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INTRODUCTION

Topicality

In the age of technological development, the rise of Information Technology (further in the
text IT) industry constantly increases. The value of Information Communication Technologies
sector is estimated as 3.112 billion USD and growth rates are significantly higher than average
world economy growth rates: +4.3% in 2017 (Global Information Communication Technologies
Report, 2018).

As a part of Global economy, Latvia follows the same patterns of IT sector growth as other
countries. According to Central Statistical Bureau, in 2018 99.8% of Latvian companies are
computerized, 99.6% have Internet Connection and 63% have a website (Central Statistical
Bureau, 2019). IT professionals are more flexible in terms of looking for a job on the labor market
all over the world; opportunities of remote job allow they benefit on proposals from abroad, as
there is a huge need for qualified IT employees in contemporary business environment. For
business organizations it is significant to employ well qualified, flexible and creative IT
professionals in order to optimize their processes develop and remain competitive. Based on the
information from Latvian ICT Association, ICT is in Top 3 Latvian Exporters among all sectors
with turnover of more than 3.6 billion euro (LIKTA, 2019). Latvian IT professionals are well
demanded on the world’s labor market thanks to their skills and knowledge, abilities to learn fast
and update their knowledge in a timely manner. It can be concluded, that ICT market has high
competitiveness among professionals as well as among companies. Moreover, Latvian IT
professionals are competitive on the European labor market. All these facts make companies take
into account priorities and needs of well qualified and creative professionals.

IT professionals also differ by character type of work as they are working in various tasks
depending on character of business they work for, their projects differ and every new one can be
completely different from another. That is why there is a need of special approach for motivating
them and improving their job performance.

Topicality of the thesis can be explained by the growth of the significance of Information
Technologies in contemporary economy and business environment, mobility of IT professionals
in terms of location of their working place, universality of programming and web languages and
significance of making business processes up to date and competitive on the market in matters of
and with the help of rapid technological development. Perception of IT Leadership, IT Talent
shortage and Retention were listed in the results of 2018 SIM IT Trends Study among Worrisome

IT management issues on the 2" and 3" places accordingly (SIM IT Trends Study, 2018).



Latvian society highly benefit from the presence of creative IT professionals. In 2017,
17.7 thousand people left Latvia. A large number (14.7 thousand or 83 % of emigrants) of
population of Latvia in working age (15-62 years) went abroad. 9.5 thousand of them or 64 %
were 20-39 years old. Of the total number of emmigrants, 80 % were of working age. Also 62 %
of migrants of working age were 20-39 years old (Central Statistical Bureau of Latvia, 2019). All
the above factors highlight the necessity of retaining professionals, especially in ICT sector.
Consequently, the problem of their motivation becomes particularly topical.

Motivation is one of the core problems of management. Motivation in management is
complex approach to personnel management, driven towards creating motives, which make the
employee perform better. For contemporary management motivation has become topical and
critical issue to some extent. Thanks to the correct and suitable motivation of employees,
organization can develop in the conditions of high competition and turbulence of contemporary
environment. The key to creating right motivation model is in choosing right motives to drive the
employee for productive work. Understanding the gist of motivation is one of the tasks of
successful manager. The way to productive work of the employee lies through right motivation.
Knowing by which motives employee is driven allows working our effective motivation strategy.
All the actions of the employee are based on the needs. Therefore, it is significant to determine the
needs of the targeted employee or the group of employees in creating the right motivation.

For the contemporary organization, it is significant to create motivation system the
corresponding to the needs of the employees, which does not contradict with corporate culture and
general strategy but which can lead to business growth and development. Numerous researches
of motivation as a phenomenon found some patterns. However, motivation is influenced by many
factors, such as specificity of industry, type of work, personal characteristics of employees (age,
generation, place of living, etc.) and many others. This is why comparable researches and even
replications of the researches bring different results once at least one of the factors changes.

The actuality of the problem of motivation is justified by the fact that it remains a field of
research for decades since it first appeared in the beginning of 20" century and until present time.
Modern researches keep bringing new knowledge into the theory of motivation. They mostly focus
at specific motivation factors (Park & Word, 2012; Brenninger, 2015; Ferrara et al, 2018;), specific
groups of individuals (Kubatova & Kukelkové, 2014; Karsh & Templin, 2013; Kultalahti &
Viitala, 2014; Seemiller & Grace, 2016; Baciu, 2017; Umeozor, 2018), specific industries (Wagner,
2014; Kisker, 2014; Kowal & Roztocki, 2015; Ertiirk & Vurgun, 2015), or develop and test classic
motivation theories (Kopelman et al., 2012; Vollmeyer et al, 2013; Chen et al, 2018; Ozsoy, 2019).

Motivation can be viewed as an interdisciplinary phenomenon. It addresses economic,

management, psychological, demographic, cultural and social aspects. This thesis is focused at
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economic and management aspects of motivation as a factor of company’s competitive advantage
and business development.

Research question

The main research question in the thesis is: ‘What factors can motivate IT professionals to
perform better?’

Objective

The objective of the research is to identify factors that motivate creative Latvian IT
professionals and propose a model for management of motivation of IT professionals.

Tasks

Achieving the objective of the dissertation implies solving the following tasks:

1. Work out theoretical approach to explain value settings connected with employee
motivation of creative IT professionals in Latvia.

2. Create theoretical model, which ties life value setting of IT professional with employee
motivation and job performance.

3. Select the most appropriate research methodology in mixed-method paradigm for
analyzing values, expectations and motivation of creative class IT professionals in Latvia.

4. Explore creative class background in Latvia: education, origin, professional activity.

5. Determine career opportunities, professional expectations and employee motivation of
Latvian creative IT professionals.

6. To study Latvian creative IT professionals’ preferences to working conditions and system
of employee motivation.

7. Create effective model for improving job performance for IT professionals.

Obiject of the research

The object of the research is Latvian IT professionals.

Subject of the research

Subject of the research is factors affecting the motivation of IT professionals in Latvia.

Hypotheses

To effectively manage a creative class, it is necessary to understand well the professional
identity and culture of this social group. It can be assumed that for the creative class, professional
identity is a particularly important factor, since the profession in many respects determines both
belonging to a given social group and the whole lifestyle. In connection with this, one of the
objectives of this study is to study the process of formation of professional culture and identity of
IT professionals. Therefore, the first hypothesis of the study is:

H1. If IT professionals are considered as a new professional group, they should have
9



specific employee motivation, motives for job performance, success criteria and professional
culture (based on Creative Class theory).

IT professionals belong to creative class according to Florida. One of the main
characteristics of creative class is a system of common value setting. Value settings of creative
class representatives are changing from survival towards self-actualization values, from traditional
values to rational values. Because of this process, values of the creative class can differ and even
contradict with the values of society in general. Without understanding of basic value setting of IT
professionals, it is impossible to create effective management system along with motivation
strategy for this professional group. This is why the Hypothesis 2 should be proven or refused.

H2. Professional values of IT professionals in Latvia differ from the values, which are
dominant among other Latvian labor force representatives. (based on Modernization Theory)

Based on the Theory of Cultural Modernization it is possible to assume that Latvian IT
professionals as a member of creative class, a group, more flexible and open to change, already
have modernized value setting, it is more modernized group in society and labor market.

H3. Latvian IT professionals are more influenced by motivator factors than by hygiene
factors. Factors that motivate IT professionals differ depending to the Generation they belong to.

In contrast with creative class approach, Herzberg’s theory does not take in account
peculiarities of creative class, as well as distinction between employee generations and specificity
of transitional economy. Implementation of Herzberg’s approach on representatives of different
industries showed contradictory results. However, no research on IT professionals in Latvia was
ever conducted. This is why it has high scientific importance to prove or refute a hypothesis
concerning hygiene factors and motivators of IT professionals in Latvia. Generational aspect in
Latvia is unique. Being a transitional economy, it comprises generation that was born and raised
in Soviet command system, generation that was born in command system and raised during
transitional period and generation that was born in transitional period. We can assume that needs,
values and motives of these generations are highly different. The widespread classification that
divides current population in the USA and Western European economies into Baby Boomers,
Generation X, Generation Y and Generation Z does not reflect demographic, political, economic
and social processes Latvia faced during past 50 years. This is why it is important to develop
specific approach to the division of Latvian IT professionals into generations. One of the most
noticeable distinctions between generations is their value system that is responsible for building

motivation.

Methodology

The empirical part of research is based on mixed method strategy. The research design is
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built in the way, where qualitative data and results are further enhanced and checked using
quantitative methodology to achieve the triangulation of the research and create the employee
motivation model for improving job performance for IT professionals as well as the list of
recommendation for management of business organizations for motivating IT professionals to
perform better, retaining them in the organization and attracting to new projects.

1. Qualitative methods:

o Scientific literature analysis regarding the concept and approaches to motivation,
creative class phenomenon, generational and locational aspects of motivation,

o Series of semi-structured interviews with employed IT professionals in order to
receive insights in understanding working process, motivation strategy and further create
questionnaire for online survey as well as formulate hypotheses. Total of 30 interviews with IT
professionals were analyzed. As a modern approach, Quirkos package was used to analyze the

interview, with coding and linking procedures carried out.

2. Quantitative methods:
o Statistical data on the subject was analyzed,
. Online survey was created, 1200 valid questionnaires filled by IT professionals

were found analyzable after quality check. The survey was professionally programmed using
Sawtooth software and analyzed with SPPS software.

. Multiple regression modeling

o Factor analysis

. Age-Period-Cohort Analysis

. Validation using T-test for Paried Samples

Novelty

The novelty of the research is based on the fact that creative class and its motivation have
not been yet investigated in Latvia. The phenomenon of creative class was offered by Florida; its
influence on economic development has been researched from the many aspects: in conjunction
with regional and urban development (Lorenzen & Andersen, 2009; Asheim, 2009; Bayliss, 2007),
policy (O’Connor & Kong, 2009; Wuwei, 2011), migration (Annell & Terman, 2017). Some
researchers justify the interconnection between the creative class, creative industries and creative
economy (Pratt, 2009; Tschang, 2009, Puchta et al, 2010). However, the problem of motivation of
creative class in Latvia yet demands to be researched. While there are researches dedicated to
various aspects of employee motivation, they observe this from various points: some - from the

point of motivation of employees, who belong to different generations and therefore each
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generation group needs special approach to be motivated to work (Baltina & Senfelde, 2016); some
- from the point of view of professional orientation, emphasizing that employees need to be
motivated based on their professions or occupation (Lasmane et al., 2011). However, there are no
researches dedicated to motivation of creative IT professionals, especially in the context of
generational approach.

The results of the research bring theoretical and practical novelty into solving the problem

of motivation of IT professionals in Latvia.

Theoretical novelty

1. Peculiarities of IT professionals as a part of creative class were justified.

2. Factors influencing motivation of IT professionals in Latvia were grouped.

3. Theoretical approach that explains the connection of value settings with employee
motivation and job performance of creative IT professionals in Latvia was introduced.

4. Creative class background in Latvia was studied.

Practical novelty

1. Suggestions concerning career opportunities, professional expectations and employee
motivation of Latvian creative IT professionals were developed

2. Model of management of motivation of IT professionals in Latvia was worked out and
introduced

3. Motivation strategy for creative IT professionals was presented.

Scientific novelty

Scientific novelty can be described by the following:

1. Based on the motivation theories and generation theories theoretical framework for
creation of the employee motivation model for improving job performance for IT
professionals was developed. It takes into account both employee motivation and
belongingness to certain genetration.

2. The paper makes a contribution into Latvian scientific researches in the field of business
administration, management of motivation and management of job performance of the
groups belonging to creative class.

3. Current research can be foreseen as a part of future series of researches dedicated to

tailor-made motivation approach for various professional groups.

The Ph.D. thesis consists of a theoretical chapter, three empirical chapters and chapter of
12



validation.

Chapter 1 of the thesis discusses the theory of the creative class due to the concept of the
creative class and its role in the modern economy. Also it includes theories of motivation in order
to analyze various systems of employee motivation, their effectiveness, and their features. In
addition, the theoretical part of the thesis includes theories of generation and their implementation
for Latvian society.

Chapter 2 is dedicated to shaping of professional identity and professional culture of IT
professionals in modern Latvia. Professional affiliation is an important characteristic of the
creative class since the profession in many ways determines the very affiliation to a given social
group and the lifestyle associated with it.

Chapter 3 analyses the value orientations of IT professionals and their influence on the
employee motivation. The employee motivation and the desire to work more productively depend
on the value orientations of the employee. They greatly affect the assessment of most life
situations, and human behavior, including economic behavior and behavior at work.

Chapter 4 is dedicated to creating a model of employee motivation system for improving
job performance of IT professionals. All studies of the creative class show that the effective
management of the creative class representatives requires a unique system of motivation. Material
incentives do not motivate representatives of the creative class to work in more productive way
since the issue of adequate and fair wages is no longer problematic in this professional community.
The main goal of this research is to create a model that would link employee motivation, job
performance, value orientations and attitudes, as well as take into account the individual
characteristics of professionals (professional position, generational identity, gender, etc.). The
developed model for employee motivation of IT professionals gives new insights and discuss
different opportunities for increasing job performance of IT professionals. Recommendations and
suggestions have been put as necessary implications of this model.

Chapter 5 presents the validation of model to improving job performance for IT
professionals. Validity of statistical inference was gained with the help of two approaches. Firstly,
one more representative online survey was made among IT professionals, recruiting respondents
using the same methodology as in the research done in the framework of the thesis. Secondly, the
series of expert interviews with top management of the organizations, where IT professionals are
employees, where managers evaluated relevance of created model.

Research Limitations

o Research object does not include Latvian IT professionals employed currently in
other EU countries.

o Research methodology assumes studying and evaluating effectiveness of
13



motivation based on the information gathered from IT professionals, not mentioning point of view
of managers of organizations, where these professionals are employed.

Research time

Research period is starting from 2017 to 2019 including selecting appropriate research
methodology, statistical data analysis, carrying out a round of semi-structured interviews with IT
professionals as well as online survey.

Validation

In order to validate the employee motivation model for improving job performance for IT
professionals in Latvia, the mixed method approach was used. Data collection took place in August
2019. The online survey of 350 IT professionals was done in order to validate and evaluate the
model and basic characteristics among IT employees. The series of semi-structured interviews of
12 top managers, working and managing IT professionals, was done in order to evaluate the model
and to compensate research limitation of having only IT professionals in initial sampling. The
model was successfully validated with the help of chosen methodology.

Theses for defense

1. Elaboration and application of the motivation model to improving job performance for IT
professionals in Latvia will allow business organizations increasing work performance of
these employees and minimize costs, connected with control and effective material
stimulation.

2. Application of the motivation model to improving job performance for IT professionals
will provide sustainable development of the organization by means of attraction to the
organization and further retention of well-qualified IT professionals.

3. Effective management of IT professionals in Latvia is able to increase competitiveness and

attractiveness of Latvian ICT market and decrease amount of professionals leaving country.

Approbation
o The Author presented research results on 12 international scientific conferences
o The author has taught a part of the course in Human Resource Management for

students in The Russian Presidential Academy of National Economy and Public Administration
(RANEPA) and in Economics, Management and Agriconsulting department of Chuvash
Agricultural Academy.

o The recommendations provided in the research have been used and implemented in
two organizations “Survey Everyone G.”, US Company, having an IT team based in Latvia and

SIA “Survey Agency”, Riga.
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1. THEORETICAL FRAMEWORK FOR MOTIVATION OF THE CREATIVE
IT PROFESSIONALS

In order to overview the theoretical framework of the paper, it is significant to focus not
only on a broad variety of motivation theories (both classic and modern ones, their application in
contemporary conditions), but also on a concept of creative class, which can help in understanding
of differences as peculiarities of work and motivation of representatives of this group. However,
it is also necessary to take into account the generational aspect and its implementation in Latvia
society, to understand and to take into account the differences in generational aspects of

employees.

1.1. Creative Class Theory
In 2002, American Professor and the head of Martin Prosperity Institute Richard Florida

while analyzing the stratification structure of American society has described a new social class
which he called “creative class” and offered Creative Class Theory (Florida, 2012). He pointed
out that creative class in North America makes one third of the work force. The actuality and the
need of paying special attention in studying creative class and IT professionals especially can be
explained by the fact that creativity along with development of IT has become significantly
demanded in contemporary economy; people belonging to creative class work with innovations
and create fresh ideas — they become the engine of contemporary economic development.
Therefore, for organizations it is important to attract such people, retain them and motivate them
to work. This will guarantee the development and competitiveness in contemporary market.

Under the creative class in this thesis, the author assumes the socioeconomic class defined
by Richard Florida in his book “The Rise of The Creative Class and How It's Transforming Work,
Leisure, Community and Everyday Life”. He points out that creative class in North America makes
one-third of the work force. Florida divides creative class into two components: Super Creative
Core and Creative Professionals.

Super creative core includes “scientists and engineers, university professors, poets and
novelists, artists, entertainers, actors, designers and architects as well as through leadership of
modern society: nonfiction writers, editors, cultural figures, think- tank researchers, analysts and
other opinion makers” (Florida, 2012). However, he points out that having a profession of any of
the above mentioned specialty does not guarantee belonging to this group. The main criteria of
belonging to super creative core is an ability of “producing new forms or designs which are readily
transferable and widely useful ... it’s what they are paid to do” (Florida, 2012).

The second group, “creative professionals”, are employed in “a wide range of knowledge

intensive industries, such as high-tech, financial services, the legal and health care professions,
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and business management” (Florida, 2012) and these people are engaged in problem-solving tasks,
work process optimization and in finding new ways or approaches to work by using their
knowledge and education (Florida, 2012).

In this case, Florida describes employed people, they still have tasks and obligations but,
thanks to their ability to create, they give organizations ideas to develop. They become the key to
success. From the Florida findings, the economy is not based on raw materials or any of the supply
issues anymore emphasizing that creativity has become this raw material, which guarantees further
development (Florida, 2012).

Nowadays, human capital and technological development form the new type of the
economy inherent to postindustrial system — innovational economy. Due to globalization
technologies diffuse around the world rapidly, new centers of Research and Development (R&D)
grow worldwide. At the same time technologies bring the most added value and let economies stay
competitive. Innovational economy demands innovative creative professionals that are not just
ready for the changes but ready to change.

Labor market for creative highly skilled professionals faces the deficit. It makes the
mobility of creative IT professionals more intense and requires local companies to develop
strategies of retaining creative class in IT industry within the country.

Innovational economy demands creative class as much, as creative class seeks innovational
economy. Latvia also keeps paying attention to developing creativity and innovations within the
economic system. In 2018, 100% of Latvian enterprises used a computer and had access to internet
while in 28 countries of EU computer was used by 99% enterprises and internet was available for
97% of firms. 63% of Latvian enterprises had a web-site in 2018, while in united Europe this share
was 77% (Eurostat, 2019). In 2016, 30.3% of Latvian enterprises were innovation-active. The
improvement of innovation activity grew 4.8% since 2014. The turnover of innovation-active
enterprises as per cent of the total enterprise turnover totaled 67.9% that is 5.1% higher than in
previous period and number of employees in innovation-active enterprises as per cent of the total
number of employees was 54.6% (Central Statistical Bureau of Latvia, 2019). In 2018, Latvia was
ranked 33-d by the Global Innovation Index (Global Innovation Index, 2019). According to the
research results, Latvia has already moved to postindustrial stage of development in 1990
(Inglehart, Welzel, 2005). That is why it can be concluded that post-materialistic values are
dominant especially among young people (Inglehart, Welzel, 2005). This is very important to
mention such post-materialistic values as personal autonomy and freedom of choice can be tied to
motivation for work.

According to Modernization Theory of Inglehart, in postindustrial society, the service

sphere comes first, when people have to deal with other people not machines and provide services.
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This leads to the informational interaction, highlights importance of knowledge, ideas and
innovations. The human of post-industrial world is a well-educated person, able to make decisions
and having social links, which gets his intellectual independence, who gets new knowledge and
improving skills showing taste in life-style (Inglehart, Welzel, 2005; McGuigan, 2006; Goorha,
2010; Groh, 2019).

According to the article "The Tale of the Baltics: Experiences, Challenges Ahead and Main
Lessons" in the ECFIN Economic Brief, it is possible to conclude that transition in Latvia has been
successful thanks to several factors such as: successful trade re-orientation, governance and
institution quality, effective education systems and strong capital inflows which made country
desirable destination for foreign investment (Deroose et al., 2010).

Postindustrial society has created an economic system of future which main trait is
knowledge becoming a main economic resource and therefore postindustrial society can be
characterized by the phenomena when knowledge is fast converted to economic results, when
different ways of education (both higher, post-graduate etc.) are widely spread among society;
when society is living in the era of information technologies and for the big share of organizations
the whole world has become a huge marketplace so the service sphere has taken strong position.
In this case, it is possible to say that creativity has become a tool which allows society to develop
in socio-economic direction.

In postindustrial era, the leading producing class, initiating class, class providing the
development on the path of economic success — the creative class is the one which is extremely
important. It is widely known that in majority of developed countries economies nowadays is
based on information and led by knowledge. Peter Drucker who has been sharing such point of
view emphasized that the basic economic resource nowadays is knowledge, not capital (Drucker,
1999). It is important to add that not only knowledge but information is also very important
resource in postindustrial society. Among the most valuable qualities of employees it is possible
to mention their high educational and professional level as well as their intellectual and creative
potential. Nevertheless, while such traits as good education, professionalism and intellectual level
were highly demanded in industrial society as well, creativity and creative potential has turned out
to be new trait of employees in postindustrial era.

Taking into consideration the fact that postindustrial society is based on knowledge, the
creative class, which representatives become guarantee of successful business development, it is
necessary to find out more about this group. Creativity is reflected in the activation of human
development, appearance of ability to have creative approach to generate ideas, to think “outside
of the box”. Creativity becomes a source of new technologies, industries and economic growth. In

postindustrial society, creativity is highly rewarded and used in various ways. It would be a mistake
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to state that creativity appeared only in postindustrial era: it has been the reason of all great and
important achievements, in economy as well, since the early centuries. However, especially
nowadays it is the driving force, which provides socio-economic development in progressive path.
The significance of creativity, especially the creativity of high-tech employees, has been
underlined by researchers from other countries (Afsar et.al, 2015; Zhu, Gardner, Chen, 2018).
Creativity is now considered to be the main course of competitive advantage. So, the employee
nowadays is valued not only by his knowledge but also by his creative abilities.

Creative class establishment occurred thanks to the series of preconditions: material needs
of the population in postindustrial society started being satisfied easier and mostly to full extent;
knowledge and science became more available and widespread which lead to increase of education
level and spread of intellectual activity; the consumption turned towards non-material goods. Thus,
creativity appeared to be more perfect occupation and it has become a logical way to continue and
satisfy need of self-expression, self-realization, increase of knowledge and opportunities. The
above preconditions turn creativity to the factor on which socio-economic development depends.
The main task of the creative class is to give birth to new, unusual, nonstandard ideas; find
decisions and ways of solving problems fast and effectively and think “outside the box”.

Economic need of contemporary society in strong creative class in postindustrial are
becomes as important as need for good engineers and technical workers in industrial society or the
need for good peasants in agrarian society.

Based on the Florida’s book, it is possible to determine the following traits of creative class
(Florida, 2012):

. They share common values of creativity, non-standard thinking, individuality and
importance of individual merits. The content of their activity is creative work beginning upon their
original special way of thinking;

. They are focused on their individual uniqueness, self-fulfillment and openness.
Mobility is also one of the traits, which characterize creative class. Florida underlines and gives
examples of employees who prefer working flexible hours, like changing places where they live
and stay, they like travel as well. In such case, it is possible to make a conclusion that such way of
living is not the one everybody can afford. So here it assumes some elite opportunities which
people with high education and income can have;

o They appreciate the importance of personal opportunities and achievements.
Creative class is formed by ambitious people who consider professional growth with the help of
their education, knowledge and other opportunities important. They are oriented toward personal
success more than towards amount of money they get for the job;

o They are emphasized on meritocracy instead of bureaucracy, which means that the
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state is governed by the government elected based on knowledge and achievements;

o They earn their living by creating products, achieving final goals, solving problems
etc. using their own strategies and ways in comparison to regular employees who work according
to the plans created for them by their supervisors.

IT professional, according to Oxford dictionary, is a professionally qualified person,
having certain knowledge and skills in the field of information technologies and employed in the
position, which requires these skills (programming, web-design, coding, software architecture
etc.). This activity is the basic source of income and means of living. So, according to definition
of Florida IT professionals is a part of creative class.

In the concept of creative class, there is a place for IT professionals in both groups. “Super
creative core” of IT consists of creative developers of any kind of digital products (applications,
innovative products and systems etc.), web-designers, creators of digital startups, while “creative
professionals” are represented by employees which work on day-to-day basis but even within the
routine they work on optimizing current processes, minimizing expenses, searching and
implementing innovative systems helping business to develop.

Taking into account that creative class employees are a part of the personnel of the
organization and that the development of the organization depends on effective HR management
and motivation the author can say that the work with creative class needs to be considered as a
very important part of this process. Especially considering the fact that by employing creative class
the organization can benefit on innovative ideas, new approaches and methods creative class
employees bring.

IT professionals represent ambiguous layer of creative class. According to Florida’s
division, two cores of creative class are super-creative core and the creative professionals. Super-
creative core is responsible for creating new products, knowledge and know-how while creative
professionals work in knowledge intensive industries (Florida, 2002). IT professionals can operate
in both cores: creating new knowledge and developing new software products as a super-creative
class and maintaining informational system as creative professionals.

According to the Human Capital Theory, cities and creative IT professionals form a vicious
circle: regional growth is stimulated by highly educated creative people and creative people are
attracted by opportunities of highly developed regions. According to Castel’s Network Society
theory, IT revolution created new conditions that set both constraints and possibilities for the new
society (Castells, 2000). Creative Class Theory developed by Florida brakes this vicious circle. It
states that it is creative educated people who choose territory and make it a center for innovations
and economic growth. One of the proves of this theory is East Berlin. Recent statistical data shows

that 32.7% of specialists employed management, professional, and related occupations (IT,
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engineering, art, education, legal and health) in USA are foreign born (Bureau of Labor Statistics,
2019). After the fall of the Berlin wall creative talented people moved into the city and quickly
turned it into one of the fastest developing regions in the world. The chosen territory should meet
a “three T’s condition”: technology, tolerance and talent (Florida, 2004). However, human capital
theory strikes back, arguing that Florida’s “creative capital” is formed by highly educated
individuals and there is no novelty in stating that educated people drive the region’s economy
development (Gleaser, 2005). Pratt argues that “creativity is a magic bullet that leads to
competitiveness” (Pratt, 2009)

To determine the urbanistic context within which innovational growth and creativity take
place, The Creative City Concept appeared (Kong, O’Connor, 2009). In accordance with Lobo at
al. research findings, highly productive metropolitan areas tend to have higher levels of educated
creative individuals (defined as creative professionals by Florida) but they don’t necessarily have
high levels of inventive labor (defined as super-creative class by Florida).

Lobo at al. also concluded that growth of regional productivity is caused by super-creative
class while creative professionals have negligible or negative effect (Lobo at al., 2014). Hence it
is possible to deduce that creative professionals represent demand for development while super-
creative class performs as source of development. Mommaas mentions that professionals, oriented
at economic success and technology, prefer more homogenous suburbs, while art and culture-
oriented professionals choose informality and diversity within the city. (Mommaas, 2009)

Division of creative class as a solid group into subgroups with different preferences and
priorities concerning emplacement is justified by Bjorn Asheim and Hegni Kalse Hansen.
Depending on affiliation of creative class to analytical, synthetic, and symbolic knowledge sub-
group location preferences differ (Asheim, Hansen, 2009) as well as they share emancipative value
settings (Guedes-Neto, 2018). IT professionals belong to synthetic knowledge sub-group and have
different preferences then artists from symbolic knowledge sub-group or scientists in analytical
knowledge sub-group. So, for IT professionals as part of synthetic knowledge sub-group business
climate is more important than people climate (Asheim, Hansen, 2009).

Wuwei tries to show the relations between creative class, creative district and creative
cluster putting them all at the same level in process of creating creative community (Wuwei, 2011).

The way human capital influences Gross Metropolitan Product is presented at Figure 1.1
(Lobo at al., 2014).
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Fig.1.1. Two stage model of innovation, technology, productivity
Source: Lobo, J., Mellander, C., Stolarick, K. & Strumsky, D. (2014) The Inventive, the
Educated and the Creative: How Do They Affect Metropolitan Productivity?

In order to attract creative class areas compete with each other and build place marketing
strategies. By using marketing tools they try to satisfy the demand of creative specialists in urban
goods and services (Braun, 2008). There are empiric researches proving that there is an obvious
correlation among residence of creative class in the area and development of cultural services,
diversity and economy in European context (Andersen, Hansen, Isaksen, Raunio, 2008; Clifton,
2008).

Living in rural areas has its advantages and disadvantages. In the picture below, we tried
to collate the advantages and disadvantages of cities for IT professionals. Following list is not
thorough; however it reflects the basic choice issues individual face when choosing the living
location. When talking about IT professionals it is necessary to understand that their choice of
place of living is often connected with location of their working place, opportunity to gain
education or improve skills or strength of the connectivity in order to be online and available when
needed. Usually big business organizations allocate their offices in branches in urban areas, so

employees have to move to the urban areas.
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Table 1.1.

Advantages and Disadvantages of Living in Cities

Advantages of Living in Cities Disadvantages of Living in Cities
e Wider range of employment e Higher cost of living
opportunities e Bad ecology
e Higher salaries e Less chance to possess unique
e More opportunities for after work competences
activities e Higher criminal rates
e Better chances to be employed with e High stress and anxiety
“prestigious” company that will lead to
career development
e Community is more educated and
creative

Source: Constructed by the author based on Florida et al., 2012.

For most IT professionals living in cities is not the matter of choice. IT companies tend to
cluster (Florida, 2004, Joia, Sily de Asis, 2019). It is conditioned by necessity to mobilize IT
resources rapidly and be able to catch the novelties as soon as they appear. However, Florida’s
theory has some limitations in case of EU. Compared to the USA, European countries face
language and cultural differences that don’t allow creative class flow to be so unordered.
Competition between the cities on the national level in Europe is less intense, social benefits and
women’s participation in labor market rate is higher. (Asheim, 2009) This is why Florida’s theory
should not be taken as given in European context.

Estimating creative class concentration in certain areas, R. Florida provides top five regions
in the USA: Washington D.C., Boston, Austin, the Research Triangle and San Francisco (Florida,
2004). These areas are also characterized by highest Inequality Index that compares the wages of
creative sector workers to those in the manufacturing sectors. Creative areas outside the United
Stated include Toronto and Vancouver in Canada, Sydney and Melbourne in Australia, Dublin,
London, Helsinki, Amsterdam, and Copenhagen in Europe. However, now trend is switching to
China, India and Russia. For example, a report on Shanghai’s digital content industry shows that
the industry employed almost 3 times more people in 2006 in comparison with 2002 (Wuwei,
2011).

Now days EU government understands the necessity of using the potential of creative class
for developing innovations. HORIZON 2020 Work Programme 2016 — 2017 highlights that one
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of the challenges of technological development in Europe is widening and accelerating the
exchange of ideas, knowledge and skills between super-creative class and entrepreneurs (Horizon,
2020).

There are few researches concerning priorities of creative class in choosing locations, some
of them are focused on European cities and countries (Annel, Terman, 2017; Hansen, Niedomysl,
2009; Lorenzen, Andersen, 2009). However, there is no research focused on Latvia.

Research Findings of Lorenzen and Andersen show that creative class in European cities
is attracted mostly by cultural opportunities and job opportunities (Lorenzen, Andersen, 2009).
According to Annel and Terman, work opportunities and cost efficiency are more important for
creative class then urbanity, tolerance and diversity in case of smaller European city (Annel,
Terman, 2017). This contradicts Florida’s findings about “3T” priority. Studying Ausitralia
Wickramaarachchi and Butt argue that economic conditions and social aspects have more effect
then nature and recreation (Wickramaarachchi, Butt, 2014).

The latest Global Creativity Index 2015, which is currently the lasts counted, initiated by
R. Florida ranked Latvia on 40-th position, between South Africa and Cuba (The Global Creativity
Index, 2015). The research was conducted based on Florida’s “3T” theory.
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Table 1.2.
Indicators of Creativity of Latvia, 2015

Indicator Rank in GCI

Global Creativity Index 40

1. Technology 54

- R&D Investment 42

- Patents per Capita 42

2. Talent 22

- Creative Class 22

- Educational Attainment 25

3. Tolerance 77

- Racial and Ethnic Minorities 79

- Gays and Lesbians 69
Creative Class Share 38,7%

Source: Summarized by the author based on the Global Creativity Index 2015
Deviation between overall GCI rank and its components is really impressive. Latvia is very
developed in “Talent” indicator but has significant problems with tolerance, especially in aspect

of racial and ethnic minorities.
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Fig. 1.2. Deviation between Global Creativity Index and it’s Components
Source: Summarized by the author based on the Global Creativity Index 2015
10-years old data presented by Latvian University and the Ministry of Welfare of Republic
of Latvia showed that creative class of Latvia is concentrated in very few major cities.
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Fig. 1.3. Creativity Indicators in Latvian Cities
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Large share of creative class in Latvia shows that it has strong potential. However, it is not

clear whether creative people including IT professionals are willing to stay within the country and

whether IT working places are attractive for foreigners.

Table 1.3.

Long-term net migration of population in statistical regions, cities under state jurisdiction

and counties

Regions 2008 2010 2013 2015 2016 2017
LATVIA -22367 -35640 -14262 -10640 -12229 | -7808
Riga region -8457 -11712 1725 -134 2952 -1456
Pieriga region 1987 -1430 -2796 -1352 -1646 2268
Vidzeme region -3198 -4847 -2875 -2013 -3188 -2212
Kurzeme region -3835 -6743 -3449 -2677 -3512 -1907
Zemgale region -2632 -5161 -3025 -1846 -3045 -1799
Latgale region -6232 -5747 -3842 -2618 -3790 -2702
Riga city -8457 -11712 1725 -134 2952 -1456
Daugavpils city -2737 -1754 -1303 -94 -735 -764
Jelgava city -485 -1146 -409 -39 -269 -372
Jekabpils city -319 -424 -443 -170 -252 -150
Jurmala city -110 -578 -528 -308 -575 511
Liepaja city -1016 -1669 -1211 -373 -958 -48
Rézekne city -551 -752 -602 -410 -333 152
Valmiera city -178 -594 -514 -180 -249 132
Ventspils city -529 -896 -458 -206 -346 -264

Source: Central Statistical Bureau of Latvia (2019)
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Provided data highlight two patterns:

1. Net migration from Latvia is negative. It means that more Latvian citizens move
out the country then foreigners moving in. Unfortunately, there is no statistical data analyzing
Latvian migration by occupation but huge percent of creative class in Latvia mentioned above lets
conclude that there is a significant brain-drain problem.

2. Urbanization. Although each and every city and region in Latvia suffered negative
net migration in 2017, the share of citizens leaving rural regions was smaller than those leaving
urban area and capital. The only region in Latvia that shows inflow of workforce in Latvia in 2016
is Riga region. Other regions and city suffer depopulation caused by emigration.

Detailed analysis of Riga shows that its low population growth is caused by one of the
highest unemployment rates in Europe: 13, 9% in 2014 (Urban Audit 2013/2014). This means that
working places are not created within the city.

Latvia’s main economic activity is concentrated in Riga and the surrounding areas. 52% of
Latvian population live there and work in capital. One of the main reasons of work force
concentration in Riga is the lowest unemployment rate across the country. The registered
unemployment in Riga region in April 2019 was 4.1%, whereas in Latgale it was 14.9% (The
Europen Job Mobility Portal, 2019).

There is no exact definition of the term “IT professional”. Therefore, there is a need of
defining this term. “IT” is a well-known abbreviation of Information Technologies confirmed by
Cambridge Dictionary, and is considered to represent a set of tools, processes, and methodologies
(such as coding/programming, data communications, data conversion, storage and retrieval,
systems analysis and design, systems control) and associated equipment employed to collect,
process, and present information. In broad terms, IT also includes office automation, multimedia,
and telecommunications (Business Dictionary, 2019).

The term professional from Business Dictionary can be understood in two ways: firstly, as
a person formally certified by a professional body of belonging to a specific profession by virtue
of having completed a required course of studies and/or practice, and whose competence can
usually be measured against an established set of standards; secondly, a person who has achieved
an acclaimed level of proficiency in a calling or trade (Business Dictionary, 2019). However, the
field of Information Technology nowadays can be characterized by rapid development and it is
changing very fast. Therefore, the path employees follow to get into profession can be different as
well. Therefore, defining IT professional term this paper requires the creation of own terminology.
IT professional is a professionally qualified person, having certain knowledge and skills in the

field of information technologies and employed in the position, which requires these skills
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(programming, web-design, coding, software architecture etc.). This activity is the basic source of
income and means of living.

Production of hardware, software, implementation of digital tools to day-to-day operations
is giving a great push to development of phenomena of digital economy. Digital economy becomes
more widespread and significant in contemporary society. The growth of digital sector is directly
connected with the development of IT. While being sometimes compared to the term “information
economy” (Castells, 2009; Porat, 1977; Kling, 1992), which is researched more, digital economy,
focuses on the services of goods, which production involves and depends critically on digital
resources.

There is a huge enthusiasm regarding digital economy and its growth (Kling, 2000).
Despite the fact that the role of IT is discussed in various researches, the context is constantly
changing (Kahin, Brynjolfsson, 2000). The significance of IT professionals in making successful
business in era of knowledge-based economy is obvious. However, the key to productive
partnership and business results is in how workers of various types of activity: creative,
technological, managerial interact with each other (Huws, 2014).

The Information and Communication Technology (ICT) sector represents 4.8% of
European economy. Productivity growth by united Europe is caused by 50% by investments in
ICT. Among total business expenditure in Research and Development ICT sectors conducts 25%
of them. (ICT Research and Innovation Horizon 2020, 2017). Statistical data shows that both
number of active ICT enterprises and number of IT professionals sustainably grow (Rosetti, 2017).

ICT sector in EU numbered around 8.4 million people in 2017. Almost fifth part of all ICT
professionals -1.6 million- were employed in UK (Eurostat, 2019).

The importance of ICT sector in European economy is growing overt time. It can be notices
in increasing share of value added for the ICT sector in GDP, proportion of ICT specialists in total

employment and share of ICT enterprises in total enterprises.

30



6.00

5.00

4.00

3.00

2.00

1.00

0.00
2010 2011 2012 2013 2014 2015 2016 2017

——— Value added for the ICT sector (% relative to GDP)
Proportion of ICT specialists in total employment

Share of ICT enterprises in total enterprises

Fig. 1.4. Indicators of ICT sector in EU in 2010-2017

Source: Assembled and calculated by the author based on Eurostat data

Obviously European leaders in ICT enterprises are United Kingdom, Germany and France.
Latvia holds less than 1% of ICT enterprises of EU. However, it is clear on the Figure 1.2. that
number of births of new enterprises exceeds number of their deaths (Rosetti, 2017). This is a very
positive trend reflecting the distribution of IT technologies in Latvia.
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Fig. 1.5. Member States by their shares (%) of the EU’s active ICT enterprises in 2014
Source: Rosetti, F. (2017). The Business Demography of the ICT Sector in Europe
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IT sector in Latvia is highly developed in comparison with total EU-28 data. It has higher
value added as a percentage of GDP and higher share of IT companies in total enterprises.
However, the share of employees working in ICT sector in Latvia is lower than in Europe in
general.

Most employees of ICT enterprises are located in UK, Germany, France, Italy and Spain.
These countries are considered to be the most economically and technologically developed in EU.
It supports the idea of Rosenau about fragmentation when IT professionals stimulate movement of
both integration and fragmentation (Rosenau, 2003). On one hand, they concentrate in global IT
centers that provide them better working and living environment. On another hand, diversity of
such centers makes IT labor force spread out. It sets a question whether creative IT professionals
are accumulated at these countries because they are thriving or prosperity of these countries is
generated by creative IT professionals.

In 2018, Latvia was ranked 39 in Global Innovation Index and further development is
possible through enlarging and spreading creative IT professionals through the country (The
Global Innovation Index, 2018). Statistical data proves that the number of employed specialists in
Information and communication sector increased on 96% in 2017 in comparison with 2010
(Central Statistical Bureau of Latvia, 2019). The fastest growth occurred since 2010 and it is
continuing. Thus, growth of the number of specialists in Information and communication sector in
2016 was 9.55% compared to 2015. Latvian statistical data perfectly matches previous European
research by which “the rank-size distribution of the creative class indicates a greater proportionate
growth than that of the general population’s” (Lorenzen, Andersen, 2009). This research also
indicates that it has greater diseconomies of small cities (Lorenzen, Andersen, 2009).

The most noticeable growth took place in Computer programming, consultancy and related
activities and Information service activities as there is a demand in optimization of current
processes, implementation of new products and services especially in conditions when software is
developing rapidly, market is expanding and ICT sector is becoming more significant for
contemporary economy. Programming and broadcasting activities did not experience dramatic

changes.
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Occupied posts by kind of economic activity on average per year

Table 1.4.

Activities 2005 2010 2015 2018

oS < ° < - Ic §e] Ic
§ T s I8 % g § T g 18 T |s

Total 919469 | 100,0| 776742 | 100,00 | 883759 |100,0| 905 226 | 100,

0 0 00

Information and 18008 | 1,96 | 18190 2,34 27800 | 3,15 | 34384 | 3,79

communication

-Programming and 1398 0,15 1516 0,20 1616 | 0,18 | 1553 |0,17

broadcasting

activities

-Computer 3654 | 0,40 | 5498 0,71 11924 | 1,35 | 15270 | 1,68

programming,

consultancy and

related activities

-Information service], 909 0,10 1857 0,24 5687 | 0,64 | 8762 |0,97

activities

Source: Author’s calculations based on Central Statistical Bureau of Latvia

Theoretical findings studied above showed that creative IT professionals need convenient

environment and they tend to choose certain locations for living. Despite having an opportunity

for remote work or distant learning, infrastructure is still significant for these employees. The

analysis of Latvian statistics proves this statement. Riga region accumulates 54.89% of total

positions. However, 83.84% of all posts in Information and communication sector are concentrated

in Riga region.
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Table 1.5.

Occupied posts by region and kind of economic activity on average per year, 2018
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Source: Author’s calculations based on Central Statistical Bureau of Latvia

The allocation of IT professionals is shown at the Figure below. Riga planning region that
includes Pieriga region and Riga itself contain 91.51% of Total IT professionals of Latvia.
Concentration of IT professionals in Kurzeme and Letgale regions exceeds 2%, and Vidzeme and
Zegmale regions accumulate less than 2% of Latvia’s IT professionals. Concentration of creative
IT professionals near Riga corresponds with European creative cities concept, where cities are

viewed as post- and para-national concept (Corijn, 2009).
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Vidzeme

Fig.1.6. Allocation of specialists in Information and communication sector in Latvia
Source: Summarized by the author based on Central Statistical Bureau of Latvia

In order to define the extent of concentration Herfindahl-Hirschman index may be applied.
N
2. s
HH = i=t , Q)
S - share of IT professionals in biggest cities in Latvia

For IT professionals’ concentration in Latvia:
HH=0,8384°+0,0767°+0,0131°+0,0323"+0,0144°+0,025" g 72 (2)

Herfindahl-Hirschman index above 0.25 indicated high concentration. Concentration of
Latvian IT professionals is extremely high.

There are various explanations of high concentration of creative IT professionals in large
urban areas. The most common one: “creative begets more creative” (Lorenzen, Andersen, 2009).
According to social network theory (Watts, Dodds, Newman 2002) the larger is the city and the
larger is the presence of creative class in the city the more links are they possess to attract more
creative people. (Uzzi, Spiro, 2005). This sets a question: what should small cities do? Within
European Union in terms of open borders even Riga with it’s over 640 thousands population can
be considered relatively small. Lewis and Donald believe that small cities should rely at
“livability” and “sustainability” in their attempts to attract creative IT professionals (Lewis,
Donald, 2010). Proposes to attract creative class by “quality of life” and “authenticity” (Rich,
2013). Hereby developing regions of Latvia by attracting IT professionals seems possible.

Analysis of current situation in Latvia shows that measures for retaining and attracting IT
professionals are required. Developing creative class attracting policy should be aimed on boosting
innovation and creativity in Latvian society. From the research prospective, retaining and attracting
creative class is a first step in developing creative society. The whole process should look as a
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process with inherent attributes.

Creatiive
Class

Creative
Industry

Creative
Economy

Creative
Society

It is clear that all the elements of creative society are interconnected. According to Richards

and Wilson idea creativity can be developed through three directions (Richards and Wilson, 2007):
. Creative hardware — infrastructure/spaces for creative production, consumption and
presumption

o Creative software — atmosphere/ambience, fashion, quality of life, perceived

«Increasing educational level
+Creating working places for creative class
*Developing tolerance in society

Improve value added

*Focus on intangible output
*Responsible business

*Private companies ivestments on R&D

«Convergent Industries
+Creative industries in focus
*Higher spendings on Education and R&D

+Creative environment
Personality centered
«Institutional developement
+Creative Communities

Fig. 1.7. Process of Forming Creative Society
Source: Constructed by the author

diversity, ‘vibrancy’

o Creative orgware — sectors, industries, clusters, policies, governance.

Simultaneous improvements of all wares will help to build creative society within the

country.

Creative class is the most important resource of any society for development and prosperity.
IT sphere and IT professionals in other spheres create innovations and technologies, which are
very crucial for a creative society. IT is a relatively new sphere, and the mechanisms of the
organization of the main processes there are not studied yet well enough. Moreover, IT
professionals may have a specific value system at least because they are working in a sphere, which
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demands a constant professional growth. The next chapter is devoted to the systems of motivation
in general and specifically — for creative IT professionals. It will be discussed whether IT
professionals need a different approach to their motivation and if so, what it needs to be focused
on.

1.2. Motivation theories
To effectively attract, motivate and retain creative IT professionals, companies need to

develop a proper approach and motivation system. The management role in motivation is
significant and contemporary research confirm that (De Jong, J., Den Hartog, D., 2010, Olafsen,
Deci, Halvari, 2018, Abner, Udo, 2019, Joia, Sily de Assis, 2019).

The personnel motivation system includes both material and non-material stimulation.
Motivating process is a way of influence on employee stimulation on evoking particular motives
in him. Motivation can be considered as a core of personnel management. On the Figure 1.8., the
elements of internal organizational environment, which determine motivation system, are

demonstrated.

[ I I [

Corporate Social polic i icati
culture policy Moral climate Communication

The set of elements
which provide
motivation of the
employees without
monetary payouts by

and events, providing
social security and
employee status:
» Working conditions
« Corporates clothes

Ge set of social progranh [

Synergy of social and
moral values shared by
members of organization;
Determined by corporate

A mean of corporate
culture realization

Realized by means of:
* E-mails

creating favorable « Corporate culture : &%ﬁ%gf press
working climate sanatoriums, « Informational
camping etc. _ elements: memorandum

elements: « Corporate holidays * Relationship in a  Web-site

+ Corporate values \ and events / team * Intranet

+ Corporate mission » Emotional I
(common In fields of: involvements and [ Follow-up ]
phl!osophy and . education mutual help
policy) « healthcare + Employee awareness Is brovided by:
Basic values - employment about corporate - Employee surveying
(corporate strategy) « social-labor goals and tasks Focus groups

. f corpor . : * Sati i :
Ccr)]c_ie ° CIO po ar:(_e relationship; Satlsfac_:tlon of  Regular meetings with
ethics (_re ationship can be divided into: belongingness to the management
with clients, * cultural team . * «hot» lines with help of
suppliers and - housing * Friendliness and fair e-mails
employees) . famil criticism

« Corporate style . ensign
(color pattern, logo, . ?emale
flag, uniform)

* young

Fig. 1.8. Elements of internal environment of the organization, through which the employee
motivation can be realized
Source: Constructed by the author
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The motivation of high-performance labor allows providing, along with restoring normal
workability of the employees, the improvement of the significance of working process in social
value structure and as a result, it allows shaping new labor consciousness and corporate ethics. In
order to reach the target, the main strategy is motivation of labor activity.

Motivation as a strategy of overcoming labor crisis can be described as a long-term
influence on employee in order to change value setting and interests according to current goals as
well as shaping corresponding motivational core and development of labor potential based on it.

Stimulation as tactics of problem solving is oriented towards actual structure of value
setting and interests of the employee and on fuller realization of working potential.

Motivation and stimulation as methods of employee management are contradictive by their
direction: motivation is driven towards changing current condition; stimulation is driven towards
fixing it, but at the same time these they complement each other: it is impossible to survive crisis
or high competition conditions without changing or updating motivation strategy. Motivation and
stimulation processes not only can match, reinforce each other, but also contradict. For instance,
monetary income growth along with absence of appropriate material coverage not only causes lack
of employee motivation but also minimizes it. Any reformation of labor stimulating factors, if
becoming a goal in itself, will not bring desired results when not taking into account human
reaction. Stimulation needs to correspond with needs, interests and abilities of the employee
(Abner, Udo, 2019). That means that stimulation mechanism needs to correspond with employee
motivation mechanism. In some cases, it is material stimulation and it play significant part (Pembi,
2019), but this is not the only type to be considered. Human needs become a subjective basis,
intrinsic source of motivation. Objective basis of motivation is extrinsic reality for the exact
subject, any achievement human considered, as an aim has become the matter of his need.

Motivation is a process of conscious human choice of one or another type of behavior,
defined by synergy of influencing extrinsic (stimuli) and intrinsic (motives) factors. Motivation
makes human behavior target oriented. The goal is to remove the condition of need in anything.
Reaching the goal leads to minimization or disappearance of the tension. Reaching the goal
restores physical and psychological balance. Basic functions of motivation are call to action,

direction of action and support of behavior. Kinds of motivation are demonstrated on Figure 1.9.
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[ positive ]

Causes aspiration to do the job better
because of possibility of getting material or
non-financial reward

Effective and long-term way of increasing

[ negative ]

Causes aspiration to do the job better
because of fear of punishment: penalty,
admonish, ejection

It is a short-term and not very effective way

of increasing workforce productivity.
However negative motivation can be useful
for work discipline and in other cases which
require fast and tough management
involvement

[ intrinsic ]

workforce productivity

[ extrincic ]

+ Appears as feedback on extrinsic stimuli (pay

rise, recognition, promotion and other * Appears in the case of “challenge”, when
rewards management gives for effective employee needs to mobilize all his abilities in
work) order to solve uncommon, interesting and

creative task

*  Source of intrinsic motivation is based in
work itself and is supported by strong
corporate culture

Fig. 1.9. Kinds of motivation

Extrinsic motivation can exist in two shapes: administrative and economic. It can be
determined by a means of stimulation. Administrative motivation assumes doing job by order,
command meaning by direct constraint with corresponding sanctions and penalties for breaking
definite norms. It is possible to add to administrative motivation such types of stimulation as
requests and suggestion. Economic motivation is carried out by stimulating using economic
stimuli.

Intrinsic motivation is determined by contents and importance of work, if this work is
interesting for employee, if it allows to realize his natural inclines and abilities, it becomes a strong
motive to action, sincere and productive work on its own. Human has innate need of functioning
as organism: see, hear, feel and act by reaching a goal. These needs lead to activity not only for
specific result but also for a process itself. The source of intrinsic motivation is not outside the
activity but inside it. There needs to be a synergy of both types of motivation to influence
employee satisfaction (Abu-Shanab, Subaih, 2019)

After examining basic differences between motivating, stimulation and motivation, it is

possible to give the core definition of “motivation management” or “personnel motivation”. It is a
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synergy of forms, methods of cognitive influence on personality and group, directed to

achievement of goals of organization, which include:

o System of stimulating;

o System of motivating;

. Methods of their coordination with need-motivating individual and group
preferences;

o System of social privilege and compensations from organization;

o Organization of external environment and working places of employees;

J Corporate culture.

In general, motivation can be defined as a psychological process which directs and
invigorates worker’s activity, increases job performance (Kanfer, 1990, Amabile, 1993, Taylor,
2012, Peter, Daniel, 2016).

Job performance in this research is understood as the work related activities expected of an
employee and how well those activities were executed. Many business personnel directors assess
the job performance of each employee on an annual or quarterly basis in order to help them identify
suggested areas for improvement (Business Dictionary). It is understood as definite quality and
competitive ability of the product IT professionals create in definite timeframe. That is why they
require special attention and research That is why they require special attention and research.
Creating of attractive job positions, which correspond with values of the employees and are created
for autonomy, self-development, personal and professional growth, is of special significance for
companies, working in IT. This market is characterized by high demand for professionals, and
company success depends on the willingness of these professionals to cooperate to higher extent.

Many researchers have already come to the conclusion that quantitative measurement of
labor productivity for intellectuals, and especially for creative, employees is not appropriate to
certain extent (Cote, Miners, 2006, Caillier, 2010, Davar, 2012, Sykes et al, 2015). There is a need
for another approach. IT professionals can spend hours thinking on the solution of a certain task
or problem, developing code construction in their mind, not producing anything at the very
moment. Expert in the management field Peter Drucker (Drucker, 2008) wrote that knowledge
economy requires that the responsibility for labor productivity needs to be in the hands of the
employees. Employees of knowledge work, creative employees need to have an opportunity to
manage themselves to certain extent; they need to have certain autonomy and motivation in solving
the task, which company requires to be solved at their best and in a certain timeframe. Creative
employees, including IT professionals, need to be involved in a process; they need to take part in

determination of success. Implementation of the projects needs to work for boosting their
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professional significance (Christen, Soberman, 2006). Standard approach in measuring
productivity in such case does not work. Therefore,when talking about and evaluating work of
creative workers it is more appropriate to speak about job performance, not labor productivity and
job performance is evaluated by managers based on the type of work and type of tasks employee
needs to do (Luther, 2000).

There are many interconnected factors influencing person’s motivation. The algorithm of

motivation was proposed in Rheinberg’s schema (Vollmeyer et al, 2013).

Questions Forms of Motivation Motivational Deficits

1 Does the activity
promises fun from
itself?

self-initiated
activity

G

2 Is the activity
punished or
expected by others?|

extemally
controled activity

<®)

Does the activity
lead to a result?

complete motivatio-
naldeficit

no

Y

<@

Are there rewarding
consequences?

no incentive deficit

@

Does theactivity
influence the result?|

no

L\

efficacy deficit

G
56 b 6 6 b o

6 Is the activity
aversive or do |
have to relinquish?

7 | Dol have enough
self-requlating
competence?

self-requlated
activity

volitional deficit

Y

self-controlled
activity

b

Fig. 1.10. Question and answer sequence to define forms of motivation and motivational
deficits
Source: Vollmeyer, R., Jenderek, K., & Tozman, T. (2013). How Different Motivational Aspects
Can Affect Moral Behavior. Handbook of Moral Motivation.

Basic approach to employee motivation names three main motivators: opportunity for
achievement, recognition for work and challenging nature of work (Williams, 2003). However,
this approach is too simplified; it does not regard such factors as employee’s values, needs,
generational and industrial aspects and many others.

The variety if motivation theories prove that the concept of motivation can’t be researched

with a single approach. Numerous studies of motivation show that motivation is a flexible
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changing substance as the results of one research can rarely be replicated in different environment
or even at the same environment a few years later. However, exploring motivation theories let

emphasize some patterns and explain phenomena.

Motivation and needs

To a big extent, motivation is correlated with person’s needs. Once an individual feels the
lack of something, he or she may become motivated to get it. Maslow’s hierarchy of needs shows
that once previous need is satisfied the need of the next level arises (Maslow, 1954; Amabile,
Schatzel, Moneta, Kramer, 2004; Fall, Roussel, 2014).

A
AT
e
s
AT

Fig. 1.11. Maslow hierarchy of needs

Source: Maslow A. (1954) Hierarchy of needs

In order to simplify Maslow's theory, Alderfer regrouped human needs in three categories:
Existence needs, Relatedness needs, and Growth needs (Alderfer, 1972; Dewett, 2007, Deci, Ryan,
2008, 2017). McClelland names three non-hierarchical needs that are need for achievement, need
for power and need for affiliation (McClelland, 1987; Koestner, Losier, 2002; Judge, Piccolo,
Podsakoff, Shaw, Rich, 2010). Individual’s motivation is usually dominated by one of these needs.
In the process of personal and career development three needs of self-determined motivation
appear: autonomy, relatedness and competence. Autonomy refers to the ability to act in accord
with his or her own perceptions. Relatedness refers to the need to be accepted by others.
Competence refers to the desire to see the outcomes of the work (Burton, Lydon, D'Alessandro,
Koestner, 2006; Krapp, 2013; Fall, Roussel, 2014; Kuvaas, Buch, Weibel, Dysvik, Nerstad, 2017).

There have been a few researches selecting certain needs and proving their influence to
employee’s motivation. Wheatley highlighted the need to be involved to taking decisions
(Wheatley, 2005; Yuan, Woodman, 2010; Van den Broeck, Ferris, Chang, Rosen, 2016).

Brenninger connected motivation with satisfaction with supervisor’s managing style (Brenninger,
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2015).

The researches showing how the difference in needs affects employees’ motivation bring
the necessity of studying typical employee portfolio. In the case of current research, the focus
should be directed at such characteristics as profession, generation and location.

Behaviorist theory of motivation

According to Lewin’s behavioral formula, behavior is determined by personal
characteristics and situation variables (Lewin, 1946):

Behavior = f (Person, Environment) (3)

Intrinsic-extrinsic theory presumes that individual’s motivation may be viewed from the
level of internal and external rewards. Internal rewards are subjective. They are based on person’s
perceptions, ideals and views. Internal rewards may include for example the feeling of fulfillment,
self-esteem, control or satisfaction with the result (Chen et al, 2018). External rewards are
traditional rewards granted by society. They may be tangible, for example prize or intangible, like
praise (Vallerand, 1997; Small et al, 2004; Stock, 2015; Thibault et al, 2017). In the expanded
theory of Barbuto and Scholl along with intrinsic and external sources of motivation, there are
instrumental, internal self-concept and goal internalization. Instrumental motivation takes place
when a person is attracted by an expected price, such as promotion or bonus. According to the
internal self-concept, the individual acts the way he will achieve his own standards and values.
Goal internalization means that the goal set to an individual matches his own values and
perceptions and this overlap is a source of his motivation (Barbuto, Scholl, 1998).

The research held in current paper aims to distinguish motives of IT professionals into
financial and non-financial. However, the same motives can be re-organized into intrinsic and
extrinsic factors of motivation and studied from the different approach. Comparing the results of
classification motivation factors at intrinsic-extrinsic and financial-non-financial will help to
understand in what degree financial motives can be considered extrinsic and non-financial —

intrinsic.

Herzberg Two Factors Theory of motivation

Classic two-factor theory of motivation assumes that all the motivation factors can be
divided into two groups: those that prevent workers from becoming dissatisfied and those that
build work satisfaction (Herzberg, Mausner, & Snyderman, 2010, Zhao, Lynch, Chen, 2010;
Slemp, Patrick, 2018).

Despite the fact that Herzberg’s theory was introduced in the middle of 20™ century, it is
still topical and different researches replicate its results. Moreover, during past few decades two-

factor theory gained multidisciplinary content. It found an implementation in quality management
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(Weichrich, 1994, Shin, Zhou, 2003, Podsakoff, MacKenzie, 2012), culture (Matei, Abrudan,
2016), service (Abner, Udo, 2019), medicine and pharmaceuticals (Bohm, 2012; Nakhate, 2016),
financial institutions (Riley, 2005), military (Lopes et al., 2015) and many others. Herzberg’s
theory is applied in the study of different countries, public and private sectors (Maidani, 1991;
Umeozor, 2018; Ozsoy, 2019), different types of employment (Lundberg et al, 2009).

Moreover, Herzberg’s theory has a practical usage. It is still applied in British retail
company Tesco, Google, American food-manufacturing company Kellog’s and others.

Goal-setting theory of motivation

Goal-setting theory of motivation assumes that people are motivated by possible
achievement of specific measurable goals. However, this theory does not take in account that along
with goal-oriented employees there are process-oriented people, so this theory can’t be considered
comprehensive.

Even though goal-setting theory is useful for understanding short-term motivation we
believe that being examined from long-term, strategic perspective it transforms into motivation
and needs theory.

Expectancy theory

Expectancy theory developed by Vroom compares potential outcomes and efforts.
Employees are motivated when they expect the reward to trump the efforts they put into achieving
the outcome (Vroom, 1964). The way of applying expectancy theory is used in contemporary
researches as well (Baciu, 2017). However, it needs to be taken into account that the model offered
by Vroom requires well-built set of instruments adapted to specific group and in some occasions,
it needs to take into account character of work and type of organization. Later Vroom’s theory
developed into Path-goal theory. This theory proposed to influence paths, goals and valences to
improve employee’s motivation (House & Mitchell, 1980; Darroux, Xixiang, 2013; Pembi, 2019).

Expectancy-value model states that people act only if their expectancies are positive. This
means that incentive should lead to real change in worker’s life or at least a worker should think
that it will bring a change. (Eccles, Wigfield, 2002)

Expectancy-value model describes the decision of a person to take an action. However, this
dissertation is rather devoted to explaining the reasons of IT professionals’ actions then to decisions
to act.

Any incentive refers to the attempt to influence the behavior of the individual. Buchman et
al consider an incentive to be a “particular form of payment that is intended to achieve some
specific change in behavior” (Buchman et al, 2000). However, incentives are not universal to all
professionals. In contemporary working environment not only salary, but relationship with

managing personnel, recognition, career perspectives and opportunity to improve qualification lay
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significant part as well (Parshetty, 2019). According to Schein’s Complex Model human needs
vary during the life cycle and from individual to individual, so incentives that influence their
behavior do (Schein, 1980). In this context generation aspect is very important.

Buchman et al developed a typology of incentives, dividing them into financial and non-

Financial.
Table 1.6.
Typology of incentives

Financial Incentives Non-financial Incentives
- Pay - Holiday/vacation
- Other direct financial benefits - Flexible working hours
- Pensions illness, health, accident, life insurance, - Access to/support for training and
- Clothing, accommodation allowance education
- Travel allowance - Sabbatical, study leave
- Child care allowance C. - Planned career breaks
- Indirect financial benefits - Occupational health/counselling
- Subsidized meals, clothing, accommodation - Recreational facilities
- Subsidized transport
- Child care subsidy, creche provision

Source: Buchan et al, 2000

There have been few profession-based researches trying to evaluate the efficiency of
financial incentives. For example, Chaix-Couturier et al. studied medical professionals (Chaix-
Couturier et al, 2000). This research found out that practice is more influenced by financial
motivation then by professional motivation. So, conflicts of interests may arise (Chaix-Couturier
et al, 2000) as a result of practice changes in response to financial incentives result from economic
factors rather than professional motivation. However, nowadays it is significant to take into
account that work-life balance becomes very topical for contemporary employees (Balven et al,
2018) and recognition from the management (Abner, Udo, 2019) or opportunity to get promotion
(Abu Hassan Asaari, Desa, Subramaniam, 2019).

Choosing among financial incentive management should select the right type. Health-

aimed Bennett research classified payment mechanisms.
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Table 1.7.

Key payment mechanisms

Payment mechanism Key incentives for providers

Fee-for-service Increase number of cases seen and service intensity. Provide

more expensive services.

Case payment (DRG) Increase number of cases seen, decrease service intensity.

Provide less expensive services.

Daily Charge Increase number of bed-days (through longer stays or more
cases)

Flat rate (bonus payment) Provide specific bonus service (neglect other services)

Capitation Attract more patients to register while minimizing the

number of contacts with each and service intensity.

Salary Reduce number of patients and number of services provided.

Global budget Reduce number of patients and number of services provided.

Source: Bennett, 1997

Classical motivation studies consider that mix of financial and non-financial incentives is
more effective then financial incentives by themselves (Ittner and Larcker, 1998). However,
motivation of employees is continuous and dynamic process, which needs to be updated
continuously (Parshetty, 2019).

In order to achieve goals of the organization, effective interaction with employees should
be considered as one of the main factors. Not only latest technologies, overall conditions make the
successful business but correctly chosen and motivated personnel. Paying special attention to
human resources, building up corresponding motivation system, gives a manager a guarantee of
competitiveness in the market. Contemporary management is focused on finding the ways of
motivating knowledge workers (Ferraro et al, 2018) or high-tech organization employees (Zhu,
Gardner, Chen, 2018, Joia, Sily de Assis, 2019). Nowadays, knowledge and information have
become a significant part of the business environment. IT professionals are knowledge workers as
well. However, they are considered as more complicated group to manage because of the variety
and complexity of the tasks they perform.

Taking above facts into consideration, the importance of having strong IT professionals in
the team is crucial for every company in order to succeed in contemporary competitive
environment (Joia, Sily de Asis, 2019). In order to gain maximum results, explore new
opportunities for further development it is important to motivate IT professionals in a right way to
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not only attract and retain them in the company but to stimulate their creative abilities and motivate
them to work and manage them as well is a challenging task (Meijerink, Keegan, 2019).

Effective management of motivation needs to correspond with values and preferences of
creative class, these strategies need to be oriented to the development of their professional qualities
and skills and be associated with the opportunities of self-realization and personal independence.
In order to create effective strategy, it is significant to take into account generational differences
of the employees.

There have been few researches studying the peculiarities of motivating IT professionals.
Couger and Zawacki found that IT professionals have higher demand for growth then professionals
from other industries, but their need in social interaction is much lower (Couger, Zawacki, 1980,
Baard, Deci, Ryan, 2004; Anderson, Carsten, Bernard, 2004; Anderson et al, 2014). More recent
research conducted by Burn, Couger and Ma showed that the factors motivating IT professionals
can be presented in the descending order: promotion prospects, job satisfaction, compensation
package, training/career development, good management, working conditions, job security (Burn
et al, 1992; Saif et. al, 2012; Tasmin, Salehuddin, 2016). The significance of promotion prospects,
particularly lack of ones, can force It employee change the direction of the employment (Joia, Sily

de Assis, 2019). The results proved Herzberg’s theory and showed that IT professionals are aimed

to grow.
Table 1.8.
Hygiene and motivation factors influencing IT professionals, in descending order
Rank Factor Hygiene (H) /Motivation (M)
1 Opportunity for Advancement and Growth M
2 Pay and Benefit H/M
3 Opportunity for Achievement M
4 The Work itself: meaningful work M
5 Recognition when Deserved M
6 Increased Responsibility M
7 Quality of Supervision H
8 Inter-personal Relations H
9 Company policies, rules, and administration H
10 Job Security H
11 Work Condition: office, parking H

Source: Burn, J., Couger, J.D. and Ma, L. (1992). Motivating IT professionals . The Hong Kong challenge

McKnight at al divided the factors determining job satisfaction of IT professionals into job
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characteristics and workplace characteristics and defined if interconnection between factors was
positive or negative. (McKnight et al, 2009). Unlike Herzberg inspired approaches, this approach

views job satisfaction factors as a component of turnover intention.

Job
ignificance

Job

istics

Workplace
haracter-
istics

Structural
Fairness

Fig. 1.12. Factors defining job satisfaction and turnover intention
Source: McKnight, D. H., Phillips, B., & Hardgrave, B. C. (2009). Which reduces IT turnover
intention the most: Workplace characteristics or job characteristics?

The research conducted by Kowal & Roztocki showed the peculiarities in job satisfaction
of IT professionals in Poland. The study of distinction between satisfaction of IT professionals in
developed and transitional economies showed that IT professionals in transitional economies such
as Poland feel that the compensation level of their companies is not adequate to the competencies
they possess (Kowal, Roztocki, 2015).

The findings of Wynekoop and Walz and Ertiirk & Vurgun researches contradict each other.
Wynekoop & Walz found that IT professionals have lower demand for social interaction while
their need in self-developing and education (Wynekoop, Walz, 1998). Ertiirk and Vurgun research
proved that IT professionals are motivated by positive social environment within the company
(Ertiirk, Vurgun, 2015).

It is complicated to find a universal approach to motivating creative IT professionals
because of Differentiation of Inputs problem (Puchta et al.2010). Talent and originality of ideas
can hardly be measured for the most creative IT professionals. And the unified system of
motivation can’t be provided. Another problem is disability to measure output in every time frame.
Working on a big project that is not finished yet IT professionals can’t provide specific results of
their job and instruments of motivation can hardly be chosen for them.
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Another problem is excess of approaches to motivation of IT professionals. Taking in
consideration even some of them creates large volume of information that can hardly be structured
Koziyakov tried to build the algorithm of organizing the process of informational support of IT-

specialists motivation managing process (Koziyakov, 2014).
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Fig.1.13. Organizing the process of informational support of 1T-specialists motivation
managing process
Source: Koziyakov, 2014

IT professionals have different needs then workers of other industries. The research of
Kupriyanov showed that such factors as interesting job, self-realization, independence, working
conditions are more important to IT professionals then to workers of other industries. Their need
in financial rewards, power, career building is less expressed (Kupriyanov, 2006).

As a part of creative class IT professionals often suffer misbalance between creative work
itself and other economic activities (Puchta et al, 2010). In this case they are influenced by two
different systems of motivation.

The spread of the research results concerning IT professional’s motivation proves that just
profession is not a sufficient parameter to determine employee’s motivation. Other factors, such
as location and generation should be also considered.

Inducement prizes are type of financial incentive when financial rewards are given to
motivate the attainment of goals. The interest to prizes was revitalized since the 1990s by
successful global technology prizes (Kay, 2011).

The main advantage of prizes is that they combine financial and non-financial incentives.
As a financial incentive prize provides cash to a person or a group that solved a technological

problem, and as a non-financial incentive, it develops creativity and competition between IT
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professionals, encourages them to do their best to win the prize. At the same time there are pure
non-financial prizes, such as gold medal on the exhibition (Kay, 2011). Non- financial incentives
include reputation, visibility, opportunity to participate in technology development, opportunity to
accomplish some personal and organizational goals, opportunity to make the environment better.

Competition for prizes is aimed to achieve the goal by the shortest and most cost-efficient
way. Some unexpected solutions and for solutions arising from unexpected sources may appear
(Kalil, 2006). At the same time fighting for a price, competitors don’t focus at quality, reliability
and durability. This is why prizes are great to encourage IT professionals to innovate, not to
improve quality.

The role of IT professionals in providing crucial link between technological progress and
economic growth, social development and environmental well-being is stated in “Canberra
Manual”, published by the OECD and Eurostat in 1995 (OECD and Eurostat, 1995).

In the beginning of 21-st Century it was clear that IT and digital technology highly
influenced the economy and most economists forecasted that the demand for IT skills will rise
further in the future (Innovative people, 2001).

Tomlinson emphasizes the role of creative people in developing national innovation
system, stating: “One of the major reasons why national systems of innovation differ is connected
to people and competence building. How people are trained will determine how they interact in
the development of new ideas and nationally specific labor market dynamics will put their stamp
on how firms function” (Tomlinson, 1999).

In time of multitasking IT leaders should become hybrid professionals combining
responsibilities of IT professionals and managers. To deal with multitasking IT professionals

should possess the following competencies:

o Be focused on business capabilities;
. Understand limitations of the technology;
o Be good negotiators;

o Stay curious (Swanborg, 2011).
In addition to the competencies listed above IT professionals should understand
organization specific and possess interpersonal and management competencies such as knowledge

networking, interpersonal communication, and leadership (Kowal & Roztocki, 2015).

1.3. Generations Theories
Generation is a complicated interdisciplinary concept that is shaped by multiple factors.

Under the classic definition of Karl Mannheim, generations “endow the individuals sharing in

them with a common location in the social and historical process, and thereby limit them to a
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specific range of potential experience, predisposing them for a certain characteristic mode of
thought and experience, and a characteristic type of historically relevant action” (Mannheim,
1952).

According to the commonly used typology, there are four generations in Western society

that are currently included into labor force (The Center for Generational Kinetics, 2018):

o Baby Boomers, who were born between 1946 and 1964;

. Generation X, born between 1965 and 1976;

o Generation Y or Millennials that were born between 1977 and 1995
o Generation Z (Centennials, iGen) — born in 1996 or later.

However, due to economic, political and social factors size and gender composition of these
generations differs in different countries. Contemporary researchers already underlined the fact
that the generation pattern can differ from country to country depending on main historic events

and conditions which shaped generations (Bejtkovsky, 2016)
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Fig.1.14. Age and gender composition of population in UK, USA, Sweden, Germany and
Latvia in 2018
Source: Constructed by the author on the results of the World Bank statistics

The comparison of Latvia with Western countries showed that it does not follow the same

patterns as they do. For example, share of people 25-40 years old that belong to Generation Y is
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much higher than in other countries. On the contrary share of the Millenials is much lower. At the
same time gender disparity is strongly pronounces as male prevail in every generation except Baby
Boomers. This is explained by lower life expectancy of men in Latvia.

Generational aspect has been widely studied in the Western European countries and the
USA. According to the generic approach most of creative IT professionals studied in current thesis
belong to Generation Y as they were born between 1980 and 2000.

Studies conducted by PricewaterhouseCoopers and Karsh, B. & Templin, C showed that
work attitude of Generation Y specialists differ from work attitude of previous generations. They

have different values, preferences and motives.

Table 1.9.
Work characteristics of Generation Y
Assets Liabilities Preferences
Goal-oriented Dislike inferior work Flexible work hours
Positive approach Limited ability to deal with Opportunity to work outside
difficult people the office
Superb work with Lack of experience Work/life balance
technologies
Able to collaborate Self-confidence not Work for dynamic
corresponding to skills organization
Multicultural awareness Impatience Value professional
development over financial
rewards

Source: Constructed by the author based on Karsh, B. & Templin, C. (2013) and PwC (2011)

Other differences of Generation Y from other Generations include their acceptance of
changes (Hart, Brossard, 2002) and relying on technology (Welsh, Brazina, 2010). Generation Y
is more confident, with a can-do attitude (Elam et al, 2007).

New-coming generations are always being the agents of changes that is why the
modernization of cultures is so closely connected with the changes of generations.

Modernization is a process, which can be characterized by increasing potential of the
society. R. Inglehart explored the link between modernization and values in details with the help
of his project World Values Survey. And it confirmed the connection between economic growth
and value change in different societies: the more economically developed is society the more

spread are self expression values. Values are very important for every individual: they determine
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behavior, lifestyle, expectations from work etc.

Classic modernization perspective oriented on the experience of developed western
countries but it mostly did not take into consideration variety of experience of the countries out of
the Western Europe and North America borders. Critics of modernization theories in 1960-70s led
to the point that for definite amount of time modernization theories were replaced by other theories,
dependency theories in particular.

Development of contemporary version of modernization research (neo-modernization
analysis) is tied with the names of P. Sztompka, W. Beck, K. Miiller and R. Inglehart (Miiller et al,
1992; Grancelli, 1995; Sztompka, 1996; Inglehart, 1999; Beck, 2000). All these theories described
general stages of the societies and modernization trends. Special focus can be placed on cultural
modernization theory of R. Inglehart, describing how economic development process influences
value setting pattern change of society. In addition, this change can be characterized by universal
pattern. It can be assumed that the actions of IT professionals are not only purposefully rational
but also value rational. One of the theories which describes how values setting system develops
and changes in contemporary world is the theory of cultural modernization created by R. Inglehart
and C. Welzel (Inglehart, Welzel, 2005; Merge, 2011, Groh, 2019). In their paper they discovered
how economic development influences shift from traditional to secular-rational value pattern and
from survival to self-expression value pattern (Inglehart, Welzel, 2005), and follows the influence
of cultural dynamics to shaping democracy. In modern world, there is still a tight connection
between values, objectives and expectations. Values add sense and orientation to the existence of
society.

Despite some criticism towards modernization theory approach (Miicen, 2018), the reason
of choosing this theory is in its complexity. R. Inglehart and C. Welzel discover and describe
socio-economic development, culture change, and democratization as a part of development
process of and they have strong empirical evidence —World Values Survey collected data, a
worldwide research project for researching of value setting shaping of the population. Based on
the data analysis from World Values Survey, R. Inglehart and C. Welzel could determine non-linear
character of dependency social-cultural changes from economic development. In addition, it is
needed to be underlined that the transformation of value setting and modernization progress is
based on a huge empirical data gathered with the help of World Value Survey in several waves.
So, it is possible to see the dynamics. In latest article the data structure is described in details
(Welzel, Inglehart, 2016, McVety, 2015). Therefore, this theory links individual preferences, which
are based on the personal values to economic and cultural development of society. Business
organizations as market structures in this case act as a moderator as on one hand they offer their

employees what society allows them to have and on the other hand they offer what is attractive to
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these employees, what is corresponding with their personal values.

Shaping of postindustrial society is the result of the major change when people have to
interact with other people more than they interact with machines in mechanical environment. They
spend their time communicating with others, sharing knowledge, analyzing information and
providing different types of service. Digitalization provided business with opportunity of allowing
many routine tasks being performed with the help of computers or artificial intelligence, so
employees need to use their knowledge, imagination and communicational skills in everyday life
a lot more than during industrialization stage (Inglehart, Welzel, 2005).

To sum up, in postindustrial stage people are more economically secure, intellectually
autonomous and socially independent so the freedom of choice becomes more important than
obeying strict rules like during industrial stage. Survival values shift towards self-expression
values. It is important to note that rising self-expression values do not completely replace material
needs and desires. Professionals are still demanding high salaries but they are also interested in
flexible working schedule, challenging and complex tasks, and opportunities to exchange and
receive new knowledge and skills. Consumers still buy goods but they focus on eco-friendly,
cruelty-free products, thinking of environment. People are searching unusual experience by
visiting exotic restaurants and travelling to interesting places (Inglehart, Welzel, 2005).

It is worth to sum up the knowledge about the differences between generations with
motivational theories: Maslow’s pyramid and two-factor theory of Herzberg. By analyzing the
value system of most active generations in contemporary labor market and the structure of their
needs, connected with their age and approximate working experience, it is possible to create
modular system of retaining and motivating representatives of different generations.

Generation Theory in combination with motivational theories help to create motivational
system, which considers peculiarities of mindset and behavior of representatives of different

generations. The results can be used in order to:

o Shaping effective team

o Developing system of attracting and retaining employees

o Creating motivation strategy for employees, their education and development
o Shaping strong and seamless corporate culture.

It is significant to understand that employees belonging to different generations can be managed
and motivated differently. Finding an optimal way of attracting, retaining and motivating IT
employees is crucial. Generation approach might be helpful for managers to build optimal

strategy
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Table 1.10.

Modular system of retaining and motivating representatives of different generations

Generation X (36-54)

Millennials (20-35)

Generation Z (10+)

Trainings, MBA
Self-actualization.
growth

Career

Values Survival. Choice. | Attention to brand. | Flexibility.
Pragmatism. Balance | Changes. Impatience. | Digitalization, Power
between work and personal | Immediate rewards. | of social media and
life. Looking for emotions. | Professional in tech. | influencers
Globally informed. Self- | Flexibility. Moral.
confidence. Informality

Retention | Pro-western company. | Company brand. High- | Company image among
Computerized  workplace. | tech  style working | interested community,
Flexible working schedule. | place. Flexible working | Care for environmental
Salary plus revenue share. | schedule, Pay for result. | position of the
Work in any conditions, risk. | From monotonous to | organization.

extreme work Innovative and opened
to change, Dynamic
work environment.
Need of changing the
picture

Needs Lifelong learning. | Support, high attention. | Business trips. Modern
Promotion. Individualism Communication. Being | Gadgets
Self-actualization in the center of events. | Interesting Corporate

Achievement, success, | events

Development. Comfortable and
Creativity. Eco- | modern work
friendly. Work/life | environment. Eco-
balance. friendly

Motivation | Complex non-standard | Support, high attention. | Itegrating new type of
projects. Ambitious tasks. | Communication communication (chats,
Revenue share. Insurance, | Being in the center of | social media, apps).
corporate car, loans. | events.  Achievement, | Support from
Competition with colleagues | success. Development, | supervisor, feedback on
Acceptance, feedback. | Creativity the performed tasks.

Opportunity to create
products. Not
multitasking

Source: Constructed by the author

In the framework of this research the author focuses on three main generations on the labor

market which exclude generation Z representatives as they just started or still choosing their

professionals path. Some researchers state that the representatives of generation Z need absolutely

different approach to motivation as they are not alike any other generation before (Gaidhani, Arora,

Sharma, 2019). However, it is worth to mention that based on the data gathered in Deloitte Global

Millennial Survey 2019, which included not only respondents belonging to Millennial generation

from 42 countries but also representatives of generation Z, these two latest generations have
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common traits in terms of expectation from their employers, in terms of their lifestyle and value
setting patterns (Deloitte Global Millennial Survey 2019). Therefore, finding the optimal way of
management of motivation of IT professionals belonging to various generations will be later useful
for creating optimal management model of motivation of representatives of generation Z when
they enter labor market. Herzberg’s approach was used in the research of Kultalahti & Viitala to
study positive and negative factors for Generation Y. Based on this research hygiene factors and
motivators for the Millennials can be defined.

Table 1.11.
Positive and negative factors influencing motivation of Generation Y
Positive factors Negative factors

New, interesting work project Working on the same task for too long, feelings

of stagnation
Nice work community Poor atmosphere at work
Possibility of growth and development Working at the expense of private life
Flexibility at work Poor supervisor performance
Work-life balance Inflexibility in the workplace
Happiness in private life Feelings of not being respected or heard
Sufficient challenges, but a not overly Negative impacts on private life (e.g. lack of
demanding job sleep, not enough time for hobbies)
Everything is fine at home Not getting help when needed

Vague job

Source: Kultalahti, S., Viitala, R.L. (2014). Sufficient challenges and a weekend ahead —
Generation Y describing motivation at work. Journal of Organizational Change Management

The research of young knowledge workers motivation performed by Kubatovd &
Kukelkova showed that the main factors motivating Generation Y creative educated people are the
following in descending order: Atmosphere in the workplace, Interesting scope of work,
Opportunity for professional development, Opportunity for career growth, Work environment.
Only after those non-financial factors extraordinary financial reward for getting the job done
follows (Kubatova, Kukelkova, 2014; Medryk, 2016). Barford and Hester research figures out that
for Generation Y employees such factors as advancement potential and free time are much more
important than for Generation X employees and Baby Boomers (Barford, Hester, 2011). Along
with this Generation Y highly value a sense of accomplishment, and world peace (Murphy et al,
2010). Millennials demand feedback, 44, 5% of them wants to receive feedback as often as its
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possible (Lehky, 2011).

The cross-age research in the Nordic countries showed that the age of employees and their
job satisfaction can be viewed as an increasing line: the younger the employees were, the less
satisfaction they felt with their work (Eskilden et al., 2004). However, the research performed by
Barford and Hester showed directly contrary result. It stated that overall average job satisfaction
of Millennials is higher than satisfaction of baby boomers and much higher than job satisfaction
of Generation X (Barford, Hester, 2011). However, Millennials are considered “more demanding”
compared to other generations’ representatives (Kar, 2018). In contrary the demanding
characteristic can be the result of getting information on millennial preferences different to other
generations’ representatives: millennials are digitalized, they value their personal space but need
feedback from their supervisor or top manager, and they are device oriented and ready tp work
remotely. This might be viewed as complication but with flexible approach from management’s
side it can become a key to innovative ideas and productive work at the working place.

The next generation — so called Generation Z is just starting to join the labor force. It is
considered to be the first digital generation (Lanier, 2017). It is possible to assume that many of
the representatives of the generation will choose the path of making career in ICT sphere as it is
understandable and interesting for them. According to the research conducted by Seemiller &
Grace their main motivators are: “not wanting to let others down, advocating for something they
believe in, making a difference for someone else, having the opportunity for advancement, and
earning credit toward something” (Seemiller, Grace, 2016). At the same time Generation Z is less
motivated with competition, acceptance and public recognition (Seemiller, Grace, 2016).
However, research performed by Fratricova & Kirchmayer has not found many unique aspects in
motivation of generation Z representatives (Fratricova, Kirchmayer, 2018). This factor also is
proven by the results of the Deloitte Global Millennial Survey 2019 and other research papers,
which demonstrated strong similarities in intentions and expectations between Millennial and
Generation Z representatives, especially in achieving work/life balance, opportunity to travel,
ecology concerns, opportunity for remote work and freedom of self-actualization (Dolot, 2018;
Deloitte Global Millennial Survey 2019).

It is possible to assume that the character of work needs to be considered as well of
profession and position in the company. The geographic location can also play significant part.

Therefore, in the framework of the research it is significant to understand generation
breakdown in Latvia, and how its differences from traditional Western generation pattern.

However, the special traits of Latvian generations explained in the beginning of this
paragraph require different approach that would include key distinguishing features of generations

in Latvian.
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Generation in its modern understanding is formed because of the change in economical,
demographical, political, cultural or social environment. According to Wyatt, there can be six
major reasons for the appearance of new generations (Wyatt, 1993):

1. some event that changed and reformatted the society;

2. demographical change that influenced distribution of the resources;

3. certain phase of a long-term economic cycle;

4. certain process or an event of sacred significance that deposited in collective
memory;

5. special leader or mentor;

6. forms of work cooperation and specialization.

On one hand, generation is formed under the action of some forces. On the other hand,
generation itself forms certain patterns of individuals’ behavior. Studying generations from this

point of view, it is possible to depict it as a black box with inputs and outputs.
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Fig. 1.15. Generation as a black box
Source: Constructed by the author

Modern Latvian society developed under the influence of different inputs then traditional
Western society mainly because of prevailing command system during the time of Soviet regime,
which was characterized by the denial of private property, centralized management and inability
of economic subjects to take independent decisions. Later, after USSR ceased to exist Latvia faced
new epoch, the transition period when all previous systems of administration and economic
relations were lost and market economy was not established yet. This period was characterized by
high volatility along with high possibilities.

Latvian citizens that were impacted by these comprehensive changes formed different
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types of Generations than those formed in the countries of Western Europe and the USA.
According to the research of Apsalone et al. devoted to distinguishing generations in Latvia,
current Latvian labor force can be divided into the following generations: Post-War Generation,
Early Generation X, Transition Generation and the Millennials (Apsalone et al., 2016). The

duration of these generations corresponds with the factors that caused their appearance.

Table 1.12.
Generations in Latvia
Generations Period of time Main events and processes that influenced the
of birth appearance of the generation
Post-War Generation 1945-1960 World War 1l, communist ideology, hardship and

privation, fast technological development

Early Generation X 1961-1970 Khrushchev Thaw, economic stagnation and economic

inefficiency, deficit, influence of Western culture

Transition 1971-1984 Declaration of independence of Latvia after the collapse
Generation of the Soviet Union, open borders, transition from

command to market economy, joining NATO and EU

Millennials 1985-now days Globalization, market economy, informational
technologies, total adaptation to the Western society,

joining the EU

Source: Constructed by the author based on Apsalone et al, 2016

The Millennial generation is considered to be a significant part of the labor force by 2025
making 75% of work force on the labor market (Mendryk, 2016). Motivation and retention of this
generation can become major concern for modern management (Munir, Nur, Shereen, \Veera,
Rozilah, 2018).

However, it is necessary to mention the appearance of the next generation, generation Z
needs to be taken into account in contemporary conditions. It is generally considered that the
generation Z representatives are people who were born starting 2000. There are several other
names, which can help in understanding the direction of value setting patterns of the
representatives of this generation, which is also called Post-Millennials or iGen (Dolot, 2018) or
“technology sophisticated generation” (Gaidhani, Arora, Sharma, 2019). Older representatives of
this generation at the time are either still in their younger ages, still getting education or in process
of graduation, getting degree or choosing career path. But taking into consideration the fact that
this Post-Millennial generation has common traits with its predecessor, the motivation model to

improving job performance for IT professionals for representatives of Millennial generation can
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be further adapted to employees belonging to generation Z with applicable changes based on
practical experience and employee feedback.

However, when talking about IT professionals, there is a need to understand that
representatives of all generations are significant because there is a huge variety of tasks and
technical implementations. This job can be performed in older age as well. Therefore, in the current
research representatives of IT employees belonging to various generations were questioned and

interviewed.

Taking into account purposes of the thesis and peculiarities of IT professionals as
professional group that is a part of creative class in Latvia in order to defend or reject the
hypothesis:

H3. Factors that motivate IT professionals differ depending to the Generation they belong to

It makes sense to abstract from earlier generation and focus on those generations, which
comprise the majority of IT professionals in Latvia.

Within this thesis, the author offers the following generational differentiation of IT
professionals:

1. Early Generation X

2. Transition generation

3. Millennials

Proposed generations are not equal neither in periods nor in population. However, they are
associated with the significant changes in Latvian society and economy.

As it is discussed above, generation Z can be hardly viewed as part of IT professionals
group due to their current position: reperesentatives of generation Z are either getting profile
education or in process of finding their career path, while current research studied already working
IT professionals, employed in the field of their expertise.

Table 1.13 is constructed in order to summarise stages of forming generations, which most
of IT professionals in Latvia belong to. These stages differ to some extent from general Western

generation approach.
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Table 1.13.

Stages of forming Early Generation X, Transition Generation and Millennials

Events and
processes that influenced
childhood

Events and processes that

influenced teen ages

Events and processes that
influenced early career

ages

Early Generation X (1960-1970)

Communist regime. Soviet

Influence of Western culture. For

USSR collapse and Latvian

pioneer association. | younger part of Transition Generation | declaration of independence.
Comradeship. Collectivism | — USSR collapse and Latvian | For younger part of
declaration of independence. | Generation X — joining
Transition from command to market | NATO and EU.
economy.
Transition generation (1971-1985)
Influence of  Western | Globalization. Open borders. Joining | Globalization. Market
culture. USSR collapse and | NATO and EU. Common currency | economy.

standards of education.

as a citizen of Latvia and a citizen of
EU.

Latvian  declaration  of | within EU
independence.
Millennials (1985-2000)
Globalization. Market | Offline world vs offline world. Social networks, search
economy. Western | Economic crisis. ldentifying oneself engine optimization

Source: Constructed by the author

Generational approach applied in the thesis reflects basic changes that happened in Latvian

society. This paper studies the management of motivation of IT professionals in Latvia and offers

the motivation model to improving job performance, which suits these professionals the best.

There are several theories and concepts, which help to answer the main question of the paper.

Creative Class Theory. There are two types of professionals, who create innovations:

super creative core and creative professionals. The main criteria of belonging to “super creative

core” 1s an ability of “producing new forms or designs which are readily transferable and widely

useful ... it’s what they are paid to do” (Florida, 2012). Super creative core includes “scientists

and engineers, university professors, poets and novelists, artists, entertainers, actors, designers and

architects as well as through leadership of modern society: nonfiction writers, editors, cultural

figures, think- tank researchers, analysts and other opinion makers” (Florida, 2012). However, he
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points out that having a profession of any of the above-mentioned specialty does not guarantee
belonging to this group. “Creative professionals” are employed in “a wide range of knowledge
intensive industries, such as high-tech, financial services, the legal and health care professions,
and business management” (Florida, 2012) and these people are engaged in problem-solving tasks,
work process optimization and in finding new ways or approaches to work by using their
knowledge and education (Florida, 2012).

Motivational approaches. Motivation theories are used by the author to explain,
employees’ motivation and choice of specific working place from their own perception (theory of
hierarchy of needs), how professionals make a choice based on their value settings (Maslow, 1954;
Alderfer, 1972; McClelland & Burnham, 1976) and from the point of view of organizations (two
factor theory) to explain how they can use employee value settings for business benefits (Herzberg,
1987); and in order to construcnt motivation model the author reviews the tools contemporary
companies use in managing motivation of their employees.

Theory of generations explains that employees have different value settings, needs and
behavior depending on the generation they belong to. The paper demonstrates how generational
approach can be used for creating a motivation model to improving job performance.

The empirical part is mixed method research: qualitative series of semi-structured
interviews and quantitative online survey with Latvian IT professionals. They will include the

questions, which will be aimed to defining:

. The professional group employee belongs to (based on character of the work)
o What generation and the stage of the life course respondent belongs to
. The values and needs of the respondent

Based on information gathered about respondents, the research will study their preferences
and will offer the model, which considers the needs of business organization and needs of
employee.

The model will review the following components and include them in the finalized version:

o positive and negative motivation
o extrinsic and intrinsic motivation
o pay and non-pay incentives

Table 1.14 contains the examples of different motivational factors, which can indicate

certain needs of Maslow’s pyramid.
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Table 1.14.

Correspondence of motivation factors with needs according to Maslow

Needs according to

Material motivation

Nonmaterial motivation factors

Maslow factors
Survival e high salary e long-term vacation
e absence of overtime
e medical insurance
Safety e additional e |long-term contract
pension contributions official employments
employment guarantee
work close to home
Respect prestigious job

prestigious company
prestigious tasks and responsibilities
opportunities for career growth

Belonging to the group

friendly working atmosphere and

relationships with colleagues

good relationships with management
corporate holidays
additional support measures for

families (concert tickets, trips, Christmas
gifts for children)

Self-actualization a
development

e rewarding self-
development (e.g.
bonus for completing
specialized course on
Coursera)

opportunities for professional growth
qualification courses

supporting education

opportunity to work flexible hours

Source: Constructed by the author

Concluding the above it is possible to summarize that motivation is significant topic, which

has been a focus for many academic researchers. In the framework of this research thesis several

factors need to be taken into account when constructing motivation model to improving job

performance for IT professionals type and character of the work they perform, generation they

belong to, various motivation approaches in order to find the most suitable for specific group of

employees as there are various theories regarding the factors which motivate employees to perform

better and why their organization behavior has definite traits.

Therefore, following empirical chapters will focus on research design and choice of correct

methodology for data collection and processing for further construction of the management model.

In order to achieve the optimal result, the mixed method research design has been chosen of

combination of qualitative part and quantitative part (online survey of IT professional) in order to

build motivation model to improving job performance for IT professionals.
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2. SHAPING OF PROFESSIONAL IDENTITY AND PROFESSIONAL CULTURE
OF IT PROFESSIONALS IN MODERN LATVIA

In order to effectively manage representatives of creative class, it is necessary to understand
well the professional identity and culture of this group. Identity is a system of the most common
ideas about oneself and one’s place in the world. It also assumes the understanding of “self” as a
professional. A person does not just choose a profession, it largely predetermines the entire future
lifestyle. Professional affiliation is one of the most significant characteristics of any person. Self-
image as the carrier of a certain profession is an integral component of most people's ideas about
themselves. The more a person appreciates the work, the more merged these ideas are. And if, for
some reason, there is no opportunity for self-realization in the profession (the inability to receive
adequate wages for one’s work, unacceptable working conditions, etc.), it turns into a real-life
tragedy for the employee. Often, an employee is ready to change the country of residence in order
to preserve the professional identity. It can be assumed that for the creative class, professional
identity is a particularly significant factor, since the profession in many aspects determines both
belonging to a given social group and the whole lifestyle. In connection with this, one of the
objectives of this study is to study the process of formation of professional culture and identity of
IT professionals. This process can be viewed from different methodological positions, but in this
case, the constructivist paradigm was used. This paradigm assumes that professional identity (like
any other identity) is created through the mechanisms of social interaction (Berger and Lukman,
1991). In this case, the process of professional interaction, which includes obtaining vocational
education, building a career, attitude to one’s own professional qualifications and competence, an
idea of fair remuneration for work, and effective employee motivation, is considered. The
significance of fair attitude from organization, according to latest findings, can motivate
employees to perform better (Sutanto, Scheller-Sampson, Mulyono, 2018). Accordingly, the
systems of representation, social and material practices, biographical experience, professional
culture, etc. become the subject of the analysis (Schwandt, 1998). Professionals create the
legitimacy of their own position, maintain status privileges, and create a symbolic image of a
group, which serves as a basis for justifying the powers and privileges of members of the
profession and defining group boundaries (Yarskaya-Smirnova, 2012). Within the framework of
this approach, it is possible to use the category of “professional culture” as a generic one in relation
to diverse professional cultures that are emerging among professional communities and
organizations. Traditionally distinguished cultural aspects of the profession are values, knowledge,

meanings, symbols, and emotions.
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2.1. Research Design
The research design of the current thesis is mixed-method design of a combination of

qualitative and quantitative methods in one research. Despite the fact that the researchers have
used either qualitative or quantitative research methods in their researches for a long time, mixed
method paradigm has appeared in social sciences at the end of 1980-s (Maxwell, 2015). Nowadays,
mixed methods have become the third direction in business and management research (Cresswell,
Tashakkori, 2007). The combination of qualitative and quantitative approach help to get broader
picture and check the data gathered for the further analysis (Molina Azorin, Cameron, 2015;
Bazeley, 2015; Curado, 2018).

The main goal of the mixed method research design is that the combination of qualitative
and quantitative approaches provides better interpretation and understanding of the research
problem and complex phenomena than any of this approach separately (Creswell & Plano Clark,
2007). The best understanding is achieved through triangulation of one set of the results with
another and, consequently, increasing the validity of conclusions made. Despite high authenticity,
mixed method strategy has a number of other advantages. Among them complementarity can be
named, when results gathered with the help of one method, are elaborated, double-checked and
enhanced with the results of other method.

There are two ways of realization of mixed method strategy: simultaneous (when
qualitative and quantitative parts are done in parallel and the comparison of the results is done
afterwards) and consequential (when the qualitative part goes first and then its results are
elaborated and enhanced in the quantitative part). Consequential realization of qualitative and
quantitative methods allows spreading results on the full coverage.

In the research of management of motivation of IT professionals in Latvia the consequential
application of mixed method strategy was used. During the qualitative part, the series of 30 semi-
structures interviews was performed throughout the IT professionals belonging to three
generations. After the interview part was completed the assumptions regarding the employee
motivation for IT professionals and management of job performance of IT professionals were
formulated. These results helped in formulating online questionnaire in appropriate way, and check
the assumptions made with the results of online survey (1200 respondents) and apply the results
on entire professional community.

Additionally, the usage of mixed-method strategy in the research allowed gathering
information about community of IT professionals, which could not be gathered by means of
exclusively qualitative or quantitative methods. In such a way, if the research was only done by
means of online survey, it was not possible to determine generation differences connected with
career directions. While if the research included only interviews with IT professionals, it would
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not be possible to determine connections between employee motivation, value settings and motives
for increasing job performance. Fig.2.1 demonstrates research design.

G
Motivation Theories
Generation Theory

Modernization Theory

H1:IT Professionals as new professionals Group

H2: Difference in value settings

H3: Motivator factors are dominant.
Generation differences take place.

Methodology Qualitative Part

30 interviews with IT professionals

Assumptions on Assumption on motivators for
Career Directions Work Motivation productive work
s o |

Quantitative research. Online survey 1200 respondents

4

Data analysis (SPSS): descriptive statistics, factor analysis, regressions

—d

Fig. 2.1. Research Design

Source: Constructed by the author

2.2. Methodology for the study of expectations and professional attitude of IT
professionals.

In modern social sciences (including modern management), the method of communication
analysis is usually used to study the lifestyle and culture of specific social groups. Qualitative
interviews in such case are used in order to formulate hypotheses, which can be further tested with
the help of quantitative methods, and to get insights in the understanding on the expectation and
professional attitude of respondents. The series of semi-structured interviews in the framework of
this research were also used for creating questionnaire and perform communication analysis. The
purpose of this analysis is to understand how a profession is created in a professional community
and a professional hierarchy is formed. It also brings an awareness of such concepts as “prestige”,

% ¢¢

“good work”, “decent pay”, “good governance”, “and rules of the game”.
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The reconstruction of professional identity is based on the interpretation of experience by
professionals. The result of the communication analysis is a description of the meaning and
significance the professionals assign to different stages of their professional careers. In this study,
using the analysis of interviews with IT professionals allowed reconstructing the categories, with
the help of which respondents describe their professional experience; qualify their actions and the
actions of other people, relations with colleagues and superiors; evaluate these relationships and
actions. Herein lies the shaping of professional identity.

The subject of research in communication analysis is the story being told, which is viewed
as a reflection of social and professional reality. Of course, the same events appear in a different
light depending on the value priorities of the respondent. The situation is complicated by the fact
that the past is always a selective reconstruction, from which the respondents seek try to exclude
the experience that threatens their current identity. However, for communication analysis,
establishing the historical truth of an individual explanation is not the main task, because the
communication is the self-description of a person, in which what they tell about themselves is very
important and fundamental for them. In other words, communications tend not to objectivity, but
to the truths of experience experienced by the respondents. If they say that something is very
important to them (working conditions, relations with superiors, possible reasons for resignation,
etc.), then the researcher takes this at face value. In this case, the task of the researcher is to
interpret the meaning of the communication from the point of view of the conditions that formed
the respondent and influenced their worldview.

The search for respondents for the interview was carried out in two stages. For the first
stage, the respondents who work in the field of IT technologies were selected using the snowball
method, and were invited to take part in the study. During the second stage, a sample of maximum
variation was selected from the prior available respondents. A sample of maximum variation is a
goal-oriented sample, aimed at describing and encompassing the central aspects that cover the
majority of all cases. This type of sampling for qualitative research suggests that the principle of
maximum heterogeneity is observed when used.

In this case, the sample was formed in such a way that it represented different age groups,
professional groups, geographical diversity, and different representations of gender. Because of
the filters used, a sample of 30 people was created: 10 people of ages 20 to 30 years old, 10 people
from 30 to 40 years old, and 10 people over 40 years of age. The sample included representatives
of super professionals (5 individuals), creative workers (18 individuals), and technical
professionals (7 individuals). There was a total of 25 males and 5 females in the sample.

The specific methods of analyzing of interviews are very numerous and varied. Therefore,
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in order to make up some kind of holistic impression of communication analysis, one can
conditionally arrange them according to the degree of relative “formalization.” On one side of the
scale, there is a quantitative content analysis, which involves the calculation of the frequency of
occurrence of certain words, and on the other side, there is a qualitative analysis of the text, which
is aimed at studying the relationships between concepts and the emotional connotation of
statements.

The text analysis technique used in the study is an interaction categorization analysis that
was developed based on a conversation analysis technique (Garfinkel, 1967; West, Zimmerman,
1982). The subject of analysis in this case is verbal constructions (categories), with the help of
which respondents give meaning to their actions and their assessments. To reconstruct how the
professional identity is created in text, the categorization analysis method involves the following
procedures. At the first stage, the categories that respondents use when describing their
professional experience (finding a job, obtaining new knowledge, an interesting project, a difficult
task, an adequate salary, etc.) are highlighted. At the second stage, the actions and relationships
that link these categories are identified. At the third stage, it is necessary to reconstruct the moral
assessments with which these categories are endowed and the corresponding actions and

relationships.

Selected categories are considered as ways of describing events and actors through
identification, classification, and typing. For example, the same work can be described as routine,
“a great achievement”, or an “adequate work with an adequate salary” in the same text. That is, on
the one hand, this work is identified in the categories of the content of labor, on the other hand, in
the categories of professional achievements; it is also identified in the categories of life
opportunities that this work provides. In the course of further text analysis, it was determined

which qualities and actions are associated with different models of work identification.

The analysis of interaction categorization is based on the principles of constructivism,
implying that speech is a cast of social reality. In this regard, the technique involves the following
two rules. First, the researcher proceeds from the assumption that the category used by the
respondent belongs to some more general class of categories. For example, the category “decent
work” refers to the “career” class, and “adequate salary” to the category “prestigious social
position.” Second, the researcher proceeds from the fact that in a narrative, the narrator retains
some logic of presentation and combines categories within one semantic block. The next step in
analyzing the interaction categorization is to identify the actions associated with the categories.
Persons and events described in the narrative and designated by certain categories are associated

in the text with certain types of actions and relationships. Reconstructing these associations, we
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reveal the meanings with which everyday interactions are endowed. Further, when determining
whether categories and actions/relationships are connected, we identify their assessment from the

respondent’s point of view.

Modern analysis of text is carried out using computer packages, such as Atlas.ti,
MAXQDA, NVivo, Quirkos. xSight, Qualrus, Ethnograph, and others, constituting an entire
separate class of software development. The common name for this class of computer software is
qualitative data analysis software (QDAS). Kelle suggested naming for the specific functionality
of QDAS packages as data encoding and reconstruction functions (Kelle, 1997). Lewins and Silver
presented the same package of capabilities but as a set of separate tools: content searching, linking,
coding, writing and annotating, querying, mapping, and networking (Lewins, Silver 2007). The
developers of these programs themselves often single out the coding as the key tool of such
packages (MaxQDA 2018; Quirkos 2018). The amount of the attention to the coding tool in the
packages is consistent with the opinion of sociologists who consider the coding in the package as
the key of the analytical procedure for the entire analysis of qualitative data (Strauss 1987; Pierre,
Jackson 2014).

In this project, the Quirkos package was used to analyze the interview, with coding and
linking procedures carried out. Codes were formed based on the objectives of the study. As a result,
the following codes were included in the analysis: “education”, “past work™, “good work”, “why
do you like the work”, “what prevents work”, “change work”, “where you are in 5 years”, “learn
new things about the profession”, "salary”, "motivate to work", "effective threats." During text
analysis, these codes were combined into the following categories: “Career,” “Work,” “Social
Position,” “Job Satisfaction,” “Management Efficiency,” and “Employee motivation well.”
Categories were built and analyzed separately by age groups and for the entire sample. Further,

2

with the help of the categories “Career,” “Work,” and “Social Position,” the concept of
“Professional Identity” was reconstructed, and the categories “Job Satisfaction,” “Effectiveness of
Management,” “Employee motivation well” allowed forming the concept of ‘“Professional
Culture.”

Thus, as a result of interview analysis, the answers to the following research questions were

obtained:
1. How is the professional community of IT professionals formed in modern Latvia?
2 How is the prestige of this profession formed?
3 How do IT professionals in Latvia design their social position?
4. What knowledge forms a professional culture?
5 How is a professional hierarchy created?
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6. How to manage the effective work of IT professionals?

2.3. Career Direction of an IT Professional in Latvia. Shaping of the Professional
Community

The results of the qualitative part of the study show that the trajectory of those that result
in becoming IT professionals depends very much on the age group of the respondents. There are
three typical scenarios for those joining this professional group. The first scenario describes the
process of how a hobby turns into a profession, and this is the typical path of progression for
individuals under the age of 35 years. The second scenario is associated with the arrival in the
profession from another professional group. Such a scenario is generally found among those who
have received higher education in the late 90s to the early 2000s, when economics, law education,
logistics, and management were popular subjects. Lastly, the third scenario is typical for those over
40 years of age who received professional education related to programming over an extended
period of time, sometimes even in the Soviet Union when gaining experience working with
computers, though acquiring and utilizing a completely different set of skills for tasks at the time.
Some of these individuals left the profession for a while, later returning to it. Others have worked
in this area the entire time, consistently. However, many in this category were forced to spend
significant effort in order to retrain, gain new knowledge and skills, and remain competitive in the
market of IT technologies.

Consider these scenarios in more detail.

Scenario: "From hobby to profession."

For many IT professionals, as the survey results show, the path to this profession began in
younger and even childhood years with hobbies involving computers, computer games, website
creation, programming, etc.

“In fact, like many people in this field, it became interesting to me even at school. Oddly
enough, I always had very bad grades in computer science, but this did not prevent me from being
interested in the practical side of the issue: trying to create some sites and games by myself, and
soon...” (Male, 24 years old)

“Initially, it was not my main activity, but a hobby. Because I, in one way or the other, have
been connected with IT all my life. Roughly speaking, from the age of six, | began to tune up the
systems that | had. | set up a large computer, and then | studied programming of various kinds.
But at that time, it was not for commercial purposes, and not for earnings, but for me.” (Male, 33
years old)

These citations from the interviews show that some individuals have been interested in
computer technology since childhood, but did not plan to turn this hobby into their main

profession; their regular work was associated with another sphere of interest. However, having
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tried themselves in another specialty, they realized that being involved in IT technologies allowed
them to feel more professional, gave them more pleasure from their profession, and gave bigger
income.

“When I started, I realized that I wasted a lot of time for nothing. As soon as I started web
development, | immediately realized that it was my ideal profession. Secondly, it is very good
money, it's profitable. And thirdly, I have more freedom.” (Male, 30 years old)

“Then at one moment, I thought: ‘After all, you can earn the money!’ And I started looking
for orders, precisely for my specialization, which I chose myself.” (Male, 39 years old)

This scenario is more typical for younger people, those under the age of 35 years. However,
in our sample, there were representatives of the older generation who also came to the profession
because of their children's computer hobbies.

“The path to 1T technology began in my life at the end of the 90s, when they began to bring
to our country, more or less, personal computers. At school, | studied at the WTC: work training
center. The topic was interesting, and | was already interested in computers. | studied literature,
which wasn t much, in libraries. And for three years, from 8th to 11th grade, I learned to work with
a personal computer and to program in BASIC.” (Male, 44 years old)

As the results of the research show, such a scenario is characterized by the absence of
specialized higher education in the field of IT technologies, and sometimes any higher education
in general.

“I analyzed the vacancies, looked at which vacancies did not require a specific higher
education, which I did not have ... The only area in which this was not required was programming.”
(Male, 24 years old)

IT is the rare field when having a diploma is less important than professional skills. As the
respondents noted during the interview, employers in this field pay more attention to experience,
to what an employee can do and how he performs his test tasks, than to evidence of formal
education. As a result, many people who have been interested in IT, computers and programming
since childhood, do not seek higher education, but prefer various other training courses, both full-
time and online. This creates a meritocratic professional environment where success is deserved
and where professionalism determines the position a person takes.

It should be noted that there is another trend, which is typical for significantly younger
individuals (25 years and below). This trend is that, being fascinated by IT technologies, young
people immediately consciously choose a university that provides professional higher education
in that field. The question arises, the answer to which will be available only after some time,
which of the young IT professionals will be more competitive in this market: those who have a

specialized education or the talented self-educated worker.
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“I graduated from a technical university with a degree in computer-aided design
systems.... Since I have a mathematical education that allows me to use mathematical methods,
this puts me a little higher than a simple programmer.” (Male, 26 years old)

“I have a Bachelor s and Master s degree studies. | began doing my postgraduate, when |
was already working at my workplace. | have a mathematical education in the direction of
‘Mathematics, Computer Science,” and I have the second education that is a Master's degree in
the field of ‘Applied Mathematics, Computer Science.’” (Female, 24 years old)

It can be assumed that the new generation coming to the labor market in the field of IT
technologies will be more successful because, aside from their programming skills, they have
knowledge in the field that is difficult to master on their own.

Scenario: "Career change."

In the mid-1990s and early 2000s, non-IT professions were very widespread. The
professions of economists, lawyers, managers, etc. were especially popular. The results of our
study show that the middle generation (35-45 years of age) is characterized by a scenario of
abandoning the professions that were chosen earlier during these times and transitioning to the
sphere of IT technologies.

“The very first institution of higher education was the St. Petersburg Institute of Foreign
Economic Relations, Economics and Law-- its branch in Riga. | entered the Economics
department, studied there for a year and a half ... Then | entered the Transport and
Telecommunication Institute, the Faculty of Logistics. | studied for 4 years and received a
diploma.” (Male, 40 years old)

The desire to change professions was usually due to the fact that it was difficult to find a
job with good pay for that previously chosen specialty or that the respondent was not satisfied with
the content of the other job.

“I worked in many places... I made furniture. Then I finally went to work in a profession
related to logistics. | worked in transport companies and in warehouse logistics several times, and
| realized that something was missing for me. Around that time, | saw a solution - to learn more
for an IT person.” (Male, 40 years old)

“First of all, it is a pleasure to work in IT. You are surrounded more often by adequate
people with a lively mind. These people are modern. | feel comfortable in this atmosphere. Now it
is very good work because they pay well for it. There is very high demand for good workers.”
(Male, 42 years old)

The work of an IT professional in modern Latvia is prestigious and highly paid. Almost all
respondents spoke about this in interviews. The labor market is wide enough, and it is not difficult

to find a job for a skilled professional. As some respondents noted, employers are often looking
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for employees, especially ones of a high level of professionalism and skill. Therefore, the IT
market is very attractive for active people of other professions who are willing to invest their time
and their material resources in order to achieve success in this particular market.

“It was 8 or 9 years ago. | worked in one company, which required just the services of IT,
and we got different partners who solved these IT tasks for us. ...And then | began to study these
questions. To feel more confident, | went to study at the institute. | learned enough, in my opinion,
within a year and a half, and then I realized that I was ready ‘to go into battle,’to work. And I got
my first job in the IT-sphere.”

As a rule, such people do not become super professionals, team leaders, or middle and
senior managers. They work as programmers, as system administrators. They do not have a
completed specialized education; they received their knowledge independently. Therefore, they
cannot compete with people who, firstly, have a specialized education, and, secondly, have worked
their entire professional life in this market. However, they value their work, receive satisfaction
from it, and do not plan to change it.

Scenario: "Job for lifetime."

In the modern IT technology market, there is a cohort of professionals who have received
professional education in this field during the Soviet era, and all of their professional activities are
related to IT technologies.

“I am connected with IT technology from school. For the first time, computers came to us
in 1986. So, from the 86th year, it is possible to consider me a programmer. School for two years,
then college, and then work, work, work.” (Male, 47 years old)

“I started working very simply. When [ finished school, it was in the 79th year. I entered
the Faculty of Mathematics in the Department of Applied Mathematics. In parallel | was able to
get into, with the help of my parents, the computing center... Of course, it was completely different
from programming in the form that we have now today.”(Female, 56 years old)

Unlike the respondents who came into the profession in accordance with the two scenarios
described above, these people often made this decision, not independently but, under the influence
of parents or teachers.

“Honestly, I was young and didn t understand much about what to do in this life, but [ had
a good mentor who said: ‘You need to go to this institute for this specialty,” and he was right. It
was our school teacher of computer sciences.” (Male, 49 years old)

“I started to work by chance. My parents sent me to college. When they gave me [the
opportunity], I did not even think about what specialty or what department | should go to. They
said that IT was fashionable and for me to go study there... Therefore, I believe that | got into IT

accidentally.” (Female, 39 years old)
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During their careers, the profession of an IT professionals has changed its content several
times. Professionals from this generation were forced to constantly retrain and improve
themselves, making them very adaptive and receptive to new information. Many of them have
overcome the difficult path from being in the lowest positions to becoming super professionals.

“I have always worked in the field of IT technologies. I had, of course, those moments when
I was out of work, and then there were part-time jobs. But always, in any case, my area was
connected with IT technologies. | served the server park, maintained the networks, helped people
build their own systems, consulted, designed, or assisted in design — | was always connected with
IT technologies. | served some systems. When there was no work, | had to take at least something.
1995- 1996 were years when | had to take on anything. After university, | had a period when | was
out of work. I had to take it. And in the mid-2000s too there was a moment when | was out of work,
and there were some part-time jobs. But in any case, it has always been associated with computer
systems, and this was a computer, a local user computer, etc... It came to the point that | had to
work as a master on-call and help people with their computers.” (Male, 49 years old)

Among our respondents in this project were people who were forced to leave the profession
for a time because there was a period when it was difficult to find work in this area. After the
stabilization of the economic situation though, and after this profession became prestigious and
well paid, they were back.

Thus, older people who have survived professionally in this field are very motivated, very
professional, and much focused workers. This is what allows them to maintain their position in the
labor market and compete with younger colleagues. This distinguishes the IT technology market
from other markets where, as a rule, older individuals lose to young professionals.

"This is my job; I really like this job. | have interesting projects. Actually, one project is
one that I'm working on right now, for example, and the second is on the way. The current project
I'm working on is related to a topic called big data.” (Female, 56 years old)

“I like that we ride the wave of technological opportunity. All that is written in newspapers
and mentioned in various computer and online publications is all that passes through us, near us.”
(Male, 47 years old)

It is important to note that professionals over 45 years of age, if they have not yet taken a
management position and no longer have ambitions generally become a team leader, a manager,
or another similar position. They appreciate the opportunity to do what they love, they appreciate
creativity involved, and they appreciate the meaningfulness of their activities and the benefits of
it.

The results of the study show that the professional community of IT professionals in Latvia

is not homogeneous. Differences related to age entail differences related to professional
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experience, ambition, and motivation.

Young professionals, who came to the profession after many years of fascination with
computer equipment, games, programming, etc., often do not have a professional education and
do not want to waste time on getting it. They independently master the necessary skills, often work
as freelancers, value freedom, and strive to create something unique.

The middle generation of professionals who came to this profession, having worked for
several years in other areas, appreciate the financial opportunities and independence of actions.
They do not want to work as freelancers; they value stability, they are ready to change in order to
maintain their professional position, but they do not seek to lead.

The older generation of IT professionals, who began to work in the IT technology market
almost from the very beginning of its formation, has experienced crises and the difficult times of
the market. They value creativity, progress, and the ability to solve complex tasks in this
profession. They do not seek to have an administrative career; they prefer to work where they have

the best professional results and where they feel they are real professionals.

2.4. IT market in Latvia: competition and prestige
The results of the study allow us to conclude that in modern Latvia the IT market is only

developing and is not very competitive. A person with almost any qualification can find a job in
this market.

“If you just find a job, it's easy. I have a friend who has been constantly getting a job in an
IT company for about 10 years, although he is not able to do anything. He is fired about once every
3-4 months. And this way he has been acting for 10 years. And he still boasts: "'l am working in a
new company now." This is just incredible! This fully characterizes the market” (male, 40 years
old).

From the above citation, it is clear that often when applying for a job, the employer does
not check the level of knowledge and skills of the applicant for the job very carefully, and believes
a person’s word, or decides on employment from the applicant’s documents.

This situation is typical for the employment of low-skilled professionals, whose number
has increased markedly in the IT market. This has led to an increased demand for job positions in
this market segment. The increase in demand for unskilled jobs is due to the fact that work in the
IT market is prestigious and well paid (compared to other areas of activity), and therefore attracts
people without special education, with experience in other markets.

“There is a very interesting trend. In recent years, due to the unfavorable economic
situation, a very large number of people are going to the IT sphere from very different professions.
For example, it may be veterinarians, psychologists, factory workers, anyone. And therefore at the
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moment there is a very large number of professionals with a small level of experience in the
market” (male, 24 years old).

All research participants underline the prestige of the IT profession. They also note the
professionalism and competitiveness of Latvian professionals.

Respondents in leadership positions note in their interviews that finding qualified
employees is a difficult task for them.

“There is a tendency like this: for entry level jobs, let's say, about 30 responses per day for
a programmer s job. But at the same time, if you need a mid-level professional then for one vacancy
comes, for example, already 1 response per day. And if you need a high-level professional but you
already have “to dig” a resume yourself, look for professionals and send them invitations yourself.
That is, the difference is tenfold, depending on the level of the professionals. It is very hard for a
newcomer to find work. It is almost impossible to find a job if you are not in a large city, if you are
trying to get a job remotely. But if you are an experienced person, you can find work for almost a
week” (male, 27 years old).

The problem of the highly qualified professionals’ shortage in the market can partly be
explained by the demand for Latvian programmers and IT professionals in the international
market. Literally all respondents participating in the study noted that Latvian professionals can
easily find work in EU countries and in the USA.

“There are very good guys, very talented. Sometimes they surprise me so much. I heard a
lot about how our guys leave somewhere, or work in companies in other countries. | think we have
good professionals. Let's say the level is higher than the average in Russia or Ukraine” (male, 40
years old).

The demand for professionals from Latvia in the IT markets of other countries makes us
think about what attracts IT professionals to work in the European market, and what can be
contrasted with work in a western company.

It is important to note that work in other countries, as the results of this study show, attracts
primarily young professionals, that is, people under 30 years old. They are attracted by the
opportunity to live in another country, to see the world, to communicate with people from another
culture, and to feel part of a global world.

“Yes, I probably plan to work in another country because it's interesting. This is a new
experience, new opportunities. In some European countries, people feel that they are citizens of
the world. There is no problem or difficulty for anyone to go to another country. But our people
are mostly quite conservative and tied to the place where they were born and where they live ....
And unlike the overwhelming majority, it would be interesting for me first of all to get acquainted

with other cultures, with other nations. And live in different countries for a certain number of years
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to see the world. For me, this would be a very interesting experience” (male, 24 years old).

As can be seen from this interview, the Western market attracts young people not because
of their abilities associated with high salary or interesting work, but because of their interest in
diversity, potential for communicating, and gaining new experience.

Of course, in the Western market there are companies that are very attractive for young
professionals because of their work direction and their achievements. But work in them is seen
more as a dream, not a real life.

“I read one article that I was really interested in. That was about a developer from Russia,
who works at one of the leading computer games development companies in Europe. | play their
products, I like them ... Probably, if I could, if I had the opportunity, | would like to try to retrain
in the development of computer games and work there” (male, 27 years old).

“I would like to work, suppose, as the head of the development team of some cool online
game Ubisoft Montreal in Canada” (male, 24 years old).

The above excerpts from the interviews demonstrate the hypothetical desire of young
professionals to work in large Western companies to engage in interesting creative work, but this
is just a desire. They do not take any concrete actions aimed at changing their country and work.

Middle-aged and older people are far less likely to make plans associated with moving to
another country. They are stopped by family, the need to pay a mortgage, and to take care of their
parents. In addition, good IT professionals feel quite comfortable in Latvia. Their income allows
them to solve all domestic problems, travel, make large purchases, and make savings.

“I'm constantly offered in LinkedIn. There are suggestions from Holland, Germany,
England... | have a family. And | really feel very good here. All | want, I get here. | see no reason
to move anywhere” (male, 41 years old).

Older and middle-aged people have already achieved certain success in their professional
activities and have taken leadership positions. They value their achievements and are not ready to
lower their status in order to live in another country.

“[ think this is unlikely due to the fact that | am still not a narrow professional such as a
programmer, but | have a lot of knowledge about everything ... It turns out that I am an IT
professional manager. This suggests that finding a job abroad is problematic enough, due to the
fact that there are our own professionals, there are no ordinary people in leadership positions. The
level of knowledge and competence does not give me a chance me to apply for a good vacancy
abroad. There was an option to immigrate to Canada, | submitted an application, and | understood
that a professional of my level is not needed there” (male, 44 years old).

It should be noted that older professionals often have a sense of patriotism, which prevents

them from building a career outside of Latvia.
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“It never interested me, and it doesn t interest me now. I am a patriot of the country. I think
that someone who works for foreign companies is not completely patriotic. Although I do not blame
such people, but this is not a deal for me” (male, 45 years old).

The analysis of the interviews reveals the important value differences that exist among IT
professionals from different generations. If young professionals are cosmopolitan people, oriented
towards the EU and the whole world, then even middle-generation professionals identify
themselves with Latvia rather than with Europe. If the younger generation seeks into the global
world, then the middle and older generation seeks involvement with the local community, they
value their belonging to Latvia.

In interviews, there are quite often stories about how people, who are now about 50 years
old or a little over 50, tried once to leave Latvia for other countries, but at the last moment
abandoned this idea. They tried to leave the country, but did not want to do it in a difficult economic
situation, when it was difficult to find a job in their specialty. So, at the last moment, they did not
do it. It is difficult to assume that they would now be attracted to this strategy.

“Many years ago, or more precisely 30 years ago, when we had a difficult time, our friends
all started to actively go abroad. And when | began to apply, when | realized that we were one step
away from leaving—then | decided for myself this question, whether | want to leave or not. If |
hadn't tried, maybe | would have regretted it. And since | tried, | almost left, | realized that | want
to stay here. Therefore, I don 't want to go there now” (female, 56 years old).

It should be noted, that young people, despite their cosmopolitanism, also appreciate the
advantages that life gives them in Latvia. These advantages, from their point of view, are
associated with low competition in the market of IT, the ability to live in their own language
environment, and to do more creative work.

“It seems to me that I would choose Latvia after all. Because I like to create my projects,
my products. And, you can run your application anywhere. | still tend to Latvia. It seems to me
that there are more opportunities in Latvia. And here are no much restrictions. Competition is
smaller. Because all the cool people are trying to immediately move somewhere ... Of course, if we
talk about development as an employee, going abroad may really be a good chance. But it still
seems to me in Latvia better” (male, 23 years old).

Thus, the results of the study suggest that the most capable and ambitious young IT
professionals have left or want to leave Latvia. It is obvious that those who have already made
such a decision are difficult to convince to stay, for example, by offering them something that
would force them to refuse emigration. But those who remained in Latvia see certain advantages
in their decision and are not ready to give them up.

Middle-aged and older professionals have a strong attachment to the country and the place
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where they live. This attachment is determined by value orientations, professional opportunities,
and personal circumstances. All this creates a situation in the Latvian IT market, where local
companies do not have to compete with Western companies for employees. Latvian companies
only compete with each other. And in this competition, the person who better understands the
motivation of IT professionals, their expectations from work and their criteria for personal success,

wins.

2.5. The differences in motivations of job performance of IT professionals
An analysis of interviews with IT professionals leads to the conclusion that salary is not a

sufficient motivation for work in this market. According to almost all respondents, salary should
be adequate and fair, but no further demands are made of it. It is interesting to see what is meant
by a good, that is, adequate, wage.

The research results show that a good salary is a salary, which allows solving all everyday
tasks, leaving the opportunity to save a part of the salary.

“This is when you work, you buy everything you need, a little bit more, and you still have
money. To save, to collect for bigger purchase” (male, 40 years old).

“Salary should cover all my needs. It should provide me stability for a period when | do
not work. ldeally, if my salary allows me to save money, with which | can do nothing for half of a
year, then this is great. If the salary does not allow to do this, if it is enough only for an apartment
and for food, then this is a very bad salary. It's pointless. | do not want to exist and survive, | want
to live” (male, 39 years old).

“I believe that a good salary is one that allows you to use all the necessary medical
services, eat healthy foods, dress normally, and realize other basic needs. | do not think that a
normal salary should necessarily allow you to buy an apartment, or a cool car, or a cool laptop.
A normal salary is one that allows you to live a normal life, to fulfill all your basic human needs”
(male, 24 years old).

The above quotes show that an adequate salary is, for IT professionals, the basis for a sense
of freedom and confidence in life, not a symbol of prestige, or a way of social positioning. For
respondents, it is important that salary allows living, and, if necessary, allows quitting job when
needed. Thus, salary is considered by IT professionals not as a motivation in order to work
better, but as a basis for considering this job as having potential. This is a must.

Interviews allow us to reconstruct the values that are the top priority for IT professionals.
Most of all, this involves good medical service, healthy food, quality clothing, the ability to travel.
Respondents call these needs basic, although according to modernization theory, such needs are
postmodern rather than traditional, that is, basic. Such values, according to Inglehart's theory, can
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be attributed to the values of self-expression, and not to the values of survival. It is important to
note that such an approach to basic needs is characteristic of professionals from any age group.

During the interview, respondents were asked how they motivated their employees if the
task was to perform difficult, hard and responsible work. Answering this question, all respondents
emphasized that motivation with the help of financial instruments (salaries, bonuses, bonus
reductions, threats of dismissal) is not an effective method.

“It seems to me that finance is a weak stimulus. Because if there is only financial
motivation, it will just skive, and that's it. | think that with this market situation it is ineffective.
Maybe, if this is some kind of dream job, for example, on Google, or, on the contrary, such a job,
that if you are fired, you will not get anywhere else, some narrow programming area of machine
tools, of which there are three pieces across Europe. But now, when you can find another job
without any problems, it s rather a risk for those who are scared” (man, 40 years old).

“I am not threatened with dismissal. Even if they want to fire me, I'll just go look for a new
job. That is, this is not a reason to work harder” (male, 27 years old).

As it can be seen from the above interviews, the threats associated with dismissal or bonus
reduction are even more ineffective than financial incentives. IT professionals appreciate freedom
and independence. In addition, the situation in the IT technology market in Latvia is such that most
professionals can always find another job. Only companies that have worldwide fame can afford
to put some pressure on their employees. But there are practically no such companies in Latvia.

At the same time, there is a shortage of highly qualified professionals in the Latvian IT
market. Such professionals are “very expensive” and employers value them.

“You see, I work in a team of very high-class professionals who were filtered out over the
years. They know, they know exactly how to work, they love to work. We work with people who are
very expensive. Threats with dismissal in IT are usually not practiced. | did not hear about such
that some IT professional was threatened with dismissal. This is a dim-witted manager who doesn t
understand what IT is at all” (male, 47 years old).

If any special material incentives that may encourage an IT professional to work in a
particular company are considered, then this would be payment for qualification improvement
courses and this option should act continuously, and not just from time to time. The need of
constantly improving skills and gaining new knowledge is an integral part of the modern
profession of an IT professional. Otherwise, he will very quickly lose his value as a professional.
All respondents noted that they are very attentive to this question and are constantly learning
something new. It is important to note that the improvement of their qualifications occurs
regardless of whether the person is compensated for the costs of it or not. Therefore, if a company

incurs such expenses, then this is perceived as the sure advantage of the company.
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As a way to improve their skills, respondents note participation in conferences, listening to
podcasts, and reading specialized literature in Russian and English. However, the most effective
way to obtain new knowledge, according to respondents, is online courses, especially paid online
courses. In free courses, according to respondents, they get little information, and they do not
understand practical examples. Therefore, all prefer paid courses.

“I love listening to podcasts. There are specialized podcasts, from which I can learn all
sorts of technical things. This is a major one. Then, if | am interested in something, | start reading.
| read Habr. | am surrounded by cool colleagues. They always share some information. And what
interests me, | try to find out everything about it, find it on the Internet, read it. Quite rarely, but I
attend conferences. But this is, rather, not because of information, but in order to find some new
inspiration” (male, 40 years old).

“To learn something, you first need to know about it. I find out about it— and only after
that webinars, courses, training, and everything else. Suppose if | need some kind of technology
that has been around for a long time, but for some reason I didn t use it, but at the moment I need
it, then yes, all sorts of courses are useful here” (male, 33 years old).

IT professionals are interested in improving their skills, because their position in the
company often depends on this. In addition, IT aprofessionals often learn something new in order
to be able to change jobs, or the direction of work, as routine appears in any work over time.

“First you come, you look—something new. You study it, you understand, and then you
work. Then it becomes that you cannot see directly. Then you understand, you need to change
something” (male, 42 years old).

Companies are interested in employees, who always improve their skills, as this increases
their productivity, and reduces the leakage of personnel associated with the work routine.
Companies use different strategies in order to organize the process of new knowledge learning for
employees. Some companies compensate for the time spent by employees for self-study.

“Our company gives all employees some time to study additional material, which is
necessary to be on the necessary level” (female, 39 years old).

Other companies themselves organize refresher courses and decide which courses are
useful to employees and in what volume.

“We periodically organize courses for developers in the company. But I do not have the
opportunity to choose the courses myself. And they don't give me free time to attend
Courses”’(female, 56 years old),

A third kind of company follows the path of providing employees with maximum
information about existing courses, pay for these courses, and free up time for employees to take

them.
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“We have a huge amount of any offers on courses, with payment or with discounts. All this
is possible during working hours” (male, 47 years old).

It can be assumed that such companies have the most qualified professionals. They value
their employees. Therefore, in addition to the opportunity to gain new knowledge and improve
their skills, companies provide a whole package of additional services for their employees that
make their lives more comfortable.

“We have a few extra days to vacation, insurance, paid mobile phone at very good rates.
We practically do not consider how much we spend on mobile communications. Clearly, we know
that we have the telecom operator and that is all. Want to play sports - play sports. If you want to
participate in volunteer actions—please, here are volunteer actions for you. You want something
else ... Even there is a whole department that is considering ideas. The company is interested in
any ideas of employees. If you have an idea, you can submit it, issue it. There are templates,
documents. A special commission will consider this. If it is great, you can either realize it yourself,
or they will give you a team of people who will help to realize it, or they will realize it themselves,
if it brings profit and company benefits. You can still be appointed as the leader of your idea, which
you like, which you have implemented, and you will also earn money for this. | think this is a very
good motivation, the right motivation, when a company is looking for talents inside it”(male, 24
years old).

The results of the study show that the most effective strategy for motivating IT
professionals is to realize the complexity of the problem being solved and their role in solving it.
A challenge is a challenge for any professional. The need to cope with such a task causes a drive,
stimulates efficiency, and makes them forget about the time they spent at work, that is, it increases
labor efficiency.

“Motivation in the IT sphere is a complex matter. When I start doing some kind of
leadership things, | start to hate all programmers. | understand that | am probably the same, very
hard to motivate. They need to be captured somehow. Otherwise, it is very difficult. If you are not
carried away, then even with money you will not be able to motivate them. Yes, you can say: ‘You
will be paid twice as much from next month.’ Of course, the person will be inspired. However, he
will work for a week—and then he will work, just as he worked, only for more money. Therefore,
we must try to captivate” (male, 41 years old)

“It is necessary to gradually increase the level of employee involvement in the task. Show
them what depends on them how these changes depending on their contribution” (male, 40 years
old).

The efficiency of IT professionals at work directly depends on how well the manager was

able to set the task and organize the work process. Because another very important motive for good
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work, as the interviews shows, is a fair labor organization and distribution of duties. In addition,
here the role of the leader and his example are very important.

“First of all, I would set an example. Yes, we have such projects when managers come and
say: ‘Guys, the deadlines are tight, there is a lot of work, you have to strain.’ But we don't have
such a thing that a person came, some leader, pointed a finger at everyone and said that everyone
works at the weekend, while he went on vacation. That is, if the project is heavy, then everything
works. Be it a director, a consultant, a programmer” (male, 33 years old).

It should be noted that professionals of the highest level do not need any additional
motivation. They always work well and efficiently. They cannot work another way.

“I have very highly qualified employees. In addition, they practically do not need to be
motivated. Sometimes they are lazy, of course, all happens. However, they know how to get
together. And they know how to work” (male, 49 years old).

Thus, when speaking about the motivation and job performance of IT professionals, it is
important to understand that material factors play an extremely unimportant role in this process.
IT professionals simply will not work for a salary that does not fit their notions of a decent life,
which seems to them inadequate or not fair. After negotiations on such a salary have been
completed, and the professional has decided for himself to start working in this company, the
question of the material side can be closed. As shown by the results of the analysis of the interview,
IT professionals know how to find a solution without changing jobs. It can be assumed that the
bonuses associated with the payment of mobile communication, the opportunity to play sports, etc.
are a nice addition, but are not a key motivating factor. Free schedules and the ability to work
remotely are mainly of interest to middle-aged women. The majority of respondents prefer
working in the office to working at home.

The main demotivating factor for IT professionals is unvaried routine and lack of
independence and creativity. Therefore, only awareness of the complexity and importance of the
work, along with the importance of their role in the work as a part of the whole team and in solving
a task, can motivate IT professionals to work more productively.

The interviews allow creating the model for management of effective work of IT

professionals:
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Fig. 2.2. Summary of qualitative research. Possible motivators for improving job
performance
Source: Constructed by the author

The research results allow making a conclusion that the job performance of IT professionals

depends at least on three parameters:
1. Professional position
2. Belongingness to definite age group
3. Employee motivation.

To successfully manage job performance among IT professionals it is significant to
consider the professional group they belong to. If the targeted employee belongs to super
professional core, the job performance depends only on the level of professionalism and employee
is unable to work more effective than every day. That means that if the representative of this
professional group is unable to complete the task, the reason of this situation as lack of
professionalism, not lack of motivation. Therefore, for solving this task it is better to recruit or
outsource more qualified professional.

It is worth to mention that such conclusion is fair for the representative of the above
professional group, not depending on age or own motivation. Super professionals of any age group
do not accept the permanent job offer, when in distribution of the responsibilities and tasks along
with the salary, the principles of fairness are broken. Therefore, motivation in terms of additional
bonuses or fair responsibility distribution cannot make them perform better.
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Highly qualified IT professionals are constantly improving their qualification, often
investing their own money and time (preferring doing it on their own to keep the independence).
Therefore, motivation as opportunity to improve professional qualification does not work for them.
They solve complicated tasks on a daily basis to the best of their abilities.

Job performance of IT professionals belonging to the group of technical professionals can
be increased with the help of material stimulation. It can include bonuses, opportunity for salary
raises or opportunities for promotion. This does not depend on the age group. The only exception
is people aged more than 50 as career growth is less significant for them. Therefore, it is significant
to understand the material needs of technical professionals group for effectively managing their
job performance. The management of job performance of creative professionals is more
complicated task. This group along with super professional core is representatives of creative class.
In this case effective management depends on the age group, to which creative professional
belongs. In such a way, job performance of younger age group can be increased with the help of
material motivation and opportunity of professional growth. Therefore, they are ready to work
better, longer and more effective when they see the perspective of changing their professional
position or solving (at least partly) current material tasks.

Job performance of the middle age generation representatives (up to 45) depends on how
fair the responsibilities during working on complicated projects are spread, and on which new
knowledge and skills they can gain during this project. As mentioned above, IT professionals of
this age group and qualification, as a rule, are satisfied with their income level, their material needs
are mostly satisfied, and they know how and where they can get extra income if the need it in case
of emergency. Therefore, motivation connected with increasing income is not suitable for them
while the opportunity of professional growth is.

Speaking of people of older age group (older than 45) it is worth to mention that their job
performance depends on how challenging the given task is. They are not ready to work more
effective or spend more time for solving routine issues.

It is worth to mention that the complexity of the task, which needs to be done, the interest
to the problem raised, is very significant motivator for representatives of any age group of creative
professionals. Boredom and routine cannot increase job performance. For the representatives of
the older age group, the opportunity to solve complex task, to take part in interesting ambitious
project, is basically the only way of increasing job performance.

The hypothesis that IT professionals in Latvia are considered as a new professional group
is confirmed and it is assumed that motivation of IT professionals is linked to their value settings.
The next chapter is dedicated to value settings of IT professionals and and the testing of the

hypothesis that these values differ from those of the other labor force representatives.
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3. VALUES AND MOTIVATIONS FOR IT PROFESSIONALS IN LATVIA

One of the main objectives for this study was to analyze the value orientations of IT
professionals. Value orientations are an important part of the human personality; they affect the
assessment of most life situations and they largely determine human behavior, including economic
behavior. Value orientations show a person’s focus on achieving certain goals. It can be assumed
that the employee motivation and the desire to work more effectively also depend on value

orientations.

3.1. Methodology for the study of value orientations for IT professionals
The method of studying value orientations, which was used in this study (method of S.

Schwartz), involves obtaining a large amount of quantitative data, on the basis of which, using
factor analysis, value orientations are identified. At the same time, to solve the problems of this
study, it is necessary to obtain such data that would allow us to identify differences in the social
group of IT professionals related to age and generational identity, work in a Latvian or international
company and the respondent’s professional specialization (system administrator, programmer, data
scientist, etc.).

Currently, the most effective tool for solving such complex tasks is an online survey, the
advantages of which are obvious. These primarily include the technological access to the
respondents; the broad sample coverage, which at the same time does not affect the research
budget; the management of the time parameters of the survey, including information on the time
of filling in the questionnaire and the number of requests to the questionnaire; as well as quality
control input of answers and the coding process of survey data (questions-traps, open questions,
etc.) and simplified direct control through feedback from respondents (Devyatko, 2010). However,
on-line surveys have a number of methodological problems, for the solution of which consensus
has not yet been found. These problems are solved individually during each research project.

To date, research projects in which data collection is carried out using the online filling of
questionnaires, suggest inviting respondents from specialized online panels. This kind of project
was used in this study.

There are three types of parameters that are used to select respondents from the panel:

o Well-targeted options. These include gender, age and place of residence. These
indicators can form the composition of the sample with a high degree of accuracy. Taken together,
these parameters give about 1-2% of selection errors.

o Medium Target Parameters. This includes all data specified in the respondent’s

profile (except for gender, age and place of residence). They can be changed; therefore, they allow
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only preliminary selection of potential respondents. The probability of error varies from 2% to
50%.

o Non-targeted parameters, i.e. all quota restrictions that are not included in the panel
member profile. This group of parameters includes consumed brands, frequency of consumption
of certain products, visits to shops, etc., i.e. all that is impossible to take into account when creating

a profile in the online panel.

For the survey of IT professionals, only well-targeted and medium-targeted parameters
were used, which were recorded in the screening questionnaire, thereby making it possible to

control the composition of the sample well.

The main methodological problem of online surveys is related to the fact that currently
there are still no unified standards for the application of one technique or another, and no universal
sampling bases for the calculation of representativeness have been found (Standard definitions ...,
2016; Evaluation quality of the survey ..., 2017). So far, the accuracy of information obtained in
the process of a sociological online survey depends on the subject field of the research,
professional experience and the person of the performer. The data quality can also be influenced
by rather random circumstances that have developed during the period of active research activities

and that contribute to the adoption of certain organizational and methodological decisions.

Most researchers, discussing the reliability of online survey methods, agree that it is
necessary to use objective quality indicators, as well as to apply techniques that will help reduce
research errors at all stages of data collection, and will not depend on external or internal data
factors. In this regard, it is very important to identify ways to check and control the quality of data

obtained as a result of an online survey.

In social studies, there is a common understanding of the sources of errors: measurement
errors, processing errors, coverage errors, non-coverage errors, non-receipt errors and enumeration
errors (Groves, Lyberg, 2010). For an overall assessment of the quality of data obtained in online
surveys, it is necessary to monitor the parameters indicating the presence of certain types of errors,

and try to estimate and minimize the size of each of them.

Consider how various sources of errors were controlled and corrected in this project.

1. Measurement error

Measurement error is one of the most common mistakes in social research. It is expressed

in the fact that there is some deviation of the received answers from the real value of the parameter.
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Measurement errors are divided into statistical and systematic errors. The statistical error is due to
the fact that the survey analyzes the sample, but not the entire population. Such an error can be
measured and taken into account when analyzing data. Systematic measurement error is a
consequence of the fact that the sample for which the survey was conducted is not sufficiently
representative. It cannot be measured; it can only be minimized by controlling the sample
(Ermolaev, 2002).

In this study, 1,200 respondents were interviewed during the online survey; therefore, the
maximum statistical measurement error is 2.8%, which is a very good accuracy for measuring all
the analyzed parameters.

Measurement error is counted by the formula:
N )
n

p — size of evaluating proportion. In this case the size of propotion is unknown. Therefore,
it is needed to be taken as 50% meaning 0,5 (Ermolaev, 2002).

g=1-p, meaning in this case, q also equals 0,5.

z — Student’s constant. In this case z=1,96, exactly this constant value allows opportunity
of getting 95% confidence.

n —sample size. In this case n=1200.

The systematic measurement error is minimized due to the fact that the sample included IT
professionals working in all regions of Latvia, professionals working in enterprises of different
sizes and industry sector and professionals of all existing specializations. All these measures allow
reducing the “distortions” in the sample and reducing the measurement error.

The increased use of computerized social measurements has led to the emergence of
methodological work, where, in order to identify systematic measurement errors, data such as
response time, keystrokes, mouse clicks, etc. are considered in detail (Olson, Parkhurst, 2013; Yan,
Olson, 2013). In these works, techniques such as analyzing differences in answers depending on
the format of the question were used. When using the proportion of non-responses to questions of
different form, the probability of missing an answer to a question is calculated. These
recommendations were taken into account in this study when compiling the questionnaire.

Anumber of researchers studied the answers to the questions in a tabular form and analyzed
the number of stereotypically responding respondents, identifying, for example, only the middle
column in the table. They showed that this behavior is strongly correlated with the respondent’s
low education (Zhang, Conrad, 2014). In our sample, all respondents are highly educated people,
which to some extent guarantees against such errors. However, in order to minimize such errors,

questionnaires were excluded from the sample, the filling time of which differed by more than
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40% from the average filling time of the questionnaires in this survey. The average time for filling
in the questionnaires in this survey was 25 minutes, so all the questionnaires, which respondents

took less than 15 minutes to fill out, were excluded from the analysis.

In order to eliminate systematic errors associated with a misunderstanding of the issue,
online surveys actively apply visual additions to the design of the issue. Studies show that graphic
or symbolic elements included along with the text in the web questionnaire helped respondents to
grasp the essence of the question and not get lost in response options (Stange et al., 2016). In this

study, special attention was paid to the visual design of the questionnaire.

2. Error coverage

In online surveys, coverage error is related to the general underdevelopment of the regional
digital infrastructure, the lack of an Internet connection for certain categories of the population,
and computer literacy problems, which generally leads to the problem of respondent selection. In
this study, such a problem did not exist, since the respondents are IT professionals. That once again

confirms the correctness of choosing an online survey as a tool for researching this audience.

3. Error of un-reach

The non-coverage error differs from the coverage error in that it is connected not with the
lack of access of the respondent to the Internet, but with difficulties in obtaining contact

information about a potential survey participant, low level of cooperation with the researcher.

The risk of a non-coverage error can be minimized and even leveled out if it is possible to
control parameters such as contact performance by some criterion, when the proportions of those
who responded to the questionnaire and those who did not respond to the invitation are compared.
In this study, indicators were monitored by gender and age. In addition, this survey monitored the
number of survey reminders. Also, if the potential respondent did not respond to the third

invitation, he was no longer reminded of the survey.

Issues related to the reduction of the non-coverage error were analyzed by different
researchers (Krueger, West, 2014). The approach is considered promising when, even after the
field stage, researchers continue to consider the listed parameters when analyzing data. Thus, when
describing the potential of auxiliary data in online research, Krueger and West showed how to
implement the data re-weighting procedure, which, according to their conclusions, leads to a

noticeable decrease in the non-coverage error (Krueger, West, 2014).
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4. Error of excess

The quality of online research data, among other things, is also related to the motivation to
participate, which can be symbolic, moral and / or material. Using the strategy of special incentives
during recruiting increases the likelihood of errors due to the facts of multiple interviewing, the
submission of incorrect data in the screening part of the questionnaire. The expectation of
rewarding some respondents is the desire to manipulate their answers, repeatedly duplicate the
filling out of the questionnaire and resort to other tricks to earn more money or bonuses. It does
not exclude the possibility of repeated invitation when they are sent to different email addresses
of the same respondent. The value of the enumeration error is reduced by eliminating the
possibility of multiple filling of the questionnaire. This was due to the automated mapping of IP

addresses, the allocation of identical e-mail addresses, telephones, etc.

5. Non-response error

The problem of non-response is the most discussed topic when it comes to the survey
methodology, whether offline or online (Olson, 2013; Sax, Gilmartin, Bryant, 2003; Heerwegh et
al., 2005). Error of non-response affects the accuracy of the survey results due to failures and
incomplete answers, as well as fatigue online panel (panel attrition).

To reduce the fatigue of the panel requires constant monitoring of the activity of its
participants. Every six months, all panelists are asked to update information about themselves.
Panel members who rarely accept invitations to participate in the study exclude and recruit new
members.

As a rule, speaking about the problem of non-replies, they distinguish the error of non-
observation (error unobserved) and the error of non-receipt (error of non-receipt). Non-observation
error occurs when part of the population is difficult to access or refuses to participate in surveys.
A non-receipt error occurs in a situation when a significant part of the questionnaires contains
incomplete answers, when the respondent gives fragmentary, monosyllabic answers that do not
correspond to the necessary number of choices, unfair answers, when the respondent misleads his
answers, incompetent answers or socially desirable answers and when the respondent seeks to
present themselvesin the best light.

In this study, the error of non-observation was corrected with the help of additional efforts
aimed at interviewing respondents in leadership positions, as well as highly paid professionals.
According to many studies, these groups are traditionally the most difficult to reach (Rossmann,
Gummer, 2016).

To reduce the distortion of the survey results due to non-receipt error, all interrupted or

incorrectly completed questionnaires were analyzed by socio-demographic parameters, in order to
90



weigh them back if necessary. Questionnaires with conflicting answers were excluded from the
analysis.

The problem of minimizing socially desirable answers was solved at the question wording
stage in the questionnaire. The questions were formulated neutrally, so that the respondents did
not have a desire to choose something specific.

So, an invitation to take part in a survey of IT professionals was sent to 4225 respondents,
of whom 1,627 people agreed to answer the questionnaire questions, and sent the completed
questionnaires. Of these, 345 questionnaires were excluded because they did not match the
parameters of the survey, and another 82 questionnaires did not pass the quality check. As a result,
1,200 respondents remained in the sample, whose questionnaires passed all the filters of control.

Current research applied quantitative paradigm of data collection and analysis. Data
collection was conducted by random sample with the use of online survey. The survey was
programmed with Sawtooth software by professional programmer. The invitation to the survey
was sent to 4225 respondents through emails and was available in personal accounts using online
survey panels. 1637 took part in the survey and 1200 questionnaires were found analyzable. The
analysis was performed with the use of SPSS software. 27% of them are female and 73% are male.
Age distribution of sample population is presented at Figure 3.1. Collected data shows that 35%
of Latvian IT professionals belong to Millennials, 30% of Latvian IT professionals belong to
Transition Generation and 30% belong to Early Generation X.

40%
35%

35%

30% 30%
30%
25%
20%
15%
0,
10% 59
5%
0% ]
17-24 25-34 35-45 45+
Millennials Millennials Transition generation Early generation X

Fig.3.1. Age distribution
Source: Constructed by the author

The majority of IT professionals that participated in survey live in Riga (68%), 30% - in
other cities of Latvia and about 2% - in rural areas.
Approximately half of respondents are employed in Latvian companies, 44% - in

international companies and other 6% - in Latvian companies that have branches in other countries.
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It is important to note that according to research results presented in Figure 3.2 absolute
majority of surveyed professionals (over 70%) believe that profession of IT professionals is
considered prestigious and well paid. Only 2% respondents consider work in IT industry to be not
prestigious and around 16% treat it as any other work. Thereby IT professionals as a part of creative
class in Latvia are satisfied with their job and social status.

This logical deduction is confirmed by the analysis of respondents answers to the question
if they plan to change their job. 72% of IT professionals in Latvia stated that they don’t plan to

change their work in a short-run and only 16% considering changing work now.
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Fig. 3.2. Attitude to IT work prestige. Question: “From your point of view is it prestigious to
be IT professional in Latvia now?”

Source: Constructed by the author

In this project, values are considered as a person's beliefs about how important certain
phenomena are. These values are individual. However, they are, firstly, socially determined, and,
secondly, relate not only to the individual, but also to the social group as a whole. In this case, the
social group of IT professionals, which is a new creative class.

Value is something, to which a person is not indifferent, what is important for him,
something for which he is ready to take some action (Magun, Rudnev, 2007). Value, as a rule, is
actualized in two cases: when a person does not have what he needs to live, or in order to feel
satisfied with life. Or in a situation where a person feels the danger of losing what is important to
him.

Human values are different from actions. However, in certain conditions, values can force
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a person to perform actions that are designed to realize their values in life. In addition, values force
a person to declare them, which, as a result, encourages the actions of other people. Thus, a
person’s values are not just his/her individual beliefs. This is what leads to collective practical
actions and creates group identity.

Researchers highlight basic values. These are the values on the basis of which the
instrumental values (operational, temporary values) are formed, which are aimed at the specific
actions of a person, at achieving a specific goal.

Schwartz proposed a model of the structure of values, in which it is the “ultimate goals”
that serve as a criterion for grouping values into several stable value segments. These segments,
in turn, are organized into a circular structure that is universal for all cultures, which is shown in
Figure 3.3 (Schwartz. 1992). Based on the circular structure, Schwartz deduces two value
measurements, the value axes, which represent all values in the most generalized form. This is the
axis that Schwartz called "Conservation — Openness to Change™ and the axis "Self-Transcendence

— Self-Enhancement”

Fig. 3.3. The Schwartz model of values
Source: Swartz (1992)

The key characteristic ensuring the possibility of using this technique for different cultures,
different countries and different social groups is the reproducibility of the circular structure of
values, i.e. its versatility (Schwartz S. H., 1992). This versatility has been proven by several
studies. So Fontaine and co-authors demonstrated the similarity of value structures obtained in
different countries according to the results of the Schwarz Value Study (Fontaine JRJ, Poortinga
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YH, Delbeke L., Schwartz SH, 2008), and Bilski et al. showed these similarities on the data of the
European Social Research (Bilsky W., Janik M., Schwartz SH, 2010).

In this project, in a survey of IT professionals, an abbreviated questionnaire by S. Schwartz

was used (Schwartz, Lehmann, Roccas, 1999). This questionnaire was developed based on

Schwartz's value classification. This classification includes 7 value indices, which Schwartz calls

"latent types of motivational values" (Schwartz, Bilsky, 1990; Schwartz, 1992, Magun, Rudnev,

2010).

These motivational values largely determine the employee motivation, the desire or

unwillingness to achieve various achievements, and effective incentives to increase job

performance. The questionnaire for the survey of IT professionals included 22 descriptions of

people characterized by various values.

1.

10.

11.

12.

13.
14.

15.

Living in safety is very important for this person; he avoids everything that may be
dangerous.

I am a methodical person and | love cleanliness and order. | want everything to be in its
place.

I am not looking for thrill or adventure. | do not like to risk.

For this person it is important to follow the traditions and customs adopted in his family or
religion.

For this person, it is important to always behave correctly, not to commit acts that people
would not approve.

I am a responsible person and | believe in ethical principles. | keep my promises and work
carefully and carefully.

For this person it is important to propose new ideas, be a creative person, to go your own
way.

I am a stubborn person who often argues. | openly express my anger or discontent wit.

I know exactly what | want to achieve and work hard for it.

Adventure and risk are very important for this person, he is committed to a life full of
exciting events.

I like to change my classes, to visit different places, to try, from time to time, unfamiliar
exotic things. | like the novelty and variety.

| often act spontaneously, without thinking about the consequences of my actions and
decisions.

For this person it is important to have a good time, indulge oneself.

| often put off difficult and unpleasant work and leave things unfinished. I find it difficult
to get together and force myself to do what | have to.

I love to meet and communicate with many people. I enjoy the company of people, and the
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16.

17.

18.

19.

20.

21.

22.

more people the better.

It is important for this person to be very successful so that others know about his
achievements.

| often feel not competent enough to do something. I do not have great achievements. | do
not work very effectively.

For this person it is important to be rich, have a lot of money and expensive things.

It is important for this person to do something good for the community.

Care for the environment and nature is important for this person.

| believe that every person deserves respect. | feel sympathy for people who are less
fortunate in life than me.

I trust people and believe that all people are honest and have good intentions.

Then each respondent had to evaluate which of the proposed descriptions corresponds to

him. Compliance was proposed to evaluate on a six-point scale: “very similar to me” (6 points),

“similar to me”, (5 points), “quite similar to me” (4 points), “a bit like me” (3 points ), “Does not

look like me” (2 points), “does not look like me at all” (1 point).

After the survey, for each respondent, 22 indicators of the importance of each value were

counted which were included in the questionnaire. These are initial values or, as Schwartz claimed,

values of the “first level”. In the further analysis, they were used both separately and for calculating

value indices.

Value indices are “second level” values

Security:

Living in safety is very important for this person, he avoids everything that may be
dangerous.

I am a methodical person and | love cleanliness and order. | want everything to be in its
place.

I am not looking for thrill or adventure. | do not like to risk.

Conformance. Tradition:

For this person it is important to follow the traditions and customs adopted in his family or
religion.

For this person, it is important to always behave correctly, not to commit acts that people
would not approve.

I am a responsible person and | believe in ethical principles. | keep my promises and work
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carefully and carefully.

Independence:

For this person it is important to propose new ideas, be a creative person, to go your own
way.

I am a stubborn person who often argues. | openly express my anger or discontent wit.

I know exactly what | want to achieve and work hard for it.

Risk. Novelty:
Adventure and risk are very important for this person; he is committed to a life full of

exciting events.

I like to change my classes, to visit different places, to try, from time to time, unfamiliar

exotic things. | like the novelty and variety.

| often act spontaneously, without thinking about the consequences of my actions and

decisions.

Hedonism:

For this person it is important to have a good time, indulge oneself.

| often put off difficult and unpleasant work and leave things unfinished. I find it difficult
to get together and force myself to do what | have to.

I love to meet and communicate with many people. I enjoy the company of people, and the
more people the better.

Achievements, power, wealth:

It is important for this person to be very successful so that others know about his

achievements.

| often feel not competent enough to do something. | do not have great achievements. | do
not work very effectively.

For this person it is important to be rich, have a lot of money and expensive things.

Universalism:
It is important for this person to do something good for the community.
Care for the environment and nature is important for this person.

I believe that every person deserves respect. | feel sympathy for people who are less
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fortunate in life than me.

e | trust people, believe that all people are honest, and have good intentions.

In accordance with the procedures developed by Schwarz (Schwartz, 1992), the average
score of the first level initial indicators contained in it was calculated for calculating each second-
level value index.

However, if we restrict ourselves to only the mean score, then the index value will strongly
depend on the respondent’s inclination to use any one segment of the scale (that is, to give only
the highest, only the lowest, or only the average ratings). To eliminate the influence of this style
of response, all indexes were subjected to the centering procedure. The centering procedure was
that the average score that the respondent gave to all the initial values included in the questionnaire
was deducted from the average values of the indicators that make up the index (see Schwartz S.H.,
Bardi A., 1997). As a result of centering, the value of any value index becomes a relative value,
which indicates the priority of this value for the respondent as compared to all the others.

Individual indicators of respondents by value categories of the third level were calculated
as the average scores of the corresponding value indexes of the second level.

Conservation:

e Security

e Conformity. Tradition
Openness to Changes:

e Independence

e Risk. Novelty.

e Hedonism

Self affirmation:

e Achievement, power, wealth

Caring for people and nature.

e Universalism

Thus, the Preservation indicator was calculated as the average value of values of Security
and Conformity — Tradition, the Openness to Changes indicator - as an average value of values
Independence, Risk — Novelty and Hedonism, etc.

At the last stage, on the basis of these four categories, two value “axes” were constructed
(Conservation - Openness to Changes, Self-Transcendence — Self-Enhancement).

Since the calculations use centered indicators, the values of the value indices can have

negative values. A negative index value indicates that for a given respondent this index has a value
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below the average of the sample. A positive index value, respectively, indicates that the respondent
has an index value above average.

The Schwartz technique involves grouping values along axes using multivariate analysis.
Sometimes researchers use factor analysis to group values (Magun, Rudnev, 2010). In this study,
the method of multidimensional scaling was used.

The main hypothesis of this study is the assumption that modern IT professionals, as
representatives of the creative class, form a new professional culture based on a special value
system that is different from the value system of the average Latvian. It is these differences that
determine the special role of the creative class in society. In order to test this assumption, in this
study, the structure of values of IT professionals is compared with the structure of values of the
entire Latvian society. To analyze the structure of values of the average resident of Latvia, the
study used data from the European Social Survey (ESS).

In order to be able to compare the value structures of IT professionals and Latvian society
as a whole, multidimensional scaling for two samples was carried out using the same procedures.
After scaling, the indices were checked for consistency using the Alpha Cronbach coefficient.

After carrying out multidimensional scaling, the results obtained from the two samples
were compared by means of correlation and cluster analysis. In the course of the correlation
analysis, correlations were calculated between the average values of 7 value indices and two value
“axes” according to data obtained from the survey of IT professionals and ESS survey Latvia.

The distribution of IT professionals and residents of Latvia across the four clusters
described shows the differences in the value structure of the creative class of Latvia from the entire

Latvian society as a whole.

3.2. Comparison of IT professionals’ values with the values of the average Latvian
citizens

Fig.3.4. presents the average values of second order indices for IT professionals and
residents of Latvia. This graph shows that the most significant differences between IT
professionals and the population of Latvia are related to the values of Security, Comfort and
Hedonism. In the system of values of Latvian citizens, security occupies almost the largest place.
In the value system of an average Latvian, security has one of the largest values. For IT
professionals, security is what they value the least. It suggests that representatives of IT
professionals in Latvia, in contrary with the entire population, as a rule, do not think that they live
in a dangerous world, and do not spend time and money in making their lives more secure,
predictable and orderly. The average statistical resident of Latvia loves order, does not look for
thrills, and cares about his safety.

Comfort is also not a significant value for IT professionals. For them, it is not important to
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follow traditions and always behave correctly. It should be noted that for the average resident of
Latvia, this value also loses its meaning. The average value of this meaning is quite small (0.09),
but still has a positive value. This suggests that, in general, the significance of this value is higher

than the average value of all other values.
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Fig. 3.4. Second order value indices for IT professionals and the population of Latvia
(Axes present the names and average values of second order indices for IT professionals and
residents of Latvia). Source: Constructed by the author

The value of hedonism, on the contrary, is significant for IT professionals and does not
matter at all for the residents of Latvia mostly. It is vital for IT professionals to be able to have a
good time alone or with friends. They refuse to do unpleasant work; they value freedom. These
data statistically confirm the result obtained from the analysis of interviews with IT professionals.
In interviews, respondents often said that it was essential for them that their work allowed them to
be able to travel, have fun, eat well, dress well, and not think about how to earn money, and they
disagree to engage in work that does not give these opportunities.

For the average resident of Latvia, entertainment does not matter much compared to other
values, and this index is negative for the general population. They probably cannot afford to give
up work that does not give them pleasure and often have to postpone their trips. The correlation
between the values of security and hedonism suggests that the inhabitants of Latvia are more
concerned with economic and political stability than with entertainment and pleasure.

Indices characterizing independence and achievements do not have such big differences
for Latvian residents and IT professionals. These values have a positive mean value in both groups,

which means that they are essential for everyone, and often more important than all other values.
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However, the average values of these values among IT professionals are higher than among the
usual residents of Latvia. This is a fantastic result, because the values associated with the
promotion of competition, and the desire for wealth, are not characteristic of post-communist
societies, and are not characteristic of modernized societies. Thus, Latvia occupies a specific
intermediate position on this issue, and IT professionals support this culture. They, as a rule, know
what they want to achieve as success and competence are vital for them.

Another important difference in the value orientations for IT professionals and residents of
Latvia, in general, is the importance of universalism values, that is, altruistic values, for IT
professionals. They are willing to take care of the environment, do something good for strangers,
trust people and also respect them. For residents of Latvia as a whole, this index has a negative
average value, i.e., people are rather not committed to the values of care and trust.

The value of the index characterizing the attitude to risk and novelty (stimulation) has the
highest index among all values of IT professionals. This suggests that they love adventure; they
often act spontaneously, willing to change their work as well as their hobbies. These values are
also peculiar to the usual residents of Latvia; the average value of the stimulation index in this
sample is positive. However, it is minimal (0.1).

Thus, it is common for the Latvian society to downplay the values of care, equality,
tolerance and the excess of personal success, power and wealth competitive values. Competitive
values are even more important to IT professionals from Latvia than the average resident of Latvia,
but altruistic values are also important (even more important than competitive values) for them.
This is a slightly contradictory result, since, as a rule, these values are divided: people are
committed to either competition or altruism, but in this case, it is not.

Fig.3.5. shows third-order value indexes that provide a generalized view for IT
professionals values compared to another resident of Latvia. These indices are integral indicators
of value axes: Ability to change - Conservation and Care for people and nature - and Self-
affirmation. This comparison generally confirms the conclusions obtained from the comparison of

second-order values.
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Fig.3.5. Third-order value indices for IT professionals and residents of Latvia
(Axes present the names and average values of third order indices for IT professionals and
residents of Latvia). Source: Constructed by the author

Residents of Latvia have high rates in the Conservation axis and low rates in the Open to
Changes axis. Along the axis Self-Enhancement - Self-Transcendence - the inhabitants of Latvia
have low altruistic indicators and common indicators for the Self-affirmation parameter.

IT professionals from Latvia have low Conservation scores, very high on the Open to
Changes scale and equally high on the Care and Self-affirmation scale.

Thus, IT professionals are significantly differing from the average Latvian in the direction
of greater modernization. These differences can cause certain contradictions in our everyday life.
At the very least, they impose specific requirements on the organization of work and day-to-day
interaction at work. Otherwise, the brightest and most talented representatives of this community

can leave the country.

3.3. Determination of factors affecting the value orientation of IT professionals in
Latvia

An important task of this study is to understand what the value orientations of the new
creative class of which Latvia depend on. What are the differences in the value structure? Why IT
professionals and people belonging to the same social and professional group have different
indicators related to the values of openness, conservation, care, and self-affirmation.

There is a whole pool of studies that are devoted to the study of factors that influence the
formation of value orientations in an individual (Braithwaite V., Law HG, 1985, Davidov E.,
Schmidt P., Schwartz SH, 2008, Schwartz SH, 2008, Magun V.S., Rudnev MG, 2010). These
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studies revealed that factors such as gender, age, education, and country characteristics (GDP per
capita, human development index, etc.) affect the level of value orientations.

In this study, we are unable to identify the influence of country characteristics on the
formation of values, since we analyze respondents from only one country, Latvia. However, we
formulated hypotheses that test the impact of the individual characteristics for the individual on
his values. Testing of these hypotheses was carried out using multiple linear regression analysis.

It is this method that allows controlling the simultaneous influence of several independent
variables on one dependent variable.

The multiple regression equation allows predicting the value of the dependent variable, i.e.,
it will enable you to create data. There are several important assumptions for this model. The first
assumption is that there must be a linear relationship between the dependent variable and the
independent variables. The second is that the effect of the influence of several independent
variables is summed, i.e., it is additive. The third assumption is that independent variables should
not correlate with each other.

Each independent variable enters the model with its regression coefficient which makes it
possible to predict the value of the dependent variable with a minimal error since it is calculated
using the method of least squares (error squares). The partial regression coefficients in the multiple
regression model show what will be the magnitude of the impact of the corresponding independent
variable on the dependent variable while controlling the influence of other independent variables.
Regression coefficients have a dimension. They show how many units the dependent variable will
change if the independent variable is increased by one unit of measurement (while all other
variables are monitored).

Table 3.1. and table 3.2. present the coefficients of the regression equations for the
dependent variables’ conservation-open to changes and self-enhancement - self-transcendence -
and self-transcendence.

It is taken into consideration as independent variables in the models: gender (male = 1),
age and professional status (technical professional, creative professional, super professional).
Also, independent variables in models will be trust in people (a ten-point variable characterizing
agreement with the fact that people can be trusted), responsibility for their actions (agency) (a ten-
point variable showing how much a person is sure that he controls his life) and financial
satisfaction. Partner variables, children, and emigration status were used as control variables.

One of the objectives of this study is to study the generational differences in the system of
values and the operation of IT professionals’ motivations. Thus, the research is comparing a
generation that is less than 25 years old, a generation that is now between 25 and 40 years old, and

a generation that is now over 40 years old. A generation that is over 40 is taken as a reference
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variable in models.
Since age and generational identity strongly correlate with each other and the water model
cannot be used, different regression models were built separately to analyze the effect of age on

value orientations, and to analyze the effect on generational orientation on value orientations.

Table 3.1.
Factors affecting value orientation. Regression models (1)
Dependent variable is index ""Conservation-Open to changes"
Independent Variables ""Conservation-Open to changes™
B p-value B p-value
Constant -0,13 0,13 -0,25*** (0,08) 0,00
Sex (male=1) 0,57*** (0,03) 0,05 0,52 (0,03) 0,1
Age -0,03*** (0,001) 0,05
Generation 1995+ 0,03 (0,04) 0,25
Generation 1980-1995 0,08 (0,04) 0,147
Having a partner 0,07 (0,04) 0,03 0,09*** (0,04) 0,04
Having children 0,94 (0,032) 0,002 0,085*** (0,03) 0,00
Born in Latvia 0,011 (0,030) 0,58 0,01 (0,03) 0,49
Trusting the people 0,01 (0,01) 0,86 0,005 (0,01) 0,88
Agency 0,02 (0,01) 0,13 0,01 (0,01) 0,09
Satisfaction with financial 0,00 (0,01) 0,35 0,01 (0,01) 0,29
position
R square 19% 17%

*** means p-value <0,05

Source: Constructed by the author

The table 3.1. shows that the first model, which links the Conservation-Open to Changes
index with the characteristics of the respondents, shows us the dependence of this index on the
gender, age, marital status of the respondent and the presence of children.

The results of the study suggest that openness to change is more characteristic of men than
women; Women are more focused on order and stability. In addition to gender, age is a significant
variable in the model. The older a person is, the less openness to change in characteristics of him,
Young people are more prone to risk and novelty.

It is important to note that belonging to a generation does not affect the value of this index.
This suggests that the values associated with the openness to change are not formed among people
in the process of socialization. They are formed under the influence of life experience. This may

explain the fact that this index has a rather low value among the population of Latvia as a whole.
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Most people in Latvia grew up in a completely different culture, with different values. They could
not convey the values associated with the desire to change their children in the process of
socialization, and they almost did not change their attitude to such concepts as stability, reliability,
and immutability. Values of openness and the desire to improve have not yet taken root in Latvian
society. They are peculiar only to specific social groups, particularly the new creative class.

Having a partner and children has a positive effect on the formation of values of openness
to change. The creative class wants their children to live in a different society. In a society where
people do not think about how to preserve the existing order, but in a society where there is a place
for new ideas, risk, spontaneity, and where people are ready for a change. Therefore, it can be
assumed that the values of openness and novelty will be distributed in Latvia in the future,

Emigration status, trusts in people, and satisfaction with the financial situation does not
affect the level of values associated with the openness to change. This explains the fact that most
IT professionals have fairly high levels of trust in people and, as a rule, are satisfied with their
financial situation. As interviews with IT professionals showed, the IT services market in Latvia
is quite broad; good professionals can always find a decent job, so IT professionals refuse positions
that offer a salary below their requirements. IT professionals are a homogeneous group according
to these indicators, so they do not affect the level of values.

The most influential variable that affects the value of values on the "Conservation-Open to
changes™ axis is the presence of children. Moreover, this effect is positive. Thus, the birth of
children from representatives of the creative class leads not to the conservation of status and the
desire to maintain their position, but to the desire to look for new ideas, new work, and to
understand what they want to achieve in life, i.e., to change.

The survey results show that the majority of the respondents we surveyed feel more like
citizens of the world or just Europeans. Therefore, the emigration status does not matter for their
attitude and their value system.

R square, coefficient of determination, of the first model is 19%. Relatively not high value
of R square does not tell that the model is weak and not workable. Among the research tasks there
is a need pf checking the connections between independent and dependent variables. The
regression coefficients (coefficient B) and its significance (p-value) testify the existence and power
of these connections. The meaning of the R square is of no interest for this research, therefore it is
not problematized.

Additionally, in selective research it is significant to avoid the problem of overfitting,
which is usually occurred when R square value is high. The task is to create universal management
model, which corresponds not only to the sample of the research, but all general totality. These

models, as a rule, do not have high determination coefficients (Field A., 2013). This corresponds
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to all regression models, demonstrated in the framework of this research.

Table 3.2.
Factors affecting value orientation, Regression models (2)

Dependent variable is index «Self-Enhancement —Self-Transcendence»

Independent Variables «Self-Enhancement —Self-Transcendence»
B p-value B p-value

Constant 0,76*** (0,166) 0,00 0,7*** (0,14) 0,00
Sex (male=1) -0,50*** (0,05) 0,04 -0,6*** (0,0) 0,04
Age -0,00 (0,00) 0,57
Generation 1995+ 0,076 (0,06) 0,91
Generation 1980-1995 -0,104 (0,07) 0,47
Having a partner -0,14*** (0,06) 0,02 -0,14*** (0,06) 0,02
Having children -0,07 (0,05) 0,16 -0,06 (0,05) 0,16
Born in Latvia -0,03 (0,05) 0,51 -0,03 (0,05) 0,47
Trusting the people 0,008 (0,01) 0,30 0,005 (0,01) 0,32
Agency 0,00 (0,012) 0,47 0,01 (0,01) 0,38
Satisfaction with financial -0,00 (0,01) 0,95 -0,00 (0,01) 0,76
position
R square 15% 18%

*** means p-value <0,05
Source: Constructed by the author

The second model (table 3.2.) analyzes the formation of values along the axis of "Self-
Enhancement —Self-Transcendence,"” where altruistic values are on one end, and competing values
oriented toward power and achievement are on the other.

In this model, gender is also a significant variable, but unlike the first model, the effect of
gender is the opposite. If in the first model, men had higher rates along the axis of openness to
change, then in the case of altruistic values, there are higher rates for women. For women, it is
more important than for men to take care of nature, to help other people, and to experience trust
and tolerance. For men, it is more important to be successful, rich and competent.

Neither age nor generational affiliation has any influence on altruistic values. These values
are equally likely to occur in people of different ages and different generations.

It is important to note that in this model, having a partner and having children reduces the

level of altruistic values and increases the level of achievement. It is obvious that family people
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with children are more focused on their career, and taking care of their family than on caring for
outsiders. This result suggests that altruistic values are not frequent enough yet in this social group.
This fact can be explained by economic factors, for example, the economic situation in Latvian
society. At the same time, it is impossible not to consider cultural factors. In Latvia, where the
market economy exists relatively recently, following personal interest and participation in
competition has become a socially approved norm.

However, if it is possible to consider that altruistic values are not typical for the whole of
Latvian society, the tolerance and altruism of the creative class look very encouraging. It can be
assumed that in the coming years, IT professionals, as representatives of the creative class, will
have greater adherence to these values, like their colleagues from other European countries, where
altruistic values fully coexist with a market economy.

From the study, it can be concluded that, according to its system of value orientations, IT
professionals in Latvia differ significantly from the average Latvian resident. These differences
are primarily because, residents of Latvia value security very much, and for IT professionals,
security is not of great value. They perceive safety as a given, do not problematize it, and therefore
do not pay particular attention to it. This quality unites them with representatives of the creative
class from other developed countries.

IT professionals in Latvia are not ready to follow traditions, behave correctly, and obey and
listen to the opinions of others. This quality also significantly distinguishes them from the majority
of Latvian residents. These data suggest that IT professionals, as well as the entire creative class,
cannot be subject to traditional penalties and incentives. For them, another system of motivation
is not acceptable.

According to the value axis of Self-Enhancement —Self-Transcendence IT professionals are
not so significantly different from the average Latvian citizen. The competing values associated
with achieving wealth and success is higher among IT professionals than among residents of Latvia
as a whole. In this matter, IT professionals are not much different from the average resident of the
country. If we consider that the financial satisfaction of IT professionals is quite high, then we can
assume that declaring commitment to achievement values is merely a socially approved norm.

Along with the desire to achieve, IT professionals are also peculiar to altruistic values, and
in this, they are significantly different from society as a whole. This feature of the creative class
should also be considered when building a system of employee motivation. For the creative class,
justice, respectful attitude, competence and the solution of complex problems are very important.
It is on this and should be based on the reward system.

Analysis of the system of value orientations of IT professionals allows us to consider them

as a social group with modernizing ahead of the whole society. Therefore, solving the problem of
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effectively using the potential of this social group requires a proper understanding of both their
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Fig. 3.6. Model for explanation the differences in value orientations of IT professionals
Source: Constructed by the author

The model, demonstrated on the Figure 3.6., shows that basic differences in values settings
of IT professionals are connected with age and gender in the first place. The differences, connected
with marital status and children, can be viewed as proxy effect of age and gender.

Understanding of the differences in value settings can be significant in creating effective
motivation model to improving job performance for IT professionals as value settings determine
employee motivation and choice itself.

The research results demonstrate that altruistic values are not dependent on age and are
inherent to mostly female employees, who do not have permanent partner and children. This means
that such employees will be more attracted with the job, connected with environmental saving
aspects, human rights, non-governmental sector activities etc. Such projects as educational
startups, urbanization, humanization or inclusive initiatives can become an additional motivator
for these professionals.

It is possible to assume that in the projects, where direction corresponds with the value
settings of the employees, have cumulative effect. Employees are ready to work without additional
control and management efforts and are ready to accept less financially profitable job.

Young males, especially ones having family and children, mostly share values connected
with changes in their lives and achievements. They are striving for independence, novelty, risk,
financial stability and professional achievements. This worth using in management system.
Employees with such value setting work effectively when they feel trust from the management,

when they feel that their job allows increasing their professionalism and satisfy their professional
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ambitions, when work requires usage of new technologies and equipment. Such type of work will
be performed on the best level possible for this employee without any additional stimulation.

The research results demonstrate that among Latvian IT professionals there are employees,
who share altruistic values and they make about 30% of the total. Employees with values settings
connected with changes make more than 40%. Both these types create significant part of this
professional group. That is why building up motivation system, based on values setting of
employees, has become significant part of management system in general.

Results show that IT professionals in Latvia are shaping their own professional culture,
labor ethics and lifestyle. The basic value settings of this group differ from basic value settings of
average Latvian citizen and as a result, motivation model needs to be based on various unusual for
average citizen of Latvia motives.

In order to create more detailed motivation model to improving job performance it is worth
to examine motivation belonging of IT professionals, which can be divided into substantial and
processual.

Substantial motivation theories contain, as a basis, identification of intrinsic needs, which
make people act in a certain way. Theories of Maslow, McClelland and Herzberg are among them.
Processual theories have character that are more contemporary and are based mostly on how
people behave relying on their attitude. It is worth to mention that such theories focus on
understanding the process of motivating people to certain actions or behaver and on its fixation.
Basic theories are theory of expectation and Porter-Lawler model

The research proves that creative IT professionals in Latvia need specially made motivation
approach. Material motives are not enough to motivate this group to perform better as a question
of fair payout is not problematic in this professional group. From the point of view of motivation
model, the needs of the second level (security and confidence in future) are priority for employees
in the beginning of their career, they become the motivator when this job is being chosen and
becomes satisfied by making this choice. This can be explained with the competitiveness of salary
for IT professionals comparing to other jibs on the market. However, based on the results, stability
is not a priority for employees, who prefer self-realization. Therefore, motivation system for IT
professionals has familiar traits to Maslow’s pyramid three last levels: need in socialization,
respect and self-realization.

This chapter confirmed the hypothesis that values of IT professionals in Latvia differ from
the values, which are dominant among other Latvian labor force representatives. Moreover, the
research determined factors, which motivate IT professionals to work better. It is significant to
understand the way of managing IT professionals for them to perform better and to get the job

quality, which corresponds with goals of business organization.
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4. MODELING OF EMPLOYEE MOTIVATION SYSTEM TO INCREASE JOB
PERFORMANCE OF IT PROFESSIONALS

In previous chapters, it has been shown that IT professionals form their own professional
culture, work ethic, and lifestyle in modern Latvia. Their system of fundamental values is different
from the basic values of the average Latvian citizen. Therefore, IT professionals in Latvia can be
considered as part of a new creative class not only from the professional position, nature of work,
income, and education, but also from lifestyle, value system, and motivational system. All studies
of the creative class show that the effective management of the creative class representatives
requires a unique system of motivation. Material incentives do not motivate representatives of the
creative class to work in more productive way since the issue of adequate and fair wages is no
longer problematic in this professional community.

Interviews conducted with IT professionals within the framework of this thesis also
demonstrate that real incentives are not effective in a situation when it is necessary to create a new
innovative product, find a solution to a complex task, and understand why the program created
does not work. Material incentives are useful in the situation of routine work, which is also present
in the work of IT professionals. The main goal of this project is to create a model that would link
employee motivation, job performance, value orientations and attitudes, as well as take into
account the individual characteristics of professionals (professional position, generational identity,

gender, etc.).

4.1. Management of the employee motivation and job performance of IT
professionals.

The employee motivation and job performance in this study is considered as a latent
variable. The search for latent variables is one of the most common tasks in modern social sciences.
The method most often used to solve this problem is factor analysis.

The reason why employee motivation and job performance can be analyzed as a latent
variable is following: in the literature, it is possible to find different definitions of the concept of

"latent variable." A latent variable is often interpreted as a "hypothetical," "perceived" variable, as
a construct that theoretical constructs exist in scientists (Nunnally, 1978). However, according to
the theories used in this study, labor motivation is a real-life phenomenon, which largely
determines the economic behavior of a person.

There is a slightly different interpretation of the concept of "latent variable." "The latent
variable ... cannot be measured directly" (Nunnally, 1978) - From this point of view, a latent

variable is a feature whose existence is assumed by the researcher and which cannot be measured
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using a direct question. The potential variable factor is the resultant of several observed variables,
I.e., the result of several questions.

In this study, to study the employee motivation during the survey of IT professionals in the
questionnaire there were included some judgments, with which respondents were asked to agree
or disagree. The respondents on a ten-point scale evaluated the degree of agreement or
disagreement where one, means disagree, and ten means agree.

The judgments offered to the respondents described some characteristics of the work that
could potentially make this work attractive for the respondent. These characteristics are from
Rheinberg's schema (Vollmeyer et al., 2013). They deliberately do not include material employee
motivation, since the task of the study was to understand what the motivating factors in a situation
where wages are adequate and fair.

As a result, the following considerations were included in the questionnaire:

Have a difficult job, the performance of which gives them a feeling of pleasure from their
achievements.

To have the opportunity to improve their skills and acquire new skills.

Have good working conditions (proper ventilation, lighting, and workspace).

Have considerable freedom in how to do your job.

Have the opportunity to implement your skills in the work entirely.

Have a job that leaves enough free time for personal or family life.

Further, latent variables (possible motives to work) were distinguished and measured using
factor analysis.

Factor analysis is a statistical data analysis method aimed at solving several types of
problems. The primary purpose of factor analysis is to search for latent variables, reducing the
number of variables needed to describe the data. Researchers identify an independent task that is
solved using factor analysis. This task is called the task of grouping parameters; it allows you to
briefly describe at a qualitative level the relationship between parameters”(Kim, Muller, 1989).
This task is often called "objective classification.”

The underlying assumption of factor analysis can be formulated as follows: "phenomena
in a particular area of research, despite their heterogeneity and variability, can be described by a
relatively small number of functional units, parameters, or factors” (Tolstova, 2009). It should be
noted that factor analysis alone cannot prove or disprove the presence or absence of hidden factors
(Kim and Muller, 1989). The existence of factors is proven by the theories used.

Factor analysis is a statistical data analysis method,; this is a list of variables for reducing
the number of variables; researchers identify the problem. This task is called the group of

parameters; it allows briefly describing the relationship between the parameters™(Kim, Muller,
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1989). This task is often called "objective classification™.

It can be formulated as follows: "In small units, parameters, or factors™ (Tolstova, 2009).
It should be noted that the factor of analysis was not the case (Kim and Muller, 1989). The
existence of factors is proven by the theories used.

The method of principal components is used if the purpose of the analysis is to identify
such latent variables (factors) that maximally explain the diversity of answers to the judgments
offered to respondents. Thus, the primary component method is ideal when it is necessary to obtain
a small number of latent variables (in this case, they are called principal components) from the
available data. At the same time, the components must contain a maximum of information that is
embedded in the original data.

The model of factor analysis performed by the main component method is quite simple:

zj = ajlF1 +aj2F2 + ... + ajnFn, (j=1,2,...,n) (5)

z - the observed parameter

In this case, this is the degree of agreement with those judgments that were offered to
respondents in the questionnaire,

F1, F2..., Fn - factors, latent variables. In this study, this is the employee motivation. It is
these motivations that determine the attitude of the respondents to the formulated judgments.

Ajl - load of a specific factor. It is an indicator of how a particular employee motivation
affects the degree of agreement with each of the judgments that characterize the work.

Each of the observed variables (agreement on a ten-point scale with the characteristics of
work) linearly depends on n uncorrelated new components (factors, motivations to work) F1, F2...,
Fn.

This method consists of the fact that factors (in this case, motivations) describing the
dispersion maximum, are most informative. The first motivation will explain the peak of the
available variance (diversity of answers to the questions), the next - the maximum of the remaining
variance, etc. It is assumed that the components do not correlate with each other; that is, in the
graphic image, they are perpendicular to each other.

The basis of the factor analysis is the correlation matrix. It is with the calculation of the
correlations between the observed signs that the traditional factor analysis procedure begins.

Factor analysis includes a test for the significance of the differences in zero of the
correlation coefficients between the variables used (Bartlett's test) and the test, which shows that
the relationship between the observed variables is explained by the presence of a latent variable

(Kaiser-Meier test). Below are the results of these tests for the study.
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Kaiser-Meyer and Bartlett's Test

Table 4.1.

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0,676

Bartlett's Test of Sphericity Approx, Chi-Square 431,28
df 21
Sig. 0,00

Source: Constructed by the author

After calculating the correlations, the factor analysis involves selecting factors. To do this,

it is firstly needed to answer the question, how many factors will be used in the study. There are

two ways to respond to it:

e Table of eigenvalues of factors

e Schedule "stony scree," (Scree Plot)

Based on the table of the explained variance, it is possible to review information about the

eigenvalues of the factors.

Table 4.2.
Total Variance Explained
Extraction
Sums of
Initial Squared
Component | Eigenvalues | Loadings
% of Cumulative % of Cumulative
Total Variance % Total Variance %
1 1,819 25,990 25,990 1,819 25,990 25,990
2 1,112 15,887 41,877 1,112 15,887 41,877
3 0,933 13,331 55,208
4 0,885 12,644 67,852
5 0,804 11,489 79,342
6 0,783 11,181 90,522
7 0,663 9,478 100,000

Source: Constructed by the author
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It can be seen from the table that only two of the seven factors identified have eigenvalues
more significant than one, i.e., they should use analysis of labor motivation. The first factor
accounts for 25% of the total variance, and the second - almost 16%. However, there is a third
factor, which eigenvalue is very close to one, and it explains the 13% variance remaining after two
factors. Thus, the three factors together explain 55%, and two - only 42%. It is better to build a
model that explains more than 50% of the variance.

Looking at the Scree Plot Graph, it is possible to see that using three factors instead of two

for this study is more reasonable. It is after the third factor that the scree begins.

Scree Plot
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Fig. 4.1. Scree Plot
Source: Constructed by the author

After selecting the factors, it is necessary to carry out the rotation procedure, which allows
obtaining a more straightforward structure, when each variable has a tremendous load value for
one factor and small load values for all other factors. The load reflects the relationship between
the variable and the factor and is analogous to the correlation coefficient.

In this study, the Varimax rotation method is used, and with this rotation method, the factors
(principal components) remain orthogonal, i.e., independent. Below is a table in which factor loads

are presented for each variable with each of the factors after the rotation procedure.
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Table 4.3.
Rotated Component Matrix

Component
Variables 1 2 3
To have a difficult job, the performance of which gives them a
. _ _ 0,04 -0,11 0,77
feeling of pleasure from their achievements
To have the opportunity to improve their skills and acquire
: 0,72 -0,19 0,20
new skills
To have good working conditions (proper ventilation, lighting,
: : (prop I 0,73 0,23 -0,14
workspace)
To have considerable freedom in how to do your job,
0,09 0,67 0,21
To have the opportunity to implement your skills in work
: 0,07 0,20 0,63
entirely
To have a job that leaves enough free time for personal or
- 0,02 0,77 -0,09
family life,

Source: Constructed by the author

The table shows that the first factor includes statements:

» Have the opportunity to improve their skills and acquire new skills

* Have good working conditions (proper ventilation, lighting, workspace)

This motivation can be called "Survival” when work is valued for providing knowledge
and skills that can change it in the future, as well as working conditions that create minimal comfort
and a sense of security.

The second factor includes such variables as:

* Have considerable freedom in how to do your job.

 Have a job that leaves enough free time for personal or family life.

This factor can be called "Freedom and independence,” Such motivation implies that the
employee distributes his working time and determines how he should perform the work.
Minimizing external control and the ability to manage time are essential qualities of life for the
creative class.

The third factor consists of statements:

» Have a difficult job, the performance of which gives you a feeling of pleasure from
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achievements.

* Have the opportunity to fully implement skills at work

This motivation is associated primarily with the satisfaction of professional ambitions and
“Professional self-realization”. In the field of IT technology, high professionalism is closely
connected with a successful career, and a career implies prestigious and well-paid work.

Thus, during the factor analysis, first, the original number of variables (six) was reduced
to three. Secondly, the employee motivation, which are characteristic of modern IT professionals
in Latvia, has been identified and described. Thirdly, the value of each factor is calculated for each
respondent, i.e., the information was received to what extent a particular employee motivation is
typical for a specific respondent.

Since stimuli that lead to the increase in job performance of IT professionals are also latent
variables, their detection and estimation were also based on factor analysis conducted by the
method of principal components.

For this purpose, the question "Were their situations, when you worked, particularly well
and fast? What factors made you work more effectively than usual?" was included in the
questionnaire. This question suggested a choice of the following factors:

+ Great financial rewards

+ Interesting, and complicated creative task

« Achance for career growth

« Clarity and transparency of goals and desired result
» High importance and prestige of the task

« The respect of the team

» Approval of managers

 Crisis and understanding of responsibility

» Fear to be fired or lose the award

» Fear of disapproval by team and management

Factor analysis allowed selecting five factors that describe stimuli that make IT
professionals work more effectively,

The first factor is "Material Incentives,” It includes such indicators as:

+ Great financial rewards
« Achance for career growth

Thereby, stimuli can be viewed either as a lump sum reward or as a career growth
opportunity that also leads to the increase of financial prosperity.

The second factor consists of statements related to employees responsible for the results of

their work. This motivator can be named as "Personal Responsibility,” It includes the following
115



characteristics:
« Clarity and transparency of goals and desired result
+ Crisis and understanding of responsibility

Thus, it is possible to conclude that beside career growth and monetary stimulus,
productive work may result from a crisis when an employee understands how to solve it and he is
the only one who can solve it.

The third factor describes motivators for creative people. It includes the respect of the team
and career perspectives. Doing something better than others, doing something that cannot be done
by other team members is a significant motivator for those, who try to realize themselves
professionally. This motivator can be named “Career prospects”.

The fourth factor is "Opportunity for self-realization”. It includes such indicators as:

« Interesting, and complicated creative task
» High importance and prestige of the task

This motivator has no direct influence on a career, does not provide any material
advantages, but it does affect the professional ambition of IT professionals. That is why this
motivator is very effective in increasing the job performance of creative professionals.

Another motivator for higher job performance is fear to be fired or lose the award and fear
of disapproval by team and management. Even though this motivator is based on negative
emotions, it explains only 10% of the variance of factors that influence the growth in work

efficiency.

4.2. The methodology of using Age-Period-Cohort analysis to identify generational
differences in the motivation of IT professionals

In social studies, quite often, the question arises of how individual attitudes, values, and
motivations change throughout life. The answer to this question requires researchers to
simultaneously consider the impact of three different indicators that measure time: age (how old
people are at the time of the survey), period (the year in which the survey took place), and
generation (or cohort) (time at which a person was born and in which he socialized). Moreover,
individual biographies and individual characteristics are formed in a society where features such
as gender, race, socioeconomic status, have a different impact depending on age, generation, and
historical period. Therefore, studying the influence of these characteristics allows you to
understand social processes better and build more effective management models.

To determine the independent effects of age, cohort and period, Mason and his colleagues

proposed an Age-Period-Cohort Analysis (APC) model (Mason et al., 1973). Unfortunately, this
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model has one major drawback. The variables that it uses are interconnected linearly (for example,
cohort = period-age), i.e., all variables are correlated with each other. Thus, the APC model has
certain limitations, and to identify the effect of each variable separately, additional conditions must
be introduced into the APC model.

In this study, to overcome the limitations of the APC model, a technique was used that
allowed us to separate the independent effect of age. This technique is to create a variable that
measures the age position of the individual within the generation. For example, for an 18-year-old
who belongs to the 18-35 generation, the age variable is 1, and for a 35-year-old from the same
generation, the age variable is 18. This method was suggested by Rose and Mishler (Rose, Mishler,
2007). The technique simultaneously solves the problem of collinearity of variables and makes it
possible to maximize the potential influence of a generation and minimize the potential influence
of age. This technique will allow testing the hypothesis about the impact of the socialization
process on the formation of employee motivation. Without an understanding of this process, we
will not be able to understand how a new social class has emerged in Latvia with a new system of
labor motivation and a new professional culture.

For the correct interpretation of the results of the APC analysis, theoretical assumptions
explaining the influence of age and generational identity are fundamental. In the social sciences,
there are two kinds of theories that answer the question of how people internalize values and
behavioral norms that are not characteristic of the society in which they were born, brought up and
lived. These are cultural theories (culture theories) and institutional theories (Institution theories)
(Mishler, William, Richard Rose, 2007). Cultural theories emphasize the importance of early
socialization in the formation of values. Foloowing the logic of these theories, then you need to
recognize that people from birth assimilate the dominant values, attitudes, and norms of behavior
in society (Almond, Verba, 1963; Eckstein, 1966). Young people often indirectly and
unconsciously learn absolute values that take root in consciousness and change very slowly over
a long period, usually from one generation to another (Hahn, 1991; Kelly, 2005). When these
changes occur, the process begins, which Mannheim described as an "intergenerational
discontinuity" (Mannheim, 1952).

As well known, socialization is not the same in different social groups. There are significant
differences in the process of socialization related to gender, ethnicity, social status of the family
and other social factors (Dalton 1977, 1994; Finifter, Mickiewicz 1992). However, it is
generational differences that are often considered in cultural theories as to the most important
differences (Abramson, Inglehart 1992; Jennings, Niemi 1974).

Institutional theories, on the contrary, state that the values and behavioral norms of an adult

person are formed based on a critical assessment of the value systems existing in the society
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(March 1988; North 1990). The institutional theory believes that the attitudes and behavior of
people merely change and adapt throughout life. According to this theory, the experience of adult
life plays a more critical role in the formation of values than primary socialization. Moreover,
generational differences in the original values can be eliminated if people of different generations
get the same experience at the current moment (Demartini, 1985).

Cultural theories emphasize the particular importance of a generation as a unit of
socialization. There are two reasons for this. The first reason is historical. Each generation, despite
the general cultural context in the broad sense of the word, has its cultural aspects related to the
historical period. As a result, generations are socialized differently, even though it happens in the
same country. The second reason is associated with social and historical changes. Modernization
of society means that each subsequent generation is brought up literally in another world.
Generations have different standards of living, different sources of information, and different
possibilities.

Institutional theories proceed from the fact that historical events equally affect all
generations. For example, the Second World War influenced the experience of all generations and
not just the generation that was formed during or immediately after the war. The sexual revolution
of 1968 in the Western world changed the norms and values not only of the post-war generation,
but also of all the generations that lived at that time as well as perestroika and democratic reforms
affected all generations, and not just the generation that was born in the field of 1980.

Thus, from cultural theory, the employee motivation should differ depending on the
generation, and the influence of age should be insignificant. Institutional theories, on the contrary,
predict small differences between generations in the employee motivation. From institutional
theory, more significant differences should be expected not between generations, but between
people in one generation.

After the collapse of the Soviet Union, supporters of cultural theory assumed that it would
take decades for the citizens of the newly independent countries (including Latvia) to adopt new
norms and values, to form a new professional culture and m employee motivation. Adherents of
institutional theory believed that citizens of new states would quickly accept the social norms of
new institutions (Mishler, Rose, 2001). This study aims to verify the correctness of a particular
theory by examining the generational differences in the system of employee motivation. The study
will make it possible to understand whether belonging to a generation or the experience of growing
up has a stronger effect on the change in the employee motivation.

A crucial issue for building an APC model is the issue of singling out generations. There
are several approaches to the definition of the concept of generation (Arber, 2000). In this study,

we use an approach that distinguishes generations based on collective historical experience in
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which socialization took place. Thus, we have identified three generations for research.

Early Generation X: Generation 1961-1970 year of birth. In Latvia, as in most post-
communist countries and representatives of this generation were socialized during the Soviet
expansion. They witnessed the development of Soviet influence in Eastern Europe and the
increasing world influence of the USSR. According to Brown (1994), this period was the most
cynical in the history of communist countries. As a result, although the mechanism of state
socialization emphasized positive support for the regime, informal socialization often underlined
the importance of being able to defend oneself from the regime or exploit the system for one's
advantages (Marwick, 1998).

Transition generation: Generation 1971-1984 years of birth. In the countries of Eastern
and Central Europe, the members of this generation belong to the so-called transitional generation.
The older members of this generation grew up during the transition to democracy and market
reforms. They witnessed the collapse of communist regimes and rapid transformations. In Western
literature, representatives of this generation are often referred to as generation X (Erickson, 2010).

Generation Y or millennials: Generation after 1985 birth. The members of this generation
hardly remember the communist regime; the new regime has become the norm for them. It is
customary to treat this generation with a slight contempt: they are supposedly selfish, not serious,
do not break away from smart phones and do not know how to concentrate. They are not in a hurry
to grow up. Sociologist Kathleen Shaputis called them "the generation of Peter Pan." Their
financial situation is less stable than that of the previous generation since their maturation occurred

during the period of economic recession (Furlong, 2013).

4.3. Building regression models for connection values, emloyee motivation and stimuls
for job performance of IT professionals

An essential task of this study is to understand what the employee motivation on the new
creative class of Latvia depends and what the differences in the motivation are. Why IT
professionals and people belonging to the same social and professional group have different
indicators related to the employee motivations and stimuli of job performance. To solve this
problem in this study uses the method of multiple regressions. It is this method that allows
controlling the simultaneous influence of several independent variables on one dependent variable.

The multiple regression equation allows predicting the value of the dependent variable, i.e.,
it will enable you to create data. There are several vital assumptions for this model. The first
assumption is that there must be a linear relationship between the dependent variable and the
independent variables. The second is that the effect of the influence of several independent
variables is summed, i.e., is additive. The third assumption is that independent variables should

not correlate with each other.
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Each independent variable enters the model with its regression coefficient, which makes it
possible to predict the value of the dependent variable with minimal error since it is calculated
using the method of least squares (error squares). The partial regression coefficients in the multiple
regression models show what will be the magnitude of the impact of the corresponding
independent variable on the dependent variable while controlling the influence of other
independent variables. Regression coefficients have a dimension. They show how many units the
dependent variable will change to if the independent variable is increased by one unit of
measurement (while all other variables are monitored).

For this research to determine the similar effect of the independent variables in the multiple
regression equation, it is necessary to go to variables that do not have size. For this, a
standardization procedure is used in the regression analysis, to which all independent variables are
subjected. The standardization procedure consists of subtracting the average value obtained from
the sample from each variable value, and this difference is divided by the standard deviation.
Standardized multiple regression coefficients vary from —1.0 to +1.0. They retain their value when
the scale changes (for example, if age will be measured not in years, but months).

Standardized coefficients allow estimating how each independent variable affects the
prediction of the value of the dependent variable. To determine the expected values of the
dependent variable for individuals, it suffices to substitute the corresponding values of the
independent variables into the multiple regression equation and calculate the regression
coefficients.

Multiple regressions can also be used to predict average group values, for example, the
average values of Openness values for men of IT professionals in a particular age group. The only
difference, in this case, is the use of averages of the independent variables to substitute the multiple
regression equation. It is important to note that dichotomous variables with values 0 and 1 (for
example, gender) can be used as an independent variable for multiple regression. To include a
nominal variable in the equation, you need to create an appropriate number of new, "dummy"
variables, each of which will be encoded as 0 or 1 depending on the presence or absence of the
coded feature.

When interpreting the results of multiple regressions, standardized coefficients are used as
indicators of the influence of the corresponding variables. This interpretation is correct only within
specified limits. If some conditions are violated, the comparison of the absolute values of
standardized coefficients can lead to incorrect conclusions. The problem is that random
measurement errors influence the regression coefficients. The research is using unreliable
indicators which “shift" the regression coefficients to zero. In other words, more reliable indicators

give higher estimates of coefficients. To this end, in this study, mainly objective indicators, both
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social and demographic, will be used as independent variables.

Another problem that arises when interpreting regression coefficients is that the multiple
regression models do not involve the study of cause-and-effect relationships between independent
variables. The regression model does not distinguish between independent variables (constructed
based on hypotheses) and control variables, i.e., variables that are included in the model for
clarification. Therefore, in cases where the hypothesis tested in the course of the study admits
either the existence of relationships between independent variables or the presence of indirect
influences or the use of several indicators to calculate underlying factors, it is necessary to use
other statistical methods.

The goal of the motivation management model is to link together the values of IT
professionals, incentives for productive work, demographic characteristics (gender, age,
generation, and partner) with employee motivation. Building a motivational model will help to
understand how the values of professionals’ influence each of the identified incentives to work
effectively, and how each of the analyzed incentives affects people with different employee
motivation.

In order to solve this problem, seven regression models were built: 4 models for incentives
for productive work and three models for labor motivation. Thus, the dependent variables are the
values of the following factors obtained after the factor analysis.

Incentives for job performance:

» Opportunity for self-realization
« Career prospects

» Material incentives
 Personal responsibility

Employee motivation:

+ Acquisition of freedom and independence
 Professional implementation
+ Survival

The independent variables for building models, where the dependent variables are
incentives to more efficient work, are the seven fundamental values calculated for each respondent
according to the Schwartz method, and demographic characteristics (gender, age, and generation).

Independent variables for models with dependent variables in the form of motivations to
work have become incentives for more efficient work and the same demographic characteristics,

Demographic variables are customizable as follows:

Belonging to generation - 3 dummy variables

+ Early generation X, 1 - belongs to the generation, (Reference variable)
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 Traditional generation, 1 - belongs to the generation
+ Millennial generation, 1 - Belongs to the generation
Age is a variable that indicates the position of the respondent within the generation to which
he belongs.
Gender (dummy variable)
Male (1 - male respondent)
The presence of a partner (dummy variable)
Partner (1 - the respondent has a partner)
The table 4.4 and table 4.5. present the results of the regression analysis for incentives to
work effectively
Table 4.4.
Regression models for connection employee motivation and values of IT professionals (1)

Dependent variables: Opportunity for self-realization and Career prospects

Opportunity for self-

realization Career prospects

B p-value B p-value
Constant -0,025 (0,37) 0,71 -0,25 (0,14) 0,08
Security -0,075 (0,092) 0,30 | 0,34***(0,09) [ 0,00
Comfort -0,16*** (0,06) 0,00 | 0,14*** (0,06) 0,02
Independence -0,16 (0,88) 0,21 | 0,03*** (0,09) 0,01
Risk, Novelty -0,06 (0,091) 0,35 0,13 (0,09) 0,21
Hedonism -0,36*** (0,09) 0,00 | 0,02*** (0,09) 0,05
Progress, Power and money -0,11 (0,95) 0,74 0,28*** (0,1) 0,00
Universalism, Benevolence -0,14 (0,11) 0,17 0,19 (0,12) 0,11
Transition generation -0,07 (0,08) 0,25 0,046 (0,08) 0,54
Millennial generation -0,07 (0,09) 0,53 | 0,26*** (0,09) 0,00
Age 0,00 (0,01) 0,89 -0,01 (0,01) 0,45
Male -0,02 (0,07) 0,89 0,01 (0,07) 0,92
Partner 0,06 (0,08) 0,83 -0,06 (0,08) 0,40
R2 22% 29%

From the data presented in the table 4.4., it is clear that the incentive to work effectively in

*** means p-value <0,05

Source: Constructed by the author
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the form of the possibility of self-realization (solving complex and exciting tasks, prestigious work
that will increase authority in the team) does not work at all for people whose fundamental values
are connected with hedonism and comfortability. People who value traditions and are not inclined
to change, like to get pleasure, will not work effectively to solve a new, complex, and prestigious
task.

Other values do not affect this motivator. It means that people focused on achieving and
ensuring their security, people who aspire to independence and newness, are equally affected by
this motivator. It is evident that in this case, the result depends on how exciting the task is for them.

Demaographic characteristics in this model are also insignificant variables, which mean that
people of all three generations, regardless of their age and marital status, are equally likely to meet
people who are ready to work better and longer to solve complex problems, and those who are not
ready for it.

The results of the factor analysis show that the incentive associated with the possibility of
self-realization is the most common among IT professionals in Latvia. Indirectly, this is confirmed
by the results of interviews conducted with IT professionals.

The results of the regression analysis also show the universality of this motivator for the
effective work of the new creative class in Latvia. To a varying degree, this stimulus acts on
everyone except people who are afraid of change and hedonistic. Especially on hedonistic, since
the regression coefficient for this variable is much greater than for the variable "comfort".

The second model shows what determines the efficiency of using the incentive to work,
which is associated with career opportunities, i.e., with the approval of leadership and the fear of
criticism. The results of the regression analysis show that this motivator is especially useful for
people with high levels of safety values, comfort, autonomy, achievements and hedonism. People
who are prone to novelty and risk associated with it, people who want to take care of the
environment and other people are not ready to work better to please the authorities. Exceptionally
secure is the connection of this motivator with values that are focused on achieving power and
well-being and values of security.

Oddly enough, according to the study, such people are more common among the youngest
generation. In the interviews, respondents noted that in Latvia, it is quite challenging to find a job
for people without experience and excellent professional skills. This primarily refers to young
people who have not yet had time to acquire relevant professional experience. They value their
work, so safety values, i.e., stability and values associated with achieving well-being are more
characteristic of them than for professionals of older generations. That is why the desire to enjoy
the authorities and fear before the criticism of the authorities is a compelling incentive for them.

According to the data obtained in the interview, professionals with extensive experience
123



and high qualifications are in great demand in the Latvian market of IT professionals. Therefore,
they cannot be made to work more efficiently, frightening by anger on the part of the authorities
and possible criticism.
Table 4.5.
Regression models for connection employee motivation and values of IT professionals (2)

Dependent variables: Material incentives and Personal responsibility

Material incentives Personal responsibility
B p-value B p-value

Constant 0,13 (0,14) 0,35 -0,06 (0,14) 0,67
Security -0,21*** (0,09) | 0,03 0,1*** (0,01) 0,01
Comfort -0,06 (0,06) 0,29 0,15 (0,1) 0,30
Independence -0,37*** (0,09) 0,00 0,16 (0,06) 0,08
Risk, Novelty -0,13 (0,09) 0,06 0,19*** (0,09) 0,04
Hedonism -0,22*** (0,09) | 0,02 0,19 (0,08) 0,42
Progress, Power and money -0,28*** (0,1) 0,00 0,15 (0,04) 0,11
Universalism, Benevolence -0,25*** (0,12) 0,02 0,26 (0,12) 0,49
Transition generation 0,18 (0,08) 0,03 -0,07*** (0,01) 0,03
Millennial generation 0 ,3*** (0,09) 0,00 0,07*** (0,017) 0,05
Age -0,03*** (0,00) 0,00 -0,018 (0,01) 0,36
Male -0,13 (0,07) 0,06 -0,02 (0,07) 0,81
Partner 0,22*** (0,08) 0,01 0,08 (0,083) 0,35
R2 27% 31%

*** means p-value <0,05

Source: Constructed by the author

The third model (table 4.5.) analyzes the possibility of using material incentives to improve
the efficiency of IT professionals. The table shows that this incentive has a strong negative
relationship with almost all the intrinsic values. Neither people who enjoy pleasure, nor people
oriented toward achievement of power nor well-being, nor people seeking care for the world
around them, nor people who value independence, are willing to work more effectively for the
promise of material reward or for the promise of career advancement, which is also associated
with real incentives.

It is important to note that this conclusion applies to professionals of any age belonging to
any generation, regardless of gender and marital status. Regression analysis confirms the

information that was obtained during the interview, that material incentives are the most ineffective
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for IT professionals.

It does not mean that IT professionals in Latvia do not need money. It only says that IT
professionals are generally satisfied with their income, which they have often said in interviews.
For them, it is not so much the amount of salary that is important, like the fact that the salary allows
them to fulfill their needs and it is fair. Otherwise, IT professionals do not agree to work. If they
have any temporary needs, they, as a rule, have the possibility of additional earnings. If these needs
are permanent, then IT professionals change jobs. There is an opportunity for this in Latvia.
Therefore, offering IT professionals to work overtime for extra money is usually unwise and
inefficient.

The latter model analyzes the incentive to work effectively, which is based on the appeal
to the responsibility of professionals and on the fear of dismissal, which can be regarded as an
appeal to the obligation to the family. This incentive works well in a situation of managing people
who have well developed fundamental values related to safety.

This model also shows that the appeal to responsibility and the fear of dismissal work very
poorly with the middle generation (1971-1984), and the older the person in this generation, the
lower the effectiveness of this stimulus. It works relatively well with representatives of the younger
generation, but with age, the efficacy of this stimulus decreases even in this generation.

Having a partner, on the contrary, makes the incentive associated with responsibility more

effective. The presence of a partner imposes additional obligations that are difficult to refuse.
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Fig. 4.2. Model linking value settings and employee motivation of IT professionals

Source: Constructed by the author
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The model linking value settings and employee motivation of IT professionals
demonstrates the existing generational differences in terms of which factors stimulate people work
better. For the representatives of traditional generation (born 1964-1971) material stimuli are
significant. At the same time material motives are negatively connected with such values as safety,
independence, hedonism and universalism. Consequently, material motives are not common for
not only people sharing post materialistic values, but they also have no influence on people
belonging to generation Y and early generation X.

Personal responsibility has more influence on the representatives of the generation born in
1964-1971 (early generation X). This might be explained by the socialization in the soviet period.
This motive is shaped among people with high level of safety values. It is possible to assume that
people of the older generation feel themselves more nettled in the contemporary labor market
comparing to the representatives of younger ones. Therefore, the values of safety are dominant for
them, and the motive connected with responsibility can influence effectively.

Younger generation (generation Y) is ready to work more productively for career
development and perspective. This motive is almost universal for people sharing various values
except people with altruistic values.

It is significant to notice that the difference in motives to productive work is connected
with belonging to definite generation in the first place, not with the age itself. The only common
for the people of older age factor is responsibility. This fact demonstrates that value orientations
are being formed in the process of socialization and not much transformed during lifetime. That
is why motives for effective work are stable and change very slowly. Therefore, for every
generation of IT professional in Latvia, there needs to be created its own management system of
motivation for increasing job performance. This system or strategy needs to consider value
orientations of the specialist and his belongingness to definite generation in the first place. It is
significant to underline that the generation, not the age matters.

The table 4.6. presents the results of the regression analysis, where the dependent variables
are the employee motivation.

The first model (table 4.6.) demonstrates that the possibility of self-realization is the only
strong incentive for IT professionals, who choose work that provides the freedom to make
decisions and leaves time for personal life. This motivation is typical for employees, who do not
have regular partners, since having a partner significantly reduces the significance of this

motivation.
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Table 4.6.
Regression models for management of employee motivation (1)

Dependent variable: Freedom and independence

Freedom and independence
Variables B P-value
Constant 0,27*** (0,01) 0,00
The possibility for self-realization 0,16*** (0,03) 0,00
Job performance stimulus
Career prospects -0,02 (0,03) 0,64
Financial incentives 0,05 (0,03) 0,12
Personal responsibility 0,05 (0,03) 0,06
Demographic characteristics

Transition generation -0,09 (0,08) 0,28
Millennial generation -0,03 (0,78) 0,78
Age -0,02 (0,09) 0,06
Male 0,06 (0,07) 0,56
Partner -0,22*** (0,08) 0,01
R2 39%

*** means p-value <0,05

Source: Constructed by the author
The lack of connection of this motivation with belonging to a generation, age, and gender,

suggests that at any age and in any generation, there are about the same number of people, and
women are about the same tendencies to freedom and independence as men.

The absence of gender differences in all models is an important and interesting result; it
confirms that among IT professionals, there are no gender differences associated with labor
motivation and labor efficiency incentives. An analysis of the interviews revealed the fact that the
hierarchy among IT professionals is based on their level of professionalism. Respondents said that
they could even get a job without special education, if the applicant demonstrates good
professional skills. All this creates a meritocratic environment in which there is a place for gender
equality.

The second model (table 4.7.) shows, which incentives affect, people, for whom the ability
to realize their abilities is important in their work and the need to enjoy work. As can be seen from
the table, this motivation has a positive relationship with three motivators. Thus, ambitious people
are well influenced by the challenges associated with solving interesting problems, and the
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approval of the authorities, and material rewards. Only the fear of dismissal cannot motivate people

with ambitions.

Table 4.7.
Regression models for management of employee motivation (2)
Dependent variables: Professional realization and Survival
Professional realization Survival
B P-value B P-value
Constant -0,03 (0,97) 0,97 0-,07 (0,11) 0,74

Job performance stimulus
The possibility for self-realization | 0,03*** (0,01) 0,00 0,11*** 0,03) 0,01

Career prospects 0,03*** (0,003 0,03 | 0,07*** (0,00) 0,02
Financial incentives 0,03*** (0,00) 0,05 ,02 (0,03) 0,5
Personal responsibility 0,03 (0,02) 0,51 0,04 (0,03) 0,14

Demographic characteristics

Transition generation -0,12 (0,08) 0,08 | 0,16*** (0,01) 0,04
Millennial generation -0,19*** (0,05) 0,05 | 0,37***(0,09) 0,00
Age 0,01 (0,01) 0,14 -0,01 (0,09) 0,10
Male 0,00 (0,07) 0,58 0,02 (0,01) 0,86
Partner 0,03 (0,08) 0,34 -0,10 (0,08) 0,25
R2 42% 45%

*** means p-value <0,05

Source: Constructed by the author
The results of the study show that such a employee motivation is least characteristic of the

youngest generation, no matter how old people of this generation are. It is possible that many
young, ambitious IT professionals have left Latvia for other countries or are engaged in another
profession.

The employee motivation, which can be called "Survival”, is because people choose jobs
that provide good physical working conditions and allow them to acquire new skills. Such work
attracts not the most qualified people, which is why we called this motivation "Survival".

As model 4 shows, such people are effectively influenced by the stimulus associated with
the opportunity to participate in solving complex problems, as it gives a chance to learn something
new, establish professional contacts, increase their authority, and a stimulus for fear of superiors.

Such motivation is more typical for people of the younger and middle generation. People

from the older generation, even if they are not professional enough, are not likely to make great
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efforts to change.

A significant result of these models is that the incentive for efficiency to work, which is
associated with solving interesting and prestigious tasks, is universal for IT professionals with any
employee motivation, regardless of any demographic characteristics. At the same time, material
incentive motivates only ambitious people, and the fear of dismissal and calls for responsibility
generally does not motivate anyone.

All these results, once again, show that IT professionals in Latvia are a special professional

group and cannot be administrated using traditional management methods.
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Fig. 4.3 The employee motivation model for improving job performance for IT
professionals
Source: Constructed by the author

The Figure 4.3. demonstrates the model, which explains how motives for increasing job
performance influence employee motivation for IT professionals belonging to different
generations. This model demonstrates that there is one universal motive for increasing job
performance among representatives of all generations of IT professionals in Latvia. These
professionals, belonging to different generations, work particularly in order to have freedom and
independence. On top of that, for all the generations, opportunity for self-realization is significant
as well.

However, for the youngest and oldest generations motivation that is more significant is
survival. Obviously, this motivation has different nature for both of these generations. For young
generation this motivation is connected with the fact that they do not feel themselves much
confident as professionals yet and have many outstanding material needs.
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For the older generation the motivation connected with survival can be mostly explained
by the fact that representatives of this generation more and more often become behind in
competitive race with representatives of the younger generations.

It is worth to mention that not material payout but career opportunities have become more
significant motivation option. This underlines once again that IT professionals are mostly satisfied
with their salary. Vulnerability is more connected with position on the labor market, with existing
competition not with the lack of material bonuses.

For the representatives of the middle generation professional realization is significant
motivation, it is tightly connected with freedom and independence. At the same time, material
payouts in this case become significant motive as well as a certain marker of professionalism.

In such a way, it is significant to consider the following point for successful management
of IT professionals:

All IT professionals work to any extent to have freedom and independence in their lives.
This is absolute value for this professional community.

The youngest and the oldest representatives of IT professionals have additional motivation
connected with survival, meaning more stable position in the labor market.

Middle generation is not afraid to lose job of have not means of subsistence.
Representatives of this generation are more interested in professional growth than in career growth,
as they understand that success of their career depends on the level of their professionalism.

Any system of increasing of job performance has to include the opportunity for self-
realization and such motive works for IT professionals with any motivation.

Young people and people of middle age will work better if they are informed about
perspectives of further development.

Representatives of the middle generation of Latvian IT professionals will work better if
they are motivated not only with promotion but with salary growth as it is a proof of professional
success in this case.

People with high level of altruistic values are effectively motivated with the help of
thematic projects they work on. While people with values connected with changes are better
motivated with ambitious, technically complicated tasks, which require outstanding solutions.

Managers have to consider professional position of IT professionals they recruited or plan
to recruit when creating the motivation strategy for them. Highly professional and highly qualified
IT professionals do not need additional stimulation. They work as effectively as they can on regular
basis.

Technical professionals will perform better, faster and longer if the will take their material

profit as a reward for more productive work.
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Creative specialists (biggest part of creative class) requires more complex management
system and motivation model. This model needs to consider belongingness to certain generation
(not age of professional), value orientations and employee motivation. For middle generation
professional realization is necessary, for younger and older one’s stability on the labor market is
significant while for all of the representative’s freedom and independence are significant factors
as well.

In any situation, very significant motive to increase job performance is opportunity to gain
new knowledge and skills, self-realization and pleasure and satisfaction from work and its results.

The results of the research demonstrate that it is hard to manage creative class, it is a
challenge, but an interesting and perspective challenge which might bring positive effect to
business.

It is worth to mention that the results of factor analysis show that self-realization motive is
the most widespread among Latvian IT professionals.

The results of regression analysis also demonstrate universality of this motive for
productive work of creative IT professionals in Latvia. This motive influences all groups to a
certain extent except hedonists and people, who are afraid of changes.

Semi-structured interviews with IT professionals in the framework if this research also
show that material motivation is not effective in the situation when there is a need in creating new
innovative product, finding solution of complicates task and solving program issues. Material
motivation works only in the case of routine work, which can have place in the job of IT
professional.

According to the results of the research, usage of material stimulation had negative
influence on job performance of IT professionals. This can be explained with the fact that the
targeted group of the research is interested in the satisfaction of three upper need groups according
to Maslow more, than in material aspect, as salary in this group is high enough “by default”. This
above can be applied to professionals of any age group and generation, any gender and marital
status. In such a way, material stimulation is the most ineffective for IT professionals because of
their “oversaturation”.

The research done proves that self-realization has become only effective motive for
employees, choosing job, which allows independence in decision-making and allows time for
personal life. It is worth to mention, that this type of motivation is common for single people, as
existence of permanent partner lowers the significance of this motive. It does not have any link
with gender, age or generation and underlines that in any age and in any generation, there is a
certain amount of such employees and females share same need for freedom and independence as

males.
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The motive of opportunity of self-realization (solving complex and interesting tasks,
prestigious job which increases authority in the team) does not work for employees, whose values
are have hedonistic character. Employees, who value traditions are not into changes, they like
getting satisfaction from their current position and perks and will not take the challenge of new
complex task.

The above concludes that Maslow’s pyramid can be used only partly for certain groups as
a motivation model.

Based on the McClelland theory people are common with three types of needs: power,
success and involvement. The need of power comes to influence on other people, the need of
success is satisfied through the process of successfully finishing the task. These two needs
correspond with the self-realization needs in Maslow’s theory.

In the research the motivation element “Survival” has been determined. It is explained with
the choice of position, which offers decent labor conditions and allows gaining new skills. This
type attracts “new comers”, not experience IT professionals. These people are influenced by the
opportunity to take part in complex problem-solving process, as this gives an opportunity to gain
new knowledge and skills, establish new professional contacts. This corresponds directly to
satisfaction of self-expression according to Maslow and need for success according to McClelland.
This is common for employees belonging to younger and middle generation than the older ones,
as they are not into putting much effort to change.

Motivation based on the need of involvement by McClelland corresponds with the
motivation based on need of socialization by Maslow. These people are interested in good friendly
working team, positive relationship and friendly atmosphere. Such employees are attracted to job,
which offers good socialization opportunities. This is common to older generation representatives,
who are proud that they were ones of the first IT professionals and took part in every IT
development stage.

Therefore, theory of needs by McClelland can be used for building up motivation model
for those IT professionals from the point of view of satisfaction of all the three groups of needs.
At the same time the need for power will be more common for younger group, need for success
for all the groups and need for involvement for older generation. This motive is tightly connected
with career opportunities, with the acceptance of management and fear of disapproval. Resulta of
the research demonstrate that this motive is effective for employees with high levels of safety,
comfort, independence and hedonism.

According to Two-factor theory by Herzberg, the needs are split into two groups: “hygiene”
and “motivator” factors. Hygiene factors are linked with environment, where job is done, and

motivation with the type and essence of the job. According to Herzberg at the absence or lack of
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existing hygiene factors, employee is dissatisfied with the work. However, if the hygiene factors
are present to definite extent, they do not cause satisfaction by default and cannot motivate
employee to anything. In difference, not adequate motivation or lack of it do not lead to work
dissatisfaction. But their presence causes the employee satisfaction to the full scale and motivates
for productive work

Therefore, Herzberg theory can be used for building up motivation model as a factor
absorbing or increasing level of motivation. It is worth to mention that despite making a huge
contribution in the managerial understanding of the motivation process, his theory does not
consider many variables, defining cases, as results receive by Herzberg were, to some extent, the
results of how he formulated the questions. Later it became obvious for the researchers that in
order to explain motivation mechanisms it is necessary to consider more aspects which lead to
creation of processual motivation theories, which analyze how the person makes efforts for
achieving goals and choses definite way of behavior.

There are three basic processual theories of motivation: expectancy theory by Vroom,
theory of justice by Adams and Porter-Lawler model.

The expectancy theory is based on the statement that the existence of the certain active
need is not the only needed condition of motivation for reaching one’s goal. There has to be the
thought that certain actions will lead towards its achievement. The person can consider
expectations as evaluation of the possibility of certain event. When analyzing motivation, the
theory of expectations underlines the significance of three connections: labor inputs-results;
results-reward and valence. Expectations in labor inputs — results are correlation between inputs
and results. If employees understand that there is no direct connection between inputs and results,
motivation will be weakened. The third factor, valence, means value of reward. It is assumed level
of satisfaction or dissatisfaction, which appears after receiving certain reward. AS various
employees have various needs and requirements for desired rewards, certain one might not have
any value at all. If any of three factors have lower value, the motivation wll be weak and results
will be unsatisfactory.

Theory of Justice is very significant for the research as it explains how employees spread
and direct their efforts towards achievement of certain goals. According to this theory, employees
subjectively determine relation of received reward to efforts they made and then compare it with
the rewards of others doing the same job. If the results demonstrate negative results comparing to
other employee, the targeted professional need to be motivated additionally and the misbalance
needs to be fixed. Main conclusion of theory of justice for practical use if that until employees
have no decent level of rewards, they will be trying to lower the intensity of working process.

While evaluating justice is comparative, not absolute. But it needs to be taken into account that IT
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professionals, being able to get more information using digital sources, are able to compare, follow
and react on rewards and packages of motivation tools offered on the labor market. This theory
can be used for focusing on personalized targeted approach when needed.

According to Porter-Lawler model the achieved results depend on efforts employee
undertakes, abilities and special traits as well as acknowledgement of the employee’s own position.
The extent of the effort will be determined with the value of reward and level of confidence that
these efforts will bring the reward. Moreover, Porter-Lawler theory sets the correlation between
reward and result, meaning that the employee satisfies the needs by means of rewards for achieved
results.

One of the most significant conclusions Porter and Lawler made is that resultative job leads
to satisfaction. According of the research done in the framework of the thesis Porter-Lawler model
can be used for building up motivation model for IT professionals as it correlates with onle f the
basic motivation elements, created in this research — the need of achievement

Based on the above, it is possible to make conclusion that it is impossible to use one of the
universal existing models while managing IT professionals in Latvia. This model needs to be a
combination of all the models and be notable for universality while certain elements should differ
as the research demonstrated that there are several groups, which differ in professional position,
gender, generation etc. This model needs to link employee motivation, job performance and
attitude.

The individual approach is a key to success in management of motivation of IT
professionals and the constructed model can help in finding optimal combination of motivators for
specific IT professional or professionals’ group, using their characteristics, type of the tasks they
are performing, needs of the company and possibilities company can offer. The following chapter
is dedicated to model validation which was done with the help of series of semi structured
interviews with managers, who work with IT professionals and IT professionals themselves.

The following chapter is dedicated to model validation which was done with the help of
series of semi structured interviews with managers, who work with IT professionals and IT

professionals themselves.
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5. VALIDATION OF THE EMPLOYEE MOTIVATION MODEL FOR
IMPROVING JOB PERFORMANCE FOR IT PROFESSIONALS IN LATVIA

Valid research is a researched planned in the way to avoid alternative explanation of the
results. There are several conditions, which set cause-consequence link between phenomenon and
provide validity of the results. They are chronological validity, internal validity, external validity
and validity of statistical inference (D. Campbell). Chronological validity is based on the fact that
the phenomenon reviewed as a reason is happening before the phenomenon of consequence.
Construct validity is provided by the theory, explaining connection between causes. Internal
validity is based on the absence of alternative explanation of the determined dependences. Validity
of statistical inference is tied with the proof of the statistical dependency between variables.
External validity is an opportunity to summarize results.

In this research construct validity presence is provided by the use of motivation theories,
which explain which factors can motivate to work, which factors actually motivate to work and
which factors have to motivate to work as well as how all these factors are connected with
demographic characteristics and professionals’ position. Chronological and internal validity on
this case are obvious. External validity meaning an opportunity to spread the results is provided
by the representative sample and statistical significance of the regression coefficients in the model.
In such a way, in order to validate the model, it is necessary to prove validity of statistical inference
as the rest types of validity are provided with research design. Validity of statistical inference was
gained with the help of two approaches. Firstly, one more representative online survey was made
among IT professionals, recruiting respondents using the same methodology as initial research.
Secondly, the series of expert interviews with top management of the organizations, where IT

professionals are employees, where managers evaluated relevance of created model.

5.1. Validation of the employee motivation model for improving job performance for
IT professionals by means of online survey of IT professionals

The goal of one more online survey in this research is to confirm and validate the structure
of employee motivation and motivators to increasing job performance, and statistically check links
between types of employee motivation and motivator for productive work. Statistical proximity of
the results gained during paired sampling provides their statistical validity.

In order to perform the online survey for validation of the research acquired model there
were sent 1215 survey invitations targeting IT professionals, 375 IT professionals clicked on the
survey invitation, 25 were removed as “straight liners”, rushing through the survey and filling in

all questions at one pattern, 350 valid questionnaires were gathered. The online survey panel was
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used for these purposes. Respondents were rewarded for their time after quality check was
performed. The data collection took place in August 2019. Measurement error for such sample
size is 5%. Male sample is 77%, and female — 23%. Considering measurement error this result
matches gender breakdown in initial survey. Age spread can be seen on the Figure 5.1. The results
demonstrate that age distribution also statistically match the results of initial survey, as the
difference is not higher than measurement error. In such a way, the results of the survey confirm

that the sampling is representative in both cases.

40%
34%

35% 33%
30%
26%
25%
20%
15%
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17-24 25-34 35-45 45+
Millennials Millennials Transition generation Early generation X

Fig. 5.1. Age distribution in resampling,
Source: Constructed by the author
Factor analysis was used to determine the structure of employee motivation and motivators
for increasing job performance. To validate the results with the same goal the method of
multidimensional scaling was used. This method as well as factor analysis allows determining and
measuring latent variables.
In order to study the motivation structure with the help of method of multidimensional
scaling, the following statements were included in the questionnaire:
1. Itis significant for me that my job allows me improving my qualification and gaining
new skills.
2. 1 will never work at the place, where | am unable to decide myself of how to perform my
job.
. I'value my job a lot and | am afraid to lose it.

3

4. | consciously was looking for the job, which gives career perspectives.

5. I'am not very satisfied with my salary, but this job offers good career perspectives.
6

. I'have a good job, but if I am offered better salary, | will accept this offer.
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scale:

N o o a s~ w Db oE

I am ready to lose a bit of my income for the sake of having an opportunity to determine
my working schedule.

I am not very satisfied with my salary, but this job gives me useful experience,
knowledge and skills.

The respondents had to evaluate to which extent they agree to the statement using the

Completely not true

In most cases not true

More not true than true

Neutral attitude

More true than not true

Mostly true

Completely true

In order to study motivators for increasing job performance the following statements were

offered:

1.

When | take part in interesting project, | forget working time schedule and | am ready to
work as much as needed.

I am ready to work overtime and without days off when I am paid well.

. Real professional will never let the team down and will do the job well and in time. Even

if it takes extra personal time.
It is significant for IT professional to have unique skills. In order to gain good
experience, take part in an interesting project, solve complex tasks he is ready to work

overtime without any additional material reward.

. Opportunity for career growth is a significant motivator for IT professionals in order to

work more intensively and with better quality.

In order to motivate IT professional to perform better it is enough to explain the goals,
tasks and the significance of the job.

IT professionals do not need additional motivation, all IT professionals work in stable
way as good as they can.

The most effective way to increase job performance of IT professionals is to offer a
material bonus for faster and qualitative job.

Multidimensional scaling is an alternative to factor analysis because it allows minimizing

number of variables and analyses the structure of data. With the help of multidimensional scaling,

it is possible to build up indexes, which describe and measure latent variables based on closeness

of respondents’ opinions to the definite statement. The multidimensional scaling performed in the
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framework of this research allowed to determine closeness of following statements to employee
motivation:
1. I have a good job but if | am offered higher salary, | will accept this offer.
2. | value my job and I am afraid to lose it.
These statements characterize employee motivation which can be names as “Survival”.
The second index can be characterized by the following statements:
1. I 'am ready to lose a bit of my income for the sake of having an opportunity to determine
my working schedule.
2. 1 will never work at the place, where | am unable to decide myself of how to perform my
job.
These statements determine employee motivation, which is close to motivation “Freedom
and independence”.
The third index united statements:
1. Itis significant for me that my job allows me improving my qualification and gaining
new skills.
2. | am not very satisfied with my salary, but this job gives me useful experience,
knowledge and skills.
These statements can be characterized as employee motivation called “Professional
realization”.
In such a way, during validation survey the author used another method and indicators for
studying employee motivation. However, the results are the same as initial research gave.
The method of multidimensional scaling in terms of increasing job performance allowed
to structure gained data in the following order. The first index united following statements:
1. The best way to increase job performance of IT professional is to offer material
reward for better and qualitative done job.
2. |1 am ready to work overtime and without any day off if I am paid well for that.
These statements demonstrate that part f IT professionals can be motivated to more
productive work with the help of “Material motivators”.
The second group of familiar values is following:
1. When | take part in interesting project, | forget working time schedule and | am ready to
work as much as needed.
2. Itis significant for IT professional to have unique skills. In order to gain good experience,
take part in an interesting project; solve complex tasks he is ready to work overtime
without any additional material reward.

3. IT professionals do not need additional motivation, all IT professionals work in stable
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way as good as they can.

This index can be called “Opportunity for self-realization”.

The third index, which describes possible motivators for more productive work can be
called “Responsibility” and it includes following statements:

1. Real professional will never let the team down and will do the job well and in time. Even
if it takes extra personal time.

2. In order to motivate IT professional to perform better it is enough to explain the goals,
tasks and the significance of the job.

And the fourth index, describing motivator for increasing job performance, is connected
with “Career ambitions” and includes statements:

1. Opportunity for career growth is a significant motivator for IT professionals in order to
work more intensively and with better quality.
2. | am not very satisfied with my salary, but this job offers good career perspectives.

In such a way, with the help of multidimensional scaling during the validation survey
following indexes, which demonstrate motivators for increasing job performance, were created
and counted: Material motivators, Opportunity for self-realization, Responsibility and Career
perspectives.

These motivators correspond with the motivations from initial research. As a result, the
usage of alternative method for measuring employee motivation and motivators for increasing job
performance allowed to validate structure gained from the initial research.

The next step in the validation was the check of the differences between mean values of
indexes, which were gathered with the help of factor analysis in the research, and the mean values
of indexes, which were gathered during the validation survey with the help of multidimensional
scaling. For solving this task, the t-test of paired sample was chosen. Table 5.1.demonstrates the
test results for every pair of indexes, characterizing employee motivation and motivators for

increasing job performance.
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Paired T-test

Table 5.1.

Index pairs Mean Value Standard t Significance
error
Motivations to work

Survival (research) — Survival 0,002 0,04 0,0015 0,67
(validation)
Freedom and independence (research) — 0,004 0,01 0,0000 0,59
Freedom and independence (validation)
Professional realization (research) — 0,002 0,02 0,0020 0,78
Professional realization (validation)

Labor efficiency stimulus
Financial incentives (research) — 0,000 0,04 0,0008 0,63
Financial incentives (validation)
The possibility for self-realization 0,002 0,05 0,0023 0,89
(research) — The possibility for self-
realization (validation)
Personal responsibility (research) — 0,001 0,02 0,0009 0,85
Personal responsibility (validation)
Career prospects (research) — Career 0,003 0,06 0,0017 0,74

prospects (validation)

Source: Constructed by the author

Paired T-test results demonstrate that the differences between mean value of indexes,

created in the research, and mean values of indexes, created in the validation survey, are not

significant. In such a way, the results of the validation survey confirm not only the sense of indexes,

created for the study of employee motivation and motivators for increasing job performance, but

numeric values of these indexes.

To reach the complete validation of the employee motivation model for improving job

performance for IT professionals the only left to validate is the links between variables included

in the model. If the tested model is correct, the model built on the results from the validation

sampling will demonstrate the significance of links between same variables as the research-based

model. The multiple regression analysis was done for solving this task. Results can be seen in the

Table 5.2.
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Table 5.2.

Regression models for management of employee motivation for resampling

Freedom and Professional Survival
independence realization
B P- B P- B P-
Variables value value value
Constant 0,00 (0,04) 0,06 | -0,03(0,87) 0,89 -0,06 (0,11) 0,87
Job performance stimulus
The possibility for | 0,17*** (0,02) | 0,00 | 0,03***(0,01) | 0,00 | 0,12***(0,0) | 0,02
self-realization
Career prospects -0,01 (0,04) 0,66 | 0,03***(0,00) | 0,04 | 0,08***(0,0) | 0,02
Financial 0,04 (0,03) 0,12 | 0,03***(0,00) | 0,05 0,02(0,06) 0,51
incentives
Personal 0,05(0,03) 0,07 0,03(0,03) 0,52 0,04(0,01) 0,15
responsibility
Demographic characteristics
Transition -0,04 (0,09) 0,35 | -0,12(0,08) 0,08 | 0,17***0,01) | 0,04
generation
Millennial -0,03(0,88) 0,77 -0,19*** 0,05 | 0,39***(0,01) | 0,00
generation (0,06)
Age -0,01 0,07 0,01(0,01) 0,15 -0,01(0,09) 0,12
(0,09)
Male 0,06 0,58 0,01 (0,07) 0,61 0,02 (0,04) 0,88
(0,08)
Partner -0,26*** 0,01 0,03 0,44 -0,13 (0,12) 0,31
(0,07) (0,09)
R2 25% 31% 30%

*** means p-value <0, 05
Source: Constructed by the author

The results of regression analysis demonstrate that the latest validation sample shows same

links as initial sample created for the research. Coefficients of determination in this case are lower

than in the tested model, which can be explained by smaller sample size. In such a way, the model,

demonstrated in the table 5.2. and visualized on the Figure 5.1. is completely valid from point of
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view of validity of statistical conclusion.

One of the research limitations is the fact that the conclusions are done based on the
empirical data gathered from the IT professionals. For the triangulation of the results the series of
expert interviews with managers, working in organizations, connected with IT, managing IT

professionals, in order to observe motivation issue of IT professionals from another point of view.

5.2. Validation of the employee motivation model for improving job performance for
IT professionals by means of expert interviews

Middle and top-level managers from the organizations, which employ IT professionals,
were attracted as an expert in series of semi-structured expert interviews. In total 12 expert
interviews were made.

During the interview experts shared their opinion on the following topics:

e What can be foreseen as motivation to for IT professionals from their point of view.

e Significance of material motivators for increasing job performance among IT
professionals.

e Which motivators for increasing job performance are the most effective in managing IT
professionals from the expert point of view.

e How demographic characteristics influence management of IT professionals.

e Which links exist between employee motivation, motivators for increasing job

performance and demographic characteristics of the employees.

Validation of motivation structure of IT professionals.

As the first significant result of the expert interview it is worth to mention common expert
opinion that in Latvia IT professionals find themselves in a privileged position, because they have
good opportunities not only to find the job on their specialization but also a job, which corresponds
with their expectations, satisfies their need and develops their skills.

«Demand on IT professionals is much higher than the number of existing professionals.
Therefore, they always have an opportunity to find the job, even better paid than their skills cost
for today».

«IT professionals nowadays are demanded to greatest extent. It is not enough resources to
retain them at the working place».

The above citations demonstrate that the demand on IT professionals is much higher on the
labor market than the supply. Professionals in this field can require the salary, which is higher that
their skills can offer. Therefore, attracting IT professionals and their retention is not a simple task

to perform for the managers. During the interview, the managers underlined that sometimes
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freelancers can earn more that the professionals working full-time, and this fact requires
organizations pay more for hiring good professionals than they expected.

On top of that, organizations often become dependent on IT professional, because it is hard
to employ a new one, who can manage the developed programs and solutions, if the old one is
fired.

«Some organizations ... find themselves in some kind of a trap, dependence on the IT
professional. Moreover, if this professional is fired, digital solution can become out of service.
Finding another professional, who can understand this coding, is much more complicatedy.

In such a way, managing IT professionals is complicated task for the company
management. As a rule, managers understand: in order to make IT professionals agree on a job in
their company, to make him not looking for a new job, they need to offer and create definite
comfort conditions for IT professionals. Success in solving this task is in the adequate
understanding of specificity of IT professionals’ work.

«They are people, who need exactly set goals. Meaning concrete goal setting and task
setting. If it is something blurred, he completely does not understand what he has to do. This is
one of the peculiarities».

«IT direction is attitude to life. Exact completion of tasks, exact evaluation of results. Here
we talk exact task —exact result. It is either gained or not. Accordingly, IT professionals themselves
either get the results or leave the business and never come backy.

«You have to manage interpersonal relationships and motivational tasks. Create conditions
for retaining professional at his working place. Because the main difference here is that if the
employee develops his skills, at some point his job can become not interesting or the salary can
stop motivating him enough to soften his psychological compromise between the reward he gets
and job he gets sick of».

It is visible that significant motivator for IT professionals is interest in the job and
satisfaction form the results. Many experts during the interview mentioned that it is necessary to
maintain interests to the tasks to be solved, that it is necessary to monitor that the job does not turn
into routine for IT professionals. In addition, of course salary is important. This is not negotiable,
asarule.

On top of that experts underlined that good interpersonal relationship in a team, opportunity
to gain new skills are significant for IT professionals, that they are not ready to bear any
discomfort.

«In most cases IT professionals are people with critical thinking. They need to expose their
creative engineer thinking. ... There is an opinion, that IT professionals do not like people or they

are self-contained. In most cases, it is not true. They are self-contained but only when they are
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dissatisfied with their interpersonal relationships».

«IT professionals always need to study something new. Everything changes so fast. They
need new tasks».

Talking about peculiarities of labor organization for IT professionals, experts outlined
flexible working schedule as one of the must conditions.

«We allow them to work any time which is highest productive for them. Someone works at
night, someone during the day or in the morning. It is not important to the story when talking about
their schedule. Even their working place is not significant. If it is comfortable for them to work on
a beach, so let it be. The main thing is that the job has to be done in a timely manner and in a good
qualityy.

It is significant to mention, that freedom of IT professionals creates additional
complications in management work, but they are ready to face these difficulties in order to
motivate IT professionals they work with.

«Sometimes because if different time schedules it is pretty sensitive. Sometimes because of
flexible working schedule, they can leave when I need them. And nothing can be done here. I have
to solve it somehow myself».

It is visible from the interviews that despite the fact that managers take higher position in
the hierarchy of the organization, they correct their schedule in order to create better conditions
for IT professionals. This one more time proves that IT professionals take prestigious well-
demanded position.

In such a way, expects determined three basic motivations to work for IR professionals:

e Opportunity to solve complex interesting tasks. This motivation by its content corresponds
with professionals’ self-realization, which was determined during the initial research.

e Opportunity to determine own working schedule and place from where to work. This
motivation corresponds with motivation determined in the initial research as “Freedom and
Independence”.

e Material rewards, psychological comfort and stability. This motivation can be called
“Survival” which was also determined in the initial research.

Results of the expert interviews confirmed and validated the structure of motivation of IT
professionals. The next task of the expert interviews was study of motivators for increasing job

performance for IT professionals.

Validation of the system of motivators for increasing job performance for managing IT

professionals.

During the series of expert interviews, the research of this topic was divided into two parts.
144




In the first part, experts were asked how they personally solve the task of increasing job
performance among IT professionals and how they evaluate motivators which were determined
during the work on the thesis, working with IT professionals.

Answering the direct question of what they do in the situation when they need IT
professional to work more productively, the following statements were received:

«I promise double pay».

«All the available methods in my company for me — rewards as a bonus, hours or days off
for participation of the employee in additional work on top of his usual tasks».

«.. there is a need to find out one'’s personal needs. What does one work for? For money or
for upgrading own skills, become more professional? Or maybe it is more important for one to
work on some interesting project, or some other reasons? We need to communicate all the time
and find out what one needs and fulfil these needs accordingly».

«I made a progressive scale of payout for the employees. It means, the more hours one
works, the higher percent of payout for the hour he gets. Let’s assume, there are people who are

good with 70 hours a month, but some are ready to take 200».

Above citations demonstrate that the experts determine only two motivators: material
motivator and opportunity for self-realization. What is more, material motivators are connected
with both direct payment (bonus, double salary) and indirect payments (progressive payment,
additional leave). According to the results of the expert survey, material motivators are used in the
situations where, firstly, a company can afford it, and secondly, when it is necessary to motivate a
young and not the highest paid employee.

Appeals to the professional ambition of employees, attempts to interest them with a
difficult task and ability to show all their professional abilities and ambitions are used by managers
when it comes to a status employee who has more than a decent salary. It is also used in a situation
when the company is not able to make additional payments.

«All the same we can't pay more than according to the staff list, no matter how a person
worksy.

«Our employees have very decent salaries. Of course, they are constantly growing in the
market. 1,500 euros was a good salary once, now it s not a very good one. But they get 2000 euros
now».

Thus, the expert survey confirmed the presence of two of the four motivators that were
identified in the thesis research.

As for such motivators as career opportunities and appeal to personal responsibility, here

the opinion of experts has been divided. On the one hand, a peculiarity of the career of IT
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professionals is that there is no clear vertical hierarchy; there are no stairs you can move up. On
the other hand, IT specialists are a special psych type that avoids publicity.

«Here it all depends on the inner goals and ambitions of a specialist. Not everyone is eager
to be a manager, team leader, CTO, and so on. For someone, what is really important is craft, that
he creates some code.

«We do not have such a high hierarchy. How is it accepted in typical offices? There are
managers, there is a director, and there is a deputy director. There is a high staircase you can go
up for a long time. For IT developers, the structure is flat rather than pyramid-shapedy.

On the other hand, an organization does not always have an opportunity to promise an
employee career growth for a good job.

«This motivator works when an organization has an opportunity to provide with such
growth, the staff list allows to do it».

So, career opportunities, on the one hand, are admitted by experts as an effective motivator
of job performance increase, but, on the other hand, this motivator has certain limitations. These
limitations are connected with psychological characteristics of employees, with features of the
professional hierarchy, and with peculiarities of salary of IT professionals, which is not always
connected with a career position.

A number of experts noticed that this motivator has also age limits. Young employees who
need professional experience, new knowledge and confidence in their abilities may be interested
in career growth; they want to be managers of the group, understanding that a lot is needed to be
done for it. And, if they don’t see opportunities for career growth in this company, they can just
leave to work in another company.

Middle-aged people, especially those who have a family, are interested in a balance
between family and work, and do not really want additional obligations related to management.
Particularly if you consider that the profession of an IT specialist allows earning extra money
without moving up the career ladder. However, sometimes they need the stability of their position
in the company; they cannot afford to lose their job even for a while, so they can be attracted by
the promise of a stable career position.

Older people have very great professional experience, they are valued, they know their own
worth, and a career position can be one of the confirmations of this assessment. In addition to this,
experts note that there is some contradiction when a very young person occupies a leading position,
and his subordinate is a person of age. Therefore, for older employees, an opportunity to become
a team leader may be a better motivator than for middle-aged employees. The thesis research
showed approximately the same result.

An appeal to personal responsibility is a more complex motivator than an opportunity for
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career growth. On the one hand, experts say that the organization of the work of IT specialists
itself implies responsibility of everyone and this responsibility does not need to be motivated
additionally.

«We do not practice this. Specifics of developing a distributed product are that even here
everybody depends on each other. If someone is not pulling something somewhere, then the whole
project stays and does not move on. They do not need additional motivation. Here it s clear».

Moreover, experts note that many IT specialists try to avoid personal responsibility in their
work; it is psychologically uncomfortable for them when they are responsible not only for
themselves, but also for other people. They may refuse to participate in such a project.

«Programmers, especially those over 40, do not want personal responsibility. If they are
put with something personal on, they feel immediately uncomfortable, they feel bad, they try to get
rid of ity.

However, there are managers who, on the contrary, seek to involve employees in a situation
of personal responsibility for working in a team, highlighting and emphasizing strong sides of each
employee, making it clear that the team will not cope without their active participation.

«l think it works. There are people who need to be scolded to work better. But it seems to
me that most people work better when they are praised. I rely on strong sides of a specialist. And
when a person comes to work and feels at ease, he feels that he is a good fellow here, he copes
with everything, and they won 't be able to do without him, I think he will want to participate in
this worky.

It's worth mentioning that older experts agreed with the importance of personal
responsibility as a motivator to increase job performance, and they emphasized that this motivator
does not work well for young employees who have high individualistic values who are ready to be
responsible only for themselves, and not for the whole team and the whole project. That is there is
a certain generational gap in this issue, both in the application of this motivator and in its
effectiveness.

Thus, during the expert survey, all motivators for increasing job performance were
validated, and the limitations of their application were confirmed.

Validation of the influence of demographic characteristics on the management process of

IT professionals.

The results of the thesis research showed that the greatest generational differences exist
between generation Y, i.e. people fewer than 30 years old and 40+ generations. Experts note that
these differences really exist and have a very large impact on management models. Managing
professionals of over 40 years old, in experts' opinion, is a very difficult task, as they have different

professional experience, which they value and do not want to reject.
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«It'’s rather difficult to work with them, because they are quite clumsy. They are such
retrogrades. Don t want to change, because there is classic. Javists often say: “Why should we do
cluster architecture, if there is monolith, there is classic? »

A distinctive feature of the older generation is also a reduced level of ambitions, which
limits the possibility of employee motivation due to the possibility of professional self-realization.

«Young, under 30, - they are ambitious, they still know little, that’s why they are ready to
take on everything, solves complex interesting tasks. They are ready to change the world, and get
high, and sit at night, and so on. But over 40 years, they come, do the task and leave. Here's me,
1 did my job, that I should do, and I went home »

At the same time, as experts say, the older generation has its own advantages connected
with the fact that they are better able to maintain interpersonal relationships, do not create conflicts,
do not build intrigues. They just work, create a product, take responsibility for their result.

«They are professional people. They have already gone through their depression, in terms
of the human, in comparison with middle aged. You can contact them. They are good fellows, do
their job welly.

«And they understand that work is work; there are interesting moments in it and not really
ones. But you should do bothy.

It is important to notice that some experts insisted that there’re no age differences in the
process of managing IT specialists, because, from their point of view, programmers are a certain
human type, and the differences are not connected with age, but professionalism.

«Here I can say, there are no differences at all. If a person knows, it doesn 't matter if he is
70, or 20, no difference at all. I will give you just one example. We 've recently participated in a
tournament. This is a two-day, programmer tournament. There, the winner was a man from St.
Petersburg, who is 72 years old. 72-year-old IT specialist defeated all, both 20-year-olds, and
students, and so on. This is one of the few activities where age does not play any role. The main
thing is that the brains work».

«In my team a young employee who is 20 years old works as well as employees who are 40
and 40 plus. Absolutely no difference. | have a feeling that an I.T. guy is a certain personality on
which age does not affect at all. This is his own mentality, his own mindset. Here age does not play
any role, I thinky.

Above citations show that in this case, the experts are more likely to say that there are no
differences in professional abilities of programmers from different generations, but there are
differences in the management of people from different generations.

During the interviews held as part of the thesis research, IT professionals of older

generation said that it was more difficult for them to find work than for young men. In this regard,
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they value their workplace and sometimes agree to a lower salary. But experts claimed that the
older generation is no less in demand on the market than young people, so there is no reason to
say that they feel less confident and are ready to lose in salary to the young. However, there are
differences in wages, which, according to experts, are connected with smaller requests from the
older generation of programmers and their unwillingness to change a job.

«This is not a matter of confidence, but of internal anchors, which an age employee set for
himself in the form of mental blocks. The less obligations and limiting factors, the faster the age
professional finds a job that satisfies his needs. Therefore, this is a moot point. If people have
something to go with, they respond very slowly to the market and can agree to a lower salaryy.

The results of the interview with IT professionals show that older specialists underestimate
themselves and their opportunities in the labor market, and therefore reduce their demands. The
expert survey indicates that managers and people who make decisions on the organization of
business processes, despite the fact that they value these specialists quite high, perceive their
understated requirements as modesty, lack of ambition and unwillingness to change. There is a
certain contradiction.

This contradiction puts specialists of older generation in not better terms. On the one hand,
companies need them, and, as our experts say, managers have a joke that “10 juniors are equal to
1 sir,” and it’s better to hire an experienced employee. But, on the other hand, the employer
understands that an employee who is about 50 years old, as a rule, has a family, children, an
apartment, and most probably will not leave anywhere (especially from a small town). The
employer has an opportunity for manipulation and lowering salary.

Professionals between the ages of 30 and 40 are in the best position. They already have
experience, they know their worth, they have ambitions and desire to work, and they already have
career. At the same time, they are quite mobile and ready for changes. That’s why; employers
immediately offer them more profitable conditions.

«As a person has certain working experience, he knows his own worth; correspondingly,
he plans to sell his working hands at a higher price. We understand that, and when we take such
specialists, we usually offer them more interesting conditions».

In addition to profitable material conditions, the generation of 30-40 years old gets, as a
rule, the most interesting job, because, firstly, they can afford not to agree to boring work, and,
secondly, the opportunity to prove themselves through interesting work, and the opportunity to
gain additional professional experience is almost the only good working motivator for this
generation.

Material motivators have limitations in this case connected with the fact that the company

cannot unlimitedly increase salaries and award bonuses, this generation is of little interest to career
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opportunities, they have already achieved enough in their life, the appeal to responsibility works
badly because this generation has no collective values.

«If we consider the audience of IT guys of 30—40 years old, they most likely have good
material base. They understand their value in the market. And for them, the work itself is already
important. That is, they are interested in doing some really exciting projects. And you can't sign
them for boring work. Unlike novice programmers. They are ready to do anything if only they are
paid welly.

So, the expert survey confirmed that there are generational differences in the management
model of IT professionals. Young specialists are ambitious, strive to get material wealth, that is
why material motivators (if the work is boring and uninteresting) and an opportunity to get new
professional knowledge (if the work is complex and prospective) have good impact on them. The
young generation is of little interest in career opportunities, as they are sure that it is all ahead for
them, but they have almost no sense of responsibility for the work of the whole team and for the
project implementation due to high level of individualistic values.

Middle-aged generation has good material base, which limits the influence of material
motivators, and high professional and career positions. Therefore, this generation can only be
motivated by the challenges connected with professional realization and their own ambition.

The older generation, on the one hand, experiences the influence of ageism, when they are
not very willing to be hired and are possible paid less, but on the other hand, it creates problems
for the management. They are conservative, not ambitious; do not set themselves the goal to make
a career, and their material problems have been already resolved. The only effective motivator in
this case for more productive labor is an appeal to their responsibility for the project
implementation, for the fact that the team completes the work and everyone will receive a reward.

Thus, despite the fact that experts did not always admit the differences in the management
system of specialists from different generations, the survey results confirmed that such differences
do exist, that they must be taken into account.

Validation of the links between job performance motivators, characteristics of professionals

and employee motivation.

The motivational scheme created in the thesis shows that material motivators most
effectively influence on people whose employee motivation is connected with survival. This
mainly refers to younger generation. Opportunities for professional growth are a good motivator
for all generations and for people with any employee motivation. However, this motivator
influences those who are looking for work connected with self-realization best of all. Career
prospects are most effective for people aged from 30 to 35 years old, with employee motivation

connected with striving for independence. An appeal to responsibility stimulates people of older
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generation with employee motivation, which is more likely to be connected with survival.
Experts, despite the fact that they are not guided by some schemes in their work, and
sometimes suggest that material motivators can solve any problem, they admit that there are people

who refuse favorable material conditions for some other benefits.

«I regularly face the fact that people, getting good money, refuse it and say: “I can't do it
any more, I don’want. I'm tired of doing the same thing. I want variety. | want to develop, upgrade,
but doing different projects. ,, There are completely different variants».

«In my staff there was a 1C programmer, we took him with a good salary. And a year later
he refused, because the work seemed boring, monotonous to him. He did not like to communicate
with people. And development in this field seemed uninteresting to him»y.

«About two months ago, our employee said that he got bored, that he wanted something
new. What's more, this was not an ordinary employee, he had a fairly good position, with a good

salary. And he left».

The results of the expert survey reject the universality of material motivators, which
validate the results of the conducted study and confirm the relevance of the collected data.

The importance of professional realization for all IT professionals was confirmed by all
experts. Moreover, the experts believe that participation in complex projects is important for
professional realization, and not professional development at the expense of the company. You can
get new knowledge on your own, but it is quite difficult to get unique practical experience on your
own.

Highly professional specialists, in experts’ opinion, as a rule, do not need additional
motivators. However, they need control, since they do not see the whole process, and correct
problem statement not to deviate from the technical specification.

This very result was received during the interviews with IT professionals, and in the course
of their online survey.

As can be seen from above, expert interviews validate almost all the dependences and links
of management system of motivation of IT professionals, proved the topicality of the model built

during the research and its demand in business administration.
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CONCLUSION AND RECOMMENDATIONS

The results of the study, the new knowledge and the theoretical insights make it possible to draw

significant conclusions for improving the management of creative employees in Latvia (case of IT

professionals).

1.

According to Central Statistical Bureau, in 2018 99.8% of Latvian companies are
computerized, 99.6% have Internet Connection and 63% have a website (Central Statistical
Bureau, 2019).

IT professionals are more flexible in: terms of looking for a job on the labor market all over
the world; opportunities of remote job allow they benefit on proposals from abroad, as
there is a huge need for qualified IT employees in contemporary business environment. For
business organizations it is significant to employ well qualified, flexible and creative IT
professionals in order to optimize their processes develop and remain competitive.

In 2017, 17.7 thousand people left Latvia. A large number (14.7 thousand or 83 % of
emigrants) of population of Latvia in working age (15-62 years) went abroad. 9.5 thousand
of them or 64 % were 20-39 years old. Of the total number of emigrants, 80 % were of
working age. Also 62 % of migrants of working age were 20-39 years old (Central
Statistical Bureau of Latvia, 2019). All the above factors highlight the necessity of
retaining professionals, especially in ICT sector.

Innovational economy demands creative class as much, as creative class seeks innovational
economy. Latvia also keeps paying attention to developing creativity and innovations
within the economic system. The turnover of innovation-active enterprises as per cent of
the total enterprise turnover totaled 67.9% that is 5.1% higher than in previous period and
number of employees in innovation-active enterprises as per cent of the total number of
employees was 54.6%. In 2018, Latvia was ranked 34" by the Global Innovation Index.
In 2018, Latvia was ranked 34™ in Global Innovation Index and further development is
possible through enlarging and spreading creative IT professionals through the country.
Statistical data proves that the number of employed specialists in Information and
communication sector increased on 96% in 2017 in comparison with 2010.

The latest Global Creativity Index 2015, which is currently the lasts counted, initiated by
R. Florida ranked Latvia on 40-th position, between South Africa and Cuba.

Latvia’s main economic activity is concentrated in Riga and the surrounding areas. 52% of
Latvian population live there and work in capital. One of the main reasons of work force
concentration in Riga is the lowest unemployment rate across the country. The registered

unemployment in Riga region in April 2019 was 4.1%, whereas in Latgale it was 14.9%.
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8.

10.

11.

12.

13.

Latvia holds less than 1% of ICT enterprises of EU. However, the number of births of new
enterprises exceeds number of their deaths. This is a very positive trend reflecting the
distribution of IT technologies in Latvia.

IT sector in Latvia is highly developed in comparison with total EU-28 data. It has higher
value added as a percentage of GDP and higher share of IT companies in total enterprises.
However, the share of employees working in ICT sector in Latvia is lower than in Europe
in general.

Theoretical findings showed that creative IT professionals need convenient environment
and they tend to congregate in certain areas. The analysis of Latvian statistics proves this
statement. Riga region accumulates only 54.89% of total posts. However, 83.84% of all
posts in Information and communication sector are concentrated in Riga region.

Analysis of current situation in Latvia shows that measures for retaining and attracting IT
professionals are required. Developing creative class attracting policy should be aimed on
boosting innovation and creativity in Latvian society.

According to the commonly used typology, there are four generations in Western society
that are currently included into labor force: Baby Boomers, who were born between 1946
and 1964; Generation X, born between 1965 and 1976; Generation Y or Millennials that
were born between 1977 and 1995 and Generation Z (Centennials, iGen) — born in 1996 or
later. The comparison of Latvia with Western countries showed that it does not follow the
same patterns as they do. For example, share of people 25-40 years old that belong to
Generation Y is much higher than in other countries. On the contrary share of the
Millennials is much lower. At the same time gender disparity is strongly pronounces as
male prevail in every generation except Baby Boomers. This is explained by lower life
expectancy of men in Latvia.

Generation Z is just starting to join the labor force. It is considered to be the first digital
generation. It is possible to assume that many of the representatives of the generation will
choose the path of making career in ICT sphere as it is understandable and interesting for
them.

Latvian citizens that were impacted by these comprehensive changes formed different
types of Generations than those formed in the countries of Western Europe and the USA.
According to the research of Apsalone et al. devoted to distinguishing generations in
Latvia, current Latvian labor force can be divided into the following generations: Post-War
Generation, Early Generation X, Transition Generation and the Millennials.
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14.

15.

16.

17.

18.

19.

The Millennial generation is considered to be a significant part of the labor force by 2025
making 75% of work force on the labor market. Motivation and retention of this generation

can become major concern for modern management.

It is possible to summarize that motivation is significant topic, which has been a focus for
many academic researchers. According to theoretical framework, several factors need to
be taken into account when constructing the employee motivation model for improving job
performance for IT professionals: type and character of the work they perform, generation
they belong to, various motivation approaches in order to find the most suitable for specific
group of employees as there are various theories regarding the factors which motivate
employees to perform better and why their organization behavior has definite traits.

IT professionals are not a homogenous professional group. Every professional works on
his own project or set of tasks and has his own professional direction. Managers cannot
apply standard methods of evaluation of their productivity. However, managers can

motivate them to increase job performance for the tasks to be accomplished in time.

IT professionals differ from other professionals having higher education from other
industries mostly by being highly demanded on the labor market. They have a very wide
choice. They also differ by their lifestyle and value-setting pattern as it was discovered
during the research. It is possible to sum up that IT professionals are very modern people,
oriented towards western values and western way of life. Silicone Valley is their referent
ideal way of living and work. Based on these criteria IT professionals have become a very
different professional group, which differs from average Latvian citizen.

Differences related to age entail differences related to professional experience, ambition,
and motivation. Young professionals independently master the necessary skills, often work
as freelancers, value freedom, and strive to create something unique. The middle
generation of professionals does not want to work as freelancers; they value stability, they
are ready to change in order to maintain their professional position, but they do not seek to
lead. The older generation of IT professionals value creativity, progress, and the ability to
solve complex tasks in this profession.

The main demotivating factor for IT professionals is unvaried routine and lack of
independence and creativity. Therefore, only awareness of the complexity and importance
of the work, along with the importance of their role in the work as a part of the whole team

and in solving a task, can motivate IT professionals to work more productively.
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20.

21.

22.

23.

24.

25.

26.

27.

The hypothesis that IT professionals in Latvia are considered as a new professional group
is confirmed and it is assumed that motivation of IT professionals is linked to their value
settings.

From the study, it can be concluded that, according to its system of value orientations, IT
professionals in Latvia differ significantly from the average Latvian resident. These
differences are primarily because, residents of Latvia value security very much, and for IT
professionals, security is not of great value. They perceive safety as a given, do not
problematize it, and therefore do not pay particular attention to it. IT professionals in
Latvia are not ready to follow traditions, behave correctly, and obey and listen to the
opinions of others. This quality also significantly distinguishes them from the majority of
Latvian residents.

The basic differences in values settings of IT professionals are connected with age and
gender in the first place. The differences, connected with marital status and children, can
be viewed as proxy effect of age and gender. Results show that IT professionals in Latvia
are shaping their own professional culture, labor ethics and lifestyle. The research
confirmed the hypothesis that values of IT professionals in Latvia differ from the values,
which are dominant among other Latvian labor force representatives.

The results of research demonstrate that IT rpofessionals will perform better when they
have goals clearly set by the mamangement and when they understand general directions
of the project.

IT professionals will put extra effort for increasing their output when they have an
understanding that the project they are working on can become helpful for users and even
for society in general.

The employee motivation model for improving job performance for IT professionals
demonstrates the existing generational differences in terms of which factors stimulate
people work better. For the representatives of traditional generation (born 1964-1971)
material stimuli are significant. At the same time material motives are negatively connected
with such values as safety, independence, hedonism and universalism.

Personal responsibility has more influence on the representatives of the generation born in
1964-1971 (early generation X). This might be explained by the socialization in the soviet
period. This motive is shaped among people with high level of safety values.

Younger generation (generation Y) is ready to work more productively for career
development and perspective. This motive is almost universal for people sharing various

values except people with altruistic values.
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28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

It is significant to notice that the difference in motives to job performance is connected
with belonging to definite generation in the first place, not with the age itself. This fact
demonstrates that value orientations are being formed in the process of socialization and
not much transformed during lifetime. That is why motives for effective work are stable
and change very slowly.

The model, which explains how motives for increasing job performance influence
employee motivation for IT professionals belonging to different generations, demonstrates
that there is one universal motive for increasing job performance among representatives of
all generations of IT professionals in Latvia.

These professionals, belonging to different generations, work particularly in order to have
freedom and independence. On top of that, for all the generations, opportunity for self-
realization is significant as well.

For the youngest and oldest generations motivation that is more significant is survival. For
young generation this motivation is connected with the fact that they do not feel themselves
much confident as professionals yet and have many outstanding material needs.

For the older generation the motivation connected with survival can be mostly explained
by the fact that representatives of this generation more and more often become behind in
competitive race with representatives of the younger generations.

For the representatives of the middle generation professional realization is significant
motivation, it is tightly connected with freedom and independence. At the same time,
material payouts in this case become significant motive as well as a certain marker of
professionalism.

AllIT professionals work to any extent to have freedom and independence in their lives. It
is an absolute value for this professional community.

People with high level of altruistic values are effectively motivated with the help of
thematic projects they work on. While people with values connected with changes are
better motivated with ambitious, technically complicated tasks, which require outstanding
solutions.

Highly professional and highly qualified IT professionals do not need additional
stimulation. They work as effectively as they can on regular basis.

Technical professionals will perform better, faster and longer if they get material profit as
a reward for more productive work.

Creative specialists (biggest part of creative class) requires more complex management
system and motivation model. This model needs to consider belongingness to certain

generation (not age of professional), value orientations and employee motivation.
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39. For middle generation professional realization is necessary, for younger and older one’s
stability on the labor market is significant while for all of the representative’s freedom and
independence are significant factors as well.

40. In any situation, very significant motive to increase job performance is opportunity to gain
new knowledge and skills, self-realization and pleasure and satisfaction from work and its
results.

41. The type of company plays also very significant part. It has to be a modern company with
modern management: no dress code, minimum bureaucracy, modern office, minimum
control, various opportunities for activity and rest during working day (sport and yoga
activities, kids’ room etc.). Mostly, they require everything that Western companies have
to offer. IT professionals communicate with colleagues via specialized platforms,
conventions, and social media. Therefore, they know pretty well working conditions in
international companies, in companies of Silicone Valley, and it becomes certain ideal for
them.

42. The results of the research demonstrate that it is hard to manage creative class; it is a
challenge, but an interesting and perspective challenge, which might bring positive effect
to business.

43. Modern management approach is highly appreciated (minimum bureaucracy, fair task
distribution, moderate control).

44. 1t is possible to make conclusion that it is impossible to use one of the universal existing
models while managing IT professionals in Latvia. This model needs to be a combination
of all the models and be notable for universality while certain elements should differ as the
research demonstrated that there are several groups, which differ in professional position,
gender, generation etc. This model needs to link employee motivation, job performance
and attitude.

45. The conducted research, on the one hand, realized all the tasks that had been set, and,
secondly, confirmed the hypotheses that had been formulated based on the theories used.

RECOMMENDATIONS.
Based on the obtained results, several recommendations can be made that will allow to
manage IT professionals effectively.
1. Business processes in companies that use work of IT professionals should be organized in
such a way that minimize control over work of IT professionals. They should be based on
principles of trust and justice.

2. Heads and project managers supposing to solve complex tasks should not choose people
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with hedonistic values for such work, as they are not ready to sacrifice their free time and
independence for the sake of job. People with values of newness and openness to changes are
more suitable for this type of job. They are more likely to be middle-aged people. Therefore,
HR managers should not focus only on young professionals when entering employment.

3. Heads and managers of socially-oriented projects should be recommended to look for
performers among people with altruistic values. Participation in such projects is an additional
bonus for them, they are ready to lose a little in salary for the sake of it. And also accept the
fact that such work is not always connected with career prospects. It is more likely that these
performers will be young people, especially women. Companies should not give preference
only to men when entering employment.

4. Companies that hire people over 45-50 years old should understand that these people have
their own advantages, and it is important to use them correctly. People of this age do not have
career ambitions, so this motivator does not work well for them. They are not ready to work
overtime for a little additional income. But they are responsible, they can do routine work,
they are willing to take a long time to make sense of the tasks they need to solve, and they are
more devoted to the company than their young colleagues.

5. All companies that use work of IT professionals should provide them with an opportunity
to improve their skills. It is the most attractive for IT professionals to choose training courses
paid by the company than on their own.

6. When organizing business processes, it is useful to remember that needs of IT professionals
include free time, access to good medicine, and opportunity to lead a healthy lifestyle.
Therefore, free working schedule, insurance at the expense of the company, payment for
fitness and organization of healthy food not only increase attractiveness of the company, but
also reduce material requirements of employees. For a company, this may be more effective
than salary increase.

7. In order to hire well-qualified IT professional and effectively manage his work the complex
approach is needed. This approach needs to include adequate salary (which corresponds the
salary in the market for the required qualification of professional); professional challenge
(complex tasks, significant project); comfort working conditions (in this case individual
approach is very significant as some employees require remote work, some want access to the
office 24/7, some need flexible working schedule; opportunities for development (courses,
conventions, competitions). These are universal obligatory requirements and they need to be
supplied as a package (this is very significant and this is what differs IT professionals from
other professional groups).

The recommendations and model for improving job performance for IT professionals were applied
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in the organization “Survey Everyone G” in order to solve the problem, connected with company
loyalty and productive fulfilment of the projects. In this company, young employees quit their job
after getting little experience. Middle generation employees spent on project fulfilment more time
than management assumed to be adequate. As a result, company was losing its competitive
advantage. By using the motivation model for improving job performance for IT professionals for
every employee taking into consideration his or hers position, socio-demographic characteristics
and duties, it was possible to solve management issues and improve job performance. The
application as well as department description are available in the Appendix 8.
Suggestion for further research in the field of Business Administration.
The research performed by the author has determined and underlined the significance of IT
professionals in contemporary labor market in Latvia. However, this tendency can also be observed
on the world’s labor market as well. IT professionals and their intellectual capital can become a
great investment and a key to competitiveness and innovation not just for business organizations.
Therefore, there are various proposals for further research.
1. Based on the modernization theory the value setting of employees depend on the society
they belong to and on the geographical location as well. Therefore, it is possible to make a
multi-country research comparing the value setting of IT professionals, their needs and
expectation from work, their attitude to motivation tools they have on their working places.
Quantitative survey using online survey panels allows getting access to respondents from
different countries around the world, which can help to make well-balanced sampling and get
access to data from across the world. Qualitative part can be also done remotely using
contemporary interviewing methods via various messengers. Based on the current research it
IS possible to assume that IT professionals are a group, which is familiar with latest
technologies and encourage modern approach to interviewing.
2. One of the current research limitation was in-depth study of IT professionals’ point of view
of motivation strategy the companies they employed in use. Only in the validation part, the
opinion of managers and CEOs was studied. It demonstrated that the managers are also
concerned by finding an optimal way of motivation their IT employees. Further research could
focus on in-depth study of managerial approaches to motivation IT professionals, comparison
of how official motivation package company offers is used by the employees, which elements
are more demanded. It can be also researched which limitations managers face and which
tools they lack in motivation IT professionals to perform better and retaining them as work.
3. The research was focused on IT professionals, meaning people, who are already employed
in the IT field. That is why the latest generation observed was Millennial generation. However,

the next generation to follow is generation Z, which despite having a lot in common with
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Millennial generation might share different value setting pattern or attitude to work.
Therefore, it would be interesting to explore the representatives of this generation as future IT
professionals for the management to be ready to meet their needs and expectations.

160



REFERENCES

1. Abner, 1., Udo, E. (2019). Employees Motivation in a Competitive Service and
Manufacturing Sectors Performance, European journal of Research and Reflection in
Management Sciences, Vol.7, No, 3, pp. 1-14.

2. Abu Hassan Asaari, M., Mat Desa, N., Subramaniam, L. (2019). Influence of
Salary, Promotion, and Recognition Toward Work Motivation Among Government Trade Agency
Employees, International Journal of Business and Management, Vol. 14, No. 4, pp. 48-59

3. Abu-Shanab, E., Subaih, A. (2019). The Role of Knowledge Sharing and
Employees’ Satisfaction in Predicting Organizational Innovation, Journal of Innovation and
Knowledge Management, \ol.18, No. 3, 25p.

4. Abramson, P. & Inglehart, R. (1992). Generational Replacement and Value Change
in Eight West European Societies. British Journal of Political Science 1992. 22(2): 183-228.

5. Afsar, B., Badir, Y., Khan, M. M. (2015). Person—jobfit, person—organizationfit and
innovative work behavior: The mediating role of innovation trust. The Journal of High Technology
Management Research, 26(2), pp.105-116.

6. Alderfer, C. (1972). Existence, Relatedness, and Growth: Human needs in
organizational settings. New York: Free Press. 198 p.

7. Almond, G., Verba, S. (1963). The Civic Culture. Princeton, NJ: Princeton
University Press. 562 p.

8. Anderson, N., Carsten, K. W. D. D., & Bernard, A. N. (2004). The routinization of
innovation research: A constructively critical review of the state-of-the-science.Journal of
Organizational Behavior, 25(2), 147-173.

9. Andersen, K.V., Hansen, H.K., Isaksen, A. and Raunio, M. (2008). Nordic city
regions in the creative class debate: Putting the creative class thesis to a test. The urban turn and
the location of economic activities. Ph.D. thesis, ed. H.K. Hansen, 165-98. Lund, Sweden: Lund
University, pp. 215-240.

10.  Annell, J. and Terman, F. (2017). What Does It Take to Make Them Stay? How Place
Satisfaction Relates to Willingness to Stay of The Creative Class. Master thesis, 2017. Kristianstad
University. 80 p.

11. Apsalone, M., Baumane-Vitolina, 1., Cals, I. & Sumilo, E. (2016). European Socio-
cultural Change and Generational Diversity in the Post-Soviet Workforce. Management and
Economics Review. Faculty of Management, Academy of Economic Studies, Bucharest, Romania,
vol. 1(2), pp. 109-119.

12.  Asheim, B. (2009). Guest Editorial: Introduction to the Creative Class in European
161


https://ideas.repec.org/a/rom/merase/v1y2016i2p109-119.html
https://ideas.repec.org/a/rom/merase/v1y2016i2p109-119.html
https://ideas.repec.org/s/rom/merase.html
https://ideas.repec.org/s/rom/merase.html

City Regions, Economic Geography, 85:4, pp. 355-362.

13.  Asheim, B., & Hansen, H. K. (2009). Knowledge bases, talents, and contexts: On
the usefulness of the creative class approach in Sweden, Economic Geography, 85: pp. 425-442.

14.  Arber, S. (2000). Myth of the Generational Conflict. New York: Routlenge, 245 p.

15.  Baard, P. P, Deci, E. L., & Ryan, R. M. (2004). Intrinsic need satisfaction: A
motivational basis of performance and well-being in two work settings. Journal of AppliedSocial
Psychology, 34(10), pp. 2045-2068.

16.  Baciu, E. (2017). Expectancy Theory Explaining Civil Servants’ Work Motivation.
Evidence from a Romanian City Hall. The USV Annals of Economics and Public Administration,
Stefan cel Mare University of Suceava, Romania, Faculty of Economics and Public
Administration, vol. 17(2(26)), pp. 146-160.

17.  Baltina, I. & Senfelde, M. (2016). Current and Future Trends Affecting the Work of
Public Administration and Determining the Working Environment for Institutions of the Centre of
Government: EUPAN Work Group Survey Results. Proceedings of the 4th CER Comparative
European Research Conference. International Scientific Conference for Ph.D. Students of EU
Countries, United Kingdom, London, 26-30.10.2015. London: Sciemcee Publishing, 2015, pp. 90-
94,

18. Balven, R., Fenters, V., Siegel, D. & Waldman, D. (2018). Academic
Entrepreneurship: The Roles of Identity, Motivation, Championing, Education, Work-Life
Balance, and Organizational Justice. Academy of Management Perspectives, Vol. 32, No. 1 pp. 22-
42.

19.  Barbuto, J. & Scholl, R. (1998). Motivation Sources Inventory: development and
validation of new scales to measure an integrative taxonomy of motivation. Psychological Reports
(82), pp. 1011-1022.

20.  Barford, I., Hester, P. (2011). Analysis of Generation Y Workforce Motivation Using
Multiattribute Utility Theory. A Publication of the Defense Acquisition University, pp. 63-79.

21.  Bayliss, D. (2007). The Rise of the Creative City: Culture and Creativity in
Copenhage. European Planning Studies, 15:7, pp. 889-903.

22.  Bazeley, P. (2015). Mixed Methods in Management Research: Implications for the
Field. The Electronic Journal of Business Research Methods, Vol. 13, Issue 1, pp 27-35.

23.  Beck, U. (2000). The Brave New World of Work. Cambridge: Cambridge University
Press, 202 p.

24.  Bejtkovsky, J. (2016). The employees of baby boomer’s generation, generation X,
generation Y and generation Z in Selected Czech Corporations as Conceivers of Development and

Comepetitiveness in their Corporation. Journal of Competitiveness, 8(4), pp.105-123.
162



25.  Bennet, S. (1997). Health care markets: defining characteristics. Private health
providers in developing countries: serving the public interest? Ed. by Bennet, S., McPake, B.,
London: Zed Books, pp. 85-101.

26.  Berger, P. & Luckman, T. (1991). The Social Construction of Reality. New York:
Anchor Books, 247 p.

27.  Bilsky, W., Janik, M. & Schwartz, S. (2010). The Structural Organization of Human
Values: Evidence from Three Rounds of the European Social Survey (ESS). Journal of Cross-

Cultural Psychology. July 20, pp. 1-19.

28.  Bohm, J. (2012). Two-factor theory — at the intersection of health care management
and patient satisfaction. ClinicoEconomics and Outcomes Research: CEOR, 4, pp 277-285.

29.  Braithwaite, V. & Law, H.G. (1985). Structure of human values: Testing the
adequacy of the Rokeach Value Survey. Journal of Personality and Social Psychology, No. 49, pp.
250-263.

30.  Braun, E. (2008). City Marketing: Towards an Integrated Approach. ERIM Ph.D.
Series Research in Management. Erasmus Research Institute of Management. Retrieved from
http://hdl.handle.net/1765/13694 20.09.2018, 13 p.

31.  Brenninger, H.-J. (2015). Employee Satisfaction and its Impact on Company Value.

Doctoral  thesis.  University of Latvia. Retrieved from https://www.smbs.at/wp-
content/uploads/2017/06/298-50961-Brenninger_Hans-Jurgen.Franz_hb11004.pdf  13.02.2019
206 p.

32. Buchan, J., Ball, J. & O’May, F. (2000). Determining skill mix in the health

workforce: guidelines for managers and health professionals. Issues in health services delivery,
paper no 3. Department of Organisation of Health Services Delivery. Geneva: World Health
Organization. Retrieved from https://www.who.int/hrh/en/HRDJ 4 2 07.pdf?ua=1 25.02.2019
pp. 1-10.

33.  Bureau of Labor Statistics, 2017. Retrieved from:
https://www.bls.gov/opub/mlr/2017/home.htm 15.05.2019

34.  Burn, J., Couger, J.D. & Ma, L. (1992). Motivating IT professionals. The Hong
Kong challenge. Information & Management, 22, pp. 269-280.

35.  Burton, K. D., Lydon, J. E., D'Alessandro, D. U., Koestner, R. (2006). The
differential effects of intrinsic and identified motivation on well-being and performance:

Prospective, experimental, and implicit approaches to self-determination theory. Journal of
Personality and Social Psychology, 91(4), pp. 750-762.

36.  Business Dictionary. Retrieved from: www.businessdictionary.com 29.05.2019.

163


http://hdl.handle.net/1765/13694
https://www.smbs.at/wp-content/uploads/2017/06/298-50961-Brenninger_Hans-Jurgen.Franz_hb11004.pdf%2013.02.2019
https://www.smbs.at/wp-content/uploads/2017/06/298-50961-Brenninger_Hans-Jurgen.Franz_hb11004.pdf%2013.02.2019
https://www.who.int/hrh/en/HRDJ_4_2_07.pdf?ua=1
https://www.bls.gov/opub/mlr/2017/home.htm
http://www.businessdictionary.com/

37.  Caillier, J. (2010). Factors Affecting Job Performance in Public Agencies. Public
Performance & Management Review, Vol. 34, No. 2, pp. 139-165.

38.  Castells, M. (2009). The Power of Identity, The Information Age: Economy, Society
and Culture. Vol. 11, New York: Wiley-Blackwell, 584 p.

39.  Castells, M. (2000). The Rise of the Network Society: The Information Age:
Economy, Society and Culture. Vol. 1, New York: Wiley-Blackwell, 624 p.

40.  Central Statistical Bureau of Latvia. Retrieved from: http://www.csb.gov.lv
Retrieved 2.06.2019

41.  Cerasoli, C. P, Nicklin, J. M., Ford, M. T. (2014). Intrinsic motivation and extrinsic
incentives jointly predict performance: A 40-year meta-analysis. Psychological Bulletin, 140(4),
pp. 980-1008.

42.  Chaix-Couturier, C., Durand-Zaleski, 1., Jolly, D. & Durieux, P. (2000). Effects of

financial incentives on medical practice: results from a systematic review of the literature and

methodological issues. International Journal for Quality in Health Care, Vol. 12, pp. 133-142.

43.  Chen, C., Chen, D. & Xua, C. (2018). Applying Self-Determination Theory to
Understand Public Employee’s Motivation for a Public Service Career: An East Asian Case
(Taiwan). Public Performance & Management Review, Vol.41, Issue 2, pp. 365-389.

44.  Christen, M., lyer, G., Soberman, D. (2006). Job Satisfaction, Job Performance,
and Effort: A Reexamination Using Agency Theory. Journal of Marketing, Vol. 70, No. 1, pp.
137-150

45.  Clifton, N. (2008). The “creative class” in the UK: An initial analysis. Geografiska
Annaler: Series B, Human Geography, 90, pp. 63-82.

46.  Corijn, E. (2009). Urbanity as a Political Project: Towards Post-national European
Cities. Kong L., O'Connor J. (eds) Creative Economies, Creative Cities. The GeoJournal
Library, Vol. 98, Springer: Dordrecht, pp. 197-206.

47.  Coté, S. & Miners, Ch. (2006). Emotional Intelligence, Cognitive Intelligence, and
Job Performance. Administrative Science Quarterly , Mar., Vol. 51, No. 1, pp. 1-28

48.

49.  Couger, J.D. & Zawacki, R.A. (1980). Motivating and Managing Computer
Personnel. New York: Wiley. 213 p.

50.  Creswell, J. & Plano Clark, V. (2007). Designing and Conducting Mixed Methods
Research. Thousand Oaks, CA: Sage, 275 p.

51.  Creswell, J. & Tashakkori, A. (2007). Editorial: Developing publishable mixed
methods manuscripts. Journal of Mixed Methods Research, 1, pp. 107-111.

52.  Curado, C. (2018). Human resource management contribution to innovation in
164


http://www.csb.gov.lv/

small and medium-sized enterprises: A mixed methods approach. Creativity & Innovation
Management, Vol. 27, Issue 1, pp. 79-90.

53.  Dalton, R. (1977). Was There a Revolution? A Note on Generational vs. Life Cycle
Explanations of Value Differences. Comparative Political Studies, 9(1), pp. 458-473.

54.  Dalton, R. (1994). Communists and Democrats: Democratic Attitudes in the Two
Germanies. British Journal of Political Science, 24(4), pp. 469-493.

55.  Davar, S. (2012). Relationship between Job Satisfaction & Job Performance: a
Meta-analysis. Indian Journal of Industrial Relations, Vol. 48, No. 2, pp. 290-305.

56.  Davidov, E., Schmidt, P & Schwartz, S.H. (2008). Bringing values back. The
adequacy of the European Social Survey to measure values in 20 countries. Public Opinion
Quarterly, Vol. 72, No 3, pp. 420-445.

57.  Darroux, C., Xixiang S. (2013). Factors Impacting International Marketing:
Configuring Strategies and Incorporating Co-Opetition. Proceedings of the 10th International
Conference on Innovation and Management, December 2-4, pp. 1056.

58.  Deci, E. L., Olafsen, A. H., Ryan, R. M. (2017). Self-determination theory in work
organizations: The state of a science. Annual Review of Organizational Psychology
andOrganizational Behavior, 4, pp. 19-43.

59. Deci, E. L, Ryan, R. M. (2008). Self-determination theory: A macrotheory of
human motivation, development, and health. Canadian Psychology, 49(3), pp. 182-185.

60. De Jong, J., Den Hartog, D. (2010). Measuring innovative work behaviour.
Creativity and Innovation Management, 19(1), pp. 23-36.

61. Deloitte Global Millennial Survey 2019 (2019), Retrieved from:
https://www?2 deloitte,com/global/en/pages/about-deloitte/articles/millennialsurvey,html
18.01.2020.

62.  Demartini, J. (1985). Change Agents and Generational relationships: A Re-

evolution of Mannheim’s Problem of Generations. Social Forces. Vol. 61(1), pp. 1-16.

63.  Deroose, S., Flores, E., Giudice, G. & Turrini, A. (2010). ECFIN Economic Brief:
The Tale of the Baltics: Experiences, Challenges Ahead and Main Lessons [online] Retrieved
from:http://edz.bib.unimannheim.de/daten/edzj/gdwf/10/ECFIN_Economic_Briefs_201010.pdf
10.01.2018.

64. Dewett, T. (2007). Linking intrinsic motivation, risk taking, and employee

creativity in an R&D environment. R&D Management, 37(3), pp. 197-208.
65.  Dolot, A. (2010). The Characteristics of Generation Z, E-mentor, 2 (74), pp.44-50.
66.  Drucker, P. F. (1999). Knowledge-worker productivity: the biggest challenge.

California Management Review, Vol. 41, No. 2, pp. 79-94.
165


https://www2.deloitte.com/global/en/pages/about-deloitte/articles/millennialsurvey.html
http://edz.bib.unimannheim.de/daten/edzj/gdwf/10/ECFIN_Economic_Briefs_201010.pdf

67.  Drucker, P. (2008). Managing Oneself. Harvard Business Press. Boston. 238 p.

68.  Dunkelberg, W., Moore, C., Scott, J. & Stull, W. (2013). Do entrepreneurial goals
matter? Resource allocation in new owner-managed

69.  Eccles, J.S. & Wigfield, A. (2002). Motivational beliefs, values, and goals. Annual
Review of Psychology, Vol. 53, pp. 109-132.

70.  Eckstein, H. (1988). A Cultural Theory of Political Exchange. American Political
Science Review, 82(3), pp. 789-804.

71.  Elam, C,, Stratton, T., Gibson, D. (2007). Welcoming a New Generation to College:
The Millennial Students. Journal of College Admission, No 195, pp. 20-25.

72.  Erez, M., Earley, P.C. (1993). Culture, Self-Identity, and Work. New York: Oxford
University Press. 280 p.

73.  Erturk, A., Vurgun, L. (2015). Retention of IT professionals: Examining the
influence of empowerment, social exchange, and trust. Journal of Business Research, Vol. 68 (1),
pp. 34-46.

74.  Fall, A, Roussel, P. (2014). Compensation and work motivation: Self determination
theory and the paradigm of motivation through incentives. In M. Gagné (Ed.). The Oxford
handbook of work engagement, motivation, and self-determination theory. New York: Oxford
University Press, pp. 199-217.

75.  Ferraro, T., Moreira, JM., Dos Santos, NR., Pais, L. Sedmak, C. (2018). Decent
work, work motivation and psychological capital: An empirical research. Work. 2018 Vol. 60(2)
pp. 339-354.

76.  Field, A. (2013). Discovering Statistics Using IBM SPSS Statistics. Sage, 2617 p.

77.  Finifter, A. & Mickiewicz E. (1992). Redefining the Political System of the USSR:
Mass Support for Political Change. American Political Science Review, Vol. 86(4), pp. 857-874.

78.  Florida, R. (2002). The Rise of the Creative Class: and how it's transforming work,
leisure, community and everyday life. New York: Basic Books, 434 p.

79.  Florida, R. (2004). Cities and the Creative Class, Taylor and Francis. 208 p.

80.  Florida, R. (2012). The Rise of the Creative Class. Revisited: 10th Anniversary
Edition. Basic Books, 512 p.

81.  Fontaine, J., Poortinga, Y., Delbeke, L. & Schwartz, S. (2008). Structural
equivalence of the values domain across cultures. Journal of Cross-Cultural Psychology, No. 39,
pp. 345-365.

82.  Fratricova, J. & Kirchmayer, Z. (2018). Barriers to work motivation of Generation
Z. Journal of Human Resource Management, Vol. XXI. 2/2018, pp. 28-39.

83. Friedman and Buchanan Journal article on Review of Australian Economics,
166



2016,29 (4), pp. 351-370.

84.  Gaidhani, S., Arora, L. & Sharma, B.K. (2019). Understanding the Attitude of
Generation Z Towards Workplace, International Journal of Management, Technology and
Engineering, Vol. 9 (1), pp.2804-2811.

85.  Garfinkel, H. (1967). Studies in Ethnomethodology. Englewood Cliffs, NJ:
Prentice-Hall, 304 p.

86.  Gleaser, E. (2005). Review of Richard Florida's “The Rise of the Creative Class”.
Regional Science and Urban Economics, September.

87.  Global Creativity Index (2015). Retrieved from:
http://martinprosperity.org/media/Global-Creativity-Index-2015.pdf 8.09.2018.

88.  Global Information Communication Technologies Report (2018). Retrieved from:
https://www.eulerhermes.com/en_global/economic-research.html 10.09.2018.

89.  Global Innovation Index (2017). Retrieved from:
https://www.globalinnovationindex.org/gii-2017-report 5.05.20109.

90. Goorha, P. (2010). "Modernization Theory". Oxford Research Encyclopedia of
International Studies. Oxford University Press, 23 p.

91.  Grancelli, B. (1995). Social Change and Modernization: Lessons from Eastern
Europe. Berlin; New York: De Gruyter. 313 p.

92.  Groh, A. (2019). Theories of Culture. London: Routledge. 336 p.

93.  Groves, R. M. & Lyberg, L. (2010). Total Survey Error: Past, Present, and Future.
Public Opinion Quarterly, Vol. 74, No. 5, pp. 849-879.

94.  Guedes-Neto, J. (2018). On social capital, creative class, emancipative values, and
the rising far-right populism. Conjuntura Internacional, Vol. 15, No. 1, pp. 1-12.

95.  Hansen, H., & Niedomysl, T. (2009). Migration of the creative class: evidence from
Sweden. Journal of Economic Geography, Vol. 9, pp. 191-206.

96.  Hahn,J. (1991). Continuity and Change in Russian Political Culture. British Journal
of Political Science, Vol. 21(4), pp. 393-421.

97.  Hart, P.D. & Brossard, M.A. (2002). A generation to be proud of. Young American
volunteers to make a difference. The Brookings Review, Vol. 20, No. 4, pp. 36-37.

98.  Heerwegh, D., Vanhove, T., Matthijs, K. & Loosveldt, G. (2005). The Effect of
Personalization on Response Rates and Data Quality in Web Surveys. International Journal of
Social Research Methodology, Vol. 8. No. 2, pp. 85-99.

99.  Herzberg, F. (1987) One More Time: How Do You Motivate Employees. Harvard
Business Review, September-October, pp. 87-97.

100. Herzberg, F., Mausner, B. & Snyderman, B. (2010). The Motivation to Work. New
167


http://martinprosperity.org/media/Global-Creativity-Index-2015.pdf
https://www.eulerhermes.com/en_global/economic-research.html
https://www.globalinnovationindex.org/gii-2017-report

Brunswick: Transaction Publishers, 180 p.

101. Horizon 2020. Work Programme 2016 — 2017. European Commission. Retrieved
from http://ec.europa.eu/research/participants/data/ref/h2020/wp/2016_2017/main/h2020-
wpl617-leit-ict_en.pdf 15.03.2018

102. House, R. J. & Mitchell, T. R. (1980). Path-Goal Theory of Leadership.
Perspectives in leader effectiveness, Athens: Center for Leadership Studies, Ohio University, Ohio
University Press, pp. 81-94.

103. Huws, U. (2014). Labor in the Global Digital Economy: The Cybertariat Comes of
Age. New York, New York: Monthly Review Press. 240 p.

104. ICT Research and Innovation. Retrieved from:
https://ec.europa.eu/programmes/horizon2020/en/area/ict-research-innovation 4.04.2019

105. Inglehart, R. (1999). Trust, Well-Being and Democracy. Democracy and Trust,
Cambridge: Cambridge University Press, pp. 88-120.

106. Inglehart, R. & Welzel, Ch. (2005). Modernization, Cultural Change, and
Democracy. The Human Development Sequence, Cambridge: Cambridge University Press, 333 p.

107. Innovative People (2001). Mobility of Skilled Personnel in National Innovation
Systems, OECD, 229 p.

108. lIttner, C.D. & Larcker, D. F. (1998). Are non-financial measures leading indicators
of financial performance? An analysis of customer satisfaction. Journal of Accounting Research,
\ol. 36, pp. 1-35.

109. Joia, L.A. & Sily De Assis, M.F. (2019). Motivations for the IT Professional
Turnaway Intention: a Delphi Approach. Information Systems Management, Vol.36 — Issue 3, pp.
228-242.

110. Judge, T. A,, Piccolo, R. F., Podsakoff, N. P., Shaw, J. C., Rich, B. L. (2010). The
relationship between pay and job satisfaction: A meta-analysis of the literature. Journal of
\ocational Behavior, 77(2), pp.157-167.

111. Kahin, B. & Brynjolfsson, E. (2000). Understanding the Digital Economy: Data,
Tools, and Research. Cambridge, Mass: The MIT Press, pp. 1-12.

112. Kalil, T. (2006). Prizes for Technological Innovation. Washington, D.C.. The
Brookings Institution, pp. 1-34.

113. Kanfer, R. (1990). Motivation theory and industrial and organizational psychology.
Handbook of industrial and organizational psychology, Vol. 1, Palo Alto: Consulting Psychologists
Press, pp. 75-170.

114. Kar, S. (2018). Managing Generation Y Employees — HR Challenges and

Opportunities. Bangalore, 14 p.
168


http://ec.europa.eu/research/participants/data/ref/h2020/wp/2016_2017/main/h2020-wp1617-leit-ict_en.pdf
http://ec.europa.eu/research/participants/data/ref/h2020/wp/2016_2017/main/h2020-wp1617-leit-ict_en.pdf
https://ec.europa.eu/programmes/horizon2020/en/area/ict-research-innovation

115. Karsh, B., Templin, C. (2013). Manager 3.0. A Millennial’s Guide to Rewriting the
Rules of Management. San Francisco: Amacom, 240 p.

116. Kay, L. (2011). How do prized induce innovations? Learning from the Google
Lunar X-Prize. Georgia Institute of Technology, 383 p.

117. Kelle, U. (1997) Theory Building in Qualitative Research and Computer Programs
for the Management of Textual Data. Sociological Research Online. 1997. Vol. 2 (2). Retrieved
from http://socresonline.org.uk/2/2/1.html 12.09.2018

118. Kelly, C. (2005). Comrade Pavlik: The Rise and Fall of a Soviet Boy Hero. London:
Granta, 352 p.

119. Kisker, C. (2014). Management in the building industry: Motivating low-paid
employees. CzechSTAV 2014 International conference, Conference Proceedings. Akademické
sdruzeni MAGNANIMITAS, Hradec Kralové, pp. 87-95.

120. Kling, L. (1992). Behind the Terminal: The Critical Role of Computing
Infrastructure. Effective Information Systems' Development Use. Challenges and Strategies/br
Research in Systems Development, New York: John Wiley, pp. 153- 201.

121. Kling, L., Lamb, L. (2000). IT and Organizational Change in Digital Economies: A
Sociotechnical Approach. Understanding the Digital Economy: Data, Tools, and Research,
Cambridge, Massatchussets: The MIT Press, pp. 295-325.

122. Koestner, R., Losier, G. F. (2002). Distinguishing three ways of being highly
motivated: A closer look at introjection, identification, and intrinsic motivation. In E. L.D. R. M.
Ryan (Ed.). Handbook of self-determination research. Rochester, NY, US: University of Rochester
Press, pp. 101-121.

123. Kong, L., O’Connor, J. (2009). Creative Economies, Creative Cities. The
GeoJournal Library, Vol. 98. Springer, Dordrecht, 234 p.

124. Kopelman, S., Feldman, E.R., McDaniel, D.M., Hall, D.T. (2012). Mindfully
negotiating a career with a heart. Organizational Dynamics, Vol. 41 (2), pp. 163-171.

125. Kowal, J., Roztocki, N. (2015). Job satisfaction of IT professionals in Poland: does
business competence matter? Journal of Business Economics and Management, Vol. 16:5, pp. 995-
1012.

126. Koziyakov, S. (2014). The technology of informational support of IT-specialists
motivation managing processes. Proceedings of the National Aviation University, No. 2(59), pp.
119-124.

127.  Krapp, A. (2013). Moral Motivation from the Perspective of the Self-Determination
Theory and the Person-Object Theory of Interest. Handbook of Moral Motivation: Theories,

Models, Applications, ed.by K. Heinrichs, et al., Sense Publishers, pp. 113-140.
169


http://socresonline.org.uk/2/2/1.html

128. Krueger, B. S., West, B. T. (2014). Assessing the Potential of Paradata and Other
Auxiliary Data for Nonresponse Adjustments. Public Opinion Quarterly, Vol. 78, No. 4, pp. 795-
831.

129. Kubatova, J., Kukelkova, A. (2014). Cultural differences in the motivation of
Generation Y knowledge workers. Human Affairs, Vol. 24, pp. 511-523.

130. Kultalahti, S., Viitala, R.L. (2014). Sufficient challenges and a weekend ahead —
Generation Y describing motivation at work. Journal of Organizational Change Management, Vol.
27 Issue: 4, pp. 569-582.

131. Kuvaas, B., Buch, R., Weibel, A., Dysvik, A., & Nerstad, C. G. (2017). Do intrinsic
and extrinsic motivation relate differently to employee outcomes? Journal of Economic
Psychology, 61, pp. 244-258.

132. Lanier, K., (2017). 5 things HR professionals need to know about Generation Z:
Thought leaders share their views on the HR profession and its direction for the future. Strategic
HR Review, Vol. 16 Issue: 6, pp. 288-290.

133. Lasmane, A., Kaposta, I., Sautins, N. (2011). Work Motivation Peculiarities of
Employees from Various Industries in Latvia. Journal of Pedagogy and Psychology "Signum
Temporis”, Vol. 2(1), pp. 34-45.

134. Latvian Information and Communications Technology Association. LIKTA.
Retrieved from: https://likta.lv/en/industry-in-numbers/ 4.06.2019

135. Lehky, M. (2011). Leadership 2.0. Wie Fiihrungskrifte die neuen
Herausforderungen im Zeitalter von Smartphone. Burn-out & Co. managen. 1st ed. Frankfurt am
Main: Campus. 232 p.

136. Lewins, A., Silver, C. (2007). Using Qualitative Software: A Step-by-Step Guide.
London: Sage, 287 p.

137. Lewin, K. (1946). Action research and minority problems. Journal of Social Issues,
\ol. 2, pp. 4-46.

138. Lewis, N. M., Donald, B. (2010). A new rubric for “creative city” potential in
Canada’s smaller cities. Urban Studies, No. 47, pp, 29-54.

139. Lobo, J., Mellander, C., Stolarick, K., Strumsky, D. (2014). The Inventive, the
Educated and the Creative: How Do They Affect Metropolitan Productivity? Industry and
Innovation. Vol. 21, No. 2, pp.155-177.

140. Lopes, S., Chambel, M.J., Castanheira, F., Oliveira & Cruz, F. (2015). Measuring
Job Satisfaction in Portuguese Military Sergeants and Officers: Validation of the Job Descriptive
Index and the Job in General Scale. Military Psychology, No. 27:1, pp. 52-63.

141. Lorenzen, M., Andersen, K. (2009). Centrality and Creativity: Does Richard
170


https://likta.lv/en/industry-in-numbers/
https://www.tandfonline.com/doi/abs/10.1037/mil0000060
https://www.tandfonline.com/doi/abs/10.1037/mil0000060
https://www.tandfonline.com/doi/abs/10.1037/mil0000060

Florida’s Creative Class Offer New Insights into Urban Hierarchy? Economic Geography, Vol.
85:4, pp. 363-390.

142. Lundberg, C., Gudmundson, A. & Andersson, T. (2009). Herzberg's Two-Factor
Theory of work motivation tested empirically on seasonal workers in hospitality and tourism.
Tourism Management, Vol.30, Issue 6, pp. 890-899.

143.  Luther, N. (2000). Integrity Testing and Job Performance within High Performance
Work Teams: A Short Note. Journal of Business and Psychology, Vol. 15, No. 1, pp.19-25

144. Maidani, E. (1991). Comparative Study of Herzberg's Two-Factor Theory of Job
Satisfaction among Public and Private Sectors. Public Personnel Management, Vol. 20, Issue 4,
pp. 441-448.

145.  Mannheim, K. (1952). The Problem of Generations. Essays on the Sociology of
Knowledge: Collected Works, Vol. 5, New York: Routledge, pp. 276-322.

146. March, J. (1988). Decisions and Organizations. Oxford: Blackwell, 458 p.

147. Maslow, A. (1954). Motivation and Personality. New York: Harper. 369 p.

148. Masson, A. (1995). L’héritage au sein des transferts entre générations: théorie,
constat, perspectives. Les Solidarités entre Générations Attias-Donfut. C. (ed.). Paris: Nathan, pp.
473-474.

149. Matei, M.-C. & Abrudan, M.-M. (2016). Adapting Herzberg's Two Factor Theory
to the Cultural Context of Romania. Procedia - Social and Behavioral Sciences. Vol. 221, 7, pp.
95-104.

150. Maxwell, J. (2015). Expanding the History and Range of Mixed Methods Research.
Journal of Mixed Methods Research. Vol. 10, Sage, pp. 12-27.

151. McClelland, D. C., & Burnham, H. (1976). Power is the Great Motivator. Harvard
Business Review, March-April, pp. 100-109.

152.  McClelland, D.C. (1987). Human Motivation. New York: University of Cambridge,
663 p.

153.  McGuigan, J. (2006). Modernity and postmodern culture. Open University Press,
200 p.

154.  McKnight, D. H., Phillips, B., & Hardgrave, B. C. (2009). Which reduces IT
turnover intention the most: Workplace characteristics or job characteristics? Information &
Management, 46(3), pp. 167-174.

155. McVety, A. K. (2015). "JFK and Modernization Theory,” in Andrew Hoberek,
ed., The Cambridge Companion to John F. Kennedy, pp. 103-117.

156. Mendryk, 1. (2016). Employees of Generation Y — Their Profile Based On Research
171


https://www.sciencedirect.com/science/journal/02615177
https://www.sciencedirect.com/science/journal/02615177/30/6
https://www.sciencedirect.com/science/journal/18770428
https://www.sciencedirect.com/science/journal/18770428/221/supp/C

Results, International Journal of Synergy And Research, Vol.4, No.2, pp. 76-86.

157. Mergel, Th. (2011). "Modernization". Mainz: Institute of European History.
Retrieved July 11, pp. 1-18.

158. Mishler, W., Rose, R. (2007). Generation, Age, and Time: The Dynamics of
Political Learning during Russia’s Transformation. American Journal of Political Science. Vol. 51,
No. 4, pp. 822-834.

159. Molina Azorin, J.F., Cameron, R. (2015) History and Emergent Practices of
Multimethod and Mixed Methods in Business Research. Hesse-Biber, S. & Johnson, R.B. (eds.),
Oxford Handbook of Multimethod and Mixed Methods Research Inquiry, New York: Oxford
University Press, pp. 466-485.

160. Mommaas, H. (2009). Spaces of Culture and Economy: Mapping the Cultural-
Creative Cluster Landscape. Kong L., O'Connor J. (eds) Creative Economies, Creative Cities. The
GeoJournal Library, vol 98. Springer, Dordrecht, pp.45-59.

161. Murphy, E.F, jr., Gibson, J. W. & Greenwood, R. A. (2010). Analyzing generational
values among Managers and Non-Managers for Sustainable Organizational Effectiveness. ISAM
Advanced Management Journal, pp. 33-55.

162. Munir, Z., Nur, F., Shereen, N., Veera, S. & Rozilah, A.A. (2018). Securing the
Future: Retention Among Generation Y Employees, Journal of Human Resource Management
Research, Vol. 2018, pp.1-9.

163. Miicen, B. (2018). The ontology of capital: On the shared methodological limits of
modernization theory and its critics. History and Theory, Vol. 57(2), pp. 173-194.

164. Miiller, B., Zoback, M. L., Fuchs, K., Mastin, L., Gregersen, S., Pavoni, N.
Stephansson, O. & Ljunggren, C. (1992). Regional patterns of tectonic stress in Europe. Journal
of Geophysical Research “Solid Earth”. Res., 97(B8), pp.11783-11803.

165. Munir, Z., Nur, F., Shereen, N., Veera, S. & Rozilah, A.A. (2018). Securing the
Future: Retention Among Generation Y Employees, Journal of Human Resource Management
Research, Vol. 2018, pp.1-9.

166. Nakhate V. (2016). Critical Assessment of Fredrick Herzberg’s Theory of
Motivation with Reference to Changing Perception of Indian Pharma Field Force in Pune Region.
The International Journal of Business & Management. Vol 4. Issue 1. January, pp. 182-190.

167. North, D. (1990). Institutions, Institutional Change and Economic Performance.
Cambridge: Cambridge University Press, 159 p.

168. O'Connor, J., Kong, L. (2009). Creative Economies, Creative Cities: Asian-
European Perspectives. Research Collection School of Social Sciences, Springer Netherlands, 234

p.
172


http://www.ieg-ego.eu/mergelt-2011-en

169. OECD and Eurostat (1995). Manual on the Measurement of Human Resources
Devoted to S&T — Canberra Manual. Paris: OECD, 111 p.

170. Olafsen, A.H., Deci, E.L., Halvari, H. (2018). Basic psychological needs and work
motivation: A longitudinal test of directionality. Motivation and Emotion. Vol. 42, Issue 2,
Springer US, pp. 178-189.

171. Olson, K. (2013). Paradata for Nonresponse Adjustment. The Annals of the
American Academy of Political and Social Science, Vol. 645, No. 1, pp. 142-170.

172. Ozsoy, E. (2019). An Empirical Test of Herzberg's Two-Factor Motivation Theory.
Marketing and Management of Innovations, Vol. 1, pp. 11-20.

173.  http://doi.org/10.21272/mmi.2019.1-01

174. Park, S.M., Word, J. (2012). Driven to Service: Intrinsic and Extrinsic Motivation
for Public and Nonprofit Managers. Public Personnel Management, \ol. 41 (4), pp. 705-734.

175. Parshetty, S. (2019). Employee Motivation and Their Impact on Employee
Performance in Banking Sector in Hyderabad Karnataka Region, International Journal of Trend in
Scientific Research and Development, Vol.3 pp.390-393.

176. Pembi, S. (2019). Vroom’s Expectance Theory and its Application in Management
of Incentive Scheme in Adamawa Plastic Company, Yola, Nigeria, International Journal of Trend
in Scientific Research and Development, Vol.3, Issue 5, pp. 334-339.

177. Peter, J. and Daniel, J.S. (2016). Evolving Views on Monetary Policy in the thought
of Hayek, 29(4), pp. 351-370.

178. Pierre E., Jackson A. (2014). Qualitative Data Analysis After Coding. Qualitative
Inquiry, Vol. 20(6), pp.715-719.

179. Porat, M. (1998). The Information Economy: Definition and Measurement.
Washington DC: Office of Telecommunications, 319 p.

180. Pratt, A.C. (2009). Policy Transfer and the Field of the Cultural and Creative
Industries: What Can Be Learned from Europe? Creative Economies, Creative Cities. The
GeoJournal Library, ed. by Kong L., O'Connor J., Vol 98. Dordrecht: Springer, pp. 9-23.

181. Puchta, D., Schneider, F., Haigner, S., Wakolbinger, F., Jenewein, S. (2010). The
Berlin Creative Industries. An Empirical Analysis of Future Key Industries. Gabler Verlag. 152 p.

182. Pw, C. (2011). Millennials at work, reshaping the workplace. Retrieved from
https://www.pwc.com/gx/en/managing-tomorrows-people/future-of-work/pdf/mtp-future-of-
work.pdf 14.07.2017

183. Rich, M. (2013). “From coal to cool”: the creative class, social capital, and the
revitalization of Scranton. Journal of Urban Affairs, Vol. 35, No. 3, pp. 365-384.

184. Richards, G., Wilson, J. (2007). Tourism, Creativity and Development. New York:
173


https://www.pwc.com/gx/en/managing-tomorrows-people/future-of-work/pdf/mtp-future-of-work.pdf
https://www.pwc.com/gx/en/managing-tomorrows-people/future-of-work/pdf/mtp-future-of-work.pdf

Routledge, 346 p.

185. Riley, S. (2005). Herzberg's Two-Factor Theory of Motivation Applied to the
Motivational Techniques within Financial Institutions. Senior Thesis, Eastern Michigan
University, 120 p.

186. Rose, R., Mishler, W., Haerpfer, C. (1998). Democracy and Its Alternatives:
Understanding Post-Communist Societies. Baltimore: Johns Hopkins University Press, 272 p.

187. Rosenau, J. (2003). Distant Proximities: Dynamics Beyond Globalization.
Princeton, NJ: PrincetonUniversity Press, 456 p.

188. Rosetti, F. (2017). The Business Demography of the ICT Sector in Europe. JRC
Science for Policy Report. Retrieved from:
http://publications.jrc.ec.europa.eu/repository/bitstream/JRC106589/jrc106589(1).pdf 11.10.2018

189. Rossmann, J., Gummer, T. (2016). Using Paradata to Predict and Correct for Panel
Attrition. Social Science Computer Review, Vol. 34, No. 3, pp. 312-332.

190. Saif, K.F,, Nawaz, A., Jan, A., Khan, M.I. (2012]). Synthesizing the theories of job-
satisfaction across the cultural/ attitudinal dimensions. Interdisciplinary Journal of Contemporary
Research in Business, 3 (9), pp. 1382-1396.

191. Sax, L. J., Gilmartin, Sh.K. & Bryant, A. N. (2003). Assessing Response Rates and
Nonresponse Bias in Web and Paper Surveys. Research in Higher Education. Vol. 44, No. 4. pp.
409-432.

192. Schien, E.H. (1980). Organizational Psychology, 3rd, ed. New Jersey: Prentice Hall,
288 p.

193. Shin, S. J., Zhou, J. (2003). Transformational leadership, conservation, and
creativity: Evidence from Korea. Academy of Management Journal, 46(6), pp. 703-714.

194. Schwartz, S. (1992). Universals in Content and Structure of Values: Theoretical
Advances and Empirical Tests in 20 Countries. Advances in Experimental Social Psychology. Vol.
25, pp. 1-65.

195. Schwartz, S. (2008). Cultural value orientations. Nature and implications of
national differences. Moscow: Publishing house of SU HSE, pp. 37-67.

196. Schwartz, S. & Bardi, A. (1997). Influences of adaptation to communist rule on
value priorities in Eastern Europe. Political Psychology. Vol. 18, No. 2, pp. 385-410.

197. Schwartz, S., Bilsky, W. (1990). Toward a Theory of the Universal Content and
Structure of Values: Extensions and Cross-cultural Replications. Journal of Personality and Social
Psychology. Vol. 58, pp. 878-891.

198. Schwartz, S., Lehmann, A. & Roccas, S. (1999). Multimethod Probes of Basic

Human Values. Social Psychology and Culture Context: Essays in Honor of Harry C. Triandis.
174


http://publications.jrc.ec.europa.eu/repository/bitstream/JRC106589/jrc106589(1).pdf

Newbury Park, 31p

199. Seemiller, C., Grace, M. (2016). Generation Z Goes to College. New York: John
Wiley & Sons, Incorporated. 320 p.

200. SIM IT Trends Study 2018. Issues, Investments, Concerns, & Practices of
Organizations. Retrieved from https://www.simnet.org/IT-trends 2.06.2019

201. Small, R., Zakaria, N. & El-Figuigui, H. (2004). Motivational Aspects of
Information Literacy Skills Instruction in Community College Libraries. College & Research
Libraries, Vol. 65, No. 2, pp. 96-120.

202. Standard Definitions: Final Dispositions of Case Codes and Outcome Rates for
Surveys (2016). American Association for Public Opinion Research. Transl. from Eng. by A. A.
Ipatova, D. M. Rogozin. 8-th ed. Moscow: Russian Public Opinion Research Center (VCIOM), 88
p.

203. Stange, M., Barry, A., Smyth, J. & Olson, K. (2016). Effects of Smiley Face Scales
on Visual Processing of Satisfaction Questions in Web Surveys. Social Science Computer Review.
36(6), pp. 756-766.

204. Strauss, A. L. (1987). Qualitative Analysis for Social Scientists. New York:
Cambridge University Press, 278 p.

205. Steers R.M., Sanchez-Runde C.J. (2002). Culture, motivation, and work behavior.
In M. J. Gannon & K. L. Newman (Eds.), The Blackwell handbook of principles of crosscultural
management (pp. 190-216). Bodmin (UK): MPG Books.

206. Stock, R. M. (2015). Is boreout a threat to frontline employees' innovative work
behavior? Journal of Product Innovation Management, 32(4), pp. 574-592.

207. Sykes, A., Venkatesh, V., Johnson J. Enterprise System Implementation and
Employee Job Performance. MIS Quarterly , Vol. 38, No. 1, pp. 51-72,

208. Sutanto, E.M., Scheller-Sampson J. & Mulyono, F. Organizational justice work
environment and motivation. International Journal of Business and Society, Vol. 19(2), p. 313-332.

209. Sztompka, P. (1996). Trust and Emerging Democracy: Lessons from Poland.
International Sociology, Vol.11, No.1, pp. 37-62.

210. Tasmin R., Salehuddin, M.F. (2016). The Linkage of Potential Hazards with Safety
Impact: A view from Floating Storage Facility in Malaysia Proceedings of the 13th International
Conference on Innovation and Management. (I1), November, 28-30, pp. 1033

211. Taylor, J. (2012). First Principles: Five Keys to Restoring America’s Prosperity.
New York: W. W. Norton & Company Inc., 221 p.

212. The Center for Generational Kinetics. (2018). Retrieved from:

http://genhqg.com/fag-info-about-generations 10.01.2019.
175


https://www.simnet.org/IT-trends
http://genhq.com/faq-info-about-generations

213. Thibault, L., Gagné, M., Forest, J., Guerrero, S., Séguin, M., Papachristopoulos, K.
(2017). The relation betweenfinancial incentives, motivation, and performance. Journal of
Personnel Psychology, 16(2), pp. 61-76.

214.  Tomlinson, M. (1999). The Learning Economy and Embodied Knowledge Flows in
Great Britain. Journal of Evolutionary Economics, Vol. 9, No. 4, pp. 431-451.

215. Tschang, T. (2009). Creative Industries Across Cultural Borders: The Case of Video
Games in Asia. Vol. 98, pp. 25-42.

216. Umeozor, S. (2018). Motivation and Human Resources in Libraries. International
Journal of Knowledge Content Development & Technology, Vol.8, No.3, pp. 29-40.

217. Urban Audit 2013/2014: European Cities. Central Statistical Bureau of Latvia.
Retrieved from:
http://www.csb.gov.lv/sites/default/files/urban_audit 2013 2014 european_cities_0.pdf
15.03.2018

218. Uzzi, B. & Spiro, J. (2005). Collaboration and creativity: The small world problem,
American Journal of Sociology, Vol. 2, pp. 447-504.

219. Van den Broeck, A., Ferris, D. L., Chang, C.-H., Rosen, C. C. (2016). A review of
self-determination theory's basic psychological needs at work. Journal of Management, 42(5), pp.
1195-1229.

220. Vallerand, R. J. (1997). Toward a hierarchical model of intrinsic and extrinsic
motivation. Advances in Experimental Social Psychology, 29, pp. 271-360.

221. Vitola, A. (2010). Creative Cities in Latvia. Conference: The Role of Human
Capital in Development of Countries and Regions of Central and Eastern Europe, At Torun,
Poland. Retrieved from:
https://www.researchgate.net/publication/215659149 Creative_Cities_in_Latvia 11.12.2018

222. \ollmeyer, R., Jenderek, K., Tozman, T. (2013). How Different Motivational
Aspects Can Affect Moral Behavior. Handbook of Moral Motivation: Theories, Models,
Applications, ed. by K. Heinrichs, et al, Sense Publishers, pp.141-157.

223.  Vroom, V.H. (1964). Work and Motivation. New York: Wiley, 331 p.

224. Wagner, B. (2014). Motivation in the hospitality industry through leadership and
emotional intelligence. Values in Shock. The role of contrasting management, economic and
religious paradigms in the workplace, Riga, pp. 192-199.

225. Watts, D.J., Dodds, P.S. & Newman, M.E.J. (2002). Identity and Search in Social
Networks. Science, Vol. 296, pp. 1302-1305.

226. Weihrich, H. (1994). Quality: the Imperative, the Jungle, and the Two-factor

Theory. Industrial Management, July-Aug, Questia, pp. 17-20.
176


http://www.csb.gov.lv/sites/default/files/urban_audit_2013_2014__european_cities_0.pdf
https://www.researchgate.net/publication/215659149_Creative_Cities_in_Latvia

227. Welsh, M.J. & Brazina, P.R. (2010). Gen Y anatomy lesson: they’re not alien, just
different. Pennsylvania CPA Journal, Vol. 81, No. 3, pp. 1-5.

228. West, C. & Zimmerman, D. H. (1982). Small Insults: A Study of Interruptions in
Conversations Between Unacquainted Persons. Language, Gender and Society, ed. by B. Thorne,
C. Kramarae, and N. Henley, Rowley (MA): Newbury House, pp. 102-117.

229. Welzel, C. & Inglehart R.F. (2016). Misconceptions of Measurement Equivalence:
Time for a Paradigm Shift. Comparative Political Studies, Vol. 49, No. 8, pp. 1068-1094.

230. Wheatley, M. (2005). Finding our Way: Leadership for an Uncertain Time. San
Francisco: Berrett-Koehler, 51 p.

231. Wickramaarachchi, N. & Butt A. (2014). Motivations for retention and mobility:
Pathways of skilled migrants in regional Victoria, Australia. Rural Society, 23(2), pp. 188-197.

232.  Williams, L.R. (2003). Keep 'Em Motivated: A Practical Guide to Motivating
Employees. Marshall Cavendish International (Asia) Ptd Ltd. 136 p.

233. World Bank (2018). Retrieved from:
https://databank.worldbank.org/reports.aspx?source=population-estimates-and-
projections&Type=TABLE&preview=on# 11.05.2019

234.  Wuwei, L. (2011). How Creativity Is Changing China. Bloomsbury Publishing
PLC, 160 p.

235.  Wyatt, D. (1993). Out of the Sixties: Storytelling and the Vietnam Generation.
Cambridge, MA: Cambridge University Press, 244 p.

236.  Wynekoop, J. & Walz, D. (1998). Revisiting the Perennial Question: Are IS People
Different? Data Base. 29, pp. 62-72.

237.  Yuan, F., Woodman, R. W. (2010). Innovative behavior in the workplace: The role
of performance and image outcome expectations. Academy of Management Journal,53(2), pp.
323-342.

238. Yan, T. & Olson, K. (2013). Analyzing Paradata to Investigate Measurement Error.
Chapter 4. Improving Surveys with Paradata: Analytic Uses of Process Information, ed. by Frauke
Kreuter. Hoboken, NJ: John Wiley & Sons, pp. 73-95.

239. Zhang, Ch. & Conrad, F. G. (2014). Speeding in Web Surveys: The tendency to
answer very fast and its association with straightlining. Survey Research Methods, Vol. 8, No. 2,
pp. 127-135.

240. Zhao, X., Lynch, J. G., Chen, Q. (2010). Reconsidering Baron and Kenny: Myths
and truths about mediation analysis. Journal of Consumer Research, 37(2), pp. 197-206.

241. Zhu, YQ., Gardner DG., Chen HG (2018). Relationships Between Work Team

Climate, Individual Motivation, and Creativity. Journal of Management, Vol. 44. No. 5, pp. 2094-
177


https://databank.worldbank.org/reports.aspx?source=population-estimates-and-projections&Type=TABLE&preview=on
https://databank.worldbank.org/reports.aspx?source=population-estimates-and-projections&Type=TABLE&preview=on

2115.

242. Jlesarko, U. (2010). Ounnaiia uccnenoanusi B Poccuu 2.0. COOpHUK cTareil moj
pen. Hlamkuna A.B., leBsitko U.®., Haseinosa C.I. — M.: PULI «CeBepo-Boctok». 328 p.

243. Epmomnae, O. (2002). Maremarnueckass CTaTHCTHKA JJIs TICUXOJIOTOB. M.:
MOCKOBCKHUIA MICUXOJIOTUYECKUA HHCTUTYT, 345 p.

244, KympusuoB, . (2006). B3anM03aBHCHUMOCTh JIMYHBIX KOHCTPYKTOPOB U
npoecCHOHAIbHONH MOTHBAIIMHM y CICIHAIUCTOB B O0JACTH WH()OPMAIMOHHBIX TEXHOJOTHH.
Huccepranus Ha COMCKaHME YUEHON CTENIEHU KaHAUAaTa IICUX0JIOrn4ecKkux Hayk. Mocksa, 140 p.

245. Maryn, B., Pynae, M. (2007). )Xu3HeHHBIC LIEHHOCTH HACEJICHUS YKPaWHBI:
CpaBHEHHE C 23 IPYTrUMH €BPONICHCKUMU CTpaHaMU. BecTHUK 00IeCTBEHHOTO MHEHUS. J[aHHbBIC.
Anamu3. Jluckyccum, Ne 3, 4, pp. 21-34.

246. Maryn, B., Pyane, M. (2010). ba3oBble IIEHHOCTH POCCHUSH B €BPONEHCKOM

KoHTekcTe. OOLIeCTBEHHbIE HAYKU M COBPEMEHHOCTh, N3, pp. 5-22.

178



APPENDICES

179



Appendix 1

Appendix 1. Guide for Interview with IT professionals

laiig uatepseio ¢ IT mpodeccnonanamu.

Beenenue: Cnacubo Oonbliioe, 4TO cOmIacWUiINCh Ha WHTEepBbIo. Harmne uccienoBanue
CBSI3aHO C U3YYCHHEM MPOGECCHOHATBLHOTO COO0IIECTBa CIIeUAMCTOB, paboTaroniux B chepe IT
texHoyoruii. Hac mHTEpecyeT, B yeM OCOOCHHOCTH 3TOH pabOTHI, B UYe€M €€ MPEeUMYIIECTBa,
JIOCTOMHCTBA M HEJOCTATKH, Kak (opmupyercst nmpodeccruoHanbHas 3TUKa, IpodeccunoHaabHast
KYJIbTYpa, KaKie [EHHOCTHU CYIIECTBYIOT B 3TOH cpefie U T.J. BoIbIIMHCTBO BOIIPOCOB CBA3AHO C
Bamum nmuunbiM onbiToMm U Bameit npodeccuonansuoit 6norpadueii. [Tostomy s nmpoury Bac He
BOJIHOBAaTbCSA U OTBEYaTh MOJPOOHO U OTKpoBeHHO. Ha Bompockl, KoTopele 51 Oyny 3a1aBarh, HET
MPAaBWIbHBIX WM HEMIPABWIBHBIX OTBETOB. ECTh ToNIbKO Baiie MHeHre 1 Bain onbIT, KOTOPBI HAC
U UHTEpeCyerT.

buorpaduyeckunii 0;10K.

1. Bama pabota cBsizana ¢ IT texnonorusimu. Pacckaxute, moxanyiicra, 0 TOM, Kak
Brer mawanu paborate B TOil cdepe? Kakoe y Bac obOpasoanue? CBsS3aHO JH OHO C TOH
Crelranu3almei, KOTopor Bel ceiiuac 3aHnMaeTech? Hackombko caMOCTOSTENIbHBIM OBLIO Ballle
peleHre Noay4uTh Takoe oOpa3oBanue?

2. Br1 Bcerna padotanu B obnactu IT TexHonmoruit win y Bac ObUIH MEPUOJBI, KOTIA
Bbl pabGotanu B npyroit chepe? Ecnu ga, To B kakoit? 1 nouemy ceituac Brl Bce-Taku paboraere
B obOmactu IT TexHomoruit?

3. Pacckaxxute, noxainyiicta, o Bameil HpiHemHel pabote. Kak naBHO Bbl paboTaete
B 3TOM komnanHuu? B 3Ty kommaHuio OBUIO TPYIHO yCTpouThcs Ha paboty? Kak mpoxommi
IpolLecc TPyAOYCTPOWCTBA: Bbl LIEJCHANpPABICHHO MCKaJd Takyl paboTy, BaM KTO-TO
pPEKOMEHI0BaJ ATy KOMITAHHIO, BaC MPHUIIACWIN Ciofla Ha paboty? B yem 3axmrouatorcs Bamm
OCHOBHBIE 00S3aHHOCTH?

4. Bam npaButcs Bama pa6ora? Uto BaM B Heil 0COOEHHO HPABUTCS, @ UTO, MOXKET

OBITH HE OYCHb HPABUTCSI?

5. Bbl manupyere B 0003puMOM OyaylleM CMEHHTb KOMIIAaHUIO, B KOTOpPOU
paboraete?
a. ECJIN JA. Kak Bl miaHupyere HcCKaTb HOBYIO pabory? Ha uto Boel Oymere

oOpaiiaTh BHUMaHHe MpU MOHCKe U BbIOOpe koMmaHuu? Yrto Bel B mepByio odepenb XOTUTE
HOJYYUTH OT HOBOM paboThl, U3 TOro, uTo BaM He naet cerogusuHss padora?

b. ECJIM HET. ¥V Bac ecTb BO3BMOXXHOCTb ISl KAPbEPHOTO POCTA B 3TOM KOMIIAHUH
nuiny Bel MokeTe 3aHMMaTh TOJILKO Ty JOJKHOCTh, KOTOpPYIO ceruac 3anuMaere? [[ns Bac BaxkeH

KapbepHBI pocT? UTo MoxeT Bac 3acTaBuTh 3ayMaTbcsi 0 CMEHE MecTa padoThI?
1
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6. YV Bac ecTh IJ1aHbI IO TOBOTY COOCTBEHHOM Kaphepbl? Kak Bl BooOIIIe uTaHupyeTe
CBOIO TpodeccroHalbHYI0 XU3Hb? Hanmpumep, kem Obl Bl xotenu ObITh yepes 5 ner? A yepes
10?

[TpodeccronanbHbIi OJI0K.

1. IT chepa oueHs ObICTPO pa3BUBACTCS, B HEW BCe OYEHBb OBICTPO MeHseTcs, Kak BbI
y3HaeTe 0 TOM HOBOM, YTO MOSIBJISIETCS B Ballel mpogeccun?

2. CkaxuTe, noxainyiicra, Baiie nmonoxxeHne B 3TOW KOMIIAHUM KaK-TO 3aBUCHUT OT
TOTO, TTOBBINIaeTe Brl cBOM npodeccronanbHbIil ypoBeHb Wik HeT? Eciau na, To kak? Bam Gomnbie
IUIATST, Y Bac €CTh BO3MOXKHOCTb 3aHSATh 0o0Jiee BBICOKYIO JOKHOCThH, BBl MOXKETE MN3MEHUTh
YCJIOBHSI CBO€H pabOThI WIIH YTO-TO €Iie?

3. B coBpeMeHHOM MHpe 4enoBeKy OOBIYHO HE XBATaeT 3HAHWIA, MOJTYYEHHBIX BO
BpeMmsi yueObl B yHUBepcuTeTe. Kak Bbl momyyaeTe HOBbIE 3HaHUS? PyKoBO/ICTBO Ballleil KOMIIaHUU
YTO-TO JI€TIaeT ISl TOTO, YTOOBI COTPYIHUKHU MOTyYald HOBbIC 3HAHUS U yMEHUs?

4, Kak Bsl Mmoriii 061 onieHuTh poIHOK | T TexHOMOTHiA B JlarBun? Jlerko oM ceroaHs B
JlatBum HaiiTu Xopouryio paboTy B 3T0il chepe? UyBcTByere 1 BBl KOHKYpPEHIIMIO Ha CBOEM
paboueM mecte? ITO MpecTkHas padbora? DTo BRICOKOOMIaunBaeMasi pabora?

5. Bbr cunraere narBuiickux |T chenuanncToB KOHKYPEHTHO CHOCOOHBIMH Ha
MexayHapoaHoM peiHke? Ilouemy Bbl Tak gymaere? Kak Bam kaxercs, Bel Moru Obl ceifuac
HaliTh paboty B aApyroii ctpane EBpornbl unu B Amepuke? A Brl npoGoBanu?

a. ECJIM JA. YV Bac He nosnyuminock? B uem Oblin ocHOBHBIE npobieMbl? [Touemy
Brr1 Bce eme paboraere B JlarBuu? Bei Oynete elie npITarbecst HAWTH paboOTy B Apyroit crpane?

b. ECJIN HET. Bbl He npo6oBaiu, MOTOMY YTO CUUTAETE, YTO HUYETO HE MOJIYUYUTCS
WM [IPOCTO HE XOTHUTE yekaTh U3 JlarBun? Moxere 00bICHUTH OAPOOHEE CBOIO MO3HUIINIO?

6. Ckaxure, oXxanyiicra, eciii Obl Bbl MO CBOOOJTHO BBIOMPATH, TO TJI€ OBl U KEM
Be1 xotenu 6b1 paboTars?

MoTHBaLMOHHLIH OI0K.

JlaBaiiTe HEMHOTO TTIOTOBOPHM O TOM, 4TO Takoe /ijisi Bac xopomas pabora.

1. Hamnpuwmep, ckaxkure, nmoxkanyiicta, 4To Takoe ajisi Bac xopouas 3apruiara? Kak Ber
ompenensere Uit ceds ee pazmep?

2. D710 cBsi3aHO ¢ Bammmu moTpeOHOCTSIMHU uiu ¢ Bammmu mpencraBieHUsSIMH O
copaBeyiuBocTU? Sl MME0 B BUAY, YTO MEHbIIAs CyMMa IPOCTO HE IOKpHIBAeT Balll
MOBCETHEBHBIC PacXo/bl WK Bam kaxercs, 4ro, yuuThiBas Bam ypoBeHb kBamudukanuu, Be
JIOCTOWHBI Tako# OO OombIIei 3apriaThl?

3. Bbl 00BIYHO CpaBHHMBAETE CBOIO 3apIuiaTy ¢ 3apruiatoit kosuter? [[nst Bac BaxkHO,

MOJIy4aTh OOJIbIIE, YeM JIPyTue KOJIJIETH, 10 KpaitHel Mepe, 4eM OOJIBITUHCTBO KOJUIET?
2
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4, Cxaxure, noxkaryicra, eciii Bam He XBaraeT JIeHeT Ha KaKhe-TO TEKYIIHUE pacXOIbl
(HarpuMep, BaM HaJo clelaTh PEMOHT, KyAa-TO I0€XaTh, YTO-TO KYIUTh U T.J1.) Bbl HaunHaeTe
HKOHOMUTD, UILETE JTOTOTHUTEIBHBIN T0X0/] UM JyMaeTe O TOM, YTOObI CMEHUTH paboty?

5. A 4TO BBI CTaHETE JIeNaTh, €ClIi HeXBaTka JCHer CTaHET XPOHUYECKOMH, T.e. Bl
noiMere, 4TO Bbl IOCTOSIHHO OTKA3bIBAE€TECh OT YET0 BaYKHOTO MJIM HYKHOTO Jiist Bac?

6. BbI cunTaere CBOIO HBIHEIIHIOK paboOTy TBOPUECKON, HHTEPECHON UITH JOCTAaTOYHO
PYTHHHOM?

a. ECJIM PYTUHHOM. Pyruna e BbI3bIBacT y Bac muckombopt? Dto mis Bac He
MOBOJ, YTOOBI TOMEHATH paboty? Eciu noBox, To mouemy Brl aToro He nenaere?

b. ECJIM UHTEPECHOM. Yto Bam kaxeTcs mHTepecHsIM B Barmeii paGore? Eciu
061 Bam mpunuiocs uckaTh HOBYIO paboTy, BBl icKamu mMpuMepHO Takyro ke padoTy?

7. Ckaxure, mnoxanyiicra, xopomas paboTra B BalleM IOHUMaHHMHM, JOJDKHA
npeanonaratb cBOOOAHBIA Tpaduk pabOThl, BOSMOKHOCTH YIAJICHHOW pabOThl WM 3TO HE
npuHIMnuansHo aist Bac? O0bsicHuTe, oXKanyhcTa, nouemy?

8. Bbl roToBBl pamum cBOOOABI  caMOMY OIpEAEATh CBOM pabouuili Ae€Hb WU
BO3MOXKHOCTH paboTarh ynaaeHHO, HEMHOTO COKPAaTUTh CBOIO 3apIiary?

9. Pacckaxwure, moxkanyiicta, HEMHOTO O TOM, KaK OpraHHM30BaHa Baiia pabota. Bl
MOJTy4yaeTe OT KOTO-TO 3aJaHMe, YTO BaM HY)XHO cienarh? Ecnu na, To KTo 3TOT yenoBek? Bbl
MoJIydaeTe 3To 3ajanue exenneBHo? Mnmu nepen Bamu craBar 3amady, a Bel camu onpenensiere,
KaK e€ pemlarb ¥ ckojbko Bam aiis aToro Hano Bpemenu? Mnu Bbl HOTHOCTBIO CAMOCTOSITENBHEI B
TOM, 4TO U Korna Bam cnenyer nenars?

10.  Bac ycTpamBaeT TOT ypOBEHb HE3aBUCHMOCTH (FJTH 3aBHCUMOCTH ), KOTOPBIH €CTh B
Bauieil padore? Bbl xoTenu Obl yTO-TO M3MEHUTH? UTO?

11.  Bama pabora ocTaBisieT BaM BpeMs M BO3MOXKHOCTb Ul JIMUHOM >KU3HU, JUIS
BaIuX xo00M, /11t oOIIeHUs ¢ ceMbell U Apy3baMu? Bam xoTenoch Obl, YTOOBI TAKOr0 BpEMEHU
Ob110 OombiIe? CBOOOAHOE BpeMs - 3TO BooOIIe BakHO WK pabota Juist Bac unrepecnee, yem
CBOOOIHOE BpEeMSITPETPOBOXK IeHNE?

12. U B xauecTBe nmocienHero Bonpoca. J{apaiite npeacraBum cedbe CUTyaluio, uTo Bel
— PYKOBOJIUTEINH KAKOTO-TO KPYITHOTO POEKTa, ¥ BaM HaJ10 MOTUBHUPOBATH JIIOIeH paboTark Oosee
WHTEHCUBHO, 4yeM 00bIyHO. T.e. ecTh 3ajaya, KOTOPYIO HAJO BBINOJIHUTH, U HAJ0, YTOOBI BalIl
COTPYOHUKH padoTalld HampsHKEHHO, W, BO3MOXKHO, 00jbIne 00braHOTrO. YTOoOBI BBI m71s1 3TOTO
caemann?

13. Hackonbko 3(p(peKTUBHBI B TaKOil CUTYyallMM yrpo3bl, CBI3aHHBIC C YBOJIbHEHUEM,
nuienreM npemud u T.4.7 [louemy Bl Tak qymaere?

14. Bam camoMmy Korja-HUOYIb MPUXOAMIIOCH BBIMOJHATH CIOXKHYIO padory? Urto
3
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3aCTaBJISLIO Bac paboTarh XOpomio?

Bornbiioe ciacu6o 3a MHTEPBBIO. BBII0 04EHb HHTEPECHO C BaMU IMOOOIIATHCS.



Appendix 2. Questionnaires

AHKETA

VYBaxxaemble npodeccronansl | T-ungycrpun!
Msbl TpoBOAMM ONIPOC, KOTOPHIH MOMOXET paboToAaTesssM YCOBEPLIEHCTBOBaTh cucTeMy MortuBanuu I1T-
CIHELMATNCTOB, YU€CTh IOTPEOHOCTH U JKENaHUS COTPYIHUKOB.

B ankere 4 6110Ka BOIpocoB. 3aroHEHHE aHKeTHI 3aiiMeT He Oosee 10 MUHYT.

Ms1 Oynem OnarogapHsl Bam 3a ydacTue 1 3a OTBET Ha BCE BOIIPOCHI!
OUJIBTP

CONOTRWUNMNPWOONOOTRWNMNENOONORWNERE

Kakos craryc Bameit 3anasitocT?
ITomHast 3aHATOCTE C OQHUIHATBHBIM TPYAOYCTPOHCTBOM.
YacTtruaHast 3aHATOCTB C O(PUIIHATBHBIM TPYAOYCTPOHCTBOM.

Cormemaro oby4uerneM B BY3e ¢ paboToii, koTopas cBs3aHa ¢ OyayIei crieriaibHOCTRIO.
Cormemtaro obyuerne B BY3e ¢ paboroif, koTopasi He CBsI3aHa ¢ OyIymiei crenraabHOCTRIO.

CryneHrt, He paboTaio
Camo3zansTsiii/ Opunancep
Haxoxych B I€KpETHOM OTITyCKE
be3pabotHsrit

[Iencuonep

Kakyro nomxnocts Bl 3aHuMaere?
PabotHuk win pykoBogutens B chepe IT
PaboTtHuK chepsl 00cTyKUBaHUSL
Bpau/mencectpa

Byxranrep

[IpeanpuanMarens
CoOCTBEHHHK

IIpenonasarens

Jupexrop

Hpyroe

B kaxoit orpacinu Bel paboraere?
Cenbcroe X035HCTBO
WHdopmanmoHHbIE TEXHOIOTHI
3npaBooxpaHeHHE

DuHaHCHI

CrpourenabcTBo

OmnroBast TOProBiIst

Po3unyHast Toprosis
O6pa3oBanue

HckyccTBO

10. HenpuxumocTthb

11. JIpyroe

brox 1.

ITepBerrit 010K comepKUT oOMIKe BOMIPOCH o0 Bac

PP OWONRERRONPRPONDNEE

Bam nos:

Myxckoit

Kenckuit

Ckounbko Bam nonseix net?

Kaxkoit y Bac ypoBeHs o6pazoBaHus?

O6mee cpeqHee (3aKOHYHI CPEIHIOIO TITKOITY)

Cpennee nmpodeccHoHATbHOE (TEXHUKYM, KOJUIEK, MPOPECCHOHATTLHBIE KYPCHI)
Bricmiee HeokoHUEHHOE (€1Ie YUUTECh/TIPepBaIl 0OyIEHHUE)

Briciiee

Bamre o6pazoBanue cBsizano ¢ | T-texHOMOTHAMU?

Ha

Her. A xaxoe y Bac oOpa3oBaHue
3aTpyAHSAIOCH OTBETHTH

Kak BrI cunraete, cerogns B JlatBum npectikHO ObITh | T-crieramuctom?
O4eHb NPECTHKHO

JocTarouyHo MpecTH:KHO

310 00bIYHAs TpOdeccus

Ckopee He TIPEeCTHKHO

Appendix 2
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5. CoBceM HE MPECTHIKHO
6. 3arpyaHsIOCh OTBETUTH
6. Kaxoii y Bac crax pa6ots! |T crieramuctoM B IeTIoM (MMeeTcs B BUAY OpHUIHAIHHOE TPYIOYCTPOHCTBO HA CPOK
He MeHee 3 MecsIeB)?

7. Kak monro Ber pabotaeTe B HBIHEIIHEH KOMIaHUN?

8. I'me BEI ceifyac JKUBETE:
1. B Pure

2. B npyrom ropone

3. B cenbckoit MECTHOCTH
9

1

2

Brl paboTaere B TOM ke MecTe, I/ie )KuBeTe?
Ha
Her, B npyrom
10. Cobupaerecs mu Brl MeHATH MecTO paboThI B Onrpkaiimuii rox?
1. a
2. Her. IIEPEXO/] K BOITPOCY 12.
3. He 3nato
11. BrrOepuTe NpUYMHBL, H3-32 KOTOPBIX BB XOTUTE WIIM XOTEJIN OBl IIOMEHSTH CBOIO PadoOTy
Huzkwit ypoBeHB 3apaOOTHOM IIIATHI.
OTCcyTCTBHE IEPCHEKTUB NMPOYECCHOHAIBHOTO POCTA.
HeT BO3MOXHOCTH IJ151 CAMOCTOSITEIBHO, TBOPUCCKON paOOTHI.
[Toxue B3aMMOOTHOILICHHS C PYKOBOJICTBOM KOMITAaHWUH WM YWIEHAMH KOJUICKTHBA.
OTcyTCTBHE COIMAIBHBIX FAPAaHTHI (COLNAKeT OTIUIAYUBAEMBIH OTITYCK U T.1.)
PaboTa 3aHMMaeT CIUIIKOM MHOTO BPEMEHH.
OueHb TOITO eXaTh O MecTa paboThI.
[ocrosiHHEBIE TIEPEPAOOTKH.
Kommanus cimimkoM MajieHbKas, He N3BECTHAs, HE IPECTIKHASL.
10. B xoMnaHu# HECTIPABEATIMBO PACIPEIEISIOTCS BO3HATPAXKICHUSL.
Biok 2.
JlanHBIH 670K BOIIPOCOB MOCBsAIIEH BareMy HbIHEITHEMY MECTy PaOOTHI
12. CxonbKo coTpyaHUKOB paboTaet B Bareit komnanuu? (Bkito4as (uinajibl 3a pyOekoM, eciii TaKHe eCTh)
1. Paboraro Ha ce0s
2. 1-49
3. 50-199
4. 200 u 6oxee
13. Baiia koMmaHust SIBISIETCS ...
1. JlarBuiickoii KOMIaHHEH
2. JlarBuiickoit koMmaHuel ¢ GpuaragaMu 3a pyoeskomMm
3. MexnayHapomHOH/3apyOeKHO KOMITaHUH
4. Jlpyroe (3ammcaTth)
14. Berbepure 0CHOBHBIC 3a1a4d, KOTopbie BrI pemaere Ha Texymem Mecte paborsr: HECKOJIBKO OTBETOB
1. BrmonHeHne paboTHl CBA3aHHOW C 0OCIy)XKMBaHHEM OOOPYZOBaHHWS (HaNpUMeEp, YCTAHOBKA, PEMOHT, OTJIA/IKa
obopynoBanus)
ITpoBepka pabOTHI POTPaMM/KOIOB/TIPHIIOKESHU /000Dy I0BAHHUS
ITouck u ycTpaneHne ommbox
Co3pmaHue HOBOTO MPOAYKTA (KO, MPOrpaMMBbl) WA AU3aiHa
Peuienue nmpoOem, CBSI3aHHBIX C CO3J[AHUEM HOBBIX QJITOPHTMOB, IIPOIPAMM.
OnrtuMH3anys NpoLeccoB
[Tonck HOBBIX cITOCOOOB MIIM TTOJIXOIOB K BBHITIOJIHEHUIO 33124
15 CKOJBKO HOBBIX MJIEH, IIOJIX0/I0B, PEIICHHH, pa3padoToK Bl npeanoxxunm/ocyniecTBIIIHN 3a TOCIIeIHIE TToJroaa?
1. Mos pabora c 3TUM He CBsI3aHa
2. Mensbme 10
3. bombme 10
biox 3.
WNneansHast cutyarms (4ero XoTeiaoch Obl)
Kakme cdakxTopsr Hambonee BaxHBI I Bac, uyToObI paboTa BaM HpaBmiIach, Obula ONM3Ka K BalleMy HIealy
(HE3aBHCHMMO OT TOTO, KaKyto paboTy BbI ceiiuac nMeere). BoT crircok u3 mectu GpakToposB.
16. Bribepute oauH (GakTop, KOTOPBIA Hanboliee BaXkeH AJsl Bac, YTo0bI paboTa BaM HpPaBHUJIACh, €CIIU TOBOPUTH 00
ujealbHOM padoTe.
1. HMmetb ciioxHY0 paboTy, BBIIOIHEHNE KOTOPOH JOCTABISIET BaM YyBCTBO yIOBOJILCTBUE OT BALIMX JOCTKEHUH
2. VImMeTb BO3MOXKHOCTb IOBBIIIATH CBOIO KBAJM(HUKAIMIO U IPUOOPETATh HOBBIC HABBIKH.
3. HMmers xopouine ycnoBus Tpyaa (XOpOLIyIo BEHTHIISILIUIO, OCBELIEHHE, pabouee MPOCTPaHCTBO).
4. Vmerp 3HauMTENBHYIO CBOOOAY B TOM, KaK BBIIIOJIHSATH CBOIO PaboTYy.

CoNoTR~wWNE

Noak~own
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5. VmeTh BO3MOXKHOCTH HanOOJIEE MOIHO PEaN30BbIBaTh B pa0OTE CBOM HABBIKU M YMEHHUSI.

6. Mmeth paboTy, KOTOpast OCTABJISIET JOCTATOYHO CBOOOIHOTO BPEMEHH IS JINYHOM MITH CEMEHHOM YKU3HH.

17. BribepuTe BTOPOIi 110 BaXKHOCTH (hakTop.

HmeTs cnoxxHyIo paboTy, BEITOTHEHHE KOTOPOH JOCTABISIET BaM YyBCTBO yAOBOJILCTBUE OT BAILIMX JOCTHXCHHH .
VIMeTh BO3MOXXHOCTH MOBBIIIATH CBOO KBAM(HUKAIIMIO U TPHOOPETATh HOBBIC HABBIKH.

NwmeTs X0opomue ycoBHs TpyAa (XOPOIIyI0 BEHTIIIALINIO, OCBEIICHHE, pabodee MPOCTPAHCTBO).

Hmets 3HauMTENBHYIO CBOOOAY B TOM, KaK BBIIIOJHATH CBOIO PaboTy.

HmeTh BO3MOXXHOCTH HanOoJIee MOJTHO Pean30BhIBATh B pa00TE CBOM HABBIKH M YMEHHSI.

Hmets paborty, KOTOpast OCTaBIIE€T JOCTAaTOYHO CBOOOJHOTO BPEMEHH ISl INUHOM MM CEMEHHOMN JKU3HH.

18 Bribepure TpeTHii 1o BaxxHOCTH (hakTop.

Wmets cnoxxHyI0 paboTy, BEIOJHEHHE KOTOPOH JOCTABISIET BAM YyBCTBO YOBOJIBCTBHE OT BAIIUX JIOCTHKEHHUH.
VMeTh BO3MOKHOCTH MOBBILIATH CBOIO KBAJTU(PHUKAIMIO ¥ TPUOOPETATh HOBBIC HABBIKH.

NwmeTs X0opomue ycoBHs TpyAa (XOPOIIyI0 BEHTIIIALINIO, OCBEIICHHE, pabodee MPOCTPAHCTBO).

HmeTs 3HauMTENBHYIO CBOOOAY B TOM, KaK BBIIIOJHATH CBOIO PaboTYy.

HmeTh BO3MOXXHOCTH HanOoJIEe MOTHO PEATN30BBIBATE B pA0OTE CBOM HABBIKU U YMEHHSL.

Hmets paboTy, KOTOpast OCTAaBIAET JOCTATOYHO CBOOOJHOTO BPEMEHH IS IMYHOM MM CEMEHHON JKU3HH.

19 Bribepure daktop, KOTOpHIN BaM HaNMEHEe BaXKCH.

Hmets cnoxxHyIo paboTy, BEIITOIHEHHE KOTOPOH JOCTABISIET BaM YyBCTBO YIOBOJILCTBUE OT BAILIMX JOCTHXCHHH .
VimeTh BO3MOKHOCTB TIOBBIIIATH CBOIO KBAJTM(DUKAIMIO U NPUOOPETATh HOBBIE HABBIKH.

HmeTh xopoline ycloBusl Tpyaa (XOpOLIyI0 BEHTWIISIHIO, OCBEILeHNE, paboyee IPOCTPaHCTBO).

HimeTh 3HAYMTENBHYIO CBOOO/Y B TOM, KaK BBIIOJIHSATH CBOIO paloTy.

HimeTh BO3MOKHOCTh HanboJiee MOIHO Pean30BbIBaTh B paboTe CBOM HABBIKU M YMEHHUSI.

Hmeth paboTy, KOTOpasi OCTABIIACT JOCTATOUYHO CBOOOAHOTO BPEMEHH IS JTMYHOMN MM CEMCIHOM KU3HH.

0. Kakue ¢axTopbl XapakTepH3yIOT Ballly CETOJHSIIIHIOI padoTy.

Hmets cinoxHyI0 paboTY, BEITOJHEHHE KOTOPOI JOCTABISIET BAM YyBCTBO YZOBOJIBCTBHE OT BaIlUX.

VIMeTh BO3MOXKHOCTH MOBBIIIATH CBOIO KBAIM(HUKAIIMIO U TPUOOPETAaTh HOBBIC HABBIKH.

HmeTs Xopomme ycioBus Tpyaa (XOpOoIIylo BEHTHIISIINIO, OCBEIICHHE, pabodee MIPOCTPAHCTBO).

VmeTs 3HauMTENBHYIO CBOOOAY B TOM, KaK BBIIIOJHATH CBOIO PabOTYy.

HmeTh BO3MOXXHOCTH HanOoJIEE MOTHO PEaTn30BhIBAaTh B pa00TE CBOM HABBIKH M yMCHHSI.

Hmeth paboTy, KOTOpasi OCTABIIACT JOCTATOUYHO CBOOOAHOIO BPEMEHH JIJIS THYHOU MITH CEMEHHOM JKU3HU.

Hu OJUH M3 NEPEYUCITICHHBIX

21 Jl1g Bac BaKHO MMETh NMOCTOSHHYIO paboTy ¢ O(HITHATBEHBIM TPYAOYCTPOWCTBOM HJIM BBl TOTOBBI Ul Hayaia,
4TOOBI MOJYYUTH OIBIT, HA pabOTY 110 BPEMEHHOMY KOHTPAKTy?

1. MHe HyXHa TOJBKO MOCTOsIHHAS paboTa

2. TotoB conacuThcsl HA BpEMEHHYIO paboTy, eCiii OHa OyIeT MHE HHTEPECHA U JaeT BO3MOXKHOCTD ITOJy4aTh HOBBIE
3HAHMS U HaBBIKH.

3. ToroB cormacutscs Ha BpEMEHHYIO PaboTy, €CIM HE CMOTY HalTH MOCTOSHHYIO paboTy.

4. He 3Hato.

22.Tlpencrasere, uTo BaM npeuioxkuinm paboTy 1o BpeMEHHOMY KOHTAaKTY, HO C BO3MOXKHOCTBIO paboTaTh yJaJICHHO
U TIOCTOSIHHYI0 paboTy B oduce ¢ 00s3aTeNbHBIM €XEIHEBHBIM IIOCEIIeHneM. 3apIuiata oamHakoBas. Kakoe
npeanoxenne Brl Ob1 BEIOpamm?

1. BwiOpan 6B TOCTOSTHHYIO PabOTy

2. Cornacuiicst Obl Ha BpEMEHHBIH KOHTPAKT

ourwhE

CDS-”P-S*’!\’!—‘

NoOasONEROOTA©NE

3. He 3naro.

23. A eciu 3a BO3MOXKHOCTh paborarh ynaneHHO Bam cHuzuinu 3apruiary Ha 10%, Bbl Obl cOMacHiINCh C TaKHUM
npeiokeHueM?

1. OO0s3aTenbHO OBI COMTIACHIICS.

2. Cxopee BCEro COrmacuics.

3. Ckopee Bcero He coracmics Obl.

4. TouHO ObI HE COTIACHJICS.

5. 3arpymHsIIOCh OTBETUTH.

24.Yto u3 nepeuricieHHoro Bl ObI XoTenu 1mosyvars B Ka4eCTBE TO/I0BOM MPEMHH 3a YCIICIIHYI0 paboty (BbiOepuTe
onuH 00HYC):

JlononHuTeNbHOE IEHE)KHOE BO3HATPAKICHNE

JIOHOJ'[HI/ITCJ'[BHBIG JHHU K OTITYCKY

KopnoparusHsIii Bele3s 3a pyOex

OrmraunBaeMyro 3apy0eKHYI0 CTaXKUPOBKY Ha Bam Be1Gop

ITocnenHioro Bepcuio aiioHa WU IPYroro MOAHOTO rajpketa Ha Bamr BEIOOD

Jpyroe (ykaxure 4To)

ok~ wnpE

25. Ecniu 661 paboTonarelib BBOIMII CUCTEMY ACTIPEMHUPOBaHUS, BEIOCPHUTE, TPU BapHaHTa, KOTOPbIE ObUIM ObI ISl Bac
HavMEeHee XKeJaTeJIbHbIMU:
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Cucrema mtTpadoB 3a KOHKPETHBIC HAPYIICHUS

Pabota B BBIXOIHBIEC MM NTPA3HUKH 33 CEPHE3HbIC HAPYILICHUS

[ToHmXeHNE B JOMKHOCTH 33 CEPHE3HBIC HAPYILICHUS

YpesaHue COIManbHOTO MaKeTa 3a CEPhe3HbIC HAPYIICHHS

BerIroBop nepen BceMu KoieraMu

Ype3aHne KOMaHIUPOBOK U BO3ZMOXKHOCTEH 00ydIeHNUS

BJ‘IOK 4.

LlenHOCTH M YCTaHOBKH.

[Ipouwnraiite, moxainyiicra, clienyone BEICKa3bIBaHHS, U OTMETBTE TO, YTO MOYKHO OTHECTH K BaM.
26. 5] yacto HepBHMYAIO, BOJHYIOCH U MIEPEKUBaAI0. 51 0GOIOCH, YTO YTO-TO MOXKET HOMTH HE TaK.
CoBepIIeHHO HEBEPHO.

B ocHoBHOM, HEBEPHO.

Cxopee HEBEpHO, 4eM BEPHO.

HelitpanbHo, 1 HU BEPHO, HU HEBEPHO.

Cxopee BepHO, YeM HEBEPHO.

B ocHOBHOM, BepHO.

CoBepIIeHHO BEPHO.

7. 51 mo6mo mronei. S apykentoOHO M OTKPBITO Pa3rOBapHBal0 C TEMH, KOTO s BCTPEYAIO IEPBBIH pas.
CoBepIIIeHHO HEBEPHO.

B ocHOBHOM, HEBEpHO.

Cxopee He BepHO, YeM BEPHO.

HeliTpanbHo, 1 HU BEPHO, HU HEBEPHO.

Cxkopee BepHO, 4YeM HE BEPHO.

B ocHOBHOM, BEpHO.

CoBepIIeHHO BEPHO.

28 VY MeHs xuBoe BooOpakeHue. S mo0Ito (haHTa3MpOBaTh U MO3BOILIO cebe CBOOOIHO AyMaTh 000 BCEM.
CoBepIIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Ckopee HE BEpHO, YEM BEPHO.

HeliTpanbHo, 1 HU BEPHO, HU HEBEPHO.

Cxopee BepHO, YeM He BEpHO.

B ocHoBHOM, BEpHO.

CoBepIIIeHHO BEPHO

29 51 moBepsiro MOIAM U BEPIO, YTO BCE JIIOIU YECTHBIE U MMEIOT 100phIe HAMEPEHHS.
CoBepIIIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Ckopee HEBEpHO, YEM BEPHO.

HelitpanbHo, 1 HU BEPHO, HU HEBEPHO.

Ckopee BepHO, 4eM HEBEPHO.

B ocHOBHOM, BEpHO.

CoBepIIeHHO BEPHO

30 51 ckopee cepbesHblil, 4eM Becellblil uesioBeK. MeHs pelKo MEeperoHseT paroCTh.
CoBepIIIeHHO HEBEPHO.

B ocHoBHOM, HEBEPHO.

Ckopee HEBEPHO, YeM BEPHO.

HelitpasibHo, U HU BEPHO, HU HEBEPHO.

Ckopee BepHO, 4YeM HEBEPHO.

B ocHOBHOM, BepHO.

CoBepIIEHHO BEPHO

31 VY MeHs BHOJIHE TPAAWIMOHHBIE EHHOCTH. MEHS CUNTAIOT YeJIOBEKOM, KOTOPHIH HE BIIOJHE I'OTOB IPHHSATH
HEHHOCTH JAPYTUX KYJIBTYp M APYTUX TPYIII JIFOJEH.

CoBepIlIeHHO HEBEPHO.

B ocHoBHOM, HEBEpHO.

Ckopee HEBEPHO, YeM BEPHO.

HelitpasibHO, U HU BEPHO, HU HEBEPHO.

Cxopee BepHO, YeM HEBEPHO.

B ocHoBHOM, BEpHO.

CoBepIIIeHHO BEPHO

32 51 yacTo ecTBYIO CIOHTAHHO, HE yMasi O ITOCJIE/ICTBUSX MOUX JICHCTBUI M PELLICHH.
1. CoBepuieHHO HEBEPHO.

2. B ocHOBHOM, HEBEPHO.

3. Ckopee HEBEpHO, YEM BEPHO.

ouhk~kwnE

NogkrwdPEPNNOORWNDE
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HeiitpanbHo, 1 HU BEpHO, HU HEBEPHO.

Ckopee BepHO, 4eM HE BEPHO.

B ocHOBHOM, BepHO.

CoBepIIIeHHO BEPHO

S mo6mr0 BeTpedaThest M 00IaThCSl CO MHOTUMHE JIIONBMHE. S TIOTy4aio YIOBOJECTBHE OT KOMITAHHUH, IIPUIEM, YeM

OoIbIIIe JTIONEH, TEM JIyUIIe.

Noak~kwppE

34,
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CoBepIIeHHO HEBEPHO.

B ocHoBHOM, HEBEPHO.

Ckopee HEBEpHO, YEM BEPHO.

HeliTpanbHo, 1 HU BEPHO, HU HEBEPHO.

Ckopee BepHO, 4eM HEBEPHO.

B ocHOBHOM, BepHoO.

CoBepIIIeHHO BEPHO

51 rry6oKO IIEHIO KpacoTy M HCKYCCTBO. MHE OYeHb HPABATCS U HHTEPECHBI MY3bIKa, [T093USI U HCKYCCTBO.
CoBepIIIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Ckopee HEBEpHO, 4eM BEPHO.

HelitpanbHo, 1 HU BEPHO, HU HEBEPHO.

Ckopee BepHO, 4eM HEBEPHO.

B ocHoBHOM, BepHO.

CoBepIIeHHO BEPHO

51 MEeTOMYHBIH YeJIOBEK U JIO0III0 YUCTOTY M NOPAIOK. S Xouy, 4TOOBI Bce OBLIO HAa CBOMX MECTax.
CoBepIIIeHHO HEBEPHO.

B ocHOBHOM, HEBEpHO.

Cxopee HEBEPHO, 4eM BEPHO.

HelitpanbHo, 1 HU BEPHO, HU HEBEPHO.

Ckopee BepHO, YeM HEBEPHO.

B ocHOBHOM, BepHO.

CoBepIIEHHO BEPHO

51 He nIy OCTPBIX OIIYLIEHUH WM IPUKITIOYeHUH. S He JTF00III0 PUCKOBATh.
CoBepIlIeHHO HEBEPHO.

B ocHoBHOM, HEBEPHO.

Ckopee HEBEpHO, YEM BEPHO.

HeliTpanbHo, 1 HU BEPHO, HU HEBEPHO.

Ckopee BepHO, 4eM HEBEPHO.

B ocHOBHOM, BepHoO.

CoBepIIEHHO BEPHO.

Mue He uHTepecHbI aOCTpakTHBIE, TeopeTnueckue uaen. C Moel TOUKH 3peHHs, naeu 0e3 BO3MOKHOCTH HX

BOINIOLICHUSA — 3TO ITYCTAad TpaTa BpEMCHHU.

Noo s wN R

38

CoBepIIEHHO HEBEPHO.

B ocHOBHOM, HEBEpHO.

Cxopee HEBEpHO, 4eM BEPHO.

HeliTpanbHo, 1 HU BEPHO, HU HEBEPHO.

Cxopee BepHO, YeM HEBEPHO.

B ocHoBHOM, BEpHO.

CoBepIIIeHHO BEPHO.

51 "acTo OTKJIaABIBAIO TPYAHYIO M HENPHUATHYIO pabOTy M OCTaBISIO Jejla He3aKOHYEHHBIMH. MHe TpymHO

CO6paTI)CH 1 3aCTaBUTH ceO0s J€J1aTh TO, YTO s JOJIDKCH.

NoosrwdE

39

CoBepIIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Ckopee HEBEpHO, YeM BEPHO.

HeliTpansHo, 1 HU BEPHO, HU HEBEPHO.

Ckopee BepHO, 4eM HEBEPHO.

B ocHOBHOM, BepHO.

CoBepIIIeHHO BEPHO.

S1 OTBETCTBEHHBIH YETIOBEK U BEPIO B ATHUYECKUE MPUHIMIBL. S TepKy cBoM oOemaHus u paboTaro akKypaTHO U

TINATCIBHO.

agrwNPE

CoBepIIIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Cxopee HEBEpHO, 4eM BEPHO.
HeiliTpansHo, ¥ HU BEpPHO, HU HEBEPHO.
Cxopee BepHO, YeEM HEBEPHO.
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B ocHoBHOM, BEpHO.
CoBepIIIeHHO BEpPHO.

40. A gyBcTBYIO ceOs KoM(MOPTHO cpenu qpyrux Jiroaeit. Kak mpaBuino, MeHs He OECIIOKOUT, KOTja MeHsI qPa3HAT WK
KOTZIa 51 [TOT1a1al0 B HEJIOBKOE HOJIOKEHHE.

Nogok~kwbdpE

CoBepIIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Ckopee HEBEPHO, YEM BEPHO.
HeliTpanbHo, 1 HU BEPHO, HU HEBEPHO.
Ckopee BepHO, 4eM HEBEPHO.

B ocHOBHOM, BepHoO.

CoBepIIEeHHO BEPHO.

41 bl prS[MI)II/I YCJIOBCK, KOTOpBII/I YacCTO CIIOPUT. A OTKPBITO BbIpaKaro CBOM F'HEB WJIM HEAOBOJILCTBO KEM-TO.

\‘.@S”P.‘*’!\’E

CoBepIIIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Cxopee HEeBEpHO, 4eM BEPHO.
HelitpaibHo, 1 HU BEPHO, HU HEBEPHO.
Ckopee BepHO, 4eM HEBEPHO.

B ocHOBHOM, BEpHO.

CoBepIIIeHHO BEPHO.

42 51 aKkTHBHBIH YeJIOBEK, MHE HPABHUTCSI OBITH MOCTOSHHO YEM-TO 3aHATHIM. S| 4acTo 4YyBCTBYIO ceOsl MOJHBIM
9HEPIUMU.

NogokrkwbdpE

CoBepIlIeHHO HEBEPHO.

B ocHOBHOM, HEBEpHO.

Ckopee HEBEpHO, YEM BEPHO.
HelitpanbHo, 1 HU BEPHO, HU HEBEPHO.
Ckopee BEpHO, 4eM HEBEPHO.

B ocHOBHOM, BEpHO.

CoBepIIeHHO BEPHO.

43 MHe HpaBHTCSI MEHATH CBOM 3aHATHSA, MTOCEMIATh pa3HBIE MECTa, IPOoOOBaTh, BpeMs OT BPEMEHH, HE3HAKOMBIC
9K30THYECKHE BelIH. MHe HpaBUTCSl HOBH3HA M pa3HOOOpasue.

Nogokr~rwbdpE

CoBepIIIeHHO HEBEPHO.

B ocHoBHOM, HEBEPHO.

Cxopee HEBEpHO, 4eM BEPHO.
HeliTpanbHo, 1 HU BEPHO, HU HEBEPHO.
Cxopee BepHO, YeM HEBEPHO.

B ocHOBHOM, BepHoO.

CoBepIIEHHO BEPHO.

44 51 TO4HO 3HaI0, YETO 5l X0y IOCTHYb U YCep/IHO paboTaro JyIs 3TOTO.

NoaswNe

CoBepIIEHHO HEBEPHO.

B ocHOBHOM, HEBEpHO.

Cxopee HEBEpHO, 4eM BEPHO.
HeliTpanbHo, 1 HU BEPHO, HU HEBEPHO.
Cxopee BepHO, YeM HEBEPHO.

B ocHoBHOM, BEpHO.

CoBepIIIeHHO BEPHO.

45 S peaxo 4yBCTBYIO O€3HAACKHOCTD. S HE CKIIOHEH BUHUTH ce0st 6e3 OCHOBaHUs. B 0CHOBHOM, 51 BIIOJTHE JIOBOJICH
co00i1 1 cBOEH JKU3HBIO.

NooasrwdE

CoBepIIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Ckopee HEBEpHO, YeM BEPHO.
HeliTpansHo, 1 HU BEPHO, HU HEBEPHO.
Cxkopee BepHO, 4YeM HEBEPHO.

B ocHOBHOM, BEpHO.

CoBepIIIeHHO BEPHO.

46 S npeanodnTaro 0CTaBaThCs B TEHU. S| 4acTO MO3BOJISIO JIFOASM FOBOPUTH U PELIATh 3a MEHS.

.\'.C”S"'PS'J!\’!—‘

CoBepIIIeHHO HEBEPHO.

B ocHoBHOM, HEBEpHO.

Ckopee HEBEPHO, YeM BEPHO.
HeiitpansHo, 1 HU BEpHO, HU HEBEPHO.
Cxopee BepHO, YeEM HEBEPHO.

B ocHOBHOM, BepHO.

CoBEepIIEHHO BEPHO.
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47. Mowu 9yBCTBa HE BaYKHBI JUISI MEHST; OOJIBIIIYIO YacTh BPEMEHH S HE oOpainaio Ha HUX BHUMaHUe.

Nookr~wbdpE

CoBepIIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Cxopee HEBEpHO, 4eM BEPHO.
HelitpanbHo, 1 HU BEPHO, HU HEBEPHO.
Cxopee BepHO, YeM HEBEPHO.

B ocHOBHOM, BEpHO.

CoBepIIEHHO BEPHO.

48 S He X041y UMETB A€JI0 C HpOGJ’IeMaMI/I Apyrux nroaei. MeHs CYUTar0T ATOMCTUYHBIM YEJIOBEKOM.

\‘.@S-”P.W!\’!—‘

CoBepIIeHHO HEBEPHO.

B ocHoBHOM, HEBEPHO.

Cxopee HEeBEpHO, 4eM BEPHO.
HelitpasnbHo, 1 HU BEPHO, HU HEBEPHO.
Cxopee BepHO, YeM HEBEPHO.

B ocHOBHOM, BepHO.

CoBepIIIeHHO BEPHO.

49 MsHe odcHb TPYAHO YACPIKATHBCA OT cobna3Ha u KOHTPOJIMPOBATh CBOM YYBCTBA U JKCJIIaHUA. bl JcJar BCIIU, O
KOTOPBIX KAJICIO IIOTOM.

Nogok~rwbdpE

CoBepIIIeHHO HEBEPHO.

B ocHOBHOM, HEBEpHO.

Cxopee HEeBEpHO, 4eM BEPHO.
HeliTpanbHo, 1 HU BEPHO, HU HEBEPHO.
Cxopee BepHO, YeM HEBEPHO.

B ocHOBHOM, BepHoO.

CoBEpIIEHHO BEPHO.

50 41 He moO6II0 OBITH B IICHTPE BHUMAaHUA. S He JIF00III0 TOBOPHUTH O ceOe M CBOUX TOCTHKCHUSX.

No o s wNe

CoBepIIEHHO HEBEPHO.

B ocHOBHOM, HEBEpHO.

Ckopee HEBEPHO, 4eM BEPHO.
HeliTpanbHo, 1 HU BEPHO, HU HEBEPHO.
Cxopee BepHO, YeM HEBEPHO.

B ocHoBHOM, BEpHO.

CoBepIIIeHHO BEPHO.

51 51 oueHb CIIOKOMHBIN YeT0BeK. MeHs 0ueHb TPYJHO PACCTPOUTH WIIH BHIBECTH U3 CeOsl.

\'.mf-”:“.“’!\’!—‘

CoBepIIIeHHO HEBEPHO.

B ocHOBHOM, HEBEpHO.

Ckopee HEBEpHO, YEM BEPHO.
HelitpanbHo, 1 HU BEPHO, HU HEBEPHO.
Ckopee BepHO, 4eM HEBEPHO.

B ocHOBHOM, BEpHO.

CoBepIIeHHO BEPHO.

52 Sl cunTaro, 4YTO 4YECTHOCTBIO HHMYETo He AOObeUIbcs B JKU3HU. [Ipu HEOOXOIMMOCTH, S CTaparoch MCIOIb30BaTh
JIPYTUX JIFOJEH.

Noogok~kwbdpE

CoBepIIIeHHO HEBEPHO.

B ocHoBHOM, HEBEpHO.

Ckopee HEBEPHO, YeM BEPHO.
HeliTpansHo, 1 HU BEPHO, HU HEBEPHO.
Cxkopee BepHO, 4YeM HEBEPHO.

B ocHOBHOM, BepHO.

CoBepIIEHHO BEPHO.

53 51 wacTto 4yBCTBYIO ceOsi OECIIOMOIIHBIM W HEPEHIMTEIBHBIM, OCOOCHHO B CIOXKHOU cuTyarmu. SI ObICcTpO
HAYMHAI0 HEPBHUYATb, KOTa YYBCTBYIO, YTO HE MOT'Y C YEM-TO CIPABUTHCSL.

Noogkr~wbdpE

CoBepIlIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Ckopee HEBEPHO, YeM BEPHO.
HelitpasnbHo, 1 HU BEPHO, HU HEBEPHO.
Ckopee BepHO, 4eM HEBEPHO.

B ocHoBHOM, BEpHO.

CoBEepIIEHHO BEPHO.

54 A BEpLO, 4TO Ka)K[[bII/I YCJIOBCK AOCTOUH YBaXCHUS. S MCHBITHIBAIO COYYBCTBUC K JIFOAAM, KOTOPBIC MCHEC
YAaQ4IMBBI B ) KU3HU, YEM 4.

1.

COBCpIHeHHO HEBCPHO.
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B ocHoBHOM, HEBEPHO.
Ckopee HEBEPHO, YeM BEPHO.
HelitpanbHo, 1 HU BEPHO, HU HEBEPHO.
Ckopee BepHO, YeM HEBEPHO.
B ocHOBHOM, BepHO.
CoBepIIIeHHO BEPHO.
55 51 yacto uyBCTBYIO ce0si HE JOCTaTOYHO KOMIIETEHTHBIM, YTOOBI YTO-TO clenarb. Y MEHS HeT OOJbIIUX
JocTikeHui. Sl paboTaro He o4eHb 3PPEKTUBHO.
CoBepIIeHHO HEBEPHO.
B ocHoBHOM, HEBEPHO.
Cxopee HEeBEpHO, 4eM BEPHO.
HeliTpanbHo, 1 HU BEPHO, HU HEBEPHO.
Ckopee BepHO, YeM HEBEPHO.
B ocHOBHOM, BepHO.
CoBepIIIeHHO BEPHO.
HI/I)KC IIPE/ICTABIICHBI OMMCAaHMs HECKOJIBKO moziei. [lokaxwuTe, moxanyiicta, Ha 3TOI KapTOUKe, HACKOIBKO KaXI10€
W3 ONMCaHMH MOXO0Xe, WM He Toxoke Ha Bac? (OTMEThTEe OJMH OTBET IS KaXK/IOTO OTMCAHUS):
OyeHb MOXOXKEHA MEHS IToxoxe Ha meHs Yem-To noxoxe Ha MeHs1 HemHoro noxoxe Ha meHsiHe
noxoxe Ha MeHs CoBceM He ITOXO0XKe Ha MEHs
56. [l 3TOTO YenoBeKa BaKHO Mpejiararh HOBbIE U/IeH, OBITh TBOPUECKOH JIMYHOCTBIO, UITH CBOUM IYTEM.
57. 511 3TOTO YeI0BeKa BaXKHO ObITh OOTaThIM, UMETh MHOTO JICHET U JIOPOTHX BEIICH.
58. XKuth B 0€301MaCHOCTH OUEHBb Ba)KHO LISl 3TOTO YeJIOBEKa, OH M30eraeT BCEro, YTO MOXKET CYJIUTh ONACHOCTh
59. [lns1 3TOTO YeI0BEKa BaXKHO XOPOIIIO MPOBOIUTH BpeMs, OanoBarh celsl.
60. st 3TOTO YesnoBeKa BaXKHO AEIaTh YTO-TO XOpOILIee Ul 00IecTBa.
61. lnst 3TOTO YesoBeKa BaXKHO OBITh OUCHB YCIIEIIHBIM, YTOOBI OKPYKAIOIIHE 3HAIHN O €r0 JOCTHKCHHAX.
62. IIpuKIIOYEHUST ¥ PUCK OYCHb BA)KHBI [UIS 3TOTO YEIOBEKA, OH CTPEMHUTCS K JKHU3HHM, MOJHOW 3aXBaThIBAIOIINX
COOBITHIA.
63. Jly1s1 3TOTO YeI0oBEKa BayKHO BCET/Ia BECTH ce0sl MPaBMIIbHO, HE COBEPIIATH MOCTYIKOB, KOTOPBIE JTIOAU HE OJ00PHIIH
OBl
64. lnst 5TOTO YenoBeka BaxkHa 3a00Ta 00 OKpyXKalolIel cpelie U MpUpoe.
65. J]ng 3TOoro 4enoBeka BaXKHO CIIEOBATH TPAAUIUSAM U 00BIYasM, IPUHATHIM B €T0 CEMbE WIIH PEITUTHH.
66. Bot 1Ba MHEHUsI 00 SKOJIOTHH U SKOHOMUYEcKoM pocTe. Kakoe 13 Hux Onvke K Ballel Touke 3peHust?
(ITpounraiiTe 1 OTMETHTE OJMH OTBET ):
1 TIpuopureToM AOMKHA OBITH 3aIUTa OKPYKAIOIIEH CPEAbI, JaXKe €CIIH 3TO HECKOJIBKO 33aJPKHUT IKOHOMHUECKUI
POCT U NIPHUBE/IET K COKPALIEHUIO Pa00YUX MECT
2 TlpuopurteToM NOMKHBI OBITH SKOHOMUYECKHI POCT ¥ HOBBIE paboune MecTa, Jaxe eCIH 3TO IPUINHSIET KaKOH-TO
BpeZ OKpYKaloIei cpeze.
3 pyroe.
B Teuenne nociequero roaa Ber:
67. KepTBOBaNH IEHBTH Ha OJIATOTBOPUTEITHHOCTH?
1. Ja.
2. Her.
68. PabGorasu BOJIOHTEPOM B KaKOW-THOO OpraHu3aiyn?
1. Ma.
2. Her.
69. TTomoranu HE3HAKOMBIM JIFOJISIM, €CJIM UM HY)KHa ObLIa IOMOIIH?
1. Ja.
2. Her.

No s wN

NogokwpE

70. HexoTopble CYMTAIOT, YTO Y HUX €CTh IOJIHast cB000/a BEIOOPA, M OHU CaMH KOHTPOJIMPYIOT CBOIO )KU3Hb, a IpyTHe
— HalpoOTUB, AYMAIOT, YTO HE MOTYT B PEAJIbHOCTHU BIHSITh, HA TO, YTO C HUMHM npoucxoaut. [loxkanyiicra, ucnons3yiire
IIKaJTy, Ha KOTOPOH | 3HAaYHUT «COBCEM HET BBIOOPa», a 10 «I10JHBII BEIOOP M KOHTPOJIBY, YTOOBI OTBETUTH, HACKOJIBKO
Brl MOXXeTe KOHTPOJIUPOBATE CBOIO JKHU3Hb.

3amumuTe nuppy
71. Kax Bw1 nymaere? Ecnu npencTaBuThCS BO3SMOXKHOCTB, OONBITMHCTBO JIFO/IEH TOMBITAINCEH OBl HCIIOIB30BATh BAC
B CBOMX MHTEpECax, U BeJn Obl cebst MOopAI0YHO U yecTHO? Vcronb3yiiTe 111 0TBETa KapTOUuKy, | 03HAYAeT «TIoau
00s13aTeTHHO MOMBITAIOTCS BAC UCIONB30BaThy, a 10 «Ionu moBexyT cebs mOPSI0IHO.

3anmumuTe nuppy

72. Hackonbko Bac ynosnerBopsier punancoBoe nonoxenue Bameii cempu? IToxanyiicta, MCIONb3yHTe KAy I7e
1 — osznagaer «llomHOCcThIO YyHOBieTBOpeH», a 10  «AOCOJIOTHO HE YIOBIETBOpeH». 3anumure Hudpy

Huxe TIEPCUUCIICH PSIJ BLICKa?,LIBaHPIﬁ, CKaXXUTEC, HACKOJIbKO BbI C KaXXJbIM U3 HUX COITIACHBI UK HC COITIACHBbI.

8
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1 o3HauaeT, 4TO BHI “a0COIOTHO He comtacHel” a 10 — 9To BBl “abcomoTHo cornmacHbl”. (OTMETBTE ONUH IYHKT IS
Ka)KIOTO BBICKA3bIBAHUS):

73. Hayka 1 TeXHOJOTHSA AETAIOT HAITYy XHU3Hb 30pOBEe, Jierde, KoMpOopTHEe.

AOGCOITIOTHO HE COIVIACEH AOGCOITIOTHO COTNIaceH

1 2 3 4 5 6 7 8 9 10

74. bnarogaps Hayke W TEXHOJIOTHH Y HOBOTO TIOKOJIEHUS OyzeT OOJbIe BO3ZMOKHOCTEH.

AOCOJIIOTHO HE COIVIaceH AOCOITIIOTHO COTNIAaceH

1 2 3 4 5 6 7 8 9 10

75. MBI upe3MepHO nosaraeMcsi Ha HayKy ¥ HeJIOCTaTOYHO Ha Bepy.

AOCOJIIOTHO HE COIVIaceH AOCOITIIOTHO COTNIAaceH

1 2 3 4 5 6 7 8 9 10

76. Hayka BpeqHa TeM, 4TO U3-3a Hee JIIOIU MePECTAI0T pa3inyars 100po U 3110.

AOGCOITIOTHO HE COITIACeH AOGCOITIOTHO COTNIaceH

1 2 3 4 5 6 7 8 9 10

77. s Moei TOBCeTHEBHOM JKU3HU HAayYHBIC 3HAHUS HE HY)KHBL.

AOGCOITIOTHO HE COITIaceH AOGCOITIOTHO COTNIaceH

1 2 3 4 5 6 7 8 9 10

78. B menomMm, kak Bel cumraeTe, Hayka W TEXHOJIOTHS JENAlOT MHUp Tydmre win Xyxe? Kakoi myHKT mkamsl Bei
BBIOEPHTE, €CIIM | 3HAYUT «IETAI0T MUP 3HAYUTEIBHO XyXke», a 10 «1eJlatoT MUP 3HAYUTENBHO JIyYIIey.

I'opazno xyxe T'opazno ny4ie

1 2 3 4 5 6 7 8 9 10

Celiuac BbI YBUAUTC PA3JIMYHBIC BbICKAa3bIBaAHUA. I[J'IH KaXXa0ro nu3 HUX CKaXuUTe€, HACKOJIBKO, I1O BameMy MHCHHIO,
TO, O Y€M IOBOPUTCS, 3acIyKUBaeT onpapaanus? s oneHKH ucrnonb3yiite 10-tu GaubHylo 1Kkany, rae 1 o3Hadaer
"3TO HAKOTJIa He 3aciIykuBaeT onpapaanus”, a 10 - "31o Beeraa 3aciykuBaet onpasaanus’”. ([IpounTaiite 1 oT™MeThTE
OIIMH OTBET ISl KAXKIIOTO YTBEPKICHHUA):

Huxorza He onpaBIaHsl Bcerna onpasnaHsl

79. [Nomy4yeHue rocyaapcTBEHHBIX IIOCOOMI, Ha KOTOPBIE Y YeJIOBEKa HET IIpaBa
12 3 4 5 6 7 8 9 10
80. IIpoesn 6e3 orraTel B OOIIECTBEHHOM TPaHCIIOPTE
12 3 4 5 6 7 8 9 10
81. Kpaxa uyxoii coOOCTBEHHOCTH
12 3 4 5 6 7 8 9 10
82. Heymuiara HaioroB, eciid €CTh Takasi BO3MOXXHOCTb

1 2 3 4 5 6 7 8 9 10
83. ITonmy4eHune B3STKH, UCTIONB3YS CIIy’)KEOHOE MOJIOKEHHUE
12 3 4 5 6 7 8 9 10
84. T'omocexkcyanm3m
12 3 4 5 6 7 8 9 10
85. AbopT

1 2 3 4 5 6 7 8 9 10
86. Ipocrurymus
1 2 3 4 5 6 7 8 9 10
87. PasBox
1 2 3 4 5 6 7 8 9 10
88. CekcyasbHbIC OTHOIICHHMS 10 Opaka

1 2 3 4 5 6 7 8 9 10
89. CamoyOuiicTBo
1 2 3 4 5 6 7 8 9 10
90. Ecim myx Obet xeHy

1 2 3 4 5 6 7 8 9 10
91. Ecnu ponurenu ObroT neteit
1 2 3 4 5 6 7 8 9 10
92. Hacunue mpoTus qpyrux moxen
12 3 4 5 6 7 8 9 10

Hackonbko Bel ropautecs Tem, uro Bel — rpakganun JlatBun?
OdeHb TOpPXKyCh
Ckopee, TOpKyCh
He ouens ropxychb
AOCOIIIOTHO HE TOPXKYCh
S ne rpaxxnanun Jlarsuu.

ORWNE©
>

.HIOILI/I IMOo-pa3sHOMY AYyMaroT O cebe ¥ CBOEM OTHOIIECHUH K CTpaHC U MUpY. Hackonbko BbI COIIACHBI MIIM HE COIVIACHBI
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CO CJIeAYIOINMH YTBep)KAeHUsIMH 0 Bac?
(IIpounTaiite 1 OTMETHTE OAMH OTBET IUIS KAXKAOTO YTBEPIKACHUS):
CoBepIIeHHO coTIaceH Ckopee, cormaceH Ckopee, He coTIaceH AOCOJIOTHO HE COoTTIaceH

95. 4 cunraro cebs rpakTaHUHOM Mupa. 1 2 3 4

96. A cunraroT cedst KHUTEIEM CBOETO TOpoaa 1 2 3 4
97. 51 cunrato cebds IaTHIIIOM. 1 2 3 4

98. 5 cuurato cebs rpaxnannHoM EBpocoroza 1 2 3 4
99. 5 cunrator ce0s1 aBBTOHOMHBIM MH/IUBHUJIOM. 1 2 3 4
Be1 00b14HO TOJI0CYETE Ha BEIOOpax win HeT? Hackoibko yacTo?

(OTMeTbTE OIMH OTBET B KaXKAOH CTPOKE): Bcerna O6bryno Huxorna
100. BeiOops!l B MecTHBIE OpraHbl BIacTiH 1 2 4

101. Betbopsr B [lapnamenT mim npe3naeHTcKue Be1oopsr 1 2 4

102. IIpencraBpTe LIKady JOXOIOB, Ile 1 O3HAYaeT Ipyniy ¢ caMbIM HU3KUM YPOBHEM JI0XOA0B, a 10 — rpymma c
CaMbIM BBICOKMM YPOBHEM JI0XOJ0B B Baiel ctpane. K kakoll rpynme 10X00B OTHOCUTCS Baila ceMbs. [loxkanyiicra,
YUYTHTE BCe 3apabOTKH, IEHCHU U APYTUE JOXOABI M OTMETHTE HYKHBIH IMyHKT. (OTMETBTE OJMH OTBET):
3amumuTe nudpy mo 10-Ti OayuTbHOM MIKae.

103. Kak B#®I cunTaere, 9To ciienyeT Aenars KOMITaHUH B JlaTBuuM I mpuBiedeHus npogeccruoHanos B chepe 1T
texHomoruii? (Beioepure He 6obIie 3 OTBETOB)

[IpenocraBnsaTh cBOOOIHBIH Tpaduk paboThI

IIpenocraBiaTe BO3MOXKHOCTE JUIs yAAJICHHOM paboThl U3 J1I000T0 MecTa

Co31aBaTh BO3MOXKHOCTD ISl KAPEEPHOTO POCTa

JlaBaTh BO3MOXKHOCTH CAMOCTOSITEIBHO IPUHUMATh PEIICHUS O TOM, KaK BBIIOJIHATH CBOIO padoTy.
[ToBbImarh MpodecCHOHATBHYIO KBATH(UKALIUIO.

[IpenocTaBnsaTh JONOIHUTENBHBII OTITYCK COTPYAHUKAM, KOTOPBIC NMEIOT MAJICHBKHX JIETEH.
Huuero u3 nepeuncieHHOro

BapI/IaHT Bompoca [MyrrabaposHa, 2016]

104. Beum u cimydam, Korna Ber paboTtamu ocoGeHHO ObICTpo U KadecTBeHHO? Kakme Qaxropsr 3actasmian Bac
pabotaTh HaMHOTO 3¢ (eKTHBHEE, YeM 0OBIIHO?

Brlicokuil pazMep MarepualbHOIO BO3HAIPaXACHUS

WHTepecHas, croxHas, TBOpUYECKas 3a1ada

IITaHC NPONBUHYTHCS 110 KAPLEPHOH JIECTHULIE

SICHOCTB, YETKOCTh LIeJIeH U JKeIaeMOoro pe3yibrara

BornbImas 3Ha4MMOCTB, PECTHKHOCTD PELIaeMOM 3a1adu

YBajxeHHe KONIEKTHBA

OnoOpeHne pykoBOACTBA

KpusucHas curyanus, 0cCo3HaHWE OTBETCTBEHHOCTH

Crpax OBITh YBOJICHHBIM JIH JIMIIATHCS IPEMUHN

10 Crpax NMOpUIaHusI CO CTOPOHBI KOJUIEKTHUBA U PYKOBOZACTBA

Bbok 5.

3aKIIrOYnTeNBHBIN OJOK BOIpocoB — 0 Bac u Barmeii cembe

Be1 poguiucs B JlarBun?

Ha

B npyroii crpane EC

B npyroii crpare (ae B EC)

Bamm pogurenu pogunucs B Jlatsun?

[Ha, oba

Tonbko oguH

O6a poautenst ponunuch He B JlatBun

VY Bammx poaMTesiell ecTh BbIcIiee 0Opa3oBaHue?

[Ha, y obonx

ToJsibKO y OIHOTO

Y oboux poxuTenei HeT BhICIIETo 00pa30BaHU

Barre cemeitnoe nonoxenue?

B Gpake

[IpoxrBat0 COBMECTHO C TAPTHEPOM

CoCTOI0 B OTHOIICHHSIX, HO MBI HE JKHBEM BMECTE

PaszBenen (a)

He cocroro B oTHOImIEHHAX

V Bac ectb getu?

Ja

Her

Nogok~rwbdpE

CoNoOR~WNE

MNPROORWONMNERONMNPOONENMNODNER
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B nacrosiee Bpemst Bol xxuBeTe:

B coGcTBeHHOM KBapTHpE (KOMHATE)
CHumaete KBapTHpY (KOMHATY)

B oOmexunrun

C ponutensmMu

Hpyroe

Bama 3apruiara

3apruiata cynpyra/Cynpyru Wik apTHepa/mapTHEPIIT
ITomoms oT ponurenei

Bama ctuneHnust nim JIbroTel

Hpyroe

Bonemoe cnacu6o!

ANKETA

Cientjamie IT industrijas profesionali!
Mgs veicam aptauju, kas palidzEs darba dev€jiem uzlabot IT specialistu motivacijas sistému, nemt véra darbinicku
vajadzibas un velmes.

Anketa sastav no 4 jautajumu bloka. Anketas aizpildiSana aiznems ne vairak ka 10 mintites.

Megs biisim pateicigi par piedaliSanos un par atbildi uz visiem jautajumiem!

FILTRS

CONODTRWONPWOONIORWONENOONORWNRERE

Kads ir Jusu nodarbinatibas statuss?
Pilna nodarbinatiba ar oficialu darba vietu.
Daleja nodarbinatiba ar oficialu darba vietu.

Apvienoju macibas augstskola ar darbu toposaja specialitate.
Apvienoju macibas augstskola ar darbu, kas nav saistits ar toposo specialitati.

Studgju, nestradaju.
Pasnodarbinatais/Freilansers
Atrodos dekreta atvalinajuma
Bezdarbnieks

Pensionars

Kadu amatu Jis ienemat?

IT jomas darbinieks vai vaditajs
Nodarbinatais pakalpojumu sféra
Arsts/medmasa

Gramatvedis

Uznémejs

Ipasnieks

Pasniedzgjs

Direktors

Cits

Kada nozarg Jus stradajat?
Lauksaimnieciba
Informacijas tehnologijas
Veselibas apriipe

Finanses

Celtnieciba
Vairumtirdznieciba
Mazumtirdznieciba

Izglitiba

Maksla

10. Nekustamie Tpasumi
11.Cits
1.Bloks.

Pirmaja bloka ir visparéji jautajumi par Jums

11
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Appendix 2

Jusu dzimums:

VirieSu

SievieSu

Cik Jums ir pilnu gadu?

Jasu izglitibas Itmenis?

Vispargjais vidgjais (absolveta vidusskola)

Vidgjais profesionalais (tehnikums, koledza, profesionalas sagatavoSanas kursi)
Nepabeigts augstakais (vel macaties/partraukta apmaciba)

Augstakais

Jasu izglitiba ir saistita ar IT tehnologijam?

Ja

Ne. Kada ir Jasu izglitiba
Griti atbildet

Ka Jus domajat, Sodien Latvija bt IT specialistam ir prestizi ?

Loti prestizi

Pietiekami prestizi

Ta ir parasta profesija

Drizak, nav prestiza

Pavisam nav prestiza

Griti atbildet

. Kads ir Jusu darba stazs, ka IT specialistam, kopuma (domata oficiala darba vieta , uz laiku ne mazaku par 3
menesiem)?

Cik ilgi Jus stradajat Saja uznémuma?

Kur Jus Sobrid dzivojat:

Riga

Cita pilséta
Lauku apvida
Jus stradajat taja pasa vieta, kur dzivojat?

Ja

. Ng, cita vieta

10. Vai Jus grasaties mainit darba vietu tuvaka gada laika?

1. Ja

2. N&.PAREJAPIE 12.JAUTAJUMA.

3. Nezinu

11. Atlasiet iemeslus, kuru dé] Jis gribat vai gribétu mainit savu darbu?

Zems darba algas ltmenis.

Ierobezotas profesionalas izaugsmes iespgjas.

Nav iesp&ju patstavigam, radoSam darbam.

Sliktas attiecibas ar uznémuma vadibu vai kolégiem.

Socialo garantiju trikums (veselibas apdro§inasana, apmaksajams atvalinajums u.c.)
Darbs aiznem parak gaudz laika.

Loti ilgi jabrauc lidz darba vieteai.

Pastavigas virsstundas.

Uznémums ir parak mazs, nezinams, neperspektivs.

0. Uznémuma atlidzibas tiek dalitas netaisnigi.

oo wdDpPOWNEPERARRONRPRWONMNNER

NP ©O©wNE o

BooNoook~kwhPE
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2.Bloks.
Sis jautajumu bloks veltits Jiisu pasreizéjai darba vieta

12. Cik darbinieku strada Jusu uznémuma ( ieskaitot filiales arvalstis, ja tadas ir)?
1. Esmu pasnodarbinatais

2. 149

3. 50-199

4. 200 un vairak

13.Jusu uzpémums ir ...

1. Latvijas uzp@mums

2. Latvijas uzp@mums ar filialeém arvalstis

3. Starptautisks/arvalstu uznémums

4. Cits (noradit)
14. Atlasiet pamatuzdevumus, ko veicat pasreizgja darba vieta: VAIRAKAS ATBILDES

Ar iekartu apkalpo$anu sasititas darbibas (pieméram, iekartu uzstadiSana, remonts, iestatiana)
Programmu/kodu/lietojumprogrammu/aprikojuma parbaude.

Kltdu meklésana un novérsana

Jauna produkta (koda, programmas) vai dizaina izveide

Problému risinasana, kas saistita ar jaunu algoritmu izveidi, programmam.

Procesu optimizacija

Jaunu pieeju un veidu mek&sana uzdevyumu izpildei

15 Cik jaunas idejas, pieejas, risinajumus, izstrades Jus piedavajat/istenojat pedeja pusgada laika?
1. Mans darbs nav ar to saistits

2. Mazak par 10

3. Vairak par 10

3.Bloks.

Ideala situacija (vélmes)

Nogak~rwppRE

Kadi faktori Jums ir vissvarigakie, lai darbs jums patiktu un biitu tuvu jiisu idealam (neatkarigi no ta, kadu darbu jis
Sobrid darat). Lk, sesi faktori.

16. Atlasiet vienu faktoru, kas jums ir vissvarigakais, lai darbs jums patiktu, ja runajam par idealu darbu.

1. Sarezgits darbs, kura veik§ana un sasniegumi taja Jis apmierina

2. lespgja paaugstinat savu kvalifikaciju un iegit jaunas prasmes.

3. Labi darba apstakli (laba ventilacija, apgaismojums, plaSas darba telpas).

4. Ievérojama briviba sava darba veikSanai.

5. Iespgja pilniba realiz&t darba savas prasmes un iemanas.

6. Darbs, kas atstaj pietickami daudz briva laika personigajai vai gimenes dzivei.

17. Atlasiet otro svarigako faktoru.

Sarezgits darbs, kura veik$ana un sasniegumi taja Jis apmierina

Iesp@ja paaugstinat savu kvalifikaciju un iegiit jaunas prasmes.

Labi darba apstakli (laba ventilacija, apgaismojums, plasas darba telpas).
Ievérojama briviba sava darba veikSanai.

Iespgja pilniba realizet darba savas prasmes un iemanas.

Darbs, kas atstaj pietiekami daudz briva laika personigajai vai gimenes dzivei.
8 Atlasiet treso svarigako faktoru.

Sarezgits darbs, kura veik$ana un sasniegumi taja Jiis apmierina.

Iesp&ja paaugstinat savu kvalifikaciju un iegtit jaunas prasmes.

Labi darba apstakli (laba ventilacija, apgaismojums, plasas darba telpas).
Ieveérojama briviba sava darba veikSanai.

Iesp&ja pilniba realiz&t darba savas prasmes un iemanas

Darbs, kas atstaj pietickami daudz briva laika personigajai vai gimenes dzivei.
9 Atlasiet faktoru, kas Jums ir mazak svarigs.

Sarezgits darbs, kura veik§ana un sasniegumi taja Jiis apmierina.

Iespgja paaugstinat savu kvalifikaciju un iegiit jaunas prasmes.

Labi darba apstak]i (laba ventilacija, apgaismojums, plasas darba telpas).
Ievérojama briviba sava darba veikSanai.

Iespgja pilniba realizet darba savas prasmes un iemanas

13
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6. Darbs, kas atstdj pietickami daudz briva laika personigajai vai gimenes dzivei.
20.Kadi faktori raksturo Jusu pasreiz€jo darbu.
Sarezgits darbs, kura veik$ana un sasniegumi taja Jiis apmierina.
Iespgja paaugstinat savu kvalifikaciju un iegiit jaunas prasmes.
Labi darba apstakli (laba ventilacija, apgaismojums, plasas darba telpas).
Ievérojama briviba sava darba veikSanai.
Iespgja pilniba realizet darba savas prasmes un iemanas.
Darbs, kas atstaj pietickami daudz briva laika personigajai vai gimenes dzivei.
Ne viens no uzskaititajiem.
21 Jums ir svarigi veikt pastavigu, oficiali noform&tu darbu, vai ari, sakuma, lai iegiitu pieredzi, esat ar mieru stradat
darbu uz noteiktu laiku?
1. Man ir vajadzigs tikai pastavigs darbs
2. Piekritu stradat pagaidu darbu, ja tas bils interesants un laus man ieglit jaunas zinasanas un iemanas.
3. Janevar@su atrast pastavigu darbu, piekritu stradat pagaidu darbu.,
4. Nezinu.
22.ledomajieties, ka Jums tiek piedavats darbs uz noteiktu laiku, ar iesp&ju stradat attalinati un pastavigs ikdienas
darbs biroja. Atalgojums vienads. Kadu piedavajumu Jus izvélgjaties?
1. Izvelgjos pastavigu darbu
2. Piekritu darbam uz noteiktu laiku
3. Nezinu.
23.Ja par iesp€ju stradat attalinati, Jums tiktu samazinata darba alga par 10%, Jis piekristu $adam piedavajumam?
Noteikti piekristu.
Visdrizak piekristu.
Visdrizak nepiekristu.
Pavisam noteikti nepiekristu.
Griti atbildet.
24 Ko no uzskaitita Jus véletos sanemt ka gada prémiju par labu darbu (izvélaties vienu bonusu):
Papildus naudas atlidziba
Papilddienas pie atvalinajuma
Korporativa izbraukSana uz arzemém
Apmaksata prakse arzemes, p&c Jusu izvéles
Jaunaka iPhone vai cita sikrika vesija péc Jusu izvéles
Cits (noradit, ko)
5 Ja darba devgjs ieviestu deprémésanas sist€ému, atlasiet tris variantus, kas jums biitu vismazak vélamakie:
Sodu sistéma par konkrétiem parkapumiem
Darbs brivdienas vai svétkos par nopietniem parkapumiem
Pazeminasana amata par nopietniem parkapumiem
Socialo garantiju atcel$ana par nopietniem parkapumiem
Rajiens visu koleégu klatbiitng
. Komand&jumu un apmacibu iesp&ju atcelsana
4 Bloks.
Vertibas un uzstadijumi.
Lidzu, izlasiet izteikumus, un atzimgjiet, ko varétu attiecinat uz Jums.
26. Es biezi nervozgju, uztraucos un pardzivoju. Es baidos, ka kaut kas var notikt
Pilnigi nepareizi.
Pamata, nepareizi.
Tas drizak ir nepareizi.
Neitrali, ne pareizi, ne nepareizi.
Drizak pareizi.
Pamata, pareizi.
Pilnigi pareizi.
7 Es milu cilvekus. Es draudzigi un atklati runaju ar cilvékiem, kurus satieku pirmo reizi
Pilnigi nepareizi.
Pamata, nepareizi.
Tas drizak ir nepareizi.
Neitrali, ne pareizi, ne nepareizi.
Drizak pareizi.
Pamata, pareizi.
Pilnigi pareizi.
28 Man ir dziva izt€le. Man patik fantaz&t un es atlaujos brivi domat par visu

1. Pilnigi nepareizi.

2. Pamata, nepareizi.

NoogakrwbdpE
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Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.
Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

Noogk~w

29. Es uzticos cilveékiem un ticu, ka visi cilveki ir godigi un ar labiem nodomiem.
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

30 Es drizak esmu nopietns, neka jautrs cilveks. Es reti esmu priecigs.

Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

31 Man ir loti tradicionalas vértibas. Mani uzskata par cilvéku, kur§ nav pilniba gatavs pienemt citu kultiiru un citu
cilveku grupu vertibas.

Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

32 Mana riciba biezi ir spontana, nedomajot par manu darbibu un lémumu sekam.
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi

33 Man patik satikties un kontakterties ar cilvékiem. Man patik lielas cilveku kompanijas, jo vairak cilveku, jo labak.
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi

34 Es dzili novertgju skaistumu un makslu. Man |oti patik un interesé muzika, dzeja un maksla.
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi

35 Es esmu metodisks cilvéks un milu tiribu un kartibu. Es gribu, lai viss biitu savas vietas.
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

\‘.@.U"P.W!\’!—‘
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7. Pilnigi pareizi.

36. Es nemeklgju asas izjiitas un piedzivojumus. Man nepatik riskét.

Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

37 Es neinteresgjos par apstraktam, teorétiskam idejam. Mans viedoklis — idejas, bez iesp&jam tas istenot — lieka laika
teéréSana.

Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

38 Es biezi atlieku griitu un nepatikamu darbu, un atstaju nepabeigtas lietas. Man ir griiti savakties un piespiest sevi
darft to, kas jadara.

Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

39 Esmu atbildigs cilvéks un ticu &tiskiem principiem. Es pildu savus solfjumus un stradaju kartigi un rupigi .
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

40 Es Jiitos konfortabli starp citiem cilvékiem. Parasti mani neuztrauc, kas mani kircina, vai kad es noklustu neveikla
situacija.

Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

41 Es esmu stiirgalvigs cilveks, kurs biezi stridas. Es atklati pauzu dusmas vai neapmierinatibu ar kadu.
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

42 Es esmu aktivs cilvéks, man patik bit pastavigi aiznemtam ar kaut ko. Biezi jutu sevi energijas parpilnu.
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

NogokwhE NoogakrwbdpE

\'.C”.U"P.W!\’!—‘ Nogokr~wbdpRE \‘.O’S-’"PS*’!\’!—‘ NogokrwbdpE

.\'.C”P"PS*’!\’!—‘

43. Man patik mainit savu nodarbosanos, apmeklét dazadas vietas, laiku pa laikam, izm&ginat nezinamas, eksotiksas
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lietas. Man patik daudzveidiba un viss jaunais.

Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

44 Es skaidri zinu, ko v€los sasniegt un citigi stradaju ta laba.
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

45 Es reti izjutu bezceribu. Es negrasos vainot sevi bez pamata. Lielakoties esmu apmierinats ar sevi un savu dzivi.
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

46 Man patik palikt €na. Es biezi lauju cilvékiem runat un izlemt mana vieta.
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

47 Manas jiitas man nav svarigas; parsvara es tam nepieversu uzmanibu.
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

48 Es negribu nodarboties ar citu cilvéku problémam. Mani uzskata par egoistisku cilveku.
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

49 Man ir Joti griti atturéties no kardinajuma un kontrol&t savas jiitas un vélmes. Es biezi daru lietas, par kuram p&c
tam nozgloju.

Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

Drizak pareizi.

Pamata, pareizi.

Pilnigi pareizi.

0 Man nepatik biit uzmanibas centra. Man nepatik runat par sevi un saviem sasniegumiem.
Pilnigi nepareizi.

Pamata, nepareizi.

Tas drizak ir nepareizi.

Neitrali, ne pareizi, ne nepareizi.

\'.mf-”.h.w!\’!—‘ \‘.O’SJ"P'.W!\’!—‘ \'.C”SJ"P.W!\’!—‘ \‘.@S-”P'.W!\’!—‘ Nookr~wbdpE

\'.C”.U"P'S*’!\’!—‘

P.‘*’!\’!—‘U"\‘F”P"PS*’!\’!—‘
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5. Drizak pareizi.
6. Pamata, pareizi.
7. Pilnigi pareizi.
51. Esmu loti mierigs cilvéks. Mani griiti sarfigtinat vai izvest no pacietibas.
Pilnigi nepareizi.
Pamata, nepareizi.
Tas drizak ir nepareizi.
Neitrali, ne pareizi, ne nepareizi.
Drizak pareizi.
Pamata, pareizi.
Pilnigi pareizi.
. Es uzskatu, ka ar godigu ricibu dziveé neko nevar panakt. Ja ir nepiecie$amiba, cen$os izmantot citus cilvékus.
Pilnigi nepareizi.
Pamata, nepareizi.
Tas drizak ir nepareizi.
Neitrali, ne pareizi, ne nepareizi.
Drizak pareizi.
Pamata, pareizi
Pilnigi pareizi.
53 It Tpasi sarezgita situacija, bieZi jutos bezpalidzigs un neizlémigs. Kad jutu, ka ar kaut ko netieku gala, atri saku
nervozet.
Pilnigi nepareizi.
Pamata, nepareizi.
Tas drizak ir nepareizi.
Neitrali, ne pareizi, ne nepareizi.
Drizak pareizi.
Pamata, pareizi.
Pilnigi pareizi.
4. Uzskatu, ka katrs cilveks ir cienfjams. Es juitu Iidzi cilvékiem, kuri ir mazk veiksmigi par mani.
Pilnigi nepareizi.
Pamata, nepareizi.
Tas drizak ir nepareizi.
Neitrali, ne pareizi, ne nepareizi.
Drizak pareizi.
Pamata, pareizi.
Pilnigi pareizi.
5 Es biezi juitos nepietickami kompetents, lai kaut ko daritu. Man nav lielu sasniegumu. Es stradaju neefektivi.
Pilnigi nepareizi.
Pamata, nepareizi.
Tas drizak ir nepareizi.
Neitrali, ne pareizi, ne nepareizi.
Drizak pareizi.
Pamata, pareizi.
Pilnigi pareiz.
Talak ir noraksturoti dazadi cilceki. Paradiet, lidzu, $aja kartina, cik liela mera , katrs no raksturojumiem lidzinas vai
nelidzinas Jums. (Atzim&jiet katra raksturojuma vienu atbildes variantu):

NOORWNP AN OTEWNE

\‘F”P‘#WE\’PU’\'F”P‘PPJ!\’!—‘W.\'QP’P'W!\’!—‘

Loti Lidzigs Ar kaut Drusku  Nav Pavisam
lidzigs man man ko Iidzigs Iidzigs  nav
lidzigs man man lidzigs
man man
8. Sim cilvékam ir svarigi piedavat jaunas
idejas — bt radoSam, iret savu celu. 1 2 3 4 5 6
9. Sim cilvékam ir svariga bagatiba, daudz
naudas un dargas lietas. 1 2 3 4 5 6
10. Dzivot drosiba ir svarigi Sim cilvékam,
vins$ izvairas no visa, kas var apdraudét ta drosibu. 1 2 3 4 5 6
11. Sim cilvékam ir svarigi labi pavadit laiku,
lutinat sevi. 1 2 3 4 5 6
12. Sim cilvekam ir svarigi kaut ko darit
sabiedribas laba. 1 2 3 4 5 6
13. Sim cilvékam ir Joti svarigi bt
veiksmigam, lai apkart§jie zinatu par vipa 1 2 3 4 5 6
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sasniegumiem.

14. Piedzivojumi un risks ir loti svarigi §im

cilvekam, vin§ tiecas uz dzivi, kas pilna 1 2 3 4 5 6
aizraujoSiem notikumiem.

15. Sim cilvekam ir loti svarigi vienmér

uzvesties pareizi, nedarit neko tadu, kas citiem 1 2 3 4 5 6
cilvékiem blitu nepienemami

16. Sim cilvekam ir svarigas riipes par

apkartgjo vidi un dabu. 1 2 3 4 5 6
17. Sim cilvékam ir svarigas tradicijas un

parazas, kas pienemtas vina gimené vai saskana ar 1 2 3 4 5 6
vina religiju.

18. Lak divi viedokli par ekologiju un ekonomisko izaugsmi. Kur§ no tiem ir tuvaks Jisu redz&jumam?
(Izlasiet un atzimgjiet vienu atbildi ):

1 Vides aisardzibai ir jabiit prioritatei, pat ja ta nedzaudz aiskaves ekonomisko izaugsmi un izraisis darba vietu
samazinasanos

2 Prioritarai jabiit ekonomiskai izaugsmei un jaunam darba vietam, pat ja tas rada kaut kadu kait€jumu
apkartgjai videi

3 Cits.

Pedgja gada laika Jas:

19. Ziedojat naudu labdaribai?

1. Ja.

2. Ne&.

20. Brivpratigi stradajat kada labdaribas organizacija?

1. Ja.

2. Ne.

21. Palidzgjat nepazistamiem cilvékiem, jo viniem bija nepiecieSama palidziba?

1. Ja.

2. Ne.

70. Dazi uzskata, ka viniem ir pilna izvéles briviba, un vini pasi kontrol€ savu dzivi, bet citi — doma, ka nespgj
reali ietekm@t to, kas ar viniem notiek. Luidzu, izmantojiet skalu, kura 1 nozimé “pavisam nav izvéles”, bet 10 “pilniga
izv€le un kontrole”, lai atbild&tu, ka Jiis varat kontrolét savu dzivi.

Pierakstiet skaitli

71. Ka Jas domajat, ja bis tada iespgja, vairums cilvéku méginas Jiis izmantot savas interes€s vai uzvedidies
godpratigi un atklati? Atbildei izmantojiet kartinu, 1 nozimé “cilvéki noteikti méginas Jis izmantot”, 10 — “cilvéki
uzvedisies godpratigi”.

Pierakstiet skaitli

72. Ka Jas apmierina Jisu gimenes finan$u stavoklis? Ludzu izmantojiet skalu, kur 1 — nozimé “pilniba
apmierina”, 10 — “absoliiti neapmierina”.

Pierakstiet skaitli

Talak uzskaititi dazi izteikumi, sakiet, cik liela méra katram no tiem jis piekritat, vai nepiekritat.

1 nozimg, ka Jiis “pilniba nepiekritat”, 10 — ka Jiis “pilniba piekritat”.

(Atziméjat vienu punktu katram izteikumam):

73. Zinatne un tehnologijas padara misu dzivi veseligaku, vieglaku, konfortaku.
Absoliiti nepiekritu Absoliti piekritu
1 2 3 4 5 6 7 8 9 10

74. Pateicoties zinatnei un tehnologijam, jaunajai papaudzei bis vairak iesp&ju.
Absoliti nepiekritu Absoliti piekrTtu
1 2 3 4 5 6 7 8 9 10

75. Mgs parak palaujamies zinatnei un nepietiekami ticibai.
Absoliti nepiekritu Absoliti piekrTtu
1 2 3 4 5 6 7 8 9 10

76. Zinatne ir kaitiga, jo cilveki parstaj atskirt, labo no launa.
Absoliiti nepiekritu Absoliti piekritu
1 2 3 4 5 6 7 8 9 10

77. Mana ikdienas dzive zinatniskas zina$anas nav nepiecieSamas.
Absoliiti nepiekritu Absoliti piekritu

1 2 3 4 5 6 7 8 9 10

78. Ka jas domajat, zinatne un tehnologijas padara pasauli labaku vai sliktaku? Kadu skalas punktu jas
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izvelgjaties, ja 1 nozime “padara pasauli ieveérojami sliktaku”, bet 10 “padara pasauli iev@rojami labaku”.
Ieverojami sliktaku Ievérojami labaku
1 2 3 4 5 6 7 8 9 10
Tagad jus redzgsiet dazadus izteikumus. Katram no tiem pasakiet, cik, jasuprat, tas, par ko teikts, ir attaisnojams?

Veértesanai izmantojiet 10 balles skalu, kur 1 nozimé “tas nekad nav attaisnojams”, bet 10 - “tas vienmér ir
attaisnojams”. (Ierakstiet un atzimgjiet vienu atbildi katram izteikumam):

Nekad nav Vienmér ir

attaisnojams ataisnojams
79. Valsts pabalstu sanemsana, kur kuriem cilvekamnav 1 2 3 4 5 6 7 8 9 10

tiestbu
80. BrauksSana bez maksas sabiedriskaja transporta 1 2 3 4 5 6 7 8 9 10
81. Svesa Tpasuma zadziba 1 2 3 4 5 6 7 8 9 10
82. Nodoklu nemaksasana, ja ir tada iesp&ja 1 2 3 4 5 6 7 8 9 10
83. Kukulu nemsana, izmantojot dienesta stavokli 1 2 3 4 5 6 7 8 9 10
84. Homoseksualisms 1 2 3 4 5 6 7 8 9 10
85. Aborts 1 2 3 4 5 6 7 8 9 10
86. Prostittcija 1 2 3 4 5 6 7 8 9 10
87. Skir$anas 1 2 3 4 5 6 7 8 9 10
88. Seksualas attiecibas pirms laulibam 1 2 3 4 5 6 7 8 9 10
89. Pasnaviba 1 2 3 4 5 6 7 8 9 10
90. Ja virs sit sievu 1 2 3 4 5 6 7 8 9 10
91. Ja vecaki sit bérnus 1 2 3 4 5 6 7 8 9 10
92. Vardarbiba pret citiem cilvekiem 1 2 3 4 5 6 7 8 9 10
94, Cik lepns Jiis esat par to, ka esat Latvijas pilsonis?
Loti lepojos
Drizak lepojos

Ipasi nelepojos

Absoliti nelepojos

e. Neesmu Latvijas pilsonis.

Cilveki dazadi doma par sevi un savu atticksmi pret valsti un pasauli. Vai jis piekritat vai nepiekritat $adiem
apgalvojumiem par jums?

(1zlasiet un atzimejiet vienu atbildi katram apstiprinajumam):

cooe

Pilniba Piekritu Drizak Absoliti
piekritu nepiekritu  nepiekritu

95. Es uzskatu sevi par pasaules pilsoni 1 2 3 4

96. Es uzsklatu sevi par savas pilsétas 1 2 3 4

iedzivotaju

97. Es uzskatu sevi par latvieti. 1 2 3 4

98. Uzskatu sevi par Eirosavienibas pilsoni 1 2 3 4

99. Uzskatu sevi par autonomu individu. 1 2 3 4

Jis parasti balsojat v€léSanas vai n&? Cik Vienmét Parasti Nekad

biezi?

(Atziméjiet vienu atbildi katra rinda):

100. Velesanas vietgjas varas 1 2 4

iestades

101. Parlamenta vai prezidenta 1 2 4

velesanas

102.Iedomadjieties ienakumu skalu, kur 1 nozZimé grupu ar viszemako ienakumu limeni, bet 10 — grupa ar visaugstako
ienakumu ITmeni jasu valstl. Kadai ienakumu grupai atbilst jisu gimene. Ladzu, nemiet vera visus ienakumus: algas,
pensijas un citus ienakumus, un atziméjiet vajadzigo punktu. (Atziméejiet vienu atbildi):

Ierakstiet skaitli péc 10 punktu skalas.

103. Ka jus domajat, kas jadara uzpémumiem Latvija, lai piesaistitu profesionalus IT tehnologiju joma? (Izvélieties
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ne vairak ka 3 atbildes)
1. Japieskirt brivs darba grafiks

3.Nodrosinat karjeras izaugsmi

Dot iesp&ju patstavigi pienemt lémumus, par to ka veit savu darbu.
Paaugstinat profesionalo kvalifikaciju.

Pieskirt papildatvalinajumu darbiniekiem ar maziem b&rniem
Neko no uzskaitita

ook w

Jautajuma variants [Mugtabarovna, 2016]

104. Vai ir bijusi gadijumi, kad jis stradajat pasi atri un kvalitattvi? Kadi faktori jums lika stradat daudz efektivak
neka parasti?

1. Augsts materialas atlidzibas apmers

2. Interesants, sarezgits, rado$s uzdevums.

3. lesp€ja virzities pa karjeras kapném.

4. Saprotami un skaidri mérki,vélamais rezultats.

5. Risinama uzdevuma prestizs, vértiba.

6. Ciena kolektiva.

7. Vadibas atbalsts.

8. Kirizes situacija, atbildibas aptver$ana.

9. Bailes tikt atlaistam vai nesanemt prémiju.

10. Bailes sanemt neuzticibu no kolektiva un vadibas

5.Bloks.
Noslédzo$o jautajumu bloks — par Jums un Jiisu gimeni

Esat dzimis Latvija?

Jaa

Cita ES valst1

Cita valsti (nevis ES)

Jusu vecaki dzimusi Latvija?

Ja, abi

Tikai viens

Abi vecaki nav dzimusi Latvija

Jusu vecakiem ir augstaka izglitiba?

Ja, abiem

Tikai vienam

Abiem vecakiem nav augstakas izglitibas
Jusu gimenes stavoklis?

Precgjies

Dzivoju kopa ar partneri

Esmu attiecibas, bet mes nedzivojam kopa
Skiries (-usies)

Nav attiectbu

Jums ir bérni?

Ja

Ne

Dotaja bridi Jis dzivojat:

Sava dzivokl1 (istaba)

Irgju dzivokli (istabu)

Kopmitné

Ar vecakiem

Cits

Uzskaitisiet Jiisu iendkumu avotus uz doto bridi? ( VAR IZVELETIES VAIRAKAS ATBILDES.).
Jasu darba alga

Vira/sievas vai partnera/partneres darba alga
Vecaku palidziba

Jisu stipendija vai atvieglojumi

PP NORONPONPOORONERONPO®ONENWONER
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5. Cits
Liels paldies!
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Appendix 3. Transcript Example
Man, 36

Cnacubo Oomnplne 3a TO, YTO CONIACHIIMCh NPHUHATH ydyacTHe B HMHTEpBbIO. Hare
UCCJIEJIOBAHHUE CBSI3aHO C H3y4yeHHEM Npo(decCHOHAIBHOIO COOOIIEeCTBa CIEUATNCTOB,
paboratrommx B chepe |T-texHomornii. BONBIIMHCTBO BOMPOCOB CBSI3aHO C BallUM JIMYHBIM
ONBITOM U Bamieil npodeccuoHanbHOil 6uorpadueii, TO3TOMy s MPOUIY Bac HE BOJHOBATHCH,
OTBeYaTh NOAPOOHO M OTKPOBEHHO. Ha Bompockl, KoTopsIe g Oyny 3a7aBarh, HET MPABUIBHBIX I
HEIPaBUJIbHBIX OTBETOB. ECTh TOJIBKO Ballle MHEHUE U Ball OIBIT, KOTOPBIA HAC U UHTEPECYET.

Bama pabora cBszana c¢ IT-texHonorusamu. Pacckaxure, moxanmyicTa, O TOM, KaK BBI
Hadanu paboTarh B 3TOH cdepe.

Bcé nauasnock ¢ MOMX yBII€UE€HUH B JIETCKOM BO3pacTe, KOrja OTell MHE KyIIHJI KOMIIBIOTED.
OtTtyna Bc€ M mouUIO. DKCHEPUMEHTHUPOBATh C MPOrpaMMUPOBAHHMEM sI Hadal C Kiacca 5-6.
Jaunbiie — 6ombIne: Kypehl, yITyon€HHOE U3ydeHHe B mkojie. Y Hac Obuia 3 roga mHGoOpMaTuKa.
Mot kitacc ObLI CBsI3aH C MaTeMaTHKOW-uHGopMaTukoil. Jlanee — yHUBEpCUTET MO ClIeNUaIbHOCTH
«aBroMaru3anus». S 3akaHuuBan bBpecTCKHMIl roCylapCTBEHHBI TEXHUYECKHM YHUBEPCHUTET.
HyxHo cnenats peMapky o ToM, uTo 51 u3 benopyccuu. Ho npoxusato B Pure. 1o kakoi npuuunne,
paccKaxy NO3XKe.

[Tocne ynuBepcuTeTa Hayal padOTaTh MO CHEIUAIBHOCTH B MHUHHCTEPCTBE (PMHAHCOB,
TOYHEE, B UX OT/JEJIEHNH, Ka3HAYEeICTBO, TAK OHO Ha3bIBAaJIOCh HA TOT MOMEHT. DTO ObLIO HEJIOJTO.
[Toromy uTo »Ta (puHAaHCOBas cucTeMa ¢ MX MpaBWJIaMd MHE HE OYEHb MOHpaBuiach. MHe
XOTEJIOCh YTO-TO C MOJIONEKHOU cpenoll. A caMu MOHMMAETe, Tyla YK€ HaJlo WATU B3POCIbIM
YEJIOBEKOM, Y KOTOPOTO CEMbS U JIETH.

Jlanee s ycTpouscsi Ha MOJIOUHBIN KOHIEpH «CaByIIKUH MPOAYKT». DTO KpyHHEHIINH B
benopyccuu mMonouHbIN KOHIEPH, ¢ (unuanaMu no Bcedt benopyccun. [aBHoe npeanpusitue y
HUX Haxonutcs B ropone bpecre. Tam g mpopabGoTan okono 5 JeT, ToXe MO CIEeUUaIbHOCTH.
3aHMMaJCs PA3HOTO poja JAEATEIbHOCTBbIO. ANMNapaTHOW 4YacThlO, IPOrPaMMHUPOBAHUEM
anmnapaTHoi 4yactu. B ToM uncie u mporpaMMupoBaHHEM BHU3YyalbHOM... BooOie pasHoro pona
6butn paboThl. TaMm OBIJIO BAOBOJIL BPEMEHH ISl BCIKMX SKCIEPUMEHTOB, MONPOOOBaThH ce0sl B
pasHbIX chepax.

A noroMm MeHs ipurnacuiy B Pury. Onne Moii 3HaKoMbIi 3aHsuics ctapranoMm. 1 yxe 6osee
5 JeT, KaK s MmoIan Crofa.

U kak BaM 31€Ch, HpaBUTCS?

MHe 31€ch OTHO3HAYHO HpaBUTCS. KimnMar 3/1ech NpuMEPHO Takoi ke, kKak B benopyccun.
YyTh-uyTh XOJIOAHEE, HO 9TO HE CJIBHO MewaeT. I Kk aToMy yxke npuBbIK. MOpPCKO# BO31yX Jake
0oJbIlle HpAaBUTCS, YeM MeCTHBIM OonoTucThiil. Iloromy uto Bpect Haxoautcs Ha 60IOTHCTOMN
MECTHOCTH, BIUSHHE O0JIOT OKa3bIBaeT Ha KIIMMAT CUJIbHOE Bo3zeicTBHe. 31eck | T-cdepa pazpura
Her10x0. MHoro (¢upM, KpyImHBIX KOMIaHUH, KOTOpbIe 3aHUMaroTcs okaszanuem IT-ycmyr. Ectb
XOpoIui peIHOK paboThl. U s cumrato, uro ecnu Pura panbiue Obl ero pa3BuBaia (a el cTout
pa3BUBaTh OSTOT pPBIHOK Jajgee), OHa OBl MoOIVIa NPUBJIEKAaThb BBICOKOMHTEIUIEKTYaJIbHBIX
CHELHAINCTOB U3 COCETHUX CTPaH C XOPOUIMM 00pa30BaHHEM U HABBIKAMH.

Brr ceffuac Bc€ emé paboTraere B TOM KOMIAHWH, Ky/la Bac MPUIIACHIIA HA CTapTarl, WA
y’K€ CMEHMIIN?

Hert. Co crapranom He Tak BCE MOTYyYUIIOCH TIIAJIKO, KaK XOTEJIOCh Obl. I CMEHMI MecTO
padotel. Ymén B Discover Car Hire. Dto koMmaHus, KOTOpas 3aHUMAeTCsl OKa3zaHHEM
arperaTopckux yciayr no apesjae mamuH. Ha no3unuio Be6-nesesnomnepa. Tak Kak, B IpUHIIKIIE, 5
3aHUMaJICs OOJIbIIIE MPOrpaMMHUPOBAHUEM OBPKEH] 4acTH, (PPOHTEH] AJs MEHsS ObLI HE O4YEeHb
OJIM30K, S TYT MOTPY3UJICS B CEPBEPHYIO pa3padoTky. Ho HemHOX KO npyroi npoduis. [Tpunmiocs
HepeyYuThes 4yTh-uyTh. Ho 3T0 3aHsA10 OYyKBaIbHO TP MECHIIA, U 51 y’Ke BOLIEN B CTPYIO XOPOLIO.

Kax naBHO BBI paboTaere B 3TOi KOMITaHUN?

T'on.

Ckaxute, MoXkaldyicTa, a CMEHa paloThl, IUIIOC emlé CMeHa CTpaHbl, — KaKHe-TO
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OropoKpaTHUECKue MpoOIeMbl ObUTH, UM BCE MPOIILIO IIAIKO C AIMUTPAIHEi?

C smurpanueid npouuio Bc€ Iaako. brarogapsi ToMy, 4TO HA4ajlbCTBO MpEAbIIYIIEH
paboThI cl1enano MOJHOCTHIO BU30BYIO MOAJIEPIKKY, U B LI€JIOM IIOMOTaIM MHE C 3MHUIPALMEH, 3a
4yT0 UM crnacu6o. Tak kak, HOHATHOE JeJ0, KaK IPaKAaHUuH APYroil CTpaHsbl S HE 3HAJ BCEX 3TUX
HIOAQHCOB, MOAXTOMY OpUAMYECKas MOAJEPKKAa C UX CTOpoHBI Obwia... KOpuct, koTopblii Bce
BOIIPOCHI ¢ MUTPALIMOHKOM peraJl.

Hackonbko caMOCTOSTENbHBIM OBLJIO Balle pEUICHHWE MOMYyYUTh HMMEHHO TaKoe
obpazoBanue?

51 xoTen 310 onHO3HAYHO. S poauTenel mocTaBui nepes GakTom, 4To 3To MOE, U 1aBaiite
OyzeM BbIOMpATh CIIEHUaIbHOCTh UMEHHO 10 MOUM HHTepecaMm. S 3akonunn 10 kinaccos, Torna Ha
TOT MOMEHT ObuTO 10-neTHee oOpazoBanue B benopyccuu. Ceiiuac 11-netaee. Mue 6bu10 17 J€T,
s ObLJI e11€ HeCOBEPIIEHHOJIETHUM. EcTeCTBEHHO, pOIUTENN UMENH ONeKy Haao MHOU. [loaTomy
pellIeHNE TIOTHOCTHIO COITIACOBBIBAJIOCH C HUMU B 3TOM IUIAHE.

Bro1 Bcerna pabGoranu B oOmactu |T-TexHomoruit, unu y Bac ObUTH MEPUOJBI, KOTJA BBI
pabotanu B pyroi cdepe?

Sl naxxe He MOry Ha3BaThb 3TOro. XOTs, BO BpeMs Y4€Obl B YHHBEPCUTETE S HEMHOXKKO
noJpadarbIiBail MPOJABLOM KOMIBIOTEPHOM TEXHMKHU. 3aTO OBLI ONBIT B MHpoja)xax. JTO TOXeE
UHTEPECHO, OOLIEHHUE C KIIMEHTAMHU.

Korna BeI cMeHMm paboTy, mociae Toro, Kak He MOTYYHIIOCh CO CTapTarioM, KaK BbI ITOTIAJIH
B 3Ty KOMIIaHHIO, I7ie ceifuac paboraere?

HR-areHTCTBO MHE OMOIIIO C 3TUM.

To ecTb, BB MIPOCTO OOpPATUIIMCh B areHTCTBO, YTOOBI OHU ObUIM MOCPEIHUKAMH MEXKIY
BaMU U pEKPYTUPYIOLIEH KoMIaHuen?

Tak kak s 3Ha) AJiekcaHapy, 3Haji em... [lnroc Mue pekomenaoBanu. 51 obparuics B it-
camp. 1 onu Bcro mporenypy caenanu 3a MeHs. [logoOpanu 1omkHOCTb. S mpakTudecku nepemen
BooOIIe Oe3 3ajepkek. MHe HyXHO ObUIO 10paboTaTh Kakoe-TO OIpelenEéHHOe BpeMs B
IpeablIyliell KOMIIaHUHU, U 5 cpa3y e Hepemén Ha apyryro padoty. Jlaxke He ObLIO BpeMeHH,
Korna s cujyen 0e3 paboThl, UcKall e€.

Kak xoMmanusi mpoBepsiia, Hackoibko Bbl MM mnoxaxoaute? VY Bac ObUIO YCTHOE
cobeceroBaHuE, WM BaM elIE JaBajld Kakoe-To 3a/aHue?

VY Hac ObLJI0 /1Ba MHTEPBbBIO, UMEHHO (pr3nueckux. S nmpuxoaus Kk HUM B oduc, odancs.
U1 B xon€e nuasnora, HaBEpHOE, CTasla ICHa Mosl koMIieTeHus. VX Bc€ ycTpausaio.

Kak y Bac oOctosT nena c s3bikoM? BbI B KOJUIEKTHBE 00IIa€TECh HA PYCCKOM, MJIU BCE-
TaK{ BaM HEO0OXOMMO 3HaHUE JIATHILLICKOTO, U HY>)KHO 3aKaHYMBATh KypChI?

¥ Hac MHTEepHEWHI-KoMITaHus. [10TOMy 4TO MBI clienany akueHT Ha MUPOBOM pHIHOK. B
Hallleil KOMOaHUKM OYeHb MHOTO MHOCTpaHLEeB. M, COOTBETCTBEHHO, (hOpMalbHBINA S3BIK Halleh
KOMITaHUU — 3T0 aHruickuil. [loatomy TpeboBanue Obl10 — 3HaHUE aHIIMiicKoro. [IoHATHO, YTO
C MHOCTpaHIIaMU He OyJyT TOBOPUTH Ha JIaTBILICKOM SI3bIKE, U Ha pycckoM. [ToaTomy Bcs enoBast
NepernncKa, JeJI0Boe OOIIeHNe, U OOIIEeHHEe C CalllOpTOM, C HAIIMMH KOJJIEraMH, MPOXOAUT Ha
aHruiickoM. B 3amMkHYTBIX Kpyrax... [lomycTtum, pa3pabOTUMKH Yy Hac MNPEUMYIIECTBEHHO
pyCCKHe, MbI, €CTECTBEHHO, O0IIaeMcss Ha pycckoM. BHyTpu nemapramenta. A nanee uaér Ha
AHITIUHCKOM.

Bam HpaBuTcs Bama pabora?

Ja, HpaBuTCs.

Urto BaM B HEMl 0COOCHHO HPABUTCSI?

Hpagstcst cepb€3Hble 3aqadd, KOTOpble TpeOylOT HECTaHJAPTHBIX peIIeHUH, KOTOpble
3aCTaBISIIOT TOAyMarh. JlomycTuM, pocTo UAENTH TOCiIe pabOThI TOMOM, W 00TyMBIBACIIIb, KaK
OBbI THI 3TO czenaj. 3a/auu, KOTOpble BOBJIEKAIOT T€Os M 3aCTaBISIOT TBOW MO3r paboTarh, a He
pOCTO Kakas-To pyTuHa. I[IpuaymbIBaTh Kakue-TO HMHTEPECHBIE ATOPUTMBbI, PEaIN30BBIBATH
MHTEPECHbIE pelIeHne, YT00bI 3TO BCE OBLIIO ONTUMHU3UPOBAHO. 1 BOOOIIE CTOPOHHHUK, JTFOOUTEIH
aBTOMAaTHU3aIlluU. DTO MOE.

A 4910 Bam B Bameil paboTe, MOXKET, HE OYCHb HPABUTCS?
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CnoxHo cka3arh. Hame HauanbcTBO, yupeaurtenu, general manager B Tom 4mcie,
OpraHu30BaJId PabOTy XOPOIIo, B 3TOM UX Ooibiras 3aciyra. M cmacu6o 3a 3to. PaboTHrKOM B
KOMIIaHUU 04€Hb KOM(POPTHO. M Bce BOIPOCH HETaTUBHOTO XapaKTepa OHU CTAPAIOTCS YCTPAHATb.
To ecThb, ThI HE YYBCTBYEIIb KAKOr0-TO JUCKOMQOpTa. Y HAc mpoBoAsTCs ompockl, 360degree,
aQHOHMMHBIC ONpOCHUKH, general manager cobupaer o koiierax MH(OpPMALUIO: «4TO OBbI BBI
X0Tenu noxkenarb». OHU paboTaroT Hag >TUM. W Koraa nmpoBOAMIIM MOCIEIHUI pa3 OLEHKY IO
KOMIIaHWH, B TUIaHE, JOBOJBHBI JIU Bbl pabOTO# M yCIIOBHSIMH, KOMIIaHUSI HaOpaia B paiioHe § ¢
Koneiikamu 0ayuioB, 1o 10-0aIbHOM IIKaJIE.

OT0 BBICOKAsI OLIEHKA. J{a)e CI0KHO IIPEICTaBUTh BBILIE.

Ja. BonbmMHCTBO MOMX KOJUIET JOBOJBHBL. Bc€ xopoino, ycrpauBaer. KopriopaTussl
HPaBATCs, IIPOBEICHUE MEPONIPUATHI. Beé Xxopomo cienaHo.

A Korja KOMIaHMsI HACTOJIBKO XOpOIllas, MOSIBISETCS JU Kakas-TO W30aJ0BaHHOCTbH?
Hamnpumep, Mb xoTuMm emié kode npoxkapku Blonde.

Koneuno, ects. Ho Moii 3anpoc Ha KopuuHEBbIi caxap He ynoBierBopuid. (Cmex.) Y Hac
Ha KyXHE €CThb pa3Hble OpexH, (PpyKThl MHOTHA MPHUBO3AT. J[ake MOPKOBB B IOCIIEHEE BpEMs,
BUTaMUHBI. KOMIIaHUS cenuT 3a 310pOBbEM H 32 XOPOIIUM HacTpoeHHeM y koiuier. [1ntoc Besikue
uHTepecHbie uBeHTHl. Hampumep, Tasty Wednesday y nac npoBoaurcs. Korina kTo-To M3 Koyier
MPUHOCHUT YTO-TO BKYCHEHBKOE U JIENUTCA C APYyruMu. Jlabiie mo ouepenu.

I'maBHOE, 4TOOBI BBl BCE BMECTE HE IIPUHECIIH.

Het, 310 opranmuzoBano. Ha3nauaeTcss 4enoBeK, KOTOPBIH... DTO, KOHEYHO, HE B
NPUHYIUTEIEHOM TMOPSAKE, a adCOMOTHO T00poBOIbHO. OH commaniaercsi, IPUHOCHUT, YroIIaeT
npyrux. Kostern genstcs cBoumu BrieuamieHusMu. [locnenHee Bpemsi MONLIO YKe Kakoe-TO
COpPEBHOBAHUE, KTO JIyUIlI€ CIENAET.

Brl miianupyete B 0603puMoM OyayiiieM CMEHUTh KOMITAHHIO, B KOTOPOil paboTaeTe?

Ha.

Kak rmianupyere uckarb HOBYIO paboTy?

Komnanuss muHe HpaBurcd. Ho ectp HroaHcel. MHE MNpeaCcTOMT CMEHa CTpaHBI,
COOTBETCTBEHHO, 1 Oy1y HCKaTh paboTy B Ipyroi CTpaHe.

Bb1 Bcé-Taku ymaere 0 TOM, 4TOOBI MOEXATh KyAa-TO Jajblie?

Mos BTOpas mosoBHHKa ceiyac paboraer B Hopseruu. M Bompockl IMYHOTO Xapakrepa,
KOTJIa 51 XOTeJl Obl HAXOIUTHCS C HEMl B OJJHOW CTpaHe, y)Ke CTaBATCs Ha 0oJiee BBICOKUM YPOBEHb.
N s pemw, uto s Oyny MeHATH paboTy. MHe B mo0oM ciydae mpoine Haitu paboty. Camu
nonumaete, |T B 11000i1 cTpane BocTpeOoBaHO.

EcrectBenno. Ho kimmar tam cyposee.

Cwmorps rre. Eciu pacecmarpuBare bepren u okpecTHOCTH, TO TaM Tak ke, Kak B JlarBuu.
S yxxe Obl1 TaM, Ha cebe MOUyBCTBOBAI. Sl 3HAKO, KaK TaM, €CTh C UeM CPaBHUTb.

To ecth, BBl BeIOMpaeTe ropoa U 00JacTh, TAE paboTaeT Ballla MOJOBHUHKA, YTOOBI BBI
CMOIJIM BMECTE JKUTh?

Ja, KoHeuHo.

Br1 Oyzere nckarb NpUMEpPHO TAKYIO e KOMIIaHUIO, C TAKHM K€ ITOJX0J0M K paOOTHHKaM?
Wnu BBl BCE-TaKM XOTUTE YETO-TO JIPYroro?

MHe kakeTcs, MHOTHE ceiiyac WAyT 1o 3TOMY IMyTH. DTo, HaBepHoe, mouuio ot Google n
Apple, B mrane opranusaruu pabodero mporecca B I T-chepax. Koneuno, Oymy opueHTHPOBATHCS
Ha 3T0. Eciam co3anbl KOM(GOPTHBIE YCIOBUS TPYAA, TO M IPOU3BOJUTEIHLHOCTh Ha YPOBHE.

Bbl nnanupyere nckarh caMOCTOSITENTLHO, WIIHM TaK e 00paTuThes B KaJpOBOE areHTCTBO?

S em€ koHKpeTHO He pemwi. Hauny, HaBepHOE, C MOHUTOPHHTA, YTO, KakK. JTO OyleT B
0003pumMomM OyaytieM, He TIpsiMo ceityac. Ho s yske HacTpanBaroch.

VY Bac ecTh MJIaHbI 110 MOBOAY COOCTBEHHON Kapbepbl?

Koneuno, ectb. Bo-niepBbIX, s xouy nepekBainpuunpoBarbes Ha Ipoduib Mo HEHPOHHBIM
CeTsM, 110 UCKYCCTBEHHOMY MHTEJUIEKTY. B yHHBepcuTere y MeHs Obuia kadenpa nadpopmanuu u
UCKYCCTBEHHOT0 MHTeiiekTa. W numiaoM OblT mo 3TOW TeMarwke. MHE 3TO MHTEPECHO, MHE
HpaBuwiock. Ho mo pabote He CIOXMIOCh MPUMEHUTh. M XoTen OBl y)ke K 3TOMY BEPHYTbCS, TaK
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KaK ceryac 3T0 B TpeHze. [Jymaro, MOKHO HalTH KOMIIAaHUIO. 11 3TO O4eHb BBICOKOOILIAYMBAEMast
ceifuac pabora.

Kem Ob1 BbI XOTENH OBITH Yepe3 S net?

Y MeHs yxe ObUT ONBIT pabOThI TUMIIHIEPOM. B mpuHIIKIIe, MEHS MO3UILIUS 3T YCTPAUBAET.
Ceiiuac s He pabOTar0 TUMIIMIOM, TaK KaK MEHS B3sUTH KaK pa3padoT4yHKa, U MEHS 3TO YCTPauBaJo.
Ho npocro ycrain ... Hamo HEMHOKKO OTI0XHYTh. A B OyayiieMm — nmoyemy HeT? ECTh OIBIT, ecTh
HaBBIKA. MOKHO MPOAOIKUTb.

A uepes 10 net?

OOBIUHO 51 HE CTPOIO TUIAHBI TaK J1AJIEKO.

IT-chepa ouenb ObICTPO pa3BUBAETCs, BCE OUCHb OBICTPO MeHsieTcs. Kak BbI y3HaéTe 0 TOM
HOBOM, YTO MOSIBJIIETCS B Balei npodeccun?

NHTtepHeT, KoHEYHO. DTO IVIaBHBI UCTOYHUK AW TUIIHUKOB.

Bame nonoxeHue B 3TOM KOMIIAHMM Kak-TO 3aBUCUT O TOIO, IOBBIIIAETE BBl CBOU
npodeccruoHaNIbHBIN YPOBEHDb WM HET?

51 mpopaboTai BCero roji, MHE CIOKHO OTBETHTH Ha 3TOT Borpoc. Ho He 3ameuai, 4To0b! y
MOMX KOJIJIET YTO-TO PE3K0 MEHsUI0Ch. [IpocTo y Hac B OCHOBHOM paboOTarOT CEHbOPHI U MHJUIHI,
JDKYHHOPOB MBI HEe OepéM. Yike Bce, B TIPUHIIHIIE, BBIPOCIIH, M PACTH Jajbie 0co00 HeKyaa.

PykoBonicTBO Barieil KOMIaHUM YTO-TO J€JIaeT ISl TOTO, YTOObl COTPYIHUKH MOTy4allu
HOBBIC 3HAHUS U YMEHUs?

B nenom no koMmmnaHuu — Aa, MPOBOASTCS MEPONPUATHSA 110 o0ydeHuro. J{is qeBenonepon
TOJIBKO TIOCEUICHNE Pa3HBIX CEMUHAPOB, KOH(PEPEHIIHIA, U TaK Janee. A KOHKPETHO KypChl — HET.
[Toromy uTO GOJBILE COTPYTHUKH CaMOOOyUal0TCs, IO CBOEH crelralbHOCTH. Hanpumep, HY»KHO
MIPUMEHHUTH KaKUe-TO HOBBIC TeXHOJNIOTHH. B Hamell cepe Bc€ pa3BUBaeTCs, YTO-TO MOSIBIISICTCA.
N3yyaenib, mpuMeHsiellb, BHEAPSECUIb.

BrI wacTo mocemiaeTe Kakue-To Kypchl, BEOMHAPHI, WIH BbI BCE-TAaKW B OCHOBHOM YTO-TO
quTaere?

Hert, s He mocemaro kypcel. Y MeHst 60sbIine camooOydeHne. TOJbKO MOCeIar KypChl
JATBIIICKOTO A3bIKA.

DT0 B CBOOOHOE BpeMsi, UK paboToaTeslb OpraHu30BbIBACT?

DTO0 MOsI JMYHAas 3aWHTEPEeCOBAHHOCTh. PaboTonareremM He ObUIO BBICTABICHO TaKOTO
TpeboBaHusi. Mo aHTTIMHCKHI X yCTpauBall, M €r0 OHHM TOXKE HE TPEOOBAIN MOTHUMATH.

Kak ObI BB MOTJTH OLIEHUTH PHIHOK | T-TexHomoruii B JlarBun?

51 661 xoTen, 4ToObl peIHOK IT-TexHONOruit B CTpaHe, U KOHKpETHO B Pure, pasBuBaics
Janbiie ¥ poc. Tak Kak s BUXKY, 4TO €CTh MOTEHUUaN 11t 3Toro. Ho s Aymaro, ecTb orpaHu4YeHus
Ha KakoM-TO IOPHJMYECKO-3aKOHOJATEIbHOM YpOBHE, IOMYCTHM, B IUIaHE MUIPAIlMOHHOU
nonuTuku. [loTroMy 4TO HE Tak BCE Jierko U mpo3pavyHo Aenaercs. S 3Haro, ectb B BunbHIOCe nmapk
TEXHOJIOTHH, KOTOpbIE MOCTPOMIN OyKBaJIbHO Napy JieT Ha3ad. 1 oHu UAyT B ATOM HalpaBiICHHUHU.
Brote 10 CHM)KEHUs HAJIOTOBBIX COOpOB. A ceifuac B Pure 3aprnara alTHIIIHUKOB BBICOKAs, U
oueHb Bbicokue Hajoru. Yyts mu 10 80-90% otmaércs. [loHsTHOE M1€710, YTO-TO KOMIIAHUSAM HE
O4YeHb ATO HpaBUTCA. Eciam OBl BRI CO3Many Takue HHKYOATOphI, KaK CJAeNald, Halpumep, B
BunbHioce, s nymaro, 370 Obl YBEJIMYMIIO MPUTOK CIIELIUATUCTOB B Pury.

Jlerko M ceTOAHS HAWTH XOPOIIIYIO paboTy B 3TOM chepe?

bouto Ob1 sxenanue. Be€ 3aBucHUT OT TOrO, KTO MIIET, OT MIPETEHIEHTA.

UyBcTByeTe JIi BB KOHKYPEHIIMIO Ha CBOEM paboueM mecTe?

Her.

3T0 mpecTrxkHas padbora?

SI cunraro, uTo na.

3T0 BBICOKOOIIIaunBaeMasi pabora?

Ha.

Ber  cumtaere  nmarBmiickux  |T-cmemumanncToB  KOHKYpEHTOCIOCOOHBIMH — Ha
MEKTYHApOIHOM pPBhIHKE?

Jla. MHOTO Hammx KOMIaHUi (pUTypUPYIOT Ha €BPOIEHCKOM PhIHKE, HAa MEKIYHAPOIHOM
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peiHKe. 11 HMX TPOMYKTHl yCIEIW TJe-TO 3acBETUThCS. Takke pasHble craprambl... SEO ¢
npeaplIyiiei padoThl, MOHATHOE AEN0, YXKe CTal 3aHMMAaThCsl APYTUMHU CTapTarnaMu, MOMIEN B
¢untex. U ceifuac ero crapram HabMpaeT XOpOIIHME OOOPOTHI, MONYYMT (PUHAHCHPOBAHUE OT
Oanka. I oHM 3acBeTUINCH Ha KOH(EPEHLUSIX MUPOBOTO YPOBHSA. DTO MOKA3bIBAET, YTO HAIIU
MECTHBIE KOMIIAaHUH TOKE BBIXOJAT HA PRIHOK. He mpoCTo IenatoT NporpaMMKH JUIsi BHYTPEHHETO
PBIHKA, @ OYEHb MHOTO€ UJIET Ha BHEITHUI PHIHOK.

Ecnu Ob1 BBI MOTIIM CBOOO/IHO BBIOMPATH, I7I€ M K€M BBI ObI XOTENH paboTarh?

I'ne 661 xoTen padorars? B OpenAl, komnanuu Mnona Macka. Tam uHTEpECHO.

MHorue MeuTaroT Tyna nonacTh.

Onu Kak pa3 3aHMMAIOTCs Hy:kHOM MHE chepoii. Mau Tesla. Ho xemarensno OpenAl.

JlaBaiiTe IOTOBOPUM O TOM, YTO TAaKo€ JUIst Bac Xopoias pabota. Harmpumep, uto Takoe aist
Bac xopouuas 3apruiata? Kak Bel onpenensere ais ceds e€ pazmep?

Ecnu omeHuBaTh C TOYKM 3pEHUS pasfelieHus Oromkera, 25% OT 3apiuiarThl JTOJDKHBI
cBOOONIHO, 0€3 ymiepba uis MecSYHOro OoKeTa, MepexoAuTh Ha cOeperareibHbIA CYET, Ha
KOTOPOM ThI Ha YTO-TO KOMHUMIb. 25% MOTYT YXOOUTh Ha OIUIaTy KBapTHUPHI, KOMMYHAaJbHBIX,
KPEAUTOB, YTO KacaeTcs )KUIbs. 25% MOXKHO TPaTUTh HA €11y, PECTOPaHbl, TOKYIKY MPOAYKTOB, HA
BCE TO, YTO HY)KHO JIJIsl BEDKMBaHUs, Kak roBoputcs. M Ha ocTaBiieecst 0anoBarh ceOsi: Ha ONEKITY,
pa3BJIeueHUs], ¥ IPOYHE BEIIH.

A 3TO CBS3aHO TOJBKO C BAalllMMU MOTPEOHOCTSIMHU I €IIE C BAlIMM HPEACTABICHUEM O
cipaBeuuBocTU? Sl UMEIO B BUAY, YTO MEHbBIIIAs CyMMa IPOCTO HE MOKPHIBAET BaIIM PACXOJbI,
WIH BaM KaXETCs, YTO, YYHWTHIBAs Balll YPOBEHb KBaTU(HUKAIMU, BBl JOCTOWHBI OOJBIICH
3apIuiaThbl?

[To-nmr060My, 4eM BbIIIE KBaTH(PHUKALWS, TEM JOKHA OBITH BBIIIE 3apIuiaTa. Sl cauTaro 3To
HOPMAJIbHBIM.

Bo1 00b19YHO cpaBHHBAETE CBOIO 3apIljiaTy C 3apIuiaToi KoJuier?

Bo-niepBrbIxX, s He 3HAIO 3apIuiaTy Moux Kojuier. [loroMy 4To B Hatiei ¢pupme ecTh MpaBUIIO
0 HepasmameHnd. S He 3Hal0 WX, OHM HE 3HAIOT MOI0. MBI ITPOCTO ATy TEMY He 00CyKTaeM.

Jlnsg Bac BaXHO TMoNy4yaTh OOINbIIE, YeM JApPYrue KOJJIETH, MO KpaiHed Mepe, 4em
OOJIBIITUHCTBO U3 HUX?

51 He 3HAIO, CKOJBKO OHHM TMONYy4YaroT. Sl MOTy TOJBKO CpPaBHUTH, YTO MApTHEPCKHIA
JleTrapTaMeHT IMoy4YaeT MeHbIe, 3T0 odeBuaHO. He 3Hato... OurynieHne kakoe-To BHyTpEeHHee,
HaBEepHOE. ..

Wnn 3aprmatel mo pbeiHKY. OOmiasick ¢ Kojuleramu, KOTOpble paOoTaroT B JApPYruX
KOMITaHUSIX, IPUMEPHO MPEACTaBIIsS, BAXKHO BCE-TaKH 3apadaThIiBaTh OoMbIie?

Baxno. Jlenbru, no cyTH, OTKpbIBatOT JUIsl TeOst cBoOOMY. Thl MOXKEIIb MyTElecTBOBATb,
JeTatb B pasHble cTpaHbl. [lokymate ceGe YTO-TO HWHTEpecHOe, KyAa-TO XOAWUTh. Tbl He
OrpaHuWYMBaeIIb ceOs XOTs Obl B TaKWX BemIax. A KUTh OT 3apIUiaThl J0 3apIUlaThl HE OYEHBb
UHTEPECHO.

Bam ymaércs BCE »3TO genmarb C Balled TEKylIed 3apIuiaToi: W OTKJIAJbIBAaTh, U
OTLIIAuMBaTh. ..

Ha. S B mpouuiom romy mocetwsn 6 ctpadH. PykoBOJICTBO OYEHB JIOSIIBHO OTHOCHUTCS K
OTITyCKaM, MO3BOJIsEeT Oparh 2-3 AHS, 3alleMUTh BBIXOIHBIE, YTOOBI ThI MOT YCIIETh CIIETaTh 32 3TO
Bpems B Mcnanmto, k mpumepy. UTo TOKE€ MOXKHO OTHECTH K IUIFOCaM, IOTOMY 4YTO HE BCE
paspenraer 1pobuTh oTmyck. B utore s Opan otmyck 5-6 pas 3a rog.

VYnaBanoch JId B OTIYCKE MOTHOCTHIO OTKJIFOYUTHCS OT pabOTHI, MM HAJI0 IEPUOIHUECKU
MOJIKITIOYATHCS M YTO-TO JeNaTh?

[Tonydanock. XoTs BCE paBHO YMYIpsIMCh n€praTh, mucarb. Ho ecnu yneraens gajnexo,
Kyfaa-HuOyas Ha OUINNNIHGL, TaM YacoBas pa3HuIa OOJbIas, U TaM CBSI3b HE OYEHH XOPOIIasl.

B mpuHnuMme, ecau BBl WIIETE MECTO ISl OTITYCKa, BBl MOXKETE MCKaTh MECTO C TUIOXOH
CBS3bI0?

Ja. Her Ttakoro, 4ro OT MeHS OYEHb MHOIo€¢ 3aBUCHUT. ECTb, KOHEYHO, CIIMCOK
o0si3aHHOCTEH. HO MOM KOJITers MOTYT IPUKPHITH MEHS, €CIIU 1 HEJJOCTYTICH, BHIITOIHUTh KaKHe-
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TO 00SI3aHHOCTH 32 MEHSI.

Ho BBI Bc€ paBHO Beerma ¢ coboii 6epére kakoi-HUOYIb HOYTOYK?

Ha, koreuHo. HoyrOyk — 3T0 HeoThemIieMas 4acTh JJIs yTEIICCTBUH.

C py4HOI1 KJIaJIbI0 YK€ HE MOE3IUIb.

Kak pa3 moe3gumsb. B pyuHyro Kiaab OH JieTko nomemiaercs. JlomycTum, €ciii B3SITh
HOYTOYK 14 mIOMMOB, OH JIETKO TOMEIIAETCS B CYMOYKY, WJM B pIOK3ak. S jeTaro ¢ OIHUM
prok3akoM. Brl ke 3naete nonmtuky Wizz Air ceituac?

Bbl cunTaere CBOIO HBIHENIHIOI PAa0OTy TBOPUECKOM, MHTEPECHOM, WM J0CTATOYHO
PYTHHHOM?

50 na 50. EcTh pyTHHHAs 4acTh, U C ITUM HYXKHO... CbEeCTb 3Ty JIATYIIKY, KaK TOBOPUTCS
y I'me6a ApXaHTreIbCKOTO B €0 H3BECTHOM KHIMKKE MO TaiiM-MeHeKMEHTY «CIIOHBI U JITYILIKH.
Tam 6b11 Borpoc npo pytuny. Hy:kHO HaliTH Bpemsi, YTOOBI HE OTKJIAAbIBATh 3TUX JIATYIIEK Ha
CIEAYIOLIUI IEHb.

Pytuna He BbI3bIBaET y Bac AUCKOMGOPT?

Pytuna BooO11e B 1es10M MHE He HpaBUTCs. Eciin OBl s 1€71aJ1 MOHOCTBIO pYTHHHYIO PadoT,
3TO OBI MeHS cBello ¢ yma. [lomoraer nepekiitoueHre Mexay 3agadyamu. Y MeHsi 00bIYHO OKOJIO 5-
6 TackoB B Hezento. [Ipocto nepekitodaroch Mexay HUMU. M uyBcTBytO ceds syuie. [lotomy uro
eciu paboTa YMCTO MO OHUM TacKaM, 3TO YApy4Yaer.

OT KOro BbI IIOJIy4aeTe 3TU 3a]a4u?

VY nac komranus Hebonbias, 50 yenoBek. Y Bbillle MEHS HAXOIUTCS TIaBa JAeMapTaMeHTa,
oH ke u siBiseTcst board member. Ot Hero 51 1 moyYaro 3a/1aqy.

Bbl camu ompezensere, Kak 3TH 33[a4d BBITOJIHITH M CKOJBKO BaM HYXXHO BPEMEHH Ha
BBITIOJIHEHUE?

Ja, koneyHo. Sl cuMTaro, 4YTO CHENMAIUCTHI MOETO YPOBHS JOJKHBI CAMU paclpeiensTh
BpEMsi, CTaBUTh IPUOPUTETHI M TUIAHUPOBATh. Tak Kak s enié ObUT TUMIIMIOM, 51 XOPOIIIO 3HAKOM
texHonorusimu Kanban Agile.

BbIBatoT Takre MOMEHTBI, KOTIia Bbl CTaBUTE CPOK, a ATOT CPOK HE yCTPAUBAET BAIIETO
HayaJlbHUKA?

Ecnu onieHnBaeMble CPOKU BBICOKH, MOYKHO NIEPECMOTPETH IPUOPUTET 3a/1auH.

B npunInumne, BbI 10BOJBHO THOKO MOXKETE TIOAONUTH?

Ha, obcyxnaercs. MoXHO 4TO-TO pacnapajuiesnuTh, K npumepy. Bc€ 3aBucur ot Ttoro,
HACKOJIBKO 3TO BOCTPEOOBAHO.

Xopomrast paboTa B BallleM NOHMMAaHUU JOJDKHA MpeanosiaraTtb CBOOOAHBIN Tpaduk
paboThl, BO3MOXKHOCTD YAANEHHOW pabOThI, HIIM 3TO HE MPUHITUIHAIBLHO [T Bac?

JInst MeHs PUHIMITHAIBHO. Y MEHS TaK U eCTh. Y Hac CBOOOMHBIN Trpadux. MoxkHO
MPUXOAWTH KOTAA XOouellb. B pamkax pa3yMHOro, MOHSATHO jAeno. S, Hampumep, MPHUXOXKY Ha
paboty k 10. beiBaet, mpuxoxy B MOJAECCATOTO, MOJ-OAMHHAAIATOTO. YX0KY OKOJIO 7, mocie 7.
Ecnu MHE 4TO-TO HYXHO, S MOTY OTIy4HThCs. [IpocTO 3TO Bpemst 51 JONOIHUTENIBHO OTPadaThIBALO.
Hert Takoro, 4To s JOKeH cuaeTh Ha padoTe poBHO § yacoB. Eciau MHE HY)KHO KyHa-To, S MOTY
ormnyuuthes. [Ipocto cornnacoBbiBaro. Takxke ynanéHHO, U3 1oMa, MO>KHO MHOT/IA TOpaboTarh, ecliu
€CTh OOCTOSTENHCTBA, KOTOPHIE 3TOMY CITIOCOOCTBYIOT.

A ecnu BaM MHOT/Ia HY)KHO OTpabOoTaTh 3TO BPEMS Ha BBIXOJIHBIX, TO BBl MOXKETE MPUITH B
oduc croboaHO?

Her, s1 00p14HO €71a10 3TO U3 A0MA.

To ecth, MOXeTe nopaboTaTh ynanéHHo?

Ha.

[Ipn moucke cBoero naipHeWIIero mecra padOThl Bbl TOXKEe Oynere paccMaTpuUBaTh
BO3MOXKHOCTh pab0TaTh yIaJIEHHO U CBOOOMHBIN rpaduK Kak JOBOJIHHO BaXKHBIN (hakTop?

Ha. CBoboanblii rpaguk — odeHb BaxHbIH ¢aktop. [loBepbTe, s mpopaboran 5 neT Ha
MOJIOYHOM KOMOWHaTe, I7Jie €CTh ANEKTPOHHAs MpoxoaHas. [ ie ono3ganue Ha OHY MUHYTY yiKe
CUMTAaEeTCs HapylleHneM. MHe 3TOro XBaTuio.

Ho Bcera koro-to MO>KHO MONPOCUTH CE0sl TPOOHTE.

6



Appendix 3

Tam emi€ kamepsl BUCAT. Y HAc OBLIO 0YeHB KECTKO ¢ 3TuM. XoTs s I T Becerna nenanuck
MOOTaXKKH.

A ecin BaM JaayT BbIOOp: (DPUKCHUPOBAHHBIA TpapuUK HMIM BO3MOXXHOCTH CBOOOIHOTO
rpaduka, Bbl COIMIACHBI HEMHOTO YCTYIUTh B 3apa0OTHOI IaTe paju BO3MOXXHOCTH CaMOMY
OTIpeIeNIATh CBOM pabouunii IeHb UM BO3MOXXHOCTH paboTaTh yaanéHHO?

Her, 570 He HACTONBKO KPUTUYHO. Sl MOTY XOAUTH, €CIIM HYXKHO, JIUIIL Obl 3TO HE OBLIO
oueHb paHo. (Cmex.)

To ecth, MOXeM 3apuKCUpOBaTh 8 YacoB, HO HE ¢ 7 U HE ¢ 87

Ha. C 9 yacoB, Kak BO MHOTHX CTpaHaxX padOTalOT, — 3TO BIIOJIHE KOM(OPTHOE BpeMsi.

Bama pabota ocrapnsieT BaM BpeMsi U BO3MOKHOCTb JJIsl IMYHOM KU3HU, 7151 X000u, Ass
0011IeHUs C CeMbEH, IPY3bIMU?

Jla. Her Takoro, uto y Hac Obutn aBpasbl ¥ 12 9acoB moaps Hago padorarsk. S cuuTaro,
YTO y HAC B HOpMaIbHOM Temrie Bc€ UAET. M Mbl ykitaibiBaeMcs B 00bI4HY0 40-4acoBYIO HE/IEIIO.

Bawm xotenock Obl, 4TOOBI CBOOOTHOTO BPEMEHH OBLI0 OoJIbIe?

S nymaro, 3TOro BCeM XOTENOCh OBbI.

CBoboaHOE BpeMs — 3TO BOOOIIE BaXKHO, HIIM paboTa JIJIsl BAC MHTEpECHEH, 4eM CBOOOIHOE
BPEMSIPENIPOBOXKIEHUE?

51 3aMedaro, 4TO KOTJa JOJIT0 HAXOXKYCh B OTIYCKE, YK€ HAUMHAI0O HEMHOTO CKYy4aTb.
[ToToMy uTO KOTJIa 3aHMMACIIbCS JIFOOUMBIM JIEJIOM, BCE PaBHO €CTh K 3TOMY UHTEpEC.

Yame npoBepsiellib eMeisl, CMOTPHUITL Ha TelnedoH, MoYeMy HHKTO HE MUIIET, MEHS BCe
3a0bUIH. ..

Jla. Xodercs y:ke NOMporpaMMHUPOBATh.

Bbl ObuIM TUMIIMIOM, IOTOMY BaM, HAaBEPHOE, 3TO Oy/IET HE OYEHb CJIOKHO MPEACTABUTb.
Jagaiite mpenctaBum ce0e CUTYallMIO, YTO BBl — PyKOBOJUTENb KAKOTO-TO KPYITHOTO MPOEKTa, U
BaM HY)KHO MOTHBHPOBATbH JIFO/IeH paboTarh Oojiee MHTEHCHUBHO, YeM OOBIYHO. TO eCTh, HYXHO
caenarb Bc€ OBICTPO, CPOKM TOpST, HYXKHO paOOTaTh HampsKEHHO, M, BO3MOXKHO, OOJbIle
00b14HOTO0. YTO OBI BBI AJIS1 3TOTO clenanu’?

Bonpuryto yacTb cuil MOKHO ObUTO OBl MOTPATUTh HA MOTUBALMOHHYIO pedb. OObSICHUTH
KOJUIeTaM, Ul 4ero 3TO HykHO. Korna jirou 3HaroT 1enb, 4TO 3TO AACT, Kakas Mojb3a OT 3TOr0
Oyzet, y HUX OyleT BHYTpEHHssI MOTHBALUS YTO-TO JeNaTh, AaXK€ €CIU CBEpXypouHO. Takxke s
CUMTAl0, YTO CBEPXYpPOUHBIE Yachl JOJKHBI OIIauyuBarbcs. YTOObI HE OBUIO y KOJJIEr TaKOTo
HOHATHUS « TyT OecruiaTHO pabotato». Torma, cCOOTBETCTBEHHO, OTBETCTBEHHOCTb CHIIKAETCS.
U xauecTBO cliel1aHHOM pabOThI TOXKE MOXKET CHUKATHCA. A 3TO MOBJIEUYET K Oaram, mpodiemam.

Hackonbko 3¢¢exTuBeH B Takol CHUTyallud METOJl KHYTa, Yrpo3bl, CBSI3aHHBIE C
YBOJIbHEHHEM, JEIPEMUPOBAHUEM, U TaK Jlajnee?

Hesddexkruen. Ho sto emé 3aBucut or MeHTanurera. B bemopyccum kHyT ObLI
spdextuBeH. [loroMy 4TO JIIOAM MPUBBIKIN K TaKOMY PEXHMY C COBETCKOro BpeMmeHu. Ho s
MOJIOZIOTO TTOKOJIEHUS! aUTUIIHUKOB BCE MEHSIETCS, OHU MEepecTpaumBaroTCs. A crapas LIKoJa 1o
KHYTY O4eHb Xopolo padoTtaetr. MHe 3T0 ObLIO BUIHO Ha 3aBOJE.

Korna BaM mpHXoImiIoCh BBIMOJHATH CIOXKHYIO paboTy, YTO 3acTaBisuIo Bac paboTaTh
Xopouio?

BHyTpeHHSIT OTBETCTBEHHOCTb. Sl CuuTal0, YTO A OTBETCTBEHHBIH 4YeEJIOBEK.
U camomotuBanus cnocodctByet 3TomMy. Ecian naxke o4eHb CHIIBHO HE XOUeTCs, Jy4llle CAeaTh
nay3y, HEpeJOXHYTb, MHOTYISITh, & IOTOM BCE-TAKM CECTb M CO CBEXEW TOJOBOM ClEiarh.
A BbDKHMMaTh U3 ce0sl M MPOCTO TPATUTh BpEMs BIYCTYIO HET cMbicia. HyxeH HacTpoil, HyKHa
MOTHUBAIIHAL.

B npunnumne, BaxxHo camoMy caenarh padboTy xopouo? To ecTh, UIsl Bac 3TO 04€Hb BaXHO,
Bbl CAMOMOTHBUPOBAHBI?

Koneuyno. S xouy, uTtoObl Mos pabora Obuia clenaHa kadecTBeHHo. M npyrue sto,
€CTECTBEHHO, 3aMETWJIM M oueHWId. IloToMy 4TO 4, Kak U MHOTHe, JII0O0I0, YTOOBI Jaenanu
MOJIOKUTENIbHYIO OLIEHKY O KauecTBe Moel paboThl. MeHsI MOTUBHpPYET, KOTlia JpyTryue 3aMevalor,
4To 5 JIeJ1ako.
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[ToxBana — 3T0 BaxHO?

Ha. Ectb mtoau, KOTophle HE TPEOYIOT MOXBAJIBI, a €CTh, KOTOphIe TpeOytoT. K mronsm Hamo
UCKaThb WHAMBUAYaNbHBIM moaxod. IlosToMy B HeOOJbIIMX KOMaHAaX HYKHO JelaTh
WHJUBUIYAJIbHYIO MOTHUBALIMIO KaXKJOMY YJICHY.

Korna B paboTany THMIHIOM, Y Bac MOJIyYalioCch OallaHCHPOBATh BCIO KoMaHay? Urto asis
Bac ObLIO CIIOKHBIM?

C xoMaH/10#1 y MeHsSI KOMMYHHKaus Obuta xopotasi. [IpoGiema Oblia TONBKO C MIPOXKEKT-
MEHEIKEpOoM. Y Hac Bcerna ObutM KOHQIUKTHL. Tak Kak y HEro CBOM KPUTEPUU, a Y MEHSI CBOU
UHTEPECHI.

To ectb, ckopee, Bcerna npobiema Oombliie B paboTe ¢ aIMUHUCTPATUBHOM BJIACThIO, YEM
¢ xomaHmoi? C KOMaHIOW ygaBaJloCh HAWTH OOLIMHA S3BIK, M KaKIOr0O MOTHBUPOBATH
WHIUBUTYaJIbHO?

Ha.

Xoporo, Hukomnaii. Criacu60 Bam 00JbII0€ 32 MHTEPBBIO, 32 BPEMSI, KOTOPOE BbI YACTUIIH.
bb110 0OYEHb HHTEPECHO.

Man, 24

Xouy Bac moOiarofapuTh 3a TO, YTO COIVIACHJIMCh HAa MHTEpBbIO. Haie uccienoBanue
CBSI3aHO C M3y4eHHEM MPodecCHoHaIbHOTo CO00IIeCcTBa CIENHAINCTOB, padoTaronmx B cdepe 1T-
texHonoruii. Hac uHTepecyer, B 4€M 0COOEHHOCTH ATOW paboOThl, B 4€M €€ MpeuMyIecTBa,
JOCTOMHCTBA M HepocTatku. Kak dopmupyercss npodeccrnoHanbHas 3TUKa, MpodeccuoHanbHas
KYJIbTYpa, Kakue LIeHHOCTH CYILECTBYIOT B 3TOM cpene, U Tak jajee. boibIIMHCTBO BONPOCOB
CBSI3aHO C BAaIlIUM JIMYHBIM OIBITOM H Baliei mpodeccHoHaNbHOM Ouorpadueit, mo3ToMy s MpoIry
BAac HE BOJIHOBAThCS M OTBEYATh OAPOOHO U 0TKpoBeHHO. Ha Bompockl, koTopsle 51 Oyay 3a/1aBarsb,
HET MPaBUJIIbHBIX WINM HENPABWIBHBIX OTBETOB. ECTh TOJIBKO Ballle MHEHHE U Balll OIBIT, KOTOPbII
HAac ¥ UHTEPECYET.

Bama paGora cBsizana c¢ |T-texHomnorusimu. Pacckaxkute, moxkanyicra, O TOM, Kak BbI
Hayasu paboTarh B 3TOM cdepe.

[Tonstue «lT-TexHOMOTMM» AOCTAaTOYHO MIKMpokoe. KoHKpeTHO celyac s 3aHUMAlOCh
pa3paboTkoii. Jlo 3TOro s ycmen IMO3aHMMAaTbcsd CMEXHBIMH chepaMu. DTO TeXHHUYECKas
MHTETparus. 1o Korjaa oauH | T-cepBruc HHTErpUpYIOT B Apyroii cepsuc. To ecTh, HalaXXUBaKOT UX
B3auMmoyeiictue. Emeé 1o sroro g ycnen nopabotars B TexHUUYECKOl nojnepxkke. IT-chepa mue
Bcerga Obuia uHTepecHa. Ho y MeHst oOpa3oBaHMe MHKEHEp-3eMJIeyCTpOuTeNb. To ecTh, 3TO He
MOsl CHelMaJbHOCTh. MHe Bcerna ObUla MHTEpecHa TBOpYECKas COCTaBJISAIOLIAsl 3TOW cdepsl,
notromy uto I'T mo3BosisieT oueHb XOpoIIo celsl peaan30BaTh HE3aBUCUMO OT TOT0, B KAKOM ropojie
Thl HAXOAMILIBLCS, B KAaKOM CTpaHEe, M HE3aBUCUMO OT TBOETO MAaTEpUAIbHOTO IOJIOKEHUS WIN
JOCTAaTKa.

[Touemy BbI BeIOpanu Bcé-Taku IT? D10 cinydnnock emé B HIKOIbHOE Bpems?

Ha camom gene, kak 1 MHOTHM JIIOASIM B 3TOM cepe, MHE ITO CTANO MHTEPECHO elIE B
mkose. Kak Hu cTpaHHO, y MeHsI Bceria ObUIM OueHb MJI0XKe OLeHKH 1o nH(opmaruke. Ho 310 He
MeIIaio MHE UHTEPEeCcOBaThbCs MPAKTUYECKOW CTOPOHOW BOIPOCA, MBITAThCA CO3JaBaTb CaMOMY
KaKne-TO CalThl, UTPbl, U Tak jaajiee. M xorna s 3akoH4YMI 00pa3oBaHue, s MOHAJ, YTO HE MOTY
HaWTH paboTy MO CBOEH crenuanbHOCTH B poaHoM ropoae. A xun B Llecuce. Ceituac 51 )kuBy B
Pure. I mompIkaBIIMCh HEKOTOPOE BPEMs, 1 B UTOT€ IOHSJ, YTO €IMHCTBEHHBIN IIAHC HAWTU
paboTy — 3T0 paboTaTh KaKoe-TO BpeMsi O€CIIaTHO, a TOTOM 3a OUY€Hb MaJieHbKY0 maty. [loromy
YTO BBIIYCKHUKOB BBIIIYCKA€TCSI MHOTO, a KOMIIAHWI, KOTOPHIE 3aHUMAIOTCS MEKEBAaHUEM,
3eMJICYCTPONCTBOM, MaJIO, M UM HY>KHBI OTIBITHBIE CIIELIMAJIUCTHI, @ He HOBUUKH. B I T-cdepe Takas
xe curyauus. Ho B IT-chepy Obuto HamMHOrO peanbHee BOWTH 0e3 crenu(uyYecKoro BBICHIETO
oOpa3oBanus 1 0e3 HaBbIKOB MK cBsizell. [loaTomy s BeiOpan IT-mpodeccuro, koropast MHe Obliia
MHTEpecHa elé co MIKOJBL. B urore s cocpenorounsics Ha pa3paboTke, Ha MPOTrpaMMHUPOBAHHH.
Pemnn pa3BuBarbcsl B 3TOM HAIIPABICHUU, U HU pa3y HE MOXKaJe.

Brr Bcerna paboranu B obmactu |T-TexHomoruid, uim y Bac ObUTH TMEPUOBI, KOTJA BBI
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pabotamnu B npyroii cepe?

Brixoaut, s Bcerna pabortan B obiactu | T-TexHonoruii. Ha mepBrIx mopax st 3aHUMAJCH,
MOXHO CKas3aTb, BCEM IoApsA. S 3aHUMaNICS KONMMPAWTUHIOM, 3TO HAMKMCAHUE CTarei.
51 3aHMMasCs CO3laHUEM CaTOB, WX MOAJEP)KKOM, HAllOJIHEHUEM KOHTEHTOM. MHe Takxke Obul
uHTepeceH MapkeTHHr, SEO-nponsmxkenue. Y MeHs ObUT OueHb IIMPOKUI Kpyr uHTepecoB. Ho B
OJIMH MOMEHT $I PeUII, YTO MHE HY)XHO MOHATh, B KAKOM HaIlpaBlIeHUU ABUrarbcs. U s cneman
JIOCTaTOYHO NPOCTO. S mpoaHanIM3UpOBajl BaKAHCHUH, IIOCMOTpPEN, B KaKUX BaKaHCUAX HE
TpeOyercs cniennduueckoe BhIcIIee 00pa3oBaHue, KOTOPOro y MeHs He O0bu10. To ecThb, eciu Thl
XOUellb JOWTH 10 KaKOTO-TO OIpPENeNEHHOTO YPOBHS B MapKeTHHre, y TeOs IMOIpOCsT
crenuduaeckoe oopa3oBanue. B konupaiiTiHre TeOE TOXKE HY)KHO OyzeT oOpa3oBaHue Guioaora
wii KypHanmucra. EpuHcTBeHHas cdepa, B KOTOpOH 3TOoro He TpeOoBajioch, — 3TO
IPOrpaMMHUPOBaHUE.

Tak uro 51 Havan u3 Apyrux obnactei, HO Bcerna padotan B IT. Ilotomy uTo MHE Bcerna
3T0 OBUIO MHTEpecHO. M Obula BO3MOXKHOCTH 3TO JeNarTh YAAJIEHHO, HE MPHUBI3BIBASCH K
KOHKPETHOMY 3aBOJY, AOIIYCTUM, WJIM KOHKPETHON OpraHu3allu.

A cymiecTByeT 1 BOOOIIE KaKOH-TO OPOT, KaKOI-TO YpOBEHbB, 10 KOTOPOTO MOXKHO TONTH
B [IPOrPaMMUPOBAHUHU, U TIOCIIE ITOrO BCE-TaKU MOHAN00UTCA BbIciiee oOpazoBaHue? Miu tam
OHO, B IIPUHIUIIE, BOOOIIE HE HY>KHO?

DTO OYEHBb CUIILHO 3aBUCHUT OT TOTO, B KAKOM HaIlpaBJICHUU 4esIoBeK paboTaeT. OcoOEHHO
eciu Oparh mporpamMmupoBanue. Ecinu yenoBek uaér padorars B cepy, CBI3aHHYIO C KOCMOCOM,
KOHEYHO, TaM OyJ1yT TpeOOoBaThCsl OUEHb BBICOKUE AJITOPUTMUYECKUE, MATEMATUUECKUE 3HAHUSL, TO
€CTh, BBICIIIAS MaTeMaTHKa, M Tak jganee. M, KoHeYHO, HA OmpeAeNnEéHHOM JTare MoTpedyeTcs
o0s3aTenbHOE 00pa3oBaHue, Jaxe CKOpel Bcero oopazoBaHue He OakaniaBpa, a maructpa. Ho ecnu
YeJIOBEK 3aHUMAETCs, IOMYCTUM, CO3JJaHHEeM CAalTOB, HJIM YeM-TO 0oJiee MPOCTHIM, TO OOJbILAs
4acTh €ro paboThl OyAeT CBs3aHA C CO3JaHWEM BU3yalbHOW 4YacTh, mHTep(deiica. Hampumep,
BKonrakre, OHOKJIACCHUKH, — TaM MOXXHO CIyIIaTh MY3BIKY, CMOTPETh BUEO, OTHPABIATH
coobmenus. Ho mo cyru anroputMudeckue cepbE3HbIE 3a/laud — 3TO HE Takas OOJbllasi 4acTh
pabotel. CymiecTBeHHass 4yacTb NOAOOHBIX NPWIOKEHHH — 3TO MPOCTO MPOrpaMMHUPOBaHUE
BU3yaJIbHOH yacTu. Ml TaM MOYXHO JOCTUYB OOJBIINX BBICOT, HE UMEsI BHICIIETO 00pa30BaHUSI.

HasepHoe, 3T0 O4€Hb CUJIBHO TaKXe 3aBUCHT M OT KOMIIaHUM. MHOTHE KOMIIAHUH MOTYT
Te0sI He B35Th, €CIIU Y T€0s HET CIIEUAIbHOI0 00pa3oBaHusl. A BO MHOTUX KOMITaHUSIX, HAIIPOTUB,
MOXHO CHIOKOMHO JOPacTH J0 PYKOBOJSIIMX JOJDKHOCTEH. Sl caM HEOJHOKpAaTHO CIbIIIAN TaKue
ucropuu. EcTb mroau, kotopeie padotatoT B ['yriie, a y HUX TOJIBKO cpenHee oopasoBanue. Hu um
3TO HE MEIIAeT Pa3BUBATHCS.

PacckaxwuTe, moxanyiicta, o Bamiei HeIHeIHeH padote. Kak maBHO BBl paboTaere B 3TOi
KOMITaHUH?

B rtekymel kommnaHuu s paboTai0 MPUMEPHO TOA. DTO TOMOBOE JUKHUTAI-ar€HTCTBO.
1 oaHO M3 caMbIX JYYIIUX JUJDKUTAI-ar€HTCTB IO MHOTOYUCIIEHHBIM pedTHHraM. OHO BXOAUT B
MEXIYHapOJIHYIO Tpymiy Komnanuil. 1 ocHoBHas Mos 3a/adya — pa3padarbiBaTh MPOIAYKTHI IS
JMJIEPOB PhIHKA B pa3HbIX cepax. M 3TUM 5 M 3aHUMAIOCh Ha TEKYILIEM MecTe puMepHo rof. o
3TOTO $ JIBa rojia ycren nopadorark B APYTrux OpraHu3alusix.

A Kak IpOXOANII MPOLECC TPYAOYCTpOICTBA?

Ha MomeHT TpynoycTpoiicTBa s yxe pabortan B apyroil komrnanuu. Ho s ctomknysncs ¢
npobieMoil, KoTopas ImHMpoko BcTpedaercs B IT-chepe, m B wyacTHOCTH, B obOnactu
porpaMMupoBaHus. UTo JIOIU € pa3HbIM OIBITOM IOJIY4YarOT OYEHb CHIIBHO Pa3iHyarollyrocs
3apruiary. Ho mpu 3TOM 3TOT ONBIT MOXKET OBICTPO YBEIMUYUTHCS, €CIM YEJIOBEK AKTUBHO
pa3BuBaercsa. OueHb BaXHO, UTOObI 4YEJIIOBEK pa3BUBAJCS JIOMa, JeNal CBOM IPOEKTHI,
CaMOCTOSITENIbHO MOATATHBAI ciabble MecTa. M mo3ToMy s BBIPOC KakK CHEMAIUCT JAOCTaTOYHO
OBICTPO, HO MPU ITOM PYKOBOIUTENM ATONM KOMIAHUM CUUTANIM, YTO €CJIHM 4elOBeKa B3sUIM Ha
OTpeIeNIEHHYIO 3apIuIaTy, TO HET CMBICIIA eMy €€ MOBBIIATh. S He MIIaHUPOBAT HUKYJA YXOIUTh.
S obOmancs B varax. DTO O4eHb BaxkHas cTtopoHa |T-mpodeccuu, 4TO OYEHB JIETKO HAWTH
coobuiecTBo. Thl MOXeIIb HATH COOOIIECTBO B CBOEM TOpOJIE, B CBOCH CTpaHe, MU B I[EJIOM Ha
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3eMHOM Inape. Thl MOXeIIb 00IIAaThCsl ¢ APYTUMH JIIONBMH yIaldéHHO. ECTh a)ke MONHOIIEHHBIE
OHJIAMH-KOH()EPEHINH, [JIe YYaCTBYIOT JIIOJM C pa3HbIX KOHIIOB cBeTa. U s Tak MO3HAaKOMUIICS CO
CBOMM TEKYILIUM PyKOBOAMUTENIEM. MBI MOOOIIAINCH KaKoe-TO BpeMs, U OH ckazail: «lIpuxomu ko
MHe Ha paboty». S mpuimén, noobduancs nonyaca, 1 MHe ckazaiau: «OKel, Mbl TeOsl IPUHUMAEM.
U gepes nBe Helenu 4 yxe paboTai y HuX.

B 4ém 3akiouaroTcs Baly OCHOBHBIE O0SI3aHHOCTH?

Ha Texymuii MOMEHT MOSI KITFOUEBast 00513aHHOCTH — 3TO pa3padoTka caiiTos. [Ipex e Bcero
9TO KAaKHe-TO PEKJIAMHbIE CAWThl AJS MIPOMOAKLUM, CAlThI [ KPYNHBIX KOMIIAHHH, KOTOPBIE,
HalpUMep, XOTAT B 4YECThb 3allyCKa HOBOI'O IPOAYKTA, HOBOM YCIYI'M IPOU3BECTU HIMPOKYIO
PEKJIaMHYIO KaMIIaHUIO OOBIYHO Ha TEPPUTOPUH Bcel cTpaHbl. [ 3Toro um Tpedyercst Kakoii-To
SAPKUI pecypc, KOTOpBIA OyneT OTINYaThCcs KPAaCHBBIMH AHUMAIMSIMU, HWHTEPAKTUBHOCTHIO.
Hanpumep, urpamu, BAKTOpUHaMH, TECTaMH, YEM YTOJIHO, YTO OyJeT IIpuBJIeKaTh BHUMaHue. Mos
3amaya — pas3pabaTbiBaTh HECTAHIAPTHHIE M HE MIAOJIOHHBIE CANTHI, MCHONB3YyS IepeoBbIC
TEXHOJIOTHH B 3TOH 001acTu.

Bam HpaBuTcs Baia pabora?

Ha, Hpasurcs. Ilpexne Bcero noTtomy, 4to sl 1aBHO K 3TOMY CTpeMWiIcs. JTo Obul MO
CO3HATEeNbHBIA BBIOOP. st TOrOo, 4TOOBI AOCTHYL pe3ynbTara, s OYEHb MHOTO 3aHUMAJICS
CaMOCTOATENIbHO. I IpOoXoami Kypcbl, Jienajl MHOXKECTBO HpoeKkToB. M korma s mpuxoxy Ha
paboTy, A1 MEHS 3TO OILYILEHUE JOCTUTHYTON 1I€IH, OUIYIIIEHUE BBIIIOJHEHHOTO pe3ynbrara. U,
KOHEYHO, MHE OYeHb HPABUTCS, UTO 51 OYEHB JOJITO K ATOMY LIEN U HAKOHEL MOT'Y TOP/AUTHCS TEM,
YeM 51 3aHHUMAIOCh.

Yro BaM B paboTe 0COOEHHO HPABUTCS?

Ecimu Opare mporpammupoBaHue M BeO-pa3pabOTKy B I1€JIOM, TO OOJBIIE BCETO MHE
CHUMIIaTHYHa TBOpUYECcKas cTopoHa. [IoToMy 4TO ThI MOXKeEIIb pelIarh 3a/1a4y pa3HbIMU CIIOCOOaMHU.
VY Tebs HEeT KaKoro-TO MIa0JIOHHOTO PEHIeHUs WK abJoHHOTO BapuaHTa. M HeT Toro, uro tebe
MOXET HacKyduThb. Ecnu Thl pa3BHBaelIbcs, Thl MOCTOSHHO MOXKEIIb HaXOAWTh HOBbIE, Ooliee
MHTEPECHbIE, HETPUBHUAJIbHBIE ITYTH PEILIEHUS CBOMX MTOBCEIHEBHBIX 3aa4. ITO C OJHONW CTOPOHBI.
C npyroii CTOpOHBI, Ha TE€OSI IOKHUTCS OTBETCTBEHHOCTh. [10TOMY UTO ThI SIBIISCIIBCS YETTOBEKOM,
KOTOPBIH JT0JIKEH OBITh SKCIIEPTOM B CBOEH 00sacTH. Eciu B TBOIO KOMITAHUIO TPUXOANUT KIIUEHT
U OH OyJIeT HHTEPECOBaThCs, KaK 00, KAKMMHU CIIOCO0aMU, KAKMMH ITyTSMU MOYKHO pean30BaTh
Ty WIH UHYIO 3a/1yMKY, ThI SIBJISIEILILCS SKCIIEPTOM B 3TOU cepe U HU OJIMH TBOW PYKOBOJIUTEIND HE
CMOXET J1aThb OOBEKTUBHYIO OIIEHKY. JTO, KOHEUHO, IPUSATHOE YyBCTBO OTBETCTBEHHOCTH 3a TO,
YTO Thl MOXKEIIb OBITH CIIELIMATIMCTOM, KOTOPBIM OyleT B cBOeH KOMIAHUHM OMOIaTh NMPUHUMATh
KaKMe-TO KJIIOYEBBIE pEUICHWs B paMKaX COTPYIHHYECTBA C JOCTATOYHO KPYIHBIMH
OpraHu3alUsIMU Ha POCCUMCKOM PBIHKE. ITO TBOPYECTBO U OTBETCTBEHHOCTD.

A 4TO BaM HE OUY€Hb HPABUTCS?

Baxnas wacte B IT-chepe B memom, KoTopas MHOTUM JIIOASIM HE3HAKOMa, — 3TO
HEOOXOIMMOCTh MOCTOSIHHO pa3BUBaThCsl. C OTHOW CTOPOHBI, 3TO OYEHb MPHUSATHO, ITO AAET Tebe
BO3MOXKHOCTh HE CHJIETh Ha MecTe B MpodeccroHanbHoM miaHe. Ho ¢ apyroit cTopoHbI 3TO Tak
ke, Kak e3/1a Ha Bejocurnesie. Thl 1100 MOCTOSIHHO YUMIILCS, pa3BUBACIIbCA B CBOOOTHOE BpeMs,
a0 ThI Magaeub. Thl HE MOXEIIb OCTAHOBUTHCS. Y TeOs HET BO3MOXKHOCTH IPEPBAThCsl, UTO 5
ycTaj, Xo4y TOJUK OTAOXHYTh, IPOCTO paboTaTh, HUYEM HE 3aHMUMAThCs, KpOME CBOEH paloThI,
KaK 3TO BO3MOYKHO BO MHOTHX Jpyrux cgepax. [loromy uTo THI yepe3 roq 6aHalbHO ycTapeellb.
TexHOMOruM pa3BUBAIOTCS OYEHb CTPEMUTENbHO. Eciu mocMoTpeTs Ha Te e Tenedonsl, emé 10
JeT Ha3aj 3TO ObUIM KHOIOUYHBbIE Tele(OHBI, MOTOM CMapT(OHBI, U ceivac yxe MOABIAETCS
BUPTyaJIbHasl peajbHOCTb. MOXKHO 3aMETUTh, KAKUMH HEBEPOSTHBIMM TEMIIAMM DPa3BUBAIOTCS
TexHonoruu. 1 yenosek, KOTopsiii pa3pabarbiBall KHOMOYHbIE TE€IEPOHBI, ceifyac Kak CIeHaIuCT
y’Ke HUKOMY He HyXeH. IloaToMy HEOOXOJMMOCTh IOCTOSHHO, OECKOHEYHO, OecrpepbIBHO
pa3BuBarhcs B | T-cepe — 310, ¢ 011HOM cTOpoHBI, IuItoc. Ho, ¢ Apyroit cTOpoHbl, MUHYC, KOTOPBIN
OTYACTH JIUIIAET TE€Os TMYHON KU3HH.

Brl mnanupyete B 0003puMomM OyayiieM CMEHUTh KOMIIAHUIO, B KOTOPOil paboTaere?

51 aKTMBHO M3y4alr0 MHOCTPAHHBIC SI3bIKU. S ydy aHITIMNUCKHM, TAKKe IUIAHUPYIO YYUTh
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HEeMeUKHi H ¢paHy3ckuif. M1 B meinomM eciau BAPYT MOSBUTCS BO3MOXKHOCTH Kyna-HHOYIb
nepeexarb, TO 3TO ObLIO Obl BECOMOW MOTHMBAILlMEM YTO-TO M3MEHUTh B XU3HH. MoTuBamus,
KoTOpyto Obl Bce NmoHsuii. Ho eciu Oparh KOHKpPETHO ceifuac, He 3amisbplBas JaJIeKO BIEPEN, TO
MeHsl Bc€ ycrpauBaeT. M, HaBepHoOe, s Obl HE CTaJl MEHATD, €CIIH Obl y MEHsI He IOSBUJIOCH B )KU3HU
Yero-To KapAUHaJIbHO JPYroro, BO3MOXXHOCTH YTO-TO KapAMHAIbHO U3MEHUTD.

Ha tekyiem mecte paboThl y Bac €CTh BO3MOYKHOCTB JJIs1 KAPbEPHOTO pocTa?

[TockonbKy 51 paboTal0 B 3TOM KOMITAHUU TOJIBKO TO... XOTS 3TO JOCTaTOYHO MHOTO JJIst
IT-chepsl. Y Mens emi€ He ObLIO CUTYAIMH, KOT/Ia Y MEHS BO3HUKJIA ObI Takas HEOOXOUMOCTh HIIH
BO3MOXXHOCTb. B IT-cepe 00bIMHO HPOUCXOAUT Tak, 4dYTO Onaromapss ObICTpOMY
npoeCCUOHAILHOMY POCTY JIIOAU PETYISIPHO MEHSIT MecTo paboTsl. OOBIUHO eciau TBOH
PYKOBOJIUTEb YXOAUT, TO CPEAU MOTYMHEHHBIX BHIOMPAIOT KOTO-TO, KTO CIIOCOOCH 3aHATHh €ro
MecTo. S nymaro, eciii BO3HUKHET Kakasi-TO HEOOXOAMMOCTb Y MO KOMITaHUH, TO 5 BIIOJHE MOT
OBl UIMETh BO3MOXKHOCTH JUIsl KapbepHOro pocrta. Ho moka s He BuXKy Takoll HEOOXOAMMOCTH,
IIOTOMY YTO Y HaC XOPOLIO OTJIaKEHHBIE ITPOLIECCHI, BCEX BCE yCTpanBaroT. M U3 KOMIIaHUN HUKTO
HUKYy/a HE COOUPAETCS YXOIUTh, BKIIIOUasi PyKOBOJSIINE TOJKHOCTH.

VY Bac ecTh MJIaHbI 110 TOBOAY COOCTBEHHON Kapbepbl?

Mou 1UIaHBl TpPEXAe Bcero NpohecCHOHAIBHOTO Xapakrepa, MpodecCHOHaTBLHOTO
pa3BuTHsi. OCOOEHHO B NMPOrpaMMHUPOBAHUU CHELMAIMCTBI JENIATCS Ha ONpeAeiEHHbIE PaHTH.
EcTb KyHUOp-CHELMAIUCTBI, MHAJI-CIEUHUAIUCTBI, U CEHbOP-CHELMAIUCTBL. Thl MOXKeEIb
pa3BUBAThCS MPOPECCHOHATBLHO, CTaTh SKCHEPTOM B KAKOM-TO OJHOM HaIpaBIECHUH, JUOO ThI
MOJKEIllb Pa3BUBATbCSl B KapbepHOM IlIaHe. KOHEUHO, MEHsI OueHb MHTEPECYeT COOCTBEHHOE
npodeccuoHalbHOE pa3BuUTHE. J[ake B 3TOT MOMEHT 51 IO CHX IOp IPOXOXKY KaKue-TO KypChl.
IIpsiMo celyac s 3amMcaH Ha Kypchl. S| BBINONHAIO AOMalIHUE 3aiaHus. Sl Jeiar0 MpPOEKTHI.
[Toromy 4TO s O4eHb XOTesl Obl pa3BUBATbCSA, KaK B PaMKax TEKyIEH KOMIIaHUM, TeKyllen
JOJDKHOCTH, Tak M BooOmIe. M mepeiiTn Ha HOBYIO TUIAHKY CO CPEIHETO, MHJUI-CIEIHAUCTa, JI0
CTapILIEro, CEHbOP-CIELUAINCTA.

Kewm 61 BBI X0TEM OBITH Yepe3 S5 neT?

S yurtan oHy cTaThlo, KOTOpask MEHs OueHb 3auHTepecoBaia. Kak paspadorunk u3 Poccun
paboTaeT B 0HOM Beayllel komnanuu B EBporne no pa3paboTke KOMIIBIOTEPHBIX UTp. S urpato B
UX MPOAYKTHI, OHU MHe HpaBsTcs. Y yenoBek peanns3oBan cedst B 3TOM cdepe, Mpuis U3 Ipyroro
HanpasieHus. JTo y Hero xo60u. OH co31aéT MpoAyKT, OH urpaer. PazpaboTka urp — 3To,
HaBepHOE, MeUTa O4YEHb OOJIBIIOTO0 KOJIMYECTBA MY)KUMH, KOTOpasi BCE paBHO CO B3pOCICHHUEM
HUKyAa He u3yyaeT. ConiaTuKy, MallMHKY, U T€ k€ camble Urpbl. HaBepHoe, eciu Obl g MoT, eciiu
Obl y MEHs MOSBUJIACh BO3MOXKHOCTb, 51 OBl XOTeNl B CBOOOJHOE BpeMs, depe3 5 JIeT WU uepe3
CKOJIbKO-TO, TIONTPOOOBATh NEPEKBATU(PUIIMPOBATHCS B pa3padOTKy KOMIIBIOTEPHBIX UTP.

A ugepe3s 10 ner?

HaBepnoe, xoren Obl ObITH cTapmMM pa3pabOTUMKOM KOMIBIOTEPHBIX urp. Wim
PYKOBOJUTEJIEM I'PYIIIIEI pa3padOTKU KOMITbIOTEPHBIX UTP.

Brb1 yxe rosopusin o ToM, uto IT-cepa oueHb ObICTPO pa3BUBAETCS, BCE OYEHb OBICTPO
MeHsieTcsl. A Kak Bbl y3HaETe 0 TOM HOBOM, UTO HOSIBJISIETCS B Ballei mpopeccun?

B coBpemeHHOM Mupe 3TO, MOXKHO CKa3aTh, 00sS3aHHOCTh Kaxjaoro |T-crmenumanucra.
Cy1ecTBYIOT TEMAaTUYECKUE PECYPCHI, AyINO-TI0IKACTHI, KOTJia JIFOH 3alIMChIBAIOT CBOE MHTEPBBIO
WK OOIIEHNE C KIIIOYEBBIMH IpeacTaBUTENsIMU oTpaciu. CyllecTBYIOT OHJIaiH BeOMHAaphI, U,
KOHEYHO ke, KoH(pepeHu. OueHb Ba)KHO BO BCEM 3TOM y4acTBOBaTb, HE MPOITycKaTh. Jlaxe ecinu
Thl HE MOXEUIb TMOWTHM Ha Kakyro-HHOyIb BeIylIyl0 KOH(epeHIMIo, Thl BCE PaBHO JOJHKEH
00s13aTeIbHO MOCMOTPETh €€. OCOOEHHO eclii OHa y3KoTeMaTHueckas, o TBoei cdepe. s storo,
BO3MOXHO, IPUAETCSA U3YUYUTh AaHINIMMUCKHAN A3BIK. AHITIMACKHM SI3BIK — 3TO HA CAMOM JIEJIE OYEHb
BO)XHO. JTO KJIIOUEBOW HABBIK, KOTOPBIM HY)XeH s camooOpa3oBaHusi. CMOTpeTh BeOMHAPHI,
MOJKACThI, YATATh KHUTHU U CTaTbU HA PYCCKOM SI3bIKE — 3TOro oueHb Maio. [lotomy uro camoe
CBE)KEE BCErJa Ha aHITMICKOM s3blke. B npyrux cdepax Her Takoi peskoil mepemensl. Ecmu,
YCIIOBHO TOBOPSI, BBIIIEN HOBBIM TPAKTOP, IOKa €ro 3aBe3yT B Poccuio, K 3TOMy BpeMeHU U
MHCTPYKIHUIO AJ1s Hero nepeBenyT. A B IT-cdepe Bpiluia HOBast TEXHOJIOTHSI, BBIIIET HOBBIN TPEHT
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— ¥ HUKTO He OyeT MOMEHTaJbHO MEPEeBOUTh Ha PYCCKHM SI3BIK, Kak 3T0 paboTaet. Jla, mpexne
BCEr0 3TO YTEHHE M MPOCMOTP MHGOpPMAIMM Ha PYCCKOM SI3bIKE, HO OYEHb BaXKHO UUTATh U
AHIIIOA3BIYHBIE TEMAaTHYECKUE PECYPChI, MOXKHO CKa3aTh, MecTHBIC | T-razeTsl, B oHJaiH-(opMmare.

Bame mnonokeHue B 3TOM KOMIIAHMM KakK-TO 3aBUCHUT O TOTO, IOBBIIIAETE BBl CBOM
npodecCHOHATBHBIA YPOBEHb MITH HET?

51 mymaro, Kak ¥ B OOJIBIIMHCTBE KOMITAaHUH, 3aBUCHUT. [loTOMY YTO 3TO BIIUSET HA TO, KaKHe
3a[a4M ThI CIIOCOOEH pemiarh. Kakaplii 4enoBeK B KOMITAHUH, HPABUTCS 3TO KOMY-TO HJIU HET, —
9TO BCETO JIMIIIb MHCTPYMEHT, 3TO pbIYar, KOTOPbIA MO3BOJISET pelarh npolieMbl kKoMnanuu. Ero
3a/ada — paborarh Ha obmiee 61aro. U ecnu Tl poecCHOHAIBHO Pa3BUBACIIBCS B HYKHOM ISt
KOMITaHUU HaNpaBJICHUH, TO Thl MOXEIIb CO3/aTh KaKyl0-TO HOBYIO KOHIICTILIHIO, HOBYIO HJICIO.
[Tpennonoxkum, y KOMIaHUM €CTh KJIUEHT, y KJIIMEHTa €CTh calT. M Thl mpeanonaraemb, YTo Thl
MOT OBl JIJIs TOTO KJIMEHTA CO3aTh ellé 1 MOOUIbHOE npuiiokenue. Hanpumep, MeHemxep aemnaer
3ampoc KJIMEHTY, HY)KHO JH eMmy 3To. Ecnu nma, To Thl mpogeCCHOHAIBHO JeNaelib PHIBOK,
TOTOBUIIILCS MECSII-APYTOd, W TMOTOM KOMIAHMS 3aKII04aeT C KIUEHTOM JIOTOBOpP, CO3AaéT
TeXHUYEeCKOoe 3amgaHue. M Tel peamm3yenmib CBOM HOBBIM IOJYyYEHHBIM HaBBIK, CBOE
npodeccuoHaIbHOE Pa3BUTUE, MOXHO CKaszaTh, BO Omaro oOmectBa. M 3TO cymiecTBEHHO
MOBBILIAET JIOSUIBHOCTh KOMIIAHUM K T€0€E, U MOSIBIISAIOTCS NEPCIEKTUBBI TBOETO PA3BUTHUS B ITOM
KOMITaHuU. S Tymaro, 3To XapakTepHo ajs Bcex |T-koMmanuii, B TOM 4ucIie Ui TOH, Ha KOTOPOH
s paboTaro B TaHHBI MOMCHT.

Kak BbI monywaere HOBble 3HaHUS? Bbl ymomMuHaiu o TOM, 4TO ceiiyac MPOXOAUTE
oOyueHue.

51 perynsipHO MOKYIaK0 KHUTH, KaK HA PyCCKOM, TaK M Ha aHIIMIICKOM sI3bIKax. S ciexy 3a
JHIepaMu MHEHHH B 9ToH cdepe. S Habmonato 3a TeM, Kak J1roau y cedst B BKonrakre, B TBuTTepe,
B DeiicOyke nensTcs HOBOCTIMU. B (hoHOBOM pexxknme, 1onmycTuM, koraa Ha paboTy. U Tak MOXKHO
YBUJAETH KIIOYEBbIE TpeHAbl. I uuTaro crarbu Ha aHDIMKCKOM si3bike. M mocie 3toro Bcero s
IOPUXOXKY JOMOHM, CaXyCh M HadMHAK0 JeJarTh MPOEKThI, MpakTUKoBaTbcsa. MHorma ObIBaroT
CUTYallH, KOrJja HOBOTO BBIXOJUT CJIMIIKOM MHOTO, a pa3o0paTbCsi CO BCEM ATHUM BOBpPEMs HE
ycrneBaenib. O4eHb BaKHO MOJTYYUTh KOHLIIEHTPUPOBAHHYIO MH(OpMAINIO, KOTOPask MO3BOJIUT 32
KOPOTKUM CPOK cienaTh 00Jbioi mporpecc. Toraa meinecoo0pa3Ho 3aruiaTuTh IEHbIH 32 KaKOM-
HUOYJIb KypC, Ha KOTOPOM Thl CMOJKEIIIb OYE€Hb OBICTPO BBISICHUTH BCE, UTO TEOE HY)KHO.

PykoBonicTBO Barieil KOMIOaHUM YTO-TO J€JIa€T JUIsl TOTO, YTOOBI COTPYIHHMKHU MOTy4aln
HOBBIE 3HAHUS U YMEHUs?

S nymaro, B pamkax 3ajad MOeW KOMIIaHMM Ha JaHHBI MOMEHT 3TO HeElelIeco00pasHo.
IToromy 4TO IO TEM MpPOEKTaM, KOTOPBIE Y HAC €CTh, COTPYAHUKH CaMH T'OTOBBI MOJIy4aTb HOBBIE
3HaHMS U YMEHUs 0€3 KaKOW-TO MOIJEPKKH CO CTOPOHBI KOMIIAHHH.

Kak BbI Mo Obl OIIEHUTH PBIHOK IT-TexHomoruii B crpane? Jlerko jm cerogHs HaWTH
XOpouryto padoTty B 3T0i1 cepe?

Tyt cymecTByer o4eHb HHTEpecHas TEHACHUMs. B mocnenHue rompl B CBA3M C
HEeOIaronpusTHOM YKOHOMUYECKON CUTYyalleil oueHb O0JIbIII0e KOJTMYECTBO JIFOAEH HapaBseTCs
B cdepy IT u3 coBceM apyrux npodeccuit. Hanpumep, 370 MOryT ObITH BETEPUHAPHI, ICUXOJIOTH,
pabOTHHUKHU 3aBOJIOB, — KTO YroAHO. M MosTOMy Ha CEroJHSIIHUI MOMEHT Ha PhIHKE HAaXOIUTCS
0YEHb 0OJIBIIIOE KOJIMYECTBO CIIEUAINCTOB C MAJIEHBKUM YPOBHEM OMbITA. M ecliu Thl CrieramucT
C MaJICHbKUM YpOBHEM OIIbITa, CKOpEHl Bcero, Tede OyaeT A0CTaTOYHO TskKeNno Hailth padory. Ho
ecin y Tebs yxXe eCThb XOpOLIMM ypOBEeHb OmbITa, TO Tebe HalTu paboTy OymeT MpocTo.
CymiecTByeT NpUMepHO Takasi TEHJCHIIUS: Ha BAKAHCUM HA4aJbHOTO YPOBHS, IOIYCTUM, Ha OJIHY
BaKaHCHUIO MPOTrPaMMUCTA B JAEHb NMPUXOAUT mpumepHo 30 otkinukoB. Ho mpu stom ecnu Tebe
HYXXEH CIIELUaINCT CPETHEr0 YPOBHS, TO HA O/IHY BaKaHCHIO MPUXOJIUT, HATIPUMeEp, yxkKe | OTKINK
B JIeHb. A ecliu TeOe HYXEH CIEeLHATUCT BBICOKOTO YPOBHS, HO Thl yXe€ JIOJDKEH caM KOMaTh
pe3loMe, MCKaTh CIEeNHUAJIMCTOB M caM WM OTHpPaBisATh NpuriameHus. To ecTh, pa3HuIa
JECATUKpaTHasA, B 3aBUCHUMOCTH OT YpOBHs crenuaiucra. COOTBETCTBEHHO, HOBUYKY OUYEHb
TsDKEI0 HalTu padoty. [IpakTrdeckn HepealbHO HAUTH paboTy, €clii Thl HE B KPYITHOM TOpOJe,
€CJIN ThI MBITACIIBCS YCTPOUTHCS YAalE€HHO. HO eciii Thl 4e0BEK ONBITHBIN, Thl MOYKEIIb HAUTH
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paboTy MPaKTUYECKH 3a HENEIIO.

Kax Bam kaxkercs, Mo ObI BbI ceiiuac HalTU paboOTy B apyroi crpaHe EBpombl niam B
Amepuke?

Ha nanHBIi MOMEHT y MeHs mpoOiieMa B OTCYTCTBUM y MEHS CIEHUAIN3UPOBAHHOIO
BhICIIET0 00pa3zoBaHus. Sl yxke Hauan paboTark HaJ 3TUM. Sl OCTynuII Ha 3a04HOe 00yueHue. Tak
4yTO cefyac HeT. MOXHO cKa3arb, [0 IOpUANYECKUM IpuurHaM. Ho mocrie Toro, kak s noiyday
BhICIIEe 0Opa3oBaHue, s AyMaro, JUIsi MEHS HE COCTaBUT HUKAKOW CIIOKHOCTU HAaWTH paboTy B
10001 TOUKe 3eMHOTO LIapa.

A BbI BCE-TaKM IJIAHUPYETE UCKATh pabOTy APYroi TOYKE 3€MHOIO LI1apa, WK OcTarbes?

Ha, HaBepHOe, IUIaHUpPY0. lIoTOMy YTO 3TO MHTEpECHO. OTO HOBBIM OIIBIT, HOBBIE
BO3MO)KHOCTH. B HEKOTOPBIX €BpONEHCKUX CTpaHax JIIOIU OIIYIIAIOT ceds rpaxaanamu Mupa. Hu
JUIsL KOTO HE COCTABJISIET IPOOIEMbI UM CIIOKHOCTH 110€XaTh B IPYTyI0 CTPaHy Ha KOH(QEPEHIIHIO,
y4acTBOBaTh, o0IIaThCs C JoAbMHU. HOo y Hac B OCHOBHOM JIIO/IM OCTAaTOYHO KOHCEPBATUBHBI U
IPUBSA3aHbI K TOMY MECTY, IJIe OHH POIMJIMCH U Iie OHU KUBYT. I OHM ourymmaroT cedst mpexie
BCEro0 TIpaXkJIaHAMM CBOEr0 TIOpoJa, CBOEH CTpaHbl, CBOEH KyIbTypbl. M B omamume oOr
HOAABJISAIOIIEr0 OOJIBIIMHCTBA MHE ObUIO ObI MHTEPECHO IPEXK/IE BCEr0 03HAKOMMUTBLCS C IPYTUMHU
KYJIbTYpaMu, ¢ APYTUMHU HapogaMmu. M HOXKUThH B pa3HBIX CTPAHAX KAKOE-TO KOJIMUYECTBO JIET, YTOObI
yBUIeTh MUP. 711 MEHS 3TO ObLIO Obl OYEHb UHTEPECHBIM OIIBITOM.

Ecnu Ob1 BBI MOTIIM CBOOO/IHO BBIOMPATH, I7IE M KEM BBI OBI XOTENN padoTarh?

Xoten Obl paboTaTh, MPEANOIOKUM, PYKOBOAUTEIEM IPYIIIbI pa3pabOTKH KakoW-HUOY!Ib
Ki1accHoit onnaitH-urper Ubisoft Montreal 8 Kanase.

JlaBaiiTe IOrOBOPUM O TOM, YTO TAaKo€ JUIsl Bac Xopoluas pabota. Bel ye HEeMHOTro cka3aiu
0 pabore cBOEil MeuThl, O CBOMX IUIaHAaX. A 4YTO Takoe JUIs Bac xopomras 3apruiara? Kak Bbl
omnpenensere Juist ceds e€ pazmep?

S cunraro, yTO XOpoOILIas 3apIulaTa — 3TO Ta, KOTOPasi MO3BOJISET TeOE M0JIb30BATHCS BCEMU
HEOOXOIMMBIMU MEAMLIMHCKUMHU YCIYTaMH, MUTAThCS 310pOBOM MUIIEH, HOPMAJIbHO OJI€BaThCs, U
peanu3oBbIBaTh JApyrue 0a3oBble NOTPEOHOCTH. Sl He cuMTa, YTO HOpMalbHasl 3apIuiara
00s13aTeIbHO JJOJDKHA MO3BOJIUTH Te€O€ KYMHUTh KBapTHPY, WIM KJIACCHYIO MAlIMHY, MU KPYTOH
HOyTOyk. HopmanbpHas 3apruiata — 3TO Ta, KOTOpas IO3BOJISIET TeO€ HOPMAaJbHO JKUTH,
peanu30BbIBaTh BCe CBOM 0a30BbIE YEIOBEUECKHE MOTPEOHOCTH. 1 OHA OUeHb CHIIBHO Pa3HUTCS OT
ropoza, crpansl. Ho s Mory caenars BeIBOA, 4TO B JlaTBuM Iuis HEOOJIBIIOE KOJIUYECTBO JHOEH
NOJIY4at0T HOpMaJIbHYIO 3apIuiary. OueHb 60IbII0€ KOTMYECTBO JIFO/IeH He MOT'YT ce0e MO3BOJIHTb,
JOTTYCTHM, NPU KaKOW-TO OOJIE€3HU ONEpPaTUBHO €€ BbUICUNTh. JlOycTHUM, IIOJIUC HE MOKPBIBAET, a
CPEICTB JUJIsl JICUEHHS] B YACTHBIX KJIIMHUKAX Yy HUX HET.

Bbl cpaBHEBaeTe CBOIO 3apIuiaTy ¢ 3apIulaToi Koyuier?

Her, He cpaBHuBaro. B 3ToM 11aHe 51, MOJKHO CKa3aTh, )KUBY 110 IPUHIIMITY «OT Ka)KJI0TO 110
BO3MOYKHOCTSIM, KaXXI0My IO TIOTPEOHOCTIM).

Jlns Bac BaXHO TMoJlyyaTb Oonblle, 4eM JApYyrue KOJUIeTH, MO KpailHel Mepe, uem
OOJIBIIMHCTBO U3 HUX?

Het, aGcontoTHO HeBakHO. S yBepeH, UTO KaXKAbI MOITYy4aeT CTOJBKO, CKOJBKO OH
3aCITy’)KMBAET.

Ecnu BaM He xBaTaeT ACHET HAa KaKHe-TO TEKYILHUE PACXO/Ibl, HAIPUMEp, BaM HaJ0 CEIaTh
PEMOHT, KyJa-TO Ioexarb, YTO-TO KYIUThb, Bbl HAYMHAETE YKOHOMMTD, UIIETE JTOMOIHUTEIbHBIN
JIOXO[I, WJIM JyMaeTe O TOM, YTOObI CMEHUTDH PadoTy?

OT0 3aBHCUT OT LeiH. JlomycTuM, eciiu KYyIUTh HOBBIM KOMITBIOTEpP, TO, KOHEYHO, JTy4Ille
MOJKOIIUTh JE€HET. DTO HE Ta 1I€JIb, pal KOTOPOW CTOMT 3aHUMATh U Tak jJanee. Ho ecnu y Mens
€CTh He0OXOIUMOCTb , IOIIYCTUM, IPONTH KypC, KOTOPbIf MHE OYEHb ITOMOYKET Ha TEKYII[EM MECTE,
¥ OH IpoJaéTcs ¢ O4eHb 00bIIoN ckuIKON. Ha JaHHBI MOMEHT Y MEHsI ICHET HET, HO OHH y MEHS
MOSIBSITCSL Yepe3 HeAento. B Takol cuTyanuu s mpoOCTO KYIUTIO €ro ¢ KPEAUTHON KapThl U 4Yepe3
HEJIeNI0 TOMOIHI0 00paTHo cBoi cuéT. [lo cyru, 110 HakomaeHue, 100, €CIIU 3TO COBCEM UYTO-
TO CPOYHOE, BaKHOE, JICUCHUE U TAK JaJiee, y MEHs B TAKOM CIIy4ae €CTh KPEJUTHAs KapTa.

UTo BBI CTaHETE JeNaTh, €CJIM HEXBaTKa JeHer cTaHeT xpoHnuueckoi? To ectb, BbI moiMETeE,
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YTO BBl IOCTOSIHHO OTKa3bIBAETECH OT YET0-TO BAKHOT'O MJIM HY>KHOTI'O JIJIsl Bac.

B takoii cutyanum, HaBepHOE, HY)KHO MEHSTH PadoTy.

Bbl cunTaere CBOIO HBIHEUIHIO PAa0OTy TBOPYECKOW, WHTEPECHOM, WM JOCTAaTOYHO
PYTUHHOM?

Kak Hu cTpaHHO, HECMOTpsI Ha TO, YTO 5 3aHMMAIOCh IIPOIPaMMHUPOBAHUEM, s TOJIHBIN
FYMaHUTapui, U s JHOOII0 CBOIO paboTy, MOTOMY 4YTO CUUTal0 €€ O4YEeHb TBOPYECKOW U
paznooOpa3Hoi. Kaxaplii neHb Ha CBoel paboTe s Jenar0, MOXKHO CKas3arh, YIWBHUTEIbHBIC
OTKPBITUSL U HAxXOXy pa3Hble BapUaHTbI, KaK pelarb 3ajady Oosiee KpacHBBIMH CIOCOOAaMHU.
CoznaBarh NPOAYKT — 3TO BCE PaBHO YTO PUCOBAaTh KapTHHY. DTO OYEHb TBOPUECKOE 3aHATHE.
S nymato, 3T0 XapaktepHo u Juist apyrux I T-cdep, Hanmpumep, MapkeTuHra, u Tak nanee. Kaxnas
IT-chepa — 31O pagocTh TBOpUECTRA.

Uto ocobo mHTEpECHO B Baliei padore?

Oco60 MHTEpEeCcHO, KOT/Ia y MEHS €CTh BO3MOXXHOCTh MPUHUMATh KIIFOYEBHIE PEIICHHE B
CO3JIaHMM NMPOoAYKTa. JlomycTuM, BEIOOp TEXHOJIOIHH JUIsl €r0 peajln3alui, BBIOOpP METOJOIO0IHH,
U TaK janee. MHe KaKeTcss MHTEPECHBIM MPOLIECC 00yMBbIBAHUS, IIPOCKTUPOBAHMS PEILICHHUNA ISt
uX Tocienywoued peanusanud. MHe KaXeTcsi, BO3MOXXHOCTb IPOEKTHPOBAaTb TBOPUYECKUI
IPOAYKT — 3TO YAUBUTEIBHOE COUETAHUE, U MHE 3TO OYEHb HPABUTCS.

A ecnu Obl IPUILIUIOCH UCKATh HOBYIO pabOTY, BbI Obl HCKAJIU IPUMEPHO TaKYHO *kKe?

Ha. 51 uckan 661 MaKCHMaJIbHO TTOXOXKEE Ha TO, UeM s ceiiyac 3aHuMarock. [lotomy 4To MHE
9TO OYE€Hb HPABUTCHL.

Xopomasi pabora B BalleM MOHMMAaHUU JOJDKHA IIpeNrojararb CBOOOAHBIA Tpaduk
paboThl, BO3MOXXHOCTb yAaJAEHHOM paboThl, WM 3TO HE IPUHIMIIUAIBHO JUIs Bac?

Xopoutast pabota Jo/KHA MpEANonararb Xopollee oTHoIleHue irojed. Ectb Oosnblioe
KOJIMYECTBO KOMIIAHWUHM, KOTOpbIE, HA MOM B3INIAJ, MOKHO Ha3BaTh YCTApEBILUUMH, IJ€ JIHOIAM
NPUHIUIHAIBHO Ba)KHO, YTOOBI THI pUxonwi K 7-8 yrpa. Ecnu b1 ono3nan Ha 15 MUHYT, 3TO
mrpad. U ecnu y tebs 3a0onen peGEHOK, TeOsS HMKTO JIoMOM He ormycTuT. Ha moi B3z,
xopoiast paboTa —3T0 Ta, Iie K Te0e OTHOCATCS Mo-uenoBedecku. Ecnu Tede cpouHO HY)KHO YHUTH,
WIA TpUNTH MONO3XKE, UM MopaboTarte U3 aoMa, B IT-chepe B momamnsromemM OOJIBIIMHCTBE
CUTYalMil HET MPUYMH, YTOOBI YEJIOBEKY HE MMO3BOJIUTH 3TOTO. A B OCTAJILHOM, Sl CYUTAIO, ITO HE
NpUHIUNHAIBHO. PaboTaTh yanéHHO co cBOOOIHBIM IpauKOM, MITH MPUAEPKUBATHCS KAaKOU-TO
JUCIIUIUIMHBI — 3TO JEJI0 Ka)KJI0T0 YeJIoBeKa U ero MeHTanurera. Camoe IIaBHOE — 3TO aJIeKBaTHOE
OTHOIIICHHE PYKOBOACTBA K KAKUM-TO HECTaH/IaPTHBIM CUTYaIUSIM.

BbI TroTOBBI pagu cBOOO/BI cCAaMOMY OIpENEsTh CBOM pabouMidl 1I€Hb WM BO3MOXKHOCTHU
paboTaTh yaanéHHO HEMHOTO COKPATUTh CBOIO 3apIuiary?

Ha. 910 nenecoodpa3HoO, IOTOMY UTO Thl COKPATUILb TPAThI HA IPOE3/l, COKPATHILb TPAThI
Ha NMUTaHKe, 1 Tak fanee. [loaromy Gamr Ha Gar.

Pacckaxute HEMHOTO O TOM, Kak OpraHM30BaHa Baia padboTa. Bbl mosnydaere oT KOro-to
3a/laHue, YTO BaM HYXHO CZEJaTh?

Ha cBoém tekymem Mecte paboThI s TUO0 TOTydaro 3aaHue, TU00 Y MEHsI MOSBIISIOTCS
UJIeU U S KOMY-TO JJOHOIIIY CBOM MBICIIH, U OHU TpaHC(HOpMHUpYIOTCs B 3a1aHue. JInbo s komy-To
cam cTaBJito 3ajaHue. To ecTh, MOsl KOMITIaHHSI HE UMEET YETKOM nepapxuu. Y Hac 04eHb OBICTPBIN
pe’kuM paboThl M BBIYCKA IPOEKTa, MO3TOMY HOPMAalbHO, YTO S MOTY CTaBUTh 3aJ[aHHE
NA3alHepy, Au3ailHEp MOXET CTaBUTh 3aJaHue MHe. MHe MOXEeT TOCTaBUTh 3aJlaHHe
PYKOBOZACTBO, U JJaXK€ s MOT'y IOCTAaBUTh 3aJjaHUE PYKOBOJCTBY, €CIHU 51 CUMTAI0, YTO B HAIIEM
MIPOEKTE YTO-TO pean3yeTcsl He TaK, Kak OHO JOJDKHO paboTarh. Sl MpocTo 4enoBeK, KOTOPBIN
HaXOAMUTCS Ha CBOEM MeECTe, Kak pblOa IiaBaro U Jearo TO, YTO MPUXOAUTCS.

Bac ycTpauBaet TOT ypoBeHb HE3aBUCUMOCTH WJIM 3aBUCUMOCTH, KOTOPBIM €CTh B Ballei
pabote?

S cumTato, 4To Mos paboTa AOCTATOYHO He3aBHCHUMA. Sl IPUHKUMAIO KaKUe-TO PELICHUS, U
K MOEMY MHEHHUIO TPHUCIYIIUBAIOTCS, KOT/AA 3TO aKTyaJIbHO M COOTBETCTBYET MOTPEOHOCTAM
komnaHuu. [ToaTomy st cunTaro, 4TO 1 UMEIO JOCTAaTOYHYIO HE3aBUCUMOCTb Ha CBOEH paborTe.

Bama pabora ocraBnsieT BaM BpeMsi U BO3MOKHOCTb ISl TUYHOM KH3HU, 715 X000u, aist
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oOmIeHMS ¢ CeMBbEH, IPY3hIMU?

OcraBisieT 10CTaTOYHO Majlo BpeMeHU. B Tom yucne no npudnHaMm, KOTOpPbIE 1 Ha3bIBaJl,
CBSI3aHHBIE C HEOOXOMMOCTHIO TOCTOSIHHOTO CaMOPa3BUTHA U caMoo0yuyeHus. S gymaro, y MEeHs
CcBOOOJIHOTO BPEMEHU Ha JIMYHYIO KU3Hb MEHbIIIE, YEM y CIHELHAIUCTOB APYTUX HAMpaBICHUH U
coep.

Bawm xotenock Obl, 4TOOBI TAKOTO BpeMeHHU ObLITO O0bIIe?

Ha, s ymaro, BCeM XOTeJI0Ch ObI, YTOOBI TAKOTO BPEMEHHU OBLIO OOJIbIIIe.

CBoboaHOE BpeMs — 3TO BOOOIIE BaKHO, HJIM padoTa JJ1s BaC HHTEpECHEH, 4eM CBOOOIHOE
BPEMSIPENIPOBOXKIEHUE?

51 cunraro, 4To CBOOOAHOE BpeMs — 3TO OUEHb BaXKHO /J1s BceX. [loToMy 4TO 3TO BiMsieT Ha
TBOE TICUXOJIOTUYECKOE cocTosiHue. W Kak HU CTpaHHO, Ha 3((PEKTUBHOCTL TBOETO Tpyaa. Korma
Thl MHOTO OT/IbIX@€IIb U XOPOIIO CHHIIb, TO Thl 3P(PEKTUBHO BBHIMOIHSCIIL paboune 3aa4uu.

Kak 00bIYHO BBI JTFOOUTE IPOBOIUTH CBOOOTHOE BpeMsi?

MHe HpaBuUTCS T'YIIATh, BbIE3KATh HA Npupoay. Y koraa oTIyck Wiv nNpa3qHUKH, BEIE3KATh
B Onmusnexamue crpanbl. Psgom c JlarBueit Haxomgurcss @uunsamus, Dcronus, lIBenus. Dto
KJIACCHO — UMETh BO3MOYKHOCTb BbIEXATh HA BBIXOJIHbIE, HAIPUMED, B OUHIISTHAMIO.

Bo Bpems otnycka yaércsi OTA0XHYTb, WM HY’KHO IEPUOJUYECKH MTOJIKIJII0YATHCS, YTO-TO
MPOBEPATH?

B stom mnane nipo IT-chepy xomuT Takoir aHeKAOT. UTO YesloBeK MbITaeTcs cOexarb OT
paboThl, MPUILIBIBAET HA HEOOUTAEMBI OCTPOB, BOKPYT OKeaH, HUKOro. OH KuJaeT B MOpe CBOM
Tese()OH M HAKOHEII-TO CTapaeTcst OTAOXHYTh. Bapyr k Oepery npubusaet OyTsuiky. OH pa3OuBaet
e€, noctaér 3anucky: «/BaH, cpOYHO, €CTh MPABKH OT KJIMEHTA, ObIcTpee mpuctymnai!y». To ecTs,
€CJIM Thl HE OTKJIIOUMIIL BCE KaHAJbl CBSI3U, C BBICOKOM J0J€H BEPOATHOCTH Thl HE CMOMKELIb
HOPMaJIbHO OTJOXHYTh. [[0TOMY 4TO ThI BCEria BCEM HYKEH U BayKEH.

Bam npuxonurcs oTknrouyarh TenedoH, WIK 3TO COCTOSHHUE HY)KHOCTHU — OHO BaM TOXE
HpaBUTCS?

B ornycke s npeanounTar OTKIOUATh TEIEOH.

W B kadecTBe MOCIEIHEr0 BOIPOCA, JaBalTe NMpEICTaBUM ce0e CHTYaluio, YTO Bbl —
PYKOBOJMTENH KAKOT0-TO KPYIMHOro MpoekTa. Bam Hajgo MOTHBHUpOBaTh JitoAei paborarh Oosee
MHTEHCUBHO, YyeM 0O0bIYHO. To ecTh, ecTh 3aja4a, KOTOPYIO HaJ0 BBINOIHHUTH. M Hazmo, 4ToObI
COTPYIHUKHM pabOTanu HaNpsDKEHHO, U, BO3MOXKHO, Oosble 00bIYHOrO. YTO OBl BBI AJI 3TOTO
caenanu?

[Ipex e Bcero 3To HOpMaIbHBIN UeIoBeueCKuit pa3roBop. [lockonbKy roau paboTaroT Haj
OJJHUM TPOEKTOM, HY>KHO JOHECTH YEJIOBEKY €ro MpaKkTUUYeCKyr0 HeoOXonuMocTb. UTo 3TO He
ABJISIETCS TMPUXOTHIO WJIM YBUM-TO JKEJIaHMEM. OTO TMpakTUYecKas, IPOU3BOICTBEHHAs
HEOOX0IMMOCTh, YTOOBI MBI BCE BMECTE MOIJIM 3aBEPIIUTH 3TOT MPOEKT. COOTBETCTBEHHO, OYEHb
BaXHO, YTOOBI M JIIOIM, KOTOpPbIE MPUHMMAIOT PELIEHHE U HECYT OTBETCTBEHHOCTb, TaK¥Ke
pabGoranu BMecTe C HcronHuTeneM. M KpailHe »enareiabHO 4YEIOBEKY KOMIIEHCHUPOBATH €ro
JOTIOJIHUTENbHOE paboyee BpeMsi, XOTsl Obl B paMKax yCpeAHEHHOM movacoBoil ctaBku. Torna, s
JyMaro, Bce OylyT TOTOBBI TOWTH HABCTPEUY.

Hackonbko 3¢¢ekTuBHBI B TakoW CHUTyallMM YIrpo3bl, CBS3aHHbIE C YBOJIBHEHHEM,
JENPEMUPOBAHUEM, U TaK jajee?

S cuurato, yto B IT-chepe, B oTnmune OT APYyrux HampaBiIeHUH, Yrpo3bl aOCOIIOTHO
Hea(pdekTuBHBL. [TockoNmbKy B Takoil cHUTyallMM 4ellOBeK, ckopee, caM YHmET. A ans mo0oro
OTIBITHOTO crienuanucTa B Poccun HeT mpoOiieMbl HAMTH XOPOLIYIO BBICOKOOIUIAYUBAEMYIO padoTy.
[ToroMy 4TO UEIOBEK MOKET PabOTaTh Aaxe yIaJI€HHO, eciu 3axo4eT. M 1ro0bie yrpo3sl IpUBETyT
K OBICTPOMY YXOIy COTpYAHHKA U HE IPUHECYT HUKAKOTO 3 dekTa.

Bam caMoMy npuXxoauiIoCch BBIIOTHATH CIIOXKHYIO padoty? UTo 3acTaBisio Bac paboTarh
Xopouio?

Ha, mpuxomwiocsk. M no cux mop perymsipHo mnpuxoxurcs. HasepHoe, oco3HaHue
YBaKEHHSI, KOTOPOE KO MHE TIPOSIBIISIIOT JIFOU. EC/IM OHM Tak»e BMECTE CO MHOM y4acTBYIO B 3TOM
ciokHOU pabore. Eciiu oHM cOBMECTHO pernaroT 3aaady. Ecnu paboTa He mepekiaapiBacTcs Ha
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OZIHOTO uesoBeka. Benp pabora MOXKeT OBITH CIOXKHOM, IMOTOMY YTO OHa TpedyeT OONbLIOro
HaIpsHKEHUS, WA TIOTOMY YTO Ha YeJIOBEeKa BO3JIOKHIIM HETTOMEPHBIH Ipy3 3a/a4. DTO 3aBUCUT OT
OTHOIICHUSA K YeJIOBEKY. AJIEKBaTHAs CIIOXKHAsA paboTa TpedyeT afeKBaTHOM ITOMOIIIH, MOICPIKKH,
Yy4acTHs JPYTUX KOJUIET, 1 COBMECTHOTO PelIeHHs 3a1a4. B3anMomnomornib, B3aUMOBBIPYYKa — 3TO
KITIOY K YCTICIITHOMY PEUICHUIO JTFOO0H CIIOKHOM 3a/1a4d U CII0KHON pabOTHI.

[ToMumoO 3apaOOTHOM IUIATHI, KAKKE €I1€ HHCTPYMEHTHI MCIIONIb3YeT Balla KOMIAHHS IS
MOTHUBAIMX PAOOTHUKOB?

Hampumep, nocnennee BpeMst Hauaau MPUHOCUTH 3e(DUPKHU HA PECETIIICH, U MHE 9TO OYCHb
npusATHO. S mo6mio 3epupku. DTO JOCTATOYHO Ba)KHBIE MEJIOYM MOTHBAIMU COTPYIHHUKA IO
yTpam, Korja OH IMPUXOAUT Ha PadoTy.

A ecTb Kakue-TO Apyrue IIroChl, HAIpUMep, MEAUIIMHCKOE CTPAXOBAHUE, HITH OTIJIa4Y€HHBIN
CIOPT3all, KOPIOPaTUBhI?

Hus IT-chepsl xapakTepeH Kakoi-To 0a30BbIi makeT. Ja, Mosi KoMIaHusi 00ecIeYnBacT
MEHsI cTpaxoBKoil. Ho HET HEKOTOpBIX MeJouel, KOTOPhIE €CTh B JPYruX KoMnaHusx. Hampumep,
BO3MOXXHOCTH Ha pabore wurparb B Xbox wmmm PlayStation. Bcé-taku y Hac qocTaro4Ho
HanpspkéHHas cdepa, IUDKUTAN, U Y HAC HEKOTa dTHM 3aHUMAaThCs. A B OCTaJIbHOM, KaKOH-TO
0a30BbIif TAKET BPOAE CTPAXOBKH, — J1a, IIPHUCYTCTBYET.

Kak Bac Ha pabote pasrpyxarotr? [1e-To CTaBAT CTOJ JJIsl HACTOJIBHOTO TEHHHUCA, TIe-TO
MIBITAFOTCS PUBUBATH 3aHATHS MOTOM.

S mymaro, B 3TOM cMmbiciie HuKak. Ouenb HanpspkéHHas cepa. Hekorma urpare B TeHHHC.
UenoBek MpUXOAMT Ha padoTYy.

B03M0XHO, B 3TOM €CTh CMBICIL.

Erop, cnacu6o 6oibiioe 3a MHTEPBBIO. bBITO O4eHb HHTEPECHO!

Man,41

Bb1 roBopuim, uto Bama pabota cBsizaHa ¢ IT-texHonorusamu. Pacckaxkute, noxanyiicra,
0 TOM, KaK BBl Hauajiu paboTaTh B 3TOU cepe.

51 Bcro »kH3HB IpopaboTan B 3Toi cdepe. Y MeHs 3T0, MOXKHO CKa3aThb, IOTOMCTBEHHOE.
Most mama pabotaia B Onm3koit cepe. U s toxxe. Hadan, B mpunIume, emé B mKkoyie padoTars.

3auHTEPeCcOBaHHOCTh MPHUIIJIAa UMEHHO B IIIKOJIE, WM 32 CYET CPebl OOIEeHHs?

S Buzen, 4To Mama uTO-TO JieNaeT, MHe OblTo nHTepecHo. 1 Tak u monuio-noexaino.

Kakoe y Bac ob6pa3oBanue?

bakamnasp.

Toxe cBsi3aHo ¢ I T-rexHonmorusmu?

Ha. Kadenpa IT.

Hackonbko caMOCTOSTENbHBIM OBIJIO  Ballle pELICHHWE MOMYyYUTh HMMEHHO TaKoe
obpazoBanue?

[TonHOCTBIO camocTosITeNbHBIM. OHO OBLTO OTYACTH CBsA3aHO... Het, He Obu10 cBsizano. Ho
1 He KosebaJcs, MoToMy 4To s emé xoren yexarb B Pury. To ecTb, HE XOTeN KUTh C POAUTEISIMHU.

U c tex nop BeI pabortaere ¢ | T-TexHomorusmMu?

Ha.

bbutn nepuoasl, korja Bl paboTanu B Ipyroi cepe?

Her.

Pacckaxxute, nmoxanyiicra, o Ballei HpIHEIIHeH paboTe. YeM BbI 3aHMMaeTech Ha padoTe?

51 pa3zpaboTuuK IUTIOC CHCTEMHBIA apxuTekTop. Korma npuxoast xakue-TO 3ampochl MO
(byHKIIMOHATY, HaJ0 MPUAYMaTh, KaKk 3TO cenarb. B ToM wyucie cam peanusylo, IUTIOC emé
pacnpezensto 3agadu. He mMory ckaszaTb, 4TO s TUMIIWJ, HO KaKas-TO CMeCh. Y Hac JOBOJBHO
ruOkasi CTpyKTypa B KoJuleKTHBe. KaxIplii 4YeloBEeK OTBEUaeT 3a CBOW KYCOK, KaKOe-TO
HalpaBJjeHUEe, U €CIM eMy HY>KHa IIOMOILb OT IPYT'HX, OH UX MPUBJIEKAET U JIEIETUPYET KaKue-To
3a/1aunl.

Yem 3aHMMaeTCS KOMITaHUA?

MoskHO cKa3arh, 51 paboTaro Ha IByX pabotax. OCHOBHAs CBA3aHa C IJIATEKHBIM OU3HECOM.
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DTO MPOLECCUHT KPETUTHBIX KApTOYEK, W MPOCTO WHTEPHET-TUIATE)KH, WHTEPHET-OAHKUHT, U
mpoyue Bemu. A BTopas paboTa — 3TO KOMITaHHUs, KOTOpasi 3aHUMAETCs TIEPEBO3KOM Tpy30B. S B
CBOE BpeMs, €IIE OUYEHb JIaBHO, CIEall IPOrpaMMmy, U 10 CUX Iop €€ noaaep:xxusaro. Ha Bropoit Ha
JTAHHBIA MOMEHT OO0JIbIIe TACCUBHBIN JT0XO].

Kak naBHO BbI paboTaere B 3TOW KOMITAHUU?

CnoxHO cka3aTh, IOTOMY UTO 37/€Ch HEMHOXKO MeperuieTeHo. IMeHHO B 3TOil KOMITaHUU
aet 5, MoxeT ObITh, 4. Ho 51 paboTaro mpakTHUECKH C TEMH K€ JIFOIbMHU, C KOTOPBIMU 51 paboTai u
B mpeasiayiiemM mecte. KocTsk ocrancs.

A xak BooOIIIe K BaM IpUIILIa MBICIb MUTPUPOBATh KOCTSKOM CIOa 5 JIeT Ha3aa?

Ha ToT MOMEHT 3TO ObLI0 BBIHYKIEHHOE pelieHre. TaM MeHsI0Ch pyKOBOJICTBO, MEHSLIIACh
NOJUTHKA mapTuu. M koMaHay Torna pacopMHUpOBaIK, MBI IEPEILIH B JPYTO€ MECTO.

Jlerko 61710 3TO MecTo HaiTu? Kak BBl MCKalu, Kyaa nepentu?

OT0 craprarl.

Bac kto-To nmpurnacun, pa3 3To crapran?

Ha. He coBcem. Onun U3 mtofieii, KOTOPBIA ¢ HAMU paboTall, U3 TOM-MEHEIKMEHTA, — OH
OpraHu30Ball KOMIaHuio. TaM nosBUIKMCH UHBECTOPHL. M OH HAc Bcex mepeTanu K cede.

Bam HpaBuTcs Baia pabora?

[To GonbIOMy CuéTy, Oa.

Uro BaM B HEli 0COOCHHO HPABUTCS?

Hagepnoe, B onpenenéHHoil crenenu 3To TBopUeckas padora. [IpusiTHO 4TO-TO cO3/aBaTh.

A 9TO HE OYeHb HPABUTCA?

Crneuunduka Ou3Heca TakoBa, 4TO OOJBIIYID YacThb BPEMEHU BCE-TAKH MPUXOAUTCS
3aHUMAThCS JOBOJIBHO PYTHHHBIMHU 3a7a4aMu. TBOPUTH PEIKO KOTIA TOTy4aeTCs.

A xak yga€rcs peanu3oBBIBaTh JKelNaHHE TBOPUTH? MokeT, B pabore, WM B KaKOM-TO
x000m. [Tomygaercst peanu3oBarh 3TO kenaHue?

B mpunnumne, nonydaerca. Ho Bc€ paBHO peanuu Ou3HEca TaKOBBI, YTO YacTO OOJbINE
HYXXEH pe3ylbTaT, W JIydllle CEerofHs, 4yem 3aBTpa. O4YeHb 4YacTO CTAJKHMBACLILCS C JIIOIbMH,
KOTOPBIM HaJ0 cerofHsa. MM MOBONBHO CIOXXHO OOBSICHUTH, YTO MOXHO CJENaTh XOPOIIO 3a
MOJITO/1a, WJIK 3a MECSI, HO Tak cede.

Brl mnanupyete B 06003puMoM OyayiiieM CMEHUTh KOMITAHUIO, B KOTOPOil paboTaeTe?

Jaxxe He 3Hato0. Takux mianoB HeT. Ho 00BIUHO 9TO BCE MPOUCXOAUT CIOHTAHHO. Sl HU pasy
HE MEHsIT padoTy 3arIaHuPOBAHO.

3HAUYUT, BBI JIOBOJILHO JErKU HA TOIBEM? TO €CTh, €CTh XOPOIIIee MPETOKEHUE — H. ..

51 He mory, Tak cka3ath. [loromy uto Boo6G1ie peiHOK |T B JIaTBUU JOBOJNIBHO MaleHBKUH.
N no 6onpiioMmy cu€ty OONBIIMX KOMITAHWM, KyJla MOKHO TIOMTH paboTarh, — UX pas, JBa, TPH,
nsaTh. OHU BCE M3BECTHBI, Be3le paboOTaroT Npy3bs, 3HakoMble. W Takas cUTyalusi, 4TO HOBas
KOMITaHHS IPUTTIACUT, — 3TO JIOBOJIBHO PENKUN CITydail.

A B0OOI1I€ MIaHUPYyeTE CBOIO MPOPECCHOHATBFHYIO JKU3HB HAMlePEl Ha CKOJIBKO-TO JIeT?

OmnaTb-Taku, 310 Toke cnerupura IT, 9TO KapbepHBI POCT — OH MPUCYTCTBYET, HO OH
HEMHOXKO cMa3aHHbIH. Hampumep, Ta ke mpodeccus «pa3paboTyuK», Ha MOW B3IVISA, HIET
HEMHOXXKO TapajuiebHO BceMy. Ecim MBI TOBOpMM O KakMX-TO aMOWIIMSAX, YTO, HAIMpUMED,
YeNIOBEK XOUeT OBITh HAauaIbHUKOM, JUPEKTOPOM, TO Ja. A €CIM KapbepHBIA POCT CBS3BIBATH C
pa3MepoM 3apIuiaThl, TO MPOCTONW Pa3pabOTYMK MOXKET TMOJydaTh OOJbIIe, 4eM HadyadbHUK
JIenapraMeHTa. JOTo abCONIOTHO HOpMallbHas MpakThka. M mMHE 3TO0 HpaBUTCS. 51 He odeHb
MIPECTABIISAIO ce0sl HaYaIbHUKOM, MHE HE HPaBUTCS BCS 3Ta KyXHs. S BMOJHE MOTY PYKOBOJIUTH
KaKUMHU-TO KOMaHJaMH, COCTaBIATh 3ajgaud. Ho 3aHUMAarbCcsi 3TUM MOCTOSSHHO MHE HE OY€Hb
XOTEJIOCH OBI.

Oto camoe BaxkHoe. [loTomy uro WHOTrHa ObIBaeT Takoe, YTO Yy T€X, KTO 3aHUMAeTCs
pa3palboTKOH, €CTh IUIaH, YTO Yepe3 KaKoe-TO BpPeMsl XOTSAT MPUMEPUTh elI€ U MEHEIKEPCKU
nuKak. To ecTh, «I X094y He TOJMBKO pa3padaThiBaTh, HO M OBITh HAYaJTLHUKOM OTACIIAY.

CkaxkeM Tak, Xopollne pa3pabOTYUKH, MO-HACTOALIEMY XOpPOIIHE, — OHU OYEHb PEIKO
YXOIAT Ky/1a-TO B TON-MEHEHXKMEHT.
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Bawm Gonbliie HpaBUTCS B 1oJie paboTark, OBITH IOCTOSHHO B Tporecce?

Ha.

IT-chepa oueHn OBICTPO pazBUBaETCs, BCE OUEHb OBICTPO MEHSETCA. A Kak BBl y3HAETE O
TOM HOBOM, YTO HOSIBJISIETCS B Ballel mpogeccun?

EcrecTBeHHO, CTaHJapTHbIE HCTOYHMKHU: YWUTAEHlb HOBOCTH, CIIYIIACIIb IOAKACTHI
cneunduyeckue. M miuroc Koraa HauMHAeTCs KAKOM-TO HOBBIA MPOEKT WM MOSBISIOTCS HOBBIE
3aa4M, OOBIYHO MPOUCXOAUT «pecépu» nepeq STUM. CMOTPHILB, YTO JTy4YIle TPUMEHHUTh, KaKUe
TexHonoruu. M gpyr or nmpyra ysHaém. A Tak, B INPUHIMIE, CTaHAAPTHBIE HOBOCTHBIE U
CHelMaIn3UpOBaHHbIE CPEACTBA: CaliThl HOBOCTHBIE 1O IT, ecTh XOpo1ine MoaKacThI.

B kakux-to IT-coobmmecTBax cocroure?

Her.

Bame mnosoxxeHue B 3TOM KOMIIAHMM KakK-TO 3aBUCUT O TOIO, IOBBIIACTE BBl CBOU
npodeccnoHAIBHEBIN YpoBeHb WiH HeT? Hampumep, pa3mep 3apruiar.

CMOTps 4TO MOHMMATh O] MOBBIIIEHUEM MpodeccuoHaabHoro ypoBHs. Ecinu kakas-to
ceprudukanms, To 4acto Ja, 3To cBa3aHo. Ho 3To Oosblie y o€, KOTOpble 3aHUMAIOTCS
aJIMUHUCTPUpPOBaHUEM. Y HHUX cepTH(HKauus Ooyiee BaKkHa, U 4acTo Jaxe Heobxomuma. Yto
KacaeTcsi pa3pabdOT4YMKOB, TO TyT, HABEPHOE, HEMHOXXKO MEHBIIE BapHUAHTOB KaKOM-TO
ceprudukanuu. KonedHo, 4enoBek ¢ ONbITOM LEHUTCS JOPOXKE.

Kax BbI nmomyyaete HoBble 3HaHus? [IoHATHO, YTO HOBOCTH, MOJAKACTHI. B¢, BO3MOXKHO,
noceuieHne KoHpepeHIii, CeMMHapOB, BEOMHAPOB.

Wnorna na. S xoaun napy pas Ha Java 63iic, kotopble npoxoasT Pure. Ho He yacto. bonbiue
u3 uHTepHera. Ha Tom ke YouTube MOXHO MOCMOTpeTh MpPE3eHTAlMH, JOKIAIbI 10 BEIIaM,
KOTOPbIE UHTEPECHBI.

Jlerko nu ceroans B JIatBuM HaiiTu Xopoluryro paboTy B 3Toil chepe?

A cuuraro, uto na. Ecnu yenoBek ¢ onbIToM, TO MpodiieM ¢ paboToi HET.

Omymaere 11 Bbl KOHKYPEHIUIO Ha CBOEM paboueM mecte?

He ckazan 651, uTo cuiibHyt0. KoHeuHo, kakas-To KOHKypeH1us ectb. Ho s cunTato, 4to B
JlatBuu B 3TOH cdepe ropaszio caokKHee HAUTH YeloBeKa, YeM YeJI0BEKY HallTH, Ky/la MOUTH.

OTo npecTmxHasg padora?

Hymaro, na.

DTO0 BBICOKOOIUIaYMBaemasi padbora?

Ha.

Bt cumrtaetre  marBmiickux  IT-cmenmmanucToB  KOHKYPEHTOCIOCOOHBIMH — Ha

MEXYHapOIHOM pBIHKE?

BriosiHe. Y MeHst MHOTO 3HAKOMBIX, KOTOPBIE yeXajlu 1 paboTaroT, B ToM uuciie u B Google,
u B OeiicOyk.

Kak Bam kaxkeTcsi, Moru Obl BbI ceifuac HallTu paboTy B apyroil crpane EBpomnsl miu B
Amepuke?

Jymaro, na. Mue, eciiu uectHo, Ha LinkedIn nocrosiHHO ciamsaT. S mosy4as npuriameHus
ChE3AMTh HAa HHTEPBBIO. MHE mpeanaragu OILNIaTUTh JOPOTY, «IPUEIBTE, IOTOBOPUM.
[IpennoxeHns qOCTaTOYHO peajibHbIE, ITO HE MPOCTO craM-nucbMo. Jlroau uzyuam.

bruo xenanue nornpodosars? Wiu, MoxeT, yxxe npodoBau?

S noxa He cuiibHO 00 3TOM 3aaymbIBajcs. [loroMmy 4To, B IpUHIIHIIE, TOKA U 3/1€CH XOPOILIO.
C mepee3noM ceifuac CBSI3aHO MHOTO CIOKHOCTEH. YK€ BO3pacT Takoi, 4To oOpocCiu: JeTH,
mikoja, U Bc€ takoe. B 20 set, koHeuHOo, OBIIO TPOCTO CECTh HAa CaMOJIET M YJIETeTh. A ceidac ¢
3TUM HEMHOTO cioxHee. [loka MHe, Bpozie, U TyT XOpOILO.

Ecau 661 BBI MOTTH CBOOOTHO BBIOMPATh, IJI€ OBI BBl XOTEJIN paboTaTh?

MHe u 31ech BHOJNHE HEIIOX0. MHE 37ech HpaBUTCA. Y MEHS TYT JpY3bs, JIOM,
pPOACTBEHHUKH. B mpuHiune, Bc€ xoporo. I He TO YTO HUKOIJAa HU 3a 4TO OTCIOla HE mepeexall
os1. Ho, cxopee, Mol mepeest oTcrofa ObLT OBl CBsi3aH OOJIBIIE C TEM, YTO 3€Ch CTANO ObI IIOXO.
To ecTp, 10X0 C pabOTOM, MJIOXO C 3apIUIAaTOM, ¥ Tak nanee. Ho eciu 31echk BCE XOpoIiio, To 3aueM
4T0-TO MeHATH? I10TOMY YTO TaM C EPBOTo B3MIsAAa BCE XOPOIIO, HO CO CBOeH crienndukoin. Mo
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apyr paboraer B DeiicOyk, WhatsApp. HexaBHo npuesxain, Mbl oOianuck. KonedHo, Tam y Hero
3apruiaTa mpocTo Hecon3Mepumo Ootbine. Ho mpu 3TOM y HEro TOJILKO OTuIaTa KUJIbs 5-6 THICSY
JOJIAapoB B Mecsil. Y eciar Mbl 3T0 BCE BBIUTEM, TO MOJYYUTCS, YTO HE HACTOJBKO OOJIbINIE OHH
3apabaThIBAOT.

[To-xopouiemy, Xopowo s yMer Jenarb TOlbKo oAHO. M mosToMy, HaBepHOe, cMeHa
npodeccuu... S emé myman, 4To eciau Obl s HEe ObUT MPOTPAMMUCTOM, TO, BO3MOXKHO, OBLI OBl
noBapoM. Ho 310 Tak. MoeT, B CTapOCTH CBOM pPECTOPAHYUK. . .

VYITH Ha IEHCUIO U OTKPBITh CBOM PECTOPAH. ..

Ha nencuro He Hano. (Cmex.)S umero B BUAY, HAa IEHCUIO 0COO0 HUKTO HE PACCUUTHIBACT.

Uro Takoe ains Bac xopouas 3apruiata? Kak Bel onpenensere aiis ceds e€ pasmep?

3TO 10CTaTOYHOE KOJIMYECTBO JACHET, YTOOBI HOPMAJILHO MUTATHCA, €3UTh HA HOPMAJIbHOM
MalluHe, XUTh B HOPMaJIbHOW KBapTupe, uiau gome. MHorma myremectBoBarh. HopmanbHO
oznesarbcsi. Ho TO, 4TOOBI HE cUMTATh IEHBIH, HO YTOOBI 110 KpaitHel Mepe He SKOHOMHUTH Ha KAKOM-
TO OBITOBOM KOM{QOpTE.

A 3TO CBf3aHO TOJNBKO C TOTPEOHOCTSMH, MM OHA JIOJDKHA YYUTHIBATh YPOBEHBb
KBaTM(UKALAH?

MHe kaxercsi, ecii Tebe XBaTaeT 3TUX JICHET, TO KaKas Pa3HHIIa, CKOJIBKO ThI MOTyYaeilh?

Bb1 00p1YHO cpaBHUBAETE CBOIO 3apIUIATy € 3apILIaTON KOJUIer?

B kakoii-ro mepe. 3apiaTsl IUIFOC-MUHYC U3BECTHBI.

Bam BaxkHO monrydaTs OoIbliIe, YeM JIpYTrue KoJieru?

A x 3TOMy O0OBEKTUBHO OTHOIIYCh. ECM s 3HaI0, 4TO KaKOW-TO KOJIJIEra, KOTOPBIU, MO
MOEMY MHEHHIO, MEHEe KBaJTH(UIIMPOBAH, YeM s, MEHbIIE MPUHOCHUT IMOJIb3bI, HO MPH ITOM
nojyyaeT OoJibllle, 3TO, KOHEYHO, 3ajeBaeT. Ho ecnu Thl BUAMIIB, YTO YEIOBEK CBOU JEHBIU
0TpabaTkIBaeT, MEHS 3TO He OyJIeT HUKAK 3a]1eBaTh.

To ecTh, X0ueTcst, YTOOBI OBLIO CIIPABEIITUBO?

Xouercs Bcerna Oombiue. M crpaBeanuso, 1a. KoHeuHo, HUKOMY HEe HPaBUTCS, KOI/Ia €ro
KaK-TO MPUHIKAIOT.

Ecnu BaM He XBaTaeT A€HET HAa KaKHe-TO TEKYILHUE PACXO/Ibl, HAIPUMEP, BaM HaJ0 CHEIaTh
PEMOHT, KyJa-TO MoexaTb, YTO-TO KYNUTh, Bbl HAYMHAETE SKOHOMMTb, UIIETE JTOMOIHUTEIbHBIN
JI0XO[I, WM AyMaeTe O TOM, YTOObl CMEHUTh PaboTy?

3nech CIOXKHO cKazarh. B 3aBucuMocTH OT 06cTosTenseTB. ECiy 5 MOTEeHIIMAIBHO BUXKY,
4TO Ha MOEH Tekymiedl paboTe MHe He XBaraeT M B 00O3pHUMOM OyaylieM H3MEHEHMH He
MPEIBUIUTCS, TO, HABEPHOE, Oyly UCKaTh HOBYIO paboTy.

A ecnn Bcé MIET Kak MIAET, HO BAPYT 3aJyMaJIUCh J€IaTb PEMOHT, WM JKE€HA TOBOPUT
«1oeieM Kyna-HuOyAb», TOrna JOMOJIHUTENbHBINA J0XOH, WM 3KOHOMUTh, WJIM HCKaTh HOBYIO
paboty?

Ecnu Hazno, s Mory u noaxantyputh. C 3TUM CHIIBHOM MpoOieMbl HET. A UCKaTh HOBYIO
paboty... S He nymaio, 4ro B 3TOM OyayT Oosbiiue u3MeHeHus. CmeHa paboTbl B MOEM
MOHUMAHWUU MOXKET OBITh CBSI3aHA C TEM, YTO MHE MPOCTO MPEJIOKAT OOJIee HHTEPECHYIO PaboTYy.
Nnu xe Ha MOEM TEKYILIEM MECTE MHE CTAHET HE HPAaBUTHCA, YEM S 3aHMMaroch. Mnu mouayr
¢buHaHCOBBIE TPOOJEMBI, U J0X0oabl yMeHbuiarca. [lotomy uTto B cpeanem 3apmiarel B |T-
KOMIaHMUAX TUTIOC-MUHYC OJIMHaKoBble. B 3aBucumocTu oT kBanudukauuu. Her Takoro, 4to B
olHOM MecTe KTo-To nosrydaeT 500 eBpo, a B ipyrom 5000.

Bb1 ye roBopuid, 4to Baima paboTa U TBOpUYECKasi, U pyTHHHAsA. A pyTHHA HE BBI3bIBAET
nuckoMpopt?

Hymaro, y Bcex BbI3bIBaeT. Ho mpuxoaures, a 4to enars?

Uro BaM Ka)keTcsl MHTEPECHBIM B Baleil pabore?

HHTepecHo uTo-TO co3/1aBaTh, 0COOEHHO co3aBaTh ¢ Hyist. Koria ecTb BO3MOXXHOCTD 4TO-
TO MPUAYMaTh, 4YTO-TO peajan30Barh. PyTHHa — OHa, KaK MpaBUJIO, CBA3aHA C TEM, YTO €CTh KaKoii-
TO TPOIYKT, HHOI/Ia OH ObIBae€T O4YEHb cTapblil, KpuBoiH. HO ncTOpUUYECKH OH €CTh, U IPUHOCUT
noxona. OH Hy)KeH, 1 HUKTO He OyJIeT TOBOPUTD, YTO «IaBaiiTe Mbl BCE MepemnuileM, nepeaenacm.
W mpuxonures ero noanepkusarb. MHOIIa 3T0 HEMHTEPECHO.
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Xoporast paboTa B BalieM HOHUMaHUHU JOJDKHA IPEAToaraTh CBOOOAHBIN rpaduk paboTs
WJITM BO3MOYKHOCTD YAQIEHHOU paOboThI?

S nmymaro, 3TO 3aBUCHUT OT 4YeNOBEKa, Kak OH KOM(OPTHO B ATOM ce0si UyBCTBYET.
B npunnune, s mioxo cede npeactapisiio rpaduk ¢ 8§ 10 5, 9TO Thl AOIDKEH MO YacaM MPUITH, 1O
qacaM yHUTH. Y MEHs Takoro O4eHb JaBHO He ObuI0. Tonmpko Koraa B OaHke padoTan. DTO OueHb
BeIOeIMBaeT. [IoHATHO, YTO ecTh cdepsl, IIe 3To HeoOxoaumMo. B Tom ke OaHke, rime padora ¢
KITMEHTaMU, HY»KHO, YTOOBI JIFOJM HaXOMWIuch TaM. Ho eciiu 3To pa3paboTka, eciiu Tede He HY>KHO
C KOMaHJI0i paboTaTh B OJHOM IOMEIIEHUH, Y TeOsl OTJENbHbIE 33aJ]a4H, TO, S CYUTAI0, JOBOJILHO
IJIYIIO MPUBSA3BIBATh YEJIOBEKA K KAKOMY-TO BpeMeHHU. TyT miaBHoe — pe3ynbTar. Eciiu oH ymeer
IUTAHUPOBATh CBOE BpeMsi, TO MOXKAIyICTa, MyCTh JeNiaeT TAe YroAHO. Y HAac HEKOTOpHIE JIIOAU
pabotaroT ynanéusno. S Toxe mory ynanéHHo paborars. Mory Gpu3ndecku, HO HE MOTYy caMm. ITO
HAJI0 OYE€Hb CHJIBHO OPTaHU30BBIBATh CBOM OBIT 0Ma. Sl Bc€ paBHO ey B 0duC, B CBOI KaOUHET, U
TaM CHOKOWHO paboTtaro. [loromy uro noma s Haiigy 20 mpUYMH, a MOTOM eui€ YTo-TO... JTO,
HaBEpHOE, MOH CKJIaj XapakTepa. A MOXET, IPOCTO MPUBLIKHYTH Ha/l0. MHe myuiie padoTars B
oduce. Ho mo cBobogHOMy Tpaduky. Eciu MHE Hal0 KyIa-TO OTheXaTh, Y MEHS OOBIYHO C 3TUM
HeT npoOieM. MHorna ObIBaeT, 4To HAaJO YTO-TO CPOYHOE U HE MOTY OTIyuuThCs. Ho oObIuHO 51
MOTy IIpUeXaTh KOIia X0uy U yexaTb KOrzia Xouy.

Ho ObiBasiu Takue citydau, KOTrJa Bbl MOJIKIIOYAIUCH U JIeJalId YTO-TO YAAIEHHO?

DT0 NOCTOSAHHO. Y MeHs paboTa Takas III0C-MUHYC HEHOPMUPOBAHHAS.

A Kak ¢ OTITyCKOM OOCTOST emna?

S u B otiiyck Oepy ¢ coboii manron. KoHeuHo, TaMm cTaparoTcs He A€prarb, HO ObIBAET, YTO
MPUXOAUTCS C TUISKA TOMATh K Baidaro.

To ecTb, BBl BCE-TaKU HE MOXKETE [T0EXATh B TAKOE MECTO, I7I€ MHTEPHET OYEHb IIII0XO0M?

Hagepnoe, mory. EctecTBeHHO, HUKTO HE YMPET OT 3T0ro. Ho yacTo GbIBaeT, 4TO CIOXKHO.
Wnorna ot 3Toro ycraéuib, 1 JyMaelib: «Xopoline ObUld BpeMEHa, KOIjia IpUxXoauil B OaHk B 9
yTpa, B 4ac meN Ha 00e, ¥ B 5 yXOIWJI, U MEHSI HU4ero Oosblie He BoiTHoBasio». Ho ecnu s momany
OIISITh B TAKHE YCIIOBUS, HABEPHOE, 3TO MPOUIET OBICTPO.

A ObIBaeT Takoe OLIyIIeHHE, KOTAa, HalpuMep, KyJa-To ye3Kaere, U y Bac MPOUCXOAUT
CBOCOOpPA3HBIA JETOKC OT pabOThl, YTO MBICIU MPUXOMAAT, YTO YTO-TO HAAO MOAENaThb, HAI0
nopa0oTaTh, BOKPYT Kak-TO CTPaHHO, TUXO?

briBaet, koneuHo. Ho He ckaxy, 4TO 3TO SIBHO BBIPAXXEHO. Sl C y1I0BOJILCTBUEM HE paboTalo.

A ecTb BO3MOXHOCTb YWUTH B OTIIYCK Ha JB€ HEENHU, HA JIBE€ HEJEIIN BBIKIIOUUTHCS U3
npoiecca?

Hymaro, na. Ho AOBOJIBHO CIIOKHO IPENCTaBUTh, YTO 3a ABE HEACINW MHE HUKTO HE
MO3BOHUT. JTO HAJO IJIAHUPOBATh KAaK-TO, 3TO HE B JH000€ BpeMsi MOXKHO cjenaTth. Ho Ha mecsiy
BPSI TTH.

Bb1 yxe roBopuiii 0 TOM, YTO MPUXOIAT pa3Hble 33a4H, 3a/1aHus. A 0OBIYHO OT KOTO OHH
IPUXOAST?

VY Hac KJIMEHTOOPUEHTUPOBAHHBIE MPOAYKTHI, U IOTOMY HABEPHSIKAa OHU MPUXOAAT OT
KJIMEHTA.

Ho mexny KIIMeHTOM B BaMH €CTh Kakoi-To Oydep?

Jla, ecTb JIt01, KOTOpPBIE OOIIAIOTCS € KIIMEHTOM, COOMPAIOT 3a1a4M, KOTOPbIE €MY HY>KHBI.
A MBI y)K€ AyMaeMm, Kak 3TO JIeJI0 B KHU3Hb PEATU30BaTh.

Ho MBI He MOXKeM cKa3aThb, YTO 3a/1a4 BbI MOJTydaeTe Kaxblid 1eHb? Ckopee, 3T0 Oonee
OCHOBATEJIbHBIE BEIlIH.

Ecnu mpl roBoprM 00 ocHOBHOM paboTte, To 1a. Eciu roBopum o Moeli BTopoit moapadoTke,
TO TaM s 00ILIAIOCh HANPSMYIO C JIOIbMHU, KOTOPbIE MCIIOIB3YIOT MO0 MIPOrPaMMy, U OT HUX XKe
IPUXOIAT KaKHe-TO 3aaqH.

Tam cpa3y UMEHHO OT IoJIb30BaTeen?

Ha.

Bbl camu ompenensere, CKOJbKO BaM HYXXKHO BPEMEHH Ha TO, 4TOObI YTO-TO CIeJNaTh,
YIIYYIIHUTb, BBIOJIHUTH 3TO 33/1aHUE?

20



Appendix 3

Ja. Korna kakasi-To 3aj1aua CTOUT, I€Jal0TCS KaKhe-TO OLEHKU CPOKOB €€ BBIMOTHEHUSI.

Bac yctpanBaeT TOT ypoBEHb HE3aBUCMMOCTH WJIM 3aBUCUMOCTH, KOTOPBIM €CTh B Ballleh
pabore?

Hywmarto, na.

Bama pabora ocraBnsieT BaM BpeMsi U BO3MOXKHOCTb JIJIsl TUYHOM KH3HU, I X000u, st
oOLIeHHs ¢ CeMBEN?

[a, BriomnHe.

Bawm xotenock Obl, 4TOOBI 3TOTO BpEeMEHH OBLIO OOJIbIIIE?

Xotenock ObI BOOOIIIE HE pabOTaTh, MU padOTaTh, KOT/IAa TEOE 3aX04ETCH.

To ecTh, CBOOOIHOE BPEMS — 3TO BaXKHO?

Koneuno.

A ObIBaeT Takoe, YTO MPOIECC BAC HACTOJBKO YBIIEKAET, YTO BbI 3a0bIBa€TE O TEUECHUU
BpPEMEHHU, TJI€ Bbl HAXOAUTECH?

Ha. Y mens yacto takoe 0biBaeT: «Uto, ceroqus yxe msarauna? YEpT, Opuia 66l el ToIbKO
cpena!» He mory ckasarb, 4To JIOJITO, 3TO MCTOIIAET, HO s JIOOIIO paboTaTth B CTPECCOBOM
cutyanuu. Korga 4ro-to moaropaet, He ycmeBaellb. DTO cTUMynupyeT. Pabora B aBpajibHOM
pexume. Eciu aTo 310poBast armocdepa. A He To, 4TO KTO-TO OpET. Ecnu 3T0 310poBas crerka,
TO OHA OYEHb YacTO ObIBAET HHTEPECHOM.

Bbl yacTo BBINONHSAETE YTO-TO MPOCTO CAMOCTOSATENBHO, WM BaM BCE-TaKU B IMPOIIECCE
HYXKHO MMOCTOSIHHO TOJIKJIF0YaTh CBOMX KOJUIET, paboTars B KoMaHe?

Ha, paboraem B komanzae. He ckaxy, 4To MOCTOSIHHO B KOHTakTe. Ho mpoaykT Gonbmon u
BcE B3auMOCBs3aHO. COBCEM OT/AETbHBIEC OJIOKH, KOTOPBIE HU C KEM HE CBSI3aHBI, PEIKO OBIBAIOT.

A OHU K aBpajy TOXK€ HOpMaJIbHO OTHOCATCS? Tak ke MOAKITI0Yat0TCsl MHTEHCUBHO?

B OonbLmHCTBE CBOEM — Ja.

HaBepHoe, yauThIBasi, 9TO BBl YK€ BMECTE HE Ha IIEPBOM MECTE padOThI, MOXKHO CKa3arh,
YTO y BaC CIIaKCHHBIN KOJIEKTUBR?

Ja. Do 1oy, KOTOPBIX ThI YK€ JIaBHO 3HAEIIh, M 3HACIIIb, YET0 OT HUX OXuaTh. Kakue-
TO CIOPIIPHU3BI PENIKO OBIBAIOT.

Brl ckazanu, yto He XOTHTE OBITH pykKoBoaWTeleM. Ho Hamo mpeacTtaBuTh, YTO BbI
PYKOBOAMTENb MPOEKTA, U BaM HY)KHO MOTHBHUPOBAThH Jtofiel paboTaTh Ooliee MHTEHCUBHO, YeM
00b14HO. To ecTb, ecTh aBpasibHas 3a/1a4a, KOTOPYIO HaJI0 BBIIOJIHUTE ObICTpO. UTO OBI BBI clenanu
JUISL TOTO, 4TOOBI ATHX JIOJE CMOTHBHpPOBATh WJIM 3aCTaBUTh paboTaTh ObICTpee, Nydllle,
apdexTuBHEE?

MortuBarus B IT-chepe — 310 cnoxknoe neno. Korna s HaunHa0 3aHUMATHCS KAKUMU-TO
PYKOBOJSIIIIMMH BEIIaMU, s HAYMHAI0 HEHABUIETh BCEX IMPOTrpaMMHUCTOB. Sl MOHUMAlO, 4TO A,
HaBEpPHOE, TAKOM ke, HO... [IoToMy 4TO OueHb TsKeno MOTUBUPOBaTh. HaBepHOE, MX HAJ0 KaK-TO
yBieub. Haye oueHb cioxkHo. Eciu He yBNEK, TO Ja)e JACHbIaMH Thl HE BCETJa CMOXKEIb UX
MOTHBHUpPOBaTh. [{a, Tl MOXeNIb cKa3zarh: «byaenis nmomyvars co CIeAyIIero Mecsia B /iBa pas3a
6onbiie». Koneuno, uenosek BoonymeBurcs. Ho oH Henmenbky mopa®oTaer — u 3arem Oyner
paborarb, Kak U paboTaJ, TOJIBKO 3a O0NbIINe AeHbIH. [109TOMY 3/1€Ch HAaJIO MOCTAPAThCs YBIICUb.

A HacKOJIBKO MeTOJT KHyTa 3P deKTHBEH?

B xakoii-to ctenenu >¢dextuBeH. Ho, ckaxem Tak, mrpadamMu U HaKazaHUSIMU OUYEHBb
CIIOXKHO 4ero-To 1ooutkes B IT-chepe. 1o ouens cnenuduueckas cpepa. [loromy uto ecinu 310
XOPOILUNA CIEHUATHUCT, ¥ €r0 KHYTOM MTOCTOSIHHO JIYIIUTh, TO, 1 AYMaro, OH MpocTo YUIET. 1 y Hero
He OyZeT HUKaKuX mpodieM yiuTu. OnsaTh-Taku, KHYT Tl 4ero HyxeH? JIJig Toro, 9To0bI 3arHaTh
JoIaib, WIA PACIHIEBENIUTh, MOTOMY 4YTO OHa JeHHUTcsI? UToO pacmieBenuTh — Aa, MOXKHO
MPUKPUKHYTH, U TIOCTaTh Kyaa-HUOyb. Ho eciiu KHYT — 3TO 00bIYHAs aTMOC(epa, TyMa0, HU4ero
XOPOILIETO U3 3TOTO HE MOTYYUTC.

B Bamem ombiTe OBUTO, YTO MEHEKEP KPHUUYUT, WM KaKOE-TO JICTIPEMHUPOBAHUE
npuMensier? Kak 00bIYHO KOJIJIETH HA 3TO pearupoBain’?

A 1o storo paboranm B OAHOW JTOBOJIBHO OOJIBIIION KOMITaHMH. Y Hac ObUia TpyIia
pa3paboTUnKOB, cKaxkeM, 10 yernoBek. Y Hac ObLT TUMIIH, KOTOPbI HaMu pykoBoaui. U nanblie
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y)K€ HaYaJIbHHKH TPOEKTAa ¥ caMble TOMbL. TaM OBLI OAMH TOIM-MEHEKEP, TOBOJBHO
JIECTIOTUYHBINA, KOTOPBIN MOCTOSTHHO opas. OH HUKOT/IA, €CTECTBEHHO, HE OpaJl Ha pa3pabOTYHKOB.
Ecnu MBI 9TO-TO HE caenanu, momydan TUMIuA. OH ¢ KaXI0ro coopaHust mpuxoann onenusiid. U,
HaBEpHOE, 0TYACTH, HAOJI0Aas 3TO, MHE HUKOT/IA HE XOTEJI0Ch ObITh Ha PYKOBOJISAIIEH JOHKHOCTH,
MOTOMY YTO €CJIH TJIe-TO HAKOCSIYMJIM MBI, TIOy4as Bceraa oH. BoT 3To O6buto. A Tak, 4ToObI Ha
MEHS KTO-TO. ..

OH Ha Bac 310 He HéC, Ha ceOe 3aMbIKan?

He néc. On ropopun: «PebsiTa, naBaiite MogHaKMEM, a TO MHE OIAThH OyneT...» OH ObLI
OYCHB aJICKBATHBIN YEIIOBEK.

Ho st Bac oH ObLT MpuMep TOTO, KaKKeE TOCJICICTBUSI MOTYT HECTH BAlllk JICHUCTBUS, WU
Bale Oe3uciicTBue. ..

U 3aprinara y Hero Obl1a MEHbIIE, YeM Y OOIBIIMHCTBA U3 HAC.

Ero, HaBepHoe, KaK-TO JEMPEMUPOBAIIU 32 BCE 3TH BEIIIH.

KoncranTuH, cnacu6o 00JbII0e 32 HHTEPBBIO
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Appendix 4. Descriptive Statistics Online Survey

Frequencies Analysis of Online Survey

Appendix 4

Table. 1.

Variable name % answered
Please mention your gender
Male 71,8
Female 28,2
What is your level of education?

Complete secondary (secondary school completed) 1,0
College (technical college, college) 9,7
Incomplete higher education (still in process/dropped the studies) 8,5
Higher 80,8

Is your education connected with IT?
Yes 74,9
No 25,1

Is it prestigious job in Latvia?
Prestigious
\ery prestigious 19,5
Prestigious enough 53,7
It is regular job 16,5
More not prestigious 1,3
Not prestigious at all v
Hard to tell 8,4
Where do you reside now?
Riga 68,1
Other city. Please specify 29,9
Rural area. Please specify 2,1
Choose the reasons, for which you wanted or want to change the job?

Low salary 53,8
No perspective for professional growth 51,8
No opportunity for individual creative job 17,8
Bad relationship with management or team members 8,0
No social guarantees (social package, medical insurance etc.) 15,1

1
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Job takes too much time to do 19,8
It is hard to get to the office 18,3
Constant work overtime 19,2
The organization is too small, not prestigious, not famous 9,2
The rewards are not fairly distributed 21,9
Other reason 4,7
Your company is...
Latvian company 47,7
Latvian company with branches abroad 6,2
International company 44,6
Choose main tasks, which you solve at your current work
Job, connected with hardware administration 48,4
Checking programs/codes/applications/software 43,0
Creating new product (code, program) or design 43,4
Solving problems, connected with creation of new algorithms, 21,9
programs
Optimization of processes 45,3
Search of new ways or approaches for solving tasks 31,8
Other 4,5
How many new ideas, approaches, solutions, products have you
offered/implemented during last half a year?
My job is not connected with that 28,8
Less than 10 44.6
More than 10 23,4
Hard to tell 3,2

Imagine that you were offered temporary contract job but with opportunity of
working remotely or permanent contract job in the office with obligatory working week
in the office. Salary is the same. Which offer would you prefer?

Would choose permanent job 54,5
Would agree on temporary contract 43,4
Do not know 2,1

If for the opportunity for working remotely, your salary would be reduced by 10,

would you agree on such offer?

Definitely agree 6,4
Likely agree 48,3
Likely, disagree 33,1
Definitely, will not agree 10,4
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Hard to tell

1,8

What from below would you like to get as an annual bonus for successful work

(please choose one):

Additional monetary incentive 74,2
Additional vacation days 49
Corporate trip abroad 3,7
Paid training abroad of your choice 16,5
Latest model of Iphone or any fashionable gadget of your choice 5
Other (please mention) 2

If employer implement system of bonus reduction, please choose three less desirable

options
System of fines 64,3
Work on weekends and holidays for serious violations 59,3
Reduction in position for serious violations 60,1
Social package cut-off for serious violations 51,0
Admonish in front of all the colleagues 35,5
Cut-off of business trips and study opportunities 29,8
What from the below is closer to your point of view?
Environmental protection must be in priority even if slows down 60,8
economy growth and leads to minimization of working places
Economy growth and new working places must be in priority even if it 35,4
harms environment to some extent
Other 3,8
During the last year You: Gave money to charity?
Yes 53,9
No 46,1
During the last year You: Helped people you did not know before if they needed
help?
Yes 83,5
No 16,5
To which extent are you proud of being Latvia citizen?
\ery proud 16,5
More likely, proud 69,2
Not very proud 5,7
Absolutely not proud 2,1
I am not Latvian citizen 6,5

To which extent do you agree or disagree with the following statement regarding

3
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yourself?
I consider myself citizen of the world

Completely agree 23,5
Likely, agree 40,5
Likely, disagree 23,8
Completely disagree 12,2

To which extent do you agree or disagree with the following statement regarding

yourself? | consider myself citizen of my city

Completely agree 51,1
Likely, agree 41,8
Likely, disagree 4,9
Completely disagree 2,2

To which extent do you agree or disagree with the following statement regarding

yourself? | consider myself Latvian

Completely agree 21,1
Likely, agree 61,3
Likely, disagree 14,1
Completely disagree 3,4

To which extent do you agree or disagree with the following statement regarding

yourself? | consider myself citizen of European Union.

Completely agree 18,9
Likely, agree 38,8
Likely, disagree 26,0
Completely disagree 16,3
I consider myself autonomous individual

Completely agree 15,7
Likely, agree 48,0
Likely, disagree 24,1
Completely disagree 12,2

Do you usually take part in the elections? In your municipality, How often?

Always 37,6
Usually 43,7
Never 18,7
Do you usually take part in the elections? Parliament, Saiema, How often?

Always 46,4
Usually 38,0
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Never 15,6

In your opinion, what do Latvian companies need to do in order to attract IT
professionals?

Provide flexible working schedule 31,6
Allow opportunity to work remotely from any location 55,0
Give career prospective 50,5
Give opportunity to determine how the job should be done on my own 31,4
Improve professional qualification 49,3
Provide additional vacation days for employees with little children 15,9
Nothing from above 55
Which factors made you work more productive than usual?

High material reward 56,4
Interesting complex creative task 48,4
Chance to move up the career ladder 26,7
Clarity, precision of goals and aimed 45,2
High significance and prestige of task to be solved 36,7
Respect from colleagues 22,9
Management approval 21,1
Fear of being fired or not getting bonus 7,8
Fear of being blamed by the colleagues or management 5,4
Hard to tell 1,7
Were you born in Latvia?

Yes 77,2
Other EU country 9,6
Other country (outside EU) 13,1
Were your parents born in Latvia?

Yes, both 53,8
Only one 27,0
Both parents were born outside of Latvia 19,2

Do your both parents have higher education?

Yes, both have 45,8
Only one 27,5
Both parents do not have higher education 26,7

Please specify your marital status

Married 65,9
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Living with a partner 12,3
In a relationship, but do not live together 4,5
Divorced 6,4
Single 10,9
Do you have children?
Yes 71,9
No 28,1
Currently you are living:
In my own property 79,4
Rented property 11,3
In a dormitory 6
With parents 6,9
Other 1,8
Table. 2.
Distribution of Values Questions
Neutr
al.
More Neith More
Complet | Mostl | not true Comp
er Mostl
ely not |y not | true true than true letely
true true than " | not y true
nor
true true
not
true
| often feel nervous, anxious or emotional. | am afraid | 9,4
something can go wrong. 4,9 8,9 9,6 0,9 1,6 v
I like people. I speak friendly and openly with people I | 5,6
meet for the first time. 2 5,0 2,7 5,8 6,7 1
I have lively imaginations. | like fantasizing and allow | 1,2
myself thinking freely about everything. ,6 v 4,5 7,3 9,3 9,3
| trust people, believe that they are all honest, and have | 8,1
good omens. 2,0 3,1 2,2 9,5 7,6 ,6
4,9
I am more serious than funny. | am rarely filled with joy. 8,4 0,6 0,0 2,6 ,6 8
| have traditional values. I am considered a man who | 8,1
cannot accept values of other cultures and people. 2,0 3,1 2,2 9,5 7,6 ,6
| often act spontaneously and do not think about | 16,6
consequences of my actions and decisions. 1,9 2,0 7,8 2,8 ,0 8
| deeply value beauty and arts. | enjoy and | am interested | 19,6
in music, poetry and art. 6,1 5,0 4,0 ,6 7
I am methodical person and I like accuracy and order. | | 1,3
want everything to belong to its own place. 9 7 3,1 5,6 8,3 2,9
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I am not looking for extreme or adventure. | do not liketo | 7,0
take risk. 6,0 2,1 79 0,6 4

I am not interested in abstract, theoretical ideas. In my | 6,9
point of view, ideas without ways of bringing them to life 4,3 1,9 8,5 1,7 7
are waste of time.

| often postpone hard and unpleasant work and leave | 27,0
business unfinished. For me it is hard to summon up and 8,6 1,8 7 9 ,0
make myself do what | have to.

| feel myself comfortable among other people. As a rule, | 7,2
I am not bothered when people tease me or | am in 9,3 2,9 7,9 8 8
awkward position.

I am a stubborn person, who argues often. | openly | 8,3

demonstrate my rage or my dissatisfaction with someone. 35 8,0 04 2,2 2,4 2

I am an active person. | like to be occupied. | often feel | 14,9

being full of energy. 71 6,2 5,9 1 9

I like changing my occupations, visit different places, try | 2,7

unknown exotic thing from time to time. | like novelty 2 1,0 7,0 8,2 2,2 3,8

and variety.

I definitely know what | want to achieve and work hardly | 17,9

for that. 8,8 8,8 0,2 ,6 7

| rarely feel desperation. | do not blame myself without | 7,9

any reason. Basically I am proud with myself and my life 53 7,8 8,8 2 ,0

My feelings are not significant for me; most part of the | 15,4

time | do not pay attention to them. 0,8 4,7 0,3 14 1 4

I do not want to deal with problems of other people. | 13,8

People think I am selfish. 6,9 9,3 44 5,0 ,6 ,0

It is hard to resist temptation for me and to control my | 11,6

own feelings and wills. | do things, about which | regret. 2,9 1,3 15 4,0 1 v

I do not like to be the center of attention. | do not like to | 5,2

talk about my achievement or myself. 0,3 4,4 1,3 1,9 9,1 v
2,7

I am very calm person. It is hard to annoy me or upset me. 1 2,1 8,6 5,4 4,7 0,5

I think that it is impossible to succeed in life acting | 23,4

honestly. When needed | am trying making maximum use 3,0 8,1 8,6 1,2 9 v

of people.

I often feel helpless and indecisive, especially in | 18,7
complicated situation. | start feeling nervous fast, when | 2,8 1,9 6,5 35 2 4
feel that | cannot cope with something

| believe every person worth respect. | feel compassionto | 1,9

people, which are less lucky than I am. 8 4 6,4 7,8 8,8 8,0
I often feel not enough competence for doing something. | 23,0

| do not have big achievements. | am not productive 4,2 2,8 5,8 ,6 5 1
worker
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Table. 3.
Frequencies Analysis of Schwarz’ Values
Comp
. . Somethin | A bit | Not letely
Very alike | Alike g alike | alike alike | not
me me .
me me me alike
me

For this person it is significant to propose new ideas, be | 15,1 27,9 26,4 19,6 9,6 1,3
creative and follow his own path
For this person it is significant to be rich, have much | 8,1 16,4 24,4 24,3 229 |38
money and expensive items
Living in safe environment is significant for this person, | 11,6 25,9 26,6 21,9 11,8 2,2
he avoids anything which can cause danger
For this person it is significant to spend good time and to | 10,1 26,1 25,7 22,0 140 |21
spoil himself
For this person it is significant to do good for society 13,5 32,1 27,2 19,2 6,6 15
For this person it is significant to be successful and for | 10,1 21,4 25,4 22,9 16,1 |41
people to know about his achievement
Adventures and risk are very significant for this person, | 7,8 12,6 21,6 23,6 26,8 7,6
he is longing for life full of spectacular events
For this person it is significant to behave properly, do not | 10,0 27,3 25,1 22,0 123 | 3,3
make actions, which people do not approve
For this person it is significant to take care of environment | 12,6 23,4 26,6 22,1 11,4 3,9
and nature
For this person it is significant to follow the traditions and | 9,8 25,8 22,8 21,8 15,0 4,9
customs, established in his family or religion




Appendix 5. Generation Differences in Online Survey
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Fig. 2. Question: “Is it important for you to have a permanent job with a formal
employment, or are you ready to start, to get experience, to work on a temporary

contract?”
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Fig. 3. Question: “Which of the following would you like to receive as an annual award for
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successful work?”
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Fig. 4. Question: “During the last year, you: Donated money to charity?”
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Fig. 5. Question: “During the last year, you: Have you been a volunteer in any
organization?”
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Fig. 6. Question: “Do you usually vote on local elections?”
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Appendix 6. Validation Questionnaire

VYBaxaewmsie | T npodeccuonanbr!

Mpbl TpOBOIUM OIpPOC, KOTOPBIA TOMOXET padoTomaTeNisiM YCOBEPIIEHCTBOBATH CHCTEMY
mMotuBaimu | T-ciennanucToB, yaecTb MOTpeOHOCTH U JKEJIAHUS COTPYTHUKOB.

3anoHeHne aHKeTHI 3aiiMeT He Oosee 10 MUHYT.

Mp1 Oynem Gnaromapusl Bam 3a yuactue 1 3a OTBET Ha BCe BOIIPOCH!!

OUJIbTP

4. Kaxkos craryc Bameii 3anstoctu?

10. MotHas 3aHATOCTH ¢ O(PUIIUATBHBIM TPYI0YCTPOICTBOM.

11. YacTuyHasi 3aHATOCTH € O(PUIIHATBHBIM TPYIOYCTPOICTBOM.

12. CoBmemalo o0yuenueM B BY3e ¢ padoroii, koTopas cBsi3ana ¢ Oynyuuei
CNEeNHATBHOCTBIO.

13. Cosmemaro o0y4enue B BY3e ¢ paboToii, KoTopast He cBsi3aHa ¢ Oyaymieit
CTECUATBHOCTBIO.

14. Crynenr, He paboTaro

15. Camo3zansTsiii/@punancep

16. Haxoxych B IEKPETHOM OTITyCKE

17. be3paboTHbIi

18. ITencuonep

5. Kakyro nomxHocTh Bl 3aHuMaere?
10. PaGoTHMK n/u pyKkoBoauTe.ab B cepe I'T
11. PaGoTHuUK cdepbl 00CTyKUBaHUS
12. Bpau/mencectpa
13. byxranrep
14. IlpeanpuHUMAaTEb
15. CobcTBEeHHUK
16. IIpenoxaBarens
17. qupextop
18. ipyroe

6. B kakoii orpaciu Bel pabotaere?
12. Cenbckoe X035HCTBO
13. NadopmaimoHHble TEXHOIOTUN
14. 3npaBooxpaHeHue
15. ®unanch
16. CtpouTenscTBO
17. OnToBas Toprosist
18. Po3anuHas TOProBist
19. O6pa3zoBanue
20. UckyccTBO
21. HegsmxnMocThb

22. Jlpyroe
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CHauaJsia, HeCKOJIbKO BONPocoB o Bac.

17. Bam mour:
1. Myxckou
2. Keuckuit

18. Ckonbko Bam nonHbix ner?

19. Kaxkoii y Bac ypoBenb oOpa3oBanus?
5. Ob6miee cpeanHee (3aKOHYMI CPETHIOKO TITKOTY)
6. Cpennee mpodeccruoHanbHOe (TEXHUKYM, KOJUIEIIK, MPo(eccCHOHATbHBIE KYypPChI)
7. Briciiee HECOKOHUYEHHOE (€II1e YUUTECh/TIPpepBaIN OOYICHHE)
8. Beicmee

20. Bamre o6pa3oBanwme cBs3aHo ¢ | T-texHomorusmu?
4. Jla
5. Her. A xakoe y Bac 00pa3oBaHue
6. 3arpyaHsSFOCh OTBETUTH

21. Kakue 3amaun Bbl BeINONIHSIETE HA CBOeM paboueM mecte? MOKHO BBIOpaTh HECKOIBKO
OTBETOB.
1. 3anumaerech 0OcTyKUBaAaHUEM 00OPYIOBaHUS (HAIPUMEp, YCTAaHOBKA, PEMOHT,
oTia/ika 000pyaOBaHuUs)
Tectupyete paboTy mporpaMm/KoI0B/IPUIIOKEHIH/000py10BaHUS
Nmere 1 ycTpaHseTe OmUOKH B MPOrpaMMax/KoIax/IPUIOKEHHSIX.
[Tummte HOBBIE TPOTPAMMBI (KOJIBI, IPUIIOKECHHS ).
Coznanue nu3aiiH.
3anumaerech aHanu3oM AaHHbIX (Data Science, Machine Learning T.1.)
Coznaete HOBBIE AITOPUTMBI.
OnTtuMu3upyeTe CyIiecTBYIONUE TPOLECCHI.
Wuiere HOBBIE CTTOCOOBI MIIH TIOAXO/IBI K BBITIOTHEHHIO 3a/1a4.
10. PykoBoauTe paboToil KOJUIEKTUBA.

11. JIpyroe

©CoNoORWN

22. Bama Tekymiast paboTa sSBIS€TCS TBOPYECKOM UM PYTUHHOM?
1. PabGota abGCoNOTHO PyTUHHAS.
2. PaboTa B OCHOBHOM PYTHHHOM, HO €CTb MECTO U JUIsl TBOPUECTBA.
3. Pabora ckopee TBOpuecKasi, XOTsl pyTHHBI TOXKE XBaTaET.
4. PaboTa B OCHOBHOM TBOpUYECKAs, PyTHHA MPAKTUIECKH OTCYTCTBYET.
5. PaGota TBOpUeckasi, pyTUHBI HET COBCEM.
6. 3arpymaHSIOCh OTBETHUTE.

23. Y Bac ecTbh IIOQUUHEHHBIE?
1. Jla. CKoibKO YenoBeK?
2. Her.

24. CronbKO 4esoBeK padoTaet B Bamreid kommannn?
1. Menee 10 gemoBex.
2. Ot 10 no 30 genoBek.
3. Ot 30 mo 100 yenosexk.
4. Ot 100 mo 200 ygenosex.
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Bonee 200 yenoBek.

25. A cKroJbKO YeoBeK paboTaeT HEeMmocpeACTBeHHO ¢ Bamu (B ogHOM Mozpas/ieicHu ,

rpymnmne, oTaene u T.1.)?

Teneppb nmpouuTaiite, moxxajyiicra, cje1yomue BbICKa3bIBAHUA, H 0TMETHTE TO, YTO MOKHO
OTHECTH K BaM.
26. I MEHS 0Y€Hb BaKHO, YTO MOsI pab0Ta O3BOJISIET MHE MOBBIIIATH MO0
KBaIM(UKALNIO ¥ IPUOOPETAaTh HOBBIC HABBIKH.

1.

Nogakown

CoBepllIeHHO HEBEPHO.

B ocHoBHOM, HEBEpHO.

Ckopee HEBEpHO, YEM BEPHO.
HeiiTpanbHo, 1 HU BEpHO, HU HEBEPHO.
Ckopee BEpHO, UEM HEBEPHO.

B ocHOBHOM, BEepHO.

CoBepIIeHHO BEPHO.

27. 51 nukorga He Oyay paboTarh Tam, IJie He CMOTY CaM OIPEeNATh, KAK MHE BBIITOTHSATH
CBOIO padoTy.

NoakowhE

CoBepllIeHHO HEBEPHO.

B ocHOBHOM, HEBEpHO.

Ckopee HEBEpHO, YeEM BEPHO.
HeiiTpanbpHo, M HU BEPHO, HH HEBEPHO.
Ckopee BEpHO, UEM HEBEPHO.

B ocHOBHOM, BepHO.

CoBepIIIeHHO BEPHO.

28. Y meHs xoporasi paboTta, HO, €CIIM MHE MPEAIOKAT Oosiee BHICOKYIO 3apIuIaTy, s
00s13aTeIbHO COIIAIIYCh.

1.

Nooakown

CoBepliIeHHO HEBEPHO.

B 0CHOBHOM, HEBEPHO.

Ckopee HEBEPHO, YEM BEPHO.
HelitpanbHo, 1 HU BEPHO, HU HEBEPHO.
Ckopee BEpHO, UeM HEBEPHO.

B ocHOBHOM, BepHO.

CoBepIlIeHHO BEPHO.

29. 51 roToB paboTaTh CBEpXypOUHO M O€3 BHIXOHBIX, €CIIM MHE 33 3TO XOPOIIIO 3arljIaTsT.

NoabkowhE

CoBeplIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Ckopee HEBEPHO, UEM BEPHO.
HelitpanbHo, 1 HU BEPHO, HY HEBEPHO.
Ckopee BEpHO, UEM HEBEPHO.

B ocHOBHOM, BepHO.

CoBepILIEeHHO BEPHO.

30. 41 BCETaa BBIITOJHAIO CBOIO pa60Ty OAMHAKOBO Ka4€CTBCHHO, HC3aBUCUMO OT TOIO,
CKOJIBKO MHE 3a HEC IJIaTAT.

1.

2.
3.
4

CoBeplIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Ckopee HEBEPHO, UEM BEPHO.
HeiiTpanbHo, 1 HU BEpPHO, HU HEBEPHO.

3
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Ckopee BEpHO, UeM HEBEPHO.
B ocHOBHOM, BepHO.
CoBepILIeHHO BEPHO.

31. 51 roTOB NOTEPATH HEMHOTO B JI0X0/1aX Pajiy TOTO, YTOOBI UMETh BO3MOKHOCTb CAaMOMY
OIpeJIeJIATh, KOIZla y MEHsI HAUMHAETCS M 3aKaHYMBAETCsl pabounii 1eHb.

1.

Nogakown

CoBeplIeHHO HEBEPHO.

B ocHoBHOM, HEBEpHO.

Ckopee HEBEPHO, YEM BEPHO.
HeiiTpanbHo, 1 HU BEpHO, HU HEBEPHO.
Ckopee BEpHO, UeM HEBEPHO.

B ocHoBHOM, BepHO.

CoBepIIeHHO BEPHO.

32. 51 ne 6oroch IOTEPSITh PabOTY, TAK KaK yBEpPEH, UTO BCET/a HAMTY HOBYIO paboTy, KOTOpas
o0ecrneynuT MOM OTPEOHOCTH.

1.

Nooakown

CoBeplilIeHHO HEBEPHO.

B ocHOBHOM, HEBEpHO.

Ckopee HEBEpHO, YEM BEPHO.
HeiliTpanbHO, M HU BEPHO, HU HEBEPHO.
Ckopee BEpHO, UEM HEBEPHO.

B ocHOBHOM, BepHO.

CoBepIIeHHO BEPHO.

33. Kora st yaacTBYIO B MHTEPECHOM IMTPOECKTE, 51 3a0BIBaI0 PO pabouee BpeMs, TOTOB
paboTarh CTOJBKO, CKOIBKO HYXKHO.

1.

Nooakown

CoBepliIeHHO HEBEPHO.

B 0CHOBHOM, HEBEPHO.

Cxopee HEBEpPHO, YEM BEPHO.
HelitpanbHo, 1 HU BEpHO, HU HEBEPHO.
Cxopee BEpHO, YeM HEBEPHO.

B 0cHOBHOM, BEpPHO.

CoBepIIIeHHO BEPHO.

34. 51 co3HaTesbHO HCKall paboTy, Ha KOTOPOH y MEHSI €CTh ITePCIEeKTHBA KapbepPHOTO POCTa.

NoabkowhE

CoBeplIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Ckopee HEBEPHO, UEM BEPHO.
HelitpanbHo, 1 HM BEpHO, HY HEBEPHO.
Ckopee BEpHO, UEM HEBEPHO.

B ocHOBHOM, BepHO.

CoBepILIEHHO BEPHO.

35. 51 oueHb 1OpOXKY cBOEH paboOTOH, 6OIOCH €€ MOTEPSITh.

1.

Noakown

CoBeplIeHHO HEBEPHO.

B ocHOBHOM, HEBEPHO.

Ckopee HEBEpPHO, YEM BEPHO.
HelitpansHo, 1 HU BEPHO, HU HEBEPHO.
Cxkopee BEpHO, YeEM HEBEPHO.

B ocHOBHOM, BEpHO.

CoBepIIeHHO BEPHO.
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36. MeHst He OUYeHb YCTPauBaeT MO 3apIliaTa, HO Ha 3TOM paboTe y MEHs €CTh ePCIEKTHBBI

37.

KapbepHOTO pOCTa.

CoBepllIeHHO HEBEPHO.

B ocHoBHOM, HEBEpHO.

Ckopee HEBEPHO, YEM BEPHO.
HeiiTpaibHo, 1 HU BEpPHO, HU HEBEPHO.
Ckopee BEpHO, UeM HEBEPHO.

B ocHoBHOM, BepHO.

CoBepIIeHHO BEPHO.

NoakowhE

MeHst HE OYeHb YCTpauBaeT MOsl 3apIliara, HO 3Ta padoTa JaeT MHE MOJIC3HBIN OIIBIT,
3HAHUS U HaBBIKU.
1. CoBepiieHHO HEBEPHO.
B ocHoBHOM, HEBEpHO.
Ckopee HEBEpHO, YEM BEPHO.
HeiitpasibHo, 1 HY BEPHO, HU HEBEPHO.
Ckopee BEpHO, UeM HEBEPHO.
B ocHoBHOM, BepHO.
CoBepIIeHHO BEPHO.

Nogakown

Ceiiuac Bbl yBUIHTE HECKOJIbKO BBICKA3bIBAHUI, I0KATYICTA, BBIPA3UTE CBOE COIJIACHE €
HUMHU 110 JecATUOANILHOI mKaJe, rjae 1 o3HayaeT «CoBeplIeHHO He coryiacen», a 10 —
«I1o/THOCTBIO corIacen».

38.

39.

40.

41.

42.

Campblit 2ppeKkTHBHBIN c10cO0 MOBBICUTH TPOU3BOAUTENBHOCTD Tpyaa I T
npodeccroHana — NpeayIokKUTh EMy IIPEMHUIO 32 OBICTPOE M KaUECTBEHHOE BBHITIOIHEHNE
paloThI.

1 2 3 456 7 8 9 10

Hacrosmuit HpO(I)eCCI/IOHaJ'I HUKOTAa HC MTOABCACT KOJIJICKTHB W BBIIIOJIHUT CBOIO pa60Ty
XOpo1Io 1 B CPOK. }lame, 3a CYCT CBOCTO JIMYHOI'O BPEMCHH.

1 2 3 45 6 7 8 9 10

s npodeccronana B o6iactu |T oueHb BaKHO UMETh YHUKaIbHbIE HAaBBIKU. JlJist TOTO,
YTOOBI MOMYYUTh XOPOLIMH OMBIT, y4aCTBOBATH B MHTEPECHOM IPOEKTE, PelaTh
CJIO’KHBIE 33/1a41, OH TOTOB PabOTaTh CBEPXYPOUHO O€3 JIOTOIHUTEIBHOMN OILIaThI.

1 2 3 456 7 8 9 10

BosmoxxHOCTE KapbepHOTo pocta /i | T criennaaicToB SBISETCS BAXKHBIM CTUMYIIOM
JUISL TOTO, 9YTOOBI paboTaTh 00JIee MHTEHCUBHO U Kau€CTBEHHO.

1 2 3 45 6 7 8 9 10

Mg Toro, yro6s1 MOoTUBHpOBaTH | T ciennanucTa padorars Oonee 3pPeKTUBHO, EMY
JIOCTAaTOYHO XOPOIIO OOBSICHUTH LIEH, 3a/1a4d M TO, HACKOJIBKO BayKHa 3Ta pabora.

1 2 3 45 6 7 8 9 10
5
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43. IT- ciennanucToB HE HAZO JOTIOTHUTEIFHO MOTUBUPOBATH, BCE MPO(HECCHOHAIIBI

paboTaroT cTaOMIIBHO, TaK, KAK YMEIOT.
B 3akir04eHne HeCK0JIbKO BONIPOcoB 0 Bac u Bauueii cembe.

44. Bpl poguiuck B JlarBun?
4. Jla
5. B nmpyroii crpane EC
6. B mpyroti crpane (e B EC)

45, Barie cemeliHO€E ITOJI0KEHHE?
6. B Opaxe
7. TIpokuBar COBMECTHO C ITAPTHEPOM
8. CocCTO010 B OTHOIIECHHSX, HO MBI HE )KUBEM BMECTE
9. PasBeneH (a)
10. He cocTO!0 B OTHOIIEHHUSAX

46. VY Bac ectb geru?

3. Ja
4. Her

47. Kpome 3apruiaTbl Ha OCHOBHOM MecTe paboThl, Bbl uMeeTe JONnoNHUTEIbHBIN 10X0/?

1. Ja.
2. Her

Bombiroe ciacu0o!
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Appendix 7. Validation Interview Guide

I'aiix sKcIepTHOrO MHTEPBHIO 111 BAIMIALMM MO/EJH YNpaBjieHHs MoTHBamuei k Tpyay IT
npogeccuoHaIo0B.

B teuenne 2019 roga MBI IpOBOIMIN MCCIEIOBaHUE O TOM, Kak HanOoiee 3(h(heKTHBHO YIIPABIATE COBPEMEHHBIMU
IT cnenmamucramu. B paMkax JaHHOTO TIPOEKTa MBI Opalii HHTEPBBIO U TIPOBOMIIN OIIPOCH cperu camux | T
npogeccuoHaoB. Pe3ynbTaToM HaIIero NcciIeJOBaHuUS ABISETCS MOIEIb, KOTopas Mo3BojseT Oonee 3¢ (heKTHBHO
YIPaBIATH JIFONEMHU, KOTOpBIE paboTaroT B cdepe | T rexnomormii. Bel mpodeccrnoHanbHbIN MEHEIKEp, I UMEeTe
neno ¢ yrnpasieHueM | T npodeccronasamu Ha mpakTike. Ham Ba)KHO POBEPUTH HAILy MOJIEIb, TOITOMY MBI
BBIOpaJIM Bac B Ka4eCTBE IKCIIEPTa M XOTHM ITIOTOBOPHUTH C BaMU O BalieM omnbite pabotsl ¢ I T npodeccronanamu. 5
3aJ]aM BaM HECKOJIKO BOIIPOCOB, KOTOPBIE MO3BOJISIT MHE TIOHSTh, HACKOJIBKO Hallla MOJIENIb COOTBETCTBYET PeabHON
CHUTyalMu yrpasiieHus. YacTh BOIPOCOB Oy/leT OTHOCUTHCS K BallleMy JIMYHOMY OIIBITY PaOOThI, a Ipyras 4acTb
BOIIPOCOB OYJIET KacaThCsl BAIIero MHEHUSI O TEX Pe3yJbTarax, KOTOphIe MOKa3aJlo Hallle UCCIIeA0BaHUE.
Yacts 1. Bantnganus cTUMYJIOB /UISl NOBBIIIEHNUS POM3BOANTEILHOCTH TPYIA.

1. Cxkaxwure, noxaiyiicra, MOXXeTe JIM Ha3BaTh Kakue-1o ocobenHoctH | T npodeccronanoB, KOTOPbIE MOXKHO

OOBSICHUTH XapaKTepOM U COAEpKaHWEM PabOTHI, KOTOPYIO OHH BBIIONHSIOT? S mMero B BUIY MX
OTHOIIEHHE K paboTe, K Mpodeccuyl, UX OTHOLICHUE K )KU3HHU BOOOIIIE.

2. Moxere 1mu BBI CKa3aTh, 4TO IIOMH, paboraromue B chepe | T TexHOIOrwiA, IMEIOT OO0JIbIIIe BO3MOKHOCTEH
HaWTH paboTy, COOTBETCTBYIOILIYIO UX OXHUIAHUSAM U TpeOOBaHUAM?

3. Cremyer Ji1 U3 3TOTO, YTO YIpaBICHUE UX PAOOTON OTIAMIAETCS OT YIPABICHUS COTPYAHUKAMU JIPYTHX
crienManbHOCTeH? MoXkeTe M BBI CKa3aTh, 4To ynpasieHue | T npodeccruonanamu — 310 6osee cloxHas
3ana4a? Ecnu na, To nosicHuTe, MOXKanyncTa, B 4eM OCHOBHBIE OTIIMYUS U B YEM CIJIOKHOCTb.

4. Ckaxure, oXaxylicTa, €ClIi BaM HEOOXOAUMO, YTOOBI Balll COTPYJHUK paboTan 0ojee HHTCHCHBHO, Oolee
3¢ PeKTHBHO, YEM OH 3TO JeNaeT OOBIYHO, KAK BbI MOXKETE HOBIUATH Ha ero padborty?

5. 51 Bam ceifyac npuBeay HECKOJIBKO BapHaHTOB TOI'O, KAK C MOEH TOYKH 3PEHUS, MOXKHO OBLIO ObI
motuBuposarh | T mpodeccnonanos padorars 6osee NPOAYKTUBHO, a BBl CKaXKHUTE, HACKOJIBKO OHHM C BaIllleH
TOYKH 3PEHHS MOTYT ACHCTBUTEIHHO JOCTUTHYTH LIEJIU U MOIB30BAIMCH JIM BBl ’TUMH CTUMYJIAMH B CBOEH
MPaKTHKE.

a). JlonoJiHM TeJbHOE MaTepHaJbHOe BO3HATPAKIeHHe. DTO 03HAYACT, YTO BBl TOBOPUTE COTPYIHHUKY, YTO OH
MOJyYHUT IPEMHIO, €CIIN cIeTIaeT HeoOX0aUMyIo paboTy ObicTpee 1 OoJee Ka4eCTBEHHO.

Hacxonbko addexruBeH Takoit aprymenT? st KOro u B KaKMX CHTyalusix OH Oosiee 3 QEeKTHBEH, a B KAKUX —
MmeHee? Hackonbko 10JKHO OBITH OONBIINM BO3HArpaskAeHHE, YTOOBI AeHCTBUTEIRHO paboTa Oblia cienaHa
ObicTpee u Jryumie? A JIHUIIeHHE NPEMHH — 3TO CTUMYJ WJIM Ha000pOT — MOBOA AJIs OTKa3a padoTarh?

0). Odemanue KapbepHOTO pocTa. Brl obemaere COTPYIHUKY, UTO, €CIIH OH BBITIOTHUT HEOOXOAMMYO BaM
paboTy ObICTpee 1 KaueCTBEHHEE, TO OH MOKET PACCUMTHIBATh Ha MOBBIILIEHHE B JOJKHOCTH, Kak BbI cuuTaere,
370 pabotaer? [nsa Bcex? Ilouemy?

B), Bo3MoOKHOCTD /151 caMmopeain3auuu. JTa MOTUBAIUSI COCTOUT B TOM, 4TO Korjaa mepen I T
podeCcCHOHAIOM CTaBUTCS CIIOXKHAsS 3a7a4a, aMOMIIMO3HAas 3a/1a4a, KOTOPYIO, BOZMOXHO, OH PaHbIIIEe HE
BBITIOJIHSUL, TO OH HauMHaeT paboTarh Ooliee 23 PeKkTHBHO, TaK KaKk eMy CaMOMY Ba)KHO €€ BBIIIOJIHUTD, B 3T0ii
CUTYalLlMH JIOTIOJIHUTEIBHBIX CTUMYJIOB, KaK NPAaBHUJIO, HE TpeOyeTcs. BBl CTAIKMBANIHUCh C TAKUMH CUTYyaIUsIMU?
OTO0 HeWCTBUTEIBHO paboTaeT?

r). AneJursinusi K JIMYHON 0TBETCTBEHHOCTH. S MMeIo B BUIY, YTO, €CIIM NPO(eCcCHOHaT MOHMUMAET, YTO OT
TOTO0, HACKOJIBKO XOPOIIIO OH BBIITOJIHUT CBOIO PabOTy, 3aBUCUT yCIEX BCETO KOJUIEKTHBA, OH aBTOMAaTHYECKH
HavyMHaeT paborarh Ooiee OTBETCTBEHHO U 3((HEKTUBHO. 3a/1a4a MEHEDKEPa COCTOUT TOJIBKO B TOM, YTOOBI
00BSICHUTH PO eCcCHOHATY €ro OTBETCTBEHHOCTH, BhI cortacHs! ¢ 3TuM?

6. A BBI caMH, KaKHe CTUMYJIBI HCIIOJIb3yeTe, KOTIa BaM HY>KHO MOTHBHUPOBATh COTPYJHHUKOB K Oojee

s dexTuBHOM padoTe?

Yacre 2. Baanganus BausiHAs JeMOrpa@uyecKnux XapaKkTepUCTHK.

7. Cpemu IT npodeccrnoHanoB ecTh JIIOAM Pa3HOTO BO3PACTa, pa3HbIX MOKOJIeHUH. 51 Obl XoTena o0CyauTh ¢
BaMH BOIIPOC O TOM, €CTh JIM pazinn4us B padore |T mpodeccrnonanoB pa3HEIX MOKOJICHUH, ¥ MOXKHO JIH
CKa3arh, 4TO KaKI0€ MOKOJIeHHEe TpeOyeT CBOero Mmoaxo/1a B yrpasieHiH. Kak Bbl CUUTaETe, YeM OTIIMYAIOT
aUTUIIHUKH MOJIo1oTo mokosieHus (10 30 jier) oT Tex, KoMy ceiiyac mpumepHo 40-45 u crapme?

8. CoracHsl 4 BBI C TEM, YTO MOJIOZO€ ITOKOJICHUE OOJIbIIE CTPEMUTCS K HE3aBUCUMOCTH, TI03TOMY Ha
MaTepHaIbHbIE CTUMYJIBI JEHCTBYIOT Ha HUX CHIIbHEE, YEM Ha CPEHEE U CTaplIee MOKOJICHUE?



10.

11.

12.

13.

14.
15.

16.

17.

18.

19.

20.
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CornacHsl I BEI C TEM, 4TO crapuiee rnokojenue | T npodeccrnonanos 4yBcTBYIOT cebst MEHee YBEPEHHO U
COTJIAIIAFOTCSI HA MEHEe OTIadrBaeMyto paboTy?

MoskeTe JIi Bbl CKa3aTh, 4TO HAJMYKE IeTel U ceMbH BhiHYkaaeT | T mpodeccnoHaioB Bcex BO3pacToB
uCKaTh OoJiee cTaOWIBHYIO paboTy, Oonee ceppe3HO OTHOCHUTCS K CBOEH Kaphepe, II0ATOMY CTUMYII B BUIE
KapbepHBIX IEPCIECKTUB HaYMHAET paboraTh Ooiee 3PpPpeKTuBHO?

Hamre nccnemoBanme moxassiBaeT, 9To 00IpIMHCTBO | T mpodeccrnoHaioB, HE3aBUCHUMO OT ITOKOJICHHS,
cTpeMATcs K npodeccroHaIbHON camopeanu3aiy. [103ToMy, HeOOX0MMOCTh BBITTOTHEHHSI CIIOMHBIX
3aj]a4 BCer/a 3acTaBisIeT X paborath 3 dexTHBHEE, M TOKOJICHYECKHUX Pa3INYMi 31ech HeT. Kak Bbl
JyMaeTe, 3TO IeHCTBUTENBHO TaK?

CornacHsl JIM € TeM, 4TO JIIOAbMH B Bo3pacte oT 30 no 40 seT ciioxHee ynpasisiTh, YeM COBCEM MOJIOABIMU
JIFOZIBMHU, a TaKKe JIAbMHU U3 OoJiee crapiuero nokonenusi? Eciu cornacHsl, To, Kak BBl JyMaeTe, oyemy?
A eciy He COTTIACHBI, TO CKa)KUTE TOT/IA, €CTh JIH KaKHe-TO CIOKHOCTH B yrpaBieHuu | T
npodeccruoHalaMy Pa3HBIX MOKoJIeHnH? Kakoe mokoieHne caMmoe CIoxHoe?

Yacte 3, Baanganus cBsized MeKIY CTUMYJIAMHU IPOU3BOANTEILHOCTH TPY/IA, XapaAKTEePUCTHKAMH
npodeccuoHAJIOB M MOTUBALMENH K TPYY,

Br1 xorna-HuOyab BCTpedasy Jroiei, KOTOpbhIe 0TKa3hIBAIUCH OT XOPOLICH ¢ MaTepHalbHOW TOUKU 3pEHUS
paboTHI MOTOMY, YTO UX HE YCTPaMBaJIO COAEpKaHue 3Toi paboTer? PaboTa Kazanxach UM CKy4qHOH,
PYTHHHOI, OHH HE MOTy4YaJIi HOBBIX HABBIKOB U T.J.7

Kax BBI mymaere, 310 pacnpocTpaneHHas curyanus B cpeae | T nmpodeccnonanon?

BbI coracHsl ¢ TeM, 9TO CTIEHaINCTaMHU BEICOKOW KBAIM(HUKAIMH IPAKTUIECKN HE HAJO0 YNPABIATh, TaK
KaK OHM BCeTJa paboTaloT HACTOIBKO KauYeCTBEHHO, HACKOJIBKO UM ITO3BOJISIET MX KBanupukanus, Eciu
TaKOH CIeUAIMCT HE MOXET BBINOJIHUTH Ty paboTy, KOTOpasi HEOOX0JMMa 3aKa34yrKy, TO HaJl0 HE ero
CTHMYIIUPOBATh paboTaTh JIyYllle, a UCKAaTh JPYroro CIEIHaINCTa, KOTOPBIA MOXET ee cenarb?

MHe Ka)XeTCsl, 4TO XOPOILHEe CIELHaINCThI He COMIAlIaloTCst pad0TaTh 32 HEBBICOKYIO 3apILIaTy, TaK Kak
3TO KaXKeTcsd UM HeclipaBeaauBeIM? S mpaBa?

Kax BbI 1ymaere, B cpeze | T npodeccnoHanoB BeICOKast 3apIuiaTa — 3T0 MoKa3arelb npodeccuonanin3ma’?
Wmn IT npodeccronanos 3apiiata HHTEpPECYeT TONBKO JI0 ONPEAEIEHHOTO YPOBHSI?

Kaxk BBI cunTaere, MOJIOOTO CIEUAINCTA, KOTOPHI HE OYEHb YBEPEH B CBOMX ITPO(eCCHOHATIBHBIX
HaBbIKaX, MOKHO TPHUBJIEYb PAOOTOM, KOTOPAs TIO3BOJIUT €MY 3TH HaBBIKH ITOBBICUTH? MOXHO JIM CKa3aTh,
YTO B 3TOH CUTYallMH 3apIuIaTa ero He OYeHb HHTEPECYET, TaK KaK OH MOHMUMAET, YTO Y HEro MOSBIISIOTCS
MEpPCTIEKTUBEI HAWTH XOPOIIyI0 paboTy?

Ecnu BBI MeeTe A€o ¢ MpeCTaBUTENIeM CTapIlero mokojaeHus (55+), KoTopelii padoTaer He ISl TOTO,
4TOOBI MOBBIIIATH CBOW MPO(ECCHOHANN3M, a IOTOMY, YTO HYXKHBI JICHbI'M Ha )KU3Hb, TO 3aCTaBUTb €T0
pabotath 6osiee 3P PEKTUBHO JTyUIIIe BCEro 3a CUET MaTCPHAIILHBIX CTUMYJIOB. DTO Tak?

W nmocnemguuit BOpoc, Kakux CIEHATNCTOB ceifyac TpyAaHee BCero HalTH Ha peIHKe Tpyaa B Jlatun? Kak
BBI [yMaeTe, nouemy?

Bonbmoe criacu6o!
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Appendix 8. Transcript Expert Interview. Example.

Anna, 39 years is old.

AHHa, 60JbIIIOE CIacKU00 3a TO, YTO COIIACHJIMCH C HAaMH TOroBopuTh. B Teuenue 2019 roga mbl
POBOAMIIN MCCIIEIOBAaHUE O TOM, Kak Hanbosee 3ppekTuBHO yrnpaBisiTs coBpeMeHHbIMU | T-
crenuanucTaMu. B paMkax JaHHOTO MPOEKTa Mbl Opaiv UHTEPBBIO U MPOBOIMIIN OMPOCHI CPEIU
camux IT-mpodeccronanos. Pe3ynpraroM HaIero UCCIeJOBAHUS SIBISETCS MOIEIb, KOTOpast
1o3BoJIsieT O0see 3pPEeKTUBHO yNPaBIATH JIOABMH, KOTOPBIE padoTatoT B chepe I T-rexHonoruii.
HaMm Ba)XHO IpOBEPHUTH HAITy MOJIEIb, TO3TOMY MbI BEIOpAIH Bac B Ka4e€CTBE HKCIEPTa U XOTUM
MOTOBOPHUTH C BaMU O BallleM onbiTe padoTsl ¢ I T-npodeccrnonanamu. S 3agam BaM HECKOJIBKO
BOIIPOCOB, KOTOPBIE MMO3BOJISAT MHE MOHAThH, HACKOJIBKO Hallla MOJIENIb COOTBETCTBYET peasibHOM
CUTYyaluu ynpasiieHusi. YacTb BOmpocoB OyAeT OTHOCUTHCS K BallleMy JINYHOMY OIBITY pabOThI,
a Jipyras 4acTh BOIIPOCOB Oy/leT KacaThCs BaIlero MHEHUS O T€X Pe3ybTrarax, KOTOPhIE MOKa3alio
HAIlIe UCCIIEJOBAHHUE.

Yacts 1. Baauaauus cTUMYJIOB /151 NOBbIIIEHUS TPOU3BOAUTEIHLHOCTH TPYAA.

1. Cka:xure, noxajyicra, MoxeTe JIM Ha3BaTh Kakue-T0 ocodeHnocTu | T-
npogeccnoHaN0B, KOTOPbIe MOKHO 00BSICHUTH XapaKTepoOM U cofiep:KaHueM padoThbl,
KOTOPYIO OHHM BBINOJIHSIOT?

OcoOeHHOCTH... B 0CHOBHOM 3TO TpyOCIIOCOOHOCTh M YCUAUMBOCTE. [loTOMy uTO MX paboTa
TpeOyeT oYeHb OOMIbIION BHUMATEIBHOCTH M KPOIOTIMBOCTH. S HECKOJIbKO pa3 Halmoaana 3a
HOBEHbKMMU. HenpaBuiabHO NOCTaBIEHHAs TOUKA € 3alTOM MOTYT IPUBECTU K OUYEHb
HETraTUBHBIM IOCIIEACTBUAM. TO €CTh, JIFOIU T0JIKHBI ObITh BHUMATEIbHBI M HE OTBIIEKATHCS 110
MyCTSAKAM.

2. Mo:xeTe J14 BbI CKa3aTh, YTO JIIOAH, padoTamomue B chepe | T-TexHonoruii, umMeror
00/1b11Ie BO3MOXKHOCTel HAWTH padoTy, COOTBETCTBYIOLIYIO UX OKUAAHUSIM U TPeOGOBaAaHUAM?
B Texyummii MOMEHT.

Mtae kaxercs, aa. Ceiluac 04eHb MHOTO BO3MOKHOCTEH, B YACTHOCTH, AK€ B HAIllEH KOMIAHUU
ceifuac oTKpbIT Habop Ha 40 pa3paboOTUHKOB.

3. Caenyet Jid M3 3TOT0, UTO YNIPaBJeHHe UX PA0OTOH OTJIMYAETCS OT yIPaBJIeHUs
COTPYIHHUKAMM JPYIHX CleNHAJIbHOCTEMH?

Ja, koneuHo. [y alTUIIHUKOB Y Hac BCE-Taku Oosiee ruOkue ycinoBus paboTsl. Mbl pa3periaem
UM paboTaTh B TO BpeMsl, KOIJla y HUX Hauboliee BbICOKask TPynocnocobHocTs. KTo-To paboTaer
HOYbI0, KTO-TO BE4epOM, KTO-T0 yTpoM. HaM He npuHumunuanbHo ux Bpems padotsl. U naxxe He
NPUHIUIHAIBHO UX MecTo padoThl. Ecu uM Ha misbke yno6HO paboTars, To paau dora.
['maBHOE, yTOOBI paboTa ObliIa BHINOJIHEHA KAU€CTBEHHO U B CPOK.

EcTb Jiu KaKasi-TO CJI05KHOCTH B ynpasJienuu | T-npogeccuonanamm, Ha BameM onbite?
WHorna B cBSA3U € TEM, YTO OHU pabOTaIOT BCE B Pa3HbIX MECTaX, y Hac, BO-TIEPBBIX,
HECOBIIAICHNE YAaCOBBIX MOJIIOCOB CKa3bIBaeTcs. Y B CBsI3M O CBOOOTHBIM TpapuKoM padOThI
JIFOIX MOTYT OTIIYYUTHCSI B TOT MOMEHT, KOT/Ia OHM MHE HYXHbI. HO TyT HUYero He mojenaenib.
[TpuxoauTtcst caMoil Kak-TO TO pelaTh, a YK€ IOTOM C HUMHU COCTBIKOBBIBAThCS.

4. Ckaxxure, MOKAJIYICTA, €CJIM BaM HE00X0IUMO, YTOOBI Balll COTPYIHUK padoTaJji 0oJiee
HHTEHCHBHO, 00Jiee 3(PpPeKTUBHO, YeM OH ITO JeJ1aeT 00bIYHO, KAK Bbl MOXKeTe OBJIHMATH
Ha ero paoory?

[TooGemmars 1BOMHYIO OIUIATY.

To ecThb, MaTEpHaIbHO MOTHBUPOBATH?

Ja.

5. 51 BaM ceiiuac npuBeay HeCKOJIbKO BAPUAHTOB TOI0, KaK, ¢ MOeil TOYKH 3PeHH s, MOKHO
0b1710 061 MOTHBHPOBATH | T-podeccnonanoB padorars 0os1ee NPOAYKTHUBHO, 2 BbI
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CKAKHTE, HACKOJbKO OHM C Ballleil TOUKHU 3PEHNUsI MOT'YT J1eiiCTBUTEIbHO TOCTUTHYTH LeJIH
U M0JIb30BAJINCH JIU Bbl 3TUMU CTUMYJIAMHU B CBO€l MpaKTHKe.

A) JlonoiHUTEIbHOE MATEPUAJIbHOE BO3HATPaK/IeHHe. JTO 03HAYAET, YTO Bbl TOBOPHUTE
COTPYAHMKY, YTO OH MOJIYYUT MPEMHI0, €CJIH C/IeJIaeT He00X0AUMYI0 padoTy ObICTpee U
0o/1ee Ka4YeCTBEeHHO. JTO padoraer?

Ha. JIrtomu Ha 3TO 0OYEHb XOPOUIO UAYT.

A JIM1IeHHe MPeMHH — 3TO CTUMYJ WIN, HA000POT, MOBOJ IS 0TKa3a padoTarb?

VY Hac HeT puKCUpOBaHHBIX NpemMuii. HeT y Hac Takoro nmousatus. Y Hac ecTh okiana. U ectsb
IPEMUPOBAHME 32 KaKyl0-TO HEHOPMUPOBAHHYIO paboTy, 32 paboTy B yCKOpEHHBIE CPOKU. Ecin
YeJIoBEK X0ueT 3apadoTark, OH JOJKEH nocraparbes. JInbo on Oyaer cuaeTh Ha CBOEM OKJIajIe.
b) O6emanne kapsepHoro pocra. Bol o0emiaere COTpyIHHKY, YTO, €CJIH OH BBHINIOJHUT
Heo0X0IMMYI0 BaM padoTy ObICTpee U KaYecTBeHHee, TO OH MOKeT PacCYuThIBATH HA
NOBBIIIeHUE B 10/:kHOCTH. Kak BbI cunTaere, 31o padoraer? Eciu na, To njst koro?

S He 3ameTuna, YTOOBI AUTUIIIHUKY CUIIBHO CTPEMUIIUCH Ky/Ia-TO pacTH. 3auch B TPYAOBOH
JFONIEH, 51 CMOTPIO, HE CHIIbHO HHTepecyeT. [lo-moemy, um 0e3 pa3HHIIbI, KaK Ha3bIBaThCS, JIUIIb
OBl TUIATUIIA Ty CYMMY, KOTOPYIO OHU XOTST.

B) Bo3Mo:xHOCTD I caMopean3auui. JTa MOTHBALMS COCTOUT B TOM, YTO KOIa mepe.
IT-npodeccuonaiom cTaBUTCS CJI0KHAS 32/1a4a, aMOMLIMO3HAS 32/1a4a, KOTOPYIO,
BO3MO’KHO, OH PaHbllle He BBIIOJIHAJ, TO OH HAYMHAaeT padoTarh 0osiee 3Pp(PeKTHBHO, TAK
KaK eMy CaMOMY Ba:KHO €€ BBINOJIHHUTL. B 3T0ii cuTyanuu 10n0JTHUTEIbHBIX CTHMYJIOB,
KaK NpaBuHJI0, He TPedyeTcsi. Bbl CTAJKNBATUCH ¢ TAKUMH CUTYAUMAMM?

Ja. Y Hac kak pa3 B MapTe 3aBepUINIICS OJUH MPOeKT. U ceifuac y Hac Bce JIOAM Mepeluid Ha
npyrue npoekTsl. 1 mepenum onn Ha Ty cdepy AesITeTbHOCTH, C KOTOPOi OHH paHbIIe HEe
CTAJIKUBAIKCh. Y HHUX JACHCTBUTEIHHO SHTY3Ua3M. U mronu paboTarot, cTaparoTcs Bc€ BBISICHUTD,
W3Y4HTh, BO BCE BHUKHYTH. J[a’ke B T€ BOIIPOCHI, KOTOPHIE, HAIPUMED, K OyXTaJITepUu OTHOCSTCS.
I') Anenasinusi K JIMYHOM OTBETCTBEHHOCTH. Sl MMel0 B BHAY, 4TO, €CJIM NPO(decCHoHA
MOHHMMAeT, YTO OT TOr0, HACKOJIbKO XOPOIIO OH BBINMOJHHUT CBOIO padoTy, 3aBUCHT yclex
BCEro KOJIJIEKTHBA, OH ABTOMATHYECKH HAYMHAeT padorarh 60Jiee OTBETCTBEHHO U

3¢ pexTrBHO. 3a1aua ynpaBjaeHIIa COCTOUT TOJHKO B TOM, YTOObI 00bSICHUTDH
npogecCHOHAJY ero 0TBeTCTBeHHOCTh. Ciiyuasioch Jim Takoe? I1o padoraer?

Her. YecTtHo roBops, y Hac Takoro, 4ToObl KOMY-TO Ha 3TO yKa3aTh, He Obl10. HaBepHoe,
SHTY3HUACThI BCE.

Ooemanue npogeccuoHaabHOro pocra. Kypeol noBbienus Kpaaugukannu, Koraa
KOMIIAHMS OIJIAYUBaeT o0yueHue, U TaK JaaJjiee.

Ma, celiuac y Hac nmpoBoauTCs 00yueHue. B ToMm uncie Mbl IpuIiamaeM CTyAeHTOB, KOTOpbIE
noclie o0y4eHHsl U TECTUPOBAaHUS MOTYT OBITh IPUHSTHI K HAM Ha paboTy, He UMesT HUKAKOTO
craxa. Mbl 00ydaem, u OecriiaTHO 00ydaeM, Kak CBOMX, TaK M BCEX JKEJAIOIIUX.

HackobKk0 NO3MTHBHO BCTpPevyaeTcs Takasi MHMOMATUBa? PaboTHMKM 10BOJIbHBI,
HPaBATCA UM TaKHe BO3MOKHOCTH?

Jlrogsim HpaBuTCA. Y HAC MPOEKTHl MEHSAIOTCS, OAUH 3aKaHUMUBAETCSI, IPYrOd HAYMHAETCH,
TPeOYIOTCS pa3HbIC SA3BIKH TPOTrPAMMHUPOBaHHUs. M 101 9yBCTBYIOT, YTO UM ATO HY)KHO, UM ITO
MIPUTOAUTCS.

Yacre 2. Baqmaanus BIUsIHUA 1eMOTPaHUeCKUX XapaKTePUCTUK

7. Cpenu | T-npodeccrnonaioB ecTh JIIOIH PA3HOT0 BO3PAaCTa, pa3HbIX NOKOJeHni. 5 ObI
X0TeJs1a 00CYIUTH ¢ BAMH BOIPOC 0 TOM, €CTh JIM pa3jnyus B padore | T-npodeccuonasion
Pa3HBIX NOKOJIEHUH, H MOKHO JIU CKA3aTh, YTO KasKJ0e MOKoJieHne TpedyeT cBOero moaxoaa
B ynpasjgeHun. Kak Bbl cuuTaere, 4eM OTJIHYAIOTCS AU THIIHUKHA MOJIOOTO0 MOKOJICHHS, 10
30 JeT, o1 Tex, komy ceituac 30-40 u 40 u crapme? ECTb JId KaKMe-TO HIOAHCI, CJIOKHOCTH?
B Moeii komanie paboTaeT Kak MOJIOI0H COTPYIHUK, KoTopoMy 20 JIET, U COTPYTHUKH, KOTOPHIM
40 u 40 mrroc. CoBepILIEHHO HUKAKOW Pa3HUIbl. Y MEHS TaKOE OIIYIIEHHUE, YTO aUTHUILIHUK — TO
onpezaenéHHas JINYHOCTb, HAa KOTOPYIO BO3PACT HUKAK HE BIMSET. DTO CBOM MEHTAJIUTET, CBOU
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ckyiag yMma. TyT BO3pacT HE UTPAET HUKAKON POJIM, MHE KaKeTCs.

8. CoracHbl J1M BBI C T€M, YTO MOJI00€ MOKOJIeHHEe 00JIbIlIe CTPEMHUTCH K He3aBUCUMOCTH,
N03TOMY MaTepHaJibHbIe CTUMYJIbI 1efiCTBYIOT HA HUX CWJIbHee, YeM Ha CpeJHee U cTapliee
MOKOJIeHNE, KOTOPOe y:Ke MMeeT onpeieIéHHbII YPOBEHb 10X01a?

[Ha, cornacHa. ITotomy 4T0 y MOJIOIEXKM €1I€ MHOTO JKEJIaHUM, KOTOPbIE OHU HE YCIIENIH
OCYIIECTBUTH, B OTJIMYHE OT O0Jiee B3POCIOrO HAIIETO MOKOJICHHUS.

9. CorsiacHbI JIM BBI C T€M, UTO cTapiiee nokojenue | T-npogeccuoHanoB 4yBCTBYIOT ceOst
MeHee YBEPEeHHO U COIIAIAIOTCS HA MEeHee OIJIa4YuBaeMylo padoTy paau cTa0uIbLHOCTH?
Her, s ObI Tak He ckazana.

10. Mo:xeTe Ji1 BbI CKa3aTh, YTO HAJIN4YMeE JIeTeld U ceMbH BbIHY/AaeT | T-nmpodeccnonaioB
BCEX BO3PACTOB HUCKATH 0ojiee CTA0MJIbHYI0 padoTy, 0os1ee cepbEé3HO OTHOCUTCH K CBOEH
Kapbepe, I03TOMY CTUMYJI B BU/Ie KAPbEePHbIX EPCHEeKTHB HAYNHaeT padoTars 0oJiee

3¢ dexTuBHO?

DT0, HaBEpHOE, OOJIbIIIE 3aBUCUT OT KOHKPETHOTO YesoBeka. [IoToMy 4TO U MOJIONEKDE XOUEeT
CcTaOUIBLHOCTH. $I CMOTPIO Ha CBOMX JIFOJICH, U 3HAIO, YTO MHOTHM IMPEATIaraloT CMEHUTh MECTO
pabotel. Ho Bcé-Taku koM(opTHBIE yCIIOBUS JIIOJEH OO0JIbIIE MPENbIIAOT, YEM, HAIpUMED,
oOernranust 0oJee BBICOKOM 3apIuiaThl, HO paboTarh mo rpaduky, ¢ 6 10 9, co cTporumu
BPEMCHHBIMU paMKaMH, B OQHUCHBIX 3/IaHUSX, B ODUCHOU OJICKIC.

Boabure xouercst CBOOOAbI, HE3ABHCHUMOCTH ?

Jla, MHE Ka)XeTcs, JTFOIIM O0JIbIIe X0UETCS CBOOO/IBI.

11. Hamre ucciieioBaHue MOKa3bIBaeT, YTO 001bIIMHCTBO | T-mpodeccuonaioB, He3aBHCHMO
OT MOKOJICHUS, CTPEeMATCS K NMpogdeccuoHaJIbHOH camopeanu3auun. [Tloaromy
He00X0IMMOCTh BbINOJHEHHS CJI0KHBIX 32124 BCer/ia 3acTaBjiaseT ux padorarb

3P dexTHBHEE, M IOKOJEHYECKUX pa3an4nii 31ech HeT. Kak BbI 1yMaere, 310
JeHCTBUTEIBLHO TaK?

Ja, 3TO IeNCTBUTENIHHO TaK.

12. CorntacHbl JiM ¢ TeM, 4TO JiIOAbMHU B Bo3pacTte oT 30 10 40 JieT c/ioxkHee YNPaBJIAATh, YeM
COBCEM MOJIOABIMHM JHAbMH, 2 TaK:Ke JI0AbMU U3 0oJiee crapiiero noxkojenusi? Iloromy
YTO OHM HAXOAATCS B I0CTATOYHO YCTOMYMBOI MO3MIMHU, IOTOMY YTO OHH Y:Ke 3HAKOT cede
LeHY. Y HUX ecTh onpenenéHHas kpaaupuxkanusa. U1 oHu emé 10B0JIbHO MHOTO 4€ro XOTAT
OT KU3HHU.

U BocTpeboBaHbl, Tak CKakeM, Ha peIHKE Tpyaa. Jla, ecTb Takoe.

Kak Takux Jjiiogeil cujibHee NpuBJieib, MOTUBUPOBATH, CTUMYJIHPOBATH ?

Ecnu uenoBek He 3aHTEpecOBaH, MbI He OyieM HUKOTO yroBapuBarh. Beerna MokHO HAlTH U
00yunTh. Eciu yenoBek He XOUeT, 3T0, MHE KaXKeTCsl, TOIBKO TePATh BpeMsI.

Yacrs 3. Baauaanus cesizeil MesK1y CTHMYJIAMH NIPOU3BOAMTEIBLHOCTH TPYAA,
XapaKTepUCTUKAMHU NPO(EeCCHOHAIOB U MOTHBALMEH K TPYAY.

13. Bbl koraa-au0yab BCTpeYaJiu JIAeH, KOTOpble 0TKa3bIBAJIUCH OT XOPOLIei ¢
MATepHAJIbHOI TOYKH 3peHusi padoThbl MOTOMY, YTO HX He YCTPAHBAJIO COAEPKAHHME ITOH
padore1? Padora ka3ajach UM CKYYHOH, pyTHHHOM, OHH He I10JIy4a/I4 HOBbIX HABBIKOB.
[Ja. Mecsua aBa Ha3a( y HAC OIMH COTPYIHHUK CKa3all, 4YTO €My CTAJIO CKY4YHO, YTO OH XOYET
4yero-to HoBoro. [Ipruém 3710 ObUT HE PSAIOBON COTPYIHUK, a HA TOCTATOYHO XOPOIIeH
JIOJDKHOCTH, ¢ Xopouiei 3apruiaroid. M ox ymén.

14. Kak BbI 1ymaete, 3T0 pacnpocTpaHéHHasi cutyauus B cpejae | T-npodeccnonanon?
Jaxe He 3Hat0. Ha Moeii npakTuke 310 ObUT IEpPBBIii CiTyyai.

15. Bbl coryiacHbI ¢ TeM, YTO CHENHATUCTAMHI BbICOKOH KBAJTU(PUKALMHU NPAKTHYECKH He
HA/10 YIIPABJATH, TAK KAK OHHU Bcerga padoTalT HACTOJBKO Ka4eCTBEHHO, HACKOJIBKO UM
NMo3BoJIsieT UX KBaJnpurkanus?

Ma, cormacha. Tyt naxke Oouible OT HUX UIET OTBETHAs peakius. B ciaydyae BOSHUKHOBEHUS
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KaKHX-TO BOIIPOCOB, IPOCTOEB, MJIU €I Yero-To, OHU He OyAyT CUIEeTh MOJIYaTh, a OyayT
JI0OMBATHCS TOTO, YTOOBI OJTYYUTHh OTBET HA CBOM Bompoc. X MOXKHO CIIOKOMHO OCTaBUTh U HE
néprarb. [TycTh yenoBek paboTaer, eciu y Hero OyayT MpoOJIeMbl, OH CKaKET 00 3TOM.

Ecau Takoii cienuaJ ucT He MOKET BbINIOJHUTH TY pa0doTy, KOTOpasi Heo0XoauMa
3aKa34YMKY, TO HaJI0 He ero CTUMYJIMPOBATh padoTarh Jiy4llle, 3 HCKaTh APyroro
CIeNNAJINCTA, KOTOPbI MOKeET e€ c1esiaTh?

YV MeHs NPUHATO €KEIHEBHO IPOBOJUTH COBEIIAHUSA CO CBOECH KOMAHIOM, I11€ KaX bl
OTUYUTHIBAETCS O CBOEH MPOJIETaHHOM paboTe 3a MPOIIESIIINIA 1eHb, pACCKA3bIBACT CBOU IJIAHBI
Ha TeKyluil 1eHb. COOTBETCTBEHHO, 1 MOHUTOPIO, HACKOJIBKO Mbl YCIIEBAEM C HAILIUMU
3aKa3uMKaMHU BBINTH B CPOKH, TUOO He ycneBaeM. M eciu s BIXKY, YTO CPOKH CTAHOBSITCS
KPUTUYHBIMH, TO 5 IIPOCTO JAl0 3TOMY YeJIOBEKY IMOMOIIHUKA, 00JIee CHIIBHOTO CIIEUAINCTA,
KOTOPBI CMOXKET MOIXBAaTUTh U HAIIPABUTH €TO0.

16. CxnagbiBaeTcs Takoe BIieYaTJeHHe, YTO XOPOLIHe CIIeHAJMCTHI He COMIAIIAITCS
padoTaTh 32 HEBBICOKYIO 3apPILIATY, TAK KaK 3TO KaKeTCsl MM HeclpaBelJIMBbIM
OTHOCHUTEJIbHO MX KBaJM(puKkanum. /lelicTBUTEIbHO JIU 3TO TaK?

Jla, KOHEYHO.

17. Kak BbI 1ymaere, B cpesie | T-npodeccnonanoB BbIcOKas 3apmjiara — 3T0 NOKa3arTeJlb
npodeccuonaauzma?

Hymatro, uto na.

Mo:xHo Jin cka3arth, uTo | T-npodeccuonalioB 3apmjaTa nHTepecyeT TOJIbKO /10
onpeieIEHHOT0 YPOBHS, IOCTUTHYB KOTOPOI0, OHHU y:Ke HIIYT Apyrue Belu B padore,
Apyrue kayecrpa?

Ja. OHu yxe HaYMHAIOT UCKaTh, IJI€ UM IIPOCTO UHTEPECHO.

18. Kak BbI cunTaere, MOJI0A0I0 CIIEMATHUCTA, KOTOPBI He 0YeHb YBEPEH B CBOMX
npogeccnoHaNIbHbIX HABBIKAX, MO’KHO NPHUBJIeYb Pa00Toii, KOTOPasi MO3BOJMT €My 3TH
HABBIKHU MOBbICUTH?

Jla. Ho ecniu motom 3TOMY CIIElIMaIMCTy HE MOBBICAT 3apIuIaTy, OH mpocTto yiaér. U ato Oyner
3ps IOTEPSIHHOE BpEMSL.

19. Ecan BbI HMeeTe /1€J10 ¢ NMpeAcTABUTEIeM CTapiiero nokoygenus (55+), koropwlii
padoTaeT He JJIsl TOT0, YTOOBI MOBBIIIATH CBOM NMPO(ecCHoHaANIN3M, a IOTOMY, YTO HYKHbI
JAeHbI'H HA KU3Hb, TO 32CTABUTH ero padorarhb 0oJiee 3(pPeKTHUBHO JIyUllle BCEro 3a c4éT
MaTepPUAJIbHbIX CTUMYJIOB?

Tyt cnoxHO ckazark. [loToMy UTO y MEHS B KOMaH/IE€ TAKUX COTPYIHUKOB HET.

20. M mocJienHuil BONPOC: KAKUX CHEHAJHMCTOB ceidac TPyAHee BCero HaiTH Ha PbIHKe
Tpyna B cepe IT?

Msue kaxercs, y Hac B cepe |T oueHb 005b1110#1 BEIOOP COTPYAHUKOB. Y Hac ceifuac OyKBaibHO
Bca cepa oxBaueHa. Kak Opokepckasi, 0aHKOBCKasi, CTpaxoBasi IeATeIbHOCTb. Y Hac OYeHb
MHOTO CIIELIUAIUCTOB.

To ecThb, eciiM HCKATh, €CJIM 324aThCA TAKOH 1IeJIbI0, TO MOKHO HAWTH JII000I0
CIEeNNATHUCTA, KOTOPBIA HYKEeH?

Ha.

AHHa, cnacu00 BaM 00J1b11I0€ 32 HHTEPBbIO!
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Staffing structure and motivation package of employees of Survey Everyone G.

Survey Everyone G IT Employees

Job Title

Gender

Generation

Marital
Status

Duties

Type

Developer front-end

M

Millennial

Single

Developing and
coding all the front-
end of websites,
control panels,
implementing
amendments and
visual changes.

Creative

Developer back-end

Transition

Single

Developing and
coding all back-end
functionality of
websites, control
panels, mailing
system setting,
optimization of
mailing process,
technically setting up
advertiser recruitment
campaigns

Super
Creative

Cyber-Security
Manager

Millennial

Married

GDPR Compliance,
California Law,
Russian Data
Protection Law
compliance of data
storage and
processing, Attack
detecting, preventing
and monitoring,
Detecting pixel
manipulations,
unauthorized
activities, preventing
potential threats.

Super
Creative

Survey Programmer |

Transition

Married

Programming surveys
using questionnaires
from clients, using
survey software;
arranging survey
hosting. Testing
surveys, working on
corrections.
Uploading final data.

Technical

Survey Programmer
I

Millennial

Single

Programming surveys
using questionnaires
from clients, using
survey software;
arranging survey

Technical
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hosting. Testing
surveys, working on
corrections.
Uploading final data.

Project Manager
(RU/UA/BY)

F Transition

Married

Working with clients
of setting, the
projects, quoting,
setting the survey
with programmers,
survey testing, data
processing, final
report, user crediting,
monitoring fraudulent
panel activities,
respondent support.

Technical

Project Manager
(MULTICOUNTRY)

F Transition

Single

Working with clients
of setting, the
projects, quoting,
setting the survey
with programmers,
survey testing, data
processing, final
report, user crediting,
monitoring fraudulent
panel activities,
respondent support,
working with
advertisers on panel
recruitment.

Technical

Graphic Designer

F Millennial

Married

Updating website
designs, advertising
creatives pack,
landing pages,
assistance in report
visualization.

Creative

System
Administrator

M Early X

Single

Monitoring technical
system functionality,
mail servers,
maintaining system
architecture, ordering
parts and technical
tools.

Technical

Survey Everyone G IT Employee Motivation Package

Motivation Package

Employee Basic Work process organization
Developer front-end Medical insurance, | Loft-School, Otus Communication via Slack
Male Sport Club paid online courses | messenger,

Millennial Membership, of choice two times a | Brainstorming in a team
Single “Healthy Box” year; Subscription to | when launching new

Food delivery to

IT bulletin of choice,

panels or functionality,

2
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Developer back-end
Male

Transition

Single

Cyber-Security
Manager

Male
Millennial
Married

Survey Programmer |
Female

Transition

Married

Survey Programmer Il
Male

Millennial

Single

Project Manager
(RU/UA/BY)
Female
Transition
Married

Project Manager
(MULTICOUNTRY)
Female

Transition

Single

Graphic Designer
Female
Millennial

the office based on
preferences,
Covered mobile
expenses with a
plan including
Mobile Data Plan.

Salary indexation
once a year,
Bonus once a year
at the end of the
year based on
general results

Day off for 31T
conventions a year
by choice.

Loft-School, Otus
paid online courses
of choice three times
a year; Oracle
remote courses once
a year, Subscription
to IT paid bulletin of
choice, Four IT
conventions a year: 3
in Latvia, 1 in EUR
covered up to
3000EUR

Loft-School, Otus
paid online courses
of choice three times
a year; Oracle
remote courses once
a year, Subscription
to IT paid bulletin of
choice, Convention
on Data Security 2
times a year,
Training with
Security Auditor one
a year

Courses from
Software Producers
three times a year

Courses from
Software Producers
three times a year

Market research
Congress 2 times a
year, visit to clients
for experience
exchange

Market research
Congress 2 times a
year, visit to clients
for experience
exchange

Courses 2 times a
year, Convention
twice a year

Experience exchange,
Jira Service Desk
Implemented to Ensure
fair task distribution and
monitor task fulfilment
remotely without
unnecessary control and
pressure from the
management
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Married

System Administrator
Male

Early X

Single

Subscription to IT
bulletin, Course from
Software producers
twice a year




