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IEVADS

Petijuma teorétiska un praktiska aktualitate. Muasdienas, kad notikusi
pareja no industrialas sabiedribas uz patérétaju jeb postindustridlo sabiedribu,
daudzus uznémumus raksturojosas laikmeta iezimes ir krizes un parmainu va-
diba, elastiba (Lopez, Jos e, Pe’on, & Ord"as, 2006), macibas, muzizglitiba un
maciSanas no pieredzes un pieredzé (Giangreco, Peccei, 2005; Brinkman, 2008).
Macibas uznémuma ir instruments, kas palielina uzpémuma konkurétspéju un
ilgtspé&jigu attistibu, nodrosina jaunu stratégiju, jaunu vértibu, jaunu vadi$anas
metozu ievieSanu. Uznémuma realizéto macibu izvértéjumam ir batiska nozime
uznémuma konkurétspéjas veicinasana.

Vadibzinibas zinatné aktuali ir pétijjumi par mdcibu izvertéjumu (McCoy,
Hargie, 2001; Eseryel, 2002; Tennant, Boonkrong, Roberts, 2002; Short, 2009b;
Griffin, 2010; Powell, Yalcin, 2010; Giangreco, Carugati, Sebastiano, 2010; Miller
2010), kas atklaj, ka macibu izvértéjums pamato nepiecieSamibu investét uzneé-
muma cilvékkapitala attistiba.

Pédéjo piecu gadu veiktajos lietiskajos pétijjumos par vaditdju macibu izvér-
téjumu uznémuma pétnieki norada, ka tradicionalais un praksé plasi lietotais
Donalda Kirkpaktrika 1959. gada raditais 4 limenu macibu izvértésanas mode-
lis (Kirkpatrick, 1959) ar daudzajiem laika gaita izstradatiem (Warr et al., 1970;
Hamblin, 1974; Holton, 1996; Philips, 1997; Guskey, 1999; Lingham et al., 2006;
Pineda, 2010) i modela atvasindjumiem, papildindjumiem un uzlabojumiem,
ko raksturo linearisms, strukturétiba un sistematiskums macibu izvértéjuma,
neatbilst 21. gadsimta uznémuma vajadzibam (Giangreco, Carugati, Sebastiano,
2010). To apstiprina dazados pétijumos pieraditi fakti, ka tikai 2-9% no uzné-
mumiem, kas vispar vérté macibas, vérté ROI (return on invested) (Dixon, 1996;
Olsen, 1998; Pershing, Pershing, 2001). Izvértéjot macibas uzpémumos, galve-
nokart lieto tikai dazus elementus no tradicionalajiem modeliem un lielakoties
meérot tikai macibu dalibnieku reakciju. (Pineda, 2010, 674-675).

Macibu specialisti uznémumos nezina, ka piemérot sarezgitas teorétiskas iz-
vértéjuma metodes un modelus, un uznémumu vadiba biezi nezina, ka macibu
rezultati ietekmé darba sniegumu (Geertshuis et al., 2002). Trukst ticamu, situa-
cijai atbilstodu mérijumu instrumentu, kas ievéro uznémuma kontekstu un ko
praktiki var reali izmantot (Griffin, 2010; Pineda, 2010).

“(..) Teorija vienmer ir paklauta izmainam. DaZos sabiedribas attistibas pos-
mos noveérojams, ka izveidojas liela plaisa starp esosiem teorétiskiem konceptiem
un socialo realitati, kura tiem jaskaidro” (O’Sullivan, 2003). Lai gan citats ilus-
tré politikas zinatni, varam uzskatit, ka tas pamato témas aktualitati attieciba uz
macibu izvértéjumu.

Tikai pédéjo cetru gadu publikacijas zinatnieki diskuté par to, ka macibu
meérki un saturs uzpémumos ir mainijusies lidzi laikam. 21. gs. sakuma macibu
izvértéjuma problémas arvien biezak tiek analizétas saistiba ar postindustrialas



sabiedribas attistibas tendencém. Zinatnieku diskusijas skaidri pausta norade uz
nepieciesamibu macibu izvértéjumu parskatit un analizét to kopsakaribas starp
uznémumu praksi un zinatni (Santos, Stuart, 2003; Scourtoudis, Dyke, 2007;
Griffin, 2010; Giangreco, Carugati, Sebastiano, 2010). Musdienas gan praktiki,
gan zinatnieki norada, ka macibu izvértéjums plass un sarezgits daudzdimensi-
ju process. Tas ietver arl sociali psihologiskos aspektus. Macibas reizém javeérté
kvalitativi un reflektivi, un investicija ne vienmeér izsakama naudas vienibas. Po-
zitlvs macibu izmaksu un iegito rezultatu aprékins nav viennozimigs pieradi-
jums tam, ka macibas ir sevi atpelnijusas.

Sobrid literatiira atrodamas atbildes uz jautajumu, kadél macibu izvértéjums
nenotiek atbilstigi teorétiskajiem modeliem, ir diezgan vienkarSotas un bez
detalizéta pamatojuma. Starp zinatniekiem un praktikiem kop$ 20. gs. 70. ga-
diem risinajusas asas diskusijas par macibu izvértéjuma tradicionilo modelu
lietojumu cilvékresursu vadiSanas praksé. Zinatnieki norada uz praktiku ne-
kompetenci un parmet uznémumu ipasniekiem nevélésanos pieskirt papildus
investicijas realizéto macibu izvértéjumam (Tennant, Boonkrong, Roberts, 2002;
Short, 2009; Griffin, 2010). Savukart praktiki runa par tradicionalo macibu mo-
delu sarezgitibu, laikietilpibu un dardzibu (Santos, Stuart, 2003; Scourtoudis,
Dyke, 2007; Griffin, 2010; Giangreco, Carugati, Sebastiano, 2010).

Latvija lidz $im lielaka apjoma pétljumi par macibu efektivitati uznéméjdar-
bibas vidé nav veikti. Uldis Pavuls darba devéju parstavju seminaros uzstajies ar
prezentacijam par macibu efektivitates jautajumiem, lielakoties atsaucoties uz
arzemju pétijumiem. Vadibas zinatnu doktore Irina Lando macibu izvértéju-
mam pieskarusies sava promocijas darba “Zinasanu vadiSanas metozu pilnvei-
dosana organizacijas” (Lando I, 2013). Vadibzinibu nozaré macibu izvértéjuma
jautajumu pétijusi Gunta Kinta, rakstot promocijas darbu par maciSanas rezul-
tatu nozimi profesionalas vidéjas izglitibas vadiba (Kinta G, 2011). Latvija regu-
lari tiek veikti vairaki Eiropas Strukturalo fondu finanséti pétijumi, kas izverté
konkrétu realizétu macibu lietderigumu. Analizéjot iepriek§ minétos darbus,
promocijas darba autore neatrada atbildes saistiba ar sava pétjjuma jautajumu
un mérki.

Pétijumos Rietumeiropa, ASV un Kina secinats, ka ekonomiska krize
2007. gada parliecinajusi macibu specialistus istenot daudz efektivakas un racio-
nalakas macibas, palielinot macibu vértibu un saistot macibu funkciju ar vispa-
réjiem uznémuma mérkiem un izmaksam (Duanxiang, Meixia, 2009, Wallen-
born, 2010; Sanchez-Arias, Calmeyn, Driesen, Pruis, 2013).

Nedaudzajos pédéjo gadu lietiskajos macibu izvértéjuma pétijumos analizéts
tiesi konkrétas darbinieku grupas - vaditaju - mdcibu izvértéjums. Menedz-
menta specialista Sendzes secinajums spilgti pamato vaditaju macibu nozimi:
fantazijas par to, ka kaut ko var uznémuma mainit, ja nemainas cilvéki vado-
$ajos amatos, jau no sakuma ir lemtas neveiksmei (Senge, 2003). Atklajas, ka
macibu izvértéjums ir ciesi saistits ar konkréto uznémumu, macibu veidu un
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darbinieku grupu (Brinkerhoff, 2003; Paek, 2005; Lim, Morris, 2006; Chiaburu,

Tekleab, 2005; Nikandrou et al., 2009). Situacijas analize darbinieku macibu

joma liecina, ka lielaka dala uznémumos realizéto macibu ari Latvija ir vadita-

ju macibas, un to mérkis ir pilnveidot vadibas kompetenci. Macibu dalibnieku
merka grupa ir visu limenu vaditaji uznémumos.

Pétijums par macibu izvértéjumu Latvija pakalpojumu sektora uzpémumos
ir aktuals, jo eksisté parak daudz teorétisku pieeju un modelu, kurus praktikim
griiti izprast un izmantot praksé. Sodienas uznémuma ir svarigs istermina
fokuss, orientacija uz rezultatu, laika un naudas resursu taupi$ana (Wang,
Wilcox, 2006; Scourtoudis, Dyke, 2007; Giangreco, Carugati, Sebastiano, 2010;
Pool, 2011) - tadél pieejai macibu izvértéjuma jabut praktiskai un ekonomiskai,
tacu to tradicionalie modeli nepiedava.

CRV un CRA specialistiem nepiecieSsami kvalitativi jauni modeli vai ins-
trumenti macibu izvértéjuma, kas atbilstu masdienu uznémuma notieko$ajiem
procesiem. Lai kvalitativi izvértétu macibu efektivitati, macibas iegiito rezultatu
parnesi jeb transformésanos darba vidé un ieguldijumu atdevi, jarada masdienu
uznémumiem pieméroti macibu izvértéjuma modeli (Bedingham,1997; Holton
et. al, 2000; Lu, Betts, 2011; Alvarez, Salas, Garofano, 2004). Tas nozimétu atteik-
ties no tradicionalas, universalas pieejas macibu izvértésana (izvértét macibas ka
tadas) un ta vieta definét noteiktus macibu izvértéjuma kritérijus un metodes
noteiktam macibam, kas paredzétas noteiktai macibu dalibnieku grupai konkre-
ta uznémuma.

Ievérojot So aktualitati, jaunas pieejas veido$ana macibu izvértéjuma jabalsta
uz pédéjo gadu aktualajiem zinatniskajiem pétijumiem un vaditaju macibu iz-
vértéjuma pieredzes izpéti funkciongjosos uznémumos. Rezultatu var iegit, pé-
tot un apkopojot vaditaju macibu izvértésanas praksi uznémumos, identificgjot
macibu izvértéjuma kritérijus.

Petijuma merkis: izpétit vaditaju macibu izvértésanas aktualo praksi pakal-
pojumu uznémumos un atklat kritérijus praksei piemérota macibu izvértésanas
modela izveidei.

Pétijuma objekts: pakalpojumu sektora uznémumi, kuros realizétas vaditaju
macibas.

Petijuma priekSmets: vaditaju macibu izvértéjums.

Lai sasniegtu pétijuma mérki, autore izvirzija pétijuma jautdjumu:

Péc kadiem kritérijiem javeido vaditaju macibu izvertéjums, lai tas atbil-
stu pakalpojumu uznémuma vajadzibam?

Peétijuma hipotézes:

H1 Uznémumu praksé macibu izvértejuma tiek izmantoti kritériji un meto-
des, kas ir neraksturigas tradicionalajiem macibu izvértésanas modeliem.
Hla Uzpémumu praksé macibu izvértéjuma tiek izmantoti kritériji, kas ir

neraksturigi tradicionalajiem macibu izvértésanas modeliem.
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H1b Uzpémumu praksé macibu izvértéjuma tiek izmantotas metodes, kas ir

neraksturigas tradicionalajiem macibu izvértésanas modeliem.

H2 Macibu izvértéjuma kritériji un metodes atskiras dazada lieluma un da-
Zada pakalpojuma veida uznémumos.
H2a Macibu izvértéjuma kritériji atskiras dazadu pakalpojumu veidu uzné-

mumiem;

H2b Macibu izvértéjuma metodes atskiras dazadu pakalpojuma veidu uzneé-

mumiem;

H2c¢ Macibu izvértéjuma kritériji atSkiras dazada lieluma uzpémumiem;
H2d Macibu izvértéjuma metodes atskiras dazada lieluma uzpémumiem.

Pétijuma hipotézes sadalitas atbilsto$i to parbaudei ar matematiskas statisti-
kas metodém.

Peétijuma uzdevumi:

1.

2.

3.

Izstradat kritiski analitisku zinatniskas literattiras apskatu par macibu iz-
vertéjumu uzpémuma.

Izzinat, kada ir pasreizéja vaditaju macibu prakse Latvijas pakalpojumu
uzpémumos.

Noskaidrot, ka un cik plasi Latvijas pakalpojumu sektora uznémumos iz-
manto tradicionalos macibu izvértéjuma modelus.

4. Izveidot vaditaju macibu izvértéjuma modeli, izpétot kritérijus, kas pie-

meéroti pakalpojumu sektora uznémumu vajadzibam.

Petijuma metodes:

Promocijas darba meérka sasnieg$anai, ipasi teorétiskas literataras un
veikto pétijumu kritiski analitisks apkopojuma izveidé izmantotas seko-
josas pétijumu visparzinatniskas metodes - logiski konstruktiva, grafis-
ka, analizes un sintézes, indukcijas un dedukcijas metodes.

Datu ieguves metodes — Ekspertu intervijas ar mérki noskaidrot, kada ir
pasreizéja vaditaju macibu prakse Latvijas pakalpojumu uznpémumos un
ka tiek izvértétas vaditaju macibas. Tika veiktas 30 intervijas ar 34 CRV
(cilvékresursu vadibas) un CRA (cilvékresursu attistibas) specialistiem.
Interviju norises veids: klatienes saruna. Izmantojot intervijas rezultatus,
tika veidota anketa, lai pétitu vaditaju macibu izvértéjumu pakalpojuma
sektora uznémumos Latvija.

Anketaptauja (informacijas iegi$anas un pétjjumu metode, kura infor-
macijas iegti$anas lidzeklis ir anketa) ar ar mérki noskaidrot, cik plasi
Latvijas pakalpojumu uzpémumos tiek izmantoti macibu izvértéjuma
kritériji un metodes, kas raksturo tradicionalos macibu izvértéjuma mo-
delus un cik plasi tiek izmantoti citi kritériji un metodes. Respondenti ir
104 pakalpojumu sektora uznémumu vaditaji, personala vaditaji vai spe-
cialisti, kas parstav uznémumus pakalpojuma sektora un tajos realizétas
vaditaju macibas. Aptaujas veids: elektroniski ar anketas palidzibu.
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e Matematiskas pétljumu metodes: Statistiskas datu analizes aprakstos$as
un secino$as metodes: Alpha kritérija noteik$ana, Vilkoksona tests, Krus-
kala Vollisa tests u.c.

Peétijuma populacija un izlase:

Populaciju gan ekspertu intervijam, gan anketaptaujai veido pakalpojuma
sektora uznémumi, kur kop$ 2010. gada ir veiktas vaditaju macibas un ko par-
stav uznémumos stradajosi specialisti, kuri ir atbildigi par macibu un/vai attisti-
bas funkciju uznémuma. Aptaujas izlase bija census jeb visa populacija.

Anketaptauja tika aicinati piedalities visi 518 populaciju veidojosie uznému-
mus; atbildéja 20% jeb 104 uznémumi, kas veido izlases kopu. Tas ir pietiekami
augsts atbilzu limenis.

Promocijas darba tézes:

1. Dinamiska un mainiga uznémuma videé linearu, laika nodalamu macibu
izvértéjuma modelu lietojums rada macibu izvértéjuma barjeras.

2. Macibu izvértéjumam nav universala daba, tas ir atskirigs dazada lieluma
un pakalpojuma veida uzpémumos, dazadam macibu dalibnieku gru-
pam.

3. Macibu izvértéjums no lineara kluvis daudzdimensionals: kvalitativs, at-
spogulojoss (reflective), socialos un psihologiskos faktorus ietveross.

4. Precizi definétas macibu vajadzibas un macibu mérkis, ir galvenie maci-
bu izvértéjuma kritériji. Macibu vajadzibas, macibu mérki un paredza-
mie macibu rezultati ir individuali katram darbiniekam un kopigi visam
uznémumam.

5. Macibu izvértéjuma ievie$anu un lieto$anu praksé veicina macibu proce-
sa un macibu rezultatu izvértéjuma nodalisana.

Promocijas darba zinatniska novitate. Zinatniskas literattiras analizes re-
zultata darba autore atklaj nepilnibas pasreizéjas zinaganas par macibu izvérte-
jumu uznémumos. Ir daudz teorétisku pieeju, kuru ietvaros raditi vairaki desmi-
ti teorétisku mode]u macibu izvértésanai. Probléma ir tada, ka pieejas un modeli
ir raditi no akadémiku viedokla. Lietotaju perspektiva $ajas teorijas izpaliek. Zi-
natnieki lidz $im noteikusi, ko un ka jadara praktikiem, nepilnigi izprotot un iz-
pétot praktiku vajadzibas. Ta¢u, mainoties ekonomiskajai paradigmai no indus-
trialas uz postindustrialo, lietotaju perspektiva klist arvien nozimigaka. Sobrid
zinatniska literatlira aprobeZzojas ar konstatéjumu, ka tradicionalos modelus ne-
lieto, neatbildot uz batisku jautdjumu — kadam tad batu jabat macibu izvértéju-
ma modelim, lai to lietotu. Ekonomikas paradigma ir mainijusies, un tas radijis
izmainas cilvékresursu vadibas procesos uznémuma, t. sk. ari macibu un macibu
rezultatu izvértéjuma. Darba autore pieradijusi tendenci pariet no kvantitativam
pieejam macibu izvértéjuma uz kvalitativam un reflektivam pieejam. Si pétiju-
ma zinatniskais pienesums ir lietotaju (praktiku) perspektivas ienesana macibu
izvertéjuma modelos. Ja vélamies, lai macibu izvértéjuma modeli tiktu lietoti
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praksé, tad, turpmak veidojot teorétiskus macibu izvértéjuma modelus, viens vai
vairaki autores atklatie izvértéjuma kritériji ieklaujami modeli.

Jauzsver, ka pétijuma atklatie macibu izvértéjuma kritériji ir ka vadlinijas
jaunu teorétiski modelu izstradei, bet joprojam ir svarigi, lai Sie modeli butu
balstiti ari teorija, ne tikai praksé. Pieméram, nemot kritériju “macibu atbilstiba
vajadzibam’, joprojam teorétiku uzdevums ir piedavat modelus, kas nosaka, ka
konceptulizé, kad un ka méra vajadzibas.

Darba teorétiskais pienesums ir ari atzina, ka vecie modeli nebiit nav nede-
rigi, jo daudzi no tiem satur elementus, kas atbilst $aja pétijuma konstatétajiem
kritérijiem (pieméram, macibu izmaksas).

Autore ieviesusi jaunus terminus macibu izvértéjuma kritériju un metozu
klasifikacija, izdalot tradicionalos macibu izvértéjuma kritérijus un metodes un
postindustrialos kritérijus un metodes.

Autore turmak piedava lietot macibu izvértéjuma definiciju, ko izveidojusi
nemot véra $ibriza macibu izvertéjuma raksturojumu. Definicija §1 darba 14. la-
paspuse.

Pétijjuma nobeiguma autore izveidojusi pirmo macibu izvértéjuma modeli,
kura nodalits macibu procesa un macibu rezultatu izvértéjums. Modela izveide
ir pamatota globalos pétijumos un praktiska pétijuma par macibu izvértéjumu.
Lidz $im $adi prakses pétijumi par macibu izvértéjumu nav veikti.

Promocijas darba praktiskais devums un butiskakie ieguvumi. Pétijums
ir pieradijis, ka ir mainijuSies macibu izvértéjuma kritériji un metodes.
Nozimigs ir fakts, ka, pétot realus uznémumus, var iegtt rezultatus un nonakt
pie secindjumiem, kas atvieglo macibu izvértéjuma procesu praksé, un izvirza
jautdjumus turpmakam zinatniskim diskusijam. Sai darba piedavato macibu
izvértéjuma modeli var izmantot ne tikai pétnieki, lai risinatu zinatniskas
diskusijas, bet galvenokart praktiki ka noderigu instrumentu vaditaju macibu
izvértéjuma. Promocijas darba ietvaros izstradati teorétiski pieraditi un empiriski
pamatoti kritériji vaditagju macibu izvértéjumam uznémumos. Tas veido pamatu
jaunam macibu izvértéjuma modelim, kas nakotné klatu par parbauditu macibu
izvértéjuma instrumentu. Darba praktiskais devums ir jaunizveidotais vaditaju
micibu izvértéjuma modelis. Si macibu izvértéjuma modela mérkis ir noteikt
macibu atbilstibu uznémuma stratégiskajiem mérkiem un attaisnot investétos
resursus. Var paredzét, ka, piedavajot macibu izvértéjuma modeli vai ta kritéri-
jus, kas izstradati, izpétot reala uznémuma vajadzibas, pieredzi un paradumus,
CRV un CRA specialisti to lietos plasak neka lidz $im zinamos tradicionalos ma-
cibu izvértéjuma modelus, tadéjadi mazinot plaisu starp zinatni un praksi.

Atbilsto$i modela izveidé izmantoto daudzveidigo pétjjumu saturam, mo-
delis ir replicéjams ari citas valstis un citos tautsaimniecibas sektoros vaditaju
macibu izvertéjuma veik$anai.

Butisks praktisks devums ir darba autores veidotais lomu un atbildibu sada-
lijums starp dazadam profesionalu grupam macibu izvértéjuma realizé$ana. To
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var izmantot gan Latvijas Republikas profesiju klasifikatora papildinasana, gan
amatu aprakstu un darba snieguma izvértéjuma kritériju definé$anai CRV un
CRA specialistiem un macibu sniedzgjiem.

Promocijas darba pétijuma ierobezojumi ir saistiti ar pétijuma atsevisku
salidzinamo grupu lielumu: 1) vaditaju macibu izvértéjums pétits tikai Latvi-
jas pakalpojumu sektora uznémumos; 2) pétot macibu izvértéjuma atskiribas
dazada lieluma un pakalpojuma veida uzpémumiem, salidzinamas grupas bija
salidzinosi nelielas. Tadél, jebkadi visparinajumi jaizdara piesardzigi, ievérojot §1
pétijuma ierobezojumus.

Par pétjjuma ierobezojumu uzskatams fakts, ka, lai ievérotu fokusu uz pétiju-
ma mérki, praksé netika izvérsti pétiti visi izvértéjuma kritériji: pieméram, ma-
cibu saturs un macibu metodes. Pétijuma iegiitie rezultati un secinajumi attieci-
nami tikai uz noteiktas darbinieku grupas - resp. vaditaju - macibu izvértéjumu.
Tacu, ta ka $ada veida un méroga pétijums lidz $im nav veikts, tad var uzskatit,
ka $ie ierobezojumi pétijuma aktualitati un nozimigumu batiski nemazina.

Autores pétijuma meérkis bija identificét kritérijus, nevis piedavat to meériju-
mus. Tas ir arpus §1 pétjjuma mérka.

Planojot turpmakos pétijumu virzienus, lietderigi nemt véra, ka pétijuma
rezultatu ticamibas palielinasanai katra izlasi raksturojosas pazimes grupa (ta-
das ka uzpémuma lielums, pakalpojuma veids utt.), japalielina pétijuma dalib-
nieku skaits. Lai noskaidrotu, vai un cik liela méra $aja pétijuma izdaritie seci-
najumi attiecinami uz citam jomam, nepiecie$amas izpétit macibu izvértéjumu
citos tautsaimniecibas sektoros (pieméram, razo$anas un valsts sektord) un citas
macibu dalibnieku grupas (tadas ka specialisti vai tehniskais personals). Tads
pétijums varétu atklat jaunas sakaribas starp tradicionalo un postindustrialo
macibu izvértéjuma kritériju un metozu lietojumu, ka ari atklat jaunus postin-
dustrialos macibu izvértéjuma kritérijus un metodes.

Tapat pétijuma var analizét ari tiesisko, kulttirvides, sociali ekonomisko un
politisko faktoru ietekmi uz macibu izvértéjumu. Pieméram, valsti, kura likum-
dosana paredz noteiktu uznémuma apgrozijuma procentu novirzit darbinieku
macibam, macibu izvértéjuma kritériji varétu bat atskirigi (Lilly, 2001). Tadél
pétijums bitu veicams vairakas valstis un tad jasalidzina iegitie rezultati. Nepie-
cieSams ieglt atgriezenisko saiti par jauna modela izmantos$anas praksi. Tadé]
lietderigas butu fokusa grupu diskusijas ar uzpémumu CRV un CRA specialis-
tiem un mikrouznémumu, mazo un vidéjo uznémumu vaditajiem par $a modela
stiprajam un vajajam pusém, ievie$anas procesu un rezultatiem.

Pétijuma materialu izkartojums:

Promocijas darbs sastav no ievada, tris nodalam, secinajumiem un prieks-
likumiem. Darba apjoms ir 166 (simts seSdesmit sesas) lapaspuses, neieklau-
jot pielikumus. Darba saturu ilustré 19 (devinpadsmit) attéli un 23 (divdesmit
tris) tabulas. Darbam pievienoti 12 (divpadsmit) pielikumi, no tiem divi liela
informacijas apjoma dél elektroniska veida. Referen¢u saraksta ir ieklautas
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250 (divsimt piecdesmit) vienibas. Darba saturs atklaj gan teorétisku, gan prak-
tisku pétjjumu. Par pétijuma tému un rezultatiem autore publicéjusi 8 (astonus)
rakstus, no tiem sesus starptautiskos zinatniskos rakstu krajumos. Promocijas
darba rezultati ir prezentéti 8 (astonas) starptautiskas zinatniskas konferencés,
ka ari 2 (divos) Latvijas profesionalo asociaciju seminaros.

Starptautiski zinatniskas publikacijas par pétijuma tému:

Enkuzena, S., Kliedere, E. Management training process evaluation. A case
study of a retail store chain. // Journal of Business Management. — 2011, No 4.,
p- 221-232, ISSN 1691-5348.

Enkuzena, S. Management training during socio-economic crisis: tool to incre-
ase job satisfaction? A case study of a retail store chain in Latvia. // Mana-
gement of Organizations: Systematic Research. — 2011,No 59.,p. 35-52, ISSN
1392-1142.

Enkuzena, S., Lasmane, A. Management Training Evaluation Criteria in Lat-
via: Results From Interviews In Service Sector Enterprises. // International
Journal of Social Sciences and Humanity Studies, 2012,Vol. 4, No 1., p. 365-
375, ISSN: 1309-8063 (Online). Database: EBSCO
http://www.sobiad.org/eJOURNALS/journal_IJSS/arhieves/2012_1/signe_
enkuzena.pdf.

Lasmane, A., Enkuzena, S. Management Training Programme Characteristics
in Latvia. /| International Journal of Social Sciences and Humanity Studies,
2012, Vol. 4, No 1., p. 53-61, ISSN: 1309-8063 (Online). Database: EBSCO
http://www.sobiad.org/eJOURNALS/journal_IJSS/arhieves/2012_1/anita_
lasmane.pdf.

5. Enkuzena, S. Obstacles in training evaluation — how to overcome them. // The

Proceedings of VI International Conference “Management Theory and Prac-
tice: Synergy in Organisations. New Developments in Organisational Per-
formance: from Tangible to Intangible”. — Tartu: University of Tartu, 2013,
p- 179-196, ISBN: 978-99854-0741-7.

Enkuzena, S. Barriers for use of traditional training evaluation approach
in enterprise. // The Proceedings of 7th Annual International Scientific Con-
ference “New dimensions in the Development of Society”. — Jelgava: Latvia
University of Agriculture, Faculty of Social Sciences, 2011, p.123-133, ISBN
978-9984-48-052-7; http://connection.ebscohost.com/c/articles/83144564/
barriers-use-traditional-training-evaluation-approach-enterprise

Citas publikacijas recenzéjamos zinatniskos rakstu krajumos un konfe-

rencu materialos:

L.

Enkuzena, S., Skrauce, B. Personala vadibas tendences Latvija 2009. gada. //
5. RPIVA starptautiskas jauno zindatnieku konferences rakstu krajums CD for-
mata. - Riga: RPIVA, 2010, 23.-31.Ipp., ISBN-978-9934-8060-9-4.

. Enkuzena, S. Management Training Evaluation: Theory and Practice. Why the

Gap is so big? // Electronical Proceedings of Ist Israeli Global Human Resource
Management Conference (GHRM). - Israel: ORT Braude College, 2011. - 15p.
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Petijuma rezultati prezentéti un apspriesti $adas starptautiskas konferen-

ceés Latvija un arzemes:

L.

RISEBA International Scientific Conference “Changes in Global Economic
Landscape - in Search for New Business Philosophy” - Riga,Latvija; 2011. g.
28.-29. aprilis. Referats “Management training process evaluation. A case stu-
dy of a retail store chain”.

“Management horizons in changing economic environment: visions and chal-
lenges” — Kauna, Lietuva; 2011. g. 22.-24. septembris. Referats “Management
training during socio-economic crisis: tool to increase job satisfaction? A case
study of a retail store chain in Latvia”.

Latvia University of Agriculture, Faculty of Social Sciences 7th Annual In-
ternational Scientific Conference “New dimensions in the development of so-
ciety” — Jelgava,Latvija, 2011. g. 6.-7. oktobris. Referats “Barriers for use of
traditional training evaluation approach in enterprise”.

Ist Israeli Global Human Resource Management Conference (GHRM). ORT
Braude College — Karmiel, Izraéla, 2011. g. 23.-25. novembris. Referats “Ma-
nagement Training Evaluation: Theory and Practice. Why the Gap is so Big?”.
10th BMDA Annual Conference “Winning Strategies in Challenging Times”. -
Gdanska, Polija, 2012. g. 10.-11. maijs. Referats “Management Training Eva-
luation — Obstacles and Challenges”.

The Social Sciences Research Society Second International Conference on Bu-
siness, Management, Economics and Finance — Izmira, Turcija, 2012. g. 5.-
7. oktobris). Referats “Management Training Evaluation Criteria in Latvia:
Results from Interviews in Service Sector Enterprises”.

VI International Conference “Management Theory and Practice: Synergy in
Organisations.New Developments in Organisational Performance: from Tan-
gible to Intangible” — Tartu,Igaunija, 2013. g. 11.-12. aprilis. Referats “Obstac-
les in training evaluation — how to overcome them”.

3rd International CAL4INO Conference “Relasing Creative Energy: Towards a
more competitive Europe” — Fascilitator for 5th round table: Measuring the
Impact of Creative Activities in Learning: Challenges and the Potential —
London, UK, Goldsmiths, University of London, Nov. 28-29, 2013.

Peétijuma rezultati ir zinoti $ados profesionalu seminaros:

Enkuzena, S. Ko personala vaditaji doma par vaditaju macibu programmam?
Prezentacija un vebinars. Pétfjuma rezultatu prezentéSana Latvijas Biznesa
konsultantu asociacijai. 2012. gada 25. oktobris, http://www.biznesam.lv/?sub=
publicationseid=363

Enkuzena, S. Vaditaju macibu izvértéjums un ta pilnveides iespé&jas Latvija.
Seminars - prezentacija, Latvijas Personala vadiSanas asociacija, 2012. gada
22. oktobris. http://www.lpva.lv/pasakumi/lpva-macibu-pasakumi
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Darbam ir $ada struktara:

TERMINU SKAIDROJUMS
IEVADS

1. MACIBU IZVERTEJUMA UZNEMUMA TEORETISKIE ASPEKTI
1.1. Tradicionalie macibu izvértéjuma modeli
1.2. Vaditaju macibu izvértéjuma starptautiskas pieredzes aktualitates

2. VADITAJU MACIBU ISTENOSANAS UN IZVERTEJUMA PRAKSES
[ZPETES METODOLIGIJA UN GALVENIE REZULTATI
2.1. Pétijjuma metodologijas pamatojums
2.2. Ekspertu interviju rezultati
2.3. Tendences macibu izvértéjuma praksé pakalpojumu uznémumos
Latvija: anketaptaujas rezultati

3. VADITAJU MACIBU IZVERTEJUMA PILNVEIDES VIRZIENI
PAKALPOJUMU UZNEMUMOS
3.1. Macibu izvértéjuma kritéju un metozu raksturojums
3.2. Vaditaju macibu izvértéjuma modelis un ta ievie$anas aktivitates
pakalpojumu sektora uznémumos
SECINAJUMI UN PRIEKSLIKUMI
IZMANTOTAS LITERATURAS UN AVOTU SARAKSTS
PATEICIBAS
PIELIKUMI

12



1. MACIBU IZVERTEJUMS UZNEMUMA

Pirmas nodalas apjoms ir 40 Ipp., nodala ievietotas 7 tabulas un 5 atteli

Macibu izvértéjuma uznémuma analize veidota, atbildot uz jautdgjumiem,
kadi ir tradicionalie macibu izvértéjuma modeli, kads ir to devums un ierobe-
zojumi, un, kadas ir vaditaju macibu izvértéjuma starptautiskas pieredzes aktu-
alitates un galvenas tendences macibu izvértéjuma postindustrialaja sabiedriba.
Nodalas sakuma skaidroti termini “macibas”, “apmaciba” un “macibu izvér-
tejums”. Termins “mdcibas” promocijas darba lietots saistiba ar uznémuma va-
dibu un cilvékresursu vadibu, tadé]l macibas un to rezultats skatits ka lidzeklis
organizacijas un individa attistibai un mérku sasniegsanai.

Vaditaju macibas (anglu: managerial or management training/learning) péti-
tas ka process, kura vaditdji apgiist dazadas prasmes un zinasanas, kas palieli-
na vinu efektivitati, vadot, organizéjot un ietekmeéjot citus cilvekus (Prahalad,
200; Klein, Ziegert, 2004; Powell, Yalcin, 2010).

Termina “mdacibu izvertéjums” definéjuma problematika atklaj vienotas ter-
minologijas izveides nepiecie$amibu, jo izvértéjuma skaidrojuma lieto terminus,
kuri ietver dazadas nozimes: lietderiba, rezultdts, jéga, nozimigums, ietekme, at-
deve, efektivitate, attieksme, sniegums, iedarbiba. Analizéjot eso$as macibu izvér-
téjuma definicijas un atklajot macibu izvértéjuma daudzpusibu, autore piedava
$adu macibu izvértéjuma definégjumu: “Madcibu izvertéjums (anglu: learning/
training evaluation) - mdcibu sistémas vai aktivitates kopéjas socialas un/vai
finansu vertibas analize, lai iegiitu informdciju par sasniegtajiem mérkiem,
madcibu kopéjem ieguvumiem, kas klist par vadlinijam lemumu pienemsa-
nas procesd. Macibu izvertéjums ir ciesi saistits ar macibu sistému uznému-
ma; tam ir bitiska loma uznémuma turpmakas stratégijas istenosand; tas ir
daudzdimensiju process, kas ietver ari sociali psihologiskos aspektus un kur
investiciju atdevi méra ne tikai naudas vienibas.”.

Promocijas darba analizéti tradicionalie macibu izvértéjuma modeli, kas ra-
diti pagajusa gadsimta otraja pusé un pilnveidoti lidz pat masdienam. Termins
“tradicionalie macibu izvértéjuma modeli” un ta izpratne aizgata no Dziangreko
pétijumiem (Giangreco, Sebastiano, Peccei, 2009; Giangreco, Carugati, Sebasti-
ano, 2010; Giangreco, Carugati, Sebastiano, Della Bella, 2010), kur$ par tradi-
cionalajiem macibu izvértéjuma modeliem uzskata tos modelus, kas vairak pie-
meéroti uznémumiem industrialaja ekonomika. Macibu izvértéjums tradicionali
tiek skaidrots ka finala posms sistémiska pieeja, organizéjot macibas. Ta mérkis
ir uzlabot macibas (veidojosais izvértéjums) vai spriest par to vértibu un efekti-
vitati (summativais izvértéjums).

Laika gaita attistijusies dazadi macibu izvértéjuma modeli. Modeli macibu
izvértéjuma klasificéti pamatojoties uz institucionalo sistému attistibas metodo-
logiju, kas radas ASV pagajusa gadsimta 50. un 60. gados (Gagne, Briggs, 1992;
Goldstein, 1986; Mager, 1962). Izdalitas tris nozimigakas grupas: uz mérkiem
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pamatots izvértéjums - taja uzsver, ka macibu planosanas posma pirmais so-
lis ir izvértéjuma mérku definéjums; uz sistému pamatots izvértéjums - taja
uzsver macibu saistibu ar uznémuma visparéjo un macibu sistémas kontekstu
un no mérkiem brivs izvértéjums, kur izvértéjums sakas ar pienémumu, ka iz-
vértétajam labak ir nezinat definétos macibu meérkus, un izvértéjumu veic, pa-
matojoties uz intervijam ar macibu dalibniekiem, kuru mérkis ir noskaidrot, ka
macibas noritéjusas un ko dalibnieki iemacijusies. 1990 - tajos gados attistijas
realistiskais izvértéjums — macibu izvértéjuma pieeja, pauzot ideju, ka maci-
bu programmu satura jarisina realas un konkrétas problémas, nevis teorétiskas
konstrukcijas (Pawson, Tilley, 1997; Brown, Gerhardt, 2002).

Izvérsti promocijas darba raksturots Kirkpatrika (Kirkpatrick, 1959, 1996)
hierarhiskais uz meérkiem pamatotais 1959. gada raditais macibu izvértéjuma
modelis, kura izvértéjums definéts ka uzvedibas izmainu, kas rodas macibu re-
zultata, noteiksana, izveértéjumu veicot Cetros limenos (sk. 1. att.).

UZNEMUMS
(summativais izvertgjums)

Sistémas parskatisana

4 Macibu vide Ja
(formalais izvértgjums)

Vienibu Macibas
\ analize

Turpinat ar
patreizéja
snieguma
pilnveidi

NepiecieSami
uzlabojumi?

4 Darba vides N
\__formalais izvertéjums Y

3. [imenis _( 4. limenis
\ Sniegums / >\ Rezultati

1. att. Macibu izvértéjuma limenu saistiba

(Avots: Global Learning Alliance and Knowledge Advisors 1, 2004, autores tulkojums)

Teorijas apskatad autore analizéja Kirkpatrika modelim lidzigos modelus
(Bramley, 1996; Hamblin, 1974; Warr et al., 1970, u.c.) un Kirkpatrika modela
atvasinajumus (Warr, et al., 1970; Hamblin, 1974; Cannon - Bowers et al., 1995;
Kaufman et al., 1995; Molenda et al., 1996; Phillips, 1997, 2003; Cascio, 1991,
1993; Tyler, 2002). Ietekmigakie uz sistému pamatotie modeli ir CIPP (context,
input, process, produkt) (Worthen, Sanders, 1987); TVS (Training Validation
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System) (Fitz — Enz, 1994); IPO (input, process, output) (Bushnell, 1990). Ta ka
Kirkpatrika modeli nebija ietverta uznémumiem nozimiga izmaksu ietekmes
uz macibam mérisana, tad Filips (Phillips) 1997. gada izstradaja piecu limenu
atdeves no ieguldijumiem (Return on Investment - ROI) modeli. Ieguldjjumu
atdeve ir process, kura salidzina monetaros ieguvumus vai macibu rezultatu ar
macibu izmaksam (Phillips, 1994, 1997; Kearns, 2005).

Pagajusaja gadsimta beigas vérojama tendence radit arvien integrétakus ma-
cibu izvértéjuma modelus, kas apvieno Kirkpatrika modela kritiku un papildina-
jumus, tadéjadi veidojot universalu pieeju macibu izvértéjumam un attistot sis-
témisko pieeju macibu izvértéjuma, kura joprojam nodaliti izvértéjuma limeni.

Saistibu starp fokusu uz macibu dalibnieku un uznémuma perspektivu (t. i.,
meérki, vajadzibas, intereses) precizéja Cetru solu jeb dubultas cilpas (anglu:
double loop) — maci$anas un izvértéjuma modelis (Lingham et all, 2006), kura
paradas macibu izvértéjuma cikliskums.

Viens no jaunakajiem macibu izvértéjuma modeliem ir Pinedas (Pineda,
2010) integrativais izvértéjuma modelis. Ta galvena iezime un reizé ari atskiri-
ba no visiem ieprieks analizétajiem macibu izvértéjuma modeliem ir fokuss gan
uz macibu, individa un organizacijas mérkiem (uz mérkiem balstita pieeja), gan
uz macibu satura un procesa izvértéjumu (sistémiska pieeja), gan uz cikliskumu.
Macibu plano$ana un norise ir saistita vienota sistéma ar macibu izvértéjumu,
kura tiek identificéti izvértéjuma adresati; izveértéjuma veicéji; izvertéjuma ele-
menti/ limeni; izvértéjuma laiks; izvértéjuma metodes un instrumenti.

Izvértéjuma modelu izpété autore izdara secinajumus par vairakiem tra-
dicionalo macibu izvértéjuma modelu ieguvumiem un ierobeZojumiem:
Kirkpatrika hierarhiskais modelis ir kluvis par ietvaru macibu procesa un rezul-
tata izvérté$anai (Kaufman et al., 1995; Clark, 2008), un uz ta bazes tiek veido-
tas misdienu macibu izvértéjuma procediras (O’Connor et al.,, 2008; Nickols,
2010). Kirkpatrika modelis un ta atvasinajumi palidz praktikiem apzinaties
macibu izvértéjuma meérku saistibu ar uznémuma gan taktiskiem, gan stratégis-
kiem mérkiem. Katrs no Kirkpatrika modela atvasinajumiem devis savu ieguldi-
jumu macibu izvértéjuma metodologijas attistiba, paradot izvértéjuma metozu
pirms un péc macibam, macibu vides un tehniska nodrosindgjuma izvértéjuma
nozimi; izstradajot metodiku, ka aprékinat atdevi no finansialiem ieguldiju-
miem darbinieku macibas, noradot uz konkrétiem mainigiem, kas ietekmé ma-
cibu rezultatus, fokuséjot uzmanibu uz macibu un macibu izvértéjuma planosa-
nas un norises vienotibu, kas sekmé macibu izvértéjuma ieklausanu uznémuma
macibu sistéma.

Galvenie Kirkpatrika modela un ta izmanto$anas ierobeZojumi ir: 1) par-
mériga vienkar§osana un nepilnigums (Bates, 2004) vai tie$i pretéji — modelis ir
parak sarezgits (Giangreco, Carugati, Sebastiano, 2010); 2) nav parbauditas célo-
nu un seku sakaribas starp dazadiem izvértéjuma limeniem (Alliger, Janak,1989;
Holton, 1996); 3) nav pieradita pakapeniska informacijas nozimes parvieto$anas
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no pirma izvértéjuma limena uz nakamajiem (Bates, 2004; Giangreco, Carugati,
Sebastiano, 2010).

Literatiiras analize atkldj aktualu problému: CRA un CRV specialisti biezi
vien nelieto modelus uznémumu macibu izvértéjuma praksé - uznémumos
vérojama tendence veikt izvértéjumu tikai pirmaja limeni - t.i., reakciju
meérijumus (Wang, Wilcox, 2006; Giangreco, Carugati, Sebastiano, 2010). Kirk-
patrika modeli kritizé par nepietiekamiem skaidrojumiem, par ierobezotu li-
menu un elementu skaitu; par nepietiekami skaidru procedaru, ka konkréti
izvértéjumu veikt un ka izmantot izvértéjuma rezultatus. Tradicionalie macibu
izvertéjuma modeli ir laikietilpigi un paredz veikt macibu izvértéjumu visos li-
menos. Izvértéjuma sadalijums posmos, to universala daba minimizé konkréta
uznémuma, konkrétas macibu situacijas nozimibas faktoru.

Vaditaju macibu izvértéjuma starptautiskas pieredzes analizé apkopoti
pédéjos 10 gados veikto teorétisko un praktisko pétijumu par macibu izvérté-
jumu rezultati, atklajot jaunas alternativas macibu izvértéjumam. Galvenokart,
pétnieki pievérsusies visu limenu vaditaju macibu izvértéjumam. Musdienas
uznémuma ir svariga macibu rezultatu, uznémuma stratégijas un CRV politikas
saistiba. Vaditaju macibas ir butiskas cilvékkapitala attistiba, jo vaditaji pienem
léemumus, kas ietekmé daudzus uznémuma darbibas limenus: stratégiju, struk-
tiru un visparéjo darbibu (Rowe, 2001; Senge, 2003; Daft, 2005, 2007; Mazu-
tis, Slawinski, 2008). Situacijas analize Latvija darbinieku macibu joma liecina,
ka lielakaja dala ta saukto “soft” macibu, kuros attista socialas prasmes, kas tiek
uznémumos realizétas, ir visparéjas vaditaju macibas (Enkuzena, 2011). Divi
faktori - ierobezoti finan$u resursi un jauna vaditaju paaudze - aktualizéjusi
jautdjumu par macibu izvértéjuma nozimi. Sava izpétes procesa darba autore
secinaja, ka arl Latvija, kad ekonomiskas krizes rezultata tika ievérojami sama-
zinats daudzu vidéja un augstaka limena vaditaju atalgojums, uznémumos pa-
stiprinati tika uzraudzita macibas ieguldito lidzeklu lietderiba (Enkuzena, 2011).

Arvien biezak, sakot no 20. gadsimta 60. gadiem, tiek noradits uz to, ka in-
dustrialo sabiedribu nomainijusi postindustriala sabiedriba, kas nes lidzi par-
mainas ari ekonomika. Ta ka vaditaju macibas ir ciedi saistitas ar ekonomiskiem
un socialiem faktoriem, kas savukart ietekmé macibu izvértéjuma meérku izvir-
zi$anu, tad svarigi ir ievérot industrialas un postindustrialas sabiedribas atskiri-
bas, ka ari macibu un macibu izvértéjuma atskiribas $ajas sabiedribas.

Amerikanu sociologs un jédziena “postindustriala sabiedriba” ievieséjs, Da-
niels Bells novéroja izmainas ta briza industrialaja sabiedriba un jaunas sabied-
ribas izveido$anos (Bell, 1976). Postindustrialaja sabiedriba vadosa loma pieder
dazadu nozaru zinatniekiem, augstas klases specialistiem - intelektualiem un
inZeniertehniskajiem darbiniekiem. Notiek pareja no precu razosanas uz pakal-
pojumu snieg$anu. Lielaka dala stradajoso ir nodarbinati nevis ieguves un ap-
strades rpnieciba, bet pakalpojumu snieg§ana un zinatné, kas aptver tirdznie-
cibu, finanses, transportu, izklaidi un atpitu, veselibas aizsardzibu, zinatniskos
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pétijumus, jauno augsto tehnologiju izstradi (Bell,1976). Bells 20. gs. 70. gados
novéro, ka teorétisko zinasanu uzkrasana un izplati§ana ir galvenais izmainu un
inovaciju virzitajspéks. Lai atspogulotu sabiedriba notieko$as izmainas, teoré-
tikis izstradaja industridlas sabiedribas un jaunas, postindustridlas sabiedribas
pazimju salidzinos$u tabulu (skat. 1. tabulu).

1. tabula
Postindustriala sabiedriba: salidzinosa shéma (avots: Bells, 1976)
Salidzinama pazime Industriala sabiedriba Postindustriala sabiedriba
Nodarbosanas Razosana Apstrade
Ekonomika Pre¢u razo$ana Pakalpojumi un izglitiba

(transports, tirdznieciba,
finanses, apdrosinasana,
nekustamais ipasums, veseliba,

pétnieciba)

Resursu izmainas Radita energija Iegiita informacija
(elektriba, nafta, gaze, (datori un datu parneses
akmenogles, kodolenergija) | sistémas)

Stratégiskie resursi | Finansu kapitals Zinasanas

Tehnologija Mehanismi Intelektualas tehnologijas

Nepieciesamais InZzenieris un vidéji Zinatnieks; tehniskas un

specialists un kvalificéts stradnieks profesionalas zinasanas

prasmes

Metodologija Empirisms un Teorija (modeli, simulacija,
eksperimentésana lémumu pienemsanas teorijas,

sistému analize)

Laika perspektiva Pielagosanas esosai Uz nakotni orientéta
nepieciesamibai un (prognozésana un planosana)
eksperimentésana

Attiecibu modelis Pielagoto dabas resursu Attiecibas starp cilvékiem
paklausana

Galvenais motivs Ekonomiska izaugsme Teorétisko zinaganu

sakarto$ana

Bells jauno sabiedribu raksturo ka informacijas sabiedribu. Informacijas
apmaina ir jaunas sabiedribas virzitajs, tapat ka elektriba, nafta un kodolener-
gija bija attistibas virzitajs industrialaja sabiedriba. Zinasanas postindustriala
sabiedriba ir stratégiskais resurss, bet industrialas sabiedribas galvenais resurss
bija nauda. Lidz ar to industrialas sabiedribas galvenas problémas bija saistitas
ar kapitalu un darbaspéku, bet postindustrialas sabiedribas galveno problému
saista ar informaciju un zinasanam. Nemot véra iepriek§ minéto, darba autore
papildinaja 20. gadsimta Bella postindustrialas sabiedribas aprakstu, pievérsot
uzmanibu 21. gadsimta batiskam jautajumam - cilvékresursu izglito$ana un ap-
maciba. Skat. 1. tabulas turpinajumu.
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1. tabulas turpinajums

Industrialas un postindustrialas sabiedribas salidzinajums

Salidzinama Industriala sabiedriba Postindustriala sabiedriba
pazime
Macibu Veicinat ilgsto$u personala | Daudzdimensiju perspektiva, kas
izvértéjuma butiba | prasmju uzlabo$anos aptver individa, uznémuma un
(Dabhiyal, Jha, 2011) sabiedribas vajadzibas; sistematisks
Determinisma modelis macibu izvértéjums (Dahiyal,
macibu izvértéjuma Jha, 2011); macisanas kultara
(Giangreco, Carugati, organizacija — kontekstuals macibu
Sebastiano, 2010) izvertéjums (Joo, Lim, 2009).
Atspogulojosas (reflective)
pieejas — macibu izvértéjuma
ir tikai viens no daudziem
instrumentiem (Giangreco,
Carugati, Sebastiano, 2010)

Paradigmu nomaina tie$i norada uz parmainam ari macibu izvértéjuma uz-
némuma. Diemzél ki noradijis Dziangreko un kolégi (Giangreco et al., 2010),
zinatnieki nepietieko$i nem véra ekonomiskas un socialas parmainas macibu
izvértéjuma. Var secinat, ka 20 gs. beigas, macibu izvértéjuma problémas arvien
biezak tiek analizétas saistiba ar industrialas sabiedribas paradigmas pieejas
nomainu un postindustrialas sabiedribas attistibas tendencém.

Plagako un dzilako macibu izvértéjuma problému skaidrojumu devis Toms
Sorts (Short, 2008, 2009). Pétnieks uzsver visbiitiskako problému, ar kuru maci-
bu un attistibas profesionali sastopas sava darba - tas ir arvien lielakas grutibas
definét sakaribu starp macibam un to rezultatu. Sorts ieviesis inovativu termi-
nu “izvértéjuma vakuums” (anglu: evaluation vacuum), kas apraksta koncep-
tualas atskiribas, kas rodas starp faktisko macibu pasakumu un no ta izrieto$o
ieguvumu apzinasanu (Short, 2009).

Autore péta Toma Sorta nosauktos iemeslus, kas veido macibu izvértéjuma
vakuumu, ka ari identificé vél citas t. s. macibu izvértéjuma barjeras. Analizé-
jot ap 200 publikaciju par macibu izvértéjuma jautadjumiem, kas atrastas EBSCO,
Emerald un citas atzitas zinatnisko publikaciju datu bazés, autore secina, ka dzi-
laku analizi par macibu neizvértéSanas iemesliem un par barjeram tradicionalo
macibu izvértéjuma lietojumam praksé var sameklét tikai dazu autoru darbos
(pieméram, Campbell, 1998; Tennant, Boonkrong, Roberts, 2002; Short, 2008,
2009a; Griffin, 2010; Pineda, 2010; Giangreco et. Al, 2009, 2010).

Barjeras macibu izvértéjuma galvenokart ir saistitas ar CRV un CRA prak-
tiku neveiksmigiem méginajumiem tradicionalos macibu izvértésanas modelus
un metodes piemérot macibu procesu izvértésana misdieniga uznémuma. Di-
namiska un mainiga vidé nav iespéjams izmantot linearas un atdalamas macibu
izvértésanas metodes un pieejas. Barjeru célonis ir tradicionala mdcibu izverte-
Sanas modela nepiemeérotiba 21. gadsimta organizacijas vajadzibam.
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Kvantitativais sadalijums starp ekonomisko realitati un pétijjumu virzieniem
parada, ka akadémiskais skatijums ir atskirigs no realitates, kuru censas izskaid-
rot. Pamatots tadé] ir pétnieku jautajums: cik lietderigi ir turpinat radit daudzdi-
mensiju izvértéjuma modelus (Giangreco, Carugati, Sebastiano, 2010) un veikt
pétljumus par macibu izvértéjuma sistémas uzlabojumiem, ja $o izvértéjuma
sistému lielaka dala uznémumu ignoré?

Publikaciju analize paradija, ka, ja 20. gs. devindesmito gadu beigas CRV un
CRA specialisti par galvenajam problémam macibu izvértéjuma uzskatija, uni-
versala vienota macibu izvértéjuma modela neesamibu, tad savukart misdienas
zinatnieki un praktiki uzsver, ka tie$i tendence lietot universalu modeli ir $kérslis
macibu izvértéjuma, kas rada plaisu starp CRV un CRA praktiku prasibam un
zinatnes piedavatajam iespéjam §is prasibas apmierinat realos uznémumos. Va-
ditaju macibu ieguvumi ir batiskakais, tacu vienlaikus ari visvajak izvértétais, vai
pat ignorétais, macibu procesa elements (Tennant, Boonkrong, Roberts, 2002).

Lidz $im nav pieradits, ka pastav tiesa lineara saistiba starp macibu izmak-
sam un rezultatiem. Daudzos gadijumos, téréjot mazak, faktiski var nodrosinat
labakus rezultatus (Gallie, White, 1993; Santos, Stuart, 2003). Sodien macibu iz-
vértéjuma janem veéra ne tikai racionali un finansiali apsvérumi, bet ari socialais
faktors, kuru ne vienmér iespé&jams izteikt finansu raditajos. Sociala faktora no-
zimes palielinasanas macibu izvértéjuma uznémumos liek kritiski parvértét uz-
skatu, ka macibu patieso vértibu var izsvért tikai tad, ja ieguvums no macibam
izteikts naudas vienibas (Lockwood, 2005, 2006; Tennant, Bookrong, Roberts,
2002; Giangreco et al., 2009, 2010).

Macibu izveértéjuma janem vera, ka ir divi izvértéjuma veidi: 1) kvantitativais,
ko var mérit naudas izteiksmé; 2) kvalitativais, kas nav skaidrojams t.s. ekonomis-
ko nosacijumu terminos. Tas nav parvérSams naudas izteiksmé, un ta ir, piemé-
ram, motivacija, apmierinatiba, iniciativa (Pineda, 2010; Griffin, 2010).Sodienas
uznémuma macibu izvértéjuma dazadam macibam nevar izmantot vienu un to
pasu modeli un metodes. Macibas ir atskirigas: atskiribas nosaka macibu dalib-
nieku individuala motivacija, reakcijas un ceribas, kas biezi ir atkarigas no macibu
iniciatora (Brinkerhoff, 2003; Tziner et al., 2007; Siti, Shamsuddin, 2011). Macibu
vajadzibu analizes procesa, tiek secinats, ka macibu izvértéjums nav universals,
bet gan ir atkarigs no macibu meérka, kas katram uznémumam, katrai macibas
iesaistitajai pusei (macibu sniedzéjs, macibu dalibnieki, uznémuma vadiba, uzneé-
muma Ipasnieki) un katram macibam ir atskirigs (Tziner et al., 2007; Sitzmann et
al 2008; Pineda, 2010). Precizi definéts mdacibu merkis palidz noteikt macibu iz-
vertejuma merki un elastigi lietot izvértéjuma metodes, prasmigi savienot atspo-
gulojosas metodes, lai pilnveidotu macibas, un summativas metodes, lai noteiktu
macibu vértibu un efektivitati (Molenda et al., 1996; Rajeev et al., 2009)

Macibu vajadzibu analize bus noderiga, lai noteiktu, kada veida macibas
visvairak nepiecieSsamas darbiniekiem vislielakas atdeves iegti$anai (Gordon,
2006). Ka norada Armstrongs, macibu vajadzibas nepiecieams analizét,
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pirmkart, uznémuma kopuma (korporativas vajadzibas), otrkart, uznémuma
ieksiené grupu, nodalu vai profesiju limeni (grupas vajadzibas), treskart, attieci-
ba uz katru darbinieku individuali (individualas vajadzibas) (Armstrong, 2012).

Batisks ir macibu programmu izvértéjums uznpémumos, tacu, neskatoties
uz macibu izvértéjuma nozimi, tas ir viens no visvairak novarta atstatajiem pos-
miem macibu izvértéjuma (Lingham et al., 2006; Klein et al., 2006; Tai, 2006;
Bell, Ford, 2007; Siti, Shamsuddin, 2011). Satura izvértéjuma nepiecieSams no-
teikt lidzsvaru starp teorétisko un praktisko (Pineda, 2010; Tai, 2006; Rowold,
2007). Nozimigi ir radit macibu vajadzibam atbilsto§u macibu saturu un izveéle-
ties atbilsto$as macibu izvértéjuma metodes. Dazads macibu programmu saturs
paredz dazadas izvértéjuma metodes (Lingham, Richley, Rezania, 2006; Gian-
greco, Carugati, Sebastiano, 2010).

Vaditaju kompetences novértéjums ir risindgjums tam, lai mazinatu bazas
par macibas investétiem lidzekliem. Defingjot kompetenci, kas macibas iegtsta-
ma vai pilnveidojama, panak darba snieguma precizaku izvértéjumu (Winterton
et al., 2000; Naquin, Holton, III, 2002, 2006; Kalargyrou, Woods, 2010). Macibu
izvértéjumu atvieglo skaidriba par to, kada kompetence - vispariga vai specifis-
ka - tiek pilnveidota macibas.

21. gadsimta veikto lietisko pétljumu par vaditdgju macibu izvértéjumu
(Lingham et.al, 2006; Nikandrou et al., 2009; Leimbach, 2010; Pineda, 2010; Siti,
Shamsuddin, 2011; Pool, 2011 u. c.) analizé iegiits secinajums, ka vaditaju ma-
cibu izvertéjuma ir svarigi $adi izvertéjuma elementi: 1) macibu meérka atbils-
tibas uznémuma vajadzibam izvértéjums; 2) macibu satura izvértéjums; 3) ma-
cibu metozu izvértéjums; 4) macibu rezultatu parneses darba vidé izvértéjums.
Ipasa uzmaniba japievier§ macibu meérka atbilstibas uzpémuma vajadzibam
izvértéjumam (Gordon, 2006; Lingham et.al, 2006; Pineda, 2010; Pool, 2011),
kas ir macibu rezultatu batiskakais faktors - macibu mérkim jabut saistitam ar
uznémuma meérki (skat. 2. att.). Tadél izSkiro$a nozime ir macibu un macibu iz-
vértéjuma planosanai, kura jaiesaista visas ar macibam saistito personu kategori-
jas: uznémuma vadiba, macibu sniedzéjs, macibu dalibnieki, ta veidojot integre-
tu macibu izvértéjumu un pielagojot katrai konkrétai macibu situacijai.

_ o Ui G Cilvékresursu (macibu)
Uzpémuma stratégija | i pilnveides vajadzibu
un uzdevumi s
noteikSana

Darbinieku darba
snieguma vertéjums Macibas un to Macibu mérku
saistiba ar uznémuma un izvertéjums izvértésana
macibu mérki

2. att. Macibu un uznémuma meérku saistiba

(Avots: autores veidots)
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Dziangreko un vina kolégi (Giangreco, Carugati, Sebastiano, 2010) norada,
ka, lai raditu jaunu pieeju macibu izvértéjuma postindustrialaja ekonomika ir
svarigi nemt véra Cetrus faktorus: uznémuma lielums (Lingham, Richley, Reza-
nia, 2006), macibu dalibnieku auditorijas veids (Westbrook et al., 2008), macibu
saturs (Lingham, Richley, Rezania, 2006) un tiesiskais reguléjums (anglu: legal
framevork) valsti (Lilly, 2001).

Vaditaju macibu izvértéjuma atslégas vardi ir: ietekme un vértiba - va-
ditaji ir tie darbinieki, kuru aktivitatém ir vislielaka ietekme uz vélamajiem
biznesa rezultatiem. Vaditaju macibu izvértéjums parada saistibu ar sakotnéji
planotagjam uzpémuma vajadzibam. Vaditaju macibu attistiba vérojama ten-
dence no macibam universitatés un citas macibu sniedzé&ju institiicijas pariet uz
macibam uznémuma, veidojot macibu programmas, kas atbilst katram uznému-
mam atbilstosi nozarei un kuras ir ievérots lidzsvars starp teorétisko un praktis-
ko saturu.

Atbilstosako macibu izvértéjumu nosaka konkréta uzpémuma situacija,
jo gan vaditaju macibu saturs, gan macisanas metodes, gan ari nepiecieSamiba
konkrétas zinasanas parnest praksé ir individualas katram uznpémumam. Maci-
bu izvértéjums uznémumos joprojam ir atvérts jautajums. Pétnieki un praktiki
atzist, ka trakst ticamu, situacijai atbilsto$u un stabilu mérijumu instrumentu.
Tadeé] nepieciesams veikt lietiSkus pétijumus, lai noskaidrotu, kadas macibu iz-
vértéjuma metodes atbilst konkrétda uzpémuma macibu vajadzibam, mérkiem
un resursiem.

Pétot un apkopojot macibu izvértéjuma praksi dazados uznémumos, varés
atrast musdienu ekonomika funkcionéjo$a uznémuma vajadzibam atbilstosus
macibu izvérté$anas kritérijus un atklat aktualas, organizacijai noderigas un ér-
tas macibu izvértéjuma metodes.

Ir saredzama iespéja veidot alternativu pieeju macibu izvértéjuma, kas efek-
tivi darbotos pakalpojumu uznémuma. Promocijas darba empiriska dala atspo-
gulo pétijumu par vaditaju macibu izvértéjumu pakalpojuma sektora uznému-
mos Latvija.
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2. VADITAJU MACIBU ISTENOSANAS UN
IZVERTEJUMA PRAKSES IZPETES METODOLIGIJA
UN GALVENIE REZULTATI
Otraja nodala ir 51 Ipp., 16 tabulas un 12 attéli

Promocijas darba izmantota kompleksa metodologijas pieeja, ko lidzigi iz-
mantojusi macibu izvértéjuma pétnieki (pieméram, Short, 2008; Tasca et al,,
2010), lai atklatu daudzpusigus macibu izvértéjuma aspektus to dziluma un
plasuma. Dati tika ievakti, izmantojot daléji strukturétas ekspertu intervijas
un anketaptauju. Intervijas paradija realitates daudzveidibu, bet lai mérktiecigi
iegatu skaitlisku un faktisku informaciju un izdaritu visparinajumus izmantota
anketaptauja un statistikas datu analize.

Populaciju veidoja 518 uzpémumi, kuros laika posma no 2010. lidz 2012. ga-
dam ir veiktas vaditaju macibas un kurus parstav pakalpojumu sektora uznému-
mos stradajosi specialisti, kas ir atbildigi par macibu un/vai attistibas funkciju
uznémuma. Populacijas lielumu noteica vairaki faktori. Autore pétijjuma bija
ieintereséta pétit ipasu uznémumu grupu (Kristapsone 2008, 176-182). Ipasas
grupas statusu noteica tris faktori:

1) informacijas sniedzéjs parstav uzpnémumu, kura notikusas vaditaju

madcibas;

2) informacijas sniedzgjs ir atbildigs par macibu funkciju uznémuma;

3) uznémums, kura strada specialists, darbojas pakalpojumu sektora.

Respondentu informacija iegtita no Latvijas Personala VadiSanas asociacijas
un vado$ajiem vaditaju macibu sniedzéjiem Latvija, kas dalijas ar savu klientu
kontaktinformaciju un atlava izmantot $os datus pétnieciskiem mérkiem.

Pétijums aptver padzilinatas intervijas 30 pakalpojumu sektora uznémumos
Latvija, kuru laika informaciju sniedza 34 CRV un CRA specialisti. Padzilinato
interviju mérkis bija iegit precizéjos$u konkrétu, savas profesionalas jomas ek-
spertu, individu pieredzes refleksiju, ko varétu strukturét un veidot ka pamatu
anketas izveidei kvantitativam pétjjumam. Promocijas darba veiktas intervijas
klasificéjamas ka ekspertu intervijas, kas tiek veiktas gadijuma, ja nepiecie-
$ams iegut profesionalu izpratni par pétijjuma jautajumu (Dalton et al., 2010).
Pamatojoties uz Latvijas Personala VadiSanas asociacijas valdes informaciju un
ieteikumiem par uznémumiem, kuros notiek planota darbinieku attistiba, auto-
re izveidoja sarakstu ar 40 potencialiem interviju dalibniekiem. Sakuma saruna-
tas 25 intervijas, vélak vél 5, lidz intervijas ieguta informacija neatkartojas un
vairs netika iegutas batiski jaunas informacijas vienibas. Interviju ieraksti tika
transkribéti. Talak informaciju kodéja, izmantojot kvalitativo metozu apstrades
datorprogrammu Atlas.ti. Interviju transkripcijas tika ievaditas datorprogram-
ma, un péc tam katra intervija tika kodéta. Interviju analize veikta atbilstosi in-
tervija uzdotajiem jautdgjumu blokiem un izveidotajiem kodiem.
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Izlase anketaptauja bija visa populacija jeb census. Aptauja tika elektronis-
ki izsttita 518 respondentiem, un datu apstradei bija derigas 104 anketas, kas
veido izlases kopu, nodrosinot pétijuma rezultatus ar 20% augstu atbilzu limeni.
Anketaptaujas meérkis bija kvantitativu datu iegaisana par macibu izvértéjumu
pakalpojumu sektora uznémumos Latvija. Anketas apjoms ir 26 jautajumi, no
kuriem 25 jautajumi paredz atbilZu variantus, kas iegati, veicot padzilinatas in-
tervijas. Kvantitativo datu apstrade tika veikta ar SPSS datu apstrades program-
mas palidzibu. Datu apstradé tika izmantotas apraksto$as un secinosas statisti-
kas metodes.

Lai varétu atbildét uz pétjjuma izvirzitajam hipotézém, aptaujas anketa mi-
nétie macibu izvértéjuma kritériji un metodes, balstoties uz ekspertu interviju
rezultatu analizi, klasificéti tradicionalajos un postmodernajos macibu izvértéju-
ma kritérijos un metodés. Kritériju sadalijuma pamatojums un tos raksturojosas
pazimes attélotas 2. tabula.

Pétijuma hipotézes paredz datu apstradé noteikt célonsaistibu starp faktoria-
lajam - uznémuma pakalpojuma veidu un uznémuma lielumu un divam rezul-
tativajam pazimém, méritam rangu skala, - mdacibu izvértéjuma kritérijiem un
madcibu izvertéjuma metodem. Datu apstradé izmantots Kruskola Vallisa (an-
glu: Kruskal-Wallis test) (Kruskal, Wallis, 1952, 583-621) tests, kas lava noskaid-
rot vai izvértéta faktoriala pazime ietekmé rezultativo pazimi. Kruskola Vallisa
testu autore izmantoja ka neparametrisku alternativu metodi dispersiju analizei
(Green, Salkind, 2008).

Ekspertu interviju rezultati paradija, ka vaditaju macibas Latvijas pakal-
pojumu sféras uznémumos ir uzpémuma ilgtspéjigai attistibai nepiecieSams
faktors. Macibu eksperti uzsver macibu atbilstibas uznémuma darbibas speci-
fikai un konkrétajai situacijai nepiecieSamibu. Visos pétitajos 30 uznémumos
ir pieredze vaditaju macibu organizé$ana un realizé$ana. Tacu retak vaditaju
macibas tiek organizétas kada noteikta kartiba mazajos un vidéjos uznému-
mos, savukart lielajos uznémumos ir macibu sistéma. Vaditdju macibu meérkis
ir uznémuma biznesa rezultatu paaugstinasana un vaditaju individualo rezultatu
paaugstinasana; ka ari vaditas struktarvienibas rezultatu paaugstinasana - ta-
tad vaditaju macibas ir fokusétas uz rezultatiem. Macibu mérka definésana ir
atskaites punkts visam turpmakajam macibu izvértéjuma procesam. Eksperti
uzskata, ka macibam ir jabat konkrétam meérkim un jabat skaidram, kas tiek sa-
gaidits no tam. Nav vérojama izteikti vienota tendence darbinieku informeésana
par macibu mérki un sagaidamo macibu rezultatu: macibu specialisti uzsvéra,
ka ar macibu meérki vaditaji tiek biezak iepazistinati neka ar sagaidamajiem
rezultatiem.

Uzpémumos notiek gan iekséjas, gan aréjas vaditaju macibas. Dominé vie-
doklis, ka iekséjas vai korporativas macibas organizéjot, labak tiek izzinatas
uznémuma un individa vajadzibas, un macibu programmas tiek ir izstradatas
konkrétajam uznémumam. Jo uzpémums ir lielaks un taja ir vairak vaditaju, jo
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2. tabula

Tradicionalie un postmodernie izvértéjuma kritéji un metodes,
tiem raksturigas pazimes

Kritériju Kriteriji Raksturojosas pazimes
veids

Tradicionalie | Kads ir vaditaju Raksturo macibu izvértéjumu kops

macibu emocionalais noskanojums | macibu izvértéjuma pirmsakumiem.

izvértéjuma | péc macibam, emocionala | Visbiezak lietotie izvértéjuma kritériji;

kritériji attieksme (patika vai tiem izstradats teorétiskais pamatojums
nepatika, intereséja vai tradicionalo macibu izvértéjuma
neintereséja)? modelu ietvaros (Kirkpatriks,
Ka mainas vaditaju Holtons, Linghams, Pineda). Tie radas
attieksmes un uzvediba péc | industrialaja ekonomika un tajos uzsvéra
macibam? nepiecie$amibu izvértét ieguldijuma un
Ka mainas vaditaju darba atdeves sakaribu (Kearns, 2005).Kritériju
rezultati péc macibam? kopéja iezime ir to objektiva méramiba -
Kadas ir macibu izmaksas? | skalas, ka ari naudas, laika un darba

apjoma vienibas

Postin- Vai vaditaji macibas uzskata | Raksturigi jaunajai, postindustrialai

dustrialie par jégpilnam? pieejai macibu izvértéjuma, kur ievérota

macibu Ka iegiitas zinadanas un atbilstiba gan organizacijas, gan

izvértéjuma | prasmes ir izmantojamas cilvékresursu attistibas mérkiem. Macibu

kritériji uznémuma izvertéjums tiek saistits ar uznémuma

Kada meéra macibas

ir nepiecieS§amas
uznémumam?

Cik liela méra macibu
sniedzgjs ir piemérots
uznémuma vajadzibam?
Kads ir macibu ilgums?
Kadas maci$anas metodes
tiek izmantotas?

kopégjo attistibu (Hunt, Baruch,

2003; Lingham et al., 2006). Uzsvérta
sadarbibas loma starp uznémumu
vaditajiem, macibu sniedzéjiem, macibu
dalibniekiem un izvértéjuma veicéjiem
(Lingham et al.,), tiek atzita cilvékkapitala
unikala vértiba (Ployhart, 2006;
Sturman et al., 2008). Kritériji atbilst
reagéjosajam, uz pielietojumu fokusétam
un situativajam izvértéjumam (Eseryel,
2002; McCoy, Hargie, 2001). Macibu
izvértéjuma seviska uzmaniba tiek
pievérsta darbinieku attistibas dinamikai
(Giangreco, Carugati, Sebastiano, 2010).
Kritériju kopiga iezime ir atspogulojosa
(reflective), subjektiva pieeja, ievérojot
sociali psihologiskos aspektus, kurus
biezi nav iespéjams kvantitativi izmérit
(Giangreco, Carugati, Sebastiano, 2010).

24




novérojums bez definétiem
novérojuma kritérijiem.

Macibu dalibniekam padoto
darbinieku viedoklis par izmainam
vaditaja uzvediba péc macibam.
Neformalas tik§anas, kur macibu
dalibnieks nodod zinasanas citiem.
Klientu atsauksmes par vaditaju.
Aréja eksperta sniegtais macibu
izvértéjums.

Personala mainiba vaditajam
paklautaja struktarvieniba.
Vaditaja individuala ricibas plana
izveide un izpildes kontrole macibu
rezultatu parnesei darba vide.

Metozu Metodes Raksturojosas pazimes
veids
Tradicionalas | Aptauja macibu dalibniekiem par | Metodes, kuras macibu
macibu realizétajam macibam. izvertéjuma tiek tradicionali
izvertéjuma | Zinasanu un prasmju parbaudes lietotas jau kop$ pirmsakumiem.
metodes tests. Ka rada prakse, §is ir visbiezak
Macibu dalibnieka uzvedibas lietotas metodes. Tam ir izstradats
novérojums ar definétiem teorétiskais pamatojums.
novérojuma kritérijiem. Visbiezak §ismetodes ir
Izmainas uznémuma finansu kvantitativas (Tennant, Boonkrong,
raditajos un biznesa rezultatos. Roberts, 2002; Tabbassi, Bakar,
Macibu dalibnieka vadito projektu |2009; Griffin, 2010; Pineda, 2010).
un darbu novértéjums pécmacibu
perioda.
Tie$a vaditaja vértéjums par macibu
dalibnieka sniegumu.
Postindustri- | Darba novértésanas parrunas. Raksturigas jaunajai,
alas macibu | Sarunas ar vaditajiem par macibu | postindustrialajai pieejai macibu
izvertéjuma | procesu un macibu rezultatu. izvértéjuma. Tam nav izstradats
metodes Macibu dalibnieka uzvedibas teorétiskais pamatojums:

pieméram, darba novérté$anas
parrunas; vaditaja individualais
ricibas plans péc macibam). Sis
metodes tika atklatas, intervéjot
uznémumu CRV un CRA
specialistus. Tas ir subjektivas,
reflektivas, novérojuma balstitas
un bez stingri definétiem
kritérijiem. Tas atbilst no mérkiem
brivai, uz pielietojumu fokusétai
pieejai macibu izveértéjuma
(Eseryel, 2002 McCoy, Hargie,
2001); tas ir kvalitativas.

vairak tas koncentréjas uz iek$éjam macibam, un vaditaji tiek izdaliti ka atsevis-
ka macibu grupa.

Ekspertu sniegta informacija parada dazadu macibas iesaistito grupu un
individu atskirigu izpratni par macibam un macibu rezultatu izvértéjumu. Ko-
puma intervijas ar Latvijas pakalpojumu sektora uznémumu macibu ekspertiem
atklaj macibu izvértéjuma specifiku: ta ir situativa, daudzveidiga, elastiga attieci-
ba pret macibu veidu un saturu.

Informantu atbildés uzsvérta macibu izvértéjuma nepiecieSsamiba. Eksper-
ti atzina macibu izvértéjuma nepiecieS$amibu, tomér norada, ka ne vienmér
saistiba starp macibam un rezultatu ir tieSa. Atklajas ari ekspertu $aubas par
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izvértéjuma nepiecie$amibu un atzinums par gratibam veikt macibu izveértée-
jumu. Saubas ir saistitas ar adekvatu izvértéjuma metozu izvéli un objektivam
iespéjam noteikt macibu un darba rezultatu saistibu. Ekspertiem ir graiti nodalit
macibas ka tadas no to izvértéjuma, kas var liecinat no vienas puses par pilniba
neizprastu macibu izvértéjuma butibu, tacu no otras puses parada macibu un
macibu izvértéjuma procesu saistibu.

Ekspertu intervijas Latvija atklaj divus jaunus macibu izvértéjuma aspektus,
kuri promocijas darba teorétiskaja pamatojuma analizétajos citu autoru pétiju-
mos lidz §im nav minéti - t. i., macibu plano$ana un macibu vajadzibu noteiksa-
na, ko zinatniskaja literatiira definé ka macibu izvértéjuma sakuma posmu, biezi
tiek izmantoti persondla novértésanas un attistibas parrunu rezultati, ka ari
liela nozime macibu nepieciesamibas definésana ir vaditdja pasiniciativai.

Kopuma uzpémumos macibu planosanas posma tiek veidots pamats macibu
izvértéjuma kritérijiem. Tacu vaditaju kompetences izvértéjums, atbilstosi kon-
kréti definétiem kritérijiem, uznémumos ir problematisks. Informacija par va-
ditaju kompetences limeni tiek iegtta: darba novértésanas parrunas; ikdienas
sadarbiba darba videé; novérojuma, vélamo un redlo kompetencu un to limena
salidzinajuma, izmantojot uznémuma definétas amata kompetences.

Intervijas eksperti minéja vinuprat svarigakos macibu izvértéjuma kritérijus:
vaditaju emocionalais noskanojums péc macibam, emocionala attieksme; vai
vaditaji macibas uzskata par jégpilnam; attiecksmes un uzvedibas izmainas péc
macibam; darba rezultatu izmainas péc macibam; iegiito zina$anu un prasmju
pielietojamiba uznémuma; macibu nepiecieS$amibas noteik$ana; macibu snie-
dzéju piemérotiba uznémuma vajadzibam; macibu izmaksas; ilgums; maci$anas
metodes.

Pétitajos uznémumos visbiezak macibu izvértéjuma veiksanai izmanto ap-
taujas jeb macibu dalibnieku reakciju mérijumus; retadk — bet tomér izmanto
biznesa rezultatu izvértéjumu. Ka izvértéjuma metode tiek atzita iegiito zinasa-
nu ievieSana praksé, tacu nav pietiekami skaidri formuléti ievie$anas kritériji.
Eksperti praksé lieto metodi, kas lidz $§im nav uzsvérta ka izvértésanas metode
teorija - t. i., darbinieku darba izpildes novértéjums un/vai attistibas parrunas.

Ka biezak praksé lietotas macibu izvértéjuma metodes tika nosauktas: testi
zina$anu parbaudei, vaditaju uzvedibas izmainas padoto darbinieku vértéjuma,
novérojums, plana izstrade macibu rezultatu ieviesanai.

Ieziméjas uznémumu macibu ekspertu un macibu sniedzéju sadarbibas ten-
dence macibu izvértéjuma planosana, ta¢u nav vérojama viennozimiga tendence
macibu izvértéjuma ilgaka laika posma péc macibam: eksperti saskata ierobe-
zojosus nosacijumus tddam macibu izvértéjumam, kas galvenokart ir saistits ar
darba procesa dinamiku, tas ierobezo iespéjas objektivi veikt izvértéjumu.

Neviena no uznémumiem vaditaju macibu izvértéjuma neizmanto tradicio-
nalos hierarhiskos un linearos macibu izvértéjuma modelu visus limenus; tiek
izmantoti modelu elementi atbilsto$i uznémuma aktualajai situacijai. Visbiezak

26



reali tiek izmantoti reakciju mérijumi un rezultatu parnese darba vidé, ko saista
ar uzvedibas izmainu novérojumu; atseviskos gadijumos ka macibu rezultatu in-
dikatoru izmanto uznémuma vai nodalas biznesa rezultatus, vai izmainas indivi-
dualas kompetencés.

Maz tiek izmantots summativais izvértéjums, kura méra tie$u saikni starp
macibam un uzpémuma rezultatiem. Galvenokart izmanto atspogulojosas (an-
glu: reflective) pieejas macibu izvértéjuma: darbinieku iesaistiSanu vaditaju ma-
cibu rezultatu izvértéjuma; vaditaja pasrefleksiju par macibu procesu un par
macibu rezultatu parnesi darba vidé; formalas un neformalas sarunas ar macibu
dalibniekiem; macibu rezultatu ievieSanas praksé plana realizé$anu; darbinieka
novérosanu ikdiena; ekspertu vértéjumus; dazadu darbinieku un klientu pétiju-
mu rezultatus.

Intervijas ieziméjas zinatnieku definétads macibu izvértéjuma problémas:
mainigo ekonomikas apstaklu ietekmé gritibas definét biznesa mérki un at-
bilstosi tam — macibu mérki un rezultatu, lidz ar to ari macibu izvértéjuma meér-
ki. Problému pastiprina ari tas, ka dalai specialistu nav skaidra macibu izvértéju-
ma butiba. Tacu jaatzimeé, ka eksperti skaidri defing, kas vinus personigi interesé
macibu izvértéjuma, un galvenokart ta ir macibas iegtitas kompetences ievieSana
darba vide.

Prakses pétijjums parada sakaribas: ja izvértéjot macibu procesu svarigaks ir
tiesi pasa macibu dalibnieka viedoklis, tad, izvértéjot macibu rezultatus, svari-
gaks ir tie$a vaditaja vai citu darbinieku izvértéjums ilgaka laika posma péc ma-
cibam, neizslédzot ari pasa macibu dalibnieka pasnovértéjumu.

Eksperti praksé tie$i un pastarpinati atzist teorétisko macibu izvértéjuma
modelu sarezgitibu un ap$auba izvértéjuma pa limeniem lietderibu, ka ari atzist
teorija definéto macibu izvértéjuma Skeérsli: gratibas definét sakaribu starp ma-
cibam un to rezultatu. Daudzi eksperti norada uz praktisku problémas risina-
jumu - darba rezultatu novértésanas sistéma uznémumos un taja ieklautas dar-
binieku novértésanas jeb attistibas parrunas ir piemérots instruments macibu
izvértéjumam. Tadéjadi uzpémumam macibu izvértéjumam nav nepiecie$ami
papildus resursi, kuru pieskir$anu 21. gs. macibu izvértéjuma pétnieki uzskata
par butisku faktoru. Vienlaikus specialistu intervijas norada uz vienkarsa, atra,
érti lietojama un saprotama macibu izvértéjuma instrumenta trikumu.

Interviju rezultatu analizé darba autore ieguva pamatojumu aptaujas anketas
izveidei.

Anketaptaujas rezultati atspoguloti apraksto$a un secinos$a analizé. Aprak-
stosa datu analizes dala analizéta informacija par respondentiem - cilvékre-
sursu vadibas un attistibas specialistiem, un vinu parstavétie uznémumi, talak
raksturota respondentu izpratne par macibu izvértéjumu, atspogulots macibu
izvértéjuma kritériju un metozu lietojums, macibu vajadzibu un macibu mérku
noteiksana, ka ari macibu izvértéjuma planosanas prakse.
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Secinos$aja datu analizes dala ir analizétas tradicionalo un postindustrialo
macibu izvértéjuma kritériju un metozu lietojuma sakaribas, ka ari faktorialo
pazimju uznémuma pakalpojuma veida un uznémuma lieluma ietekme uz re-
zultativam pazimém - macibu izvértéjuma kritérijiem un macibu izvértéjuma
metodém.

Par vaditaju macibam uznémumos atbild pieredzéjusi darbinieki: vairak
par pusi (54%, n=56) no respondentiem bija personala vaditaji, 14% (n=15)
personala specialisti, 8% (n=8) personala attistibas vaditaji, bet paréjos 24%
(n=25) sastada atbilde “citi’, ietverot tadus amatus ka uznémuma vaditajs,
valdes loceklis, kvalitates vaditajs, izcilibas eksperts. 47% (n=49) respondentu
sava profesija strada vairak neka 10 gadus, 29% (n=30) respondentu darba stazs
profesija ir no 6 lidz 10 gadiem. Péc pakalpojuma veida respondenti daliti tris
grupas: intelektualie 22% (n=22), saimnieciski administrativie 59% (n=62) un
citi pakalpojumi 19 % (n=20). Péc uznémuma lieluma respondentu atbildes tiek
dalitas tris grupas: mikro un mazie uznémumi 15% (n=16), vidéjie uznémumi
41% (n=42) un lielie uznémumi 44% (n=46).

Iegtitos rezultatus par tiem mikro un mazo grupas uzpémumiem, kur n veér-
tiba ir salidzino$i maza, nevajadzétu visparinat.

Termina “mdcibu izvértéjums” respondentu skaidrojuma paradas viedoklu
dazadiba. Termina “macibu izvértéjums” izpratnes ir loti at$kirigas gan prakti-
ku, gan zinatnieku vida (skat. 3. attélu). Aptauja parada, ka 98,1% respondentu
(piekrit 70,2% un dalgji piekrit 27,9%), ka macibu izvértéjums ir nepieciesams.
Visbiezak (81,4%) respondenti uzskata, ka macibu izvértéjums ir nepieciesams
atbilstosi situacijai un macibu mérkim.

Cik liela méra Jis piekritat nosauktajam uzskatam par to, kas ir macibu izvért&jums.

100% - a
90% ——————— —
24
80% +——— —— —] —
44.2
70% +— 279 _ ] |
60% —————— ] —
M nepiekritu
50% +——— —— 172 P
i drizak nepiekritu
o i drizak piekrit
30% | rizak piekritu
® pilniba piekritu
20% +—— L .
10% -
0%
macdbu dalibnieku macibu procesa izveért&jums madbu rezultatu parneses
kompetences limena un madbu laika un/vai péc darba vide izvertejums ilgaka
motivacijas macibam macbam laika posma péc macdbam

izvértéjums pirms mactbam

3. att. Termina “macibu izvértéjums” uztvere. Respondentu atbildes %
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Ta ka macibu mérki uznémumos ir atskirigi, tad macibu veidi varié. Liela-
ka dala uznémumu izvélas visu veidu macibas, tiek realizétas gan ieks$éjas 85%
(n=89), gan korporativas95% (n=99), gan atvértas 94% (n=98) macibas. Dazadi-
ba macibu veidu izvélé ir apstiprindjums teorétiskajam pienémumam, ka maci-
bu mérkim batu janosaka macibu veids. Lielakoties vaditaju apmacibas tiek or-
ganizétas divas (42%, n=44) vai vienu reizi gada (38%, n=39). Tikai neliela dala
uznémumu (20%) tas organizé biezak.

Izpratne par mdcibu un biznesa rezultatu saistibu. Respondenti saista va-
ditaju macibu rezultatu ar darba rezultatiem 95.2 % (n=99), tomér tre$a dala no
respondentiem norada uz macibu rezultata netie$u saistibu ar darba rezultatiem,
uzskatot, ka macibas ir motivéjoss un emocionals faktors vaditaja darba.

Macibu izvertéjuma kritériji. 3. tabula paradits, ka visbiezak lietotie maci-
bu izvértéjuma kritériji pakalpojuma sektora uznémumos ir mdcibu izmaksas
91.3%, kadas macisanas metodes tiek izmantotas 90.3%, kada meéra mdcibu snie-
dzéjs piemérots uznémuma vajadzibam 88,5% un vai vaditdji macibas uzskata
par jéegpilnam 88,5%. Retak lietoti macibu izvértéjuma kritériji pakalpojuma
sektora uznémumos ir: ka mainds vaditaju darba rezultati péc macibam, un ka
mainds vaditaju attieksmes un uzvediba péc macibam.

3. tabula

Macibu izvértéjuma kritériji. Respondentu izvéles %

Novértéjums
Vienmeér | Biezi | Kopa | Reti | Nekad | Kopa
Apgalvojums
Macibu izmaksas 62.5 28.8 | 91.3 7.7 1 8.7
Kadasmaasanasmetodes tiek 53.8 365 | 903 8.7 1 9.7
izmantotas

Vai vaditaji macibas uzskata par

R 41.3 47.2 | 88.5 | 11.5 0 11.5
jégpilnam

Kada méra macibu sniedzgjs

L p A 58.7 29.8 | 88.5 | 10.6 1 11.6
piemérots uznémuma vajadzibam

Kada méra macibas ir

nepiecieamas uznémumam 53.8 346 | 884 | 10.6 1 11.6
Macibu ilgums 56.7 279 | 84.6 | 12,5 2.9 15.4
Kads ir vaditaju emocionalais

noskanojums péc macibam, 34.6 452 | 79.8 | 18.3 1.9 20.2

emocionala attieksme

Ka iegutas zinadanas un prasmes ir

. . _ i 32.7 452 | 779 | 20.2 1.9 22.1
izmantojamas uznémuma

Ka mainas vaditaju attieksmes un

= A A 20.2 51 712 | 23.1 5.8 28.9
uzvediba péc macibam

Ka mainas vaditaju darba rezultati

péc macibam 21.2 413 | 62.5 | 337 3.8 37.5
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Ka kritérijus vaditaju macibu izvértéjuma respondenti biezak (V4. =
76,2%; un V. posina = 86,37%.) nosauc postindustrialos (2.tabula iekrasoti) krité-
rijus: tradicionalo un postindustrialo kritériju attieciba ir 4:9.

Tris ceturtdalas respondentu macibu planosanas procesa kopa ar macibu
sniedzé&ju plano ari macibu izvértéjumu ilgaka laika posma péc macibam, tacu
diemzél tas tiek realizéts tikai viena tre$dala uznémumu, kas neatbilst labai ma-
cibu izvértéjuma praksei.

Macibu izvertéjuma metodes. Visbiezak lieto subjektivas macibu izvértéju-
ma metodes: aptaujas macibu dalibniekiem; sarunas ar vaditajiem par macibu
procesu un macibu rezultatiem; sarunas par realizétajam macibam; darba no-
vértéSanas parrunas, ka ari tie$a vaditaja vértéjumu macibu dalibnieka sasnie-
gumam (skat. 4. tabulu). Autore secina, ka aptaujas datu analize uzrada macibu
izvértéjuma praksé pastavosas pretrunas: no vienas puses 96,1% (n=100) res-
pondentu uzskata, ka macibu izvértéjums ir macibu rezultatu darba vidé parne-
ses izvértéjums, bet, no otras puses, macibu izvértéjuma metodes, kas tiesi méra
macibu rezultatu parnesi darba vidé, tiek izvélétas salidzino$i reti.

Visretak tiek izmantotas metodes, kas ietver zemaku subjektivitates lime-
ni un objektivakus raditajus, pieméram, zinasanu un prasmju parbaudes testus,
un persondla mainiba vaditaja vaditaja struktirvieniba, ka ari aréja eksperta
macibu izvértéjums, mdcibu dalibniekam padoto darbinieku viedoklis par izmai-
nam vaditaja uzvediba péc macibam un macibu dalibnieka uzvedibas novérojums
ar definétiem noverojuma kritérijiem.

Tradicionalo (tabula 4. iekrasotas) un postindustrialo izvértéjuma metozu
attieciba ir 9:6, kas liecina, ka biezak (Vvid.trad = 38,17%; postindustrialo meto-
zu Vvid.postind = 34,29%) CRV un CRA specialisti nosauc tradicionalas maci-
bu izvértéjuma metodes.

Pétijuma parstavétajos uznémumos tiek ievérots macibu izvértéjuma plano-
$anas posms — macibu vajadzibu noteik$ana un macibu mérka izvirzisana, kas
sasaucas ar teorijas nostadném. Butiskaka nozime ir macibam, kas pievieno vér-
tibu vaditaju darba sniegumam un pastarpinati vai tie$i paaugstina uznémuma
rezultatus. Pozitivi vértéjama tendence, ka macibas uznémumos nenotiek tadél,
ka “visi ta dara” vai tikai tadél, ka “tas kadu laiku nav bijusas”

Visbiezak, 82,6% par vaditagju macibu meérki tiek izvirzita jauno vaditaju
kompetences pilnveide un nodalas darba rezultatu uzlabosana 76%. Visretak
macibas tiek organizétas tadé], ka vaditajiem ilgi tas nav bijusas macibas (25%)
vaj ari tadél, lai uzlabotu vaditaju emocionalo passajitu (50%) Divas tresdalas
respondentu norada, ka uzpémumos tiek ievérots svarigs macibu motivacijas
un izvértéjuma aspekts — macibu dalibnieku informésana par macibu mérki un
uzdevumiem. Tre$dala respondentu atbild, ka macibu dalibnieki tiek informéti
daléji, un tikai nepilni divi procenti respondentu atbild, ka neinformé macibu
dalibniekus par macibu mérki.

30



Macibu izvértéjuma metodes. Respondentu izvéles %

4. tabula

Novertéjums
Apgalvojums

Vienmeér

Biezi

Kopa

Reti

Nekad

Kopa

Aptauja macibu dalibniekiem par
realizétajam macibam

48.1

28.8

76.9

20.2

2.9

23.1

Sarunas ar vaditajiem par macibu
procesu un macibu rezultatu

25

42.3

67.3

32.7

32.7

Darba noveértésanas parrunas

32.7

32.7

65.4

26

8.6

34.6

Tiesa vaditaja vértéjums macibu
dalibnieka sniegumam

8.7

50

58.7

34.6

6.7

41.3

Neformalas tik$anas, kuras
macibu dalibnieks nodod iegutas
zinasanas citiem

6.7

26.9

33.6

59.6

6.8

66.4

Macibu dalibnieka vadito
projektu/ darbu noveértéjums
pécmacibu perioda

4.8

26

30.8

41.3

27.9

69.2

Vaditaja individuala ricibas plana
izveide un izpildes kontrole
macibu rezultatu parnesei darba
vidé

5.8

24

29.8

38.5

70.2

Macibu dalibnieka uzvedibas
novérojums bez definétiem
novérojuma kritérijiem

3.8

24

27.8

38.5

72.2

Izmainas uznémuma finansu
raditajos, biznesa rezultatos

5.8

20.2

26

41.3

32.7

74

Klientu atsauksmes par konkréto
vaditaju

3.8

22.2

26

31.7

42.3

74

Macibu dalibnieka uzvedibas
novérojums ar definétiem
novérojuma kritérijiem

2.9

20.2

23.1

32.7

44.2

76.9

Macibu dalibniekam padoto
darbinieku viedoklis par
izmainam vaditaja uzvediba péc
macibam

1.9

18.3

20.2

37.5

42.3

79.8

Aréja eksperta macibu
izvértéjums

2.9

17.3

20.2

27.9

79.8

Personala mainiba vaditaja
vaditaja struktirvieniba

2.9

18.3

42.3

81.7

Zinasanu un prasmju parbaudes
tests

3.8

17.3

49

82.7
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Vaditaju macibu vajadzibas noteik$anai praksé visbiezak lieto darba snie-
guma vai attistibas novértéjumu un vaditaja ikdienas darba novértéjumu. Tresa
visbiezak nosaukta aktivitate ir vaditaja pasa iniciativa. Tas ir jaunas, lidz $im
literatGira neminétas (skat. 4. attélu).

Visbiezak un visretak izmantotas aktivitates, kas izmantotas, lai noteiktu vaditaju macibu
vajadzibas
100% gl o
90% +—— 18.3
231
80% +—
70%
60% +—— 404 ® Nekad
50%:=—] Daireiz
53.8 53,
40% - — BieZi
423
30% - 27.9 I H Vienmer
20% - F—
10% ] . . 12-5 11-5 |
- N @ =
Darba snieguma Vacftajalkdlenas Vaditaja Nosaka mates Klientu aptauju
novértésanas  darba novérojums  pasiniciativa kompanija rezultati
un/vai attistibas
parrunas

4. att. Aktivitates macibu vajadzibu noteik$anai

Parasti uznémuma svarigakie faktori macibu sniedzéja izvélei ir macibu
sniedzéja spéja macibu programmu saturu pielagot uzpémuma vajadzibam
(95,2%) un atsauksmes par macibu sniedzé&ju (88,5%) un konkréta pasniedzéja
personiba (85,6%).

Vairak neka puse respondentu tikai daléji apstiprina, ka paredzamie maci-
bu rezultati tiek skaidri definéti un péc macibam meériti. Tresa dala respondentu
norada, ka plano gala macibu rezultatu, savukart tikai nedaudzi zina, ka noteiks,
vai vaditaju kompetence macibu rezultata ir pilnveidota (skat. 5. attélu).

19. jaut. Vai, uzsakot vaditaju macibas, 21. jaut. Vai tiek izlemts, péc kadiem
nosakat macibu gala rezultatus? kritérijiem varés noteikt, ka kompetences
ir pilnveidotas
6.7 1.9
) 0
ml5 23.1 17.3 s
35.6 .
Dalsji Dalgji
mNe mNe
= Cits m Cits
55.8
59.6

5. att. Macibu rezultatu noteik$ana un kriteériji to mérisanai
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Darbinieku kompetences izvértésanai pirms macibam tiek izmantotas meto-
des, kas organiski saistitas ar darba izvértésanu ikdiena. Netiek izmantotas me-
todes, kuru meérkis tikai un vienigi ir saistits ar macibu planos$anu, kas varétu
liecinat par ierobezotiem laika un cilvéku resursiem. Visbiezak vaditaju eso$o
kompetenci macibam izvérté, nemot véra tie$a vaditaja sniegto novértéjumu,
darba snieguma novérté$anas parrunas un novérojumu ikdienas darba.

Secinos$a datu analizes dala tika parbauditas pétijuma izvirzitas hipotézes.

Tradicionalo un postindustrialio mdacibu izvértéjuma
kritériju un metozu lietojuma sakariba

Lai parbauditu H1 - Uzpémumu praksé macibu izvértéjuma tiek izmanto-
ti kritériji un metodes, kas ir neraksturigas tradicionalajiem macibu izvérte-
$anas modeliem, - tika izmantots Vilkoksona tests un salidzinati tradicionalo
un postindustrialo macibu izvértéjuma kritériju un metozu lietojuma biezumi.

Kritériju lietojumu sakaribu parbauda Hla - Uznémumu praksé macibu iz-
vertejuma tiek izmantoti kriteriji, kas ir neraksturigi tradicionalajiem mdcibu
izvertésanas modeliem. legitie datu apstrades rezultati parada (skat. 5. tabulu),
ka starp tradicionalo un postindustridlo macibu izvértéjuma kritériju lietoju-
mu pakalpojumu sektora uznémumu praksé pastav tendences limena atskiriba
(0,05<p=0,089<0,1). Tadél var secinat, ka Hla - ir daléji apstiprinajusies.

5. tabula
Atskiribas postindustrialo un tradicionalo macibu izvértéjuma kritériju lietojuma
Macibu izvertéjuma kritériji Z p Secinajums
Postindustrialie vs -1,702 0,089 | Atskiribas nav statistiski
tradicionalie (anketaptaujas nozimigas, bet tas vérojamas
11. jaut.) tendencu limeni
(0,05<p < 0,10)

Metozu lietojuma sakaribu parbauda ar H1b - Uznémumu praksé macibu iz-
vertejuma tiek izmantotas tadas metodes, kas ir neraksturigas tradicionalajiem
macibu izvértéSanas. Ar Vilkoksona testu salidzinati tradicionalo un postindus-
trialo macibu izveértéjuma metozu lietojuma biezumi. legutie rezultati parada
(skat. 6. tabulu), ka pakalpojumu sektora uznémumu praksé starp tradicionalo
un postindustrialo macibu izvértéjuma metozu lietojumu pastav statistiski nozi-
miga atskiriba (p<0,5). Tadé] var secinat, ka H1b - ir apstiprinajusies
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6. tabula

Atskiribas postindustrialo un tradicionalo macibu izvértéjuma metozu lietojuma

Macibu izvértéjuma metodes Z P Secinajums
Postindustrialas vs -2,516 | 0,089 | Atskiribas nav statistiski nozimigas,
tradicionalas (anketaptaujas bet tas vérojamas tendencu limeni
14. jaut.) (0,05<p < 0,10)

Lai parbauditu H2 - Macibu izvértéjuma kritériji un metodes atskiras
dazada lieluma un dazada pakalpojuma veida uzpémumos - datu analizé
izmantoju Kruskola-Valisa testu. Apakshipotézu H2a-H2d parbaudei datu ap-
stradé janodala divas faktorialas un divas rezultativas pazimes. Saja pétijuma
faktorialas pazimes ir uznémuma pakalpojuma veids un uzpémuma lielums
un rezultativas pazimes ir macibu izvértéjuma kritériji un macibu izvertéjuma
metodes.

Visus anketaptauja parstavétos uznémumus sarba autore sadaljja tris grupas:
intelektualie 22% (n=22), saimnieciski administrativie 59% (n=62), un citi pa-
kalpojumi 19 % (n=20).

Lai konstatétu, vai vaditaju macibu izvértéjums ir saistits ar uznémuma lielu-
mu, uznémumi tika sadaliti $ada veida: mikrouznémums un mazs uznémums -
16% (n=16), vidéjs uznémums — 41% (n=42) un liels uznémums - 44% (46).

Uznemuma pakalpojuma veida ietekme uz macibu izvértéjuma kritérijiem

un metodem

Lai parbauditu H2a - Macibu izvértéjuma kritériji atSkiras dazada pakalpo-
juma veida uznémumiem, autore noteica uznémuma pakalpojuma veida saistibu
ar tradicionalo un postindustrialo macibu izvértéjuma kritériju lietojumu.

Kruskola Vallisa testa rezultati neuzrada statistiski nozimigu ietekmi nevie-
nam no minétajiem macibu izvértésanas kritérijiem saistiba ar uznémuma pa-
kalpojuma veidu, taitad H3 nav apstiprinajusies. Sads rezultats nav visparinams,
jo salidzinamas grupas ir nelielas.

Lai parbauditu H2b Macibu izvértéjuma metodes atskiras dazada pakalpoju-
ma veida uznémumiem, autore noteica uznémuma pakalpojuma veida saistibu
ar tradicionalo un postindustrialo macibu izvértéjuma metozu lietojumu.

Saistiba ar uznémuma pakalpojuma veidu rezultati uzrada statistiski nozimi-
gu tendences limena ietekmi tikai vienai no minétajam macibu izvértésanas me-
todém: Macibu dalibnieka vadito projektu/ darbu novértéjums pécmdcibu perioda
(0,05<p=0,056<0,1). Rezultati parada, ka H2b ir daléji apstiprinajusies. Sads re-
zultats nav visparinams, jo salidzinamas grupas ir nelielas.

Minéta tendence, ka pastav atskiribas “mdacibu dalibnieka vadito projektu/
darbu novertéjuma” dazadu pakalpojumu veidu uznémumiem, uzskatami para-
dita attéla 6. attéla. Intelektualo pakalpojumu uznémumos $1 macibu izvértéju-
ma metode izvéléta visretak.
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6. att. Macibu izvértéjuma metoZu izvéles biezuma un pakalpojumu veida sakaribas

Uznémuma lieluma ietekme uz macibu izvértéjuma
kritéerijiem un metodém

Lai parbauditu H2c Macibu izvértéjuma kritériji at$kiras dazada lieluma
uznémumiem, autore noteica uznémuma lieluma saistibu ar tradicionalo un
postindustrialo macibu izvértéjuma kritériju lietojumu biezumu.

Kruskola Vallisa testa rezultati neuzrada statistiski nozimigu ietekmi nevie-
nam no minétajiem macibu izvértésanas kritérijiem saistiba ar uznémuma lielu-
mu, tatad H2¢ nav apstiprinajusies.

Lai parbauditu H2d Macibu izvértéjuma metodes atSkiras dazada lieluma
uznémumiem, autore ari izmantoja Kruskola Vallisa testu un noteica uznému-
ma lieluma saistibu ar tradicionalo un postindustrialo macibu izvértéjuma me-
tozu lietojumu bieZumu.

Kruskola Vallisa testa rezultati uzrada statistiski nozimigu atskiribu
(p=0,027<0,05) vienai no minétajam macibu izvértéSanas metodém un ten-
dences limena atskiribu ari vienai no minétajam macibu izvértéSanas metodém
(0,05<p=0,060<0,1) Tatad H6 Macibu izvértéjuma metodes atskiras dazada lie-
luma uznémumiem, ir daléji apstiprinajusies.

Minéta tendence uzskatami paradita 7. attéla. Jo uznémums lielaks darbinie-
ku skaita zina, jo biezak macibu izvértéjuma tiek izmantotas “aptaujas macibu
dalibniekiem par realizétajam macibam”. Savukart izvértéjuma metode “tie$a va-
ditaja vértéjums macibu dalibnieka sniegumam” visbiezak tiek izmantots mikro
un mazajos uznémumos.
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7. att. Macibu izvértéjuma metoZu izvéles bieZuma un uznémuma lieluma sakaribas

Aptaujas rezultati uzrada statistiski nozimigu atskiribu vienai un tendences
limena at$kiribu ari vienai no macibu izvérté$anas metodém Tatad hipotéze
(H2d) - Macibu izvértéjuma metodes atskiras dazada lieluma uzpémumiem - ir
daléji apstiprinajusies.
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3. VADITAJU MACIBU IZVERTEJUMA PILNVEIDES
VIRZIENI PAKALPOJUMU UZNEMUMOS
Tresaja nodala ir 31 Ipp. un 2 atteli

Teorijas un prakses izpétes rezultata autore atklaj vairakus tradicionalos
un postindustrialos macibu izvértéjuma kritérijus un metodes, kas ir aktualas
un bitu jaizmanto vaditaju macibu izvértéjuma Latvijas pakalpojumu sekto-
ra uzpémumos. Ka tradicionalos macibu izvértéjuma kritérijus autore iz-
dalija: macibu izmaksas, vaditagju emocionalais noskanojums péc macibam,
emocionala attieksme, vaditaju attieksmes un uzvedibas péc macibam izmainas,
vaditaju darba rezultatu péc macibam izmainas. Ka postindustrialos macibu
izvértéjuma kritérijus autore izdala: vaditaju macibas izmantotds maciSanas
metodes, vaditaju viedoklis, vai vini macibas uzskata par jégpilnam, macibu
sniedzéja piemérotiba uznémuma vajadzibam, macibu nepiecie$amiba uznému-
mam, macibu ilgums, iegiito zinaganu un prasmju izmantojamiba uzpémuma.

Pie tradicionalajam macibu izvértéjuma metodém ir pieskaitamas §is:
aptauja macibu dalibniekiem par realizétajam macibam, tiesa vaditaja vértéjums
par macibu dalibnieka sniegumu, macibu dalibnieka vadito projektu un darbu
novértéjums péc macibam, izmainas uzpémuma finansu raditajos un biznesa
rezultatos, macibu dalibnieka uzvedibas novérojums ar definétiem novérojuma
kritérijiem, zina$anu un prasmju parbaudes tests. Pie postindustrialajam ma-
cibu izvértéjuma metodém pieskaitamas: sarunas ar vaditdjiem par macibu
procesu un macibu rezultatu; darba novértésanas parrunas; neformalas tik§anas,
kuras macibu dalibnieks nodod iegiitas zinaanas citiem; vaditaja individuala ri-
cibas plana izveide un izpildes kontrole macibu rezultatu parnesei darba vidé;
macibu dalibnieka uzvedibas novérojums bez definétiem kritérijiem; macibu
dalibniekam padoto darbinieku viedoklis par izmainam vaditaja uzvediba péc
macibam; klientu atsauksmes par konkréto vaditaju; aréja eksperta macibu iz-
vértéjums; personala mainiba vaditajam paklautaja struktarvieniba.

Macibu izvértéjuma prakses Latvijas pakalpojumu sektora uznémumos izpé-
te apstiprinaja un precizéja teorija analizétas macibu izvértéjuma aktualitates:

1) macibu izvértéjuma svarigi ir ievérot macibu vajadzibu un meérka

atbilstibu ne tikai uznémuma, bet ari atsevisku individu vajadzibam;

2) macibu dalibnieku apmierinatiba ar macibam precizak definéjama ka

macibu dalibnieku emocionalas attieksmes;

3) macibu izmaksu atbilstiba uznémuma vajadzibam un iespéjam ietekmé

macibu izvértéjumu.

Promocijas darba pétijuma meérkis bija atklat un veicinat tadu macibu
izvértéjuma kritériju izstradi, kas butu pieméroti uznémumu praktiskajam vaja-
dzibam un veicinatu planotu vaditaju macibu izvértéjumu pakalpojumu sektora
uznémumos. Izpétes rezultata autore piedava vaditaju macibu izvértéjuma mo-
deli. Izveidotais modelis attélots 8. attéla, un uznémumos veicamas aktivitates
modela ievie$anai praksé aprakstitas talak $aja nodala.
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Galvena un no citiem macibu izvértéjuma modeliem atskiriga $1 modela
iezime ir ta, ka macibu procesa izvértéjums ir nodalits no macibu rezultatu
izvertéjuma (skat. 8. att.). Tas ir svarigi, lai neveidotos barjeras macibu izvérté-
juma. Atdalot macibu procesa izvértéjumu no rezultatu izvértéjuma, var precizi
noteikt, vai vajadzibas ir apmierinatas, vai izvirzitie mérki ir sasniegti un uzde-
vumi ir istenoti. Intervijas Latvijas pakalpojumu uznpémumu atseviski macibu
specialisti noradija, ka macibu izvértéjumam vajadzétu but divéjadam: no vienas
puses — izvértét macibas uzreiz péc macibam, un no otras puses — izvértét maci-
bas péc kada laika, kur tas vérté gan macibu dalibnieks pats — vai macibas kaut
ko ir devusas, mainijusas, gan ari citi izvérté macibu dalibnieka kompetences
izmainas. Vairaki pétnieki uzsvérusi teorétisku nepieciesamibu nodalit macibu
procesa un rezultatu izvértéjumu, ievérojot konkrétus kritérijus (Tannenbaum,
Woods 1992; Stokking, 1996; Iles et al, 1996).

Modelis norada, ka ir svarigi $adi macibu izvértéjuma kritériji:

1) Macibu procesa izvértéjuma: macibu vajadzibas, macibu mérki, macibu
programmas saturs, macibu metodes, macibu sniedzéjs, macibu dalibnie-
ku emocionalas attieksmes, macibu atbilstiba uzpémuma iespéjam;

2) Macibu rezultatu izvértéjuma: attieksmes, uzvediba, darba sniegums, uz-
némuma biznesa rezultati.

Modelis nenorada uz konkrétam macibu izvértéjuma metodém, jo optimalas
izvertéjuma metodes izvéli nosaka izvértéjuma mérki un daudzveidigais uzné-
mumu biznesa un macibu konteksts.

Macibu procesa izvértéjums ietver macibu mérka, macibu atbilstibas uzne-
muma vajadzibam, macibu programmas satura, macibu metodes, pasniedzéja
profesionalitates, macibu aprikojuma un telpu izvértéjumu, un tas jaizvérté at-
seviski no macibu rezultata. Macibu procesa izvértéjums ka viena no macibu iz-
vértéjuma sastavdalam ir integréts ar pas$am macibam, 1 integracija veidojas jau
macibu planosanas laika. Ka norada Klarks, procesa un rezultatu izvértéjuma
iegatie dati ne vienmér ir lidzigi, kas izraisa diskusijas par tradicionalo uzskatu,
ka macibu izvértéjums viena limeni ietekmé macibu izvértéjumu nakamajos li-
menos (Clarck, 2008).

Macibu izvértéjuma nozimigakais un 1. kritérijs ir macibu vajadzibas
(skat. 8. att.). Veicot macibu izvértéjumu, pirmkart jaizvérté, cik precizi ir no-
teiktas macibu vajadzibas un otrkart, cik atbilstosi tam izvirzits 2. izvértéjuma
kritérijs — konkréto macibu meérkis, kas apriori ietver sevi paredzamo macibu
rezultatu. Ka apstiprinaja mans pétjjums, tad macibu vajadzibas, macibu mérki
un paredzamie macibu rezultati ir individuali katram darbiniekam un kopigi
visam uzpnémumam. Tas pierada macibu izvértéjuma daudzdimensitati, kas ir
raksturiga postindustrialaja sabiedriba. Vienlidz svarigi macibu procesa izvérté-
juma kritériji ir: 3.1. kritérijs - macibu programmas saturs; 3.2. kritérijs — da-
zadas macibu metodes, ko nosaka macibu vajadzibas un meérkis; 3.3. kritérijs -
macibu sniedzgjs; 3.4. kritérijs - macibu dalibnieku emocionalas attieksmes;

39



3.5. kritérijs — izmaksu atbilstiba uznémuma iespéjam (skat. 8. att.). Robezas
starp kritérijiem ir plastosas un dinamiskas, tas var mainities atbilstosi izmai-
nam situacija un informacija. Pieméram, atrasta atbilsto$a macibu programma,
bet, iepazistoties ar macibu sniedzé&ju, secinats, ka macibu sniedzgéjs neatbilst
uznémuma vajadzibam un meérkiem, tadé] tiek pienemts lémums — no atrastas
programmas atteikties. Modelis prasa izvértét katru ta kritériju, lai pienemtu lé-
mumu par macibu un macibu izvértéjuma organizé$anu, tomér galveno fokusu
vérsot uz vajadzibam un mérkiem.

Macibu procesa izvertéjums ir saistits ar macibu rezultatu izvértéjumu,
tacu vienlaikus no ta nodalits. Abus macibu izvértéjuma posmus saista laiks —
no 0 lidz 6 ménesiem (sk. 8. att.). Laika posms “0 méne$u” nozimé, ka rezultatu
izvértéjumu veic macibu procesa vai talit péc macibam; savukart laika posms
“lidz 6 ménesi” nozimé laiku, kad vél ir lietderigi veikt izvértéjumu, lai iegtitu
secinajumus par macibu rezultatu parnesi darba vidé. Par optimalo laika posmu
macibu rezultatu ietekmes darba vidé izvértéjumam iesaka laiku no 3 lidz 6 meé-
nesiem (Liedtka, Weber, Weber, 1999; Pineda, 2010; Siti, Shamsuddin, 2011; Lu,
Betts, 2011). Promocijas darba autore uzskata, ka, lai spriestu par macibu re-
zultatu ietekmi darba vidé, masdienu mainigaja ekonomikas vidé nav lietderigi
macibu izvértéjumu veikt ilgaka laika perioda ka 6 ménesi. Ari praktiskaja péti-
juma Latvijas pakalpojumu uznémumos tika iegits apstiprinajums $ada macibu
izvértéjuma laika perioda lietderigumam.

Jaievéro konsekvence macibu vajadzibu un mérku definéjuma laika
plisma no macibu un macibu izvértéjuma planosanas lidz macibu rezultatu
izvértéjumam. Autoresprat, macibu rezultatu izvértéjuma svarigi ir noteikt, vai
vajadzibas un mérki ir identiski macibu procesa izvértéjuma definétajiem.

Macibu rezultata izvértéjums ietver vairakus kritérijus, kas parada macibu
rezultata notikusas izmainas: 2.1. kritérijs — attieksmes; 2.2. kritérijs — uzvediba;
2.3. kritérijs — darba sniegums; 2.4. kritérijs - uznémuma biznesa rezultati.

Ieprieks uzskaititos kritérijus izvérté tikai tad, ja to nosaka macibu izveérte-
juma meérkis. Tas nozimé, iespéjams, javérté visi kritériji, tacu var izvértét ari
vienu vai divus u.t.t., ka ari atbilsto$i macibu rezultatu neizveértét, ja to neprasa
macibu procesa sakuma izvirzitais mérkis.

Par respondentu gatavibu izvértét 4. kritériju — macibu atbilstibu uznémuma
biznesa rezultatiem - liecina atbildes, kas parada, ka respondenti saista vaditaju
macibu rezultatu ar biznesa rezultatu — gandriz visi aptaujatie piekrit, ka speci-
fisku macibu par biznesa jautajumiem rezultati ir tiesi saistiti ar darba rezulta-
tiem. Tiek atzits, ka macibu rezultatiem jabut tiesi saistitiem ar darba rezulta-
tiem, citadi macibam nav veértibas, tacu tiek uzsvérta ari macibu netiesa saistiba
ar biznesa rezultatu, jo macibas ir motivéjo§s un emocionals faktors vaditaja
darba, tam ir netiesa saistiba ar darba rezultatiem.

Pétijuma rezultati liecina, ka nepiecieSams noradit uz visparigiem ar izvei-
dota macibu izvértéjuma modela ievie$anu saistitiem jautajumiem, kas attie-
cas uz vaditaju macibu izvértéjumu uznémuma kopuma.
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Ievérojot modela izveides teorétisko un empirisko fokusu: vaditaju visparéjo
macibu izvértéjums - lietderigi $adu modeli bitu izmantot macibu, kuras tiek
attistitas socialas kompetences, izvértéjuma.

Pirms sakt planot macibu izvértéjumu, pakalpojumu sektora uznémuma va-
ditajiem, CRV un CRA specialistiem, ir lietderigi, atbildét uz jautajumiem par:
izvertéjuma validitati - vai tiks izvértéts tas, ko vélas izvértét?; ticamibu - vai
tiks izvértéts paredzama/prognozéjama veida?; praktiskumu - vai tas, kas un ka
tiek izvértéts, ir noderigs realaja uznémuma darbiba?; taisnigumu - vai tas, kas
un ka tiek izvértéts, ir labvéligi un rosinosi jebkuram macibu dalibniekam?; cik
liels bais macibu dalibnieku skaits, kas tiks ietverts macibu izvértéjuma?

Lietisko pétijumu praksé novérots, ka macibas léemumu pienéméji uznpému-
mos biezi trakté ambivalentos terminos. No vienas puses, macibas uzskata par
universalu risinagjumu visam problémam (Gomez-Mejia, Balkin, Cardy 2004;
Lu, Betts, 2011); bet, no otras puses, tas analizé tikai laika un naudas izmaksu
terminos (Giangreco, Peccei, 2005; Giangreco, Sebastiano, Peccei, 2009),
nenemot véra socialo faktoru, emocionalos ieguvumus, kas ir svarigi darba mo-
tivatori. No uzpémuma biznesa rezultatu aspekta svarigi ir izvéléties dazus — ba-
tiskus un precizus - macibu ietekmes indikatorus, jo pretéja gadijuma tiek radits
bagatigs datu apjoms, tacu stratégiska limeni var izpalikt nozimigi un ticami
pieradijumi par investicijam macibas un attistiba.

Mazaks macibu dalibnieku skaits prasa mazaku izvértésanas kapacitati. Tacu
viena gadijuma izvértéjumam ir mazaka nozime uzpémuma stratégiskaja attis-
tiba, ja vien $is gadijums nav saistits ar augstaka limena vaditaju, kura macibas
ietekmé visu uznémumu (Short, 2009a, 2009b, 17). Lielaka macibu dalibnieku
skaita macibu rezultatu izvérté$ana var palidzét samazinat izvértétaja darba
slodzi, pieméram, izmantojot aptaujas un strukturétas intervijas, (Short, 2009b,
Liedtka, Weber, Weber, 1999). Tacu tas var radit ari lielakas nekonsekvences iz-
vértéjuma vai pat manigus rezultatus (Short, 2009b).

Janem veéra, ka cilvéki macas nepartraukti. Maci$anas procesam vairs nevar
novilkt stingras robezas laika un telpa. Ir gandriz neiespé&jami noskirt un izmerit
konkrétu labumu no atseviskam darbinieku macibam, jo vairaki macisanas vei-
di sajaucas un ietekmé kopigo rezultatu. Attistoties modernajam tehnologijam,
darbinieks daudz var apgut pasmacibas cela, tadé] macibu dalibnieki macibas
ienes savas profesionalas pieredzes un citu dzives jomu zinasanas, prasmes, at-
tieksmes.

Macibu izvértéjums biezi ir saistits ar psihologisko spriedzi, pretestibu un
aizsardzibas mehanismiem gan individuala, gan uzpémuma limeni. Macibas
uznémuma ir parmainas domasana un riciba gan individuala, gan grupu, gan
organizacijas limeni. Katra limeni var rasties barjeras attieksmé pret parmainam
(Mazutis, Slawinski, 2008).
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Darba autore iesaka jauno izvértéjuma modeli raksturojosas aktivitates,
kas veicamas macibu procesa un macibu rezultatu izvértéjuma. Vispirms jasak
ar macibu procesa izvértéjumu.

Nosakot macibu vajadzibas, janem véra uznémuma vajadzibas. Saja posma
CRV un CRA specialistiem sarunas ar vaditajiem, veicot darba snieguma un at-
tistibas parrunu materialu analizi, izanalizéjot uznémuma stratégisko planu un
biznesa rezultatus, jasaprot informacija par situaciju uznémuma, noskaidrojot
vaditaju eso$o snieguma limeni uznémuma, lai varétu definét vélamo snieguma
attistibas limeni atbilsto$i uznémuma stratégiskajiem mérkiem.

Individuala pieeja, nosakot vaditdgju macibu vajadzibas, atvieglo macibu
mérku definé$anu. Japalidz izprast konkréto macibu saistibu ar dalibnieku per-
sonigajam vajadzibam - t. i, ka ieguldijumi macibu programmas apguvé piln-
veidos individualo profesionalo meistaribu. Tadéjadi jau pirms macibam tiks
apzinata macibu lietderiba, kas veicinas macibu dalibnieku motivaciju.

CRV un CRA specialistiem macibu vajadzibu noteik$anas posma nepiecie-
$ams runat ar potencialajiem macibu dalibniekiem, lai rosinatu vinus apzinaties
iespéjamo macibu rezultatu pielietojumu darba - tas arl veicina macibu
dalibnieku pirmsmacibu motivaciju, kas savukart talak ietekmé motivaciju ma-
cibu procesa un motivaciju izmantot macibu rezultatus darba. Tapat lietderigi
ir macibu vajadzibu noteik$anu saistit ar vaditaju karjeras attistibas planosanu,
jo macibu programma, kas piedava karjeras attistibai noderigu saturu, veicina
macibu motivaciju.

Vaditaju macibu vajadzibu noteiksanas procesa lietderigi ir izmantot darba
snieguma novertésanas un attistibas parrunas.

Macibu merkus nepiecieSams gan individualajam, gan grupu macibam de-
finét péc iespéjas precizi, jo tad var noteikt, kas tiesi veicams, lai izvértétu maci-
bas. Visparigu mérku definéana, pieméram: zina$anu apguve vai paplasinasana;
izraisa macibu sapltiSanu, kas savukart apgratina macibu izvértéjumu. Mérku
un ar tiem saistito planoto rezultatu preciza un konkréta definésana ir svariga,
lai izvértéjuma procesa varétu noteikt citu uzpémuma esosu faktoru ietekmi un
atklat tie$i macibu raditos rezultatus. Tadé] macibu un vienlaikus ari macibu iz-
vértéjuma plana izstradé japanak visu ieintereséto pusu — no macibu dalibnieku,
macibu sniedzéja un uznémuma vaditaja — jesaistiSanos.

Ikdienas praksé biznesa vides dinamiskums rada situaciju, ka biznesa mérki
biezi mainas, tadé] CRV un CRA specialistiem japarzina uznémuma biznesa si-
tuacija, lai macibu un macibu izvértéjuma mérkus elastigi saskanotu ar biznesa
mérkiem. Janem véra ari tas, ka sakotnéji definétie mérki var mainities konkré-
taja pieredzé, kas veidojas macibu procesa. Tadé] macibu organizatoriem, kas
uznémuma biezak biis CRV un CRA specialisti, nepiecieSams arl macibu nori-
ses laika tikties ar macibu sniedzéjiem un macibu dalibniekiem, lai iegtitu infor-
maciju par aktualam meérku izmainam.

Izvértéjot macibu programmas saturu, uzpémumu vaditajiem, CRV un
CRA specialistiem lietderigi vadities péc praksé parbauditas sakaribas: macibu

42



programmu satura un pielietojamibas péc macibam saistiba ar uznémuma mér-
kiem. Macibu eksperti Latvijas pakalpojumu uznémumos noradija, ka macibu
saturs un apzinatais iegiito zina$anu noderigums ir pozitivi saistits ar to, par cik
svarigu macibu dalibnieki uzskata nepieciesamibu apmeklét macibas.

Lietderigi izvirzit jautajumus: vai macibu saturs palidz domat kritiski; vai
rada izpratni par tému; vai veicina interesi par tému; vai rosina iesaistiSanos
pécmacibu aktivitatés (Darby, 2007).

Iesaku ka indikatoru izmantot vadibas kompetences attistibu, kuras Eiro-
pas dazadu limenu vaditaji intervijas un anketaptaujas atzinusi par svarigu, lai
nodrosinatu ilgtspéjigu un sociali atbildigu uznémuma attistibu (Hind, Wilson,
Lenssen, 2009).

Macibu metoZu izvértéjuma japievér§ uzmaniba, vai vaditaju macibas iz-
mantotas metodes, kas veicina darbu tie$i ar uznémeéjdarbibas vadisanas problé-
mam - t. i., metodes par ricibas apguvi un kas ietver sevi simulacijas, komandas
veido$anu, individualos, ka ari komandas projektus un daudzus citus panémie-
nus, kas saistiti ar realu vaditaju atbildibu, un Jauj kolégiem mijiedarboties un
izzinat sava uznémuma dazadus aspektus. Svarigi ir izvértét, vai macibu meto-
des ir atbilsto$as konkrétas macibu programmas satura apguvei; $o izvértéjumu
ieteicams veikt macibu sniedzgjiem un/vai uznémuma CRV un CRA specialis-
tiem. Macibu metozu izvértéjumu ir lietderigi saistit ar macibu tehnisko resursu
izvértéjumu un noskaidrot, vai macibu materialu klasts un ta prezentacija ir pie-
tiekama un kvalitativa, lai nodrosinatu macibu programmas satura apguvi; vai
macibu satura istenojumam ir piemeérotas macibu telpas un macibu tehniskais
nodrosinajums.

Izvértéjot macibu sniedzéja veikumu, javérté, vai macibu sniedzgjs diskuté
par macibu programmas satura piemérotibu konkrétajai macibu grupai. Sadas
diskusijas parada, ka macibu sniedzéjs izprot macibu meérki, macibu program-
mas saturu, un palidz CRV un CRA specialistiem noteikt nepiecie$amas izmai-
nas macibu satura un maci$anas metodeés, seviski, ja planots konkréto macibu
programmu izmantot atkartoti. Ka macibu sniedzéja izvértéjuma indikatoru var
izmantot macibu sniedzéja gatavibu sadarbibai, ka ari atgriezeniskas saites no
pasa macibu sniedzéja kvalitati.

Macibu sniedzgja izvértéjuma indikators var bt ari macibu sniedzéja pras-
me veikt macibu dalibnieku attistibas un macibu aktivitaSu novérojumu un
pasnovérojumu, izmantojot daléji strukturétus novérojumu protokolus. Svarigi
ir izveértét, vai macibu sniedzéjs bija labi sagatavojies, vai vina komunikacijas
saturs un veids bija skaidri saprotams un lietderigs, vai vin$ bija pilns entuzias-
ma attieksmé pret macibu procesu un ta dalibniekiem, vai macibu sniedzéjs bija
labs skolotajs (Darby, 2007).

Macibu dalibnieku emocionalas attieksmes ietver divus aspektus: viedokli
par macibam un apmierinatibu ar macibam. Gan uzpémumu vaditajiem, gan
CRV un CRA vaditajiem nepiecie$ams izprast, ka biezi vien macibu dalibnieku
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emocionalas attieksmes (t. i., reakciju) mérijumos iegitie rezultati nav saistiti ar
macibu kursa vai programmas apguves pakapi.

Vienlaikus jaizprot, ka negativas macibu dalibnieku reakcijas uz macibam
nav viennozimigi skaidrojamas. Negativas reakcijas var liecinat gan par augstu
macibu limeni (Tan et al., 2003), gan par zemu macibu limeni (Russ-Eft, 2005).
Iespéjamais, ka macibu dalibnieki biezi macibas beidz eiforijas stavokli, tadé] ti-
litéja pozitiva reakcija ir augstaka neka, mérot reakcijas, kadu laiku péc macibu
beigam (McEvoy, 1997).

Veicot macibu dalibnieku emocionalas attieksmes meérijumus, ieteicams
pamatoties uz $adiem indikatoriem: macibu atbilstiba macibu dalibnieku vaja-
dzibam un vélmém; macibas izvirzito mérku sasnieg$ana; satura piemérotiba un
kvalitate; metozu un tehnologiju piemérotiba un kvalitate; pedagogisko resursu
(macibu materiali, audiovizualie materiali) kvalitate; macibu sniedzéja profesio-
nalitate (zinasanas un prasmes pedagogiska limeni, komunikacijas un grupas
vadi$anas prasmes); psihologiska gaisotne macibu grupa; macibu dalibnieka ie-
saistiSanas pakape macibu procesa; iegiito zinaganu un prasmju pielietojamiba
darba; iespéja izteikt priekslikumus par macibu uzlabosanu; diskusijas par ma-
cibu saturu un metodém; citi pakalpojumi (telpas, kafijas pauzes, sanemta infor-
macija, u. c.).

Macibu atbilstiba uzpémuma iespéjam. Macibu planosanas posma
jaizverté lajka un finanSu resursi atkariba no vaditdgju macibu vajadzibam
un uzpémuma faktiskam iespéjam. Svarigi ir turét balansu starp uzpémuma
vajadzibam un planoto macibu budzetu. Ka liecina macibu izvértéjuma prakse,
tad $ads izvértéjums nodrosina iespéju pielagot macibas uzpémuma biznesa
mérkiem, jeviest uzlabojumus macibu procesa un optimizét turpmako macibu
planosanu.

Mana izveidota macibu izvértéjuma otrs posms ir macibu rezultatu izveér-
téjums. Tie$i péc macibu rezultatiem nosaka, kada limeni sasniegti izvirzitie
macibu mérki. Pamatojoties uz iegiito macibu rezultatu izvértéjumu, pienem lé-
mumu par nepiecie$amajiem uzlabojumiem macibu procesa.

Jaievéro, ka laika periodam jabut pietiekami ilgam, lai macibu dalibnieki
pagitu izmantot zinasanas un prasmes un apzinatos, cik labi vini ir sagatavoti
darbam. Tac¢u periodam ir jabat ari pietiekami isam, lai macibu dalibnieki
atcerétos to, ko macibas ieguvusi, un tieSajiem vaditajiem butu iespé&jams
salidzinat macibu dalibnieku sakotnéjo un péc macibu darba sniegumu, jo
noilgums laika macibu dalibniekiem rada gratibas paradit tiesu saistibu starp
macibam un véra nemamam izmainam darba snieguma. Tadé| ieteicams veikt
macibu rezultatu izvértéjumu laika no 3 lidz 6 ménesiem.

Saja laika posma beidzas t. s. pécmacibu eiforija, ieglitds zinaganas un
prasmes materializéjas un klast stabilakas. Uzpémumu vaditajiem, CRV un
CRA specialistiem janem véra ari tas, ka vispiemérotakais macibu rezultatu
izvértéjuma periods ir atkarigs no macibu sarezgitibas - t. i., sarezgitakas un
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daudzas prasmes, kas iegiitas macibas, tiek parnestas darba vidé ilgaka laika
perioda, tacu, neparsniedzot seSu ménesu laika robezu.

Attieksmes izvértésana. CRV un CRA specialistiem un uzpémumu vadi-
tajiem japem véra ari tads macibu izvértéjuma praksé novérots fakts, ka ma-
cibu dalibnieki, kuriem talit péc macibam ir pozitiva attieksme (reakcija) pret
macibu aktivitatém un motivacija ieviest macibu rezultatus praksé, var mainit
savu attieksmi mijiedarbiba ar kolégiem un klientiem. Tadé]l macibu dalibnie-
ku tie$ajiem vaditajiem nepiecieSamas prasmes identificét, ka un kadas kolégu
un klientu attieksmes un darbibas negativi ietekmé macibu dalibnieku motiva-
ciju ieviest macibu rezultatus praksé. Ieteicams mérit attieksmes pret klientiem
izmainas, izmantojot klientu aptaujas, intervijas vai iespé&ju robezas “slepena”
klienta metodi. Lietderigas ir sarunas un/vai aptaujas darbiniekiem, kurus vada
macibu dalibnieks par to, ka mainijusas vaditaja attieksmes pret darbiniekiem
péc macibam.

Uzvediba. Izvértéjot macibu dalibnieku uzvedibu péc macibam, uzpémumu
vaditajiem, CRV un CRA specialistiem janem véra, ka, uzvedibas izmainas ka
konkrétu macibu rezultatu ir gratak identificét, ja vienlaikus tiek izvértéti vai-
raku macibu rezultati (Short, 2009b). Uzvedibas izmainas ka tadas ir sarezgitak
identificét neka reakcijas un attieksmju izmainas; macibu rezultatu parnesi dar-
bavieta veicinoss vai kavéjoss ar macibam ties$i nesaistits faktors var bat vadi-
taja attieksme. Tadé] CRV, CRA specialistiem sadarbiba ar macibu dalibnieku
tieSajiem vaditajiem nepiecieS$ams vienoties par kritérijiem, péc kuriem varés
identificét macibu dalibnieku uzvedibas izmainas ka konkrétu macibu rezultatu,
nemot véra ari iespéjamos ar macibam nesaistitos faktorus.

Macibu dalibnieku uzvediba péc macibam ir macibu parneses darba vieta
rezultats, tadé] janem véra macibu dalibnieku gatavibas pakape veikt parnesi,
kas ir saistita ar macibu procesa izveidojusos motivaciju izmantot macibu re-
zultatus darba (Nikandrou et al., 2009; Siti, Shamsuddin, 2011). CRV un CRA
specialistiem sadarbiba ar uznémuma vaditaju jaizstrada macibu rezultatu par-
neses plans, kas nodros$inas parneses saskanosanu uznpémuma, kas seviki nepie-
cieSams, ja vienlaikus tiek istenoti vairaki macibu projekti. Uznémumu vadita-
ju, seviski macibu dalibnieku tieSo vaditaju uzdevums ir radit iespéjas macibu
dalibnieku karjeras attistibai, kura var izmantot iegitas zinasanas un prasmes;
atbalstit macibu dalibnieku iniciativu lietderigu parmainu veikSanai darba vidé
péc macibam.

Ka macibu parneses indikatorus var izmantot Macibu parneses sistémas ap-
tauja (anglu: The Learning Transfer Sustem Inventory) ietvertos faktorus (Devos,
Dumay, Bonami, Bates, Holton III, 2007): macibu dalibnieku gataviba macities,
motivacija parnesei, parneses dizains, iespéja izmantot iegitas zinasanas un
prasmes, gaidas saistiba ar parneses sniegumu, gaidas saistiba ar darba rezulta-
tiem, veiktspéjas pasefektivitates novértéjums.
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Izvértéjot macibu parnesi darba vidé, janem véra faktori, kas parnesi var ie-
tekmeét: tieSo vaditaju atbalsts, kolégu atbalsts, darba lomu neskaidriba, negati-
vas parmainas, darba stress, macibu reputacija, macibu satura atbilstiba, macibu
dalibnieku mérku skaidriba, pasefektivitate.

Veicot darba snieguma izvértéjumu, CRV un CRA specialistiem un macibu
dalibnieku tieSajiem vaditajiem ieteicams izmantot macibu izvértéjuma piere-
dzi, un vértét izmainas vaditaju darba snieguma 3-6 ménesu ilga laika posma
péc macibu beigam, ta dodot viniem iespéju praktizét to, ko vini iemacijusies
(Lingham, Richley, Rezania, 2006).

Ieteicams izstradat darba snieguma novérojuma kritérijus un veikt sistema-
tisku vairakkartéju novérojumu, ka macibu dalibnieki izpilda dazadas sarezgi-
tibas pakapes uzdevumus péc macibam. Lietderigas darba snieguma izmainu
péc macibam identificé$anai ir intervijas ar macibu dalibniekiem, vinu tie§ajiem
vaditajiem, kolégiem, klientiem jebkada forma: strukturétas, neformalas, perso-
nigi, pa telefonu, individualas, grupu, utt. (Pineda, 2010).

Ka macibu rezultatu parneses izvértéjuma instrumentu var izmantot maci-
bu dalibnieku izstradato pécmacibu ricibas planu. Par $ada plana lietderigumu
liecina macibu izvértéjuma prakse (Pineda, 2010) un promocijas darba pétiju-
ma veiktas intervijas ar macibu specialistiem Latvijas pakalpojumu sektora uz-
némumos. Planu izstrada macibu procesa beigas sadarbiba ar macibu sniedzéju
un uzpémuma saskano ar tieSo vaditaju. Macibu ietekmi ieteicams izvértét ari,
novertéjot macibu dalibnieku vaditos projektus/darbus pécmacibu perioda.

Uzpémuma biznesa rezultati. Latvijas pakalpojumu uznémumos ieziméjas
zinatnieku definétas macibu izvértéjuma problémas: mainigo ekonomikas aps-
taklu ietekmé gritibas definét biznesa mérki un atbilsto$i tam — macibu mérki
un rezultatu, lidz ar to arl macibu izvértéjuma mérki. Problému pastiprina ari
tas, ka dalai specialistu nav skaidra macibu izvértéjuma buatiba. Uznémumu
vaditajiem un vadibas komandai nepiecieSams veidot macibu un macibu izveér-
téjuma stratégiju saskana ar uzpémuma stratégiju. Tas palidz identificét, vai un
kadus no uzpémuma biznesa rezultatiem kada méra un veida ir ietekméjusas
vaditaju macibas. Prakse parada, ka ir gratibas macibu rezultatu parnesé daza-
dos limenos, bet vissarezgitak ir izvértét macibu ietekmi uz uznémuma biznesa
rezultatiem.

Macibu ietekmes uz biznesa rezultatiem indikatorus gan kvantitativos, gan
kvalitativos, nepiecieSams identificét jau macibu plano$ana, iesaistoties visam
pusém, kuras ir saistitas ar uznémuma biznesa rezultatiem. Ietekmes indikato-
riem jabut tiesi saistitiem ar macibu mérkiem, ka arl ar uznémuma meérkiem.
Ietekmes indikators ir mérvieniba, kas nosaka konkrétus kvalitativus un kvanti-
tativus uzlabojumus, un ietekmes raditaji var izpausties ka daudzums (pirkumu
vai produktu skaita pieaugums), ka raditaji (kvalitates, darbinieku un klientu
apmierinatibas, attiecibu, darbinieku mainibas), ka laikposmi (piegades vai pa-
kalpojumu snieg$anas) un ka sekas (izmantotie materiali, iesaistitie cilvékresursi
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u.c.) (Pineda, 2010). Macibu ietekmes izvértéjuma ka indikatoru ieteicams iz-
mantot ari pozitivas izmainas uznémuma reputacijas reitinga noteikta perioda
(pusgads, gads) péc vaditaju macibam.

Pétijuma veiktajas intervijas vairakkart tika uzsvérts, ka biznesa rezultats
ir atkarigs ne tikai no macibam. Ne vienmér macibas ir sliktas, ja nav biznesa
rezultata, un ari otradi: ja biznesa rezultats ir labs, tas ne vienmér nozimé, ka
macibas bija ]oti labas.

Darba nosléguma autore piedava lomu un atbildibu sadalijumu starp da-
Zadam profesionalu grupam kvalitativa macibu izvértéjuma realizésana.

Vispirms CRV un CRA kopa ar uznémuma vadibu uznémuma vienojas par
to, kadu vaditaju pamata kompetences nepiecieSamibu nosaka uzpémuma iek-
$&ja un aréja vide, ka uznémuma tiek izprasts macibu izvértéjums. Talak nosaka
konkrétas macibu vajadzibas (individualas, grupu un uzpémuma); definé ma-
cibu un macibu izvértéjuma meérkus, iespéjami konkréti nosaka ricibas veidus,
ja macibu procesa buis nepiecieSams mainit macibu meérkus atbilstosi biznesa
mérku izmainam,; izvérté uznémuma laika un finansu resursus atkariba no vadi-
taju macibu vajadzibam, mérkiem un uzpémuma faktiskam iespéjam. Planojot
izvértéjumu, nolemj izvértét tikai tas macibas, kuras ir stratégiski svarigas vai
kuram konkrétaja situacija ir lielaka nozime uzpémuma. Uznémuma profesio-
nali, konsultéjoties ar vaditaju un/vai macibu ekspertiem, vienojas par macibu
rezultatu izvértéjuma kvalitativajiem un kvantitativajiem Kkritérijiem; macibu
izvértéjuma laika posmiem. Talak vienojas par galvenajiem kritérijiem macibu
sniedzé&ju izvélé konkrétiem macibu projektiem.

Uznemumu vaditajiem nepiecieSams attistit izpratni par macibam un ma-
cibu izvértéjumu ka uznémuma biznesa sastavdalu, nepieciesamibas gadijjuma
vérSoties pie CRV un CRA specialistiem vai macibu sniedzéjiem, ekspertiem
arpakalpojuma, lai to iegiitu. Uznémuma vaditaji nosaka vaditaju karjeras attis-
tibas galvenas vadlinijas un atbilstosi - macibu vajadzibas, formuléjot, kadas uz-
némumam nozimigas kompetences pilnveidi sagaida no vaditaju macibam; kadi
bas kritériji kompetences pilnveides noteik$anai.

Macibu dalibnieku tiesie vaditaji noskaidro ikdienas darba vérojuma, saru-
nas; darba snieguma novértéjuma parrunas macibu dalibnieku - vaditaju - eso-
$o snieguma limeni uznémuma un definé vélamo snieguma attistibas limeni.
Uzklausa macibu dalibnieku ierosinajumus par macibu vajadzibam. Péc macibu
perioda novéro macibu rezultatu ievie$anas darbavieta veicinosos un kavéjosos
faktorus, nepiecieSamibas gadijuma konsultéjas ar CRV un CRA specialistiem
par traucéjoso faktoru novér$anu. Palidz macibu dalibniekiem izstradat un is-
tenot pécmacibu ricibas planu. Tiesos vaditajus vienmér nepiecieSams sagatavot
macibu izvértéjuma veiksanai, kas ir CRV un CRA specialistu uzdevums.

CRV un CRA specialisti konsultéjas ar uznémuma vaditajiem par bizne-
sa planiem un rezultatiem, veic darba snieguma un attistibas parrunu mate-
rialu analizi, lai macibu un macibu izvértéjuma meérkus elastigi saskanotu ar
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uznémuma biznesa mérkiem. Veic macibu sniedzéju un piedavato macibu prog-
rammu analizi. Izvérté piedavato vaditaju macibu programmu saturu un meto-
des, paredzamos rezultatus/ieguvumus, ka ari to atbilstibu uznémuma biznesa
meérkiem un piemérotibu konkrétajiem macibu dalibniekiem un/vai macibu
grupai. Tiekas ar macibu sniedzéjiem un parruna macibu programmas pieméro-
tibas uznémuma biznesa mérkiem, macibu dalibniekiem atbilstibu, vienojas par
macibu izvértéjuma kritérijiem un metodém. Noskaidro macibu sniedzéja pe-
dagogisko piemérotibu uznémuma macibu un macibu izvértéjuma vajadzibam
un mérkiem. Tiekas pirms macibam ar macibu dalibniekiem un palidz viniem
izprast konkréto macibu saistibu ar personigajam vajadzibam, apzinaties maci-
bu rezultatu pielietojumu darba. Macibu procesa tiekas ar macibu sniedzéjiem
un macibu dalibniekiem, lai iegitu informaciju par aktualam macibu mérku, sa-
tura un maci$anas metozu izmainam, to nepieciesamibu. Sadarbiba ar uznému-
ma vaditajiem, macibu dalibnieku tie$ajiem vaditajiem izstrada un vada macibu
rezultatu parneses darba vidé planu atbilstosi macibu un macibu izvértéjuma
planosanas posma izstradatajiem kritérijiem, nepiecieSamibas gadijuma tos ko-
rigéjot, organizé macibu izvértéjumu, izmantojot situacijai piemeérotakas ma-
cibu izvértéjuma metodes. Organizé macibu dalibnieku tik$anas (formalas un
neformalas) ar citiem darbiniekiem, kuras macibu dalibnieki dalas informacija
par macibas ieglito un péc macibu darba pieredzi. Veic individualas parrunas
ar macibu dalibniekiem par macibu procesu un rezultatiem, ta rosinot macibu
dalibnieku pasnovértéjumu par macibam un to rezultatiem.

Sadarbiba ar macibu sniedzéjiem vai citiem ekspertiem macibu izvértéjuma
CRV un CRA specialisti izvélas un izstrada jaunas metodes, kas ir mazak lai-
kietilpigas. Daudzi eksperti norada uz praktisku problémas risindgjumu - darba
rezultatu novértésanas sistéma uznémumos un taja ieklautas darbinieku novér-
téSanas jeb attistibas parrunas ir piemérots instruments macibu izvértéjumam.
Tadéjadi uznémumam macibu izvértéjumam nav nepiecieSami papildus resursi,
kuru pieskir$anu 21. gs. macibu izvértéjuma pétnieki uzskata par batisku faktoru.

Macibu sniedzeji izstrada macibu programmu saturu atbilsto$i macibu
programmu satura un pielietojamibas péc macibam saistibai ar uznémuma mér-
kiem. Iesp&jami precizi definé macibu programmu meérki un ieguvumus, plano
macibu procesa un rezultatu izvértéjumu, lai péc macibu dalibnieku uznpémuma
vadibas un/vai specialistu pieprasijuma varétu to piedavat. Veido macibu prog-
rammas, ievérojot nodarbibu cikla pieeju, lai macibu dalibnieki macibu procesa
var praktiski izmantot jauniegitas zina$anas un prasmes un parliecinaties par
to lietderibu. Iegaist atgriezenisko saiti par macibu dalibnieku pieredzi iegito zi-
nasanu un prasmju izmantosana, un atbilstosi atgriezeniskas saites rezultatiem,
vienojoties ar macibu dalibnieku uznémumu vaditajiem un/vai CRV, CRA spe-
cialistiem veikt izmainas programmu satura un maci$anas metodeés laika posma
lidz 6 ménesi atkariba no realizéto macibu sarezgitibas un ilguma.
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Galvenais nosacijums, lai macibu izvértéjums butu lietderigs uznémuma
meérku istenojumam ilgtspéjigu biznesa rezultatu nodrosinasanai, ir izveidot
visu vaditdju macibu isteno$ana iesaistito profesionalu (uzpémumu vaditaji,
macibu dalibnieku tiesie vaditaji, CRV un CRA specialisti, macibu sniedzé&ji)
sadarbibu. Sadarbibas veido$anas iniciatori ir CRV un CRA specialisti vai, ja uz-
némuma nav $adu specialistu, tad uznémuma vaditaji.

Promocijas darba veiktais teorétiskais un praktiskais pétijums par macibu iz-
vértéjumu, ta rezultata izveidotais Vaditaju macibu izvértéjuma modelis, ieteik-
tas aktivitates ta realizé$anai un noteiktais lomu un atbildibu sadalijums starp
iesaistitajam profesionalu grupam ir batisks ieguldijums zinatniskas un praktis-
kas pieejas tuvinasanai macibu izvértéjuma.
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SECINAJUMI

Teoretiskas literatiiras izpétes rezultata secinats:

L.

Macibu izvértéjuma realizé$anai uznémumos kops 20. gs. 60. gadiem po-
pularakais ir Kirkpatrika sistémiskas pieejas uz mérkiem pamatotais maci-
bu izvértéjuma modelis un ta atvasinajumi, kas piedava noderigu sistému
macibu organizé$anas procesa un macibu rezultata izvértéjumam, tacu tie ir
lineari macibu izvértéjuma modeli un, mainoties sabiedribai no industrialas
uz postindustrialo, to lietderigums ir mazinajies. Summativs izvértéjums,
kas uzsver saikni starp macibam un uznémuma rezultatiem un nepietieka-
mi nem véra darbinieku attistibas dinamiku un sociali psihologiska faktora
nozimi, ir kluvis par skérsli.

Mainoties uzpémumam, batiski ir mainiju$as ari macibu aktivitates. Tam
raksturiga macibu rezultatu, uznémuma stratégijas un CRV politikas saisti-
ba. Macibu izvértéjums ir ciklisks — macibu ietekme neaprobezojas ar ietek-
mes izvértéjumu konkrétos limenos.

Kops 20. gs. 90. gadiem konstruktivisma pieejas ietvaros aprakstits uz pielie-
tojumu fokuséts, reagéjoss macibu izvértéjums, uzsverot dazadu izvértéjuma
veidu atbilstibu dazadiem meérkiem un dazadam macibu situacijam uzne-
mumos. Koncepcija ir teorétiska, un atrodami tikai nedaudzi lietiski vadita-
ju macibu izvértéjuma pétijumi, kas pieraditu $adu izvértéjumu praksé.

20. gs. 90. gadu beigas cilvékresursu vadibas specialisti par galveno prob-
léemu macibu izvértéjuma uzskatija universala vienota macibu izvértéjuma
modela neesamibu, ta¢u Sodien zinatnieki un praktiki uzsver, ka tiesi ten-
dence lietot universalu modeli ir $kérslis macibu izvértéjuma.

Praktiki un pétnieki norada uz nepiecie$amibu izstradat jaunu macibu iz-
vértéjuma pieeju, kas batu praktiski un érti lietojama. Veicot macibu izvér-
téjuma kritériju un metozu analizi, janem véra ne tikai macibu izvértéjuma
barjeru célonu un seku apzinasana, bet galvenokart funkcionéjosu uznému-
mu prakse.

Uznémuma rezultatus ietekmé vaditaja kompetence, tadé] uznémuma ma-
cibu sistéma butiska loma ir vaditdju macibam. Vaditaju macibas visur, ari
Latvija, ir visdargakas macibu piedavajuma klasta; tajas uznémumi iegulda
lielus finansu resursus.

Uzpémumu vaditaju macibu un macibu izvértéjuma prakses izpéte Lat-

vija tika izmantotas divas metodes — ekspertu intervijas un anketaptaujas. Re-

zultatu analize un secinajumi balstiti uz informaciju, kas iegita 30 padzilinatas
ekspertu intervijas un 104 anketaptaujas respondentu atbildés. Anketaptaujas
rezultati apstiprinaja intervijas konstatétas tendences. Abu izpétes metozu re-
zultati papildina viens otru. Atbildot uz pétijuma jautajumu un izvirzitajam hi-

potézém, par vaditaju macibu izvértéjumu un ta pilnveides iespéjam praktiska
pétijuma rezultata secinats:
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7.

10.

11.

12.

13.

14.

15.

Parbaudot izvirzito hipotézi (H1; uznémumu praksé mdacibu izvértéjuma
tiek izmantoti kritériji un metodes, kas ir neraksturigas klasiskajiem mdci-
bu izvertéjuma modeliem), apstiprinajas atzina par jaunas macibu izveérté-
juma pieejas lietojumu praksé. Pétijums pieradija, ka praksé lieto gan tradi-
cionalos macibu izvertéjuma kritérijus, gan postindustrialos kritérijus; gan
tradicionalas macibu izvertéjuma metodes; gan postindustrialas metodes.
Anketaptaujas rezultati parada, ka bieZak lietotie macibu izvértéjuma
kritériji pakalpojuma sektora uzpémumos ir: macibu izmaksas; tas, ka-
das macibu metodes tiek izmantotas; tas, cik lield méra macibu sniedzéjs
piemérots uznémuma vajadzibam, un tas, vai vaditaji macibas uzskata par
jegpilnam. Retak lietoti kritériji: tas, ka mainds vaditaju darba rezultati péc
macibam un ka mainas vaditaju attieksmes un uzvediba péc macibam.
Macibu izvértéjuma Latvija galvenokart izmanto atspogulojosas (anglu: re-
flective) macibu izvértéjuma metodes, ar kuram izvérté macibu dalibnieku
attieksmi pret realizétajam macibam - darba novertésanas parrunas un sa-
runas ar vaditajiem par macibu procesu un rezultatu.

Atbildot uz izvirzito H2, tika secinats, ka uzpémuma pakalpojuma veids
un uzpémuma lielums butiski neietekmé macibu izvértejuma kriteriju
izveli. Savukart pakalpojuma veids un uznémuma lielums daléji ietekme
macibu izvértéjuma metozu izveli.

Termina “macibu izvértéjums” izpratne CRA un CRV specialistu vida Lat-
vija ir dazada. Tas apstiprina teoriju, ka termina “macibu izvértéjums” iz-
pratnes ir loti at$kirigas gan praktiku, gan zinatnieku vida.

CRV un CRA specialisti Latvija nelieto tradicionalos macibu izvértéjuma
modelus, vai parsvara (90% gadijumu) veic tikai izvértéjuma 1. limeni -
meéra reakcijas jeb macibu dalibnieku attieksmes.

Pakalpojumu sektora Latvija vairums uzpnémumu atbilsto$i macibu mér-
kim izvélas visu veidu macibas — gan atvertas, gan korporativas, gan iekséjas
madcibas. Interviju un anketaptaujas rezultati atklaj macibu izvértéjuma spe-
cifiku Latvijas pakalpojumu sektora uznémumos: izvértéjums ir situativs,
daudzveidigs un elastigs attieciba pret macibu veidu un saturu. Uzpémumos
maz izmanto summativo izvértéjumu visos ta limenos (tradicionalie mode-
li), kura meéra tieSu saikni starp macibam un uzpémuma rezultatiem. Ne-
viens no pétitajiem pakalpojumu uznémumiem neveic macibu izvértéjumu,
izmantojot ieguldijumu atdeves mérijumus.

Visbiezakais iemesls vaditagju macibu organizé$anai pakalpojumu sektora
uznémuma Latvija ir vadibas kompetences attistisana.

CRA un CRYV specialisti izprot macibu izvértéjuma saistibu ar uznémuma
biznesa rezultatiem, tacu biezak tiek noradita specifisku, biznesa jautaju-
miem veltitu macibu rezultatu tiesa saistiba ar darba rezultatiem. Lielaka
dala respondentu piekrit viedoklim, ka macibu izvértéjums ir izvertejums
par macibu rezultatu parnesi darba vide ilgaka laikposma péc macibam.
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16.

17.

18.

19.

20.

21.

Praksé pastav macibu izvértéjuma pretrunas: no vienas puses, lielaka dala
respondentu uzskata, ka mdcibu izvertéejums ir izvertéjums par macibu rezul-
tatu parnesi darba vide, bet, no otras puses, macibu izvértéjuma kritériji un
metodes, kas tie$i méra macibu rezultatu parnesi darba vidé (to, ka mainds
vaditaju darba rezultati péc macibam un ka mainds vaditaju attieksmes un
uzvediba péc macibam), tiek izvélétas salidzinosi retak.

Mainigo ekonomikas apstaklu ietekmé vérojamas gratibas definét biznesa
mérki un atbilstosi tam ari macibu mérki un rezultatu, lidz ar to ari macibu
izvértéjuma meérki.

Uzpémumos tiek ievérots butisks macibu izvértéjuma plano$anas posms —
macibu vajadzibu noteiksana, macibu mérka izvirzisana un macibu dalibnie-
ku esosas kompetences noteiksana. Gan interviju, gan anketaptaujas rezul-
tati atklaj jaunas pieejas macibu vajadzibu noteik$ana, kas spilgti raksturo
postindustrialu uznémumu. Darba snieguma novertéesanas un/vai attistibas
parrunas un vaditaja pasa iniciativa ir visbiezak nosauktie macibu vajadzibu
noteiksanas veidi. Reti tiek nemti véra klientu aptauju rezultati, ko no vienas
puses var uzskatit par ierobezojumu macibu izvértéjuma planosanai, bet, no
otras puses, var pienemt, ka klientu aptaujas tikai pastarpinati liecina par
vaditaja kompetencu pilnveido$anas vajadzibu. Gandriz visos uznémumos
ievérots tads svarigs macibu motivacijas un izvértéjuma aspekts ka mdcibu
dalibnieku informésana par macibu mérki un uzdevumiem.

Macibu plano$ana kopuma vairak neka puse respondentu ar macibu snie-
dz&ju parruna to, ka macibas tiks izvértétas, tacu retak vienojas par macibu
izvértéjumu ilgaka laikposma péc macibam. Buatiska postindustrialas eko-
nomikas iezime macibu izvértéjuma ir ta, ka mdcibu sniedzéja izveli nosaka
macibu sniedzéja spéja pielagot macibu programmu saturu uznémuma vaja-
dzibam.

Vairak neka puse respondentu tikai daléji apstiprina, ka paredzamie macibu
rezultati tiek skaidri definéti un mériti péc macibam, un tresa dala respon-
dentu norada, ka pirms vaditaju macibam nosaka gala rezultatu. Liela at-
bilzu dazadiba apgalvojumam, ka macibu izvértéjumus ir macibu dalibnieku
kompetences limena un motivacijas izvertéjums pirms un péc macibam, para-
da atskiribas izpratné par nepiecieSamibu noteikt darbinieku kompetences
limeni pirms macibam - kopuma gandriz puse nepiekrit §im apgalvoju-
mam.

Vaditaju kompetenci pirms macibam izvérté, galvenokart nemot véra kvali-
tativu un subjektivu izvértéjumu - tiesa vaditdja sniegto novertéjumu, darba
snieguma novértésanas parrunas un noverojumu ikdienas sadarbiba darba
vide.

Intervijas atklaja: ja izvértéjot macibu procesu svarigaks ir tiesi pasa macibu
dalibnieka viedoklis, tad, izvértéjot macibu rezultatus, svarigaks ir tie$a va-
ditaja vai citu darbinieku izvértéjums ilgaka laikposma péc macibam, neiz-
slédzot ari pasa macibu dalibnieka pasnovértéjumu.
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22. Apkopojot aktualas zinatnes un prakses atzinas par vaditaju macibu izvér-
téjuma kritérijiem un metodém, promocijas darba autore izveidojusi teoré-
tiski un praktiski pamatotu vaditaju macibu izvértéjuma modeli, kura butis-
kaka iezime ir macibu procesa izvértéjuma un macibu rezultata izvértéjuma
nodali$ana, tadéjadi izvairoties no barjeram macibu izvértéjuma. Atdalot
macibu procesa izvértéjumu no rezultatu izvértéjuma, var precizi noteikt,
vai macibu vajadzibas ir apmierinatas, izvirzitie mérki sasniegti, un uzdevu-
mi istenoti.
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PRIEKSLIKUMI

Autore aicina zinatniekus sava pétijuma identificétos macibu izvértéjuma
kritérijus izmantot jaunu macibu izvértéjuma modelu veido$ana, tadéjadi
nemot véra lietotaju perspektivu. Ieklaujot jaunajos modelos minétos krité-
rijus, autore paredz plaisas starp zinatni un praksi mazinasanos.

Autore iesaka zinatniekiem un macibspékiem attistit un veicinat no tradi-
cionala uzskata atskirigu izpratni par to, ka macibu izvértéjums, ja tas atbil-
dis uznémuma vajadzibam un macibu mérkim, bas pilnigs ari tad, ja netiks
izveértéti visi izvértéjuma kritériji. Atkariba no macibu mérka, iespéjams veér-
tet tikai atseviskus kritérijus, neveicot macibu izvértéjumu visos ta limenos.
Gan studentu izglito$anas, gan uznémumu macibu izvértéjuma praksé au-
tore iesaka nodalit macibu procesa izvértéjumu no macibu rezultatu izver-
téjuma, lai skaidri izvértétu sakotnéji apzinato vajadzibu un izvirzito mérku
istenosanu.

Darba autore rekomendé zinatniekiem, akadémiskajam personalam, maci-
bu sniedzéjiem, uznémumu atbildigajam personam par macibu izvértéjumu
un dazadam profesionalajam asociacijam - termina «macibu izvértéjums»
definé$ana izmantot autores piedavato macibu izvértéjuma definiciju.
Veidojot pienakumu aprakstus macibu izvértéjuma iesaistitajam pusém,
personala vadibas profesionaliem izmantot darba autores piedavato lomu
un atbildibu sadalijjumu. CRV un CRA pienakumu aprakstu LR Profesiju
klasifikatora papildinat ar promocijas darba definétajiem pienakumiem.
Veicot macibu izvértéjumu, par vissvarigako kritériju macibu izvértéjuma
gan macibu sniedzéjam, gan uznémumu parstavjiem autore ierosina izvirzit
macibu vajadzibu un mérku noteik$anu. Autore aicina ievérot konsekvenci
macibu vajadzibu un mérku definéjuma laika no macibu un to izvértéjuma
planosanas lidz macibu rezultatu izvértéjumam.

Autore iesaka macibu izmaksas skatit ka sekundaru izvértéjuma kritériju.
Uznémuma vaditjiem, CRV un CRA specialistiem, planojot macibas un ma-
cibu izvértéjumu, ka primaro elementu neizvirzit izvértéjuma izmaksas. Jau-
tajumu par macibu izmaksam skatit macibu finansialo ieguvumu aspekta.
Autore ierosina veikt praktiskus pétijumus jauna modela funkcionalitates
noteik$ana un attistit zinatnieku un biznesa parstavju diskusiju par to, vai
$is modelis ir tuvinajis zinatni un praksi macibu izvértéjuma.

Autore aicina zinatniekus veikt turpmakos pétijumus par identificéto maci-
bu izvértéjuma kritériju mérijjumu iespéjam un metodém.
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INTRODUCTION

Theoretical and practical relevance. Nowadays, when transition from in-
dustrial to consumer or post-industrial society has taken place, the characteris-
tics that descibe many enterprises are crisis and change management, flexibility
(Léopez, Jose, Pe’on, & Ordas, 2006), learning, lifelong learning, and learning
from experience and through experience (Giangreco, Peccei, 2005; Brinkman,
2008). Learning and training within an enterprise is an instrument increasing
competitiveness and sustainable development of an enterprise, ensuring the im-
plementation of new strategies, values, and management techniques.

Learning/training evaluation carried out in an enterprise has a significant
role in enhancement of competitiveness of an enterprise.

Training evaluation is an important area of research in management science
(McCoy, Hargie, 2001; Eseryel, 2002; Tennant, Boonkrong, Roberts, 2002; Short,
2009b; Griftin, 2010; Powell, Yalcin, 2010; Giangreco, Carugati, Sebastiano,
2010; Miller 2010), as training evaluation can demonstrate and support the need
for investment in development of human capital of an enterprise.

Management training evaluation research conducted in the past five years
suggests that the traditional and widely used four-level training evaluation mod-
el created by Donald Kirkpatrick in 1959 (Kirkpatrick, 1959) with its many de-
rivatives, additions, and improvements developed over time (Warr et al., 1970;
Hamblin, 1974; Holton, 1996; Philips, 1997; Guskey, 1999; Lingham et al., 2006;
Pineda, 2010) and characterised by linearism, structuralism, and systematism,
do not meet the needs of an enterprise of the 21* century (Giangreco, Carugati,
Sebastiano, 2010). Various studies support this assumption, for example, it has
been found that only 2-9% of companies, which evaluate training at all, evalu-
ate ROI (return on investment) (Dixon, 1996; Olsen, 1998; Pershing, Pershing,
2001). In general studies show that only few elements of the traditional models
are used, often measuring only reaction of training participants (Pineda, 2010,
674-675).

One of the possible reasons for this is that training specialists in companies
do not know how to apply the complicated theoretical evaluation methods and
models, and therefore the company management does not often know the im-
pact of training on work performance (Geertshuis et al., 2002). There is lack of
reliable, suitable for different contexts evaluation methods which take into ac-
count the context of an enterprise and which can easily be used by practitioners
(Griffin, 2010; Pineda, 2010).

“(..) Theory is always subject to change. It can be observed in some stages of
society development that a big gap forms between the existing theoretical concepts
and social reality which they have to explain” (O’Sullivan, 2003). Although the
quotation refers to political science, it can be used to characterise the situation
with training evaluation.
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Only in recent decade management scientists have discussed how learning
and training objectives and content have changed over time. At the beginning
of 21* century problems of training evaluation have been often analysed in con-
nection with developments of post-industrial society. Scholars in their discus-
sions have emphasised that it is necessary to revise training evaluation in the the
context of relationships between enterprise practice and research (Santos, Stuart,
2003; Scourtoudis, Dyke, 2007; Griffin, 2010; Giangreco, Carugati, Sebastiano,
2010). Today both practitioners and academics point out that training evalua-
tion is a broad and complex multi-dimensional process, which also includes
socio-psychological aspects. Sometimes training has to be evaluated from quali-
tative and reflective points of view, and return from training not always can be
measured in terms of money. A positive blanace between investment in training
and financial benefits from it is not the only sign that training has been valuable.

Current answers in the literature to the question why training evaluation in
practice often does not confirm to theoretical models are rather simplistic and
without much of a detailed justification. Heated debates between academics and
practitioners on the use of the traditional training evaluation models for prac-
tical management of human resources have been taking place since the 1970s.
Academics have argued that practitioners are incompetent and that owners of
enterprises are unwilling to make investment in evaluation of training (Tennant,
Boonkrong, Roberts, 2002; Short, 2009; Griffin, 2010). In turn, practitioners say
that the traditional training evaluation models are complex, time-consuming,
and expensive (Santos, Stuart, 2003; Scourtoudis, Dyke, 2007; Griffin, 2010;
Giangreco, Carugati, Sebastiano, 2010).

So far only few small scale studies related to training effectiveness in en-
terprises have been conducted in Latvia. Uldis Pavuls have been giving pres-
entation on training evaluation (based mainly on research findings from other
countries) in various seminars aimed at employers. Irina Lando, a PhD in man-
agement sciences, has touched upon training evaluation in her PhD thesis “ Im-
provements in Knowledge Management Methods in Organisations” (Lando I.,
2013). In management science training evaluation has been studied by Gunta
Kinta (2011). She examined the importance of training of professional educa-
tion managers. Several studies, financed by European Structural founds, are
also being implemented to evaluate the efficiency of various training activities
in Latvia. However, none of these studies have addressed the research question
proposed in my PhD thesis.

Studies conducted in Western Europe, the USA, and China have concluded
that the economic crisis in 2007 has persuaded training specialists to implement
more effective and rational training by increasing the significance of training
and by linking the training function to general objectives and costs of an en-
terprise (Duanxiang, Meixia, 2009, Wallenborn, 2010; Sanchez-Arias, Calmeyn,
Driesen, Pruis, 2013).
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The limited number of training evaluation studies carried have analysed
training evaluation of a specific employee group - the management. The argu-
ment proposed by management specialist Senge vividly justifies the significance
of management training: phantasies about changing something in an enterprise
without changing people in management posts are doomed to failure from the
outset (Senge, 2003). It has been found that training evaluation is closely linked
with the specific company, the type of training, and an employee group (Brink-
erhoff, 2003; Paek, 2005; Lim, Morris, 2006; Chiaburu, Tekleab, 2005; Nikandrou
et al., 2009). Case studies carried out in the field of staff training show that most
of training accomplished in enterprises, including enterprises in Latvia, focuses
on management training with the aim of training is to improve the manage-
ment’s competence.

The study on training evaluation in service sector enterprises of Latvia is
highly relevant, because there are too many theoretical approaches and models
that practitioners have problems to understand and use in practice. A short-
term focus, result-orientation, saving of time and financial resources are im-
portant for a modern enterprise (Wang, Wilcox, 2006; Scourtoudis, Dyke, 2007;
Giangreco, Carugati, Sebastiano, 2010; Pool, 2011), therefore, the approach to
training evaluation has to be practical and economical, however, the traditional
models often do not offer such an approach.

HRM (human resources management) and HRD (human resources devel-
opment) specialists need qualitatively new models or instruments for training
evaluation which are in line with modern processes taking place in a company.
In order to provide quality evaluation of training efficiency, transfer or trans-
formation of training results to the working environment, and return on invest-
ment it is necessary to create training evaluation models suitable for modern
enterprises (Bedingham, 1997; Holton et. al, 2000; Lu, Betts, 2011; Alvarez, Salas,
Garofano, 2004). This would mean a revision of the traditional, universal ap-
proach to training evaluation and definition of specific training evaluation cri-
teria and methods for specific training for a particular group of training partici-
pants in a specific enterprise.

Taking into consideration this relevance, the creation of the new approach
has to be based on recent scientific studies carried and an investigation of real-
life experiences of management training evaluation in enterprises. The result
can be obtained by exploring and analysing practices of management training
evaluation in companies and by identifying which training evaluation criteria
and training evaluation methods are important for the organisations.

The aim of the study: to explore the actual practice of management train-
ing evaluation in service enterprises in order to identity criteria that a training
evaluation model has to include.

The object of the study: service sector enterprises where management train-
ing has been carried out.
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The subject of the study: management training evaluation.

To attain the aim of the study, I have asked the following research question:

What are the criteria that management training evaluation models should
include so that they would meet the needs of service sector enterprises?

Hypotheses of the study:
H1 Enterprises use criteria and methods of training evaluation that are not
typical of the traditional training evaluation models.
Hla Enterprises use criteria of training evaluation that are not typical of the
traditional training evaluation models.
H1b Enterprises use methods of training evaluation that are not typical of
the traditional training evaluation models.
H2 Criteria and methods of training evaluation differ in service enterprises
depending on their size and type of service provided;
H2a Ciriteria of training evaluation differ in service enterprises depending
on the type of service provided;
H2b Methods of training evaluation differ in service enterprises depending
on the type of service provided;
H2c Ciriteria of training evaluation differ in service enterprises depending
on the size of the enterprise;
H2d Methods of training evaluation differ in service enterprises depending
on the size of the enterprise.

Objectives of the study:

1. Develop a critically analytical review of scientific literature about training
evaluation in enterprises.

2. Examine the current practice of management training in service enter-
prises of Latvia.

3. Investigate how and to what extent the traditional training models have
been used in service sector enterprises in Latvia.

4. Create a management training evaluation model by investigating criteria
and methods suitable for the needs of service sector enterprises.

Methods of the study:

e To achieve the aim of the study and to critically review theoretical lit-
erature and previous empirical studies general scientific methods, such as
monographical analysis, induction and decution, logically-constructive
and graphical methods, were used.

e Data collection methods, such expert interview were used to examine
the current practice of management training and training evaluation
in service enterprises of Latvia. Thirty face-to-face interviews with 34
HRM (human resource management) and HRD (human resource devel-
opment) specialists were conducted. The interview results were used to
develop a questionnaire to explore the patterns in management training
evaluation in service sector enterprises in Latvia.
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e An electronic questionnaire-based survey was used to establish how
widely service enterprises of Latvia use training evaluation criteria and
methods based of the traditional training evaluation models and how
widely other criteria and methods are used. The respondents were man-
agers, personnel managers or specialists from 104 service sector enter-
prises where management training has been carried since 2010.

e Statistical methods: quantitative data were analysed using descriptive and
inferential data analysis methods, such as Cronbach’s Alpha, Wilcox test
and Kruskall-Wallis tests.

Population and sample of the study:

The population for expert interviews and the questionnaire survey was ser-
vice sector enterprises where management training has been carried out since
2010 and which were represented by specialists working in these enterprises and
who were responsible for training and/or the development function in the en-
terprise. The sampling of the survey was census or the entire population. All 518
enterprises of the population were invited to participate in the questionnaire
survey; 104 responded, i.e. 20% or a sufficiently high response rate.

Main arguments in the doctoral thesis:

1. The use of linear and time-separable training evaluation models in a dy-
namic and changing business environment creates barriers to training
evaluation.

2. Training evaluation does not have a universal nature; it varies by the size
of the enterprise, type of service they provide and the type of training
participants.

3. Training evaluation was relatively linear before becoming multidimen-
sional: qualitative, reflective, encompassing social and psychological
factors.

4. Precisely identified training needs and the training objectives are the
key criteria for training evaluation. Training needs, training objectives,
and expected results are individual for each employee and for the entire
enterprise.

5. The introduction of training evaluation and its use in practice facili-
tates separation between the training process and evaluation of training
results.

The main scientific contribution of the doctoral thesis. Using critical
evaluation of existing literature I have identitied a gap in current knowledge on
training evaluation in enterprises. There are many theories on how to evaluate
training but most of them are developed from a predominantly theoretical per-
spective. As the results these theories often neglect the perspective of users. Aca-
demics have developed theories that suggest how practitioners have to evaluate
training without fully understanding the needs of practitioners. However, the
users’ perspective is becoming more and more important when the economic
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paradigm is changing from industrial to post-industrial. The economic para-
digm has changed bringing changes in the human resource management prac-
tice, including training evaluation practices. Currently the theoretical literature
on training evaluation is limited to a conclusion that practitioners rarely use
theoretical models as they are supposed to be used; but the literature does not
answer the question — what criteria should a training evaluation model include
for it to be commonly used by practitioners. My research shows that there is a
tendency for enterprerises to prefer increasingly qualitative and reflective ap-
proaches to quantiative measurements in evaluation. My theoretical contri-
bution to the body of knowledge is introduction of perscpective of the users
(practitioners) into the development of training evaluation models. If we want
training evaluation models to be used in enterpresises more widely, then when
developing new training evaluation models, it is important to include into them
one or more training evaluation criteria I have identified in my study.

However, it is important to emphasise that the training evaluation criteria
identified in my study are only guidelines for developing new training evalua-
tion models and it is important that these models are still based in the theory,
not only in actual practise. For example, when using the criterion ‘fit between
training and training needs’ it is still important for academics to develop models
that propose how this fit is conceptualised, and when and how it is measured.

Another theoretical contribution of my study is the conclusion that tradi-
tional training evaluation models are still useful, as many of them include crite-
ria that are my study discovered are still important for practictions (for example,
the criterion ‘training costs’).

I have also proposed new terms of classification of training evaluation cri-
teria and methods by distinguishing between traditional training evaluation
criteria and methods and the post-industrial criteria and methods. 1 have also
proposed to use Training evaluation definition which I developed based on
current characteristics of training evaluation. This definition can be seen on
page 14.

Finally, I have developed a training evaluation model in which evaluation
of the training process and training outcomes is separated. The creation of the
model is based on international literature and on an empirical study on training
evaluation practices in enterprises. Such studies of training evaluation have not
previously been carried out in Latvia or other Blatic states.

The practical contribution and the key benefits of the doctoral thesis: The
study has showed that training evaluation criteria and methods have changed.
The results of this study, based on an empirical study of enterpreises, can be
used to facilitate the training evaluation process in practice and to further sci-
entific debates. Theoretically grounded and empirically justified criteria for
management training evaluation in enterprises have been developed within the
framework of the doctoral thesis. The practical contribution of the thesis is the
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newly created management training evaluation model. This provides the basis
for a new training evaluation model which has a potential to become a practi-
cal training evaluation aid. The proposed training evaluation model can be used
not only by researchers as a basis of a scientific discussions but also mainly by
practitioners as a useful aid to evaluate management training. The aim of this
training evaluation model is to determine the fit between training and compa-
ny’s strategic goals and to justify resources invested in training. We can predict
that offering the training evaluation model or its criteria developed by examin-
ing needs, experience, and practice of real enterprises, there is a potential that
HRM and HDR specialists will use them more widely than the traditional train-
ing evaluation models known so far thus reducing the gap between theory and
practice. As the management training evaluation model was based on studies
conducted in various countries, it might be possible to replicate this model in
other countries or other sectors of

A significant implication for practice from this study is the division of roles
and responsibilities among various groups of professionals developed by me for
performing training evaluation. It can be used both for supplementing the Clas-
sification of Occupations of the Republic of Latvia and for defining job descrip-
tions and criteria for evaluation of work performance carried out by HRM and
HRD specialists, as well by training providers.

Limitations of the study of the doctoral thesis are :1) management training
evaluation was explored only in service sector enterprises of Latvia; and 2) when
examining differences of training evaluation in companies of different sizes and
sectors, the groups were comparatively small. Therefore, any generalisations have
to be made cautiously and by taking into account the limitations of this study.

The results and conclusions of the study can be referred only to training
evaluation of a specific group of employees, i.e. managers. However, since a
study of its kind and scale has not been carried out so far, it can be considered
that these limitations do not significantly reduce the topicality and importance
of this study. It is important to emphasise that the aim of my study was to iden-
tity the criteria for training evaluation; the measurement issues (how these crite-
ria should be measured) are out of scope of this study.

When planning further studies, it is useful to take into consideration the fact
that the number of study participants has to be increased in each group describ-
ing characteristics of the sample (such as the size, sector, etc. of the enterprise)
to enhance the reliability of study results. To find out whether and to what extent
conclusions of this study can be applied to other sectors, it is necessary to explore
training evaluation in other economic sectors (for example, in the manufacturing
and public sectors) and in other groups of training participants (such as specialists
and technical personnel). Such a study could discover new relations between the
traditional and post-industrial training evaluation criteria and the use of methods,
as well as discover new post-industrial training evaluation criteria and methods.
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Such a study could also analyse the impact of legal, cultural, socio-economic,
and political and other contextual on training evaluation practices. For instance,
in a country where legislation provides that a specific percentage of company
turnover has to be allocated for employee training, training evaluation criteria
could be different (Lilly, 2001). Therefore, such a study should be carried out in
several countries and the obtained results should be compared. It is necessary to
get feedback regarding the use of the new model. Therefore, focus group discus-
sions with HRM and HRD specialists and managers of small and medium-sized
enterprises about strengths and weaknesses of this model, as well as the intro-
duction process and results would be useful.

Layout of the thesis:

The doctoral thesis consists of the introduction, three chapters, conclusions,
and recommendations. The lenght of the thesis is 166 (one hundred sixty-six)
pages excluding annexes. The content of the paper has been illustrated with 19
(nineteen) pictures and 23 (twenty-three) tables. The paper has 12 (twelve) an-
nexes, two of them are in electronic format since they contain a large amount
of information. The bibliography contains 247 (two hundred and forty-seven)
items. The content of the thesis covers both a theoretical and empirical study.
I have published 8 (eight) articles about the topic of the study and its results,
6 (six) out of them have been published in international collections of scientific
articles. Results of the doctoral thesis have been presented at 8 (eight) interna-
tional scientific conferences, as well as at seminars of Latvian professional as-
sociations.

International scientific publications on the theme of the study:

1. Enkuzena, S., Kliedere, E. Management learning process evaluation. A case
study of a retail store chain. // Journal of Business Management. — 2011, No 4,
pp. 221-232, ISSN 1691-5348.

2. Enkuzena, S. Management learning during socio-economic crisis: tool to in-
crease job satisfaction? A case study of a retail store chain in Latvia. // Man-
agement of Organizations: Systematic Research. — 2011, No 59, pp. 35-52,
ISSN 1392-1142.

3. Enkuzena, S., Lasmane, A. Management Training evaluation Criteria in Lat-
via: Results From Interviews In Service Sector Enterprises. // International
Journal of Social Sciences and Humanity Studies, 2012, Vol. 4, No 1, pp. 365-
375, ISSN: 1309-8063 (Online). Database: EBSCO
http://www.sobiad.org/eJOURNALS/journal_IJSS/arhieves/2012_1/signe_
enkuzena.pdf.

4. Lasmane, A., Enkuzena, S. Management Learning Programme Characteristics
in Latvia. /| International Journal of Social Sciences and Humanity Studies,
2012, Vol. 4, No 1, pp. 53-61, ISSN: 1309-8063 (Online). Database: EBSCO
http://www.sobiad.org/eJOURNALS/journal_IJSS/arhieves/2012_1/anita_
lasmane.pdf.
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5. Enkuzena, S. Obstacles in training evaluation — how to overcome them. //

The Proceedings of VI International Conference “Management Theory and
Practice: Synergy in Organisations. New Developments in Organisational Per-
formance: from Tangible to Intangible”. — Tartu: University of Tartu, 2013,
pp- 179-196, ISBN: 978-99854-0741-7.

Enkuzena, S. Barriers for use of traditional training evaluation approach in
enterprise. // The Proceedings of 7th Annual International Scientific Confer-
ence “New dimensions in the Development of Society”. — Jelgava: Latvia Uni-
versity of Agriculture, Faculty of Social Sciences, 2011, pp.123-133, ISBN
978-9984-48-052-7;  http://connection.ebscohost.com/c/articles/83144564/
barriers-use-traditional-learning-evaluation-approach-enterprise

Other publications in reviewed collections of scientific articles and in

conference materials:

1.

Enkuzena, S., Skrauce, B. Personala vadibas tendences Latvija 2009. gada. //
5. RPIVA starptautiskas jauno zindatnieku konferences rakstu krajums CD
formata. — Riga: RPIVA, 2010, 23.-31. Ipp., ISBN -978-9934-8060-9-4.

Enkuzena, S. Management Training evaluation: Theory and Practice. Why the
Gap is so big? // Electronical Proceedings of 1st Israeli Global Human Resource
Management Conference (GHRM). — Israel: ORT Braude College, 2011, p. 15.

Results of the study have been presented and discussed in the following

international conferences in Latvia and abroad:

1.

RISEBA International Scientific Conference “Changes in Global Economic Land-
scape - in Search for New Business Philosophy” — Riga, Latvia; 2011. Report
“Management learning process evaluation. A case study of a retail store chain”.
“Management horizons in changing economic environment: visions and chal-
lenges” - Kaunas, Lithuania; 22-24 September 2011. Report “Management
training during socio-economic crisis: tool to increase job satisfaction? A case
study of a retail store chain in Latvia’.

Latvia University of Agriculture, Faculty of Social Sciences 7th Annual In-
ternational Scientific Conference “New dimensions in the development of so-
ciety” — Jelgava, Latvia, 6-7 October. Report “Barriers for use of traditional
training evaluation approach in enterprise”.

Ist Israeli Global Human Resource Management Conference (GHRM). ORT
Braude College — Karmiel, Israel, 23-25 November 2011. Report “Manage-
ment Training evaluation: Theory and Practice. Why the Gap is so Big?.

10th BMDA Annual Conference “Winning Strategies in Challenging Times”. —
Gdansk, Poland, 10-11 May 2012. Report “Management Training evalua-
tion — Obstacles and Challenges”.

The Social Sciences Research Society Second International Conference on Busi-
ness, Management, Economics and Finance — Izmir, Turkey, 5-7 October
2012). Report “Management Training evaluation Criteria in Latvia: Results
from Interviews in Service Sector Enterprises”.
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7. VI International Conference “Management Theory and Practice: Synergy in

Organisations.New Developments in Organisational Performance: from Tan-
gible to Intangible” - Tartu, Estonia, 11-12 April 2013. Report “Obstacles in
training evaluation — how to overcome them”.

3rd International CAL4INO Conference “Relasing Creative Energy: Towards
a more competitive Europe” - Fascilitator for 5th round table: Measuring the
Impact of Creative Activities in Learning: Challenges and the Potential —
London, UK, Goldsmiths, University of London, Nov. 28-29, 2013.

Results of the study have been reported at the following professional

seminars:

1.

Enkuzena, S. What personnel managers think about management training
programmes? Presentation and webinar. Presentation of study results for the
Latvian Association of Business Consultants. 25 October 2012. http://www.
biznesam.lv/?sub=publications&id=363

Enkuzena, S. Management training evaluation and its improvements possi-
bilities in Latvia. Seminar - presentation, the Latvian Association of Person-
nel Management, 22 October 2012. http://www.lpva.lv/pasakumi/lpva-maci-
bu-pasakumi

The paper has the following structure:
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INTRODUCTION

1. TRAINING EVALUATION IN ENTERPRISES: THEORETICAL
COSIDERATIONS
1.1. Traditional training evaluation models
1.2. Topicalities of international experience concerning management
training evaluation

2. METHODOLOGY AND KEY RESULTS OF MANAGEMENT
TRAINING IMPLEMENTATION AND EVALUATION PRACTICE
2.1. Justification of the study methodology
2.2. Results of expert interviews
2.3. Tendencies in training evaluation practice in service enterprises of

Latvia: results of the questionnaire survey

3. TRENDS OF MANAGEMENT TRAINING EVALUATION
IMPROVEMENT IN SERVICE ENTERPRISES
3.1. Description of training evaluation criteria and methods
3.2. The model of management training evaluation and activities of its

implementation in service sector enterprises

CONCLUSIONS AND RECOMMENDATIONS
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1. TRAINING EVALUATION IN ENTERPRISES:
THEORETICAL COSIDERATIONS
The lenght of the chapter 1 is 40 pages, the chapter contains 7 tables and 5 figures

This chapter offer a theoretical analysis that aims to answer the following
questions: 1) what are the traditional training evaluation models, what their
contribution is and what their limits are; and 2) what are current important
themes in management training evaluation research world-wide and what the
key tendencies in training evaluation are in post-industrial society. The terms
“learning”, “training”, and “training evaluation” have been explained at the
beginning of the chapter. The term “training” has been used in the doctoral
thesis in connection with company management and human resources manage-
ment, therefore, training and its outcome have been viewed as a means for de-
velopment of an individual and for achieving objectives.

Management learning/training has been studied as a process in which the
management acquires different skills and knowledge which increase their ef-
ficiency when managing, organising, and influencing other people (Prahalad,
200; Klein, Ziegert, 2004; Powell, Yalcin, 2010).

The problem of defining the term “training evaluation” reveals the necessity
of creating uniform terminology since terms containing different meanings have
been used in the explanation of evaluation: usefulness, outcome, sense, signifi-
cance, impact, efficiency, attitude, performance, and effect. Pineda’s definition
(Pineda, 2010, 674) reveals the multidimensional nature of training evaluation -
both financial and social aspects: “Training evaluation in organisations is
analysis of the total value of social and financial aspects of the training system
or activity to obtain information about the achieved objectives, total costs of
training and benefits which become guidelines in the decision making process”.

Based on the analysis of different definitions and training evaluation litera-
ture, I propose the following definition of training evaluation: ‘Training evalu-
ation is an analysis of the tolal social and/or financial value of a training sys-
tem or activity with the aim to obtain information about achieved aims and
benefits of training that can be used as guidelines in decision making process.
Training evaluation is closely related to training systems in the enterpreise; it
plays an important role in the implementation of business strategy; it is a mul-
ti-dimentional process, where the return from training is measured not only in
financial but also in social and psychological terms’.

The doctoral thesis analyses the traditional training evaluation models cre-
ated in the second half of the last century and which have been improved until
today. The term “traditional training evaluation models” and its understanding
have been borrowed from Giangreco’s studies (Giangreco, Sebastiano, Peccei,
2009; Giangreco, Carugati, Sebastiano, 2010; Giangreco, Carugati, Sebastiano,
Della Bella, 2010). He believes that the traditional training evaluation models
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are the ones which are more appropriate for enterprises in the industrial econ-
omy. Training evaluation has been traditionally explained as a final stage in a
systemic approach when organising training. Its objective is to improve training
(formative evaluation) or assess its value and efficiency (summative evaluation).

Over time, different training evaluation models have developed. Models in
training evaluation have been classified on the basis of the development meth-
odology of institutional systems which originated in the USA in the 1950s and
1960s (Gagne, Briggs, 1992; Goldstein, 1986; Mager, 1962). Three most impor-
tant groups have been identified: target-oriented evaluation which emphasises
that the first step in the training planning phase is definition of evaluation ob-
jectives; system-based evaluation which emphasises the link of training with
the general context of the enterprise and the training system; and target-free
evaluation where evaluation starts with an assumption that it is better for the
evaluator not to know the defined training objectives. Evaluation is carried out
on the basis of interviews with training participants to find out how training
has taken place. In the 1990s realistic evaluation was developed. It is a train-
ing evaluation approach expressing an idea that the training programme con-
tent has to address real and specific problems, not theoretical constructions
(Pawson, Tilley, 1997; Brown, Gerhardt, 2002).

The doctoral thesis describes in detail the hierarchic target-based training
evaluation model created by Kirkpatrick in 1959 defining evaluation as detection
of behavioural change resulting from training by carrying out evaluation at four
levels (see Figure 1).
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Figure 1. Interrelation among training evaluation levels
(Source: Global Learning Alliance and Knowledge Advisors 1, 2004)
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In the theory review I analyse models (Bramley, 1996; Hamblin, 1974; Warr
et al., 1970, etc.) similar to the Kirkpatrick’s model and derivatives of the Kirk-
patrick’s model (Warr, et al., 1970; Hamblin, 1974; Cannon - Bowers et al.,
1995; Kaufman et al., 1995; Molenda et al., 1996; Phillips, 1997, 2003; Cascio,
1991, 1993; Tyler, 2002). The most influential system-based models are CIPP
(context, input, process, product) (Worthen, Sanders, 1987); TVS (Training
Validation System) (Fitz — Enz, 1994); IPO (input, process, output) (Bushnell,
1990). Since the Kirkpatrick’s model does not include measuring of the impact
of costs on training which is an important aspect for enterprises, Phillips in
1997 developed a five-level return on investment (ROI) model. Return on in-
vestment is a process during which monetary benefits or training outcomes are
compared with training costs (Phillips, 1994, 1997; Kearns, 2005).

At the end of the last century there was a tendency to create more integrated
training evaluation models encompassing criticism of the Kirkpatrick’s model
and additions thus building a universal approach to training evaluation and de-
veloping a systemic approach to training evaluation where evaluation levels are
still separated.

The connection between focus on training participants and a company’s per-
spective (i.e. objectives, needs, interests) was specified by the four-step or dou-
ble loop model - a training and evaluation model (Lingham et all, 2006) which
includes cyclicality of training evaluation.

One of the recent training evaluation models is Pinedas (Pineda, 2010) in-
tegrative evaluation model. Its key feature and at the same time also difference
from all previously analysed training evaluation models is focus on training, in-
dividual’s, and organisation’s objectives (the target-based approach), evaluation
of the training content and process (the systemic approach), and on cyclicality.
Planning of training and its process are connected in one system together with
training evaluation which identifies addressees of evaluation; evaluators; evalua-
tion elements/levels; evaluation time; and evaluation methods and instruments.

When exploring evaluation models, I drew conclusions on several benefits
and limits of the traditional training evaluation models: The Kirkpatrick’s hi-
erarchic model has become a framework for evaluation of the training process
and its outcomes (Kaufman et al., 1995; Clark, 2008), and modern training eval-
uation procedures (O’Connor et al., 2008; Nickols, 2010) have been developed
on the basis of this model. The Kirkpatrick’s model and its derivatives help prac-
titioners realise the connection of training evaluation objectives with tactical
and strategic goals of an enterprise. Each derivative of Kirkpatrick’s model has
provided its contribution to development of training evaluation methodology
by showing the significance of evaluation methods before and after training and
significance of evaluation of the training environment and technical equipment;
by developing methodology of how to calculate return from financial invest-
ments in employee training drawing attention to specific variables influencing
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training outcomes and focusing on the unity of planning and the process of
training and training evaluation, and that this unity enhances the inclusion of
training evaluation in the training system of an enterprise.

The key limits of the Kirkpatrick’s model and its use are: 1) an excessive sim-
plification and incompleteness (Bates, 2004) or, on the contrary — the model is
too complicated (Giangreco, Carugati, Sebastiano, 2010); 2) the cause and effect
relationships between different evaluation levels have not been verified (Alliger,
Janak,1989; Holton, 1996); and 3) gradual movement of meaning of information
from the first evaluation level to the next ones has not been proved (Bates, 2004;
Giangreco, Carugati, Sebastiano, 2010).

The analysis of literature discovered an important problem: HRD and
HRM specialists often do not use models in training evaluation practice of
an enterprise — there is a tendency in companies to perform evaluation only
at the first level, i.e. to carry out measurements of reactions (Wang, Wilcox,
2006; Giangreco, Carugati, Sebastiano, 2010). The Kirkpatrick’s model has been
criticised for insufficient explanations, for the limited number of levels and el-
ements; for the insufficiently clear procedure how to carry out evaluation and
how to use evaluation results. The traditional training evaluation models are
time-consuming and foresee training evaluation at all levels. The division of
evaluation into stages and their universal nature minimises the significance fac-
tor of the specific enterprise and the specific training situation.

When analysing international literature of management training evalua-
tion, I aggregated results of theoretical and practical studies on training evalu-
ation carried out over the past 10 years and discovered new alternatives for
training evaluation. Researchers have mainly focused on all level management
training evaluation. Nowadays the connection among training outcomes, the
company strategy, and HRM policy are important for an enterprise. Manage-
ment training plays an important role in development of human capital since
managers make decisions influencing many levels of company operation: the
strategy, structure, and general operation (Rowe, 2001; Senge, 2003; Daft, 2005,
2007; Mazutis, Slawinski, 2008). Case studies in the field of employee training
in Latvia show that most of the so-called “soft” training, which develops social
skills applied in enterprises, is general management training (Enkuzena, 2011).
Two factors - limited financial resources and a new generation of managers —
have made the issue of the significance of training evaluation acute. During the
research process I concluded that in Latvia, when remuneration of middle and
senior managers was significantly reduced as a result of the economic crisis,
cost-effectiveness of the resources invested in training was strictly monitored in
enterprises (Enkuzena, 2011).

As of the 1960s it has been more often indicated that the industrial society
has been replaced by the post-industrial society which brings with it changes
in the economy. Since management training is closely linked with economic and
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social factors which, in their turn, influence setting objectives for training evalu-
ation, it is important to respect differences of industrial and post-industrial so-
cieties, as well as training and training evaluation differences in these societies.

American sociologist who proposed the notion “post-industrial society”
Daniel Bell observed changes in industrial society of that time and the birth of
a new society (Bell, 1976). Scientists of various sectors, high-level specialists —
intellectuals and engineering staff play the leading role in the post-industrial
society. Transition from manufacturing of goods to provision of services takes
place in this society. Most of people are employed not in extractive industry and
in manufacturing but in provision of services which encompass trade, finance,
transport, entertainment and recreation, health protection, research, and devel-
opment of new high technology (Bell,1976). In the 1970s Bell observed that ac-
cumulation and dissemination of theoretical knowledge is the key driving force
of change and innovation. The theoretician developed a comparative table of
features of the industrial society and the new post-industrial society to reflect

changes taking place in society (see table 1).

Table 1

Post-industrial society: a comparative scheme (source: Bell, 1976)

Comparable feature

Industrial society

Post-industrial society

Occupation

Manufacturing

Processing

Economy

Manufacturing of goods

Services and education
(transport, trade, finance,
insurance, real estate, health,
research)

Changes in resources

Energy has been generated
(electricity, oil, gas, coal,
nuclear energy)

Information has been
obtained

(computers and data
transmission systems)

Strategic resources

Financial capital

Knowledge

Technology

Mechanisms

Intellectual technologies

The necessary specialist

An engineer and a semi-

A scientist; technical and

and skills skilled worker professional knowledge
Methodology Empirism and Theory
experimentation (models, simulation,

decision-making theories,
system analysis)

Time perspective

Adaptation to the existing
necessity and experimentation

Future-oriented (forecasting
and planning)

Relationship model Subjugation of the adapted Relationships between
natural resources people
The key motive Economic growth Putting in order theoretical

knowledge
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Bell describes the new society as the information society. Information ex-
change is the driver of the new society like electricity, oil, and nuclear energy
were development drivers in the industrial society. Knowledge is a strategic re-
source in the post-industrial society, but the key resource of the industrial soci-
ety was money. Consequently, the main problems of the industrial society were
related with capital and labour force, but the key problems of the post-industrial
society are connected with information and knowledge. Taking into considera-
tion the aforementioned, I have supplemented Bell’s description of the post-in-
dustrial society of the 20" century by paying attention to an essential issue of the
21° century — education and training of human resources. See continuation of
table 1.

Continuation of table 1

Comparison of industrial and post-industrial societies

Co;nparable Industrial society Post-industrial society

eature

Substance Facilitate long-lasting | Multidimensional perspective which

of training | improvement of staff encompasses the needs of an individual,

evaluation | skills (Dahiyal, Jha, enterprise, and society; systematic training
2011) evaluation (Dabhiyal, Jha, 2011); training in
Determinism model a cultural organisation — contextual training
used in training evaluation (Joo, Lim, 2009).
evaluation (Giangreco, | Reflective approaches — only one of many
Carugati, Sebastiano, instruments is used in training evaluation
2010) (Giangreco, Carugati, Sebastiano, 2010)

Change of paradigms directly indicates to changes in training evaluation
in an enterprise. Unfortunately, as Giangreco and colleagues (Giangreco et al.,
2010) have pointed out, scholars insufficiently take into consideration economic
and social changes in training evaluation. We can conclude that at the end of
the 20™ century problems of training evaluation were more often analysed in
relation to the change of the paradigm approach of the industrial society and
tendencies of the post-industrial society development.

Tom Short (Short, 2008, 2009) has provided the most profound explanation
of training evaluation problems. The researcher emphasises the most important
problem training and development professionals face in their work, i.e. it is
more and more difficult to prove the link between training and its outcome.
Short has introduced an innovative term “evaluation vacuum” which describes
conceptual differences arising between the actual training activity and identifi-
cation of the benefits resulting from it (Short, 2009).

I analysed the reasons named by Short that create vacuum of training evalu-
ation, as well as identified other the so-called training evaluation barriers in my
study. After analysing approximately 200 publications about training evaluation
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issues found in EBSCO, Emerald, and other data bases, I concluded that only
few authors have conducted an in-depth analysis of reasons why training is not
evaluated and information about barriers to the use of the traditional training
evaluation in practice (e.g. Campbell, 1998; Tennant, Boonkrong, Roberts, 2002;
Short, 2008, 2009a; Griffin, 2010; Pineda, 2010; Giangreco et. al, 2009, 2010).

Barriers in training evaluation are mainly related to unsuccessful attempts of
HRM and HRD practitioners to apply the traditional training evaluation mod-
els and methods in evaluation of training processes in a modern enterprise. It is
impossible to employ linear and tome-separable training evaluation methods in
a dynamic and changing environment. The cause of barriers is unsuitability of
the traditional training evaluation model for the needs of an organisation of
the 21 century.

The division between economic reality and scientific trends shows that the
academic view is comparably different from reality it tries to explain. Therefore,
some researchers ask a valid question: how appropriate is it to continue creating
multidimensional evaluation models (Giangreco, Carugati, Sebastiano, 2010)
and carry out studies on improvements of the training evaluation system if this
evaluation system is ignored by many of enterprises?

The analysis of literature showed that at the end of the 1990s, HRM and
HRD specialists considered that the key problems in training evaluation were
caused by the absence of a universal single training evaluation model, but to-
day scientists and practitioners emphasise that the tendency to use a universal
model is an obstacle to training evaluation which creates a gap between require-
ments of HRM and HRD and opportunities offered by science to satisfy these
needs in real enterprises. The most essential aspect is benefits of management
training, however, at the same time it is the least evaluated or even ignored ele-
ment of the training process (Tennant, Boonkrong, Roberts, 2002).

So far it has not reliably shown that there is a linear relationship between
training costs and outcomes. Actually, in many cases better outcomes can be
achieved by spending less (Gallie, White, 1993; Santos, Stuart, 2003). Today not
only rational and financial considerations have to be taken into account when
evaluating training but also the social factor which cannot always be expressed
in financial indicators. The increase of significance of the social factor in train-
ing evaluation in enterprises makes us to critically assess the view that the actual
value of training can be weighed only when benefit from training is expressed
in monetary units (Lockwood, 2005, 2006; Tennant, Bookrong, Roberts, 2002;
Giangreco et al., 2009, 2010).

When evaluating training, it should be taken into account that there are
two types of evaluation: 1) quantitative which can be measured in a monetary
amount; and 2) qualitative which cannot be explained in the so-called terms
of economic factors; cannot be converted into monetary terms, such as for ex-
ample, motivation, satisfaction, and initiative (Pineda, 2010; Griffin, 2010).
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One and the same model or methods cannot be used for training evaluation
of different training in a modern company. Training is varied: these variations
are determined by individual motivation, reactions, and expectations of training
participants, and they often depend on the training initiator (Brinkerhoff, 2003;
Tziner et al., 2007; Siti, Shamsuddin, 2011). Training evaluation is not universal,
but it depends on the training aim which may be different in each enterprise,
for each involved party (a training provider, training participants, the compa-
ny management, company owners), and for each training (Tziner et al., 2007;
Sitzmann et al 2008; Pineda, 2010). A precisely defined training aim helps de-
termine the training evaluation goal and use evaluation methods flexibly, skil-
fully combine reflective methods to improve training and summative methods
to determine training value and efficiency (Molenda et al., 1996; Rajeev et al.,
2009).

Training needs analysis is to determine what kind of training is most nec-
essary for employees to bring the highest rates of return (Gordon, 2006). Ac-
cording to Armstrong, training needs have to be analysed, first, in the entire
company (corporate needs), second, within the company at the level of groups,
divisions or professions (group needs), third, in relation to each individual em-
ployee (individual needs) (Armstrong, 2012).

Evaluation of training programmes in enterprises is crucial, however,
despite the significance of training evaluation it is one of the most neglected
phases in training evaluation (Lingham et al., 2006; Klein et al., 2006; Tai, 2006;
Bell, Ford, 2007; Siti, Shamsuddin, 2011). When evaluating content, it is neces-
sary to strike a balance between the theoretical and practical (Pineda, 2010; Tai,
2006; Rowold, 2007). It is important to create the training content meeting the
needs of training and to choose appropriate training evaluation methods. Differ-
ent content of training programmes provides various evaluation methods (Ling-
ham, Richley, Rezania, 2006; Giangreco, Carugati, Sebastiano, 2010).

Evaluation of managers’ competence is a solution to reduce concerns re-
garding the returns of investments in training. By defining a competence to be
acquired or improved during training, a more precise assessment of work per-
formance can be achieved (Winterton et al., 2000; Naquin, Holton, III, 2002,
2006; Kalargyrou, Woods, 2010). If it is clear what competence — a general or a
specific one has to be improved during training, it is easier to evaluate training.

The literature review of recent studies on training evaluation (Lingham et.al,
2006; Nikandrou et al., 2009; Leimbach, 2010; Pineda, 2010; Siti, Shamsuddin,
2011; Pool, 2011, etc.) lead to a conclusion that the following evaluation el-
ements are important for management training evaluation: 1) evaluation of
fit between the training objectives and the company needs; 2) evaluation of the
training content; 3) evaluation of training methods; and 4) evaluation of trans-
fer of training results to the working environment. A special attention has to be
paid to evaluation of the fit between the training objectives and company needs
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(Gordon, 2006; Lingham et.al, 2006; Pineda, 2010; Pool, 2011). This assessment
is the most crucial - the training aims must be linked with the company aims
(see Figure 2). Therefore, planning of training and training evaluation plays a
crucial role. All categories of persons related to training have to be involved in
planning: the company management, the training provider, and training par-
ticipants thus creating an integrated training evaluation and adjusting it to each
specific training situation.

Company strategy Company aims HR development
and tasks (learning) needs

Evaluation of employees’
job performance according Learning, training and Evaluation of learning
to the company and it's evaluation goals
learning objectives

Figure 2. Relationship between training and company goals

Giangreco and his colleagues (Giangreco, Carugati, Sebastiano, 2010) point
out that in order to create a new approach to training evaluation in the post-in-
dustrial economy it is important to take into account four factors: the size of the
enterprise (Lingham, Richley, Rezania, 2006), the type of training participants
(Westbrook et al., 2008), the training content (Lingham, Richley, Rezania, 2006),
and legal framework of the country (Lilly, 2001).

The keywords of management training evaluation are: impact and value -
managers are the employees whose activities have a major impact on the desired
business results. Management training evaluation needs to show connection
with the company needs. There is a tendency in management training develop-
ment to move from training at universities or other educational institutions to
training in an enterprise by developing training programmes meeting the needs
of each enterprise according to the sector and which respect a balance between
the theoretical and practical content.

The most appropriate training evaluation is determined by the situation of
the specific enterprise since the management training content, training methods,
and the necessity to transfer the specific knowledge to practice are individual for
each enterprise. The issue of training evaluation in companies still has not been
solved. Researchers and practitioners acknowledge that there is lack of a cred-
ible, situation-based, and stable measurement instrument. Therefore, it is neces-
sary to carry out applied research to find out what training evaluation methods
meet the training needs, objectives, and resources of the specific enterprise.
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By examining training evaluation practice in various companies it will be
possible to find the training evaluation criteria meeting the needs of a company
functioning in a modern economy and discover topical, useful for an organisa-
tion, and convenient training evaluation methods.

There is a possibility to develop an alternative approach to training evalua-
tion which would function efficiently in a service enterprise. The empiric part
of the doctoral thesis reflects the study on management training evaluation in
service sector enterprises in Latvia.
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2. METHODOLOGY AND THE KEY RESULTS
OF RESEARCH INTO IMPLEMENTATION OF
MANAGEMENT TRAINING AND
EVALUATION PRACTICE
There are 51 pages, 16 tables, and 12 figures in chapter 2

A mixed methods approach has been used in the doctoral thesis. This ap-
proach has been similarly employed by training evaluation researchers
(e.g. Short, 2008; Tasca et al., 2010) to reveal diverse training evaluation aspects
in their depth and breadth. Data were collected by using partially structured
expert interviews and a questionnaire survey. Interviews revealed diversity of
reality, but in order to obtain numerical and actual information in a purposeful
way and to make generalisations a questionnaire survey and analysis of statisti-
cal data were carried out.

The population consisted of 518 enterprises which had carried out manage-
ment training between 2010 and 2012 and which were represented by specialists
working in service sector enterprises and who were responsible for the training
and/or development function in the enterprise. The size of the population was
determined by several factors. In my study I was interested in investigating a
special company group (Kristapsone 2008, 176-182). Three factors determined
the status of the special group:

1) the provider of information represents the company where management

training has taken plac between 2010 and 2012;

2) the information provider is responsible for the training function in the

company;

3) the company, where the specialist works, operates in the service sector.

Information about the respondents has been obtained from the Latvian As-
sociation of Personnel Management and from the leading training providers in
Latvia who shared their customer contact information and allowed me to use
these data for research purposes.

The study includes in-depth interviews in 30 service sector enterprises of
Latvia; 34 HRM and HRD specialists provided information during these inter-
views. The objective of the in-depth interviews was to explore the training and
training evaluation practices in service sector companies in Latvia so that this
information can be used to develop a questionnaire for the quantitative study.
The interviews carried out within the doctoral thesis can be classified as expert
interviews which are carried out in case it is necessary to get professional un-
derstanding of the issue of the study (Dalton et al., 2010). On the basis of the
information provided by the Latvian Association of Personal Management
and recommendations regarding enterprises where planned development of
employees is taking place, I chose a list of 40 potential participants of interviews.
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At the beginning 25 interviews were scheduled, then additional five interviewe
were conducted until the point of theoretical saturation (information obtained
during the interviews did not repeat, and substantial new information units
were not obtained) was reached. The recorded interviews were transcribed.
Then information was coded by using the qualitative method processing soft-
ware Atlas.ti. Transcriptions of interviews were entered in the software, and then
each interview was coded. The analysis of interviews was carried out according
to the question blocks asked and according to the created codes.

Sampling in the questionnaire survey was all population or census. The
questionnaire was sent electronically to 518 respondents; 104 out of them
were valid for data processing by generating 20% response rate. The objective
of the questionnaire survey was acquisition of quantitative data about training
evaluation in service sector enterprises in Latvia. The questionnaire consisted of
26 questions and 25 out of them were multiple choice questions obtained during
the in-depth interviews. Processing of quantitative data was carried out by using
the SPSS data processing programme. The descriptive and inductive statistical
methods were employed in data processing.

To test the hypotheses put forward in the study, the training evaluation crite-
ria and methods included in the questionnaire have been classified into the tra-
ditional and post-modern training evaluation criteria and methods on the basis
of the analysis of the results of the expert interviews. Justification of the division
of criteria and their characteristic features are reflected in table 2.

The study hypotheses foresee to determine the causal link between the facto-
rial characteristics — the type of service and size of the enterprise and two resul-
tative characteristics measured on a ranking scale — training evaluation criteria
and training evaluation methods. The Kruskal-Wallis (Kruskal, Wallis, 1952,
583 - 621) test has been used in data processing. It provided an opportunity to
establish whether the evaluated factorial characteristic influences the resultative
feature. I used the Kruskal-Wallis test as a nonparametric alternative method for
analysis of dispersions (Green, Salkind, 2008).

Results of the expert interviews suggested that management training in
service sector enterprises of Latvia is a necessary factor for sustainable devel-
opment of an enterprise. Training experts emphasise the necessity of training
compliance with the specifics of a company’s operation and the concrete situa-
tion. All 30 studied enterprises have experience in organising and implement-
ing training. However, in the small and medium-sized companies management
training is not so often organised according to a specific order, but the training
system is in place in the large companies. The goal of management training is
increasing business results of the enterprise, as well as increasing results of the
managed structural unit, i.e. management training is focused on outcomes. Def-
inition of the training goal is a reference point for the whole further evaluation
process. Experts believe that training must have a specific goal and it must be
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Table 2

Traditional and post-modern evaluation criteria and methods and their
characteristic features

Type of

. Criteria Characteristic features
criteria

Traditional | What is the management’s Characteristic of training evaluation

training emotional mood after training, | since its outset. The most often used

evaluation |emotional attitude (liked or evaluation criteria; their theoretical

criteria did not like, was/was not grounds have been developed in the
interested)? framework of the traditional training
How does the managements | evaluation models (Kirkpatrick, Holton,
attitude and behaviour change | Lingham, Pineda). They originated in the
after training? industrial economy and they emphasised
How do work results of the the necessity to assess the relationship
management change after between investments and return (Kearn,
learning? 2005). A common feature of the criteria
What are the learning costs? | is measurability of their objectives — on

ranking scales, as well as in units of
money, time, and workload.

Post- Does the management Characteristic of the new, post-industrial

industrial | consider learning meaningful? | approach to training evaluation where

training How can the acquired compliance with development objectives

evaluation |knowledge and skills be used | of the organisation and human resources

criteria in the enterprise? has been observed. Training evaluation

To what extent is learning
necessary for the enterprise?
To what extent is the learning
provider suitable for the needs
of the enterprise? What is the
duration of learning?

What learning methods have
been used?

has been linked with the common
development of the enterprise (Hunt,
Baruch, 2003; Lingham et al., 2006). The
role of cooperation among the company
management, learning providers,
learning participants, and evaluators
has been emphasised (Lingham et al.,),
the unique value of human capital

has been recognised (Ployhart, 2006;
Sturman et al., 2008). The criteria are in
line with reacting, application-focused
and situational evaluation (Eseryel,
2002; McCoy, Hargie, 2001). When
evaluating learning, a special focus is on
the development dynamics of employees
(Giangreco, Carugati, Sebastiano, 2010).
A common characteristic of the criteria
is a reflective, subjective approach by
respecting socio-psychological aspects
which often cannot be quantitatively
measured (Giangreco, Carugati,
Sebastiano, 2010).

79




Type of

Methods Characteristic features
methods
Traditional | A questionnaire for learning Methods which have been
training participants about the implemented used in training evaluation
evaluation learning. since its outset. According to
methods A knowledge and skills test. practice, these are the most
Observation of behaviour of learning | often used methods. They
participants by using defined have theoretical grounds.
observation criteria. Most often these methods
Changes in financial indicators and are quantitative (Tennant,
business results of the enterprise. Boonkrong, Roberts, 2002;
Evaluation of projects and work Tabbassi, Bakar, 2009; Griffin,
managed by a learning participant. 2010; Pineda, 2010).
Evaluation provided by the direct
manager about performance of the
learning participant.
Post- Work performance discussions. Characteristic of the new,
industrial Discussions with the management post-industrial approach
training about the learning process and its to training evaluation.
evaluation outcome. Theoretical grounds have not
methods Observation of behaviour of a learning | been developed for them: for

participant without using defined
observation criteria.

Opinion of subordinates of a learning
participant about behavioural changes
of their manager after learning.
Informal meetings during which a
learning participant transfers the
acquired knowledge to others.
Customers’ feedback about the specific
manager.

Training evaluation provided by an
external expert.

Staff turnover in the structural unit
subordinated to the manager.
Development of the manager’s
individual action plan and monitoring
of its implementation to transfer
learning outcomes to the working
environment.

example, work evaluation
discussions; the manager’s
individual action plan after
learning). These methods
were discovered during
interviews with HRM and
HRD specialists of enterprises.
They are subjective, reflective,
based on observance and
without strictly defined
criteria. They are in line with
the target-free and application
focused approach to training
evaluation (Eseryel, 2002
McCoy, Hargie, 2001); they
are qualitative.
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clear what is expected from training. There is no markedly common tendency
to inform employees about the training goal and the expected training outcome:
the training specialists emphasised that the management is familiarised with the
training goal more often than with the expected outcomes.

Enterprises organise both internal and external management training. There
is a prevailing view that internal or corporate training helps better explore the
needs of an enterprise, and individual and training programmes are developed
for the specific company. The larger the enterprise and the more managers it
has, the more it focuses on internal training, and the management is hived off as
a separate training group.

Information provided by experts’ shows that groups and individuals who
participate in training have different understanding of training and evaluation
of training outcomes. In general, interviews with training experts of service sec-
tor enterprises reveal specifics of training evaluation: it is situational, diverse,
and flexible with regard to the type of training and content.

The necessity of training evaluation has been stressed in answers of informa-
tion providers. Experts recognised the necessity of training evaluation, however,
they pointed out that not always there is a direct relationship between training
and its outcome. Experts also expressed doubts about the necessity of evalua-
tion and acknowledged that it is difficult to carry out training evaluation. These
difficulties are connected with the choice of adequate evaluation methods and
objective possibilities to determine the link between training and work results.
Experts have problems to separate training as such from its evaluation which
can indicate that, on the one hand, the substance of training evaluation has not
been fully understood, however, on the other hand, it shows the connection be-
tween the training and training evaluation processes.

Expert interviews in Latvia reveal two new training evaluation aspects which
have not been mentioned so far in studies of other authors analysed in the theo-
retical grounds of the doctoral thesis, i.e. discussion results of staff evaluation
and development have been often used in training planning and they determine
training needs defined in scientific literature as a start-up phase of training eval-
uation, as well as @ manager’s own initiative plays an important role in defining
the necessity of training.

In general, during the planning stage of training foundations are laid for
training evaluation criteria. However, evaluation of management competence
according to specifically defined criteria is problematic in enterprises. Informa-
tion about the management competence level is obtained: during work evalua-
tion discussions; during everyday cooperation in the work environment; dur-
ing observation by comparing desirable and real competences and their level
by using the defined competences of a specific post in the enterprise.

During interviews experts mentioned the most important, in their mind,
training evaluation criteria: management emotional mood after training,
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emotional attitude; whether the management considers training meaningful;
changes of attitude and behaviour after training, changes in work results after
training; applicability of the acquired knowledge and skills in the enterprise; de-
termination of training necessity; suitability of training providers for the com-
pany needs; training costs; duration; and teaching methods.

The studied enterprises most often use questionnaires or measurements of
reactions of training participants to carry out training evaluation and not so of-
ten, however, it is still used - evaluation of business results. Putting of the ac-
quired knowledge into practice has been recognised as an evaluation method,
however, the introduction criteria have not been formulated clearly enough. In
their practice experts use a method which has not been emphasised so far as an
evaluation method, i.e. evaluation of employee work performance and/or devel-
opment discussions.

The following training evaluation methods were named as the ones used in
practice most often: knowledge tests, change of management behaviour as as-
sessed by subordinates, observation, and development of a plan for the imple-
mentation of training outcomes.

A cooperation tendency between company training experts and training
providers marks in planning of training evaluation. However, there is no un-
equivocal tendency regarding training evaluation in a longer period after train-
ing: experts see restricting conditions for training evaluation which is mainly
connected with dynamics of the work process which limits possibilities to carry
out an objective evaluation.

None of the enterprises uses all levels of the traditional hierarchic and lin-
ear training evaluation models for management training evaluation; model ele-
ments according to the actual situation of the enterprise have been used instead.
Most often measurements of reactions and transfer of outcomes to the working
environment connected with observation of behavioural change have been used;
in individual cases business results of the company or division, or changes in
individual competences have been used as an indicator of training results.

The summative evaluation which measures a direct link between train-
ing and company results has been little used. Reflective approaches have been
mainly used in training evaluation: involvement of employees in evaluation of
management training outcomes; management self-reflection about the training
process and transfer of training outcomes to the working environment; formal
and informal discussions with training participants; implementation of the plan
of introduction into practice of training outcomes; observation of employees on
a daily basis; expert evaluations; and results of different employee and customer
surveys.

The interviews marked the training evaluation problems defined by scien-
tists: due to changing economic conditions it is difficult to define the business
goal and respectively also the training goal and outcome and consequently
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also the training evaluation goal. The fact that part of specialists do not under-
stand the substance of training evaluation exacerbates the problem. However, it
should be noted that experts clearly define the aspects they personally are inter-
ested in regarding training evaluation, and mainly it is the introduction of the
competence acquired during training in the working environment.

The study of practice shows the following relationships: if the opinion of a
training participant is more important when evaluating the training process,
then during evaluation of training outcomes, evaluation provided by the direct
manager or other employees is more important over a longer period after train-
ing, without excluding self-evaluation of the training participant.

In practice experts directly or indirectly acknowledge complexity of theoreti-
cal training evaluation models and doubt the usefulness of evaluation according
to levels, as well as they acknowledge the training evaluation barrier defined in
theory: difficulties to define the relationship between training and the outcome.
Many experts point to a practical solution of the problem - the system of evalu-
ation of work results in enterprises, which comprises employee evaluation or
development discussions, is a suitable instrument for training evaluation. This
means that a company does not need additional resources for training evalua-
tion. Researchers of training evaluation consider allocation of these resources a
crucial factor. At the same time, interviews with specialists indicate that there is
lack of a simple, fast, user-friendly, and understandable training evaluation in-
strument.

When analysing interview results, I obtained justification for the develop-
ment of the questionnaire.

Results of the questionnaire survey have been reflected in the descriptive
and inductive analysis. The descriptive part of the data analysis analyses in-
formation about the respondents — human resources management and develop-
ment specialists and the enterprises they represent; it describes the respondents’
understanding of training evaluation; reflects the use of training evaluation cri-
teria and methods, identification of training means and setting of training ob-
jectives, as well as the practice of training evaluation planning.

The inferential part of data analysis analyses relationships of the use of the
post-industrial training evaluation criteria and methods, as well as the impact
of factoral features — the type of service and company size - on resultative fea-
tures - training evaluation criteria and training evaluation methods.

Experienced employees are responsible for management training in enter-
prises: more than half (54%, n=56) of the respondents were personnel manag-
ers, 14% (n=15) personnel specialists, 8% (n=8) personnel development man-
agers, but the rest 24 % (n=25) belong to the answer “others” and include the
posts such as a company manager, board member, quality manager, and excel-
lence expert. 47% (n=49) of the respondents work in their profession for more
than 10 years, 29% (n=30) of the respondents have worked in the respective
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profession from 6 to 10 years. According to their economic activity, the re-
spondents have been divided into three groups: intellectual 22% (n=22), eco-
nomically administrative 59% (n=62), and other services 19 % (n=20). Accord-
ing to the size of the enterprise, the respondents” answers have been divided into
three groups: micro and small enterprises 15% (n=16), medium-sized enterpris-
es 41% (n=42), and large enterprises 44% (n=46).

The obtained results about the enterprises of the micro and small group,
where the value of n is comparatively small, should not be generalised.

The respondents’ explanation of the term “training evaluation” is varied.
Understanding of the term “training evaluation” differs both among practition-
ers and scientists (see figure 3). The survey shows that 98.1% of the respondents
(70.2% agree and 27.9% partially agree) that training evaluation is necessary.
Most often (81.4%) the respondents believe that training evaluation is necessary
according to the situation or the training goal.

The extent to which you agree to opinion what term "learning evaluation" means?
f100% e e 7
90% ——
24
80% ——— 25 ————
70% +——— 27.9
M Fully disagree
60%
Partially disagree

50%

) A Partially agree
40% 7 38.5 W Fully agree
30%

20%
0% T T
Evaluation of learners’ Evaluation of the learning  The evaluation of implemented
competence and motivation process during the learning learning results over a longer
level before the learning and/or after learning period of time after the learning

Figure 3. Perception of the term “training evaluation”: Respondents’ answers %

Since training objectives in enterprises are different, types of training are
varied. Most of the enterprises choose all types of training by organising inter-
nal 85% (n=89), corporate 95% (n=99), and open 94% (n=98) training. Diversi-
ty of choice of training types confirms the theoretical assumption that the train-
ing goal should determine the type of training. Management training is mostly
organised twice (42%, n=44) or once a year (38%, n=39). Only a small part of
enterprises (20%) organises it more often.

Understanding of the relationship between training and business re-
sults. The respondents link the management training outcome with work
results 95.2% (n=99), however, one third of the respondents point to indirect
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connection of the training outcome with work results believing that training is a
motivating and emotional factor in a manager’s work.

Training evaluation criteria. Table 3 shows that the most often used train-
ing evaluation criteria in service sector enterprises are training costs 91.3%, the
training methods used 90.3%, to what extent the training provider is suitable for
the company needs 88.5%, and whether managers consider training meaningful
88.5%. 'The training evaluation criteria not so often employed in service sector
enterprises are: how work results of the management change after training, and
how attitudes and behaviour of the management change after training.

Table 3

Training evaluation criteria: Respndent choices %

Evaluation
Always | Often | Total | Seldom | Never | Total

Statement
Training costs 62.5 28.8 | 91.3 7.7 1 8.7
What training methods are used | 53.8 365 | 90.3 8.7 1 9.7
Do.es. the management consider 413 472 | 885 115 0 115
training meaningful
To what extent the training
provider suits the company 58.7 29.8 | 885 10.6 1 11.6
needs
To what extent training is 53.8 346 | 884 106 1 116
necessary for the company
Duration of training 56.7 27.9 84.6 12.5 2.9 15.4
What is the emotional mood of
the management after training, 34.6 452 | 79.8 18.3 1.9 20.2
the emotional attitude
How can the acquired knowledge
and skills be used in the 32.7 452 | 779 20.2 1.9 22.1

company
How do attitudes and behaviour
of the management change after 20.2 51 71.2 23.1 5.8 28.9
training

How do work results of the
management change after 212 413 | 625 33.7 3.8 37.5
training

The respondents more often (V4= 76.2%; and V,, ina = 86.37 %.) the
mention post-industrial (highlighted in Table 2) criteria as the ones to be used
for management training evaluation: the proportion of the traditional and post-
industrial criteria is 4:9.

During the training planning process, three quarters of the respondents to-
gether with training providers also plan training evaluation over a longer period
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of time after training. However, unfortunately, this is implemented only in one
third of enterprises which is not in line with good training evaluation practice.

Training evaluation methods. Most often the subjective training evaluation
methods have been used: surveys of training participants; discussions with the
management about the training process and training results; discussions about
the implemented training; work evaluation discussions; as well as evaluation of
performance of a training participant by his direct manager (see table 4). I con-
clude that the analysis of the survey data shows contradictions in training evalu-
ation practice: on the one hand, 96.1% (n=100) of the respondents believe that
training evaluation is evaluation of training outcomes transferred to the work-
ing environment, but, on the other hand, training evaluation methods directly
measuring transfer of training outcomes to the working environment have been
rarely chosen.

The least employed methods which include lower subjectivity level and more
objective indicators are, for example, knowledge and skills tests and staff turnover
in the unit subordinated to the respective manager, as well as training evaluation
carried out by an external expert, opinion of subordinates of the training partici-
pant about changes in the manager’s behaviour after training, and observation of
behaviour of the training participant by using defined observation criteria.

Table 4

Training evaluation methods: Respondent choices %

Evaluation Always | Often | Total |Seldom | Never | Total
Statement

Survey of training participants

about the implemented training 48.1 288 o) 202 29 231

Discussions with the
management about the training 25 423 | 67.3 32.7 0 32.7
process and training outcome

Performance appraisal

. . 32.7 32.7 65.4 26 8.6 34.6
discussions

Performance evaluation of the
training participant by the direct | 8.7 50 58.7 34.6 6.7 41.3
manager

Informal meetings during which
the training participant transfers
the acquired knowledge to
others

6.7 26.9 33.6 59.6 6.8 66.4

Evaluation of projects managed
by the training participant and
his performance evaluation
during the post-training period

4.8 26 30.8 41.3 27.9 69.2
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Development of a manager’s
individual action plan

and monitoring of its
implementation to transfer
training outcomes to the
working environment

5.8 24 29.8 38.5 31.7 70.2

Observation of behaviour of the
training participant without any 3.8 24 27.8 38.5 33.7 72.2
defined observation criteria

Changes in company financial

indicators, business results >8 202 26 413 327 74

Customers’ feedback about the

. 3.8 22.2 26 31.7 42.3 74
specific manager

Observation of behaviour of the
training participant with defined | 2.9 202 | 231 32.7 442 | 76.9
observation criteria

Opinion of the subordinates of
the participant of training about
behavioural changes of their
manager after training

1.9 18.3 20.2 37.5 42.3 79.8

Training evaluation carried out

2.9 17.3 20.2 27.9 51.9 79.8
by an external expert

Staff turnover in the unit

subordinated to the specific 2.9 15.4 18.3 423 394 | 81.7
manager
Knowledge and skills tests 3.8 135 | 17.3 49 337 | 827

The proportion of the traditional (highlighted in table 3) and post-industrial
evaluation methods is 9:6 which suggests that HRM and HRD specialists men-
tion the traditional training evaluation methods more often (Vav.trad = 38,17%;
the post-industrial methods Vavpostind = 34,29%).

The enterprises represented in the study use the training evaluation planning
phase — identification of the training needs and setting the training goal which
is in line with theory guidelines.

Training that adds value to work performance of managers and indirectly
or directly increases company results has a more crucial role. The tendency that
training in enterprises does not take place because “everybody organises it” or
only because “it has not taken place for some time” is positive.

Most often, in 82.6% cases, the management training goal is to improve
competences of the new managers and in 76% - improvement of work results.
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Least often training is organised because managers have not had it for a long
time (25%) or to improve the management’s emotional feeling (50%). Two
thirds of the respondents point out that an important aspect of training motiva-
tion and evaluation has been respected in enterprises, i.e. participants of train-
ing are informed about the training goal and tasks. One third of the respondents
say that training participants are partially informed, and only less than two per-
cent of the respondents answer that training participants are not informed about
the training goal.

To identify the management’s training needs, evaluation of work perfor-
mance or development and evaluation of the manager’s daily performance have
been employed in practice most often. The third most often named activity is
the manager’s own initiative of. These are new approaches to identification
of the training needs which have not been mentioned in literature so far (see
Figure 4).

Activities used to identify learning needs

100% 0 139 g

90% |—— 183

oo || 231 26

70%

60% +—— 404 Never
53.8

50% Sometimes
53.8
a0% | s Often
: u Always
20% | 27.9 V!
20% | —
10% | . . 12-5 11-5 |
evaluation of work evaluation of the the manager’s own defined by the results from
performance or  manager’s daily initiative of headquarter customer surveys

development and performance

Figure 4. Activities for identification of training needs

When choosing the training provider, usually the most important factors
in the enterprise are the ability of the training provider to adapt the content of
training programmes to the company needs (95.2%), feedback about the train-
ing provider (88.5%), and personality of the specific training provider (85.6%).

More than half of the respondents only partially confirm that the foreseen
training outcomes have been clearly defined and measured after training. One
third of the respondents points out that they plan the final result of training. In
turn, only some of them know how it will be determined whether the manage-
ment’s competence has been improved as a result of training (see Figure 5).
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Q.19. Do you plan expected final result before learning?
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6.7

Q.21. Do you decide how it will be determined whether
the management's competence has been improved?

0

7.3
231

HYes Y
Partly PZ:ﬂy
No
= Other L] (’:‘:her

Figure 5. Identification of training results and criteria for their measurement

Methods which are organically linked with performance appraisal on a
daily basis have been used to evaluate employee competences before training.
Methods whose goal is solely connected with planning of training have not been
employed which could mean that there are limited time and human resources.
Most often the current competence of managers for training is evaluated by tak-
ing into account evaluation provided by the direct manager, work performance
evaluation discussions, and observance in daily work.

Using inferential data analysis methods I tested hypotheses of my study.

The relationship between the traditional and post-industrial training
evaluation criteria and methods

To test H1 Criteria not typical of the traditional training evaluation mod-
els are used in training evaluation in enterprise practice, I used the Wilxcox’s
test and compared the frequency of the use of the traditional and post-indus-
trial training evaluation criteria. Table 5 suggests that there is a tendency level
difference (0.05<p=0.089<0.1) in service sector company practice to use more
post-industrial than traditional training evaluation criteria. Therefore, it can be
concluded that the hypothesis H1a has been partially supported.

Table 5

Differences in the use of the post-industrial and traditional training
evaluation criteria

Training evaluation

e Conclusion
criteria

z p

Post-industrial vs The differences are not statistically
traditional (question 11 of | -1.702 | 0.089 |significant, but they are apparent at the
the questionnaire survey) tendency level (0.05<p < 0.10)
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To test the hypothesis H1b- Methods not typical of the traditional train-
ing evaluation models are used in training evaluation in enterprise practice,
I also used the Wilcox’s test and compared the frequency of the use of the tra-
ditional and post-industrial training evaluation methods. Table 6 indicates that
there is a statistically significant difference (p<0.5) in service sector company
practice between the use of the traditional and post-industrial training evalu-
ation methods: companies use more post-industrial methods than traditional
methods. Therefore, I conclude that H1b has been supported.

Table 6

Relationships between the use of the post-industrial and traditional training
evaluation methods

Training evaluation methods Z p Conclusion

Post-industrial vs traditional The differences are not statistically

(question 14 of the significant, but they are apparent at
. . -2.516 | 0.089

questionnaire survey) the trend level

(0.05<p < 0.10)

To test H2- training evaluation criteria and methods vary by the type of
service and size of enterpreise I used the Kruskol-Wallis test. To test Hypoth-
eses H2a-H2d I separated two factorial (service type and company size) and
two resultative features (training evaluation criteria and training evalua-
tion methods). Therefore based on the type of service they provide I split all
companies in the sample into three types: intellectual services (22%, n=22), ad-
ministrative services (59%, n=62) and other services (19%, n=20). Based on the
size of the company I distinguished between micro and small businesses (16%,
n=16), medium size businesses 41% (n=42) and large companies (44%, n=46).

Impact of the service type on training evaluation criteria and methods

To verify H2a Training evaluation criteria are different in enterprises of-
fering different types of services, I determined the relationship of the company
service type with the use of the traditional and post-industrial training evalua-
tion criteria.

Results of the Kruskol-Wallis test do not show a statistically significant im-
pact on any of the mentioned evaluation criteria with regard to the company
service type, therefore H2a has not been supported. These results may not be
generalisable since the comparable groups are small.

To verify H2b Training evaluation methods are different in enterprises of
different service types, I determined the connection of the company service
type with the use of the traditional and post-industrial training evaluation
methods.
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In relation to the company service type results show a statistically significant
impact of the tendency level only regarding one of the mentioned training eval-
uation methods: Evalution of projects/work managed by a training participant
in the post-training period (0.05<p=0.056<0.1). I believe that H2b has partially
confirmed. Such a result may not be generalisble since the comparable groups
are small.

The mentioned tendency that there are differences in “evaluation of projects/
work managed by a training participant” in enterprises of different service types
is illustrated in Figure 6. This method has been chosen by intellectual service
companies least often.

3
2.45

£25
= 2.03
s, 1.86
©
3
« 1.5
S
S 1
@
Z 05

0

intellectual services administrative services other services
sevice type
14.10. Evaluation of projects/work managed by a learning
participant in the post-learning period

Figure 6. Relationships between the frequency of choice of training evaluation
methods and service type

Impact of the size of a service sector enterprise on training evaluation
criteria and methods

To test H2c Training evaluation criteria are different in enterprises of dif-
ferent sizes, I determined the relationship between the company size and fre-
quency of the use of the traditional and post-industrial training evaluation.

Results of the Kruskol-Wallis test do not show a statistically significant im-
pact on any of the mentioned training evaluation criteria regarding the size of
an enterprise, therefore, H2c has not confirmed.

To verify H2d Training evaluation methods are different in enterprises of
different sizes, 1 also used the Kruskol-Wallis test and determined the connec-
tion of the size of an enterprise with the frequency of the use of the traditional
and post-industrial training evaluation methods.

The Kruskol-Wallis test results show a statistically insignificant difference
(p=0.027<0.05) concerning one of the mentioned training evaluation methods
and the tendency level difference also regarding one of the mentioned training
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evaluation methods (0.05<p=0.060<0.1). Hence, H2c Training evaluation meth-
ods are different in enterprises of different sizes has been partially confirmed.

The mentioned tendency is demonstrated in Figure 7. The larger the enter-
prise with regard to the number of employees, the more often “surveys of train-
ing participants regarding the implemented training” are used. In turn, the eval-
uation method “evaluation of training participant’s performance by his direct
manager” has been used in micro and small enterprises most often.
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14. 1. Survey of learning participants about the implemented
learning

Figure 7. Relationships between the frequency of choice of training evaluation
methods and company size

The survey results show a statistically significant difference concerning one
of the training evaluation methods and a tendency level difference also regard-
ing one of the training evaluation methods. Consequently, hypothesis H2d -
Training evaluation methods are different in enterprises of different sizes — has
been partially supported.
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3. TRENDS OF IMPROVEMENT OF MANAGEMENT
TRAINING EVALUATION IN SERVICE ENTERPRISES
There are 31 pages and 2 figures in chapter 3

As a result of research into theory and practice, I distinguished several tra-
ditional and post-industrial training evaluation criteria and methods which
are topical and are used in management training evaluation in service sector
enterprises of Latvia. I classified the following criteria as traditional training
evaluation criteria: training costs, emotional mood of managers after training,
emotional attitude, changes of managers’ attitudes and behaviour after training,
changes of the management’s work results after training. I classified the follow-
ing criteria as post-industrial training evaluation criteria: training methods
used in management training, the management’s opinion, whether they con-
sider training meaningful, suitability of the training provider for the company
needs, the necessity of training for the enterprise, duration of training, and us-
ability of the acquired knowledge and skills in the enterprise.

The traditional training evaluation methods are as follows: a survey of
training participants regarding the implemented training, evaluation of the
training participant’s performance provided by the direct manager, evaluation of
projects and work managed by the training participant after training, changes
in company financial indicators and business results, observance of behaviour
of the training participant by using defined observance criteria, and knowledge
and sKkills tests. The post-industrial training evaluation methods are: discus-
sions with managers about the training process and the training outcome; work
evaluation discussions; informal meetings during which the training participant
transfers the acquired knowledge to others; development of a manager’s indi-
vidual action plan and monitoring of its implementation regarding transfer of
training outcomes to the working environment; observation of behaviour of the
training participant without using defined criteria; opinion of the training par-
ticipant’s subordinates on behavioural changes of the particular manager after
training; customers’ feedback about the respective manager; training evaluation
carried out by an external expert; and staff turnover in the unit subordinated to
the respective manager.

Investigation of training evaluation practice in service sector enterprises of
Latvia confirmed and specified topicalities of training evaluation analysed in
theory:1) it is important to respect compliance of the training needs and goal
not only with the company needs but also with the ones of each individual
when evaluating training; 2) satisfaction of training participants with training
has to be defined more precisely as emotional attitudes of training participants;
3) compliance of training costs with the company needs and possibilities has an
impact on training evaluation.
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The aim of my study was to discover and facilitate development of the train-
ing evaluation criteria and methods which would suite the practical needs of en-
terprises and enhance planned management training evaluation in service sec-
tor companies. As a result of the study, I have developed a management training
evaluation model. The created model is illustrated in figure 8, and activities to
be carried out in enterprises to introduce this model in practice have been de-
scribed further in this chapter.

The key feature different from other training evaluation models is that
evaluation of the training process is separated from evaluation of training
results (see figure 8). It is important to avoid barriers in training evaluation. By
separating training process evaluation from outcome evaluation it is possible
to establish whether the training needs have been satisfied and whether the set
objectives have been achieved and tasks implemented. During interviews indi-
vidual training specialists of service enterprises of Latvia pointed out that train-
ing evaluation should be dual: on the one hand, training should be evaluated
immediately after training, and, on the other hand, training should be evaluated
after some time when the participant himself assesses whether he has benefited
something from training and whether it has changed something, as well as oth-
ers evaluate changes in competence of the training participant. Several research-
ers have emphasised a theoretical need to separate evaluation of the training
process and outcomes by taking into account specific criteria (Tannenbaum,
Woods 1992; Stokking, 1996; Iles et al, 1996).

The model demonstrates that the following training evaluation criteria are
important:

1) In evaluation of the training process: training needs, training objectives,
content of the training programme, training methods, a training provid-
er, emotional attitudes of training participants, and compliance of train-
ing with company possibilities; and

2) In evaluation of training outcomes: attitudes, behaviour, work perfor-
mance, and company business results.

The model does not make any reference to specific training evaluation meth-
ods since the choice of an optimal evaluation method is determined by evalua-
tion objectives and diverse business and training context.

Evalution of the training process includes evaluation of the training goal,
compliance of training with the company needs, content of the training pro-
gramme, training method, professionalism of the training provider, training
equipment, and premises. The training process has to be evaluated separately
from the training outcome. Training process evaluation, as one of the parts of
training evaluation, has been integrated into training, and this integration al-
ready takes place during planning of training. According to Clarck, results ob-
tained through evaluation of the process and outcomes are not always similar
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which provokes discussions about the traditional view that training evaluation
at one level influences training evaluation at the next levels (Clarck, 2008).

The most important and first criterion of training evaluation is train-
ing needs (see figure 8). When carrying out training evaluation, first, it has to
be evaluated how precisely training needs have been identified, and, second,
whether the second evaluation criterion - the goal of the specific training,
which a priori includes the expected outcome, fully complies with these needs.
As my study has confirmed, the training needs, training objectives, and the ex-
pected training outcomes are individual for each employee and common for
the entire enterprise. This proves the multidimensional nature of the training
evaluation characteristic of the post-industrial society. Equally important evalu-
ation criteria of the training process are: criterion 3.1 content of the training
programme; criterion 3.2 different training methods determined by the training
needs and goal; criterion 3.3 the provider of training; criterion 3.4 emotional at-
titudes of training participants; and criterion 3.5 compliance of costs with com-
pany possibilities (see figure 8). Borders between the criteria are fluid and dy-
namic; they can change according to changes in situation and information. For
instance, an appropriate training programme has been found, but, after getting
acquainted with the training provider, it has been concluded that the training
provider does not meet the company needs. Therefore, a decision is made not
to proceed with the programme. The model requires evaluation of each of its
criterion to make a decision on organisation of training and training evaluation,
however, with the key focus on the needs and objectives.

Evaluation of the training process is related to evaluation of training out-
comes, but at the same time they are separated. Both stages of training evalua-
tion are connected by the time period - from 0 to 6 months (see figure 8). The
period “0 months” means that evaluation of outcomes has been carried out dur-
ing the training process or immediately after training; in turn, the period “up
to 6 months” means the period when it is still useful to carry out evaluation to
draw conclusions about transfer of training outcomes to the working environ-
ment. The period of 3 to 6 months has been recommended as an optimal period
for evaluation of the impact of training outcomes to the working environment
(Liedtka, Weber, Weber, 1999; Pineda, 2010; Siti, Shamsuddin, 2011; Lu, Betts,
2011). I believe that in order to judge about the impact of training results on the
working environment, it is not useful to carry out training evaluation after the
period of 6 months due to the modern changing economic environment. The
practical study in service enterprises of Latvia has also confirmed the usefulness
of such a period for training evaluation.

Consistency has to be observed when defining the training needs and
objectives in time flow from planning of training and training evaluation to
evaluation of training outcomes. In my opinion, when evaluating training out-
comes, it is important to determine whether the needs and objectives are identi-
cal to the ones defined in evaluation of the training process.
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Evaluation of the training outcome includes several criteria showing
changes which have taken place as a result of training: criterion 2.1 attitudes;
criterion 2.2 behaviour; criterion 2.3 work performance; and criterion 2.4 com-
pany business results.

The aforementioned criteria are evaluated only when it is required by the
goal of training evaluation. This means that, possibly, all criteria have to be eval-
uated, however, only one or two, etc. can be evaluated, as well as the training
outcome may not be evaluated if it is not required by the goal set at the begin-
ning of the training process.

Answers provided by the respondents indicate that they are ready to evalu-
ate criterion 4 - compliance of training with company business results. These
answers show that the respondents relate the outcome of management training
with business results. Almost all those surveyed agree that outcomes of specific
training about business issues are directly linked with work results. It has been
acknowledged that training outcomes have to be directly connected with work
results, otherwise training has no value. However, the indirect relationship of
training with business results has also been emphasised since training is a mo-
tivating and emotional factor in work of a manager, it is indirectly linked with
work results.

Results of the study suggest that it is necessary to refer to general issues re-
lating to management training evaluation in a company in general in respect
of the introduction of the created training evaluation model.

Respecting the theoretical and empiric focus of the creation of the model -
general evaluation of management training - it would be useful to employ such
a model in evaluation of training that develops social competences.

Before commencing planning of training evaluation of the service sector
company management, it is useful for HRM and HRD specialists to answer the
following questions: evaluation validity — whether the desirable aspects will be
evaluated; credibility — whether evaluation will be carried out in an expected/
predictable manner; practicability — whether what and how is evaluated is fa-
vourable and stimulating for the actual operation of the enterprise; fairness —
whether what and how is evaluated is favourable and stimulating for any train-
ing participant; and what will be the number of training participants included in
training evaluation.

Practice of applied research shows that decision makers in enterprises often
use ambivalent terms to treat training. On the one hand, training is considered
a universal solution to all problems (Gomez-Mejia, Balkin, Cardy 2004; Lu,
Betts, 2011); on the other hand, it is analysed only in terms of time and money
(Giangreco, Peccei, 2005; Giangreco, Sebastiano, Peccei, 2009) without taking
into consideration the social factor and emotional benefits which are signifi-
cant work motivators. From the perspective of a company’s business results it is
important to select some essential and precise training impact indicators since
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otherwise an abundant amount of data is created. However, at strategic level sig-
nificant and credible evidence of investments in training and development can
be absent.

A smaller number of training participants require less evaluation capacity.
However, evaluation of one case is less important in strategic development of an
enterprise unless this case is related to a senior manager whose training has an
impact on the entire company (Short, 2009a, 2009b, 17). Evaluation of training
of a larger number of training participants can help reduce workload of an eval-
uator, for instance, by using surveys and structured interviews (Short, 2009b,
Liedtka, Weber, Weber, 1999). However, this can also lead to greater inconsist-
ency of evaluation or even to false results (Short, 2009b).

It has to be taken into account that people learn continuously. The train-
ing process cannot be strictly limited in time and space anymore. It is almost
impossible to separate and measure a specific benefit from individual training
of employees since several types of training are mixed and affect the common
outcome. Modern technologies continue developing, therefore, an employee can
acquire lots of knowledge by self-training. Consequently, training participants
bring their professional experience, as well as knowledge, skills, and attitudes of
other areas of life in training.

Training evaluation is often related to psychological experience, resistance,
and protection mechanisms both at an individual and company level. Training
in an enterprise means changes in thinking and action at an individual, group,
and organisation level. Barriers in attitudes towards change can occur at each
level (Mazutis, Slawinski, 2008).

At the end of the doctoral thesis I recommend activities describing the new
evaluation model which have to be carried out when evaluating the training
process and the training outcome. Evaluation has to be started with evaluation
of the training process.

When identifying the training needs, the needs of the enterprise have to be
taken into account. During this stage HRM and HRD specialist, when having
discussions with managers, when carrying out analysis of discussion materials
regarding work performance and development, when analysing the strategic
plan and business results of the company, have to understand information about
the situation in the enterprise by finding out the current level of the manage-
ment’s performance in the company to define the desirable performance devel-
opment level in line with the strategic goals of the enterprise.

An individual approach when identifying the management’s training needs
facilitates definition of training objectives. It is necessary to help understand the
relationship of the specific training with personal needs of participants, i.e. how
investments in acquisition of the training programme will improve individual
professional skills. Thus, the usefulness of training will be identified which will
enhance motivation of training participants.
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During the stage of needs identification, HRM and HRD specialists have to
talk to potential training participants to encourage them to be aware of the fact
that they will have to apply the possible training outcome in their work. This
also enhances pretraining motivation of training participants. This motiva-
tion, in turn, has an impact on motivation during the training process and on
motivation to apply training outcomes in work. Similarly, it is useful to relate
identification of the training needs to planning of the management’s career de-
velopment since the training programme, which offers useful content for career
development, facilitates training motivation.

It is useful to use work performance evaluation and development discussions
during the process of identification of the management’s training needs.

Training objectives both for individual and group training have to be de-
fined as precisely as possible since then it is possible to establish what has to be
done to evaluate training. Definition of general objectives, e.g. acquisition of
knowledge or advancement of existing knowledge leads to merger of training
which complicates training evaluation. Precise and concrete definition of aims
and the related planned outcomes is important to identify impact of other fac-
tors present in the company and to detect only the outcomes produced by train-
ing. Therefore, when simultaneously developing training and training evalu-
ation plans, all interested parties — training participants, the training provider,
and the company manager — must participate in the process.

In everyday practice dynamism of the business environment creates a situa-
tion where business objectives often change, therefore, HRM and HRD special-
ists have to shift the company’s business situation to flexibly coordinate training
evaluation objectives with the ones of business. It should also be taken into con-
sideration that the initially defined objectives can change with regard to particu-
lar experience which develops during the training process. Therefore, training
organisers, who will mostly be HRM and HRD specialists in a company, have
to meet with training providers and training participants during the course of
training to obtain information about actual changes of objectives.

When evaluating the training programme content, it is appropriate for
company managers, HRM, and HRD specialists to use relations tested in prac-
tice: the relationship of the training programme content and its applicability af-
ter training with the company objectives. Training experts in service enterprises
of Latvia indicated that the training content and the identified usefulness of the
acquired knowledge are positively linked with the fact of how important, in
training participants’ mind, is the necessity to participate in training.

It is useful to raise the following questions: whether the content of train-
ing helps to think critically; whether it creates awareness of the topic; whether
it enhances interest about the topic; and whether it encourages involvement in
follow-up activities (Darby, 2007).

I recommend using development of the management competence as an in-
dicator. In interviews and questionnaire surveys European managers of different
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levels have recognised that competence development is important to ensure sus-
tainable and socially responsible company development (Hind, Wilson, Lens-
sen, 2009).

Evaluation of training methods has to focus on the aspect whether methods
enhancing work regarding entrepreneurship management problems have been
used in management training, i.e. methods concerning the acquisition of action
which also include simulations, team building, individual and team projects, as
well as many other techniques related to real responsibility of managers and en-
able colleagues to interact and explore different aspects of their company. It is
important to evaluate whether training methods are in line with the acquisition
of the content of the specific training programme; it is recommended that evalu-
ation is carried out by training providers and/or HRM and HRD specialists. It is
useful to relate evaluation of training methods to evaluation of learning techni-
cal resources and find out whether the range of learning materials and its pres-
entation is sufficient and meets quality standards to ensure the acquisition of the
training programme content; and whether there are appropriate premises and
technical equipment for training to implement the training content.

When evaluating performance of the training provider, it has to be evalu-
ated whether the training provider discusses the suitability of the training pro-
gramme content for the specific group. Such discussions show how the training
provider understands the training goal, the content of the training programme,
and helps HRM and HRD identify the necessary changes in the training content
and teaching methods, especially, if it has been planned to use the specific train-
ing programme repeatedly. Readiness of the training provider for cooperation
and the quality of feedback provided by the training provider can be used as an
indicator for evaluation of the training provider.

Another indicator for evaluation of the training provider can also be skills
of the training provider to observe development of training participants and
training activities and carry out self-evaluation by using partially structured
observation protocols. It is important to evaluate whether the learning provider
was well-prepared, whether the content and mode of communication were un-
ambiguous and useful, whether he was enthusiastic towards the learning pro-
cess and its participants, and whether the learning provider was a good teacher
(Darby, 2007).

Emotional attitudes of training participants include two aspects: the opin-
ion about training and satisfaction with training. Both company managers and
HRM and HRD managers have to understand that results obtained through
measurements of emotional attitude (i.e. reactions) of training participants
are not often linked with the acquisition degree of the training course or pro-
gramme.

At the same time, it should be understood that negative reactions of train-
ing participants towards training cannot be unequivocally explained. Negative
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reactions may suggest that the level of training is high (Tan et al., 2003) or low
(Russ-Eft, 2005). It is possible that training participants often finish training in a
euphoric state, therefore, an immediate positive reaction is higher than measur-
ing reactions some time after training (McEvoy, 1997).

When measuring emotional attitude of training participants, it is recom-
mended to rely on the following indicators: compliance of training with the
needs and wishes of training participants; achievement of the set training ob-
jectives; suitability and quality of the content; suitability and quality of methods
and technologies; quality of pedagogical resources (training materials, audio-
visual materials; professionalism (pedagogical knowledge and skills, communi-
cation and group management skills) of the training provider; psychological at-
mosphere in the training group; the level of involvement of training participants
in the training process; applicability of the acquired knowledge and skills in
work; a possibility to put forward proposals regarding improvement of training;
discussions about the training content and methods; and other services (prem-
ises, coffee breaks, the received information, etc.)

Compliance of training with resources available to the company. During
the stage of training planning, time and financial resources have to be evaluated
depending on the management training needs and the actual possibilities of the
enterprise. It is important to maintain the balance between the company needs
and the planned training budget. According to the training evaluation practice,
such an evaluation ensures a possibility to adapt training to company business
goals, introduce improvements in the training process, and optimise planning of
further training.

The second stage of my training evaluation model is evaluation of training
outcomes. Training outcomes are the ones used to determine the level of the
achievement of the set training objectives. On the basis of evaluation of the ob-
tained training outcomes a decision is made on the necessary improvements in
the training process.

It has to be taken into consideration that the time period has to be long
enough so that training participants could manage to use the acquired knowl-
edge and skills and realise how well they have been prepared for work. How-
ever, the period has also to be short enough so that training participants could
remember what they have learnt, and their direct managers could compare the
initial performance of their subordinates and the one after training since the
lapse of time creates difficulties for training participants to demonstrate a direct
relationship between training and significant changes in work performance.
Therefore, it is recommended to carry out evaluation of training outcomes be-
tween 3 and 6 months.

During this period the so-called after-training euphoria comes to an end,
and the acquired knowledge and skills materialise and stabilise. Enterprise
managers, HRM and HRD specialists have to take into consideration the fact
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that the most appropriate period for evaluation of training outcomes depends
on complexity of training, i.e. a longer period is necessary to transfer many and
more complex skills acquired during training to the working environment, how-
ever, this period may not exceed the six-month time limit.

Evaluation of attitude. HRM and HRD specialists have to take into consid-
eration the fact observed in the practice of training evaluation that the train-
ing participants who immediately after training have a positive attitude (reac-
tion) towards training activities and motivation to put training outcomes into
practice, can change their attitude in interaction with colleagues and customers.
Therefore, direct managers of training participants need skills to identify how
and what attitudes and activities of colleagues and customers have a negative
impact on motivation of training participants to put training outcomes into
practice. It is recommended to measure changes in attitude towards customers
by using customer surveys, interviews or, within limits, the “secret” customer
method. Talks with employees and/or surveys conducted by a training partici-
pant regarding how attitudes of the manager towards employees have changed
after training are useful.

Behaviour. When evaluating behaviour of training participants after train-
ing, company managers, HRM and HRD specialists have to take into consid-
eration the fact that it is more difficult to identify behavioural changes as an
outcome of the specific training if outcomes of several training courses are eval-
uated simultaneously (Short, 2009b). It is more complicated to identify behav-
ioural changes as such than reactions and changes of attitudes, and the manag-
er’s attitude — a factor not directly linked with training - can facilitate or hinder
the transfer of training outcomes to the workplace. Therefore, HRM and HRD
specialists in cooperation with direct managers of training participants have to
agree on the criteria to be used for identifying behavioural changes of training
participants as a specific training outcome also taking into account the possible
factors which are not related to training.

Behaviour of training participants after training is a result of training trans-
fer to the workplace, therefore, the readiness of training participants to carry out
the transfer related to motivation to use training outcomes at work developed
during the training process should be taken into consideration (Nikandrou et
al., 2009; Siti, Shamsuddin, 2011). HRM and HRD specialists in cooperation
with the company manager have to develop a training outcome transfer plan
which will ensure coordination of transfer in the enterprise. It is especially
necessary if several training projects are implemented simultaneously. The task
of company managers, especially of the direct managers, is to provide oppor-
tunities for career development of training participants who can employ the
acquired knowledge and skills for this purpose; and support initiative of train-
ing participants to carry out useful changes in the working environment after
training.
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The factors (Devos, Dumay, Bonami, Bates, Holton III, 2007) included in
The Training Transfer System Inventory can be used as training transfer indica-
tors: readiness of training participants to learn, motivation for transfer, transfer
design, a possibility to use the acquired knowledge and skills, expectations in
relation to transfer performance, expectations regarding work results, and per-
formance self-efficiency evaluation.

When evaluating training transfer to the working environment, the factors
that may influence the transfer have to be taken into account: support provided
by the direct managers, support provided by colleagues, uncertainty concerning
job roles, negative changes, work-related stress, training reputation, conformity
of the training content, clarity of training participants’ objectives, and self-efhi-
ciency.

When carrying out work performance evaluation, direct managers of HRM
and HRD specialists and of training participants should use training evaluation
experience and evaluate changes in work performance from 3 to 6 months af-
ter training thus providing an opportunity for them to practise what they have
learnt (Lingham, Richley, Rezania, 2006).

It is recommended to develop work performance observation criteria and
carry out systematic multiple observation by focusing on how training partici-
pants carry out tasks of varying complexity after training. Interviews with train-
ing participants, their direct managers, colleagues, and customers in any form:
structured, informal, personal, by telephone, individual, group, etc. (Pineda,
2010) are useful to identify changes in work performance after training.

A follow-up action plan developed by training participants can be used as
an instrument for transfer of training outcomes. Training evaluation practice
(Pineda, 2010) and interviews carried out within the study of the doctoral thesis
with training specialists in the service sector enterprises of Latvia indicate that
such a plan is useful. The plan is developed at the end of the training process in
cooperation with training providers, and it is coordinated with the direct man-
ager in the enterprise. It is also recommended to evaluate the impact of training
by evaluating projects/work managed by training participants in the post-train-
ing period.

Company business results. The training evaluation problems defined by
scientists can be distinguished in service enterprises of Latvia: due to the chang-
ing economic conditions it is difficult to define the business goal and in accord-
ance with it — the training goal and outcome, and thus also the training evalua-
tion goal. The problem is aggravated by the fact that part of specialists does not
understand the substance of training evaluation. Company managers and the
management team have to develop a training and training evaluation strategy
in line with the company strategy. This helps identify whether and what com-
pany business results, to what extent, and how have been influenced by manage-
ment training. Practice has shown that there are problems regarding transfer of
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training outcomes at different levels, but evaluation of the impact of training on
company business results is the most difficult task.

Both quantitative and qualitative indicators of the impact of training on
business results have to be identified during planning of the training process by
involving all parties related to the company’s business results. The impact in-
dicators have to be directly linked with training objectives and company aims.
An impact indicator is a unit of measurement which determines specific quali-
tative and quantitative improvements, and impact indicators can take the form
of quantity (the increase in the number of purchases or products), of indicators
(quality, satisfaction of employees and customers, relationships, staft turnover),
of time periods (supply and provision of services), and of consequences (the
used materials, the involved human resources, etc.) (Pineda, 2010). It is also rec-
ommended to employ positive changes in the company reputation rating within
a specific period (half a year, a year) after management training as an indicator
when evaluating the impact of training.

During the interviews carried out within the study, it was repeatedly empha-
sised that business results depend not only on training. Not always training is
bad if there is no business result and vice versa: if the business result is good, it
does not always mean that training has been very good.

At the end of the thesis I offer the division of roles and responsibilities
among various groups of professionals for carrying out quality training
evaluation.

First HRM and HRD specialists together with the company management
agree on what kind of management basic competence is necessary according
to the internal and external environment of the company and how training
evaluation is understood in the enterprise. Then the specific training needs are
identified (individual, group, and company); training and training evaluation
objectives are defined, types of action are determined as precisely as possible in
case it will be necessary to change training objectives according to changes in
business aims during the training process; and the company’s time and financial
resources are assessed depending on the management training needs, objectives
and actual possibilities of the company. When planning evaluation, it is decided
to evaluate only the strategically important training or the one which is more
significant in the specific situation for the enterprise. Company professionals
consult the manager and/or training experts and agree on the qualitative and
quantitative criteria for evaluation of the training outcome, as well as on time
periods of training evaluation. Then they agree on the key criteria for selection
of a provider of training for specific training projects.

The company management has to develop understanding of training and
training evaluation as part of company business, and, if necessary, it has to ap-
proach HRM and HRD specialists or training providers, or outsource experts
to gain it. The company management provides the key guidelines for managers’
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career development and accordingly also the training needs by formulating
what competence important for the company is expected to be improved dur-
ing management training, and provides the criteria for determining competence
improvement.

The direct managers of learners find out during daily work observance and
conversations, during work performance evaluation discussions with a learner -
manager - the current performance level in the enterprise and define the desir-
able performance development level.

They listen to learners” proposals regarding the training needs. In the follow-
up period, they observe the contributing and hindering factors related to the
introduction of training results in the workplace, and, if necessary, they con-
sult HRM and HRD specialists about elimination of the hindering factors. The
direct managers help learners develop and implement their follow-up action
plans. The direct managers always have to be prepared for performing training
evaluation, and it is the responsibility of HRM and HRD specialists.

HRM and HRD specialists consult the company management regarding
business plans and results, carry out analysis of materials of work performance
and development discussions to flexibly coordinate training and training evalu-
ation objectives with the company business aims. They carry out analysis of
training providers and the offered training programmes. These specialists evalu-
ate the content and methods of the offered management training programme,
the expected outcomes/benefits, as well as their compliance with the company’s
business objectives and suitability for the respective learners and/or the training
group. They meet with training providers and discuss compliance of the training
programme with the company business objectives and its suitability for learners,
as well as agree on the criteria and methods of training evaluation. They find out
the pedagogical suitability of the training provider for the training and training
evaluation needs and aims of the company. The specialists meet with learners
before training and help them understand the connection of the specific train-
ing with their personal needs, as well as help them make aware of the applica-
tion of training results in their work. During the training process they meet with
training providers and training participants to obtain information about topi-
cal changes of the training objectives, content, and training methods, as well as
the necessity of these changes. In cooperation with the company management
and direct managers of training participants they develop and conduct the plan
of transfer of training outcomes to the working environment; in compliance
with the criteria developed during the planning phase of training and training
evaluation and correcting them if necessary, they organise training evaluation
by employing the most appropriate training evaluation methods according to
the situation. The specialists organise meetings (formal and informal) of train-
ing participants with other employees during which training participants share
information about work experience gained during training and the one acquired
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in the follow-up period. They carry out individual discussions with training
participants about the training process and its outcomes thus encouraging self-
evaluation of training participants concerning training and its outcomes.

In cooperation with training providers or other training evaluation experts
HRM and HRD specialists choose and develop new, less time-consuming meth-
ods. Many experts point to a practical solution of the problem - the work result
evaluation system in enterprises which includes staff evaluation or development
discussions is an appropriate instrument for training evaluation. Thus, the com-
pany does not need additional resources for training evaluation. Training evalu-
ation researchers consider allocation of resources in the 21* century an essential
factor.

Training providers develop the training programme content on the ba-
sis of the interrelation tested in practice, i.e. the linkage between the training
programme content, its applicability after training, and the company objectives.
They define the training programme objective and benefits as precisely as pos-
sible, plan the possible evaluation of the training process and outcomes to offer
it at the request of training participants, the company management, and/or spe-
cialists. Training providers develop training programmes by taking into consid-
eration the cycle approach to classes so that training participants could already
use the newly acquired knowledge and skills in practice during the training
process to verify their usefulness. They obtain feedback about training partici-
pants’ experience regarding the use of the acquired knowledge and skills and
according to the feedback results in agreement with the company management
of training participants and/or HRM, HRD specialists introduce changes in the
training programme content and teaching methods during the time period up
to 6 months depending on the complexity and duration of the implemented
training.

The key condition to have a useful training evaluation for achieving the
company objectives necessary for ensuring sustainable business results is to es-
tablish cooperation among all professionals (the company management, direct
managers of training participants, HRM and HRD specialists, training provid-
ers) involved in the implementation of management training. HRM and HRD
specialists are initiators of this cooperation or, if there are no such specialists in
an enterprise, then they are company managers.

The theoretical and practical study on training evaluation carried out within
the doctoral thesis, the recommended activities for its implementation, and the
established division of roles and responsibilies among the involved groups of
professionals constitute a significant contribution to approximation of the scien-
tific and practical approaches in training evaluation.
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CONCLUSIONS AND RECOMMENDATIONS

Conclusions

As a result of the study of theoretical literature I conclude:

As of the 1960s the most popular model for training evaluation in enterpris-
es is the Kirkpatrick’s systemic approach and target-based training evalua-
tion model and its derivatives which offer a useful system for evaluation of
the training organisation process and training outcomes. However, they are
linear training evaluation models, and their usefulness has decreased due to
society changes from industrial to post-industrial. The summative evalua-
tion which emphasises the relationship between training and company re-
sults and insufficiently takes into account employee development dynam-
ics and the significance of the socio-psychological factor has become an
obstacle.

As companies change, training activities also change substantially. Their
characteristic is the relationship among training outcomes, the company
strategy, and HRM policy. Training evaluation is cyclic - the impact of
training is not limited to impact evaluation at specific levels.

As of the 1990s, within the framework of the constructivism approach, an
application-focused and reactive approach to training evaluation has de-
veloped. It emphasises compliance of different types of evaluation with dif-
ferent objectives and various training situations in enterprises. So far the
concept has been theoretical, and only a limited number of applied research
on management training evaluation proving this theory in practice can be
found.

At the end of the 1990s human resources management specialists consid-
ered that the absence of a universal single training evaluation model was the
key problem in training evaluation. However, today scientists and practi-
tioners emphasise that the tendency to employ a universal model is an ob-
stacle to training evaluation.

Practitioners and researchers point to the need to develop a new training
evaluation approach which would be practical and easy to use. When ana-
lysing training evaluation criteria and methods, not only identification of
causes and effects of barriers to training evaluation have to be taken into
account but mainly practice of functioning enterprises.

Manager’s competence has an impact on company results, therefore, man-
agement training plays an important role in the company training system.
Management training everywhere, also in Latvia, is the most expensive in
the range of training offer; enterprises invest considerable financial resourc-
es in training.
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To study company management training and training evaluation prac-

tice in Latvia, two methods were used - expert interviews and a questionnaire
survey. The analysis of results and conclusions are based on the information
obtained from 30 in-depth expert interviews and answers of 104 questionnaire
survey respondents. The results of the questionnaire survey confirm the tenden-
cies established during interviews. The results of both research methods supple-
ment each other.

Answering the research question and testing the stated hypothesis regarding

management training evaluation and its improvement possibilities, as a result
of the empirical study I conclude that:

7.

10.

11.

12.

13.

The hypothesis H1 criteria not typical of the traditional training evalua-
tion models are used in training evaluation in enterprise practice was sup-
ported. These findings indicate that in practice different types or criteria
and methods, both traditional and post-industrial, are used in practice but
the use of post-industrial methods and criteria is sighly more common.
Results of the questionnaire survey show that the training evaluation cri-
teria more often used in service sector enterprises are: training costs; the
training methods used; to what extent the training provider suits the company
needs; and whether managers consider training meaningful. The criteria used
not so often are: how managers’ work results change after training, and how
managers’ attitudes and behaviour change after training.

Mostly reflective training evaluation methods have been used in training
evaluation in Latvia to evaluate training participants’ attitude towards the
implemented training — work evaluation discussions and discussions with the
management about the training process and outcome.

In response to the stated H2 it was concluded that the type of service and
size of the enterprise do not have a significant relationship to the selec-
tion of training evaluation criteria. In turn, the service types and size
of the enterprise have a partial relationship to the selection of training
evaluation methods.

HRD and HRM specialists in Latvia interpret the term “training evaluation”
in different ways. This confirms the theory that both practitioners and sci-
entists have a very different understanding of the term “training evaluation”
HRM and HRD specialists in Latvia do not employ the traditional training
evaluation models or mostly (in 90% of cases) carry out only the first level
of the evaluation, i.e. they measure reactions or attitudes of training partici-
pants.

Most of the service sector companies in Latvia, according to the training
objective, choose all types of training — open, corporate, and internal train-
ing. Results of the interviews and questionnaire survey show the specifics of
training evaluation in Latvian service sector enterprises: evaluation is situ-
ational, diverse, and flexible with regard to the type of training and content.
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14.

15.

16.

17.

18.

The summative evaluation at all its levels (the traditional models) which
measures a direct link between training and company results is little used in
companies. None of the investigated service enterprises carries out training
evaluation by using return on investment measurements.

The most frequent reason for organising management training in a service
sector enterprise of Latvia is management competence development.

HRD and HRM specialists understand the link between training evaluation
and company business results. However, the direct relationship between re-
sults of specific, business-related training and work results has been pointed
out most often. Most of the respondents agree with the view that training
evaluation is evaluation of transfer of the training outcome to the working
environment in a longer period after training. There are contradictions of
training evaluation in practice: on the one hand, most of the respondents
believe that training evaluation is evaluation of transfer of training outcomes
to the working environment, but, on the other hand, training evaluation cri-
teria and methods which directly measure transfer of training results to the
working environment (how managers” work results change after training and
how their attitudes and behaviour change after training) have been chosen
comparatively less frequently.

Due to changing economic conditions, there are difficulties to define the
business goal and outcome, and, consequently, also the training evaluation
goal.

Companies respect a substantial planning phase of training evaluation —
identification of training needs, setting the training goal, and determination of
training participants’ current competence. Both interview and questionnaire
survey results show new approaches to identification of training needs, and
these approaches are very peculiar of a post-industrial enterprise. Work per-
formance evaluation and/or development discussions and a manager’s own
initiative are the types of identification of training needs mentioned most
often. Results of customer surveys have been rarely taken into consideration
which, on the one hand, can be considered a restriction regarding planning
of training evaluation, but, on the other hand, it can be assumed that cus-
tomer surveys only indirectly show the need to improve managers’ compe-
tences. Almost all enterprises respect an important training motivation and
evaluation aspect such as informing training participants about the training
goal and tasks.

During the training planning phase, more than half of the respondents dis-
cuss with the training provider the way training will be evaluated, however,
they agree on training evaluation in a longer period after training not so
often. An essential feature of the post-industrial economy in training evalu-
ation is that the choice of the training provider is determined by his ability to
adapt the training programme content to the company needs.
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20.

21.

22.

More than half of the respondents only partially confirm that the anticipat-
ed training outcomes have been clearly defined and measured after train-
ing, and one third of the respondents point out that the final outcome has
been specified before management training. The great diversity of answers
concerning the statement that training evaluation is evaluation of training
participants’ competence level and motivation before and after training shows
differences in understanding of the necessity to identify employees’ com-
petence level before training — almost half of the respondents do not agree
with this statement.

Managers’ competence before training is evaluated mainly by taking into
account qualitative and subjective evaluation - evaluation provided by the
direct manager, work performance evaluation discussions, and observation in
daily cooperation in the working environment.

The interviews revealed the following: if the opinion of the training partici-
pant is more important when evaluating the training process, then, when
evaluating training results, evaluation provided by the direct manager or
other employees in a longer period after training is more important, with-
out excluding training participant’s self-evaluation.

When summarising topical scientific and practical views on management
training evaluation criteria and methods, I have created a theoretically and
practically justified management training evaluation model whose most es-
sential feature is separation of the training process evaluation and training
outcome evaluation thus avoiding barriers to training evaluation. By sepa-
rating the learning process evaluation from outcome evaluation it is possi-
ble to precisely determine whether the learning needs have been satisfied,
the set objectives achieved, and tasks implemented.

Recommendations

I recommend that the academics acknowledge the perspective of the prac-
titioners and use the criteria for training evalution identidied in this study
to to develop new training evaluation models. This will reduce the gap be-
tween theory and practice.

For scientists and academic staff to develop and promote understanding
that, contraty to traditional approach, if training evaluation meets the needs
of a company and fits the training aims, it is complete even if not all evalu-
ation criteria are used. Depending on the aims of training, it is possible to
use only selected evaluation criteria, without implementing evaluation at all
relevels.

Both to academical staft and to practicioners I suggest to distingush be-
tween evaluation of training process and training outcomes in order to
clearly evaluate the achievement of training aims and needs.
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To academics, scientists, training providers, human resource development
practitioners and professional associations I recommend using the defition
of training evaluation that I have proposed in this study.

When developing job descriptions for professionals involved in training
evaluation, I recommend using the description of roles and responsibilities
I have proposed in this study. I recommend extending the description of re-
sponsibilities of Human Resource Managers and Human Resource Develop-
ment Managers in the Classification of Occupations of Latvia by including
responsibilities described in this study.

When evaluating training, the most important criterion for evaluation, for
both training provides and companies should be fit with training needs and
training aims. Training needs and aims should be defined consistently dur-
ing the whole training process — from planning and designing training to
evaluation.

I recommend that the costs of training should not be the primary training
evaluation criterion. The costs should be evaluated in the context of training
benefits.

Futher studies that test the functionality of the new training evaluation
model proposed in this study need to be conducted in order to futher a
discussion between academics and practitioners about to what extent this
new model has reduced a gap between theory and practice in training
evaluation.

Futher studies that develop measurements of identitied evaluation criteria
need to be conducted.
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