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Darba un civila aizsardziba veérsta uz to, lai ikviens sabiedribas loceklis spetu
saglabat galveno miisu dzives vertibu — cilvéka dzivibu un veselibu gan darba vidg, gan
arpus tas.

Pétijumi un promocijas darba autores personiga pieredze (darbs uznémuma
divdesmit vienu gadu, izglitiba desmit gadus) un noveérojumi liecina, ka viens no
galvenajiem nelaimes gadijumu c€loniem ir darba un civilas aizsardzibas noteikumu
neievéroSana, vienaldziga attiecksme pret tiem. Darbinieki, darba devgji, darba
aizsardzibas specialisti un sabiedriba kopuma ne vienmér izprot to nozimi drosa,
veselibai nekaitiga un ilgtspéjiga darba istenosana. Noteikumus zina, bet neievéro vai
ar1 ievero formali, Tpasi tad, kad veselibas problému sekas neiestajas uzreiz, bet péc
laika. Lai panaktu situacijas uzlaboSanu, japilnveido darba aizsardzibas specialistu
kompetence, javeicina darbinieku pozitiva atticksme pret darba un civilo aizsardzibu.

Promocijas darba pirmaja dala analiz&ts un izvertéts kompetences jédziens, termina
kompetence lietojums, kompetences veidi, kompetences komponenti, darba
aizsardzibas specialistu kompetence un tas ieguves modelis .

Promocijas darba otraja dala analizEta un izvertéta kompetences veido$anas un
attTstiba darba un civilas aizsardzibas studiju un darba vidg, tas modeli. Pamatojoties uz
teorétiskajiem pétijumiem un autores pieredzi, izstradats kompetences veidoSanas un
attistibas strukturali procesualais modelis darba vidg.

Promocijas darba tresaja dala raksturoti eksperimentalie p&tfjumi un to rezultati.
Pétitas vertibas un atticksme pret darba un civilo aizsardzibu, ka ari kompetences
veidoSanas un attistiba. Pilnveidots un izverteéts darba aizsardzibas specialistu
kompetences veidoSanas un attistibas modelis. Veicot modela ekspertvértéjumu
konstatgts, ka to iesp&jams izmantot darba aizsardzibas un citu specialistu macibu un
studiju planoSana, ka arT informalajas macibas, lai Tstenotu specialistu paspilnveidi.
Modelis aprobéts macibas, studijas un prakse.

Eksperimentalie pétijumi apstiprindgja promocijas darba pétitas problémas
nozimigumu un aktualitati.

Promocijas darba ietvaros veikto pétijumu rezultata izstradats darba aizsardzibas
specialistu profesionalas kompetences struktiiras, komponentu un raditaju teorctiskais
pamatojums, ka arT darba aizsardzibas specialistu kompetenc€ balstitas atbildigas
atticksmes veidoSanas un attistibas pamatojums.

Pétijuma praktiska aktualitate

P&tijuma aktualitati raksturo nelaimes gadijumu skaits un to dinamika Latvija, ka ar1
nelaimes gadijumu skaita salidzinajums ar analogiem datiem citas Eiropas Savienibas
valstis.

Promocijas darba autores personigas pieredzes refleksija un nestrukturétie
noverojumi liecina, ka darba un civilas aizsardzibas noteikumi ne vienmer tiek ieveroti.
Viens no iemesliem ir nekvalitativas, loti liela apjoma darba droSibas instrukcijas un
instruktazu neatbilstiba stradajoSo sagatavotibai un konkrétai situacijai. Nereti
instruktazas notiek formali. Instrukcijas dod izlasit, bet neizskaidro un noforme



dokumentu ar stradajoso parakstiem. Negativa pieredze veidojusies vairaku gadu
garuma gan gimeng, gan sabiedriba kopuma.

Civilas aizsardzibas tiesiskie akti reglamentg apzinat iesp&jamos ieksgjos un argjos
apdraud@jumus, nosakot uzn€muma darbinieku planoto ricibu iespgjama apdraud&juma
gadijuma, veidojot zinaSanu, prasmju un attieksmju kopumu par ikdiena iesp&jamiem
bistamiem notikumiem, drosas uzvedibas principiem, ka arT katastrofam, kas var notikt,
IpaSu uzmanibu pieverSot ricibai arkartas gadijumos, kuru varbiitiba palielinas.

Izvertgjot autores pieredzi un apzinato autoru atzinas, konstatéta darba aizsardzibas
specialistu kompetences Tpasa nozime. Kompetence veidojas un attistas studentiem, ka
ar1 institiciju un uznémumu darbiniekiem (specialistiem un stradniekiem).

Petijuma zinatniska aktualitate

Viens no divdesmit pirma gadsimta izglitibas uzdevumiem ir nodrosinat sabiedribas
ilgtsp@jigu attistibu. Tas nodrosinasana bitiska ir katra sabiedribas locekla dzivibas un
veselibas saglabasana, ka art labjutes (wellness) veicinasana visa miiza garuma.

Jaunakas zinatniskas publikacijas pasaulé darba un civilas aizsardzibas joma ir
aktualiz&jusas problémas civilas aizsardzibas joma, kas galvenokart saistitas ar teroraktu
apdraud&jumu.

Latvija civilas aizsardzibas un katastrofu parvaldibas joma veikti pétijumu
ugunsdzesibas joma (Kiselovs, Jemeljanovs, levins, 2017).

Pasaules pétijumos aktualiz&ta ari labjutes programmu nepiecie$amiba - darba
dev&ju apmaksatas un organizétas programmas, kas paredz€tas, lai atbalstitu
darbiniekus (dazkart arT vinu gimenes) paaugstinat dzives kvalitati, samazinat riskus,
kas negativi ietekmé veselibu, efektivi paaugstinat fizisko un garigo labsajitu (Berry,
Mirabito, Baun, 2010). Programmas nodro$ina efektivu personisko un profesionalo
problému risinasanu, lai mainttu attieksmi, uzvedibas veidu un savus paradumus
(smekesana, parmeriga alkoholisko dzerienu lietoSana, neveseligas €Sanas paradumus),
jo tikai ilgtsp@jigas izglitibas programmas biis veiksmigas labjiites risinajums darba
vietas un uzvedibas maina (Workplace Wellness Programs.., 2013; Workplace wellness
can., n.d.).

Imants Bertaitis atzimé: ,Loti plasi pétjjumi pasaulé ir veikti profesionala
talakizglitiba, bet nav atrasti pétijumi par darba aizsardzibas specialistu talakizglitibu.
Latvija veiktie p&tijumi ir saistiti tikai ar arodmedicinas jomu” (Beértaitis, 2013, 18), jo
darba aizsardziba tiek ieklauta vadibas menedZmenta programmas (Daniellou, 2006;
Eraut, 1994; 2004; Smith, Hogg, 2008; Zohar, 2004).

Latvija petijumi galvenokart veikti arodmedicinas joma (Roja, 2001; 2008; 2016,
Eglite, 2008; 2012; Vanadzins, 2015) un darba aizsardzibas organizaciju uznémumos
un iestades (Kalkis, V., 2008; Roja, Z., Kalkis, H., Roja, L., 2016).

Latvija Imants Bertaitis (2013) izstradajis un aprobgjis darba aizsardzibas specialista
pedagogiskas kompetences un tas ieguves modeli.

Eiropa darba aizsardziba tiek ieklauta vadibas menedzmenta programmas
(Daniellou, 2006; Eraut, 1994; 2004; Smith, Hogg, 2008; Zohar, 2004).

Eiropa tiek lietots termins - Darba dro$iba un veselibas aizsardziba, bet Latvija -
Darba aizsardziba. Lidzigi ir ar darba aizsardzibas specialistu.
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Ieprieks mingtais pamato p&tfjuma temata izveli un aktualitati.

Pétfjuma temats
Darba un civilas aizsardzibas kompetences veidosanas un attistiba studiju un darba
vide.

Pétijuma objekts
Darba aizsardzibas specialistu kompetence.

Pétijuma priekSmets
Darba aizsardzibas specialistu kompetences veidosanas un attistiba.

Pétijuma merkis
Darba un civilas aizsardzibas kompetences veidosanas un attistibas studiju un
darba vide teor€tiskais pamatojums un izvert€jums. Darba aizsardzibas specialistu
kompetences veidoSanas un attistibas modeli, to komponenti, modelu un komponentu
formulgjumu eksperimentalais izvertgjums.

Petljuma jautajumi

e Kadas ir butiskakas teorétiskas atzinas par kompetencé balstTtu macibu un studiju
procesu un attiecksmes veidoSanos un attistibu?

o Kada ir atticksme pret darba un civilas aizsardzibas macibam un noteikumu
ievéroSanu?

e Ka notiek specialistu kompetences veidoSanas un attistiba darba un civilas
aizsardzibas macibas, studijas un darba?

e Kads ir kompetence balstits darba aizsardzibas specialistu kompetences veidosanas
un attistibas modelis?

Pétijjuma uzdevumi

e Analizét kompetences definicijas un skaidrojumus, izvértét kompetences veidosanas
un attistibas teorétiskas atzinas darba un civilas aizsardzibas konteksta.

e Izvertet attieksmi pret darba un civilo aizsardzibu, ka arT darba un civilas
aizsardzibas noteikumu ievéro$anu.

e Analizét psihoemocionalo riska faktoru un vertibu saistibu ar darba aizsardzibas
specialistu kompetenci.

e Attistit darba un civilas aizsardzibas macibas un studijas. Izvertet specialistu
kompetences un attieksmes veido$anos un attistibu macibas, studijas un darba.

e Izstradat kompetencé balstitu darba aizsardzibas specialistu kompetences
veidoSanas un attistibas modeli, raksturot ta komponentus.

o Veikt darba aizsardzibas specialistu kompetences veidoSanas un attistibas modela
ekspertvertésanu, korigé$anu un aprobaciju.
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Pétijuma metodika

Teorétiskie petijumi:

e literatiiras un avotu apzinasana, analize un atzinu izvertésana;
e UNESCO, ES un LR dokumentu analize.

Eksperimentalie p&tijumi:

o dabiskais eksperiments;

e gadijumu pétfjumi;

e noverojumi, intervijas, aptaujas.

Ekspertvertesana.

Kontentanalize.

Parametrisko un neparametrisko statistiku noteikSana un analize.
Eksperimentalie pétijjumi struktur&ti atbilsto§i procesa-cilvéka-konteksta-laika

modelim.

Petijuma baze un respondenti

LLU Meza fakultates personals.

Programma “Darba aizsardziba un drosiba” studgjoSie, organizaciju un uzn€mumu
personals — darba aizsardzibas un citu profesiju specialisti un stradnieki.

Rigas Stradina universitates Darba drosibas un vides veselibas institiits — darba
aizsardzibas specialistu anonima aptauja institlita organiz€to profesionalas
pilnveides kursa laika.

LLU, LU, RTU studenti, kas apgiist darba un civilas aizsardzibas studiju kursus.

Pétijuma zinatniska novitate

Izstradatas darba aizsardzibas specialistu kompetences struktiiras, komponentu un
raditaju darba un civilas aizsardzibas studiju un darba vidg teorétiskais pamatojums
un veikts eksperimentals izvertgjums.

Izvértéta darba aizsardzibas specialistu kompetences veidoSanas un attistiba darba
un civilas aizsardzibas macibas, studijas un darba.

Izstradats un aprobéts darba aizsardzibas specialistu kompetences veidoSanas un
attistibas modelis.

Péetijuma praktiska nozimiba

Pilnveidotas specialitates Darba aizsardziba un drosiba studiju kursu programmas
un to TIstenoSana, izmantojot pétljluma pamatotds zinaSanas, prasmes un
kompetences, ka arT jaunveidotos attieksmes un saprotamibas formul&umus.
Izstradatais darba aizsardzibas specialistu kompetences veidoSanas un attistibas
modelis aprobéts gan studiju, gan darba vidg, pielagojams citu specialitasu studiju
programmu pilnveidei.



Pétljuma posmi

1. posms no 2012. lidz 2015. gadam.

Literatiras un avotu apzinaSana, analize un izveértéSana, zinatniska aparata
izstradasana.

Kompetences veidosanas un attistiba darba un civilas aizsardzibas studiju un darba
vide teordtiska pamatojuma izstradasana. Specialistu kompetences veidosanas un
attTstibas modela izstradasana. Eksperimentalo p&tjjumu programmas izstrade.

2. posms no 2015. 1idz 2016. gadam.

Specialistu kompetences veidoSanas un attistibas darba un civilas aizsardzibas
macibas, studijas un darba eksperimentalie petijumi.

3. posms 2017. 1idz 2018. gadam.

Darba aizsardzibas specialistu kompetences veidoSanas un attistibas modela
ekspertverteésana, korekcija un aprobacija.

Pétijuma robezas

Darba aizsardzibas vecakais specialists uzneémuma veic darba aizsardzibas sisteémas
organiz&sanu, darba vides iek$€jo uzraudzibu, ka arT ekspertizi darba aizsardzibas joma;
ka kompetents specialists parzina darba aizsardzibas un apkartgjas vides aizsardzibas
jautajumus un pielieto ar tiem saistitos normativos aktus; veic zinatniski pedagogiskas
darbibas darba aizsardzibas joma. (Darba aizsardzibas vecaka specialista profesijas
standarts, 2011). Specialistam jaapgist sp&jas noveértét un planot nepiecieSamas
darbibas ricibai arkartas situacijas, kas ir civilas aizsardzibas normativo aktu konteksta.

Izglitibas noliiks ir panakt, lai kompetents specialists ieglistot zina§anas, prasmes un

Sp&jas prot novertét veselibu ka Iidzekli ilgtsp&jas nodrosinasanai, dzives kvalitates

uzlaboSanai, ka arT izmantot un ietekméet apstaklus, kuri iespaido cilvéka veselibu. Lai

sasniegtu pilnigu fizisku, garigu un socialu labklajibu, specialistam jaspgj identificet un

realizét veélmi apmierinat vajadzibas un izmainit vai sakartot apkartgjo vidi.
Eksperimentalie pétijumi veikti ka dabiskais eksperiments (Bronfenbrenner, 1976)

macibu, studiju un darba vide, saglabajot studiju planos un darba aizsardzibas

dokumentos paredzgto aktivitasu (nodarbibu, sesiju u.tml.) secibu. P&tijumu ievirze
balstas uz datoru lietoSanas noteikumu ievérosanas izpéti (skat. 3.1.1. apaksnodalu), jo
datorus ilgstosi izmanto gan studenti, gan specialisti studijas, darba un ikdienas dzive.

Dati iegiti tris Latvijas universitatés (datu, metoZzu un pé&tnieku triangulacija).To

izverteéSana veicinaja talako petijumu robezu preciz&Sanu.

Darba un civilas aizsardzibas kompetences veidoSanas un attistibas studiju un darba
vide€ un tas modela izveidg iesaistiti $adi dalibnieki.

1. Studenti cetras studiju programmas tris Latvijas universitateés: Latvijas
Lauksaimniecibas universitate, Latvijas Universitateé, Rigas Tehniska universitate.
Visi darba aizsardzibas programmu studenti paraléli studijam stradaja dazadas
profesijas: uzneémumu vaditaji, juristi, inZenieri celtnieki, topografisti u.c.

2. Septini dazadu profesiju specialisti — sociologs, jurists, gramatvedis, partikas
tehnologs, pedagogs, darba aizsardzibas specialists, psihologs.

3. Rigas Stradina universitates agentaras Darba dro$ibas un vides veselibas institata
darba aizsardzibas specialistu profesionalas pilnveides kursa dalibnieki.
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4. LLU nepilna laika EKI 7. Iimena studiju programmas Darba aizsardziba un drosiba
studenti un dazadu Latvijas organizaciju un uznémumu personals — specialisti un
stradnieki.

5. Darba aizsardzibas specialistu kompetences veidosanas un attistibas modelis un taja
ieklautie komponentu raksturojumi un to formulgjumi ir izstradati, analiz€ti un
izvertéti, petijuma iesaistot: Latvijas Lauksaimniecibas universitates ekspertus;
Apvienotas drosibas nozaru arodbiedribas priekSsedetajs, izglitibas eksperts;
Mezizstrades SIA uzn€muma darba aizsardzibas specialists; AS — darba aizsardzibas
specialists un lektors; vieslektors LU un LLU, darba aizsardzibas eksperts.
Pamatojoties uz Guy Le Boterf (Le Boterf, 1998; 2004; 2008), Edvarda Villa Teilora

(Taylor, 2007) paplasinata piecu pakapju (Re '5th stage') apzinatas kompetences modela

(Will Taylor's conscious competence expanded model) un (Bates, 2016; Goulmens,

2001), ka ar1 (Briede, 1998; 2009; 2011; Briede, Bimane, 2010; u.c. teorgtiskajiem

petijumiem) izveidots specialistu kompetences veidoSanas un attisttbas modelis un

veikts ekspertvertgjums.

Pamatojoties uz ekspertvert€jumu, izvertgjot teoretiskas atzinas, izveidots
specialistu kompetences veidoSanas un attistibas modelis darba un civilaja aizsardziba.

Nemot véra ekspertu ieteikumus, modelis tika korigéts, lai modeli labak
atspogulotos atskiribas starp Kompetenci - 1 un Kompetenci — 2 papildinats modela
attéla (skat. 1. att.) nosaukums ar tekstu: kompetence (1) — kompetences sakotngjais
limenis, kas sasniegts lidz macibam vai studijam; kompetence (2) — paaugstinats
kompetences Iimenis, kas sasniegts macibu, studiju un pieredzes ietekmé, rezultata
izveidojot darba aizsardzibas specialistu kompetences veidosanas un attistibas modelis.

Tezes aizstavesanai

1. Darba aizsardzibas specialistu kompetence drosSa, veselibai nekaitiga un ilgtsp&jiga
darba 1stenoSanai ietver atticksmes, zinaSanu, prasmju un saprotamibas
komponentus.

2. Darba aizsardzibas specialistu kompetences attistiba balstas uz atbildigu attieksmi
un saistita ar sp&ju veidot un attistit drosu, veselibai nekaitigu un ilgtsp&jigu darba
vidi, veidot un attTstit macibu vidi, planot, organizét un vadit macibas un instruktazas
uznémumos, sp&ju saprotami, atbilstosi konkréta klausitaja vai macibu grupas
dalibnieku priek$zinasanu Iimenim izskaidrot jautajumus par droSu, veselibai
nekaitigu un ilgtspg&jigu darbu, ka arT sagatavot un pilnveidot metodiskos materialus
un instrukcijas.

3. Darba aizsardzibas specialistu kompetences attistiba macibas, studijas un darba tiek
veicinata, izmantojot kompetences veidoSanas un attisttbas modeli. Modeli
parveidojot, iesp&jams izmantot citu specialitasu studiju programmu pilnveidei.



Promocijas darba visparéjs raksturojums

1. Kompetence darba un civilaja aizsardziba

1.1. Kompetences jédziens un termina kompetence lietojums

Kompetences raksturojums, tas veidoSanas un attistiba darba un civilas aizsardzibas
studiju un darba vidé analizéta un izverteta, izmantojot $adu autoru atzinas: R. Boyatzis,
B. Briede, J. Burke, H. L. Dreyfus, S. E. Dreyfus, D. D. Dubois, E. Garcia-Barriocanal,
W. M. Gibson, D. Guerrero, R. M. Guion, J. Habermass, J. A. C. Hattie, T. Hoffmann,
A. Homi¢a, R. Lauzacks, G. Le Boterf, A.Rauhvargers, J. Raven, D.S. Rychen,
L. H. Salganik, W. Taylor, A. 3umnss, Jx. Pasen, I'. Tuxomuposa, M. A. XonozaHasl.

Moderna termina atbilsto$u lietojumu nosaka konteksts. Konstatéta kompetences
terminu, to tulkojumu, lietojumu un definiciju daudzveidiba. Terminus izvéloties,
japamatojas uz darba un civilas aizsardzibas kontekstu.

Terminam kompetence ir divas galvenas nozimes. Pirma attiecas uz macibu rezultatu
— kompetentu sniegumu vai veiktsp&ju, bet otra — uz kompetentam personam, kas
sasniedz rezultatu.

Analizgjot apzinatas publikacijas, apkopotas s§adas atzinas.

Kompetence ir pieradita sp&ja izmantot zinaSanas, prasmes un personiskas, socialas
un/vai metodiskas sp&jas darba un macibu situacijas un profesionalaja un personigaja
attistiba. Kompetence ir saistita ar atbildibu un autonomiju.

Tris galvenie savstarpgji saistitic kompetences veidi ir individuala (pas-,
sociokulturald), sociala un profesionala. Tie ietver §adas komponentu grupas: zinasanas,
prasmes, vertibas, &tika, atticksme, radosums, domasana.

Kompetences pamats ir kvalifikacija — attiecigu zinasanu, sp&ju un iemanu kopums,
kuru iegtistot cilveéks var kompetenti stradat atbilstoSa veida un sarezgitibas darbu.

Kompetence ir cilvéka pamatraksturojums, kur§ parada domasanas vai uzvedibas
veidu un ir noturigs ilga laika perioda.

Kompetenci raksturo:

ka zinasanu, prasmju un attieksmju kopumu, kas kvalific€ noteikta veida vai limena

uzdevumu veikSanai;

ka macibu rezultatus kas atbilst ieprieks noteiktiem standartiem;

ka sp&u piemérot macibu rezultatus noteikta konteksta — izglitiba, darbs,
personiska vai profesionala attistiba;

ka sp&u darboties — komunic€t un izprast, spriest un rikoties, nepartraukti
attistities;

ka sp&ju veikt dotos uzdevumus reala vai imitéta darba situacija;

ka instrumentus, kurus darbinieki izmanto dazadu darba veidu vai uzdevumu

veikSanai.

Kompetences pilnveide koncentréta uz personibas attistibu un aptver socialas,
kognitivas, emocionalas un gribas attistibas iezimes, ietverot zinasanas, prasmes un
attieksmes.
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Kompetencu pilnveidé izmanto divu veidu resursus: iek$€jos — zinasanas, prasmes,
iemanas, attieksmes; ar&jos — personigie sakari un datu bazes.

Kompetence un darba &tika ietekmé profesionalo kultiiru un organizacijas kultiiru.

Organizacijas kultiira — organizacija valdoSo uzskatu, vertiborientaciju, socialo
normu un uzvedibas standartu kopums, kas vieno un saliedé darbiniekus, ietekmé&
organizacijas darba potencialu.

Organizacijas darba potenciala komponenti ir veseliba, vienlidziba un spg&ja stradat
kolektiva, radosais potencials, aktivitate, organizétiba, izglitiba, profesionalitate, darba
laika resursi, ka ar, profesionala kulttira.

Darba aizsardzibas specialistu kompetences konteksta loti nozimiga ir labas prakses
ievieSana.

Laba prakse ir praktiski un efektivi risinajumi darba drosibai.

Kompetentas augstakas izglitibas pirmais uzdevums ir noteikt, kuras kompetences
un kompetences Iimenis studentiem jaiegiist studiju programma. Lietderigi izveidot
atbilstosu kompetences modeli.

1.2. apaks$nodala Kompetences veidi raksturotas kompetencu struktiiras un veidi,
profesionala kompetence; vadibas kompetence un psihologiska kompetence.

Analizgjot apzinatas publikacijas B. Briede, G. Catlaks, F. Delamare Le Deist,
D. Guerrero, J. A. C. Hattie, L. Rutka, L. M. Spencer, JIx. Pasen, apkopotas $adas
atzinas.

Kompetences skaidrojumam ir vairakas pieejas. Raksturotas Cetras pieejas.

Pirma pieeja akcenté kompetences pieradisanu tada darbiba, kur centra ir novérojami

macisanas procesa rezultati.

Otras pieejas centra ir kompetences kvalitate un ltmenis, ka arT individa 1pasibas.

Tresa pieeja attiecas uz individa zinaSanam, prasmém, atticksmém un citiem

raditajiem.

Ceturta pieeja ietver savstarp€ji saskanotas pirmo tris pieeju variacijas.

Darba un civilas aizsardzibas konteksta atbilstosaka ir ceturta pieeja, kas ietver
savstarpgji saskanotas pirmo trTs pieeju variacijas. Ta sekmé individa Ipasibu, tai skaita
attieksmes izmainas, zina$anu un prasmju pilnveidi.

Kompetencu pieeja izglitiba 21.gs. balstita uz pamata pien€mumu: akcentét individa
sp&ju reflektét, izmantot savas metakognitivas prasmes, biit radosam, patstavigam sava
domasana un kritiski izv&rtét savu ricibu un uznemties par to atbildibu.

Raksturoti dazadas kompetences un kompetencu veidu iedalfjumi: intelektualas,
akad@miskas un praktiskas — raksturo prasmes un iemanas, profesionalo &tiku un
atbildibu; meta kompetence, kas saistitas ar citu kompetencu apguvi; individuala
kompetence un institucionala kompetence; &tiska kompetence; informativa kompetence;
intelektuala kompetence; metodiska kompetence; sociala kompetence, kognitivas
kompetences.

Metakompetences nepieciesamas jebkuram kompetencu veidam. Tas var nosaukt
par caurviju kompetencém.
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Kompetencu raksturojuma tipi: motivi; iezimes — fiziskas Ipasibas un atbildes
reakcija uz situaciju vai informaciju, emocionala paSkontrole un iniciativa; es
koncepcija — cilveka atticksme, vertibas vai pastéls; zina$anas; prasmes.

Kognitivas prasmes ietver analitisko domasanu un konceptualo domasanu.

Konkréta kompetences veida nozimigums darba aizsardziba atkarigs no specialista
statusa un izpildama uzdevuma — macibas, instru€sana, riska faktoru noteikSana u.c.

Darba un civilas aizsardzibas specialistu kompetenci var raksturot ka profesionalo
kompetenci.

Profesionala kompetence ir sp€ja realizét aktivitates amata funkciju ietvaros,
zinasanu selektiva izvele veidojot prasmes, sp&ja integrét zinasanas un vértibas mérku
sasniegSanai profesionala darba. Darba un civilaja aizsardziba specialistu spgjai integret
zinasanas jabilit noteicoSam faktoram, bet vertibas mérku sasniegSanai jabalsta uz
veselibas saglabasanu visa miiza garuma.

Profesionalajai kompetencei jabalstas uz &tiku ka profesionalitati — godigumu,
atbildibu par kvalitati un sekam, zinasanam, ka rikoties, jaattista domasanas prasmes,
pamatojoties uz izpratni, nevis tikai standartiem. Lai rikotos kompetenti nepiecieSama
individa motivacija un stimuls — vélme rikoties, uznemties atbildibu, risku.

Profesionala kompetence balstitu ricibu ietekmé socialie apstakli — organizacijas
menedzments, grupas kompetence, konteksts.

Darba aizsardzibas specialistiem TpaSi svarigas profesionalas kompetences
sastavdalas ir lémumu pienemsana, izpratnes padzilinaSana, prasmju Iimena
paaugstinasana, dzives prasmju apgii$ana, problému risinasana un rado$a domasana
preventivo pasakumu planoSana un organizé$ana. Profesionalaja izaugsmé nozimiga
savas personibas pilnveide, zinaSanu, prasmju, kvalifikacijas paSanalize,
pasnovertéjums; emocionalas pasregulacijas uzlabosana, attiecibu analize un veidosana.

Profesionalas kompetences komponentus veido personala sp€jas, motivi, pastels,
piemerotiba, iemanas, atticksmes un vertibas, kuras ir papildinatas un integrétas ar
citiem darba vides konteksta esoSiem elementiem — zinasanam, prasmém, iemanam,
vertibam un pieredzi.

Pamatkompetences — zinasanu, prasmju un attiecksmju kopums, kas nepiecie$sams
personibas paspilnveidei, un sekmé socialo ieklausanos un nodarbinatibu.

Individu galvenas aktivitates karjeras attistiba un dzives kvalitati kopuma aptver
astonas bazes jeb pamatkompetences: sazinaSanas dzimtaja valoda; sazinasana
sve§valodas; matematiska kompetence un pamatkompetences zinatné un tehnologija;
digitala kompetence; maciSanas macities; sociala un pilsoniska kompetence; uznémiba:
kulttiras apzinasanas un izpratne.

Profesionalas kompetences raditaju grupas: zinaSanu un prasmju nepartraukta
pilnveide; profesionalim nepiecieSama sociala kompetence; darba funkcijas, pienakumi,
atbildiba un autonomija darba vieta; profesionalas vértibas un &tika; profesionala
atziSana un eksperta darbs; dazadu spgju attistiba gan karjera, gan ikdiena; uznémuma
ideologija un profesionalisma attiecibas; profesionalais radoSums.

Profesionalas kompetences raditaji var tikt izmantoti veiksmigas profesionalas
darbibas raksturoSanai un profesiju standartu veidoSana.
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Personala vadiba kompetences jedziens tiek lietots, lai raksturotu darbinieka
uzvedibas vai ricibas modelus tipiskas darba situacijas, kas palidz aprakstit un skaidrot,
kada veida, ar kadam prasmém darbs ir jadara.

Biezak izmantotie darbinieka novértéSanas kritériji: zinasanas, prasmes un darba
sniegums.

Darba aizsardzibas specialistam, Tstenojot macibas un veicinot personala attistibu
darba aizsardzibas joma, nepiecieSama psihologiska kompetence.

Psihologiska kompetence sekmé personibas mérku sasniegSanu un socializacijas
procesu multikulturala vidé. Psihologiska kompetence ietekmé sabiedriba domingjo$o
formalo attieksmi pret darba un civilas aizsardzibas normativu ievérosanu.

Darbinieku psihologiska kompetence ir organizacijas kulttiras pamatelements.

Psihologiskas kompetences raditaji: rado$a domasana, empatija, emociju vadiSana,
stresa kontroléSana.

Psihologiskas kompetences izpauZzas lémumu pienems$ana, problému risinasana,
efektiva komunikacija, starppersonu sadarbiba.

Kompetence nepartraukti pilnveidojas un attistas cilvéka dzives laika.

Raksturotas profesionalas attistibas pakapes: iesacgjs, pieredzgjis iesacgjs,
kompetents, lietpratgjs, eksperts.

Darba un civilas aizsardzibas specialistu profesionalaja izaugsmé nozimiga savas
personibas pilnveide, zinasanu, prasmju, kvalifikacijas paSanalize, pasnovertgjums,
emocionalas pasregulacijas uzlabosana, attiecibu analize un veidosana.

1.3. apaks$nodala Kompetences komponenti analizéta un izveértéta attieksme,
zinaSanas, prasmes, radoSums, profesionala &tika, komunikacija, emocionala
inteligence, intuicija, refleksija; kompetences komponentu modelis, kompetences
attistiba.

Analiz€jot apzinatas publikacijas |. Ajzen, T. Amabile, I. Broks, E. De Bono,
F. Delamare Le Deist, P.F. Drucker, R. Finke, E. Garcia-Barriocanal, J. O. Greene,
J. D. Mayer, P.Meusburger, M. D. Mumford, |. Muraskovska, D.S. Rychen,
R. J. Sternberg, K. Tirri, apkopotas $adas atzinas.

Kompetentam specialistam darba un civilaja aizsardziba jaattista sp&jas izveidot un
attistit macibu vidi, organizét macibu procesu sadarbiba ar citiem specialistiem, vadit
grupas darbu un izglitojamo emocionalo stavokli macibu procesa, novértét macibu
rezultatus, vadit savu profesionalo izaugsmi, izprast un noteikt darba vides risku
faktorus, tai skaita, psihoemocionalos riska faktorus, izprast stresa un emocionalas
izdeg8anas sindroma veidoSanos, formalas attiecksmes pret darba un civilo aizsardzibu
veidoSanas c€lonus.

Kompetences komponentu raksturojums pamatojieties uz vertibu sisteému:
kognitivais komponents — zinaSanas un prasmes; konativais komponents — centieni
sasniegt merki; afektivais komponents — emocionala fleksibilitate. Min&tie komponenti
veicina kompetenti orientetu uzvedibu.

Zinasanas veido personala intelektualo kapitalu, kas tiek uzskatits par organizacijas
efektivitates nodroSinataju. Tas veicina organizacijas konkur&tsp&jas — nepiecieSama
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organizacijas vaditaju pozitiva attieksme personala zinaSanu paaugstinasana darba
konteksta.

Zinasanu sabiedribas konteksta visaugstak tiek veérteta cilveéku spgja efektivi un
gudri radit un izmantot zinasanas pastavigi mainigos apstaklos. NepietiekoSas zinaSanas
un neatbilstosa attieksme palielina nelaimes gadfjumu varbiitibu.

Kompetentam darba aizsardzibas specialistam nepiecie$ama izpratne par savam
zinasanam un sp&ja veikt pasvertgjumu.

Prasmes ir sp&ja piemérot zinasanas, lai veiktu praktiskus un teorétiskus uzdevumus.
Kognitivas prasmes — logiskas, intuitivas un rado$as domasanas izmantoSana. Praktiskas
prasmes ietver roku veiklibu, materialu, darba riku un instrumentu izmantos$anu.

Dzives prasmes veicina sekmigu dzivi un labklajibu.

Terminam creativity Latvijas Zinatnu akadémijas Terminologijas komisijas ieteikusi
tulkojumu radoSums, kur§ praksé jau lietots.

Radosa un kritiska domasana veido kompleksas domasanas procesu, kura rezultata
cilveks spgj pienemt radosus un pamatotus lémumus Kkonkrétas, biezi vien
netradicionalas, situacijas.

Radosums nav jauztver, ka iedzimta 1pasiba, bet gan ka attieksmes pret dzivi, ka
prasmes un speju kopums un jaunrade, kas attistas problému risinas$ana un l€mumu
pienemsana. RadoSo domasanu var attistit macibu procesa, $o procesu ietekmé vide.

Radoss cilveks nevar paust vienadu radosumu un efektivitati visas jomas, svarigs ir
konteksts un specifiska nozare.

RadoSuma avoti: zinaSanu parkartosana, zinaSanu apstradasanas mehanismi,
psihologiskie dzinuli, kas ir pa$a rado$a personiba — zinatkare, zinkare,
pasapliecinasanas tieksme, identifikacijas gataviba.

RadoSums razosanas procesa ir atsevisku personu vai nelielas personu grupas, jaunu
un noderigu ideju radiSana, lai uzlabotu darba vidi.

RadoSums var izpausties: ekspertizeé, radoSas domasanas prasmés, motivacija.
Svarigi, lai ta butu ieks$€ja nepiecieSamiba, nevis stimuls no arienes — tieSi S§is
komponents ir viens no raksturigakajiem, kas ietekmé& darba vidi.

Radosai domasanai ir divi komponenti: atbrivoSanas no vecam stereotipa idejam,
priekSstatiem, pieejam, metodém,; jauno ideju un priek$statu generésana.

RadoSums pedagogiskaja darbiba veicina profesionalo un personigo izaugsmi un
darbibas kvalitati, ka arf pasarga no profesionalas izdegsanas.

Brieduma gados radoSumu veicina darbibas motivacija, meistariba un parlieciba par
sevi, kas ir butiska darba aizsardzibas specialistiem, kam japienem adekvati 1émumi
arkartas situacijas.

Inteligencei ir sp&jas kritiski un patstavigi spriest; orient€ties jaunas situacijas,
pieméroties jauniem uzdevumiem; tvert paradibu biittbu un jégu; smalki izjust,
pardzivot un pareizi vertét visu, kas cilvecigi, muzigi vertigs un nozimigs; ierobezot un
apskaidrot cilvéciskas dabas zemakas dzinas un potences.

Inteligenci raksturo ne tikai inteligences koeficients, bet ari personibas &tiskas un
estétiskas vertibas.
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Profesionala &tika apliko &tikas aspektus saistiba ar atbilstoSo profesionalas
darbibas jomu: noteikts individa darba uzturéSanas likumu un normu kopums, vina
atticksme pret darbu un sava darba rezultatu.

Pedagoga &tikas nozimigakas vertibas ir humanisms, godigums, taisnigums, briviba.

Izglitiba, kas balstas uz vertibam, nepiecieSams radit atbilstosu vidi, kas balstas uz
étiku, kur domin€ cienpilnas pedagoga un studenta attiecibas. Galvenie principi:
kompetence, atbildiba, godigums, taisnigums, ciepa, vardu un darbu saskanotiba
humanisms, ieinteresétiba, konfidencialitate.

Profesionalas &tikas principu ievéroSana Ipasi nozimiga izvertgjot smagos nelaimes
gadijumus, kuros iestdjusies cietusa nave vai invaliditate, jo darba aizsardzibas
specialistam jatiekas ar nelaimes gadijuma aculieciniekiem un cietusa tuviniekiem. Nav
pielaujama notikuma att€lu demonstréSana macibas un instruktazas. Jaakcente
profilakse, kas noverstu §adus nelaimes gadijumus.

Komunikacijas kompetence un komunikacijas prasmes nosaka ikdienas dzives
kvalitati un starppersonu saskarsmi, jo komunikacijas kompetence ir veiktas ricibas
kvalitates novertejums, bet komunikacijas prasmes ir ricibas specifika, sp&ja sasniegt
ricibas merki.

Komunikacijas prasmju apgiiSana pieauguso izglitiba jaieintegré sesi galvenie
komponenti:

1. novertgjums — ietver analizi par sakotngjam prasmém un rezultatu, ko vélams
sasniegt Tstenojot izglitibas programmu;

2. orient€Sanas — pieaugusajiem jasaprot kapec viniem nepieciesamas komunikacijas
prasmju apguisana;

3. instrukcijas — pieauguso izglittba jabat informacijai par prasmém, kuras
nepiecieSsams apgiit. Instrukcijas un macibas var but papildinatas ar mutiskam
prezentacijam un video, kas norada ko nedrikst darit un ka pareizi rikoties;

4. prakse — nozimigi ir izglitojama sp&ja novertét savu ricibu prakses laika. Praktiskam
macibam jabiut daudzveidigam, lai nekliitu garlaicigas un radttu interesi par prasmju
apgusanu,;

5. atgriezeniska saite — veicot kadu prasmi, izglitojamajam nepiecieSama atsauksme
par sniegumu. Atsauksmes var biit koriggjoSas ar mérki identific&t pielautas kladas,
ka arT motiv&josas turpinat pilnveidot savas prasmes;

6. novértgjums — péc macibu programmas apgisanas, tieck veikts novertéjums vai
ieglitas zinasanas izglitojamais izmanto arpus izglitibas vides (Greene, 2016).
Artikulacija darba aizsardzibas specialistu kompetences konteksta ir kvalitativi

izstradatas skaidri saprotamas instrukcijas un amatu apraksti, ka arT instruktazas.

Emocijas raksturo subjekta stavokli un attieksmi. Tas var biit pozitivas vai negativas.

Emocionala inteligence saistita ar kompetencém, sp&ju izprast savas emocijas, tas
parvaldit sadarbiba ar citiem, sp&ja motivet sevi darbibai un neatkapties grutibu prieksa,
spgja apvaldit nepacietibu un negaidit talit€jus panakumus, sp&ja nepadoties
garastavokla svarstibam, spgja just I1dzi citiem.

Emocionala inteligence nav iedzimta, to var attistit jebkurs cilvéks un ta sekmé: savu
emociju paziSanu un vadiSanu; citu cilveku emociju atpaziSanu; empatiju ka
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lidzpardzivojuma apgliSana un vadiSanu, prasmi veidot daudzveidigas attiecibas ar

lidzcilvekiem.

Vairakas publikacijas ieziméta emocionalas inteligences saistiba ar kompetenci.

Specialistu intuicija balstas uz neapzinatu pieredzi, izjiitam, nevis faktiem. Galvena
metode intuicijas izzinasana ir pa§novérosana

Intuicija ir automatiska, bez piepiiles un ta vada cilvéka dzivi. Intuicija var arT pievilt,
radot iesp&ju kludities.

Refleksija raksturota ka cilveka paSapzinasanas forma un domasanas bitiska
Ipatniba, kas nodroSina savu pardzivojumu un domu apceri. Tas veidi: elementara
refleksija — domu un ricibas analize un vért&jums; filosofiska refleksija — apzinas un
esamibas izzinoSa darbiba, izzinot cilvéka garigo attieksmi pret apkart esoSo un
atticksmi paSam pret sevi; fenomenologiska refleksija — apzinas izzinasanas metode.

Reflektjot par savam studijam, ar noliku apzinaties merki, tiek veicinata gan
kritiska refleksija, gan studiju izpratne. Reflektivitate ir domasanas satura un operaciju
atgriezeniskums, analizé$ana, domu un spriedumu kritiska izvert€sana, ka ar1, zinaSanu
un viedoklu aktiva parstrukturéSana, fleksibilitate, paskorekcija, lai nostiprinatu
jaunapgiitas zinasanas un, parstrukturgjot ieprieksgjos prieksstatus, rastu vietu jaunam
zinasanam.

Raksturots refleksijas seSu Iimenu modelis. Ta limeni:

e misija— modela centra ar centieniem izprast sevi;

o identitate — jarod atbilde uz jautajumu, kas es esmu;

e uzticiba, parlieciba, ceriba — kam es uzticos, par ko es esmu parliecinats? — ar
terminiem uzticiba, parlieciba vai ceriba jaizprot pieneémumi par pasauli ap mums,
kuru biezi neapzinamies;

e kompetences — kadas kompetences man piemit? — kompetencu izvertésana;

o uzvediba-— atbild uz jautajumiem: ko es daru, kada ir mana riciba, kads var bt ricibas
rezultats?

e vide— argjais Iimenis, kas aptver visus iepriek§€jos un atbild uz jautajumu, ka es
izturos vai sadarbojos ar to?

Refleksija $aja modeli ir saistita ar pasnovértéjumu un refleksiju par iespg&jam un
idealiem, koncentréSanas uz Seit-un-tagad un nakotni, koncentré$anas uz personas
varéSanu, koncentré$anas uz izpratni par savu vietu sabiedriba un attieksmi pret to.

Refleksiju ir raksturigaka pieauguso izglitibas pazime.

Darba aizsardzibas specialistiem refleksijas kompetence nepiecieSama savu
zinaSanu ltmena un sasniegumu novértésanai.

Pedagogiska intuicija veidojas dazados pedagogijas darbibas procesos: lasot
profesionalo vai specialo literattiru, analiz&jot pedagogisko situaciju, planosana, macibu
darba organizé$ana, pedagogiskas saskarsmes situacijas.

Izvertgjot atzinas apzinataja literatiira, ka arT personigo pieredzi darba aizsardziba,
darba autore izveidojusi modeli Darba aizsardzibas specialistu &tikas principi un to
saistiba ar kompetenci.

1.4. apakSnodala Darba un civilas aizsardzibas specialistu kompetence un tas
ieguves modelis raksturota kompetence un izglitiba, kompetences veidoSanas un
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attistibas modeli, kompetences komponenti un modelis. Izmantotas §adu autoru atzinas:
B. Bates, |. Bertaitis, C. L. Cooper, R. Frigg, S. Hartmann, E. Ippoliti, F. Korthagen,
T. Nickels, L. M. Spencer, S. M. Spencer, A. Watson, J. O. Zinn, B. A. Tonouek.

Analizgjot apzinatas publikacijas, apkopotas §adas atzinas.

Darba un civilas aizsardzibas specialisti profesionalaja darbiba balstas uz
kompetenci un veicina personala atbildigas atticksmes ka kompetences komponenta
veido§anos darba vidg.

Kompetences biitiba izpauzas ka cilvéka gataviba profesionalai darbibai, bet
kompetences attistiba notiek izglitibas procesa.

Darba aizsardzibas specialistu kompetence veidojas gan izglitibas vidé, gan darba
vide, gan arpus tas. Darba vides riska faktora identific€Sana un minimizé$ana sekmé
izvairi§anos no arkartas vai neparedzamu situaciju veidoSanos, veicinot darbinieka
veselibas nodrosinasanu.

Darba aizsardzibas specialista, darba dev&ja un darbinieka kompetence darba
aizsardziba ir pamats droSas darba vides veidosana.

Kompetence un izglitiba

Picauguso izglitiba maciSanas macities balstas uz studenta pasa apzinatu izpratni.
Izpratne par drosu darbu jaattista ne tikai darba aizsardzibas specialistu studijas, bet ar1
visas pargjas studiju programmas, darba aizsardzibas un ar to saistito studiju kursu
ietvaros.

Gan darba aizsardzibas specialisti, gan dazadas tautsaimniecibas nozargs stradajosie
ir pieaugusie, kuriem patstaviga domasana ir viens no atticksmes elementiem.

Pedagoga kompetences attistibai janotiek, kritiski izvértgjot sabiedriba domingjosos
viedoklus.

Transformativas maciSanas domingjoSie elementi: individuala pieredze, kritiska
refleksija, dialogs.

Darba aizsardzibas specialisti, pamatojoties uz esoSo pieredzi, personala macibas
veido dialogu un veic paSizvertjumu.

Specialistam japiemit radoSai domasanai, lai izvertetu riskus un pienemtu preventivo
pasakumu veiksanai atbilstoSus [emumus.

Studiju un iestadeés un uznémumos notieko$o macibu laika japilnveido veseliga,
drosa un ilgtsp€jiga darba istenoSanai nepiecieSamo personala kompetenci un mainitu
sabiedriba valdo$o formalo atticksmi pret darba un civilo aizsardzibu. Tas saistits ar
sevis un sabiedribas parveidosanu, kas atbilst UNESCO divdesmit pirma gadsimta
izglitibas ilgtspgjigas attistibas piektajam balstam Macities parveidot sevi un
sabiedribu.

Pieci izglitibas balsti ir biitisks 21. gs izglitibas attistibas un pilnveides orientieris
miuzizglitibas konteksta ka globala, ta art lokala méroga — izglitibas iestades, gimengs,
darba vietas.

Lielaka no cilvéces humanitarajam vertibam, kas izdzivojusi un turpina attistities art
XXI gadsimta sakuma, ir paSizglitibas vertiba. Pedagoga uzdevums ir $o vértibu
akcent&t cilvékos, kuri brieduma gados So vértibu neapzinas. Atzina aktuala darba un
civilas aizsardzibas konteksta, jo vertibu apzinaSanas un paSizglitoSanas dzives laika
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veicina darba un civilas aizsardzibas noteikumu ieveroSanu izglitibas iestades un arpus
tam.

Macibu procesa darba aizsardzibas specialistam nepiecieSama sp&ja apmacamo
uztvert ka lidzvertigu partneri, lai vina attistttu pasrefleksiju, akcentétu macisanos kopa
ar citiem un no citiem.

Raksturots autores izveidotais Specialistu kompetences veidoS$anas un attistibas
modelis. Taja ietverti $adi kompetences komponenti: neapzinata nekompetence,
apzinata nekompetence, apzinata kompetence, neapzinata kompetence. Modelis
pilnveidots un aprobéts eksperimentalajos pétijumos (skat. 3. darba dalu).

2. Kompetences veidoSanas un attistiba darba un civilas aizsardzibas studiju un
darba vide

Kompetences veidoSanas un attistiba darba un civilas aizsardzibas studiju un darba
vidg, attieksme, vertibas, uzvediba, pieauguso pedagogija, macibu metodes analizéta un
izvertéta, izmantojot $adu autoru atzinas: I. Ajzen, G.W. Allport, I. Belickis,
S. Chaiken, E. N.Chapmans, M. D. Cooper, T.Cox, S.Cox, R.S.Crutchfield,
A. Dauge, A. H. Eagly, M. Fishbein, R. Garleja, A. G. Greenwald, F. W. Guldenmund,
G. Herek, M. A . Hogg, D.Krech, G.R.Maio, J.M.Olson, S.L.O'Neils,
M. Plaveniece, A.R.Pratkanis, J. Reason, J.R.Smith, G.Svence, A. Spona,
V. Zelmenis, A. H. Jleoutses, /. PaBeH.

Apaks$nodala 2.1. Attieksmes ka kompetences komponents, izpratne par
veértibam un uzvedibu

Analiz&jot un izvertéjot atticksmes definicijas vai skaidrojumus apzinatajas
publikacijas, darba aizsardzibas konteksta konstatts: atticksme ir integréta personibas
1pasiba; attieksme biezi vien ir tikpat noturiga ka paradumi; attiecksme ir ar relativi
noturigu, pozitivi vai negativi vert€josu reakciju, kas versta uz konkrétiem cilvekiem,
objektiem vai idejam.

Attieksme izpauzas ka motivacija, psihisko sp&ju kopums, atbildiba, sp&ja pienemt
lemumus, komunikacijas prasmes saskarsme, saskarsmes raksturs, cilveéku izturéSanas
veids, labvéligas vai nelabvéligas izjltas attieciba uz kadu paradibu.

Analiz€jot un izvertgjot attieksmes veidosanos un attistibu konstatéts, ka atticksme
veidojas dzivesdarbibas pieredzes, zinaSanu apguves, pardzivojuma un gribas piepiiles
vieniba un izpauZzas vertibas, mérkos, idealos un normas. Atticksme ir dinamiska,
veidojas un attIstas visa cilvéka miiza garuma.

Attieksmes struktiira un objekts raksturota attieksmes struktira (personibas
attieksme, sociala attieksme, atticksme pedagogija) atticksmes objekts, atticksmes
pamatfunkcijas un attieksmes raditaji (drosibas klimats, drosibas kultiira, labjiite).

Attieksmes struktiiru veido $adi komponenti: afektivais, uzvedibas vai konativais,
kognitivais un emocionalais, ka ar1 viedoklis un griba.

Attieksmes kvalitati ietekme lojalitate, pieejamiba, jutigums pret izmainam,
pretoSanas spé&jas un parlieciba, kas nosaka cilvéka gatavibu ricibai un uzvedibu.

Attieksmes objekta vert§jumu ietekmé prats, jutas un griba, kas nosaka cilvéka
izturéSanos pret attieksmes objektu.
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Attieksmes pamatfunkcijas: adaptiva funkcija — attieksme virza subjektu uz tiem
objektiem, kuri sekmé mérku sasniegSanu; zinasanu funkcija — attieksme veicina
konkrétai situacijai atbilstoSu zinasanu aktualizéSanu un ricibu; pasregulacijas funkcija
— attieksme ietekmé cilvéka ieks$gjas spriedzes reguléSanu un personibas pasizteiksmi;
aizsardzibas funkcija — atticksme sekmé icksgjo konfliktu risinasanu.

Attieksmes raditaji: droSibas klimats — darbinieku izpratne par drosibas prioritati
darba vieta; dro$ibas kulttra — darbinieku atticksme, parlieciba, izpratne un vértibas
attieciba uz drosibu; labjlte — ta saistita ar atticksmes mainu, kura var notikt, mainot
domasanu un uzvedibu.

Labjute ir veselibas pozitiva komponente; cilvéka funkcion&$anas limenis, kur$
orientéts uz centieniem realizét savu fizisko, psihologisko, socialo, garigo un
ekonomisko potencialu; gaidu piepildijums gimeng, darba vieta, kopiena, ligSanu vieta,
valaspriekos; komforta, veselibas un laimes izjita. Ipadi nozimigs labjiites
nodroS§inasana ir garigums.

Labjuti darba vidé raksturo emocionalais stavoklis, kuram raksturigs labs
noskanojums un laba pa$sajiita; apmierinajums ar darba procesu, kolégiem, darba
apstakliem un rezultatu.

Autore izveidojusi darba aizsardzibas kontekstam atbilstoSu personala vai studentu
labjutes modeli, kura ietverti §adi savstarp&ji saistiti komponenti: darba vai macibu
process, personals, darba vai macibu vide, laiks.

Darba dev&jiem ieteicams organizét un apmaksat programmas, kuras veicina
darbinieku labjiti ka darba vieta, ta arT gimengs, tadejadi uzlabojot dzives kvalitati un
sekmgjot drosu, veseligu un ilgtsp&jigu darbu.

Attiecksme saistita ar individualu izpratni par vértibam un uzvedibu. Atticksmes
pamats ir visparhumanas vertibas.

Vertibas saistitas ar abstraktiem augstakiem mérkiem, kuri cilvéka dziveé sakartoti
pec svariguma principa un var motivet cilvéku uz konkrétu ricibu.

Veseliba ir fundamentala vertiba, bet ta saturiski jasaprot, lai akli nesekotu
pastavosajam veselibas normam.

Organizacijas vai tas darbinieku verttbu un normu atSkiritbas no sabiedriba
domingjosam var negativi ietekmét konfliktus un stresa Iimeni darba vieta. Patérétaju
sabiedriba materialas vertibas biezi vien doming ka noteicosas.

Individa uzvedibu ietekmé: atticksme pret vértibam, nodomi, paredzamie uzvedibas
rezultati un paskontrole, subjektivas normas, citu personu uzskati par uzvedibu, argjie
apstakli — ekonomiskie, socialie, darba vide.

Pasefektivitate saistita ar spgju izvertet savu uzvedibu un izveleties darba drosibas
prasibam atbilstosas uzvedibas normas.

Dzives prasmju izglitibas mérkis ir sagatavot individus tadai uzvedibas un vides
mainai, kura veicina drosu un veseligu darbu.

Darba un civilas aizsardzibas konteksta svarigi izvertét darbinieku attieksmi,
vertibas un to saistibu ar uzvedibu, ka arT sabiedribas viedokli par to, kapec netiek
ieverotas konkrétas uzvedibas normas.
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Uzpémumu un organizaciju vaditajiem un specialistiem ieteicams izstradat un
Istenot programmas, kuras sekmé droSam darbam un veseligam dzivesveidam atbilstosu
personala attieksmi, vertiborientaciju un uzvedibu.

Apaksnodala 2.2. Kompetences veido$anas un attistiba pieauguso pedagogija
mizizglitibas konteksta darba vide analiz&tas un izvertetas autoru teorétiskas atzinas:
G. Cheetham, G. E. Chivers, F. Daniellou, M. Eraut, K. Glanz, M. A. Hogg, T. Koke,
D. Kulss, G. S. Lowe, V. J. Marsick, Z. Roja, J. R. Smith, G. Svence, K. E. Watkins,
D. Zohar, A. C. Ganéio.

Starp individa un organizacijas attistibu pastav mijiedarbiba. Individualas macibas
ir saistitas ar organizacijas maciSanos, un organizacijas maciSanos ietekmé katra
individa macibu rezultati.

Macisanos darba vieta raksturo: tehnologiju perspektiva cilvéku performancg,
macibu procesa perspektiva, aktivitates teoriju perspektiva. Tas uzsver socialo raksturu
gan macibam, gan darbam, un maciSanos darba uztver ka kolektivo un veérstu uz
sadarbibu.

Analizgjot snieguma periodu, zinaSanas var vertet noteikta darba izpildes laika
posma — sp&ju izprast situacijas, reagésanu uz neparedzamiem notikumiem, spgju izlemt
,.ko darit”, asignét laiku un menedz&t pareju uz citiem periodiem.

Konstatgti ieteikumi, ka uzn@mumu, organizaciju vaditajiem jaizstrada programmas,
lai panaktu uzvedibas mainu vadibas menedzmentam. Lietderigi izmantot uzvedibas
mainas teorijas. Lielakie izaicinajumi ir ieklaut programmas un macibas nodalas par to,
ka mainit uzvedibu, veseliga dzivesveida nodroSinasanai. Programmu izstradé un
IstenoSana svariga ir uzn€mumu un organizaciju vaditaju sadarbiba ar kompetentiem
darba aizsardzibas specialistiem, kuri studijas ieguvusi uznémumu un organizaciju
macibu videi atbilstosu kompetenci.

Apaksnodala 2.3. PieauguSo pedagogija darba aizsardzibas un civilas
aizsardzibas konteksta analizétas un izvértétas M. Baeten, J. Dzelme, A. L. Gilet,
I. lvanova, E.Jain, P.Jarvis, M.S. Knowles, T.Koke, G. Labouvie-Vief,
D. Liegeniece, B. Lonstrup, S. B. Merriam, J. Mezirow, G. Ose, G. Svence,
C. I'. Bepumosckuii, C. 1. 3meéB teorétiskas atzinas.

Pieauguso izglitiba ir visparéja vai profesionala izglitiba piecauguSajiem péc
sakotngjas (iepriek$gjas) izglitibas apgiiSanas profesionalo un personigo vajadzibu
apmierinaSanai, daudzveidigs izglitibas process, kas cilvéka miza garuma sekmé
personibas attistibu un konkurétsp&ju darba tirgi.

Andragogija ir zinatne par pieauguso izglitibas procesu, ta mérkiem, organizaciju,
metodeém, ieverojot picauguso macibu (maciSanas un maciSanas) Ipatnibas—pieredzi,
sevis izpratni, gatavibu macities, apgito zinasanu tulit&ju praktisku lietojamibu.

Pieauguso izglitibas process ir saistits ar cilveékiem, kuri jau ir iesaistijusies darba
tirgl, izglitibas turpinasana tiek uzskatita ka profesionalas pilnveides iesp&ja un
nepiecieSamiba.
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Picauguso macibas dazados vecumposmos picaugusais iesaistas brivpratigi, jo
saskata personigo izaugsmi un attistibu. macas domat patstavigi, nevis rikoties vadoties
pec visparpienemtiem ieskatiem, principiem, vertibam, uzskatiem un spriedumiem.

Pieauguso maciSanas procesa pilnveidojas paspieredze, kura veidojas no procesa
iesaistito dalibnieku sadarbibas un v€lmes iegiit jaunu pieredz. Macibu dalibnieks ir
lidzvertigs subjekts pedagogam, jo vina mérkis ir paSrealizacija, lai atrisinatu personiga
dzivé nozimigu problému pamatojoties uz jauniegiitajam zinaSanam, prasmém un
pieredzi.

Pieauguso izglitiba vairak runa, doma, prezenté, diskuté studenti, kuri macas, bet
pedagogs palidz, dialogs ir vadoSais macibu veids, uztveré un domasana darbojas
konstruktivi procesi — students macas sev, zinasanas veido uz personiskas pieredzes
pamata ar jEgu, nevis ir pasivs to sanémejs.

Pieauguso pedagogam japarzina pieauguso maciSands Ipatnibas un metodes,
nemitigi jaseko Iidzi parmainam izglitiba, paSam personigi jaseko Iidzi savu
kompetencu pilnveidei darbam ar pieaugusSajiem.

Muzizglitibas jédziens mainas, mainoties socialiem apstakliem, akcent§jot, ka
miizizglitiba ir versta uz dalibnieku maciSanos un pilnveidosanos jebkura dzives posma.

Ar muzizglitibu saistiti arT vairaki citi jédzieni, kas savstarp&ji cieSi saistiti.
Formuléts mizilgas macisanas jédziens, kas radies latviskojot terminu lifelong learning.

Jaunu kompeten¢u, attieksmju un vértibu apguve ir sarezgits process, gan
miizizglitiba, gan visa miiza garuma, un ietver plasu formalo, neformalo un informalo
macibu vidi.

Miizilga maciSanas — maciSanas visas dzives garuma, apgistot un/vai pilnveidojot
zinasanas, prasmes, kompetences un attistot savu personibu atbilstosi savam interesém,
vajadzibam un/vai darba tirgus prasibam. Muzilga maciSanas var biit formala, neformala
un ikdienas.

Formala izglitiba — izglitibas iestazu strukturéts un sist€misks programmu
piedavajums, kuru apguves rezultatu apliecina valsts atzits izglitibas un/vai
profesionalas kvalifikacijas dokuments.

Formala izglitiba ir hierarhiski un hronologiski strukturéta valsts izglitibas sist€éma,
kuras galvenas pakapes Latvija ir pirmsskolas izglitiba, pamatizglitiba, vidgja izglitiba,
augstaka akadémiska un/vai augstaka profesionala izglitiba.

Formalo izglitibu var raksturot arT ka nepartrauktas pilnlaika izglitibas kapnes. Tas
sakas 5—7 gadu vecuma. So kapnu augiejie pakapieni ir organizétas programmas, kurds
apvienots nepilnas slodzes darbs un nepilna laika iesaistiSanas skolu un augstskolu
sistéma. Sadas programmas sauc ari par dualajam sistémam, kas balstitas darba vidz.

Neformala izglitiba ir arpus formalas izglitibas organizeta interesém, vajadzibam un
pieprasijumam atbilstosa izglitibas darbiba, pieméram, kursi, izglitojosi seminari, gan
saistiba ar interes€m, gan darbibu profesija.

Neformala maciSanas — personas interesém un vajadzibam atbilstoSa izglitoSanas,
kuras rezultata ir iespgja iegiit macisanas apliecinajumu.

Ikdiengja (informala) maciSanas — izglitoSanas process, kura ietvaros no ikdienas un
darba pieredzes tiek apgtitas zinaSanas, prasmes, kompetences, attieksmes un vertibas,
kas bagatina un pilnveido personibu un, iespgjams, darba prasmes, tomér atskiriba no
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neformalas izglitibas nav ietverta programmas vai kursa ramjos, ta notiek, macoties
sabiedriba, taja skaita gimeng, ka ar darba (pieméram, uzzinot jaunu informaciju no TV
raidijumiem, bibliotekas, apmekl&jot muzejus un izstades, parnemot vecaku vai draugu
pieredzi).

Ikdienas maciSanas ir mérktieciga, bet mazak organizeta un strukturéta ka formala
un neformala izglitiba, jo ta var ietvert, pieméram, macibu pasakumus (aktivitates), kas
notiek gimeng, darbavieta un katras personas ikdienas dzive. Maci$anas ir vérsta uz pasu
individu, gimeni vai sabiedribu

No mingtajiem terminiem un jédzieniem diskutablakie ir ikdienas, ikdiengja un
informala maciSanas. Diskusijas galvenokart saistitas ar terminu informala, kur§
ieklaujas terminu sistéma formala, neformala, informala, bet ne vienmér ir saprotams
bez papildu informacijas.

Attistoties informacijas tehnologijam, paveras plasas iesp&jas pilnveidot informalo
macisanos.

Darba un civilas aizsardzibas joma aizsardzibas joma informala maciSanas darba
vieta ir Tpasi biitiska. Lai to veicinatu studijas un macibas lietderigi ieklaut tematus par
informalo macisanos.

Nepiecie$sams aktualizét neformalajas un informalajas macibas iegutas kvalifikacijas
novertésanu un atziSanu.

2.4. Kompetences veidosanas un attistiba darba vidé, tas strukturali
procesualais modelis, macibu metodes

Apaksnodala veikta D. E. Beck, S.R. Cook-Greuter, C.C. Cowan, I.lvanova,
7. Taurina, JI. C. Beirorckuii, K. Wilber, L. Zarina, A.T. Macnoy teorétisko atzinu
analize.

Kompetences veidoSanas un attistiba apliikota saistiba ar miizizglitibas galvenam
pamatprasmém, pieauguso maciSanas Ipatnibam, Kena Vilbera integralo teoriju un
Abrahama Maslova vajadzibu teoriju, ka arT Es-koncepciju, profesionalo pasapzinu un
pasvertejumu. lezimeti darba vietd notikusas dabigas naves c€loni. Atziméta labas
prakses un labjiites programmu Tstenosanas lietderiba uznémumos.

Personala kompetences veidoSanas un attistibas teorétisko atzinu analizes rezultata
formuléti §adi secinajumi.

Cilvekam ir divas dzives stratégijas: mainu sevi, pielagojoties pasaulei, vai mainu
pasauli, pielagojot sev. Tas Tpasi nozimigas, lai ietekmétu attieksmi pret darba un civilo
aizsardzibu.

Konkréta pieredze uznémuma personalam veidojas dzives un profesionalas darbibas
rezultata uz pagatnes zinasanu un prasmju refleksijas pamata.

Dzives pieredzi ietekmé individu uztvere un kulttiras un vertibu sisttému konteksts,
kura vini dzivo.

Kompetences veidoSanos un attistibu darba vide lietderigi Tstenot, balstoties uz
uzvedibas mainu paspieredzes pilnveidosanas procesa. Lai veicinatu uzp€muma
personala kompetences attistibu biitiski pilnveidot socialo kompetenci.

Kompetentiem darbiniekiem jaapzinas savas individualas saistibas droSas darba
vides veidoSana un savas veselibas uzlaboSanas iesp&jas, ka arT uzn@muma droSibas
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sisteémas uzlabosSanas iespgjas. Darba aizsardzibas specialistiem jaorganizé darba un
civilas aizsardzibas macibas ta, lai darba devgji un darbinieki biitu motiveti izmantot
drosus darba pan€mienus un veiktu savas uzvedibas pasnovertgjumu.

Nodala raksturots autores izstradatais Kompetences veidoSanas un attistibas
strukturali procesualais modelis darba vidg.

Pieauguso studiju procesa tiek nodroSinata studentu pasrealizacija, sakot ar
maciSanas meérku izvirziSanu, maciSanas materialu un metozu izveli, rezultatu
novertesanu, ka ar kritiska refleksija, maksimali izmantojot macibu procesa dalibnieku
pasu pieredzi.

Veélams izmantot macibu metodes, kas dod iesp&ju personalam mijiedarbojoties
veidot saskarsmes prasmi, ka arT apgiit drosa un veselibai nekaitiga darba organizacijas
prasmes, jo $adas metodes izmantotas praksg.

Apzinatas dialogiskas metodes — instruktivas sarunas, rosino$a grupa, prata vétra,
dialogs, diskusija, parrunu-diskusiju grupa, lomu spéle un kopsavilkums, ka art
kooperativa macisanas.

Noraditi avoti, kuros detalizéti raksturotas un izvértétas ieteicamas darba
aizsardzibas macibu metodes.

Darba aizsardzibas macibas velams izmantot talmacibu, kas atlauj efektivi savienot
macibas ar darbu.

Janodrosina iesp&ja macities macisanos un galvena uzmaniba japievers neatkarigam
zinasanu apguveéjam.

Macibu metozu dazadibai ir svariga nozime pieaugusa motivéSana macities.
Dazadosanai lietderigi izmantot $adas metodes: instruktivas sarunas, rosinos$a grupa,
prata vétra (brainstorming), dialogs, diskusija, parrunu - diskusiju grupa, lomu spéle un
kopsavilkums.

Pieauguso izglitiba nozimiga loma ir pasattistibai un paSefektivitatei intelektualas
attistibas procesa.

3. Kompetences veido$anas un attistiba darba un civilas aizsardzibas studiju un
darba vide eksperimentalie pétijumi

3.1. Specialistu kompetence, vértibas un attiecksme pret darba un civilo
aizsardzibu

3.1.1. Specialistu kompetence datoru izmantoSana

Datorus lieto ka specialisti ta studenti. Tap&c pétifjums var raksturot kompetenci
ergonomikas noteikumiem atbilsto§a datoru izmantoSana. Ipa$i nozimigs ir
kompetences komponents attieksme pret drosa darba noteikumiem, ka arT noteikumu
neieverosanas ietekme uz veselibu.

Noverojumos, ka arT parrunas konstatéts, ka studenti visbiezak izmanto portativos
datorus. Ja tiem pievieno tastatiiru un monitoru, tad iesp&jams izveidot ergonomikas
prasibam atbilstoSu darba vietu, tomer parasti tas netiek darfts.
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Pétitas studiju ietekmes uz slodzi darba ar datoru izmainas, ergonomikas nosacijumu
par veselibai nekaitigu darbu ar datoru ievéroSana, datoru izmantoSanas ietekme uz
studentu veselibu. Dati iegiti nestruktur€tos noveérojumos, un studentu anonima aptauja.

Petfjums veikts Cetras studiju programmas tris Latvijas universitates: Latvijas
Lauksaimniecibas universitate, Latvijas Universitate, Rigas Tehniska universitate.

Respondentu domingjosais vecumposms 20 Iidz 30 gadi — 85% respondentu.
Respondentu sadalijums p&c dzimuma: sievietes - 68%, viriesi — 32%. Datoru lietoSanas
pieredze vismaz 5 gadi, vairak neka 10 gadi - 75% respondentu.

Konstatgta statistiski nozimiga (p <0.05) datoru izmantosanas slodzes paliclinasanas
salidzinajuma ar slodzi pirms studijam.

Visi respondenti darba aizsardzibas studiju kursos apguva datoru izmantoSanas
ergonomiku, lai intensiva datoru izmantosana nebiitu veselibai kaitiga un 72%
respondentu atzina, ka zinaSanas par ergonomikas prasibam atbilstoSu datora lietosanu
ir pietiekosas.

Tomer 88% respondenti neievéro nosacljumus par veselibai nekaitigu darbu ar
datoru. Ta rezultata 95% izjuta veselibas izmainas vai to simptomus. Galvenie: redzes
diskomforts — 47 %; mugurkaula vai plecu sapes — 27 %; sapes plaukstas pamatnes
locitava — 14 %.

Salidzinot to respondentu skaitu, kuri neievéro nosacijumus par veselibai nekaitigu
darbu ar datoru var konstatét, ka nav statistiski nozimigas atkiribas starp darba
aizsardzibas programmas stud&josiem un citas studiju programmas studgjosiem. Tas ir
Tpasi satrauco$i tapéc, ka dala no darba aizsardzibas programmas studgjoSiem jau
vairakus gadus strada darba aizsardzibas joma.

Raksturigakas respondentu atbildes par galvenajiem apgiito zinaSanu par pareizu
datora lietoSanu neizmanto$anas c€loniem: laika un piemérotu apstaklu trukums;
koncentréSanas uz darba rezultatu, nevis pareizas pozas ieveroSanu, vai acu
atpiitinasanu; neuzskata par nepiecieSamu izveidot ergonomiskam prasibam atbilstosu
darba vidi, jo datoru parasti izmanto Tslaicigi; nenoverte iesp&jamas sekas; interese par
daramo darbu gist virsroku par velmi atpiisties un netick pieversta uzmaniba
nogurumam.

3.1.2. Attieksme ka izpratne par vertibam un uzvedibu specialistu kompetences
attistibas konteksta

Lai izvertetu iesp&jas mainit cilvéku attieksmi pret darba un civilo aizsardzibu,
veikts attieksmes un vertibu pilotpetijums, ka ari vertibu analize specialistu
kompetences attistibas konteksta.

Pilotpétijuma noskaidrots: 1) kada ir cilveku veélme iegiit zinasanas darba un civilaja
aizsardziba; 2) kas ietekmg cilveku attieksmi pret darba un civilo aizsardzibu un iegiito
zinaSanu izmantoSanu darba, sadzive. Dati iegiti: 1) nestrukturétos noverojumos, 2)
dal@ji strukturgtas intervijas.

Respondenti: septini dazadu profesiju specialisti — sociologs, jurists, gramatvedis,
partikas tehnologs, pedagogs, darba aizsardzibas specialists, psihologs. Respondentu
vecums: Cetri 31 — 40, divi 51 — 60, viens 89. Sievietes 5, virie§i 2. Visiem
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respondentiem bija vairak neka 10 gadus ilga darba pieredze un profesijai atbilstosa
izglitiba. Pieci ieguvusi magistra gradu izvelétaja profesija.

Balstoties uz intervijas un nov€rojumos iegiito informaciju, ka arl analiz€jot
respondentu dzives svarigako vertibu ranz&jumu, formuléti §adi secinajumi.

Lielakai dalai cilveku nav vélmes iegit zinasanas darba un civilaja aizsardziba, jo
tas Skiet mazsvarigas. lesp&jas pasargat sevi tiek parvertetas.

Drosa, veselibai nekaitiga darba noteikumus ka darba vietas, ta arT arpus tam
neievero loti saspringta, intensiva darba, parslodzes un noguruma ietekmé.

Nereti uznémuma vaditajiem ir citas prioritates, nevis ergonomiski pareiza darba
vietas iekartosana.

Attieksmi pret darba un civilas aizsardzibas noteikumu ievéro$anu ietekmé
personiga pieredze, novérojumi, ka tos neievéro specialisti, tai skaita darba un civilas
aizsardzibas specialisti, informacija no literatiiras un interneta, reklamas.

Ipasi negativa ietekme ir darba aizsardzibas specidlista formalai atticksmei,
piem&ram, regulara parakstu savak$ana neaktualiz&jot droSa darba noteikumus vai art
tos formali nolasot.

Cilveka attieksmi var mainit parliecinot, nevis ar vardiem, bet ar pozittvu piemeru
un vairakkart€ju zinasanu atkartosanu.

DroSu un veseligu uzvedibu darba vieta butiski ietekmé atticksme pret darba
aizsardzibu, ja ta kluvusi par personigi nozimigu vertibu.

Gimeng, bérnudarza, skola, darba ne tikai jamaca drosa un veseliga dzivesveida
nosacTjumi, bet tie arT jaievero, tad attieksme varétu mainities.

Attieksmi pret noteikumu ievérosanu, veseligu un droSu dzivesveidu ietekmée
gimenes tradicijas. Vairak jaakcenté, jauzslavé veseligais. Veseligo japadara
patikamaku, lai bérni no bérnibas pieverstu uzmanibu veseligam dzivesveidam.

Jamaina sabiedribas atticksme pret darbu un dzivesveidu, lai veicinatu droSu un
veseligu darbu un dzivesveidu. Ta javeicina jau no agras b&rnibas gimeng un izglitibas
iestades, lai attiecksme pret darbu un dzivesveidu kliitu par individam un sabiedribai
nozimigu vertibu.

Ranzgjot dotas cilvéka dzives svarigakas vertibas, tas ierindotas $ada seciba
(Kendala konkordacijas koeficients W = 0,67, ta butiskuma Iimenis; p < 0,05): veseliba,
gimene, darbs, izglitiba, panakumi darba un karjera. Svarigakas vertibas ir veseliba un
gimene. No tam at$kiras darba un izglitibas vért&jumi, kuri savstarp&ji sakrit. lezimgjas
saistiba starp izglitibas un panakumu darba un karjera veérté§jumu. leziméjas divas
vertibu grupas. Pirmaja ietilpst veseliba un gimene, otraja par€ja vertibas.

Vértibu ranZéjums darba aizsardzibas konteksta

P&tfjuma noskaidrots cilveka dzives vertibu ranzgjums darba aizsardzibas un citu
specialistu skatijuma dazados uznémumos, organizacijas un universitat€s. Petljuma
metodika un organizacija balstas uz pilotp&tijuma (3.1.2.) iegiito pieredzi.

Dati iegiiti: aptaujas, ka arT nestrukturétas intervijas un noveérojumos, kas notika
Rigas Stradina universitates agentliras Darba drosibas un vides veselibas institiita
organiz&to profesionalas pilnveides kursu laika; Latvijas Universitates magistra studiju
programmas (EKI 7. Iimenis) Darba vides aizsardziba un ekspertize studentu anonima
aptauja; vairak neka desmit gadus ilgos nestrukturgtos noveérojumos.
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Aptaujati 58 darba aizsardzibas specialisti un 23 citi specialisti (EKI 7. Iimenis), kas
saistiti ar veseliga, droSa un ilgtsp&jiga darba nodroSinasanu. Darba aizsardzibas
specialistu sadalfjums p&c dzimuma: 55% sievietes 45% viriesi. Citu specialistu
sadaltjums p&c dzimuma: 70% sievietes 30% viriesi. Respondentu vidgjais vecums 40,5
gadi. Darba aizsardzibas specialistu grupa vecuma 21 — 40 gadi bija 38% respondentu,
bet citu specialistu grupa 83% respondentu. So sadalfjumu atskiribas ietekmgja vértibu
ranzgjuma atskiribas.

Balstoties uz anketéSana, nestrukturétas intervijas un novérojumos iegltajiem
datiem, formul&ti §adi secinajumi.

Gimene un veselibas atzita par nozimigakajam cilvéka dzives vertibam. Starp
gimenes un veselibas vertgjumiem nav butiska atSkiriba. Pargjo tris vértibu darbs;
izglitiba; panakumi darba un karjera vert§jumi butiski atSkiras no gimenes un
veselibas vertejumiem, bet to savstarpgjas atskiribas nav statistiski nozimigas.

Darba aizsardzibas specialisti darbu ka vértibu ierindo 3. vieta. Citi specialisti darbu
ierindo 5. vieta (p&dgja no dotajam), vertejums ir salidzinosi vienpratigakais un relativi
zems. So vértejumu lietderigi nemt véra turpmakajos pétijumos, ka ari istenojot macibas
un studijas par drosu un veselibai nekaitigu darbu.

Organizacijas, kuras nav ieviesta ,,Laba prakse”, ir lielaks gandriz notikuSo vai
smago nelaimes gadijumu skaits.

Veseligas un drosas darba vides radiSanu un pilnveidi veicina vadibas sadarbiba ar
darbiniekiem drosa un veseliga dzivesveida popularizé$ana, ka ari organizacijas vadibas
atbalsts darba aizsardzibas specialistam veseligas un drosas darba vides iekarto$ana un
pilnveidosana.

3.1.3. Specialistu un studentu attieksmes izmainas macibas, studijas un darba

Petita attiecksmes pret darba un civilo aizsardzibu veidoSanas un attistiba, ka ar1
psihoemocionalie darba vides riski.

P&tfjuma ietvaros studijas, macibas un studentu prakses vietas Istenoti pasakumus,
kas veicina pozitivas atticksmes pret darba un civilo aizsardzibu veidoSanos un attistibu.
Panakts lielaks uzn€muma vadibas pieskirtais finansialais atbalsts darba aizsardzibas
uzlabosanai uzn@muma. Uzlabota instrukciju kvalitate un instruktazu organizacija.

Izvertetas attieksmes izmainas psihoemocionalo riska faktoru konteksta.

Pétjjuma dalibnieki: 962 uznémumu darbinieki — specialisti un stradnieki, 16
studenti (respondenti), kuri studé LLU nepilna laika EKI 7. limena studiju programma
Darba aizsardziba un droSiba. Visi studenti tieSaja darba ieguvusi pieredzi darba
aizsardzibas pasakumu Tsteno$ana. Studiju kursa Pedagogija un darba psihologija
ietvaros potencialie p&tfjuma dalibnieki (16) tika sagatavoti p&tjjuma veikSanai un pec
petijuma veikSanas apspriesti un komentgti petijuma rezultati:

darbinieku ieinteresétiba drosas darba vides izveid€é un novértésana;

darbs komanda (iergdni + darbinieki) kopigas ugunsdrosibas macibas;

sadarbiba starp uznémuma vadibu un darbiniekiem;

biezaka koléga palidzibas izmanto$ana fiziski smagos darba procesos;

darba procesam atbilstosu paligiericu un aizsardzibas iericu izmantoSanas

uzlabosanas;
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izteiktaka vélme domat par sevi un savu veselibu;

darbinieku un darba devgju savstarp&ja kontakta uzlabosanas drosa darba konteksta;

diskusijas, darbinieku ierosinajumi, pieredzes apmaina un interese par darba

drogibas jautajumiem, macibu satura un organizacijas pilnveidi;

aktivitate praktiskas macibas;

izpratnes par darba drosibas jautajumiem izmainas;

aptaujas un darbinieku intereses par to rezultatiem izmainas;

risku un negadijumu skaita samazinasanas;

psihoemocionalo risku un izdegSanas sindroma nopietnibas uztvere.

Dati iegiiti novérojumos, diskusijas, nestrukturétas intervijas, anket€Sana un
dokumentu apstradé. Izmantota tekstu analizes programma Weft QDA. P&c pétijjuma
veik$anas apspriesti un koment&ti p&tijuma rezultati.

Petijuma konstatéts, ka sabiedriba kopuma gan darba vidg, gan arpus tas vérojama
formala attieksme pret DA un CA.

P&ttjuma laika konstatéta attieksmes uzlabosanas 18%, dalgja uzlabosana 25% no 16
uzn€mumos stradajosiem 962 pétijuma respondentiem.

Uznémuma vai organizacija notikusie nelaimes gadijumi vai ugunsgréks un ta
raditas problémas var pozitivi ietekmét atticksmes veidoSanos.

Novérota pétijuma dalibnicku kompetences attistiba darba aizsardzibas joma, kas
notikusi pétijuma ietvaros.

Konstatéts, ka lietderigi detalizétak novertét psihoemocionalos darba vides riskus.
Psihoemocionalo darba vides risku novért&jums veikts pétijuma otraja posma.

Pé&tijuma dalibnieki: 30 studenti, kuri studé LLU nepilna laika EKI 7. limena studiju
programma Darba aizsardziba un dros§iba. Visi studenti tieSaja darba ieguvusi pieredzi
darba aizsardzibas pasakumu TstenoSana.

Dalibnieku rakstito eseju kontentanalizé izmantota Weft QDA programma. Analizg,
noveérojumos un parrunas konstatéts, ka Latvija darba vid€ ne vienmér tiek noverteti
psihoemocionalie riska faktori.

Kriteriji psihoemocionalo riska faktoru noveértésanai:

darba laiks, ta organizacija — darbs grupa vai vienatng, darbs nakti, darbs mainas un

mainu ilgums, neplanots virsstundu darbs, darba laika deficits;

monotons darbs, darbs izolacija saskarsmes, kolégu atbalsta un informacijas

nepietiekamiba;

nelaimes gadijumu un vardarbibas riski;

paaugstinata atbildiba, svarigu, atbildigu l@mumu pienemsSana, sekas kliudas

gadijuma;

saspringta psihologiska atmosfeéra darba, nelabvéligas, saspilétas attiecibas starp

darbinieku vai ar darba dev&ju; savstarp&ja atbalsta trikums, psihologiska izolacija

— konkurence, mobings, bosings;

vardarbiba — iesp&jami darbinieku, klientu vai citu personu fiziski uzbrukumi,

seksuala uzmaksanas.

Veicot atskaiSu satura kontentanalizi konstatets, ka darba drosibas specialisti ir
informéti par darba vides psihoemocionalo riska faktoru noveértéSanu. Respondenti
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norada, ka kopuma riska faktori formali tiek novertéti, bet netick noverteti
psihoemocionalie riska faktori. So faktoru novértésana ir sarezgita un laikietilpiga.

Galvenas pétljuma iegiitas atzinas ir $adas.

Nozimiga loma psihoemocionalo darba vides riska faktoru ietekmes samazinasana
ir sabiedribas attieksmei pret darba aizsardzibas normu ieveroSanu.

Latvijas apstaklos darba aizsardzibas specialistiem praksg ir loti griti novertet
psihoemocionalos darba vides riska faktorus, jo darbinieki, nav pieradusi runat par
psihoemocionala rakstura problémam.

Ne vienmér ir novertéta darba laika un pietickamu atpiitas partraukumu planosanas
nozime psihoemocionalos darba vides riska faktoru konteksta.

Uznémumos ir dokumentacija par psihoemocionalo darba vides riska faktoru
iedarbibu uz darba daritaja veselibu, bet to ne vienmer ievéro. Risku novértésana tiek
veikta loti virspusigi, ta neatspogulo realo situaciju. Darba devé&ji un darbinieki ne
vienmer ir pieticko$i kompetenti un neapzinas psihoemocionalo risku ietekmi uz
veselibu.

Psihoemocionalo faktoru ietekmes kontroli darba vieta atvieglo neliels un nemainigs
darbinieku skaits, jo darba aizsardzibas specialists var labi iepazit personalu un
savlaicigi identificét problémas.

Ir profesijas, kuras pasi skar psihoemocionalie darba vides faktori — darbiniekiem,
kuriem darbs ir saistits ar klientu apkalposanu, lidz ar to jastrada dazadas saspringtas
situacijas, ka ari pedagogiem.

Psihoemocionalo darba vides riski var veicinat izdegSanas sindromu. Ka norada
respondenti, darbiniekiem ir novéroti psihosomatiski trauc&umi, bet informacija par
tiem no vaditaju puses tiek uzskatita par konfidencialu.

Uznémumu vai organizaciju darbinieki atzist, ka ne vienmer tiek ieverots darba un
atpiitas laiks. Biezi darbinieki pasi to negrib ieverot. Atplitas pauzes ne vienmer ieveéro
gan tapéc, ka nezina normativo aktu prasibas, gan ari tapéc, ka darbs ir saspringts. Ir
darbinieki, kuri biezi paliek péc darba laika beigam un turpina stradat uznp@mumam ar1
majas.

Ieteicams darba aizsardzibas specialistu un personala macibas akcentét
psihoemocionalo darba vides riska faktoru savlaicigu identificésanu un ietekmes
minimizé$anu, atbilsto$i pilnveidojot darba aizsardzibas specidlistu un personala
kompetenci.

Izvertgjot Saja nodala veiktos p&tijumus secinats, ka lietderigi veikt detalizetakus
specialistu kompetences veidoSanas un attistiba p&tijumus. Tie nepiecieSami specialistu
kompetences veidosSanas un attistibas modela pilnveidei.

3.2. Specialistu kompetences veidoSanas un attistiba studijas

Dzivibas un veselibas saglabaSanai nepiecieSamas kompetences veidoSanas un
attistiba notiek formalaja un neformalaja izglittba LLU, uzp@émumu vai organizaciju
darba vidg, ka arT informalajas macibas. Vienlaikus veikts arT kompetences veidoSanas
un attistibas izvérté§jums. PEtffjuma metodologija balstas uz teorétiskajos pétijumos
izveidoto specialistu kompetences modeli.

Petjuma 1. posms 2015. gada — atseviska gadijuma petijums.
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20.01.2015 — 02.02.2015. notika studentu kompetences attistibas pasvertéjums
studiju programmas Darba aizsardziba un dro$iba kursa Pedagogija un darba
psihologija. Pétijuma dalibnieki: 16 studenti, kuri studé LLU nepilna laika studiju
programma Darba aizsardziba un dro§iba (skat. 1.tab.).

1. tabula/ Table 1

Kompetences attistiba darba un civilas aizsardzibas studijas /
Competence development during the Labour and Civil Protection course

Kompetences Iimena pasvértéjumi, 10 ballu skala /
Respondentu Competence self-assessment, 10 point scale
- 1. lekeija / 1. lecture 2. lekeija / 2. lecture
kodi / Skaits / Skaits /
Respondent’s Balles / Point Numb Balles/ Point Numb
code _ : _ umber _ umber
Sakuma/ | Beigas/ | _ < Sakuma Beigas / | _ <l
Start Finnish Finnish
1 8 8 1 | x 8 9 x | x| 1
2 5 4 x |1 4 5 x | x |1
3 5 4 x |1 6 7 x | x |1
4 4 3 x |1 3 3 1] x| x
5 5 4 x |1 3 3 1] x| x
6 6 5 x |1 5 4 x | 1] x
7 6 6 1 | x 7 7 1] x| x
8 7 6 x |1 7 7 1] x| x
9 5 4 X 1 4 4 1| x| x
10 4 4 1 | x 4 5 x [ x |1
11 8 7 x |1 7 8 x | x| 1
12 7 7 1 | x 7 7 1 [x [x
13 7 6 X 1 X X X X X
14 X X X X 3 4 X X 1
15 X X x | X 7 7 1
16 X X x | X 4 5 1
Kopa / Total 77 68 4 19 79 85 71117
Datu sadalijums / Distribution of data
9 X X X X X 1 X X X
8 2 1 1|1 1 1 x | x| 1
o 7 3 2 112 5 5 4111
Ltg\fgl‘/ 6 2 3 11 1 x <[~ [ 1
5 4 1 1 4 1 3 X | X | X
4 2 5 x |1 4 3 1] x]3
3 X 1 x | X 3 2 2 | x |1
Apraksto$as statistikas / Descriptive statistics
Moda / Moda 5,7 4;6 x | x 4,7 7,45 x | x| x
Mediana /
Median (6) ©) x| X () Q) T
IAmplitada /
Amplitude 4 > L 5 6 1]
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1. tabulas turpinajums / Table 1 continuation
Kompetences Iimena pasvértgéjumi, 10 ballu skala /
Competence self-assessment, 10 point scale

Respongjentu 1. lekcija / 1. lecture 2. lekcija / 2. lecture
kodi / Skaits / Skaits /
Respondent’s Balles / Point b Balles/ Point b
code Number Number
Sakuma/ | Beigas/ | _ _ _ Beigas / | _
Start Finnish | ~ | © Sakuma Finnish | ~ | <
Kriterijs / . ) 1. lekcija/ 1. Samazinas / decrease
Criteria: Raditaji / Parameters: lecture Nemainas / not changing

pasvertejums, self-assessment

gﬁ?ﬁiinfiﬁan o studentu skaits / number of 2. lekcija /2. samaz,m_aj/ decLease_
’ 98 ktudents lecture INemainas/ not changing

of competence Palielinas / increase

~N|P (N || V

Péc pirmas lekcijas kompetences pasveértéjums nav mainijies Cetriem (31%) bijis
zemaks deviniem (69%) studentiem. P&c otras lekcijas kompetences pasvertéjums bijis
zemaks tikai vienam (0,7%) studentam, nav mainijies septiniem (49,7%), un bijis
augstaks arT septiniem (49,7%) studentiem.

Kompetences paSvert§jumu izmainas iesp&jams izskaidrot, balstoties uz
kompetences attistibas modeli. Modeli att€lota $ada kompetences attistibas seciba
(Conscious Competence..., n.d.) neapzinata nekompetence — apzinata nekompetence —
apzinata kompetence — neapzinata kompetence.

3.3. Specialistu kompetences veidoSanas un attistibas modela izvértéSana un
pilnveide

3.3.1. Petijumu metodika (1)

Promocijas darba izstradata specialista kompetences komponentu modela darba un
civilaja aizsardziba un specialistu kompetences veidoSanas un attistibas modela
izvert€jums un modelu pilnveide.

Ekspertveértéjuma ietvaros notika:

tikSanas ar ekspertiem, izsniedzot pétijuma uzdevumiem atbilstoSa anketa un

parrunajot verté€sanas norisi;

neatkarigs katra eksperta darbs;

vertéjumu sanemsana un apspriesana;

datu apstrade ranzgjot kompetences komponentus péc to nozimiguma,

individuala tikSanas ar ekspertiem un iepazistinaSana ar anonimiem

ekspertvertésanas rezultatiem;

kompetences modela izmantoSanas iesp&ju izverté$ana izmantojot piecu ballu skalu.

Datu apstradé izmantota tieSsaistes datorprogramma. Noteiktas neparametriskas
statistikas moda (M,), mediana (M) un amplitida (A).

3.3.2. Kompetences komponentu raksturojuma un relativa nozimiguma
izvertejums (1)

Izveleti eksperti, kuriem doming pieredze izglitibas joma (tris eksperti) un eksperts,
kuram dominé pieredze, kas iegiita, stradajot par darba aizsardzibas specialistu (viens
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eksperts). Diviem ekspertiem (divi eksperti) ir pieredze abas mingtajas jomas. Cetri
eksperti piedalas darba aizsardzibas studiju programmu Tstenos$ana.

Eksperti izvertgja specialista kompetences attistibas modeli ieklautos kompetences
un tas komponentu raksturojumus un to formulgjumus, ka ar1 ranzgja kompetences
komponentus péc to nozimiguma (skat. 2.tab.).

2. tabula / Table 2

Kompetences komponentu relativais nozimigums (1)
Ekspertvert&jumu rezultati /

The relative importance of the components of competence (1)
Results of expert evaluation

Eksperti / Experts |
£ o <
a 2 o %
X = = =]
[ 5} =
< S s =%
Kompetences o g o 1S
Komponenti / A | B C D | E 5 < 2 <
Competence g S s <£
components = s < =
3 = 8 =
5 b = =
L = = g
Rangi (vietas) @ <
24
Intuicija / Intuition 9 9 9 8 9 44 9 9 1
Zinasanas / Knowledge | 2 3 2 1 2 10 2 2
Komunikacija / .
Communication 5 2 5 4 4 20 () 2,45 3
Prasmes / Skills 3 4 3 3 3 16 3 3 1
Attieksme / Attitude 1 1 1 2 1 6 1 1 1
Radosums / Creativity 4 5 6 6 6 27 6 6 2
Emocionala
inteligence / Emotional 8 8 7 9 8 40 8 8 2
Intelligence
Profesionala &tika /
Professional Ethics ! ! 8 ! ! 36 ! ! 1
Refleksija / Reflection 6 6 4 5 5 26 5 5,6
Kopa / Total 45 | 45 45 45 | 45 | 225 X X X

Kompetences komponentu rangi: attieksme — 1, zinaSanas — 2, prasmes — 3,
komunikacija — 4, refleksija — 5, radoSums — 6, profesionala &tika — 7, emocionala
inteligence — 8, intuicija — 9.

Intuicija, prasmes, attieksmes un profesionalas &tiskas motivacijas vertejumi ir
vienpratigaki (A = 1) ka arf zinaSanu, radoSuma, emocionalas inteligences un refleksijas
vertejumi (A = 2), relativi zema vértéjumu vienpratiba ir komunikacijai.
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Vienpratiga atticksmes, ka kompetences komponenta ierindosana pirmaja vieta pec
nozimiguma ir analoga atticksmes vert€jumam ieprieks veiktajos p&tfjumos.

Eksperti atzist modela izstradé nepiecieSams izmantot biitiski nozimigakos
kompetences komponentus.

Izvertejot kompetences komponentu nozimigumu drosa, veselibai nekaitiga un
ilgtsp&jiga darba konteksta konstatets, ka pirmo vietu ienem attieksme.

Veikta dalgji struktur@ta intervija un parrunas ar ekspertiem gan grupa, gan
individuali, ka arT, eksperti iepazistinati ar ekspertvertésanas rezultatiem. Kompetences
komponentu modelis darba un civilaja aizsardziba un specialistu kompetences
veidoSanas un attistibas modelis pilnveidots, nemot véra diskusiju rezultatus. Veikti
preciz€jumi atbilstosi ekspertu ieteikumiem: pilnveidot specialistu kompetences
veidoSanas un attistibas modeli ar nozimigakajiem kompetences komponentiem un
akcentet kompetences attistibu kompetences komponentu modelt darba un civilaja
aizsardziba, izmantojot nozimigakos kompetences komponentus: attieksmi, zinasanas,
prasmes, saprotamibu (mainot komunikaciju).

3.4. Kompetences attistiba darba

Pétijuma 2. posms no 2016. gada 02. februara Iidz 14. oktobrim (skat. 3.tab.).

P&tijuma dalibnieki: 19 specialisti, kuri studé LLU nepilna laika studiju programma
Darba aizsardziba un drosiba un tiesi piedalijas 649 cilvéku macibas un instrué$ana;
uznémumu specialisti, kuri Tsteno darba aizsardzibas pasakumus; uznémumu vai to
struktlirvienibu vaditaji.

Datu ieguvé izmantota Cetru ITmenu skala. Kompetences raksturoSanai izmantoti
pasvert&jumi, noveérojumi, studentu rakstiskas atskaites un eksamenu rezultati.

3. tabula / Table 3
Kompetences novértéjums / Estimate of competence

Pétijuma laiks un kompetences limenis /
Research time and level of competence
_ . 05.09.2016.
Kompetences limenis, 01 02.2016.-12.02.2016. Prakses 03.10.2016. - 14.10.2016.
li Level of sakuma /
competence, |i Sakuma / Beigas / Start of the Sakuma / Beigas /
Start Finnish practice Start Finnish
Datu sadalijums n;/ Distribution of data n;
1 2 0 0 0 0
2 14 7 4 0 0
3 3 11 14 12 4
4 0 1 1 7 15
1+2 16 7 0 0
3+4 3 12 15 19 19
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3. tabulas turpinajums / Table 3 continuation

Pétijuma laiks un kompetences Iimenis /
Research time and level of competence
Kompetences limenis, 05.09.2016.
li Level of 01.02.2016.-12.02.2016. Prakses 03.10.2016. - 14.10.2016.
competence, i sakuma /
Sakuma / Beigas / Start of the Sakuma / Beigas /
Start Finnish practice Start Finnish
Apraksto$as statistikas / Descriptive statistics
Moda Mo/ Moda Mo 2 3 3 3 4
Mediana Me/ Median 2 3 3 3 4
Me
Amplitida A / 3 3 3 2 2
Amplitude A
Summa Xi/ Sum Zi 39 51 54 64 72

Kompetences attistiba izverteta salidzinot katra Iimena vert€jumu skaitu petijuma
perioda sakuma un beigas, ka arT vert§jumu summas 2. Summas X noteiktas saskaitot
vertejumu skaita un tam atbilstosa [imena vertg€jumu reizinajumus

PIED (ni *li)-

Salidzinot kompetences izmainu vert§jumu summas (2), konstatetas statistiski
nozimigas (p < 0.01) atskiribas starp vert€juma summu pétjjuma sakuma (39) un beigas
(72). Pirma perioda vértg§jumu summu (39 un 51) atskiribas nav statistiski nozimigas
(p =0.21). ArT otra perioda vertg§jumu summu (64 un 72) at$kiribas nav statistiski
nozimigas (p = 0.49). lezimgjas (p = 0.11) kompetences attistiba uzn€mumu darba vide.
Vertejumu summa palielinajusies no 54 (prakses sakuma) Iidz 72 (petijuma beigas, kad
grupa notika prakses izverteésana).

Pétijuma perioda notikusas attiecksmes izmainas. Uznp€mumu vai organizaciju
personala kompetences attistibu pozitivi ietekm@jusi macibu un instruktazu norises
vietas un laika, ka arT metodikas pilnveide: specialu macibu telpu izveide un uzskates
lidzeklu izvietosana tajas, macibas dienas pirmaja pus€, vingrosana darba partraukumos,
informacijas tehnologiju un videoierakstu izmantoSanas un diskusiju aktualizé$ana,
uznémuma un ta struktirvienibu vaditaju, darba aizsardzibas un par&jo specialistu
sadarbiba.

Galvenas pétljuma ieglitas atzinas ir §adas.

Astonus méneSus ilgaja studiju perioda (ietvéra arml praksi uzpnémumos vai
organizacijas), kas notika atbilstosi darba aizsardzibas specialistu kompetences
veidoSanas un attistibas modelim, notika loti nozimiga (p = 0.01) darba aizsardzibas
specialistu kompetences attistiba.

Programma Darba aizsardziba un drosiba stud&joso specialistu prakses laika vaditas
nodarbibas un instruktazas, ka arT lidzdaliba uzneémuma vai organizacijas darba procesa
veicindja ar1 darbinieku kompetences attistibu darba aizsardziba. lezimg&jas (p = 0.11)
kompetences attistiba uznémumu darba vide.

Uznémumu vai organizaciju darbinieku kompetences attistibu pozitivi ietekméjusi:

33



e specialu macibu telpu izveide un uzskates lidzeklu izvietosana tajas;

¢ darbiniekiem pienemama macibu laika izv€le — macibas dienas pirmaja pus€ nedelas
vidu;

e nodarbibu metodikas pilnveide dazadojot nodarbibu veidus, veicinot diskusijas un
parejot no transmisivam uz transformejo$am macibam;

e informacijas tehnologiju un videoierakstu izmantosanas aktualizé$ana;

e uznémuma un ta struktlrvienibu vaditaju, darba aizsardzibas un pargjo specialistu
sadarbiba.

Pilnveidojot darbinieku kompetenci — zinaSanas, prasmes un atticksmi darba vide,
notikusi nozimigakas tas komponentes — atticksmes attistiba. Attieksmes izmainas
sekm@ja ar1 LLU nepilna laika studiju programma Darba aizsardziba un drosiba
studgjoso specialistu vaditas macibas un instrué$ana ar sekojosu apguves parbaudi.

Kompetences pilnveide veseliga, drosa un ilgtsp&jiga darba TstenoSanai saistita ar
sevis un sabiedribas parveido$anu, kas atbilst UNESCO divdesmit pirma gadsimta
izglitibas ilgtspgjigas attistibas piektajam balstam.

3.5. Specialistu kompetences veidoSanas un attistibas modela darba un civilaja
aizsardziba izvérteéSana un pilnveide

3.5.1. Petijumu metodika (2)

Lai nodros$inatu pétijjumu rezultatu salidzinasanu, izmantota pirmajam p&tijjumam
lidziga metodika.

Izveleti eksperti, kuriem doming pieredze izglitibas joma un eksperti, kuriem doming
pieredze, kas iegiita, stradajot par darba aizsardzibas specialistiem Diviem ekspertiem
ir pieredze abas minétajas jomas. Pieci eksperti piedalas darba aizsardzibas studiju
programmu 1stenoSana.

Ekspertu atskiriga pieredze sekméja vispusigu specialista kompetences attistibas
modela izvertésanu.

Katrs eksperts individuali iepazinas ar korigéto specialistu kompetences veidoSanas
un attistibas modeli darba un civilaja aizsardziba, modela galveno komponentu
raksturojumiem, ka arT ar specialistu kompetences veido$anas un attistibas modela
ekspertvertéjumu kopsavilkumu. Izmantots tabulas variants, kura ekspertu apzimgjumi
bija izdz@sti.

Nemot veéra ekspertu ieteikumus, modelis tika korigéts, un veikts atkartots ta
izvertgjums.

3.5.2. Kompetences komponentu raksturojuma un relativd nozimiguma
izvertejums (2)

Izvertejumu veica eksperti, ar pieredze izglitibas joma (trTs eksperti), pieredzi kas
ieglita, stradajot par darba aizsardzibas specialistiem (divi eksperti) vai pieredzi abas
minétajas jomas. (divi eksperti) Pieci no mingtajiem ekspertiem piedalas darba
aizsardzibas studiju programmu TstenoSana. Ekspertu atSkirigd pieredze sekmgja
vispusigu specialista kompetences attistibas modela izvertéSanu.
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Eksperti izvertgja specialista kompetences attistibas modeli ieklautos kompetences
un tas komponentu raksturojumus un to formulgjumus, ka ar1 ranzg€ja kompetences
komponentus p&c to nozimiguma.

Izverteti petijuma izstradatie specialista kompetences attistibas modeli ieklautie
kompetences komponentu raksturojumi. Izvertéts kompetences modeli ieklauto
kompetences komponentu relativais nozimigumus drosa, veselibai nekaitiga un
ilgtspgjiga darba konteksta. Izverteta kompetences modeli ieklauto kompetences
komponentu savstarp€ja atbilstiba, atbilstibu specialistu patstavigas darbibas attistiSanai
un paspieredzes aktualiz€Sanai.

Ekspertveértéjuma ietvaros notika:

tikSanas ar ekspertiem, izsniedzot pétfjuma uzdevumiem atbilstoSas anketas un

parrunajot veértésanas norisi;

neatkarigs katra eksperta darbs;

vertgjumu sanemsana un apspriesana;

datu apstrade ranzgjot kompetences komponentus péc to nozimiguma un nosakot

ekspertu vienpratibu;

individuala tikSanas ar ekspertiem un iepazistinaSana ar anonimiem

ekspertvertésanas rezultatiem;

kompetences modela izmantoSanas iespgju izvertésana izmantojot piecu ballu skalu.

Lai parbauditu izstradato ckspertvértéSsanas metodiku pieaicinati konsultanti
Dr.sc.ing., ar vairak neka 15 gadus ilgu pieredzi darba aizsardzibas studiju kursu
docésana un Dr.sc.ing., Mg.paed. ar vairak neka 10 gadus ilgu pieredzi darba
aizsardzibas studiju programmu isteno$ana un studiju kursu docéSana. Ekspertu izvEle
konsultanti rekomend€ja izmantot sniega pikas metodi, t.i., katram potencialajam
ekspertam liidzot ieteikt citus ekspertus. Konsultanti rekomend&ja komanda ieklaut
ekspertus ar pieredzi darba aizsardzibas studiju programmu TstenoSana un ekspertus ar
darba aizsardzibas specialista pieredzi uznémumos. EkspertvertéSanas metodika
parbaudita un pilnveidota pilotp&tijuma.

Datu apstradeé izmantota tieSsaistes datorprogramma. Noteiktas neparametriskas
statistikas moda (M,), mediana (M) un amplitida (A), ka arT Kendala konkordacijas
koeficients W un ta batiskuma limenis p (skat. 4.tab.).
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4. tabula / Table 4
Kompetences komponentu relativais nozimigums (2)
Ekspertvertéjumu rezultati /
The relative importance of the components of competence (2)
Results of expert evaluation

Eksperti / Experts )
£ o <
2 = o | B
X S > 2
g 5 | 8| 5
Kompetences o 2 3 €
komponenti / 312|122
Competence Al B|CIDJIE|F|G g | S| | <
components E P = =
3 | 5| 8| E
S |31 2| &
2 | = £
- . rU
Rangi (vietas) / Rank (places) o
Zinasanas /
Knowledge 4 2 2 1 3 3 3 18 3 3 3
Prasmes / Skills 3 4 3 3 4 1 2 20 3
Attieksme /
Attitude 1 1 1 2 1 2 1 9 1 1 2
Saprotamiba /
Intelligibitiy | 2 | 3 | 4 [ 4[24 4] B 440

Kopa / Total 10 | 10 | 10 | 10 | 10 | 10 | 10 70 X X X

Komponentu rangi: attieksme — 1, zinasanas — 2, prasmes — 3, saprotamiba — 4
(Kendala konkordacijas koeficients W = 0,47, ta batiskuma Itmenis p < 0,05).
Attieksmes un prasmju vert€juma atskiribas ir statistiski nozimigas, p < 0,04. Zinasanu,
prasmju un saprotamibas vertejumu rangu summu savstarp&jas atSkiribas nav statistiski
nozimigas. Atticksme ka kompetences komponents p&€c nozimiguma loti vienpratigi
ierindota pirmaja vieta.

Izmantojot ekspertvértéjuma iegilitos datus un analizgjot, izveért§jot teorétiskos
pétijumus, apkopojot giitas atzinas darba un civilas aizsardzibas konteksta, var secinat,
ka darba aizsardzibas specialistu kompetence droSa, veselibai nekaitiga un ilgtsp&jiga
darba TstenoSanai ietver attieksmes, zinasanu, prasmju un saprotamibas komponentus,
pilnveidojas un attistas darbiba ka individualo sp&ju un socialas vides mijiedarbiba.

Galvenie kompetences komponenti.

Attieksme — nov@rojama toleranta, pozitiva, pastaviga un atbildiga attiecksme pret
drosa, veselibai nekaitiga un ilgtsp&jiga darba veicinasanu, atbildiba par saviem vardiem
un darbiem radot pozitivu piemeru; atbildiba pret partneriem, Kritiska uznémumos,
organizacijas un sabiedriba valdosas attieksmes pret darba aizsardzibas noteikumiem
izverteéSana, samazinot formalo attieksmi pret tiem; ciena pret atskirigiem viedokliem
un viedoklu daudzveidibu; iejiitiga nelaimes gadijjumu izvert€Sana un raksturoSana,
ieverojot konfidencialitati.
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Attieksmes kriteriji:

e novérota tolerance (raditaji — ciena pret atskirigiem viedokliem; pazist un vada
savas emocijas; sp&ja veikt savas uzvedibas izvertgjumu un adaptéties parmainam;
iejutiba nelaimes gadijjumu izverteéSana un raksturoSana, konfidencialitates
ievérosana; gataviba atzit un saprast citu pardzivojumus; stresa kontroléSana; spgja
nodalit personiskas jiitas no profesionalas darbibas attiecibam);

e izpratne par vértibam un labjiites nodroSinasanu gan darba vidé, gan arpus tas
(radttaji — izpratne par drosibas prioritati darba vieta; sp&ja aktualizét un pamatot
ikviena darbinieka un darba dev&ja personigo atbildibu un savu ricibu, dzivibu,
veselibu un labjuti gan darba vid€, gan arpus tas; spgja realizet aktivitates amata
funkciju ietvaros, izmantojot vértibu filtru — vertibas mérku sasniegSanai jabalsta uz
veselibas saglabasanu visa miza garuma; sp&jas apzinaties dzives un pasaules
vertibas sava iek$gja biitiba — sp&jas uzradit savu apzinu sev paSam, samgerojot
vertibas ar savu izpratni un mainot $o izpratni — vélams uz augsu veseliga, drosa un
ilgtsp&jiga darba istenosanai);

e gribas uzvediba (raditaji — sp&ja izvertet atticksmi pret uzvedibu, lai veidotu
prognozi konkrétam darbibam veseliga, drosa un ilgtspgjiga darba IstenoSanai;
atbildiba par saviem vardiem un darbiem radot pozitivu pieméru; spga parnest
apgitas zinaSanas, pieredzi, gen&tiskos dotumus jaunda nestandarta situacija,
paskontroles un paskorekcijas spéja).

Zinasanas — izprot arodveselibu un darba medicinu, apkartéjas vides aizsardzibu,
vadibas zinibas, ekonomiku, lietiSko informatiku, lietvedibu, darba aizsardzibas
likumdoSanu, darba vides risku izvértéSanu un vadiSanu, darba aizsardzibas Iidzeklu
izvéli, ergonomiku, ugunsdro§ibu un civilo aizsardzibu, darba psihologiju un
pedagogiju, cilvéka-konteksta-laika modeli, 21. gs. izglitibas balstus, labjites
veicinaSanu, macibu un instruktdzu organiz€Sanu un vadiSanu, to TstenoSanai
nepiecieSamo metodisko materialu un dokumentu izstradi drosa, veselibai nekaitiga un
ilgtsp&jiga darba konteksta.

Zinasanu kriteriji:

e izzinas aktivitate un atbildiba (raditaji — gataviba iegit jaunas zinaSanas, jo apzinas
savu iemanu trikumu; pasapzinasanos; spgj izmantot zinasanas dro$as darba vides
veidosana un formalas atticksmes pret noteikumu ievéroSanu mazinasana; spéj
izmantot zinaSanas pastavigi mainigos apstaklos; sp&j veikt pasvert&jumu, jo piemit
izpratne par savam zinaSanam);

e zinaSanu daudzveidiba (raditaji — piemit zinaSanu plasums, jo izprot arodveselibu
un darba medicinu, apkartgjas vides aizsardzibu, vadibas zinibas, ekonomiku,
lietiSko informatiku, lietvedibu, darba aizsardzibas likumdoSanu, darba vides risku
izverteSanu un vadiSanu, darba aizsardzibas lidzeklu izvEéli, ergonomiku,
ugunsdros§ibu un civilo aizsardzibu, darba psihologiju un pedagogiju);

e zinaSanu aktualizacija konkrétaja situacija (raditaji — izprot, zina ka pielietot iegiitas
zinaSanas cilvéka-konteksta-laika modeli, 21. gs. izglitibas balstus, labjites
veicinaSanu, macibu un instruktazu organiz€Sanu un vadiSanu, to TstenoSanai
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nepieciesamo metodisko materialu un dokumentu izstradi drosa, veselibai nekaitiga

un ilgtsp&jiga darba konteksta).

Prasmes — prasmes veidot un attistit drosa, veselibai nekaitiga un ilgtsp&jiga darba
vidi, veidot un attistit macibu vidi uznémumos un organizacijas, planot, organizét un
vadit macibas un instruktazas, izstradat un pilnveidot instrukcijas, macibu lidzeklus un
prezentacijas, izmantot informacijas tehnologijas macibas un pilnveidot to izmantoSanu,
apzinat un izmantot Latvijas un ES darba aizsardzibas likumdoSanas aktus.

Prasmju kriteriji:

o intelektualas prasmes (raditaji — pieauguso izglitibas studentam pamatojoties uz
pieredzi piemit prasmes analiz&t sarezgitas paradibas, noteikt problémas bitibu un
lidzeklus tas risinaSanai, sintez& un integrét dazadus elementus, izkristalizet
vertibas, efektivi pielietot informaciju, konstruktivi sadarboties ar citiem);

e profesionalas prasmes (raditaji — prasmes veidot un attistit drosa, veselibai nekaitiga
un ilgtsp&jiga darba vidi, veidot un attistit macibu vidi uznp@mumos un organizacijas,
planot, organizét un vadit macibas un instruktazas, izstradat un pilnveidot
instrukcijas, macibu lidzeklus un prezentacijas, izmantot informacijas tehnologijas
macibas un pilnveidot to izmantoSanu, apzinat un izmantot Latvijas un ES darba
aizsardzibas likumdos$anas aktus).

Saprotamiba — sp€ja saprotami, atbilstosi konkréta klausitaja vai macibu grupas
dalibnieku priek$zinasanu Itmenim izskaidrot ar droSu, veselibai nekaitigu un
ilgtsp&jigu darbu saistitus jautajumus, ka ari sagatavot saprotamus metodiskos
materialus un instrukcijas.

Saprotamibas kritériji:

e komunikacija un saskarsme (raditaji — sp&j izmantot zinaSanas par komunikativa
procesa veiksmigas norises principiem un noteikumiem veidojot komunikaciju starp
uzn€mumiem un komunikaciju viena uznémuma ietvaros un kontrolgjosam valsts
iestadém; tie$a veida risina sarezgitos jautadjumus un labi klausas un laipni dalas
informacija, veicina atklatu komunikaciju un uztver ka sliktas zinas, ta ari labas
zinas; sp&j saglabat mieru un lidzsvarotibu, prasmi pamatot savu viedokli, prasmi
parliecinat sp&ju sadarboties ar darba devgjiem un darba néméjiem, ka ari, spgj
izveidot droSu un nekaitigu darba vidi, sp&ju izskaidrot gan darba dev&jiem, gan
darba pémgjiem droSu un veselibai nekaitigu darba pan€mienu izmantoSanas
nepiecieSamibu);

e profesionala saprotamiba (raditaji — sp&ja saprotami, atbilstosi konkréta klausitaja
vai macibu grupas dalibnieku priek$zinasanu Itmenim izskaidrot ar drosu, veselibai
nekaitigu un ilgtsp&jigu darbu saistitus jautajumus, ka arT sagatavot saprotamus
metodiskos materialus un instrukcijas.

Ekspertu komentari izmantoti noformé&jot galigo modela variantu. leteikums termina
saprotamiba vieta lietot vardkopu sp&ja skaidri izvertéts, analiz&ot ta analogus
vardnicas (LatvieSu literaras valodas vardnica; Pedagogijas terminu skaidrojosa
vardnica). Terminologiska vardkopa macibu teksta saprotamiba ievietota Akadémiska
terminu datubazé AkadTerm. Nemot véra analizes rezultatus modeli saglabats termins
saprotamiba.
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Lai modeli labak atspogulotos atskiribas starp Kompetenci - 1 un Kompetenci — 2,
modela attéls (skat. 1.att.) papildinats ar tekstu: kompetence (1) — kompetences
sakotngjais Itmenis, kas sasniegts lidz macibam vai studijam; kompetence (2) —
paaugstinats kompetences limenis, kas sasniegts macibu, studiju un pieredzes ietekmé.

Izvertgjot pilnveidoto kompetences attistibas modeli, eksperti konstatgja, ka modela
att€ls un galveno komponentu skaidrojuma teksti ir savstarpgji atbilsto$i, p&ctecigi, ka
ar1 atbilst modela nosaukumam. Modeli iespgjams izmantot darba aizsardzibas
specialistu macibu un studiju planosana, ka ari informalajas macibas, lai istenotu
specialistu paspilnveidi (skat. 5.tab.).

5. tabula/ Table 5
Kompetences veido$anas un attistibas modela ekspertvértéjumu kopsavilkums /
Formation and development of competence model expert’s evaluation summary

Jautaiumi / " Eksperti / Experts - <

autajumi / Questions A ‘ B ‘ c ‘ D I E g 5 S

S E°| =

T . Vertejums, balles / S| 8

Nr. | Ka Jus vertejiet.../ How do you estimate.. Estimate, points n %
3 atte ilsti ?

1 grafiska attéla atbilstibu mode]a nosaukumam? / 5 5 4 a4 la| 2 5

conformity of graphic image to the model title?

modela komponentu raksturojumu (tekstu), ta
2 péctecibu? / the characteristics model 4 3 5 4 |5|21 | 4
component, its successor?
modela grafiska att€la un komponentu
skaidrojuma (teksta) savstarpgjo atbilstibu? /
graphic image of model and interpretation of
component cross-compliance?
modela izmantoSanas iesp&jas darba aizsardzibas
specialistu macibu un studiju planosana? /

4 possibilities for using the model in planning 5 5 4 4 | 4| 22 2
training and study for labour protection
specialists?
modela izmantoSanas iesp&jas darba
aizsardzibas specialistu paspilnveide
5 |(informalajas macibas)? / possibilities for using | 5 5 4 4 | 4| 22 2
the model in self-improvement for labour
protection specialists (in informal learning)?

Kopa / Total 23 |22 | 21 |19 | 21106 | x

Darba aizsardzibas specialistu kompetences veidoSanas un attistibas modelis
aprob&ts macibas, studijas un praks€. Aprobacija apstiprinajas ekspertu vertgjumi.

Visi eksperti atzist, ka specialistu kompetences veidoSanas un attistibas modelis
darba un civilaja aizsardziba ir izmantojams ka macibas vai studijas, ta arT praksg, un
skaitliskais vertg§jums balles adekvati raksturo modela kvalitati.
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1. att. Darba aizsardzibas specialistu kompetences veidos$anas un attistibas modelis /

Fig.1. Competence development model for labour protection specialists (corrected)
kompetence (1) — kompetences sakotn&jais I[imenis, kas sasniegts lidz macibam vai studijam; kompetence (2) —
paaugstinats kompetences limenis, kas sasniegts macibu, studiju un pieredzes ietekmé. * Akcentétas izmaina, kas atbilst
UNESCO divdesmit pirma gadsimta izglitibas ilgtspgjigas attistibas piektajam balstam (UNESCO’s five pillars...,
2012).

Competence (1) —the initial level of competence achieved before teaching or learning; Competence (2) — teaching,
learning and experience effect increased level of competence. *Akcentgtas izmaina, kas atbilst UNESCO divdesmit
pirma gadsimta izglitibas ilgtsp&jigas attistibas picktajam balstam / Emphasis is placed on the fifth pillar of UNESCO's
twenty-first century sustainable development education (UNESCO?’s five pillars..., 2012).



Butiskakie secinajumi

1. PieauguSo izglittba nozimigakais ir kompetences skaidrojums, kas raksturo
kompetenci ka pieraditu sp€&ju izmantot zinaSanas, prasmes un personiskas
socialas un/vai metodiskas spéjas darba un macibu situacijas profesionala un
personigaja attistiba visa miiza garuma.

2. Kompetence raksturo studentu sp&ju bitisku resursu mobilizésana konkréta rezultata
sasniegSanai, konkréta uzdevuma izpildei un ietver tris aspektus zinasanas, zinat ka,
attieksmes un resursus. Kompetencu konstrug$ana izmanto divu veidu resursus:
ieksgjos (zinasanas, prasmes, iemanas, attieksmes); argjos (personigie sakari, datu
bazes, u.c.).

3. Teorétiskajos un eksperimentalajos petijumos noskaidrojas, ka dominé formala
atticksme pret darba un civilas aizsardzibas macibam un noteikumu iev&roSanu.
Pastav iespéja 1istenot kompetencé balstitas pieaugus$o darba un civilas
aizsardzibas macibas un studijas atbildigas atticksmes veidoSanai un attistibai.

4. Atbildiga attieksme pret darba un civilo aizsardzibu veidojas un attistas izglitibas,
macibu procesa balstoties uz process-persona-konteksts-laiks modeli, kura
nozimigakais ir process. Konteksts — macibu/studiju vide.

5. Pieci Izglitibas ilgtsp&jigai attistibai balsti ir bitisks 21. gs izglitibas attistibas un
pilnveides orientieris miizizglitiba. Piektais izglitibas balsts macities parveidot sevi
un sabiedribu, attistit sp&jas un vel€sanos integrét ilgtspejigu dzives stilu sevi un
sabiedriba, dod iesp&ju mainit sabiedriba valdoSo formalo attieksmi pret darba un
civilo aizsardzibu.

6. Drosa darba kultira un klimats institficija vai organizacija, labjlites programmu
izveidoSana veido pozitivu attieksmi pret darba un civilo aizsardzibu, labjites
nodro§inasana miza garuma ir sabiedribas kvalitates kriterijs.

7. Astonus meéneSus ilgaja studiju perioda (ietvéra arl praksi uzp€mumos vai
organizacijas), kas notika atbilstosi darba aizsardzibas specialistu kompetences
veido$anas un attistibas modelim, notika loti nozimiga (p = 0.01) darba
aizsardzibas specialistu kompetences attistiba.

8. Programma Darba aizsardziba un drosiba studgjoso darba aizsardzibas specialistu
prakses laika vaditas nodarbibas un instruktazas, ka ar1 Iidzdaliba uznémuma
vai organizacijas darba procesa veicinaja arl darbinieku kompetences attistibu
darba aizsardziba. lezimgjas (p = 0.11) kompetences attistiba uzneémumu darba vide.

9. Teorgtiskajos petjjumos noskaidrojas, ka darba un civilas aizsardzibas kompetences
veido$ana un attistiba Tpasa nozime kompetences komponentiem: attieksmei,
zindSanam, prasmém, radoSumam, profesionalai &tikai, komunikacijai,
emocionalajai inteligencei, intuicijai, refleksijai.

10. Ekspertvertejuma konstatéts, ka darba aizsardzibas specialistu kompetence drosa,
veselibai nekaitiga un ilgtsp&jiga darba T1stenoSanai ietver bitiskakos
komponentus: attieksmi, zinaSanas, prasmes un saprotamibu, pilnveidojas un
attistas darbiba ka individualo sp&ju un socialas vides mijiedarbiba.

Attieksmes kriteriji: novérota tolerance (raditaji — ciena pret atSkirigiem
viedokliem; pazist un vada savas emocijas; sp&ja veikt savas uzvedibas izvertgjumu un




adapt@ties parmainam; iejutiba nelaimes gadijumu izvertéSana un raksturosana,
konfidencialitates ieveroSana); izpratne par veértibam un labjltes nodroSinasanu gan
darba vidé, gan arpus tas (raditaji — izpratne par dro$ibas prioritati darba vieta; spcja
aktualizét un pamatot ikviena darbinieka un darba devéja personigo atbildibu un savu
ricibu, dzivibu, veselibu un labjiti gan darba vide, gan arpus tas; sp&ja realiz€t
aktivitates amata funkciju ietvaros, izmantojot vertibu filtru — vertibas meérku
sasniegSanai jabalsta uz veselibas saglabasanu visa miiza garuma); gribas uzvediba
(radttaji — spgja izvertét atticksmi pret uzvedibu, lai veidotu prognozi konkrétam
darbibam veseliga, drosa un ilgtsp&jiga darba istenoSanai; atbildiba par saviem vardiem
un darbiem radot pozitivu pieméru; Sp&ja parnest apgiitas zinasanas, pieredzi, genétiskos
dotumus jauna nestandarta situacija, paskontroles un paskorekcijas spgja);

Zinasanu kriteriji: izzinas aktivitate un atbildiba (raditaji — gataviba iegit jaunas
zinasanas, jo apzinas savu iemanu trikumu; spg€j izmantot zinaSanas drosas darba vides
veidoSana un formalas attieksmes pret noteikumu ieve€roSanu mazinasana; spgj veikt
pasvert€§jumu, jo piemit izpratne par savam zinaSanam); zinaSanu daudzveidiba
(raditaji — piemit zina$anu plasums, jo izprot arodveselibu un darba medicinu,
apkartgjas vides aizsardzibu, vadibas zinibas, ekonomiku, lietiSko informatiku,
lietvedibu, darba aizsardzibas likumdoSanu, darba vides risku izveértéSanu un vadiSanu,
darba aizsardzibas lidzeklu izveli, ergonomiku, ugunsdro$ibu un civilo aizsardzibu,
darba psihologiju un pedagogiju); zinaSanu aktualizacija konkrétaja situacija (raditaji
— izprot, zina ka pielietot ieghitas zinaSanas cilvéka-konteksta-laika modeli, 21. gs.
izglitibas balstus, labjlites veicinaSanu, macibu un instruktazu organizé€Sanu un
vadiSanu, to istenoSanai nepiecieSamo metodisko materialu un dokumentu izstradi
drosa, veselibai nekaitiga un ilgtsp&jiga darba konteksta;

Prasmju kritériji: intelektualas prasmes (raditaji — pieauguso izglitibas studentam
pamatojoties uz pieredzi piemit prasmes analiz&t sarezgitas paradibas, noteikt problémas
biitibu un lidzeklus tas risinasanai, sintez&t un integrét dazadus elementus, izkristalizet
vertibas, efektivi pielietot informaciju, konstruktivi sadarboties ar citiem); profesionalas
prasmes (raditaji — prasmes veidot un attistit drosa, veselibai nekaitiga un ilgtsp&jiga
darba vidi, veidot un attistit macibu vidi uzn€mumos un organizacijas, planot, organizet
un vadit macibas un instruktazas, izstradat un pilnveidot instrukcijas, macibu lidzeklus
un prezentacijas, izmantot informacijas tehnologijas macibas un pilnveidot to
izmanto$anu, apzinat un izmantot Latvijas un ES darba aizsardzibas likumdosanas
aktus);

Saprotamibas kritériji: komunikacija un saskarsme (raditaji — sp€ izmantot
zinaSanas par komunikativa procesa veiksmigas norises principiem un noteikumiem
veidojot komunikaciju starp uznémumiem un komunikaciju viena uzne@muma ietvaros
un kontrolgjosam valsts iestadém; spgj izveidot droSu un nekaitigu darba vidi);
profesionala saprotamiba: (radrtaji — sp&ja saprotami, atbilstosi konkréta klausitaja vai
macibu grupas dalibnieku priek$zinasanu ITmenim izskaidrot ar drosu, veselibai
nekaitigu un ilgtsp&jigu darbu saistitus jautajumus, ka arT sagatavot saprotamus
metodiskos materialus un instrukcijas).

Pamatojoties uz teor&tiskajam atzinam un ekspertvertg§jumu izveidots modela
kompetences komponentu raksturojums.
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11.

1. Neapzinata nekompetence - jums triikkst iemanu, un jis nezinat par $o iemanu
trikumu vai pat to iespgjamo pastavéSanu. Apzinoties So iemanu trikumu, jGs
parejat uz otro stadiju.

2. Apzinata nekompetence - jiis zinat, ka jums trukst konkreto iemanu. Pasa
nekompetences izpraSana, no vienas puses, var motivet jus ieglit nepiecieSamas
iemanas, bet, no otras puses, var radit nedrosibas un diskomforta sajiitu, kas trauce
macibas vai studijas.

3. Apzinata kompetence seko apzinatajai iemanu apguvei. Biezi $o stadiju apzime
ka paSapzinasanos. Darbibas atkartoSana var but saistita ar palielinatu
koncentrésanos, un notikt paléninati.

4. Neapzinata kompetence - macibas (kompetences attistibas) nosléguma etaps, kad
iemanas pilniba ir integrétas jusu uzvedibas repertuara. Jiisu zemapzina ar to tiek
gala patstavigi, bet jiisu apzina ir briva jaunu iemanu iegfidanai. ST stadija raksturo
meistaribu.

Pamatojoties uz ekspertu vienpratibu, kuru raksturo Kendala konkordacijas
koeficients W = 0,47 ar biitiskuma Iimeni p < 0,05, modeli iesp&jams izmantot darba
aizsardzibas specialistu macibu un studiju planosana, ka ari informalajas macibas,
lai 1stenotu specialistu pasSpilnveidi.

Darba aizsardzibas specialistu kompetences veido$anas un attisttbas modelis

aprobéts macibas, studijas un praksé. P&tijumi apstiprina promocijas darba pétitas
problémas nozimigumu un aktualitati.

leteikumi

Pamatojoties uz teorétiskajiem un eksperimentalajiem pétjjumiem, izstradati

ieteikumi.

1.

2.

Izstradato darba aizsardzibas specialista kompetences veidoSanas un attistibas

modeli var izmantot citu specialitasu studiju programmas.

Talakos pétijumus, ka vienu no uzdevumiem izvirzit darba aizsardzibas specialistu

trisdimensiju kompetences modela izveidi. To jabalsta uz zinatniski pamatotiem,

konkrétiem pétijumu rezultatiem gan no ekonomiska, gan sociala aspekta, kas sniedz
darba devéjiem un darbiniekiem argumentus par zaud&umiem, kas rodas ilgstosas
slimoSanas vai invaliditates rezultata

Ka galvenos mérkus darba aizsardzibas specialistu kompetences pilnveide studiju

programmas izvirzit:

e spé&ju parliecinat darba dev&jus un darbiniekus, ka dro§iba, veseliba, labjite nav
birokratija, bet cilveka veselibas un dzivibas sekméSana miiza garuma;

e sp&ju saprotami, atbilstoSi konkréta klausitaja vai macibu grupas dalibnieku
prieks$zinasanu lIimenim izskaidrot jautajumus par drosu, veselibai nekaitigu un
ilgtsp&jigu darbu, ka arT sagatavot saprotamus interaktivus metodiskos materialus
un instrukcijas;
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e sp&ju izvertét un pilnveidot civilas aizsardzibas un katastrofu parvaldiSanas
planus un to TstenoSanas iesp&jas organizacijas un uznémumos;
e pilnveidot darbinieku zinasanas un iemanas veselibas veicinasanas joma.

4. Lai nodro$inatu kompetentu un atbilstosu uzraudzibu un kontroli darba un civilas
aizsardzibas joma, izglitibas programmas ieteicams aktualiz&t jautajumus par
nelaimes gadifjumu un arodslimibu skaita samazinaSanu, nemot v&ra petfjumos
identificétas aktualakas darba vides problémas.

5. Izvertet iesp&ju normativajos aktos Latvija lietoto terminu ,Darba aizsardziba”
aizstat ar Eiropa lietoto terminu ,Darba dro§iba un veselibas aizsardziba”
(Occupational Safety and Health Administration - OSHA) vai ,,Darba drosiba”.
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Pétijjuma aprobacija
Approbation of the scientific work

Raksti Zurnalos / Publications in the journals

1.
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sustainable development. Zurnalas ,,Mokytojy ugdymas“, Teacher education, 2015,
Nr.25 (2), pp. 15-22.

Publikacijas visparatzitos zinatniskos recenz€jamos izdevumos /
Articles in generally recognised scientific peer-reviewed

1.
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Introduction

Labour and civil protection are aimed at enabling every member of society to
maintain the core value of our lives — human life and health, both inside and outside the
work environment.

Theoretical research and personal experience of the author (21 years working
experience at a company, 10 years working experience in educational sphere), as well
as observations show that one of the main causes of accidents is failure to comply with
labour and civil protection rules, being indifferent to them. Employees, employers,
labour protection experts and general public do not always understand their role in safe,
healthy and sustainable work implementation. Being aware of the rules, they do not
follow them or adhere to the rules only formally, especially when the effects of health
problems do not occur immediately, but after some time. In order to improve the
situation, the competence of labour protection specialists must be improved, employees’
positive attitude towards labour and civil protection should be promoted.

The first part of the doctoral thesis analyzes and evaluates the concept of
competence, presents the term competence usage, types of competence, competence’s
components, competence of labour protection specialists and the model of its
acquisition.

The second part of the doctoral thesis analyzes and evaluates the formation and
development of competence in civil protection studies and work environment and its
models. Based on the theoretical research and the author’s experience, the structural-
processual model of competence formation and development in work environment has
been designed.

The third part of the doctoral thesis describes experimental studies and their results.
Values and attitudes towards work and civil protection as well as competence formation
and development have been studied. The model of formation and development of labour
protection specialists’ competence has been improved and evaluated. Expert assessment
has shown that this model can be used in teaching labour protection and other specialists
and the study planning process, as well as in informal education for specialists’ self-
improvement. The model has been approbated in studies and practice.

Experimental research has confirmed the significance and topicality of the problem
studied in the doctoral thesis.

As a result of the research carried out within the framework of the doctoral thesis,
the theoretical substantiation of the professional competence structure, components and
indicators of labour protection specialists have been developed, as well as the formation
and development of responsible attitude based on the competence of labour protection
specialists has been substantiated.

Practical topicality of the research

The topicality of the research is characterized by the number of accidents and their
dynamics in Latvia, as well as the comparison of the number of accidents with analogous
data in other European Union countries.
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Personal experience reflection and unstructured observations of the author of the
doctoral thesis show that labour and civil protection rules are not always respected. One
of the reasons is poor quality, very large amount of work safety instructions and briefing
inadequacy to workers’ preparedness for a concrete situation. Often the briefing takes
place formally. The instructions are given to read without any explanation and the
documents are drawn up with the signatures of the employees. Negative experience has
evolved over the years, both in the family and in society as a whole.

Civil protection legislation regulates the identification of potential internal and
external threats determining the planned actions of employees in the enterprise in case
of potential threat, developing a set of knowledge, skills and attitudes about everyday
life dangerous events, principles of safe behaviour, as well as the disasters that may
occur, with particular attention being paid to emergency situations whose probability
increases.

Having evaluated the author’s experience and theoretical research findings, special
significance of labour protection specialists’ competence has been established.
Students’ and institution or company employees’ (specialists and workers) competence
can be formed and developed.

Scientific topicality of the research

One of the twenty-first century educational aims is to ensure sustainable
development of society. In order to achieve this aim, it is essential to maintain life and
health of every member of society, as well as to promote their lifelong wellness.

The latest scientific world publications have raised issues in the field of civil
protection, mainly related to terrorist threats. In Latvia, civil defence and disaster
management research has been carried out in the field of firefighting. (Kiselovs,
Jemeljanovs, levins, 2017).

World research also highlights the necessity for wellness programs: employer-paid
and organized programmes designed to support workers (sometimes their families), to
improve quality of life, reduce risks to health, increase physical and mental well-being
(Berry, Mirabito, Baun, 2010). Programs provide effective personal and professional
problem solving to change attitudes, behaviours, and habits (smoking, excessive use of
alcoholic beverages, unhealthy eating habits), as only sustainable education programs
will be a successful wellness solution at workplace and behavioural change (Workplace
Wellness Programs.., 2013; Workplace wellness can., n.d.).

Imants Bertaitis states, ’Very extensive research in the world has been carried out in
continuing vocational training, but no research has been found on continuing education
of labour protection specialists. The research carried out in Latvia is only related to the
field of occupational medicine” (Bertaitis, 2013, 18), as labour protection is included in
management study programmes’’ (Daniellou, 2006; Eraut, 1994; 2004; Smith, Hogg,
2008; Zohar, 2004).

In Latvia, research is mainly carried out in the field of occupational medicine (Roja,
2001; 2008; 2016, Eglite, 2008; 2012; Vanadzins, 2015) and labour protection
organizations and institutions (Kalkis, V., 2008; Roja, 7., Kalkis, H., Roja, 1., 2016).
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In Latvia, Imants Bertaitis (2013) developed and approbated pedagogical
competences of the labour protection specialist and the model of their acquisition.

In Europe, labour protection is included in management study programs (Daniellou,
2006; Eraut, 1994; 2004; Smith, Hogg, 2008; Zohar, 2004).

The term Occupational Safety and Health Protection is used in Europe, but in Latvia
— Labour Protection. Similarly it refers to a labour protection specialist. The facts stated
above justify the choice and topicality of the research theme.

Research topic
Formation and development of labour and civil protection competence in studies and
work environment

The object of the research
Competence of labour protection specialists

The subject of the research
Formation and development of labour protection specialists’ competence

The main aim of the research

Labour and civil protection competence formation and development in studies and
work environment, its theoretical background and experimental evaluation, and models
of competence formation and development of labour protection specialists, its
component model and formulations, as well as structural-processual model of
competence formation and development in work environment.

Research questions

e What are the most important theoretical findings about competence-based learning
and study process, as well as attitude formation and development?

e What is the attitude towards labour and civil protection training and compliance with
the regulations?

e How does the process of formation and development of specialists’ competence
happen in labour and civil protection training, studies and work?

e What is the labour and civil protection specialist’s competence formation and
development model?

Obijectives of the research

e Toanalyze definitions and explanations of competence, evaluate theoretical findings
of competence formation and development in the context of labour and civil
protection.

e To evaluate attitudes towards labour and civil protection, as well as compliance with
labour and civil protection rules.

e To analyze the relation between psycho-emotional risk factors and values with the
competence of labour protection specialists.
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P ow

To develop labour and civil protection training and studies.

To evaluate the formation and development of specialists' competences and attitudes
in training, studies and work.

To develop a competence-based model for the formation and development of labour
protection specialists’ competence, describing its components.

To carry out the expert assessment, correction and approbation of the labour
protection specialists’ competence formation and development model.

Research methodology

Theoretical research:

o Identification, analysis and evaluation of scientific literature, sources and
findings:

e UNESCO, EU and LR documents’ analysis.

Experimental research:

e natural experiment;

e case studies;

e observations, interviews, questionnaires.

Expert evaluation.

Content analysis.

Identification and analysis of parametric and non-parametric statistics.

Experimental studies are structured according to the process-person-context-time

model.

Research background and respondents

LLU Forest Faculty staff.

Programme’s ‘Labour Protection and Safety’ students, organisational and
enterprises’ staff - specialists of labour protection and other profession specialists
and workers.

Riga Stradins University, the Institute for Occupational Safety and Environmental
Health - anonymous questionnaire of labour protection specialists during the
professional development course organized by the Institute.

LLU, LU, RTU students attending courses of labour and civil protection.

Scientific novelty of the research

Theoretical substantiation of labour protection specialists’ competence structures,
components and indicators in labour and civil protection studies and work
environment has been developed and experimental evaluation has been performed.
The formation and development of labour protection specialists’ competence in the
training, studies and work process of labour and civil protection.

The competence formation and development model for labour protection specialists
has been developed and approbated.
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Practical significance of the research

e The study course programmes in Labour Protection and Safety as well as their
implementation have been improved using knowledge, skills and competences
substantiated in the research, as well as newly developed formulations of attitude
and intelligibility.

e The developed model of labour protection specialists’ competence formation and
development has been approbated in both study and work environment, and it is
adaptable for the improvement of study programmes for other specialities.

Stages of the research

Stage One from 2012 to 2015

Identification, search, analysis and evaluation of literature sources, developing
scientific tools.

Development of theoretical substantiation of competence formation and
development in the study and work environment of civil and labour protection.
Developing the competence formation and development model of specialists.
Developing the experimental research programme.

Stage Two from 2015 to 2016

Experimental research on specialists’ competence formation and development in
labour and civil protection training, study process and work.

Stage Three from 2017 to 2018

Expert evaluation, correction and approbation of the labour protection specialists’
competence formation and development model.

The research scope

The senior labour protection specialist of an enterprise or company performs the
organisation of labour protection system, internal supervision of work environment as
well as surveillance and examining in the field of labour protection; as a competent
specialist this person has good command of labour protection and surrounding
environment issues and knows how to apply the respective regulatory enactments; this
specialist carries out the scientifically pedagogical activities related to labour protection
(The Profession Standard of Senior specialist in labour protection, 2011). The specialist
has to acquire the ability to assess and plan necessary actions to deal with emergencies,
which is in the context of civil protection legislation.

The purpose of education is to ensure that a competent specialist, when acquiring
knowledge, skills and abilities, is able to appreciate health as a means of ensuring
sustainability, improving the quality of life, and to use and influence the conditions that
affect human health. In order to achieve a complete physical, mental and social wellness,
a specialist must be able to identify and realize the desire to meet needs and to change
or arrange and improve the environment.

Experimental studies were carried out as a natural experiment (Bronfenbrenner,
1976) in training, study and work environment, preserving the sequence of activities
(classes, sessions, etc.) intended in study plans and labour protection documents.
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Research orientation is based on the research of the computer use compliance with the

rules (see subchapter 3.1.1 ), since computers are used by students and specialists for

studies, work and in everyday life for a long time. The data were obtained from three
universities in Latvia (triangulation of data, methods and researchers). The evaluation
of the data contributed to the determination of the further research boundaries.

The following participants were involved in the labour and civil protection
competence formation and development in the study and work environment and in the
development of its model:

1. The students of four study programmes from three Latvian universities: Latvia
University of Life Sciences and Technologies, University of Latvia and Riga
Technical University. All the students of the Labour Protection programme were
combining their studies with work in different professions: company managers,
lawyers, engineers builders, topographers, etc.

2. Seven specialists of different professions — a sociologist, a lawyer, an accountant, a
food technologist, a teacher, a labour protection specialist and a psychologist.

3. Participants of Professional Development courses of Labour Protection specialists
of Occupational Safety and Environmental Health Institute Agency of Riga Stradins
University.

4. LLU part-time EQF Level 7 study programme Labour protection and safety students
and personnel from different organisations and enterprises of Latvia — specialists and
workers.

5. Labour protection specialists’ competence formation and development model and
component characteristics as well as their formulations included in it were
developed, analysed and assessed involving the experts from Latvia University of
Life Sciences and Technologies, the chairperson of the trade union organisation of
the Joint Safety sectors, an education expert, a labour protection specialist from a
harvesting plc company; a labour protection specialist and a lecturer; a visiting
lecturer of the UL and LLU and a labour protection expert.

Based on Guy Le Boterf (Le Boterf, 1998; 2004; 2008), Edward Will Taylor’s
(Taylor, 2007) 5 stage Conscious Competence Expanded (Re '5th stage’) model (Will
Taylor's conscious competence expanded model) and Bates (2016), Goulmens (2001),
Briede (1998; 2009; 2011), Briede, Bimane (2010) and other authors’ theoretical
research, the specialists’ competence formation and development model was created and
expert evaluation performed

Based on the expert assessment and evaluation of the theoretical findings a model of
the formation and development of specialist competence in labour and civil protection
was developed.

Taking into account the expert recommendations, the model was modified to better
reflect the differences between Competence — 1 and Competence — 2; in the model
figure (see Fig. 1) the title of the model was supplemented with the text: Competence
(1) - the initial level of competence reached before learning or studies; competence (2)
— an increased level of competence achieved through training, studies and experience,
resulting in the creation of the model for the formation and development of labour
protection specialists’ competence.

55



Theses for the defence:

. Competence of labour protection specialists for the implementation of safe,
sustainable and harrmless to health work includes the components of attitudes,
knowledge, skills and intelligtibility.

. The development of competence of labour protection specialists is based on
responsible attitude, and it is connected with the ability to create and develop a safe,
healthy and sustainable working environment, to create and develop a learning
environment, to plan, organize and manage training and instruction in enterprises,
the ability to explain the issues related to safe, harmless and sustainable work in an
understandable way, corresponding to a particular participant’s or study group’s
level of previously acquired knowledge, as well as to prepare and develop
methodological materials and instructions.

. The development of competence of labour protection specialists in studies, studies
and work is promoted using the model of competence formation and development.

. Modifying the model, it can be used to improve the study programmes of other
specialties.
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General characteristics of the research
1. Labour and Civil Protection competence

1.1. The concept of competence and use of the term

Competence characteristics, its formation and development in the labour and civil
protection study and work environment have been analysed and evaluated, using the
findings of the following authors: R. Boyatzis, B. Briede, J. Burke, H. L. Dreyfus,
S. E. Dreyfus, D. D. Dubois, E. Garcia-Barriocanal, W. M. Gibson, D. Guerrero,
R. M. Guion, J. Habermass, J. A. C. Hattie, T. Hoffmann, A. Homi¢a, R. LauZacks,
G. Le Boterf, A. Rauhvargers, J. Raven, D.S. Rychen, L.H. Salganik, W. Taylor,
A. 3umuss, [x. Pasen, I'. Tuxomuposa, M. A. XomomxHasl.

The proper use of the modern term is determined by the context. A variety of terms
of competence, their translations, uses and definitions has been identified. The choice
of terms should be based on the context of work and civil protection.

The term competence has two main meanings. The first relates to learning outcomes
- competent performance and the second to competent individuals who achieve the
result.

The following findings have been summarized after the analysis of the identified
publications:

Competence is a proven ability to use knowledge, skills and personal, social and / or
methodological skills in work and learning situations and in professional and personal
development. Competence is related to responsibility and autonomy.

The three main interrelated types of competence are individual (self-, socio-cultural),
social and professional. These include the following groups of components: knowledge,
skills, values, ethics, attitude, creativity and thinking.

Competence is based on qualifications - a set of relevant knowledge, abilities and
skills, and when they are acquired a person can competently perform a job of an
appropriate type and complexity.

Competence is the basic characteristic of a human being that shows the way of
thinking or behaviour and is persistent over a long period of time.

Competence is characterized as:

a set of knowledge, skills and attitudes that qualify for a specific type or level of

tasks’ performance;

learning outcomes that meet pre-defined standards;

the ability to adapt learning outcomes in a specific context: education, work,

personal or professional development;

the ability to act - communicate and understand, judge and act, constantly developing

oneself;

the ability to carry out the given tasks in a real or simulated work situation;

the tools used by employees to perform different types of work or tasks.
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Competence improvement focuses on personality development and encompasses
social, cognitive and emotional as well as will development features, including
knowledge, skills and attitudes.

Two types of resources are used to improve competences: internal - knowledge,
skills and attitudes; external - personal communications and databases.

Competence and work ethics affect professional culture and organizational culture.

Organizational culture — a set of prevailing organizational views, values, social
norms and behaviour standards, that unite and consolidate employees and affect the
organisation's job potential.

The components of the organisation's work potential are health, equality and the
ability to work in a collective, creative potential, activity, the ability to be organised,
education, professionalism, working time resources, as well as professional culture.

In the context of the competence of labour protection specialists, the introduction of
good practice is very important.

Good practice is a practical and effective solution to work safety.

The first task of the competent higher education is to determine what competences
and which level of competences the students should acquire in the study programme. It
is useful to create an appropriate competence model.

In the subchapter 1.2 Types of competences the structures and types of
competences are described - professional competence, management competence and
psychological competence.

Analyzing the publications of B. Briede, G. Catlaks, F.Delamare Le Deist,
D. Guerrero, J. A. C. Hattie, L. Rutka, L. M. Spencer, k. Pasen, the following
findings have been summarised:

There are several approaches to explaining and defining competence. Four

approaches have been described.

The first approach emphasizes the proving of competence in an activity in the centre

of which learning outcomes are observable.

The second approach focuses on the quality and level of competence as well as the

individual's characteristics.

The third approach pertains to the individual's knowledge, skills, attitudes and other

parameters.

The fourth approach includes mutually agreed variations of the first three

approaches.

In the context of labour and civil protection, the fourth approach is the most
appropriate, involving mutually agreed variations of the first three approaches. It
promotes the changes in an individual's qualities, including changes in the attitude and
also the improvement of knowledge and skills.

Competence approach to education in the 21st century is based on the basic
assumption: to emphasize an individual's ability to reflect, use the individual’s meta-
cognitive skills, be creative, independent in thinking, critically evaluate one’s actions
and take responsibility for them.
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Different competences and types of their division are characterised: intellectual,
academic and practical - characterizing skills, professional ethics and responsibility;
meta-competence related to the acquisition of other competences; individual
competence and institutional competence; ethical competence; informational
competence; intellectual competence; methodological competence; social competence,
cognitive competences.

Meta-competences are required for any type of competence. They can be called
transversal competences.

Types of competence characteristics: motives; features - physical characteristics and
response to the situation or information, emotional self-control and initiative; self
concept - human attitude, values or self-image; knowledge; skills.

Cognitive skills include analytical thinking and conceptual thinking.

The importance of a particular type of competence in labour protection depends on
the status of the specialist and the task to be performed - training, instruction,
identification of risk factors, etc.

The competence of labour and civil protection specialists can be described as
professional competence.

Professional competence is the ability to realize activities within the function of the
job, by developing skills in selective application of knowledge, the ability to integrate
knowledge and values to achieve goals in professional work. In labour and civil
protection, the ability of specialists to integrate knowledge must be a determining factor,
and the achievement of value goals must be based on lifelong health.

Professional competence should be based on ethics as professionalism - honesty,
responsibility for quality and consequences, knowledge of how to act, thinking skills
should be developed based on understanding, not just standards. Individual motivation
- willingness to act, take responsibility and risk is necessary to act competently.

Professional competence-based action is influenced by social conditions -
organizational management, group competence and context.

Particularly important components of professional competence for labour protection
specialists are decision-making, awareness-raising, development of skill levels,
acquiring life skills, problem solving and creative thinking in planning and organizing
preventive measures. Development of personality, analysis of personal knowledge,
skills, qualifications, self-assessment, improvement of emotional self-regulation, as well
as relationship analysis and formation are aspects that are necessary for professional
development.

Components of professional competence are built up of personnel abilities, motives,
self-image, suitability, skills, attitudes and values that are complemented and integrated
with other elements in the context of the work environment: knowledge, skills, abilities,
values and experience.

Key competences is a set of knowledge, skills and attitudes that are necessary for a
personality's self-development which contribute to social inclusion and employment.

Individuals' main activities in career development and quality of life in general cover
eight basic or key competences: communication in native language, communication in
foreign languages, mathematical competence and basic competences in science and
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technology, digital competence, learning to learn, social and civic competence,
awareness and understanding of culture.

Professional competence indicator groups are: continuous improvement of
knowledge and skills, social competence which is necessary for a professional, work
functions, duties, responsibility and autonomy at work; professional values and ethics,
professional recognition and expert work, development of different abilities in both
career and everyday life, company ideology and professionalism in relationships and
professional creativity.

In personnel management, the concept of competence is used to describe employee
behavior or action patterns in typical work situations that help explain in what way it is
required to accomplish duties and what skills are required.

The most frequently used employee evaluation criteria are knowledge, skills and
work performance.

Training and promoting staff development in the field of labour protection, the
labour protection specialist requires psychological competence.

Psychological competence facilitates the achievement of personality goals and the
process of socialization in a multicultural environment. Psychological competence
influences the prevailing formal attitude towards compliance with labour and civil
protection standards.

Psychological competence of employees is a fundamental element of organizational
culture. Psychological competence’s indicators are creative thinking, empathy, emotion
management and stress control.

Psychological competences are manifested in decision making, problem solving,
effective communication and interpersonal collaboration.

Competence is constantly developing and evolving over a person's life.

The stages of professional development are: novice, advanced beginner, competent,
proficient and expert.

Improvement of one's personality, self-analysis of knowledge, skills, qualifications,
self-assessment, development of emotional self-regulation, as well as relationship
analysis and formation are important for professional development of labour and civil
protection specialists.

In subchapter 1.3 Competence components attitude, knowledge, skills, creativity,
professional ethics, communication, emotional intelligence, intuition and reflection are
analyzed and evaluated, as well as the model of competence’s components and
competence development.

The following findings are summarized in the analysis of the identified publications
I. Ajzen, T.Amabile, I.Broks, E.De Bono, F.Delamare Le Deist, P.F. Drucker,
R. Finke, E. Garcia-Barriocanal, J. O. Greene, J. D. Mayer, P. Meusburger,
M. D. Mumford, I. Muraskovska, D. S. Rychen, R. J. Sternberg, K. Tirri.

The competent specialist in the field of labour and civil protection should develop
the ability to create and develop learning environment, organize learning process in
cooperation with other specialists, manage group work and the emotional state of
learners in the study process, assess learning outcomes, manage own professional
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development, understand and define risk factors of work environment, including
psycho-emotional risk factors, be aware of stress and emotional burnout syndrome
development and understand causes of formal attitude towards labour and civil
protection.

Characterization of competence components based on value system: cognitive
component - knowledge and skills; conative component - efforts to reach the goal;
affective component - emotional flexibility. These components promote competence-
oriented behavior.

Knowledge is the intellectual capital of staff that is considered to be the provider of
organizational efficiency. It promotes the organisation's competitiveness: it requires a
positive attitude of the organisation's managers in raising the knowledge of the staff in
work context.

In the context of the society knowledge, people’s ability to create and use knowledge
efficiently and wisely in ever-changing circumstances is rated the highest. Insufficient
knowledge and inadequate attitudes increase the likelihood of accidents.

The competent labour protection specialist should be aware of personal knowledge
and should be able to engage in self-assessment.

Skills refer to the ability to apply knowledge to perform practical and theoretical tasks.
Cognitive skills refer to using logical, intuitive and creative thinking. Practical skills
include manual dexterity, the use of materials and tools.

Life skills contribute to a successful life and well-being.

Creative and critical thinking stimulates a complex thinking process in which a
person is able to make creative and reasonable decisions in specific, often
unconventional situations.

Creativity should not be perceived as an inherited trait, but as an attitude towards
life, as a set of skills and abilities and innovation that develops in problem solving and
decision-making. Creative thinking can be developed in the learning process, this
process is influenced by the environment.

A creative person cannot express the same creativity and efficiency in all areas, the
context and the specific sector are important.

The sources of creativity are rearrangement of knowledge, mechanisms of
knowledge processing, psychological drivers of the creative personality: curiosity, self-
affirmation and readiness for identification.

A creative person cannot express the same creativity and efficiency in all areas, the
context and the specific sector are important.

Creativity can manifest itself in expertise, creative thinking skills, motivation. It is
important that it is an internal necessity, not an incentive from the outside - it is this
component that is one of the most characteristic that affects the working environment.

There are two components to creative thinking: getting rid of old stereotypical ideas,
concepts, approaches, methods and generating new ideas and views.

Creativity in pedagogical activity promotes professional and personal growth and
work quality as well as protects from professional burnout.
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During the years of maturity, creativity is stimulated by motivation, mastery and
self-confidence, which is essential for labour protection specialists who are responsible
for making adequate decisions in emergency situations.

Intelligence is the ability to think critically and independently, adapt to new
situations and tasks, capture the essence and meaning of phenomena, finely feel,
experience and correctly evaluate everything that is humanly, eternally valuable and
important; limit and enlighten the lower potencies of human nature.

Intelligence is characterized not only by the intelligence factor, but also by the
ethical and aesthetic values of the personality.

Professional ethics refers to ethical aspects related to the relevant field of
professional activity: a definite set of laws and norms for work residence of an
individual, his attitude to work and the outcome of his work.

The most important values of pedagogical ethics are humanism, honesty, justice and
freedom.

In education which is based on values it is necessary to create an appropriate
environment based on ethics where respectful teacher and student relationships
dominate. The key principles are: competence, responsibility, honesty, justice, respect,
coherence of word and work, humanism, interests and confidentiality

Adherence to the principles of professional ethics is particularly important in the
assessment of serious accidents involving the death or disability of the victim, as the
labour protection specialist has to meet the witnesses of the accident and the relatives of
the victim.

Communicative competence and communication skills determine the quality of
everyday life and interpersonal communication as communicative competence is an
assessment of the quality of the action taken, but communication skills are the specifics
of the action, the ability to achieve the goal of an action.

Communication skill training for adult learners should incorporate six key
components:

1. Assessment, that includes analysis of the initial skills and outcomes to be achieved
through the curriculum.

2. Orientation, as adult learners have to understand why communication skills are
important to acquire.

3. Instruction, as there should be information on the skills to be acquired in adult
education. Instructions and tutorials can be supplemented with oral presentations and
videos that indicate what actions should be avoided and how to act correctly.

4. Practice, as the ability of the learner to evaluate his/her behaviour during the practice
is very significant. Practical training should be varied in order not to become boring
and generate interest in acquiring skills.

5. Feedback, as in accomplishing practical tasks the learner needs feedback on the
performance. Feedback may be corrective in order to identify mistakes made, as well
as motivating to further stimulate skills’ development.

6. Assessment, as an assessment should be made upon the completion of curriculum or
the learner may use the acquired knowledge outside the educational environment
(Greene, 2016).
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Articulation in the context of labour protection competence is qualitative and clear
instructions, job descriptions and briefings.

Emotions describe the individual's condition and attitude. They can be positive or
negative.

Emotional intelligence is related to competences, the ability to understand personal
emotions and manage them in communication with others, the ability to motivate
oneself for an action and not to give up in front of difficulties, the ability to manage
impatience for immediate success, the ability to resist mood changes and the ability to
be sympathetic.

Emotional intelligence is not inherited, it can be developed by any person, and it
promotes: recognition and management of one's emotions, recognizing other people's
emotions, empathy as mastering and directing sympathy and the ability to form diverse
relationships with other people.

Several publications highlight the connection between emotional intelligence and
competence.

The intuition of professionals is based on unintentional experiences, feelings, and
not facts. The main approach to learn intuition is self-observation.

Intuition is automatic, effortless and it manages human life. Causing to make
mistakes, intuition can also disappoint.

Reflection is described as a form of human self-realization and an essential feature
of thinking that provides a review of personal experience and thoughts. Its types are:
elementary reflection - analysis and evaluation of thoughts and actions; philosophical
reflection - the cognitive activity of consciousness and existence, examining the spiritual
attitude of man to the surrounding and the attitude towards himself; phenomenological
reflection - a method of conscious cognition.

Reflecting on personal studies, with the intention of becoming aware of the goal,
both critical reflection and understanding of studies are promoted.

Reflectivity is the reversibility of the content of thought and operations, analysis,
critical assessment of thoughts and judgments, as well as the active restructuring of
knowledge and opinions, flexibility, self-correction in order to reinforce newly acquired
knowledge and to find new knowledge by restructuring previous assumptions.

The six-level model of reflection is described. Its levels are:

e Mission, which is in the center of the model with an effort to understand oneself;

e |dentity, to find out the answer to “Who am 1?’;

e Beliefs, to find out the answer to ‘Whom do I trust? What am I sure about?” with
terms of ‘beliefs’ one must understand the assumptions about the world around us,
which we are often unaware of;

e Competences, ‘“What competences do I have?’, assessment of competences;

e Behaviour, to find out the answers to “What am I doing? What is my action? What
can be the result of the action?’;

e Environment, an external level that covers all the previous ones and answers the
question of ‘How do I deal with..?” or ‘How do I cooperate with...?’.
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Reflection in this model is related to self-confidence and review of opportunities and
ideals, focusing on ‘here-and-now’ and the future, focusing on the ability of the person,
focusing on understanding their place in society and attitude towards it.

Reflection is a characteristic feature of adult education.

For labour protection specialists, reflection competence is necessary to assess their
level of knowledge and achievements.

Pedagogical intuition develops in various pedagogical processes: reading
professional or specific literature, analyzing a pedagogical situation, planning,
organizing teaching and in pedagogical communication situations.

Having evaluated the findings in the identified literature, as well as personal
experience in labour protection, the author has developed a model of labour protection
specialists’ ethical principles and their relation to competence.

Subchapter 1.4 Labour and civil protection specialists’ competence and its
model of acquisition focuses on competence and education, competence formation and
development models, competence components and its model. The following authors'
theoretical findings have been used: B. Bates, I. Bértaitis, C. L. Cooper, R. Frigg,
S. Hartmann, E. Ippoliti, F. Korthagen, T. Nickels, L. M. Spencer, S. M. Spencer,
A. Watson, J. O. Zinn, B. A. Tonouek.

The following findings are summarized in the analysis of the identified publications.

Labour and civil protection specialists in their professional activities rely on
competence and contribute to the development of responsible attitude of staff as a
component of competence in work environment.

The essence of competence manifests itself as a person's readiness for the
professional activity, but competence development takes place in educational process.

The competence of labour protection specialists is developed both in educational and
work environment, as well as beyond them. Identifying and minimizing the risk factor
of work environment contributes to avoiding emergency or unpredictable situations and
promoting employees’ health.

The competence in labour protection of a labour protection specialist, an employer
and an employee is the basis for creating safe working environment.

Competence and education

In adult education, learning to learn is based on the student's own conscious
understanding. The awareness of safe work must be developed not only in labour
protection specialist’s studies, but also in all other study programs, labour protection
and related study courses.

Labour protection specialists and other specialists working in various economic
sectors are adults whose independent thinking is one of attitude aspects.

The development of pedagogical competence should take place through a critical
evaluation of the views prevailing in society.

The dominant elements of transformative learning are personal experience, critical
reflection and dialogue.

Labour protection specialists, based on existing experience, in personnel training
engage in dialogue and self-assessment.
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A specialist should possess creative thinking to assess the risks and make appropriate
decisions for taking preventive measures.

In the course of study and in-service training in institutions and companies, the
competence of staff necessary for the implementation of healthy, safe and sustainable
work should be promoted and the formal attitude towards labour and civil protection
prevailing in society should be changed. It is related to the transformation of oneself and
society, which corresponds to the fifth pillar of sustainable development of UNESCO
twenty-first century education - Learning to Transform Oneself and Society.

Five education pillars are an essential benchmark for the development and

improvement of education in the 21st century in the context of lifelong learning both
globally and locally, in educational institutions, families and workplaces.
The greatest human value that survived and continues to develop in the early 21st
century is the value of self-education. The task of the educator is to emphasize this value
in young people who do not realize this value during their maturity years. Cognition is
topical in the context of labour and civil protection, as awareness of values and self-
education during life promotes compliance with labour and civil protection rules within
and outside educational institutions.

In the learning process, the labour protection specialist should be able to perceive
the learner as an equal partner in order to develop his/her self-reflection and emphasize
learning with others and from others.

The author has developed a model for the formation and development of labour
protection specialists’ competence. It includes such competence components as
unconscious incompetence, conscious incompetence, conscious competence,
unconscious competence, attitude, knowledge, skills and intelligibility. The model was
improved and approbated in experimental studies (see Chapter 3).

2. Competence formation and development in labour and civil protection study
and work environment

Competence formation and development in labour and civil protection study and
work environment, attitude, values, behavior, adult pedagogy and learning methods are
analyzed and evaluated using the theoretical findings of such authors as: I. Ajzen,
G. W. Allport, I. Belickis, S. Chaiken, E. N. Chapmans, M. D. Cooper, T. Cox, S. Cox,
R. S. Crutchfield, A. Dauge, A. H. Eagly, M. Fishbein, R. Garleja, A. G. Greenwald,
F. W. Guldenmund, G. Herek, M. A. Hogg, D. Krech, G.R.Maio, J. M. Olson,
S. L. O'Neils, M. Plaveniece, A.R.Pratkanis, J. Reason, J.R.Smith, G. Svence,
A. Spona, V. Zelmenis, A. H. Jleoutses, JIxk. Pasen.

Subchapter 2.1 Attitudes as a component of competence, understanding of
values and behaviour

Analyzing and evaluating attitude definitions and explanations in the identified
publications, it has been found in the context of labour protection that: attitude is an
integrated personality trait; attitude is often as persistent as habits; attitude can be
characterized by a relatively persistent, positively or negatively evaluating reaction
towards a particular person, object or idea.
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Attitudes include motivation, a set of psychic abilities, responsibility, ability to make
decisions, communication skills in interaction, the nature of communication, the way
people behave, the feeling of being positive or unfavorable to a phenomenon.

Analyzing and evaluating the formation and development of attitude, it has been
found that attitude is formed in life experience, acquisition of knowledge, suffering and
will effort and manifests itself in values, goals, ideals and norms.

Attitude is dynamic, forming and evolving throughout the whole life of a person.

Attitude structure and object

The structure of attitude (personality attitude, social attitude, attitude in pedagogy),
the object of attitude, the basic functions of attitude and attitude indicators (safety
climate, safety culture and wellness) are described.

The structure of attitude is composed of the following components: affective,
behavioral or conative, cognitive and emotional, as well as opinion and will.

Attitude quality is affected by loyalty, availability, sensitivity to change, resistance
ability and conviction that determines a person’s readiness for action and behaviour.

The attitude of the object of attitudes is influenced by the mind, feelings and will
that determine the behaviour of the person towards the object of attitude.

Attitude Indicators: safety climate, employee understanding of safety priority at
work; safety culture, employee attitude, confidence, understanding and values related to
safety; wellness which is about attitude’s change that can happen in changing thinking
and behaviour.

Wellness is a positive component of health; the level of human functioning oriented
towards the efforts to realize one’s physical, psychological, social, spiritual and
economic potential; expectation fulfillment in family, workplace, community, prayer
place, hobbies; a sense of comfort, health and happiness. Spirituality is particularly
important for wellness.

Wellness is a positive component of health; the level of human functioning oriented
towards the efforts to realize one’s physical, psychological, social, spiritual and
economic potential; expectation fulfillment in family, workplace, community, prayer
place, hobbies; a sense of comfort, health and happiness. Spirituality is particularly
important for wellness.

Wellness in work environment can be described by an emotional state characterized
by a good mood and a good feeling; satisfaction with work process, colleagues, working
conditions and results.

The author has developed a model for staff or student wellness in the context of
labour protection that includes the following interrelated components: work or study
process, staff, work or study environment, time.

Employers should organize and pay for the programmes that encourage employees’
wellness at the workplace as well as in families, thereby improving the quality of life
and promoting safe, healthy and sustainable work.

Attitude is related to individual understanding of values and behaviour. Attitudes are
based on universal human values.

Values are related to abstract higher goals that are prioritized in human life and can
motivate people to take action.
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Health is a fundamental value but its content must be understood so as not to blindly
follow the existing health norms.

Differences in values and norms of an organization or its employees from those
prevailing in society can have a negative impact, conflicts and workplace stress. In the
consumer society, material values are often considered as dominant.

Individual behaviour is influenced by attitudes towards values, intentions, expected
behavioral results and self-control, subjective norms, other people beliefs about
behaviour and such external circumstances as economic, social and work environment.
Self-efficacy is related to the ability to evaluate one's behaviour and choose behavioural
norms that meet work safety requirements.

The aim of life skills education is to prepare individuals for behavioural and
environmental change that promotes safe and healthy work.

In the context of labour and civil protection, it is important to evaluate employees’
attitude, values and their relation to behavior, as well as public opinion on why certain
behavioural norms are not respected.

Managers and specialists of companies and organizations are advised to develop and
implement programmes that promote attitude, value orientation and behaviours that are
appropriate for safe work and healthy lifestyle.

2.2. Competence formation and development in adult pedagogy in the context of
lifelong learning in work environment

This subchapter analyzes and evaluates the theoretical findings of the following
authors: G. Cheetham, G. E. Chivers, F. Daniellou, M. Eraut, K. Glanz, M. A. Hogg,
T.Koke, D.Kulss, G.S.Lowe, V.J. Marsick, Z.Roja, J.R.Smith, G.Svence,
K. E. Watkins, D. Zohar, A. C. Ganéio.

There is interaction between an individual and organizational development.
Individual learning is related to organizational learning, and learning of an organization
is influenced by learning outcomes of each individual within it.

Learning at work is characterized by human performance technology perspective,
learning process perspective and activity theory perspective. These perspectives
emphasize the social character of both learning and work, regarding learning as
collective and collaborative.

Analyzing performance period, knowledge can be evaluated during a certain activity
performance period, an ability to understand situations, respond to unforeseen events,
an ability to decide ‘what to do’, assign time and manage transitions to others periods.

Suggestions have been made that managers of companies and organizations should
develop programmes to achieve behavioural change in management. It is useful to apply
the theories of behaviour change. The biggest challenge is to include chapters in
programmes and training on how to change behaviours to ensure a healthy lifestyle.
Cooperation between managers of companies and organizations with competent labour
protection specialists, who have acquired competence in the learning environment of
companies and organizations in their studies, is important in the development and
implementation of programmes.
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2.3. Adult pedagogy in the context of labour protection and civil protection This
subchapter analyzes and evaluates the theoretical findings of the following authors:
M. Baeten, J. Dzelme, A.L.Gilet, I.lvanova, E.Jain, P.Jarvis, M. S. Knowles,
T. Koke, G. Labouvie-Vief, D. Liegeniece, B. Lonstrup, S. B. Merriam, J. Mezirow,
G. Ose, G. Svence, C. I'. Bepumtosckuii, C. 1. 3meéB teordtiskas atzinas.

Adult education is general or vocational education for adults following initial
(prior) education acquisition for professional and personal needs, a diverse educational
process that promotes personal development and competitiveness in the labour market
throughout the life of a person.

Andragogy is a science about adult education process, its goals, organization,
methods that considers the peculiarities of adult teaching and learning: experience, self-
understanding, readiness to learn and immediate practical usability of the acquired
knowledge.

Adult learning process is related to the people who are already involved in the labour
market; continuing education is seen as an opportunity and a necessity for professional
development.

Adult learning at different ages is voluntary, because it relates to personal growth
and development. An adult person learns to think independently, not to act according to
generally accepted insights, principles, values, beliefs and judgments.

Self-learning develops in the adult learning process, which builds on the co-
operation and willingness of new participants to get new experiences. A participant of
learning is an equivalent subject for the teacher because his/her goal is self-realization,
to solve a significant problem in personal life based on newly acquired knowledge, skills
and experience.

In adult education, learners more often speak, think, give presentations, discuss, and
the teacher helps; dialogue is the leading way of learning; constructive processes are
engaged in perception and thinking; the student learns for himself/herself, not being a
passive recipient, and knowledge is built on the basis of personal experience with
meaning.

The concept of lifelong learning is changing as social conditions change,
emphasizing that lifelong learning is aimed at learning and developing participants at
any stage of their lives.

The acquisition of new competences, attitudes and values is a complex process that
is both lifelong and life-wide, and embraces a broad variety of formal, non-formal and
informal learning settings.

Lifelong learning is the act of learning throughout life, acquiring and/or developing
knowledge, skills, competences and developing personality according to interests, needs
and/or labour market requirements. Lifelong learning can be formal, non-formal and
informal.

Formal learning refers to a structured and systematic educational program provided
by educational institutions, the learning outcomes of which are certified by a state-
recognized education and/or professional qualification document.
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Formal education is a hierarchically and chronologically structured national
education system, the main stages of which in Latvia are preschool education, primary
education, secondary education, higher academic and/or higher professional education.

Formal education can also be described as a continuous full-time education ladder.
It starts at the age of 5-7. The upper steps of these stairs are organized programmes that
combine part-time work and part-time participation in school and university system.
Such programmes are also called dual systems, which are based on work environment.

Non-formal education is an educational activity organized outside the formal
education, in line with interests, needs and demands, such as courses, educational
seminars, related both to interests and profession.

Non-formal learning refers to education appropriate to a person's interests and needs,
leading to the opportunity to obtain a learning certificate.

Informal learning refers to a learning process, where knowledge, skills,
competences, attitudes and values are learned from everyday and work experience,
which enriches and improves personality and possibly work skills. However, unlike
non-formal education, it is not a part of the programme or course framework, it occurs
through learning in society, including family and work (e.g. learning new information
from TV programs, libraries, visiting museums and exhibitions, taking over the
experience of parents or friends).

Informal learning is purposeful but less organized and structured as formal and non-
formal education, as it can include, for example, learning events or activities that take
place in family, workplace and in the daily life of every person. Learning focuses on the
individual, family or society.

Of these terms and concepts, the most controversial are everyday, informal and
incidental learning. Discussions are mainly related to the term ‘informal’, which fits into
the term system of formal, non-formal and informal, but is not always understandable
without further information.

With the development of information technologies, there is a wide opportunity to
improve informal learning.

In the field of labour and civil protection, informal learning in the workplace is
particularly important. To promote this, it is useful to include topics on informal learning
in studies and training.

It is important to update the assessment and recognition of non-formal and informal
learning qualifications.

2.4. Competence formation and development in the work environment, its
structural-processual model, teaching methods

This subchapter analyzes the theoretical findings of the following authors: D. E. Beck,
S. R. Cook-Greuter, C. C. Cowan, |. Ivanova, Z. Taurina, JI. C. Beirorckuii, K. Wilber,
L. Zarina, A. I'. Macnoy.

Competence formation and development are discussed in relation to key basic skills
of lifelong learning, the peculiarities of adult learning, the integrated theory of Ken
Wilber and Abraham Maslow's needs theory, as well as the Self-concept, professional
self-confidence and self-evaluation. The causes of natural death at the workplace are
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outlined. The usefulness of implementation of Good practice examples and wellness
programmes for organizations is discussed.

The following conclusions have been made as a result of the analysis of theoretical
sources on personnel competence formation and development. An individual has two
life strategies: changing oneself, adapting to the world, or changing the world, adjusting
it for oneself. These strategies are particularly important for influencing attitudes
towards labour and civil protection.

The specific experience of the company staff is the result of life and professional
activity based on the reflection of past knowledge and skills.

Life experiences are influenced by the perception of individuals and the context of
cultural and value systems in which they live.

In work environment, it is useful to implement competence formation and
development on the basis of behavioural change in the process of self-improvement. In
order to promote the development of company personnel’s competence, it is
significant to improve social competence.

Competent employees need to be aware of their individual commitments in
developing a safe working environment, as well as the opportunities for health
promotion and improvement the company's security system. Labour protection
specialists should organize labour and civil protection training in a way that increases
the motivation of employers and employees to use safe working practices and conduct
self-assessment of their behaviour.

This chapter describes the structural-processual model of competence formation and
development in work environment designed by the author of the research.

In the adult learning process, self-realization of the students is ensured by setting the
learning goals, the choice of learning materials and methods, the evaluation of results,
as well as critical reflection and making maximum use of the experience of the
participants in the learning process.

It is desirable to use teaching methods that enable the staff to interact developing
their communication skills, as well as to acquire safe and healthy work organization
skills, as they are used in practice.

The identified dialogical methods are: instructive conversations, stimulating group,
brainstorming, dialogue, discussion, discussion-debating group, role play, summary
and cooperative learning.

The sources that describe in detail and evaluate the recommended methods of
labour protection training are mentioned.

In labour safety training it is recommended to use distance learning to effectively
combine learning and work.

It is important to provide the students with an opportunity of learning to learn and the
focus should be on independent learners.

The diversity of teaching method application plays an important role in motivating
adults to learn. The following methods are useful for ensuring variety in learning:
instructive conversations, stimulating group, brainstorming, dialogue, discussion,
discussion-debating group, role play and summary.
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Self-development and self-efficacy in intellectual development process play an
important role in adult education.

3. Experimental research of competence formation and development in the
labour and civil protection study and work environment

3.1. Specialists’ competence, values and attitude towards labour and civil
protection

3.1.1. Specialists’ competence in the use of computers

Both specialists and students use computers. Therefore, the research can describe the
competence in the use of computers in accordance with ergonomic rules. Particularly
important is the competence component - attitude towards safe work rules, as well as
the impact of non-observance of these rules on health.

From the observations and discussions it was found that students most often use
portable computers. If a keyboard and monitor are added, it is possible to create an
ergonomic workplace, but it is usually not the case.

The changes of study impact on the load in the work with the computer, as well as
the observance of ergonomic requirements regarding the work with the computer, which
is harmless to health, have been studied alongside with the impact of the use of
computers on students’ health. The data were obtained from unstructured observations
and anonymous student survey.

The research was carried out in four study programmes at three Latvian universities:
Latvia University of Life Sciences and Technologies, University of Latvia and Riga
Technical University.

The prevalent age of the respondents was from 20 to 30 years — 85% of the
respondents. The distribution of the respondents by gender: women — 68%, men — 32%.
Computer use experience was at least 5 years. It was reported that 75% of the
respondents had the experience of computer use for more than 10 years..

There was a statistically significant (p <0.05) increase in the load of computer use
compared to the load before the studies. All the respondents learned about the computer
ergonomics in occupational health and in safety training courses, which is important to
avoid health problems caused by the intensive use of computers and 72 % of the
respondents admitted that their knowledge of safe computer use was sufficient. When
assessing the impact of the study load on the time the students use a computer, 79 % of
the respondents said that it was increasing.

Taking into account the fact that the time spent at a computer, i.e., the load of using
a computer is increasing, it is more important to follow the rules and requirements of
ergonomics. However, 88 % of the respondents do not follow the conditions set out for
harmless to health work at a computer. As a result, 95 % of the students experienced
health changes or changes of some symptoms. The most frequent were (% of total health
changes or the number of symptoms — 188): ocular discomfort — 47 %, spinal or shoulder
pain — 27 %; pain in the wrist joint — 14 %.
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Comparing the number of respondents who do not observe the requirements set for
work with a computher which is harmless to health, it can be stated that there are no
statistically significant differences between the students of labour protection
programmes and those studying in other study programmes. This is particularly
worrying because a part of the students in labour protection programmes have already
been working in the field of labour protection for several years.

The most typical responses of the respondents regarding the main causes of misuse
of knowledge about proper use of a computer are the following: lack of time and
appropriate conditions; focusing on the results of the work, not adhering to the correct
posture, or resting the eyes; not considering it necessary to create an ergonomic work
environment, as the computer is usually used temporarily; underestimation of the
possible consequences; the interest in the work to be done prevails over the desire to
relax and attention is not paid to fatigue.

3.1.2. Attitude as understanding of values and behaviour in the context of the
development of specialists’ competence

In order to evaluate the possibilities to change people’s attitude towards labour and
civil protection, a pilot study of attitudes and values was carried out, as well as a value
analysis in the context of the development of specialists’ competence.

The pilot study found: 1) what is people’s desire to gain knowledge in labour and
civil protection; 2) which are the factors influencing people's attitudes towards labour
and civil protection and the use of the acquired knowledge at work and in everyday life.
The data were obtained from: 1) unstructured observations, 2) partially structured
interviews.

The respondents were seven specialists of different professions — a sociologist, a
lawyer, an accountant, a food technologist, a teacher, a labour protection specialist, a
psychologist. The age of the respondents: four 31 — 40 years, two 51 — 60 years, one 89
years old. From them 5 were women and 2 men. All the respondents had more than 10
years of work experience and professional education. Five had a master's degree in the
chosen profession.

Based on the information obtained from the interviews and observations, as well as
analyzing the ranking of the most important values of the respondents’ life, the following
conclusions have been formulated:

Most people do not want to gain knowledge in work and civil protection because it
seems to be of little importance. The opportunities to protect oneself are overestimated.

Safe, harmless to health work requirements both at workplaces and outside of them
are not observed due to very tense, intensive work, overload and fatigue.

Often, company managers have other priorities rather than ergonomically correct
arrangement of a workplace.

The attitude towards observance of labour and civil protection rules and
requirements is influenced by personal experience, observations that they are not
observed by specialists, including labour and civil protection specialists, information
from literature sources and the Internet, advertisements and commercials
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There is a particularly negative impact of the labour protection specialist’s formal
attitiude to these rules, for example, regular collection of signatures without updating
the rules of safe work or simply reading and quoting them formally.

Human attitudes can be changed by persuasion, not only by words, but also by
positive examples and repetition of knowledge.

Safe and healthy behaviour at the workplace is greatly influenced by the attitude to
labour protection if it has become a personally important value.

In a family, kindergarten, school, workplace, safe and healthy lifestyle conditions
not only must be taught, but they must also be followed, so the attitude could change.

The attitude towards compliance with healthy and safe lifestyle is influenced by
family traditions. More emphasis and praise should be laid on the healthy aspect. The
healthy aspect should be made more enjoyable, more attractive, so that children would
pay attention to a healthy lifestyle from the very childhood.

Public attitudes towards work and lifestyle must be changed to promote safe and
healthy work and lifestyle. It should be promoted from an early age in the family and in
educational institutions, so that the attitude towards work and lifestyle would become
an important value for the individual and society.

Ranking the most important values of a person's life, they are viewed in this order
(Kendall's concordance coefficient W = 0.67, its significance level; p <0.05): health,
family, work, education, job success and career. The most important values are health
and family. Different from these are work and education ratings, which mutually
coincide. There is a link between education and success at work and career assessment.
Two groups of values are delineated. The first includes health and family, the second
one includes the other values.

Ranking of values in the context of labour protection

The study identified the ranking of human life values from the point of view of
labour protection and other specialists in different companies, organizations and
universities. The research methodology and organization is based on the experience
gained in the pilot study (subchapter 3.1.2).

The data were obtained from: surveys, unstructured interviews and observations that
took place during the professional development courses organized by the Institute of
Occupational Safety and Environmental Health of Riga Stradins University Agency;
University of Latvia Master's Degree Programmess (EQF — European qualification
framework Level 7) Work Environment Protection and Expertise in anonymous student
survey; more than ten years of unstructured observations.

58 labour protection specialists and 23 other specialists (EQF — European
qualification framework Level 7) connected with providing healthy, safe and sustainable
work, were interviewed. The breakdown of labour protection specialists by gender: 55%
women and 45% men. The breakdown of other specialists by gender: 70% women and
30% men. The average age of the respondents was 40.5 years. There were 38% of
respondents in the group of labour protection specialists aged 21 — 40 and 83% of
respondents in the group of other specialists. Differences in these distributions were
influenced by the differences in the ranking of values.
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Based on the results of the questionnaires, unstructured interviews and observations,
the following conclusions are formulated:

Family and health are recognized as the most important values of human life. There
is no significant difference between family and health evaluations. There are differences
in the the evaluation of three other values — work, education, success at work and career
which differ significantly from family and health evaluations, but their mutual
inerrelated differences are not statistically significant.

Labour protection specialists rank work as a walue in the 3rd place. Other
professionals rank work in the 5th place (last of the above), the score is comparatively
the most unanimous or consensual, and relatively low. This evaluation should be taken
into account and could be useful for further studies as well as for implementing studies
on safe and healthy work.

In the organizations in which '‘Good Practice' has not been introduced, the number
of accidents which have almost occured or the number of serious accidents is higher.

The creation and improvement of a healthy and safe working environment is
facilitated by management’s cooperation with the employees in promoting a safe and
healthy lifestyle, as well as the support of the management of the organization for the
establishment and improvement of a healthy and safe work environment.

3.1.3. Changes in the students’ and specialists’ attitudes during learning
process, studies and work

The formation and development of attitudes towards work and civil protection as
well as psycho-emotional work environment risks were studied.

Within the framework of the research, activities were carried out during studies,
training and at students’ places of practice to promote the formation and development
of positive attitude towards work and civil protection. More financial support provided
by the management of the company for improving labour protection in the company was
achieved. The quality of instructions and the process of instructing has been improved
in organizations.

Changes in attitudes in the context of psycho-emotional risk factors have been
evaluated.

Research participants were: 962 employees of companies — specialists and workers,
16 students (respondents) studying at Latvia University of Life Sciences and
Technologies part-time EQF — European qualification framework level 7 Labour
Protection and Safety programme. All the students have gained experience in the
implementation of direct labour protection measures. In the study course Pedagogy and
Psychology of Work, the potential participants of the research (16) were prepared for
conducting the research, and after that the results of the research were discussed and
commented upon:

The interest of employees in creating and evaluating a safe working environment;

Team work (officials + employees) in joint fire safety training;

Collaboration between company management and employees;

More frequent use of colleagues’ assistance in physically difficult work processes;
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Improvement of the use of auxiliary devices and protective devices appropriate to

the work process;

A stronger desire to think about oneself and health;

Improvement of contact between employees and employers in the context of safe

work;

Discussions, employee suggestions, exchange of experience and interest in work

safety issues, curriculum development and organizational development;

Activity in practical training;

Changes in awareness of safety issues;

Changes in the survey and employees’ interest in their results;

A reduction in the number of risks and accidents;

Understanding the importance of the impact of psycho-emotional risks and burnout

syndrome on one’s health.

The data were collected from observations, discussions, unstructured interviews,
questionnaires and document processing. Weft QDA text analysis software was used.
The results of the study were discussed and commented upon after the completion of the
research.

As aresult of the research it was found that, overall, there is a formal attitude towards
LP (labour protection) and CD (civil defence) in society, both inside and outside the
workplace.

During the study, an 18% improvement in the attitude was identified, and a partial
improvement of 25% of 962 respondents in 16 companies.

Accidents or fires which have taken place in a company or organization and the
problems they have caused can have a positive impact on the development of attitudes.

The development of the competence of the research participants in the field of labour
protection has been observed, which has taken place within the research.

It has been found that it is useful to evaluate in a more detailed way psycho-
emotional work environment risks.

The psycho-emotional work environment risk assessment was carried out in the
second stage of the research.

Research participants: 30 students studying at Latvia University of Life Sciences and
Technologies part-time level 7 study programme Labour Protection and Safety. All the
students have gained experience in the implementation of labour protection measures.

The Weft QDA programme was used for the content analysis of the essays written
by the participants. Analysis, observations and discussions found that psycho-emotional
risk factors are not always evaluated in the work environment in Latvia.

The criteria for assessing psycho-emotional risk factors are the following:

Work time, its organization - work in a group or alone, night work, shift work and

shift duration, unplanned overtime work, shortage of work time;

Monotonous work, working in isolation, insufficient communication, support and

information from colleagues;

Risks of accidents and violence;

Increased responsibility, important, responsible decision making and consequences

in case of errors;
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Tense psychological atmosphere at work, unfavourable, tense relationships between
the employee and the employer; lack of mutual support, psychological isolation,
competition, mobbing and bossing;

Violence — possible physical attacks by employees, customers or other persons,

sexual harassment.

Performing the content analysis of the reports, it was found that the occupational
safety specialists are informed about the assessment of the psycho-emotional risk factors
of the work environment. The respondents point out that, overall, the risk factors are
formally assessed but psycho-emotional risk factors are not assessed. The assessment of
these factors is complex and time-consuming.

The main findings of the research are as follows:

Public attitude towards the observance of labour protection requirements and rules

plays an important role in reducing the impact of psycho-emotional work

environment risk factors.

In Latvia, in practice, it is very difficult for labour protection specialists to assess

psycho-emotional work environment risk factors, because employees are not used to

talk about psycho-emotional problems.

The importance of planning the work time and adequate rest breaks in the context of

psycho-emotional work environment risk factors is not always assessed and

appreciated.

Companies have documentation on the impact of psycho-emotional work
environment risk factors on the health of an employee, but this is not always respected.
Risk assessment is very superficial; it does not reflect the real situation. Employers and
employees are not always competent enough and are not aware of the impact of psycho-
emotional risks on health.

The control of the impact of psycho-emotional factors in the workplace is easier to
implement in a company with a small and constant number of employees, since the
labour protection specialist can be better acquainted with the personnel and thus identify
the problems in a timely manner.

There are professions that are particularly affected by psycho-emotional factors in
the work environment - employees who work with customer service, so they have to
work in different stressful situations. The same pertains to teachers.

Psycho-emotional work environment risks can contribute to burnout syndrome.
According to the respondents, psychosomatic disturbances have been observed in
employees, but information about them is considered confidential by the managers.

Employees of companies or organizations admit that work and rest time is not always
respected. It often happens that the employees themselves do not want to respect that.
Rest breaks are not always respected either because the employees do not know the
requirements set in regulatory enactments or because the work is tense. There are
employees who often stay after the work hours or continue to work for the company
from home.

It is advisable to emphasize the timely identification of psycho-emotional work
environment risk factors and minimization of the impact in the training of labour
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protection specialists and personnel, accordingly developing the competence of labour
protection specialists and personnel.

Evaluating the research carried out in this chapter, it is concluded that it is useful to
conduct more detailed studies of the formation and development of specialists’
competence. They are necessary for the improvement of the specialists' competence
formation and development model.

3.2. Formation and development of specialists’ competence in the study process

The formation and development of the competence necessary for the maintenance
of life and health takes place in formal and non-formal education at Latvia University
of Life Sciences and Technologies, in the work environment of enterprises or
organizations, as well as in informal learning settings. At the same time the assessment
of competence formation and development was performed. The research methodology
is based on the model of specialists’ competence created basing on theoretical studies.

Stage 1 of the research in 2015 - separate case study.

20.01.2015 - 02.02.2015 self-assessment of students' competence development took
place in the course of the study programme Labour Protection and Safety in Pedagogy
and Work Psychology. Research participants: 16 students of the part-time study
programme of Latvia University of Life Sciences and Technologies Labour Protection
and Safety (see Table 1).

After the first lecture self-assessment of competence had not changed for four (31%)
students, and it was lower for nine (69%) students. After the second lecture, self-
assessment of competence was lower for only one (0.7%) student, it had not changed
for seven (49.7%), and was higher also for seven (49.7%) students.

The changes in self-assessment of competence can be explained basing on the
competence development model. The model reflects the following sequence in the
development of competence — unconscious incompetence — conscious incompetence —
conscious competence — unconscious competence.

3.3. Evaluation and improvement of the specialists’ competence formation and
development model

3.3.1. Methodology of research (1)

The evaluation and improvement of the model of the specialists’ competence
components in labour and civil protection and the model of formation and
development of specialists’ competence were elaborated in the doctoral thesis.
Within the framework of Expert Evaluation the following activities were performed:
meeting with experts took place with distributing a questionnaire corresponding to
the tasks of the research and discussing the progress of the evaluation;

independent work of each expert;

receiving and discussing evaluations;

processing data by ranking the components of competence according to their
importance;
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individual meetings with experts and presentation of anonymous expert assessment

results;

Assessing the possibilities of the use of the competence model applying a five-point

scale.

In data processing online software was used. Non- parametric mode (M,), median
(Mg) un amplitude (A) were determined.

3.3.2. Assessment of characteristics of competence components and relative
significance (1)

The invited experts were mainly with the experience in the field of education (three
experts) and an expert with the prevailing experience gained while working in the field
of labour protection (one expert). Two experts (two experts) have the experience in both
fields. Four experts take part in the implementation of Labour Protection programmes.

The experts evaluated the characteristics and formulations of the competence and its
components included in the specialist competence development model and ranked the
competence components according to their significance (see Table 2).

Competence component ranks are the following: attitude — 1, knowledge — 2, skills
— 3, communication — 4, reflection — 5, creativity — 6, professional ethics — 7, emotional
intelligence — 8, intuition — 9.

Regarding intuition, skills, attitudes and professional ethics the ranking was the most
unanimous one (A = 1). Unanimous was also the evaluation of knowledge, creativity,
emotional intelligence and reflection (A = 2), the consensus reached in evaluation was
relatively low for communication.

The competence component attitude was unanimously ranked as first by significance
and it is analogous to the eavaluation of attitude in the research carried out previously.

The experts concluded that the most significant competence components should
be used in the development of the model: attitude, knowledge, skills and intelligibility
(replacing communication)

Evaluating the importance of the competence components in the context of safe,
healthy and sustainable work, it was found that attitude was the first.

Partly structured interviews and discussions with experts were carried out both in
the group and individually, as well as the experts were presented with the results of
expert assessment. The Competence Component Model in Labour and Civil Protection
and the Competence Formation and Development Model have been improved taking
into account the results of discussions. Clarifications were made according to the expert
recommendations: to improve the model of competence formation and development of
the specialists with the most important components of competence emphasizing the
most important components of competence: attitude, knowledge, skills, intelligibility
(changing communication).

3.4.Competence development at work

Stage 2 of the study from February 2 to 14 October 2016 (see Table 3).

The participants of the study: 19 specialists studying part-time at Latvia University
of Life Sciences and Technologies in the study programme Labour Protection and Safety
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directly participated in training and instruction of 649 people; company specialists who
implement labour protection measures; managers of companies or their departments.

Four-level scale was used for data collection. Self-assessments, observations,
student written reports, and exam results were used to describe competence.

Competence development has been evaluated by comparing the number of
assessments for each level at the beginning and at the end of the research period, as well
as the sums of the assessments X. The sums X were determined by adding up the
corresponding level assessment multiplications

¥=% (ni *|i).

Comparing the assessment sums of competence changes (), statistically significant
(p <0.01) differences between the assessment sum at the beginning of the research (39)
and at the end of the research (72) were found. The differences in the assessment sums
of the first period (39 and 51) are not statistically significant (p = 0.21). Also, the
differences in the assessment sums of the second period (64 and 72) are not statistically
significant (p = 0.49). Development of competence was deliniated (p = 0.11) in the work
environment of enterprises. The assessment sum increased from 54 (at the beginning of
practice) to 72 (at the end of the research, when practice evaluation took place in the
group).

Changes in attitudes have taken place during the research period. The development
of the competence of the staff of companies or organizations was positively influenced
by the improvement of the place and time of training and instruction procedure, as well
as facilitating special training rooms and placement of teaching aids in these rooms,
training in the first half of the day, workout breaks, updating of information technology
and video recordings and discussions, as well as cooperation between managers, heads
of departments, labour protection and other specialists.

The main findings of the study are as follows:

During the eight-month study period (including practice in companies or

organizations), which took place in accordance with the model of competence

formation and development for labour protection specialists, there was a very
significant (p = 0.01) development of competence for labour protection specialists.

In the programme Labour Protection and Safety, the classes and instruction briefings

by student specialists, as well as participation in the work process of the company or

organization also contributed to the development of employee competence in labour
protection. The development of competence was deleniated (p = 0.11) in the work
environment of an enterprises.

The development of the employees’ competence in companies or organizations was
positively influenced by:

o creation of special training rooms and placement of visual aids there;

¢ employee acceptable choice of training time — training in the first half of the day,
mid-week;

e improving the methodology of the classes by diversifying the types of classes,
promoting discussions and moving from transmissive to transforming learning;

e updating the use of information technologies and video recordings;
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e cooperation between the company manager, labour protection and other specialists.

While improving the competence of employees — knowledge, skills and attitudes in
the work environment, the development of its most important component — attitude —
has taken place. Changes in attitude also facilitated the training and instructing
conducted by the specialists studying in the part-time Latvia University of Life Sciences
and Technologies study programme Labour Protection and Safety with follow-up
feedback.

The improvement of competence for implementing healthy, safe, and sustainable
work involves the transformation of an individual and society, which is in line with the
fifth pillar of sustainable development of UNESCO's twenty-first century education.

3.5.Assessment and improvement of the model of formation and development
of specialists’ competence in labour and civil protection

3.5.1. Methodology of research (2)

In order to provide the results of the research a methodology similar to the first
research was used.

Experienced experts in the field of education and experts with the experience in the
field of labour protection were selected. Two experts had the experience in both of these
fields. Five experts participated in the implementation of Labour Protection study
programmes.

The expertise of these experts contributed to a comprehensive assessment of the
specialists’ competence development model.

Each expert individually became acquainted with the model of the formation and
development of the specialists’ competence in the field of civil protection,
characterization of the main components of the model, as well as the summary of expert
assessment of the development of competence and development model. A version of the
table in which the expert names were deleted was used.

Based on the expert advice, the model was adjusted and re-evaluated.

3.5.2. Assessment of the characteristics and relative importance of the
components of competence (2)

The evaluation was carried out by experts, with experience in the field of education
(three experts), experience gained working in the field of labour protection specialists
(two experts) or experience in both fields (two experts). Five of these experts participate
in the implementation of Labour Protection study programmes. The expertise of the
experts contributed to a comprehensive assessment of the specialists’ competence
development model.

The experts assessed the characteristics of the competences and its components
included in the specialist competence development model, as well as ranked the
components of competence according to their importance.

Characteristics of the competence components included in the competence
development model of the specialist have been assessed. The relative importance of the
components of competence included in the competence model has been assessed in the
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context of safe, healthy and sustainable work. The conformity of the competence
components included in the competence model, compliance with the development of
independent activities of specialists and updating of self-experience have been assessed.
The following activities took place within the framework of expert evaluation:
Meeting with experts by issuing questionnaires corresponding to the tasks of the
research and discussing the course of evaluation;
Independent work of each expert;
Receiving and discussing the assessments;
Processing data by ranking the components of competence according to their
importance and determining the consensus of experts;
Individual meetings with experts and presentation of anonymous expert assessment
results;
Considering the use of the competence model according to a five - point scale.

To examine the developed expert assessment methodology, consultants Dr.sc.ing.,
with more than 15 years of experience in teaching labour protection study courses and
Dr.sc.ing., Mg.paed. having more than 10 years of experience in implementing labour
protection study programmes and teaching courses were involved. In the selection of
experts, the consultants recommended using the snowball method, i.e. asking each
potential expert to recommend other experts. The consultants recommended including
those experts in the team who have had some experience in the implementation of labour
protection study programmes and experts with experience in labour protection in
companies. The expert evaluation methodology was tested and improved in the pilot
study.

In data processing an online computer programme was used. The non-parametric
statistical mode (Mo), the median (Me) and the amplitude (A), as well as Kendall
concordance coefficient W and its significance level p (see Table 4) have been
determined.

Component ranks: attitude — 1, knowledge — 2, skills — 3, intelligibility — 4 (Kendal's
concordance factor W = 0.47, its significance level p <0.05). The differences in attitudes
and skills assessment are statistically significant, p <0.04.

The differences between the assessment rank sums of knowledge, skills and
intelligibility are not statistically significant. Attitude as a competence component is
ranked first in terms of importance.

Using the data obtained in the expert assessment, analyzing and evaluating the
theoretical research, summarizing the theoretical findings in the context of labour and
civil protection, it can be concluded that the competence of the labour protection
specialists for the implementation of safe, healthy and sustainable work includes the
components of attitude, knowledge, skills and intelligibility, which improve and develop
as an interaction between individual ability and social environment.

The key competence components
Attitude — a tolerant, positive, consistent and responsible attitude is observed
towards promoting labour practices which are safe, sustainable and harmless to health,
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accountability for one’s words and actions; responsibility to partners, a critical

evaluation of dominant public attitudes to the observance of labour protection rules, thus

reducing the impact of formal attitudes to these rules; respect for different and diverse
views; objective and considerate evaluation and characterisation of accidents, observing
confidentiality.

Criteria of attitude:

e tolerance has been observed (parameters — respect for different views; awareness
and ability to control one’s emotions, ability to evaluate one’s behaviour and adapt
to changes; sensitivity in the evaluation and characterisation of accidents,
observance of confidentiality; readiness to recognize and understand other people’s
feelings experiences; stress control; the ability to separate personal feelings from
professional relationships);

e understanding values and ensuring wellness both in the work environment and
outside it (parameters - understanding of the safety priority in the workplace; the
ability to update and justify each employee’s and employer’s personal responsibility
and action, life, health and wellness both in the work environment and outside it; the
ability to carry out activities within the framework of the function of a position using
a value filter - in order to achieve the goals of the value, it should be based on the
maintenance of health throughout the entire life; the ability to recognize the values
of life and of the world in their inner essence - the ability to present one’s own
consciousness for the person him/herself by comparing values with one’s own
understanding and changing that understanding - preferably upward in order to carry
out healthy, safe and sustainable work);

o will behaviour (parameters — the ability to evaluate behavioural attitudes in order
to formulate a prediction for specific activities for the implementation of healthy,
safe and sustainable work; being responsible for one’s words and actions, thus
demonstrating a positive example; ability to transfer the acquired knowledge,
experience, genetic qualities in a new non-standard situation, the ability of self-
control and self-correction);

Knowledge — the person understands occupational health and labour medicine,
promotion of wellness, protection of the surrounding environment, management
sciences, economics, business IT, record keeping, rules and regulations of labour
protection, work environment risk assessment and management, choice of labour
protection equipment, ergonomics, fire safety and civil protection, work psychology and
pedagogy, Human-Contextual-Time model, the pillars of the 21st century education,
promoting of wellness, organisation of learning and instructional process, and utilizing
this knowledge in the development of the required methodological materials in the
context of safe and sustainable work which is harmless to health.

Knowledge criteria:

e cognition activity and responsibility (parameters — readiness to acquire new
knowledge, because the person is aware of the lack of skills; self-awareness; the
person is able to use the knowledge in creating a safe work environment and in
reducing formal approach to the observance of rules; the person is able to use
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knowledge in constantly changing conditions and also is able to carry out self-

evaluation, because he/she is aware of his/her knowledge);

o diversity of knowledge (parameters — the person has a wide range of knowledge
because he/she understands occupational health and occupational medicing,
environmental protection, management science, economics, applied informatics,
record keeping, labour protection legislation, work environment risk assessment and
management of work environment, choice of labour protection equipment,
ergonomics, fire safety and civil protection, work psychology and pedagogy);

¢ updating of knowledge in a specific situation (parameters — the person understands
and knows how to apply the acquired knowledge to the Human-Contextual-Time
model, education pillars of the 21st century, promotion of wellness, facilitation,
organization and management of teaching and instructing process, development of
the methodological materials and documents for their implementation in a safe,
healthy and sustainable work context).

Skills — skills to create and develop a safe, harmless to health and sustainable work
environment, to design and develop a learning environment in enterprises and
organizations, to plan, organize and conduct training and instructing procedures, to
develop and improve instruction, teaching aids and presentations, to use information
technologies in training and to improve their use to identify and use Latvian and EU
labour protection legislation.

Skills criteria:

o intellectual skills (parameters — basing on experience an adult learner has skills to
analyse complex phenomena, to determine the nature of the problem and means to
solve it, synthesize and integrate various elements, crystallize values, effectively use
information, constructively cooperate with others);

o professional skills (parameters — skills to form and develop a safe, healthy and
sustainable work environment, to create and develop a learning environment in
enterprises and organizations, to plan, organize and manage training and instructing,
to develop and improve instructions, teaching aids and presentations, to use
information technologies in training and improve their use, to identify and use
Latvian and EU labour protection legislation).

Intelligibility - the ability to clearly demonstrate and explain work issues associated
with safe, harmless to health conditions and sustainable work, corresponding to the
individual learner’s or learner group’s level of previously acquired knowledge and to
develop understandable methodological materials and instructions.

Criteria of intelligibility:

e communication and interaction (parameters — the person is able to use knowledge
about the principles and rules for the successful implementation of the
communicative process, creating communication between enterprises and
communication within the same enterprise and controlling state institutions; he/she
directly addresses complex issues and is a good listener, kindly shares the
information, promotes open communication and perceives both bad and good news;
can maintain peace and balance, ability to substantiate his/her opinion, ability to
persuade, demonstrates ability to cooperate with employers and employees, and is
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able to create a safe working environment, has the ability to explain both to the

employers and employees the need for using safe work practices which are harmless

to health);

o professional intelligibility: (parameters — the ability to explain issues related to safe,
sustainable work which is harmless to health, as well as to prepare comprehensible
methodological materials and instructions, according to the previous level of
knowledge of the particular learner’s or training group’s members).

Expert comments were used to finalize the model. The suggestion to use the term
“ability” instead of the term “intelligibility” was thoroughly assessed by analyzing its
analogues in dictionaries (Dictionary of Latvian Literary Language; Glossary of
Educational Terms). The terminological word collocation “intelligibility of the text” is
included in the Academic Terminology Database AkadTerm. Taking into account the
results of the analysis, the model retains the term “intelligibility”.

In order to better reflect the differences between Competence — 1 and Competence
— 2 inthe model, the model figure (see Fig. 1) is supplemented with the text: competence
(1) — the initial level of competence reached before learning or studies; competence (2)
—an increased level of competence achieved through learning, study and experience.

When evaluating the improved competence development model, the experts found
that the model figure and the explanatory texts of the main components are mutually
consistent, sequential, as well as corresponding to the model name. The model can be
used for training and study course planning for labour protection specialists as well as
for informal training to implement the specialists' self-improvement (see Table 5).

The experts also pointed out that the formation and development model for the
labour protection specialists’ competence could be used to improve and master other
professions.

The model of competence formation and development of labour protection
specialists has been approbated in learning process, studies and practice. In the
approbation process the experts’ assessments were confirmed.

All the experts acknowledge that the model of formation and development of
specialist competence in labour and civil protection can be used both in the learning and
study process as well as in practice, and the assessment by using numerical scoring
adequately describes the quality of the model.
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Conclusions
In adult education, the explanation of competence is very important,which
characterizes competence as a proven ability to use knowledge, skills and personal
social and/or methodological abilities in work and learning/study situations for
professional and personal development throughout life.
. Competence describes the ability of students to mobilize their essential resources to
achieve a particular result, to accomplish a specific task, and it includes three aspects

— knowledge, skills, attitudes and resources. Two types of resources are used in the
construction of competences: internal (knowledge, skills and attitudes) and external
(personal communications, databases, etc.).

. Theoretical and experimental studies have shown that there is a formal attitude
towards labour and civil protection training and observance of the rules and
requirements. There is an opportunity to implement competency-based adult
labour and civil protection training and studies to form and develop a
responsible attitude.

. Responsible attitude towards labour and civil protection is formed and developed in
the process of education, based on the Process—Person—Context—Time model in

which the process is most important. Context — learning / study environment.

. The five pillars of Education for Sustainable Development serve as an essential
reference point for the development and improvement of education in the 21st
century in lifelong learning. The Fifth Education pillar to learn to transform oneself
and society, to develop the ability and willingness to integrate a sustainable lifestyle
in an individual and in society, makes it possible to change the prevailing formal
attitude towards labour and civil protection.

. Safe work culture and climate in an institution or organization and creation of
wellness programmes create a positive attitude towards labour and civil protection,
provision of wellness throughout life is a criterion of public quality.

. During the eight-month study period (including practice in companies or
organizations), which took place in accordance with the model of competence
development and development of labour protection specialists, there was a very
significant (p = 0.01) development of competence of labour protection
specialists.

. The classes, instructions and briefings conducted by the labour protection specialists
who were engaged in the practice period of the study programme Labour Protection
and Safety as well as their participation in the work process of the company or
organization also contributed to the development of the employees’ competence in
labour protection. The development of competence (p = 0.11) in the work
environment of the enterprise was observed.

. Theoretical studies revealed that such competence components as attitude,
knowledge, skills, creativity, professional ethics, communication, emotional
intelligence, intuition and reflection play a key role in the formation and
development of labour and civil protection competence.
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10. The expert assessment showed that the competence of labour protection specialists
for the implementation of safe, harmless to health and sustainable work includes the
most essential components: attitude, knowledge, skills and intelligibility, improves
and develops in action as an interaction of individual abilities and social
environment.

Criteria of attitude: tolerance has been observed (parameters — respect for
different views; awareness and ability to control one’s emotions, ability to evaluate
one’s behaviour and adapt to changes; sensitivity in the evaluation and characterisation
of accidents, observance of confidentiality; understanding values and ensuring wellness
both in the work environment and outside it (parameters - understanding of the safety
priority in the workplace; the ability to update and justify each employee’s and
employer’s personal responsibility and action, life, health and wellness both in the work
environment and outside it; the ability to carry out activities within the framework of
the function of a position using a value filter - in order to achieve the goals of the value,
it should be based on the maintenance of health throughout life; will behaviour
(parameters — the ability to evaluate behavioral attitudes in order to formulate a
prediction for specific activities for the implementation of healthy, safe and sustainable
work; being responsible for one’s words and actions, thus demonstrating a positive
example; ability to transfer the acquired knowledge, experience, genetic qualities in a
new non-standard situation, the ability of self-control and self-correction).

Knowledge criteria: cognition activity and responsibility (parameters — readiness
to acquire new knowledge, because the person is aware of the lack of skills; self-
awareness; the person is able to use the knowledge in creating a safe work environment
and in reducing formal approach to the observance of rules; the person is able to use
knowledge in constantly changing conditions and is also able to carry out self-
evaluation, because he/she is aware of his/her knowledge); diversity of knowledge
parameters — the person has a wide range of knowledge because he/she understands
occupational health and occupational medicine, environmental protection, management
science, economics, applied informatics, record keeping, labour protection legislation,
work environment risk assessment, choice of labour protection equipment, ergonomics,
fire safety and civil protection, work psychology and pedagogy.

Skills criteria: intellectual skills: (parameters — based on experience an adult
learner has skills to analyze complex phenomena, to identify the nature of the problem
and means to solve it, synthesize and integrate various elements, crystallize values,
effectively use information, constructively cooperate with others); professional skills:
(parameters — skills to form and develop a safe, healthy and sustainable work
environment, to create and develop a learning environment in enterprises and
organizations, to plan, organize and manage training and instructing, to develop and
improve instructions, teaching aids and presentations, to use information technologies
in training and improve their use, to identify and use Latvian and EU labour protection
legislation norms).

Criteria of intelligibility: communication and interaction (parameters — the person
is able to use knowledge about the principles and rules for the successful implementation
of the communicative process, creating communication between enterprises and
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communication within the same enterprise and controlling state institutions and is able

to create a safe and harmless work environment); professional intelligibility:

(parameters — the ability to explain issues related to safe, sustainable work which is

harmless to health, as well as to prepare comprehensible methodological materials and

instructions, according to the previous level of knowledge of the particular learners or
training groups).
Based on the theoretical findings and expert assessment, the characterisation of
competence components model has been developed.
1. Unconscious incompetence — You lack the skills, and you are not aware of the
skills gap, or even of its possible existence. By becoming aware of the skills gap,
you move to the second stage.
2. Conscious incompetence — You know that you lack a specific skill.
Understanding your own incompetence on the one hand can motivate you to acquire
the necessary skills, but on the other hand, it can lead to uncertainty and discomfort
that interferes with learning or studies.
3. Conscious competence — follows conscious /deliberate skill acquisition. Often
this stage is referred to as self-awareness. This or any other repetitive activity is
associated with higher concentration ant it may take place slower.
4. Unconscious competence — This is the final stage of training, where skills are
fully integrated into your behavioural repertoire. Your subconscious mind will deal
with that independently, but your consciousness is free to obtain new skills. This
stage characterizes mastery.

11. Based on the experts’ consensus, which is characterised by Kendall’s concordance
coefficient W = 0.47 with significance level p < 0.05, it is possible to use the model
in the planning of labour protection specialists’ training and studies as well as in
informal studies, to implement the specialists’ self-improvement.

The labour protection specialists’ competence formation and development model
has been approbated in the learning and study process as well as in practice. The
research confirms the significance and topicality of the problem researched in the
doctoral thesis.
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Recommendations
Based on theoretical and experimental studies, the following recommendations have

been developed.

1.

2.

The developed labour protection specialists’ competence formation and

development model can be used in the study programmes of other specialities.

In further research it is necessary to set a task to develop a three-dimensional model

of competence of labour protection specialists. It should be based on the scientific

research results, from both an economic and social aspect, which provide arguments
to employers and employees about the losses resulting from long-term illness or
disability.

The main goals to be set in the study programmes of labour protection specialists’

competence improvement should be:

o the ability to convince the employers and employees that safety, health and
wellness are not bureaucracy, but the promotion of human health and life;

o the ability to explain intelligibly, in a comprehensible manner and according to
the learner’s or learner group’s previous knowledge the issues of safe, harmless
to health and sustainable work, as well as to design and prepare understandable
interactive methodological materials and instructions;

o the ability to evaluate and develop civil protection and disaster management
plans and their implementation possibilities in organizations and companies;

e to improve the employees’ knowledge and skills in health promotion.

In order to ensure competent and adequate supervision and control in the field of

labour and civil protection, it is advisable to update the issues on the reduction of the

number of accidents and occupational diseases in the educational programmes,
taking into account the most topical work environment problems identified in the
research.

To consider the possibility to replace the term “Labour Protection” used in Latvian

legislation with the term ”Occupational Safety and Health Administration (OSHA)”

or “Occupational Safety” used in Europe.
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