Appendix 49). Professional terms and record keeping requirements could not be
covered by offered courses within master programmes analysed.

Mentioned groups of courses exists because they are actual it is also proved by
occupational standards. These courses will help to gain knowledge on exact and social sciences
through the formal education. Unfortunately, not all public sector current employees will be
able to start study at University to broaden lack of knowledge in some fields that has been
developed for the last time.

Besides formal education the population of informal online education is increasing
nowadays. There are a lot of courses free of charge and for pay offered by different universities
around the world. These courses are usually called as Massive Open Online Courses (MOOC:s).
For instance, the education company Coursera (2014) offers 585 (on January 21 2014) different
MOOCs from 108 partner institutions in Arabic, Chinese, English, French, German, Italian,
Japanese, Portuguese, Russian, Spanish, Turkish, and Ukrainian. The author of the present

dissertation has checked what courses are offered for public sector professionals.
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There are some MOOCs provided by Coursera (2014) connected to the public disciplines
(Appendix 50). The MOOCs can also help to gain knowledge at the areas which are vital for
some public sector occupations. In addition, there are some more possibilities to educate HR.
Internal informal education experience sharing external educative events trainings and lifelong
education programmes. Latvian public sector employees can use European lifelong learning
programmes possibilities. For example, International formal and informal adult education can
be realizing through the Grundtvig lifelong education program (Valsts izglitibas attistibas...,
2014). Locally State Employment Agency (SEA) in Latvia realizes European Social Fund’s
project Lifelong learning activities for employees (Nodarbinatibas valsts agentiira, 2005).
Public institutions should only assess knowledge of their employees or identify the need of
exact their skills development. Afterwards employees can receive ESF resources to cover part
of expanses on education. ESF resources can get all employed people in Latvia (except civil
servants) at the age of 25 or older; who have received the last formal or informal education at
least one year before.

Employees can use receives ESF resources for example at Professional Education further
training and examination centre (PITEC) having choosing different kind of programmes (SIA
"Pitec”, 2015). These courses (Appendix 50) can fill the gap in formal education programmes
complementing them.

There are some possibilities to gain knowledge in many areas using different tools and
approaches from internal specially designed trainings till formal education at high schools.
Based on the analysis there are some important areas of explicit knowledge that public sector
employees should have:

e Communication (record-keeping, ethics, public speaking etc.)
e Computer Science

e Finance and Economics

e Professional ethics and Business etiquette

e Law and Legislation

e Project management

e Country language and foreign languages

e Labour relations and Occupational health and safety.

Knowledge in those areas can be improved constantly; however, it needs to have gotten
knowledge in long term memory gotten knowledge need to be used. Thus organisation
knowledge managers should identify relevance of the exact knowledge and plan professional
development of the employees taking in account personal learning style and experience of the

employees as well as organisational goals and needs.
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Porter (1998) mentioned that ‘old notion of comparative advantage less relevant. Instead
competitive advantage rests on making more productive use of inputs which requires continual
innovation.” In terms of public sector this idea can be interpreted as a need of continues
development, of lifelong learning of organisations’ employees to create competitive advantage
for the organisation. Becker et al. (2001) considered the employer's investment in staff training
and development is not just a profit-making tool but also a recruitment and retention tool. This
is especially important because the human capital as opposed to other types of capital doesn’t
belong to the organization but to the employees themselves. (Voronchuk and Starineca, 2014a,
pp. 175-176; Voronchuk and Starineca, 2015, pp. 5-8) Professional development possibilities
provided by employer usually improve the employer brand. Public Administration
organisations cannot directly change or manage external factors that interact with HRRS. They
can only influence them a little bit and have the certain impact on their change. Internal factors
can be managed by the organisations, therefore, the author of the present dissertation focuses

on some of them relevant within this dissertation within the next section.

2.5.  Organisation’s internal factors interacted with human resource recruitment and

selection: case of Latvia

Socially responsible organizations in Latvia are mostly at the beginning of the
implementation of the socially responsible approach. The SR organizations are striving for the
positive image creation and maintenance at external and internal organizational environment.
Therefore, socially responsible organizations’ activities influence employer brand’s
development (Starineca, 2014, p.9). All public administration subsectors can be taken into
account on the organisational level in frame of SR; however, the author is focused only on PA
organisations that are not connected with political decision-making system directly (Voronchuk
and Starineca, 2014a, p. 69). This section is partly devoted to social responsibility initiative in
Latvia analysing mostly nonfinancial public corporations (1.2.1, Table 2.1) from Sustainability
Index rating (mentioned in section 1.5), because they have an active participation in Sl
activities.

The author reflects the results of two past studies on public socially responsible
organisations in Latvia (Voronchuk and Starineca, 2014a; Starineca, 2015a). One of the
research task was to evaluate public organisations included in Sl rating by their activities
directed to sustainable development. This task fulfilment is based on publicly available
information from these organisations’ Web pages. This helps to define the organisations’

external expression of those activities that help them on the way to the sustainable development.
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Information will be taken from the Web pages’ sections on SR or sustainability. The main task
was to describe how many what kind of information these organisations have and write out all
SR activities by criteria of Sl (five main evaluation areas) — strategy, society, work
environment, market relations, and environment.

For the analysis were chosen only organisations from Sl rating in 2014 — 12 from 40
included: public sector organisations mostly SOE or municipality —owned enterprises (seven)
and the best example of private sector SR organisation from the rating in 2014 from platinum
group to have an overview on the best example from the private sector in Latvia. A list of
organisations analysed is in Appendix 51.

Analysed organisations activities were compared and sorted within the criteria group and
compared with the analysed private sector organisation activities. The outcome of the
comparison is a list of advices for other public sector organisation in Latvia that would like to
implement and express their SR.

The author summarized and analysed mentioned above organisations’ activities that they
implement and that are defined by them on their Web sites under the sections related to SR.
These kind of sections have such names as Corporate Sustainability (Aldaris, 2014), Corporate
Social Responsibility (Latvenergo, 2014), Good goals program (Latvijas Loto, 2000-2002), etc.
Some activities are not defined exactly according the experience rather defined in the
generalized forms as policies, priorities or principles, describing, what the organisations accepts
or not, on what kind of areas implement some activities. Organisations mix up corporate social
responsibility and social responsibility, do not understand the difference and use wrong terms
on their published documents and Web pages (e.g. Latvijas dzelzcels, 2011).

A lot of implemented activities are too specific — focuses on the main area/field of the
organisation activity, thus cannot be generalized and proposed to be taken into the account as a
good example for practice for many other especially public sector organisations. For example,
SJSC ‘Latvenergo’ adapt them on society and environment focused activities to energy and
energetics topics, JSC ‘Aldaris’ specializes on the alcoholic drinks production, therefore it tries
to communicate on some specific topics related to some issues that can be caused by alcohol
drinks usage, etc. However, all peculiar activities are on the environment and market relations
topics.

The author sorted activities by Sl five main evaluation areas and outlined (Appendix 52
and Appendix 53) only those of them that can be implemented by each other organisation that
does or would like to strive for sustainable development and be social responsible as well as
can be applicable for public organisations not specifying the nature of them (Table 2.1), except

some specific activities on environmental area (Appendix 53).
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Activities focused of environmental questions (Appendix 53) are mostly applicable for
manufacturing/production organisations rather administrative, service ones. However, a lot of
administrative and service organisations can make their small impact in daily activities to
classify their work more environmental friendly, e.g., moving to e-documentation system,
regularly evaluate opportunities to use renewable energy. These activities are real for
implementation in offices.

Some activities are already usual and regular for many organisations from the PS. Of
course many market relations activities are applicable only for corporative organisations such
as implementation of public benefit marketing (Appendix 52) or certify work according 1SO
14001 standard (Appendix 53).

Author can mark that both platinum group organisations are more detailed and structured
describing their SR activities on their Web pages. Information is provided under a specific
section in more than one language. Lower the Sl rating group level, less structured, clear and
differentiated information is provided.

JSC “Aldaris’ activities do not differ a lot by the range and content of other observed SI
rating platinum, gold and sometimes even silver group PS organisations. The difference is —
more clear and structured information expression. Also some activities are specific, i.e., adapted
to the specifics of the organisation working area. Other observed organisations also implement
some activities that are specific for their working area (energetics, logistics, education, etc.). Of
course working in lottery sphere or alcoholic drinks production companies are more sensitive
to exact type and range of social issues that can arise as the result of their activity, production
and service consumption.

All mentioned activities in Appendix 52 and Appendix 53 should be implemented after
the risk analysis and assessment by benefits and financial criteria. Decision on implementation
of this kind of activities or not, should be reasonable for the organisation and depends on its
financial, economic status and possibilities, availability of resources, official and legal status as
well as size in general. Provided list of activities is a good example of practices that can be used
by practitioners, if their organisations would like to join the group of SR implementers.

Obvious the goal of corporate and other public sector organisations is different. SR
approach is developed as CSR concept and is more relevant for corporate organisations;
therefore, it is natural that PS organisations that are included into Sl rating in Latvia and
participate in the competition are enterprises.

There could be some sceptics of SR approach as CSR in Latvia and worldwide. In spite

of them participation in the competition for being included into the S rating in Latvia is popular
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and organisations try to act according to social responsibility principles, they consider it
important for themselves and society in general sustainable development.

Participation in the competition for the recognized status of SR organisation in Latvia
(being included in to the Sl rating) is hard. It requires not only work on socially responsible
expression, but also devote time and other resources for self-assessment, for preparation (take
part in courses, be acquainted with requirements of the program, be ready to administrate, keep
records, report on socially responsible activities, etc.). Implementation of socially responsible
activities also requires to be disciplined, clear and be able to clarify motivate all employees to
follow the idea of a goodwill.

As it is seen from the summary of socially responsible activities that implement SR
organisations from the Sl rating in Latvia, quite all activities can be implemented by each public
sector organisation. Managers of the organisations can consider that actually it is easy, but time-
consuming. Author propose that this kind of activities become the usual and natural daily
activity of public sector organisations, however, organisations need to implement risk analysis,
assess benefits implementing these activities, evaluate financial, economic circumstances. It is
possible to forecast that many activities’ implementation is mostly beneficial and positively
impactful for the organisations and society sustainable development that is especially essential
for PS organisations.

Decision on being socially responsible organisation or not should be rational for the
organisation. In some cases, SR approach is not that relevant because of lack of possibilities to
devote time and resources in it, however, author believe that SR activity is going to become
usual and natural expression of many public sector organisations in future. (Voronchuk and
Starineca, 20144, pp. 71-75)

The second research was focused on SR and EB interaction. To analyse the external
expression of public organizations’ employer brand, the author of the dissertation selected 30
public administrative organizations of Latvia. The selection was based on the results of previous
research (Voronchuk and Starineca, 2014). Organizations were chosen from the list of public
organizations which were searching for new employees for administrative positions and on July
3, 2014 published their job advertisements on www.cv.lv. All job advertisements of the public
organizations were published on the portal (job search engine www.cv.lv, it is easy to retrieve
the job advertisements from this portal). Some of job advertisements were from municipal and
some from state organizations. The filter applied to the appropriate job advertisement selection
was “State and public administration”.

The results of this analysis were compared with the same analysis of ten socially

responsible public organizations that were included in the Latvian Sustainability Index in 2014.
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SR organizations were chosen because the organizational process is one of the evaluation sub-
criterion of Sl. Organizations that were included into the Sl rating were a priori the best
examples of organizational identity expression. (Sustainability Index, 2010-2014) All observed
organizations represented nonfinancial public sector (Table 2.1).

EB external expression analysis was mainly conducted by collecting information on
organizations’ values, their defined vision, mission and goals of organizations that was
available on the organizations’ Web sites. Nowadays for the job seekers, especially urban young
job seekers, the Web page of an organization is one of the most attainable and popular
information resources about the organization. Therefore, it was reasonable to choose exactly
this source to explore. Organizational processes (vision, mission, goals) are part of the
organizational characteristics, whereas organizational characteristics are one of the five EB mix
dimensions (Bondarouk et al., 2012).

The author reviewed the whole content of the Web pages to find any information that
discloses the organization’s definition, its offers to employees, organizational process (if at least
one of the components exists), vision, mission, goals, operational principles, Code of Ethics
and its full text.

The study is a subject to several limitations. Only Latvian public organizations are
examined for the exact short period defined by the set criteria. This decision was guided by
simplicity of filter and comparison of Latvian organizations, as there is a Sustainability Index
rating in Latvia. According to the requested data from the SEA, there were around 418
vacancies in Latvian public organizations for the first ten months in 2014, however only 30 and
only administrative organizations were observed. There was only one source of information
purposely used and only one EB element was purposely chosen for the observation.

The examined organizations are public sector organizations: administrative (all 30 from
the range), one administrative SR organization, one SR higher education institution, and eight
state-owned or municipal enterprises. All observed organizations had the Web pages.

After the examination of public organizations, the author drew the results by the elements
of their organizational characteristics as well as by other additional evaluation criteria, such as
operational principles statement and publication of Code of Ethics on the organisations’ Web
pages (Appendix 54).

There were two public organizations out of 30 that did not provide clear description of
the organization on their Web pages. Public administrative organizations (60.00%) highlighted
information on what organization offers for their employees on their Web pages, mainly in the
vacancies section, describing offers for a potential employee. 50.00% of observed SR

organizations provided the same information.
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SR organizations publish their defined mission in more cases (70.00%) than other
analysed public organizations (10.00%). The same situation was with other elements of
organizational processes, e.g. 23.33% of the analysed public organizations and 50.00% of SR
public organizations publish their goals.

26.67% of the observed public organizations publish their code of ethics that is by 6.67%
more than SR public organizations do. Operational principles are published on Web pages of
20.00% of SR public organizations that is by 10% more than in the case of other public
organizations analysed.

The results of the study characterize the content of Web pages of Latvian public sector
organizations that is important for the external expression of the employer brand elements. Job
seekers, who check potential employers’ Web pages, simply cannot find information that shows
the organization as an employer. It means that public organizations of Latvia are not that
oriented on the communication via internet resources with one of their important stakeholder —
potential employees. Nowadays young specialists are likely the most active internet resources
users, therefore public organizations need to pay distinctive attention to information that they
are publishing particularly the one that can affect the attraction of new candidates to the vacant
positions.

The suggestion for the organizations would be to devote more attention to the content of
the organizational Web pages. Information that can be published has to be published on the
Web page and be easily reached to attract job seeker and to represent the organization as an
employer. The main focus needs to be on organization’s definition, its offers to the employees,
organizational process (if at least one of the components exists), vision, mission, goals,
operational principles, Code of Ethics and its full text. If there is no such information to publish,
it can be an additional point to think on. Most probably, the organization needs to develop its
plan to include there all cultural aspects of the organization’s management and activity as well
as such strategic elements as vision and goals.

Additionally, the author checked the values of organizations. Socially Responsible public
sector organizations defined their values more frequently (40.00% of the SR organizations) than
other public organizations from the range (10.00%). Only one out of three public administrative
organizations from the sample and only two out of four SR organizations defined the employees
as a value. (Starineca, 2015a, pp. 61-62)

Hiring a new person for the work SR organisations usually tend to select person, who can
easily adapt to the organisation culture and environment, so his/her personal values won’t
confront with the organisation’s ones. The author of the present dissertation presents results of

the research on values of some SR organisations in Latvia (Starineca, 2014b). As it was done
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within previously described studies, SR organisations selection was based on their inclusion
into the Sl rating. The purpose of the study was examination of employer brands of SR
organizations of Latvia through their values and characterize the main tendencies of SR
organisations on this topic. Hence the objective of the study was enquiry of SR organizations’
values.

In 2013, 72 organisation took participation in the competition. 51 organisations were
included into SI rating, nine of them are from the public sector (Figure 2.3). 38 organizations
from 51 included have shared organizational values with their external stakeholders.

There are 46 different values groups that were mentioned by examined SR organisations
31 most popular of them are reflected in Appendix 55. The most popular value for the observed
SR organizations is responsibility this value is mentioned by 42.12% of the organizations. The
next popular value is teamwork/ cooperation/ unity (34.58%); however, human or human

beings are assumed as a value only by 7.90% of the observed organizations. (Starineca, 2014b,
p.9)

Public
18%

Private
82%

Figure 2.3 Proportion of organisations included into the Sustainability Index rating in
2013 by sector of economy (Created by the author based on the data observed)
Five public sector organisations out of nine shared values publicly (Appendix 54). Only

20.00% of the organisations mentioned employees as their value, the top value in these
organisations group was Responsibility (80.00%), the second popular value was Transparency
(60.00%), and the next popular values were Innovations/ Efficiency/ Availability (40.00%).
(Starineca, 2014b)

It was found out, that even the organisation has the high level on the Sustainability Index,
it not always creates structured design of the corporate culture. 38 organisations from 51
included in Sustainability Index in 2013 find it important to share with external stakeholders
with the reflection of the main business activity principles — values of the organisation.
(Starineca, 2014b)

The author also observed the results of another analysis of the public SR organisations

from the Sl rating 2013. Two out of seven public sector organisations examined towards
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employer brand’s creation (Appendix 29) were included in the Bronze group of IS and five —
in the Silver group. However, only three out of seven organisations (two - Silver and one -
Bronze) share their values publicly posting them on their Web sites. Analysis (carried out by
October 27, 2013) of these three organisations’ values showed that responsibility and
innovation as value of the organisation takes the first place, these values were mentioned by
two out of three organisations. Other values (sometimes as ethical principles) mentioned on
these three organisations are (Latvijas Gaisa Satiksme, 2011; Latvijas Loto, 2002; Road Traffic
Safety..., 2013): Availability, Client, Employees, Fairness, Legitimacy, Loyalty, Objectivity,
Quality, Safety, and Transparency. (Voronchuk and Starineca, 2014, p. 10)

There is room of improvements concerning the definition and publication of public SR
organisations. Each organisation has its values to follow. Majority of the observed public SR
organisations mention responsibility as a value. Responsibility is necessary for each
organisation that is striving for sustainability and would like to be socially responsible. Values
are important element that brings benefits for both organisational culture and employer brand
creation. EB development is an essential part of HRM that impacts process and results of
HRRS. Therefore, organisation cannot neglect defining the right and true values and sharing
with them publicly as well as following them implementing each organisational process and

maintaining/creating relationships with stakeholders.

This chapter supported the second thesis of this dissertation i.e. public administration
organisations of Latvia indeed need to improve their employer brand to seek successful human
resource recruitment and selection process. The dissertation hypothesis was tested towards the
surveys conducted and the results summarised within this chapter. The hypothesis was
supported i.e. there are peculiarities of human resource recruitment and selection in public
administration organisations of Latvia and their potential employees (job seekers) that influence
human resource recruitment and selection process.

The next chapter summaries the reflection of collected within this chapter data that is a
base for development of a set of tools that could help implementing the holistic approach to the
human resource recruitment and selection for organisations as well as of
proposals/recommendations for public administration organization’s HRRS process

implementation.
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3. IMPLEMENTATION OF HOLISTIC APPROACH TO THE
HUMAN RESOURCE RECRUITMENT AND SELECTION FOR THE
SITUATION IMPROVEMENT

3.1.  Holistic approach to the human resource recruitment and selection

In particular case, a holistic approach to the human resource recruitment and selection is
an idealistic general model that considers the relevant factors of its components. Namely,
human resource management activities interacted with organisation’s HRRS activities, relevant
organisational external and internal environment factors and relationships with organisation’s
stakeholders involved directly or indirectly in HRRS process and activities. This approach
adoption to the human resource recruitment and selection considering social responsible
organisation’s managerial principles and peculiarities of the public administration organisations
is one of the proposals of this dissertation. The general concept of the holistic approach to the

human resource recruitment and selection is reflected on Figure 3.1 (the larger image in

Appendix 56).
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Figure 3.1 Representation of the implementation of holistic approach to human resource
recruitment and selection (Created by the author)

Based on the studies summarised within present dissertation, the author can give some
examples of each component factors. External environment factors that influence HRRS
activities are relevant to the hiring process legislation, economic and social situation (labour
market peculiarities, education of the society, unemployment rate and reasons, knowledge
economy development level etc.), etc. Organisation internal environment factors that influence

human resource recruitment and selection activities are organisational culture, implementation
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of socially responsible activities, etc. HRM activities that interact with human resource
recruitment and selection process/activities are employer brand development, knowledge
management. The main stakeholders to make relation with for the successful human resource
recruitment and selection process/activities implementation are past and current organisation
employees, relevant education institutions, relevant training providers, youngest generation
potential employees and young job seekers from the target groups etc.

Based on chapter 2 of the present dissertation, the author identified weak points and
possible treats of public administration organisations to consider implementing a holistic
approach to human resource recruitment and selection. Maintaining sustainability of
organisation, it is important to consider influence of the process implementation to social,
environmental and financial aspects related to it (Appendix 57).

To implement human resource recruitment and selection it is important to consider all
weaknesses and treats as they are related to other processes and activities successful
implementation. HRRS is connected with a list of other HRM activities and internal and
external brand of the organisation as employer. Therefore, a holistic approach to human
resource recruitment and selection could bring positive influence on other activities
implementation and organisation’ s sustainability. The first thesis of the present dissertation is
supported i.e. there are advantages for public administration organisations in Latvia to
implement a holistic approach to the HRRS. The next section is devoted to some improvements
of few holistic human resource recruitment and selection activities and other human resource
management activities interacted with them and developed by the author of the present

dissertation.

3.2.  Improvements of some holistic human resource recruitment and selection

activities and some other human resource management activities interacted with them

Within this section the author of the present dissertation provides developed proposals
about improvements of some human resource recruitment and selection activities. As it was
defined in the chapter 1 of the present dissertation, holistic approach to human resource
recruitment and selection can be beneficial. It was defined within chapter 2 that public
administration and other public organisations of Latvia have some weaknesses developing job
advertisements and other human resource recruitment and selection activities. The rational
approach towards holistic HRRS can improve the situation.

The author of the present dissertation proposes to apply Analytic Hierarchy Process

(AHP) method as a rational approach making decisions connected to human resource
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recruitment and selection process and activities. Sometimes HR specialists do not know what
to write at job advertisements and how to structure the information. The weak attempts of this
kind of specialists are demonstrated at the job advertisements analysed (section 2.4). Therefore,
the author of the present dissertation would like to propose one applicable method that can help
HR selection specialists for many activities during human resource recruitment and selection
process including the job advertisement creation.

AHP method (Saaty, 1980) is based on rational decision making, evaluating the range of
the alternatives by the criteria ranged by their importance (Asamoah, 2012). These preferences
between alternatives are reached making pair-wise comparisons (Coyle, 2004). The relative
importance is determined using Saaty created nine-point scale, where 1-equal, 3-moderate, 5-
strong, 7-very strong, 9-extreme level, 2, 4, 6, and 8 - the intermediate values (Coyle, 2004).

Applying AHP it is important to follow the exact steps and make consequent calculations.
Vahidnia et al. (2009) define some consequent steps of the process:

¢ Describing the unstructured problem

e Detailed criteria and alternatives

e Pair wise comparisons among decision elements

¢ Using the eigenvalue method to predict the relative weights of the decision elements

e Computing the consistency properties of the matrix

e Collecting the weighted decision elements.

The problem is clear — difficulty in choosing the most relevant requirement to the
applicants pretending on the vacant position in a public sector organisation. In the certain case
creating the job advertisements the first step is definition of alternatives requirements or groups
of requirements to the candidate for the vacant position. Here job advertisement creators should
be aware of the exact occupation job description. The list of requirements can be detailed and
exact (e.g. mentioning levels of needed language knowledge and a computer program usage).
The second step is definition of the criteria that can be used for each alternative requirement
evaluation. These criteria could be associated with significance of the requirement for daily,
regular, periodical and extraordinary job tasks fulfilment.

Requirements could be grouped by following criteria: physical, psychological, socially-
psychological and specific or professional (Viksna, 1999). Of course, each organisation can set
their own specific criteria that could be associated with psychological environment of the
personnel, organisational culture and values, strategic development of the organisation.
Perhaps, these criteria can be applied for comparison of the requirements group (education:

secondary, secondary professional, higher (bachelor, master, doctor degree), when criteria
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associated with job tasks fulfilment are better to apply them for more specific and concrete
requirements of each group.

“The next step is the calculation of a list of the relative weights, importance, or value’
(Coyle, 2004, p. 2), of the set criteria, or so called eigenvector, first of all for the set criteria.
Based on ranged criteria and alternatives the decision matrixes are created (Simdes da Silva et
al., 2010). The decision matrix of evaluation of the criteria with respect to the alternative
requirements is calculated. ‘In order to obtain the numerical values of ratings, a comparison
matrix between the rating intensity levels was built. Through this matrix, the relative
importance among levels of intensity was found, calculating the self-vector that represents the
“performance” for each intensity level” (Simoes da Silva et al., 2010, pp. 343-344). Then some
calculations follow. The needed ratios and meanings are (Saaty, 1980, 2001; Asamoah et al.,
2012):

¢ The consistency index (1)

e The Random [Consistency] index (RI), which is taken from Saaty’s table “The
Reference Values of RI for Different VValues of n”

e The Consistency Ratio (2)

e The number of alternatives (n)

e Result of the Selected Criteria Pair-wise Comparison Matrix (imax) and Eigenvector

(row averages, x) multiplication (Amaxx).

_ (Anaxx — 1)
== (1)

CI
_ 2
CR o (2)

‘The final step is each normalized alternative score multiplication by the corresponding
normalized criteria weight. Afterwards the results for all of the alternative criteria are summed
up.’ (Lapina I. et al., 2013a, p. 34)

The requirements that have the highest summed score by each criterion are those that
needed to be included in the developing job advertisement. The general scheme of the AHP can
be described by three major blocks — alternatives, criteria of the alternative evaluation and
decision goal (Figure 3.2). At the top of the hierarchy is decision goal that is a solution of the
stated problem.

AHP is applied to identify the most suitable candidate amongst the applicant for the
vacant position. This method is useful for rational decision making; however, there are some

warnings that need to be emphasized. Evaluation of criteria and alternatives is fulfilled by
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experts; therefore, experts need to be chosen appropriately. Perhaps, it could be time consuming
process as the evaluation needs to be implemented preparing a job advertisement for each
vacant position, therefore there is a risk that some organisations would refuse to implement
AHP for the proper job advertisement development. One more warning concerning experts’
involvement into the process is the fact that experts are people, and people even professional
rational beings are emotional creatures. This fact can affect the results of the evaluation process.
For example, results of the Tsyganok et al. (2012, p. 1) experiment ‘confirms the presumption
that under large expert numbers competence of individual experts does not matter significantly
and can be neglected, but if the number of experts in a group is relatively small, expert
competence should always be taken into consideration’. To reduce the risk of slightly
insignificant evaluation results collection, organisations should involve experts into the

evaluation process as much as possible.

Decision Goal

Criterion 1 Criterion 2 Criterion m

| Alternative 1 ‘ | Alternative 2 ‘ | Alternative 3 ‘ ‘ Alternative 4 | ‘ Alternative n |

Figure 3.2 Hierarchy for a three-level multi-criteria decision-making problem

(Voronchuk and Starineca, 2014, p. 427 based on Rouyendegh and Erkan, 2012, p. 924)

The issue on the choice of the most appropriate and significant requirements to the
candidates of a vacant position can be solved using such a rational decision making tool as
Analytic Hierarchy Process. However, it asks several activities fulfilment that can cause the
unpopularity among public sector organisations. (Voronchuk and Starineca, 2014, pp. 426-428)

There are various rational approaches for HR selection fulfilment. These can be decision
trees, certain test results, etc. The author proposes to use competence-based approach in
combination with AHP method (Figure 3.3) selecting HR. To implement these approaches
some tasks should be fulfilled i.e.:

1. A job description should be developed and adjusted

2. A list of needed competences and their levels should be defined based on the job
description

3. A list of testing methods should be defined to assess each competence required

4. An assessment of the competences should be fulfilled

5. A decision based on the test results should be make.
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When the results for all of the alternative criteria are summed up applying AHP method,
the candidates, who has the highest weight by each competence (Figure 3.3), can be selected as
the best one from the pool of applicants (Lapina et al., 2013a).

Final
Decision
Competence | Competence 2 Competence m
Candidate 1 Candidate 2 Candidate n

Figure 3.3 Hierarchy for a three-level multi-criteria decision-making problem for
competence-based selection (Starineca and VVoronchuk, 2015, p. 1950 based on
Rouyendegh and Erkan, 2012, p. 924)

“J. Varajdoab and M. M. Cruz-Cunhac (Varajdoab and Cruz-Cunhacd, 2013) also propose
to use a gerund of the ICB and AHP approach selecting project managers” (Starineca and
Voronchuk, 2015, p. 1951). The AHP and competence based approach are two tool that can
make HR selection more rational and structured as well as more clear from the perspective of
further new HR management. They could help to identify the competence potential of new
employee and lack of knowledge in the certain area or the certain level of skills important for
the performance and simplify the training plan development for that employee. (Starineca and
Voronchuk, 2015, p. 1950)

Generally, the results of the survey outlined in section 2.2 showed that there is a room for
human resource recruitment and selection process improvements. Therefore, the author would
like to propose HRRS guidelines for public administration organisations of Latvia. The
guidelines developed reflect systematic activities that need to be implemented especially
applying competence-based approach selecting HR. The version of the guidelines developed
by the author of the present dissertation include several steps based on the human resource

recruitment and selection process model and scenario (section 1.2):

1. Define the vacant positions
2. Develop the job descriptions for the vacant positions
3. Define the competences that are needed to fulfil the tasks that are presumed to

be fulfilled towards all groups of tasks (including competences from Latvian occupation
standard)
4. Define the level of each competence’s importance

113



5. Define the selection methods that will check defined competences level
(evaluation of the candidates’ competences should be quantitative, if the organisation applies
AHP as a final decision-making method)

6. Research the availability of the resources needed

7. Develop the job advertisements of the vacant position and adjust it to the pool

of potential candidates (applicable for both external and internal recruitment)

8. Receive applications

9. Screen and pre-select the applications

10. Apply the defined selection methods to test the candidates

11. Summarize the results of testing applying the AHP (Saaty, 1980, 2001) or other

decision-making method

12. Select the most suitable candidates based on the AHP results (or other); if there
are no any suitable candidates and only an internal selection was applied, the external
recruitment and selection should be started. If there are no any suitable candidates after the
external or external and internal recruitment and selection, the process might be started from
the points three and four one more time (Appendix 4).

The guidelines do not include some steps that are connected to the communication with
other employees on the pre-selection period and with applicants and candidates during
recruitment and selection activities as well as after them. (Starineca and Voronchuk, 2015, p.
372)

Holistic approach to human resource recruitment and selection presumes constant work
with each HRRS activity reflecting changes and impact of other factors in the system.
Therefore, the approach should be implemented applying rational methods and approaches.
Analytic Hierarchy Process method is one rational option to consider implementing holistic
approach to human resource recruitment and selection. AHP is time-consuming and requires
experts for implementation of the method, however, it is convenient, because it presumes
various factors to consider implementing HRRS activities.

Considering holistic nature of the process, the author of the present dissertation proposes
one more tool for public administration organisation selecting human resources as internal
project team members. The author developed a complex model (Appendix 58) for this case.
The author does not purely use the competences as the criteria for selection, but also consider
potential team members’ personal preferences (rational, experimental, practical and feeling) are
considered as it might increase the efficiency of project team (Hermann, 1996; Starineca,
2016d, p. 73)

The developed project team members’ selection process model includes eight main steps:
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1. When a team for a project needs to be staffed, the first task that needs to be
fulfilled is definition of a number of employees (E, 1 <E<r,E=1,2, ..., r) needed and can
be allocated by the organisation departments for the project implementation. As a result, a
document with the allocated employees and their profiles will be created. The profiles can be
retrieved from the HR/ personnel database of the organisation. The profiles need to include data
on the employees’ competences and their levels as well as their personal preferences (Hermann,
1996; Kjeergaard et al., n.d, pp. 8-9). The database can be connected to the employees’
assessment system (e.g. as NEVIS (Ministru kabinets, 2012) in Latvia that is used to assess
public administration organisations employees’ performance). Employees profiles need to have
competences numerical assessment results. The system also needs to have personal preferences
test(s) results emphasizing the main (one out of four) personal preference of employee. As
preferences and level of the competences might change, the test(s) and competences assessment
need to be implemented periodically.

2. The project team recruiters need to be aware of the necessary team member’s
roles and tasks, therefore they would be able define competences necessary to implement the
project. This is the second step of the selection process (preparation for the selection activities).
Besides the necessary competences, other selection criteria might also be defined e.g. age of
experience working with the certain tasks or in the certain field, level of the certain language
knowledge and other abilities that are not directly included in the set list of the competences
that might usually be assessed via e.g. the employees’ performance assessment system. An
important detail that needs to be highlighted is a necessary of other criteria evaluation using the
same numerical evaluation scale i.e. if the competences are assessed using 5-point scale, other
criteria need to be assessed using 5-point scale too.

3. The third step would be comparison of all competences and criteria by
importance level necessary for the project implementation. The level of importance needs to be
split between all criteria and competences proportionally. A pair-wise comparison can be
implemented to fulfil this task using for example Saaty’s 9-point linear scale (Coyle, 2004).

4. When the evaluation criteria and the candidates (allocated employees) profiles
with necessary data are prepared, the evaluation can be started. The fourth step presumes the

certain calculation using equation (3).

aijb;, (3)

n
=1

J

where
I —an employee/ candidate number (code), 1 <i<m (i=1, 2, ..., m)

J —aproject number (code), 1 <i<n(j=1, 2, ..., n)
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bj — a proportion of a competence j by importance level, 0 < bj < 1; the sum of proportion of
each competence should be equal to 1 (4)
aii— numerical level of a competence j of an employee/ candidate i, k < ai <, where k and |

are determined by organisation or a normative act, which regulates competences numerical

D=1 @

j=1

assessment scale’s range.

5. The fifth step includes sorting of the employees/ candidates by the score got
based on the calculations fulfilled on the step four. The recruiters can create a list/ rating of the
employees/ candidates with the highest score. Inclusion of the employees/ candidates can be
based on the number of the employees needed (E) that is more suitable in case if a number of
the allocated employees/ candidates or applied for the project team member competition (if
internal recruitment and application is acceptable and possible; usually it is possible in the larger
structure organisations) e (1 <e<u,e=1,2, ..., u) is more than E (i.e. e > E) or based on the
minimal acceptable score defined (d, k < d < I, because it is doubtable that a minimal score to
be included in the rating could be k (the minimal possible) or I (the maximal possible). In the
first case, the top E with the highest score is selected. In the second case, employees/ candidates

are selected, if they meet the criterion (5).

n

j=1

5.1. If a number of the preselected employees is less than the number of the
employees needed (E), it is necessary to outsource candidates (have an external recruitment).

5.2. Having outsourced applicants (candidates), it is necessary to test them
assessing their competences and abilities (if applicable) that are needed to work on the project
and defining their personal preferences. Having a list with the outsourced candidates and their
profiles the selection process can be continued from the step four.

6. If a number of the preselected employees is greater than needed for the project

(E), the final selection step can be made. It is selection of the number of the employees needed
(E) with the highest rating score having at least one representative from each personal
preference group present. It is time to split employees/ candidates to four groups by the personal
preference. It might happen that there are employees/ candidates, who represent only few out
of four groups by the personal preferences. The task is to have maximally diverse team possible
with the maximal summed score (calculated applying mathematical approach (linear
programming) to solve optimisation problem (6).
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aub] = Ai

n
=1

J

\ (6)
ZAiniZ - max,
z=1

where

Ai is a rating score of an employee/ candidate i preselected

Ai; is a rating score of an employee/ candidate i preselected, who has a personal preference z
(z=1,2,3,4)

Xiz 1S an indicator that shows, if an employee/ candidate i preselected, who has a personal
preference z, is selected as a project team member, 0 < Xi; < 1, so Xj; is binomial and integer (7);
if xi; = 0, it means that the employee/ candidate i preselected, who has a personal preference z,
is not selected as a project team member, if xi; = 1, the employee/ candidate i is selected as a
project team member.

Satisfying an objective function (6), some limitations should be considered. First of all, it is
necessary to identify z. Each out of four personal preferences z is coded by a number from 1 to
4. If there are no any employee/ candidate preselected that has any of the preferences z, this
preference z is excluded from the further calculations, i.e. if there are employees/ candidates
with only three out of four preferences, 1 <z2<3 (z =1, 2, 3). Secondly, limitations (7) need to

be considered.

m
Z Xiz =1
e 0 <x;, < 1,x;, = bin, x;, = int, 7)
{; Xiy, = E
where
E is a number of employees needed for the project implementation | <E<r,E=1,2,...,T.
7. The final step is check of the selected employees/ candidates by the personal
preferences.
8. If 1 <z <4, itis necessary to define possible risks and challenges that might

appear because of the lack of team members with the certain professional preference(s) to be
ready to overcome these challenges.

The project team is staffed and analysed by the strength and weaknesses. During the
project implementation team members could support each other being mentors of each other in
the certain field that will help them to be involved into lifelong learning process and develop

their competences.
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The model is applicable in a case, when an organisation selects project team members
separately by roles. In this case, Ep is a number of employees needed for the certain role p, but
ep IS @ number of employees allocated for the certain role p or applied for it (if internal
recruitment and application is acceptable and possible; usually it is possible in the larger
structure organisations). Thus, each other defined value a, b and d will be defined for the certain
role p.

Sometimes outsourcing is difficult to implement or impossible for Public Administration
organisation, therefore it is necessary to consider that E < e. If this imparity is not true from the
beginning, the recruiters need to optimize a project work and split project team roles and
responsibilities between maximally available number of employees and change E value, so it is
E <eto start the selection process. It is necessary to do, even, if outsourcing is possible, because
E is a number of employees that is needed and could be potentially allocated.

The proposed tool is more suitable for large organisation that may afford to assign
different departments members for the work on the certain internal projects ongoing. Each
organisation needs to evaluate, if it can afford to apply human resource outsourcing in case of
lack of competent employees allocated for work on a project. The proposed tool helps to
increase efficiency of a project team by selecting the most competent employees from the pool
and creating a balanced team by the personal preferences as much as possible. Finally, the
proposed tool can be a base for a software or a function integrated in the existed software that
connects organisation’s human resource management system. The system should have
information on employees’ professional profile i.e. a database with a list of competences and
personal preferences of each employee. The level of the competences need to be periodically
assessed (performance appraisal) and updated in the database. (Starineca, 2016d, p. 74)

Further the author of the present dissertation provides other possible tools for application
implementing the holistic approach to human resource recruitment and selection considering
other HRM activities related to human resource recruitment and selection.

One of knowledge management aspect is professional training organisations for
organisation employees. By the results of the research on education program for public
administration employees (section 2.4) the author of the present dissertation can conclude that
there is a need to have tools that could help managers of the PA organisations make rational
decisions on training selection and resource allocation to employees training. When the
organization can allocate the limited amount of money for their employees, training costs
optimization process can take place. After the ‘problem identification, [...] the last step is
planning for solving those problems based on possibility, existing resource, and responsibility

of the group, reality, and real timing’ (Werakula et al., 2014, p. 906).
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The main challenge of the organizations could be decision-making on training to the
employees. Which training to choose to be the most useful for the employees and the less
expensive for the organization. It is an optimization challenge. This kind of challenge could be
solved using e.g. linear programming (Gass, 2003). The competence-based approach is more
than helpful considering about training. It provides rational ground for the decision. If there is
a lack of HR competence, an organization can set the exact minimal need of the certain
competence or a list of competences that should be developed. In addition, the survey experts
mentioned that competence model could be useful planning employees’ professional
development activities (Appendix 28).

There is a proposition to develop an approach that should be individual for each
organization and each individual’s case. The core positions of the possible approach are
described further on.

The first possibility works, apply the matrix system to develop a list of the competences
that are supposed to be developed studying PA within the program. To assess the level of each
PA employees’ competence different scales by range could be used, where the competence |
(j=1, 2,..., n) is a competence for the position i (i=1, 2, ..., m).

To identify the proportion of time ajj (a11, a12, ..., amn) that needs to be devoted to each
competence development for the certain group of occupations should be defined by the experts
and needs to satisfy the limitations:

a,+a,+.+a, =1
(a,<a,<..<a,,),

where i and j are variables and i=1, 2, ..., m; j=1, 2,..., n . Limitation (8) means that the sum of

(8)

the proportion of time should be equal to 1 (time is limited and 1 represents the whole period
that is devoted for the competences development e.g. month, semester, study year, year etc.).
In addition, the limitation (8) means that time proportion devoted to the competence that is
assessed as the weakest one should be bigger than each following one, while the smallest
proportion should be devoted to the competence that is assessed as the strongest one.

The experts from the field could define the required amount of hours that is needed to
fully improve a competence j (j=1, 2,..., n). Therefore, the limitation (9) is needed:

Zaijszbi, (9)

where:
J - a competence that is necessary to improve (j=1, 2, ..., n)
| —an employee’s position in the organization (i=1, 2, ..., m)

ajj — a time proportion that needs to be devoted to the competence j for a position i. The level
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of the competence j determined after the personnel assessment by the competences and needs
to be improved/developed
Xj— the hours that are needed to improve/develop the competence j (j=1, 2, ..., n) according to
the training/course program
bi —a minimal required number of hours to improve/develop the competences needed for a
certain employee from the position i.

Time as well as financial resources are limited, therefore the organization will strive for
the training or employees’ education costs minimization (10); the linear programming (Werakul

et al., 2014; Starineca and VVoronchuk, 2015a) could be applied in this case:

2 C;X; = min (G=1,2,...,n), (10)
I

where ¢;j are costs on the competence j improvement/development.

The study program needs to presume the customised various seminars for students with
different positions in public administration organisations and different level of each
competence. Therefore, the matrix model suits in the case. (Starineca and Voronchuk, 2016,
pp. 11-12)

The second possibility works, assuming that a number of the various competences that
can be developed by each training is known as well as costs per each training. The organization
could need to choose the certain type (by education approach and content) of training and a
number of the certain training units (or hours of training, it depends on the peculiarities of the
composition and content of the training), so each competence in the certain amount could ensure
the general competence of the organization’s human resources. The costs of the training should
be minimized (13). The optimal training course/program (X1, X2, ..., xn) Will be a plan, which

needs to satisfy two mainly possible limitations:

X; =20
(X, 20,x, 20,...,%x,, =0) (11)
where X; is a number of the training hours/units of training type j that is included into the training
course/program that can be defined (variable) and j=1, 2, ..., n. Limitation (11) means that a

number of the training hours/units cannot be negative.
>ax,=b,  (=12..m) (12)
j=1

where:

n - a number of different types of training (j=1, 2, ..., n)

m - a number of the different competences (i=1, 2, ..., m)

aij — a proportional unit of a competence i that the learner can develop through the training
hour/unit of the training type j
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bi — the minimum of the competence i required/needed by HR (i=1, 2, ..., m).

The limitation (12) represents the total number of the competence i that could be obtained
from the certain training course/program that should not be less than set bj (the minimum of the
competence i required/needed by HR that can be defined by the results of the certain HR
testing/assessment e.g. selection tests or performance assessment integrated tests). Each
training can develop the certain aspect of the certain competence.

The goal of the organization could be the optimal training course/program costs
minimization:

2(:])(] — min (13)

where ¢; is a price of a training hour/unit of the training type j (=1, 2, ..., n).

It is discussible, if a training quality depends on the price. In some cases, it is suitable to choose
more expensive training to ensure it quality that is necessary, however, in general, all
organisations try to minimize training costs, if it is relevant and possible, therefore, costs
minimisation equation is proposed.

There are several possibilities of costs optimization. There is proposed one of them that
is the linear programming as one of the commonly used in optimization (Gass, 2003). The main
concerns here would be definition of all training goals and methods of evaluation of
competences before training and after them. Additionally, the author can highlight that this
rational possibility of HR training selection can be applied in both cases after the performance
assessment of human resources and after selecting the new human resources that suits the
organization and position the most, but have to improve one or more competences. (Starineca
and Voronchuk, 2015, p. 1951)

Organizing training organisation need to have a plan of the training development. The
author proposes to use the training development framework (Figure 3.4). In terms of
employees’ education, it is essential to discuss a role of education or knowledge management
as a part of human resource management in the organisation. Those who develop training
programs need to know human learning principles. The author proposes developed guidelines
developing any internal training for organisation.

Some important facts about learning process should be assumed educating employees.
Developing or choosing education program for employees it should be clear that employees
and their learning abilities need to be examined. Each person has his/her own approach learning
something. Thus, some core aspects should be taken into consideration: the type of new
information, employees learning abilities (e.g., remembering this type of information), and
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appropriate teaching technics that can be used for the defined employees as learners and
learning program content (Figure 3.4).

Most probably public administration organisations’ employees will need explicit
knowledge, as well as tacit knowledge. ‘Explicit knowledge is academic knowledge or ‘know-
what’ that is described in formal language, print or electronic media, often based on established
work processes, use people-to-documents approach’ (Smith, 2001, p. 314). For instance,
educating employees on EB development, explicit knowledge is a basis. Employees need to be
aware of some HRRS technics, some norms and labour legislative aspects, branding creation
itself, etc. However, knowledge about company culture, values, environment etc. might be
better defined as tacit knowledge that ‘is practical, action-oriented knowledge of ‘know-how’
based on practice, acquired by personal experience, seldom expressed openly, often resembles
intuition’ (Smith, 2001, p. 314). Consequently, the information will be given in written and oral

form. (Voronchuk and Starineca, 2014, p. 9; Starineca and Voronchuk, 2014, p. 213)

Assess Choose
employees’ teaching/
learning training

abilities i\ technic(s)

Identify type
of new

information
N,

Figure 3.4 Training development framework for organisation (Voronchuk and
Starineca, 2015, p. 4; Starineca and Voronchuk, 2014, p. 216; Voronchuk and Starineca,
2014, p. 11)

The next step would be employees’ as learners’ assessment. It would be valuable to pay
attention on two main aspects: group learning and individual learning. Most probably
employees will be educated in groups especially in terms of getting tacit knowledge. In this
case employees should be evaluated as group learners. Grasha-Reichmann Students Learning
Styles shows different people learning preferences depending on their collaboration with other
people. This is a cognitive approach to learning styles. These styles are split to (Grasha, 2002,
pp. 176-177):

¢ Avoidant style —people prefer to learn alone that together with other learners or do not
have any motivation for learning at all

e Collaborative style —it is essential to collaborate with other learners and teacher during

learning process, be involved into the process directly

122


http://journals.ku.lt/index.php/RFDS/article/viewFile/877/pdf

o Competitive style —learner prefer to learn through some competitions or games, to show
that he/she have learned something better that others, it motivates them to learn things

e Dependent style — learner is dependent on teacher’s requirements and learning group
leader; he/she learns only required information

e Independent style — learner prefer to work independently, deciding hem/herself what
should be learned, prefer to work alone, not in groups

e Participative style — learner is opened to new information, active in class participation,
try to do him/her best during the learning process. (Voronchuk and Starineca, 2014, pp. 9-10;
Starineca and Voronchuk, 2014, pp. 213-215)

It would be valuable to explore employees during learning process to evaluate what kind
of learning style they use, or give a test to find it out. Splitting people into learning groups or
choosing some learning technics, it could be valuable to consider employees as learners from
the ‘world’ perception view. Fleming's VARK model proposes to split learning styles based on
senses (Fleming, 2001, p. 70):

¢ Auditory — learner better remember information that he/she has listened to

e Kinaesthetic — learner better learn things through touching, smells, movements and taste

¢ Reading-writing preference — learner better remember characterized in written form
information, when he/she is offered a logical explanation and via language expresses
information

e Visual — learner better remember and learn things by seeing them.

Learners with auditory learning style will easily get tacit knowledge, explicit knowledge
they will get better through listening to the information. Merging learning styles and knowledge
that is needed to get authors created a table (Appendix 59). Under column with name of
knowledge type are ‘x’ that shows which learning style could be more appropriate to get this
type of knowledge. Comments after the ‘x’ reflect on typical learners’ actions using primary
tacit or explicit knowledge in different situations. It should be outlined that a person has rarely
the representative only of one learning style implementer. Therefore, the group of employees
most probably will be miscellaneous.

Considering the appropriate training technic Benjamin Bloom’s thinking behaviours
domains should be outlined (Anderson and Krathwohl, 2001, p. 54):

e Cognitive (based on knowledge)

o Affective (based on attitude)

¢ Psychomotor (based on skills).
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Cognitive is a knowledge based domain, consisting of six levels. These six levels of
thinking skills are summarized in the pyramid according to the revised Bloom's Taxonomy
(Anderson and Krathwohl, 2001, p. 58):

¢ Remembering (Can the learner recall or remember the information?)

e Understanding (Can the learner explain ideas or concepts?)

¢ Applying (Can the learner use the information in a new way?)

¢ Analysing (Can the learner distinguish between the different parts?)

¢ Evaluating (Can the learner justify a stand or decision?)

e Creating (Can the learner create new product or point of view?).

This pyramid helps to construct the training activities in the logical way to persuade the
learning process of the employees. Considering the training development on employer
branding, this learning process might illustrate the process of employer brand’s development
itself. Firstly, population remembers it, then understands the essence of the employer getting
more information on it, then uses the EB (e.g. current employees’ group), analyses it, evaluates
finding out possible disadvantages and advantages and becomes a part of it. Participating and
identifying him/herself with the employer, employee consciously or unconsciously creates the
EB. Accordingly, it is so important to evaluate employees as learners before giving them
training. Organisation needs to be aware of it as it brings the idea of further actions to apply the
appropriate idea and create EB that is desired. (Voronchuk and Starineca, 2014, pp. 10-11)

One more activity that needs to be implemented would be a choice of the appropriate
education technics. However, here this activity is overviewed in conceptual way. Choosing the
right approach for the teaching the programme should be adapted to the organisation needs and
specifications. Thus, most probably it will be an internal training or set of training on specific
topic. Training is ‘a planned process to modify attitude, knowledge or skill behaviour through
learning experience to achieve effective performance in an activity or range of activates. Its
purpose, in the work situation, is to develop the abilities of the individual and to satisfy the
current and future needs of the organisation’ (Wilson, 1999, p. 4). Training could be considered
as non-formal education (Zaki Dib, 1988, pp. 2-6). It could be group, individual (e.g. coaching)
training or mix of them (Wilson, 1999, pp. 4-10). The design and type, form of training depends
on the outcomes of the previous steps.

Summing up all possible activities that are purposed above is possible to split them into
three main steps (Figure 3.4): identify type of information that is planned to give as a training
material; assess employees; learning abilities (e.g. by learning types and way of thinking); and
finally choose appropriate teaching/ training technic(s) based on collected information. The

author leaves training technics step unpractised as it depends on previously collected
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information and can be various. This scheme is one of the possible various approaches
developing training (Voronchuk and Starineca, 2014, p. 11; Starineca and Voronchuk, 2014, p.
215).

Employees professional training and development is the core subject of this section,
therefore, the author of the dissertation propose some more improvements of the public
administration organisations employees training focusing on socially responsible organisations
experience. The next proposition is based on the results of the research summarised in the
section 2.2.

Assuming that organisations’ employees could have a great impact on organisations
ability to recruit and select good human resources, ‘there should be training programmes
especially for public sector institutions’ employees from new European Union countries’
(Voronchuk and Starineca, 2014a, p.169). These institutions could have weaker overview on
connection between current and future/ potential employees. ‘The broad field of knowledge
management introduces new options, capabilities, and practices to assist public administration
to great advantage. It becomes a new responsibility to manage knowledge to strengthen public
service effectiveness and improve the society it serves’ (Wiig, 2002, pp. 224-225; Voronchuk
and Starineca, 2014a, pp. 170-171).

In general, it is possible to consider that the idea of the socially responsible organisation
‘in the context of employer branding reconceptualises the employee towards a morally acting
and responsible human being’ (Andersen et al., 2013, p. 30). Aggerholm et al. (2011, p. 116)
defined the third wave of employer branding framed by a holistic and sustainable perspective
on branding. This means that organisation:

¢ Have obligations and responsibilities towards all stakeholders

e s striving to generate sustainable relations with all stakeholders

e |s striving to create and balance organizational, stakeholders and societal values.

Thus, employer brand’s creation and development is connected to branding as well as
HRM and social responsibility. Sustainable organisations are those that reach the sustainable
development, e.g., throw socially responsible approach or socially responsible organisations.
SR organisations’ culture, vision, mission and strategic goals influence employer brand’s
creation and development process, when employer brand’s creation and development process
merge such areas as branding itself as field of marketing, HRM and SR (Aggerholm et al.,
2011). Based on information on theoretical base about employer brand’s creation and
development (section 1.2) and employer branding approaches that are connected to the
theoretical base about social responsibility (section 1.5) as well as information from the

practical examples overview the author can propose the content of the training program(s) on
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EB for the socially responsible public administration organisations in Latvia. It should consist
of blocks connected to marketing, social responsibility and HRM (Appendix 60). Public
administration organisations of Latvia should pay more attention on HRM topics. Executives
should have the overview of the strategic place and importance of employer brand and its
creation and development process. (Starineca and Voronchuk, 2014, p. 216)

Training should be supported by relevant case studies and organisation case study
analysis to have an opportunity to use knowledge in practice and combine learning and working
process. Involvement into the EB creation and development at least planning process during
training might motivate employees to work further on this topic, feel inspired being a part of
the organisation and as a result bring employer brand to the masses spreading the idea among
other current, new and potential employees. (Voronchuk and Starineca, 2014, pp. 13-14).

Professional education and training of employees on specific topics or general one could
be helpful in terms of organisation striving for sustainability and leading to employees and
organisation productivity and effectiveness. Therefore, the proposed methods and outlines of
the training can be helpful and beneficial for public administration organisations in Latvia.

3.3.  Improvement of relationship with stakeholders towards holistic human resource

recruitment and selection

The author of the present dissertation concluded towards the results of the summarised
research form chapter 2 of the dissertation that public administration organisations of Latvia
has weak relationships with their human resource recruitment and selection stakeholders.
Implementing the holistic approach to the process, it is necessary to improve relationships with
the main stakeholders involved into the HRRS activities. Employers and job seekers on the
labour market are participants of the classic human resource recruitment and selection process.
However, there are human resource recruitment and selection process participants from a
strategic point of view. Employer is collaborating with several stakeholders that may be defined
as current employees, potential employees or current job seekers and future potential employees
- non-qualified labour market participants such as pupils (Appendix 61).

Employer has job relations with their current employees. Employees fulfil certain amount
of work and carry out defined tasks, whereas employers undertake the responsibility of salary
payment to employees for work done as well as consider granting social benefits, and may give
additional financial and/ or non-monetary benefits.

If an employer needs a new employee, the job is offered to potential employees, in case

of Latvia they could be economically active Latvian inhabitancies searching for a job on the
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labour market with relevant education, skills and competencies. Potential employees could offer
the employer their candidates for the vacant position (information about themselves as
candidates for the vacant position).

Employer can build relationships with their future potential employees creating positive
employer brand among them. Employer can give information about themselves as employer
and organisation in general. At this stage, future potential employees as schoolers cannot offer
or give anything to employer.

Current employees directly participate in the human resource recruitment and selection
process and represent the employer all the time. Word of mouth and behaviour of the employees
can work for and against the employer. Unsatisfied employees can spread the negative
reputation among people outside the organisation, as well as among the personnel inside the
organisation. The opposite may happen in case of loyal and satisfied employees.

Potential employees are all the people on the labour market. If they do not have
information about the employer or know only some negative sides, they might not be interested
in applying for the vacant position provided by this employer. Even if the potential employee
knows less about the organisation than the employer does, he/she might apply for the vacant
position in this organisation. At this moment, it is important that the current employees
represent the organisation well enough to attract the applicant, even if s/he is not selected for
the job.

To ensure popularity among job seekers with relevant background also in the future,
organisations need to invest more in their communication with future potential employees.
Usually they are secondary or vocational school pupils. It is important to motivate them to have
a job in the organisation and, accordingly, to get relevant education. It will also lead to the
collaboration between educational institutions and employers, as well as successful
competitiveness on the labour market ensuring employability of the younger generation
(Starineca, 2015a).

The organisation should realise their stakeholders and pay attention on them, involve
them, consider their interests and wishes implementing holistic human resource recruitment and
selection. Creation, maintenance and development the relationships with stakeholders is an
important part of HRRS process. However, this is also time-consuming, sometimes (depending
on the planned activities within the relationship development) costly. The approach presumes
also further constant work with stakeholders identifying their type according to a typology
(section 1.3) and choosing the relevant behaviour and action strategy.

There is a number of perspective benefits as an outcomes of the proposed approach

application. The proposed identification of the stakeholders and active work on the relationships
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with them is a strategic activity that influence labour market rational development and enhance
the sustainable development of the organisations that has good employer brand, low HR
turnover, and human resource recruitment and selection is not a challenge for the organisation.

The next section is devoted to proposals connected to such an issue of public

administration organisations’ external environment as lack of applicants with required profile.

3.4. Improvements influencing public administrative organisation’s external factors

towards holistic human resource recruitment and selection activities

Public administration organisations cannot change external factors, they can use their
advantages and try to influence or manage to exist among their disadvantages. Within section
2.4 the main issues in case of Latvia was identified, namely the lack of applicants with required
profile that is caused by mismatch on labour market, weak cooperation between educational
institutions and employers etc. These reasons also cause youth unemployment. Among the
reasons of youth unemployment are a country’s poor macroeconomic performance and the
absence of the right skills and attitudes within the young generation and the major one -
society’s failure to create enough jobs for young people. ‘A more demand-oriented strategy
based on social partnership by including workers” and employers’ organisations’ could help to
solve the issue (O’Higgins, 2001, p. 2; Artner, 2013, p. 184). ‘The Manpower Group (2012)
suggests promoting economic growth, entrepreneurship development and education among
other things’ (Artner, 2013, p. 184; Starineca and VVorochuk, 2015b, p. 178) To be involved into
the actions that can be beneficial for both country and organisations, the author of the present
dissertation proposes to pay attention on some already existing tools that can help PA
organisations implement their altruistic egoism towards holistic human resource recruitment
and selection.

A number of tools are used in Latvia to solve some the labour market challenges. The
author evaluates some of these tools defining their advantages and disadvantages. The author
focuses on three this kind of tools namely lifelong learning, youth guarantee and some Latvian
local career services. The tools are implemented along the European Commission initiative and
EU funds.

Atool that is promoted by EU initiatives and the Organisation for Economic Co-operation
and Development (OECD, 2015) is a lifelong learning. OECD (2015) recommends Latvia to
“encourage lifelong learning and training by improving information about training
opportunities and adult learning while ensuring the portability of skills”. Latvian State

Education Development Agency provide information and implement competitions for several
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EU lifelong learning programmes such as Comenius, Leonardo da Vinci, Erasmus, Grundtvig,
Study Visits, Erasmus+ (VIAA, 2015). Some of these programs are focused on students and
pupils’ mobility, some of them focus “on the teaching and study needs of learners taking adult
education and ‘alternative’ education courses”, other - on “specialists and decision makers
representing various groups of education and vocational training stakeholders” (VIAA, 2015).
Latvian State Employment Agency provides also information on some lifelong activities. State
Employment Agency (SEA) ‘war launching the implementation of the ESF project Lifelong
learning measures for the employed’ (Nodarbinatibas valsts agentara, 2005-2014). For
employed people SEA provides lifelong-learning measures for employed persons, besides it
also provides measures to increase competitiveness and promotion of regional mobility of
persons employed by merchants i.e. “financial aid to cover the transport and apartment rent
costs during the first four months of the employment legal relationship” is provided
(Nodarbinatibas valsts agentiira, 2005-2014).

The State Employment Agency of Latvia also provides career services for youth, adults
and job seekers. On the SEA Web site, it is possible to find various tools under each path that
can help to identify each group’s needs, help to find assistance services on employment, career
development, training, learning, education and motivation. All these career services are free of
charge (Nodarbinatibas valsts agenttira, 2005a). According to the youth survey, the most useful
competences, which can give advantage when entering the labour market, are foreign languages
knowledge, communication skills, knowledge gained from non-formal education activities and
to the smallest extent knowledge gained at school or during studies (Latvijas Republikas
Centrala..., 2014). The SEA works a lot to maintain the contact with employers to be able help
employees to adapt to the requirement of employees and try to regulate supply and demand on
labour market.

The State Employment Agency of Latvia also promotes such an EU tool as the Youth
Guarantee. These program activities in Latvia are implementing only for one year. The
unemployed youth without any job experience in age from 15 to 24 years can enjoy these
program provided activities. The youth from the target group can receive special career
consultations; can participate in competitiveness development activities, workshops for youth,
informal education programs, and other activities that stimulate inclusion on the labour market.
SEA, some educational institutions and municipalities are involved into all these activities
implementation (Nodarbinatibas valsts agentiira, 2015).

The author emphasises several advantages and disadvantages of the aforementioned tools
(Table 3.1). Some of them are focused on certain age group, however, many of them provide

free of charge advices and services. It is important to increase awareness of Latvian population
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on these tools that in many cases requires people’s primer interest and involvement. (Starineca
and Vorochuk, 2015b, pp. 178-179) The public administration organisations could also be
actively involved into these tools promotion also establishing relationships with both current
and future potential employees (see section 3.3).

Table 3.1

Evaluation of some Latvian labour market development tools (Starineca and

Vorochuk, 2015b, p. 179 based on European Commission, 2013; Nodarbinatibas valsts
agentiira, 2005-2014; 2005a, 2015; VIAA, 2015)

Tools Advantages Disadvantages
Lifelong e Are focused on different groups Some groups of people however
learning of people by employability and cannot use some programs (e.g.
programs education status as well as age civil servants)
group Some programs are competition
e Provide financial support based
e Help to develop skills important
to inclusion and adaptation to the
labour market
Youth e Help to develop skills important Is focused only on unemployed
guarantee to inclusion and adaptation to the youth without any job experience
labour market
The State e Free of charge Require self-engagement i.e. a
Employment »  Adapted for three categories of person needs to find services via
Agency people (youth, adults and job | Website.
career seekers)
SErvices e Provide advises and self-
development tools
e Help to develop skills important
to inclusion and adaptation to the
labour market

These tools and services cover development activities of population on the different
development steps i.e. when people are pupils, students, with or without job experience. This
is a logical activity as exactly those groups of people have the biggest difficulties with
employment. (Starineca and VVorochuk, 2015b, p. 179) PA organisations could be more socially
active and actively or more actively use and promote tools described within this section. This
would help to improve their EB and become more attractive for both young and older job
seekers as well as increase loyalty of current employees. Hence, these action could help improve
HRRS process and activities implementation. The next section is devoted to improvements that
can influence public administration organisations internal factors towards holistic human

resource recruitment and selection.
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3.5.  Improvements influencing public administrative organisation’s internal factors

towards holistic human resource recruitment and selection activities

Public administration organisation in Latvia have challenges connected to the social
responsibility (section 2.5) as an approach implementation. Towards human resource
recruitment and selection social responsibility as generally in management should lead to the
sustainability of the organisation. HRRS activities may be related to organisation of some
events in cyberspace or in real environment. All these events can be oriented on sustainability.
As guidelines could serve the Sustainable Events document (ISO 20121) developed by the
International Organization for Standardization. This document provides guidance and best
practice to help organisations ‘control its social, economic and environmental impact” (ISO,
2012) implementing any kind of events. These “three pillars of sustainability’, namely, people
(social responsibility), planet (responsibility for environment) and profit (economic
responsibility) were demonstrated by J. Elkington as the Triple Bottom Line concept in 1997
(Rahman, 2011). Striving for even events’ sustainability an organisation needs to think about
the impact of its actions on people (not only its stakeholders), environment and economics
(firstly, its own economic and financial condition).

In Appendix 62, the author of the dissertation defines some possible actions that might
affect all “three pillars of sustainability”. This shows the level of organisations’ responsibility
fulfilling tasks on each stage of the human resource recruitment and selection. The appropriate
pre-selection method, for instance, can lead to further - more effective, HRRS implementation.
In case the applicant does not match the set requirements, but is pre-selected for the text
selection stage, the organisation will spend unnecessary resources to work with the candidate
that most probably will not pass the next selection testing. Integration activities of a new
employee can require additional expenses; however, they can be smaller than those, spent on
clearing up the new employee’s mistakes. (Starineca, 2015, pp. 286-287)

Presented actions should be under the organisation attention especially, if the organisation
is socially responsible and/or is striving for sustainability. The author of the present dissertation
highlight mentioned activities to show them as an example i.e. each organisation should define
relevant human resource recruitment and selection activities and events using e.g. mentioned
example to improve socially responsible environment in the organisation.

Social responsibility approach or culture applied in the organisation is an internal
organisation’s factor that should be considered implementing human resource recruitment and
selection activities as well as some other HRM activities that influence or might interact with

human resource recruitment and selection (see section 3.2).
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The study has scientific as well as practical significance. The research results can be used
in practice, i.e. public sector organizations (particularly public administration organisations)
can use research results to specifically design the job advertisements, based on characteristic of
their potential employees, also they can more thoroughly reflect on possible challenges
associated with characteristics of the certain groups of potential employees, hiring them and
building relationships with them as with the stakeholder. The proposed tools and approaches
help to adapt the training programs about employer branding as well as be more rational and
reduce costs on professional development of employees choosing the most relevant training to

develop certain competences.

Chapter 3 summarised the proposals and tools to improve some factors relevant to the
public administration organisations in Latvia developed by the author of this dissertation,
namely:

¢ Analytic hierarchy process approach application for job advertisements development
and candidates’ selection

¢ Project team members’ selection process model (with integrated mathematical model
for optimisation tasks solving)

e Framework for internal training development

e A list of topics for training program/programs on employer brand for PA organisations

e Rational approach to the training selection for HR (linear programming model)

e Guidelines on human resource recruitment and selection for PA organizations

o Stakeholders framework for public organisations towards holistic human resource
recruitment and selection (relationships model)

e A list of possible actions that might influence society, environment and economic
implementing HRRS on each stage of the process.

The proposals were probated and discussed in the scientific and professional environment.
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CONCLUSIONS AND RECOMMENDATIONS

The present dissertation showed that holistic approach is complex and the author observed
just some topical challenges from each path of the human resource recruitment and selection to
explore toward the holistic approach. To reach the objective of the dissertation the author of the
dissertation, firstly, characterized the essence of holism and holistic approach and concluded
that:

1. The holistic approach has systemic nature. Focusing on human resource
recruitment and selection, it is necessary to explore all major elements that is covered in the
holistic human resource management model to explore some components of each of it in case
of human resource recruitment and selection considering it as an activity of human resource
management. These elements are external environment factors, internal environment factors,
stakeholders, and human resource recruitment and selection as well as other HRM activities
that interact with human resource recruitment and selection.

The exploration of the topic also supported a thesis: there are advantages for public
administration organisations in Latvia to implement a holistic approach to the human resource
recruitment and selection.

2. Competence based approach has a number of advantages comparing to other
human resource recruitment and selection approaches. It helps to make rational decisions and
connects further selected employees path in the organisation (professional development, career
planning, performance and rewards etc.).

3. Knowledge management, human resource professional development and
employer branding are connected and are vital for fulfilment of each of them. Knowledge
management and employer branding are those practices that are connected to the human
resource recruitment and selection activities, however, there are some other HRM aspects that
are directly effecting human resource recruitment and selection process.

4. Branding is important for Millennials. Organisations, recognizing all
peculiarities of generation Y representatives, should focus on employer brand creation and
development actively using modern technologies and communication resources to attract young
job seekers. Generation Y representatives are active, educated, practical and idealistic as
personalities and as job seekers and employees. Organisations task is to consider all these and
a list of other generation Y peculiarities as well as define them as separate stakeholder group to
choose the most relevant relationships creation and development strategy. Generation Y as job

seekers and employees will be defined as different type of stakeholders for each organisation.
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5. Application of stakeholder approach as well as exploration of generation Y
representatives as job seekers is organisation’s work mainly with external organisational
environment.

6. There are many external organisation factors that can influence holistic human
resource recruitment and selection activities on each stage of the process. Each organisation
needs to focus on those of them that are more relevant and urgent for the organisation in the
certain period considering strategic development plans. Labour market issues focused on youth
in terms of knowledge-economy circumstances are those that organisations need to consider
implementing human resource recruitment and selection currently. Besides, mentioned broader
level factors, organisations need to consider also some internal ones.

7. The main focus of socially responsible organisation managers should be directed
to relationship creation and maintenance, especially during human resource recruitment and
selection process. Social responsible and sustainably oriented organisations with positive
employer brand are the target for many job seekers nowadays.

8. Modern human resource recruitment and selection approaches within usual
selection procedures are meaningful and helpful, however, it is important to remember about
ethical and legislative parts of human resource selection process as HRRS is not just an activity,
which helps finding employees according to organisation culture, objectives and strategy; it is
a link between the company and its stakeholders.

9. The literature mainly focuses on private sector organisations addressing social
responsibility issues. The literature that provides information concerning public organisations
administration does not focus on the global perspective on the administrative activities i.e. it
does not connect administrative activities influence on social and environmental issues, it does
not emphasise connection of organisational level activity effect on the external organisation
environment stakeholders.

The dissertation hypothesis was supported i.e. there are peculiarities of human resource
recruitment and selection in public administration organisations of Latvia and their potential
employees (job seekers) that influence human resource recruitment and selection process:

10. The public administration organisations of Latvia would rather use competence-
based approach to human resource recruitment and selection and other human resource
management activities related to holistic HRRS, however, there is lack of tools that would help
them to implement the approach appropriately using its full potential and advantages.

11. Observed public administration organisations of Latvia have a certain
“classical” way of human resource recruitment and selection implementation, however, they

need to have some guidelines to solve some issues that sometimes are connected to organisation
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external environment factors such as lack of job applicants and candidates with the certain
professional background and public administration organisations as employer.

12. Employer brand is an important component establishing and maintaining
relationships with potential employees (e.g. job seekers). One big group of them currently
consists of generation Y representatives, who has their own peculiarities. It is important to get
acquainted with this stakeholders’ group to understand, what kind information could be used
and how to improve employer brand and consequently young job seekers attraction to the vacant
positions in public administration organisations implementing holistic human resource
recruitment and selection.

Another thesis of the present dissertation was also supported i.e. public administration
organisations of Latvia need to improve their employer brand to seek successful human
resource recruitment and selection process.

13. The tools proposed by the author can be used by practitioners to specifically
design the job advertisements, based on characteristic of their potential employees, also they
can more thoroughly reflect on possible challenges associated with characteristics of the certain
groups of potential employees, hiring them and building relationships with them as with the
stakeholder. The tools and approaches proposed help to adapt the training programs about
employer branding as well as be more rational and reduce costs on professional development
of employees choosing the most relevant training to develop certain competences as well as
select job candidates rationally ensuring success of their further job performance. However,
some of the tools are more applicable in case of larger organisations that can afford resources
investment in implementation of the tools.

Proposals/recommendations for public administration organization’s human resource
recruitment and selection process implementation:

1. It would be beneficial to devote more attention to the content of the
organizational Web pages. Information that can be published has to be published on the Web
page and be easily reached to attract job seeker and to represent the organization as an employer.
The main focus needs to be done on organization’s definition, its offers to the employees,
organizational process (if at least one of the components exists), vision, mission, goals,
operational principles, Code of Ethics and its full text. If there is no such information to publish,
it can be an additional point to think on. Most probably, the organization needs to develop its
plan to include there all cultural aspects of the organization’s management and activity as well
as such strategic elements as vision and goals. The public organisations of Latvia already have
the common visual identity, however, the Web pages of the organisations are too different and

does not create a common image of public administration organisations as employer.
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2. The tool for project team members’ selection proposed by the author is more
suitable for large organisation that may afford to assign different departments members for the
work on the certain internal projects ongoing. Each organisation needs to evaluate, if it can
afford to apply human resource outsourcing in case of lack of competent employees allocated
for work on a project. The tool proposed helps to increase efficiency of a project team by
selecting the most competent employees from the pool and creating a balanced team by the
personal preferences as much as possible. Finally, the proposed tool can be a base for a software
or a function integrated in the existed software that connects organisation’s human resource
management system. The system should have information on employees’ professional profile
I.e. a database with a list of competences and personal preferences of each employee. The level
of the competences need to be periodically assessed (performance appraisal) and updated in the
database as it is done towards NEVIS in case of Latvia now.

3. Framework for training development, rational approach to the training selection
for HR (linear programming model) and a list of topics for training program/programs on
employer branding help to adapt the training programs about employer branding as well as be
more rational and reduce costs on professional development of employees choosing the most
relevant training to develop certain competences. Public administration employees are not
expected to have the certain competence developed during the formal studies. However, the
rational approach of the public administration employees’ competences development is relevant
for both, the PA organisations and PA study programs or training developers. Professional
education and training of employees on specific topics or general one could be helpful in terms
of organisation striving for sustainability and leading to employees and organisation
productivity and effectiveness. Therefore, the proposed methods and outlines of the training
can be helpful and beneficial for public administration organisations in Latvia.

4. The author developed a stakeholders’ framework for the organisations towards
holistic human resource recruitment and selection (relationships model). The organisation
should realise their stakeholders and pay attention on them, involve them, consider their
interests and wishes implementing holistic human resource recruitment and selection. Creation,
maintenance and development of the relationships with stakeholders is an important part of
human resource recruitment and selection process. However, this is also time-consuming,
sometimes (depending on the planned activities within the relationship development) costly.
The approach presumes also further constant work with stakeholders identifying their type
according to a typology (Appendix 10) and choosing the relevant behaviour and action strategy.
The proposed identification of the stakeholders and active work on the relationships with them

is a strategic activity that influence labour market rational development and enhance the

136



sustainable development of the organisations that has good employer brand, low HR turnover,
and human resource recruitment and selection is not a challenge for the organisation.

5. A list of possible actions that might influence society, environment and
economic implementing HRRS on each stage of the process developed by the author should be
considered by public administration organisations striving for sustainability towards social
responsibility principles implementing HRRS activities. The author of the present dissertation
highlights activities mentioned to show them as an example i.e. each organisation should define
relevant human resource recruitment and selection activities and events using e.g. mentioned
example to improve socially responsible environment in the organisation.

6. The human resource recruitment and selection guidelines developed reflect
systematic activities that need to be implemented especially applying competence-based
approach selecting HR. The version of the guidelines include several steps based on the human
resource recruitment and selection process model and scenario also developed by the author.

Proposals for public administration organisations in Latvia and Lithuania:

7. Publish more information on public administration education importance for the
certain positions and career development in public administration

8. Think on possibilities of generation Y representatives’ as the organisations
newcomers’ induction and retention activities (e.g. learning and development activities)

9. Cooperate with public administration study programs developers/providers i.e.
tertiary education institutions to help them to adjust the study programs, so students of public
administration study programs would develop relevant for the job competences

10. Apply/continue to apply competence-based approach for human resource
recruitment and selection to evaluate the candidates rationally avoiding biases that could be
connected with age of the applicants.

Proposals for public administration organisations in Lithuania and Spain:

11. Consider to develop an attractive traineeship and job opportunities or short-term
position for the public administration study programs students and recent graduates to make
them confident in their primer choice of the career (starting from the choice of the study
program) and future employability. Therefore, it is also necessary to consider employer brand’s
development including activities focused on relationship development with the potential
employees (PA study programs students)

12. Emphasize publicly the socially responsible behaviour of the organisation.

The author also identified explored Latvian, Lithuanian and Spanish PA program students
(generation Y representatives) peculiarities as job seekers and potential PA organisations

employees. Some of them like to find information on job opportunities using information from
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the universities info boards or WEB sites. Based on the survey result within this dissertation
the author has several recommendations for tertiary education institutions of Latvia,
Lithuania and Spain generally and particularly for those that’s students participated in the
surveys. The recommendations are:

13. Cooperate with PA organisations to be able to distribute information on job
opportunities and invite practitioners, who could tell more about jobs in public administration
and career development opportunities to the students as well as share information on topical
approaches and tools used in public administration highlighting new tendencies of the sector.

Concluding, it is important to highlight that holistic approach to human resource
recruitment and selection is a tool that could be applied by any organisation functioning in
knowledge economy environment. The core outcome of the research is the realisation of
lifelong education relevance and importance for public administration organisation. The main
parties involved into the process (‘consumers’) of the dissertation results are public
administration organisations (mainly in Latvia), youth (as job seekers and public administration
organisations employees) from Latvia, Lithuania and Spain as well as tertiary education

institutions that provide public administration study programs.
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Conceptual description of the dissertation (Created by the author)
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Appendix 2

Description and components of Human Resource Recruitment and Selection (Starineca,

2016¢, p. 107)

Authors HR Selection description HR Selection elements/steps/methods
Inspection of applications
O. Lundy & A. | Organizations newcomers’ recruitment and selection, an Selection interviews

Cowling (2003)

assessment and decision-making process

Inspection of references
Medical examination and selection tests

D. Cooper et al.
(2003)

True and more suitable set of selection procedures for
work fulfilment

Set of the candidates’ selection standards
Selection interviews and other selection methods
Evaluation of the candidates

Decision-making on the candidate’s selection

Inspection of applications

H.T. Graham & | Assessment of_ t_he candidates using a number _of methods Choice of the selection methods
R. Bennett | to make a decision on the most suitable candidate. After e .
. - - notification of job offer

(2003) this process a job offer to the candidate follows ]
Collection of the references
Assessment of the application letters and autobiographies
Evaluation of references

M. Kehre | Examination, assessment and definition of the Application of tests

(2004) candidate’s eligibility to the job requirements Interviews
Evaluation of information and decision-making
Notification of the decision
Testing

W.L.  French | Selecting internal or external candidates for permanent Examination of applications

(2007) or temporary work Physical examination
Selection interviews
Development of the detailed job description
Assessment of the application letters and autobiographies

l. Boitmane | Aimed staff planning to attract eligible candidates and Job interviews and observations

(2008) take them for a work Surveys .
psychological tests
Job tasks
Collection of the references

. Selection of the most suitable for an organization and Analysis of the documents
L ESenvalde o . . : .
(2008) position (closest match of the required skills Interviews, tests and role-playing games

competences) from a pool of candidates

Notification of the decision

1. Voroncuka
(2009)

Selection of the most suitable candidate from all
applicants applying the previously developed selection
policy

Preselection (work with documents and applications, check of

references and health)

Selection testing

Selection interviews

Final selection and selection’s evaluation

Expression of the judgment on the candidate's abilities,

Analysis of submitted documents and applications
Selection interviews

LR. characteristics or personal talent, his/her suitability for Organization, management and analysis of tests and tasks
Dombrovska - O ; :
(2009) the vacant position, motivation, as well as future Sele_ct_lon of the candidate )
potential evaluation. Decision announcement to the candidates
Analysis of the selection process
Determination of the candidate form a pool of the -FF::;?]rCZfO{h?g;na(;iﬁz?s experience
M.A. Raphael | recruited candidates that one, who will be more suitable 9ot -
I . . Selection interviews
(2009) to the organization and position according to the P hecki
forecasts (predictions) References checking
Decision-making
Checking of the candidate experience
Choose the right candidate from the job applicants with Testing
G. Dessler . - :
(2010) screening tools to seek success in job performance, costs Interviews

and legal liability issues

Checking of the experience and references
Decision making on job offer to the exact candidate

S. Werner et al.
(2012)

Sorting and ranging the most suitable candidates for the
job and the organization according to the certain criteria
as well as job offering afterwards

Candidates’’ sorting
Candidates’ ranging

166




Appendix 3

Human Resource Recruitment and Selection process components (Voronchuk and
Starineca, 2014, p. 420)
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Appendix 4

tructure and process

(Starineca, 2015, p. 292)
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Appendix 5

Human resource recruitment and selection process scenario (Created by the author)

1. Decide who will deal with HRRS process (Who will deal with the process?)
1.1. In case of external recruitment = An External recruiter is selected
1.1.1. Provide information on needs and circumstances to the external recruiter
1.1.2. Participate in HR Selection activities =>point 16.
1.2. In case of internal recruitment > An Internal recruiter is selected - point 2 and
point 5.
2. Develop job description
3. Check the job description alignment with the organisation’s value, objective, and
strategy
4. Develop essential approaches and evaluation methods of knowledge, skills and
abilities =>point 7., when point 6. is fulfilled and
Find distribution channels
Evaluate labour market situation and check availability of potential candidates
Set structure and content of the job advertisement

Adapt text for the target audience

© © N o O

Create and check the job advertisement
10. Publish the job advertisement
11. Wait for applications (Appendix 6) for the job advertisement to be submitted till the
end of submission deadline (Is any application submitted?)
11.1. Yes —>point 12.
11.2. No —>point 9.
12. Take applicant’s application and documents
13. Pre-screen received applications (Is application suitable?)
13.1. Yes > Screen sorted applications and Analyse sorted applicant’s documents (Is
applicant suitable?)
13.1.1.  Yes —>Contact suitable candidate (Appendix 7) and invite him/her to the
next selection stage (Does the candidate receive the invitation?)
13.1.2.  Yes —>point 14.
13.1.3.  No —>point 9.
13.1.4. No —>Contact unsuitable applicant and inform him/her that he/she did
not pass this stage of selection (Is any other application for the job

advertisement submitted?)
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Continuation of Appendix 5

13.1.5. Yes —>point 12.
13.1.6. No —>point 9.
13.2. No - point 13.1.2.
14. Implement tests and selection interviews
15. Assess candidates
16. Select the most suitable candidate (Is the candidate selected?)
16.1. Yes —>point 17.
16.2. No ->(Who deals with the process?)
16.2.1.  External recruiter >point 17.
16.2.2. Internal recruitment - Contact unsuitable candidate and inform him/her
that he/she did not pass this stage of selection - point 13.1.2. (...)
17. Offer the job to the selected candidate (Does the candidate receive the offer?)
17.1. Yes ->point 18.
17.2. No - (Who deals with the process?)
17.2.1.  External recruiter >point 1.1.2.
17.2.2. Internal recruiter - point 13.1.2. (...)
18. Create the job contract
19. Sign the job contract with the selected candidate

20. Integrate the new employee into the organisation.
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Appendix 6

Candidate’s Application Status during Recruitment and Selection Process (Created by

the author)
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Appendix 7
Candidate Status during Recruitment and Selection Process (Created by the author)

Candidate is
selected for a | Candidate is invited to the next stage————
selection stage

Candidate refuses
the invitation

Candidate is invited to the next stage

Candidate’s reply is accepted & recordered

Candidate does not
Candidate receives the participate in
invited to a the selection competition for the
stage vacant position any
more

Selection activities are realized (tests, interviews)

Information about selection
results are sent to the candidate
Candidate is
evaluated by the
set criteria after

Candidate is not
. ) . selected as
. Select suitable candidates based on evaluation————p| .
the selection potential
tests and employee
interviews

Select suitable candidates based on evaluation

Candidate is Candidate doesn’t
SeIeCteq as | Candidate is offered to fill the vacant position——— | became.an
potential employee of the
employee organisation
Candidate is offered to fill the vacant position

Candidate become
an employee of the
organisation
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Appendix 8

Characteristics of Employer Brand (Voronchuk and Starineca, 2014, pp.3-5; Starineca
and Voronchuk, 2014, p.210, Starineca, 2015, p.60)

Lievens (2007, Jain and Pal Bondarouk et al. (2012, Pahor and Kudret (2014,
pp.51-52) (2012, pp.70-72) pp.41-43) Franca (2012, pp.13-17)
pp.100).
Three-steps EB Elements/ EB mix EB main EB mix
processes of EB components Di . I . .
EB imension characteristics dimensions

3.2.EB 1. Culture and 1. People and culture 1. Good 1. Culture
transition to the | Environment (What kind of leadershipand | (Internal

organizational

(‘work practices,

employees employed,

job-life balance

communication

culture value system, What is expected of , Rewards and
behaviour and employees; recognition,
attitude of the Employment Learning and
people working | conditions and development,
in the treatment of Service
organization’) employees, Current support,
culture and ethics in Measurement
the organization) system)
1. The value 2. Employment 2. Organizational 2. Reputation 2. Purpose
proposition of | Experience characteristics of company and | (Senior
an EB (Tangibles (What the organization | its products leadership,
development (salary and is and what it offers, and/or services | Values/Corpora
2. The EB benefits), How organisation is te Social
external Intangibles offered, Organizational Responsibility,
marketing (company’s processes (vision, External
culture and mission, future goals)) marketing)
values, 3. Employer reputation
opportunities for | (Past achievements,
learning and Social activities,
career sponsorship etc.,
progression, Products and services
reward and ratings)
recognition and
management
style))
3.1. The EB 3. Integrity 4. Job characteristics 3. Possibilities | 3. Employment
internal 4. Employment (Job opportunities; Job | for personal (Working
marketing Package learning opportunities, | development environment,
(Financial Key functions and 4. Security of Recruitment

Compensation,
Job Roles and
Responsibilities,
Work
Environment,
Career
Development
Plan)

specific characteristics,
Introduction program)
5. Remuneration and
advancement
(Advancement
opportunities, Career
programs; Benefits and
compensation system)

employment

and induction,
Team
management,
Performance
appraisal)
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Appendix 9

Definitions of Knowledge Management (Voronchuk and Starineca, 2014, p.170)

Author (year) Definition

Hedlund ‘addresses the generation, representation, storage, transfer,

(1994, p. 76) transformation, application, embedding, and protecting of organisational
knowledge’

Petrash ‘getting the right knowledge to the right people at the right time so they

(1996) can make the best decision’

Laudon and ‘the process of systematically and actively managing and leveraging the

Laudon stores of knowledge in an organisation’

(1998, p. 553)

O'dell and ‘managing the organization’s knowledge by creating, structuring,

Grayson dissemination and applying it to enhance organizational performance’

(1998, p. 6) ‘conscious strategy of getting the right knowledge to the right people at
the right time and helping people share and put information into action in
ways that strive to improve organizational performance’

Brooking ‘the process by which we manage human centred assets’ ‘the function of

(1999, p. 154)

knowledge management is to guard and grow knowledge owned by
individuals, and where possible, transfer the asset into a form where it can
be more readily shared by other employees in the company’

Alavi and ‘process to acquire, organize, and communicate knowledge of employees

Leidner so others may be more effective in their work’

(1999, p. 4)

Hubert ‘conscious strategy of putting both tacit and explicit knowledge into

(2000, p. 1) action by creating context, infrastructure, and learning cycles that enable
people to find and use the collective knowledge of the enterprise’

Andriessen ‘organizing and optimizing knowledge processes’

(2004, p. 231)

Frappaolo ‘the leveraging of collective wisdom to increase responsiveness and

(2006, p. 8) innovation’

Jennex ‘the practice of selectively applying knowledge from previous

(2007, p. 4) experiences of decision making to current and future decision-making
activities with the express purpose of improving the organization’s
effectiveness’

Firestone ‘KM refers to activities aimed at enhancing knowledge processing. These

(2008, p. 17) activities are interventions designed to affect how knowledge processing
is done’

Stankosky ‘leveraging relevant knowledge assets to improve organization

(2011, p. 6) performance, with emphasis on improving efficiency, effectiveness, and

innovation’
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Appendix 10

Typology of Organizational Stakeholders (Adapted from Mitchell et al., 1997)

Dormant Stakeholder
Discretionary Stakeholder
Demanding Stakeholder
Dominant Stakeholder
Dangerous Stakeholder
Dependent Stakeholder
Definitive Stakeholder

Nonstakeholder
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Appendix 11

Definitions and characteristics of generation Y representatives (Created by the author)

Author (year) Description
Tulgan and e Need everything right now
Martin e They want to know:
(2001, p. 21) o What value can | add today?
o What can | learn today?
o What will you offer me today?
o How will | be rewarded today?
Sheahan e Are called as Echo Boomers, Generation Next, Millennials, Boomlets,

(2006, pp. 2-4)

| Generation, Net Generation, Netizens, Generation WHY

Were born from 1978 till 1994 (according to demographers)
‘They ask for specifics’

They are: e  On the workplace they are:

o Street smart o Open

o Mature and resilient o Accepting

o Educated and fast learners o Inclusive

o Practical o Team oriented

o Enterprising o Purposeful

o Manipulative o Social
Osborne e Are called as Echo Boomers or Millennials
(2010, p. 17) | e  Were born from 1990 till 2000 (by Gronbach till 2010)
Matthewman e Are called as Digital Generation, Echo Boomers or Millennials
(2011,p.19) | e  Were born after 1983 — entering the workforce now

[ ]

They are incredibly confident, creative and worldly [they do not have
boundaries, are opened for travelling and exploring different cultures,
movement from place to place]

Are global and green and put work into a social context whereby they
no longer live for work but instead work to live

Are fuelling the rising number of global nomads as they join the
international workforce because they are starting with a significantly
different mind-set

Have grown up with more freedom and choice, economic prosperity
(until summer 2008), higher education with ever-changing technology;
in a digital, internet world where immediacy and energy drive a thirst
for information

Are enquiring, challenging, creative and vibrant

Want and expect more than preceding generations

Are likely to be the most productive generation of all time because
they work differently, harness technology and change as part of daily
life

Key themes that characterize them: change, tech savvy, international
mind-set (multicultural), social ethics (they are seeking work with a
mission), and confidence (exuberant).

Think the workplace should adapt to the new (their) world
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Appendix 12

The four pillars of the knowledge economy (Adapted from The World Bank..., 2009, p.

1)
No. of Pillar Name of Description Variables
Pillar
1%t Pillar Economic | The country’s economic and | — Tariff and  Nontariff
and institutional regime must :
institutional | provide incentives for the Barriers
regime efficient use of existingand | — Regulatory Quality
new knowledge and the
flourishing of — Rule of Law
entrepreneurship.
2" Pillar Education | The country’s people need — Average years of
and skills | education and skills that .
enable them to create and schooling
share, and to use it well. — Secondary Enrolment

— Tertiary Enrolment

3" Pillar ICT A dynamic information — Royalty and License Fees
infrastructure is needed to
facilitate the effective

communication, — Patent Applications

dissemination, and
processing of information. Granted by the US Patent
and Trademark Office

Payments and Receipts

— Scientific and Technical

Journal Articles

4" pillar Innovation | The country’s innovation — Telephones per 1,000
system system—firms, research

centres, universities, think
tanks, consultants, and other | — Computers per 1,000
organizations—must be

people

capable of tapping the people

growing stock of global — Internet Users per 10,000
knowledge, assimilating and

adapting it to local needs, people

and creating new technology.
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Appendix 13

Social responsibility seven core subjects (Voronchuk and Starineca, 2014, p. 6 adapted
from 1SO 26000, 2010)

4 Holistic Approach ™\
Community
involvement & Human rights
development
Organisational
L
Consumer | 2 GANISATION abour
155ues practices
Governance
Fair .
operating The environment
practices
Interdependence
- J
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Appendix 14

Social responsibility seven core subjects’ issues (Voronchuk and Starineca, 2014, p. 7
based on 1SO 26000, 2010)

Fair Community
Core . Labour The . Consumer | involvement
: Human rights : . operating :
subject practices environment . issues and
practices
development
Fair
marketing,
Employment factual and
- and Prevention Anti- unbiased Community
Issue 1 | Due diligence ; : ) . .
employment | of pollution | corruption information | involvement
relationships and fair
contractual
practices
Conditions Responsible Protecting
Human rights | of work and | Sustainable D! consumers' | Education
Issue2 | . .o 3 . political
risk situations | social resource use | . health and and culture
. involvement
protection safety
Climate
change Employment
Avoidance of | Social ange Fair Sustainable | creation and
Issue 3 o . mitigation . . i
complicity dialogue and competition | consumption | skills
. development
adaptation
Protection of
the . Consumer
. Promoting -
environment, . service,
i Health and C o social Technology
Resolving biodiversity .. | support, and
Issue 4 | - safety at responsibility X development
grievances and . complaint
work . in the value . and access
restoration . and dispute
chain A
of natural resolution
habitats
AUET Consumer
Discrimination | development Respect for data Wealth and
Issue 5 | and vulnerable | and training - property . income
) : protection .
groups in the rights . creation
and privacy
workplace
Civil and Access to
Issue 6 o . - - - essential Health
political rights .
services
Economic, Education .
. Social
Issue 7 | social and - - - and )
. Investment
cultural rights awareness
Fundamental
Issue 8 | principles and - - - - -

rights at work
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Appendix 15

Steps of the rating creation by the sustainability index: participating organisation

perspective (Voronchuk and Starineca, 2014a, p. 70 based on Sustainability Index, 2010-

2014)

1. Send organizers a statement of assurance that consist of several documents as:

Application and reporting provisions
Provision of information and rules on communication and use of
information.
The manager’s statement certified that:
I. The company has no tax debts
ii. The company is not involved in the insolvency proceedings
iii. The company effects payments in line with the laws and regulations

of the Republic of Latvia

2. Organisations’ representatives can participate in specially organized seminars on each

section (sections will be outlined further in the text) of the self — evaluation form

3. Organisations’ representatives can have a consultation on filling in the self —

evaluation form

4. Self-evaluation form filling in

5. The analysis of the information from the self — evaluation forms happen, when experts:

a.
b.

C.

d.

Make statistical analysis

Verify references

Draw up individual recommendations for improvements in the analysed
areas

Select the best practice

6. Closing event and public announcement of the included into the Sl rating organisations

usually take place in the beginning of June.
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Appendix 16

List of analysed occupations according to ISCO OS in Latvia and UK Standard

Occupational Classification (Voronchuk and Starineca, 2014a, p. 174 based on

International Labour Office, 2012; Ministru kabinets, 2010; The Office for National...,

2010)
Standard Code Occupation
ISCO 42 Customer Services Clerks
(4222) (Contact centre information clerks)
OS in Latvia 422207 | Customer Service Specialist
UK SOC 7219 Customer Service Occupations
ISCO 3313 Accounting Associate Professionals
OS in Latvia 331301 | Accountant (the 4" level of qualification)
UK SOC 2421 Chartered and Certified Accountants
Accountant (qualified)
ISCO 2631 Economists
Economist
OS in Latvia 263102 | Economist
UK SOC 2425 Actuaries Economists and Statisticians
Economist
ISCO 2413 Financial analyst
OS in Latvia 241302 | Financial analyst
UK SOC 3534 Finance and Investment Analysts and Advisers
Financial analyst
ISCO 2611 Lawyers
Lawyer
OS in Latvia 261101 | Lawyer
UK SOC 2419 Legal Professionals
Lawyer
ISCO 3411 Legal and Related Associate Professionals
Legal Assistant
OS in Latvia 341102 | Legal Assistant
UK SOC 2419 Legal Professionals
ISCO 2619 Legal Professionals Not Elsewhere Classified
Legal counsel
OS in Latvia 261901 | Legal Professionals
UK SOC 2419 Legal counsel
ISCO 1120 Managing Directors and Chief Executives
OS in Latvia e.g. Organisation manager
112001
UK SOC e.g. Functional managers and directors
1139
OS in Latvia 242201 | Project manager
UK SOC 2424 Business and Financial Project management Professionals

Project manager
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Appendix 17

Layout of the questionnaire for the ministries of Latvia survey in Latvian (Created by
the author)
Link to the online questionnaire: http://goo.gl/forms/izNOGZkrzV

Dixtu=ns
Labdien, Latvijas ministmijas parstavis’-g!
Latvijaz Urndversitites, Ekomomika: mn vadbas fakultites, Publiskis pamaldes, demozrifijaz un
socillekonomisk®s statistikas katedras doktorantimas studente Olza Starineca véne Latvijas minisiriju
persandla disertacijas peffuma ietvares. Petijuma merkis ir izstradat bolistisku pieeju valsts organizaciju
cilvekresursn atlassi, pienemEanai darbd un profesiondlajal attistibai, ki arf piedivat uzlabeiumns Latvijas
Universitites magizima studiju programmas “Sabiedribas vadiba™ attistibai.
Aptmujas rezpuliat ks izmantot apkopotd veidd. Konfdencialitate ir paraniéta.
Lidzu athildst uz daziens jaufdjumiem  lai veicinato pisejas izstradi.
Aptanja notiek Bdz 3. februirim (seskaitof).

1. Eidas darba pozicijas’ pirsvard i Tisa parstivetajd ministrija?
o hakalmma prada ieguvsjiem
> magistra prida iepuvEjiem
= doktora grada iegirvejism
2. Lidm, novernsiet kompetences péc nozimiguma, lai uzsakto darba Fiisu parstiveiaji mindsmjal?

{Lidzu, .'m.:r.m_lwr 10 punity skaly, B 1° &, vispdr mev svenriea " w107 I drkrTipi
Svarlza ™)

Pedcijim bakalanra shadiju absolventism

—_— Vertéjums

Kompetence lail... — ————0 1134

1) Eiepotu  parvaldibaz  fankoijas  walsts  seltora

acijas

izpildin vadibas fimkcijaz

uzhuretn tikhy uo sadarbibu ar cHam orZanizaclam

} socidle, diepesta, poliiskds wal  adminkstratvds

problémas atzisanai, aralizei un mierpreticijai

5) problému  Eskatanai pe  dasadu  disciplinu
perspekitivim

6) politikas formulatanai

7} pelitikas Hrenosanai

£} pelitikas povertSSanai

9} spcidlo, politzko un skonomisko attiztibas irpratned

100 lai rkotos ar problémdm atfecimet fds sz

ckononizko, politisko, tiesisko wn socialosiske realitat

11}  izpétiu galvenos Snkas un sabiedribas wértbu

jedziems

L4 41
=
-3
[=-]
L=

1

[ (RN | O]

S amioest visi janstjumi i par darbinielcem, kon nodarbojes o admenimatie debu mimsa s vl I el oEmsas
admEms i darb (T juried, sl we)

! Sarakes ar dwbinickn keonpotansi jomiins ir nodsSndt: projuken Tusisg — P4 iebanos, ko afbalses: Firopas Valshs praldes
alireditScias asocificia (EAPAA), Valsh admimisirioijas institiin m shobo thls Cantrilal¥ m Ansromeirop® (MISP4ce), un
Valsis pdrmlis Eiropas =iEa EH.-.'-'.-{"

+doecs. poogle com wrsadshest wisrriorn M ormivey=d e IV A ETUD IR RN hideg

wmwmmmwmmmmmm 4. ;ada pijy .
1
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Continuation of Appendix 17

Datumas

Pozcijim bakalanra smnadiju absolventism

e —— Vértejums 1

Eompetence, lai'... ——

(]
L5
™
L]
(=]
]
[=-]
k=]

10

11}  sawvenotn sabiedrisko pakalpojummn EEE: un
sabiedribas wanihas

13}  analerény un risindto problémas ne tredo persan
viedokla, it Tpasi poliiku, specidlista, iedsivetdjn un
civilorsanizaciju parsiaviu viedokla

14}  uz plerddfjumiem balstfe Emuma pienemsanai,
interpretSjot un  piemérojot polifiskas  prosTammas,
paredzot nikomes tendsnces civildisnestd un pislizajpot
pasikupmes, la tie  atbilstu kKomkrSmi  sabiednisko
pakalpojumg kentekstam

15}  komunik3cijai ar politikiem  ekspertiem
iedsivotijiem, un civilarganizaciju parstivjiem

167 svarim issaistito posu padorm formvnlEsanai

17) pémomn weiksanai ar politikie  ekspertiem
iedzIvotaliem. un civilorganizaciju parstavjism

18  lai sadarbotos dandznozam komandis

199 komunikacijai wn  mijiedarbibal  starpkultio
konrekstd

20y Ledcke petfjumu veiksanai artiecidd uz konkréta
problanm

21y L= imveletos un piemérotu afbilstosas metsdes,
panémiemis um instromentyz problémas amafizel un
TSNt AN

2J)  petmecibas atbsioal atteczaj polikas joms

23)  sociali-zindmiskoe pEjuma mebo un pansmism,
tostarp statistikas, listosand

My petiuma uzsiksand, Istenodand, prezemtssand un
novEnEzsana

23)  ipmantet pSmiecthas  rerultius  [Emaomn
pieremianal vai palifsko prickslikumn izstradei

26)  saprast disciplinas, ks nodarbojas ar walsts
parvaldi

2Ty ipmantot teorgtiskds zindsanas par saisti@Am ar
publisko parvaldi disciplindm, lai amalizéto un nsinga
problemas publiskajd sfem@

28) |z safdzindto on oovertshn dazddas publiskds
pirvaldes sizfémas

Dozirijim magistra shedfju absalventism

——— Vertajums 1

Kompetence, lai'.. . ———

(=]
L)
™
L2 ]
(=]
|
[=-]
L=

10

1) Eepotu  pavaldibas  fmEcijas  walsts  sekiora
OIEAMIEACAs

izpildin vadibas fimkcijas

nrporétn ik un sadarbibu ar ciim arzanizacijim
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Continuation of Appendix 17

Diatums

Pozici)im magisira sfudiju absolventiem

—— Vértéjums | |

[
L1
=
L4 41
=
e |
[=-]
L=
[
]

Kompefence, lai'.. ———

4) spciiilo, dienesta, polifiskdiz wal  administaivas
problEmas atzizanai, analizei un inferpretacijal

5) problEmu  Eskatsanal po dazAdu  disciplino
perspekiivim

J) pelitkas lommnlesana

7} pelitikas Btenosanal

B} pelitkas povertésana

9} spciilo, politiske un ckonomisko attiztihas Gpratnel

10y lad rkotos ar problémdm affiecinet tds uz
ekonomuisko, politisko, desiskoe um  sociologizko

realita

11)  izpéfiu galvenmos Etkas un sabiedribas vertiba
jEdmiems

1I) savienotn sabiedrisko pakalpojumu &tkn un
sabiedribas vérihas

T3] analizéta un Hsinam proolEmas no D50 peTsomnd
viedokla, it Tpasi politku, specilistu, isdelveddju um
Civilrganizaciju parsviu viedokla

14)  uz pleradfjumiem balstiio Emumn piensmsanal,
inferpretéiel un plemercjot polifiskas progTammas,
paredzol  pikomes fendences civildiepsstd, um
pislizojot pas3kumms, lal 2 afbilsto Eomkren
sabiednisko pakalpojumu kootekstam

15) kommik3cjai ar  politikiems,  eksperfiem,

idzivotajiem, un civilorpaniziciju parstiviiem
18]  svanm l=saisfio posu padomn formolesanal

17}  pémomn weiksanai ar politikiem, eksperfiem,
ied=Tvotdjiem. un civilorsanizacjn parstivilem

18]  lad sadarbotos dandznezam komandis

187 koonmikdcijai un  mbjiedarbibai  starploaloing
koniksE

20)  liedsko petfjumu veiksanal attiecTbd uz konkreta
prohiEmn

21) I izveElEtos un piemErofu athilstosas metodes,
papémiemis un instrumentus problémas amalizel un
amsmasanal

21)  petmiecibas ardsibal attiecizajd polidkas joms

23)  socili-zindmisko pEjumu meto D pansmmisml,
tostarp statistikas, Hetpiand

M) pEtuma uzsiksand, fstenosand, prezemiSsand um
noveEnsian

25)  iomantot  pEmiecibas  rerultdtes 1émaomu
pienemsanai vai politizko prieksHkurnn izstridsi

26)  sapmst disciplinas, kas nedarbejaz ar walsts
parvaldi

A7) 1—omantet teorehskas Zimasanas par sastijam ar
publizko parvaldi disciplindm, lai analizétu un rsingha
probiEmas publiskaji sferd
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Continuation of Appendix 17

Poziciim magistra studfju absolventism

T Vertéjums |

Kompetemce, lai'... ——

(o]
LE5]
=
L2 ]
(=3
s |
[=.-]
L -]
[
=

28)  lal sabdzindto un movertsha dazadas _Eu':l'_is.]:_ﬁs.
parvaldss sispémas

Pozirim doktora stodijo absohventism

T— Wertejums ~ .
Kompetence, lai/. .. ——— 1|23 (4|5 6|T7|8]%] 10

1) Gepotu  pirvaldibas  fmkcijas  walsts  selotora
OIFANETACDAS

2} 1zpaidiiy vadibas Dmkcijas

3} nztaréta tikiu un sadarbibu ar cifdm organizAcijim

4) spcidlo, diepesta, politckdz wval  adminsstrativas
problEmas atzisanai, amalizei un mferpretical

5} probEmu | mokatEanal | no dazagu | disdphoo
perspekivim

3) politikas formlEsanal

7} politikas Gtenosanal

B} politikas poverbEsana

¥} spo1abo, polinsko un ekpnomizko affsfibas mpme

100 lai rkotos ar problémim, afbiecingt a5 uz
ekpnomuiska, politisko, desiske un  sociologisko

realitan

117 izpéfiiu zalvenos Eikas un sabisdribas wertbu
jEdziemms

1)  zawviemotn sabiedrisko pakalpojummn &ko un
sabiechibas vémibas

13)  analizéhn un msindto problémas no treso parsonu
viedekla, it Tpas pelitku, speciflisty, isdrivecdjo un
civikrganizaciju parsiviu viedokla

14)  uz plerddfjumiem balsithe lEmumu pienemsanai
inferpretéjof un piemércjot politiskas progranimas,
paredzofl  pakomes fendemces civildiepestd, wm
piclizojot pasdkumos, lai fie  athilsto  kombkrsm
sabiedrsko pakalpojum kootekstam

15)  komumik3cjai  ar  politkiem  ekspertiem
isdzTvotajiem, o civilormanizacjn parstaviien

16)  svarizu issaistim posu padom formnlesanal

17) pémumo veikianai ar politikiem ekspertiem
iedzTvoldjiem, un chvilorFAnizacjn parstiviiem

187  lai sadarboios daundznozam komandas

12 kommmik3cijal uwn mijiedarbibal  starpkultim

koneksta
207 [lediko pemjumu veikianal arbiecioa uz KomkTerd
prohiEm
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Continuation of Appendix 17

Datums
Pozicjim doktora stadifo absalventiom
o Vertajums _ -
Kompetence, lail... —— 2|3 (456|789 10

2 lad izvelgtos un pieméEretu athilstosas metedes,
papEmienus un instrumentus problémas analizei un
Amsmisanal

A1) pétmiecibas attizfibal abtiecizajd polinkas joma

13} sociali-zindtmiske petijumu meboza un pansmiem,
tostarp statistikas, liesoSand

) petyuma uzsaksapa, 1stemosand, prezenfesana un

23)  iomantet  pemdecibas rerultites  |Emumn
pienemEanai vai politiske priekshkumn izsiradsi

28)  saprast disciplinas, kas nodarbojas ar walsts
parvaldi

T7)  Lomantof teOretskds ZTIOAADAS par SASTmyAm ar
publiske parvaldi disciplindm, lai analiz&tu un nsindgta
probiEmas publizkajd sferd

28  la safdzindtn uo oovertSha dazadas publiskias
parvaldss sistSmas

Fiddas ir zalvends prasibas Fiisu parstavetis ministrijas potenciilajism darbiniekiem kas fisk izceltas
darba piedivajumes tadn naw atkarigas no konkrata amata (visien amatiem ir vienddas)?

s

4. Vai prieksroka fick dota kandidittem uz vakantim wietim ministmfjd ar izglitibu publiskaja
adminizirarjd, salidminet ar kandidStem or izglidbu oeoémEjdarbibes vadisand' biznesa
menedimentd administracija? (Ladzo, apvelcist un padkaidrojist izvalil)

JiNe

Lidm, posaucier galvenos persondla atlases sabus, k3dus izmanto Fisu parstavesd mmisrijal

LN

6. Ead ir iemesli tam ka Fisu parst3veta)d mirdstijd medas vakantas darba vietas?

Vai Tiisu parsiivetajal minismijai ir defimétis véribas? Ta ir, Hde, nosaockst tas!

L]
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Continuation of Appendix 17

Dlahyms

NB! Lidzn, atbildiet uz jantijomn nr. § tkai tad, ja Jise pirstivitaji ministrijd ir kempetentn
modeliz! |

8. Eur pislisio kompetenin modeli Fisa pirstivsnid minismiji?

NB! Lidzu, afbildiet uz jantijumiem wr. ¥ nm 10 tilod tad, ja Jiso pirstiveétd minisiriji sedrozins
darbimielm profesionila athstibu! |

0. Kidus profesiondl®s atfsthas veidus nodrofina Fisn pArstivétd paivaldiba saviem darbindekiem?
(Izvelatia: katru patieso vanamml)

IzkSEie seminin

Ardjie semindri

Ieks&as darboicas (workshaps)

Arsjis darbnicas (warkshops)

Ink3Ed apmaciba

Ar&iji apmiciha

Bakalaura studiju izmaksu segsana

Magistm studiju izmaksn segSana

Doktora stadiju izmaksu sepsana

Cits

Cits

ogoooooooooo

10. Eddas ir galvends fEmas, kuras fisk apskafita: dazidu profesiondlas attistihas pasikumm lafka”™
(Ladsy, acimfiier Is frim ol wriantien)

Nodokli
Cilvekresursu wadiba
Swveivalodas (norEdist kuras!)
Grimatvediba

Etika

Pubdick3: urstitands miksla
Cits. Litdmu, porddiet!
Cits. Litdmu, porddiet!
Cits. Litdmu, porddiet!

Oooooooon

11. Cik darbiniekon ir Fisu parstiveajd ministja?

12 Eads ir Jam parstavetis ministrijas darbinisku vidsjais veoums? zadi

13. Cik ddz jaumu darbimicku (Ddz 36 gadiem) ir Josu parstaveiajd minismija?

14, Kida ir janno darbimieku (Bdz 36 zadiem) pmp:m:ua konkurses uz WrivajEm darba a
vistim salifzinot ar visu prefenden

15. Eads ir vidajais vakanto vietu skadis pada?

16. Vai Jiisu parstawetd ministrija nodrosina macibas jamayiem (jaunpiensmtajiem darbd) NG
darbiniekiem? (Lidzu. apwelcisi’)

17. Fiasa parstavéids minismijas nesaukoms!
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Continuation of Appendix 17

Diafums

18. Eids ir Fisu amats Jidsu parstiveta)d ministrE”
12. Cik ilga ir Faso pieredze esosajd amatd mmistrija? gadi
20. Ja Jums ir kadi papildus kementan, Iden, urrakstiet zemak!

Paldies par dabbuo aptamja!
5ikaka informacija: Olga Starineca, talnumis: 15084905, e - pasts: olza, sarnecadiin v
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Appendix 18

Questionnaire questions and their ground for the research

No. Question Question’s planned outcome

2. | Please, evaluate the competences’ Definition of the most important competences for a
importance selecting your represented work in the observed organisations
organisation’s HR!

3. | What are the main requirements to Your Identify, if the requirements differ from other
new employees that You highlight in job observed PA organisations requirements mentioned
advertisements and that are not depend on in the job advertisements and identify, if any
position (are the same for each new requirement is connected to SR aspects
employee)?

4. | Do you give a priority for candidates for a Identify, if PA study programs graduates have a
vacant position with education in public better chance on the labour market to find a job
administration rather than in business according to their education area.
management/administration? Why?

5. | Please, list the main HR selection steps that | Identify common and typical steps and characteristics
in your represented organisation follows of HR selection in the observed organisations
selecting HR

6. | What are the reasons of vacant positions Identify the possible reasons of the ministries
appearance in Your organisation? employees leaving the job

7. Does your organisation have defined values? | Identify, if employees are defined as the ministries
If, yes, list them! value

8. | Where the competency model is applied in Identify if the organisation has defined competency
your represented organisation, if there is model and is it applied selecting HR or somehow else
any?

9. | What kind of professional development do Identify, if the ministries provide professional
you provide? development opportunities and, which ones. This

helps to identify the ministry priorities choosing the
employees professional development.

10. | What are the main topics covered during Identify the actual topics of training that could be
different professional development activities | included in PA programs courses.

(seminars, workshops, training)?

11. | How many employees are in your Collection of the organisation’s characteristic data
represented organisation?

12. | What is the average age of your represented | Collection of the organisation’s characteristic data
organisation’s employees?

13. | How many young specialists (up to 36 Collection of the organisation’s characteristic data
years) are in your represented organisation?

14. | What is a percentage of the young Collection of the organisation’s characteristic data
candidates (up to 36 years) to the open about HRRS
vacancies in your represented organisation
comparing to the total number of all
applicants?

15. | What is the yearly average number of Collection of the organisation’s characteristic data
vacancies in your represented organisation? | about HRRS

16. | Does your represented organisation provide | Collection of the organisation’s characteristic data to
training for the new selected employees? evaluate, if the organisation selects candidates, if

their competency does not fully correspond to the
position requirements

17. | Please, name your represented organisation | Collection of the organisation’s characteristic data

18. | Name your position in the organisation! Collect data about the respondent to adjust collected

data according to the professional status of the
respondent

19. | What is your experience in the ministry Collect data about the respondent to adjust collected

working on this position?

data according to the professional status of the
respondent
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Appendix 19

Direct public administration employees’ competences assessed by the position groups in

Latvia (Starineca and Voronchuk, 2016, p. 6 based on Ministru kabinets, 2012)

Group of Competence/ group " ) 5 8
competences of PA employees’ S Sl 20223, 3, =
positions S|/ Eg Sg|3g|383|3 |=
c|s5E| S5/ 85|88 288 |8
d|lca| 55| &g 288|385 |
o a9 2o | oe| =€g| ©
© Elgaea=s| 4 = c
= Tlg |3 3
Communication | Responsiveness X 1
and Relationship building X X 2
collaboration and maintenance
Teamwork X X X X 4
Communication X X X X 4
Customer orientation X X X 3
Thinking  and | Analytical thinking X X 2
problem solving | Flexible thinking X X 2
Conceptual thinking X X X 3
Creative thinking and | x 1
innovation
Personal Initiative X X X X X 5
contribution Orientation on| X X X X X 5
development
Independence X X 2
The ability to make X X X 3
decisions and take
responsibility
Task and | Result-orientation X X X 3
process Planning and | X X X X X X 6
management organisation
Caring for  the X X 2
procedure, accuracy
and quality
Heads Employees X X X 3
competence motivation and
development
Team management X X X 3
Change management X X 2
Achievement of X 1
results
Strategic vision X 1
Authority's Ethics 0
values Loyalty 0
understanding | Realization of X 1
organisational values
Total 10| 10 7 6 8 9 9 X
Minimum that needs to be considered for | 3 3 3 2 3 4 5
assessment
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Appendix 20

A list of list of 28 competences grouped

1.Communication and collaboration:
1.1. Communicating and interacting in an intercultural context;
1.2.  Communication with politicians, experts, citizens, and representatives of civil organisations;
1.3.  Cooperating in multidisciplinary teams;
1.4.  Formulation advice to important stakeholders;
1.5.  Negotiation with politicians, experts, citizens, and representatives of civil organisations;
1.6.  Networking and cooperation with other organisations;
2.Thinking and problem solving:
2.1. Analyse and solve problems from the perspective of third parties, particularly politicians,
professionals, citizens and representatives of civil organisations;
2.2.  Conduct applied research with regards to a given problem;
2.3.  Consideration of problems from different disciplinary perspectives;
2.4.  Handle problems with regards to the economic, political, legal and sociologic reality;
2.5.  Make use of the theoretical knowledge of the PA-related disciplines to analyse and solve
problems in the public domain;
2.6.  Recognition, analysis and interpretation of social, official, political or administrative problems;
2.7.  Select and apply appropriate methods, technigues and tools to analyse and solve a problem;
2.8.  Understand the disciplines dealing with public administration;
2.9.  Understanding social, political and economic development;
2.10. Use methods and techniques of socio-scientific research, including statistics;
3.Personal contribution:
3.1.  Evidence-based decision making, interpreting and applying policy agendas, anticipating future
trends in public service, and adapting activities to suit specific public services contexts;
3.2.  Use the results of research for decision-making or policy proposals;
4. Task and process management:
4.1.  Be familiar with research development in the respective policy field;
4.2.  Compare and evaluate different PA systems;
4.3.  Policy evaluation;
4.4.  Policy formulation;
4.5.  Policy implementation;
4.6.  Setup, execute, present, and assess research;
5.Heads competence:
5.1.  Executing management functions in public sector organisations;
5.2.  Leadership functions;
6.Authority's values understanding:

6.1. Explore key concepts across ethics and public values;

6.2. Incorporate public service ethics and public values.
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Appendix 21

Competences importance working for the ministries of the Republic of Latvia having at

least bachelor degree (Starineca and Voronchuk, 2016, p. 9)

Competence Mean | Standard | Median | Mode | Standard | Count
Error Deviation

Make use of the theoretical knowledge of the PA- | 8.667 | 0.615 9.000 10 1.506 6

related disciplines to analyse and solve problems in

the public domain

Understand the disciplines dealing with public | 8.333 | 0.558 8.500 9 1.366 6

administration

Cooperating in multidisciplinary teams 8.167 | 0.749 8.000 8 1.835 6

Select and apply appropriate methods, techniques | 8.000 | 0.730 8.500 9 1.789 6

and tools to analyse and solve a problem

Compare and evaluate different PA systems 7.833 | 0.654 8.000 6 1.602 6

Use the results of research for decision-making or | 7.833 | 0.703 8.000 8 1.722 6

policy proposals

Understanding social, political and economic | 7.833 | 0.601 7.500 7 1472 6

development

Use methods and techniques of socio-scientific | 7.667 | 0.843 8.000 8 2.066 6

research, including statistics

Handle problems with regards to the economic, | 7.667 | 0.667 7.500 6 1.633 6

political, legal and sociologic reality

Formulation advice to important stakeholders 7.667 | 0.919 7.500 10 2.251 6

Conduct applied research with regards to a given | 7.667 | 0.919 8.500 9 2.251 6

problem

Networking and  cooperation  with  other | 7.500 | 0.847 8.000 5 2.074 6

organisations

Consideration of problems from different | 7.500 | 0.719 8.000 8 1.761 6

disciplinary perspectives

Policy implementation 7.333 | 0.882 7.500 #N/A | 2.160 6

Negotiation with politicians, experts, citizens, and | 7.167 | 1.108 7.500 4 2.714 6

representatives of civil organisations

Evidence-based decision making, interpreting and | 7.167 | 0.792 7.500 5 1.941 6

applying policy agendas, anticipating future trends

in public service, and adapting activities to suit

specific public services contexts

Be familiar with research development in the | 7.167 | 0.872 7.000 7 2.137 6

respective policy field

Incorporate public service ethics and public values | 7.000 | 0.683 8.000 8 1.673 6

Communication with politicians, experts, citizens, | 7.000 | 1.033 6.500 10 2.530 6

and representatives of civil organisations

Analyse and to solve problems from the perspective | 7.000 | 0.730 7.500 8 1.789 6

of third parties, particularly politicians,

professionals, citizens and representatives of civil

organisations

Set up, execute, present, and assess research 6.833 | 1.014 6.500 5 2.483 6

Policy formulation 6.833 | 0.910 7.000 8 2.229 6

Policy evaluation 6.833 | 0.833 6.500 6 2.041 6

Communicating and interacting in an intercultural | 6.833 | 0.792 6.500 5 1.941 6

context

Executing management functions in public sector | 6.667 | 0.955 6.500 5 2.338 6

organisations

Recognition, analysis and interpretation of social, | 6.500 | 0.847 5.500 5 2.074 6

official, political or administrative problems

Explore key concepts across ethics and public | 6.500 | 0.847 6.500 8 2.074 6

values

Leadership functions 5.167 | 1.046 5.000 5 2.563 6
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Appendix 22

Competences importance working for the ministries of the Republic of Latvia having at

least master’s degree (Starineca and Voronchuk, 2016, p. 10)

Competence Mean | Standard | Median | Mode | Standard | Count
Error Deviation

Understand the disciplines dealing with public | 8.333 | 1.202 9.000 #N/A | 2.082 3

administration

Make use of the theoretical knowledge of the PA- | 7.667 | 1.333 9.000 9 2.309 3

related disciplines to analyse and solve problems in

the public domain

Networking and  cooperation  with  other | 7.333 | 1.202 8.000 #N/A | 2.082 3

organisations

Cooperating in multidisciplinary teams 7.000 | 1.000 8.000 8 1.732 3

Communicating and interacting in an intercultural | 7.000 | 0.577 7.000 #N/A | 1.000 3

context

Leadership functions 6.667 | 1.856 8.000 #N/A | 3.215 3

Handle problems with regards to the economic, | 6.667 | 1.453 7.000 #N/A | 2.517 3

political, legal and sociologic reality

Evidence-based decision making, interpreting and | 6.667 | 2.404 8.000 #N/A | 4.163 3

applying policy agendas, anticipating future trends

in public service, and adapting activities to suit

specific public services contexts

Executing management functions in public sector | 6.333 | 2.186 8.000 #N/A | 3.786 3

organisations

Understanding social, political and economic | 6.333 | 1.764 7.000 #N/A | 3.055 3

development

Formulation advice to important stakeholders 6.333 | 1.667 8.000 8 2.887 3

Policy implementation 6.000 | 1.528 7.000 #N/A | 2.646 3

Recognition, analysis and interpretation of social, | 5.667 | 1.856 7.000 #N/A | 3.215 3

official, political or administrative problems

Consideration of problems from different | 5.667 | 2.333 8.000 8 4.041 3

disciplinary perspectives

Explore key concepts across ethics and public | 5.333 | 1.856 4.000 #N/A | 3.215 3

values

Communication with politicians, experts, citizens, | 5.333 | 1.453 5.000 #N/A | 2.517 3

and representatives of civil organisations

Incorporate public service ethics and public values | 5.000 | 2.000 3.000 3 3.464 3

Negotiation with politicians, experts, citizens, and | 5.000 | 1.528 4.000 #N/A | 2.646 3

representatives of civil organisations

Select and apply appropriate methods, techniques | 5.000 | 2.517 3.000 #N/A | 4.359 3

and tools to analyse and solve a problem

Use the results of research for decision-making or | 5.000 | 2.517 3.000 #N/A | 4.359 3

policy proposals

Use methods and techniques of socio-scientific | 4.667 | 1.202 4.000 #N/A | 2.082 3

research, including statistics

Policy formulation 4.333 | 0.882 4.000 #N/A | 1.528 3

Analyse and to solve problems from the perspective | 4.333 | 2.404 3.000 #N/A | 4.163 3

of third parties, particularly politicians,

professionals, citizens and representatives of civil

organisations

Conduct applied research with regards to a given | 4.333 | 1.333 3.000 3 2.309 3

problem

Be familiar with research development in the | 4.333 | 1.333 3.000 3 2.309 3

respective policy field

Set up, execute, present, and assess research 4,333 | 1.333 3.000 3 2.309 3

Compare and evaluate different PA systems 4.333 | 2.404 3.000 #N/A | 4.163 3

Policy evaluation 4,000 | 1.000 3.000 3 1.732 3
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Appendix 23

Layout of the questionnaire for the phone interview in Latvian (Created by the author)
Link to the online questionnaire: https://goo.gl/forms/K1y2QEtD4UFJ1KQ93

Danums
Labdien, Latenas valsts pirvaldes 1estides parstivis/-a!

Lidzam J&s medalthes aptaw)d par valsts pirvaldes 1est33n persondla atlases aspektem kas i biinskh
publizk3s parvaldes efekffval darbiba. Aptawja notiek Latvijas Unmversititd Ekeonomukas un vadibas
fakuliats veiktd patijuma 1etvaros.

Aptawas attldes o konfidencidlas, vis1 rezultdh tiks immanton fikal apkopotd verdi. Aptawas resultin
tiks rmantots priekslikunon 1zstraden valsts parvaldes 1est3n persondla atlases piloveidoZanal,

Pad&jos gades pubhska)d parvaldes 1est@m cilvekreswrsu atlaser Latvyyd tika puevirsta hela uzmaniba.
Tika velkth p&ifuwm, kas ir vErsti uz jaunu darbmiekn (Jaunds pamudzes) mesash darbam publiskaja
parvalds, ki arf hka wsb3dita valsts parvaldes 1estiiu vaditim cenfraliz@ts atlases piesja um
cibvEkreswrsu atfi=fibas polihka, kas 1efver vandku: jaunmijwrmms clvekresursu atlasel publiska)a
parvalde. Cilvekresursu atlase joprojam ir akiuald téma, jo esoso sistému ir lespajams atfistt un uzlabot,
lai palidestu sasmiegt publickds parvaldes iestii shatdgickes mrkus un virgdu valsts pirvaldes darba
devEja zimola attistibu, lai valsts parvalde k]fitu par labako darba devEu 2025, gada.

1. E3di ir galveme iemesli tam ka JiEsu parstaveta)a 1estade rodas vakantas darba vietas?

1. Vai uz vakantim vietim Jisu iestidé priekiroka tiek dota kandiditem ar izglitthu publizkaji
adminiztracija, zalidznet ar kandiditiem ar izglifitbu uwzpéméjdarbibas vadifand' bizmesa
menedzmenti/adminiztracijat Jave
2.1. E3péc?

3. EKE3das o bith:skikds prasibas Jhsu parstivetis 1estides potenciilajien darbimekienn, kas tiek 1zosltas
darba pledFvijumos un 1 vien3das visiem amatem’

4. Vai Jizu pirstivitaji iestdde ir kompetenén modeliz'T Ji W
4.1. Eur piehieto kompetenéu modell JGsu parstiveta)d westada?

! Kompetentu modelis - visu amara grapu kempetendn apkopoiums.
1
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Continuation of Appendix 23

Dianoms
5. K3dus profesiondlis attTztibas veldus Jisu parstavetd lestide nodrofma saviem darbmmekiem? Lidu,

ngverigiier, immaniaiet 1-10 punktu skaly, ke 1 - nefad wn 10 - Jofi Brezi
1 2 3 4 5 ] 7 & o 10

Ieksd)le samindri

Arejie seminan

Iekigjds darbmicas {workshops)

Arg)as darbnicas (workrhops)

Iek:8)3 apmaciba

Are)a apmaciba

Bakalsura smdiju izmaksn sagiana

Dlagistra studijn izmaksa segsana

Doktora smdiju izmaksu segiana

Cits

6. Eidas wri1zvalatds profesiondlds atfistibas pasdkumu témas?
Lidzn, novaridiier, izmanigior I-10 pumkm shaly, ke 1- nekad wn 10 - Jor biesi

Profesionilas athistibas temas (salartotas péc alfabeta) 1 |2 |3 |4 |5 (6 |T |8 |9 |10

Cihr&kresmarsu vadiba

Etika

Gramatvediba

Nodokli

Publizkis nzstiianis maksla

Svesvaloda (hidmu, norsdiet kura)

Sveivaloda (hidm, norSdiet kara)

Cits. Liidzu, nor3dist

Cits. Lidzu, noradiet

7. Cik darbimseku ir Jisu parstiveta)3 westade’?
8. Va Jisu parstavats restide nodrofina macibas jaunajiem (jaunplegemtajiem darbd)

darbimiekiem?

JaNe

9. Isu parstavetds restides nosaukums:

10. E3ds o Jisu amats'zmata kategorya Jisu parstivata)d westada’?
11. Cik dga w Jisu preredze szoiz)d amats 1est3da’ gadi
12. Cik dga w Ji=u darba prevedze valsts pirvalds? gadi

13. Ja hums 1 k3dh papildus koment3n, Hide=n, mumet tos!

Paldies par Jizu athildém!

Sikika infoomdcya: Olga Stanipera, tilromis: 25984905, & — pasts: olga stanmecaliln b
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Appendix 24

Questions for the experts’ interview in Latvian (Created by the author)
Link to the online questionnaire: https://goo.gl/forms/YILMSYgQRT54QcK62
https://goo.gl/forms/K1y2QEtDAUFJ1KQ93

Danmns
:-at :‘j E ]
Liidzam Jis ki eksperm pabliskis parcaldes jom3 piedalities aptanjd par valsts pArvaldes jsstifn personils atlasss
aspektem kas it babski pobliskas parvaldes efekiTval darbibal. Aptauja notek Latvijas Universitaté Ekonomikas
1 vadibas fakultats veikts petjuma ervanss.

Aptawgas atbildes ir konfidencidlas, visi rezultdil tks iznsniotl tksd spkopotd velda. Aptaujas rezulisti ks
irmantod priskililanm izsoidei valss pirvaldes iestiin persondla atlases pilnveidoSanai.

Eadim Tsuprdt, ir jFdr galvensjim prazThdm valsts un padvaldibu parvaldes potencidlajiem darbiniekiem,
kszs ki mingtes darba piedivajumes un bifn viensdas visiem amatiem?
Pigmiram, ;pgja sirada komandd, analfriska domdiana, darba pieredze valss pievaldid uwc.

2. Val vajadzem lal prekiroks uz vekantam vietd3m valsts un pasvaldibu parvaldes iestades tikm dota
kandididem ar izgliibun publizksji adminisodciid (pirvalds), szalidminot ar kandidtiem ar izgliibm
uzpEmEjdarbibas vaditand’ biznesa menedfmentd/administracija? (Lidm, paskaidrojiet Fisu viedokli')

JaiNe

Yai

Fur, Fuprar visefektfvik vardtu pielietot kompetsniu modeli' walsts un paSvaldibn pirvaldes iest3dss
(kados procesos, pieméram persondla plinoSand, stlasé novérteiand, motivicijd, profesiondlis atiistibas
pasikunm plinosand wc)?

4. K& Jis vErtdm esofo kompetendn pieei cilvBkresurs vadibas procesiem valsts pancaldg?

LA

K3 Tiis vErtéjat Latvijas aupstkoln Sabfedribas vadiba un id=izo programmu esamibas listderipmmn valsts
parvaldel, imnantojot 1-10 punkm skalw, kur 1 - pilndba beg@dziza un 10 - Arkards listdesiza?
1 [ 2z | 3 | 4 | 5 | =& 7 ] 8 | o | 1w |

5.2, Vo s uzckatat ks Laivija ir vajadzizas smdijn programmeas, ki Sabiedribar vadiba un cifss, pieméram
Publizka parvalde Lietova, jau bakalawra Dment? Eapec?

Jasn parstEvesss westades nosaukums:
Eads ir Jhsn amats Jisu parstavein)d iestadaT
Cik ilza ir Jitsu plersdze ecoda)d amatd? zad

. Cik ilza ir Jiisu darha pieredze valsts pirvalde? zadi
10, Vai Joms ir k3di papildus komentari?

halll

]

o

Paldies par Jasn atbildém!

! Kompetentu modelis - visu amata gropo kopmetendy apkopoiums,
Sikaka mformacya: (ga Stangeca, talums: 259349035, e — pasts: olza stanmecaiiin v
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https://goo.gl/forms/YlLMSYgQRT54QcK62
https://goo.gl/forms/K1y2QEtD4UFJ1KQ93

Appendix 25

A list of organisations from the phone interview population in Latvian (sorted in
alphabetic order)

41 oversight authority

39 subordinate institutions under the authority
and control of higher level institutions

Datu valsts inspekcija

Biivniecibas valsts kontroles birojs

leksgjas drosibas birojs

Centrala finan$u un ligumu agentiira

Iepirkumu uzraudzibas birojs

Centrala statistikas parvalde

leslodzijuma vietu parvalde

Dabas aizsardzibas parvalde

1zloZu un azartsp€lu uzraudzibas inspekcija

IeM Informacijas centrs

Konkurences padome

Izglitibas kvalitates valsts dienests

Korupcijas novér§anas un apkarosanas birojs
(KNAB)

Jaunsardzes un informacijas centrs

Latvijas Geotelpiskas informacijas agentiira

Juridiskas palidzibas administracija

Lauku atbalsta dienests

Kultiiras informacijas sistému centrs.

Maksatnespé€jas administracija

Latvie$u valodas agentiira

Militaras izlikoSanas un dro$ibas dienests

Latvijas institlits

Nodarbinatibas valsts agentiira

Latvijas Investiciju un attistibas agentiira

Patentu valde

Latvijas Nacionalais arhivs

Paterétaju tiesibu aizsardzibas centrs

Latvijas Nacionalais kultiras centrs

Pilsonibas un migracijas lietu parvalde

Latvijas vides aizsardzibas fonda administracija

Sabiedribas integracijas fonds

Latvijas Zinatnes padome

Satversmes aizsardzibas birojs

Lauksaimniecibas datu centrs

Socialas integracijas valsts agentiira

Nacionalais kino centrs

Transporta nelaimes gadijumu un incidentu
izmekl€Sanas birojs

Nacionalais veselibas dienests

Tdrisma attistibas valsts agentiira

Neatlickamas mediciniskas palidzibas dienests

Uzn@mumu registrs

Nodrosinajuma valsts agentiira

Valsts administracijas skola

Parresoru koordinacijas centrs

1

Valsts agentiira "Civilas aviacijas agentira'

Partikas un veterinarais dienests

Valsts agenttira "Jaunatnes starptautisko
programmu agentiira"

Slimibu profilakses un kontroles centrs

Valsts agentiira "Latvijas Sporta muzejs"

Studiju un zinatnes administracija

Valsts augu aizsardzibas dienests

Tiesu administracija

Valsts bérnu tiesibu aizsardzibas inspekcija

Uzturlidzeklu garantiju fonda administracija

Valsts darba inspekcija

Valsts aizsardzibas militaro objektu un
iepirkumu centrs

Valsts Dzelzcela administracija

Valsts asinsdonoru centrs

Valsts dzelzcela tehniska inspekcija

Valsts izglitibas attistibas agentiira

Valsts ienémumu dienests

Valsts izglitibas satura centrs

Valsts meza dienests

Valsts kase

Valsts probacijas dienests

Valsts kultiiras piemineklu aizsardzibas
inspekcija

Valsts socialas apdrosinasanas agentiira

Valsts regionalas attistibas agentiira

Valsts tehniskas uzraudzibas agentiira

Valsts sporta medicinas centrs

Valsts ugunsdzesibas un glabsanas dienests

Valsts tiesu ekspertizu birojs

Valsts valodas centrs

Valsts tiesu medicinas ekspertizes centrs

Valsts zemes dienests

Valsts vides dienests

Veselibas inspekcija

Veselibas un darbsp&ju ekspertizes arstu valsts
komisija (VDEAVK)

Vides parraudzibas valsts birojs

Zalu valsts agentiira
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http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=226&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=689&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=691&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=210&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=217&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=418&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=225&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=367&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=215&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=377&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=199&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=593&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=228&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=228&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=207&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=513&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=511&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=286&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=523&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=178&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=597&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=406&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=137&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=539&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=145&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=162&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=666&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=201&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=182&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=383&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=364&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=678&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=686&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=688&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=94&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=150&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=282&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=512&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=512&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=681&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=181&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=566&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=223&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=576&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=209&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=680&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=229&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=596&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=142&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=142&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=683&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=270&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=247&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=89&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=479&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=510&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=493&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=166&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=407&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=407&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=230&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=175&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=231&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=144&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=213&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=575&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=287&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=212&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=478&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=422&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=422&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=48&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=470&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=582&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=155&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=381&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=218&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=219&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=321&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=224&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=206&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=553&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=171&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=171&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=372&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=189&MenuID=3

Appendix 26

A list of organisation from the phone interview sample in Latvian (sorted in alphabetic

order)
No. Name
1 Biivniecibas valsts kontroles birojs
2 Centrala finan$u un ligumu agentiira
3 Centrala statistikas parvalde
4 Dabas aizsardzibas parvalde
5 Ieksgjas drosibas birojs
6 Ieslodzijuma vietu parvalde
7 lzglitibas kvalitates valsts dienests
8 Izlozu un azartsp&lu uzraudzibas inspekcija
9 Jaunsardzes un informacijas centrs
10 Juridiskas palidzibas administracija
11 Konkurences padome
12 Korupcijas novérsanas un apkarosanas birojs (KNAB)
13 Kulturas informacijas sistému centrs.
14  LatvieSu valodas agentiira
15 Latvijas Investiciju un attistibas agentiira
16 Latvijas Nacionalais kulttras centrs
17 Latvijas vides aizsardzibas fonda administracija
18 Lauksaimniecibas datu centrs
19 Nacionalais veselibas dienests
20 Nodarbinatibas valsts agentiira
21 Patentu valde
22 Pilsonibas un migracijas lietu parvalde
23 Satversmes aizsardzibas birojs
24 Slimibu profilakses un kontroles centrs
25 Socialas integracijas valsts agentiira
26 Studiju un zinatnes administracija
27 Tiesu administracija
28 Transporta nelaimes gadijumu un incidentu izmekl&Sanas birojs
29 Turisma attistibas valsts agentiira
30 Uzturlidzeklu garantiju fonda administracija
31 Valsts administracijas skola
32 Valsts agentiira "Civilas aviacijas agenttra"
33 Valsts agentiira "Jaunatnes starptautisko programmu agentiira"
34 Valsts agentiira "Latvijas Sporta muzejs"
35 Valsts beérnu tiesibu aizsardzibas inspekcija
36 Valsts Dzelzcela administracija
37 Valsts dzelzcela tehniska inspekcija
38 Valsts ieneémumu dienests
39 Valsts izglitibas attistibas agentiira
40 Valsts izglitibas satura centrs
41 Valsts kase
42 Valsts sporta medicinas centrs
43 Valsts tiesu ekspertizu birojs
44 Valsts tiesu medicinas ekspertizes centrs
45 Valsts ugunsdzesibas un glabSanas dienests
46 Valsts valodas centrs
47 Valsts zemes dienests
48 Veselibas inspekcija
49 Veselibas un darbsp&ju ekspertizes arstu valsts komisija (VDEAVK)
50 Zalu valsts agentiira
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http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=689&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=210&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=367&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=691&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=225&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=593&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=215&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=207&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=511&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=199&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=228&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=523&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=597&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=145&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=182&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=364&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=94&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=162&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=383&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=688&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=683&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=150&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=247&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=479&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=512&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=181&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=493&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=209&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=229&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=142&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=270&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=510&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=230&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=231&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=144&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=575&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=212&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=155&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=381&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=219&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=224&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=553&MenuID=3
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=171&MenuID=2
http://tpi.mk.gov.lv/ui/InstitutionContent.aspx?InstitutionID=189&MenuID=3

Appendix 27

Summary of the respondents of the phone interviews and the interviews with experts

The interviews were conducted from September 23 to October 10, 2016.

No. | Type of institution the | Position of the Years of the | Year of PA | Level of | Date of

expert work for expert expert’s study PA the
experience in | program study interview
PA graduation | program

1 The higher direct Senior expert 22 2015 Doctor's | 05.10.2016
public administration
institution

2* Subordinate institution | Senior executive | 20 2009 Master's | 10.10.2016
under the authority and
control of higher level
institution

3 The higher direct Middle-level 19 1998 Master's | 03.10.2016
public administration manager
institution

4% Oversight authority Senior executive | 18 2005 Master's | 27.09.2016

5 The higher direct Middle-level 10 2007 Master's | 23.09.2016
public administration manager
institution

6 Subordinate institution | Middle-level 5 2013 Master's | 28.09.2016
under the authority and | manager
control of higher level
institution

7 The higher direct Expert 3 2015 Master's | 27.09.2016
public administration
institution

* The expert could give answers only in written form filling in a questionnaire online.

Phone interviews:

The phone interviews were conducted from September 6 to October 12, 2016

Response rate: 72%

Responses from: 23 are the subordinate institutions under the authority and control of
higher level institutions and 13 are the oversight authorities

Denied responses: 2

One organisation could reply only in written form filling in the online questionnaire.
One organisation from the sample ended the existence during the phone interview period
One organisation is not in charge of personnel activities, HR recruitment and selection
is implemented by other organisation for this one, therefore, it could not participate in
the survey

10 organisations were not reachable.
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Appendix 28

Summary of three surveys (conducted by the author) results

e The vacant positions appearance reasons

Reasons In the In other public administration
ministries | organisations of Latvia from
of Latvia | the survey sample

Employee (administration officials) restrictions to %

hold a position any more according to the law

Employees are leaving positions at their own x «

desire because of:

Another position offered by a ministry, self- «

government or another public institution

Change of dwelling place X

Family related circumstances X

Health problems X

Peculiar working conditions (overtime working,

and work on weekends, stressful work and a high X

workload)

Realization of the employee that they do not like x

work they are doing

Restructuration, hence the employees do not want X

to take the new offered positions

Salary is lower than in private sector i.e. the

higher salary is offered by the private sector X X

employer

There are no room for career development in the X

organisation

Unwillingness to work anymore, in general X

Unwillingness to work for the organisation any

more after the ma/paternity leave X

Wish to change the work X X

Wish to develop their skills and gain new

X X
knowledge

New position creation (e.g. enlarging the

organisation and its functions, launching of new X X

projects)

Prolonged/temporal absence of the employee X

Promotion of the employee or move to other " «

public organisation, rotation

Retirement of the employees X X

Temporary contracts termination X

Vacancy reactivation i.e. applied candidates do

not suite the requirements, therefore a vacant X

position is still active
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Continuation of Appendix 28

e Preferences of candidates with education in public administration comparing with
education in business administration

Point In the ministries of In other public Experts comments
Latvia administration

organisations of Latvia
from the survey sample

No 75.0% 88.9% - There are a lot of other
preference ways to gather knowledge
about public

administration e.g. by
having work experience in
the sector

- There are other more
important criteria
(competences) than this
kind of education to
consider

- It is not necessary as
depends on an individual
and his/her approach to
gather knowledge

- There is a number of
positions, where
knowledge in business
administration is much
more important

A - Only for the certain | - Only for the certain - For senior executives
preference | positions that requires | positions that requires | - Such background
could take | such a background, such a background, but | provides general broad
place but not always not always knowledge about public

administration

- Public administration is
totally different from
business administration
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Continuation of Appendix 28

e The most important requirements to public administration employees that are equal to
all positions and mentioned in job advertisement

In case of other
public administration | By

organisations of experts’
Latvia from the opinion
survey sample

In case of
the

ministries
of Latvia

Requirements

Ability to define objectives X

Ability to work in team X X X

Ability to work independently X X

Ability to work under high intensity
conditions, stress resistance

Ability to work with big amount of
information

Change management

Collaboration ability

X[ X|X] X

Communication skills X

Conceptual thinking

XXX

Critical thinking

Customer orientation

Decision-making ability

Ethics

Good ability working with office
computer software

Good analytical skills/ analytical
thinking

Good English language (other foreign
languages) knowledge

X | X [ X |X

Good organising skills

Higher education (at least bachelor
degree in the field required for the X
position)

X

Initiative

Knowledge of regulatory enactments

X
X XX X [X]| X | X | X XXX

Knowledge on the main principals of
public administration

Orientation on development

X

Planning ability

X | X[ X X

Public speaking

Requirements mentioned for the officials
in the State Civil Service Law (Saeima, X X
2000)

Result-orientation X

Self-motivation X

Work experience in a necessary field X X

Work experience in public
administration
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Continuation of Appendix 28

e Competence model presents and implementation areas

Presents of a competence model 75.0% 77.1% -
In other public
In the administration By

Avreas of application of the competence model | ministries | organisations of | experts’
of Latvia | Latvia from the | opinion
survey sample

Defining job requirements X
Employees performance X
Employees performance appraisal (annual,
i N X X X
after probation period):
To identify a level of the competence X X

development (employees’ development)

To identify increase of salary X

For the competences check during the
employees’ rotation

X

Job description X X

Personnel management in general

Personnel planning

Personnel selection X X

XX X[ X

Promoting employees

e Evaluation of professional development activities actuality by the public administration
organisations from the survey sample using 10-point scale, where 1 means ‘never is
chosen’, and 10 means ‘is chosen very often’

Public | Foreign

Estimates HRM | Ethics | Accounting | Taxes | speaking | languages
Mean 5.06 5.38 5.68 5.32 4,91 5.24
Standard Error 0.453 | 0.541 0.444 | 0.473 0.509 0.559
Median 5 55 6 5 4.5 5
Mode 8 1 8 8 2 1
Standard Deviation 2.639 | 3.153 2590 | 2.760 2.968 3.257
Sample Variance 6.966 | 9.940 6.710 | 7.619 8.810 10.610
Kurtosis -1.172 | -1.385 -1.062 | -1.165 -1.504 -1.506
Skewness -0.015| -0.110 -0.031 | 0.055 0.135 0.040
Range 9 9 9 9 9 9
Minimum 1 1 1 1 1 1
Maximum 10 10 10 10 10 10
Count 34 34 34 34 34 34
Confidence Level

(95.0%) 0.921 | 1.100 0.904 | 0.963 1.036 1.137
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Socially responsible public sector organisations employer brand’s creation and

Appendix 29

development elements (Voronchuk and Starineca, 2014, p. 12)

- 2 —
. - s S .
£ 2 18 J&,s z | S| *
= o S o e 27> 3 S «
- [75) N —_— . E . — (@]
Element/Organisation 2 ol Lo 23| D 8
= > Ol € > = = © v o =
=y cZ2l © 8 o EQ| 2 =
%a.@q .a |°—’§ "93@ 35y ;.-, =
DL SS| S| o2 TS24 B B2l S
89| 8| 8| 2| o=02| S&| O 1S
A a8 Jd|lxeDd o i >| =
Organizational characteristics 14/21
what the organization is X X X X X X X 7
what organisation offers for " 1
employees
organizational processes (vision, 6
S X X | x| X X X
mission, goals)
People 7/14
what kind of employees employed X X X 3
what is expected of employees X X X X 4
Culture 7142
internal communication 0
rewards and recognition X 1
learning and development X 1
service support X 1
measurement system 0
current culture and ethics in the 4
e X X X X
organization
Job characteristics 9/28
job opportunities X X X 3
job learning opportunities X 1
key functions and specific 5
_ X X X X X
characteristics
introduction program 0
Remuneration and advancement 2/21
advancement opportunities 0
career programs 0
benefits and compensation system X X 2
Employment 5/28
working environment X X 2
recruitment and induction X 1
team management 0
performance appraisal X X 2
Employer reputation 19/21
past achievements X X X X X X X 7
social activities, sponsorship etc. X X X X X X 6
products and services ratings X X X X X X 6
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Appendix 30

Layout of the questionnaires for survey for the students of Latvia (in Latvian) from the
sample
Link to the online questionnaire: http://tinyurl.com/ZinaatniskaaAptaujaJaunieshiem

Anleta

Latwijd ir vairakd valsts méroea izaicindjumi, viens no tem ir janniein berdarbs. Tzmisdn bezdarba
limeriz joproj@m I aogsts - 215, gada jinijd tas (sezonali izfidrindtaic) saztadija 15.8% Tam ir
vairaki i=mesli.

Latvijes Universitdtes Ekonomilas un vadiba: fabmoltxtes Publiska: pimvaldes, demoprafija: m
socidlekonomyszka: statistika: katedras pEtfjuma istvaro: fek veikia apimuga, |2 izstaddm
prickslibammus valsts un pasvaldiba: orgamizdcijim, k3 af irslittbas iestidSn jaumisds berdarba
[Emers samarindianas veicindiamal

Ja Fis ezaf vecrma enupd bo 12 15z 24 zadiem (ieskaitot) uwn [ esat studeats s val jaunistiate ar
pabeigtn ausstikn izpiiiba, Tomse o pledivits alwpildit S0 apiaujes anketn laf jesaisfibos savd m
s vienmedin nodarbingtibas nodrosin®iamas izpStE. Aptanjas reruliah tiks mmantotl apkopotd
veidd Eonfidencialitabe ir garantéta

Atrimejiet, Midm, tikal vienu athistodu athildes varamtn! Ja jautajomi pareds vairak neka viemm
athaldi, ta= ls noradits

* Ankets vards , orgarizacija’ ir mnanteds ar nozimi — jebloora veida usndmom:, metiticija, jestade,
bur var siradat darba nEmEjs ar mugstikn izgfitTn 1m shedents,

1. Jautijumipar darba mekldianu

L1l  Cik Jums ir sozimizi $8di aspelct, invéloties darba deviju?

(Tadszy, noversgitet J0 pundny skl bur [-absoldy kenosbunles, 10 - [of nosimies)

Skala

Orpanizicijas Ljz|3|4|&s|(a|T|8(2]| 10
Atoildita

i-180a pr=t isintereselo pus orleressm
i_-1ena pret starplauiskas novedihas mormam
(-1ema pret fessm

| TibvEkieaib leveroiana

| Efizkz uzvedita

| Tamedzanita | Laurspdizurs

1.2.Cik Jums ir nozimizi Jise potenciili darba devéja pasilunm fiienoiana $3dos menos?
(Tadszy, noveriditer 10 pumir shold bur [-absoldr enozbnles, 10 - jof nosimies)

Shala
Limen 112314
ApkaTiaja vide
Liarka vde
ablerita
SrEtEze
TIrZUs AMECIoas (Arecbas aT 0roaniTacas
2rSiAm iesaizfitajdm pozsm)

LA ]]

G| 7|82 10
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Continuation of Appendix 30

1.3.Cik Jums ir nozimigi 3idi aspekti, izvéloties darba devéju?
T{;@m noverngiiet 10 punioy shaist ur J-absoldr remozimlgs, 10 - [or nosimiEs)

) Skala
. 1|23 4567|8910
Aspelti
P i
dmhdn'q:mmh‘bm&:n
Amg}n"bumpezu:]nﬁmuiﬁmﬁbam
vietd

Darte s Pk @ pecikan
P s e

Larta povenseianzs saema

Larba vice

Dﬂmﬂnntﬁnmﬂaﬁlﬁibammm

Larbmmpesm semyiis

organizicijas® psiboloza palalpojumi, citi)

Teznnumi un Kompensacijas wstemas (DODGiL,

h:lmmmmmmm

utml)

lecigsa omumiacna

Jouno darbuneku piepemsana daroa un wiadian:

darba procesd

'Eﬂmrm;mmhdiﬁpomuun .

orgamzdcy s produkt Lo pakelpa)um

D OrERmITAC2 1252100 O 1AVIem CarbimaloeT

Romnis vakianes riocis o
Vadiianas prInCIpL OfE2NIZEC)a”

[ IECianEs darbe viets, 2pZustot Onasanas,

prazmes un kompetences, kas I nepieciedamas

konkrétam darbam

2211em darbiueciem
(pleméram, mﬁoﬁ% samaksa aktia
dmhudt. uml}

procesd
FOREA e, ot JOT apavera 22 s poten: 1o darda vietu U

b2
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Continuation of Appendix 30

1.4.Cilz Jums ir nozimigi iadi aspeldi, izviloties darba deviju?
Loy, Aoverngizes IO pumire skaifl bur [- absad 0 nemazbales, J0 - jofd mosinles)

Slala
At 12|34
Urgamzacya® o eklma kada atma restinsa
{pieméram, Ilgtspéizas ndek:=3)

Urgamzacya® o ol afoddiza

[ Orparizaciai® ir [abs darka devdia zimols
Hreowizfe i furw SIS apeverar B3 savu potens iie darba vietu

1.5.Cik lieln nozime ir noteilotas informacdijas’ informativa bloka esamibai darbe shedingjoma,
lai Jiy modemin pieteikties valancei?

Loy, Aoverngizes IO pumire skaifl bur [- absad 0 nemazbales, J0 - jofd mosinles)

L]

G 7|8 9] 10

slals c -
Informicija L(2({3|4)5|6|T|&(9(10
Liarba devea losotip:
Liarba deveja nosaukomms vands
Larba fmks
Diarba wietz
Tiarba plerdioun | profesionzlie mard
Tevadteksts Al Garke devesa apraksts
| Tiedanajumi carbiekar | plemaram, motve]0sa
darba samakza, aktTva darba vids, wmal )
vakants paetestotss lesmedTamo dokmmettha
nrakzibe

[ Tietelizani: un Konkisa Kamibes aprassi:
[ Tracibe: kandidatem
v AKARCSS D00

1.6 Kadus avotws Jiy parast] izmantojat, meldejot darbo?
(Tamey, ar=imeier (D trim b varimeiam)

DCrarba mekisfanas rild tiedzaists (| Shedindjumnn portali (pleméram, ovbv, cvmarkst by, a0y,
e

Draugi / radinisksd

Harjerzs dienas |darba devéu izztddes)

Modarbindribas valsz aZenfiiras intemeta lapa

Crzamizaciju atvEne durju dismay

Crrzamizaciju imtermeta lapas

Slodindjuni augxtakis izglifba: iestids {pieméram, pie informacija: daliem, intemeta 1apd)
Cit Liad=u, noradiet!

goooooo o
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Continuation of Appendix 30

1.7.  Cilliela nozimee ir noteilotes informécijas esamiba darba sludingjuma, Lai Jis nolemia
pisteikties vakangei?
(LadaEy, Aeversgier J0 puniny shaifl dur [- abooldtr nenazinles, 10— [on nosinies)

Ckala [ T [X[3[d[&[&] 7| 5| W[ 1T

.-‘upel.:g
Apdrosieasama
Aftalmata darka 1ezpeas
Afrds farjera profesiondlas zauzimes espEjas
Liarba alza
[ Tapildis darba alza, kuras apmens I AikariEs 0o carna
regaltticm
Diarbs mulfiartrzlajz vide
Elstizz darba grafiks
legurmn {pomsl, £adg notein caroimekn i

szpsany, il

2 [rInrads] TRADSImA IENaLme] f2roa Vistd
lmasciras] carna umdsuE
Foarjeras | Profeslonalss [La0pames eape)as
[ RlEcEands iespéjzs darba vietd, apEistot Zinssanas,
prazees us kompeterces, kas i nepiecieiamas
kpakrétam darbam
Tersorisials garbe apricojums 27 1508 to Lenanted
Zrpus darbe laika (piemsrzem viedtalnmiz, kenja datars,
atomEing wiml )
| Trofe:slonilss arizbbes Lespe|2s [SEnLmart, Apmarioa:
ntml)
Segh komemdenima prdeniml
Socialie m medomsae 1EEIINIL] [ Ed eI Se3Eana
zabirsta pakalpojoriem, o tml )
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Continuation of Appendix 30

1.8  Ka&di organizicija Jas veletes stradat?

o Priviajf organiziciid
o Valstspaivaldiba orzaizicii

1.9,  Cikir ticami, lca Jis izveléios sirddat kida oo pieddvatim darbibas jomim?
Loy, soverifiier J 0 punite skaid bur [- absoddd nay doami J0 — [off tcamil

oleals | T [ 2]3]4[a[a] V[ a]¥] 10
Huh

Adrimistraiivo m apkalnojoso denesh darbika
ATpZ: TeTiiariain arEARIEACI) 1 meriicl darkiba
Biveecloa

CAPvaKL: vezeliba un snCald 2pripe

EleinroeneTena, Zazes apgane, slimapgads un gz
kpodidonBiama

Fmarn:u un apérosmasana: darbibaz

Tezves repriecibe Un karjen] fsane

Informarya un komurkacna

Izzlmba

| Toniimaiana: im sdirsianas pakalpo]iond
Lmibczarmmecina, mezsanemisba un rnsanmianba
Rlazarmmieciba k2 darta deveju daroioa, paipeienna
preca: 1m pakalpojurn darkiba, ka: rada mij=zirmiaciba
pain patérinam

AEk:la, izklarde 1m atpiita

Liperaca: ar neksfamo [panmn

Profazionalie, Tinamiskoe U ermizkie pesaln el
Bazgiara

Tram=posesana un uzslabasang

Uldens apeacde; potekrnsen, atkorrhomn apsaummskoians
un sandchja

vanmmirdmsata m manmbndmeciba

‘valsts parvalde un azsardmba; cbligata sociala
2pdrodindian

it paicalpayam

2. Jawtdjumi par respondentui

11 Josuverums, gados

13
1]
i
1
I
n

M4

g o o oo a o

12 Jiso drimumas
Siewista
o Wiretis
o Athmos no athildes
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Continuation of Appendix 30

2.3 Jusu paireizéja dzives viets

Enrzemes region:

Latpale: regions

Pierizas regioms

Vidzemes refions

Zzmzale: refions

14 Liadro, noridiet Jise modarboramEs veido

Darba némEjsa

Stodertz's

Students’e un darha pémdjsa
Stadent=’e un umEmEsa
Umném&js'a

Citz. Lidzu, noradiet!

g o a o a a

O O a o a o

Atbildiet, idzu, uz Siem jautijumiem, ja Jis esat siudents'e
241, Jus esat:

HoledEa students/s (pimad izzliiha)
EoledEz stodents’s (o izzliiba)
Ealalzoramts /s (pinma izglitiba)
Eakalzuramts/a (ot izglitiba)
Mug;izmms e (pimad izzlfiiba)
Diagiztramt='e (otrd [rzliiba)

O o oo oagaa

S

Sobrid Jasu studijuo virziens ir:

Aradvesslibas un darke drodiba:
Eimmiedba ( Celmisaba

Daba: zindme: [hiolo2ija, Kmija, fixka )
Eknnopnika

Filozofija

Finamzes | Gramatvediba
[nformaciju tekmologijas
biediciea / Farmirija
HMebmsiam3 fpadma parvaldiea
Pedaszogja

Priholodija

Sociologja

TipzThas' Farispnadence
Uméméjdarbibas vadiba
Vadikririmes

Valst: panalds

Citz. Litdzu, noradiet!

O O O o0 o 0o 0 oo o ad o g o oo a
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2.43. Kidi izglitibas iestads Jis pailaik studgjat?

3

[ = I Y Y O O A = |

=]

[= IO = T = IR = N R n

Dangavpil: Universitate

Lanijas Lavk=ammniecibas unirersitaia
Piga Smadina umiversitite
Ekoponika: mn Eultiras ausstakala
Bimma:a auasizkola Tirika

Lamijas Universitiie

Cita. Liidm, poradist

E#da ir Jiisn studijo programma?

Continuation of Appendix 30

Orgamizacijn m sabiedriba: parvaldes socialozta - Sectalogy of Crzanizations ard Pablic

Admiristration
Pulnlizkd pincalde - Public Adwmimistration

Pegiondl3 politika mn valsts parvaldiea - Begional policy amd state mamazsment
Sabiadriba: un jestiro vadiba - Public md institobiora] manss et

Sakiedriba: vadiba - Public Bomaszement

Vadibzirdme, Sabiedribas vadiba - hanagement Scisnce, Public hiamagement

Valsts pamvalds - Stafe admmistation
Cita. Liidm, porddist

Vi Jums ir pabeigta ansstald slitba?

I&ir
14&, o2 padlaik stadiju

Atbildiet, lidzu, uz 30 jautijumuy, ja Joms jau ir pabeirta augstildd izelitiba

-

O o o oo o0 o0 o0 o 00 00990 gag e~

Jiis iezuvat anpstalo izgliibu;
Arodweselibd un darba drosiha
Eimmiedtd / Celmisdka

Daba: zmdme:z (biologijd, Kmija, fxka )
Elconorikcs

Filozofija

Finamss: | Grimatvedibd

—

[nformaciju tebmologijas

Diedicing / Farmacijd

Tebustamd ipaduma panaldied
Pedagogja

Pzihologija

Sociologjd

Tiesihds' Farisprodence
Umémajdarbibes vadiba
Vadibzindmeas

Valstz pinalds

Citd jomd. Ladma, marddie!
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1a

Vai Jiis sobrid stradijiet alpotu darba?

Continuation of Appendix 30

Ja, =3 sirdddn savd legitajdiegistama)y specialitiia (ixs]itiha: jomd)
T3, 23 sirdddiu me savd iegita)d tesistama)d specialitits (izelithas jomd)

16, mn es Sobeid memeld Sy darbu

108, bet es Zobrid mekdEjn kido darbu, kas nae saisia ar poann legitojamistane spedalitat

(izz=Tifibas jopme)

TE, bet 23 Spbrid makisie darkea, kas ir saistits ar pamn legivn iaghstams specialitst (izsliihe:

Jom)

Atbildiet, lidzu, uz Siem jautijumiem, ja Jix pailaik stradajiet alootu darbu

2.6.). Kadi jomd Jis pailaik stradjiet?

(Tadazy, atzimdiier (Dl frim bl variation)

O Arodves=lita: m darba drosibas O Mebmstzm3 Tpasuma pamaldibe
O Arsmiscba O Pedagngija
O BivmiecTba / Calmieciba O Psihologija
O Dabas rzinftres (biologije, limija, O Fazofare Bidppiecickd rafndma
fizika. .} O Zociolosga
O Ekonomila O Tiesiba: / Tarispredence
O Filozofja O Tirdmiscdba
O Firanzes . Gramanediba O Uménmzma parvalde
O Infenserija O Valsts parvalde
O Informariju tehnologjas O Viesnicu mm resiosdkm serviss
O Izzliika O Zindme
O Medicina O Cim Lidm, noradiet!
O Muobsk® un meketiskas  fulkedanas
palalpojumi
162, Vai Jiis domdjiet mainit Jis derba vieto toviko tris zado laila?
Vienmezimizgi Drizakné — Neload dz Sim nessmu par to Drizikji Vienmozimizi
B oo s i id
I I I I
I I I I I I
163, Vi Jis esat spmieringti ar Jise darba devijuo?
ViennozToaTpi Drrzik Vid2p Dirizak .. q Lot
DespEyierindfi’d DespExierindfi’a  apmuieTindr’a  Epmisrindfs’a Apmicrinit/s SpExierimdra’a

164, Jus siradajiet

o Priviaj3 organizicija
o Valstspaivaldiba orgamizicii

(<]
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Continuation of Appendix 30

Atbildiet, lidzu, uz 3iem jautdjumiem, ja Jis sirddajiet valsiz/pasvaldibu
orEaAnizEciji

2.6.4.1.Vai Fisu darba devéjs modrodina Lidas profesionilis attistibas pasilmmnes?
(Tadaey, avzimdiies wiswe atbilrosn: Sl varianis)

Argjie emmar

Tekiegie seminam

Argjie darbzenindn (anslizkd workshons)

Tekidyie darhermmin (aneliskd warksfhops)

Argjds apmacioas

Dal&i sedz izdevimms par bekalaura smdijam

Sadr izdsinmmn: par bakalawra stodijam

Dal&i sedz izdevimms par magiztrantira: shadfjam

Badz ipdeanumun: par magizanbinas shedijam

Dal&i sedz izdevumms par doktosantinas sudijsm

Badz ipdeanemo: par doktorantias studijEm

Menvienu no mirstiam

Ooooooooooooon

2642 Kipéc Jis irviléjities stradat valvts'pairaldibu orpeeizacia? Lidom, miniet vismaz
divus iemesins!

)

k)

o)
1643 Kadi jomd Juoms ir anzstils izeliiba?

o Sabiedriba: vadibas jeb Valsts parvaldes jom3

o Citd jomsa
Atbildiet, lidzw, uwz 5o jautdjume, ja Jis stradajiet  valsis/paivaldibu
orEanizicijd un Joms ir pabeigta aupstala izglitiba jomé, kas nav Sabiedribas
vadiba jeb Valsts parvalde

26431 Vai Jus zingt, lea Latvijes angsislolas ir Sabiedribas vadibas jeb Valsts parvaldes
magisira studijo presrammas?

o J& e: mmn
o Es kot ko drirdSju par t3m
o Esneiad nadzindEju par t3m
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Continuation of Appendix 30

Atbildiet, lidzu, uz Yo jantdjumu, ja Jis zindt vai kawt ko dzirdéjat par Latvijas
auzstskoln  Sabiedribas vadibas jeb Valsts paErvaldes mapistra stodiju
Programmam

164311 Vai Jis plinojietvalétes studét Sabiedribas jeb Valsts parvaldes magistra
studiju progremmas Latrijas angsiskald?
Viennozimigi Drizik — Nekad Fdz Sim nessmun Drizik Viennozimizi Jau
|1|E nli par fo duTu.iji'r.-'m:i jli i stmdaju
I I I I I |

17 Bespandentsies Lontalotmtormsacya

Ty Eomnain ARty Epmuctl

Tie v wepieciefimal jaf nodrofindu plerddfmey, by S oubern aspildlia rells ciffin, koo var
aEstinr it vipeay predaMabes animgd

171 Jiswwvirds

172 Jisw wrvards

173, Jusu e-pasts adrese

Paldies par Jisn acbildém!

Sk informdcija: Olza Starinecs, talrands: 15084005, & — pasty: olea starineca®@iho Iy

214



Appendix 31

The research population’s age framework (Adapted from Starineca and Voronchuk,
2015a, p. 202)

Age of youth
Latvian youth age 25 (not
according to Latvian 13 inclusive)
Youth Law (Saeima,
2011)
Age of employees
according to Labour | 13* 15** 18
Law (Saeima, 2011a)
Age of the Generation
Y in year 2016 (Martin,
2001; Sheahan, 2006;
Matthewman, 2011; = e
Arste-Avotina and
Liegis, 2013)
Majority age (Saeima 18
2012)
Youth age according to
the international
methodology on
statistic data 15 24
(International  Labour
Organization,  1996-
2013)
Minimal age of students
(Ministru kabinets, 19 25
2013)
Age of the respondents 18 24
defined in population

*°1f one of the parents (guardian) has given written consent, may be employed outside of school
hours doing light work not harmful to the safety, health, morals and development of the child.
Such employment shall not interfere with the education of the child’. (Sacima, 2011a)

** 1f ‘until reaching the age of 18 does not continues to acquire a basic education’. (Saeima,
2011a)
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Appendix 32

Public Administration and relevant study programs in Latvia, Lithuania and Spain
(Starineca, 2016; Starineca, 2016 based on Daugavpils Universitate, 1997-2015; Rigas
Stradina universitate, 2015; SIA "Ekonomikas un kultiiras augstskola", 2014; Turiba,
2013-2015; Latvijas Universitate, 2009-2015; Ballart, 2000; Domarkas and Gineitiene,

2002)

No. | Country University Program Level Period of | Type of data
data collection
collection

1 Latvia Daugavpils University | Public and institutional Postgraduate | May 15, | printed

management 2016 guestionnaires
spread in-
person during
the class at the
university

2 Latvia Riga Stradins Regional policy and state | Postgraduate | January- printed

University management February, | questionnaires
2016 spread in-
person during
the class at the
university

3 Latvia The University State administration Postgraduate | - -

College of Economics
and Culture

4 Latvia Turiba University Public Administration Postgraduate | - -

5 Latvia University of Latvia Public Management Postgraduate | October printed
10, 2015 questionnaires

spread in-
person during
the class at the
university

6 Lithuania | Kaunas University of | Public Administration Graduate September | a link to online

Technology 2015 - | questionnaire

7 Lithuania | Kaunas University of | Public Administration Postgraduate | May 2016 | sent

Technology

8 Lithuania | Klaipéda University Public Administration Graduate

9 Lithuania | Klaipéda University Public Administration Postgraduate

10 Lithuania | Mykolas Romeris | Public Administration Graduate September | printed

University 2015 - | questionnaires

11 Lithuania | Mykolas Romeris | Public Administration Postgraduate | May 2016 | spread in-

University person during
12 Lithuania | Mykolas Romeris | Public ~ Policy  and | Graduate the class at the
University Management university;
13 Lithuania | Mykolas Romeris | Public ~ Policy  and | Postgraduate a link to online
University Management questionnaire
sent

14 Lithuania | Siauliai University Public Administration Graduate September | a link to online

15 Lithuania | Siauliai University Public Management Postgraduate | 2015 - | questionnaire

16 Lithuania | Vilnius University Public ~ Policy  and | Postgraduate | May 2016 | sent

Administration
17 Lithuania | Vytautas Magnus | Public Administration Graduate
University
18 Lithuania | Vytautas Magnus | State Institution | Postgraduate
University administration

216




Continuation of Appendix 32

No. | Country University Program Level Period of | Type of data
data collection
collection

19 Spain Autonomous Public Administration Postgraduate | October a link to online

University of 2015 till | questionnaire
Barcelona February | sent
Pompeu Fabra 2016
University
University of
Barcelona
20 Spain Autonomous Political ~Science and | Graduate
University of | Public Administration
Barcelona
21 Spain Autonomous Political ~Science and | Graduate
University of | Public Administration +
Barcelona Law
22 Spain Complutense Management and Public | Graduate November | printed
University of Madrid Administration 30, 2015 questionnaires
spread in-
person during
the class at the
university

23 Spain Complutense Government and Public | Postgraduate | October a link to online

University of Madrid Administration 2015 till | questionnaire

24 Spain ESADE Business | Public Administration Postgraduate | February | sent

School 2016

25 Spain Instituto Universitario | Government and Public | Postgraduate

de Investigacion | Administration
Ortega Y Gasset

26 Spain Instituto Universitario | Senior Public | Postgraduate

de Investigacion | Management
Ortega Y Gasset

27 Spain Jaume | University Public ~ Administration | Graduate

and Management

28 Spain University of Almeria | Public ~ Administration | Graduate

and Management

29 Spain University of Public Management and | Postgraduate

Barcelona Administration
Online Business
School
30 Spain University of | Public Management and | Graduate
Barcelona Administration
31 Spain University of | Advanced Public | Postgraduate
Barcelona Management
32 Spain University of Burgos Political ~Science and | Graduate
Public Management (also
online)
33 Spain University of Cadiz Public Management and | Postgraduate
Administration
34 Spain University of Castilla- | Public Management and | Graduate
La Mancha Administration
35 Spain University of Granada | Management and Public | Graduate
Administration
36 Spain University of Granada | Public Management and | Postgraduate
Administration
37 Spain University of Granada | Political Science and | Graduate

Public Administration

217




Continuation of Appendix 32

No. | Country University Program Level Period of | Type of data
data collection
collection

38 Spain University of Jaén Public ~ Administration | Graduate October a link to online

and Management 2015 till | questionnaire

39 Spain University of Malaga Public Management and | Graduate February sent

Administration 2016

40 Spain University of Murcia Government, Postgraduate

Administration and
Public Policy
41 Spain University of Oviedo Public ~ Administration | Graduate
and Management (also
online)
42 Spain University of | Political Science and | Graduate
Salamanca Public Administration

43 Spain University of Santiago | Political Science and | Graduate

de Compostela Public Administration
44 Spain University of the | Taxation and Public | Graduate
Basque Country Administration

45 Spain University of  the | Political Science and | Graduate
Basque Country Public Management

46 Spain University Rovira i | Advanced Studies of | Postgraduate

Virgili

Public Administration
and Public Law
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Summary on survey respondents (students from Latvia, Lithuania and Spain) and their

Appendix 33

age
] i 2 k5] 52 LSRN 5% © %
o] @ o [+ [ N
3 > D - (5]
S © @ © v o c » O
2 g | 8|9 £ 8> > 9,3
. . o
Country | University | Program Level 5 2 g s g £ £ £ g2
S 2 L E| 08| =8 o8 L8 PRI
_E| 8| 5 |8g|2c| 8¢ 9 SEQ | REN
<3 Ea s EQ o | Eay Eo.g Eact g ot
o 3 38 [} S S >$ :Sg >$CD 3%0 >8O
% Z < [ Z T < = z L8 < 2 = zZ 2= < 2 &=
Daudavbils Public and
Latvia U Ugavp institutional Postgraduate 26 9 34.62 7 28 3 23 4 32
niversity
management
Riga Regional policy
Latvia Stradins and state | Postgraduate 12 9 75.00 7 28 4 23 34
University management
Latvia University of | Public Postgraduate | 12 11 | 9167 | 11 27 3 23 8 28
Latvia Management g )
Kaunas Public
Lithuania University of P Graduate 150 17 11.33 14 21 14 21 0 -
Administration
Technology
Kaunas Public
Lithuania University of P Postgraduate 40 7 17.50 4 24 4 24 0 -
Administration
Technology
Lithuania | laipeda Public | Graduate ot | 7 | 7ee | 7 | 2 7 21 0 -
University Administration
Mykolas Public
Lithuania Romerns_ Administration Graduate 563 30 5.33 12 22 12 22 0 -
University
Mykolas Public
Lithuania Romeris Administration Postgraduate 246 4 1.63 4 23 4 23 0 -
University
Mykolas Public  Policy
Lithuania Romeris and Graduate 198 3 1.52 3 22 3 22 0 -
University Management
Mykolas Public  Policy
Lithuania Romeris and Postgraduate 9 4 44.44 4 24 4 24 0 -
University Management
Vytautas Public
Lithuania Magnus P Graduate 270 3 111 3 22 3 22 0 -
R Administration
University
Vytautas -
Lithuania | Magnus State Institution | 5o adquate | 20 2 | 1000 | 2 24 2 24 0 ;
2 administration
University
Autonomous
University of
Barcelona
. Pompeu Public
Spain Fabra Administration Postgraduate 40 1 2.50 1 24 1 24 0 -
University
University of
Barcelona
Complutense | Management
Spain University of | and Public | Graduate 56 24 42.86 20 21 20 21 0 -
Madrid Administration
Complutense | Government
Spain University of | and Public | Postgraduate 48 1 2.08 1 24 1 24 0 -
Madrid Administration
University of ggi“etr:(ézl and
Spain the Basque Public Graduate - 4 - 4 22 4 22 0 -
Country Management
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Continuation of Appendix 33

Total Number of
number | Number of | Response !
valid
of respondents | rate, % . .
tudents questionnaires
Country | Level of study programs | S
Total on Postgraduate
Latvia level 50 29 58.00 25
Total on Postgraduate
Lith | level 315 17 5.40 14
'thuania ' Total on Graduate level | 1181 | 60 5.08 39
Total on both levels 1496 77 5.15 53
Total on Postgraduate
Spai level 88 2 2.27 2
pain Total on Graduate level | - 28 - 24
Total on both levels - 30 - 26

220




T-test results
Hypothesis 1: there is a significant statistical difference between mean values of responses given by two age

groups of responses in case of Latvia (the first age group — the students in age up to 25, the second age group —
the students in age from 25 years).

Appendix 34

Question # 11 1.2 1.3 14 15 1.7 1.9

’(}('ea” of 0115 | -0586 | 0.098 0.310 -0.073 0.275 -0.343
ifference

Standard

deviation 0.339 0.482 0.723 0.595 0.735 0.535 0.638

N 7 5 27 3 10 16 21

Level of 5% 5% 5% 5% 5% 5% 5%

probability

Standard Error 0.128 0.216 0.139 0.344 0.232 0.134 0.139

Actual t-value 0.897 2.717 0.706 0.902 0.314 2.054 2.463

Critical t-value 2.447 2.776 2.056 4.303 2.262 2131 2.086

Difference Of_ Random | Random | Random | Random | Random Random | Significant

mean values is

Hypothesis is Rejected | Rejected | Rejected | Rejected | Rejected | Rejected | Supported

Hypothesis 2: there is a significant statistical difference between mean values of responses given by respondents
from different countries.

Responses by graduate students f

rom Latvia and Lithuania:

Question # 1.1 1.2 1.3 1.4 15 1.7 1.9
Mean of -0.594 -0.997 -1.252 -1.910 -0.317 -0.970 0.021
difference
gtar.‘df’.‘rd 0.467 0.089 1.446 0.577 0.865 0.796 1.012
eviation
N 7 5 27 3 10 16 21
Level of 5% 5% 5% 5% 5% 5% 5%
probability
Standard Error 0.177 0.040 0.278 0.333 0.273 0.199 0.221
Actual t-value 3.364 24.918 4,499 5.728 1.160 4,876 0.094
Critical t-value 2.447 2.776 2.056 4.303 2.262 2.131 2.086
Difference Of. Significant | Significant | Significant | Significant | Random | Significant | Random
mean values is
Hypothesis is Supported | Supported | Supported | Supported | Rejected | Supported | Rejected
Responses by graduate students from Latvia and Spain:
Question # 1.1 1.2 1.3 1.4 15 1.7 1.9
Mean of 0.406 -0.768 0.926 -0.433 0.590 1.328 0.796
difference
Standard 0.840 0.990 1.784 0.948 0.848 1.469 1.723
deviation
N 7 5 27 3 10 16 21
Level of 5% 5% 5% 5% 5% 5% 5%
probability
Standard Error 0.318 0.443 0.343 0.547 0.268 0.367 0.376
Actual t-value 1.278 1.735 2.695 0.792 2.199 3.614 2.117
Critical t-value 2.447 2.776 2.056 4.303 2.262 2.131 2.086
Difference Of_ Random | Random | Random | Random | Random | Significant | Significant
mean values is
Hypothesis is Rejected | Rejected | Rejected | Rejected | Rejected | Supported | Supported
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Continuation of Appendix 34

Responses by graduate students from Lithuania and Spain:

Question # 1.1 1.2 1.3 14 15 1.7 1.9
Mean of 1.000 0.229 2.177 1.476 0.907 2.297 0.776
difference

Standard 0.847 1.053 0.661 1.509 1.250 0.916 2.008
deviation

N 7 5 27 3 10 16 21
Level of 5% 5% 5% 5% 5% 506 5%
probability

Standard Error 0.320 0.471 0.127 0.871 0.395 0.229 0.438
Actual t-value 3.123 0.486 17.108 1.694 2.294 10.036 1.770
Critical t-value 2.447 2.776 2.056 4.303 2.262 2.131 2.086
Diference Of. Significant | Random | Significant | Random | Significant | Significant | Random
mean values is

Hypothesis is Supported | Rejected | Supported | Rejected | Supported | Supported | Rejected

Responses by graduate students from Lithuania and Spain:

Question # 11 1.2 1.3 14 15 1.7 1.9
Mean of 0.551 0.261 0.623 1.002 0.601 0.399 0.328
difference

Standard 0.455 0.501 0.352 0.217 0.411 0.574 1.143
deviation

N 7 5 27 3 10 16 21
Level of 5% 5% 5% 5% 5% 5% 5%
probability

Standard Error 0.172 0.224 0.068 0.126 0.130 0.143 0.249
Actual t-value 3.203 1.166 9.189 7.984 4.623 2.777 1.316
Critical t-value 2.447 2.776 2.056 4.303 2.262 2.131 2.086
Difference Of_ Significant | Random | Significant | Significant | Significant | Significant | Random
mean values is

Hypothesis is Supported | Rejected | Supported | Supported | Supported | Supported | Rejected

Hypothesis 3: there is a significant statistical difference between mean values of responses given by respondents
from different studies level (graduate and postgraduate).

Question # 1.1 1.2 1.3 1.4 15 1.7 1.9
Mean of -0.176 0.060 0.011 0.297 0.073 0.097 0.139
difference

Standard 0.336 0.311 0.981 0.011 0.354 0.552 0.772
deviation

N 7 5 27 3 10 16 21
Level o_f_ 5% 50 5% 50 5% 5% 5%
probability

Standard Error 0.127 0.139 0.189 0.006 0.112 0.138 0.168
Actual t-value 1.388 0.432 0.060 48.541 0.655 0.706 0.828
Critical t-value 2.447 2.776 2.056 4.303 2.262 2131 2.086
Difference Of. Random | Random | Random | Significant | Random Random | Random
mean values is

Hypothesis is Rejected | Rejected | Rejected | Supported | Rejected | Rejected | Rejected
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Appendix 35

Respondents’ importance evaluation of seven core principles of socially responsible
behaviour of a future employer

- - 55| » 8| E g § —

S - S — —_— S + —_— O

Estimates § °§ g "g % 'c'és kS &% E | E % ﬁ % %

= g u g S| S3 | 88| E| | O0|EQR

) na|l P> S| s 3 =

Respondents Graduate students from Latvia
8.68 | 0.256 | 9 10 1282|1643 | 5 | 10| 25| 0.529
9.04 | 0234 | 9 9 1172|1373 5 | 10| 25| 0.484
948 | 0.184 | 10| 10 (0918|0.843| 7 |10 | 25| 0.379
8.00 | 0321 | 8 10 |1.607 | 2583 | 5 | 10 | 25 | 0.663
8.40 | 0.283 | 9 9 |1414|2000| 5 |10 | 25 | 0.584
8.80 | 0.245 | 9 10 |[1.225|1500| 7 | 10| 25| 0.506
8.44 0.265 9 8 13251757 | 5 | 10 | 25 | 0.547
Graduate students from Lithuania
879 | 0395 | 9 10 |1.477|2181| 5 |10 | 14 | 0.853
957 | 0202 | 10| 10 |0.756|0571| 8 | 10 | 14 | 0.436
957 | 0251 |10 | 10 (0938|0.879| 7 |10 | 14 | 0.541
936 | 0.248 | 10| 10 |0.929|0.863| 7 |10 | 14 | 0.536
893 | 0339 | 9 10 [1.269|1610| 6 | 10| 14 | 0.733
929 | 0244 | 10| 10 |0914|0.835| 8 | 10 | 14 | 0.528
950 | 0.174 |10 | 10 |0.650|0.423| 8 | 10 | 14 | 0.376
Graduate students from Spain

8.00 | 2.000 | 8 |#N/A |2.828|8.000| 6 |10 | 2 | 25.412
850 | 0.500 |85 |#N/A|0.707|0500| 8 | 9 | 2 | 6.353
10.00 | 0.000 | 10 | 10 |0.000|0.000| 10| 10 | 2 | 0.000
8.00 | 1.000 | 8 |#N/A |1.414|2000| 7 | 9 | 2 | 12.706
750 | 0500 |75|#N/A|0.707|0500| 7 | 8 | 2 | 6.353
7.00 | 1.000 | 7 |#N/A|1414|2000| 6 | 8 | 2 | 12.706
9.00 | 0.000 | 9 9 |0.000(0.000| 9 | 9 | 2 | 0.000
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Continuation of Appendix 35

- - 55| » 8| E g § —_

= = Y —_— S +— _— O

Estimates § °§ g "g % 'c'és kS &% E | E % ﬁ % %

= g u g S| S3 | 88| E| | O0|EQY

) na|l P> S| s 3 =

Respondents Undergraduate students from Lithuania
890 | 0.267 | 9 10 | 1667|2779 | 2 | 10| 39 | 0.540
926 | 0226 |10 | 10 |1409|1.985| 3 |10 |39 | 0.457
944 | 0.155 | 10| 10 |0.968|0.937| 7 | 10|39 | 0.314
828 | 0.326 | 9 10 (2038 |4.155| 1 | 10| 39 | 0.661
8.18 | 0.262 | 8 8 11.636|2677| 3 |10 |39 | 0.530
885 | 0.186 | 9 10 | 1159|1344 | 5 | 10| 39| 0.376
946 | 0126 | 10| 10 [0.790|0.623 | 7 | 10 | 39 | 0.256
Undergraduate students from Spain

888 | 0342 | 10| 10 |1.676|2810| 3 |10 |24 | 0.708
783 | 0416 (85| 10 |2036|4.145| 4 | 10 | 24 | 0.860
892 | 0318 |10 | 10 |1558|2428| 5 |10 |24 | 0.658
7.83 | 0.328 | 8 9 |1606|2580| 3 |10 |24 | 0.678
804 | 0359 |85| 9 |1756|3.085| 3 | 10|24 | 0.742
817 | 0364 (85| 9 |1.786|3.183| 3 |10 |24 | 0.754
883 | 0305 (95| 10 1494|2232 | 5 | 10|24 | 0.631
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Appendix 36

Respondents’ importance evaluation of a future employer’s activity in the areas assessed

calculating Sustainability Index in Latvia

T c 5|8/ E|E|.|E_¢
Estimates g 8 E -;ﬁ 5 = § §'§ é é § ﬁ S §
= g w| s = g g By g S g O § -3
Respondents Graduate students from Latvia
Environment 744 | 0421 8 9 2103 4423 | 3 | 10| 25 | 0.868
Market relations 744 | 0.347 | 8 7 11.73413.007| 4 |10 |25 | 0.716
Society 8.00 | 0321 | 8 8 ]11.607]2583| 5 |10 | 25| 0.663
Strategy 7.68 | 0.315 | 8 8 1574|2477 | 4 |10 | 25 | 0.650
Work environment 8.60 | 0.252 8 8 1.258 | 1583 | 5 | 10 | 25 | 0.519
Graduate students from Lithuania
Environment \ 843 | 0.272 |85 9 |1016|1.033| 7 |10 | 14 | 0.587
829 | 0.163 | 8 8 106110374 7 | 9 | 14| 0.353
Society 9.07 | 0221 | 9 10 /0.829 0687 | 8 | 10 | 14 | 0.479
Strategy 871 | 0354 | 9 10 | 1326|1758 | 6 | 10 | 14 | 0.766
Work environment 964 | 0133 | 10| 10 |0.497|0.247| 9 | 10| 14 | 0.287
Graduate students from Spain
Environment 9.00 | 0.000 | 9 9 ]10.000/0.000] 99| 2 | 0.000
Market relations 9.00 | 0.000 | 9 9 ]10.000/0.000] 9|9 | 2| 0.000
Society 750 | 1500 |75|#N/A|2121|{4500| 6 | 9 | 2 | 19.059
Strategy 9.00 | 0.000 | 9 9 ]10.000/0.000] 99| 2 | 0.000
Work environment 850 | 1500 |85 |#N/A|2121|4500| 7 | 10 | 2 | 19.059
Undergraduate students from Lithuania
Environment 790 | 0.274 | 8 8 171412937 | 2 |10 | 39 | 0.555
Market relations 7.38 | 0.251 8 8 1.566 | 2453 | 3 | 10 | 39 | 0.508
Society 854 | 0.240 | 9 9 |1502|2255| 3 | 10|39 | 0.487
Strategy 828 | 0316 | 9 10 | 197313892 | 1 | 10| 39| 0.640
Work environment \ 974 | 0080 |10 ] 10 |0.498|0.248| 8 | 10|39 | 0.162
Undergraduate students from Spain
Environment 7.42 | 0.446 8 8 2185|4775 2 | 10 | 24 | 0.923
Market relations 792 | 0.361 | 8 10 | 1767 |3.123| 4 | 10| 24 | 0.746
Society 7.88 | 0392 | 8 8 (1918 |3.679| 4 | 10| 24 | 0.810
Strategy 821 | 0.282 | 8 9 |1382|1911| 5 | 10| 24 | 0.584
Work environment 913 | 0.220 |95| 10 |1.076|1.158| 6 | 10 | 24 | 0.454
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Appendix 37

Respondents’ importance evaluation of a future employer’s employer brand elements

i) - S @ e e 3 —_
_ s| 85| 8| g|s82|32| 2| 2| E|&8L
Estimates 2 I |8 S E2 | EL| 2| 5| 3|23
g2 58| 53|5|3|°|5”¢2
Respondents Graduate students from Latvia
What the organisation*
is 5.08 0.469 5 5 2344 | 5493 | 1 | 9 | 25| 0.967
What organisation*
offers for employees 9.24 0.176 9 10 |(0.879 | 0773 | 7 | 10 | 25 | 0.363
Organisational™
processes (vision,
mission, goals) 7.08 0.316 7 7 1579 | 2493 | 4 | 10 | 25 | 0.652
What kind of
employees employed 8.24 0.318 8 10 | 1589 | 2523 | 4 | 10 | 25 | 0.656
What is expected from
employees 7.88 0.267 8 9 1333 | 1.777 | 5 | 10 | 25 | 0.550
Internal communication | 8.36 0.270 8 8 1350 | 1.823 | 5 | 10 | 25 | 0.557
Rewards and
recognition 7.88 0.291 8 9 1453 | 2110 | 4 | 10 | 25 | 0.600
Learning and
development 8.40 0.245 8 8 1225|1500 | 6 | 10 | 25 | 0.506
Service support 6.60 0.455 7 9 2273 | 5167 | 1 9 | 25 0.938
Measurement system 7.52 0.337 7 7 1.686 | 2843 | 4 | 10 | 25 0.696
Current culture and
ethics in the
organisation 8.60 0.311 9 9 1555 | 2417 | 4 | 10 | 25 | 0.642
Job opportunities 8.64 0.207 9 9 1.036 | 1.073 | 6 | 10 | 25 | 0.428
Job learning
opportunities 8.80 0.356 9 10 1780 | 3.167 | 3 | 10 | 25 | 0.735
Key functions and
specific characteristics 8.28 0.248 9 9 1242 | 1543 | 6 | 10 | 25 | 0.513
Introduction program
for new employees 8.08 0.300 8 S 1498 | 2243 | 5 | 10 | 25 | 0.618
Advancement
opportunities 9.20 0.163 9 9 0.816 | 0.667 | 7 | 10 | 25 | 0.337
Career programs 8.48 0.272 9 8 1.358 | 1.843 | 4 | 10 | 25 0.560
Benefits and
compensation system 8.28 0.297 9 9 1487 | 2210 | 4 | 10 | 25 | 0.614
Working environment 9.04 0.196 9 10 0978 | 0957 | 7 | 10 | 25 0.404
Recruitment and
induction 7.60 0.300 8 8 1500 | 2250 | 4 | 10 | 25 | 0.619
Team management 8.16 0.275 8 8 1375|1890 | 6 | 10 | 25 | 0.567
Performance appraisal 7.72 0.453 8 S 2264 | 5127 | 1 | 10 | 25 | 0.935
Past achievements 6.92 0.424 7 8 2120 | 4493 | 1 | 10 | 25 | 0.875
Social activities,
sponsorship etc. 6.40 0.436 7 5 2179 |1 4750 | 2 | 10 | 25 | 0.900
Products and services
ratings 7.16 0.368 7 9 1841 | 3390 | 3 | 10 | 25 | 0.760

*Qrganisation that a respondent is considering to work for
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Continuation of Appendix 37

i) - S @ e e 3 —_
_ < 55| & g 88| 2S| 2| 2| E|83L
Estimates 2 I 8 S E2 | ES| 2| %| 3| E =2
5 |2 58|23 32]°|5°¢2
Respondents Graduate students from Lithuania
What the organisation*
is 8.79 0.366 9 10 1369 | 1874 | 6 | 10 | 14 | 0.790
What organisation*
offers for employees 9.43 0.202 10 10 | 0.756 | 0571 | 8 | 10 | 14 | 0.436
Organisational™
processes (vision,
mission, goals) 8.57 0.416 9 8 1555|2418 | 4 | 10 | 14 | 0.898
What kind of
employees employed 8.43 0291 |85 9 1.089 | 1.187 | 6 | 10 | 14 | 0.629
What is expected from
employees 9.07 0.221 9 10 | 0829 | 0.687 | 8 | 10 | 14 | 0.479
Internal communication | 9.14 0.275 9.5 10 1.027 | 1.055 | 7 | 10 | 14 0.593
Rewards and
recognition 8.43 0.465 9 9 1742 1 3.033 | 5 | 10 | 14 | 1.006
Learning and
development 9.57 0.173 10 10 | 0.646 | 0418 | 8 | 10 | 14 | 0.373
Service support 8.43 0.343 9 9 1284 | 1648 | 6 | 10 | 14 0.741
Measurement system 9.00 0.314 | 9.5 10 1177 | 1385 | 7 | 10 | 14 0.679
Current culture and
ethics in the
organisation 9.29 0.286 | 10 10 1.069 | 1.143 | 7 | 10 | 14 | 0.617
Job opportunities 9.86 0.097 10 10 | 0363|0132 | 9 | 10 | 14 | 0.210
Job learning
opportunities 9.50 0.174 | 10 10 | 0650 | 0423 | 8 | 10 | 14 | 0.376
Key functions and
specific characteristics 8.93 0.305 9 10 1141 | 1302 | 7 | 10 | 14 | 0.659
Introduction program
for new employees 9.57 0.137 10 10 0.514 | 0.264 | 9 | 10 | 14 0.297
Advancement
opportunities 9.64 0.169 10 10 | 0.633 0401 | 8 | 10 | 14 | 0.366
Career programs 9.57 0.202 10 10 0.756 | 0571 | 8 | 10 | 14 0.436
Benefits and
compensation system 9.07 0339 | 95| 10 1269 | 1610 | 6 | 10 | 14 | 0.733
Working environment 9.64 0.169 10 10 0633 | 0401 | 8 | 10 | 14 0.366
Recruitment and
induction 9.29 0.266 | 10 10 (0994 | 0989 | 7 | 10 | 14 | 0574
Team management 9.43 0.228 10 10 0852 | 0725 | 7 | 10 | 14 0.492
Performance appraisal 9.50 0.174 | 10 10 | 0650 | 0423 | 8 | 10 | 14 | 0.376
Past achievements 8.93 0.305 9 9 1141 | 1302 | 6 | 10 | 14 | 0.659
Social activities,
sponsorship etc. 8.86 0.390 9 10 1460 | 2132 | 5 | 10 | 14 | 0.843
Products and services
ratings 9.00 0.257 9 9 0961 | 0923 | 7 | 10 | 14 | 0.555

*Qrganisation that a respondent is considering to work for
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Continuation of Appendix 37

i) - S @ e e 3 —_
_ < 55| & g 88| 2S| 2| 2| E|83L
Estimates 2 I 8 S E2 | ES| 2| %| 3| E =2
5 |2 58|23 32]°|5°¢2
Respondents Graduate students from Spain
What the organisation*
is 7.00 1.000 7 | #N/A | 1414 | 2000 | 6 | 8 | 2 | 12.706
What organisation*
offers for employees 7.50 1500 |75 | #N/A | 2121 | 4500 | 6 | 9 2 | 19.059
Organisational™
processes (vision,
mission, goals) 7.00 0.000 7 7 0.000 | 0.000 | 7 | 7 | 2 0.000
What kind of
employees employed 5.50 1500 |55 #N/A | 2121 | 4500 | 4 | 7 | 2 | 19.059
What is expected from
employees 6.00 1.000 6 | #N/A | 1414 | 2000 | 5 | 7 | 2 | 12.706
Internal communication | 7.00 1.000 7 | #N/A | 1.414 | 2.000 | 6 8 2 12.706
Rewards and
recognition 8.50 0500 |85 | #N/A | 0.707 | 0500 | 8 | 9 | 2 6.353
Learning and
development 9.00 0.000 9 9 0.000 | 0.000 | 9 | 9 | 2 0.000
Service support 7.50 0500 |75 | #N/A | 0.707 | 0500 | 7 | 8 | 2 6.353
Measurement system 6.00 0.000 6 6 0.000 | 0.000 | 6 6 2 0.000
Current culture and
ethics in the
organisation 7.50 0500 |75 |#N/A | 0.707 | 0500 | 7 | 8 | 2 6.353
Job opportunities 8.50 0500 |85 | #N/A | 0.707 | 0500 | 8 | 9 | 2 6.353
Job learning
opportunities 8.50 0500 |85 | #N/A | 0.707 | 0500 | 8 | 9 | 2 6.353
Key functions and
specific characteristics 5.00 1.000 5 | #N/A | 1.414 | 2000 | 4 | 6 2 | 12.706
Introduction program
for new employees 6.50 1500 |65 | #N/A | 2121 | 4500 | 5 | 8 2 | 19.059
Advancement
opportunities 7.00 1.000 7 | #N/JA | 1.414 | 2000 | 6 | 8 2 | 12.706
Career programs 7.50 0500 | 7.5 | #N/A | 0.707 | 0.500 | 7 8 2 6.353
Benefits and
compensation system 8.50 0500 |85 | #N/A | 0.707 | 0500 | 8 | 9 | 2 6.353
Working environment 8.50 1500 |85 | #N/A | 2121 | 4500 | 7 | 10 | 2 | 19.059
Recruitment and
induction 6.50 1500 |65 | #N/A | 2121|4500 | 5 | 8 | 2 | 19.059
Team management 7.50 1500 |75 | #N/A | 2121 | 4500 | 6 9 2 19.059
Performance appraisal 6.50 0500 |65 | #N/A | 0.707 | 0500 | 6 | 7 2 6.353
Past achievements 4.50 1500 |45 | #N/A | 2121 | 4500 | 3 | 6 2 | 19.059
Social activities,
sponsorship etc. 5.50 0.500 |55 | #N/A | 0.707 | 0500 | 5 | 6 2 6.353
Products and services
ratings 5.50 0500 |55 | #N/A | 0.707 | 0500 | 5 | 6 | 2 6.353

*Qrganisation that a respondent is considering to work for
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Continuation of Appendix 37

T | e ©5| 8| E|E| .| E_<
: 5| €8|<| 8|85 |es|E|E|5|8%8
Estimates - c=| B8 § E2|ES|Z| 5| 3| E =
5 |2 58|23 32]°|5°¢2
Respondents Undergraduate students from Lithuania
What the organisation*
is 8.44 0.300 9 10 1875|3516 | 1 | 10 | 39 | 0.608
What organisation*
offers for employees 9.03 0.266 10 10 1662 | 2762 | 1 | 10 | 39 | 0.539
Organisational™
processes (vision,
mission, goals) 7.62 0.324 8 9 2.021 | 4085 | 2 | 10 | 39 | 0.655
What kind of
employees employed 7.51 0.362 8 9 2258 [ 5099 | 1 | 10 | 39 | 0.732
What is expected from
employees 8.82 0.190 9 9 1189 | 1414 | 5 | 10 | 39 | 0.386
Internal communication | 9.00 0.172 9 10 1.076 | 1.158 | 6 | 10 | 39 0.349
Rewards and
recognition 7.87 0.263 8 9 1641 | 2694 | 4 | 10 | 39 | 0.532
Learning and
development 8.59 0.190 9 9 1.186 | 1406 | 6 | 10 | 39 | 0.384
Service support 8.62 0.197 9 9 1227 | 1506 | 5 | 10 | 39 0.398
Measurement system 8.31 0.247 9 9 1542 | 2377 | 5 | 10 | 39 0.500
Current culture and
ethics in the
organisation 8.64 0.256 9 10 1597 | 2552 | 4 | 10 | 39 | 0.518
Job opportunities 9.31 0.169 10 10 1.055 | 1113 | 5 | 10 | 39 | 0.342
Job learning
opportunities 8.90 0.267 9 10 1667 | 2779 | 1 | 10 | 39 | 0.540
Key functions and
specific characteristics 8.46 0.291 9 9 1.819 | 3.308 | 1 | 10 | 39 | 0.590
Introduction program
for new employees 8.56 0.262 9 9 1635|2673 | 1 | 10 | 39 | 0.530
Advancement
opportunities 9.28 0.191 10 10 1191 | 1418 | 5 | 10 | 39 | 0.386
Career programs 9.05 0.201 10 10 1255 | 1576 | 5 | 10 | 39 0.407
Benefits and
compensation system 8.77 0.185 9 9 1158 | 1.340 | 6 | 10 | 39 0.375
Working environment 9.33 0.144 | 10 10 | 0.898 | 0.807 | 6 | 10 | 39 | 0.291
Recruitment and
induction 9.13 0.161 9 10 1.005| 1009 | 6 | 10 | 39 | 0.326
Team management 8.54 0.254 9 9 1587 | 2518 | 2 | 10 | 39 0.514
Performance appraisal 8.74 0.234 9 10 1464 | 2143 | 4 | 10 | 39 | 0475
Past achievements 7.74 0.272 8 8 1697 | 2880 | 5 | 10 | 39 0.550
Social activities,
sponsorship etc. 7.23 0.327 8 8 2045 |1 4182 | 2 | 10 | 39 0.663
Products and services
ratings 7.92 0.209 8 9 1306 | 1.704 | 5 | 10 | 39 | 0.423

*Qrganisation that a respondent is considering to work for
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Continuation of Appendix 37

i) - S @ e e 3 —_
_ < 55| & g 88| 2S| 2| 2| E|83L
Estimates 2 I 8 S E2 | ES| 2| %| 3| E =2
5 |2 58|23 32]°|5°¢2
Respondents Undergraduate students from Spain
What the organisation*
is 7.83 0.280 8 8 137311884 | 5 | 10 | 24 | 0.580
What organisation*
offers for employees 8.50 0255 |85 | 10 1251 | 1565 | 6 | 10 | 24 | 0.528
Organisational™
processes (vision,
mission, goals) 7.83 0.328 8 8 1.606 | 2580 | 5 | 10 | 24 | 0.678
What kind of
employees employed 7.25 0.486 8 8 2382 | 5674 | 1 | 10 | 24 | 1.006
What is expected from
employees 7.88 0.284 8 8 1393 11940 | 5 | 10 | 24 | 0.588
Internal communication | 8.58 0.269 9 8 1316 | 1.732 | 5 | 10 | 24 | 0.556
Rewards and
recognition 9.08 0.190 9 10 | 0929 | 0862 | 7 | 10 | 24 | 0.392
Learning and
development 9.25 0211 | 10 10 1.032 | 1.065 | 6 | 10 | 24 | 0.436
Service support 8.71 0.285 9 10 1.398 | 1955 | 5 | 10 | 24 0.590
Measurement system 6.75 0.320 7 7 1567 | 2457 | 4 | 10 | 24 0.662
Current culture and
ethics in the
organisation 7.50 0.371 8 9 1818 | 3.304 | 2 | 10 | 24 | 0.768
Job opportunities 8.75 0.257 9 9 1.260 | 1587 | 5 | 10 | 24 | 0.532
Job learning
opportunities 8.63 0.281 9 10 1377 | 1897 | 6 | 10 | 24 | 0.582
Key functions and
specific characteristics 7.71 0252 |75 7 1233|1520 | 5 | 10 | 24 | 0.521
Introduction program
for new employees 8.25 0.342 | 85 10 1675|2804 | 5 | 10 | 24 0.707
Advancement
opportunities 8.50 0.301 9 10 1474 | 2174 | 6 | 10 | 24 | 0.623
Career programs 7.88 0.448 8 10 2193 | 4810 | 2 | 10 | 24 0.926
Benefits and
compensation system 8.17 0.402 8 8 1971|3884 | 2 | 10 | 24 | 0.832
Working environment 8.63 0.323 9 10 1583 | 2505 | 5 | 10 | 24 | 0.668
Recruitment and
induction 7.17 0328 |75 8 1606 | 2580 | 5 | 10 | 24 | 0.678
Team management 7.83 0.428 8 10 2099 | 4406 | 2 | 10 | 24 0.886
Performance appraisal 7.42 0.408 8 8 1998 | 3993 | 2 | 10 | 24 | 0.844
Past achievements 6.71 0547 |75 8 2678 | 7172 | 1 | 10 | 24 | 1131
Social activities,
sponsorship etc. 6.25 0479 |65 5 234515500 | 1 | 10 | 24 | 0.990
Products and services
ratings 6.79 0518 |75 8 2536 | 6433 | 1 |10 | 24 | 1.071

*Qrganisation that a respondent is considering to work for
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Appendix 38

Respondents’ importance evaluation of a future employer’s status

i) - S @ e e 3 —_
_ c| 85| 8| g| 8|28 2| 2| E|8sS
Estimates g - S22 | EL El gl 3|2z32
5| = 58| 53|51 2|/°|57 ¢
Respondents Graduate students from Latvia
—
If an organisation® have | ;o | 395 | g | 7 | 1981|3923 | 1 | 10|25 | 0.818
good employer brand
S
I ) BT [ 748 | 0409 | 8 | 8 |2044|4177| 3 |10 | 25| 0844
socially responsible
If organisation* is
e I Ceon: 6.6 | 0489 | 6 | 5 | 2444|5973 | 1 |10 |25 | 1.009
kind of recognized
ratings
Respondents Graduate students from Lithuania
.
If an organisation™have | ¢\, | 534 | 9 | g | 0877|0769 | 8 | 10 | 14 | 0.506
good employer brand
e T—
e SR SO s 921 | 0261 |95| 10 | 0975|0951 | 7 | 10 | 14 | 0.563
socially responsible
If organisation™ is
LAELLIEtR) 00 B EUEE 871 | 0304 | 9 | 9 |1139|1207| 7 | 10|14 | 0657
kind of recognized
ratings
Respondents Graduate students from Spain
1 1 *
Ifan organisation® have | ¢ ., | 500 | g5 | #n/A | 0707 | 0500 | 8 | 9 | 2 | 6353
good employer brand
B
Ifan organisation™is | o5, | 500 |g5 | #N/A | 0707 | 0500 | 8 | 9 | 2 | 6.353
socially responsible
If organisation* is
TWENTEIED i ClHAIEE 550 | 1.500 |55 | #N/A | 2121 | 4500 | 4 | 7 | 2 | 19.059
kind of recognized
ratings
Respondents Undergraduate students from Lithuania
If an organisation* have
good employer brand 8.85 0.154 9 9 0.961 | 0923 | 6 | 10 | 39 0.311
T
Ifan organisation™is = g7, | (538 | o | o 1486|2208 | 2 | 10|39 | 0482
socially responsible
If organisation™ is
TELLIEt 00 et 769 | 0308 | 8 | 9 |1922(3692| 2 | 10|39 | 0623
kind of recognized
ratings
Respondents Undergraduate students from Spain
1 1 *
Ifan organisation®have | ; ¢, | 416 | g | 8 |2036 |4145| 1 |10 | 24 | 03860
good employer brand
If an organisation™ is
socially responsible 7.96 0.383 8 8 1876 | 3520 | 2 | 10 | 24 0.792
If organisation* is
included in different = g e5 | 416 | 7 | 5 |2039 4158 | 2 | 10 | 24 | 0861
kind of recognized
ratings

*Qrganisation that a respondent is considering to work for

231




Likeliness of respondents’ choice to work in the certain areas

Appendix 39

c 2. g o | 2 S o 8 g g = § -
Estimates 3 'c'éd = %s 3 § g g’ g| E|E § = % S
= su | < S| S3| 88| £ &0 EQY
73 hna| P>|s| s 3 <
Respondents Graduate students from Latvia
Accommodation and
catering services 3.76 | 0.536 4 1 2681 | 7190 | 1 | 8 | 25| 1.107
Activities of
extraterritorial
organisations and bodies | 4.80 | 0.539 5 7 2693 | 7250 | 1 |10 | 25| 1.111
Administrative and
support service activities | 5.76 | 0.487 6 8 243715940 | 1 | 9 | 25| 1.006
Agriculture, Forestry and
Fisheries 3.32 | 0515 2 1 2577 | 6.643 | 1 8 | 25| 1.064
Arts, entertainment and
leisure 576 | 0.524 7 8 2619 6857 | 1 | 10| 25| 1.081
Building 2.88 | 0.514 2 1 2571 | 6610 | 1 | 10 | 25 | 1.061
Education 5.88 | 0.598 7 9 299118943 | 1 | 10| 25| 1.234
Electricity, gas, steam and
air conditioning supply 3.04 | 0.438 2 1 2189 | 4790 | 1 | 7 | 25| 0.903
Financial and insurance
activities 4.64 | 0.556 4 1 2.782 | 7.740 | 1 9 | 25| 1.148
Household as employer;
undifferentiated goods and
services producing
activities that household
creates for its own use 2.92 | 0.483 1 1 2414 | 5827 | 1 | 8 | 25 | 0.996
Human health and social
work activities 4.88 | 0.662 4 1 3.308 (10943 | 1 |10 | 25| 1.366
Information and
communication 6.88 | 0.397 7 9 1986 | 3943 | 2 | 9 | 25 | 0.820
Manufacturing 3.92 | 0.619 3 1 3.095| 9577 | 1 |10 | 25| 1.277
Mining and quarrying 2.92 | 0.458 2 1 2290 | 5243 | 1 | 8 | 25| 0.945
Professional, scientific
and technical services 5.16 | 0.690 7 1 3.448 111890 | 1 | 10 | 25 | 1.423
Public administration and
security, compulsory
social insurance 8.16 | 0.330 8 10 | 1.650| 2.723 | 4 | 10 | 25| 0.681
Real estate 5.12 | 0.636 5 1 3.180 {10.110 | 1 |10 | 25 | 1.312
Transportation and
Storage 3.72 | 0.639 2 1 3.195|10.210| 1 |10 | 25 | 1.319
Water supply; sewerage,
waste management and
remediation activities 3.16 | 0.550 2 1 2749 | 7557 | 1 | 9 | 25| 1.135
Wholesale and retail trade | 3.48 | 0.490 3 1 24521 6.010 | 1 | 8 | 25| 1.012
Other services 3.56 | 0.583 3 1 2917 | 8507 | 1 | 10| 25| 1.204
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Continuation of Appendix 39

=2 = 25| «8|E|E § <
[ (D) — — +~ — o
Estimates 5 8 g = S| SE| 28|/ E|E| 3|28 S
S| suw| 2| =|s3| S8|E|B3|C8|EJY
n hal| P> || s 3 <
Respondents Graduate students from Lithuani
Accommodation and
catering services 4.14 | 0.748 4 1 2797 | 7824 | 1 | 9 |14 | 1.615
Activities of
extraterritorial
organisations and bodies | 4.21 | 0.840 4 1 314219874 | 1 | 9 | 14 | 1814
Administrative and
support service activities | /.50 | 0.732 |85| 10 |[2.739| 7500 | 2 |10 | 14 | 1581
Agriculture, Forestry and
Fisheries 400 0.719 |35 2 2689 | 7231 | 1 9 | 14 | 1553
Arts, entertainment and
leisure 5.00 | 0.784 5 1 2935|8615 | 1 | 10 | 14 | 1.695
Building 3.21| 0720 |25 1 2.694 | 7.258 | 1 9 | 14 | 1.556
Education 6.79 | 0.813 7 10 |3.043| 9258 | 1 |10 | 14 | 1.757
Electricity, gas, steam and
air conditioning supply 3.29 | 0.801 2 1 2998 | 8989 | 1 |10 |14 | 1.731
Financial and insurance
activities 579 | 0903 |65 1 3.378 111412 | 1 |10 | 14 | 1951
Household as employer;
undifferentiated goods and
services producing
activities that household
creates for its own use 3.07| 0642 |25 1 2401 | 5764 | 1 | 8 | 14 | 1.386
Human health and social
work activities 571 | 0808 |55 3 3.024 | 9143 | 1 |10 | 14 | 1.746
Information and
communication 5.93 | 0.880 7 1 3.293110841| 1 |10 | 14 | 1.901
Manufacturing 2.86 | 0.601 2 1 2.248 | 5.055 | 1 7 | 14 | 1.298
Mining and quarrying 193 | 0.438 1 1 1639 | 2687 | 1 | 7 | 14 | 0.946
Professional, scientific
and technical services 486 | 0.851 6 8 3.183110132| 1 | 9 | 14 | 1.838
Public administration and
security, compulsory
social insurance 586 | 0966 |75 8 3.613 13055 | 1 |10 | 14 | 2.086
Real estate 479 | 0827 |45 8 3.093| 9566 | 1 | 9 | 14 | 1.786
Transportation and
Storage 3.86 | 0818 |25 1 3.060| 9363 | 1 |10 | 14 | 1.767
Water supply; sewerage,
waste management and
remediation activities 250 | 0.627 1 1 2345|5500 | 1 | 8 | 14| 1.354
Wholesale and retail trade | 2.64 | 0.723 1 1 2706 | 7324 | 1 | 8 | 14 | 1.563
Other services 5.36 | 0.823 | 6.5 8 3079|9478 | 1 | 9 | 14 | 1.778
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Continuation of Appendix 39

= o TS v g g § —~
[ (D) — — R — o
Estimates 5 8 g = S| SE| 28|/ E|E| 3|28 S
S| su| 8| S|sS3| S8|E|3|S|EY
N hal| P> || s 3 <
Respondents Graduate students from Spain
Accommodation and
catering services 350 | 2500 [35|#N/A|3536 (12500 1 | 6 | 2 | 31.766
Activities of
extraterritorial
organisations and bodies | 2.50 | 0.500 | 2.5 | #N/A | 0.707 | 0.500 | 2 | 3 | 2 6.353
Administrative and
support service activities | 4.50 | 2.500 | 4.5 | #N/A | 3.536 | 12500 | 2 | 7 | 2 | 31.766
Agriculture, Forestry and
Fisheries 2.50 1.500 |25 | #N/A | 2.121 | 4.500 1 4 2 19.059
Arts, entertainment and
leisure 5.00 1.000 5 | #N/A | 1.414 | 2.000 4 6 2 12.706
Building 1.00 | 0.000 1 1 0.000 | 0.000 | 1 1 2 0.000
Education 7.00 | 0.000 7 7 0.000 | 0.000 7 7 2 0.000
Electricity, gas, steam and
air conditioning supply 1.00 | 0.000 1 1 0.000( 0000 | 1 |1 | 2 0.000
Financial and insurance
activities 2.50 1500 |25 | #N/A | 2.121 | 4.500 1 4 2 19.059
Household as employer;
undifferentiated goods and
services producing
activities that household
creates for its own use 3.50| 0500 |35 ]|#N/A|0.707| 0500 | 3 4 2 6.353
Human health and social
work activities 350| 2500 |35 |#N/A|3536|12500 | 1 6 2 31.766
Information and
communication 550 | 1500 |55 |#N/A|2121| 4500 | 4 7 2 | 19.059
Manufacturing 3.00 | 2.000 3 | #N/A | 2.828 | 8.000 1 5 2 25.412
Mining and quarrying 1.00 | 0.000 1 1 0.000 | 0.000 | 1 1 2 0.000
Professional, scientific
and technical services 250 | 1500 |25 |#N/A 2121 | 4500 | 1 4 2 | 19.059
Public administration and
security, compulsory
social insurance 950 | 0500 |95 |#N/A|[0.707] 0500 | 9 |10 | 2 6.353
Real estate 2.00 1.000 2 | #N/A | 1.414 | 2.000 1 3 2 12.706
Transportation and
Storage 150 0500 |15 |#N/A|0.707| 0500 | 1 | 2 2 6.353
Water supply; sewerage,
waste management and
remediation activities 250 | 0500 |25 |#N/A|0.707 | 0500 | 2 | 3 2 6.353
Wholesale and retail trade | 7.00 | 0.000 7 7 0.000 | 0.000 | 7 7 2 0.000
Other services 6.00 | 1.000 6 |#N/A | 1414 | 2000 | 5 7 2 | 12.706
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Continuation of Appendix 39

=2 = 25| «8|E|E § <
c — (B} — —_— o _— O
Estimates | 8¢ = S|SE| 28| E| E S| S8 S
b su | < S| 83| 8| £ &|O0|€EaY
n hal| P> || s 3 <
Respondents Undergraduate students from Lithuania
Accommodation and
catering services 559 | 0.461 6 9 2881|8301 | 1 |10 |39 | 0.934
Activities of
extraterritorial
organisations and bodies | 4.51 | 0.480 4 1 2999 | 8993 | 1 | 10 | 39 | 0.972
Administrative and
support service activities | 8.28 | 0.343 9 9 2139 | 4576 | 1 | 10 | 39 | 0.693
Agriculture, Forestry and
Fisheries 4.00 | 0.489 3 1 3.0562| 9316 | 1 | 10| 39 | 0.989
Arts, entertainment and
leisure 551 | 0.504 5 8 3.145]1 9888 | 1 |10 | 39 | 1.019
Building 3.18 | 0.448 2 1 2799 | 7835 | 1 | 10 | 39 | 0.907
Education 5.56 | 0.509 6 1 3.177 110094 | 1 | 10| 39 | 1.030
Electricity, gas, steam and
air conditioning supply 3.00 | 0.414 2 1 2585 | 6684 | 1 |10 | 39 | 0.838
Financial and insurance
activities 5.44 | 0.469 6 8 2927 | 8568 | 1 | 10 | 39 | 0.949
Household as employer;
undifferentiated goods and
services producing
activities that household
creates for its own use 4.03 | 0.458 4 1 2.861 | 8184 | 1 | 10 | 39 | 0.927
Human health and social
work activities 5.13 | 0.493 6 1 3.079 | 9483 | 1 |10 | 39 | 0.998
Information and
communication 6.26 | 0.467 7 9 2917 | 8511 | 1 | 10 | 39 | 0.946
Manufacturing 3.46 | 0.456 2 1 2.846 | 8.097 | 1 | 10 | 39 | 0.922
Mining and quarrying 2.56 | 0.383 1 1 2393 | 5726 | 1 | 10 | 39 | 0.776
Professional, scientific
and technical services 444 | 0511 4 1 3.194 110200 1 | 10| 39 | 1.035
Public administration and
security, compulsory
social insurance 6.82 | 0.428 7 9 2674 7151 | 1 | 10| 39 | 0.867
Real estate 441 | 0.502 4 1 3.1351 9827 | 1 | 10| 39 | 1.016
Transportation and
Storage 3.97 | 0.508 3 1 3.175110078 | 1 | 10 | 39 | 1.029
Water supply; sewerage,
waste management and
remediation activities 2.74 | 0422 1 1 2.633| 6933 | 1 |10 | 39 | 0.854
Wholesale and retail trade | 3.18 | 0.475 1 1 2964 | 8783 | 1 | 10 | 39 | 0.961
Other services 6.23 | 0.431 6 5 2690 | 7235 | 1 |10 | 39 | 0.872
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Continuation of Appendix 39

=2 = 25| «8|E|E § <
[ (D) — — +~ — o
Estimates 5 8 g = S| SE| 28|/ E|E| 3|28 S
S| sO| 2| =2 |sS3| 88| E| 2|8 |E3S
n hal| P> || s 3 <
Respondents Undergraduate students from Spain
Accommodation and
catering services 4.96 | 0.630 5 1 3.085( 9520 | 1 |10 |24 | 1.303
Activities of
extraterritorial
organisations and bodies | 6.08 | 0.577 7 8 2827 | 7993 | 1 |10 |24 | 1.194
Administrative and
support service activities | 6.96 | 0.597 8 10 | 2926 | 8563 | 1 |10 | 24 | 1.236
Agriculture, Forestry and
Fisheries 2.54 | 0.430 1 1 2105 | 4433 | 1 8 | 24| 0.889
Arts, entertainment and
leisure 3.33 | 0.495 3 1 2426 | 5884 | 1 8 | 24| 1.024
Building 2.71 | 0.498 1 1 2440 | 5955 | 1 9 | 24| 1.030
Education 558 | 0507 |65 8 2483 | 6.167 | 1 8 | 24 | 1.049
Electricity, gas, steam and
air conditioning supply 221 | 0.442 1 1 2167 | 4694 | 1 | 7 | 24| 0915
Financial and insurance
activities 6.17 | 0.592 6 5 2899 | 8406 | 1 | 10 | 24 | 1.224
Household as employer;
undifferentiated goods and
services producing
activities that household
creates for its own use 3.42 | 0.583 2 1 2.858 | 8.167 | 1 | 10 | 24 | 1.207
Human health and social
work activities 3.96 | 0.512 5 1 25101 6303 | 1 | 9 | 24 | 1.060
Information and
communication 521 | 0.651 6 1 3.189 10172 | 1 | 10 | 24 | 1.347
Manufacturing 3.25| 0486 |25 1 2382 | 5674 | 1 8 | 24| 1.006
Mining and quarrying 2.04 | 0.392 1 1 1922 | 3694 | 1 | 8 | 24 | 0.812
Professional, scientific
and technical services 458 | 0.628 4 1 3.078| 9471 | 1 | 10| 24 | 1.300
Public administration and
security, compulsory
social insurance 8.75| 0.400 | 10 10 | 1962 | 3.848 | 2 | 10 | 24 | 0.828
Real estate 2.83 | 0.576 1 1 2823 7971 | 1 | 10| 24 | 1.192
Transportation and
Storage 3.21| 0558 |15 1 2734 | 7476 | 1 | 10 | 24 | 1.155
Water supply; sewerage,
waste management and
remediation activities 2.71 | 0.519 1 1 2545 | 6476 | 1 | 9 | 24| 1.075
Wholesale and retail trade | 5.42 | 0.637 |5.5 1 3.120 9.732 | 1 |10 | 24 | 1.317
Other services 550 | 0.662 5 1 3.244 110522 | 1 |10 | 24 | 1.370
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Appendix 40

Job advertisement sections’ importance for the respondents considering an application
for an offered position

2.5 25|28|E|§ S_o
Estimates 5 § = % 3 '§ g %é E £ § ;09: % =
p= gd |3 = g 3 RS = § ) § 48
Respondents Graduate students from Latvia

8.16 | 0450 | 9 9 2249|5057 | 2 |10 | 25| 0.928

744 | 0526 | 8 9 |2631(6923| 1 |10 | 25| 1.086

6.88 | 0.488 | 8 8 124385943 | 1 | 10 | 25 | 1.006

896 | 0.220 | 9 9 |1098(1.207| 6 |10 | 25| 0.453

476 | 0555 | 5 3 |2773[7.690| 1 |10 |25 | 1.145

\ 7.88 | 0593 | 9 10 | 2963|8777 | 1 |10 | 25| 1.223

7.36 | 0568 | 8 10 |2.841|8.073| 2 |10 | 25| 1.173

864 | 0282 | 9 9 1411|1990 | 5 | 10| 25| 0.582

900 | 0271 | 10| 10 |1.354|1.833| 5 |10 | 25| 0.559

\ 882 | 0256 | 9 10 |1.282|1643| 5 |10 | 25 | 0.529

Graduate students from Lithuania

843 | 0402 | 9 9 |1505(2264| 5 |10 | 14| 0.869

8.07 | 0597 | 9 9 [2235[4995| 1 |10 |14 | 1.290

871 | 0221 |85| 8 0825|0681 | 8 | 10 | 14 | 0.477

9.07 | 0245 | 9 9 |0917(0.841| 7 |10 | 14| 0.529

643 | 0709 |75 9 |2652|7.033| 1 | 9 |14 | 1531

707 | 0597 |75| 7 (2235|4995 | 1 |10 |14 | 1.290

700 | 0655 |75| 8 [2449|6.000| 1 |10 |14 | 1414

871 | 0412 | 9 10 |1541|2374| 5 | 10| 14| 0.890

850 | 0374 |85] 10 |1401|1.962| 6 | 10 | 14 | 0.809

907 | 0305 |95| 10 [1.141/1302| 7 |10 | 14 | 0.659
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Continuation of Appendix 40

°© c ® =ls o 8 g g = § <
c — I — —_ = S
Estimates g s S _é '§ § g8 = E S| S %UO)
& 0 S < k= b=
55| =2 58| 3|52 °|57¢2
Respondents Graduate students from Spain
7.00| 1.000 | 7 |#N/A|1.414| 2,000 | 6 | 8 | 2 | 12.706
750 | 0.500 |75 |#N/A|0.707| 0500 | 7 | 8 | 2 | 6.353
550 | 2500 |55 |#N/A|3536|12500| 3 | 8 | 2 | 31.766
950 | 0500 |95 |#N/A|0.707 | 0500 | 9 |10 | 2 | 6.353
| 450 | 1.500 |45 |#N/A|2.121] 4500 | 3 | 6 | 2 | 19.059
18.00| 1.000 | 8 [#N/A[1.414] 2000 | 7 | 9 | 2 | 12.706
5.00 2000 | 5 |#N/A|2.828 | 8000 | 3 | 7 | 2 | 25412
800| 1000 | 8 |#N/A|1414| 2000 | 7 | 9 | 2 | 12.706
850 | 0.500 |85 |#N/A|[0.707| 0500 | 8 | 9 | 2 | 6.353
850 | 1500 |85 |#N/A|2121| 4500 | 7 |10 | 2 | 19.059
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Continuation of Appendix 40

° c o | 2 S| o8 % g = é <
C — I — — = S
Estimates 5 '§ = 3 '§ g §§ § E % § % =
© ©
Respondents Undergraduate students from Lithuania
8.33| 0224 | 8 8 14021.965| 4 | 10 | 39 | 0.454
836 | 0271 | 9 9 116932868 | 2 | 10 | 39 | 0.549
8.00| 0.235 | 8 9 1469|2158 | 5 | 10|39 | 0.476
9.00 | 0.198 | 9 10 | 1235|1526 | 5 | 10 | 39 | 0.400
1567 ] 0426 | 6 6 2659|7070 1 | 10 | 39| 0.862
\ 7.77| 0302 | 8 9 118843551 | 3 |10 39| 0.611
\ 6.97| 0.351 | 7 8 2194 14815| 1 | 10| 39 | 0.711
928| 0147 | 10 | 10 |0.916|0.839| 7 | 10 | 39 | 0.297
9.08| 0.162 | 9 10 [1.010]1.020| 7 | 10| 39| 0.327
\ 9.26| 0.150 | 10 | 10 [0.938|0.880| 7 | 10| 39| 0.304
Undergraduate students from Spain
7.63| 0.334 | 8 8 ]1637|2679| 5 | 10|24 | 0.691
7.79] 0.390 | 8 10 | 1911 |3650| 4 | 10 | 24 | 0.807
754 0385 | 8 9 11888 |3563| 3 |10 |24 | 0.797
892 | 0.248 | 9 10 | 1213|1471 | 6 | 10 | 24 | 0.512
\ 579| 0538 | 6 7 1263716955 | 1 |10 |24 | 1114
\ 6.67 | 0.598 | 8 9 129298580 | 1 | 10|24 | 1237
\ 575| 0.623 | 6 7 13.05419326| 1 |10|24| 1290
858 | 0340 | 9 10 1666|2775 5 | 10| 24| 0.703
8.29| 0348 | 9 9 1706|2911 | 5 | 10|24 | 0.720
\ 8.75| 0418 | 9 10 | 2048 14196 | 1 | 10 | 24 | 0.865
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Job advertisement’s offers section’s kinds of information importance for the

Appendix 41

respondents considering an application for an offered position, mean values by country

° - S w| E| E 8
_ c| 85| &| 8|82 2|22 E|&8
Estimates 8| 2L |3 8|28 s El5]3|1232
S| su | S S| S3| 88| E£E| 3|08
n "n A > s s 8 =
Respondents Graduate students from Latvia
A room for creativity on the
working place 7.64| 0.391 | 8 9 |1955/3823| 2 |10 | 25| 0.807
Benefits 8.08| 0.270 | 8 8 1352|1827 | 5 | 10 | 25 | 0.558
Career/Professional growth
possibilities 896 | 0.204 | 9 9 |1.020/1.040| 6 |10 | 25| 0.421
Challenging tasks 7.00| 0342 | 7 7 17082917 1 | 9 | 25| 0.705
Covered business trips 852 | 0400 | 9 10 |2.002|4.010| 2 | 10| 25| 0.827
Distant work possibilities 6.52 | 0520 | 7 7 |2600|6.760| 1 | 10 | 25| 1.073
Fast Career/Professional
growth possibilities 7.28| 0418 | 7 7 120924377 1 |10 |25 | 0.864
Flexible working hours 8.00| 0.370 | 8 8 1.848 3417 | 3 | 10| 25| 0.763
Insurance 7241 0401 | 7 8 2.006 | 4.023| 3 | 10| 25| 0.828
Learning opportunities 852 | 0375 | 9 9 |1873|3510| 2 |10 | 25| 0.773
Personal working
equipment with possibility
to use them outside working | 6.76 | 0.558 | 7 10 (2788 |7.773| 1 |10 | 25| 1.151
hours (e.g. a smartphone,
laptop, car, etc.)
Professional development
nossibilities 8.12| 0.307 | 8 10 | 1536|2360 5 | 10 | 25| 0.634
Salary 8.96 | 0.227 | 9 10 | 1136|1290 | 6 | 10 | 25 | 0.469
Salary that partly depends
on the working results 832] 0.350 | 9 10 (1749 3.060| 4 | 10| 25| 0.722
Social and medical benefits | 8.64 | 0.326 | 10 | 10 |1.630|2657| 5 |10 | 25| 0.673
Work in a multicultural
environment 568 | 0525 | 7 7 |12626(6893| 1 |9 |25 1.084

240




Continuation of Appendix 41

[«B]

= . c ° § o 8 g g = g_<
Estimates é 8 g % é S § g'g % E S é %%

© L 3] © =

55| = 58| 3|5|2|7]|57¢
Respondents Graduate students from Lithuania
A room for creativity onthe | ¢ o5 | 959 | g | 10 [3474|12071| 1 |10 | 14 | 2.006
working place
Benefits 8.79 ] 0318 | 9 9 1.188 | 1.412 | 5 | 10 | 14 | 0.686
Career/Professional growth | o 43 | (951 | 10 | 10 | 0938 | 0.879 | 7 | 10| 14 | 0541
possibilities
Challenging tasks 836 | 0440 | 85| 10 |(1.646| 2709 | 5 | 10 | 14 | 0.950
Covered business trips 855] 0593 | 9 10 (1968 | 3873 | 4 |10 | 11| 1.322
Distant work possibilities 829 0450 [ 85| 10 |(1.684| 2835 | 4 |10 | 14| 0.972
Fast Career/Professional | g 5 | (966 | 10 | 10 |0994| 0989 | 7 | 10 | 14 | 0574
growth possibilities
Flexible working hours 8.71] 0.633 | 9 9 | 2367|5604 | 1 |10 |14 | 1.367
Insurance 9.71 | 0.163 | 10 10 [ 0.611| 0.374 | 8 |10 | 14 | 0.353
Learning opportunities 950 0292 | 10 | 10 [1.092| 1.192 | 6 | 10 | 14 | 0.630
Personal working
equipment with possibility
to use them outside working | 7.21 | 0.813 | 85 9 (3043|9258 | 1 |10 | 14| 1.757
hours (e.g. a smartphone,
laptop, car, etc.)
Professional development | g g6 097 | 10 | 10 | 0363 0132 | 9 |10 | 14 | 0210
possibilities
Salary 9.79 | 0.114 | 10 10 [ 0426 0.181 | 9 [ 10| 14 | 0.246
Salary that partly depends | ¢ oc | (351 | o | 10 |1.351| 1.824 | 6 | 10 | 14 | 0.780
on the working results
Social and medical benefits | 9.43 | 0.251 | 10 | 10 | 0938 | 0879 | 7 | 10 | 14 | 0.541
Work in a multicultural | 7 7 | 460> | 75 | 10 |2999 | 8995 | 2 | 10 | 14 | 1.732
environment
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Continuation of Appendix 41

(D)

° c TS5 v 8| E E|l .| S _=

Estimates §| g8 % 8| S8 eS| E|E|5|5¢2
= | sw| 5| =2| 83 ST E| 3|0 ES

) » A N> s | s 8 =
Respondents Graduate students from Spain
A room for creativityonthe | 5 5, | 1 009 | 3 [an/A | 1414 | 2000 | 2 | 4 | 2 | 12.706
working place
Benefits 7.00 | 1.000 7 | #N/A | 1.414 2.000 6 8 2 12.706
Career/Professional growth | ¢ =) | 1 500 | 65 | #n/A | 2121 | 4500 | 5 | 8 | 2 | 19.059
possibilities
Challenging tasks 7.00 | 0.000 7 7 0.000 0.000 7 7 2 0.000
Covered business trips 750 | 0.500 | 7.5 | #N/A | 0.707 0500 | 7| 8 | 2 | 6.353
Distant work possibilities 750 | 0500 | 7.5 | #N/A | 0.707 0.500 7 8 2 6.353
Fast Career/Professional | | 5500 | 7 |un/a| 2828 | 8000 | 5| 9 | 2 | 25412
growth possibilities
Flexible working hours 500| 1.000 | 5 |#N/A| 1414 2000 | 4 | 6 | 2 | 12.706
Insurance 750 | 0.500 | 7.5 | #N/A | 0.707 0.500 7 8 2 6.353
Learning opportunities 7.00 | 1.000 | 7 |#N/A| 1414 2000 | 6 | 8 | 2 | 12.706
Personal working
equipment with possibility
to use them outside working | 5.00 | 2.000 | 5 |#N/A| 2.828 8000 | 3 | 7 | 2 | 25412
hours (e.g. a smartphone,
laptop, car, etc.)
Professional development | g 5| (500 | g5 | #n/A| 0707 | 0500 | 8 | 9 | 2 | 6.353
possibilities
Salary 750 | 1500 | 7.5 | #N/A | 2.121 4.500 6 9 2 19.059
Salary that partly depends | ; o | 4 500 | 55 |an/a | 2121 | 4500 | 4 | 7 | 2 | 19.059
on the working results
Social and medical benefits | 6.50 | 1.500 | 6.5 | #N/A | 2.121 4.500 51| 8 2 | 19.059
Work ina multicultural 500| 0.000 | 5 |#N/A |#DIV/O | #DIV/OT| 5 | 5 | 1 | #NUM!
environment
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Continuation of Appendix 41

[¢B]

= o c ° 5 @3 S g = g_3o

Estimates g =B % 5 SE| 25 é S % S %%
= | W | 5| 2|83/ S8 £E(3|/0E2S

7 ha| P> == S =
Respondents Undergraduate students from Lithuania
A room for creativityonthe | 5 oo | 488 | 6 | 1 [3050|9.301| 1 | 10 |39 | 0.989
working place
Benefits 831 0244 | 9 9 1524 12324 | 5 | 10 | 39 | 0.494
Career/Professional growth | g 10| 175 | 9 | 10 |1.071|1.147 | 6 | 10 | 39 | 0.347
possibilities
Challenging tasks 831] 0.255 | 9 9 159212534 | 3 | 10 | 39 | 0.516
Covered business trips 803| 0414 | 9 10 | 2378 |5655| 1 |10 | 33 | 0.843
Distant work possibilities 831] 0325 | 9 10 | 2028 4113 | 1 |10 | 39| 0.657
Fast Career/Professional | g 55 | 965 | o | 10 |1654|2734| 4 | 10 | 39 | 0536
growth possibilities
Flexible working hours 892 | 0258 | 9 10 | 1612|2599 | 2 | 10|39 | 0.523
Insurance 9.18 | 0.217 | 10 10 [1.355(1835| 3 |10 | 39| 0.439
Learning opportunities 9.15| 0.158 | 9 10 [0.988 0976 | 7 | 10 | 39 | 0.320
Personal working
equipment with possibility
to use them outside working | 7.77 | 0.351 | 8 10 |[2194 4814 | 1 |10 |39 | 0.711
hours (e.g. a smartphone,
laptop, car, etc.)
Professional development g 58| 470 | 9 | 10 |1.061|1.126| 6 | 10 | 39 | 0.344
possibilities
Salary 9.59 | 0.108 | 10 10 | 0.677|0459| 8 |10 | 39 | 0.220
Salary that partly depends | ¢ 51 | (377 | o | 10 | 2353|5536 | 1 | 10 | 39 | 0.763
on the working results
Social and medical benefits | 8.77 | 0.225 | 9 10 [ 1404|1972 | 5 |10 |39 | 0.455
B3 11 E U LI 5095|0504 | 7 | 1 |3.145/9892| 1 | 10|39 | 1.020
environment
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Continuation of Appendix 41

[¢B]

= o c ° 5 @3 S g = g_3o

Estimates g =B % 5 S8 §'§ é S % § %%
S| suw S S| S3| 88| & S|l Ol EaX

n ZNa > =S S =
Respondents Undergraduate students from Spain
Acroom for creativityonthe | ¢ 7q | 413 | 7 | 7 |2021|4085| 2 |10 | 24 | 0853
working place
Benefits 8.54| 0.233 | 85 8 114111303 | 6 |10 | 24 | 0.482
Career/Professional growth | g 96| 5319 | o | 10 | 1517|2303 | 5 | 10 | 24 | 0.641
possibilities
Challenging tasks 7.25| 0.342 7 7 1675|2804 | 5 |10 | 24 | 0.707
Covered business trips 7.33] 0374 | 75 6 |1834(3362| 2 |10 |24 | 0.774
Distant work possibilities 7.29 | 0.468 | 8 9 229315259 | 1 | 10 | 24 | 0.968
Fast Career/Professional | 7 1) | 361 | 75| 5 |1.767|3123| 5 | 10 | 24 | 0.746
growth possibilities
Flexible working hours 863 | 0340 | 9 10 |[1.663 2766 | 5 | 10 | 24 | 0.702
Insurance 8.79| 0289 | 9 10 | 1414|1998 | 5 |10 | 24 | 0.597
Learning opportunities 821| 0371 | 9 9 |1817 3303 | 4 |10 | 24 | 0.767
Personal working
equipment with possibility
to use them outside working | 7.25 | 0.536 | 8 10 |[2.625(6.891| 2 | 10 | 24 | 1.108
hours (e.g. a smartphone,
laptop, car, etc.)
Professional development g 5g | 315 | 9 | 10 | 1530 |2341| 5 | 10| 24 | 0.646
possibilities
Salary 892 | 0225 | 9 10 | 1100|1210 7 |10 | 24 | 0.465
Salary that partly depends | g o5 | 5387 | o | o 1894|3587 | 1 | 10| 24| 0.800
on the working results
Social and medical benefits | 8.08 | 0.275 | 8 8 1349 11819 | 5 | 10 | 24 | 0.569
eI I & MV el 583| 0644 | 6 | 1 |3153]9940| 1 |10 |24 | 1.331
environment
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Appendix 42

Popularity of a job search sources for the survey respondents
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Appendix 43

Number of registered vacancies by working area in Latvia from 2009 to October 2014
(Ordered data from the State Employment Agency, 2014, the author’s translation)

Working area/ year 2009 2010 2011 2012 2013 2014,
10
months

Trading / Marketing 3706 3481 3334 3928 5192 3898

manufacturing 4668 4744 5578 6379 6091 3896

Other 500 734 973 1160 1830 2466

Services 2570 2813 3105 3566 4494 2164

Catering / Food Industry 1152 1254 1507 1686 2504 2017

Construction / Real Estate 2053 3441 4017 3105 2736 1825

Transport / Logistics 742 1028 1406 1302 1837 1408

Agriculture / Environment 1126 1218 1487 1637 1630 1055

Health Care / Social Care 460 341 579 643 849 726

Education / Science 579 416 510 810 801 556

Information Technology / 261 434 357 353 497 532

Telecommunications

Public administration 130 203 258 513 418 426

Security / Rescue Services / 396 505 603 447 691 362

Defence

Tourism / Hotels 206 268 146 209 244 292

Banking / Insurance / Finance | 331 500 306 390 391 237

/ Accounting

Electronics / Energy / 85 121 247 232 262 222

Electricity

Management / Administration | 121 195 174 169 256 218

Culture / Arts 69 24 29 41 48 55

Jurisprudence / Law 16 64 30 36 51 36

Media / Public Relations 84 102 46 30 44 31

Not indicated 1746 1701 1464 2172 1744 1890

Total 21001 | 23587 | 26156 | 28808 32610 | 24312
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Appendix 44

Number of supplied vacancies in Latvia by working area in 2009 and for 10 first months
of 2014 (Starineca and Voronchuk, 2015b, p. 173 based on ordered data (Appendix 43)
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Appendix 45

Vacancies presented at the job advertisements analysed (Voronchuk and Starineca,
2014, p.422)

Administration Rapporteur
Administrative Coordinator
Auditor

Customer Service Specialist
Finance Analyst

PR specialist

The Chief Clerk

The Chief Finance Analyst
The Chief Lawyer

The Chief Legal Counsel
The Chief Procurement Specialist
Accountant

Department Manager
Judge

Legal Adviser

The Chief Specialist
Employment Organizer
Legal Counsel

Deputy Director/ Manager
Project Management
Lawyer

Director

Senior officer

Inspector 12.33%
Manager 16.44%
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Appendix 46

Structure of job advertisements analysed (Voronchuk and Starineca, 2014, p.423)
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Appendix 47

List of Public Administration / Management programmes (Voronchuk and Starineca,
2014a, p. 175 based on Radboud University Nijmegen, 2014; University of Vaasa, 2014;

Institute of Public Administration, 2014; Universitat Autonoma de Barcelona, 2014;
University Babes-Bolyai, 2014; Latvijas Universitate, 2009-2015)

Country School (tertiary education Program
institution)
Finland University of Vaasa Master of Administrative Sciences
France A school for government service Public Service and Applied
(Ecole nationale d’administration) | Education
Germany Hertie School of Governance Executive Master of Public
Management
Ireland Institute of Public Administration Master of Arts - Public
Management
Latvia University of Latvia Public Administration
Romania University Babes-Bolyai Master Public Administration
Spain Universitat Autonoma de Barcelona | Master Public Administration
The Radboud University Nijmegen COMPASS: Comparative Public
Netherlands Administration
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Appendix 48

List of courses provided within Public Administration / Management programmes
(Created by the author based on Radboud University Nijmegen, 2014; University of
Vaasa, 2014; Institute of Public Administration, 2014; Universitat Autonoma de
Barcelona, 2014; University Babes-Bolyai, 2014; Latvijas Universitate, 2009-2015)

Course/ Education Institution/ Country

University
of Vaasa

A school for
government
service

Hertie
School of
Governance

Institute of
Public
Administration

University
of Latvia

University
Babes-
Bolyai

Universitat
Autdnoma
de Barcelona

Radboud
University
Nijmegen

Finland

France

Germany

Ireland

Latvia

Romania

Spain

The Netherlands

Comparative Public Administration

X

X

X 3

Economics

Economics and Public Finances

Economics, Finances, and Methods

Public Sector Economics

Finance

Financial Management

Financial Policy of the Public Sector and Local Governments

Fiscal Methods and Techniques

Fiscal Rules and Budgeting

Human

Managing Human Resources

Organisation, Human Resources and Management

Personnel Management

Public Human Resource Management

Information Skills

Information Systems in Public Service Organisations

Methodological Seminar of Public Management

Methods of the Public Government Analysis

Organisation and Strategy

Organisational Development

Organisational Theories

Organization of State Administration and Local Governments

Project Assessment

Project Management

Public Administration

Public Administration and Management Tools

Public Management and Ethics

Public Management, Risks and Accountability

Public Sector Management

Research Methodology

Research Methods

Research Methods and Organisation

Research Methods and Technigues in Social Sciences

Research Seminar (ICS)

Research Traditions in Public Administration

Strategic and Performance Management

Strategic Management of Public Sector

Strategic Planning
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Appendix 49

Courses matched the requirements (Voronchuk and Starineca, 2014a, p. 176 based on

Radboud University Nijmegen, 2014; University of Vaasa, 2014; Institute of Public

Administration, 2014; Universitat Autonoma de Barcelona, 2014; University Babes-
Bolyai, 2014; Latvijas Universitate, 2009-2015)

Required field

Name of course/subject

Communication

Communication and Public Relations Organisations
Introduction to Intercultural Communication

Finance

Economics Finances and Methods
Decentralisation and Local Financial Autonomy
Economics and Public Finances

Finance

Public finance

Public Sector Budgeting and Accounting

Professional ethics Ethics
Public Ethics
Law and Legislation Budgetary Law

European and Comparative Administrative Law
Law

Public International Law

Public Law

Urbanism Law

Actors Institutions Policies

Environmental Policies

Financial Policy of the Public Sector and Local Governments
Public Policies

Regional and Community Policies
Territorialisation of public policy

Project management

Project Management
Project Assessment

Country language and
foreign languages

Semiotics
Writing Academic English

Labour relations
and Occupational health
and safety

Human Resource Management

Public Human Resource Management
Organisation Human Resources and Management
Managing Human Resources

Personnel Management
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Appendix 50

Mass Open Online Courses provided by Coursera (2014) and Professional Education

further training and examination centre’s programmes (SIA "Pitec", 2015) connected to

the public disciplines

Mass Open Online Courses by Coursera

Professional Education further training and

examination centre’s programmes

¢ Introduction to Public Speaking

e Public Economics

e Introduction to Environmental Law and
Policy

e Constitutional Law

e Property and Liability: An Introduction to
Law and Economics

e Introduction to International Criminal Law

e The Law of the European Union: An
Introduction

e Law and Society

e Law and the Entrepreneur

e English Common Law: Structure and
Principles

e Technology and Ethics

e Understanding Russians: Contexts of
Intercultural Communication

e Globalization and You

e Logic: Language and Information

e Practical Ethics

e Citizenship and U.S. Immigration

e Introduction to Philosophy

e Making Better Group Decisions: Voting
Judgement Aggregation and Fair Division

etc.

e Accounting - skills development

e Basics of Social Care

e Business etiquette

e Computer Science

e Computerised Accounting

e Development of Communication skills
e Fundamentals of Business

e Project Management

e Record-keeping etc.
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Appendix 51

A list of socially responsible organisations from the Sustainability Index rating 2014

chosen for the analysis (Sustainability Index, 2010-2014)

e Platinum group representatives:

o

o

State Joint Stock Company (SJSC) ‘Latvenergo’
Joint Stock Company ‘Aldaris’

e Golden group representative:

o

SJSC ‘Latvijas loto’

e Silver groups representatives:

o

o

o

Joint Stock Company ‘Rigas siltums’

Municipal Joint Stock Company ‘Daugavpils siltumtikli’

State High School ‘Riga Technical University’

Municipal Limited Liability Company (LCC) ‘Ventspils reiss’
SJSC ‘Road Traffic Safety Directorate of the Republic of Latvia’
SJSC ‘Riga Internationl airport’

SJSC ‘Latvijas dzelzcel§’

SJSC ‘Latvijas autocelu uzturétajs’ and

LCC ‘VTU Valmiera’.
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Appendix 52

Socially responsibel organisations from Sustainability Index rating activities by
Sustainability Index assessment areas — Startegy and Market relations (Voronchuk and
Starineca, 2014a, p. 73 based on Aldaris, 2014; Latvenergo, 2014; Latvijas Loto, 2000-
2002; Rigas Siltums, 2014; Daugavpils Siltumtikli, 2013; Riga Technical University,
2013; Ventspils reiss, 2014; Road Traffic Safety Directorate of the Republic of Latvia,
2013; Riga International airport, 2009; Latvijas dzelzcels, 2011; Latvijas autocelu
uzturétajs, 2007; VTU Valmiera 2014)

Strategy

Market relations

e Provide a wide range of services relevant to the
development of national economy

e Ensure quality of the product/service

e Involve into the investment project for
development

e Evaluate existing projects at least for 10 years’
perspective

e Make economically justified, sustainable
investments, increasing the efficiency and
diminishing the environmental impact

e Prevention of the organisation’s operations
negatively influencing factors

o Define organisation politics application,
integration, ensuring compliance with them,
reporting system of the implementation

o Define, integrate and follow mission, vision,
objectives, goals tasks and strategy

e Organisation’s activity is based on the clearly
defined values

e Continue the organisation’s course of action and
procedure development

e  Ensure the improvement of service quality

o Keep up with the latest trends and technologies
successful operation of key areas and put them
into practice

e Modernisation of technologies

e Develop, integrate, implement and control a
Code of Ethics

e Develop, integrate, implement and control an
anti-corruption measures organizational plan

e Bribery prevention activities

e Do not support the ‘Incentive payments’ to
public officials

e Do not support political parties

e Do not donation money to political parties

e Add gifts, meals and entertainment acceptance
as well as conflict of interests as a subject of
business ethics document

e  Protection of confidential information

e  Make employees follow anti-fraud procedures

Implement public benefit marketing
Develop, integrate, implement
Marketing Communication Policy
Detailed customer research performance
Communication segmentation by age groups
Processes and formats for market messages between
traders and the system operator development
Customer service restructure to ensure the necessary
resources for servicing the increasing customer flow
Continue to work on the improvement of network
marketing, development and customer service
quality improvement, focusing on co-operation with
the start of the big network partners
Communicating with clients ensure courtesy,
responsiveness and quality, responsibility and
privacy protection

Provide opportunity to ask questions on-line in the
Internet site

Provide accurate, objective and useful information
to customers/clients

Provide the opportunity to meet with key personnel

and control

Listen to citizens, legal persons to provide
correspondence
Provide information on impact of the

production/service

External communication on Health and safety
questions

Provide information on structure, competencies,
responsibilities, and financial activities and use of
funds

Publish financial statements

Publish annual report

Promote the development and competitiveness of
the organisation

Publish information on job categories and projects
participated in and gained awards

Be an active member and representative in a number
of industry and non-governmental organisations
Organize excursions in organisation for pupils
Providing space for exhibitions

Provide services to customers in a convenient place
and time
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Appendix 53

Socially responsible organisations from Sustainability Index rating activities by

Sustainability Index assessment areas — Society, Work environment and Environment
(Voronchuk and Starineca, 2014a, p. 73 based on Aldaris, 2014; Latvenergo, 2014;
Latvijas Loto, 2000-2002; Rigas Siltums, 2014; Daugavpils Siltumtikli, 2013; Riga

Technical University, 2013; Ventspils reiss, 2014; Road Traffic Safety Directorate of the

Republic of Latvia, 2013; Riga Internationl airport, 2009; Latvijas dzelzcels, 2011;

Latvijas autocelu uzturétajs, 2007; VITU Valmiera 2014)

Society

Work environment

Environment

Cooperate with stakeholder also on
the basis of such principles as

inclusivity, materiality,
responsiveness
Prevent young mothers, young

parents and people with disabilities
discrimination

Do not accept children employment
Prohibit forced employment

Invest in society interests

Provide sponsorship

Support of social projects

Initiate social campaigns

Support of extensive community
groups aiming to reduce social
tensions

Provides several social support
measures, e.g., develop
charity/donation evaluation criteria
Assist in organising events that
support preservation of national
values in culture Support of
environmental and sports activities
and movements

Do not support activities with unclear
formulation of principles and/or
questionable  social  importance,
oriented  towards  selfish  and
mercantile interests, of religious
and/or political nature or any activity
that might be associated with such
content

Support charitable organizations
Support financially and materially
children’s health, social well-being,
education level raising, education and
learning culture, talented children's
education and talent development
(charity activities)

Educate children and youth on
matters organisation working areas
(e.g. taxes, elections organisation and
administration)

Expressing interest in preparation of
qualified graduates and being aware
of the importance of applied research
Regularly participate in various
projects to promote science and
education

Develop management and
records-keeping system
Ensure the efficient and
effective use of human
resources in departments
Be able to provide a legally

sound  service in all
departments
Provide the ability to quickly
respond to changes in
workload

Implement equal treatment in
recruitment, promotion
prospects and work,
performance evaluation

Sign an employment contract
based on the both sides
agreement

Work on safety medical
emergency and accidents on
working place

Ensure  development  of
employee competencies -
provide employees training
and integration (including
integration of young new
employees, e.g., graduates of
universities)

Ensure employees life-long

education Encourage
employees career
opportunities

Stimulate employees’

professional promotion and
attract young professionals

Do not discriminate
employees

Respect the right of employees
to join trade unions and sign a
collective agreement
Protect employees
harassment

Provide fair working hours,
remuneration and  social
security

Be honest in terms of vocation
Ensure work and rest time, fair
labour compensation

against

Certify work according
ISO 14001 standard, if

applicable

Pass the quality,
environmental and safety
management system

certification process
Signed  declaration  of
submission of the
environmental impact
assessment (EIA) report to
the Environment State
Bureau
Asses
procurement
environment
Assesses and reduces the
impact on the environment
Take measures necessary
to ensure the sustainable
use of water and effective
use of all forms of energy
Move to e-documentation
system

Regularly evaluate
opportunities  to  use
renewable energy

Use environmentally
friendly energy

Reduce the amount of
packaging materials and
promote their recycling
and reuse

Use natural resources
efficiently (e.q. set
economical types of water

investment and
impact on

tapes in the office
bathrooms)
Ensure wastewater
treatment

Has an open and unbiased
dialogue on environmental
issues with all stakeholders
Regularly and openly
inform the society and
stakeholders about
environmental activities
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Continuation of Appendix 53

Society

Work environment

Environment

Implements information and
education projects

Help providing information to
researchers, scientists, pupils and
students

Award scientists that are working on
specific working field of the
organisation

Provide competitive wages
and social guarantees

Encourage employee
engagement, opinion
expression
Encourage employee
awareness

Ensures a motivating work
environment

Report on cases that might
indicate violation of rights
provide skill development,
encourage individual
employee responsibility and
initiative

Grant employees the right to
well-being

Acting in an
environmentally-friendly
way and urging the society
and partners to act
similarly

Participate in
environmental EU projects
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Proportion of Organizations According to External Expression of some Employer Brand

Components, % (Starineca, 2015a, p.61)

Elements of organizational characteristics and other | Out of 30 public Ougl_of 10 SR
evaluation criteria organizations public
organizations
Definition of what kind of organization it is 93.33% 100.00%
Definition of what organization offers for employees 60.00% 50.00%
Definition of organizational processes 30.00% 90.00%
Definition of vision 6.67% 60.00%
Definition of mission 10.00% 70.00%
Definition of goals 23.33% 50.00%
Definition of operational principles 10.00% 20.00%
Publication of the Code of Ethics 26.67% 20.00%

Sources: (Latvenergo, 2011; Latvijas loto, 2000-2002; Rigas siltums, 2014; Daugavpils
siltumtikli, 2013; Ventspils reiss, 2014, Riga Technical University, 2013; Road Traffic
Safety..., 2011, Riga Internationl Airport, 2009; Latvijas dzelzcels, 2011, Latvijas autocelu
uzturétajs, 2007; Uzpnemumu registrs, 2014; Valsts kase, 2007-2014; Latvijas Republikas
Finansu..., 2012; VARAM, 2006, VRAA, 2014, Zemkopibas ministrija, 2011; Tukuma
novada socialais..., 2014; Health Inspectorate of Latvia, 2011; Centrald finansu un
ligumu..., 2011; VSAA, 2014, Bauskas novada pasvaldiba, 2014) Vides parraudzibas valsts,
2009, Zemkopibas ministrija, 2011a; Valsts tehniskas uzraudzibas, 2005-2013; Latvijas
Republikas Arlietu, 2014, Latvijas Republikas Ekonomikas, 2010; VID, 2005; VAAD, 2009;
NVA, 2005; NVD, 2014; SIVA, 2006-2012; LR Centrala statistikas..., 2014c; Jaunatnes
starptautisko programme..., 2014, Datu valsts inspekcija, 2014, VZD, 2014, Labklajibas
ministrija, 2008-2012; Latvijas Republikas Tieslietu, 2014; PTAC, 2009; Lauku atbalsta
dienests, 2010, Valsts dzelzcela tehniska..., 2007)
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Values popularity by number of organisations included into the Sustainability Index
rating in 2013

Number of organisations that mention the value

Responsibility
Team work/Unity
Client/Client orientation
Honesty

Quality
Transparency/Openness
Innovations
Reliability
Employees
Development
Stability
Proficiency
Vehemence
Perfection
Camaraderie
Efficiency
Equity

Service
Availability
Performance
Humans
Creativity

Safety
Simplicity
Environment
Management
Ethics

Impact

Respect

Loyalty

Lifelong education

W W W W wWwwww

M NMNPNDNMNNMNNMDNDDN

Values of public SR organisations included into the Sustainability Index rating in 2013
by popularity

Value’s
popularity I I Il v
rating
Popularity of 80.00% 60.00% 40.00% 20.00%
value, %
Value Responsibility Transparency Innovations Customer
Efficiency orientation
Availability Quality
Reliability
Employees
Equity
Safety
Justice
Loyalty
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Appendix 56

recruitment and selection (Created by the author)

Representation of the implementation of holistic approach to human resource
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Appendix 57

Summary of weaknesses and treats of public administration organisation of Latvia
based on data from chapter 2 of the present dissertation

A group of | A factor | Weaknesses and/or treats Weaknesses and/or | Weaknesses and/or treats
factors observed Social aspects treats Financial aspects

observed Environmental aspects

Human Job Poor quality and weak | - Unappropriated job
resource advertisements | adjustment to the desired advertisement might lead to

recruitment

development

applicants of job

a small number of applicants

and advertisements might lead to suitable for the position,
selection the organisation image hence, there is a need to
activities spoiled in society as well as repeat the  recruitment
delay of  unemployed process i.e. losses of time
inhabitants’ employability and financial resources
Job candidates’ | - - Selection process
selection sometimes does not include
necessary steps to ensure its
quality and appropriate
candidates selection that
might lead to  high
employees’ turnover
Competence- If the methods of | - If the methods of
based approach | competences’ check are too competences’ check are too
for the job | formal or subjective it might formal or subjective it might
candidates’ lead to be a base of the lead to the wrong decision-
selection society bias on unequal making about the perfect
opportunity  employability candidate
by the employer
Other HRM | Training Type of training should be | Sometimes priority is | Training  selection  not
activities activities suitable for each employee | given to face-to-face | always based on the
interacted planning based on employee as | training rather than to | necessity of employees in
learner’s individualities to | on-line courses the particular knowledge or
ensure employee’s is not rationally selected
usefulness from the training, based on  quality-price
it is not a subject of comparison
consideration now
Employer Weak employer brand in | Creating employer | Weak employer brand leads
branding external environment | brand, some factors | to low applicants’ rate and

creates a negative bias about
the organisations as
employer in society.

Employers often forget to
consider employees as value

of the organisation

related to environmental

issues are ignored

high employees’ turnover
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Continuation of Appendix 57

A group of
factors

observed

A factor
observed

Weaknesses and/or treats

Social aspects

Weaknesses and/or
treats

Environmental aspects

Weaknesses and/or treats

Financial aspects

Organisation
HRRS
process
stakeholders

Generation Y

attraction

Generation Y
representatives has weak
attraction by public
organisations as potential
(their

employability level could be

employers

higher), hence there might
appear a bias on
organisations as employers

for older specialists

Generation Y
representatives has weak
attraction by public
organisations as potential

employers

Organisation
external
environment

factors

Specialists with
required profiles

Lack of specialists with

required profiles on labour

Lack of specialists with

required profiles on labour

on labour | market, hence market, hence time to find
market unemployment rate the appropriate candidate
increases
Public Some study programs are | - Low level of relevant
administration not adapted to actual proficiency of study
study programs | tendencies and real life programs graduates requires
situation to invest resources to
Some relevant  study employees’ professional

programs are not popular

among potential students

development or to find the

most appropriate candidate

for a job
Organisation | Social Public organisations are | Implementing socially | Ignoring socially
internal responsibility socially  responsible by | responsible principles, | responsible principles, the

environment

factors

concept’s

application

nature, but usually are weak
in implementation of social
responsibility approaches on

organisational level

organisations often
weakly pay attention on
environmental factors in

day to day activities

organisations loose potential

candidates with the

necessary profiles and
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Appendix 59

Learning styles and knowledge types towards tacit and explicit knowledge (Voronchuk
and Starineca, 2014, p. 10 based on Grasha, 2002, pp. 176-177; Fleming, 2001, p. 70;

Smith, 2001, pp. 314-315)

Learning style/
Knowledge type

Tacit knowledge

Explicit knowledge

Avoidant

Type of thinking:
Primarily convergent thinking

Participative

Sharing knowledge:
Altruistic sharing
Storytelling

Learning:
Trial-and-error approach

Competitive

Type of thinking:
Leads to divergent thinking
Creative

Work process:
Assumes a predictable
environment

Collaborative

Sharing knowledge:
Networking
Face-to-face contact
Chatting

Learning:
Supervisor or team leader

Learning:
Meet work goals and objectives

Dependent facilitates and reinforces set by trainer
openness and trust to increase
sharing of knowledge
Learning:
Independent Self-directed in areas of greatest
expertise
Auditory Sharing knowledge: Sharing knowledge:

Chatting

Extract knowledge from person

Kinaesthetic

Work process:
Responds to a changing

Sharing knowledge:

Reading-writing E-mail
preference Electronic discussions
Forums
Sharing knowledge: Learning:
Visual Face-to-face contact On the job

Videoconferencing
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Appendix 60

Proposed list of topics for socially responsible public administration organisations’

employees training program(s) on employer branding (Voronchuk and Starineca, 2014,

p.- 13; Starineca and Voronchuk, 2014, p. 216)

SR related topics

Marketing related

HRM related topics

topics
Accountability, Branding and | ¢ Benefits and compensation
Transparency and Integrity reputation system
Environmental issues External e  Career Development Plan

(specific for the industry
and region)

Introduction to sociology
Organisation strategic
development (mission,
vision, values, goals)
Organization theory
Professional ethics (maybe
training may devote time
for organisation’s ethical
code or code of conduct
development,
improvement or overview)
Social activities,
sponsorship etc.
Stakeholder theory

communication
Market relations

Employees
development
Internal communication
Job Roles and
Responsibilities

Job-life balance

Labour law;

Leadership

Performance appraisal
Recruitment and induction
Rewards and recognition
system
Safety and
employee
Team management
Working environment

learning and

health  of
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Appendix 61

Employer and stakeholders (Starineca, 2014, p. 220; Starineca, 2015, p. 285)

« Salary

« Financial & Non-Financial Benefits
« Social Guarantees * l

Public Sector

k¥

O rga n isatio N <« Tasks fulfilment————

(Employer) !

Their candidates for
the vacant position
(information about themselves)

e J OB Off@r's

Current
Employees’

Potential
Employees?

* Information about organisation
* Information about possibility to work for the organisation

4

(economically active
Latvian inhabitants
searching for the job

with relevant education)

Future
Potential

* Information about salary, image/features, benefits
of the organisation’s employees

(Direct communication, online communication, printed, visual
and audio materials, other communication in cyberspace)

>
»

Employees?
( Pupils )

! _ Employer and the organisation’s internal environment stakeholders that are involved into

the human resource recruitment and selection.

2 _ Employer’s stakeholders from the organisation external environment, the stakeholders that
are or might be involved into the human resource recruitment and selection.

* - Monetary and non-monetary hygiene and motivation factors e.g. rewards, positive working
environment, challenging tasks, career development opportunities etc.

** _ Besides tasks fulfilment (and consequently helps to provide services or produce goods i.e.
fulfil function of the organisation) the current employees are a human capital of the organisation
that creates a competitive advantage of the employer as well as is an ambassador of the
organisation impacting creation and maintenance of the employer brand in the organisation

external environment.
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Appendix 62

Possible actions that might influence society, environment and economic

implementing human resource recruitment and selection on each stage of the process
(Starineca, 2015, p. 286)

Stages of human Social impact Environmental Economic impact
resource impact
recruitment and
selection
Preparation el abour market |eUsage of energy eOptimisation of
activities research and analysis |eUsage of printed | operations
eSelection sources | materials eResource outsourcing
distributing eUsage of external
information  during resources
recruitment
Creating a job eAdaptation of the |[eUsage of energy eResource outsourcing

advertisement advertisement to the |eUsage of printed |eSelection of job
target  group of | materials (fliers, | advertisement
potential applicants posters, distribution channels
eFollowing ethical and | advertisement eWork on content and
legislative norms publication in  a | design of the
printed way) advertisements
Work with the eFollowing ethical and |[eUsage of energy eUsage of pre-
received legislative norms eUsage of printed | selection methods
applications from |eUsage of the | materials
the candidates communication
method with
applicants

Implementing
selection

eFollowing ethical and
legislative norms

eUsage of energy
eUsage of printed

eUsage of license for
selection tests

activities and eUsage of the | materials (e-testing) |eUsage of rational
decision-making | communication decision-making
method with methods
candidates
Work with the eFollowing ethical and |eUsage of energy eQOrganisation of
selected legislative norms eUsage of printed | integration activities
candidates eUsage of negotiation | materials (contracts, | for the new employee

style

eUsage of the
communication
method  with  the

selected candidate

project e-versions)
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Appendix 63

A CD with the surveys related data and calculations
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