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ANOTACIJA

Promocijas darba analizéta individuala un organizaciju limena darba tirgus
agentu mijiedarbiba un ricibu stratégijas, kuru uzdevums ir rosinat vai reagét uz
citu agentu ierosinatu profesionalo mobilitati. Ta skatita P. Burdjé kapitala veidu
un sociala lauka teorijas perspektiva, kas lauj analizét mikro un makro limenu
procesus to kopsakariba. Sekundaro datu un tiesibu aktu, kas regulé profesio-
nalo darbibu un nosaka individa iespéjas atgriezties izglitibas sistéma, analize
rada, ka Latvija nav nozimigu profesionalo mobilitati kavéjosu strukturalu skér-
§lu. Promocijas darba originalo empirisko materialu veido profesionali mobilo
individu darba dzives biografiskas intervijas un daléji strukturétas padzilinatas
intervijas ar citiem Latvijas darba tirgus agentiem. Kvalitativa pétijuma rezultati
rosina iedalit darba tirgus agentu ricibu profesionalo mobilitati veicino$as vai
kavéjosas stratégijas, katra no grupam izdalot ricibas, kas saglaba sociala lauka
darbibas noteikumus vai ari tos maina. Sociala lauka noteikumus maino$as
un mobilitati veicinosas stratégijas ir radusas tie$a organizaciju limena agentu
mijiedarbibas ar jaunienacéjiem profesija rezultata.

Individu kapitala parvaldibas stratégiju analize rosina tas iedalit visparéjas,
ar kuru palidzibu tiek vadita profesionalas mobilitates gaita, un katram P. Burdjé
noteikta kapitala veidam raksturigas. To vida veiksmigai profesionalas parejas
norisei batiskakas ir visparéjas un kultaras kapitalam specifiskas stratégijas,
jo tie$i kultaras kapitala zaudé$ana ir nozimigakais risks, kurs$ japarvalda §is
parejas gaita. Individu pieredzes analize rada, ka mobilitate ir analizéjama
ieguvumu un zaudéjumu perspektiva, kura, blakus pieredzei, kas atbilst vienai
vai otrai polaritatei, visbiezak novérojama tada, kurai raksturiga viena kapi-
tala veida vértibas samazinasanas, bet cita kapitala veida vértibas pieaugums.
Empiriskais pétijums arirada, ka tadi personiska rakstura ieguvumi ka augstaka
apmierinatiba ar darba saturu atrodas arpus P. Burdjé teorijas piedavatas ana-
lizes perspektivas.

Atslégvardi: profesionala mobilitate, Burdjé, sociala lauka teorija, darba
tirgus agentu mijiedarbiba, kapitala veidu teorija, jaunienacéji
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IEVADS

Promocijas darba témas aktualitate un novitate

Arvalstu pétijumi rada, ka pédéjas desmitgadeés ir pieaudzis stradajoso
ipatsvars, kuri mainijusi savu profesiju (Jarvis & Song, 2017; Kambourov &
Manovskii, 2009). Tadéjadi secinams, ka ierasto, literatfira sauktu ari par “tradi-
cionalo”, darba dzives gajumu, kuru raksturo stabils darbs viena darbavieta un,
kvalificétu profesiju gadijuma, augSupejosa lineara izaugsme, aizvieto daudz-
veidigaki darba dzives (jeb karjeras) modeli (Ahn et al., 2017; Carless & Arnup,
2011; Kalleberg & Mouw, 2018). To veicina virkne miasdienu socialo procesu.

Pirmkart, ekonomikas attistibas cikli — ka augSupeja, ta lejupslide - maina
dazadu profesiju pieprasijumu, ka rezultata mainas ari profesiju struktira un,
blakus darbaspéka ekonomiskas aktivitates izmainam, novérojama ari profe-
sionala mobilitate — darbaspéka kustiba (jeb pareja) dazadu profesiju starpa
(DiPrete & Nonnemaker, 1997; Pohlig, 2021). Latvijas gadijuma butisks papildu
faktors ir ari atskirigie tautsaimniecibas nozaru attistibas tempi ekonomikas
augSupejas cikla (Kasalis et al., 2013).

Otrkart, tehnologiju attistiba, t.sk. automatizacija, arl maina profesiju
pieprasijumu (Beck, 2000; Murphy, 2014). Rezultata notiek darba polarizacija,
kad socialie zinatnieki novéro vidéjas kvalifikacijas profesiju izzu$anu, pieaugot
augsti un zemi kvalificétu (un apmaksatu) darbu skaitam (Pohlig, 2021).

Tregkart, intensivi (izdeg§anu veicinosi) darba apstakli (Blau, 2007) un
neskaidras ilgtermina darba (karjeras) perspektivas var mudinat stradajoso
(Ruiz Castro et al., 2020). Sim [émumam nav tiesas saistibas ar atikirigu dar-
baspéka pieprasijumu nozarés, ta¢u ta pienemsanas iespéju nosaka individa
redz&jums par vina iespéjam pielagoties pieejamajam alternativam (sk. Sacchi
et al., 2016).

Ceturtkart, individualizacija, kas samazina individa piesaisti socialajai
grupai (Beck, 1992) un ietver individualo darba un profesijas izvéles motivu
(interesu, aicinajuma, vértibu) nozimes pieaugumu sabiedriba (sk. Koroleva
etal, 2014), rada ari labvéligus apstaklus uzskatam, ka sakotnéja profesijas izvéle
nav galiga un neatgriezeniska (Carless & Arnup, 2011). Ta rezultata, sekojot
vélakos darba gados izjustam aicindgjumam (Ahn et al., 2017), skaidrak apzina-
tam profesionalajam interesém vai jaunam individualajam vértibam (Dlouhy
& Biemann, 2018), individs var mainit profesiju.

Neskatoties uz visuma pieaugo$o tendenci mainit profesiju, iepriek$ minéto
faktoru ietekme uz darba tirgu un profesionalas mobilitates limeni misdienu
rietumu pasaulé atskiras. Blakus tam, ka dazadu valstu tautsaimnieciba ir atski-
rigi jutiga pret aréjo faktoru (pieméram, ekonomikas attistibas ciklu) ietekmi,
individu iespéjas parvietoties dazadu profesiju starpa nosaka ari katras valsts
izglitibas un darba tirgus institticijas, kuras veidojas dazadu agentu (valsts,



darba devéju organizaciju, izglitibas iestazu u.tml.) mijiedarbibas rezultata
(sk. DiPrete et al., 1997).

Pétjjumi rada (sk. Bukodi & Rébert, 2007; Pohlig, 2021), ka Latvijas darba
tirgum raksturigs salidzinosi augsts profesionalas mobilitates ipatsvars. Ka
viens no batiskakajiem mobilitati veicino$ajiem faktoriem ir minams ilgstoss
darbaspéka piedavajuma un pieprasijuma disbalanss (sk. Ekonomikas ministrija,
2020). Ta rezultata dala izglitibas iestazu absolventu jau sakotnéji uzsak darbu ar
ieguto izglitibu nesaistitas profesijas (Ekonomikas ministrija, 2020). Vienlaikus
Latvijas darba devéji prognozé, ka, zina§anam novecojot straujak, nakotné
iedzivotajiem profesija bis, iespé&jams, jamaina pat vairakas reizes darba dzives
laika (Sveicars, 05.12.2019.). Tadéjadi profesionalajai mobilitatei labvéliga vide,
péc butibas, ir ne tikai atsevi$ka individa, bet ari Latvijas sabiedribas vajadziba.

Tomeér socialie zinatnieki secina, ka joprojam pietrakst visaptverosu péti-
jumu, kas raksturotu $aja procesa iesaistito agentu savstarpéjo mijiedarbibu un
tas ietekmi uz procesa iznakumu (Kalleberg & Mouw, 2018). Izvértéjot lidzsinéjo
pétijjumu klastu (sk. DiPrete et al., 1997; Jarvis & Song, 2017; Kambourov &
Manovskii, 2009; Kasalis et al., 2013; Murphy, 2014; Pohlig, 2021; Sumilo et al.,
2007), redzams, ka socialie zinatnieki biezak pievérsusi uzmanibu profesionalas
mobilitates kvantitativajam raksturojumam, pietritkstot tas procesa raksturoju-
mam. Tapat raksturigs, ka lidz$ingjie pétjjumi koncentréjas uz kadu no analizes
poliem — makro limena raditajiem, ja analize vérsta uz profesionalas mobilitates
apjomu, vai mikro limeni, ja uzmaniba vérsta uz individa raksturlielumu un
mobilitates notikuma korelacijas izpéti.

Nemot véra lidz$inéjo profesionalas mobilitates pétijjumu tematisko par-
klajumu, secinams, ka promocijas darbam piemit tematiska un konceptuala
novitate Latvijas socidlajas zinatnés. Tematiska novitate izpauzas ka profe-
sionalas mobilitates procesa detalizéta izpéte, raksturojot iesaistitos agentus
un to mijiedarbibu parejas sekmésana vai kavésana, ka ari individa kapitalu
parvaldibas stratégijas. Latvijas zinatnisko un lieti$ko publikaciju datu bazés
atrodami vien atseviski pétijumi, kuros aplitkota tematiski saistita vai papil-
dinosa problematika. Tie méra profesionalas mobilitates ipatsvaru Latvijas
tautsaimnieciba (Kasalis et al., 2013; Sumilo et al., 2007), atklaj atseviskus pro-
fesionalas mobilitates motivacijas aspektus (Po$eva, 2010) un analizé pieauguso
izglitibas politikas efektivitati Latvija (Muhina, 2018). Atzistot, ka profesionala
mobilitate lauj saglabat augstu nodarbinatibas limeni mainigos darba tirgus
apstaklos (Kasalis et al., 2013), Latvijas zinatnieki lidz $im nav mekléjusi atbildes
uz jautajumu, ka individi veic profesionalo pareju un ka citi iesaistitie darba
tirgus agenti veicina vai kaveé $o procesu. Ieguldijumu $o jautajumu izpété sniedz
autores izstradatais promocijas darbs un ta empiriskais pétijums.

Darba konceptuala novitate izpauzas ka dazados - makro (sabiedribas),
mezo (darba devéju un citu organizaciju) un mikro (individa) - analizes
limenos notieko$o procesu sasaiste, reagéjot uz to, ka lidz $im profesionalas
mobilitates izpéte ir fokuséjusies uz vienu no tiem, sociologija — makro limeni,



bet karjeras un vadibas zinatnés — uz mikro limeni. Sociologu Ulrika Beka un
Pjéra Burdjé teoriju vienlaiciga lieto$ana pétijuma konceptuala modela izstradé
ir salidzinosi reta pieeja darba tirgus pétijumos. Profesionalas mobilitates izpétes
konteksta ta ir lietderiga, jo lauj savienot U. Beka zinasanas par musdienu darba
tirgus strukturalajiem procesiem, kuri prasa elastigu stradajoso pielagosanos,
t. sk. jaunu, citam nozarém raksturigu zinasanu un prasmju apgasanu, ar
P. Burdjé teorijas vaditu individualo un organizaciju limena agentu savstarpéjo
attiecibu (mijiedarbibas) analizi. Profesionalo mobilitati autore apluko ka darba
tirgus socialaja lauka notieko$u procesu. P. Burdjé teorijas piedavata sociala
lauka jédziena izmanto$ana ari stiprina darba konceptualo novitati.

Nemot véra rietumu zinatnieku tendenci skatit profesionalo mobilitati
zaudéjumu perspektiva (sk. Carless & Arnup, 2011; Dlouhy & Biemann, 2018;
Kambourov & Manovskii, 2009), promocijas darba pétijums sniedz ieguldijumu
tas parskatiSana. Tas paredz pareju uz ieguvumu un zaudéjumu ka lidzvértigu
un klatesou profesionalas mobilitates dimensiju analizi. So mérki palidz sas-
niegt izvéléta metodologiska pieeja profesionalas mobilitates identificé$anai, kas
notiek, balstoties uz izglitibas tematisko jomu (tehnisko prasmju) atskiribu. Si ir
jauna pieeja, jo lidzsinéja visbiezak balstijusies uz profesijas klasifikatora kodu
at$kiribam (sk. Jarvis and Song, 2017; Kasalis et al., 2013; Pohlig, 2021; Sacchi
et al., 2016; Sumilo et al., 2007). Promocijas darba autore, balstoties uz profesijas
veik$anai nepiecie$amo izglitibu, tadéjadi piedava kvalitativi jaunu pieeju.

Promocijas darba mérkis un uzdevumi

Promocijas darba mérkis ir analizét individuala un organizaciju limena
darba tirgus agentu mijiedarbibu un ricibu stratégiju daudzveidibu, ka pasiem
rosinot, ta reagéjot uz citu agentu ierosinato profesionalo mobilitati.

Profesionala mobilitate ir process, kura ietvaros individs veic pareju no
darba viena (sakotnéja) profesija uz jaunu (mérka) profesiju (sk. DiPrete et al.,
1997; Dlouhy & Biemann, 2018; Kambourov & Manovskii, 2009; Murphy,
2014; Sacchi et al., 2016), kas rada darba satura un ta veik$anai nepieciesamo
(tehnisko) prasmju izmainas (sk. Brunello & Wruuck, 2019). Katrai profesijai
raksturigo tehnisko prasmju kopumu netiesi raksturo tai atbilsto$a izglitibas
tematiska joma (sk. Ministru kabinets, 2017). Jaatzimé, ka ekonomikas un
vadibas zinatnés lietota profesionalas mobilitates definicija ir plasaka - ta ietver
arl amata statusa izmainas, saglabajot profesionalo piederibu (sk. Kasalis et al.,
2013). Tomeér autore pieturas pie sociologijas tradicijam un, ievérojot ieprieks$
raksturoto pétijumu rosino$o problémsituaciju — produktivitates un konkurét-
spéjas zaudéjumu parejas laika, - lieto definiciju, kas iezimé zinadanu plaisu,
kas pastav sakotnéjas un mérka profesijas starpa.

Lai sasniegtu promocijas darba mérki, veicami $adi uzdevumi:

1. raksturot, ka misdienu sociologija konceptualizé profesionalo mobilitati;
izpétot radniecisku pétijumu virzienu pieredzi, izstradat piedavajumu sis



paradibas analizes perspektivas izmainam; balstoties promocijas darba

empiriskaja materiala, parbaudit piedavata teorétiska modela spéju rak-

sturot profesionalas mobilitates batibu un rezultatu;

2. izpétit, ka profesionala mobilitate aprakstama P. Burdjé kapitala veidu un
sociala lauka teorijas ietvara, analizéjot, cik liela méra ta lauj raksturot
dazadus $i procesa aspektus;

3. balstoties uz lidz$inéjiem pétijumiem, sniegt profesionalas mobilitates kon-
teksta raksturojumu; noteikt, kadi individa iekséjie un aréjie strukturalie
faktori Latvija veicina nozimigas profesionalas parejas;

4. analizét, ka Latvijas darba tirgus sociala lauka struktiira un tas agentu
mijiedarbiba rosina vai kavé profesionalo mobilitati;

5. izpétit, kadas ricibu stratégijas lieto individi, lai veicinatu sava profesionalas
mobilitates nodoma izdosanos.

Si promocijas darba pétijuma objekts ir profesionala mobilitate, kas norit
Latvijas iek$éja profesionala darba tirgus ietvaros, kura, tiesi vai netiesi veicinot
vai kavéjot procesa norisi, darbojas dazadi darba tirgus agenti. Promocijas darba
pétijjuma priek$mets ir darba tirgus agentu ricibu stratégijas un to savstarpéja
mijiedarbiba profesionalas mobilitates procesa gaita.

Aizstavibai izvirzitas tezes

Izstradajot promocijas darbu, aizstavibai ir izvirzitas $adas tézes:

1. Latvija pastav profesionalo mobilitati veicino$a un vienlaikus individa
lomu akcentéjosa struktira, ar ierobezotu publiskas darba tirgus politikas
planotaju un istenotaju atbalstu individiem, kuri vélas parkvalificéties.
Ta rezultata nozimigu lomu iegist individa spéja, mijiedarbojoties ar
citiem darba tirgus agentiem, izmantot savu iepriek$ uzkrato kulta-
ras, socialo un ekonomisko kapitalu savas profesionalas mobilitates
sekmésanai.

2. Latvijas darba tirgus agenti sekmé vai kaveé profesionalo mobilitati atkariba
no savas aktualas un prognozéjamas pozicijas darba tirgus socialaja lauka,
ka ari individualajam agentam piemitosa kapitala novértéjuma. Attiecigi
darba tirgus agentu riciba ir situativa un laika gaita mainiga.

3. Mobilitati veicino$as un vienlaikus sociala lauka noteikumus mainosas
ricibu stratégijas rodas tiesa organizaciju limena agentu mijiedarbiba ar
profesionala pareja eso$iem un augstu ieprieks uzkrato kultaras kapitalu
demonstréjosiem individiem.

4. Profesionalas mobilitates procesa vadi$ana un zinasanu plaisas sakotnéjas
un jaunas (mérka) profesijas starpa parvaréSana prasa individiem izstradat
plasu ricibu stratégiju spektru.

5. Analizéjot profesionalas mobilitates procesu mikro limeni, teorétiskaja
modeli ka lidzvértigas ir ieklaujama gan kapitala zaudésanas, gan iegi$anas
dimensija, kuru attiecibu savstarpéja analize lauj tipologizét profesionalas



mobilitates rezultatu ka kapitala ieguvumu, ka kapitala zaudéjumu, vai ka
ambivalentu pieredzi, kurai raksturiga ka kada kapitala veida iegtsana, ta
cita zaudésana.

Promocijas darba apjoms un struktira

Promocijas darba apjoms bez pielikumiem ir 264 lappuses. Darbu veido
septinas nodalas, taja ieklauti 11 attéli un 11 tabulas. Pirmas nodalas uzdevums
ir sniegt ieskatu profesiju un profesionalas mobilitates pétniecibas problematika
sociologija, definéjot galvenos jédzienus un procesus, ka ari raksturojot nozarei
aktualakas diskusijas.

Otra un tre$a nodala raksturo darba teorétisko perspektivu. Attiecigi otra
nodala apliko profesionalas mobilitates konteksta faktorus, balstoties uz U. Beka
riska sabiedribas jédzienu (Beck, 1992) un nedrosibas politiskas ekonomijas per-
spektivu (Beck, 2000). Tresa nodala apliko P. Burdjé kapitala veidu (Bourdieu,
1986) un sociala lauka teoriju (Bourdieu, [1984]1996; Bourdieu & Wacquant,
1992; Burdjé, 2004), demonstréjot to pielietojumu tematiski lidzigos darba tirgus
pétijumos un pielagojot tas profesionalas mobilitates izpétei.

Ceturtaja nodala apliikotas Latvijas darba tirgum ka socialajam laukam
raksturigas iezimes, balstoties uz lidz§inéjo pétijumu rezultatu un tiesibu aktu
analizi. Nodala ietvertais materials lauj raksturot individa iek$éjos un aréjos
strukturalos faktorus, kuri Latvija veicina profesionalo mobilitati. Tiesiska
reguléjuma analize layj izteikt vértéjumu par Latvijas darba tirgus struktiru
piederibu mobilitati veicino$ajam vai kavéjosajam valstim.

Piekta nodala raksturo pétijjuma metodologiju, iepazistinot ar autores
apsvérumiem, definéjot pétijuma mérka grupas, izvéloties darba mérkim,
uzdevumiem un pielietotajai teorétiskajai perspektivai atbilstosas pétijumu un
iegato datu analizes metodes.

Sestaja nodala ir analizéts Latvijas darba tirgus P. Burdjé sociala lauka
teorijas ietvara, raksturojot tam piederigo agentu mijiedarbibu, atklajot dazadu
agentu tipu ricibu stratégijas, kuras tiek pielietotas, lai atbilstosi savam interesém
ietekmetu profesionalas mobilitates norises gaitu.

Septita nodala raksturo profesionali mobilo individu ricibu - kultaras,
sociala un ekonomiska kapitala parvaldibas - stratégijas, kuru pielietojuma
uzdevums ir saglabat, parveidot vai iegiit jaunas So kapitalu formas, ta mazi-
not potencialos zaudéjumus un vairojot ieguvumus, kas rodas profesionalas
mobilitates gaita. Nodalas ietvaros autore piedava profesionali mobilo individu
pieredzes tipologiju.

Nosléguma - secindjumu - nodala apkopotas promocijas darba uzdevumu
izpildes gaita iegatas atzinas un sniegts teorétiska un empiriska materiala ana-
lizé balstits aizstavamo tézu pamatojums. Promocijas darbam ir pieci pielikumi,
kuros ieklauts parskats par pétijuma interviju dalibniekiem un datu vaksana
izmantoto instrumentu paraugi.



Promocijas darba rezultatu aprobacija

Promocijas darba rezultati ir aprobéti devinas starptautiskas zinatniskas
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konferen¢u krajumos.
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1. TEORETISKA PERSPEKTIVA

1.1. Teorétiska modela visparéjs raksturojums

Promocijas darba autore balstas uz tris teorétiskajam perspektivam, no
kuram divas ir savstarpéji saistitas un papildinosas. Makro limeni darba teo-
rétisko pamatu veido vacu sociologa Ulrika Beka riska sabiedribas teorija (Beck,
1992, 2000), savukart makro, mezo un mikro limena sasaistiSanai izmantotas
franéu sociologa Pjéra Burdjé savstarpéji atkarigas sociala lauka un kapitala
veidu teorijas. Darba teorétiska ietvara visparéja logika redzama 1.1. attéla. Lai
gan P. Burdjé intelektualais devums skar visus analizes limenus, ka rezultata
varétu but pielietots ka vienigais §i promocijas darba analitiskais instruments,
tomeér autors nav skatijis socialos procesus ilgaka laika perspektiva, kas lautu
iezimét un akcentét tas atikiribas, kuras paradas misdienu sabiedriba. So
trakumu novér§ U. Beka riska sabiedribas teorija, kas raksturo strukturalos
konteksta procesus, kuru ietvara rodas profesionalai mobilitatei labveéliga vide.
Savukart P. Burdjé sociala lauka teorija ir nozimiga, apskatot profesionalo
mobilitati ka darba tirgus lauka procesu. Papildus tam, kapitala veidu teorija
lauj raksturot individu, kur$ $aja procesa mobilizé savu kultiiras, socialo un
ekonomisko kapitalu, lai veiktu pareju un nostiprinatu jauniegato poziciju.
Darba teorétiska pamatojuma izklasta izmantoti ari citu zinatnieku darbi, lai
demonstrétu U. Beka un P. Burdjé teoriju pielietojumu darba tirgus procesu
izpété un abu autoru ideju turpmako attistibu.

Si promocijas darba ietvaros U. Beka devums ir nozimigs tadél, ka savos
darbos autors ir pievérsies modernizacijas teorijai, darba transformacijas un
socialas nevienlidzibas analizei, piedavajot “riska sabiedribas” (Beck, 1992) un

Makro limenis
P. Burdjé analitiskie instrumenti

Sociala lauka teorija
Mezo limenis

Kapitala veidu teorija

Mikro limenis

L.1. attels. Promocijas darba analizes limeni un izmantota teorétiska perspektiva
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“nedrosibas politiskas ekonomijas” jédzienus (Beck, 2000). Pédéjo raksturo
piecas iezimes, no kuram divas izskaidro apstaklus, kas var veicinat profesionalo
mobilitati. Viena no $im iezimém ir tddas paradibas ka darbs maza garuma
izzusana (Beck, 2000), kas izriet gan no tehnologiju lomas pieauguma un to
spéjas aizstat cilvéku darbu, gan ar vél vienu nedros$ibas politiskas ekonomijas
iezimi - darba tirgus elastibas pieaugumu. Pédéjo raksturo darba veiksanas
noteikumu standartizacijas samazinajums un daudzveidigu nodarbinatibas
formu izplatibas pieaugums (Beck, 1992, 2000). Batisks U. Beka postulats ir par
profesionalo zinaganu, iemanu un prasmju straujaku novecosanos, ka rezultata
individs vairs nevar palauties, ka vina darbs bis pieprasits visa miiza garuma
(Beck, 2000).

Ka redzams 1.1. attéla, centralo vietu promocijas darba teorétiskaja modeli
iegtst P. Burdjé kapitala veidu teorija (Bourdieu, 1986) un sociala lauka teo-
rija (Bourdieu, [1984]1996; Bourdieu & Wacquant, 1992; Burdjé, 2004), kas
ir atziti analitiskie instrumenti nodarbinatibas, t.sk. darbaspéka mobilitates,
pétijumos.

1.2. Profesionala mobilitate P. Burdjé kapitala
veidu teorijas skattjuma

Analizéjot sabiedribas socialas strukttras atrazo$anu, P. Burdjé definé
kapitalu ka uzkratu ieprieks ieguldita darba un palu rezultatu, kas izpauzas
materializéta un nematerializéta forma. Balstoties uz $o izpratni, P. Burdjé
noskir tris kapitala veidus: kultaras, socidlo un ekonomisko kapitalu
(Bourdieu, 1986). Kad individs vai noteiktas socialas grupas apzinas un atzist
$o kapitala formu vértibu, tas apvienojas simboliskaja kapitala (Bourdieu, 1989;
Burdjé, 2004).

Saskana ar P. Burdjé kultaras kapitals pastav tris formas, no kuram
profesionalas darbibas analizes konteksta butiska nozime pieskirama divam -
institucionalizétajam un iemiesotajam kulttras kapitalam (Bourdieu, 1986).
Institucionalizétais kultaras kapitals ir ta objektivizétas formas paveids, kurs$
caur formalo izglitibas iestazu izsniegtiem diplomiem pierada individa iegato
izglitibu, respektivi, profesionalo socializaciju, kas ietver profesijai raksturigu
normu, uzskatu, vértibu, zina$anu un prasmju apguvi (sk. Weeden & Grusky,
2005). Institucionalizéto kultiiras kapitalu individs iegiist caur sabiedriba atzitu
(akreditétu) izglitibas sistému. Péc izglitibas iestades absolvésanas kultaras kapi-
tala uzkrasana turpinas profesionalas darbibas gaita (Koikkalainen, 2013), ko
pierada darbavietu saraksts un talakizglitibu apliecinosie dokumenti. Savukart
iemiesoto kultaras kapitalu veido individa apgitie, vina socialajai grupai
raksturigie kultaras kodi - uzvedibas modeli, gaume un ieradumi (Bourdieu,
1986), t.sk. socialo procesu izpratnes, adaptacijas un organizatoriskas prasmes
(Lareau & Weininger, 2003). Nozimigu lomu kultaras kapitala uzkragana ienem
laika daudzums, kuru individs var atvélét zina§anu un prasmju apguvei, ta
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nostiprinot kultaras un ekonomiska kapitala savstarpéji atkarigas attiecibas
(sk. Bourdieu, 1986).

Socialais kapitals ir tads individa “faktisko vai potencialu resursu kopums”
(Bourdieu, 1986, p. 248), kas izriet no vina pastavigas dalibas “vairak vai mazak
institucionalizétu savstarpéjo attiecibu tiklos” (Bourdieu, 1986, p. 248), kuri
savukart sniedz saviem dalibniekiem kolektivi uzkrata un parvaldita kapitala
atbalstu (Bourdieu, 1986). Si kapitala pamatu veido g§imenes locekli, uzkrajot to
vairakas paaudzés, un savas dzives laika individs to paplasina, veidojot socialas
attiecibas izglitibas iestadés un dazadas domubiedru grupas. Apgustot profesiju,
macibu process veicina individa mijiedarbibu ar lidzigi domajosiem kolégiem
(Weeden & Grusky, 2005), tadéjadi palidzot nostiprinat dalibu Saja profesiona-
laja grupa, kas talak sniedz piekluvi citu kolégu pieredzei un resursiem (Bakker
et al.,, 2022; McGuire & Bielby, 2016).

Savukart ekonomiskais kapitals ir “tie$i parvér§ams nauda” (Bourdieu,
1986, p. 243), lai gan pastav arl institucionalizéta forma, pieméram, ki norma-
tivi nostiprinatas Ipasuma tiesibas (Bourdieu, 1986). Turklat visu veidu kapitali
noteiktos apstaklos ir parkonvertéjami cita kapitala veida. Ekonomiskais kapi-
tals var tikt transforméts cita kapitala forma, gan tiesi iegadajoties kadas preces
vai pakalpojumus, gan investéjot $os resursus izglitibas iegtiSana, respektivi,
kultaras kapitala uzkrasana. Tapat kultiras un socialais kapitals noteiktos
apstaklos ari ir parvér§ami par ekonomisko kapitalu. Visredzamakais $adas
konvertacijas piemérs ir labak apmaksatas profesijas jeb augstaka kultaras
kapitala iegtiSana, kas tadéjadi nakotné garanté ekonomiska kapitala uzkraganu
(Bourdieu, 1986).

Kapitala veidu teorijas ietvara profesionala mobilitate ir apskatama ka
kulttiras un sociala kapitala zaudéjums noteikta pakapgé, jo ieprieks ieguitas
prasmes, zinasanas un profesionalo kontaktu tikls kaut kada méra nav pielie-
tojams jaunaja profesionalas darbibas joma (Carless & Arnup, 2011; Dlouhy &
Biemann, 2018). Lai gan $1 uzskatama par dominéjo$o pieeju (sk. ari Kambourov
& Manovskii, 2009), vairaki pédéjos gados veiktie pétijumi rosina parskatit zau-
déjumu perspektivu, pievienojot to nosacitibas elementu (sk. Ahn et al.,, 2017;
Friedman, 2014; Kalleberg & Mouw, 2018; Longhi & Taylor, 2013).

Balstoties migracijas pétijumos, somu zinatniece Sara Koikalainena (Saara
Koikkalainen) piedava kapitala ieguvumu un zaudéjumu teorétisko modeli
darbaspéka migracijas analizei (Koikkalainen, 2013, p. 48). Tas atzist, ka mig-
racija maina individa ekonomiska, kultaras un sociala kapitala vértibu, ta¢u
izmainu raksturu nosaka konkrétais socialais konteksts, tapéc var nest gan
ieguvumus, gan zaudéjumus. Adaptéjot $o modeli profesionalas mobilitates
situacijai (sk. 1.2. attélu), tas ietekmé samazinas vértiba zina§anam un prasmeém,
kuras saistamas ar individa iepriek$éjo profesiju, ka ari tiek zaudéti profesiona-
lie socialie tikli un to sniegtais atbalsts, nesot ienakumu samazinajumu, tacu
sagaidamais ieguvums ir jaunu zina$anu apguve un jaunu profesionalo tiklu
izveido$ana, kas nakotné varétu nest labakus ienakumus.
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lespéjamie zaudéjumi:
samazinas ienakumi un

pieeja finansu resursiem no
profesionalas darbibas
(kopuma un sakotnéja
profesija)

Iespéjamie ieguvumi:
pieeja alternativiem finansu

resursiem un jauniem/
labakiem ienakumu
avotiem no profesionalas
darbibas ilgtermina

Ekonomiskais kapitals

Simboliskais
kapitals

Socialais kapitals Kultaras kapitals

L I U lespéjamie

lespéjamie Iespéjamie lespéjamie teouvumi:

zaudéjumi: ieguvumi: zaudé&jumi: _ lestvumt
- . L s P jaunu, papildu
zaudéti sakotnéjie jauni profesionalas samazinas sakotnéja || . 7, .

- s R - zinasanu, prasmju un
profesionalie socialie sadarbibas tikli, profesija uzkrato

pieredzes iegui$ana,
kas nepiecieSama
jaunaja profesija

tikli un to atbalsts paplasinati socialie zina$anu, prasmes un

tikli pieredzes vértiba

1.2. attéls. Kultaras, sociala un ekonomiska kapitala transformacijas komponentes
profesionalas mobilitates gadijuma (Koikkalainen, 2013, p. 48; tulkojums latviesu
valoda: Siipule, 2020, 30.1pp.; autores adaptacija profesionalas mobilitates analizei)

Attistot idejas, kas izriet no §1 modela, secinams, ka gadijumos, ja profesio-
nala mobilitate notiek lidzigas kvalifikacijas un specifiskuma profesiju ietvaros,
pastav augsta iespéjamiba tikai viena kulttras kapitala veida zaudéjumam. Ja
jauna profesionala joma atzist lidzigas profesionalitates izpausmes (sk. Ashley &
Empson, 2017), iemiesotais kultaras kapitals saglabajas, un individs zaudé tikai
institucionalizéto kultaras kapitalu. Ja jauna joma atzist iepriekséjas profesijas
institucionalizéto kapitalu (pieméram, pielidzina ieprieks iegito formalo izgli-
tibu), tad individam, iespéjams, japielago tikai iemiesotais kultaras kapitals
(sk. Koikkalainen, 2013). Turklat iepriekséjas profesijas kulttras kapitalu indi-
vids var izmantot ka savas prieksrocibas, ja §is prasmes var bit noderigas, bet
ir reti sastopamas jaunaja joma (Koikkalainen, 2013; Tzeng, 2010). Spéja izcelt
savas prieks$rocibas atkariga no individa komunikacijas prasmém ka iemiesota
kultaras kapitala dalas (sk. Lareau & Weininger, 2003), ta atklajot iemiesota un
institucionalizéta kultiiras kapitala mijiedarbibu profesionalas mobilitates gaita.
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Lidziga likumsakariba vérojama attieciba uz sociala kapitala zaudésanas
pakapi. Pirmkart, mobilitate lielaka méra veicina tas sociala kapitala dalas zau-
désanu, ko veido profesionalie tikli, savukart neformala kontaktu tikla struktara
spéj saglabaties. Otrkart, atskiras arl individu spéja mobilizét sociala kapitala
resursus profesionalas mobilitates veicinasanai. Individi spéj aktivizét socialo
kapitalu un gat labakus panakumus jaunaja profesija, ja vinu stipras saites
(partneris, radinieki, draugi) atbalsta §o procesu, piedaloties ideju radi$ana,
dazadu alternativu izskati$ana, sniedzot emocionalu un praktisku atbalstu vai
padomu (sk. Motulsky, 2010).

Salidzinot ar sakotnéja kultaras un sociala kapitala uzkrasanas procesu,
brivu laika resursu pieejamiba jauna kapitala uzkrasanai pieauguso dzives
posma klust vél butiskaka, jo socialo lomu daudzveidiba $aja dzives posma ir
palielinajusies (sk. Macmillan, 2005). Attiecigi, ja individs var parnest iepriek-
$&ja profesija iegitas prasmes un zinasanas vai palauties uz jau iedibinato socialo
kontaktu tiklu, samazinas jauna kapitala iegtiSanai nepiecie$amais laiks. Turklat
pétjjumi rada, ka individi, kuri spéj saglabat savu kulttras un socialo kapitalu,
parnesot to no vienas profesionalas darbibas jomas uz otru, gast lielakus pana-
kumus jaunaja profesija (Cooper et al., 2018).

Parbaudot empiriski kapitala veidu ieguvumu un zaudéjumu modeli,
S. Koikalainena iedalija darba migrantu pieredzi tris grupas. Atbilstosi tam
pareja, pirmkart, nesa skaidrus ieguvumus, vai, otrkart, karjeras lejupslidi,
vai, treskart, ambivalentu pieredzi ar gratibam izvértét parejas ietekmi uz
individa darba dzivi (Koikkalainen, 2013). Pieskaitot ieguvéju grupai vairumu
sava pétijjuma dalibnieku, S. Koikalainena demonstré, ka ieguvumi ir mérami
galvenokart kultaras kapitala pieauguma, ko dod jaunu prasmju apgtsana,
interesanti un daudzveidigaki darba piedavajumi. Tie var vienlaikus sniegt,
tacu ari nesniegt skaidru ekonomiska kapitala pieaugumu. Karjeras lejupslidi
piedzivojoso grupai pieskaitami tie, kuri zaudéjusi savu poziciju, kad saskaru-
Sies ar augstu konkurenci darba tirgi. Sajos gadijumos vide ir pieskirusi lielu
nozimi iemiesotajam kultdras kapitalam, ka ari socialais kapitals Seit bijis daudz
nozimigaks darba mekléSanas resurss. Savukart ambivalentas pieredzes grupa
bija mazskaitliga, ierobezojot tas talakas izpétes iespéjas (Koikkalainen, 2013).

Ieskatu ambivalentu vértéjumu iemeslos sniedz citu mobilitates veidu
pétijumi. Pieméram, britu sociologs Sems Fridmens (Sam Friedman), analizé-
jot augSupejosas socidlas mobilitates sekas, secinaja, ka par ieguvumiem var
runat, raugoties tikai no nodarbinatibas perspektivas, jo ta nes kvalifikacijas
paaugstinasanos un atbilsto$us ekonomiskos ieguvumus. Citas dzives jomas
mobilitates pieredze var radit islaicigaku vai ilgsto$aku socialo un psihologisko
diskomfortu, kas izriet no iemiesota kultiiras kapitala pielagosanas griitibam,
ka ari privati nozimigu socialo sai$u zaudéjuma (Friedman, 2014).

Apkopojot iepriek$§ minéto, profesionalas mobilitates analize P. Burdjé
kapitala veidu teorijas konteksta lauj izvérst §1 procesa izpratni, skatot dazado
kapitala formu parveidosanas gaitu. Si pieeja lauj apliikot katra kapitala
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veida (kultaras, sociala un ekonomiska) parveidosanu gan atseviski, gan to
savstarpéjas mijiedarbibas procesa.

1.3. P. Burdjé sociala lauka teorijas pieméroSana
profesionalas mobilitates analizei

Ciesi saistita ar kapitala veidu teoriju ir P. Burdjé sociala lauka teorija
(Bourdieu, [1984]1996; Bourdieu & Wacquant, 1992; Burdjé, 2004). Individi lieto
kultaras, socialo un ekonomisko kapitalu, lai noturétu vai uzlabotu savu poziciju
kada socialaja lauka (Erel & Ryan, 2019). Misdienas nozimigs socialais lauks,
kura piedaloties individs nodrosina savu labklajibu, ir darba tirgus (Beck, 1992).

Sociala lauka teorija apraksta socialo telpu ka dazados limenos eso$us
un parklajosos laukus (Bourdieu, [1984]1996). Tie veido strukturétu socialas
darbibas telpu ar savam formalajam un neformalajam normam jeb darbibas
noteikumiem un kopigas jégas izpratni. Socialos laukus veido un uztur agentu
mijiedarbiba, respektivi, to savstarpéjas attiecibas. Lauki definé agentu (insti-
thciju, organizaciju un individu) ienemto poziciju caur ta dalibnieku “eso$o un
iespéjamo stavokli, [nemot véra] varas (vai kapitala) sadalijuma struktaru [...]
[un] objektivas attiecibas ar citam pozicijam (dominéjo$a, pakartota, lidzvértiga
u.tml.)” (Bourdieu & Wacquant, 1992, p. 97).

Saskana ar P. Burdjé lauka spéles noteikumu vai darbibas logikas apgasana
notiek socializacijas procesa, savukart iesaistitie agenti, reproducéjot $is prakses,
nodrosina lauka saglabasanos un pastavésanu (Burdjé, 2004). Tomér agentu
darbibas rezultata pastavosie lauka darbibas noteikumi var mainities. Tas,
pirmkart, notiek kapitala vértibu izmainu rezultata, ko censas panakt darbiba
iesaistitie agenti. Vienlaikus agentu riciba vérsta ari uz savu oponentu kapitala
veidu diskredité$anu, pieméram, samazinot vinu ekonomiska kapitala apjomu
vai padarot mazvértigus argumentus, kurus pretinieki izmanto savas pozicijas
noturé$anai un uzlabosanai (Bourdieu & Wacquant, 1992). Tas nozimé, ka
agenta darbiba socialaja lauka ir ne tikai reagéjosa, bet arl prognozéjosa un
proaktiva (Burdjé, 2004).

Divas visbatiskakas agentu grupas, kas veido un darbojas darba tirgus
lauka, ir individualie agenti jeb nodarbinatie, kuri ir apguvusi kadu profesiju un
kuriem tadéjadi piemit noteikts kultiiras, socialais un ekonomiskais kapitals, un
darba devéji (organizacijas), kuri piedava iespéjas noteiktu profesiju parstavjiem
gut atdevi no sava kapitala pielietojuma, vienlaikus caur pienemtajiem darbinie-
kiem veidojot savu kultaras, socialo un ekonomisko kapitalu. Citi darba tirgus
agenti ar mainigu varas un ietekmes potencialu ir dazadas organizacijas, kuras
apvienojas agenti savu intere$u aizstavibai un prieksrocibu gisanai (pieméram,
darba devéju organizacijas, arodbiedribas, profesionalas organizacijas u.tml.), ka
ari organizacijas, kuras kaut kada meéra ietekmé $aja lauka notieko$os procesus
(pieméram, publisko politiku istenojosas institticijas, kas palidz bezdarbniekiem
ienakt darba tirgus socialaja lauka).
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Promocijas darba témas konteksta ipasi butisks aspekts ir jauna agenta
ienaksana kada vinam jauna profesija. Saja sakara P. Burdjé norada, ka lauki
pieskir ienaksanas tiesibas noteiktiem agentiem, atlasot iesp&jamos jaunienaceé-
jus, prasot no tiem piekri$anu lauka darbibas noteikumiem. Tapat lauki izslédz
“tos, kas iznicina spéli” (Burdjé, 2004, 92. lpp.). Ienaksana lauka var ieklaut
kadus “iesvétisanas ritualus”, kam izglitibas un darba tirgus sistéma pieskaitami
eksameni un citi 1idzigi kontroles mehanismi (Burdjé, 2004), kas rezultéjas
ar diploma - institucionalizéta kultaras kapitala izpausmes - sanemsanu.
Iesvétisanas rituali ir butiski ka apliecinajums tam, ka agenti piekrit lauka dar-
bibas noteikumiem, jo tiesi jaunienacéjiem piemit liels lauka parveidosanas vai
saglabaganas potencials (Wu et al., 2019). Individs, kas péc vairaku gadu darba
kada nozaré maina profesiju, noteikti ir uzskatams par jaunienacéju, kuram
piemit zinasanas par citu profesionalo lauku iekséjo logiku, tapéc potenciali
vins ir at$kirigu normu neséjs, kas var apsaubit kadu socialaja lauka pastavosu
ritualu jégu.

Balstoties uz P. Burdjé teoriju, autore konceptualizé profesionalo mobilitati
ka specifisku individualo agentu ricibu, kas noris darba tirgus sociala lauka
ietvaros. Sadu individa ricibu var rosinat misdienu sabiedriba vérojamais “darba
individualizacijas” aspekts (Beck, 2000, p. 53), kas izpauzas ka piesaistes darba
devéjam mazinasanas, ta ari intereses un brivibas parskatit savas iepriekséjas
profesionalas izvéles pieaugums (sk. Beck, 2000). Balstoties uz ieprieks apliakoto
teorétisko materialu, autores pienémums, kadi agenti potenciali ir iesaistiti
procesa, raksturots 1.3. attéla.

Profesionala mobilitate ka process

Sakotnéja profesija Jauna jeb mérka profesija \\

Agenti, kas veicina pareju; Agenti, kas pievelk; \
I,' Agenti, kas aiztur Individs ar tam Agenti, kas traucé ienakt: \
{ virzisanos prom: darba piemitoso izglitibas iestades, darba ]
\ devéji, kolégi, klienti kapitalu devéji, profesionalas /
A organizacijas u.tml.

1.3. attéls. Profesionalas mobilitates procesa iesaistitie agenti darba tirgus socialaja
lauka: teorétiskais modelis
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1.3. attéla redzams, ka teorétiski individa riciba - centieni veikt pareju no
sakotnéjas profesijas uz jaunu jeb meérka profesiju, ieguldot savu kapitalu un
pielietojot noteiktu ricibas praksu repertuaru, izsauc citu darba tirgus sociala-
jam laukam piederigu agentu reakciju — centienus kaveét vai veicinat §is parejas
isteno$anos, izmantojot savu kapitalu un lauka ienemto poziciju.

Aplakojot profesionalo mobilitati ka kustibu divu profesiju starpa, redzams,
ka agentam ir jasamazina vina piesaiste pirmajai profesijai, lai palielinatu pie-
saisti mérka profesijai. Autore uzskata, ka procesa analizé ir vienlidz svarigi
analizét agentus un vinu ricibu stratégijas, kas attiecas gan uz individa sakot-
néjo, gan mérka profesiju, jo noteikti varas resursi (uzkratais kapitals) piemit
abam pusém. Sakotnéjai profesijai piederigie agenti (darba devéji, klienti u.tml.)
netiesi var veicinat pareju, mudinot individu apgut papildu prasmes. Tapat $ie
agenti var kavét individa virzi$anos prom no profesijas, it seviski gadijumos,
kad individam piemitosais kapitals palidz citiem $ai profesijai vai nozarei pie-
derigajiem noturét vai uzlabot savu poziciju.

Meérka profesijas pusé esoSie agenti ari var ka pievilkt, ta kavét individa
profesionalo pareju, atkariba no pasu interesém, riciba esosa kapitala un jaunajai
profesijai raksturigajam normam. Blakus darba devéjiem nozimiga loma mérka
profesijas pusé ir ari formalas un neformalas izglitibas iestadém. Varas sada-
lijums $o agentu starpa var mainit noteikumus, kuri tiek izvirziti individam,
lai iegtitu tiesibas ienakt profesija. Vislielaka méra $is varas sadalijums ietekmé
prasibu péc formalas izglitibas esamibas, un cina dazadu veidu izglitibas iestazu
starpa var veidot strukturalus ierobezojumus individa nodoma (mainit profesiju)
istenosanai (sk. Weeden & Grusky, 2005).

P. Burdjeé kapitala veidu un sociala lauka teorijas izmanto$anai par promo-
cijas darba teorétisko pamatu ir vairakas prieksrocibas. Pirmkart, ta ir iespéja
padarit redzamu dazadu individa kapitalu lomu darba dzivé, tadéjadi akcentéjot
to izmainu batiskumu, ko piedzivo individs, mainot profesiju. Otrkart, P. Burdjé
teorijas pielietojums piedava aplakot individa profesionalo pareju un tas sek-
mes dazadu darba tirgus agentu savstarpéji atkarigu attiecibu (mijiedarbibas)
perspektiva. Treskart, P. Burdjé analitiskie instrumenti lauj definét darba tirgus
attiecibas ka socialo lauku un profesionalo mobilitati ka taja notiekos$o procesu,
akcentgjot, ka individa véléSanas veikt pareju, izsauc citu agentu pretreakciju.
Ceturtkart, P. Burdjé sociala lauka darbibas logikas un individa ricibas motivu
idejas atbalsta S. Koikalainenas ierosinajumu (sk. Koikkalainen, 2013), kuram
atsaucas promocijas darba autore, analizét profesionalo mobilitati ieguvumu un
zaudéjumu perspektiva.
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2. PROMOCIJAS DARBA METODOLOGIJA

Promocijas darba empiriskais materials iegiits, pamatojoties uz interpre-
tativo (kvalitativa pétijuma) paradigmu, kura piemérota jaunas teorétiskas
perspektivas un pienémumu attistiS$anai par pastavoso socialo realitati (Lee,
1998; Ragin, 1994). Ta saskan ar promocijas darba teorétisko ietvaru un darba
tirgus pétijumu tradiciju izmantot savam konceptualajam ietvaram P. Burdjé
kapitala veidu un sociala lauka teorijas (sk. Ashley & Empson, 2017; Erel & Ryan,
2019; Koikkalainen, 2013; Sipule, 2020; Tzeng, 2010). Pétijuma tika noteiktas
divas mérka grupas: pirmkart, profesionali mobili individi, un, otrkart, citi
darba tirgus agenti.

2.1. Datu vakSanas metodes

Profesionali mobilo individu pieredzes izpétei izmantota darba dzives
biografiska intervija (working-life biographical interview), kura ir atzita metode
lidziga satura pétijumos (sk. MacKenzie & Marks, 2019). Ta ietver “stastijumu
par personas dzivi vai tas dalam” (Bertaux & Kohli, 2008, p. 43), koncentréjot
uzmanibu uz nodarbinatiba pavadito laiku (MacKenzie & Marks, 2019). Papildus
tam autore sekoja ieteikumam, ka, intervéjot komunikativo spéju zina atskirigas
personas, sarunas rosinasanai var bat noderigi iepriek$ formuléti jautajumi
(sk. Bela-Kraimina, 2004), kuri izriet no pétjjuma mérka un uzdevumiem.

Citu darba tirgus agentu mijiedarbibas un ricibu izpétei izmantotas daléji
strukturétas padzilinatas intervijas, kas pielauj salidzinosi augstu pétnieka
kontroles limeni par procesu, vienlaikus saglabajot interpretativajai paradigmai
nepieciesamo elastigo pieeju datu vaksanas gaita (sk. Morse, 2012). So metodi
autore izvéléjas péc tam, kad bija veikusi vairak neka pusi darba dzives bio-
grafisko interviju, lai formulétu jautajumus ta, kas lautu datu analizes posma
salidzinat abu pusu viedoklus.

2.2. Pétijuma dalibnieku raksturojums

Profesionali mobilo individu identificé$anai un atlasei dalibai pétijuma
autore definéja vairakus kritérijus. Attiecigi pétijjuma intervétas personas,
kuru iepriekséja un jauna (intervijas laika aktuala) profesija atbilst dazadam
izglitibas tematiskajam jomam (pareja iespéjama 26 jomu starpa, sk. Ministru
kabinets, 2017), vismaz viena no profesijam nostradajot ne mazak ka divus
gadus. Interviju dalibnieki visbiezak stradaja Rigas ekonomiskaja areala, kuru
veido zona aptuveni 100 km radiusa ap Rigu.

Empirisko materialu veido 63 darba dzives biografiskas intervijas ar profe-
sionali mobiliem individiem. Kopuma 26 dalibnieki bija viriesi un 37 sievietes,
47 dalibnieki jaunas profesijas apguvei iesaistijas izglitiba, t.sk. 25 dalibnieki
pargaja darba reglamentéta vai citadi reguléta profesija. Interviju ilgums
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variéja robezas no vienas stundas lidz tris ar pusi stundam, vidéji — aptuveni
divas stundas.

Datu vaksana notika no 2019. gada oktobra lidz 2022. gada novembrim.
Laika, kad pastavéja pulcéSanas ierobezojumi, 17 intervijas tika veiktas atta-
linati. Profesionali mobilos individus autore rekrutéja: pirmkart, caur savu
socialo kontaktu tiklu, otrkart, ar sniega bumbas metodi, kad visiem interviju
dalibniekiem tika ltigts ieteikt citas personas, kuras mainijusas profesiju noteikta
laika posma; treskart, profesionalo kontaktu tikla LinkedIn.

Citi darba tirgus agenti (politikas planotaji un istenotaji, darba devéji,
izglitibas iestades, profesionalas organizacijas u.tml.) ka vienota grupa aplakoti
divu iemeslu dé]. PirmKkart, tas ir agentu ricibu vienojo$ais apstaklis — sekmeét,
kavet vai ienemt nosaciti neitralu poziciju attieciba pret profesionalas mobilitates
fenomenu. Otrkart, mérkis bija izvairities no iegttas informacijas sadrumstalo-
tibas un saméra mazas ietekmes agentu lomas parvérté$anas.

Seit empirisko materialu veido 21 intervija, no tam 14 - ar darba devéju
parstavjiem un septinas — ar citiem darba tirgus agentiem (profesionalajam aso-
tika veiktas attalinati. Vidéjais intervijas ilgums bija no vienas lidz pusotrai
stundai. Datu vaksana notika no 2021. gada septembra lidz 2023. gada februarim.

Autore mérktiecigi rekrutéja dazadus organizaciju limenu agentus, kuriem
potenciali bijusi saskare ar profesionali mobiliem individiem. Papildus tam
darba devéju grupa tika nodro$inata ari nozaru parstavniecibas (aptvertas
septinas nozares) un stradajoso piederibas reglamentétai vai nereglamentétai
profesijai dazadiba.

Pétjjuma étisko principu ievéro$ana un izvéloties procediiras, lai nodrosi-
natu datu aizsardzibu, autore ievéroja starptautisko un datu vaksanas uzsaksa-
nas bridi aktualo Latvijas praksi, tostarp visi pétijuma dalibnieki iepazinas un
parakstija informéto piekri$anas formu (sk. Plummer, 2001).

2.3. Rezultatu analizes metodologija

Empiriska materiala analizé autore izmanto datos pamatoto teoriju (grounded
theory). Ta saskan ar promocijas darba pétijuma lietotajam datu vaksanas
metodém (sk. Belgrave & Seide, 2019; Wengraf, 2001). Datos pamatotas teorijas
misdienu interpretacija atzist eksistéjosu un ieprieks definétu teorétisko zina-
$anu lietojumu datu analizes procesa (Kelle, 2019). Autore seko Enselma Strosa
(Anselm Strauss) pieejai (izstradata kopa ar Zuljetu Korbénu, Juliet Corbin),
saskana ar kuru kvalitativo datu analizé nodalami tris posmi — atvérta, aksiala
un selektiva kodésana (Strauss & Corbin, 1990 ka citéts Belgrave & Seide, 2019).

Atvertas kodésanas stadija pétnieks rikojas péc klasiskajiem datos pama-
totas teorijas principiem - iepazistoties ar empirisko materialu, pieskir teksta
fragmentiem, kas attélo kadas novérotas paradibas iezimes, noteiktu kodu
(Belgrave & Seide, 2019; Kelle, 2019) bez ieprieks$ definétas shémas vai teorétiska
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ietvara (Kelle, 2019). Savukart teorétiskais ietvars tiek izmantots, uzsakot aksialo
kodésanu. Saja stadija datu strukturésanai jégpilnas kategorijas pétnieks lieto
kodésanas paradigmu (Belgrave & Seide, 2019; Kelle, 2019), kura balstas uz vina
izvéléto teorétisko perspektivu (Kelle, 2019). Teorijas nozime pieaug selektivas
kodésanas stadija, kura pétnieks nosaka vienu butiskako kategoriju, attieciba
pret kuru tiek organizéti citi iegutie dati (Belgrave & Seide, 2019).

Autore uzskata, ka P. Burdjé teorijas pielietojums lauj atrisinat divas meto-
dologiskas problémas, uz kuram noradijusi E. Strosa un Z. Korbénas kodésanas
paradigmas pieejas kritiki (sk. Kelle, 2019). Pirmkart, P. Burdjé teorijai piemit
augsta abstrakcijas pakape, respektivi, ta raksturo tikai agentu resursu veidus un
ricibu logiku. Attiecigi izveléta teorija piedava autorei daudz telpas, lai saglabatu
teorétisko jutigumu (sk. Glaser & Strauss, 1967 ka citéts Kelle, 2019) un pieda-
vatu tadas kategorijas, kas izriet tie$i no datiem un vienlaikus ieklaujas izvélétaja
jédzieniskaja aparata. Otrkart, P. Burdjé perspektivas iezime, kas paredz analizét
makro, mezo un mikro limena procesus to savstarpéja kopsakariba, ir butiska
prieksrociba, jo noveérs risku parvértét mikro limena procesu (individa agen-
thras) nozimi.

Ieguto datu kodésanu atbilstosi iepriek$ minétajiem principiem promocijas
darba autore veica manuali, strukturéjot kodus Excel programma. Atvértas
kodésanas stadija sakotnéji izveidotie kodi varéja tika parskatiti, sadaliti vai
apvienoti atkariba no ta, kada informacija atklajas katra nakamaja transkripta.
Ieguistot lielaku kodu apjomu, kas raksturo agentu ricibu profesionalas mobili-
tates procesa, autore tos pakapeniski grupéja, balstoties uz novéroto savstarpéjo
saistibu (sk. Belgrave & Seide, 2019).

Uzsakot datu strukturé$anu jégpilnas kategorijas (aksialas kodésanas
stadija), autore papildinaja $o procesu ar dazadas agentu grupas iegttas infor-
macijas (kodu) salidzinasanu, pielietojot triangulacijas metodi. Ta ir piemérota
gadijjumiem, kad empiriska materiala analize balstas datos pamatota teorija
(sk. Flick, 2019). Triangulacija tika piemérota, lai noteiktu dazadu agentu rici-
bas veidus, kas lauj turpinajuma rapigak izvértét to paradiSanas apstaklus. Ta
paredz, ka dati ir izvértéti, pretnostatot visas agentu grupas iegiito informaciju
gan par savu, gan citu agentu ricibu.

Selektivas kodésanas uzdevums ir grupét kategorijas ap vienu butiskako
(Belgrave & Seide, 2019). Promocijas darba tas izvéli noteica pétijjuma téma
un uzdevumi, respektivi, galvena kategorija bija “profesionala mobilitate”. Seit
autore nodalija kodu grupésanu, lai raksturotu profesionalo mobilitati ka pro-
cesu P. Burdjé sociala lauka teorijas ietvara, Latvijas darba tirgus sociala lauka
struktiiru un tas agentu mijiedarbibu, no kodu kartos$anas, lai raksturotu indi-
vidu ricibu stratégijas profesionalas mobilitates sekmésanai. Rezultatu izklasts
atspogulo kodu shémas struktaru.
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3. GALVENIE REZULTATI

Galveno rezultatu parskats ietver empiriskda pétijuma rezultatus, kas
raksturo, pirmkart, Latvijas darba tirgus sociala lauka struktaru, otrkart, §im
laukam piederigo agentu mijiedarbibu, atklajot gan organizaciju limena agentu
ricibu stratégijas, kuru mérkis ir ietekmét profesionalas mobilitates norises gaitu,
gan individa kapitala parvaldibas stratégijas, treskart, profesionalas mobilitates
rezultata analizi ieguvumu un zaudéjumu perspektiva. Latvijas tiesiska regulé-
juma, kas strukturé profesionalas mobilitates iespéjas, analizes rezultati kopa ar
individa iek$éjo un argjo faktoru, kas veicina nozimigas profesionalas parejas,
raksturojumu ir integréti promocijas darba pétijuma secinajumu izklasta nodala.

3.1. Profesionala mobilitate darba tirgus socialaja
lauka: iesaistito agentu pozicija

Ta ka dazadu valstu izglitibas un darba tirgus struktaru analize parada to
at$kirigo aktivitati (sk. DiPrete et al., 1997), pétijuma mérka sasnieg$anai bija
nepieciesams raksturot Latvijas darba tirgum ka socialajam laukam piederigos
agentus un to savstarpéjo poziciju struktiru (sk. 3.1. attélu). P. Burdjé ieteikumu,
ka $is uzdevums ir risinams praktiski (sk. Bourdieu & Wacquant, 1992), autore
istenoja divos posmos. Pirmkart, analizéjot starptautisko teorétisko literattiru,
tika noteikti visi darba tirgus agentu veidi, kuri strukturé profesionalo mobilitati
(sk. DiPrete et al., 1997). Otrkart, secinajumi par dazada veida agentu ietekmi
Latvija tika verificéti ar promocijas darba empiriska materiala palidzibu.

Darba tirgus sociala lauka centra autore ir izvietojusi divas agentu grupas,
kuras ienem nozimigaku lomu $1 lauka veidosana. Pirma ir individi ka darba
néméji, kuri nodomu veikt darbu isteno caur otro agentu grupu - organizacijam
ka darba devéjiem (uznémumiem). Individi, kaut ari attéloti atseviski, vienlaikus
ir ari organizacijas struktaras veidojosi agenti, lidz ar to nav savstarpéji izsle-
dzo$as analizes vienibas. Tomér empiriskais materials rada, ka profesionalas
darbibas un mobilitates konteksta ir nepiecieS$ams individus apskatit ka atse-
visku agentu grupu, kuriem piemit noteikti motivi, kas rosina noteiktu ricibu.

Piedavata darba tirgus agentu poziciju struktira parada, ka kadi no atte-
lotajiem individiem izjat motivaciju bt profesionali mobili, un $aja situacija
vini vienlaikus vai secigi mijiedarbojas gan ar sakotnéjas profesijas darba
devéju, no kura vélas aiziet, gan ar mérka profesijas darba devéju, ka ari ar
citiem individiem, kas var bat kolégi vai mérka profesijai piederigie. Individualie
agenti cenS$as ietekmét citu agentu ricibu atbilsto$i savam interesém. Viena
gadijuma kolégu limena individualie agenti censas aizkavét profesionalas
mobilitates nodomu (atrunat, uzlabot attiecibas kolektiva), lai novérstu vértiga
kultaras kapitala aizpla$anu no uzpémuma. Otra gadijjuma individi, kuri strada
uzpémuma, kas atbalsta profesionalo mobilitati, var darboties ka informacijas
izplatiSanas un mobilitates nodomu rosinosi agenti.
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Izglitibas un profesionalas darbibas tiesiskais ietvars
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Piezime: Bultinas attéla indikativi parada nozimigakos attiecibu virzienus, kas pastav agentu starpa,
tomer to attiecibu tiklojuma blivuma dé] attéla nav ieklautas visas iespé&jamas attiecibu variacijas. To
raksturojums ir sniegts turpmak teksta.

3.1. attels. Darba tirgus sociala lauka un ta agentu poziciju struktira

Agenti, kuri 3.1. attéla izvietoti periférija, var but ietekmigi, tacu konkréta
lauka strukttra ienem pakartotu lomu. Attieciba pret individiem ka darba
tirgus agentiem lauka distancétu poziciju ienem arodbiedribas, jo profesionalas
mobilitates jautajuma tas nozimigu poziciju parasti neienem. Tadu pasu iemeslu
deé] lidziga nozimiguma pakape darba devéju pusé ir dazadam profesionalajam
un darba devéjus apvienojosam organizacijam.

Salidzinosi lielaka méra, turklat mijiedarbojoties gan ar individiem, gan
ar darba devéjiem, darba tirgus socialaja lauka piedalas izglitibas iestades un
darba tirgus politikas istenotaji, no vienas puses, bet uznéméjdarbibas sekmes
ietekméjosie agenti, no otras puses.

Profesionalas mobilitates konteksta vienlidz nozimigi agenti ir gan formalas,
gan neformalas izglitibas iestades, savukart galvenais darba tirgus politikas
istenotajs ir Nodarbinatibas valsts agentiira (NVA), kura nodrosina karjeras
konsultantu, darba meklésanas un profesionalas apmacibas atbalstu. Noteiktas
sadarbibas saites pastav gan starp izglitibas institiicijam un darba devéjiem,
gan NVA, darba devéjiem, izglitibas institacijam un individiem, kad pédéjie
nonak bezdarba situacija. Dala $o saisu ir vérstas uz darbaspéka profesionalu
sagatavo$anu un piesaisti darba devéjiem kopuma, un profesionala mobilitate
ir $im uzdevumam pakartots mérkis.
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Izglitibas iestazu un darba tirgus politikas veidotaju poziciju socialaja
lauka strukturé tiesiskais reguléjums. Dala noteikumu ir pilniba internalizéti
socialaja lauka, pieméram, reglamentéto profesiju reguléjums, kurs uzliek indi-
vidam par pienakumu ieklauties formalaja izglitiba, lai iegutu tiesibas stradat
noteikta nozaré, vispar netiek diskutéts vai ap$aubits. Tapat iespéjas vérsties
NVA bezdarbnieka statusa nokarto$anai, lai sanemtu bezdarbnieka pabalstu
un parkvalificétos, tiek uztvertas ka stabilas un drogas struktiras.

Uznémeéjdarbibas sekmes nosako$o agentu grupa, kuri spéj ietekmeét pro-
fesionalas mobilitates procesu un iznakumu, autore apvienojusi dazadus dzilak
un seklak periférija izvietotus citus darba tirgus agentus. To izvietojumu nosaka
o0 agentu ietekme uz centra pozicionétajiem agentiem. Butiskakie to starpa ir
nozaru klienti un finans$u starpniecibas instittcijas (bankas, valsts garantiju
fondi u.tml.), mazak bitiski - uznéméjdarbibas konsultanti. Sie agenti var ietek-
mét profesionalas mobilitates izdosanos gadijumos, ja kopa ar profesiju, individs
maina arl nodarbinatibas formu, no darba némeéja klistot par uznémeéju.

3.2. Organizaciju limena darba tirgus agentu profesionalo
mobilitati veicino$as un kavéjosas ricibu stratégijas

Darba tirgus agenti sastopas ar profesionalo mobilitati atskiriga veida.
Visbiezak individualie agenti ir tie, kas dazadu apstaklu ietekmé uzsak secigu
ricibu kopumu, lai parietu darba no vienas profesijas uz citu. Attiecigi darba
devéji saskaras ar profesionalo mobilitati ka savu darbinieku vélmi, ta arpus
organizacijas eso$u darba tirgum piederigu individualo agentu vélésanos ienakt
jauna profesija.

Darba devéjs izstrada savas atbildes ricibu stratégijas, nemot véra virkni
vina un nozares kultiras kapitala vértibu raksturojosas pazimes. Attiecigi kaut
kada meéra darba devéjs var uzskatit par nepiecieSamu veicinat mobilitati, ja tas
rezultata potenciali varétu uzlaboties vina pozicija socialaja lauka, bet cita gadi-
juma - to kavét. Lidzigi ari citi darba tirgum piederigi agenti, pirmkart, izgliti-
bas iestades, vai otrkart, publiskas darba tirgus politikas istenotaji, izstrada savu
atbildes ricibu repertuaru. Dazas izglitibas iestades reagé pasivi, atskiriga méra
pielagojoties profesionali mobilu individu specifiskajam vajadzibam, bet citas
redz profesionalas mobilitates veicinasana sava ekonomiska kapitala attistibas
potencialu, tapéc aktivi iesaistas procesa veicinasana un vadi$ana. Laika gaita
uzkrata darba tirgus agentu pieredze, sastopoties ar profesionalo mobilitati,
formé noteikta veida ricibu stratégijas, no kuram dazas jau ir nostiprinajusas
darba tirgus darbibas logika, tapéc atzistamas par sociala lauka noteikumus
saglabajosam, bet citas ir jaunas, maz zinamas un Sauri lietotas, attiecigi atzis-
tamas par sociala lauka noteikumus maino$am.

Darba tirgus agentu mijiedarbibas analizes ietvaros (sk. 3.2. attélu) autore
identificéja katram organizaciju agenta veidam raksturigas ricibu stratégijas péc
diviem analizes kritérijiem - ricibas motiva (kavét vai veicinat, horizontala ass
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Piezime: Attéla lietotie apziméjumi: DD - darba devéji, IZGL - izglitibas iestades, NVA - publiskas
darba tirgus politikas istenotaji, ProfOrg - profesionalas organizacijas, Bankas - finansu un konsultaciju
pakalpojumu sniedzéji, DT - darba tirgus agenti. Ricibu stratégiju savstarpéjais novietojums ir relativs,
noteikts péc to lietojoso agentu lieluma un minésanas biezuma. Ricibu stratégiju nosaukumi lietoti
saisinati. Tuvak asu krustojuma centram novietojas stratégijas, kuru ietekme uz darba tirgus procesiem
ir vajaka, bet periférija - ietekmigakas stratégijas.

3.2. atteéls. Profesionalo mobilitati veicino$o un kavéjoso ricibu stratégiju savstarpéjo
attiecibu matrica

attéla) un prognozétas iedarbibas uz sociala lauka darbibas logiku (saglabat
eso$os noteikumus vai tos mainit, vertikala ass). Kopuma identificéta 21 ricibu
stratégija. Profesionalo mobilitati veicino$o ricibu stratégiju ir skaitliski vairak —
13 stratégijas (tostarp, sesas — lauka noteikumus saglabajosas un septinas — mai-
nosas). Savukart mobilitati kavéjoso stratégiju kopskaits ir astonas (seSas — lauka
noteikumus saglabajos$as un divas - maino$as). Attiecigi secinams, ka sociala
lauka limeni notiekosie procesi drizak veicina profesionalo mobilitati, neka to
kave.

Veértéjot stratégiju iedalijjumu péc iedarbibas uz sociala lauka darbibas
noteikumiem (tos saglabat vai mainit), redzams, ka kopuma 12 ricibu stratégijas
tiecas tos saglabat, bet devinas — mainit. Ta ka sociala lauka noteikumus mai-
noso ricibu grupa septinu stratégiju nolaks bija veicinat profesionalo mobilitati,
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secinams, ka mobilitates atbalstiSana pédéjos gados ir intensificéjusies, jo saméra
daudz stratégiju tiecas mainit lauka procesus reguléjosas normas.

Veértéjot identificétas stratégijas, janem véra to savstarpéjo poziciju logika.
To stratégiju, kuras atrodas uz veicino$o un kavéjoso ricibu ass, starpa novéro-
jama tie$a konfrontacija. Kopuma darba tirgus agenti lieto veicino$as stratégijas
pret citu agentu kavéjosam stratégijam. Tomer, ta ka jebkuram agentam dazados
laika posmos var but atskirigas intereses, tas var secigi lietot ka veicinosas,
ta kavéjosas stratégijas. NetieSa pretstavéSana novérojama to stratégiju starpa,
kuras vérstas uz sociala lauka noteikumu saglabaganu un mainisanu. Saja gadi-
juma darba tirgus agenti biezi var lietot abu stratégiju kombinacijas.

Kopuma lielaka ricibu stratégiju repertuara daudzveidiba piemit darba
devéjiem - tie Isteno astonas stratégijas, visbiezak profesionalo mobilitati
veicino$as un vienlaikus sociala lauka noteikumus mainosas - tadas ir cetras
stratégijas. Izglitibas iestades pielieto kopuma sesas stratégijas, tostarp, cetras
veicina mobilitati, bet divas — kavé. Saja grupa identificétas ricibu stratégijas
bieZi ir universalas, respektivi, vérstas uz jebkura studéjosa macisanas atbalstu
neatkarigi no ta, vai vins izglitibu iegast pirmo reizi, vai atkartoti ar nodomu
mainit profesiju. Tomér autore ir izskatijusi un analizé&jusi ari $is ricibu straté-
gijas, jo tas profesionalo mobilitati veicina pastarpinati.

Autores pieskirtie darba tirgus agentu ricibu stratégiju nosaukumi izsaka to
galveno motivu, ka ari netie$i — agenta prognozi par profesionalas mobilitates
ietekmi uz vina kapitala vértibu un poziciju darba tirgai ka socialaja lauka. Darba
devéji veicina profesionalo mobilitati esoSo sociala lauka normu ietvaros ar orga-
nizacijas kapitala vértibas audzésanas un organizacijas kultaras saglabasanas
stratégiju palidzibu, lai kontrolétu procesu, lautu mobilitates nodomu istenot
uzpémuma ietvaros un panaktu, ka jaunienacéji profesija pienem lidzsinéjos
lauka darbibas noteikumus. Tada veida vini censas saglabat vai uzlabot savu
poziciju. Lidzigi izglitibas iestades, lietojot studéjosa kapitala attistibas atbal-
sta un saiknes uzturé$anas ar darba tirgu stratégijas, tiecas uz sociala lauka
noteikumu saglabasanu. Parasti $adas ricibas virsuzdevums ir novérst studéjoso
atbir$anu, lai saglabatu izglitibas iestades poziciju.

Lielaka interese veicinat profesionalo mobilitati darba tirgus agentiem piemit
tad, ja vini vienlaikus rosina sociala lauka noteikumu izmainas. Darba devéjiem
§1 vajadziba parasti izriet no darbaspéka trikkuma nozaré, attiecigi, lai saglabatu
savu poziciju, vini meklé piemérotus risindjumus, to starpa - ari profesionalas
mobilitates veicinasanu. Tas notiek ar profesionalas mobilitates kultaras vei-
dosanas un popularizé$anas, ienaks$anas barjeru samazinasanas, organizacijas
(ieksejas) kultairas pielagosanas un dazadu saiSu ar citiem darba tirgus agentiem
parskatisanas stratégiju palidzibu. Ari izglitibas iestades, saskaroties gan ar darba
devéju vajadzibu, gan ar profesionali mobilo individu interesi, saredz iespéju
uzlabot savu poziciju, piedavajot pakalpojumu (pielagotas apmacibas) nepiecie-
$amo zina$anu uzkrasanai. So uzdevumu tas veic ar studiju organizacijas par-
skati$anas un jaunu sai$u ar citiem darba tirgus agentiem veido$anas stratégijam.
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Kavéjoso ricibu stratégiju grupa visnozimigakas ir darba devéju ricibas, kas
censas aizsargat un noturét savas pozicijas, t.sk. saglabat darba tirgus ka sociala
lauka lidzsinéjos darbibas noteikumus. Seit ietilpst tadas ricibu stratégijas ka
organizacijas kultaras kapitala aizsardziba un organizacijas kulttras “iekap-
sulésana”, liekot $kérslus eso$o darbinieku aizplasanai un jaunienacéjiem no
citam profesijam.

Izvéloties, kuru stratégiju — profesionalo mobilitati veicino$o vai kave-
joso - lietot saskarsmé ar konkréto individu, organizaciju limena agenti vérté
vinam piemito$o kulttiras kapitalu. Ta ka jaunienacéjiem profesijai specifiska
institucionalizéta kultaras kapitala var nebat, ipasa vériba tiek pievérsta tam,
kads iemiesotais kulttiras kapitals piemit individam. Tadéjadi nozimi ieguist
individa spéja demonstrét sava ieprieks$ uzkrata kapitala vértibu.

3.3. Individa kapitala parvaldibas stratégijas
profesionalas mobilitates gaita

Individa kapitala parvaldibas stratégijas aptver ricibas, kuru uzdevums
ir palidzét individam pielagoties parmainu procesam, prognozét potencialas
problémsituacijas, planot resursus to risinasanai un veikt noteiktus solus, lai
parveidotu savu eso$o un iegiitu jaunajai profesijai specifisko kapitalu. S uzde-
vumu daudzveidiba nosaka stratégiju raksturu un pielieto$anas meérki.

Kopuma autore identificéjusi 15 ricibu stratégijas, no kuram piecas attiecas
uz visparéju profesionalas mobilitates procesa izvérté$anu, plano$anu un vadi-
$anu (visparéjas stratégijas) un desmit ir kapitala specifiskas stratégijas (sk. 3.1.
tabulu). Sis ricibu stratégijas sastav no 36 ricibu virzieniem, no kuriem katru
veido vairakas ricibu prakses. Rezultata individa kapitala parvaldibas ricibu
stratégijas var attélot ka sazarotu struktiiru, kur vienu ricibas praksu pielieto-
$ana atrodas savstarpéja saistiba ar citam ricibas praksém un ir atkariga no to
pielietojuma rezultata.

Visparéjo stratégiju uzdevums ir vadit parmainu procesa gaitu. Savukart
kapitala specifisko stratégiju uzdevums ir nodrosinat no eso$a kapitala izrietoso
resursu efektivu pielieto$anu jaunajai profesijai nepiecie§ama kapitala attistisa-
nai. Visparéjo stratégiju efektiva un situacijai atbilstosa piemérosana ir viens
no veidiem, ka individs var paaugstinat sava profesionalas parejas nodoma
izdosanos. Katra no $im stratégijam sastav no tris vai ¢etriem ricibu virzieniem
un tiem pakartotam ricibas praksém un risinajumiem, kopuma - 17 ricibu
virzieniem.

Kapitala specifiska stratégiju grupa sastav no se$am kultaras kapitala,
divam sociala kapitala un divam ekonomiska kapitala parvaldibas stratégijam
(sk. 3.1. tabulu). Lidzigi ka visparéjo stratégiju gadijuma katru no kapitala spe-
cifiskajam stratégijam veido divi lidz tris virzieni. Kopuma ieguti 19 kapitala
specifiski ricibu virzieni, no tiem 13 attiecas uz kultiras kapitala parvaldibu,
Cetri — uz sociala un vél Cetri — uz ekonomiska kapitala parvaldibu.
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3.1. tabula. Individa kapitala parvaldibas stratégiju un (apaks)stratégiju struktiara

« Parejai pie-
mérota laika

taras kapitala
parnesana un

noteik$ana un pielagosana
planosana o Minimala

« Parejas sada- meérka profesija
lisana sikakos nepiecie$a-

posmos un ma kultaras

uzdevumos kapitala apjoma
« Parejas resursu iegiSana

planosana « Praktisko ie-

« Rezerves vai at-

manu trakuma

kapitala stratée-
giska attistisana

Stratégijas N Kapitalam specifiskas stratégijas
grupa Visparéjas
stratégijas iska
Stratégijas &Y Kultaras kapitala | Sociala kapitala Ekl? nomiski
apitala
(Apaks)- « Jaunas profesijas | o Institucionalizé- | « Eso$a sociala o Publiska
stratégijas satura un savas ta kultaras kapi- | kapitalaizman- | finanséjuma
piemérotibas tala parnesana toSana izmanto$ana
izpéte o lemiesota kul- |« Jauna sociala « Privata finanse-

juma izmanto-
$ana

kapsanasiespéju| parvarésana

nodrosinasana | e Turpmaka kul-
taras kapitala
uzkrasana

Sakotnéjas pro-
fesijas kultaras

kapitala vienlai-
ciga uzturésana

Kapitala parvaldibu stratégiju analize rada, ka prieksplana izvirzas individa
vajadziba parnest un pielagot esoso un iegiit jaunu kultaras kapitalu. Vienlaikus,
ta ka individiem ir iepriek$éja nodarbinatibas pieredze, respektivi, vini ir piede-
rigi darba tirgum ka socialajam laukam, kultaras kapitala parvaldibas stratégiju
motivos saskatima individu vélésanas péc iespéjas atrak atgtit un parsniegt tas
pozicijas, kuras vini ir ienémusi ieprieks. Kulttiras kapitala parvaldibas stratégiju
vida tas, kas fokusétas uz jauna kulttras kapitala iega$anu, ir Ipasi butiskas, jo ta
apjoms nosaka individa iespéjas ienakt un noturéties jaunaja profesija. Redzams,
ka nozimi iegtist ka individa institucionalizéta, ta iemiesota kulttiras kapitala
izpausmes. Noteiktas situacijas individa iepriekséjas profesijas kultiiras kapitals
var sniegt “konkurences prieksrocibas” (Koikkalainen, 2013), stradajot jaunaja
profesija. Sados gadijumos no iepriek$éjas profesijas aizgiitas zinasanas noder
jaunas profesijas darba uzdevumu izpildé un palidz individam nostiprinat savu
poziciju (sk. ar Tzeng, 2010).

Empiriskais materials demonstré, ka mijiedarbojas individam piemito$a
kapitala veidi, lai profesionalas mobilitates gaita batu atraka un iznakums -
sekmigaks. Te iesaistas sociala un ekonomiska kapitala parvaldibas stratégijas.
Socialais kapitals nodrosina piekluvi informacijai, kas nepiecie§ama kultiiras
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kapitala vértibas audzé$anai un tadéjadi — profesionalajai izaugsmei. Savukart
ekonomiska kapitala parvaldiba vérsta uz to, lai nodrosinatu savu labklajibu
studiju laika un segtu ar macisanos saistitos izdevumus. Autores secinajums,
ka individiem ar augstaku kultaras kapitalu piemit ari augstaks socialais un
ekonomiskais kapitals, un ta rezultata individa izredzes veikt noturigu pro-
fesionalo pareju un veidot jaunus profesionalos tiklus ir augstakas, saskan ar
radniecigas nozarés veikto pétijumu atzinam (sk. Ashley & Empson, 2017;
Lareau & Weininger 2003; Tzeng, 2010).

3.4. Profesionalas mobilitates rezultata analize
ieguvumu un zaudéjumu perspektiva

Analizéjot profesionalas mobilitates gaita notikus$as individa kapitala izmai-
nas vienota iespéjamo ieguvumu un zaudéjumu perspektiva (sk. Koikkalainen,
2013), autore secina, ka $is analitiskais instruments ir piemérots mobilitates
ilgtermina rezultatu raksturojumam. Autore piekrit tézei, ka profesionala mobi-
litate ka kapitala zaudéjums biezak atklajas gadijumos, kad ta vértibas izmainas
tiek analizétas Istermina (sk. Longhi & Taylor, 2013). Balstoties uz empirisko
materialu, autore papildina S. Koikalainenas (2013) tris veidu mobilitates rezul-
tata tipologiju, sadalot to piecas grupas (sk. 3.2. tabulu).

3.2. tabula. Profesionalas mobilitates rezultata raksturojums

Kapitala veidu izmainas
Pieredzes grupa Kultiiras Socialais Ekonomiskais | Cita vértéjuma dimensija
kapitals kapitals kapitals
Bez nozimi-
Teguveéji Pieaugums | giem zaud&ju- | Pieaugums Personiski ieguvumi
miem
Potencialie (Sagaidams) | Nelieli zaudé- | (Sagaidams) Iespé&jami personiski
ieguveji pieaugums jumi pieaugums ieguvumi
Mazak izteikta - .| Beznozimi- . . L e
. Zaudéjums vai | . . Pieaugums vai | lespéjami personiski
ambivalenta o L | glem zaudéju- o . .
. . nav izmainu . nav izmainu ieguvumi
pieredze miem
Bez nozi-
Izteikta migiem . Skaidri personiski iegu-
. . o Ilgtermina . N
ambivalenta Zaudéjums | zaudéjumiem S vumi, apmierinatibas ar
. : .. | zaud&ums .
pieredze vai kvalitativi darbu pieaugums
mainijies
Zaudéjums o
. s . Zema apmierinatiba ar
o Ilgtermina | (bezaizvieto- | Ilgtermina .
Zaudetaji _o ‘ o S darba saturu vai iene-
zaudéjums |Sanasar citiem | zaud&ums ’
o mamo amatu
tikliem)

Piezime: * §is grupas gadijuma zaudéjums skar tikai vienu (kultiiras vai ekonomiska) kapitala veidu
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Teguvéju grupu raksturo kultaras un/vai ekonomiska kapitala pieaugums,
bez nozimigiem sociala kapitala zaudéjumiem vai ar ta ieguvumiem. Pédéjais
aspekts ir batisks, jo profesionalas mobilitates nests kultiiras un ekonomiska
kapitala pieaugums var but saistits ar nozimigiem sociala kapitala zaudéjumiem
(Friedman, 2014). Blakus ieguvéju grupai noskirama ir potencialo ieguvéju
grupa, kuru kapitala pieaugums ir sagaidams nakotné, ta¢u ne empiriska
materiala ieguves bridi.

Profesionalas mobilitates rezultata zaudéjumu piedzivojuso grupu raksturo
identificéjams kultiras un ekonomiska kapitala ilgtermina samazinajums, pie-
méram, darbs zemakas kvalifikacijas profesija, vienlaikus individam demons-
tréjot neapmierinatibu ar savu eso$o poziciju. Pédéjais ir nozimigs aspekts, lai
noskirtu $o grupu no izteikti ambivalentas pieredzes, kuras gadijuma interviju
dalibnieki redz personiskus emocionalus ieguvumus, zaudéjot pietiekami nozi-
migu kada kapitala dalu.

Atskiriba no S. Koikalainenas tipologijas, kura ambivalentas pieredzes bija
maz, promocijas darba pétijuma $adi gadijumi bija sastopami biezi. Analizé&jot
empirisko materialu, autore secinaja, ka ambivalences pakape ats$kiras, respek-
tivi, ta ir vairak vai mazak izteikta. Ta rezultata autore noskira divas pretrunigas
pieredzes grupas. Izteikti pretruniga (ambivalenta) pieredze ietver skaidrus vai-
raku kapitala veidu zaudéjumus, sastopot ieguvumus individa limena attieksmés
vai apmierinatiba ar darbu. Mazak izteikti pretruniga pieredze paredz viena
kapitala veida zaudéjumu, saglabajot citas kapitala formas vismaz iepriekséja
limeni vai giistot no tam lielaku atdevi. Zaudéjums var skart ka kultaras, ta
ekonomisko kapitalu, un gadijuma, ja individs mainijis profesiju vairakkart,
katra reizé zaudéjums var skart citu kapitala veidu.
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SECINAJUMI UN DISKUSIJA

Promocijas darba analizéta darba tirgus agentu - individu, darba devéju,
izglitibas iestazu, darba tirgus politikas istenotaju u.tml. - mijiedarbiba un
ricibu stratégijas, kuras pielietotas, lai rosinatu un noteikta veida atbalstitu
profesionalo mobilitati, vai pretéji — kavétu tas norisi. Sis pétijums balstits inter-
pretativaja paradigma, empirisko rezultatu analize veikta, izmantojot P. Burdjé
analitiskos instrumentus - sociala lauka un kapitala veidu teorijas. Promocijas
darba konteksta raksturo$anai autore izmantojusi U. Beka riska sabiedribas teo-
riju. Abu teorétisko perspektivu savienojums ir Javis autorei vienlaikus aplikot
Latvijas darba tirgus makro, mezo un mikro limena procesus to savstarpéja
mijiedarbiba. Ta ir promocijas darba konceptuala novitate, jo lidz $im dazadu
profesionalas mobilitates aspektu izpéte tiecas to skatit viena — makro vai
mikro - limena perspektiva.

P. Burdjé sociala lauka teorija (Bourdieu, [1984]1996; Bourdieu & Wacquant,
1992; Burdjé, 2004) lauj aplukot profesionalo mobilitati ka specifisku individuala
agenta ricibu, kura noris darba tirga ka socialaja lauka, kas rodas mijiedarbiba
ar citiem agentiem. Izpauzot vélésanos mainit profesiju, individs izsauc citu lau-
kam piederigo agentu atbildes reakciju - atbalstu vai centienus kaveét §1 nodoma
isteno$anos. Ka individualo agentu, ta citus darba tirgus agentus virza motivs
uzlabot savu poziciju lauka, aktivizéjot vinu riciba esoso kultaras, socialo un
ekonomisko kapitalu (Erel & Ryan, 2019). Attiecigi, saskana ar P. Burdjé sociala
lauka darbibas logiku, profesionala mobilitate izriet no individa vélésanas uzla-
bot savu poziciju darba tirgt. Savukart citu agentu riciba, reagéjot uz individa
centieniem, ir atkariga no vinu prognozes, ka profesionali mobila individa riciba
varétu ietekmét vinu kapitala vértibu un poziciju tirga.

Lai gan P. Burdjé sociala lauka teorija rosina aplikot profesionalo mobilitati
ka ricibu kopumu (procesu), kurs individam lauj noturét vina poziciju vai nes
papildu ieguvumus, plasakas teorétiskas literatairas izpéte rada, ka mobilitate
parasti ir aplikota zaudéjumu perspektiva. Ta balstas uz parliecibu, ka kultaras
un socialais kapitals tiek noteikta pakapé zaudéts, individam veicot profesionalo
pareju. Tomér vairaku pétijumu rezultati rada, ka kapitala zaudéjuma aspekts ir
parveértéts. Tas ir uzskatams par nosacitu raditaju, kas ir atkarigs no novértéjuma
laika intervala un individu raksturojos$iem parametriem. Ka svarigi ietekméjosie
faktori atklajas gan individa sakotnéja kultdras, sociala un ekonomiska kapitala
veértiba, gan ari dazadi strukturalie faktori - sociala lauka formalie darbibas
noteikumi (tiesiskais reguléjums), neformalie darbibas noteikumi (darba tirgus
agentu spéja aktivizét formalos noteikumus vai pretoties tiem), ka ari laika
dimensija un hierarhiski augstak novietotos varas laukos (pasaules un valsts
ekonomika) notiekosie procesi.

Analizéjot iepriek$ minétos faktorus un balstoties uz P. Burdjé postuléto
sociala lauka darbibas logiku, autore pievienojas S. Koikalainenas ierosinadjumam
analizét mobilitati, t. sk. profesionalo, ieguvumu un zaudéjumu perspektiva. Ta
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nosaka, ka, piedzivojot kada kapitala veida zaudéjumu, aizejot no darba sakot-
néja profesija, paveras ieguvumu perspektiva, kas saistas ar piekluvi jaunam,
iesp&jams, sarezgitakim zinaSanam un prasmém, jauniem sadarbibas tikliem
un alternativiem finansu resursiem (Koikkalainen, 2013). So modeli promocijas
darba autore ir parbaudijusi, analizéjot pétijuma ieglto empirisko materialu.

Turpinajuma ieklautais galveno pétijuma atzinu parskats sniedz promocijas
darba izvirzito téZu pamatojumu. Autore strukturé savus secinadjumus divas
dalas. Pirma sniedz integrétu pétijuma atzinu parskatu tris téZu pamatos$anai,
kura aplakoti Latvijas darba tirgus strukturalie faktori un sociala lauka darbibas
noteikumi, kuri attiecinami uz agentu ricibu, reagéjot uz profesionalo mobilitati
(analizes makro un mezo limenis). Otra secigi pamato tézes, kas attiecas uz
individa pieredzes konceptualizaciju (analizes mikro limenis).

Latvijas darba tirgus strukturalie faktori un sociala lauka darbibas
noteikumi. Balstoties uz T. Dipretes un kolégu izstradato valstu tipologiju
(sk. DiPrete et al., 1997), kas raksturo to izglitibas, darba tirgus un socialas dro-
§ibas struktaru ietekmi uz profesionalas mobilitates ipatsvaru (un netiesi - izdo-
$anas potencialu), autore ir analizéjusi atbilsto$o Latvijas tiesisko reguléjumu.
Izvértéjot iespéjas atkartoti ieklauties izglitibas sistéma, pakapi, kada individa
iegtita profesionala kvalifikacija spé&j strukturét vina turpmakas profesionalas
darbibas iespéjas, ka ari aktivas darba tirgus politikas instrumentus darbaspéka
parkvalificé$anai, secinams, ka Latvija ieklaujas to valstu grupa, kuram rak-
sturiga profesionalo mobilitati veicinosa vide. Vienlaikus ta akcenté individa
lomu parejas procesa, it seviski, ja individa mérka profesija ir augsti kvalificéta,
respektivi, §1 vide prasa individa pasa spéju, veidojot attiecibas ar citiem darba
tirgus agentiem, organizét un vadit savu profesionalas mobilitates gaitu, veicot
nepiecie$amos sava kapitala pielagojumus (pamatota 1. téze). Sis nosacijums
apstiprinas, konfrontéjot politikas planosanas, tiesiska reguléjuma un valsts
atbalsta instrumentu limeni piedavatas iespéjas ar to praktisko pielietojumu
(vai izpildi), kas atklaj pretrunas un ierobeZojumus.

Nozimigaka pretruna atklajas augstskolu studiju pieejamibas konteksta.
Lai gan ir saglabatas iespéjas ieklauties formalaja izglitiba (iestaties augstskola)
ari péc 20 gadu partraukuma kop$ vidéjas izglitibas iegti$anas, iespéja studét
par valsts budzeta lidzekliem ir atkariga no izvélétas studiju jomas. Socialo
zinatnu izvéles gadijuma individam visbiezak bus jasedz studiju izmaksas par
saviem lidzekliem. Savukart ierobezojumi atklajas valsts istenotas aktivas darba
tirgus politikas un nodarbinato pieauguso izglito$anas programmu nosaciju-
mos. Aktivas darba tirgus politikas pasakumu ietvaros parkvalificé$anas ir
iespéjama, ja individs vélas pariet darba vidéji kvalificéta, darba tirga attieciga
bridi pieprasita profesija ar nosacijumu, ka individa sakotnéjas profesijas pie-
prasijums ir zems. Attiecigi, ja individa jaunas profesionalas intereses neatbilst
$iem kritérijiem, vinam savs jaunas profesijas kultaras kapitala apguves process
ir jaorganizé pasam. Savukart izglitibas programmas par publiska finanséjuma
lidzekliem nodarbinatajiem pieaugusajiem ilgaka laika posma bija pieejamas
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tikai vienu reizi. Sie apstakli ir pamats secindjumam, ka publiskas darba tirgus
politikas istenotaju tie$ais atbalsts profesionalajai mobilitatei ir ierobezots.

Blakus tam ari politikas planosanas dokumentu analize rada, ka skaidra
politikas planotaju nostaja, vai profesionala mobilitate nes pozitivu devumu
sabiedribai un tautsaimniecibai, un kadai darba tirgus politikas agentu ricibai
bitu jaizriet no §is nostajas, nav definéta. Tomeér, ta ka pédéjo 10 gadu laika poli-
tikas planosanas dienaskartiba ir centieni nostiprinat tiesiska reguléjuma spéju
ietekmét individa profesionalas darbibas perspektivas, var pienemt, ka lidz $im
laika un finan$u ieguldijumu zina salidzino$i zemas profesionalas mobilitates
procesa izmaksas nakotné var pieaugt. Tomér, pamatojoties uz promocijas darba
pétijuma rezultatiem, autore izsaka pienémumu, ka $ada tiesiska reguléjuma
spéja pieaugs tikai apstaklos, kad nozimiga citu darba tirgus agentu dala to
pielaus (eit visieinteresétakie varétu bt darba devéji). Sobrid darba tirga ka
socialaja lauka notiekosie procesi rada, ka, pastiprinoties strukturalo faktoru
ietekmei uz profesionalas mobilitates gaitu, citi darba tirgus agenti (darba devéji
un izglitibas institacijas) varétu izstradat jaunas ricibu stratégijas, lai saglabatu
lidz$ingjos sociala lauka darbibas noteikumus.

Politikas planotaju centienus ieviest skaidraku profesionalas darbibas iespéju
atkaribu no individa iegiitas formalas izglitibas kavé Latvija novérotais darba-
spéka pieprasijuma un piedavajuma disbalanss, kuru dala nozaru pastiprina ari
profesiju prestiza izmainas. I. Koroleva ar kolégiem, veicot salidzino$u pétijumu
par profesiju prestizu planveida ekonomikas apstaklos un misdienas, atklaja, ka
batiski ir pieaugusi individualo faktoru nozime profesijas izvélé (Koroleva et al.,
2014). Saskana ar U. Beku ta ir misdienu postmodernajai sabiedribai raksturiga
iezime (Beck, 2000). I. Korolevas pétijums rada ari to, ka ir samazinajusies
profesiju pieprasijuma nozime individa profesionalaja izvélé (Koroleva et al.,
2014). Si iemesla dél darba devéji ka agenti, kuru poziciju darba tirgus socialaja
lauka visbutiskak spéj apdraudét individu intereses triakums par vinu darbibas
jomu, jut nepiecie$amibu ietekmét individualo agentu ricibu. Attiecigi pétijuma
identificétas $o agentu ricibu stratégijas, kuras vérstas uz sakotnéjo profesionalo
izvé]u disbalansa kompensésanu, kas izpauzas ari ka pamudinajums darba tirgn
eso$ajiem individiem parskatit savas profesionalas intereses, vai, identificéjot
individus ar nodomu mainit profesiju, atbalstit §is ieceres istenosanu. Vienlaikus,
sekojot P. Burdjé piedavatajai darba tirgus ka sociala lauka darbibas logikai, citi
organizaciju limena agenti, t.sk. citi darba dev&ji, kuru intereses ir saglabat savu
kapitalu vértibu un poziciju, izstrada ricibu stratégijas, kuru uzdevums ir neit-
ralizét profesionalo mobilitati rosinosas un tas procesu atbalstosas ricibas. Seit
atklajas dazadu darba tirgus agentu mijiedarbiba un savstarpgjo attiecibu nozime.

Atskiriba no citam péc tirgus ekonomikas principiem organizétam sabied-
ribam, kur arodbiedribas, darba devéju un profesionalas organizacijas var bat
ietekmigi darba tirgus agenti (sk. DiPrete et al., 1997), Latvijas darba tirgus ka
sociala lauka struktara ietver divas centralas agentu grupas (individus un darba
devéjus), paréjiem agentiem lielaka vai mazaka méra izvietojoties periférija.
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Empiriska pétijuma rezultati rada, ka profesionalo mobilitati Latvija ir veici-
najusas vai kavéjusas ari dazadas formalas un neformalas izglitibas iestades,
darba tirgus politikas istenotaji, profesionali mobilo individu potencialie klienti,
uznémeéju organizacijas, profesionalas organizacijas, ka ari privato konsultaciju
un finansu aizdevumu pakalpojumu sniedzéji. Sie agenti profesionalas mobilita-
tes procesa strukturé$ana iesaistas at$kiriga pakapé un intensitaté, nozimigako
lomu ienemot darba devéjiem un izglitibas iestadém.

Latvijas darba tirgus agentu ricibu stratégiju analize rada, ka ari sociala
lauka limeni notiekosie procesi ir drizak profesionalo mobilitati veicinosi, neka
kavéjosi. Vienlaikus redzams, ka Latvijas darba tirgus organizaciju limena
agentu izvéle, kadu ricibu stratégiju pielietot saskarsmé ar konkrétu profesionali
mobilo individu, ir atkariga no situacijas — abu agentu pozicijas, individa esosa
kapitala vértibas un ta izmainu potenciala novértéjuma (pamatota 2. téze).

Darba tirgus lauka nozimigu poziciju ienemosi agenti parasti izmanto lauka
noteikumus saglabajosas stratégijas, kuram pakarto lauku mainoso stratégiju
lietojumu. Tadéjadi lieli darba devéji, sastopoties ar savu darbinieku, kuriem
piemit vértigs kultaras kapitals, vélésanos mainit profesiju, atbalsta mobilitati
uzpémuma ieksiené, lai saglabatu un audzétu savu kapitala vértibu. Savukart,
sastopoties ar pie organizacijas nepiederosu individu vélésanos ienakt jauna
profesija, darba devéji tiecas novértét individam piemitosa kultaras kapitala
potencialu, respektivi, vai tas vairos vai apdraudés darba devéja kapitala vértibu.
Neskaidru situaciju gadijuma, kad individa potencialais profesionalais sniegums
nav nosakams ar ierastajiem novértésanas instrumentiem (pieméram, ar pro-
fesijai specifisko teorétisko zinasanu vai darba prasmju praktisko parbaudi),
nozimigu lomu iegtist individa iemiesotais kultaras kapitals. Ta izpausmes tiek
izmantotas par individa macities prasmes, intelekta kapacitates un profesiona-
litates mérinstrumentu.

Gadijumos, ja darba devéjs ieprieks ir vadijies péc sociala lauka noteikumus
saglabajoso ricibu principa, vin$ var izskirties uz noteikumu parskatisanu (mai-
nisanu), ja kandidata kapitala vértiba ir pievilciga un novérojamas ta parnesanas
uz jaunu nozari iespé&jas. Ta rezultata darba devéjs atzist, ka formalo izglitibu
spéj aizstat praktiska darba pieredze lidziga joma vai profesija. Attiecigi Seit
atklajas, ka lauka noteikumus mainogas ricibas var rasties tieSas mijiedarbibas
starp ieintereséto organizaciju un profesionali mobilo individu rezultata (pama-
tota 3. téze). Vienlaikus atklajas, ka individa prasme demonstrét sava kultairas
kapitala vértibu paaugstina vina izredzes sekmigi veikt profesionalo pareju.

Organizaciju limena agenti ar salidzino$i vaju poziciju darba tirg parasti
tiecas veicinat profesionalo mobilitati vienlaikus ar sociala lauka noteikumu
izmainu rosinasanu, redzot $§ada riciba iespé&ju uzlabot savu poziciju. Sai
grupai pieder neformalas izglitibas iestades, kuras tie$i piedava profesionalas
parkvalificésanas pakalpojumu. To riciba ipasi skaidri novérojama individa
ieprieks uzkrata kapitala novértéjuma komponente. Attiecigi prieksroka atbalsta
snieg$ana tiek dota tiem individiem, kuriem piemit augsts kultaras kapitals.
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Saskaroties ar $adam darba tirgus noteikumu izmainam, citi agenti, jatot
savas pozicijas apdraudéjumu, var pielietot dazadas kavéjosas ricibu stratégijas.
Visbiezak to vida ir darba devéju centieni noturét savus darbiniekus un kavét
jaunienacéju ieklusanas iespéjas uznémuma, uzturot spéka vai stiprinot lidzsi-
néjos sociala lauka darbibas noteikumus.

Kopuma Latvijas darba tirgus agentu mijiedarbibas analize rada, ka blakus
teorétiskaja literatiira aprakstitajai darba devéju “vartsargu” lomai (sk. Weeden
& Grusky, 2005), respektivi spéjai radit apstaklus, kad profesija var ienakt indi-
vidi bez atbilstosas formalas izglitibas, §adu poziciju tiecas iegut ari neformalas
izglitibas iestades. Var uzskatit, ka Latvijas darba tirg darbojas atseviski orga-
nizaciju limena agenti (darba devéji un izglitotaji), kuri ir proaktivi profesionalas
mobilitates veicinataji.

Individa kapitala parvaldibas stratégijas un profesionalas mobilitates
pieredzes konceptualizacija. Empiriskais pétijums rada, ka profesionalas
mobilitates procesa vadisanai un zinasanu plaisas (darba veiksanai nepieciesama
kultaras kapitala at$kiribu) parvarésanai, veicot pareju no vienas profesijas
uz citu, individi izstrada ka visparéjas, ta katram kapitala veidam specifiskas
ricibu stratégijas. Attiecigi secinams, ka individa kapitala parvaldibas stratégiju
repertuars ir visaptveross — tas attiecas uz visiem P. Burdjé definétajiem kapitala
veidiem, ka ari atseviska to grupa ir orientéta uz visparéju profesionalas mobi-
litates procesa parvaldibu (pamatota 4. téze).

Kapitala specifiskas stratégijas apvieno divas atkirigas ricibu grupas. Viena
gadijuma individs, izveidojot un aktivizéjot sev unikalu esosa kultiiras, sociala
vai ekonomiska kapitala kombinaciju, saisina laiku, kas nepiecie$ams jaunas
(meérka) profesijas kapitala uzkrasanai, vai risina problémas, kuras radusas si
kapitala uzkrasanas gaita. Otra gadijuma individa ricibas ir tiesi vérstas uz savu
kapitalu vértibas paaugstinasanu, apgiistot jaunas zinasanas, uzvedibas kodus,
vértibas, izveidojot jaunas socialas saites vai nodrosinot finansu resursus u.tml.
Redzams, ka vairums kapitala parvaldibas stratégiju ir pakartotas individa
vajadzibai parnest un pielagot eso$o un iegiit jaunu kulttiras kapitalu. Turklat
nozimi iegist ka individa iepriek$ uzkrata institucionalizéta, ta vinam piemitosa
iemiesota kultaras kapitala pielietojums, lai uzkratu trakstoso kultaras kapitalu
un pielagotos jaunas profesijas normam un vértibam. Lai gan $is uzdevums
atbalsta ari iepriekséjai profesijai raksturiga kapitala parnesanu, kas lauj indi-
vidam iegiit “konkurences prieksrocibas” (Koikkalainen, 2013), galvenais vina
ricibu mérkis ir iegat tadu jauna kulttras kapitala apmeéru, kas lauj ienakt un
nostiprinaties jaunaja profesija.

Analizéjot profesionalas mobilitates mikro limena procesus, promocijas
darba autore verificéja S. Koikalainenas mobilitates ieguvumu un zaudéjumu
teorétisko modeli. Autore secina, ka $is analitiskais instruments ir piemérots
profesionalas mobilitates ilgtermina rezultatu raksturojumam. Balstoties
individu pieredzes izpété, autore parskatija S. Koikalainenas piedavajumu
iedalit mobilitates rezultatu tris grupas atkariba no kapitala zaudéjumiem
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vai ieguvumiem. Promocijas darba empiriskais pétijums lauj noskirt piecus
mobilitates rezultata tipus. Attiecigi S. Koikalainenas definéto ieguvéju grupu
promocijas darba autore piedava sadalit, noskirot potencialo ieguvéju grupu,
kuras kapitalu pieaugums ir sagaidams, bet vél nav pilniba pieradijies pétijuma
laika. Sis nokirums vélreiz akcenté mobilitates pieredzes novértéjuma bitisko
laika dimensiju. Ar1S. Koikalainenas pétijjuma retak novéroto ambivalentas pie-
redzes grupu promocijas darba autore piedava sadalit, noskirot vairak un mazak
ambivalentu pieredzi. To nosaka pakape, kada novérojams viena kapitala veida
vértibas zaudéjums, bet cita kapitala vértibas pieaugums. Izteikti ambivalentas
pieredzes gadijuma autore novérojusi skaidru vairaku kapitala veidu (visbiezak —
kulttiras un ekonomiska) zaudéjumu, profesionali mobilajam individam redzot
ieguvumus personiskaja limeni - emocionala apmierinajuma ar darba saturu
vai apstakliem (pamatota 5. téze). Pretstatot $o rezultatu promocijas darba lie-
totajai teorétiskajai perspektivai, autore secina, ka personiska limena ieguvumi
atrodas arpus P. Burdjé kapitala veidu teorijas perspektivas un S. Koikalainenas
ieguvumu un zaudéjumu modela ietvara.

Rezumeéjot pieredzi P. Burdjé kapitala veidu un sociala lauka teorijas pielie-
to$ana, autore secina, ka §i pieeja rosina profesionalas mobilitates izpété ieklaut
kapitala ieguvumu perspektivu un atklat agentu ricibas savstarpéji atkarigas
attiecibas. Vienlaikus $ads teorétiskais ietvars nelauj aprakstit tadus mobilitates
ieguvumu aspektus, kam nav saiknes ar individa poziciju socialaja struktara.

Analizéjot Latvijas darba tirgi notieko$os procesus, autore secina, ka tie
sniedz ierosmi diviem pétljumu virzieniem. Pirmkart, nemot véra apstakli, ka
profesionalo mobilitati vismaz daléji rosina Latvijas darbaspéka pieprasijuma
un piedavajuma neatbilstiba, kura izriet no jaunie$u agrinajam, no darba tirgus
situacijas ats$kirigajam profesionalajam izvélém, lielaku véribu ieteicams pievérst
karjeras konsultaciju, kuras tiek sniegtas sakotnéjas izglitibas limeni, efektivita-
tei. Otrkart, ievérojot organizaciju limena darba tirgus agentu centienus noveértét
individa eso$o kultaras kapitalu, lai lemtu par vina profesionalas mobilitates
nodoma atbalsti$anu vai kavésanu, ieteicami batu eksperimenta forma organi-
z&ti pétijumi, lai noteiktu, kadas ieprieks uzkrata kapitala un parkvalificésanas
pieredzes (formalas vai neformalas izglitibas ietvaros) kombinacijas veicina
individa iek]a$anu mérka profesijas darba tirgt.
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ABSTRACT

The thesis analyses the interactions and action strategies of individual agents
and organisations in the labour market focused on encouraging occupational
mobility or responding to mobility induced by other agents. This phenome-
non is analysed from the perspective of Bourdieu’s theory of capital and field,
which allows micro- and macro-level processes to be analysed in their entirety.
The analysis of secondary data and the legal acts regulating occupational activity
and the individual’s opportunities of re-entering the educational system shows
that there are no significant structural barriers to occupational mobility in
Latvia. The original empirical material of the thesis consists of working-life
biographical interviews with occupationally mobile individuals and semi-struc-
tured interviews with other Latvian labour market agents. The analysis of
qualitative data suggests that labour market agents’ actions are divisible into
groups of strategies that either facilitate or hinder occupational mobility, with
a further separation within each group between actions that either maintain or
change the rules of the field. The field rule-changing and mobility-enhancing
strategies directly result from the interactions between organisation-level agents,
on the one hand, and new entrants to the occupation, on the other.

The analysis of the individual capital management strategies suggests that
they can be divided into general ones, which guide the occupational mobility
process, and those specific to each form of Bourdieu’s capitals. Among these,
the general and cultural capital-specific strategies are the most crucial in a suc-
cessful occupational transition, since the loss of cultural capital is the most
important risk that needs to be managed during this transition phase. The anal-
ysis of individuals” experiences shows that mobility can be viewed in terms of
gains and losses, in which, alongside experiences aligned with one or the other
end of this spectrum, the most frequently observed ones are those character-
ised by a simultaneous depreciation of one type of capital and an increased
appreciation of another. The empirical study also shows that gains of personal
nature, such as higher job satisfaction, lie outside the analytical scope proposed
by Bourdieu’s theory.

Keywords: occupational mobility, Bourdieu, field theory, labour market
agents’ interactions, capital theory, new entrants
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INTRODUCTION

Relevance of the topic and research novelty

Literature studies indicate that the amount of workforce who have
changed their occupation has increased in recent decades (Jarvis & Song, 2017;
Kambourov & Manovskii, 2009). This suggests that the well-known working
life course, also referred to as “traditional” in the literature — characterised by
stable employment in one job and, in the case of skilled occupations, upward
linear progression - is being replaced by more diverse working life (or career)
patterns (Ahn et al., 2017; Carless & Arnup, 2011; Kalleberg & Mouw, 2018). This
is supported by numerous contemporary social processes.

Firstly, economic cycles, both growth and decline, change demand for
different occupations, resulting in changes in the structure of occupations and,
alongside changes in labour force participation, facilitation of occupational
mobility — the movement (or transition) of labour between different occupations
(DiPrete & Nonnemaker, 1997; Pohlig, 2021). In the case of Latvia, the different
rates of development of economic sectors in the growth cycle are also an impor-
tant additional factor (Kasalis et al., 2013).

Secondly, technological developments, including automation, are also
changing occupational demand (Beck, 2000; Murphy, 2014). This results in
a polarisation of work, with social scientists observing the disappearance of
middle-skilled occupations, with an increase in high- and low-skilled (and low-
paid) jobs (Pohlig, 2021).

Thirdly, intense (burnout-inducing) working conditions (Blau, 2007) and
uncertain long-term job (career) prospects may encourage workers to decide to
leave their current occupation for another sector of the economy (Ruiz Castro
et al., 2020). This decision is not directly related to differing labour demand
across sectors, but, rather, the likelihood of so doing is determined by individu-
als’ vision of their ability to adapt to available alternatives (see Sacchi et al., 2016).

Fourthly, individualisation — which reduces individual engagement to
the social group (Beck, 1992) and includes an increase in the importance of
individual motives in work and occupational choices (interests, calls, values)
in society (see Koroleva et al., 2014) - also creates favourable conditions for
the view that the initial choice of occupation is not final and irreversible
(Carless & Arnup, 2011). As a result, the individual can change their occupation,
either following a calling in later working years (Ahn et al., 2017), or more
clearly identified vocational interests or even new individual values (Dlouhy &
Biemann, 2018).

Despite the generally increasing trend to changing occupation, the effects
of these factors on the labour market and the level of occupational mobility in
the modern western world differ. Besides the different sensitivity of national
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economies to external factors (for example, economic cycles), the ability of
individuals to move between different occupations is also determined by each
country’s education/training and labour market institutions, which are shaped
by interaction among different agents, such as government, employers’ organi-
sations, or educational/training institutions (see DiPrete et al., 1997).

Studies show (see Bukodi & Robert, 2007; Pohlig, 2021) that the Latvian
labour market is characterised by a relatively high rate of occupational mobil-
ity. One of the most important factors contributing to mobility is a sustained
disbalance between labour supply and demand (see Ekonomikas ministrija,
2020). As a result, some graduates from the outset enter occupations unrelated
to their education (Ekonomikas ministrija, 2020). Meanwhile, Latvian employers
predict that, as knowledge ageing accelerates, individuals may have to change
jobs several times during their working lives (Sveicars, 05.12.2019.). Thus,
an environment favourable to occupational mobility is, in substance, not only
the need of separate individuals, but also of Latvian society as a whole.

However, social scientists conclude that there is still a lack of comprehensive
studies describing the interaction between the agents involved in this process
and its impact on the outcome of the process (Kalleberg & Mouw, 2018). An
assessment of the studies to date (see DiPrete et al., 1997; Jarvis & Song, 2017;
Kambourov & Manovskii, 2009; Kasalis et al., 2013; Murphy, 2014; Pohlig,
2021; Sumilo et al., 2007) shows that social scientists have tended to focus
on the quantitative characteristics of occupational mobility in the absence of
analysis of the process involved. It is also evident that previous studies focus on
one of the poles of analysis — macro-level indicators if the analysis focuses on
the extent of occupational mobility, or micro-level if the focus is on associations
between individual characteristics and the mobility phenomenon.

Considering the thematic coverage of existing occupational mobility studies,
it can be concluded that this thesis has both thematic and conceptual novelty
in Latvian social sciences. The thematic novelty takes the form of a detailed
study of the process of occupational mobility, describing the agents involved
and their interaction in encouraging or precluding transition, as well as indi-
vidual capital management strategies. Latvian databases of scientific and applied
publications contain only a few studies dealing with thematically related or
complementary issues. They measure the amount of occupational mobility in
the Latvian economy (Kasalis et al., 2013; Sumilo et al., 2007), reveal certain
aspects of the motivation for occupational mobility (Poseva, 2010) and analyse
the effectiveness of adult education policy in Latvia (Muhina, 2018). While
acknowledging that occupational mobility allows individuals to maintain a high
level of employment in the changing conditions of the labour market (Kasalis
et al,, 2013), Latvian researchers have so far not sought answers to the question
how individuals achieve occupational transitions and how other labour market
agents involved facilitate or hinder that process. This thesis and its empirical
research contribute to the study of these issues.
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The conceptual novelty of the thesis takes the form of linking processes
at different levels of analysis — macro (societal), meso (employers and other
organisations) and micro (individual) - in response to the fact that, so far,
occupational mobility research has focused on one of them, in sociology - on
the macro level - and in management science — on the micro level. The simul-
taneous use of the theories of sociologists Ulrich Beck and Pierre Bourdieu to
develop a conceptual model for research is a relatively rare approach in labour
market research. In the context of occupational mobility research, however, it
is useful because it allows a combination of Beck’s knowledge of the structural
processes of the contemporary labour market, which require flexible adaptation
of the workforce - including acquisition of new knowledge and skills specific to
other sectors — with an analysis of the relationships (interactions) between indi-
vidual and organisational level agents, guided by Bourdieu’s theory. The author
views occupational mobility as a process taking place in the (social) field of
the labour market. Use of the concept of the field, as proposed by Bourdieu’s
theory, also strengthens the conceptual novelty of the thesis.

Considering that western scholars tend to view occupational mobility from
the perspective of losses (see Carless & Arnup, 2011; Dlouhy & Biemann, 2018;
Kambourov & Manovskii, 2009), the thesis contributes to a review of that view.
This entails a shift towards analysis of gains and losses as equal and present
dimensions of occupational mobility. The methodological approach chosen to
identify occupational mobility based on the distinction between educational
thematic areas or fields (technical skills) contributes to that objective. This is
a new approach, as the previous approach was mostly based on differences in
occupational classification codes (see Jarvis and Song, 2017; Kasalis et al., 2013;
Pohlig, 2021; Sacchi et al., 2016; Sumilo et al., 2007). The author of this thesis
thus proposes a qualitatively new approach based on the education required to
perform the initial and new occupation.

Research objective and tasks of the thesis

The objective of the thesis is to analyse the interactions and the diversity
of action strategies of individual-level and organisational-level labour market
agents, both in initiating occupational mobility and responding to occupational
mobility induced by other agents.

Occupational mobility is the process by which an individual transitions
from working in one (initial) occupation to a new (target) occupation (see
DiPrete et al., 1997; Dlouhy & Biemann, 2018; Kambourov & Manovskii, 2009;
Murphy, 2014; Sacchi et al., 2016), resulting in changes in job content and in
the (technical) skills required to perform it (see Brunello & Wruuck, 2019).
The set of technical skills specific to each occupation is implicitly character-
ised by its corresponding thematic area of education (see Ministru kabinets,
2017). It should be noted that the definition of occupational mobility used in
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economics and management sciences is broader: it includes changes in job status
while maintaining occupational affiliation (see Kasalis et al., 2013). However,
the author holds to the sociological tradition and, in the light of the research
problem described above - loss of productivity and competitiveness during
occupational transitions — uses a definition that highlights the knowledge gap
that exists between the initial and target occupations.

In order to achieve the objective of the thesis, the following tasks have to
be implemented:

1. to describe how contemporary sociology conceptualises occupational mobil-
ity; to develop a proposal for a change in the perspective of analysis of this
phenomenon by examining the experience of related study fields; to test
the capability of the proposed theoretical model to describe the nature and
outcome of occupational mobility, based on the empirical material collected
within the thesis;

2. to investigate how occupational mobility can be described within the frame-
work of Bourdieu’s theory of capital and field, analysing the extent to which
it allows different aspects of this process to be described;

3. to provide a contextual description of occupational mobility based on
previous research; to identify what individual-focused internal and exter-
nal structural factors contribute to significant occupational transitions in
Latvia;

4. analyse how the structure of the Latvian labour market field and the inter-
action among its agents encourage or hinder occupational mobility;

5. to investigate what action strategies individuals use to ensure the success
of their occupational mobility intentions.

The research object of this thesis is occupational mobility within the Latvian
internal occupational labour market, in which various labour market agents act
directly or indirectly to facilitate or hinder the process. The subject of the thesis
consists in the action strategies of labour market agents and their mutual inter-
action during the process of occupational mobility.

Assumptions maintained

In developing the thesis, the following arguments are maintained:

1. Latvia has a structure that promotes occupational mobility while emphasis-
ing the role of the individual, with limited support from public labour mar-
ket policy makers for individuals wishing to retrain. As a result, the ability
of individuals to use their pre-existing cultural, social and economic capital
to facilitate their occupational mobility through interaction with other
labour market agents becomes important.

2. Latvian labour market agents facilitate or hinder occupational mobility
depending on their current and foreseeable position in the particular field
of the labour market, as well as on their assessment of the capital inherent
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in the individual agent. Accordingly, labour market agents’ actions are
situational and change over time.

3. Action strategies that promote mobility and simultaneously change the rules
of the field arise in the direct interaction of organisational-level agents with
individuals who are in occupational transition and who display a high
degree of pre-existing cultural capital.

4. Managing the process of occupational mobility and bridging the knowledge
gap between the initial and the new (target) occupation requires individuals
to develop a wide range of action strategies.

5. When analysing the process of occupational mobility at micro level,
the theoretical model has to include as equivalents both the dimension of
capital loss and the dimension of capital gain, whose interrelation allows
development of the typology of the outcome of occupational mobility as
capital gain, capital loss or as an ambivalent experience characterised by
both gain of one type of capital and loss of another.

Length and structure of the thesis

The length of the thesis without appendixes is 264 pages. The work consists
of seven chapters, including 11 figures and 11 tables. The aim of the first chapter
is to provide an insight into the sociology of occupational and occupational
mobility research, by defining key concepts and processes, and by describing
the field’s most recent discussions.

The second and third sections describe the theoretical perspective of
the work. Accordingly, the second chapter examines the contextual factors of
occupational mobility, drawing on Beck’s risk society (Beck, 1992) and the per-
spective of the political economy of insecurity (Beck, 2000). The third chapter
examines Bourdieu’s capital theory (Bourdieu, 1986) and field theory (Bourdieu,
[1984]1996; Bourdieu & Wacquant, 1992; Burdjé, 2004), demonstrating their
application in thematically similar labour market studies and adapting them
to the study of occupational mobility.

The fourth chapter deals with the characteristics of the Latvian labour market
as a field, based on analysis of the results of previous studies and the legal frame-
work. The material included in the chapter allows a description of the individu-
al’s internal and external structural factors that facilitate occupational mobility
in Latvia. Analysis of the legal framework allows assessment of whether Latvian
labour market structures belong to countries that facilitate or hinder mobility.

The fifth chapter describes the methodology of the study by presenting
the author’s considerations, defining the target groups of the study, selecting
the data collection and analysis methods relevant to the objective and tasks of
the thesis and the theoretical perspective applied.

The sixth chapter analyses the Latvian labour market within the framework
of Bourdieu’s field theory, describing the interaction among agents belonging
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to it, revealing the strategies used by various agents to influence the course of
occupational mobility according to their interests.

The seventh chapter describes the actions of occupationally mobile individu-
als — strategies for managing cultural, social, and economic capital - which aim
to preserve, transform or acquire new forms of these types of capital, thereby
mitigating potential losses and enhancing gains arising from occupational
mobility. Within the chapter, the author proposes a typology of the individual’s
experiences of occupational mobility.

The final chapter - conclusions - summarises the findings of the thesis and
offers a justification of the assumptions to be maintained based on analysis of
theoretical and empirical material. The thesis has five appendixes, which include
an overview of participants in interviews and samples of the instruments used
for data collection.

Approbation of results of the thesis

The results of the thesis have been verified at nine international scientific
conferences and by four scientific articles in peer-reviewed journals or confer-
ence proceedings.

The results are verified at the following academic conferences

1. Zabko, O. (2023). The analysis of support mechanisms for occupational
mobility in the Latvian adult education system. 24™ International Scientific
Conference “ECONOMIC SCIENCE FOR RURAL DEVELOPMENT?,
10-12 May, 2023, Jelgava, Latvia.

2. Zabko, O. (2022). Darbaspéka piesaistes stratégijas ta trikumu izjitoiajas
nozarés Latvija. Latvijas Universitates 80. starptautiska zinatniska konfer-
ence, sociologijas sekcija, 2022. gada 4. marts (tie$saiste), Riga, Latvija.

3. Zabko, O. (2021). Addressing Precarity During Occupational Mobility:
Dimensions of Uncertainty and Coping Strategies. 15" Conference of
the European Sociological Association, “Sociological Knowledges for
Alternative Futures”, 31 August - 3 September, 2021 (online), Barcelona, Spain.

4. Zabko, O. (2021). Career adaptability of workforce under COVID-19 situ-
ation: the case of Latvia. Conference Work 2021 I “Work beyond crisis”,
18-19 August, 2021 (online), Turku, Finland.

5. Zabko, O. (2021). Typologies of occupational mobility: diversity of classifica-
tions and a model proposal based on the Latvian case. Midterm Conference
of ESA RN36 “In search of new dimensions of social transformations”,
26-27 March, 2021 (online), Prague, Czech Republic.

6. Zabko, O. Filling the knowledge gap caused by occupational mobility on IT:
gender-specific strategies. Riga Stradin$ University, the 274 International
Interdisciplinary Conference PLACES, 25 March, 2021 (online), Riga,
Latvia.

48



Zabko, O., & Tisenkopfs, T. (2021). Lauksaimniecibas jauniendcéju zinasanu
vajadzibas: konsultantu un tiklu loma. Latvijas Universitates 79. starptau-
tiska zinatniska konference, sekcija “Sociologija Latvija: jaunakie pétijjumi”,
2021. gada 26. februaris (tie$saiste), Riga, Latvija.

Zabko, O. (2020). Reviewing the researcher’s “borders™ a biographical inter-
view-driven need to expand a researcher’s “presence” in a participant story.
ESA RNO3 - Biographical Perspectives on European Societies. Mid-term
online event: “Biographical work in a time of social distancing: interview(s),
analysis, interpretation,” 25-26 September, 2020 (online, webinar 4).
Zabko, O. (2020). Individa agentiras loma karjeras parejas sekmiga norise.
Latvijas Universitates 78. starptautiska zinatniska konference, sociologijas
sekcija “Sociologija — jaunakie pétijumi Latvija”, 2020. gada 28. februaris,
Riga, Latvija.

The results have been validated by the following
articles in peer-reviewed journals

1.

Zabko, O. (2023, forthcoming). The analysis of support mechanisms for
occupational mobility in the Latvian adult education system. Proceedings
of the 2023 International Conference “ECONOMIC SCIENCE FOR RURAL
DEVELOPMENT”.

Zabko, O. (2022). Giving (positive) meaning to downward and horizontal
occupational mobility to maintain individual well-being. Intersections.
EEJSP, 8(2), 120-137. https://doi.org/10.17356/ieejsp.v8i2.834.

Zabko, O., & Tisenkopfs, T. (2022). New Entrants Need Tailored Farm
Advice. EuroChoices 21(1), 63-69. https://doi.org/10.1111/1746-692X.12349.
Zabko, O. (2021/2022). Izdeg$ana un garigas veselibas problémas ka profesi-
jas mainas iemesls: buitiskie apsvérumi jaunas profesijas izvélée. Akadémiska
Dzive, 57, 97-104. https://doi.org/10.22364/adz.57.10.
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1. THEORETICAL PERSPECTIVE

1.1. General description of the theoretical model

The thesis is based on three theoretical perspectives, two of which are
interlinked and complementary. At the macro level, the theoretical basis is
composed of German sociologist Ulrich Beck’s risk society theory (Beck, 1992,
2000), while French sociologist Pierre Bourdieu’s interdependent theories of field
and types of capital are used to link macro, meso and micro levels of analysis.
The overall logic of the theoretical frame of the thesis is shown in Figure 1.1.
The intellectual contributions of Bourdieu concern all levels of analysis, which
could have been used as the only analytical instrument of the thesis. However,
the author has not looked at social processes in a longer-term perspective, which
would make it possible to highlight and emphasize the differences that emerge
in contemporary society. This gap is addressed by Beck’s risk society theory,
which describes the structural contextual processes within which an encour-
aging environment for occupational mobility emerges. Bourdieu’s field theory,
on the other hand, is relevant in looking at occupational mobility as a labour
market field process. In addition, the theory of capital allows us to describe
individuals who, in the process, mobilise their cultural, social, and economic
capital in order to make the transition and consolidate their newly acquired
position. The theoretical background to the thesis also draws on the work of
other scholars to demonstrate the application of Beck and Bourdieu’s theo-
ries to the study of labour market processes and the further development of
their ideas.

Macro level

Bourdieu’s analytical tools

Field theory
Meso level

Capital theory

Micro level

Figure 1.1. Levels of analysis and theoretical perspective used in the thesis
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Beck’s contribution to this thesis is significant because his work has focused
on modernisation theory, labour transformation and analysis of social inequality,
proposing the concepts of the risk society (Beck, 1992) and the political economy
of insecurity (Beck, 2000). The latter is characterised by five features, two of
which explain the conditions that can foster occupational mobility. One of these
features is the disappearance of the phenomenon of life-long work (Beck, 2000),
which results both from the growing role of technology and its ability to replace
human labour and from another feature of the political economy of insecurity:
the increasing flexibility of the labour market. The latter is characterised by
a reduction in the standardisation of work and an increase in the prevalence
of diverse forms of employment (Beck, 1992, 2000). A key postulate of Beck is
the accelerating obsolescence of occupational knowledge, skills, and compe-
tences, with the result that individuals can no longer count on their jobs being
in demand throughout the whole of their working lives (Beck, 2000).

As Figure 1.1 shows, a central role in the theoretical model of the thesis
is occupied by Bourdieu’s theory of capital (Bourdieu, 1986) and field theory
(Bourdieu, [1984]1996; Bourdieu & Wacquant, 1992; Burdjé, 2004), which
are recognised analytical tools in the study of employment, including labour
mobility.

1.2. Occupational mobility in the light of
Bourdieu’s theory of capital

When analysing reproduction of the social structure of society, Bourdieu
defines capital as the accumulated result of previously invested labour and effort,
in both tangible and intangible forms. Based on this understanding, Bourdieu
distinguishes between three types of capital: cultural, social, and economic
capital (Bourdieu, 1986). When individuals or certain social groups recognise
and acknowledge the value of these forms of capital, they constitute symbolic
capital (Bourdieu, 1989; Burdjé, 2004).

According to Bourdieu, cultural capital exists in three forms, two of which
are relevant to the analysis of occupational activity: institutionalised and
embodied cultural capital (Bourdieu, 1986). Institutionalised cultural capital is
the objectified form of cultural capital which, through diplomas issued by formal
educational institutions, is evidence of an individual’s education and training,
that is, occupational socialisation involving the acquisition of norms, beliefs,
values, knowledge, and skills specific to the occupation (see Weeden & Grusky,
2005). Institutionalised cultural capital is acquired by the individual through
a socially recognised education system. After graduation, accumulation of
cultural capital continues in the course of occupational activity (Koikkalainen,
2013), as evidenced by a list of workplaces and evidence of further education.
Embodied cultural capital, on the other hand, consists of the cultural codes -
behaviour patterns, tastes, and habits (Bourdieu, 1986) - that an individual
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has acquired, specific to their social group, including skills in understanding
social processes, adaptation, and organisation (Lareau & Weininger, 2003).
The amount of time an individual can devote to acquiring knowledge and skills
plays an important role in the accumulation of cultural capital, thus reinforcing
the interdependent relationship between cultural and economic capital (see
Bourdieu, 1986).

Social capital is “the aggregate of actual or potential resources” (Bourdieu,
1986, p. 248) of individuals resulting from their ongoing participation in
networks of “more or less institutionalised relationships” (Bourdieu, 1986,
p. 248), which in turn provide their members with the support of collectively
accumulated and managed capital (Bourdieu, 1986). This capital is built up by
family members over several generations, and extended by individuals during
their lifetime through social relationships in educational institutions and various
peer groups. The process of learning an occupation facilitates an individual’s
interaction with like-minded colleagues (Weeden & Grusky, 2005), thus helping
to strengthen membership in that occupational group, which further provides
access to the experiences and resources of other colleagues (Bakker et al., 2022;
McGuire & Bielby, 2016).

Economic capital, on the other hand, is “directly convertible into money”
(Bourdieu, 1986, p. 243), although it also exists in institutionalised forms, such
as legally established property rights (Bourdieu, 1986). Moreover, all forms of
capital are convertible into other forms of capital under certain conditions.
Economic capital can be transformed into another form of capital, either
through direct acquisition of goods or services, or through investment of
these resources in acquiring education, that is, in the accumulation of cultural
capital. Similarly, cultural and social capital are also convertible into economic
capital under certain conditions. The most obvious example of such conversion
is obtaining a better paid occupation or higher cultural capital, which thus
guarantees future accumulation of economic capital (Bourdieu, 1986).

Within the framework of capital theory, occupational mobility is to a cer-
tain extent seen as a loss of cultural and social capital, as previously acquired
skills, knowledge and professional networks are to some extent not applicable in
the new occupation (Carless & Arnup, 2011; Dlouhy & Biemann, 2018). Although
this is considered the dominant approach (see also Kambourov & Manovskii,
2009), several recent studies suggest a rethinking of the loss perspective by add-
ing an element of conditionality (see Ahn et al., 2017; Friedman, 2014; Kalleberg
& Mouw, 2018; Longhi & Taylor, 2013).

Based on migration research, Finnish scholar Saara Koikkalainen proposes
a theoretical model of capital gains and losses to analyse labour migration
(Koikkalainen, 2013, p. 48). This model recognises that migration changes
the value of an individual’s economic, cultural, and social capital, but the nature
of the change is determined by the specific social context and can therefore bring
both gains and losses. Adapting this model to the situation of occupational
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mobility (see Figure 1.2), it results in a loss of value of the knowledge and skills
associated with the individual’s initial (original) occupation, as well as a loss
of professional networks and the support they provide, with a reduction in
income, but the expected gain is acquisition of new knowledge and creation
of new professional networks that could lead to a better income in the future.

Potential gains:
access to alternative

financial resources and
new/better sources of
income from long-term
professional activity

Potential losses:
reduced income and access
to financial resources from

occupational activity
(overall and initial)

Economic capital

Symbolic capital

Social capital Cultural capital
. Potential losses: Potential gains:
Potential losses: . . - L
. Potential gains: decreasing value of acquiring new,
loss of initial - . o
. new professional knowledge, skills and |[additional knowledge,
professional networks . . .
and their support networks, expanded experience skills and experience
bp social networks accumulated in the needed in the new/
initial occupation target occupation

Figure 1.2. Cultural, social, and economic capital transformation components in
the case of occupational mobility (Koikkalainen, 2013, p. 48; adapted by the author
to occupational mobility analysis)

When developing ideas from this model, it can be concluded that when
occupational mobility takes place within occupations of similar skills and
specificity, there is a high probability of losing only one type of cultural capital.
If the new/ target occupational field recognises similar expressions of profes-
sionalism (see Ashley & Empson, 2017), embodied cultural capital is preserved
and the individual loses only institutionalised cultural capital. If the new field
recognises the institutionalised capital of the initial occupation (for instance,
accepts formal education acquired), then the individual may only need to adapt
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embodied cultural capital (see Koikkalainen, 2013). Furthermore, the cultural
capital of the initial occupation can be used to an individual’s advantage if these
skills may be useful but are rare in the new field (Koikkalainen, 2013; Tzeng,
2010). The ability to highlight one’s advantages depends on an individual’s com-
munication skills as part of embodied cultural capital (see Lareau & Weininger,
2003), thereby revealing the interaction between embodied and institutionalised
cultural capital in the course of occupational mobility.

A similar relationship is observed with regard to the degree of loss of
social capital. First, mobility contributes to a greater extent to the loss of social
capital generated by professional networks, while the informal network is able
to be maintained. Secondly, the ability of individuals to mobilise social capital
resources to promote occupational mobility also varies. Individuals are able to
activate social capital and make better progress in the target occupation if their
strong ties (partner, relatives, friends) support this process by participating in
generation of ideas, examining different alternatives and providing emotional
and practical support or advice (see Motulsky, 2010).

Compared to the initial process of cultural and social capital accumulation,
the availability of time resources for accumulating new capital in adult life
is becoming even more relevant as the diversity of social roles has increased
during this phase of life (see Macmillan, 2005). Accordingly, if an individual
can transfer skills and knowledge acquired in the initial occupation or rely on
an established social network, the time needed to acquire new capital will be
reduced. Moreover, studies have shown that individuals who are able to maintain
their cultural and social capital by transferring it from one occupational area
to another make greater progress in the new occupation (Cooper et al., 2018).

By empirically testing the capital gain-loss model, Koikkalainen divided
the experience of working migrants into three groups. According to them,
the transition brought clear gains first, or secondly a career downturn, or, thirdly,
ambivalent experience with difficulty in assessing the impact of the transition on
the individual’s working life (Koikkalainen, 2013). By adding most of the par-
ticipants in her study to the group of beneficiaries, Koikkalainen shows that
gains are mainly measured in terms of increased cultural capital from learning
new sKkills, as well as interesting and more diverse job offers. These may or may
not provide a clear increase in economic capital. The group experiencing career
decline includes those who lost their position when faced with strong compe-
tition in the labour market. In these cases, the environment has given great
importance to embodied cultural capital, whereas social capital has been a much
more important resource for job search. In contrast, the ambivalent experience
group was small, limiting its scope for further exploration (Koikkalainen, 2013).

Studies on other forms of mobility provide insights into the reasons for
ambivalent assessments. For example, the British sociologist Sam Friedman,
analysing the effects of upward social mobility, concluded that the benefits can
only be seen from an employment perspective, as upward social mobility brings
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skills upgrading and corresponding economic benefits. In other spheres of life,
the mobility experience may lead to more temporary or more lasting social and
psychological discomfort, resulting from the difficulty of adapting embodied cul-
tural capital as well as loss of meaningful informal social ties (Friedman, 2014).

To summarise, analysis of occupational mobility in the context of Bourdieu’s
theory of capital allows development of an understanding of this process by
looking at the transformation of various forms of capital. This approach allows
the transformation of each form of capital (cultural, social, and economic) to be
considered both separately and in the process of their interaction.

1.3. Applying Bourdieu’s field theory to
analysis of occupational mobility

Interlinked with his theory of capital is Bourdieu’s field theory (Bourdieu,
[1984]1996; Bourdieu & Wacquant, 1992; Burdjé, 2004). Individuals use cultural,
social and economic capital to maintain or improve their position in a particu-
lar field (Erel & Ryan, 2019). In the contemporary world, an important field
in which individuals participate to ensure their own well-being is the labour
market (Beck, 1992).

Field theory describes social space as overlapping fields located at various
levels (Bourdieu, [1984]1996). These fields constitute a structured space of
social activity with its own formal and informal norms or rules of action and
sense of shared meaning. Fields are constituted and sustained by the relations
of agents, that is, are reproduced through repeated interactions among them.
Fields define the position occupied by agents (institutions, organisations, and
individuals) through “the actual and potential position [of its members, consid-
ering] the structure of the distribution of species of power (or capital) [...] [and]
their objective relation to other positions (domination, subordination, homology,
etc.)” (Bourdieu & Wacquant, 1992, p. 97).

According to Bourdieu, the rules or logic of a field are acquired in the pro-
cess of socialisation, while the agents involved ensure the maintenance and
existence of the field by reproducing these practices (Burdjé, 2004). However,
the rules of the field may change as a result of the agents’ actions. This is pri-
marily the result of changes in capital values sought by the agents involved.
Meanwhile, agents’ actions also aim at discrediting their opponents’ capital,
for example, by reducing the amount of their economic capital or by rendering
worthless the arguments that their opponents use to maintain and improve
their position (Bourdieu & Wacquant, 1992). This implies that the agent’s
action in the field is not only reactive, but also anticipatory and proactive
(Burdje, 2004).

The two most important groups of agents shaping and operating in
the labour market field are individual agents, namely, employees who have
obtained an occupation and thus possess certain cultural, social, and economic
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capital, and employers (organisations), which offer opportunities for members of
certain occupations to earn a return on the use of their capital while building
their own cultural, social and economic capital through the employees they hire.
Other labour market agents with variable power and influence are the various
organisations in which agents come together to defend their interests and gain
advantages (for example, employers’ organisations, trade unions, professional
organisations), as well as organisations which have some influence on the pro-
cesses taking place in the field (for instance, public policy institutions helping
the unemployed to enter the labour market field).

In the context of the thesis topic, the entry of an agent into a target occu-
pation is a particularly relevant aspect. In this respect, Bourdieu points out that
fields grant rights of entry to certain agents by selecting potential new entrants
and requiring them to agree to the field’s rules of action. Fields also exclude
“those who destroy the game” (Burdjé, 2004, p. 92). Entry into a field may
involve some “rituals of initiation”, which in the education and labour market
system include examinations and other similar control mechanisms (Burdjé,
2004), resulting in the award of a diploma, which is an expression of institution-
alised cultural capital. Initiation rituals are essential as confirmation of agents’
acceptance of the field’s rules, because new entrants have a high potential to
transform or maintain the field (Wu et al., 2019). An individual who changes
occupation after several years of working in a field is necessarily considered
a new entrant who has knowledge of the internal logics of other occupational
fields, and is therefore potentially a bearer of different norms that may call into
question the meaning of some rituals in the current field.

Occupational mobility as a process

______________
~~~~~~~~

Initial occupation New or target occupation :

Agents that facilitate Agents that pull; \
I’l transition; Individual Agents that hinder entry: \
1 Agents that prevent the move holding own e.g., educational institutions, i
. 1

\ away: e.g., employers, capital employers, professional !

. colleagues, clients organisations

~ - ~
~ -
~~~~~~~~~~~~~~~

Figure 1.3. Agents involved in the process of occupational mobility in the field of
the labour market: theoretical model
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Based on Bourdieu’s theory, the author focuses on occupational mobility
as a specific action by individual agents within the field of the labour market.
Such individual action can be triggered by the “individualisation of work”
(Beck, 2000, p. 53) in contemporary society, which is manifested by a decrease
in attachment to the employer and an increase in interest and freedom to revise
one’s previous vocational choices (see Beck, 2000). Based on the theoretical
material discussed above, the author’s hypothesis of which agents are potentially
involved in the process is described in Figure 1.3.

Figure 1.3 shows that, in theory, an individual’s action - the effort to tran-
sition from the initial occupation to a new or target occupation by investing
their own capital and applying a repertoire of certain action practices - elicits
a response from other agents belonging to the field of the labour market - their
effort to hinder or facilitate the transition by using their own capital and position
in the field.

Looking at occupational mobility as a move between two occupations,
the agent has to reduce their attachment to the first occupation in order to
increase their attachment to the target occupation. The author argues that
it is equally important to analyse the agents and their strategies of action in
a process analysis, which concerns both the initial and the target occupation
of the individual, since certain power resources (accumulated capital) are held
by both parties. Agents belonging to the initial occupation (such as employers
and clients) can indirectly facilitate the transition by encouraging the individual
to acquire additional skills. These agents can also hinder an individual’s pro-
gression out of the initial occupation, especially when the individual’s capital
helps others in the occupation or sector to maintain or improve their position.

Agents on the side of the target occupation can also attract or discourage
an individual’s occupational transition, depending on their own interests, avail-
able capital and the norms of the target occupation. In addition to employers,
formal and non-formal education institutions also play an important role on
the target occupation side. The distribution of power between these agents can
change the conditions set for an individual to gain the right to enter an occupa-
tion. This distribution of power is most strongly influenced by the requirement to
have a formal education, and competition between different types of educational
institutions can create structural constraints on the individual’s intention to
change occupation (see Weeden & Grusky, 2005).

Bourdieu’s use of capital and field theory as the theoretical basis for this
thesis has several advantages. Firstly, it is an opportunity to make visible the role
of different types of capital in working life, thus highlighting the relevance of
the changes experienced by an individual when changing occupation. Secondly,
application of Bourdieu’s theory offers a perspective on the individual’s occu-
pational transition and its success in terms of the interdependent relationships
(interactions) between various labour market agents. Thirdly, Bourdieu’s
analytical tools make it possible to define labour market relations as a field
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and occupational mobility as a process within that field, emphasising that
an individual’s willingness to transition provokes a counter-reaction from other
agents. Fourth, Bourdieu’s ideas of the logic of the field and the motives of
individual action support Koikkalainen’s suggestion (see Koikkalainen, 2013),
which the author follows, to analyse occupational mobility in terms of gains
and losses.
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2. THESIS RESEARCH METHODOLOGY

The empirical material of the thesis is based on the interpretive (qualitative
research) paradigm, which is suitable for developing new theoretical perspectives
and assumptions about existing social reality (Lee, 1998; Ragin, 1994). Using
Bourdieu’s capital and field theories for the conceptual framework is consistent
with the theoretical framework of the thesis and the tradition of labour market
research (see Ashley & Empson, 2017; Erel & Ryan, 2019; Koikkalainen, 2013;
Siipule, 2020; Tzeng, 2010). The study identified two target groups: first, occu-
pationally mobile individuals, and second, other labour market agents.

2.1. Data gathering methods

The working-life biographical interview, a well-established method in simi-
lar research (see MacKenzie & Marks, 2019), was used to explore the experiences
of occupationally mobile individuals. This involves “narratives about one’s life
or relevant parts thereof” (Bertaux & Kohli, 2008, p. 43), focusing on the time
spent in employment (MacKenzie & Marks, 2019). In addition, the author
followed the suggestion that when interviewing individuals with different
communicative abilities, pre-formulated questions (see Bela-Krimina, 2004)
derived from the aim and objectives of the study may be useful to stimulate
conversation.

Other labour market agents’ interactions and actions are explored through
semi-structured in-depth interviews, which allow a relatively high level of
researcher control over the process, while maintaining the flexibility required by
the interpretive paradigm during data collection (see Morse, 2012). This method
was chosen by the author after conducting more than half of the working-life
biographical interviews when she was able to formulate the questions so as to
allow for a comparison of the views of both parties at the data analysis stage.

2.2. Description of research participants

To identify and select occupationally mobile individuals for the study,
the author defined several criteria. Accordingly, the study interviewed individ-
uals whose initial and new/ target (current at the time of interview) occupations
correspond to different thematic areas of education (transitions are possible
between 26 areas, see Ministru kabinets, 2017), having worked in at least one
of the occupations for at least two years. Interviewees were most likely to work
in the Riga economic area, which consists of an area with a radius of about
100 km around Riga.

The empirical material consists of 63 working-life biographical interviews
with occupationally mobile individuals. In total, 26 participants were male
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and 37 female, 47 participants returned into education to learn their target
occupation, including 25 who moved into a regulated or otherwise supervised
occupation. The duration of interviews ranged from one hour to three and a half
hours, with an average of about two hours.

Data collection took place between October 2019 and November 2022.
During the period when restrictions were imposed on people gathering,
17 interviews were conducted remotely. Occupationally mobile individuals
were recruited by the author: first, through her social network; second, through
the snowball method where all interview participants were asked to recommend
other individuals who had changed their occupation within a certain period;
third, through the professional network site LinkedIn.

Other labour market agents (such as policy planners and implementers,
employers, educational institutions, and professional organisations) are con-
sidered as a common group for two reasons. Firstly, it is the unifying factor of
the agents’ actions - to promote, discourage or take a relatively neutral stance
towards the phenomenon of occupational mobility. Secondly, the aim was to
avoid fragmentation of the information gathered and overestimation of the role
of relatively low-impact agents.

The empirical material here consists of 21 interviews, 14 with employers’
representatives and seven with other labour market agents (professional associ-
ations, educators, and labour market policy implementers). Some 16 interviews
were conducted remotely. The average interview lasted between one and one
and a half hours. The data were collected between September 2021 and February
2023.

The author purposively recruited agents from various organisations who
potentially had contact with occupationally mobile individuals. In addition,
employers were also diversified in terms of sectoral representation (seven sectors
covered) and workers’ affiliation to a regulated or non-regulated occupation.

In respecting the ethical principles of the study and in choosing procedures
to ensure data protection, the author followed international and national prac-
tices at the time of data collection, including reading and signing an informed
consent form by all participants (see Plummer, 2001).

2.3. Methodology of data analysis

The author uses grounded theory to analyse the empirical material. This
approach is consistent with the data collection methods used in the thesis
research (see Belgrave & Seide, 2019; Wengraf, 2001). The contemporary inter-
pretation of grounded theory recognises the application of existing and prede-
fined theoretical knowledge to the data analysis process (Kelle, 2019). The author
follows the approach developed by Strauss (with Corbin), according to which
three stages can be distinguished in qualitative data analysis: open, axial, and
selective coding (Strauss & Corbin, 1990 as cited in Belgrave & Seide, 2019).
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In the open coding stage, the researcher follows the classic principles of
grounded theory: when reading the empirical material, assigning a code to
the text fragments that represent the features of an observed phenomenon
(Belgrave & Seide, 2019; Kelle, 2019) without a predefined schema or theoretical
framework (Kelle, 2019). The theoretical framework, in turn, is applied when
starting axial coding. At this stage, the researcher uses a coding paradigm
(Belgrave & Seide, 2019; Kelle, 2019) to structure the data into meaningful cate-
gories, based on the chosen theoretical perspective (Kelle, 2019). The importance
of theory increases during the selective coding stage, in which the researcher
identifies one key category against which other data are organised (Belgrave &
Seide, 2019).

The author believes that application of Bourdieu’s theory allows resolving
the two methodological problems pointed out by critics of Stross and Corbin’s
coding paradigm approach (see Kelle, 2019). Firstly, Bourdieu’s theory has
a high degree of abstraction, that is, it only describes the types of resources and
the logic of actions by agents. Accordingly, the chosen theory offers the author
room to maintain theoretical sensitivity (see Glaser & Strauss, 1967 as cited in
Kelle, 2019) and to propose categories that emerge directly from the data while
fitting into the chosen conceptual apparatus. Secondly, the feature of Bourdieu’s
perspective of analysing macro-, meso-, and micro-level processes in their inter-
dependence has the important advantage of avoiding the risk of overestimating
the importance of micro-level processes (individual agency).

Coding the data obtained according to these principles was done manually
by the author, by structuring them in Excel. During the open coding phase,
the codes initially extracted could be revised, split or merged depending on
the information revealed in each subsequent transcript. As a larger volume of
codes describing agents’ actions in the process of occupational mobility was
obtained, the author grouped them based on observed correlations (see Belgrave
& Seide, 2019).

Starting with structuring the data into meaningful categories (axial coding
stage), the author complemented this process by comparing the information
(codes) obtained in different groups of agents using the triangulation method.
This is suitable for cases where the analysis of empirical material is based on
grounded theory (see Flick, 2019). Triangulation was applied to identify the dif-
ferent types of agents’ actions, allowing for a more thorough examination of
the circumstances of their emergence. This implies that the data have been
evaluated by contrasting the information obtained across all groups of agents,
about both their own and other agents’ actions.

Selective coding aims to group categories around the most important
category (Belgrave & Seide, 2019). In this thesis, the choice was determined by
the topic and objectives of the study, that is, the main category was “occupa-
tional mobility”. Here, the author separated the grouping of codes to describe
occupational mobility as a process within the framework of Bourdieu’s field
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theory, the structure of the Latvian labour market as a field and the interaction
among its agents, from the ordering of codes to describe individuals™ action
strategies to facilitate occupational mobility. The presentation of results reflects
the structure of the code scheme.
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3. MAIN RESULTS

The overview of the main results includes the results of empirical research,
which describes, first, the structure of the field of the Latvian labour market,
second, the interaction among agents belonging to this field, revealing both
the action strategies of organisational-level agents aimed at influencing the course
of occupational mobility and individual capital management strategies, third,
analysis of the outcome of occupational mobility from the perspective of gains
and losses. Integrated in the conclusions of the thesis are the results of analysis
of the Latvian legal framework structuring opportunities for occupational
mobility, together with a characterisation of the internal and external factors
contributing to significant occupational transitions.

3.1. Occupational mobility in the labour market
field: the position of the agents involved

As analysis of the education and labour market structures in different
countries shows their different activity (see DiPrete et al., 1997), achieving
the research objective necessarily involved describing the agents belonging to
the Latvian labour market field and to set the structure of their mutual positions
(see Figure 3.1). Bourdieu’s suggestion as to how this task could be tackled in
practice (see Bourdieu & Wacquant, 1992) was implemented by the author in
two stages. First, all types of labour market agents that structure occupational
mobility were identified by analysing the academic literature (see DiPrete et al.,
1997). Second, conclusions on the impact of different types of agents in Latvia
were verified through the empirical data collected within the thesis research.

At the centre of the labour market field, the author located two groups of
agents that play a more important role in shaping this field. The first are individ-
uals as workers, who pursue their intention to work through the second group
of agents, namely organisations as employers (firms). Individuals, although
represented separately, are also agents shaping the structure of organisation and
are therefore not mutually exclusive units of analysis. However, the empirical
material shows that in the context of occupational activity and mobility it is
necessary to consider individuals as a distinct group of agents who have certain
motives that lead to certain actions.

The proposed structure of labour market agents’ positions shows that some
of the individuals depicted feel motivated to be occupationally mobile and they
interact simultaneously or sequentially with the employer in the initial/ original
occupation they want to leave, with the employer of the target occupation, and
with other individuals who may be colleagues or members of the target occu-
pation. Individual agents try to influence the actions of other agents according
to their own interests. In one case, individual agents at the colleague level try
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Figure 3.1. Structure of the field of the labour market and the positions of its agents

to delay the intention towards occupational mobility (discourage, improve
mutual relations) in order to prevent the outflow of valuable cultural capital
from the company. In another case, individuals working for a company that
supports occupational mobility can act as agents for disseminating information
and encouraging intentions towards mobility.

The agents at the periphery in Figure 3.1 may be influential, but play a sub-
ordinate role in the structure of a given field. Trade unions are distanced from
individuals as labour market agents in the field, as they do not usually play
a significant role on the issue of occupational mobility. For the same reasons,
the various professional and employers’ organisations have a similar (low)
degree of importance on the employers’ side. Educational institutions and labour
market policy implementers, on the one hand, and business success agents, on
the other, are relatively more involved in the labour market field, interacting
with both individuals and employers.

In the context of occupational mobility, formal and non-formal educa-
tional and training institutions are equally important agents, while the State
Employment Agency (SEA) is the main implementer of labour market policy,
providing career counselling, job search and vocational training support. Certain
collaborative links are present between educational institutions and employers,
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and between the SEA, employers, educational institutions, and individuals when
individuals become unemployed. Part of these links is aimed at training and
attracting the labour force to employers in general, with occupational mobility
being a sub-purpose of that aim.

The position of educational institutions and labour market policy makers in
the field is structured by the legal framework. Some regulations are fully inter-
nalised in the field - for example, regulation of regulated occupations, which
obliges an individual to undergo formal education in order to be entitled to work
in a certain sector, is not discussed or questioned at all. Similarly, opportunities
to apply to the SEA for unemployment benefits and retraining are perceived as
stable and secure structures.

Within the group of agents that determine entrepreneurial success and that
can influence the process and outcome of occupational mobility, the author
has combined various other labour market agents located more deeply or shal-
lowly in the periphery. Their location is determined by the influence of these
agents on those agents positioned at the centre. The most important of these
are sectoral clients and financial intermediation institutions (such as banks and
public guarantee funds), while the least important are business consultants.
These agents can influence the success of occupational mobility if, together with
the occupation, the individual changes their form of employment from employee
to entrepreneur.

3.2. Action strategies facilitating and hindering the occupational
mobility of organisation-level labour market agents

Labour market agents encounter occupational mobility in different ways.
Most often, individual agents are those who, under various circumstances, initi-
ate a sequence of actions to move between occupations. Accordingly, employers
face occupational mobility in terms of both the willingness of their own employ-
ees and the willingness of individual agents from outside the organisation to
enter a new/ target occupation.

Employers develop their response strategies taking into account a range of
characteristics of their own cultural capital and those of the sector. Accordingly,
employers may find it necessary to facilitate mobility to some extent if it has
the potential to improve their position in the field, but to discourage it in other
cases. Similarly, other labour market agents, be they educational institutions or
public labour market policy makers, develop their own repertoire of responses.
Some educational institutions react passively, adapting by varying degrees
to the specific needs of occupationally mobile individuals, while others see
the potential for developing their economic capital in promoting occupational
mobility and therefore take an active role in facilitating and guiding the process.
The experience of labour market agents over time in encountering occupational
mobility shapes certain types of action strategies, some of which are already
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embedded in the logic of labour market activity and therefore recognised as
maintaining the rules of the field, while others are new, little known and rarely
used and therefore recognised as changing the rules of the field.

Within the framework of analysis of the interaction between and among
labour market agents (see Figure 3.2), the author identified the specific action
strategies of each type of organisational agent according to two analytical criteria:
the motive for action (to hinder or to facilitate, horizontal axis in the figure) and
the expected effect on the logic of the field (to maintain or to change the existing
rules, vertical axis). In total, 21 action strategies were identified. The number
of action strategies facilitating occupational mobility is higher: 13 (including
six maintaining and seven changing field rules). In contrast, the number of
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Figure 3.2. Matrix of inter-relationships between strategies facilitating and hindering
occupational mobility
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mobility-hindering strategies totals eight (six field rules maintaining and two
changing). Thus, it can be concluded that processes at the level of the field are
more conducive to occupational mobility than hindering it.

Looking at the breakdown of the strategies according to their impact on
the rules of the field (to maintain or change them), 12 action strategies sought
to maintain them and nine to change them. As seven of the actions aimed at
changing the rules of the field were intended to facilitate occupational mobility,
it can be concluded that facilitation of mobility has intensified in recent years,
as a relatively large number of strategies seek to change the norms governing
field processes.

In assessing the strategies identified, the logic of their relative positions must
be considered. A direct confrontation exists between those strategies that are
on the axis of mobility-facilitating and mobility-hindering actions. In general,
labour market agents use facilitating strategies against other agents’” hindering
strategies. However, as any agent may have different interests at different points
in time, it may use both facilitating and hindering strategies sequentially. An
implicit opposition can be observed between strategies aimed at maintaining
and changing the rules of the field. In this case, labour market agents may often
use a combination of both strategies.

Employers generally have a more diverse repertoire of action strategies (eight
strategies), the most common of which are both facilitating occupational mobil-
ity and changing the rules of the field (four strategies). Educational/ training
institutions use a total of six strategies, including four that facilitate mobility
and two that discourage it. The action strategies identified in this group are often
universal, that is, aimed at supporting learning by any individual, whether they
are first-time learners or re-educated with a view to changing their occupation.
However, the author has also considered and analysed these action strategies as
they contribute indirectly to occupational mobility.

The titles given by the author to the action strategies of labour market agents
convey their main motive, and implicitly the agent’s anticipation of the impact
of occupational mobility on the value of their capital and position in the labour
market as a field. Employers promote occupational mobility within the existing
norms of the field through strategies for cultivating organisational capital value
and preserving organisational culture to control the process, to allow the inten-
tion of mobility to be realised within the enterprise and to get new entrants to
the occupation to accept the existing rules of the field. In this way, they seek to
maintain or improve their position. Similarly, educational/training institutions
aim to maintain the rules of the field through their strategies for supporting
the development of student capital and maintaining links with the labour mar-
ket. Usually, the overriding objective of such action is to prevent student attrition
in order to maintain the position of the educational institution.

Labour market agents have a greater interest in promoting occupational
mobility if they are also pushing for changes in the rules of the field. For
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employers, this need usually stems from labour shortages in the sector, so they
look for appropriate solutions to maintain their position, including facilitation
of occupational mobility. This is done through strategies to create and promote
a culture of occupational mobility, reduce barriers to entry, adapt (internal)
organisational culture and review various links with other labour market agents.
Educational institutions, faced with both the need of employers and the interest
of occupationally mobile individuals, also see an opportunity to improve their
position by offering a service (tailor-made training) to accumulate the necessary
knowledge. They do this through strategies for reviewing the organisational
rules of studies and establishing new links with other labour market agents.

Within the group of hindering strategies, the most significant are the actions
of employers seeking to protect and maintain their position, including by pre-
serving the existing rules of the labour market as a field. This includes strategies
such as protecting the cultural capital of the organisation and “encapsulating”
organisational culture by creating barriers to the outflow of existing employees
and inflow of new entrants from other occupations.

When choosing which strategy to use in interaction with particular individ-
uals, whether to promote or hinder occupational mobility, organisational-level
agents assess the individual’s inherent cultural capital. As new entrants may not
have occupational-specific institutionalised cultural capital, particular atten-
tion is devoted to their embodied cultural capital. Thus, individuals’ ability to
demonstrate the value of their previously accumulated capital becomes crucial.

3.3. Individuals’ capital management strategies
during occupational mobility

Individual capital management strategies include actions to help individu-
als adapt to change, anticipate potential problems, plan resources to deal with
change and take specific steps to transform their existing capital and acquire
new occupation-specific capital. This multiplicity of tasks determines the nature
of the strategies and the purpose of their application.

In total, the author identified 15 action strategies, of which five relate to
the general evaluation, planning and management of the occupational mobility
process (general strategies) and ten are capital-specific strategies (see Table 3.1).
These action strategies consist of 36 action lines, each of which is made up of
several action practices. As a result, an individual’s capital management action
strategies can be represented as a branching structure, where the application of
one action practice is interrelated with other action practices and dependent on
the outcome of their application.

The role of general strategies is to guide the change process. Capital-specific
strategies, on the other hand, aim to ensure that the resources stemming from
existing capital are used effectively to develop the capital needed for the target
occupation. Effective and appropriate application of general strategies is one of
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Table 3.1. Structure of individual capital management strategies and (sub)strategies
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Strategies Cultural capital Social capital Economic capital
(Sub) « Investigation of | e Transfer of « Applying exist- |+ Use of public
strategies the contentand | institutionalised | ingsocial capital | funding
suitability of tar- | cultural capital | Strategic devel- |e Use of private
get occupation |« Transfer and opment of new funding

Identifying

and planning
suitable time for
transition
Breaking down
transition into
smaller steps
and tasks
Planning transi-
tion resources

adaptation of
embodied cul-
tural capital
Acquisition of
the minimum
amount of
cultural capital
required for
the target occu-
pation

« Providing back- |+ Overcoming
up or fall-back lack of practical
options skills

social capital

Further accu-
mulation of
cultural capital
Simultaneous
maintenance of
the cultural cap-
ital of the initial
occupation

the ways in which an individual can enhance the success of their occupational
transition intention. Each of these strategies consists of three or four action
lines and their subordinate practices and solutions, for a total of 17 action lines.

Capital-specific strategies consist of six cultural capital, two social capi-
tal and two economic capital management strategies (see Table 3.1). As with
the general strategies, each of the capital-specific strategies consists of two to
three lines. In total, 19 capital-specific action lines were identified, of which
13 relate to management of cultural capital, four to management of social capital
and a further four to management of economic capital.

Analysis of capital management strategies shows that the individual’s
need to transfer and adapt existing capital and acquire new cultural capital
comes to the fore. Simultaneously, as individuals have previous employment
experience, that is, they belong to the labour market as the field, the motives
behind cultural capital management strategies are based on individuals’ desire
to regain and surpass as quickly as possible the positions they have previously
held. Among cultural capital management strategies, those focused on acquir-
ing new cultural capital are particularly important, as the amount of cultural
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capital determines the individual’s chances of entering and staying in the target
occupation. It can be seen that manifestations of both institutionalised and
embodied cultural capital are gaining importance. In certain situations, the cul-
tural capital of an individual’s initial occupation can provide a “competitive
advantage” (Koikkalainen, 2013) when working in a target occupation. In such
cases, knowledge acquired from the initial occupation is useful in performing
the tasks of the new/ target occupation and helps the individual to strengthen
their position (see also Tzeng, 2010).

The empirical material demonstrates how the types of capital which an indi-
vidual possesses interact to accelerate the pace and outcome of occupational
mobility. This is where social and economic capital management strategies come
into play. Social capital provides access to the information needed to cultivate
the value of cultural capital and thus professional development. Economic
capital management, on the other hand, aims at ensuring one’s well-being
during studies and covering the costs of learning. The author’s finding that
individuals with higher cultural capital also have higher social and economic
capital - resulting in higher chances of their making sustained occupational
transitions and building new professional networks - is consistent with findings
from research in related fields (see Ashley & Empson, 2017; Lareau & Weininger
2003; Tzeng, 2010).

3.4. Analysis of the outcome of occupational mobility
in the perspective of gains and losses

By analysing changes in individual capital during occupational mobility
in a holistic perspective of potential gains and losses (see Koikkalainen, 2013),
the author concludes that this analytical tool is suitable for characterising
the long-term outcomes of mobility. The author agrees with the thesis that occu-
pational mobility as a loss of capital is more likely to be revealed when changes
in its value are analysed in the short term (see Longhi & Taylor, 2013). Based
on the empirical material, the author extends Koikkalainen’s (2013) typology of
three types of mobility outcome, dividing them into five groups (see Table 3.2).

The beneficiary group is characterised by an increase in cultural and/or eco-
nomic capital, without a significant loss or with gains of social capital. The latter
aspect is relevant, as gains in cultural and economic capital brought about by
occupational mobility may be associated with significant losses in social capital
(Friedman, 2014). Next to the group of beneficiaries, a distinction can be drawn
between the group of potential beneficiaries, whose capital gains are expected
in the future, but not at the time of the empirical material gathering.

The group that experiences loss as a result of occupational mobility is char-
acterised by an identifiable long-term reduction in cultural and economic capital,
such as working in a lower-skilled occupation, while the individual demonstrates
dissatisfaction with their current position. The latter is an important aspect to
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Table 3.2. Characteristics of the outcome of occupational mobility

Experience Changes in capital types Other dimension
group Cultural capital Social capital Economic capital of evaluation
Beneficiaries Increase . Wlthout Increase Personal benefits
significant losses
Potential (Expected) (Expected) Potential
beneficiaries increase Smalllosses increase personal benefits
Less
pronounced Loss or no Without Increase or no Potential
ambivalent change* significant losses change* personal benefits
experience*
Hiohl Without Clear personal
s significant losses benefits,
ambivalent Loss litativel Long-term loss . in iob
experience or qualitatively increase in jo
altered satisfaction
Loss (without Low satisfaction
substitution with the content
Losers Long-term loss - Long-term loss "
with other or position of
networks) the job

Note: * In the case of this group, the loss affects only one type of capital (cultural or economic)

distinguish this group from a highly ambivalent experience, in which inter-
viewees see personal emotional gains from the loss of a sufficiently important
part of someone’s capital.

Unlike Koikkalainen’s typology, in which ambivalent experiences were few,
such cases were frequent in the thesis study. Analysing the empirical material,
the author concluded that the degree of ambivalence varies, that is, it is more
or less pronounced. As a result, the author distinguished between two groups
of contradictory experiences. Highly ambivalent experiences involve clear losses
of several types of capital, while gains are found in individual-level attitudes or
job satisfaction. Less pronounced ambivalent experiences involve the loss of one
form of capital while maintaining other forms of capital at least at their previous
level or gaining greater returns from them. Loss may affect both cultural and
economic capital, and if an individual has changed occupation several times,
each time the loss may affect a different form of capital.
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CONCLUSIONS AND DISCUSSION

The thesis analyses the interactions of labour market agents - such as indi-
viduals, employers, educational institutions, and labour market policy imple-
menters — and the action strategies used to facilitate and support occupational
mobility in certain ways, or, conversely, to hinder it. This study is based on
an interpretative paradigm, with the empirical results analysed using Bourdieu’s
analytical tools - field and capital theories. To describe the context of the thesis,
the author used the theory of risk society by Beck. The combination of both
theoretical perspectives has allowed the author to simultaneously examine
the macro-, meso- and micro-level processes of the Latvian labour market in
their mutual interaction. This is a conceptual novelty of the thesis, as so far
research on different aspects of occupational mobility has tended to look at it
from a single — macro or micro - perspective.

Bourdieu’s field theory (Bourdieu, [1984]1996; Bourdieu & Wacquant, 1992;
Burdjé, 2004) allows us to view occupational mobility as a specific action by
an individual agent that proceeds in the labour market as a field which arises
in interaction with other agents. By expressing the desire to change occupation,
the individual elicits a response from other agents belonging to the field - sup-
port or attempts to hinder realisation of that intention. Both the individual
agent and other labour market agents are driven by the motive to improve their
position in the field by activating their cultural, social and economic capital (Erel
& Ryan, 2019). Thus, according to Bourdieu’s field logic, occupational mobility
stems from an individual’s desire to improve their position in the labour market.
In turn, the actions of other agents in response to the individual’s aspirations
depend on their anticipation of how the occupationally mobile individual’s
actions might affect the value of their own capital and their own position in
the market.

While Bourdieu’s field theory suggests that occupational mobility should
be seen as a set of actions (a process) that allow an individual to maintain their
position or bring additional benefits, a study of the academic literature shows
that mobility is usually seen from a loss perspective. This is based on the belief
that cultural and social capital is lost to a certain extent when an individual
makes an occupational transition. However, several studies have shown that
the loss of capital aspect is overestimated. It has to be considered as a conditional
indicator, depending on the time interval of the assessment and the character-
istics of the individual. The value of an individual’s initial cultural, social and
economic capital, as well as various structural factors such as the formal rules
of the field (the legal framework), the informal rules of the field (the ability of
labour market agents to activate or resist the formal rules), the time dimension
and processes in hierarchically higher power fields (the global and national
economies) are revealed as important influencing factors.

72



Analysing these factors and based on the logic of the field postulated by
Bourdieu, the author agrees with Koikkalainen’s suggestion to analyse mobility,
including occupational mobility, in terms of gains and losses. This means that
when experiencing loss of capital by leaving one’s initial occupation, a perspec-
tive of gains emerges, which is associated with access to new, possibly more
complex knowledge and sKkills, new networks and alternative financial resources
(Koikkalainen, 2013). This model has been tested by the author through analysis
of the empirical material collected in the study.

The following overview of the main findings of the research presents a justi-
fication of the assumptions maintained. The author structures her conclusions in
two parts. The first provides an integrated overview of the research findings in
support of the three theses, which address the structural factors of the Latvian
labour market and the rules of the field that are relevant to the actions of agents
in response to occupational mobility (macro and meso levels of analysis).
The second sequentially substantiates theses relating to the conceptualisation
of individual experience (micro level of analysis).

Structural factors of the Latvian labour market and the rules of the field.
Based on the typology of countries developed by DiPrete and colleagues (see
DiPrete et al., 1997), which describes the impact of education, labour market
and social security structures on the amount of occupational mobility (and indi-
rectly on the potential for success), the author has analysed the relevant Latvian
legal framework. By assessing the opportunities for re-entry into the education
system, the extent to which an individual’s acquired professional qualifications
are able to structure their future career options, and the active labour market
policy instruments for retraining the labour force, it can be concluded that
Latvia belongs to the group of countries characterised by an environment con-
ducive to occupational mobility. Simultaneously, an environment shaped by
labour market structures highlights the role of the individual in the transition
process, especially if the individual’s target occupation is highly skilled. This
environment requires the individual’s own ability to organise and manage their
own occupational mobility process, making the necessary adjustments to their
own capital, through relationships with other labour market agents (justified
assumption 1). This condition is confirmed by confronting the possibilities
offered at the level of policy planning, the legal framework and public support
instruments with their practical application (or implementation), which reveals
contradictions and limitations.

The most important contradiction is discovered in the context of access to
higher education. While the opportunity to enter formal education (university)
exists after a gap of 20 years since graduating secondary education, the possibil-
ity to study at state budget cost depends on the chosen field of study. In the case
of social sciences, the individual will most often have to cover the costs of stud-
ies at their own expense. Constraints are reflected in the conditions of active
labour market policies and adult learning programmes for employed adults.
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Under active labour market policy measures, retraining is possible if an indi-
vidual wishes to move into a medium-skilled occupation that is in demand on
the labour market at the time, provided if there is low demand for the individ-
ual’s initial occupation. Accordingly, if the individual’s new vocational interests
do not meet these criteria, they must organise acquiring the cultural capital of
the target occupation on their own. By contrast, educational programmes for
adults employed with public funding were available only once in the long term.
These circumstances lead to the conclusion that there is limited direct support
for occupational mobility from public labour market policy actors.

In addition, analysis of policy planning documents shows that there is
no clear position of policy planners on whether occupational mobility brings
positive benefits to society and the economy, and what actions labour market
policy agents should take as a result of this position. However, with efforts to
strengthen the capacity of the regulatory framework to influence an individual’s
career prospects having been on the policy agenda over the last 10 years, it can
be assumed that the costs of the occupational mobility process, which have so
far been relatively low in terms of time and financial investment, may increase
in the future. However, based on the results of the thesis research, the author
suggests that the capacity of such a regulatory framework will only increase in
circumstances where a significant proportion of other labour market agents will
allow it (here, employers may be the most interested). The processes currently
taking place in the labour market as a field show that, as the impact of struc-
tural factors on occupational mobility becomes stronger, other labour market
agents (employers and educational institutions) could develop new strategies to
maintain the existing rules of the field.

Efforts by policy makers to make career opportunities more clearly depend-
ent on an individual’s formal education have been hampered by the imbalance
between labour demand and supply observed in Latvia, which in some sectors
has been reinforced by changes in the prestige of occupations. In a comparative
study of occupational prestige in a planned economy and today, Koroleva and
colleagues found that the importance of individual factors in occupational
choice has increased significantly (Koroleva et al., 2014). According to Beck,
this is a characteristic feature of contemporary postmodern society (Beck, 2000).
Koroleva’s research also shows that the importance of occupational demand in
an individual’s occupational choice has decreased (Koroleva et al., 2014). For
this reason, employers, as agents whose position in the field of the labour mar-
ket is most seriously threatened by lack of individuals’ interest in their field of
activity, feel the need to influence the actions of individual agents. Accordingly,
the study identifies strategies for these agents to compensate for the imbalance
in initial occupational choices, which also takes the form of encouraging indi-
viduals on the labour market to reconsider their occupational interests or, by
identifying individuals with the intention of changing occupation, to support
them in this endeavour. Simultaneously, following the logic of the labour market
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as a field proposed by Bourdieu, other organisational-level agents, including
other employers whose interest is to preserve the value and position of their
capital, are developing strategies of action to counteract actions that encourage
and support the process of occupational mobility. Here the interactions and
interrelationships between different labour market agents are revealed.

Unlike other market economies, where trade unions, employers” and pro-
fessional organisations can be powerful labour market agents (see DiPrete et al.,
1997), the structure of the Latvian labour market as a field includes two central
groups of agents (individuals and employers), with other agents on the periphery.
The empirical results show that occupational mobility in Latvia has also been
facilitated or hindered by various formal and non-formal educational institu-
tions, labour market policy implementers, potential clients of occupationally
mobile individuals, business organisations, professional organisations, as well
as private providers of advice and financial loans. These agents are involved to
varying degrees and intensities in structuring the occupational mobility process,
with employers and educational institutions playing a key role.

Analysis of the strategies of Latvian labour market agents shows that pro-
cesses at the field level also facilitate rather than hinder occupational mobility.
Simultaneously, the choice of action strategy to be applied by Latvian labour
market organisation-level agents in dealing with a particular occupationally
mobile individual depends on the situation - the position of both agents, their
assessment of the value of the individual’s existing capital and the individual’s
potential for change (justified assumption 2).

In the labour market field, agents with a significant position tend to use
field-maintaining strategies, to which the use of field-changing strategies is
subordinated. Thus, large employers, faced with the desire of their employees
with valuable cultural capital to change occupation, support intra-company
mobility in order to preserve and grow the value of their capital. On the other
hand, when faced with the desire of individuals from outside the organisation to
enter a new/ target occupation, employers tend to assess the potential of the indi-
vidual’s cultural capital, that is, whether it will enhance or undermine the value
of the employer’s capital. In situations of uncertainty, where an individual’s
potential occupational performance cannot be determined by conventional
assessment tools (for example, a practical test of occupation-specific theoret-
ical knowledge or skills), the embodied cultural capital of the individual plays
an important role. Its manifestations are used as a measure of an individual’s
learning ability, intellectual capacity, and professionalism.

In cases where the employer has previously followed the principle of main-
taining the field rules, it may decide to review (change) the rules if the capital
value of the candidate is attractive and there is scope for transfer to a new sector.
As a result, the employer recognises that formal education can be replaced by
practical work experience in a similar field or occupation. Accordingly, it is
revealed here that field-changing actions can result from direct interaction
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between the stakeholder organisation and the professionally mobile individual
(justified assumption 3). At the same time, the individual’s ability to demonstrate
the value of their cultural capital increases their chances of making a successful
occupational change.

Organisational-level agents with a relatively weak position on the labour
market tend to promote occupational mobility at the same time as encouraging
changes in the rules of the field, seeing this as an opportunity to improve their
position. This group includes non-formal education institutions that directly
offer a vocational retraining service. Their actions are particularly characterised
by a clear component of valuation of the individual’s previously accumulated
capital. Accordingly, individuals with high cultural capital are given priority in
the provision of support.

Faced with such changes in labour market conditions, other agents, feeling
their position threatened, may adopt various disincentive strategies. The most
common of these are employers’ attempts to retain their employees and pre-
vent new entrants from entering the company by maintaining or reinforcing
the existing rules of the field.

In general, analysis of the interaction among Latvian labour market agents
shows that, in addition to the gatekeeping role of employers described in
the academic literature (see Weeden & Grusky, 2005), namely the ability to
create conditions for individuals without relevant formal education to enter
the occupation, non-formal education institutions also tend to acquire such
a position. In the Latvian labour market, arguably there are certain organisa-
tional-level agents (employers and educators) who are proactive promoters of
occupational mobility.

Conceptualising individual capital management strategies and occupa-
tional mobility experiences. Empirical research shows that individuals develop
both general and capital-specific action strategies to manage the occupational
mobility process and to bridge the knowledge gap (differences in cultural capital
needed to do the job) when moving from one occupation to another. Accordingly,
the repertoire of strategies for managing individuals’ capital is comprehensive,
covering all the types of capital defined by Bourdieu, as well as a distinct group
of strategies aimed at managing the general process of occupational mobility
(justified assumption 4).

Capital-specific strategies combine two distinct sets of actions. In one case,
the individual shortens the time needed to accumulate capital for a new (target)
occupation by creating and activating a unique combination of existing cultural,
social or economic capital or solves problems that have arisen while accumu-
lating that capital. In the second case, the individual’s actions are directly
aimed at increasing the value of their capital, for example by acquiring new
knowledge, codes of behaviour, values, establishing new social ties or securing
financial resources. Most capital management strategies are subordinated to
the individual’s need to transfer and adapt existing and acquire new cultural
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capital. Moreover, the use of both previously accumulated institutionalised and
embodied cultural capital to acquire missing cultural capital and to adapt to
the norms and values of the target occupation becomes important. While this
exercise also supports the transfer of capital inherent in the initial occupation,
which allows the individual to gain a “competitive advantage” (Koikkalainen,
2013), the main goal of their actions is to acquire a level of new cultural capital
that allows them to enter and establish themselves in the new occupation.

By analysing the micro-level processes of occupational mobility, the author
verified Koikkalainen’s theoretical model of mobility gains and losses. The author
concludes that this analytical tool is appropriate for the characterisation of
long-term outcomes of occupational mobility. Based on a study of individuals’
experiences, the author reviewed Koikkalainen’s proposal to divide mobility
outcomes into three groups depending on capital losses or gains. The empir-
ical study of the thesis allows a distinction to be drawn between five types
of mobility outcome. Accordingly, the author proposes to divide the group of
beneficiaries defined by Koikkalainen into a group of potential beneficiaries
whose capital gains are expected but not yet fully proven during the study. This
distinction once again highlights the importance of the time dimension in eval-
uating the mobility experience. The author also proposes to divide the group of
ambivalent experiences, less frequently observed in the study of Koikkalainen,
into more and less ambivalent experiences. This is determined by the degree to
which one type of capital loses while another gains. In the case of highly ambiv-
alent experiences, the author has observed a clear loss of several types of capital
(most often cultural and economic), with the occupationally mobile individual
seeing gains at a personal level — in emotional satisfaction with the content
or circumstances of the job (justified assumption 5). Contrasting this result
with the theoretical perspective used in the thesis, the author concludes that
personal-level gains are outside the perspective of Bourdieu’s theory of capital
and Koikkalainen’s gains-losses model.

Summarising her experience in applying Bourdieu’s theory of capital and
field, the author concludes that this approach encourages the inclusion of
a capital gains perspective in the study of occupational mobility and reveals
the interdependent relationships between agents’ actions. Meanwhile, this theo-
retical framework does not allow for a description of aspects of mobility benefits
that are not related to the position of the individual in the social structure.

Analysing the processes appearing in the Latvian labour market, the author
concludes that they give rise to two lines of research. Firstly, given that occu-
pational mobility is at least partly driven by the mismatch between supply and
demand for labour in Latvia, which results from young people’s early occupa-
tional choices that differ from the labour market situation, it is advisable to pay
more attention to the effectiveness of career counselling provided at the initial
educational level. Secondly, in view of efforts made by labour market agents at
organisational level to assess an individual’s existing cultural capital to decide

77



whether to support or discourage their intention of occupational mobility,
experimental studies are recommended to determine which combinations of
previously accumulated capital and retraining experience (formal or non-for-
mal) contribute to an individual’s entry into the labour market of the target
occupation.
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