<= RISEBA

UNIVERSITY OF APPLIED SCIENCES
Business « Arts = Technology

Edgars Joksts-Bogdanovs

ORGANISATION-STAKEHOLDER COOPERATION:
ORGANISATION AND MILITARY FAMILY

SUMMARY OF THE DOCTORAL DISSERTATION

Scientific discipline: Social Science

Sub-discipline: Economics and Business

Scientific supervisors:
Prof., Dr.sc. administr. heta Ludviga

Dr.sc.pol. Artis Pabriks

Riga, 2025



Joksts-Bogdanovs, E. (2025). Organisation-stakeholder cooperation: organisation and military family. Riga: 191
pp. Summary of PhD thesis, Riga, 47 pp. Published in accordance with the decision of the RISEBA Promotion
Council as of 25 August 2025; No. 25/10-3.1/5

The Doctoral Dissertation was developed at RISEBA University of Business, Arts and Technology from 2022 to
2025.

The Doctoral Dissertation is written in Latvian. It consists of an introduction, four chapters, conclusions and
proposals, a list of references and appendices. It is 191 pages long and includes 19 figures, 20 tables and 6 annexes.
The list of references includes 212 sources of information.

Scientific supervisors:
1. Iwta Ludviga, Dr.sc. administr, Professor, RISEBA University of Applied Sciences, Latvia.
2. Artis Pabriks, Dr.sc.pol., Latvia.

Reviewers:
1. Arnis Sauka, Dr. rer. pol., Professor, Stockholm School of Economics in Riga, Latvia.
2. Roel Schouteten, Ph.D., Associate Professor, Radboud University, Nijmegen School of Management,
Netherlands.
3. Janis Berzin§, Dr. sc.Oec., Dr. sc.Pol., Assistant Professor, BA School of Business and Finance, Latvia.

The doctoral thesis will be defended at the public session of the Promotion Council of Economics and Business,
RISEBA University of Applied Sciences, at 14:00 on 03 December 2025, in Meza Street 3, Riga.

The doctoral thesis and summary are available at the Library of the RISEBA University of Applied Sciences, Meza
Street 3, Riga.

The doctoral thesis was accepted for the commencement of the scientific degree Doctor of Science (Ph. D.) in
Social Sciences by the Promotion Council of the RISEBA University of Applied Sciences on 25 August 2025.

Chairman of the Promotion Council: Andrejs Cirjevskis, Dr. oec., Professor.
Secretary of the Promotion Council: Vulfs Kozlinskis, Dr.habil.oec., Professor emeritus.

ACKNOWLEDGEMENT:

I hereby confirm that I am the author of this doctoral thesis, which was submitted for review to the Promotion
Council of RISEBA University of Applied Sciences to obtain the Doctor of Science (Ph.D.) degree in Economics
and Business. This doctoral thesis has not been submitted to any other university in order to receive any scientific
degree.

Edgars Joksts-Bogdanovs, 1.09.2025.

To submit reviews, please contact RISEBA, Meza Street 3, Riga, LV-1048, Latvia. E-mail: riseba@riseba.lv.
Phone: +371 26465351; +371 67500265

© Edgars Joksts-Bogdanovs, 2025
© RISEBA University of Business, Arts and Technology, 2025

ISBN: 978-9984-705-71-2


mailto:riseba@riseba.lv

Contents

CONTRINTS ...ttt bbbt bbbt bbb bbb bbb bbb bbb bbb ARttt 3
List of abbreviations and conditional deSIGNALIONS ..o 5
SCIENTIFIC TEIMINOIOGY .ttt e et bbb bbb bbb bbbttt e b s e b e b e b e R e s b e b e s e s s b sane 6
INTRODUGCT ION ..ttt 8 bR E e bbbt en bbbt 7
Object and SUBJECT OF the STUAY....c.vcuieiiciree bbb 9
AIMand 0DJECTIVES OF the TNESIS......c.viir e 9
HY POTNESES ... bbb 9
Theoretical frameWOrK 0F the STUAY ........cooviic e 10
Overview of the research methods used in the thESIS ... 10
THESES TOF HETENCE ...t 1
INOVEIY ..ot 11
Limitations OF T8 STUAY ..o bbb 11
Validation OF T8 FESUILS ..ot bbb 12
1L.THEORETICAL FRAMEWORK OF THE STUDY ..ottt 13
11 Principles for selecting SCIENIfiC HIEEIATUIE .........covcicveiccee e 13
12 Stakeholder MANAGEMENT ..ot et e b bbbt b s st s s bbb s e s 13
1.3 Military organisation and military family ... 13
1.4 The role of the military family as @ Stakeholder........coveeiiccs s 13
1.5 Organisational stakeholder conflicts in the context of a military organisation and their consequences -
WOTK-[ITE DAIANCE ... 15
1.6 Conflict resolution strategies from the perspective of the Dual Concern Theory ......cccovveievvivccssseccecnnn, 16
1.7 Conservation of Resources Theory (CORTNEOMY) c..ccuiceiiccssssce sttt 17
1.8 COMIMUNILY SUPPOM....iuiueuiiieetetsisieeetsisssssesetss st ss s ssesss s s s s s s st e s s s s e s et s e s bbb s e Rt e s s e Rt s s bbbt e s e sn bt s e st s e 18
1.8.1 Experiences from countries around the world in supporting military families.........c.ccocoeevvvvrvcvssvinnen 19
Theoretical framework and reSearch MOTEN ... e 20

2. RESEARCH METHODOLOGY

2.1 Quantitative research methodology

2.2 Qualitative research MethodOIOgY ..o

3 EMPIRICAL STUDY .ottt 26
3.1 QUANTITALIVE AR ANAIYSIS ......cvieeriecice e 26
311 Socio-demographic characteristics Of reSPONUENES ........ccverierirc s 26
312 Quantitative data analysis MELNOGUS. ... s 26
3.13. Data analysis step 1: reliability, validity and descriptive STatiStiCs ............ccovererneninninseneneenns 27
3.14. DESCHIPLIVE STATISTICS. ... cevsieisiiis it 28
3.15. Step 2 of data analysis: hYPOthesis tESTING ... 30
3.16. IMPOrtanCe-rating aNAIYSIS .......coviriicc e 32
3.17. Data Analysis Step 3: Necessary Conditions ANalysis (NCA) ... 34



3.2 QUALILALIVE AALA ANAIYSIS. . .cvevierecieiriectetsiise ettt bbb s e bbb en s st n s s s s s s 36

321 Analysis of responses to the OPeN QUESLIONNAINE ..........cccvvveeireieecr et 36

322 ANalysis OF FOCUS GrOUP FESUILS ......vuieeiriicieirisisies sttt s s 38

323 Integration of quantitative and qUalItAtiVe FESUILS ........cccvveerricer e 39
4. DISCUSSION ..ottt sttt 1 b £ bbb b bbbttt 41
(0L @]\ O I U5 [ TR 44
RECOMMENDATIONS .....oooiitritirieinere e isessesessesssssss st ssssssssssesessssesssssssssssessssssssnsssesssesesessssesssssssssesesesnssesnnes 45
RECOMMENDATIONS FOR FURTHER RESEARCH ..ottt e e e e 47



LIST OF ABBREVIATIONS AND CONDITIONAL DESIGNATIONS

Abbreviation

Explanation

-0 Institution-Occupation

O-S cooperation Organisation-Stakeholder Cooperation

COR theory Conservation of Resources Theory

MC&FP U.S. military communities and family policy

DoD U.S. Department of Defence

ASV United States of America

COMT Competitive strategy of conflict resolution

AVO Avoidance strategy of conflict resolution

COMR Compromise strategy of conflict resolution

COL Collaborative conflict resolution strategy

ACC Accommodative conflict resolution strategy

PS Partner satisfaction

WFC Work-Family Conflict

COMS Community Support

CBM Common Method Bias

VIF Increasing dispersion factor

FWC Family-Work Conflict

QMI Marriage quality index

CAMPS Community Assessment of Military Perceived Support
Scale

ROCI-II Organisational Conflict Inventory-Il scale

PLS-SEM Partial Least Squares Structural Equation Modelling
method

NCA Necessary Condition Analysis

AVE Average Variance Extracted

HTMT ratio Heterotrait-Monotrait ratio

STDEV Standard Deviation

IPMA Importance-Performance Analysis

LN Latent Variables

NN No necessary condition
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SCIENTIFIC TERMINOLOGY

Concept

Definition/Explanation

Sources

Military family

Military ~ servicemember and his/her
spouse, as wellas their children (including
adopted children) and/or the
servicemember's parents who share a
household with the servicemember.

Gribble, etal., 2018

Military organisation

A hierarchical organisation comprising
the armed forces of a country and all the
types of forces within them.

de Carvalho & Lima, 2023; Edmunds, et
al., 2016

Military Community

A military community is an organised
group of individuals from the military
sector. They share common goals and
values. Active-duty soldiers, veteran non-
commissioned officers (NCOs), and their
family members can be considered part of
this community.

Menestrel & Kizer, 2019; Conforte, etal.,
2017a

Work-family conflict

A form of interrole conflict in which the
role pressures from the work and family
domains are mutually incompatible in
some respect. That is, participation in the
work (family) role is made more difficult
by virtue of participation in the family
(work) role.

Greenhaus & Beutell, 1985

Stakeholder conflict

Stakeholder conflict arises in situations
where the interests of different parties are
in opposition, thereby hindering the
achievement of common goals. Such
conflict affects the relationships between
the parties and can be addressed through

Kujala, et al., 2022

— military family
conflict

organisation and the military family refers
to a situation in which the demands placed
on a service member by the military
organisation are in contradiction with the
needs and expectations of their family
members. This type of conflict generates
psychological and functional strain that
limits the service member’s ability to
fulfil both professional and family roles
effectively, negatively affects the well-
being of family members, and may disrupt
the functioning of the military
organisation.

ethical, strategic, or  pragmatic
approaches.
Military organisation | The conflict between the military | Own contribution

Resilience of the
military family

The capacity and resources of military
families to adapt successfully to their
current situation and to cope with the
challenges and emotional, social and
practical difficulties associated with
military service.

MacDermid, et al., 2014

* The definitions of the above terms have been developed by the author of the study based on literature analysis
and military organisations around the world experience. Explanatory notes have been added to define the terms,
thereby framing and creating a common understanding ofhow each term is used within the scope of the study



INTRODUCTION

Stakeholder management in the context of management science is viewed as a crucial and relevant process for any
organisation (Carter, 2021). Stakeholders include individuals and groups without whose involvement and support
it would be difficult orimpossible for an organisation to continue its activities and even its existence (Mitchell, et
al., 1997) - employees, customers, suppliers, business partners and all others who in any way have a direct or
indirect influence onthe organisation's activities. Stakeholder strategy demonstrates that an organisation does not
exist in isolation from the rest of the world; it is surrounded by ‘players' with whom there is constant interaction
and whose interests can influence the organisation, justas they can influence the organisation (Jeurissen, 2004) .

Stakeholder management research has shown the importance of managing the relationship between an organisation
and its many stakeholders (Bundy, et al., 2018). Successful engagement with stakeholders contributes to
organisational success, performance and quality (Harrison, et al., 2022). The success or failure of the contact
between an organisation and its stakeholders influences both the day-to-day processes ofthe organisation and the
performance, well-being and well-being of its employees. Good stakeholder contact facilitates employees' daily
work, and its absence, on the contrary, makes communication between employees and at the hierarchical level
throughout the organisation difficult and complex. This can affect the culture of an organisation at the level of
artefacts, expressed beliefs and values, and core beliefs (Schein, 2010). Stakeholder influence can thus be seenas
a broad, holistic and multi-layered process that has long-term lasting effects on the relationships between the
organisation and its stakeholders.

Researchers have concluded that for an organisation to develop and improve, it must learn to look at itself through
the eyes of its stakeholders, changing its perspective and seeing itself as if fromthe outside. Communication must
go beyond the usual intra-organisational communication and further include communication with stakeholders.
Stakeholders cannot be controlled, but interactions with stakeholders can be managed. Through dialogue, an
organisation and its stakeholders can build trusting relationships based on openness, accountability and
cooperation (Jeurissen, 2004) .

The author has analysed the scientific literature and found that several researchers (e.g. Santos, et al., 2023;
Menezes, et al., 2022; Borria, et al, 2022; Goyal, 2020) highlight the paucity of research on stakeholder
management and governance and note that the studies that have been carried out in this area have mainly focused
on a particular aspect of stakeholder management, without addressing the issue in a complex way. Studies
conducted by other researchers support this observation (Nguyen & Mohamed, 2018; Mashali, et al., 2020; Ngyen
& Mohamed, 2021; Corazza, etal., 2024). They recommend that stakeholder research should take an integral view
of the issue and stress the need to align private and public interests (Kujala, etal., 2022). The need for a stakeholder
management strategy and the ability to be flexible during the implementation of the strategy, taking into account
stakeholder standards and values where possible, is also emphasised (Linnerud, et al., 2023; Song, et al., 2025;
Zamri, et al., 2023).

This study proposes to use the military organisational environment as a context to explore stakeholder
management, based on the assumption that the military environment is more likely to generate conflict between
the organisation and its stakeholders. Management science researchers have often used the military domain as a
starting point for creating definitions of strategy-related terms (Desjardins, et al., 2021). Similarly, in the current
times of business turmoil as well as economic and social crisis, it may be particularly important to consider the
context of the military organisation, which traditionally has extensive experience in conflict and crisis resolution.
Taylor and colleagues point out that scholars in the military and business worlds have much to learn from each
otherand call for further research at the intersection of these two interests (Taylor, et al., 2013) . This study focuses
on military organisations as the context of the research. However, it emphasises that the results of the study are
also applicable to any organisation in a civilian setting.

In the context of military organisations, stakeholder management is crucial due to the critical nature of military
operations, which have a significant impact on the well-being of military personneland their families. The well-
being of military families, in turn, has a profound effect on national security. From a stakeholder management
perspective, the military family is important, yet an understudied stakeholder of the military organisation (Castro
& Sullivan, 2018). The United States (US) military community and family policy is a good example of integrating
this stakeholder into the military family system (Menestrel & Kizer, 2019). This experience could also be helpful
in the context of business organisations.

The principles of military organisations are increasingly converging with those ofbusiness organisations. In the
last century, studies have shown that the armed forces are losing their institutional characteristics and shifting
towards a profession-oriented or market-based model (Moskos, 1977; Moskos, 1986). As the Institutional-
Occupation (I-O) model suggests, the military is moving away from an institutional orientation, traditionally



characterised as public service, and towards a vocational orientation, characterised as solely work orientation
(Moskos, 1986; Taylor, et al., 2013).

Thus, the military can be studied from the perspective of the business environment, and the study of military
organisations can, in turn, teach management strategy researchers a great deal.

Under-researched questions

The relevance of the topic "Organisation-Stakeholder Cooperation: Organisation and Military Family" is based on
both the lack of research on stakeholder management and the scarcity of research on military organisations from
an organisational governance perspective.

Management researchers still underestimate the military organisation as a rich and vast source of knowledge. For
example, Allen and Coates (2009) suggest that the military organisation should be studied as a public service
organisation due to its unique competencies and capabilities, such as strategic, operational and tactical planning
knowledge. There is a lack of empirical research ontherole of military organisations in public administration, and
researchers highlight the need for more research on the military organisations (Charbonneau, et al., 2021) .
Researchers have concluded that military organisation research can provide valuable insights into the field of
business organisation research (Hasselbladh & Yeden, 2020) .

Today, the military organisation of any country takes on a wide range of roles beyond traditional defence and
security. This evolution is driven by the changing nature of the modern military organisation and its interface with
society (Edmunds, et al., 2016) . The role of the military organisation is emphasised, focusing on creating value
for society in a variety of ways, not only providing security (Black, et al., 2021) . In some countries, military
organisation is key to political, economic and social development (de Carvalho & Lima, 2023) . Furthermore, in
an analysis of 70 security strategies in 37 Organisation for Economic Cooperation and Development (OECD)
countries, scholars have identified three key roles of military organisations that influence civil-military relations:
collective defence, collective security and helping the people (Wilen & Strombom, 2022) . Kalkman and Pascal
emphasise the importance of military power in maintaining balance in Eastern Europe, especially in asymmetric
conflicts, as well as the need to analyse the patterns of Western armed forces (Kalkman & Pascal, 2019) .
Furthermore, researchers have found that increased military partnerships and participation have positive effects on
national economies (Black, et al., 2021) and growth (Utrero-Gonzalez, et al., 2019) .

Military organisations are also highly valuable for research from a stakeholder management perspective.
Inadequate stakeholder management can lead to incompatibilities and conflicts between the organisation and its
stakeholders. The military environment enhances the expression of management processes in its changing,
demanding and often extreme context; therefore, by studying military organisations and their stakeholders, the
results can be successfully adapted and applied in the context of civil organisations, including business.

From a stakeholder management perspective, military families are important, influential, and still under-researched
stakeholders in military organisations (Castro & Sullivan, 2018). The US military community and family policy
is an excellent example of integrating this stakeholderinto the military family system (Menestrel & Kizer, 2019),
yet many European countries, including Latvia, still lack this experience.

In a business environment, stakeholder conflict is unpleasantand disruptive, but it typically has a limited impact
on broader society. When conflicts arise between a family and a military organisation, the situation can be
classified as extreme becauseit can have unpredictable consequences

Military organisation provides an exciting and extreme context in which to study conflict management. There is a
lack of research on the family as a stakeholder in the military organisation. Admittedly, the conflict between the
military organisation and the military family is interesting because of its dual nature. Changing military missions
and tasks affect military members and their families, and work-family conflict directly affects the psychological
well-being of military family members (Huffman, et al., 2017) .

Several researchers have studied work-family conflict in the military organisation and the military family. For
example, Vuga and Juvan (2013) , and Segal (1986) , found that both the family and the military can be seen as
'greedy institutions’, as the demands of the military often exceed those ofthe family, especially during deployment.
Mills & Tortez (2018) highlighted the unique challenges faced by spouses of military service members, including
irregular work hours, prolonged separations, and frequent relocations. Koraila (2021) highlighted that
organisations need to address work-family conflicts to prevent negative consequences for military personnel such
as stress, low performance and absenteeism. Desivilya and Gai (1996) identified and analysed successful work-
life balance strategies in military families, including couple relationships. These studies highlight the complex and
multifaceted nature of work-family conflict in the military, as well as the importance of conflict resolution in
supporting the well-being of military service members and their families. Successfully managing conflict requires
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balancing concern for achieving goals with concern for other people and maintaining healthy relationships
(Langton etal., 2013). The Dual Concern Theory, as found in the conflict management literature, classifies conflict
resolution strategies into those that prioritise concern for others or concern for self (Bolino et al., 2022). Within
the Dual Concern Theory, Langton (2013) proposes 5 conflict resolution strategies: 1) competing; 2) avoiding; 3)
compromising; 4) accommodating; and 5) collaborating.

Similar situations can arise in businesses where the nature of the work requires employees to travel to another
country or a remote location, such as construction companies.

Using the military domain, this study addresses the question of how organisations and their key stakeholders—
families—interact with each otherto reduce work-family conflict, and what support is needed fromthe community .
Previous studies have not examined community support mechanisms as a means to mitigate work-family conflict
from a Dual Concern Theory perspective. Similarly, research on stakeholder management has given little attention
to the family as an important stakeholder in many organisations and to community support as a mechanism to
ensure alignment between the organisation and its stakeholders.

Object and subject of the study
(1) The military family is the object of study;

(2) As the subject of the study, the family’s participation in the conflict and conflict mitigation mechanisms
between the military organisation and the family are examined, integrating Organisation-Stakeholder Fit Theory,
Conservation of Resources Theory and the Dual Concern Theory.

Aim and objectives of the thesis

The aim is to identify strategies for resolving family and organisational conflicts, as well as the role of community
support, and to develop a family-support-oriented model for reducing family-work conflict using a military
organisation and military family as an example.

In order to achieve the aim of the study, the authorhas set the following objectives:

(1) Integrate Organisation-Stakeholder Fit Theory, Resource Conservation Theory and Dual Concern Theory in
the context of military families;

(2) To conduct theoretical research on the problems and challenges that may affect military families in the context
of Organisation-Stakeholder Fit Theory and to analyse the experiences of other countries in respect to military
family support mechanisms;

(3) Using a survey of military families, identify work-family conflict resolution strategies and the level of
community support needed;

(4) To conducta study on the necessary measures to establisha systemof support for military families in Latvia
in order to increase family members' satisfaction with the support offered by the military organisation;

(5) Based on the results of the research and theoretical insights, develop a community support model that would
increase military families' understanding of the everyday life of military personnel.

Hypotheses
For the quantitative part of the study, the following hypotheses (H) are put forward:

H1: Collaborative conflict resolution strategies are statistically significantly, negatively associated with work -
family conflict, holding other factors constant, moderate it and have the greatest conflict-reducing effect of all
conflict resolution strategies.

H2: Collaborative conflict resolution strategies are statistically significantly and positively associated with partner
satisfaction, other factors being held constant.

H3: Support from the military community is a necessary condition for reducing work-family conflict.
H4: The support of the military community is a necessary condition for partner satisfaction.
In addition to the qualitative part of the study, a research question (RQ) is posed:

RQ: What needs to be included in a community support model to ensure effective organisation-stakeholder
cooperation?



Theoretical framework of the study

The theoretical framework of the study is based ona literature review and empirical research. The authorfocuses
on stakeholder management and organisation-stakeholder collaboration in the context of the military organisation
and its major stakeholder, the military family. The author discusses the importance of organisational-stakeholder
compatibility and collaboration in the context of the military family, focusing particularly on partner satisfaction,
including relationship satisfaction and communication satisfaction, and its impact on the family as a system. The
theoretical framework of the thesis is based on the integration of the Organisation-Stakeholder (O-S) fit, Dual
Concern and Conservation of Resources (COR) theories.

The underlying assumption of this study is that of Moskos (1977), who proposed that military service is being
transformed from a value-based occupation to a professional occupation, with variables including legitimacy,
commitment, compensation systems, spousal support groups, and legal protection during and after service. This
had an impact on the previous understanding of service by both military personnel and military organisations
(Moskos, 1977) .

As the author views the military family as an organisational stakeholder, the theoretical framework draws on
Stakeholder Theory (Freeman, 1984), which has evolved as a significant component of strategic management
science since its emergence in the 1980s. As Edward Freeman, author of Stakeholder Theory, has pointed out, the
21st century is marked by a focus on "managing for stakeholders” (Freeman, 2018) , as research increasingly
demonstrates and emphasises the role of stakeholders in organisational performance. Next, the Organisation-
Stakeholder Fit Theory (O-S fit theory), proposed by Bundy et al., is applied as a complement to Stakeholder
Theory. This theory explains the behaviour of both parties and emphasises the importance of achieving value
congruence and strategic complementarity in the critical interaction between an organisation and its stakeholders
(Bundy, et al., 2018) .

Family-work conflict in the military context can lead to incompatibility between the organisation and stakeholders
and consequently lower the well-being of military personnel. The conflicts that inevitably arise between the
military organisation and the military family as a result of this important interaction are examined by the author
through the prism of Conservation of Resources (COR) theory (Hobfoll, 1989). This theory describes the
motivations that drive people to both preserve their current resources and seek new resources when inter-family
conflict arises and essential resources are inevitably lost in the process, in an attempt to balance both work and
family roles.

To reduce conflicts between the military organisation and the military family, the author applies Dual Concern
Theory. The Dual Concern Model is a widely accepted approach in the conflict management literature, however
the relationship between the dimension of concern (for self and others) and the choice of conflict resolution
strategies remains unproven (Sorenson, et al., 1999) . Furthermore, Oskarsson and colleagues (Oskarsson, et al.,
2021) call for further research on military family members' perceptions ofwork-life balance in the military family.

Owerview of the research methods used in the thesis

The study is based on the positivist paradigm. A mixed-methods study was conducted, with the quantitative phase
taking priority, while the qualitative phase was used to complement the quantitative study's results with data-driven
recommendations. Based on Creswell's notation (Creswell & Plano Clark, 2011), the method applied was labelled
as QUAN — QUAL, indicating that the methods were applied sequentially and each had its own objective.

A quantitative research design was employed to investigate the relationship between work-family conflict and
partner satisfaction, utilising five conflict resolution strategies, as well as perceived community supportfrom the
respondents. A structured survey was conducted between August 23, 2023, and September 26, 2023. Structural
equation modelling (PLS-SEM) in combination with necessary conditions analysis (NCA) was used to analyse the
quantitative data. The structured questionnaire also included open-ended questions, which provided qualitative
data. This data was analysed after the quantitative data analysis, together with the qualitative dataobtained in the
next step.

Focus group interviews were organised to explore the need for community supportand to understand the details
of the type of support. The opportunity for spouses and other family members of military personnelto apply to
participate in the focus group was advertised in all regions of Latvia, butthe most significant response came from
Kurzeme. The focus group interview took place on5 June 2024 in Liepaja. Thematic analysis was used to analyse
the qualitative data.
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Theses for defence

(1) Use of collaborative conflict resolution strategies ensures the least work-family conflict in the context of
collaboration between organisations and their stakeholders, military families.

(2) Use of collaborative conflict resolution strategies ensures the highest satisfaction of the stakeholder (family
member) with the partner.

(3) The use ofaccommodating conflict resolution strategies ensures higher partnersatisfaction but does not reduce
conflict between the organisation and its stakeholders.

(4) Community support is a necessary condition for reducing work-family conflict and ensuring cooperation
between the organisation and the family as a stakeholder.

(5) Community support mechanisms should include practical and emotional/psychological support opportunities
for military families, provide military families with socialisation opportunities that build a foundation for military
family identity, strengthen the sense of military community and foster a sense of belonging.

Nowelty of the Research
Theoretical nowelty:

(1) Dual Concern Theory is applied to mitigate conflicts between a military organisation and its external
influencer, the military family.

(2) The scientific discussion on the application of Organisation-Stakeholder Fit Theory (O-S fit theory) and
Conservation of Resources Theory (COR theory) in the military field is expanded, highlighting the need for
community support to ensure cooperation between organisations and their stakeholders. Community support is
proposed as a mechanism for ensuring organisation-stakeholder cooperation, which could be applied in similar
professions and civil organisations, including business.

Practical nowelty:

(1) A modern model of support for military families is being developed, which would potentially increase military
families’ understanding of the everyday life of a family member in the military service in Latvia and thus build
family resilience and satisfaction with the opportunities offered by military service. Elements of the model
developed can also be used in business organisations facing similar stakeholder management challenges.

Methodol ogical nowelty:

(1) A unique survey that combines conflict resolution strategies with community support and is applicable to
organisational and stakeholder conflict research, notonly in the military butalso in other organisations.

Examining stakeholder cooperation through the lens of the military organisation and the military family creates a
more nuanced context and can broaden the perspective on how to resolve conflicts between the organisation and
its stakeholders. Finding and applying successful and practical solutions to conflicts between stakeholders in a
military environment can improve the performance of military personnel, thereby contributing to the overall goak
of the organisation and also to the public interest.

Overall, this study contributes to research and practice by integrating conflict resolution strategies to achieve
organisation-stakeholder compatibility and understanding how organisations and stakeholders can work together.
The results are applicable to both military and business organisations.

Limitations of the study

(1) Territorial limitation - the empirical study was carried out in Latvia.
(2) This is a cross-sectionalstudy and is limited to a specific time.
(3) The military family is seen as a stakeholder in the military organisation.

(4) The current tense situation in the world and the war in Ukraine affect military families, and the confidentiality
requirements currently in force in military organisations do not allow the inclusion of military personnelin the
study. Inanother political and military context, the situation could be different. However, the current situation also
has its advantages, as it allows for the study of cooperation between the organisation and the family, as its
stakeholders, precisely in conditions of crisis and uncertainty.

(5) Theoretical limitation — cooperation between the family and the military organisation is studied from the
perspective of stakeholdertheory, which is a theory of organisational management.

11



Validation of the results

The results of the research have been presented and discussed at the following Latvian and international scientific
conferences:

1) "Comparison of social guarantee systems of the National Armed Forces in the Baltic States" paper
presented at the 14th Annual Scientific Baltic Business Management Conference ASBBMC 2021, June 1-3, 2021,
Riga, Latvia.

2) "Organisation-Stakeholder Fit in a Military Context: Conflict Resolution Strategies between a Military
Organisation and Military Family" paper presented at the International Scientific Conference 415t EBES
Conference Berlin, October 12-14, 2022, Berlin, Germany.

3) "Ensuring a Work-Life Balance by Mitigating Conflicts Between the Organisation and the Employee’s
Family™ paper presented at the 16th Annual Scientific Baltic Business Management Conference ASBBMC
2023, June 1-3, 2023, Riga, Latvia.

4) "Navigating Conflict and Cultivating Collaboration: Insights from Military Stakeholder Dynamics ™
paper presented at the 17th Annual Scientific Baltic Business Management Conference ASBBMC 2024, May 28-
30, 2024, Riga, Latvia.

5) "Understanding Stakeholder Conflict through the lens of military organisation and military family: A
Combined Use of PLS-SEM and Necessary Condition Analysis™ paper presented at the International
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1. THEORETICAL FRAMEWORK OF THE STUDY

1.1. Principles for selecting scientific literature

The authorhas carried out a structured literature analysis by studying the literature available in the Web of Science
and Scopus databases (scientific articles, studies, dissertations, books, book reviews, monographs, etc.), as well as
by consulting official studies available in the public domain onthe experiences of countries around the world with
military family supportsystems (Menestrel & Kizer, 2019; Pickering, 2017).

1.2. Stakeholder management

According to Stakeholder Theory (Freeman, 1984) , any individual or group that can directly or indirectly influence
an organisation's performance is a stakeholder (Joshi, et al., 2022). An organisation's internal or external
stakeholders always have a direct or indirect influence on the organisation's performance, results, and indicators.
The Organisation-Stakeholder Fit Theory proposed by Bundy and colleagues (Bundy, et al., 2018) complements
the original Stakeholder Theory by explaining the behaviour of both parties and emphasises the importance of
value congruence and strategic complementarity in this critically important interaction. It shows how to ensure
successful interactions between the organisation and stakeholders by creating a collaborative model (Bundy, et al.,
2018) and thereby promoting positive outcomes for both parties. ~ Stakeholder management in a military
organisation begins with identifying individuals and groups that have an interest in, or are affected by, military
operations in any way. Effective stakeholder management is crucial notonly for the success ofthe combat mission
but also for maintaining public support, transparency, and legitimacy. This requires open information sharing,
understanding ofeach stakeholder's unique needs and strategic engagement to foster positive relationships.

1.3 Military organisation and military family

From a family systems perspective, each family member has a constant influence on each other. The systens
approach views the family as an organised whole with interrelated parts in a hierarchical structure (Cox & Paley,
1997) , where any one part has a significant impact on anotherpart. The parts of the systeminfluence each other
continuously and, in turn, affect the processes, decisions, actions, beliefs, and stereotypes that occur within it.

The military organisation and the military family as its stakeholder are exposed to particular challenges and risks
due to the specific and increased demands of military service (Runge, et al., 2023) . To be able to develop a
definition of the organisational stakeholder under consideration in this study, the military family, the author has
analysed the term "military family" in the context of global research and concludes that the definition of the
military family varies between studies depending on the source and the purpose of the formulation. A study by the
Canadian Institute for Military and Veteran Health Research (Gribble, etal., 2018) compares definitions of military
family available in open sources from the USA, the UK, Australia and Canada. It concludes that only the US
Department of Defence has defined in general terms what the concept of military family encompasses. In the UK,
Australian and Canadian official documents, the definition ofthe military family depends on the contextand policy
in which it is applied. The US Department of Defence defines a military family as a group of people who are
immediate family members related by blood, marriage, or adoption (including those who have lost a family
member serving in the US armed forces) to those serving in the US armed forces (Gribble etal., 2018). However,
it must be acknowledged that globally, there is a lack of a clear, unambiguous, and uniform definition of the
military family, which would allow for a definition with a common understanding and clear terms.

In the context of the military, the author uses the term "military family” to refer to the servicemember and their
spouse, as well as their children (including adopted children) and/orparents who reside in the same household as
the servicemember. A military family is defined as a family consisting of at least one servicemember, but may
include several, for example, both spouses are servicemembers, or one parent and the child/children sharing a
household with the parent are also servicemembers.

1.4 The role of the military family as a stakeholder

Military families play a multifaceted and critical role in the interaction between the military organisation and
military personnel. The impact of the family is not only reflected in the personal lives of military personnel, but
also has a significant impact on the effectiveness of the military organisation, the morale of its personneland the
overall well-being of the organisation. This is due to the many aspects that reflect the wide and multifaceted
influence of the military family. These aspects serve as reasonswhy it is essential for the military systemto support
the military family. The author of the study identifies the following aspects as the most important: (1) The military
family is a supportelement, a "back-up" in critical moments and non-standard situations. It serves as the primary
supportive element for military personnel, providing emotional, psychological, and practical support when they
are on a mission or training, as well as in any non-standard or challenging circumstances. This family support
systemimproves the resilience and ability of military personnel to perform their duties effectively (Menestrel &
Kizer, 2019; Mmari, et al., 2009). (2) The military family supports the emotional well-being of the military
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personnel. A stable and supportive family environment has a positive influence on the emotional well-being of
military members, which in turn positively impacts the quality of service and performance (Ortiz-Torres, 2022).
(3) Caring for the military family. Knowing that their families are cared for allows military personnel to focus on
their duties without distraction from family issues. This improves the overall effectiveness and readiness of the
military (Menestrel & Kizer, 2019). (4) Personnel retention. Keeping experienced personnelin service for a longer
period is important for the satisfaction and well-being of military families. A positive family environment can
contribute to service members' decisions to pursue a military career, reducing personnelturnoverand the associated
costs of recruiting and training personnel (Aronson, et al., 2018) . (5) Military family retention in the face of
deployment to a mission area, relocation to another duty station, or absence from the family for training. Their
ability to adapt to changing situations and cope with new circumstances also positively influences military
members' individual resilience and ability to manage challenges (Meadows et al., 2015; Meredith et al., 2011;
Lucier-Greer & Campbell, 2024). (6) Social integration: military families often form close-knit communities
within the military environment. These socializations within the community provide a sense of belonging and
support, fostering military integration and positive experiences within the military organisation (Conforte, et al.,
2017a) . (7) Readiness and focus: when military members are confident that their families are supported even in
their absence, they can devote their attention and focus on their duties to the maximum extent possible without
worrying about the welfare and well-being of their families (DoD, 2012; Menestrel & Kizer, 2019). (8) Work-life
balance. Supporting military families helps military personnel maintain a healthy work-life balance. When families
are also considered from the military organisation's perspective, it becomes easier for military personnel to strike
a balance between their professional responsibilities and family life (Patten, 2012; Berndtsson & Osterberg, 2023).
(9) Mental health. A strong family supportsystempromotes the mental well-being and resilience of its members,
reducing the risk of stress-related problems (Leroux, etal., 2016). (10) Public image. The well-being of military
families serves as a reflection of public opinion about the military organisation. Positive support for military
families makes the image of the military organisation more attractive and enhances its credibility in the eyes of
the public (Sabado, 2016) . (11) Family readiness. When military families feel supported,they are better equipped
to handle the challenges that arise during military deployments, relocations, or training. This contributes to overall
family preparedness for non-routine situations and times of crisis (DoD, 2012; Pye & Simpson, 2017).

Consequently, military families play a crucial and unique role within the military organisation, making them a key
stakeholder in the organisation. This stakeholder influences the emotional well-being, commitment and morale of
the military personneland plays an important role in helping the military organisation to understand the needs of
the personnel

From a defence services perspective, the focus has historically been on the military service member, his or her
welfare and well-being for many decades, while the US Military Community and Family Policy (MC&FP)
proposes to focus on the military family as a systemrather than on the soldier as an individual (Menestrel & Kizer,
2019) . As the family has a direct impact on the individual and his or her well-being, and as each family member
contributes to the overall family microclimate, the resilience and readiness of the military member for the
performance of his or her duties is also shaped by the degree of preparedness of not only the individual but also
his or her entire family for non-standard situations. Personal and family readiness refers to the state in which an
individual or family is prepared to effectively meet the challenges of daily life thatarise in the unique context of
military service (DoD, 2012). Moelker, Andress, and Rones offer a triadic approach to understanding today's
military families (Moelker, et al., 2019) . According to the authors, the state, the armed forces, and the military
family are interconnected and interdependent; therefore, changes in one component of the triad will inevitably
affect all the others.

According to the Conservation of Resources Theory (Hobfoll, 1989), high-level demands at work consume a
significant amount of personal resources (Hobfoll, 2002; Li et al., 2024), which are replenished in the family
environment. Research by Rubio, Osca, Recio, Urien, and Peird (Rubio, et al., 2015) has shown a simultaneous
correlation and effect between work-family conflict and employee emotional exhaustion: an employee suffering
from work-family conflict is at risk of increased levels of stress,which in turn is associated with the depletion of
the person's emotional strength.

For the whole family to acceptand cope with these challenges, each member, and therefore the family as a system
must be mentally and emotionally prepared for possible changes and feel stable in both everyday situations and in
the face of predictable or unpredictable events. For this to happen, the basic needs of the family must be met: the
family must feel stable, its daily well-being must be assured, and there must be some predictability about future
events in the military member's career and relocation (complete predictability is not possible in the military
context, butthe organisation should ensure that the military member is informed in advance of planned events, at
least when and to the extent this is possible). Predictability rooted in respect for the military family on the part of
the military organisation will, in turn, increase the family's level of trustin the organisation. Inherent trust creates
a sense of security and confidence that the organisation's treatment is fair, which in turn potentially enhances the
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family's overall well-being. It should be noted that increased work demands increase the likelihood of conflict in
both work and family contexts (Bridger, et al.,, 2008) and the military is a profession of increased work demands,
increased risk and increased responsibility.

Research on family functioning suggests that family well-being reflects the family's ability to manage stress
(Sheidow, et al., 2014) . The specific role and situation of the military family can be described as a "two-person
career" - the military spouse/domestic partner has to perform specific unpaid "duties™ daily (Gilbert, 1995) , which
often takes the form of additional family responsibilities in the absence of the servicemember during daily
deployments and weeks or even months of training, extended absences during international operations in mission
areas, relocation of all family members due to a change of duty station, which affects the daily life of each family
member. The health of family relationships (how family members interact with each other and respond to
situations) can serve as a measure of how the family copes and solves problems together. When the family system
is strong, family members tend to have better mental health (i.e. psychological resources) and have healthier
behaviours and reactions (O'Neal, et al., 2016) to what is happening.

The author concludes that military families play an important role in shaping the interaction between military
personnel and military organisations. Awareness of the role of military families and providing families with the
necessary resources, offering support programmes and community support opportunities, contributes to the overall
effectiveness of the military organisation, the morale of its personneland the sense of mission.

1.5 Organisational stakeholder conflicts in the context of a military organisation and their consequences -
work-life balance

Risks of conflict between an organisation and its stakeholders arise when the organisation's actions hinder the
ability of stakeholders to reach mutually acceptable solutions (Ganson, et al., 2022) to any situation, taking into
accountthe realities of the current circumstances. Conflict indicates a clash of interests and develops when parties
are unable or unwilling to find ways to resolve or at least mitigate them by finding mutually acceptable solutions.

There are many potential sources of conflict in the life of an organisation, and most of them are related to
stakeholders. The results of such conflicts can be detrimental to both parties and have significant, far-reaching
consequences. Both academics and practitioners recognise the seriousness ofthese consequences, which can result
in dissatisfaction between stakeholders, work-life conflict for employees, and manifest in weak, unacceptable and
ineffective organisational performance. According to Huffman and colleagues, the leading causes of conflict have
traditionally been 1) time resource conflicts: time spentin one role interferes with other roles (Huffman, et al,
2014) ; (2) tension-based conflicts: when tension in one role affects an individual's performance in another; (3)
behavioural conflicts: when certain behaviours are important in one role, making it challenging to meet the
demands of another role (Greenhaus & Beutell, 1985; Wong, et al., 2020).

Work-life conflict arises when uncoordinated pressures are exerted in one area of life (work, family) (Greenhaus
& Beutell, 1985; Wong, et al., 2020). Military occupations are a good example of such imbalances, as they are
significantly dominated by time spentatwork. Traditionally, the military family canbe seenas part of the military
system, because for any family member to be able to fulfil the obligations imposed by the service, the family must
support the servicemember by understanding and supporting the needs ofthe service and the servicemember's duty
to the military organisation and the state (Dandeker, et al., 2006) . This perspective allows for a broader look at
the role of the military family, its importance and influence, and allows for the conclusion that the family in the
context of military service becomes one of the key stakeholders, so that building a quality and trusting relationship
between the military organisation and the family as its stakeholder becomes one of the key success factors for the
organisation, both for retention and for the quality performance of its duties and tasks.

A mutually beneficial relationship must be built between the military organisation and the military family, so that
neither side feels ignored or marginalised. The family of a soldier should not be made to feel that they have to
sacrifice everything for the sake of the soldier's career and the demands of the service. Even if such sacrifices are
partly made to redress the balance, the military organisation should take steps to make the military family feel
special and, in some ways, privileged. Military family members are willing to make sacrifices to a certain extent.
However, there comes a point beyond which the family must also begin to feel supported by the systemand the
family's privileged position in order for the family to feel compensated for the sacrifices made on their part and to
feel honoured and proud to be part of the military system (Moelker & Van der Kloet, 2003) .

While the overall number of studies on military families as systems has increased, empirical efforts to understand
the functioning of military families still lag behind the number of studies that focus specifically onservice people
(Castro & Sullivan, 2018)
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1.6 Conflict resolution strategies from the perspective of the Dual Concern Theory

Conflict resolution strategies based on the Dual Concern Theory are grounded in the idea that conflicting parties
can achieve their goals by cooperating and seeking mutual benefits. Dual Concern Theory focuses on the idea that
parties can find ways to pursue their interests without harming the other party, and possibly even improve the
relationship between the two parties. The theory suggests that conflicts often arise from incomplete information
and inadequate communication. It aims to fostera constructive and long-term relationship between the parties,
taking into account the needs and wishes of both parties. It aims at sustainable solutions that benefit all concerned.
Dual Concern Theory proposes: (1) to explore and understand the interests ofall parties; (2) to frame the problem
in a way that reflects the common interests of the parties ; (3) to communicate positively and openly that can help
avoid misunderstandings and escalation of conflict; (4) broaden the choice by looking for different alternatives
and solutions so that the parties have less to lose and each party has something to gain; (5) implement solutions
and changes gradually, observing the changes and their impact and adapting changes if necessary (Langton, et al.,
2013) .

When looking for ways for an organisation to foster engagement with the organisation's stakeholders, strategies
for stakeholderengagement may include open communication; identification and assessment of stakeholder needs;
a collaborative decision-making process; building and sustaining relationships over the long term; adaptability,
recognising that stakeholder dynamics and needs may change over time (Kujala, et al., 2022)

The Dual Concern Theory, as reflected in the conflict management literature, classifies conflict resolution
approaches as those that require balancing concern for others with concern for self-interest (Bolino , et al., 2022).
As defined by Langton and colleagues, Dual Concern Theory conflict resolution strategies show that successful
conflict management requires balancing concern for one's own goals with concern for others and maintaining
healthy relationships (Langton, et al., 2013) . Within the framework of the Dual Concern Theory, Langton and
colleagues (Langton, et al., 2013) propose five possible conflict resolution strategies: (1) competing, (2) avoiding,
(3) compromising, (4) accommodating, (5) and collaborating.

Figure 1 illustrates these five strategies, along with the corresponding actions required to apply and implement
them.

Competing: coercion or fight Collaborating: problem-solving
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© — S - -
% i)zgllfiggna%tzrfhseci)r:/;l:r;:ttzrgsf;t;\rgv;tr:om Clarifying differences to find win-win results
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§ & e Threatening and bluffing preferences
> c e Presenting convincing
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QE S e Positional commitments important and the unimportant
o 2 Compromising: reconciliation
Z E Meet the needs of others
|rJ_: e e Make conditional promises
2 e Finding a middle way
> Awiding: passivity Accommodating: making concessions
= Refusing or ignoring conflict Putting the others'interests before your own
e Not thinking aboutthe problem e Unilateral concessions

e Making unconditional promises
e  Offering help

Not conducive to Facilitating

cooperation cooperation
COLLABORATION
Trying to meet other people's needs

Figure 1.1 Conflict resolution strategies and accompanying behaviours
Source. Langton, et al. (2013, p. 200); Cai&Fink (2002)

Evans & Steeger (2018) point out that military organisations face a complex challenge in taking the necessary
steps to achieve theirimmediate strategic objectives, while also working to develop systems and tools that improve
the quality of life of their personnel. To attract and retain personnel, the military organisation needs to ensure that
military personnelcan achieve an acceptable balance between on-duty and off-duty time, promoting the soldier's
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choice to develop and remain in the service (Berndtsson & Osterberg, 2023). Conflict between the two parties
arises because people have to fulfil roles thatare expected by both stakeholders (the military organisation and the
military family), and there comes a point when satisfying the demands of one role makes it difficult to meet the
demands of the others.

In order to adapt the Dual Concern Theory to the specific military environment and its stakeholders, the author
proposes to broaden the application and understanding of the Dual Concern Theory concepts: (1) to broaden the
concept of "self-care” to include both military and family interests and needs; (2) to extend the concept of "care
for others" to the interests of society as a whole.

A positive outcome, i.e. a successful cooperation between the military organisation and the military family, canbe
considered as a model where: (1) the military partner/family is satisfied with the opportunities offered by military
service and the status of the military family; (2) there is a low level of work-family conflict.

Conflict resolution between the military organisation and the military family is an essentialaspect of maintaining
healthy family relationships and supporting the well-being of military personnel and their families. The military
organisation can play an important role in reducing conflict by providing the necessary resources, support, and
practical ways to help military families manage conflict effectively: (1) Communication skills development
(workshops or resources that focus on practical communication skills, active listening and assertiveness.
Improving communication can prevent misunderstandings and help family members to express their feelings and
needs more clearly); (2) Family support programmes to deal with difficult situations; (3) Specialist services for
families from helping professions (psychologists, supervisors, mediators), support to maintain mental health; (4)
Open dialogue from the organisation about the expected difficulties; (5) Opportunities for communication with
the military person in his/her absence; (6) Opportunities for military families to exchange experiences and learn
from each other's experiences; (7) Family support in emergency situations (also in the absence of the military
person); (8) Support during integration and reintegration periods (change of duty station, mission areas, return
from mission areas); (9) Recognise the importance of work-life balance by compensating military personnel for
time spent away and allowing some time with family; (10) Develop and offer educational resources that inform
military family members about the unique challenges of the military and offer practical strategies for managing
conflict; (11) Feedback mechanisms, enabling military family to provide feedback and suggestions on support
services and resources offered by the military organisation (Castro & Sullivan, 2018; Dandeker, etal., 2006; DoD,
2012; Long, 2022).

1.7 Conservation of Resources (COR) Theory

Applying the Conservation of Resources Theory to explain the need for military community supportand to avoid
work-life imbalances for military families, it is necessary to consider the different resources that are essential for
well-being in the military context (McFadyen, et al., 2005). The Conservation of Resources Theory, developed by
Hobfoll (1989), focuses onthe role of resources during periods of stress, difficult circumstances, and coping with
hardship. According to this theory, individuals seek to acquire, preserve and protect their resources, and stress
occurs when there is a potential threat of resource loss or actual resource loss (Hobfoll, 2002). The Conservation
of Resources Theory has been successfully applied to predict the consequences of various stressors in the contexts
of organisations, institutional operations, changes in individual health, traumatic stress, and everyday stressors.

Military personnel invest significant resources in the performance of their duties, including time, energy and
emotional commitment. Deployments to mission areas, long and often unnatural hours, and sudden changes in
events and circumstances can exhaust the resources of both the individual and their family (Muga & Juvan, 2013;
Segal, 1986). Looking at the situation from the other side, the family itself is also an important resource for
supporting the military. Military families frequently face frequent relocations, prolonged periods of separation
between family members, and considerable uncertainty regarding their daily lives. These challenges can deplete
family resources, leading to conflicts with work-life balance.

In this context, the support of the military community can serve as an important external resource. A supportive
community provides access to services and programmes that can alleviate stressors,suchas childcare services that
offer respite for military spouses, counselling services that provide emotional and informational support,and social
support networks that offer practical assistance. Action in the form of offering real community suppon, as a
counterbalance and counterforce to the loss of resources, helps to reduce the impact of military lifestyle-related
stress on work-life balance conflict (Menestrel & Kizer, 2019) .In general, the Conservation of Resources Theory
suggests that work-life balance conflicts in military families may arise due to the depletion of various resources.
By encouraging the creation of supportive environments, communities can promote resource conservation and
provide a better balance between military service and family life (McFadyen, et al., 2005). Military community
supportplays a crucial role in replenishing and protecting these resources, thereby reducing stress and enhancing
the well-being of military personneland their families.

17



1.8 Community Support

The term "community"” refers to a group of individuals who share certain characteristics. Some of these
characteristics include: geographical location; membership of a social group; individuals who share certain
behaviours; individuals who share similar demographic characteristics, including a sense of connectedness that is
subjective but which individuals experience as a common 'destiny' ora common 'path’ (Van Laar, 1999) There is
no single definition thatarticulates precisely and unambiguously what the term 'sense of community' encompasses
in the context of the military community. Van Laar (1999) suggests that a sense of community consists of two
elements: available social support (emotional ties between community members) and self-identification with the
community (a sense ofbelonging to a particular group)

In order to assess the importance and role of military community support in strengthening the sense of community,
which in turn leads to a higher quality of life for the military family, the authorof the study has developed ascheme
(Figure 1.4) showing the types of supportto be provided to the military family by the military organisation (Van
Laar, 1999): 1) functional support; 2) administrative support; 3) emotional support; 4) informational support.
Figure 1.2 shows the classification of types of support and their relationship to the quality of life of the military

family.
Sense of Community:

- Functional support
- Administrative support

- Emotional support
- Informative support

L

ff\_ttachment =z Subjective wellbeing Other aspects of
military organization quality of life

- Family resielience and readiness

- A military’s person decision to remain in service
- Performance of military person

Figure 1.2 Impact of sense of community on military family quality of life
Source: based Van Laar (1999).

According to Social Identity Theory, a person's social identity is their belief about their membership in a social
category or group (Asforth & Mael, 1989). From the perspective of Social Identity Theory and Identity Theory, a
person's identity is reflexive, and they may categorise and classify themselves in a particular and concrete way,
guided by other pre-existing social categories or classifications (Stets & Burke, 2000). In line with these theories,
the author of this study has developed a schema of the personal and social identity of the Military (1.3. Figure 1.2),
where the military person’'s identity is centred on his identity, which also includes his family (spouse), thus the
combination of identities "military person + military spouse™ could be described as the military person's identity,
while outside this personalidentity the social identities of the military person can be extracted: the military unit in
which the serviceman serves; the type of military force within which the unit in which the serviceman serves is
located; the military organisation as the unifying element of all types of forces and, finally, the country represented
and lived in by the serviceman and his family members.
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Country

s‘* Military organisation
Military branch
hilitary unit

Figure 1.3 Personal and social identity of a military person
Source: based on Van Laar (1999).

The scheme of personaland social identity of a military serviceman illustrates the multifaceted and complex sense
of belonging that a military serviceman experiences, which is shaped through the interaction of various personal
and social factors. On the personal level, the military spouse becomes part of the personal identity as a result of
emotional attachment, and often also serves as a source of emotional supportin times of hardship and challenge,
providing a sense of security and a sense of 'being left behind', especially during periods when the military spouse
has to be away from the family home for long periods in order to fulfil his/herservice obligations. This feeling of
support helps to strengthen the person's identity and serves as confirmation of their sense of acceptance and
understanding. Social identity, on the otherhand, relates to a person's sense of belonging to different social groups
and their impact on a person's behaviour, relationships, self-esteem, and perception of the world. All these layers
are interlinked and influence both the individual's well-being and the dynamics of society as a whole.

1.8.1 Experiences from countries around the world in supporting military families

Globally, methods of coping with stress in military families have been relatively well researched. Social
psychology has also taken this research a step further, exploring the role of social support. However, most of the
research to date has focused predominantly on support for coping with mental health problems.

An important sociological concept that was later adapted to military families derives from Coser's concept of
"greedy organisations", while Segal was the first to see its relevance in the military family context (Coser, 1974;
Segal, 1986). These studies can be seen as the beginnings from which subsequent research was built, focusing on
the military family as a systemand seeking ways to apply social support networks to it (Moelker, et al., 2006)

The models offered to support military families vary depending on the country, the structure of its military
organisations and the funding available. Some successful examples of countries providing different types of
support programmes for military families include: (1) The U.S. Department of Defence (U.S. DoD) and various
military branches offer a wide range of support programmes for military families. These include support for
families with members on deployments, counselling services, childcare programmes, educational resource suppott,
employment assistance for spouses, military spouse clubs (Department of Defence, 2024; DoD, 2024);
(Department of Defence, 2024). (2) United Kingdom (UK Armed Forces provide support services for military
families, including housing assistance, medical care, educational resources and community support programmes
aimed at fostering a sense of belonging) (UK, 2024) ; (3) Canada (Canadian Armed Forces offer family support
programmes such as mental health support resources, family readiness support during deployment, childcare
services and relocation assistance (Canada, 2024) ; (4) Australia (The Australian Defence Force provides resources
and programmes to support military families, including family support centres, counselling services, spousal
employment assistance and educational support for children) (Government, 2024) (5) Germany (The German
Bundeswehr offers support services for military families, including housing assistance, medical care, educational
resources and family support centres) (Bundeswehr, 2024; M&FRC, 2024). (6) France (The French Armed Forces
provide family supportservices including socialassistance, childcare facilities and programmes to support spouses'
careers) (Ministére des Armées, 2024); (7) Japan (The Japanese military offers family support programmes
including childcare services, educational support and programmes for spouses and children. Japan's military family
support systemfocuses primarily on supporting members of the US armed forces stationed in Japan) (TELL, 2024)
; (8) South Korea (The South Korean military provides support services to military families, including housing
assistance, medical care, educational resources and programmes for spouses and children) (MWR, 2024) ; (9) The
Netherlands (The Royal Netherlands Armed Forces provide family support services such as housing assistance,
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counselling, educational support and recreational activities) (Minesterie van Defensie, 2024); (10) Sweden (The
Swedish Armed Forces provide resources and programmes to support military families, including housing
assistance, educational resources and programmes for children and spouses) (Férsvarsmakten, 2024)

By analysing the most relevant research on support for military families, the authorhas compiled an overview of
the research conducted on models and strategies for military community support in various countries worldwide
(annexe to the Thesis). Most research on military family support has been conducted in the USA, and it is within
the US context that the broadest range of military family support organisations can be found, each specialising in
a particular field. By analysing the selected studies and exploring the types of support offered to military families
to date, the author has identified three primary sources of support for military families: (1) formal support from
the state in the form of guarantees and incentives for military personnel and military families enshrined in
legislation; (2) informal support fromthe military organisation; and (3) support fromthe military community (often
with the voluntary involvement of military family members). These three points of support each provide their own
specific and unique functions, and are delivered through different approaches and resources, but are focused on a
common goal: promoting the well-being, welfare, resilience and readiness of the military family, which, through
the military family, also affects the performance and well-being of the military person.

Formal support from the state includes social guarantees or incentives for service members and military families
embedded in laws and regulations, including financial support (allowances, interest-free loans, grants, education
scholarships, housing support); social guarantees (healthcare, pension system, social welfare programmes for
service members and military families); various support programmes (e.g. transition programmes from military
service to civilian life).

Informal support from the military organisation includes mentoring programmes and training, social support
groups where you can share experiences and receive mutual emotional support, as well as various events and
activities for military families.

Support from the military community includes resources and information on what support is available for military
personnel and military families (including emotional support programmes and financial assistance); various
community initiatives (educational opportunities, career counselling); social support networks (Romanyshyn &
Kozak, 2023; Sumner, et al, 2016; Bowles & Bates, 2010; Moelker, et al., 2006).

Theoretical framework and research model

In this study, the authorhas integrated the Organisation-Stakeholder Fit Theory and the Dual Concern Theory to
reduce the inherent conflict between an organisation and its stakeholders, specifically in the context of a military
organisation, i.e., between a military organisation and its military families. The author has identified partner
satisfaction and work-family conflict as a consequence of organisational stakeholder mismatch in the military
family context. This study aligns with Oskarsson et al. (2021)'s call for research that focuses on how military
family members can achieve work-life balance within the military context. Following Moskos' (Moskos, 1977;
Moskos, 1986) and Taylor and colleagues' (Taylor, et al., 2013) suggestion that the contemporary military canbe
studied from an organisational perspective, and agreeing with Desjardins and colleagues' (Desjardins, et al., 2021)
proposition that business and warfare have parallels and that the military has something to teach modern business
scholars, it can be assumed that the stakeholder management of military organisations has something to teach
modern management practitioners. As stakeholder mismanagement is a significant source of risk (Sadkowska,
2020) , viewing stakeholder collaboration through the prism of the military organisation and the military family
creates a more extreme context and can thus broaden the perspective on how to resolve conflicts between an
organisation and its stakeholders.

Military organisations, like any otherorganisation, need to be stakeholder-driven, as stakeholder-driven companies
tend to perform better (Harrison et al., 2022; Bundy et al., 2018). Finding and applying successful and practical
solutions to conflicts between stakeholders in a military environment can improve the performance of military
personnel, thereby contributing to the overall goals of the organisation and thus to the public interest.

Globally, thereis a lack of research examining the importance of family involvement as a supportive element in
military performance. There is a lack of research on the usefulness and feasibility of establishinga supportsystem
for military families in Latvia. Given the importance of understanding ways to achieve organisational and
stakeholder compatibility, this research could be extended to other stakeholder groups.

In order to provide an informed analysis and research on military family support policies, procedures and
programmes that will more effectively support military family well-being and resilience, as well as ensure service
satisfaction, thereby motivating service members to stay longer, the author has surveyed military families and
military organisations the needs, preferences and common conflict resolution strategies oftoday's military families,
and organised focus group meetings for military family representatives.
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Research Model

A positive outcome of military organisation-military family cooperation (O-S cooperation) is a model in which
(1) the military partner/family is satisfied with the opportunities offered by military service and the status of the
military family; (2) there is a low likelihood of conflicts between the organisation and the family.

As a positive outcome, the application of this model will increase the resilience of military personnel, thereby
increasing notonly the stability of the family as a systembutalso the individual resilience of each family member,
including military personnel. This will result in the performance of military personnel and the quality of their
service. This, in turn, will contribute to improving the overall quality of the military organisation's performance,
thereby respecting and protecting the interests of society as a whole.

Family resilience in this context is defined as the ability of a person or systemto maintain a higher level of
functioning or adaptation under conditions of actual or significant risk (Orthner & Rose, 2009) . Westphal &
Woodward (2010) define family resilience as the military family's direct ability to utilise physical, psychological,
social, and spiritual resources to prepare for, adaptto, and grow from the demands of the military lifestyle. Clark
(2000) defines individuals as motivated to contribute when they internalise the values of the field and see the
importance of their responsibilities. This statement can be applied not only to military personnel as individuals,
but also to the military family as a whole, because when each family member and the family as a system
understands its contribution to the common goal and feels that the organisation values family involvement and
takes an interest in informing and ensuring the well-being of family members, there is a sense of unity and a feeling
thatevery tool in the machine is important.

In light of the above, the author concludes that the cooperation between the organisation and stakeholders, the
reduction or prevention of military-military family conflicts, is directly related to the quality of military personnels
performance and family support in military service, which also affects the achievement of the military
organisation's goals and affects the public interest.

Figure 1.4 illustrates the theoretical model developed by the author, which shows possible conflict resolution
strategies.

Dual Concern Theory
(conflict resolution strategies)

Competing
(COMT)

Avoiding

(AVO) Partner satisfaction (PS)

Compromising
(COMR)

¥ Work-family conflict (WFC)

Accommodating
(ACC)

Collaborating
(COL)

Perceived military community
support (COMS)

Conservation of Resources Theory

Figure 1.4. Theoretical model of organisation-stakeholder compatibility and cooperation through the choice of
conflict resolution strategy

Source: created by the author based on Langton and colleagues (Langton, et al., 2013) ; Bolino and colleagues
(Bolino, etal., 2022) and Bundy and colleagues (Bundy, et al., 2018)
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The Dual Concern Theory model posits that when a party demonstrates a high level of concern for its own interests,
combined with a high level of concern for the other party's interests, that party is more likely toadoptan inclusive
and collaborative approach to conflict resolution (Cai & Fink, 2002). This strategy will be characterised by a
willingness to exchange information openly and honestly, to resolve disagreements constructively, and will
involve an attempt to find a mutually acceptable solution (Grey, 1989; Pruitt & Carnevale, 1993; Rahim, 1992).
However, in the context of a military organisation, this solution is not often applied. Usually, the organisation puts
the family in the forefront of the ongoing activities in which the soldier has to participate. Therefore, in such a
case, the family can supporttheir soldier, for example, by making compromises. The family is notinvolved in the
soldier's daily life, sothey donot always understand the soldier's needs in the context of the organisation's needs,
resulting in communication conflicts and inter-family relationship issues.

Bundy et al. (2018) stress the importance of collaborative behaviour in their analysis of organisation-stakeholder
cooperation, which involves the interaction between an organisation and its stakeholders when their needs are
aligned and the interests of both are respected as far as possible. Collaboration is facilitated by unique interrelated
factors such as trust, predictability, commitment, information sharing and communication elements that motivate
collaboration. According to the Dual Concern Theory, high cooperation and self-confidence are characterised by
a balanced concern for one's own interests and a balanced concern for the interests of other stakeholders, leading
to mutual satisfaction and optimal problem-solving. A cooperative conflict resolution strategy can be described as
a fair distribution of resources without attempting to lobby for one side’s interests or the other's.

According to previous research, when family members support military service, the conflicting demands of both
stakeholders—being loyal to both the military and the family—become much easier to manage (Huffman et al.,
2014). As Oskarsson and colleagues' study concludes, a military career will inevitably be associated with a
reduction in work-life balance (Oskarsson, et al., 2021) . This is unavoidable, but finding the best tools for
restoring and maintaining this balance is essential.

According to the logic of necessity, if a particular factor is essential for an outcome and without its presence the
level of the outcome cannot be determined, it can be formulated in a necessary condition hypothesis (Dul, et al.,
2023) . Thus, applying the logic of necessity in the context of this study, it is argued that public support is a
necessary condition for the absence of work-family conflict between military organisations and military families.

2. RESEARCH METHODOLOGY

This study employed a mixed methods approach, including sequential quantitative and qualitative data collection
and integrating the results of the data analysis to draw conclusions that would not be possible using amonomethod
(Fetters, 2020) .

The quantitative study measured the experiences of military family members through an online survey and a
structured questionnaire. The structured questionnaire aimed to determine the relationship between work-family
conflict and partner satisfaction, as well as to explore five conflict resolution strategies and the perceived suppornt
from the military community among respondents. The survey was administered between August 23, 2023, and
September 26, 2023. Structural equation modelling (Partial Least Squares-PLS-SEM) was combined with
Necessary Condition Analysis (NCA) to analyse the data obtained. The questionnaire also included open-ended
questions to further ensure the extraction of qualitative data, which was analysed togetherwith the data from the
qualitative phase of the study.

The following qualitative focus group research examined the needs of military families in terms of community
support, aiming to gain a deeper understanding of community support mechanisms. The highest response came
from the Kurzeme region after the announcement and focus group interviews were conducted on 5 June 2024 in
Liepaja. The results were analysed using thematic analysis. Qualitative datawere also collected through an open-
ended question in the survey, which asked respondents to indicate the type of community support they would like
to receive. Figure 2.1 shows the author's methodological framework for the study.
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Quantitative study
Sample: members of military families (n=482) |
Data source: structured questionnaire

Aim: measure the work-family conflict and impact of conflict resultion styles and community
support
| Outcomes: descriptive statistics; structural equation model, importance-performance map; necessary
conditions analysis |

Mixed method analysis:
integrated analysis and joint
display

Qualitative study
Data sources:
Open question (n=310)
Focus group (n=8)
Aim: gain deeprinsights on community support mechanisms
| Outcomes: categoriesand subcategories representing community support mechanisms

Figure 2.1. Methodological framework of the study
Source: created by the author.

2.1 Quantitative research methodology

A quantitative study was conducted to test the hypotheses derived from the theoretical analysis. A cross-sectional
survey design was employed using an online, self-administered questionnaire on the Webropolsurveys platform.
The questionnaire consisted of three parts. The first part focused on the dependent variables: work-family conflict
and partner satisfaction. The middle part was devoted to the demographic profile of the respondents, including
their relationship status, gender, age, duration of the relationship, military service, and the partner's military
service, as well as the number of children in the family. The third part of the questionnaire included items
measuring independent variables - conflict resolution strategies and community support.

As a cross-sectional study design was used, Method Bias (CMB) was likely to occur. The authorused procedural
(ex-ante) and statistical (post hoc) methods to mitigate the effects of CMB (Podsakoff, et al., 2012) . The author
employed a psychological separation between dependent and independent variables: demographic data questions
were placed in the middle of the questionnaire, and one of them was an open-ended question. Different
measurement scales were used — a 5-point scale for independent variables and a 7-point scale for dependent
variables. This created a psychological separation for respondents between statements measuring the dependent
variable and statements measuring the independent variables. The authorof the study provided clear and concise
instructions to the respondents, informing them that there were no right or wrong answers, that the survey was
anonymous, and that the research was conducted for scientific purposes, with the assurance that their identities
would notbe disclosed. Regarding the statistical measures, Harman's one-factortest was employed, which revealed
that one factor accounted for 18.3% of the variance —a value below the 50% threshold, indicating the absence of
common method bias. Furthermore, the collinearity testand variance-inflation factor (VIF) values (see Table 3.1)
indicated that the data were notsubject to common method bias.

Table 2.1 presents the structure of the survey, operationalisation of the study variables, and sources.

Table 2.1
Operationalisation of the research variables
Surwey part Construct (CODE) /source | Count Scale of measurement
Part 1: Dependent Work-family conflict (WFC), 7 7-point Likert scale with values indicating
variables Reflective / (Netemeyer, et from lowest to highest, from 1 ('strongly
al., 1996) disagree’) to 7 (‘strongly agree")
Partner satisfaction (PS) 6 7-point Likert scale
Reflective / (Maroufizadeh, 1=strongly disagree; 7=strongly agree
et al., 2019; Norton, 1983).
Part 2: Relationship status with the 1 1 = My spouse is military
Demographic data military 2 = Cohabiting with a military partner
of respondents 3 =1 ama military parent
4 = Both my spouse/partnerand | are
military
5 = Other
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Gender 1 1=Woman

2 =man

Age 1 1=18-29 years

2 =30-39 years

3 =40-49 years

5 =50 years and over

Number of years in a 1 Number (with the aim of creating the control
relationship with a military variable Mil_rel and identifying which came
person first - military career or
Number of years family 1 0 = military career first
member has been in the 1 = relationship first
military
Number of children in the 1 Count
family
Part 3: Independent | Community support (COMS) 14 5-point Likert scale, with the highest value
variables / (Conforte, et al., 2017a) indicating a higher level of agreement, from
1 ("strongly disagree") to 5 ("strongly
agree")
Conflict resolution strategies 28 5-point Likert scale, with the highestvalue
5 variables / (Rahim & indicating a higher level of agreement, from
Magner, 1995): 1 ("strongly disagree") to 5 ("strongly

Accommodating (ACC)
Avoiding (AVO)
Collaborating (COL)
Compromising (COMR)
Competing (COMT)

agree")

glwN|B~|on

The dependent variable Work-Family Conflict (WFC) was measured using Work-Family Conflict (WFC) scale
(Netemeyer, et al., 1996). The original definition of this type of conflict was developed by Kahn, who defined it
as "role pressures associated with membership in one organisation conflict with pressures arising from membership
in other groups™ (Kahn, et al., 1964). Netemeyer and colleagues defined WFC as "a background of interfamilial
conflict in which the general demands and burdens of work interfere with family obligations"” (Netemeyer, et al.,
1996) . Based on this definition, the WFC scale was adapted to fit the context of a military organisation and two
items were added - "My family member/partner's work responsibilities make my family miss him" and "My family
member/partner's work demands interfere with our family life".

To operationalise partner satisfaction (PS), the Quality Marriage Index (QMI), a self-assessment tool developed
by Norton in 1983 to measure global perceptions of marital satisfaction, was used. It measures the "Cestalt of
relational goodness” (Norton, 1983) . This scale was later applied by Maroufizadeh (Maroufizadeh, et al., 2019)
and showed good internal consistency with Cronbach’s alpha coefficient of 0.922, indicating that the measures
have a high level of correlation with each other and comparative factor analysis supported the unidimensionality
of the QMI scale, leading to the conclusion that it reflects overall partner satisfaction. In addition, the measures
demonstrated convergent validity, showing significant correlations with other measures of relationship
satisfaction, such as the Relationship Assessment Scale, the Kansas Marital Satisfaction Scale and the Couples
Satisfaction Index-4 Item scale. The research used six original statements,such as "1feel like part of a team in this
relationship™. The dependent variables were measured using a 7-point Likert scale, which ranges from 1 ("strongly
disagree") to 7 ("strongly agree™).

To operationalise the military community support (COMS) variable, the Community Assessment of Military
Perceived Support (CAMPS) scale, developed as a standard measurement instrument for perceived military
community supportacross allbranches of the military organisation (Conforte etal., 2017a), was used. The CAMPS
consists of 25 items and was tested on military parents with children, showing excellent internal consistency (a =
0.94). However, to shorten the final version of the survey, and given that some of the support measures mentioned
are not currently available to existing survey respondents (e.g., aspects related to deployment support and access
to military online resources), the number of statements used was reduced to 15. For example, statements such as
"The social support unit of the military organisation effectively addresses the needs of military families " and
"Military mental health professionals effectively address the needs of military families” were used. Respondents
were asked to indicate their level of agreement with the statement by rating it on a 5-point Likert scale, with higher
values indicating a higher level of agreement ranging from 1 ('strongly disagree’) to 5 ('strongly agree").
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To measure independent variables (conflict resolution strategies), the Rahim Organisational Conflict Inventory-II
(ROCI-II), a 28-item scale designed to measure five interpersonal conflict resolution strategies in relationships
with colleagues and subordinates: integration, commitment, dominance, avoidance, and compromise (Rahim &
Magner, 1995), was used. Researchers have used this scale in similar contexts, for example, Dual Concern Theory
has been used to analyse how citizens' communication strategies affect personal and work-related outcomes
(Bolino , et al., 2022) . In his study, the author adapted the conflict resolution strategy labels based on the Dual
Concern Theory (Langton, et al., 2013) , which states that successful conflict management requires a balance
between caring about goals, caring about other people and maintaining healthy relationships and proposes five
conflict resolution strategies: 1) Competition (COMT); 2) Avoidance (AVO); 3) Compromise (COMR); 4)
Accommodation (ACC); 5) Collaboration (COL).

In this study, the author usestraditional control variables as moderators. The authoruses respondents' demographic
factors, such as relationship status with the military, respondents' gender, age, length of relationship with the
military, length of service in the military, and number of children in the family, as moderating variables.

2.2 Quialitative research methodology

The use of focus groups in qualitative research has increased significantly in recent decades, both in academic and
applied research (Gundumogula, 2020). The focus group format enables data to be collected through a structured
and focused discussion among a small group of people. This type of data collection is a valuable complement to
quantitative data, as it provides in-depth information to the researcher in a short period of time (Gundumogula,
2020). Theuse of focus groups is an effective way to obtain information abouthow certain groups of people think
or feel about a particular issue or problem, and also provides the researcher with insight into the reasons behind
certain beliefs (Almutrafi, 2019) , therefore the author organised a focus group for military spouses to answerthe
research question and develop proposals for a model of a support systemfor military families. The aim was to
conduct qualitative data collection, gaining a deeper understanding of possible avenues of cooperation between
the military organisation and the military family, and, by embracing the different needs, preferen ces, opinions and
diverse experiences of military families, to use group dynamics and interactions between participants to gain a
meaningful understanding ofthe needs of military families from different perspectives.

The focus group discussion was organised by inviting 8 participants from different regions of Latvia. A moderator
and an assistant took part in the focus group discussion. The moderator's task was to explain the purpose and nature
of the study to the participants, ask questions, and guide the process. The assistant's task was to observe the group,
take notes on the participants' reactions and group dynamics, and record the discussion ona Dictaphone.

At the beginning of the discussion, the moderator introduced the objectives of the focus group and its rules. The
participants were asked to introduce themselves (name, military family). A set of pre-prepared questions guided
the focus group discussion.
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3. EMPIRICAL STUDY
3.1. Quantitative data analysis

3.1.1. Socio-demographic characteristics of respondents

The respondents were families of military personnel in Latvia. The data were collected through an electronic
survey on the Webropol surveys platform between August 23, 2023, and September 26, 2023. Four hundred and
eighty-two valid responses were received.

The sample (n = 482) was predominantly female (72.6%), and the majority of respondents were married toor in a
relationship (living in a joint household) with a member of the military (62.8% in total).

The age distribution was similar, with the 30-39 (38.8%) and 40-49 (29%) age ranges being the most dominant.
37.6% of respondents represented the Riga region, with Vidzeme having the next highest representation at 27.6%.

The average number of years spentin a relationship with military personnelwas 11.7 (standard deviation = 7.7),
and the average number of years of military service of the partner was 11.8 (standard deviation = 8.1). 339
respondents (70.3%) indicated that their partner's military career began before the relationship, while 143
respondents (29.7%) indicated that the decision to pursue a military career was made during the relationship. The
average number of children in military families was 1.3 (standard deviation = 1.1).

3.1.2. Quantitative data analysis methods

Partial Least Squares Structural Equation Modelling (PLS-SEM) combined with Necessary Condition Analysis
(NCA) was used for data analysis, utilising Smart-PLS 4.0.

It is recognised among researchers that the SEM technique provides better results than regression (Preacher &
Hayes, 2004) . The SEM technique incorporates features of multivariate regression analysis, does not require a
normal distribution of the data, and allows for a large number of indicators and several different types of scales
(Hair, etal., 2011) .

NCA analysis is a new method thatis increasingly used in business and management research (Dul, et al., 2023) .
NCA is based on the logic of necessity, which means that a certain level of independent variables is required for a
certain outcome (Dul, 2016; Dul, etal., 2018). In other words, without the necessary conditions, the outcome is
not possible, and other factors cannot replace the absence of these conditions (Dul, 2016) .

SEM, like regression analysis, is based on additive, or substitution logic - it assumes that one variable can be
replaced by another. variable The combination of necessity and additive sufficiency logic allows the identification
of factors that are necessary for the outcome and, at the same time, factors that should (it would be good) to have
(Richter, et al., 2020) . NCA analysis was applied in this study because the changing nature of community support
(COMS) can beseen as anecessary but not sufficient condition for military family members to reduce work-family
conflict. The purpose of NCA analysis in this study is to demonstrate that community support is a crucial factor in
reducing work-family conflict.

This combination is beneficial because PLS-SEM identifies the factors that provide the best possible outcome,
while NCA allows the necessary level of a factor to be determined for a given outcome (Lin, et al., 2023) .

This combination has been applied in several recent studies,suchas (Lin, et al., 2023) , which have investigated
the impact of logistics service quality on customer satisfaction and reuse intention. Similarly, (Koay, et al., 2022)
have applied a combination of PLS-SEM and NCA to study online food delivery service quality, customer
satisfaction and customer loyalty, while otherresearchers (Pangarso, et al., 2022) have used acombination of these
methods to investigate the factors that predict digital organisational culture.

In this study, the quantitative data analysis was carried out in three stages: 1) In the first stage, the model was
developed, and the validity and reliability of the measurement model were assessed and adjusted. In the next stage,
the bootstrapping procedure was applied, and the path coefficients and their statistical significance were calculated
to explain in detail the relationship between the independent and dependent variables, including the possible
moderating effect of the control variables. 3) In the third step, anecessary condition analysis (NCA) was conducted
to determine the level of community support required.
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3.1.3. Data analysis step 1: reliability, validity and descriptive statistics

Prior to model development, the reverse-coded items measuring community support (items coms3, coms7, coms9,
and coms13) were recoded to indicate positive community support for all indicators, in line with the survey by
Conforte et al. (2017a).

The SEM technique requires that the reliability and validity of the measurement model be assessed after the model
has been developed. According to Hair, et al. (2011), reflexive models need to test the following parameters: the
magnitude of the external loadings and their statistical significance, Composite Reliability, Average Variance
Extracted (AVE) or convergent validity and discriminant validity.

The measurement model test showed that the outer lodging values for some indicators were below the minimum
threshold of 0.708 and were not statistically significant. Therefore, four indicators measuring conflict resolution
strategies were deleted to adjust the external model: avo3, avo16, comr20, and acc13. The remaining indicators
showed acceptable values of external loading and were considered to be satisfactory measures of the variables
concerned. The results in Table 3.1 display the number of indicators retained in the model for each variable, along
with the findings of the reliability and validity analyses.

Table 3.1
Reliability and validity assessmentof the scales and the Model
Average Variance Increasing
Variables Number of | Cronbach’ | Validity Validity variance Factor (VIF)
indicators s alpha (rho_a) (rho_c) extracted

(AVE) WFC PS
ACC 5 0.643 0.601 0.729 0.478 1.628 1.621
AVO 4 0.751 0.745 0.819 0.541 1.155 1.154
COL 7 0.874 0.886 0.903 0.571 2.717 2.739
COMR 3 0.681 0.751 0.814 0.596 2.053 2.044
COMT 5 0.793 0.806 0.856 0.546 1.125 1.125
COMS 14 0.852 0.873 0.879 0.453 1.054 1.141
WFC 8 0.914 0.923 0.930 0.627 - 1.083

PS 6 0.947 0.959 0.959 0.795 - -

Note: Accommodation strategy (ACC), avoidance strategy (AVO), collaboration strategy (COL), compromise
strategy (COMR), competition strategy (COMT), and community support (COMS) were measured on a 5-point
Likert scale. Work-family conflict (WFC) and partnersatisfaction (PS) were measured with a 7-point Likert scale.

Internal consistency reliability was assessed by calculating Cronbach's alpha and composite reliability (rho_a and
rho_c) coefficients. Values should exceed a threshold value of 0.7 (Hair, Ringle, and Sarsted, 2011); however, in
social science research, data are considered reliable if Cronbach’s alpha is 0.60 or higher (Loewenthal, 2004). As
shown in the table, the coefficients exceed the 0.6 threshold, indicating that the data are considered reliable.

The Average Variance Extracted (AVE) test assesses the convergent validity of reflective variables. Its value
should be above 50%. However, the AVE values for ACC and COMS appear slightly below the threshold.

Collinearity was assessed by the variance-increasing factor (VIF) for all measurement items. All VIF scores were
below the recommended threshold of5.0 (Hair, etal., 2011) , indicating the absence of multicollinearity (see Table
3.1). The correlation coefficients also show the absence of multicollinearity, as they are <0.7.

Discriminant validity reflects the degree to which the performance of a particular variable differs from that of other
variables and is assessed using the Heterotrait-Monotrait ratio (HTMT ratio). Scores below 0.90 indicate a high
level of discriminant validity. In this study, all values in the HTMT matrix (see Table 3.2) were below this
threshold (below 0.87), confirming discriminant validity.

Table 3.2
Heterotrait-Monotrait (HTMT) matrix
HTMT ACC AVO COL COMR COMS CcoMT PS
AVO 0.410
COL 0.688 0.290
COMR 0.640 0.256 0.868
COMS 0.139 0.116 0.226 0.251
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COMT 0.272 0.286 0.311 0.288 0.109
PS 0.446 0.180 0.590 0.459 0.303 0.239
WEC 0.125 0.128 0.252 0.210 0.520 0.201 0.402

The results of the data reliability analysis indicate that the model employed in the study, with 52 indicators, is both
reliable and valid, and that the variables are independent.

3.1.4. Descriptive statistics
First, the respondents' responses were assessed regarding the dependent variables, namely the presence of work-
family conflict (WFC) and partner satisfaction (PS).

Working family conflict

The descriptive statistics indicate that military families experience work-family conflict (WFC) with a median
value of 4.38 and a mean value of 4.28 (SD =1.87), indicating a level well above neutral on a 7-point scale.

The median for all WFC indicators is 5 (partially agree), except for wfc3 and wfc8, for which it is 4 (neutral). The
median indicator for wfc3 indicates a tendency to be aware that a partner's lack of work at home is not directly
related to high work demands (that it is not the underlying reason for the lack of work). In contrast, the median
indicator for wfc8 suggests that the existence of conflict itself is not perceived as having a direct negative impact
on family life, indicating that family members also attach importance to the strategy and manner in which conflicts
are resolved. Wfc3 (things I want my partnerto do at home do not getdone because of my partner's work demands),
with a median of 4 and a mean of 3.81, and wf8 (our family conflicts have a negative impact on our family life,
with a median of 4 and a mean of 3.96 on a 7-point Likert scale) appear with a score of "neutral”.

Partner satisfaction

Despite the presence of work-family conflict, respondents still rate their partner satisfaction (PS) relatively highly,
with an arithmetic median of 6 and a mean of 5.84 (SD of 1.22).

Table 3.1
Descriptive statistics for measuring partner satisfaction
Awerage Excess Coefficient of
Question value Median Standards coefficient asymmetry
psl 5.99 6 123 3.30 -1.79
ps2 5.99 6 129 3.09 -1.80
ps3 5.90 6 137 2.27 -1.64
ps4 5.90 6 1.38 1.89 -1.53
ps5 5.70 6 143 1.04 -1.30
ps6 5.58 6 151 112 -1.36
ps7 4.94 5 1.63 -0.35 -0.76

A 7-point Likert scale was used to measure partner satisfaction. The data shows that psl (we have a good
relationship); ps2 (my relationship with my partneris stable); ps3 (our relationship is strong); ps4 (my relationship
with my partner makes me happy); ps5 (I feel part of a team with my partner) and ps6 (all things considered, the
level of happiness in our relationship is satisfactory) have a median of 6, indicating an 'agree' response, while ps7
(I am satisfied with the way | communicate with my partner on matters related to his/herservice) has a median of
5 (‘partly agree").

To determine whether the results differ by demographic group, the Mann-Whitney U testand the Kruskal-Wallis
test were used to assess differences. Tests of statistical significance reveal no statistically significant differences
in ratings of work-family conflict and partner satisfaction across regions, services, and relationship start dates.
Regarding status vis-a-vis the military, statistically significant differences exist if the respondent is a parent of a
military person. This group shows lower work-family conflict and higher satisfaction with the military personas
a partner. Women and respondentsin the 18-29 age group, as well as families with multiple children, tend to show
slightly higher satisfaction with their partner.

Conflict resolution strategies
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Figure 3.1 Conflict resolution strategies usage

When analysing the results of the questionnaire on the conflict resolution strategies used by military families, the
highestaverage score on the Likert 5-point scale was for the collaboration strategy (COL), indicating an "agree"
response (4 points). Close to this, with a median of 4 and a mean of 3.85, is the compromise strategy (COMR) and
with an arithmetic median of 3.8 anda mean of 3.72, theaccommodation strategy (ACC). With arithmetic means
of 2.5 and 2.83, the Competition (COMP) and Avoidance (AVO) strategies remained the lowest ranked, which
does notexclude their use (3 points for "neither agree nor disagree").

Community support

Community supportwas rated on a 5-point scale and scored relatively low, with a median of 3 (neither agree nor
disagree) and a mean of 2.98 (SD = 0.55). The results of the individual indicator scores are summarised in Table
3.4 (in descending order; reverse paragraphs recoded).

Table 3.4

Descriptive statistics for the evaluation of Community support
Measurement of Community Support Code | Median | Mean SD
| feel respected in the military community coms5 4 3.56 0.824
There are peop_le in the military community wh(_) would lend me coms8 3 341 0.944
household equipment or tools for personal use, if necessary
| feel a collective sense of community with others in the military
community coms6 3 3.33 0.949
| am dlssa.tlsfled with military society as an environment for coms? 3 3.6 0.927
raising children*
I do not feel connected/associated with other military* coms9 3 3.17 1.05
There is noone in the military organisation to listen to me and/or
help me feel better when | feel down* coms3 3 307 1.06
| feel a common mission and purpose with other military families coms1l 3 3.06 0.949
I am dissatisfied with the availability of activities for children and
young people in the military community* coms13 3 305 0.881
!n the mlllltary community, it is easy to find information thatis coms14 3 297 0,948
informative, understandable and valuable to me
M.l!ltary socye}l supportworkers know and understand the needs of coms10 3 272 0.88
military families
Military mental health professionals effectively address the needs
of military families coms12 3 265 0.826
The Social Support Unit _o_f the m|I|t_a.ry organisation effectively coms4 3 261 0,903
addresses the needs of military families.
Th.e m|I|t_ary organisation does not offer facilities to care for my coms1 3 248 11
child/children in an emergency
The military organisation does not offer transport if | need it* coms2 3 243 1.06

* reverse statements (recoded before analysis)
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To determine whether the results differ by demographic group, the Mann-Whitney U testand the Kruskal-Wallis
test were used to assess differences. The results show that the lowest-scoring items on the community suppornt
scale are social support, being able to look after children, and access to transport. Statistically significant
differences are only observed in the status and age groups. As in the ratings of the previous variables, parents of
military personnelshowhigher scores. On the other hand, respondents aged 50 and over show higher satisfaction
with community support.

Correlation analysis

Correlation analysis shows that there is no multicollinearity, asall correlation coefficients are less than 0.7. Work-
family conflict (WFC) is negatively correlated with partner satisfaction (PS, r = -0.377***), collaboration strategy
(r =-0.229***), and compromise strategy (r = -0.164***). Work-family conflict, on the other hand, is positively
correlated with a competition strategy (r = 0.172 ***), but there is no statistically significant correlation with
avoidance and accommodating strategies. Similarly, work-family conflict is negatively correlated with community
support (r = -0.456 ***). It can be concluded that higher community supportis associated with lower work-family
conflict. The use of competitive conflict resolution strategies is associated with higher work-family conflict, while
cooperative and compromising strategies are associated with lower work-family conflict.

3.1.5. Step 2 of data analysis: hypothesis testing

To test the hypotheses,an SEM model (see Figure 3.3) was built, its predictive power assessed, and impact
coefficients (path coefficients) calculated. The coefficient of determination (R?) indicates the model's ability to
explain the dependent (endogenous) variable.

According to a study by Hair and colleagues on the PLS-SEM model, R2 values of 0.75, 0.50 and 0.25 indicate
significant, moderate or poor predictive ability (Hair, etal, 2011). However, based on Cohen's recommendations,
an R2 value between 0.02 and 0.12 is generally considered weak, while a value between 0.13 and 0.25 is considered
moderate. A value of 0.26 or greater is considered substantial (Cohen, 1988). Figure 3.3 below displays the SEM
results, including the internal model impact coefficients and the corresponding p-values in parentheses.

As shown in Figure 3.2, the proposed model demonstrated a moderate ability to predict work-family conflict
(WFC), with an R-squared value of 0.272, but a significant ability to predict partner satisfaction (PS), with an R-
squared value of 0.401 (see Figure 3.2). Table 3.5 shows the arithmetic means of the model effect coefficients and
their statistical significance.

Table 3.5
Impact coefficients, standard deviations and p-values
Impact factor
On the road (path coefficient) Standard values (STDEV) P values
ACC -> PS 0.183 0.045 0.000
ACC ->WFC 0.029 0.053 0.494
AVO -> PS -0.057 0.043 0.197
AVO -> WFC 0.012 0.045 0.882
COL -> PS 0.346 0.069 0.000
COL -> WFC -0.150 0.071 0.028
COMR ->PS 0.015 0.052 0.778
COMR -> WFC 0.025 0.054 0.669
COMS -> WFC -0.462 0.039 0.000
COMT ->PS -0.032 0.042 0.461
COMT > WFC 0.121 0.041 0.004
WFC -> PS -0.278 0.034 0.000
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Figure 3.2. Structural equation modelling (SEM) results: internal model impact coefficients and p-values in
parentheses.

Source: created by the author.

As indicated by the negative coefficients and their statistical significance, only a collaborative strategy reduces
work-family conflict (COL->WFC path -0.155*). This confirms hypothesis 1. This strategy also has a strong
positive effect on partner satisfaction (COL->PS path 0.346***), thus confirming Hypothesis 2. Interestingly, the
accommodating strategy shows a positive effect on work-family conflict (ACC->WFC path 0.18***), implying
that this strategy may increase conflict. Other conflict resolution strategies have no statistically significant effect
on WFC.

Community support has asignificant and negative effect on work-family conflict (COMS->WFC path -0.454***),
There is a negative and statistically significant association between WFC and partner satisfaction (WFC->PS path
-0.28***), suggesting that lower work-family conflict is associated with higher partner satisfaction. When
assessing whether feelings of community support might be affected by demographic variables, moderation effects
were added to the model (see Figure 3.3 and Table 3.6).

Table 3.6.
Variables used in the moderation, their impact and statistical significance

Moderation coefficient (p-

Variable (code) Response options/group value)
1 = spouseis a military person
Status in relation to | 2 = living with a servicemember
the military 3 = military parent -0.012 (0.779)
(status) 4 = both military
5 = other
Sex (gender) 1 = female; 2 = male 0.004 (0.972)
1=18-29
2 =30-39
Age 3 = 40-49 -0.072 (0.117)

4 =50 and more

Start of military
service and
relationship (Mil_rel)

0 = military service started before the relationship

1 = relationship started before military service -0.039 (0.679)

0 = no children

1 =onechild
Number of children | 2 =two children
in the family 3 = three children 0.100 (0.033)

4 = four children
5 = five or more children
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Figure 3.3. SEM model with moderation effect and p-values in brackets.
Source: created by the author.

The moderation analysis reveals that the status of the family member in relation to the servicemember, their gender,
age, and whether the person began military service before or after the relationship started, does not exhibit any
moderating effect. Thus,even if both partners are military (status 4), community support has the same impact as
if only 1 of the family members is military.

However, the number of children in the family positively moderates the adverse effect of community supporton
work-family conflict (moderation on COMS->WFC 0.10%), indicating that community support has a more
significant potential to reduce work-family conflict in families with children.

3.1.6. Importance-rating analysis

Importance-performance map analysis (IPMA) is a smartPLS analysis method that enables the determination of
the relative importance and impact of both variables and individual indicators (latent variables) on the outcome in
a model.
The IPMA analysis highlights two dimensions:

1) The X-axis shows the importance of the variable or indicator, which represents the absolute total impact
on the dependent variable.

2) The score (performance) of a variable or indicator on the Y-axis represents the score or rating of the
latent variable.
Using the IPMA map, conclusions can be drawn on two dimensions (i.e. both importance and rating), which are
particularly relevant for concluding the priority of management actions. Hence, it is desirable to focus primarily
on improving the performance of indicators that have a high importance (significance) for the dependent variable,
but at the same time have relatively low scores (Garson, 2016) .
The importance-score map for work-family conflict at the variable level is shownin Figure 3.4.
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Figure 3.4. Importance-rating map for work-family conflict at the variable level

As can be seen from the figure, community support has a significantly stronger effect on work-life conflict than
other variables (negative significance (-0.44). This indicates the ability of COMS to reduce work-family conflict).
However, the COMS score is relatively low (50 points), indicating room for improvement.

The importance-score map for work-family conflict at the indicator level is shown in Figure 3.5.
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Figure 3.5. Importance-rating map for work-family conflict at the indicator level

Figure 3.5 illustrates the importance-rating map for the COMS indicators related to work-life conflict. Indicators
with negative importance are the most important for reducing work-life conflict: coms10, coms12, coms4, coms3,
etc. Table 3.7 summarises the measurements of the most important indicators, their rating and their importance in
reducing work-family conflict.

Table 3.7
The role of Community support indicators in work-life conflict

No. Indicator Awrage | Relevance for Indicator statement
value WEFC

1 coms 10 272 0,08 Military so_c_lal suppo_r_tworkers know and understand the
needs of military families.
Military mental health professionals effectively address

2 coms12 265 -0.07 the needs of military families.

3 coms4 261 -0.06 The S_:omal Support Unit of the m|I|t_a1_ry organ!s_atlon
effectively addresses the needs of military families.

) There is noone in the military organisation to listen to
4 coms3 307 0.06 me and/orhelp me feel better when | feel down. *
5 comsil 3.06 -0.06 ;afri?lliea;common mission and purpose with other military
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In the military community, it is easy to find information

6 coms14 297 006 thatis informative, understandable and valuable to me.

7 coms6 333 0,06 | feel a collective sense ofcommunity with others in the
military community.

8 coms5 3.56 -0.05 | feel respected in the military community.

9 coms7 3.26 -0.05 I'am dissatisfied with military society as an environment
for raising children. *
The military organisation does not offer facilities to care

10 coms1 248 0.04 for my child/children in an emergency.

1 coms?2 243 -0.04 I::drri]tllltary organisation does not offer transport if |

13 coms13 3.05 0,04 | am dissatisfied with the availability of activities for
children and young peoplein the military community. *

* Indicators with an asteriskare reversed and were recoded prior to analysis to indicate positive community support

Table 3.7 presents the COMS indicators with negative weightings on the WFC, ranked in order of importance.
The most important indicators for reducing work-family conflict are coms10, coms12 and coms3. In conclusion,
the support an organisation can provide to reduce conflict is through the provision of high-quality social support
workers for military families, the availability and support of mental health professionals for families, and the
support of competent professionals to listen to military family members in their time of need. Such professionak
could include members of the helping/support professions (e.g. psychologists, supervisors, chaplains).

3.1.7. Data Analysis Step 3: Necessary Conditions Analysis (NCA)

The logic of necessity helps to determine whether an independent variable is necessary for a particular outcome
and whether its absence will lead to failure (Dul, 2016) . The correlation diagram, ceiling line, effect size, and
bottleneck table help explain the results of NCA (Dul, et al., 2023) .

To perform the NCA with smartPLS, first, regression models were built separately forthe two dependent variables.
As NCA uses a ceiling line and thus assumes a positive relationship before the analysis, the work-family conflict
scores were modified to measure a positive outcome of minimal (or no) work-family conflict, coded as WFS
(work-family satisfaction).

The effects of conflict resolution strategies and the need for community support on work-family conflict and
partner satisfaction were calculated using both ceiling line methods (see Figure 3.6) and tested for statistical
significance using permutation tests with 10,000 replicates (see Table 3.8).

The results of the analysis in Table 3.6 show the effect size of the necessary condition, which is a "quantitative
reflection of the magnitude of the phenomenon" (Kelly & Preacher, 2012) and can be represented by comparing
the size of the ceiling zone with the entire observation area (see Figures 3.7 and 3.8). Effect size values between 0
and 0.1 indicate a 'small effect’, values between 0.1 and 0.3 indicate a 'medium effect’, values between 0.3 and 0.5
indicate a 'large effect’, and values above 0.5 indicate a 'very large effect' (Dul, 2016).

The results of this study indicate that the effect of the collaboration strategy is medium and statistically significant
(effect size = 0.25***) when work-family conflict is reversed, and the effect of community support is small but
still statistically significant (effect size = 0.16**). Thus,community supportis a necessary condition for reducing
work-family conflict. Hypothesis 3 is therefore confirmed.

Dul (2016) suggestsusing an effect size of 0.1 as a threshold for the necessary conditions. Hence, the collaboration
strategy is necessary for partner satisfaction (effect size 0.16***), while community supportis not a necessary
condition (effect size = 0.023); thus, hypothesis 4 is notsupported.

Table 3.8
Size of the necessary conditional effect
No work-family conflict (WFC) Partner satisfaction (PS)
CR_FDH Permutation p- Permutations
NCA effect size value NCA effect size p-value
LV results - COL 0.246 0.006 0.158 0.000
LV results - COMS 0.159 0.001 0.023 0.299
LV results - WFS - - 0.009 0.000

Note: collaboration strategy (COL); community support (COMS); absence of work-family conflict (WFS);

partner satisfaction (PS); latent variables (LN)
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The results of the NCA Bottleneck analysis are shown in Table 3.9. The letters NN indicate that no condition is
required for the indicated yield level.

Table 3.9
NCA result: Bottleneck table
Changes in work-family conflict Partner satisfaction
(WFC) (PS)

LV results -| LV results -| LV results -| LV results -| LV results -
Percentages COoL COMS CoL COMS WES
0.00% NN NN NN NN NN
10.00% NN NN NN NN NN
20.00% 0.207 NN NN NN NN
30.00% 0.415 NN NN NN NN
40.00% 0.622 0.207 NN NN NN
50.00% 1.037 1.245 NN NN NN
60.00% 1.452 5.187 NN NN NN
70.00% 3.942 8.921 1.452 0.207 NN
80.00% 6.017 15.56 1.452 0.207 2.075
90.00% 8.091 27.178 9.129 0.415 3.527
100.00% 14.73 43.361 9.129 0.415 3.527

Note: NN — at the level of outcome indicated in %, community supportis nota necessary condition

The results of the analysis in Table 3.9 indicate that some community supportis necessary to achieve a 40%
reduction in work-family conflict. However, to achieve a 90% absence of work-family conflict, 8% cooperation,
and 27% community support are needed. For 100% WFS, a 15% use of a collaboration strategy requires 43.4%

community support.

A summary of the quantitative data analysis results and the conclusions drawn from the hypotheses is presented

in Table 3.10.
Table 3.10
Summary of the results of the quantitative data analysis and conclusions on the hypotheses
Hypothesis PLS-SEM NCA Conclusion
impact Necessary
condition
H1: Collaborative conflict resolution strategies are statistically | -0.153** condition approved
significantly, negatively associated with work-family conflict, required from
holding otherfactors constant, moderate it and have the greatest 20%; impact
conflict-reducing effect of all conflict resolution strategies. strength
medium
H2: Collaborative conflict resolution strategies are statistically | 0.346*** condition approved
significantly and positively associated with partner satisfaction, required starting
holding other factors constant. at 70%; strength
of effect low
H3: Support from the military community is a necessay | -0.462*** | condition approved
condition for reducing work-family conflict. statistically | required from
significant | 40%; effect
effect strength is low
H4: The support of the military community is a necessary | Indirect No condition rejected
condition for partner satisfaction. impacts required
through
WWF
-0.720***

The author's findings show that a collaborative conflict resolution strategy has a statistically significant negative
effect on work-family conflict and a statistically significant positive effect on partner satisfaction. This supports

hypotheses 1and 2.
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The strategy of cooperative conflict resolution is one of equal concern for self and others, which means that military
families do notput the needs of military personnelbefore their own

Hypotheses 3 and 4 are formulated according to the logic of necessity. The author's analysis of the necessary
conditions reveals that community supportwith a low to medium impact is required to mitigate conflict between
the organisation and family members, while achieving at least 43% satisfaction with community support is
necessary to eliminate conflict completely. This finding supports Hypothesis 3

However, the analysis of the necessary conditions did not support hypothesis 4 and did notshow a link between
community supportand partner satisfaction.

3.2. Qualitative data analysis

Qualitative data were obtained from the open-ended questionnaire and focus group results. The qualitative data
collection aimed to provide an understanding of the responses to the fixed-choice or closed-ended questions; to
identify issues not covered by the surveythat were important to respondents; and to obtain feedback on the research
process

In the thematic analysis of the focus group results and the open-ended questionnaire responses, the author of the
study has based his classification of sources of supportinto three groups in the context of the literature research:
(1) formal support from the state in the form of guarantees and incentives for military personnel and military
families in legislation; (2) informal support from the military organisation; and (3) support from the military
community.

For the qualitative data analysis, only manual coding was chosen. The analysis was conducted at two levels: coding
the topic of the respondents'answers (what was discussed and what was considered important) and coding the way
respondents used the open-ended question in the survey (type of answer, e.g., commenting on the survey,
commenting on the organisation, etc.). Predictable and unpredictable response themes were identified.

To provide more precise insights, quotes from respondents were used in the description of the qualitative data
analysis, edited to protect respondent identities, improve spelling, and provide relevant, explanatory information.

3.2.1. Analysis of responses to the open questionnaire

More than half (64%, n = 310) of the 482 respondents answered the open-ended question. Analysing the results,
the study's authoridentified eight response themes. The ninth response category expressed a negative view of the
military organisation in general, and the tenth response category was not identifiable and therefore not considered
valid. Eighteen of the total responses contained more than one theme.

The most frequent responses were about the need for practical support (96 respondents), including a high
proportion of responses about scheduling, timely communication of military plans to family, lack of work-life
balance, the need for higher pay, financial supportto address family needs,and practical (physical) assistance to
the military family during the military member's extended absence.

The second highest number of responses was that no additional family supportwas needed (85 respondents), with
the majority answering "None needed at the moment” or "We are both in the military, so we understand the
difficulties of service".

The third largest category of responses (55 respondents) relates to the need for and availability of support from the
professions. In particular, some respondents emphasised the need for professionals who are familiar with the
military environment from the inside, who understand its specificities and the challenges faced by both servicemen
and their families. Psychologists and supervisors were the most frequently mentioned specialists needed.

Three other categories that received almost equal numbers of responses were "Clarity about what happens to
military children at X hour" (25 respondents); "Need for joint family recreational activities” (24 respondents)and
"Babysitting services" (23 respondents), which together show that another ofthe most important unresolved issues
for military families is the issue of childcare when parents are unable to care for their children due to service
(25+23=48 respondents).

Table 3.11
Results of the analysis of the open guestion on military family needs
Type and subject of reply Number BExamples of answers
of
responses
(n)
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Practical support (predictability) 96 "Know in advance the days you will have to work.

in planning the absence of a serviceman, Schedule training courses."

the availability of information on "If a family member - a servicemember - is absenton

supportoptions, higher pay, and duty, no assistance is provided to the family if

practical support during the absence of a unforeseeable problems occur."”

serviceman.

No additional support needed 85 "No support needed at this time".
"As we are both in the military, the understanding of
work and life is completely understandable; we count
on each other and the needs of the service."

Availability of support stafffor military 55 "To understand more about the mindset of a military

families (chaplains, psychologists, person and the difficulties they face on a daily basis,

supervisors, psychotherapists) to putthemselves in their shoes and understand their
actions or thoughts."
"Sometimes | think it would be goodto have
professional supportto help me cope with the
emotions that arise because of the demands of my
husband's job (often family plans haveto change). |
understand in my head that it is his duty, but emotions
do their own thing."

Clarity on what happens to children and 25 "Clear information on what to do for a soldier's family

families in the "X" Hour, with a special at X hour.”

focus on military families where both "We are both militaries, and we want to make sure

parents are military that our child is safe and protected at the X hour, and
that the law of the land backs this up.”

Shared family leisure events, activities 24 "Joint events with military families (units) - sports

and entertainment. Meeting other festival, hiking, boating event.”

military families, building a sense of "It would also be useful to have some events where

community. the family members of the servicemen can learn about
the daily work and duties of the servicemen."”

Babysitting service (if both parents are 23 "Babysitting, accompanying children to kindergarten,

military and training; if the military is school, clubs, sports activities when both my husband

away for a long time, and there are and I are studying or on business trips.”

young children at home, "A mechanism thatwould allow both persons to

However, the parent caring for you falls participate in the training. Specifically, you need

ill, etc.) someone to look after the children during school
hours - a 24/7 kindergarten or organisation."

Interest from unit commanders, 13 "Weare both military in the family. The spouse’s duty

responsivenessin non-standard assignments are unpredictable, with no set daily

situations,and human resources schedule. It is challenging to reconcile everyday life.
We would need the support ofthe leadership, for
example, in planning both of our participation in the
exercise, as we are both in the same unit."
"While the child is growing up, you need support
(permission) to come towork later, for example, so
thatyou can getthe child to kindergarten."

Respondents express dislike of the 3 "S0, you do not get brainwashed that it is so greatto

military systemin general be in the military."
"Stop pretending you care."

Responses for which the topic could not 3 "Acquisition of private property."”

be identified "To keep Mum healthy".

Support for the military family after 1 "Proactive interest, solutions and support, taking into

active service. Taking a proactive accountthe impact on and future of the

interest in problems servicemember and his/her family, even AFTER
active service."

As can be seen, practical support was the most mentioned (29.8% of respondents). The impact analysis results
(IPMA results in Table 3.7) also showed the presence of support types such as childcare (coms7; coms1; coms13)
and transport (coms2). Support from supporting professions was mentioned by 17.1% of respondents. This aligns
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with the types of community support mentioned in Table 3.7, which showed the most significant impact on
reducing work-family conflict, such as social support (coms10; coms4) and spiritual support (coms12).

Interestingly, respondents themselves mentioned practical support more often than support from supportive
professions; however, the analysis of the quantitative dataand the importance/rating map showthe opposite—that
support from supportive professions is more important for reducing work-family conflict.

The second category of responses shows a negative opinion and dissatisfaction with any kind of support: 1)
Negative opinion of the military organisation (3 respondents); 2) Responses that cannot be classified and are not
considered valid (3 respondents).

The results of the analysis of the issue as a whole point to a significant need for practical support for members of
military families, aswell as an even more significant need for access to support personneland for addressing the
issue of childcare for military families in times of crisis, especially if both parents are military personnel.

3.2.2.  Analysis of focus group results

Analysing the data collected during the focus group, the author has identified the types of support that are important
for military families, categorised as: formal support, psychological/emotional support, need for socialisation
activities, need for a sense of belonging, need to highlight the military family, and need for information flow and
exchange.

(1) With formal support from the state, the needs of military families were identified as:

Regulations governing the protection and care of children of military personnelin a crisis/military conflict situation
(X hour). Particular attention should be paid to this issue when one or both parents are soldiers, as it can affect
their involvement in national defence tasks.

Participant 4:"..What will happento the children of the military in times of crisis? If there were even just
aplan, it would already be supported by the organisation.”

Participant 5: "... the already mentioned X hour, and where do we put the children if both parents are
military?"

(2) Psychological/emotional support from members of the supporting professions, especially during
periods when the servicemember is temporarily deployed away from his/her place of permanent residence and the
family lives for some time without the servicemember being present on a daily basis. An important aspect here
would be a professional who understands the context and is familiar with the specificities of the military
environment and military lifestyle.

Participant 1: "When my husband wentto sea, | had the opportunity to go to the chaplain and talk before he
left, and during his absence, | was given aphone number and told that if it was difficult, if there were any problems,
I could call and meet him, that there was this opportunity. It was a reassurance that I was not left to my own fate."

Participant 4: "...Before, when | was pregnantand my husband was on a mission, | felt alone and lonely... A
club where you can go for support. Not to seek support in a civilian environment, but in a specific military
environment where you understand the context. That would be colossal!"

Participant 2: "...I would like someone to ask if | need any help while my husband is away... | find it very
difficult to ask for help myself..."

(3) Socialising events for families and spouses of military personnel. Respondents have emphasised the
importance of being in an environment where they are understood, one where they do not have to explain specifics,
and where common terminology is clearly explained. They also value an environment where the problems and
challenges specific to military families are learned through practical experience.

Participant 8: "...socialising activities not only for children but also for adults. It is nice when you get to
know each other and understand ‘what other families are breathing'and thinking who are in similar situations as
you."

Participant 6: "...I have been experiencing a shrinking circle of friends in civil society. These people often
disappear from my life over time, as | do not always have enough time to maintain those friendships. I have the
feeling that the military understands the military better because they are in a similar situation.”

Participant 1:"The time togetheris fulfilling. It is our wish."

Participant 6: "A like-minded club and a place of supportwould be a valuable contribution to the well-being
of families. The idea of having specialists available for families is also very welcome.”
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(4) Fostering a sense of belonging and highlighting and emphasising the military family identity. The
creation of a military community, which could also offer practical supportto solve everyday problems.

Participant 1: "l have patriotic feelings. | am also a patriot of my country,and thatis important to me. When
it comes to military events, it is a solemn feeling and pride in what my husband is doing to keep my country and
society safe."

Participant 6: ""This opportunity sounds like something that could greatly enhance the peace and well-being
of military spouses in their daily lives, coping with the many challenges of each other's absence or, as other
participants mentioned, justwhen the routine gets too heavy. Good idea!"

Participant 1: "..Whenhe is away, sometimes he even leaves a phone number of a colleague and says that
if there are any practical issues, he can certainly be contacted, and colleagues will support him. However, it is
more the human factor.”

Participant 6: "...that I am part of the military community and that this place is mine, it fits me, and it is
understandable. Thank you very much for this feeling!"

Participant 1:"...gratitude is expressed to spouses, parents. Itis essential for me."

Participant 4: "..The biggest disadvantage is that we do not know that we are cared for, that we are
remembered and thatwe are important.”

(5) Improving the flow and exchange of information between the military organisation and the military
family. After analysing the responses of the focus group participants, the author has come to the conclusion that
often information about the opportunities offered does not reach the military family members or reaches them
late.The support that military families have received and felt from the military institution, as mentioned by the
focus group participants, includes enrolment of children in pre-school education without a waiting list, advantages
offered by the Development Finance Institution ALTUM for the purchase of real estate, summer camps for children
and an annual allowance for families with children with special needs. Participants repeatedly stressed that
ALTUM benefits, including admission to pre-school education without a waiting list and allowances for families
with children with special needs, are also offered to otherprofessions. They noted that this is a good example ofa
social guarantee, as an employer taking care of its employees.

Regarding practical support, especially during the prolonged absence of a servicemember, the Focus Group
participants repeatedly emphasised the need for support in caring for young children, at least for a while, to relieve
the parentwho is left alone in all everyday situations.

The participants emphasise the exceptional value of the responsiveness and human attitude of the commanders,
which confirms the importance of the human factor and the informal support from the military organisation, which
leads the author to conclude that only in a constant, clear and consistent interaction between all three groups of
sources of support for military personnel - formal support from the state; informal support from the military
organisation and support fromthe military community - is it possible to provide quality support to military families.

3.2.3. Integration of quantitative and qualitative results

To gain deeper insights, the author integrated quantitative and qualitative research results (Fetters & Molina-
Azorin, 2017) with PLS-SEM analysis results and a thematic analysis of qualitative data (Braun & Clarke, 2022;
Fetters, 2020). A summary of the integration of quantitative and qualitative results is shown in Table 3.12.

Table 3.12
Integration of quantitative and qualitative results on community support (COMS)
Results of quantitative data Qualltatlve_ data results:
sub-topics (quotes)
Import_ance Meta
- rating Open conclusions
PLS-SEM analysis NCA question in Focus group
(codke; the surwey
weighting)
Statistically | Negative COMS is a Support is Need QVAL
significant | importance | necessary needed in psychological/emotional results
ability to (-0.44) condition: for 73% of cases | support,socialisation confirm and
reduce indicates 90% WFC activities, extend the
work- the ability absence, 27% fostering a sense of QVAN
family of COMS to belonging and military result

39



conflict: reduce community family, information flow
effect size - | work-family | supportis needed. and exchange
0.462*** conflict; Effect size

COMS has | 0.159**

the highest

importance

As can be seen, the results of the qualitative data confirm and complement the results of the quantitative data.
Table 3.13 presents the integration of data on the identified community support mechanisms.

Table 3.13
Summary of quantitative and qualitative results of the integration of community support
mechanisms
Community Results of quantitative data Qual:;a;ﬂve data retsults.
Supported by Importance - rating analysis sub-hemes (quotes) Metz?\
Facility (code; weighting) Open question Focus group conclusions
’ in the surwey
Military society as an environment | Babysitting Support for QVAL
for raising children (coms2; -0.04) | service children results
Capacity to care for children in an | Clarity on confirm
emergency (comsl; -0.04) childcare QVAN
Access to activities for children results
and young people in the military
community (coms13; -0.04)
Social supportworkers who know | Availability of Practical
Functional and understand the needs of supportstafffor | supportfor
and military families (coms10; -0.08) military families everyday
administrative Social supportunitaddressingthe | (chaplains, problems in
needs of military families (coms4; | psychologists, your partner's
-0.06) supervisors, absence.
A social support unit that psychotherapists) | Psychological
effectively addresses the needs of support from
military families (coms3; -0.06) the supporting
professions
Military mental health Interest from unit | Emotional QVAL
professionals effectively address commanders supportfrom results
the needs of military families Dealing with the supporting | complement
(coms12; -0.07) unusual professions QVAN
situations results
The human
factor
Sense of shared mission and Shared family New
purpose with other military leisure events, friendships
Emotional families (coms11; -0.06) activities and with other
support Sense of collective community entertainment. military
with others (coms6; -0.06) Meeting other families
military families, | Joint activities
building asense | with other
of community. military
families.
Shared
patriotism as a
support
mechanism
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Educative, precise and valuable Availability of A detailed plan | QVAL

information on supportoptions information on of what results
(coms14; -0.06) supportoptions happensin a complement
Clarity on what crisis, and extend
happens to including QVAN
Information chilq_ren fand childcare results
support families in the
"X" Hour, with a

special focus on
military families
where both
parents are
military

4. DISCUSSION

The quantitative phase of this study aimed to empirically determine which conflict resolution strategy leads to
lower work-family conflict and higher partner satisfaction in military families, and to find the necessary level of
public support. Four hypotheses were proposed based on the Organisation-Stakeholder Fit Theory, the Dual
Concern Theory, and the Conservation of Resources Theory. The qualitative research phase complemented the
quantitative one, aiming to determine how to design a family-work conflict mitigation mechanism that supports
military families and identify the community supporttools that should be included.

The results of the quantitative part of the study indicate that the accommodating strategy has a positive effect
on work-family conflict, suggesting that this strategy may exacerbate conflict. The accommodating strategy is a
conflict-resolution strategy that does not prioritise self-care. The results of the study provide empirical evidence
that when a military organisation prioritises its own interests over those of military family members, it leads to
high levels of work-family conflict. The demands of the military organisation often take precedence over the
demands of the family (Segal, 1986; Vuga & Juvan, 2013; Mills & Tortez, 2018), so support mechanisms are
necessary to balance these demands and needs.

According to the structural equation model, community support has a significant and negative impact on work -
family conflict. The author's finding resonates with Desivilya and Gai's (1996) proposition that support networks
are essential for creating a values-based solution to family-military organisational conflict.

Similarly, less work-family conflict is associated with greater satisfaction in one's partner. These findings are also
consistent with several other studies, which show that reducing work-family conflict can have beneficial effects
on both individual and partner satisfaction (Namasivayam & Mount,2004; van Steenbergen et al., 2014; Caroll,
2013; Xie et al., 2017).

In the military-family context, a collaborative conflict resolution strategy is necessary for partner satisfaction,
whereas community supportis not a prerequisite for achieving this satisfaction; therefore, the author rejects
Hypothesis 4 and concludes that community support plays a crucial role in reducing work-family conflict in
military families. However, the statistically significant and strong relationship between work-family balance and
partner satisfaction should be taken into account, from which it can be inferred that reducing work-family conflict
has a direct influence on partner satisfaction. Several studies have reached similar conclusions. For example,
Huebner et al.(2009) concluded that building community support capacity is essential and that social support
programmes are needed. There is a need for a range of supportservices tailored to the specific needs of military
families, and these families should be able to access these services while conserving their own resources (Conforte
etal., 2017a). Such supportcould come from a variety of sources, including other families, the organisation itself,
and the wider community (Hoshmand & Hoshmand, 2007) .

From a methodological perspective, the combined PLS-SEM and NCA methods provide managers with a valuable
tool for identifying the necessary conditions to achieve critical results (Richter et al., 2020). The logic of necessary
conditions provides critical insights into business theory and practice. NCA analysis of the data from this study
reveals the critical factors necessary for low work-family conflict as well as partner satisfaction. This leads to the
conclusion that community support cannot be replaced by anything else, as it is a necessary condition for the
absence of work-family conflict. Similarly, a collaborating conflict-resolution strategy, characterised by equal
concern for self and others, is necessary for partner satisfaction in the military family context.

The qualitative data analysis ofthe study showed that the support mechanismfor military families should include
both formal and administrative, as well as emotional and informational community supporttools. Thus, the study
is in line with the classification of support proposed by Van Laar (1999) .
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1) Functional and administrative support

The focus group identified the main formal form of support as the framework that defines the procedures for the
protection and care of children of military personnelin crisis/military conflict (X hour). The survey revealed that
to mitigate work-family conflict, it is crucial to offer opportunities for military personnelto care for their children
in emergency situations (coms1) and, more broadly, to enhance military society as a supportive environment for
raising children (coms7). Respondents noted the nanny service as necessary. Analysing practices in other
countries, the authors have noted the provision of healthcare, childcare, partner employment, and education
services as essential,as well as the integration of young families, enabling military families to adaptand maintain
a stable daily life (Hess, 2020). Kudler & Porter (2013) note the provision of practical resources, such as
educational opportunities and social support, as important.

The survey also identified as important the ability of the social support unit ofa military organisation to effectively
address the needs of military families (coms4) and social support workers knowing and understanding the needs
of military families (coms10). These results are consistent with the holistic approaches recommended by those
who integrate educational, social, and health resources to promote family well-being (Boberiene & Hornback,
2014) and the work-life balance support programs and stress management assistance recommended by Hess (Hess,
2020).

Interestingly, the need for financial support, which Huebner recommends alongside the availability of crisis
services (Huebner et al., 2009), was not mentioned in Latvia.

Among the administrative support mechanisms, the focus group data analysis identified the need to increase the
commitment of unit commanders to be more responsive in non-standard situations, including planning for the
absence of military personnel. Global practices include a wide range of administrative mechanisms, including
facilitating collaboration between military and civilian organisations to effectively meet the needs of military
families (Bowen et al., 2000), developing online resources and remote access to provide faster and more efficient
access to support options (Orthner et al, 1990), the development and revision of policies to prioritize military
family well-being and their integration into civilian society (Segler & Pisano, 2021), the development of policies
that promote military family engagementin community life, and closercollaboration between military and civilian
entities (Conforte et al., 2017b)

In addition, researchers recommend independently evaluating and monitoring these support programmes to tailor
support to the changing needs of military families (Bowen et al., 2004) and conducting research on the
effectiveness of existing programmes through collaboration between civilian and military researchers (Foran,
2020; MacDermid etal., 2014).

2) Emotional support

Military families who participated in the focus group mentioned psychological/emotional support from members
of the supporting professions as the primary support mechanism needed. Analysis of survey data also identified
the need for someone to listen and/or help the family member feel better when he/she is feeling down (Coms 3)
and for military mental health professionals to effectively address the needs of military families (Coms12) as
important. Respondents identified the availability of personnel from supportive professions for military familie s
(chaplains, psychologists, supervisors, psychotherapists) as a need.

Research and global practice note as important emotional health screening programmes to detect and address early
mental health problems in families (Lemmon & Chartrand, 2009), measures to improve emotional resilience such
as group therapy, community events and emotional health screening (Lemmon & Chartrand, 2009), parentsupport
programmes to help children adjustto the military lifestyle and reduce emotional strain (Conforte et al., 2017a).

Focus group participants noted the need to foster a sense of belonging and to highlight and emphasise the military
family identity, as well as to provide socialising activities for families and spouses of military personnel. The
respondents also noted the need for joint family recreational events, activities, and entertainment, as well as
meetings with other military families, to build a sense of community. The impact analysis revealed that reducing
work-family conflict necessitates a collective sense of community among military families (coms6) and a shared
mission and purpose with other military families (coms1l).

These results are in line with global practices and mechanisms suggested by researchers, such as support groups
that promote a sense of belonging and strengthen community ties by allowing families to share experiences and
provide emotional support (Segler & Pisano, 2021); self-help groups and support activities that facilitate the
sharing of experiences between military families (MacDermid et al., 2014). All of these mechanisms would create
opportunities for military families to socialise with each other and build emotional support networks (Bell et al.,
1996; Burrell et al., 2003).
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3) Information support

Improving the flow and exchange of information between the military organisation and the military family was
identified as important based on the focus group discussion. This was confirmed by survey respondents who
identified the availability of information on support options as a need, as well as the need for clarity on what
happens to children and families during the "X" hour, with a particular focus on the military family where both
parents are military personnel. Analysis of survey data also identified the need for easily accessible,
understandable, and valuable information in the military community as critical to reducing work-family conflict
(Coms14).

These results are supported by global practice. Researchers have noted the availability of information on suppornt
resources, including psychological and financial support options (Hoshmand & Hoshmand, 2007; Ursano et al.,
1989) and regular provision of information on available resources and resilience-building strategies to help
families cope with the challenges of the military lifestyle as necessary support mechanisms (Farrell et al., 2014).

In addition to providing information, researchers also recommend educational initiatives on military culture and
family-specific needs, as well as programs aimed at enhancing children's emotional well-being (Park, 2011).
Furthermore, they suggest awareness-raising workshops and educational programmes on conflict resolution and
improving family communication (Burrell et al., 2003). Similarly, it has been recommended that military families
be provided with an understanding of resilience skills, including effective communication and problem-solving
(Menestrel & Kizer, 2019). Others recommend that training programmes should be targeted at a wider audience,
such as school staff and the public, better to understand the needs of children from military families and provide
them with the support they need (Davis et al., 2012).

This structured approach highlights three types of support (functional/administrative, emotional, and
informational) that can help military families with their daily needs, as well as the provision of emotional and
informational support.

Based on the integration of quantitative and qualitative data, the authorproposes the following model of
community support (Figure 4.1)

Emotional:
Regional clubs (social

events; childcare;
patriotism)

Functional and
administrative:

Social support
(psychologist.
supervisors: social
‘workers

Informative:

Detailed activity plan
in case of a crisis.

Figure 4.1. The Military Community Support Model.
Source: created by the author.

This study presents empirical results on stakeholder perceptions of conflict, drawing on the context of military
organisations and families. Military organisations are essential to rebalancing contemporary Eastern Europe
(Kalkman & Pascal, 2019) . Modern militaries are expensive, so societies expect the military to perform well
(Chuter, 2011, p. 30). To attract and retain personnel, the military organisation needs to ensure that military
personnel can achieve an acceptable balance between on-duty and off-duty time and to promote the soldier's choice
to develop and remain in the service (Berndtsson & Osterberg, 2023). Koirala (2021) highlighted that organisations
need to address work-family conflicts to prevent negative consequences such as stress, low performance and
absenteeism.

Traditionally, the military family can be seen as a component of the overall military system, as the family must
support the soldier by prioritising service and the soldier's obligations to the military organisation and the state in
order for any ofthe family members to fulfil the duties imposed by service (Dandeker etal., 2006). This perspective
allows for a broader examination of the role, importance, and impact of the military family. It also allows us to
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conclude that the family in the context of military service becomes one of the key stakeholders, thus building
quality and trusting relationships between military families and organisations. This stakeholder becomes one of
the key success factors forthe organisation, both in terms of retention and quality performance of duties and tasks.

Overall, this study contributes to research and practice by integrating conflict resolution strategies and community
support mechanisms to get organisations and stakeholders to work together. This work explores this in an extreme
context - military organisations, which traditionally have a strong track record in conflict resolution.
Organisational-Stakeholder Fit Theory, Conservation of Resources Theory,and conflict resolution theory are used
to provide evidence on how the strategy of conflict resolution in a conflict-affected area creates organisational and
stakeholder cooperation or miscooperation, and to identify the level of community support required. In doing so,
the logic of sufficiency and necessity is used.

The research has practical implications for both military and civilian government and business organisations.
Managers of military organisations could utilise the study's findings to develop support mechanisms that reduce
the inherent conflicts between military personneland their families. Similarly, the results of this study and the
findings from their analysis could help organisational managers consider how civilian and business organisations
with similar job requirements, such as construction companies, firefighters, and rescue workers, could interact
with their stakeholders and how community support could facilitate the inclusion of stakeholders in the
organisation.

The study has several limitations that highlight opportunities for future research. First, a cross-sectional study was
used. Future studies could employ a longitudinal approach to gain a deeper understanding ofthe problem. Second,
the context of this study was the military family, which is only one of the key stakeholders. Future research could
include the wider community. A similar approach can be used in business organisations to understand stakeholder
management issues.

CONCLUSIONS

1. The results of the study and their analysis show that Hypothesis 1 is supported - collaborative conflict
resolution strategies are negatively related to work-family conflict, thus demonstrating a statistically significant
negative effect of collaborative conflict resolution strategy on work-family conflict and a statistically significant
positive effect on partner satisfaction.

2. The results of the study and their analysis show that Hypothesis 2 is supported: collaborative conflict
resolution strategies are positively related to partner satisfaction. Thus, it is proven that resolving conflicts in a
collaborative strategy increases partner satisfaction, and military family members do not put the needs of the
military/military organisation before their own needs.

3. Theresults of the study and theiranalysis showthat Hypothesis 3is confirmed - the support ofthe military
community is a necessary condition for reducing work-family conflict. The results of the author's analysis of the
necessary conditions showthat the support of the military community is necessary to reduce the potential conflict
between the organisation and the military family, but that the satisfaction of military family members with
community support must reach at least 43% to eliminate the possibility of such conflicts completely.

4. The results of the study and their analysis show that Hypothesis 4 is rejected - the support of the military
community is a necessary condition for partnersatisfaction. The authorconcludes that military community support
is crucial in reducing work-family conflict, butnot in promoting partner satisfaction.

5. The results of the study showthat an accommodating conflict resolution strategy can intensify conflict or
make it worse.

6. The results of the study provide empirical evidence that if a military organisation puts its own interests
above those ofthe military family, there will be a high level of work-family conflict. As the demands ofthe military
organisation are high and the interests of the military family often suffer, there is a need for support mechanisms
from the organisation to allow for a greater balance in the military organisation-military family relationship. This
would help find a value-based solution to resolve conflicts between military families and the military organisation.

7. Less work-family conflict leads to higher satisfaction among military partners.

8. Analysingtheresults according to the logic of necessary conditions, the author concludes that the support
of the military community cannot be replaced by anything else and is a necessary condition for the absence of
work-family conflict.

9. The authorhas identified three types of support that military families need, which complement each other
but cannotreplace each other:

(1) formal support from the state in the form of guarantees and incentives for the serviceman and military

family enshrined in legislation;

(2) informal supportfrom the military organisation;

(3) support from the military community.
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10. Formal state support should be complemented by a framework and clear conditions for guarantees on
childcare support for military personnelin situations of crisis/military conflict.

11. Asinformal support from the military organisation, military families would like a flexible approach from
the military leadership, offering individual and tailored family supportsolutions where needed, to enable military
family members to cope with short-term domestic difficulties and shocks; improving the flow of information
between the military organisation and the military family; availability of psychological/emotional support for
military family members from professionals (members of the supporting professions), especially during periods
when the servicemember is away from his/herpermanent place of residence and is away from the family for long
periods.

12. As support from the military community, families would need more opportunities for socialising, with
military families communicating with each other; fostering a sense of belonging to the military environment and
community; building and emphasising the military family identity; offering practical/emotional support within the
community.

RECOMMENDATIONS

The study's results demonstrated the need for community support; therefore, the author developed proposals as an
answer to the research question of what should be included in the community support model to ensure effective
cooperation between the military organisation and its stakeholders, military families. In addition, proposals are
presented forimplementing the community support model in both the military and otherorganisations with similar
work requirements, as well as for future research directions.

Proposals for the implementation of the community support model in military organisations in Latvia

During the research process, representatives of military families who participated in the study were introduced to
the initial idea of potential opportunities for improving military community support. Analysing the results of the
focus group, the author concluded that the wishes of military families differ depending on the specifics of the
military unit in which the military personserves, the presence or absence of children in the family, the age of the
children, the duration of the spouses'relationship, the occupation of the military person’s s pouse, and other factors.

To identify and assess the needs of military families by region and military unit, as well as to apply and implement
the research results practically, it is recommended to implement them in three phases:

1. 1 Identification and specification of needs and opportunities:

1.1 the commander of the military unit shall identify the situation in the unit under his/her
command and, within his/her competence and capabilities, ensure the collection of information on the needs of
military families, the necessary support from the state and the military organisation, as well as the wishes and
possibilities of the families themselves to participate in the activities of the Regional Military Families Club.
Upon completion of this point, the commander of the military unitshall report to the Commander of the National
Armed Forces (NAF) on the needs and current capabilities to meet those needs;

1.2 The Commander of the NAF shall, within the limits of his/her competence and legal
authority, take the necessary actions to support the proposals and instruct the unit commanders to remedy the
deficiencies, if feasible. The NAF Commander shall report to the Minister of Defence on the situation and submit
proposals for necessary changes to the legislation based on financial calculations.

2. Changesto legislation:

2.1. The MoD evaluates the proposals, supports their implementation depending on the available
resources, and proposes the necessary amendments to the Military Service Law;

2.2. The necessary amendments to the law are approved by the Saeima (Latvian Parliament).

3. Practical development and implementation of Regional Military Family Clubs.

Proposals for changes in regulatory enactments

1. Amendments to the Military Service Law are needed, which would define the possibilities for the
establishment and implementation of Regional Military Family Support Clubs, as well as provide a legal
framework for their existence and maintenance.
Recommendations for implementing a community support model in both military and other organisations
The following suggestions are primarily aimed at military organisations. Still, they are also applicable to other

civilian and business organisations with similar specificities that need to ensure cooperation between the
organisation and the family as important stakeholders.
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To implement the proposed community support model (see Figure 4.1), which encompasses informational,
functional, administrative, and emotional support components, a seven-action framework is recommended. It is
recommended to begin by establishing a strategic framework and implementing institutional mechanisms. Next, a
communication and trust system focused on providing informational support should be established, along with
mechanisms to ensure social and emotional support. Additionally, capacity development should be implemented,
and participation mechanisms should be established. Finally, needs assessment and adaptation, as well as a system
of social relations, are required.

The following actions are recommended for organisations:

1. Strategic Framework
1.1. The organisation should develop a unified family support policy that formally defines families as a
strategically significant stakeholder group, contributing to employee (in the context of this study — military
personnel) resilience and operational readiness.
1.2. Strategic organisational documents should incorporate the well-being of families as a structural
element of the institutional mission.

2. Institutional Mechanisms

2.1. Regionally established, institutionally embedded support structures (in this research — Regional
Military Family Clubs) should be established to coordinate communication between the organisation and
families, provide, organise, and facilitate access to supportservices, and coordinate collaboration with
municipalities and otherinstitutions.

2.2. Intersectoral collaboration mechanisms (e.g., working groups, advisory boards)should be developed
to integrate family needs effectively into policy and program planning.

3. Communication and Trust System

3.1. Regular communication channels (e.g., digital platforms and in-person meetings) should be
implemented to  ensure transparent and timely information ~ exchange  with  families.

3.2. The organisation should foster bidirectional communication, not only providing information but also
systematically listening to families’ needs and concerns.

4. Capacity Dewelopment

4.1. The organisation should ensure accessible psychologicaland emotional support for family members of
employees (in this research — military families) (e.g., counselling, supervision, crisis interventions).

4.2. Mentoring and peer-support networks should be developed to allow families to share experiences and
strengthen resilience.

5. Participation Mechanisms

5.1. Families should be provided with institutionalised participation in planning and evaluating support
activities, for example, through advisory councils.

5.2. Community integration activities (cultural, sports, festive events) should be organised to strengthen a
sense of belonging and social capital within the community.

6. Bvaluation and Adaptation

6.1. Systematic monitoring of family needs and satisfaction should be implemented using surveys and
focus groups.

6.2. Targeted indicators should be defined (e.g., satisfaction with support, psychological well-being
measures, employee (in this research — military personnel) retention, well-being indices).

6.3. Adaptive management should be ensured to allow flexible adjustmentof support programs according
to changing family needs.

7. Social Relations System

7.1. Families should be recognised as active co-producers of the support system, rather than merely
recipients of services.

7.2. Trust and loyalty between the organisation, employees (in this research, military personnel), and
families should be fostered to ensure long-term organisational stability.

7.3. Social integration mechanisms should be developed to strengthen asense of belonging and
collective identity within the community.
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Recommendations for further research

To supplement and improve the community support model of military organisations, the following research is
recommended:

1. Research is needed on the support options for the spouse ofa military personin the event of a military
person's rotation to another settlement or region (financial support until the spouse of the army person
finds a job).

2. Research is needed on the medical support options for military family members (insurance policy
options).

3. Research is needed on the application options for supervision. The need for military families for this
service, offering it in Regional Military Family Support Clubs, to improve the communication of military
families with the military organisation, helping military family members understand the specifics of
military service and live with it, as well as supporting them in managing stress and challenges related to
long-term absences ofa military person.

To generalise the results of this study and empirically strengthen the possibilities of applying the community
supportmodel, it is recommended:

4. Conducta similar study in organisations ofa different nature, not military, with similar work specifics,
such as rescuers, firefighters, medics, etc. The survey developed in this work can be used for the study,
adapting it to the specific activities of the relevant organisation.
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O-S cooperation

Organizacijas-ieinteres€to sadarbiba pusu (organization-
stakehodercooperation)

COR teorija Resursusaglabasanas (Conservation of Resources)
teorija

MC&FP ASV militaras kopienas un gimenes politika

DoD ASV Aizsardzibas departaments (U.S. Department of
Defense)

ASV Amerikas Savienotas Valstis

COMT Konkuré§anas konfliktu risina$anas stratégija

AVO Izvairi§anas konfliktu risina§anas stratégija

COMR Kompromisa konfliktu risina§anas stratégija

COL Sadarbibas konfliktu risina$anas stratégija

ACC Pielago$anas konfliktu risinaSanas stratégija

PS Partnera apmierinatiba (partner satisfaction)

WEFC Darba-gimenes konflikts (work-family conflict)

COMS Militaras kopienas atbalsts (community support)

KMK Kopigas metodes klida (Common Method Bias (CBM))

VIF Dispersijas palielinasanas faktors

FWC Gimenes-darba konflikts (family-work conflict)

QMI Laulibas kvalitates indekss

CAMPS Noveértgjuma par militaras kopienas atbalstu
(Community AssessmentofMilitary Perceived Support)
skala

ROCI-II Organizatorisko konfliktu uzskaites-Il skala

PLS-SEM Strukturalo vienadojumu modeléSanas (Partial Least
Squares Structural Equation Modelling) metode

NCA NepiecieSamo nosacfjumu analize (Necessary Condition
Analysis)

AVE Ekstrahéta vidéja dispersija (Average Variance
Extracted)

HTMT ratio Heterotrait-Monotrait attieciba

STDEV Standartnovirze

IPMA Svariguma un veért&juma kartes analize (importance-
performance analysis)
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LIETOTIE TERMINI

Termins

Skaidrojums

Literaturas avoti

Militara gimene

Militarpersona un tas dzivesbiedrs, ka arT vinu bérni
(t.sk. adoptétie) un/vaimilitarpersonas vecaki, kuriem
ar dienoSo ir kop&ja majsaimnieciba.

Gribble, et al., 2018

Militara organizacija

Militarais  forméjums —  hierarhiski  veidota
organizacija, kas ietver sevivalsts brunotos sp&kus un
visus to sastava eso§os speku veidus.

de Carvalho & Lima, 2023;
Edmunds, et al., 2016

Militara kopiena

Militara kopiena ir organizéta personu grupa, kas
apvieno militaras jomas individus. Tiem ir kopigi
merki un kopigas vertibas. Par §1s kopienas sastavdalu
var tikt uzskatiti aktiva dienesta karaviri, zemessargi
veterani un vinu gimenes locekli.

Menestrel & Kizer, 2019;

Conforte, et al., 2017 a

Darba-gimenes
konflikts

Starplomu konflikta forma, kura darba un gimenes
jomu lomu prasibas ir savstarpgji nesavienojamas
kada aspekta. Proti, piedali§anas darba (vai gimenes)
loma klast sarezgitaka tadél, ka persona vienlaikus
piedalas ari gimenes (vai darba) loma.

Greenhaus & Beutell, 1985

Ieinteres&to pusu
konflikts

Ieinteres€to pusu konflikts rodas situacijas, kad
dazadu pusu intereses ir pretruna, tadgjadi apgrutinot
kopigu mérku sasniegianu. Sads konflikts ietekmé
attiecibas starp pusém un var tikt risinats, izmantojot
&tisku, stratégisku vai pragmatisku pieeju.

Kujala, et al., 2022

Militaras
organizacijas —
militaras gimenes

konflikts

Militaras organizacijas un militaras gimenes konflikts
ir situacija, kura pastav pretruna starp militaras
organizacijas izvirzitajam prasibam militarpersonai un
tas gimenes loceklu vajadzibam un gaidam attieciba uz
vinu ka gimenes locekli.

Sads konflikts rada psihologisku un funkcionalu
spriedzi, kas ierobezo militarpersonas sp&ju vienlaikus
efektivi pildit profesionalas un gimenes lomas,
negativi ietekmé gimenes labbitibu un var radit
traucgjumus militards organizacijas funkcion€$ana.

Autoraizveidota definicija.

Militaras gimenes
noturiba

Militards gimenes spg&ja un resursi, kas lauj tam
veiksmigi pielagoties esoSajai situacijai, ka arT lauj
parvaret izaicinajumus un emocionalas, socialas un
praktiskas griitibas, kas saistitas ar militaro dienestu.

(MacDermid, et al., 2014)

* Augstak min€to terminu definicijas ir p&tjuma autora izstradatas, par pamatu nemot literatliras analizi.
Terminiem ir pievienoti skaidrojumi, lai defin€tu rami un raditu vienotu izpratni par to, ka p&tfjuma ietvaros tiek
lietots katrs no terminiem.
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IEVADS

leintereséto pusu parvaldiba vadibas zinatnes konteksta tiek vértétaka ikvienai organizacijai svarigs un nozimigs
process (Carter, 2021). Pie ieinteresétajam pusém tiek pieskaititas personas un to grupas, bez kuru iesaistes un
atbalsta organizacijai biitu apgriitino§ivai pat neiesp&jami turpinat savu darbibu un pat eksistenci (Mitchell, et al.,
1997) - organizacijas darbinieki, klienti, piegadataji, sadarbibas partneri un visi citi, kam jebkada veida ir tiesa
vai netieSa ieteckme uz organizacijas darbibu. Ieinteres&to pusu stratégija pierada, ka organizacija nepastav atrauti
no pargjas pasaules; taiapkart ir “sp€letaji”, ar kuriem notiek pastaviga mijiedarbiba un kuru intereses varietekmet
organizacija, tieSitapat ka ari vini pa$i var ietekmét organizacijas darbibu (Jeurissen, 2004).

Ieinteres&to pusu vadibas p&tijumos ir pieradits, cik svarigi ir parvaldit attiecibas starp organizaciju un tas daudzam
ieinteres&tajam pusém (Bundy, et al., 2018). Veiksmiga sadarbibaar icinteres&tajam pus&m veicina organizacijas
panakumus, paaugstina sniegumu un darba rezultatu kvalitati (Harrison, et al., 2022). Tas, cik veiksmigi vai
neveiksmigi tiek veidots kontakts starp organizaciju un kadu no ieinteres€tajam puseém, ietekmé gan organizacijas
ikdienas procesus, gan darbinieku sniegumu, labsajiitu un labbiitibu. Labs kontakts ar ieinteres€tajam pusém
atvieglo darbinieku ikdienu un ta neesamiba gluzi pret€ji — padara smagn&u un sarezgitu gan darbinicku
savstarpejo komunikaciju, gan ar1 komunikaciju hierarhiska Iimeni visd organizacija. Tas var ietekmét
organizacijas kultiiru gan artefaktu, gan pausto parliecibu un vértibu, gan pamatparliecibu limeni (Schein, 2010).
Tatad, ieinteres€to pusu ietekme var tikt uzskatita par plasu, visaptveroSu un daudzslanainu procesu, kas rada
ilgtermina paliekoSas sekas organizacijas un ieinteres&to pusu savstarpgjas attiecibas.

Pétnieki ir secinajusi, ka, lai organizacija attistitos un pilnveidotos, tai ir jaiemacas palikoties paSai uz sevi ar
ieinteres&to pusu acim, nomainot skatu punktu un ieraugot seviit ka no malas. Komunikacijai jatiek paplasinatai
arpus ierastas organizacijas iek$€jas komunikacijas un turpmak jaietver sevi arl komunikaciju ar ieinteresé&tajam
pusém. Ieinteresétas puses nav iesp&jams kontrolét, tau mijiedarbibu ar ieinteres&tajam pusém var parvaldit.
Pielietojot dialogu, organizacija un tas ieinteres&tas puses var veidot uzticibas pilnas attiecibas, kas ir balstitas uz
atvertibu, atbildibu un sadarbibu (Jeurissen, 2004).

Veicot zinatniskas literatliras analizi, autors ir secinajis, ka vairaki p&tnieki (Santos, et al., 2023; Menezes, et al.,
2022; Borria, et al, 2022; Goyal, 2020) uzsver pétjjumu nepietiekamibu par ieintereséto pusu vadibu un
parvaldibu, ka arT atZzime, ka tie p&tfjumi, kas Saja joma ir veikti, parsvara ir versti uz kada konkréta ieinteresé&to
pusu vadibas aspekta izpéti, nepievéro$oties jautdjumam kompleksi. So novérojumu apstiprina ari citu autor
veiktie pétjumi (Nguyen & Mohamed, 2018; Mashali, et al., 2020; Ngyen & Mohamed, 2021; Corazza, et al.,
2024), kuros tiek ieteikts icintereséto pusu pétjumos izmantot integralu skatumu uz jautajumu, ka ar tiek
uzsverta privato un publisko intereSu saskano$anas nepiecieSamiba (Kujala, et al., 2022). Tapat ari tiek akcentéta
ieintereséto pusu vadibas strat€gijas nepiecieSaniba un spéja stratégijas realizéSanas laika but elastigiem, péc
iesp&jas nemot vera ari ieinteres&to pusu standartus un vertibas (Linnerud, et al., 2023; Song, et al., 2025; Zamri,
et al., 2023).

Sis pétijums piedava izmantot militaras organizacijas vidi ka kontekstu, lai izpétitu ieintereséto pusu vadibu,
pamatojoties uz to, ka militaraja videé ir augstaka iespgja veidoties organizacijas un tas ieintereséto pusu
konfliktam. Vadibas znatnes pétnieki biezi ir izmantoju$i militaro sféru ka sakumpunktu ar stratégiju saistitu
terminu definiciju radianai (Desjardins, et al, 2021). Tapat ari, paSreiz€jos biznesa satricinajumu, ka ari
ekonomiskas un socialas krizes laikos var€tu bt Ipasi svarigi aplikot militaras organizacijas kontekstu, kas
tradicionali ir ar pla§u pieredz konfliktu un kiizu risina$anas jautajumos. Teilors un kolegi norada, ka militarajie m
un biznesa pasaules zinatniekiem ir daudz ko macities vienam no otra, ka arT aicina veikt turpmakus p&tjumus So
abu pusu interedu krustpunkta (Taylor, et al., 2013). S7 p&tijuma autors p&tijuma konteksta ir aplikojis militaro
organizaciju, betuzsver, ka petijuma rezultati ir attiecinami arT uz jebkuru organizaciju civilaja vide.

Militaro organizaciju konteksta ieinteres€to pusu parvaldiba ir Ipasi svariga militaro operaciju kritiska rakstura
dél, kas atstdj ietekmi uz militarpersonu labbutibu un vinu gimenu labklajibu un militaro gimenu labbatibu,
savukart, atstaj ietekmi uz nacionalo dro§ibu. No ieintereséto pusu parvaldibas viedokla militara gimene ir
interesanta, svariga, tacu joprojam maz pé&tita militaras organizacijas icintereséta puse (Castro & Sullivan, 2018).
Amerikas Savienoto Valstu (ASV) militaras kopienas un gimenes politika ir labs piemérs §1s ieinteres&tas puses
integracijai militaras gimenes sistéma (Menestrel & Kizer, 2019), kas varétu biit noderigs ari biznesa organizaciju
konteksta.

Militaro organizaciju darbibas principi arvien vairak tuvinas biznesa organizaciju darbibas principiem. Jau
pagajusa gadsimta petjumi liecina, ka brunotie speki zaude savas institucionalas ipasibas un virzas uz profesiju
val uz tirgu orientétu modeli (Moskos, 1977; Moskos, 1986). Ka liecina Institucionalais nodarbinatibas
(Institution-Occupation (I-O) model) modelis, militarpersonas novirzas no institucionalas orientacijas, kuru
tradicionali raksturo ka kalpoSanu sabiedribai, un virzas uz profesionalu orientaciju, kuru raksturo ka orientaciju
tikai uz darbu (Moskos, 1986; Taylor, et al., 2013).

Tadgjadi militaro jomu var petit no uznémejdarbibas vides perspektivas un militaro organizaciju izp&te, savukart,
var daudz ko iemacit vadibas stratégijas p&tniekiem.
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Neizpetitie jautajumi

Pétjjuma “Organizacijas un ieintereséto puSu sadarbiba: organizacija un militara gimene” temata aktualitate
pamatojama gan ar p&tjjumu trilkumu par ieinteres€to pusu vadibu, gan ar ar pétjjumu trikumu par militarajam
organizacijam no organizaciju parvaldibas skatu punkta.

Vadibzinibu pé&tnieki joprojam pietickami nenovérté militaro organizaciju ka bagatigu un plasu zinasanu avotu.
Pieméram, Allens unKouts (Allen & Coates, 2009) iesaka militaro organizaciju pétit ka sabiedrisko pakalpojumu
organizaciju, pateicoties tas unikalajam kompetencém un sp&jam, tadam ka stratégiskas, operativas un taktiskas
planosanas zinasanas. Trikst empirisku p&tjumu parmilitaro organizaciju lomu valsts parvalde un pétnieki uzsver
nepiecieSamibu péc vairak pe&tjumiem saistibaar militarpersonam un militarajam organizacijam (Charbonneau, et
al., 2021). Daudz pétnieki ir secindjusi, ka militaras organizacijas izp&te var sniegt vertigu ieskatu biznesa
organizaciju p&tjumu joma (Hasselbladh & Yeden, 2020).

Miisdienas jebkuras valsts militara organizacija uznemas plasu lomu klastu papildus tradicionalajai aizsardzibai
un droiibai. So evoliciju nosaka misdienu militaras organizicijas mainigais raksturs un tas saskarsme ar
sabiedribu (Edmunds, etal., 2016). Tiek uzsvérta militaras organizacijas loma, koncentréjoties uz veértibas radisanu
sabiedribai visdazadakajos veidos, ne tikai dro§ibas nodro§inasana (Black, et al., 2021). Dazas valstis militara
organizacija ir politiskas, ekonomiskds un socialas attistibas atsléga (de Carvalho & Lima, 2023). Turklat,
analiz€jot 70 dro§ibas stratégijas 37 Ekonomiskas sadarbibas un attistibas organizacijas (ESAO) (anglu val.
— Organization for Economic Cooperation and Development) (OECD)) dalibvalstis, zinatnieki ir identific€jusi tris
militaro organiziciju galvenas lomas, kas ietekm@ civilas un militaras attiecibas: kolektiva aizsardziba, kolektiva
dros$iba un palidziba tautai (Wilen & Strombom, 2022). Kalkmans un and Paskals (Kalkman & Pascal, 2019)
uzsver militara spékanozimi lidzsvara saglabaSana Austrumeiropa, jo Ipasi asimetrisku konfliktu apstaklos,ka ar1
nepiecie$amibu analizét Rietumu brunoto spéku darbibas modeli (Kalkman & Pascal, 2019). Turklat, p&tnieki ir
atklajusi, ka pastiprinatas militaras partneribas un daliba pozitivi ietekmé valstu ekonomiku (Black, et al., 2021)
un izaugsmi (Utrero-Gonzalez, etal., 2019).

Militaras organizacijas ir loti veértigas pétfjumiem arl no ieintereséto pusSu vadibas viedokla. NeatbilstoSa
ieinteres€to pusu parvaldiba var izraisit organizacijas un ieintereséto pusu nesaderibu un izraisit to konfliktus.
Militara vide paspilgtina vadibas procesu izpausmi tas mainiga, prasigaun bieZi vien ekstréma konteksta ietekme,
tapéc, petot militaro organizaciju un tas ieinteresétas puses, ieglitos rezultatus iesp&jams veiksmigi pielagot un
pielietot ari civilo organizaciju konteksta.

No ieinteres&to pusu vadibas viedokla militaras gimenes ir batiskas, ietekimigas un joprojam nepietieckami izp&titas
militaras organizacijas ieinteres&tas puses (Castro & Sullivan, 2018). ASV militara kopiena un gimenes politika ir
liclisks piemérs $Ts ieinteres€tas puses integracijai armijas gimenes sistéma (Menestrel & Kizer, 2019), tomer
joprojam daudzam Eiropas valstim, tai skaita Latvijai, trukst Sadas pieredzes.

Uzmémgjdarbibas vide ieinteres&to pusu konflikts ir nepatikams un traucgjoss, tacu parasti tas neatstaj graujosas
sekas uz plasaku sabiedribu. Kad rodas konflikti starp gimeni un militaro organizaciju, §adu situaciju var klasificét
ka ekstrému, jo tai var biit neprognozgjamas sekas.

Militara organizacija nodro§ina aizraujoSu un ekstrému kontekstu, kura pétit konfliktu vadibu. Trikst p&tijumu par
gimeni ka militaras organizacijas ieinteres&to pusi. Jaatzist, ka konflikts starp militaro organizaciju un militaro
gimeni ir interesants ta divéjada rakstura dél. Militaro misiju un uzdevumu maina ietekmé militarpersonas un vinu
gimenes, un darba un gimenes konflikts tie§a veida ietekmé militaras gimenes loceklu psihologisko labklajibu
(Huffman, et al., 2017).

Virkne pétnicku ir p&tijusi darba un gimenes konfliktu militaraja organizacija un militaraja gimen&. PiemEram,
Vuga un Juvans (Muga & Juvan, 2013), un Segala (Segal, 1986), atklaja, ka gan gimeni, gan militarpersonas var
uzskatit par "alkatigam iestadém”, jo militarpersonu prasibas biezi vien parsniedz gimenes prasibas, Ipasi
izvietoSanas laika. Milla un Torteza (Mills & Tortez, 2018) uzsvérusiunikalos izaicinajumus, ar kuriem saskaras
militara dienesta parstavju dzivesbiedri, tostarp nenormétas darba stundas, ilgas Skir§anas un biezas parvietoSanas.
Koraila (Koraila, 2021) uzsvérusi, ka organizacijam ir jarisina darba un gimenes konflikti, lai noverstu negativas
sekas, pieméram, stresu, zemu sniegumu un darba kavéjumus. Desivilja and Gai (Desivilya & Gai, 1996)
identific€jusi un analiz€jusi veiksmigas darba-dzives lidzsvara nodro§inasanas stratégijas militarpersonu gimenes,
tostarp paru attiecibas. Sie p&tfjumi uzsver darba un gimenes konflikta sarezgito un daudzp usigo raksturu militaraja
joma un to, cik svarigi ir konfliktu risinat, lai atbalstitu militarpersonu un vinu gimenu labklajibu. Lai veiksmigi
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parvarétu konfliktu, ir jasabalansé riipes parmérku sasnieg$anuarripé&mpar citiem cilvékiem un veseligu attiecibu
uzturéSanu (Langton et al,, 2013). Konfliktu parvaldibas literatiira atrodama dualo intere$u teorija konfliktu
risina8anas stratégijas klasificé ka tadas,kas norada uz bazam par citiem vai bazam par sevi (Bolino et al., 2022).
Dualo intereSu (Dual Concern) teorijas ietvaros Lengtons (2013) piedava 5 konfliktu risina$anas stratégijas: 1)
konkurence (piespieSana vai cina); 2) izvairiSanas (pasivitate); 3) kompromiss (saskanoSana); 4) pielagoSanas
(Izdeviba); 5) sadarbiba (problemu risinasana).

Lidzigas situacijas var veidoties arT biznesa uznemumos, kuros darba specifikas dél darbiniekiem jadodas stradat
uz citu valsti vai attalu vietu, pieméram, celtniecibas uzn€mumos.

Izmantojot militaro sferu, $is petjums pieverSas jautajumam par to, ka organizacijas un to svarigas ieinteres&tas
puses - gimenes - mijiedarbojas sava starpa, lai mazinatu darba-gimenes konfliktu, ka arT kads atbalsts
nepiecieSams no kopienas puses. lepriek$&jie petjjumi nav apskatijusi kopienas atbalsta mehanismus ka lidzekli
darba gimenu konfliktu mazina$anai no Dualo intere$u teorijas skatu punkta. Tapat arT p&tjjumi par ieinteres&to
pusu vadibu maz ir apskatijusi gimeni ka daudzu organizaciju svarigu ieintereséto pusi un kopienas atbalstu ka
mehanismu, lai nodro§inatu atbilstibu starp organizaciju un tas ieinteres&to pusi.

Pétijuma objekts un priekSmets

ST pétfjuma ietvaros:

(1) ka petjuma objekts tiek skatita militara gimene;

(2) ka pétijjuma priek§mets tiek skatita gimenes daliba konflikta un konflikta mazina§anas mehanismi starp
militaro organizaciju un gimeni, integr&jot leintereséto pusu sadarbibas teoriju, Resursu saglabasanas teoriju un
Dualo interesu teoriju.

Promocijas darba merkis un uzdevumi

Meérkis — noskaidrot gimenes un organizacijas konfliktu risina§anas stratégijas, identificét kopienas atbalsta
nozimi, un izstradat masdienu apstakliem atbilsto$u, uz gimenu atbalstu orientétu gimenes-darba konflikta
mazina§anas modeli, par pieméru izmantojot militaro organizaciju un militaro gimeni..

Lai sasniegtu p&tfjuma merki, autors izvirzijis $adus uzdewumus:

(1) integrét Ieinteres&to pusu sadarbibas teoriju, Resursu saglabasanas teoriju un Dualo intereSu teoriju militaro
gimenu konteksta;

(2) veikt teorétisko izp&ti par problémam un izaicinajumiem, kas var skart militaras gimenes ieinteres€to pusu
sadarbibas teorijas konteksta un izanalizét citu pasaules valstu pieredz militarpersonu gimenu atbalstajoma;
(3)izmantojot militaro gimenu aptauju, noskaidrot darba-gimenes konfliktu risina$anas strat€gijas un nepiecie$amo
kopienas atbalsta limeni;

(4) veikt p&tjumu par nepiecieamajiem pasakumiem militarpersonu gimenu atbalsta sistémas izveidoSanai
Latvija, lai vairotu gimenes loceklu apmierinatibu ar militaras organizacijas piedavato atbalstu;

(5) balstoties uz pétjuma rezultatiem un teorétiskas izpétes atzinam, izstradat misdienigu militarpersonu gimenu
atbalstamodeli, kas vairotu militaro gimenu izpratni par militarpersonas ikdienu.

Hipotezes

Kvantitativajai pétijuma dalai tiek izvirzitas §adas hipotezes (H):

H1: Sadarbibas konfliktu risinaSanas stratégijas ir statistiski nozimigi, negativi saistitas ar darba un gimenes
konfliktu, citiem faktoriem paliekot nemainigiem, tas to mazina un tam ir vislielaka konfliktu mazino$a ietekme
no visam konfliktu risinaanas strategijam;

H2: Sadarbibas konfliktu risina$anas strat€gijas ir statistiskinozimigi, pozitivi saistitas ar partnera apmierinatibu,
citiem faktoriem palickot nemainigiem;

H3: Militaras kopienas atbalsts ir nepiecie§ams nosacijums, lai mazinatu darba un gimenes konfliktu;
H4: Militaras kopienas atbalsts ir nepiecieSams nosacfjums partnera apmierinatibai.
Papildus kvalitativajai pétijjuma dalai tiek izvirzits petijuma jautajums (PJ):
PJ: Kas jaieklauj kopienas atbalsta modeli lai nodro§inatu efektivu ieintereséto pusu sadarbibu (organization-

stakeholder cooperation)?
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Pétijuma teorétiskais ietvars

Veidojot pétijuma teorétisko ietvaru, autors balstijies uz literatiiras apskatu un empirisko izp&ti. P&tjuma autors
pieveérSas jautajumam par ieintereséto pusu parvaldibu un organizacijas -ieinteresétas puses sadarbibu militaras
organizacijas un tas nozinigas ieinteres&tas puses —militaras gimenes — konteksta. Autors apskatijis organizacijas -
ieinteresétas puses sadarbibas nozimi militaras gimenes konteksta, jo ipasi aplukojot partneru apmierinatibu,
tostarp apmierinatibu ar attiecibam un apmierinatibu ar komunikaciju, ka ar tas ietekmi uz gimeni ka sistému.

Promocijas darba teorétiskais ietvars balstas uzOrganizacijas -ieintereséto pu$u (organisation-stakehoder (O-S) fit)
sadarbibas teoriju, Dualo intere$u (Dual Concern) teoriju un Resursu saglabasanas (Conservation of Resources
(COR)) teoriju integraciju.

Ka bazes teorija Sim pétjumam pielietota Moskos (1977) ideja, kur§ ierosinaja, ka militarais dienests tiek
parveidots no uz vertibam balstitas nodarboSanas veida uz profesionalas nodarbosanas formatu, kuras mainigie
lielumi ietver legitimitati, saistibas, kompensaciju sist€émas, laulato atbalsta grupas, tiesisko aizsardzibu dienesta
laika, ka arT péc ta. Tas ietekm€ja gan militarpersonu, gan militaro organizaciju dz§in&jo izpratni par dienestu
(Moskos, 1977).

Ta ka militaro gimeni p&tjjuma autors apliko ka organizacijas icintereséto pusi, teorétiskaja ietvara tiek izmantota
Ieinteres&to pusu teorija (Stakeholder theory) (Freeman, 1984), kas kopS$ tas izstradasanas 1980. gados ir
attistfjusies ka nozimiga stratégiskas vadibas zinatnes sastavdala. Ka noradijis Ieintereséto pusu teorijas autors
Edvards Frimans, 21. gadsimts izcelas ar koncentré§anos uz“parvaldibu ieinteres&to pusu laba” (Freeman, 2018),
jo petjumi arvien vairak pierada un uzsver ieinteres€to puSu lomu organizicijas darbibas nodro§inasSana un
organizacijas kvalitates raditajos.

Ka nakama tiek pielietota Organizacijas-icintereséto puSu sadarbibas teorija (O-S fit theory), kuru, papildinot
pamatteoriju (Ieinteres&to pusu teoriju) piedava Bundy un kolggi. Si teorija izskaidro abu puiuuzvedibu unuzsver
veértibu atbilstibas un stratégiskas papildinamibas sasnieg$anas nozimi kritiski svarigaja mijiedarbiba starp
organizaciju un tas ieinteres&tajam pus&m (Bundy, et al., 2018).

Gimenes-darba konflikts militaraja konteksta var izraisit organizacijas un ieintereséto puSunesaderibu un lidz ar
to pazeminat militara personala labbiitibu. Konfliktus, kas $1s svarigas mijiedarbibas rezultatd neizb&gami rodas
starp militaro organizaciju un militaro gimeni, autors apliko caur Resursu saglabaganas teorijas (COR theory)
(Hobfoll, 1989) prizmu. S7 teorija apraksta motivaciju, kas mudina cilvékus gan saglabat savus pasreizgjos
resursus, gan meklét jaunus resursus bridi, kad veidojas starplomu konflikts un procesa neizbégami tick zaudéti
butiski resursi, méginot nobalansét abas — gan darba, gan gimenes lomas.

Konfliktu mazina$anai starp militaro organizaciju un militaro gimeni autors p&ta Dualo intereSu teorijas (Dual
Concern Theory) pielietoSanas iesp&jas. Dualo intereSu modelis ir plasi pienemta pieeja konfliktu vadibas
literatira, tomer attiecibas starp riipju dimensiju (par seviun citiem) un konfliktu risina$anas stratégiju izvéli nav
joprojam pieraditas (Sorenson, et al., 1999). Oskarsons unkolégi (Oskarsson, et al., 2021) aicina veikt turpmakus
pétjjumus par militaro gimenes loceklu priekSstatu par darba un privatas dzives lidzsvaru militaraja gimené.

Promocijas darba izmantoto peétijuma metoZu parskats

Petjums pamatojas uz pozitivisma paradigmu. Tika veikts jaukta tipa petjums, kura prioritara ir kvantitativa faze,
savukart kvalitativa faze tika izmantota, lai papildinatu kvantitativa petjjuma rezultatus ar uz datiem balstitam
rekomendacijam. Pamatojoties uz Kresvela apzZimgjumum (Creswell & Plano Clark, 2011), pielietota metode tika
apziméta ka QUAN — QUAL noradot,ka metodes ir izmantotas secigi un katrai ir savs merkis.

Lai noteiktu saistibu starp darba un gimenes konfliktu, un partnera apmierinatibu, pielictojot piecas konfliktu
risinaSanas stratégijas, ka art no respondentu puses uztverto kopienas atbalstu, pielictots kvantitativs p&tjums —
tika veikta strukturéta aptauja, kas norit€ja laika perioda no 2023. gada 23. augusta lidz 2023. gada
26. septembrim. Kvantitativo datu analizei tika izmantota strukturalo vienadojumu modelé§ana kombinacija ar
nepiecieSamo nosacijumu analizi. Strukturéta aptaujaietvera ari atvertos jautajumus, kuri nodro§inaja kvalitativus
datus. Sie dati tika analiz&ti p&c kvantitativo datu analizes kopa ar nakamaja soli iegiitajiem kvalitativajiem datiem.
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Lai padzilinati izpétitu kopienas atbalsta nepiecie§amibu un izprastu atbalsta veida detalizaciju, tika organizéta
fokusgrupas intervija. lesp&ja militarpersonu dzivesbiedriem un citiem gimenes locekliem pieteikties dalibai
fokusgrupa tika izsludinata visos Latvijas regionos, ta¢u vislielaka atsauciba naca no Kurzemes. Fokusgrupas
intervija notika 2024. gadab. junija Liepaja. legtto kvalitativo datu analizei tika izmantota tematiska analize.

Aizstave§anai izvirzitas tézes

(1) Sadarbibas konfliktu risina$anas strat€gijas nodro§ina vismazako darba-gimenes konfliktu organizaciju un to
ieinteres&to pusu, gimenu, sadarbibas konteksta;

(2) Sadarbibas konfliktu risina$anas strat€gijas nodros§ina visaugstako ieinteresétas puses (gimenes locekla)
apmierinatibu ar partneri;

(3) Pielagosanas konfliktu risina$anas stratégiju piclieto§ana nodro§ina augstaku partneru apmierinatibu, bet
nemazina organizacijas un to ieinteres&to pusu konfliktu;

(4) Kopienas atbalsts ir nepiecieSams nosacijums, lai mazinatu darba un gimenes konfliktu un nodro§inatu
organizacijas un gimenes ka ieinteres&tas puses sadarbibu.

(5) Kopienas atbalsta mehanismiem ir jaieklauj praktiska un emocionala/psihologiska atbalsta iesp&jas militarajam
gimeném, janodro§ina militarajam gimeném socializé§anas iespéjas, kas veidotu pamatu militaras gimenes
identitates izveidei, militaras kopienas sajiitas nostiprina§anaiun piederibas sajiitas veicinaganai.

Novitate

Teorgtiska novitate:

(1) Dualo interes$u teorija (Dual concern theory) tiek pielietota militaras organizicijas un tas argja ietekméjosa
faktora - militaras gimenes konfliktu mazina$anai;

(2) Tiek papildinata zinatniska diskusija par leinteres€to pusu sadarbibas teorijas (O-S fit theory) un Resursu
saglabaSanas teorijas (COR theory) pielietojumu militaraja joma, uzsverot kopienas atbalsta nepiecie$amibu
organizaciju un to ieintereséto pusu sadarbibas nodros$inasanai.

Praktiska novitate:

(1) Tiek izstradats musdienigs militarpersonu gimenu atbalsta modelis, kas potenciali vairotu militaro gimenu
izpratni par gimenes locekla ikdienu militaraja dienesta Latvija un tadgjadi — veidotu gimenes noturibu un
apmierinatibu ar militara dienesta piedavatajam iespg&jam. Izveidota modela elementi var tik izmantoti ari biznesa
organizacijas, kas saskaras ar lidzZigam probléemam ieintereséto pusu vadiba.

Metodologiska novitate:
(1) Izveidota unikala aptauja, kas apvieno konflikta risind$anas strat€gijas ar kopienas atbalstuun ir piclietojama
organizacijas unieinteres€to pusSu konflikta p&tjjumos ne tikai militaraja, bet art citds organizacijas.

Raugoties uz ieintereséto pusu sadarbibu caur militaras organizicijas un militards gimenes prizmu, tiek radits
ekstrémaks konteksts un tad€jadi var paplasinaties redz&jums uz to, ka risinat konfliktus starp organizaciju un tas
ieinteres€tajam pusém. Veiksmiigu un efektivu risindjumu  mekléSana un pielietoSana konfliktam starmp
ieinteres€tajam pus@m militaraja vidé var uzlabot militarpersonu sniegumu, tad&jadi veicinot organizacijas
vispargjo merku sasnieg$anu un ari sabiedribas intereSu ievérosSanu.

Kopuma §is pétijums sniedz ieguldjumu pétnieciba un praksg, integréjot konfliktu risina$anas stratégijas, lai
panaktu organizacijas-ieinteres€to pusu sadarbibu un izprastu, kada veida organizacijas un ieinteres&tas puses var
sadarboties. Rezultati ir piem@rojami gan militarajas, gan biznesa organizacijas.

Pétijuma ierobeZojumi

1) Teritorialais ierobezojums — empiriskais pétfjums veikts Latvija;

2) Sis ir §kérsgriezuma pétijums un tas ir ierobezots konkréta laika perioda;

3) Militara gimene tick apskatita ka icinteres&ta puse militara organizacija;.

4) Sa briza saspringta situdcija pasaulé un kar§ Ukraina ietekmé militaras gimenes, ka ari pa$reiz militarajas
organizacijas speka esos$as konfidencialitates prasibas nelauj pétjuma ieklaut militarpersonas. Cita politiskaja
un militaraja  konteksta situacija varétu atSkirties. Tomer §a briza situacijai ir arT saviplusi, jo ta lauj izp@tit
organizicijas un gimenes, ka tas ieinteresé&tas puses, sadarbibu tie$i krizes un nenoteiktibas apstaklos.

5) Teorétiskais ierobezojums — sadarbiba starp gimeni un militaro organizaciju tiek pétita, izmantojot icintereséto
pusuteoriju, kas pieder pie organizaciju vadibas teorijam.
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Petijuma rezultatu aprobacija
P&tjuma rezultati ir prezent&ti un apspriestisadas Latvijas un starptautiskajas zinatniskajas konferences:

1) “Comparison of social guarantee systems of the National Armed Forces in the Baltic States” referats
prezentets 14th Annual Scientific Baltic Business Managemenent Conference ASBBMC 2021, 1.-3jinija,
2021.g., Riga, Latvija.

2) “Organization-Stakeholder Fitin a Military Context: Conflict Resolution Strategies between a Military
Organization and Military Family” referdts prezentéts starptautiskaja zinatniskaja konference 415t EBES
Conference Berlin, 12.-14. oktobri, 2022.g., Berling, Vacija.

3) “Ensuring a Work-Life Balance by Mittigation Conflicts Between the Organisation and the Employee’s
Family” referats prezentéts 16th Annual Scientific Baltic Business Managemenent Conference ASBBMC 2023,
1.-3junija, 2023.g., Riga, Latvija.

4) “Navigating Conflict and Cultivating Collaboration: Insights from Military Stakeholder Dynamics”
referats prezentéts 17th Annual Scientific Baltic Business Managemenent Conference ASBBMC 2024, 28.-
30.maija, 2024.g., Riga, Latvija.

5) “Understanding Stakeholder Conflict through the lens of military organisation and military family: A
Combined Use of PLS-SEM and Necessary Condition Analysis” referats prezentéts starptautiskaja zinatniskaja
konferencé “EURAMZ2024 Fostering Innovation to Addresss grand Challenes”, 24.-29. junija, 2024.g., Bata,
Lielbritanija;

6) “Organisation-Stakeholder Fit: Organisation and Military Family” referats prezentéts 18th Annual
Scientific Baltic Business Management Conference ASBBMC 2025, 28.-29.maija, 2025.g., Riga, Latvija.

Petjuma rezultati ir publiceti starptautiski recenzetos zinatniskos zurnalos un konferencu izdevumos:

1) Blumberga, S., Joksts-Bogdanovs, E. (2021). “Possibilities of educational supervision use in the career
development of national armed forces professional service soldiers”. EDULEARN21 Proceedings, pp. 1958-
1966, ISBN: 978-84-09-31267-2 and ISSN: 2340-1117; doi: 10.21125/edulearn.2021.0448.

2) Joksts-Bogdanovs, E., Ludviga, 1. (2024). “Organization—Stakeholder Fit in a Military Context: Conflict
Resolution Strategies Between a Military Organisation and Military Family”. In: Bilgin, M.H., Danis, H.,
Demir, E., Zipperling, M. (eds) Eurasian Business and Economics Perspectives. BHAAAS EBES 2023 2022.
Eurasian Studies in Business and Economics, vol 28. Springer, Cham. https://doi.org/10.1007/978-3-031-55813-
9 4 (indekséts SCOPUS).

3) Ludviga, I, Joksts-Bogdanovs, E. (2024), “Resolving Work-Family Conflict Between Military
Organisation and Military Family: A Combined Use of PLS-SEM and Necessary Condition Analysis”
EURAMZ24 proceedings, ISSN 2466-7498 and ISBN 978-2-9602195-6-2.

4) Joksts-Bogdanovs, E., Ludviga, I. (2025), "Community Support Model for Stakeholder Fit: The Case of
Military Organization and Military Family', WSEAS Transactions of Economics and Business, V0.22., pp.
1317-1362, DOI: 10.37394/23207.2025.22.107, (indekséts SCOPUS).

5) Joksts-Bogdanovs, E., Ludviga, I. (2025). "How to mitigate work-family conflict between military
organisations and military families: Community support as a necessary condition™, Military Psychology
(under review).

Autors veicis zinatniska konsultanta funkcijas magistra darba izstrades procesa — Loce, D. (2025), “Supervizija
ka riks militaras organizacijas un militaras gimenes komunikicijas uzlaboSana un gimenes psihosocialas
noturibas stiprina§ana”. Magistra darbs. Zinatniska vaditaja Dr.psych., doc. S. Blumberga. Zinatniskais
konsultants Mg.sc.administr. E.Joksts-Bogdanovs. Riga: RISEBA.
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1.PETIJUMA TEORETISKAIS IETVARS

1.1. Zinatniskas literaturas atlases principi

Autors veicis strukturétu literatiiras analizi, p&tot zinatniskajas datubazés Web of Science un Scopus pieejamos
literatliras avotus (zinatniskie raksti, petjjumi, disertacijas, gramatas, gramatu recenzijas, monografijas u.c.), ka art
iepazistoties ar publiski pieejamajiem oficialiem pé&tijjumiem par pasaules valstu pieredzimilitaras gimenes atbalsta
sisteémai, pieméram, (Menestrel & Kizer, 2019; Pickering, 2017).

1.2. Ieintereséto puSu parvaldiba

Saskana ar Ieinteres&to pusu teoriju (Freeman, 1984), ikviens individs vai grupa, kas var tie$i vai netie$i ietekmét
organizacijas darbibu, ir tas ieinteres€ta puse (Joshi, et al., 2022). Organizacijas ick$€jai vai argjai ieinteresctajai
pusei vienmer ir tieSa vai netieSa ietekme uz organizacijas darbibas efektivitati, tas rezultatiem un raditajiem.
Bundy un kolégi piedavata Organizacijas-ieintereséto pusu saadarbibas teorija (Bundy, et al., 2018) papildina
sakotngjo Ieinteres€to pusu teoriju, izskaidrojot abu pusu uzvedibu, un uzsver, cik svarigi Saja kritiski butiskaja
mijiedarbiba panakt vertbu atbilstbu un stratégisku papildinamibu. Ta parada, ka nodro§inat veiksmigu
mijiedarbibu starp organizaciju un ieinteres&tajam pusém, radot sadarbibas modeli (Bundy, etal., 2018) un tadgjadi
veicinot pozitivus rezultatus abam pusém.  Ieinteres&to pusu parvaldiba militaraja organizacija sakas arpersonu
un grupu identificeSanu, kas ir ieinteres&tas militarajas operacijas vai kuras tas jebkada veida ietekme. Efektiva
ieinteres€to personu parvaldiba ir svariga ne tikai kaujas uzdevumu panakumiem, bet arT sabiedribas atbalsta,
parredzamibas un legitimitates saglabasanai. Tas prasa atklatu informacijas apmainu, katras ieinteres&tas puses
unikalo vajadzibu izpratni un strat€gisku iesaistiSanos, lai veicinatu pozitivas attiecibas.

1.3. Militara organizacija un militara gimene

Skatoties no gimenu sist€ému skatu punkta, katram gimenes loceklim ir pastaviga savstarp&ja ietekme vienam uz
otru. Sistemiska piecja apliko gimeni ka organizétu veselumu un savstarp&ji saistitas dalas hierarhiska struktara
(Cox & Paley, 1997), kur jebkura viena tas dala atstaj butisku iespaidu uz citu dalu. Sistémas dalas savstarp&ji
nepartraukti ietekmé viena otru un lidz ar to ietekmé arT taja notiekoSos procesus, pienemtos l€mumus, veiktas
darbibas, izveidojusas parliecibas un stereotipus.

Militara organizicija un militara gimene ka tas ieintereséta puse militara dienesta specifisko un paaugstinato
prasibu d&] ir paklauta Tpagiem izaicindjumiem un riskiem (Runge, et al., 2023). Lai varétu izveidot $1 p&tjuma
ietvaros apskatamas organizacijas ieinteresétas puses —militaras gimenes — definiciju, autors ir analizgjis pasaules
[imena pé&tjumu konteksta lietoto terminu “militara gimene” un secina, ka atkariba no avota un formulé§anas
meérka militaras gimenes definicija dazados pétjumos ir atSkiriga. Canadian Institute for Military and Veteran
Health Research (Gribble, et al., 2018) veiktaja pétijuma tiek salidzinatas ASV, Lielbritanijas, Australijas un
Kanadas militaras gimenes definicijas, kas pieejamas atvertajos avotos. Secinats, ka tikai ASV Aizsardzbas
departaments ir visparigi defingjis, ko seviietver militaras gimenes jédziens. Lielbritanijas, Australijas un Kanadas
oficialajos dokumentos militaras gimenes formuléjums ir mainigs atkariba no konteksta un politikas, kada ta tiek
pielietota. ASV Aizsardzibas departaments ka militaro gimeni defing cilvéku grupu, kas ir tie§ie gimenes locekli,
kas ar ASV brunotajos spekos dienoso saistitiar asinsradniecibu, laulibam vai adopciju (tostarp, ja brunoto speku
parstavis ir zaudgjis dzivibu) (Gribble, et al., 2018). Tomér jaatzst, ka globali triikst skaidras, viennozimigas un
vienotas militaras gimenes definicijas, kas lautu lietot militaras gimenes definiciju ar vienotu izpratni un skaidriem
nosacfjumiem.

Pétjjuma “Organizacijas un ieintereséto puSu sadarbiba: Organizacija un militara gimene” konteksta terminu
«militara  gimene» autors lieto attieciba uz militarpersonu un tas dzvesbiedru, ka ari vinpu b@rniem
(t.sk.adoptétajiem) un/vaimilitarpersonas vecakiem, kam ar dieno$o ir kop&ja majsaimnieciba. Par militaro gimeni
tiek uzskatita tada gimene, kuras sastavair vismaz viena militarpersona, bet var biit arT vairakas, pieméram — abi
dzivesbiedri ir karaviri vai viens no vecakiem/abi vecaki un pilngadibu sasniegus$ais bérns/b&mi, kam ar vecakiem
ir kop&ja majsaimnieciba, ari ir militarpersonas.

1.4 Militaras gimenes Kka ieinteresétas puses loma

Militarajam gimeném ir daudzpusiga un kritiska loma mijiedarbiba starp militaro organizaciju un militarpersonam.
Gimenes ietekme atspogulojas ne vien uz militarpersonu personigo dzivi, bet, izpauZoties caur militarpersonu,
butiski ietekmé arm militaras organizacijas efektivitati, tas personala morali un vispargjo labbiitibu. Tam par
iemeslu ir daudzi aspekti, kas atspogulo militaras gimenes plaso un daudzpusigo ietekmi. Sie aspekti kalpo par
iemesliem, kap&c ir svarigi no militaras sistémas puses rip&ties par militaro gimeni. Ka butiskakos p&tijuma
autors izdala $adus aspektus: (1) Militara gimene ir atbalsta elements, “aizmugure” kritiskos brizos unnestandarta
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situacijas. Ta kalpo ka galvenais atbalstoSais elements militarpersonam, nodro§inot gan emocionalu, gan
psihologisku, gan ari praktisku atbalstu laika, kad militarpersona atrodas misija vai apmacibas, ka arl jebkuros
nestandarta vai izaicino$os apstaklos. ST gimenes atbalsta sistéma uzlabo militarpersonu noturibu un sp&ju efektivi
pildit savus dienesta pienakumus (Menestrel & Kizer, 2019; Mmari, et al., 2009). (2) Militara gimene atbalsta
militarpersonas emocionalo labbiitibu. Stabila un atbalsto$a gimenes vide pozitivi ictekmé militarpersonu
emocionalo labsajutu, kas, savukart, pozitivi ietekmé dienesta pienakumu izpildes kvalitati (Ortiz-Torres , 2022).
(3) Rupes par militaro gimeni. Zinot, ka par vinu gimeném rap&jas, militarpersonas var koncentréties uz saviem
pienakumiem, nenoveér§otuzmanibu uz gimenes problému risina$anu. Tas uzlabo kop&jo militaro sp&ku efektivitati
un gatavibu (Menestrel & Kizer, 2019). (4) Personiala palikSana dienesta. Militaro gimenu apmierinatibai un
labklajibai ir nozime pieredz&jusa personala paturéSanaidienestailgaku laiku. Pozitiva gimenes vide var veicinat
dienesta loceklu lemumus turpinat militaro karjeru, samazinot personala mainibu un ar to saistitas darba
pienemSanas un persondla apmaci§anas izmaksas (Aronson, et al., 2018). (5) Militaras gimenes noturiba,
saskaroties ar militarpersonas noriko§anu uz misijas rajonu, parvieto§anuuz citu dienesta vietu vai prombiitni no
gimenes apmacibu d&l. Vinu spé&ja pielagoties mainigajam situacijam un spé&ja tikt gala ar jaunajiem apstakliem
pozitivi ietekmé arT militarpersonu individuglo noturibu un spgju tikt gald ar izaicinajumiem (Meadows, et al.,
2015; Meredith, et al., 2011; Lucier-Greer & Campbell, 2024). (6) Sociala integracija: militaras gimenes biezi vien
veido ciesi saistitas kopienas militaraja vide. Sie socializé$anas kopienas ietvaros sniedz piederibas un atbalsta
sajiitu, veicinot militarpersonu integraciju un pozitivu pieredzi militaraja organizacija (Conforte, et al., 2017 a).
(7) Gataviba un fokuss: kad militarpersonas ir parliecinatas, ka vinu gimenes arl pasu prombitnes laika tiek
atbalstitas, tas var velt®t savu uzmanibu un maksimali koncentreties uz savu pienakumu izpildi, neuztraucoties par
savas gimenes labklajibu un labsajutu (DoD, 2012; Menestrel & Kizer, 2019). (8) Darba un privatas dzives
lidzsvars. Atbalsts militarajam gimeném palidz militarpersonam uzturét veseligu darba un privatas dzves
lidzsvaru. Kad par gimeném tiek domats arT no militaras organizacijas puses, militarpersonam ir vieglak rast
lidzsvaru starp saviem profesionalajiem piendkumiem un gimenes dzivi (Patten, 2012; Bemdtsson & Osterberg,
2023) (9) Mentala veseliba. Speéciga gimenes atbalsta sistéma veicina tas loceklu mentalo labbitibu un izturibu,,
samazinot ar stresu saisttu problému risku (Leroux, etal.,, 2016) (10) Publiskais téls. Militaro gimenu labklajiba
kalpo ka spogulis sabiedribas viedoklim par militaro organizaciju. Pozitivs atbalsts militarajam gimeném padara
pievilcigaku militaras organizacijas t€lu un vairo tas uzticamibu sabiedribas acis (Sabado, 2016). (11) Gimenes
gataviba. Kad militaras gimenes jutas atbalstitas, tas ir labak sagatavotas, lai risinatu problémas, kas rodas
militarpersonas misijas, parvieto$anas vai apmacibu laika. Tas veicina visparéjo gimenes gatavibu nestandarta
situacijam un krizes briziem (DoD, 2012; Pye & Simpson, 2017).

Lidz ar augstak min&to, militarajam gimeném ir nozimiga un unikala loma militaras organizacijas konteksta, kas
padara militaro gimeni par militirdas organizicijas ieinteres&to pusi. ST ieintereséta puse ietekmé gan
militarpersonas emocionalo labklajibu, gan atdevi un morali, ka arT sp€le nozimigu lomu, palidzot militarajai
organizacijai izprast personala vajadzbas.

No aizsardzibas dienestu viedokla v&sturiski daudzu gadu desmitu galvena uzmaniba tikusi pieversta militara
dienesta parstavim, vina labklajibai un labbitibai, savukart ASV militaras kopienas un gimenes politika (MC&FP)
piedava koncentréties uz militaro gimeni ka sistému, nevis uz karaviru ka atsevisku individu (Menestrel & Kizer,
2019). Ta ka gimenei ir tieSa ietekme uz individu un vina labsajttu, ka ari katrs no gimenes locekliem veido kopgjo
gimenes mikroklimatu, ari militarpersonas noturibu un gatavibu dienesta pienakumu izpildei veido ne tikai
personiga, bet ar visas vina gimenes gatavibas pakape nestandarta situacijam. Personigd un gimenes gataviba ir
stavoklis, kura persona vai gimene ir gatava efektivi parvarét ikdienas dzives izaicinajumus, kas rodas unikalaja
militara dienesta konteksta (DoD, 2012). Moelkers, Andress un Rones, lai izprastu masdienu militaras gimenes,
piedavatriadisku pieeju (Moelker, et al., 2019). Autoruprat, valsts, brunotie spéki un militara gimene ir savstarp&ji
saistIti un atkarigi viens no otra, tatad izmainas viena triddes sastavdalaneizb&gami ietekmes visas pargjas.

Saskana ar Resursu saglaba$anas teoriju (Hobfoll, 1989), augsta limena prasibas darba patéré loti daudzpersonisko
resursu (Hobfoll, 2002; Li etal., 2024), kas, savukart, tiek atjaunoti gimenes vid&. Rubio, Osca, Recio, Urien un
Peird pétijums (Rubio, et al., 2015) ir pieradijjus$i vienlaicigu savstarp€jo saistibu un ietekmi starp darba un
gimenes konfliktu, un darbinieku emocionalo izstkumu — darbinieks, kur$ cie§ no darba un gimenes konflikta, ir
paklauts stresa limena paaugstinasanasriskam, kas, savukart, ir saistits ar personas emocionalo speku izsikumu.

Lai visa gimene ka sistéma sp&tu pienemt §os izaicinajumus un veiksmigi tiktu ar tiem gala, katram tas loceklim
un [idz ar to visai gimenei ka sist€mai jabait mentali un emocionali gatavaiiesp&jamam izmainam, ka ari jajitas
stabili gan ikdienas situacijas, gan paredzamu vai neparedzamu parmainu priek$a. Lai tas var€tu notikt, jabut
apmierinatam gimenes pamatvajadzbam — gimenei jajitas stabili, jabiit nodro§inataitas ikdienas labbitibai, jabut
zinamai paredzamibai par turpmakajiem notikumiem saistiba ar militarpersonas karjeru un parvieto$anu (pilniga
paredzamiba militaraja konteksta nav iesp&jama, taCu no organizacijas puses biitu janodroSina savlaiciga
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militarpersonas informé§ana par planotajiem pasakumiem vismaz tajos brizos, kad un cik tas ir iesp&jams).
Paredzamiba, kas saknojas ciena attieciba pret militaro gimeni no militaras organizacijas puses, savukart,
paaugstinds gimenes uzticEsanas pakapi organizacijai. Iemantota uztic€Sanas rada dro§ibas sajitu un parliecibu,
ka atticksme no organizacijas puses ir taisniga un godiga, kas, savukart, potenciali vairo ari gimenes kop&jo
labbatibu. Ir janem véra, ka paaugstinatas darba prasibas palielina konfliktu iesp&janibu gan darba, gan gimenes
konteksta (Bridger, et al., 2008) un militara profesija viennozimigi ir paaugstinatu darba prasibu, paaugstinata
riska un paaugstinatas atbildibas profesija.

Pétjumi par gimenes funkcion&$anu liecina, ka gimenes labklajiba atspogulo gimenes sp&ju parvaldit stresu
(Sheidow, et al., 2014). Militaras gimenes specifiska loma un situacija var tikt dévétaka «divu personu karjera» —
militarpersonas laulatajan/dzivesbiedram nakas veikt specifiskus, neapmaksatus «pienakumus» ikdiena (Gilbert,
1995), kas biez vien izpauzas ka papildus gimenes pienakumu uznem$anas militarpersonas prombitnes laika
diennakts norikojumu un ned€lam vai pat méneSiem ilgu apmacibu laika, ilgstoSas prombitnes starptautisko
operaciju pildiSanas laika misiju rajonos, dienesta vietas mainas d&| dzivesvietu nakas mainit visiem gimenes
locekliem, kas ietekmé katra gimenes locekla ikdienu. Gimenes attiecibu veseligums (tas, kd gimenes locekli
mijiedarbojas sava starpaun reagé uz situacijam) var kalpot ka meraukla, kas parada, ka gimene kopigi tick gala
un risina problémas. Ja gimenes sist€éma ir spéciga, gimenes locekliem parasti ir labaka mentala veseliba (t.i.,
psihologiskie resursi) un viniem ir veseligaka uzvediba un reakcijas (O'Neal, et al., 2016) uz notiekoSo.

Autors secina, ka militarajam gimen&m ir bitiska loma militarpersonu un militaro organizaciju mijiedarbibas
veido§ana. Militaro gimenu lomas apzina$anas un gimenu nodro§inasana ar nepiecie$amajiem resursiem, atbalsta
programmu piedavasana un kopienas atbalsta iespéjas, veicina militards organizacijas vispargjo efektivitati, tas
personalamorali un misijas apzinu.

1.5. Organizacijas ieintereséto puSu konflikti militaras organizacijas konteksta un to sekas — darba un
privatas dzives lidzsvars

Konfliktu riski starp organizaciju un tas ieinteres&tajam pusémrodas tad, ja organizacijas darbiba kave ieinteres&to
pusu sp&ju panakt abpuséjipienemamus risinajumus (Ganson, etal., 2022) jebkurai situacijai un nemot véra realos
esosos apstaklus. Konflikts norada uz intereSu sadursmi un attistas, ja puses nesp¢j vainevélas atrast veidus, ka
tos risinat vai vismaz mazinat, rodot abam pusém pienemamus risinajumus.

Organizacijas dzive ir daudz potencialo konfliktu avotu un lielaka dala no tiem parsvara ir saistitiar ieinteres&tajam
pusém. Sadu konfliktu rezultati var bit kaitigi abam pusém un tie var radit bitiskas un talejosas sekas. Gan
zinatnieki, gan praktiki atzist So seku nopietnibu, kas var rezultéties neapmierinatiba starp icinteresétajam pusem,
darba un privatas dzives konflikta darbinickiem, ka arT paradities vaja, nepienemama un neefektiva organizacijas
darbiba. Saskana ar Hufmanes un koleégu pausto, galvenie konfliktu c€loni tradicionali ir: (1) konflikti saistiba ar
laika resursu: viena loma pavaditais laiks kavé citu lomu izpildi (Huffman, et al., 2014); (2) konflikti, kas balstiti
uz sasprindzingjumu: kad spriedze viena loma ietekmé individa sniegumu cita; (3) uzvedibas konflikti: kad
noteikta uzvediba ir nozimiga viena loma, apgritinot citas lomas prasibu izpildi (Greenhaus & Beutell, 1985;
Wong, et al., 2020).

Konflikts starp darbu un privato dzivi rodas, ja kada no dzives jomam (darba, gimené€) tiek izdarits nekoordinéts
spiediens (Greenhaus & Beutell, 1985; Wong, et al., 2020). Militaras profesijas ir labs piemers $adai
nelidzsvarotibai, jo taja butiski dominé darba pavadttais laiks. Tradicionali militara gimene var tikt uzskatita par
militaras sist€émas sastavdalu,jo gimenei, lai kads no gimenes locekliem spé&tu pildit dienesta uzliktas saistibas, ir
jaatbalsta militarpersona, izprotot un atbalstot dienesta vajadzibas un militarpersonas pienakumu pret militaro
organizaciju un valsti (Dandeker, et al., 2006). Sads skatu punkts lauj pla§ak paraudzities uz militairas gimenes
lomu, tas nozZimigumu un ietekmi, ka arT lauj secinat, ka gimene militara dienesta konteksta kliist par vienu no
galvenajam ieinteres&tajam pusém, lidz ar ko kvalitativu un uzticibas pilnu attiecibu veidoSana starp militaro
organizaciju un gimeni ka tas ieinteres&to pusi, kliist par vienu no galvenajiem organizacijas veiksmes faktoriem
gan militarpersonu noturé$anaidienesta, gan ari to kvalitativai pienakumu unuzdevumu izpildei.

Starp militaro organizaciju un militaro gimeni javeido savstarpgjiizdevigas attiecibas — ta, lai neviena no pusém
nejustos ignoréta vai atstumta. Karavira gimenei nevajadzetu likt justies ta, ka viniem jaupuré viss militarpersonas
karjeras un dienesta prasibu del. Pat, ja dalgji $adi upuri tiek nesti, tad, lai atjaunotu lidzsvaru, militarajai
organizacijai javeic darbibas, kas lautu militarajai gimene justies Tpa$ai un sava zina ari priviligétai. Militaras
gimenes locekli ir gatavi upuréties lidz zinamam bridim, bet pienak robeza, aiz kuras gimenei jasakjustari sistémas
atbalsts un gimenes priviligétais stavoklis, lai gimene justu kompensaciju par no savas puses upurétajam lietam un
justos pagodinata un lepna, ka ir militaras sistémas sastavdala (Moelker & Van der Kloet, 2003).
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Lai gan kopgjais pétjumu skaits par militarajam gimeném ka sistémam ir pieaudzis, empiriskie centieni izprast
militaro gimenu darbibu joprojam atpaliek, salidzinot ar p&tjumu skaitu, kas Tpasi koncentrjas uz dienesta esoso
cilvéku izp&ti (Castro & Sullivan, 2018).

1.6. Konfliktu risinaSanas stratégijas no Duialo intereSu teorijas perspektivas
Konfliktu risina$anas strat€gijas, balstoties uz Dualo intere$u teoriju, pamatojas uz ideju, ka konfliktgjosas puses
var sasniegt savus mérkus, sadarbojoties un meklgjot kop&ju izdevigumu. Dualo intere$u teorija koncentréjas uz
to, ka puses varatrast veidus, ka realizet savas intereses, ne tikai nekait&jot otrai pusei, bet pat iesp&jams uzlabojot
abu puSu attiecibas. Teorija runa par to, ka konflikti biezi vien rodas no nepilnigas informacijas un neatbilstosas
savstarpgjas komunic€Sanas. Ta cenSas veicinat konstruktivas un ilgtermina attiecibas starp pusém, pieverSot
uzmanibu abu puSu vajadzbam un velmeém. Tas merkis ir ilgtsp&jigi risindjumi, kas labveligi ietekmé visus
iesaistitos. Dualo intereSu teorija piedava: (1) izp&tit un izprast visu pusuintereses; (2) formulet problemu ta, lai
tiktu atspogulotas kop&jas pusu intereses; (3) komunicét pozitiva un atklata veida, kas var palidzet izvairities no
nesaprasanas un konfliktu eskalacijas; (4) papla§inatizvéli, meklgjot dazadas alternativas un risinajumus, lai puses
mazak zaud@tu un lai katra puse arT kaut ko iegiitu; (5) ieviest risindjumus un parmainas pakapeniski, veérojot
izmainas unto ietekmi un pielagojot izmainas, ja tas biitu nepiecie$ams (Langton, et al., 2013).
Meklgjot veidu ka organizacijai veicinat sadarbibu ar organizacijas ieinteresétajam pusém, ka ieinteres&tas puses
iesaistiSanas stratégijas organizacija var izmantot atvértu komunikaciju; iesaistitas puses vajadzibu apzinasanu un
novérté§anu; uz sadarbibu verstu lémumu pienemSanas procesu; attiecbu veidoSanu un uzturésanu ilgtermina;
pielago$anas sp€ju, apzinoties, ka ieinteresétas puses dinamika un vajadzibas laika gaita var mainities (Kujala, et
al., 2022).
Konfliktu parvaldibas literatira atspogulota Dualo intere$u teorija konfliktu risina$anas stratégijas klasifice ka
strat€gijas, kas prasa lidzsvarot ripes par citiem ar ripém par savam interesém (Bolino , et al., 2022). Saskana ar
Langtona un kolégu definéto, Dualo intereSu teorijas konflikta risina§anas stratégijas parada, ka konflikta
veiksmiga parvaréSana prasa lidzsvarot ripes par savu merku sasniegSanu ar rip&€m par citiem cilvékiem un
veseligu attiecibu uzturé$anu (Langton, etal., 2013). Dualo interesu teorijas ietvaros Langtons un koleégi (Langton,
et al., 2013) piedava piecas iesp&jamas konfliktu risina$anas stratégijas: (1) Cima (konkurence); (2) Izvairi$anas
(pasivitate); (3) Kompromiss (samierinaSanas); (4) PielagoSanas (paklauSanas); (5) Sadarbiba (problemu
risinasana).

1.1. attéla paraditas §1s piecas strat€gijas, ka arl nepiecieSsamas darbibas to pielicto§anai un ievie§anai.

o Konkurence: piespieSana vai cina Sadarbiba: problému risina$§ana
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1.1. attéls Konfliktu risind$anas strat€gijas un tas pavadosauzvediba
Avots:Langton, et al. (2013, p. 200); Cai&Fink (2002)

Evansa un Stigers (Evans & Steeger, 2018) norada, ka militaras organizacijas saskaras ar loti sarezgitu
izaicindjumu, vienlaikus veicot nepiecieSsamos solus tie§o stratégisko mérku sasniegSanai, ka arT stradajot pie
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sist€ému un instrumentu izveides personala dzives kvalitates uzlaboSanai. Lai piesaistitu un noturétu personalu,
militarajai organizacijai ir janodro§ina, ka militarpersonas sp&jpanakt pienemamu lidzsvaru starp dienesta un arpus
dienesta laiku, un veicina karavira izvéli attistities un palikt dienesta (Berndtsson & Osterberg, 2023). Konflikts
starp abam pusém rodas tapéc, ka cilvékam ir japilda lomas, kuras sagaida abas ieinteresétas puses (militara
organizacija un militara gimene), un pienak bridis, kad vienas lomas prasibu apmierina$ana apgritina otras lomas
prasibu izpildi.

Lai pielagotu Dualo intereSu teoriju konkrétajai militarajai videi un taja iesaistitajam pusém, autors ierosina
papla§inat Dualo intereSu teorijas jedzienu lietojumu un izpratni: (1) paplasinat jedzienu “ripes par sevi”, ieklaujot
gan militaras, gan gimenes intereses un vajadzbas; (2) jédzienu “ripes par citiem’” attiecinat uz visas sabiedribas
interesem.

Par pozitivu rezultatu, t.i. - organizacijas un ieintereséto pusu veiksmigu sadarbibu starp militaro organizaciju un
militaro gimeni, var uzskatit modeli, kura: (1) militarpersonas partneris/gimene ir apmierinats ar militara dienesta
piedavatajam iesp&jam un militaras gimenes statusu; (2) ir zems darba un gimenes konflikta [imenis.

Konfliktu risina$ana starp militaro organizaciju un militaro gimeni ir batisks aspekts veseligu gimenes attiecibu
uztur€$ana un militarpersonu un vinu tuvinieku labklajibas atbalsti§ana. Militara organizacija var sp&let nozZimigu
lomu konfliktu mazinasana, nodro§inot vajadzigos resursus, sniedzot atbalstu un piedavajot praktiskus veidus, kas
palidzetu militarajam gimeném efektivi parvaldit konfliktus: (1) Komunikacijas prasmju attisti§ana (seminari vai
resursi, kas tendetiuz efektivam komunikacijas prasmém, aktivu klausi§anos un pasparliecinatibu. Komunikacijas
uzlabo§ana var novérst parpratumus un palidzét gimenes locekliem skaidrak izteikt savas jltas un vajadzibas); (2)
Gimenu atbalsta programmas sareZgftu situdciju parvaré$anai; (3) Palidzo$o profesiju specialistu pakalpojumi
gimeném (psihologi, supervizori, mediatori), atbalsts mentalas veselibas uzturé$anai; (4) Atklats dialogs no
organizacijas puses par sagaidamajam grutibam; (5) Sazinas iesp€jas ar militarpersonu tas prombitnes laika; (6)
lesp&jas militaro gimenu pieredzes apmainai un savstarp€jas maci¥anas iesp&jas no citu pieredzes; (7) Palidziba
gimenei arkartas situacijas (arf militarpersonas prombutnes laikd); (8) Atbalsts integracijas un reintegracijas
periodos (dienesta vietas maina, misijas rajoni, atgrieSanas no tiem); (9) Atzit darba un privatas dzives lidzsvara
nozimigumu, kompensg&jot militarpersonam prombiitne pavadito laiku un dodotiesp&ju kadu laiku pavaditkopaar
gimeni; (10) Izstradat un piedavat izglitojoSus resursus, kas informé militaras gimenes loceklus par unikalajiem
izaicinajumiem militaraja joma un piedava praktiskas stratégijas konfliktu parvaldiSanai; (11) Atgriezeniskas
saites mehanismi, dodot iesp&ju militarajai gimenei sniegt atsauksmes un ieteikumus par militaras organizacijas
piedavatajiem atbalsta pakalpojumiem un resursiem (Castro & Sullivan, 2018; Dandeker, et al., 2006; DoD, 2012;
Long, 2022).

1.7. Resursu saglabasanas teorija

Piem@rojot Resursusaglabasanas teoriju, lai skaidrotu militaras kopienas atbalsta nepiecieSamibu un izvairitos no
darbaun dzves lidzsvara trikuma militaro gimenu gadijuma, ir janem veéra dazadi resursi, kas ir butiski labklajibai
militaraja konteksta (McFadyen, et al., 2005). Resursu saglabaSanas teorija, ko izstradajis Hobfols (Hobfoll,
1989), pieverSas resursu lomai stresa, sarezgttu apstaklu un gratibu parvaréSanas periodos. Saskana ar §o teoriju,
individi cenSas iegit, saglabat un aizsargat savus resursus, un stresa rasanas notiek tad, kad potenciali pastav
resursu zuduma draudi vai ar notiek faktisks resursu zudums (Hobfoll, 2002). Resursu saglabasanas teorija ir
tikusi veiksmigi pielietota, lai paredzetu dazadu stresoru raditas sekas organizaciju, iestazu darbibu, individu
veselibas izmainu kontekstos, ka art traumatisma stresa situacijas un ikdienas stresoru apstaklos.

Militarpersonas iegulda biitiskus resursus savu pienakumu izpildg, ieskaitot laiku, energiju un emocionalo iesaisti.
Izvietojumi misiju rajonos, ilgas un biezi vien nenormétas darba stundas, ka arT pekSnas notikumu un apstakiu
izmainas varizsmelt gan pasaindivida, gan vina gimenes resursus (Muga & Juvan, 2013; Segal, 1986). Aplikojot
situaciju no otras puses, pati gimene ari ir butisks militarpersonas atbalsta resurss. Militaras gimenes regulari
saskaras ar biezam parcel§anam, ilgiem gimenes loceklu at$kirtibas periodiem, ka arf izteiktu nenoteiktibu saistiba
ar gimenes ikdienu. Sie izaicindjumi var iztérét gimenes resursus, izraisot darba un dzives lidzsvara konfliktu.

Saja konteksta militaras kopienas atbalsts var kalpot ka svarigs argjais resurss. Atbalstosa kopiena nodro$ina
piekluvi pakalpojumiem un programmam, kas var mazinat stresa faktorus, pieméram, b&mu apriipes pakalpojumu
pieejamiba, kas atslogo militarpersonas dzivesbiedru, konsultaciju pakalpojumi, kas sniedz emocionalu un
informativu atbalstu un sociala atbalstatikli, kas nodro§ina praktiska atbalsta sanem$anu. Darbiba, kas izpauzas
reala kopienas atbalsta piedavajuma, ka resursu zuduma pretstats un pretspéks palidz mazinat ar militaro
dzivesveidu saistita stresa ietekmi uz darba un dzives lidzsvara konfliktu (Menestrel & Kizer, 2019).
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Kopuma Resursu saglaba$anas teorija norada, ka darba un dzives lidzsvara konflikts militarajas gimen&s var rasties
dazadu resursu izstkuma dél. Aicinot radit atbalsto$u vidi, kopienas var veicinat resursu saglabasanu un nodrosinat
labaku lidzsvaru starp militaro dienestu un gimenes dzivi (McFadyen, et al., 2005). Militaras kopienas atbalsts
spéle biitisku lomu $o resursu papildinasana un aizsardziba, samazinot stresu un uzlabojot militara personala un
vinu gimenu labklajibu.

1.8. Kopienas atbalsts

Termins “kopiena” tiek lietots, lai apzZimétu kadu individu grupu,kam p&c vairakam pazimém ir kaut kas vienojoss.
Ka dazas no $adam paZzimém var min&t: geografisko atra§anas vietu; daliba kada socialaja grupa; individi, kurus
vieno noteikta uzvediba; individi, kurus vieno lidzigas demografiskas Ipasibas, taja skaita ari saiknes izjata, kas
péc bitibas ir subjektiva, bet kuru individi izjut ka kopigu “likteni” vai kopigu “celu” (Van Laar, 1999). Nav
vienotas definicijas, kas precizi un viennozinigi formuletu, ko militaras kopienas konteksta ietver apZiméjums
“kopienas sajiita” (anglu val. — sense of community). Ven Lara (Van Laar, 1999) piedava pienemt, ka kopibas
sajiita sastav no diviem elementiem: pieejama sociala atbalsta (emocionalas saiknes starp kopienas dalibniekiem)
un pasidentificESanas ar kopienu (piederibas izjiitas konkrétai grupai).

Izvertejot militaras kopienas atbalstanozimigumu un lomu kopienas sajiitas stiprinasana, kas, savukart noved
pie militaras gimenes dzives kvalitates limena paaugstina$anas, p&tjjuma autors ir izstradajis shému (1.4. attels),
kas parada no militaras organizacijas puses nodro§inamos atbalsta veidus militarajai gimenei (Van Laar, 1999):
1) funkcionalais atbalsts; 2) administrativais atbalsts; 3) emocionalais atbalsts; 4) informativais atbalsts. 1.2. attek
parada atbalsta veidu klasifikaciju un to saistibu ar militaras gimenes dzives kvalitati.

Kopienas sajuta:

=
v

- Funkcionalais atbalsts
- Administrativais atbalsts

- Emocionalais atbalsts
- Informativais atbalsts

L

Subjektiva labbiitiba Citi dzives kvalitates
aspekti

N

- Gimenes noturiba un gataviba
- Militarpersonas lemums palikt dienesta

Piesaiste
organi

- Militarpersonas sniegums

1.2. attéls Kopienas sajitas ietekme uz militaras gimenes dzives kvalitati
Avots:autora veidots balstoties uz Van Laar (1999).

Saskana ar socialas identitates teoriju, personas sociala identitate ir tas parlieciba par pasapiederibu kadai socialai
kategorijai vai grupai (Asforth & Mael, 1989). Skatoties no socialas identitates teorijas un identitates teorijas skatu
punkta, personas patiba ir reflektiva un ta sevi var kategorizet un klasificét kada noteikta un konkréta veida,
vadoties no citam jau pastavosajamsocidlajam kategorijam vai klasifikacijam (Stets & Burke, 2000). Saskana ar
minétajam teorijam, pe&tjuma autors ir izstradajis Militarpersonas personigas un socialas identitates shému (1.3.
attels), kur militarpersonas identitates centra ir vina personiga identitate, kas ietver arT vina gimeni (dzivesbiedru),
lidz ar to ka militarpersonas personiga identitate var€tu tikt raksturota identitaSu kombinacija “militarpersona /
militarpersonas dzivesbiedrs”, bet arpus §is personigas identitates ka militarpersonas socialas identitates var
izdalit: militaro vienibu, kura dien€ militarpersona; militaro spéku veidu, kura ietvaros atrodas vieniba, kura dien&
militarpersona; militaro organizaciju ka visus spéku veidus apvienojoso elementu un visbeidzot ari valsti, kuru
parstav un kura dzivo konkréta militarpersona un vina gimenes locekli.
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1.3. attels Militarpersonas personigas un socialas identitates shema
Avots:autora veidots balstoties uz Van Laar (1999).

Militarpersonas personigas un socialas identitates shéma parada militarpersonas piederibas izjiitas daudzslanainibu
un daudz8kautnainibu, kas veidojas, mijiedarbojoties vairakiem personiskajiem un socialajiem faktoriem. Runajot
par personisko Iimeni, japiemin, ka militarpersonas dzivesbiedrs par personiskas identitates sastavdalu klust
emocionalas piesaistes rezultata, turklat biezi vien dzivesbiedrs kalpo arf kda emocionala atbalsta avots griitibas un
izaicinajumos, radot droSibas sajitu un “aizmugures” sajitu, IpaSi periodos, kad militarpersonai dienesta
pienakumu izpildes dél nakas ilgsto$ibiit arpus gimenes pastavigas dzivesvietas. ST atbalsta sajita palidz stiprinat
personas identitati un kalpo ka identitates apstiprinajums, jltoties pienemtam un saprastam. Socialas identitates
limenis, savukart, ir saistits ar personas piederibu vai subjektivo piederibas izjiitu dazadam socialajam grupam un
to ietekmi uz cilvéka uzvedibu, attiecibam, pa§vertéjumu un pasaules izpratni. Visi §ie slani ir savstarp&ji saistiti
un ietekmé gan individa personisko labklajibu, gan sabiedribas dinamiku kopuma.

1.8.1. Pasaules valstu pieredze militaro gimenu atbalsta nodroSina$ana

Pasaules méroga salidzino§i plasi ir p&titas militaro gimenu stresa parvaré$anas metodes. Sociala psihologija
Sperusi ar1 soli talak $aja p&tniecibas lauka un pétijusi sociala atbalsta lomu, tacu lielaka dala lidz §im veikto
petjumu ir parsvara fokusé&ti uz mentalas veselibas probléemu parvaré$anas atbalstu.

Nozimigs sociologiskais koncepts, kas vélak tika pielagots militarajam gimeném, izriet no Kosera “alkatigo
organizaciju” koncepta, savukart, Segala bija pirma, kura saskatija ta nozimigumu militaras gimenes konteksta
(Coser, 1974; Segal, 1986). Sos pétijumus var uzskatit par sakumu, no kuriem tika veidoti nakamie p&tfjumu,
fokusgjoties uz militaro gimeni ka sistému un meklgjot veidus ka piemgrot tai sociala atbalsta tiklus (Moelker, et
al., 2006).

Piedavatie militaro gimenu atbalsta modeli at$kiras atkariba no valsts, no tas militaro organizaciju struktiiras, ka
arT pieejama finans&juma. Ka dazus veiksmigus piemerus par valstim, kuras tiek sniegtas dazada veida atbalsta
programmas militarajam kopienam, var min&t: (1) ASV Aizsardzibas departaments (U.S. DoD) un dazadas
militaras nozares form&jumi piedava plasu atbalsta programmu klastu militaram gimeném. Tie ietver atbalstu
gimeném, kuru locekli atrodas misijas, konsultaciju pakalpojumus, bérnu apriipes programmas, izglitibas resursu
atbalstu, palidzibu laulatajiem nodarbinatibas joma, militarpersonu laulato klubus (Defence Department, 2024;
DoD, 2024; Department of Defense, 2024); (2) Apvienota Karaliste (Liclbritanijas brunotie spéki sniedz atbalsta
pakalpojumus militaram gimeném, tostarp palidzibu majoklu iegades jautajumos, medicinisko apripi, izglitibas
resursus un kopienas atbalsta programmas, kuru mérkis ir veicinat piederibas sajitu) (UK, 2024); (3) Kanada
(Kanadas brunotie sp&ki piedava atbalsta programmas gimen&m, pieméram, garigas veselibas atbalsta resursus,
atbalstu gimenes gatavibai izvieto$anas laika, b&mu apriipes pakalpojumus un parvieto§anas palidzibu (Canada,
2024); (4) Australija (Australijas Aizsardzibas spéki nodro§ina resursus un programmas, lai atbalstitu militaras
gimenes, tostarp gimenes atbalsta centrus, konsultaciju pakalpojumus, palidzibu laulatajiem nodarbinatibas joma
un izglitibas atbalstu bérniem) (Government, 2024) (5) Vacija (Vacijas Bundesvérs piedava atbalsta pakalpojumus
militaram gimen&m, tostarp palidzibu majokla jautdjumos, medicinisko apriipi, izglitibas resursus un gimenes
atbalsta centrus) (Bundeswehr, 2024, M&FRC, 2024); (6) Francija (Francijas brunotie spéki sniedz gimenes
atbalsta pakalpojumus, tostarp socialo palidzibu, bé&mu apriipes iesp&jas un programmas laulato karjeras atbalstam)
(Ministére des Armées, 2024); (7) Japana (Japanas militara nozare piedava gimenes atbalsta programmas, tostarp
bérnu apripes pakalpojumus, izglitibas atbalstuun programmas laulatajiem un b&miem. Japanas militaro gimenu
atbalsta sist€ma primari fokus&jas uz Japana disloc&to ASV brunoto sp&ku parstavju atbalstu) (TELL, 2024); (8)
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Dienvidkoreja (Dienvidkorejas militarpersonas sniedz atbalsta pakalpojumus militaram gimen&m, tostap
palidzibu majokla jautajumos, medicinisko apriipi, izglitibas resursus un programmas laulatajiem un b&riem)
(MWR, 2024); (9) Niderlande (Niderlandes Karaliskie brunotie spéki piedava gimenes atbalsta pakalpojumus,
pieméram, palidzbu majokla joma, konsultacijas, izglitibas atbalstu un atpitas pasakumus) (Minesterie van
Defensie, 2024); (10) Zviedrija (Zviedrijas brunotie sp&ki nodro§ina resursus un programmas, lai atbalstitu
militaras gimenes, tostarp palidzibu majokla joma, izglitibas resursus un programmas b&miem un laulatajiem)
(Forsvarsmakten, 2024).

Analiz€jot nozimigakos pétjumus saistiba ar atbalstu militarajam gimeném, autors ir izveidojis parskatu par
veiktajiem pétjjumiem saistiba ar militaras kopienas atbalstamodeliem un strat€égijam pasaules valstu konteksta
(promocijas darba pilnas versijas piclikuma). Lielaka dala p&tjjumu saistibaar militaras kopienas atbalstu ir tikusi
veikta ASV, tapat tieSi ASV konteksta ir vérojams visplasakais militaro gimenu atbalsta organizaciju klasts, no
kuram katra specializjas kada ipasa novirziena. Veicot izvEleto petjjumu analizi un lidz §im piedavato militaro
gimenu atbalsta veidu izp@ti, autors ir izdalijis tris galvenos atbalsta avotus militarajam gimeném: (1) formalais
atbalsts no valsts puses ka likumdo§ana iestradatas garantijas un atvieglojumi militarpersonai un militarajai
gimenei; (2) neformalais atbalsts no militaras organizacijas puses; (3) atbalsts no militaras kopienas puses (biezi
vien ar brivpratigu militaras gimenes loceklu iesaisti). Sie tris atbalsta punkti nodrogina katrs savas specifiskas un
unikalas funkcijas, ka ar1 tiek realiz€ti caur at§kirigu pieeju un izmantojot dazadus resursus, tacu ir orienteti uz
vienotu mérki — militaras gimenes labklajibas, labbitibas, noturibas un gatavibas veicina$anu, kas caur militaro
gimeni ietekmé ari militarpersonas veiktsp&ju un labbutibu.

Pie formala atbalstano valsts puses ir pieskaitamas likumos un normativajos aktos iestradatas socialas garantijas
vai atvieglojumi militarpersonam un militarajam gimeném, ietverot finansialo atbalstu (pabalsti, bezprocentu
aizdevumi, granti, izglitibas stipendijas, atbalsts majokla iegadei); socialas garantijas (veselibas apripe, pensiju
sistéma, militarpersonu un militaro gimenu socialas labklajibas programmas); dazidas atbalsta programmas
(pieméram, parejas programmas no militara dienestauz civilo dzivi).

Pie neformala atbalstano militaras organizacijas puses ir pieskaitamas mentor€Sanas programmas vai apmacibas;
sociala atbalsta grupas, kuras ir iesp&ja dalities pieredz€ un sanemt savstarp&ju emocionalu atbalstu; dazadi
pasakumi un aktivitates militarajam gimen&m.

Pie atbalsta no militaras kopienas puses pieskaitams resursu un informativais atbalsts parto,kadi atbalsta pasakumi
pieejami militarpersonam un militarajam gimeném (taja skaita emocionala atbalsta programmas un finansiala
palidziba); dazadas kopienas iniciativas (izglitoSanas iespé&jas, karjeras konsultacijas); sociala atbalsta tikli
(Romanyshyn & Kozak, 2023; Sumner, et al., 2016; Bowles & Bates, 2010; Moelker, etal., 2006).

Teoretiskais ietvars un pétijuma modelis

Saja pétijuma autors ir integréjis Organizacijas un ieintereséto pusu sadarbibas teoriju un Duilo intereu teoriju,
lai mazinatu raksturigo konfliktu starp organizaciju un tas ieinteres€tajam pusémmilitaras organizacijas konteksta,
proti, starp militaro organizaciju un militarajam gimen&m. Autors ir identific€jis partneru apmierinatibu un darba
un gimenes konfliktu ki sekas organizicijas ieintereséto puSu neatbilstibai militaras gimenes konteksta. Sis
pétjums atbilst Oskarsones un kolégu (Oskarsson, et al., 2021) aicindjumam veikt pétjjumus, kas verstiuz to, ka
militarpersonas gimenes locekli varétu panakt darba un privatas dzives lidzsvaru militaraja gimené. Sekojot
Moskosa (Moskos, 1977; Moskos, 1986) un Teolores un kolegu (Taylor, et al., 2013) piedavajumam, ka misdienu
militaro jomu var p&tit no organizacijas perspektivas,un piekiitot Dezardéna un kolegu (Desjardins, et al., 2021)
apgalvojumam, ka uzm@mejdarbibai un karoSanai ir paraléles un militarpersonam ir ko mactt miisdienu biznesa
zindtniekiem var pienemt, ka militaro organizaciju ieintereséto pusu vadibai ir ko mactt miisdienu vadibas
praktikiem. Ta ka ieinteres€to puunepareiza parvaldiba ir nozimigs riska avots (Sadkowska, 2020), ieintereséto
pususadarbibas skati§ana caur militaras organizicijas un militaras gimenes prizmu rada ekstrémaku kontekstu un
tadejadi var paplasinat redz€jumu par to, ka risinat konfliktus starp organizaciju un tas ieinteres&tajam pusém.

Militarajam organizacijam, tapat ka jebkurai citai organizacijai, jabut orient€tam uz ieinteres€tajam pusém, jo Uz
ieinteres€tajam pusémorient&tiem uznémumiem parasti ir augstaks sniegums (Harrison, et al., 2022; Bundy, et al.,
2018). Veiksmigu un efektivu risindjumu mekléSana un piclieto$ana konfliktam starp ieinteresétajam pusém
militaraja vid€ var uzlabot militarpersonu sniegumu, tadgjadi veicinot organizacijas vispargjo mérku sasniegSanu
un tadéjadi arT sabiedribas intere$u ievéroSanu.
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Globali trukst pétjumu, kas apskatitu gimenes ka atbalsto$a elementa iesaistes noZimigumu militarpersonu
veiktsp&jas nodro§inasana. Trukst petjumu par militaro gimenu atbalsta sist€émas izveides lietderibu un iesp&jam
Latvija. Nemot véra to, cik svarigi ir izprast veidus, ka panakt organizacijas un ieintereséto pusu sadarbibu, $o
peétjumu var€tu attiecinat ari uz citam ieinteres€to personu grupam.

Lai sniegtu pamatotu analizi un veiktu izp&ti par militaro gimenu atbalsta politiku, procediiru un programmu, kas
efektivak atbalstis militaras gimenes labbitibu un noturibu, ka ar nodro§inas militarpersonas apmierinatibu ar
dienestu, tadg&jadi motivEjot vinu ilgak palikt dienesta,autors ir veicis aptauju par militaras gimenes un militaras
organizacijas sadarbibas organiz€§anu, misdienu militaro gimenu vajadzibam, v€lmém un ierastajam konfliktu
risina$anas strat€gijam, ka ari organizgjis fokusgrupas tik§anas militaro gimenu parstavjiem.

Petijuma modelis

Ka pozitivu militaras organizacijas un militaras gimenes sadarbibas (O-S cooperation) rezultatu var uzskatit
modeli, kura: (1) militarais partneris/gimene ir apmierinata ar militara dienesta piedavatajam iesp&jam un militaras
gimenes statusu; (2) ir zema organizacijas un gimenes konfliktu iesp&janiba.

Ka poztivs iznakums §1 modela pielietoSanas rezultata tiks paaugstinata militarpersonu noturiba, tad&jadi
palielinot stabilitati ne tikai gimen& ka sisteéma, bet ari veicinot katra gimenes locekla, taja skaita militarpersonas,
individualo noturibu, kas rezult€sies militarpersonu snieguma un dienesta pienakumu izpildes kvalitate. Tas,
savukart, veicinas militaras organizacijas visparéjo uzdevumu izpildes kvalitates paaugstinasanos, tadejadi
respekt&jot un aizstavot visas sabiedribas intereses.

Gimenes noturiba $aja konteksta tiek definéta ka personas vai sisteémas spéja uzturét augstaku funkcioné$anas vai
pielago$anas limeni faktiska vai nozimiga riska apstaklos (Orthner & Rose, 2009). Vestpals un Vudvards
(Westphal & Woodward, 2010) definé gimenes noturibu ki militaras gimenes tieSu sp&ju izmantot fiziskos,
psihologiskos, socialos un garigos resursus, lai sagatavotos militara dzivesveida prasibam, pielagotos tam un
izaugtu no tam. Klarka (Clark, 2000) definé individus ka motivétus dot ieguldfjumu, kad vini internaliz€ nozares
vértibas un redz savu piendkumu nozimi. So apgalvojumu var attiecinat ne tikai uz militarpersonam ka individu,
bet arT uz militaro gimeni kopuma, jo tad, kad katrs gimenes loceklis un gimene ka vienota sistéma saprot savu
ieguldjumu kopé&ja mérka sasnieg§ana un jut, ka organizicija noverté gimenes iesaisti§anos un izrada interesi
informét un nodro§inat gimenes loceklu labklajibu, rodas vienotibas sajiita un sajita, ka $aja mehanisma ir svarigs
katrs riks.

Nemot vera min€to, autors secina, ka organizacijas un ieinteres€to puSu sadarbiba - militaro organizaciju un
militaro gimenes konfliktu mazina§ana vai novérSana ir tie§i saistita ar militarpersonu pienakumu izpildes kvalitati
un gimenes atbalstu militaraja dienesta, kas arT ietekmé militaras organizacijas mérku sasniegS§anu un ietekmé
sabiedribas intereses.

1.4. attela att€lots autora izstradatais teorétiskais modelis, kas paradaiesp&jamas konfliktu risinaSanas stratégijas.

Dudlo interesu teorija
(konfliktu risindganas stratégijas)

Organizdcijas-ieintereséto pusu sadarbibas teorija
i Konkuréana

Do (COMT)

Parinera apmierindtiba (PS)

T a

Darba-gimenes konflikts
(WEC)

Izvairifanis
[ (AVO)

Kompromiss
(COMR)

i Pielagoianas
(ACC)

Sadarbiba
(COL)

Militaras kopienas atbalsts (COMS)

1.4.attels. Teorctiskais modelis organizicijas-icinteresétas puses sadarbibai caur konfliktu risinaSanas stratégijas
izveli
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Avots:autora veidots, balstoties uz Langtona un kolggu (Langton, et al., 2013); Bolino un kolegu (Bolino , et al.,
2022) un Bundy un kolegu (Bundy, et al., 2018) pé&tijumiem

Dualo intere$u teorijas modelis nosaka, ka gadijuma, ja attieciga puseizrada augstas riipes par savam interesém,
apvienojuma ar augsta limena ripem par otras iesaistitas puses interes€m, visticamak, puseizvélesies ieklaujosu,
uz sadarbibu vérstu konfliktu risinaganas stilu (Cai & Fink, 2002). So stilu raksturo vélme atklati un godigi
apmaintties ar informaciju, konstruktivi risinat nesaskanas, ka arT tai bls raksturigi centieni rast abpusgji
pienemamu risinajumu (Gray, 1989; Pruitt & Carnevale, 1993; Rahim, 1992). Tomér militaras organizacijas
konteksta $ads risinajums netiek pielietots biezi. Parasti organizacija nostada gimeni fakta priek§a par
noticko§ajam aktivitateém, kuras karaviram ir japiedalas, un tapéc §ada gadijuma veids, ka gimene var atbalstit savu
karaviru, ir, pieméram, kompromiss. Gimene nav iesaistita karavira ikdiena, tap&c vini ne vienmer izprot karavira
vajadzibas organizacijas vajadzibu konteksta, ka rezultata rodas saskarsmes konflikti un konflikti savstarp@as
gimenes attiecibas.

Bandijs un kolegi (Bundy, et al., 2018), analiz&jot organizicijas un ieintereséto pusu sadarbibu, uzsver sadarbibas
uzvedibas nozimi — mijiedarbibu, kas pastav starp organizaciju un tas ieinteres&tajam pusém, ja to vajadzbas ir
saskanotas un p&c iespé&jas tiek ievérotas abu puSu intereses. Sadarbibu veicina unikali savstarp&ji saistiti faktori,
piem@ram, uzticamiba, paredzamiba, iesaisti§anas, informacijas apmaina un komunikacijas elementi, kas motivé
uz sadarbibu. Saskana ar Dualo intereSu teoriju, augsta sadarbiba un pasparliecinatiba ir lidzsvarotas riipes par
savam interes@m un lidzsvarotas riipes par citu iesaistito personu interes@m, kas rada savstarp&ju apmierinatibu un
optimalu problému risinajumu. Sadarbibas konfliktu risina$anas stratégiju varétu raksturot ka taisnigu resursu
sadali, neméginot lob&t vienas vai otras puses intereses.

Saskana ar iepriek§ veiktajiem p&tjumiem, gadijumos, kad militaro dienestu atbalsta militarista gimenes locekli,
abu ieinteres&to pufu pretrunigas prasibas - bit lojaliem gan militarpersonam, gan gimenei, klust daudz vieglak
parvaldamas (Huffman, etal., 2014). Ka secinats Oskarsones un kolegu p&tijuma, militara karjera neizb&gami bas
saistita ar darba un privatas dzives lidzsvara samazinas$anos (Oskarsson, et al., 2021). No ta nav iesp&jams
izvairities, tacu ir jamekle labakie instrumenti §1lidzsvara atjaunoS$anaiun talakai uzturéSanai.

Saskana ar nepiecieSamibas logiku, ja konkréts faktors ir buitisks rezultatam, un bez ta klatbutnes noteikt rezultata
limeni nav iesp&jams, to var formulét nepiecie§ama nosacijuma hipotéze (Dul, et al., 2023). Tadgjadi, piclietojot
nepiecieSamibas logiku, $Tpé&tijuma kontekstatiek apgalvots,ka sabiedribas atbalsts ir nepiecie§ams nosacyjums,
lai starp militarajam organizicijam un militarajam gimen&m nebitu darba un gimenes konflikta.

2. PETJUMA METODOLOGIJA

Autors izmantojis jaukto metozu pieeju, tostarp secigu kvantitativo un kvalitativo datu vak§anu un datu analizes
rezultatus integréjot, lai ieglitu secindjumus, kuri nebtu iesp&jami izmantojot monometodi (Fetters, 2020).

Kvantitativaja petijuma tika merita militaro gimenes loceklu pieredze, izmantojot tie§saistes aptauju un strukturétu
anketu. Strukturétas aptaujas mérkis bija noteikt saistibu starp darba un gimenes konfliktu ar partnera
apmierinatibu, ka ari izpétit piecas konfliktu risina§anas strat€gijas un no respondentu puses uztverto militaras
kopienas atbalstu. Aptauja tika veikta laika perioda no 2023. gada?23. augustalidz 2023. gada26. septembrim. No
tas iegiito datu analizei tika izmantota strukturalo vienadojumu modeléSana (Partial Least PLS-SEM) kombinacija
ar nepiecieS8amo nosacfjumu analizi (Necessary Condition Analysis, NCA). Anketa tika ietverti ari atvertie
jautajumi, ar mérki papildus nodro§inat kvalitativo datu iegi$anu. Sie kvalitativie dati tika analizéti kopa ar
pétjuma kvalitativaja faz€ iegiitajiem datiem.

Talak sekojosa kvalitativaja fokusgrupu pétjuma tika pétitas militaro gimenu vajadzbas attieciba uz kopienas
atbalstu, ar mérki giitdzilaku ieskatu par kopienas atbalsta mehanismiem. Ta ka péc fokusgrupas izsludinasanas
vislielaka atsaucibanacano Kurzemes regiona, fokusgrupas intervijas tika organizétas 2024.gada 5.junija Liepaja.
Rezultati tika analizéti, pielictojot tematisko analizi. Kvalitativa rakstura dati ari tika iegiiti no aptaujas atverta
jautajuma, kura respondentiemtika ligts noradits kada veida kopienas atbalstu vini vEletos.

69



2.1. attela autors ir attélojis pétijuma metodologisko sistému.

| Kvantitativais petijums
Izlase: militaro gimenu locekli (n=482)
Datu avots: strukturéta anketa

Merkis: izmerit darba-gimenes konfliktu, konflikta
risinaSanas strat&giju un kopienas atbalsta ietekmi

Rezultati:aprakstosa statistika; strukturalo vienadojumu
modelis, svariguma - vertgjuma karte; nepiecieSamo

nosacijumu analize L
. F Jaukto metozu pieeja:

- i integréta analize un
kopgja rezultata attélosana

‘Kvalitativais petijums
Datu avots:
Atvertie jautajumi (n=310)
Fokusgrupa (n=8)

Merkis: git dzilaku ieskatu par kopienas atbalsta
mehanismiem

Rezultati: Kategorijas un apakskategorijas, kas parstav
{ kopienas atbalsta mehanismus

2.1.attéls. PEtfjuma metodologiska sistéma
Avots:autora veidots
2.1. Kvantitativa pétijuma metodologija

Lai pieraditu teorétiskas analizes rezultata izvirzitas hipotézes,tika veikts kvantitativs p&tjjums. Autors izmantoja
§kérsvirziena aptaujas dizainu (cross-sectional survey design), izveidojot tie§saistes anketu Webropolsurveys
platforma. Anketa sastav&jano tris dalam. Pirmaja dala tika pievérstauzmaniba atkarigajam mainigajam — darba
un dzves lidzsvara konfliktam un partneru apmierinatibai. Vidusdala tika veltita respondentu demografiskajam
profilam — attiecibu statusa, dzimuma, vecuma, attiecibu ilguma ari militarpersonu, partnera militara dienesta
ilguma un bému skaita gimen& noskaidro§anai. Anketas nosleédzo$a dala ietvéra sevieksogénos mainigo meri§anas
vienibas — kopienas atbalstu un konfliktu risina$anas stratégijas.

Ta ka tika izmantota $kersvirziena p&tfjuma metode, bija iesp&jama kopigas metodes klidas (KMK) (anglu val. —
Common Method Bias (CMB)) rasanas. Autors izmantoja proceduralas (ex-ante) un statistiskas (post hoc)
metodes, lai mazinatu KMK ietekmi (Podsakoff, et al., 2012). Autors pielietoja psihologisko atdali§anu starmp
atkarigajiem un neatkarigajiem mainigajiem — jautajumi par demografiskajiem datiem tika ievietoti anketas vidd,
ka arf viens no visiem bija atv@rtais jautajums. Tika izmantotas dazadas mérisanas skalas — 5 punktu skala
neatkarigajiem mainigajiem un 7 punktu skala atkarigajiem mainigajiem. Tadgjadi respondentiem radas
psihologisks atdalfjums starp apgalvojumiem, kuri méra atkarigo mainigo un apgalvojumiem, kuri méra
neatkarigos mainigos. PEtfjuma autors aptaujas dalibniekiem sniedza, skaidras un lakoniskas instrukcijas,
informgjot respondentus parto, ka nav pareizo vai nepareizo atbilzu, ka aptauja ir anonima, ka p&tjumi tiek veikti
zinatniskiem noliilkiem un ka respondentu identitate netiks atklata. Attieciba uz statistiskajam mérjjumiem autors
veica Harmana vienfaktoru testu, kas paradjja, ka viens faktors skaidro 18.3% no dispersijas, Iidz ar ko tas bija
zem 50% sliekSna un noradfja uz kopgjas metodes kltidas neesamibu. Turklat kolinearitates tests un dispersijas
palielinasanas faktoru (VIF) vertibas (skatit 3.1. tabulu) liecinaja, ka dati nav paklauti kop&jas metodes kludai.

2.1. tabula prezent p&tfjuma mainigo operacionaliziciju.

2.1. tabula
Petijuma mainigo operacionalizacija
Aptaujas dala Konstrukta (KODS) /awts | Skaits Meérijumu skala
l.dala: Atkarigie Darba-gimenes konflikts 7 7-punktu Likerta skala ar veértibam, kas
mainigie (WFC), Reflektivs / norada no zemakas uzaugstako vértibu no 1
(Netemeyer, et al., 1996) (“pilniba nepiekiitu”) lidz 7 (“pilniba
piekritu’)
Partneru apmierinatiba (PS) 6 7-punktu Likerta skala
Reflektivs / (Maroufizadeh, 1=pilniba nepiekritu; 7=pilniba piekiitu
et al., 2019; Norton, 1983)
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2.dala: Respondentu | Attiecibu statuss attieciba 1 1 = Mans laulatais ir militarpersona
demografiskie dati pret militarpersonu 2 = Kopdzive ar partneri — militarpersonu
3 = Esmu militarpersonas vecaks
4 = Abiar manu laulato/partneri esam
militarpersonas
5 = Cits
Dzimums 1 1 = Sieviete
2 = Virietis
Vecums 1 1=18-29 gadi
2 = 30-39 gadi
3 = 40-49 gadi
5 =150 gadiun vairak
Gadu skaits, esot attiecibas 1 Skaits (ar merki izveidot regul€joso mainigo
ar militarpersonu Mil_rel un apzinot, kas sakas vispirms —
Gadu skaits, cik ilgi gimenes 1 militara karjera vai attiecibas
loceklis ir militarpersona 0 = vispirms militara karjera
1 = vispirms attiecibas
Beérnu skaits gimeng 1 Skaits
3.dala: Neatkarigie Kopienas atbalsts (COMS) 14 5-punktu Likerta skala, kuras augstaka
mainigie / (Conforte, etal., 2017 a) veértiba apZimé augstaku pickriSanas [imeni
no 1 (“pilniba nepiekritu”) idz 5 (“pilniba
piekritu’)
Konfliktu risinasanas 28 5-punktu Likerta skala, kuras augstaka
stratégijas vertiba apzimé augstaku piekrisanas limeni
5 mainigie / (Rahim & no 1 (“pilniba nepiekritu”) idz 5 (“pilniba
Magner, 1995) piekiitu”)
Pielagosanas (ACC) 5
Izvairisanas (AVO) 4
Sadarbiba (COL) 7
Kompromiss (COMR) 3
Konkuré§ana COMT) 5

Autors izmantojis darba un gimenes lidzsvara konflikta (WFC) un gimenes un darba lidzsvara konflikta (FWC)
skalas, kas sakotng&ji tika izstradatas no (Netemeyer, et al., 1996), lai méritu atkarigo mainigo darba un gimenes
lidzsvara konfliktu (WFC). Petjjuma autors ir izstradajis divas 5 jautajumu skalas, lai méritu WFC un FWC, nemot
véra, ka abas ir atikirigas, bet saistitas formas starplomu konflikta. Sada veida konflikta sakotn&jo definiciju
izstradaja Kahns, kurs to defingja ka "lomas spiedienus, kas saistiti ar piederibu vienai organizacijai, konflikte ar
spiedieniem, kas izriet no piederibas citam grupam" (Kahn, et al., 1964) Netemeyer un kolégi defingja WFC ka
"starplomu konflikta fonu, kura darba raditas vispargjas prasibas un darbs izraisttais slogs traucé veikt gimenes
saistibas" (Netemeyer, etal., 1996). Pamatojoties uz $o definiciju, autors pielagoja WFC skalu, lai labak ta atbilstu
militaras organizacijas kontekstam, un pievienoja divus vienumus — "Gimenes locekla/partnera darba pienakumu
dg] gimenei vina pietrikst" un "Mana gimenes locekla/partnera darba prasibas traucé miisu gimenes dzivei ".

Lai operacionalizetu partneru apmierinatibu (PS), autors izmantoja laulibas kvalitates indeksu (QMI),
paSnovertejuma iespéjas, lai méritu globalo laulibas apmierinatibas uztveri, ko sakotngji izstradajis Nortons 1983.
gada. Tas mera "attiecbu labuma gestaltu” (Norton, 1983). Velak $o skalu pielietoja ari Maroufizadehs
(Maroufizadeh, etal., 2019). Autors parbaudija mérjjumu uzticanibu un derigumu. Autors konstatgja labu iek§&jo
korelaciju ar Kronbaha alfas koeficientu (0.922), kas noradja uzto, ka mérijumiem ir savstarp&jiaugsts korelacijas
limenis un salidzino§a faktoru analize atbalstija QMI méroga viendimensionalitati, liekot secinat, ka ta parada
kopgjo partneru apmierinatibu. Turklat mérijjumi demonstréja konvergentu derigumu, paradot butiskas korelacijas
ar citiem attiecibu apmierinatibas mérjumiem, tadas ka, Attiecibu novérté$anas skalu (Relationship Assessment
Scale) Kanzas laulibu apmierinatibas skalu (Kansas Marital Satisfaction Scale) un Paru apmierinatibas indeksa-4
vienumu skalu (Couples Satisfaction Index-4 Item scale). Autors izmantoja seSus origindlos apgalvojumus,
pieméram, " Sajas attiecibas jiitos ki komandas dala". Rezultatu mainigie tika mériti ar 7-punktu Likerta skalu,
kas norada no zemakas uz augstako vértibuno 1 ("pilniba nepiekiitu") lidz 7 ("pilnba piekeitu").

Lai operacionalizétu militaro kopienas atbalsta (COMS) mainigo, autors izmantoja Sabiedribas novért€jumu par
militaras kopienas atbalstu (Community Assessment of Military Perceived Support (CAMPS)) skalu, kas
izstradata ka standarta mérinstruments no militaras sabiedribas puses uztvertajam militaras kopienas atbalstam
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visas militaras organizacijas nozarés (Conforte, etal., 2017 a). CAMPS sastav no 25 vienumiem un tika parbaudits
uz militarajiem vecakiem, kuriem ir b&mi un paradija lielisku iek$&jo konsekvenci (oo = 0.94). Tomér, lai saisinatu
aptaujas gala versiju, un nemot véra to, ka dazi minétie atbalsta pasakumi Sobrid nav piecejami esoS$o aptaujas
respondentu konteksta (pieméram, aspekti, kas saistiti ar izvietoSanas atbalstu un militaro tieSsaistes resursu
pieejamibu), izmantoto apgalvojumu skaits tika samazinats fidz 15. Pieméram, tadiem apgalvojumiem ka
"Militaras organizacijas sociala atbalsta struktirvieniba efektivi risina militaro gimenu vajadzibas " un "Militarie
garigas un mentalas aprupes specialisti efektivi risina militaro gimenu vajadzibas". Respondentiem tika lagts
noradit savu piekriSanas Iimeni izteiktajam apgalvojumam, novertejot to S-punktu Likerta skala, kur augstakas
vertibas norada augstaku piekriSanas limeni no 1 (“pilniba nepiekritu”) idz 5 (“pilniba piekritu”).

Lai méritu konfliktu risina$anas strat€gijas, autors izmantoja Rahima Organizatorisko Konfliktu uzskaiti-11
(ROCI-II), kas ir 28 vienumu skala, kas izstradata, lai méritu piecas starppersonu konfliktu risina$anas strat€gijas
attiecibas ar kolégiem un padotajiem — integraciju, saistibu uzlik§anu, doming§anu, izvairi§anos un kompromisu
(Rahim & Magner,1995). Pétijumu veicgji un dazadi autoriir izmantoju$i $o skalu dazados kontekstos. Pieméram,
Dualo intereSu teorija tika izmantota, lai analizétu, ka pilsonu komunikacijas stratégijas ietekmé personigos un ar
darbu saistitos rezultatus (Bolino , et al., 2022).

Autors sava petjuma konfliktu risinaSanas stilu apzZiméjumus pielagoja, pamatojoties uz Dualo intereSu teoriju
(Langton, et al., 2013), kas norada, ka konflikta veiksmiga parvaréSana prasa lidzsvaru starp ripeém par mérku
sasniegSanu, ripem par citiem cilvékiem un veseligu attiectbu uzturé§anu un piedava piecas konflikta risina§anas
stratégijas: 1) Konkuré§ana (COMT); 2) Izvairi§anas (AVO); 3) Kompromiss (COMR); 4) Pielago$anas (ACC);
5) Sadarbiba (COL).

Saja pétijuma autors ki moderatorus izmanto tradicionilos kontroles mainigos. Ka modergjo§o mainigo autors
izmanto respondentu demografiskos faktorus, piem@ram, attiecibu statusu ar militarpersonu, respondentu
dzimumu, vecumu, attiecibu ilgumu ar militarpersonu, militarpersonas dienestailgumu un bému skaitu gimeneé.

2.2. Kvalitativa pétijuma metodologija

Fokusgrupu pielietoSana kvalitativajos pé&tjumos pedéjas desmitgad€s ir pieaugusi gan akadémiskaja, gan
lietiskaja pétnieciba (Gundumogula, 2020). Fokusgrupas formats lauj ievakt datus strukturétas un koncentrétas
diskusijas veida un neliela cilvéku grupa. Sads datu vakSanas veids ir vértigs papildindgjums kvantitativajiem
datiem, jo pétijuma veicgjam sp&j sniegt padzlinatu informaciju isd laika perioda (Gundumogula, 2020).
Fokusgrupas izmantoS$ana ir efektivs veids, ka iegiit informaciju par to, ka noteiktas cilvéku grupas doma vai ka
Jjutas attieciba uz konkrétu jautajumu vai problému, ka ari p&tjuma veic€jam sniedz ieskatu par konkrétu uzskatu
iemesliem (Almutrafi, 2019), tadel autors, lai atbildétu uz pétjuma jautdgjumu un izstradatu priekslikumus
militarpersonu gimenu atbalsta sistémas modela izveidei organizgja fokusgrupu militaro gimenu dzivesbiedriem.
Tas merkis bija veikt kvalitativo datu ievakSanu, giistot dzilaku izpratni par iesp&jamiem sadarbibas virzieniem
starp militaro organizaciju un militaro gimeni, un, aptverot dazadus militaro gimenu specifiskas vajadzibas,
velmes, viedoklus un at§kirigas pieredzes, izmantot grupas dinamiku un dalibnieku savstarp&jo mijiedarbibu, lai
gitu jégpilnu izpratni par militaro gimenu vajadzibam no atSkirigiem skatu punktiem.

Fokusgrupas diskusija tika organizeta, pieaicinot 8 dalibnickus no dazadiem Latvijas regioniem. Fokusgrupas
diskusija piedaljas moderators un asistents. Moderatora uzdevums bija izskaidrot grupas dalibniekiem p&tjuma
meérki un biitibu, uzdot jautajumus un vadit procesu, savukart, asistenta uzdevums — noverot grupas darbu, veikt
piezimes par grupas dalibnieku reakcijam un grupas dinamiku, ka arf ierakstit diktofona diskusiju.

Diskusijas sakuma moderators iepazistinaja ar fokusgrupas mérkiem un tas norises noteikumiem. Diskus ijas
dalibnieki tika aicinati iepazistinat ar sevi (nosaukt vardu, raksturot savu militaras gimenes locekla statusu).

Ka fokusgrupas diskusijas instrumentarijs tika izmantoti iepriek§ sagatavotijautajumi, bet diskusijanoritgja atverta
veida — p&c situacijas mainot vai papildinot jautajumus.
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3. EMPIRISKAIS PETIJUMS

3.1. Kvantitativo datu analize
3.1.1. Respondentu socialdemokratiskais raksturojums

Aptaujas respondenti bija militarpersonu gimenes Latvija. Dati tika iegiiti izmantojot elektronisku aptauju
Webropolsurveys platforma laika perioda no 2023.gada 23.augusta lidz 2023.gada 26.septembrim. Tika sanemtas
Cetrsimt astondesmit divas derigas atbildes.

IZlasi (n = 482) galvenokart veidoja sievietes (72,6%), un lielaka dala respondentu bija precgjusies ar
militarpersonu vai ar militarpersonu bija attiecibas (kop&ja majsaimnieciba) (kopa 62,8%).

Sadalfjums starp vecuma grupam bija lidzigs, tomér domin&ja 30-39 gadi (38,8%) un 40-49 gadi (29%) vecuma
diapazoni.

37,6% respondentu parstavéja Rigas regionu, nakama lielaka parstavniecibabija Vidzemei 27,6%.

Respondentu vid&jais attiecibas ar militarpersonam pavadito gadu skaits bija 11,7 (standartnovirze = 7,7), un
partnera vid&jais militara dienesta gadu skaits bija 11,8 (standartnovirze = 8,1). 339 respondenti(70,3%) noradia,
ka partnera militara karjera sakusies pirms attiecibam, bet 143 no aptaujatajiem (29,7%) noradija, ka lémums par
militaras karjeras veido$anu pienemts jau attiecibu laika. Vid€jais b&rnu skaits militarpersonu gimenés bija 1,3
(standartnovirze = 1,1).

3.1.2. Kvantitativo datu analizes metodes

Datu analizei tika izmantota strukturalo vienadojumu modeléSanas (Partial Least Squares Structural Equation
Modelling, PLS-SEM) metode kombinacija ar nepiecieS$amo nosacijumu analizi (Necessary Condition Analysis,
NCA), izmantojot Smart-PLS 4.0 programmu.

Pétnieku vida ir atzits, ka SEM tehnika nodro§ina labakus rezultatus neka regresijas (Preacher & Hayes, 2004).
SEM tehnika ietver daudzfaktoru regresijas analizes iezimes, tai nav nepiecieSams datu normalsadaljums, ka art
ta lauj ietvert lielu skaitu raditaju un vairakus dazadu skalu veidus (Hair, et al., 2011).

Savukart NCA analize ir jauna metode, kura arvien vairak tiek izmantota uzn@mgjdarbibas un vadibzinibu
pétjumos (Dul, et al., 2023). NCA ir balstita uz nepiecieSamibas logiku, kas nozimé, ka noteiktam rezultatam ir
nepieciesams noteikts neatkarigo mainigo limenis (Dul, 2016; Dul, et al., 2018). Citiem vardiem sakot, bez

nepiecieSamajiem nosacfjumiem rezultdts nav iesp&jams un citi faktori nevar aizstat o nosacfjumu neesamibu
(Dul, 2016).

SEM, lidzigi ka regresijas analize, balstas uz aditivo, jeb aizvietojamibas logiku — ta paredz, ka viens mainigais
var tik aizvietos ar kadu citu. NepiecieSamibas un aditivas pietickamibas logikas kombinacija lauj identificét
iznakumam nepiecieSamos faktorus un taja pasa laika ari tos faktorus, kuriem vajadzetu (batu labi) bt (Richter,
etal., 2020). Saja pétijuma tika pielictota NCA analize, jo kopienas atbalsta (COMS) mainiga raksturu var uzskatit
par nepiecie§amu, tacu ne pietickamu nosacfjumu, lai militaro gimenu locekliem mazinatos darba un gimenes
konflikts. NCA analizes mérkis $1 p&tjjuma konteksta ir paradit, ka kopienas atbalsts ir nepiecieSsams faktors, lai
mazinatu darba gimenes konfliktu.

ST kombinacija ir noderiga, jo PLS-SEM identificé faktorus, kas nodro§ina vislabako iesp&jamo rezultatu, savukart
NCA lauj noteikt faktora nepiecie§amo limeni konkrétam rezultatam (Lin, et al., 2023).

Miné&ta kombinacija ir tikusi pielictota vairakos nesenos pétjjumos, pieméram (Lin, et al., 2023), kas ir p&tijusi
logistikas pakalpojumu kvalitates ietekmi uz klientu apmierinatibu un atkartotas izmanto$anas nodomu. Lidzigi
arl (Koay, et al., 2022) piclietojusi PLS-SEM un NCA kombinaciju, lai p&titu tieSsaistes partikas piegades
pakalpojumu kvalitati, klientu apmierinatibu un klientu lojalitati, savukart (Pangarso, et al., 2022) izmantoju$i $o
metozu kombinaciju, lai izpétitu faktorus, kuri prognoz€ digitalas organizacijas kultiiru.

Saja pétijuma kvantitativo datu analize tikai veikta tris posmos: 1) Pirmaja posma tika izstradats modelis, ka ari
novértéta un pielagota mérjumu modela validitate un ticamiba. 2) Nakamaja posma tika izmantota datu
sakn&$anas procediira (bootstrapping), un tika aprekinati ietekmes koeficienti (path coefficinets) un to statistiska
nozimiguma pakape, lai detalizeti izskaidrotu saikni starp neatkarigajiem un atkarigajiem mainigajiem, ietverot
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arl kontroles mainigo iesp&jamo modergjoSo ietekmi. 3) TreSaja posma tika veikta nepiecieSama nosacfjuma
analize (NCA), lai noteiktu nepiecieSamo kopienas atbalsta limeni.

3.1.3. Datu analizes 1. posms: uzticamiba, validitate un aprakstoSa statistika
Pirms modela izstrades, atbilsto§i Konforte un kolegu (Conforte, et al., 2017 a) aptaujai, tika parkod@&ti apgriezti
kodégtie vienumi, kas méra kopienas atbalstu (vienumi coms3, coms7, coms9 un coms13), lai visiem raditajiem
augstakas vertibas noraditu uz pozitivu kopienas atbalstu.
SEM tehnika paredz, ka p&c modela izstrades ir janoveérteé mérjjumu modela uzticaniba un validitate. Saskana ar
Hair un kolegu (Hair, etal.,, 2011), reflektiviem modeliem nepiecieSams parbaudit $adus raditajus: aréjas slodzes
(outer loadings) lielumu un ta statistisko nozimigumu, kompozito ticamibu (Composite Reliability), ekstrah&to
vid€jo dispersiju (Average Variance Extracted (AVE)) vai konvergento validitati (convergent validity) un
diskriminanto validitati (discriminant validity).
Veicot mérjjuma modela (measurement model) parbaudi atklajas, ka dazu indikatoru argjas slodzes (outerlodings)
raditaji bija zem minimala sliek§na (threshold) 0.708 un nebija statistiski nozimigi. Tapé&c, lai pielagotu argjo
modeli, tika dzesti Cetri indikatori, kas méra konfliktu risinaSanas stilus: avo3, avol6, comr20 unaccl3. AtlikuSie
raditaji uzradija pienemamas arjas slodzes vertibas un tika atziti par apmierinoSiem attiecigo mainigo
merjumiem. Rezultati 3.1. tabula atspogulo modeli atstato raditaju skaitu visiem mainigajiem, ka arl ticamibas un
validitates analizes rezultatus.

3.1. tabula
Mainigo ticamibas novertejums
. Tica- . EkSFrahété . DI-SP ersijas
Mainigie Indikatoru Kronbaha niba Ticamiba vidgja paliclinaSanas faktors
skaits alfa (tho. 2) (tho_c) dispersija (VIF)

- (AVE) WFC PS
ACC 5 0.643 0.601 0.729 0.478 1.628 1.621
AVO 4 0.751 0.745 0.819 0.541 1.155 1.154
COL 7 0.874 0.886 0.903 0.571 2717 2.739
COMR 3 0.681 0.751 0.814 0.596 2.053 2.044
COMT 5 0.793 0.806 0.856 0.546 1.125 1.125
COMS 14 0.852 0.873 0.879 0.453 1.054 1.141
WFC 8 0.914 0.923 0.930 0.627 - 1.083

PS 6 0.947 0.959 0.959 0.795 - -

Piezime: pielagosanas stils (ACC); izvairiSanas stils (AVO); sadarbibas stils (COL); kompromisa stils (COMR);
konkuré$anas stils (COMT); kopienas atbalsts (COMS) tika merits ar 5 punktu Likerta skalu. Darba-gimenes
konflikts (WFC) un partnera apmierinatiba (PS) tika mérita ar 7 punktu Likerta skalu.

Ieks&jas konsistences uzticamiba tika novértéta, aprékinot Kronbaha alfa un kompozitas uzticamibas (rho_a un
tho c) koeficientus. Vertibam vajadzetu parsniegt sliekSna veértibu 0.7 (Hair, Ringle un Sarsted, 2011); tomer
socialo zinatnu pétjumos dati tiek uzskatiti par uzticamiem, ja Kronbaha alfa vértiba ir 0.60 vai augstaka
(Loewenthal, 2004). Ka redzams tabula, koeficienti parsniedz 0.6 slicksnT un tadejadi datiuzskatami par ticamiem.

Ekstrahéta vidéja dispersija (AVE) parbauda reflektivu mainigo konvergento derigumu. Ta vértibai butu jabut
augstakai par 50%. Tomér AVE vértibas ACC un COMS gadijuma paradas nedaudzzem sliek$na.

Kolinearitate tika novértéta ar dispersijas palielinasanas faktoru (VIF) visiem merfjumu vienumiem. Visi VIF
raditaji bija zem ieteicamas robezveértibas 5,0 (Hair, et al., 2011), kas norada uz multikolinearitates neesamibu
(skat. 3.1.tabulu). Multikolinearitates neesamibu parada arT korelacijas koeficienti, jo korelacijas tie ir <0,7.

Diskriminantu validitate atspogulo pakapi, kada noteikta mainiga raditaji atSkiras no citu mainigo raditajiem, un
tieck noverteta, izmantojot Heterotrait-Monotrait attiecbu (HTMT ratio). Raditaji zem 0,90 norada uz augstu
diskriminantas validitates imeni. Saja pétjuma visas vértibas HTMT matrica (sk. 3.2. tabulu)bija zem §1sliekina
(zem 0,87), kas apstiprina diskriminanto validitati.

3.2. tabula
Heterotrait-Monotrait (HTMT) matrica
HTMT ACC AVO COL COMR COMS COMT PS
AVO 0.410
COL 0.688 0.290
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COMR 0.640 0.256 0.868

COMS 0.139 0.116 0.226 0.251

COMT 0.272 0.286 0.311 0.288 0.109

PS 0.446 0.180 0.590 0.459 0.303 0.239

WEC 0.125 0.128 0.252 0.210 0.520 0.201 0.402

Datu ticamibas analizes rezultati liecina, ka p&tjjuma izmantotais modelis ar 52 indikatoriem ir uzticams un derigs,
ka arT, ka mainigie ir neatkarigi.

3.1.4. Aprakstosa statistika
Vispirms tika novértétas respondentu atbildes attieciba uz atkarigajiem mainigajiem - darba-gimenes konflikta
esamibu (WFC) un partneru apmierinatibu (PS).

Darba gimenes konflikts

Apraksto§as statistikas rezultati parada, ka militaras gimenes piedzivo darba un gimenes konfliktu (WFC) ar vid&jo
aritmétisko vertibu 4,28 (standartnovirze = 1,87), mediana 4,38, kas ir ievérojami virs neitralas vertibas 7 ballu
skala.

Mediana visiem WFC indikatoriem ir 5 (dalgji piekritu), iznemot wfc3 un wfc8, kuriem ta ir 4 (neitrali). Wfc3
medianas raditajs noradauz tendenci apzinaties, ka partnera nepaveiktas lietas majas nav tieSi saistitas ar augstam
darba prasibam (ka tas nav ka pamat iemesls nepaveiktajam), savukart wfc8 medianas raditajs demonstré, ka
konflikta esamiba ka tada netiek uztverta ka tieSa negativa ieteckme uz gimenes dzivi, lidz ar ko var secinat, ka
gimenes locekli pieskir savunozimigumu ari konfliktu risina§anas stilam un veidam.

Mérot darba-gimenes konflikta indikatorus péc 7 punktu Likerta skalas, ar vislielako vidgjo vertibu (5,11) paradas
atbildes saistiba ar gimenes planoto aktivita§u mainu ar partnera darbu saistitu pienakumu d&| (wfc5), kas norada
uz atbildi “piekritu”, savukart wfc4 (partnera darbs rada spriedzi, kas apgriitina gimenes pienakumu pildisanu) ar
vidgjo veértibu 4,01, wfcl (mana partnera darba prasibas traucé miisu gimenes dzivei) ar vidéjo vertibu 4,14, wfc?2
(laiks, ko aiznem partnera darbs, apgriitina vina gimenes pienakumu pildiSanu) ar vidgjo veértibu 4,21, wfc6
(pavadot laiku ar gimeni, mans partneris biezi pievér§as domam pardarbu) ar vidgjo vértibu 4,32 un wfc7 (partnera
darba pienakumu dg€] gimenei vina pietrikst) ar vidgjo vértibu 4,67 norada drizak uz rezultatu “dalgji piekritu”.
Wic3 (lietas, ko v&los, lai partneris dara majas, netick paveiktas partnera darba prasibu dél) ar vid&jo atbilzu
raditaju 3,81 un wfc8 (miisu gimenes konflikti negativiietekmé miisu gimenes dzivi ar vid€jo atbilzu raditaju 3,96
péc Likerta 7 punktu skalas paradas ar rezultatu “neitrali”.

Partneru apmierinatiba
Neskatoties uz darba gimenes konflikta esamibu, respondenti tomér salidzino$i augstu noverté partneru
apmierinatibu (PS), jo mediana ir 6 un aritmétiskais vid&jais 5,84 (standartnovirze 1,22).

3.3. tabula

Apraksto§as statistikas raditaji partneru apmierinatibas mérijumiem

Videja Ekscesa Asimetrijas
Jautajums vértiba Mediana Standartnovirze koeficients koeficients
psl 5.99 6 1.23 3.30 -1.79
ps2 5.99 6 1.29 3.09 -1.80
ps3 5.90 6 137 2.27 -1.64
ps4 5.90 6 1.38 1.89 -1.53
ps5 5.70 6 143 1.04 -1.30
ps6 5.58 6 151 112 -1.36
ps7 4.94 5 1.63 -0.35 -0.76

Partneru apmierinatiba aptauja tika merita péc Likerta 7 punktu skalu. Iegiitie dati liecina, ka ps1 (mums ir labas
attiecibas); ps2 (miisu attiecibas ar partneri ir stabilas); ps3 (miisu attiecibas ir stipras); ps4 (manas attiecibas ar
partneri dara mani laimigu); ps5 (attiecibas ar partneri jatos ka komandas dala) un ps6 (apsverot visus apstaklus,
laimes pakape miisu attiecibas ir apmierino$a) mediana ir 6, kas norada uz atbildi “piekrttu”, savukart ps7 (esmu
ap mierinats/a ar to, ka notiek komunikacija ar partneri par ar vina/vinas dienestu saistitiem jautajumiem) mediana
ir 5 (“daleji piekrttu”).

Lai noskaidrotu vai rezultati atSkiras pa demografisko datu grupam, tika veikti atSkiribu testi — Manna-Vitneja U
tests un Kruskal-Wallis tests. AtSkiribu statistiska nozimiguma testiparada, ka darba gimenes konflikta un partnem
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apmierinatibas vert&jumos nepastav statistiski nozimigas at§kiribas pa regioniem un atkariba no militarpersonas
dienestaun attiecibu sakuma.

Attieciba uz statusu pret militarpersonu, pastav statistiski nozimigas atSkiribas, ja respondents ir militarpersonas
veciks. ST grupauzrada zemaku darba gimenes konfliktu un augstaku apmierinatibu ar militarpersonu ka partneri.
Sievietes un respondenti vecuma grupa 18-29 gadi un gimenes ar vairak bériem uzada nedaudz liclaku
apmierinatibu ar partneri.

Konfliktu risinasanas stratégijas

Uz jautajumu par visbieZzak izmantotajiem konfliktu risina$anas stratégijam, militaras gimenes locekli atbildgja
par labu sadarbibas konfliktu risinasanas stilam (aritmétiskais vid&jais = 4,02; standartnovirze = 0,45), kam sekoja
kompromisa stils (aritmetiskais vidgjais = 3,85; standartnovirze = 0,53). Konkurgjosais stils tika izmantots
ieverojami mazak (aritmetiskais vid€jais = 2,5; standartnovirze = 0,66)

sadarbiba (COL) - [ / o)
kompromiss (COMR) - |
pielagosanas (ACC) - [ -/
izvairiSanas (AVO) _ 2'27,33
konkurgsana (COMT) | 5

0 0.5 1 15 2 25 3 35 4 45
B Mediana M Aritmé&tiskais vidgjais

3.1. attéls. Konfliktu risina$anas strat€gijas, ko pielieto militaras gimenes locekli (vidgjas veértibas un medianas
péc Likerta 5 punktu skalas)
Avots:autora veidots.

Analiz€jot aptaujas rezultatus par militaras gimenes pielietotajiem konfliktu risinasanas stiliem, péc Likerta 5
punktu skalas ar visaugstako vidgjo raditaju tika novertéts sadarbibas stils (COL), kas norada uz atbildi “piekritu”
(4 punkti). Tuvu tam, ar aritmétisko vid&jo vertibu 3,85 tiek noradits ari kompromisa stils (COMR) un ar
aritmétisko vid&jo vertibu 3,72 — pielagosanas stils (ACC). Ar aritmétiskajam vid€jam vertibam 2,5 un 2,83 ka
zemak novertetie palika attiecigi konkuré$anas stils (COMP) un izvairiSsanas stils (AVO), kas neizslédz art to
pielietoSanu (3 punkti “ne piekritu, ne nepiekritu”).

Kopienas atbalsts

Kopienas atbalsts tika vertets 5-punktu skalda un novertets relativi zemu — ar aritmétisko vid&jo vertibu 2,98

(standartnovirze = 0,55).

Atsevisku indikatoru vert&jumu rezultati apkopoti 3.4. tabula (sakartoti dilsto$a seciba; reversie panti parkodeti).
3.4. tabula

Kopienas atbalsta novertéjuma aprakstoSas statistikas raditaji
Mediana | Aritmétiskais | Standart-
Kopienas atbalsta mérijums Kods vidéjais novirze

Militaraja sabiedriba jiitos cienits/cienita coms5 4 3.56 0.824

Militaraja sabiedriba ir cilveki, kas man aizdotu sadzives
aprikojumu vai instrumentus personigajam vajadzibam, coms8 3 341 0.944
ja bitu nepiecieSams

Militaraja sabiedriba jutu kolektivu kopibas sajitaar

citiem coms6 3 3.33 0.949
Esmu neapmierinata/neapmierinats ar militaro sabiedribu

K vidi bermu audzinaSanai* coms7 3 326 0927
Es nejutos saistits/saisfita ar citam militarpersonam* coms9 3 3.17 1.05
Militaraja organizacija nav neviena, kas mani uzklausttu

un/vai palidz&€tu man justies labak, kad jitos nomakts* coms3 3 3.07 106
Es jutu kopigu misiju un merki ar citam militarajam comsil 3 3.06 0.949

gimeném
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Esmu ??apgnepnats/negPrfnegnata ar berflu unjauniesu | oo 3 305 0.881
aktivita§u pieejamibu militaraja sabiedriba*

Militaraja sabledrTba_lr_wegh atra_st“man izzino$u, coms 14 3 297 0.948
saprotamu un man veértigu informaciju

Mlhtaras. organizacijas soplala atbalsta darbinieki zina un coms10 3 279 0.88
saprot militaro gimenu vajadzibas

I\'/[l'htane' .g_anga‘s_ un ment:_ﬂas apriipes specialisti efektivi coms12 3 265 0.826
risina militaro gimenu vajadzibas

Mlhta_lra_ls organizacijas s 901ala atbalsta struktiirvieniba coms4 3 261 0.903
efektivi risina militaro gimenu vajadzibas.

Militara organizicija ncjplc?dav_a iespejas peirqp_etles par coms1 3 248 11
manu/maniem b&rnu/b&rmiem arkartas situacija

Militara organizicija Ivlepledava transporta pieejamibu, ja cOms? 3 243 106
man tas blitu nepiecieSams*

* reversie apgalvojumi (tika parkod@&ti pirms analizes)
Lai noskaidrotu vai rezultati atSkiras pa demografisko datu grupam, tika veikti at$kirbu testi — Manna-Vitneja U
tests un Kruskal-Wallis tests. Rezultati rada, ka viszemak novértétie panti kopienas atbalsta skala ir socialais
atbalsts, iesp&ja parlip&ties par bérniem un transporta pieejamiba. Statistiski nozimigas at$kiribas novérojamas
tikai statusa un vecuma grupas. Tapat ka iepriek§€jo mainigo veértéjumos, augstakus rezultatus uzrada
militarpersonu vecaki. Savukart vecuma grupa 50 un vairak gadi vecirespondentiuzrada augstaku apmierinatibu
ar kopienas atbalstu.

Korelacijas analize

Korelacijas analize parada, ka nepastav multikolinearitate, jo visikorelacijas koeficienti ir mazaki pat 0,7. Darba
un gimenes konflikts (WFC) negativikorele ar partneru apmierinatibu (PS r = -0.377***); sadarbibas stilu (r = -
0.229***) un kompromisa stilu (r = -0.164***). Savukart darba un gimenes konflikts pozitivi korele ar
konkurésanas stilu (r=0.172***), bet nepastav statistiskinozimiga korelacija ar izvairiSanas stilu un pielagoSanas
stilu. Tapat darba un gimenes konflikts negativi korele ar kopienas atbalstu (r = -0.456***). Var secinat, ka
augstaks kopienas atbalsts ir saistits ar zemaku darba-gimenes konfliktu. Konkurésanas konfliktu risinaSanas
stratégijas piclictoSana ir saistita ar augstaku darba gimenes konfliktu, savukart sadarbibas un kompromisa
strat€gijas ar zemaku darba gimenes konfliktu.

3.1.5. Datu analizes 2. posms: hipotéZu parbaude

Lai parbauditu hipotezes, tika izveidots SEM modelis (skat. 3.3. att€lu), novertta ta prognoz&§anas sp&ja un
aprekinati ietekmes koeficienti (paths coefficients). Determinacijas koeficients R2 parada modela sp&ju paskaidrot
atkarigos (endog&nos) mainigos.

Saskana ar Haira un kolégu veikto p&tjjumu saistiba ar PLS-SEM modeli, R2 vértibas 0,75, 0,50 un 0,25 norada
uz butisku, mérenu vai vaju prognozé$anas sp&ju (Hair, et al., 2011), tacu, balstoties uz Koena ieteikumiem, R2
vertiba, kas svarstas no 0,02 lidz 0,12, parasti tieck uzskatita par vaju, savukart vertiba no 0,13 hidz 0,25 tiek
uzskatita par vid&ju, un vértiba 0,26 vai lielaka tiek uzskatita par butisku (Cohen, 1988). Zemak esoSais 3.3. attéls
parada SEM rezultatu: iekS&ja modela ietekmes koeficientus un p-vertibas iekavas.

Ka redzams 3.2. attéla, piedavatais modelis uzradija mérenu spéju prognozet darba gimenes konfliktu (WFC)
R2=0.272, bet ievérojamu spé&juprognozet partneru apmierinatibu (PS) R2=0.401 (skat. 3.2. attelu). Tabula 3.5.
atspogulo modela ietekmes koeficientu aritmetiskas vid&jas vertibas un to statistisko nozimigumu

3.5.tabula
letekmes koeficienti, standartnovirzes un p-vértibas
letekmes koeficients
Cela (paths coefficient) Standartnovirze (STDEV) P vértibas
ACC -> PS 0.183 0.045 0.000
ACC ->WFC 0.029 0.053 0.494
AVO -> PS -0.057 0.043 0.197
AVO -> WFC 0.012 0.045 0.882
COL -> PS 0.346 0.069 0.000
COL -> WFC -0.150 0.071 0.028
COMR ->PS 0.015 0.052 0.778
COMR -> WFC 0.025 0.054 0.669
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COMS -> WFC -0.462 0.039 0.000
COMT ->PS -0.032 0.042 0.461
COMT -> WFC 0.121 0.041 0.004
WFC -> PS -0.278 0.034 0.000
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3.2. attels. Strukturalo vienadojumu modelesanas (SEM) rezultats: iek$€ja modela ietekmes koeficienti un p-
vertibas iekavas.

Avots:autora veidots.

!

!

Ka norada negativais koeficients un to statistiskais nozimigums, tikai sadarbibas stils samazina darba un gimenes
konfliktu (COL->WFC path -0.155%). Tas apstiprina 1. hipotézi. Sim stilam ir arf spéciga pozitiva ietekme uz
partnera apmierinatibu (COL->PS path 0.346***), tadgjadi apstiprinot 2. hipot€zi. Interesanti, ka pielagoSanas
stils parada pozitivu ietekmi uz darba un gimenes konfliktu (ACC->WFC paths 0.18***), kas nozimg, ka §is stik
var palielinat konfliktu. Citiem konfliktu risinaanas stiliem nav statistiski nozimigas ietekmes uz WFC.

Kopienas atbalsts butiski un negativi ietekmé darba un gimenes konfliktu (COMS->WFC path -0.454***), Pastav
negativs un statistiski nozimiga saistiba starp WFC un partnera apmierinatibu (WFC->PS path -0.28***), kas
liecina, ka zemaks darba un gimenes konflikts ir saistits ar augstaku partnera apmierinatibu. Novertgjot, vai

kopienas atbalsta izjiitu var€tu ietekmét demografiskie mainigie, modelim tika pievienoti moderacijas efekti (sk.
3.3. att€lu un 3.6. tabulu).

Tabula 3.6.
Moderacija izmantotie mainigie, to ietekme un statistiskais nozimigums
C o Ly S Moderacijas koeficients (p-
Mainigais (kods) AtbilZu varianti / grupa Vértiba)
Statuss attieciba pret ! i lalilatals 1r_mlhta'r1')?rsona
militarpersonu 2 = dzvo kopa ar militarpersona
3 = militarpersonas vecaks -0.012 (0.779)
(status) o RN

4 = abi ar partneri militarpersonas
5 = cits

Dzimums (gender) 1 = sieviete; 2 = virietis 0.004 (0.972)

1=18-29; 2 = 30-39; 3 = 40-49;

Vecums (age) 4 = 50 un vairak

-0.072 (0.117)

Militarpersonas e . . . _
. P . 0 = militarista dienests sakas pirms attiecibam
dienestaun attiecibu

o N o -0.039 (0.679)
sakums (Mil_rel) 1 = attiecibas sakas pirms militara dienesta

0 =nav b&mu; 1 = viens bérns; 2 = divi bérni,
Bérnu skaits gimené | 3 = tris bérni; 4 = Cetri bémni; 0.100 (0.033)
5 = pieci vai vairak b&mi
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3.3. attéls. SEM modelis ar moderacijas efektu un p-vértibam iekavas.

Avots:autora veidots.

Moderacijas analize liecina, ka gimenes locekla statuss attieciba pret militarpersonu, vina dzimums, vecums un ari
tas vai militaro dienestu personauzsakusipirms vai péc attiecibu uzsakSanas,neuzrada nekadu modergjoso efektu.
Tatad, ari tad, ja abi partneri ir militarpersonas (statuss 4), kopienas atbalstam ir tada pati nozime ka gadjjumos, ja
tikai 1 no gimenes ir militarpersona.

Tacu bému skaits gimené pozitivi mazina kopienas atbalsta negativo ietekmi uz darba un gimenes konfliktu
(moderacija uz COMS->WFC 0.10%), noradot, ka kopienas atbalstam ir daudz butiskaks potencials darba un
gimenes konflikta mazina§ana gimené&s ar bérniem.

3.1.6. Svariguma-vértéjuma analize

Svariguma un veértgjuma kartes analize (importance-performance analysis (IPMA)) ir smartPLS analizes metode,
kura dod iesp&ju noteikt gan mainigo gan ar1 atseviSku indikatoru (latento mainigo) relativo nozimi un ietekmi uz
rezultatu modelt.

IPMA anali€ ir izceltas divas dimensijas:

1) uz X ass redzams mainiga vai indikatora svarigums (importance), kas atspogulo absolito kopg&jo
ietekmi uz atkarigo mainigo;

2) uz Y ass redzams mainiga vai indikatora veért&jums (performance) atspogulo latento mainigo punktu
skaitu vai vertejumu.

Izmantojot IPMA karti var izdarit secindjumus par divam dimensijam (t.i, gan svarigumu, gan
vertéjumu), kas ir pasi nozimigi lai izdarftu secindajumus par vadibas darbibu prioritati. Lidz ar to ir velams
galvenokart koncentreties uz to indikatoru veiktsp&jas uzlabo§anu, kuram ir liela nozime (svarigums) attieciba uz
atkarigo mainigo, bet taja pasalaika tam ir salidzino$i zems vert&jums (Garson, 2016).

Svariguma-vert&juma karte darba-gimenes konfliktam mainiga limeni redzama 3.4. attéla.
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Importance-performance map

Importance (Total effects)

@ACC ®AVO @COL @ COMR © COMS @ COMT @ children @ Mil_rel @ gender

3.4.attels. Svariguma-vertéjuma karte darba-gimenes konfliktam mainiga liment

Ka redzams no attéla, kopienas atbalstam ir ievérojami austaka ietekme uz darba dzive konfliktu neka citiem
mainigajiem (negativs svarigums (-0.44) norada, uz COMS spé&ju mazinat darba gimenes konfliktu). Tomér COM S
vertgjums ir salidzinosi zems (50 punkti), tatad Seit ir vieta uzlabojumiem.

Svariguma-veértéjuma karte darba-gimenes konfliktam indikatoru [imeni redzama 3.5. attéla.

Importance-performance map
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3.5.attels. Svariguma-vert&juma karte darba-gimenes konfliktam indikatoru [iment

3.5. attéla redzama svariguma-veértéjuma karte COMS indikatoriem attieciba uz darba dzives konfliktu. Indikatori
ar negativu svarigumu ir vissvarigakie darba dzive konflikta samazinaSanai: coms 10; coms 12, coms4, coms3, utt.
3.7. tabula apkopo svarigako indikatoru mérjjumus, to veért§jumu un svarigumu darba gimenes konflikta

mazinasana.
3.7. tabula
Kopienas atbalsta indikatoru nozime darba un privatas dzives konflikta gadijuma
. Videja Nozimigums . .
Nr. Indikators \erfiba WEC Indikatora apgalvojums
1 coms10 279 -0.08 M111taras. organizacijas s0f:1a1a atbalsta darbinieki zina un
saprot militaro gimenu vajadzibas
2 coms12 265 007 Milhtam.e _garigas un menFalas apripes specialisti efekttvi
risina militaro gimenu vajadzbas
3 coms4 261 -0.06 Mlht_ar.as' grgan?afgas‘§001ala atbalsta strukt@irvieniba
efektivi risina militaro gimenu vajadzibas.
) Militaraja organizacija nav neviena, kas mani uzklausttu
4 coms3 307 0.06 un/vai palidz&tu man justies labak, kad jiitos nomakts*
5 coms il 306 -0.06 ES Jutl_l kopigu misiju un merki ar citam militarajam
gimen&m
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6 coms 14 297 -0.06 Militaraja sab1edﬁba_1r_v1egh atra_stfnan izzino$u,
saprotamu un man veértigu informaciju

7 coms6 333 -0.06 1\/-11.11taraja sabiedriba jutu kolektivu kopibas sajiita ar
citiem

8 coms5 3.56 -0.05 Militaraja sabiedriba jiitos cienits/cientta

) Esmu neapmierinata/neapmierinats ar militaro

’ coms? 320 005 sabiedribu ka vidi bemu audzinasanai*

10 coms1 248 -0.04 Militara organizcija n_ep{eda\_/a iespejas p_ar.q?etles par
manu/maniem b&mu/bérniem arkartas situacija

12 coms?2 243 20,04 Militara organizacija rvlepledavatransporta pieejanibu, ja
man tas biitu nepiecieSams

13 coms13 305 -0.04 Esmu Ilveapr.me.rmats/negprznegnata ar berzlu un jauniesu
aktivitasSu pieejamibu militaraja sabiedriba*

* Indikatori ar zvaigzniti ir apgriezti un pirms analizes tika parkod&ti, lai noraditu uz pozitivu kopienas atbalstu
3.7. tabula redzamie COMS indikatori, kuriem ir negativs svariguma koeficients uz WFC un tie ir sakartoti
svariguma seciba.

Ka nozimigakie indikatori darba-gimenes dzives konflikta samazinaSanai ir coms 10, coms12 un coms3. Tiem arT
ir relativi zems sniegums. Tatad, vislielako atbalstu konflikta mazinaSanai organizicija var sniegt, nodro§inot
kvalitativu sociala atbalsta darbinicku darbu attieciba ar militarajam gimeném, garigds un mentalas apripes
specialistu pieejamibu un atbalstu gimeném, ka ari kompetentu specialistu atbalstu, kas varétu uzklausit militaras
gimenes loceklus brizos, kad tas viniem ir nepiecieSams. Pie $adiem specialistiem var tikt pieskaititi
palidzo§o/atbalsta profesiju parstavji (pieméram, psihologi, supervizori, kapelani).

3.1.7. Datu analizes 3. posms: NepiecieSamo nosacijumu analize (NCA)

NepiecieSamibas logika palidz noteikt, vai neatkarigais mainigais ir nepiecie§ams konkr&ta rezultata sasniegSanai
un vai ta neesamiba novedis pie neveiksmes (Dul, 2016). Korelacijas diagramma, griestu linija (ceiling line),
ietekmes lielums, un “pudeles kakla” tabula (botlenek table) palidz izskaidrot NCA rezultatus (Dul, et al., 2023).
Lai veiktu NCA ar smartPLS, pirmkart, regresijas modeli tika izveidoti atsevi§ki abiem atkarigajiem mainigajiem.
Ta ka NCA izmanto griestu Iiniju un tad&jadi pirms analizes pienem pozitivas attiecibas, darba un gimenes
konflikta raditaji tika mainiti, lai noveértétu pozitivu rezultatu — minimalu darba un gimenes konfliktu (vai ta
neesamibu), kodg&jot toka WFS (work family satisfacion).

Konfliktu risina$anas stilu un kopienas atbalsta nepiecieSamibas ietekme uz darba un gimenes konfliktu un
partneru apmierinatibu tika aprékinata, izmantojot abas griestu linijas (ceiling line) metodes (sk. 3.6. attélu), un
tika parbaudita statistiska nozime, izmantojot permutacijas testus ar 10 000 atkartojumiem (sk. 3.8 tabulu).
Analizes rezultati 3.6. tabula parada nepiecieSsama nosacfjuma ietekmes lielumu, kas ir "paradibas lieluma
kvantitativs atspogulojums" (Kelly & Preacher, 2012) un to var attélot ar griestu zonas (ceiling zone) lieluma
salidzinasanu ar visu novérojumu teritoriju (sk. 3.7. un 3.8. attélu). Efekta licluma vértibas no 0 lidz 0,1 noradauz
"mazu efektu", vértibas no 0,1 lidz 0,3 noradauz "vid&ju efektu", savukart vértibas no 0,3 Iidz 0,5 noradauz "lielu
efektu" un vertibas virs 0,5 "loti liclu efektu" (Dul, 2016).

ST pétijuma rezultati liecina, ka sadarbibas stila efekts ir vidgjs un statistiski nozimigs (effect size = 0.25%**) ja
darba un gimenes konflikts ir apgriezts, un kopienas atbalsta efekts ir neliels. bet joprojam statistiski nozimigs
(effect size = 0.16**). Tadgjadi kopienas atbalsts ir nepiccie§ams nosacijums, lai mazinatu darba un gimenes
konfliktu. Lidz ar to tiek apstiprinata 3. hipot&ze.

Dul (Dul, 2016) iesaka izmantot efekta lielumu 0,1 ka nepiecie§amo apstaklu slieksni. Lidz ar to sadarbibas stils
ir nepiecieSams partnera apmierinatibai (effect size 0.16%**), savukart kopienas atbalsts nav obligats nosactjums
(effect size = 0.023), tadgjadi netiek apstiprinata 4.hipoteze.

3.8. tabula
NepiecieSama nosacijuma efekta lielums

Darba-gimenes konflikta neesamiba Partnera apmicrinatiba (PS)

CR_FDH (WFS)
- NCA efekta Permutacijas p- Permutacijas
lielums vertiba NCA efekta lielums p-vértiba

LV rezultati - COL 0.246 0.006 0.158 0.000
LV rezultati - COMS 0.159 0.001 0.023 0.299
LV rezultati - WFS - - 0.009 0.000

Piezime: sadarbibas stils (COL); kopienas atbalsts (COMS); darba un gimenes konflikta neesamiba (WFS);
partnera apmierinatiba (PS).
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NCA pudeles kakla (botlenck) analizes rezultati ir paraditi 3.9. tabula. Burti NN norada, ka noraditajam iznakuma

[imenim nav nepiecieSams nosacjums.

NCA rezultats: “pudeles kakla” (botleneck) tabula

3.9. tabula

Darba-gimenes konflikta Partneru apmierinatiba
izmainas (WFS) (PS)
LV rezultati - | LV rezultati -| LV rezultati - | LV rezultati - | LV rezultati —

Procenti COL COMS COL COMS WFS
0.00% NN NN NN NN NN
10.00% NN NN NN NN NN
20.00% 0.207 NN NN NN NN
30.00% 0.415 NN NN NN NN
40.00% 0.622 0.207 NN NN NN
50.00% 1.037 1.245 NN NN NN
60.00% 1.452 5.187 NN NN NN
70.00% 3.942 8.921 1.452 0.207 NN
80.00% 6.017 15.56 1.452 0.207 2.075
90.00% 8.091 27.178 9.129 0.415 3.527
100.00% 14.73 43.361 9.129 0.415 3.5627

Piezime: NN — pie dota rezultata procentualaipatsvara kopienas atbalsts nav nepiecieSams nosacjums.

Analizes rezultati 3.9. tabula liecina, ka ir nepiecieSams zinams kopienas atbalsts, lai panaktu 40% no darba
gimenes konflikta neesamibas. Tomér, lai nodro§inatu 90% darba un gimenes konflikta neesamibu, ir nepiecieSami
8% sadarbibas un 27% kopienas atbalsta, savukart 100% WES, 15% sadarbibas stila izmanto§anas ir nepiecieSami

43,4% kopienas atbalsta.

Kvantitativo datu analizes rezultatu kopsavilkums un secinajumi par hipotézém ir atspoguloti3.10. tabula.

3.10.tabula
Kvantitativo datu analizes rezultatu kopsavilkums un secinajumi par hipotezéem
Hipotéze PLS-SEM NCA Secinajums
ietekme Nepiecie$ams
nosacijums
H1: Sadarbibas konfliktu risina$anas strat€gijas ir | -0.153** nepiecieSams apstiprinata
statistiski nozimigi, negativi saistitas ar darba un gimenes nosacijums
konfliktu, citiem faktoriem palickot nemainigiem, tas to sakot ar 20%;
mazina un tam ir vislielaka konfliktu mazino$a ietekme no ietekmes
visam konfliktu risina§anas stratégijam. stiprums vidéjs
H2: Sadarbibas konfliktu risinaSanas stratégijas ir | 0.346*** nepiecieSams apstiprinata
statistiski nozimigi, pozitivi saistitas ar partnera nosacijums
apmierinatibu, citiem faktoriem palickot nemainigiem. sakot ar 70%;
ietekmes
stiprums neliels
H3: Militaras kopienas atbalsts ir nepiecieSams | -0.462*** nepiecieSams apstiprinata
nosacTjums, lai mazinatu darba un gimenes konfliktu. statistiski nosacfjums
nozimiga sakot ar 40%);
ietekme ietekmes
stiprums neliels
H4: Militaras kopienas atbalsts ir nepiecieSams | netieSaictekme | Nav noraidita
nosacljums partnera apmierinatibai. caur WWF nepiecieSams
-0.720*** nosacijums
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Autora secindajumi liecina, ka sadarbibas konfliktu risinaSanas stilam ir statistiski nozimiga negativa ietekme uz
darba un gimenes konfliktu un statistiski nozimiga pozitiva ictekme uz partneru apmierinatibu. Tas apstiprina 1.
un 2. hipotézi.

Sadarbibas konfliktu risinaanas stratégija paredz vienlidzigas ripes gan par sevi, gan
citiem, kas nozime, ka militaras gimenes neliek militarpersonu vajadzibas augstak par savam vajadzibam.

3. un4. hipotéze formulétas atbilsto§inepiecieSsamibas logikai. P&tjjuma autoranepiecieSamo nosacijumu analizes
rezultati liecina, ka, lai mazinatu konfliktu starp organizaciju un gimenes locekliem, nepiecieSams kopienas
atbalsts armazu vai vid&ju ietekmei, bet lai pilniba izslégtu konfliktu, jabut vismaz 43% apmierinatibai ar kopienas
atbalstu. Sis secinajums apstiprina 3.hipotézi.

Tomér nepiecieSamo nosacfjumu analize neapstiprindja 4.hipotézi un neuzradija kopienas atbalsta saikni ar
partneru apmierinatibu.

3.2. Aptaujas kvalitativo datu analize

Kvalitativie dati tika ieglitino respondentu aizpildito aptaujas anketu atverta jautajuma un fokusgrupas rezultatiem.
Kvalitativo datu ievakSanas meérkis bija sniegt izpratni paratbildém uz fiks€tas izveles jeb slégtajiem jautajumiem;
identific€t aptauja neaptvertos respondentiem svarigos jautajumus un iegilit atgriezenisko saiti par p&tjjuma
procesu.

Veicot fokusgrupas rezultatu un aptaujas anketas atverta jautajuma atbilzu tematisko analizi, p&tfjuma autors ir
balstijies uz sevis izstradato atbalstaavotu iedaljumu 3 grupas saistiba ar veikto literattiras izp&ti: (1) formalais
atbalsts no valsts puses ka likumdoSana iestradatas garantijas un atvieglojumi militarpersonai un militarajai
gimenei; (2) neformalais atbalsts no militaras organizacijas puses; (3) atbalsts no militaras kopienas puses.
Kvalitativo datu analizei tikai izv€léta manuala kod€$anaun analize tika veikta divos fimenos: kodg&jot respondentu
atbildes temu (kas tika apspriests, kas ir svarigs) un kod€jot veidu, ka respondenti izmantoja aptaujas atverto
jautagjumu (atbildes veids, pieméram — lai koment€tu aptauju, lai izteiktos par organizaciju utmldz). Tika
identific€tas gan atbilzu témas, kas bija paredzamas, gan ari tadas, kas nebija paredzamas.

Lai sniegtu precizaku ieskatu, kvalitativo datu analizes apraksta tika izmantoti respondentu citati, rediggjot tos
tiktal, lai to piemin&Sana aizsargatu respondentu identitati, uzlabotu pareizrakstbu un sniegtu atbilstosu,
skaidrojo$u informaciju.

3.2.1. Atvérta aptaujas jautdjuma atbilZu analize

Vairak neka puse (64%, n=310) no 482 aptaujas dalibnickiem atbild€ja uz atverto anketas jautajumu. AnalizEjot
rezultatus, petjuma autors identificgja 8 atbilzu t&€mas. Devita atbilzu kategorija pauda negativu viedokli par
militaro organizaciju kopuma un desmitas atbilzu kategorijas t€ma nebija viennozimigi identific€jama, tapec
netika uzskatita par derigu. 18 no visam respondentu atbildém saturgja vairak ka vienu tému.

Visbiezak tika sanemtas atbildes par praktiska atbalstanepiecieSamibu (96 respondenti), tostarp, liela dala no tam
bija par dienesta laika plano§anu, par laicigu militarpersonas planu pazino$anu gimenei, par privatas un darba
dzives lidzsvara neesamibu, par liclaka atalgojuma nepiecieSsamibu, par finansialu atbalstu gimenes vajadzibu
risina$anai, ka ari praktisku (fizisku) palidzibas militarajai gimenei militarpersonas ilgsto$as prombiitnes laika.
Otrs lielakais atbilzu skaits tika sanemts saistiba ar to, ka nekads papildus atbalsts gimenei nav nepiecieSams (85
respondenti), parsvara atbildot “Sobrid tads nav nepieciesams” vai “Abi esam militarpersonas, tadgizprotam ar
dienestu saistitas griitibas”.

Tresa ievErojami lielaka atbilzu kategorija (55 respondenti) saistita ar atbalstoSo profesiju palidzibas
nodro§inaganas nepiecieSamibu un specialistu pieejamibu. Dala respondentu jo ipasi uzsveérusi, ka nepiecieSami
specialisti, kas militaro vidi pazist no iekSpuses, zina tas specifiku un griitibas, ar kuram saskaras gan pasas
militarpersonas, gan vinu gimenes. Pie specialistiem, kas bltu nepiecieSami, visbiezak ir minéti psihologi un
supervizori.

Vel tris kategorijas, kuras sanémusas savstarp&ji gandriz lidzvertigu atbilzu skaitu, ir “Skaidriba par to, kas notiek
ar militarpersonu b&miem X stunda” (25 respondenti); “Kop&ju gimenes atpiitas pasakumu nepiecie§amiba” (24
respondenti)un “Aukles pakalpojumi” (23 respondenti), kas kopuma liecina par to, ka vél viena no butiskakajam
militaro gimenu neatrisinatajam problémam skar tie§i béru pieskati$anas un aprapes jautajumu gadfjumos, kad
vecaki dienesta d&| par berniem nespes pariip&ties (25+23=48 respondenti).

3.11tabula
Atvérta jautajuma par militaras gimenes vajadzibam analizes rezultati
Atbildes veids un tema Atbilzu Atbilzu piemeri
skaits
(n)
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Praktisks atbalsts (paredzamiba) 96 “Laicigi zinat dienas, kad bus jastrada. Grafiku
militarpersonas prombiitnes planoSana, macibam, kursiem.”
informacijas pieejamiba par atbalsta “Ja gimenes loceklis — militarpersona - ir prombutng,
iespejam, lielaks atalgojums, praktisks kas saistits ar pienakumu pildi§anu, gimenei netiek
atbalsts militarpersonas prombiitnes nodro§inata nekada palidziba, ja notiek neparedzamas
laika) problémas.”
Nav nepiecieSams papildus atbalsts 85 “Sobrid atbalsts nav nepieciesams”.
“Par cik abi esam militarpersonas, tad izpratne par darbu
un sadzivi ir pilnigi saprotama, rékinamies viens ar otru
un dienesta vajadzibam.”
Atbalsto$o profesiju personala 55 “Vairak izprast militarpersonas domaSanas veidu un
pieejamiba militarajam gimeném grutibas, ar kuram sanaksaskarties ikdiena, lai labak
(kapelani, psihologi, supervizori, iejustos cilvéka ada un saprastu kaut kadas ricibas vai
psihoterapeiti) domu gajienus.”
“Reizém domaju, ka par labu naktu profesionals
atbalsts, lai palidzetu tikt gala ar emocijam, kas rodas
vira dienesta prasibu dél (biezi vien jamaina gimenes
plani). Ar pratu saprotu,ka tas ir vina pienakums, bet
emocijas dara savu.”
Skaidriba par to, kas notiek ar bérniem 25 “Skaidru informaciju, ko darit karavira gimenei X
un gimeném “X” stunda,ipadu uzsvaru stunda.”
lickot uz militaro gimeni, kura abi vecaki “Abi esam militarpersonas un gribam but drosi, ka x
ir militarpersonas stunda miisu b&rns biitu drosbaun pasargats,un to
apliecinatu Valsts likumdo§ana.”
Kop¢gji gimenes atpiitas pasakumi, 24 “Kopigi pasakumi ar militarpersonu gimeném
aktivitates un izklaides. TikSanas ar (struktiirvienibas) - sporta svetki, pargajieni, laivoSanas
citam militarajam gimen&m, kopibas pasakums.”
sajutas veidoSana. “Derétu ari kadi pasakumi, kur militarpersonas gimenes
locekli variepazities ar militarpersonu ikdienas darbu
un pienakumiem.”
Aukles pakalpojums (ja abi vecaki ir 23 “Beérnu pieskatiana, pavadi§anauz bemu darzu, skolu,
militarpersonas un notiek macibas; ja pulciniem, sporta aktivitatém gadjumos, kad abi ar
militarpersona ilgsto§a prombutné un viru esam macibas, komandgjumos.”
majas ir mazgadigi bérni, “Mehanisms, kas lautu abam personam piedalities
bet vecaks, kur§ apripé saslimst utt.) macibas. Respektivi, vajag kadu, kas pieskata bérnus
macibu laika - 24/7 bernudarzs vai organizacija.”
Ieinteres&tibas no vienibu komandieru 13 “Gimené abi esam militarpersonas. Laulata dienesta
puses, pretimnak$ana nestandarta uzdevumi ir neprognozgjami, dienas sadale nav
situacijas, cilvekfaktors noteikta. Ir loti griiti salagot ikdienu.
Biitu nepiecieSams vadibas atbalsts, pieméram, planojot
misu abu dalibu macibas, jo abi esam viena vieniba.”
“Kamer augbéms, nepiecieSams atbalsts (atlauja)
ierasties, piemeram, velak darba, lai bé&rnu var paspét
aizvestu uz be&mudarzu.”
Respondentiizsaka nepatiku pret 3 “Lai jus “neskalotu” smadzenes par to, ka tas ir tik
militaro sistému kopuma lieliski bait militaristam.”
“Beigt telot, ka jums rip.”
Atbildes, kuru tému nebija iesp&jams 3 “Privatipasuma iegade.”
skaidri identificét “Lai mamma biitu vesela”.
Atbalsts militarajai gimenei ari péc 1 “Proaktiva interese, risinajumi un atbalsts rekinoties ar
aktiva dienesta. Proaktiva interese par militarpersonas un tas piederigo ietekmi uz un nakotni
problemam. ari PEC aktiva dienesta.”

Ka redzams, visvairak tika min&ts praktiskais atbalsts (29,8% respondentu). Artietekmes analizes rezultati IPMA
rezultati 3.7. tabula) uzradija tadu atbalsta veidu ka b&mu kopSana (coms7; coms 1; coms 13) un transports (coms2).
Atbalsto$o profesiju atbalstu tika mingjusi 17,1% respondentu. Tas sasaucas ar 3.7. tabuld min&tajiem kopienas
atbalsta veidiem, kuri uzradija lielako ietekmi uz darba-gimenes konflikta mazina$anu, ka pieméram, socialais
atbalsts (coms 10; coms4), garigais atbalsts (coms12).
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Interesanti, ka respondenti pasi praktisko atbalstu ir mingjusi biezak, neka atbalsto$o profesiju atbalstu, bet
kvantitativo datu analize un svariguma / vértéjuma karte parada pretéjo — atbalstoSo profesiju atbalsts ir svarigaks
darba-gimenes konflikta mazinasanai.

Otra atbilzu kategorija liecina par negativu viedokli un neapmierinatibu ar jebkura veida atbalstu: 1) Negativs
viedoklis par militaro organizaciju (3 respondenti); 2) Atbildes, kas nav skaidri klasificéjamas un nav uzskatamas
par derigam (3 respondenti).

Minéta jautajuma analizes rezultati kopuma noradauz baitisku praktiska atbalsta nepiecie§amibu militaro gimenu
locekliem, ka arT vel butiskaku atbalsta personala pieejanibu un jautajuma risinasanas nepiecieSamibu saistiba ar
militaro gimenu b&mu apripi kiizes bridi, pasi, ja abi vecaki ir militarpersonas.

3.2.2. Fokusgrupas rezultatu analize

Analiz€jot fokusgrupas laika ieglitos datus, autors ir identificéjis militarajam gimen&m butiskus atbalsta veidus,
iedalot tos: formala atbalsta, psihologiska/emocionala atbalsta, socializé§anas pasakumu nepiecicSamibas,
piederibas sajitas un militaras gimenes izcel§anas nepiecieSamibas, ka arl informacijas aprites un apmainas
nepiecieSamibas kategorijas.

(1) Pie formala atbalsta no valsts puses ka militaro gimenu vajadzibas tika identificétas:

Regulgjums, kas nosakakartibu, kada tiek pasargatiun ka tiek aprapéti militarpersonu b&mu krizes/militara
konflikta situdcija (X stunda). Ipasauzmaniba biitu javelta jautdjumam, kad militaraja gimené abi vecaki ir karaviri
vai ar1 viens ir karavirs, otrs zemessargs vai rezerves karavirs, lidz ar ko valsts aizsardzibas uzdevumu veik§ana
bis iesaistiti abi.

Dalibniece 4: “..Kas bus ar militaristu bérniem krizes brid1? ..Ja biitu kaut vai tikai plans, tas jau baitu
atbalsts no organizacijas.”

Dalibniece 5: “.. jau pieminéta X stundaun kur taja lickam b&rnus, ja abivecaki ir militaristi.”

(2) Psihologiskais/emocionalais atbalsts no atbalstoSo profesiju parstavju puses, ipasi periodos, kad
militarpersona uz laiku tiek norikota pildit dienesta pienakumus arpus pastavigas dzives vietas un gimene kadu
laiku dzivo bez militarpersonas klatbiitnes ikdiena. Ka svarigs aspekts te blitu minams — profesionalis, kur§ saprot
kontekstu un parzina militaras vides un militara dzivesveida specifiku.

Dalibniece 1: “Kad virs gaja jiira, man bija iespé&ja iet pie kapelana un izrunaties gan pirms virs devas prom,
gan ar1 vira prombiitnes laika man tika iedots telefona numurs un pateikts, ja ir grati, ja ir kadas problemas, var
sazvanities un satikties, ka ir §ada iesp&ja. Tas stiprinaja un deva parliecibu, ka neesmu atstata viena liktena vara..”

Dalibniece 4: “.IepriekS, kad biju gaidibas un virs bija misija, es jutos viena un vientula.. Klubin§, kur var
aiziet péc atbalsta. Nevis meklét atbalstu civilaja vidé, bet tiesi specifiska militara, kur saprotkontekstu. Tas biitu
kolosali!”

Dalibniece 2: “..Grib&tos, lai kads painteres€jas vai man vira prombiitnes laika nav vajadziga kada palidzba..
Man pasSai ir loti griiti ligt palidzibu..”

(3) Socializésanas pasakumi gimeném un militarpersonu dzivesbiedriem. Respondentiir uzsvérusi, ka
viniem svarigi biitu atrasties vide, kura tos saprot, vidé, kura nav jaskaidro specifika, vid€, kura ir skaidra kopigi
lietojama terminologija un praktiska cela iepazitas problémas un izaicindjumi, kas raksturigi tie$i militarajam
gimen&m.

Dalibniece 8: “..socializ€$anas pasakumi ne tikai b&€miem, bet arT picaugusajiem. Ir jauki, kad sapazisties un
saproti, “ko elpo” un doma citas gimenes, kas ir lidzigas situacijas ka jus.”

Dalibniece 6: “..es esmu saskarusies ar tadu lietu, ka saSaurinas civilas sabiedribas draugu loks. Tie
cilveki laika gaita vienkarsi pazid no dzives.. tapec, ka biezi vien man pietriikst laika, lai to draudzibu uzturgtu. Ir
sajiita, ka militarists militaristu labak saprot, jo pats ir [idziga situacija.”

Dalibniece 1: “Tas laiks kopa tieck pavadits pilnvertigi. Ta ir individuali miisu pasu vélme.”

Dalibniece 6: “Domubiedru klubs un atbalsta vieta bitu vertigs ieguldijums gimenu labizjutas veido§ana.
A1l doma par specialistu pieejamibu gimeném ir loti atbalstama.”

(4) Piederibas sajiitas veicinaSana un militaras gimenes identitates izcelSana un uzsverSana. Militaras
kopienas izveide, kuras ietvaros var€tu tikt piedavats arT praktiskais atbalsts ikdienas problénmu risinaSanai.

Dalibniece 1: “Man ir patriotiskas izjiitas. Es pati arT esmu savas valsts patriote un man tas ir svarigi. Ja
rundjam par militarajiem pasakumiem, tad ta ir sviniga sajitaun lepnums par to, ko virs dara, lai mana valsts un
sabiedriba biitu dro§iba.”

Dalibniece 6: “Sada iespéja izklausas péc kaut ka tada, kas varétu loti vairot militarpersonu dzvesbiedru
mieru un labbiitibu ikdiena, tiekot gala ar daudziem izaicinajumiem otras puses prombiitnes laika vai ari, ka jau
citas dalibnieces min&ja — tieSibridi, kad rutina kliist par smagu. Laba doma!”

Dalibniece 1: “..Kad vin$ ir aizbraucis prom, citreiz pat atstajkada koléga telefona numuru un saka, ja kadi
praktiskas dabas jautajumi, var noteikti vérsties un kolégi atbalstis. Bet tas jau vairak tads cilvéciskais faktors.”

Dalibniece 6: “.ka esmu militaras kopienas sastavdala un ka $1 vieta ir mana, man ta der un ir saprotama.
Liels paldies par So sajttu!”
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Dalibniece 1: “..tiek izteikta pateiciba dzivesbiedriem, vecakiem. Man tas ir loti butiski.”

Dalibniece 4: “. Liclakais minuss ir tas,ka més nezinam, ka par mums rapé&jas, par mums atceras unka meés
esam svarigas.”

(5) Informacijas aprites un apmainas uzlabo$ana starp militdiro organizaciju un militaro gimeni. P&c
fokusgrupas dalibnieku atbilzu analizes autors ir secingjis, ka biezi vien informacija par piedavatajam iesp&jam
nenonak lidz militaras gimenes locekliem vaiarT nonak lidz tiem novéloti.

Ka atbalstu, ko militaras gimenes ir sanému$as un izjutu$as no militaras iestades puses, fokusgrupas
dalibnieki min: béma uznemSanu pirmsskolas izgltibas iestade bez rindas, AS “Attistibas finanSu institiicija
ALTUM” piedavatas priekSrocibas karaviriem nekustama ipaSuma iegadei, bérnu vasaras nometnes un ikgadgjo
pabalstu gimeném, kuras aug bérni ar pasam vajadzibam. Dalibnieki gan vairakkartigi uzsver, ka ALTUM
prieksrocibas, bérnu uznemsana pirmsskolas izglitibas iestadé bez rindas un pabalsts gimeném, kuras aug bérni ar
1pasam vajadzibam tiek piedavatas arT citu profesiju parstavjiem un ka §is ir labs piemérs socialajai garantijai ka
darba devgjs riipgjas par savu darbinieki.

Runajot par praktisko atbalstu, ipaSi militarpersonas ilgstoSas prombiitnes laika, fokusgurpas dalibnieki
vairakkartigi uzsverusinepiecieSamo atbalstu mazgadigu bérnu pieskati¥ana un apripé, lai vismaz uz kadu bridi
atslogotu vecaku, kur§ palicis viens visas ikdienas situacijas.

Ka 1pasu vertibu dalibnieki uzsver pretimnakSanu un cilvécisku attieksmi no komandieru puses, kas
apliecina faktu, cik butisks ir tieSi cilvékfaktors un arT neformalais atbalsts no militaras organizacijas puses, lidz
ar ko pétjuma autors secina, ka tikai pastavigd, skaidra un konsekventd mijiedarbiba starp visam trim
militarpersonu  atbalsta avotu grupam — formalo atbalstu no valsts puses; neformalo atbalstu no militaras
organizacijas puses un atbalsts no militaras kopienas puses — iesp&jama kvalitativa atbalsta sniegSana militarajam
gimen&m.

3.2.3. Kvantitativo un kvalitativo rezultatu integracija
Lai iegiitu dzilaku ieskatu, autors integréja kvantitativos un kvalitativos pétfjuma rezultatus (Fetters & Molina-
Azorin, 2017) PLS-SEM analizes rezultatus ar kvalitativo datu tematisko analizi (Braun & Clarke, 2022; Fetters,
2020). Kvantitativo un kvalitativo rezultatu integracijas kopsavilkums paradits 3.12. tabula.
3.12. tabula
Kvantitativo un kvalitativo rezultatu integracija par kopienas atbalstu (COMS)

Kvantitativo datu rezultati Kvalltatlvv o_datu l‘fBZ_ll.ltatl:
apak$ teémas (citati)
Svariguma
Vértéjuma Aptaujas Me_t.a .
_ . secinajumi
PLS-SEM analize NCA atvértais Fokusgrupa
(kods; jautajums
svariguma
koeficients)
Statistiski Negativs COMS ir Atbalst ir Nepiecie$ams KVAL
nozimiga svarigums nepiecieSamais nepiecieSsams | psihologiska/emocionala rezultati
sp&ja (-0.44) nosactjums: 90% 73% gadijumu | atbalsts,socializé$anas apstiprina
mazinat norada, uz WFC neesamibai, pasakumi, un
darba- COMS nepiecieSami 27% piederibas sajiitas un paplaSina
gimenes SpEju kopienas atbalsta. militaras gimenes KVAN
konfliktu: mazinat Efekta lielums veicina$ana, informacijas rezultatu
ietekmes darba 0.159** aprite un apmaina
koeficients | gimenes
-0.462*** konfliktu,
COMS ir
vislielakais
Svarigums

Ka redzams kvalitativo datu rezultati apstiprina un papildina kvantitativo datu rezultatus.

datu integraciju attieciba uz identific€tajiem kopienas atbalsta mehanismiem.

Tabula 3.13 parada

3.13.tabula
Kvantitativo un kvalitativo rezultatu integracijas kopsavilkums par kopienas atbalsta
mehanismiem
Kopienas Kvantitativo datu rezultati Kvalitativo datu rezultati: Meta
atbalsta Svariguma - vértéjuma analize apak$ témas (citati) secinajumi
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mehanis ms (Kods; svariguma koeficients) Aptaujas
atvértais Fokusgrupa
jautajums
Militara sabiedribu ka vide bérnu | Aukles Atbalsts KVAL
audzinasanai (coms2; -0.04) pakalpojums bémiem rezultati
Iesp&jas paraipéties par bérniem Skaidriba par apstiprina
arkartas situacija (comsl; -0.04) b&rmu apripi KVAN
B&rnu un jaunie$u aktivita§u rezultatus
pieejamibu militaraja sabiedriba
(coms13; -0.04)
Sociala atbalsta darbinieki, kuri Atbalstoso Praktisks
Funk cionalais zina un saprot militaro gimenu profesiju atbalsts
vajadzibas (coms10; -0.08) personala ikdienas
un N . .o _
. . - . Sociala atbalsta strukturvieniba, pieejamiba problemu
adminis trativais .. e T L
kura risina militaro gimenu militarajam risinaSana
vajadzibas (coms4; -0.06) gimeném partnera
Sociala atbalsta struktirvieniba, (kapelani, prombitnes
kura efektivi risina militaro psihologi, laika.
gimenu vajadzibas (coms3; -0.06) | supervizori, Psihologiskais
psihoterapeiti) atbalsts no
atbalstoSo
profesiju
parstavju puses
Militarie garigas un mentalas Ieinteresé&tibas Emocionalais KVAL
aprupes specialisti, kuri efektivi no vienibu atbalsts no rezultati
risina militaro gimenu vajadzibas | komandieru atbalstoso papildina
(coms12; -0.07) puses profesiju KVAN
PretimnakSana parstavjupuses | rezultatus
nestandarta
situacijas
Cilvekfaktors
Kopigas misijas un mérku sajuta | Kopgji gimenes | Jaunas
ar citam militarajam gimeném atpiitas draudzibas ar
Emocionalais (coms11; -0.06) pasakumi, citam
atbalsts Kolektiva kopibas sajiita ar citiem | aktivitates un militarajam
(coms6; -0.06) izklaides. gimeném
Tik§anas ar Kopgjas
citam aktivitates ar
militarajam citam
gimenem, militarajam
kopibas sajutas gimeném.
veidoSana. Kopigs
patriotisms ka
atbalsta
mehanisms
Izzino§a, saprotama un veértiga Informacijas Detalizets KVAL
informacija paratbalstaiesp&jam | pieejamiba par plans par to, rezultati
(coms14; -0.06) atbalsta kas notiek papildina un
iesp&jam krtzes paplasina
Skaidriba par to, | gadjuma, taja | KVAN
kas notiek ar skaita ar bérnu | rezultatus
Informativais b&miem un apriipi
atbalsts gimeném “X”

stunda, pasu

uzsvaru liekot uz

militaro gimeni,
kura abi vecaki
ir
militarpersonas
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4. DISKUSIJA

ST pétijuma kvantitativas fazes mérkis bija empiriski noteikt, kura konfliktu risina$anas stratégija noved pie
zemaka darba un gimenes konflikta un augstakas partneru apmierinatibas militarajam gimeném, ka ar atrast
nepiecieSamo sabiedribas atbalsta Iimeni. Tika izvirzitas Cetras hipotézes, kuru pamata ir organizacijas un
ieinteres€to pusu atbilstibas teorija, dualo intereSu teorija un resursu saglabasanas teorija. Savukart kvalitativa
pétijuma faze papildinaja kvantitativo ar mérki noskaidrot ka veidot uz militaro gimenu atbalstu orientétu
gimenes-darba konflikta mazina§anas mehanismu un kadus kopienas atbalsta instrumentus vajadz&tu ieklaut.

Kvantitativas peétijuma dalas rezultati liecina, ka pielago$anas stratégijai ir pozitiva iectekme uz darba un
gimenes konfliktu, kas nozimé, ka §1stratégija varétu pastiprinati izraist konfliktu. Pielago$anas stratégija ir tada
konfliktu risina§anas stratégija, kas riipes par sevi neizvirza ka prioritati. P&tfjuma rezultati sniedz empiriskas
liecibas, ka, ja militara organizacija savas intereses centisies likt augstak par militaras gimenes loceklu interes&m,
tas radis augstu darba un gimenes konfliktu. Militaras organizacijas prasibas bieZi vien stav pari gimenes prasibam
(Mills & Tortez, 2018; Segal, 1986; Vuga & Juvan,2013), tapé&c ir nepiecieSsami atbalsta mehanismi §o prasibu un
vajadzibu nobalanséSanai.

Saskana ar strukturalo vienadojuma modeli, kopienas atbalsts atstaj biitisku un negativu ietekmi uz darba un
gimenes konfliktu. Autora secindjums rezoné& ar Desaivilijas un Gai (Desivilya & Gai, 1996) piedavajumu, ka
atbalsta tikli ir butiski, lai raditu vertibas balstitu risindjumu gimenes un militaras organizacijas konfliktu
risinasanai.

Tapat ari, mazaks darbaun gimenes konflikts ir saistits arlielaku partneru apmierinatibu. Sie secinajumi atbilst art
vairaku citu pétjumu secindjumiem, kas parada, ka darba un gimenes konfliktu mazina§ana var atstat labvéligu
ietekmi gan uz individualo, gan partneru apmierinatibu (Namasivayam & Mount, 2004; van Steenbergen, et al.,
2014; Caroll, 2013; Xie, et al., 2017).

Militaras organizacijas un gimenes konteksta sadarbibas konfliktu risina$anas stratégija ir nepiecieSsama partneru
apmierinatibai, kamér kopienas atbalsts §ai apmierinatibai nav nepiecieSams, tadél autors noraida 4.hipotézi un
secina, ka kopienas atbalstalomai ir iz8kiro§a nozime tie$i lai mazinatu darba un gimenes konfliktus militarajam
gimen&m. Tomér janem ve&ra statistiski nozZimiga un stipra saikne starp darba un gimenes lidzsvaru un partneru
apmierinatibu no kuras var secinat, partneru apmierinatiba tiek ietekméta tie§i caur darba un gimenes konflikta
mazina$anu. Vairakos pétijumos izdariti lidzigi secinajumi, pieméram, Hiibneres un kolégu (Huebner, et al., 2009)
peétijuma secinats, ka kopienas atbalsta sp&u veidoSana ir biitiska un ka nepiecieSamas sociala atbalsta
programmas. Ir vajadziba péc dazadiem atbalsta pakalpojumiem, kas piem@roti militaras gimenes vajadzibam, ka
arf §Tm gimeném biitu jadod iespéja piekliit pakalpojumiem, taupotsavus resursus (Conforte, et al., 2017 a). Sads
atbalsts vartu tikt sniegts no dazadiem avotiem, tostarp citu gimenu, pasas organizacijas, ka ari plaSakas
sabiedribas (Hoshmand & Hoshmand, 2007).

No metodologijas viedokla, izmantojot kombin&tas PLS-SEM un NCA metodes, vaditdjiem tiek nodro$inats
vertigs instruments, lai noteiktu nepiecie§amos apstaklus kritisku rezultatu sasnieg$anai (Richter, et al., 2020).
Nepieciesamo nosacfjumu logika sniedz kritisku ieskatu biznesa teorija un praksé. ST pétijuma datu NCA analize
atklaj kritiskos faktorus, kas nepiecieSami, nepiecieSsami zemam darba un gimenes konfliktam, ka ari partneru
apmierinatibai. Tas lauj secinat, ka kopienas atbalstu nevar aizstat ne ar ko citu, jo tas ir obligats nosacijums darba
un gimenes konflikta neesamibai. Tapat ari, sadarbibas konfliktu risina$anas stratégija, kam raksturigas vienlidz
liclas riipes gan par sevi, gan citiem, militaras gimenes konteksta ir nepiecie§ams partneru apmierinatibai.

Pétijuma kvalitativo datu analize paradija, ka militaro gimenu atbalsta mehanisma vajadzetu ieklaut gan
formalos un administrativos, gan arl emocionalos un informativos kopienas atbalsta instrumentus. Tadejadi
pétjums sasaucas ar Ven Laras (Van Laar, 1999) piedavato atbalsta klasifikaciju.

1) Funkcionalais un administrativais atbalsts

Fokusgrupas rezultata ka galvenais formalais atbalsts veids tika identific€ts reguléjums, kas nosaka kartibu, kada
tick pasargati un ka tiek apriipéti militarpersonu bérni krizes/militara konflikta situacija (X stunda). Aptauja
paradija, ka darba un gimenes konflikta mazina§anai svarigi ir nodro§inat iesp&jas pariip&ties par militarpersonu
bému/bérniem arkartas situacija (coms1) un kopuma ir uzlabot militaro sabiedribu ka vidi b&rnu audzinasanai
(coms7). Respondenti ka nepiecieSamus atzimgja aukles pakalpojums. Analizgjot citu valstu praksi, autori ir
atzim&jusi ka buitisku veselibas apriipes, bérnu apriipes, partnera nodarbinatibas un izglitibas pakalpojumu , ka art
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jauno gimenu integracijas nodro§inasanu, , kas nodro§ina iesp€jas militarajam gimeném pielagoties un uzturét
stabilu ikdienu (Hess, 2020). Kudlers un Porters (Kudler & Porter, 2013) ka svarigu atZzimé praktisko resursu
nodro§inasanu, pieméram, izglitibas iesp&jas unsocialais atbalsts.

Aptauja arT identificgja ka svarigu militaras organizacijas sociala atbalsta struktiirvienibas sp&ju efektivi risinat
militaro  gimenu vajadzibas (coms4) un sociala atbalsta darbinieki zina un saprot militaro gimenu vajadzibas
(coms10). Sie rezultati sasaucas ar rekomend&tajam holistiskajas pieejas programmam, kas integré izglitibas,
socialos un veselibas resursus gimenes labklajibas veicinasanai (Boberiene & Hornback, 2014) un darba un dzives
lidzsvara atbalsta programmam un stresa parvaré$anas palidzibu, kuras rekomend€ Hess (Hess, 2020).

Interesanti, ka Latvija netika minéta nepiecieSaniba pé&c finansiala atbalsta, kuru lidztekus ar krizu risinasanas
pakalpojumu pieejanmibu rekomendé Huebners (Huebner et al., 2009).

No administrativa atbalsta mehanismiem fokusgrupas datu analizes rezultata tika identificéta nepiecieSamiba
palielinat ieinteres€tibu no vienbu komandieru puses, pretimnakSanu nestandarta situacijas, tai skaita
militarpersonas prombiitnes plano$ana. Pasaules prakse ietver plasu administrativo mehanisku klastu, tai skaita
sadarbibas veicinaSanu starp militarajam un civilajam organizacijam, lai efektivi apmierinatu militaro gimenu
vajadzibas (Bowen et al, 2000), tieSsaistes resursu un attalinatas pieejas izstradi, lai nodro§inatu atraku un
efektivaku piekluvi atbalsta iesp&jam (Orthner et al, 1990), politiku izstradi un parskati§anu, lai prioritiz&tu
militaras gimenes labklajibu un to integraciju civilaja sabiedriba (Segler & Pisano, 2021), politikas izstradi, kas
veicina militaro gimenu iesaisti kopienas dzive, un cie§aku sadarbibu starp militarajam un civilajam struktiiram
(Conforte et al., 2017 b).

Papildus pé&tnieki rekomend€ patstavigu $o atbalsta programmu novertésanu un uzraudzi$anu, lai pielagotu atbalstu
mainigajam militaras gimenes vajadzibam (Bowen et al, 2004) un p&tjumu veik§anu par eso$o programmu
efektivitati, izmantojot sadarbibu starp civilajiem un militarajiem pé&tnickiem (Foran, 2020; MacDermid et al.,
2014).

2) Emocionalais atbalsts

Militaro gimenu parstavji, kuri piedalijas fokusgrupa, ka galveno no nepiecieSamajiem atbalsta mehanismiem
mingja psihologiskais/emocionalais atbalsts no atbalsto$o profesiju parstavju puses. Ariaptaujas datu analize ka
svarigu identificgja nepiecie$amibu lai butu kads, kas uzklausitu un/vai palidzetu gimenes loceklim justies labak,
kad vina/vin$ jutas nomakts (Coms3) un militarie garigas un mentalas apriipes specialisti efektivi risinatu militaro
gimenu vajadzibas (coms12). Respondentika nepiecieSamu noradija atbalsto$o profesiju personala pieejamibu
militarajam gimeném (kapelani, psihologi, supervizori, psihoterapeiti).

Petjumi un pasaules prakse ka svarigas atZimé emocionala veselibas skrininga programmas, lai laikus atklatu un
risinatu garigds veselibas problémas gimenés (Lemmon & Chartrand, 2009) pasakumus, kuri uzlabo emocionalo
noturibu, pieméram, grupu terapija, kopienas pasakumi un emocionalas veselibas skrinings (Lemmon &
Chartrand, 2009), vecaku atbalsta programmas, kas palidz b&miem pielagoties militara dzivesveida Ipatnibam un
mazinat emocionalo spriedz (Conforte et al., 2017 a).

Fokusgrupas dalibnieki atZimé ka neiecieS8amu piederibas sajutas veicina§anu un militaras gimenes identitates
izcelSanu un uzsveér§anu, ka ari socializ€$anas pasakumi gimeném un militarpersonu dzivesbiedriem. A ptaujas
respondentiari atzZiméja, ka nepiecie$§ami kop&ji gimenes atpiitas pasakumi, aktivitates un izklaides, ka arf tik§anas
ar citam militarajam gimen&m, kopibas sajitas veido§ana. letekmes analize paradija, ka darba un gimenes konflikta
mazina$anai ir nepiecie$ams lai gimenes militaraja sabiedriba justu kolektivu kopibas sajitaar citiem (coms6) un
kopigu misiju un mérki ar citam militarajam gimeném (coms11).

Sie rezultati saskanojas ar pasaules praksi un p&tnieku ieteiktajiem mehanismiem, ka pieméram, atbalstagrupas,
kas veicina piederibas sajttu un kopienas sai§u stiprina§anu, laujot gimeném dalities pieredz€ un sniegt emocionalo
atbalstu (Segler & Pisano, 2021); paspalidzibas grupas un atbalsta pasakumi, kas veicina pieredzes apmainu starmp
militarpersonu gimen&m (MacDermid et al., 2014). visi $ie mehanismi raditu iesp&jas militaro gimenu savstarp&jai
socializacijai un emocionalai atbalstatiklu veidosanai(Bell et al., 1996; Burrell et al., 2003).
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3) Informativais atbalsts

Informacijas aprites un apmainas uzlabo$ana starp militaro organizaciju un militaro gimeni tika identific€ta ka
svariga pamatojoties uz fokusgrupas diskusiju. To apstiprindja aptaujas respondenti, kuri k& nepiecie§amu noradija
informacijas pieejamibu par atbalstaiesp&jam, ka ari to, ka ir vajadziga skaidriba par to, kas notiek ar bérniem un
gimeném “X” stunda,pasu uzsvaru lickot uz militaro gimeni, kura abi vecaki ir militarpersonas. Ariaptaujas datu
analize ka loti svarigu darba un gimenes konflikta mazinaanai identificja nepiecie$amibu militaraja sabiedriba
viegli atrastizzino$u, saprotamu un veértigu informaciju (coms 14).

Sos rezultatus atbalsta ar pasaules prakse. P&tnieki ka nepiecie$amus atbalsta mehanismus ir atzZiméjusdi
informacijas par atbalstaresursiem picejamibu, tai skaita psihologiska un finansiala atbalstaiesp&jas (Hoshmand
& Hoshmand, 2007; Ursano et al., 1989) un regularu informacijas snieg$anu par pieejamajiem resursiem un
noturibas veicina$anas stratégijam, kas palidz gimeném tikt gala ar militara dzivesveida izaicinajumiem (Farell et
al., 2014).

Papildus informacijai p&tnieki rekomend@ ari izglitojoSas iniciativas par militaro kultfiru un gimenes specifiskajam
vajadzibam, ka ar bému emocionalas labklajibas nodro§inasanai (Park, 2011), inform&joSus seminarus un
izglitojoSas programmas par konfliktu risinaSanu un komunikacijas uzlaboSanu gimené (Burrell et al., 2003).
Lidzgi tiek rekomendéts ka ir nepiecieSsams sniegt militarajam gimen&m izpratni par noturibas prasmém, tostarp
efektivu komunikaciju un problému risinasanu (Menestrel & Kizer, 2019). Citi pé&tnieki iesaka organizet
apmacibas programmas orient&jot uz plasaku mérkauditoriju - skolu darbiniekiem un sabiedribai, lai labak izprastu
militaro gimenu bérnu vajadzibas un sniegtu tiem nepiecie§amo atbalstu (Davis etal., 2012).

St strukturéta pieeja izcel tiis atbalsta veidus (funkcionalu / administrativo; emocionalu un informativo), kas
palidzetu militarpersonu gimen&m gan ikdienas vajadzibas, gan emocionala un informativa atbalstanodro§inasana.

Balstoties uz kvantitativo un kvalitativo datu integraciju, autors piedava $adu kopienas atbalsta modeli
(4.1.attels)

Emocionalais:

Regionalie klubi
(socialie pasakumi;
bérnu apripe;
patriotisms

Militara
gimene

Funkcionalais un

administrativais: Informativais:

Socidlais atbalsts
(piem. psihologi;
supervizori;
socialie darbinieki)

Detalizets
aktvitasu plans
krizes gadijumam

4.1. attels. Militaras kopienas atbalsta modelis.
Avots:autora veidots

Sis petijums sniedz empiriskus rezultatus parieintereséto pusu konfliktu izpratni, izmantojot militaro organizaciju
un gimenu kontekstu. Militaras organizicijas ir biitiskas, lai lidzsvarotu misdienu Austrumeiropu (Kalkman &
Pascal, 2019). Musdienu militarie spé&ki ir dargi, tapec sabiedriba sagaida, ka militaristi veiks darbu labi (Chuter,
2011, p.30). Lai piesaistitu un noturétu personalu, militarajai organizacijai ir janodro§ina, lai militarpersonas spétu
panakt pienemamu lidzsvaru starp dienestaun arpusdienesta laiku un veicinatu karavira izveli attistities un palikt
dienesta (Berndtsson & Osterberg, 2023). Koirala (2021) uzsvéra, ka organizicijam ir jarisina darba un gimenes
konflikti, lai noverstunegativas sekas, pieméram, stresu,zemu darba sniegumu un darba kav&jumus.
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Tradicionali militaro gimeni varuzskatit par kop&jas militaras sist€mas sastavdalu,jo gimenei, lai kads no gimenes
locekliem vargtu pildit dienestauzliktos pienakumus, ir jaatbalsta karavirs, prioritari dodot dienestam un karavira
pienakumiem pret militairo organizaciju un valsti (Dandeker et al., 2006). Sads skatfjums lauj plagak aplikot
militaras gimenes lomu, nozimi un ietekmi. Tapat tas lauj secinat, ka gimene militara dienesta konteksta klust par
vienu no galvenajam ieinteres€tajam pusém, tad&jadi veidojot kvalitativas un uzticamas attiecibas starp
militarpersonu gimeném un organizacijam. ST ieintereséta puse klist par vienu no galvenajiem organizicijas
veiksmes faktoriem gan militarpersonu noturé$anai dienesta, gan kvalitativai dienesta pienakumu un uzdevumu
veik§anai.

Kopuma $is pétijjums sniedz ieguldijjumu pétnieciba un praksg, integréjot konfliktu risinaSanas strat€gijas un
kopienas atbalsta mehanismus, lai panaktu, ka organizacijas un ieinteres&tas personas sadarbojas. Sis darbs to péta
ekstremala konteksta — militarajas organizacijas, kuram tradicionali ir liela pieredze konfliktu risinasana. Tiek
izmantota organizicijas un ieinteres€to pusu piemerotibas teorija, resursu saglabaSanas teorija un konfliktu
risina8anas teorija, lai sniegtu pieradfjumus par to, ka konfliktu risina$anas stratégija konflikta skartaja zona rada
organizacijas un ieinteres€to puSu piemerotibu vai neatbilstibu un identificétu kads ir nepiecieSamais kopienas
atbalsta apjoms. To darot, tiek izmantota pietickamibas un nepiecie§amibas logika.

Petfjumam ir praktiska nozime gan militaram, gan civilam valsts un umeémgjdarbibas organizacijam. Militaro
organizaciju vaditaji varetu izmantot pétjuma laika iegiitos rezultatus, lai izveidotu atbalsta mehanismus, kas
mazinatu raksturigos konfliktus starp militarpersonam un vipu gimen&m. Tapat ari, $1 pétfjuma rezultati un
secindjumi no to analizes organizaciju vaditajiem varStu palidzet apsvert, ka civilas un umémgjdarbibas
organizacijas ar lidzigam darba prasibam, piemeram, biivniecibas uzn@mumi, ugunsdz€séji, glab&ji u.c., varetu
mijiedarboties ar savam ieinteres€tajam pusém un ka kopienas atbalsts varétu atbalstit organizacijas ieinteres&to
pusuieklau§anos organizacija.

Petjumam ir vairdki ierobezojumi, kas norada uz turpmako p@tjumu iesp&€jam. Pirmkart, tika izmantots
Skersgriezuma pétjums. Turpmakajos pé@tjumos var€tu ietvert garengriezuma pieeju, lai labak izprastu So
problému. Otrkart, $1 pétfjuma konteksts bija militara gimene, kas ir tikai viena no svarigakajam ieinteresétajam
pusém. Turpmakie pétfjumi varetu ietvert plaSaku sabiedribu. Lidzigu pieeju var izmantot biznesa organizacijas,
lai izprastu ieinteres€to pusu parvaldibas jautajumus.

SECINAJ UMI

1. Pe&tjuma rezultati un to analize liecina par to, ka ir apstiprinata l.hipot€ze — sadarbibas konfliktu
risina8anas strat€gijas ir negativi saistitas ar darba un gimenes konfliktu, tatad ir pieradita sadarbibas konfliktu
risina$anas stratégijas statistiski nozimiga negativaietekme uz darba un gimenes konfliktu un statistis kinozimiga
pozitiva ietekme uz partneru apmierinatibu.

2. Petjuma rezultati un to analize liecina par to, ka ir apstiprinata 2.hipoté€ze — sadarbibas konfliktu
risinaanas strat€gijas ir pozitivi saistitas ar partnera apmierinatibu, tatad ir pieradits, ka risinot konfliktus
sadarbibas stratégijas veida aug partnera apmierinatiba, turklat militaras gimenes locekli neliek
militarpersonas/militaras organizacijas vajadzibas augstakpar savam vajadzibam.

3. Peétfjuma rezultati unto analize liecina par to, ka ir apstiprinata 3.hipotéze — militaras kopienas atbalsts ir
nepieciesams nosacijums, lai mazinatu darba un gimenes konfliktu. Autora veiktas nepiecie§amo nosacijumu
analizes rezultati parada, ka, lai mazinatu iesp&jamo konfliktu starp organiziciju un militaro gimeni, ir
nepieciesams militaras kopienas atbalsts, bet lai pilniba izslégtu §adu konfliktu iesp&jamibu, militaras gimenes
loceklu apmierinatibai ar kopienas atbalstu jasasniedz vismaz 43%.

4. Petijuma rezultati un to analize liecina par to, ka ir noraidita 4.hipoteze — militaras kopienas atbalsts ir
nepiecieSams nosacfjums partnera apmierinatibai. Autors secina, ka militaras kopienas atbalstam ir izSkiroSa
nozime darba un gimenes konflikta mazinasana, tacu ne partnera apmierinatibas veicinasana.

5. Peétijjuma rezultati liecina par to, ka pielago$anas konfliktu risina§anas strat€gija var pastiprinat konfliktu
vai pastiprinati to izraisit.

6. Pétjuma rezultati sniedz empiriskas liecibas pat to, ka, militarajai organizacijai savas intereses lickot
augstak par militaras gimenes interesém, biis augsts gimenes un darba konflikta Hmenis. Ta ka militara
organizacijas prasibas ir augstas un bieZi vien no tam nakas ciest militaras gimenes interesém, ir nepiecie§ami
atbalstamehanismi no organizacijas puses,kas lautu nodro§inat lielaku lidzsvaru militaras organizacijas-militaras
gimenes attiecibas. Tas palidzetu rast vertibas balstTtu risinajumu militaras gimenes un militaras organizacijas
konfliktu risinaganai.

7. Maziks darba un gimenes konflikts veicina augstaku militarpersonas partnera apmierinatibu.

8. Analizgjot rezultatus péc nepiecieSamo nosacfjumu logikas, autors secina, ka militaras kopienas atbalstu
nav iesp&jams aizstat ne ar ko citu un tas ir obligats nosacijums darba un gimenes konflikta neesamibai.
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9. Autors ir izdalijis 3 militarajam gimen&m nepiecieSsamos atbalsta veidus, kas papildina viens otru, tacu
nevar aizstat viens otru:

(1) formalais atbalsts no valsts puses ka likumdoSana iestradatas garantijas un atvieglojumi militarpersonai un
militarajai gimenet,

(2) neformalais atbalsts no militaras organizacijas puses;

(3) atbalsts no militaras kopienas puses.

10. Formalais atbalsts no valsts puses biitu japapildina ar regul§jumu un skaidriem nosacfjumiem par
garantijam saistiba ar militarpersonu b&rnu apriipes atbalstu krizes/militara konflikta situacija.

11. Ka neformilo atbalstu no militaras organizacijas puses, militarajas gimenes vEltos elastigu pieeju no
militaras vadibas, vajadzibas gadijuma piedavajot individualus un pielagotus risindjumus gimenes atbalstam, kas
lautu militaras gimenes locekliem tikt gala ar slaicigdm sadziviskam griitibbam un satricindjumiem; informacijas
aprites uzlabo$anu starp militaro organizaciju un militaro gimeni; psihologiska/emocionala atbalsta picejanmibu
militaras gimenes locekliem no profesionalu (atbalsto$o profesiju parstavju) puses, ipasi laika periodos, kad
militarpersona veic dienesta pienakumus arpus pastavigas dzivesvietas un ilgstos§i uzturas arpus gimenes.

12. Ka atbalsts no militardas kopienas puses gimeném bitu vajadzigas vairak socializE$anas iespé&jas,
militarajam gimen&m komunicEjot sava starpa; piederibas sajitas veicina$ana militarajai videi un militarajai
kopienai; militaras gimenes identitates veidoSana un uzsvérSana; praktiska/emocionala atbalsta piedavasana
kopienas ietvaros.

PRIEKS LIKUMI

Petjuma rezultati pieradija kopienas atbalsta nepiecieSamibu tapeéc priekSlikumu izstradi autors ir veidojis ka
atbildi uz p&tjjuma jautajumu — kas jaieklauj kopienas atbalsta modeli, lai nodro$inatu efektivu sadarbibu ar gimeni
ka militaras organizacijas ieinteres€to pusi. Papildus doti priekSlikumi kopienas atbalsta modela realizacijai gan
militarajas gan citas organizacijas ar lidzigu darba specifiku un turpmakajiem petjumiem.

Prieks$likumi kopienas atbalsta modela realizacijas procesam militarajas organizacijas Latvija:

Pétijuma veik§anas procesd militaro @gimenu parstavji, kuri piedalfjas pé&tijuma, ir iepazistinati ar
sakotngjo ideju par potencialajam militaras kopienas atbalsta pilnveidoSanas iesp&am. Veicot fokusgrupas
rezultatu analizi, autors ir secindjis, ka militaro gimenu vélmes at$kiras atkariba no militaras vienibas specifikas,
kura dien militarpersona, no bému esamibas vai neesamibas gimen€, bérnu vecuma, dzivesbiedru attiecibu ilguma,
militarpersonas dzivesbiedra nodarbo$anas un vél citiem faktoriem.

Lai apzinatu un izverté€tu militaro gimenu vajadzibas pa regioniem un militarajam vienibam, ka ari lai
praktiska veida piemérotu un ieviestu pétjuma rezultatus, autors iesaka tos realizet tris posmos ”:

1. Vajadzibu un iesp&ju apzinaSana un konkretiz€Sana:

11 militaras vienibas komandieris apzina situdciju sev paklautaja vieniba, ka arT savas
kompetences un iesp&ju ietvaros nodro$ina informacijas ievakS§anu par militaro gimenu vajadzibam, nepiecie§amo
atbalstu no valsts puses un militards organizacijas puses,ka ari pa§u gimenu vElmes un iesp&jas iesaistities
Regionala militaro gimenu kluba darbibas nodro§ina§ana. Péc $1 punkta izpildes militaras vienibas komandieris
paklautibas kartiba zino Nacionalo brunoto speku (NBS) komandierim par vajadzibam un ta briza iesp&jam $®
vajadzibas realizet;

1.2 NBS komandieris savas kompetences un likumiskas varas ietvaros veic nepiecie§amas
darbibas priek$likumu atbalstam un uzdod vienibu komandieriem novérst trikumus, ja tas ir iesp&jams. NBS
komandieris zino Aizsardzibas ministram par situdciju un iesniedz finansialos aprékinos balstitus priekslikumus
par nepiecieS§amajam izmaindm normativajos aktos;

2. Izmainas normativajos aktos:

2.1. AM izverte iesniegtos prickSlikumus, atbalsta to ievieSanu atkariba no pieejamajiem

resursiem, ka ar ierosina nepiecieSamos grozjjumus Militara dienesta likuma;

2.2. NepiecieSamie likuma grozijumi tiek apstiprinati Saeima.

3. Praktiska Regionalo militaro gimenu klubu izveide unievieSana.

Priekslikumi izmainam normativajos aktos:
1 NepiecieSsami Militara dienesta likuma grozijumi, kas defintu Regionalo militaro gimenu atbalsta klubu
izveidoSanas un ievieSanas iesp&jas, ka art dotu likumisko rami to pastavésanaiun uzturéSanai.

Prieks$likumi kopienas atbalsta modela realizacijai gan militarajas gan citas organizacijas:
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Turpmakie priek$likumi pamata merkéti uz militarajam organizacijam, bet piemErojami ari citam
civilajam un biznesa organizacijam ar lidzigu specifiku, kuram nepiecieSams nodro§inat organizaciju un gimenes
ka nozimigas ieinteresétas puse sadarbibu.

Lai realizétu piedavato kopienas atbalsta modeli, kur$ ietver informativo, funkcionalo un administrativo,
ka arT emocionalo atbalsta komponenti, ieteicams sakat ar stratégiska ietvara un institucionalo mehanismu izveidi,
pec tam javeido uz informativa atbalsta nodro$inasanu fokuséta komunikacijas un uzticibas sistéma, ka ari, lai
nodro§inatu socialo un emocionalo atbalstu, jaattista kapacitate un javeido lidzdalibas mehanismi. Visbeidzot
nepiecieSama vajadzibu noveérté§anaun adaptacija ka ar socialo attiecibu sistéma.

Organizacijam rekomend&jamas sekojoSas darbibas:

1. Stratégiskais ietvars:

1.1. Organizacijai jaizstrada vienota gimenu atbalsta politika, kas definé gimenes ka stratégiski nozimigu
ieintereséto pusi darbinieku (p&tjuma konteksta — militarpersonu) noturibas (anglu val. — resilience) un
operacionalds gatavibas (anglu val. — readiness) nodro§inasana.

1.2. Organizacijas stratégiskajos dokumentos jaieklauj gimenes labklajibas dimensija ka strukturals
elements institucionalaja misija.

2. Institucionalie mehanismi:

2.1. Jaizveido regionalas, institucionali nostiprinatas atbalsta struktiiras (p&tfjuma konteksta — Regionalie
militaro gimenu klubi), kas koordin€ komunikaciju starp organizaciju un gimeni, piedava, organiz€ unnodro§ina
atbalsta pakalpojumu pieprasi§anu un sanemsanu,ka ar koordin€ sadarbibu ar pagvaldibam un citam institticijam.

2.2. Jaattistastarpsektoru sadarbibas mehanismi (pieméram, darba grupas,konsultativas padomes), kas lauj
efektivi integrét gimenes vajadzibas politikas un programmu plano$ana.

3. Komunikacija un uzticibas sistéma:

3.1. Jaievie§ regulari informacijas apmainas kanali (pieméram, digitalas platformas un klatienes tikSanas),
kas nodro§ina caurspidigu un savlaicigu informacijas apriti ar gimeném.

3.2. Organizicijai jaattista divvirzienu sazina — ne tikai sniedzot informaciju, bet arT regulari uzklausot
gimenu vajadzibas un bazas.

4. Kapacitates attistiba:

4.1. Organizacijai janodro§ina pieejams psihologiskais un emocionalais atbalsts darbinieku gimenu (p&tjuma
konteksta - militaro gimenu) locekliem (piem. konsultacijas, supervizijas, kiizes intervences).

4.2. Jaattista mentorings un savstarpgjas palidzibas tikli, kas lautu gimeném dalities pieredz€ un stiprinat
noturibu.

5. Lidzdalitbas mehanismi:
5.1. Gimeném janodro$ina institucionalizEta lidzdaliba atbalsta pasakumu planoSana un izvertéSana,
pieméram, izmantojot konsultativas padomes;

5.2. Jaorganizé kopienas integracijas pasakumi (kultiiras, sporta, svétku aktivitates), lai stiprinatu piederibas
sajiitu un socialo kapitalu kopiena.

6. NoverteSana un adaptacija:

6.1. Jaievie§ sistematiska gimenu vajadzibu un apmierindtibas monitoré€$ana, izmantojot aptaujas un
fokusgrupas.

6.2. Jadefin€ mérkorient&ti raditaji (pieméram, apmierinatibas limenis ar atbalstu,psihologiskas labklajibas
raditaji, darbinieku (p&tijjuma konteksta — militarpersonu) noturiba dienesta, psihologiskas labklajibas indeksi).

6.3. Janodro$ina adaptiva parvaldiba, kas lauj elastigi pielagot atbalsta programmas mainigajam gimenu
vajadzibam.

7. Socialo attiecibu sistema:

7.1. Gimenes jaatzist par aktiviem lidzpartneriem (anglu val. — co-producers) atbalsta sistémas veido$ana,
nevis tikai par pakalpojumu sanémejam.

7.2. Javeicina uzticibas un lojalitates stiprinasana starp organizaciju, darbiniekiem (p&tjjuma konteksta —
militarpersonam) un gimeném, kas nodro§inailgtermina organizatorisko stabilitati.
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7.3. Jaattista socialas integracijas mehanismi, kas stiprina piederibas sajituun kolektivo identitati kopiena.

Priekslikumi turpmakajiem pétijumiem:
Lai papildinatu un pilnveidotu militaro organizaciju kopienas atbalstamodeli, ieteicami sekojosi p&tijumi:

1. Nepieciesams pétijums par militarpersonas laulata atbalsta iesp&jam militarpersonas rotacijas gadijuma
uz citu apdzivoto vietu vai regionu (finansials atbalsts lidz militarpersonas dzivesbiedrs atrod darba
vietu).

2. Nepieciesams pétjumi par militaras gimenes loceklu mediciniska atbalsta iespéjam (apdro$inasanas
poliSu iesp&jas).

3. Nepieciesams pétijums par supervizijas piclietoSanas iesp&jam un militaro gimenu vajadzibu péc §1
pakalpojuma, piedavajot to Regionalajos militaro gimenu atbalsta klubos, ar mérki uzlabot militaro
gimenu komunikaciju ar militaro organizaciju, palidzet militaras gimenes locekliem izprast militara
dienesta specifiku un sadzivot ar to, ka arT atbalstit stresa un izaicinajumu parvaldi§ana saistiba ar
ilgstoSam militarpersonas prombiitném.

Lai visparinatu §1 pétjuma rezultatus un empiriski pastiprinatu kopienas atbalsta modela pielictoSanas iespé&jas
ieteicams:

4. Veikt idzigu pétijumu cita rakstura organizacijas, ne militarajas, ar lidzigu darba specifiku, ka pieméram,
glabgji, ugunsdz&seji, mediki, utml. P&tjumam iesp&jams izmantot §inT darba izstradato aptauju to
pielagojot attiecigas organizacijas darbibas specifikai.
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