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Ievads

Promocijas darba apjoms ir 137 lpp., darbs sastav no ievada, tris nodalam,
secinajumiem, ieteikumiem un 15 pielikumiem. Teor&tisko un praktisko atzinu
rezultati ir att€loti 32 tabulas un 23 attela. Kopuma analizeti 244 zinatniskas
literatiiras un avotu vienibas latviesu, anglu un krievu valoda.

Promocijas darba autore ir beigusi Latvijas Lauksaimniecibas
universitates Tehniskas fakultates Izglittbas un majsaimniecibas institlta
magistra studiju programmu Karjeras konsultants un Pedagogijas doktora
studiju programmu. Autorei ir 7 gadi pedagogiska darba pieredze, 5 gadi karjeras
konsultésanas pieredze, ka arT darba stazs gramatvediba un finansés 24 gadi.
Pieredze Eiropas Savienibas projektos 5 gadi. Promocijas darba autore strada
Valsts izglitibas un attistibas agentiira par eksperti - karjeras konsultanti.

Promocijas darba pétita probléma par sievietem profesionalas krizes
situacijas un ka ta varetu tikt parvaréta ar karjeras atbalstu un izglitosanos. Eiropa
ir nodarbinati 63 % sieviesu, salidzinot ar 76 % viriesu nodarbinatibu. 2015. gada
Latvija apm@ram cCetrdesmit seSiem tukstoSiem sievieSu, kuras ir nonakusas
profesionalaja krizes situacija un palikusas bez darba, ir nepiecieSams atbalsts
karjeras attistiba, kas ietvertu gan konsultéSanu, gan izglitojoSu programmu.

Muzizglitibas politika Latvija balstas uz ideju, ka jasekmé cilveka
personigo izaugsmi un paspilnveidi katra dzives posma un visas dzives jomas
miiza garuma, tadéjadi radot priekSnosacijumus katra iedzivotaja uznémibas,
adaptacijas sp&ju attistiSanai un panakot socialo ieklautibu, nodarbinatibu, aktivu
pilsonisku lidzdalibu (Par programmu miizizglitibas politikas pamatnostadnu
2007. - 2013. gadam ieviesanai...., 2009; Muzizglitibas politikas
pamatnostadnes 2007. - 2013. gadam, 2007/2009; Muzizglitibas politikas
pamatnostadnu 2007. - 2013. gadam stenosanas gaita..., 2011; 2013).

Maisdienas ir vérojama tendence, ka pieauguso izglitiba vispopularakie ir
kursi profesionalas meistaribas pilnveidei. Svariga ir pieaugusSo lietpratibas
dinamika, kritiskas domasanas attistiba, briva pasrealizacija, nodro$inot sev
pilnvértigu funkcionéSanu darba tirgl, kas biitiba ir pieauguSo izglitibas
augstakais uzdevums.

Biitiskakas atSkiribas virieSu un sieviesu starpa vérojamas darba tirga, kur
virie$i ienem augstakus amatus un labak apmaksatus darba tirgus sektorus
(stereotips par virieSiem ka labakiem vaditajiem, kam labak padodas eksaktas
zinatnes). Lidz ar to ari vinu algas, pensijas un dzives labklajiba ir augstaka neka
sievietém. Sievietes Latvija vid¢ji sanem par 15.4 % zemaku darba algu neka
viriesi (ES — 17.4 %). Visas vecuma grupas sievieSu nabadzibas risks kopuma ir
augstaks neka virieSu gan Latvija, gan Eiropas Savieniba. Latvija sievieSu
situacija ir krietni sliktaka neka citu dalibvalstu sieviettm — Latvija ir
visaugstakais sievieSu nabadzibas riska raditajs Eiropas Savieniba — 28 %
(Rupenheite, 2010).

Tadel aktuals ir kluvis jautdgjums par neformalas izglitibas iesp&jam
pieaugusajiem (Adult Education in Europe..., 2015). Autores $§1 darba misija ir
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sievieSu, kas nonakusas krizes vai karjeras mainas situacijas, izglitoSanas
sekmé@sana un karjeras atbalsta snieg§ana vinu profesionalas dzives pilnveidei un
attistibai.

Petijuma temats
Karjeras attistiba sievietém profesionalas krizes situacijas miizizglitibas
konteksta.

Petijuma objekts
Karjeras attistiba sievieteém pieauguso izglitiba mizizglitibas konteksta.

Pétijuma priekSmets
Karjeras attistiba sievieteém profesionalas krizes situacijas.
Petijjuma merkis
Izvertet karjeras attistibas iespgjas sieviet€ém profesionalas Kkrizes
situacijas, pamatot un veicinat to parvaréSanu, izmantojot Profesionalds krizes
parvaréesanas modeli muzizglitibas konteksta.
Petijuma jautajumi
1. Ka mazizglitibas pasakumi var ietekmét karjeras attistibu sievietém?
2. Kadas ir sievieSu profesionalas krizes situacijas?
3. Kadi profesionalas krizes noteikSanas krit€riji un raditaji ir
nepiecieSami?
4. Kadi faktori ietekmg sievieSu veiksmigu karjeru?
5. Ka dzimumatbilstibas principa ievéro$ana ietekmée karjeras attistibas
problému risinajumu sievietém?
6. Kads profesionalas krizes parvarésanas modelis nepiecieSams
sievietém profesionalas krizes situacijas?

Petijjuma uzdevumi

1. Analiz&t un izvertet zinatnisko literatliru par zinatniskajam pieejam
sievieSu Kkarjeras attisttba un faktoriem, kas ietekmeé sievieSu
veiksmigu karjeru mizizglitibas konteksta.

2. Pétit profesionalas krizes situacijas un pamatot picauguso izglitibas
nozimi profesionalas krizes parvarésana.

3. Teorétiski pamatot dzimumatbilstibas principu karjeras attistibas
problému risinajumam sievieteém profesionalas krizes situacijas.

4. lIzstradat, izvertét un adaptét profesionalas krizes noteikSanas
krit€rijus un raditajus.

5. Izstradat un zinatniski pamatot profesionalas krizes parvaréSanas
modeli, atbilstoSi tam izstradat un ekspertet sievieSu karjeras
konsultesanas metodiku profesionalas krizes situacijas.

6. Veikt veidojoso eksperimentu praksg, aprobgjot izstradato profesionalas
krizes parvaréSanas modeli, apkopot datus, veikt matematisko apstradi,
iegiito rezultatu analizi, salidzinaSanu un izvertésanu.



Petijjuma metodes
1. Teorgtiskas metodes:
e teorCtiskas literatiras (pedagogijas, psihologijas, Kkarjeras
attistibas teorijas, konsult€Sanas teorijas) analize un izverteésana;
e normativo avotu (LV, ES dokumentu) analize.
2. Empiriskas metodes. Datu ieguves metodes:
¢ KkonstatgjoSais eksperiments (aptauja, ekspertveértéjums);
e veidojosais eksperiments (eksperiments).
3. Empiriskas metodes. Datu statistiskas apstrades metodes:
o (Grafiska;
¢ konkordacijas koeficients (vienpratibas) jeb Kendala (M.Kendall)
testa W aprekins;
e krit€rija, biitiskuma Iimena aprekins.

Petijuma teoretiskais pamats

Darba teorétiskais pamats veidots, balstoties uz teorijam un atzinam, ka
arT starptautiska meéroga dokumentiem par miizizglitibu un karjeras attistibu.

Pieauguso izglitiba muzizglitibas konteksta: M.T. Brauns (Brown),
A. Carlsen, R.H. Deivs (Dave), P. Dzarvis (Jarvis), E.Karnitis, K.P. Kross
(Cross), T.Koke, M.S.Nouls (Knowles), D. Liegeniece, B.C. Lonstrupa,
I. Muraskovska, A. Ouane, V. Vilcane.

Dzimumatbilstibas _princips: S. Benhabiba (Benhabib), K. Giligana,
K. Kramere (Kramarae) C.D. Kasla (Kasl), N. SI1 (Slee), D. Tanena (Tannen),
J.T. Wood.

Sieviesu karjeras konsultéSana: H. Astina, A. Bandura, N. Beca, J. Bimroze,
S.D. Brauns (Brown), L.Brauna (Brown), D.A.Koters (Cotter), H.Farmere,
R. Fasingere, L. FitcdZeralde, L. Gotfredsone, Dz. Heketa, Dz. Holands, 1. Kikule,
R. Lents, J.J.Levis (Lewis), A.M. Lopezs (Lopez), B.Lovs, M.Makmahons
(McMahon), L. Napikoski, L. Nota, S. Osipovs, V. Patone (W.Patton), R.V. Pivijs,
G. Psathas, J. Rosiers (Rossier), M.L. Savickas, D. Supers, J. Tousainte (Toussaint),
L. Veicmane, D. Zitovskis.

Profesionalas krizes parvarésana: G. Ancane, N.K. Denzin, E. Eriksons,
L. Frimens, K.G.Jungs, K. Kaprino, K. Levins, C.J. Mettlin, M. Peks,
J. Rubenis, E. Simanuks, G. Svence, O.A. Volkova, E. Zejers.

Petijumu metodologija: 1. Arhipova, S. Balina, A. L. Paura.

Normativie dokumenti: ES Mizizglitibas memorands, Eiropa 2020
Stratégija gudrai, ilgtsp&jigai un integréjosai izaugsmei, ES Padome rezolicija,
Eiropas Padomes Direktiva, Eiropas Parlamenta un Padomes Direktiva, Eiropas
Savienibas pamattiesibu harta, UNESCO Starptautiskas komisijas zinojums
"Izglitiba XXI gadsimtam", Muzilga karjeras atbalsta politika, Miizilgs karjeras
atbalsts Eiropa, Izglitibas likums, Muzizglitibas politikas pamatnostadnu
2007.-2013. gadam TistenoSanas gaita, EMKAPT karjeras atbalsta glosarijs,
Latvijas Nacionalais attistibas plans 2014. —2020. gadam, Izglitibas attistibas




pamatnostadnes 2014. —2020. gadam, Latvijas ilgtsp€jigas attistibas stratégija
lidz 2030. gadam.
Pétijuma baze
Pétijuma norises vieta: Nodarbinatibas valsts agentiiras Jelgavas, Bauskas,
Dobeles filiales, talakizglitibas centrs SIA BUTS Bauskas filiale, socialie tikli,
pieméram, Draugiem.lv, Facebook.com; Linkedin.com; visidati.lv; e-vide.
Pétijuma dalibnieki: respondenti 1087 — sievietes (gan stradajosas, gan
bezdarbnieces, t.sk. profesionalas krizes situacijas) Latvija un Lietuva, 48
karjeras konsultanti Latvija, 4 eksperti, 18 veidojosa eksperimenta pé&tijuma
dalibnieces.

Pétijuma norises laiks: 2012. — 2016. gadam.

Pétijuma posmi

1. posms. (2012 —2013). Situacijas izpete. Nestrukturizeti sievieSu
karjeras mainas noverojumi, personigas pieredzes refleksija par karjeras mainu.
Ar karjeru, muzizglitibu, pieaugusSo izglittbu un profesionalo krizi saistitas
informacijas apzinasana, apkopoSana un izvertéSana. Karjeras attistibas teoriju,
kas piemérojamas sievietém, izvertéjums. Dzimumatbilstibas principa biitibas un
dimensiju izstrade. Eksperimenta metodikas izstradasana par karjeras mainu un
profesionalajam krizes situacijam. PE&tljums par modernas informacijas
komunikacijas tehnologiju izmanto$anu karjeras konsultéSanas procesa no
2013. gada aprila lidz 2013. gada maijam.

2.posms. (2013 —2014). Petjjumi par sievieSu karjeras mainu, karjeru
ietekmé&josiem faktoriem un karjeras attistibu veicino$am prasmém. Anketas
izstrade. SievieSu anketéSana, petijjums.

3.posms. (2014 —2015). Petijums par dzimumatbilstibas principu
sievieSu karjera no 2014. gada decembra Iidz 2015. gada janvarim praktiz&josu
karjeras konsultantu vidd, lai gitu priekSstatu par dzimumatbilstibas principa
ietekmi uz sievieSu karjeru. Kritériju izstrade dzimumatbilstibas principa
ietekmes noteikSanai uz sievieSu karjeru. Profesionalas krizes parvaréSanas
modela un metodikas izstrade. Profesionalas krizes noteikSanas kritériju un
raditaju izstrade. SievieSu aptaujas veik§ana no 2015. gada junija lidz 2015. gada
augustam. Profesionalas krizes noteikSana pirms eksperimenta, izmantojot
izstradatos kriterijus. Veidojosa eksperimenta veikSana, modela aprobacija,
metodikas ievieSana. Konstatgjosais eksperiments. Ekspertvertésanas metodikas
izstrade. Profesionalas krizes parvaré$anas modela ekspertésana no 2015. gada
junija — 2016. gada janvarim, ekspertu novert§jumu apkopojums un analize.
Profesionalas krizes noteikSana p&c izstradatajiem kriterijiem pec eksperimenta
ar mérki noteikt izmainas profesionalas krizes esamiba.

4.posms. (2016). Petfjuma rezultatu apkoposana un izvertéSana. SievieSu
aptaujas datu apkoposana, analize, interpret€Sana un izvertésana. Secinajumu un
ieteikumu izstrade.



Petijuma zinatniska novitate

e Izvertéts mizizglitibas nozimigums karjeras attistiba sievieteém
profesionalas krizes situacijas un izvertétas karjeras konsultéSanas
teorijas sievietem.

o Teorétiski pamatots dzimumatbilstibas princips karjeras konsultéSana
sievietém, kas izsaka sakaribu veidoSanu starp sievieSu karjeru
ietekméjoSiem faktoriem, profesionalo krizi izraiso$am situacijam,
dzimumatbilstibas principa dimensijam un profesionalas krizes
noteikSanas krit€rijiem.

e Pamatoti un apkopoti svarigakie ietekm&josie faktori karjeras attistiba
sievietem — izglitibas Itmenis, brivo darba vietu skaits dzives vieta,
psihologiskais klimats darba vieta, vadibas atticksme, partnera
atbalsts.

e Adapteti profesionalas krizes noteikSanas kriteriji un raditaji.

Pétijuma praktiskais devums un nozimiba

o lzstradats Profesionalas krizes parvarésanas modelis sievietem
profesiondlds krizes situdcijas. Izstradati ieteikumi un pedagogiskie
risingjumi profesionalas krizes parvarésanai.

e Eksperimentali aprobéts profesionalas krizes parvaréSanas modelis.
SievieSu karjeras mainas pétijjumu rezultata izstradata, ieviesta un
izverteta Klienta attistosa programma karjeras mainai sievietem
profesionalas krizes situdacijas muzizglitiba tieSsaiste.

e Eksperimentali aprob&ta progresivu metoZzu izmantoSana karjeras
konsultesana e-porfolio, e-mentorisms, e-konsultésana.

o Izstradati kriteriji dzimumatbilstibas principa ievérosanas ietekmes
noteikSanai uz sievieSu karjeru.

Pétijuma robezas

Modela aprobacija un no 2012. Iidz 2016. gadam veiktajos p&tijumos tika

iesaistiti:

e sievietes no Latvijas (909) un Lietuvas (178), bet pétijumu ierobezo
tas, ka liclakais respondentu skaits veidojies aizpildot aptauju
interneta, tas nozimg, ka p&tijuma nevargja piedalities sievietes, kuram
nav datorprasmes, nav pieejams dators un interneta piesleégums.
Aptaujas veidlapas aizpildiSana klatieng bija iespgjama tam sievietem,
kuras apmeklgja konkurétsp&jas paaugstinasanas pakalpojumus NVA
filiales izlases veida, kurus vadija autore;

e karjeras konsultanti, kuri strada NVA un ESF projekta ietvaros;

e cksperti, kuri tika uzaicinati veikt modela ekspertizi.

Tézes aizstaveéSanai
1. Karjeras attistiba sievietem ir dinamisks process, kas ietver sievietes
pasrealizaciju gan karjera, gan gimené visa miza garuma, sievietes
izaugsmi, tas personigas ipasibas, prasmes, to ietekm&josos faktorus, to



mijiedarbibu un parmainas dzives visdazadakajas situacijas. Svarigakie
ietekmgjosie faktori karjeras attistiba sievietém ir izglitibas limenis, kas
tiek pilnveidots izglitibas programmas miuza garuma, brivo darba vietu
skaits dzives vieta, psihologiskais klimats darba vieta, vadibas atticksme,
partnera atbalsts, personigas TpasSibas - merktieciba, uznémiba,
neatlaidiba, prasme tikt gala ar stresu, logiska domasana un prasmes —
prasme organizét savu darbu, prasme stradat komanda, patstavigi pienemt
lémumus, risinat problémsituacijas, sadarboties ar citiem cilvekiem.

2. Dzimumatbilstibas princips karjeras konsultéSana sievietem izsaka
sakaribu veidoSanos starp sieviesu karjeru ietekmé&joSiem faktoriem,
profesionalo krizi izraiso$am situacijam, dzimumatbilstibas principa
dimensijam un profesionalas krizes noteikSanas krit€rijiem.
Dzimumatbilstibas principa ieverosana karjeras konsulté€sana veicina
krizes parvargSanu un sekmé karjeras attistibu profesionala krizeé
nonakus$am sievietem.

3. Profesionalas krizes parvar€Sanas modelis tiek izmantots ka lidzeklis
karjeras attistibas veicinaSanai profesionalas krizes situacijas
nonakusam sievietém, realizgjot Klienta attistoso programmu karjeras
mainai sievietém, ievérojot dzimumatbilstibas principu gan karjeras
izglitiba, gan karjeras konsult€Sanas procesa, gan karjeras atbalsta,
rodot iespgju katram klientam izmantot personaliz€tas e-macibu
aktivitates.

4. Profesionalas krizes noteikSanas kritériji un raditaji ir izmantojami
profesionalas krizes noteikSanai sievietém pirms un péc Klienta
attistosas programmas karjeras mainai sievietem profesionalas krizes
situdcijas realizacijas.

Petijuma rezultatu aprobacija
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2. Racene A. (2016). Sieviesu veiksmigai karjeras attistibai nepiecieSamas
prasmes. Rakstu krajums Izglitibas inovaciju un tehnologiju konferencé
LatSTE 2016 — Karjera digitalaja laikmeta. 25.10.2016. Liepaja: Liepajas
Universitate, 61. — 69. Ipp.

3. Racene A. (2011) SievieSu karjeras attistibas teorctiskie aspekti. LLU TF
Studentu un magistrantu zinatniska konference, pedagogijas zinatnu sekcija
2011. gada 5.maija, Jelgava. Pieejams: http:/www.tf.llu.lv/getfile.php?id=2713

Promocijas darba konspektivs izklasts

Promocijas darba pirmaja nodala Karjeras atfistiba sievietem
miuzgizglitibas konteksta petiti karjeras, karjeras attistibas, miuzizglitibas
jédzieni, to nepieciesamiba, karjeras attistibas pozitiva ietekme uz darbu, sadzivi
un sievietes pasapzinu, un vertibu sabiedriba un gimene. Pamatota miZizglitibas
pasakumu ietekme uz zinasanam, karjeras attistibu sievietem, ka art apskatita
pieauguso izglittba ka mizizglitibas sastavdala. Izvértéts mizizglitibas
nozimigums karjeras attistiba sievietem profesionalas krizes situdcijas un
izvertetas karjeras konsultésanas teorijas sievietem. Analizeti informacijas un
komunikacijas tehnologijas ka karjeras konsultéSanas kvalitates pilnveides

lidzekli. Pirmo nodalu veido tris apaksnodalas.

1.1. apaksSnodala Karjeras un karjeras attistibas jedzieniska izpratne
tiek skaidroti karjeras un karjeras attistibas jédzienu dazadu autoru skatijuma,
klasificeti pa grupam, ka ari dots autores secinajums.

Ar jédzienu karjera tick apziméeta izaugsme darba un privatas dzives joma
miiza garuma, un ta skaidrojumi dazadu autoru skatfjuma ir atskirigi, tade]
jédzienu “karjera” zinatnieku skaidrojumus var klasificét pa grupam.
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1) Karjera tiek definéta ka izaugsme saistiba tikai ar darbu vai politiku —
izvirzZisanas kada darbibas sféra, panakumu un slavas sasniegSana
(Tonouexk, 2006); karjera ir personas ar nodarbinatibu saistito amatu,
uzdevumu, pasakumu un pieredzes seciba (Arnold, 1997).

2) Karjera tiek defingta ka izaugsme saistiba ar miizizglitibu - karjera tas
ir ilgstoSs darbs vai profesija ar izredz€m uz attistibas iesp&jam
(Karjeras attistibas atbalsts: izglitiba..., 2008); cilvéka darba pieredzes
attistiba laika gaita (Arthur, Hall, Lawrence, 1989); karjera - personas
attistiba macibas un darba miiza laika (Watts, 1998);

3) Karjera tiek definéta, ieklaujot arT individa personigos dzives
izaugsmi un ietekmi - karjera ir jédziens, kas saistits ar dzivesveidu un
ietver darba, macibu un briva laika nodarbju secibu, kuras cilveks veic
sava miiza laika (EMKAPT karjeras atbalsta glosarijs, 2013); karjera
ir dazadu sociali nozimigu, ar darbu, macibam, pasizteiksmi un briva
laika nodarbém saistitu cilvéka uzdevumu seciba, kas aptver darba
dzivi, darbavietas, amatus un sasniegumus (EMKAPT karjeras
atbalsta glosarijs, 2013). Karjera - darba un privatas dzives
mijiedarbiba cilvéka miiza laika, t. sk. apmaksata un neapmaksata
darba lidzsvaro$ana, ka arT lidzdaliba macibas un izglittba (EMKAPT
karjeras atbalsta glosarijs, 2013).

Apkopojot dazadu karjeras teoriju skatijumu, autore secina, ka karjera ir
apzinata cilvéka meérktieciga darbiba savu personisko un profesionalo mérku
sasnieg$anai visa miiza garuma.

Karjeras attistiba tick definéta ka maciSanas, darba un citu personigi
nozimigu pasapliecinaSanas veidu attistibas process miiza garuma (Karjeras
attistibas atbalsts: izglitiba.., 2008).

Karjeras attistiba tiek definéta ari ka ekonomisku, sociologisku,
psihologisku, fizisku, izglitibas un nejausibas faktoru kopums, kas veido individa
karjeru (Sears, 1982).

Karjeras attistibu miisdienas vairums zinatnieku raksturo ka dinamisku
procesu, kas ietver individa paSrealizaciju, vidi, mijiedarbibu, parmainas.
Karjeras attistiba ne vienmér nozimé augSupeju, ir iesp&jama ari karjeras
lejupslide, vai karjeras attistiba plasuma. Karjeru picaugusa vecuma ietekmée
esosa posma dzives loma.

Ta ka karjeras attistibas [Tmenis katram individam ir dzili personisks, vienam
pietiek ar vienkarSu darbu ilgstosa perioda, kuram nav nepiecieSama augsta
kvalifikacija, bet citam ir vélme izglitoties un ienemt arvien augstakus un
atbildigakus amatus, Iidz ar to var teikt, ka pasrealizacijas vajadzibas cilvekiem
loti atSkiras, tas ir loti individualas un laika gaita mainigas, tapec autore
nepieveérsas Tpasu karjeras attistibas raditaju izstradei, bet gan profesionalas
krizes situaciju analizei un krit€riju izstradei krizes noteik$anai.

Apkopojot analiz&tas teoretiskas atzinas, autore secina, ka karjeras attistiba
sievieteém ir pasrealizacija gan karjera, gan gimeng visa miiZza garuma, ievérojot
ekonomiskos, socialos, psihologiskos un fiziskos karjeru ietekmgjo$os faktorus.
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Darba autore sava pétijuma pieversas karjeru ietekm&joso faktoru izpéetei
sievietém, personigajam Tpasibam un prasmém, noskaidrojot pasas svarigakas,
kuras ietekmg un veicina veiksmigu karjeras attistibu sieviet€m.

1.2. apaksnodala MiiZizglitibas nozimigums karjeras attistiba sievietem,
balstoties uz dazadu autoru zinatniskajam publikacijam, promocijas darba autore
skaidro un pamato miiZizglitibas nozimi karjeras attistiba sievietem.

MiZizglitiba tiek definéta ka izglitibas process cilvéka dzives garuma, kas
balstds uz mainigam vajadzibam ieglt zinaSanas, prasmes, pieredzi, lai
paaugstinatu vai mainttu savu kvalifikaciju atbilstosi darba tirgus prasibam un
savam intereseém un vajadzibam.

Muzizglitiba apvieno neformalo maciSanos ar formalo izglitibu, attista
iedzimtas spgjas lidztekus jaunam kompetencem (Miuzizglitibas politikas
pamatnostadnes..., 2007/2009).

Miizizglitiba ir visas macibu darbibas, kas veiktas dzives laika, kuru
rezultata personigu, sabiedrisku vai profesionalu iemeslu del tiek uzlabotas
zinasanas, tehnologiska kompetence, iemanas, prasmes un kvalifikacija
(EMKAPT Kkarjeras atbalsta glosarijs, 2013).

Autore secina, ta ka karjeras attistiba notiek miiza garuma un muzizglitiba
ir process miiZza garuma, tad abi jédzieni ir saistiti. Karjeras attistiba iesp&jama
izglitojoties, pilnveidojot savas prasmes un personibas izaugsmi, kas savukart
iesp&jams miuzizglitiba piedavatajos kursos un programmas, lidz ar to liela
nozime sieviesu karjeras attistiba ir muzizglitibai.

Dokumenta FEiropa 2020 izvirzitas prioritates: veicinat ilgtsp&jigu,
ieklaujosu izaugsmi, kas balstas uz augstu nodarbinatibas Iimeni un noteikts
merkis, ka 1idz 2020. gadam samazinat to cilvéku skaitu, kam draud nabadziba.
Latvijas Nodarbinatibas Valsts agentlira uzskaiteé 2015. gada marta beigas
registrétas bija 46240 sievietes, un sievieSu nodarbinatibas limenis Latvija ir
zemaks, neka virieSu nodarbinatibas Iimenis, kas pierada, ka sievietem ir
visvairak nepieciesamas karjeras konsultacijas un karjeras attistibas atbalsts, kas
ietvertu gan konsult€Sanu, gan izglitojoSu programmu. Autore to piedava Saja
promocijas darba, apkopojot visu atbalsta pasakumu kopumu.

Muzizglitiba tiek aplikota ka vienots veselums, kas sakas no cilvéka
piedzimSanas briza un turpinas lidz miiza beigdm. Individuala motivacija macities
un dazadas izglitibas iespgjas ir galvenie faktori, lai sekmigi Tstenotu miizizglitibu.
Miizizglitibas nepartrauktaja procesa lielaka loma ir neformalam macibam, kura
notiek arpus skolam, koledZzam, un augstskolam.

M.S. Nouls (M. Knowles) p&tot neformalo izglitibu, secina, ka vislabak
izmantot grupu un forumu pieejas organiz€jot neformalo izglitibu.

Eiropas Savienibas (turpmak teksta ES) Izglitibas padomes divas
Rezoliicijas (no 2004. un 2008. gada) ir pamatojusas nepiecieSamibu péc
stabiliem karjeras atbalsta pasakumiem cilvéka miiza garuma, lai nodrosinatu
personas ar prasmém vadit savu izglitoSanas procesu un karjeras izveidi, ka art
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pareju no viena izglitibas un/vai darba c€liena uz nakamo. Rezolicijas ir
koncentr&jusas uzmanibu uz Cetram prioritatém:

e karjeras vadibas prasmju izveide,

e Kkarjeras atbalsta pakalpojumu pieejamiba,

e karjeras pakalpojumu kvalitates nodrosinajums,

e pakalpojumu saskanotibas koordiné$ana (Resolution of the Council...,

2010; Miuzilga karjeras atbalsta politika: darbs turpinas, 2011;
Muzilgs karjeras atbalsts Eiropa..., 2011).

Autore secina, ka cilvéka attistiba notieck muzizglitibas rezultata, un
mizizglitiba — ta ir iesp€ja sevi izglitot, nodarbinat, paplasinat redzesloku, bt
sabiedriba un bt apmierinatam ar sevi un rezultata iesp&ja rast atbilstoSu darbu
savali izglitibai un prasmém vai uzsakt pasnodarbinatibu. Autoresprat, miizizglitiba
jasaprot ka izglitiba cilvéka mtza garuma. Ta balstas uz ieks$€ju vajadzibu vai argju
faktoru izraisitu nepiecieSamibu iegit un arvien papildinat savas zinaSanas un
prasmes. Mizizglitiba ar 1pasi organizétu gan formalo, gan neformalo izglitibas
sisttmu, sekmé pilnvertigu personibas attistibu un lauj cilvékam veiksmigak
pielagoties jaunajam laikmeta un socialajam parmainam un, nemitigi paaugstinot
savu kvalifikaciju vai pat parkvalificgjoties, nezaudét darbu.

Muzizglitiba nozimé iegiit izglitibu un zinaSanas visas miiza garuma,
neatkarigi no vecuma un izglitibas vai sociala stavokla, Iidz ar to Latvija
aktualizgjas pieauguso izglitiba, kas saistita ar lielo bezdarba pieaugumu.

Apaksnodala 1.2.1. Pieauguso izglifiba miiZizglitibas konteksta karjeras
attistibai autore pamato pieauguso izglitibas aktualitati un nozimigumu.

Pieauguso izglitiba tiek definéta ka personu daudzveidigs izglitoSanas
process, kas cilvéka mitiza garuma nodroSina personas attistibu un konkurétsp&ju
darba tirgii (Izglitibas likums, 1999).

Kanorada T. Koke (Koke, 1999) 20. gadsimta astondesmito gadu sakuma
K.P. Kross (Cross,1981) jédzienus “nepartraukta izglitiba” un “picauguso
izglitiba” lietoja ka sinonimus. Tapat ari 80. un 90. gadu mija M.S. Nouls
(Knowles, 1988) nesaskatija TpasSas atskiribas starp jédzieniem ‘“pieauguso
izglitiba”, “nepartraukta izglitiba” un “talakizglitiba”, uzsverot, ka biitiska un
kopgja izglitibas iezime ir tas nepartrauktiba.

UNESCO Starptautiskas komisijas zinojuma "Izglitiba XXI gadsimtam"
(Learning the Treasure within, 1996) tiek runats par ¢etriem pilariem, uz kuriem
balstisies izglitiba visa miiza garuma:

e maciSanas zinat;

e maciSanas darit;

e macisanas dzivot kopa;

e maciSanas but.

Piecauguso izglitiba sievietém var palidz&t apgiit jaunas iemanas vai labak
izprast apkartni, ka arT uzlabot dzivi un paplasinat tas robezas, ka arT kursu
dalibnieki ir tren&jusi savas spgjas biit kopa un sadarboties ar citiem.
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Pieaugusajiem aktualizéjas profesionalas meistaribas un lietpratibas
pilnveidosanas nepiecieSamiba, lai uzlabotu savas karjeras attistibu darba vieta.
Nevis pasas zinasanas un prasmes ir mérkis profesionalas pilnveides izglitiba,
bet gan profesionalas meistaribas un lietpratibas dinamika un tas, ka cilvéks to
prot izmantot, nodrosinot sev pilnvértigu funkcionéSanu darba tirgt.

Vissarezgitakais ir novertét iekséjas kvalitativas izmainas personibas
izpratng, vértibas, attieksmés, parlieciba. Sadi novértésanas un pasvértgjuma
panémieni sekmé cilvéku kritiskas domasanas attistibu, refleksiju, brivu, humanu
pasrealizaciju, kas plasaka konteksta ir demokratijas pamatu stabilizacijas
priek$nosacijums, kas biitiba ir pieauguso izglitibas augstakais uzdevums.

D. Liegeniece (2002), balstoties uz M.S. Noula (Knowles, 1988) atzinam,
secina, ka pieaugusie klust gatavi macities, kad vini izjiit vajadzibu zinat vai kaut ko
darft, lai efektivi parveidotu kadu savas dzives aspektu. M.S. Nouls (Knowles, 1988)
ir noradijis, ka pieauguso gataviba macities ir saistita ar sekojosiem faktoriem:

e izpratni par to, ko viniem vajag zinat,

e orientaciju uz realam problemam vairak neka wuz macibu

priekSmetiem,

e ick$&ju motivaciju macities.

Pozitivu rezultatu muzizglitiba dod, ja cilveks iegiitas zinasanas var
izmantot darba, sadzivé un lidz ar to vairojas cilvéka paSapzina un vértiba
sabiedriba.

ApakSnodala 1.2.2. MiZizglitibas pasakumu loma karjeras mainai
sievietem autore pamato miizizglitibas lielo pasakumu un iespéju lomu, ietekmi,
pienemot lemumu karjeras mainai, apkopotas iespéjas, ka iegiit jaunas prasmes.

Karjeras attistiba sievietém ir sarezgitaka neka virieSiem, jo pastav vairakas
iek§€jas un ar€jas barjeras, tostarp, gimenes pienakumi, dzives loma,
nodarbinatiba, apkartgja vide, tradicijas, stereotipi, kas ierobezo sieviesu karjeras
izveli, karjeras izaugsmi vai karjeras mainu.

Pamatojoties uz zinatnicku P. DZarvis (Jarvis), A. Carlsen, E. Karnisa,
T. Kokes, I. Muraskovskas, A. Ouane, V. Vilcanes atzinu analizi var secinat, ka
miizizglitiba ar Tpasi organizétu gan formalo, gan neformalo izglitibas sist€ému,
sekme pilnvertigu personibas attistibu un Jauj sievieteém veiksmigak pielagoties
jaunajam laikmeta un socialajam parmainam, un, nemitigi paaugstinot savu
kvalifikaciju vai parkvalific€joties, lauj nezaudét darbu vai veiksmigi veikt
karjeras mainu.

Masdienas, kad darba tirgus situacija strauji mainas, daudzas nozar€s
ienak jaunas tehnologijas, 11dz ar to pieaug prasibas pret straddjosiem, rodas
nepiecieSamiba péc profesionalo sp&ju pilnveidoSanas un zinasanu
parstrukturésanas. Ja cilvéks netiek lidzi jaunajam prasibam, vin$ klast par
bezdarbnieku, kas nav izdevigi sabiedribas ilgtsp&jigai attistibai. Muzizglitiba ir
veids, ka valstiska Itment $o problému risinat holistiski, ka cilveki tas ietvaros
var papildinat savas zinasanas visa miiza garuma, neatkarigi no vecuma, esosas
izglitibas vai sociala stavokla. Muzizglitibas ietvaros ar1 sievieteém, lai
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nodroSinatu iesp&ju izdzivot jebkura dzives situdcija un rastu jaunas
perspektivas, ir japilnveidojas, jauzlabo savas profesionalas spg€jas, jamaina
savas attieksmes, vertibas un parlieciba personibas kvalitativas izaugsmes
izpratng. Profesionalas meistaribas pilnveides muzizglitibas dazadi neformalas
izglitibas kursi, ko profesionalaja kriz€ nonakusas sievietes apmeklé ieksgju
vajadzibu vai aréju faktoru ietekmg, sniedz iesp&ju paplasinat redzesloku, sekmé
cilveku kritiskas domasanas attistibu, refleksiju, personibas autonomiju, brivu,
humanu pasrealizaciju. Plagaka konteksta skatoties, ieprieckSminétas kvalitates ir
demokratijas pamatu stabilizacijas prieksSnosacijums, kas biitiba ir miizizglitibas
augstakais uzdevums. Macoties, pilnveidojoties un tadejadi attistoties, vairojas
cilveka paSapzina un veértiba sabiedriba, kas ir cel§ uz pilnvertigu, gandarjjumu
sniedzosu dzivi, kas balstas uz apmierinatibu darba un personiskaja dzive. Ta
rezultata rodas cilveéku, kas macas miiza garuma, lietpratibas pastaviga pozitiva
dinamika, kas ir priek§noteikums pilnvertigai funkciongsanai darba tirgt, kas art
ir pamats visas sabiedribas ilgtsp€jigai attistibai. Tadejadi muzizglitiba dod
iespgjas kriz€ nonakusam sievieteém realiz€t savus mérkus, iegiit izglitibu,
uzlabot prasmes, lidz ar to paveras daudzveidigas iesp&jas pasrealizacijai
karjeras talakai attistibai.

1.3. apaksnodala Informacijas un komunikdcijas tehnologijas ka
karjeras attistibas atbalsta pilnveides lidzekli izvéertétas iespéjas ka modernizét
un uzlabot karjeras attistibas atbalsta pakalpojumus un pilnveidotu vai apgitu
Jjaunas prasmes sievietém, izmantojot karjeras atbalsta pakalpojumus.

Lidz ar straujo informacijas un komunikacijas tehnologijas attistibu, un
e-macibu ievieSanu augstskolas, vidusskolas, kursos, aktuala ir kluvusi e-kon-
sultacijas izmanto$ana karjeras attistibas atbalsta procesa. IevieSot virtualo
tieSsaisti karjeras attistibas atbalsta procesa, mérkis biis palidzét cilvékiem,
kuriem nepiecieSsams uzlabot prasmes, iegilit nepiecieSsamo informaciju un
sanemt atbalstu no karjeras konsultanta un konsultacijas, informacijas resursus,
interaktivos noveérté$anas lidzeklus var sanemt jebkura laika un jebkura diena
(Karjeras atbalsta pasakumi..., 2010).

IKT kompetence ir kluvusi par butisku vispargjas kompetences
indikatoru. Karjeras attistibas atbalsta sisttma sastav no trim galvenajiem
pamatelementiem:

e informacija (sagatavoSana un sniegSana);

e Kkarjeras izglitiba (pakalpojumi, kursi, programmas);

e karjeras konsultacijas (palidziba karjeras plano$ana, profesionalas
piemérotibas noteik$ana, darba izméginajumi, darba meklésanas un
darba noturé$anas prasmju apguve) (Koncepcija karjeras attistibas
atbalsta sistémas ..., 2006).

E-macibas lauj jebkada veida tradicionalas macibas parnest elektroniska
vide, tas var sastavét no video, audio, tekstualiem materialiem, ka ari no
animacijas un datora ekrana simulacijam. E-macibu programmas un procesi
ietver tie$saiste balstitu maciSanos, datorizétas macibas, virtualas klases iespgjas
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un digitalo sadarbibu, kuras macibu saturs tiek piegadats, izmantojot internetu
(gan iekstikla, gan artikla), audio vai video, satelita TV un CD. Macibas var tikt
organizétas gan pasmacibas cela, gan instruktora vadiba un ietver mediju forma
tekstus, att€lus, animacijas, dazada veida video un audio materialus. (Elearning-
companion.com, 2015).

TieSsaistes pakalpojumi sniedz jaunas iesp&jas izglitiba. Internets kltist par
macibu lidzekli, ka arT paplasina iesp&jas stradat (Guthrie, McCracken, 2010).

E-konsultésana ir konsult€Sana jeb atbalsts, kas tiek sniegts, izmantojot
IKT, un kura var biit vai nebiit tieSi iesaistits karjeras atbalsta konsultants.
E-konsultesana ietver karjeras atbalsta darbibu, izmatojot visas IKT formas:

o karjeras atbalsts tieSsaiste;

e karjeras atbalsts pa talruni;

e Kkarjeras atbalsts interneta.

Informdcijas un komunikdcijas tehnologijas karjeras atbalstam ir
tehnologijas, kas nodroSina informacijas elektronisko ievadisanu, uzglabasanu,
iegliSanu, apstradasanu, ka arT nosiitiSanu un izplatiSanu.

Visparigi informacijas un karjeras attistibas atbalsta pakalpojumi timeklT aptver
virkni informacijas pasniegSanas modalitaSu: vienkarSa vai strukturgta hiperteksta
informativas lapas; lejupieladejamas datnes; datu bazes; multimediju resursi.

No 2013. gada aprila Iidz 2013. gada maijam tika veikts pétijums
praktiz§josu karjeras konsultantu vidd, lai gitu prieksstatu, ka karjeras
konsultants izmanto modernas informacijas komunikacijas tehnologijas karjeras
attistibas atbalsta procesa. Aptauja piedalijas 42 praktizgjosi karjeras konsultanti,
vecuma no 24 lidz 60 gadiem. Karjeras attistibas atbalstu, izmantojot
informacijas un komunikacijas tehnologijas, veica 37 no aptauja piedalijuso
karjeras konsultantu skaita. Aptaujas mérkis bija informacijas komunikacijas
tehnologiju izmantoSanas izpéte karjeras attistibas atbalsta procesa. Pétijuma
rezultati bija $adi.

e Karjeras attistibas atbalsts ar IT palidzibu paplasina konsultéSanas
iesp&jas, sniedz papildus informaciju, klientam ir iesp&ja sanemt atras
atbildes uz neskaidriem jautajumiem.

e PraktizgjoSie karjeras konsultanti Latvija karjeras atfistibas atbalsta
procesa visbiezak izmanto e-pasta vestules (28), tad internetu (18), talruni
(16), karjeras pakalpojumus attalinati nesniedz (12) un citu variantu (7).

e praktizgjosie karjeras konsultanti visbiezak tomér neizmanto interneta
vietnes karjeras konsultéSana, tas izskaidrojams ar to, ka trukst
informacijas un prasmju So vietnu izmantoSana, labas prakses pieméri.
10 respondenti atzina, ka izmanto citas vietnes, ka pieméram - skype,
draugiem.lv, facebook.com, e-klase, skolas iekstikls,
www.viaa.gov.lv, www.nva.gov.lv, inbox.lv, e-klase.lv. 7 karjeras
konsultanti atzina, ka izmanto vietni www.pbworks.com, $ie
konsultanti strada LU PPMF ESF projekta ietvaros, kur tika izmantota
§1 vietne, un 1 respondents atzina, ka izmanto vietni moodle.com.
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e Analizgjot respondentu atbildes, var secinat, ka, prieksrocibas karjeras
konsultésanai e-vide ir $adas: 1.vieta iespgja sanemt karjeras konsultacijas
un piedalities grupu nodarbibas neatkarigi no atrasanas vietas, 2.vieta
karjeras konsultéSana notiek abam pus€m pieejama laika, 3.vieta zemakas
izmaksas - klientiem nav jabrauc uz karjeras centru, lai sapemtu
konsultaciju, 4.vieta karjeras konsultanta uzdevumi, dod iesp&ju klientam
patstavigi uzlabot prasmes, zina$anas un risinat savas problémas, 5.vieta
IKT prasmju apgiiSana karjeras konsulteéSanas procesa.

e P&c respondentu atbildem ka svarigakie trikumi Kkarjeras
konsultésanai e-vide: 1.vieta minéts, ka nav tieSais kontakts karjeras
konsultantam ar klientu, 2.vieta - triikst tieSa un tulitgja atgriezeniska
saite no karjeras konsultanta, 3.vieta klientiem triikst zinaSanas un
prasmes darba ar datoru un jaunajam tehnologijam, 4.vieta karjeras
konsulteésana vietn€ kave atru informacijas apmainu. 5.vieta karjeras
attistibas atbalsta process var ieilgt klienta neizdaribas dél vai ari
konsultacija var palikt bez rezultata.

Promocijas darba otraja nodala Profesionalas krizes situaciju
izvertejums karjeras attistiba sievietem izvértétas sievietém piemérojamas
karjeras attistibas teorijas. Teoreétiski analizétas piecas pieejas karjeras attistiba
sievietem, izpétitas profesionalas krizes situacijas un teorétiski pamatots
dzimumatbilstibas princips karjeras attistiba sievietem un izstradati
profesionalas krizes noteikSanas kritériji un raditaji. Otro nodaju veido tris
apaksnodalas.

2.1. apakSnodala Sievietem piemérojamo karjeras attistibas teoriju
izvertejums analizétas zindtnieku atzinas par piecam pieejam karjeras attistiba
sievietem un aplitkotas autores izvélétas karjeras attistibas teorijas, kuras var
piemérot profesionalaja krizé nonakusu sieviesu karjeras atbalstam.

Sieviesu karjeras attistibu pétijusi dazadi autori. Dz. Holands (Holland,
1973) sievieSu karjeras attistibu atzina ka Joti lidzigu virieSu karjeras teorijai.
D. Supers (Super, 1957, Super, 1980; Super, 1990) savos karjeras izaugsmes
posmos ietver arT sieviesu karjeras attistibu. S. Osipovs (Osipow, Littlejohn, 1995)
savukart atzZimé karjeras teoriju nespgju skaidrot sievieSu karjeru ka atsevisku
grupu. L.E. Izaksone (Isaacson) un S.D. Brauns (Isaacson, Brown, 1993) norada
sievietes ka atsevisku “Ipasu grupu”, kas ir arpus esoSajam teorijam. V. Patone
(Patton) un M. Makmahons (McMahon) (Patton, McMahon, 2006) analizé
ekologiskos un starpkultiiru aspektus sievie$u karjeras attistiba. J. Bimrose atzimé,
ka sievietes un viriesi tiek verteti atSkirigi, un analiz€ veidus, ka sievietem
veiksmigi ieklauties darba tirgi (Bimrose, 2008). C.Cens pievérS uzmanibu
konsultéSanas specifikai sievietém, ka tikt gala ar darbu un gimenes pienakumiem
nekonflikt€jot (Chen, 2008). L.Belangers piedava piemérus, ka sievietem
iesaistities biznesa un biit veiksmigam (Belanger, 2015). M.B. Arthur, D.T. Hall,
B.S. Lawrence, A.B. Rochlen, D.P. Bloch analizg karjeras teorijas kopuma, ka art
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apliko dazadus iemeslus, faktorus un saistibas, ka veicinat sievieSu karjeras
attisttbu (Arthur, Hall, Lawrence, 2008; Bloch, 2005; Applying counseling
theories, 2007). Turpmak apliikotas piecas pieejas karjeras attistiba sievieteém.

Pirma pieeja — sieviesu karjeras atsevisku teoriju veidosana. Tas izveidi
pamato atskirigas vajadzibas, perspektivas, izvéles, prioritates un karjeras veidi.
Tadi faktori ka laulibas, gandarfjums, gimenes finanses, sociala piederiba,
vecaku izglitiba un nodarbosanas, vertibas, sociala mobilitate un draugu izvéle
sievietem izpauzas atskirigi neka virieSiem.

D. Zitovskis (Zytowski, 1969/2011) izdala trTs sievieSu nodarbinatibas faktorus:
darba uzsaksanas vecums; darba pavaditais laiks; darba iesaistiSanas pakape.

Otra pieeja — esoSo teoriju adaptacija. D. Supers (Super, 1957) izdala
septinus sievieSu karjeras veidus:

e stabilas majsaimnieces;

e tradicionala karjera;

e stabila nodarbinatiba; sievietes strada algotu darbu visu dzivi;

e paralélais karjeras veids; sieviete apvieno algotu darbu ar darbu

majsaimnieciba;

e partrauktais karjeras veids;

e nestabilais nodarbinatibas veids; neregulara iesaistiSanas darba;

e jauktais karjeras veids.

Autore D. Supera teoriju ir ieklavusi Klienta attistosas programmas
nodarbibu sastava, ka arT izveidots majas darbs sievieteém, kurd ir uzdevums
izanaliz€t savu karjeras veidu péc D. Supera septiniem sievieSu karjeras veidiem.

Dz. Holands (Holland, 1973; Holland, 1985; Holland 1994), aprakstot
seSus cilveku tipus un tiem atbilstoSo nodarbinatibu, uzskata, ka starp cilvéku
intereSu sisttmu un vigu darboSanas sp&jam ir cieSa saistiba (Karjeras
konsultésanas metodes, 2009).

Tresa pieeja — visaptveroSu sieviesu un viriesu karjeras teoriju veidoSana.
L. Gotfredsone (Gottfredson, 1981) un H. Astina (Astin, 1984) izveido teorijas
abu dzimumu karjerai. H. Astina (1984) apvieno motivaciju, darba lomu gaidas,
dzimuma lomas socializaciju un iesp&ju struktiiras. Savukart L. Gotfredsone
(1981) pauz atzinu, ka personibas struktiiras veidoSanos ietekm& dzimums,
sociala grupa, inteligence, intereses, vértibas un to mijiedarbiba ar priek$statiem
par nodarbinatibu.

Ceturta pieeja — saistas ar specifisku, individuali atSkirigu sieviesu
karjeras izvéles izpeti. H. Farmere (Farmer, 1997) izvirza teoriju, kas saista
izcelSanas faktorus (dzimums, rase, socialais slanis, skolas atrasanas vieta,
vecums) ar personas psihologiskajiem (pa$veértejums, vertibas, atticksme pret
majam, sasniegumu uztvere) un vides faktoriem (sabiedribas attieksme pret
sievieSu darbu, skolotdju un vecaku atbalsts).

Piekta pieeja - sievieSu karjerai piemérojamu sociali kognitivo modelu
veidosana. Zinatnieces Dz. Heketa un N.E. Beca (Hackett, Betz, 1981; Hackett,
1995) mégina izskaidrot socializacijas ietekmi uz karjeras veido$anu, izmantojot
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A.Banduras (Bandura, 1977) defintos personas pasparliecibas raditajus:
sasniegumu uzradisana, citu pieredzes izmantoSana, sanemts verbals iedro$inajums,
emocionals pac€lums (augstakaja pakapé ka cenSanas, zemaka ka pasparlieciba).

Autore izmanto otro pieeju par esoso teoriju adapteSanu sieviettm un
piekto pieeju par sociali kognitivo modelu izmantoSanu sieviesu profesionalo
krizu parvarésana, klienta attisto$as programmas izstradei.

Talak aplikotas autores izvElétas karjeras attistibas teorijas, kuras var
piemérot kriz€ nonakusu sieviesu karjeras atbalstam.

Profesionalas ierobeZotibas teorija. Saistiba ar sievieSu karjeru, to
attistibu un ierobezotibu tiek lietota fraze stikla griesti (angl. the glass ceiling).
Profesionalas ierobeZotibas teorija atbilst ceturtajai karjeras attistibas pieejai.

Stikla griesti politikas planoSanas dokumentos tiek apziméts ar terminu
vertikala darba tirgus segregdcija — virieSu un sievieSu tendence iepemt
atSkirigus amatus taja pasa profesija vai profesiju grupa (Kikule, 2006).

J. Tousainte savos pétijumos uzskata, ka stikla griesti nozimé sieviesu
ekonomisko apspiesanu (Toussaint, 1993). Fraze stikla griesti attiecas uz neredzamu
barjeru, kas nelauj sievietem turpinat giit panakumus karjera. ST metafora visbiezak
tiek lietota saistiba ar sievietem, kuras nevar pakapties pa karjeras kapném sava
darbavieta. Teorétiski jau it ka nekas netraucg veidot So augSupejoso karjeru, barjeru
uzliek stereotipi, lidz ar to izskaidrojums, ka griesti ir no stikla.

Stikla griesti ictver barjeras karjeras vertikalai izaugsmei, nevienlidzigas
darba samaksas par vienu un to pasu paveikto darbu, profesionalitaties zaudeésanu
uz griitniecibas un dzemdibu atvalinajuma laiku.

Parasti darba vieta diskriminacija notiek vairaku butisku faktoru ietekmé
- vecums, dzimums, tautiba, tadel ir griiti nodalit tiesi to diskriminaciju, kas
versta pret darbinieku tadel], ka vins ir virietis vai sieviete (Kikule, 2006).

Latvijas Republika likumdoSana paredz vienadu attieksmi pret virieSiem
un sievieteém. Stikla griestu paradibu ir griiti regulét tikai ar likumdoSanas
palidzibu, jo tas liela méra saistits ar sabiedribas izpratni, stereotipiem par
dzimumu lomam.

Kopienas mijiedarbibas teorija. Kopienas mijiedarbibas teorijas
pamata ka noteicoSo faktoru profesijas izvele uzskata cilvéka mainigo dzivi un
personibu kopuma, vietgjas starppersonu saites, kas vinu vieno ar svarigiem
cilvekiem, apstaklu kopgja struktiira (Wolfe, Kolb, 1980).

Teorija apskata sabiedribas ietekmi uz individa 1@émumu piepemsanas
procesu. B. Lovs noteica piecus galvenos veidus, kada minéta ietekme notiek:

o Jomu gaidas (ceribas) - 1émumi tiek pienemti, pamatojoties uz to, kas

tiek uzskatits par pienemamu gimenes vai kopienas grupam;

e atgriezeniska saite - informacija, ko cilvéki sanem, par profesijas
izv€les stipram un vajam pusém, ka ari to piemérotibu konkrétiem
mérkiem;

e atbalsts - stiprinat un attistit nepiecie$amas prasmes;

e modelésana - ietekmigu pieméru pieejamiba un identifikacijas pakape
ar citiem, domajot par darbu;
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e informdcija - iesp€jas uzzinat par dazadam iesp&jam.

Koncentrgjoties uz $o ideju, pétot klienta kopienas, sabiedribas vai
gimenes ietekmi uz karjeras veidoSanu, §1 teorija palidz konsultantiem atbrivoties
no aizspriedumiem un labak izprast to, ka klienti veidojusi savu karjeru un ka
sniegt palidzibu turpmak.

Rasu, etniskie un kultiiras aspekti karjeras attistiba. Rasu un etnisko
grupu karjeras teorijas iedala trijas kategorijas. Tradicionalas teorijas, kas:

1) ietver arT minoritasu aspektus Dz. Holands, D. Supers (Holland, 1973;

Holland, 1985; Super, 1957, Super, 1980; Patton, McMahon, 2006);

2) plasaki teorétiskie modeli, kas piem&rojami dazadas kultairas:

e paSparliecibas (self-efficacy) teorija Dz. Heketa, N.E. Beca
(Hackett, Betz, 1981; Hackett, 1995);

e sociali kognitivais modelis R. Lents, Dz. Heketa (Bandura, 1986;
Lent, Brown, Hackett, 1994, 2000, 2002);

e karjeras izv@les socialas maciSanas teorija Dz. Krumbolcs
(Krumboltz, 1994; Osipow, Fitzgerald, 1996; Mitchell,
Krumboltz, 1996; Sharf, 2006; Krumboltz, 2006; Bimrose, 2016);

o socialpsihologiskais modelis L. Gotfredsone (Gottfredson, Lapan,
1997, Gottfredson, 1981; Gottfredson, 2002; Hauser, Tsai, Sewell,
1983);

e sist€mteorija, starpkultiiru perspektivas V. Patone (Patton),
M. Makmahons (McMahon) (Patton, McMahon, 2006);

e dzives dizaina paradigma karjeras attistiba M.L. Savickas, L.Nota,
J. Rosiers (Savickas, Nota, Rossier, 2009).

3) teor&tiskie méginajumi ieverot kultaras specifiku:

e mazakuma/ minoritaSu karjeras attistiba, nevis rases atSkiribas
(Osipow, Littlejohn, 1995);

e saistiba ar karjeru ierosina lietot jédzienus etniskd grupa un
kultiras grupa, jo jédzieni rase, etniska piederiba, minoritate
misdienu socialkulttra ir izplidusi un grati precizi atdalami
(Leong, Brown, 1995).

Lai parbauditu praks€, ka darbojas Sis teorijas, ka teorétiskas atzinas
efektivak izmantot sievieSu karjeras attistibas atbalstam, un iepazistinat sievietes
ar sievieSu karjeras attistibas teoriju daudzveidigumu, tika veikti pétfjumi
sievieSu vidi, kas detalizétak aprakstits 3.nodala.

2.2. apaksnodala Profesionalo kriZu situdciju teorétiska analize un to
noteikSanas kriteriji un raditaji tiek pétita profesionalds krizes situdcijas, dots
profesionalo krizu raksturojums personibas attistibas procesa, raksturoti
profesionalas krizes céloni un faktori, apkopotas galvends profesionalds krizes
saistiba ar sievietes vecumposmu, ka ari autore ir atlasijusi un adaptéjusi
profesionalas krizes noteiksanas kritérijus un raditajus izmantojot E.F. Zejera
(2.®.3¢eep) un E.E. Simanuka (3.3. Cumaniox) teoreétiskas atzinas, apkopojusi
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kriterijus, kas izriet no dzimumatbilstibas principa dimensijam, péc kuriem tika
veikts pétijums ar karjeras konsultantiem, sievietém par dzimumatbilstibas
principa ievérosanas ietekmi uz sieviesu karjeru.

Krize karjera ir ka profesionalas attistibas krize, ko izraisa (Denzin,
Mettlin, 1972; Bonkosa, 2005):

procesi, kas saititi ar individa vecumu;

profesionalas attistibas destrukcijas;

jaunibas perioda identitates krize var izraisit profesionalo krizi,
izpausmes;

profesionala krize var biit saistita ar personibas identitati, ja personiba
objektivi nespgj veikt profesionalu parorientéSanos un nonak konflikta
ar agrako profesionalo identitati;

krizi var izraisit nepilna profesionalizacija;

krizi izraisa situacija, kura referenta profesionala grupa nav gatava
pienemt konkréto individu;

emocionala izdegSana tiek uzskatita par profesionalo krizi, jo izpauzas
ka attieksmes izmaina pret darbu un profesiju.

K.G. Jungs (YOur, 1996) uzsver, ka konstruktiva izeja no krizes ir
individualizacija — pasattistiba, paStapSana.

Jebkuras krizes gadijuma norit izmainas, un tas paver iespgjas attistibai.
Krizes veiksmigas parvaréSanas nosacijumi pcc M. Peka ir (Iek, 1996):

emocionals lokanums, emocionals atbalsts b&rniem un saviem
vecakiem;

dzives planu/ mérku realu izvertesana,

dzives laika ierobezotibas apzinasanas;

dzives veida korekcija;

jauna Es téla izveide;

sava stavokla pienemsana ka normala, tada, kur§ veicina stabilitati.

Saistiba ar vecumposmiem profesionalas krizes sievietém apkopotas
1. tabula. Autore profesionalo krizi raksturo ka situaciju karjera, kad
nepiecieSamas parmainas profesijas izvel€ vai maina, vai nodarbinatibas statusa
maina (no darbinieka par uznéméju), kuras parvaréSanai tiek piedavats karjeras
konsultanta un mentora atbalsts, kura detaliz&ts apraksts apkopots profesionala
krizes parvarésanas modeli .
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1. tabula
Galvenas profesionalas krizes saistiba ar sievietes vecumu

Vecum-

posmi Krize Raksturojosais krizei attieciba uz darba tirgu

19-20 Profesionalas Macibu profesionalas darbibas motivu maina.
izvéles krize (3eep, Profesijas izvéle un tas korekcija. Prakses trikums,
Cumaniok, 2005) kas apgritina darba atraSanu.

40-45  Psihologiska un 40-45 gadus vecu sievie$u dzive var sakties jaunas
fiziologiska krize izjutas par sevi ka personibu, sieviete var iegit,
sievietem (Svence, pieméram, izjltu, ka "beidzot esmu es pati un man

2003). nav bail, ko domas citi ". Sievietes atkal uzsak ko
jaunu, kaut ko maina, vai izglitibu un profesionalo
karjeru.

60-62 Pirmspensijas Apgriitinata darba atrasana, maina, darba zaudéSana.

profesionala krize

Avots: autores konstrukcija

Autore ir atlasijusi un adapt&jusi profesionalas krizes noteikSanas
kritérijus un raditajus izmantojot E.F. Zejera (3.®.3eep) un E.E. Simanuka
(2.3. Cumantok) teorétiskas atzinas (skat. 2. tab.). Kriterijs tick definéts, ka
pazime, péc kuras kaut ko noverte, defing vai klasificgé (AkadermTerm, 2016d).
Profesionalas krizes noteikSanas kritériji ir pazimes ar kuru palidzibu var
novertét vai esosa situacija ir vai nav profesionala krize sievietei. Ka raditajus,
cik liela méra konkrétais kriterijs ir izteikts sievietei noteikta situacija, tiek
izteikti balles no 1 — 5. 1 balle — stipri izteikts negativs veértejums (pilniba
nepiekritu), 2 balles — izteikts negativs vertgjums (nepiekritu), 3 balles — neitrals
vertgjums (neitrali), 4 balles — izteikts pozitivs vertejums (piekritu),
5 balles — stipri izteikts pozitivs vértejums (pilniba piekritu).

2. tabula

Profesionalas krizes noteik§anas kritériji un raditaji

Nr. Kriteriji Radrtaji

1 Mana dzive profesionala karjera

man ir noZimiga. 1 balle | 2 balles | 3 balles | 4 balles | 5 balles

2 Es spg&ju realizét profesionalos

1 balle | 2 balles | 3 balles | 4 balles | 5 balles
nodomus.

3 Esmu apmierinata ar

L 1 balle | 2 balles | 3 balles | 4 balles | 5 balles
profesionalo izglitibu.

4  Esmu apmierinata ar

. - 1 balle | 2 balles | 3 balles | 4 balles | 5 balles
profesionalo sagatavotibu.
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2. tabulas turpinajums
Nr. Kriteriji Raditaji

5 Man ir profesionalas

_ .. _ 1 balle | 2 balles | 3 balles | 4 balles | 5 balles
adaptacijas gritibas.

6 Man ir jaunu vadoSo darbibu

- 1 balle 2 balles 3 balles 4 balles 5 balles
apguves gritibas.

7 Man ir profesionalo gaidu

nesakritiba ar realo Tstentbu. 1 balle 2 balles 3 balles 4 balles 5 balles

8 Esmu apmierinata ar savam
profesionalas izaugsmes 1 balle 2 balles 3 balles 4 balles 5 balles
iespgjam.

9 Man ir vajadziba  péc

Lo R 1 balle 2 balles 3 balles 4 balles 5 balles
profesionalas pasnoteiksanas.

10 Man ir gritibas profesionalas

" LS . 1 balle 2 balles 3 balles 4 balles 5 balles
pasnoteikSanas TstenoSana.

11 Man ir jauna profesionalo

o . 1 balle 2 balles 3 balles 4 balles 5 balles
vertibu dominante.

12 Esmu neapmierinata ar iespgjam
realizét  sevi  izveidojusajas 1 balle 2 balles balles @4 balles 5 balles
profesionalajas situacijas.

13 Esmu neapmierinata ar savu

iope - 1 balle 2 balles 3 balles 4 balles 5 balles
sociali profesionalo statusu.

14 Es jutu profesijas
psihofiziologiskas izmainas un 1 balle 2 balles 3 balles 4 balles 5 balles
veselibas pasliktinasanos.

15 Mana profesionalaja darba man
nav skaidribas par ko esmu 1balle 2balles 3 balles 4 balles 5 balles
atbildigs.

16 Mana profesionalaja darba es
uznemos arvien vairak un
vairak pienakumu, neka jebkad 1 balle 2 balles 3 balles 4 balles 5 balles
spésu  paveikt, jo nemaku
pateikt “ng&”.

17 |Man ir profesionala deformacija
(profesionalas  darbibas un
individualo TIpasibu ietekme
notiekoSas profesionali svarigu
personibas 1pasibu un raditaju
izpausmes ITmena izmainas).

1 balle | 2 balles | 3 balles | 4 balles | 5 balles

Autores konstrukcija, adaptéts péc (3eep, Cumantok, 2005)
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Profesionalo krizi izraisa nesp&ja realiz€t profesionalos nodomus,
profesionalas adaptacijas griitibas, neapmierinatiba ar sociali profesionalo statusu,
jaunu darbibu apguves griitibas, veselibas pasliktinasanas. Profesionalas krizes
noteikSanas krit€riji un raditaji tiks izmantoti petijuma, anketgjot respondentus
pirms un péc veidojosa eksperimenta, lai noskaidrotu vai autores piedavatais
profesionalas krizes parvarésanas modelis ir devis gaiditos rezultatus.

2.3. apakSnodala Dzimumatbilstibas principa teorétiskais pamatojums
karjeras atfistibas problemu risindjumam sievietem krizes situdcijas ir izpétitas
dzimumu komunikaciju teorijas un teorétiski pamatots dzimumatbilstibas princips
karjeras attistibu problemu risindjumam sievietém profesionalas krizes situdcijas.

Pastav uzskats, ka individiem ir ierobezota izveéle profesijas un
nodarbinatibas zina saistiba ar dzimumu, etnisko un socialo piederibu.

SievieSu un virie$u lidztiesibas stratégija ir uzsverts dzimumu lidztiesibas
ieguldijums ekonomiskaja izaugsmé un ilgtsp&jiga attistiba un atbalstita dzimumu
lidztiesibas dimensijas ieklausana stratégija "Eiropa 2020". Viens no strat€gijas
pamatmerkiem ir nodarbinatibas limenim iedzivotaju grupa no 20 lidz 64 gadiem no
pasreizgjiem 69 % biitu japieaug vismaz lidz 75 %, tostarp izmantojot sieviesu lielaku
nodarbinatibu (Eiropa 2020. Strategija gudrai, ilgtsp&jigai un integréjosai izaugsmei,
2010). Tomer dzimumu atskiribas joprojam pastav un darba tirgii sievietes vél
joprojam ir vairak parstavétas zemak apmaksatajas nozar€s, bet nepietickami
parstavetas amatos, kuros tiek pienemti l@émumi. Vidgjais dzimumu lidztiesibas
indekss Eiropas Savieniba ir 54 (1 nozim€, ka nav dzimumu lidztiesiba un
100 dzimumu Iidztiesiba ir sasniegta pilniba). Latvija tas ir zemaks neka ES vidgjais
— 44.4. Dzimumu lidztiesibas indekss parada vid€jos raditajus $adas dzimumu
lidztiesibas jomas: nodarbinatiba, ienakumi, zinaSanas, laiks, vara un veseliba.

Jebkura joma, kura vErojama atSkiriga sievieSu un virieSu situacija,
cClonis ir sabiedribas stereotipi par viena vai otra dzimuma lomu, uzvedibu,
izskatu, prata sp&am. Miisu pienémumi par sieviskibu un viriskibu ietekmé
saskarsmi gan gimené, gan darbavieta un apkartéja sabiedriba, tapéc
komunikaciju teorijas, kas skaidro sieviesu un virieSu komunic€sanas atskiribas,
varétu bt loti noderigas veiksmigas karjeras veidoSanas procesu izpratnei
(skat. 3. tab.).
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3. tabula
Dzimumu komunikacijas atskiribas

Nr. Teorijas Galvenas pamatidejas

1 Dzimumu Teorijas mérkis ir atzit un novertét komunikaciju ar pret&jo
komunikaciju | dzimumu un panaktu savstarp&ju cienu un sapratni starp sie-
stili vietém un virieSiem. Teorija uzsverts, ka tiesi komunikaciju
(Tannen, atSkiribas ir tas, kas izraisa nesapraSanos un parpratumus.
1990/2007; Komunikaciju atskiribas komanda — sievietém svariga koope-
Tannen, réSanas un saruna, spéles noteikumu mainiSana nesagada
1992a; problémas. Sievietes izmanto sarunu, lai izraditu interesi par
Tannen citiem cilvékiem un vinu vajadzibam, lai sadarbotos. Sievietes
1992b) izmanto sarunu ka instrumentu, lai raisitu idejas, risinatu prob-

1émas, veidotu attiecibas. Sievietei svarigs pats sarunas
process. Sievietes pasaules redz&jums balstas riipés un atbildi-
ba. Sieviesu — virieSu komunikaciju raksturo atskirigas saskar-
smes normas un atskirigi valodas lietoSanas principi, un §is
atSkiribas var traucét sapratnei.

Saruna sievietém raksturigas priecigakas balss intonacijas,
apstiprinajumu mekl1&josi jautajumi (vai ne? ja?), pastiprinataji
(tads, daudz), ipasi pieklajigas teikuma konstrukcijas (vai jis,
ludzu, neaizvertu durvis). Sievietes sarunas spgj ilgstosi palikt
vienas t&€mas robezas.

ST teorija atklaj, ka viriesi un sievietes neapzinati sazinas
dazados veidos. ST teorija veicina sazinas kompetenci, jo
mums jasaprot un janoverté abu dzimumu komunikaciju un ta
var klit efektivaka un piemérotaka, un mums jamacas
pielagoties pretgjo dzimumu stiliem.

2 Klusgjoso ST teorija apgalvo, ka pargjiem cilvékiem (sadarbibas
grupu partneriem, vadibai, padotajiem) cilvékus ar mazaku ietekmi
teorija griiti uztvert un ta rezultata vini tiek piemirsti, vigu idejas un
(Kramarae, darbiba apslapéta un vini klast it ka neredzami. Teorija
1996a; skaidro, kapéc dazas sabiedribas grupas tiek izslégtas no
Kramarae komunikacijas:
1996b; e saistiba ar dzimumu;

Ardener, «  viriesi darbojas atskirigak neka sievietes;
Ardener, e kluséSanai - zemaks statuss sabiedriba;
2005) * darbosanas un runasana saskapa ar auditorijas viedokli

parasti tiek nemta vera.

Teorija skaidro, ka sievietes uztvere sabiedriba tiek
uzskatita par mazak kompetentu un mazak efektivu. Svarigi,
lai sievietes un virie$i klitu par vienlidzigiem partneriem
valodas veidoSanas un lietoSanas =zipa. Ja valoda Kklis
vienlidziga, ari vara izlidzinasies.
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3. tabulas turpinajums

Nr. | Teorijas Galvenas pamatidejas

3 Interaktiva Teorija piedava jaunu komunikativu &tiku, balstitu visu
universalisma cilveku universalas mijiedarbibas koncepta. S. Benhabibas
teorija mérkis ir paplasinat normas, lai tas der€tu visiem.
(Benhabib, Komunikativa &tika nozimé, ka visi esam atbildigi par
1992) balsim, kas netiek sadzirdétas, saprast klusgjosas balsis. No

feministiskas perspektivas S. Benabiba uzskata, ka sievietes
“es” nevar tikt dalits publiskaja un privataja “es”. Sieviete
bieZi nevar atlauties blit autonoma matiskas atkaribas dg].
Teorijas autore pieprasa cienu pret visiem un meklgt
diskusijas iesp&jas jebkuros jautajumos.

4 Objektivitates Objektivitates jeb viedokla teorija skatas uz pasauli ar ]oti
(viedokla) feministisku viedokli. Teorijas dibinatajas un pétnieces ir
teorija S. Hardinga un T. Vuda, kuras apgalvo, ka viens no
(Standpoint labakajiem veidiem, lai saprastu, k@ misu sabiedriba
Theory) darbojas, ir pétit to grupu viedoklus, kas ir mazak
(Harding, priviligétas- galvenokart tas sievietes. Dazadas valstis
Wood, 2014) sievietes (it seviski ASV) piedzivo situacijas, kad vinas tiek

diskriminétas dzimuma dg]. Piem@ram, vinas biezi vien
piedzivo aizspriedumus darbavietas, jo pastav stereotipi, ka
sievietes ir "emocionalas" un nevar adekvati rikoties stresa
situacijas darba. Objektivitates jeb viedokla teorija liecina,
ka, lai atklatu un pilniba saprastu, ka sabiedriba darbojas,
jabit iesp&jam redzet pasauli no atstumto grupu viedokla
(Harding, Wood, 2014).

Avots: autores apkopojums

KomunicgSanas prasmes ir saistitas arT ar katra cilvéka individualo
karjeru, un ir bitisks ikviena specialista socialas kompetences raditajs, ko augstu
verte visa sabiedriba, jo biezi vien nesp€ja biit par labu saskarsmes partneri ir
Skérslis individa karjeras izaugsmei. Balstoties ieprick§€jos pétijumos un
izmantojot dzimumu komunikaciju teoriju atzipas (skat. 3.tab.), autore ir
izstradajusi kopsavilkumu par dzimumatbilstibas principa dimensijam, kas ietver
gan likumos noteiktos normativus, gan sabiedriba esoSos stereotipus par sievieSu
un virieSu atskirtbam, gan priekslikumus dzimumu lidztiesibas problemu
risinagjumam (skat. 1. att.).

Priekslikumos ir akcentta nepiecieSamiba sekmét likuma noteikto
dzimumu lidztiesibu ievérosanu un komunikaciju teoriju izmanto$anu (dzimumu
komunikaciju stili; interaktiva universialisma teorija; klus€joSo grupu teorijas;
sabiedribas androcentrisma ietekme uz profesijas izveli; objektivitates jeb
viedokla teorija), stereotipu lausana un sievieSu paSapzinas celSana.
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Likumiskie normativi/ likuma noteikta
Iidztiesiba

Sabiedriba eksistejosie stereotipi

e sievieSu un virieSu vienlidziba,

o ckonomiska neatkariba;

o vienlidzigs atalgojums par vienadu darbu;

e [idztiesiba lemumu pienemsana;

e ciena;

e ar dzimumu saistibas vardarbibas
izbeigSana;

e dzimumu lidztiesibas veicinasana arpus

-

vesturiski pienemto sieviesu un
virieSu profesijas;

stereotipi par viena vai otru
dzimuma lomu, uzvedibu,
izskatu, prata spgjam.

ES.
5 Hiin =

L

Realitate

Problémas

Dzimumu lidztiesibas indekss (nodarbinatiba,
ienakumi, zinasanas, laiks, vara, veseliba).
Vidgjais dzimumu lidztiesibas indekss:

e ES-54

e Latvija— 44,4

e [gaunija — 50

e Lietuva —43,6

=)

profesionala krize;

bezdarbs;

pedagogu dzimumu
disproporcija;

ierobezotas iespgjas sievietem
ienemt dazadus amatus;
ierobezotas iespgjas sievietém
ienemt amatu vecuma dgl;
ierobezotas iesp&jas sievietem
ienemt amatu b&rnu del.

H g N

Da

rbiba

priekslikumi, ka risinat dzimumu lidztiesibas problémas

e Sekmét likuma noteikto dzimumu lidztiesibu.

e  Komunikaciju teorijas izmantos$ana:
- dzimumu komunikaciju stili;
- interaktiva universialisma teorija;

- klusgjoso grupu teorijas;

- sabiedribas androcentrisma ietekme uz profesijas izveli;
- objektivitates jeb viedokla teorija.

e  Stereotipu lausana.
e  SievieSu pasapzinas cel$ana.

i

Rezultats
sievieSu un virieSu lidztiesiba

1. att. Dzimumatbilstibas principa dimensijas

Avots: autores konstrukcija

Dzimumatbilstibas princips karjeras konsultéSana sieviet€ém izsaka

sakaribu veidoSanos starp

sievieSu Kkarjeru

ietekmé&joSiem faktoriem,

profesionalo krizi izraiso$am situacijam, dzimumatbilstibas principa dimensijam
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un profesionalas krizes noteikSanas krit€rijiem. Dzimumatbilstibas principa
ievéroSana karjeras konsultéSana sekmé karjeras attistibu profesionala krize
nongkusam sievietém. Autore ir apkopojusi kritérijus, kas izriet no
dzimumatbilstibas principa dimensijam (skat.2. att.).

‘ Nr. Kriteriji

1 | “Stikla griesti” sieviesu karjera (Kikule, 2006)

2 | Stereotipi par sievieSu un virieSu profesijam (Strategy for equality between
women and men 2010-2015, 2010)

3 | Vienlidzigs atalgojums par vienadu darbu neatkarigi no dzimuma - gan virieSiem, gan
sievietém stratégija (Strategy for equality between women and men 2010-2015, 2010)

Sievietém atSkiras komunikacija komanda (p&c D. Tanenas (Tannen))
Sievietes sarunas gaita viegli maina spéles noteikumus (péc D. Tanenas)

Sievietém ir svariga kooperéSanas un pati sarunas gaita (p&c D. Tanenas)

N Y L b

Sievietes izmanto sarunu, lai izraditu interesi par citiem cilv€kiem un vigu
vajadzibam, lai sadarbotos (p&c D. Tanenas)

o]

Sievietes pasaules redz&jums balstas riip€s un atbildiba (péc D. Tanenas)

9 | Sieviesu - viriesu komunikaciju raksturo at$kirigas saskarsmes normas un atskirigi
valodas lietoSanas principi, un §Ts atSkiribas var traucet sapratnei (pec D. Tanenas)

10 |Saruna sieviettm raksturigas priecigakas balss intonacijas, apstiprinajumu
meklgjosi jautajumi (vai ne? ja?), pastiprinataji (tads, daudz), ipasi pieklajigas
teikuma konstrukcijas (vai jus, lidzu, neaizvertu durvis) (péc D. Tanenas)

11 | Sievietes sarunas spgj ilgstosi palikt vienas t€mas robezas (péc D. Tanenas)

12 | Tas sievietes, kuras ir klusas, tiek izstumtas no komunikacijas darbavieta, un karjeras
izaugsmes iesp&jas kolektiva ir ierobezotas (péc K. Krameres (Kramarae))

13 |Tas sievietes, kuram ir gimene un b&rni, ir ierobeZotas Karjeras izvele
(péc K. Krameres (Kramarae))

14 | Sievietes ir "emocionalas", un nevar adekvati rikoties stresa situacijas darba (péc
S. Benhabibas (Benhabib))

2. att. Kriteriji dzimumatbilstibas principa ievéroSanas ietekmes
noteik$anai uz sievieSu karjeru
Avots: autores apkopojums

Pirmie tris kriteriji nemti no profesionalas ierobezotibas teorijas. Stikla
griesti sieviesu karjera nozimé vertikalo darba tirgus segregdciju, kas apzime
tendenci sievietém un virieSiem ienemt atSkirTgus amatus viena un taja pasa
profesiju grupa, ka arf tie ietver barjeras karjeras vertikalai izaugsmei. Kriteriji
no 4. lidz 11. ir no D. Tanenas (Tannen, 1990/2007; Tannen, 1992a; Tannen
1992b) dzimumu komunikaciju teorijas. Krit€riji 12. un 13. pemti no
K. Krameres klusgjoso grupu teorijas (Kramarae, 1996a; 1996b; Ardener,
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Ardener, 2005). 14. kritérijs ir no S. Benhabibas intereaktivas universalisma
teorijas (Benhabib, 1992).

Sie kriteriji tiks izmantoti turpmaka pétfjuma par dzimumatbilstibas
principa ietekmi uz sieviesu karjeru.

Promocijas darba treSaja nodala VeidojoSais eksperiments sievieSu
profesionalas krizes parvarésanai ir izstradata un ekspertéta sieviesu karjeras
konsultésanas metodika profesionalas krizes situdcijas un izstradats un
zinatniski pamatots profesionalas krizes parvarésanas modelis, aprakstiti veiktie
karjeras mainas empiriskie petijumi sievietem Latvija un Lietuva un veidojosais
eksperiments, veikta sieviesu karjeru ietekmejoso faktoru un karjeras attistibu
veicinoSo prasmju analize. Treso nodalu veido tris apaksnodalas.

3.1. apaks$nodala Peétijjuma organizacija un bazes raksturojums.
Petjumu autore saka veikt, izmantojot socialos tiklus — ka draugiem.lv,
facebook.lv, twitter.com, gan uzaicinot sievietes pildit aptaujas anketas
Nodarbinatibas valsts agentiiras Jelgavas, Bauskas, Dobeles regionalajas filialés,
Valsts Policijas Zemgales regiona parvalde, ka ari tie$i uzrundjot un izsttot
aptaujas anketas ar e-pasta véstulu palidzibu gan Latvija, gan Lietuva dzivojosam
sievietétm. Respondenti izvEléti nejausi. Izlase ir nevarbiitiga, stihiski
veidojusies. Katra pétijuma izmantots mérktiecibas, pieejamibas princips.
Aptauja piedalijas — 1087 sievietes, 48 — karjeras konsultanti, 4 — eksperti,
18 sievietes veidojosa eksperimenta.

Pétijumus shéma att€lota 3.attgla.
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3.2. apakSnodala Profesionalds krizes parvaréSanas modela un
metodikas izstrade. Saja apaksnodala ir 8 apaksnodalas.

3.2.1. apak$nodala SievieSu karjeras mainas petijumu rezultati
apkopoti, aprékinati aptauja piedalijusos sieviesu statistiskie raditaji un
analizeti sievieSu aptaujas rezultati.

Aptauja tika veikta no 2015. gada 1.jiinija l1dz 2015. gada 18.augustam,
izsiitot 2000 anketas sievieteém pa e-pastu Latvija un Lietuva, ka arT aptaujajot
klatiene. Atpaka] sanemtas aizpilditas 1087 derigas anketas, no tam 909 no
sievieteém Latvija, un 178 sievietem Lietuva. SievieSu anketéSana notika, izsiitot
tas pa e-pastu, ka arT socialaja tikla www.draugiem.lv, twitter.com,
facebook.com. Aptaujas anketas tika izstradatas, izmantojot www.visidati.lv
piedavatas anketu matricas, lai vieglak un értak biitu respondentiem tas aizpildit.
Rezultati apstradati, izmantojot grupéSanas metodi, aprakstoSo statistiku,
izmantojot MS Excel, SPSS (Paura, Arhipova, 2002).

Petijuma sakuma respondentem tika jautats, cik liela méra vinas biitu
gatavas mainit darbu vai nodarboSanos un novértét ballés intervala no ,,1” lidz
»d”, kur ,,1” nozimg, ka ,,paslaik” - nav gatavi maintt darbu un ,,5” nozime, ka
darba vai nodarboSanas maina Sobrid ir maksimali nepiecieSama. 42 %
respondentes atbild€ja, ka paslaik nav gatavi mainit darbu, bet 10 % ir noleémusi
mainit darbu.

Tika noskaidrots vai respondentes savu pasreiz€jo situaciju raksturotu ka
krizi (bistams, sarezgits, smags stavoklis). Ja atbildgjusi 29 %, ng¢ — 72 %
respondentu.

Var secinat, ka 29 % sievieSu tomér jutas krizes situacija un vipam ir
nepiecieSama palidziba profesionalas krizes parvarésana. Ta tiek piedavata ar
profesionalas krizes parvarésanas modela palidzibu (skat. 4. att.).

3.2.2. apakSnodala SievieSu karjeru ietekméjoSo faktoru petijumi.
Izpetiti SievieSu karjeru ietekméjusie profesijas izvéles faktori, noskaidroti un
izanalizéti sievieSu karjeras ietekméjosie faktori respondentu skatijuma.

Lai noskaidrotu, kadi ir butiskakie profesijas izv€les faktori sieviettm péc
respondentu domam, ligts saranz&t péc nozimibas, cik dotie faktori ietekmé sievieSu
veiksmigu karjeras attistibu. Atbilzu varianti bija pieci, sakot no “1” — neietekmé
nemaz, ,,5” — loti ietekmé&. Analizei ir izvéléts atbilzu variants “Joti ietekmé”.
NepiecieSams noskaidrot respondentu atbilzu skaita vienmérigu sadalfjumu un
atbilstibu teorétiskajam noveérojumu skaita sadalijumam (skat 4. tab.).
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4. tabula

SievieSu veiksmigu karjeru ietekméjoso faktoru ranzéjums
Dati iegtiti 01.06.2015.-18.08.2015. anonimi aptaujajot sievietes, n=1087

Novérotais | Teorétiskais S;T)I;ngoistl?;p
Nr. Faktori atbilZu atbilZu ..
. .y teorétisko
biezums biezums .
bieZumu
Vecums 297 268.3 28.7
Dzimums 94 268.3 -174.3
Gimenes apstakli
(precgjusies. 111 268.3 -157.3
neprecgjusies)
4. Gimenes pieredze
(vecaku profesijas 82 268.3 -186.3
pieredze)
3. Berni (ir. nav. skaits) 215 268.3 -53.3
6. Izglitibas limenis 558 268.3 289.7
7. Dzives vieta 259 268.3 -9.3
8. Finansialais stavoklis 198 268.3 -70.3
9. | Brivo darba vietu 443 268.3 174.7
skaits dzives vieta
10. | Fiziskie dotumi 152 268.3 -116.3
1. | Dzives veids 161 268.3 -107.3
12. Vadibas attieksme 438 268.3 169.7
13. Ps.lhologlskals 439 268.3 1707
klimats
14. Darbe}.\_lletas attalums 236 2683 123
no majam
15. Partnera atbalsts 341 268.3 72.7
y? testa rezultati
Raditaji Atbildes
y? faktiska vertiba 1126.770
Brivibas pakapju skaits 14
p-vertiba 0.000

Secinajums. Ta ka p-veértiba = 0.000 < 0.05, tad ar varbitibu 95 % var
secinat, ka respondentu atbilzu skaits ir butiski atSkirigs un tas nesadalas
vienmerigi (Paura, Arhipova, 2002). Izmantojot > testa starpibas, var novérot
statistiski nozimigu atbildes parsvaru 6.faktoram Izglitibas limenis. Tas nozZimg,
ka visvairak no aptaujatajam sievieteém par visbitiskako faktoru min izglitibas
limeni. 2.vieta brivo darba vietu skaits dzives vieta, 3.vieta — psihologisko

klimatu, 4.vieta — vadibas atticksmi, 5.vieta — partnera atbalstu.
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Profesiju daudzveidiba ir loti plasa, lai var€tu izv€leties sev piem&rotu un
vélamu profesiju, vispirms ir jaizpéta sevi, kadas personigas Tpasibas piemit un
kadas ir jaattista, un jaizp€ta v€lamas profesijas apraksts, un janoskaidro vai §1
profesija ir atbilstoSa velmém. Tade] autore aptauja ieklava jautdjumu par
personigajam TpasSibam. Respondentiem jautats - noradiet, kuras no dotajam
personigajam ipasibam ietekmé sievieSu karjeru veiksmigu attistibu. Atbilzu
varianti bija pieci, sakot no “1” — neietekmé nemaz, ,,5” — loti ietekmé. Analizei
ir izvelets atbilzu variants “loti ietekmé&”. NepiecieSams noskaidrot respondentu
atbilzu skaita vienmérigu sadalfjumu un atbilstibu teor&tiskajam novérojumu
skaita sadalfjumam (skat. 5. tab.).

5. tabula
Personigo ipasibu ietekmes nozimiguma ranZéjums
Dati iegiiti 01.06.2015.-18.08.2015. anontmi aptaujajot sievietes, n=1087

_ Noverotais | Teoretiska Starpiba starp
Nr. Ipasibas atbilzu is atbilzu noveroto un
bieZums bieZums | teorétisko biezumu
1| velme palidzet citiem 131 407.7 -276.7
2| Pacietiba 376 407.7 317
3| Uznemiba 726 407.7 318.3
4| Jatigums 153 407.7 -254.7
5 | Neatlaidiba 677 407.7 269.3
6 | Merktieciba 728 407.7 320.3
7 Eéi?;iﬂi?m 305 407.7 41027
8 ftrr:‘;‘e tikt gala ar 621 407.7 2133
9| Zinatkare 337 407.7 -70.7
10 | Uzticamiba 507 407.7 99.3
11| Sirsnigums 130 407.7 -277.7
12| Prasmigums 435 407.7 273
13| Empatija 175 407.7 -232.7
14| Runigums 181 407.7 -226.7
15| Spgja sevi kontrolat 512 407.7 104.3
16 | Apnemigums 570 407.7 162.3
17| Rado$ums 415 407.7 7.3
18 | Pagparliecinatiba 566 407.7 158.3
19| Logiska domasana 619 407.7 211.3
20 | Centigums 435 407.7 27.3
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5. tabulas turpinajums

_ Noverotais | Teoretiska Starpiba starp
Nr. Ipasibas atbilZu is atbilZu novéroto un
bieZums bieZums | teorétisko bieZumu
21| Lojalitate 394 407.7 -13.7
22 | Pienakuma apzina 533 407.7 125.3
23 | Drosmigums 404 407.7 -3.7
24 | Taktiskums 375 407.7 -32.7
25 | Tecietiga 209 407.7 -198.7
26 | Rapigums 335 407.7 -72.7
27| Godigums 408 407.7 3
28 | Pieklajigums 323 407.7 -84.7
29 | Humora izjiita 195 407.7 2127
30 24;;22 noveérosanas 352 4077 557
31| Kartiga un tiriga 277 407.7 -130.7
32 | Neatlaidigums 528 407.7 120.3
33 | Disciplingtiba 522 407.7 114.3
%2 testa rezultati
Raditaji Atbildes
y? faktiska vertiba 2312.445
Brivibas pakapju skaits 32
p-vértiba 0.000

Secinajums. Ta ka p-vertiba = 0.000 < 0.05, tad ar varbiitibu 95 % var
secinat, ka respondentu atbilzu skaits ir bitiski atSkirigs un tas nesadalas
vienmérigi. Izmantojot y> testa starpibas, var novérot statistiski nozimigu
atbildes parsvaru 6.personibas TpaSibai Meérktiectba un 3. personibas Tpasibai
Uznémiba. Tas nozime, ka visvairak no aptaujatajam sievietem, par
visbiitiskakajam personibas Tpasibam min merktiecibu, 2.vieta uzn€mibu, 3.vieta
— neatlaidibu, 4.vieta — prasmi tikt gala ar stresu, 5.vieta — logisko domasanu.
Tatad ari personigas Tpasibas ir nozimigs aspekts veiksmigai karjeras attistibai.

3.2.3. apak$nodala Pefijumi par sievieSu karjeras attistibu veicinoSam
prasmém izpétiti sieviesu karjeras attistibu veicinosas prasmes respondentu
skatijuma. Respondentem tika jautats, kuras no dotajam prasmém ietekmée sieviesu
karjeru veiksmigu attistibu. Atbilzu varianti bija pieci, sakot no “1” — neietekmé
nemaz, ,,5” — loti ietekm&. Analizei ir izvelets atbilzu variants “loti ietekmg&”.
NepiecieSams noskaidrot respondentu atbilzu skaita vienmerigu sadalijumu un
atbilstibu teorétiskajam novérojumu skaita sadalfjumam (skat. 6. tab.).
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6. tabula

SievieSu karjeras veiksmigu attistibu veicino$o nozimigako prasmju
ranZéjums
Dati iegiiti 01.06.2015.-18.08.2015. anonimi aptaujajot sievietes, n=1087

Novéro- Teorétis- Starpiba
NL. Prasmes tais kais starp nove-
atbilzu atbilzu roto un teore-
bieZums bieZums | tisko bieZumu
1 | Sadarboties ar citiem cilvekiem 631 536.7 94.3
2 | Risinat problemsituacijas 644 536.7 107.3
3| Uzklaustt citus cilvekus 420 536.7 -116.7
4| Parliecinat par savu viedokli 470 536.7 -66.7
5| Lietot kermena un Zestu valodu 150 536.7 -386.7
6 | Uznemties atbildibu 599 536.7 62.3
7| Precizi izpildit darba uzdevumu 583 536.7 46.3
8 | Organizet savu darbu 702 536.7 165.3
9 | Atrast problemu risinajumus 635 536.7 98.3
10" | Darboties mainigas situacijas 524 536.7 -12.7
11 | patstavigi pienemt lemumus 646 536.7 109.3
12| vadit citus cilvekus 468 536.7 -68.7
13| Marktiecigi veidot Karjeru 509 536.7 -27.7
14| Lietot datoru darbam ar tekstu 509 536.7 -27.7
15 iI;:fe(:;)rtrl gztigﬁu darbam ar skaitlisko 464 536.7 77
16 g:ﬁ?égiﬁm informacijas 540 536.7 33
17 | Lietot datoru komunikacijai 437 536.7 -99.7
18 | Svegvalodu zinaganas 550 536.7 133
19| Prezentacijas prasmes 553 536.7 16.3
20 | Vadisanas pamatprasmes 565 536.7 28.3
21 | Lideriba 520 536.7 -16.7
22 | prasmes stradat komanda 689 536.7 1523
2 testa rezultati
Radtaji Atbildes
x? faktiska vértiba 539.079
Brivibas pakapju skaits 21
p-vertiba 0.000
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Secinajums.

Ta ka p-vértiba = 0.000 < 0.05, tad ar varbutibu 95 % var secinat, ka
respondentu atbilzu skaits ir batiski atSkirigs un tas nesadalas vienmerigi.
Izmantojot y? testa starpibas, var novérot statistiski nozimigu atbildes parsvaru
8.prasmei Organizet savu darbu un 22. prasmei Prasmes stradat komanda.
Tas nozimé, ka visvairak no aptaujatajam sievieteém, par visbiitiskakajam
prasmém atzimé - prasmi organizét savu darbu, 2.vietd prasmes stradat
komanda, 3.vieta — patstavigi piepemt Ilémumus, 4.vieta — risinat
problémsituacijas, 5.vieta — sadarboties ar citiem cilvékiem.

3.2.4. apakSnodala Peéfijums par profesionalas krizes noteikSanu péec
kriterijiem un raditajiem.

Karjeras mainas petfjums, kurs tika veikts no 2015. gada 1. junija lidz
2015. gada 18. augustam, kura piedalijas 1087 sievietes, petijuma 3.sadala
“Profesionalas krizes petijumu anketa”, tika ieklauts jautajums, vai pasreizejo
situaciju karjera raksturotu ka profesionalo krizi? Ja respondents uz jautajumu
atbild “ja”, tad seko jautajumi par profesionalas krizes noteikSanas raditajiem un
kritérijiem. Ja atbilde ir “n&”, tad respondentam ir jaatbild uz nakamas sadalas
jautajumu. Apkopojot respondentu atbildes, 29 % (310) sievieSu atzina, ka jitas
krizes situacija.

P&tijums par profesionalas krizes noteiksanu p&c kriterijiem un raditajiem
tika turpinati ar tam 310 (29 %) sievietém, kuras atzina, ka ir profesionalaja
krizes situacija. Pamatojoties uz 2.2. nodala profesionalas krizes situaciju
teoretisko analizi, autore ir adapt&jusi profesionalas krizes noteikSanas kriterijus
un raditajus pec E.F. Zejera (3.® 3eep) un E.E. Simanuka (3.3. Cumanmok), ar
kuru palidzibu paredzets veikt sievietes krizes situacijas pasverte€jumu pirms vina
sak konsultacijas. Atkartota krizes noteikSana pec Siem kriterijiem un raditajiem
tiek veikta p&€c modeli paredz&to pasakumu izpildes. Analiz&jot iegiito aptaujas
datu sadalu “Profesionalas krizes p&tijumu anketa”, autore apkopoja atbildes:
1 — pilniba nepiekritu; 2 — nepiekritu; 3 — neitrali; 4 — piekritu; un 5 - pilniba
piekritu. Analiz€jot datus, kopa tiek skaititi apgalvojumi ,,piekritu” un ‘pilniba
piekritu”, un attiecigi ”’pilniba nepiekritu” un “nepiekritu”.

Apkopojot aptaujas datu sadalas “Profesionalas krizes petfjumu anketas”
respondentu atbildes, var secinat, ka izmantojot profesionalas krizes noteiksanai
izstradatos kriterijus un raditajus, un skaitot kopa apgalvojumus ,,piekritu” un
‘pilniba piekritu”, 60 % respondentu bija apmierinati ar profesionalo izglitibu,
65 % apmierinati ar profesionalo sagatavotibu, tacu liels skaits respondentu sava
pasveértgjuma uzradija neapmierinatibu: 57 % bija neapmierinati ar iespgjam
realiz&t sevi izveidojusajas profesionalajas situacijas; 46 % bija neapmierinati ar
savu sociali profesionalo statusu, 48 % juta psihofiziologiskas izmaigas un
veselibas pasliktina$anos un 26 % atzina profesionalo deformaciju, kas izsaka
krizes situacijas esamibu.

Ta ka pietickami liels skaits respondentu atzina neapmierinatibu ar savu
profesionalo darbibu, kas apliecinaja krizes situacijas, tas norada uz
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nepiecieSamibu péc karjeras atbalsta, ko autore piedava, izmantojot krizes
parvaréSanas modeli.

3.2.5. apak$nodala Petijumi par dzimumatbilstibas principa ietekmi uzg
sievieSu karjeru apkopoti un analizéti divi petijumi saistiba ar So temu.

Pirmais pétjjums par dzimumatbilstibas principu sieviesu karjera tika
veikts no 2014. gada decembra lidz 2015. gada janvarim karjeras konsultantu
vida, lai gitu priekSstatu par dzimumatbilstibas principa ietekmi uz sieviesu
karjeru. Aptauja piedalijas 48 karjeras konsultanti. P&tfjuma tika izmantoti
kriteriji dzimumatbilstibas principa ievéro$anas ietekmes noteiks$anai uz sieviesu
karjeru, kas tika izstradati 2.3. nodala. P&c pétijjuma rezultatiem, var secinat, ka
visvairak no aptaujatajiem karjeras konsultantiem piekritusi S$adiem
apgalvojumiem:

e sievietes izmanto sarunu, lai izraditu interesi par citiem cilvékiem un
vinu vajadzibam, lai sadarbotos — 85 %;
sievietém ir svariga kooperéSanas un pati sarunas gaita — 83 %;
sievietem atskiras komunikacija komanda - 79 %;
pastav stereotipi par sievieSu un virie$u profesijam — 79 %;
sievietes pasaules redz&ums balstas riipes un atbildiba — 73 %.
Nepiekrit $adiem apgalvojumiem:

e sievietes ir "emocionalas", un nevar adekvati rikoties stresa situacijas

darba - 81 %;

e pastav “stikla griesti” sievieSu karjera — 73 %;

e pastav vienlidzigs atalgojums par vienadu darbu neatkarigi no

dzimuma — gan virieSiem, gan sievietem — 56 %.

Otrs pétijums par dzimumatbilstibas principu sievieSu karjera 2015.
gada tika veikts no 2015. gada 1. jinija Iidz 2015. gada 18. augustam, kura
piedalijas 1087 sievietes un autore apkopoja atbildes.

Analizgjot aptaujas datu sadalu “Anketa dzimumatbilstibas principa
ietekmes noteikSanai uz sieviesu karjeru” petijuma rezultatus, redzam, ka 85 %
respondenti atzist, ka pastav stereotipi par sieviesu un viriesi profesijam, 80 %
respondentu atzime, ka sievietem atSkiras komunikacija komanda un 58 %
norada, ka sievieSu un virieSu komunikaciju raksturo atSkirigas saskarsmes
normas un atskirigi valodas lietoSanas principi un §is atSkiribas var traucet
sapratnei. 64 % respondentu apstiprina, ka tas sievietes, kuras ir klusas, tick
izstumtas no komunikacijas darbavieta, un karjeras izaugsmes iespgjas kolektiva
ir ierobezotas, un 53 % norada, ka tas sievietes, kuram ir gimene un bérni, ir
ierobezotas karjeras izvele. Mazliet mazak par pusi 49 % norada, ka stikla griesti
tomer pastav.

Lai pétitu dzimumatbilstibas principa ietekmi uz sievieSu karjeru,
aptaujas datu sadala “Anketa dzimumatbilstibas principa ietekmes noteikSanai
uz sieviesu karjeru” tika ieklauti jautajumi, kuri ietekmé karjeras attistibas
problému risinajumu sievietém un respondentu atbildes dotas 7. tabula.

39



7. tabula
Respondentu viedoklis par ricibas veidiem dzimumatbilstibas principa
ievérosana karjeras atbalstam sievietém (%)
Ka dzimumatbilstibas Respondentu veértgjumi
principa ievéro$ana

ietekme karjeras 1 2 4 5 K‘? pa
attistibas problému neietekmé neietek- neitrali nedaudz Joti (%)
risindjumu sievietem? nemaz mé ietekmeé ietekmée

Komunikaciju teorijas 4 7 39 33 17 100
izmantoSana
Stereotipu lauSana 2 5 36 36 21 100
SievieSu pasapzinas 2 3 24 36 35 100
celSana
Dzimumu lidztiesibas 2 4 28 31 35 100
ieverosana

Autores izstradatais un teorétiski pamatotais dzimumatbilstibas princips,
kas ir ieteicams karjeras konsulté$ana sievieteém krizes situacijas, ietver sekojosas
dimensijas: likumos noteikta dzimumu lidztiesiba, sabiedriba eksistgjosie
stereotipi, dzimumu Iidztiesibas indekss, ieteikumi darbibai dzimumu lidztiesibu
problémsituaciju risingjumam - sekmét likuma noteikto dzimumu Iidztiesibu,
izmantot komunikaciju teorijas sievieSu un viriesu sazina un konsultésana, lauzt
stereotipus, celt sievieSu pasapzinu. Veicot p&tijuma rezultatu analizi, skaitot kopa
atbildes ,,nedaudz ietekm&” un ,loti ietekme”, var secinat, ka respondenti atzist
komunikaciju teoriju izmantoSanu (50 %); stereotipu lausanu (57 %); sievieSu
pasapzinas celSanu (71 %) un dzimumu Iidztiesibas ievéroSanu (66 %) par
nepiecieSsamu darbibu karjeras atbalstam (skat. 6. tab.).

Izmantojot y testa starpibas, var novérot statistiski nozimigas atbildes
Sieviesu pasSapzinas celSana un Dzimumu lidztiesibas ievérosana. Tatad
respondenti uzskata, ka dzimumatbilstibas principa ievérosana loti ietekmée
sievieSu pasapzinas celSanu un dzimumu Iidztiesibas ievéro$anu. Tatad
dzimumatbilstibas principa ievéroSana butiski ietekm& karjeras attistibas
problému risindgjumu sievietém.

3.2.6. apakSnodala Diskusija par karjeras mainu sievietem ir apkopotas
dazadu zinatnieku atzinas par sieviesu karjeras attistitbu un mainu.Pe€dgjos gados
pasaule, seviski Eiropa un ar1 Latvija, mizizglitiba ir kluvis aktuals jédziens.
Latvija mizizglitiba dazados aspektos ir petita daudz, bet tieSi saistiba ar tas
nozimi un ietekmi sievietes karjera profesionalas krizes situacijas ta ir maz petita,
to zinama meéra apstiprina fakts, ka nav pieejamas publikacijas par praktiskajiem
pétijumiem, kas veikti Latvija.
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Viens no pétjumiem LLU, ko veica D. Bite, p&tot nodarbinatibas
problémas mazpilsétas, ta ietvaros pétija SievieSu profesionalo karjeru
mazpilsétas, kura noskaidroja, ka mazpilsétas ir cieSa socialas vides un
infrastruktiiras saistiba ar nodarbinatibas situaciju un lidz ar to merktieciga
karjeras virziba ir iesp&jama ierobezota skaita profesiju un darba vietu.

Amerikanu zinatnieks, pedagogs D.R. Vetzels (Wetzel), veic pétijumus
ASYV par pieauguso izglitibu, muzizglitibu. Vin$ min, ka mazizglitiba ir biitiska
Sodien visiem darbiniekiem, tiem, kas paslaik strada un tiem, kas mekle darbu,
ka ir nepiecieSams pastavigi atjaunot un paplasinat darba iemanas.

Interesanti petijumi, ko veica K. Kaprino (Caprino, 2015), kas ir p&tniece
un darba un dzives trenere ASV, ir sievieSu profesionalas karjeras petijjums, kura
minéts, ka sievietes, kuras gadiem ilgi veido veiksmigu karjeru, vidgjos muza
gados jit, ka vinu profesionala dzive un identitate vairs vinas neapmierina,
t.i. nedarbojas, ka ieplanots. Petijuma konstatéts, ka lielaka dala sieviesu saskaras
ar vismaz vienu no autores minétam slépto darba un privatas dzives krizém, tostarp
arT hroniskam veselibas problémam, finansu atkaribu un sapigu es zaud&jumu.

Par karjeras mainu un dazadiem padomiem, ka to labak izdarit, rakstijusi
vairaki autori: A. Krove (Crowe), M. Profita, M. Millere (Crowe, 2009; Profita,
2016; Miller, 2016). Amerikanu zinatniece E. Ostrova (Ostrow, 2012) ir dzives
un karjeras trenere, tas paslaik ASV ir loti populars nodarbosanas veids, vina
praktizg un péta sievieSu karjeru, tas mainu. Iepazistoties ar arzemju un Latvijas
zinatnieku pieredzi un publikacijam, autore secina, ka Latvija ir aizsakta jauna
téma turpmakiem petfjumiem saistiba ar sievieSu karjeru, to mainu profesionalas
krizes situacijas, ka arT par miizizglitibas nozimi sieviesu karjeras attistiba.

3.2.7. apakinodala Profesionalas krizes parvaréSanas modelis autore ir
izstradajusi, zinatniski pamatojusi profesionalas krizes parvarésanas modeli
sievietem, sniedz detalizetu modela apraksta. Pedagogiskos modelos tiek Tstenota
teorijas un praktiskas maciSanas realizéSanas vienotiba. Modelis pedagogija
raksturo un lauj prognozét gaidamos rezultatus no pedagogiska procesa (Zogla,
2001). Tadg] ir svarigi $adu modeli integrét karjeras atbalsta procesa, ietverot gan
karjeras izglitibu, karjeras konsult€Sanas procesu gan karjeras atbalsta un
karjeras pétniecisko dalu, lai sasniegtu rezultatu.

Lai Sos uzdevumus veiktu un lai sniegtu atbalstu sievieteém profesionalas
krizes situacijas, darba autore izstradajusi — Profesionalas krizes parvaréeSanas
modeli sievietem (skat. 4. att.).

Tas meérkauditorija — sievietes, kuras vélas vai ir spiestas mainit
nodarbosanos, atrodoties profesionalas krizes situacija.

Modela merkis — apzinat situaciju klienta karjeras attistiba, noteikt
galvenos virzienus, celus, ka uzsakt karjeras mainu, noteikt prasmes un vélmes,
novertét nakamas profesijas iesp&jamibu, piedavat karjeras atbalsta konsultacijas
un izglitojo$o programmu, lai parvarétu profesionalo krizi.
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3.2.8. apaksnodald Profesionalas krizes parvaréSanas metodikas
izstrade tiek teoretiski pamatota metodika un izstradats un sniegts nodarbibu
planojums  klienta attistosai  programmai  karjeras mainai sievietém
profesionalas krizes situdcijas e-vide, dalibniecu refleksijas pieméri izlases
kartiba, e-portfolio izveides nozimigs, pasnodarbinatibas pasakumi, taldarba
iespéjas, e-mentorisma veidi un darbibas jomas. Klienta atfistoSa programma
karjeras mainai sievietem profesionalas krizes situdacijas, ir paredzéta, lai
palidzetu sievietem, kad nepiecieSams padoms un atbalsts krizes situacija, lai
sniegtu nepiecieSamo informaciju, veicinatu domasanu, analizet apkartgjo
situaciju, celtu vinas paSparliecinatibu un veicinatu profesionalo veiksmi. Tas
ietvaros paredz&tas 10 individualas nodarbibas, kuras, stradajot ar klientu, ir
planots iepazities ar klientu un ta problémam, veikt dazadus uzdevumus, testus,
kopa stradat 1idz nonak lidz lémumu pienemsanai.

Programma izmantojamas galvenas karjeras konsultéSanas metodes:
lomu spéle, autobiografisko stastijumi, testu metode, dokument&Sana; situacijas
analizi; [lemuma pienemsana; atgriezeniska saite; nakotnes vizijas; e-konsult€Sana.
Rezultata péc izglitibas satura apguves autores piedavataja klienta attistoSaja
programma tiek veikta profesionalas krizes noteikSanas atkartota parbaude.

Pielietojot So modeli profesionalas krizes situacija nonakusu sieviesu karjeras
atbalstam, gala rezultats ir harmoniska, profesionalo krizi parvargjusi sieviete.

Nodarbibu visparigs planojums ir apkopots 8. tabula, bet programma kopuma
un katram tematam atseviski, formuléts apguves mérkis un sasniedzamie rezultati ir
darba pielikuma.

8. tabula
Nodarbibu planojums klienta attistoSai programmai karjeras mainai
sievietém profesionalas krizes situacijas e-vide

Nr. Nodarbibas Temata apraksts La{ks
temats min

1 | Sieviettm levadinformacija. Profesionalas krizes noteikSanas | 45
piemerojamas tests. Konsultants sniedz 1su priekSstatu, kas ko
karjeras attistibas | sanems no §Im nodarbibam, kadi noteikumi japilda,
teorijas un cik ilgi biis nodarbibas. Sievietém piem&rojamas

karjeras attistibas teorijas.

2 | Klienta Diskusija par uzdevumu ,,Mans dzives koks”. 45
pasraksturojums Uzdevums un diskusija ,,Darba esamibas/ neesamibas
un mérku novertéjums”. Klienta pieredzes noteiksana. Klienta
noteikSana pasraksturojums, ta Tpasibu noteikSana. Klienta interesu

noteikSana.Lekcija. Merku noteikSanas nozimigums.
Klienta mazo un lielo mérku noteikSana. Diskusija.

3 | Prasmju Latvijas socialajam un ekonomiskajam vajadzibam | 45
apzinasana un nepiecieSamas vispargjas prasmes. Klienta prasmju
noteikSana apzinasana un noteikSana. Klienta personigo

prasmju apzinasana un noteik$ana. Klienta ipa$as
sp&jas noteikSana. Diskusija.
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8. tabulas turpimajums

Nr. Nodarbibas Temata apraksts La{ks
temats min

4 | Karjeras vadibas Karjeras vadibas prasmes. 45
prasmju Pasapzina. Karjeras iesp&ju pétiSanas un radiSanas
apzinasana prasmes. Karjeras planoSanas prasmes. Lémuma

pienemsanas prasmes. Sp&ja tikt gala ar
nenoteiktibu.

Klienta karjeras vadibas prasmju apzinda$ana un
noteiksana.

Diskusija.

5 | Prezentaciju un Prezentacijas prasmes. 45
komunikaciju Prezent€Sanas pamati, gatavoSanas veidi, efektivu
prasmju prezentaciju veidosana.
apzinasana. Komunikaciju prasmes.

Darba intervijas Prasme runat un prasme klausities.

plans. Ka sagatavoties darba intervijai? Darba intervijas
butiba, raksturojums. Intervijas jautajumu veidi.
Interviju veidi. Atbilzu sagatavosana, bitiskako
jautajumu-atbilzu analize. Diskusija.

6 | CV, motivacijas Lekcija. CV un motivacijas vestules sagatavoSana. | 45
vestules CV un motivacijas véstules paraugu izmanto$ana no
sagatavoSana, e- interneta  resursiem. Europass CV  veidnes
portfolio izveide, | izmantoSana  (teksta  apstrades  programma
datorprasmju OpenOffice.org izmantoSana, tiesaiste).
apgiiSana. Kas ir portfolio? Ta nozime, portfolio veidoSanas

iespgjas un veidi.

7 | Mans idealais Lekcija. Iepazisties ar darba stila aprakstiem. 45
darbs. Uzdevums - Mans idealais darbs un sava personiga

Puzzles veidoSana atbilstoSi ideala darbinieka
Puzzlei.

Majas darbs. Sagatavot amatu aprakstu savam
“Idealajam darbam” izmantojot profesiju standartu.

8 | Uznemgjdarbibai Izpratnes veidoSana par uznémgjdarbibai un darba | 45
noderigas dev@jam nepiecieSamajam prasmém. Savu prasmju
prasmes, un personibas TpaSibu atbilstiba uznémejdarbibas
taldarba iesp&jas, | uzsaksSanai, uznémeéjdarbibas potenciala noteiksana.
e-mentorisms. Taldarba definicija un iesp&jas Latvija. E-

mentorisms. Majas darbs. Biznesa idejas apraksts
briva forma.

9 | Individuala Izanalizet situaciju klienta karjeras attistiba, noteikt | 45
karjeras plana galvenos virzienus, celus, ka uzsakt darba
izstradasana mekl&Sanas procesu, ka sagatavoties darbam, kur§

jau biis jauna vidé un jauna limeni.
10 | Leémumu Lémumu pienemsana.Prioritasu izvéle. 45
pienemsana. Karjeras izvéles situacijas simulacija.

Profesionalas kiizes noteikSanas tests.
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Klienta attistosa programma karjeras mainai sievietem profesionalas
krizes situacijas tika eksperimentali aprob&ta e-videé Moodle programma,
veidojosaja eksperimenta piedaloties 18 brivi izvElétam sievietem. Paraléli §STm
nodarbibam autore organizgja eksperimenta dalibniecém e-konsultacijas, kas
tika veiktas gan ar e-pastu starpniecibu, gan skype. Vidgji autore organizg&ja tris
konsultacijas katrai dalibniecei, veicot profesionalas krizes mentora lomu.
Programmas interneta adrese ir Seit - https://karjera.gnomio.conv.

3.3. apakinodala Profesionalas krizes parvaréSanas modela aprobacija
un ekspertvertejums. letver divas apaksnodalas.

3.3.1.apasksnodala Profesionalas krizes parvarésanas modela un
metodikas ekspertvertejums.

Profesionalas krizes parvaréSanas modelim sievietém tika veikta
ekspertvertesana. Ar M. Kendela koeficienta W palidzibu nosaka korelaciju starp
vairakiem mainigiem. Koeficientu nosaka, ja vienu pazimi novértgja dazadi
eksperti (Paura, Arhipova, 2002). Profesionalas krizes parvaréSanas modela
ekspertvertejumu rezultati att€loti 9. tabula, ekspertu viedoklu vienpratibas
novertéjuma apréekini redzami 1.,2. formulas.

9. tabula
Profesionalas krizes parvaréSanas modela sievietém ekspertvértéjuma
rezultati
Dati iegiiti 2016. gada janvarT, ekspertiem ranz&jot modela atbilstibu.
Eksperti Vieta
o ST Rangs
Vértéjuma Kriteriji A[B]C|D]| L | d|d? R (Li
Rangi R; rangs)
Modeli piedavata
metodika ir atbilstosa un 1
pietiekama, lai veicinatu 2 21113 8 | -6 | 36 2
profesionalas krizes
parvarésanu
Izglitibas saturs klienta
attistoSaja programma 5 61516l 2ls!e 6 111

veicina sieviesu karjeras
mainu

Karjeras konsultésanas
metodes ir pietickamas
karjeras konsultéSanas
procesa

Autores piedavatais
dzimumatbilstibas princips
ietver visas nepiecieSamas
dimensijas
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9. tabulas turpinajums

Eksperti Vieta
o s , |Rangs
Vertéjuma Kriteriji A[B]C]|D Li di | di R (Li
Rangi R; rangs)

Klienta attistosa
programma karjeras I
mainai sievietém
profesionalas krizes
situacijas muzizglitiba ir
atbilstosa

Autores izveidotais
modelis veicina sievieSu - I
profesionalas krizes 6
parvaréSanu
n=6 m=4 > L;i=84 | 0 [S=222

Skaidrojumi 8.tabulai:
A, B, C, D — eksperti,
L; - rangu summa,
di — rangu summa minuss rangu summas vidgja vertiba,
di? — dikvadrata,

R —rangs.
Rangu summas vidgjas vertibas L,;;aprekins,
_ LLi_ 8% _
Lvld_ n 6_14 (1)

kur:
Y. L; — rangu summa,
n — novertejamo faktoru skaits.

Konkordacijas koeficienta W aprékins,
_ 125 12x222

T m2n(m2-1)  16x6(36-1)

=0.793 @)

kur:

W — konkordacijas koeficients,

n — novertéjamo faktoru skaits,

m — ekspertu skaits,

S — novirzu kvadrata summa.

Autore izvirzija hipotgzes:

Ho: nav sakaribas starp dazadu ekspertu novértgjumiem W= 0,

Hi: ir sakariba starp dazadu ekspertu novert€jumiem W+0.

Hipotézes parbaudei (W butiski atSkiras no nulle) izmanto formulu
x%,= m(n-1)W faktisko veértibu salidzina ar x2,,. kritisko vértibu (Arhipova,
Paura, 2002).

x% = m(n-)W = 4(6-1)0.793=15.86 faktisko vértibu salidzina ar
x%q5= 11.07, kritisko vértibu.
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Secinajums. x2=m(n-1)W > x?, 5= 11.07 noraida Ho un pienem H, pastav
sakariba starp dazadu ekspertu novértéjumiem, jo W biitiski atskiras no nulles.

Eksperti saméra vienpratigi (W = 0.793, p = 0.007) novért&jusi modeli
(skat. 1., 2. formulas), bet tomér iezZimgjas tris grupas — 1.vieta — visaugstakais
vertgjums apgalvojumam, ka modeli piedavata metodika ir atbilsto$a un pietie-
kama, lai veicinatu profesionalas krizes parvaréSanu, autores piedavatais
dzimumatbilstibas princips ietver visas nepiecie$samas dimensijas, autores izvei-
dotais modelis veicina sievieSu profesionalas krizes parvaréSanu, 2.vieta — otrs
augstakais novert§jums apgalvojumam, ka karjeras konsultéSanas metodes ir
pictickamas karjeras konsultéSanas procesa, piedavata klientu attistosa
programma Kkarjeras mainai sieviettm profesionalas krizes situacijas
miizizglitiba ir atbilstosa, 3.vieta - izglitibas saturs klienta attistoSaja programma
veicina sieviesu karjeras mainu. Sads profesionalas krizes parvargsanas modelis
biitu aktuals un noderigs praktikiem karjeras konsultantiem, kuru vargtu izmantot
par pamatu, lai planotu un sniegtu karjeras atbalstu sievietém profesionalajas
krizes situacijas.

3.3.2. apaksnodala Klienta attistoSas programmas péfijuma regultati
karjeras mainai sievietem profesionalas krizes situdcijas autore analizé
eksperimenta iegiitos datus, izmantojot adaptétos profesionaldas krizes
noteiksanas kritérijus un raditajus péc E.F. Zejera (3.® 3eep) un E.E. Simanuka
(D.2. Cumanrox), ar kuru palidzibu veica sievietes krizes situacijas pasvertejumu
pirms konsultdcijas un izglitoSanos, un atkartoti péc attistosas programmas
paredzéto nodarbibu izpildes un konsultdciju sanemsanas.

Izmantojot autores adaptétos krit€rijus (skat. 2. tab.), tika veikts p&tijums
profesionalas krizes noteikSanai pirms un péc veidojosa eksperimenta, kura
mérkis bija iegiit rezultatus, vai piedavata metodika profesionalas krizes
parvaré$anai ir piemérota. Metodika rezultatu aprékinasanai: veidojosa
eksperimenta dalibnieces atbildot uz jautajumu, noveértgjot savu situaciju karjera,
izvélas vienu no 5 dotajam atbildém, kuras novértétas ari ballés (pilniba
nepiekritu — 1, nepiekritu — 2, neitrali — 3, piekrTtu — 4, pilniba piekritu — 5), un
pec programmas apgisSanas veic atkartotu novert€Sanu. Datu analizi veic
pamatojoties uz So raditaju matematiskdm izmainam. Datu salidzinaSanai tika
analizétas atbildes “pilniba piekritu”, saskaitot 18 dalibniecu atbildes uz
konkréto jautajumu pirms un pec veidojosa eksperimenta. legiitie rezultati
attéloti 5. attéla.

Analizgjot, veidojosa eksperimenta iegfitos datus, var secinat, ka no dotajiem
17 kritérijiem, pozitivas izmainas ir noverojamas 9 krit€rijos. Pozitivo kritériju
izmainas - Man ir jauna profesionalo vértibu dominante +2, Esmu apmierinata ar
savam profesionalas izaugsmes iesp&jam +3, Esmu apmierinata ar profesionalo
izglitibu + 1, Es spgju realiz&t profesionalos nodomus +1, Mana dzivé profesionala
karjera man ir nozimiga +6. Var secinat, ka sievietem, ir c€lusies pasapzina un pozi-
tiva attieksme pret sevi.
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Es uznemos arvien vairak
pienakumu, neka sp&su paveikt, jo 3 2

=9

nemaku pateikt “ng

Mana profesionalaja darba man nav
skaidribas par ko esmu atbildiga

Es jutu profesijas psihofiziologiskas
izmainas un veselibas 2 1
pasliktinasanos

Esmu neapmierinata ar savu sociali
profesionalo statusu

Esmu neapmierinata ar iesp&jam
realiz€t sevi izveidojusajas 2 1
profesionalajas situacijas

Man ir jauna profesionalo vértibu
dominante

Man ir griitibas profesionalas
pasnoteikSanas TstenoSana

Man ir vajadziba péc profesionalas
pasnoteikSanas

Esmu apmierinata ar savam
profesionalas izaugsmes iespgjam

Esmu apmierinata ar savu
profesionalo sagatavotibu

Esmu apmierinata ar savu
profesionalo izglitibu

Es sp&ju realizet savus profesionalos
nodomus

Mana dzivé profesionala karjera
man ir nozimiga

0% 50% 100%
| OPirms eksperimenta ~ OP&c eksperimenta

5. att. Profesionalas krizes noteik§anas kritériju un raditaju
rezultatu izmainas veidojosa eksperimenta rezultata
(rezultati paraditi absoliitos skaitlos, atbildes “pilniba piekrtu”).
Avots: autores konstrukcija
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Autore secina, ka sievietes, pec sekmigas Klienta attistosas programmas
apguiSanas, atzist, ka ir parvar€jusas krizi, un p&c dotajiem krit€rijiem un raditajiem
ir pozitivas izmainas, kas apstiprina profesionalo krizu parvarésanu.

Profesionalas krizes parvar€Sanas modela sieviettm ekspertvértéjuma
rezultata Kendela koeficients W = 0.793; p= 0.007 rada ekspertu viedoklu
nozimigu sakritibu. Modeli piedavata metodika ir atbilsto$a un pietickama, lai
izglitoSanas un konsultaciju procesa rezultata, ieveérojot sievieSu Kkarjeru
ietekméjosos faktorus, dzimumatbilstibas principu un izmantojot profesionalas
krizes noteiksanas kritérijus, tiktu veicinata profesionalas krizes parvarésana.

Secinajumi

Secinajumi sakartoti atbilsto$i darba sakuma izvirzitajiem uzdevumiem.
Darba uzdevumi ir izpilditi un ir rastas atbildes uz pétijjuma jautajumiem.

1. Karjeras attistiba sievieteém ir sievietes pasrealizacija gan karjera, gan
gimené visa miiZza garuma, ievérojot ekonomiskos, socialos, psihologiskos
un fiziskos karjeru ietekmgjoSos faktorus. Sievietes karjeras attistiba notiek
muzizglitibas rezultata. Mazizglitiba - ta ir iesp&ja sevi izglitot, nodarbinat,
paplasinat redzesloku, biit sabiedriba un biit apmierinatam ar sevi, un
rezultata iesp€ja rast atbilstosu darbu savai izglitibai un prasmém vai uzsakt
pasnodarbinatibu. Pamatojoties uz zinatnieku P. Dzarvis (Jarvis),
A. Carlsen, E. Karnisa, T. Kokes, I. Muraskovskas, A. Ouane, V. Vilcanes
atzinu analizi var secinat, ka miizizglitiba ar 1pasi organiz&tu gan formalo,
gan neformalo izglitibas sist€mu, sekmeé pilnvertigu personibas attistibu un
lauj sievietém veiksmigak pielagoties jaunajam laikmeta un socialajam
parmaigpam, un, nemitigi paaugstinot savu kvalifikaciju vai
parkvalific€joties, lauj nezaudét darbu vai veiksmigi veikt karjeras mainu.
Muzizglitibas procesa iegiitas zinasanas un prasmes atstaj nozimigu ietekmi
uz sievietes karjeras attistibu visu atliku§o miizu, ka ar1 vinas ieklausanas
darba tirgi veicina visas tautsaimniecibas attistibu. Attieciba uz sievieSu
karjeru zinatnieku diskusiju rezultata ir izveidojusas piecas pieejas sievieSu
karjeras attistiba: sieviesu karjeras atsevisku teoriju veidosana (G. Psathas,
D. Zytowski); esoSo teoriju adaptacija (D. Super, J. Holland, L. Fitzgerald,
L. Weitzman); visaptverosu sievieSu un virieSu karjeras teoriju veidoSana
(L. Gottfredson, H. Astin); individuali atSkirigu sievieSu karjeras izveles
izpete (H. Farmer); sievieSu karjerai piem&rojamu sociali kognitivo modelu
veidoSana (G. Hackett, N.E. Betz, A. Bandura, R. Lent, S.D. Brown).
Autoresprat, atzistami ir sociali kognitivo modelu piemérosana sieviesu
profesionalo krizes problému risindSanai, kur galvena nozime ir pasa
cilvéka uz savam domam balstita ideja parmainu uzsakSanai sava karjera.
Tas nozimg, ka sievietém pasam jabit iniciatorém uzsakot savu karjeras
attistibu vai mainu. P&tijumu rezultata, kuros tika izmantota faktoru
ranz€Sana, par visbiitiskakajiem sieviesu karjeru ietekmgjosajiem faktoriem
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respondenti atzimgja izglitibas Itmeni, brivo darba vietu skaitu dzives vieta,
psihologisko klimatu darba vieta, vadibas attieksmi un partnera atbalstu.

Krize karjera sievietém medz biit ka profesionalas attistibas krize, kuras
celoni var biit §adi: procesi, kas saititi ar sievietes vecumu; profesionalas
attistibas destrukcijas; jaunibas perioda identitates krize var izraisit
profesionalo krizi, kuras izpausmes ir nesp&ja turpinat darbu vai macibas
péc bérna piedzimsanas; nesp&ja veikt profesionalo parorientéSanos un
nonaksana konflikta ar agrako profesionalo identitati; nepilna
profesionalizacija - mazs konkréto zinasanu apjoms, lai iegiitu v€lamo
profesionalo statusu; emocionala izdegSana, kas izpauzas ka atticksmes
izmaina pret darbu un profesiju. Pieauguso izglitiba papildina vai aizstaj
pieaugusu cilveku pamatizglitibu, veicina vinu sp&ju attistibu, bagatina
zinasanas, uzlabo profesionalo kvalifikaciju vai parkvalifikaciju, maina
attiecksmi un uzlabo uzvedibu, tas sekmé sabalansétu un patstavigu
personibas attistibu un Iidzdalibu socialaja, ekonomiskaja un kulttras
dzive. Svariga ir pieauguSo lietpratibas dinamika, kritiskas domasanas
attistiba, briva pasrealizacija, nodroSinot sev pilnveértigu funkciong$anu
darba tirgli, kas biitiba ir pieauguso izglitibas augstakais uzdevums.
Misdienas ir skaidri vérojama tendence, ka pieauguso izglitiba
vispopularakie ir muzizglitibas kursi profesionalas meistaribas pilnveidei,
kas ir nosacTjums veiksmigai profesionalas krizes parvarésanai.

Dzimumatbilstibas princips karjeras konsultéSana sievietem izsaka
sakarbu veidoSanu starp sievieSu karjeru ietekmé&joSiem faktoriem,
profesionalo krizi izraisoSam situacijam, dzimumatbilstibas principa
dimensijam un profesionalas krizes noteikSanas kriterijiem. Veicot p&tijuma
(no 2015. gada 1. junija lidz 2015. gada 18. augustam, kura piedalijas 1087
sievietes) rezultatu analizi par dzimumatbilstibas principu, ko ir ieteicams
ievérot karjeras konsultésana sievietém krizes situacijas, respondenti atzist
sievieSu paSapzinas celSanu (72 %), dzimumu lidztiesibas ievEéroSanu
(66 %), stereotipu lausanu (57 %), komunikaciju teoriju izmantoSanu
(50 %). Tatad dzimumatbilstibas principa ievéro$ana karjeras konsultésana
butiski sekmé& karjeras attistibas problému risinajumu sievietem
profesionalas krizes situacijas.

Profesionala krize tiek raksturota ka situacija karjera, kad nepiecieSamas
parmainas profesijas izv€leé vai maina, vai nodarbinatibas statusa maina.
Profesionalo krizi izraisa nespga realiz€t profesionalos nodomus,
profesionalas adaptacijas griitibas, neapmierinatiba ar sociali profesionalo
statusu, jaunu darbibu apguves gritibas, veselibas pasliktinasanas.
Pettjumu rezultata, kas veikti no 2015. gada 1. jlinija Ilidz 2015. gada
18. augustam, kura piedalijas 1087 sievietes, izmantojot autores adaptétos
profesionalas krizes noteikSanas kritérijus un raditajus péc E.F. Zejera
(3.®. 3eep) un E.E. Simanuka (C.C. Cumaniok), var secinat, ka 65 %
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respondentu bija apmierinati ar profesionalo sagatavotibu, 60 % bija
apmierinati ar profesionalo izglitibu, tacu liels skaits respondentu sava
pasveértgjuma uzradija neapmierinatibu: 57 % bija neapmierinati ar
iesp&jam realizet sevi izveidojusajas profesionalajas situacijas; 46 % bija
neapmierinati ar savu socidli profesionalo statusu, 48 % juta
psihofiziologiskas izmainas un veselibas pasliktinasanos, un 26 % atzina
profesionalo deformaciju. Ta ka pietiekami liels skaits respondentu atzina
neapmierinatibu ar savu profesionalo darbibu, kas apliecinaja krizes
situacijas, tas norada uz nepiecieSamibu p&c karjeras atbalsta, ko autore
piedava izmantojot krizes parvaré$anas modeli.

Profesionalas krizes parvaréSanas modela ietvaros tiek piedavata metodika
profesionalas krizes parvargsanai, ieverojot dzimumatbilstibas principu
karjeras konsultéSanas gaita (sekmét likuma noteikto dzimumu Iidztiesibu
ievérosanu, komunikaciju teoriju izmantoSanu, stereotipu lausanu, sievietes
paSapzinas celSanu), realiz€t gan karjeras izglitibu, gan karjeras
konsultésanas procesu, gan karjeras atbalstu, rodot iesp&ju katram klientam
izmantot personaliz&tas e-macibu aktivitates (e-studijas, e-konsultésanu, e-
mentorismu). Autore tieSsaistes Kkarjeras informacijas pakalpojumu
izmanto$anu atzist par karjeras attistibas atbalsta pamatelementu.
E- konsultéSsana ietver karjeras atbalsta darbibu un pakalpojumu
nodro§inasanu, izmantojot visas IKT formas, gan Kkarjeras atbalstu
tieSsaiste, gan pa talruni, gan interneta.

Aprobgjot autores izstradato Klienta attistoSo programmu karjeras mainai
sievietem profesionalas krizes situacijas e-vide Moodle programma,
veidojoSaja eksperimenta piedalfjas 18 brivi izvEletas sievietes. Analizgjot
veidojoSaja eksperimenta iegltos datus, no 17 dotajiem kriterijiem,
eksperimenta iesaistitajam dalibniecEm pozitivas izmainas ir novérojamas
9 kritérijos. Pozitivo kritériju izmainas - Man ir jauna profesionalo vértibu
dominante +2, Esmu apmierinata ar savam profesionalas izaugsmes
iespejam +3, Esmu apmierinata ar profesionalo izglittbu + 1, Es spéju realizét
profesionalos nodomus +1, Mana dzivé profesionald karjera man ir nozimiga
+6. Var secinat, ka sievietém ir c€lusies pasapzina un pozitiva attieksme pret
sevi un minétie profesionalas krizes noteiksanas kriteriji ir izmantojami, lai
konstatetu profesionalo krizes situaciju sieviettm karjeras atbalsta
pasakumos. Programmas aprobacijas rezultata, veicot krizes noteik$anas
parbaudi péc kriterijiem un raditajiem pirms un péc eksperimenta, tika
konstat@ts, ka vidgji visam dalibniec€m péc eksperimenta 75 % no kriterijiem
bija pozitiva karjeras attistiba. Profesionalas krizes parvaréSanas modela
sievieteém ekspertvertéjuma rezultata Kendela koeficiens W =0.793; p=0.007
rada ekspertu viedoklu nozimigu sakritibu. Modeli piedavata metodika ir
atbilstosa un pietiekama, lai izglitosanas un konsultaciju procesa rezultata,
ieverojot sieviesu karjeru ietekméjosos faktorus, dzimumatbilstibas principu
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un izmantojot profesionalas krizes noteikSanas krit€rijus, tiktu veicinata
profesionalas krizes parvarésana.

7. Pétljumu rezultata ir sasniegts izvirzitais mérkis - izvertétas karjeras
attistibas iesp&jas sievietem profesionalas krizes situacijas; izstradatais un
aprobétais Profesionalds krizes parvarésanas modelis, kas ietver Klienta
attistoSo programmu karjeras mainai sievietem profesionalas krizes
situdcijas muzizglitiba tieSsaisté, ieveérojot dzimumatbilstibas principu
karjeras konsultésana sievietém, veicina profesionalas krizes parvarésanu.

8.  Peétfjuma rezultati liecina, ka izvirzitas tézes, tika apstiprinatas:

apzinot svarigakos ietekmgjoSos faktorus sieviesu veiksmigai karjeras
attistibai un prasmes, kuras var apgiit vai uzlabot, veicina sieviesu
profesionalas krizes parvarésanu;

dzimumatbilstibas principa ieverosana karjeras konsultésana veicina
krizes parvaréSanu un sekmé karjeras attistibu profesionalaja krize
nonakus$am sievietém;

e profesionalds krizes parvarésanas modelis tiek izmantots ka lidzeklis

karjeras attistibas veicina$anai profesionalas krizes situacijas
nonakus$am sievietém,;

e profesionalas krizes noteikSanas kritériji un raditaji ir izmantojami

profesionalas krizes noteikSanai sievietem pirms un péc Klienta
attistosas programmas karjeras mainai sievietem profesionalas krizes
situdcijas realizacijas.

Turpmakie pétijumu virzieni

Ka nodrosinat valsts finansétu pieauguso miizizglitibas attistibu, lai
mazinatu profesionalas krizes situaciju veidoSanos.

Ka veicinat valsts finans€tu karjeras atbalstu kriz€ nonakusam
sievieteém.

Ka uzlabot karjeras konsultantu sagatavoSanas programmas un veicinat
vinu darbibas paplasinasanos.

Ieteikumi

1. Radit priekSnosacijumus, lai karjeras konsultants biitu pieejams klientiem
jebkura vecuma un jebkura dzives situacija, ne tikai bezdarbniekiem vai
skoléniem, bet arT stradajosam sievieteém, piemeéram, krizes centros, izglitibas
nodalas, NVA, augstskolas, citas iestades un tieSsaiste.

2. Nodarbinatibas valsts agenttra ieviest vairak IKT, lai konsultanti sp&tu sekot
lidzi visam jaunajam.

3. Sievietém, kas nonak profesionalas krizes situacijas, ir ieteicams izmantot
autores izstradato Klienta attistoSo programmu karjeras mainai sievietém

52



profesionalds krizes situdcijas karjeras konsultacijas gan e-vidé, gan
klatienes konsultacijas, ka arT izmantot profesionalas krizes noteikSanas
krit€rijus un raditdjus profesionalas krizes noteikSanai pirms un péc
programmas apglisanas.

4. Karjeras konsultantiem ieteicams sabalansét visas piecas dzives jomas: darbs,
gimene, garigums, pilsoniskums, brivais laiks, lai veicinatu savu profesionalo
prasmju kvalitates noturibu.

5. Ar izstradato Profesionalas krizes parvarésanas modeli sievietem
profesionalas krizes situdcijas un iegiitajiem pétijuma rezultatiem ieteicams
iepazities un tos izmantot karjeras konsultantiem un personalatlases
specialistiem ikdienas darba ar personalu, lai konstatétu profesionalo krizi
sievietém, gan veicinatu tas parvarésanu.

6. Macibu iestadem un macibu centriem, ieverojot §T petijuma rezultatus, ieteicams
izstradat macibu programmas karjeras izglitibas jautajumos, lai atfistitu
svarigakas prasmes, kuras nepiecieSamas, lai veidotu veiksmigu karjeru.

7. Darba dev€jiem ieteicams iepazities ar karjeru ietekmé&oSiem faktoriem,
censties uzlabot darba vidi potencialajiem darbiniekiem, ka ari izstradat
bonusu sistému, lai darbinieki justos komfortabli un novertéti.

8. Sieviettm un Kkarjeras konsultantiem savu iesp&u robezas izmantot
mizizglitibas programmas un kursus, lai paaugstinatu savas zinasanas,
prasmes un kompetenci, lai veiksmigi varétu konkurét darba tirga.

9. Karjeras konsultantiem pilnveidot karjeras konsultésanas metodes atbilstosi
klienta intereseém un vajadzibam, izmantot karjeras konsulté€sana e-porfolio,
e-mentorismu, e-Konsult€Sanu, izmantot Kkonsult€Sana kvalitativas
datortehnikas iespgjas.

10. Priekslikumi Valsts izglitibas attistibas agentiirai:

e veicinat profesionalas krizes mentoru kustibas attistibu Latvija;

e informét karjeras konsultantus par konsultacijam e-vidg, $o iesp&ju
pasniegt klientiem ta, lai vinus ieinteresétu;

e popularizet karjeras pakalpojumu sanemsanas iespg€jas interneta;

e vairak aktualizét karjeras konsultéSanu skolas gan pasvaldibas, gan
medijos un, protams, sabiedriba kopuma;

e organiz&t macibas, kuras karjeras konsultants var apgiit prasmes un
iemapas IKT joma, lai var€tu vadit tieSsaistes seminarus un
videokonferences, e- konsultacijas un e-mentorismu;

o izglitot karjeras konsultantus IKT lietoSana;

e organiz€t interaktivu macibu materialu izveidi karjeras attistibas
jautajumos klases stundam skolas;

e turpinat attistit e-vidi, kura biis piedavats karjeras atbalsts un karjeras
konsultacijas, e-konsultacijas.
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Introduction

The length of the doctoral thesis is 137 pages. The doctoral thesis consists
of an introduction, three chapters, conclusions and proposals and 15 annexes. Its
theoretical and empirical findings are presented in 32 tables and 23 figures. In
total, 244 scientific bibliographical sources in Latvian, English and Russian were
analysed by the author.

The author of the doctoral thesis has completed the master study
programme Career Consultant and the doctoral study programme Pedagogy at
the Institute of Education and Home Economics, Faculty of Engineering, Latvia
University of Agriculture. The author has seven-year pedagogical experience and
five-year experience in career counselling. Her length of service in accounting
and finance is 24 years and experience in managing European Union projects
totals five years. The author works at the State Education Development Agency
as an expert and a career counsellor.

The doctoral thesis focuses on the problem concerning women in
professional crisis situations and the ways of tackling the problem through career
guidance and training. In Europe, on average, 63% of women are employed,
compared with 76% for men. In 2015 in Latvia, approximately 46 thousand
women were in a professional crisis situation and had no job; they needed
assistance in their career development, which should involve both career
counselling and an educational programme.

The lifelong education policy of Latvia is based on an idea that the
personal growth and self-enhancement of individuals have to be promoted at
every lifetime stage and in all fields of life throughout the entire lifetime, thereby
creating prerequisites for building up every resident’s entrepreneurial and
adaptation abilities and contributing to social inclusion, employment and active
civic participation (On the Programme for the Introduction of the Lifelong
Education Policy Framework 2007-2013..., 2009; Lifelong Education Policy
Framework 2007-2013, 2007/2009; Implementation Pace of the Lifelong
Education Policy Framework 2007-2013....,2011; 2013).

Nowadays, a trend in adult education is that professional skill
development courses are the most popular. Adult competence build-up, critical
thinking development and free self-realisation are important to ensure one’s
position in the labour market, which is the key purpose of adult education.

There are significant differences between men and women in the labour
market, as the men have higher job positions and work in higher paid labour
market sectors (there is a stereotype about men as better managers who are good
at exact sciences). For this reason, their wages and salaries, pensions and
standard of living are higher than women’s. Women in Latvia are paid, on
average, 15.4% lower wages and salaries than men (17.4% in the EU). In all age
groups, poverty risk for women in general is higher than for men both in Latvia
and in the EU. Women’s situation in Latvia is much worse than in the other
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Member States — the poverty risk rate for women in Latvia is the highest in the
EU at 28% (Rupenheite, 2010).

For this reason, an urgent problem is informal education opportunities for
adults (Adult Education in Europe..., 2015). The author’s mission regarding the
doctoral thesis involves contributing to educating women being in a crisis or
career change situation and providing career guidance for enhancing and
developing their professional life.

Research topic
Career development for women in professional crisis situations in the
context of lifelong education.

Research object
Career development for women in adult education in the context of
lifelong education.

Research subject
Career development for women in professional crisis situations.

Research aim

To assess women’s opportunities for career development in professional
crisis situations and to contribute to overcoming such situations by means of
a Professional crisis management model in the context of lifelong education.

Research questions

1. How can lifelong education measures influence women’s career
development?

2. What are professional crisis situations for women?

3. What criteria and indicators are necessary for identifying
a professional crisis?

4. What factors contribute to women’s successful careers?

5. What criteria and indicators are necessary to identify a professional
crisis?

6. What a professional crisis management model is necessary for women
in professional crisis situations?

Research tasks

1. To analyse and review the scientific literature on scientific approaches
to women’s career development and factors contributing to women’s
successful careers in the context of lifelong education.

2. To examine professional crisis situations and justify the role of adult
education in overcoming a professional crisis.

3. To theoretically justify the application of the principle of gender
conformity to tackling career development problems in professional
crisis situations.

4. To evaluate, to explore and to adapt criteria and indicators for
identifying a professional crisis.
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5. To design and scientifically justify a professional crisis management
model and, based on it, to develop a career counselling methodology
for professional crisis situations and perform an expert evaluation of
the methodology.

6. To perform a developmental experiment in practice in order to
approbate the professional crisis management model, collect data,
mathematically process the data and analyse, compare and assess the
results.

Research methods
1. Theoretical methods:
e analysis and review of the theoretical literature (pedagogical,
psychological, career development and counselling theories),
e analysis of legal acts (documents of the Republic of Latvia and the
EU).
2. Empirical methods. Data acquisition methods:
e ascertaining experiment (a questionnaire survey, an expert
evaluation),
e developmental experiment (an experiment).
3. Empirical methods. Statistical analysis methods:
e graphic method,
o Kendall’s W test (the coefficient of concordance),
e Chi-square (x?) test, confidence level calculations.

Research theoretical framework

The research theoretical framework was based on theories and scientific
findings, developed by several scientists and researchers, as well as international
documents on lifelong education and career development.

Adult _education in_the context of lifelong education: M.T. Brown,
A. Carlsen, R.H. Dave, P. Jarvis, E. Karnitis, K.P. Cross, T. Koke, M.S. Knowles,
D. Liegeniece, B.C. Lonstrupa, I. Muraskovska, A. Ouane, V. Vilcane.

Principle of gender conformity: S. Benhabib, K. Giligana, K. Kramarae,
C.D. Kasl, N. Slee, D. Tannen, J.T. Wood.

Career counselling for women: H. Astina, A.Bandura, N. Beca,
J. Bimroze, S.D. Brown, L.Brown, D.A. Cotter, H.Farmere, R. Fasingere,
L. FitcdZeralde, L. Gotfredsone, Dz. Heketa, DZ. Holands, I. Kikule, R. Lents,
J.J. Lewis, A.M. Lopez, B.Lovs, M.McMahon, L. Napikoski, L. Nota,
S. Osipovs, W. Patton, R.V.Peavy, G. Psathas, J. Rossier, M.L. Savickas,
D. Supers, J. Toussaint, L. Veicmane, D. Zitovskis.

Professional crisis management: G. Ancane, N.K. Denzin, E. Eriksons,
L. Frimens, K.G. Jung, K. Kaprino, K. Levins, C.J. Mettlin, M. Peks, J. Rubenis,
E. Simanuks, G. Svence, O.A. Volkova, E. Zejers.

Research methodology: 1. Arhipova, S. Balina, A. L. Paura.
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Legal documents: the EU Memorandum on Lifelong Learning, the Europe
2020 Strategy for Smart, Sustainable, and Inclusive Growth, an EU Council
resolution, a European Council directive, a European Parliament and Council
directive, the European Union Charter of Fundamental Rights, the UNESCO
International Commission’s report “Education for the 21% Century”, the
Education Law, the Implementation Pace of the Lifelong Education Policy
Framework 2007-2013, the European Lifelong Guidance Policy Network
(ELGPN) glossary, the National Development Plan of Latvia 2014-2020 and the
Sustainable Development Strategy of Latvia until 2030.

Empirical framework of the research:

Research place: the Jelgava, Bauska and Dobele Regional Departments
of the State Employment Agency (SEA), the Bauska Regional Department of the
Continuing Education Centre of BUTS Ltd, social networks, e.g. Draugiem.lv,
Facebook.com; Linkedin.com; visidati.lv and the e-environment.

Research participants: 1087 respondents — women (both employed and
unemployed, i.e. being in a professional crisis situation) in Latvia and Lithuania,
48 career counsellors in Latvia, 4 experts, 18 participants in the developmental
experiment.

Research period: 2012-2016.

Research stages

Stage 1 (2012-2013). Examinations of the situation. Unstructured
observations of women’s career change and personal experience reflections on
career change. Collection, analysis and review of information on careers, lifelong
education and learning, adult education and professional crisis. Examinations of
career development theories applicable to women. Description of the nature of
and the development of the dimensions for the principle of gender conformity.
Development of an experimental methodology for career change and crisis
situations. A survey on the use of modern information and communication
technologies in career counselling conducted from April to May 2013.

Stage 2 (2013-2014). Studies on women’s career change, factors
influencing careers and skills contributing to career development. Development
of a questionnaire. A survey of women.

Stage 3 (2014-2015). A survey of practising career counsellors on the
principle of gender conformity in women’s careers conducted from December
2014 to January 2015; it aimed to get insight into the effects of the principle of
gender conformity on women'’s careers. Development of criteria for determining
the effects of the principle of gender conformity on women’s careers.
Development of a professional crisis management model and a related
methodology. Development of criteria and indicators for identifying
a professional crisis. A survey of women conducted from June to August
2015. An identification of a professional crisis before an experiment by using the
criteria developed. A developmental experiment, the approbation of the model
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and the introduction of the methodology. An ascertaining experiment.
Development of a methodology for expert evaluations. An expert evaluation of
the professional crisis management model conducted from June 2015 to January
2016; processing and analysis of the expert ratings. An identification of
a professional crisis according to the criteria developed after the experiment,
which was aimed at identifying changes in the professional crisis.

Stage 4 (2016). An analysis and assessment of the experimental results.
Processing, analysis, interpretation and assessment of the data derived from the
survey of women. Development of conclusions and proposals.

Scientific novelty of the research

The role of lifelong education in career development for women in
professional crisis situations was assessed and career counselling
theories applicable to women were reviewed.

The principle of gender conformity, which represents associations
between factors influencing women’s careers and situations causing a
professional crisis as well as involves dimensions of this principle and
criteria for identifying a professional crisis, was theoretically justified
for career counselling for women.

The most important factors influencing women’s career development
— the education level, the number of vacant jobs at the place of
residence, the psychological climate at the job, the management’s
attitude and the partner’s support — were summarised and justified.
Criteria and indicators for identifying a professional crisis were
adapted.

Practical contribution and significance of the research

The professional crisis management model for women in professional
crisis situations was developed. Recommendations for overcoming
and pedagogical solutions to a professional crisis were developed.
The professional crisis management model was experimentally
approbated. A client-developing programme for career change for
women in professional crisis situations for lifelong education purposes
was designed, introduced and tested online in the result of the research
on women’s career change.

Progressive techniques in career counselling — e-portfolio,
e-mentoring and e-counselling — were experimentally approbated.
Criteria for identifying the effects of observing the principle of gender
conformity on women’s careers were developed.
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Research limitations
In approbating the model and in surveys conducted from 2012 to 2016,
there were involved:

Theses to
1.

women from Latvia (909) and Lithuania (178); the present research
was constrained by the fact that the majority of the respondents filled
in their questionnaires on the Internet, which means that the women
having no computer skills and no available computer and no an
Internet connection could not take part in the surveys. Filling in
a questionnaire in person was possible only if attending
competitiveness enhancement lectures that were selectively delivered
by the author at the SEA’s departments;

career counsellors working for the SEA and in ESF projects;

experts who were invited to do an expert evaluation of the model.

be defended

Career development for women is a dynamic process that involves the
women’s self-realisation both in their careers and in their families
throughout the lifetime, the women’s growth, their personal traits,
skills, influencing factors and their interaction as well as change in
various life situations. The most important factors influencing
women’s career development are their education level, which is
enhanced through education programmes throughout the entire
lifetime, the number of vacant jobs at the place of residence, the
psychological climate at the job, the management’s attitude, the
partner’s support, personal traits — purposefulness, enterprise,
persistence, the skill to cope with stress, logical thinking and skills to
organise their own work, to work in a team, make independent
decisions, tackle problem situations and cooperate with other
individuals.

The principle of gender conformity, which represents associations
between the factors influencing women’s careers and the situations
causing a professional crisis as well as involves dimensions of this
principle and criteria for identifying a professional crisis. The
observance of the principle of gender conformity in career counselling
contributes to overcoming a crisis by women being in professional
crisis situations and to the development of their careers.

The professional crisis management model is employed as a tool
promoting the development of careers of women being in professional
crisis situations through implementing the Client-developing
programme for career change for women, observing the principle of
gender conformity both in career education, in career counselling and
in career guidance and through giving any client an opportunity to
participate in personalised e-learning activities.
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4. The criteria and indicators for identifying a professional crisis may be
used to determine the career crisis for women before and after
completing the Client-developing programme for career change for
women in professional crisis situations.

Approbation of the research results

Reports in scientific conferences
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Concise outline of the doctoral thesis

Chapter 1 entitled Career development for women in the context of
lifelong education reviews the terms career, career development and lifelong
education, the necessity for the terms, the positive effects of career development
on the job and life and on women'’s self-confidence and value in the society and
family. The chapter justifies the effects of lifelong education measures on one’s
knowledge, career development for women as well as reviews adult education as
a component of lifelong education. The chapter assesses the role of lifelong
education in career development for women in professional crisis situations and
reviews theories on career counselling for women. It analyses information and
communication technologies as tools for raising the quality of career
counselling. Chapter 1 consists of three subchapters.

Subchapter 1.1 entitled Understanding of the terms career and career
development deals with the interpretations of the terms career and career
development by several authors, classifies them into groups as well as gives the
author’s conclusion.

The term career refers to growth at the job and in private life throughout
the lifetime, and its interpretations by various authors are different; therefore, the
scientific interpretations of the term career may be classified into groups:

1) a career is defined as growth in relation to only the job or politics —
promotion in some field of human activity, achievements and fame
(Tomouek, 2006); a career is a sequence of an individual’s job
positions, tasks, activities and experiences (Arnold, 1997);

2) a career is defined as growth in relation to lifelong education — the career
is long employment or a profession with prospects for development
opportunities (Karjeras attistibas atbalsts: izglitiba...,, 2008); an
individual’s work experience development during the course of time
(Arthur, Hall, Lawrence, 1989); the career is an individual’s development
at studies and at the job throughout the lifetime (Watts, 1998);

3) acareer is defined as an individual’s private life growth and influence
— the career is a term related to lifestyle and involves a sequence of
job, learning and leisure time activities done by an individual
throughout the lifetime (Lifelong Guidance Policy Network (ELGPN)
glossary, 2013); the career is a sequence of various socially important
tasks related to the individual’s job, learning, self-expression and
leisure time activities that involve the working life, jobs, job positions
and achievements (Lifelong Guidance Policy Network (ELGPN)
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glossary, 2013); the career is an interaction of one’s working and
private lives throughout the lifetime, including the balance of paid and
unpaid employment as well as involvement in learning and education
(Lifelong Guidance Policy Network (ELGPN) glossary, 2013).

After summarising the various views on career theories, the author
concludes that a career is an individual’s purposeful activity aimed at achieving
the private and professional goals throughout the lifetime.

Career development is defined as the process of learning and working as
well as of self-actualisation of other individually significant kinds that takes
place throughout the lifetime (Karjeras attistibas atbalsts: izglitiba.., 2008).

Career development is defined as a set of economic, sociological,
psychological, physical, educational and contingency factors that shape the
individual’s career (Sears, 1982).

Nowadays, career development is characterised as a dynamic process that
involves the individual self-realisation, the environment and related interactions
and changes. Career development not always means advancement or career
development in breadth; career decline is also possible. A career at adult age is
influenced by the life role of the current life period.

Since the career development level is very individual for any personality,
some individual can be satisfied with a simple job for a long period, which
requires no high qualification, while another one wishes to educate oneself and
take higher and more responsible job positions; therefore, one can say that the
self-realisation needs of individuals are very diverse — the needs are very
individual and change over time; for this reason, the author did not focus on
designing special career development indicators but focused on analysing
professional crisis situations and developing criteria for identifying
a professional crisis.

After summarising the theoretical findings, the author concludes that
career development for women involves their self-realisation both in their
careers and in their family throughout the lifetime, taking into consideration
economic, social, psychological and physical factors that influence the career.

In her research, the author focused on examining the factors influencing
women’s careers and the women’s personal traits and skills and identified the
most important ones that affect and promote the successful development of their
careers.

In Subchapter 1.2 entitled the Role of lifelong education in career
development for women, the author explains and justifies the role of lifelong
education in women’s career development based on research papers by various
authors.

Lifelong education is defined as an educational process taking place
throughout the lifetime, which is based on the changing needs for knowledge,
skills and experience to enhance or change one’s qualification according to
labour market requirements and one’s own interests and needs.
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Lifelong education combines informal learning and formal education,
develops inherent abilities along with new competences (Lifelong Education
Policy Framework ..., 2007/2009).

Lifelong education represents all the learning activities that were done
throughout the lifetime and that resulted in enhanced knowledge, technological
competence, skills and qualifications owing to personal, public or professional
reasons (Lifelong Guidance Policy Network (ELGPN) glossary, 2013).

The author finds that since career development takes place throughout the
lifetime and lifelong education is a process extending throughout the lifetime,
both terms are interrelated. Career development is possible if an individual
educates oneself, enhancing one’s own skills and contributing to the
personality’s growth, which, however, can be done through taking lifelong
education courses and programmes; that is why a great role in women’s career
development is played by lifelong education.

The priorities set in the Europe 2002 strategy involve the promotion of
sustainable and inclusive growth based on high employment rates and a target to
reduce the number of individuals facing poverty until 2020. As of the end of
March 2015, Latvia’s State Employment Agency had registered 46240
unemployed women, and the employment rate for women in Latvia was lower
than for men, which evidenced that the women needed career counselling and
guidance the most, which would involve both consultations and an educational
programme. The author suggests such a programme in her doctoral thesis,
summarising the whole set of support measures.

Lifelong education is viewed as a whole, which begins with the moment
of birth and continues through to the end of life. Individual motivation to learn
and educational opportunities are the key factors to successfully implement
lifelong education.

In the continuous process of lifelong education, the greatest role is played
by informal learning taking place outside schools, colleges and universities.

When researching informal education, M.S. Knowles found that the best
ways were to use the group and forum approaches to managing informal
education activities.

Two resolutions by the Education Council of the European Union (passed
in 2004 and 2008) have justified the need for stable career support measures
throughout the lifetime to ensure that skilful individuals can manage their
education process and careers and transit from one educational and/or
employment stage to another. The resolutions focused on four priorities:
build-up of career management skills;
availability of career guidance services;
assurance of the quality of career services;
coordination of the consistency of services (Resolution of the
Council..., 2010; Lifelong career guidance policy: work continues,
2011; Lifelong career guidance in Europa..., 2011).
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The author concludes that the development of an individual takes place
owing to lifelong education, and the lifelong education is an opportunity to
educate oneself, employ oneself, expand one’s horizons, be in the society and be
satisfied with oneself and, consequently, to find a job appropriate for one’s
education and skills or start up self-employment. In the author’s opinion, lifelong
education has to be perceived as a kind of education taking place throughout the
lifetime. It is based on an inner need or a need caused by exogenous factors to
acquire and continue enhancing one’s knowledge and skills. Lifelong education
with a specially organised system of both formal and informal education
contributes to the comprehensive development of a personality and allows the
individual to successfully adapt to social changes in the new era and, if
persistently enhancing his/her qualification or if acquiring a new qualification,
to retain his/her job.

Lifelong education means acquiring an education and a new knowledge
throughout the lifetime, regardless of age and education or social status;
therefore, adult education is important in Latvia, which is associated with the
considerable increase in unemployment.

Subchapter 1.2.1. The subchapter is entitled Adult education in the
context of lifelong education for career development, and it justifies the urgency
and significance of adult education.

Adult education is defined as a multifaceted process of education that
ensures the development and competitiveness in the labour market of
a personality throughout the lifetime (Education Law, 1999)

As pointed out by T. Koke (Koke, 1999), K.P. Cross (Cross, 1981) used
the terms continuous education and adult education as synonyms in the early
1980s. At the turn of the 1980s and 1990s, M.S. Knowles (Knowles, 1988) did
not see any specific differences among the terms adult education, continuous
education and further education, stressing that an essential and common feature
of education was its continuity.

The UNESCO International Commission’s report “Education for the 21
Century” (Learning the Treasure within, 1996) mentions four pillars, which
education is based on throughout the lifetime:

e learning to know;

e learning to do;

e learning to live together;

e learning to be.

Adult education for women can help acquire new skills or better
understand the surrounding environment, as well as to enhance their life and
broaden its boundaries; participants of the courses train their abilities to be
together and cooperate with others.

It becomes urgent for adults to enhance their professional proficiency and
competence to promote their careers at their jobs. Not knowledge and skills but
the change in professional proficiency and competence and the way an individual
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uses them, ensuring his/her position in the labour market, are the goal for
professional enhancement in education.

The most complicated problem is to assess inner qualitative changes in
a personality’s understanding, values, attitudes and self-confidence. Assessments
and self-assessments promote the development of critical thinking in individuals,
their reflection and free and humane self-realisation, which, in a broader context,
is a prerequisite for the stabilisation of principles of democracy that actually is
the greatest task of adult education.

D. Liegeniece (2002), based on the findings of M.S. Knowles (Knowles,
1988), concludes that adults get ready to learn when they feel a need to know and
do something in order to effectively transform some aspect of their life.

M.S. Knowles (Knowles, 1988) pointed out that the readiness of adults to learn
is associated with the following factors:

e understanding of what they need to know;

o focus on real problems instead of study subjects;

e inner motivation to learn.

Lifelong education gives a positive result if an individual can use his/her
acquired knowledge at the job and in his/her life and, therefore, his/her
self-confidence and value in the society rise.

Subchapter 1.2.2. The subchapter is entitled the Role of lifelong
education measures for career change for women. In the subchapter, the author
Justifies the large role and effects of lifelong education measures when making
decisions on career change; the subchapter also summarises the opportunities
for getting new skills.

Career development for women is more complicated than for men, as
there are a number of internal and external barriers, including family
responsibilities, the life role, employment, the surrounding environment,
traditions, stereotypes that constrain the choice of a profession, career growth
and career change.

Based on an analysis of the findings by P. Jarvis, A. Carlsen, E. Karnttis,
T. Koke, I. MuraSkovska, A.Ouane and V. Vilcane, one can conclude that
lifelong education together with both formal and informal education contributes
to the comprehensive development of the personality and allows women to easier
adapt to social changes in the new era and, if persistently enhancing their
qualifications or if acquiring a new qualification, to retain their jobs or
successfully do career change.

Nowadays, when the labour market situation changes fast and new
technologies are introduced in many industries, the requirements for employees
increase, thereby creating a need for enhancing their professional skills and
restructuring the knowledge. If an individual cannot meet the new requirements,
he/she becomes unemployed, which does not contribute to the sustainable
development of the society. Lifelong education is a way how to tackle this
problem holistically at national level and how individuals can enhance their
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knowledge throughout their lifetime, regardless of their age, current education or
social status. Within lifelong education, women too have to enhance themselves
and build up their professional skills, change their attitudes, values and self-
confidence in terms of personality qualitative growth in order to ensure they can
cope with any life situation and find new perspectives. Various informal
education courses aimed at enhancing professional proficiency, which have been
taken by women in professional crisis situations because of their inner needs or
exogenous factors, give an opportunity to broaden their horizons and promote
the development of critical thinking in the women and their reflection, personal
autonomy, and free and humane self-realisation. In a broader context, the
mentioned qualities are prerequisites for the stabilisation of principles of
democracy that actually is the greatest task of adult education. Through learning,
self-enhancement and self-development, the self-confidence and social value of
individuals are built up, which is a way towards a life full of satisfaction that
involves their satisfaction at the job and in their private life. Accordingly, there
are positive changes in the competence of individuals learning throughout their
lifetime, which is one of the preconditions for succeeding in the labour market
and also the basis for the sustainable development of the entire society. In this
way, lifelong education gives an opportunity for women in crisis to achieve their
own goals, to acquire an education and to enhance their skills, which provides
new career opportunities and opportunities for self-realisation.

Subchapter 1.3. The subchapter is entitled Information and
communication technologies as career guidance enhancement tools. It assesses
opportunities to modernise and improve career guidance services and to enhance
or acquire new skills by women through using the career guidance services.

With the fast development of information and communication
technologies and the introduction of e-studies at universities and secondary
schools and in courses, the use of career e-counselling has become urgent. The
purpose of introducing online career guidance is to help people who need to
enhance their skills, obtain necessary information and receive assistance from
a career counsellor, and counselling, information resources and interactive
assessment tools are available any time and any day (Career support measures...,
2010).

ICT competence has become an essential indicator of general competence.
The career development support system consists of three major elements:

¢ information (preparation and submission);

e career education (services, courses, programmes);

e career counselling (assistance in career planning, identification of
professional appropriateness, job trials, build-up of job search and
retention skills) (Conception Career development support system ...,
2006).

E-studies allow traditional studies of any kind to enter the electronic

environment; the e-studies usually consist of video, audio and textual materials

70



as well as of animations and computer simulations. The programmes and
processes of e-studies involve online-based learning, computerised studies,
virtual classes and digital cooperation, in which the content to be learnt is
supplied using the Internet (both the intranet and extranet), audios or videos,
satellite TV and DVDs. E-studies may take the form of self-education and may
be guided by an instructor and involve media format texts, figures, animations,
videos and audios (Elearning-companion.com, 2015).

Online services give new opportunities in education. The Internet
becomes a study aid as well as broadens opportunities to work (Guthrie,
McCracken, 2010). E-counselling is a kind of counselling or assistance that is
provided using ICT, where a career counsellor is or is not directly involved.
E-counselling includes career guidance activities Using the ICT in all forms:

e online career guidance;

e career guidance via phone;

e career guidance via the Internet.

Information and communication technologies for career guidance are the
technologies that ensure information is electronically entered, stored, acquired
and processed as well as sent and disseminated.

In general, online information and career guidance services involve
arange of information supply modalities: simple or structured hypertext
websites; downloadable files; databases and multimedia resources.

A survey of practising career counsellors was conducted in April-May
2013 to get insight into how the career counsellors use modern information and
communication technologies in their career counselling. The survey involved
42 practising career counsellors aged 24-60. Career guidance through
information and communication technologies was done by 37 counsellors
involved in the survey. The purpose of the survey was to examine the use of
information and communication technologies in career guidance. The research
results were as follows:

e career guidance by means of IT broaden counselling opportunities,
give additional information and any client has an opportunity to
receive answers to unclear questions;

e for career guidance in Latvia, practising career counsellors mainly
used e-mail (28), followed by the Internet (18) and a phone (16);
distance career services were not provided by 12, while 7 chose the
reply option “other”;

e however, the practising career counsellors did not use websites in
career guidance; this may be explained by the fact that they lacked
information and skills how to use the websites as well as there were
no examples of best practices in this regard. Of the respondents,
10 admitted they used other websites, such as Skype, draugiem.lv,
facebook.com, e-klase, a school’s intranet, www.viaa.gov.lv,
www.nva.gov.lv, inbox.lv and e-klase.lv. Of them, 7 admitted they
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used the website www.pbworks.com_ because they worked as
counsellors in an ESF project managed by the Faculty of Education,
Psychology and Art, University of Latvia; the project used this
website. One respondent admitted using the website moodle.com.

e an analysis of the respondents’ replies reveals that the advantages of
career e-counselling are as follows: first, it is an opportunity to get
career counselling and participate in group activities regardless of the
location; second, career counselling takes place during an acceptable
time for both sides; third, it involves lower costs — clients do not have
to travel to a career centre to get their counselling; fourth, the exercises
given by career counsellors give an opportunity for clients to build up
their skills and knowledge and tackle their problems; fifth, ICT skills
are acquired during the career counselling;

e according to the respondents, the key disadvantages of career
e-counselling are as follows: first, there is no direct contact between
a career counsellor and a client; second, no direct and immediate
feedback from the career counsellor; third, clients lack knowledge and
skills to work with a computer and new technologies; fourth, career
counselling through a website hinders fast information exchange;
fifth, a career guidance session can last for too long because of the
client’s negligence or the session can yield no result.

Chapter 2 entitled Assessment of professional crisis situations in career
development for women focuses on career development theories applicable to
women. It theoretically analyses five approaches to women’s career
development, examines professional crisis situations and theoretically justifies
the principle of gender conformity in career development for women and
suggests criteria and indicators for identifying a professional crisis. Chapter 2
consists of three subchapters.

Subchapter 2.1. The subchapter is entitled Assessment of career
development theories applicable to women. It analyses scientific findings on the
five approaches to career development for women and reviews the career
development theories selected by the author, which could be applicable to career
guidance for women in a professional crisis.

Women’s career development has been researched by a number of
scientists. J. Holland (Holland, 1973) considered women’s career development
to be very similar to that for men. Career growth stages developed by D. Super
(Super, 1957, Super, 1980; Super, 1990) involved women’s career development
as well. S. Osipow (Osipow, Littlejohn, 1995), however, pointed out the inability
of career theories to explain women’s careers as a separate group of careers.
L.E. Isaacson and S.D. Brown (Isaacson, Brown, 1993) referred to women as
a “special group” that goes beyond the existing theories. V. Patton and
M. McMahon (Patton, McMahon, 2006) analysed ecological and intercultural
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aspects in women’s career development. J. Bimrose pointed out that women and
men were evaluated differently and analysed the ways how women could
successfully integrate into the labour market (Bimrose, 2008).

C. Chen focused on the specifics of counselling for women, how to cope
with the job and family responsibilities without conflicts (Chen, 2008).
L. Belanger suggested examples for women how to engage and succeed in
business (Belanger, 2015). M.B. Arthur, D.T. Hall, B.S. Lawrence, A.B. Rochlen
and D.P. Bloch analysed career theories in general as well as focused on the
reasons, factors and commitments that contributed to women’s career
development (Arthur, Hall, Lawrence, 2008; Bloch, 2005; Applying counselling
theories, 2007). Further, the author focuses on the five approaches to career
development for women.

The first approach involves the creation of specific theories on women’s
careers. The creation of such theories is necessary due to different needs,
perspectives, choices, priorities and kinds of careers. Such factors as marriage,
satisfaction, family finances, social affiliation, parent education and
employment, values, social mobility and the choice of friends for women are
different compared with those for men.

D. Zytowski (Zytowski, 1969/2011) highlighted three employment
factors for women: age for beginning employment; time spent at the job; and
extent of engagement in employment.

The second approach involves the adaptation of existing theories.
D. Super (Super, 1957) highlighted seven patterns of women’s careers:

e stable homemaking career;
conventional career;
stable working career;
double-track career;
interrupted career;
unstable career;
multi-trial career.

The author integrated D. Super’s theory into her Client-developing
programme classes as well as developed an exercise for women, in which the
women have to analyse their career pattern according to the seven women career
patterns suggested by D. Super.

J. Holland (Holland, 1973; Holland, 1985; Holland 1994) described six
types of individuals and their employment and believed that there was a strong
association between the pattern of interests of individuals and their employment
abilities (Career counselling techniques, 2009).

The third approach involves the creation of comprehensive theories on
women and men. L. Gottfredson (Gottfredson, 1981) and H. Astin (Astin, 1984)
created theories on careers of both genders. H. Astin (1984) combined
motivation, job role expectations, gender role socialisation and opportunity
structures. However, L. Gottfredson expressed an idea that the formation of
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a personality structure was influenced by gender, the social group, intelligence,
interests, values and their interaction with views on employment.

The fourth approach is associated with research on women’s choice of
specific, individually different careers. H. Farmer (Farmer, 1997) suggested
a theory that combined factors of an individual’s origin (gender, race, the social
stratum, the location of the school, age) with the individual’s psychological
factors (self-assessment, values, attitude to the home and perception of
achievements) and environmental factors (the public’s attitude to women’s jobs,
support of teachers and parents).

The fifth approach involves the creation of social cognitive models
applicable to women’s careers. Scientists J. Hackett and N.E. Betz (Hackett,
Betz, 1981; Hackett, 1995) sought to explain the effects of socialisation on career
formation using individual self-confidence indicators suggested by A. Bandura
(Bandura, 1977): demonstration of achievements, use of the experience of others,
verbal encouragement, emotional inspiration (as efforts at the highest level; as
self-confidence at the lowest level).

The author used the second approach — the adaptation of existing theories
to women — and the fifth approach — the application of social cognitive models
to overcoming women’s professional crises for the development of her client-
developing programme.

Further, the author reviewed the selected career development theories that
could be applied in career guidance for women in crisis.

Professional constraint theory. The term glass ceiling is used in respect
to women’s careers, the development of and constraints on their careers. The
professional constraint theory is consistent with the fourth approach to career
development.

In policy documents the glass ceiling is referred to as vertical labour
market segregation — the tendency of men and women to take different job
positions in the same profession or group of professions (Kikule, 2006).

In her research studies, J. Toussaint pointed out that the glass ceiling
meant the economic suppression of women (Toussaint, 1993). The term glass
ceiling refers to an invisible barrier that does not allow women to continue
succeeding in their careers. This metaphor is often used in relation to women
who are not able to climb up the career ladder at their job. Theoretically, there
are no problems to climb up the career ladder; the barriers are due to stereotypes
and that is why the explanation says that the ceiling is made of glass.

The glass ceiling involves barriers to vertical career growth, inequality in
pay for the same work and the loss of professionalism due to pregnancy and
childbirth leave.

Discrimination at the job is usually due to several essential factors: age,
gender and nationality; therefore, it is difficult to distinguish the discrimination
that is faced by an employee because of being a man or a woman (Kikule, 2006).

The legislation of the Republic of Latvia stipulates equal attitude to men
and women. It is difficult to regulate the glass ceiling phenomenon by means of
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only legislation because it is, to a great extent, associated with the public’s
understanding and stereotypes of gender roles.

Community interaction theory. The theory considers the changing life
of an individual and the personality as a whole, his/her local interpersonal bonds
that associate him/her with important people and the overall structure of
circumstances as the determinant factor in the choice of a profession (Wolfe,
Kolb, 1980).

The theory focuses on the public’s influence on an individual’s decision-
making. B. Low suggested five key ways how to the mentioned influence is made:

e role expectations — decisions are made based on what is considered to
be acceptable to the family or community;

e feedback — information individuals have about the strengths and
weaknesses of a profession as well as whether the profession is
appropriate for particular goals;

e support — necessary skills have to be acquired and built-up;

e simulation — availability of influential examples and identification
with others when thinking of a job;

e information — a chance to find out about various opportunities.

If focusing on this idea in research on the effects of a community, the
public or the family on a client’s career, the theory helps counsellors get rid of
prejudice and better understand the way how the client has made his/her career
and how to give him/her support in future.

Racial, ethnical and cultural aspects in career development. Career
theories regarding racial and ethnical groups are divided into three categories.
Traditional theories that:

1) focus on minority aspects too: J. Holland, D. Super (Holland, 1973;

Holland, 1985; Super, 1957, Super, 1980; Patton, McMahon, 2006);

2) have broader theoretical models applicable to diverse cultures:

o self-efficacy theory by J. Hackett and N.E. Betz (Hackett, Betz,
1981; Hackett, 1995);

e social cognitive model by R. Lent and J. Hackett (Bandura, 1986;
Lent, Brown, Hackett, 1994, 2000, 2002);

e social learning theory of career choice by J. Krumboltz
(Krumboltz, 1994; Osipow, Fitzgerald, 1996; Mitchell,
Krumboltz, 1996; Sharf, 2006; Krumboltz, 2006; Bimrose, 2016);

e socio-psychological model by L. Gottfredson (Gottfredson,
Lapan, 1997; Gottfredson, 1981; Gottfredson, 2002; Hauser, Tsai,
Sewell, 1983);

e system theory, intercultural perspectives by V. Patton and
M. McMabhon (Patton, McMahon, 2006);

e life design paradigm in career development by M.L. Savickas,
L. Nota and J. Rosier (Savickas, Nota, Rossier, 2009).

3) theoretical attempts to take into account cultural specifics:
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e minority career development, instead of racial differences
(Osipow, Littlejohn, 1995);

e with regard to careers, it is advised to use the terms ethnic group
and cultural group, as the terms race, ethnic affiliation and
minority in modern social culture are too broad and it is difficult
to distinguish them (Leong, Brown, 1995).

Surveys of the women were conducted to test how effective the mentioned
theories are in practice and how their theoretical findings can be used in career
guidance for women and to familiarise women with the diversity of theories on
women’s career development, which are described in detail in Chapter 3.

Subchapter 2.2. The subchapter is entitled Theoretical analysis of
professional crisis situations and criteria and indicators for identifying such
situations. It examines professional crisis situations, gives the characteristics of
professional crises during the development of a personality, specifies the causes
and factors of a professional crisis and summarises the key kinds of professional
crisis with regard to a woman’s age. In addition, the author has selected and
adapted criteria and indicators for identifying a professional crisis based on the
theoretical findings made by E.F. Zeer and E.E. Simanyuk, summarised the
criteria according to the dimensions of the principle of gender conformity, based
on which a survey of career counsellors was designed, and examined the effects
of observance of the principle of gender conformity on women’s careers.

A crisis in a career is a crisis in professional development, which is caused
by (Denzin, Mettlin, 1972; Bonkosa, 2005):

e processes related to an individual’s age;

e professional development destructions;

e identity crisis in the period of adolescence can cause a professional

crisis;

e professional crisis could be associated with a personality’s identity if
the personality cannot objectively do his/her professional reorientation
and gets into conflict with the earlier professional identity;

e crisis could be caused by incomplete professionalization;

e crisis is caused by a situation where a reference professional group is
not ready to accept a particular individual;

e cmotional burnout is considered a professional crisis, as it manifests
itself as a change in attitude to the job and profession.

K.G. Jung (FOHr, 1996) stressed that a constructive solution to a crisis is

individualisation — self-development and self-formation.

Changes take place in any crisis, and the changes provide opportunities
for development. Prerequisites for coping with a crisis, according to M. Pek
(ITek, 1996) are as follows:

e emotional flexibility, emotional support to children and their parents;

o real assessment of life plans/goals;
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awareness of the constrained lifetime;
correction of the lifestyle;
creation of a new image of the “ego”;
acceptance of one’s situation as normal, as the one contributing to
stability.

The kinds of professional crisis for women in relation to their age stages
are summarised in Table 1.

Table 1
Key kinds of professional crisis in relation to women’s age stages

Age

Crisis Crisis characteristics
stages

19-20 | Profession choice | Change in the motives for learning and professional
crisis (3eep, activity. Profession choice correction. The lack of
Cumanrok, 2005) | practice that hinders women from finding a job.

40-45 | Psychological and | The life of women aged 40-45 can bring new senses

physiological about themselves as personalities; women can have,
crisis for women for example, a sense that “finally, I am what I am and
(Svence, 2003). I am not afraid of what others think about me”.

Women start something new, bring changes in their
education and professional career.

60-62 | Preretirement Finding and changing a job is problematic; the loss of
professional crisis | the job.

Source: author’s construction

The author characterises a professional crisis as a situation in one’s career
where some changes are necessary regarding the choice or change of a profession
or employment status (from an employee to an employer). Overcoming the crisis
requires the guidance of a career counsellor and a mentor whose descriptions are
summarised in the professional crisis management model.

The author has selected and adapted the criteria and indicators for
identifying a professional crisis based on the theoretical findings by E.F. Zeer and
E.E. Simanyuk (Table 2). A criterion is defined as a feature, based on which
something is assessed, defined or classified (AkadermTerm, 2016d). Criteria for
identifying a professional crisis are features, by means of which one can determine
whether a situation is or is not a professional crisis for a woman. The criteria are
expressed as an indicator showing the situation for the woman; the indicator is
expressed in points from 1 to 5, where 1 means a very negative rating (fully
disagree), 2 means a negative rating (disagree), 3 means a neutral rating, 4 means
a positive rating (agree) and 5 means a very positive ration (fully agree).
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Table 2
Criteria and indicators for identifying a professional crisis
No Criteria Indicators

1 A professional career is important in

my life 1 point| 2 points | 3 points | 4 points |5 points

2 1 am able to fulfil my professional

intentions 1 point| 2 points | 3 points | 4 points |5 points

3 I am satisfied with my professional

education | point|2 points | 3 points | 4 points |5 points

4 1 am satisfied with my professional

preparedness 1 point| 2 points | 3 points | 4 points |5 points

5 1 have professional adaptation

problems 1 point| 2 points | 3 points | 4 points |5 points

6 I have problems to learn new major

activities 1 point 2 points 3 points 4 points 5 points

7 My professional expectations do not

match reality 1 point 2 points 3 points 4 points 5 points

8 I am satisfied with my professional

growth opportunities 1 point 2 points 3 points 4 points 5 points

9 1 need professional self- |

determination point 2 points 3 points 4 points 5 points

10 Itis difficult for me to implement my

professional self-determination 1 point 2 points 3 points 4 points 5 points

11  Thave new dominant professional

values 1 point 2 points 3 points 4 points 5 points

12 1T am not satisfied with my
opportunities for self-realisation in 1 point 2 points 3 points 4 points 5 points
existing professional situations

13 I am not satisfied with my social and |

professional status point 2 points 3 points 4 points 5 points

14 I feel professional psychological and
physiological changes in me and the 1 point 2 points 3 points 4 points 5 points
deterioration of my health

15 In my professional work it is not

clear to me what I am responsible for 1 point 2 points 3 points 4 points 5 points
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Continuation of the Table 2
No Criteria Indicators

16 In my professional work I assume an
increasing number of
responsibilities, more than 1 would 1 point 2 points 3 points 4 points 5 points
ever be able to do because I cannot
say “no”

17 |1 have a professional deformation
(changes in essential personal traits
and indicators measuring personality [l point|2 points | 3 points | 4 points [S points
influenced by professional activity
and individual traits)

Source: author’s construction based on 3eep, Cumanrok, 2005

A professional crisis is caused by an inability to fulfil one’s professional
intentions, professional adaptation problems, dissatisfaction with one’s socio-
professional status, problems with learning new activities and health
deterioration. The criteria and indicators for identifying a professional crisis were
used in a study surveying respondents before and after the developmental
experiment to find out whether the professional crisis management model
developed by the author has yielded expected results.

Subchapter 2.3. The subchapter is entitled Theoretical justification of the
principle of gender conformity for solving career development problems for
women in crisis situations. It examines gender communication theories and
theoretically justifies the use of the principle of gender conformity in solving
career development problems for women in professional crisis situations.

There is an opinion that individuals have a limited choice of their
profession and employment with respect to their gender and ethnic and social
affiliation.

The strategy for equality between women and men stresses the
contribution of gender equality to economic growth and sustainable development
and supports the integration of the gender equality dimension into the strategy
Europe 2020. Increasing the current employment rate of 69% for individuals
aged 20-64 to at least 75%, including increasing the employment rate for women,
is one of the key targets of Europe 2020 (Europe 2020. Strategy for Smart,
Sustainable, and Inclusive Growth, 2010). However, gender disparities still exist
in the labour market, and women are still more represented in low-pay industries,
while they are insufficiently represented in job positions where decisions are
made. The average gender equality index for the EU is 54 (1 means no gender
equality and 100 means absolute gender equality). The index for Latvia is lower
than the EU average, at 44.4. The gender equality index shows average scores
for the following gender equality domains: work, money, knowledge, time,
power and health.
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In any domain, there is a gap between women and men; the reason is
social stereotypes about the role, behaviour, external appearance and mental
abilities of one or the other gender. The public’s assumptions on femininity and
masculinity influence communication in the family, at the job and in the
community; therefore, the communication theories that explain differences in
communication between women and men could be very useful to understand how
to make successful careers (Table 3).

Table 3
Gender communication differences

No Theories Key ideas

1 | Theory on gender | The theory aims to acknowledge and assess
communication communication with the opposite gender and to achieve
styles mutual respect and understanding between women and
(Tannen, men. The theory stresses that particularly differences in
1990/2007; communication are the cause of misunderstandings and
Tannen, 1992a; | confusions. Communication differences in a team -
Tannen 1992b) cooperation and conversation are important for women and

the change of rules of game does not create any problems.
Women use a conversation to express their interest in other
individuals and their needs in order to cooperate. Women
use a conversation as a tool to generate ideas, solve
problems and establish relationships. Communication
between women and men is characterised by different
communication norms and different communication usage
principles, and these differences can hamper mutual
understanding.

In a conversation, women are characterised by cheerful
voice intonations and by asking questions requiring
confirmation (is not it? yes?), emphases (e.g., such, much)
and very polite constructions of a sentence (e.g., would
you, please, close the door). Women, during a conversation,
can stay within the same conversation topic for a long time.
The theory reveals that men and women unconsciously
communicate in different ways. The theory contributes to
communication competences, as we have to understand and
appreciate the communication of both genders because it
can become more effective and appropriate, and we have to
learn to adapt to the styles of both genders.
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Continuation of the Table 3

No| Theories Key ideas

2 Muted group | This theory asserts that individuals with smaller influence are
theory difficult to perceive by others (cooperation partners, managers
(Kramarae, and subordinates); consequently, they are forgotten, their ideas
1996a; and activity are silenced and they are made unobvious. The
Kramarae theory revealed why some social groups are excluded from
1996b; communication:

Ardener, *  owing to gender;

Ardener, *  men are more active than women;

2005) *  muted status is perceived as a lower status in society;
» acting and speaking according to the audience’s opinion
is usually taken into consideration.
The theory says that the perception of women is regarded by
the public as less competent and less effective. It is important
that women and men become equal partners in terms of
formation and usage of their language. If their languages
become equal, their power will also equalise.

3 Interactive The theory suggests a new communication ethic based on the
universalism | concept of universal interaction among individuals.
theory S.Benhabib’s purpose was to extend the social norms so that
(Benhabib, they fit everyone. Communicative ethics mean that all people
1992) are responsible for the voices that are not heard and have to

understand the silenced voices. From the feministic
perspective, S.Benhabib believes that a woman’s ego may not
be divided into a public and a private ego. Women often cannot
afford to be autonomous due to their maternity status. The
author of the theory demands respect for everyone and pursue
possibilities for discussion on any matter.

4 Standpoint The theory views the world from a very feministic
theory perspective. The theory’s developers and researchers are
(Harding, Sandra Harding and Julia T. Wood who assert one of the best
Wood, 2014) | ways to understand how our society functions is to examine

the opinions of those groups that are less privileged — mostly
women. Women in various countries (especially in the USA)
face much more unjust situations owing to the gender. For
instance, they often face prejudices at the job, as there are
stereotypes that women are emotional and cannot adequately
react on stressful situations at the job. Standpoint theory shows
that there has to be a possibility to see the world from the
perspective of excluded social groups in order to reveal and
understand how the world functions (Harding, Wood, 2014).

Source: author’s construction

Communication skills relate to every individual’s individual career too
and are an important indicator of social competences, which are appreciated by
the whole society, as the inability to be a good communication partner is often
an obstacle to an individual’s career growth.
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Based on previous research studies and using the findings of gender
communication theories (Table 3), the author has made a summary of the
dimensions of the principle of gender conformity Figure 1).

Legal provisions - Stereotypes existing in society
equality set in law
e equality between women and men, - historically accepted female and
economic independence; male professions;
e cqual pay for equal work; - stereotypes about one or the other
e equality in decision-making; gender’s:
e respect; - role, ]
e termination of gender-related q - behaviour,
violence; - external appearance,
e promotion of gender equality outside - mental abilities.
the European Union.
Reality Problems
Gender equality index: work, money, - gender disproportion of
knowledge, time, power and health. The pedagogues;
average gender equality index: h - limited opportunities for women to
e EU-54 occupy various job positions;
e Latvia—44.4 - limited opportunities for women to
e Estonia — 50 q 'occupy a job position due to their
e Lithuania—43.6 age.

Actions
Proposals how to tackle gender inequality problems:

. promotion of gender equality stipulated in laws;
. application of communication theories:
- gender communication styles;
- Interactive universalism theory;
- Muted group theory;
- influence of the androcentrism of society on the choice of a profession;
- Standpoint theory;
. breaking down stereotypes;
. raising self-confidence in women.

5 B

Result
equality between women and men

Fig. 1. Dimensions of the principle of gender conformity
Source: author’s construction
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It comprises both legal provisions, the public’s stereotypes on the
differences between women and men and proposals for tackling gender equality
problems. The proposals stress the necessity for promoting the observance of
gender equality stipulated in the law and the use of communication theories and
for breaking down stereotypes and raising self-confidence in women.

The principle of gender conformity in career counselling for women expresses
associations between the factors influencing women’s careers and situations causing
a professional crisis as well as involves dimensions of this principle and criteria for
identifying a professional crisis. The observance of the principle of gender conformity in
career counselling contributes to the career development of women being in professional
crisis situations. The author has summarised the criteria derived from the dimensions of
the principle of gender conformity (Figure 2).

No Criteria
1 the “glass ceiling” is present in women’s careers (Kikule, 2006)

2 there are stereotypes on women’s and men’s professions (Strategy for equality
between women and men 2010-2015, 2010)

3 equal wages are paid for the same work regardless of gender (Strategy for equality
between women and men 2010-2015, 2010)

4 for women, communication in a team is different (according to D. Tannen)

5 during the course of conversation, women easily change the rules of game
(according to D. Tannen)

6 for women, cooperation and the course of a conversation itself are important
(according to D. Tannen)

7 in order to cooperate, women use conversation to express their interest in other
individuals and their needs (according to Tannen)

8 women’s world perception is based on care and responsibility (D. Tannen)

communication between men and women is characterised by the communication
9 norms and different language usage principles, and these differences can obstruct
their understandings (according to D. Tannen)

in a conversation, women are characterised by cheerful voice intonations and by asking
10 questions requiring confirmation (is not it? Yes?), emphases (e.g., such, much) and very
polite constructions of a sentence (e.g., would you, please) (according to Tannen)

1 during a conversation, women can stay within the same conversation topic for a
long time (according to D. Tannen)

1o Women being quiet are excluded from communication at their job and their career
growth opportunities in their team are limited (according to K. Kramarae)

13 women having a family and children have limited choices of a career (according
to K. Kramarae)

14 Women are “emotional” and cannot adequately act in a stressful situation at their
job (according to S. Benhabib)

Fig. 2. Criteria for identifying the effects of observing the principle of
gender conformity on women’s careers
Source: author’s construction
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The first three criteria were taken from professional constraint theory. The
glass ceiling in women’s careers means vertical labour market segregation,
which refers to the tendency of women and men to take different job positions in
the same profession group as well as the barriers to vertical career growth.
Criteria 4-11 were taken from D. Tannen’s Gender communication theory
(Tannen, 1990/2007; Tannen, 1992a; Tannen, 1992b). Criteria 12 and 13 were
taken from K. Kramarae’s Muted group theory (Kramarae, 1996a; 1996b;
Ardener, Ardener, 2005). Criterion 14 was taken from S. Benhabib’s Interactive
universalism theory (Benhabib, 1992).

The criteria are used in further research on the effects of the principle of
gender conformity on women’s careers.

Chapter 3 is entitled Developmental experiment on coping with
a professional crisis for women. It deals with a career counselling methodology
for women in professional crisis situations, which was developed by the author
as well as evaluated by experts, and the professional crisis management model,
which was developed and scientifically justified by the author, describes
empirical studies on career change by women in Latvia and Lithuania and the
developmental experiment and analyses the factors influencing women'’s careers
and the skills contributing to career development. The chapter is comprised of
three subchapters.

Subchapter 3.1. The subchapter is entitled Organising surveys and their
characteristics.

The author began conducting surveys by using social networks such as
draugiem.lv, facebook.lv and twitter.com and requesting women to fill in survey
questionnaires at the Jelgava, Bauska and Dobele Regional Departments of the
State Employment Agency, the Zemgale Regional Department of the State Police
as well as by talking in person to women and sending questionnaires via e-mail
to women living in Latvia and Lithuania. The respondents were selected
randomly. The sample populations were non-probable and formed
spontaneously. The principles of purposefulness and availability were employed
in each survey. The surveys involved 1087 women, 48 career counsellors and
4 experts; the developmental experiment involved 18 women.

A survey scheme is presented in Figure 3.
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Subchapter 3.2. The subchapter is entitled Development of a model and
a methodology for professional crisis management. It comprises 8 subchapters.

Subchapter 3.2.1 is entitled Results of a survey on career change by
women. It summarises statistical data on the women who participated in a survey
and analyses the survey results.

The survey was conducted from 1 June to 18 August 2015, sending
2000 questionnaires to women via e-mail in Latvia and Lithuania as well as
surveying them in person. Of the sent questionnaires, 1087 valid questionnaires
were received back: 909 from the women living in Latvia and 178 from
Lithuania. The women were surveyed both via e-mail and via social networks:
www.draugiem.lv, twitter.com, facebook.com. The questionnaire was designed
using questionnaire matrixes available on the website www.visidati.lv in order
that respondents could fill in their questionnaires in an easy and comfortable way.
The data were processed employing the grouping method, the descriptive
statistics method, MS Excel and SPSS (Paura, Arhipova, 2002)

In the beginning of the survey, the respondents were asked a question
about how much would they be ready to change their job or occupation and
requested to rate it on a scale from 1 to 5, where 1 meant “at present” respondents
were not ready to change their job and 5 meant that they needed to change their
jobs or occupations very much. Of the respondents, 42% said they were not ready
to change their jobs, while 10% had decided to change their jobs.

The survey ascertained whether the respondents characterised their
situation as a crisis (a dangerous, complicated and tough situation). Yes replies
were given by 29%, no replies by 72%.

One can conclude that 29% of the women, however, felt to be in a crisis
situation and they needed assistance to overcome a professional crisis. The
assistance could be offered by means of the professional crisis management
model (Figure 4).

Subchapter 3.2.2 is entitled Factors influencing women’s’ careers. It
examines the factors influencing the choice of careers by women and ascertains
and analyses the factors influencing women’s’ careers in the respondents
opinion.

To identify the most essential factors in women’s choice of a profession
in the respondents’ opinion, the respondents were asked to rank the given factors
by importance. There were five reply options beginning with “1” — no influence
through to “5”” meaning great influence. The reply option “great influence” was
selected for analysis. It is necessary to examine the distribution of respondent
replies and identify whether the replies are consistent with the theoretical
distribution of observations (Table 4).

’
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Table 4

Factors influencing women’s successful careers
Data acquired from 1 June to 18 August 2015 in an anonymous survey of

women, n=1087.

Difference
Empirical | Theoretical between
No Factors number number of | theoretical and
of replies replies empirical
numbers
L] Age 297 268.3 28.7
Gender 94 268.3 -174.3
Famlly'status (married, 11 2683 1573
unmarried)
4. | Experience of your family
(parent’s experience in their 82 268.3 -186.3
profession)
3. | Children (yes, no, number) 215 268.3 -53.3
6. | Education level 558 268.3 289.7
7. | Place of residence 259 268.3 9.3
8. | Financial situation 198 268.3 -70.3
9. | Number ofgobs in your 443 268.3 1747
place of residence
10. | physical capacities 152 268.3 -116.3
| Lifestyle 161 268.3 -107.3
12. | Attitude of your supervisors 438 268.3 169.7
13. | psychological climate 439 268.3 170.7
14. | Distance from home to the 236 2683 1323
workplace
15. Partner support 341 268.3 72.7
y test results
Indicator Replies
x? real value 1126.770
Number of degrees of freedom 14
p-value 0.000

Conclusion. Since the p-value = 0.000 < 0.05, one can conclude with

a 95% probability that the numbers of respondent replies are different and the
distribution of the respondent replies is quite uneven (Paura, Arhipova, 2002).
Based on a 7’ test, one can observe a significant prevalence of the number of
replies for Factor 6 “Education level”. This means that most of the women
surveyed mentioned the education level as the most important factor. The number
of vacant jobs in the place of residence was ranked second, the psychological
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climate was ranked third, the attitude of supervisors was ranked fourth and
partner support held fifth position.

The diversity of professions is very broad. To choose an appropriate and
desirable profession, first of all, it is necessary to examine oneself — what
personal qualities are possessed and what qualities have to be built up — as well
as the description of the desired profession and to identify whether the profession
matches the wishes. Accordingly, the author included in her survey a question
about personal qualities. The respondents were asked to indicate which of the
given personal qualities influenced women’s successful career development.
There were five reply options beginning with “1”” — no influence through to “5”
— great influence. The reply option “great influence” was selected for analysis. It
is necessary to examine the distribution of respondent replies and identify
whether the replies match the theoretical distribution of observations (Table 5).

Table 5
Rankings of personal qualities by importance
Data acquired from 1 June to 18 August 2015 in an anonymous survey of
women, n=1087.

Empirical Theoretical | Difference between
No | Personal qualities number of number of theoretical and
replies replies empirical numbers
1 | Wish to help others 131 407.7 -276.7
2 | Patience 376 407.7 -31.7
3 | Enterprise 726 407.7 318.3
4 | Sensitivity 153 407.7 -254.7
5 | Persistence 677 407.7 269.3
6 | Purposefulness 728 407.7 320.3
7 | Ability to keep 305 407.7 -102.7
secrets
8 | Ability to cope with 621 407.7 2133
stress
9 | Thirst for
knowledge 337 407.7 -70.7
10 | Reliability 507 407.7 99.3
11| Sincerity 130 407.7 2777
12 | Skilfulness 435 407.7 27.3
13 | Empathy 175 407.7 -232.7
14 | Talkativeness 181 407.7 -226.7
15 | Ability to control 512 4077 1043
oneself ' i
16 | Determination 570 407.7 162.3
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Continuation of the Table 5

Empirical Theoretical | Difference between
No | Personal qualities number of number of theoretical and
replies replies empirical numbers
17 | Creativity 415 407.7 7.3
18 | Self-confidence 566 407.7 158.3
19 | Logical thinking 619 407.7 211.3
20 | Diligence 435 407.7 27.3
21| Loyalty 394 407.7 -13.7
22 | Sense of duty 533 407.7 125.3
23 | Courageousness 404 407.7 -3.7
24 | Tactfulness 375 407.7 -32.7
25 | Tolerance 209 407.7 -198.7
26 | Accuracy 335 407.7 -72.7
27 | Honesty 408 407.7 3
28 | Politeness 323 407.7 -84.7
29 | Sense of humour 195 407.7 -212.7
30 | Good observation 352 407.7 557
ability
31 | Order and tidiness 277 407.7 -130.7
32 | Insistence 528 407.7 120.3
33 | Discipline 522 407.7 114.3
2 test results
Indicators Replies
y? real value 2312.445
Number of degrees of
32
freedom
p-value 0.000

Conclusion. Since the p-value = 0.000 < 0.05, one can conclude with
a 95% probability that the numbers of respondent replies are different and the
distribution of respondent replies is uneven. Based on a 2 test, one can observe
a significant prevalence of the number of replies for Quality 6 “Purposefulness”
and Quality 3 “Enterprise”. It means that most of the women surveyed mentioned
purposefulness as the most important personal quality, followed by enterprise in
second position, persistence in third position, ability to cope with stress in fourth
position and logical thinking in fifth position. So, personal qualities are an
important aspect of successful career development.
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Subchapter 3.2.3 is entitled Skills contributing to women'’s career
development. It examines the skills that promote women’s career development in
the respondents’ opinion.

The respondents were asked to indicate which of the given personal
qualities influenced women’s successful career development. There were five
reply options beginning with “1” — no influence through to “5” meaning great
influence. The reply option “great influence” was selected for analysis. It is
necessary to examine the distribution of respondent replies and identify whether
the replies match the theoretical distribution of observations (Table 6)

Table 6
Woman’s rankings of the most important skills needed for the
successful development of women’s careers
Data acquired from 1 June to 18 August 2015 in an anonymous survey of
women, n=1087

Difference
Empirical | Theoretical between
No Skills number | number of theoretical
of replies replies and empirical
numbers
1| Cooperate with other 631 536.7 94.3
individuals
2 | Tackle problematic situations 644 536.7 107.3
Listen to other individuals 420 536.7 -116.7
4 anylnce others about my 470 536.7 66.7
opinion
5 Use body language and the 150 536.7 386.7
language of gestures
6 | Assume responsibility 599 536.7 62.3
7 | Execute the work task precisely 583 536.7 46.3
8 | Organise one’s own work 702 536.7 165.3
9 | Find a solution to a problem 635 536.7 98.3
10 | Act in changing situations 524 536.7 -12.7
11 | Make decisions independently 646 536.7 109.3
12| Lead other individuals 468 536.7 -68.7
13 | Develop one’s own career 509 536.7 277
purposefully
14 | Use a computer for work with 509 5367 277
texts ) )
15 | Use a computer for work with 464 536.7 727
numerical information ) ’
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Continuation of the Table 6

Difference
Empirical | Theoretical between
No Skills number | number of theoretical
of replies replies and empirical
numbers
16 is:r Cflhcomputer for information 540 5367 33
17" | Use a computer for 437 536.7 -99.7
communication
18 | Knowledge of foreign 550 5367 133
languages
19 | Presentation skills 553 536.7 16.3
20 | Basic skills in management 565 536.7 28.3
21 Leadershlp 520 536.7 -16.7
22 | Ability to work in a team 689 536.7 152.3
2 test results
Indicators Replies
y? real value 539.079
Number of degrees of freedom 21
p-value 0.000

Conclusion. Since the p-value = 0.000 < 0.05, one can conclude with
a 95 % probability that the numbers of respondent replies are very different and
the distribution of respondent replies is quite uneven. Based on a % test, one can
observe a significant prevalence of the number of replies for Skill 8 “Organise
one’s own work” and Skill 22 “Ability to work in a team”. It means that most
of the women surveyed mentioned the skill to organise their own work as their
most important skill, followed by ability to work in a team in second position,
making decisions independently in third position, tackling problematic situations
in fourth position and cooperating with other individuals in fifth position.

Subchapter 3.2.4 is entitled Survey on Identifying a professional crisis
according to criteria and indicators.

The survey on career change, which was conducted from 1 June to
18 August 2015, involved 1087 women. The survey’s third part “Professional
crisis survey questionnaire” included a question on whether a respondent
considered her current situation a professional crisis. If the respondent replied
“yes”, other questions regarding the indicators and criteria for identifying
a professional crisis had to be answered. If a reply was “no”, the respondent had
to answer a question of the next part. The survey revealed that 29 % (310) women
admitted they were in a crisis situation.
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The survey on identifying a professional crisis according to the criteria
and indicators was continued with the 310 (29 %) women who admitted being in
a professional crisis situation. Based on the theoretical analysis of professional
crisis situations made in Subchapter 2.2, the author adapted the criteria and
indicators for identifying a professional crisis that were based on the theoretical
findings made by E.F. Zeer and E.E. Simanyuk. By means of the criteria and
indicators, women can self-assess their crisis situations (see Table 2) before
taking a counselling session. A repeated identification of the crisis according to
the criteria and indicators is done after completing the activities prescribed by
the model. Analysing the survey’s part “Professional crisis survey questionnaire”
the author counted up the respondents’ replies: 1 — fully disagree; 2 — disagree;
3 —neutral; 4 — agree; and 5 — fully agree. The author added the number of replies
“agree” and the number of replies “fully agree” together and did the same with
the replies “fully disagree” and “disagree”.

After analysing the respondents’ replies based on the criteria and
indicators developed for identifying a professional crisis and adding the replies
“agree” and “fully agree” together, one can find that 60% of the respondents were
satisfied with their professional education, 65% were satisfied with their
professional preparedness; yet, a large number of the respondents, in their self-
assessments, showed dissatisfaction: 57% were dissatisfied with their
opportunities to self-realise themselves in the existing professional situation;
46% were dissatisfied with their socio-professional status, 48% felt
psychophysiological changes and health deterioration in themselves and 26%
admitted they had professional deformations, which indicated the existence of
a crisis situation.

Since a relatively large number of the respondents admitted their
dissatisfaction with their professional activity, which evidenced a crisis situation,
it indicated the need for career guidance suggested by the author in her
professional crisis management model.

Subchapter 3.2.5 is entitled Effects of the principle of gender conformity
on women’s careers, and it summarises and analyses two surveys on this topic.
The first survey on the principle of gender conformity regarding women’s
careers was conducted from December 2014 to January 2015 and involved career
counsellors; its purpose was to get insight into the effects of the principle of
gender conformity on women’s careers. The survey involved 48 career
counsellors. It employed the criteria for identifying the effects of the principle of
gender conformity on women’s careers that were developed in Subchapter
2.3 (see Figure 2). The survey results revealed that the most career counsellors
surveyed agreed with the following assertions:
e women use conversation to express their interest in other individuals
and their needs in order to cooperate (85%);
e for women, cooperation and the course of a conversation itself are
important (83%);
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e for women, communication in a team is different (79%);

e there are stereotypes on women’s and men’s professions (79%);

e women’s world perception is based on care and responsibility (73%).

The most career counsellors did not agree with the following assertions:

e women are “emotional” and cannot adequately act in a stressful

situation at their job (81%);

o the “glass ceiling” is present in women’s careers (73%);

e cqual wages are paid for the same work regardless of gender (56%).

The second survey on the principle of gender conformity regarding
women’s careers was conducted from 1 June to 18 August 2015, in which
1087 women participated, and the author summarised their replies.

An analysis of the results for the survey’s part “Questionnaire for
identifying the effects of the principle of gender conformity on women’s careers”
revealed that 85% of the respondents admitted that there were stereotypes on
women’s and men’s professions, 80% pointed out that for women,
communication in a team was different and 58% mentioned that the ways of
woman’s and man’s communication are characterised by different social
interaction norms and different language use principles and the mentioned
differences can hinder them from understanding each other. Of the respondents,
64% confirmed that those women who were silent were excluded from
communication at their jobs and career growth opportunities in a team were
limited; 53% pointed out that the women who had families and children were
limited regarding their choice of a career. Slightly less than a half, 49%, admitted
that the “glass ceiling” existed.

To examine the effects of the principle of gender conformity on women’s
careers, the survey’s part “Questionnaire for identifying the effects of the
principle of gender conformity on women’s careers” included questions on what
influenced solutions to women’s career development problems. The respondents’
replies are summarised in Table 7.
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Table 7

Percentage distribution of the respondents’ replies to the question on
observing the principle of gender conformity in career guidance for women
How does the s Total
observance of Respondents' ratings (%)
the principle
of gender
conformity

influence 1 ) 4 5
solutionsto . M° no influences influences
, influence . neutral ., . . -
women’s at all influence insignificantly significantly
career
development

problems?

Application of 4 7 39 33 17 100
communication
theories

Breaking down 2 5 36 36 21 100
stereotypes

Raising self- 2 3 24 36 35 100
confidence in
women

Observance of 2 4 28 31 35 100
gender equality

The principle of gender conformity, which was suggested and
theoretically justified by the author and which is recommended for career
counselling for women in professional crisis situations, involves the following
dimensions: gender equality stipulated in laws, stereotypes existing in the
society, the gender equality index, recommendations for action to make solutions
to gender inequality problems — to promote gender equality stipulated in laws, to
apply communication theories in communication between women and men and
in counselling, to eliminate stereotypes and to raise women’s self-confidence.
After analysing the survey results and adding the replies “influences
insignificantly” and “influences significantly” together, one can find that the
respondents considered applying communication theories (50%), eliminating
stereotypes (57%), raising women’s self-confidence (71%) and observing gender
equality (66%) to be necessary activities for career guidance (Table 7).

A y*test revealed that the replies “raising self-confidence in women” and
“observance of gender equality” were statistically significant. This means that
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the respondents believed that observing the principle of gender conformity very
considerably influenced women’s self-confidence and the observance of gender
equality. Accordingly, observing the principle of gender conformity significantly
affected solutions to women’s career development problems.

Subchapter 3.2.6 is entitled Discussion on career change by women, it
summarises the findings of scientists regarding women’s career development and
career change by women.

In recent years in the world, particularly in Europe and Latvia too, lifelong
education has become a topical term. In Latvia, lifelong education has been little
researched in its various aspects. Besides, it has been little researched particularly
with respect to its role in and effects on women’s careers in professional crisis
situations; this, to some extent, is evidenced by the fact that no empirical research
papers on this problem are available in Latvia.

One of the research investigations performed at LLU by D. Bite, who
examined employment problems in towns, focused on women’s careers in towns;
she found that in towns, there was a strong association between the social
environment and infrastructure and the employment situation; for this reason,
purposeful career growth was possible for a limited number of professions and jobs.

American scientists and pedagogue D.R. Wetzel has researched adult
education and lifelong education in the USA. He points out that lifelong
education is essential today for any employee — those who work and those who
seek for a job — and that it is necessary to persistently renew and build up one’s
working skills.

There are interesting research studies done by K. Caprino (Caprino,
2013), who is a researcher and a work and life coach in the USA, on women’s
professional careers. She has found that women who pursue a successful career
for many years, in their mid-life years, feel that their professional life and identity
do not satisfy them, i.e. do not function as planned. Her research found that the
majority of women faced at least one of the implicit working and private life
crises mentioned by the author, among them chronic health problems, financial
dependence and the painful loss of their identity or ego.

A number of authors such as A. Crowe, M. Profita and M. Miller have
focused on career change and advice on how to do it best (Crowe, 2009; Profita,
2016; Miller, 2016). American scientist E. Ostrow (Ostrow, 2012) is a life and
career coach, and, at present, life and career coaching is a very popular practice
in the USA. She practises and studies women’s careers and career change.

After familiarising herself with the research papers and findings of
foreign and national scientists, the author concludes that a new research topic has
been initiated in Latvia with regard to women’s careers, career change by women
in professional crisis situations as well as the role of lifelong education in
women’s career development.
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Subchapter 3.2.7 entitled Professional crisis management model deals
with a professional crisis management model for women developed and
scientifically justifies by the author and gives a detailed description of the model.

Pedagogical models implement the unity of theory and practice in respect
to teaching. A model in pedagogy specifies and allows predicting the learning
outcomes in the pedagogical process (Zogla, 2001). Accordingly, it is very
important to integrate such a model in career counselling, which involves both
career education, career guidance and career research, in order to achieve
expected results.

To achieve such an objective and provide assistance to women in
professional crisis situations, the author developed the Professional crisis
management model for women (Figure 4).

The target audience are women who wish to change their occupations or
are forced to do it because of being in a professional crisis situation.

The purpose of the model is to examine the situation in a client’s career
development, identify the key ways how to start a career change, determine the
skills and wishes, assess the potential of the future profession, offer career
counselling sessions and an training programme for overcoming the professional
crisis.
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Subchapter 3.2.8 is entitled Methodology for professional crisis
management. The subchapter theoretically justifies the methodology and
provides a plan of classes for the Client-developing programme for career
change for women in professional crisis situation. The methodology is available
in the e-environment, and it gives selected examples of participant reflections
and explains the role of an e-portfolio, self-employment activities, distance
working opportunities, kinds of e-mentoring and activity areas for it.

The Client-developing programme for career change for women in
professional crisis situations is intended to help women who need advice and
assistance in a crisis situation and to provide necessary information, to promote
their thinking and encourage them to analyse their surrounding environment and
their situation, and to raise their self-confidence and contribute to their
professional success. The programme involves 10 individual classes in which
the counsellor gets familiarised with a client and her problems, the client does
various exercises and tests and, working together, a decision is made.

The programme employs the following key career counselling
techniques: role-playing games, autobiographic stories, tests, documentation;
situation analysis; decision-making; feedback; future visions; and e-counselling.

A repeated test on the professional crisis is done after the client has learnt
the education content suggested by the author’s client-developing programme.

The final result of applying this model in career guidance for women in
professional crisis situations results in a harmonious woman who has coped with
her professional crisis.

A general plan of the programme’s classes is summarised in Table 8, while
the programme and its topics as well as its purposes and learning outcomes are
available in an annex.

Table 8
Plan of classes for the Client-Developing Programme for career change
for women in professional crisis situations in the e-environment

No Topic of the Description of the class Tlr.ne
class min
1 Career Introductory information. A test for identifying a | 45
development professional crisis.
theories The counsellor gives brief insight into who gets
applicable to | what during the classes, what rules have to be
women obeyed and how long the classes are.
Career development theories applicable to women.
2 Client self- | Discussion on the exercise “My life tree”. An | 45
characteristics | exercise and discussion “Assessment of having/not
and setting | having a job”. Identification of the client’s
goals for the | experience. The client’s self-characteristics, the
client identification of the client’s traits. Identification of
the client’s interests.
Lecture. Significance of setting goals. Discussion.
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Continuation of the Table 8

3 Awareness and | General skills for social and economic needs in | 45
identification Latvia. Identification of the client’s general skills.
of skills Identification of the client’s individual skills.

Identification of the client’s specific abilities.
Discussion.

4 Identification Career management skills.  Self-confidence. | 45
of carecer | Research and creation skills for career
management opportunities. Career planning skills. Decision-
skills making skills. Ability to cope with uncertainty.

Identification of the client’s career management
skills. Discussion.

5 Identification Presentation skills. Presentation basics, ways of | 45
of presentation | preparing a presentation, making an effective
and presentation. Communication skills. Skills to speak
communication | and listen. How to prepare oneself for a job
skills. Making | interview? The nature and characteristics of a job
a plan for a job | interview. Kinds of interview questions. Preparing
interview answers; analysing the most essential questions and

answers. Discussion.

6 Writing a CV | Lecture. Writing a CV and a motivation letter. Use | 45
and a | of CV and motivation letter templates available on
motivation the Internet. Use of the Europass CV template
letter, creating | (online text processing on the website
an e-portfolio | OpenOffice.org). What is a portfolio? The role,
and building up | creation and kinds of a portfolio.
computer skills

7 My ideal job Lecture.  Familiarisation ~with  work  style | 45

descriptions. An exercise — My ideal job and the
creation of an individual character puzzle according
to an ideal employee’s character puzzle. Home
work. Preparing a description of job positions for
one’s own “ideal job” based on the professional
standards.

8 Skills  useful | Shaping an understanding of necessary skills for | 45
for  business, | entrepreneurship and employers. A fit between the
opportunities client’s skills and personality traits for starting up
for distance | entrepreneurship; the identification of the potential
working, e- | of'abusiness. The definition of and opportunities for
mentoring distance working in Latvia. E-mentoring. Home

work. A description of a business idea in free format.

9 Designing an | An analysis of the situation in the client’s career | 45
individual development, an identification of the key ways how
career plan to start up a search for a job and prepare for the job

that will be in a new environment and at new level.

10 | Making a | Making a decision. Choosing priorities. Simulating | 45

decision career choice situations. A test for identifying a

professional crisis.
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The Client-developing programme for career change for women in
professional crisis situations was experimentally approbated on the Moodle
platform; 18 randomly selected women took part in the developmental
experiment. In parallel to the classes, the author organised e-counselling, which
was done both via e-main and Skype. On average, the author held three
counselling sessions for each participant, playing the role of a professional crisis
mentor. The programme’s website is available at https://karjera.gnomio.com/.

Subchapter 3.3 is entitled Approbation and expert evaluation of the
Professional crisis management model. It comprises two subchapters.

Subchapter 3.3.1 is entitled Expert evaluation of the Professional crisis
management model and a related methodology.

The Professional crisis management model for women was evaluated by
experts. A correlation between a number of variables was identified by means of
Kendall’s W. Kendall’s coefficient of concordance is calculated if a variable has
been rated by various experts (Paura, Arhipova, 2002). Expert evaluation results
for the professional crisis management model for women is shown in Table 9,
calculations of the assessment of the experts’opinion consensus appear in the
Formulas 1 and 2.

Table 9
Expert evaluation results for the professional crisis management
model for women
Data were acquired in January 2016 from the experts who rated the
model’s usefulness

Experts Position
. S , |Rank
Rating criteria A|[B]C[D]| L | di|di R Li
Ranks R; rank)
Methodology given in the
model. is appropriate and >l a1 |3 3 | 6136 ) 1
sufficient to overcome a
professional crisis
The content of education in
the client-developing slelslel 2|86 6 I
programme promotes the
change of women’s careers
Career counselling
techniques are sufficient in I
. 6| 4|4 |5 1952545
the career counselling
process

100


https://karjera.gnomio.com/

Continuation of the Table 9

Experts Position

Rating criteria A[B[C[D]| L | d|d? Ri‘{lk (Li

Ranks R; rank)

The principle of gender
conformity suggested by the
author has all the necessary
dimensions

The client-developing
programme for career I
change for women in 4 15|16 |4 1952545
professional crisis situations
is appropriate

The model developed by the
author contributes to 1
overcoming a professional
crisis by women

- - 2Li _
n=6 m=4 o | 0 5222

Notes:
A, B, C, D - experts;
L;- sum of ranks;
di - rank sum minus the average value of the rank sum;
d? - squared d;;

R —rank.
Calculations of the average value of the rank sum, Lg,,q,
— LLi_ 84 _
Lovg = = 6—14 €))
where:

> L; — sum of ranks,
n — number of factors to be rated.
Calculations of the coefficient of concordance, Kendall’s W,

128 12x222
W= m2n(n2-1)  16x6(36—-1) 0.793 &

where:

W — coefficient of concordance,

n — number of factors to be rated,

m — number of experts,

S — sum of squared deviations.
The author put forward the following hypotheses:

Ho: no relationship among the ratings of various experts W= 0,

Hi: there is a relationship among the ratings of various experts W#0.

To verify the hypothesis (W considerably differs from zero), an equation
x? = m(n-1)W was employed to compare the actual value with the critical one
X%un-1 (Arhipova, Paura, 2002).
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The actual value x*= n(n-1)W = 4(6-1)0.793=15.86 was compared with
the critical value x%, 5= 11.07.

Conclusion. The null hypothesis Hy is rejected because

x2 =M[D-1)W - x%,5=11.07
and the alternative hypothesis H; is accepted because there is an association among
the ratings of various experts, as the W value considerably differs from zero.

The experts presented quite high agreement (W = 0.793, p = 0.007) in
rating the model (Equations 1 and 2); yet, three rating groups may be identified.
The highest ratings — first place — were given to an assertion that the methodology
provided by the model was appropriate and sufficient to contribute to
overcoming a professional crisis, the author’s principle of gender conformity
involved all the necessary dimensions and the author’s model helped women
cope with a professional crisis. Second place was given to an assertion that the
career counselling techniques were appropriate for career counselling and the
client-developing programme for career change for women being in
a professional crisis situation was suitable. An assertion that the content of
education in the client-developing programme promoted the change of careers
by women was placed in third place. Such a model of career crisis management
is useful to practitioners — career counsellors —, who could use it to plan and
provide career support to women being in professional crisis situations.

Subchapter 3.3.2. The subchapter is entitled Experimental results of the
Client-developing programme for career change for women in professional crisis
situations. It analyses the experimental data by using the adapted criteria and
indicators for identifying a professional crisis, which were based on the
theoretical findings made by E.F. Zeer and E.E. Simanyuk. By means of the
criteria and indicators, the women self-assessed their crisis situations before
doing counselling and training and after completing the client-developing
programme’s classes and getting a counselling session.

A study was done employing the criteria adapted by the author (Table 2)
to identify a professional crisis before and after the developmental experiment,
the purpose of which was to test whether the methodology suggested for
overcoming a professional crisis was useful. The study’s methodology was as
follows: the developmental experiment’s participants chose one out of five reply
options that had the following scores (1 — fully disagree, 2 — disagree, 3 — neutral,
4 — agree, 5 — fully agree) when answering a question on their situation in their
career; after completing the programme’s classes, the participants repeatedly
rated their situation. An analysis of the data was done based on mathematical
changes in the scores. The data were compared after counting up the replies
“fully agree” given by the 18 participants to a particular question before and after
the developmental experiment. The results are presented in Figure 5.
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I assume an increasing number of
responsibilities, more than I would ever be 3 2
able to do because I cannot say “no”

In my professional work it is not clear to
me what I am responsible for

1 feel professional psychological and
physiological changes in me and the 2 1
deterioration of my health

I am not satisfied with my social and
professional status

I am not satisfied with my opportunities
for self-realisation in existing professional 2 1
situations

I have new dominant professional values 2

It is difficult for me to implement my
professional self-determination

I need professional self-determination 1 1

I am satisfied with my professional
growth opportunities

I am satisfied with my professional
preparedness

I am satisfied with my professional
education

I am able to fulfil my professional
intentions

A professional career is important in my

life 3 9

0% 50% 100%
Before experiment After experiment

Fig. 5. Changes in the respondents’ opinions regarding the criteria
and indicators for identifying a professional crisis in the result of the
developmental experiment

(results are presented in absolute numbers, answers ,,fully agree”)
Source: author’s construction
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After analysing the experimental data, one can find that of 17 criteria,
positive changes were observed regarding 9 criteria. The positive changes: I have
new dominant professional values +2; I am satisfied with my professional growth
opportunities +3; I am satisfied with my professional education +1; I am able to
fulfil my professional intentions +1; A professional career in my life is important
+6. One can conclude that the women raised their self-confidence and gained
positive attitude to themselves.

The author concludes that the women admitted that they coped with their
crisis after successfully completing the Client-developing programme; positive
changes with regard to the given criteria and indicators were identified, which
evidenced that the women coped with their professional crises.

Kendall’s W for the experts who evaluated the Professional crisis
management model for women was W = 0.793 (p= 0.007), which indicated high
agreement among the experts. The methodology available within the model was
appropriate and sufficient to contribute to overcoming a professional crisis owing
to the training and counselling that took into consideration the factors influencing
women’s careers and the principle of gender conformity and employed the
criteria for identifying a professional crisis.

Conclusions

The conclusions are arranged according to the research tasks set in the
beginning of the doctoral thesis.

The research tasks have been performed and answers to the research
questions have been given.

1. Career development for women is their self-realisation both in their
career and in their family throughout the entire lifetime, given the
economic, social, psychological and physical factors influencing the
career. Women’s careers develop owing to their lifelong learning.
Lifelong education is an opportunity to educate oneself, employ oneself,
expand one’s horizons, be in the society and be satisfied with oneself
and, consequently, to find a job appropriate for one’s education and
skills or start up self-employment. Based on an analysis of the findings
by P. Jarvis, A. Carlsen, E. Karnitis, T. Koke, I. Muraskovska, A. Ouane
and V. Vilcane, one can conclude that lifelong education together with
both formal and informal education contributes to the comprehensive
development of the personality and allows women to easier adapt to
social changes in the new era and, if persistently enhancing their
qualifications or if acquiring a new qualification, to retain their jobs or
successfully do career change. The knowledge and skills acquired
owing to lifelong education make significant effects on women’s career
development throughout the entire lifetime, as well as their integration
into the labour market contributes to the national economy. As regards
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women’s careers, scientific discussions have formed five approaches to
women’s career development: creation of specific theories on women’s
careers (G. Psathas, D.Zytowski); adaptation of existing theories
(D. Super, J.Holland, L. Fitzgerald, L. Weitzman); creation of
comprehensive theories on women’s and men’s careers (L. Gottfredson,
H. Astin); research on the choice of individually different careers by
women (H. Farmer); creation of social cognitive models applicable to
women’s careers (G. Hackett, N.E.Betz, A.Bandura, R. Lent,
S.D. Brown). The author believes that the social cognitive models are
applicable to tackling women’s professional crisis problems, where the
key role is played by the idea of the individuals themselves to start
changes in their careers. This means that women themselves have to be
initiators that begin developing or changing their careers. The present
research, which employed the factor ranking method, revealed that the
respondents considered the education level, the number of vacant jobs
at the place of residence, the psychological climate at the job, the
management’s attitude and the partner’s support as the most essential
factors influencing women’s careers.

. A crisis in the career of a woman usually takes the form of
a professional development crisis, the causes of which could be as
follows: processes related to the woman’s age; professional
development destructions; an identity crisis in the period of
adolescence can later cause a professional crisis that manifests itself
as an inability to continue the job or studies after a child’s birth; an
inability to change one’s profession and getting into conflict with the
pervious professional identity; partial professionalization — an
insufficient amount of specific knowledge to acquire a desired
professional status; emotional burnout that manifests itself as a change
of attitude to the job and profession. Adult education supplements or
replaces the basic education of adults, contributes to the build-up of
their abilities, raises their professional qualifications or promotes the
change of their professions, enhances their knowledge, changes their
attitudes and improves behaviours, which contribute to the balanced
and continuous development of the personality and his/her
participation in social, economic and cultural lives. The competence
of adults, the development of critical thinking in the adults and their
free self-realisation are important to ensure that the adults can succeed
in the labour market, which actually is the highest objective of adult
education. Nowadays, an explicit trend in adult education is that
professional skill development courses are the most popular, which is
a prerequisite for successfully coping with a career crisis.

. The principle of gender conformity in career counselling for women
represents associations between the factors influencing women’s
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careers and the situations causing a professional crisis as well as
involves dimensions of this principle and criteria for identifying
a professional crisis. An analysis of the results of the survey
(conducted from 1 June to 18 August 2015, in which 1087 women
were involved) on the principle of gender conformity that is advised
to be observed in career counselling for women in crisis situations
showed that the respondents appreciated self-confidence build-up
(72 %), gender equality observance (66 %), stereotype elimination
(57 %) and the use of communication theories (50 %). This means that
the observance of the principle of gender conformity in career
counselling considerably contributes to tackling career development
problems for women in professional crisis situations.

. A professional crisis is characterised as a situation in one’s career
when changes are necessary with regard to the choice or change of
a profession or employment status. A professional crisis is caused by
an inability to realise one’s professional intentions, professional
adaptation hardships, dissatisfaction with one’s socio-professional
status, problems with learning new activities and health deterioration.
An analysis of the results of the survey conducted from 1 June to
18 August 2015, in which 1087 women participated, and based on the
criteria for identifying a professional crisis adapted by the author and
the indicators developed by E.F. Zeer (2.®. 3eep) and E.E. Simanyuk
(E.E. Cumanrok) led to a conclusion that 65% of the respondents were
satisfied with their professional preparedness and 60% were satisfied
with their professional education; yet, a great number of them
expressed dissatisfaction in their self-assessments: 57% were
dissatisfied with their self-realisation opportunities in the existing
professional situations; 46% were dissatisfied with their socio-
professional status; 48% felt psychic and physiological changes and
health deterioration and 26% admitted they had professional
deformations. Since a large number of the respondents admitted their
dissatisfaction with their professional activity, which indicated crisis
situations, it evidenced the need for career guidance suggested by the
author in her crisis management model.

. The professional crisis management model comprises a methodology
for coping with a professional crisis through observing the principle
of gender conformity in career counselling (the observance of the
gender rights stipulated in the law, the application of communication
theories, the elimination of stereotypes and the build-up of women’s
self-confidence) and through providing career education, career
counselling and career guidance, thereby giving any client an
opportunity to use personalised e-learning tools (e-studies,
e-counselling and e-mentoring). The author considers the use of online
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career information services to be the key element of career guidance.
E-counselling involves the provision of career guidance activities and
services by employing all the forms of ICT: online, via phone and the
Internet.

6. Eighteen randomly selected women participated in the developmental
experiment when approbating the author’s Client-developing
programme for career change for women in professional crisis
situations in the Moodle system. An analysis of the experimental data
revealed that positive changes in the participants were observed for
9 criteria out of 17. The positive changes were as follows: I have new
dominant professional values +2; I am satisfied with my professional
growth opportunities +3; Iam satisfied with my professional
education +1; I am able to fulfil my professional intentions +1;
A professional career is important in my life +6. One can conclude
that the women raised their self-confidence and gained positive
attitude to themselves and criteria for identifying a professional crisis
may be used to determine a professional crisis during career guidance.
The programme’s approbation through doing a crisis identification
test according to the criteria and indicators before and after the
experiment revealed that all the participants experienced positive
career changes in, on average, 75% of the criteria. Kendall’s W=0.793
and p= 0.007 calculated for an expert evaluation of the professional
crisis management model for women showed high agreement among
the experts. When educating and counselling, the methodology
available in the model, which takes into account the factors
influencing women’s careers, the principle of gender conformity and
the criteria for identifying a professional crisis, is appropriate and
sufficient for coping with a professional crisis.

7. The present research has achieved the aim — career development
opportunities for women in professional crisis situations were
assessed; the developed and approbated Professional crisis
management model for women, which includes the online
Client-developing programme for career change for women in
professional crisis situations, observing the principle of gender
conformity, contributes to overcoming professional crisis situations.

8. The research results indicate that the theses put forward were proved:
e Dbeing aware of the most important factors for successful women’s
careers development and skills that can be learnt or enhanced
contributes to overcoming professionals crises by the women;
e observing the principle of gender conformity in career counselling
contributes to overcoming professional crises by women and to
their career development;
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o the Professional crisis management model is used as a tool for
promoting career development for women in professional crisis
situations;

e criteria and indicators for identifying a professional crisis may be
used to determine a professional crisis before and after completing
the Client-developing programme for career change for women in
professional crisis situations.

Further research directions

How to ensure the development of government-funded lifelong
education for adults aimed at reducing the formation of
professional crisis situations.

How to contribute to government-funded career guidance activities
for women being in a crisis.

How to enhance study programmes for career counsellors and
contribute to the expansion of their activities.

Proposals

To create prerequisites so that a career counsellor would be available
to clients at any age and any life situation — not only to the unemployed
and schoolchildren but also to employed women, e.g. at crisis centres,
education departments, the SEA, universities and other institutions, as
well as online.

The State Employment Agency has to introduce ICT to a greater
extent, so that counsellors would be able to follow the latest
developments.

. For women being in professional crisis situations it is advisable to use

the author’s the Client-developing programme for career change for
women in professional crisis situations in career counselling both in
the e-environment and in in-person counselling sessions, as well as to
use the criteria and indicators for identifying a professional crisis to
determine a professional crisis before and after completing the
programm.

Career counsellors are advised to balance all the five life areas: the
job, the family, mentality, civic activity and leisure time in order to
contribute to the quality stability of professional skills.

It is advised to familiarise career counsellors and personnel
management specialists, who daily work with the personnel, with
author’s Professional crisis management model for women in

108



professional crisis situations and with the research results for both to
identify a professional crisis for women and to promote coping with it.

6. Itis advised for educational institutions and training centres to design
study programmes in career education based on the research results in
order to build up the most important skills needed for a successful
career.

7. It is advised for employers to get familiarised with the factors
influencing careers, to seek to enhance the work environment for
potential employees as well as to introduce a bonus system, so that the
employees feel comfortable and appreciated.

8. Women and career counsellors, as far as possible, have to use lifelong
education programmes and courses to enhance their knowledge, skills
and competences in order to be able to compete in the labour market.

9. Career counsellors have to enhance their career counselling
techniques according to the client’s interests and needs and employ
quality computer technologies as well as to use e-portfolio, e-
mentoring and e-counselling in their counselling.

10. Proposals for the State Education Development Agency:

e to promote the movement of professional crisis mentors in Latvia;

e to inform career counsellors about counselling in the
e-environment; to inform clients about it in a way making them
interested in it;

e to popularise opportunities to receive career services on the
Internet;

e to popularise career counselling at schools, municipalities, in the
mass media and, of course, among the general public;

e to hold training where a career counsellor can acquire skills and
knowledge in ICT in order to be able to manage online seminars
and videoconferences, e-counselling and e-mentoring;

e to educate career counsellors in the application of ICT;

e to organise the production of interactive teaching aids on career
development issues for classes at schools;

e to continue developing the e-environment, which would provide
career guidance, career counselling and e-counselling.
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