Latvijas Lauksaimniecibas universitate
Latvia University of Life Sciences and Technologies
¥
ﬁ

N
@\

- o & o
[ﬁ"”'i\l \uimn'\r\v‘:‘l'\:i‘g

INTERFRAME-LV

Mg.oec. Ilze PriZevoite

VISPAREJAS IZGLITIBAS IESTAZU SKOLOTAJU
ATALGOJUMS UN SNIEGUMS LATVIJAS REGIONOS

REMUNERATION AND PERFORMANCE OF TEACHERS
OF GENERAL EDUCATION INSTITUTIONS IN THE
REGIONS OF LATVIA

Promocijas darba
KOPSAVILKUMS
zinatniska doktora grada zinatnes doktors (Ph.D) ekonomika
un uznémeéjdarbiba iegiiSanai

SUMMARY

of the Doctoral thesis for acquiring a Doctoral degree in
Economics and Business (Ph.D).

Autors/Author

Jelgava 2022


llufb
Stamp

https://orcid.org/0000-0003-0801-6421

INFORMACIJA

Promocijas darbs izstradats Latvijas Lauksaimniecibas universitates
Ekonomikas un sabiedribas attistibas fakultates Ekonomikas un regionalas
attistibas institiita.

Doktora studiju programma — Agrara un regionala ekonomika, apaksnozare -

Regionala ekonomika.

Promocijas darba zinatniska vaditaja — LLU Ekonomikas un sabiedribas

attistibas fakultates profesore, Dr.oec. Gunta Grinberga-Zalite; profesore Dr.oec.

Anastasija Vilcina no 2017. Iidz 2019. gadam.

Promocijas darba zinatniska aprobacija nosléguma posma

e Prezentts informativa seminara 2021. gada 15. maija.

e Apspriests un aprobéts LLU Ekonomikas un sabiedribas attistibas fakutates
Ekonomikas un regionalas attistibas institiita akadémiska personala parstavju
s€de 2021. gada 31. maija.

e Apspriests un aprobéts LLU Ekonomikas un sabiedribas attistibas fakutates
Ekonomikas un regionalas attistibas institita, Uznémgjdarbibas un
vadibzinatnes institlita, FinanSu un gramatvedibas institita personala
parstavju apvienota akadémiska séde 2021. gada 29. septembri.

e Atzits par pilniba sagatavotu un pienemts Promocijas padomé 2021. gada
3. decembri.

Oficialie recenzenti:

1. Dr. oec. Ingrida JakuSonoka — promocijas padomes eksperte, Latvijas
Lauksaimniecibas universitates Finansu un gramatvedibas institiita direktore,
profesore;

2. Dr. oec. Anda Zvaigzne — Rézeknes Tehnologiju akadémijas Ekonomikas
un parvaldibas fakultates Biznesa un sabiedribas procesu pétniecibas institiita
direktore, vadosa pétniece un Ekonomikas un parvaldibas fakultates asociéta
profesore;

3. Dr. Bernardas Vaznonis — Vitauta Di7a universitates (Lietuva)
Bioekonomikas attistibas fakultates dekans, asociétais profesors.

Promocijas darba aizstavesana notiks LLU Ekonomikas un uznémegjdarbibas

zinatnu nozares Agraras ekonomikas un Regionalas ekonomikas apak$nozaru

Promocijas padomes atklata sede 2022.gada 14.aprili Ekonomikas un sabiedribas

attistibas fakultate (Svétes iela 18, Jelgava) 212. auditorija plkst. 10.00.

Ar promocijas darbu var iepazities LLU Fundamentalaja biblioteka, Liela iela 2,

Jelgava un http://llufb.llu.lv/promoc_darbi.html

Atsauksmes suitit Promocijas padomes sekretarei — Svétes iela 18, Jelgava, LV-

3001, talr. 63025170, e-pasts: anita.auzina@Ilu.lv. Atsauksmes vélams sutit

ieskenéta veida ar parakstu.

Padomes padomes sekretare: profesore Dr.oec. Anita Auzina


http://llufb.llu.lv/promoc_darbi.htm
mailto:anita.auzina@llu.lv

SYNOPSIS

The doctoral thesis has been elaborated at the Institute of the Economics and
Regional Development, Faculty of Economics and Social Development, Latvia
University of Life Sciences and Technologies (LLU).

Doctoral Programme — Agrarian and Regional Economics, sub-branch —

Regional Economics.

Supervisor of the doctoral thesis — Dr.oec. Gunta Grinberga-Zalite, Professor

of LLU, Faculty of Economics and Social Development; Dr.oec. Anastasija

Vilcina Professor from 2017 till 2019.

Scientific approbation of the doctoral thesis at the final stage
e Presented at an informative seminar on 15 May 2021.

e Approbated at the meeting of academic personnel of the Institute of the
Economics and Regional Development, Faculty of Economics and Social
Development, LLU, on 31 May 2021.

e Discussed and approbated at the interdepartmental meeting of academic
personnel of the Faculty of Economics and Social Development (Institute
of Economics and Regional Development, Institute of Business and
Management Science, Institute of Finance and Accounting), LLU, on 29
September 2021.

e Recognized as fully prepared and accepted by the LLU Promotion
Council in Economics, sub-branch — Agrarian and Regional Economics
on 3 December 2021.

Official reviewers:

1. Dr. oec. Ingrida JakuSonoka — expert of the Promotion Council, head of
the Institute of Finance and Accounting, Faculty of Economics and Social
Development of Latvia University of Life Sciences and Technologies,
professor;

2. Dr. oec. Anda Zvaigzne — head of the Research Institute for Business and
Social Process of the Faculty of Economics and Management of the Rezekne
Academy of Technologies, leading researcher and associate professor of the
Faculty of Economics and Management;

3. Dr. Bernardas Vaznonis — dean of the Faculty of Bioeconomy
Development, Vytautas Magnus University (Lithuania), assoc. professor.
Presentation and defence of the doctoral thesis will be held at the open
meeting of the LLU Promotion Council for Economics and Business, sub-branch
— Agrarian and Regional Economics at 10 a.m. on the 14" of April, 2022 at the
Faculty of Economics and Social Development, 18 Svetes Street, Jelgava, in

Room 212.

The doctoral thesis is available for reviewing at the Fundamental Library of LLU,



2 Liela Street, Jelgava and online http://llufb.llu.lv/promoc_darbi_en.html.

You are welcome to send your comments to the secretary of the Promotion
Council - 18 Svetes Street, Jelgava, LV-3001, Latvia, phone No +371 63025170,
e-mail: anita.auzina@Ilu.lv. It is advised to send your comments in scanned
format and undersigned.

Secretary of the Doctoral Council: professor Dr.oec. Anita Auzina.



SATURS

INFORMACIJA PAR PUBLIKACIJAM UN ZINATNISKI PETNIECISKO

DARBU ..ot e 9
IEVADS ..o 15
1. ATALGOJUMA UN SNIEGUMA TEORETISKIE ASPEKTI .....ccccccvvnnn. 20
1.1. Atalgojuma finansialo un nefinansialo dimensiju teorétiskais ietvars........ 20
1.2. Snieguma teorgtiskais PAmMAatOJUIMS ........ccooverireiireeierne e 23
1.2.1. Atalgojuma loma motivacijas teoriju konteksta ..........cccoovevviiiniinicnnnns 24
1.2.2. Organizacijas kultiira un politikas KlatbTGtne ...........cccoovevveiiiiiniinicnnns 26

2. 1ZGLITIBAS NOZARES DARBINIEKU ATALGOJUMA SISTEMAS
NORMATIVAIS IETVARS UN  VIETA  TAUTSAIMNIECIBAS

STRUKTURA LATVIJAS REGIONOS ......cooviiiiiiriniiininieieineeieesssnesssesenns 28
2.1. Izglitibas siste€ma starptautisko dokumentu konteksta............cccccvveiniinnnnne 28
2.2. Izglitibas sistéma Latvijas stratégisko planosanas dokumentu konteksta...30
2.3. Socialekonomisko raditaju analize Latvijas regionos........ccoceovvvererenenencns 31
2.4. Izglitibas nozares raksturojums Latvija kopuma un

1eGIONU SKEISEIICZUMA ...vvveviveieit sttt e 33
2.4.1. Izglitibas nozares analize finansiala un nodarbinatibas aspekta.............. 33
2.4.2. Vispargjas izglitibas sist€mas raksturojums Latvija kopuma un regionu

SKEISEIICZUMA ...ttt r et 35
3. SKOLOTAJU FINANSIALA ATALGOJUMA ANALIZE LATVIJAS
REGIONOS.....co ettt 36
3.1. Skolotaju darba samaksas finans€$anas kartiba “Nauda seko skolénam” ..37
3.2. Skolotdju darba algu ietekmgjosie faktori Latvijas regionu izvérsuma......37
3.2.1. Skolénu skaits izgITtTbas 1eStAAE .........coerirrireiieieee e 37
3.2.2. Izglitibas pakapes koeficients un ta piemérosana republikas pilsétas un

NOVAAOS ...ttt 39
3.2.3. Skolotaju likmju skaits Latvijas Republikas pilsétas un novados ........... 42
3.2.4. Pedagogiska darba algas likme Latvijas reZionos .........ccoevveveververerennnns 47
3.2.5. Finans€jums skolotaju darba algam............ccoceevviiiiinininiiiicicecee 51
3.3. Skolotaju piemaksu, prémiju, atvieglojumu un labumu

1etekm@EjoSie TAKLOIT ......eouveiiiiii s 52
3.3.1. PIBMAKSAS ..o 52
33,2 PIBIMIJAS ..vveviriie st e 53
3.3.3. Atvieglojumi un [abumi..........ccooiiiii 54
4. SNIEGUMA PILNVEIDES VIRZIENI VISPAREJAS IZGLITIBAS
IESTADES LATVITA.....oouiiieeeeeeeee e eteeees ettt en s e aeaenns 57

4.1. Vispargjas izglitibas iestazu skolotaju un administracijas viedokla
izvertéjums par sniegumu ietekmgjosiem faktoriem Latvijas regionos......... 57



4.1.1. Vispargjas izglitibas iestazu skolotaju viedokla par sniegumu
ietekmg@josSiem faktoriem un darba snieguma mijsakaribu izp&te .................. 58

4.1.2. Vispargjas izglitibas iestazu direktoru un direktoru vietnieku viedokla par
skolotaju sniegumu ietekm&josiem faktoriem un darba snieguma mijsakaribu

1120151 TR PP PSP 62
4.2. Skolotaju darba snieguma paaugstinasanas scenariju analize un

novertesana izglitibas nozares attistibai..........cocveveiierininiiiniseeee e 64
GALVENIE SECINATUMI ......coititiiriniiirereesieinisisssssessssssssssssssssssesesssssssssnsnns 68
PROBLEMAS UN TO RISINAJUMI ......oovriiririniniiieieisisisinessseeeseesisesssnnnns 73

GALVENO IZMANTOTO AVOTU SARAKSTS......ccoiiiii 146



CONTENTS

INFORMATION ON RESEARCH PAPERS AND SCIENTIFIC WORK......12
INTRODUCTION. ... .oitiiiiiitiiieestistees sttt nnens 79
1. THEORETICAL ASPECTS OF REMUNERATION AND
PERFORMANCE ..ottt ettt sttt 84
1.1. The theoretical framework for the financial and non-financial dimensions
OF FEMUNEIALION.......ooiiiici et 85
1.2. Theoretical substantiation of performance .........cccccocevvvievivninccie s 88
1.2.1. The role of remuneration in the context of motivation theory................. 89
1.2.2. Organizational culture and political presence .........cccocvvvvivvivecieiesennenn 91

2. THE LEGAL FRAMEWORK FOR THE REMUNERATION SYSTEM FOR
EMPLOYEES IN THE EDUCATION SECTOR AND ITS PLACE IN THE

ECONOMIC STRUCTURE IN THE REGIONS OF LATVIA .....ccoooevvriennn. 93
2.1. The education system in the context of international documents............... 93
2.2. The education system in the context of strategic policy

dOCUMENTS OF LAtVIA .oveeeieieiiie et e 95
2.3. Analysis of socio-economic indicators for the regions of Latvia................ 96
2.4. Characteristics of the education sector in Latvia as a whole

ANA DY FEGION 1. 98

2.4.1. Analysis of financial and employment aspects of the education sector...98
2.4.2. Characteristics of the general education system in Latvia as a whole and

DY FEQION ... 100
3. ANALYSIS OF TEACHER FINANCIAL REMUNERATION IN THE
REGIONS OF LATVIA ..ottt 102
3.1. The funding model “Money follows the educatee” for the remuneration of

TBACKHIEIS ...ttt neenne s 102
3.2. Factors influencing the salary of teachers broken down by

FEGION OF LALVIA ...ovveiiiiiiiciiiieeerie et 103
3.2.1. The number of educatees in an educational institution...............c.......... 103

3.2.2. The education level coefficient and its application for determining the
remuneration of teachers employed in cities of national significance and

MUNICIPAIITIES. .. et 105
3.2.3. The number of teacher full-time equivalents in cities of national

significance and MUNICIPAlItIES.........ccoieiiiiiiiee e 108
3.2.4. Educator remuneration rates in the regions of Latvia..........cccccoevenene 114
3.2.5. Funding for teacher remuneration ............c.ccooeeieienene s neneeeesee e 118
3.3. Factors affecting allowances, bonuses, relief and benefits for teachers ...119
3.3, 1. AITOWANCES ...ttt 119
3132, BONUSES ...ttt 120

3.3.3. Relief and DENETILS......cciieeee et 121



4. PERFORMANCE IMPROVEMENTS IN GENERAL EDUCATION
INSTITUTIONS IN LATVIA . ..ottt 124
4.1. Evaluation of the opinions of teachers and administrations of general
education institutions on the factors influencing teacher performance in the
g=To o] 4150 1 LY - S 124
4.1.1. Examination of the opinions of teachers from general education
institutions on the factors influencing their performance and of teacher
performance-related causal assOCIAtioNS...........covveierierini i 125
4.1.2. Examination of the opinions of principals and deputy principals from
general education institutions on the factors influencing teacher performance

and of teacher performance-related causal associations ...........c.ccccceecerennene 129
4.2. Analysis and evaluation of scenarios for increasing the performance of

teachers for the development of the education sector.............cccccvveieiiennnnne 131
MAIN CONCLUSIONS ..ottt 135
PROBLEMS AND THEIR SOLUTIONS .....ccooiiieiseneisesieee e 141

REFERENCES USED IN THE SUMMARY ......ccoooiiiiiiiiicici 146



INFORMACIJA PAR PUBLIKACIJAM UN ZINATNISKI
PETNIECISKO DARBU

Pétljuma rezultati publicéti septinos rakstos starptautiskos zinatniskos un
Latvijas Zinatnes padomes atzitos nacionalos zinatniskos izdevumos, t.sk. viena
publikacija indekséta Scopus un tris Web of Science datu bazeés.

1. Prizevoite I., Grinberga-Zalite G. (2021) Remuneration system elements'
impact on the performance of the teachers of general education institutions in
the regions of Latvia. In: Economics Science for Rural Development:
Proceedings of the International Scientific Conference, No. 55, LLU, pp.
181-187. ISSN 2255-9930 (indekséta EBSCO datu bazg).

2. Prizevoite I., Grinberga-Zalite G., Polovko S. (2020) Regulatory Framework
and State Policy in the General Education Sector: Challenges in the Context
of Latvia’s Regional Differences. In: International Scientific Conference on
Social Sciences - ISCSS: conference proceedings, Vol. 7, No. 1. Bulgaria, pp.
461-468. ISSN 2682-9959 (indekséta EBSCO datu bazg).

3. Polovko S., Grinberga-Zalite G., Korsaka T., Prizevoite I., Awan Q.A.
(2020) Entrepreneurial Eco-systems and Social Entrepreneurship as an Agent
of Regional Development: Case of Latvia. In: International Scientific
Conference on Social Sciences - ISCSS: conference proceedings, Vol. 7, No.
1. Bulgaria, pp. 209-216. ISSN 2682-9959 (indekséta EBSCO datu bazg).

4. Prizevoite 1., Grinberga-Zalite G. (2020) Theoretical Aspects of
Remuneration and Performance in the Context of Providing General
Education in the Conditions of Latvia Regional Disparities. In: Economics
Science for Rural Development: Proceedings of the International Scientific
Conference, No. 54, LLU, pp. 190-198. ISSN 2255-9930 (indekseta EBSCO
datu baze).

5. Grinfelde A., Paula L., Prizevoite 1., Vanaga I. (2019) Professional Support
Measures for Teachers in Regions of Latvia. In: Economics Science for Rural
Development: Proceedings of the International Scientific Conference, No. 51,
LLU, pp. 114-121. ISSN 1691-3078 (indekséta Web of Science un EBSCO
datu bazes).

6. Paula L., Prizevoite I. (2019) The Status of the Teaching Profession in
Latvia: Views of the Teachers. In: International Journal “Problems of
Education in the 21st Century”, Vol 77., No. 1., pp. 126-141. ISSN 1822-
7864 (indekseta Scopus un Web of Science datu bazes).

7. Grinfelde A., Paula L., Prizevoite I. (2018) Problems of Teachers’ Labour
Rights in Regions of Latvia. In: Economics Science for Rural Development:
Proceedings of the International Scientific Conference, No. 48, LLU, pp.



102-110. ISSN 1691-3078 (indekséta Web of Science un EBSCO datu
bazgs).

Par pétijjuma rezultatiem zinots septinas starptautiskas zinatniskas

konferences:

1. Prizevoite I. Influence of general education teachers’ remuneration on work
performance in the regions of Latvia. Starptautiska zinatniska konference:
“Trends in Regional Development in the EU Countries 20217, Varsava,
2021. gada 22. oktobri.

2. Prizevoite I. Remuneration system elements' impact on the performance of
the teachers of general education institutions in the regions of Latvia.
Starptautiska zinatniska konference: “Economic Science for Rural
Development”, Jelgava, Latvija, 2021. gada 11. - 14. maija.

3. Prizevoite 1. Theoretical Aspects of Remuneration and Performance in the
Context of Providing General Education in the Conditions of Latvia Regional
Disparities. Starptautiska zinatniska konference: “Economic Science for
Rural Development”, Jelgava, Latvija, 2020. gada 12. - 15. maija.

4. Prizevoite I. Professional Support Measures for Teachers in Regions of
Latvia. Starptautiska zinatniska konference: “Economic Science for Rural
Development”, Jelgava, Latvija, 2019. gada 8. - 10. maija.

5. Prizevoite I., Paula L., Grinfele A. Problems Created by Teachers’ Salary
Financing Modeli n Regions of Latvia. Starptautiska zinatniska konference:
“Rethinking Regional Competiveness”,  Sauli, Lietuva, 2018. gada
29. novembri.

6. Prizevoite I. Problems of Teachers’ Labour Rights in Regions of Latvia.
Starptautiska zinatniska konference: “Economic Science for Rural
Development”, Jelgava, Latvija, 2018. gada 9. - 11. maija.

7. Prizevoite 1., Paula L., Grinfele A. Teacher Salary in General Education
Institutions in the Regions of Latvia. Starptautiska zinatniska konference:
“Rethinking Regional Competiveness”, Sauli, Lietuva, 2017.gada 30.
novembri.

Daliba valsts pétijumu projektos

1. Autore no 2021. gada 5. marta lidz 2021. gada 30. novembrim piedalijas
VP39 (BD) valsts pétfjumu programmas projekta “Latvijas valsts un
sabiedribas izaicinagjumi un to risinajumi starptautiska konteksta
(INTERFRAME-LV)”  Nr. VPP-1ZM-2018/1-0005, veicot =zinatniska
asistenta pienakumus.

Seminari

1. Praktiska p&tijuma rezultati aprobéti LLU ESAF akadémiska magistra studiju
programmas “Ekonomika” studiju kursa “Socialais marketings” zinatniski-
praktiskaja seminara “Sabiedribas izpratnes veicinasana par nevalstisko

10



organizaciju darbibu Latvija: LIZDA aktivitates un izaicinajumi” 2021. gada
15. maija.

2. Konferencé “Paaugstindsim profesijas prestiZzu — uzticoties, cienot un
novértéjot pedagogu darba nozimigumu’ aptaujas rezultatu prezente$ana par
skolotaja profesijas prestizu Latvija, Rigas Tirisma un radosas industrijas
tehnikuma, 2016. gada 23. novembrT.

3. Konference “Motivets skolotajs ir ilgtspéjigas sabiedribas pamats™ aptaujas
rezultatu prezent€Sana par pedagogu motivaciju veicinosajiem faktoriem
Latvija, Latvijas Izglitibas un zinatnes darbinieku arodbiedriba, 2015. gada
30. oktobri.

Citas aktivitates

1. Vairak neka piecu gadu darba pieredze pedagogu darba samaksas sistémas
pilnveidosanas procesa, ka ar1 ir regulari darbojusies ka eksperte [ZM darba
grupas un ka referente - pasvaldibu ikgad&jas pedagogu konferences.

11



INFORMATION ON RESEARCH PAPERS AND
SCIENTIFIC WORK

The research results were presented in seven research papers published in
international journals and national scientific publications recognized by the
Latvian Council of Science, incl. one research paper indexed in the Scopus
database and three in the Web of Science database.

1.

Prizevoite I., Grinberga-Zalite G. (2021) Remuneration system elements'
impact on the performance of the teachers of general education institutions in
the regions of Latvia. In: Economics Science for Rural Development:
Proceedings of the International Scientific Conference, No. 55, LLU, pp.
181-187. ISSN 2255-9930 (indexed in the EBSCO database).

Prizevoite I., Grinberga-Zalite G., Polovko S. (2020) Regulatory Framework
and State Policy in the General Education Sector: Challenges in the Context
of Latvia’s Regional Differences. In: International Scientific Conference on
Social Sciences - ISCSS: conference proceedings, Vol. 7, No. 1. Bulgaria, pp.
461-468. ISSN 2682-9959 (indexed in the EBSCO database).

Polovko S., Grinberga-Zalite G., Korsaka T., Prizevoite 1., Awan Q.A.
(2020) Entrepreneurial Eco-systems and Social Entrepreneurship as an Agent
of Regional Development: Case of Latvia. In: International Scientific
Conference on Social Sciences - ISCSS: conference proceedings, Vol. 7, No.
1. Bulgaria, pp. 209-216. ISSN 2682-9959 (indexed in the EBSCO database).
Prizevoite 1., Grinberga-Zalite G. (2020) Theoretical Aspects of
Remuneration and Performance in the Context of Providing General
Education in the Conditions of Latvia Regional Disparities. In: Economics
Science for Rural Development: Proceedings of the International Scientific
Conference, No. 54, LLU, pp. 190-198. ISSN 2255-9930 (indexed in the
EBSCO database).

Grinfelde A., Paula L., Prizevoite I., Vanaga I. (2019) Professional Support
Measures for Teachers in Regions of Latvia. In: Economics Science for Rural
Development: Proceedings of the International Scientific Conference, No. 51,
LLU, pp. 114-121. ISSN 1691-3078 (indexed in the Web of Science and
EBSCO databases).

Paula L., Prizevoite |. (2019) The Status of the Teaching Profession in
Latvia: Views of the Teachers. In: International Journal “Problems of
Education in the 21st Century”, Vol 77., No. 1., pp. 126-141. ISSN 1822-
7864 (indexed in the Scopus and Web of Science databases).

Grinfelde A., Paula L., Prizevoite I. (2018) Problems of Teachers’ Labour
Rights in Regions of Latvia. In: Economics Science for Rural Development:
Proceedings of the International Scientific Conference, No. 48, LLU, pp.

12



102-110. ISSN 1691-3078 (indexed in the Web of Science and EBSCO
databases).

The research results were reported at seven international conferences:

1.

Prizevoite I. Influence of general education teachers’ remuneration on work
performance in the regions of Latvia. International scientific conference:
“Trends in Regional Development in the EU Countries 2021, Warsaw, 22
October 2021.

Prizevoite |. Remuneration system elements' impact on the performance of
the teachers of general education institutions in the regions of Latvia.
International scientific conference: “Economic Science for Rural
Development”, Jelgava, Latvia, 11-14 May 2021.

Prizevoite I. Theoretical Aspects of Remuneration and Performance in the
Context of Providing General Education in the Conditions of Latvia Regional
Disparities. International scientific conference: “Economic Science for Rural
Development”, Jelgava, Latvia, 12-15 May 2020.

Prizevoite I. Professional Support Measures for Teachers in Regions of
Latvia. International scientific conference: “Economic Science for Rural
Development”, Jelgava, Latvia, 8-10 May 2019.

Prizevoite |., Paula L., Grinfele A. Problems Created by Teachers’ Salary
Financing Modeli n Regions of Latvia. International scientific conference:
“Rethinking Regional Competitiveness”, Siauliai, Lithuania, 29 November
2018.

Prizevoite |. Problems of Teachers’ Labour Rights in Regions of Latvia.
International scientific conference: “Economic Science for Rural
Development”, Jelgava, Latvia, 9-11 May 2018.

Prizevoite 1., Paula L., Grinfele A. Teacher Salary in General Education
Institutions in the Regions of Latvia. International scientific conference:
“Rethinking Regional Competitiveness”, Siauliai, Lithuania, 30 November
2017.

Participation in national research projects

1.

From 5 March to 30 November 2021, the author participated in research
project No. VPP-1ZM-2018/1-0005 Challenges for the Latvian State and
Society and the Solutions in International Context (INTERFRAME-LV)
under national research programme VP39 (BD) as a research assistant.

Seminars

1.

The applied research results were tested at a scientific and practical seminar
“Raising Public Awareness about the Activities of Non-Governmental
Organizations in Latvia: the Activities of and Challenges to LIZDA” within
the course “Social Marketing” for the LLU ESAF academic master
programme “Economics”.

13



2. Presentation of the survey results on the prestige of the teacher profession in
Latvia at the conference “Increasing the Prestige of the Profession: Trusting,
Respecting and Appreciating the Importance of Teacher Work”, Riga
Tourism and Creative Industry Technical School, 23 November 2016.

3. Presentation of the survey results on the factors contributing to the motivation
of teachers in Latvia at the conference “Motivated Teacher is the Foundation
of a Sustainable Society”, Latvian Trade Union of Education and Science
Employees (LIZDA), 30 October 2015.

Other activities

1. More than five-year experience in work on improving the remuneration
system for educators, as well as regular involvement as an expert in the
working groups of the Ministry of Education and Science and as a speaker at
annual municipal teacher conferences.

14



IEVADS

Miisdienu progresivakas izglitibas sist€mas visiem skoléniem izvirza
talejoSus merkus, galveno uzmanibu pieverSot gan izglitibas kvalitatei, gan
vienlidzigu iesp&ju nodrosinasanai tas pieejamibai (Schleicher, 2014). Tas palidz
veidot valsts nakotni. Plaukstosa izglitibas sisttma lauj ikvienam skolénam
attistities ka individam un sekmé ekonomisko izaugsmei un socialo labklajibu.
Izglitibas politikai biitu péc iespgjas efektivak javeicina izglitibas kvalitates
paaugstinaSana visiem skol&niem, neatkarigi no ta, kura valsts regiona vins
dzivo.

Latvijas valdiba 2021.gada jinija apstiprindja Izglitibas attistibas
pamatnostadnes (IAP) 2021. — 2027. gadam. Pamatnostadn@s izglitibas attistibas
virsmérkis ir nodroSinat kvalitativas izglitibas iesp&jas visiem Latvijas
iedzivotajiem, lai veicinatu vinu potenciala attistibu un Tstenosanu miiza garuma
un lai veidotu vinu sp&u mainities un atbildigi vadit pastavigds parmainas
sabiedriba un tautsaimnieciba. Saja dokumenta ir noteikti mérki izglitibas
sist€mas attistibai un to TstenoSanas virzieni, ka arT atbilstoSie darbibas raditaji
un vélamie politiskie rezultati. Sts pamatnostadnes ir Tpasi aktualas regionalas
attistibas konteksta. Viens no mérkiem ir augsti kvalificéti, kompetenti un uz
izcilibu orientéti pedagogi un akadémiskais personals. Mérkis aptver pedagogu
un akadeémiska personala sagatavosSanas, profesionalas pilnveides, attistibas un
izaugsmes, ka arT motivacijas jautajumus (Par Izglitibas attistibas..., 2021).
Autoresprat, §T mérka sasnieg8ana ir Tpasi svariga Latvijas regionos, kur jaunie
specialisti ir mazak motivéti veidot savu karjeru. Skolotaji ir reformu centienu
centra. Kaut arT daudzi faktori arpus izglitibas iestadém ietekm& skoleénu
rezultatus, pieméram, nabadzibas un nelabvéligo apstaklu raditaji, kas Tpasi
raksturigaki valstu ekonomiski vajak attistitajiem regioniem, viens no
galvenajiem skolénu maciSanas un sasniegumu veidotdjiem izglitibas iestade ir
skolotajs (Hanushek, Rivkin, 2012). Skolotajiem ir tie$a ietekme uz skolénu
macibu rezultatiem. Izglitibas kvalitate tiek mérita péc skolénu rezultatiem.
Ekonomiskas sadarbibas un attistibas organizacija (OECD) u.c. starptautiskas
organizacijas sniedz kriterijus, péc kuriem katra valsts var salidzinat savus
rezultatus ar citu valstu rezultatiem. Latvija kops 1998. gada piedalas OECD
Starptautiska skolénu novertésanas programmas (PISA) petijuma, kura noverte
15 gadigu skolénu prasmes un zinasanas matematika, lasiSana un dabaszinatnés
un salidzina tas starp OECD dalibvalstim un partnervalstim. Latvija piedalas ar1
citos starptautiskos petfjumos, tostarp starptautiskaja lasitprasmes pétijuma
(PIRLS) un starptautiskaja matematikas un dabaszinatpu pétfjuma (TIMSS).
Valsts Iiment Ata Kronvalda fonds ik gadu public skolu reitingu, kuru veido,
balstoties uz skolénu rezultatiem valsts un atklatajas macibu priekSmetu
olimpiades, ka ar1 zinatniski petniecisko darbu konkursos. Ik gadu Draudziga
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aicinajuma fonds godina Latvijas labakas vidusskolas, kuru reitings tiek veidots,
pamatojoties uz skolénu rezultatiem centralizétajos eksamenos - latviesu valoda,
matematika, anglu valoda, dabas zinibas un vesture. Tadejadi, balstoties uz
rezultatiem, tiek identificetas izglitibas iestades, kuras strada skolotaji, kas savu
darbu veic kvalitativi un ar augstu sniegumu, un izglitibas iestades ar
skolotajiem, kuriem sniegums biitu jauzlabo. Autoresprat, kvalitativa maciSana
ir butiska, lai uzlabotu skolénu sniegumu ne tikai kvantitativa izteiksmé, bet art
lidz gruti izm&ramiem aspektiem, piemeram, ideju nodosanu, efektivas macibu
vides nodrosinasanu, labu skolotaju un skolénu attiecibu veicinasanu un
sadarbibu ar kolégiem un vecakiem. Latvijas valdiba atzist, ka izglitibas sistéma
uzlabosies tikai tad, ja ta profesija spés piesaistit kvalitativus skolotajus un
noturs vinus, it Tpasi Latvijas regionos, maksajot adekvatu algu un ieguldot
lidzeklus vinu profesionalaja attistiba.

Skolotaju zema darba alga ir viena no svarigakajam problemam Latvija kop$
neatkaribas atjaunosanas, jo ta ir butiskakais katra cilveka pamatvajadzibu
apmierinasanas priek$nosacijums un viens no faktoriem, kas nosaka attieksmi
pret darbu un ta kvalitati. Darba alga arT ir viens no faktoriem, kas ietekm&
skolotaju darba piedavajumu. Skolotaju darba algas Latvija salidzinajuma ar
starptautisko ITmeni ir zemas, ka arT eksiste biitiskas atskiribas skolotaju darba
alga salidzinajuma ar vidéjo darba samaksu valsti. Skolotaju darba algas apmérs
norada uz skolotdja profesijas statusu sabiedriba. Ja algas ir pietickami
pievilcigas, t.i., konkurétspgjigas ar citam pieprasitakajam un salidzinosi labi
atalgotajam profesijam, tas var palidzét piesaistit labakos absolventus $aja
profesija. Profesijas prestizs, darba apstakli un profesionalas izaugsmes iespgjas
veicina to, ka tiek piesaistiti un noturéti labi skolotaji (OECD, 2011).

Skolotaju profesija ilgstosi ir sabiedribas uzmanibas centra, aktualizgjot
problémas par izglitibas sist€mas reformu, par nepiecieSamibu uzlabot izglitibas
kvalitati un izglitibas sist€mas darbibas efektivitati. Vieni no svarigakajiem
diskusiju pamatjautajumiem — darba samaksa, kvalitate un sniegums. Skolotaja
profesijai prasibas pieaug un ta klast aizvien sarezgitaka. Turpreti finansialais
atalgojums nav adekvats atbilsto§i §1 laika ekonomiskajam parmainam. Ipasi
izteikta §1 probléma ir Latvijas regionu skolas. Kops§ 2009. gada, kad skolotaju
darba samaksa tiek aprékinata p&c finans€sanas kartibas “Nauda seko skolénam”,
ir liela diferenciacija skolotaju darba algas likme starp izglitibas iestadém ar lielu
skolénu skaitu, vidéju un mazu. Par to, ka skolotaju darba samaksas finanséSanas
kartiba nenodrosina motiv&josu un taisnigu darba algu, apliecina skolotaju pausta
neapmierinatiba ar darba algu par likmi. Skolotaji organiz€ streiku un piketus,
pauZzot savu neapmierinatibu ar zemajam algam. Savukart valdiba Iidztekus algas
palielinajumam prasa paaugstinat izglitibas kvalitati, ka alga vienmér jasaista ar
izglitibas kvalitati. [zverSoties neapmierinatibai, to raditas sekas var izsaukt
draudus ne tikai izglitibas nozarei, bet perspektiva arl ekonomiskajam un
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sabiedriskajam sektoram Latvija. Tadejadi autore p&tijuma vélas izzinat, kadi
faktori ietekmé skolotaja darba sniegumu un lidz ar to arT kvalitati un vai darba
algas palielinaSana ir vienigais risinajums, lai uzlabotu skolotaju sniegumu, vai
tom@r ir javeic citi pasakumi, lai skolotaju darba sniegums visas Latvijas
teritorija izvietotajas izglitibas iestades uzlabotos. Petfjuma rezultati dos bitisku
ieguldijumu izglitibas attistibas nakotnei, ipasi Sobrid, kad 2020. gada
19. oktobrT ar Izglitibas un zinatnes ministrijas (IZM) rikojumu tika izveidota
“Pedagogu darba samaksas pilnveides darba grupa”.

Promocijas darba autore desmit gadus strada izglitibas nozar€, un ir ieguvusi
darba pieredzi pedagogu darba samaksas sisteémas pilnveidosanas procesa, ka ar1
ir regulari darbojusies ka eksperte IZM darba grupas un ka referente - pasvaldibu
ikgadgjas pedagogu konferencés Latvijas regionos. ST pieredze rosinajusi autori
padzilinati izzinat izglitibas iestazu skolotaju atalgojuma un snieguma
problematiku Latvijas regionos un noteikusi $ada promocijas darba temata
izveli.

Atalgojuma izpétei izmantoti gan arvalstu p&tnieku (M. Armstrong, J. Trevor,
Dz F. Stenleiks, E.E. Lawler Ill, H. Murlis, E.P. Lazear, M. Gibbs, R.G.
Ehrenberg, R.S. Smith, Dz.E. Stiglics, Dz. Drifils, J. Thompson, S.De. Gieter, J.
Hofmans, D. Jensen, B. Nelson, J. Pfeffer, S. O’Neil), gan Latvijas p&tnieku (R.
Skapars, A. Jaunzems, R. Karnite, M. Volodina, M. Dzelmite) p&tijumos gitas
atzinas. Snieguma izp&tei pamatos izmantotas arvalstu p&tnieku M. Armstrong,
H. Murlis, M.W. Meyer, E.E. Lawler Il1, V.H. Vroom, G. Milkovich, J. Newman,
W. McCourt, D. Eldridge, M.D. Said, G. Clark, E.M. Berman, G. Bouckaert, J.
Halligan, G. Boyne. M. O'Donnel, M. Turner, C. Helm teorétiskas atzinas.

Pétijuma objekts — skolotaju darba finansiala un nefinansiala atalgojuma un
snieguma likumsakaribas, pétijuma priek§mets — skolotaju darba finansiala un
nefinansiala atalgojuma ietekme uz sniegumu Latvijas regionos.

Petijuma nebija iespgjams visas analiz€jamo procesu parmainas aktualizet
viena un taja pasa laika perioda, jo vietgjos un starptautiskos statistikas krajumos
pieejamie jaunakie dati ir noraditi dazados gados.

No izglitibas veidiem Latvija autore darba péta vispargjo izglitibu (dienas
skolas), no izglitibas pakapém — pamatizglitibu (sakumskolas un pamatskolas)
un vidgjo izglitibu (vidusskolas un gimnazijas) ar izglitibas programmas veidu —
vispar€jas izglitibas programmas, kur skolotaju darba samaksa tiek finans€ta no
valsts budzeta mérkdotacijas. P&tijuma tiek ieklautas vispargjas izglitibas
programmas. P&tljuma periods ir no 2014./2015. 11dz 2019./2020. m.g.

Promocijas darba hipotéze — skolotaju darba snieguma paaugstinasanos
Latvijas regionos ietekmé vairaki faktori, bet finansialais atalgojums ir
svarigakais.

Promocijas darba meérkis — izvertet vispargjas izglitibas iestazu skolotaju
finansialo un nefinansialo atalgojumu Latvijas regionos un izstradat
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priekslikumus skolotaju darba snieguma paaugstina$anai. Promocijas darba

mérka sasniegSanai izvirziti $adi uzdevumi:

1. izpétit finansiala un nefinansiala atalgojuma un snieguma teor&tiskos
aspektus;

2. raksturot izglittbas nozares un taja stradajoso vietu un lomu Latvijas
tautsaimnieciba;

3. noteikt vispargjas izglitibas iestazu skolotaju darba samaksas finanséSanas
kartibas principus, ietekm&joSos faktorus un to nozimi Latvijas regionu
attistiba;

4. identificét Latvijas regionu vispargjas izglitibas iestazu skolotaju darba
sniegumu  ietekm&joSos faktorus un izstradat priekSlikumus ta
paaugstinasanai.

Darba izmantotas vairakas pétijuma metodes.

e Visparzinatniskas p&tjjuma metodes:

o monogrdfiska jeb aprakstosa metode, kuras pielietoSana palidz€ja rast
detalizétu prieksstatu par petamo problemu teorétiskaja skatijuma,
pamatojoties uz plasu zinatniskas literatiiras apskatu;

o grafiska metode — grafiskas metodes lietoSana palidzgja uzskatami un
efektivi atklat objekta sakaribas un dinamiku;

o analizes un sintézes metode — atseviski pétama objekta elementi tika
savienoti vienota sist€éma, p&tot to kopsakaribas.

e Sociologisko pétijumu metode - aptauja izmantota, lai noskaidrotu skolotaju
un direktoru/ direktoru vietnieku viedokli par sniegumu ietekmé&josajiem
faktoriem.

o Statistisko pétfjumu metodes — aprakstosa statistikas metode (absolitie,
relativie un vidgjie lielumi, variacijas koeficients) un dinamisko rindu analize
(pieauguma un augSanas temps, absoliitais pieaugums), tika izmantota, lai
analiz€tu socialekonomiskos raditajus un skolotaju darba samaksas
ietekmejosSos faktorus.

e Ekspertu aptaujas datu apstrades metode - hierarhiju analizes metode (AHP)
izmantota l@mumu pienemsSanai par efektivakajiem skolotaju snieguma
veicinosajiem scenarijiem Latvija, aprékinot prioritates vektoru koordinates,
saskanotibas attiecibu un vidgjas vertibas.

e Strat€giskas vadiSanas pétijuma metode — SVID analize pielietota, lai
uzskatami novertetu skolotaju darba samaksas finansésanas kartibu ‘“Nauda
seko skolénam” jeb finansialo atalgojumu.

P&ttjuma izstradei autore izmantojusi Latvijas un Eiropas Savienibas (ES)
normativos dokumentus, pétfjumam atbilstoSo zinatnisko literatliru no Scopus,
EBSCO, ScienceDirect datubazém, Latvijas Republikas (LR) ministriju (IZM,
FinanSu ministrijas (FM), Labklajibas ministrijas (LM)) majaslapas pieejamo
informaciju, Valsts izglitibas informacijas sistemas (VIIS) datubazes datus,
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Latvijas Centrala statistikas parvaldes (CSP) datus, ES statistikas biroju —

Eirostat, Eirofound - datus, ka arT atsevisku Eiropas valstu statistikas parvalzu

un izglitibas ministriju datus, aktualos p&tjjumus un publikacijas latvieSu un

anglu valoda.

Zinatniskais nozimigums un pétijuma novitates

1. Papildinata Latvijas p&tniecibas teor&tiska baze par darbaspeka pieprasijuma
un piedavajuma problematiku makro, mikro un regionala limeni.

2. Pirmo reizi Latvija izstradats originals un detalizéts p&tjjums par skolotaju
sniegumu ietekmgjosajiem faktoriem Latvijas regionu $kérsgriezuma.

3. Identific&ti un precizeti jedzieni “atalgojums” un “maza izglitibas iestade”.

4. lIzstradati, sagrupéti un uzskatami paraditi skolotaju darba samaksas

finanséSanas kartibu ietekmé&josie faktori Latvija, t.sk. regionos,

pilsétas/novados un izglitibas iestadés, pamatojoties uz teorétisko un
praktisko p&tijumu bazi.

Izpetiti, identificeti un raksturoti darba sniegumu ietekméjosie faktori.

6. P&tijuma noskaidrotas ekonomiskas un socialas problémas Latvijas regionu
griezuma péc pedagogu darba samaksas finans€Sanas kartibas ievieSanas.

7. Zinatniskas literatiiras izp&tes rezultati atklaj saistibu starp atalgojumu un
sniegumu, un praktiska pétijjuma ir parbaudits, vai skolotaju darba alga ir
motivEjoss vai demotivejoss snieguma faktors, ka arT apkopoti pargjie faktori,
kas motivé/demotivé skolotaju veikt darbu ar labaku rezultatu.

8. Petijuma izstradati ieteikumi skolotaju darba samaksas finans€$anas kartibas
pilnveidoSanai un skolotaju darba snieguma paaugstinasanai.

Pétijuma tautsaimnieciskais nozimigums
Promocijas darba ietvertie rezultati ir izmantojami IZM darba, pilnveidojot

pedagogu darba samaksas finans€Sanas kartibu un izstradajot mehanismus

skolotaju darba snieguma paaugstinasanai. Noteikti virzieni, ka piesaistit un
noturet kvalificétus un konkurétsp&jigus izglitibas nozares specialistus Latvijas
regionos. Rezultati ir aktuali Latvijas Izglitibas un =zinatnes darbinieku
arodbiedribai (LIZDA), aizstavot un argument&jot Latvijas regionu skolotaju
ekonomiskas, socialas un profesionalas intereses. Promocijas darba pétijuma
atzinas izmantojamas Latvijas regionu pasvaldibam un izglitibas iestazu
direktoriem, izstradajot mehanismus skolotaju darba snieguma veicinaSanai.

Sniegti praktiski izmantojami pé&tfjuma rezultati arT citam LR ministrijam,

nosakot sava nozar€ stradajoSo darba snieguma paaugstinasanas faktorus.

Aizstavamas tézes

1. Darba sniegumu ietekme gan finansialais, gan nefinansialais atalgojums.

2. lzglitibas nozares attistibas dinamika ir atkariga no  valsts
makroekonomiskajiem raditajiem.

o
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3. Skolotaju darba samaksas finansé$anas kartibu vispargjas izglitibas iestades
nepiecieSams pilnveidot, lai nodrosinatu adekvatu, taisnigu un motivejosu
atalgojumu Latvijas regionos.

4. Finansiala atalgojuma sist€mas pilnveide ir prioritara skolotaju darba
snieguma uzlabosanai.

1. ATALGOJUMA UN SNIEGUMA
TEORETISKIE ASPEKTI

Nodaljas saturs darba aiznem 31 Ipp., kurds ietilpst 8 attéli.

Nodala atspogulots atalgojuma sist€mas finansialais un nefinansialais
dimensiju teor&tiskais ietvars, analiz&ta katra ta komponente atseviski. Noteiktas
atalgojuma un motivacijas kopsakaribas. Pamatojoties uz teorétisko atzinu
pétijumiem, izpEtiti snieguma teorétiskie jautajumi, snieguma ietekmgjoSie
faktori un noteikta saikne starp skolotaju atalgojumu un sniegumu, kas izmantots
pétijuma, ka teorétiskais p&tjjuma pamats. Vienlaikus autore piedava atalgojuma
definiciju, kas Iidz §im Latvija nebija defingta.

1.1. Atalgojuma finansialo un nefinansialo dimensiju teorétiskais ietvars

Atalgojuma jeédziens zinatniskaja aprite paradijies 20. gs. otraja pusge, un tas
ievérojami ietekme atalgojuma parvaldibu. Atalgojums ir visi darba dev&jam
pieejamie riki, kas tiek izmantoti darbinieku piesaistiSanai, motiveéSanai un
noturéSanai darba, un ietver visu, ko darbinieks uzskata par vertibu. P. Tompsons
(Thompson) (2002) defingjot atalgojumu, uzsver, ka tam ir jaietver ne tikai
tradicionalos, skaitliski izméramos elementus, pieméram, algas un piemaksas,
bet arl nematerialus elementus, pieméram, karjeras iesp€jas, maciSanos un
attistibu, paSa darba sniegto ieks$€jo motivaciju un organizacijas nodro$inato
darba dzives kvalitati. E.E. Lavler Il (Lawler) (2003) atzimg, ka vislielaka
motivacija ir tad, kad darbinieki veic uzdevumus, kas atalgoti gan p&c biitibas,
gan argji. Atalgojuma konceptualais pamats ir komplekteSana, lai dazadi
atalgojuma procesi biitu savstarpgji saistiti, viens otru papildinatu un pastiprinatu
(Armstrong, 2006).

Ir divas galvenas atalgojuma sisteémas: finansialais atalgojums un
nefinansialais atalgojums. Finansialajam atalgojumam ir nozimiga loma, lai
noturgtu visgudrakos un kompetentakos darbiniekus, tadejadi atalgojot vinus par
izcilu darbu (Olubusayo et al., 2014; Ozutkua, 2012; Terera, Ngirande, 2014).
Finansialo atalgojumu var identificét ka algu, pré€mijas, transporta iespgjas,
arstniecibas pakalpojumus, ka arT dzivibas un veselibas apdro§inasanu (Yousaf
et al., 2012). F.H. Olubusajo (Olubusayo) u.c. (2014) papildindja, ka pensiju
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plani, darbinieku fondi un labumu sadaliSana ir ar1 viens no finansiala atalgojuma
ieguvumiem, kas var@tu piesaistit un noturét darbiniekus organizacija.
Darbinieku vajadziba péc finansiala atalgojuma tiek uzskatita par batisku
elementu. Tas ir saistits ar stresu, ko rada augstas dzives izmaksas, Tpasi
darbiniekiem, kuriem ir jaatbalsta gimene (Mustapha, 2013). Turklat darbinieki
uzskata, ka lielaki ienakumi liks viniem justies droSiem par savu turpmako dzivi
(Gieter, Hofmans, 2015; Ozutkua, 2012).

Tomér saskana ar J.W. Njaga (Nyaga) (2015) uzskatu, finansialais
atalgojums neietekmé darbinieku ikdienu, jo tas, ko darbinieki patiesiba mekIg,
ir vinu darba pieredze un kvalitate. Turklat to atbalsta S.R. Terera (Terera) un
H. Ngirande (Ngirande) (2014), kuri atzim&, ka finansialais atalgojums ir viens
no sliktakajiem motivacijas faktoriem, ja organizacija tieck nodroSinata
konkur&tspgjiga darba alga. Saskana ar D. Jensens (Jensen) u.c. (2007) atzinu,
nefinansialais atalgojums nosaka to, kap&c darbinieks izvelas vienu uzpémumu,
nevis citu, ja finansialais atalgojumus tiek pieskirts tads pats. Tas ir veids, ka
organizacijas var patiesi izcelties no pargjiem, izmantojot nefinansialo
atalgojumu. Darba biitiba p&dgja laika ir mainijusi darbinieku pieprasijumu péc
stimuliem ne tikai finansialiem, bet arT vajadzibu p&c nefinansialiem stimuliem
(Nyaga, 2015). J.W. Njaga (2015) ari akcenté, ka misdienas vaditajiem ir
jaapzinas darbinieku vajadzibas un janodroSina dazada veida atalgojums.
F.H. Olubusajo u.c. (2014) atklaj, ka nefinansialais atalgojums izriet no
regularam psihologiskam vajadzibam, pieméram, nepiecie$amibas péc atbildibas
un [émumu pienemsanas. Bez tam, izaicinosi uzdevumi, karjeras attistiba un
vienkars$i atziniba varétu biit ka apbalvojums darbiniekiem, kuri izcili veic savus
pienakumus (Aktar et al., 2013). B. Nelsons (Nelson) (2004) atzimg, ka uzslava
un atziniba ir visefektivakais atalgojums, ko darbinieki velas dzirdet, jo
darbinieki velas sajust savu ieguldjjumu darba vietds. Vin$ sava raksta cité
Elizabeth Kanter, kura uzskata, ka atalgojums ir tiesibas, bet atziniba ir davana.
B. Nelsons (2004) ar1 papildina, ka atziniba, it ipasi, ja ta tick paradita publiski
pargjo darbinieku prieksa, citiem darbiniekiem siita labvéligus signalus par to,
kadu izturésanos vadiba atbalsta un vélas.

Balstoties uz analizgto literatiiru, autore izstradaja un 1. att€la atspogulo
atalgojuma sistémas finansialo un nefinansialo dimensiju teorétisko ietvaru.
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Atalgojums

Finansialais atalgojums Nefinansialais atalgojums
Pamatalga Atziniba
Piemaksas Atbildiba un lidzdaliba
Prémijas Attistiba un izaugsme
Atvieglojumi un labumi

Avots: autores veidots péc Aktar et al., 2013, Ali, Akram, 2012; Armstrong, 2006, Armstrong, 2009,
Gieter, Hofmans, 2015; Yousaf et al., 2012; Mustapha, 2013; Nyaga, 2015;Olubusayo et al., 2014;
Ozutkua, 2012; Sabina et al., 2015; Terera, Ngirande, 2014; 2020

1. att. Atalgojuma sistémas finansialais un nefinansialais ietvars.

Veicot literatiiras analizi par finansialo atalgojumu un nefinansialo
atalgojumu, autore secina, ka finansialais atalgojums ir izmaksajama atlidziba
par darbu naudas izteiksm&. Lielako dalu no finansiala atalgojuma veido
pamatalga. Latvija skolotajiem minimalo algas apméru nosaka normativie akti.
Pamatojoties uz Ministru Kabineta (MK) noteikumiem Nr. 445 “Pedagogu darba
samaksas noteikumi” skolotajiem 2020./2021. m.g. zemaka ménesa darba algas
likme ir EUR 790 (Pedagogu darba samaksa...). Piemaksas, prémijas ir papildus
pamatalgai maksajamas summas un tas nav regularas un obligatas (iznemot
piemaksas par naktsdarbu, virsstundu darbu vai darbu svétku diend). Piemaksas
tiek izmaksatas par papildu darbu un darbu 1pasos apstaklos. Latvija skolotajiem
ir iesp&ja piemaksu sanemt katru meénesi, ja balstoties uz MK noteikumiem
Nr. 501 “Pedagogu profesionalas darbibas kvalitates novert€sanas organizéSanas
kartiba” ir iegiita kada no tris iesp&jamajam kvalitates pakapeém. Kvalitates
pakape ir pedagoga profesionalas darbibas novértésanas rezultats, un ta ir speka
tikai taja izglitibas iestadeé, kura veikta pedagoga noveérteSana (Pedagogu
profesionalas darbibas...). Prémijas tiek pieskirtas par ieprieks€ja laika perioda
sasniegtiem uzne€muma kopgjiem vai konkr&ta darbinieka darba rezultatiem.
Latvija skolotajiem prémijas var pieskirt izglitibas iestades direktors darba
samaksas fonda ietvaros vai pasvaldiba. Finansialo atalgojumu veido ari
atvieglojumi - paredzeti, lai darbiniekam atvieglotu darba veik§anu un labumi -
paredzeti, lai padaritu darba veikSanu pattkamu un komfortablu, atbalstitu
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darbiniekus viniem svarigos dzives notikumos un veicinatu darbinieka
motivaciju un lojalitati darba dev&jam.

Savukart nefinansialais atalgojums ir arpus darba samaksas, jo nav saistits ar
naudu jeb izmaksajamo atlidzibu par darbu. Nefinansialais atalgojums ir moralas
vertibas — darba devEja atziniba, pateiciba, uzslava, goda raksts, lidzdaliba
lemumu pienemsana, izaicinosi darba uzdevumi un griitibas ar lielaku atbildibu,
attistibas un izaugsmes iesp&jas, kuras balstitas uz darbinieka interes€m un
vajadzibam.

Autore, veicot literatliras analizi, secina, ka ne mikroekonomika, ne
makroekonomika, ne arT Latvijas normativajos aktos netiek definéts atalgojums.
Latvijas plassazinas Iidzeklos biezi tiek lietots jedziens “atalgojums”, bet autore
var secinat, ka atalgojums ir pielidzinats darba samaksai, uzskatot, ka $o jédzienu
nozime ir identiska. Lai noveérstu kliidaino pienémumu, autore, pamatojoties uz
Darba likuma sniegto darba samaksas definiciju, piedava sekojosu atalgojuma
definiciju: atalgojums ir darbiniekam regulari izmaksajama atlidziba par darbu,
kura ietver darba algu un normativajos aktos, darba kopligumda vai darba liguma
noteiktas piemaksas, ka ari prémijas un jebkuru cita veida atlidzibu saistiba ar
darbu, ka ari moralos stimulus - atzinibu, atbildibu un lidzdalitbu, attistibu un
izaugsmi.

1.2. Snieguma teorétiskais pamatojums

Saskana ar G. Boekaerts (Bouckaert), J. Halligans (Halligan) (2008) atzinam
teor€tiku vidi lielakoties nepastav vienpratiba par vienu visaptveroSu snieguma
definiciju, un daudzos pétijumos nozime paliek tikai netieSa. Autori uzsver, ka
sniegumam ir dazadas nozimes, un tas var atskirties atbilstosi disciplinai u.c.
faktoriem. Pieméram, M.W. Meijers (Meyer) (2002) defing sniegumu ka to, ko
cilvéki un masinas dara: ta ir vinpu darbiba un sasniegumi. Savukart, kad
E.M. Bérmans (Berman) (2006) defingja sniegumu, vin$ uzsvera efektivu
resursu izmantoSanu rezultatu sasniegSanai. G. Boekaerts un J. Halligans (2008)
sekoja E.M. Bérmana (2006) domasanas apgalvojumam, atzistot, ka sniegums ir
taustams rezultatu izmantojums (Bouckaert, Halligan, 2008). Neskatoties uz
definiciju at8kiribam, eksisté kads kopigs pamats, t.i. snieguma definicijas parasti
attiecas uz parvaldibu, darbibu un rezultatu sasniegsanu. Tad&jadi sniegums
izriet no veidiem, ka organizacijas izmanto ekonomiskos resursus, jo 1pasi
darbaspéka resursus, organizacijas mérku sasniegSanai.

Zinatniskas literatiras analize ir pamats autorei secinat, ka shieguma
definicijas vairak attiecas uz augstu snieguma ltmeni, nevis zemu snieguma
limeni. Izp&tot zinatnisko literatiru, sniegums tiek defingts, ka individa
meérktieciga virziba uz vélamo un paredzam rezultatu sasniegSanu. Pieméram, un
Tpasi saisttba ar autores pétljuma specifiskajam jomam, skolotajs tiek
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nodarbinats, lai kvalitativi istenotu macibu procesu, un skolotaju snieguma
Itmenis tiek atspogulots izmantojot skolénu sasniegtos rezultatus. Ja skolotajs to
neveic pietickami kvalitativi atbilsto$i macibu standartam, par to liecina dazadi
faktori (izglitojamo macibu sasniegumu atbilstiba vinu spgjam ikdiena, valsts
parbaudes darbi, olimpiades, prieksSlaiciga macibu pameSana, pedagogu
profesionalas darbibas novértgjums izglitibas iestade), kolégu, vecaku un
vaditaju atsauksmes, ka ari formals novértgjums. Saja situacija resursu
izmantosana var but efektiva un lietderiga, vai arT ta var biit neefektiva un dot
neapmierinoSus rezultatus. Tadgjadi snieguma ITmenis nosaka, vai tiek iegiti labi
rezultati — nodroSinata skolénu izaugsmes dinamika atbilsto$i vinu spg&jam
(talantigo izglitojamo sasniegumi, atbalsts izglitojamajiem ar specialajam
vajadzibam), vai slikti rezultati un vai Sie pakalpojumi tiek veikti efektivi.
S. Zonentags (Sonnentag), M. Frese (Frese) (2001)) uzsvéra, ka snieguma
bitibai pamata ir tas, kad organizacijas kadu noalgo darit un darit labi. Tomer,
lai nodrosinatu labu sniegumu un palielinatu produktivitati, ka ari sasniegtu
velamo produktu un pakalpojumu kvalitati, sniegums ir japarvalda.

Snieguma vadiba tiek definéta ka kopigas izpratnes veidoSanas process par
to, kas ir jasasniedz un ka tas jasasniedz. Izmantojot So definiciju, snieguma
parvaldiba klast par vienu no visspecigakajam vadibas struktiram un
instrumentiem, lai nodros$inatu, ka vélamie un paredzamie rezultati tick sasniegti.
Tadgjadi, ka uzskata C. Helms (Helm) (2007), snieguma vadiba var noteikt
efektivitati individualu darbibas mérku saskanosana ar organizacijas mérkiem un
sasaistot sniegumu ar atalgojumu.

Ir daudz literatiiras avotu par darbinieku sniegumu organizacijas, un tajos ir
uzsverti tris darbinieku darba sniegumu ietekmgjosie faktori. Tie ir motivacija,
speja / kapacitate (ieskaitot prasmes un zinaSanas) un organizacijas atbalsts
(ieskaitot zinasanas par faktiem, noteikumiem, principiem un organizacijas
procediiram) (Lawler, 1973; Milkovich, Newman, 2004; VVroom, 1964; Wood et
al., 2006). Tos izsaka $ada vienadojuma:

Sniegums = motivacija x sp€ja x organizacijas atbalsts

No §T vienadojuma izriet, ka darbinieku sniegums ir reizinaSanas rezultats tris
faktoriem: motivacija, sp&jas un organizacijas atbalsts. Ieprieks tika uzskatits, ka
darba sniegumu veido motivacija un sp&jas (Lawler, 1973; Vroom, 1964), bet
jaunakas teoretiskas atzinas pievieno organizacijas atbalstu agrakajai formulai
(Milkovich, Newman, 2004; Wood et al., 2006).

1.2.1. Atalgojuma loma motivacijas teoriju konteksta

Motivacija vairakus gadus ir bijusi galvenais jautajums pétniekiem, kuri péta
organizacijas un darbinieku sniegumu. Ta tiek uzskatita par galveno snieguma
noteicoSo faktoru, un tiek atzits, ka pastav butiska saikne starp atalgojumu un
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sniegumu, kad atalgojums tiek uzskatits par faktoru, kas motiveé darbiniekus veikt
darbu.

Veicot padzilinatu zinatniskas literatras izpé&ti, autore secina, ka pamata ir
divas plasas motivacijas pieejas — uz faktoriem un teorijam balstitas. Pirmas
pieejas mérkis ir noteikt faktorus un motivus, kas iedvesmo darbiniekus veikt
darbu. Otra pieeja izmanto motivacijas teorijas, kuras iedala trTs lielas grupas:
satura motivacijas teorijas, procesa jeb norises motivacijas teorijas un
stimuléSanas motivacijas teorija. Satura motivésanas teorijas ir saistitas ar to, kas
atrodas individos vai to vidg, kas veido vinu uzvedibu (Wood et al., 2006). Sis
teorijas attiecas uz Ipa$am vajadzibam vai motiviem, kas motive cilvékus veikt
savus darbus. Satura motivacijas teorijas ir A.H. Maslova (Maslow) vajadzibu
teorija, F. Hercberga (Herzberg) divu faktoru teoriju un D. Makkellanda
(McClelland) sasniegumu teorija. Autore secina, ka satura motivacijas teorijas
akcente darbinieku vajadzibu biitibu (saturu), tacu tas neanalize iemeslus, kapec
darbinieki izvelas kadu noteiktu un ne savadaku ricibu, lai apmierinatu savas
vajadzibas. Organizacijas vaditajs nevar ietekméet konkréta darbinieka vajadzibu
saturu (iek$€jos motivus), tacu var ietekmét ricibas veidu (procesu), kada
darbinieks apmierina vajadzibas. Savukart procesa motivacijas teorijas centra ir
iemesli, kap&c darbinieki izv€las noteiktu ricibu, lai apmierinatu savas
vajadzibas, ka arT akcent€ cilvéku apmierinatibas veértéSanu atkariba no mérku
sasnieg8anas. Procesa motivacijas teorijas ietver V.H.Vrima (Vroom) gaidu
teoriju un S.J. Adamsa (Adamss) taisniguma teoriju. Tomér ir skaidri janorada,
ka satura, stimuléSanas un procesa motivacijas teorijas nav savstarpgji
izsledzosas. Ir iesp&jamas satura motivacijas teoriju, stimul€Sanas teoriju un
procesa motivacijas teoriju savstarp&jas attiecibas. Piem&ram, satura motivacijas
teorija, ja ir vajadziga atziSana, tad ir smagi jastrada, lai darba devgjs biitu
apmierinats. Procesa motivacijas teorijas tikai iziet arpus $is stadijas, lai
pajautatu, ka un kapec ir apmierinatas vajadzibas un to sasaiste ar atalgojumu.
Ka norada J. Vuds (Wood) u.c. (2006), procesa motivacijas teorijas papildina
kognitivo dimensiju, koncentrgjoties uz individu parliecibu par to, ka noteiktas
uzvedibas rezultata tiks giits atalgojums, pieméram, naudu vai paaugstindgjums.

Katrai teorijai ir savi pienémumi, ka arT stipras un vajas puses, lai izskaidrotu
to, kas motive cilvekus labi veikt savu darbu. Saskana ar teorijam cilvekiem ir
dazadas vajadzibas, iespgjas un v€lamais atalgojums, un vinu motivacija ir
atkariga no ta, kas un kur vini atrodas. Atalgojums tiek uzskatits par motivacijas
elementu, kas rada IpaSu uzvedibu saistiba uz darba snieguma izpildijumu.
Finansialais atalgojums par darbu tiek uzskatits ka svarigs priek$noteikums, tacu
tas nebiit nav vienigais, lai skolotajs blitu motivéts darbam. Augsta darba algas
likme ne vienmér rada augstus darba efektivitates raditajus, darba kvalitati vai
pasa skolotdja darba prieku. Tas norada uz to, ka vienmer blakus darba samaksai
ir jablt arT citiem motivétajiem, piemeram, nefinansidlajam atalgojumam.
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Antuans de Sent-Ekziperi (Antoine de Sent-Ekziperi) (2002) atzim&ja, ka
stradajot tikai materialo labumu dél, mes pasi sev gatavojam cietumu (Vedla,
2002). Vairaki autori (M. Armstrong, J. Trevor, E.E. Lawler I11, P. Tompson u.c.)
uzskata, ka atalgojums ir darbinieku darbibu motiv&josais faktors. Ieguvumi no
atalgojuma sisteémas ietver dazadu atalgojuma veidu kombinaciju, kas rada
dzilaku un ilgstosaku ietekmi uz darbinieku motivaciju un apnemsanos. Ari
darba attiecibas, kas izveidotas, izmantojot atalgojuma sistemu, lauj maksimali
izmantot gan finansiala atalgojuma, gan nefinansiala atalgojuma prieksrocibas,
un tadejadi tas vairak piesaista darbiniekus.

Pamatojoties uz veikto teorétisko analizi, tiek noteikts, ka atalgojums ir ciesi
saistits ar sniegumu. Atalgojums, finansialais un nefinansialais, tiek atzits par
motivaciju ietekm&josiem faktoriem, jo tas veicina motivaciju un paaugstina
darba sniegumu.

1.2.2. Organizacijas kultiira un politikas klatbiitne

Viens no individuala snieguma ietekmé&josajiem faktoriem ir organizacijas
kulttira un politika, un Siem faktoriem ir buitiska ietekme uz darbinieku sniegumu.

Katra izglitibas iestade apliikojama ka organizacija. Daudzas izglitibas
iestadeés par organizacijas kultiru vispar netiek runats, kaut gan tiesi
organizacijas kultlira nosaka, ka skola jutas skolotdji, kada ir savstarp&jo
attiecibu specifika, kada veida vadiba riip€jas par saviem darbinickiem un ka tiek
realizéta sadarbiba ar apkart&jo sabiedribu. Tatad skolas kultfra ir viens no
faktoriem, kas nosaka skolotdju sasniegumu Iimeni, darbibas motivaciju, izzinas
aktivitati, emocionalo noskanojumu, uzticésanos konkrétai izglitibas iestadei.

Veicot atbilsto$as literatliras izpéti, autore identific€, ka izglitibas iestades
kultiru ietekm& un pamato vértibas, attieksme, socialas normas, gaidas,
parlieciba, ticiba iestades stratégijai, ka arT individuala un grupas uzvediba
(Schein, 2004; Hofstede, 1991; Wagner, Hollenbeck, 2010; Armstrong, 2001;
Greenberg, Baron, 2003; Wood et al., 2006).

2015. gada aprili viens no vadosajiem organizaciju kultoiras p&tniekiem D.R.
Denison ar kolégiem publicéja seSus gadus ilguSas izpétes rezultatus par
celonsakartbam starp organizacijas kultiru un darba rezultatiem. Rezultati
apstipringja pienémumu, ka vE€lamas izmainas organizacijas kultdra ir
prieksnoteikums, lai uzlabotos ar1 darbinieku apmierinatiba un sekojosi art darba
sniegums (Boyceet al., 2015).

Zinatniskaja literatira tiek atzita arT politiskas klatbiitnes potenciala ietekme
uz darba sniegumu, Ipasi ar politisko un birokratisko vaditaju starpniecibu,
kuriem ir vara un iespgja ietekmét pat valsts organizaciju ikdienas darbibu.
Politisko lideru vai organizacijas vaditaju uzvediba ir saistita ar darbibam, kas
nav nepiecieSamas ka dala no formalas lomas organizacija, bet kuras ietekmé vai
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mégina ietekmét priekSrocibu un trikumu sadalijumu organizacija. Lai ari
politiska uzvediba nav formala darba prasiba, ta tomér ir dzivesveids visas
organizacijas un tas darbibai ir ievérojama ietekme uz darbinieku sniegumu
(Robbins et al., 2010; Wagner, Hollenbeck, 2010). Turklat, jo ipa$i valsts
sektora, politiki ir nozimigi dalibnieki organizaciju politiskaja aréna, jo viniem
ir iesp&ja un sp&ja dzili ieklht sabiedrisko organizaciju iekseja darba (Pandey,
Moynihan, 2006). Bitiba viniem ir vara un vini prot izmantot savas pilnvaras, lai
ietekm@tu citus savas vai grupas intereses, nenemot vera ne profesionalitati, ne
birokratu atbildibu, veicot savu darbu. Tadgjadi, J.A. Vagners 11T (Wagner) un
J.R. Hollenbeks (Hollenbeck) (2010) apgalvo, ka politiki izmanto varu valsts
sektora birokratija - vini izmanto savas sp&jas ietekmét citu cilvéku izturésanos
un parliecina vinus darit lietas, ko citadi nedaritu, un pretoties nevélamai
ietekmei prett.

Pamatojoties uz veikto analizi, ir iesp&jams izveidot teor&tisku ietvaru, kura
identificéti skolotaju darba snieguma ietekmgjosie faktori, uz kura autore balstis
turpmako pétijumu (skat. 2. att.).

Skolotajs
Sniegums
ZinaSanas Motivacija Organizacijas Politikas
un prasmes (uz faktoriem un teorijam Kultiira klatbiitne
balstitas motivacijas
pieejas)

|

Atalgojums
(finansialais un nefinansialais)

Avots: autores veidots, 2020
2. att. Teoréetiskais ietvars saiknei starp skolotaju atalgojumu
un sniegumu.

Saja nodala teordtiska pamata skaidrojoais speks izmantots, lai turpmak
parbauditu Latvijas vispargjas izglitibas iestades stradajoso skolotaju atalgojuma
ietekmi uz sniegumu. Tiek definéts, ka darba snieguma ietekmé&josie faktori ir
finansialais atalgojums, nefinansialais atalgojums, organizacijas kultlra un
politikas klatbutne. Teorija arT atzits, ka prasmju un zinaSanu Itmenis ietekmé&
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snieguma Iimeni. Tomer $o faktoru pétijums neietver, jo pamatojoties uz MK
noteikumiem Nr. 569 “Noteikumi par pedagogiem nepiecieSamo izglitibu un
profesionalo kvalifikaciju un pedagogu profesionalas kompetences pilnveides
kartibu” visiem vispargjas izglitibas skolotajiem ir jabtt augstakajai izglitibai un
profesionala kompetence japilnveido, triju gadu laika apgiistot programmu
vismaz 36 stundu apjoma, un to plano sadarbiba ar tas izglitibas iestades vaditaju,
kura persona veic pedagogisko darbibu (Noteikumi par pedagogiem..., 2018).
Tapat Izglitibas likuma 30. pants nosaka, ka izglitibas iestades vaditajs atbild par
izglitibas iestades darbibu un tas rezultatiem, par §a likuma u.c. izglitibas iestades
darbibu reglamentgjoSo normativo aktu ievéroSanu, ka ari par intelektualo,
finanSu un materialo Iidzeklu racionalu izmantoSanu (Izglitibas likums, 1998).
Tiek pienemts, ka prasmju un zinaSanu limenis ir neitrals. Sie finansiala
atalgojuma, nefinansiala atalgojuma, politikas un organizacijas kulttiras elementi
ir apvienoti sisttma (2. attels) un tiek noteikti ka darba snieguma ietekmgjosie
faktori, kuri turpmak tiks izmantoti, lai izp&titu, kuram no tiem ir visbitiskaka
ietekme uz skolotaju darba snieguma paaugstinasanos.

2. 1ZGLITIBAS NOZARES DARBINIEKU ATALGOJUMA
SISTEMAS NORMATIVAIS IETVARS UN VIETA
TAUTSAIMNIECIBAS STRUKTURA
LATVIJAS REGIONOS

Nodalas saturs darba aiznem 23 Ipp., kuras ietilpst 12 tabulas un 8 atteli.

Nodala analizéta skolotaju darba samaksas politikas tiesiska baze
starptautiska un Latvijas méroga. Izmantojot analizes metozu elementus,
raksturoti izglitibas nozares socialekonomiskie raditaji Latvija un tas regionos,
detaliz&ti raksturota vispargjas izglitibas sisteéma Latvija.

2.1. Izglitibas sistéma starptautisko dokumentu konteksta

Izglitibas sist€éma starptautiskajos dokumentos, tados ka ANO Statiti,
Starptautiskas darba organizacijas (SDO) Konvencija “Par vienlidzigu
atlidzibu”, SDO Konvencija “Par diskriminaciju darba un nodarboSanas joma”
utt. tiek analizeta 1. tabula.
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1. tabula

Izglitibas sistéma starptautiskajos dokumentos no 1945. lidz 2017. gadam

Pienemts/ Attiecinamais uz izglttibas sisteému,
gads Dokuments t.sk. darba gamaksu
o ledzivotaju stabilitates un labklajibas
1945 ANO Statiti nodros§inasana.
® Progress, attistiba izglitiba.
ANO Vispargja . Tai.snigi un le.lb\iéligi darba aipstﬁk.li. i
1948 S o - ... ® Ikvienam ir tiesibas uz taisnigu, vienadu
cilvektiesibu deklaracija - T
atlidzibu par lidzvertigu darbu.
1951 SDO !(onvencija Nr. 110 e Janodro§ina par vienadu darbu
“Par vienlidzigu atlidzibu” | vienlidziga atlidziba.
SDO Konvencija Nr. 111
1958 “Par diskriminaciju darba e Vienlidzigas attiecksmes nodro§inasana.
un nodarbo$anas joma”
® Pilsétu, ta lauku iedzivotaju sociala
1961 Eiropas Sociala harta lab.kkiﬁba' . L
e Taisnigs atalgojums un vienlidziga
samaksa par vienlidzigas vértibas darbu.
ANO Pakts par
1966 SOC?;(; ?;nlilljﬁzi?tléras e Vienadu atlidzibu par lidzvértigu darbu.
tiestbam
Eiropas Savienibas ® Vienadas iespgjas.
2006 Tlgtspéjigas attistibas ® Augsts dzives limenis un augstas
stratégija kvalitates nodarbinatiba.
2010 Strategija Eiropa 2020 . Iegu_ldiju_mi_vis_u Iimenu izglitibas un
macibu sistémas.
2015 ANO ilgtspgjigas attistibas e Vienlidziba (darba samaksas
programma 2030. gadam | nevienlidziba).
Eiropas socialo tiesibu . \_/ienlfdzfgas iesp&jas un piekluve darba
2017 pilars tirgum.
® Taisnigi darba nosacijumi.

Avots: autores veidots péc ANO Statiiti, 1945; ANO Visparéja cilvéktiesibu..., 1948, Starptautiskas
darba organizacijas..., 1951; Starptautiskas darba organizdcijas..., 1958; Eiropas Sociald Harta,
1961; ANO Starptautiskais pakts..., 1966, ES Iigtspéjigas attistibas..., 2006; Eiropa 2020:
Stratégija..., 2010; ANO ligtspéjigas attistibas..., 2015; European Pillar of ..., 2017

Visos augstak minétajos starptautiskajos dokumentos (1. tabula) tiek
uzsverts, ka ir biitiski nodro$inat vienlidzigu atlidzibu par Iidzvertigu darbu, ka
arT akcent@ta nediskrimingjosas attiecksmes nozimiba pret ikvienu individu, taja
skaita arT skolotajiem.
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2.2. Izglitibas sistema Latvijas stratégisko planosanas
dokumentu konteksta

Latvija planosanas dokumentos izglitiba tiek noteikta ka viena no prioritatem
jau vairaku gadu garuma - pedagogi ir viena no mérka grupam. Latvijas
stratégiskie planoSanas dokumenti tiek analiz&ti 2. tabula.

2. tabula

Izglitibas sistéema Latvijas stratégiskajos planoSanas dokumentos no
2005. Iidz 2021. gadam

Piepemts/ Dokuments Attiecinamais uz izglitibas sistemu, t.sk.
gads darba samaksu
Latvijas izaugsmes | Vienadu iesp&ju radiSana.
26.10.2005. modelis “Cilveéks |o Japalielina zemaka limena darbinieku loma
pirmaja vieta” patstaviga darba.
Latvijas Nacionalais |e Atalgojuma palielinajums pedagogiem.
04.07.2006. attistibas plans o Atbalsts kvalificétu cilvékresursu piesaistei.
2007. - 2013. gadam e Sekmgét regionu attistibu un konkurétspéju.
o . e Tstenot principu “nauda seko skolénam”.
Latvijas ilgtspgjigas e Profesijas prestiza celSana
10.06.2010. | attistibas stratégija e S
2030. gadam ® Motivacijas sisteémas pilnveide.
e Mazo lauku pamatskolu saglabasana.
Latvijas Nacionalais [ Nediskrimingjosa atticksme.
20.12.2012. attistibas plans e Mazo lauku skolu attistibas programmas
2014. - 2020. gadam | izstrade.
Izglitibas attistibas e Pedagogu motivéc_ija_ls sistémas_ izstra‘l_de. _
29 05.2014 pamatnostadnes e Pedagogu, vecuma lidz 29 gadiem, ples_alste.
2014. - 2020. gadam 3 Jaurls pedagogl{ QarEJa samgk‘sas modelis.
o Izglitibas un regionalas politikas saskanotiba.
Deklaracija par e Racionals skolu tikls.
Artura Krisjana e Atalgojuma paliclinasana.
07.05.2019. Karina vadita e Atalgojuma modela pilnveide.
Ministru kabineta  le Birokratiska sloga mazinasana.
iecergto darblbu e Profesijas prestiza celiana.
Latvijas Nacionalais [ Nevienlidzibas mazinasana.
02.07.2020. attistibas plans e Noturét jaunus un motivétus pedagogus.
2021.-2027. gadam e Paaugstinat pedagogu atalgojumu, prestizu.
Izglitibas attistibas . ge(};lgogu a]tlidzibgs model_a s]ilk?gtoéana un
29 06.2021. pamatnostadnes arba samaksas principu pars atiSana.
2021. — 2027. gadam . Jgur_las pedagf)gg s_avgatavosanas un atbalsta
s1st€mas nostiprinasana.

Avots: autores veidots pec Latvijas izaugsmes modelis..., 2005; Noteikumi par Latvijas..., 2006;

Latvijas ilgtspéjigas attistibas...,

2010; Par Latvijas Nacionalo...,

2012; Izglitibas attistibas

pamatnostadnes..., 2014; Par Valdibas ricibas... 2019; Par Latvijas Nacionalo..., 2020; Par
Izglitibas attistibas..., 2021
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Starptautiskajos un Latvijas planoSanas dokumentos pastav kopiga iezime —
tajos ir akcentéti jautagjumi par nevienlidzibas mazinaSanu darba samaksas
jautajumu konteksta. Latvijas planosanas dokumentos tiek iezimétas konkrétas
darbibas, uzsvaru liekot uz izglitibas sisttmas reformu — ieviest skolotaju
kvalitates, darba algas un motivacijas sistému, sakartot darba samaksas sistemu,
kas sekmétu jauno skolotaju (vecuma lidz 29 gadiem) piesaisti izglitibas nozarei
un paaugstinatu skolotaju profesijas prestizu, paredzgts ieviest jaunu skolotaju
darba samaksas modeli, novérst nevienlidzibu, ka ari viens no darbibas
virzieniem ir versts uz regionu attistibu - Ipasu atbalstu nodroSinot mazajam
lauku skolam.

2.3. Socialekonomisko raditaju analize Latvijas regionos

Autores pétijuma perioda ietvaros padzilinati analizti sesi Latvijas statistikas
regioni — Kurzemes, Latgales, Pierigas, Rigas, Vidzemes un Zemgales statistikas
regions. P&c iedzivotaju skaita 2020. gada sakuma 32.9% no Latvijas
iedzivotajiem bija registréti Rigas regiona, 19.6% Pierigas regiona, 13.4%
Latgales regiona, 12.4% Kurzemes regiona, 12% Zemgales regiona un 9.6%
Vidzemes regiona (Iedzivotaju skaits un ta izmainas..., 2020).

3. tabula atspoguloti dati par izglitibas nozaré nodarbinato iedzivotdju skaitu
statistiskajos regionos Latvija no 2015. — 2019. gadam.

3. tabula
Izglitibas nozar€ nodarbinato iedzivotaju skaits statistiskajos regionos
Latvija no 2015. Idz 2019. gadam, tikst.

L Bazes pieauguma
Statistikas | 515 | 2016 | 2017 | 2018 | 2019 | temps 2819./2g015.g.,

regions %
Rigas regions 258 | 26.2 | 25.9 | 239 | 237 -8
Pierigas regions 148 | 151 | 135 | 147 | 16.0 8
Vidzemes regions | 9.1 9.7 9.6 8.8 8.8 -3
Kurzemes regions | 10.7 | 8.7 94 | 111 | 114 7
Zemgales regions | 100 | 95 | 104 | 108 | 9.7 -3
Latgales regions 129 | 125 | 13.3 | 139 | 137 6
Kopa: | 834 | 81.7 | 82.3 | 83.3 | 833 0

Avots: autores veidots un aprékini pec Nodarbindtie pec saimniecisko darbibu..., 2020

Pé&c 3. tabula apkopotajiem datiem var secinat, ka piecu gadu perioda izglitiba
nodarbinato kopgjais skaits ir bijis nemainigs. Attieciba pret kop&jo nodarbinato
skaitu gandriz katrs desmitais nodarbinatais ir izglitibas nozaré stradajoss.
Izglitibas nozaré nodarbinato iedzivotaju skaita dinamika Latvijas regionos ir
atskiriga. Rigas regiona izglitiba nodarbinato iedzivotaju skaits no 2015. —
2019. gadam ir bijis vislielakais, bet salidzinajuma ar pargjiem regioniem, Rigas
regionam 2019. gada ir vislielakais pieauguma tempa samazinajums — par
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2.1 tukst. jeb 8% attieciba pret 2015. gadu. Vismazakais izglitiba nodarbinato
iedzivotaju skaits visus gadus ir bijis Vidzemes regiona. 2019. gadu salidzinot ar
2015. gadu, izglitiba nodarbinato iedzivotaju skaits bija palielindjies Pierigas
regiona - 8%, Kurzemes regiona - 7% un Latgales regiona - 6%. Savukart Rigas,
Vidzemes un Zemgales regionos 2019. gada ir novérojama negativa tendence -
izglitiba nodarbinato skaits ir samazingjies salidzinajuma ar 2015. gadu.

IKP raditaju izmanto, lai raksturotu ekonomisko situaciju valsti, tas attistibas
limeni konkréta laika perioda. Kopg&jas pievienotas vértibas sadalfjums pa
nozarém parada katras nozares lomu IKP veidoSana. 3. attela atspogulota
izglitibas nozares loma IKP veido$ana statistiskajos regionos Latvija no 2014. —
2018. gadam.

2014. ISWONT46IT 622 [ 564 | 625 | 769 |
2015. WSWEN475°] 673 [ 557 [ 6.49 ] 8.25 \

(%2}

& 2016. NSWONTAB7N 689 [ 551 | 661 | 828 |
2017. WSBOM[470° ] 7.09 [ 564 | 682 ] 8.51 \
2018. W365M 495 | 687 [ 570 | 7.07 | 9.22 |

Ipatsvars, %
B Rigas regions B Pierigas regions @ Vidzemes regions
OKurzemes regions O Zemgales regions OLatgales regions

Avots: autores veidots péc Pievienotd vertibas ipatsvars..., 2021
3. att. Izglitibas nozares ipatsvars IKP faktiskajas cenas kopé&ja
pievienotaja veértiba sadalijuma pa regioniem no 2014. Iidz 2018.gadam, %

Izglitiba ir pakalpojumu nozare, kuras pievienotajai vertibai Latvija ir
tendence ik gadu pieaugt, savukart izmainas izglitibas nozares pienesuma IKP
bija nebitiskas, un 2019. gada pievienotas vertibas Ipatsvars IKP ir 4.8%. Pé&c
3. att€la datiem, var secinat, ka visus gadus IKP kopgjas pievienotas vertibas
radiSana izteikta bija Latgales regiona dominante. Latgales regiona ipatsvars
2018. gada bija 9.22% no kopgja Latgales regiona IKP pievienotas vertibas, kas
ir par 20% vairak salidzinot ar 2014. gadu. Latgales regiona 2018. gada ir arl
visstraujak pieaugusi izglitibas nozares IKP pievienota veértiba - 1.20 reizes
attieciba pret 2014. gadu. Savukart mazakais kopgjais IKP pievienotas vertibas
ipatsvars 2018. gada bija Rigas regiona — 3.65% no kopg&ja Rigas regiona
pievienotas vertibas.
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2.4. Izglitibas nozares raksturojums Latvija kopuma un
regionu Skérsgriezuma

2.4.1. Izglitibas nozares analize finansiala un nodarbinatibas aspekta

Izglitiba ir viena no svarigakajam pakalpojumu sniegSanas nozarém, kas
nodroSina kvalificetu un konkurétsp€jigu darbinieku sagatavosanu visas
tautsaimniecibas nozar€s. Saskaroties ar daudzam nakotnes problémam, cilvéce
saskata izglitiba nepiecieS$amo nodro§inajumu miera, brivibas un sociala
taisniguma idealu sasniegSanai.

Valstis iegulda izglitiba, lai uzlabotu valsts ekonomiskos apstaklus, sniegtu
ieguldijumu socialaja un personigaja attistiba un mazinatu nevienlidzibu (OECD,
2013a). Augsts izglitibas nozares ipatsvars kopgjos valsts izdevumos ir labs
raditajs tam, cik nozimiga valdibai ir izglitibas nozare salidzinajuma ar citiem
sabiedriskajiem pakalpojumiem, pieméram, socialo aizsardzibu, veselibu,
aizsardzibu. Autore secina, ka aprékinot IKP pec izdevumu metodes,
finansgjums izglitibai tiek nodro$inats no valdibas izdevumiem. Izglitiba ir
pakalpojums, un ta nodrosSinaSanai finansgjumu ik gadu pieskir no valsts
kopbudzeta. Latvijas vispargjas valdibas izdevumi izglitibai laika perioda no
2014. — 2019. gadam atspoguloti 4. attéla.

6.0
——
5.8 ° )
5.9 5.9
X 5.6 5.8 5.8 5.8
5.4 55
5.2
2014. 2015. 2016. 2017. 2018. 2019.

Gads
Avots: autores veidots péc General government expenditure..., 2021
4. att. Visparéjas valdibas izdevumi izglitibai Latvija no 2014. lidz
2019. gadam procentos no 1KP.

Ka rada 4. attela dati, Latvijas kopbudzeta izdevumi izglitibai procentos no
IKP ir bijusi nepastavigi. 2014. un 2015. gada valsts kopbudzeta izdevumi
izglitibai veido 5.9% no IKP. 2016. gada ir vérojams samazinajums — 5.5% no
IKP, kas saistits ar kop&jo Latvijas valsts kopbudZeta izdevumu samazinajumu,
jo 2014. un 2015. gada kopbudzeta izdevumi veidoja 38% no IKP, savukart
2016. gada tie samazingjas lidz 36.9% no IKP. Latvijas valsts kopbudzeta
izdevumi izglitibai palielinajas 2017.,2018. un 2019. gada veidojot 5.8% no IKP.

Lai noskaidrotu, cik liels finans&jums no valdibas izdevumiem izglitibai tick
novirzits skolotaju darba samaksai, autore 5. attéla padzilinati analizé 2018. gada
valsts konsolidéto budzetu — programmas un apaksprogrammas (5. attls).
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Valsts konsolidétais budzets (EUR 9 123 831 979,
t.sk. izglitibai EUR 914 832 355 jeb 10% no kopéjiem izdevumiem

pamatbudzets ialai ziedojumi un qtvalsinétas
sll))e((ilvalals davinajumi publiskas personas
(EUR 624 311 766) R (EUR 337270)  (EUR 290 183 309)

Budzeta programma «Vispargja
izglitibay
(EUR 389 256 459 jeb 50.2% no
valsts pamatbudZeta izdevumiem)

Budzeta apaksprogramma 62.resora
«Merkdotacija pasvaldibamy»

(EUR 354 982 511 jeb 91.23% no kopéjiem
apakS§programmas izdevumiem

Avots: autores veidots un aprekini péc Latvijas Republikas 2018. gada parskata datiem, 2020
5. att. Valsts konsolidéta budzZeta izdevumi izglitibai péc budzeta
programmam un apaksprogrammam 2018. gada.

Valsts konsolidéta budzeta izdevumi 2018. gada ir EUR 9 123 831 979 t.sk.
izglitibas nozarei EUR 914 832 355 jeb 10.0% no kopg&jiem izdevumiem. Autore
secina, ka 2018. gada 62. resoram “Mérkdotacijam pasvaldibam” jeb skolotaju
darba samaksai un VSAOI tiek paredzeti EUR 354 982 511 jeb 39% no valsts
budzeta izdevumiem izglitibas nozarei. 2018. gada 62. resora “Merkdotacijas
pasvaldibam” izdevumu lielakais Tpatsvars — EUR 256 915 842 jeb 72.4% tiek
paredzets pasvaldibu izglitibas iestazu pedagogu darba samaksai un VSAOL

Stradajoso meénesa vidgja bruto darba samaksa pa darbibas veidiem Latvija,
t.sk. izglitiba stradajosajiem, attélota 6. attéla.

2015 MEESISEEINE53INIINT7IT7 799 673
2016 |ENESYNENNNNZSSINIINE36 845 699
-c.‘é; 2017 MEEOZGEEENNNOZSENIINO0Y 915 771
© 2018 NENINOUZEEENINO28WN 985 991 818
2019 EEEpQ7eTTT 1096 1055 1067 862
Meénesa vidgja bruto darba samaksa, EUR
B Vidgji valstt m Sabiedriskaja sektora
Vispargjas valdibas sektora Privataja sektora

Izglitiba stradajosajiem
Avots: autores veidots péc Stradajoso ménesa videja..., 2020
6. att. StradajoSo ménesa vidéja bruto darba samaksas dinamika pa

darbibas veidiem Latvija no 2015. Iidz 2019. gadam, EUR.
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P&c 6. attéla datiem var secinat, ka laika posma no 2015. —2019. gadam Vvisos
darbibas veidos ménesa vid&ja bruto darba samaksa ik gadu ir palielinajusies.
2019. gada vidgja darba samaksa valsti palielinajas par EUR 258 jeb 32%
salidzinot ar 2015. gadu. Privataja sektora 2019. gada vidgjais ménesa darba
samaksas pieaugums bija vislielakais, salidzinot ar 2015. gadu. Savukart
vismazakais darba samaksas pieaugums ir bijis izglitiba stradajo3ajiem, kas
2019. gada bija palielingjies par EUR 189 jeb 28% salidzinot ar 2015. gadu.
Izglitiba stradajoSajiem salidzinamo piecu gadu laika darba samaksa ir bijusi
viszemaka attieciba pret pargjiem darbibas veidiem. lzglitibas nozare atrodas
vispargjas valdibas sektora, kurai 2019. gada ménesa vid&ja bruto darba samaksa
veido EUR 1055, kas ir par EUR 234 jeb 21% vairak neka izglitiba
stradajosajiem.

2.4.2. Visparéjas izglitibas sistémas raksturojums Latvija kopuma un

regionu Skérsgriezuma

Pamatojoties uz Vispargjas izglitibas likumu, 7. attéla atspogulota Latvijas

vispargjas izglitibas sist€mas struktiira peéc pakapem un izglitibas iestazu
veidiem.

Visparéeja izglitiba
. / l Videja
Pirmsskolas Pamatizglitiba izglitiba
izglitiba / \
Sakumskola Pamatskola / \
Gimnazija Vidusskola

Avots: autores veidots pec Visparejas izglitibas likums, 2019
7. att. Visparejas izglitibas pakapes un izglitibas iestazu veidi Latvija.

No izglitibas veidiem Latvija autore darba analiz€ vispargjo izglitibu, no
izglitibas pakapém - pamatizglitibu (sakumskolas, pamatskolas) un vidgjo
izglitibu (vidusskolas, gimnazijas) ar izglitibas programmas veidu - vispargjas
izglitibas programmas.

4. tabula autore ir veikusi analizi un aprékinus, lai noskaidrotu, kuram
regionu republikas pilsétu un novadu paSvaldibam l€mums par vispargjo
izglitibas iestazu skaita likvidaciju vai reorganizaciju ir bijis japienem visbiezak.
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4. tabula
Vispareéjo izglitibas iestazu skaita dinamika Latvijas statistikas regionos no
2014./2015. Iidz 2019./2020. m.g.

Bazes
pieaugum
Statistikas | 2014/ | 2015/ | 2016, | 2017./ | 2018./ | 2019./ 2%;%”753
regions 15. 16. 17. 18. 19. 20. 120,
pret
2014./15.,
%
Rigas 100 98 98 97 97 98 2
Pierigas 107 | 106 | 106 | 106 | 105 | 103 4
Vidzemes 130 | 125 | 118 | 112 | 102 94 28
Kurzemes 113 | 112 | 108 | 108 | 102 94 17
Zemgales 103 101 98 95 89 85 -17
Latgales 133 | 131 | 125 | 122 | 112 | 108 19
Kopa: | 686 | 673 | 653 | 640 | 607 | 582 15

Avots: autores veidots un aprékini pec VIIS datiem uz 01.09., 2020

Péc 4. tabulas datiem var secinat, ka demografisko parmainu dé| izglitibas
iestazu absolutais skaits laika posma no 2014./2015. — 2019./2020. m.g. ir
pastavigi samazindjies - IZM ir saskanojusi 104 pasvaldibu lémumus par
izglitibas iestazu reorganizaciju vai likvidaciju - attiecigaja laika perioda
izglitibas iestazu skaits Latvija ir samazinajies par 15%. Vidzemes regiona
izglitibas iestazu skaita samazinajums ir bijis vislielakais - 2019./2020. m.g. par
36 vispargjas izglitibas iestadeém jeb 28%, vismazakais t.i. Rigas regiona - par 2
izglitibas iestadem jeb 2%.

3. SKOLOTAJU FINANSIALA ATALGOJUMA ANALIZE
LATVIJAS REGIONOS

Nodalas saturs darba aiznem 34 Ipp., kuras ietilpst 12 tabulas un 3 atteli.

Nodala analizéts skolotaju finansialais atalgojums jeb finans€Sanas modela
“Nauda seko skolénam” bitiba un tiesiskais ietvars. Izmantojot statistiskas
pétijuma metodes noteikti un analizéti skolotaju darba samaksu ietekmg&josie
faktori vispargjas izglitibas iestadés Latvijas regionos, novados un republikas
pilsetas. Ka arT noteiktas finanséSanas modela “Nauda seko skolénam” stipras un
vajas puses, apzinati modela potencialie draudi un iesp&jas Latvijas regionu
attistibai.
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3.1. Skolotaju darba samaksas finansé§anas kartiba “Nauda seko
skoléenam”

Lidz 2009.gada 1.septembrim pedagogu darba samaksas sistéma bija
“Nauda seko izglitibas iestadei” atkariba no klasu komplektu skaita un macibu
plana. Tarificgjot pedagogu darba samaksu, bija nepiecieSami lieli finansialie
lidzekli, ko vairs nevargja nodrosinat, kad 2009. gada, valsts ekonomiskas
situacijas konteksta, tika veikti valsts budZeta grozijumi un finans€jums
mérkdotacijam pasvaldibam pedagogu darba samaksai tika samazinats aptuveni
par 50% (Ls 101 milj. (EUR 143.71 milj.)) un darba samaksas sistéma tika
veiktas butiskas parmainas. 2009. gada 24. aprila MK sédg tika atbalstits 1ZM
priekslikums ieviest ar 2009. gada 1. septembri finans€Sanas modeli “Nauda
seko skolénam”, kura mérkis ir rosinat macibu iestazu konkurétsp&ju, dazadojot
izglitibas programmu piedavajumu, to maksimalu attistibu skolénu spg&jam un
interes€m, ka arT nodrosinat vienlidzigu un caurskatamu finansu Iidzeklu sadali
uz katru skolénu, vienlaikus veicinot efektivu izglitibai pieskirta finans€juma
izlietojumu, izglitibas iestazu tikla sakartosanu, tadejadi veidojot optimalu skolu
tiklu un paaugstinot kvalitati un izmaksu efektivitati (Zinojums par izglitibas...,
2009a).

Lidz ar finanséSanas modeli “Nauda seko skolénam” tika ieviesta Valsts
izglitibas informacijas sisttma (VIIS), kuras parzinis ir [ZM. Novadu un
republikas pilsétu pasSvaldibas nodroSina, ka VIIS lidz attieciga gada
5. septembrim tiek ievadita un apstiprinata informacija par bérnu un skolénu
skaitu attieciga gada 1. septembri izglitibas iestad€s (pa klasém (grupam) un
izglitibas programmam) (Par valsts budzeta..., 2016). Principus un kartibu, kada
tiek aprékinata un sadalita valsts budzeta mérkdotacija, nosaka MK noteikumi
Nr. 447 “Par valsts budzeta mérkdotaciju pedagogu darba samaksai pasvaldibu
vispargjas izglitibas iestades un valsts augstskolu vispargjas vidgjas izglitibas
iestades”.

3.2. Skolotaju darba algu ietekméjosie faktori Latvijas regionu izversuma
3.2.1. Skolénu skaits izglitibas iestadé

Finansésanas modeli “Nauda seko skolénam”, skolotaju darba algas apméru
galvenokart ietekmé skolénu skaits izglitibas iestade, kura vin$ strada. Nauda
seko skolénam uz attiecigo novadu vai republikas pils€tas pasSvaldibu un ja lidz
2018./2019. m.g. pasvaldibam, sadalot mérkdotaciju, bija tiesibas pardalit IZM
aprékinato finans€jumu starp izglitibas iestadeém, tad kops 2018./2019. m.g. tas
nav atlauts. Tadel katra izglitibas iestdde cenSas piesaistit vairak skolénu, kas
rada ciu starp izglitibas iestadém. FinanséSanas modela ietekmé skoléns klust
par ienakumu objektu izglitibas iestadei un pasvaldibai, kuru pievilina ar

37



stipendijam, apmaksatiem B kategorijas autovaditaju kursiem, skolu autobusu
specialos marSrutos, brivpusdienam, bezmaksas dienesta viesnicu u.c.
piedavajumiem. Tapat finanseéSanas modelis var pastiprinat spriedzi starp
skolenu, skolotaju un administraciju izglitibas iestade, jo administracija
fokusgjas uz lielaku skolénu skaitu, publicitati un reputaciju, nevis izglitibas
kvalitati. Situacija, ka paSvaldibam ir javeic savstarp&jiec maksajumi par
skoléniem, kuri macas citas paSvaldibas administrativaja teritorija, stimul€
konkurenci starp paSvaldibam. Pasvaldibas, kuras ir finansiali turigakas,
skoléniem spg&j piedavat plasakas pakalpojumu iespgjas, tadejadi “pievilinot”
skolénus.
5. tabula ir atspoguloti dati par skolénu skaitu pasvaldibu vispargjas izglitibas
iestad@s Latvija un tas regionos.
5. tabula
Skolénu skaita dinamika pasvaldibu visparéjas izglitibas iestadés Latvijas
statistikas regionos no 2014./2015. Iidz 2019./2020. m.g.

Bazes
pieauguma
temps
i 2014/ | 2015/ | 2016./ | 2017/ | 2018./ | 2019./
Regions | =g 16. 17. 18. 19. 20. 2019./20.
pret
2014./15.,
%
Riga 60623 | 62198 | 63309 | 64021 | 64445 | 66 620 10
Pieriga | 32792 | 34265 | 35360 | 36093 | 37019 | 38093 16
Vidzeme | 20414 | 20334 | 19956 | 19528 | 19080 | 18913 7
Kurzeme | 25980 | 26 001 | 25762 | 25734 | 25305 | 25638 -1
Zemgale | 24147 | 24398 | 24398 | 24325 | 24056 | 24084 0
Latgale | 27402 | 27048 | 26 707 | 26037 | 25389 | 24 827 -9
Kopa: | 190 | 194 | 195 [ 195 [ 195 [ 198 A
358 | 244 | 492 | 738 | 294 | 175

Avots: autores veidots un aprékini péc VIIS datiem uz 01.09., 2020

5. tabula apkopotie dati liecina, ka 2019./2020. m.g. vispargjas izglitibas
iestadés macas 198 175 skoléni. Tas ir par 6 817 skoléniem jeb 4% vairak neka
2014./2015. m.g. Vispargjas izglitibas iestadés 2019./2020. m.g. skolénu skaits
salidzinajuma ar 2014./2015. m.g ir palielinajies divos statistikas regionos: Rigas
regiona par 5997 skoléniem jeb 10% un visvairak t.i. palielindjies Pierigas
regiona — 5 301 skoléniem jeb 16%. Latgales regiona 2019./2020. m.g. skolénu
skaita samazinajumu izjuta visvairak, jo vispargjas izglitibas iestades skoleénu
skaits ir samazinajies par 2 575 skoléniem jeb 9% attieciba pret 2014./2015. m.g

Skolénu skaita 1patsvars 2019./2020. m.g., salidzinot ar 2014./2015. m.g.,
Rigas regiona palielinajies par 1.9 procentu punktiem, un Pierigas regiona - par
2.1 procentu punktiem. Zemgales, Kurzemes, Vidzemes un Latgales regiona
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skolénu skaita patsvars 2019./2020. m.g. ir samazingjies attiecigi par 0.5, 0.6,
1.1 un 1.8 procentu punktiem salidzinajuma ar 2014./2015. m.g.

Autore, salidzinot vispargjo izglitibas iestazu skaita un skoleénu skaita
dinamiku Latvijas statistikas regionu republikas pilsétas un novados no
2014./2015. — 2019./2020. m.g. secina, ka regionos, kur skolénu skaits ir
samazinajies visvairak — Vidzeme un Latgale ar1 izglitibas iestazu skaita
samazinajums ir vislielakais. Sadu sakaribu var novérot arf regionu republikas
pils€tu un novadu konteksta.

3.2.2. Izglitibas pakapes koeficients un ta piemérosSana republikas
pilsétas un novados

Otrs no skolotaju darba algas iectekmgjosiem faktoriem ir izglitiba pakapes
koeficients. Autore, pamatojoties uz normativo aktu izpéti, secina, ka skolotaju
darba alga tiek aprekinata p&c norméta skolénu skaita, bet ne pec reala. Normé&to
skolénu skaitu iegtst skolénu skaitu izglitibas pakapées, reizinot ar klasu grupas
koeficientu un izglitibas programmas koeficientu. 1ZM aprékina izmanto 20
koeficientus — 7 republikas pilsétu un novadu grup&umus (izglitibas iestades
atraSanas vieta), 6 izglitibas pakapes koeficientus (1.-6. klase, 7.-9. Klase,
10.- 12. klase atbilstosi skolenu skaitam) un 7 izglitibas programmas
koeficientus (pétijuma aprékinos izmantots valsts gimnaziju programmas
koeficients). Izglitibas pakapes koeficienti ir noteikti 6, jo tiek piemgroti
samazinati koeficienti izglitibas iestadém, kuras neizpilda normativos noteikto
skolénu skaitu izglitibas pakapés (7.-9.klase un 10.-12.klase), tadejadi uz
pasvaldibam tiek izdarits spiediens parskatit izglitibas iestazu tiklu, jo iestadém
ar mazu skolénu skaitu, valsts finans€jums skolotaju darba algu nodrosinasanai
ir nepietickams, ja pasvaldiba neiegulda papildus Iidzeklus. Savukart, lai
sakumskola tiktu nodroSinata p&c iespgjas tuvak berna majam, papildu
koeficients ir noteikts sakumskolam (1.-6.klase) ar bérnu skaitu Iidz 70.

Autore, lai uzskatami paraditu, ka tiek aprékinata skolotaju darba alga un ka
mainas realais un normétais skolénu skaits, veic aprékinu un atspogulo datus par
diviem Latvijas statistikas regionu novadiem. Pamatojoties uz 5. tabula veikto
datu analizi autore izvélas Latgales regionu, kura skolénu skaits 2019./2020. m.g.
ir samazindjies visvairak attieciba pret 2014./2015. m.g. No Latgales regiona
novadiem un republikas pilsétam tiek izv@lets Rezeknes novads, jo
2019./2020. m.g. taja bija lielakais skoléna skaita samazinajums salidzinajuma
ar 2014./2015. m.g. Otrs regions ir Pierigas, kur skolénu skaits 2019./2020. m.g.
ir visvairak palielinajies salidzinajuma ar 2014./2015. m.g. No Pierigas regiona
tiek izvelets Marupes novads, kura 2019./2020. m.g. ir vislielakais skolénu skaita
pieaugums attieciba pret 2014./2015. m.qg.
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R&zeknes novads, kura 2019./2020. m.g. ir 13 vispargjas izglitibas iestades ar
dazadu skolénu skaitu p&c republikas pils€tu un novadu grup&uma atbilst
4.grupai, bet Marupes novads, kura 2019./2020. m.g. ir 4 vispargjas izglitibas
iestades ar lielu skolénu skaitu atbilst 3.grupai. 6. tabula atspoguloti dati par 3
R&zeknes novada un 2 Marupes novada vispargjam izglitibas iestadem péc reala
skolénu skaita un norméta skolénu skaita

6. tabula.
Rézeknes novada un Marupes novada visparéjas izglitibas iestades péec
reala skoleénu skaita un normeéta skolenu skaita 2019./2020. m.g.

Realais skolénu Normeétais skolénu
iI:sg}l:Tlngas skaits o Kopa skaits — Kopi
1.-6. | 7.-9. 12‘ 1.-6. 7.-9. 12‘
Latgales regions — Rézeknes novads
Réznas 46 30
pamatskola (*1) | (*1.3) ) 76 46 39 . 85
Licijas
Rancanes
Makasanu (“f) (*31'13) (*31'64) 110 | 43 | 403 | 504 | 133.7
Amatu ) '
vidusskola
Gaigalavas 40 20 ) i
pamatskola (*1) (*1) 60 40 20 60
Pierigas regions — Marupes novads
Marupes a4
novada
Skultes (*51).2 - - 44 55 - - 55
sakumskola
Marupes 697 | 367 | 274
Valsts (125 | (*13 | (~1.4 | 1338 | 766.7 | 524.8 | 422 | 17135
gimnazija *11) | *L1) | *L.1)

Avots: autores veidots un aprékini péc VIIS datiem uz 01.09., 2020

P&c 6. tabulas datiem, var secinat, ka skoléna vertiba palielinas, palielinoties
izglitibas pakapei — vidusskolas posma norméta skoléna koeficients ir
visaugstakais, kas nozime, ka izglitibas iestades ir ieinteresStas piesaistit
skolénus vidusskolas posma, jo tiek nodroSinats lielaks finans€juma apjoms
skolotaju darba samaksai. R€zeknes novada nav nevienas sakumskolas, un lidz
ar to visam pamatskolam 1.-6. klasu posma tiek pielietots pazeminats koeficients
— 1 (nevis 1.25). 7.-9. klagu posma Rézeknes novada, lai aprékinatu norméto
skolénu skaitu tiek izmantots koeficients 1.3, bet, ja skolénu skaits 7.-9. klaSu
posma ir mazaks par 27 — koeficients 1. No 6. tabula atspogulotajiem datiem
pazeminats koeficients tiek piemérots Gaigalavas pamatskolai. Tadejadi, uz
pasvaldibu izdarot spiedienu, ka S§1 izglitibas iestade ir jareorganiz€ no
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pamatskolas uz sakumskolu un tad, aprékinot norméto skolénu skaitu, tiks
pielietots augstakais koeficients. R&€zeknes novada Liicijas Rancanes Makasanu
Amatu vidusskolai 2020./2021. m.g 10.-12. klasu posma, skolénu skaits ir vairak
neka 32 un, aprékinot normeto skoleénu skaitu, tiek piemerots augstakais
koeficients — 1.4. Tomér, samazinoties skolénu skaitam par 4, tiks piemérots
zemakais koeficients un tas nozimétu, ka pasvaldibai butu jasak risinat vispargjas
izglitibas iestades reorganizaciju — no vidusskolas uz pamatskolu, lai izglitibas
iestade spetu nodro$inat no valsts budzeta merkdotacijas skolotajiem zemako
ménesa darba algas likmi. Savukart Marupes novada visam vispargjas izglitibas
iestadeém tiek piemerots augstakais koeficients, kas nozimé, ka visas izglitibas
iestadés normétais skolénu skaits ir lielaks neka realais skolénu skaits un
pasvaldiba skolu tikls ir efektivs. Marupes Valsts gimnazija norméto skolénu
skaita palielinajums ir vislielakais, jo tiek piemerots koeficients 1.1, un p&c MK
noteikumiem Nr. 445 noteikta piemaksa 10 procentu apmera par istenoto
programmu - gimnazija, ka rezultata norméto izglitojamo skaits ir par 375.47
skoléniem jeb 28% vairak neka realais skolénu skaits. Marupes novada ir
sakumskola ar realo bérnu skaitu 44, kurai tiek piemerots papildu koeficients —
1.25, kurs ir noteikts sakumskolam ar bérnu skaitu Iidz 70. Autore vélas atzimét,
ka Marupes novada Skultes sakumskola 2019./2020. m.g. 22 skoléni jeb 50%
apgiist specialas izglitibas programmas specialas izglitibas klas€s (grupas).
Skoléniem, kuri macas specialas izglitibas programmas tiek piemérots papildus
koeficients — 2, bet pétijuma aprekinos autore to neieklauj. Izglitibas iestade
atbilsto$i katra bérna specialajam vajadzibam, tiek noteikti macibu procesa
organizacijas principi, individualizeti atbalsta pasakumi macibu satura apguvei,
macibu un tehniskie lidzekli macibu vides nodrosinasanai, ka arT nepiecieSamais
atbalsta personals. Tas lauj secinat, ka Marupes novada pasvaldiba, domajot par
skolénu vajadzibam, vecakiem, kuriem ir skoléns ar specialajam vajadzibam,
piedava iespgju macities Skultes sakumskola, kura katram skolénam ir
individuala pieeja un atbilstosi skoléna diagnozei - pakalpojumu klasts. P&c
autores domam, nemot veéra §1 briza finanséSanas modeli “Nauda seko
skolénam”, lai palielinatu izglitibas iestadeés skolénu skaitu, palielinas tendence
Tstenot ieklaujoso izglitibu, integréjot skolénus ar specidlajam vajadzibam
vispargjas izglitibas iestades. Papildus, skolénam, kur§ macas vispargjas
izglitibas iestadé specialas izglitibas programma seko lielaks finansg€juma
daudzums, jo tiek piemérots papildu koeficients. Autore pielauj iespgju, ka
izglitibas iestades, kuras ir liels skolénu skaits, finans€jums no meérkdotacijas ir
pietickams, lai nodroSinatu nepiecieSamo atbalsta personalu, pieméram,
skolotaju paligus, bet, izglitibas iestadés ar mazu skolénu skaitu mérkdotacija
STm vajadzibam nepietiek. Noteiktais papildu koeficients izglitojamajiem
Specialas izglitibas programmas nerisina problému — tadgjadi nevar nodrosinat
nepiecieSamo atbalsta personalu. Savukart, integréjot skolénu ar specialajam
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vajadzibam klasg ar lielu skolénu skaitu, autore uzskata, ka rezultata cies pats
skoléns, pargjie skoleni un skolotaji.

3.2.3. Skolotaju likmju skaits Latvijas Republikas pilsétas un novados

Tapat ka realais skolenu skaits neietekmé skolotaju darba algu, to neietekmé
ar1 skolotaju skaits, bet gan skolotaju likmju skaits. Skolotaju likmju skaits ir
aprekinats skaitlis. Lai noteiktu valsts finans€to skolotaju likmju skaitu, normé&to
skolénu skaits tiek dalits ar skolénu skaita attiecibu pret skolotaju. Aprékina
izmanto kadu no 7 koeficientiem — atbilsto$i republikas pilsétu un novadu
grup&jumam (izglitibas iestades atrasanas victa).

2014./2015. m.g. un 2015./2016. m.g. viena méne$a darba algas likme bija
21 kontaktstunda nedgla, bet no 2016./2017. m.g. viena méneSa darba algas
likme ir 30 darba stundas nedéla. 7. un 8. tabula tiek atspogulots pagvaldibu
vispargjo izglitibas iestazu tarifikacijas dati no 2014./2015. m.g. lidz
2019./2020. m.g. uz 15. novembri, atlasot personas, kas ienem skolotaja amatu
(sakumizglitibas skolotajs, vispargjas pamatizglitibas skolotajs, vispargjas
vidgjas izglitibas skolotajs), nevis IZM aprekinatais. Datos nav ieklauti amati —
skolas direktors, direktora vietnieks, izglitibas metodikis, atbalsta personals
(izglitibas psihologs, skolotajs logopéds, pedagoga paligs u.c.), ka arT citi skolu
tarifikacijas minétie amati, pieméram, koncertmeistars u.c., tadel ka ieprieks
minétajiem amatiem ir atSkiriga darba slodze nedgla, ka ar1 p&c citiem principiem
tiek veidoti darba pienakumi. Sabiedriba biezi izskan, ka skolotaju Latvija ir par
daudz, samazinas skolénu skaits, bet nesamazinas skolotaju skaits, bet autore
uzskata, ka vienigais salidzinamais lielums ir tarificéto likmju skaits. Skolotaju
skaitu nav korekti salidzinat, jo skolotaji stradajot vairakas izglitibas iestades,
tiek pieskaititi katra no tam.

Nemot véra, ka 2016./2017. m.g. ir mainits vienas mé&nesa darba algas likmes
apmers, lai datu salidzinasana butu objektiva, autore 7. tabulas analizi veiks no
2016./2017. m.g. lidz 2019./2020. m.g.

7. tabula
Tarificeto skolotaju likmju skaita dinamika visparejas izglitibas iestades
Latvijas statistikas regionos no 2014./2015. Iidz 2019./2020. m.g.

Absoliitais

pieaugums

Regsions 2014./ | 2015./ | 2016./ | 2017./ | 2018./ | 2019./ 2019./20.
15. 16. 17. 18. 19. 20. pret

2016./17.,

skaits

Riga 5878 | 5997 | 4318 | 4311 | 4278 | 4344 26.0
Pieriga 3673 | 3771 | 2871 | 2899 | 2901 | 2958 87.2
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7. tabulas turpingjums

Absoliitais

pieaugums

Regsions 2014./ | 2015./ | 2016./ | 2017./ | 2018./ | 2019./ 2019./20.
15. 16. 17. 18. 19. 20. pret

2016./17.,
skaits
Vidzeme 2734 | 2676 | 1956 | 1854 | 1793 | 1785 -170.6
Kurzeme | 3376 | 3349 | 2396 | 2375 | 2258 | 2261 -135.7
Zemgale 3055 | 3011 | 2212 | 2183 | 2123 | 2116 -95.7
Latgale 3607 | 3528 | 2516 | 2432 | 2306 | 2240 -191.5
Kopa: | 22323 | 22330 | 16269 | 16054 | 15659 | 15704 -564.8

Avots: autores veidots un aprékini pec VIIS datiem uz 15.11., 2020

Pedgjos gados butiski samazinajies valsts apmaksato tarificgto skolotaju
likmju skaits: no 16268.5 likmém 2016./2017. m.g. lidz 15703.7 likmé&m
2019./2020. m.g. Autore to izskaidro ar to, ka izglitibas iestades $aja laika posma
tika strauji likvidetas vai reorganizetas, ko pierada ar 4. tabulas dati. Izglitibas
iestazu likvidacija un reorganizacija visvairak notika Vidzemes, Kurzemes,
Zemgales un Latgales regionos, kuros ari tarificéto skolotaju likmju skaits ir
samazinajies visstraujak, attiecigi par 170.6 likmém jeb 8.7%, 135.7 likmém jeb
5.7%, 95.7 likmém jeb 4.3%, 191.5 likmém jeb 11%. Pieméram, regiona
likvidgjot vienu pamatizglitibas iestadi, kurd nav apvienotas klases, skolotaju
likmju skaits samazinas vismaz par 8.43 likmém, jo, balstoties uz Vispargjas
izglitibas likuma 33. panta noteikto skoléna maksimalo macibu stundu slodzi
nedgla, lai istenotu pamatizglitibas programmu, ir nepiecieSamas 253 stundas. So
autores apgalvojumu pierada ar1 5. tabula, kura atspogulotas realo skolénu skaita
izmainas vispargjas izglitibas iestadés Latvijas statistikas regionos. Latvijas
regionos, kuros skolénu skaits palielinas — Riga un Pieriga, palielinas ari
skolotaju likmju skaits, attiecigi par 26 likme&m jeb 0.6% un 87.2 likmém jeb 3%.
Riga un Pieriga tarificéto skolotaju likmju skaita palielinajums ir salidzinosi
neliels attieciba pret skolénu skaita palielindgjumu, jo izglitibas iestades ir liels
klasu piepildijums un tas sp&j nodrosinat macibu procesu ar eso$o skolotaju
likmju skaitu, bet 1ZM aprékinato skolotdju likmju finans€jumu, izglitibas
iestades izmanto skolotdju zemakas ménesa darba algas likmes palielinasanai,
kas tiks atspogulots nakamaja apakSnodala.

Autore secina, ka skolénu skaita samazinasanas un strukturalas izmainas ir
pamats skolotaju likmju samazinajumam, jo novados, kur samazinajies skolénu
skaits demografiskas situacijas deél, samazinajies arT tarificto skolotaju likmju
skaits. P&c autores domam S§Ts situacijas rezultata skolotajiem, kuri strada
izglitibas iestad@s ar mazu skolénu skaitu nepietiek ar valsts apmaksato likmju
skaitu, lai nodroSinatu, ka tiek tarificEtas un apmaksatas stundas pargjo
pienakumu veikSanai - darbu laboSana, gatavosanas nodarbibam, individualais
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darbs ar skoléniem (konsultacijas) un klases audzinasana. Vispargjas izglitibas
likuma 33. pants nosaka, ka macibu stundu slodze nedg€la viena sakumskolas
programma nedrikst parsniegt 153 macibu stundas, pamatizglitibas programma
253 macibu stundas, un pamatojoties uz likuma 44. pantu - vispargjas vidgjas
izglitibas programma 108 macibu stundu (Vispargjas izglitibas likums, 1999).
P&c autores aprékiniem, nemot veéra, ka viena ménesa darba algas likme ir 30
darba stundas nedéla, ka minimums, lai Tstenotu izglitibas programmu
sakumskola nepiecie$amas 5.1 likmes, pamatskola - 8.43 likmes un vidusskola -
12.03 likmes. Ar $adu likmju skaitu skolotajiem tiek apmaksatas kontaktstundas,
bet nepietiek finans€jums, lai apmaksatu pargjos skolotaju pienakumus. Autore,
analizgjot VIIS tarifikacijas datus uz 2019. gada 15. novembri, secina, ka Latvija
ir 81 pamatskola ar skolénu skaits no 15 — 81, kura nepietiek valsts mérkdotacija,
lai nodro$inatu pamatizglitibas programmas izpildi jeb skolotajiem apmaksatu
kontaktstundas, 17 sakumskolas ar skolénu skaits no 7 — 37 un 5 vidusskolas ar
skolénu skaitu no 65 - 105. Var secinat, ka Latvija ir 103 vispargjas izglitibas
iestades, kuras ir nepietickams valsts merkdotacijas finansgjums, lai skolotajiem
apmaksatu kontaktstundas. ST probléma galvenokart ir attiecinama uz novadu
pagastu pasvaldibu izglitibas iestadém, jo 99 atrodas to teritorija. Autore izsaka
pienémumu, ka Sajas izglitibas iestades tiek veidotas apvienotas klases un
pasvaldiba piedalas ar savu lidzfinans€jumu, lai izglitibas iestade nodro§inatu
izglitibas programmas izpildi. Nemot vera, ka Latvija tiek lietoti termini “maza
lauku skola” un “maza skola”, bet nav noteikts vienots termins un skaidrojums,
ko tiesi ko tiesi $aja konteksta nozimé “mazs”, autore, balstoties uz analizétajiem
datiem, piedava definiciju: maza izglitibas iestade — izglitibas iestade, kura ar
valsts pieskirto likmju skaitu nevar nodrosinat izglittbas programmas izpildi jeb
apmaksat skolotajiem kontaktstundas.

Lai izvertetu, vai vispargjas izglitibas iestades var skolotajiem apmaksat visus
veicamos pienakumus ar valsts aprékinato likmju skaitu, autore analizé un
atspogulo skolotaju tarificeto stundu skaitu divos blakus esoSos Latgales
statistikas regionu novados/pilsétas: 1. Rézeknes novadu, kurd ir 13 visparéjas
izglitibas iestades ar skolénu skaitu 2019./2020. m.g. no 43 Iidz 525 skoléniem;
2. Reézeknes pilsétu, kura ir 7 izglitibas iestades ar skolénu skaitu
2019./2020. m.g. no 396 lidz 588 skoléniem.

Lai uzskatami veiktu datu salidzinaSanu, 8. tabula atspoguloti dati par 3
Ré&zeknes novada un blakus esosam 2 Rézeknes pils€tas vispargjo izglitibas
iestazu skolotaju tarificéto stundu skaitu.
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8. tabula
Rézeknes novada un Rézeknes pilsétas visparejo izglitibas iestazu
skolotaju tarificéto stundu un likmju skaits uz 15.11.2019.

Tarificéto stundu skaits ol
O_
Izglitibas £ 9 RN s % = Stundas | dze
iestade €35 | B % 2 8 8 IS kopa lik-
S S %’8 k) 8 s g mes
Y % wn > Y s — < Ha
Latgales regions — Rézeknes novads
Nautrénu 371 0 0 0 27 398 | 1327
vidusskola
Kaunatas 539 | 333 | 351 | 212 50 678.6 | 22.62
vidusskola
Gaigalavas
pamatskola 184 0 0 0 6 190 6.33
Latgales regions — Rézeknes pilséta
Rezeknes 548 | 50.3 | 486 | 454 68 760.29 | 25.34
sakumskola
Rezeknes 2.1 204 | 523 | 523 | 523 | 74 | 9649 | 3216
vidusskola

Avots: autores veidots un aprékini péc VIIS datiem uz 15.11., 2020

Péc 8. tabulas datiem var secinat, ka, jo izglitibas iestade lielaks skolénu
skaits, jo skolotajiem ir iesp&jams tarificét un apmaksat vairak stundas. Péc
tarifikacijas datiem autore uzskata, ka Kaunatas vidusskola, kura péc skolénu
skaita ir otra lielaka izglitibas iestade novada — 208 skoléni 2019./2020. m.g.,
skolotajiem tiek apmaksati visi veicamie pienakumi. R&zeknes novada Nautrénu
vidusskola valsts apmaksato likmju skaits ir nepietickams, lai skolotdjiem
apmaksatu sagatavoSanos stundam, konsultacijas un rakstu darbu labosanu, bet
tas sp&j nodrosinat izglitibas programmas izpildi. Skolotajiem tiek apmaksatas
kontaktstundas. Savukart Gaigalavas pamatskola ar valsts aprékinato likmju
skaitu — 6.33 likmes, nespgj nodrosinat izglitibas programmas izpildi, jo p&c
autores aprékiniem pamatizglitibas programmas 1stenosanai nepiecieSamas 8.43
likmes. Autore pielauj iesp&ju, ka Sajas izglitibas iestades tiek veidotas
apvienotas klases, ka ari pasvaldiba piedalas ar savu lidzfinansgjumu.
Pasvaldibam, ieguldot lidzfinansgjumu izglitibas programmu istenoSanai, ir
griitak atbalstit skolotaju kvalifikacijas celSanu, sniegt izglitibas iestadei
nepiecieSamo finansu lidzeklus telpu tehniskajam iekartojumam un uzturésanai,
interesu izglitibas realiz€Sanai. Tadejadi, vecaki riipgjoties par b&rna kvalitativu
izglitibu un vispusigu attistibu, izv€las izglitibas iestades, kuras Sie nosactjumi ir
kvalitativaki. Veidojas skolénu plisma no vienas izglitibas iestades uz otru, jo
otra ir sp&jiga piedavat progresivaku izglitibas vidi, jaunas programmas u.C.
attistibas iesp&as. Autoresprat, arl maciSana apvienotajas klasés rada
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sarezgijumus. SagatavoSands $adam stundam prasa vairak laika, stundas
jaizmanto 1pasas darba metodes.

Savukart blakus esosa Rézeknes pilséta visas vispargjas izglitibas iestades
valsts aprekinatais un pieSkirtais likmju skaits ir pietickams, lai skolotajiem
tarificetu un apmaksatu visus veicamos pienakumus. Autore arT pienem, ka
zemaka meéneSa darba algas likme R&zeknes pils€tas izglitibas iestades ir
augstaka neka valstl noteikta, jo visas izglitibas iestadeés ir liels klasu
piepildijums.

P&c 8. tabulas datiem var secinat, ka Latvijas vispargjas izglitibas iestades
skolotajiem nepietickamo valsts finanséto likmju dél pastav licla nevienlidziba
tarificgto stundu skaita, jo papildu veicamie pienakumi (laboSana, sagatavoSanas
stundam, konsultacijas, klases audzinaSana) tiek tarificéti dazada apjoma, kas
rezultata ietekmé skolotaju ménesa darba algu. Skolotajiem, kas strada blakus
esosas izglitibas iestades, pasniedzot vienu macibu priekSmetu ar vienadu
kontaktstundu skaitu, var buit atkirigs tarificéto stundu skaits. Autore izsaka
pien€mumu, ka izglitibas iestadém ar mazu skolénu skaitu ir gruti piesaistit
labakos skolotajus vai jaunus, jo skolotaji izvélas stradat izglitibas iestades, kur
tiek apmaksati visi pienakumi. Sada situacija ir netaisniga un diskrimingjosa ari
atticksmé pret skoléniem, kuri macas izglitibas iestadés ar mazu skolénu skaitu,
jo iestades ir spiestas veidot apvienotas klases, ka arT finanséjums nenodrosina
vienadas iesp&jas iegiit kvalitativu izglitibu, t.sk. organizét pagarinatas dienas
grupas u.c. Autore secina, ka izglitibas iestadei ar mazu skolénu skaitu, kur reti
kura skola ir vidusskolas klases, pie §is finanséSanas kartibas “Nauda seko
skolénam” ir praktiski neiesp&jami pastavet, ja pasvaldiba neiegulda papildus
lidzeklus. Novadu pagastu izglitibas iestades ir jasaglaba un lai tajas butu
motiveti stradat labakie specialisti un jaunie skolotaji, kuri nesen pabeigusi
studijas, ir jamekle atSkirigs finans€Sanas modelis vai jauzlabo esosais,
iestradajot mehanismus, kas izlidzina nevienlidzibu starp izglitibas iestadém ar
lielu skolénu skaitu un mazu skolénu skaitu. Latvija2030, IAP
2014.- 2020. gadam, Deklaracija par Artura Kri§jana Karina vadita MK ieceréto
darbibu, ka arT NAP2027 ir paredz€ta jaunu specialistu ienakSana izglitibas
sisttma un profesijas prestiza celana. Sads uzdevums bija paredzéts ari
NAP2020, bet lidz §im nav izstradata motivacijas sistéma, kas stimulétu jaunu
skolotaju ienakSanu izglitibas sisttma. Piem&ram, daudzas valstis tiek
nodro§inatas ievérojamas algas piemaksas par maciSanu sarezgitos apgabalos,
transporta palidziba, lai noklitu uz attaliem regioniem vai papildu maksajumus
par specializétam prasmem, lai nodroSinatu, ka visas skolas strada lidzigas
kvalitates skolotaji  (Schleicher, 2012). Pieméram, Igaunija jaunajiem
skolotajiem, kuri péc studijam izvélas stradat arpus Tallinas un Tartu pilsétam,
lai mudinatu vinus stradat mazpilsétas un lauku apvidos, valsts izmaksa
finansialu stimulu EUR 12 728 apméra ar noteikumu, ka jaunais skolotajs
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izveletaja izglitibas iestade strada piecus gadus vai ilgak. Gandriz tris ceturtdalas
OECD valstu nodro$ina §ada veida kvotas (OECD, 2011; OECD, 2014c). P&c
autores domam nevar atraut izglitibu no valstl esoSa sociala konteksta. Bez
novadu pagastu skolam lauki neblis dzivotspgjigi, un arT novadu pagastos
esosajam izglitibas iestadém ir sava vieta izglitibas sisttma. Mazo lauku
pamatskolu saglabasanas programmai, pamatojoties uz Latvijas NAP2020 un
NAP2027 jau bija jabut izstradatai, ka arT programmas izstradi paredz arl
Latvija2030.

3.2.4. Pedagogiska darba algas likme Latvijas regionos

Lai noteiktu valsts mérkdotacijas apjomu skolotaju darba algam, izglitibas
iestadeém aprekinatais skolotaju likmju skaits tiek reizinats ar MK noteikumos
(Iidz 2016./2017. m.g. MK noteikumos Nr. 836, no 2016./2017. m.g. MK
noteikumos Nr. 445) noteikto zemako meneSa darba algas likmi. Lidz
2016./2017. m.g. viena likme bija vienada ar 21 kontaktstundu nedgla, kura bija
atkariga arT no pedagogiska darba staza. Kops§ 2016./2017. m.g. skolotaju darba
algas likme tiek aprékinata par 30 darba stundam nedélam. 2016./2017. m.g. un
2017./2018. m.g. zemaka menesa darba algas likme bija EUR 680. 2018. gada
zemaka ménesa darba algas likme radija neapmierinatibu skolotaju vidi, uz ko
aktivi reag€ja LIZDA un panaca, ka 2018. gada 15. janvari MK s&dé tika
apstiprinats pedagogu daba samaksas picauguma grafiks laika periodam no
2018. gada 1. septembra Iidz 2022. gada 31. decembrim. Balstoties uz grafiku
2018./2019. m.g., skolotaju zemaka ménesa darba algas likme tika palielinata uz
EUR 710. Péc 2019. gada 20. marta LIZDA organizgja piketu pie LR Saeimas,
kura pulcgjas aptuveni 2 500 izglitibas darbinieki, kuri politikiem pieprasija
pildit 2018. gada MK apstiprinato pedagogu darba samaksas paaugstinaSanas
grafiku. Rezultata skolotajiem no 2019./2020. m.g. tika palielinata zemaka
ménesa darba alga uz EUR 750 par likmi. Saskana ar minéto grafiku valdiba
skolotaju zemakas ménesa darba algas likmes paaugstinasanu uz EUR 790 par
likmi no 2020. gada 1. septembra. Tapat 2021. gada 6. julija, pamatojoties uz
grafiku, valdiba MK noteikumos apstiprindja zemakas méneSa darba algas
likmes pieaugumu uz EUR 830 no 2021. gada 1. septembra. Grafiks turpmak
paredz zemako ménesa darba algas likmi skolotdjiem palielinat uz EUR 900 —
2022. gada septembr1 (Par pedagogu darba..., 2018). Balstoties uz 2021. gada
24. septembri MK apstiprinato informativo zinojumu "Par priek§likumiem valsts
budzeta iep€mumiem un izdevumiem 2022. gadam un ietvaram
2022.—2024. gadam", autore secina, ka likumprojekta “Par valsts budzetu
2022. gadam” pedagogu darba samaksas pieaugumam 2022. gada tiks pieskirti
papildus EUR 15.2 milj., tadejadi nodrosinot zemakas ménesa darba algas likmes
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palielinasanu Iidz EUR 900 saskana ar indikativo pedagogu darba samaksas
pieauguma grafiku laikposmam no 2018. gada 1. septembra lidz 2022. gada
31. decembrim (Informativais zinojums "Par..., 2021).

Autore uzskata, ka sabiedriba veidojas nepareizs priekSstats par skolotaja
zemako meénesa darba algu, jo normativaja akta noteikta zemaka ménesa darba
likme ir par 30 darba stundu nedelu. Sis faktors nelauj skolotaja profesijai klit
par pievilcigu karjeras izvéli un pazemina skolotdja profesijas prestizu
sabiedriba. Skolotaji, kuri vispargjas izglitibas iestades strada normalo ned¢€las
darba laiku — 40 stundas nedgla jeb 1.33 likmes, balstoties uz MK noteikumos
noteikto zemako ménesa darba algas likmi, 2020./2021. m.g. ménesi sanem ne
mazak par EUR 1 053.33.

Pamatojoties uz VIIS pa$valdibu apstiprinato vispargjo izglitibas iestazu
tarifikaciju, 9. tabula tiek atspogulota vidgja skolotaju darba alga par likmi no
2014./2015. m.g. 1idz 2019./2020. m.g. uz 15. novembri. 9. un 11. tabula ir
atspogulota augstaka videja skolotaju ménesa darba alga par likmi vispargjas
izglitibas iestades, bet direktoram ir tiesibas nepardalit visu ministrijas
aprékinato un izglitibas iestadei pieskirto skolotaju darba algas finans€jumu,
rezervéjot to skolotaju piemaksam vai prémijam. Nemot vera, ka
2016./2017. m.g. ir mainits méne$a darba algas likmes apmérs — no 21 darba
stundas uz 30 darba stundam, objektivai datu salidzinaSanai, autore 9. tabulas
analizi veiks no 2016./2017. m.g. 1idz 2019./2020. m.g.

9. tabula
Visparejo izglitibas iestaZzu skolotaju vidéja ménesa darba algas dinamika
par likmi Latvijas statistikas regionos no 2014./2015. lidz
2019./2020. m.g., EUR

Pieauguma
temps pa
. 2014/ | 2015/ | 2016/ | 2017./ | 2018/ | 2019, | Periodu
Regions | =g 16. 17. 18. 19. 20. 2016./17.
Iidz
2019./20.,
%
Riga 543.1 | 544.7 | 8144 | 8400 | 870.7 | 923.7 13
Pieriga 5359 | 542.4 | 818.7 | 837.8 | 859.0 | 909.6 11
Vidzeme | 476.3 | 482.7 | 7530 | 767.2 | 7943 | 829.0 10
Kurzeme | 490.4 | 4839 | 737.1 | 7433 | 7780 | 830.2 13
Zemgale | 4924 | 4912 | 769.8 | 784.2 | 8275 | 869.6 13
Latgale | 475.1 | 476.6 | 7419 | 7419 | 767.1 | 79838 8
Videji: | 502.2 | 503.6 | 7725 | 785.7 | 816.1 | 860.1 11

Avots: autores veidots un aprékini péc VIIS datiem uz 15.11., 2020

Analizgjot 9. tabula aprékinatos raditajus, var secinat, ka pie pasreizgja
finanséSanas modela “Nauda seko skolénam” skolotajiem netiek nodroSinata
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lidzvertiga ménesa darba algas likme. Skolotaju darba algas likme ir atkariga no
skolénu skaita izglitibas iestades, jo vairak skolénu, jo lielaku darba algu par
likmi nosaka izglitibas iestade. Tarifikacijas dati liecina, ka vid&ja algas likme
pasvaldibu vispargjas izglitibas iestadés Latvija 2019./2020. m.g bija
EUR 860.19 par darba slodzi 30 stundas nedgla un ta ir palielinajusies vid&ji par
EUR 87.66 jeb 11%, salidzinot ar 2016./2017. m.g. Latvijas regionos
2019./2020. m.g. Rigas regiona skolotajiem ir par 16% augstaka daba alga neka
skolotajiem Latgales regiona. Rigas regiona 2019./2020. m.g. skolotajiem vidgja
darba alga ir EUR 923.71 par likmi, jo izglitibas iestades ir liels skolénu skaits
un lielas klases, savukart skolotajiem, kas strada Latgales regiona — EUR 798.80
par likmi, jo ir daudz izglitibas iestades ar nelielu skolénu skaitu. P&tfjuma jau
tika secinats, ka $adas izglitibas iestades skolotajiem nevar apmaksat ne rakstu
darbu labosanu, ne gatavoSanos stundam, ne individualo darbu ar skoléniem, ne
klases audzinasanu, jo skolénu skaits ir tik mazs, ka finans€jums pietiek tikai
macibu plana Tstenosanai.
10. tabula ir paraditi aprekinatie statistiskie raditaji skolotaju vidéjam darba
algam pa likmi regionu griezuma.
10. tabula
Skolotaju videjas darba algas statistisko raditaju dinamika par likmi
vispar€jas izglitibas iestadés Latvijas regionos no
2016./2017. lidz 2019./2020. m.g.

Lielums A}’J:n“;é' 2016./17. | 2017.18. | 2018./19. | 2019./20.
Minimala min 737.19 741.94 767.13 798.8
vértiba
Maksimala max 818.71 840.08 870.74 923.71
vértiba
Amplitada A 8152 98.14 103.61 124.91
Vidgja vértiba U 772.53 785.78 816.15 860.19
Standartnovirze o 32.82 40.27 39.34 45.1
Variaciju
koeficients, % v 4.2 51 48 52

Avots: autores veidots un aprékini péc VIIS datiem uz 15.11., 2021

Salidzinot vispargjo izglitibas iestazu skolotaju vidéjo ménesa darba algu par
likmi Latvijas regionos, var secinat, ka amplitiidai (starpibai starp lielako un
mazako algu) ir tendence pieaugt: ja 2016./17 m.g. ta bija EUR 81.52, tad jau
2019./20. m.g. ta sasniedza EUR 124.91. Pozitivi ir tas, ka izkliede starp
regioniem nav liela (ta ir mazaka par 10%). Bet izkliedei ir tendence pieaugt.

Lai var€tu izdarit secinajumus, kadas ir skolotaju darba algas atSkiribas viena
novada ietvaros, blakus esoSu novadu ietvaros un regionu ietvaros, autore
11. tabula atspogulos Latgales regiona 3 Rézeknes novada eso$o vispargjo
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izglitibas iestazu, 2 Rézeknes pilsetas vispargjo izglitibas iestazu un Pierigas
regiona 2 Marupes novada vispargjo izglitibas iestazu skolotdju vidéjo darba algu
par likmi 2019./2010. m.g.
11. tabula
Skolotaju vidéja darba alga par likmi visparéjas izglitibas iestadés
Rézeknes novada, Marupes novada un Rézeknes pilséta
2019./2020. m.g., EUR

Izglitibas iestade \ Vidéja darba alga par likmi
Latgales regions — Rézeknes novads
Re&znas pamatskola 750.00
Nautrénu vidusskola 760.10
Maltas vidusskola 799.72
Latgales regions — Rézeknes pilséta
Rézeknes 2. vidusskola 758.96
Rézeknes Valsts 1. gimnazija 948.92
Pierigas regions — Marupes novads
Marupes pamatskola 924.29
Marupes Valsts gimnazija 1189.97
Marupes novada Skultes sakumskola 750.00

Avots: autores veidots un aprékini péc VIIS datiem uz 15.11., 2020

Reézeknes novada ir 13 vispargjas izglitibas iestades un starp tam vidgja darba
alga par likmi atSkiras 1idz 6%. Augstaka darba alga ir Maltas vidusskola —
EUR 799.72 par likmi, bet zemaka R&znas pamatskola — EUR 750.00 par likmi.
Rézeknes pilséta ir 7 vispargjas izglitibas iestades un starp tam vidéja darba alga
par likmi atskiras 1idz 25%. Marupes novada ir 4 vispargjas izglitibas iestades un
starp tam vidgja darba alga par likmi atSkiras lidz 59%. Augstaka darba alga ir
Marupes Valts gimnazija— EUR 1 189.97 par likmi, bet zemaka Marupes novada
Skultes sakumskola — EUR 750.00 par likmi. Marupes Valsts gimnazija
2019./2020. m.g. ir tre$a augstaka darba alga par likmi wvalsti. Skultes
sakumskola, autore jau p&tijuma mingja, ka ir mazs skolénu skaits - 44, jo taja
lielakoties macas skoléni ar specialajam vajadzibam (valodas traucg&jumi,
maciSanas traucgjumi, garigas attistibas traucgjumi). P&c autores domam, Skultes
sakumskolas skolotajiem pasvaldiba no sava budzeta piemaksa, lai nodro§inatu
lidzvertigu darba algu par likmi, ka pargjas Marupes novada vispargjas izglitibas
iestades.

Salidzinot Rézeknes novada, Marupes novada un R&zeknes pilsétas visparejo
izglitibas iestazu skolotaju vidéjo darba algu par likmi, autore secina, ka ir
milziga nevienlidziba un diferenciacija starp vispargjo izglitibas iestazu
skolotajiem, kuri veic vienadu darbu gan apmaksato tarificéto stundu skaita, gan
darba alga starp Latvijas statistikas regioniem, regionu novadiem un pilsétam, ka
arT novadu un pilsétu izglitibas iestazu starpa. Skolotajiem par atbilstosu darbu ir
jasanem lidzvertiga darba alga neatkarigi no izglitibas iestades lieluma un
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atraSanas vietas. Protams, stradajot lielakas klases skolotajam ir lielaka gariga
slodze, nepiecieSams vairak darba klases audzinaSanai un rakstu darbu labosanai,
zurnalu un dokumentacijas izpildiSanai. Savukart, skolotajs, kurs strada izglitibas
iestade ar mazu skolénu skaitu, stradajot tas paSas darba stundas, veicot tos pasus
pienakumus, sanem ievérojami mazaku darba algu. P&tfjuma 2. nodala tika
secinats, ka visos starptautiskajos dokumentos tiek uzsvérts, ka ir janodroSina
vienlidziga atlidziba par Iidzvertigu darbu un nediskrimingjosas attieksmes
nozimiba. Savukart finanséSanas modelis “Nauda seko skolénam” veicina
nevienlidzibu.

3.2.5. Finanséjums skolotaju darba algam

5. att€la tika att€loti dati par to, ka 2018. gada valsts pamatbudZzeta vispar¢jas
izglitibas apak$programmas 62. resora “Mérkdotacijas pasvaldibam” lielakais
izdevumu patsvars —EUR 256 915 842 jeb 72.4% tika apstiprinats pasvaldibu
izglitibas iestazu pedagogu darba samaksai un VSAOI. Nemot vera, ka p&tfjuma
analize tiek veikta par skolotajiem, autore 8. att€la atspogulo datus par
finans€juma apjomu, kas tiek pieskirts pasvaldibam vispargjas izglitibas iestades
stradajoso skolotaju darba algam un VSAOIL. 8. att€la atspogulotais finans&jums
neieklauj izglitibas iestades administracijas, atbalsta personala un interesu
izglitibas finansgjumu.
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Milj., EUR
o

0
2014./2015. 2015./2016. 2016./2017. 2017./2018. 2018./2019. 2019./2020.
Macibu gads
Avots: autores veidots un aprekini pec VIIS datiem uz 15.11., 2020
8. att. Mérkdotacijas dinamika pasvaldibam skolotaju darba algai un
VSAOI visparéejas izglitibas iestadem Latvija no 2014./2015. Iidz
2019./2020. m.g, milj. EUR.

Pec 8. att€la autore secina, ka no 2014./2015. m.g. Iidz 2019./2020. m.g.
mérkdotacijas apjoms paSvaldibam skolotaju darba algam ir palielingjies par
EUR 29.75 milj. jeb par 21.16%. Valsts finansgjums skolotaju darba algam katru
gadu ir palielinats. Vislielakais mérkdotacijas palielinajums ir bijis
2016./2017. m.g., kad salidzinajuma ar 2015./2016. m.g. t.i. palielinats par
EUR 13.98 milj. jeb 9.86%. Autore pienem, ka §ads finans€juma palielinajums
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skolotaju darba algam ir izskaidrojams ar zemakas ménesa darba algas likmes
palielindgjumu — 2016./2017. m.g. skolotaju zemaka ménesa darba algas likme
tika palielinata par EUR 60, salidzinajuma ar 2015./2016. m.g.

3.3. Skolotaju piemaksu, prémiju, atvieglojumu un labumu
ietekméjosie faktori

3.3.1. Piemaksas

Skolotajiem ir iespgja katru menesi sanemt piemaksu, ja balstoties uz MK
noteikumiem Nr. 501 “Pedagogu profesionalas darbibas kvalitates noverteésanas
organiz€$anas kartiba” ir iegiita kada no tris iespgjamajam kvalitates pakapem.
Kvalitates pakape ir pedagoga profesionalas darbibas novértésanas rezultats, un
ta ir spéka tikai taja izglitibas iestadé, kura veikta pedagoga novértéSana
(Pedagogu profesionalas darbibas...). MK noteikumi Nr. 445 27. punkts nosaka,
ka izglitibas iestades vaditajs izglitibas iestadei pieskirta finans€juma ietvaros ar
ieks€jo normativo aktu nosaka piemaksas apméru 1., 2. un 3. kvalitates pakapei,
kas iegiita no 2017. gada 10. augusta, par darba slodzi, kas atbilst ménesa darba
algas likmei. Pedagogiem, kuri ir ieguvusi kadu kvalitates pakapi, nosaka
piemaksu proporcionali pedagoga darba slodzei (Pedagogu darba samaksas...,
2016). Autore secina, ja izglitibas iestades vaditajs, pamatojoties uz komisijas
priekslikumu, pienem I€mumu par kvalitates pakapes pieskirSanu, tad
skolotajiem ir iesp&ja piemaksu sanemt katru ménesi, bet tas apjoms ir atkarigs
no izglitibas iestadei pieskirta piemaksu fonda apjoma. Piemaksu fonda apjomu
IZM aprékina pamatojoties uz MK noteikumu Nr. 447 8.3. punktu, kas nosaka,
ka Kkatrai izglitibas iestadei no macibu stundu plana TstenoSanai aprékinatas
merkdotacijas tiek aprékinats papildu finanséjums 14.5% apméra — samaksai par
pedagogu papildu pienakumiem, profesionalas darbibas kvalitates piemaksam
pedagogiem, kuri ir ieguvusi 1., 2. un 3. kvalitates pakapi, ka arT pedagoga
méneSa darba algas likmes palielinasanai (Par valsts budzeta..., 2016).
Autoresprat, tas, ka finans€jums nav noteikts konkrétam mérkim - profesionalas
darbibas kvalitates piemaksam pedagogiem, kuri ir ieguvusi 1., 2. un 3. kvalitates
pakapi un tas, ka katrai kvalitates pakapei nav noteikta konkréta piemaksas
summa rada nevienlidzibu, jo:

o izglitibas iestades, kuram nepietiek finans€jums, lai skolotajiem tarificetu un
apmaksatu stundas pargjo pienakumu veikSanai - darbu laboSana,
gatavoSanas nodarbibam, individualais darbs ar skoléniem (konsultacijas),
klases audzinasana, So finans€jumu izmanto to apmaksai;

e izglitibas iestadém, kuram nepietiek finans€jums zemakas méneSa darba
algas likmes nodro$inasanai, So finans€jumu izmanto tas nodrosinasanai;

e izglitibas iestades, kuram pietiek finans€jums, lai apmaksatu skolotajiem
visus pienakumus un nodroSinatu zemako ménesa darba algas likmi So
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finans€jumu izmanto, lai visiem skolotajiem palielinatu zemako meénesa

darba algas likmi;

o izglitibas iestad@s, kuras profesionalas darbibas kvalitates pakapes ir ieguvusi
salidzinosi daudz skolotaju, piemaksas apjoms ir mazs;

o izglitibas iestad@s, kuras profesionalas darbibas kvalitates pakapes ir ieguvusi
salidzinos$i maz skolotaju, piemaksas apjoms ir liels;

o izglitibas iestades var atrasties viena novada, netalu viena no otras, bet [ZM
aprekinatais papildus finansg€jums, var tikt izlietots dazadiem meérkiem un
dazados apjomos.

MK noteikumu Nr. 445 30. punkts nosaka, ka izglitibas iestades pedagogu
darba samaksas fondu, veido pedagogu darba algas fonds un piemaksu fonds
(Pedagogu darba samaksas..., 2016). Faktori, kas ietekmé skolotaju darba algu
fondu, tika izpétiti petijuma 3.2. apakSnodala. Piemaksu fonda apjoms jeb
papildus finans€juma apjoma lielums ir 14.5% no aprékinata pedagogu darba
algas fonda. Tas nozimég, ka arT skolotaju piemaksu fonda apjoms ir atkarigs no
skoleénu skaita izglitibas iestad@s - samazinoties skolénu skaitam, samazinas gan
skolotaju darba algas fonds, gan piemaksu fonds. Autore uzskata, ka skolotaji
biitu motivetaki pieteikties profesionalas darbibas kvalitates novertésanai, ja vini
bitu informéti par piemaksas apjomu, iegiistot kadu no kvalitates pakapem.
Sobrid, balstoties uz MK noteikumu Nr. 501 7. punktu pieskirto kvalitates pakapi
apliecina izglitibas iestades vaditaja rikojums, kas izdots lidz kartgja gada
31. maijam. Skolotajs ikm&neSa piemaksu par iegiito kvalitates pakapi sanem no
jauna macibu gada sakuma (1. septembra), bet to, kada apjoma ta biis, skolotajs
uzzina tikai p&c IZM veikta aprékina par meérkdotacijas apjomu. Var veidoties
situacija, ka viena gada skolotajs par 3. kvalitates pakapi sanem, piemeram,
EUR 100, bet nakamaja gada, samazinoties skolénu skaitam un pieaugot
izglitibas iestade kvalitates pakapi ieguvuso skolotajam skaitam, finans&jums par
3. kvalitates pakapi pietiek tikai EUR 20.

3.3.2. Prémijas

MK noteikumu Nr. 445 26. punkts nosaka, ka nemot véra personisko darba
ieguldljumu, pedagogam var pieskirt prémiju vai naudas balvu, izmantojot
ietaupitos darba samaksai paredz@tos budzeta Iidzeklus. No valsts budzeta
dotacijas un mérkdotacijas izmaksato prémiju un naudas balvu kopgjais apmers
kalendara gada nedrikst parsniegt 120 procentus no pedagoga méneSa darba
algas, bet kopgjais kalendara gada izmaksato prémiju un naudas balvu apjoms
valsts un pasvaldibas izglitibas iestad@s, nedrikst parsniegt 175 procentus no
pedagoga ménesa darba algas. Pedagogiem naudas balvas vai prémijas apmeru
nosaka iestades vaditajs saskana ar izglitibas iestad@ apstiprinato naudas balvu
vai prémiju pieskirSanas kartibu (Pedagogu darba samaksas..., 2016). Tas
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nozimg, ja skolotajs 2020./2021. m.g. strada 40 stundas nedg&la jeb 1.33 likmi un
sanem MK noteikumos Nr. 445 noteikto zemako méneSa darba algas likmi —
EUR 1 053.33 ménest, tad kopgjais izmaksajamais prémijas apmers nedrikst
parsniegt EUR 1 843.33 kalendara gada: no valsts budzeta mérkdotacijas
prémijas apmérs nedrikst parsniegt EUR 1 264.00 kalendara gada un pasvaldiba
no sava budzeta drikst piemaksat papildus Iidz EUR 579.33 kalendara gada. Ja
izglitibas iestadei no valsts budzeta mérkdotacijas ir ietaupijums, lai, pieméram,
skolotajam izmaksatu EUR 500.00 prémiju kalendara gada, tad pasvaldibai ir
iespgja skolotajam pieskirt prémiju Iidz EUR 1 343.33 kalendara gada. Ja
izglitibas iestadei no valsts budzeta mérkdotacijas nepietiek finans€jums, lai
skolotajam izmaksatu prémiju, tad pasvaldibai to ir iesp&ja izmaksat Iidz
EUR 1 843.33 kalendara gada.

3.3.3. Atvieglojumi un labumi

Jautajums par socialo garantiju nodroSinasanu, kas tiesa veida noraditu uz
tiesibam pedagogiem sanemt socialas garantijas, nebija nostiprinats
normativajos aktos gandriz 10 gadus. 2018. gada 16. aprilim spéka stajas
grozijumi Izglitibas likuma, kura 52. panta 1. dala papildinata ar 7. punktu, kas
nosaka, ka pedagogam ir tiesibas no izglitibas iestades dibinataja finanSu
lidzekliem sanemt pabalstu sakara ar gimenes locekla (laulata, bérna, vecaku,
vecvecaku, adoptétaja vai adoptéta, brala vai masas) vai apgadajama navi ne
vairak ka vienas minimalas ménesa darba algas apméra. Sis punkts pilna apméra
stajas speka 2019. gada 1. septembri. Izglitibas likuma 52. pants papildinats ar
1.! dalu, kas nosaka, ka valsts un pasvaldiba pieejamo finansu lidzeklu ietvaros
pedagogam var noteikt arT pabalstu par b&rnu invalidu un veselibas
apdros$inasanu (Grozijumi izglitibas likuma, 2018).

Tapat, Izglitibas likuma 52. pants paredz, ka pedagogiem ir tiesibas uz:

e astonu ned€lu garu atvalinajumu;

e radosa darba atvalinajumu macibu lidzekla izstradei;

e 30 dienas profesionalas meistaribas pilnveidei (Noteikumi par pedagogiem...,

2018).

Darba likuma 151. pants paredz, ka ari pedagogiem, tapat ka jebkuriem
citiem algotiem darbiniekam, kuriem ir tris vai vairaki b&rni vecuma Iidz 16
gadiem vai bérns invalids 11dz 18 gadu vecumam ir tiesibas uz tris darba dienu
ikgad@jo apmaksato papildatvalinajumu (Darba likums, 2001).

Pasvaldibas savu finansialo iesp€ju robezas var skolotdjiem nodro§inat art
citas socialas garantijas, ja tas noteiktas ar&jos normativajos aktos vai arl
pasvaldibu saistosajos noteikumos. So socialo garantiju Tstenosanai nedrikst
izmantot valsts budzeta mérkdotaciju pedagogu darba samaksai.
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Pasvaldibas socialas garantijas pedagogiem lielakoties tiek izmaksatas,
pamatojoties uz noslégto vienosanos vai darba kopligumu. Par to noslég$anu
rupéjas arodbiedriba - LIZDA, kura socialaja dialoga aizstav skolotaju intereses.
LIZDA ir neatkariga sabiedriska organizacija, kas dibinata 1990. gada 19. maija
un Sobrid ir lielaka un ietekmiga nozaru arodbiedriba Latvija. 2020. gada
1. janvari LIZDA uzskaite registrétas 1110 arodorganizacijas, kuras kopuma ir
24 218 izglitibas un zinatnes nozaré stradajoso. Péc LIZDA nepublicétajiem
datiem uz 2020.gada 1.janvari ar pa$valdibam vai Izglitibas parvaldém
noslégtas 34 vienosanas un registréti 720 darba kopligumi.

LIZDA biedriem arT nodroS§ina socialas garantijas — labumus. Viens no
labumiem ir socialas palidzibas fonds, kur biedriem tiek sniegts dazads finansials
atbalsts dazados dzives gadijumos, pieméram — stihiska nelaime, arstéSanas
izdevumu dalgja apmaksa, bérnu piedzimsana, arodbiedribas biedra vai biedra
tuva radinieku nave, kvalifikacijas cel$ana u.c. gadijumos. Otrs ir Nelaimes
gadijumu fondu, kura arodbiedribas biedriem tiek sniegta finansiala palidziba
nelaimes gadijumos — iesp&ja stradajosam LIZDA biedram 24h/7 dienas ned€la
giit materialo palidzibu lidz EUR 2 500 (kompensaciju par traumu, dienas naudu,
slimnicas un arste€Sanas izdevumu atlidzibu u.tml.), ja biedrs cietis nelaimes
gadijuma Latvijas teritorija.

Pamatojoties uz 3. nodala veikto analizi, autore 9. att€la atspogulo skolotaju
finansiala atalgojuma, t.i. darba algas, piemaksu, prémiju, atvieglojumu un
labumu ietekméjosos faktorus vispargjas izglitibas iestadés Latvija.

Balstoties uz 3. nodalas veikto analizi, autore identific&ja vispargjas izglitibas
iestazu skolotdju darba samaksas finansé$anas kartibas stipras (7) un vajas (18)
puses, ka ari iesp&jas (5) un draudus (10), kuri sniedz batisku pamatojumu
4. nodala, aktualiz€jot, kur§ no skolotaju darba snieguma ietekmgjoSiem
faktoriem visbatiskak un visefektivak paaugstina skolotaju sniegumu.
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9. att. Skolotaju finansiala atalgojuma sistéemas ietekméjosie faktori visparejas izglitibas iestades Latvija.
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4. SNIEGUMA PILNVEIDES VIRZIENI VISPAREJAS
IZGLITIBAS IESTADES LATVIJA

Nodalas saturs darba aiznem 54 Ipp., kuras ietilpst 3 tabulas un 42 atteli.

Nodala veikta Latvijas regionu vispargjas izglitibas iestadés stradajoso
skolotaju un direktoru/ direktoru vietnieku aptaujas rezultatu par skolotaju darba
snieguma ietekmgjosajiem faktoriem analize un noskaidrots, kur§ no tiem ir
svarigakais skolotaju snieguma paaugstinaSana. Izmantojot izp&tes rezultatus,
izstradati, un pielietojot AHP metodi, noverteti 5 iesp&jamie scenariji skolotaju
darba snieguma paaugstinasanai.

4.1. Visparejas izglitibas iestaZu skolotaju un administracijas viedokla
izvertejums par sniegumu ietekméjosiem faktoriem Latvijas regionos

Lai varétu zinatniski pamatot un péc iesp&jas precizak noteikt, kur§ no darba
snieguma ietekm&joSiem faktoriem visbiitiskak un visefektivak paaugstinatu
skolotaju sniegumu, autore izmantoja sociologiska pétijuma kvantitativo metodi
- aptauju. Lai skolotaju snieguma ietekm&josie faktori tiktu izverteti vairakas
dimensijas, autore aptauju veidoja divam dazadam respondentu grupam:
vispargjas izglitibas iestades stradajosiem skolotajiem un direktoriem/ direktoru
vietniekiem. Respondentu izlasi veidoja 603 skolotaji un 121 direktors/direktora
vietnieks. P&tjjums ir veikts 2020. gada un iegltie aptaujas rezultati tika
matematiski parstradati (analizeti) datu apstrades programma SPSS. Savukart
informacijas grafiskai analizei tika izmantota grafiska metode - izmantotas
Microsoft Excel for Windows iespgjas.

Lai noskaidrotu pétljuma izmantoto aptauju ticamibu, tika izmantota
Kronbaha alfas (Cronbach’s alpha) metode, izmantojot datu apstrades
programmu SPSS (Statistical Package for the Social Sciences). Kronbaha alfa
koeficienti liecina, ka iegiito aptaujas datu ticamibai ir augsta savstarp&ja
atbilstiba un raditaji uzskatami par piemeérotiem turpmakai datu interpretacijai.
Ieksgja saskanotiba tika parbaudita visam petijuma izmantotajam aptaujam — par
skolotaju viedokli par snieguma ietekm&josajiem faktoriem (0=0.869) un par
direktoru un direktoru vietnieku viedokli par skolotaju snieguma
ietekméjosajiem faktoriem (¢=0.933) —, kas lava secinat, ka iegiito datu ticamiba
ir augsta un tos ir iesp&jams izmantot turpmaka datu analize.

Vispargjas izglitibas iestades stradajoSo skolotaju un direktoru/ direktoru
vietnieku aptaujas mérkis bija noskaidrot vinu viedokli par darba sniegumu
ietekmgjoSajiem faktoriem un defin&t, kur§ no tiem visvairak paaugstinatu
skolotaju sniegumu.
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4.1.1. Vispareéjas izglitibas iestaZzu skolotaju viedokla par sniegumu
ietekméjosiem faktoriem un darba snieguma mijsakaribu izpéte

Skolotaju aptauja tika ietverti 30 jautajumi. P&tfjuma izlasi veidoja 603
respondenti no visiem Latvijas statistikas regioniem, no tiem 21% strada
Vidzemes regiona 18% - Kurzemes, 13% - Zemgales, 20% - Latgales, 13% -
Pierigas un 15% - Rigas regiona vispargjas izglitibas iestades.

Pamatojoties uz pétijuma teorétisko ietvaru, datu analizi, izvirzito mérki un
SVID analizi, autore aptaujas izvirzija apgalvojumus katram skolotaju darba
snieguma ietekmgjosam faktoram un balstoties uz visu regionu skolotaju
sniegtajam atbildém, autore aprékina vidgjo sverto aritmé&tisko raditaju katram
izvirzitajam apgalvojumam un saaranzé tos augo$a seciba (1 - visvairak
paaugstina skolotaju sniegumu).

Finansialais atalgojums

Skolotaju 5 visvairak atzZimé&tas atbildes no 12 finansiala atalgojuma
izvirzitajiem apgalvojumiem par to, kur§ finansiala atalgojuma nosauktais
nosactjums skolotaju darba sniegumu uzlabotu visvairak, ja tas tiktu nodrosinats,
ir atspogulotas 10. attela.

« Skoleniem ar specialajam vajadzibam tiek nodroginats nepieciesamais atbalstal
93% | personals (pedagoga paligs, specialais pedagogs, logopéds u.c.)

;
880 | Nav jastrada vairakas izglitibas iestades, lai nodro$inatu pilnu darba slodzi
0

J
*Izglitibas iestade tiek apmaksati visi papildu veicamie pienakumi (darbLf
87% | labosana, individualais darbs ar skoléniem, klases audzinasana)

J
<

« Tiek nodrosinats mazaks skolénu skaits klasé
86%

J\L

* Nav nepartraukta spriedze par izglitibas iestades nakotni (tas pastavésanu)

82%

Avots: autores peétijums, 2021, n=603
10. att. Skolotaju atbildes par to, kurs finansiala atalgojuma nosauktais
nosacijums skolotaju darba sniegumu uzlabotu visvairak, ja tas tiktu
nodroSinats, % no visiem respondentiem.

No visiem nosauktajiem skolotaju darba sniegumu ietekmgjosajiem
faktoriem, visizteiktakas regionalas atSkiribas (Riga — 69%, Zemgale — 87%,
Latgale — 86%) ir apgalvojuma — nav nepartrauktas spriedzes par izglitibas
iestades nakotni (tas pastavéSanu). Butiski atzimet, ka valsti, paaugstinot
skolotaju zemako méneSa darba algas likmi, skolotaju sniegums paaugstinatos,
bet péc skolotaju aptaujas datiem, var secinat, ka tas nav noteicoSais faktors
(6. visvairak atziméta atbilde).

Nefinansialais atalgojums
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Skolotaju 5 visvairak atzimetas atbildes no 7 nefinansiala atalgojuma
izvirzitajiem apgalvojumiem par to, kur§ nosauktais nosacijums skolotaju darba
sniegumu uzlabotu visvairak, ja tas tiktu nodroSinats, ir att€lots 11. attela.

83| Darba devéjs nodrosinatu nepiecieSamas profesionalas attistibas iesp&jas
(]

750 Darba devgjs uzslavétu vai izteiktu pateicibu personigi

65%| Darba devgjs uzslavetu vai izteiktu mutisku pateicibu kolektiva prieksa

* Tiktu dota iespgja but klat, brivi izteikt savas domas un lidzdarboties svarigu
58% | lémumu pienemsana

5706 | Darba devgjs pieteiktu Jiis paSvaldibas atzinibas rakstam vai nominacijai

A A A A

Avots: autores pétijums, 2021, n=603
11. att. Skolotaju atbildes par to, kur$ nefinansiala atalgojuma nosauktais
nosacijums skolotaju darba sniegumu uzlabotu visvairak, ja tas tiktu
nodroSinats, % no visiem respondentiem.

No pieciem apgalvojumiem vislielakas atSkiribas regionu griezuma eksisté
apgalvojuma par to, ka skolotaju darba sniegums uzlabotos, ja darba devgjs
uzslavétu vai izteiktu mutisku pateicibu kolektiva priek$da. So nosacijumu
visaugstak novertétu skolotdji no Zemgales regiona — 80% no respondentiem, bet
vismazak Kurzemes regiona — 55% no respondentiem.

Organizacijas Kkultiira

Skolotaju 5 visvairak atzimétas atbildes no 12 organizacijas kultiiras
izpausmes veidiem par to, kur§ no organizacijas kultliras izpausmes veidiem
skolotaju darba sniegumu uzlabotu visvairak, ja tas tiktu nodros$inats, ir sniegts
12. attela.

87| Kopiga parlieciba, ka més esam komanda

820l Labs mikroklimats (ciena, uzticé$anas, vienotiba, saliedétiba)

7200| Vadiba riip€jas par saviem darbiniekiem

7200| Kolektiva jutos nepiespiesti, iesp&ja brivi izteikt savu viedokli

74% * Organizeti saliedeéSanas pasakumi kolektivam ]

Avots: autores pétijums, 2021, n=603
12. att. Skolotaju atbildes par to, kurs§ no organizacijas kultiiras izpausmes
veidiem skolotaju darba sniegumu uzlabotu visvairak, ja tas tiktu
nodroSinats, % no visiem respondentiem.
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P&c skolotaju atbilzu apkopojuma var secinat, ka organizacijas kulttrai ir
batiska ietekme wuz skolotaju darba sniegumu. No skolotaju visvairak
atzimétajam atbildém visizteiktakas regionalas atskiribas ir apgalvojuma par to,
ka skolotaju darba sniegums uzlabotos, ja izglitibas iestades tiktu organizeti
saliedéSanas pasakumi kolektiva: Riga to apgalvo 62%, Latgale — 81%
atbildgjuso minéto izglitibas darbinieku.

Politikas klatbiitne

Skolotaju 5 visvairak atzimétas atbildes no 12 politikas klatblitnes veidiem
par to, kur§ no politikas klatbiitnes un tas ietekmes veidiem skolotaju darba
sniegumu uzlabotu visvairak, ja tie izglitibas iestadeés netiktu praktizeti, ir
uzskaititi 13. attela.

N\

190 * Prémijas sadales kritriji ir skaidri un visiem saprotami
(]

J

*Politiskajai piederibai nav nozimiga loma (pieméram, skolas attistibai,|
16% | pasvaldibas finansgjuma pieskirsana u.c.)

J

. . . —_ - - . - . - A
*Vaditajam pietuvinatajam personam netiek tarificéts lielaks darba stundu

13% | skaits nedéla papildu pienakumu veikSanai )
4

12% * Nepastav birokratiska politika

N/

12%

VAN

* Nav augsSupversta hierarhija

Avots: autores pétijums, 2021, n=603
13. att. Skolotaju atbildes par to, kurs no politikas klatbiitnes izpausmes un
tas ietekmes veidiem skolotaju darba sniegumu uzlabotu visvairak, ja tie
izglitibas iestades netiktu praktizéti, % no visiem respondentiem.

Balstoties uz veikto datu analizi, var secinat, ka izteikta politiska klatbiitne
Un tas ietekme nav novE€rojama neviena no Latvijas regioniem. Regionu
griezuma vislielakas atskiribas ir noverojamas apgalvojuma par to, ka skolotaju
sniegums noteikti uzlabotos vai drizak uzlabotos, ja tiktu nodrosinati skaidri un
visiem saprotami prémijas sadales krit€riji: visvairak atzimg&jusi Rigas regiona
stradajosie skolotaji — 26% no respondentiem, vismazak Latgales — 10% no
respondentiem.

P&c skolotaju aptaujas un veikto datu analizes, saaranzgjot p&c svariguma
katru autores izvirzito apgalvojumu atseviski, skolotaju darba sniegumu
visvairak paaugstinatu (1 - visvairak paaugstina skolotaju sniegumu) zemak
noraditie 5 faktori (14. attéls).
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Vs

. . . e skoléniem ar specialajam vajadzibam tiek
1. Finansialais atalgojums nodroSinats nepiecieSamais atbalsta personals
(93.2% no respondentiem) (pedagoga paligs, specialais pedagogs,
logopéds, psihologs)

2. Finansialais atalgojums |, 5, jastrada vairakas izglitibas iestades, lai
(87.7% no respondentiem) nodrosinatu pilnu darba slodzi

\

» izglitibas iestade tiek apmaksati visi papildu
3. Finansialais atalgojums veicamie  pienakumi  (darbu  labosana,
(86.7% no respondentiem) gatavosanas nodarbibam, individualais darbs
ar skoléniem, klases audzinasana

4. Organizacijas kultiira
(86.5% no respondentiem)

» kopiga parlieciba, ka més esam komanda

5. Finansialais atalgojums | tiek nodroinats mazaks skolénu skaits klase
(86.0% no respondentiem)

NN N NN

-
Avots: autores pétijums, 2021, n=603
14. att. Skolotaju atbildes par to, kurs§ snieguma ietekméjosais faktors,
skolotaju darba sniegumu uzlabotu visvairak, ja tas izglitibas iestade tiktu
nodroS$inats, % no visiem respondentiem.

Savukart, aprékinot vidgjo svérto aritmétisko raditaju katram skolotaju darba
snieguma ietekmg&joSam faktoram, pamatojoties uz skolotaju noveért&jumu par
autores izvirzitajiem apgalvojumiem katra skolotaju darba snieguma ietekmé&josa
faktora, autore secina, ka pec vidgja sverta aritmétiska raditaja skolotaju darba
sniegumu visbutiskak paaugstinatu organizacijas kultira (73.1%), tam seko
finansialais atalgojums (70%), nefinansialais atalgojums (64%) un politika
(11%). Autoresprat, butiskaki ir iepriekSminétie aprékini — Katra apgalvojuma
vidgjais aritmétiskais raditajs, tadejadi autore secina, ka no darba snieguma
ietekm@joSiem faktoriem skolotaju sniegumu visvairak paaugstinatu:
1. finansialais atalgojums; 2. organizacijas kulttra; 3. nefinansialais atalgojums;
4. politikas klatbtitnes samazinasana. No finansiala atalgojuma komponenteém,
skolotaju darba sniegumu visbiitiskak ietekme& pamatalga un tas ietekméjoSie
faktori — finansé$anas modelis “Nauda seko skolénam”.
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4.1.2. Vispargéjas izglitibas iestazu direktoru un direktoru vietnieku
viedokla par skolotaju sniegumu ietekméjoSiem faktoriem un darba
snieguma mijsakaribu izpéte

Izglitibas iestazu direktoru un direktoru vietnieku aptauja par skolotaju
snieguma ietekmgjosiem faktoriem sastav no 24 jautajumiem. P&tfjuma izlasi
veidoja 121 respondents no visiem Latvijas statistikas regioniem, no tiem 17%
strada Vidzemes regiona vispar€jas izglitibas iestades, 14% - Kurzemes regiona,
15% - Zemgales regiona, 17% - Latgales regiona, 14% - Pierigas regiona un 23%
- Rigas regiona.

Analizgjot skolotaju un direktoru/ direktoru vietnieku kopigo un atSkirigo
attieciba uz skolotaju darba snieguma ietekm&joso faktoru — finansialais
atalgojums, autore secina, ka viedokli batiski neatskiras — korelacija ranzgjuma
pec apgalvojumiem, kas visvairak paaugstina skolotaju darba sniegumu, ir
novérojama neliela. Attieciba uz nefinansialo atalgojumu, skolotaju un direktoru/
direktoru vietnieku viedokli par apgalvojumiem, kas visvairak paaugstina
skolotaju darba sniegumu svariguma ranzgjuma, nedaudz atskiras, bet atskiribas
nav biitiskas. Savukart abu respondentu grupu viedokli butiski atSkiras péc
apgalvojumiem svariguma ranz&juma, kas visvairak paaugstina skolotaju darba
sniegumu attieciba uz skolotaju darba snieguma paaugstinasanas faktoru —
organizacijas kultiira. Tomér ir svarigi atzimét, ka abu grupu respondentu atbilzu
rezultati pierada, ka organizacijas kultirai ir biitiska ietekme uz skolotaju darba
sniegumu — procentuali liels respondentu skaits, kuri autores izvirzitajiem
apgalvojumiem noteikti piekrit vai drizak piekrit, ka skolotaju sniegums
paaugstinatos. Tapat autore secina, ka procentuali visos Latvijas regionos
direktori un direktoru vietnieki uzskata, ka organizacijas kultiirai ir lielaka
ietekme uz skolotaju darba sniegumu, neka atzist pasi skolotaji. Salidzinot
skolotaju un direktoru/ direktoru vietnieku viedoklus, tie bitiski atSkiras péc
apgalvojumiem svariguma ranz€juma, kur§ no politikas klatbiitnes veidiem
visvairak paaugstina skolotaju darba sniegumu. Jaatzime, ka abu grupu
respondentu atbilzu rezultati pierada, ka politikas ietekmei nav biitiskas ietekmes
uz skolotaju darba sniegumu — procentuali zems respondentu skaits, kuri autores
izvirzitajiem apgalvojumiem noteikti piekrit vai drizak piekrit. Tadejadi autore
secina, ka abas respondentu grupas atzist, ka no ¢etriem snieguma ietekmé&josiem
faktoriem politikas klatesamibai ir vismazaka ietekme uz skolotaju darba
sniegumu. P&tfjuma tika pieradits, ka izglitibas iestad€s nav novérojama biitiska
politiska klatbtitne un tas ietekme.

Péc direktoru un direktoru vietnieku aptaujas un veikto datu analizes,
saaranzgjot péc svariguma Kkatru autores izvirzito apgalvojumu atseviski,
skolotaju darba sniegumu visvairak paaugstinatu (1 - visvairak paaugstina
skolotaju sniegumuy) 15. attela atspogulotie 5 faktori.
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1. Finansialais atalgojums |, 4y jastrada vairakas izglitibas iestades, lai
(97.7% no respondentiem) nodros$inatu pilnu darba slodzi

\§

. . . *skoléniem ar specialajam vajadzibam tiek
2. Finansialais atalgojums nodro§inats nepiecieSamais atbalsta personals

(97.3% no respondentiem) (pedagoga  paligs, specialais pedagogs,
logopéds, psihologs)

3. Organizacijas kultira | kopiga parlieciba, ka mes esam komanda
(96.5% no respondentiem)

4. Nefinansialais atalgojums |- darba devgjs uzslavétu vai izteiktu mutisku
(94.3% no respondentiem) pateicibu kolektiva prieksa

« izglitibas iestade tiek apmaksati visi papildu
5. Finansialais atalgojums veicamie  pienakumi  (darbu  laboSana,
(94.0% no respondentiem) gatavosanas nodarbibam, individualais darbs
ar skoléniem, klases audzinasana

NN N NN

-
Avots: autores pétijums, 2021, n=121
15. att. Direktoru un direktoru vietnieku atbildes par to, kur§ snieguma
ietekméjosais faktors, skolotaju darba sniegumu uzlabotu visvairak, ja tas
izglitibas iestadé tiktu nodroSinats, % no visiem respondentiem.

Savukart, aprékinot vidgjo svérto aritmétisko raditaju katram skolotaju darba
snieguma ietekmgjosam faktoram, balstoties uz direktoru un direktoru vietnieku
novert§jumu par autores izvirzitajiem apgalvojumiem katra skolotaju darba
snieguma ietekmgjosa faktora, autore secina, ka pec vidgja sverta aritmétiska
raditaja skolotaju darba sniegumu visbitiskak paaugstinatu organizacijas kultiira
(89%), tam seko nefinansialais atalgojums (87%), finansialais atalgojums (75%)
un politika (8%). Autoresprat, butiskaki ir iepriekSminétie aprékini — Katra
apgalvojuma vid€jais svertais aritmétiskais raditajs, tadejadi, autore secina, ka
no darba snieguma ietekm@joSiem faktoriem skolotaju sniegumu visvairak
paaugstinatu: 1. finansialais atalgojums; 2. organizacijas kultlra;
3. nefinansialais atalgojums; 4. politikas klatbilitnes samazinasana.
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4.2. Skolotaju darba snieguma paaugstinasanas scenariju analize un
novértesana izglitibas nozares attistibai

Lai noteiktu, kur§ darba snieguma ietekmgjoSais faktors visbutiskak
paaugstinatu skolotaju sniegumu un kas biitu jadara, lai skolotaju darba sniegums
paaugstinatos, autore pielietoja hierarhiju analizes metodi (Saaty, 2007).
Hierarhiju analizes modeli (hierarhijas piramida) veido Cetri Itmeni: 1. Iimenis
— mérkis; 2. l[imenis — kriteriju grupas; 3. [imenis — vertesanas kriteriji (kriteriju
grupu intereses); 4. [imenis — alternativas mérka sasniegsana.

Hierarhiju analizes modelis (16. attgls) ir izveidots, pamatojoties uz autores
izveidota teorétiska ietvara atzinam, SVID analizi un balstoties uz skolotaju un
direktoru/ direktoru vietnieku aptaujas rezultatiem, kur autore aprékinaja abu
respondentu grupu vidgjo sveérto aritm&tisko raditaju patsvarus katram darba
snieguma ietekmgjusam faktoram un saaranzgja tos augosa seciba. Tadejadi, tika
noskaidrots, kuri autores izvirzitie apgalvojumi katra darba snieguma
ietekméjosa faktora visvairak paaugstina skolotaju darba sniegumu.

P&tijuma par kriteriju grupam hierarhiju analizes modeli, balstoties uz darba
veikto petijumu, tika izveletas Cetras kriteriju grupas: 1. finansialais atalgojums;
2. nefinansialais atalgojums; 3. organizacijas kultiira; 4. politikas klatbiitne.
Kriteriju grupu raksturojosie komponenti tika noteikti, pamatojoties uz autores
veikto aptauju rezultatiem. Modeli tika noteikts, ka pastav 5 alternativi scenariji,
kuri visi varétu but potenciali aktuali skolotaju darba snieguma paaugstinasanai.
Visi scenariji ir izstradati, balstoties uz skolotaju un direktoru/ direktoru
vietnieku aptaujas rezultatiem un diskusijam ar ekspertiem.

Ka eksperti darbojas pieci izglitibas nozares vadosie specialisti no dazadiem
Iimeniem. Katrs eksperts veica individualo ekspertvert§jumu 2-kartas
kvadratiskaja matrica, kas veidojas no salidzinamiem pariem j rindas un k
kolonnas visas kriteriju grupas.
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[1 . limenis Meérkis: skolotaju darba snieguma paaugstinasana }

2. limenis
Finansialais Nefinansialais Organizacijas Politikas
atalgojums atalgojums kultdira klatbiitne
3 limenic
6 kritériji 5 kriteriji 6 kriteriji 5 kritériji

4. limenis

1. scenarijs - japalielina valsts budzeta mérkdotacijas
finans&jums (zemakas ménesa darba algas likmes
palielinasana, papildu veicamo pienakumu apmaksa,
panildu atbalsta personala nodrosinasana)

2. scenarijs - elastiga un pieejama profesionala
parkvalifikacija un skolotaju vajadzibam atbilstosa
profesionala pilnveide

novertgjums par skolotaja darbu no darba devgja,

3. scenarijs - pozitiva atgriezeniska saite un darba
pasvaldibas. nolitikas veidotaiiem un sabiedribas

4. scenarijs - pozitiva un uz demokratiskiem
principiem balstita organizacijas darbiba

5. scenarijs - lémumi izglitibas iestadés un pasvaldibas
tiek pienemti, nemot véra izglitojamo un skolotaju
vaiadzibas. nevis balstoties uz populismu

Avots: autores veidots attels, balstoties uz skolotaju, direktoru/ direktoru vietnieku un ekspertu
viedokli, 2021
16. att. Skolotaju darba snieguma paaugstinasanas alternativu vértesanas

— s

kritériju hierarhija.

Piecu ekspertu veért€jumus apkopo, aprékinot katra vertgjuma aritmétisko
vidgjo un izkliedi. Izkliedi grafikos parada, izmantojot amplitiidu, t.i. ar
minimalam un maksimalajam katra konkréta vertejuma skaitliskajam vertibam.
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17. attela tiek atspogulots ekspertu vertgjums par krit€riju grupam, kas
visbiitiskak paaugstinatu skolotaju darba sniegumu.

0.70 0.59 0.70
A .
828 T g:ggmwd.aritm.
0.40 0.40 .
0.30 0.30 Vid.aritm.
0.20 0.15 015 920
0.10 | 4.0-‘11 + 2 010 Max.
0.00 w w w 0.00
Finansialais Nefinansialais Organizacijas  Politikas Min.
atalgojums  atalgojums kultiira klatbutne

Avots: autores veiktie aprékini, balstoties uz hierarhiju analizes rezultatiem
17. att. Skolotaju darba snieguma paaugstinasanas scenariju kritériju
grupu ekspertu vértéjums.

P&c 17. attéla raditajiem var secinat, ka kriteriju grupas eksperti ir vertgjusi
robezas no 0.11 lidz 0.59, ka prioritati nosakot finansialo atalgojumu (0.59).
Tomér par finansiala atalgojuma kritériju grupas svarigumu ekspertu vida bija
vislielaka nevienpratiba, jo starp skolotaju darba snieguma paaugstinasanas
scenarijiem, finansiala atalgojuma kriterijam ir vislielaka izkliede.

Nemot vera, ka eksperti ka prioritati noteica finansialo atalgojumu, tad
18. attela tiek analizeti “Finansiala atalgojuma” grupas kriteriji.

A
0.50 0.50
0.40 0.40
2
A A A 0.3
0.30 0.30
D.22
0.20 o 0.19 0.20
‘ 0.09
010 | | m |0 06 0.10
0.00 T T T T T 0.00
Skolotajam nav Skol&niem ar Izglitibas ~ Valsti noteikta Tiek Skolotajam nav
jastrada specialajam  iestadg tiek skolotaju nodro§inats  nepartraukta
vairakds  vajadzibam tiek apmaksati visi zemaka méne$amazaks skolénu spriedze par
izglitibas nodro§inats papildu darba algas skaits klasé izglitibas
iestades, lai nepiecieSsamais  veicamie likme tiek iestades
nodro§inatu atbalsta pienakumi  paaugstinata nakotni - tas
pilnu darba personals pastaveésanu
slodzi
o Vid.aritm. Max. Min. =Vid.aritm.

Avots: autores veiktie aprékini, balstoties uz hierarhiju analizes rezultatiem
18. att. Ekspertu vértéjums par “Finansialais atalgojums” Kritériju
grupas Kriterijiem.
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Visaugstak finansiala atalgojuma krit€riju grupa tiek vertets kriterijs “Valst1
noteikta skolotaju zemaka méneSa darba algas likme tiek paaugstinata” (0.32),
Sim kriterijam ir arT visaugstaka ekspertu vertgjumu izkliede. Gandriz uz pusi
atpalick skolotagju un direktoru/ direktoru vietnieku viens no visaugstak
novertetajiem kriterijiem “Skoléniem ar specialajam vajadzibam tiek nodro§inats
nepiecieSamais atbalsta personals” (0.19) (skat. 14. un 15. att.). Vismazaka
ekspertu vertgjumu izkliede bija krit€rijam “Skolotdjam nav nepartraukta
spriedze par izglitibas iestades nakotni — tas pastavésanu”, §is kritérijs finansiala
atalgojuma kriteriju grupa ir arT viszemak novertéts (0.06).

Pedgjais solis ir izanaliz&t ekspertu vért§juma rezultatus pec visiem 22
krit€rijiem. Izvertgjot visus kriterijus, visaugstak ir novertéts pirmais scenarijs
“Japalielina valsts budzeta mérkdotacijas finansgjums” (skat. 19. att.). Ekspertu
vertgjuma videja prioritates vektora koordinate ir 0.30.

0.40 0.40
0.35 0.35
40.30 A
0.30 I 025 0.30
0.25 - 0.25
0.20 0.20

’ 0.16 .16 :
0.15 40.13 & —Pd 0.15
0.10 | 0.10
0.05 0.05
0.00 T T T T 0.00

Japalielina valsts Elastiga un Pozitiva Pozitivaunuz Lémumi izglitibas
budZeta pieejama atgriezeniska saite demokratiskiem iestadés un
mérkdotacijas profesionala un darba principiem balstita pasvaldibas tiek
finansgjums  parkvalifikacija un noveértéjums par  organizacijas  pienemti, nemot
skolotaju skolotdja darbu no darbiba vera izglitojamo
vajadzibam darba devgja, un skolotaju
atbilstosa pasvaldibas, vajadzibas, nevis
profesionala politikas balstoties uz
pilnveide veidotajiem un populistiskiem
sabiedribas lémumiem
@ Vid.aritm. Max. Min. = Vid.aritm.

Avots: autores veiktie aprékini, balstoties uz hierarhiju analizes rezultatiem
19. att. Skolotaju darba snieguma paaugstinasanas scenariju veértéjums
péc visiem Kkriterijiem.

Pec 19. attéla datiem, otrais augstakais vértéjums ir 5. scenarijam “Lémumi
izglitibas iestadés un pasSvaldibas tiek piepemti, nemot véra izglitojamo un
skolotaju vajadzibas, nevis balstoties uz populistiskiem l€mumiem” (0.25) un ar
vislielako izkliedi. “Elastiga un pieejama profesionala parkvalifikacija un
skolotaju vajadzibam atbilstoSa profesionala pilnveide”, kas ir 2. scenarijs, ir
novertéts viszemak - tikai ar 0.13. Tomér, $aja scenarija ir bijusi otra lielaka
izkliede, kas norada uz ekspertu viedoklu atskiribu.
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Pétijuma nosléguma autore secina, ka visaugstak verteta scenarija realizacija
no ekspertu veértéjuma sevi icklauj finansiala atalgojuma komponentes —
skolotaju un direktoru/ direktoru vietnieku visaugstak vertéto nepiecieSama
atbalsta personala nodroSinaSanu skoléniem ar specialajam vajadzibam, visu
papildu veicamo pienakumu apmaksu, pilnas darba slodzes nodro$inasanu, ka ar1
ekspertu visaugstak verteto zemakas ménesa darba algas likmes palielinaganu. ST
attistibas scenarija realizacija nodroSinas visveiksmigako skolotaju darba
snieguma paaugstinasanos, jo Sobrid skolotaju darba snieguma paaugstinasanas
mehanismi nav pietiekoS§i motivgjosi un biitu uzlabojami, tadejadi veicinot
skolotaju darba snieguma paaugstinasanos.

GALVENIE SECINAJUMI

1. Terminam “atalgojums” Sobrid nepastav viennozimiga interpretacija. Autore,
pamatojoties uz padzilinatu teorétiskas literatiiras izpé&ti, piedava sekojosu
definiciju: “Atalgojums ir darbiniekam regulari izmaksdjama atlidziba par
darbu, un tas ietver darba algu un normativajos aktos, darba kopliguma vai
darba liguma noteiktas piemaksas, ka ari prémijas un jebkuru cita veida
atlidzibu saistiba ar darbu, ka art moralos stimulus - atzinibu, atbildibu un
lidzdalibu, attistibu un izaugsmi”.

2. Atalgojuma sist€tmu veido finansialais atalgojums (pamatalga, piemaksas,
prémijas, atvieglojumi un labumi), ka arT nefinansialais atalgojums (atziniba,
atbildiba un Iidzdaliba, attistiba un izaugsme).

3. Atalgojumam un darba samaksai ir dazadas nozimes. Darba Samaksu
skolotajiem veido:

e alga, kuras lielums ir atkarigs no darbaspeka pieprasijjuma un
piedavajuma komponentem. Darba alga ir darbinieka galvenais
pamatienakums, jo normativie akti nosaka tas minimalo apméru un darba
dev&jam ir pienakums to izmaksat regulari, un ta ir tieSi saistama ar
darbinieka pienakumu veikt darbu;

e piemaksas, kuras darbinieks sanem papildus darba algai, tiek izmaksatas
par papildu darbu un darbu Tpasos apstaklos. Skolotdjiem tiek izmaksatas
ar darba rezultatu saistitas piemaksas — par profesiju un amatu
apvienosanu, izpildamo darba veidu paplasinasanu, profesionalo
meistaribu, augstiem darba sasniegumiem,;

e prémijas, kas tieck maksatas papildus pamatalgai: apbalvojums, atziniba
par sasniegumiem darba. Prémija ir papildu atalgojums, kas atkarigs no
konkréta darbinieka pienacigas savu saistibu izpildes un darba
rezultatiem;
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e atvieglojumi un labumi, kas tiek nostiprinati normativajos aktos, darba
kopliguma vai darba liguma. Atvieglojumi ir paredz&ti, lai darbiniekam
atvieglotu darba veikSanu. Labumi ir paredzeti, lai padaritu darba
veik§anu pattkamu un komfortablu, atbalstitu darbiniekus viniem
svarigos dzives notikumos un veicinatu darbinieka motivaciju un lojalitati
darba devgjam.

Izglitibas nozarei ir raksturigi pilnigas konkurences tirgus nosacTjumi.
Sniegumu ietekmégjosie faktori ir motivacija, organizacijas kulttira, politika,
ka arT sp&as un prasmes. Izmantojot divas motivacijas pieejas, t.i. uz
faktoriem un teorijam balstitas, tiek pienemts, ka atalgojums ir darbinieku
darbibu motivgjosais faktors. Tiek definéts, ka darba snieguma ietekmgjosie
faktori ir finansialais atalgojums, nefinansialais atalgojums, organizacijas
kulttra un politikas klatbiitne. Tiek atzits, ka prasmju un zinasanu limenis art
ietekmé snieguma Itmeni, tomer §is petijums neietver So limenu izpéti: tiek
pienemts, ka skolotajiem tas ir neitrals.

Starptautiskas nozimes izglitibas nozarei saisto$os dokumentos tiek uzsverts,

ka tai ir janodroSina vienlidziga atlidziba par lidzveértigu darbu un

nediskrimingjosas atticksmes nozimiba. Savukart Latvijas planosanas
dokumentos tiek identificéti uzdevumi, lai novérstu nevienlidzibu, uzsvaru
lickot uz izglitibas sistémas reformu — pedagogu motivacijas sistémas
ievieSanu, pedagogu darba samaksas sist€émas uzlaboSanu vai jaunas darba
samaksas sistémas izstradi, nevienlidzibas novérSanu un regionu attistibu.

Latvijas normativo aktu ietvars un tam pakartotais finansé€Sanas kartiba

“Nauda seko skolénam” ir pretruna gan ar starptautisko dokumentu

uzstadijumiem, gan ar Latvijas attistibas planoSanas dokumentu

uzstadijumiem.

Izglitiba ir pakalpojums, un ta nodro§inasanai finans€jumu ik gadu pieskir no

valsts kopbudzeta. Latvijas valsts kopbudzeta izdevumi izglitibai 2018. gada

veidoja 5.8% no IKP. Salidzinot ar Baltijas valstim, 2018. gada lielakais
izglitibas finansgjums bija Igaunijai — 6.2% no IKP, bet Lietuvai — 5.8% no

IKP.

Izglitibas nozarei 2018. gada ir piektie augstakie budzeta izdevumi atbilstosi

funkcionalajam kategorijam — EUR 914 832 355 (t.sk. no pamatbudzeta

EUR 775492 041) jeb 10.0% no kopgjiem valsts konsolidétajiem

izdevumiem. Lielaka dala — EUR 389 256 459 jeb 50.2% no valsts

pamatbudzeta izdevumiem izglitibai tiek izlietoti vispargjas izglitibas

IstenoSanai. Vispargjas izglitibas programmas uzturéSanai no valsts

pamatbudzeta visvairak Iidzeklu novirziti 62. resoram “Merkdotacijas

pasvaldibam” — EUR 354 982 511 jeb 91.23% no kopgjiem izdevumiem.

Savukart 62. resora “Meérkdotacijas paSvaldibam” izdevumu lielakais
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patsvars (EUR 256 915 842 jeb 72.4%) tiek paredzéts pasvaldibu izglitibas
iestazu pedagogu darba samaksai un VSAOL

9. 2019. gada menesa videja bruto darba samaksa vispargjas valdibas sektora
straddjosiem ir EUR 1 055, kas ir par EUR 234 jeb 21% vairak neka izglitiba
stradajosajiem.

10. Latvija no 2015. — 2019. gadam izglitibas nozaré nodarbinato iedzivotaju
skaits ir samazinajies par 1% - 2019. gada izglitiba nodarbinato skaita
Tpatsvars ir 9.2% no visos saimnieciskas darbibas veidos nodarbinatajiem.

11.2019./2020. m.g. Latvija ir 180 jeb 31% vispargjas izglitibas iestades, kuras
skolénu skaits ir mazaks par 100. 2019./2020. m.g. ir butiski samazinajies
izglitibas iestazu skaits ar skolénu skaitu Iidz 100 skoléniem — par 51
izglitibas iestadi jeb 22%, salidzinot ar 2014./2015. m.g. Vairakums izglitibas
iestades, kuras macas Iidz 100 skoléniem, ir lauku skolas novadu pagastos,
kas perspektiva ietekmé€s to attistibu.

12. Globalas ekonomiskas lejupslides apstaklos, lai ietaupitu valsts budzeta
lidzeklus, no 2009. gada 1.septembra tika ieviesta finans€$anas Kartiba
“Nauda seko skolénam”, veicot atbilstoSos valsts budzeta grozijumus un
samazinot pasSvaldibam finans€jumu mérkdotacijam pedagogu darba
samaksai aptuveni par 50% (Ls 101 milj. (EUR 143.71 milj.)).

13. Skolotaju darba algas apmeéru ietekmé skolénu skaits izglitibas iestadg,
izglitibas pakapes koeficients, skolotaju likmju skaits, pedagogisko likmju
skaits.

14. Vispargjas izglitibas iestadés 2019./2020. m.g. macas par 6 817 skoléniem
jeb 4% vairak ka 2014./2015. m.g. Skolénu skaits 2019. gada ir palielinajies
Pierigas regiona (par 5 301 skoléniem jeb 16%) un Rigas regiona (par 5 997
skoléniem jeb 10%) attieciba pret 2014./2015. m.g, savukart lielakais
skolénu skaita samazinajums 2019./2020. m.g. ir Latgales regiona - par
2 575 skoléniem jeb 9% attieciba pret 2014./2015. m.g.

15. Latvija ir zema skolénu skaita pret skolotaju skaitu attieciba, kas ir saistita ar
mazu skolénu skaita piepildijumu klasgs, ka arT to ietekm& zemais iedzivotaju
blivums Latvija.

16. Latvijas demografiskas un socialekonomiskas situacijas konteksta
skolotajiem novados ar mazu skolénu skaitu nepietiek ar valsts apmaksato
likmju skaitu, lai nodrosinatu, ka tiek tarificétas un apmaksatas stundas pargjo
pienakumu veikSanai - darbu laboSanai, gatavoSanas nodarbibam,
individualajam darbam ar skoléniem un klases audzinasanai, kas rezultata
ietekmé skolotaju ménesa darba algu.

17. Lai 1stenotu izglitibas programmu (apmaksatas kontaktstundas), sakumskola
nepiecieSsama 5.1 likmes, pamatskola - 8.43 likmes un vidusskola - 12.03
likmes. P&c 2019. gada 15. novembra VIIS tarifikacijas datiem Latvija ir 103
vispargjas izglitibas iestades - 81 pamatskola, 17 sakumskolas wun 5
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vidusskolas, kuras ir nepietickams valsts mérkdotacijas finans€jums, lai
skolotajiem apmaksatu kontaktstundas. ST probléma galvenokart ir
attiecinama uz novadu pagastu pasvaldibu izglitibas iestadém, jo 99 atrodas
to teritorija.

18. Latvijas izglitibas politikas konteksta izmantotajam terminam “maza
izglitibas iestade” Sobrid nepastav viennozimiga interpretacija. Balstoties uz
veikto datu analizi, autore piedava savu definiciju: “Maza izglitibas iestade —
izglitibas iestade, kura ar valsts pieskirto likmju skaitu nevar nodrosinat
izglittbas programmas izpildi jeb apmaksat skolotajiem kontaktstundas”.

19. Finansé$anas modela istenoSanas rezultata tick apdraudéta Latvijas lauku
skolu pastavésana, jo novadi ir spiesti izglitibas iestades likvideét. Novadu
pagastu izglitibas iestades ir jasaglaba un, lai tajas buitu motivéti stradat
labakie specialisti un jaunie skolotaji, kuri nesen pabeigusi studijas, ir
jamekle atSkirigs finanseéSanas modelis vai jauzlabo esoSais, iestradajot
mehanismus, kas izlidzina nevienlidzibu starp izglitibas iestadem ar lielu
skolénu skaitu un mazu skolénu skaitu. Igaunija jaunajiem skolotajiem, kuri
pec studijam izvelas stradat arpus Tallinas un Tartu pilsétam, valsts izmaksa
finansialu stimulu EUR 12 728 apméra ar noteikumu, ka jaunais skolotajs
izveletaja izglitibas iestade strada piecus gadus vai ilgak, lai mudinatu vinus
stradat mazpilsétas un lauku apvidos.

20. Sabiedriba veidojas nepareizs prieksstats par skolotaja zemako ménesa darba
algu, jo normativaja akta noteikta zemaka ménesa darba likme ir par 30 darba
stundu nedélu. Sis faktors nelauj skolotdja profesijai kliit par pievilcigu
karjeras izveli un pazemina skolotaja profesijas prestizu sabiedriba. Skolotaji,
kuri vispargjas izglitibas iestades strada normalo ned€las darba laiku — 40
stundas nedéla jeb 1.33 likmes, pamatojoties uz MK noteikumos noteikto
zemako ménesa darba algas likmi — EUR 790 ménest 2020./2021. m.g. sanem
ne mazak par EUR 1 053.33.

21.Vidgja algas likme paSvaldibu vispargjas izglitibas iestadeés Latvija
2019./2020. m.g bija EUR 860.19 par darba slodzi 30 stundas nedgla, un ta ir
palielinajusies vidgji par EUR 87.66 jeb 11%, salidzinot ar 2016./2017. m.g.
Rigas regiona stradajosiem skolotdjiem 2019./2020. m.g., salidzinajuma ar
pargjiem regioniem ir augstaka videja darba alga (EUR 923.71 par likmi),
zemaka Latgales regiona (EUR 798.80 par likmi). Tadejadi Latvijas regionos
ir liela diferenciacija skolotaju darba alga par likmi, skolotajiem netiek
nodrosinats vienlidziga, taisniga un motivéjosa darba alga.

22.Skolotajiem ir iesp&ja sanemt piemaksu katru ménesi, ja ir ieglita kada no
pedagogu profesionalas darbibas kvalitates pakapeém. Piemaksas apmérs ir
atkarigs no izglitibas iestadei pieskirta piemaksu fonda apjoma. Skolotaju
piemaksu fonda apjoms ir atkarigs no skolénu skaita izglitibas iestades -
samazinoties skolénu skaitam, samazinas gan skolotaju darba algas fonds,
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23.

24,

25.

26.

27.

28.

gan piemaksu fonds. Ja no aprékinatas valsts budZeta mérkdotacijas pietiek
finansgjums, tad piemaksas ir iesp&ja sanemt arT par papildus pedagogisko
darbu.

Prémijas skolotajiem var pieskirt, nemot vera gan personisko darba
ieguldijumu, gan izmantojot ietaupito valsts budzeta mérkdotaciju, gan no
pasvaldibas Iidzekliem.

Skolotajiem atvieglojumi un labumi tiek nodroSinati no pasSvaldibas
finans€juma, ja tas noteiktas argjos normativajos aktos vai ari pasvaldibu
saisto$ajos noteikumos, ka arf ir iesp&ja tos sanemt no LIZDA, ja skolotajs ir
tas biedrs - ta ir brivpratiga izvéle.

P&c skolotaju aptaujas rezultatiem, kura piedalijas 603 vispargjas izglitibas
iestadeés stradajosie skolotdji, vairak ka puse respondentu visos Latvijas
regionos noradija, ka vinu pasreizgja darba samaksa ir nepietiekama, lai
nodro§inatu gimenes pamatvajadzibu apmierinasanu. Lai segtu izdevumus,
visbiezak skolotaji palaujas uz saviem gimenes locekliem vai strada papildu
darbu, kas nav skolotaja darbs.

603 skolotaju un 121 direktora/ direktora vietnieka aptaujas rezultati liecina,
ka no darba snieguma ietekmé&josiem faktoriem skolotaju darba sniegumu
visvairak paaugstinatu finansiala atalgojuma pilnveide, kam péc svariguma
seko organizacijas kultiras izpausmes veidu pozitivas parmainas,
nefinansiala atalgojuma sistémas komponentu pilnveide, un par mazaku
svarigu tika atzita politikas klatblitnes samazinasana.

Pamatojoties uz aptaujas rezultatiem, skolotdji un direktori/ direktoru
vietnieki ir vienispratis, ka skolotaju darba sniegumu visvairak paaugstinatu
finans€Sanas kartibas “Nauda seko skolénam” uzlabojums - skoléniem ar
specialajam vajadzibam tiktu nodro$inats nepiecieSamais atbalsta personals
(pedagoga paligs, specialais pedagogs, logop€ds, psihologs). Ka otrs
svarigakais skolotaju darba snieguma paaugstinaSanas faktors tika atzits
finans€Sanas kartibas “Nauda seko skolénam” uzlabojums - nebutu jastrada
vairakas izglitibas iestadés, lai nodroSinatu pilnu darba slodzi. Tadgjadi
autores empiriskaja p&tjjuma tika konstatéts, ka finansialais atalgojums ir
galvenais skolotaju darba snieguma ietekmgjosais faktors. No finansiala
atalgojuma komponentém visbiitiskak skolotaju darba sniegumu paaugstina
pamatalga — finansé8anas kartibas “Nauda seko skolénam” radito seku
novérsana Latvijas regionos.

83% no skolotajiem norada, ka no nefinansiala atalgojuma sist€mas
komponentém vinu darba sniegumu visbiitiskak paaugstinatu, ja darba devéjs
nodros§inatu nepiecieSamas profesionalas attistibas iesp&jas, savukart 94% no
direktoriem un direktoru vietniekiem uzskata, ka to paaugstinatu, ja darba
devejs uzslavetu vai izteiktu mutisku pateicibu kolektiva vide.
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29. Attiectba uz organizacijas kultiiras aspektiem gan skolotaji (87% no
respondentiem), gan direktori/ direktoru vietnieki (97% no respondentiem)
uzskata, ka skolotaju darba sniegumu visbiitiskak paaugstinatu, ja izglitibas
iestade biitu kopiga parlieciba, ka m&s esam komanda.

30. Skolotaju un direktoru/ direktoru vietnieku aptaujas rezultati parada, ka
izglitibas iestad€s nav noveérojama izteikta politiska klatbiitne un tas ietekme
neviena no Latvijas regioniem. Visbiezak - 19% no skolotajiem norada, ka
vinu darba sniegumu visbutiskak paaugstinatu, ja prémijas sadales kriteriji
bitu skaidri un visiem saprotami, savukart 17% no direktoriem un direktoru
vietniekiem uzskata, ka to paaugstinatu, ja nozimiga loma nebtu politiskajai
piederibai (pieméram, skolas attistibai, pasvaldibas finans€juma pieskirSana
u.c.).

31.Par piemerotako attistibas scenariju no pieciem scenarijiem, savstarpgji
izvertejot hierarhiju analiz€ izvirzitos kriterijus, eksperti par piemerotako
atzina scenariju “Japalielina valsts budzeta merkdotacijas finans€jums”, kas
sevl ieklauj finansiala atalgojumam komponentes - zemakas ménesa darba
algas likmes palielinasanu, papildu veicamo pienakumu apmaksu, papildu
atbalsta personala nodroSinasanu. P&c ekspertu vert§juma ST attistibas
scenarija Tstenosana spétu visefektivak veicinat skolotaju darba snieguma
paaugstinaSanos Latvijas regionos.

32. Pamatojoties uz autores veiktajiem pé&tijumiem, kuri tika aprobéti darba
izstrades laika, izvirzita hipotéze - skolotaju darba snieguma paaugstinasanos
Latvijas regionos ietekmé vairaki faktori, bet finansialais atalgojums ir
svarigakais - ir apstiprinajusies.

PROBLEMAS UN TO RISINAJUMI

1. problema. Ekonomikas un vadibzinatnu nozaru zinatniskaja literatira un

ikdienas sazina, t.sk. [ZM komunikacija ar skolotajiem, izmantotie termini

“atalgojums” un “darba samaksa” tiek biezi interpret€ti neviennozimigi un

uzskatiti par sinonimiem.

Priekslikumi problémas risinasanai

e LR Saeimai

o Saeimas Socialo un darba lietu komisijai iesniegt Saeima likumprojektu

“Grozijumi Darba likuma”, lai politikas veidoSanas ITmen1 Latvija biitu
vienota un skaidra izpratne par atalgojuma jédzienu, jo “darba samaksa” ir
finansialais atalgojums, bet “atalgojums” ir plasaks - ietver gan finansialo
atalgojumu, gan nefinansialo atalgojumu.
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e LR Izglitibas un zinatnes ministrijai
o Visu limenu studiju programmu studiju kursu “mikroekonomika” un
“makroekonomika” ietvaros precizét jédzienu ‘“darba alga”, “darba
samaksa” un “atalgojums” saturu.

2. probléma. LR planoSanas dokumentu p&ctecibas nodrosinasana Sobrid pastav

nepilnibas un pretrunas.

Priekslikumi problémas risinasanai

e Parresoru koordinacijas centrs

o Uzraudzit, lai normativo aktu ietvars nebiitu pretruna ar starptautisko

dokumentu uzstadijumiem, jo ANO Vispargja cilvektiesibu deklaracija,
SDO Konvencija Nr. 110 “Par vienlidzigu atlidzibu”, SDO Konvencija Nr.
111 “Par diskriminaciju darba un nodarbosanas joma”, Eiropas Sociala
harta, ANO Pakta par ekonomiskajam, socialajam un kultiiras tiestbam, ES
Ilgtspgjigas attistibas stratégija, Stratégija Eiropa 2020, ANO ilgtsp&jigas
attistibas programma 2030. gadam” uzsvars ir uz vienadu atlidzibu par
lidzvertigu darbu un nevienlidzibas mazinaSanu, bet Latvijas attistibas
planosanas dokumentos - Latvijas izaugsmes modeli “Cilvéks pirmaja
vieta”, Latvijas ilgtsp&jigas attistibas stratégija 2030. gadam, NAP2020,
IAP 2014.-2020. gadam, Deklaracija par Artura Krisjana Karina vadita MK
ieceréto darbibu un NAP2027 - uzsvars ir uz konkrétam darbibam, lai
noverstu nevienlidzibu un diskrimingjoSu attieksmi darba tirgii — ieviest
skolotaju kvalitates, darba algas un motivacijas sistému, sakartot darba
samaksas sistemu, kas sekmétu jauno skolotaju vecuma Iidz 29 gadiem
piesaisti izglitibas nozarei un paaugstinatu skolotaju profesijas prestizu,
ieviest jaunu skolotaju darba samaksas modeli, IpaSu atbalstu nodrosinot
mazajam lauku skolam.

3. probléma. Skolotaju darba samaksas finans€Sanas kartiba ‘“Nauda seko
skolénam” biezi nesp&j nodrosinat taisnigu un motivéjosu darba algu vispargjas
izglitibas iestadés Latvijas regionos.
Priekslikumi problémas risinasanai
e LR Izglitibas un zinatnes ministrijai
o Lai sabiedriba neveidotos nepareizs prieksSstats par skolotaju darba algas
lielumu, ka arT lai skolotaju zemaka meéneSa darba algas likme biitu
salidzinama un objektiva attieciba pret citam tautsaimniecibas nozarém,
grozit MK noteikumu 32.1. punktu un 3. pielikuma Nr.p.k. 1, nosakot, ka
skolotaja darba slodze, kas atbilst vienai ménesa darba algas likmei, ir 40
darba stundas nedgéla esoso 30 darba stundu vieta.
o Palielinat MK noteikumu Nr. 445 1. pielikuma 4. tabula noteikto skolotaju
zemako ménesa darba algas likmi proporcionali skolotaja darba slodzei - uz
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2021. gada 1. janvari MK noteikumos Nr. 445 skolotaja zemaka ménesa
darba algas likme par 30 stundu darba ned€lu ir noteikta EUR 790, kas ir
japalielina uz EUR 1 053.33.

Lai sabiedriba butu izprotams skolotaju darba algas lielums, MK
noteikumos Nr. 445 mainit “zemaka ménesa darba algas likme” uz “zemaka
ménesa darba alga”.

Lai visu regionu skolotajiem neatkarigi no izglitibas iestades atraanas
vietas tiktu apmaksati visi papildu veicamie pienakumi (darbu labosana,
gatavoSanas nodarbibam, individualais darbs ar skoléniem, klases
audzinasana), MK noteikumos Nr. 445 ir jabut noteiktam konkr&tam
kontaktstundu skaitam un stundu skaitam papildu pienakumu veik$anai.
Atbilstosi MK noteikumu Nr. 447 izstradatajam aprékinam finansg€jumu
“iezZimét” darba algas likmei un papildu pienakumu veikSanai.

Prastt valdibai papildu finansgéjumu valsts budzeta mérkdotacija skolotaju
zemakas meneSa darba algas likmes palielinaSanai - tai ir jabut
konkurétspgjigai ar videjo darba algu, ko sanem valsts sektora nodarbinatie,
ka arT tai ir japiesaista topoSos skolotajus un javeicina profesijas prestiza
paaugstinasanas.

Lai skolotajiem nodro§inatu motivaciju un stimulu, izstradat zemakas darba
algas ITmenus, ievieSot profesionalos ITmenus: virziba uz skalas augSpusi
nemt vera darba stazu, profesionalas kompetences pilnveidi, skolotaju
ieguldijumu izglitibas iestades attistiba (t€la veidoSanda) un kvalitates
novertésSanu.

Finansgjumu pedagogu profesionalas darbibas kvalitates pakapem integret
zemakaja menesa darba alga un noteikt to ka vienu no skolotaju darba algas
[imeniem.

Lai palielinatu mérkdotacijas apjomu novadu pagastos ar mazu skolénu
skaitu un samazinatu darba algas nevienlidzibu starp dazada lieluma
izglitibas iestadém, MK noteikumos Nr. 447, aprékinot pedagogisko likmju
skaitu izglitibas iestadei, palielinat noteikto koeficientu grup&jumu norméta
skolénu skaita attiecibai pret vienu pedagoga ménesa darba likmi,
pamatojoties uz blivuma koeficientiem republikas pilsétas un novados,
tadejadi palielinot attiecibu Rigai un Pierigai, bet samazinot mazajam
izglitibas iestadeém.

Nosakot norméto skolénu skaitu 1.—6. klasg, ja skolénu skaits sakumskola
ir 70 skolénu vai mazak, MK noteikumos Nr. 447 noteikt koeficientu 1.25
tikai to novadu izglitibas iestadeém, kuras ir zems skolénu skaits uz vienu
kvadratkilometru.

Lai jaunie skolotaji p&c absolvéSanas biitu motiveti stradat novadu pagastu
mazajas izglitibas iestades, iesniegt valdibai apstiprinasanai motivésanas
sistémas planu, kas izstradats kopa ar socialajiem un sadarbibas partneriem.
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Latvijas Izglitibas un zinatnes darbinieku arodbiedribai

o Vienureizi gada (uz 15. novembri) veikt datu analizi, pamatojoties uz VIIS

datubazg pasvaldibu apstiprinatajiem vispargjo izglitibas iestazu
tarifikacijas datiem, lai parliecinatos, ka skolotaji par vienadu darba slodzi,
stradajot viena izglitibas iestade, sanem Iidzvertigu darba algu.
Veikt pilnveidotas skolotaju darba samaksas finans€Sanas kartibas
aprobaciju (vairakam izglitibas iestadém, kuras atSkiras péc licluma
(izglttojamo skaits), atraSanas vietas (republikas pilséta, Pieriga, novads),
izglitibas pakapes (sakumskola, pamatskola, vidusskola) un veida
(gimnazija), aprékinat mérkdotacijas apjomu pie §1 briza un pie pilnveidotas
finanséSanas kartibas), lai nepielautu, ka kada no Latvijas novadiem/
republikas pilsétam skolotajiem tiktu samazinata darba alga.
Lai informé&tu skolotajus par arodbiedribas paveikto un aktualo skolotaju
aizstaviba gan valsts, gan paSvaldibas, gan izglitibas iestades Iiment,
aktivak izmantot dazadus informacijas kanalus — majaslapu, Facebook
kontu (gan LIZDA, gan arodorganizaciju), Instagram kontu (gan LIZDA,
gan arodorganizaciju), e-pastu  (nositot katram biedram un
pirmorganizacijai, ka ar1 izglitibas iestadém, kuras nav arodbiedriba),
tadgjadi veicinot jaunu biedru piesaisti, skolotaju pilsonisko Iidzdalibu un
iesaisti savas profesijas attistiba.

Pasvaldibam

o Personai, kura atbilstosi pa$valdibu apstiprinatajai kartibai “Kartiba, kada

pasvaldiba sadala valsts budzeta mérkdotaciju izglitibas iestadém un veic
tas izlietojuma uzskaiti un kontroli” apstiprina izglitibas iestazu
tarifikacijas, parliecinaties, ka skolotdju darba algas likme skolotajiem tiek
noteikta pec vienlidzigiem principiem.

Direktoriem

o Reizi gada (pirms izglitibas iestades tarifikacijas apstiprinaSanas) organizet

visu pedagogu kopsapulci, kura informét par tarifikacijas sadales kartibu,
lai nodrosinatu, ka skolotaju darba algas likme, tarificétas papildu veicamo
pienakumu stundas un prémijas sadales kritériji biitu skaidri un saprotami
visiem skolotgjiem. Bt atvértiem péc nepieciesamibas, un, ja skolotdjam ir
jautajumi par ikménesa tarifikacijas lapu, paskaidrot principus.

4. problema. Latvija skolotaju darba sniegumu paaugstinaSanas mehanismi nav
pietiekosi motivejosi un butu uzlabojami, tadejadi veicinot skolotaju darba
snieguma paaugstinasanos.

Priekslikumi problémas risinasanai

Politikas veidotajiem

o Saeimas deputatiem, Saeimas Izglitibas, kultiiras un zinatnes komisijai, ka

arT IZM masu medijos un socialajos tiklos vairak atspogulot izglitibas
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sistémas sasniegumus, skaidrot skolotaja darba nozimigumu, tadejadi
nodroSinot pozitivu atgriezenisko saiti un darba novértgjumu par skolotaja
darbu.

e LR Izglitibas un zinatnes ministrijai

o Papildinat MK noteikumus Nr. 447, iestradajot papildu koeficientus
normeta skolénu skaita attiecibai pret vienu pedagoga ménesa darba likmi,
un mainit esosos koeficientus, nosakot paaugstinatu koeficientu norméto
skolénu skaitam 1.—6. klas€ tikai to novadu izglitibas iestadem, kuras ir
zems skolénu skaits uz vienu kvadratkilometru, tadejadi novérSot liclo
diferenciaciju starp Latvijas regionu izglitibas iestad@s stradajoso skolotaju
darba algam par likmi un papildu veicamo pienakumu apmaksu.

o Mainit MK noteikumu Nr. 447 7.2. punktu, palielinot koeficientus skolénu
skaitam, kas apgust specialas izglitibas programmas specialas izglitibas
klasgs vai tiek ieklauti vispargjas izglitibas iestades, tadejadi prastt valdibai
papildu finans€jumu valsts budzeta mérkdotacijai, lai izglitibas iestadém,
kuras macas skoleéni ar specialajam vajadzibam, tiktu nodro$inats
nepiecieSamais atbalsta personals (pedagoga paligs, specialais pedagogs,
logopéds, psihologs).

o Lai skolotajiem nebiitu jastrada vairakas izglitibas iestades, lai nodrosinatu
pilnu darba slodzi, IZM sadarbiba ar pasvaldibam un izglitibas iestades
direktoriem reizi gada apzinat, prognozet un monitorét izglitibas iestazu
turpmakas vajadzibas péc atbilstoSajam vakanceém, un apzinat skolotaju
vajadzibas péc profesionalas parkvalifikacijas visa Latvija, tadejadi
nodrosinot elastigu un skolotajiem pieejamu profesionalo parkvalifikaciju
un skolotaju vajadzibam atbilstosu profesionalo pilnveidi.

e Latvijas Izglitibas un zinatnes darbinieku arodbiedribai

o Izmantojot dazadus informacijas kanalus, arodorganizaciju priekSsédetajus
un pirmorganizaciju priekSsédetajus, veicinat jaunu biedru piesaisti, lai
nodro$inatu skolotaju pilsonisko lidzdalibu un iesaisti savas profesijas
attistiba.

e Pasvaldibam

o Sagatavojot ikgadgjo pasvaldibu budzetu, sadala “algu fonds” paredzet
papildu finansjumu skolotaju préméSanai par personisko darba
ieguldijumu.

o Republikas pilsétu un novadu pasvaldibu Domes s€d@s ieklaut jautajumu
par Valsts un pasvaldibu institliciju amatpersonu un darbinieku atlidzibas
likuma attiecinaSanu ar1 uz skolotgjiem, lai novérstu diskrimingjosu
attieksmi vienas izglitibas iestades ietvara.

o Lai veidotu pozitivu, uz cienu balstttu komunikaciju un noveértétu skolotaja
darbu, celtu profesijas prestizu, izmantot plassazinas Iidzeklus un socialos
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tiklus, informg&jot, skaidrojot un populariz€jot katras izglitibas iestades
stipras puses un skolotaju darba nozimigumu viet€jai kopienai.

o Divas reizes gada paSvaldibu deputatiem tikties ar izglitibas iestazu
skolotajiem, tadejadi veidojot uz sadarbibu verstu profesionalu vidi
izaicindjumu risinasanai, ar kuriem izglitibas iestades sastopas sava
ikdiena, un sniegt nepiecieSamo atbalstu, lai [@mumi pasvaldibas tiktu
pienemti, nemot vera izglitojamo un skolotaju vajadzibas, nevis balstoties
uz populistiskiem lémumiem.

e Direktoriem

o Divas reizes gada organizet visu skolotaju kopsapulci, kura nodrosinat
vienlidzigu, sistematisku un plasaku visu pusu iesaisti skolas jautajumu
risinasana, dot iesp&ju skolotajiem brivi izteikties, ieklausities un atbildét
uz jautajumiem, lai nodro§inatu pozitivu un uz demokratiskiem principiem
balstttu izglitibas iestades darbibu.

o Ikdiena veidot savstarpgjo komunikaciju, atrodot veidus, kados veicinat
apzinu, ka “mes esam komanda”, izglitibas iestadeé stradajosiem
skolotajiem.

o Izvertet esoSo situaciju un kopigi kolektiva planot iesp&jamo darbibu, lai
ripétos par labu mikroklimatu (ciena, uztic€Sanas, vienotiba, saliedétiba)
skolotaju kolektiva.
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INTRODUCTION

Modern advanced education systems set far-reaching goals for all educatees,
focusing on both the quality of education and equal access to it (Schleicher,
2014). This helps to shape the future of the country. A thriving education system
enables any educatee to develop as an individual and contributes to economic
growth and social wellbeing. Education policy should be as effective as possible
to raise the quality of education for all educatees, regardless of the region in
which they live.

In June 2021, the national government of Latvia approved the Education
Development Guidelines (EDG) for 2021-2027. The guidelines have set an
overarching goal for education development to provide high-quality education
opportunities to all residents of Latvia in order to promote the development and
realization of their potential throughout their lives and build up their ability to
change and responsibly manage constant changes in society and the economy.
This document sets the objectives of developing the education system and sets
out the guidelines for their achievement, as well as corresponding performance
targets and expected policy results. The guidelines are particularly relevant in the
context of regional development. One of the objectives is to develop highly
qualified, competent and excellence-oriented educators and academic staff. The
objective involves the training, professional development and growth of
educators and academic staff, as well as their motivation (Par Izglitibas
attistibas..., 2021). In the opinion of the author, achieving this objective is
especially important in the regions of Latvia where young professionals are less
motivated to build their careers. Educators are in the focus of reform efforts.
Although many exogenous factors affect educational attainment, e.g. poverty and
other unfavourable conditions, which are particularly prevalent in economically
disadvantaged regions, one of the main drivers of learning and educational
attainment is the educator (Hanushek and Rivkin, 2012). Educators have a direct
influence on their educatees’ learning outcomes. The quality of education is
measured by learning outcomes. The Organization for Economic Cooperation
and Development (OECD) and other international organizations provide criteria
for any country to compare its performance with that of other countries. Since
1998, Latvia has been participating in a study by the OECD Programme for
International Student Assessment (PISA), which measures 15-year-olds’ ability
to use their reading, mathematics and science knowledge and skills and compares
it across OECD member countries and partner countries. Latvia also participates
in other international studies, including the Progress in International Reading
Literacy Study (PIRLS) and the Trends in International Mathematics and Science
Study (TIMSS). At national level, the Atis Kronvalds Foundation publishes
annual school rankings based on educatee performance in national and open
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Olympiads, as well as in research paper contests. Every year, the Friendly Call
Foundation honours the best secondary schools in Latvia, whose rankings are
based on their educatee performance in centralized examinations: Latvian,
mathematics, English, science and history. Thus, educational institutions that
employ educators who perform their work at high quality and perform well, and
educational institutions with teachers who should improve their performance are
identified based on their educatees’ performance. In the opinion of the author,
high-quality teaching is essential to improve educatee performance not only in
guantitative terms but also in aspects that are difficult to measure, e.g. the transfer
of ideas, the provision of an effective learning environment, the promotion of
good educator-educatee relations and cooperation with colleagues and parents.
The government of Latvia acknowledges that the education system will improve
only if it is able to attract and retain high-quality educators in the profession,
especially in the regions of Latvia, by paying adequate remuneration and
investing in their professional development.

The low remuneration of teachers has been one of the most important
problems in Latvia since the restoration of independence, as it is the most
important prerequisite for meeting the basic needs of every person and one of the
factors that determines the attitude towards the work done and its quality.
Remuneration is also one of the factors affecting the supply of teachers. The
remuneration of teachers in Latvia is low compared with the international level,
and there is a significant gap in remuneration compared with the national
average. The remuneration of teachers indicates the status of this profession in
society. If remuneration is attractive enough, i.e. competitive with other most
demanded and relatively well-paid professions, this can help to attract the best
graduates to the profession. The prestige of the profession, working conditions
and opportunities for professional development contribute to attracting and
retaining good teachers (OECD, 2011).

The teacher profession has long been in the public spotlight, highlighting
challenges to education system reforms, the need to raise the quality of education
and the efficiency of the education system. One of the most important issues in
this discourse is remuneration, quality and performance. Requirements for the
teacher profession grow and become more complex. In contrast, financial
remuneration is not adequate in view of current economic changes. This problem
is especially pronounced in the schools located in the regions of Latvia. Since
2009, when the remuneration of teachers was set according to the funding
principle “Money follows the educatee”, there has been a large differentiation in
teacher remuneration rates between educational institutions with large, medium
and small numbers of educatees. The fact that the teacher remuneration system
does not ensure a motivating and fair salary is confirmed by the dissatisfaction
of teachers with their remuneration for a full-time equivalent (FTE) workload.
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Teachers tend to go on strike and picket to express their dissatisfaction with their
low remuneration. However, the government demands to increase the quality of
education along with any increase in remuneration, so that the remuneration is
always linked with the quality of education. As the dissatisfaction of teachers
increases, the consequences might cause a threat not only to the education sector
but also to the economic and public sectors in Latvia in the future. Accordingly,
the author wants to identify factors affecting the performance of teachers and,
consequently, the quality of education and whether increasing remuneration is
the only solution to improve the performance of teachers, or whether other
measures should be taken to improve the performance of teachers in educational
institutions located throughout Latvia. The results of the present research will
make a significant contribution to education development in the future,
especially now that a “Working Group for Improving the Teacher Remuneration
System” was established on 19 October 2020 by the order of the Ministry of
Education and Science (MES).

The author of the doctoral thesis has been working in the field of education
for ten years and has gained work experience in improving the teacher
remuneration system, as well as regularly involved as an expert in MES working
groups and as a speaker at municipal annual educator conferences in Latvia. The
experience has encouraged the author to examine in depth the problems of
remuneration and performance of teachers in educational institutions in the
regions of Latvia and has determined the choice of this topic for the doctoral
thesis.

To examine the aspects of remuneration, the author used findings by both
foreign researchers (M. Armstrong, J. Trevor, DZ.F. Stenleiks, E.E. Lawler III,
H. Murlis, E.P. Lazear, M. Gibbs, R.G. Ehrenberg, R.S. Smith, Dz.E. Stiglics,
Dz. Drifils, J. Thompson, S.De. Gieter, J. Hofmans, D. Jensen, B. Nelson, J.
Pfeffer, S. O’Neil) and national researchers (R. Skapars, A. Jaunzems, R.
Karnite, M. Volodina, M. Dzelmite). To examine the aspects of performance of
teachers, the author used theoretical findings by mostly foreign researchers (M.
Armstrong, H. Murlis, M.W. Meyer, E.E. Lawler 11, V.H. Vroom, G. Milkovich,
J. Newman, W. McCourt, D. Eldridge, M.D. Said, G. Clark, E.M. Berman, G.
Bouckaert, J. Halligan, G. Boyne. M. O'Donnel, M. Turner, C. Helm).

The research object — causal associations between the financial and non-
financial remuneration of teachers and their performance, while the research
subject is the impacts of financial and non-financial remuneration of teachers on
their performance in the regions of Latvia.

The present research could not update all changes in the processes analysed
for the same period, as the latest data available in local and international
statistical databases were given for different years.
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Among all the kinds of education in Latvia, the author examined general
education (day schools), among education levels — primary education
(elementary schools and primary schools) and secondary education (secondary
schools and gymnasiums delivering general education curricula), where the
remuneration of teachers comes from national government budget earmarked
grants. The research focused on general education curricula. The research period
was the school years 2014/2015-2019/2020.

The following hypothesis was put forwards: there are several factors that
increase the performance of teachers in the regions of Latvia, but the financial
remuneration is the most important of them.

The aim of the doctoral thesis is to assess the financial and non-financial
remuneration of teachers in general education institutions in the regions of Latvia
and develop proposals for increasing the performance of teachers. The following
specific research tasks were set to achieve the aim:

1. To examine the theoretical aspects of financial and non-financial remuneration

and performance of teachers;

2. To give insight into the education sector as well as the place and role of those

employed in it in the economy of Latvia,;

3. To identify the principles of remuneration of teachers in general education

institutions, the factors influencing the remuneration and their role in

development of the regions of Latvia;

4. To identify the factors influencing the performance of teachers in general

education institutions in the regions of Latvia and develop proposals for

increasing it.

The research employed a number of methods.

e General scientific research methods:

o monographic and descriptive, which allowed giving a detailed idea of the
problem researched from the theoretical perspective based on an
extensive review of the relevant scientific literature;

o graphical — the application of it helped to clearly and effectively identify
associations between and changes in the phenomena related to the
research object;

o analysis and synthesis — separate elements of the research object were
combined into a single system, thereby examining their interconnections.

e A sociological research method — surveying — was employed to identify the
opinions of teachers and principals/deputy principals about the factors
influencing the performance of teachers.

e Statistical analysis methods — descriptive statistics (absolute, relative and
average values, coefficients of variation) and time series analysis (annual
change, absolute change) — were employed to analyse socio-economic
indicators and factors influencing the remuneration of teachers.
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The Analytical Hierarchy Process (AHP) was employed to process expert
survey data and make a decision on the most effective scenarios for
increasing the performance of teachers in Latvia, calculating the values of
priority vectors, the coherence ratio and the average values.

The strategic management research method — SWOT analysis — was used to
explicitly assess the funding principle “Money follows the educatee” or the
financial remuneration of teachers.

To conduct the research, the author used national and European Union (EU)

legal documents, relevant scientific literature from the Scopus, EBSCO and
ScienceDirect databases, information available on the websites of the Ministries
of the Republic of Latvia: the Ministry of Finance (MoF) and the Ministry of
Welfare (MoW), data from the National Education Information System (NEIS)
database, the Central Statistical Bureau (CSB) of Latvia, the EU Statistical Office
(Eurostat) and Eurofound, as well as data from certain European statistical
offices and ministries of education, relevant research papers and scientific
publications in Latvian and English.

Scientific significance and novelties of the research

1.

2.

The national theoretical research basis has been supplemented with the
problems of labour demand and supply at macro, micro and regional level.
For the first time in Latvia, an original and detailed research study on the
factors influencing the performance of teachers broken down by region of
Latvia has been carried out.

The terms “remuneration” and “small educational institution” have been
identified and defined more accurately.

Factors influencing the procedure of remuneration of teachers in Latvia have
been identified, grouped and presented, incl. broken down by region,
city/municipality and educational institution, based on theoretical and
practical research studies.

Factors influencing the performance of teachers have been identified,
examined and described.

The research identified economic and social problems in the regions of Latvia
after introducing the procedure of remuneration of teachers.

The literature review revealed a link between remuneration and performance,
and a practical study examined whether the remuneration of teachers was a
motivating or demotivating factor in their performance, as well as
summarized other factors that motivated/demotivated teachers to perform
better.

The research also developed recommendations for improving the procedure
of remuneration of teachers and the performance of teachers.
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Economic significance of the research
The findings made in the doctoral thesis could be used by the Ministry of
Education and Science, thereby improving the procedure of remuneration of
teachers and developing mechanisms for increasing the performance of teachers.
The present research identified the ways how to attract and retain qualified and
competitive education professionals in the regions of Latvia. The research results
are relevant to the Latvian Trade Union of Education and Science Employees
(L1ZDA) for defending and arguing the economic, social and professional
interests of teachers across the regions of Latvia. The findings of the doctoral
thesis could be used by local governments in the regions of Latvia and principals
of educational institutions to develop mechanisms for increasing the performance
of teachers. Practically usable findings are also provided to other ministries of
the Republic of Latvia, which reveal the factors contributing to the performance
of those employed in the field of education.

Theses to be defended

1. The performance of teachers is affected by both their financial and non-
financial remuneration.

2. Changes in the development of the education sector depends on the
macroeconomic performance of the country.

3. The procedure of remuneration of teachers in general education institutions
needs to be improved in order to ensure adequate, fair and motivating
remuneration across the regions of Latvia.

4. Improving the financial remuneration system for teachers is a priority for
increasing their performance.

1. THEORETICAL ASPECTS OF REMUNERATION
AND PERFORMANCE

The chapter is 31 pages in length and includes 8 figures.

The chapter presents a theoretical framework for the financial and non-
financial dimensions of the remuneration system, and each of its components is
analysed individually. It also presents associations between remuneration and
motivation. The theoretical aspects of performance, the factors influencing
performance and the causal association between the remuneration of teachers and
their performance have been examined based on relevant theoretical findings. At
the same time, the author gives a definition of remuneration that has not been
defined in Latvia yet.
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1.1. The theoretical framework for the financial and non-financial
dimensions of remuneration

The concept of remuneration emerged in the scientific community in the
second half of the 20" century, and it made a significant impact on remuneration
management. Remuneration represents all the tools available to an employer that
are used to attract, motivate and retain employees and includes everything that
the employee considers to be value. Defining remuneration, P. Thompson (2002)
emphasizes that it should include not only traditional, quantifiable elements, e.g.
salaries or wages and bonuses but also intangible elements, e.g. career, learning
and development opportunities, as well as the internal motivation created by the
job itself and the quality of working life provided by the organization. E.E.
Lawler Il (2003) points out that the highest motivation is observed when
employees perform job duties that are remunerated both in substance and
externally. The conceptual basis of remuneration is staffing so that various
remuneration processes are interconnected and complementary and reinforce one
another (Armstrong, 2006).

There are two basic remuneration systems: financial remuneration and non-
financial remuneration. Financial remuneration plays an important role in
retaining the smartest and most competent employees, thereby rewarding them
for their outstanding work (Olubusayo et al., 2014; Ozutkua, 2012; Terera,
Ngirande, 2014). Financial remuneration represents wages or salaries, bonuses,
transportation opportunities, medical services, and life and health insurance
(Yousaf et al., 2012). F.H. Olubusayo et al. (2014) add that pension plans,
employee funds and benefit-sharing are also among the benefits of financial
remuneration that could attract and retain employees in the organization. The
need of employees for financial remuneration is considered to be an essential
element. This is due to the stress caused by the high cost of living, especially for
employees who need to support their families (Mustapha, 2013). In addition,
employees believe that higher incomes make them feel secure about their future
lives (Gieter, Hofmans, 2015; Ozutkua, 2012).

However, according to J.W. Nyaga (2015), financial remuneration does not
affect the daily lives of employees because what the employees actually look for
is their work experience and quality. This idea is also supported by S.R. Terera
and H. Ngirande (2014), who point out that financial remuneration is one of the
worst motivating factors if a competitive wage or salary is paid by the
organization. According to a finding made by D. Jensen et al. (2007), non-
financial remuneration determines why an employee prefers one company over
another in case financial remuneration is paid the same. This is a way for
organizations to truly stand out from the rest through non-financial remuneration.
The nature of work has recently changed the demand for incentives by employees
not only for financial but also for non-financial ones (Nyaga, 2015). J.W. Nyaga
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(2015) also emphasizes that nowadays managers need to be aware of the needs
of their employees and pay them different kinds of remuneration. F.H. Olubusayo
et al. (2014) reveal that non-financial remuneration stems from regular
psychological needs, e.g. the need for responsibility and decision-making.
Besides, challenging job duties, career opportunities, and simple recognition
could also be a reward for employees who perform their duties excellently (Aktar
et al., 2013). B. Nelson (2004) points out that praise and recognition is the most
effective reward that employees want to receive because the employees want to
feel their contribution to their workplaces. In his paper, he quotes Elizabeth
Kanter who believes that remuneration is a right, while recognition is a gift. B.
Nelson (2004) also adds that recognition, especially when presented in public to
other employees, sends positive signals to other employees about the behaviour
that their management supports and wants.

Based on the literature review, the author has developed and presents a
theoretical framework for the financial and non-financial dimensions of the
remuneration system in Figure 1.

Remuneration

Financial remuneration Non-financial remuneration
Salary Appreciation
Responsibility and
Allowance participation
Bonus Development and growth

Relief and benefits

Source: author’s construction based on Aktar et al., 2013; Ali, Akram, 2012; Armstrong, 2006;
Armstrong, 2009; Gieter, Hofmans, 2015; Yousaf et al., 2012; Mustapha, 2013; Nyaga, 2015;
Olubusayo et al., 2014, Ozutkua, 2012, Sabina et al., 2015; Terera, Ngirande, 2014, 2020

Fig. 1. Theoretical framework for the financial and non-financial
dimensions of the remuneration system.

After performing the literature review on financial and non-financial
remuneration, the author has concluded that financial remuneration is the
remuneration to be paid for work in monetary terms. The main part of the
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financial remuneration is the basic salary. In Latvia, the minimum salary for
teachers is set by relevant legal acts. In accordance with Cabinet regulation No.
445 “Regulations Regarding Remuneration of Teachers” the lowest monthly
salary rate of teachers in the school year 2020/2021 is EUR 790 (Regulations
Regarding Remuneration...). Allowances and bonuses are remuneration payable
in addition to the basic salary and are not regular and compulsory (except for
allowances for night work, overtime or work on public holidays). Allowances
are paid for additional work and exceptional working conditions. In Latvia,
teachers have an opportunity to receive allowances every month if they have
qualified for one of the three quality levels in accordance with Cabinet
Regulation No. 501 “Procedures for the Organisation of the Quality Assessment
of the Professional Activity of Teachers”. A quality level is granted to teachers
after their professional activity has been assessed and is valid only in the
educational institution where the teacher assessment was performed (Procedures
for the Organisation...). Bonuses are awarded for the overall performance of the
organization or the performance of a particular employee in the previous period.
In Latvia, bonuses may be awarded to teachers by the principal of an educational
institution within the salary fund or by the municipality. Financial remuneration
also includes relief intended to make work easier and benefits for the employee,
which are intended to make work enjoyable and comfortable, support employees
in their important life events and increase employee motivation and loyalty to the
employer.

Non-financial remuneration goes beyond wages and salaries, as it does not
relate to money or any remuneration to be paid for work. Non-financial
remuneration represents moral values: recognition, gratitude, praise, honour,
participation in decision-making, challenging job duties and difficulties with
greater responsibility, as well as opportunities for development and growth based
on the interests and needs of the employee.

After performing the literature review, the author has concluded that neither
microeconomics and macroeconomics, nor national relevant legal acts define
remuneration. The term “remuneration” is often used by the national mass media,
yet the author can conclude that remuneration is equated with wages and salaries,
considering that the meaning of these concepts is identical. To improve the
erroneous assumption, the author, based on the definition of remuneration
provided in the Labour Law, proposes the following definition of remuneration:
remuneration is the reward regularly paid to an employee for work, which
includes wages and salaries and allowances specified in relevant legal acts,
collective agreements or employment contracts, as well as bonuses and any other
remuneration related to the job, as well as moral incentives: recognition,
responsibility and participation, development and growth.
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1.2. Theoretical substantiation of performance

According to the findings made by G. Bouckaert and J. Halligan (2008), there
is largely no consensus among theorists on a single comprehensive definition of
performance, and in many research studies the role remains only indirect. The
authors emphasize that performance has different meanings and might vary,
depending on discipline and other factors. For example, M.W. Meyer (2002)
defines performance as what people and machines do: it is their operations and
achievements. In contrast to the definition of performance by E.M. Berman
(2006), he emphasized the efficient use of resources to achieve results. G.
Bouckaert and J. Halligan (2008) shared E.M. Burman’s (2006) statement of
thinking, recognizing that performance is a tangible use of results (Bouckaert and
Halligan, 2008). Despite the differences in definitions, there is a common
ground, i.e. the definitions of performance usually refer to governance,
performance and achievement of results. Accordingly, performance stems from
the ways organizations use their economic resources, particularly labour, to
achieve their goals.

The scientific literature review has allowed the author to conclude that the
definitions of performance refer more to a high level of performance than to a
low level of performance. The review has revealed that performance is defined
as an individual’s purposeful progress towards achieving the desired and
expected results. For example, and particularly in relation to the specific fields
of research the author has focused on, the definitions reveal that the teacher is
employed to implement the learning process in a high-quality manner, and the
level of teacher performance represents the learning outcomes achieved by the
educatees. If a teacher does not perform well according to the teaching standards,
itis indicated by various factors (educatee learning outcomes are not aligned with
their abilities observed daily, the results of state examinations and Olympiads,
early school leaving, the low assessment of professional activity of teachers in
an educational institution), negative feedback from colleagues, parents and
managers as well as also a low formal assessment of teachers. In this situation,
the use of resources could be efficient and effective, or it could be inefficient and
yield unsatisfactory results. Therefore, the level of teacher performance
determines whether educatees achieve good learning outcomes — their growth is
aligned with their abilities (achievements of talented learners, support for
learners with special needs) — or poor learning outcomes and whether the
educational services are provided efficiently. S. Sonnentag and M. Frese (2001)
emphasize that performance becomes important when organizations hire
someone to do some work and do it well. However, to ensure good performance
and increase productivity, as well as to achieve the desired quality of goods and
services, the performance needs to be managed.
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Performance management is defined as the process of building a common
understanding of what needs to be achieved and how it needs to be achieved.
With this definition, performance management becomes one of the most
powerful management constructs and instruments to ensure that the desired and
expected results are achieved. Therefore, according to C. Helm (2007),
performance management can determine effectiveness in aligning individual
performance goals with organizational goals as well as performance with
remuneration.

There are available many literature sources on employee performance in
organizations, which highlight three factors that influence the employee
performance. The factors are as follows: motivation, ability/capacity (including
skills and knowledge) and organizational support (including knowledge of facts,
rules, principles and organizational procedures) (Lawler, 1973; Milkovich,
Newman, 2004; Vroom, 1964; Wood et al., 2006). The factors are expressed
through the following equation:

Performance = motivation x ability x organizational support

It follows from the equation that employee performance is the result of
multiplication of the three factors: motivation, ability and organizational support.
Employee work performance was previously thought to be determined by
motivation and ability (Lawler, 1973; Vroom, 1964), while recent theoretical
findings add organizational support to the earlier equation (Milkovich, Newman,
2004; Wood et al., 2006).

1.2.1. The role of remuneration in the context of motivation theory

Motivation has been a key research problem for researchers focusing on
organizational and employee performance for several years. Motivation is
considered to be a key determinant of employee performance, and it is
recognized that there is a strong association between remuneration and
performance, as the remuneration is viewed as a motivating factor for the
employees to work well.

After carrying out an in-depth literature review, the author has concluded that
there are two broad approaches to motivation — based on factors and theories.
The first approach aims to identify the factors and motives that inspire employees
to work well. The second approach uses motivation theories, which are divided
into three major groups: content motivation theories, process motivation theories,
and the incentive theory of motivation. Content motivation theories deal with
individuals or their environment that shapes their behaviour (Wood et al., 2006).
The theories refer to specific needs or motives that motivate people to do their
jobs. The content motivation theories are A.H. Maslow’s Hierarchy of Needs, F.
Herzberg’s Two Factors Theory, D. McClelland’s Theory of Needs for
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Achievement. The author concludes that the content motivation theories
emphasize the substance (content) of employee needs, yet they do not analyse
the reasons why employees choose a certain and not different action to meet their
needs. The head of an organization cannot influence the content of the needs of
a particular employee (internal motives), but can influence the way the employee
meets the needs. Process motivation theories focus on the reasons why
employees make certain actions to meet their needs, as well as emphasize the
assessment of employee satisfaction, depending on the achievement of their
goals. The process motivation theories include V.H. Vroom’s Expectancy
Theory and S.J. Adams’ Theory of Justice. However, it should be clearly pointed
out that the theories of content and process stimulation and the incentive theory
of motivation are not mutually exclusive. Interrelationships between content
motivation theories, process motivation theories, and the incentive theory of
motivation are possible. For example, content motivation theories state that if
recognition is required, the employee has to work hard to keep the employer
satisfied. Process motivation theories only go beyond this stage to ask how and
why needs are met and whether they relate to remuneration. According to J.
Wood et al. (2006), process motivation theories complement the cognitive
dimension, focusing on individuals’ belief that certain behaviours result in
rewards, €.g. money or promotion.

Each theory has its own assumptions as well as strengths and weaknesses to
explain what motivates individuals to do their job well. According to theories,
individuals have different needs, opportunities and desired remuneration, and
their motivation depends on who and where they are. Remuneration is considered
to be an element of motivation that creates specific behaviour in relation to
performance. Financial remuneration for work is considered to be an important
prerequisite, yet it is not the only way for a teacher to be motivated to work well.
High remuneration does not always lead to high work efficiency and quality or
the teacher’s own satisfaction with the job. This indicates that in addition to
financial remuneration, there are always other motivators, e.g. non-financial
remuneration. Antoine de Saint-Exupéry (2002) has pointed out that if we work
only for financial benefits, we build a prison for ourselves (Vedla, 2002). Several
authors (M. Armstrong, J. Trevor, E. E. Lawler 1I1, P. Tompson et al.) consider
that remuneration is a motivating factor for employees. The benefits of a
remuneration system include a combination of different kinds of remuneration
that make a strong and longer-lasting impact on employee motivation and
commitment. Employment relationships created through a remuneration system
also allow taking full advantage of both financial and non-financial remuneration
and thus attract employees more.

Based on the theoretical analysis, the author has determined that
remuneration is strongly related to performance. Remuneration, financial and
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non-financial, is recognized as a factor influencing motivation, as it increases
motivation and employee work performance.

1.2.2. Organizational culture and political presence

One of the factors influencing individual performance is the organization’s
culture and policies, and this factor makes a significant impact on employee
performance.

Each educational institution should be considered to be an organization. In
many educational institutions, their organizational culture is not discussed at all,
although it is the organizational culture that determines how teachers feel at
school, what the specifics of mutual relations are, the way the management takes
care of its employees and the way cooperation with the surrounding community
is implemented. This means that school culture is one of the factors that
determine the level of performance of teachers, their motivation for action,
cognitive activity, emotional mood and trust in the particular educational
institution.

After performing the relevant literature review, the author has concluded that
the culture of an educational institution is influenced and supported by the
employees’ values, attitudes, social norms, expectations, beliefs, trust in the
strategy of the institution, as well as individual and group behaviours (Schein,
2004; Hofstede, 1991; Wagner, Hollenbeck, 2010; Armstrong, 2001; Greenberg,
Baron, 2003; Wood et al., 2006).

In April 2015, one of the leading researchers of organizational culture, D.R.
Denison and his colleagues published the results of their six-year research on the
causal associations between organizational culture and employee performance.
The results confirmed the hypothesis that the desired change in organizational
culture is a prerequisite for increasing employee satisfaction and, consequently,
job performance (Boyceet al., 2015).

The scientific literature also recognizes the potential impact of political
presence on job performance, especially through political and bureaucratic
leaders who have the power and opportunity to influence even the daily
functioning of public organizations. The behaviour of political leaders or leaders
of an organization is associated with activities that are not necessary as part of
their formal role in the organization, but that influence or attempt to influence
the distribution of strengths and weaknesses within the organization. Although
political behaviour is not a formal job requirement, it is a way of life in any
organization that makes a significant impact on employee performance (Robbins
et al., 2010; Wagner, Hollenbeck, 2010). In addition, especially in the public
sector, politicians are important actors in the political arena of organizations, as
they have an opportunity and ability to penetrate deep into the internal operation
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of public organizations (Pandey, Moynihan, 2006). Actually, politicians have
power and are able to exercise their powers to influence the interests of others or
their own group, without regard to their professionalism or responsibility as
bureaucrats when doing their job. J.A. Wagner 11l and J.R. Hollenbeck (2010)
argue that politicians exercise their power in the public sector bureaucracy, as
they try to influence the behaviour of other individuals and persuade them to do
things they would not otherwise do and resist unwanted influences.

Based on the analysis done, it is possible to create a theoretical framework
that identifies the factors influencing teacher performance, on which the author
bases the further research (Figure 2).

Teacher
Performance
Knowledge _Motivation Organizational Political
and skills (motivation approaches culture presence
based on factors and
theories)

Remuneration
(financial and non-financial)

Source: author’s construction, 2020
Fig. 2. Theoretical framework for the link between teacher remuneration
and performance

In this chapter, the explanatory power of the theoretical framework is
exploited to further examine the impacts of remuneration of teachers working in
general education institutions in Latvia on their job performance. Financial and
non-financial remuneration, organizational culture and political presence are
defined as factors influencing employee performance. Theory also recognizes
that the level of skills and knowledge affects the level of performance. However,
the present research does not focus on the mentioned factors because, in
accordance with Cabinet Regulation No. 569 “Regulations regarding the
Education and Professional Qualifications Required for Teachers and the
Procedure for Developing Teacher Professional Competences”, all general
education teachers must have higher education and develop their professional
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competence by completing a programme of at least 36 hours in three years, and
this needs to be planned in cooperation with the head of the educational
institution where the person performs his/her educational activity (Regulation
regarding Teacher..., 2018). In addition, Section 30 of the Education Law
stipulates that the head of an educational institution is responsible for the
operation of the educational institution and its performance, compliance with this
law and other legal acts governing the operation of the educational institution, as
well as the rational use of its intellectual, financial and material resources
(Education Law, 1998). The level of skills and knowledge is assumed to be
neutral. The mentioned elements of financial and non-financial remuneration,
political presence and organizational culture have been combined into a system
(Figure 2) and identified as factors in teacher performance that are used to further
examine which of them makes the most significant impact on the teacher
performance.

2. THE LEGAL FRAMEWORK FOR THE
REMUNERATION SYSTEM FOR EMPLOYEES IN THE
EDUCATION SECTOR AND ITS PLACE IN THE
ECONOMIC STRUCTURE IN THE REGIONS OF LATVIA

The chapter is 23 pages in length and includes 12 tables and 8 figures.

The chapter analyses the legal framework for teacher remuneration policies
internationally and nationally, socio-economic indicators for the education sector
in Latvia and the regions, as well as the general education system in Latvia in
detail by using the elements of various analysis methods.

2.1. The education system in the context of international documents

The education system in international instruments such as the UN Charter,
the International Labour Organization (ILO) Convention on Equal
Remuneration, the ILO Convention concerning Discrimination in Respect of
Employment and Occupation etc. are analysed and presented in Table 1.
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Table 1

Education system referred to in international documents from

1945 to 2017
Adopted/ Applicable to the education system,
year Document incl. remuneration
e Provision of stability and prosperity for
1945 UN Charter population.
® Progress, development in education.
. . e Fair and favourable working conditions.
1948 UN l;fn :_YS:;ZL%;ZIS{SM'O” e Everyone has the right to fair and equal
remuneration for equal work.
1951 ILO Convention No. 110 e Provision of equal remuneration for
on Equal Remuneration work of equal value.
ILO Convention No. 111
1958 fﬁg:;gég?ol?'é%gm;amtgq ® Provision of equal treatment.
and Occupation
e Social wellbeing of urban and rural
. residents.
1961 European Social Charter e Fair and equal remuneration for work of
equal value.
UN International Covenant . .
1966 on Economic. Social and Provision of equal remuneration for
Cultural 'Rights work of equal value.
. Equal opportunities.
E | o > . _
2006 Deveﬁés;fr?;r;at?a?egy e High standard of living and high-quality
employment.
2010 Europe 2020 Strate e Investment in education and training
P d systems at all levels.
2015 Su-ggeinzftﬁg gg\szﬂiﬁgnt e Equality (remuneration inequality).
. . e Equal opportunities and access to the
2017 EuropeanRPillLa;; of Social labour market.
g e Fair working conditions.

Source: author’s construction based on the UN Charter, 1945; UN Universal Declaration..., 1948;
International Labour Organization..., 1951; International Labour Organization..., 1958; European
Social Charter, 1961; UN International Covenant..., 1966; EU Sustainable Development..., 2006;
Europe 2020: Strategy..., 2010; UN 2030 Agenda..., 2015, European Pillar of..., 2017

All the above-mentioned international documents (Table 1) emphasize the
importance of providing equal remuneration for work of equal value, as well as
the importance of non-discriminatory treatment of every individual, including
teachers.
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2.2. The education system in the context of strategic policy
documents of Latvia

In Latvia, education has been set as one of the priorities in its policy
documents for several years, i.e. educators are one of the target audiences. The
strategic policy documents of Latvia are analysed and presented in Table 2.

Table 2
Education system referred to in the strategic policy documents of Latvia
from 2005 to 2021
Adopted/ Document Applicable to the educat'lon system, incl.
year remuneration
e Creation of equal opportunities.
26/10/2005 Gro_Mh model f_or e The role of lower-level employees in doing
Latvia: People First | . .
independent work needs to be increased.
e Increase of remuneration for educators.
National e Support for hiring qualified human
04/07/2006 | Development Plan of | resources.
Latvia for 2007-2013 le Promotion of regional development and
competitiveness.
e Implementation of the funding principle
. “Money follows the educatee”.
Sustainable . .
o Raising the prestige of the teacher
Development .
10/06/2010 . profession.
Strategy of Latvia | ts in the teach tivati
for 2030 e Improvements in the teacher motivation
system.
e Preservation of small rural primary schools.
National o Non-discriminatory treatment.
20/12/2012 | Development Plan of |e Development of a small rural school
Latvia for 2014-2020 | development programme.
e Development of a teacher motivation system.
Education e Hiring teachers under the age of 29.
29/05/2014 D_eve_lopment . Developm_ent of a new model of teacher
Guidelines 2014- remuneration.
2020 e Coherence between education policies and
regional policies.
Declarati the Rational school network.
| oecaralion ontne g, rease in teacher remuneration.
intended activities by ) .
the Cabinet of e Improvement in the teacher remuneration
07/05/2019 model.

Ministers headed by
Arturs Krisjanis
Karins

e Reduction in bureaucratic burdens.
o Raising the prestige of the teacher

profession.
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Continuation of Table 2

Adopted/ Document Applicable to the educat'ion system, incl.
year remuneration

. e Reduction in disparities.
National e Retention of young and motivated educators

02/07/2020 | Development Plan of . young an :

Latvia for 2021-2027 Ra|5|_ng the remuneration of te_achers and the
prestige of the teacher profession.

e Improvement in the educator remuneration
model and a revision of the principles of
educator remuneration.

e Improvement in the new educator training
and support system.

Source: author ’s construction based on the Growth model for Latvia..., 2005; Regulations on Latvian

National..., 2006; Sustainable Development Strategy..., 2010; National Development Plan..., 2012;

Education Development Guidelines..., 2014; Declaration on the intended activities... 2019; National

Development Plan ..., 2020, Education Development Guidelines..., 2021

Education
Development
Guidelines 2021-
2027

22/06/2021

A common feature of the above international and national policy documents
is that they emphasize the need to reduce disparities in the context of teacher
remuneration. The national policy documents envisage specific actions,
emphasizing the need to reform the education system — to introduce a system of
quality assessment, remuneration and motivation for teachers, improve the
remuneration system that would promote the attraction of young teachers (under
the age of 29) to the education sector and raise the prestige of the teacher
profession; it is planned to introduce a new model of teacher remuneration,
eliminate disparities, as well as one of the lines of action is focused on regional
development — providing special support to small rural schools.

2.3. Analysis of socio-economic indicators for the regions of Latvia

The author analysed in depth six statistical regions of Latvia: Kurzeme,
Latgale, Pieriga, Riga, Vidzeme and Zemgale in the research period. At the
beginning of 2020, 32.9% of the population of Latvia were registered in Riga
region, 19.6% in Pieriga region, 13.4% in Latgale region, 12.4% in Kurzeme
region, 12% in Zemgale region and 9.6% in Vidzeme region (CSB, 2020). Table
3 presents data on the number of employees in the education sector in the
statistical regions of Latvia from 2015 to 2019.

Table 3

Employment in the education sector by statistical region in Latvia from

2015 to 2019, thou.
Change from base

Statistical region | 2015 | 2016 | 2017 | 2018 | 2019 year, 2019/2015, %

Riga region 258 | 26.2 | 259 | 239 | 237 -8
Pieriga region 148 | 151 | 135 | 147 | 16.0 8
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Continuation of Table 3

- . Change from base
Statistical region | 2015 | 2016 | 2017 | 2018 | 2019 year, 2019/2015, %
Vidzeme region 9.1 9.7 9.6 8.8 8.8 -3
Kurzeme region 10.7 8.7 94 | 111 | 114 7
Zemgale region 100 | 95 104 | 108 | 9.7 -3
Latgale region 129 | 125 | 133 | 139 | 137 6

Total: | 834 | 817 | 823 | 833 | 833 0

Source: author’s calculations based on CSB data, 2020

As shown in Table 3, the total number of employees in the education sector
has remained stable over a five-year period. In relation to the total number of
employees, almost one in ten employees was employed in the education sector.
Changes in the number of employees in the education sector in the regions of
Latvia were different. In the period 2015-2019, the largest number of employees
in the education sector was reported in Riga region, yet in comparison with the
other regions, Riga region reported the largest decrease in 2019 by 2.1 thou. or
8% in 2019 compared with 2015. The smallest number of employees in the
education sector was reported in Vidzeme region in the same period. In 2019
compared with 2015, the number of employees in the education sector increased
in Pieriga region by 8%, Kurzeme region 7% and Latgale region 6%. In contrast,
in Riga, Vidzeme and Zemgale regions, a negative trend was observed, as the
number of employees in the education sector decreased in 2019 compared with
2015. Gross domestic product (GDP) is used to describe the economic situation
in a country and the level of its development over a period of time. A breakdown
of total value added by industry shows the significance of each industry in GDP.
Figure 3 shows the proportion of the education sector in GDP across the
statistical regions of Latvia from 2014 to 2018.

2014, NSWONZEINT 622 [ 564 | 625 [ 760 |
2015. MQWBN[ZA75 T 673 [ 557 | 649 ] 8.25 |
§ 2016. MSWON[Z487 [ 689 [ 551 [ 661 1 8.28 |
2017. BSIBON[Z70°T 709 [ 564 | 682 | 8.51 |
2018. W8GBM[495 T 687 [ 570 [ 7.07 1 9.22 |
%
= Riga region @ Pieriga region O Vidzeme region
O Kurzeme region OZemgale region O Latgale region

Source: author’s construction based on CSB data..., 2021
Fig. 3. Education sector as a percentage of GDP in current prices in the
statistical regions of Latvia from 2015 to 2019.

97



Education represents a service sector whose value added in Latvia tends to
increase from year to year, while changes in the contribution of the education
sector to GDP were insignificant, and in 2019 the proportion of its value added
in GDP was 4.8%. In the period of analysis, as shown in Figure 3, Latgale region
was dominant in terms of contribution of the education sector to GDP. In 2018
in Latgale region, the share of the education sector in GDP was 9.22%, which
was 20% more than in 2014. In 2018 compared with 2014 in Latgale region, the
value added of the education sector has also grown the fastest or 1.2-fold. In
contrast, in 2018 the lowest share of the education sector in GDP was reported
in Riga region at 3.65% of the total value added of Riga region.

2.4. Characteristics of the education sector in Latvia as a whole
and by region

2.4.1. Analysis of financial and employment aspects of the education sector

Education is one of the most important service sectors that provides training
for skilled and competitive employees for all industries of the economy. Faced
with many future challenges, humanity views education as a necessary means of
achieving the ideals of peace, freedom and social justice.

Countries invest in education to improve their economic conditions,
contribute to social and personal development and reduce disparities (OECD,
2013a). The high share of the education sector in total public expenditure is a
good indicator of the importance of the education sector to the government,
compared with other public services such as social protection, health, and
security. The author concludes that GDP calculated by the expenditure approach
reveals that funding for education represents national government expenditure.
Education is a service, and its provision is funded annually from the state
consolidated budget. The general government expenditure in Latvia on education
in the period from 2014 to 2019 is shown in Figure 4.

6.0
oO———n
5.8 59 © L] L ]
>9 5.8 5.8 5.8
56
0
54 55
5.2
2014. 2015. 2016. 2017. 2018. 2019.

Year
Source: author s construction based on General government expenditure..., 2021
Fig. 4. General government expenditure on education in Latvia from 2014
to 2019 as a percentage of GDP.

98



As shown in Figure 4, the general government expenditure on education as a
percentage of GDP has been slightly volatile in Latvia. In 2014 and 2015, the
general government expenditure on education accounted for 5.9% of GDP. In
2016, a decrease up to 5.5% of GDP was reported, which was due to a decrease
in the total general government expenditure, as in 2014 and 2015 the total general
government expenditure accounted for 38% of GDP, while in 2016 it decreased
to 36.9% of GDP. The general government expenditure on education increased
in 2017, 2018 and 2019, accounting for 5.8% of GDP.

To identify how much funding for education from the national government
budget was allocated to teacher remuneration, the author analysed in depth the
central government consolidated budget for 2018 — its programmes and sub-
programmes (Figure 5).

Central government consolidated budget (EUR 9 123 831 979,
incl. EUR 914 832 355 or 10% of total expenditure on education

[ basic budget . donations and derived public
(EUR 624 311 spectal gifts perons
> (EUR 337270) L(EUR 290183 300)

Budget programme «General education»

(EUR 389 256 459 or 50.2% of central
government basic budget expenditure)

Budget sub-programme 62.target «Targeted grant to local
governmentsy

(EUR 354 982 511 or 91.23% of total sub-programme
expenditure

Source: author ’s construction and calculations based on data from the Annual Report of the Republic
of Latvia for 2018, 2020

Fig. 5. Central government consolidated budget expenditure on education
by budget programme and sub-programme in 2018.

In 2018, the central government consolidated budget expenditures totalled
EUR 9123831 979, incl. EUR 914 832 355 or 10.0% of the total were
expenditures on the education sector. The author concludes that in 2018, EUR
354 982 511 or 39% of the total budget expenditure on the education sector were
allocated under line item 62 “Earmarked Grants to Local Governments”
representing the remuneration and mandatory state social insurance contributions
(MSSIC) of teachers.
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u On average in the country = Public sector
General government sector Private sector

Education workers
Source: author ’s construction based on CSB data..., 2020

Fig. 6. Changes in the average monthly remuneration of employees by
kind of economic activity in Latvia from 2015 to 2019, EUR.

In the period from 2015 to 2019, as shown in Figure 6, the average monthly
gross earnings across all kinds of economic activity has increased every year. In
2019 compared with 2015, the average earnings in the country increased by EUR
258 or 32%. In the private sector, the average increase in monthly earnings was
the largest in 2019 compared with 2015. In contrast, the smallest increase in
earnings was reported for those employed in education, which had increased by
EUR 189 or 28% in 2019 compared with 2015. Compared with the other kinds
of economic activity, the earnings of educators have been the lowest during the
five-year period. The education sector is part of the general government sector,
in which the average gross monthly remuneration reached EUR 1 055, which
was EUR 234 or 21% more than for those employed in education in 2019.

2.4.2. Characteristics of the general education system in Latvia as a whole
and by region

Figure 7 shows the structure of the general education system in Latvia by
level and by kind of educational institutions, which is designed in accordance
with the General Education Law.
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Source: author ’s construction based on General Education Law, 2019
Fig. 7. General education levels and types of educational
institutions in Latvia.

Among all the kinds of education in Latvia, the author examined general
education, among education levels — primary education (elementary schools and
primary schools) and secondary education (secondary schools and gymnasiums
delivering general education curricula).

As shown in Table 4, the author has performed an analysis and calculations
to identify in which regions the local governments of cities of national
significance and of municipalities had to make decisions to liquidate or
reorganize general education institutions most often.

Table 4
Changes in the number of general education institutions in the
statistical regions of Latvia in the school years 2014/2015-2019/2020

Change
Statistical 2014/ | 2015/ | 2016/ | 2017/ | 2018/ | 2019/ | from base
region 15 16 17 18 19 20 school

year, %
Riga 100 98 98 97 97 98 -2
Pieriga 107 106 106 106 105 103 -4
Vidzeme 130 125 118 112 102 94 -28
Kurzeme 113 112 108 108 102 94 -17
Zemgale 103 101 98 95 89 85 -17
Latgale 133 131 125 122 112 108 -19
Total: 686 673 653 640 607 582 -15

Source: author ’s construction and calculations based on NEIS data as at 01/09/2020

Due to demographic changes, as shown in Table 4, the number of educational
institutions in the school years 2014/2015-2019/2020 steadily decreased, and the
decisions by 104 local governments on the reorganization or liquidation of
educational institutions were agreed with the MES; consequently, the number of
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educational institutions in Latvia decreased by 15% in the period of analysis. In
Vidzeme region, the decrease in the number of educational institutions was
reported the largest — 36 general education institutions or 28%, whereas the
lowest decrease was reported in Riga region — 2 educational institutions or 2%
of the total.

3. ANALYSIS OF TEACHER FINANCIAL
REMUNERATION IN THE REGIONS OF LATVIA

The chapter is 34 pages in length and includes 12 tables and 3 figures.

The chapter analyses the substance of and the legal framework for the
financial remuneration of teachers or the funding model “Money follows the
educatee”. The factors influencing the remuneration of teachers in general
education institutions in the regions, municipalities and cities of national
significance have been identified and analysed by employing statistical research
methods. The chapter also identified the strengths and weaknesses of the funding
model “Money follows the educatee”, as well as potential threats to and
opportunities for the development of the regions of Latvia.

3.1. The funding model “Money follows the educatee” for the
remuneration of teachers

Until 1 September 2009, the teacher remuneration system was called “Money
follows the educational institution”, which depended on the number of class sets
and the curriculum. A lot of funding was needed for the remuneration of teachers,
which could no longer be provided when the state budget was amended in 2009
in the context of the economic situation in the country; funding for earmarked
grants to local governments for the remuneration of teachers was reduced by
approximately 50% (LVL 101 million (EUR 143.71 million)), and significant
changes were made to the remuneration system. At a meeting of the Cabinet of
Ministers on 24 April 2009, a proposal by the Ministry of Education and Science
to introduce the funding model “Money follows the educatee” as of 1 September
2009 was supported; the purpose of it was to contribute to the competitiveness
of educational institutions, diversify the curricula delivered, which are aimed at
the maximum development of abilities and interests of educatees, as well as to
ensure equal and transparent distribution of funding for each educatee, while
making efficient use of the funding allocated, creating an optimal network of
schools and raising the quality and cost efficiency of educational institutions
(Report on Education..., 2009a).
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The National Education Information System (NEIS), which is administered
by the Ministry of Education and Science, was introduced along with the funding
model “Money follows the educatee”. The local governments of cities of national
significance and of municipalities needed to ensure that information on the
number of children and educatees in educational institutions (by class (group)
and by curriculum) is entered into and approved by the NEIS by 5 September of
the relevant year (On the State Budget ..., 2016). The principles and procedures
for calculating and distributing earmarked state budget grants are set by Cabinet
Regulation No. 447 “National Government Budget Earmarked Grants for the
Remuneration of Educators of Municipal General Education Institutions and
General Secondary Education Institutions of National Universities”.

3.2. Factors influencing the salary of teachers broken down by
region of Latvia

3.2.1. The number of educatees in an educational institution

In accordance with the funding model “Money follows the educatee”, the
salary of a teacher is mainly influenced by the number of educatees in the
educational institution where s/he works. Money follows the educatee to the
respective local government of a city of national significance or of a
municipality. Until the school year 2018/2019, local governments had the right
to redistribute the earmarked grants calculated and allocated by the Ministry of
Education and Science between educational institutions, whereas from the school
year 2018/2019 onwards it was not allowed anymore. Therefore, each
educational institution tries to attract more educatees, which causes a struggle
between the educational institutions. Because of the funding model, the educatee
becomes a source of revenue for the educational institution and the municipality,
which try to attract the educatee by granting a scholarship, paid category B
driving courses, special school bus routes, free lunches, a free dormitory etc. In
addition, the funding model could also exacerbate tensions between the educatee,
the teacher and the administration in the educational institution, as the
administration focuses on more educatees, publicity and reputation rather than
on the high quality of education. The situation where municipalities have to make
mutual payments for educatees going to school in the administrative territory of
another municipality increases competition between the municipalities. The
municipalities that are more financially prosperous are able to offer a wider range
of services to educates, thus “attracting” them.

Table 5 presents data on the number of educatees in municipal general
education institutions in Latvia and the regions.
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Table 5
Changes in the number of educatees in municipal general education
institutions in the statistical regions of Latvia in the school years
2014/2015-2019/2020

Change
Region 2014/ | 2015/ | 2016/ | 2017/ | 2018/ | 2019/ from base

15 16 17 18 19 20 school year,
%
Riga 60623 | 62198 | 63309 | 64021 | 64 445 | 66 620 10
Pieriga 32792 | 34265 | 35360 | 36 093 | 37019 | 38093 16
Vidzeme 20414 | 20334 | 19956 | 19528 | 19080 | 18913 -7
Kurzeme | 25980 | 26001 | 25762 | 25734 | 25305 | 25638 -1
Zemgale 24 147 | 24398 | 24398 | 24325 | 24056 | 24 084 0
Latgale 27402 | 27048 | 26 707 | 26 037 | 25389 | 24 827 -9
Total: 191 194 195 195 195 198 4

358 244 492 738 294 175

Source: author s construction and calculations based on NEIS data as at 01/09/2020

The data summarized in Table 5 show that 198 175 educatees were enrolled
in general education institutions in the school year 2019/2020. This was 6 817
educatees or 4% more than in the school year 2014/2015. In the school year
2019/2020 compared with 2014/2015, the number of educatees in general
education institutions increased in two statistical regions: in Riga region by 5 997
or 10% and in Pieriga region by 5 301 or 16%. In the same period, the largest
decrease in the number of educatees in general education institutions was
reported in Latgale region — a decrease of 2 575 or 9%.

In the school year 2019/2020 compared with 2014/2015, the proportion of
educatees in Riga region increased by 1.9 percentage points, while in Pieriga
region by 2.1 percentage points. In Zemgale, Kurzeme, Vidzeme and Latgale
regions, the proportions of educatees decreased by 0.5, 0.6, 1.1 and 1.8
percentage points, respectively.

The author, after comparing the changes in the number of general education
institutions and the number of educates between cities of national significance
and between municipalities in the school years 2014/2015-2019/2020, concludes
that in the regions where the number of educatees decreased the most — Vidzeme
and Latgale — the decrease in the number of educational institutions was also the
largest. Such a causal association could also be observed for cities of national
significance and municipalities.
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3.2.2. The education level coefficient and its application for determining
the remuneration of teachers employed in cities of national
significance and municipalities

The second factor influencing the salary of teachers is the education level
coefficient applied to determine their remuneration. After analysing the relevant
legal acts, the author has concluded that the salary of teachers is calculated
according to a standardized number of educatees, but not according to the real
one. The standardized number of educatees is obtained by multiplying the
number of educatees at the particular level of education by the class group
coefficient and the curriculum coefficient. The MES uses 20 coefficients for the
calculation of remuneration of teachers: 7 for cities of national significance and
of municipalities (locations of educational institutions), 6 for education levels
(years 1-6, years 7-9 and years 10-12 according to the number of educatees) and
7 for curricula (the present research used the coefficient for the state gymnasium
curriculum to perform the calculations). The number of education level
coefficients are set at 6, as reduced coefficients are applied to educational
institutions that do not meet the number of educatees enrolled at the education
levels specified in the standards (years 7-9 and years 10-12); therefore, local
governments are under pressure to review the network of educational institutions
because for the educational institutions having a small number of educatees,
national government funding for the remuneration of teachers is insufficient if
the local government does not allocate additional funding. However, to ensure
that a primary school is located as close as possible to the child’s home, an
additional coefficient was set for elementary schools (years 1-6) with a number
of educatees up to 70.

The author performed calculations for two municipalities in order to clearly
show how the remuneration of teachers is calculated and how the real and
standardized numbers of educatees change. Based on an analysis of the data
presented in Table 5, the author chose Latgale region where the number of
educatees decreased the most in the school year 2019/2020 compared with the
school year 2014/2015. Rezekne municipality was selected from among the
municipalities and cities of national significance of Latgale region because it
reported the largest decrease in the number of educatees in the school year
2019/2020 compared with the school year 2014/2015. Pieriga was the second
selected region because the number of educatees increased the most in the school
year 2019/2020 compared with the school year 2014/2015. Marupe municipality
was selected from among the municipalities of Pieriga region where the humber
of educatees increased the most in the school year 2019/2020 compared with the
school year 2014/2015.

According to the grouping of municipalities and cities of national
significance, Rezekne municipality where there were 13 general education
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institutions with different numbers of educatees in the school year 2014/2015
corresponded to group 4, while Marupe municipality where there were 4 general
education institutions with a large number of educatees in the school year
2019/2020 corresponded to group 3. Table 6 presents data on 3 general education
institutions of Rezekne municipality and 2 such institutions of Marupe
municipality broken down by real number of educatees and by standardized
number of educatees.

Table 6

General education institutions of Rezekne and Marupe municipalities by
real number of educatees and by standardized number of educatees in the
school year 2019/2020

Real number of Standardized number
Edu_cat!onal educatees Total of educatees Total
institution 16 7-9 10- 1-6 79 10-
12 12
Latgale region — Rezekne municipality
Rezna
Primary (if) (,i%) - 76 46 39 - 85
School '
Lucija
Rancane
Makasani 43 31 36
Vocational ) | (13) | (L) 110 43 40.3 50.4 | 133.7
Secondary
School
Gaigalava
Primary (i‘l)) (3(1)) - 60 40 20 - 60
School
Pieriga region — Marupe municipality
Skulte
Elementary 44
School in (*1.2 - - 44 55 - - 55
Marupe 5)
municipality
367 | 274
g"ar”pe State (§19.275 (13 | (L4 | 1338 | 7667 | 524.8 | 422 | 17135
ymnasium *11) | *11) | *11)

Source: author ’s calculations based on NEIS data as at 01/09/2020

As shown in Table 6, the value of an educatee increases with the level of
education — the coefficient for “standardized” educatees at the secondary stage is
the highest, which means that educational institutions are interested in attracting
educatees at the secondary stage, as more funding is allocated for the
remuneration of teachers. There is no elementary school in Rezekne
municipality; therefore, a reduced coefficient of 1 (instead of 1.25) is applied to
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all primary schools (years 1-6) of the municipality. For Rezekne municipality, a
coefficient of 1.3 is applied to calculate the standardized number of educatees
(years 7-9); however, if the number of educatees (years 7-9) is less than 27, a
coefficient of 1 is applied. As shown in Table 6, a reduced coefficient is applied
to Gaigalava Primary School. For this reason, the municipality is under pressure
to reorganize this educational institution from elementary to primary school so
that the highest coefficient is applied for calculating the standardized number of
educatees. In Lucija Rancane Makasani Vocational Secondary School, the
number of educatees (years 10-12) was more than 32 educatees in the school year
2019/2020; therefore, the highest coefficient of 1.4 is applied for calculating the
standardized number of educatees. However, if the number of educatees
decreases by 4, the lowest coefficient will be applied, and this would mean that
the municipality should have to start reorganizing this general education
institution from secondary to primary so that the school could provide at least the
lowest monthly salary for its teachers by means of state budget earmarked grants.
In contrast, in Marupe municipality the highest coefficient is applied to all
general education institutions, which means that the standardized number of
educatees in all educational institutions is higher than the real number of
educatees, and the school network in the municipality is efficient. An increase in
the number of educatees enrolled in Marupe State Gymnasium was the largest,
and a coefficient of 1.1 is applied. In accordance with Cabinet Regulation No.
445, an extra allowance of 10 percent of the standard remuneration is set for the
teachers delivering the gymnasium curriculum, which means that the number of
“standardized” educatees is 375.47 or 28% more than the real number of
educatees. In Marupe municipality, there is a primary school with a real number
of educatees of 44, and an additional coefficient of 1.25 is applied, which is set
for primary schools with a number of children up to 70. The author would like to
point out that in Marupe municipality, 22 or 50% educatees of Skulte Elementary
School took special curricula in special classes (groups) in the school year
2019/2020. An additional coefficient of 2 is applied if the school’s educatees take
special curricula, yet the author did not include it in the calculations. Based on
the specific needs of each educatee, the principles of organization of the learning
process, individualized support measures for learning the content, teaching and
technical aids needed for the learning environment, as well as the necessary
support staff are provided by the educational institution. This allows concluding
that Marupe municipality, considering the specific needs of educates, gives
parents who have a child with special needs an opportunity to enrol their child in
Skulte Elementary School, where an individual approach is applied to each
educatee and a specific range of services is supplied according to his/her
diagnosis. Taking into account the current funding model “Money follows the
educatee”, in the opinion of the author, there is a growing trend to implement
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inclusive education by integrating educatees with special needs in general
education institutions to increase the number of educatees enrolled in them. In
addition, more funding follows an educatee attending a general education
institution and taking a special curriculum because an additional coefficient is
applied. The author admits the possibility that for educational institutions with a
large number of educatees, the state budget earmarked grants allocated are
sufficient to remunerate the necessary support staff, e.g. teaching assistants,
whereas for educational institutions with a small number of educatees, the state
budget earmarked grants are not sufficient for this purpose. The additional
coefficient set for educatees taking special curricula does not solve the problem,
and the necessary support staff cannot be remunerated. However, by integrating
an educatee with special needs into a class with a large number of educatees, the
author believes that the educatee him/herself, other educatees and teachers would
suffer consequently.

3.2.3. The number of teacher full-time equivalents in cities of national
significance and municipalities

Neither the real number of educatees nor the number of teachers affect the
remuneration of teachers, but it is the number of teacher full-time equivalents
that does it. The number of teacher full-time equivalents is a calculated number.
To determine the number of state-funded teacher full-time equivalents, the
number of “standardized” educatees is divided by the ratio of educatees to the
teacher. One of the 7 coefficients is applied in calculation according to the
grouping of municipalities and cities of national significance (location of the
educational institution).

In the school years 2014/2015 and 2015/2016, one-month full-time
equivalent was 21 contact hours per week, while from the school year 2016/2017
onwards it is set at 30 working hours per week. Tables 7 and 8 show data on
teacher full-time equivalents in municipal general education institutions in the
school years 2014/2015-2019/2020 as at 15 November for those holding the
position of a teacher (elementary education teacher, general primary education
teacher, general secondary education teacher); the data are not calculated by the
Ministry of Education and Science. The data do not include the following
positions: a school principal, a deputy principal, an educational methodologist,
support staff (educational psychologist, speech therapist, teaching assistant etc.),
as well as other positions mentioned by schools, e.g. a concertmaster etc.,
because the mentioned positions have different workloads per week, as well as
their responsibilities are based on other principles. It is often said by the public
that there are too many teachers in Latvia, the number of educatees tends to
decrease, whereas the number of teachers does not decrease, yet the author
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believes that the only comparable indicator is the number of teacher full-time
equivalents. It is not correct to consider the number of teachers, as the teachers
working for several educational institutions are staff members in each of them.
Given the fact that one-month full-time equivalent was changed in the school
year 2016/2017, the author analysed data for the school years 2016/2017-
2019/2020 in order for the analysis to be unbiased (Table 7).
Table 7
Changes in the number of teacher full-time equivalents in general
education institutions in the statistical regions of Latvia in the school years
2014/2015-2019/2020

Region 2014/ | 2015/ | 2016/ | 2017/ | 2018/ | 2019/ 2(2)3'%3?7\113
15 16 17 18 19 20 number
Riga 5878 | 5997 | 4318 | 4311 | 4278 | 4344 26.0
Pieriga 3673 | 3771 | 2871 | 2899 | 2901 | 2958 87.2
Vidzeme 2734 | 2676 | 1956 | 1854 | 1793 | 1785 -170.6
Kurzeme | 3376 | 3349 | 2396 | 2375 | 2258 | 2261 -135.7
Zemgale 3055 | 3011 | 2212 | 2183 | 2123 | 2116 -95.7
Latgale 3607 | 3528 | 2516 | 2432 | 2306 | 2240 -191.5
Total: | 22323 | 22330 | 16269 | 16054 | 15659 | 15704 -564.8

Source: author s calculations based on NEIS data as at 15/11/2020

In recent years, the number of state-funded full-time equivalents has
decreased significantly: from 16 268.5 in the school year 2016/2017 to 15703.7
in the school year 2019/2020. The author explains this by the fact that educational
institutions were increasingly liquidated or reorganized during this period, as
evidenced by the data in Table 4. The liquidation and reorganization of
educational institutions occurred mainly in Vidzeme, Kurzeme, Zemgale and
Latgale regions where the numbers of teacher full-time equivalents decreased the
most by 170.6 or 8.7%, 135.7 or 5.7%, 95.7 or 4.3% and 191.5 or 11%,
respectively. For example, the liquidation of one primary school having no
combined class in a region reduces the number of teacher full-time equivalents
by at least 8.43, as 253 working hours are required to deliver the primary
education curriculum, which is based on the maximum lesson load per week as
stated in Section 33 of the General Education Law. This statement of the author
is also proved by Table 5, which shows changes in the number of real educatees
in general education institutions in the statistical regions of Latvia. In the regions
of Latvia where the number of educatees tends to increase — Riga and Pieriga —,
the number of teacher full-time equivalents also increased by 26 or 0.6% and
87.2 or 3%, respectively. The increase in the number of teacher full-time
equivalents in Riga and Pieriga was relatively small compared with an increase
in the number of educatees, as educational institutions had a high number of
educatees in classes and were able to provide the learning process with the
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current number of teacher full-time equivalents. However, the funding for the
remuneration of teachers calculated and allocated by the Ministry of Education
and Science is used by educational institutions to increase the lowest monthly
salary for their teachers, which is described in the next subchapter.

The author concludes that the decrease in the number of educatees and
structural changes is the basis for a decrease in the number of teacher full-time
equivalents because in the municipalities where the number of educatees has
decreased due to the demographic situation, the number of teacher full-time
equivalents has also decreased. Because of the demographic situation, in the
author’s opinion, the number of teacher full-time equivalents funded by the
government is not enough for teachers working in educational institutions with a
small number of educatees to ensure that the other responsibilities performed by
the teachers are also remunerated: correction of assignments, preparation for
lessons, individual work with educatees (consultations) and upbringing. Section
33 of the General Education Law stipulates that the weekly lesson load per
elementary school curriculum may not exceed 153 lessons, 253 lessons per
primary education curriculum, and in accordance with Section 44 of the law —
108 lessons per general secondary education curriculum (General Education
Law, 1999). According to the calculations done by the author, given the fact that
one-month full-time equivalent is 30 working hours per week, a minimum of 5.1
full-time equivalents is required to deliver the curriculum in elementary schools,
8.43 in primary schools and 12.03 in secondary schools. With this number of
full-time equivalents, teachers are remunerated for contact hours, yet there is not
enough funding to remunerate the other teacher responsibilities. The author,
analysing NEIS data as at 15 November 2019, concluded that in Latvia, there
were 81 primary schools with the number of educatees from 15 to 81, which had
not enough state budget earmarked grant funding to deliver the primary
education curriculum or remunerate teachers for contact hours, 17 elementary
schools with the number of educatees from 7 to 37 and 5 secondary schools with
the number of educatees from 65 to 105. It could be concluded that in Latvia,
there were 103 general education institutions with insufficient state budget
earmarked grant funding to remunerate their teachers for contact hours. This
problem mostly related to the educational institutions located in the rural
territories of municipalities, as 99 of them were located in their territories. The
author assumes that combined classes were established in the mentioned
educational institutions, and the respective local governments provided co-
funding in order for the educational institutions to deliver their curricula. Given
the fact that the terms “small rural school” and “small school” are used in Latvia,
yet there is no single term and explanation of what exactly “small” means in this
context, the author, based on the data analysed, gives the following definition: a
small educational institution is an educational institution which, with the number
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of teacher full-time equivalents allocated by the national government, cannot
ensure the delivery of the curriculum or remunerate their teachers for contact
hours.

To assess whether general education institutions can remunerate their
teachers for all the responsibilities to be performed with the number of teacher
full-time equivalents calculated by the national government, the author analyses
and presents the number of working hours teachers were remunerated for in two
adjacent municipalities/cities of Latgale statistical region: 1. Rezekne
municipality, which had 13 general education institutions with the number of
educatees ranging from 43 to 525 in the school year 2019/2020; 2. Rezekne city,
which had 7 educational institutions with the number of educatees ranging from
396 to 588 in the school year 2019/2020.

To make a comparison, Table 8 presents data on the number of working hours
teachers were remunerated for in 3 general education institutions in Rezekne
municipality and 2 adjacent general education institutions in Rezekne city.

Table 8
Numbers of working hours teachers were remunerated for and teacher
full-time equivalents in general education institutions of Rezekne
municipality and Rezekne city as at 15/11/2019

Number of working hours
g E % S & =)
Educational 8 |52 | = s é S | Total FTE
institution 5 T3 = B e s hours
3 g 3D 7} > ES]
S | & | & s 3 5
o & o O ®
Latgale region — Rezekne municipality
Nautreni Secondary
School 371 0 0 0 27 398 13.27
Kaunata Secondary | g39 | 333 | 351 | 212 | 50 | 6786 | 22.62
School
Gaigalava Primary 184 0 0 0 6 190 6.33
School '
Latgale region — Rezekne city
Rezekne Elementary | 546 | 503 | 486 | 454 | 68 | 760.3 | 25.34
School
Rezekne 2. 734 | 523 | 523 | 523 | 74 | 9649 | 32.16
secondary school

Source: author ’s calculations based on NEIS data as at 01/09/2020

As shown in in Table 8, the larger the number of educatees in an educational
institution, the more it is possible to remunerate teachers for their working hours.
The author considers that in Kaunata Secondary School, which was the second
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largest educational institution in Rezekne municipality in terms of number of
educatees (208) in the school year 2019/2020, teachers were remunerated for all
their responsibilities. In Nautreni Secondary School, the number of state-funded
full-time equivalents was insufficient to remunerate teachers for the preparation
of lessons, consultations and correction of written assignments, yet the school
was able to ensure the delivery of the curriculum. Teachers were remunerate for
their contact hours. Gaigalava Primary School, however, with the number of
teacher full-time equivalents calculated by the government — 6.33, was unable to
ensure the delivery of the curriculum because, according to the author’s
calculations, 8.43 full-time equivalents were required for the delivery of the
primary education curriculum. The author allows the possibility that combined
classes were established in the mentioned educational institutions, and the
respective local governments provided co-funding. By co-investing in the
implementation of curricula, it is more difficult for local governments to support
teacher professional development, provide the educational institution with the
necessary funding for technical resources and maintenance of premises, as well
as for the implementation of interest-related education. Accordingly, taking care
of the child’s quality education and comprehensive development, parents prefer
educational institutions where such conditions are of higher quality. A flow of
educatees from one educational institution to another is observed, as the other is
able to provide a more advanced educational environment, new curricula and
other opportunities for educatee development. In the opinion of the author,
teaching in combined classes is also difficult. Preparing for such lessons takes
more time, and specific teaching methods need to be applied during the lessons.

In contrast, in the neighbouring city of Rezekne, the number of teacher full-
time equivalents calculated and allocated by the national government to all
general education institutions is sufficient to remunerate teachers for all the
responsibilities to be performed. The author also assumes that the lowest monthly
salary in Rezekne city educational institutions is higher than the one set
nationally, as the educational institutions have large classes.

In Latvia, as shown in Table 8, due to the insufficient number of state-funded
teacher full-time equivalents allocated to general education institutions, there is
a large disparity in the number of working hours remunerated between them
because the additional responsibilities to be performed (correction of
assignments, preparation for lessons, consultations, upbringing) are remunerated
to different extents, which consequently affects and the monthly salary of
teachers. Teachers working in adjacent educational institutions and teaching the
same subject with the same number of contact hours could have different
numbers of working hours remunerated. The author assumes that educational
institutions with a small number of educatees find it difficult to hire the best
teachers or new ones because they prefer to work in the educational institutions
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where all their responsibilities are remunerated. Such a situation is also unfair
and discriminatory in relation to educatees in educational institutions with a
small number of educatees, as the institutions are forced to establish combined
classes, as well as the funding allocated does not provide equal opportunities to
obtain quality education, incl. to establish extended day groups etc. The author
concludes that it is practically impossible for an educational institution with a
small number of educatees, which rarely has secondary school classes, to
function under the funding model “Money follows the educatee” if the
municipality does not provide additional funding. The educational institutions
located in the rural territories of municipalities need to be preserved, and in order
to motivate the best specialists and young teachers who have recently completed
their university studies to work in them, a different funding model needs to be
sought or the current one needs to be improved through incorporating
mechanisms that eliminate disparities between high and low enrolment
educational institutions. The Sustainable Development Strategy of Latvia for
2030 (Latvia2030), the Education Development Guidelines 2014-2020, the
Declaration on the intended activities by the Cabinet of Ministers headed by
2021-2027 envisage the entry of young specialists into the education system and
raising the prestige of the teacher profession. This objective was also set by the
NDP-2020, yet until now no motivation system has been developed that would
stimulate the entry of young teachers into the education system. For example,
many countries provide significant extra remuneration for teaching in
disadvantaged areas, transport allowances to reach remote areas, or additional
allowances for specific skills to ensure that similar-quality teachers work in all
schools (Schleicher, 2012). For example, in Estonia, the government pays a
financial incentive of EUR 12 728 to young teachers who choose to work outside
Tallinn and Tartu after their university studies to encourage them to work in
towns and rural areas, provided that the young teacher works for five years or
more at the educational institution. Almost three quarters of OECD countries
have introduced this kind of quotas (OECD, 2011; OECD, 2014c). In the opinion
of the author, education cannot be isolated from the social context in the country.
Without schools in rural territories, the rural areas will not be viable, and the
educational institutions located in rural areas also have a place in the education
system. A programme for preservation of small rural primary education schools,
based on the NDP-2020 and NDP-2027, should have already been designed, as
well as Latvia2030 envisages the development of such a programme.
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3.2.4. Educator remuneration rates in the regions of Latvia

To identify the amount of state budget earmarked grants for the remuneration
of teachers, the number of teacher full-time equivalents calculated and allocated
to educational institutions is multiplied by the lowest monthly salary rate
specified in the relevant Cabinet Regulation (No. 836 until the school year
2016/2017, No. 445 from the school year 2016/2017 onwards). Until the school
year 2016/2017, one teacher full-time equivalent was equal to 21 contact hours
per week, which also depended on the length of teaching. Since the school year
2016/2017, one teacher full-time equivalent has been 30 working hours per week.
In the school years 2016/2017 and 2017/2018, the lowest monthly salary was set
at EUR 680. In 2018, the lowest monthly salary rate caused dissatisfaction among
teachers, and LIZDA responded actively and ensured that on 15 January 2018, a
schedule for increases in teacher remuneration for the period from 1 September
2018 to 31 December 2022 was approved at a Cabinet meeting. In accordance
with the schedule for the school year 2018/2019, the lowest monthly salary rate
for teachers was increased to EUR 710. On 20 March 2019, LIZDA organized a
picket near the Parliament of the Republic of Latvia, which gathered
approximately 2 500 educators who demanded that politicians comply with the
schedule for increasing the remuneration of teachers approved by the Cabinet in
2018. As a result, the minimum monthly remuneration of teachers was increased
to EUR 750 per full-time equivalent in the school year 2019/2020. In accordance
with the mentioned schedule, on 16 June 2020, the government approved
amendments to the relevant Cabinet regulation, which provided for an increase
in the lowest monthly salary rate for teachers to EUR 790 from 1 September
2020. In addition, in accordance with the schedule, the government specified the
increase of the lowest monthly salary rate to EUR 830 from 1 September 2021
in the relevant Cabinet regulation on 6 July 2021. The schedule envisages
increasing the minimum monthly remuneration rate for teachers to EUR 900 in
September 2022 (Teacher work ..., 2018). Based on the informative report
“Proposals for State Budget Revenues and Expenditures for 2022 and the
Framework for 2022-2024” approved by the Cabinet on 24 September 2021, the
author concludes that the draft law “On the State Budget for 2022” provides an
additional EUR 15.2 million for the increase of teacher remuneration in 2022,
thereby ensuring the increase of the lowest monthly salary rate to EUR 900 in
accordance with the indicative schedule for teacher remuneration for the period
from 1 September 2018 from to 31 December 2022 (Informative report
“Proposals..., 2021).

The author believes that the public has a wrong opinion about the lowest
monthly salary of a teacher because the teacher full-time equivalent specified in
the relevant legal acts is 30 working hours per week. This factor prevents the
teacher profession from becoming an attractive career choice and lowers the
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prestige of the teacher profession in society. Teachers who work normal working
hours in general education institutions — 40 hours per week or 1.33 full-time
equivalents —, based on the teacher full-time equivalent specified in the relevant
Cabinet regulation, receive not less than EUR 1 053.33 per month in the school
year 2020/2021.

Based on data on remuneration in general education institutions entered by
municipalities in the NEIS, Table 9 shows the average remuneration of teachers
per full-time equivalent in the school years 2014/2015-2019/2020 as at 15
November 2021. Tables 9 and 11 show the highest average monthly
remuneration of teachers in general education institutions, yet the principal has
the right not to redistribute funding for teacher remuneration calculated by the
Ministry and allocated to the educational institution, reserving it for teacher
allowances or bonuses. Given the fact that one-month full-time equivalent was
changed from 21 to 30 working hours in the school year 2016/2017, the author
analysed data for the school years 2016/2017-2019/2020 in order for the analysis
to be unbiased.

Table 9
Changes in the average monthly remuneration of teachers per full-time
equivalent in general education institutions in the statistical regions of
Latvia in the school years 2014/2015-2019/2020, EUR

Region 2014/ | 2015/ | 2016/ | 2017/ | 2018/ | 2019/ | 2016/17 vs

15 16 17 18 19 20 2019/20, %
Riga 543.1 | 544.7 | 8144 | 840.0 | 870.7 | 923.7 13
Pieriga 5359 | 5424 | 818.7 | 837.8 | 859.0 | 909.6 11
Vidzeme 476.3 | 4827 | 753.0 | 767.2 | 7943 | 829.0 10
Kurzeme | 4904 | 483.9 | 737.1 | 7433 | 778.0 | 830.2 13
Zemgale 492.4 | 4912 | 769.8 | 784.2 | 8275 | 869.6 13
Latgale 475.1 | 476.6 | 7419 | 7419 | 767.1 | 798.8 8
Average: | 502.2 | 503.6 | 7725 | 785.7 | 816.1 | 860.1 11

Source: author ’s calculations based on NEIS data as at 15/11/2020

As shown in Table 9, the current funding model “Money follows the
educatee” does not provide teachers with adequate monthly remuneration. The
remuneration of teachers depends on the number of educatees in educational
institutions, i.e. the more educatees, the higher the remuneration is set by the
educational institution. The data show that in Latvia, the average remuneration
per full-time equivalent (30 working hours per week) in municipal general
education institutions was EUR 860.19 in the school year 2019/2020, and it has
increased on average by EUR 87.66 or 11% compared with the school year
2016/2017. An analysis of teacher remuneration in the regions of Latvia in the
school year 2019/2020 revealed that teachers in Riga region had 16% higher
remuneration than teachers in Latgale region. In the school year 2019/2020 in
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Riga region, the average remuneration of teachers was EUR 923.71 per full-time
equivalent, as the educational institutions had a large number of educatees and
large classes, while teachers working in Latgale region received EUR 798.80 per
full-time equivalent because there were many educational institutions with a
small number of educatees in the region. The present research has already
concluded that such educational institutions cannot remunerate teachers for the
correction of written assignments, preparation for lessons, individual work with
educatees and upbringing, as the number of educatees is so small that funding is
sufficient only for the implementation of the curriculum.

Table 10 shows the calculated statistical measures of the average
remuneration of teachers per full-time equivalent broken down by region.

Table 10
Changes in the statistical measures of average teacher remuneration per
full-time equivalent in general education institutions in the regions of
Latvia in the school years 2016/2017-2019/2020

Indicator Symbol 2016/17 2017/18 2018/19 2019/20
Minimum value min 737.19 741.94 767.13 798.8
Maximum value max 818.71 840.08 870.74 923.71
Range R 81.52 98.14 103.61 124.91
Average value H 772.53 785.78 816.15 860.19
Standard o 32.82 40.27 30.34 451
deviation
Coefficient of Y, 42 5.1 48 5.2
variation, %

Source: author ’s calculations based on NEIS data as at 15/11/2021

An analysis of the average remuneration of teachers per full-time equivalent
in general education institutions in the regions of Latvia revealed that the range
(difference between the highest and the lowest remuneration) tended to increase:
in the school year 2016/17 it was EUR 81.52, while in the school year 2019/20
it reached EUR 124.91. A positive fact is that the dispersion across the regions
was small (less than 10%), yet it tended to increase.

To draw conclusions about the disparities in teacher salaries within one
municipality, within neighbouring municipalities and within regions during the
school year 2019/2010, in Table

11 the author presents the average salary of teachers per full-time equivalent
in 3 general education institutions in Rezekne municipality and 2 in Rezekne city
in Latgale region and 2 in Marupe municipality in Pieriga region.
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Table 11
Average remuneration of teachers per full-time equivalent in general
education institutions in Rezekne and Marupe municipalities and Rezekne
city in the school year 2019/2020, EUR

Education institution Average remuneration per
full-time equivalent
Latgale region — Rezekne municipality
Rezna Primary School 750.00
Nautreni Secondary School 760.10
Malta Secondary School 799.72
Latgale region — Rezekne city
Rezekne 2™ Secondary School 758.96
Rezekne State 1% Gymnasium 948.92
Pieriga region — Marupe municipality
Marupe Primary School 924.29
Marupe State Gymnasium 1189.97
Marupe municipality Skulte Elementary School 750.00

Source: author ’s construction and calculations based on NEIS data as at 15/11/2020

There were 13 general education institutions in Rezekne municipality and the
average remuneration of teachers varied between them by up to 6%. The highest
remuneration per full-time equivalent was in Malta Secondary School, EUR
799.72, whereas the lowest was in Rezna Primary School, EUR 750.00. There
were 7 general education institutions in Rezekne city, and the average
remuneration varied between them by up to 25%. There were 4 general education
institutions in Marupe municipality, and the average remuneration between them
varied by up to 59%. The highest remuneration per full-time equivalent was in
Marupe State Gymnasium, EUR 1 189.97, whereas the lowest was in Skulte
Elementary School in Marupe municipality, EUR 750.00. In the school year
2019/2020, the average remuneration in Marupe State Gymnasium was the third
highest nationally. The author has already mentioned that Skulte Elementary
School had a small number of educates (44), as most of them were those with
special needs (language disorders, learning disabilities, mental disabilities). In
the opinion of the author, the municipality provides extra funding to the teachers
of Skulte Elementary School from its budget to ensure equal remuneration per
full-time equivalent among all general education institutions in Marupe
municipality.

After comparing the average remuneration of teachers in general education
institutions located in Rezekne and Marupe municipalities and Rezekne city, the
author found that there was a large disparity and differentiation in teacher
remuneration for their working hours between the statistical regions of Latvia
and between the municipalities and cities of a region. Teachers need to receive
equal remuneration for work of equal value, regardless of the size and location
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of the educational institution. Of course, if teaching larger classes, the teacher
has a larger mental burden, and more work is needed to educate the class and
correct written assignments, as well as do other paperwork. However, a teacher
who is employed in an educational institution with a small number of educatees,
working the same hours and performing the same responsibilities, receives
significantly lower remuneration. Chapter 2 concluded that all international
documents emphasize the need to provide equal remuneration for work of equal
value and the importance of non-discrimination. In contrast, the funding model
“Money follows the educatee” promotes inequality.

3.2.5. Funding for teacher remuneration

As shown in Figure 5, in 2018 the largest proportion of central government
basic budget expenditure on general education allocated under line item 62
“Earmarked Grants to Local Governments” — EUR 256 915 842 or 72.4% of the
total — represented the remuneration and MSSIC of teachers employed in
municipal educational institutions. Given that the analysis was performed on
teacher remuneration, in Figure 8 the author presents the data on the amount of
funding allocated to local governments for the remuneration and MSSIC of
teachers employed in general education institutions. The data on funding shown
in Figure 8 do not include the data on funding for educational institution
administrations, support staff and interest-related education.

200
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150 140.64 141.79
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2014/2015 2015/2016 2016/2017 2017/2018 2018/2019 2019/2020
School year

Source: author ’s construction and calculations based on NEIS data as at 15/11/2020
Fig. 8. Changes in the amount of earmarked grants allocated to local
governments for the remuneration and MSSIC of teachers employed in
general education institutions in Latvia in the school years 2014/2015-
2019/2020, min. EUR.

In the school years 2014/2015-2019/2020, as shown in Figure 8, the amount
of earmarked grants allocated to local governments for the remuneration of
teachers has increased by EUR 29.75 million or 21.16%. The funding for teacher
remuneration was increased every year. The largest increase in the amount of
earmarked grants was reported in the school year 2016/2017 when it increased
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by EUR 13.98 million or 9.86% compared with the school year 2015/2016. The
author assumes that such an increase in funding for teacher remuneration could
be explained by an increase in the lowest monthly salary rate, as in the school
year 2016/2017 it was increased by EUR 60 compared with the school year
2015/2016.

3.3. Factors affecting allowances, bonuses, relief and benefits for teachers
3.3.1. Allowances

Teachers have an opportunity to receive allowances every month if they have
qualified for one of the three quality levels in accordance with Cabinet
Regulation No. 501 “Procedures for the Organisation of the Quality Assessment
of the Professional Activity of Teachers”. A quality level is granted to teachers
after their professional activity has been assessed and is valid only in the
educational institution where the teacher assessment was performed (Procedures
for the Organisation...). Paragraph 27* of Cabinet Regulation No. 445 stipulates
that the principal of an educational institution shall set the amount of the
allowance for the 1%, 2" and 3" quality level obtained from 10 August 2017 for
a monthly full-time equivalent within the limits of the funding allocated to the
educational institution. For teachers who have obtained a level of quality, an
allowance is set in proportion to the workload of the teacher (Teacher
remuneration..., 2016). The author concludes that if the principal of an
educational institution, based on a proposal of the committee, makes a decision
on awarding a level of quality, teachers have an opportunity to receive an
allowance every month, yet its amount depends on the amount of allowances
allocated to the educational institution. The size of the allowance fund is
calculated by the MES in accordance with Paragraph 8.3 of Cabinet Regulation
No. 447 that stipulates that additional funding in the amount of 14.5% of the total
amount of earmarked grants allocated to each educational institution is allocated
for the implementation of the curriculum; the funding is intended for
remunerating teachers for their additional responsibilities and the quality of their
professional activity if they have obtained the 1%, 2"@ and 3" level of quality, as
well as for raising the monthly remuneration of teachers (On the State Budget
..., 2016). In the opinion of the author, the fact that no funding is allocated for a
specific purpose — the professional quality of teachers who have obtained the 1%,
2" and 3" level of quality — and the fact that no specific size of an allowance is
set for each level of quality creates inequality between teachers because:

e in educational institutions that do not have enough funding to remunerate
teachers for other responsibilities: correction of assignments, preparation for
lessons, individual work with educatees (consultations) and upbringing, this
funding is used to remunerate teachers for this work;
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e in educational institutions that do not have enough funding to provide the
lowest monthly salary rate, this funding is used to do it;

e educational institutions that have sufficient funding to remunerate teachers
for other responsibilities and provide the lowest monthly salary rate use this
funding to increase the minimum monthly remuneration for all teachers;

e in educational institutions where a relatively large number of teachers have
obtained a level of quality, the size of the allowance is small;

¢ ineducational institutions where relatively few teachers have obtained a level
of quality, the size of the allowance is large;

e even if educational institutions are located in one municipality, close to each
other, the additional funding calculated and allocated by the MES might be
used for different purposes and in different amounts.

Paragraph 30 of Cabinet Regulation No. 445 stipulates that the teacher
remuneration fund of an educational institution consists of the teacher salary fund
and the allowance fund (Teacher remuneration..., 2016). The factors influencing
the teacher salary fund were examined in Subchapter 3.2. The size of the
allowance fund or the amount of additional funding represents 14.5% of the
teacher salary fund. This means that the size of the teacher allowance fund also
depends on the number of educatees in educational institutions — as the number
of educatees decreases, both the teacher salary fund and the allowance fund
decrease in size. The author believes that teachers would be more motivated to
apply for an assessment of the quality of their professional activity if they were
informed about the size of an allowance paid for obtaining one of the levels of
quality. At present, in accordance with Paragraph 7 of Cabinet Regulation No.
501, the level of quality awarded shall be confirmed by an order of the principal
of the educational institution issued until 31 May of the current year. The teacher
receives a monthly allowance for the obtained level of quality from the beginning
of the new school year (September 1), yet the teacher only finds out the size of it
after the MES has calculated and allocated earmarked grant funding. A situation
could arise where a teacher receives, for example, EUR 100 for the 3 level of
quality for one year, yet the next year, as the number of educatees decrease and
the number of teachers who obtain a level of quality increases in an educational
institutions, the allowance for the 3™ level of quality is only EUR 20.

3.3.2. Bonuses

Paragraph 26 of Cabinet Regulation No. 445 stipulates that, in view of the
personal contribution to the job, a bonus or cash prize may be awarded to the
teacher from state budget funding savings on remuneration. The total amount of
bonuses and cash prizes paid from state budget grants and earmarked grants in a
calendar year may not exceed 120 percent of the monthly remuneration of
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educators, while the total amount of bonuses and cash prizes paid in a calendar
year in national and municipal educational institutions may not exceed 175 per
cent of the monthly remuneration of educators. The amount of cash prizes or
bonuses for educators is set by the principal of the educational institution in
accordance with the procedure for awarding cash prizes or bonuses approved by
the educational institution (Teacher remuneration ..., 2016). This means that if a
teacher works 40 hours a week or 1.33 full-time equivalents in the school year
2020/2021 and receives the lowest monthly salary rate of EUR 1 053.33 per
month as set by Cabinet Regulation No. 445, the total amount of bonus to be paid
may not exceed EUR 1 843.33 per calendar year: the amount of earmarked grants
from the state budget may not exceed EUR 1 264.00 per calendar year and the
local government may provide additional funding of up to EUR 579.33 per
calendar year from its budget. If an educational institution has made savings on
earmarked grants allocated from the state budget and wants to pay, for example,
a bonus of EUR 500.00 per calendar year to a teacher, the municipality may
award a bonus of up to EUR 1 343.33 per calendar year to the teacher. If an
educational institution does not have enough funding from earmarked grants
allocated from the state budget to pay a bonus to a teacher, the municipality may
award a bonus of up to EUR 1 843.33 per calendar year to the teacher.

3.3.3. Relief and benefits

The issue of providing social guarantees, which would directly indicate the
right of teachers to receive social guarantees, has not been enshrined in relevant
legal acts for almost 10 years. On 16 April 2018, amendments to the Education
Law entered into force, and Paragraph 1 of Section 52 was supplemented with
Paragraph 7 stipulating that a teacher has the right to receive a financial benefit
from the founder of an educational institution due to the death of a family
member (spouse, child, parent, grandparent, adopter or adoptee, brother or sister)
or a dependent in the amount of not more than one minimum monthly salary.
This paragraph entered into force in full on 1 September 2019. Section 52 of the
Education Law has been supplemented with Part 1? stipulating that the national
and local government may also set a benefit for a disabled child and health
insurance for a teacher within the limits of available financial resources
(Amendments to the Education Law, 2018).

In addition, Section 52 of the Education Law provides that teachers have the
right to:

e eight weeks’ leave;
e leave for creative work to develop a teaching aid;
e 30 days’ leave for professional skill development (Regulations regarding

Educators ..., 2018).
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Section 151 of the Labour Law stipulates that teachers, as well as any other
employee who has three or more children under the age of 16 or a disabled child
under the age of 18, are entitled to three working days of paid additional leave
(Labour Law, 2001).

Local governments may also provide other social guarantees to teachers
within their financial limits, if the guarantees are specified in external legal acts
or binding regulations of the local governments. For the implementation of social
guarantees, state budget earmarked grants may not be used for the remuneration
of teachers.

In municipal educational institutions, social guarantees for teachers are
mostly provided on the basis of an agreement or a collective agreement. The trade
union LIZDA, which defends the interests of teachers through social dialogue,
takes care of the conclusion of the agreements. LIZDA is an independent public
organization founded on 19 May 1990 and is currently the largest and most
influential trade union in Latvia. On 1 January 2020, 1 110 trade unions were the
members registered in the LIZDA register, representing a total of 24 218
employees in the education and science sector. As at 1 January 2020, according
to unpublished data from LIZDA, 34 agreements have been concluded with local
governments or their Education Boards and 720 collective agreements have been
registered.

LIZDA also provides its members with social guarantees — benefits. One of
the benefits is the Social Assistance Fund, from which the members are provided
with various financial support in various situations of life, e.g. natural disasters,
partial compensation for medical expenses, birth of a child, death of a trade union
member or close relative, training etc. The second one is the Accident Fund,
which provides financial assistance to the union members in the event of an
accident, thereby giving an opportunity for a working LIZDA member to receive
financial assistance up to EUR 2 500 24 hours a day (compensation for injuries,
daily allowances, compensation for hospital and medical expenses etc.) if the
member has suffered an accident in the territory of Latvia.

Based on the analysis done in Chapter 3, in Figure 9 the author presents the
factors influencing the financial remuneration of teachers, i.e. salaries,
allowances, bonuses, relief and benefits in general education institutions in
Latvia.

Based on the analysis done in Chapter 3, the author identified the strengths
(7) and weaknesses (18) of the remuneration system for general education
institution teachers, as well as the opportunities (5) and threats (10), which
provide an essential justification for the research done in Chapter 4, thereby
revealing which of the factors contribute to teacher performance most
significantly and effectively.
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Fig. 9. Factors influencing the system of teacher financial remuneration in general education
institutions in Latvia.
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4. PERFORMANCE IMPROVEMENTS IN GENERAL
EDUCATION INSTITUTIONS IN LATVIA

The chapter is 54 pages in length and includes 3 tables and 42 figures.

The chapter analyses the results of a survey of teachers and principals/deputy
principals working in general education institutions in the regions of Latvia on
the factors influencing teacher performance and identifies which of them is the
most important in contributing to teacher performance. Based on the survey
results, 5 potential scenarios for increasing the performance of teachers were
designed and evaluated by applying the AHP method.

4.1. Evaluation of the opinions of teachers and administrations of general
education institutions on the factors influencing teacher performance in
the regions of Latvia

The author employed a quantitative method of sociological research — a
survey — to scientifically substantiate and identify as precisely as possible which
of the factors would most significantly and effectively increase the performance
of teachers. The author conducted surveys of two different groups of
respondents: teachers and principals/deputy principals from general education
institutions to assess the factors influencing teacher performance through several
dimensions. The sample consisted of 603 teachers and 121 principals/deputy
principals. The survey was conducted in 2020, and the survey results were
processed (analysed) using the data processing program SPSS (Statistical
Package for the Social Sciences). A graphical method was employed for
graphical representation — the tools of Microsoft Excel.

The Cronbach’s alpha method was employed to assess the reliability of the
survey results by using SPSS. The Cronbach’s alpha coefficient indicates the
internal consistency or reliability of survey data and whether the data are
considered to be reliable for their further interpretation. The internal consistency
was verified for both surveys — for the opinions of teachers on the factors
influencing their performance (¢=0.869) and for the opinions of principals and
deputy principals on the factors influencing teacher performance (0=0.933) —,
which led to a conclusion that the reliability of the data obtained was high and
could be used for a further data analysis.

The purpose of the surveys of teachers and principals/deputy principals from
general education institutions was to identify their opinions on the factors
influencing teacher performance and to determine which of them would increase
the teacher performance the most.
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4.1.1. Examination of the opinions of teachers from general education
institutions on the factors influencing their performance and of teacher
performance-related causal associations

The teacher survey contained 30 questions. The teacher sample consisted of
603 respondents from general education institutions from all the statistical
regions of Latvia: of which 21% were from Vidzeme region, 18% from Kurzeme,
13% from Zemgale, 20% from Latgale, 13% from Pieriga and 15% from Riga.

Based on the theoretical framework of the present research, the research aim
set and the data analysis and a SWOT analysis done, the author included
statements in the questionnaire for each factor influencing teacher performance
and, based on the replies provided by the teachers from all the regions, the author
calculated a weighted average for each statement and arranged them in ascending
order (with 1 increasing the performance of teachers the most).

Financial remuneration

The top 5 statements from a total of 12 chosen by the teachers regarding their
financial remuneration and particularly which prerequisite of financial
remuneration would increase their performance if it were provided are shown in
Figure 10.

«Educatees with special needs are provided with the necessary support staff]

93% | (teaching assistant, special teacher, speech therapist etc.) )
*No need to work in several educational institutions to have full-time

88% | employment

« All additional responsibilities are remunerated by the educational institution)

87% | (correction of assignments, individual work with educatees, upbringing)

88 | The number of educatees in the class is set smaller

A

* No constant stress concerning the future of the educational institution (its
829 | existence)

Source: author ’s calculations based on survey data, 2021, n=603
Fig. 10. Top 5 statements chosen by the teachers regarding which
prerequisite of financial remuneration would increase their performance
the most if it were provided, as a % of the total respondents.

Of all the mentioned factors influencing the performance of teachers, the
most pronounced regional differences (69% in Riga, 87% in Zemgale, 86% in
Latgale) were found for the following statement — no constant stress concerning
the future of the educational institution (its existence). It is important to point out
that it was identified that in the country, raising the lowest monthly salary rate of
teachers would increase the performance of teachers; however, according to the
survey of teachers, this was not the key factor (6! most frequently chosen reply
option).
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Non-financial remuneration

The top 5 statements from a total of 7 chosen by the teachers regarding which
prerequisite of non-financial remuneration would increase their performance if it
were provided are shown in Figure 11.
+The employer provides the necessary opportunities for professional)
83%| development

» The employer praises the employee or expresses gratitude in person

75%

- The employer praises the employee or expresses verbal gratitude in front of the |
69% | staff
« An opportunity to be present, express one's own thoughts freely and take part]
58% | in making important decisions

 The employer applies for a certificate of distinction or a nomination from the
57%/| municipality

Source: author ’s calculations based on survey data, 2021, n=603
Fig. 11. Top 5 statements chosen by the teachers regarding which
prerequisite of non-financial remuneration would increase their
performance the most if it were provided, as a % of the total respondents.

From the top 5 statements, the largest regional differences were found for the
following statement — the performance of teachers would increase if the
employer praises the employee or expresses verbal gratitude to the employee in
front of the staff. This prerequisite was most frequently chosen by the teachers
from Zemgale region (80% of the total respondents), whereas least frequently
chosen in Kurzeme region (55%).

Organizational culture

The top 5 statements from a total of 12 chosen by the teachers regarding
which organizational culture aspect would increase their performance if it were
provided are shown in Figure 12.

87| The common belief that we are a team

8% » Good microclimate (dignity, trust, unity, solidarity)

7501 The administration takes care of its employees

7501 | feel relaxed in the team, an opportunity to express my own opinion freely

M « Social cohesion events are held for the team

Source: author s calculations based on survey data, 2021, n=603
Fig. 12. Top 5 statements chosen by the teachers regarding which
organizational culture aspect would increase their performance the most if
it were provided, as a % of the total respondents.
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According to the survey of teachers, organizational culture made a significant
impact on teacher performance. From the top 5 statements, the most pronounced
regional differences were found for the following statement — the performance
of teachers would increase if social cohesion events were held by the educational
institution for the staff: 62% in Riga and 81% in Latgale chose this reply option.
Political presence

The top 5 statements from a total of 12 chosen by the teachers regarding
which kind of political presence and its influence would increase their
performance if it were provided are shown in Figure 13.

« Criteria for distributing bonuses are clear and understandable to everyone

J

19%
\/ «Political affiliation does not play a significant role (e.g. in school|
16% | development, in the allocation of municipal funding etc.)

J
« Persons having connections with the administration are not more remunerated|
13% | for their additional responsibilities performed

J
N\

« No bureaucratic policy is implemented

J\o

»No upward hierarchy

12%

Source: author ’s calculations based on survey data, 2021, n=603
Fig. 13. Top 5 statements chosen by the teachers regarding which kind of
political presence and its influence would increase their performance the
most if it were not practised in the educational institution, as a % of the
total respondents.

Based on the analysis of the survey data, it could be concluded that
pronounced political presence and its influence was not observed in any of the
regions of Latvia. The largest regional differences could be observed in relation
to the statement that the performance of teachers would definitely increase or
rather improve if clear and comprehensible criteria for distributing bonuses are
set: 26% in Riga region, 10% in Latgale region.

Ranking the importance of each statement put forward by the author based
on the analysis of the survey of teachers reveals that the following 5 factors
would increase the performance of teachers the most (with 1 increasing the
performance of teachers the most) (Figure 14).

127



»educatees with special needs are provided
1. Financial remuneration with the necessary support staff (teaching

(93.2% respondents) assistant, special teacher, speech therapist
etc.)

2. Financial remuneration  |~no need to work in several educational
(87.7% respondents) institutions to have full-time employment

- all additional responsibilities are remunerated
3. Financial remuneration by the educational institution (correction of

(86.7% respondents) assignments, individual work with educatees,
upbringing)

4. Organizational culture - the common belief that we are a team
(86.5% respondents)

(&
-

5. Financial remuneration  [|-the number of educatees in the class is set
(86.0% respondents) smaller

VAV VA VA vd

-
Source: author’s calculations based on research data, 2021, n=603
Fig. 14. Top 5 factors and statements chosen by the teachers regarding
which factor would increase their performance the most if it were
enhanced by the educational institution, as a % of the total respondents.

After calculating the weighted average for each factor influencing teacher
performance based on the teachers’ ratings of the author’s statements, the author
concludes that the performance of teachers would be most significantly increased
by organizational culture (73.1%), followed by financial remuneration (70%),
non-financial remuneration (64%) and political influence (11%). In the opinion
of the author, the above calculations are more important, i.e. the arithmetic
average for each statement; therefore, the author concludes that out of the factors
influencing the performance of teachers, the following ones would increase it the
most: 1. Financial remuneration; 2. Organizational culture; 3. Non-financial
remuneration; 4. Reduction of political presence. Out of the components of
financial remuneration, the performance of teachers is most significantly
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influenced by the basic salary and the factors influencing it — the funding model
“Money follows the educatee”.

4.1.2. Examination of the opinions of principals and deputy principals
from general education institutions on the factors influencing teacher
performance and of teacher performance-related causal associations

The survey of principals and deputy principals of educational institutions on
the factors influencing teacher performance included 24 questions. The sample
consisted of 121 respondents from all the statistical regions of Latvia, of which
17% were from Vidzeme region, 14% from Kurzeme region, 15% from Zemgale
region, 17% from Latgale region, 14% from Pieriga region and 23% from Riga
region.

After analysing similarities and differences in the replies given by the
principals and deputy principals in relation to the factor influencing the
performance of teachers — financial remuneration —, the author concluded that
the opinions did not differ significantly, and a causal association between the
ratings of the statements — what would most increase the performance of teachers
— was weak. In relation to non-financial remuneration, the opinions of teachers
and principals/deputy principals on the statements — what would most increase
the performance of teachers — differed, yet the differences were not significant.
In contrast, the opinions of both groups of respondents on the statements related
to the factor influencing the performance of teachers — organizational culture —
differed significantly. However, it is important to note that the replies of both
groups of respondents showed that organizational culture made a significant
impact on the performance of teachers, as a high percentage of the respondents
definitely agreed or rather agreed with the statements made by the author that the
performance of teachers would increase. The author also concluded that in all the
regions of Latvia, the principals and deputy principals believed that
organizational culture made a larger impact on the performance of teachers than
the teachers themselves acknowledged it. A comparison of the opinions of
teachers and principals/deputy principals revealed that they differed significantly
in terms of importance in relation to which kind of political presence increased
the performance of teachers the most. It should be noted that the replies of both
groups of respondents indicated that political presence did not make a significant
impact on the performance of teachers, as a low percentage of the respondents
definitely agreed or rather agreed with the statements made by the author.
Therefore, the author concludes that both groups of respondents acknowledged
that out of the four factors influencing teacher performance, political presence
made the least impact on the teacher performance. The survey showed that there
was no significant political presence and influence in educational institutions.
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According to the survey of principals and deputy principals and the analysis
of the data ranking the importance of each statement put forward by the author
separately, the 5 factors shown in Figure 15 would increase the performance of
teachers the most (with 1 increasing the performance of teachers the most).

4

1. Financial remuneration L no need to work in several educational
(97.7% of respondents) institutions to have full-time employment

- educatees with special needs are provided
2. Financial remuneration with the necessary support staff (teaching

(97.3% respondents) assistant, special teacher, speech therapist
etc.)

3. Organizational culture | the common belief that we are a team
(96.5% respondents)

-
-

4. Non-financial remuneration |-the employer praises the employee or
(94.3% respondents) expresses verbal gratitude in front of the staff

-
-

- all additional responsibilities are remunerated
5. Financial remuneration by the educational institution (correction of

(94.0% respondents) assignments, individual work with educatees,
upbringing)

\
Source: author’s calculations based on survey data, 2021, n=121
Fig. 15. Top 5 factors and statements chosen by the principals and deputy
principals regarding which factor would increase their performance the
most if it were enhanced by the educational institution, as a %
of the total respondents.

NN N NN

After calculating the weighted average for each factor influencing teacher
performance based on the ratings of the author’s statements by the principals and
deputy principals, the author concludes that the performance of teachers would
be most significantly increased by organizational culture (89%), followed by
non-financial remuneration (87%), financial remuneration (75%) and political
influence (8%). In the opinion of the author, the above calculations are more
important, i.e. the arithmetic average for each statement; therefore, the author
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concludes that out of the factors influencing the performance of teachers, the
following ones would increase it the most: 1. Financial remuneration; 2.
Organizational culture; 3. Non-financial remuneration; 4. Reduction of political
presence.

4.2. Analysis and evaluation of scenarios for increasing the performance of
teachers for the development of the education sector

To identify which factor would most significantly contribute to the
performance of teachers and what should be done to increase the performance of
teachers, the author employed the Analytic Hierarchy Process (AHP) (Saaty,
2007). The hierarchical analysis model (hierarchical pyramid) consists of four
levels: Level 1 — the goal; Level 2 — groups of criteria; Level 3 — evaluation
criteria (interests of the groups of criteria); Level 4 — alternatives to achieving
the goal.

The hierarchical analysis model (Figure 16) was constructed based on the
findings made by the author after examining the theoretical framework,
performing the SWOT analysis and processing the results of the surveys of
teachers and principals/deputy principals. The author calculated a weighted
average for each group of respondents for each factor influencing teacher
performance and arranged the factors in ascending order. In this way, it was
identified which statements made by the author about each factor contributed to
the performance of teachers the most.

For the hierarchical analysis model, based on the research done in the doctoral
thesis, four groups of criteria were selected: 1. Financial remuneration; 2. Non-
financial remuneration; 3. Organizational culture; 4. Political presence. The
components of a group of criteria were identified based on the results of the
surveys conducted by the author. The model identified 5 alternative scenarios,
all of which could be potentially relevant for increasing the performance of
teachers. All the scenarios were based on the results of the surveys of teachers
and principals/deputy principals as well as discussions with experts.

Five leading experts in the field of education from different education levels
were involved as experts. Each expert performed an individual expert evaluation
of all the groups of criteria in a 2" order square matrix consisting of comparable
pairs arranged in j rows and k columns.
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ELeveI 1 Goal: increase in the performance of educators

Level 2
Financial Non-financial Organizational Political
remuneration remuneration culture presence
Level 3
6 criteria 5 criteria 6 criteria 5 criteria
Level 4

Scenario 1 - increase in state budget earmarked grant
funding (increase in the lowest monthly salary rate,
remuneration for additional responsibilities to be
performed, provision of additional support staff)

retraining and professional development matching the

Scenario 2 - flexible and accessible professional
needs of teachers

the performance of the teacher by the employer, the

Scenario 3 - positive feedback from and evaluation of
municipality, policy makers and the public

Scenario 4 — high performance of the organization
based on democratic principles

Scenario 5 - decisions in educational institutions and
municipalities are made based on the needs of educatees
and teachers. and not on populism

Source: author’s construction based on the opinions of teachers, principals/deputy principals and
experts, 2021

Fig. 16. Hierarchy of evaluation criteria for alternatives to increasing the

performance of teachers.

The ratings by the five experts were processed by calculating the arithmetic
mean and standard deviation for each rating. Scatterplots were constructed to
show the range and minimum and maximum values for each particular rating.
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Figure 17 shows the experts’ ratings of the groups of criteria that would most
significantly increase the performance of teachers.

0.70 0.7
0.60 4% 0.6
0.50 0.5 = Average
0.40 0.4
0.30 015 0.3 Max.
0.20 oL OA15 { 0.2 Min.
0.10 4 0.1
0.00 T : ; 0
Financial  Non-financial Organizational  Political
remuneration remuneration culture presence

Source: author’s calculations based on the hierarchy analysis results
Fig. 17. Expert ratings of the groups of criteria for increasing the
performance of teachers.

As shown in Figure 17, the groups of criteria have been rated by the experts
in the range from 0.11 to 0.59, giving priority to financial remuneration (0.59).
However, there was the greatest disagreement among the experts about the
importance of the group of criteria for financial remuneration because among the
scenarios for increasing the performance of teachers, the criterion of financial
remuneration had the largest dispersion.

Given that the experts identified financial remuneration as a priority, Figure
18 analyses the group of criteria for financial remuneration.
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Source: author’s calculations based on the hierarchy analysis results
Fig. 18. Expert ratings of the group of criteria for financial remuneration.
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In the group of criteria for financial remuneration, the criterion “National
minimum monthly salary rate for teachers is increased” (0.32) was given the
highest rating, and this criterion also had the highest dispersion of expert ratings.
The criterion “Educatees with special needs are provided with the necessary
support staff” was rated by the teachers and principals/deputy principals almost
two times lower (0.19) (Figures 14 and 15). The dispersion of the criterion
“Teachers are not under constant stress concerning the future of the educational
institution (its existence)” was the smallest, and this criterion was also given the
lowest rating in the group of criteria for financial remuneration (0.06).

The last step was to analyse the experts’ ratings according to all 22 criteria.
Considering all the criteria, Scenario 1 “Increase in state budget earmarked grant
funding” was rated the highest (Figure 19). According to the experts, the average
value of the priority vector was 0.30.
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Source: author’s calculations based on the hierarchy analysis results
Fig. 19. Expert ratings of the scenarios for increasing the performance of
teachers according to all the criteria.

As shown in Figure 19, the second highest rating was given to Scenario 5
“Decisions in educational institutions and municipalities are made based on the
needs of educatees and teachers, and not on populism” (0.25), and it had the
largest dispersion. “Flexible and accessible professional retraining and
professional development matching the needs of teachers”, which was Scenario
2, was rated the lowest at only 0.13. However, the ratings of this scenario had the
second largest dispersion, indicating differences in opinion between the experts.
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Finally, the author concludes that the implementation of the scenario rated by
the experts the highest involves the components of financial remuneration:
“educatees with special needs are provided with the necessary support staff”, “all
additional responsibilities are remunerated by the educational institution” and
“teachers do not need to work in several educational institutions to have full-time
employment”, which were rated the highest by the teachers and principals/deputy
principals surveyed, as well as “national minimum monthly salary rate for
teachers is increased”, which was rated the highest by the experts. The
implementation of this scenario would lead to the most successful increase in the
performance of teachers, as currently the mechanisms for increasing the
performance of teachers are not sufficiently motivating and should be improved,
thereby contributing to increasing the performance of teachers.

MAIN CONCLUSIONS

1. Currently, there is no unambiguous interpretation of the term “remuneration”.
The author, based on an in-depth study literature review, gives the following
definition: remuneration is the reward regularly paid to an employee for
work, which includes wages and salaries and allowances specified in
relevant legal acts, collective agreements or employment contracts, as well
as bonuses and any other remuneration related to the job, as well as moral
incentives: recognition, responsibility and participation, development and
growth,

2. The remuneration system consists of financial remuneration (basic wage or
salary, allowances, bonuses, relief and benefits) as well as non-financial
remuneration (recognition, responsibility and participation, development and
growth).

3. Remuneration and wages or salaries have different meanings. The
remuneration of teachers consists of:

e wages or salaries, the size of which depends on labour demand and
supply. The wage or salary is the main basic income of the employee, as
relevant legal acts stipulate the minimum wage or salary and the employer
is obliged to pay it regularly, and it directly relates to the employee’s
obligation to do the job;

o allowances that an employee receives in addition to the wage or salary are
paid for additional work and exceptional working conditions. Teachers
are paid performance-related allowances — for combining professions and
positions, expanding the kinds of work to be performed, professional
skills, high achievements;
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e bonuses paid in addition to the basic wage or salary: an award, recognition
for achievements at the job. The bonus is an additional reward that
depends on properly performing the responsibilities and on achievements;

o relief and benefits that are enshrined in law, collective agreements or
employment contracts. Relief is intended to make it easier for the
employee to do the job. Benefits are designed to make work enjoyable
and comfortable, support employees in their important life events and
increase employee motivation and loyalty to the employer.

. The education sector is characterized by perfectly competitive market
conditions.
. The factors influencing employee performance are motivation, organizational
culture, political presence, as well as abilities and skills. Applying two
motivational approaches, i.e. based on factors and theories, remuneration is
assumed to be a motivating factor for the employee. According to a
definition, the factors influencing employee performance are financial
remuneration, non-financial remuneration, organizational culture and
political presence. It is acknowledged that the level of skills and knowledge
also affects the level of performance, yet the present research did not examine
the levels: it is assumed that it is neutral for teachers.
. International documents binding for the education sector emphasize the need
to ensure equal remuneration for work of equal value and the importance of
non-discrimination. However, the policy documents of Latvia have set
objectives to eliminate inequality, focusing on the reform of the education
system: the introduction of a teacher motivation system, improvements in the
teacher remuneration system or the development of a new remuneration
system, the prevention of disparities and the development of the regions. The
legal framework of Latvia and the subsequent funding model “Money follows
the educatee” contradict the objectives set both by the international
documents and by the national policy documents.

. Education is a service, and its provision is funded annually from the state

consolidated budget. In Latvia, general government budget expenditure on

education in 2018 accounted for 5.8% of GDP. Among the Baltic States, the
highest expenditure on education was reported in Estonia at 6.2% of GDP,
while in Lithuania it was 5.8% of GDP.

. In 2018, the education sector had the fifth highest budget expenditure

according to functional categories — EUR 914 832 355 (including EUR 775

492 041 from the basic budget) or 10.0% of the total consolidated state

expenditure. Most of the expenditure — EUR 389 256 459 or 50.2% of the

state basic budget expenditure on education — was spent on the
implementation of general education. For the delivery of general education
curricula, the most funding from the state basic budget has been allocated
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11.
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13.

14.

15.

16.

under line item 62 “Earmarked Grants to Local Governments” — EUR
354 982 511 or 91.23% of the total expenditure. The largest proportion of
central government basic budget expenditure on general education allocated
under line item 62 “Earmarked Grants to Local Governments” (EUR 256 915
842 or 72.4%) represented the remuneration and MSSIC of teachers
employed in municipal educational institutions.

In 2019, the average gross monthly remuneration for those employed in the
general government sector was EUR 1 055, which was EUR 234 or 21% more
than for those employed in education.

From 2015 to 2019 in Latvia, the number of individuals employed in the
education sector has decreased by 1%; in 2019, the employment in education
made up 9.2% of the total employment in the economy.

In the school year 2019/2020 in Latvia, there were 180 general education
institutions (31% of the total) with less than 100 educatees. The number of
educational institutions with less than 100 educatees has significantly
decreased — by 51 or 22% — in the school year 2019/2020 compared with the
school year 2014/2015. Most of the educational institutions with less than
100 educatees are located in rural territories, which will affect their
development in the future.

To save state budget funding during the global economic crisis, the funding
model “Money follows the educatee” was introduced as of 1 September 2009,
making amendments to the state budget and reducing local government
funding for teacher remuneration by approximately 50% (LVL 101 million
(EUR 143.71 million)).

The size of teacher remuneration is affected by the number of educatees in
the educational institution, the level of education and the numbers of teacher
and educator full-time equivalents.

In general education institutions, the number of educatees increased by 6 817
or 4% in the school year 2019/2020 compared with the school year
2014/2015. In the same period, the number of educatees in general education
institutions increased in Riga region (by 5 997 or 10%) and in Pieriga region
(by 5 301 or 16%), whereas the largest decrease was reported in Latgale
region (by 2 575 or 9%).

In Latvia, the ratio of educatees to teachers is low, which is related to the
small number of educatees in the class, as well as the low population density
in Latvia.

Due to demographic and socio-economic trends in Latvia, the number of
teacher full-time jobs remunerated by the national government is insufficient
for teachers in municipalities with a small number of educatees to ensure that
they are remunerated for their other responsibilities: correction of
assignments, preparation for lessons, individual work with educatees and
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upbringing, which consequently affects the monthly remuneration of
teachers.

17.To deliver the curriculum (remunerate for contact hours) 5.1 teacher full-time
equivalents are required for elementary schools, 8.43 for primary schools and
12.03 for secondary schools. In Latvia, according to the NEIS data as at 15
November 2019, there were 103 general education institutions — 81
elementary schools, 17 primary schools and 5 secondary schools — with
insufficient state budget earmarked grant funding to remunerate their teachers
for contact hours. This problem mostly related to the educational institutions
located in the rural territories of municipalities, as 99 of them were located in
their territories.

18.There is currently no unambiguous interpretation of the term “small
educational institution” used in the context of education policies
implemented in Latvia. The author, based on the data analysed, gives the
following definition: a small educational institution is an educational
institution which, with the number of teacher full-time equivalents allocated
by the national government, cannot ensure the delivery of the curriculum or
remunerate their teachers for contact hours.

19. As a result of the implementation of the funding model, the existence of rural
schools in Latvia is endangered, as municipalities have been forced to
liquidate their educational institutions. The educational institutions located in
the rural territories of municipalities need to be preserved, and in order to
motivate the best specialists and young teachers who have recently completed
their university studies to work in them, a different funding model needs to
be sought or the current one needs to be improved through incorporating
mechanisms that eliminate disparities between high and low enrolment
educational institutions. In Estonia, the government pays a financial incentive
of EUR 12 728 to young teachers who choose to work outside Tallinn and
Tartu after their university studies to encourage them to work in towns and
rural areas, provided that the young teacher works for five years or more at
the educational institution.

20. The public has a wrong opinion about the lowest monthly salary rate of a
teacher because the teacher full-time equivalent specified in the relevant legal
acts is 30 working hours per week. This factor prevents the teacher profession
from becoming an attractive career choice and lowers the prestige of the
teacher profession in society. Teachers who work normal working hours in
general education institutions — 40 hours per week or 1.33 full-time
equivalents —, based on the lowest teacher remuneration per full-time
equivalent (EUR 790) specified in the relevant Cabinet regulation, receive
not less than EUR 1 053.33 per month in the school year 2020/2021.
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21. The average remuneration per full-time equivalent (30 working hours per
week) in municipal general education institutions was EUR 860.19 in the
school year 2019/2020, and it has increased on average by EUR 87.66 or 11%
compared with the school year 2016/2017. In the school year 2019/2020 in
Riga region compared with the other regions, the average remuneration of
teachers was the highest (EUR 923.71 per full-time equivalent), whereas the
lowest remuneration was in Latgale region (EUR 798.80 per full-time
equivalent). Consequently, in the regions of Latvia there is a large disparity
in teacher remuneration per full-time equivalent, and the teachers are not
provided with equal, fair and motivating remuneration.

22.Teachers have an opportunity to receive an allowance every month if they
have obtained a level of quality for their professional activity. The size of the
allowance depends on the size of the allowance fund allocated to the
educational institution. The size of the teacher allowance fund depends on the
number of educatees in educational institutions — as the number of educatees
decreases, both the teacher salary fund and the allowance fund decrease in
size. If there is enough funding from state budget earmarked grants, it is
possible to receive allowances for additional pedagogical activities done.

23.Bonuses may be awarded to teachers, taking into account the personal
contribution to the job and savings on state budget earmarked grants, as well
as from the local government budget.

24.Teachers are provided with relief and benefits from the local government
budget if they are specified in external legal acts or binding regulations of the
local government, as well as it is possible to receive them from LIZDA if the
teacher is a member of it, which is a voluntary choice.

25. According to the survey of 603 teachers from general education institutions,
more than half of the respondents in all the regions of Latvia indicated that
their current remuneration was insufficient to meet the basic needs of their
families. In most cases, the teachers relied on their family members or had
additional jobs other than teaching to cover their daily expenses.

26.The results of the survey, which involved 603 teachers and 121
principals/deputy principals, showed thatthe improvement in teachers’
performance would be most affected by enhancing financial remuneration,
followed by positive changes in the organization's culture, improvement in
the components of the non-financial remuneration system, and a reduction of
political influence.

27.Based on the results of the survey, the teachers and principals/deputy
principals agreed that the priority direction to increase teachers’ performance
would be to improve the funding arrangements for “Money follows
the educatee” - educatees with special needs are provided with the necessary
support staff (teaching assistant, special teacher, speech therapist etc.). The
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second most important factor in increasing the performance of teachers was
the improvement of the funding model “Money follows the educatee” - it
would not be necessary to work in several educational institutions to secure
full-time employment. Thus, the empirical research done by the author gave
evidence that financial remuneration was the main factor influencing
teachers’ performance. Regarding the components of financial remuneration
that affect teachers’ performance, the most significant factor was an increase
in the basic salary, which would prevent the consequences caused by the
funding model “Money follows the educatee” in the regions of Latvia.

28. Of the total teachers surveyed, 83% indicated that out of the components of
the non-financial remuneration system, their performance would be most
significantly increased if the employer provided the necessary opportunities
for professional development, whereas 94% principals and deputy principals
believed that it would be increased if the employer praised the employee or
expressed verbal gratitude in front of the team.

29. As regards the cultural aspects of the organization, both teachers (87%
respondents) and principals/deputy principals (97%) believed that teacher
performance would be most significantly enhanced if they had a common
belief in the educational institution that we are a team.

30. The results of the surveys of teachers and principals/ deputy principals
showed that there was no strong political presence and influence in
educational institutions in any of the regions of Latvia. Most frequently, 19%
teachers said that their performance would be most significantly improved if
the criteria for awarding the bonus were clear and comprehensible to
everyone, while 17% principals and deputy principals said it would be higher
if political affiliation did not play a significant role (e.g. in school
development, in allocating municipal funding etc.).

31. Out of the five scenarios designed, the experts found the scenario “Increase
in state budget earmarked grant funding” to be the most appropriate one after
evaluating the criteria set out in the hierarchy analysis. The scenario involves
the components of financial remuneration —an increase of the lowest monthly
salary rate, remuneration for additional responsibilities to be performed and
the provision of additional support staff. According to the experts, the
implementation of this scenario would be the most effective way to increase
the performance of teachers in the regions of Latvia.

32.Based on the research conducted by the author, which was validated during
the development of the doctoral thesis, the hypothesis - there are several
factors that increase the performance of teachers in the regions of Latvia, but
the financial remuneration is the most important of them — proved to be true.

140



PROBLEMS AND THEIR SOLUTIONS

Problem 1. In the scientific literature and daily communication in the fields of
economics and management, incl. in MES communication with teachers, the
terms “remuneration” and “wage or salary” are often interpreted ambiguously
and are considered synonymous.
Proposals for solving the problem
e For the Parliament of the Republic of Latvia
o The Parliamentary Committee for Social and Labour Affairs needs to
submit a draft law “Amendments to the Labour Law” to the Parliament so
that at the national policy-making level, there is a unified and clear
understanding of the term remuneration, as “wage or salary” represents
financial remuneration, while “remuneration” is a broader term and
includes both financial and non-financial remuneration.
e For the Ministry of Education and Science of the Republic of Latvia
o The terms “salary”, “wage” and “remuneration” need to be specified in the
courses Microeconomics and Macroeconomics at all levels of education.
Problem 2. At present, there are shortcomings and contradictions in ensuring the
succession of policy documents of the Republic of Latvia.
Proposals for solving the problem
e For the Cross-Sectoral Coordination Centre
o It is necessary to ensure that the relevant legal framework does not
contradict the provisions of international documents, as the UN Universal
Declaration of Human Rights, ILO Convention No. 110 on Equal
Remuneration, ILO Convention No. 111 concerning Discrimination in
Respect of Employment and Occupation, the European Social Charter, the
UN Covenant on Economic, Social and Cultural Rights, the EU Sustainable
Development Strategy, the Europe 2020 Strategy, the UN 2030 Agenda for
Sustainable Development focus on equal remuneration for work of equal
value and reducing inequalities, whereas the policy documents of Latvia:
the Growth model for Latvia: People First, the Sustainable Development
Strategy of Latvia for 2030, the NDP-2020, the Education Development
Guidelines for 2014-2020, the Declaration on the intended activities by the
Cabinet of Ministers headed by Arturs Krisjanis Karins and the NDP-2027
place emphasis on specific activities in order to eliminate inequalities and
discriminatory treatment in the labour market: to introduce a system of
quality assessment, remuneration and motivation for teachers, improve the
remuneration system that would attract young teachers under the age of 29
to the education sector and increase the prestige of the teacher profession,
introduce a new teacher remuneration model as well as provide special
support to small rural schools.
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Problem 3. The funding model “Money follows the educatee” often fails to
ensure fair and motivating remuneration in general education institutions across
the regions of Latvia.

Proposals for solving the problem

(e]

For the Ministry of Education and Science of the Republic of Latvia

In order for the public not to have a wrong opinion about the size of teacher
remuneration, as well as for the lowest monthly salary rate of teachers to be
comparable and objective in relation to other industries of the national
economy, it is required to amend Paragraph 32.1. and Part 1 of Annex 3 of
the relevant Cabinet regulation and prescribe that a teacher full-time
equivalent is equal to 40 working hours per week instead of the current 30
working hours.

It is required to increase the lowest monthly salary rate for teachers
specified in Table 4 of Annex 1 of Cabinet Regulation No. 445 in proportion
to the teacher workload — as of 1 January 2021, Cabinet Regulation No. 445
has set the lowest teacher monthly remuneration for a 30 working hour
week at EUR 790, which needs to be increased to EUR 1 053.33.

In order for the public to clearly understand the size of teacher
remuneration, Cabinet regulation No. 445 needs to change the term “lowest
monthly salary rate” to “lowest monthly salary”.

In order for teachers in all the regions to be remunerated for all additional
responsibilities (regardless of the location of the educational institution)
(correction of assignments, preparation for lessons, individual work with
educatees, upbringing), Cabinet Regulation No. 445 needs to set a certain
number of contact hours and hours for performing additional
responsibilities. The calculation methodology prescribed by Cabinet
Regulation No. 447 needs to “‘earmark” funding for teacher salaries and for
additional responsibilities to be performed.

It is necessary to require additional funding from the government in the
form of state budget earmarked grants to increase the lowest monthly salary
rate for teachers, as it needs to be competitive with the average
remuneration received by public sector employees, as well as it should
attract future teachers and increase the prestige of the teacher profession.
To motivate teachers and provide them with incentives, it is required to set
the minimum remuneration levels by introducing professional levels: the
top of the scale needs to take into account the length of service, professional
development, the teacher’s contribution to the development of the
educational institution (image building) and his/her quality assessment.

It is necessary to integrate funding for the levels of quality of teacher
professional activity into the lowest monthly salary and set it as one of the
levels of teacher salary.
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o To increase the amount of state budget earmarked grants for rural
municipalities with a small number of educatees and reduce the disparity in
remuneration between educational institutions of different sizes and for the
purpose of calculating the number of teacher full-time equivalents in
accordance with Cabinet Regulation No. 447, it is required to increase the
number of coefficients for the ratio of the standardized number of educatees
to one monthly teacher full-time equivalent, based on the density of
educatees in cities of national significance and municipalities, thereby
increasing the ratio for educational institutions in Riga and Pieriga and
decreasing it for small educational institutions.

o In relation to the standardized number of educatees (years 1-6) if the
number of educatees in primary schools is 70 educatees or less, Cabinet
Regulation No. 447 needs to set a coefficient of 1.25 only for educational
institutions located in municipalities with a low number of educatees per
square kilometre.

o In order for young teachers to be motivated to work in small educational
institutions in the rural territories of municipalities after graduation, it is
necessary to submit to the government for approval a motivation system
plan developed together with the social and cooperation partners.

e For the Latvian Trade Union of Education and Science Employees
(LIZDA)

o Once a year (until 15 November), it is necessary to analyse the data
submitted by general education institutions and approved by municipalities
in the NEIS database in order to ensure that teachers working in one
educational institution receive equal remuneration for the same workload.

o It is necessary to test the improved procedure for funding teacher
remuneration (for several educational institutions that differ in size (number
of educatees), location (city of national significance, Pieriga, municipality),
level of education (elementary school, primary school, secondary school)
and kind (gymnasium)) and calculate the amount of state budget earmarked
grants under the current funding model and under the improved funding
procedure) in order to prevent the remuneration of teachers in any of the
municipalities/cities of national significance from being reduced.

o To inform teachers about the achievements of the trade union and current
issues concerning the protection of teachers at the national, local and
educational institution levels, it is necessary to more actively use various
information channels: websites, Facebook accounts (both LIZDA and the
trade union), Instagram accounts (both LIZDA and the trade union), e-mail
(sent to each member and primary organization, as well as non-union
educational institutions), thereby contributing to the attraction of new
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members, the civic participation of teachers and their involvement in the
development of their profession.
For local governments

o A person who, in accordance with the procedure approved by the local

government “Procedure for the distribution of state budget earmarked
grants among educational institutions by the local government and
accounting for and controlling the use” approves workloads in educational
institutions needs to make sure that teacher remuneration is set based on the
principles of equality.

For school principals

o Once ayear (before the approval of teacher remuneration by the educational

institution), it is required to hold a general meeting of teachers and inform
them about the procedure of distribution of available funding in order to
ensure that the teacher remuneration rates, the additional responsibilities the
teachers are remunerated for and the criteria for awarding bonuses are clear
and comprehensible to all the teachers.

Problem 4. In Latvia, the mechanisms for increasing the performance of teachers

are

not sufficiently motivating and should be improved to contribute to the

performance of teachers.
Proposals for solving the problem

(o]

o

For policy makers
Parliament deputies, the Parliamentary Committee for Education, Culture
and Science, as well as the MES need to more inform the public about the
achievements of the education system and explain the importance of the
teacher’s work in the mass media and social media, thereby ensuring
positive feedback and an appreciation of the teacher’s work.
For the Ministry of Education and Science of the Republic of Latvia

It is required to supplement Cabinet Regulation No. 447, incorporating
additional coefficients for the ratio of the standardized number of educatees
to one monthly teacher full-time equivalent, and change the current
coefficients by setting a higher coefficient for the number of standardized
educatees (years 1-6) only for educational institutions located in
municipalities with a low number of educatees per square kilometre,
thereby eliminating the large disparity in teacher remuneration for a full-
time equivalent and additional responsibilities between educational
institutions in the regions of Latvia.

It is required to amend Paragraph 7.2 of Cabinet Regulation No. 447 to
increase coefficients for the number of educatees who take special curricula
in special classes or are integrated into general education institutions,
thereby requesting the government to allocate additional funding for state
budget earmarked grants in order to provide the necessary support staff
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O

(o]

(o]

(teaching assistant, special teacher, speech therapist, psychologist) in
educational institutions with educatees with special needs.
In order for teachers not to work in several educational institutions to have
full-time employment, once a year the MES in cooperation with local
governments and the principals of educational institutions needs to identify,
project and monitor the future need of educational institutions for relevant
job vacancies, as well as identify the needs of teachers for professional
retraining throughout Latvia, thereby ensuring flexible and accessible
professional retraining and professional development matching the needs
of teachers.

For the Latvian Trade Union of Education and Science Employees

(LIZDA)
It is necessary to attract new members to ensure the civic participation and
involvement of teachers in the development of their profession by using a
variety of information channels, chairpersons of trade unions and
chairpersons of primary organizations.

For local governments
When drafting an annual budget, local governments need to allocate
additional funding for rewarding teachers for personal contributions under
the line item “salary fund”.
In meetings of the councils of cities of national significance and of
municipalities, it is needed to discuss the issue of applying the Law on
Remuneration of Officials and Employees of State and Local Government
Authorities also to teachers in order to prevent discriminatory treatment
within one educational institution.
To make positive and respectful communication and an appreciation of the
teacher’s work and increase the prestige of the teacher profession, it is
needed to use the mass media and social media to inform the public and
explain the strengths of each educational institution and the importance of
teachers” work to the local community.
Twice a year, municipal deputies need to meet with teachers to create a
collaborative professional environment to deal with the challenges that
educational institutions face daily and provide the necessary support so that
municipal decisions are made based on the needs of educatees and teachers,
and not on populism.

For school principals
It is needed to hold a general meeting of teachers twice a year to ensure
equal, systematic and wider involvement of all stakeholders in school
matters, enable teachers to express themselves freely, listen to them and
answer their questions in order to ensure positive and democratic
functioning of the educational institution.
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o Teachers in the school need to communicate with each other daily and find

ways how to raise their self-confidence that “we are a team”.

o The team of teachers need to assess the current situation and jointly plan

10.

potential activities in the team to take care of a good microclimate (dignity,
trust, unity, solidarity).
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